CHAPTER ONE

Overview and Rationale

1.1 INTRODUCTION AND RATIONALE

In this section | briefly sketch the context of tmsestigation in terms of two aspects. Firstly,
current international concerns with regard to carbeotty are presented, and secondly, the
development of career psychology in South Africa is diesd. This discussion with regard to
changing international career trends and emerging Sdfuitan career development forms the

theoretical background for my study.

Career paths are nowadays complicated by imperativercdeselopment changes that occur
internationally, and by the call for indigenous underditagn of career development in South
Africa. The late 1990’s brought awareness to the ‘changiodd of work’ as a phenomenon
(Prinsloo, 1999; Rayman, 1999; Niles, 1997; Harris-Bowlsbey, 19@fz-Loike, 1996; Watts,
1996). Watts (1996:43) writes that havingjab* for life’ does not happen anymore and that
organisations cannot provide secure employment due to rapimenchange. Handy (1989)
supports this statement and explains that companiestcsiadfsts of flexible ‘portfolio’ workers
who are actually employed in several different othdssj@t various other companies. In
accordance with this, Watts (1996) finds that a preferengsts for small and medium-sized
companies with part-time and temporary workers, as oppasédarge-scale companies with
permanent staff. He continues by declaring that the colovexhidea of career development as a
lifelong process implies newer, more radical attento career counselling services, due to the
fact that a large number of people will have to mamagee than three careers in their lifetimes
(Watts, 1996). Patton (2001:5) agrees with Watts’ views aseftects:

Career development is the process of managing learning and work over the
lifespan. In managing learning and work well, individuals are able to make
productive choices and move toward building their desired futures.

| concur with Watts (1996) and Patton (2001) and decline themtitat people have one career
for life. | suggest that client-partners be viewedaeasple with a lifetime of career options and

career choices.

These international career concerns are mirrore@utiSAfrica, making career development an
export product and decontextualised in terms of South Afridaals (Stead & Watson, 2002,
Stead & Watson, 1998). The implication of internatiomfluence on South African career
programmes is that these programmes are in embryorgesstgbtead & Watson, 1998).

Furthermore, South African research with regard toeraceunselling is limited and mainly
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focused on diagnostic features and education programmesesd(&tWatson, 1998; De Bruin &
Nel, 1996). Therefore, more emphasis onglecessand nature of career counselling is needed
(Whiston, 2003; Stead & Watson, 1998).

Thus, a proposed change in career counselling reseatgbractice has been on the table for a
decade. Lent (1996) comments that transformation in thekfarce will inevitably call for
alterations in the professional roles and servicesamder counsellors. He (Lent, 1996) asserts
that such alterations in career counselling call for f shihe focus of career research as well as
a revision of career theory. In this regard, Rayman (1999) stgygenumber of important
adjustments pertaining to career services following ecom@nd social change in the new
millennium. Some of the suggestions he considers to be ithygermclude that career
counsellors need to acknowledge the lifelong nature @fecatevelopment; career counsellors
should accept and embrace technology as their allgecatounsellors should enhance the
centrality of individual career counselling; career celloss need to build co-operative

relationships with a variety of collaborators, andisgikexisting resources (Rayman, 1999).

Change and development in career counselling are impant&auth Africa. Watson and Stead
(1996:295) suggest that career researchers and career psigthoingSouth Africa should
consider employing an indigenous approach as a way of understanding career psychology
within the South African contextn this regard Kim and Berry (1993) believe that indigesno
psychology places the emphasis on people’s self-utasheliag within their world and ecological

context.

Based on the above line of argumentation, it follows that a chaftige exists to explore
alternative ways in which to conduct career guidance. | prop@sthat one such a way is the
asset-based approachl am particularly interested in how an asset-basedoapprto career
facilitation practices can address the complex cateeelopment paths of South African career-
seekers

No other research has been undertaken that links taelzssed approach to career psychology,
except for an enquiry into a community’s strategies dareer education by Ebersbéhn and
Mbetse (2003). Findings of this study include that therested asset-based characteristics in a
community’s endeavours to develop career educat{@&@bersohn & Mbetse, 2003:326).
According to my view, if an asset-based perspectivengdopart of a community strategy to

educate community members with regard to careers, ca@étators might successfully gain



from this resource during their career counselling practlcesggest an asset-based approach to

career counselling as an alternative to a traditionaloagpr

During inquiry into the topic of traditional career coelfing, | found that little emphasis is
placed on the client as expert and essential membigreafareer counselling team. Traditional
concepts of career counselling focus on the career counsallthegiver of career related
solutions (Niles & Harris-Bowlsbey, 2002; Gothard, MignoGffer & Ruff, 2001; Greenhaus,
Callanan & Godshalk, 2000; Akhurst & Mkhize, 1999; Malan, 1999; Zynk888; Herr &
Cramer, 1996; Tolbert, 1974). As a result it is conventiforathe career counsellor to provide
anexpert serviceThis expert service consists of the career counseb@riag the client into a
career direction, which implies that thBkent comes with thgroblemof which career path to
pursue. It is then expected of tlxpert professionalto solve this problem. A thorough
investigation of the client’s personal profile in terafsneedsanddeficienciess undertaken by
means of a variety of assessment tools. The clierlyréhas the opportunity to acquire

ownership of making a career choice and depends largehearateer counsellor’'s expertise.

Prinsloo (1999) concludes that the changing world of workdwtdated the more traditional
concepts used for career counselling. She proposes theadegar facilitation | choose to use
the conceptareer facilitationas it views the client in totality and incorporatesetsso help
with the client’s career development path (Prinsloo, 1988)such,career facilitationmoves
away from the medical model (focusing on needs and egpeice) and fits into the framework
of the asset-based approach (focusing on assets and catilo@roblem solving) (Eberséhn &
Eloff, 2003; Kretzmann & McKnight, 1993).

As opposed to the traditional approach, | support EberabtirEloff’s (forthcoming) vision that
clients be regarded as cligmrtners.l propose the asset-based approach in career fagilitas

an alternative perspective requiring acknowledgment of thigqua abilities, talents, gifts,
capabilities, resources, skills and knowledge of thenefpartner, as signature strengths. This
alternative perspective values the contributions aé&ntlpartners and their resources.
Furthermore, the asset-based approach, as alternatsgepeve, requires a process whereby
sustainable skills and resources are facilitated, and atnelient-partnerenablingthemselves
rather than beindirected.

Therefore, this study aims at exploring the collabeeatrelationship between the career

facilitator and the client-partner for the duration GE tcareer facilitation process. In this



collaborative relationship, the client and counselldeea mutual supportive network and co-
exist as flexible entities that share the responsikblitgxploring various career paths. The aim
of the collaborative relationship would be to gathertladl relevant information about possible
careers and personal qualities available to both thatg&tner and the career facilitator. In
essence, the accessibility of personal and environinestets may contribute to practical
solutions and individual capacity building of the client-partnSuch access may ultimately
enable the client-partner to develop career maturitys throviding the capacity to make
accountable career decisions. With this, a contributioght be made to existing knowledge
with regard to functional and collaborative career ifi@tibn. As such, value might be added by
this study, as knowledge with regard to the client-pariseactive participant and essential team

member seems limited in the field of career faciliadti

1.2 STATEMENT OF INTENT AND AIMS OF THE STUDY
The aim of this study is to investigate the applicatidrthe asset-based approach in career

facilitation practices. As such, my research quesson i

How can the asset-based approach be applied in career facilitation pratticqs

Consequently, the aims of this study are to gain newghhswith regard to applying an
alternative approach or perspective to career counsegdhactices, and to possibly expand on
career counselling as construtherefore, this study is explorative and descriptive by nature
chose arexploratory studyby which | can conduct an open and flexible investigatibthe
application of the asset-based approach during the daktation process (Durrheim, 2002).
In addition, this study idescriptiveby nature, as | aim at describing the application oadset-

based approach by doing accurate observations (Durrheim, 2002).

Exploratory questions that enquire about observable dactsdentifiable key factors accentuate
the objectives of the study (Mouton, 2001). In this regdme secondary research questions that
guide this study are:
* What is career facilitation?
* What are the principles underlying the asset-based approach?
» How can the strategies of the asset-based approantplEmented during career
facilitation?
* How do client-partners apply asset-based principles duaregec facilitation?
* How does the career facilitator apply asset-based ptascduring career facilitation?

» What are the possible benefits of applying asset-basedptemto career facilitation?
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As researcher | wish to broaden theoretical frameworkvith regard to the application of the
asset-based approach in career facilitation. Ultimatetysh to contribute to practical cycle of
enablemenin career development during which the focus remaink®agsets and capacities of

individuals within their particular contexts.

1.3 CONCEPTUALISATION
For the sake of clarification, the following conceptedig the study are elucidated: asset-based
approach; asset-based principles; asset-based stratexgest-based career facilitation;

application; investigation; career development.

1.3.1 ASSET-BASED APPROACH

Kretzmann and McKnight (1993:1) introduced a community-builditrgtegy called asset-
based community developmeiccording to an asset-based attitude, communitiesaiit with
what is present in the community, utilising problem-solvicgpacities found within the
community itself, and relying on relationships among comtgunembers.

According to Eloff and Eberséhn (2001), the asset-based agpfocuses on capacities, skills,
and assets within a social system. Deficiencies in armgngeco-system or subsystem are not
ignored, but in fact confronted and addressed by focusing emtierent assets in a system
(Ebersthn & Eloff, 2003). The asset-based approach is a eway from the deficit paradigm,
refocusing on strengths, resources and capacities ofgpéagibe & Eloff, 2004). As such, in
order to apply the asset-based approach, | formulated-lzssed principles to follow when
conducting career facilitation as well as asset-basedegies to incorporate during career

facilitation sessions with client-partners.

1.3.1.1 ASSET-BASED PRINCIPLES

Asset-based principles are fundamental beliefs appeeclay the asset-based career facilitator.
Such beliefs include the following: that client-partnensdd take ownership of their career

development processes; that finding career informathadotaining self-knowledge should be

a shared responsibility between the career facilitaod the client-partner; that career

facilitation sessions should enable client-partnengtognise and utilise sustainable skills; and
that career facilitation should be a collaboratiieréibetween all relevant stakeholders.



1.3.1.2 ASSET-BASED STRATEGIES

Asset-based strategies are regarded as methods of mtenver assessment that can be applied
by the career facilitator and/or the client-partnereSgéninclude interviews; observation; post-
modern exploration strategies; asset mapping; asdatisation; and networking.

1.3.2 ASSET-BASED CAREER FACILITATION

The utilisation of the asset-based approach as strdtegyg career facilitation is an unmarked
way of understanding the context of the client. Thal gé asset-based career facilitation is to
recognise and to access those resources viable to &m wlhen investigating the self and
possible careers, in order to facilitate responsibility awnership. | choose the constroateer
facilitation, based on my belief that it is a comprehensive altmmado career counselling.
Prinsloo (1999) states that career facilitation is mbam tcareer education, because clients are
viewed in totality, due to the career facilitator beingismous of other life roles of client-
partners. For the purpose of this study, | defisset-based career facilitatiaas the application

of asset-based principles and asset-based stratedieis, avcareer facilitation process.

1.3.3 APPLICATION

Application means to apply one thing to another (Hawkif91). In my study it implies that the
principles of the asset-based approach be applied inways. Firstly, as career facilitator |
applied the asset-based principles in career facilitaBeoondly, through facilitation, the client-
partners applied asset-based principles in their cdes@lopment activities.

1.3.4 INVESTIGATION

To investigate something implies to explore and examinghenomenon with the aim of
describing the essential parts and purpose of the phenonfelasrkins, 1991). The goal of
describing something is to fully comprehend its value or ingpee. Thus, in this study
investigationindicates two actions: an in-depth examination of dpplication of asset-based
principles and strategies to career facilitation, @aedpndly, a lucid description of the findings.

1.3.5 CAREER DEVELOPMENT

Career development refers to the ongoing process by widohduals advance through a series
of stages, each of which is characterised by a rekatiugique set of issues, themes and tasks
(Greenhaus, Callanan & Godshalk, 2000). In this study the ca®ezlopment of each
individual is regarded as important and constant referenamade to the life-long career

development path of the individual. An asset-based cdesditation process might enable



client-partners with sustainable career related skslish as exploration and asset-mapping,

possibly strengthening their career development.

1.4 PARADIGMATIC PERSPECTIVE

| have selected thphenomenologicathinking approach as meta-theory to guide my enquiry.
Phenomenology advocates a naturalistic method whdrelg place myself in the situation of
my client-partners in order to understand the meaning theg tp their career paths
(Denscombe, 2003; Terre Blanche & Durrheim, 2002; De Vos&k®, 1998).

| hold theoretical prepositions and generalisations ahbwoyt client-partners and career
psychology, which are derived from theset-based approach, bio-ecological model of human
development, Positive Psychologyd thecareer facilitation procesgEberséhn & Eloff, 2003;
Seligman, 2002; Prinsloo, 1999; Bronfenbrenner & Morris, 1998).

Methodologically, | decided to conduct my study followingualitative approachas | regard
reality as subjective to each individual, and presuns #Hocial phenomena are context-
dependent. In addition, in this study | intend to presedetailed understanding of asset-based
career facilitation, thus exploring a phenomenon of wiiitle is currently known (Henning,
Van Rensburg & Smit, 2004; De Vos & Fouché, 1998; Guba & Lind®84).

15 RESEARCH DESIGN AND METHODOLOGY
Figure 1.1 provides a summary of the choices | made wgdrdeto the research design, research
methodology, ethical strategies and quality criterideApresenting figure 1.1, | shall discuss

the various aspects.



RESEARCH DESIGN AND METHODOLOGY

RESEARCH Case Study Design:
METHODOLOGY Instrumental case study

Potential for learning; Available and accessiblegablcommit to the research procdss
Selection of cases And able to reflect and express thoughts and feeliegarding the research proce 5);
(according to set criteria) | In need of career facilitation support

Data collection methods | Observation-as-context; Research diary; Participant Reflections

Field notes
Data collection period Continuously from March to August 2005 At the end of thearebeprocess
Data capturing / source | Written form: Field notes and Research| Written form: Participant reflection
diary

Agent Researcher Client-partner

Data analysis and Thematic analysisData analysis approach of Morse and Field (1994pnjunction
interpretation with eight step model of Tesch (1990)

Measures to ensure Trustworthiness strategies:credibility, transferability, dependability, confirtitity
rigour and crystallisation

Ethical considerations Informed consent; Deception of participants; Violatafrprivacy; Action and
competence of researcher

FIGURE 1.1 The research design and methodological cheg of the study

To guide my concentrated exploration, | seleeednstrumental case studgresswell, 2005;
Lindegger, 2002; Stake, 2000a). | chose three (3) cases amrtodiriteria, namely that each
case had to be potentially informative to me; the gigeints had to be available, accessible and
in need of career facilitation support. Later | selettenl(2) additional cases in order to saturate
themes that emerged.

Data were collectedh terms of Angrosino and Mays de Pérez’s (2QfliHervation-as-context
method, documented in the form of field notes and a reflsediary. Another data source was
reflective reports written by client-partners. Dataevanalysed according tbematic analysis
(Henning, et al, 2004; Silverman, 2000). Themes were extracted accordingeteight step
model of Tesch (1990) in conjunction with the data amalggproach of Morse and Field
(Morse, 1994), with no hypotheses in mind and by meansidafctive reasoning (Creswell,
2005). | indicated how the principles of the asset-bagguoach and the process of career
facilitation were authenticated through the data (Sihaarn2000).

As far as possible, | aimed at following a true and rigon@search design, engaging in the
research field and persisting in observation (Seale, 198§gdPpoel, 1998).1 recognised
various sidesfrom which to explain the application of the asseteloh approach by
acknowledging the context of client-partners (Richand®900; Seale, 1999). Furthermore, in
order for other career practitioners to apply the dsas¢d strategies in their settings, | provided
a detailed description of the cases (Seale, 1999). In addisiopplied an audit trail whereby all
documents can be accessed (Seale, 1999).



My research diary helped me to examine any bias on mguat. | attempted to be free from
bias by means of constantly reflecting upon the reseaocdess, as well as the career facilitation
process. In addition, the asset-based career faalfitatiocess motivated client-partners’ active
engagement in the process, as well as creating thetapppifor client-partners to reflect upon

the career facilitation process (Seale, 1999).

To ensure an ethical study, | obtained written congem the client-partners and also informed
them about the nature of the asset-based facilitgtimtess. Furthermore, all information
pertaining to the client-partners was kept confidential (fotny, 1998). As researcher | aimed to
follow the instructions and advice of leaders in thedfief research. As career facilitator | am
driven by my passion for career psychology and | dependhenskills and competence |

acquired through my studies of asset-based principlesaaadrdacilitation.

1.6 OUTLINE OF CHAPTERS

Chapter One is an introductory orientation and discussion, wheeer#tionale for the study is
stated in conjunction with the research question andnggaoying research objectives. This
chapter gives an outline of my paradigmatic perspextgeresearcher, as well as an overview of
the choices | made with regard to the research desgaarch methodology, ethical strategies

and quality criteria.

Chapter Two deals with the theoretical framework relevant to shely. Literature that relates
to the research question is discussed, and a proposedffiarkedo between the asset-based

approach and career facilitation.

Chapter Three describeghe research process. This chapter includes the aihe study, meta-

theoretical assumptions, theoretical assumptions andooh@bgical assumptions. Furthermore,
attention is given to the research design of the stndjuding data collection methods as well as
data analysis and interpretation techniques. The chapteludes with an in-depth discussion of

measures to ensure a rigorous study, in addition to etbstads considered.

Chapter Four outlines the analysis, interpretation and discussioimdings, alongside careful

deliberation through literature control.



Chapter Five includes an overview of the chapters. Conclusions and maeonations of the

study are discussed. The way in which the quality critwgee applied to ensure a trustworthy
study is described and an indication is also given of haardle of the researcher unfolded in
the study. Finally, the challenges of the study areudsed as well as ideas for further research.

1.7 CONCLUSION

The aim of this study is to investigate the applicatidrthe asset-based approach in career
facilitation as an alternative to the medical moddie findings of this study could possibly
contribute to existing knowledge with regard to the asaséth approach and expand on
knowledge with regard to career facilitation. Using atrumental case study supported the aim
of the study as it assisted me in formulating detailescrigions of how the asset-based
approach can be applied during career facilitation. Furtbies, working from a qualitative
viewpoint allowed me to collect, analyse and interpretaditbom a phenomenological
perspective. Chapter 2 describes the asset-based approatinstrates the link between the

asset-based approach and career facilitation.
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CHAPTER TWO

Potential partnersThe Asset-based approach and Career facilitation

process
2.1 INTRODUCTION

| indicated the aim of my study in chapter 1, which isteestigate the application of the asset-
based approach during career facilitation. Consequertigtaaled description of thesset-based
approach as well as otareer facilitationis offered in this chapter

This chapter includes a discussion of the asset-bggedach and indicates how this approach
reflects tenets of Positive Psychology. Secondly,ozerview of the development of self-
exploration and career exploration as aspects oecdaeilitation is provided. A proposed link

between career facilitation and the asset-based appi®poesented throughout the discussion.

2.2 THE ASSET-BASED APPROACH

In this section | shall describe the origins of thee&dased approach, investigate the asset-based
approach’s fundamental underpinnings by aligning them to rcéaesitation, and situate the
asset-based approach within Positive Psychology.

2.2.1 FUNDAMENTAL UNDERPINNINGS OF THE ASSET-BASED AROACH

Before applying a theory, one needs to know the basistagcts of the theory. | shall therefore
consider the definition of aassetand offer a description of the various constructs useten t
asset-based approach:

Ebersthn and Eloff (2003:14) definesSets [as] skills, talents, gifts, resources, capacities and
strengths that are shared with individuals, families, schools, instisit associations, the
community and organisations hree important issues are implied, namely recogmibibassets,
attention to the bio-ecological model, and the notibsharing resources and talents. The asset-
based approach (mirroring Positive Psychology) empésdise positive knowledge of what is
present (Ebersohn & Mbetse, 2003). As such, the focus isvorsets of resources or assets,
namely those of the individual and those of the enviratm&hen engaging in self-exploration,
as part of reaching career maturity, for example, thatpof departure will always be the

recognition of assets within the individual, as wellesources around the individual.
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The asset-based approach developed in the 1990’s and grew fednmEnn and McKnight's
(1993) efforts with regard to community development. THellenged the conventional way of
addressing rural problems (which is to rely on expert semrceiders and funding from
agencies) and observed tragsetswithin the community can be utilised as building blocks
(Kretzmann & McKnight, 1993). Initially, the asset-basgpraach concentrated on tangible
assets within the environment (Eberséhn & Eloff, forthow). Theseoutsideor environmental
assets (also callegbsets within the communityye identified with the help of the bio-ecological
model. The reason for focusing sommunityassets is clear, as Kretzmann and McKnight are
essentially community researchergKretzmann & McKnight, 1993). Their interest lies in
creating strong and healthy neighbourhoods, therefore usigastets from within the
community to create well-being, rather than relying onding and expertise from service

providers outside the community.

Furthermore, the asset-based approach reflects essefctds bio-ecological modelof
Bronfenbrenner (Bronfenbrenner & Morris, 1998). The bio-egiodd model is a multi-
dimensional model of human development that is usefulnfolding fundamental processes
involved inchange(Swart & Pettipher, 2005). | regactiangeas theshift from the needs-based
approach to the asset-based approach. The bio-ecologidel actknowledges the contributions
on micro-, meso-, exo- and macro-levels. The relevapicthe attention given to the bio-
ecological model lies inunderstanding how the origins, maintenance, and solutions to social
issues...cannot be separated from the broader social context and the systemis’ (Donald,
Lazarus & Lolwana, 2002:58).

Probably the most important argument in the asset-bagprbach is the notion aharing,
which indicates a two-way relational dynamic interdd@yween all the role-players (Eberséhn &
Eloff, 2003). To share assets is like building a bridge betwevo cities, City A and City B,
linked by a broad river. City A has all the means to produbeat but does not have the
technology to process the wheat. City B, on the oliaed, is situated on barren land but has
factories where they can process wheat and produce othéugbs. As such, these two are
potential assets to one another. To build a bridge legtwiee two cities, both of them need to
recognise the other’s potential to be of help. If Citgdes not feel comfortable enough to send
its wheat to the other side of the river, or City B desithat it does not want to process wheat,
the two are lost to one another in terms of beingtas this regard | concur with Eberséhn and
Mbetse’s (2003) statement that indicates the insignificaricemple asset identification. An

asset only becomes an asset to an individual when thé iass®bilised (Bouwer, 2005;

12



Ebersohn & Mbetsi, 2003). Withouhovement or engagement the asset is worthless to the
individual. If the person is able to recognise and map icertaites or networks as assets, but
fails to or is unable to access these routes or netwitiksesource becomes nothing more than a
dead endThus, for a skill, talent, gift, resource, capacitystvtength to be recognised as an asset,

it should be accessible, attainable and functional.

For example, if a client-partner wants to explorastouction work as a career, and he identifies
his uncle as an asset, because his uncle owns a ctinstrwork company, but there is no
contact between the families, the asset cannot lielisenl and therefore not used. However, if a
collaborative relationship exists between the cliemtrga and the uncle, the uncle’s experience
of and knowledge about the construction world becomeslumable asset. As such, forming a
network of accessible assets forms an integral patteoprocess of identifying assets (Bouwer,
2005).

To summarise, any individual is situated within a sociaitext, which is characterised by
dynamic interaction. Within such a social context poss#dsets can be identified, in the same
way that possible barriers and challenges might be presetitong community relies on its own
assets, but also recognises and mobilises its parasssts through sharing (Eberséhn & Eloff,
2003). The asset-based approach illustrates the importdnee sgstems approach and is
fundamentally a support-based and relationship-driven thadrigh aims at recognising assets,
mobilising these assets and creating sustainable sKilks.a$set-based approach in conjunction
with the bio-ecological model and the theory of PesitPsychology might be utilised in career
facilitation by means of creating a map of accessiéd®urces. Such a map can include skills,
talents, gifts, resources, knowledge and competencigheofindividual, career information
resources within the family, school and peer-group systeanser-shadowing opportunities in
surrounding businesses and positive attitudes and valuesd®wvareer awareness in the greater

society.

2.2.2 ALIGNING ASSET-BASED PRINCIPLES TO CAREER FAGTATION

In order to understand the asset-based approach, a descaptits underlying principles is
offered. After consulting literature on the asset-baggaroach, | formulated a theoretical base.
Figure 2.1 reflects my conceptualisation of the fundamamdkerpinnings of the asset-based

approach.
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Nature of people

Theory of intervention

Intervention methods

Constructs used

People are able to adapt and to cope and make their owrodecthus personal agency.
People are characterised by assets and barriers.

People possess assets that they might not recognise itiseiob

People know themselves the best.

People are part of a broader community.

The broader community consists of individuals, local assonmtnd local institutions that coulld
contribute to an intervention process.

Intervention is a process of support.
Assets are identified, accessed and mobilised duriegvention and kept as resources for future
sustainable utilisation.

An intervention’s aim is to facilitate, develop and malsustainable skills.
Intervention denotes a safe place where skills and vulnigiegbitan be shared by facilitator and
client-partner.

Intervention is relationship-driven and functional.

Intervention constitutes a cycle of enablement ratherdbpendence.
Intervention is essentially proactive.

Intervention is network-based, therefore the asset-basedtitpner and client-partne
acknowledge other individuals, local associations and locitutions as possible assets that
may be mobilised.

=

Interviews.

Observation

Post-modern exploration strategies.
Asset mapping. Asset mapping is the process of makingigreepresentation of identified
assets in the systems where the individual is living. Tlhegss of making assetssual is
intended to initiate the process of asset mobilisationrééba & Eloff, 2003).

Asset mobilisation.

Networking.

Assets / Resources / Signature Strengths.
Identify / map / mobilise / network.
Partnerships / collaboration.

The individual.

The school.

The classroom.

The family.

The peer group.

Citizens’ associations.

Local institutions.

The whole social system.

FIGURE 2.1 Proposed components of the asset-based approach édted from

Ebers6hn & Eloff, 2003)

The principles presented in figure 2.1 indicate a sigmfi¢eansformation in the way we, as

caring professionals, enter the helping realm. EberadknEloff (2003:5) explain the principle

of the medical model or needs based-approach as folldweu can establish everything that is

needed or deficient, you can map the plan for life skills counsellorg there! Figure 2.2
compares the needs-based and asset-based approachashfEkeEdoff, 2003:12).
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NEEDS BASED APPROACH | ASSET-BASED APPROACH
Ontology
Focus on deficits and needs Focus on assets and capacities
Glass is half-empty Glass is half-full
Disabilities Abilities
Singular reality Multiple realities
Professionals
Deliver services Connect “clients” to assets
Experts Networkers
See dysfunction See adaptive coping
Labelling Understanding
Exclusive knowledge Shared knowledge
Collect data about problems Collect data about assets and capacities
Informing Connecting
Reason and rationality Relationships
Services
Paternalistic Supportive
Provide support for despondency Provide support for pro-activity
Cycle of dependence Cycle of enablement
Fragmented services Collaboration
Discipline specific approach Functional approach
Clients
Clients Experts
Denial and ignorance Essential viewpoints
Have limited power Have optimal power

FIGURE 2.2 Comparison between needs-based approach and askased approach
(Eberséhn & Eloff, 2003:12)
According to figure 2.2, the needs-based approach certaslydluable features, which | regard
as informative assets from various sets of pre-knowledgenses. The needs-based approach
instructs us to direct our thoughts towards ascertainingiélesof our client-partners. | also
agree that we need to understand what our client-panvaars from the intervention process.
Furthermore, although the needs-based approach traimsastablishing deficits and does not
really acknowledge the abilities or resources thantimartners acquire throughout their life-
span, we need to accept the reality of the existance witdeind strengths. This reality states
that the glass iboth half-full and half-empty (Ebersdhn & Eloff, 2003). In this regard, Wright
and Lopez (2002) state that it is vital to highlight bothitpes and negatives in the person and
environment as it provides the framework for individualigetervention whereby human

potential is discovered.

Thus, forgetting that persons might not feel comfortableertain occupational settings, due to a
lack of ability, is equally as dangerous as not remembehat people have other excellent
abilities with which they can excel in other occupatiosettings. It is a matter egorganising
the way in which the helping professional applies irgation skills. In this regard, | agree with
the four-quadrant model of Ebersohn and Eloff (forthcomimgwhich they exemplify a

diversified emphasis in approach. They write that taace of helping professionals regarding
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their approach and intervention emphasis may shift,relipg some quadrants, while shrinking
others. In terms of career facilitation, the carfeeilitator can focus on the qualities the client-
partner needs (and does not possess), as well as highkglack of resources, and gigrpert
advice in terms of eliminating career options based on dabhiencies, possibly leaving the
client powerless. On the other hand, the facilitataccdocus on the client’s signature strengths,
assets and capacities. The facilitator could faaditalationships and networking to explore
career options that emphasise the gifts and tatdrite client-partner, leaving the client-partner
with a possible sense of ownership and sustainable Skilés.implication could be that, once a
client-partner mobilises existing strengths, talentgpabdities or gifts effectively, more
challenging areas can be addressed with greater enthusiasm

Helping nowadays means moving away from singular expewsibere career counsellors are
expected to know all there is to know about any career, g¢htiding them to decide for the
client. The asset-based approach suggests that helping @aplbrlistic effort where career
counselling becomes a process of facilitation. Caffeerlitators can make use of their
counselling expertise to facilitate career developmd@iie contexts surrounding the career
facilitator and the client-partner are wide and wealthty wegard to information and resources.
An example of how the different levels of the biodegical model can contribute to mental
health is seen through the studies of psychosocidiere®. Such studies often report the most
common potential protective factors against developmdmatzdrds (Masten & Reed, 2002). In
figure 2.3 | relate théio-ecological mode{referred to as the eco-systemic perspective in Swart
& Pettipher (2005) and Donald, Lazarus & Lolwana (2002)) taesount of some of these
protective factorsas they are presented by Masten and Reed (2002). | prdpmogeotective
factors’ relevance to aasset-based career facilitation process
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BIO-ECOLOGICAL
MODEL

Biosphere

PROTECTIVE FACTORS FOR
PSYCHOSOCIAL RESILIENCE

RELEVANCE TO CAREER
FACILITATION

Being resilient during career facilitation

MICROSYSTEM
Patterns of daily face-to-fades
contact, activities, roles and

relationships.
Active participation by the | «

Within the child
Good cognitive abilities
(problem solving and attentior
skills)

Adaptable personality

Assets of the client-partner
Focused on responsible career choice
and attention to becoming career mat
A belief in own ability to cope with
career choice demands and overall

ure

U—)

individual. «  Positive self-perception positive outlook on future career goals

» Faith and sense of meaning ir| Emotionally aware of career
life requirements

e A positive outlook on life Well-established interpersonal

» Good self-regulation of intelligence will assist with contact wit
emotional awareness the workforce through, for example, jq

« Talents valued by self and analysis and job shadowing
society

* Good sense of humour

» General appeal to others

MESOSYSTEM Within the family Family assets

Relationships that develog
and exist between micro-
systems such as family, | «
peer-group and school, | «
associated with one another,

Close relationships with care-
giving adults

Authoritative parenting
Positive family climate
Organised home environment
Parents involved in child’s
education

Socio-economic advantages

Stable careers of parents constitute a
positive stance towards a career
Positive relationships within the family

ease mobilisation of career knowledge

between family members
Socio-economic advantages within thg
family benefit client-partner in terms o
possible career exploration sources
(internet, library, magazines)

D

37

Within family or other
relationships
Close relationships to
competent, pro-social and
supportive adults
Connections to pro-social and
rule-abiding peers

Peer group assets & closer community

assets
Within an encouraging and supportive
peer group environment, setting realis
and pro-active career goals is more
evident
Connections to adults in various careg
settings become a potential source of
exploration and support

—

C

B

EXOSYSTEM
(client-partner may not be
directly involved as active | «

participant but may .
influence or may be
influenced by what happens.
in settings and relationships
that directly influence the | .
client-partner) .
&
MACROSYSTEM

(dominant social attitudes,
structures, beliefs, values
and ideologies inherent in
the systems of a particular

society and culture)

Within the community

Effective schools

Ties to pro-social organisation
such as club

Neighbourhoods with high
“collective efficacy”

High levels of public safety
Good emergency social
services

Good public health and health
care availability

)

Assets of citizens’ associations, local
institutions and wider social system
If there exists an implicit positive
outlook within the wider social system
that is, one of proactive principles
towards career exploration and efficie
productivity within career settings,
chances are that prospective workers
attitudes will constitute the selfsame
proactive stance. This means that
prospective workers will value career
exploration.

FIGURE 2.3 Relationship between psychosocial resilience, ats$gased approach,

career facilitation and the bio-ecological model.

As figure 2.3 indicates, Bronfenbrenner (Swart & Pettiph@d5; Donald,et al, 2002) has

established that key proximal interactions or processésrgetions that occur in face-to-face,

long-term relationships) occur within the micro-systemede interactions might contribute in a
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meaningful manner to client-partners’ perceptions of tledras in the world of work, because
of the social feedback that they receive from significathers. Thus, the behaviour and set of
values that parents adhere to or the attitudes and latespsignificant friends can, for example,
promote an environment in which career awareness is @tyribhis is true for a cultural value
of creating work opportunities and encouragement of entreprehnip. Therefore, all the
systems that Bronfenbrenner identified might play an mamb role in client-partners’ career

development, with regard to possessing potential assets.

In addition to the aspects dealt with in the previous papagrd consider the other constructs
used in the asset-based approach, such as the familyl sutob peers, to be potential role-
players during the process of career facilitation. Eifersand Eloff (2003:19) declare that an
understanding of these constructs of the asset-based appenpiires agaradigm shift in our
thinking’. Although these constructs are familiar, there isedrto think of them in terms of their
inherent capacities, gifts and skills. Eberséhn and E&§f03) guide the reader through each of
the constructs in terms of their potential assetsfigire 2.4 | present a summary of these
constructs, in conjunction with a list of areas timaght offer possible contributions to the career
facilitation process. In short, an analysis of tbie4players’ assets renders a guide with which to
explore different avenues in career facilitation. iegonstruct can be placed within the bio-

ecological model.
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ASSET-BASED CONSTRUCT

AND

POTENTIAL ROLE-PLAYER

AREAS OF POSSIBLE CONTRIBUTIONS TO A CAREER

FACILITATION PROCESS

The Individual | The client-partner in needs  Skills and knowledge information
of career facilitatiorand | «  Personal characteristics (cognitive, emotional, ieazal,
owner of the challenge to learning and life-skills)
make a career decision | « |nterests, values and experience
» Background information
The School The school systemin | « Leadership and management

which the client-partner ig
situated.

The human resources

Technical assets

Assets in structures and procedures

Assets in the identity and the strategies of the school

The Classroom

The classroom in which
the client-partner is
situated.

Human resources

Career information (books, video's, pamphlets)
Teaching styles

Continuous assessment practices

Peer group support

Learning styles

The Family

The particular family in
which the individual finds
him-/herself.

Interpersonal relations

Vocation of the parents, caregivers, grandparentdesiand
aunts, siblings

Physical assets in the family such as a house, inteaagting
material (books, magazines) and television
Geographical area of the family house (can be nkbraay,
university or businesses)

The Peer
Group

Friends of the client-
partner.

Emotional, functional and learning support
Motivation

Exemplary behaviour

Sharing and communication
Technological interests

Responsibility and trust

Caring and coping

Citizens’
associations

The social space
surrounding the client-
partner where the client-
partner can find citizens’
associations

Cultural groups

Faith-based organisations
Non-governmental organisations
Extra-curricular activities

Local The local institutions in | «  Businesses
institutions the living area of the e Parks
client-partner «  Hospitals
e Clinics
e Community projects
e Libraries
The whole The broader social e Economic infrastructure

social system

community

Political freedom

A climate of social change

Cultural tendencies

Legislative support for proactive initiatives
Technological advances

Mental health

Social development

Social welfare

FIGURE 2.4 Constructs used in the asset-based approach

Figure 2.4 indicates possible partners that might cangilbo the career facilitation process.
Investigating these partners in order to establish possdseurces can be regarded as an
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intervention strategy and is referred to asapping of sourcésby Ebersohn and Mbetse
(2003:323). With reference to the mapping of sources or asgghing, Ebersdhn and Mbetse
(2003) conclude that existing knowledge, skills and taleftbomseholds, associations and
institutions are inventoried. In this regard, | concur witu®er (2005:52) who warns against
pointless listing of inaccessible assets and refersasset access mappingvhereby the
exploration of fewer assets is recommended to aclaen®re comprehensiveitture of the
degree and conditions of accessibility of éadset.

2.2.3 SITUATING THE ASSET-BASED APPROACH WITHIN POSME PSYCHOLOGY
The following question can be asked: How does the asseal-bageoach fit into the Positive
Psychology movement? The purpose of Positive Psychale@xplained by Seligman (2002) is
to facilitate change in psychology. This change sigaiiemovement away from the medical
model where there seems to be a preoccupationrepidiring the worst things in life. Positive
Psychology and the asset-based approach focus on buitdinigest qualities in people’s lives
(Eberséhn & Eloff, 2003; Seligman, 2002). Furthermore, B®lig (2002:3) argues that
‘exclusive attention to pathology neglected the idea of a fulfilled chdiliand thriving
community, and neglected the possibility that building strength is thepoiestt weapon in the
arsenal of therapy

If the career facilitator chooses to view clients framasset-based approach, it is still essential
to identify problems and needs (Kretzmann & McKnight, 19BB)wever, the asset-based career
facilitator will focus on creating and rebuilding relatships to solve problems, as all people
have something to contribute and there are resourceslaeaih any context or ecosystem
(Ebersthn & Eloff, 2003; Kretzmann & McKnight, 1993). ThussiBve Psychology becomes
the scaffold on which the asset-based approach can lasskealthy partnership&s such the
asset-based approach is a tool with which the aim of PositiRsychology can be pursued
Both the asset-based approach and Positive Psychologgadva shift in perception with
regard to client-partners, that is, building on the hestities and using these qualities to address
challenges. In addition, both the asset-based appraad Positive Psychology support the
notion of building a healthy community.

The surfacing of Positive Psychology and its emphasistinsic strengths and resources as
well as the promotion of mental health and well-beilgpvided a forum to broaden the
understanding of individual assets within the asset-based apprd&tiersohn & Eloff,

forthcoming). As a consequence, the acknowledgementnoyraad of positive characteristics
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such as humour, motivation, hope and compassion is addeel tecognition of skills, strengths,
talents and abilities within each individual. Incorporatingsifve Psychology practices into
asset-based approach practices not only provides a toolmhitih to explore positive aspects
within individuals, it also lays the foundation for iadiuals to believe in themselves. This self-
belief constitutes a sense bam ableand helps with breaking through thenpasse of their
perceived weaknessg®8ouwer, 2005:52). Furthermore, this feeling of enablementlosely
related to people’s motivation to succeed as people peesevilre face of challenges when they
believe in their capabilities to generate needed ac{dasidux, 2002).

Learners are taught reading, writing and arithmetic entibpe of them becoming responsible
adults and reliable citizens. These skills, readingjmgriand arithmetic, are considered the three
R’s of education and are meant to be a survivallkithe educational context Kelly refers to the
fourth “R” in education [as] that of human relations education and the developraént
interpersonal skills’(Eloff & Ebersohn, 2001:147). | propose a fifth and sixth tRat career
facilitators require, namely resourcefulness and resiie In this regard Masten and Reed
(2002:76) describe eesourceas freferring to the human, social, or material capital utilised in
adaptive processésDuring asset-based career facilitation, resourcefsingevould imply
educating client-partners with the focus on existing skdhd resources, and established

strengths and talents, in order to make a responsilgercahnoice.

Resilience according to Masten and Reed (2002:76), megosdadaptation under extenuating
circumstances Therefore, resilience in asset-based careertiadn can focus on establishing a
culture of constructive thought. The consequence is thapit® overwhelming accounts of
joblessness and potential lack of sufficient incomsi|ieat career facilitators and client-partners
still acknowledge a need for career facilitation.His regard, resilience is related to what Patton
(2001) observes with regard to individual suppleness in thielwbwork. She explains personal
flexibility or resilience as the perseverance of indiils in the face of change and unplanned
occurrences. In accordance with Patton (2001), Savickas (p@#8% out how important it is
for individuals and communities to join forces throughogeration in order to contribute to
each other, despite work related changes. In my viewydiog to the asset-based approach and
within the framework of Positive Psychologgffective livingrequires an interpretation of life
and career choice from a constructive point of viewray@u work with capacities being used,

abilities being expressed and gifts being shared.
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2.3 CAREER FACILITATION

In this section | shall present a conceptualisation®téhmcareer facilitationand enlighten the
process of career facilitation, with emphasis oneraeaploration practices. The section will end
with an attempt tdunctionalisethe asset-based approach within career facilitation.

Following an argument put forward by Prinsloo (1999), | suppert conclusion that the
changing world of work has put the more traditional corxeped for career counselling out of
date. These concepts were formulated during an alteenptivadigm according to which the
expert counsellotreats the client to rid him of the problem of being deficieAtcording to
Patton (2001:5),the changing nature of the world of work and of career has led to a changed
focus in the practice of guidance which traditionally emphasised the expditng, ormatching
individuals to jobs’ Figure 2.5 summarises the various concepts that awghdriheorists use to
express the process of assisting clients on theiecaeghs. These concepts offer different views
about the same kind of career counselling process (Nilétag&is-Bowlsbey, 2002; Gothard,
Mignot, Offer & Ruff, 2001; Greenhaus, Callanan & Godshalk, 2@0burst & Mkhize, 1999;
Malan, 1999; Zunker, 1998; Herr & Cramer, 1996; Tolbert, 1974).

22



CONCEPT DESCRIPTION

Career education | An umbrella term for a variety ofedént experiences, which contribute|to
the expansion of the learner’s knowledge of the worldvofk. Career
education is concerned with preparing the person for théeceshand
transitions which life presents. One of the facetsaséer education is to
provide information on the whole spectrum of possible ocoupat
Educators need to prepare learners for the working woddealucating
learners stays the primary responsibility of the sthbrough infusing
career-related concepts into the academic curriculum.

Career guidance Career guidance is essentially infaymagiving and advising. It is fa
systematic programme of counsellor-coordinated informadesigned ta
assist an individual to assimilate and integrate knowle@geeer guidanc
encompasses all components of services and activitieduoagonal
institutions, agencies, and other organisations that cffenselling ana
career-related educational programmes.

1%

Career counselling A largely verbal process in which a sellor and counselee(s) are in a
dynamic and collaborative relationship, focused on idgngfand acting
on the counselees’ goals, in which the counsellor em@onepertoire of
diverse techniques or processes, to help bring about skdfatanding
understanding of behavioural options available, and inforehecision
making by counselees, who have the responsibility far ten actions.
Career counselling involves a formal relationship in Wwhacprofessionall
counsellor assists a client with career concernsgldping and testing an
adequate picture of the self of the client in relatmnetlity.

Career Any activity (treatment or effort) designed to enhancpesson’s career
intervention development or to enable that person to make more tigecareer
decisions. Broadly, these interventions involve anyviiets that empower
people to cope effectively with career development tadks.interventions
need to be controlled with carefully defined client conse

Career helping In the context of career helping, prangts accumulate and apply

professional knowledge. This includes knowledge of nakiamal local
education, training and labour markets.

Career An ongoing process in which individuals gather relevantrmédion about
management themselves and the world of work; develop accurate pictafetheir
talents, interests, values, and preferred lifestylewad as alternative
occupations, jobs and organisations; develop realistic cgoeds based on
this information; develop and implement strategies dedigmechieve the
goals; and obtain feedback on the effectiveness oftitategies and the
relevance of the goals.

FIGURE 2.5 Concepts used to define the process of helpirgjents with their career
paths

The following questions will now be addressed: How haswhbrld of work changed? Why do
the above-mentioned concepts fall short? According&tioR (2001:2) the world of worked
changed as a result dfie diversity in occupational structures at the beginning of the industrial
era [which] is being replaced by a globalised work force [and] is charéssd by considerable
flux and turbulence’Many authors have discussed the changes that influemeeotid of work
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(Patton & McMahon, 1999; Prinsloo, 1999; Rayman, 1999; Zudle98; Herr, 1997; Feller &
Walz, 1996; Hall, 1996; Watts, 1996). Among others they corho@n

Career choice — The privilege to choose a career dmgadue to rising unemployment.
Workers are forced to choose employment that is availadblthem and not necessarily
congruent with their interests, personalities or agés. Also, career choice is not a once-off
decision anymore. Career choice is now considered t@ Hi&elong process in which
individuals constantly appraise their career paths. kirdgard, it is essential to understand
that individuals are subject to a lifelong career dgualent path with many career choices
along the way.

Organisational transformation — Job descriptions havenbecoore elastic. The existence of
a fixed set of work tasks and expectations for a cedewupation is no more relevant, and
instead, workers are expected to be flexible and possessmaination of skills and
knowledge. Another revolution taking place is that emplaynte&as become unstable. The
new millennium employer is one that has several @diffeappointments at the same time, a
contract worker of sorts. The implication is thatpdoyers do not stay at companies for a
lifetime (as in the past) and organisations value knowladgeskills over loyalty.
Psychometric assessment — Career practitioners temdot® away from psychometric
assessments that assisted with the fitting of diesdreer interests, personality styles, and
aptitude level with career environments and career requintsmés mentioned above,
lifelong career development and a different descriptiboareers make the use of Parson’s
(1909) trait-factor fit impractical. Individuals need tospess sustainable skills with which
they can make career decisions independently, throughemtcdreer development paths,
and be flexible enough to survive and make a contributitimei@ver-changing workforce.
Relationship between client and counsellor — In the past# ®ommon practice for the
counsellor to provide information and advice to the cliest¢ering the client in a career
direction. The client passively received the counsall@xpert guidance. This created a
distance between the client and the counsellor, thus tmgagegatively on the therapeutic
relationship, as the client became dependent on theselbam If clients are to enter into
lifelong commitments with their careers, it is nea@y for them to have the ability to
employ skills and dexterity, to be self-sufficiendamt rely on counsellors. The counselling
process is also expanding from the counsellor’'s officevorking in harmony withdther
organisations, agencies, and constituencies with similar inter@8t/man, 1999:179).

These changes constitute a reframing of how career elingss addressed and how support is

phrased. Previously, counsellors’ services comprisedpsErexguiding the way'while the client
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followed, counsellors helped and provided solutions to tsligoroblems, counsellors made
clients more effective, and counsellors had the obgedtivth about clients (Prinsloo, 1999:53).
Consequently, the concepts to describe career counsebirggfarmulated with the above stated
services in mind. Fortunately, as the world of work chang@slo career practitioners’ services
change, and this demands a reconstructing of the defirafithe conceptareer counselling

As a result, Prinsloo (1999) suggests the teareer facilitationas a more comprehensive
alternative. She (Prinsloo, 1999) states that careditdbion is more than education, as the
client is viewed in totality and the facilitator is coimus of the client’s other life roles. Even
though the concepts used previously to describe careeratlimgsurrently fall short, they can

be linked to the process of career facilitation and aftane contribution as discussed below. |
believe that existing theories should never be disregaededhey are derived from past
experiences and knowledge, which can be seen as adwnthiat enlightens present behaviour

and knowledge. Consequently, from the descriptiocanéereducationl value the importance

of career preparation. | agree with what is proposed dgangerguidance that the individual

should assimilate and integrate knowledge. From therigéien of career counselling |

incorporate the notions of collaboration, informed deaisand self-understanding. | share the
notion of empowering people to cope effectively witheeardevelopment tasks as explained in
careerintervention It is important for career facilitators to be kredgeable as the tercareer

helping suggests. The tergareer managemergncompasses many of the important elements
that | especially relate to a career facilitation pss; such as the fact that career facilitation is a
lifelong process and the attention given to the indiidualents and goal setting practices. In
accordance with this notion of career as a lifelong ldgweent course, Patton (2001) regards
individuals’ resumés as lists of transferable skilld adaptive strengths with which individuals

need to learn to deal with their own careers.

A closer look at facilitation of careers shows angigant resemblance to the asset-based
approach. To facilitate is @rocess of supportive ‘drawing out’, i.e. helping people look at their
own issues and come to their own decisions about how to deal with (fbendld, Lazarus &
Lolwana, 2002:29). The®xford Mini-dictionary(Hawkins, 1991) describdacilitate as making
something easy or easier. TRew Webster’'s Dictionarf1981)definesfacilitation as theact of
aiding. Rooth (1995:3) argues that facilitation ot teaching,not telling, not lecturing, not
preaching andhot directing but rather that facilitation is the provision of oesces for client-

partners to explore and develop, whilst Moore and Rapn0@PR] discuss facilitation skills for
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the helping professional. From these sources, | deductfolfeving as fundamentals of

facilitation:

» Facilitation is a belief that knowledge is gained thropatticipation.

» Facilitation is a belief that knowledge is not a prodquretsented by an expert.

» Facilitation is non-directive.

» Facilitation provides opportunity for client-partners to jggrate in their own growth and
move towards greater involvement in their communities.

* Facilitation is generating activities that generatenieg.

» Facilitation helps to discover existing skiflad aspects of skills needing development.

» Facilitation entails helping people to solve a problentheynselves and for themselves.

» Facilitation advocates a notion of mutual respect betwee client-partner and facilitator.

» Facilitation promotes a bottom-up management approath garticipatory society.

» Facilitation is set to enable rather than to instruct.

» Facilitation supports client-partners to take resporisitidr their own learning.

» Facilitation supports client-partners to think independently

» Facilitation means to create a safe place wheeatepartners can feel free to express their

own ideas and opinions.

In conclusion, Moore and Rapmund (2002:106) qualify the abke facilitator as[connecting]
people with the strengths within themselves and [guiding] them to thakeown informed
decisions, based on these strengthisshare Moore and Rapmund’s (2002) opinion that the
process of facilitation supports the career facilitabomove away from the deficit model, where
the career facilitator believes helping client-pargneneans that they need to beed
Consequently, | deduct that the fundamentals of careditddon are similar to the essential
characteristics of the asset-based approach. Thelsssat approach and the process of career
facilitation share a common goal, which is to enablepfeto help themselves and‘toanage
their own careers{Savickas, 1997:256). This objective of self-enablement astdisability of
skills should increase client-partners’ existing absitend prepare them for the next career
(Patton, 2001). In contrast to what was previously peedeas helping, the notion of enablement
is not expressed by concepts such as career counselliegt gaidance or career education.

According to arguments put forward by various authors (tef€atton, 2001; Perrone, Sedlacek

& Alexander, 2001; Savickas, 1997), it seems that the cooeeper facilitationcan be used as

a form of describing thaction of helping individuals to cope with career issues. Cqusatly, |
regard career facilitation danctionalising the theory of help and support. If the question was
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asked: How do | counsel? Or: How do | guide? Or: How daervene? One answer could be:

Throughfacilitation.

To summarise, career facilitation forms an integrat p& the asset-based approach in that it
serves as a functional concept. | view career fativh as a compound for other terms
describing the career helping process, but with the distifference that it incorporates assets
from the client-partner as well as the environment,iadldides such principles as client-partner
ownership, shared responsibility, enablement, recogniticgustainable skills and collaborative
views. In my view, the essence of the asset-based appfigscln the accumulation and
utilisation of assets and resources. As a resultpegstigation of how this accumulation and
utilisation proceeds is of importance. Therefore, is tudy my interest lies especially with the
development of exploration within the career facildatprocess. As such, attention is given to
exploration practices within career facilitation i thext section.

2.3.1 EXPLORATION WITHIN CAREER FACILITATION

Career explorationis recognised as part of the career counselling proGserihaus, Callanan
& Godshalk, 2000; Betz & Voyten, 1997; Blustein, 1997; Ketter&oBlustein, 1997; Kracke,
1997; Neuvill, 1997; Sharf, 1997). Greenhaus, Callanan and God2IR:P6) describe career
exploration as thecbllection and analysis of information regarding career-related issues’.
Furthermore, Greenhaus, Callanan and Godshalk (2000) maingdiactive exploration of the
environment will induce knowledge of different occupationsgaaisations, and career
opportunities. Consequentlgareer exploratiormotivates people to use resources and activities
that foster self-knowledge and environmental knowledge itleroto progress in career
development (Blustein, 1997; Sharf, 1997). For the purposesostudy and through application
of the asset-based approach, | propose to broaden tineaexer exploratiorin order to relate it

to the career facilitation process. Therefore | grébd use the concegixploration within the

career facilitation process

To give an idea of how exploration forms part of theeeafacilitation process, | combined some
of the constructs of the asset-based approach (Ebegs&hoff, forthcoming), with a guide to
career exploration, as proposed by Greenhaus, CallamdnGadshalk (2000). Figure 2.6
summarises my suggestions with regard to situating caxpération in career facilitation.
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EXPLORATION WITHIN CAREER FACILITATION
INTERNAL EXTERNAL
ASSETS; DEFICIENCIES; SIGNATURE RESOURCES; BARRIERS;
STRENGTHS SYSTEMIC STRENGTHS
SELF EXPLORATION ENVIRONMENTAL
z | = EXPLORATION —
Slo o (Positive qualities) (Positive environment) > 8 %
E1E @ g £|9
s fﬁ & 2 INTERESTS, VALUES OCCUPATIONAL TASKS | T ® p‘lj =
% - <Z': EXPERIENCE, BACKGROUND JOB ANALYSIS w 4 :E'
L8 < TALENTS, SKILLS, ORGANISATIONS, ® 910
= KNOWLEDGE SCHOOLS, LIBRARIES <
PERSONALITY FAMILIES
1. What are my significant life values? 1. How much freedom and
2. What kinds of activities do | independence do | want in my
like/dislike? work?
3. What are my talents, and which ones 2. What type of working
are significant and personally relationship would I prefer with
W meaningful? other people? B
ﬁ 4. Which of my values, interests, and 3.  What talents do | wish to use in ﬂ
ﬂ talents (VIT) are best accommodated in my work? %
L the world of work? 4. What is the role of money and | 3
= 5. Which of my VIT’s are best security in my life? Q
a accommodated outside of work? 5.  What type of activities and tasks <
a4 6. How can | achieve a balance of work interest me? @)
ﬂ and non-work involvements to find 6. What type of physical work Q
a expression for my most significant setting do | desire? m
VIT's? 7. How important is work to my %
whole life? 53]
8. What types of occupations and %
industries best fit my VIT'sand | =
preferred lifestyle? g
RECIPROCAL RELATIONSHIP BETWEEN SELF- AND ENVIRONMYETAL —
EXPLORATION
1. One particular activity can provide information about the aedf the environment.
2. Self-awareness can and should influence awareness anthnment andice
versa

FIGURE 2.6 A guide to exploration within career facilitation (adapted from
Ebers6hn & Eloff, 2003; Greenhaus, Callanan and Godshalk, 2000)

As Figure 2.6 illustrates, Greenhaus, Callanan and Godshalk (20@0ain thatcareer
explorationentails the gathering and in-depth examination of médon of individuals, as well
as the world of work. Self-exploration focuses onvidlials’ unique values, interests, talents
and personality types. Exploring the environment involvexitg at different occupational
activities that persons might find stimulating, discawgrcertain job-related skills that different
careers require, understanding the needs of the cakaeg-grganisations in the workforce and
being aware of emotional needs with regard to people’siyfdives. | apply the asset-based
approach in order to broadeareer explorationand formulate a method texplore not only

28



relevant information as suggested by Greenhausl (2000), but also t@xplore accessible

assets.

As people are exploring their identities and potentia¢tasthey become more aware of their
abilities, interests, and possible partners. This awasewdl have an effect on how the person
approaches and evaluates the relevancy of certain careeonments. The reverse is also true
in that the more people understand about their preferredpations, the more people think
about the relevancy of their characters and asséis. pfocess of describing what people
consider to be their preferred styles of living, and hihese lifestyles fit with favoured

occupational environments, is of value. The dynamics of téeprocal relationship (the

relationship between people and environments) should betigatesl be means of exploration

activities.

The importance of exploration as part of careerifaton is noticeable and agreed upon by a
myriad of authors (Patton, 2001; Greenhaas,al, 2000; Blustein, 1997; Sharf, 1997).
Exploration is important for decision-making counsellimg drder to elicit reasonable and
meaningful career goals. Career selection can onlyfeetige if clients are motivated to gather
career related information, which in turn can prepaeantifor the unknown (Greenhauwt, al,
2000; Blustein, 1997; Sharf, 1997). In this regard Patton (2001:14¥ dtat éxploring the
world of work increases self-knowledge as well as an awareasfessitable educational and
occupational options...and leads to better career decisions’

| conclude that the benefits of exploration withimesa facilitation include the following:

* Retrieving knowledge on the basis of which to makatrmeddecision.

* Preparing and equipping the client-partner with necessalty before career selection.

* Enabling client-partners to establish skills and knowleddgl which they can manage any
future unforeseen events, thus facilitating a sustainatdg af proficiencies.

» Gaining self-knowledge and career knowledge through establighiegploratory attitude in
order to assist client-partners in feeling in controséeiting reachable goals.

2.4 LOCATING THE ASSET-BASED APPROACH WITHIN EXISTI® CAREER
THEORY
The utilisation of the asset-based approach as strdtegyg career facilitation is an unmarked

way of understanding the context of the client. Figureirdicates my comparison between the
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medical model and the asset-based approach to cardeatfan, in terms of the 11 career
developmental tasks of Langley (Eberséhn & Eloff, 2003BDen, 1999).

Career Developmental Task | Medical Model | Asset-Based Apoach
Ontology
Identify needs Focus on deficits and needs Focus on assets and capacities
Evaluate life roles Singular reality Multiple realities
Professionals

Investigate other relevant factors | Deliver a service Connect clients to assets
such as personality, ability, socio-| Experts Networkers
cultural factors Labelling Understanding
Identify values Exclusive knowledge Shared knowledge
Identify interests Informing Connecting

Reason & Rationality Relationships

Services

Evaluate career maturity Paternalistic Supportive
Evaluate decision-making ability | Provide support for despondency| Provide support for pro-

Cycle of dependence activity

Fragmented services Cycle of enablement

Discipline specific approach Collaboration

Functional approach
Client-partners

Obtain career information Limited power Optimal power
Integrate self-information with Receive knowledge Experts
career information Are perceived as being in denial | Are perceived as having
Make a career choice and being ignorant essential viewpoints
Plan a career

FIGURE 2.7 A comparison of the medical model with the assdtased approach in terms
of career development tasks

Langley (De Bruin, 1999) presents her model of career dewelat tasks as a guideline in the

career facilitation process. In order to understandliffierence between the medical model and
the asset-based approach to career facilitation practibe career developmental tasks have
been divided into four categories. The first categetgtes to the core subject of interest and
study within the career facilitation process, whilst $keeond category describes the role of the
career facilitator as professional. The third categdugtilates the rendered career facilitation
service and the fourth category views the client-partnegrims of the career facilitation process.

These categories will now be explained.

Firstly, Langley (De Bruin, 1999) recommends that the careensellor should understand
what it is that client-partners want from work, adlves what client-partners expect from the
counselling process. This view accentuates the expecthiba singular career reality exists for
an individual and results in a deficit-focused careetifagon process. | regard the aim of the
asset-based approach as to create a shift away fronmgielient-partners in terms of what their
needs are, and facilitate a focus on what they hawéféo for their own career journeys. The
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importance lies in the fact that a shift in emphabisuld occur, which implies that the needs are
not ignoredper se but also not focused on as much as in the medical mblelimplication of
such a shift is that when client-partners evaluater tlifei roles (roles of student, worker,
community worker, home and family, and leisure) they abd to focus on constructive
cognitive, emotive and behavioural characteristics withemigelves, which constitute life skills.
These life skills can be recognised as assets and tepadth which they maintain their career
lives. In this regard | support Young and Valach (1996:364) whaibdesacareeras a process
where people intentionally engage [with] to acquire social meaning within the dveonk of
their lives.

Secondly De Bruin (1999) discusses a variety of instruments riiey be used to identify and
assess client-partners’ values, interests, personalays and specific abilities] also
acknowledge the assistance standardised tests and amsessistruments provide to
professionals in creating a better understanding of lieat-gartner.In this regard De Bruin
(1999:144) writesif clients know what their most important values are, they canotigentify
work that corresponds with these valudsurthermore, Brown and Srebalus (1996:101) regard
career interest as key factor in career planningOther relevant factors that can be investigated
during assessment are personality and aptitude, which camtillsed to encourage self-
knowledge (De Bruin, 1999). In addition, it is generallydadd that the results of assessments
may predict career performance (Zunker, 1998). Howevercangern is that such test results
might provide a false sense of security to professionals wgloich they might revert to
labelling. Within the asset-based approach, the profedsiotask should not be that of an
objective assessor who is expected to diagnose, makiébilef recommendations and provide
absolute answers with regard to describing client-partnecodilgs, anymore. The asset-based
career facilitator should aim at understanding clientreas’ potential and assets, thus
facilitating self-discovery and self-knowledge with rey@o client-partners’ personal abilities
and special qualities. The implication is that standaddisieasurement instruments are still
valuable, but should be interpreted with cognisance aftepiartners’ unique contexts.

Thirdly, career maturity and career decision making referiémtepartners'readinessto deal
with career developmental tasks (De Bruin, 1999; Herr, 1986 medical model implies the
danger of a one-stop service and career counsellorsdprgwwaternalistic decisions, whether
client-partners are ready or not. As such, it is exjpleotecareer counsellors to decide on the
career fate of their client-partners. Even though thesqamception has been changing over the

last decade or so, the discourse still strongly renrami®d in client-partners. Professionals need
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to facilitate client-partners’ decision-making abdgj therefore asset-based career facilitation
suggests that a more enabling service be available. Conslggeareer facilitators who apply
the asset-based approach would collaborate with themtgartners in order to ascertain how
career maturity can be obtained. If clients show migtumiother aspects of their lives, such as
taking responsibility for siblings, this might serve apaaitive indication in terms of applying

such maturity as an asset during career choice.

Lastly, the asset-based approach signifies the importancdiemt-partners as the ultimate
experts and owners of their career development pro€assmedical model often leaves client-
partners powerless in many ways. Client-partners reashtt career counsellors suggest, thus
preventing full ownership of client-partners and disaagdhe essential contributions of clients
in making and planning their careers. Colin and Watts (1996:395)dhglihe following with
regard to career facilitation: career facilitatorechéo apply constructivist approaches in order to
help client-partners developsubjective career narratives'They also recommendcareer
guidance services [that] support individuals in regular recording of achiem¢érand action
planning’. A great responsibility rests on career facilitatora¢knowledge their client-partners’
abilities to be the experts of their own lives. Howewareer facilitators might not be ready to
perceive client-partners as having essential viewpoimdsshould therefore take cognisance of

the messages they communicate to client-partners.

2.5 CONCLUSION

In this chapter | offered a conceptual framework that witect my planning for career
facilitation sessions. Additionally, the conceptuanfiework will serve as a guide during
literature control and data interpretation. The concepfaahework consisted of a detailed
description of theasset-based approadnd clarification of the conceptreer facilitation The
description of the asset-based approach consisted ap&@mation of the origins, as well as the
fundamental underpinnings of the asset-based approachefudre, | attempted to align the
asset-based approach to career facilitation and sittlaealsset-based approach within Positive
Psychology. In addition, | discussed the conceptualisadif the termcareer facilitationand
enlightened the process of career facilitation witteanphasis on career exploration practices. |
attempted to show how one can alter one’s careent&cih practices, making use of the asset-
based approach as function. A deconstruction of Langlagdel of career development tasks
(De Bruin, 1999) was used as background in which the medma@¢inand asset-based approach

were compared.
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Chapter 3 will illustratethe meta-theoretical assumptions, theoretical assangptiand
methodological assumptions of this study. Furthermore, risearch design of the study,
including data collection methods and data analysis techniguiebe discussed. The measures
to ensure a rigorous and ethical study will be described.
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CHAPTER THREE

Research Methodology

3.1 INTRODUCTION

In this chapter | shall describe the aim of this study rmovide the framework for my research
methodology. The proposed significance of this studyasaipplication of a paradigm shift in
career facilitation and recording a detailed descniptd this process. These recordings can
possibly broaden the theoretical stance of the carmaltdtor in terms of approach and
emphasis. The reason why | have chosen phenomenadogny meta-theoretical paradigm and a
gualitative research methodology is to create a systergmilieu. This means that working
gualitatively complements my phenomenological staagcé am interested in the experiences of
my client-partners. | selected an instrumental case sagdyesearch design, since it might
facilitate an intense investigation by means of whictould answer the research question,
namely:How can the asset-based approach be applied in career facilitation practice?

3.2 AIM OF THE STUDY

This study is explorativand descriptive by nature. Firstly, this study is explamatby nature as

| aim at gaining new insights with regard to the assetebapproach and expanding on career
counselling as central construct (Mouton, Marais, Rrin& Rhoodie, 1990). In addition, |
chose an exploratory study by means of which | cadwonan open and flexible investigation
of the application of the asset-based approach duragdteer facilitation process (Durrheim,
2002).

Secondly, this study is descriptive by nature, as | aideatribing the application of the asset-
based approach. | aim at describing the application throttgim@ating to make accurate
observations (Durrheim, 2002). Furthermore, | aim at astabd a_functionatlescription of the
conceptcareer facilitation within the framework of the asset-based approach. Atiumal
description implies that theory be established and putprdctice. Figure 3.1 illustrates the aim
of this study. As figure 3.1 indicates, | aim at gaining nesight with regard to applying an
alternative approach or perspective to career counseltargices, and possibly at expanding on
the process of career counselling. Instead of viewingecar@unselling from a medical model
perspective, according to which the function of the cdlorsis to produce answers to passive
clients, the aim and function of the asset-basececédaeilitator is to facilitate sustainable career

decision-making activity within client-partners.
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The application of an alternative approach to career counselling irepla different:
Perspective Medical model - 5 Asset-based approach
(needs-based
approach)
Process(view of) | Career - 5 Career facilitation
counselling
Professional Career - Career facilitator as collaborative
(view of) counsellor as partner
expert
Person Client as passive - 5 Client-partner as active
(view of) receiver of collaborator, sharing the
service where responsibility of making a careef
career counsellor choice
makes the career
choice for the
client

FIGURE 3.1 The aim of this study

This study intends to describe the course of self-eapMor and career exploration in the career

facilitation process. As such, the application of tbset&rbased approach could call for:

* Exploring and describingpossible internal and external assets and establishing thei
accessibility.

* Exploring and describingpossible resources in the environment and establishing their
usefulness.

* Exploring and describingossible partners within bio-ecological spheres andokstiang

their willingness to collaborate.

On the basis of the discussion of figure 3.1, a formsdarch question will now be formulated.
The fundamental question that directs this studyHmsw can the asset-based approach be

applied in career facilitation practices?

Research answers the questions that emerge from prantictheory. Considering the practice

and theory of career development as presented in thextaf the investigation discussed in

chapter 2, as well as the aim of the study and themrdseuestion formulated above, this study

also focuses on the following secondary questions:

* What is career facilitation?

* What are the principles underlying the asset-based approach?

* How can the principles of the asset-based approachmpemented during career
facilitation?

» How can client-partners apply asset-based principlesglgereer facilitation?
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* How can the career facilitator apply asset-based pteeduring career facilitation?

» What are the possible benefits of applying asset-basedpteman career facilitation?

The aims of the study therefore entail a detailecstigation and description of the concept
career facilitation;a clear and concise account of the underlying principlébeoasset-based
approach; a comprehensive report on the implementafiasset-based principles in career
facilitation, including a description of how the fa@tlibr and client-partners applied asset-based
principles; and, lastly, an in-depth discussion in ordeindicate possible contributions made
through applying the asset-based approach.

The intention of the study is to investigate the appboadf the asset-based approach, in order to
ultimately determine whether or not this approach couldefoshe needed change and
development of career facilitation practices. As sweltue might be added to career theory and
practice. The reason for the possibility of added valueateer theory and practice is that the
asset-based approach incorporates strategies and walimlahg that might address career
related challenges. My suggestion is that, by applyingaset-based approach, sustainable
career development skills could be facilitated by uskigtiag resources, including technology,
utilising co-operative relationships and placing emphasi$i@wltent-partner as expert.

3.3 PARADIGMATIC PERSPECTIVES

A paradigm guides a researcher’s thinking in terms of thiee researcher views reality, how the
researcher perceives knowledge and which research methedwesearcher prefers (Terre
Blanche & Durrheim, 2002). The following section will indiedhe reasons why | chose to view
people and reality from a phenomenological perspedtiahall illustrate why | wanted to work
gualitatively and what my theoretical assumptions @hes section also includes indications of
the advantages and disadvantages of my specific choices.

3.3.1 META-THEORETICAL ASSUMPTIONS (EPISTEMOLOGY)
In order to understand and give meaning to this study, | bhwsen the phenomenological

thinking approachwhich will guide my investigation. Phenomenology advesat naturalistic

method whereby | shall place myself in the situatibmyp client-partners in order to understand
the meaning they give to their career paths (De Vd®&ché, 1998). | believe that individuals
possess the privilege to create their own realitiess V@s & Fouché, 1998; Schurink, 1998a).
These realities are constructed through meanings thaiduodls attach to certain events (Kelly,
2002a; Schurink, 1998a). These meanings form a quality of lifendoriduals that is uniquely

and exclusively the property of each individual, and cag balunderstood from the meanings
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that they themselves construct (Kelly, 2002b; Terre BlankhKelly, 2002). In essence, this
reflects a sense that multiple realities exist (Rensbe, 2003; Terre Blanche & Durrheim,
2002).

According to De Vos and Fouché (1998), the aim of phenolmgyds to comprehend the
meaning that people give to their lives, every dayhis regardenscombe (2003:98) writes:

A phenomenological approach to research... concentrates its efforts on the
kind of human experiences that are pure, basic and raw in the senshdahat
have not (yet) been subjected to processes of analysis and
theorising...phenomenology prefers to concentrate its efforts on gettingra cle
picture of the ‘things in themselves’ — the things as directherpced by
people.
The phenomenological perspective therefore implieedication to use terms and categories

familiar to people’s contexts, in order to describe pésm&periences from their perspectives
(Terre Blanche & Kelly, 2002). According to McKenna (2000),mdreenology finds its roots in

the philosophy of existentialism. Existentialism is chegased by the notion that humans have
rights and responsibilities — they are able to makecelsafor themselves. With this freedom to
choose comes the responsibility for whatever conseqsesweh choices imply (McKenna,

2000). As such, phenomenology offers me a dual purpose isttilg: As researcher, | am able
to let the voices of my client-partners be heard] as career facilitator, |1 shall attempt to

facilitate career exploration activities from withilre client-partners’ contexts.

Working within a descriptive study and from a phenomeno&dgitandpoint | intend to describe,
in detail, authentic career facilitation sessions, eomenyself withhow client-partners interpret
the asset-based career facilitation process, and parpreto recognise and include aspects of
my own experience and the experiences of the cliemihgra that appear self-contradictory and
irrational (Denscombe, 2003). As such, the advantagpherfomenology include (Denscombe,
2003):

* The prospect of authentic accounts of complex phenonfenamentioned earlier, 1 am
interested in the experiences and reflections of tepantners in order to describe the
application of asset-based principles.

* A humanistic style of researctNo control or manipulation techniques are used in this
research because the study aims at capturing the aatieperiences of the client-partners.

» Suited to small-scale researdhintend to use three cases, which could enable a uwiE
investigation.

» The description of experiences can tell an interesting sibing. descriptions of my own

experiences and those of the client-partners arelgxelcht | am interested in.
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Besides these advantages, phenomenology also impée®litowing challenges, according to

Denscombe (2003), which might be countered by certain mesasure

* Lacks scientific rigourDescombe (2003:106) writesThe emphasis of phenomenology on
subjectivity, description and interpretation contrasts with the néfie emphasis on
objectivity, analysis and measuremniefithe aim of this study is not an objective accooht

the researcher’s findings (referred to as an etic petispg This study is qualitative and
follows an emic perspective of inquirylyhere the views of the client-partners (also seen as
research-partners) are studied and reality is regardeabgective (Henninget al, 2004:20;
Schurink, 1998a). As a qualitative researcher, | view theafdeienceas different from my
fellow quantitative researchers. | agree with Henreh@l (2004:20) who statesc¢ientific
methods can only give us an approximation of the truth,...no one scientist eativeby
capture the world As a measure to counter the disadvantage of lacsaientific rigour, |
state that the aim of this study is not to prove aeailye and single truth. Instead, the goal
is to describe different perspectives as accurately ssilpe. In this regard | refer you to
section 3.6 of this chapter, where detailed descriptiomseafsures are provided with regard
to ensuring a rigourous study.

» Associated with description and no analy3ise primary focus on descriptions of events and
experiences may be criticised for not giving enough attertt analysis (Descombe, 2003).
This study aims to deepen and expand on existing career dmgn&aowledge. After a
detailed description has been provided, | attempt to devekplanations and make
inferences from the descriptive texts (Descombe, 200@felr you to section 3.4.4 of this
chapter, where you will find a description of the proesssf data analysis and data
interpretation.

» Generalisations from phenomenological studiEise data are not representative and cannot
justify generalisations due to the small number of casgyggbstudied (Descombe, 2003).
This concern is also often raised with regard to thésiacto use a case-study design, and is
relevant to other career facilitation practitioneecduse of an apparent need for dictated
action. | acknowledge the need for prescriptive modeds| know this offers a sense of
security based on generalised evidence. However, the faquatitative research and this
study is not to generalise but to understand a speciénghenon. In addition, | assume that
practitioners may find the results of this study useafusimilar incidences if they consider
the processof facilitation within an asset-based framework.

» Attention to the mundane features of liResearch with regard to the facilitation of career-

related issues is by no meamsundane, trivial or unimportant{Descombe, 2003:107). In
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this regard, | refer you to chapter 2 where the importamcke need for new research with
regard to career psychology was illustrated. In commiisthe following argument, put
forward by Collin and Young (2000:293), emphasises the potemipariance of this type of
study:

To be responsive to the needs of a changing world, psychology should
recognise the global dimensions and scale of our lives; limit the ethmacent
bias in theories, methods, and interventions; develop indigenous psychologies;
emphasise the cultural determinants of behaviour; use systems, uahtaxd
non-linear conceptualisations of behaviour; and adopt qualitative, naturalistic,
and contextual research methd@snphasis by me).

* Feasibility of suspending common sersecording to Denscombe (2003:107), socialisation

and the use of language make it doubtful, even impossiied oneself of presuppositions
about the way things work, with the disadvantage thatoped views might be unclear. To
counter this potential disadvantage, | needed tordféective and self-conscious about the
way perceptions are shaped by things like common sense and then try tatendleir
impact (Denscombe, 2003:107). In this regard, | kept a research digin three types of
reflections: process notes, personal reflections andnaseeflections. | also compared my

reflections with the reflections of my client-pantse

3.3.2 THEORETICAL ASSUMPTIONS

According to Henninget al (2004:14), ‘theories are created by developing sets of
presuppositions or generalisations which establish relationships betwewys thi a systematic
way'. The presuppositions and generalisations | hold about meytqartners and career
psychology in this study are derived from the asset-bappdoach, bio-ecological model of
human development, Positive Psychology, and the ic&aeiétation process.

In chapter 2, the fundamental underpinnings and relationshgt&een these theoretical
viewpoints were discussed in detail and compared to previmgelsm of thinking.Positive
Psychologyrenders the opportunity to focus on strengths, talemtsrenmental health of client-
partners. Théio-ecological modegprovides a tool for recognising systems inside and outside the
client-partner that might contribute to the careeilifation process. Through the lenses of the
asset-based approadhis possible to capitalise on strengths and talehtdient-partners and

the career facilitator, and optimise systemic coltation. Afacilitation process encapsulates the
above mentioned theories whereby prevention, developam@htsustainable skills in terms of

career choice might be rendered.
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3.3.3 METHODOLOGICAL ASSUMPTIONS

According to Henninget al (2004:36),'methodology refers to the coherent group of methods
that...deliver data and findings that will reflect the research question aitdtre research
purpose! The aim of this research is to study the applicatibthe asset-based approach (a
certain phenomenon) as it unfolds in career facilimt{@ real-world situation) without
manipulation of predetermined variables (Durrheim, 2002). ttadeto conduct my study from

a qualitative approach. On the basis of a qualitative asiphl aim at describing, making sense
of, interpreting or reconstructing social interactiarterms of the subjective meanings of client-

partners (Denzin & Lincoln, 1994).

Creswell (2005) asserts that qualitative research is ofouaaswer research problems that have
the following characteristics: where the researclailsnan exploration in which little is known
about the problem and/or where the research intengsetsent a detailed understanding of a
central phenomenon. The research question and secaquestions listed in section 3.2 of this
chapter elucidate my choice for a qualitative approaehtdgaison being that little is known about
the application of the asset-based approach in the protesmeer facilitation, and that my
intention is to attempt a detailed description of such@plication.

According to qualitative research and the context af shudy, reality is regarded as subjective
to each individual and each social phenomenon is regasledntext-dependent. This study is
therefore qualitative by nature as | aimed at identifyirdy @mderstanding the perspectives of the
client-partners, as well as describing the career taidn process, in-depth (Hennimg al,
2004; Schurink, 1998a). Consequently, data were collected in the dbwords (Durrheim,
2002; Schurink, 1998a). According to Creswell (2005), qualitative n&ses chosen when the
outcome of the proposed study is not controlled and ilggrakes place through exploration
with participants. As a result, | approached the rekegrestion without any hypothesis. |
analysed all information cognisant of the client-paghe¥xperiences and meanings they
themselves attached, and attempted to give the clientepaidnvoice. As a result, |1 took on an
investigative attitude towards the data by attempting timewboand situation-bound

descriptions of meaning.

| aimed at discovering my client-partners’ worlds ancknptteting their worlds by means of
gualitative methodgGuba & Lincoln, 1994)Qualitative methodsinclude the use of a flexible
design that evolves throughout the research processu@&s no fixed steps are evident, thus

making the study unique and difficult to replicate exactlg s & Fouché, 1998). A flexible
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design gave me the freedom to explore several waygpdfiag the asset-based approach during
the career facilitation process, since no fixed guidelmest at present. | was also interested in
possible themethat might emerge from the relationship between myse#n asset-based career
facilitator and the client-partners as asset-basedlmmthtors in the career facilitation process,

eliminating the need for standardised statistical procedire Vos & Fouché, 1998).

In choosing a qualitative approach, | compromised theviadlg in my study: an opportunity to
objectively measure the social world, whereby | could hareelicted and/or controlled human
behaviour; the chance to employ a fixed procedure thadoeasily be replicated; and the
prospect of using standardised procedures to analyse databwherould have done precise
measurements (Schurink, 1998a). The aim of the study, narwlprovide an in-depth
description of how the asset-based approach might baedppl a setting where career
facilitation takes place, influenced my choice of workaquplitatively (Henninget al, 2004).
Seeing that | aimed at in-depth knowledge, | rationahsecompromises mentioned earlier, as it

was not the aim of the study to eligantity of understandinfHenninget al.,2004).

3.4 METHODOLOGY

De Vos and Fouché (1998:6) write that methodolsggcifies how the researcher may go about
practically studying whatever he or she believes can be Knawthis section | shall argue that
the data collection methods and data analysis technigaesoherent and compatible with the
research design (Hennireg al, 2004). A case study design offered a means wherebyld co
undertake an in-depth and thorough investigation. An instrtaherase study design, in
particular, assisted in focusing on the relevant datec8eh of cases was done according to set
criteria. Data were collected through observation, desied in field notes and a research diary,
as well as in written participant reflections. | s&deicthematic analysis and integrated the steps
of Tesch’s data analysis model (1990) into the data asapproach of Morse and Field (1994).
Measures to ensure rigour included strategies to warramgtwiorthiness, -credibility,
dependability, confirmability and crystallisation. Wittgard to ethical considerations, informed
consent, deception of participants, violation of prywvaod competence of the researcher will be
discussed. Figure 3.2 provides a flow diagram of the respanclkess.
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Contact educational Contact parents of Initial interview with

psychologist and negotia prospective client-partnerg parents and client-
three cases according tg telephonically and explair] partners. Sign letter of
set criteria the purpose of the informed consent.

- research ‘

_____________ - Data analysis ——
r Verify theme Enter career facilitation

process. Series of
exploration activities over
a 4 to 6 week period.
""""""""""""""" Asset-based techniques

<2 are employed to do self-
L I exploration and career

identification

exploration. Each proces
differed from client-
partner to client-partner

. A basic session will cover: because of the unique
Answer research questions Reflection of previous q
: ] _ nature of the career
session, discussion of facilitation process.

homework assignment a
exploration activity.

FIGURE 3.2 A flow diagram of the research process
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As llustrated in figure 3.2, | started the research m®cby contacting an educational
psychologist and negotiatirtree cases according to set criteria. Thereafter thetetartners
and their parents were contacted and informed aboutdbareh process. Initial interviews (also
called historicity interviews) were followed by an intere career facilitation process, which
consisted of four to six sessions. Each session was uarmglaccommodated the needs of the
client-partner (refer to Appendix C). Through data analymnd theme verification it was
determined that more cases were needed to answer dbarale questions. As a result, an
additional two cases were chosen to ensure theme t&atyuitaus totalling the number of cases
to five.

3.4.1 A CASE STUDY DESIGN

3.4.1.1 AN INSTRUMENTAL CASE STUDY

Lindegger (2002:255) states thatase studies are intensive investigations of particular
individuals’. Therefore, | chose a case study design because aitratl at investigating the
application of the asset-based approach. In partidisr study involved amstrumental case
study, which is used to provide insight into an issue (Cress\é5; Stake, 2000a). In an
instrumental case study, the case plays a supportiee fadilitating our understanding of
another phenomenon (Stake, 2000a). In this study, the igs&sh of the asset-based approach
was supported by the career facilitation process as tee$s provided a framework to apply
asset-based principles.

Advantagesof implementing a case study design include that, | ssareher, might possibly
contribute to the knowledge base of career facilimtioeory, because through vigilant and
thorough observation | could describe the applicaticassét-based principles and strategies and
create alternative ideas with regard to career faaditafLindegger, 2002). Stake (2000b:24)
regards the main advantage of following a case study dasigdding to existing experience
and humanistic understandindn this regard, Mouton (2001) identifies the strengths ahse
study design as high construct validity, in-depth insigimi$ the opportunity to establish rapport
with the client-partners.

With no hypothesis and inductive reasoning directing my stolgllengesmight include the
lack of generalisability of results, problems with tlaidity of information, difficulty in testing
causal links, non-standardisation of measurement and-dimsuming analysis (Lindegger,
2002; Mouton, 2001). Furthermore, other sources of error imse study design include

potential bias of the researcher and lack of rigour iryaisa(Mouton, 2001). In an attempt to
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account for these challenges, various strengths cdeastady design are indicated and described

in the paragraphs that follow. Please note that sonteediniitations are also addressed through

measures taken to ensure rigour in the study. In thisdegaefer you to section 3.6.

» Lack of generalisability of resultd.incoln and Guba (2000) view generalisations as
‘assertions of enduring value that are context-free [and] their valueidiglseir ability to
modulate efforts at prediction and controlh this study, the cases are regarded as context-
bound and | aim at describing the context-bound nature df ease in order to elicit
understanding of an asset-based career facilitatiorepso€onsequently, | do not aim at
generalising findings as | am more interested in how asset-based career facilitation
process unfolded in each case, based on the bio-ecologpckl. In this regard, | support
Donmoyer (2000:46), who explains:

Research can only function as a heuristic; it can suggest possibiliitesever
dictate action. It may well be the case thase study researcfemphasis by me)
can fulfil this function as well, or possibly even better, than niaditional
approaches to research.
* Problems with the validity of informatioithe degree to which the findings and conclusions

in this study are sound or valid is problematic, due to thettgtrz¢ nature of the study
(Durrheim & Wassenaar, 2002). Durrheim and Wassenaar (2088 that qualitative
researchers find it impossible to endorse validity lefioing the research and believe that
research findings can never be accurate reflection®ality. To authenticate qualitative
research it is suggested that tnedibility of the study be evaluated — where credibility refers
to findings being convincing and believable (Durrheim & Wasse289?2). Refer to section
3.6, which describes the measures | selected to enhanceetlilglity of the study.

» Difficulty to test causal links and non-standardisation of measurenienthis regard
Hammersley and Gomm (2000:5-6) state the following:

Case study researchers sometimes claim that by examining one @as®gitcis
possible to identify causal processes in a way that is not feasiblenmeys
research (Connoly, 1998). This is because the case(s) are studieptin aed
over time rather than at a single point...case study research canigatest
casual processes ‘in the real world’ rather than in artificially ceshsettings.
It will be impossible to recreate the exact study asidea of finding client-partners with the

exact same personality and environmental factors is imgaate and nonsensical. However,
the aim of this study was to report on the applicatibthe asset-based approach in career
facilitation. | believe that when the approach is sgupin other settings, the outcome can
never be replicated exactly, because of a unique ini@nabetween client-partner context
and career facilitator context. In this regard, Eberséhd Eloff (2003:80) reflect that
‘clients are unpredictable; because they are individuals they may soesathoose not to do
what you had planned for the sessiomhey go on to advise career practitioners to be
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adaptable, flexible and creative in their applicatiomporficiples underlying the asset-based
approach. What can be replicated from client-partneclint-partner within the career
facilitation process are the asset-based appreatimiques, attitudes and insighkat might
be utilised.

3.4.2 SELECTION OF CASES

The research question guided my selection of cases. @ur{2002) explains that it is better to
focus the research question in such a manner that dedet¢aploration of a small case can be
given. In this regard, Stake (2000a) emphasises thatder tw conduct amstrumental case
study, the researcher must choose specific cases with tarée able to understand the
phenomena under investigation. Figure 3.3 summarisegitegacidentified for case selection.
A brief description follows.

* The potential of learning from client-partners
* Availability and accessibility of client-partners

- ability to commit to the research process

- ability to reflect and express thoughts and feelinganadtgg the research process
» Client-partners that need career facilitation support

FIGURE 3.3 Ciriteria for case selection (Stake, 2000)

Selecting client-partners from which | can learn, ihgiotential for learningjs more important
to me than selecting a representative sample (Stake, )200Qkis regard, Stake (2000a) states
that case selection should always cater fordpeortunity and potential to leayrwhich also
signifies accessibility of client-partners. As suclhad to choose client-partners with whom |
could spend quality time, and client-partners that werdéngilto share their thoughts and
feelings about the career facilitation process.

To select specific client-partners from whom | coularfethe most, | chose client-partners that
were in the life stage of career exploration and &bleontribute to the research process in a
meaningful manner (Stake, 2000a; Langley, 1999). Super (Lant®®8) identifies persons
between the ages of 14 and 24 as being in a life stage wiegreded to make a career choice.
Super (Langley, 1999) further states that development thrihwgghfe stages can be guided by
facilitating the maturation of abilities, interestsdanoping resources of the client-partner.
According to Super's (Langley, 1999) career developmenbryheéhe following career
developmental tasks are appropriate during this life stag@ngaappropriate self-information;
displaying effective decision-making skills; gaining apprafaricareer information; integrating
self- and career information; and planning a career. Ttes®r developmental tasks differ by
nature, depending on each life stage.
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Originally, three client-partners were purposefully sedd from a collection of clients at the
private practice of an educational psychologist in Pigt@ccording to the criteria stated in
figure 3.3. The criteria were, as mentioned above, aibdégs potential for learning, and the
need to be part of a career facilitation process.rlLdteias necessary to select two more cases
from another educational psychologist to saturate ¢éisemheme saturation or data saturation
refers to the point where all the major themes hava Emtified and new information will not
add more themes or expand on existing ones (Cresswell, R0Beim, 2002).

3.4.3 METHODS OF DATA COLLECTION

Mouton (2001) identifies participant observation, documgnturces and semi-structured
interviewing as possible sources of data for case stud@sequently, | relied on the following
forms of data collection: observation-as-contexitimg field notesand keeping aesearch diary
of session activities, homework assignments, as wagiaaticipant reflections of client-partners.

Figure 3.4 illustrates these sources of data.

Research diary(after each session) Participant reflections

¢ Process notes
4

¢ Personal reflection

¢ Research reflection \A
Observation @

- < Career fatztor Client-partners
@ / Homework assignments

Session activities

Field notes(during the session) N
¢ Notes made about session activities and discussions of lwknagsignments

FIGURE 3.4 Methods of data collection

As figure 3.4 illustratesdata were collectedn the following manner: During each career
facilitation session | compiled field notes of my ebstions. | observed client-partners,
discussed homework assignments and participated in sessioities as career facilitator. | also
acted as researcher during these sessions. This impdiethéhcareer facilitation process was
paralleled by the research process. The client-partners aware that the career facilitation
process was under investigation. There were opportuniti@sgdcareer facilitation sessions to
discuss the career facilitation process. Consequemtlynfarmal and inviting atmosphere was
created where participants could reflect about the cdaeditation process. After each career
facilitation session, | wrote a detailed reflectionnny research diary. At completion of the
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facilitation process, | asked the participants to writpagticipant reflection about the career
facilitation process. As sucllata were capturedn written form by means of field notes and
reflections in a research diary.

Furthermore, figure 3.4 illustrates my intention dbservethe client-partners. Fox (1998:2)
regardobservationas more than recording data from the environment, amtions that: when
we observe, we aractive (emphasis by me)not passive collectors of data...our brains are
engagedemphasis by me&ds well as our eyes and ears, organising data so wenzke sense
(emphasis by medf them In this manner, observation becomes more than thetivnal
‘method of collecting data’and accentuates‘eontext for interaction’(Angrosino & Mays de
Pérez, 2000:676). Consequently, | was actively engaged bothcaisator and researcher,
observing thecontext of career facilitation sessions. During active engagen aimed at
observing and ultimately understanding the dynamics otaneer facilitation process and the
application of asset-based techniques and principles.

Fox (1998) raises the issue whatto observe and suggests the use of the research question t
guide me. In this regard | was guided by my interest infoflewing: the client-partners’
feelings and experiences with regard to asset-based tecthinagueell as my own feelings and
experiences with regard to applying asset-based principlesidition to observation, Cresswell
(2005) and Fox (1998) stress the importance of some meaesai@ motes during observation.
As illustrated in figure 3.4, | compildteld notesand kept aesearch diaryin this regard.

Firstly, I compiledfield notesduring each facilitation session and made observationgegtrd

to the client partners’ reactions to the asset-bagguioach (Cresswell, 2005). As part of the
career facilitation process | gave the client-partneession activitiesand homework
assignmentgo complete Session activitiesncluded activities related to the implementation of
specific psychometric media or the use of alternaasgessment and/or intervention techniques.
The series of assessment or intervention techniques e fixed, due to my intention to keep
the sessions flexible and adaptalblemework assignmentsequired of the client-partners to go
and do specific tasks as part of the career facilitgtimtess, for example contacting relevant
people or businesses (stakeholders) in order to gather mimrenation on specific career
options.

Secondly, due to the difficulty of taking notes whilatmapating, and in order to record both

descriptive and reflective field notes (Cresswell, 200Kegfdt aresearch diary where | wrote
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three different accounts after each session. Firkttigscribed each session as completely as
possible, relating what exactly had happened during theosef@sbcess notgs Secondly, |
recordedresearch reflectionswhich refer to developing ideas that might have congibab an

unfolding analysis (Terre Blanche & Kelly, 2002). Thirdlyyrote a detaileghersonal reflection

after each session, which included my thoughts and feeliilgsregard to the session and the
process of career facilitation (Fox, 1998). The followtogics were of interest to me when
writing my reflections: possible benefits of the adseted approach; what | experienced in
terms of fulfilling the role of supportive networker; amy experiences with regard to managing
the process of asset facilitation.

| participated fully as career facilitator in the earéacilitation process, but | also made it clear
that I, as researcher, was undertaking a researchcp(@eabbie, 1992). Client-partners were
aware that they were to give feedback with regarthéddcilitation process. Near the end of the
career facilitation process | requested the client-pestito reflect on the career facilitation
process. The aim oparticipant reflection was to assist me in understanding the career
facilitation process from the client-partners’ poiotsview. Participant reflections included any
comments, reflections and insights about the careeititdion process that might have
enlightened the application of the asset-based appréachbrding to Babbie (1992), the danger
of choosing an observational role is that the clgartners may focus on the research project in
stead of participating in the career facilitation procéiss for this reason that | selected client-
partners that might have benefited from the carealitédion process. As such | believed that
they might remain focused on their need to make a rcdesgsion and not shift their attention

solely onto the research project, at the expense ofaiwa career development.

The principles of both the asset-based approach anghltbeomenological perspective are
echoed in observing client-partners and understandingréflgctions. This is based on the fact
that the understanding and interpretation of the datareeqioservations and reflections of
client-partners’ perspectives othé ways in which people usually make sense of or attach
meaning to the world around them(Schurink, 1998b:279). As an asset-based and
phenomenological researcher | examined the careéttaiaon context of the client-partners,
how they managed interaction between unique systems ttatched meaning. | followed an
open-ended and naturalistic approach, in order to refletinate familiarity’ with the client-
partners within their own contexts (Schurink, 1998b:282).
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Somechallengesare embedded in gathering data via observation. Relatinpamyexperiences
implied an informal approach and the risk of being onedsideth no possible claims of
generalisability (Schurink, 1998b). From the perspective h@hpmenology | did not aim at
generalising the findings of this study, but instead hoped befibefrom the advantage of
generating rich data. According to Mouton (2001), qualitafreédwork requires keeping
extensive field notes of observation in order to caphgecontext of such observation. Rich data
can add to a more comprehensive perspective with whichplorexhe application of the asset-
based approach to career facilitation (Schurink, 1998b)h&wumbre, in an attempt to confirm or
reject my observations, | compared these observatidtis tiwe client-partners’ reflections
(reported in the next chapter).

Other challenges of observation include unstructured fieldwork, boredom bezanf long
sessions, and lengthy, time-consuming sessions (Schurink,)19%8address these challenges,
| refer to the nature of a career facilitation proc&ssidelines and goals of career facilitation,
according to Prinsloo, (1999) firstly require entering iat@ollaborative relationship with the
client-partner, aiming at shared responsibility and thencomgoal of career development.
Secondly, empowerment of the client-partner shouldvdked towards, aiming at establishing
sustainable career developmental skills. With thesengan aims in mind, my career facilitation
sessions could focus on specific career developmersied,taemi-structuring the process and
making it tolerable in terms of attention and length.

3.4.4 DATA ANALYSIS AND INTERPRETATION

Following the advice of Silverman (2000) regarding the amalgtitext, | attempted to have a
clear analytical approach. Tholbox’ | chose with which | analysed the text is thematic
analysis (Henning et al., 2004; Silverman, 2000:824). | used various reasoning strategies,
including inductive reasoning, analysis, synthesis, and inguto extract themes from the data

(Poggenpoel, 1998).

In this study the process of analysis was conductedeirfalowing manner. | read the field

notes, diary reflections from my research diary andgmaisreflections from the client-partners
to familiarise myself with the content. | worked induetivto delineate emergent themes from
the content and segregated themes into two main segr(iadicators and contra-indicators)
(Creswell, 2005). From there, | clustered the most frefgtiemmes into core categories using a
phenomenological stance. This means that | compiledndger themes with no preconceived

hypothesis in mind.

49



Furthermore, to direct my thoughts during the process ofysisaand interpretation, |

specifically chose to follow the eight step model es@h (Tesch, 1990) in conjunction with the
data analysis approach of Morse and Field (Morse, 1994yseMand Field's (1994) data

analysis approach is a process whereby data can be cdmthimgg which the invisible is made

obvious and characteristic consequences can be linked.pfnsagh enabled me to be aware of

and use the following cognitive processes: comprehendinghesising, theorising, and re-

contextualising (Poggenpoel, 1998). In figure 3.5 a summary afsing activities based on

Morse and Field (1994) and the corresponding data analggis et Tesch (1990) during each

cognitive process is presented (Poggenpoel, 1998).

Morse and Field’s approach to data analysis

Tesch’s 8-step model

Cognitive
process
according to
Morse and Field
(1994)

Activities during
each cognitive process

Steps according to Tesch(1990)

Comprehending

Make sense of setting (learn what is going o

ny

Read through all the data carefully

5in

to

2N

ch

» Write a complete, detailed, coherent and rich
description
* Sort the data
«  Uncover underlying meanings * Select one case and write thoughtg
margin
» List all the topics

» Identify stories or patterns of experience
Synthesising » Provide descriptions of phenomena

* Interpret, link, and see relationships to verify

findings

« Compare descriptions from several respondertts  Code the topics and return to data

« Analyse categories, sorted by commonalities determine new categories
Theorising » Construct alternative explanations

» Create links to established theory

«  Examine similar concepts * Show interrelationships betweg

e Develop substantive theory from the data categories

« Identify characteristics to verify deductions | * Assemble data material for ea

category

Re- » Develop emerging theory so that the theory ts Recode if necessary
contextualising applicable to other settings or populations

* Do literature control

* Place the results in the context of established

knowledge
Identify results that support literature

Claim unique contributions

FIGURE 3.5 Structured activities based on Morse and Field (1994) approach to data

analysis, corresponding with the steps of Tesch (1990) (Pogpgeal,
1998:340-342)

Silverman (2000) recommends recognising that successfukagles beyond compiling a list.

| needed to utilise my theoretical resources, in oth@rds show how the theoretically defined

50



elements (for example principles of the asset-basedoagiprand the process of career
facilitation) were assembled within the data. Consequédnhigd to authenticate the themes |
extracted from the data against the backdrop of my theaketssumptions, as the cognitive
process of re-contextualising advocates.

Another suggestion that Silverman (2000) makes is to limeitdata. This implies that | had to
work in-depth with selected texts rather than have dessittexts and no depth. Silverman
(2000) suggests that it can be useful to explore diffdtmols of data to establish the kind of
data | could work with most effectively. In accordandehwhis, my chosen data set was that of
field notes, my research diary and participant refiestifrom client-partners. From these data
collection sources | further limited the material te thtense analysis ofly research diaryand
theclient-partners’ reflectionswhich | assume possibly contained the most valuabdenmdtion
(Silverman, 2000). Themes, meanings, and knowledge deductedHeoresearch diary were
compared with themes, meanings and knowledge deducted frent-gartners’ experiences

(reported on in the next chapter).
Denscombe (2003) describes thdvantagesof doing qualitative data analysis, yet cautions

against certairchallenges A summary of his arguments for and against qualitanedysis, as

well as measures to attend to the challenges aretezflecfigure 3.6.
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The use of qualitative data analysis

Advantages Challenges Addressing the challenge
Data and analysis areThe data may be less The aim of the study is not to make
grounded in reality and hayeepresentative. generalisations.

their roots in the condition
of social existence.

5

There is a richness and detg
in the data, therefore

enabling the researcher to
better describe the intricacie
of a situation and do justice
to the subtleties of social lifd

nilnterpretation is closely
related to the ‘self’ of the
researcher. Findings are a
<creation of the researcher
rather than a discovery of th
.truth.

The interpretation of data will be done

from a phenomenological perspective,

where the voices of the client-partners

more important than the findings of the
eresearcher.

are

Tolerance of ambiguity and
contradictions because soci
existence involves
uncertainty.

A possibility of de-

The danger exists that the
meaning of the data will be
lost or transformed through
categorising and coding.

atontextualising the meaning.

The meaning of data will be derived in
conjunction with the theoretical
assumptions of the study. Consequentl
meanings of data are looked at from
within the client-partner’s unique set of
bio-ecological spheres.

The prospect of alternative
explanations.

The danger of
oversimplifying the
explanation. Data can be

The aim of the study is to do a thoroug
investigation. Results can amount to in
depth and rich explanations that descri

what fits and what does not fit.
10

underplayed or possibly be
disregarded because they “¢
not fit”.

FIGURE 3.6 Advantages
to address such challenges (Descombe, 2003)

and challenges of using qualitative data analysand measures

As figure 3.6 suggests, the advantages pertaining to this steidizad | investigated a real-life
phenomenon, namely career facilitation, and | aimgat@viding a rich and detailed description
of a small number of cases (Mouton, 2001). Also, workiognfa qualitative perspective | was
able to accept ambiguity in the data and consider alteenatiplanationd. regard the challenge
of interpretation and meaning of the data addressed by roéangploying a phenomenological
perspective as | aimed at explaining data from clientapest points of view. To enhance the
credibility of the study and avoid errors associateth wthe interaction between myself as the
researcher and the client-partners, | confirmed théesobiof my observations and reflections on
the basis of those available from the client-partiiptsuton, 2001). As such, | compared my
observations with the client-partners’ reflectionsaaese, as phenomenological researcher, | was
interested in the subjective experiences and interpyesatif the client-partners. Furthermore, to
avoid oversimplification, | assume that a thoroughcdpton of each of the five cases enabled

me to develop insights, ideas and questions for furthedlygFouche & De Vos, 1998).

3.5 THE RESEARCHER AS INSTRUMENT
One of my methodological assumptions was that it tiighuseful if | became a full participant
in the research process (Schurink, 1998c). This means thdttbltonduct this research both as

researcher and as career facilitator, thus involving rhyséhe central activities of the research.
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Due to the nature of my studies, | have acquired theyahiliunderstand the process of career

facilitation and appreciate the paradigm shift | propdég.understanding and appreciation of

the asset-based approach sensitised me in terms of bbserved and gave meaning to this

parallel process, both facilitating career choice aoddacting research. | realised that this

double role could have been difficult and therefore intechwith the client-partners keeping the

following guidelines in mind (Schurink, 1998c):

* | answered all questions from client-partners as hgnastpossible.

* | did not give unnecessary, technical information that caanfuse client-partners with
regard to the research.

* | was sure about the aims of my research and hotended achieving them.

A key question was whether my role as researcher avpgltje the merit of applying the asset-
based approach in career facilitation or whether sudgegments would materialise from the
process of information sharing (Potter, 2002). In this cedaotter (2002:217) writes&another
issue is how the process of negotiation, interpretation and discussion caatdreciled with
criteria of scientific rigour. My theoretical assumptions, meta-theoretical assonmgptand
research question could have made me cognisant of the-atentioned issues. The aim of the
study was not to evaluate the asset-based approach,tiert t@ describe its application and
collect information with regard to how it was appliediedicate the next section to a description

of how | attempted to ensure a rigourous study.

3.6 MEASURES TO ENSURE RIGOUR IN THE STUDY (QUALITEGRITERIA)

3.6.1 TRUSTWORTHINESS STRATEGIES

Poggenpoel (1998) describes Guba’s model of trustworthinesfdsyimg to four criteria: truth-
value, applicability, consistency and neutrality. Accogdito a naturalistic inquiry and
phenomenological perspective these criteria can bepnetexd as, respectivelycredibility,
transferability dependability and confirmability (Seale, 1999). From a post-modernistic
perspective, another measure to validate this study @&ppdy the concept ofrystallisation

These measures will now be discussed:

3.6.1.1 CREDIBILITY

Credibility refers to how confident the researcherbsw the truth of the findings, based on the
research design, client-partners and context (Poggenp@@s). The following strategies were
employed to establish credibility (Seale, 1999):
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* Prolonged engagement in the fieldengaged in career facilitation activities with five (5)
client-partners for at least a 60 to 90 minute sessiory @week for approximately six weeks.
Each of the six sessions included an activity that gleeopportunity to me, as researcher
and career facilitator, to observe and be part ollalmrative partnership. Furthermore, each
session activity resulted in a homework assignment duringhithe asset-based principle of
shared responsibility was applied. Homework assignment® wécussed during the
following sessions.

» Persistent observatiorContinual observations were made possible by keepingearcds
diary and compiling field notes during career facilitatsssions. In addition, writing three
(3) different reflective accounts after each sessisgisted in directing my observations
during each session. These reflective accounts weressrooges, personal reflections and
research reflection®rocessnoteshelped me to plan for the next session as | wastable
refer back to previous sessions in order to ascertaih mdthbeen done and what needed to
be donePersonalreflectionssensitised me as career facilitator and allowed naesoribe
my experience of applying the asset-based principles duriagfabilitation process.
Researcheflectionsfacilitated my thoughts with regard to answering theassh question.

» Searching for negative instances to challenge hypothdseextensive literature review
with regard to the asset-based approach and careetafaniiensured that my understanding
of the principles underlying each concept was true to wthat literature suggests.
Understanding each concept and strategy used in the asset-Bpproach was central to
extracting themes and interpreting data. The advantage lithtjua analysis (refer to figure
3.6), as suggested by Descombe (2003), was the prospect pétaheexplanations. Thus,
as a measure for building credibility | challenged the @ute of my interpretations, searched

for contradictory examples and offered different exatams of themes.

Furthermore, the issue of credibility is substantiatedpbgitivist claims that there exists an
absolute truth (Denzin, 2000). Juxtaposing the idea of triatign] Janesick (2000:873)
explains that the suggestion ofystallisation, offers ‘a better lens through which to view
gualitative research designs and their componen$aking use of crystallisation helps to
recognisevarious sidedrom which to approach the world and rejects the idaattiere is one

single or triangulated truth (Richardson, 2000). Accordirgg Janesick (2000:392),
‘crystallisation recognises the many facets of any given approach todle world as a fact of

life’. Through crystallisation | aimed at providing a deep amehpiex understanding of the
application of the asset-based approach in careeitdsioih (Richardson, 2000). | accept the

facts that there is always more to know, that thenmeo single truth, and that what | ultimately
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found through interpretation largely depends on myselithadlient-partners’dngle of repose

(Richardson, 2000:934). Therefore, to answer the questioovotanfident | am about the truth
of the findings, | answer that there exist multigtaths each truth reflecting differently,
depending on the context of the client-partner. To cam&l | employed crystallisation as it

supported my phenomenological position.

3.6.1.2 DEPENDABILITY

Dependabilityverifies that the findings of a study would be the sé#rtiee study was replicated
with the same participants or in a similar contextgg@mpoel, 1998). Seale (1999) emphasises
the importance of aaudit trail whereby dependability can be confirmed. Leaving an audlit tra
consists of keeping track of the documentation of datthods and decisions made during the
research project. In this regard, | used a file to coidldhe relevant data. In this file | kept the
following documents for easy access: my research diahythree reflections after each session,
dated field notes, dated descriptions of session activitiggses of homework assignments where

applicable, and personal reflections of the client-pastne

Furthermore, the aim of this study was to investigate ajyglication of an approach in an
enclosed case. | worked incallaborative manner with each client-partner. Eberséhn and Eloff
(2003) definecollaborationas the process of sharing and working towards a commain Igo
this study there were two common goals, firstly, theearch goalwhich was to describe

reactions to the asset-based approach; and secondlarder facilitation goalwhich was to

explore possible careers.

Collaboration represents an example of a principl¢hefasset-based approach which can be
replicated in other studies. As such, the idea thatfitttings of this study could be fairly
consistent and could possibly be compared to findingsnegard to other groups of people and
situations is strengthened. Collaboration is charactebseclient-partner and career facilitator
interaction, where it is possible to share interpeab@ssets such as passion, observation and
reflection (Eberséhn & Eloff, 2003). Working in a partnerstapvards career development can
be more effective than individual effort, with the addedvantage of client-partners taking
responsibility for their own career choices. Both¢heeer facilitator and the client-partner bring
equal, although different, levels of expertise to theaafacilitation process (Ebersohn & Eloff,
2003). The level of expertise that both the client-paramel career facilitator bring adifferent

as client-partners know themselves the best and cl@btators can offer professional career
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facilitation. On the other han@&qual expertise is evident in both the client-partner an@éerar

facilitator who are able to contribute to the careeitifation process.

3.6.1.3 TRANSFERABILITY

Closely related talependabilityis the concept ofransferability. Transferability refers to the

ability to generalise to larger populations (Seale, 1990prdier to transfer the findings of this
study to other populations, a detailed, rich description ol eaceer facilitation session was
provided by keeping a research diary and compiling field n@@eale, 1999). Such detailed
description could offer sufficient information to readetith which they themselves could judge
the applicability of the findings to known settings.

3.6.1.4 CONFIRMABILITY

Confirmability implies that the research procedures a&sdlts are free from bias (Poggenpoel,
1998). Seale (1999) emphasises the usefulness of auditindeintorestablish confirmability. In
this regard, | depended on my research diary to provideetnodological self-critical account’
of the research process (Seale, 1999:45). The researgladssted me in speculating about the
application of the asset-based approach during the regmaidss and might have helped me to
reflect on the interaction of data and theory. Thwathh the help of the research diary, | could

monitor my own evolving thoughts regarding the applicatiothefasset-based approach.

Furthermore, | worked from a phenomenological perspedtia¢é aims at understanding the
personal meanings of client-partners. The individual pei@es of the client-partners were of
greater value to the findings than an unbiased accouhteatsearcher. For this reason | asked
client-partners to reflect about the career facibtatprocess. With subjective understanding in
mind, it is foreseeable that there might be instandesrevmy own beliefs and bias might have
influenced the manner in which | related to information @onstructed my own meaning.
However, | believe that impartiality is not importahtather aimed at describing the application
of the asset-based approach in terms of personal sgm. My competencies as
phenomenological researcher, | trust, might ensurestiat influences will rather enhance the
findings of the study and provide more detailed descriptiorterms of different perspectives. In
conjunction with my research diary, the persondeotibns of the client-partners might assist in
scrutinising the meanings, knowledge and themes derived froabsgyvations and field notes.
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3.6.1.5 AUTHENTICITY

Authenticity is demonstrated when a range of diffemeatities has been represented (Seale,

1999). To authenticate this study, | paid attention tdahewing aspects:

* Ontological authenticity (members should develop more sophisticated wamiingfs).The
career facilitation process might add to the careerldpaent skills of the client-partners.
The application of the asset-based principle of cotiaftan whereby client-partners were
expected to employ strategies to determine available sagsight assist in later career
development issues. For example, when faced with cadexssions when people are later
employed, they might use the skill of determining avd@assets in that instance.

* Educative authenticity (members should appreciate the viewpoints o$)dthan attempt to
adhere to this criterion, client-partners welcomed ealsér’s viewpoints.

» Catalytic authenticity (some form of action has been stimulat€tgnt-partners were
expected to draw their own asset-maps and suggest anaitersegard to their career
guestions. This indicates action on their part in tesfrmaobilising their assets.

» Tactical authenticity (to empower members to athe empowerment of client-partners is
first and foremost the goal of the asset-based appr¥¥ditn.the employment of asset-based
strategies it can be expected that client-partners malyeinabled and in control of their
career paths.

| believe that, as far as possible, these criterigegatisfied. | am confident that the method of
investigation, client-partners and context was of sughtare that the findings of this study can
be deemed truthful, consistent and applicable in most ettmdar settings.

3.7 ETHICAL CONSIDERATIONS
Ethical considerations described by Strydom (1998) and relev#mststudy are discussed next.

3.7.1 INFORMED CONSENT

The privacy of the client-partners was not jeopardisesl,confidentiality was maintained

throughout. Written informed consent was obtained fréwn ¢lient-partners and their legal

guardians (refer to Appendix A). During the first intewi¢he whole research process was
explained to each client-partner in the company of oneothh bf their parents. They also

received a written document that explains the rekeiardull, including the aims and methods
that | employed (refer to Appendix A). This documenbalsntained all the necessary contact
information. It was explained that the client-parteeuld withdraw from the process at any

time.
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3.7.2 DECEPTION OF PARTICIPANTS

By means of informed consent and documentation thatidesahe nature and purpose of this
study, deception of the client-partners could be avoidedcakeer facilitator and researcher |
informed client-partners during the historicity interviedvthe nature of the career facilitation

process. They also received information regarding thdigatjpns of applying asset-based

principles, which include collaborative responsibility andtegnic assessment. It was explained
to client-partners that they might need to contacinesses or employers in order to obtain
information. Client-partners were made aware that thight have to do career exploration and
self-exploration. They had to indicate their conderthe process (refer to Appendix A).

3.7.3 VIOLATION OF PRIVACY

The right to self-determination and confidentiality ym@nymous with the right to privacy.
Confidentiality was not violated, based on informed coneétained. Privacy was achieved by
ensuring that the names of the client-partners areetedsed. Personal reflections of the client-
partners were handled in a confidential manner as tleeg kept anonymous at all times.

3.7.4 ACTION AND COMPETENCE OF RESEARCHER

| consider myself to be well-informed with regard to asseted principles and career facilitation
activities, due to experience in both undergoing undergracduatgostgraduate studies relating
to these aspects, as well as lecturing undergraduate atgpigoluste students in this regard. As
far as my competency with regard to investigating a pfmemon is concerned, | feel capable of
understanding themes and issues from the client-parpesspectives in interpreting the results
of the study, as acquiring this skill was part of myriireg as an educational psychologist and
asset-based approach practitioner. To monitor the wspancess in terms of my own research
actions and activities, as well as evolving assumptiokept a research diary.

3.8 CONCLUSION

| stated in the introduction of this chapter that the tptate nature of this study, together with
the phenomenological outlook and the instrumental dasky s design, could possibly form a
synergistic milieu in which the principles of the adsated approach could be applied in career
facilitation. Choosing a phenomenological perspectisuld have assisted me in understanding
the specific context of a client-partner within theodmter framework of technological and
economic changes. Using an instrumental case study possipported the aim of the study

which is to investigate and formulate a detailed desonpoif how the asset-based approach is
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applied in career facilitation. Working from a qualitativiewpoint allowed me to collect,
analyse and interpret data from the experiences oflibet-partners and add to their skills. |
applied criteria to ensure aredible transferable and dependablestudy. Furthermore, |

employed ethical strategies to protect the rights andiiegsnof client-partners.

Chapter 4 follows with a description of the data analgsid data interpretation processes. In

addition, the results of the research study are disclsgainst the background of current
research studies in career psychology.
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CHAPTER FOUR

Discussion of results and Literature control

4.1 INTRODUCTION

In this chapter a description is offered of how the cagdy design was conducted (specifically,
an account of how the study has realised). Next, aiskgun is presented reflecting the themes
that emerged. An illustration of the major themes armthemes, with corresponding examples
from the data, is given. In conjunction with the disoos of the results | shall argue with regard
to the reliability of major themes and sub-themesregjahe background of existing theoretical
evidence. This then constitutes literature control in otdesubstantiate or refute the emerged
themes. Brief descriptions of each of the client-pagrare provided in Appendix D. These
descriptions include relevant biographic information, accowftprevious exposure to career
counselling, summaries of client-partners’ perceivedadigme strengths and indications of assets
available in their environments, and descriptions of thentepartners’ preferred work
environments, according to the Myers Briggs Type Indicatdd®T]).

4.2 SELECTION REALISATION
| contacted an educational psychologist and negotiates tf8) cases according to selected
criteria (see figure 3.3). | selected the following cases:

Case Age Grade| GenderLanguage Sessions
(hours)
Client-partner A/ The Thinker 17 12 M Afrikaans 4 (6 hours)
Client-partner B / The Golfer 17 11 M Afrikaans 5 (7,5 hours)
Client-partner C / The Undecided 16 10 F Afrikaans 8 (12 hours

FIGURE 4.1 Selected cases

| contacted the parents telephonically and explainedesearch process to them. Thereatfter, |
made an appointment with each of the client-partneddlair parents to explain the asset-based
career facilitation process. During these sessionsguiged written consent from the parents
(see Appendix A for an example). Individual sessi@mp(oximately 60 to 90 minutes in length)
were scheduled and implemented during times that suited t&er dacilitator and each client-
partner (see Appendix B for scheduled appointments wigmtepartners). In addition, | selected
the following two cases for the purpose of theme satur@tefer to section 3.4.2):

Case Age Grade| Gender Language Sessions
(hours)

Client-partner D / The Architect 17 11 F Afrikaans 6 (9 kour

Client-partner E / The Decided 18 12 F Afrikaans 6 (2 hours)

FIGURE 4.2 Selected cases for theme saturation
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4.2.1 ASSET-BASED CAREER FACILITATION PLANNING

The asset-based career facilitation process was nngpiteed on the basis of a framework of
theoretical assumptions, as displayed in figure 2.1 opteha2. According to fundamental
underpinnings of the asset-based approach, my assumptsothataclient-partners are able to
adapt and cope, and to make their own career decisiarefdre that they are able to assume
responsibility for their own career development. tHer assumed that client-partners possess
assets and experience barriers with regard to thesecalevelopment paths. | assumed that
client-partners may possess assets that they mightecognise or mobilise at a particular
moment in time, that client-partners know their likegl dislikes regarding career interests best,
that client-partners are part of a broader communitlythat the broader community consists of
individuals, local associations and local institutiong theght contribute to the career facilitation
process.

In chapter 2 a discussion was offered of the careerajewent tasks in career counselling as

proposed by Langley (1999). Her guidelines were discussed innobioja with the current

medical model and asset-based approach, in order to gtprdwe difference between the two

approaches (refer to figure 2.7). Career facilitatiorsis@s were conducted according to asset-

based principles (refer to intervention strategiefigure 2.1). The focal point of each session

included the following goals:

» Afocus on assets and capacities of client-partners

» Identification of values, interests and other relevant factors (sagkhpersonality and
aptitude) through shared knowledge and connecting relationships

» Asset-based career facilitation as a service, aimed at inspiringla of enablement.

* Regarding client-partners as experts and respecting their essergbeints.

To reach the above mentioned goals, | applied thewollp media: (see examples in Appendix

L)

+ Personal asset-maps.

Collages.

Reports from friends and family.

Post-modern projection activities that foster self-kleolge, for example the three-animal

technique.

Descriptions of strengths and assets according to thdtgeof the MBTI (Myers Briggs
Type Indicator®).
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Furthermore, the client-partners and | considered infoomaobtained from previous career
counselling sessions. See Appendix C for an outline of embWidual process as it unfolded
with each client-partner.

Seeing that each client-partner constitutes a uniquéiocation of assets and barriers (Eberséhn
& Eloff, 2003), individual asset-based career facilitats@ssions were adjusted according to the
specific needs and assets of individual client-partnansthis regard | offer a concise
biographical description of each of the client-partiiezfer to Appendix D).

4.2.2 DATA COLLECTION

Data were collected by means of the following methodseation-as-context, and participant

reflections. My observations were documented in aareh diary and field notes (see examples
in Appendix E). During each session | also compiled fisdles of observations and client-

partners’ discussions regarding the asset-based caeiitafion process (see examples in

Appendix F). After client-partners had completed thetabased career facilitation process they
wrote a reflective report of the process (see exanpléppendix F).

4.2.3 DATA ANALYSIS AND INTERPRETATION

As stated in chapter 3, my data analysis was based oadthee of Silverman (2000), and |
specifically incorporated the eight step model of Tesch (1#9®onjunction with the data
analysis approach of Morse and Field (Morse, 1994). Themses extracted from written
journal reflections in my research diary, field natespiled during each session, and participant
reflections written by client-partners toward the efidhe career facilitation process. Themes
and sub-themes were extracted in the following mannestlyfi | read through all the data
carefully to make sense of the information. | starteith The Thinker's research diary
reflections and field notes and listed all the topi¢emnafrom the descriptions with reference to
where the specific topic emerged (that is, from theaesh diary or participant reflection and
their dates). Thereafter, | analys@dhe Golfer, The Undecided, The Architect and The
Decideds data and followed the same process. As my researcls @o explore the application
of asset-based principles in career facilitationhdnt sorted topics according to factors that
indicate the application of asset-based principles datdrs) as well as factors that do not
indicate the application of asset-based principles (aantlicators). The data analysis process

can be summarised in the following manner:
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Step I A list of indicators and contra-indicators takennfrahe raw data was compiled with
regard to each client-partner (see examples in Appé&adix

Step 2 A list of other topics that did not fit in with thedicators or contra-indicators was
compiled on a separate page (see examples in Appendix H).

Step 3 From the list of indicators and contra-indicatorextracted compound themes, still
indicating indicators and contra-indicators (see exasin Appendix I).

Step 4 | frequently returned to the data to ensure that | didmes any major topic.

Step 5 From the list of compound themes | compiled a mind mApnajor themes with
corresponding sub-themes (See examples in Appendix J).

The major themes and corresponding sub-themes astalled in figure 4.3:

MAJOR THEMES AND SUB-THEMES THAT EMERGED FROM THE STDY

Theimpact of
The impact oindividual applying asset-based The impact of the
Major 1 client-partner profileson 2 principles and 3 old paradigmon
theme the use of asset-based strategies in the use of asset-
principles career facilitation based principles
sessions
The influence of The challenging role Calftggr’s
personality traits of the of the asset-based P :
: " : expectation
A client-partner on the use| F career facilitator in H
. L that career
of asset-based strategies career facilitation o .
. oo ) facilitator is an
in career facilitation. sessions
expert
The good and the bad Re5|$tance of
the client-
and the ugly of artner to be
Sub- B The age of client-partnersG applying asset-based| | part of
themes strategies in career partnershi
facilitation P P
C Unique family dynamics
Career interest
D profile of client-
partner
Previous career
E assessment experience of
client-partner

FIGURE 4.3 Summary of major themes and corresponding sub-thees that emerged
from the study

Thirdly, in order to cross-check myself and determine hdret had extracted all the relevant
themes, | went back to the raw data and assembled egifl@neach theme and sub-theme (see
examples of source listings in Appendix G).

4.3  DISCUSSION OF RESULTS

In this section | discuss the themes and sub-themasaned in figure 4.3.
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4.3.1 MAJOR THEME 1: THE IMPACT OFINDIVIDUAL CLIENT-PARTNER PROFILES
ON THE USE OF ASSET-BASED PRINCIPLES

A major theme that materialised in the data was thgaatofindividual client-partner profiles

on the use of asset-based principles. As | conductedettsons, | found that the age of the

client-partners, their specific personality traitseithunique family dynamics, their career

interests and previous exposure to career counsellingfhienced the manner in which the

sessions developed. Some sub-themes indicated the tise a$set-based approach in career

facilitation, whilst others indicated that certainecli-partners preferred the more traditional

approach to career counselling.

4.3.1.1SUB-THEME A: THE INFLUENCE OF CERTAINPERSONALITY TRAITOF THE
CLIENT-PARTNER ON THE USE OF ASSET-BASED STRATEGE
Many authors agree about the importance of assessing gktgsdraits in career counselling
practices. As an example, Coetzee and Schreuder (2002:58)ecth: ‘a career counselling
framework that facilitates self-insight in personal motives and persgnakferences seems to
enable individuals to develop the inner sense of direction and identity edqgtairview career
patterns as challenges for personal growt@areer psychology practices originated from the
trait-factor theory of Frank Parson (Nicholas, Pre®& Naidoo, 1999). According to Nicholas,
et al. (1999) Parson proposed that a clear understanding of@me’gualities is the first step in
making a responsible career choice. Thereafter, otln@erc theorists could not disregard the
significant relationship between personality and careeiceh(Hogan & Blake, 1999; Katz,
Joyner & Seaman, 1999; Gottfredson, Jones & Holland, 1993).

In addition, Kjos (1995:592) writesthe personality of the client also has an effect on the
counselling relationship and plays an important role in the ultimate outcomeuoelling. In

the study that | conducted, certain personality tréithe client-partners seemed to hinder the
flow of the career facilitation process. | experiah@d@e Thinker as an intelligent and talkative
person, because he scrutinised the post-modern medievehased and explained in detail his
opinions about matters such as his diagnosis of obsessmpulsiveness. It appeared as if his
conversational style delayed the career facilitatioocgss in such a manner that time was
wasted on periphereral issues. He repeatedly reasowed tie difficulty he experienced in
using specific post-modern media. In this regard | redtbdtis feelings of frustration in the
research diary:
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“the collages were not easy because you do not always find a picture or a word that
is perfect..the post-modern stuff was not easy because for every animal or object

there are equally good and bad points to argue..the process of discussion took 2

hours and we did not manage to compile an asset map"

| experiencedlhe Golferas a dedicated and motivated person, as his heart is seteadeal,
namely to become a professional golfer. Although | gas®ed and understood his dedication
and motivation, he seemed stubborn and inflexible witane to other options. These traits,
namely stubbornness and inflexibility, appeared to redthnietasset-based goal of the career
facilitation process, because he was determined not wu@uany other alternatives. In this
regard, | would, for example, prompt several career ogtiwithin the field of golf, such as
manager of a golf course or being a golf coach, but he weatld that he is not interested and
he:

"..wants nothing to do with anything related to golf such as sports manager or
coach - he wants to play golf..there is no plan B - he would never give up his dream

to play golf professionally”.

It appeared thathe Undecidedsought structure and wanted to know what she would be doing
in each session. For example, in the beginning sheredgabout the content of each session.
This hindered the flow of the asset-based career &@lit process because | did not plan the
process ahead. The reason for not planning ahead was toaapply-linear process (Bloch,
2005; Eberséhn & Eloff, 2003). According to Ebers6hn and ERf0B) a non-linear process is

a process that is different for every individual, redtrictive and allows for creativity. The plan

was that client-partners’ various sessions could andldldictate the next. | reflected in my

research diary that it iSdifficult to put the process into sessions” and, to offer an
explanation toThe Undecided| referred to career facilitation as tlgrocess of becoming

knowledgeable [that] helps with gaining maturity for making a career decision”.

In chapter 2, | compiled a guide to exploration withineearfacilitation (refer to figure 2.6).

According to this guide, one of the pillars of asseteldacareer facilitation is exploring the
signature strengths of the self. As part of self-evgtion | chose the MBTI as a tool with which
the client-partners could have easy access to theiomarstrengths and abilities (Coetzee &

1 | will use a different font type in order to signal neflections written in my research diary.
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Schreuder, 2002; Healy & Woodward, 1998). | assumed that byngitise results of the MBTI
the client-partners would gain insight into their prefiess and compile personal assets from
these preferences. During the emergence of this themieie(iné of personality traits) |
compared some client-partners’ personality profiles vadth other and my own. These
comparisons are reflected in figure 4.4:

Personality Profiles according to the Myers Briggs Typechidr ®
Profile Scale The The The The The The
Thinker Golfer Undecided | Architect Decided Facilitator
Direction of | E [ E E I/E
energy
Information S N S N N N
gathering
Decision T T T T F F
making
Lifestyle J P J P P P

FIGURE 4.4 Comparison of personality profiles of client-parhers

In my view, these signature MBTI differences contrébts an understanding of this theme. A

discussion of the differences found in the study wilpbesented next.

Introverts are not as likely to build social networks as are extroverts ang thay be less
inclined to elicit support from others for their career plafildealy & Woodward, 1998:76).
Being introverts, bothe Thinker andThe Undecidedresented with the obstacle of not being
comfortable with collaborating with other stakeholderstheir environmentThe Undecided
preferred to search for information on the internet @nd Thinker quit the process before we
could mobilise the support from his environmental asset-nmfhi$ regardThe Golfer, The
ArchitectandThe Decidedwho preferred to be more social and communicatieejrsngly had
no trouble contacting stakeholders, such as businessksiraversities. Even more sdhe
Architect andThe Decidedwho are both Feeling-orientated clients, participatedntact with
other stakeholders possibly becauteeling clients tend to be more attuned to the values of
others so that they may be more inclined to connect with people and fiworkee (Healy &
Woodward, 1998:78).

By applying Van Rooyen, De Beer and Proctor's (2001) typolddye Thinker and The
Undecided as Sensing-orientated clients, would prefer to gathernm&tion using known facts
and data. Research done by Coetzee and Schreuder (2002) stippéats-seeking attitude of
Sensing-orientated clients. Botlhe Thinker and The Undecidedseemed eager at the foresight

of utilising existing resources. | reflected in my diabpatThe Thinker "He seems pleased
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with the process of exploration using people and institutions around hAim” In this
regard, | wrote the following during a session wkhe Undecided “"she has not done
research on the above interests .. and seems eager to participate in the

exploration”. The possibility of using existing resources might haven lmeempelling to them,

as they prefer to gather information through working whgnknown.

Unfortunately for the process of asset utilisation,sBejorientated client§refer to rely on
immediate sensation to define reality and on experience to masteotlie Whey may distrust
unsubstantiated imagination and vague possibilitigsdealy & Woodward, 1998:77). Even
though it seemed as if the foresight of using existingtas®undedappealing to them, they
appeared not to be at ease with the asset-basedygtrdteollaboration. However, the asset-
based approach strongly relies on collaborative effartd seeks partnerships with which to
solve problems (Eberséhn & Eloff, 2003).

Healy and Woodword (1998) found that Intuitive clients sl@ogreater interest in possibilities
than their Sensing counterparts, therefore increasinglikbBhood that they may entertain
unrealistic aspirations. It could not be said for certh@at The Architect,who believes she found
her ideal career, anthe Decidedwho has made her final choice, Tne Golferwho believes

he will live his dream, are boasting impractical ambsioTheir talents and achievements seem
to prove otherwiseThe Architect’'s passion and determination, together with her aptitude,
indicates a great possibility to succeed in her ide@etaResearch has established the positive
influence of self-efficacy on career choice (B&@04; Paulsen & Betz, 2004). According to the
social-cognitive career theory of Lent, Brown and Hack&996), The Architect’s positive
attitude and self-efficacy expectatiérse a drive-force on the basis of which she believesrin he
own future successlhe Decided'senthusiasm and imagination, in conjunction with a high
technical ability, supports her choiceEhne Golfer's devotion and dedication seem to be a good
driving force to ultimately live his life’'s dream. Througlitg part of a career facilitation
process whereby these clients could participate in votbieig dreams and viewing some part of
reality in terms of career, it can be said that ttek one step closer to their dreanm$ie

Decidedwrote in her reflectioni wish for anyone...to make contact with reality’.

The more analytical Thinking-orientated client weighsinfation and solutions more critically
(Healy & Woodward, 1998). According to their preferencesthbrhe Thinker and The

2 Self-efficacy expectations refer to individuals’ leédi about their capabilities to perform a particudskt
(Bandura, 1997).
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Undecidedexpected the career facilitation process to lead tteesiosure with regard to their
career choices (Van Rooyeat al, 2001; Healy & Woodward, 1998). In this regaiihe
Undecidedwrote the following in her participant reflectioit: feel that the sessions did not
determine which other careers would be suitable for rAe’ Thinking-orientated clientshe
Thinker andThe Undecidedlid not expect a flexible and non-linear process suckset-based
career facilitation (Eberséhn & Eloff, 2003). Instead,wath most traditional approaches to
career counselling, they possibly favoured a test thaildvell them what to do (Krumboltz,
1996). Even though Krumboltz (1996) regards this expectationlesdistic, Holland (1996)
comments that clients do not seek a way to become maéutreather want to know from the
career counsellor what kind of work will bring thenppaess. The implication is that what they
possibly preferred the outcome of the asset-based damtation process to be, differed from
what was offered, resulting in them experiencing frastnaand hindering their process of
becoming knowledgeabl@he Undecided'spreference for logical and non-personal judgments

was clear when she said#e feels /ike we are getting nowhere” and"more time could

have been spent on aptitude tests” Another example is the way in whidthe Thinker
wanted to reason through activities in order to reacltddgonclusions. In this regard | wrote at

the start of one of the sessions with hivhefore we started the session he wanted to

discuss a matter” His need to reflect logically about events seemingijnpered the flow of
the asset-based career facilitation process, sitced time was spent on reasoning about the
choice of mediaThe Golfer came to his own logical conclusion that he will eatel in any
other career except playing golf professionally. This commius substantiated by the fact that
he does not want to consider any other career opliberefore, the process of exploring

different options was not viable for him.

According to Van Rooyeet al (2001), Perceiving-orientated clients are flexible, spogbus
and open to possibilities. In this regafithe Golfer shares such a preference for flexibility, as
was illustrated during one session where he forgot hisshamk assignment but was flexible
enough to ‘compile an asset-map anyway, using the information from his memory”.
The Architectwas flexible enough to accommodate me in their livingmoseeing that there
was not an office space available to conduct the cdesdlitation sessions with heflhe
Decidedshowed her flexibility by being comfortable enough to cohdine asset-based career

facilitation process via the telephone.
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| agree with Thompson, Brossart, Carlozzi and Mi\i#802:561) who writeémpirical studies
of the influence of a counsellor's personality on the counselling prooests outcome, are
limited’. Similarly, my views resonate with those of Kjos (199%ho states that career
counselling can be more effective if the counselloogedses particular traits that may inhibit or
enhance career development. This study showed the sagiué of differing personality traits

and how these traits impacted on using asset-baseeg#tsain career facilitation.

4.3.1.2SUB-THEME B: THE AGEOF THE CLIENT-PARTNER

| experienced that the ages of the client-partnerseglayrole during the application of asset-
based principles. The client-partners ranged in ages Ii®ryears to 18 years. | chose client-
partners in this specific age-group because | assumedlkheify: persons between 16 and 18

years are expected by society and parents to make & dacggon; persons in this age group are
focused on career exploration according to Super’s hiiedipe-space approach (refer to section
3.4.2 in chapter 3); and conducting this research with pernsotete adolescence could be

meaningful as | assumed that they would be able to exjhresselves.

According to the lifespan life-space approach to careesldement, persons between the ages
of 14 and 24 are in the exploration phase of career dewelot (Super, Savickas & Super,
1996). Super explains the exploration phase in career devetdpas a phase during which
persons focus on their own needs and identity, learnskéls, test dreams in the real world and
verify career choice (Supet al, 1996). Therefore, the exploration phase indicatecasfon
young adults becoming mature enough to make career decidiorbis regard, research
indicates that the sustainability of skills or coniipun career development from adolescence to
middle adulthood might be the result of early develeptal task-coping activities (Jepsen &
Dickson, 2003).

Here, the asset-based emphasis is placed on the poddeEsming mature and not on receiving
an answer from the career facilitator. Ebersohn doff 2003) explain that through the asset-
based approach career facilitators view clients asxperes of their own lives. As such, they
know their career interests the best. The asset-bagpobach advocates ownership, shared
responsibility and mobilising assets (Eberséhn & Eloff, 20@nsequently, client-partners
were expected to take responsibility for their careeeldgment within an asset-based career
facilitation process. In this regard, Parmer and Rush (26D38vrite: ‘opportunities exist for the
profession to assist clients in redefining their careers on the baswnership...".
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The Thinker, who is 17 years old, is at an age where he presumedilly ¢omfortable to voice

his opinions, feelings and ided%e Thinker seemed able to relate his fears and concerns about
his own exam-anxieties, he shared his disappointmentregiédrd to the fact that it has become
easier to get selected for certain difficult coursetha university, and he spoke about how he
controls his obsessive-compulsiveness. Besides his ageinghe assisting him in feeling
comfortable raising his opinions, he is in a late-adolespbase (Thom, Louw, Van Ede, &
Ferns, 1998). Seeking emancipation on many levels is atbastic of late-adolescence, for
example economic independence, as well as independencedrents and other adults (Thom

et al., 1998). The developmental task of emancipation seems to sufi@orasset-based
approach’s goal of the client-partner taking responstalitd is illustrated in the next reflection

| wrote in the research diaryhe wants to be in control - which means he does not like

people telling him what to do”.

The Undecideds 16 years old and the youngest client-partner. Shretisee middle-adolescent
developmental stage. In the middle-adolescent stage dodig are expected tevelopmany
aspects such as self-identity, independence from panethtsogially accepted behaviour (Thom
et al, 1998). It could be said th&he Undecidedwho appeared to struggle with committing to
the process of taking ownership and mobilising her assatsstildevelopingher sense of self.
She cancelled many appointments (refer to Appendix B) aantted me to give her a career
choice answer. She chose the internet as her asdehad to find information on her career

interests as a homework assignment. During the feedd®sdion | reflected thall’ got the
idea she just did this in half an hour because it seemed that she had not read

through the information’.

Making a career choice is one of the most importantldpugental tasks the adolescent needs to
accomplish (Thonret al, 1998).The Thinker(17 years and in Grade 1d)he Decided 18 years
and in Grade 12)The Golfer(17 years and in Grade 11), aintde Architect(17 years and in
Grade 11) find themselves in the adolescent stage. Thetanperof their career choices is
evident in them testing their career dreams in redftipéret al., 1996). Following a telephone

consultation, | reflected thathe Decided'a/ready made a career decision but needed to

make sure” The Architectreflected about the career facilitation sessionsshat'feels /ike a

puppy dog who received a big bone for a present.”
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This sub-theme is supported by research findings that tedicatageis a relevant demographic

variable that suggests career exploration in personsefett & Blustein, 1997). Therefore, the
age of a client-partner plays a role during asset-base@rcéacilitation, as the client-partner

should be of an age where career decision is impoamotivate a commitment to the asset-
based career facilitation process.

4.3.1.3SUB-THEME C: UNIQUE FAMILY DYNAMICS

According to the viewpoint of the asset-based theobglieve that client-partners are part of
their bio-ecological system (Arthur & McMahon, 2005; Ebérs & Eloff, 2003;
Bronfenbrenner & Morris, 1998). The interaction betweenviddals and their bio-spheres is
regarded as pivotal in creating solutions (Betz, 2002; Doealdl, 2002). Client-partners
function within family systems. It could be expected family values and parental expectations
might influence the realisation of asset-based priesi@mpplied during asset-based career
facilitation. The influence of family dynamics seetashave received much attention in previous
research. In this regard Barbel (1997:348) founih respect to the influence of parental
behaviors on adolescent career exploration, the results indicate that oiliekcentered,
supportive, and reciprocal parent-adolescent relationships relate to monee aetploration!
Ketterson and Blustein (1997) established similar resuitghgl their research and state that
secure relations between parents and siblings are atesbueiith career exploration. More recent
research confirms these results (Flouri & Buchanan, ZD@2ter & Lapan, 2002).

As indicated by Barbel (1997), as well as Ketterson and &tugt997), it appeared in this study
that parents who support their children to make independ@anteshare helpful to the asset-
based approach, implying that such client-partners aresprestd toward being comfortable as
part of a collaboration team. Evidence of this residéls Wihe Architect’sparents who said that

they ‘raised their daughter to be able to look after herself one day. They feel

strong about her working hard for her money’. Furthermore, it seems as if families that
utilise assets naturally might be valuable resourcesli@nt-partners. Examples to demonstrate

this are:The Thinker “has got many people (friends of his father etc.) lined up to
speak with"; The Architect ‘already spoke with her mother's uncle about fashion
design'; andThe Undecided’'s'mother went to a dietician whom she can also visit to

find out what a dietician does”. Research findings indicate that open, communicative

relationships between client-partners and their fasiire a good indicator for application of
asset-based principles as the family can be a systerssets to the client-partner. Thetal.
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(1998) are in agreement with this as they proclaim thanpsudo play an important role during
their children’s career development. In this regard, stased that parents who value high career
aspirations for their young, motivate their childrenl @cknowledge their achievements (Thom
et al, 1998). The influence of parents on career developnsenteil documented by the
theoretical approach of Roe (Maree, 2002). Roe (Roe & ¢loong, 1990) states that parental
behaviours, such as emotional support and acceptance diiltheshape the child’s orientation

towards careers.

Another factor related to family dynamics that impdobe the career facilitation process, was
that of parental expectations. In this regdrde Golfer's mother related that she had her own

ideas but trusted her son’s judgment, even though she segrasr concern with regard to her

son having only one career goal and not considering any optiens. | reflected'even mom
said, near the end of the session, she didn't want to sound negative but she would
have liked to know if we will only focus on the golf or will we investigate other

routes as well”. | experienced her expectation as conflicting with wthatgoal of the career

facilitation process should have been Tare Golfer The following question arises: Should we
focus on the client-partner’s need to stick to a peat he really wants to achieve, or should we
also consider the parent’s need to investigate altgenatireer options? In this regard, Young
and Valach (1996) hold that parents see the choice ota@upation as their child’s right, and
that successful parental interaction with regard toeerachoice should be intentional and
planned. In accordance with this, Isaacson and Brown (2000:@f&0)t that parental ambition
for a youngster may affect how he or she looks at the world and at occupstieciScally.
Consequently, when applying the asset-based principle aboodtion, the parents are regarded
as one of the stakeholders. As such, their expectasindsambitions are of great importance,
and significantly influence the asset-based careditdion process, because of its collaborative
nature. The process needs to be facilitated accordingly.

4.3.1.4SUB-THEME D: CAREER INTERESTSF THE CLIENT-PARTNER

Making a career decision is complex (Gati & Asher, 20G1ould seem that the more career
interests a client-partner fosters, the more difficiil is to facilitate asset-based career
exploration. In this regard, Herr and Cramer (1996:627) wiibereasing occupational
information per se has been found not to lead to an increase in vocationatmlitiéon’. Baker
(2002) highlights the importance of career exploratioretiuce career indecision. According to
Holland’s career choice theory, a differentiatedivitibal is someone with a clear interest in
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three of the six career categoriefNel, 1999; Herr & Cramer, 1996). Moreover, in an
undifferentiated individual all six categories are repnese in more or less the same strength
(Nel, 1999; Herr & Cramer, 1996). In my study, this phenamneaiso presented itself: It seems
that both differentiated and undifferentiated careerrasteprofiles influence the asset-based
career facilitation process. Examples include the valig: As an undifferentiated individual,

The Thinker was told by a career counsellor tHae can do anything and everything”. For

this reason he seemed to be a good candidate for asedtdaaser facilitation, because of the
self-knowledge and career knowledge that can be obtamedgh exploration (refer to figure

2.6). In addition, it seemed that the process appealed tbdtausé he seemed pleased with
the process of exploration using people and institutions around him” Likewise, The
Undecided is another undifferentiated individual, wHais /ntferested in becoming the
following: a dietician, or auditor, or radiologist, or a psychologist”. She has not made a
decision yet and is confused as to which career to putSte seems eager to participate

in the exploration’ because they want to be able to make a decision”. The career

facilitation process could assi§he Undecidedn deliberating which of the interests she most
likely would choose.

The Architect started with an undifferentiated profile, as she \wwdsrested in architecture,
jewellery design and fashion design. Even though the rsaagee related, she was not sure which
one will be the best for her. It seems that througgetbased career facilitation she recognised

that she is interested in fashion design and jewedlesjgn, but soon realised shea a dream
to become an architect” In this regard she reflected the followi\gre were at the
architect and I heard very interesting things. This is my ideal work, no other work

for me, thank you! The work /s mine!” Thus, through asset-based career facilitation the

client-partner can narrow down career interestgderoto commit to a career choice.

The Golferis differentiated in terms of his career interesha$ias made his choice to become a

professional golferThe Golfer related that"Plan A is to become a golfer; he does not
want to think about a Plan B. If there is a Plan B then the motivation to give up Plan
A is bigger, because of the opportunity to fall into the safety of a Plan B.

% The six career categories according to John HollandResadistic, Investigative, Artistic, Social, Entrepeerial,
and Conventional (Nel, 1999).
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Therefore, he'd rather work harder at Plan A than fall into the safety of a Plan B”.

This viewpoint ofThe Golferchanged the focus of the career facilitation pro&ress exploring
different careers to exploring different ways taafe his dream. As such, the asset-based career
facilitation process can be used as a flexible framkewathin which a client-partner’s career

development path can be improved, in addition to conrmgitb a career choice.

In addition, The Decidedappeared to be differentiated as well, as she made tesrahoice

before she took part in this study. She agreed to pargcipahe study to confirm her choice.
After the process she reflectéfor a /earner like me who has not made contact with an
architect, it was a very informative event.” She found confirmation and commented that

she "now has a picture in mind to work for.”

Therefore, in terms of asset-based career faaiitatihis sub-theme seems to underscore the
views of Nel (1999:55) who writeghe implication... is that the undifferentiated person will
have greater difficulty in deciding on a career, while it is eaBerthe differentiated person to
make a choice’ln addition, both undifferentiated and differentiatédnt-partners can benefit
from an asset-based career facilitation process.isnreélgard, Isaacson and Brown (2000) state
that the need for career development stems from rcatedlenges such as undecidedness.
Consequently, an asset-based career facilitation raoesd benefit both the client-partner that
is faced with the challenge of having too many careeopgtias well as the one who feels
threatened by the challenge of having one choice andraeradevelopment path.

4.3.1.55UB-THEME E: PREVIOUS CAREER ASSESSMENT EXPERIENOQE THE
CLIENT-PARTNER

Client-partners that partook in career assessments tpritns study seemed to have differing

perceptions about the asset-based career facilitgifmcess. These perceptions did not

necessarily hinder the asset-based career facilitgioness because the process seemingly

addressed some needs that arose from previous assesstndews examples will now be

presented.

The first need | identified was the need to expldwe possible careers that had been suggested

during the career assessment. In this regard, | reflettedtThe Undecided ‘a psychologist

named a couple of careers and these seemed interesting to her.” Following this

comment | explained how traditional career counsellifigmdid from the alternative perspective
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and "they seemed pleased” with the process. After completion of the careerilifation
process she reflected that st@iscovered which of the three careers she likes..and
knows now which universities she can go to, and how many years she will need to

study”

Secondly, it seemed that client-partners needed catiom of guidance done previously. An
example of this need became evident whiée Decidedagreed to be part of the asset-based
career facilitation process in order to verify a suggastiade by a previous career counsellor.
The same applies tbhe Undecidedwho was given three or four career options by hezera
counsellor, prior to the asset-based career faaditgdtrocess. | assume that these client-partners
would not have taken part in this study if they had begtam about their choices.

Thirdly, some client-partners seemed dissatisfied thhexplanation of results during previous
career assessments. For examples Architect’saptitude was assessed, but according to her the
results were not explained, resulting in her not undedstg what the different scores meant.
She wanted to know whether or not her profile fitted mtprofile for an architect. During the

facilitation sessions we compared her new-found knowledgeahitecture with her existing
knowledge (aptitude profile) and she reflectét:made me think and it was guite nice! It
is my ideal work!” \n addition, The Thinker expected more from his career counsellor, who

had advised him that he could choose any career he wanted to

Fourthly, when seemingly vague recommendations are maelet-partners need more guidance

from the career facilitator in terms of facilitatingreer development. For examplée Thinker
said he" has had a previous experience with regard to career counselling at school.

He was not very happy with the process, in fact, he is angry because they told him

he can do everything”. After | had explained the exploration activities within tb@reer
facilitation process, and how the use of personal and@magntal assets are core factors with
which self-knowledge and career-knowledge can be obtairfled, seemed pleased.” |

experienced his willingness to explore as a positiveatdr for acquiring self-knowledge and
career knowledge.

Consequently, from my study it seems that an assetdbzeer facilitation process could work
well with client-partners that had undergone formal @aessessment. Regarding the needs that

emerged from the client-partners’ previous experiences géateer assessments, | concur with
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Prinsloo (1999) who recommends that the career facilit@ware of factors such as the client-
partner in context; indecisiveness and unrealisticetarigoices; general skills that contribute to
total life management. She concludes that such factersen as imperative to the changing
world of work (Prinsloo, 1999). Thus, an asset-based cdesditation process should be
characterised by flexibility and client-centerednesssd agree with Herr and Carmer’s (1996)
suggestion that a client-centred approach in career ctingsebuld provide a safe and
accepting environment in which career planning might be esgblo

4.3.2 MAJOR THEME 2: THE IMPACT OF APPLYING ASSET-BASED PRINCIPLES
AND STRATEGIES IN CAREER FACILITATION SESSIONS

A second major theme that emerged from this studyth@smpact of asset-based principles,
such as collaboration between the client-partner aactcareer facilitator. Linked to the impact
of asset-based principles is the impact of asset-bdsatggges such as implementing asset-
mapping as a tool during career facilitation sessions.apdication of asset-based principles
and strategies impacted on the role of the careelitddor and generated advantages and
disadvantages relevant to the use of the asset-bppszhah in career facilitation.

4.3.2.1SUB-THEME F. THE CHALLENGING ROLE OF THE ASSET-BASED CAREER
FACILITATOR IN CAREER FACILITATION SESSIONS

The asset-based approach advocates a partnership belwdeaxilitator and the client-partner

(Ebersthn & Eloff, 2003; Mokwena, 1997; Page-Adams & Sherrdd#9v). In some instances

this partnership resulted in beneficial outcomes. Theneestip between myself anthe

Architect andThe Decidedresulted in them visiting an architect and experiencingoboration

for their career choices.

The ArchitectandThe Decidedwere both interested in becoming architects. Noneevhthad
an architect as an asset to visit. At the time, my dostand | were busy designing our new
house and we consulted an architect-friend of ours. tifgghand mobilised the architect-friend

as an asset and arranged a meeting for the two dieewisit him. They reflected'I hAeard and
saw very interesting stuff today!”and "I would recommend any one to make contact

with the real life” According to their reactions it seems that makingdircontact with a

person in a certain career can be a very helpful itoglathering authentic career knowledge.
Isaacson and Brown (2000) report that a benefit of intes/igith career representatives is that
it is interactive and inexpensive, although accessibilitycareer representatives is limited.
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Greenhaust al. (2000) agree with Isaacson and Brown (2000), and emphasisepgbaance of

contact with employees when gathering career infoonati

| decided to join them during the visit. The reason famijg them was to thank the architect in
person for the opportunity of visiting him. Joining the chpattners was both rewarding and
challenging. It was rewarding as | learnt many things abuaaltitecture during the session and |
was able to facilitate career knowledge through parapigasiformation and asking the

guestions the client-partners seemingly missed. In additiee following challenging question

with regard to the possible practical strain of accompanglient-partners on such visits was
formulated in my mind: How practical will it be for arear facilitator in practice to accompany

client-partners on visits?

During our visit | observed the followind:We asked the architect’s assistant to tell us
about being an architect. I saw the architects assistant being a bit nervous
because she had a dry mouth and flashed red as she seemingly struggled to put her
life’s work into words. Immediately I wondered about the way in which people
experience being part of a collaborative effort for the first time. It seemed that
the client-partners listened with great attention and asked many questions. I
experienced my role in the situation also as facilitator because I reflected what
the architect said and asked questions that I thought the client-partners missed.
Another thought came to mind: I now have first hand information which I can

Share with another client-partner who has the same interest.” Thus, although the visit

seemed a fruitful one because of valuable career infarma&ained, more questions arose
regarding the experience of stakeholders in the processs#t-mobilising, as well as the
practical implications for the career facilitaton this regard, Lapan, Osana, Tucker and
Kosciulek (2002:173) writecommunity career partnerships have the potential to draw into
working alignment the critical aspects of career development andethedcial contexts that

can either promote or inhibit growth’.

Asset mapping entails the identification of assets e client-partner is situated, and
graphically presenting these assets in order to initissetamobilisation (Eberséhn & Eloff,
2003) (Refer to Appendix K for examples of asset-maps ¢hamt-partners created). It was

challenging for me to explain the process of asset mgpund asset mobilisation to the client-
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partners without the luxury of first lecturing them &we theory of the asset-based approach, as |

do with university students. Therefore, as the facilithtteeded to backtrack many times. In this

regard | reflected about my thinking during a session Witk Golfer: "I realised I was too
quick for the process. I could see the links between the assets and the information
he needed. I found it very difficult to backtrack and explain my thinking
(alternative approach) to him in order for him to see where we are going. When he
realised what the process was about - that in order to have as much info on a
career as possible, you can use your assets (self and environment) to obtain it, the
session went a lot smoother - then he added golfing magazines and the internet to
his asset-map. In addition we found that he knew two professional golfers with
whom he had already established a relationship and he could contact them! We

realised he actually knows a lot about his dream career alreadly.”

Notwithstanding the challenge of explaining the assetdapproach | experienced the use of
the asset-map as a crucial part of the career fafitgprocessThe reason for asset-mapping
being crucial is to list possible familiar sources okearinformation. As such, | experienced the
application of the asset-map technique as a helpful tdotts on reference points for gathering
career information, under the condition that the tigartner fully understands the reason for

and use of creating an asset-map.

4.3.2.2SUB-THEME G: THE GOOD, THE BAD AND THE UGLY OF APPLYING ASSET-
BASED STRATEGIES IN CAREER FACILITATION
It would appear that an open and relaxed atmosphere ctiatepportunity for the partnership
between the career facilitator and the client-partioerbe strengthened. Lubbe and Eloff
(2004:36) write'an atmosphere of mutual respect and support, trust, and open communication
enhances [the process of collaboration] to enable all stakeholders involVedindicate the
advantage of a trusting atmosphere, for examigie, Thinker related information (not relevant
to career development) in confidence to me that wasisggnimportant to him and appeared to
make him more comfortable to continue the sessionsreldre, applying the principle of
collaboration might create a supporting atmospherecthat! set the scene for successful asset
mobilisation. It could be said that such a supportive atmospt@nstitutes a person-centred
approach to asset-based career facilitation, becaube oéspect for initiative and freedom the
client-partner enjoys (Gothardt al, 2001; Meyer & Van Ede, 1998). Egan (1998:41)
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emphasises the importance of collaboration in theimglrelationship and writefhelping is not
something that helpers do to clients; rather, it is a process thpefseand clients work through
together’.

Furthermore, it appears that the use of standardisesdceestbe a practical tool in the asset-based
career facilitation process. For example, | discuskedesults of the MBTI and gave the client-
partners the opportunity to confirm or reject the rasuft this regard, the administration of the

MBTI initiated certain remarks. | reflected, during a smsswith The Thinker, "we did
manage to discuss the MBTI-results and he enjoyed it. Especially when we got into
details like the number of questions he chose that indicated that he preferred the
Introversion-option as opposed to the Extraversion-option” and The Golfer reflected
‘the test was very accurate and made me realise characteristics that I never
thought I had.. I feel more positive about my personality and I understand more”
andThe Architectsaid“ /+ made me think about who and what I am and how I am put

together.”

Contradicting literature exists regarding the use of psy&hric testing in career guidance. Herr
and Cramer (1996) are of the opinion that criticism agdhestuse of psychometric testing in
career counselling is based on counsellors’ premise to suggemmediate career choice. This
sub-theme would suggest that Prediger's (1994) assertion, hwdaisely that psychometric

testing can be valuable to clients if they are not usedmechanical, ritualistic fashion.

It seems that the asset-based career facilitatiocepsocan be a very lengthy process and could
add to frustration and even possibly impair the outcomth@fcareer facilitation process. As
mentioned earlierThe Undecidedfelt frustrated with the amount of time the procéssk.
Furthermore, with the client-partners having busy schedildsgcame difficult to keep to a
strict six-week process. Sessions were cancelled anedriovfit into the programmes of the
client-partners. The Undecided cancelled many times, leaving the facilitation process

fragmented and adding to the frustration. She reflettbdcause time is a factor for

everyone I feel that many of the sessions were unnecessary” The Thinker quit the

sessions because he reportedly became too busy with pergtien for his final examTlhe
Decidednever had the opportunity to attend a session and wis ltahverse over the telephone.
Consequently, it appeared as if the length of the céaeditation process hindered the practical
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application thereof. In this regard, Isaacson and Br@000:389) explain the structure of career
counselling, referring to the fact thaost career counsellors find that it takes longer [than 3
weeks]'to select a career. Thus, another possibility coulthethe course of the asset-based
career facilitation process was hindered by the schedfildse client-partners, rather than the
process taking too long.

As a result, armdvantageof using the asset-based approach during career faciiitagiems to
be the non-threatening atmosphere and qualitative use ofiqregtric tests, whereby client-
partners might feel more in control of their cardewelopment. Adisadvantageof using the
asset-based approach could be the amount of time comsidecessary to do thorough

exploration.

4.3.3 MAJOR THEME 3: THE IMPACT OF THE OLD PARADIGM ON THE USE OF
ASSET-BASED PRINCIPLES

The last major theme deducted from the study is the ingddbe old paradigm on the use of the

alternative asset-based approach. The impact is recdghisrigh the observed expectations of

client-partners that the career facilitator shouldaienin the expert-role. Another impact is seen

through the apparent resistance of client-partners patieof the partnership.

4.3.3.1SUB-THEME H: CLIENT-PARTNERS EXPECTATIONS THAT THE CAREER
FACILITATOR IS THE EXPERT
Previously, the role of the career counsellor washédfias the provision of career information
which distinguishes career counsellors from other forms of counsellfidiurst, Jassat &
Adendorf, 1999:189). My research goal was to apply and explorewaparadigm to career
counselling. | wanted to explore a new paradigm and imgtéra different career counselling
role. This new career counselling role is described IysPo (1999) as the joining of personal
and career counselling, where the career counsellor lescarfacilitator of career development
rather than the giver of advice and expert solutions. Was not an easy task, because of the
entrenched nature of the medical paradigm (Lubbe & ER0i04; Eberséhn & Eloff, 2003) and
the fact thatclients enter counselling with varying expectations about the roles ahdythe

counsellor will play’(Whitaker, Phillips & Tokar, 2004:309). | asked myself during segsion:
‘was I still busy with old career exploration and assessment...” Constant reflection and

setting session goals helped me to focus on the féoilitpart (Lubbe & Eloff, 2004; Baldwin,
2002). This study shows that career facilitators shoulddyé ta client’'s counselling goals and
supports Niles, Anderson and Cover’s (2000:142) finding that rcazeensellors should
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‘sensitise their clients to the fact that their career coumsglyoals may need to be revised as
the counselling process unfolds’.

To focus on facilitation became difficult whd@rhe Undecidedappeared to expect something

different from what was offered through facilitatiohne Undecidedreflected later I fee/
that the sessions did not determine any other careers that would suit my specific

aptitude”, | experienced her attitude as also expecting of me tonbelé paradigm career
counsellor’ who can offer solutions to her career gatéstions. In addition, she felt frustrated

with the lengthy process and commented thét cou/d rather be one whole morning or

day than one day per week for a month.” This is an old paradigm prospect, because when

you apply the medical model in practice, clients arempaper-based psychometric tests on the
basis of which the counsellor makes career suggestimhsagely follows through with assisting
the clients in exploring their self-knowledge and earknowledge (Ebersohn & Eloff, 2003;
Patton & McMahon, 1999; Prinsloo, 1999; Rayman, 1999; Herr, 1997).

The importance of exploration in career facilitatisimade clear with the following statement of
Isaacson and Brown (2000:388kafteer counselling involves much more than matching a
person to an occupationin this regard, Gotharet al (2001:41) criticise the medical model of
intervention because it placegrofessional knowledge and diagnosis [at] centre stage [and
provides] advice and information [with] one possible implication...that trentliltimately has
limited access to support in the formulation and development of career alwhsthe
reconciliation of career decision’Gothardet al (2001:42-43) argue the importance tie
nature of the relationship between the participants in the careerrfipimiocess, i.e. that the
Rogerian core values of respect, genuineness and empathy need to be presdnile..
Weinrach (2003) believes that the person-centred perspectivecaatribute to career
counselling in modern times. In this regard, Multon, Efledton, Heppner and Gysbers (2003)
stress the significance of a working alliance betweencitunsellor and client. As such, this
study supports the significance of a changing role forctreer facilitator, but also shows the
difficulty of opposing the traditional approach and theliegpclient expectations.

4.3.3.2SUB-THEME I: RESISTANCE OF THE CLIENT-PARTNER TO BE PART OF A
PARTNERSHIP
Lubbe and Eloff (2004:36) writeollaboration means the sharing of ideas in a joint decision-

making and problem-solving process directed toward a common. géaérséhn and Eloff
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(2003:16) describepartnership as individuals joining together. Tang (2003) advocates
collaboration as part of future career counselling. éhsethatfThe Undecidedvas reluctant to
form a partnership in the asset-based career faalitgirocess, because as client-partner and
career facilitator we did not share a common goal. Myetalsased career facilitation goal for
The Undecidedwvas for her to explore the career options she eéxped at the time of career
facilitation. Seemingly, her goal was for me to adv¥ise on new careers. She expected of me to
be the expert and to fit her personal profile to aablet career environment. In this regard, |
experiencedlhe Undecidedas resisting participation in the career facilitatjgrocess, as she
seemingly expected me to make the career choice onemalfbFurthermore, she gave the
impression that she was hesitant to contact othkelstdders because she listed a dietician and
explained how accessible this asset is, but never gotdtoucontact the dietician. | felt that
The Architect on the other hand, did not resist being a partnemuBecshe acted on our common
goal (which was to find career information) and she pdaseveral universities to enquire about
admission regulations. The same could be said aldmtGolfer,who contacted his professional

golfer friends to enquire about golfing bursaries.

4.4  CONCLUSION

| conducted asset-based career facilitation procesdésfme (5) client-partners in order to
investigate the application of the asset-based approaaheasative to the medical model. A
major theme that emerged from this study relatebheédmpact of individual factorsuch as the
age of the client-partner, personality traits, carggerests, exposure to previous career
assessments and unique family dynamics. Two other magometh that materialised wettee
challenging role of the asset-based career facilitatnod theimpact of the old paradigm on the
use of asset-based principlds this chapter, | discussed the themes by giving exarqoid
argued the reliability of the themes against the backdrogxisting theory. The themes that
emerged elicited more questions and directed ideas withdreégaimplications for career

facilitation training as well as recommendations fotlfar research (refer to chapter 5).

Themes were discussed against the backdrop of existing aildbkevditerature from two
separate fields. The first body of literature is widgard tocareer facilitation located in the
broader framework ofareer psychologyThe other body of literature is that on #eset-based
approach located in the larger field @dommunity psychologyuring analysis and discussion of
the themes, many questions about my interpretationguett me, as the literature that combines
these two fields is limited. Such questions continupetiplex me, as | am conscious of the fact

that themes could have many different interpretations.
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CHAPTER FIVE

Reflections, Challenges and Recommendations

5.1 INTRODUCTION

In this chapter a brief overview of the previous chaptemovided. Thereafter the conclusions
of the study are discussed by answering the researchiomsesnd elaborating on the
conclusions. Next, the way in which the quality cidgewere applied to ensure a trustworthy
study is illustrated, and | describe how my role, asrédsearcher, unfolded in the study. The
challenges of the study are discussed, followed bgmewendations with regard to further

research, career development practice and careetafia@il training.

5.2 OVERVIEW OF CHAPTERS

Chapter One included an introductory orientation and discussion, wheeerationale for the
study was stated in conjunction with the research questiod accompanying research
objectives. | briefly sketched the context of the imgum terms of two aspects. Firstly, current
concerns with regard to career theory on the internatifront were dealt with, and secondly,
the development of career psychology in South Affidas discussion of changing international
career trends and emerging South African career develaprfiorms the theoretical backdrop
for my study. The chapter also provided an outline ofparadigmatic perspectives, as well as
an overview of the choices made with regard to thearebedesign, research methodology,

ethical strategies and quality criteria.

In Chapter Two attention was given to the theoretical frameworkvae to the study. This
chapter included a discussion of the asset-based appnoddiowa this approach reflects tenets
of the positive psychology movement found in current pshpgical thinking. An overview of
the development of exploration as part of careellit@oon was provided. Relevant literature
that relates to the research question was discusska proposed link offered between the asset-

based approach and career facilitation.

Chapter Three focused on a formulation of the aim of this study, @ as a methodological
research framework. | chose phenomenology as my thetaetical paradigm and a qualitative
research methodology, because | wanted to create agstieemilieu. Working qualitatively
complemented my phenomenological stance as | wasstedren the experiences of my client-
partners and myself as career facilitator. | seleateshstrumental case study as research design,
since it might facilitate an intense investigatiomhawhich | could answer the questidtow can

the asset-based approach be applied in a career facilitation practice?
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Furthermore, attention was given to data collectiorhoet and data analysis and interpretation
techniques. The chapter concluded with an in-depth discue$ measures to ensure a rigorous
study and of the ethical issues that were taken into aderadion.

In Chapter Four the analysis and interpretation of data were discuss@®njunction with a
presentation of the findings. Major themes were eklealron, alongside careful deliberation by

means of literature control.

A major theme that materialised in the data was thgaatofindividual client-partner profiles

on the use of asset-based principles. Individual chenisiits or factors such as the age of client-
partners, their personality traits, their family dynesnitheir career interests, and previous
exposure to career counselling seemed to have influehecdsset-based career facilitation

sessions.

Secondly, another major theme that surfaced wasnipact of asset-based principles and
strategies on the career facilitation sessions. Such assetibaisnciples as collaboration and
partnerships between the client-partner and the careditatar influenced the working
relationships between them. Asset-based strategies sadset-mapping and networking played
a role in the success of the career facilitatisss®sas. The role of the career facilitator evolved
through applying asset-based principles and strategies, asilpobenefits with regard to the
application of the asset-based approach in careeitddioih became clear.

Another major theme made apparent by means of the gtasityre impact of the old paradigm
on the use of an alternative approach. The impacteofriédical model surfaced in expectations
of client-partners that anticipated that the careeilit@or remain the expert during career
facilitation. In addition, it appeared as if client-pars resisted being part of the career
facilitation partnership.

5.3 REFLECTING ON THE RESEARCH QUESTIONS

The questions that guided this study were:

* What is career facilitation?

* What are the principles underlying the asset-based approach?

» How can the strategies of the asset-based approantplEmented during career

facilitation?
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* How do client-partners apply asset-based principles duaregec facilitation?
* How does the career facilitator apply asset-based ptascduring career facilitation?

» What are the possible benefits of applying asset-basedptemto career facilitation?

The first two research questions were discussed andeeaw in detail on the basis of the
literature study done in chapter 2. The following sectiotveseas a summary of literature

content on career facilitation and the asset-basedagipr

5.3.1 WHAT IS CAREER FACILITATION?

Career facilitationis a comprehensive alternative to career counsellingeaslient is viewed in
totality and the facilitator is conscious of the clisrother life roles.Career facilitationis a
compound for other terms describing the career helping mobaswith the distinct difference
that it incorporates assets from the client-partsewell as the environment, and relies on such
principles as client-partner ownership, shared respoigibiénablement, recognition of
sustainable skills and collaborative views.

5.3.2 WHAT ARE THE PRINCIPLES UNDERLYING THE ASSET-BED APPROACH?
A possible contribution of my study lies in my formulatiof asset-based principles and relating
them to career facilitation. The underlying principleshaf asset-based approach are summarised

and related to career facilitation in figure 5.1.

The underlying principles of the asset-based Applying the asset-based principle in career

approach facilitation

Client-partner ownership Client-partners own the right &ixercareer
decisions themselves.

Shared responsibility The client-partner and the career facilitator work

(Supportive relationship) together to achieve career developmental tasks,
such as exploration of career knowledge and self-
knowledge.

Recognise sustainable skills and enablement The cardéatacfocuses on enablement of the

client-partner, thus allowing for the client-partner
to make informed career decisions later in life.

Collaboration The career facilitator and the client-partner are
(Relationship driven) involved with a network of stakeholders that could
help in career knowledge.

FIGURE 5.1 The underlying principles of the asset-based appach and their application

in career facilitation

During the study these underlying principles of the assstebapproach were applied in career

facilitation sessions.
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The rest of the research questions were answered hysméaonducting the study. | shall now

address these questions.

5.3.3 HOW CAN THE STRATEGIES OF THE ASSET-BASED APPRCH BE
IMPLEMENTED DURING CAREER FACILITATION?

| designed asset-based strategies to apply in the cactiéafion process. Strategies pertaining

to the asset-based approach include: interviews; obsmryabst-modern exploration strategies;

asset mapping; asset mobilisation; and networking. Durirgystinidy, the following strategies

were implemented: post-modern exploration strategeset mapping; and asset mobilisation.

| used post-modern strategiessuch as collages (refer to Appendix L) and self-assedsme
activities (refer to Appendix L), as well as questionrsagempleted by family and friends (refer
to Appendix L). These activities were either done duringféoditation session or given as
homework assignments, depending on the unfolding of easiose The activities facilitated the
process of breaking away from non-interactive paperebtessting. The aim of such interactive
activities was to create an atmosphere in which thentgliartner could feel important and
valued. The study revealed the fact that such an atm@sphéanced the partnership between
the client-partner and the career facilitator.

It appeared to me that discussing the MBTI results murwtion with the self-exploration
activities and the opinions of the parents and friendsiged an opportunity for the client-
partner to experience the collaborative nature ottreer facilitation process. It was no longer
the counsellor telling the clients who they are, buterathe career facilitator and the client-
partners working collaboratively to discover the clipattners’ strengths. As such,
psychometric testing could be practical in an assetebeareer facilitation process, on condition
that an opportunity is created to discuss results queditatwith the client-partner.

Asset-mapping(see Appendix K) seemed to offer a starting point fromrevh@ mobilise assets

in the client-partners’ environments. Initially, | strughMith communicating the vast concept
of asset-mapping to the client-partners, possibly becaudid not explain the asset-based
approach as clearly as | would to university studentsdtfitian, a mind shift was needed to
fully comprehend how the approach is different fromtthaeitional approach. To redefine one’s
thinking is usually a difficult and extensive process. Tdwults of the study indicate that some
client-partners might still not be ready for an &dmesed approach in career facilitation. This

could be seen in them resisting being part of the partpeshistill expecting the career
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facilitator to act as an expert. Consequently, caundinbe needed when any client enters the

career facilitation process.

Asset mobilisationoccurred when client-partners felt comfortable witd tbsources and secure
enough to engage with stakeholders. It appeared that sorterof preferred to search the
internet whilst others enjoyed making contact withkekelders. The availability and

accessibility of assets seemed to be very importantglasset-mobilisation, as client-partners
did not choose to mobilise assets they perceived asessible. This study emphasises how
carefully a client-partner must be facilitated towamdseer maturity. The career facilitator
should be aware of different aspects such as age, pétrgdraits and unique family dynamics

when choosing facilitation activities.

5.3.4 HOW DO CLIENT-PARTNERS APPLY ASSET-BASED PRINRLES DURING
CAREER FACILITATION?
Client-partners were informed during initial interviewstttieey were expected to be partners in
the career facilitation process and to not merelyagatecipients of information. It seemed that
most of the partners agreed to and enjoyed the opportargiygage actively. On the other hand,
it seemed that some of them felt uncomfortable with phocess and the lack of an expert
counsellor in the lead. In this regard, they resistedgopartners and appeared to rather expect
answers from the process. Significant variables wersopatity, age, unique family dynamics,
career interests of client-partners and exposure toqueareer assessments.

5.3.5 HOW DOES THE CAREER FACILITATOR APPLY ASSET-BE® PRINCIPLES
DURING CAREER FACILITATION?

As asset-based career facilitator | was very cautimtigo provide conclusive information. The
goal of each session was to find information togethexxperienced this principle to have
worked well with the client-partners who were willing tetke on the responsibility of making
their own career choices. Contrary to this, | expemee difficulty with facilitating career
knowledge with the client-partners who were not readwiting to take ownership of their
career development. Factors impacting on this procekslen@ersonality type, the age of the
client-partner and the influence of the old paradigm.

| focused on search strategies and understanding theid@lf the context, as sustainable skills.

Whether these skills were imprinted is yet to be @qul. Sessions centred on problem-solving

as opposed to giving answers and information. | frequently adled-partners how we could
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obtain certain information or what we had that couldubed to help us with a solution. Again,
for those who collaborated fully it seemed to be laalale session, yet it appeared to frustrate
those who wanted more substantiedditional career guidance and answers. It seems that
suitable personality traits of an asset-based cafadlitator could be flexibility, open-
mindedness, and a willingness to adapt to the situatiogaaid of the client-partner.

5.3.6 WHAT ARE THE POSSIBLE BENEFITS OF APPLYING ASBBASED
PRINCIPLES TO CAREER FACILITATION?

The possible benefits of applying asset-based principleareer facilitation appeared to be:

» Creating an atmosphere where client-partners can besdi@s equal contributors to their
own career development.

» Assisting in identifying sustainable skills such as assgdping and asset mobilisation.

» Creating a tool with which to engage with people in autbesituations, which in turn can
result in the confirmation or contradiction of careboices.

* Considering the personal preferences and personalitys tiHit the client-partner in
conjunction with the personal preferences of the cafaaltator in applying a flexible
process such as facilitation.

» Carefully paying attention to where client-partners fihndniselves in terms of their career
paths as this will ultimately influence the nature & facilitation process. If client-partners
need to make decisions at the end of the process it tpggfacilitated differently to client-
partners that need confirmation for choices they hahdy made.

54 CONTRIBUTIONS OF THE STUDY

5.4.1 INDICATORS AND CONTRA-INDICATORS FOR APPLYINGHE ASSET-BASED
APPROACH IN CAREER FACILITATION

In an attempt to make sense of the data that werectamlleluring the investigation, | compiled a

two-fold list. On the one side | listed the charastes and settings that appeared to be

conducive to asset-based career facilitation. On ther sitle, | listed characteristics and settings

that seemed to hinder the application of the asset-basedaaphpin career facilitation. These

lists are presented in figure 5.2.
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ASSET-BASED CAREER FACILITATION

INDICATORS

CONTRA-INDICATORS

An asset-based career facilitation process
contribute to the refinement of career
interests after a more “traditional” caree€

assessment resulted in undifferentiated career

interest profiles.

An asset-based career facilitation proc
seems to work well where there is a trusting
open and collaborative relationshipbetween
the career facilitator and the client-partner.
Psychometric teststhat allow for the client
partner and the career facilitator to deliber
the results, fit into the asset-based viewing
the client-partner.

The asset-based career facilitation proc
seems to be favourably influenced by clie
partners that seem to batural asset users.
An asset-based career facilitation proc
appears to be indicated when the pers

preferences of the client-partner constit
flexibility, networking and open-
mindedness.

An asset-based career facilitation proc
seems to be indicated when the client-partng
entering the workforce in the near future.

An asset-based career facilitation proc
seems to be indicated when tlamily of the
client-partner is recogniseds a system of
assetsf the client-partner.

The profile of an asset-based career facilitg
seems to be a person who Rexible,

adaptable and open-minded

The Profile of a client-partner that may
benefit from an asset-based career facilita
process appears to be: a client-partner at ar
of entering the workforce; a supportive fami
and with more or less the same persona

can An asset-based career
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facilitation proc
might seem boring and as a repetition ¢
traditional career assessment proceduféhe
same results are obtained.

An asset-based career facilitation proc
seems to béiindered if client-partners do
not understand or are not able to adhere to t
principles of the asset-based approach.

An asset-based career facilitation proc
appears to be restricted by client-partners
expect “traditional” expert advice from the
career facilitator.

If the client-partner resists being part of the
asset-based partnership, the asset-based ¢
facilitation process seems
indicated.

If the client-partner is not able to commit tg
lengthy process of exploration and self
growth, the asset-based career facilitat
process seems to be contra-indicated.

An asset-based career facilitation process
contra-indicated when the client-partner se
structure and control during the caree
facilitation process.

An asset-based career facilitation proc
appears to be contra-indicated when clig
partners expect the career facilitator to
inform them with regard to careeg
information.

If the personality profile of the client-
partner is in direct contrast with the
personality profile of the career facilitator,
appears as if the career facilitation proces
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Indicators and contra-indicators for an asset-basedareer facilitation

This study shows that the asset-based approach couddydeled as an alternative to managing
some client-partners gtefer the traditional person-

environment fit model. As such, the application of a pgradshift in a helping profession such

as career facilitation is hindered by téepectationsof clients as well as those of the career
facilitator. If the client is not ready to fulfil éhrole required by the paradigm shift, it might be
more beneficial to be flexible and apply an approachrtizdtes the client feel more comfortable.
Furthermore, this study indicates that the asset-beeeer facilitator should be sensitive to the

specific preferences of the client-partner. The studgsses the importance of a flexible stance



and an openness to adapt to client-partners’ choicesegtrd to the way they prefer to gather

career and self-information as well as make careasides.

5.4.2 COMPARING AN ASSET-BASED CAREER FACILITATION RRCESS TO AN
ALTERNATIVE APPROACH TO TRADITIONAL CAREER COUNSELING

In recent times it would seem that the post-modern petispeof Savickas ‘dds a personal

flavour to the process of career counsellififlaree, 2002:25). Maree (2002:25-26) states that

‘the [post-modern] approach provides potential protection against inaccurate diagnosis and

incorrect application of technology, including tests and inventari@gost-modern perspective

is suggested to be a viable alternative to traditionakcaheories (Richardson, 1993; Savickas,

1993). The asset-based career facilitation process s&ergssimilar to the post-modern

perspective to career development of Savickas (Maree, ZD@2)similarities between the post-

modern perspective and the asset-based career familifabcess are illustrated in figure 5.3.

SIMILARITIES BETWEEN:

92)

THE ASSET-BASED CAREER FACILITATION| POST-MODERN PERSPECTIVE OF SAVICKA
PROCESS
(Ebersohn & Eloff, 2003:11)

= Create a cycle of enablement. = Encouragement and expression of sglf-
development (Maccoby, 1981); enable rather

than fit (Lather, 1991).

Subjective understanding of the client-part
and shared knowledge.

Move towards perspectivity (Maree, 2002).

Person-centred perspective.

Person-centred perspective (Maree, 2002)

Networking, collaborative and relationshi

based career facilitation.

Teamwork through co-operation and emphasis

on relationship (Savickas, 1996; 1993).

Client-partner is the expert.

No more career experts — clients are treate
co-counsellors who interpret their own neg

d as
bds

and shape their own lives from a range| of
possibilities (Lather, 1991).
Collect information regarding assets from bjic- Active participation in the community
ecological system. (Savickas, 1996; 1993).
Client-partners have essential viewpoints. | = Career counselling has shifted from finding|an
optimal fit to meaning making (Maree, 2002)
Sustainability of skills in the client-partner. | = Establish which skills are needed to write the
next chapter of their life stories and acquiring

those skills (Savickas, 1993).

FIGURE 5.3 Similarities between the post-modern perspéiwe of Savickas and an asset-
based career facilitation process

Figure 5.3 illustrates the common ground found in both tlse-modern perspective of Savickas
and an asset-based career facilitation process. Iretd, Patton (2005:26) writes post-
modern approach to career education adopts very different theoretical and pedagogical
underpinnings than approaches based on trait-factor notions of career choice and inderstrial
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notions of education and workThe ultimate difference lies in post-modern carggr@aches
focusing on work experience and context, thus moving away finding a good fit between
worker and workplace’and rathetvalidating individual’s unique career experiencé€hrift &
Amundson, 2005:10).

It appears that the main difference between the post-moalgoroach and the asset-based
approach is the intervention strategy used. An assetdbeareer facilitation approach relies on
asset-mapping and focuses on capacities, whereas postancadeer counsellors draw strongly
from narrative therapy techniques (Ebersohn & Eloff, 2003rdd, 2002). Post-modern
narrative approaches emphasise story-telling as assdssm@frestorying’ as intervention
technique (Krieshok, Hastings, Ebberwein, Wettersten &@Qw999:212). In accordance with
this, Maree (2002:27) explains thatareer counselling has become more reliant on
autobiographies (life stories) than on results of ‘objective testing’;lwes are interpreted as

texts and careers as stories’

An asset-based career facilitation process is differem the post-modern perspective, because
an asset-based career facilitator recognises and foausdke giftednessof the individual
(Ebersbhn & Eloff, 2003). Through asset-mapping the indiVidaa be facilitated towards
reaching career goals. On the other hand, as the twoambgoare very similar (refer to figure
5.3), | believe that the goal of both narrative technicaues asset-mapping can result in self-
knowledge in the client-partner. Consequently, asset-mgppauld be incorporated as a
roadmap for the grand narrative of the client-partnehere sources of information are
stipulated.

5.5 ENSURING THE TRUSTWORTHINESS OF THE STUDY

Since this study is a naturalistic inquiry in which | mained a phenomenological perspective, |
took a number of steps to ensure the quality of the strefgr(to section 3.6). They are:
credibility, transferability, dependability, and confirmalyili (Seale, 1999). Their

implementations are discussed next.

5.5.1 CREDIBILITY

Poggenpoel (1998) describesedibility in terms of the confidence that the researcher shows
based on the research design, regarding the accuratg dihtings. As mentioned above, |
followed the strategies proposed by Seale (1999) to ensutbitite In this regard, | engaged

in the field of study for approximately 40 hours with fiveéent-partners. | made continual
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observations and kept record of these observations iseaneh journal. In addition | compiled
field notes during career facilitation sessions (refeAppendix F). | undertook an extensive
literature review of the asset-based approach and cla@hbtation in order to ensure that my
understanding of the principles underlying each concepuésttr what the literature suggests
(refer to chapter 2).

5.5.2 DEPENDABILITY

According to Poggenpoel (1998), if a studgépendablethe findings of the study would be the
same if the study was imitated with the same clientapes or in comparable situations. In this
regard, | left an audit trail (Seale, 1999) by keeping a a&pdile for each client-partner,

including the following documents: my research diary, ddéiedd notes, dated descriptions of
session activities, copies of homework assignments, pandonal reflections of the client-

partners (refer to Appendices E, F, K and L).

5.5.3 TRANSFERABILITY

Seale (1999) refers toansferabilityas the ability to generalise to larger populations. fabke
other readers to transfer the findingstheir known settings, a detailed description of each
participant and career facilitation session is providetk( to Appendices D and E).

5.5.4 CONFIRMABILITY

According to Poggenpoel (1998) the research procedures and reesed to be free from bias. |
worked from a phenomenological perspective to counter thiasgfore aiming at understanding
the personal meanings of client-partners. In this regardjsdd auditing to establish
confirmability of the study (Seale, 1999). My audit treainsisted of my research diary with
which | scrutinised my own developing thoughts regarding p@ication of the asset-based
approach in career facilitation (refer to Appendix E).

5.5.5 AUTHENTICITY

This study is authentic if a range of different readitiis represented (Seale, 1999). The
authenticity of this study is complemented by applying thgetabased approach, as client-
partners were regarded as the experts of their ownrcaeeelopment paths. This implies that
client-partners had to draw their own asset-maps mgakonnections regarding their career
issues. In addition, maintaining a phenomenological peets/e, | value the importance of

different viewpoints and attempted to report not only my ewperience, but that of the client-

partners as well (refer to Appendices F and K).
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5.6 THE ROLE OF THE RESEARCHER

| conducted this research both as researcher and as fapditator, thus involving myself in the
central activities of the research. This was useful experienced first hand how the application
of the asset-based approach unfolded. Due to the naturg stiudies, | have acquired the skills
to understand the process of asset-based careeratamiliand appreciate the paradigm shift |
propose. My understanding and appreciation of the assed-laaproach sensitised me in terms
of how | observed and constructed meaning from this pamleess, both facilitating career
choice and conducting research. This dual role was diffatutimes because of the intense
responsibility of working with clients and focusingteaition on research issues. As far as
possible | interacted with the client-partners with lsbperefraining from unnecessary, technical
information as well as being certain about my reseaiohs. | focused my attention on
describing the application of the asset-based approachod#ledted information with regard to
how it was applied.

5.7 CHALLENGES OF THE STUDY

The following are noteworthy challenges resulting frors gtudy:

5.7.1 | acknowledge that the absence of session transoggtresents limitations in terms of
data analysis, because the reflections in the redsegary are subjective reports.

5.7.2 The number of case studies (five case studiespredpbnd described in the research,
limits the depth of conclusion because the five casasnot be considered a
representative sample of the South African population

5.7.3 The type of case that was investigated limits cowoclssvith regard to other cultures,
because the cases are not diverse.

5.7.4 The themes that emerged from the study were ribegdny inter rater verification.

5.7.5 The dual role reflected in the study, where | adieth as researcher and career

facilitator, could have limited the accuracy of the iimy$, due to my twofold focus.

5.8 RECOMMENDATIONS

| make the following recommendations in terms of abssed career facilitation with regard to

further research and training.

5.8.1 RECOMMENDATIONS WITH REGARD TO FURTHER RESEARGN THE FIELD

* Research could be done regarding stakeholders in the bettktérmine their expectations
and experiences as participators in collaborative cdesglitation. Stakeholders include

parents, businessmen, universities and career facilitators
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* Research with regard to applying asset-based strategiesreer facilitation in a group
setting might be valuable.

* Another possible enquiry is the use of asset-basedrcfalitation in schools, as part of the
curriculum.

* More research is needed to explore the reciprocakinfle of personality traits and personal
preferences of career facilitators and client-partners

* More South African research is needed with regard & dstablished body of career
development knowledge. In this regard, research is neadadset-based career facilitation
as indigenous strategy.

5.8.2 RECOMMENDATIONS WITH REGARD TO ASSET-BASED CAER
FACILITATION TRAINING

» Asset-based strategies can be fitted into and made paraditional career counselling,
because they can be regarded as tools that students antiopeast can use to facilitate
career choice.

* Prospective asset-based career facilitators can lbedréo consider asset-based strategies
and principles as tools to facilitate career develognmeclients.

* More attention can be given to the skill of asseppiag during training at universities.

» Career facilitators can be prepared during training to uffereht career facilitation
techniques and to identify facilitation preferences @nthpartners.

5.9 CONCLUSION

Findings indicate that the asset-based approach can dutlgdss applied in career facilitation,
using asset-based principles such as collaborati@mt-gdartner ownership, shared responsibility
between facilitator and client-partner, and enablingcllent-partner through the identification
and practice of sustainable career developmental .skifiset-based strategies such as post-
modern exploration strategies, asset mapping, and rs$gisation prove functional within the
career facilitation process.

Furthermore, the possible contribution of applying thetalsased approach in career facilitation
lies in viewing client-partners as equal contributorshmrtown career development processes,
cultivating sustainable career development skills andlitéitng access to authentic career

situations against which career choices of client-pasto@n be measured.
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This study sparked the need for further meaningful researaetermine the experiences of
stakeholders in collaborative career facilitation.olmer to address the vast need for career
facilitation in South Africa, research needs to be domé¢he feasibility of applying asset-based
career facilitation in group settings, specifically ag pathe curriculum in schools. Research on
the reciprocal influence of personality traits and peas$ preferences of career facilitators and
client-partners could favourably influence career fatitin practice and training. The asset-
based approach is one way of attempting to address the daédumited indigenous career
development strategies available in South Africa. Mesearch with regard to indigenisation

and indigenous career development strategies is needed.
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