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FOREWORD

When I started university in 2001, I did not intend to major in psychology. My plan was
to start out in a 3-year Bachelor of Arts degree, get my feet on the ground, and then move
into an Honours Bachelor of Science degree in my quest to earn a PhD in kinesiology. Like
many, my career trajectory was not at all what I had expected.

I still love the field of kinesiology, but along my way, I became fascinated with
psychological science. A large part of this was due to phenomenal mentors who helped me
to better understand the questions I was (and still am!) truly passionate about.

This book is written in thanks to those mentors—I'm aware that not everyone meets the
right mentor at the right time to help clarify possible career paths. By compiling chapters
written by experts across Canada, I'm hopeful this book might be the right resource at the
right time for future psychological scientists who are finding their own career paths.

I'm going to give away the ending to this book before we start. What can you do with
training in psychology? I have 2 answers to this question—one more general, and one more
specific.

The general answer is: a lot. As you will learn about in Chapter 1, employers desire
attributes including:

* analytic and quantitative skills

» problem-solving skills
e written and oral communication

* leadership

Evidence-based psychology programs all explicitly include content related to these
attributes. For example,
« Statistics courses teach skills in data collection, analysis, management, and reporting.

* Methods courses teach how to design a study to test a hypothesis while carefully
considering issues related to sample size, replicability, confounds, and generalizability.

* Students in psychology learn to search for, interpret, and apply scholarly research.

* Many students also engage in writing, oral presentations, ethics training, and data
collection as a research assistant.

These experiences all build valuable and marketable skills for careers both in and out of
academia. Thus, one strategy when looking for jobs is to go look at job requirements in a
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posting—you might find that you meet the requirements for more jobs that you initially
expect.

The more specific answer is based on my opinion and experience. I recommend working
backwards when looking for specific career paths. Find examples of what could be your one-
day “dream job.” You might do this by going to the websites of your favourite organizations.
Identify current employees in roles that you one day would like to have. Using tools like
LinkedIn, identify the career trajectory that brought them to those jobs. For example, it’s
not likely that someone begins their career as CEO of Microsoft. What career experiences
helped those professionals to develop the expertise needed for your some-day dream jobs?
Once you've identified some of these key career milestones, you can begin identifying
opportunities that are available to you where you are now to help you get there.

Throughout this book you will learn more about career search strategies, career
opportunities related to psychology, and just some of the many ways that psychological
science has been applied to opportunities and challenges facing our society. I want to
highlight that this book is not grounded in “pop-psychology.” Indeed, many harms have
been caused by the misunderstanding and misapplication of psychology. For this reason,
this book emphasizes the rigorous application of scholarly work to maximize benefits and
minimize harm at the front lines.

As with any science, the discipline of psychology continues to evolve. I hope that in the
next 10 years, we know significantly more than we know now and that our methods and
applications will be stronger than they are today. Thank you in advance to the students
reading this who will go on to do great work, building healthier and stronger communities.

I want to thank the contributors to this book: I'm inspired by the many people who
dedicated their time, effort, and expertise towards this open access resource so that this
knowledge can be freely shared. Finally, I want to express sincere thanks to the students who
participated in the development of this book by sharing their feedback and insights—thank
you!

Amy Carpenter

Meghan Costello

Hailley Dias

Kaitlyn Forbes

Diana Ingham

Sally Lee

Su Hyun Lim

Hope Mitchell

Olena Anna Pankiw

Shoshanna Paperny

Prarthana Pathak

Emma Rooney

Shahnawaz Towheed

Talya Wollner

A note on revisions: As with any new book, and any electronic source, there may be a time
when a link is broken, or a typo is found. There may also be ways for us to increase the
accessibility of the book based on the experiences of readers (e.g., editing how AltText was
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used, etc). In instances like these, please email Meghan Norris at meghan.norris@queensu.ca
and revisions will be made directly into this version.

Substantive content changes will not be made in this “live” version. Any new versions of
this book completed in collaboration with Meghan Norris will be published as a new edition.
This version of the book, though widely applicable, focuses on the Canadian context. It is
hoped that others might also adapt this source for their contexts, providing reference to this
original source. Suggestions for citation format can be found at the end of each chapter.

Please reference this chapter as

Norris, M. E. (2019). Foreward. In M. E. Norris (Ed.), The Canadian Handbook for Careers
in Psychological Science. Kingston, ON: eCampus Ontario. Licensed under CC BY NC 4.0.
Retrieved from https://ecampusontario.pressbooks.pub/psychologycareers/front-matter/
foreword/



DEDICATION

To my friends, colleagues, and mentors: I hope that this book helps to spark in others others
the curiosity that you continue to inspire in me.
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AN INTRODUCTION TO CAREERS IN THE
PSYCHOLOGICAL SCIENCES

Meghan E. Norris, Department of Psychology, Queen’s University

Tyson W. Baker, Department of Psychology, Queen'’s University

WELCOME TO PSYCHOLOGICAL SCIENCE

Welcome to the world of psychological science-I'm so thrilled to share the world of
psychological science with you. If you are feeling apprehensive about the word “science,”
don’t let it throw you off. Although psychology is a science (more on this below!), I want to
encourage you to think of science like a power tool: you might be a bit apprehensive at first,
but once you learn how to use the tool, things become incredibly exciting. You will get some
information on the tool of science in this chapter, with more to come in the chapters to
follow.

With our science-power-tool in hand, we can systematically explore, evaluate, understand,
and solve questions that we care about. For example, understanding how, when, and why the
brain can re-write itself is a) cool, and b) allows us to use this information in contexts such
as everyday learning, and recovery from trauma. Science allows us to measure and evaluate
efficacy of treatments, including psychotherapy, providing us evidence that a specific
treatment is worthwhile and won’t cause harm. Science allows us to understand basic
behavioural phenomena like bystander apathy (the tendency for bystanders to not intervene
in an emergency), and then it allows us to create interventions based in empirical evidence
that will facilitate bystander engagement. Applying scientific methods allows us to create
better communications so that people will behave in healthier ways, to design playgrounds
to promote active play, to create healthier and more efficient work-places, to develop
prevention and harm-reduction programs that work, and to optimize sport performance
(just to name a few benefits). By using the scientific method to systematically explore
questions like this, we a) can communicate more effectively with our colleagues in other
areas by virtue of a common framework, and b) most importantly, have confidence that we
are making decisions about how to proceed in any context with the support of empirical
evidence.
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Notice that there are many contexts in which we can apply psychological science. In this
book, we are only going to cover some of the many contexts where psychological science is
relevant. Notably, I'm hopeful that future editions will cover more in-depth areas including
cognitive psychology, school psychology, the psychology of teaching and learning, and
disability management. For now, I'm hopeful this text will provide a strong foundation that
we can jump from.

With that, let’s dig in.

WHAT IS PSYCHOLOGICAL SCIENCE?

Although the terms psychology and psychological science can be used interchangeably,
it is important at this point to re-state that this book approaches psychology as a science.
Psychology is the scientific study of brain and behaviour. This means that in the quest
to understand brain and behaviour, the scientific method is applied. Thus, those training
in the field of psychological science are developing the skills to notice patterns, develop
hypotheses, systematically test those hypotheses through measurement, draw conclusions,
and use those conclusions to create or refine hypotheses in an ongoing process that
continually gives us a more accurate and precise understanding of brain and behaviour.
To establish clear boundaries, psychology is not using gut intuition to understand people.
Psychology is not making unfounded assumptions. Psychology is not mind reading. Instead,
psychology is doing careful background research. Psychology is carefully collecting
observations in a systematic way. Psychology is ensuring that observations are collected
in an ethical way. Psychology is having strong understanding of research methods and
data analytics so as to have the tools to carefully evaluate quality of evidence. Psychology
is having awareness of validity, reliability, and generalizability of research findings to
appropriately apply research in practice and future research. Psychology is ensuring that
ethical responsibilities are met. In this book, we will highlight the ways in which the scientific
method has been used to understand brain and behaviour, and we will help you to make
important connections between training in the psychological sciences and the many careers
that this training prepares you for.

Highlighting the reason this book was created, surprisingly (to us), despite developing skills
and knowledge in the science that underlies the wide variety of applications of psychological
science, many students do not immediately see the value of their undergraduate degree
in psychology when it comes time to employment (Borden & Rajecki, 2000). One goal of
this book is to overcome this gap: psychology is an incredibly popular major (e.g., Higher
Education Research Institute, 2008), and students who receive training in psychology
develop concrete skills and knowledge that employers want. This book was carefully curated
to highlight the many ways you can apply your training in psychology to a wide variety
of careers. Further, this book was carefully curated to highlight the many ways in which
others have applied their training in psychology to solve important questions related to the
brain and behaviour. As with any science, we are continually developing and learning. If you
are interested in the brain and behaviours, generally speaking, and if you get excited to ask
questions, search for answers, and then to apply what you've learned, you are in the right
place. If you are feeling unsure, that’s okay. Hopefully the following chapters shed new light
on the field of psychological science to help you as you develop your long term career goals.
If you decide that psychology is not for you, that’s also a win: it’s important that you find an
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area to work in that meets your personal goals. It’s likely that you will interact with someone
who is working from a psychological science framework during your career, and we hope
this content gives you a common framework from which to work.

WHAT DO EMPLOYERS WANT

According to a survey of employers conducted by the National Association of Colleges and
Employers (2016), the top 10 most highly rated attributes of job candidates were:
Leadership
Ability to work in a team
Communication skills (written)

Problem-solving skills
Communication skills (verbal)
Strong work ethic

Initiative

Analytical/quantitative skills

© ® N9 0B WD

Flexibility/adaptability
Technical skills

._
e

Although many students might not see how their psychology degree is relevant for the
workforce (Borden & Rajecki, 2000), undergraduate training in psychology directly and
intentionally addresses at least the first 9 of the top 10 rated attributes desired by employers,
and likely all 10. Indeed, the American Psychological Association specifies 5 goals and related
learning outcomes for undergraduate programs in psychology which have direct overlap
with the above listed attributes that employers seek (American Psychological Association,
2018):

Goal 1: Knowledge Base in Psychology
1.1 Describe key concepts, principles, and overarching themes in psychology
1.2 Develop a working knowledge of psychology’s content domains
1.3 Describe applications of psychology

Goal 2: Scientific Inquiry and Critical Thinking
2.1 Use scientific reasoning to interpret psychological phenomena
2.2 Demonstrate psychology information literacy
2.3 Engage in innovative and integrative thinking and problem solving
2.4 Interpret, design, and conduct basic psychological research
2.5 Incorporate sociocultural factors in scientific inquiry

Goal 3: Ethical and Social Responsibility in a Diverse World
3.1 Apply ethical standards to evaluate psychological science and practice
3.2 Build and enhance interpersonal relationships
3.3 Adopt values that build community at local, national, and global levels
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Goal 4: Communication
4.1 Demonstrate effective writing for different purposes
4.2 Exhibit effective presentation skills for different purposes
4.3 Interact effectively with others

Goal 5: Professional Development
5.1 Apply psychological content and skills to career goals
5.2 Exhibit self-efficacy and self-regulation
5.3 Refine project-management skills
5.4 Enhance teamwork capacity
5.5 Develop meaningful professional direction for life after graduation

Thus, there appears to be a gap such that undergraduate students in psychology are failing
to see the strong connections between their developing skills, and the attributes desired by
the job market.

Take a moment, can you see how your training in psychology maps onto employer’s highly rated
attributes? See Appendix 1 at the end of this chapter for a worksheet to help you identify concrete
examples of your skills and knowledge. This can help you as you create cover letters, and build an
elevator pitch.

This book will show you many examples of how you can use your training across a variety
of careers, including those outside of “psychology” To help demonstrate how training
in psychology can translate to many careers, it is helpful to start from a common
understanding of the foundation of psychological science.

PSYCHOLOGY AND THE SCIENTIFIC METHOD

To belabour the point, psychology is an empirical science. This means that, in addition
to theory and logic, most professionals who work in the psychological sciences rely on the
collection, analysis, and interpretation of data to inform their work. This is important: we
know from research that humans can fall prey to biases including the availability heuristic
(the tendency to assume that what comes to mind easily is likely accurate, e.g., Tversky
& Kahneman, 1973), false consensus effects (the tendency to assume that our behaviours
and opinions are similar with most other people, e.g., Ross, Greene, & House, 1977), and
confirmation bias (the tendency to see information which is confirming rather than
disconfirming, e.g., Nickerson, 1998). Relying on data (especially data verified by other
scientists) to inform our professional opinions helps us to not only limit the effects of these
biases, but it also helps us to gain representative insights into phenomenon of interest that
are more likely to reflect the true nature of the phenomenon of interest.

As we look with an empirical lens at the brain and behaviours, and as you develop
your own professional opinions, you are encouraged to always consider the following 3
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concepts when you are considering information presented to you: validity, reliability, and
generalizability.

Validity is the degree to which a measure or design accurately captures the construct or
process of interest. This means that when you are reading about any finding, you should first
ask yourself questions including “are these researchers measuring what they think they are
measuring, or did they make a mistake?” “Is this research actually addressing the concept it’s
claiming to?”

Reliability is the degree to which a finding consistently appears across time and/or
situations. This means that when you are reading about any finding, you should ask yourself
questions including “do I think this effect will appear in a similar context if this is done a year
from now?” “Do I think there are other variables that might influence whether this effect
will appear?” “Do I think there is a better measure of this effect that will more consistently
measure this effect?”

Generalizability is the degree to which similar findings are likely to occur in other contexts.
This means that when you are reading about any finding, you should ask yourself questions
including “do I think that this effect will also appear in other groups of people? If not, why?”
“Why should (or shouldn’t) this effect appear in other groups of people?”

A final consideration you should make when engaging with research is critically
important: the ethics of the research. You should always ask yourself whether the work
you are doing (or learning about) meets the Canadian Psychological Association’s principles
for ensuring Dignity of Persons, Responsible Caring, Integrity in Relationships, and
Responsibility to Society (Canadian Psychological Association, 2017). You can learn more
about this in our chapter on research ethics.

Notice that you have an important role to play here: it is your job as a reader of science
to also use your developing skills to ask tough questions of other researchers. Again, even
scientists are human, and even with careful work, we can all make mistakes. We need to trust
that our colleagues (that now includes you!) will ask tough questions of our studies. From
this point on, it is your professional responsibility as a developing psychological scientist
to ask questions about validity, reliability, and generalizability if they arise, and also to ask
questions about other aspects of research including ethics. You will learn more about asking
questions of research in the coming chapters.

CAREERS IN PSYCHOLOGICAL SCIENCE

An undergraduate degree in psychological science is effective preparation for many types
of careers. For example, as a result of strong training in the scientific method, students in
the psychological sciences are equipped to distinguish causal and non-causal relationships
between variables. This means that students can identify if one variable causes another, or
if two variables are related but one doesn’t necessarily cause the other (i.e., if variables are
correlated). Insights such as these prove valuable in many contexts. For example, when
a client presents claiming that Treatment X cured an ailment, a practitioner trained in
the psychological sciences should immediately consider the validity, reliability, and
generalizability of the claim. Specifically, the treatment may not be valid—perhaps is there
a lurking third variable, such as passage of time which often is associated with a reduction
in symptoms. To put this into context, Treatment X could cure the cold after 7 days, but
most instances of the cold resolve on their own in around 7 days. A student with training
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in psychological science would design an experiment to test the effects of Treatment X to
see whether it is indeed an effective treatment. If we want to make accurate causal claims,
then there are proper ways to run the experiments (you will learn more about experimental
design in our chapter on research methods). You may have noticed that this example isn’t
even psychological in nature. This highlights that psychologists are trained in the scientific
method, which can be applied in any area that follows the scientific method.

As overviewed above, students who train in psychological science receive training in both
skills and knowledge that are important to employers. Thus, there are many, many career
options available to a student who has trained in psychology. Indeed, a challenge that many
students in psychology is not “what can I do?,” but rather “how can I choose what to do?

IDENTIFYING POSSIBLE PATHWAYS

You may find yourself asking one of two questions: what do I want to do, and/or what
can 1 do with training in psychology. Both of these are good questions, and may require
different processes to reach satisfying answers. Below is just a brief summary of two search
strategies that I often use with students as we explore career opportunities: Broad Search
Strategies and Targeted Search Strategies. Broad search strategies best answer the question
“what do I want to do,” whereas targeted search strategies addresses “what can I do?”. Note
that the below methods are not evidence-based in that I (Meghan) don’t have data to support
their use beyond my own personal experience in working with students. Specialists in career
development elaborate on career search and development in Chapter 2.

The Broad Search Strategy

This is a strategy for when you have no idea what you want to do, and you are seeking to
identify careers that meet your personal interest and long-term development goals. This
search strategy uses backwards planning: rather than starting from where you are now and
building out, this strategy looks for an end-point and guides you in planning backwards.

Step 1: The Initial Search: Identify 5-10 jobs across organizations that you think look
interesting, even if they aren’t jobs that you are qualified for (yet!).

Step 2: Identifying Common Requirements: Do you notice any common requirements
among these jobs? If so, this common requirement might be a qualification you consider
working towards.

Step 3: Identify Exemplars: Individuals normally change jobs throughout their lifetime. The
average length of time that an employee had been with an employer across all US sectors
was only 4.2 years (Bureau of Labor and Statistics, 2018). It’s one thing to read a job posting,
but it’s another to see the journey to get there. In this step, identify individuals who have
jobs that are of interest to you, using tools such as LinkedIn. Are there any early career
experiences of desired exemplars that are relevant for you?

Step 4: Planning for the Next Steps: Once you have identified common requirements and
typical pathways among your careers of interest, you are in a position to start planning your
next steps on your similar pathway. If you have learned that a specific graduate program
is required for your careers of interest, it’s time to start searching for graduate programs.
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Similar to the broad career search steps, identify graduate programs that are of interest
to you. What are their requirements? Are there common undergraduate courses that you
need for admission? Consider enrolling in those courses now. Are there common volunteer
or research assistantship requirements for admission? If so, consider applying for those
positions now so that you meet that requirement.

If you are unsure about graduate admission requirements, it is always a good idea to
contact your program of interest directly. Requirements and space availability can change
year-to-year. Only that specific program has the most up-to-date information on their
admissions process.

The Targeted Search Strategy

Sometimes career searches can be much more pragmatic. For example, the desired career
might be within a certain geographic location that earns a certain salary.

This Targeted Search Strategy is intended to be a career search strategy, not a job search
strategy. That is, if you are asking the question “what should I do with my life in terms of a
career?” this may be a helpful strategy. If you are looking for a specific job (i.e., you have your
credentials and are actively job searching), you will want to check in with your local career
assistance office for guidance.

The Targeted Search Strategy involves going directly to a source and evaluating careers
on your criteria of interest. Many resources exist that give specific and concrete information
on career specifics. The Government of Canada’s Job Bank (Government of Canada, 2018)
is one such resource. This free, online resource provides information on many occupations,
the typical educational training paths required for a variety of occupations, average salary
by geographic location, and the job availability outlooks associated with many careers. The
website uses the National Occupational Classification system (NOC) in classifying jobs. In
this classification system, each occupation is assigned a nationally recognized 4-digit code.
Similar jobs are typically classified by the same NOC code, although jobs classified together
may vary on important dimensions depending on your search goals. The NOC system is
helpful to know about, as it may help you to streamline your job search by exploring NOC
codes rather than searching for keywords. https://www.jobbank.gc.ca/explorecareers

Although you are encouraged to go to the Government of Canada Job Bank website
directly to search for career information (it is updated often!), we have compiled career
paths related to Psychology from the Government of Canada Job Bank, and have built
an Open Educational Resource with this information. We encourage you to use it as a
starting point if you are feeling overwhelmed: Careers Related to Psychology Sourced
from The Government of Canada’s Job Bank Resource https:/github.com/MeghanNorris/
PsychologyCareers

As you look through these careers, we encourage you to think about how the knowledge
and skills you are developing in your education can be applied to the careers included. You
might find that Activity 1 in the Appendix can help you to make connections between a
generic career description and your specific skill and knowledge expertise. For example, as
a student with training in psychology, you likely have developed skills related to team work,
written and oral communication, data management and analysis, and problem solving.

We want to encourage you to use the Government of Canada Job Bank in multiple
ways. For example, not only is the Government of Canada Job Bank a helpful guide for
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a career search, but it is also helpful for those who are actively applying for jobs. When
you receive a job offer, especially for professional careers, there may be an opportunity
for negotiations. The Government of Canada Job Bank is an excellent resource for bench-
marking average rates of pay, and for bench-marking your credentials in light of a specific
occupation. Thus, when asked for your expected salary, you might respond with “Based on
data from the Government of Canada, I would like to suggest that my salary would be in the
range of $29-$32/hour.” Notice again this tendency to seek data to inform an opinion: your
psychology professors repeatedly asking you for evidence develops data-driven skills that
will help you in many areas of your life!

In addition to the resources provided above, there are many additional resources available.
One that we would like to direct your attention to is hosted by the American Psychological
Association, and is quite comprehensive in the information it provides:

Data Tools from the Center for Workforce Studies (American Psychological Association):
https:/www.apa.org/workforce/data-tools/

COMMON PROFESSIONAL SKILLS, KNOWLEDGE, AND ETIQUETTE BEHAVIOURS

There are a number of common skills and professional behaviours that span career
opportunities and that either I wish I knew as a student, or that I wish students knew. Note
that this section does not highlight professional skills in terms of practicing psychology in a
clinical sense, but rather professional skills at a more general level. Specific skills related to
sub-disciplines in psychology will be addressed in the chapters to come, and in courses that
you choose to pursue.

SEARCHING FOR EVIDENCE

A background in peer-review

In psychological science, our gold standard for evidence is peer-reviewed scholarly
evidence. In the context of empirical research, peer-review is a system where an individual
(or team) conducts a study to answer a research question, writes a manuscript describing
that study, and then submits the manuscript for “peer-review” at a specific journal chosen
by the author(s). The editor of that journal then chooses typically 2-3 experts in the area
(reviewers) to read and critique the submitted manuscript. The reviewers provide feedback
to the authors and editor, and make recommendations as to whether the paper should
be published in that specific journal, revised and resubmitted for further consideration
to that specific journal, or rejected from that journal. The editor then goes through the
reviewer feedback and makes a decision as to whether the manuscript will be published,
and under what conditions if revisions are requested. Very few papers are accepted without
any required revisions. If authors choose not to make the requested revisions, of if their
paper has been rejected, they are able to submit their manuscript to another journal of their
choosing (with or without edits).

The entire research-and-peer-review process can take months, and typically years from
start to finish. The feedback from reviewers is intentionally very critical, with the goal of
ensuring that rigorous and accurate research is published. Research that does not meet
the threshold for rigor and/or accuracy is unlikely to be published in a high calibre peer-
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reviewed journal. You may have submitted term papers for classes; this is the early training
that allows students to gain expertise writing scholarly reports. With enough training and
practice, students become experts,and those who choose to can submit manuscripts for
publication, become the peers for the peer-review system, and train students of their own.

Academic journals have differing levels of impact—impact is a rough measure of how much
people read and cite certain journals. Some journals have a higher readership resulting
from a very high calibre of research due to a much higher threshold for publication.
For example, some high-threshold journals might require multiple studies that
comprehensively test many factors related to a research question to be considered for
publication. Other lower-threshold journals might publish research that is interesting but
does not yet have a great deal of empirical support. Thus, not all academic journals are
considered equal. One proxy of journal quality is their impact factor, usually available on
their webpage. Higher impact factors mean greater readership. Note that this is a proxy for
quality: high readership does not mean rigorous research. Many tabloid newspapers have
high readership, but it doesn’t mean the content is accurate. Highly specialized journals may
have fantastic research, but only be read by a handful of specialized researchers because
there are only a few experts in the world. Readers must always be thoughtful while they
read research, and be actively considering the degree to which the research is valid, reliable,
generalizable, and ethical (among other things, but these 4 are a great start!). This is
fundamental to what reviewers and good researchers do.

Where to find peer-reviewed articles

Members of the public typically have to pay to read scholarly research, including peer-
reviewed research (but, see Changes Happening in Peer-Reviewed Research section below). If
you are currently a member of a university community, you likely have access to scholarly
research through your library. Universities pay sometimes millions of dollars to have access
to academic journals (e.g., Bergstrom, Courant, McAfee, & Williams, 2014). You are able
to go into your campus library to access scholarly research, or, if you are accessing the
internet from campus or have access to a proxy-server, you can typically go to a website
like http://www.scholar.google.com and be able to access the journals your institution is
subscribed to. If you type in keywords, similar to a regular Google search, the Google
Scholar search engine will populate with scholarly articles. Again, remember that this
doesn’t mean they are quality search hits, but they will be scholarly in nature. You should
always be asking yourself “to what degree is this research valid, reliable, generalizable, and
ethical?”

If you have a more targeted literature search, you might use a targeted search engine
such as PsycInfo which searches Psychology resources. To determine the best targeted
search engine, you might use a database identification tool through your library. Here
is one example of a database identification tool from Queen’s University:
https://library.queensu.ca/search/databases/browse/all

If you are struggling with finding scholarly research relevant for your question of interest,
librarians are trained in conducting literature searches. Their services are typically free for
you to access, and you can find librarians in libraries both at educational campuses, as well
as in public libraries. When conducing any type of literature search, you would be wise to
consult with a librarian.
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Changes Happening in Peer-Reviewed Research

For many good reasons, changes are happening to the process of publishing research in
psychological science. Although this will be reviewed in more detail in the Research Methods
chapter of this book, there are a few important changes happening that you should know
in the context of reading and interpreting psychological research for your professional
development.

The process of peer-review described above continues to mostly hold true. However,
recently pre-registration has been added to the process. Pre-registration is submitting the
research question(s), and basic research design plan before the research is conducted. That is,
the research plan is registered prior to conducting the research itself.

In some cases, this pre-registered plan is peer-reviewed and researchers get feedback
about potential flaws in design before conducting the study. This use of the pre-registration
process has great merit in the facilitation of getting constructive criticism early in the
process at a time when it can be used to tweak research design. Imagine if your professor
gave your term paper feedback before you submitted it. Would that result in a stronger final
paper?

In other cases, the pre-registration details are kept temporarily private, to become public
once the research is complete to ensure that researchers are conducting the research
consistent with their pre-registered intentions. This is intended to minimize researcher bias
(intentional or unintentional) during the research process.

Another change happening in the world of scholarly publications is a trend towards open-
access publishing. Open-access publishing is publishing in such a way that readers do not
need to pay a fee to access the work. As noted above, accessing scholarly research can be
expensive and prohibitive. Some academic journals, and some textbooks (this one, as an
example!), have been written intentionally to be open-access. In addition to pragmatics
regarding how to make the open-access system sustainable (e.g.,, who pays for server
maintenance, etc), one downside is that typically open-access resources are viewed as having
less prestige than those publications that require payment to access and, as a result, authors
do not often consider them as a primary destination for research publication. It seems that
a shift is now underway, though. Some open-access journals, including PLOS ONE (2019),
employ a peer-review system and have grown in credibility. As scholarly research becomes
more available to the public (which personally, we think is an excellent improvement), it is
critical that the public has the tools to critically read and evaluate this research. Again, always
be asking the degree to which research findings are valid, reliable, generalizable, and ethical
(there are other things to consider, but this is a good first cut!).

BUSINESS ETIQUETTE

As with many professional contexts, there are professional situations that you are likely to
find yourself in while working in a variety of different career trajectories, and there are some
common business etiquette behaviours. These behaviours often are taught from mentors,
are rarely explicitly addressed, and may or may not actually be best practices.

To help ensure that you have awareness of these types of professional etiquette
behaviours, some are addressed below. Please read these with thoughtful caution, however.
Etiquette can change within a professional body (and oftentimes ought to change), and often
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varies significantly across professional bodies. To give an example, in some professional
contexts it is perfectly appropriate to wear jeans and sneakers to a job interview. In others,
a full suit is expected. If you are ever in doubt about appropriate professional etiquette, ask
a trusted mentor. If you don’t have a trusted mentor, ask any friendly professor for some
advice. They may be able to steer you in the right direction. If you don’t have any friendly
professors, drop Meghan (editor of this book) an email and I will do my best to connect you
with a helpful resource that is close to you.

Some common business etiquette behaviours within psychological science are highlighted
next that will span many career trajectories, but again recognize that this can vary by
region, institution, and individual. Appropriate etiquette can change over time, and it may
be different within subsets of the population. If you are unsure of business etiquette (or if
you want to work to change it), please connect with a trusted advisor.

Addressing Professors

Many students coming into university from high school will address their professors as
“Mr./Ms. Lastname.” In a higher-education setting, professional titles should be used. In the
context of a North American university, instructors should professionally be referred to as
“Dr. Lastname” if they have a doctorate, or “Prof. Lastname” if they do not. This is not
true in other systems including the UK. In those systems, “Prof. Lastname” is used only
for those professors who have achieved full professorship. Note, female instructors should
never be referred to as “Miss” or “Mrs.,” unless specifically requested. These titles are used to
indicate a woman’s marital status which is irrelevant to her professional status. Relatedly, as
we learn more about the impacts of pro-nouns, gendered titles used to address individuals
may change.

In the event that you are unsure of how to address someone in their preferred way, for
example if you are unsure of whether a gendered title is appropriate, or whether you should
refer to someone by first name, there are appropriate ways to find out. In some cases, an
individual will be explicit in telling you how they preferred to be addressed. In other cases,
you might ask. For example, you might ask for permission to use someone’s first name if you
have a close collegial working relationship with them. An example of how to ask a question
like this is: “Dear Dr. Lastname, I want to ensure that I am addressing you appropriately.
What is your preferred way to be addressed?”

Please note that if a professor, or any professional, prefers to be called by their professional
title, this is perfectly appropriate: they are working in their professional setting and are
requesting to be called by their professional title. Let’s consider this in another context: A
police officer might be called Officer Jeffrey. It would be out of context to call Officer Jeffrey
“Mrs. Jeffrey” if Officer Jeffrey was in uniform. Likewise, it would be up to Officer Jeffrey if
she was willing for someone to call her “Sue” when she was on duty. Officer Jeffrey might
be comfortable with her partner calling her Sue, but not a member of the public that she
is serving. Notice that there is a great deal of context in this example, just as there is in any
interpersonal dynamic. If you are unsure of how to address your instructor, or any colleague,
a friendly email asking for their preferred way to be addressed is appropriate.

In a professional context, for example at a lecture, you should likely default to referring to
any colleague by professional title even if you have permission to use their first name. For
example, I introduce some of my best friends as “Dr. Lastname” in professional contexts.
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Writing An Email

We all have questions, and an email is a common way to ask those questions to professors
and other professionals. Before sending an email to anyone, it is helpful to first ask yourself
a couple of questions.

1. What exactly is it that I need help with?

2. What are the best resources for me to get the needed help? For example, if you are
looking for deadline or absence policies, before sending an email you should first
check the syllabus of the course you are in (if in the context of a class), any previous
correspondence (do an email search), and relevant webpages. Some organizations,
including universities, also have discussion boards in their online platforms for
certain types of questions. If you have exhausted your resources and are needing
some extra support from an instructor or a boss, an email may be very appropriate.

It may be tempting to send an email to an employer or instructor similar to the way you
would send a text, especially if you have a quick question. Although this may be appropriate
if you know someone well and are engaged in an email conversation (as we often do
outside of professional contexts), text-style email is not typically an appropriate method for
professional communication. When emailing in a professional context, you want to ensure
the following information is included:

 a proper salutation

* who you are, and the context you are writing about

 a concise statement of your question/comment, overviewing what you've already done
to try to solve the problem or answer the question

» your full name and contact information, including your student number if relevant
Two sample email templates are below, although you should edit them prior to use so that
your own professional tone comes through:

Dear [Ms. CEO],

I am a new employee in your marketing department, and am writing to ask for clarification about
[Project X]. Specifically, I've [read through the request for proposal and have done research on our
competitors], but am unable to find information on [sales history]. My goal is to [create a thorough
document that has all relevant information to ensure our success]. Could you please direct me towards
more information?

Thanks for your time!
With kind regards,

Full name
Email address/phone number

Dear [Dr. Lastname],
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I am a student in your [course name, and section]. I am writing to ask for [clarification on, further
information regarding, etc]. Specifically [give summary of the background research you've already done
e.g., consulted the syllabus], and my current understanding is [summary]. I am seeking clarification
about [spectfication of what is not understood]. Could you please provide me more information to help
me better understand?

Thanks for your time!
With kind regards,

Full Name
Student Number 0123456789

When using electronic communication, please remember that USING ALL CAPLOCKS
IS CONSIDERED YELLING. Excessive use of exclamation points can also be interpreted as
yelling!!! The way in which you type communicates tone. If sending an important email, you
might ask a friend or colleague to first read it over to ensure that the tone you are using is
appropriate for the context. If an email reads more harshly than intended, you might soften
it by adding an emoji (if professionally appropriate—there are boundaries on appropriate
use of emojis), or by acknowledging in text to the reader that the email reads more harshly
than you intend it to.

Leaving a voicemail

Sometimes an uncomfortable task, you will undoubtedly have to leave a voicemail at
some point during your professional career. When leaving a voicemail, we recommend that
you speak slowly, ensure that you give your name and a way to contact you for follow up.
Importantly, give this information twice! Sometimes there is a crack in the phone line and a
digit can’t be heard. Leaving your name and contact information twice helps to ensure that
your recipient gets all of the information they need to follow-up with you.

Asking for letters of reference/experience

Students are sometimes uneasy asking for letters of reference. Please know that each year,
most instructors get dozens of requests for letters of reference. I tell you this a.) to reassure
you that you are engaging in an expected professional behaviour by asking for a letter of
reference and b.) to help you understand what an effective request for a letter of reference
contains.

Instructors often teach dozens, and sometimes hundreds, of students in a given year.
Instructors also often teach multiple courses in a given academic year. As a result, although
you may have a great relationship with your instructor, and they know you well, they may
have forgotten some important details related to your professional interactions that could
be helpful in a letter. Below is the information that I (Meghan) request when students ask for
a letter of recommendation, along with my internal reasoning for asking the question. Your
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letter-writers may request different information. Please consider this as a starting place, and
use the format provided by your letter-writer when requested:

General information to help set the context:
1. The nature of the programs you are applying to

A letter of reference for a specific job might be very different than application to graduate
school in psychology, which might be different from an application to another type of
program. Please give a brief overview of the program so that the letter can be framed

appropriately.
2. An overview of the submission process

Graduate school letters of reference are ofien submitted confidentially through an online
portal. Not all letters go through this process, and job letters can vary significantly in their
submission process. Please give a brief overview of how the process will work, and whether
letters should be directly addressed to a specific recipient (e.g., Dear Graduate Committee,
vs “Dear Ms. CEO”). Because reference letters have to be submitted in very specific ways,
it’s easiest to give these details right away either in an attached file or link to a webpage.

Be sure to include the deadline in your request, and give your referee at least two weeks
before the deadline.

Specific information to help write a strong letter:
1. Full name on record, preferred name and pronouns, and student number

Sometimes students have different preferred names from those on record, and I want to
make sure that those receiving the letter know who I am referring to. Having access to all
names, preferred pronouns, and the student number also helps letter writers to search my
records more effectively so that they can write a comprehensive letter.

2. All courses taken with me as instructor (including the year taken), the components
of those courses, and your overall grades

Sometimes courses change slightly across years, and the components of the course can
also change. Specifying the components in a course may help your letter writer to write
a stronger letter—for example, if there was a teamwork component, they can speak to
this. Remember that there are dozens of students in multiple courses asking for letters: by
providing this information in your request, you are making it much easter for your letter
writer, and you are demonstrating conscientious professional behaviours. Thus, this also
helps your letter writer when they comment on your professional skills!

3. Academic Achievements (e.g., Honours List, any other academic awards, conference
presentations, any publications if relevant)

Instructors often don’t get notice of your individual achievements, and are excited to
hear about them. By letting your letter writer know about these achievements, they can
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include information about them in your letter. Even if your letter writer knows about the
achievement, a reminder is helpful.

4. Volunteer and work experience (both academic and non-academic)

In this section, include any volunteer or work experience that might be relevant for the
letter. Even if you volunteer in the lab of your letter writer, please include this. It helps to
know that you've provided a comprehensive record.

5. Non-academic Achievements

Have you done something great that isn’t related to your academics? This is important
and matters! Please be sure to tell us a bit about it.

Etiquette at a Conference

Depending on your area, appropriate business behaviours can vary. For example, some
conferences are very formal and require full business suits, whereas others are more
business-casual in nature. If you have the opportunity and resources to attend a conference,
it is appropriate to ask a trusted advisor about the level of formality at the conference,
including dress code. Some conferences have pictures on their website of previous
conferences, so you can see typical conference attire for yourself. If the dress code is
not obvious, you might ask your advisor, or even the organizer of the conference, “Is
there a dress-code at the conference?” Below, additional business etiquette considerations
are overviewed that are fairly common across contexts. We didn’t learn many of these
behaviours until after we graduated with PhDs, and wish we knew some of them earlier!

Nametags

Nametags should be worn on your right side. The logic is when you shake hands (with your
right hand), your colleague’s eyes can follow a relatively straight and natural path from your
shaking hand to your visible nametag while also comfortably make eye contact.

Your left side is where you would wear a pin, if relevant. The pin would thus be “over your
heart”

The Elevator Pitch

Elevators used to be where all important people met. Okay, that’s not true, but the term
“The Elevator Pitch” refers to a description of your expertise that you can communicate to
someone in a few seconds (the length of an elevator ride). It’s the ultimate tl;dr (too long;
didn’t read) of your expertise.

It is worth your time to develop and practice an elevator pitch of your interests now. This
pitch can and will change with time, but you will be interacting with professors and potential
colleagues throughout your training. An elevator pitch should be maximum 60 seconds in
length and summarize your professional interests and experiences. For example, you might
use the following structure:
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“I am a [undergraduate student/research assistant/graduate student] at [institution]
and I am interested in [general summary of area of interest].”

Notice that this is a very general and short professional summary about yourself. If the
person you are speaking with is interested to learn more, they are able to ask follow up
questions. They can also comfortably “get off of the elevator at their floor” (i.e., discontinue
the conversation) if unavailable for further follow-up.

The Dinner Table

So many glasses, plates, and cutlery. Whose is whose, and when should you use what?
Drinking glasses and bread plates: drinking glasses are to your right, and your bread plate
(small plate) is to your left. Here is a handy trick to help you remember:

By using your hands to make the letters “b” and “d,” you can have a handy reminder for what side your bread plate is on (left),
and what side your drink is on (right) when dining in a formal setting.

The “b” is your bread side (left), and the “d” is your drink side (right).
Forks: start farthest away from your plate, and work your way inwards with each course.

Food and Networking

Practice holding food and drink in your left hand during networking events so that your
right hand is free for shaking hands. Passing your food or drink to your left hand just isn’t
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as smooth, especially if you have crumbs or condensation on your hand. You don’t want to
give a crummy handshake.

The Handshake

Handshakes can be awkward, especially if you haven’t practiced handshakes. It takes
practice to have a firm-but-not-painful handshake. It also takes practice to kindly decline
a handshake if you are uncomfortable or unable to shake a hand. It also takes practice to
adjust if your handshake is declined (it is not necessarily a social rejection if a handshake
is denied—many invisible conditions prevent handshaking). It also takes practice in shaking
hands with someone who has a visible disability if you are unsure how to proceed. Notice
that “practice” is repeated here. Your first few professional handshakes might be awkward,
and that’s to be expected. If the thought of giving handshakes makes you nervous, it is
worthwhile to reach out to a trusted mentor or career centre for guidance. For more
insights specifically on handshake behaviours with individuals who have a visible disability,
please see (https:/styleforsuccess.com/blog/how-to-shake-hands-with-someone-with-a-
disability/). As with all interpersonal interactions, be aware that contexts can vary. Never
touch someone who gives indicators that they do not want to be touched (e.g., the person
steps away from you, and/or has closed body language). If you are unsure, a friendly verbal
greeting is more appropriate than potentially violating someone.

The Art of Thank You

In your career you will encounter many people who will go out of their way to help you
either in small or large ways. Although not expected, it can strengthen an interpersonal
relationship to send a genuine thank you to a person who has helped you in a meaningful
way. You can of course send an email of thanks, but in situations where someone has
significantly made the world a better place for you, sending a simple hand-written thank-
you card is often much appreciated. Indeed, we often underestimate how good receiving a
thank you can feel for our recipients (e.g., Kumar & Eply, 2018).

Are there other areas of professional knowledge and behaviours that you are unsure about?
If so, in addition to following up with a trusted mentor or career development office, please
feel free to send Meghan (the editor of this book) an email. We may include your question
in a future edition of this book!

HOW TO USE THIS BOOK

Building on themes highlighted in this introduction, this book has been created to provide
you with content on applications of psychological science and careers in psychological
science written by experts across Canada. These experts were once where you are: students
in a psyc course. Their chapters will vary somewhat in format to allow each sub-discipline’s
“voice” to come through, but all chapters have an intentional focus on both research and
application of psychological science, in addition to content regarding educational training
paths and career options.

We hope that this book highlights the many careers available to students who train in
the psychological sciences. We hope this book also provides you with new insights into the
many ways in which psychological sciences addresses important questions, and ultimately
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influences the world around us in its application. As with anything you read, I encourage you
to always be considering questions related to validity, reliability, generalizability, and ethics
as you read this book. Indeed, this is how new research questions are often generated! In that
spirit, in case no one has done this already, I welcome you as a colleague in the psychological
sciences, and look forward to learning about your future work.

Activity 1: Identifying your skills
Norris & Baker, 2019

Below you will find the top 10 most highly rated attributes on behalf of employers
(National Association of Colleges and Employers, 2016). For each attribute, reflect on your
experiences and see whether you can identify a specific example of how you have displayed
or developed that attribute. For example, if in a course you had a team-based project that
you scored highly on, you should include that in your chart under the “ability to work in a
team” section. Have you taken a course that has required you to use software to analyze or
manage data? That can go under the “technical skills” section.

You likely won’t have an example for every box, and that’s okay! The goal is to identify
some specific examples so that you can rely on these to demonstrate strong attributes.
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Coursework that
demonstrates my
skills and ability

Volunteer experi-
ence that demon-
strates my skills
and ability

Paid work experi-
ence that demon-
strates my skills
and ability

Awards/honours
that demonstrate
my skills and abil-

ity

Leadership

Ability to work
in ateam

Communication
skills (written)

Problem-solv-
ing skills

Communication
skills (verbal)

Strong work
ethic

[nitiative

Analytical/
guantitative
skills

Flexibility/
adaptability

Technical skills
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INTRODUCTION

Charting your career path beyond university can be a surprisingly complex experience —
potentially both exciting and daunting at times, it can be all too easy to put off thinking
about your future until some other time. To ease potential stress, and help find your way in
an unknown terrain, it can be helpful to have a map to make more informed choices. In this
chapter we will help you start building your own map of your future as we look at the topic
of careers from a number of different perspectives.

We'll examine common questions of Psychology students, look at some key labour market
trends and information, and learn about leading career development theories. Then we’ll
boil this all down to look at how you can use it to make the most of your time studying
psychology, learn about yourself, and make good career decisions. From this foundation of
a broad perspective on career development, you will be better positioned to make sense of
the various career paths you will be exploring throughout the remainder of this text.

PSYCHOLOGY DEGREES + CAREER PATHS - WHAT CAN | DO WITH A PSYCH DEGREE?

Before you dive in to the wealth of information in this text about all the exciting career
possibilities that lay ahead, and ideas about how to navigate your career in this chapter, we
want to address a few key questions and concerns that we hear from Psychology students
about career options, grad school, and what you are learning in the classroom.

22
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WHAT CAN | DO WITH A PSYCH DEGREE? - COMMON CAREER PATHWAYS

Social Worker
> Advertising
Early Childhood Educator
Conflict Mediation
Human Resource Professicnal
PSYCHOLOGY > Psychologis
Administrative Officer
Neuroscientist
Market Researcher
Management
Lawyer

-

One of the most common questions asked by students in Psychology is “What can I do with a
Psych degree?” A reasonable question, hoping for a clear answer to provide future direction.
The truth is a bit murkier than the predictability you might be expecting.

As a student you may be used to linear relationships between steps in your education —
you complete secondary school and then go to postsecondary, you take Psych 100 to be able
to take Psych 200, etc. It is easy to expect to keep moving on a predictable track to specific
advanced degrees and jobs. The reality is that after graduation, graduates with Psych degrees
head in many directions, some highly related to their undergraduate studies, and some less
obviously so.

This textbook will shed some light on some of the more common pathways for
psychology graduates, as well as a few destinations you might not have anticipated. With a
quick search on LinkedIn you can confirm this for yourself. You'll see psychology graduates
working as psychologists, psychiatrists, counsellors, educators, and researchers, but also
people working in marketing, human resources, law, non-profit, and a multitude of other
professional fields. What does this mean for you? It means that you have options — you
can continue to move in directions more explicitly related to psychology, but you can also
give yourself permission to explore other destinations. In fact, only roughly half of students
who study any discipline at university end up moving into directly related fields (Council of
Ontario Universities, 2016).

How to search alumni on LinkedIn:

1. Login to Linkedin (create an account if you haven't yet)
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2. Inthe search bar at the top of the page, search for your school's name.

3. Onyour school's page, click on the “See Alumni” button to access the database of students and
alumni from your school.

4. Keep in mind that if you click on someone’s page they will be notified, so you may either want to
set your privacy settings to anonymous, or make sure you are comfortable with them knowing
you clicked!

Why is this the case? There are a number of factors that influence the steps someone takes
in their career. Although the fact that you have chosen to study psychology might tell us
something about some of your aptitudes and interests, you will still find a wide degree of
variety in the make up of your class. Not all psychology students are the same — each person
in your class has their own life experiences, personality, skills, and values — and these will
strongly influence directions you are inspired to pursue. Beyond the internal factors, there
are a host of external variables that will affect this as well — parental and peer influences,
networking connections, chance opportunities, barriers encountered, labour market forces,
funding, and more will all alter your career trajectory in complex ways. We will get into
a deeper analysis of understanding career development later in this chapter looking at the
labour market and helpful career theories and models that have been refined over the last
century to help us get a grasp on this complex dynamic.

SHOULD | GO TO GRADUATE SCHOOL? - FURTHER EDUCATION & TRAINING

Another very common question psych students ask is “Should I go to graduate school?”
Where do you go from an undergraduate degree? Sometimes, because you are surrounded
with professors and graduate students who have all done advanced degrees, you might get
the impression that your only route to success is to pursue a long academic track towards
a PhD or other advanced credentials. While this can certainly be a rewarding path, it is not
for everyone. In fact, Rajecki and Anderson (2004) state that the majority of psychology
students enter the labour market after graduation, rather than pursue additional training.
And just as there are a variety of career directions, there are just as many routes you can
take to get to those destinations. Once you start exploring, you will come across programs
ranging from short certificates and courses, to post-grad diplomas at colleges, professional
course-based master’s, practicum focused master’s, research-based masters, law school, med
school, and more. It can be very easy to get overwhelmed trying to sort through all of these
possibilities.

How can you make an informed decision? Getting a clearer sense of career direction and
long-term plan can help keep you grounded while considering your next steps. Throughout
this text you will be refining your own sense of direction in terms of what fits you and
your life, and learning about developing the necessary qualifications and experience to be a
competitive candidate in your field of interest.

WHAT AM | LEARNING STUDYING PSYCHOLOGY? THE VALUE OF YOUR DEGREE

Even though you spend so much time in classes and working on academic projects, many
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students struggle to articulate what they have actually been learning, especially when it
comes time to apply to jobs or further education. The good news is that your studies in
psychology are providing you with valuable skills that employers want. What exactly are
they looking for?

According to a recent Business Skills Council of Canada Skills Survey, the top 5 skills
employers look for in entry level hires are (Business Council of Canada, 2018):

Collaboration and interpersonal skills
Communication skills

Problem-solving skills

Analytical capabilities

AR A

Resiliency

What are the specific skills and learning outcomes associated with studying psychology at
the undergraduate level? The APA presents detailed information outlining their expectations
(American Psychological Association, 2013):
* Knowledge base in psychology including key concepts, themes, domains, and
applications

 Scientific inquiry and critical thinking including reasoning, information literacy,
problem solving, and research

» Ethical and social responsibility in a diverse world
» Communication including effective writing and presentation skills

» Professional development including applying psychological content to career goals,
self-efficacy, project management, teamwork, and meaningful professional direction
for life after graduation

If you compare the skills you can get from your degree with what employers are looking for,
you can quickly see that you are well positioned with a strong foundation for future success.
For a more specific accounting of what you can expect to learn from your program, you
can consult learning outcomes associated with the program, individual courses, or materials
like the Queen’s University Majors Maps that outline key skills and career options tied to
each program. In the next section we will take our investigations further by looking at labour
market information and how it can help you navigate your career development.

WHERE ARE THE JOBS? - LABOUR MARKET INFORMATION

The future ain’t what it used to be. — Yogi Berra

Previous generations might have experienced periods of relative stability and predictable
career progression, but in our modern society change is the new normal. With significant
technological advancements transforming the ways we work, information technology
transforming our cultures, and political, ecological and cultural changes affecting every
aspect of our lives, it can be hard enough to predict the weather a month from now, let
alone make informed career plans for years into the future. “Chaotic systems display ... a
lack of predictability at the micro level, while at the same time appearing to have a degree of
stability at the macro level” (Bright & Prior, 2005). There is no one answer to “Where are the
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jobs?” because there is too much change to predict the future to that micro level. However,
there are some broad changes at the macro level that we can explore.

BROAD TRENDS AFFECTING WORLD OF WORK

With the nature of working rapidly changing, understanding the future of the labour market
can prove difficult. Here we will look at key forces that will influence the way work is viewed
in the future; technology, globalization, demography, society, climate change, and energy
resources (Gratton, 2011).

The influence of technology and globalization across the world is perhaps the most
obvious. Technology has consistently driven long-term economic growth, resulting in
continuous productivity gains since the mid-1990s — a narrative that is expected to continue
as the world’s knowledge becomes increasingly digitized.

1. Technology

2. Globalization

3. Demographic and social shifts

4. Climate change & energy systems

Globalization affects countries in different ways. Increased competition and trade have
allowed certain countries to benefit as it becomes more cost-effective to move both goods
and information. However, this has also resulted in markets that are arguably more unstable
as compared to markets in the 20th century. With the development of global financial
markets, undesirable market effects can spread very quickly on a global scale, such as the
market crash on September 29, 2008 (Bostan, 2009).

With this increasing global connectivity, societal mindsets are shifting as consumers are
exposed to more choices and are faced with an evolving definition of what it means to meet
their needs (Gratton, 2011). This is further influenced by changes in the world’s demographic
and societal structure. Developed countries are facing a rapidly aging population concurrent
with a low birth rate. While increasing longevity means that people are able to contribute to
the labour market for a longer period of time, governments are also faced with restructuring
their policies to better support the population. Additionally, differing attitudes between
generational cohorts will likely also contribute to a restructuring of work. Generation Z, who
will be around 35 years old in 2025, is known primarily for its connectivity. As more of this
generation enters the work force, they will play a larger role in reshaping the workplace to
meet their expectations and needs.

The final restructuring that will inevitably occur concerns the use of energy resources and
their related contribution to climate change. A reorganization appears inescapable in the
future — whether it is a reluctant adaptation of the present energy framework as resources
become increasingly strained, or a construction of a new energy framework that would
integrate networks both locally and globally to create a new system of sustainability. All of
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these trends combined will continue to reshape the future of work — how we work, with who,
and where.

WHERE PEOPLE WORK

Shifting from a global perspective to a national perspective, it can be enlightening to see
where people in Canada actually work. A common assumption is that most people work
in large companies, but in fact large companies only employ a small percentage of the
population, with the majority of people working in small companies of less than 100 people
(Government of Canada, 2016), and almost a third working in non-profit (Statistics Canada,
2005) and the public sector (Fraser Institute, 2015).

Small Company (less than 100 employees) 8.2 Million

Medium Company (between 100 and 500 employees) 2.3 Million

Large Company (more than 500 employees) 1.1 Million

Labour Market Composition in Canada

# of employees (millions)
ka3 W o Sy (o] ~J 0o

[

Small Medium Large Non-Profit Public Sector
Companies Companies Companies
(<100) (100-500) (>500)

o
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OUTLOOK BY OCCUPATION

$32.29/hour

$18.00/hour 40 63 76 97

$33.76/hour 43 64 93 72

$23.50/hour 45 61 86 82
$107,829 fyear a5 65 92 42

Fig 2.3

Occupational outlooks can be a valuable source of information in trying to predict future
demand for careers of interest. Using resources like the Canadian Job Bank website, you can
search by occupation to access information projecting demand 10 years into the future, as
well as wage information, skills, job postings, and more. Below is a quick sampling of some
of the kinds of information you may find (Government of Canada, 2018c¢):

OUTLOOK BY AREA OF STUDY

Government data is also available by degree area and level, and can reveal some interesting
details.

Searching the Canadian Job Bank website for graduates of psychology Bachelor’s Degree
programs (Government of Canada, 2018a):

* Unemployment is 6%

¢ Median salary is $44,639.00

» 407% work in jobs closely related to field of study, 28% somewhat related, and 32% not
related

* 607% of graduates continue studying after graduation
For graduates of psychology Master’s Degree programs (Government of Canada, 2018b):
* Unemployment is 4%

e Median earnings are $61,537

» 61% work in jobs closely related to their field of study, 25% somewhat related, and 14%
not related

» 407% of graduates continue studying

SO WHAT DOES ALL OF THIS DATA MEAN TO YOU?

Getting information about future trends, salary surveys, and occupational outlooks can give
you a sense of what is going on in the world of work to help you make informed decisions.
Knowing, for example, that roughly half of graduates of psychology end up in work closely
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related to their studies might encourage you to consider other possibilities. Seeing the
higher salary and employment rates of Master’s degree holders might lead you to think
that further education could be a good investment. Or you could see the labour market
outlook for psychologists in the Maritime Provinces or the prairies is better than Ontario
and consider moving there for better job prospects (Government of Canada, 2018c).

While potentially quite useful, this information should be used with caution. In the
dynamic modern workplace, changes can happen quite quickly. Much of the information
included in job futures projections may be based on census information or graduate surveys
that could be already a few years old.

Most importantly, the information speaks to general patterns and averages, but not to
individuals. Although there may be broader trends or pathways that others follow, they need
to be considered in the context of your specific life circumstances and particular needs. It
can be tempting to follow the money, or seek out the hot jobs — but this is not a guaranteed
road to success. In the 1990s, students were flocking to studying computers because the job
market was so hot in IT — but when the market contracted suddenly and the dot-com bubble
burst, many computing students struggled to find work (U.S. National Center for Education
Statistics, 2017).

A balanced approach to decision making that considers environmental conditions and
personal factors together is more likely to lead to good decisions than a strategy based on
either aspect alone. To help you form your own grounded perspective way of looking at
careers, we will look at some of the most prominent models and thinkers influencing career
development theory today in the next section.

MODELS & WAYS OF LOOKING AT CAREERS - HOW DO | THINK ABOUT CAREERS?

Much like the other topics you have studied in your degree so far, the topic of “career
development” has had a lot of academic study — with years of theory development and
research looking at how people develop careers.

The central questions of career development theories have been:

* How do individuals make decisions about what career to pursue?; and

* How do career paths develop over time?
This chapter will be useful to you if you are interested in “career development” from an
academic perspective, but you needn’t be. As we review theories of career development, we
will extract information and strategies that you can use as you map out your own future
career path(s). We will review several approaches to career development, focusing on those
theorists and topics that may be most helpful to you as you think about your own career
decisions.

PERSON-ENVIRONMENT FIT

A foundational theory and concept in career development is person-environment fit,
credited to Frank Parsons working from the early 1900s (Neault, 2014). The central idea of
person-environment fit is that the better the match between a person (namely their traits
such as skills, interests, and values) and the environment (such as the needs and demands of
a specific occupation and workplace) the greater likelihood of success and happiness for that
person.
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ENVIRONMENT

When there is a match

= SUCCESS

Fig. 2.4

In practical terms, following the person-environment fit model to make a career decision
would lead to activities such as first assessing your skills, interests, and values, then gathering
data about occupations, and then comparing you (the person) and the occupations
(environment) and looking for the “best fit” career choices.

This simple idea of person-environment fit continues to be the foundation of most career
development activity (and in the next section of the chapter we will present some activities
that you can use to learn more about yourself and about potential occupations as you
look for fits). However, while useful as a foundation, this approach is too one dimensional.
Simply looking at fit between an individual person’s needs and an occupation’s needs, is not
representative of the actual complexity of career decisions and career development over
one’s lifespan. In addition it leaves out significant other variables that impact what options
are available to many people.

Constraints on Person-Environment Fit

While person-environment fit is a useful starting point, a key criticism is that it assumes that
all individuals are choosing from all possible environments (jobs, organizations). Theorists
such as Gottfredson (1996) argue that choosing a career is not just about your psychological
self, but also your social self. Through your career choice, you are “placing [yourself]
in the broader social order” (p. 181). This draws attention to the impact of social aspects
such as gender and social class. Her theory of Circumscription and Compromise asserts
that your self-concept and your images of occupations are impacted by social
factors. Circumscription is a narrowing of perceived options — “the progressive elimination
of unacceptable alternatives” to those that are considered socially acceptable (p.
187). Compromise is then the process of editing your preferred career options based not just
on what is most compatible with you, but what you perceive as most acceptable. For example,
some might believe that certain careers are only appropriate for certain genders such as
nursing for women.
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Are there career options that you think are not “acceptable” for you? Based on your gender
identity? Based on your social class? Based on other social variables? Are any of those careers
options that you feel are compatible with your skills and interest, but you've eliminated them as
options because of perceived “unacceptability”?

Gottfredson’s concepts of circumscription and compromise illuminate how there is more
to a career decision than assessing the fit between a person and the environment; there can
be internal reactions to external factors, and these internal reactions change perceptions of
what careers might be possible and acceptable as you plan your career options.

THE DECADE AFTER HIGH SCHOOL

While it is helpful to think about how to plan your career path, planning does not represent
the full experience of how careers actually unfold. Many people think of career development
as a ladder - a series of planned steps leading up to greater and greater things. In reality,
people’s career trajectories are far more disordered. Recent research with youth in Canada
in their decade after graduating from high school provides an interesting illustration of this
(Campbell & Dutton, 2015).

Researchers interviewed 100 young people in four Canadian cities. They found that these
youth used three styles of moving forward:

* navigating — youth who used navigating had a plan and were following it

» exploring — those using exploring did not know exactly where they wanted to end up, but
were actively trying out different things to learn more about themselves and about
career options

* drifting — those who were drifiing were “going with the flow” and didn’t have a plan and
were not engaged in trying to learn more or be proactive about how to move forward.
The researchers also found that many people used more than one of these approaches over
time.

It is tempting to expect that navigating, which is the most planful strategy, would be the
most successful. However, the research found that this was not always the case. Sometimes
being too committed to one path without yet knowing that much about it, or having had
a chance to try it on, led to later not being as satisfied. In terms of the second strategy,
exploring, the researchers found that young people sometimes faced criticism for exploring,
but that exploring helped the interviewees understand their own identities and options
better. Even drifting sometimes has positive outcomes when exposed by chance to positive
experiences. The researchers conclude that all three approaches can be helpful and that an
overreliance on believing that you should have an answer and decision can be detrimental.
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“I think drifting and exploring for awhile and then navigating is cool. Kind of like getting thrown off a
ship. You drift for awhile and then think this is getting a little boring so maybe I'll swim this way for a little
bit. Then you're like, it's definitely this way and you swim to shore.” Colin, a 26 year old from Halifax

(quote used with permission)

Young people reported that they faced great expectations for being planful. In our own work
at a university career centre, we also hear students telling us that they receive a lot of the
following messages, whether said explicitly, or implied:

* You should know where you want to go — you should make a decision

» Itis better to know what you want to do than to not know

» The most successful people set and follow plans
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The way it is supposed to look

Many assume that young people will follow a linear,
predictable path from high school to post-secondary
training, and then on to a permanent full-time job. They
believe that young people’s career pathways should look
like this:

——

Graduate from Graduate from Geta Retire
high school college/university good job

The way it looks for most

Rather than a straight line, most young people’s career
paths will look like this:

Retire

Start post-secondary Change jobs
education

Work
part-time

Go back to

Graduate Change school
from high programs Take a year off
school

v

The Decade After High School authors share the following visual (Figure 2.5) to illustrate the
difference between expectations and reality and argue that “the results of this study highlight
the importance of normalizing unpredictability and change in the school-to-work transition

Fig. 2.5
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and providing young people with tools to work more effectively with this reality.” (Campbell
& Dutton, 2015, p. 65)

What has your experience been? Do you feel pressure to have an answer and clearly laid out
path? When someone asks you “What are you going to do after graduation? or “What are you going
to do with your degree?” or “What do you want to be when you grow up?” - do you feel pressure to
have an answer?

PLANNED HAPPENSTANCE

When I was in my final year of undergrad, | was in my second floor apartment in downtown Toronto
making lunch. | randomly decided to go over and look out the window and happened to see a friend of
a friend walking on the street. | shouted out to him and we chatted for a few minutes and found out that
he was looking for an apartment, and | was looking for a summer job. He ended up moving in to the
apartment upstairs, and | ended up working at the same camp as he was, getting a foot in the door with
the director by using his name. To this day we are still close, and the friends | made at that camp are still
among my best. All because | looked out the window and said “Hi!".

- Miguel Hahn, Chapter Co-Author

The themes identified in the Decade After High School research relate well to Planned
Happenstance Theory. Mitchell, Levin, and Krumboltz (1999) argue that unexpected events
play a significant role in most careers, and their Planned Happenstance model, an
intentional oxymoron, is a good way to conceptualize how careers actually unfold.

We have spoken with countless professionals, often alumni of the universities where
we have worked. When we’ve asked “how did you get to be where you are today?” there
is a startling consistency to the answers. The number one response: “luck”. That is the
“happenstance” part. But what about the “planned”? When we ask follow up questions about
the luck, such as “When that lucky situation happened, how did you respond?”, we find that
people actively took advantage of the luck to turn it into a career move. And when we ask
questions like “And what had you done previously that put you in the situation where the
luck was able to happen?” we find that people had had to have been actively engaged in a
network and in exploration, in order to be somewhere where luck found them. Although the
lucky happenstance was a key occurrence, each person had created the conditions for the
luck, and then had acted on the luck rather than ignored it. These alumni stories map well
into the Planned Happenstance framework.

There are two key tenets of planned happenstance theory (Mitchell et al., 1999, p. 118)

“a) exploration generates change opportunities for increasing quality of life; and

b) “skills enable people to seize opportunities.”
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The first, that exploration creates opportunities, draws our attention to how we are not
just passive recipients of chance events, but that we can increase the likelihood of positive
happenstances through exploration and engagement. For example, individuals who have
little to no interaction with the larger world are unlikely to experience a lot of exciting
chance events that will bring new career opportunities. However, if we are engaged and
connected, are building a strong network and attending events, speaking with colleagues,
are part of an online community, and so on, then we are more likely to bump into new
opportunities. Our own behaviours can generate greater likelihood for lucky opportunities.
Then, when there is a lucky opportunity, we can choose to ignore it, or we can choose to take
advantage of it. If there is a knock on the door we have to open it to see if it is a visit that
might lead to something exciting.

Mitchell et al. (1999) lay out five skills that they believe help us generate and take advantage
of happenstances, listed in the left hand column below. The interplay of these skills help us
to make it more likely that we will have positive happenstances, and that we will then act on
them in a way that leads to the most positive impact for our own lives.

Think of your own path so far, that has gotten you to today. What role has planning played,
and what role has happenstance played?

Curiosity: exploring new

learning opportunities How has curiosity led you to new opportunities in your past:

Persistence: exerting What is an example of a time when you persisted and that meant that
effort despite setbacks you were able to move forward despite facing challenges?
Flexibility: changing atti- When in the past have you been flexible and that allowed you to take

tudes and circumstances advantage of an opportunity you might not have had?

Optimism: viewing new
opportunities as possible
and attainable

How would you describe your own level of optimism and how much you
believe new opportunities will appear and be things you can act on?

Risk taking: taking action in  How would you describe your risk taking approach? What is an example
the face of uncertain out-  of a time in the past when you took a risk on a new opportunity and it
comes led to good things?

(Adapted from Mitchell et al., 1999, p. 118)

THE CHAOS THEORY OF CAREERS

The Chaos Theory of Careers (Bright & Pryor, 2005; Pryor & Bright, 2014) has some
commonality with Planned Happenstance (in particular the role of unexpected events), but
is an attempt at a much broader new conceptualization of career development. The authors
wanted a theory that would not just address how an individual makes a career decision,
but one that also incorporates the complexity of variables, both personal and contextual,
that impact career trajectories. They asked a fundamental, and very big, question: “Why
should the influences on career development be different from those that brought about life
or which shape our cosmos?” (Pryor & Bright, 2014, p. 4). They looked beyond the career
development literature to general science and its attempts to explain the overall function of
the natural world.
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Careers, like other parts of nature, are part of a chaotic system: “An individual’s career
development therefore is the interaction of one complex dynamical system (the person)
with a series of more or less generalized other complex dynamical systems including other
individuals, organizations, cultures, legislations and social contexts” (Pryor & Bright, 2014, p.
5).

The Chaos Theory of Careers uses terms from general Chaos Theory (such as complexity,
non-linearity, chance and change), and applies them to career development.

Complexity — there are so many variables, linked in so many ways, that complexity is a
reality of systems, including the systems within which we work and manage our careers.
As covered in the labour market section, many authors are arguing that complexity is
increasing and will continue to.

Non-linearity — Perhaps the most well-known component of general chaos theory is the
butterfly effect, in which a butterfly flaps its wings in one part of the world, and impacts the
weather somewhere on the other side of the globe. This is an example of non-linearity and,
applied to careers as we have covered already, this emphasizes how most people’s careers
do not follow a direct line, and that a small change can cause disproportionately significant
impacts.

Chance - this theory reinforces the importance of recognizing how we cannot focus on
predictability, but should recognize and even embrace the role of chance in our careers.

Change - the authors argue not only that there is constant change in the larger world, but
that people themselves change. A criticism of the person-environment fit model (that we
explored at the beginning of the section) is that it assumes little change in both the person
and the environment. If people themselves are continually changing, how does that impact
how people make career decisions?

The Chaos Theory of Careers draws our attention to the complexity of career
development and to the multiple and often unpredictable influences on our options and
opportunities.

How well do you think chaos describes the natural world? How well do you think a chaos theory
can describe your career so far?

If careers are chaotic, how does that make your feel? Are you excited by the possibilities,
concerned about the lack of predictability, intrigued by the complexity, or a combination of those
feelings and/or others?

CONSTRUCTIVIST APPROACHES

Much recent work on career development uses a constructive approach, emphasizing that
reality, and how we experience it, are individually and socially constructed. There is not one
objective reality, nor one story of who we are and our career path. A subset of constructivist
theories, narrative approaches specifically highlight the role of story and argue that we
narrate our own lives — “we are the stories that we live” (Niles & Harris-Bowlsbey, 2013,
p- 113). As we tell the story of ourselves and our careers, we are designing our own reality.
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Although overall the world may be chaotic (should we ascribe to a Chaos Theory
conceptualization), the narrative approach allows a look at how individuals have agency
in impacting the stories they narrate for their own careers. It is “by constructing personal
career narratives, we can come to see our movement through life more clearly and can
understand our specific decisions with a greater life context that has meaning and
coherence” (Niles & Harris-Bowlsbey, 2013, p. 112).

As an illustration of one constructivist approach, Savickas (1997) uses a “career story”
process to help people narrate their own development. He asks clients five key questions
about themselves — asking them to name role models, favorite magazines, favorite book,
mottos and early recollections. Then, working together, the counsellor and client draw
themes out of these reflections, and the client constructs a story of their career — identifying
central themes that have guided them in the past, and that they may choose to use to guide
them into the future. Having these themes then informs decision making about next steps.

Another example of a constructivist approach is the use of metaphor as a way for
individuals to understand their own careers (Amundson, 2010). “People actively seek to
make meaning of life events and this process is on-going” and metaphors are a common
way humans make meaning (Amundson, 2010, p. 7). Using metaphors is helpful because by
“referring to parallel examples where similar dynamics are in play” we are better able to
understand a new experience by relating to the familiar metaphor (Amundson, 2010, p. 2).

Consider the following metaphors that might be used to describe your career:

If you use this metaphor for your career,

* What does it bring to mind?

* What limits does it have - what does it miss in your
experience?

« How might it be helpful to organize your thoughts?

* Does it make you feel more or less optimistic about my
future?

Career as journey, which can
include getting a call, responding
to the call, facing obstacles

Career/life as a book — with chap-
ters, difficult challenges,

Climbing the ladder of success

Following the yellow brick road

Solving a puzzle (or many puzzles)

Undertaking a research project

Metaphors adapted from Amundson (2010)
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LIMITATIONS: ETHNOCENTRICISM

We have reviewed a few examples of how career development theory has evolved over
time. During this evolution, there has been a growing conversation about diversity and the
limitations of existing theories in an increasingly diverse community. Ethnocentrism is the
assumption that one’s own “value system is superior and preferable to another” (Niles &
Harris-Bowlsbey, 2013, p. 135). Historically most of the career development literature that is
used in North America has been produced in North America, and primarily by members of
dominant groups (Niles & Harris-Bowlsbey, 2013). It is important to note that these theories
do not reflect a universal value system.

Arthur and Collins (2014) draw attention to several cultural assumptions that have been
made in career development literature reflecting a European-American perspective:

¢ Individualism and autonomy - assuming that individuals make their own choices that

create their futures

» Affluence — assuming that individuals have access to affluence, or the resources needed

» Structure of opportunity open to all- assuming that all individuals have access to
opportunities

» Centrality of work in people’s live — assuming that work is a central part of lives

 Linearity, progressiveness, and rationality — assuming that individual’s careers progress
in linear and rational ways

These assumptions, based on a “Western” worldview, limit the applicability of the career
theories we have reviewed. Even the term “career” itself may have different meanings for
different people, depending on historical and cultural influences (Arthur & Collins, 2014).
Although the theories we are reviewing in this chapter all have useful ideas to offer, we
should examine them through a lens of diversity and social justice, considering how each
theory may be limited within a particular world view, and consider limits, biases, and gaps .

In addition to limitations within career theories, there are also limitations and structural
barriers that people from marginalized groups may experience in the labour market. Niles
and Harris-Bowlsbey (2013, p. 130) argue that “there is also ample evidence to suggest
that women, people of colour, persons with disabilities, gay men, lesbian women, and
transgender persons continue to encounter tremendous obstacles in their career
development ”

Fortunately, there are increasingly more diverse voices in career development writings.
Examples of recent work includes articles looking through an Indigenous lens (Caverley,
Stewart, & Shepard, 2014), and considering the experiences of immigrants to Canada
(Bylsma & Yohani, 2014) and of refugees to Canada (Sutherland & Ibrahim, 2014).

What messages about “career” have you learned from your family, and what messages are
routed in your family’s history and experiences?

Are there any structural or systemic obstacles you believe you may (or have) experience as you
pursue your career path? What privileges have you benefited from that have made your life easier?
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Which, if any, of the assumptions listed above have you made when you think about careers and
opportunities?

FINDING YOUR WAY- MOVING TOWARDS YOUR CAREER GOALS

In the previous section we reviewed the evolution of career development theory. We're now
going to present some more concrete processes and tools that you can use as you seek to
develop your own career path and a meaningful sense of direction.

THE VALUE OF PURPOSE

Research from Harackiewicz, Barron, Tauer, and Elliot (2002) and Snyder et al. (2002) shows
that students are more successful academically when they are motivated in pursuing career
goals, with a desire to learn and embrace necessary challenges for growth, while students
with undefined goals tend to put in minimal effort. Does this mean you have to have all
the answers right now? Most definitely not — as we have said before, only some of us are
in a position to be navigating directly towards a clear goal. However, taking active steps in
exploring potential directions can give a sense of purpose to your time at university, help
keep you motivated during challenging times, and position you for success during and after
your studies.

This sense of purpose is different than a specific short-term goal — it is longer-term
and broader - a direction we are always working towards that motivates and guides our
decisions, often with a service component. Damon writes that purpose is “a part of one’s
personal search for meaning, but also has an external component, the desire to make a
difference in the world, to contribute to matters larger than the self” (Damon, Menon, &
Bronk, 2003, p. 121).

Living purposefully requires knowing yourself to get clarity about what unique purpose is
suited to you based on your unique personal makeup and identity. Having a sense of your
values and interests is fundamental in terms of making decisions that align with who you
are, but it is also important to factor in your strengths (Smith, 2017). In fact, research shows
that when we use our strengths at work we are more likely to find meaning in our work, and
to perform at a higher level (Dubreuil, Forest, & Courcy, 2014). In this section we will look
at decision making strategies, self assessment strategies, key resources, and activities to help
you get clarity as you think about your future options.

MAKING CAREER DECISIONS

Decision Making Styles

Everyone has their own style of making decisions — and the role of data plays a different role
in each style. Dinklage found 8 decision making styles (1968):
» Planful - systematic process with goals, options, and actions
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» Agonizing — Try to be planful, but end up excessively focusing on data and information
to their detriment and struggle to make a perfect decision

* Impulsive — select alternative quickly, minimal use of data
* Intuitive — Use experience and judgment to decide on path with little use for data
¢ Compliant — highly influenced by other opinions or social norms

* Delaying — Sees a decision to be made but avoids it — lacking motivation or
information

o Fatalistic — Feels their actions don’t matter, that decision is out of their hands

» Paralytic — Sees decision, but is paralyzed by fear of process or outcome

Having a sense of your own decision making style can help you to navigate your own
ongoing career decision.

When have you made big decisions in the past?
Were you successful? Why? Why not?
What do you need to do differently the next time?
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Decision Making Processes

Thinking
About My
Decision Making

Knowing How I
Make Decisions

Knowing About Knowing About
Myself My Options

What’s Involved in a Career Choice

Fig. 2.6

The Cognitive Information Processing Approach examines how we make effective career
decisions (Sampson, Peterson, Lenz, & Reardon, 1992). It posits that decisions involve both
cognitive and affective elements, and that career decisions are ongoing, with our knowledge
evolving over time. In their information processing pyramid (Figure 2.6) they describe 3
foundational components: self-knowledge, occupational knowledge, and decision-making
skills, capped by metacognition (awareness of our thoughts and processes). We will work
through these pieces in the coming sections exploring self-assessment, exploring options,
and decision making.

The Cognitive Information Processing Approach also includes the CASVE process (named
after the phases of Communication, Analysis, Synthesis, Valuing, and Execution) featured
below which explains the phases we go through in making a decision. The first two
components from the pyramid are incorporated into the analysis phase, while the
metacognition and decision-making skills apply throughout. The process reflects the
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cyclical nature of navigating career decisions, as we incorporate new learning and
experiences into future decisions.

Knowing I Need to
o Make a Choice
Knowing I Made o
A Good Choice

W
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b 5 Myself, Options, Decision
My First Choice i
Making, and Thoughts
~
Prioritizing o ) ﬁxgﬂndin'g e
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The CASVE Cycle
Fig. 2.7

Figure 2.7. CASVE Model

By paying attention to your own thought process you can monitor your progress. Are you
in need of more information or options? Or do you need to move ahead with evaluation and
execution and learning from your experiences? Although not everyone is the same place, it
is very common for university students to benefit from attention to all aspects of this process
— starting with analysis of self and options. In the coming sections we will look at the various
phases of the CASVE model of decision making to help you make informed career decisions.

ANALYSIS PART 1 - SELF-ASSESSMENT

While most students want to start with the question “what can I do with my degree?” — most
career counsellors will try to shift the initial conversation to learning more about you as a
person. Your unique makeup in terms of personality, skills, values, interests, experiences,
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connections, and your environment will all greatly influence career directions that you
might choose to pursue. As students of psychology you are well aware there are many ways
to try to measure and assess people — from complex formal assessment tools, to mind-
mapping, journaling, and reflective conversation — and they can all contribute different
pieces to your evolving self-understanding.

Using Assessment Tools

Commonly Used Personality and Career Assessments

Assessment Description Availability
Six Factor Based on Big Five research, measures personality traits of Agreeable-  Assessment
Personality ness, Neuroticism, Openness to Experience, Extroversion, and splits professional.

Questionnaire

Conscientiousness into Industriousness and Methodicalness.
Read more about psychometric properties at:
https://www.sigmaassessmentsystems.com/assessments/
six-factor-personality-questionnaire/

Strong Inter-
est Inventory

Explores work interest areas divided into Holland's RIASEC categories
of realistic, investigative, social, enterprising, and conventional.

Read more about psychometric properties at:
https://www.themyersbriggs.com/en-US/
Support/Validity-of-the-Strong-Interest-Inventory

Assessment
professional.

VIA Character
Strengths

Based on Seligman'’s Positive Psychology, focuses on assessing char-
acter strengths.

Access the free test online at:

https://www.viacharacter.org

Read more about psychometric properties at:
https://www.viacharacter.org/

researchers/assessments/via-is

Free

Strengths
Finder 2.0

Based on Clifton’s work with Strengths Psychology.

Access the test online (for fee, or with book purchase) at:
https://www.gallupstrengthscenter.com/home/en-us/
strengthsfinder

Read more about psychometric properties at:
https://www.researchgate.net/publication/

267694228 THE_CLIFTON_STRENGTHSFINDER
_R_20_TECHNICAL_REPORT

Purchase
online or
with book.

Life Values
Inventory

Helps you clarify your personal values to make more effective deci-
sions.

Access for free at:

http://www.lifevaluesinventory.org/

Read more about psychometric properties at:
https://www.lifevaluesinventory.org/

LifeValuesinventory.org
%20-%20Facilitators%20Guide%20Sample.pdf

Free

Assessment by Self-Reflection

A number of popular career books outline reflection activities to help you make sense of
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your current career situation, often partly involving looking backwards at past experiences,
or collecting data from current experiences. In our work with students we have found a few

to be particularly useful:

Activity

Instructions

Mind-mapping - a creative
open-ended way of pour-

ing out ideas to mine your
experience for insights

Start with a large blank piece of paper, and write your name in the mid-
dle. Then, radiating outwards, write our any idea that comes into your
head as potentially relevant for your future - it could include past jobs,
hobbies, mentors, strengths, fears, dreams, etc...

Journaling - to track daily
experiences of engage-
ment

Start paying attention to your daily experiences and record how each
activity went in terms of your subjective experience - what you enjoyed,
did well, or disliked.

Experience reflections - a
variety of exercises for

Write down key career stories from your past where things were going
well - and reflecting on the meaning in terms of skills, interests, or val-

personal clarification ues for you personally.

For more ideas and reflective activities you may want to consult a career planning book like
some of these popular titles students have enjoyed in the past:
* You Majored in What?, Katharine Brooks, Ed. D.(2010)

» Designing Your Life, Bill Burnett & Dave Evans (2018)
e What Colour is Your Parachute?, Richard Nelson Bolles (2018)
* Business Model You, Tim Clark (Clarke, Osterwalder, & Pigneur, 2012)

Assessment through other’s perspectives and support

Another rich source of information about ourselves can be other people around us. Family,
friends, coworkers, supervisors or teachers could all offer perspectives that can complement
your own internal reflection or results from formal assessments. You can ask important
people (between 5-10) who know you well for their perspective on your key strengths,
weaknesses, or personal qualities.

Finally, you may want to consider getting help with the self-assessment process by talking
to a professional career counsellor. Most university’s have some form of career centre on
campus that provides career advising or counselling to students. Career counsellors are
trained to guide you through the process of reflecting on yourself, exploring possibilities,
and making plans to move towards your goals. Often, having a conversation with an
unbiased person who doesn’t know you personally can help you get clarity and perspective
on your situation to help you feel more confident in knowing what directions are personally
meaningful to you.

Learning about oneself is not a one-time event, but rather an ongoing process that unfolds
over our lifetime. Not only do we come to understand ourselves in deeper ways, but we also
continue to change and evolve from our experiences — meaning that a situation that might
be a good fit for us in our twenties, could not be as good of a fit in our thirties or forties.
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ANALYSIS PART 2 - EXPLORING CAREER OPTIONS

This book is an excellent starting point for exploring your career options related to
psychology — it will provide a solid overview of some of the most common pathways you
might want to consider, as well as some new ideas you hadn’t thought of before.

Formal sources of information

To take this research further, and explore possibilities not covered here you may want to
consult other sources of career information such as:
» Job Bank (Government of Canada, 2018d) — to access information on wages, outlooks,
education, skills, and more. https:/www.jobbank.gc.ca/explorecareers

¢ O*NET (U.S. Department of Labor, 2018) — a similar website to Job Bank from the
United States https://www.onetonline.org/

» Career Cruising (2018)- an informative Canadian resource with information on
thousands of careers covering education programs, related careers, interviews with
professionals, and more. May be available through your campus career centre.

» LinkedIn (LinkedIn Corporation, 2018) — similar to Facebook in terms of profiles and
newsfeed, but offers a powerful search tool including the ability to search alumni by
institution to see what others have done with your degree.

» Career books — Your campus career centre may have a resource library featuring books
with occupational information that can help you go more in-depth in areas of interest

» Professional Associations — most occupations have a professional association (for
example NAADAC, The Association for Addiction Professionals, or CAOT, The
Canadian Association for Occupational Therapists, exist for most professions. They can
be a source of valuable information on a career of interest, including links to further
education, job opportunities, conferences, certification, and more.

Informal sources of information

Speaking to professionals working in areas of interest can be a valuable source of insight
(known as information interviewing). They can answer questions about a typical day,
challenges, rewards, required qualifications, strategies for entering the field, and provide
advice for your unique situation. To find people to speak to, ask people in your network if
they know anyone working in the field, seek out alumni from your school, or connect with
professional associations.

1. What interests keep you going in your work?
What skills are essential in doing your work?

What are your work/life fit preferences (values and needs) that are met in this work?

WS

If you were going to start again in this field of work today, what would you do to be really ready?




46 Introduction to Career Development

(What training and experience would you need to have? What would be great ways to get it?)

5. What professional associations do you rely on to keep up to date? What publications,
organizations or people do you suggest | contact for more information?

SYNTHESIS AND VALUING

As you collect information on yourself and careers, you will be moving into the next phase
of the CASVE model, of synthesizing options and valuing potential directions based on the
information you found which helps you move into the execution phase of testing out your
ideas.

If your research does not provide an obvious career direction to explore, it may help
to work through more systematic analyses of your findings. This can be as simple as a
chart of pro’s and con’s for each career of interest to help you get a more holistic view
of each option. For a more in-depth analysis, consider using a matrix to rank the options
against a set of important criteria. For example — someone might analyze 3 career paths
of psychologist, marketing professional, and lawyer, and explore them in terms of pay,
satisfaction, creativity, status, and investment required in training.

Alternatively, you might benefit from talking through your various options with family,
friends, or seeking professional help from an impartial career counsellor to help you clarify
your thoughts and feelings.

EXECUTION AND TAKING ACTION

Although collecting and analyzing information is very useful, it is important to balance
research with action and experience. By testing out your career ideas, you can get very
important firsthand experience that can tell you more about your potential career
directions. Planned Happenstance and Chaos Theory tell us of the impossibility of knowing
the future in great detail, and the value of taking action despite this. As you move forward
gaining various experiences from coursework, extra-curricular activities, part-time work,
volunteering, and otherwise — you will likely learn new information about yourself and the
world of work that could inform and maybe alter your career direction.

As you move forward learning from your coursework and other experiences, you will also
be developing marketable experience that will be valuable in future applications to work or
graduate school. While initially pursuing a broad range of experiences can be beneficial, at
a certain point, starting to focus on a few specific directions will likely help you be more
strategic in your involvement. Considering what you have learned in the research stage
about careers of interest can help you prioritize the development of key skills to help you
pursue the well-rounded education needed to be successful in your next step.

THE VALUE OF ONGOING REFLECTION

To get the most of your time at university, it is important to complement your education
and experiences with ongoing reflection. In fact, a recent study showed that employees
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who reflected for 15 minutes daily performed 23% better at their work after 10 days than
employees who didn’t participate in the reflection (Di Stefano, Gino, Pisano, & Staats, 2014).

Not only does ongoing reflection reinforce your learning and inform decisions, it will also
help you when it comes time to apply to jobs or school as it will help you to articulate
the value of your experience and skills to potential employers or graduate programs. You
may want to consider some key questions after or during new learning experiences such as
courses, extracurricular activities, or work:

» What was challenging about this experience? How did I overcome it? What results did I

ac