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PLANNING FOR CAREER SUCCESS: IS WHERE YOU ARE GOING
WHERE YOU REALLY WANT TO BE?

Lee A. Graf, Illinois State University
Masoud Hemmasi, Illinois State University

Introduction

It is not uncommon for college students to give little real
thought to Job and career objectives until the realization hits
them about the beginning of their senior year that they will
soon have to find a job. This experiential exercise was
designed to permit you to assess much earlier whether
“where tyou are going” (the job and career you are preparing
yoursel forﬂ is “where you really want to be” (what you are
really working to accomﬁ)lislg. It will give you the
opportunity to reevaluate job and career plans while there is
still time to refocus your education and experience.

The framework below represents a comprehensive, step-by-
step individual career planning model. As you will soon
discover, it will help you judge the accuracy of your present
job/career perceptions, systematically evaluate how well
your present job/career objective; mesh with your personal
characteristics, and develop short-term plans and long-term
strategies for career success. The model provides the
framework for the three exercises that follow. (NOTE: The
instructor’s material that supports this experiential exercise
appears at the end of the exercise.)

Pian ror JoO Caresr Success

Exercise 31

Exercise 1:  Job/Career Assessment

a. Identify the job you hope to secure after completing
college. Using the following questions, jot down in
the space provided below” your perceptions of what

that job would be like.

1) Nature of the Work:
-Describe the kinds of things you would be
expected to do in this job.

Seld neeeeement

Exarciee 1

2) Conditions of Work:
-What kinds of hours would you be expected to
work?
-Does the job offer security?
-What is the work environment like?
-Are there elements of the job that may be
unpleasant?

3) Worker Qualifications:
-Is previous experience required?
-Is there any preference given to any particular
group of individuals?
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! Adapted from Edmond Billingsley, Career Planning
and Job Hunting for Today’s Students (Santa Monica, CA:
Goodyear, 1978), 33-34.
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While the paper is worded as an exercise, space for
recording student reactions is not provided due to space
limitations in this proceedings.
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4) Worker Relationships: 2) Conditions of work
) Would ;gulorl;it II;Sorking alone or with other - What kinds of hours are you expected to work?
individuals? (Question whether overtime, IIIE t work, regular
- Would there be a lot of competition among fellow hours, _irregular  hours, ~weel engs, etc. are
workers in this job? required.) Are you paid for _ovgrtlme..
- Are therle olpportukrlljtie{)s in the job to develop close - %?gsulgzg Oﬁe r?gggpigcllég\t/}é 'thliss f'lct)bst?(?rscz)lgagthglrr
personal relationships? LAl
organization, what are the usual or prevalent
- . reasons given?
5) Pay, Training, and Promotion: . - What is the work environment like? Are there any
- What would the expected pay be for this job? hazards?
- What would be the normal promotional steps? - Can the job be challenging enough to hold your
- How long would these promotional steps take? attention and motivate you?
- How would th§ pay be affected with each - Are there clements of the job that might be
promotional step? unpleasant, such as heat, noise, and so on?
6) Physical Qualifications: 3) Worker qualifications o )
- What physical qualifications would be required for - Is previous experience or trainin reqﬁnred? What
the job? 1es pgrli% N ngt;;cde,traﬁ?itrlllég, and length for such
X {
7) Work Experience: - Is there evidence of any preference given on the
- What el)(cg)erience would be required for the job basis of age, sex, or race?
ou seek? . .
- that sl))ecial skills must you possess to qualify for 6) Worker relationships .
the job’ - Do you work primarily alone or with other people
in this job?
. . . - Is there a lot of competition among fellow workers
8) Educational Requirements: . in this job, such as commissions or promotions?
- What level of education would be required? - Are the relationships between employees on the
i ) ) job formal or informal?
9) Psyc{llologlcal Qua(lilﬁca‘uons:b | | - Given the nature é)f ghe wolrk, are therei
- What aptitudes, abilities, personality opportunities  to evelop close persona
characte_ristllllz;s,_aﬂg so on would be conducive to relationships?
success 1n this job?
5) Pay, training, and promotion
10) Equipment Requirements: - \zhat are the maximum, average, and minimum
- What items such as tools, clothing, car, and so on W*ilges for ﬂllllsJOb? | onal for thi
must be supplied by the employee? " job? How long do.thesieps take on the Does a
11) Perfe Evaluation: formal career planning program exist? Average?
) Performance Evaluation: o How does pay change with each promotional step?
:%%V(‘)’ gg‘lﬁg Z\?gh?:tgx;%ﬂaggdﬂ%rsl 'ths?JOb- - Does thef org?nlzatlfon slgpport a mentorship
- When and what kind of fee ack would you program, tormat ot fnformal:
expect to receive? 6) Physical qualifications ) )
o - Are there any visual, height, strength, stamina,
12) Employment Opportunities: speech, or appearance requirements?
- To what extent are workers in demand today for )
this kind of job? 7) Work experience ) )
- W(Iilere is the ?greatest demand geographically and - Wl&aﬁ_<e>}<1per11enclc32 1]1; a;1y, is required for entry-level
industry-wise? and higher-level jobs? )
- What is the employment outlook for this job In the - What special SkIhS must one possess to qualify for
next three to five years? gns Jﬁb? Wil ven for this iob?
- Are there any skill tests given for this job?
Contact (either in person or by phone) an organization ) )
in the area with the type of job you hope to secure after 8) Educational requirements ) )
completing colleﬁe. entify within the organization an - Does entry into this job require a high school
individual who holds the job you seek and who can diploma, associate degree, bachelor’s degree,
provide answers to questions re%arding this_job and master’s degree, doctorate, or postgraduate work?
career, Use the questions that follow as an interview - Does advancement on the job require formal
guide.” Record his/her responses for later evaluation. educ.atllon,. advgnced degrees, special classes or,
special training?
1) Nature of the work
9)

- Does the job or career (you are interested in exist
within this organization?

- Is it an entry-level Job or above?

- Ask for a brief description of the kinds of things
an employee is expected to do.

> From Edmond Billingsley, Career Planning and Job

Pizr]chological qualifications ]

- What —  aptitudes, abilities, ersonality
characteristics, and so on are needed to be
successful at getting and mastering the job?

Hunting for Today’s Students (Santa Monica, CA:
Goodyear, 1978, PP.33-34.
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- Are there screening exams or psycholo}%ical tests
given? What is the nature of such exams

10) Equipment requirements
-What items, such as tools or clothing, must be
supplied by the employee?
-Is an automobile required?

11) Performance evaluation
-When are employees evaluated on this job? Does
it vary with lengtﬁ of service?
-Who is expected to conduct these evaluations?
Are superiors trained in formal performance
appraisal methods? Does a formal evaluation
system exist? When and in what form can the
employee exgect to receive feedback on his or her
performance’
-Are career planning and performance appraisals
separate or simultaneous?

12) Employment opportunities
-To what extent are workers in demand today in
this type of job?
-Where is the greatest demand, geographically or
industry-wise?
-Is employment likely to increase, decrease, or stay
the same in the next three to five years?

Is this the job/career you want? Now that you have had a

more realistic preview of your job/career interests (part
b above), compare it to your perceptions of what the
job/career would be like (part a). Given this
comparison, are you still interested in pursuing such a
career path? If so, the next logical step involves self-
assessment  (Exercise 2I). Otherwise, from the
perspective of career planning, you should now
reconsider your Job/career choice, specify (in the space
provided below) an alternative job/career, and start over
with part a of exercise 1.

Self-Assessment

a.

1}

2)

Determine Career Anchors.

Complete the following 44 item questionnaire’ by
circling the number that best describes your feelings
about each statement. Then follow the instructions
provided to complete Part a of the exercise.

Strongly
Disagres
Strongly

2 Disngres
Agroe

wr Agree

I would leave my company rather
than be promoted out of my area
of expertise.

Becoming highly specialized and 1 2
highly competent in some specific
functional or technical area is
important to me.

(™ ]
£

3) A career that is free from organ- 1 2 3 4

ization restriccion is important
Lo me.

4 Adapted from “Reexaming the Career Anchor Model,” by
T. J. Delong, Personnel, May-June, 1982, pp. 56-57.
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10)

11}

12}
13

L

14)

15)

16)

L7y

18)

19)

203

21)

223

1)

I have always scught a career in
which I could be of service to
others.

A career that provides a maxi=um
variety of types of asaignments
and work projects iz imporcant ce
me .

To rise to a position in general
managémént is Iimportant to me.

I like to be fdentified with a
particular organizacion and the
prestige that accompanies that
organizacion.

Remaining in my present
geographical locatisn rather chan
moving because of a promotion is

- important to me.

The wse of my skills ia building
a nev business enterprise is
important to me.

I would like teo reach a level of
responsibilicty in an organization
vhere =y decisions really make a
difference.

I see myself more as a gencralisc
a8 opposed to being committed ro
ome specific area of expercise.
An endless variety of challenges
in my career is important to me.
Being identified with a powerful
or prestigious employer is impor-
tant to me.

The excitement of participating
in many areas of work has been
the underlying motivation behind
my careéer.

The process of supervising,

inf luencing, leading, and
controlling people at all levels
is important to me.

I am willing to sacrifice some of
my autonomy to stabilize my total
life situatrion,

An erganization that will prowvide
security through guaranteed work,
benefirs, a good retiresment, and
g0 farth, is Important te me.
During my career, T will be
mainly concerned with ny own
sense of freedom and autonomy.

I will be morivated chroughout my
career by the number of products
that I have been direccly
involved in creating.

I want others to identify wme by
my organization and job.

Being able t¢ use my skills and
talentg in the service af an
lmportant cause is important te
me.

To be recognized by my title and
status is important to me.

A carcer thar permits 2 saxi=us
of freedom and autonomy to choose
wy own work, hours, and seo forch,
is important to me.

. Strongly
Di

:
:

o Agrae

(")

Agroe

bﬂhvnﬂy
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247

25)
26)

27)

28}

29}

an)

1y

i)

13}

34)

159

36}

7

38}

39)

40

4Ly

&2

43)

a4y
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A career that gives me a great
deal of flexibility ia impoertant
Lo me.

To be in a positlion in general
management is lmportant Eo me.
It is important for me Co be
identified by my occupaticon.

I will accept & management posi-
tion only 1f ic ie Lo =y area of
expertise.

It is important for me to remain
in my present geocgraphical lLoca=-
tion rather than move because of
a promotion or new job assign—
ment .

I would like to accumslate a per—
sonal fortune to prove to myself
and others that 1 am competent.

I want to achieve a position that
glves me the spportunity to com
bine analytical competence with
supervision of pesple.

I have been motiv.ted throughout
my career by uweing my rtalents in
a variety of differeat areas of
work.

An endless variety of challenges
is what I really waot from my
career.

An organization that will give me
long-run atability is lmporcant
Lo me.

To be able to create or build
semething that is entirely my own
product or idea is imporcant te me.
Remaining in my speclalized area,
ag apposed te being promoted out
of my area of expertise, ia
lmportant to me.

I do not want to be constrained
by either an organization or the
business world.

Seeing others change because of
my efforts is lmportant to me.

Hy mailn concern in 1life {8 to be
competent in my area of exper-
tisa.

The chance te pursue my own life-
style and not be constrained by
the rules of an organization is
important to me.

1 find most organizations to be
restrictive and intrusive.
Remaining in my area of exper-
tise, rather than being promoted
inco general mé8nagement, is
important to me.

I want a career that allows me to
mect my basic needs through
helping cthers.

The use of my interpersonal and
helping skills in the aservice of
others 15 important to me.

1 like to see others change
because of my efforts.

Strongly

Disagres

raMisagree

b3

wAgres

Strongly

Agroe
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b.

Now, compute your mean response for each of the
following career anchors using the item numbers listed
below the respective lines (for example, for “Technical
Com}petence” sum your responses to statements 1, 2, 27,
35, 38, and 41). Then divide each anchor total by the
number of items for that anchor to obtain your subscale
score for the eight career anchors. After your instructor
has provided you with an explanation of the meaning of
career anchors and how the subscale scores are
interpreted, continue on to part b of this exercise.

Technical

Competence T+ 6w
FL, 2, Z7, 35, 38, &1

Autonomy — L hH=
#3, 18, 23, 36, 39, &0

Service 6=
#4, 21, 37, 42, 53, 44

Identity 2 5=
#7, 13, 20, 22, 26

Variecy L H =
#5, 12, 14, 24, 31, 32

Managerial

Comp&tence L H =
76, 1o, 11, 15, 25, 30

Secﬁrity 5=
#8, 16, 17, 28, 33

Creacivity = 4 =

75, 19, 29, 3%

Perform strengths-weaknesses/likes-dislikes analysis. In
light of the information gleaned from Exercise 1
pertaining to your job/career goals, list your perceived
strengths, weaknesses, likes, and dislikes (SWLD) in
the appropriate sections below. Strengths are one’s
attributes, skills, talents, and characteristics (physical
and/or psychological) that contribute to one's
effectiveness in a job. Weaknesses, on the other hand,
are those some elements that detract from one’s
effectiveness. Likes are things that a person discovers
enjoyable; dislikes are self-imposed restrictions. Try to
be totally honest with yourself to obtain the most
objective understanding of the factors that maz
significantly affect the outcome of your career pat
decision.

Are you a “fit’ with your chosen career?
1) Given the outcome of the self-assessment exercise

(parts a and b above), do you still see yourself as a
good fit with your chosen job/career? Explain.
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2) Can you think of other job/career alternatives that are
consistent with your self-assessment profile (parts a and
b above)? Explain.

Screngths Weaknesses
Likes Dislikes

Exercise 3:  Planning for Job/career Success

a. In part b of Exercise 2, you identified your strengths,
weaknesses, likes, and dislikes (SWLD) as they relate
you your chosen job/career.

1) Explain what you specifically can do to capitalize
upon your strengths in preparation for that
job/career.

2) How do you intend to overcome %lour deficiencies
in preparation for that job/career? Explain.

3) How do you intend to co?q with what you dislike
about that job/career? Explain.

4) Meet with a grpu&; (preferably 3-5 other individuals
with similar job/career objectives) to brainstorm
other ways of addressing the above issues.

Now that you are aware of what it will take to be a
better “fit” with your chosen f'ob/career, do you think
you have the ability and willingness to do what is
necessary to build on your strengths, cope with your
dislikes, and overcome your weaknesses? If your
answer is NO, from the perspective of career planning,
you should now reconsider your job/career choice,
specify (in the s]t)lace below) an alternative job/career,
and start over with part a of Exercise 1.

Will you attain long-term career success?

1) Based upon the experience and knowledge you

21

have gained from the preceding exercises and
information provided in your text, meet again in
our discussion fgroup to develo(f a list of
‘guidelines” that, if"adhered to, should lead to long-
term career success.
2) Explain what you have gained from involving
yourself in this experiential exercise.

INSTRUCTOR’S NOTES

Purpose of the Experiential Exercise

This exﬁeriential exercise was designed to provide students
with:

1. A hands-on experience in the planning and
development of their own career strategy.

2. A clearer understanding of job and career
opportunities in organizations.

3. An investigative framework that will enable them
to minimize unrealistic job/career expectations.

4. An increased self-awareness and understanding of
one’s own capabilities and deficiencies as they
relate to one’s job/career objectives.

5. An increased awareness of the types of courses that

might be taken and related work and intern
experiences that might be emphasized to more fully
prepare themselves for their selected job and
career.

How This Experiential Exercise can Be Used

This experiential exercise consists of three separate but
related parts. Since job/career planning is an individual
matter, certain parts of this experiential exercise (e.g., self-
assessment) should be assigned to individual particigants as
an in-class project. Other parts of the exercise can be more
enlightening as a group assignment and/or outside project.
Figure 2 presents all potential formats in which various parts
of the exercise can be handled. To complete all parts ot this
exercise normally requires at least two 50 minute class
periods.

Figure 2
ASSIGNMENT FORMATS
Outside
In-clasa Claes Individual Group
Exercise L:
Part a Tes Yes Yes ]
Part b No Yes Yes Tes
Part c Tes Ho Ho Tes
Exercise 2:
Part a Tes Yo Yas Na
Part b Yes Na Yes Na
Part c Yes Mo Yes No
Exercise 3:
Part a Yes o Yes Yes
Part b Yes No Yes Tes
Parg ¢ Tes Mo Yes Tes
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Sample Results

In Exercise 1, Job/Career Assessment, participants are asked
to compare their perceptions about various aspects of their
chosen job/career with more realistic information obtained
from an actual job incumbent. While there are no specific
solutions to this exercise, it enhances Eartim ants’
awareness of their continuing interest in their chosen
job/career. As a result of this exercise, some participants
may use the instructor as a sounding-board for refining or
modifying job/career goals.

Exercise 2, Self-Assessment, contains three parts. Part a
requires that participants complete a questionnaire in order
to determine their career anchors. Career anchors are “a
syndrome of motives, values, and self-perceived
competencies which function to guide and constrain an
individual’s career.” The participant’s dominant career
anchors are those with the highest calculated subscale
scores. The meanings of different career anchors are
Eresented in Figure 3. Figure 3 can be duplicated and
anded out or used as a transparency master.

Figure 3
POSSIBLE CAREER ANCHORS

Managerial Competence. Individuals with this anchor
wish to demonstrate (a) interpersonal competence or the
ability to influence, supervise, lead, manipulate, and
control people toward the most effective achievement of
organizational goals; (b) analytical competence or the
ability to identify, analyze, and solve complex
conceptual problems under conditions of uncertainty
and incomplete Information; and (c) emotional stability
or the capacity to be stimulated by emotional and
interpersonal crises rather than becoming exhausted or
debilitated by them.

Technical-Functional Competence. Individuals with this
anchor organize their career around the challenge of the
actual work they are doing; it is the technical or
functional area and the analytical work that “turns on”
this individual.

Security. Individuals with this anchor tie their careers to
a particular organization as a way of stabilizing and
ensuring career security.

Creativity. Individuals with this anchor express a strong
need to create somethings of their own.

Autonomy and Independence. Individuals with this
anchor are concerned about their sense of freedom and
autonomy.

22

6. Service. Individuals with this anchor are concerned with

helping others or working on an important cause.

Identity. Individuals with this anchor emphasize status
and title in their careers; they value the prestige that
accrues to a particular job or career.

Variety. Individuals with this anchor want an endless
variety of challenges; they are motivated by being able
to use their talents in a number of different ways.

Source: E. H. Schein, Career Dynamics (Reading, Mass:
Addison—WesleK, 1978) and T. J. DeLong, “Reexamining
thes(()jareer Anchor Model,” Personnel 59 (May-June 1982),
p. 50.

Part b of Exercise 2 involves participants in a self-
assessment of their strengths, weaknesses, likes, and dislikes
(SWLD) as they relate to their present job! career objectives.
A sample of SWLD analysis 1s presented in Figure 4. The
instructor may wish to share this with participants as a
handout or transparency, either before or after completion of
this part of the experiential exercise.

The instructor may wish to conduct a general discussion of
Part C of this exercise. SWLD analysis usually generates a
considerable amount of discussion.

Exercise 3, Plan for Job/Career Success, involves
development of both short-term action plans for job success
Part a) and long-term strategies for career success (Part b).
igure 5 below provides a list of potentially promisin
means or action plans for overcoming weaknesses an
improving the “candidate-job fit.” This also may be shared
with participants in order to bring to their attention options

that they may not have considered on their own.

The instructor may also wish to comment on the fact that
dislikes are, at times, a function of one’s present
shortcomings. They may, thus, be rectified once the
weaknesses are overcome. It is also noteworthy that
sometimes one’s only alternative is to simply learn to cope
with certain unpleasantries of a job. Finally, other
undesirable features of a job may be alleviated through
organizational change.

A list of guidelines for long-term career success is presented
in Figure 6. Upon completion of Part ¢ (section 1), you may
wish to distribute Figure 6 to participants (as a hand-out), or
use it as a transparency master. This list of “guidelines”
often generates extensive discussions.
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Figure &4

SAMPLE SWLD ANALYSIS

Figure 3
HMEANS OF OVERCOMING WEAKNESSES

STRENGTHS

WEAENESSES

Hard worker

Responsible

Honast

Religious

High morals

Take criticism well

Glve constructive
criticism

Patient

Very prompt

Dependable

Conservative

Enjoy people

Active

Like to work

Work well under
pressure

Good judgment

Slow to anger

High degree of
empathy

Help others

Go an extra mile

Kind

Very neat and
orderly

Confidentc

Persistent

Like to read

Like to work with
hands

Like to travel

Like to make
friends

Do things own way

Write well

Don't smoke, drink,
eLC.

Don't hold grudges

Tend to be close-minded

Inefficient time manager

Tend to nitpick

Hot tempered (sometimes)

Heryous in unfamiliar places

Gan't stay put ln one place
very long (i.e. desk,
classcoom, etc.)

Very opinionated

Put things of f until last
minote

Bog down on detail in
interesting subjects and
over look detail in less
interesting subjectcs

Foor in mathematics

Allow friendship to affect
decisions and judgment at
times

Too serious at times

Possessive

Bored casily

Tend to preach at times

Stubborn

Daydream

Judgmental

Quick to speak out before
rationally analyzing facts

Open mouth without engaging
brain

Have hard time cemenbering
names

Tend to overemphasize and
exaggerate

Spelling

On gccasion make snap
judgments about situations
and people's characters

Tend to downgrade self

Like te spend noney

Quick to correct people (even
superiors) when wrong

Impatient reading technical
material; skim through,
missing important detail

Clock watcher

LIKES

DISLIKES

Like to travel

Would like to live
in California

Like to be own boss

Would like to live
in a large city

Enjoy watehing foor-
ball and bagseball

Enjoy playing golf
and tennis

Do not want to work for a
large firm

Will mot work im the North

Do not like to work behind a
desk all day

Do not like to wear suits all
the time

Part Time or Summer Jobs
Internships

Student Organizarions & Clubs
Voluntary or Community Service
College Courses

Class Projects

Mnagement Development Programs
Seminars & Workshops

Guidance Counselling

Figure &
GUIDELINES FOR LONG-TERM CAREER SUCCESS

The basic foundation of success is found in good
performance that pleases one's superiors.
However, since all performance is not easily
measured, you must be careful to determine the
real criteria by which you are evaluated and be
vigorously honest in evaluvating your own perfor-
mance against chese criteria.

Strive for positions that have high visibility and
exposure in which you can be a hero observed by
higher officials,

Develop relations with a sobile genilor executive
who can be your spomsor.

Learn your job as quickly as possible and train a
replacement so that you can be available to move.

Nominate yourself for other positioms.
not necessarily a virtue.

Modesty is

Before takimg a posicion, rigorously assess your
strengths and weaknesses, what you like and do not
like. Do not accept a promotion If it draws on
your weaknesses and entalls mainly activities you
do not like.

Leave at your own convenience but on good terms
without practicing criticism of the orgamizacion.

Do mot stay under an L{mmobile superior who i3 noc
promoted in three to five years.

Accept the facts that responsibilicy will always
exceed authority and that organizational politlcs
are inevitable. Establish alliances and fight
necessary battles, restricting upward battles to
very important issues.

10, Recognize that you will face ethical dilemmas no

mwatter how moral you try to be. Therefore, from
time to time, exssine your personal values and
question how much you will sacrifice for the
organlzation.

Source:
Personnel:

R. Wayne Mondy and Robert M. Koe III,
The Management of Human Resources (Boston:

Allyn and Bacon, Imc., 1987), pp. 341-342.

Source:

Ma
P

Ross A. Webber, "Career Problems of Young
nagers," California Management Review, Summer 1976,

3.
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