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Abstract

This paper sets out to address an important aspect of human development, namely, the
processes by which career choices are made. Highlighting the necessity of considering the
unique cultural, social, and economic factors that influence career development in the Indian
context, the paper presents the cultural preparation process model as a potential framework
for the development of a career psychology for India. Data from the Work Orientath
Responses to Career Choices: Indian Regional Survey (WORCC-IRS) is preset&@
illustrate the model and to discuss occupational and career interests whic)@&nstructs that
are central to career guidance. Data is provided to show that cultur@ s such as parental
approval and the attribution of prestige have a strong influgnc@ formation of
occupational and career interests. The paper concludes v@\ﬁseussion on the importance
of creating a platform for the emergence of an Indj reer psychology that integrates into
its purview the diverse factors that influence &e evelopment in the Indian context.

Keywords: acculturation, career ps cI@ Y cultural learning, cultural preparation process,
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Introduction

Work and career are closely interwoven with human development across almost all
cultures. Early theories of career development described it to be the result of a process of
maturation whereby the individual progresses in a “normative” manner, resolving
developmental tasks and achieving developmental milestones. Contemporary ideas of human
development have moved away from the supposition that development comprises aro
invariant sequence of stages, through which the individual must move. In reat iO
development does not seem to occur in this predictable and rational manr@’&ﬂeen clearly
defined age ranges. An important observation made is that earlier @mental models do
not adequately address the vast range of individual and corlteﬁﬁ’h‘erences and that the
attitudes of significant others in the adolescent’s life and @expectations could play a
significant role in shaping career orientations (Ar I & Nag-Arulmani, 2004). Blustein
(1988) makes the point that the resolution of & developmental tasks is in effect
influenced by the simultaneous operati@ rious historical factors (e.g., economic slump
or boom) and cultural factors (e. ge attributes of an occupation). In other words,
“non-normative” factors that are not related to the process of maturation could play a
significant role in ca% Igpment. With a view to delineating constructs that could
inform an indi career psychology, this paper presents a culturally mediated model of
career dev nt and data from a regional survey that throws light on Indian young
p o@iemation to work and career choice.
O%s of the Notion of Career

The evolution of work has been influenced by the intermingling of a wide range of
social, cultural, and economic forces. In most civilizations, occupations and trades ran in
families and occupational skills were transferred to the young by the adults within the family

or through professional guilds (e.g., Tilgher, 1930). The momentous social and economic
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transformations caused by the Industrial Revolution and the Protestant Reformation in
Western societies led to these long-established customs becoming redundant in comparison to
earlier times when occupational role allocation was almost automatic. People could now
approach work as a vehicle for personal growth and development, closely connected with the
fulfilment of personal desires. Thus was born the concept of career, which tends in a
Western context to be a “personal engagement with the world of work characterized e
exercise of volition and the delineation of personal suitability, requiring prepar§®nd
specialization for ongoing, lifelong development” (Arulmani, Bakshi, Le atts, in
press). With new occupations rapidly emerging, fitting people to j@d on their abilities
became an urgent requirement and vocational/career guidqnc(ﬁe!red as a method to
support the new work ethos (e.g., Parsons, 1909). The e@\form of career psychology
focused on developing systems whereby people’s and characteristics could be reliably
identified and matched to jobs that corres on& hese personal features. In the past, when
the allocation of work roles was groun@ n social and cultural customs, the necessity for
this kind of counselling and gui s perhaps not required. Today, in certain cultures
and economies, the would be worker has before him/her a wide variety of occupational

*

options and opportur% most members of these cultures enjoy the freedom to select and

follow careers{ choice. Career guidance and counselling has its being in the dynamic

interactior@

o%@ Since its emergence about a century ago, the field has rapidly developed and
row

g

IS possible between occupational opportunities and the individual’s freedom

in the sophistication with which it has supported individuals’ engagement with the
world of work.

Manifestation of Career

A key point to be noted is that career manifested itself as an aspect of work in a

Western, industrialised context in response to powerful social and economic transformations
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that were peculiar to those contexts. Further, these are cultures founded on the principles of
materialistic individualism that celebrate the individual and his or her desires, interests, and
attitudes. The freedom of the individual for self-determination is a deeply cherished and
protected value. In cultures and economies that did not come directly under such influences,
human engagement with work seems to have proceeded as it had for centuries earlier (e.g.,
Donkin, 2010; Thapar, 1966). Large sections of the global workforce, including tho@he
so called emerging economics, are even today characterised by pre—industrialf& and
career as it has been portrayed above does not exist in these cultures and @éSMes. More
often than not, these are cultures that are collectivistic in their orgar@ where factors
other than personal desires influence the individual’s engager& h work. At the same
time, the forces of Westernisation and the more recent in@&m, modernisation and
globalization, have been such that the notion of a nal career has become a reality in
many more parts of the world. It has been ob& , therefore, that:
Although historically the notion @ r has its roots in a Western, individualistic,
industrialized context, an tured by a work ethic that promoted freedom of
choice, global forces over the years have transported it also to many other cultural and
economic locatj @ralmani, Bakshi, Leong, & Watts, in press).

It seem @fore, that career broadly manifests itself in two contexts: social,
cultural, aq omic settings to which it is indigenous and those to which it is historically
and Ily unfamiliar. The former is a more natural, contextually consistent
ma&iestation. The latter could be the consequence of necessity resulting from global
transformations, prompting the observation that:

The delineation of career from work lies along a continuum. At one end is “career” in

its fully developed form, at the other is a complete absence of the notion of career and
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along the continuum are various manifestations of the idea of career (Arulmani, Bakshi,

Leong, & Watts, in press).

As will be discussed in greater detail below, the psychosocial, cultural, and economic
features of the local context also have the potential to shape the manifestation of career. Our
research has indicated, for example, that an Indian family from a lower socioeconomic status
(SES) background tends to lay a lower emphasis on investing resources in education
pathway to a career when compared to Indian middle class groups (e.g., Arulm r@ll).
Hence, the matter of considering a career for his children based on their i@&and talents
would be almost alien for a semi-literate, informally trained mason@ on a Bangalore
construction site. He would perhaps be more concerned wlth { Mg his son to work as
soon as possible so that he could learn the trade and cont@e\[o the family income. In
another context, given the long history in their ec of vocationally oriented
apprenticeship training, Austrian young peop& t be entirely agreeable to considering
vocationally oriented careers (e.g., Ra 9). In contrast, given the culturally mediated
forces of occupational prestige, al options may not even be considered as a potential
career path in an urban, Indian middle class home (e.g., Arulmani, 2009a). The point being
made here is that whi t@ot‘ion of career is becoming increasingly widespread, it must be
acknowledged nature of its manifestation, the meaning attributed to it, and the
manner in h'individuals and groups engage with career can vary from one context to
another.NFor one group, the focus of career guidance may be to help an individual discover in
wﬁ occupational area (e.g., commercial art, biotechnology or law) he/she should
specialise. In another setting, career guidance may be to help the members of a community
identify and gain modern skills to manage their traditional, rural occupations in a viable
manner.

Theories, Models, and Methods of Practice: Current State of Relevance
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The advancement of the field of career psychology in Western contexts has been
vigorous and has led to the formulation of a great variety of theories and approaches to
practice ranging from the trait-factor (e.g., Holland, 1997), developmental (e.g., Super, 1990),
and social cognitive (e.g. Lent, 1994), to the more recent systems theory and constructivist
positions (e.g., McMahon, 2005). However, some of the world’s largest human resource
pools in the world lie in the economically developing world (United Nations Depart@of
Economic and Social Affairs, 2011). While the need for career guidance is rap@ing in
these settings, the notion of career is not indigenous to many of these con% the
absence of contextually defined meanings and locally generated da@ r guidance in
these contexts is driven by definitions of career that have bge{@osed upon these
cultures. Although newly emerging cultural approaches @\_eong, 2011) are making a
concerted effort, very little attention has been dire toward understanding orientations to
work and the manifestation of career in these& nments. Given the reality that career now
exists outside the contexts in which it v@ , the challenge is to break new ground for
cultures and economies to whic as not been indigenous.

The Cultural Preparation Process Model of Career Development
Cultural Preparedn%e ’

Anthropo and sociological definitions of culture portray it to be human

phenomen@ annot be attributed to genetic or biological inheritance, but to that repository

o@e and assimilated systems of learned behaviour patterns characterizing the
em

members of a social group, including the symbolic representation of experiences and the
distinct ways in which groups of people classify and represent their collective experience
(e.g., Durkheim, 1893/1984; Hoebel, 1966; van de Walle, 2008). Cultural learning is a

uniquely human feature whereby the learner is not only learning about things from other

persons but is also learning things through them and at the same time becoming a vehicle for
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the transmission of these learnings to others (Tomasello, 2001). Cultural preparedness refers
to the bidirectional process of influence between a social group and its members, whereby a
society directly or indirectly, formally or informally, transmits to its members, the norms and
customs by which it characterizes itself and whereby the dynamics of lifelong cultural
learning facilitate the absorbing of attitudes, convictions, opinions, and notions which cohere
together to create mindsets and beliefs that guide a people’s relationship with thems%and
their environment. Extending the notion of cultural preparedness to the practk,K@
counselling and guidance, Arulmani (2007) points out that the constructs @ergird
Western theories of counselling are embedded in the realities of We@ ntexts. Methods
of counselling that emerged in these settings were in effect de{ by a people, for a
people with certain cultural orientations. One of the reas@ the success of these
approaches could be that both the authors of the s as well as the consumers of the
service have been prepared by their cultures t& and partake of the service in a similar
manner. They share a comparable voc@ of values and cherish a particular approach to
life. It is against this backgroun ural preparedness that conditions could be created for
an approach to counselling that were necessary and sufficient for that context. However, the
same conditions may %er necessary nor sufficient for a people who have a different
cultural heritag example, a definition of career that cuts against collectivistic

orientatio i ot find resonance amongst a people whose culture has prepared them over
approach their existence in a community oriented manner and where the exercise
of independent decision making is not entirely the prerogative of the individual. The cultural
preparedness approach is offered in this writing as a framework that could be considered for
the development of culturally resonant theorising and models of practice. The salient
principles of the cultural preparation process model of career development is described next

(for a more detailed discussion see Arulmani, in press).



CAREER PSYCHOLOGY 9

Proposition 1: Global Trends and Transformations

The model proposes that global conditions, trends, and transformations form the
backdrop against which human engagement with work and career occurs. These are major
external factors that affect the individual/group but over which the individual/group has little
or no control. These factors could include social philosophies, economic trends, political
changes, technological advances, and natural phenomena. For example, economic Q
liberalisation and globalisation have brought a wide range of new occupations'n\ erging
economies that have a significant impact on career development processew e
economies. 0\
Proposition 2: Influences on Preparedness o O

Moving from global processes to the level of the ir@al/group, the model proposes
that preparedness for career development is influe by the following three key factors:

Patterns of social organization. Indiv&@ m and collectivism have been extensively
discussed and the literature is rich with@ tions and definitions (see Hofstede, 1980;
Triandis, 1995). Summarizing t ture, Oyserman, Coon, and Kemmelmeier (2002)
describe the central features of individualism to be a belief in personal uniqueness and
independence while %@e;dence, duty to the in-group, and maintaining harmony are the
main characteri collectivism. The model suggests that individualistic-collectivistic
cultural e @ ents could differentially shape the individual’s cultural preparedness. A
concgetevgxample is the individual’s expression of career interests, which is a central
construct in career counselling (discussed in greater detail below). In a collectivistic context,
the individual’s formation and articulation of vocational interests might in fact be
significantly influenced by the values and beliefs of the collective. In an individualistic

situation, however, it is more probable that the formation of interests is relatively more
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independent of the collective and that the individual has greater freedom to express personal
preferences rather than those favoured and endorsed by the community.

Patterns of value attribution. The worth, importance, or significance bestowed upon
phenomena within a certain cultural group are key influences on cultural preparedness. The
meaning and purpose attributed to work and career could be influenced by prevailing
mindsets, social and moral frames of reference. Social cognitive environments fosterQQ
development of career beliefs: attitudes and opinions that reflect career stereot@
(Arulmani, 2011; Arulmani & Nag-Arulmani, 2004; Krumboltz, 1994). ple, the
Gandhian view emphasises the belief that work has innate value an \be pursued for its
own sake. Such social cognitions, in a distinctly identifiable (@ cause the attribution of
value to various aspects of work and career which could @nd influence people’s work
behaviours and their orientation to career develop The impact of value attributions on
the career preparation process can also be ma d critical (Arulmani & Abdulla, 2007,
Arulmani & Nag-Arulmani, 2004). O

Processes of role allocatigi™Relationships within a social group are defined by
processes of role allocation. The acting out of a role is regulated by a reciprocal give-receive
dynamic between the'%(@u;l and society and is characterized by culturally defined
obligations and ations (see Merton, 1957). Focusing on occupational role allocation,
this modeo es that cultural preparedness for occupational engagement is influenced by
t nngr in which people are assigned, achieve, or assume occupational roles. The
i&tion between gender and career provides another strong example. In certain cultures,
the primary role ascribed upon the female is that of wife and mother. The definite, cultural
expectation is that any career roles she wishes to realise are subsumed under the primary

ascribed role.

Proposition 3: The Mediation of Cultural Learning
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The third proposition of the cultural preparation process model suggests that the
capacity for cultural learning mediates the interaction between global trends (described in
Proposition 1) and influences on preparedness (described in Proposition 2). For example, the
tsunami that struck the coasts of South India a few years ago destroyed the wooden boats of
hundreds of fishermen and severely crippled their livelihoods. Rehabilitation efforts brought
the practitioners of this traditional occupation to a cross road: They were offered nev@s
but these boats were made of fibre glass, a material that was entirely new to th@erviews
with a small cross section of this group revealed that initial scepticism w*ﬁ&t unanimous
amongst this group (Arulmani, 2006). Long held beliefs pertaining@ ‘way fishing ought
to be conducted” and “displeasing the gods” came into plax. (@ame time, having lost
everything they did not have the means to build the kind @ts they had traditionally used.
Left with no other alternative, a few of them were e enough to try the new boats. They
found that they needed to learn new skills to hese boats. They also found that the
new vessels had advantages. Graduall@\!and more fishermen, learning from each other,
developed mastery over the ne **In this illustration, the tsunami represents the impact
of global forces affecting occupation and livelihood. The scepticism and unwillingness to
accept an innovation @@nt; context specific factors that affect preparedness. The
learning throu rimentation, the adaption of skills to a new task, and the transmission of
this Iearni@o ers demonstrate the mediation of cultural learning.

P o@n 4: Enculturation and the Emergence of Equilibrium

\Fhe cultural learning process by which a social group forms and shapes its individual
members to conform to its conventions has been described to be enculturation (e.g., Grusec
& Hastings, 2007). Within the cultural preparation process model, enculturation is explained
as the process by which people acquire the behaviours that are obligatory in that culture—for

specific practices. In the example of the fishermen cited above, their reference to culturally
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embedded beliefs related to their occupation and their initial refusal to accept fibre glass is an
illustration of enculturated behaviour. The forces of enculturation prepare the members of a
culture to respond to each other, their surroundings, other communities, and to global trends
in a unique and distinctive manner. Within the model, the socializing forces of enculturation
interact continuously and dynamically, individually or severally with global trends
(Proposition 1), the three factors that influence preparedness (Proposition 2), and thn@the
processes of cultural learning (Proposition 3), place the individual/group in au&tate of
equilibrium to engage with career development. This is the individual/gr% Itural
preparation status equilibrium in relation to career development. F@ ple, the cultural
preparation status equilibrium of the fishermen in the iIIustIat'(G’Ve was such that they
were committed to the belief that wooden boats were ess@o practice their occupation.
Proposition 5: Acculturation and the Alteratio quilibrium. If enculturation
describes internally occurring processes that i& ce cultural preparedness, acculturation
describes how it is influenced by exterr@ esses when societies come into contact with
each other. The nature of accult ould be envisioned to lie along a continuum. At one
end, acculturation could be entirely reciprocal whereby both cultures are mutually influenced.
At the other end, atti@@cﬁltural imperialism and ethnocentric orientations could
deliberately en t the dominant culture unidirectionally transfers its values and norms to
a less domi §7e (Tomlinson, 1991; Xue, 2008). Also, secular, global trends could make
acc jon a necessity. For example, the fishermen in the illustration had no choice other
thaX> adapt to a new type of boat. In its fifth and final proposition, the cultural preparation
process model points out that acculturation has a critical influence on cultural preparedness.
If enculturation creates a certain status or quality of cultural preparedness, the necessity for
acculturation can cause shifts in cultural preparedness, which may or may not be beneficial to

the culture that is required to acculturate. As with enculturation, the forces of acculturation
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interact continuously and dynamically, individually or severally, with global trends and the
three factors that influence preparedness. Acculturative forces that are consonant with the
individual/group’s cultural preparation status would support, enhance, or further stabilize the
existing career preparation status equilibrium. Dissonance would mean that the forces of
acculturation disturb the existing career preparation status equilibrium.

The foregoing has attempted to draw attention to constructs that could have a bg@ning
on a career psychology for the Indian context. We now present data from an Qrd\@nvey to
throw further light on some of these propositions. é\'

Work Orientations and Responses to Career Choices - Ind@gional Survey
(WORCC-IRS): Influences on Occupationala{eker Interests

WORCC-IRS was designed to collect information @Indian young people’s
orientations to work and livelihood and the mann hich they make career choices
(Arulmani & Nag-Arulmani, 2005). The sur\& ered 13 regions of India and was
executed in seven languages. Useful ir®1 on emerged from this survey in relation to the
impact of socioeconomic status, e of social cognitions such as career beliefs,
perception of career development barriers, educational path orientations, attribution of
occupational prestige z@al‘views, and career awareness (see Arulmani, 2009a, 2009b;
Arulmani & N @mani, 2005). This data has been used to develop and implement
interventi ggned for the Indian cultural and economic context (see Arulmani, 2010).
The gapeg now draws upon WORCC-IRS data to discuss interest—a construct central to
ck psychology—to illustrate some of the principles of the cultural preparation process
model.

Key Terms
Multiple Potentials Framework. Effective career guidance requires the coming

together of multiple units of information: data about interests, aptitudes, and information
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about the world of work. It is essential that it is possible to draw this information together if
it is to contribute meaningfully to the process of career guidance and counselling. A
commonly encountered difficulty, particularly in contexts where the scientific practice of
career counselling is in its infancy, is that information is collected through tools and devices
that are each based on different theoretical persuasions. While they may be independently
useful, it would be difficult to reconcile such information into a consistent explanati@the
individual’s personal profile since each of these instruments originate from dif e@
theoretical frames of reference. Integration of information would be mor xve if the
various units of a career counselling system are undergirded by the @\eoretical reference
point. . &O

The Multiple Potentials Framework (Arulmani & I@ulmani, 2004) is an adaptation
of Gardner’s (1983) theory of multiple intelligenc d is used by the author for the system
of career guidance that he has developed (e.g.; Qani, 2010). Within this system,
assessment devices are based on five f@. he Linguistic theme (L) refers to using words
attractively and effectively to co ate either in the written or spoken form. The
Analytical-Logical theme (AL) refers to activities such as reasoning, planning, and
calculating. The Spati I%;(S) is linked to designing, working with colours and shapes,
drawing, and s @g. The Personal (P) theme refers to understanding people and human
behaviour?ﬁhysical-Mechanical theme (PM) refers to working with machines, engaging
i )@Qlly emanding activities, and the application of mechanical reasoning (see
Arulmani & Nag-Arulmani, 2004 and http://www.jivacareer.org/project/page/multiple-
potentials-framework.html for a detailed description of the components of the multiple
potentials framework).

Career interest and occupational preference. Interest is a construct that is central to

career guidance and some of the most well-known and extensively used contemporary
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methods of career guidance and counselling base themselves almost exclusively on
understanding the individual’s interest profile. Career interest as defined in this paper refers
to the psychological construct, closely linked to a person’s personality. Summarizing the
history of interest assessment, Hansen (2005) describes career interests to be “a preference
for activities expressed as likes or dislikes” (p. 281). Our definition of career interest is
similar: Career interests are activities that draw a person’s attention, things that a pero's
curious about, matters a person wants to pursue further, activities that a personc\@ers
worthwhile, and activities a person enjoys. Interest motivates and drives to
preferentially seek out and engage with certain kinds of activities o@rs. Within this
definition, career interests are patterns of likes, dislikes, ang i{@nces around specific
themes and are directed toward certain kinds of activitie@ than specific occupations.
We define occupational preference as being disti m career interests. Occupational
preferences are reflected in the individual’s at&g n to a specific occupation. Therefore,
when a person says she is interested in rcial art, she is expressing an occupational
preference. On the other hand, i s she is interested in a career that requires drawing,
working with colours, designing, and visualisation, she is expressing career interests. Career
guidance programme@@(;reer interests, and based on activities for which an individual
shows preferen ints him/her toward occupations that are composed of such activities.
\

Itis assu

li el@‘ he/she will show low interest for careers that are linked to such activities. Students

that if an individual shows low interest for an area of activities, it is also

in the'WORCC-IRS reported their occupational preference on a list of careers which each
could further be assigned to one of the themes under the MPF. In this paper we analyse
occupational preference ratings for architecture (assigned to the spatial theme) and students’

career interest score for the spatial theme.
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Prestige and value attribution. The respectability attributed to an occupation plays a
powerful role in shaping interest directed toward that occupation, and people include or
eliminate occupational alternatives based on their prestige attributes. Occupational prestige is
the value attributed to a profession through social and cultural forces that grade occupations
on a hierarchy of prestige.

Parental support and approval. This refers to the young person’s perceptior@e
extent to which his/her parents would support a given career choice. In the \/@IRS,
researchers did not interact directly with parents. Instead data was collec@&nﬁaﬂicipants’
perception of their parent’s support, approval, and endorsement of @ ptions.

In this paper, the career option of architecture is takeg t(l@t’ate the dynamic
interactions between the variables under study. Students@\pational preference for
architecture, their prestige ratings and parent appr &atings for this career option, and their
career interests for spatial activities are examineg. “Career interest related to the spatial
category are assumed to be closest to t ctipation of architecture.

Method

Participants. Some of the most far-reaching educational decisions related to career
preparation in India @ ;etween the end of high school (Grade 10) and the end of the
higher seconda ol (Grade 12) (e.g., Arulmani & Nag-Arulmani, 2004). It is well
established @ , that socio-economic status has a defining impact on career development
(e.0. ani, Van Laar, & Easton, 2003). Hence, the WORCC-IRS followed a stratified
rhﬂ sampling procedure to select and survey boys and girls who were in Grade 10, Grade
12, vocational training courses and those who had not completed high school. The survey
reached a total of 7,035 individuals from low, middle, and upper-middle social-economic

status (SES) groups. Of these, 505 data sheets could not be used. The final sample
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comprised 6,530 individuals from a total of 88 schools and vocational training institutes.
Table 1 presents the details of the sample.
Insert Table 1 about here

Tools.

Multiple Potentials Interest Inventory (MPII). Respondent’s career interests were
assessed through the MPII. This is an interest inventory that taps the five factors of b
multiple potentials framework described above. It has been standardized for K@n
context on a randomly drawn, stratified sample of 9,000 Indian adolescerwé}?oung adults
in the age range of 14 to 21 years. The MPII was constructed from an pool of about 250
items per factor through a process of item and factor analygis{t@reflect occupational
tasks associated with a particular factor. For example, tn@“transform thoughts and ideas
into words” is linked to the linguistic factor. Simi “use mathematical skills” is an
example of an item linked to the analytical-lo& actor, “work with colours and designs” to
the spatial factor, “lead and organise p@\fo the personal factor, and “work with machines
and tools” to the physical-mech tor. Participants rate each item for how much they
would like to engage in it as a part of their work life. Response choices are anchored to 5
scale points where 1%@31% lowest and 5, the highest level of interest. Positive,
statistically sig i@t correlations ranging from .62 to .81 have been consistently obtained
between e <@ al criterion estimates and respondents’ interest scores, across the five factors.
Testslorsplit-half reliability have shown high and significant Pearson’s r ranging between .74
ar;dXZ for all the factors (see Arulmani, 2005a for details).

The Career and Occupational Orientations Scale (COOS). This is a rating scale
wherein respondents are presented with a list of careers and firstly required to indicate their
interest level for each occupation across 5 response points where O carries the semantic label:

no interest and 5 indicates very interested. The interest level indicated by the participant is
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taken as his/her level of occupational preference. Next, respondents are required to rate each
occupation for the prestige that they attribute to it across 5 response points where 1 indicates
very low prestige and 5 indicates very high prestige. Respondents then indicate their
perception of parent approval across 5 response points where 1 indicates low support and 5
indicates very high support. During standardisation, positive, statistically significant
correlations were obtained between external criterion estimates and respondents’ CO
scores for each of the constructs rated: occupational preference: .81; prestige a@n: 5;
perception of parent approval: .82. Similarly, test-retest reliability has sh(ﬁ}ﬂigh and
significant Pearson’s r for each construct: occupational preference: @ stige attribution:
.73; perception of parent approval: .84 (see Arulmani, 200§b)&0

Preparation. A panel of experts comprising senio@lars from the disciplines of
psychology, psychiatry, education, statistics, anthrgpelogy, and sociology was formed to
advice the project. Research partners were dr& om different regions of the country and
were selected using the following crite@ ncy in English and the local language with past
experience in English to local la ranslation; access to the sample; at least five years of
experience related to student welfare work; interest/experience in career counselling;
willingness to under%@e;tation to career psychology and be trained in the WORCC-
IRS research m logy. The final team of 22 individuals was trained by experts including
members gdvisory panel through a five day workshop. The tools, first developed and
standérdigsed in English, were translated by the research partners into their local languages
(see Table 1), using a standardised method of translation-back translation into English-
finalisation. Small pilot tests were conducted for each language and the necessary minor
adjustments were made.

Results. Table 2 (top panel) shows that as occupational preference levels for

architecture increase, mean scores for the spatial interest also increase. This conforms to the
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theoretical expectation that those who are interested in architecture would also be interested
in spatial activities. However, it must be noted that along with this trend, simultaneous
increases in mean prestige attribution and parent approval scores are also seen. Members of
this sample who have the lowest interest in architecture as a career also have low interest in
activities related to the spatial factor, attribute low prestige to this profession, and have
parents who show low approval for architecture as a career. An identical (reverse) p@ IS

seen for those who report high interest for architecture. 0\0

Insert Table 2 around here. é\'

We next chose to examine two distinct subgroups (Table 2, b@anel). First, about
25% of the respondents who rated architecture at the 0 (lowes of interest, recorded
career interest scores (mean spatial score 84.44%.) that v@l\gher than those who rated
architecture at the 5 (highest) level of interest. Withinthis sub group it is seen that although
their interest in spatial activities is high the pz& T their scores for the other variables is
similar to those who obtained a low sp@ rest score. That is, although this group records
a high spatial interest score, thei ion of prestige to architecture and their parent’s
approval of architecture is low. Second, about 8% of the respondents rated architecture at the
5 (highest) level but r, c@ ;areer interest scores (mean spatial score 37.05%) that were
lower than thos @accorded architecture the 0 (lowest) level of interest. Within this sub
group, alt Interest in spatial activities is low, the pattern of their scores for the other
variallleS\peing observed is similar to those who obtained a high spatial interest score. They
a;trthe high prestige to architecture and they perceive their parents as being highly
supportive of their wish to pursue architecture as a career. The extreme group analysis

throws further light into the nature of relationship between parent approval, prestige and

career interest on occupational preference.
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In order to understand the strength of these relationships, we examined the correlations
between occupational preference ratings for architecture, parent approval, prestige
attributions, and career interest for spatial activities in the full sample. The sample’s
occupational preference for architecture showed positive associations with all three variables
in our study (see Table 3). A strong positive association was seen with ratings of parent
approval of architecture as a career option and prestige ratings for architecture. In a@n,
there is a strong association between parent approval and prestige ratings andr
association between career interest and these two culture/family and comw ariables.
The association between occupational preference and individuals’ c@ terest in spatial
activities was moderate. o &O
Insert Table 3 around here. O\

A further observation from this data is that 27 respondents (0.41% of the entire
sample) rated occupational preference for architectlre at the highest level of 5 even though
they perceived parental support to be a@ est level of 1. The finding that it was only a
small group upon which parenta al did not have a strong influence, points again to the
significance of cultural factors in the regions of the survey. In fact from this data it seems
likely that only when@% ;ttribution and parental acceptance is high, there is concurrence
between occup{ and career interests.

Dis n. An often made observation in the day to day practice of career counselling
is th@ of correspondence between an individual’s stated occupational preference and
his/her responses on a measure of career interest. A common example from the Indian
context is the strong interest expressed by large numbers of students in medicine and
engineering (e.g., Arulmani & Nag-Arulmani, 2005). Assessment of these students’ interests
for activities related to these occupations, more often than not, reveals a low correspondence

between their occupational preference and career interests. For example, although high value
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may be placed on the profession of medical doctor, a low value may be placed on some of the
activities central to this profession: cleaning infected wounds, working for those who are in
pain. Similarly, a high value may be placed on the profession of engineering, but a low value
may be placed on some tasks that are key to this this profession: working with machines,
applying mechanical reasoning. In other words, there may or may not be a concurrence
between the value placed on a certain career and the value placed on activities reIate@hat
career, and without career guidance, a person may only realise this after he/she,h tered
the educational pathways into these professions. It has been argued in th@?that a wide
range of social, cultural, and economic factors also influence the fo@p of both
occupational and career interests and this brings us to the sgc@wt of this discussion.

The WORCC-IRS data presented in this paper cou@\sed to support some of the
propositions offered by the cultural preparation pr model. The model proposes that
global trends and locally occurring forces integq d through a process of cultural learning,
a group develops a certain cultural pre[@ status equilibrium which defines the cultural
preparedness of its members. S anisation and value attribution are central aspects of
the model. In an earlier analysis we reported that a significant proportion (86%) of the

*
sample surveyed in t \@CC-IRS first turn to parents, followed by community members,

for career advi upport (Arulmani, 2009a). It is, therefore, surmised that this sample
falls close e’collectivism side on the individualism-collectivism continuum. Drawing
upo roposition of social organisation, the model suggests that interest formation

amongst individuals in a collectivistic group is likely to reflect the views and opinions of the
collective. The data presented above points to the strong possibility that social and cultural

factors such as parental support and approval lie at the heart of the formation and expression
of interests. Further, it seems likely that value attribution in the form of prestige orientations

toward occupations influence the formation of interests. Of particular importance is
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relatively weaker association between career and occupational interest in comparison to
parental approval and prestige attribution. These observations raise for our consideration the
possibility that career development in the Indian context does not comprise a simple playing
out of career interests. In support of the cultural preparation process model, it may be argued
that the quality of cultural preparation of the members of this sample is such that interests
(both occupational preferences and career interests) expressed by the individual are
influenced by culturally mediated opinions that prevail in the group. Of impor& the
practice of career counselling is the possibility that emerges as a result: T &'idual’s
indication of an occupational interest may or may not be connected@i er expressed
career interests. It is important, therefore, that models of cgre{gahology take into account

the many social, cultural, and economic forces that atten@rocess of career choice and

Cons@

Reviews of the impact of career @e and counselling in the West have generally

development.

shown positive effects (e.g., Ki een, 1992; Oliver & Spokane 1988). However, other
evidence shows that the effectiveness of career guidance and counselling is influenced by the
extent to which mod@@n; methods that arise from these models reflect the ways of life
and world view; community for which the programme is developed (e.g., Watson,

»

2010). It @

fr ther contexts and implemented without accounting for contextual, cultural realties have

atedly been shown, for example, that interventions that are transported

poor outcomes (e.g., Arulmani & Abdulla, 2007; Duarte & Rossier, 2008; Reese & Vera,
2007). Yet, with the increasing demand for career guidance, services, methods of assessment
and interventions are being implemented whose suitability for the Indian context is at best not
known. As argued at the beginning of this paper, this can cause the transposition of

definitions of career that are not indigenous to the local context, displacing already present,
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culturally grounded orientations. WORCC-IRS data presented in this paper flags for our
attention the necessity of understanding the interactions between cultural factors and career
development. The time is well nigh for an Indian career psychology to take stronger roots
and break new ground in a context where career has not been indigenous. This may even
have to begin with a reconsideration of what career means in the Indian setting. Such efforts
could keep the following indicators in mind. Firstly, an effective model would prov@
clear indication of the nature of the impact of psychological, socio-cultural, soi\nomic,
and educational factors on career development behaviour. This framewo \fd guide the
development of devices (psychometric and qualitative) and the stan@‘s\tion of intervention
techniques, including a system for categorising and updatirlg (G)information. An
effective intervention would necessarily be able to accon@e the demands imposed by
age, language, cultural difference, socio-economi s, special needs, and similar
variations. Secondly, such a model would pr 'Q‘ramework for delivering career
counselling services. Finally, an effec@w el of career counselling would describe the

parameters for the systematic tra individuals who provide career counselling services.

The cultural preparation process model is offered as a first step in that direction.
&’

\QQ
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Table 1
An Overview of the Sample by Region (N = 6530)
Data presented as: Number (%)
L 4
Age in years Class Gender School T Socioeconomic Status
Place Number 13t 16t0  >19 10 12 Voc. M F Govt. P PVt Low Middle Upper
15 18 i Unaided Middle
Bangalore 12 863 431 347 85 508 211 136 554 309 353 09 423 306 200 357
(13.2) (50) (40.1) (9.9)  (58.9) (244)  (158) (64.2) (35.8) (40 9.2) (49) (35.5) (23.2) (41.4)
Chennai ** 629 194 417 18 208 212 209 354 275 277 180 156 236 237
(9.6) (30) (66.3) (2.9) (33.1) (337)  (332) (56.3) (43.7) 3) (44) (28.6) (24.8) (37.5) (37.7)
Dehradoon ** 554 204 336 14 280 274 0 251 303 145 269 227 189 138
(85)  (36.8) (60.6) (25)  (50.5) (49.5) (45.3) (54 (25.3) (26.2) (48.6) (41) (34.1) (24.9)
Delhi ** 490 263 225 2 391 99 0 162 328 337 0 153 110 91 289
(75)  (53.7) (45.9) (4) (79.8) (20.2) (33.1) 6.9)  (68.8) (31.2) (22.4) (18.6) (59)
Guwahati *° 559 231 253 75 276 217 66 5 9 264 284 11 104 183 272
(8.6)  (413) (453) (134) (49.5) (388)  (11.8) . (55.3)  (47.2) (50.8) 2) (18.6) (32.7) (48.7)
Goa ! 469 179 257 33 223 180 66 214 321 137 11 121 140 208
(7.2)  (382) (54.8) (7) (475) (38.4) (141 (54. (456)  (68.4) (29.2) (2.3) (25.8) (29.9) (44.3)
Rampur ** 421 161 216 44 210 140 &2 215 281 34 35 118 138 165
(6.4)  (382) (51.3) (10.5) (49.9) (33.3) (48.9) (51.1)  (66.7) (8.1) (8.3) (28) (32.48) (39.2)
Shimoga *? 558 177 297 84 210 206 347 211 211 275 72 215 60 283
(85)  (31.7) (532) (15)  (37.6) (36 (62.2) (37.8)  (37.8) (49.3) (12.9) (38.5) (10.8) (50.7)
Srinagar 327 67 179 81 140 224 103 190 136 1 141 86 100
(5) (205) (54.7) (24.8) (42.8) (30 3) (26 9) (685) (315)  (58.1) (41.6) (.3) (43.1) (26.3) (30.6)
Ukrul 320 89 191 40 151 148 172 5 161 122 62 125 133
(4.9)  (27.8) (59.7) (125) (47.2) (?; 2) (15 6) (46.3) (53.8) (1.6) (50.3) (38.1) (19.4) (39.1) (41.6)
Dhule *7 559 123 297 139 142 104 313 414 145 138 418 3 177 163 219
(8.5) (22)  (53.1) (24.9) (18.6) (56) (741) (259 (24.7) (74.8) (5) (31.7) (29.2) (39.2)
Nagarkoil ** 547 165 257 125 190 183 421 126 238 202 107 349 118 80
(8.3)  (302) (47) (22 9) (34 7) (33 5) (77) (23) (43.5) (36.9) (19.6) (63.8) (21.6) (14.6)
Chandigarh *2 234 106 123 123 111 195 0 39 73 112 49
(35)  (453) (52.6) (67 9) (31 1) (52.6) (47.4)  (83.3) (16.7) (31.2) (47.9) (20.9)
Full sample 6530 2390 3395 3072 2094 1253 3709 2821 2845 2148 1426 2159 1841 2530
(100)  (366) (52) 4)  (47) (321)  (19.2) (56.8) (43.2)  (43.6) (32.9) (21.8) (33.1) (28.2) (38.7)
Note. In addition to English, t guages used in each location were: 1 = English, 2 = Kannada, 3 = Tamil, 4 = Hindi, 5 = Assamese, 6 = Urdu,

7 = Marathi. A small propN of the sample (N=111) included those who had not completed high school.
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Table 2
Mean Scores in Percentage for Occupational Preference, Career Interest, Career Awareness,
Prestige Attribution and Parent Approval the Profession of Architecture (N = 6530)

Occupational Preference Career Interest Prestige Parent
Level for Architecture (Spatial Attribution Approval
Activities) Mean (SD) Mean (SD)
Mean (SD)
Groups based on Occupational preference
0 (N =185) 46.27 (31.78) .32 (4.41) 22 (2.94)
1 (N =1693) 57.76 (20.78)  42.03(26.08)  38.75(25.42) 0
2 (N =1139) 61.92 (18.58) 53.11(20.97)  51.92 (22.57)
3 (N =1346) 66.65 (17.61)  62.20 (20.23)  62.10 (22.419 O
4 (N=1172) 70.79 (17.60)  71.28(20.69)  73.29 (22. \
5 (N = 977) 74.72 (18.47)  84.83(21.22)  85.69(
Groups based on Occupational Preference and Career Intere
Participants who rated 84.44 (7.54) 1.33 (8.94) .88,(5:
architecture as 0 but O
had a > 75 spatial % . &
score (N = 45)

Participants who rated 37.05 (7.58) 83.5 2.2g) 82.25 (24.31)
architecture as 5 but

had a < 45 spatial % @

score (N = 80)

Note. Occupational Preference Ratings: Owo Interest, 1 = Low Interest, 2 = Somewhat
Interested, 3 = Interested, 4 = Quite n , 5 = Very Interested.
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Table 3

Correlations between Occupational Preference Ratings for Architecture, Parent Approval,
Prestige Attributions and Career Interest in Spatial Activities (N = 6530)

Parent Prestige Career
Approval Attribution  Interest
(Spatial
Activities)
Occupational 619 597 327
Preference Level
(Interest in
architecture as a career 0

option) ) 0\\O

Parent approval .644 @
Prestige Attribution ,@5”

Note. All correlations are significant at the .001 level KU

9
<



