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Sommario

Questo articolo si propone di offrire nuove prospettive internazionali per Forientamento e il career counse-
ling per la ricerca e le pratiche professionali nel 21° secolo. Delineando I'evoluzione del costrutto e delle pra-
tiche di orientamento fino alla fine del 20° secolo, il contributo presenta gli stadi dell’evoluzione dei costrutti
e delle pratiche: il primo stadio, il passaggio dal primo al secondo stadio, i concetti del periodo che prepara il
terzo stadio, fino al terzo stadio del 21° secolo, introducendo la necessita di un quarto paradigma per l'orien-
tamento e il career counseling nel 21° secolo. Vengono delineate nuove prospettive per la ricerca e le pratiche
professionali nel 21° secolo.

Parole chiave

Prospettive internazionali, Orientamento, Career counseling, Ricerca, Intervento, Pratiche
professionali, 21° secolo.

1

Responsabile Scientifico del Laboratorio Internazionale di Ricerca e Intervento «Psicologia del Lavoro e
delle Organizzazioni per 'Orientamento Professionale, il Career Counseling, il Career Development, i Talenti
e le Organizzazioni in Salute» e del Laboratorio Internazionale di Ricerca e Intervento «Psicologia Positiva
Cross-Culturale, Prevenzione e Sostenibilita», Dipartimento di Formazione, Lingue, Intercultura, Letterature e
Psicologia (Sezione di Psicologia), Universita degli Studi di Firenze, https://www.forlilpsi.unifi.it/vp-30-laboratori.
html.

© Edizioni Centro Studi Erickson, Trento, 2023 — Counseling
Vol. 16, n. 3, novembre 2023
doi: 10.14605/CS1632302 — ISSN: 2421-2202 — pp. 20-45
Corrispondenza: Annamaria Di Fabio — e-mail: annamaria.difabio@unifi.it


https://www.forlilpsi.unifi.it/vp-30-laboratori.html
https://www.forlilpsi.unifi.it/vp-30-laboratori.html

INVITED ARTICLES

International Perspectives for
Guidance and Career Counseling:
Research and Professional
Practice in the 21** Century

Annamaria Di Fabio'

Abstract

This contribution aims at offering international perspectives for guidance and career counseling for research
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Introduction

The construct of guidance has been conceptualized since the beginning within
a specific socio-economic and cultural context, assuming different meanings and
related practices in different historical phases (Athanasou & Van Esbroeck, 2008;
Athanasou & Pereira, 2020; Blustein et al., 2019; Di Fabio, 1998, 2009; Guglielmi
& Chiesa, 2021; Guichard & Huteau, 2001; Gysbers, Heppner, & Johnston, 2009;
Pombeni, 1997; Pombeni & Chiesa, 2009).

The term guidance implies orienting oneself with awareness of the cardinal
points (Di Fabio, 1998), orient, in turn, derives from the Latin «oriens» for «east».
The etymological root of career refers to car, chariot, careen (Savickas, 2006), as
something that leads you and can be guided.

In this framework, the term «guidance» introduces a semantic ambivalence,
reverberating in practice: the active form of the verb (to guide), implying a direct
object (to guide someone), involves a directive attitude of the professional; the
reflexive form of the verb (to guide oneself) implies both an active attitude of the
person involved in the guidance process and a role of facilitator for the profes-
sional. In the first case, the professional guides the person who benefits from the
intervention; in the second case, the person who benefits from the intervention is
involved in a process of self-awareness and self-guidance facilitated by the profes-
sional. Let us continue with a brief historical excursus regarding the traditional
phases of guidance, as reported by Di Fabio (1998, 2009). In primitive societies
there is no trace of nor a need for real guidance processes: the transmission of
knowledge and modus vivendi in relation to the natural and social environment
was handed down by the elderly while learning took place by modelling processes.

In the period before the industrial revolution of the 18" and 19 centuries,
the family played a critical role regarding aspects that would become part of
guidance processes, even though in this perimeter we cannot refer to real
guidance processes. The role of the elderly within the extended family was still
there, as in primitive societies, to transmit knowledge relative to work. The fam-
ily had the main role in both imparting skills to younger people and offering
jobs to them: work was handed down from father to son. They were not guid-
ance processes because a process of career choice was not involved: the more
accessible activities were chosen over more congenial ones and there was an
indiscriminate and chronologically early acceptance of any work activity if paid
(the problem of child labour can be found).

Family was thus the culturally designated place for carrying out the functions
of guiding young people in their careers and introducing them to the world of
work. In this period, the figure of master craftsmen also emerged, they carried
out professional-specific training and practical tests for young apprentices. These
practices represent, on the one hand, an early embryonic form of guidance in
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choosing a job, on the other hand we can recognize them as a primitive form
of selection. Anyway, in this pre-industrial phase, there were no guidance inter-
ventions but only directive actions by those who held power (parents, elderly
relatives and master craftsmen) towards young people.

In the 19™ century, technological development and consequent industriali-
zation processes introduced profound changes in society and in the model of
socialization at work. The organization of work was modified, on the one hand,
with a diversification of duties (division of labour) and roles (specialized man-
power), on the other hand, with an increase in complexity in work organization.
In this new scenario, the family turned out to be inadequate in offering young
people professional preparation which could appropriately respond to these
sudden changes in the production system and the demands that occurred.

On this basis, an initial interest emerged at a social level, which can be recog-
nized as the birth of guidance in terms of theoretical constructs and intervention
practices. So, from a private event in terms of the family economy, guidance
became an issue of collective interest in terms of attention towards identifying
the aptitudes of individuals in order to use them for the most suitable jobs.
Guidance was addressed to making more profits through greater productivity
for the benefit of industries and the economic system. The aptitudes of workers
were traced in order to be put at the service of productivity and not in terms of
facilitating the self-realization of the individual and mutual benefit.

Evolution of the construct and practices of guidance up to the end of the
20" century

The evolution of the construct of guidance, from its birth until the end of the
20" century, following Di Fabio (1998, 2009), can be summarized in the follow-
ing five traditional phases: diagnostic-attitudinal, characterological-affective,
clinical-dynamic, vocational development, and maturative-personal phases. For
each phase, a chronological articulation will be presented, although we have to
consider the mixing between one phase and another and the elements of innova-
tion that precede and determine the birth of the subsequent phase. To facilitate
the understanding of the salient features of each phase, both a motto summarizing
the phase and a keyword in relation to the practices will be presented.

The first phase is the diagnostic-aptitudinal one (1900-1930), characterized
by the motto «The right man in the right place» and the keyword «Matching»
(Parsons, 1909; Lawe, 1929). On a theoretical level, this phase relies on aptitudes,
or natural, hereditary dispositions based on the psychosensory components of
individual performances. On an applicative level, this phase is focused on psycho-
metric tests which identify the aptitudes of individuals for interacting with the
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needs of various jobs. The aim of guidance is to determine the correspondence
between the requirements of a particular job (previously investigated in terms
of salient characteristics of its tasks) and individual aptitudes to be mapped.

The second phase is the characterological-affective one (1930-1950), with
its motto «The right person is not only capable of doing things but also takes
pleasure in doing them» and the keyword «Interest». It considers professional
interest at the basis of productivity, not just aptitudes (Baumgarten, 1949). This
phase is addressed to an increasing investigation of psychic dynamics and the
character of individuals, including individual levels of participation, attention
and curiosity, considered as being linked to greater productivity. This phase
underlines the importance of the integration of knowledge of the individual
character of the person as responsible for success and adaptation to study and
work, and a psychometric approach continues to dominate practice. Tests and
questionnaires to collect data are used, which are progressively directed towards
interests and gradually orient towards interventions to reveal deeper aspects,
such as inclinations.

The third phase is the clinical-dynamic one (1945-1960) with its motto «Work
as a source of satisfaction» and the keyword «Motivations». It highlights the
importance of motivations for career choice. Work is seen as an opportunity for
the realization of individual deep-seated needs and therefore as a possible source
of satisfaction for the person. Guidance interventions aim at bringing out the
profound aspects of the person in relation to a good career choice capable of sat-
istying their personal needs. The concept of guidance is widened. At the forefront
here are the internal dynamics of the individual (needs, conflicts, etc.) while in
the background there are the needs of the labour market. There is a reversal of
perspective: previously, we looked for concordance between characteristics of
work and psychological characteristics of individuals whereas in this phase we
start from the deep personality structures of individuals in searching to satisfy
their deep-seated needs through work activities. Despite this advancement of
perspective, in this phase too, as in the previous two, it is professionals who
guide individuals and the individuals maintain a passive role.

The fourth phase is the vocational development one (1970s), with its motto
«Professional choice as an implementation of one’s self-image» and keywords
«Developmental stages». It emphasizes the existence of stages in the evolution of
career choice. The career choice is developed through overcoming these develop-
mental stages and producing the career project, expressing the implementation
of the self-image of the person (Activation du Dévelopment Vocational et Personnel,
ADVP, Pellettier, Noiseux, & Bujold, 1974; Super, 1957). The vocational sequence
of the model related to this phase includes: tasks of exploration, crystallization,
specification and implementation. For the first time there is a concept of an ac-
tive individual, and for the guidance professionals a new role of helper.
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The fifth phase is the maturative-personal one (until the 2000s), with its
motto «Self-determination» and the keywords «Person as active agent». It em-
phasizes the centrality of the person who is active and capable of autonomous
self-orientation, facilitating them in their awareness of the different levels of
internal and external complexity. The guidance intervention is based on facili-
tating the individual’s awareness in making decisions. This phase maximizes the
advantages of the previous phase, conceiving the individual as the protagonist of
the intervention and the professional as a facilitator for the emergence of new
awareness in the person who benefits from the intervention. The 21* century will
be addressed on the basis of the postulates of this phase of guidance, and individu-
als are considered entirely responsible for the route that their professional and
personal lives will take (Guichard, 2013a; Savickas, 2011a). The rapid emergence
of a new scenario characterized by growing instability, ever faster changes and
continuous transitions will require new theoretical and intervention awareness.

The first stage of the 21° century

The first stage of the 21* century is characterized by new awareness related to
changes in the world of work, as a consequence of the globalization of markets
and the dizzying expansion of information technologies, which pose a series of
questions on the validity of the career theories and techniques accepted so far.
In the scenario of the current world of work, prospects are far from being certain
and predictive because they appear characterized by irrepressible changes and
constant transitions. Workers are called to continuously develop their skills, to
accept flexibility, and create their own opportunities.

The life design paradigm (Savickas et al., 2009) was created to respond to
this new 21% century scenario. It considers contextual opportunities, dynamic
processes, types of non-linear progression, multiple realities and, finally, personal
patterns, which are structured in a life-long, holistic, contextual and preventive
way. At the basis of the life design paradigm (Savickas et al., 2009), these two
theoretical pillars are traceable: the career construction theory (Savickas, 2001,
2005) and the self-construction theory (2004, 2005, 2009, 2010) which evolves
into the life construction theory (Guichard, 2013a).

Career construction enlightens the interpretative and interpersonal processes
through which individuals give meaning and direction to their vocational behav-
iours. It is guided by the following two questions: «What is the meaning of my
professional career in my life?» and «How can I use my work role to express and
develop my life story?». The theory emphasizes ways in which the individuals
construct their career paths. Career construction tries to unify the present and
to build the future through a reorganization of the past (Savickas, 2005, 2011).
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Differently from this perspective but in a complementary way, the self-con-
struction theory (Guichard, 2004, 2005, 2009, 2010) describes the construction
of a person’s life in various contexts and the processes that order these contexts.
The evolution of the self-construction theory into the life construction theory
(Guichard, 2013a) underlines that in post-modern scenarios individuals unify
themselves by relating their various life experiences with narratives of their
future, therefore making sense of their lives.

The self-construction and life construction theories imply these two main
questions: «What in my life could give it meaning?», «What is the major antici-
pated subjective identity form capable of structuring the system?» (Guichard,
2009; Guichard et al., 2012). The theory is not centred on career construction
— its purpose is broader because it includes aspects of construction of personal
life and identitarian aspects. This theory tries to unify the present through the
formation of future possibilities (Guichard, 2010). The importance of the aspired/
anticipated subjective identity form that the individual desires to achieve is
underlined as being full of meaning for constructing their possible future self.

Let us deepen our understanding of both Mark Savickas’ theory and Jean
Guichard’s theory. The career construction theory (Savickas, 2005) underlines
how individuals construct their careers by attributing meaning to their vocational
behaviour and work experience (Savickas, 2005, 2011). The main construct in the
theory is career adaptability, defined as the individual ability to foresee changes
and envisage one’s future in a constantly mutable context (Savickas, 1996, 2011a).
Career adaptability includes four dimensions: concern (interest for one’s own
future), control (control/responsibility for one’s own future), curiosity (curios-
ity for one’s own future), and confidence (self-confidence in relation to one’s
own future).

On this basis, career counseling is configured as the process of self-construc-
tion, achieved through the creation of the self as a story (storied self), where the
self is an internal compass for navigating transitions (Savickas, 2011a). Clients
attribute personal meaning to past memories, present experiences and future
aspirations, bringing these three aspects together into a life theme. The signifi-
cance of these biographical themes enables clients to adapt to various transitions
in their career (Savickas, 2011a).

The self-construction theory (Guichard, 2004, 2005, 2008, 2009) describes
the construction of the life of an individual in various contexts and the processes
that order these contexts. People are conceived as plural beings and with plural
individual identities that form a dynamic system of subjective identity forms
(SSIF). The subjective identity form (SIF, Guichard, 2010) represents each self
that a person develops, interacting and having a dialogue with others in different
particular settings, and living a specific life role. Within the system of subjective
identity forms (SSIF), some subjective identity forms (SIFs) are more significant
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than others and it is among these that the anticipated subjective identity form
(ASIF) is generally generated.

Finally, two other valuable contributions offered respectively by Mark
Savickas and Jean Guichard deserve to be mentioned.

Savickas (2011b) offered the characterization of guidance and career coun-
seling interventions articulating them in vocational guidance, career education,
and career counseling life designing. Vocational guidance is addressed to an
object, is characterized by self-matching, implies an actor, is based on traits and
requires resemblance. Career education is addressed to a subject, is characterized
by self-implementing, implies an agent, is based on tasks and requires readiness.
Career counseling life designing is addressed to a project, is characterized by a
self-construction author, is based on themes and requires reflexivity.

Guichard (20132) offered a precious taxonomy of interventions for the 21
century. This taxonomy distinguishes three different categories: information,
guidance and dialogue interventions. At the outset, it is worth considering that
these different types of interventions are placed on a continuum, where they
are not exclusive of each other (Di Fabio, 2014b).

Information interventions aim to enable individuals to find meaningful and
reliable information about the job market. The emphasis is placed on the at-
tention by the professionals not to provide pre-digested and pre-established
information but rather to facilitate the structuring and strengthening of critical
skills of research and evaluation of complex information in those who benefit
from the intervention.

Guidance interventions have their focus on the development of the person’s
employability, facilitating the construction of an adaptable vocational self-
concept. For professionals, the emphasis is on the perimeter of facilitating in
those who benefit from the intervention the adaptive acceptance of constraints
and their possible transformation into opportunities.

Dialogue interventions have as their objective to help individuals build
their authentic personal meanings, facilitating them in constructing their own
lives. For this category, professionals are required to be prepared on specialist
and current dialogic career counseling interventions, characterized by defined
structures that require specific training (i.e., Career Construction Interview,
Savickas, 2011a, 2014; Life and Career Design Dialogues, LCDD, Guichard et al.,
2017; Life Meaning Intervention, Bernaud et al., 2015, 2016; Constructing my Future
Purposeful Life, Di Fabio, 2014b) to facilitate career construction, life construc-
tion, life meaning and purposeful identitarian awareness (Di Fabio, 2014c)
in those who benefit from the intervention. In this stage, career counseling
interventions are based on psychological narration (Savickas, 2011a) and on
dialogic interaction to facilitate individuals in self-planning in current society
(Guichard, 2013a).
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The economic crisis that has characterized the first decades of the 21* century,
and the consequent scarcity of available resources, have led guidance and career
counseling processes to refer to principles of accountability in order to offer ef-
fective interventions without dissipating the scarce economic resources available
(Di Fabio, 2014a; Whiston, 1996, 2001). Traditionally, exclusively quantitative
tools have been used to verify the effectiveness of guidance and career coun-
seling interventions (Di Fabio et al., 2013; Oliver & Spokane, 1988) but dialogue
psychological interventions are intrinsically narrative and therefore qualitative.
To overcome this gap, Blustein et al. (2005) call for the need to develop new
qualitative tools to measure narrative change since traditional quantitative tools
are not automatically capable of detecting qualitative changes in self-narratives
(Rehfuss & Di Fabio, 2012).

The most current qualitative tools specifically designed to identify changes
in individuals’ narratives before and after career counseling interventions on the
basis of specifically designed coding systems are the following: the Future Career
Autobiography (FCA; Rehfuss, 2009; Rehfuss & Di Fabio, 2012), the innovative Life
Adaptability Quality Assessments (LAQuA; Di Fabio, 2015), the Career Counseling
Innovative Outcomes (CCIO; Di Fabio, 2016a), and Qualitative SIFS Evaluation For
Future (QSEF; Di Fabio & Mcllveen, 2018). These qualitative tools are composed
of narrative questions with different focuses, which are administered before and
after the interventions and analysed with a specific coding system.

The FCA is based on eight themes of change defined by Rehfuss (2009). The
LAQUuA consists of 24 qualitative descriptors developed by Di Fabio (2015), on
the basis of the 24 items of the Career Adapt-Abilities Inventory-International Ver-
sion 2.0 (Savickas & Porfeli, 2012). The CCIO by Di Fabio (2016a), inspired by the
Innovative Moments Coding System (Cardoso et al., 2014), evaluates career coun-
seling outcomes in terms of innovative moments comparing narratives before
and after the intervention based on five categories (Gongalves et al., 2011). The
QSEF is based on nine categories of narrative change developed by Di Fabio and
MclIlveen (2018) according to Guichard’s theory of identity (2004, 2005, 2013a)
and its subjective identity forms system (SIFS).

As we can easily see, this 21% century stage is rich in theoretical production
and intervention. Still in this first stage of the 21* century, it is worth remem-
bering that Jean Guichard established the UNESCO Chair of Lifelong Guidance
and Counseling at the University of Wrozklaw (Poland) in 2013. As stated by
Guichard (20132) during the inaugural conference at the University of Wroclaw,
this UNESCO Chair was born with the aim of «promoting an integrated system
of research, training, information and documentation activities in the field of
vocational guidance and life and career design counseling. It seeks to facilitate
networking and collaboration of scholars affiliated with high-level, internation-
ally recognized universities and other higher education institutions in Europe,
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Africa, Latin America and other regions of the world» (UNESCO Chair of Lifelong
Guidance and Counseling, 2023).

The goals of this UNESCO Chair are the following: «to compare and model
effective orientation devices based on the cultural specificities of each of the
countries involved, increasing quality standards; to strengthen teaching and
research on guidance in order to generate local innovations in education, work
and skills development; to develop the skills and professionalization of guidance
and career counseling experts» (Guichard, 2013b).

Jean Guichard (Conservatoire national des arts et métiers Cnam — Institut na-
tional d’étude du travail et d’orientation professionnelle, Inetop, Paris, France) —
was the Head of the Chair from 2013 until 2017, after him Maria Eduarda Duarte
(University of Lisbon, Portugal) was in charge. Since 2022, the Head of the Chair
is Valerie Cohen Scali (Conservatoire national des arts et métiers Cnam — Institut
national d’étude du travail et d’orientation professionnelle, Inetop, Paris, France).
This Chair continues to be very active in promoting and supporting evolutions
and enhancements in favour of current and evolved intervention theories and
practices in this area.

From the first stage to the second stage of the 21* century

The transition from the first stage to the second stage of the 21 century
is characterized by 21* century scientific career models, capable of enriching
perspectives and progressively requiring more integration between vocational
psychology and work and organizational (I/O) psychology. In particular, the
psychology of working framework (Blustein, 2006) and the relational theory of
working (Blustein, 2011) prepare the ground that will be enhanced by the psy-
chology of working theory (Duffy et al., 2016).

The psychology of working framework (Blustein, 2006) recognizes that work
allows us to fulfil three types of need: survival and power, social connection
and self-determination. Furthermore, in this framework, it should be under-
lined how traditional vocational psychology theories were focused on people
with high volition and opportunities without adequately considering people
marginalized on the basis of different reasons (gender, race, social class, etc.)
nor contextual factors that influence the existences of marginalized individuals
(Blustein, 2006, 2013).

The value of inclusive theoretical models that consider both individual factors
(included in the traditional vocational theories) and both social and contextual
factors is recognized. In 2011, Blustein developed the relational theory of work-
ing. Within this theory, working is definitely seen as an inherently relational
act where «each decision, experience and interaction with the world of work
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is understood, influenced and shaped by relationships» (Blustein, 2011, p. 1).
This background allows us to also conceptualize that the career project is an
intrinsically relational act (Di Fabio, 2014b).

Starting from this framework, the psychology of working theory (Duffy et al.,
2016) integrated the concepts of traditional vocational theories with sociocul-
tural factors considered essential for career choice and work meaning for people,
particularly those in marginalized positions in the society. The value of social
justice and multiculturalism, considering an inclusive perspective on work that
overcomes social status, discrimination and marginalization experiences, barri-
ers, and low work volition, are affirmed.

Other scientific career models presented during this stage are life meaning
(Bernaud, 2013; Bernaud et al., 2015), and the positive self & relational manage-
ment model (Di Fabio & Kenny, 2016). Meaning is seen both as a product (result
of an existential reflection) and as a process (a reflective path regarding past,
present and future) (Bernaud, 2013; Bernaud et al., 2015). The positive self & re-
lational management model (Di Fabio & Kenny, 2016) emphasized «individuals’
strengths, potentials and varied talents in a lifespan perspective and the positive
dialectic of the self in relationships» (p. 6), promoting effective lifelong self and
relational management across the different professional and personal transitions
as well as the complex challenges of the current century (Blustein, 2011; Di Fabio,
2014c; Di Fabio & Kenny, 2016; Di Fabio & Maree, 2013).

During this second stage of the 21* century, the world of work is changing
quickly and individuals experience a loss of sense of meaning and connection.
Reflecting on how individuals construct their work and life meaning becomes
critical for constructing decent work and decent lives (Di Fabio & Blustein, 2016).
There is a call for «the transition from the paradigm of motivation to the para-
digm of meaning, where the sustainability of the decent life project is anchored
to a meaningful construction» (Di Fabio & Blustein, 2016, p. 1).

Preparing the third stage...

Centring on meaning and the new paradigm of meaning (Di Fabio & Blustein,
2016) calls for other critical concepts in the evolution of reflections at different
but progressively more integrated levels, with a great contribution from both vo-
cational psychology and work and organizational (I/O) psychology. In particular,
we underline decent work (Duffy et al., 2016), decent lives (Di Fabio & Blustein,
2016; Di Fabio et al., 2023), and healthy lives (Kenny & Di Fabio, 2023).

The attention to decent work emerged many years ago. The International La-
bour Organization (ILO; 1999, 2008, 2012, 2015) has been crucial over the years in
promoting decent work as an aspirational human right (Di Fabio & Kenny, 2019).
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The current definition by ILO reports: «Decent work sums up the aspirations of
people in their working lives. It involves opportunities for work that is productive
and delivers a fair income, security in the workplace and social protection for all,
better prospects for personal development and social integration, freedom for
people to express their concerns, organize and participate in the decisions that
affect their lives and equality of opportunity and treatment for all women and
men» (ILO, 2023). So, the original ILO four dimensions (employment creation,
social protection, rights at work, and social dialogue) have been progressively
refined and strengthened by the ILO.

The psychology of working theory (PWT; Duffy et al., 2016) calls to take a
psychologically inclusive and multi-disciplinary perspective to increase decent
work for individuals with less work volition by reason of economic constraints
and marginalization. This theory underlines the centrality of social and economic
factors, considering decent work as a fundamental result of the interaction
among psychological, contextual and economic factors. The PWT highlights the
role of contextual factors on the individual psychological experience of work.
In this perspective, decent work goes beyond a consideration of macrolevel
economic indices, including a psychological perspective on the following as-
pects: «(a) physical and interpersonally safe working conditions (e.g., absence
of physical, mental, or emotional abuse), (b) hours that allow for free time and
adequate rest, (c) organizational values that complement family and social
values, (d) adequate compensation, and (e) access to adequate health care»
(Duffy et al., 2016, p. 130).

Considering the worth of the shift from the motivation paradigm to the mean-
ing paradigm (Di Fabio & Blustein, 2016), decent work is anchored to a construc-
tion full of authentic connection and meaning (Di Fabio & Blustein, 2016). In the
same line, decent lives are therefore deeply anchored to the complete realiza-
tion of one’s own authenticity for reaching meaningfulness in work and also in
life (Di Fabio et al., 2023). Recently, following the suggestions by the American
Public Health Association (APHA; Pratap et al., 2022) that propose decent work
as a public health goal, there has been a transition from decent work to healthy
work. In a policy document of the APHA, Pratap et al. (2022) highlighted the
links between the ILO concept of decent work and healthy work.

This transition is important, authorizing us to think of decent work also
as a critical component for building healthy lives (Kenny & Di Fabio, 2023).
The links between decent work and health are recognized by the World Health
Organization, which underlined the inextricable association between health
and employment and the value of promoting safe, healthy and secure work in
order to reduce health inequities due to employment (Lima et al., 2022). It is
fundamental to improve concrete actions to promote decent work for all and
thus enhance public health (Pratap et al.,, 2022). In the USA, an increase in
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income inequality and in demanding and dangerous working conditions and
a decrease in decent work due to different factors (for example, racism, inad-
equate labour laws, failed immigration policies, etc.) generated negative effects
on workers’ health.

The COVID-19 pandemic exacerbated this situation. This policy document
suggested the value of research in developing, measuring, and implementing
decent work. So, the APHA has now incorporated the ILO’s Decent Work Agenda
into their policy statements about public health (Pratap et al., 2022). This per-
spective helps reaffirm the value of healthy organizations (Di Fabio et al., 2020),
which nurture a virtuous healthy circle of meaning, authenticity, purpose and
productivity (Kenny & Di Fabio, 2023; Peir¢ et al., in press).

Decent work and decent lives mean contributing with critical ingredients
towards building healthy lives, which in turn means contributing to building
healthy communities for healthier societies, marked by well-being not only
in terms of hedonic but above all eudaimonic well-being. Hedonic well-being
comprehends an affective component including positive and negative affect
(Watson et al., 1988) and a cognitive component in life satisfaction (Diener
et al., 1985). Life satisfaction represents the global cognitive evaluation of
individuals in their lives (Diener et al., 1985). Instead, eudaimonic well-being
regards optimal functioning, self-realization, life meaning, purposefulness (Ryan
& Deci, 2001; Waterman et al., 2010), flourishing in social and psychological
dimensions, and well-being in fundamental intrapersonal and extrapersonal
aspects (Diener et al., 2010).

Guidance and career counseling interventions in the current scenario: the
third stage of the 21* century

The third phase of guidance and career counseling in the 21% century is also
characterized by new current perspectives relative to the themes of sustainabil-
ity, human security, and active lives. Starting from a creative synthesis (Hartung,
September 15, 2023, One-Day International Conference, Florence, Italy), there
are three paradigms: matching/guidance, managing/education-coaching, and
meaning-making/career construction. Now the need has emerged to go fur-
ther, with a new paradigm (Hartung & Di Fabio, September 15, 2023, One-Day
International Conference, Florence, Italy), in light of the psychology of sustain-
ability and sustainable development (Di Fabio, 2017b; Di Fabio & Cooper, 2023;
Di Fabio & Peird, 2018, 2023; Di Fabio & Rosen, 2018, 2020; Peiro et al., in press;
Rosen & Di Fabio, 2023) from a sustainability science (Takeuchi et al., 2017)
perspective, with its sustainability and sustainable development critical issues
that are dominating the current world scene in terms of priority and urgency.
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The 21° century is characterized by a complex scenario including change
(Weiten et al., 2014), acceleration (Rosa, 2015), complexity (Landy & Conte,
2016), industry 4.0 (Breque et al., 2021; Majernik et al., 2022) and industry 5.0
(Ben Youssef et al., 2023; Leng et al., 2022). Following Orso et al. (2022), indus-
try 4.0 is focused on technology rather than on a human-oriented perspective
whereas industry 5.0 has led to a transition to a humancentric view, where the
well-being of workers is a priority. Thus, in this context, industry 4.0 is a meth-
odology for generating a transformation from industrial production dominated
by the use of machinery to digital production. It is characterized by minimal
human intervention.

Through digitalization, cloud computing, the internet of things and big
data, and the application of fully automated and self-sufficient production pro-
cesses integrated into the supply chain, human intervention is reduced to the
bare minimum (Lasi et al., 2014; Oztemel & Gursev, 2020; Castelo-Branco et al.,
2019). The following evolution of industry 5.0 (Pluchino et al., 2023) is based on
three pillars: human-centricity, resilience and sustainability. It aims to develop,
through the use of technologies, inclusive, sustainable, and healthy working
environments for the entire workforce (Lachvajderova et al., 2023). It underlines
the central role of workers in the digital transformation of companies. Cognitive
computing, cyber-physical systems and artificial intelligence (AI) support the
empowerment of operators (Lachvajderovd et al., 2023).

In this new scenario, environmental challenges represent urgent issues for
our current society and economy, as well as a fundamental concern for human
health (Heeren & Asmundson, 2023; Morrison et al., 2022). The sustainability of
life on earth is an incontestable global, scientific, political, and educational issue
(Cianconi et al., 2023; World Health Organization, 2023).

In this framework, sustainability science (Takeuchi et al., 2017) deserves at-
tention, aiming to preserve the planet and to ensure the health and well-being
of human beings, promoting sustainable development in line with the United
Nations Sustainable Development Goals. Sustainability science (Takeuchi et al.,
2017) established a trans-disciplinary applied research and intervention field
using a collaborative approach from various disciplines: natural and physical
sciences; social sciences; and humanities.

Within the domain of sustainability science, the psychology of sustainability
and sustainable development (Di Fabio, 2017b; Di Fabio & Cooper, 2023; Di
Fabio & Peird, 2018, 2023; Di Fabio & Rosen, 2018, 2020; Peird et al., in press;
Rosen & Di Fabio, 2023) is a current research and intervention area which is
also crucial for guidance and career counseling. It enhances the transdiscipli-
nary perspective of sustainability science, aiming at opening the black box of
psychological processes to safeguard the planet for future generations and to
enhance human well-being (Di Fabio & Rosen, 2018; Di Fabio & Cooper, 2023).
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It studies in depth the internal psychological processes involved in decision-
making and behaviours related to sustainability and sustainable development,
whether alone or related to external processes: «processes within individual(s),
within environment(s), between individual(s), between environment(s), between
individual(s) and environment(s), and between living being(s) and the natural
world/universe, ranging from the past to the present and into the future» (Rosen
& Di Fabio, 2023, p. 13).

In this framework, the construct of eco-generativity (Di Fabio & Svicher,
2023) is also located. Eco-generativity is defined as the «capacity of individuals
to contribute to the preservation of the environment and promote sustainable
practices for the benefit of future generations» (Di Fabio & Svicher, 2013, p. 2).
In this framework, it is also important to reflect on the issue of sustainable ca-
reers (De Vos et al., 2020), considering that at the basis of a sustainable project
for decent work and decent lives there is meaningfulness (Di Fabio, 2017b; Di
Fabio & Blustein, 2016). Professional and life projects are more sustainable if
they are strongly embedded in a meaningful construction and thus defined
by coherence, direction, significance, and belonging (Bernaud, 2013; Di Fabio,
2017b; Schnell et al., 2013).

The sustainability of the life project for decent work and decent lives is an-
chored to a life full of authentic connection and meaning (Di Fabio, 2017a; Di
Fabio & Blustein, 2016). Professional and personal projects and their realization
in a sustainable development framework are enhanced on the basis of the pres-
ence of meaning (Di Fabio & Blustein, 2016) and details of meaning (Di Fabio,
2017b), including respectivity towards self and others (Di Fabio, 2017b; Di Fabio
& Maree, 2016; Maree, 2012) and relationality (self/others) (Blustein, 2011; Di
Fabio, 2016b; Di Fabio & Gori, 2016; Smith et al., 2023) including others who
are near/far geographically and temporally (Di Fabio & Tsuda, 2018). The value
of career and sustainable working for fostering decent work and decent lives
(Kenny et al., 2023), including sustainable livelihoods (Carr, 2023a, 2023b; Carr
et al., 2018, 2023), is also stressed in the current scenario.

In this sustainability and sustainable development framework, another very
promising construct in relation to decent work and meaning is calling. In line with
the most cited definition by Dik and Dufty (2009) «a calling is a transcendent
summons, experienced as originating beyond the self, to approach a particular life
role in a manner oriented toward demonstrating or deriving a sense of purpose
or meaningfulness and that holds other-oriented values and goals as primary
sources of motivation» (p. 427). Calling can be considered as a route for instilling
meaningfulness into work (Dik & Duffy, 2009). Calling is connected with both
hedonic well-being and eudaimonic well-being both in life and at work (Dobrow
etal., 2019, 2023). Decent work, in turn, is connected with meaningful work (Blus-
tein et al., 2023). Further research is thus needed to study in depth the possible
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relationships between calling and decent work also in relation to meaningful
work. On this basis, calling is a promising variable because it can be considered
as «solar energy», always available without any costs for constructing aspects
of decent work, contributing to decent lives and healthy lives, simultaneously
responding within a framework of sustainability and sustainable development.

Another very promising current perspective for the third phase of the 21*
century is human security psychology (Hodgetts et al., 2023). This is «a dynamic
and contextually current perspective on people as agentive beings entangled
within evolving natural and social formations that can foster or undermine
their experiences of [in]security» (Hodgetts et al., 2023, p. 177). In an uncertain
and insecure world, we must construct certainty and security within ourselves
by constructing our identities and adapting to changes in self and situations
(Hartung, 2023).

Finally, for this third stage of the 21 century, the current reflections by Guich-
ard (2022) are precious. The main question he underlined is the following: <how
to support active lives that meet the challenges of the 21* century (economy,
ecology and politics)?» Guichard starts from the concept of active lives (Arendt,
1958; Guichard, 2022), which include three aspects: Labour, Working and Action.

Labour refers to all activities permitting individuals to uphold their lives (ac-
tivities which are constantly repeated, essential for their survival and leave no
trace of any produced works). The connected question is: «Could I immediately
find labour to ensure my daily survival or living?».

Working refers to productive activity. People achieve something fairly durable
where they can identify themselves. The connected question is «What job would
allow me to become who I expect to be?».

Action concerns the collective organizational activities necessary so that la-
bour and work always produce something more than their immediate result. The
connected question is: «By what forms of action could we together contribute to
solving certain problems (economic, social, political, etc.)?».

Guichard (2022) also stressed that we are facing the Anthropocene crisis
— Capitalocene crisis characterized by three main aspects (Guichard, 2018): 1)
problems of demography and social justice; 2) a major ecological challenge in
terms of global warming, depletion of natural resources, planetary pollution, ac-
cumulation of waste, etc.; and 3) serious degradation of work and employment.
This crisis is so serious that 2015 brought a resolution titled «Transforming our
world: the 2030 Agenda for Sustainable Development», unanimously approved
by the member states of the United Nations. In this framework, Guichard (2022)
proposed implications for the interventions, considering their principal aim
to be helping individuals and groups — and particularly young people — to
answer the question: «By what forms of active life can I contribute with others
(thus can we contribute) to sustainable and fair development in solidarity?».
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Guichard (2022) also reminds us of the importance of skills and adaptability
with new guidance and career counseling interventions which cannot avoid
centring on sustainable and equitable development. In this regard, we can
underline the creative flexibility that we need in the current scenario in refer-
ence to skills: if in the 21% century some skills are no longer necessary, we can
re-skill, up-skill and crea(te)-skill (Di Fabio & Maree, 2016; Kennedy, Latham, &
Jacinto, 2016).

Finally, an additional reflection regards sustainability requiring even more
of a perspective of accountability in terms of efficacy and effectiveness of guid-
ance and career counseling interventions (Sexton, Schofield, & Whiston, 1997;
Whiston, 2001; Di Fabio, 2014a). Accountability requires attention to intervention
effectiveness, service costs, and best practices supported by research (Di Fabio,
2014a). In order to evaluate guidance and career counseling interventions and
their effectiveness, Di Fabio (2014a) developed guidelines for accountability in
the 21% century based on the following aspects:

1) The Pillar of Accountability... 2) Attention to the choice of outcome criteria
to evaluate effective career counselling: effective outcomes in relation to diffe-
rent interventions, the use of multiple measures from multiple perspectives...
3) A new paradigm and, consequently, new perspectives for the 21% century: the
evolution of career intervention assessment from scores on psychometric scales
to scores and stories... 4) Moving from tradition to innovation in a qualitative +
quantitative perspective... 5) The need for new qualitative measures to detect
narrative change... 6) The need to consider new quantitatively derived evidence
of outcomes, more congruent with new 21 century narrative and life design in-
terventions... 7) The need for new intervention methodologies compatible with
accountability principles (less cost + more effectiveness)... 8) Different outcome
criteria adapted to differential intervention goals based on the new intervention
taxonomy of Guichard (2013a) (information, guidance and dialogue) to verify the
effectiveness of intervention... 9) The need for a positive psychology perspective
in career management/life management: positive information, positive guidance,
positive dialogue to enhance individual strengths and self-attunement... and 10)
The consequent need to use positive psychology goals to verify the effectiveness
of the intervention ...) (p. 199).

Furthermore, guidance and career counseling interventions in the 21 century
(Di Fabio, 2014a) often asked for a simple reflection on client satisfaction, that
is only satisfaction with the relational behaviours of the professional. The dif-
ference in literature between relational behaviours and technical behaviours of
professionals (Di Fabio et al., 2013) is well established, calling for the importance
of training professionals in both technical and relational aspects.
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Conclusions

In this scenario, guidance and career counseling can only be enhanced, edu-
cational, reflective and anchored to the issues of sustainability and sustainable
development as well as to active, secure decent healthy lives, by facing new chal-
lenges and preparing for the urgency of the fourth paradigm (Hartung, Di Fabio,
September 15, 2023, Florence, Italy). The importance of multi-disciplinarity and
multi-professionality team work in various contexts, the psychological contribu-
tions and pedagogical contributions and their convergence on the topic of caring,
and the educational and training value of processes in strength-based preven-
tion perspectives (Di Fabio & Saklofske, 2021) as well as in a primary prevention
perspective (Di Fabio & Kenny, 2016) are underlined.

Guidance and career counseling interventions are at a fork in the road: itis no
longer tenable that they do not systematically deal with promoting harmoniza-
tion of internal and external complexity as well as generativity and responsibility
towards others in time and space (Di Fabio & Tsuda, 2018), and with taking charge
in a responsible way of the issues of sustainability and sustainable development
throughout careers and lives, and the structuring of related projects.

This perspective emphasizes the importance for professionals to both care-
fully know the first phase and the second phase of the 21* century (life design
and the following constructs and interventions) and to focus on the challenges
that have emerged forcefully within the current scenario. Consequently, the
fourth paradigm is called upon to rally and to respond appropriately in terms of
interventions, also considering that the various professional contexts are going
to produce continuous and unimaginable evolutions.

Interventions to support career choice and career development also require
considering the relevance of real knowledge and expertise of the functioning
of organizations — public and private — of working environments and their
characteristics (from small to medium-sized enterprises up to multinationals),
always considering the principles of accountability and the value of applied re-
search. Guidance and career counseling are always at the heart of our desire to
understand better all together, with empirical research and effective and efficient
current practices corroborated by an evidence-based perspective.
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