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CAREER MANAGEMENT OF SPECIAL PEOPLE
NEEDS IN THE LABOUR MARKET

Introduction. The paper reviews the literature on
characteristics of labour market and its effect on career of people
with special needs. While independent career guidance and
management remains difficult for people with special needs,
because of the rapid changes in the modern labour market, the
evidence shows that their career remains a challenge mostly because
of the way they are viewed — they are often viewed through their
deficits, disabilities, and illnesses.

Aim and tasks. The purpose of this paper is to suggest a
new, inclusive perspective in career counselling of persons with
special needs and their careers. By abandoning the medical
paradigm in career of people with special needs, we focus on
advantage competences model and self-determination.

Results. It is shown that today’s labour market has become
unstable and unpredictable, which can be proven by an increased
development of atypical ways of employment. The changes in
today’s labour market have also affected the careers of people
with special needs, who are additionally faced with possible
illnesses, disorders, and other barriers. Therefore, we may expect
that they may require more help from career advisers and
different approaches in counselling. In addition, characteristics of
today’s labour market suggest that we must focus on different
career understanding — not as a guidance, as it cannot be further
predicted, but as management, to become our own life/career
agent. It should not be any different in people with special needs.

The area of employing people with special needs has not yet
abandon the medical paradigm, which is a barrier for their career
management. Thus the new inclusive approach has been developed
— an advantage competence model. In the model competences of
people with special needs, there are a basis for career interventions,
for finding a prospective area of career, where they are more likely
to succeed. The model supports self-determination, which is
recognized as a way of improving one’s self-esteem, a positive
career identity, autonomy, maintain or improve quality of life and
person’s active participation.

Conclusions. Although the guidance and management of
career is a challenge nowadays, it should be viewed as a positive
challenge, which can nurture and develop our curiosity,
flexibility, optimism, and gaining knowledge. The growing needs
for labour market knowledge urge people to constantly gain
competences, therefore, they can become managers of their own
careers. Nevertheless, this process of career management should
not be any different with people with special needs. By using
advantages competence model, we rely on strengths every person
has and builds on the potential of their independent career
managing.

Keywords: career management, counseling,
market, people with special needs, competences.
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KAP'€EPHE YIIPABJITHHS JIFOJEN 3 OCOBJIMBUMHU
INIOTPEBAMM HA PUHKY ITPAIII

Beryn. YV crarti  AOCHIIKYIOTBCS — XapaKTEPUCTHKH
Cy4acHOr0 pHUHKY Tpali Ta HOro BIUIUB Ha Kap’e€py Jrojaed 3
ocoOnmuBUMHU TOTpebamu. Xouya He3alexHe HpodopieHTaliiine
KEepIBHULITBO Ta YIPABJIIHHS 3aIMMIAIOTHCS CKIAJTHUMH UL
mofed 3 0coONMBMMH TMOTpebamMH depe3 HIBHAKI 3MIHM Ha
Cy4acHOMY pHHKY IIpami, JaHi cBimg4arh, M0 IXHSA Kap'epa
3aJIMIIAE€THCS BUKIMKOM, TOJIOBHHUM YHHOM, 3aBISKH TOMY, SIK
BOHM CIIPUIMAIOTHCS.

Mera i 3aBgpanHs. Meroro paHoi pobotu €
3alIpONIOHYBAaHHS  HOBOI  NEpPCIEeKTUBH B  IpodeciiiHomy
KOHCYJIbTYBaHHI 0ci® 3 ocoOnuBHUMH mMOTpedamMu Ta iXHIiH
Kap’epi. BiaMOBIAIOUNCH BiJ MEOUUHOI HapajurMu B Kap epi
Jroiel 3 0COOMMBUMH MTOTpedaMH, MU OpPIEHTYEMOCS] Ha MOJIEINb
nepeBar KOMIIETeHIIIH Ta CaMOBU3HAUYEHHS.

PesyabTaTn. [loka3aHo, 110 CHOTOHIMIHIN PHUHOK IIparli
CTaB HecTaOUIbHMM Ta HerepeadayyBaHuUM, IO MOXe OyTu
HIITBEP/DKEHO ITOCHJICHHSIM PO3BUTKY HETHIIOBHX CIOCOOIB
3aifHATOCTI. 3MIHM Ha PUHKY Mpali ChOrOAHI BIUIMHYIM 1 Ha
Kap'epy Jromel 3 ocoOnMBMMH TIOTpeOaMu, SIKi J0IaTKOBO
CTUKAIOTHCSI 3 MOXKJIMBUMU XBOPOOaMH, po3jajJaMd Ta IHIIUMHU
Oap'epamu. ToMy MM MOXEMO OYIKYBaTd, IO BOHH MOXYTb
3aKafaTh OUTbIIOI JOMOMOTM Kap’€pHUX pPAIHUKIB Ta PI3HUX
HiIXOMIB Yy KOHCYNbTyBaHHI. KpiM TOro, XapakTepHCTHKU
Cy4acHOrO pHHKY TMpaii TOBOPSTh MPO T€, IO MU TIOBUHHI
30CEpPEeIMTHCh HAa PI3BHOMY PO3YMIHHI Kap’€pu — HE SIK HACTaHOBI,
SK Lle He MOke OyTM Hajali MPOrHO30BAHO, a K MEHEPKMEHT
kap’epu. Cdepa mnpaneBnamTyBaHHA JIOIEH 3 0COOIMBUMH
noTpedamu I1e He BIAMOBWJIACS BiJ MEIMYHOI MApaJUrMH, sIKa €
Oap'epom i iX Kap’epHOro ympasiiHHA. Takum ymHOM, OyB
PO3pO0JICHNI HOBHIA IHKITFO3UBHUH MMIJXiJ TIepeBard KOMIETEHII .
VY KOMIEeTeHIIsIX JItoIel 3 0COOIMBUMH TIOTpeOaMu € OCHOBA JIIs
Kap’€pHUX BTPY4aHb, MOLIYKY MEPCIEKTHBHOTO HANPSIMY Kap €pH.
[l ™Momenp MIATPUMYE CAMOBH3HAYEHHS, SKE€ BHU3HAETHCS
Cr1IocoOOM  TOJIMIIEHHS CAaMOOI[HKH, TIIO3UTHBHOI Kap'epHOI
1IEHTUYHOCTI, CAMOCTIMHOCTI, MIITPUMaHHA a00 MOKpAIIEeHHS
SIKOCT1 JKUTTSI Ta aKTHBHOI YJacCTi JIFOIHHU.

BucnoBku. Hespaxaroun Ha Te, M0 KEpIBHULTBO Ta
YIIpaBJIiHHA Kap €POI0 3apa3 € BUKIMKOM, 1€ CIIi PO3IIISAIATH SIK
MO3UTHBHUI BUKIIMK, KU MOYKE€ PO3BUBATH Ta PO3BMBATH HAIy
IIKaBiCTh, THYYKICTb, ONTUMI3M Ta 3100YTTS 3HaHb. 3pOCTAOYi
noTpedM B 3HAHHAX IIPO PHHOK IIpalli CIOHYKAaroTh JIHOJEeH
MOCTIMHO 3700yBaTH KOMIIETEHIll, TOMY BOHM MOXYTb CTaTH
MEHeDKepaMu CBO€1 BIacHOI Kap’epu. TuM He MeHIll, 1ieil mpolec
YIIpaBIIiHHA Kap'epor0 HE IMOBHMHEH BIAPI3HATUCS BiJ JIIOJACH 3
ocobMuBUMH TIOTpebamMu. BUKOPHUCTOBYIOUM MOZETh KOMITETEHITIN
nepeBar, MU CIMPaEMOCh Ha CHJIbHI CTOPOHM KOXKHOI JIFOJMHM Ta
CIIMPAEMOCH Ha MOTEHITia)T He3aJIS)KHOTO YITPaBIIiHHS Kap’ €pOIo.

KirouoBi ciioBa: xap'epHe ynpaBiiHHSA, KOHCYJIbTYBaHHS,
PUHOK TIpalli, JIFOJU 3 OCOOJIMBUMH MOTpeOaMu, KOMIIETEHIIII.
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Introduction. Today’s world of work is
marked with instability, fastness of constant
new changes, risks, and unpredictability in jobs
and employment [1, 2, 4]. These are all results
of fast technological development and
modernization, which brought a deeper
understanding and need for information and
communication technology (IKT) in the modern
world of work. Furthermore, the development of
IKT made today’s world of work change [3] — it
enables and increases atypical ways of
employment [4]. Atypical ways of employment
are for example temporary jobs, “gig economy”,
work from home, project work, etc. [3, 4].
Organizations are also often temporarily shut
down by completing projects, immediately
leaving all employees without work.
Employment contracts are becoming flexible
and temporary, since business relationships are
uncertain [5]. Such ways of employment enable
a person to become more independent, free, and
flexible [1]. As such, person’s knowledge is
greatly valued in today’s world of work, as are
social skills, multitasking, creativity, and the
meaning of lifelong, constant learning [3].

This vastness of changes forces workers to
try to construct their own life and shape their
own identity in a different way [6]. In that
sense, we speak of individual’s career
construction, which is especially important
nowadays as unpredictability makes it hard for
every person to plan a stable and predictable
career [2].

Getting into today's world of work
requires more effort, deeper self-knowledge,
trust [6], and learnt optimism. Especially learnt
optimism in nowadays fast changing world
enables a person to maintain stability concurring
these changes and challenges [7]. However,
some individuals may require help dealing with
unstable employment and frequent transitions
from career advisers [6].

The discussed changes in today’s world of
work have also affected the careers of people
with special needs. Measures of positive
discrimination, such as job preservation or
prohibition of dismissals, have become
ineffective [5], since most jobs are basically
temporary.  Furthermore, such  dynamic
situations, rising demands of the employment
environment of constant, lifelong learning, rapid
employment transitions, and constant adaptation
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to new work environments affect careers of
people with special needs, who are additionally
faced with more problems than people without
special needs, such as possible illnesses,
disorders and other barriers. In addition to that,
we may expect that people with special needs
may require more help from career advisers and
different approaches in counselling [6].

However, the question remains, which
approach in counselling is affective for persons
with special needs facing the demands of
today’s world of work. Existing approaches to
career management and guidance, based on
classical rehabilitation approaches, have proved
ineffective, because they are suited for
permanent, typical employments. It is not a
question, which theories or approaches are
better, but which theory is more appropriate for
today's situation [8]. For that, we have to answer
a question of how persons with special needs
can face the challenges of a new labour market
and realize their own career.

Analysis recent
publications.

Although Super [9] in his theory of career
development explains that individual’s self-
concept should have a key role in choosing a
profession and managing his or her own career,
self-concept can be found as a central topic in
other theories of careers as well. Either in
structural (Holland), developmental (Super, &
Ginzberg) circumstances and compromises
(Gottfredson), or also in more modern — social
cognitive (Lent, Brown, & Hacquet) and
constructivist (Savickas) theories [2]. Savickas
[6] in particular understands the importance of
construction and reconstruction of one’s self-
concept for the purpose of individual’s career
planning or counselling.

Generally speaking, self-concept can be
defined as a product of wvast interactions,
including individual’s life experiences and
environmental factors; perception of self,
including emotional factors of self (self-
confidence, self-worth, ability etc.) [10].
Slovenian author Kobal Grum [11] summarizes
and combines various definitions and defines
“itself” as an organized whole of characteristics,
moves, feelings, images, attitudes, abilities, and
other psychic content that the individual at
different stages of development and in various
situations attributes to himself or herself.

research and
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The creation of self-concept is influenced
by an important function of the environment,
since the individual’s interaction with it forms
his or her self-concept and translates it into
professional and career terms [9]. We argue that
social environment is a powerful factor in the
creation of self-esteem [8, 10] as many
researchers have also proved that successfulness
of career is strongly related to our self-esteem
(can be found in Beheshtifar, & Rahimi-Nezhad
[13], Gardner, Dyne, & Pierce, [14]). In the case
of persons with special needs, the problem of
low self-esteem is often strongly present and
therefore represents a direct cause for their poor
performance in the labour market and in life-
career management. Thus, the key goal should
firstly be on improving their professional self-
esteem [15].

In the process of rehabilitation of persons
with special needs, with the focus on
rehabilitating the individual’s disease, disability,
or disorder, there is always a risk of occurrence
of low self-esteem, especially in the presence of
medical authorities, who focus on the client’s
weaknesses  instead of  strengths [16].
Individuals’ low and poor self-image can lead to
lack of motivation and skills, fear of
employment [16], learnt helplessness [10], etc.
The individual is therefore seeking external
help, hoping for retirement, looking for mercy

The prevailing medical paradigm in the
rehabilitation process becomes an obstacle for a
successful career management, because it
defines people with special needs as incapable
of job employment and independent living [17].
This is particularly a problem with persons with
intellectual disabilities [2]. Constant focusing on
the disease and disorder creates negative
identity, low self-esteem [2, 15], and promotes
the fear of future employment challenges [5].
However, in a career, merely high positive self-
esteem is not sufficient for success [6].

In their career theories, Savickas [1, 6],
Patton, & McMahon [8], and Amundson [21]
emphasize the importance of autonomy and
independence in professional decision-making
and career management, which should be a
primary focus in career counselling, rather than
the subordination of clients to counsellors or
other authorities. In this way, the client becomes
the subject of the decision and not the object of
the discussion. Savickas [6] states the
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importance of empowering clients to construct
their own careers, whereas Wehmeyer [19] also
speaks of self-determination as a theoretical
framework for encouraging people with or
without special needs to become their own life
agent and, rather than adapting self-determined
behaviour, they should adapt self-determined
action.

Because career has become a complex
process of professional and everyday life
activities [2], Super [9] believes that the concept
of career management has to help the person to
develop the capacity for autonomous decision-
making and that the environment, such as
professional counsellors, career coaches, and
others, considers this — they act supportive and
not patronizing. Amundson [21] recommends
that targeted counselling should include a strong
supportive counselling relationship and the
consolidation of personal responsibility in an
individual. They should be able to design and
implement meaningful personal plans and help
individuals to locate and shape their personal
plan with realistic content. Savickas [6] also
points out the supportive role of the career
counsellor in the processes of deconstruction of
the client's past (problematic) career stories,
therefore, the individual can, with the help of
the counsellor, reconstruct better future career
episodes.

The same concept should therefore be
applied for clients with special needs in the
procedures  of  career  guidance  and
rehabilitation. However, the problem still
remains in medical paradigm, which is usually
used in rehabilitation and employment programs
of people with special needs. Experts still
decide on the vocation, training, and all other
issues that are related to the client's further
career path [2]. Brown, & Lent’s [20] research
also suggests that many career counsellors still
primary focus on person’s with special needs
weakness (deficits, disabilities), therefore, the
active participation of person with special needs
in the counselling process is questionable [6].
The various formal acts of findings and opinions
that we know from disability commissions in
Slovenia are clearly diagnostic acts adopted by
medical authorities, while the individual can
object and complain only about the decision of
the administrative procedure, but not about the
findings and decisions of the commissions.
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Other countries have similar proceedings.
Although supporting systems are necessary,
they should not be above the person, but in a
form of potential opportunities and choices that
each individual chooses [2].

For a person with special needs, the key to
vocational  decision-making and  career
management is to develop self-determination
behaviour. The basis for such behaviour is the
individual's autonomy. Autonomous functioning
behaviour is the result of the process of
formulation individual's identity, which is a
transition from dependence to independence,
primarily in terms of care, life preferences, and
self-care. Therefore, it is important that the
individual works in accordance with his
priorities, interests, and abilities, independent
and free from external influence. It is crucial
that they are able to independently manage their
own activities, take care of themselves, and
make decisions about family life and other
issues of concrete everyday life, because it is
believed that self-determination can maintain or
improve quality of life and life satisfaction, but
also enhance person’s active participation.
Therefore, socialization and learning processes
are important, because through them they
gradually progress from childhood and become
more  self-determined in their growing
empowerment [19]. However, the problem of
self-determination and independence remains
with people with intellectual disabilities,
because intellectual functioning is crucial for
independent decision-making [2].

The modern labour market is becoming
more diverse and the differentiation of society is
increasing [1, 3, 4]. Therefore, new professional
areas, where we can exercise our potential, are
being created every day. In such environment,
there are more and more new “free areas” where
we can succeed and that are not competitively
saturated [2]. Through analyses Drobni¢ [18]
concludes that free niches are always being
created a new, which means that employment
careers of people with special needs have
become more and more promising.

Each individual has his or her own profile
of abilities, skills, strengths, competences, and
other countless individual characteristics
dominant, exceptional, vague, shrouded, or
undeveloped. Therefore, it is essential to find
out the best features in person’s profile, which
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he or she can realize in the most favourable
environmental (employment) — the priority
niches [18].

Aim and tasks. In this paper, our primary
aim is trying to find a way to improve
professional self-esteem of people with special
needs, which, we predict, will possibly enable
them to manage their own career by self-
determination. For realizing this goal, we
introduce Drobni¢ advantage competences
model in career counselling.

In the area of employing people with
special needs, we have not yet abandon the
medical paradigm, neither mention or discuss
the careers of people with special needs, or
implement a new inclusive paradigm in the
career field. Thus, career success of people with
special needs is rarely found in literature [2] or
career theories [17]. In the field of people with
special needs and their career, Wehmeyer [19]
is known for introducing a specific concept of
self-determination, where he points out the
necessity of focusing on the individual's
strengths and not emphasising the disorder.
Therefore, Wehmeyer’s [19] theory of self-
determination can be used in and be potentially
promising for improving independence in career
management of people with special needs,
whereas, by wusing Drobni¢ [2] advantage
competence model, we can be more specific in
defining the primary focus in career counselling
for people with special needs.

By adapting Drobni¢ [2] advantage
competence model, we can achieve two
important goals. The first goal is being more
oriented towards the individual's qualities,
instead of dealing with disorders and difficulties
[2]. This stimulates the search for a prospective
individual's career, where he or she is more
likely to succeed [18]. The second goal is
focusing on one's own excellence, in addition to
weaknesses and difficulties, and by doing so
influencing the improvement of self-esteem,
what creates a positive career identity instead of
a disability, which is a key factor for career
success [2]. We should note that the individual’s
narrower social environment plays an important
role, too [8], since the formation of an
individual's self-image is a process of reciprocal
interaction between himself or herself and his or
her social environment [10].
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"The important other" [11] or those who
have a "special role" in helping persons with
special needs should also be discussed. They too
should be informed of focusing on individual’s
strengths, rather than constantly dealing with
their disorders.

We predict that if we shift focus on the
individual's strengths and the potentials that the
person has, we can increase one’s self-image
and aid to a more successful individual’s career
by increasing person’s self-determination [18].
Therefore, we suggest the replacement of
medical paradigm with more inclusive
paradigm, which can be found in above-
mentioned Drobni€ [2] model.

Results. Changes in the labour market
have triggered shifts in career counselling for
people with special needs, where the starting
point of counselling was primarily with well-
diagnosed problems, disabilities and disorders
[2]. Brown [17] stresses the need for changes in
career counselling to leave a positivist approach
that is characteristic for trait and factor theories
and recommends the adoption of others, for
example, constructivist approaches. In the
classic positivist approach, the career counsellor
relies on assessing the features of the clients,
where he makes a diagnosis and gives advice
while maintaining a dominantly superior role
[2].

Modern approaches to career counselling
are mainly reflected in constructivist theories [2,
8]. Career advisers should include especially
those sciences that deal with self-concept and
career creation, because they are most useful for
the current situation. In these movements, we
recognize that the responsibility for one’s career
has shifted from institutions to individuals, in
the sense that people must live their career. A
modern concept of career has become distinctly
individual, subjective and adaptable, therefore,
the success of individual careers is subjective to
individual [1, 2, 6, 8]. The question arises
whether to include such approaches in the case
of persons with special needs.

From the above mentioned findings, we
can conclude that the vocational rehabilitation
of persons with special needs is not an
appropriate starting point for career success and
keeping the care of people with special needs,
since the subject of engagement is
predominantly  dealing  with  diseases,
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disabilities, and searching for some treatment
[2, 17, 19, 20]. Therefore, the rehabilitation
should be integrated as an auxiliary measure of
career counselling for people with special needs
and should be primarily based on the
individual’s choice of strong competences and
advantages, which can be found in Drobni¢ [2]
model (this can be also found in Wehmeyer’s
self-determination theory [19]). Moreover, we
can determine that the diagnosis in the modern
concept of career counselling has a less
important role than in previous practice of
career counselling [8].

In determining the field of career
realization for persons with special needs,
Drobni¢ [2] in his advantage competence model
states that we should especially seek the
potential of the individual [18], their advantage
competences [2]. These are essentially internal
(intrinsic) factors of professional decision-
making. Therefore, we do not seek out the
individual’s weaknesses in order to first identify
them and then "fix", "cure", and improve them,
but to build a career perspective on priorities
that is above average. Individual’s personal
characteristics that are crucial for an
individual’s career judgment can be his or her
specific skills, knowledge, personality traits or
competences that shape their “profile” and
represent the key factor for good professional
and employment development [2].

Based on the profile of strengths, it is
therefore necessary to find an appropriate area
for the realization of a career path, to develop
the necessary skills and to create professional
goals. The individual's problems, illness, and
disability may still be important to identify,
however, these will be only the basis for
intervention (treatment, rehabilitation,
assistance), rather than the starting point for a
career decision [2]. Defining the individual’s
weaknesses  (disability, incapacity, special
needs) has an important function in Drobni¢ [2]
model, firstly, as defining the areas that will be
avoided when choosing a priority career path;
secondly, as identifying the necessary tools,
supporting technology, personalized work
organization, which is necessary for functioning
in the (chosen) competent field (if necessary);
and thirdly, the definition of additional skills
acquisition (education, vocational rehabilitation,
training at the workplace) [2, 5].
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In this way, the activities of setting
diagnoses and deviations from “a typical,
normal person” are of secondary significance
and not a starting point [2].

If we engage in Drobni¢ [2] advantage
competence model, dealing with people with
special needs and their careers, the further
question remains whether people with special
needs will even need compensation,
rehabilitation measures, and procedures in their
career. We believe that people with special
needs, following Drobni¢ [2] advantage
competence model, will be more competitive in
the labour market in the future, as Drobni¢ [2]
states that it is becoming more and more
promising for people with special needs. Hence,
the focus would be on the individual’s strong
points and personal challenges. This way, an
individual would then be able to -easily
transform his or her predominantly sickness-
invalidity identity (medical paradigm) into a
career identity [2].

Consequently, career advisers or consolers
should be adapted in this process — no longer
dominant, unequivocal, and should not make
decisions instead of clients. Therefore, the
directive role of the adviser is less acceptable
and, in the case of persons with special needs,
advisers should promote their personal growth,
individuality, and autonomous decision-making
[2, 19]. The role of counsellors, where we
become managers of our careers, is primarily to
stimulate and reflect us [2, 6, 23]. It is a process
in which the counsellor and client jointly
construct and reconstruct the understanding of
what is important through the process of
informing, interpreting, supporting,
encouraging, and facing the challenges [6].

Career counselling should also stress the
importance of continuous acquisition of
knowledge and the ability for transitions, agrees
Krumboltz [26]. Knowledge is constructed
through individual’s experience and the
principles of social learning are therefore
emphasized [2, 26]. Since an individual learns
from everyday experience, his or her knowledge
is less and less achievable by teaching, but by
processes of (self) learning [2, 6, 8]. According
to Savickas [1, 2, 6, 27], knowledge and
therefore reality is completely dependent on the
individual's experience with the environment.
Reality is not the case of an objective
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assessment of an individual's career. This has
become completely subjective — a matter of the
individual's judgment and entirely relevant to
the individual. Therefore, we cannot talk about
applying the theory to an individual, but rather
about each individual constructing his or her
own individual career.

Savickas [6, 27] states that we cannot
easily distinguish career counselling from the
personal counselling and that the constructivist
approach is basically therapeutic, as the
counsellor 1is involved in analysing the
individual's career or stories and the conjugation
of new employment episodes, which is related
to personal distress and problems which need to
be addressed at the same time. Therefore, we
must move away from the question of what is
true to the 1ssue of participation and
communication, from the objectivity to
perspective and individuality, therefore, the
career counselling is reformed into an
interpretive discipline. We consider such career
counselling as a coherent developmental
profession, which is a very complex one. Career
counselling should become a part of lifelong
career decision making, because career
counselling must be responsive to all the
changes in society that are fast, thorough and
global [1, 2]. In the changed role, counsellors
should show the necessary flexibility,
originality, = imagination,  creativity = and
eagerness to be open for new situations [21].
Such relationship could be called a working
partnership in which the recipient and the aid
provider are actively engaged, without
consultant being pervasive and the client
without knowledge and necessary advice [2].

Another thing that we should focus on in
the career counselling for people with special
needs is building a supportive environment [2].
Uncertainties in the labour market require
individual’s financial management in terms of
social insurance and personal career decisions,
what has an effect on his roles, which become
increasingly complex. In these circumstances,
an individual is forced to become a manager of
his or her own career and therefore has to make
decisions about his or her career path several
times in his life. This means that it is
indispensable for an individual to be trained in
such a career, to continuously upgrade his or her
knowledge and competences in career path.
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This i1s completely different from the
classic positivist approach to vocational
decision-making, where counsellors or medical
staffs have made decisions about an individual's
career [1, 2, 6, 23].

Nota, Ferrari, Soresi, & Wehmeyer [22]
emphasize the importance of a supportive
environment and the autonomy of personal
decision. Creating someone’s own career must
be in accordance with the person’s development
phases and in consideration with his or her level
of autonomy. At the same time, knowing the
involvement of external experts and supporting
measures is important, but meeting the needs
and individual decisions in the context of
achieving his or her bigger autonomy is of
greater importance.

When talking about supporting measures
for people with special needs on a career path,
we think about all those environmental
interventions that help individuals to construct
and realize a successful career. These may
include various consultations, information on
the labour market, conducting surveys, technical
and personal support, monitoring, etc. [2]

Primarily, the most important supporting
factors in the processes of career development
of people with special needs are school, family
and relatives — the close social environment [2,
19]. School and family play a key role in the
first period of the individual's professional life.
In the future, however, consideration should be
given to the progress of independence and self-
regulation of a person, while the key factor
would be the training for the acquisition of
professional and social skills and empowerment.
In later periods of his or her career, other
institutions can take on supportive functions
present in the environment where the individual
lives and works, but the decision to use them
should be in the domain of the individual [2].

Some theoretical frameworks and
researches state the key factors for career
success are supported employment measures,
which are a system of values and practices for
individuals to prepare and train for work,
focusing on the individual's adaptation to the
specific work set out in the market offer [2, 24].
However, the problem occurs if the employment
environment  completely  dominates  the
individual who has a subordinate role [25].

18

According to Bennie [25], it is necessary to set
an emancipatory supportive employment model
instead, which is more responsive and focused
on the needs of an individual where the
environment adapts to the individual. Dawis and
Lofquist also state the importance of reciprocal
adjustment between a person and his or her
work environment [8].

Therefore, supporting measures should be
comprehensive and accessible in all necessary
dimensions: chronological, locational and
financial, but at the same time they should
contribute to the construction of an individual as
an autonomous person, what means that the use
of these measures is decided by the individual
and not imposed by others. This shows respect
for his or her individuality and freedom, and on
the other hand, accessible support [2, 19, 25].

Conclusions. Although we state that
career management is a challenge in nowadays
for every person, it should be viewed as a
positive challenge — in a way, that career is
viewed in social cognitive career theories. Such
theories suggest the importance of developing
our curiosity, flexibility, optimism, and gaining
knowledge. Social learning is also important for
career success, where the focus is on learning
instead of teaching. Therefore, an individual
must be open to the environment, perceive
changes, and learn from the situations that have
arisen [1, 2, 26, 28]. By personally growing and
becoming autonomous, he or she takes
responsibility for his or her professional
decisions, employment, and other activities on
the career path [8]. Supporting measures that
should be complete and accessible are
important, but the person should decide based
on his or her own autonomy and needs [19]. The
growing needs for labour market knowledge
urge people to constantly gain professional and
social competences, therefore, they become
managers of their own careers [1, 2, 23, 27].
The consultants, together with the client,
analyses the path, mistakes, and problems that
have been made so far, and construct a further
run and episodes [2, 6] and abandon the role of
all-time experts. In doing so, they will rely
primarily on strengths — the characteristics that
every person has and build a perspective on
them, rather than on diseases and disabilities

[2].




Economics. Ecology. Socium, Vol. 3, No.3, 2019

REFERENCES

1. Maggiori, C., Rossier, J., & Savickas, M. L. (2017). Career Adapt-Abilities Scale Short
Form (CAAS-SF): Construction and Validation. Swiss National Science Foundation, 25 (2), 312—
325.

2. Drobnic, J. (2018). Careers and people with disabilities. Koper: University of Primorska
Publishing House.

3. Drobnic, J. (2000). The labor market in the processes of globalization - challenges for
people with disabilities. In K. Destovnik, & J. Ulaga, eds., Social care for the education, education
and social care of people with disabilities - ten years later: Proceedings. Ljubljana: Slovenian
Society of Defectologists, 599-601.

4. Poglajen, C., Kosteve, C., Dernoviéek Hafner, N., & Kovag, B. (2018). Punctuality and
social insecurity. interdisciplinary views on precariat. Ljubljana: University of Ljubljana, Faculty
of Economics.

5. Drobnic, J. (2014). Development of a model of vocational guidance for people with
disabilities. University of Primorska, Faculty of Education Koper: doctoral thesis. Doctoral
dissertation.

6. Savickas, M. L. (2015). Life-Design Counseling Manual. Retrieved from:
https://dwd.wisconsin.gov/youthapprenticeship/pdf/2017 forum/eidsmoe/manual LifeDesignCouns
eling.pdf.

7. Chen, S. P., & Mykletun, J. R. (2015). Beyond Post-Downsizing Organizational Injustice
and Counterproductive Work Behaviors: Antecedents and Consequences of Learnt Helplessness.
International  Journal of Business and Management, 10 (6). Retrieved from:
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.1009.4149&rep=rep 1 &type=pdf.

8. Patton, W., & McMahon, M. (2014). Career Development and Systems Theory. Connecting
Theory and Practice. Rotterdam: Sense Publishers.

9. Super, D. (1990). A life-span, life-space approach to career development. In D. Brown, &
L. Brooks, eds., Career choice and development. San Francisco: JosseyBass, 121-178.

10. Marsh, H. W., Pekrun, R., Parker, P. D., Murayama, K., Guo, J., Dicke, T., & Arens, A.
K. (2019). The murky distinction between self-concept and self-efficacy: a beware of lurking jingle-
jangle fallacies. Journal of Educational Psychology, 111 (2), 331-353.

11. Kobal Grum, D. (2000). Basic aspects of self-image. Ljubljana: Pedagogical Institute.

12. Musek, J. (2004). Psychological and cognitive studies of personality. Ljubljana: Scientific
Institute of the Faculty of Arts, University of Ljubljana.

13. Beheshtifar M., & Zohre R. N. (2012). Role of Self-Concept in organizations. European
Journal of Economics, Finance and Administrative Sciences, 44, 159—164.

14. Gardner, D., Van Dyne, L., & Pierce, J. (2004). The effects of pay level on organization-
based self-esteem and performance: A field study. Journal of Occupational and Organizational
Psychology, 77, 307-322.

15. Brecelj, V., Vidmar, G., & Bostjanci¢, E. (2014). Career planning for disabled people -
desires and obstacles. Andragogical Cognition, 20 (4), 49-61.

16. Drobnic, J., & Zagorc, S. (2017). Planning, monitoring, evaluation and management of
active measures in the labor market. Podgorica: Pedagogical Center of Montenegro.

17. Brown, D. (2004). Career choice and development. San Francisco: Jossey-Bass.

18. Drobnic, J. (2017). The model of career guidance for persons with special needs.
Saarbriicken: Lap Lambert Academic Publishing.

19. Shogren, A. K., Wehmeyer, L. M. Palmer, S. B., Forber-Pratt, A. J., Little, T. J., & Lopez,
S. (2015). In S. H. Zucker, eds., Education and Training in Autism and Developmental Disabilities.
The Journal of Decision on Autism and Developmental Disabilities, The Council for Exceptional
Children, 50 (3), 251-263.

20. Brown, S. D., & Lent, R. W. (2005). Career Development and Counseling. Putting
Theory and Research to Work. New Jersey: John Wiley & Sons, Inc.

19



Exonomixa. Exonoeia. Coyiym, T.3, Ne3, 2019

21. Amundson, N. (2009). Active engagement. The Being and Doing of Career Counseling.
Richmond: Ergon Comunication.

22. Nota, L., Ferrari, L., Soresi, S., & Wehmeyer, M. (2007). Self-determination, social
abilities and the quality of life of people with intellectual disability. Journal of Intellectual
Disability Research, 51 (2), 850-865.

23. Watts, G. (2006). Career development learning and employability. Heslington: The
Higher Education Academy.

24. Hagner, D., & Dileo, D. (1993). Working together: Workplace culture, supported
employment, and persons with disabilities. Cambridge, MA, US: Brookline Books.

25. Bennie, G. (1996). Supported employment and disabled people in New Zealand: From
assimilation to transformation. A thesis presented in partial fulfillment of the requirements for the
degree of Doctor of Philosophy. Wellington: Massey University.

26. Krumboltz, J. (2008). A social learning theory of career counseling. Stanford, CA:
Stanford University Press.

27. Koval, V., Polyezhayev, Y., & Bezkhlibna, A. (2019). Communicative competences in
enhancing of regional competitiveness in the labour market. Baltic Journal of Economic Studies,
4(5), 105-113. doi:10.30525/2256-0742/2018-4-5-105-113.

28. Savickas, M. L. (2012). Life design: A paradigm for career intervention in the 21st
century. Journal of Counseling & Development, 90 (1), 13-19.

20



