
CAREER TRANSITIONS, CAREER DECISIONS & CAREER DECISION COACHING 

Career choice junctions 
There are a number of life settings where there is an option - or requirement - to make a career 

decision and move in a new career direction. This can include: 
Transition out of High School 

deciding whether to following one’s parents’ choices, or not 
selecting a major at university 
choosing a trade 
embarking on one’s own business 

A natural evolution in new directions of interest - new prospects are more appealing, new 
topics become more attractive 

Coming to a crossroads in one’s  life - an existential crisis, needing to find more meaning and 
purpose 

Women (especially), when they emerge from childrearing years, and look towards moving 
into a career 

Getting laid off, made redundant - and then there is the question ‘what is next?’ 
Soft and low risk explorations - trying something else out while keeping day job 
Bored, want new directions and experiences; the old career no longer a good fit, but don’t 

know where to head 
Burn out, traumatic experience in the job or field - no longer able to keep going; need a 

fresh start 
Unhappy with the current work-life balance. Want a sea change - a lifestyle shift, and a job 

that will accomodate a new lifestyle 
Moving from job to entrepreneurial - more money, more autonomy, more risk 

How to decide on a new direction 
There are a range of approaches to finding a new career: 

Expert advice  
Also known as Vocational Guidance. This is based on input, guidance, direction from an expert, an 

authority. May be appropriate for young people; but even then, unless the expert knows the person 
really well, its not likely to be a good reflection from the inside - more of an external judgement. It 
is not a process that empowers people to find out what is right for them.  

Assessments  
These are usually at the core of most Career consultations, e.g. Strong Inventory (Holland) or Myer-

Briggs personality profiles - there a bunch of other ones as well. 
Drawbacks: 

• These take a fair bit of time - usually at least 100 questions 

• They too broad, and generate too many options. Suggested jobs are are ‘determined’ by the 
person’s profile based on pre-determined categories, rather than by who the person really is.  

• This is another version of an external authority, telling the client what they should do 

• Personality profiles are generally based on questionable research, if at all. In other words, they are 
categories someone made up. The Holland inventory is an exception - it has a solid research 
base. But it has the same problem - it fits a person into a model, attempting to seek an ‘objective 
fit’, rather then being interested in the uniqueness of each person.  

• The job lists these assessments point towards are not always up to date 
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Brainstorming  
e.g. Ideas Party (Barbara Sher) 
These can be very valuable, eliciting collective creativity, and networking. There are many stories of 

people having success with them. 
However, it’s not always possible to join such a gathering. People could organise one themselves, but 

this takes some drive and capacity, and may not be realistic for many people. 

Experimentation 
This involves trial and error - grabbing life opportunities which emerge. It involves ‘following the 

flow’. Whilst this is good for stepping into niches which appear, or pursuing what life offers up, the 
ensuing occupations may or may not really reflect the person’s real interests. Its a somewhat 
passive, circumstantial way to ‘fall into’ a career. Sometimes this works for people; however, after 
some time the career may no longer suit.  

What the market wants  
As with the above option, jobs are easier to get because the person is adjusting to what is ‘out there’. 

But the trouble is that it doesn't start from the person - who they really are,  what they really want, 
what they are really good at. 

What the world needs  
This is good for serving the world, fulfilling one’s soul. It can be very rewarding. But as above, it 

doesn’t necessarily start from the person - who they are, their particular talents or interests. As a 
basis for business, it may not be a good way to make money, as it’s more service oriented - 
satisfying a need, but there may not be the resources for the recipients to fully pay for it. 

Occupational categories  
This is what happens when someone looks at long lists of degrees at university, or job clusters. Doing 

this can help one to think about subjects that are out there, but the lists may be quite long, and 
choosing may be on a more superficial basis. Again, this starts from what is ‘out there’, rather than 
what is ‘in here’. 

Career Decision coaching 

What is it and how does it help people with their career transitions? 
This approach is not based solely on: 

- what an expert thinks is best 

- what the market wants 

- a single personality profile 

- what one has been good at 
The basis  used for a career transition is the question: 
What do you enjoy doing? 
This is identified in terms of the skills that someone holds, and enjoys using. 

Types of skills 
Three kinds of Skills are assessed – as Verbs, Nouns and Adjectives  

Skills as Verbs – Transferable Skills 
♣ What you can do…and love to do with either Data, Ideas, People or Things 

These skills are verbs, or can be made into verbs, ending in "-ing" 
e.g. healing, sewing, constructing, driving, communicating, persuading, motivating, negotiating, 

calculating, organizing, planning, memorizing, researching, synthesizing.  
They are also termed talents, gifts, and 'natural skills.' 
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They are the strengths you have, often from birth. Some people are born knowing how to negotiate; 
but if you weren't, you can learn how to do it as you grow. So some of these skills are 'acquired.' 
You rarely ever lose these skills. 
They are called your Transferable Skills because they can be transferred from one occupation to 
another, and used in a variety of fields, no matter how often you change careers. 

These skills are things you are good at doing with either people, or things or data/information/ ideas. 

Skills as Nouns – Special Knowledges 
♣ What you know…and love to know more about 

These skills are nouns e.g. computers, English, antiques, flowers, colors, fashion, Microsoft Word, 
music, farm equipment, data, graphics, Asia, Japanese, the stock market. 

These are called Subject Skills, or Knowledge Skills.  
They are subjects that you know something about, and love to use in your work. They are 

knowledges stored in your brain, your expertises. They are learned over the years through 
apprenticeships (formal or informal), school, life experience, books, or from a mentor.  

Which ones do you absolutely love to use? 

Your Skills as Adjectives – Self Management Skills (or Traits) 
♣ How you conduct yourself…alone or with others 

These skills are adjectives or adverbs e.g. accurate, adaptable, creative, dependable, flexible, 
methodical, persistent, punctual, responsible, self-reliant, tactful, courteous, kind. 

These are called your Personal Trait Skills.  
Traits are the ways you manage yourself, the way you discipline yourself. Hence, they become the 

style in which go about doing your transferable skills. Often these are hammered out in the 
crucible of experience. 

We speak of our traits, in everyday conversation, as though they floated freely in the air: "I am 
dependable, I am creative, I am woman, I am man." But in actuality traits are always attached to 
your transferable skills, as adjectives or adverbs. 

For example, if your favorite transferable skill is "researching," then your traits describe or modify how 
you do your "researching." Maybe methodically, maybe creatively, maybe dependably. Etc. 

How you combine these three kinds of skills, is what makes you unique 

Assessments instruments  
These can be useful - not for the predictive abilities, but for their profiling capacity: 

I am this kind of a person 
These are the kind of settings or actives that suit me’ 

We use such instruments as a part of building up a comprehensive picture of the person, in order to 
give them ways to better understand themselves.  

We then apply that insight to the question of career choice. 
We do a quick straw assessment - an impressionistic approach, rather than trying to get perfect 

accuracy. 

The career decision 
People generally lack confidence in their choices, and find difficulity in decision making about large 

life matters such as this. 
So we build up a momentum, clarifying all the things that characterise ‘who am I’. Over the course of 

four hours we assemble a picture of: 

• ambitions, dreams, aspirations 

• interests - what you enjoy doing 

• values - work and personal motivators 

• aptitudes - talents, or developed skills 

• experiences which are meaningful 
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We then engage in a selecting, narrowing, focusing process. Because you cant have it all. In order to 
come to a decision, most things needs to be pared out, leaving what is most important. This 
involves a series of choices. What are the most important values? 

Resistance 
4–5 hours seems like a long time to spend in a process such as this. This is not a short-cut system. It 

would be easier and quicker for the career coach to conduct it using online surveys - this is often 
what coaches do. People spend their own time filling out questionairres and profiles, which are 
then reviewed by the coach. 

However, our approach involves establishing a relationship - really getting to know the person, by 
asking them questions directly, and being part of the process with them. This is important, because 
its not about how someone fits into pre-set categories. Its about their uniqueness.  

And the fact is the most people, no matter how motivated they appear, will resist going through an in 
depth process in order to come to a clear decision. By sitting down with them, going through the 
process with them, it ‘forces’ them to complete, to make a series of decisions. We burn through 
their resistance by our personal presence, and the momentum we build up in the session. There 
are no distractions, no small talk, no phone messages or social media to take them away from the 
process. 

The right decision 
Is the result a perfect decision? Maybe not.  
But its the one the client makes for themselves - thats why we can guarantee it as a satsifying and 

robust. It may look similar to what they imagined, or it might be completely different. Its going to 
be pretty close.  

If for some reason it’s not quite perfect, then clients become clearer afterwards that ‘this is not quite 
right… ‘this other choice is the right one’. They can take one or two steps back in the process (they 
are given a record of it), in order to reexamine the options, and they can choose anew. But its 
likely to be something from those options - because they are all based on what the person loves 
doing, and is interested in.  

The process of arriving at a conclusion at is 100% transparent - the client can see how we get to the 
final outcome.  

Ikigai 
This is a Japanese concept, involving 

balancing the question of ‘who you are’ 
with the needs of the world. This is what 
our Career Decision Coaching sytem is 
designed to achieve. It involves a holistic 
approach, integrating together these 
important elements.  

Want to become a Career Decision Coach? You can enrol here today.
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