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Unit 3 – Career Planning
Study goals
Upon completion of this unit, you will be able to ...
… understand the difference between organizational and individual career planning.
… explain the active Career Construction Theory and the lifecycle-based career planning approach for men and women.
… understand the career planning process (phased model, mind map model, goal model) and apply it to yourself.
… reflect on career planning unknowns, with a particular focus on unexpected circumstances and coincidences (the Happenstance Learning Theory).



3. Career Planning
Introduction
Over the course of a lifetime, many people may ask themselves, “What are my goals?”, “Where do I want to work?” or “What motivates me?”. There is also a more fundamental question at stake here: Is it even possible to plan your career for the long term? With this in mind, this unit will explore why and in what circumstances strategic career planning is useful, the key factors to consider when creating a career plan, and tips for setting realistic career goals.
Torsten is currently in the penultimate semester of his journalism degree and considering applying for internships at a newspaper. He is interested in political reporting but uncertain how to go about planning his career as a journalist.
During her business studies degree, Anna opted to focus on marketing and has a particular interest in all aspects of digital marketing. Her dream is to eventually head up the marketing department at a large company, but she doesn’t know how to get there.
Both students are considering different career planning concepts to help them plan their careers.

3.1 Fundamental Principles of Career Planning
Organizational Career Planning vs. Individual Career Planning
The relevant literature distinguishes between individual career planning and organizational career planning. Individual career planning focuses on the planning and development of an individual’s career, while organizational career planning refers to the planning and development of career opportunities within an organization.
Individual career planning focuses on the needs and goals of the individual, including their competencies, strengths, and preferences, with a view to meeting their career goals. By contrast, organizational career planning involves identifying career paths and opportunities within the organization and developing measures to promote its employees’ career development. It is also concerned with filling vacancies at the appropriate time (succession planning) and formulating requirements and new development opportunities for in-house employees.
While individual career planning is aimed at employee self-development and self-realization, organizational career planning has a strategic focus. Organizational career planning therefore considers the needs of the organization and its goals, while also fostering and developing talents and managers.
One example of individual career planning might be a person who reflects on their interests, skills, and values, and decides to pursue a career in the environmental sector on this basis. They plan to study for a degree in environmental science, acquire practical experience through internships and voluntary work, and ultimately land a role in an environmental organization so that they can help protect the planet.
One example of organizational career planning might be an employee within an organization who follows a clearly defined career path – for example, by advancing from an entry-level position to a higher position with greater responsibility and opportunities for promotion. To achieve this, they could sign up for selected training programs, courses, and projects, and perhaps participate in a succession plan to prepare for future leadership positions.

The Importance of Individual Career Planning
Rather than planning their careers, some people prefer to leave things to chance. They hope that fate, coincidence, or simple good luck will guide them to vacancies, promotions, pay increases, or even networks. At the other end of the scale, people with defined career plans focus on proactively and independently pursuing their own career goals. It is actually very easy to draw up a career plan by answering some key questions. These include deciding where your work priorities lie in relation to other aspects of life, setting medium- and long-term career goals, adopting values and principles that are that are relevant to your own career development, and acquiring the relevant skills and competencies.
A carefully thought-out career plan can play an important role in individual career success (Volmer & Köppe, 2019, S. 366). You could even say that career planning is a “key element of career success.” (Tolimir, 2022, S. 119). Career planning entails identifying individual career goals and formulating a plan to achieve them. Career planning helps you to focus on your personal strengths and interests to build and shape a successful career. Of course, career planning may also evolve as your life situation and work-related needs change, depending on your individual life phase (Tolimir, 2022, S. 119).
It is therefore advisable to draw up a rough long-term career plan for the next few decades, while simultaneously planning shorter cycles of about three to five years (cf. Hirschi, 2019, p. 549). It is also important to think about who is responsible for your own career planning. You could rely solely on your employer in their organizational career planning capacity, but this may not always reflect your own requirements (Tolimir, 2022, S. 119). In the interests of individual career planning and “careerpreneuring,” it makes sense to manage your own career plan, and to review and update it repeatedly over the course of your working life.
Mark Savickas 
Considered the “father of career biography,” Savickas helped raise awareness of the importance of biography and life history in career counselling and development, while also stressing the personal and social significance of work.

Career Construction Theory 
The Career Construction Theory was developed by Mark Savickas (2002; Savickas et al., 2009; 2012). It stresses the importance of personal constructs and narratives in career development. Savickas theorizes that a career can be viewed as a process of creating meaning and “construction of the self.” It all centers around the individual’s subjective reality, with an emphasis on constructs such as identity, adaptability, and the intentionality of actions (cf. Savickas, 2011). 
· Identity: A person’s individual perception and their own coherent self-definition. Example: A person who sees themselves as creative, communicative, and team-centric could pursue a career in the areas of design, marketing, or media that is consistent with these characteristics.
· Adaptability: The ability to adapt to changing circumstances and tackle professional challenges with flexibility. Example: An employee who updates their skills and knowledge in line with technological advances and learns new technologies to remain competitive.
· Intentionality: Conscious, targeted action to achieve career goals. Example: A person who decides to take carefully selected training courses to broaden their expertise and boost their chances of promotion.
The Career Construction Theory argues that career planning should be based on individual values, beliefs, and experiences that allow people to build meaningful and fulfilling careers.
The Career Construction Theory implies that individuals actively shape their careers through their own experience, values, interests, and skills. Our individual biographies, life histories, and career trajectories influence our personal interpretation of events and experiences in the work environment and their perceived significance. 
It is becoming increasingly important for every individual to actively and flexibly shape their own biography. Career choice and development should be viewed within an overall life context, rather than simply within a congruence model (such as the one proposed by Holland) or a maxi cycle (such as the one proposed by Super).
Savickas stresses that in today’s work environment, the linear career trajectory is no longer relevant; people can take many different paths to carve out a career. The Career Construction Theory suggests incorporating your individual differences and contextual conditions into your career blueprint and adopting a more conscious, targeted approach to career planning by considering your own values, skills, and interests and developing a career that is both meaningful and fulfilling.Lifecycles
More and more men are opting for a more balance-centric approach to career planning and are seeking either a good work-life balance and/or opting to take parental leave, thereby transforming traditional roles.


Gender-Based Lifecycle Career Planning
Gender-based lifecycle career planning is aimed at successful, long-term career planning by considering the different lifecycles of men and women. Research shows that the careers of men and women follow different trajectories (Tolimir, 2022, pp. 120–123). Gender-based lifecycle career planning therefore considers the needs of women and their specific lifecycles, but without generalizing about the life and career plans of all women. Increasingly, modern career aspirations include work and family life – for both women and men. 
As the lives of men and women become ever more flexible, successful long-term career planning calls for a comprehensive concept that allows for the gender-specific lifecycles of men and women. The approach assumes that careers follow a non-linear trajectory and that interruptions and changes over a person’s lifetime such as parenthood, caring for family members, continuing education, and even separations and family ties, can all influence career planning (Tolimir, 2022, pp. 120–123). 
This approach recognizes the fact that modern career aspirations incorporate both employment and family life. Striking a better balance between work, career, and family is not just in women’s interests, but equally in the interests of men and companies. Supporting employees’ medium- and long-term life plans is considered pivotal.
At an organizational career planning level, companies can take various measures to support employees’ lifecycle- and gender-based career planning:
· Career development flexibility: Companies can implement flexible career models to accommodate the individual needs and life stages of employees. For example, this might include part-time work, job sharing, sabbaticals, or flexible working hours. Options such as these allow employees to align their careers with their family responsibilities and other personal priorities.
· Targeted development opportunities: Companies can create individual development plans for their employees based on their specific needs and ambitions. Allowance must also be made for gender-specific challenges. 
· Leadership development: Companies should ensure equal opportunities for leadership roles and encourage women’s development in this area.
· Awareness and training: Companies should sensitize employees and managers to gender stereotypes, prejudices, and unconscious bias. Gender equality, diversity, and inclusion training can help raise awareness of gender differences in career development and promote a positive work environment with equal opportunities for all.
Career planning, both individual and organizational, should allow for lifecycle and gender differences alongside professional and social skills. Focus your career planning on your own skills, personal motivation, and goals, supplemented by lifecycle and gender-related considerations, depending on your life situation. 

Self-Check Questions
1. How does organizational planning differ from individual career planning?
Organizational career planning refers to the planning and design of career trajectories within an organization to allow employees to utilize their skills and achieve their full potential while ensuring that organizational goals are met.
By contrast, individual career planning refers to career planning and design by the employees themselves to achieve their career goals and dreams and advance their professional development. 
2. Please mark the statements that are correct. 
¨ The Career Construction Theory focuses on the hierarchical, linear, and conformist career, regardless of individual influences such as personality, values, interests, and life experiences. 
¨ Gender-based lifecycle career planning allows for gender-specific differences in career planning, such as the fact that women often face additional challenges when reconciling family life and work. It may also attempt to address these inequalities and promote equal opportunities. 

3.2 The Career Planning Process
Typically, the career planning process will begin with identifying individual strengths, weaknesses, skills, interests, and values. The next step is to formulate career goals based on these individual characteristics and needs. Career goals may be short-, medium- or long-term and should be realistic and specifically formulated (Pflaum, 2020, pp. 35–38.).Career Planning
Studies have found that most people make their pivotal career decisions between the ages of 20 and 30.

After identifying your goals, you can then draw up a plan to achieve them. This may include developing your skills, taking on new duties, personal development, networking, or seeking new career opportunities. The plan should include the specific steps needed to achieve your career goals, together with a timeline (Sommerlatte, 2022, pp. 20–26).
Career planning is a continuous process requiring regular review and adjustment to ensure that the career “stays on track” and the goals are met.
Career planning involves several steps to identify individual career goals and formulate a plan for achieving them. The key steps are listed below (cf. Sommerlatte, 2022; Pflaum, 2020):
1. Self-reflection: The first phase of career planning is self-reflection to identify your personal skills, strengths, weaknesses, interests, and values. You then use this information to formulate career goals based on your individual characteristics and needs.
2. Set career goals: Based on the results of your self-reflection, you then formulate specific career goals, which may be either short-term or long-term. Goals should be realistic and specific, with an emphasis on personal and professional development.
3. Set intermediate goals: Rather than defining just one goal, it is advisable to formulate multiple goals. You should also include medium-term goals (five years) and long-term goals (10–20 years). By focusing exclusively on “long-distance goals,” you might fail to achieve essential intermediate steps and jeopardize the success of your career plan. To avoid this, break your career goals down into practical intermediate stages.
4. Explore career opportunities: When planning a suitable career, you should carry out comprehensive research into the opportunities available. Internet research, informational events, career fairs, or discussions with mentors or experienced colleagues may prove helpful in this regard, as can role models, i.e., people who have already carved out successful careers in your preferred field.
5. Close any skills gaps: Once you have identified your career goals and career opportunities, the next step is to pinpoint the skills and competencies needed to achieve your desired career. Use training, upskilling, or mentoring programs to close these skills gaps.
6. Implement your career plan: Once you have developed the necessary skills, you are ready to put your career plan into action. This can be achieved through targeted job applications, forging contacts, building career networks, or taking on new tasks and challenges.
7. Modify your career plan: Career planning is a continuous process and should be regularly reviewed and modified to ensure that the career “stays on track” and the goals are achieved or amended.
Below, we outline three different career planning models. Depending on your personal preference, you could apply just one model or all three to your own career planning.
Phased Model
This is a step-by-step career development plan in which each individual phase on the career ladder is clearly outlined. The advantage is that goals are clearly identified, and the timing of each phase is defined. The clear hierarchical structure allows employees to keep track of their progress and goals and to plan their career development. It can also act as a motivator by providing a clear goal to work toward.
The phased model is a recognized career planning method and is particularly suitable for people at the start of their careers and ambitious individuals seeking regular opportunities for advancement. The hierarchical levels to which they aspire can be readily depicted. For example, the plan might set out the positions you want to achieve and the steps needed to advance from one position to the next.
The disadvantage of this model is that it offers little flexibility and disregards the measures needed to meet your goals. However, it might be a useful first step in visualizing your career ladder.
Going back to the case studies of Torsten and Anna mentioned in the introduction, a fictitious career plan based on the phased model could look like this:











Career Plan – Phased Model
 [image: ]
Source: Nari Kahle, 2023.

Mind Map Model
A mind map career plan is a visual representation of the various career options available and the different possible ways to achieve your goals. It is a non-linear method of organizing and visualizing ideas and goals. The first step is to note down all the goals you consider important, such as work, income, hobbies, passions, and family. Next, you extend the mind map to include the various sub-areas needed to achieve these goals.
One advantage of using the mind map model for career planning is that it offers an opportunity to explore and connect different options and paths to develop an individual, flexible career strategy. Another advantage is the opportunity for creative and innovative career development.
For example, you could define “manager” as your goal and then write down the school or academic qualifications, work experience, and specializations needed to achieve this position.
The mind map model is flexible and gives you freedom, while still providing an overview of the various options and possibilities. On the downside, it is more difficult to track and measure concrete goals and progress with this model.
Mind maps of Torsten and Anna’s fictitious career plans might look like this:


Career Planning – Mind Map
 [image: ]
Source: Nari Kahle, 2023.
Goal Model
A goal model career plan is a technique for defining specific goals and milestones that you must meet to achieve your chosen career. This structured goal-tracking method encourages you to take stock at regular intervals. It may include a detailed list of tasks and goals needed to achieve specific career goals. 
The goal model is a table listing all your career and personal goals as column headings. Periodically, you check whether you have met the goals or are any closer to meeting them. Once met, goals are removed from the list and new ones are added. Where goals have not been met, you note down the measures needed to achieve them. If you fail to progress in the desired direction over a longer period, this may be a sign that you need to review your goals and priorities.
One advantage of the goal model in career planning is that it provides a clear, structured method for setting concrete goals and tracking progress. It can also help increase employee motivation and engagement by providing a clear goal within the organizational context to work toward.
One potential drawback is that there is less flexibility to respond to unforeseen opportunities or obstacles that may arise. A simple goal model may also be unsuitable for defining and achieving very complex career goals, such as setting up your own company. This goal requires a multitude of steps, decisions, and skills that must be developed over an extended period and cannot easily be broken down into small, clearly defined stages.
Career Plan – Goal Model
 [image: ]
Source: Nari Kahle, 2023.

Career Plan Risks
Adhering meticulously to a career plan can make you inflexible, so it is important to remain open to new career goals and changes. Values, attitudes, and general conditions can all change over the course of your working life. 
Young professionals following a phased career plan might feel that having multiple intermediate goals is excessive. However, as a rule, no career goes exactly according to plan. In an everyday working environment, there may be opportunities to skip some of your planned career steps and reach your career goals faster. To do so, you need to be flexible and vigilant, and seize opportunities where they present themselves.
Conversely, some planned career stages may prove more difficult than expected. In such cases, it is equally important to remain flexible and not be discouraged when challenges arise. There is no point in planning your career down to the last detail and never deviating from the plan.
In reality, achieving your goals might have a different impact than expected. For example, managers who have worked hard for a leadership role may find that they do not actually enjoy it. Others may find that achieving a high status at work is not as pleasurable as they thought it would be. With this in mind, you should always formulate career plans very carefully and align them with your strengths, preferences, motivations, and performance. In a best-case scenario, this helps to prevent dissatisfaction from setting the wrong goals. Conversely, achieving the right goals can bring great joy and satisfaction.

Self-Check Questions
1. Please mark the statements that are correct. 
¨ The mind map career planning model assumes that careers are comprised of successive, linear, and hierarchical stages or phases. 
¨ The phased model views career planning as a flexible, non-linear, and visual process which allows different possibilities and options to be freely connected and integrated. 
¨ The goal career development model focuses on setting specific goals and stages for a clear, systematic approach. 
¨ All three methods are equally suitable for everyone, regardless of individual preferences and goals.

3.3 Career Planning Unknowns
Your career plans may be affected by unknown factors. Career planning is not always a linear process, and it is important to respond to changes and new opportunities. Always remain flexible and prepare for different career paths.

Happenstance Learning Theory
Although it is widely accepted that “random” events have an important impact on a person’s career choice and career development, they tend to be neglected by most career theories. 
The Happenstance Learning Theory developed by Krumboltz (Krumboltz, 2009; Mitchell et al., 1999) seeks to remedy this by focusing on the unforeseen circumstances and coincidences that can significantly affect our career choices and career development. This theory views career choice and career development as the outcome of a complex and unpredictable process rather than as a plannable, rational decision.Happenstance
The word “happenstance” comes from the combination of “happen” and “circumstance” and refers to a “random opportunity” or “fortunate circumstance” (Hirschi & Baumeler, 2020, p. 35).

This theoretical approach emphasizes the importance of random events and unforeseen opportunities in career development. It postulates that we should keep our career plans flexible and open to unforeseen opportunities, while at the same time aiming for specific goals.
The Happenstance Learning Theory argues that career development is influenced by the interaction between planned actions, unforeseen events, and individual traits. When planning a career, therefore, it is important to actively respond to unpredictable opportunities and events and incorporate them into the planning process. Individuals should have a basic career plan structure or goal while remaining flexible and open to surprise opportunities. Rather than being rigid, career goals are viewed as guidelines that are modified and revised to reflect changing circumstances and opportunities. Reviewing the suitability of your defined goals regularly ensures that they are consistent with your current values, interests, and conditions. When personal preferences, values, and goals change over time, it is important to recognize these changes and adjust career goals accordingly. The theory stresses the importance of networks, random encounters, and targeted activities to boost your own network and raise your visibility in order to increase the chance of unexpected opportunities. Rather than planning everything in advance, the Happenstance Learning Theory suggests responding spontaneously and flexibly to new opportunities to meet your career goals.Chance
“Serendipity” is a similar concept to the “Happenstance Learning Theory”: Discovering something unexpected or valuable, as a happy coincidence or twist of fate, and being open and willing to seize it. 

Hirschi and Baumeler (2020, p. 36) summarize the implications of this theory for career planning as follows:
· The Happenstance Learning Theory encourages us to recognize the impact of unplanned events on professional development.
· It urges us to view uncertain situations as opportunities rather than negative events.
· Being open to various possibilities is a positive trait.
· The theory helps people to seize unexpected opportunities and learn to draw positive impetus for their career development from random events.
· It helps them identify valuable unforeseen opportunities.
· The theory inspires individuals to respond proactively to opportunities as they arise and seize the moment.
In other words, every career plan should remain open to happenstance. The ability to reflect on unexpected events and their potential consequences for your career is seen as a key success factor: A networking evening might lead to a chance encounter which in turn results in a new joint project, or a former customer might offer you an exciting role in a different industry to the one you had planned. It is therefore important to take time to consider the chain of circumstances that might lead to a key phase in your career development. 

Personal Unknowns
Personal unknowns can also play an important role in career planning, as they often relate directly to your individual needs and interests. Below are a few examples of personal uncertainties:
· Health limitations: Health problems can affect career planning by impacting a person’s ability to perform certain jobs or pursue certain career paths.
· Family planning: The decision to start or expand a family can impact career planning by influencing the choice of working hours, willingness to travel, or flexibility in choosing a job.
· Financial commitments: Financial commitments such as student loans, childcare costs, or investments can influence career planning by affecting the choice of job or career direction.
· Personal interests and values: Personal interests and values can change over time and therefore play a role in career planning. For example, a sudden interest in a particular subject can lead you down a completely different career path.
· Self-doubt: Self-doubt and lack of self-confidence can affect career planning by inhibiting your decision-making abilities and making you more anxious about the risks and challenges involved.

It is important to note that personal unknowns are rarely predictable and can change over time, so remaining flexible and adapting to change is key if you want to meet your career goals and personal needs.

External Unknowns
In career planning, external unknowns are events beyond your control that can affect career plans. Some examples include:
· Economic developments: Economic developments such as recessions or industry changes can affect career opportunities and change career plans. One example is the Covid-19 pandemic, which caused a recession and impacted many jobs, especially in the events and hospitality sector.
· Organizational changes: Organizational changes such as mergers, acquisitions, or restructurings can affect career plans and transform the working environment. For example, a merger between two companies may lead to redundancies and a hiring freeze.
· Technological changes: Technological changes can transform competency and skills requirements, which in turn affect career plans. One example is the advances made in automation and artificial intelligence, which may reduce the demand for certain skills.
· Uncertainty about future labor market conditions: It is difficult to predict how the labor market will develop in the future. Technological advancements, economic changes, and political events can all impact the demand for specific skills and jobs. One example is a political event such as Brexit, which is casting uncertainty on the future of working conditions in certain industries.
· Changing career paths: Technological advancements and associated changes in the work environment can create new career opportunities and sectors that did not previously exist but can also make certain professions and industries obsolete. One example is e-commerce, which has created a wealth of new career opportunities.
· Competition in the labor market: The labor market can be very competitive, making it more difficult to reach a particular position or career. Skills, experience, and networks all play a vital role here. One example is the large number of graduates applying for a handful of entry-level positions at start-ups or tech companies.
Although unknowns are by nature unpredictable, it is important to remain flexible and respond to unexpected events with alternative plans. By regularly reviewing and adjusting your career plans, you will be better situated to respond to change and achieve your long-term career goals.
Dealing with unknowns in career planning requires a certain degree of flexibility and adaptability. There are inevitably some uncertainties in career development which could not have been anticipated. To prepare for these challenges, remember that unforeseen events are a part of career development, and it is up to you to focus on the aspects you can control, such as developing alternative career plans, forging contacts within your professional network, practicing CPD, and re-evaluating your career goals at regular intervals. This may help you to respond more flexibly to changes in the labor market and in your sector, and to modify your career plans to reflect your own interests and priorities.
Do not become discouraged when unforeseen events arise. Instead, view them as an opportunity to evolve and explore new opportunities. With a positive attitude and flexibility, your career planning will succeed despite these unknown factors.

“Plan B”Plan B
The term “Plan B” is thought to have originated in the military as a backup plan in case the original plan failed. 

Developing a career plan B requires a certain degree of reflection and preparation. A plan B is an alternative career plan for any unexpected events and challenges that may arise throughout your career development. A plan B could even be crucial for your long-term career success and resilience.
Developing a plan B involves critical consideration and evaluation of your own skills and interests and the career opportunities that best align with your personal traits. As a first step, identify alternative career opportunities which might be resilient to changes in the labor market or your sector. For example, you could analyze trends and developments in the industry or reassess skills and experiences that might be beneficial in different segments.
Cultivating and maintaining contacts within your professional network is another important aspect. Active networking can help you discover new career opportunities and provide a support system when unforeseen events occur.
To ensure the effective implementation of your plan B, you should also continuously invest in your own professional development, perhaps by learning new skills and competencies or by deepening your knowledge of specific work areas. Remember that formulating a plan B takes time and effort; it is not always easy to find career options that dovetail perfectly with your own needs and desires. Also be prepared for the fact that your career goals and priorities will change over time. By having a plan B, you can become more flexible and resilient to unforeseen events.

Self-Check Questions
1. Please give three examples of personal and external unknowns in career planning:
Personal unknowns in career planning:
Health limitations, family planning, financial obligations, personal interests and values, self-doubt
External unknowns in career planning:
Economic developments, organizational changes, technological advances, future labor market conditions, changing career trajectories, competition on the labor market

2. Please mark the statements that are correct. 
¨ The Happenstance Learning Theory stresses that anticipated events and planned encounters can play an important role in career planning and should therefore be incorporated early on. 
¨ A plan B is a “backup plan” to fall back on if your original career path proves unsuccessful or unsuitable. 

Summary
In this unit, we explored the topic of career planning, including both organizational and individual career planning.
Two particularly important career planning approaches are the Career Construction Theory and gender-based lifecycle career planning. The Career Construction Theory postulates that careers are shaped primarily by your individual experiences, skills, and life history, and that there is therefore no such thing as linear career development. By contrast, gender-based lifecycle career planning analyzes the career planning differences between men and women.
You can apply various approaches to your own career planning, including the phased model, the mind map model, and the goal model. All these models will help sensitize you to your own goals and put them in writing. A career plan should also allow for risks and uncertainties. The Happenstance Learning Theory highlights the importance of allowing for random events and unexpected turns in career development and encourages remaining flexible and open to them.

Unit 4 – Individual Description

Study goals
Upon completion of this unit, you will be able to ...
… understand the importance of personality in your career trajectory and utilize two theories for its assessment (the Big Five personality model and Edgar Schein’s career anchor theory).
… recognize the role of personal and organizational values in a career context and define your own values using a value checklist.
… list your professional skills and competencies and differentiate between specialist competencies and interdisciplinary competencies.


4. Individual Description
Introduction
After graduating with a degree in business administration, Anna started work at a large company. She quickly rose through the ranks, becoming the youngest head of department in the company’s history. However, despite her success, she does not feel fulfilled and wonders if this is really the right path for her.
Upon careful consideration of her personality traits and values, Anna realizes that she finds working with people much more enjoyable than analyzing statistics. She starts volunteering in her spare time, which teaches her the importance of meaningful work. She takes the time to rethink her competencies and realizes that in addition to her excellent analytical skills, she is also an effective communicator and team player. 
After much contemplation, Anna decides to switch careers. She enrolls on a coaching course and begins work as an independent counsellor. This career change allowed her to align her skills with her passion, resulting in greater job satisfaction and happiness.

4.1 Personality
From the onset of a career, personality is a key factor shaping career preferences (Latzke et al., 2019, p. 14). When considering job applications, companies are looking for a good fit between the candidate’s personality and the role and/or organization. Meta-analyses have found correlations between personality and a range of outcome variables, such as study success, work performance, leadership success, and team performance (Barrick et al., 2003; Ng et al., 2005; Poropat, 2009). Personality may therefore play a pivotal role in career planning and career development.
Personality can affect your career in a variety of ways:
· Professional interests: Your own professional interests play a vital role in selecting a profession and career path. Here, personality may be crucial because people with different personality traits often have diverse interests.
· Communication skills: Effective communication is crucial in many professions. Personality plays an essential role in influencing a person’s communication style and their ability to connect and collaborate with others.
· Leadership skills: The ability to lead and motivate others is integral to many careers. Personality can be significant here as it influences how a person makes decisions, handles conflicts, and motivates others.
· Appetite for risk: The willingness to take risks can benefit your career by creating new opportunities and fostering growth and development. Personality may influence how well a person copes with uncertainty and risk, as well as their decision-making abilities.
· Stress management skills: Stress is an unavoidable aspect of working life, and the ability to cope with it is crucial for a successful career. Personality may influence how well a person copes with stress and how effectively they are able to recover and focus on their work.
Long-standing research confirms that personality significantly influences career planning and development, as it influences professional interests, communication and leadership skills, risk-taking behavior, and stress management skills. However, personality is not the only determinant of a person’s career trajectory. Other factors such as education, experience, and networks can also be highly relevant.
Below, we discuss some of the key career-related personality models.

The Big Five Personality Model
The Big Five personality model is one of the most widely recognized personality theories related to career choices. Developed by several research groups in the USA using a lexical approach, this model categorizes over 10,000 adjectives into five distinct, autonomous, and culturally unbiased factors. Since the 1990s, the Big Five model has been used to describe and measure personality (Leung, 2008; Latzke et al., 2019, p. 13). According to this model, the five fundamental dimensions of personality are: openness to experience, agreeableness, conscientiousness, neuroticism, and extroversion. Each of these dimensions impacts a person’s career:Lexical approach
A lexical approach takes the view that key personality traits are reflected in language.

· Openness to experience is a person’s tendency to seek out new experiences and ideas. Individuals scoring high on this dimension are often creative, innovative, and resourceful. They may succeed in professions such as art, design, or research which demand creativity and unconventional thinking.
· Agreeableness reflects a person’s tendency to be friendly, cooperative, peace-loving, and compassionate. Individuals scoring high on this dimension are often good team players and may succeed in areas such as social work, education, or healthcare.
· Conscientiousness represents a person’s tendency to be organized, disciplined, and responsible. Individuals scoring high on this dimension are often reliable, hard-working, disciplined, and thorough. These traits may be beneficial in many areas, especially in professions such as law, finance, or engineering.
· Neuroticism measures how people handle negative emotions or setbacks. Individuals scoring high on this dimension tend to be sensitive, highly strung, and anxious, while those with low scores are more calm, balanced, and relaxed. In terms of career, people with a high degree of neuroticism may fare better in a career with less stress and responsibility. By contrast, people with a low degree of neuroticism, thanks to their pronounced emotional stability, may have better strategies to handle occupational stress and challenges.
· Extroversion refers to a person’s tendency to be sociable and energetic. Individuals scoring high on this dimension often have a strong social presence and excel in communication and collaboration. These traits may be particularly beneficial in professions such as sales, marketing, and management.

To assess the five core dimensions, questionnaires like Costa and McCrae’s NEO Five-Factor Inventory (NEO-FFI; Borkenau & Ostendorf, 2007) are commonly used. 
In terms of objective career success, research has identified correlations between the Big Five traits and career paths (Latzke et al., 2019; Ng et al., 2005). Conscientiousness and extroversion are found to correlate positively with salary and career advancement, while neuroticism and agreeableness correlate negatively. Openness is a key factor that distinguishes managers from entrepreneurs and is a key success factor for the latter. High neuroticism and low scores in the other four dimensions could result in perceived inferior career success. Personality traits also play a significant role in building social connections, for example, when joining a new organization.
The Big Five personality model is one of the most relevant theories for understanding career decisions and success. Nevertheless, it should not be regarded as an absolute; it does not dictate a predestined career path based on personality. Instead, each individual actively shapes their own career progression.
The Personality Big Five Model (Five Factor Model)
[image: Ein Bild, das Diagramm enthält.
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Source: Schmitt, 2021, no page reference
Career Anchor (According to Schein)
Edgar Schein’s career anchor theory postulates that each individual develops an internal vision of their professional life, encapsulating the role they would like to enact (Erl, 2020, p. 333). Schein defines this combination of talents, abilities, motivations, needs, and values as “career anchors” (Schein, 1975; Erl, 2020, p. 334; Latzke et al., 2019, pp. 12–13).
A career anchor is a central aspect in career planning and organization that also influences individual decision-making. These career anchors are unique to each individual and significantly shape their career development. Your personal career anchor embodies your unique set of talents, abilities, motivations, needs, and values, which guide your career planning and decision-making to ensure a high level of consistency between your role and your career anchor. Conversely, your career anchor assists you in eliminating roles that do not align with your personality.
Schein’s theory outlines eight distinct career anchors (Schein, 1975):
1. Technical/functional competence: This anchor represents an individual’s technical or functional expertise. People with this anchor are eager to advance in their field and build a career based on their knowledge and expertise.
2. General management competence: People with this anchor have an interest in general leadership roles and responsibilities. They aim to develop a wide range of skills and experience in various roles.
3. Independence/autonomy: This anchor reflects an individual’s independence and autonomy. People with this anchor are inclined to start their own business or seek roles that allow them to work independently and make decisions.
4. Entrepreneurial creativity: Individuals with this anchor are drawn to creative tasks and challenges. They are eager to use their creative drive and ideas in the workplace and build a career based on their creativity and imagination.
5. Service/dedication to a cause: Individuals with this anchor are interested in activities that give them the opportunity to help others. They aspire to roles where they can have a positive impact on others’ lives and build a career revolving around their orientation toward service.
6. Security and stability: Individuals in this category seek stability and prefer avoiding risks. They often aspire to roles in companies that offer long-term job security as well as good occupational pensions and benefits.
7. Pure challenge: These are challenge-seekers. Individuals with this anchor are eager to work in a role that challenges them intellectually and broadens their skills and knowledge.
8. Lifestyle integration: Individuals with this anchor aspire to a career that aligns with their lifestyle and personal values. They prefer a role that offers the opportunity to balance their leisure activities with their work.
Schein believes that every individual has one or more of these career anchors which influence their career decisions and goals. People who understand their career anchors and incorporate them into their professional development tend to be more successful and satisfied in their careers. This is because they can identify roles that suit their personality traits and inclinations. Schein’s career anchor model also illustrates how companies can enhance efficiency by understanding individual career orientations and assigning suitable tasks to each employee.
Schein’s career anchors concept can guide your career planning by helping you identify your strengths, values, and motivations and align them with available career opportunities. With a good understanding of your own career anchors, you can search specifically for career opportunities that match your anchor preferences and carve out a fulfilling and satisfying career. Moreover, familiarity with your career anchors can assist you with career development decisions and in planning and successfully implementing your long-term career.
Schein emphasizes the importance of combining a questionnaire with a partner interview to identify your career anchors, as a questionnaire alone does not always provide a comprehensive picture (Erl, 2020, p. 336). In addition to a manual, (Schein, 2005a) there is also a trainer guide (Schein, 2005b) available. The latter details two workshop concepts, incorporating both the questionnaire and a partner interview, to assist individuals in identifying their career anchors.

Self-Check Questions
1. Please list the five core dimensions of the Big Five personality model:
Neuroticism, extroversion, openness, agreeableness, and conscientiousness 
2. Please mark the statements that are true. 
¨ Schein’s career anchor concept describes the individual anchors that shape a person’s career decisions and orientations.
¨ Schein’s career anchor concept asserts that only one universal anchor is equally applicable to everyone. 

3. Please explain how an understanding of both the Big Five personality model and Schein’s concept of career anchors can help you with your career:
Both the Big Five personality model and Schein’s concept of career anchors can help you become more aware of your own strengths, weaknesses, and needs, which in turn can help you in planning and shaping your career more effectively. Based on this, you can then make decisions about the choice of profession, sector, and work environment that best suit your abilities and interests.

4.2 Values
The Role of Personal Values in a Career
The career competence model theorizes that career success rests on three core principles (Arthur et al., 1995; Zacher, 2019, p. 592): professional identity and values (“knowing why”), professional skills and experiences (“knowing how”), and social networks and a positive reputation (“knowing whom”). In this section, we will focus primarily on personal values, with the aim of defining your professional “why.” The other two aspects will be discussed later.
Essentially, values provide guidance and reflect society’s perceptions of what is considered desirable. They may relate to different spheres of life, such as moral, social, or career values. Your individual value orientation refers to your personal beliefs, principles, and priorities, including the individual values that influence your behavior, decisions, and preferences. Values differ from one person to the next and are shaped by personal experiences, education, and individual personality traits.
Within a career context, values can be very important, reflecting the dominant principles and beliefs that shape and influence your career-related behavior and decisions (Edwards & Cable, 2009). Values can help you craft a fulfilling and meaningful career, one that aligns with your personal goals and beliefs. Understanding your personal values can help with career planning and decision-making by offering guidance and direction in your professional conduct.
There are instances where individuals make career decisions that later clash with their core values. This can lead to restlessness, dissatisfaction, and a decline in productivity. Persistent value conflicts can even lead to burnout. 
Consider this example: A lawyer in a large law firm works diligently toward their goal of eventually becoming a partner. They are expected to work between 60 and 80 hours per week. Simultaneously, they love their family and value harmony. The day-to-day conflicts with their family life put them under pressure. This leads them to reevaluate their personal values, and they realize that they prioritize their family life over their work at the law firm. Consequently, they decide to leave the law firm and seek a new career in public service or as a judge, which promises a better work-life balance. Alternatively, they could consider a law firm whose values align more closely with their own. Some lawyer friends suggest a law firm with partners who share similar values, and they are looking forward to meeting them.
Awareness of personal values and their use as a blueprint for career development is becoming increasingly important. 
Of course, values and priorities can change, both at a societal level and individually. A societal shift in values might also impact the work environment. For example, if society starts to value flexibility and work-life balance, employers might be motivated to offer more flexible work arrangements. However, a change in societal values can also affect career planning by influencing personal values and priorities. For example, an increased emphasis on environmental protection and sustainability might spark greater interest in careers in these fields. Value shift
A change in the importance ascribed to certain values in society or a group of people. A value shift is a complex phenomenon influenced by a multitude of factors, including social, cultural, political, and economic changes.

Individual values can also change over time. In particular, the values that are important in career planning can evolve over a person’s lifetime, reflecting their shifting needs and values. For example, the motivation to earn money and gain status may be more important for someone at the start of their career than for someone who has already achieved financial stability and is more likely to seek meaningful work or a balance between work and leisure.

Organizational Value Orientation
A critical distinction exists between individual value orientation and organizational value orientation. Organizational value orientation refers to the values, beliefs, and principles anchored in an organization or company. It embodies the shared values, goals, and standards that members of an organization practice. 
Values such as transparency, trust, respect, openness, commitment, and integrity are gaining increasing relevance in modern organizations (von Groddeck, 2011, S. 12), because values are increasingly viewed as a “success factor for modern management” and therefore vital to the mission (von Groddeck, 2011, S. 13). Consequently, for organizations, values significantly influence employee behavior, organizational culture, and organizational success (Rommerskirchen, 2018).
The significance of values can be mapped at various levels within an organization:
· Creating a common identity and culture: Values help create a common identity and culture within an organization. They define the organization’s priorities and influence its employees’ behavior and decision-making. A strong value base fosters employee cohesion and commitment.
· Guidelines for behavior and decision-making: Values serve as guidelines for employee behavior and decision-making. They provide a framework within which employees can make ethical decisions and align their actions with the organization’s goals.
· Recruiting and retaining employees: Values are crucial for recruiting and retaining employees. An organization with clear and appealing values attracts candidates who share these values. In addition, values help employees identify with the organization and secure their long-term commitment.
· Strategic decision-making guidance: Values provide guidance for strategic decision-making and the organization’s long-term orientation. They help set priorities, identify opportunities, and address challenges in alignment with the organization's core beliefs.
Employers usually favor candidates who genuinely exhibit values that align with the company’s values. The greater the alignment between the individual and organizational values, the higher the likelihood of employees and employers being content with one another.

The Theory of Universal Human Values (Schwartz)
Shalom H. Schwartz’s theory of universal human values (Schwartz, 1992; 2012) provides an important framework for understanding the values that drive individuals and cultures. This theory suggests that there exist a limited number of fundamental values that are universally present across different cultures and societies. These values reflect various motivations and orientations that influence people’s behaviors and decisions.
According to Schwartz’s theory, ten fundamental value dimensions encompass the full spectrum of human values:
1. Power: The desire for social status, influence, and control
2. Achievement: The desire for personal success, excellence, and competence
3. Hedonism: The desire for pleasure, enjoyment, and fun
4. Stimulation: The desire for variety, excitement, and new experiences
5. Self-transcendence: A focus on the well-being of others and on universal principles
6. Universalism: The desire for equality, social justice, and understanding
7. Benevolence: The desire for care, benevolence, and support from others
8. Tradition: An emphasis on respect for tradition, obedience, and religious values
9. Conformity: The desire to follow social norms and expectations
10. Security: The desire for stability, order, and security.

Schwartz’s Value Model
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There are a multitude of human values, but Schwartz’s theory condenses these into ten value dimensions. These ten fundamental value dimensions can be grouped into four overarching categories to create a value structure in which “self-transcendence” (universalism and benevolence) is placed opposite “self-enhancement” (power and achievement), while “conservation” (conformity, tradition, and security) is opposite “openness to change” (stimulation and self-direction). In this structure, hedonism is considered a borderline case, relevant to both self-enhancement and openness to change.
Schwartz’s theory has gained acceptance in scientific research and across various disciplines such as psychology, sociology, and intercultural studies. It is supported by extensive empirical research. Since the 1990s, Schwartz’s model has been tested in numerous studies worldwide using random samples, and its validity has been affirmed (Bilsky, 2015).
Below, we discuss possible approaches for reflecting on your own values.

Reflecting on Your Own Values
Several methods exist for reflecting on your personal values, including guiding questions, questionnaires, and interviews. These techniques can help identify and prioritize your personal values. 
Many of these methods are based on Edgar Schein’s career anchor theory or Shalom H. Schwartz’s theory of universal human values. Knowing your values can aid self-understanding and assist in career planning. Knowing what motivates you personally can guide you toward a career trajectory that satisfies these factors. 
For example, if you highly value “self-direction,” a career as a freelancer or entrepreneur may be more attractive than a position in a strictly hierarchical company. If the value of “power” is important to you, a career in corporate strategy or business consulting might be a good option. The principle is to choose a career based on your personal needs and interests to ensure increased motivation and satisfaction at work.
The various theories propose similar approaches for identifying your personal values (see also Klein & Zarzar, 2020, pp. 23–27). The process often begins with identifying values that particularly resonate with you. These are identified by answering a series of guiding questions (Klein & Zarzar, 2020, pp. 21–22).
Examples of guiding questions:
· What aspects of life are especially important to you?
· What values guide you?
· Why do you do what you do?
· What motivates you to do certain things?
· What gives your life purpose?
At this stage, simply note down a few values that come to mind without immediately evaluating and prioritizing them. You could also supplement the list with additional values. Authors Klein and Zarzar (2020, pp. 23–24) suggest several other values that you might consider adding to your list.
The next step is to prioritize your (extended) list of values. The pair comparison technique proves beneficial for making direct comparisons between two concepts. To identify the value most aligned with your feelings or particularly relevant, consider which is paramount for your life satisfaction and well-being. Mark the most relevant value in each pair. The concept with the most marks is your top priority, while the one with the fewest marks is your lowest priority. 
Authors Klein and Zarzar (2020) use the following example to describe their own “value search” approach: Initially, Christian lists his top 18 concepts, marking the nine he deems most significant with a black dot.
Next, he groups similar concepts together and summarizes them: 
· For example, he combines “Exerting influence,” “Leadership,” and “Competitiveness and will to win” and summarizes them under the single heading of “Power.” 
· “Idealism,” “Doing something meaningful,” and “Improving the world” are grouped together under “Sustainability.”
Next, he pairs the values, compares them, and marks the more important value in each pair. This process reveals sustainability to be nine times more important to him than other values, independence eight times, power seven times, discipline six times, and family five times. Consequently, his top five values are: Sustainability, independence, power, discipline, and family. 
Value Prioritization – Example
[image: Ein Bild, das Text, Handschrift, Schrift, Brief enthält.
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Source: Klein & Zarzar, 2020, p. 26.

As a final step, consider whether these values align with your past life decisions and experiences. Have you made decisions in the past that reflect your prioritized values? Could they inform your future decision-making?
You might also wish to reflect on whether your life circumstances and current career reflect your prioritized values. If not, consider how you might adapt your career or life choices to align them more closely with your values.
It is important to stress that the prioritization of values is a dynamic process which may change over the course of a lifetime. It may therefore be helpful to regularly review your values to ascertain whether your priorities have changed.

Self-Check Questions
1. Please mark the statements that are correct. 
¨ Values do not influence your work performance. Your work performance depends solely on your skills and experience. 
¨ Values play a role in work-related decision-making. Individuals tend to choose career paths that align with their personal values and give them a sense of purpose and meaning.
¨ Values influence a person’s career motivation and satisfaction. When an individual’s values match the organization’s values and goals, they are more likely to be engaged and successful.

2. Please describe Schwartz’s theory of universal human values in one sentence:
Schwartz’s theory of universal human values states that there are a limited number of fundamental values that influence people’s behavior and decisions.


4.3. Competencies, Skills, Strengths, and Interests
Competencies
After examining the career competency model in the previous section (Arthur et al., 1995) and exploring our own values (“knowing why”), we will now shift focus to work-related competencies (“knowing how”).
Erpenbeck and Heyse’s key definition of competency focuses on self-organization:Dispositions
A disposition is a person’s inner assumptions and inclinations that cause them to act or react in a certain way in a particular situation or context.

“Competencies are self-organizational skills that enable us to adapt to varying conditions in specific situations by modifying and successfully implementing our own behavioral strategies” (Heyse & Erpenbeck, 2009, p. XII).
The authors argue that competencies are dispositions which manifest themselves in self-organized actions. In other words, a person with a strong disposition for self-organization can consciously plan, control, and modify their own actions and learning processes. They define their own goals, identify the necessary resources, and use them to achieve these goals. Reflecting on our own learning process and personal development is a key part of self-organizational competency. You could say that competencies are the ability to successfully apply knowledge, skills, attitudes, and behavior to a given situation. As such, competencies encompass a much wider range of characteristics and skills than specialist knowledge alone. Competencies concern the actual application of knowledge and skills in a real-life situation. Competencies enable a person to be flexible, take on challenges, learn continuously, and develop in a variety of situations. They are therefore pivotal to lifelong learning, career success, and personal development. Individuals are responsible for organizing their own competencies through learning and development processes to meet the many complex and diverse demands of the professional world. Qualification is a different concept and refers to formal or informal educational qualifications, certificates, diplomas, etc. Qualifications tend to be specific and objectively measurable. They are often acquired through formal education, vocational training, or special courses and may be documented in the form of diplomas, degrees, or professional certificates. Qualifications can therefore be considered static.
To illustrate the distinction between these concepts, consider this example: An applicant for a project management role has completed a bachelor’s degree in business administration and a project management certification course. They therefore have formal qualifications and a theoretical knowledge of project management. The second candidate does not have a formal degree qualification but has already worked successfully as a team leader on several projects. They have practical experience and are familiar with the challenges of project management, understand how to lead teams effectively, coordinate communications, solve problems, and manage resources efficiently. Their competencies are evidenced in their successes and achievements.

Specialist and Interdisciplinary Competencies
Competency is commonly subdivided into four categories: Functional skills, methodological skills, social skills, and personal skills. Authors Erpenbeck and von Rosenstiel (2003) describe the following competencies as a key resource for organizations and individuals: 
· Functional skills refer to specialized, delineated knowledge and abilities required to perform a particular profession or activity. 
· Methodological skills involve the ability to apply specific work techniques, procedures, and tools to tasks and problem-solving. 
· Social skills include the ability to interact with others in a work environment, such as communication, conflict resolution, and teamwork. 
· Personal skills refer to the capacity to identify and accept your own strengths and weaknesses, in addition to self-management skills such as self-reflection, self-organization, and self-motivation.
· Practical competency involves the ability to self-organize and integrate many of the other skills, for example by applying the values, behavior, and skills developed in other areas.	Comment by .: The introductory paragraph lists four key skills. However, in the original version, this additional paragraph forms part of the list and is not highlighted in bold print. Please check as this might be confusing for students.
These areas of competence are interconnected and influence one another. There is no clear hierarchy or ranking of competencies, as they are often situational and dependent on the context. Different occupations, industries, and roles require different combinations and levels of competencies.
Gnahs’ competency model (2010) differentiates between functional competencies and interdisciplinary competencies, with the latter encompassing the previously mentioned methodological, social, and personal skills. 

Gnahs’ Competency Model 
[image: Ein Bild, das Text, Screenshot, Schrift, Design enthält.
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Source: Gnahs, 2010, p. 18.

Strengths and Interests
When planning your career, it is important to consider your strengths and interests. Strengths are the skills you excel in and find effortless. Interests are the areas that particularly motivate and engage you.
In addition to the previously mentioned competencies, it is important to focus on your own skills, strengths, and interests during career planning. 
· Strength-based career planning: Strength-based approaches focus on identifying and developing a person’s individual strengths and skills. Focusing on strengths can help maximize performance and job satisfaction. Research has demonstrated that people who are given the opportunity to use their strengths are more motivated, perform better and feel more successful in their work environment. A career built on strengths is highly likely to succeed. Note, however, that if the work is not enjoyable or the individual lacks motivation, this can lead to long-term dissatisfaction. 
· Interest-based career planning: Super (1980, 1957) emphasizes the importance of interests when deciding on a suitable career. When people work in areas aligned with their interests, they are more likely to feel engaged, report job satisfaction, and be successful. Research shows that a good fit between interests and professional requirements leads to better performance and reduced staff turnover (see, for example, the meta-analysis by Assouline & Meir, 1987).
· Synergy between strengths and interests: Merging strengths and interests can help you achieve optimum professional development. When people are given an opportunity to use their strengths in areas aligned with their interests, they become more motivated and engaged. 
It is therefore important for people to be aware of and regularly reflect on their abilities, strengths, and interests. Self-reflection can help a person define their career goals more clearly and develop a career strategy that matches their skills, strengths, and interests.

Self-Check Questions
1. Please mark the statements that are correct. 
¨ Competencies are self-organizational skills for adapting to altered conditions in specific situations by modifying and successfully implementing your own behavioral strategies. 
¨ Gnahs makes a distinction between functional and methodological skills versus social and personal skills. 

Summary
In this unit, we focused on individual description, specifically examining our own personalities, values, competencies, skills, strengths, and interests, all of which are important building blocks for career development. 
Personality can play a key role in career planning and career development. Many studies indicate links between personality and career success. The Big Five personality model is one of the most popular theories and describes the five fundamental dimensions of personality. Edgar Schein’s career anchor theory postulates that every individual has their own particular focus which influences their career choices and preferences. 
Values can guide you toward a fulfilling and meaningful career aligned with your personal goals and beliefs. Understanding your own values can benefit career planning and development, and the same applies to familiarization with an organization’s values. The theory suggests that there are a limited number of fundamental values that are universally present across different cultures and societies. The more you explore your own values and the organization’s values, the greater the chance of alignment and satisfaction in your day-to-day working environment.
Finally, we examined professional skills and competencies. A distinction is commonly made between functional and interdisciplinary competencies (i.e., methodological, social, personal, and practical skills).
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☐ Netzwerk aufbauen



☐ regelmäßig Bewerbungen schreiben



Festanstellung 
in einer 
renommierten 
Zeitungsredaktion



☒ Vertiefende Studien und Weiterbildungen im Bereich Politik und Journalismus



☐ Auslandserfahrung sammeln



☐ Kontakte in der politischen Szene aufbauen



Spezialisierung auf 
politische 
Berichterstattung



☒ Aufbau eines Netzwerks



☒ Aktive Teilnahme an Branchenevents und Konferenzen



☐ Regelmäßige Beiträge in Fachblogs und sozialen Netzwerken



☐ Erstellung einer eigenen Website



Aufbau eines eigenen 
Online-Blogs und 
Social-Media-Kanäle



Karriereplan: Marketing Expertin



MaßnahmenZiele



☒ Berufliche Erfahrung im Marketingbereich sammeln



☐ Schulungen und Weiterbildungen im Bereich Marketing und Management



absolvieren



☐ Übernehme von Teilprojekten



☐ Projektleitung übernehmen



☐ Führungserfahrung als Teamleiterin sammeln



Führungskraft in der 
Marketingabteilung 
eines großen 
Unternehmens



☒ Ausbildung und Weiterbildung im Bereich digitales Marketing



☐ Vertiefung von Kenntnissen in SEO, SEA, Social Media und Content Marketing



☐ Umsetzung eigener Projekte im digitalen Bereich



Spezialisierung auf 
digitales Marketing



☒ Regelmäßiges Bloggen und Posten von Inhalten



☐ Aufbau einer Leserschaft und eines Netzwerks



☐ Nutzung von SEO-Strategien



Aufbau eines eigenen 
Netzwerks und einer 
Online-Präsenz
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