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Abstract

Research has shown that chance events affect careers but has not established the nature of their
effects. Moreover, the relationship between chance and career decidedness is not well understood.
The present study used a person-centered approach with latent profile analysis to examine 312
Swiss adolescents in their first year of vocational training. We identified five qualitatively differing
profiles according to levels of perceived chance events and career decidedness: balanced scorers,
undecided with mean chance, undecided with high chance, decided with chance, and decided
without chance. The groups differed significantly in work motivation (i.e., occupational self-efficacy
beliefs, perceived person-job fit, and work engagement). Decided adolescents reported more
favorable work motivation regardless of their level of perceived chance events. The results imply
that promoting decidedness remains a valuable goal in career counseling despite the occurrence of

unpredicted events.
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Introduction

Empirical research suggests that many people
have experienced (multiple) chance events in their
career development and that chance events have
impacted their career decision making (Bright, Pryor,
Chan, & Rijanto, 2009; Bright, Pryor, & Harpham,
2005; Bright, Pryor, Wilkenfeld, & Earl, 2005; Hirschi,
2010; Williams et al, 1998). Other research has
identify factors that affect the
perception of and perceived effects of chance events.
These that

characteristics such as locus-of-control beliefs, self-

attempted to

studies have suggested internal
confidence, and openness to experience as well as
external factors such as barriers and social support
are important in this regard (Bright, Pryor, &
Harpham, 2005; Hirschi, 2010; Williams et al., 1998).

However, the relationship between chance events
and career decidedness remains largely unexplored.
Theoretically, this relationship is important because
being open to unexpected opportunities and taking
advantage of chance events is often depicted as the
opposite of the more traditional focus in career
development and counseling, which stresses the
importance of being clearly decided regarding one’s
(Krumboltz, 2009; Mitchell,

Krumboltz, 1999). Yet, we are aware of only one

career Levin, &
empirical study that explored the relationship
between career decidedness and perceived chance
events. Examining two samples of Swiss adolescents,
Hirschi (2010) showed that perceived influence of
chance events was not significantly related to career
decidedness and career planning beyond
demographic and personality factors. In the present
study, we applied a person-centered approach to
explore the relationship between perceived chance
events and career decidedness. Such an approach
takes into account that several subgroups that show
distinct combinations (profiles) of perceived chance
events and levels of career decidedness might exist
within a population. Conversely, a variable-centered
approach explores the on-average relationships

between variables within a given sample from a

population. We believe that a person-centered
approach is particularly meaningful in exploring the
relationship between chance events and decidedness
because it is plausible that chance events have
affected the careers even of some people with clear
career plans and a selected career path. For others,
chance events might have been influential while they
were open to different possibilities and highly
undecided regarding their career. As such, the on-
average relationship between chance and
decidedness might not be very meaningful in
understanding the true relationship between these
two factors. In fact, different combinations (profiles)
of chance and decidedness across groups of people
would remain undetected when using a variable-
centered approach focusing on the on-average
relationship between chance and decidedness.
Are Chance Events Good or Bad?

According to Happenstance Learning Theory
(HLT; Krumboltz, 2009; Krumboltz, Foley, & Cotter,
2013) chance events might provide opportunities for
objective and subjective success. HLT therefore urges
career counselors to help clients to capitalize on
chance events and actively incorporate the discussion
of chance events into the career counseling process
(Krumboltz et al, 2013; Mitchell et al, 1999).
However, it is also possible that a job obtained based
on chance events might lead to negative outcomes,
such as less commitment in or engagement at work,
because the individual was not able to realize his or
her original aspiration. Yet, surprisingly, the questions
of if and when chance events have positive or negative
effects have rarely been explored empirically. Hirschi
(2010) found that perceived chance events were
significantly related to wish correspondence of and
satisfaction with current training/education among
Swiss adolescents in vocational training and high
school, beyond the effects of sociodemographics,
personality, and career decidedness and planning.
However, some forms of chance events showed a
positive relationship while others exhibited a negative

relationship with the outcomes. In a study of



CHANCE EVENTS IN CAREER DEVELOPMENT 3

managers in Israel, Grimland, Vigoda-Gadot, and
Baruch (2011) found that those who reported that a
fundamental chance event had affected their careers
were in a higher position in their organization but did
not report significant differences in career
satisfaction or professional vitality compared to
managers who did not experience such an event.
Chance Events and Work Motivation

In the present study, we extended these initial
findings and focused on the relationship between
perceived chance events and work motivation among
adolescents in vocational training. Specifically, we
investigated work motivation in terms of
occupational self-efficacy beliefs, perceived person-
job fit, and work engagement. These three variables
are indicative of individuals’ readiness to put effort
into their work and to identify with it. Thus, these
broad

of work-related motivation.

variables can be used to obtain a
conceptualization
to an

she

Occupational self-efficacy beliefs refer

individual’'s expectation that he or can
successfully fulfill work-related tasks (Rigotti, Schyns,
& Mohr, 2008). Self-efficacy beliefs influence which
goals an individual chooses to pursue, the degree to
which these goals are challenging, the effort an
individual puts into achieving these goals, how an
individual reacts to obstacles, and whether these
obstacles are perceived as
2001).

importance of self-efficacy in the work context, one

encouraging or
demoralizing (Bandura, Supporting the
study showed, for example, that adolescents aged 12
to 15 with high self-efficacy beliefs reported less
unemployment and higher job satisfaction at age 21
(Pinquart, Juang, & Silbereisen, 2003). Perceived
person-job fit refers to an individual’s perception that
his/her job is in line with his/her knowledge and
abilities, needs, and vocational aspirations. Research
has shown that person-job fit is related to employees’
positive organizational attitudes (e.g., organizational
commitment) and job attitudes (e.g., job satisfaction)
(Saks & Ashforth, 2002). Finally, work engagement
refers to the experience of vigor, dedication, and

absorption in one’s work (Schaufeli, Bakker, &
Salanova, 2006) and is related to greater work
resources and competencies in young employees
(Akkermans, Schaufeli, Brenninkmeijer, & Blonk,
2013).

The Present Study

When investigating the effects of chance events it
is important to explore samples and contexts that are
particularly suited to derive valuable insights in this
regard. This is because, as the developmental-
contextual perspective on career development
suggests, both the person and the context, including
their interactions, must be taken into account when
investigating career development (Hartung, Porfeli, &
Vondracek, 2005). Our study focused on adolescents,
who are usually considered to be in an exploration
phase where being curious, inquisitive, and open-
minded is important. However, at the same time,
adolescents should continue to develop a sense of
control, self-direction, and ownership of their life-
careers (Hartung et al., 2005). This implies that issues
of chance like open-mindedness and exploration as
well as issues of decidedness such as control and
ownership are critical in this career stage.

We conducted the current study in Switzerland,
where approximately 70% of adolescents begin one
of over 200 types of vocational education and training
after compulsory school (State Secretariat for
2014).
announced by

Education Research and Innovation,
Apprenticeship positions are
organizations and are awarded on a competitive basis
to students who apply for them. The apprentices are
then trained in successively complex tasks of the
profession for the next two to four years - depending
on the complexity of the occupation. During this time,
adolescents work three to four days per week in their
apprenticeship firm and spend one to two days per
week in vocational schools for their theoretical
education. Chance and decidedness are two
important factors in this transition from school to
vocational education and training. During the last two

years of compulsory school, teachers and career
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counselors help to increase career choice readiness
by fostering students’ knowledge and decidedness
regarding the world of work. Chance is also relevant
because apprenticeship positions are awarded on a
competitive basis based on interviews and work
samples, similar to the ordinary job market. Chance
events are thus a partial determinant of which
profession these adolescents choose and what
position they obtain. For example, chance encounters
or hearing of a specific job can influence which
profession piques an adolescent’s interest. Knowing
people in specific organizations or searching for open
positions in a specific media outlet at a specific time
can influence which open position attracts an
adolescent’s attention. For these reasons, the Swiss
educational context and this first transition from
school to work represent an ideal setting for
investigating the interplay of chance events and
decidedness and the relationship between these
factors and work motivation.

In contrast to the cited variable-centered studies
that explored the relationship between chance events
and career outcomes, we herein apply a person-
centered approach. Based on the above-described
assumption that several subgroups with different
combinations of perceived chance events and levels of
career decidedness might exist within a population,
we explored the extent to which people with different
profiles differ in their work motivation. People with
different profiles can differ quantitatively and/or
qualitatively in their levels of chance and decidedness
(Wang & Hanges, 2011). Quantitative differences
refer to the level of perceived chance events and
career decidedness across groups, such as different
groups showing generally lower or higher values on
these variables. Qualitative differences refer to the
shape of the profiles, with different groups showing
different combinations of higher versus lower values
on perceived chance events and decidedness. By
exploring such group differences, the present
analytical approach extends beyond analyzing mere

correlations (or regression coefficients) between

work motivation and perceived chance events. While
such results can indicate how chance events are
related to work motivation on average within a
sample, our chosen person-centered approach allows
us to establish whether different groups of people
(according to their chance/decidedness profiles)
show meaningful differences in work motivation.
Such an analysis takes into account that nonlinear
effects might occur and that the relationship between
work motivation and chance events may differ across
people, specifically, depending on the combination of
chance and level of decidedness. However, the herein
applied person-centered approach also extends
beyond examining mere interaction effects of chance
events and career decidedness. Interaction effects can
be used in variable-centered analyses to estimate the
combined effect of variables on outcomes. However,
such analyses may fail to detect the existence of
subgroups with distinct effects, particularly if these
groups are small (Wang & Hanges, 2011). Specifically,
we examined the following two research questions.
Research Question 1: Are there quantitatively and
qualitatively different profiles of perceived chance
events and career decidedness?
Research Question 2: Are there significant differences
between people with distinct chance/decidedness
profiles regarding work motivation in terms of (a)
occupational self-efficacy beliefs, (b) perceived person-
job fit, and (c) work engagement?
Methods

Participants and Procedure

We contacted 17 schools of vocational education
and training in German-speaking Switzerland and
asked if they were willing to participate in our study
of apprentices in their first year of training. Ten
schools (59%) agreed to participate. Data collection
took place online during regular class hours in the
schools’ computer room. Participants were
supervised by a teacher and were free to decline
participation. We surveyed 312 students (119 girls,
193 boys) with a mean age of 17.92 years (SD = 1.92).
The majority (53%) of participants were of native
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Swiss origin, 31% had migrant backgrounds, the
remaining 16% indicated dual citizenship or did not
indicate their nationality. Participants were trained in
26 different apprenticeships, most commonly nursing
(18%), plastering (10%), professional housekeeping
(10%), and sales clerking (7%).

Measures

Chance events. The degree to which one’s career
choice was experienced as influenced by different
chance events was assessed with the following nine
items from Bright, Pryor, and Harpham (2005): (i)
professional or personal relationships (e.g., leading to
information about jobs, recommendations, job
offers); (ii) being at the right place/right time; (iii)
encouragement from others (e.g., encouragement to
attain education and experience, set higher goals, or
pursue a new field); (iv) previous work/volunteer
experiences; (v) obstacles in original career path; (vi)
unintended exposure to a type of work or activity that
was interesting; (vii) unintended exposure to a type
of work or activity that was not interesting; (viii)
unexpected personal event (e.g., injury or health
problem); and (ix) other unexpected events. These
events were rated on a scale from 1 (no influence at
all) to 4 (great influence). Alpha reliability in our
sample reached .72, similar to the value of .66
reported by the measure’s authors (Bright, Pryor, &
Harpham, 2005). Previous studies that administered
this measure showed that the perception of events
was related to considering one’s vocational choice as
more incongruent with one’s originally aspired career
(Hirschi, 2010) and to an external control orientation
(Bright, Pryor, & Harpham, 2005).

Career decidedness. We used the seven-item
German adaptation of the Vocational Identity Scale of
My Vocational Situation (Holland, Daiger, & Power,
1980; Jorin, Stoll, Bergmann, & Eder, 2003). A sample
item is “I'm not sure yet which occupations I could
perform successfully”, and answers were given on a
rating scale from 1 (does not apply) to 5 (fully applies).
All items were recoded to reflect positive career

decidedness in this study. Reliability reached.87 in

our sample, .86 was reported in an early study
(Holland, Gottfredson, & Power, 1980). The scale
showed consistent relations with other measures of
career planning and career exploration in samples of
adolescents (Hirschi & Herrmann, 2013).

Occupational self-efficacy. Occupational self-
efficacy beliefs were assessed with six items (e.g., “I
feel prepared for most of the demands in my job”)
from the German short occupational self-efficacy
scale (Rigotti et al., 2008). Answers were given on a
rating scale from 1 (not at all true) to 6 (completely
true). The alpha in our sample (.78) was slightly lower
than reported by the scale authors (.87; Rigotti et al.,
2008). This scale showed positive relationships with
job satisfaction, performance, and organizational
commitment among working adults (Rigotti et al,
2008).

Person-job fit. Person-job fit was assessed with
the four-item (e.g, “To what extent do your
skills, match the
requirements of the job?”) scale by Saks and Ashforth

knowledge, and abilities
(2002). Participants rated the items on a scale from 1
(to a very little extent) to 5 (to a very large extent). The
scale reached an alpha of .82, similar to the values of
.86 and .87 reported by Saks and Ashforth (2002). The
scale was related to perceived work meaningfulness,
work engagement, and occupational identity in a
sample of German students (Hirschi, 2012).

Work engagement. We applied the short Utrecht
work engagement scale (Schaufeli et al., 2006). The
scale consists of nine items (e.g., “When I get up in the
morning, I feel like going to work”) that are assessed
on a rating scale from 0 (never) to 6 (always - every
day). The scale reached and alpha of .94, slightly
above the values between .85 and .92 reported by the
(Schaufeli 2006). Work

engagement was related to a series of work-related

scale authors et al,
competencies (e.g., work exploration, career control)
among young Dutch employees (Akkermans et al,
2013).
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Table 1

Means, Standard Deviations, Cronbach’s Alpha, and Intercorrelations of the Study Variables

M SD a 1 2 3 4
1 Chance events 2.22 0.50 .72 -
2 Decidedness 366 084 .87 -10 -
3 Occupational self-efficacy 442 0.66 .78 -.07 28** -
4  Person-job fit 369 0.66 .82 .00 34Hk 37 -
5 Work engagement 4.76 1.10 .94 .02 4Ok 32k NV

Note. N=312.**p <.01, *** p <.001

Results

Outliers can bias the results of multivariate
analyses (Tabachnik & Fidell, 2013), and we checked
for multivariate outliers using Mahalanobis distance.
Employing a p-value of <.001, we did not identify any
outliers. We performed latent profile analysis (LPA)
with MPlus 7 (Muthén & Muthén, 2012) to identify
groups of individuals with similar patterns of scores
in perceived chance events and career decidedness.
As an extension of and advantage over cluster
analysis, LPA assumes that different probability
distributions underlie a set of observed data on
These

distributions are then used to assign observations to

various variables. assumed probability
latent profiles (Vermunt & Magidson, 2002). Because
the perception of chance events may be confounded
with an individual’s locus of control (Bright, Pryor, &
Harpham, 2005), we included locus of control as a
covariate in the LPA procedure. External locus of
control was assessed with the 8-item (e.g., “When I get
what I desire, there is most often luck involved in it”)
fatalistic externality subscale of the inventory for the
measurement of self-efficacy and externality (FKK;
Krampen, 1991). Answers were given on a scale
ranging from 1 (very untrue) to 6 (very true).The alpha
in the current sample was with .84 higher than the
value of .75 obtained by the scale author. By
controlling for locus of control, we are able to obtain
a more valid evaluation of chance events in career

development, independent of an individual’s general

tendency to perceive that uncontrollable events
influence his or her life.

To address Research Question 1, we evaluated
latent profile solutions in a stepwise procedure (for
more details, see Nylund, Asparouhov, & Muthén,
2007). We examined profiles with two to six groups
and assessed the increase in model fit, parsimony, and
theoretical interpretability of the model in each step.
We used a series of criteria to choose the final model,
(a) the
information criterion (SABIC); (b) the bootstrapped
likelihood ratio test (BLRT); (c) the number of cases
in each profile, and (d) the posterior probabilities of
each profile. The SABIC indicates the model with the

best fit and fewest parameters when compared to a

as follows: sample-adjusted Bayesian

set of other nonhierarchical models. BLRT evaluates
whether a model with k profiles provides a better fit
when compared to a model with k-1 profiles. A good
latent profile solution is indicated by the lowest
SABIC value, a significant BLRT p-value, the absence
of profiles with a small number of cases, and a high
probability of individuals belonging to the assigned
latent profile.

We chose the five-profile solution because it
showed the lowest SABIC value (SABIC = 1170.61)
and a significant BLRT value (BLRT = 16.75, p = .04).
One of the five extracted classes was small, with a
posterior probability class size of 8.96 (7 cases, 2.2%).
The five profiles, however, all offered a distinct
interpretation. The first profile, balanced scorers,

included 159 (51%) cases and was characterized by
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medium chance (M = 2.26, SD = .41) and mean level
decidedness (M = 3.33, SD = .41). The second profile,
undecided with mean chance, comprised 20 (6%)
individuals and was characterized by mean chance (M
=1.99, SD = .38) and low decidedness (M = 1.89,
SD =.37). The third profile, undecided with high
chance, comprised only 7 (2%) individuals. It was
characterized by high chance (M = 3.17, SD = .24) and
low decidedness (M = 2.06, SD = .30). The fourth
profile, decided with chance, was composed of 51
(16%) individuals and characterized by somewhat
above average chance (M = 2.47, SD = .40) and high
decidedness (M = 4.54, SD = .31). The fifth profile,
described 75 (24%)
individuals and was characterized by below average
chance (M = 1.90, SD = .47) and high decidedness (M
= 4.38, SD = .65). Figure 1 depicts the standardized

mean scores of perceived chance events and career

decided without chance,

decidedness for the five classes. Regarding Research
Question 1, the results imply that quantitatively and
qualitatively distinct profiles of perceived chance
events and career decidedness exist among
adolescents in vocational training.

To address Research Question 2, we used the BCH
command (Bakk & Vermunt, 2015) in Mplus. The BCH
method employs weighted multiple group analysis to
compare means using latent profiles as groups and
Wald tests as difference tests. The BCH method
performs well even when the variances of the distal
variables differ across groups. All three motivational
variables (occupational self-efficacy, person-job fit,
and work engagement) significantly differed across
the five latent profiles (p <.001, see Table 2, Figure 1).
The balanced scorers group showed slightly below
average values on all three motivational variables.
This group displayed values that were more
beneficial than the scores of the undecided with mean
chance group but less favorable than the scores of the
decided with chance and decided without chance
groups. The undecided with mean chance group was
characterized by the lowest motivational scores

across all three motivational variables. The person-

job fit and work engagement scores were significantly
lower when compared to all other groups, and the
occupational self-efficacy score was lower when
compared with the decided with chance and decided
without chance profiles. The undecided with high
chance group showed low occupational self-efficacy
scores but high person-job fit and work engagement
scores. The levels of self-efficacy in this group were
significantly lower than those in the decided without
chance group, while the levels of person-job fit and
work engagement were significantly higher than
those in the balanced scorers and undecided with mean
chance groups. The groups with the most favorable
patterns of motivational variables were the decided
with chance and decided without chance groups. These
groups did not significantly differ between each other
regarding the motivational variables but showed
significantly higher values on all three motivational
variables when compared to the undecided with mean
chance group as seen in Table 2. Regarding Research
Question 2, the results indicate that individuals with
different chance/decidedness profiles differ in their
work motivation. Post-hoc analysis yielded no
significant differences in the latent profiles by gender
or nationality (Swiss vs. foreign).
Discussion

Research has stressed the importance of chance
events in career decision making and career
development. Our study expanded this research by
exploring the effects of chance events on career
development. Specifically, we were interested in
examining the relationship between chance events
and work motivation among adolescents in
vocational training; in other words, shortly after a
major career transition. Moreover, we explored the
relationship between perceived chance events and
career decidedness, two frequently contrasted factors
that influence career development. Extending beyond
extant variable-centered studies, we applied a
person-centered approach that explored profiles of

perceived chance events and career decidedness.
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Table 2.

Latent Profile Size, Means, and Standard Deviations for Occupational Self-Efficacy, Person-Job Fit, and Work Engagement (Auxiliary Analyses)
Occupational Person-job fit Work engagement
self-efficacy

Class n M S.E. M S.E. M S.E.

1 Balanced scorers (A) 145.76 4.30g .06 3.52B,¢E .06 4.378,¢,D,E .10

2 Undecided with mean chance (B) 21.63 3.97p,E .20 3.01a,¢p,E 17 3.584,¢,0,E 32

3. Undecided with high chance (C) 8.96 4.15g 17 4.01a,8 14 5.61a8 49

4. Decided with chance (D) 55.47 4.608 14 3.828 13 5.31a8 .18

5 Decided without chance (E) 80.18 4.694,8,c .10 4.064,8 .10 5.29a,8 .16

Chi-square 24.42%** 44.28*** 54.44%**

Note. All analyses were run using the BCH procedure in MPlus. The values for occupational self-efficacy, person-job fit, and work engagement are mean
values for each profile. Data were available for N = 312. n = latent profile size. Subscripts indicate profiles that are significantly different at p <.05. The
chi-square (shown in the last row) indicates the significance of the overall difference test. *** p <.001.

2.5 1 0.8 ~
2 1 0.6 -
a4 0.4
2l %
iy Y 0.2 4 /
e % % # Occupational
04 Z 0 - Self-Efficacy
% elf-Efficacy
0.5 - < #Chance 0.2 + #»Person-Job
-1 4 #Decidedness | .0 4 Fit
1.5 1 . i Work
2 0.6 Engagement
25 -0.8
Balanced Undecided Undecided Decided Decided -1 4
Scorers with with with without Balanced Undecided Undecided Decided Decided
Mean High Chance Chance Scorers  with Mean with High with without
Chance Chance Chance Chance Chance Chance

Figure 1. Left diagram represents the standardized means of latent profiles. Right diagram represents the standardized means of distal outcomes by latent
profile.
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Chance and Decidedness are not Opposites

The first important result of our study is that
perceived chance events and career decidedness are
not opposites. On average, these factors were not
significantly correlated, confirming previous findings
(Hirschi, 2010). However, the applied profile analysis
identified a range of qualitatively different profiles
combining different levels of perceived chance events
and decidedness. The results confirmed the utility of
the person-centered approach because they showed
that a nonsignificant correlation between chance and
decidedness does not indicate that these factors are
unrelated for all individuals. Our results showed that
various combinations of levels of decidedness and
perceived chance events exist. These profiles
included balanced scorers, undecided with mean
chance, undecided with high chance, decided with
chance, and decided without chance. Our results
suggested that some people experienced significant
chance events while being decided regarding their
careers. Other people, however, perceived a large
influence of chance events while being undecided. No
profile emerged with low levels of both perceived
chance events and decidedness. This result suggests
that if an individual has low decidedness, any career
choice will be perceived as influenced by chance
events. These findings have important implications
for the theoretical understanding of chance events.
Capitalizing on chance and being open to different
possibilities is often depicted as the opposite of being
decided on a specific career plan (Krumboltz, 2009).
Our study advances this understanding and suggests
that chance events have an influence on career
development that can occur in conjuncture with or be
independent from career decidedness and that the
relationship varies across individuals.

Chance/Decidedness Profiles and Work
Motivation

Our second aim was to explore how different
profiles of chance and decidedness relate to different
of work motivation.

aspects Specifically, we

investigated occupational self-efficacy  beliefs,

perceived person-job fit, and work engagement. The
results showed that individuals with different profiles
also significantly differed in their work motivation.
Interestingly, the level of decidedness seems to be the
most relevant factor in this regard. This is also
mirrored in the low and nonsignificant bivariate
correlations of chance events and our other study
variables. Generally, individuals who reported above
average decidedness also reported more work
motivation, irrespective of their level of chance
events. Adolescents who were decided with chance
and those who were decided without chance did not
significantly differ in the three motivational variables.
However, both groups showed higher motivation in
all three assessed aspects when compared to
individuals with an undecided with mean chance
profile. It is also noteworthy that only a very small
minority of 2% reported a combination of low
decidedness and high perceived chance. Interestingly,
this group reported high values in person-job fit and
work engagement, suggesting that these individuals
do not suffer from negative work experiences.
However, their occupational self-efficacy was
comparatively low which implies that a sense of
competence is harder to develop for adolescents who
do not feel in control of their careers.

Combined, these results make an important
contribution to the literature because they represent
one of the rare instances in which the potential effects
of chance events on career development outcomes
were explored. Previous variable-centered studies
have suggested that perceived chance events are
related to finding a more congruent apprenticeship
and higher satisfaction with that apprenticeship
among Swiss adolescents (Hirschi, 2010). Among
Israeli managers chance events were related to higher
hierarchical position (Grimland et al, 2011). Our
study extends these findings by applying a person-
centered approach that takes into account that on-
average relationships between chance events and
outcomes might not apply to some subpopulations.

Moreover, to our knowledge, this study is the first to
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investigate work motivation as an outcome of career
chance events. For the theoretical understanding of
the role of chance events, our results suggest that
perceiving a significant influence of chance events in
one’s previous career development does not impair
work motivation in one’s current job as long as one
possesses a clear view of personal interests,
preferences, and career goals (i.e., has a high level of
career decidedness).

Limitations and Future Research

The data presented in the present study were
based on a single source and assessed at one point in
time. Therefore, it is possible that relations between
variables might have been affected by common
method bias. However, we accounted for a potential
confounding common cause of perceived chance
events and levels of career decidedness at the
personality level by controlling for locus of control in
the profile analysis.

Another limitation is that the undecided with high
chance profile represented only 2% of the study
participants. This may have compromised the
statistical power of subsequent analyses involving
this profile. However, including this profile was
justified based on statistical and theoretical grounds.
Overall, the assessed sample seems well suited to
explore the research question of this study because
the adolescents had recently undergone a major
career transition for which both chance and
decidedness can play pivotal roles. However, a
developmental-contextual view suggests that career
development should be understood as the dynamic
interplay of person and context (Hartung et al., 2005).
Older adults might view chance events differently
because their main career developmental issues
typically center around deepening their professional
competence and updating their skills (Hall, 2002).
This might promote a focus on stability and continuity
that renders chance events to be perceived differently
when compared to career transitions where chance
may play a bigger role, as was the case in our study.

The generalizability to other populations, such as

older workers or university alumni, therefore
remains to be established by future research.

Additionally, all sampled adolescents were at the
end of their first year of vocational training. As such,
selection and attrition effects likely occurred, and our
results might not generalize to adolescents with very
low work motivation who were not selected into a
training position or who voluntarily or involuntarily
quit during the first months of training. Finally, our
study is a rare example of an exploration of the likely
consequences of chance events in career
development. More research is needed, however, to
examine potential effects of chance events that were
not taken into account in this study, for example, how
chance events relate to perceived career success,
turnover intentions, or organizational and
occupational commitment.

Implications for Practice

For career counselors, our study offers several
implications that address the use of the HLT in career
interventions (Krumboltz, 2009; Krumboltz et al,
2013). Our results indicate that it is useful for career
counselors to actively address issues of chance and
happenstance in career development - particularly
among adolescents who are dealing with relatively
structured career transitions. Our study also supports
the idea that chance events are often perceived as
affecting career transition outcomes. Importantly, our
results suggest that chance events have neither a
good nor bad effect on work adjustment. This calls for
counselors to approach the issue without value
judgment on the merits or perils of chance and to
foster open-mindedness among clients regarding this
issue. As our results show, taking chance events into
account in career interventions does not diminish the
importance of more classical approaches that aim to
foster career decidedness and career planning (e.g.,
Sampson, Lenz, Reardon, & Peterson, 1999). In fact,
our results suggest that a clear picture of personal
interests, goals, and preferences is important for
work motivation - regardless of the degree of

perceived chance events. We would therefore suggest
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that counselors address chance events and
simultaneously work with clients to clarify their
vocational identity and develop meaningful career
goals. In sum, we believe that our results suggest that
the HLT is but

complementary perspective to decision-focused

not an opposite rather a

counseling approaches.
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