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My personal experience in switching fracks as a government employee
The possibility of stepping from a linear career
development pattern info a multiple experiment

X | 58&
Article | Yang Yu-yi

NEEM TEEER ""Career transition' for a government employee

EERES NN —EEN TEE | E TEE The career development involves a series of "selection" and
(Brown, 1996) » fEIkMiE R » &g | 8 M8 "adaptation” (Brown, 1996). Between these two, the"transition"
REZT—REMME  RAHEEEENE N  EMEE—
BASIMERIRH T4 ERRE | (career pattern) (Super,
1980) -

and "development" are often both sides of a coin. They become
the driving force of the career and help construct the "career

pattern" shown on the outside of a person (Super, 1980).
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For many careers, the"position acquisition" at the
beginning of a career usually has profound influence to the
development path at the middle and later stages of a career
or the occurrence of career transition afterwards. In addition
to reflecting on the career as a physician (Chen Tuan-jung
and Fang Kou-tung, 2007), such a phenomenon happens to
people who work in the government, such as Coast Guard civil
service staff » police force , Customs Service staff, or military
personnel accounting for a large percentage, as these people
made the decision to accept the staring position in the Coast
Guard and the administration service, and the decision, to a
certain degree, sets the tone for the scope and possibility of
future career development. Under such a circumstance,"career
transition" is often brought up in the investigation of transition

issues related to "retirement" or "military discharge".

Let's take some military career studies as examples. Huang
Hsiu-mei (2001) studied mid-aged male officers retired from
the volunteer service of the national defense force and find
out how the middle-and high-ranking career officers made
their transition from a stable career pattern to an unstable,
changeful retirement life. To these retired officers, "not being
able to take care of both the career and family at the same
time" is always a regret that is hard to make up in their military
career development. As such, when the military promotion
system sets up limits on personal development, many mid-
aged officers will start to have serious thoughts about career
transition under the protection of remuneration for life, and
to look deeply into themselves and think how o evaluate the
room for development in their military career based on their
specialties and interests, and finally make the decision of
whether to retire. Considering the limits that come with "age"
and the personal development opportunity in the future come
to play, such as decision frequently occurs in the military career
of majors (lieutenant commanders) or lieutenant colonels
(commanders); i.e., the possibility of transition to multiple
developments from a single, stable career development pattern
via"decision of life" will come to the balance between"chance"
and"risk", and shape the career patterns of many middle-and

high-ranking career military officers.
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Similar to their military counterparts, for Coast Guard staff
who function as police force, civil servants or customs service
personnel, this possibility of transition from the "linear" career
development pattern to "multiple experiments" occurs when
their career development comes to a stagnation or plateau.
For most government employees, the issue of career transition
seems to stand out significantly when they are stepping into

this stage of their career.

The diversity and relative subjectivity of career transition

As a matter of fact, if we look at it at a career psychology
point of view, the career transition may occur at different time
points in life for many people. Even happening at a similar
point of time, the career transition experience and the inner
subject meaning for an individual may be greatly different from

individual to individual.

All in all, what is involved in the career transition is not just
the occurrence of major career changes and career events
observed externally. For example, things like promotion,
reassignment or change of one's idea of career and life
style may have the nature of career transition hidden within.
Therefore, our definition of "career transition" should not be
confined to the stage of "discharged from the army" or "retiring
from a government position." In fact, during one's days in Coast
Guard, career transition happened a lot, and will continue to
happen. It is not necessary to happen only at the time when

one is ready to retire.

More importantly, career transition may lead to different
career development phenomenon and implication due to the
"subjectivity" of one's inner self. For example, it is essentially
different for a government employee to select to go for higher
education degrees and to choose the knowledge preferred for
the general government employee training and the techniques
to handle certain things (Yen Chu-yin, 2007). Under the
protection of the current government employee encouragement
system and pension program, these career transitions are
related to "learning”, but some of the government employees
learn for their own development. They are preparing for their
future, while some may do so to make themselves belong to a
certain academic environment or to win the respect in their field
of specialty. For the rest, the learning process may simply be

what they want to improve themselves in their positions.
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We know from the above that career transitions happen a
lot in the government employee career development, while the
career transition itself has many faces and richness, which is
different from person to person in terms of relative subjectivity

of personal career development.

Examining one' s inner self

It is worth noticing that we may be able to see what our
inner selves are worth and need in the transitions at different

point of our lives.

Wang Pi-yao (2004) pointed out that some develop a life
topic of "pursuing a stable job and income" during their career
development and transition. They respond to the career
dilemma and need to change by preparing themselves and
adapting to changes during the trail and error process. Some
develop the life topic of "keeping pushing the limits." They
improve and develop the personality of refusing to lose and
the capability of spiritual pursuit, and from those they aim for
the "career models" that bring out the best of them as their
personal goal of learning. What link the different transitions of
job or work experience together is the emphasis of the positive
attitude to pursue the perfection and their personal self-

realization.

There are, of course, more "life topics" in one's career
development than just these two. However, the differences
like this are enough to make us realize that some common
topics keep appearing in one's transition after one enters a
stabilization period, and these topics are consistent, and often
"reappear" in our lives when we have to make a major decision
of life. Or for some,"constant change" itself is the core to
extend their career development, and is the main element of

one's internal career.
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Career management circling around "'internal career"'

Since important life topics appear in the career transition and
keep appearing, it is necessary to "examine one's internal core

values and needs."

For this, on the contrary to "external career", Schein (1978,
1990) once emphasized based on the idea of "internal career"
that this career planning that has to be built on the foundation of
self knowledge is what matters. Or, we can replace the career
planning idea with "career self-management" (King, 2001,
2004) , and emphasizes the planning, preparation for transition
and improved career development that start from the internal

career "the emphasis of self-understanding) .

Based on the theoretical structure of the internal career,
Yang, Yu-yi (1997) carried out in-depth interviews with mid-
aged employees of several businesses, and analyzed the
different implications of mid-aged males in terms of attitude and
value, talent and capability, and motive and need. He came

up with 7 "career anchors," including "enterprise challenge,"

“"research and innovation," "stability and harmony," "professional

authority," "organized management," "exemplary creation"
and "seeking of meaning." For the types of female career
anchors, Huang Yo-li (2001) categorized female government
employees who have ten years or more of experience in their
positions into 4 types of anchors, including "stability","growing,"
"independence" and "management”. Tsai Su-wen (2001)

focused on unmarried female teachers and summarized 7

career anchors, "professional ability","management ability

and professional reputation”, "independence and autonomy,"

"organized creation and challenge","service and devotion","life

style" and "seeking of meaning" .

In theory, it takes time to develop career anchors and
requires a person to accumulate enormous experience of
work or life before he/she can clearly identify his/her "position".
Therefore, the study of the career anchors for people working for
the police force, military service or government agencies is quite
helpful to the understanding of their career transition, and helps
them control their own future. For most people, it is necessary
to accumulate certain amount of life exploring experience before
making sure what one's position in his/her career. It could be
the change of personal career or adjustment of personal career
ideas. As a result, this idea is perfect for explaining the career
transition phenomenon. It is valuable for the Coast Guard to put

it in the promotion or education package.
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Perhaps, many people have more than one career anchor.
However, the"most important" internal career will eventually
emerge in a series of career choices and the process of
constant accumulation of career experience. With the review
of personal internal career by introducing the"Employee
Assistance Program (EAP)" or"Employee Enhancement
Program (EEP)" (Yang Yu-yi, 2010), it helps the development
of career management capability of the people working for
the Coast Guard, military service, police force or government
agencies, and improve one's self-performance in response to

career transition.

Conclusion

As we step into the new century, the career planning has
a new definition. It is no longer limited to the"static" career
planning which is created for single, predictable career
transition. As opposed to the competition, rapid changes and
uncertainty in modern job market, however, the"government
employee career" in the Coast Guard Administration seems to
be the linear career development pattern that following the old-
school path, where there is lack of diverse career exploration
and chance of experiment. Yet, the "career transition" is
always the center of the career choice and development, as
indicated previously in this article. In a broader sense, a series
of transitions will constantly appear in every stage of the career
development, and not just the stages that come up at middle

age or enter the career stagnation.

What this article is trying to say is that the "career management
capability" of government employees becomes a must in light of
the increasingly important career transition phenomenon, and
to facilitate such a capability requires the" internal career" as the
foundation for the design of EAP. An effective career intervention
program not only helps the display of the government employees"
performance capability, but also is profoundly important to the
human resource planning and development of the organization in

the long run.

(The author is the director of Test Evaluation and Sur
Center, Department of Counseling, National Chiayi Univer:






