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Abstract

Career development practice can serve as a mechanism for social justice by enabling
individuals to construct sustainable career narratives (Arthur, 2005). However, to
support cohesive identity development, individuals - and the career development
professionals who assist them - can attend to the language used in career discourse,
as language can become a site of power that can expand or constrain perceived
possibilities (Burr, 2015). The Cluster Approach to the Development of Identity (CADI)
addresses this concern through a deliberately constructed sociolinguistic framework.
This paper examines CADI'’s application as an example of socially just practice, with
implications for career development theory and policy.

Key words: cluster approach to the development of identity, career development,
sustainable careers, career narrative, social identity

Introduction

Since Parsons first established the foundations of vocational guidance in 1909 (Jones,
1994), the career development profession has maintained a vital role in supporting
individuals to navigate their working lives. This foundational work positioned career
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development as social justice, aimed at helping people access opportunities and overcome
barriers to meaningful work (Brown, 2016).

The contemporary landscape presents challenges that intensify the need for career
development support. Rapid technological change is transforming workplaces, with many
jobs reshaped or made obsolete by automation and artificial intelligence (Aroles et al.,
2021; Behrend et al., 2022). Global economic forces have also transformed how we seek,
secure, and retain employment, and individuals often need to constantly adapt and market
their skills in dynamic labour markets (Bisello et al., 2022). These shifts, combined with
globalisation’s influence on career trajectories, have altered how individuals navigate their
working lives, making adaptable and inclusive career development approaches more crucial
than ever (Viviers et al., 2021).

Recent theoretical advances have brought renewed focus to two key areas that enhance
the profession’s capacity to serve its social justice mission: Sustainable Career Ecosystem
Theory (SCET) and narrative approaches to career development. SCET recognises that
career development occurs within complex, interconnected systems where individual
capabilities, organisational contexts, and broader societal factors dynamically interact

to influence career sustainability (Donald et al., 2024b). De Vos (2020) proposed that
sustainable careers are ones that allow an individual to continually adapt and adjust as
their career unfolds and to meet their changing needs, characterised by ‘mutually beneficial
consequences for the person and for their surrounding context, and should be considered
by taking a long-term perspective’ (De Vos et al., 2020, p. 10). The SCET framework moves
beyond traditional individual-focused approaches to acknowledge the systemic factors that
shape career possibilities and constraints.

Complementing this perspective, narrative approaches position individuals as active
authors of their career stories, empowering them to construct meaning through their career
experiences (Savickas, 2020). These approaches have been implemented in diverse ways
to support career development, from facilitating narrative change in career construction
counselling (Cardoso et al., 2021) to exploring dialogical self-processes that help individuals
integrate different aspects of their identity (Mcllveen & Healy, 2024). Career identity as a
narrative practice enables individuals to position themselves within their chosen fields while
maintaining agency over their professional development (LaPointe, 2010). This approach
may reduce the overwhelm that can lead to premature career foreclosure or prolonged
identity diffusion, which can limit career development (Skorikov & Vondracek, 2011),
instead supporting individuals to develop adaptable and sustainable career identities that
can evolve with changing circumstances.

Career narratives are primarily linguistic constructions - the words we use become the
vehicle for understanding our careers, and our narratives are constructed within the bounds
of available vocabulary. From a social constructionist perspective, language is not merely

a tool for describing pre-existing realities but can actively participate in constructing the
social worlds we inhabit (Burr, 2015).

We can view language as an important factor in how we make sense of our experiences,
relationships, and identities, including our professional selves. In this context, the process
of narrative career development suggests individuals construct coherent life stories that
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integrate their past experiences, present circumstances, and future aspirations through the
linguistic resources available to them (McAdams & McLean, 2013). This ongoing process

of meaning-making is deeply influenced by cultural norms and social interactions, with
narrative development shaped by the specific linguistic and cultural contexts in which
individuals are situated (Arulmani, 2014; Hammack, 2008).

It is also important to acknowledge the role the individual’s social identity plays in influencing
and guiding their decisions. Very few individuals work completely in isolation; for the
majority, work is a social activity, and through our work we come to belong to specific social
groups. For example, an apprentice baker is part of the ‘food production’ and ‘apprentice’
groups and sits on the outside of the ‘baker’ group; but once they become fully qualified,
they will move further within the ‘baker’ group, and their membership of this group informs
both their identity and their future career narrative. Social Identity Theory (SIT) explains how
membership of social groups influences an individual’s self-concept; both related to others
within the same group, and compared to other groups (Tajfel & Turner, 1979). Membership
of these groups biases individuals positively towards their existing groups and negatively to
other groups (Dunham, 2018), and over time group membership can blur the boundaries
between individual and social identity (Brewer & Gardner, 1996).

The language commonly used to describe career-related social groups is often drawn from
occupational titles and industry classifications. This means that when individuals encounter
career language, they are not simply receiving information about job tasks or workplace
activities - they are being presented with potential social group memberships. Terms like
‘teacher’, ‘tradesperson’, or ‘executive’ function simultaneously as job descriptions and
social identity markers, carrying implicit messages about who belongs in these groups, and
what characteristics members are expected to possess. This dual function of occupational
language makes it particularly powerful in shaping career possibilities, as individuals
navigate both the practical requirements of different work roles and the social implications
of group membership when constructing their career narratives.

Individual words and phrases carry embedded meanings and assumptions that extend

far beyond their dictionary definitions, bringing with them cultural, social, and contextual
associations that shape how we understand possibilities and constraints (Burr, 2015).
Career stories are shaped by the linguistic resources available to individuals, with language
having the power to either limit or expand career possibilities (Arthur, 2024; Savickas et
al., 2009). The autobiographical memories that form the foundation of our career narratives
are themselves constructed through language (Reese & Robertson, 2019), with early
experiences and influences becoming integrated into our sense of professional self through
ongoing linguistic interpretation (Fivush, 2011).

Consider, for example, a secondary student who has long aspired to become a medical
doctor. Through repeated exposure to this term, they have constructed rich associations
with the word doctor; perhaps encompassing notions of prestige, intellectual rigour, service
to others, and social status. They have begun to construct a career narrative which centres
on doctor in the dynamic process of identity development (McLean et al., 2007). Should
circumstances prevent them from pursuing medical studies, the student may experience
significant difficulty realigning their identity with alternative career pathways, not because
these alternatives lack merit, but because the available language has constrained their
capacity to envision equally meaningful professional futures.
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Language can help people articulate future career pathways when appropriate linguistic
resources are available (Lent & Brown, 2020), but it can equally limit possibilities when
such resources are absent or inadequate. The language we encounter and employ can do
more than simply describe our career possibilities; it may participate in constructing them,
enabling individuals to author their own career stories when flexible and inclusive linguistic
frameworks are available (Winslade, 2011).

This capacity for language to carry meaning and construct understanding makes it
potentially powerful, with the ability to either expand or constrain individual career
possibilities. Returning to our aspiring doctor, the specific linguistic frameworks available

to them will significantly influence their capacity to navigate career transitions; and if the
student remains anchored to the specific occupational title doctor, alternative pathways run
the risk of being perceived as failure.

However, if the student has access to more flexible linguistic resources that allow them
to conceptualise themselves instead as someone who helps others, cares about health,
and works hard - all traits commonly ascribed to medical doctors - this broader language
instead expands their career possibilities. Rather than being limited to one narrow and
competitive pathway, they can now envision themselves working across diverse roles,
unified by the work preferences and values they have articulated (Cardoso et al., 2021).

Applied to a specific and often marginalised group, the experiences of neurodivergent
individuals provide compelling evidence for language’s power to both constrain and liberate
career possibilities. Neurodivergent people, who account for an estimated 15 to 20% of

the global population, have historically faced significant barriers to workforce participation
compared to neurotypical individuals (Doyle, 2020). The evolution of language surrounding
neurodiversity demonstrates both the potential and the pitfalls of linguistic change in career
contexts; while shifting discourse has opened new opportunities and prompted organisations
to develop targeted recruitment programmes for neurodivergent employees, these same
linguistic changes risk reinforcing limiting stereotypes (Krzeminska et al., 2019).

As Krzeminska et al. (2019) suggest, contemporary neurodiversity discourse often
characterises neurodivergent individuals as problem solvers and divergent thinkers with
strong work ethics, subsequently channelling them toward roles aligned with these narrow
characterisations while excluding them from positions involving interpersonal engagement.
This linguistic framing can prevent neurodivergent individuals from accessing roles they
may both enjoy and excel in, simply because dominant discourse suggests these positions
are unsuitable. Evidence suggests that when neurodivergent individuals gain access to
more flexible linguistic frameworks, they can construct more sustainable career narratives
that integrate seemingly contradictory aspects of their identity (Chapman, 2020). When
neurodivergent individuals can access language that helps them identify their preferred
ways of working rather than being confined to traditional occupational categories, this
enhances their self-efficacy and supports the development of adaptable career narratives
(Lebrén-Cruz & Orvell, 2023). This evidence demonstrates that language functions
not merely as description but as a mechanism that actively shapes the boundaries of
what individuals perceive as possible within their career development, with particularly
significant implications for those whose experiences have been marginalised by dominant
career discourses.
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Career development language is not constructed in isolation but emerges from specific
historical, social, and institutional contexts that shape its meanings and applications.
Understanding these origins reveals how contemporary practice has inherited linguistic
frameworks that may not align with current professional aims or serve diverse populations
effectively.

Many of the terms routinely employed in contemporary career development practice
originate from occupational classification systems designed for entirely different purposes.
These classification systems, such as the International Standard Classification of
Occupations (International Labour Organization, 2024) and the Occupational Standard
Classification for Australia (Australian Bureau of Statistics, 2024), were primarily developed
for statistical analysis, labour market reporting, and administrative coordination rather
than individual career guidance. However, these categorisations have become deeply
embedded in career development practice through a process of linguistic co-option. They
now appear prominently in career guidance resources, such as the Jobs and Skills Australia
Occupational Profiles (Jobs and Skills Australia, 2024), job search platforms including the
European Union’s EURES (EURopean Employment Services) website (Wéjcik, 2023), and UK
labour market information materials (Gatsby Charitable Foundation, 2021). This widespread
adoption has occurred despite the mismatch between their original administrative purpose
and the nuanced, individualised nature of career development work.

This co-option process extends beyond formal classification systems to include assessment
frameworks and theoretical models developed in specific historical contexts. Some
foundational approaches to career assessment and guidance were created decades

ago within specific cultural and social contexts yet continue to be applied broadly and
potentially without adequate consideration of how their embedded assumptions may limit
their effectiveness (Athanasou, 2007). As one example, Holland’s RIASEC Codes from over
half a century ago (Holland, 1959) remain a staple in career assessment (Zainudin et al.,
2020), despite the limitations and critiques of interest-based decisions within the literature
(Arnold, 2010). Hoff et al. (2018) found only a modest correlation between interest
congruence and job satisfaction in their meta-analysis, and Earl (2014) found that even
when congruence does exist it is often not sufficient to predict job satisfaction. Interests
are also typically the first factor discarded in the decision-making process (Athanasou,
2008) and correlate poorly with other key indicators of job satisfaction, such as skills or
values (Dawis, 2005). The persistence of interest-based approaches, despite mounting
evidence questioning their predictive validity for job satisfaction and performance (Arnold,
2010; Bowles, 2008; Hanna & Rounds, 2020), exemplifies how career development practice
can become anchored to historical frameworks, rather than evolving with evidence and
changing social contexts.

The implications of this linguistic inheritance become particularly problematic when
considering equity and inclusion. Frameworks developed primarily within and for specific
majority groups may not produce equivalent outcomes when applied to diverse populations.
Research demonstrates potential for misalignment when traditional approaches are used
with ethnic or cultural minorities, suggesting that seemingly universal frameworks may
embed cultural assumptions that limit their effectiveness across different contexts (Garibay,
2020). Similarly, evidence indicates that established classification systems can reinforce
gender stereotypes, potentially constraining career possibilities for women and non-binary
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individuals (Ludwikowski et al., 2020; Su et al., 2009). The limited cross-cultural validation
of many major classification systems raises serious questions about their universal
applicability and highlights potential social justice concerns (Eyles et al., 2019).

Donald’s (2024) analysis of academia as an exclusionary career ecosystem illustrates

how inherited linguistic frameworks can systematically disadvantage particular groups,
even when exclusion is not the intended outcome. These exclusionary effects may be
unintentional consequences of using language developed for different purposes or within
different contexts, but they are nevertheless impactful in creating barriers that prevent
individuals from accessing their full range of career possibilities. Such systematic exclusion
through language directly contradicts the social justice and empowerment aims that have
historically motivated the career development profession (Brown, 2016). This analysis
suggests that career development professionals should move beyond passive acceptance
of inherited linguistic frameworks toward deliberate consideration of how language choices
impact practice effectiveness and equity outcomes.

Given the power of language to shape career possibilities and the limitations of inherited
linguistic frameworks, career development professionals, and policy makers should be
aware of the language they choose to employ in their work. Inclusive language that
respects diverse viewpoints, cultures, and identities supports equitable career development
practices. Rather than defaulting to inherited frameworks that may embed exclusionary
assumptions, professionals can actively choose linguistic resources that recognise the full
spectrum of human experience and career possibility. This commitment aligns with the
profession’s social justice origins while addressing emerging workplace diversity challenges
(Arthur, 2005).

Central to this approach is ensuring that individuals have access to diverse linguistic
options when constructing their career narratives. When people can choose from flexible
vocabularies reflecting their unique perspectives, they gain agency in authoring their
professional stories and articulating their development authentically (McMahon, 2024).
Those supporting career development could introduce multiple frameworks, helping
individuals evaluate options within their specific context whilst developing critical
assessment skills. Hooley et al. (2021) suggest that a truly socially just approach might
involve exposing individuals to multiple language frameworks, enabling them to compare
approaches and develop critical consciousness about linguistic resources.

Such empowerment through language directly supports the development of sustainable
careers by enabling individuals to continually adapt and adjust their narratives as
circumstances evolve (De Vos et al., 2020). By moving beyond passive acceptance of
traditional frameworks toward active curation of inclusive language, professionals can
create conditions for more equitable outcomes (Donald et al., 2024a). A socially just
language framework could provide scaffolded understanding whilst offering flexible
vocabulary for navigating contemporary work complexity. Such frameworks could enable
people to challenge existing norms while authoring adaptable narratives reflecting their
strengths and capabilities. However, all language frameworks, including CADI, are culturally
situated and may not be relevant in all applications. This recognises that sustainable career
development occurs within dynamic ecosystems where linguistic resources can constrain or
expand perceived possibilities (Donald et al., 2024b).
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The Cluster Approach to the Development of Identity (CADI)

CADI was designed to address the challenge articulated in the previous sections. Through
accessible and flexible language, the framework allows individuals to identify and explore
their preferred ways of working aligned with six social groupings (known as clusters).
Even the choice of the word clusters was deliberate; rather than assigning specific groups,
individuals are simply clustered together loosely with the option to move within and
between clusters as they need.

The framework shifts the career development conversation in the early, explorative

phase away from specific jobs or industries and from ‘which jobs should I choose?’

to *how do I prefer to work?’ (Sattler, 2024). As the framework can be understood by
diverse populations without requiring specialist knowledge of labour market structures, it
empowers individuals to adopt and adjust their individual understanding of their preferred
ways of working, aligned with the clusters, as they construct their career narrative.

Essential to the framework’s application is the principle that professionals retain discretion
over which approach to employ with their clients and/or students (Athanasou, 2007). For
this reason, CADI is positioned as one option amongst many, recognising that different
linguistic frameworks will resonate differently with different individuals. Some professionals
prefer models that focus on interests, such as Holland’s codes (Holland, 1959), for
example, or strengths-based frameworks that ask people to reflect on the things they do
well (Littman-Ovadia et al., 2021). Additionally, individuals are at liberty to decide that the
framework does not align with their existing identity structures, and there is no assumption
that the framework will be suitable or preferred for all people.

CADI combines a constructivist approach to career development (specifically Career
Construction Theory), with SIT, and offers a framework that demonstrates how individuals
construct their social identity through and with their career narratives. SIT explores

how individuals naturally categorise themselves and others into groups, which reduces
complexity and organises social information (Tajfel, 1974), and with the CADI framework
individuals can identify with particular ways of working in clusters that resonate with their
values, preferences, and self-concept.

The framework also incorporates thinking from SCET, recognising that career development
occurs within complex, interconnected systems where individual capabilities, organisational
contexts, and broader societal factors interact dynamically to influence career sustainability
(Donald et al., 2024b). By acknowledging these multiple influences, CADI offers language
that may accommodate diverse life circumstances and career trajectories within these
dynamic ecosystems.

The CADI framework organises ways of working into six distinct clusters, each representing
a different approach to contributing value in work environments. These clusters were
developed by examining patterns across four key dimensions: the types of skills people
enjoy using, the tasks they find meaningful, the work environments where they thrive, and
the values that drive their engagement. The six CADI clusters can also be subcategorised
into sub-clusters for further exploration, if chosen by the individual, and this framework is
demonstrated through the CADI Career Cluster Wheel.
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Makers are defined as individuals who prefer physical operation tasks, such as manipulating
equipment, inspecting structures, operating vehicles, preparing food, and are skilled in these

areas. They value consistency and clear procedures and are not often found working behind
a desk.

Guardians are characterised by their focus on protective and caring functions, engaging in
tasks such as monitoring health and safety, providing direct care to individuals, implementing
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security measures, and responding to emergencies. They typically value service to others
and demonstrate strong interpersonal skills in supportive environments.

Linkers specialise in facilitating connections and transactions, undertaking activities such
as customer consultation, resource coordination, sales processes, and service delivery. They
demonstrate strong communication abilities and typically thrive in environments requiring
relationship building and problem-solving through connection.

Informers are distinguished by their engagement in knowledge transfer and guidance
activities, including teaching, advising, explaining complex information, and helping others
navigate systems and processes. They value intellectual engagement and typically excel in
roles requiring communication of specialised knowledge.

Coordinators focus on organisational and administrative functions, engaging in tasks such
as project management, event planning, budget oversight, and process development. They
demonstrate strong attention to detail and analytical skills, typically preferring structured
environments with clear objectives.

Innovators are characterised by their engagement in creative and developmental work,
including designing new products or systems, conducting research, developing technological
solutions, and creating novel approaches to problems. They value intellectual challenge and
creative expression, typically thriving in environments that encourage experimentation.

Individuals can identify their cluster preferences through several approaches, each drawing

on Self-Categorisation Theory, which is the process by which people define themselves in
relation to social groups (Turner & Reynolds, 2012). This theoretical framework explains how
individuals naturally seek to understand their position within social categories, using these
identifications to construct their sense of self and place within broader social contexts. The
most structured approach involves completing the short 30-question forced-choice CADI
assessment, which presents individuals with pairs of short ‘I’ statements and requires them to
consider their preferences and natural inclinations. Individuals typically access this assessment
through a web search for career-related terms or via direct referral from counsellors, and

the assessment requires no registration or personally identifying information, and the only
demographic data collected relates to their country of residence. Since initialisation in 2022,
approximately 46,000 individuals have completed the assessment through the online platform
(thecareerclusters.com). This process facilitates systematic reflection on values, work
preferences, and the types of contributions individuals find most meaningful, and as such
performs a reflective career construction function (McIlveen & Healy, 2024).

Alternative approaches include guided self-categorisation with counsellor support

or independent self-categorisation. Guided self-categorisation requires the career
development professional to introduce the cluster concepts and facilitate exploration of
resonance and connection. Independent self-categorisation allows individuals to engage
with cluster descriptions through personal reflection on their preferences and experiences.
This method maintains individual agency over the identification process while providing a
structured framework for self-exploration. Cluster identification is designed to be flexible
and dynamic rather than restrictive or permanent. Individuals may identify with multiple
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clusters simultaneously or experience shifts in preference as they gain experience or
encounter changing life circumstances.

How are the CADI clusters used?

The CADI clusters provide a structural framework that functions as an occupational
scaffold for the creation and delivery of career development materials and interventions.
Rather than replacing existing career development practices, the cluster language offers a
common vocabulary that can be integrated into established programmes and approaches.
This scaffolding function operates at multiple levels: it provides professionals with a
systematic way to organise career information, offers individuals a coherent framework
for understanding work preferences, and creates shared language that facilitates
communication between counsellors, educators, clients, and other stakeholders.

The framework’s utility lies in its capacity to bridge the gap between abstract career
development concepts and practical application. By providing clear categories that
encompass diverse ways of working without being tied to specific occupations, the clusters
enable professionals to design interventions that are both theoretically grounded and
immediately accessible to clients and students. This approach has proven particularly
valuable in contexts where traditional occupational language may be intimidating,
unfamiliar, or limiting, such as with neurodiverse clients (Sattler, 2025). The evaluation
process for the utility of the CADI framework is still in its early stages, however the
following examples are drawn from interviews, case studies, and informal feedback
provided by career development professionals and educators who have begun to make the
framework their own within their individual contexts. In each case, professionals choose
their methodology and implementation to suit their practice.

Educational institutions and career development services have incorporated the cluster
framework as a scaffold for creating and organising career-related resources. This
application often involves using the clusters as an additional lens through which career
information can be structured and presented. For example, a career guidance service for
newly arrived refugees in Australia integrated cluster language into their job guides and
occupational overviews, providing participants with multiple pathways to understand and
categorise work opportunities. Multiple secondary schools have adopted the framework
within their subject selection processes, offering students an additional perspective for
evaluating educational pathways. Students often complete the online assessment prior to
undertaking the subject selection process as part of a suite of evaluation methods chosen
by the school and sometimes combined with additional assessments such as the Morrisby
tool. Rather than focusing solely on academic requirements or specific career outcomes,
students may then be guided by the school to consider how different subject combinations
might align with their preferred ways of working. This approach has proven particularly
valuable during transition points where students must make decisions about specialisation
areas or post-secondary pathways, and the clusters have been incorporated into curriculum
design to aid in this process (Jerrabomberra High School, 2023).
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Established career development programmes have successfully incorporated the cluster
framework as a complementary language system without requiring restructuring of their
approaches. A youth-focused Tasmanian organisation supporting at-risk students through
work experience placements has integrated cluster language throughout their existing
programme structure. Staff receive training in the framework, and the organisation uses
cluster identification to enhance the strategic matching of students with appropriate

work experience opportunities. This integration approach demonstrates the framework’s
flexibility and compatibility with diverse programmatic approaches. Rather than requiring
organisations to abandon existing methodologies, the clusters provide additional structure
and vocabulary that can enhance the effectiveness of established practices.

In one-to-one career guidance settings, professionals have found the cluster framework
valuable for facilitating deeper exploration of career preferences and possibilities. A
rehabilitation counsellor working with young people who have experienced career-

limiting injuries described using the clusters to validate clients’ previous career choices
while simultaneously opening exploration of alternative pathways. When working with a
young person who had been pursuing manual trades work, the counsellor helped them
recognise their strong identification as a Maker, affirming their original career direction

and building self-efficacy. The conversation then progressed to explore other cluster
identifications, revealing potential career directions that could accommodate their changed
physical circumstances while maintaining alignment with their core work preferences. The
framework has also demonstrated effectiveness with neurodivergent individuals with whom
traditional interest-based approaches may not adequately capture the complexity of their
career development needs (Sattler, 2025). In these contexts, the cluster language provides
a way to separate work preferences from specific occupational titles, reducing the likelihood
that individuals will apply limiting assumptions or biases to their career exploration.

Industry bodies and educational institutions have utilised the cluster framework to create
transparency and accessibility in workforce development initiatives. Industry organisations
have mapped their workforce requirements to the cluster framework, enabling potential
workers who understand their cluster preferences to identify relevant opportunities using
familiar language. This approach has proven particularly valuable in industries where
technical terminology or traditional occupational classifications may create barriers to entry
or understanding; for example, the clusters were used as part of a Women in STEM project
to highlight opportunities in the geospatial industry (She Maps, 2025). Universities have
similarly mapped their degree offerings to the cluster framework, providing prospective
students with additional ways to understand how different academic programmes might
align with their work preferences. This mapping process helps bridge the gap between
academic study and future work applications, supporting more informed decision-making
about educational pathways.

The cluster framework has also been used to democratise career conversations within
family systems, addressing concerns about overwhelming family influence on young
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people’s career development (Haywood & Scullion, 2018). When family members complete
the cluster assessment themselves, they engage in reflection on their own career choices
and work preferences, creating a foundation for more informed discussions about career
possibilities. This approach has been undertaken in a variety of formats; in some cases,
schools will ask family members and students to complete the online CADI assessment

at the same time during an information session, which generally results in engaging and
illuminating conversations between family and student. In other formats, educators will
offer family members the option to take the assessment in their own time to increase
confidence in the model and support robust career conversations. The shared language
provides a structure for these conversations that focuses on work preferences rather than
specific occupational outcomes, potentially reducing conflict and enhancing understanding.

How does CADI help professionals and individuals?

Professionals have shared their experiences of how the CADI framework has demonstrated
its capacity to enhance career development practice through the provision of more

flexible and accessible language, and through their feedback we have identified three key
mechanisms through which this enhanced accessibility is achieved.

The cluster framework addresses a common challenge in career development: the
overwhelming nature of occupational choice when presented with extensive lists of specific
job titles. By condensing the complexity of career options into six key terms, CADI reduces
the cognitive load associated with career exploration and decision-making (Guyan, 2014).
This simplification may help prevent vocational identity foreclosure, where individuals

make premature career commitments to avoid the anxiety of extensive exploration, and
vocational identity diffusion, where individuals become overwhelmed and avoid making any
career-related decisions (Skorikov & Vondracek, 2011). The reduced complexity particularly
benefits family engagement in career conversations; as discussed in the individual guidance
and family engagement sections, when family members can engage with six accessible
concepts rather than navigating extensive occupational classifications, they are better
positioned to contribute meaningfully to career discussions.

Traditional approaches to career education often emphasise highly visible occupations while
rendering support and administrative roles invisible. This is demonstrated in the persistence
of visible roles (‘doctor’, ‘lawyer’, ‘sportsperson’) in the most quoted occupational
expectations of teenagers (OECD, 2025). The cluster framework addresses this limitation
by encouraging comprehensive representation of all ways of working within any given
context. For example, when primary schools arrange visits from emergency services, the
typical approach involves firefighters demonstrating equipment and discussing their roles.
A cluster-informed approach might involve the fire station sending representatives from
multiple clusters: a Maker (maintenance technician), a Coordinator (station manager),

a Guardian (firefighter), and a Linker (community liaison officer). This comprehensive
representation, as discussed in the workforce development section, helps individuals
understand the full ecosystem of roles within industries and organisations.
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The cluster framework employs person-first language that positions individuals as the
authors of their career narratives. Rather than defining people by occupational titles or
institutional categories, the clusters describe ways of working that individuals can choose
to identify with or move between throughout their careers, and this approach aligns with
principles of inclusive career development that emphasise individual agency (Arthur, 2024).
The person-first approach becomes particularly significant when working with populations
who may have experienced exclusion from traditional career pathways. By focusing on

how individuals prefer to work rather than what jobs they can access, the framework
centres capability and preference over external constraints or historical limitations, and this
positioning supports the development of authentic and sustainable career narratives that
reflect individual strengths and aspirations.

As a relatively recent development in career development practice, CADI requires further
empirical investigation to establish its long-term effectiveness and optimal applications.
The examples of framework application presented here are drawn from case studies
provided by educators, counsellors, and institutions who have implemented CADI within
their contexts, but systematic research is needed to examine its impact on career decision-
making processes, identity development, and career outcomes over time.

Beyond research needs, several practical limitations warrant consideration. While CADI
has been designed to be an inclusive framework, by its very nature it creates artificial
groupings of individuals which may lead to the development of in-group bias, out-group
exclusion, and the creation of new assumptions. The same aspects of SIT that simplify
the process could inadvertently cause new stereotypes to develop, and this risk should
be continually evaluated by those using the framework (Dunham, 2018). Additionally,
situations may arise where individuals’ cluster identification conflicts with existing career
plans or family expectations, particularly when cluster preferences differ from culturally
prescribed career paths, requiring careful facilitation to explore the complexity of career
motivation beyond work preferences. The framework’s emphasis on counsellor and
educator discretion, while strengths-based, also presents challenges in ensuring consistent
and appropriate application across different contexts and client populations.

As a practice-based framework developed through iterative implementation, CADI should

be understood as a living model that can evolve in response to user feedback and emerging
evidence. For instance, the current use of role-based nouns (Maker, Guardian, etc.) could
potentially be reconsidered in favour of action-based language (e.g., ‘making’, ‘caring’, ‘linking’)
to further emphasise dynamic ways of working rather than potentially fixed identity categories.
This flexibility to adapt language choices aligns with the framework’s core principle of
responsive design that serves diverse populations rather than constraining them. Non-linguistic
aspects of the clusters could also be developed to support those who rely more heavily on non-
linguistic cognitive processes; these could, for example, include the provision of visual tools
that align with the clusters and preferred ways of working which might be more suitable for
non-verbal neurodivergent individuals (Fedorenko & Varley, 2016; O'Rourke & Coderre, 2021).

55



Implications for research and policy

This work presents several implications for career development research and policy. Future
research could examine how professionals integrate linguistic frameworks into existing
approaches, with particular attention to cultural adaptation and effectiveness across diverse
populations. Longitudinal research examining relationships between cluster identification
and career satisfaction, adaptability, and wellbeing would provide valuable evidence about
long-term impacts. More broadly, researchers studying career development could benefit
from greater attention to linguistic frameworks and social identity processes, investigating
how language choices shape narrative construction and vocational identity formation across
demographic and socioeconomic contexts.

For policy makers, this work suggests the importance of considering language framework
choices in curriculum development and career guidance policy. This may require systematic
review of existing language structures and occupational classifications to identify potential
exclusionary effects and develop more inclusive alternatives. Similarly, professional
qualification providers should consider incorporating linguistic awareness and inclusive
language competencies into training frameworks for career development professionals.
Such policy attention to language choice could support more equitable career development
outcomes while advancing the profession’s social justice mission across educational,
counselling, and workforce development contexts.

Conclusion

This article demonstrates that language in career development practice shapes the
boundaries of what individuals perceive as possible within their professional trajectories.
Inherited linguistic frameworks, designed for administrative rather than developmental
purposes, can systematically constrain career possibilities, particularly for marginalised
groups. CADI offers a deliberate response to these limitations, providing an inclusive
framework that prioritises individual agency whilst maintaining accessibility across diverse
cultural contexts. The practical applications detailed in this article demonstrate that
inclusive language frameworks can be implemented across diverse contexts.

The broader significance of this work lies in positioning career development as a political
practice. By making visible how language can expand or constrain possibilities, this article
challenges us all to recognise our role not as neutral facilitators but as active participants
in either perpetuating or disrupting systems of linguistic exclusion. As the world of

work continues evolving rapidly, the need for adaptive, inclusive language frameworks
becomes increasingly urgent. The evidence suggests that inclusive language is essential
for advancing the profession’s capacity to serve its social justice mission, empowering
individuals to author career narratives that are both sustainable and authentically
representative of their unique engagement with the world of work.

56



References

Arnold, J. (2010). The congruence problem in John Holland’s theory of vocational
decisions. Journal of Occupational and Organizational Psychology, 77, 95-113. https://doi.

0rg/10.1348/096317904322915937

Aroles, J., Cecez-Kecmanovic, D., Dale, K., Kingma, S. F., & Mitev, N. (2021). New
ways of working (NWW): Workplace transformation in the digital age. Information and
Organization, 31(4), 100378. https://doi.org/10.1016/j.infoandorg.2021.100378

Arthur, N. (2005). Building from diversity to social justice competencies in international
standards for career development practitioners. International Journal for Educational and
Vocational Guidance, 5(2), 137-148. https://doi.org/10.1007/s10775-005-8791-4

Arthur, N. (2025). Culture-infused career counselling: Exploring narratives for context
and social justice. In M. McMahon & P. Abkhezr (Eds.), Narrative career counselling: From
theory to practice in diverse cultures and contexts (pp. 166-176). Routledge. https://doi.
0rg/10.4324/9781003441724-18

Arulmani, G. (2014). The cultural preparation process model and career development.
In G. Arulmani, A. J. Bakshi, F. T. L. Leong, & A. G. Watts (Eds.), Handbook of Career
Development (pp. 81-103). Springer. https://doi.org/10.1007/978-1-4614-9460-7_6

Athanasou, J. A. (2007). Assessment of children’s and adolescents’ career development.
In Skorikov, V. & Patton, W. (Eds.) Career development in childhood and adolescence (pp.
7-28). BRILL.

Athanasou, J. A. (2008). The intersection of vocational interests with employment and
course enrolments. Australian Journal of Career Development, 18(1), 8-16. https://doi.

org/10.1177/103841620901800103

Australian Bureau of Statistics. (2024, December 6). OSCA overview. https://www.abs.
gov.au/statistics/classifications/osca-occupation-standard-classification-australia/2024-
version-1-0/introduction

Behrend, C. R., Gétting, A., Kohlgriber, M., Pomares, E., & Wright, S. (2022).
Understanding future skills and enriching the skills debate (No. 3). European Commission.

Bisello, M., Maccarrone, V., & Fernandez-Macias, E. (2022). Occupational mobility,
employment transitions and job quality in Europe: The impact of the Great
Recession. Economic and Industrial Democracy, 43(2), 585-611. https://doi.
0org/10.1177/0143831X20931936

Bowles, S. M. (2008). Is congruence dead? An examination of the correlation between
Holland’s congruence and job satisfaction using improved methodology. (Publication No.
8517) [Doctoral dissertation, West Virginia University]. The Research Repository @ WVU.
https://researchrepository.wvu.edu/etd/8517/

57/



https://doi.org/10.1348/096317904322915937
https://doi.org/10.1348/096317904322915937
https://doi.org/10.1016/j.infoandorg.2021.100378
https://doi.org/10.1007/s10775-005-8791-4
https://doi.org/10.4324/9781003441724-18
https://doi.org/10.4324/9781003441724-18
https://doi.org/10.1007/978-1-4614-9460-7_6
https://doi.org/10.1177/103841620901800103
https://doi.org/10.1177/103841620901800103
https://www.abs.gov.au/statistics/classifications/osca-occupation-standard-classification-australia/2024-version-1-0/introduction
https://www.abs.gov.au/statistics/classifications/osca-occupation-standard-classification-australia/2024-version-1-0/introduction
https://www.abs.gov.au/statistics/classifications/osca-occupation-standard-classification-australia/2024-version-1-0/introduction
https://doi.org/10.1177/0143831X20931936
https://doi.org/10.1177/0143831X20931936
https://researchrepository.wvu.edu/etd/8517/

Brewer, M. B., & Gardner, W. (1996). Who is this ‘We’? Levels of collective identity and self
representations. Journal of Personality and Social Psychology, 71(1), 83-93. https://doi.

org/10.1037/0022-3514.71.1.83

Brown, D. (2016). Career information, career counseling, and career development (8th
ed.). Allyn and Bacon.

Burr, V. (2015). Social Constructionism (3rd ed.). Routledge. https://doi.
0rg/10.4324/9781315715421

Cardoso, P. M., Savickas, M. L., & Goncalves, M. M. (2021). Facilitating narrative change in
career construction counseling. Journal of Career Development, 48(6), 863-876. https://doi.
org/10.1177/0894845319898872

Chapman, R. (2020). Defining neurodiversity for research and practice. In H. Rosqvist,
N. Chown, & A. Stenning (Eds.), Neurodiversity Studies (pp. 218-220). https://doi.

0rg/10.4324/9780429322297-21

Dawis, R. V. (2005). The Minnesota theory of work adjustment. In S. D. Brown & R. W.
Lent (Eds.), Career development and counseling: Putting theory and research to work (pp.
3-23). John Wiley & Sons, Inc.

De Vos, A., Van der Heijden, B. I. J. M., & Akkermans, J. (2020). Sustainable careers:
Towards a conceptual model. Journal of Vocational Behavior, 117, 103196. https://doi.
org/10.1016/j.jvb.2018.06.011

Donald, W. E. (2024). Viewing academia as an exclusionary career ecosystem: Threats to
the career sustainability of disabled scholars. Disability & Society, 1-6. https://doi.org/10.1
080/09687599.2024.2360432

Donald, W. E., Van der Heijden, B. I. J. M., & Baruch, Y. (2024). Introducing a sustainable
career ecosystem: Theoretical perspectives, conceptualization, and future research agenda.
Journal of Vocational Behavior, 151, 103989. https://doi.org/10.1016/j.jvb.2024.103989

Donald, W. E., Van der Heijden, B. I. J. M., & Manville, G. (2024). (Re)framing sustainable
careers: Toward a conceptual model and future research agenda. Career Development
International, 29(5), 513-526. https://doi.org/10.1108/CDI-02-2024-0073

Doyle, N. (2020). Neurodiversity at work: A biopsychosocial model and the impact on
working adults. British Medical Bulletin, 135(1), 108-125.

Dunham, Y. (2018). Mere membership. Trends in Cognitive Sciences, 22(9), 780-793.
https://doi.org/10.1016/j.tics.2018.06.004

Earl, K. A. (2014). Interest congruence and job satisfaction: A quantitative review.
University of Illinois. (Publication No. 73031) [Thesis, University of Illinois]. IDEALS.
https://www.ideals.illinois.edu/items/73031

Eyles, E., Manley, D., & Jones, K. (2019). Occupied with classification: Which occupational
classification scheme better predicts health outcomes? Social Science & Medicine, 227, 56-62.
https://doi.org/10.1016/j.socscimed.2018.09.020



https://doi.org/10.1037/0022-3514.71.1.83
https://doi.org/10.1037/0022-3514.71.1.83
https://doi.org/10.4324/9781315715421
https://doi.org/10.4324/9781315715421
https://doi.org/10.1177/0894845319898872
https://doi.org/10.1177/0894845319898872
https://doi.org/10.4324/9780429322297-21
https://doi.org/10.4324/9780429322297-21
https://doi.org/10.1016/j.jvb.2018.06.011
https://doi.org/10.1016/j.jvb.2018.06.011
https://doi.org/10.1080/09687599.2024.2360432
https://doi.org/10.1080/09687599.2024.2360432
https://doi.org/10.1016/j.jvb.2024.103989
https://doi.org/10.1108/CDI-02-2024-0073
https://doi.org/10.1016/j.tics.2018.06.004
https://www.ideals.illinois.edu/items/73031
https://doi.org/10.1016/j.socscimed.2018.09.020

Fedorenko, E., & Varley, R. (2016). Language and thought are not the same thing:
Evidence from neuroimaging and neurological patients. Annals of the New York Academy of
Sciences, 1369(1), 132-153. https://doi.org/10.1111/nyas.13046

Fivush, R. (2011). The development of autobiographical memory. Annual Review of
Psychology, 62(1), 559-582. https://doi.org/10.1146/annurev.psych.121208.131702

Garibay, J. C. (2020). Can Holland’s person-environment fit theory produce troubling
outcomes for racial/ethnic underrepresented students in stem? An analysis of social agency.
JCSCORE, 6(2), 136-176. https:

Gatsby Charitable Foundation. (2021). Supporting visualisation of national and local labour
market opportunities (No. TD/TNC 149.624). Gatsby Charitable Foundation. https://www.
gatsby.org.uk/uploads/education/supporting-visualisation-of-labour-market-opportunities. pdf

Guyan, M. (2014). Designing for cognitive load. Training & Development, 41(2), 14-15.

Hammack, P. L. (2008). Narrative and the cultural psychology of identity. Personality and
Social Psychology Review, 12(3), 222-247. https://doi.org/10.1177/1088868308316892

Hanna, A., & Rounds, J. (2020). How accurate are interest inventories? A quantitative
review of career choice hit rates. Psychological Bulletin, 146(9), 765-796. https://doi.

org/10.1037/bul0000269

Haywood, H., & Scullion, R. (2018). ‘It’s quite difficult letting them go, isn’t it?’ UK parents’
experiences of their child’s higher education choice process. Studies in Higher Education,
43(12), 2161-2175. https://doi.org/10.1080/03075079.2017.1315084

Hoff, K., Wee, C., Song, C., Phan, W. M. J., & Rounds, J. (2018). Meta-analysis of vocational
interests and job satisfaction: Challenging a common belief. Academy of Management
Proceedings, 2018(1). https://doi.org/10.5465/AMBPP.2018.12220abstract

Holland, J. L. (1959). A theory of vocational choice. Journal of Counseling Psychology, 6(1),
35-45. https://doi.org/10.1037/h0040767

Hooley, T., Sultana, R., & Thomsen, R. (2021). Five signposts to a socially just approach
to career guidance. Journal of the National Institute for Career Education and Counselling,
47(1), 59-66. https://doi.org/10.20856/jnicec.4709

International Labour Organization. (2024). International standard classification of
occupations (ISCO). ILOSTAT. https://ilostat.ilo.org/methods/concepts-and-definitions/

classification-occupation/

Jerrabomberra High School. (2023). JHS curriculum design. https://jerra-h.schools.nsw.
gov.au/learning-at-our-school/the-jerra-journey/career-clusters.html

Jobs and Skills Australia. (2024). Occupations. Jobs and Skills Australia. https://www.
jobsandskills.gov.au/data/occupation-and-industry-profiles/occupations

Jones, L.K. Frank Parsons’ contribution to career counseling. Journal of Career
Development, 20(4), 287-294 (1994). https://doi.org/10.1007/BF02106301

59


https://doi.org/10.1111/nyas.13046
https://doi.org/10.1146/annurev.psych.121208.131702
https://doi.org/10.15763/issn.2642-2387.2020.6.2.136-176
https://www.gatsby.org.uk/uploads/education/supporting-visualisation-of-labour-market-opportunities.pdf 
https://www.gatsby.org.uk/uploads/education/supporting-visualisation-of-labour-market-opportunities.pdf 
https://doi.org/10.1177/1088868308316892
https://doi.org/10.1037/bul0000269
https://doi.org/10.1037/bul0000269
https://doi.org/10.1080/03075079.2017.1315084
https://doi.org/10.5465/AMBPP.2018.12220abstract
https://doi.org/10.1037/h0040767
https://doi.org/10.20856/jnicec.4709
https://ilostat.ilo.org/methods/concepts-and-definitions/classification-occupation/
https://ilostat.ilo.org/methods/concepts-and-definitions/classification-occupation/
https://jerra-h.schools.nsw.gov.au/learning-at-our-school/the-jerra-journey/career-clusters.html
https://jerra-h.schools.nsw.gov.au/learning-at-our-school/the-jerra-journey/career-clusters.html
https://www.jobsandskills.gov.au/data/occupation-and-industry-profiles/occupations
https://www.jobsandskills.gov.au/data/occupation-and-industry-profiles/occupations
https://doi.org/10.1007/BF02106301

Krzeminska, A., Austin, R. D., Bruyere, S. M., & Hedley, D. (2019). The advantages and
challenges of neurodiversity employment in organizations. Journal of Management &
Organization, 25(04), 453-463. https://doi.org/10.1017/jmo0.2019.58

LaPointe, K. (2010). Narrating career, positioning identity: Career identity as a narrative practice.
Journal of Vocational Behavior, 77(1), 1-9. https://doi.org/10.1016/j.jvb.2010.04.003

Lebrén-Cruz, A., & Orvell, A. (2023). I am what I am: The role of essentialist beliefs
and neurodivergent identification on individuals’ self-efficacy. Journal of Experimental
Psychology, 152(11), 2995-3001. https://doi.org/10.1037/xge0001457

Lent, R. W., & Brown, S. D. (2020). Career decision making, fast and slow: Toward an
integrative model of intervention for sustainable career choice. Journal of Vocational
Behavior, 120, 103448. https://doi.org/10.1016/j.jvb.2020.103448

Littman-Ovadia, H., Dubreuil, P., Meyers, M. C., & Freidlin, P. (2021). Editorial: VIA
character strengths: Theory, research and practice. Frontiers in Psychology, 12. https://doi.
org/10.3389/fpsyg.2021.653941

Ludwikowski, W. M. A., Schechinger, H. A., & Armstrong, P. I. (2020). Are interest
assessments propagating gender differences in occupations? Journal of Career Assessment,
28(1), 14-27. https://doi.org/10.1177/1069072718821600

McAdams, D. P., & McLean, K. C. (2013). Narrative identity. Current Directions in
Psychological Science, 22(3), 233-238. https://doi.org/10.1177/0963721413475622

Mcllveen, P., & Healy, M. (2024). Dialogical self. In M. McMahon & P. Abkhezr, Narrative Career
Counselling (3rd ed., pp. 84-93). Routledge. https://doi.org/10.4324/9781003441724-10

McLean, K. C., Pasupathi, M., & Pals, J. L. (2007). Selves creating stories creating selves: A
process model of self-development. Personality and Social Psychology Review, 11(3), 262-
278. https://doi.org/10.1177/1088868307301034

McMahon, M. (2024). Working with storytellers. In M. McMahon & P. Abkhezr, Narrative Career
Counselling (3rd ed., pp. 24-34). Routledge. https://doi.org/10.4324/9781003441724-4

OECD. (2025). The state of global teenage career preparation. OECD Publishing. https://doi.
org/10.1787/d5f8e3f2-en

O’Rourke, E., & Coderre, E. L. (2021). Implicit Semantic Processing of Linguistic and
Non-linguistic Stimuli in Adults with Autism Spectrum Disorder. Journal of Autism and
Developmental Disorders, 51(8), 2611-2630. https://doi.org/10.1007/s10803-020-04736-5

Reese, E., & Robertson, S.-]. (2019). Origins of adolescents’ earliest memories. Memory,
27(1), 79-91. https://doi.org/10.1080/09658211.2018.1512631

Sattler, L. (2025). Fostering sustainable career narratives with neurodivergent clients:
Introducing the cluster approach to the development of identity (CADI). Career Development
International, ahead-of-print(ahead-of-print). https://doi.org/10.1108/CDI-01-2025-0043

Sattler, L. T. (2024). CADI: A cluster approach to the development of identity. CADI
Alliance. https://doi.org/10.5281/zen0do.13766754

60


https://doi.org/10.1017/jmo.2019.58
https://doi.org/10.1016/j.jvb.2010.04.003
https://doi.org/10.1037/xge0001457
https://doi.org/10.1016/j.jvb.2020.103448
https://doi.org/10.3389/fpsyg.2021.653941
https://doi.org/10.3389/fpsyg.2021.653941
https://doi.org/10.1177/1069072718821600
https://doi.org/10.1177/0963721413475622
https://doi.org/10.4324/9781003441724-10
https://doi.org/10.1177/1088868307301034
https://doi.org/10.4324/9781003441724-4
https://doi.org/10.1787/d5f8e3f2-en
https://doi.org/10.1787/d5f8e3f2-en
https://doi.org/10.1007/s10803-020-04736-5
https://doi.org/10.1080/09658211.2018.1512631
https://doi.org/10.1108/CDI-01-2025-0043
https://doi.org/10.5281/zenodo.13766754

Savickas, M. L. (2020). Career construction theory and counselling model. In S. D. Brown
& R. W. Lent (Eds.), Career development and counseling: Putting theory and research to
work. John Wiley & Sons.

Savickas, M. L., Nota, L., Rossier, J., Dauwalder, J1.-P., Duarte, M. E., Guichard, J., Soresi,
S., Van Esbroeck, R., & Van Vianen, A. E. M. (2009). Life designing: A paradigm for career
construction in the 21st century. Journal of Vocational Behavior, 75(3), 239-250. https://
doi.org/10.1016/j.jvb.2009.04.004

She Maps. (2025). WISE: Promoting geospatial and space careers to female youth. She
Maps. https://shemaps.com/women-in-stem-and-entrepreneurship/

Skorikov, V. B., & Vondracek, F. W. (2011). Occupational identity. In S. J. Schwartz, K.
Luyckx, & V. L. Vignoles (Eds.), Handbook of Identity Theory and Research (pp. 693-714).
Springer. https://doi.org/10.1007/978-1-4419-7988-9_ 29

Su, R., Rounds, J., & Armstrong, P. I. (2009). Men and things, women and people: A meta-
analysis of sex differences in interests. Psychological Bulletin, 135(6), 859-884. https://
doi.org/10.1037/a0017364

Tajfel, H. (1974). Social identity and intergroup behaviour. Trends and Developments,

13(2). https://journals.sagepub.com/doi/abs/10.1177/053901847401300204

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In
Organizational Identity: A Reader.

Turner, J., & Reynolds, K. (2012). Self-categorization theory. In P. A. Van Lange, A. W.
Kruglanski, E. T. Higgins (Eds.) Self-categorization theory (Vol. 2, pp. 399-417). SAGE
Publications Ltd, https://doi.org/10.4135/9781446249222.n46

Viviers, S., Dionne, P., & Supeno, E. (2021). Guidance counsellors’ work as a transformative
activity: Supporting social justice through advocacy. British Journal of Guidance &
Counselling, 51(5), 1-16. https://doi.org/10.1080/03069885.2021.1946010

Winslade, J. (2011). Constructing a career narrative through the care of the self. In K.
Maree (Ed.), Shaping the story: A guide to facilitating narrative career counselling (pp. 48-
58). BRILL. https://doi.org/10.1163/9789004406162

Woijcik, A. (2023). EURES: Facilitating occupational mobility across transborder areas.
Transborder Economics. International Journal on Transborder Economics, Finance, Politics
and Statistics., 5(1), Article 1.

Zainudin, Z., Lee, W. R., Mohamad Nor, A., & Yusop, Y. (2020). The relationship of Holland
theory in career decision making: A systematic review of literature. Journal of Critical
Reviews, 7, 884-892. https://doi.org/10.31838/jcr.07.09.165



https://doi.org/10.1016/j.jvb.2009.04.004
https://doi.org/10.1016/j.jvb.2009.04.004
https://shemaps.com/women-in-stem-and-entrepreneurship/
https://doi.org/10.1007/978-1-4419-7988-9_29
https://doi.org/10.1037/a0017364
https://doi.org/10.1037/a0017364
https://journals.sagepub.com/doi/abs/10.1177/053901847401300204
https://doi.org/10.4135/9781446249222.n46
https://doi.org/10.1080/03069885.2021.1946010
https://doi.org/10.1163/9789004406162
https://doi.org/10.31838/jcr.07.09.165



