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Abstract:

The aim of the present article is to purpose new career counselling perspectives for vulnerable workers in the time of COVID-19
recession. We summarize perspectives on vulnerable workers following a recently advanced taxonomy on the work precarity
framework characterized by three broad categories: precarity of work (i.e. fear and concern associated with the continuity of
employment), precarity at work (i.e. psychosocial or physical safety at work, including discrimination, harassment, and unsafe
working conditions), and precarity from work (i.e. uncertainty and insecurity due to maintaining employment that does not satisfy
the basic needs of workers). These three facets of precariousness are frequently experienced by vulnerable workers, and they
are related to poorer mental and physical health. The COVID-19 pandemic dramatically exacerbated this trend for vulnerable
workers. Thus, suggestions for mitigating the impact of the current crisis are presented. Our perspective deals with the psychology
of sustainability, sustainable development, and the psychology of working theory. In this framework, vocational psychologists
could reform and reorganize specific career counselling practices for vulnerable workers, promoting sustainable and decent work
and inclusivity. This could be achieved by applying four key points. 1) Enrich career counselling interventions with the processes
of self-identity, reflection, and reflexivity on what constitutes actual sustainability for vulnerable workers in terms of professional
and personal development. 2) Promote the use of an evidence-based methodology in accordance with the accountability
principles for the 21st century. 3) Advocate to enrich available services with positive primary preventive strength-based actions
and interventions through timely differentiated career counselling strategies. 4) Encourage applied research and practices to find
new ways to balance resources with evidence-based efficacy; for example, by using the power of the audience in group-based
life design counselling.
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Introduction: Precariousness and Vulnerable Workers in the Time of COVID-19

It has been more than a year since the COVID-19 pandemic began to necessitate life-altering
employment shifts around the globe (Blustein & Guarino, 2020; Kniffin, 2021). The outbreak of COVID-19
has triggered an economic shock whose impact will be felt through the years to come (Chowdhury et al.,
2021; Islam, 2021). In the labour market (and in society at large), the economic downturn is accelerating
the expansion of precarious work (Blustein et al., 2020a; Lai et al., 2021; Su et al., 2021) fuelled by various
other changes of the 21st century (i.e. globalization, automation, artificial intelligence) (Blustein et al.,
2019a, 2020a). The phenomenon of precarious work is a worldwide burden to the labour market,
characterized by the growth of a new class of workers without an anchor of stability: the global precariat
(Standing, 2011). In turn, millions of workers are facing unprecedented circumstances (e.g. unpredicted
job loss, involuntary flexible or part-time work, financial deprivation) that dramatically restrict their social
power and access to resources (Autin et al., 2020; Blustein et al., 2020b). This acceleration concerning the
instability of working and living conditions is associated with concordant psychological experiences of
uncertainty, insecurity, and chronic stress (Blustein et al., 2020b), putting workers’ mental and physical
health at risk (e.g. Ferry et al., 2021; Hensher, 2020; Hwang et al., 2021; Lopez-Garcia et al., 2019; Peird &
Tetrick, 2011; Saito et al., 2021). What is more, the precariousness in work and life domains seems to be
a key variable in determining higher levels of mental distress in those workers that experience job
insecurity (Urbini et al., 2020). At the same time, the current pandemic is exacerbating the structural
inequalities of the labour market that existed before the crisis (Blustein et al., 2019a). Consequently,
workers who were already vulnerable, marginalized, and discriminated against are those at higher risk,
and scholars have included them under the umbrella term of vulnerable workers (e.g. Blustein et al.,
2019a, 2019b; Restubog et al., 2021; Tamin et al., 2021). In this scenario, the psychology of working theory
(PWT; Blustein, 2006a; Duffy et al., 2016) has advanced a critical prospect enriching the key words of
Guichard (2009) with relevance to the labour market in relation to stable and peripheral workers. Primarily
the PWT identifies vulnerable workers in terms of peripheral workers. They are all the younger and older
workers, underemployed, unemployed, the poor, immigrants, ethnic minorities, and disabled people
(Blustein et al., 2014). Furthermore, Allan and colleagues (2021) have recently proposed a new
comprehensive taxonomy in the framework of the PWT (Blustein, 2006a; Duffy et al., 2016) that
differentiates between precarious work and work precarity. Precarious work includes objective job
features focused on conditions of uncertainty, insecurity, and instability in a) the continuance and amount
of work; b) remuneration; c) power/resources to advocate for rights; and d) safe physical or psychosocial
working conditions (Allan et al., 2021). In contrast, work precarity deals with employees’ subjective
perceptions of precarious work. Work precarity comprises three categories: precarity of work, precarity
at work, and precarity from work. Precarity of work includes internal states related to uncertainty and
insecurity about employees’ short and long-lasting occupational perspectives (e.g. fear of not becoming
reemployed; fear of unexpected organizational change; fear about maintaining a stable wage). Precarity
at work comprises employees’ subjective perceptions of uncertainty and instability in terms of workplace
security or safety, encompassing concerns about bodily harm, harassment, bullying, discrimination, and
social exclusion. Precarity from work includes uncertainty and instability arising from the psychological
consequences of holding a job that fails to provide basic needs for individuals and their families (Allan et
al., 2021).

According to PWT scholars (Allan et al., 2021; Blustein et al., 2020b), work precarity represents a construct
that may capture the subjective perspective of precariousness experienced by vulnerable workers.
Literature has shown that workers from the vulnerable groups are more likely to be excluded from the
labour force (Burgess & Connell, 2015), thus experiencing a progressive reduction of power and resources
that forces them to the margin (Fang & Gunderson, 2015) or even out of the labour market (Guichard,
2009). Additionally, the imbalances of systemic forces hinder vulnerable workers’ opportunities for stable
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employment to the point where finding a job is extremely unlikely (Blustein et al., 2020a). As a
consequence, nonstandard employment arrangements are becoming increasingly common among
vulnerable workers (Edmonds et al., 2021; Jetha et al., 2020; Panikkar & Barrett, 2021). Thus, the
dimension of precarity of work could describe in depth the psychological experience of vulnerable
workers, who could have suffered from work precarity even before precarious work became widespread.
Similarly, a growing number of studies have reported that vulnerable workers experience higher physical
workplace hazards (Brown et al., 2021). Results of several studies showed that Black People (Seabury et
al., 2017), Latinx (Sexsmith et al., 2021), older workers (Bravo et al., 2020), younger workers (Fraade-
Blanar et al.,, 2017), and immigrant workers (Brown et al., 2021) suffer more workplace injuries.
Furthermore, reflecting the wider society, the working milieu frequently recreates the hierarchy of power
and legitimizes racist or prejudicial behaviours (Allan et al., 2021; Blustein, 2019a). A growing number of
studies have reported that not only overt forms of racism but also microaggressions in the workplace are
related to perceptions of workplace discrimination and linked with poor mental health outcomes (DeCuir-
Gunby & Gunby, 2016; Erby et al., 2021). Microaggressions may exist among all vulnerable workers,
including ethnic minorities, women, sexual minorities, persons with disabilities, and religious minorities
(Metinyurt et al., 2021; Nadal, 2011; Pitcan et al., 2018). Therefore, the dimension of precarity at work
could also underline the internal experiences of vulnerable workers that are related to precarious work.
Lastly, vulnerable workers could also experience precarity from work. In fact, the jobs of vulnerable people
often fail to yield adequate remuneration (Edmonds et al., 2021; Panikkar & Barrett, 2021), leading to a
reduction in their economic and social stability related to housing, food, and relevant social relationships
(Autin et al., 2021).

In summary, vulnerable workers seem to be affected in unique ways by work precarity. Structural forces
that give rise to marginalization are exponentially worsened by the COVID-19 pandemic. Multiplicative
effects could deteriorate future perspectives for the stable employability of vulnerable workers (Hall,
2020; Coté et al., 2021). In light of this, strategies to cope with the current crisis should aim to project new
pathways for the sustainable inclusion and employment of vulnerable workers in line with the broader
efforts that promote work as a human right (Blustein et al., 2019a, 2019b). Following these principles, the
current article aims to propose new career counselling pathways to assist and empower vulnerable
workers facing the troubling time of the COVID-19 crisis.

Integrating Personal and Career Counselling with Sustainable Development: a Pathway to Promoting
Inclusivity and Decent Work for Vulnerable Workers

Recently, PWT researchers (Blustein, 2020a, 2020b) have called upon career development
specialists to advocate for new interventions and policies aimed at protecting vulnerable workers from
the current crisis (Autin et al., 2020). New opportunities could arise from the psychology of sustainability
and sustainable development (Di Fabio, 2017a, 2017b; Di Fabio & Rosen, 2018), a novel approach that
integrates psychological sciences and the framework of sustainability. The psychology of sustainability
and sustainable development adheres to the United Nations (UN) 17 Sustainable Development Goals (UN,
2021), and it is aimed to foster well-being in any kind of environment promoting strengths. Maree and Di
Fabio (2018) have pointed out the pillars for career counselling interventions in the landscape of the
psychology of sustainability and sustainable development. This approach follows life design counselling
principles (Savickas, 2015), emphasizing the importance of the personal meaning in line with Guichard’s
(2009) self-construction theory and Savickas’s (2015) career construction theory, and adheres to the
principles of the PWT (Blustein, 2006a; Duffy et al., 2016). The objective of the career counselling
interventions inspired by psychological sustainability is to promote sustainable career-life projects (Maree
& Di Fabio, 2018) through reflection (i.e. a retrospective thinking that allow people to focus in deep and
bring to the present memories, experiences and cognitions) and reflexivity (i.e. a prospective second-
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order cognitive process of strong self-conscious evaluation of alternate ways of acting in the future) on
what constitutes actual sustainability and harmonization (Di Fabio & Tsuda, 2018). This refers to goals and
opportunities that are anchored to authentic interests, values, and meanings for individuals (Maree & Di
Fabio, 2018). Such an approach complies with the entangled nature of personal and career counselling
(Blustein, 2006b), analyzing “subjective” elements (“stories”) in addition to “objective” elements
(“scores”) (Maree & Di Fabio, 2018).

In this regard, reflection and reflexivity are central components of the career counselling intervention
through which people are guided to discover meaning via their stories and narratives (Di Fabio et al.,
2019). Reflection and reflexivity on the sustainability of career-life projects are analysed using two axes
of psychological reflection (Di Fabio, 2017a). The vertical axis encompasses reflexivity through a temporal
perspective, and it attempts to understand “where | come from”, enables the consciousness of “where |
am”, and continues towards “where | will go” (Di Fabio, 2017a). The horizontal axis comprises reflexivity
towards a spatial perspective, and it ranges from an egoistic or self-centred position (i.e. gain for the self)
to an altruistic or meta-centric position (i.e. gain for others) (Di Fabio, 2017a; Maree, 2013), exploring
different balances between these positions (Di Fabio, 2017b; Di Fabio & Tsuda, 2018). Di Fabio and Svicher
(2021) have advanced the coordinates for sustainable career-life projects for vulnerable workers. The
coordinates include decent work on the temporal axis (i.e. “where vulnerable workers are going” with
regards to career paths and professional planning) and inclusivity on the spatial axis as a meta-centric
position to shorten the distance between vulnerable people and the labour market. Subsequently, Di
Fabio and Svicher (2021) have provided a theoretical analysis on the real sustainability of this project.
Here we propose a critical reflection for career development practitioners who aim to help vulnerable
workers to project a sustainable career-life pathway that is able to protect them from work precarity.

Decent work represents the temporal coordinate of sustainable career-life projects for vulnerable
workers. It is in line with the International Labour Organization (2008), the UN Universal Declaration of
Human Rights (1948), the PWT Decent Work Agenda (Blustein et al., 2019a), and the 17 UN Sustainable
Development Goals (2021) which include decent work as the milestone to prevent and eradicate
inequalities in the labour market. Decent work is also the inverse of the conceptualizations of precarious
work (Duffy et al., 2016; Allan et al., 2021). It describes the condition in which individuals are capable of
fulfilling non-precarious jobs (Allan et al., 2021). Moreover, PWT researchers (Blustein et al., 20193,
2019b; Duffy et al., 2016, 2019, 2020) have conceptualized that once individuals access decent work, they
not only satisfy their basic needs but also become capable of promoting well-being through career and
life domains (Duffy et al., 2016). Thus, characteristics of decent work associated with well-being could
protect vulnerable workers from work precarity. However, as noted by Allen and colleagues (2021), no
study has investigated the relationship between decent work, precarious work, and work precarity. Future
research is thus needed to expand knowledge on these relationships.

Inclusivity (Blustein et al., 2019b) is the coordinate on the spatial axis of sustainable career-life projects
for vulnerable workers. It is consistent with the PWT perspective (Blustein, 2006a; Duffy et al., 2016). The
PWT researchers have introduced an inclusive psychological practice to assess the ways in which
individuals and systems can change, namely the sources of agentic action (Blustein et al., 2019b). In this
context, reflexivity could enrich the analysis of sources of agentic action by evaluating their real
sustainability (i.e. finding the right balance between investing less or more than overall available resources
for vulnerable workers in terms of individual, environmental, and social welfare resources) (Di Fabio &
Svicher, 2021). Agentic action is classified by PWT researchers via three clusters (Blustein et al., 2019b).
Critical reflection and action is the first cluster, which analyses the systemic causes of injustice enshrined
in covert or overt aspects of the society. Proactive engagement is the second cluster, which evaluates the
individual level of work volition, proactive personality, and career adaptability. The third cluster is social
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support and community engagement, which deals with accounting for the levels of community support
and organizing (Blustein et al., 2019b). Furthermore, the psychology of sustainability and sustainable
development (Di Fabio & Rosen, 2018) could provide career counselling practitioners with other
instruments to expand the analysis of the sources of agentic action. Harmonization (i.e. gaining authentic
aims via the concept of balance) and the process of self-attunement (identifying the most vital objectives
for a life of true meaning) could deserve special attention.

Overall, the psychology of sustainability and sustainable development could allow career counselling
practitioners to move with the client towards narratives of meanings that encompass decent work and
inclusivity (Blustein et al., 2019b). Furthermore, they could apply additional sustainable career and self-
management strategies to support vulnerable workers (Di Fabio & Svicher, 2021; Svicher & Di Fabio, 2021)
in coping with work precarity and revitalizing as well as regenerating psychological strengths and
resources.

Linking Together Positive Primary Prevention Addressed Towards Revitalizing Strength, Sustainability,
and Social Justice as a New Challenge for Career Counselling

Career counselling professionals should begin thinking about how to deal with the immediate and long-
term consequences of the COVID-19 crisis for vulnerable workers, especially in the area of work precarity
(Autin et al., 2020; Blustein et al., 2020a, 2020b). A sustainable career-life project for vulnerable workers
(Di Fabio & Svicher, 2021) could be the starting point to propose new programmes of career counselling
interventions tailored for this marginalized population. In a broader way, such a programme has to
strengthen the approach for career counselling in the 21st century. The COVID-19 crisis has exacerbated
the trends of the contemporary labour market that have already been underway for vulnerable workers
(e.g. Blustein et al., 2019a, 2020a, 2020b; Kniffin, 2021; Tamin et al., 2021). Accordingly, career counselling
interventions for the 21st century follow the principles of life design counselling that apply narrative
counselling (Savickas, 2011) and dialogue interaction (Guichard, 2016) to assist individuals in dealing with
the new challenges of the contemporary labour market, basically considering the pillars of the PWT
(Blustein, 2006a; Duffy et al., 2016).

Maree and Di Fabio (2018) have built upon this integrated approach by answering the call of Blustein and
colleagues (2005) to develop a synergistic link between qualitative and quantitative methodologies (i.e.
obtaining objective results without losing the subjective component of the client’s stories) and enriching
the life design counselling with a new quali+quanti perspective. The quali+quanti procedure combines the
use of validated and reliable instruments to assess individuals’ scores (quantity) with stories in a
framework of qualitative analysis of subjective meanings (quality). Thus, following a quali+quanti
approach, here we propose the phases for a career counselling intervention based on our sustainable
career-life project for vulnerable workers, encapsulating decent work and inclusivity as the main
coordinates of reflexivity.

As a general route, we link Guichard’s (2016) taxonomy for interventions in the 21st century (i.e.
information, guidance, and dialogue) and the life design approach (Savickas et al., 2009) with the PWT
(Blustein, 2006a; Duffy et al., 2016). We then enrich them via psychological sustainability principles for
vulnerable workers (Di Fabio, 2017a; Di Fabio & Rosen, 2020; Di Fabio & Svicher, 2021) and a positive
strength-based primary preventive framework (Di Fabio & Blustein, 2016; Di Fabio & Kenny, 2016a, 2016b,
Di Fabio & Saklofske, 2021).

It is worth noting that before providing any type of career intervention for vulnerable workers, it is
necessary to carefully evaluate their circumstances (Blustein et al., 2020a). Thus, the first assessment
phase should encompass the evaluation of individual characteristics, such as family composition, financial
condition, and education level, as well as individual strengths and growth horizons of vulnerable workers
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(Blustein et al., 2020a). The assessment of work precarity framework deserves particular attention during
this phase and represents a valuable point of view to evaluate the vulnerable workers’ job conditions.
According to Allan et al. (2021), precarious work is composed of five main characteristics: 1) temporary
work, 2) involuntary part-time work, 3) economic insecurity and low wages, 4) lack of workplace
protections/rights/power, and 5) physically/psychologically unsafe workplaces. Similarly, precarity of, at,
and from work (Allan et al., 2021) are composed of different facets. Precarity of work encompasses job
insecurity, employment insecurity, and workplace uncertainty (Allan et al., 2021). Precarity at work deals
with a lack of psychosocial safety, workplace social rejection, workplace discrimination, and alienation
(Allan et al.,, 2021). Precarity from work involves poverty-wage employment, perceived income
inadequacy, and lack of need satisfaction (Allan et al., 2021). This assessment phase should also include
other relevant characteristics dealing with vulnerable workers’ job conditions, such as decent work (Duffy
et al., 2017) and occupational fatigue (Winwood et al., 2005).

The second phase is the information intervention, in which career counselling practitioners provide
significant and reliable information concerning the labour market (Guichard, 2016). This phase could be
expanded by also providing wide-ranging and detailed information about social benefits and rights
provided to national and regional governments for vulnerable workers (Autin et al., 2020). It could also
be relevant to evaluate in depth the severity of work precarity experienced by vulnerable workers, since
work precarity facets are associated with poorer mental health (Blustein & Guarino, 2020). Job insecurity
was found to be associated with depression, anxiety, and burnout (Benach et al., 2014; Sverke & Hellgren,
2002; Llosa et al., 2018). Workplace uncertainty has been related to lower well-being (Pollard, 2001).
Deprivation of basic needs has been linked with poorer quality of life (Gildner et al., 2019). Thus,
depending on the assessment results, in this phase, practitioners could facilitate access for vulnerable
workers to psychological assistance services provided by public welfare systems or non-profit
organizations (Autin et al., 2020).

The third phase is the guidance intervention, which aims to develop individuals’ employability via the
construction of adaptable vocational self-concepts (Guichard, 2016). In this phase, the element to be
considered is the meaning that individuals seek to give to their vocational self-concepts (Guichard, 2016).
According to the PWT, a job in line with decent work characteristics is the main determinant that allows
the attainment of meaningful work (Duffy et al., 2016). Thus, in exploring the vocational self-concepts of
clients, the career counselling specialist could propose an analysis of the factors that are reducing or
facilitating access to decent work (Di Fabio & Blustein, 2016). This analysis could be conducted through
an evaluation of the psychological sustainability coordinates for vulnerable workers (decent work and
inclusivity for each client). The reflective grid for sustainability could be used (Di Fabio, 2017a). The grid
enables reflection on the following dimensions: sustainability or no sustainability; crisis of sustainability
or no crisis of sustainability; some sustainability or some crisis of sustainability; and neither sustainability
nor crisis of sustainability (Di Fabio, 2017a).

The fourth phase is the dialogue intervention, which helps individuals to construct their life meanings (i.e.
reflecting on what individuals want to achieve in their lives and careers, including past and future goals)
(Guichard, 2016). This phase could be expanded via the meaning paradigm (Di Fabio & Blustein, 2016) and
psychological narratives of meaning (Savickas, 2011). The meaning paradigm allows the passage from a
motivational to a meaning perspective, opening the possibility of supporting the coherence, direction,
significance, and belonging that sustain the construction of career-life projects (Di Fabio, 2017a; Di Fabio
& Blustein, 2016). Positive psychological narratives of meaning are built upon Savickas’s (2011) concept
of “storied self” intervention and facilitate workers in constructing and developing optimal stories,
starting with particular real-life work events (i.e. “from facts”) and terminating with a focus on
relationships and details of meaning (“from perception of the facts” and “from success experience”,
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respectively). Concurrently, a positive strength-based primary preventive action cannot be missed in this
phase (Di Fabio et al., 2018; Di Fabio & Kenny, 2018; Di Fabio & Saklofske, 2021). Positive strength-based
primary preventive actions could be included: acceptance of change (Di Fabio & Gori, 2016),
intrapreneurial self-capital (Di Fabio, 2014b), and life-project reflexivity (Di Fabio et al., 2018). Acceptance
of change intervention belongs with the propensity to accept rather than escape from changes, since
acceptance is considered a source of well-being (Di Fabio & Gori, 2016). Intrapreneurial self-capital
intervention refers to facing recurrent career challenges by advancing creative new answers and shaping
the environmental constraints into resources (Di Fabio, 2014b). Lastly, life project reflexivity intervention
is aimed to inspire reflexivity regarding the individual’s future in career-life projects by examining three
components: projectuality, authenticity, and no acquiescence (Di Fabio et al., 2018).

The last phase deals with assessing the effectiveness of results obtained through career counselling
interventions by applying, right before and after the intervention, specific narrative tools, such as the
Future Career Autobiography (Rehfuss, 2009), the Life Adaptability Qualitative Measure (Di Fabio, 2015),
the Career Counselling Innovative Outcomes coding system (Di Fabio, 2016), and the Qualitative
Subjective ldentity Forms Systems Evaluation for Future (Di Fabio & Mcllveen, 2018). At the same time,
as reported in the quali+quanti approach, adequate quantitative instruments have to be implemented;
for example, the Authenticity Scale (Wood et al., 2008), the Work and Meaning Inventory (Steger et al.,
2012), and the Life Project Reflexivity Scale (Di Fabio et al., 2018). The phases of our programme are
summarized in figure 1, whereas instruments available for each phase are displayed in table 1.

From this perspective, the COVID-19 crisis could be used as an opportunity to advance a new vision for
reinforced career counselling based on a quali+quanti approach (Maree & Di Fabio, 2018) specifically
tailored for vulnerable workers. This new vision also asks for advocating for future-specific welfare
policies. A synergy between policy makers, institutions, career counsellor researchers, and practitioners
seems to be the highway to promoting inclusivity for vulnerable workers. Career counsellors have to
advocate that governments advance specific resources and policies, making the labour market fair for
vulnerable workers. Career counsellor researchers and practitioners also have to enforce effective and
efficient interventions, helping policy makers and institutions to have clear scientific evidence of the
effectiveness of interventions and cost-effective practices in favour of vulnerable workers to help them
to better cope with the enormous challenges of the current labour market.

Proposal for Reforming and Reorganizing Career Counselling for Vulnerable Workers

The COVID-19 crisis has increasingly restricted access to stable jobs for vulnerable workers, providing
them with fewer resources and less power (Blustein et al., 2020a, 2020b). Both social security and the
ability of vulnerable workers to advocate for their rights have dramatically decreased (Allan et al., 2021).
In this context, career specialists should embrace a critical point of view and collectively advocate for
provisions of social services to vulnerable workers (Blustein et al., 2019a, 2020a, 2020b). The current crisis
has also deteriorated the financial resources of governments (Green & Loualiche, 2021). Thus, feasible
partnerships between governments and career counselling specialists have to follow a sustainable balance
in terms of cost-effectiveness. Using this principle, we (re)organize a career counselling strategy for
vulnerable workers to enrich available services, proposing four steps.

First, new career counselling interventions must also provide interventions specifically tailored for
vulnerable workers, taking into consideration the complex features of the contemporary labour market
as a specific target (Di Fabio & Svicher, 2021). As mentioned above, these tailored interventions have to
include the counselling taxonomy for interventions in the 21st century (Guichard, 2016), the life design
approach (Savickas et al., 2009), and the PWT (Blustein, 2006; Duffy et al., 2016) perspectives linked with
the psychological sustainability principles for vulnerable workers (Di Fabio, 2017a; Di Fabio & Svicher,
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2021) and positive strength-based primary preventive actions (Di Fabio et al., 2018; Di Fabio & Kenny,
2018; Di Fabio & Saklofske, 2021).

Second, the use of an evidence-based methodology is needed to ensure a valid balance in terms of cost-
effectiveness following an accountability perspective (Whiston, 1996, 2001). The accountability principles
for the 21st century have generated career counselling guidelines for a methodologically sound approach
in both qualitative and quantitative frameworks (Di Fabio, 2014c). The ten guidelines are the following. 1)
Use the Pillar of Accountability, characterized by a focus on community-service cost, effectiveness of
interventions, and evidence-based practices (Whiston, 1996, 2001). 2) Recognize measuring effectiveness,
combining multiple measures to assess the outcomes of career counselling interventions (i.e. the
application of multiple measures to measure multiple perspectives) (Di Fabio, 2014c; Whiston, 1996,
2008). 3) Apply the new framework for the 21st century consistently with the recent progress in career
counselling intervention assessment, moving from “scores” to “scores and stories” (Di Fabio & Maree,
2012, 2013). 4) Adhere to a quali+quanti perspective to evaluate narrative career counselling
interventions (Rehfuss, 2009). 5) Implement recently developed qualitative measures to capture the
client’s narrative of change (Rehfuss, 2009; Rehfuss & Di Fabio, 2012). 6) Use the recently developed
gualitative measures more congruently with the outcomes of postmodern narrative interventions (e.g.
the concepts of personal life meaningfulness or the concept authentic self) (Bernaud, 2013; Di Fabio, 2015,
2016). 7) Require established methodologies of intervention (Whiston, 1996, 2001) to be capable of
assessing the accountability principles of decreasing costs of intervention to retain their effectiveness. 8)
Develop different outcome criteria to assess the effectiveness of goal interventions based on the new
taxonomy of Guichard (2016) (i.e. information, guidance, and dialogue). 9) Provide new solutions for
enriching career management and life management with a positive psychology perspective based on
fostering individual strengths and self-attunement (e.g. positive information, positive guidance, and
positive dialogue) (Di Fabio, 2014a). 10) Measure the effectiveness of interventions through different
positive psychology approaches, taking into account both the hedonic (Watson et al., 1988) and
eudaemonic (e.g. Ryan & Deci, 2001; Ryff & Singer, 2008) approaches.

Third, it is necessary to also advocate to expand the use of positive strength-based primary preventive
actions (Di Fabio et al., 2018; Di Fabio & Kenny, 2018; Di Fabio & Saklofske, 2021) to enhance the available
career counselling services and interventions for vulnerable workers. Positive strength-based primary
preventive actions and interventions tailored for vulnerable workers could be a promising path to
improving inclusivity while also answering to the social justice principle. Primary prevention could be
particularly effective in the long term, providing vulnerable workers with higher resilience to cope with
the psychological and environmental burden that they frequently face (Blustein et al., 2019a; Di Fabio &
Saklofske, 2021; Wilson et al., 2019). This goal could also be achieved by planning specific training for
career counselling professionals or professionals already employed in the currently available services to
enhance specific skills concerning positive preventive strength-based interventions for vulnerable
workers. Similarly, this strategy could be applied early via the overall student population of high schools
and universities.

Fourth, it is important to encourage and advocate for more research to find effective methods to better
cope with the costs of career counselling services and interventions in general, including specific services
for vulnerable workers. In this vein, group-based life design counselling (Di Fabio & Maree, 2012) could
open up new perspectives. Group-based life design counselling is a group intervention in the life design
perspective that uses the power of the audience technique (Di Fabio & Maree, 2012). This group
intervention is one-to-one career counselling in the setting of an audience group. After explaining the
group’s rules, the career counsellor starts working with a client in the group and then proceeds with the
next client, allowing participants to pay attention and provide wisdom to each other, drawing participants
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into the counselling process (Di Fabio & Maree, 2012). The career counsellor guides the clients to respond
to specific stimuli by applying exercises that each member of the group carries out (Di Fabio & Maree,
2012). Through this process, self-discovery, personal growth, meaning-making, and decision-making are
respectively mediated (Di Fabio & Maree, 2012). Hence, each participant is simultaneously a client of the
one-to-one career counselling intervention and afterward a listener of the career counselling intervention
of other participants. Moreover, individual members can also gain meaning in their lives by reflecting
upon the shared individual experiences of each different member, which is referred to as the “power of
the audience” (Di Fabio & Maree, 2012). In the course of the intervention, career construction and life
designing are promoted via a participative disposition (Di Fabio & Maree, 2012). It is therefore a one-to-
one career counselling intervention reinforced by the power of the audience in a group context with
relative cost containment.

Conclusions

Precarious work and work precarity are long-lasting occurrences in vulnerable workers (Allan et
al., 2021; Autin et al., 2020; Blustein et al., 2019a). The current global economic crisis has illuminated the
fact that vulnerable workers experience increasing pressure from multiple structural barriers that obstruct
their stable employment. Career counselling researchers and practitioners can take an ethical position to
help vulnerable workers advocating for their rights to stable and decent work. Researchers and
practitioners can also start to reform career counselling interventions to help vulnerable workers in
designing more sustainable, decent, and inclusive lives. To this end, psychological sustainability principles
could illuminate this pathway by having as main objectives decent work and inclusivity for vulnerable
workers. Under the light of sustainability, it is possible to combine the counselling forms for interventions
in the 21st century using life design and the psychology of working approach with positive primary
preventive strength-based actions and interventions. Furthermore, guidelines for accountability related
to career counselling may make this path more viable by improving the balance between the costs and
effectiveness of career counselling interventions also specifically tailored for vulnerable workers.

References

Allan, B. A., Autin, K. L, & Wilkins-Yel, K. G. (2021). Precarious work in the 21st century: A
psychological perspective.  Journal  of  Vocational  Behavior, 126, 103491.
https://doi.org/10.1016/].jvb.2020.103491

Autin, K. L., Blustein, D. L., Ali, S. R., & Garriott, P. O. (2020). Career Development Impacts of COVID-
19: Practice and Policy Recommendations. Journal of Career Development, 47(5), 487-494.
https://doi.org/10.1177/0894845320944486

Benach, J., Vives, A., Amable, M., Vanroelen, C., Tarafa, G., & Muntaner, C. (2014). Precarious
Employment: Understanding an Emerging Social Determinant of Health. Annual Review of
Public Health, 35(1), 229-253. https://doi.org/10.1146/annurev-
publhealth-032013-182500

Bernaud, J. L. (2013). Career counseling and life meaning: A new perspective life designing for
research and applications. In A. Di Fabio & K. Maree (Eds.), Psychology of career counseling:
New challenges for a new era. Nova Science Publishers.

Blustein, D. L. (2006a). The psychology of working: A new perspective for career development,
counseling and public policy. New York, NY: Routledge.

1485


https://doi.org/10.18844/cjes.v17iSI.1.6676

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Blustein, D.L. (2006b). The Psychology of Working: A New Perspective for Counseling, Career
Development, and Public Policy. Lawrence Erlbaum Associates.

Blustein, D. L. (2011). A relational theory of working. Journal of Vocational Behavior, 79(1), 1-17.
https://doi.org/10.1016/j.jvb.2010.10.004

Blustein, D. L. (2019). The importance of work in an age of uncertainty: The eroding work
experience in America. Oxford University Press.

Blustein, D. L., DeVoy, J., Connors-Kellgren, A., & Olle, C. (2014). Self-construction in an unstable world:
Guichard's theory in the era of the great recession. In A. Di Fabio & J. Bernaud (Eds.), Century:
A Festschrift for Jean Guichard (pp. 75-86). Nova Science Publishers.

Blustein, D.L., Duffy, R., Ferreira, J.A., Cohen-Scali, V., Cinamon, R.G., and Allan, B.A. (2020a).
Unemployment in the time of COVID-19: A research agenda. Journal of Vocational
Behavior 119, 103436. https://doi.org/10.1016/j.jvb.2020.103436.

Blustein, D. L., & Guarino, P. A. (2020). Work and Unemployment in the Time of COVID-19: The
Existential Experience of Loss and Fear. Journal of Humanistic Psychology, 60(5), 702-709.
https://doi.org/10.1177/0022167820934229

Blustein, D. L., Perera, H. N., Diamonti, A. J., Gutowski, E., Meerkins, T., Davila, A., Erby, W., &
Konowitz, L. (2020b). The uncertain state of work in the U.S.: Profiles of decent work and
precarious work. Journal of Vocational Behavior, 122, 103481.
https://doi.org/10.1016/j.jvb.2020.103481

Blustein, D. L., Kenny, M. E., Di Fabio, A., & Guichard, J. (2019a). Expanding the Impact of the
Psychology of Working: Engaging Psychology in the Struggle for Decent Work and Human
Rights. Journal of Career Assessment, 27(1), 3-28.
https://doi.org/10.1177/1069072718774002

Blustein, D. L., Kenny, M. E., Autin, K., & Duffy, R. (2019b). The Psychology of Working in Practice:
A Theory of Change for a New Era. The Career Development Quarterly, 67(3), 236-254.
https://doi.org/https://doi.org/10.1002/cdq.12193

Bravo, G., Viviani, C., Lavalliere, M., Arezes, P., Martinez, M., Dianat, I., Braganga, S., & Castellucci,
H. (2020). Do older workers suffer more workplace injuries? A systematic review.
International Journal of Occupational Safety and Ergonomics, 1-30.
https://doi.org/10.1080/10803548.2020.1763609

Brown, S., Brooks, R. D., & Dong, X. S. (2021). Injury inequalities among U.S. construction workers.
Journal  of  Occupational  and  Environmental Hygiene, 18(4-5), 159-168.
https://doi.org/10.1080/15459624.2021.1888958

Chowdhury, E. K., Khan, I. I, & Dhar, B. K. Catastrophic impact of Covid-19 on the global stock
markets and economic activities. Business and Society Review.
https://doi.org/https://doi.org/10.1111/basr.12219

Coté, D., Durant, S., MacEachen, E., Majowicz, S., Meyer, S., Huynh, A.-T., Laberge, M., & Dubé, .
(2021). A rapid scoping review of COVID-19 and vulnerable workers: Intersecting occupational
and public health issues. American Journal of Industrial Medicine, 64(7), 551- 566.
https://doi.org/https://doi.org/10.1002/ajim.23256

1486


https://doi.org/10.18844/cjes.v17iSI.1.6676

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

DeCuir-Gunby, J. T., & Gunby, N. W. (2016). Racial Microaggressions in the Workplace: A Critical Race
Analysis of the Experiences of African American Educators. Urban Education, 51(4), 390-
414. https://doi.org/10.1177/0042085916628610

Di Fabio, A. (2014a). The new purposeful identitarian awareness for the twenty-first century:

Valorize themselves in life construction from youth to adult to late adulthood. In A. Di Fabio & J.-

L. Bernaud (Eds.), The Construction of the Identity in the 21st Century: A Festschrift for Jean
Guichard (pp. 157-168). Nova Science Publishers.

Di Fabio, A. (2014b). Intrapreneurial Self-Capital: A New Construct for the 21st Century. Journal of
Employment Counseling, 51(3), 98-111.  https://doi.org/https://doi.org/10.1002/j.2161-
1920.2014.00045.x

Fabio, A. (2014c). Career counselling and positive psychology in the 21 st century: New constructs
and measures for evaluating the effectiveness of intervention. Journal of Counsellogy, 1,

193-213.
Di Fabio, A. (2015). Life Adaptability Qualitative Assessment (Laqua). In K. Maree & A. D. Fabio (Eds.),
Exploring New Horizons in Career Counselling: Turning Challenge into Opportunities (pp. 43-

61). Sense Publishers. https://doi.org/10.1007/978-94-6300-154-0 3

Di Fabio, A. (2016). Life Design and Career Counseling Innovative Outcomes. The Career Development
Quarterly, 64(1), 35-48. https://doi.org/https://doi.org/10.1002/cdq.12039

Di Fabio, A. (2017a). The psychology of sustainability and sustainable development for well-being
in organizations. Frontiers in Psychology, 8(SEP), 1534.
https://doi.org/10.3389/fpsyg.2017.01534

Di Fabio, A. (2017b). Positive healthy organizations: Promoting well-being, meaningfulness, and
sustainability in organizations. Frontiers in Psychology, 8(NOV), 1938.
https://doi.org/10.3389/fpsyg.2017.01938

Di Fabio, A., & Blustein, D. L. (2016). Editorial: From Meaning of Working to Meaningful Lives: The
Challenges of Expanding Decent Work. Frontiers in  Psychology, 7(1119).
https://doi.org/10.3389/fpsyg.2016.01119

Di Fabio, A., & Gori, A. (2016). Developing a New Instrument for Assessing Acceptance of Change.
Frontiers in Psychology, 7(802). https://doi.org/10.3389/fpsyg.2016.00802

Di Fabio, A., & Kenny, M. E. (2016a). Promoting Well-Being: The Contribution of Emotional
Intelligence. Frontiers in Psychology, 7(1182). https://doi.org/10.3389/fpsyg.2016.01182

Di Fabio, A., & Kenny, M. E. (2016b). From Decent Work to Decent Lives: Positive Self and
Relational Management (PS&RM) in the Twenty-First Century. Frontiers in Psychology, 7(361).
https://doi.org/10.3389/fpsyg.2016.00361

Di Fabio, A., & Kenny, M. E. (2018). Intrapreneurial self-capital: A key resource for promoting  well-
being in a shifting work landscape. Sustainability (Switzerland), 10(9), 3035.
https://doi.org/10.3390/su10093035

Di Fabio, A., & Maree, J. G. (2012). Group-based Life Design Counseling in an Italian context. Journal
of Vocational Behavior, 80(1), 100-107.  https://doi.org/10.1016/j.jvb.2011.06.001

Di Fabio, A., & Maree, J. G. (Eds.) (2013). Psychology of career counseling: New challenges fora new
era. Festschrift in honour of Prof. Mark Savickas. Nova Science Publishers

1487


https://doi.org/10.18844/cjes.v17iSI.1.6676

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Di Fabio, A., Maree, J. G., & Kenny, M. E. (2018). Development of the Life Project Reflexivity Scale:
A New Career Intervention Inventory. Journal of Career Assessment, 27(2), 358-370.
https://doi.org/10.1177/1069072718758065

Di Fabio, A., & Mcllveen, P. (2018). Qualitative SIFS Evaluation for Future (QSEF) Coding System. In A. Di
Fabio & J.-L. Bernaud (Eds.), Narrative Interventions in Post-modern Guidance and Career
Counseling: A Review of Case Studies and Innovative Qualitative Approaches (pp. 231-242).
Springer International Publishing. https://doi.org/10.1007/978-3-
319-98300-4_13

Di Fabio, A., & Rosen, M. A. (2020). Opening the Black Box of Psychological Processes in the Science
of Sustainable Development: A New Frontier. European Journal of Sustainable Development
Research, 2(4), 47. https://doi.org/10.20897/ejosdr/3933

Di Fabio, A., & Svicher, A. (2021). The Psychology of Sustainability and Sustainable Development:
Advancing Decent Work, Inclusivity, and Positive Strength-Based Primary Preventive
Interventions for Vulnerable Workers. Frontiers in Psychology, 12(2946).
https://doi.org/10.3389/fpsyg.2021.718354

Di Fabio, A., & Tsuda, A. (2018). The psychology of Harmony and Harmonization: Advancing the
perspectives for the psychology of sustainability and sustainable development. Sustainability
(Switzerland), 10(12), 4726. https://doi.org/10.3390/su10124726

Duffy, R. D., Blustein, D. L., Diemer, M. A., & Autin, K. L. (2016). The Psychology of Working Theory.
Journal of Counseling Psychology, 63(2), 127-148. https://doi.org/10.1037/cou0000140

Duffy, R. D., Allan, B. A., England, J. W., Blustein, D. L., Autin, K. L., Douglass, R. P., Ferreira, J., & Santos,
E. J. R. (2017). The development and initial validation of the Decent Work Scale.  Journal of
Counseling Psychology, 64(2), 206-221. https://doi.org/10.1037/cou0000191

Duffy, R. D., Kim, H. J.,, Gensmer, N. P., Raque-Bogdan, T. L., Douglass, R. P., England, J. W., &
Buyukgoze-Kavas, A. (2019). Linking decent work with physical and mental health: A
psychology of working perspective [Article]. Journal of Vocational Behavior, 112, 384-395.
https://doi.org/10.1016/j.jvb.2019.05.002

Duffy, R. D., Kim, H. J., Allan, B. A., & Prieto, C. G. (2020). Predictors of decent work across time: Testing
propositions from Psychology of Working Theory [Article]. Journal of Vocational  Behavior, 123,
Article 103507. https://doi.org/10.1016/].jvb.2020.103507

Edmonds, A. T., Sears, J. M., O'Connor, A., & Peckham, T. (2021). The role of nonstandard and
precarious jobs in the well-being of disabled workers during workforce reintegration.
American Journal of Industrial Medicine, 64(8), 667-679.
https://doi.org/https://doi.org/10.1002/ajim.23254

Erby, W., Smith, C., Blustein, D., & Davila, A. (2021). Chapter 1: Racism and the Future of Work. Career
Planning & Adult Development Network, 37(2), 167-170.

Ferry, F., Bunting, B., Rosato, M., Curran, E., & Leavey, G. (2021). The impact of reduced working on
mental health in the early months of the COVID-19 pandemic: Results from the  understanding
society COVID-19 study. Journal of  Affective Disorders, 287, 308-315.

https://doi.org/10.1016/j.jad.2021.03.042

1488


https://doi.org/10.18844/cjes.v17iSI.1.6676

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Fisher, J., Languilaire, J.-C., Lawthom, R., Nieuwenhuis, R., Petts, R. J., Runswick-Cole, K., & Yerkes,
M. A. (2020). Community, work, and family in times of COVID-19. Community, Work &  Family,
23(3), 247-252. https://doi.org/10.1080/13668803.2020.1756568

Fraade-Blanar, L. A, Sears, J. M., Chan, K. C. G., Thompson, H. J., Crane, P. K., & Ebel, B. E. (2017).
Relating Older Workers' Injuries to the Mismatch Between Physical Ability and Job
Demands. Journal of occupational and environmental medicine, 59(2), 212-221.
https://doi.org/10.1097/JO0M.0000000000000941

Gildner, T. E., Liebert, M. A., Capistrant, B. D., D'Este, C., Snodgrass, J. J., & Kowal, P. (2019).

Perceived Income Adequacy and Well-being Among Older Adults in Six Low- and Middle-Income

Countries. The journals of gerontology. Series B, Psychological sciences and social sciences, 74(3),
516-525. https://doi.org/10.1093/geronb/gbw145

Green, D., & Loualiche, E. (2021). State and local government employment in the COVID-19 crisis.
Journal of Public Economics, 193, 104321. https://doi.org/10.1016/j.jpubeco.2020.104321

Guichard, J. (2009). Self-constructing. Journal of Vocational Behavior, 75(3), 251-258.
https://doi.org/https://doi.org/10.1016/j.jvb.2009.03.004

Guichard, J. (2016). Reflexivity in life design interventions: Comments on life and career design
dialogues. Journal of Vocational Behavior, 97, 78-83.
https://doi.org/10.1016/j.jvb.2016.08.001

Kenny, M. E., Blustein, D. L., & Meerkins, T. M. (2018). Integrating Relational Perspectives in Career
Counseling Practice. The Career Development Quarterly, 66(2), 135-148.
https://doi.org/https://doi.org/10.1002/cdq.12128

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. P., Bakker, A. B., et al. (2021). COVID-
19 and the workplace: Implications, issues, and insights for future research and  action. Am.
Psychol. 76, 63—77. doi: 10.1037/amp0000716

Hensher, M. (2020). Covid-19, unemployment, and health: time for deeper solutions? BMJ, 371, m3687.
https://doi.org/10.1136/bmj.m3687

Hwang, H., Hur, W. M., & Shin, Y. (2021). Emotional exhaustion among the South Korean
workforce before and after COVID-19. Psychology and Psychotherapy: Theory, Research and
Practice, 94(2), 371-381. https://doi.org/10.1111/papt.12309

International Labour Organization (2008)./LO Declaration on Social Justice for a Fair
Globalization.https://www.ilo.org/wcmsp5/groups/public/—dgreports/—
cabinet/documents/genericdocument/wcms 371208.pdf

Islam, A. M. (2021). Impact of Covid-19 pandemic on global output, employment and prices: an
assessment. Transnational Corporations Review, 13(2), 189-201.
https://doi.org/10.1080/19186444.2021.1936852

Jetha, A., Martin Ginis, K. A., Ibrahim, S., & Gignac, M. A. M. (2020). The working disadvantaged: the role
of age, job tenure and disability in precarious work. BMC Public Health, 20(1), 1900.
https://doi.org/10.1186/s12889-020-09938-1

Lai, H., Khan, Y. A., Thaljaoui, A., Chammam, W., & Abbas, S. Z. (2021). COVID-19 pandemic and
unemployment rate: A hybrid unemployment rate prediction approach for developed and
developing countries of Asia. Soft Computing. https://doi.org/10.1007/s00500-021-

05871-6

1489


https://doi.org/10.18844/cjes.v17iSI.1.6676
https://www.ilo.org/wcmsp5/groups/public/%E2%80%94dgreports/%E2%80%94cabinet/documents/genericdocument/wcms_371208.pdf
https://www.ilo.org/wcmsp5/groups/public/%E2%80%94dgreports/%E2%80%94cabinet/documents/genericdocument/wcms_371208.pdf
https://www.ilo.org/wcmsp5/groups/public/%E2%80%94dgreports/%E2%80%94cabinet/documents/genericdocument/wcms_371208.pdf
https://www.ilo.org/wcmsp5/groups/public/%E2%80%94dgreports/%E2%80%94cabinet/documents/genericdocument/wcms_371208.pdf

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Lépez-Garcia, J. R., Garcia-Herrero, S., Gutiérrez, J. M., Mariscal, M. A, & Topa, G. (2019).
Psychosocial and Ergonomic Conditions at Work: Influence on the Probability of a
Workplace Accident. BioMed Research International, 2019, 2519020.
https://doi.org/10.1155/2019/2519020

Maree, J. G. (2013). Counselling for career construction: Connecting life themes to construct life
portraits. Turning pain into hope. Sense.

Maree, J. G.,, & Di Fabio, A. (2018). Integrating personal and career counseling to promote
sustainable development and change. Sustainability (Switzerland), 10(11), 4176.
https://doi.org/10.3390/su10114176

Metinyurt, T., Haynes-Baratz, M. C., & Bond, M. A. (2021). A systematic review of interventions to
address workplace bias: What we know, what we don't, and lessons learned. New Ideas in
Psychology, 63, 100879. https://doi.org/https://doi.org/10.1016/j.newideapsych.2021.100879

Morgan, J., & Farsides, T. (2009). Measuring Meaning in Life. Journal of Happiness Studies, 10(2),
197-214. https://doi.org/10.1007/s10902-007-9075-0

Nadal, K. L. Y. (2011). Responding to racial, gender, and sexual orientation microaggressions in the
workplace. In M. A. Paludi, C. A. Paludi, Jr., & E. R. DeSouza (Eds.), Praeger handbook on
understanding and preventing workplace discrimination (pp. 23-32). Praeger/ABC-CLIO.

Panikkar, B., & Barrett, M.-K. (2021). Precarious Essential Work, Immigrant Dairy Farmworkers, and
Occupational Health Experiences in Vermont. International Journal of Environmental
Research and Public Health, 18(7), 3675. https://doi.org/10.3390/ijerph18073675

Paterson-Young, C. (2021). Covid-19: emerging needs for unemployed and economically inactive
individuals. Community, Work & Family, 1-5.
https://doi.org/10.1080/13668803.2021.1931032

Peird, J. M., & Tetrick, L. (2011). Occupational Health Psychology. In J. C. Quick and L. E. Tetrick (Eds.),
IAAP Handbook of Applied Psychology (pp. 292-315). Routledge/Taylor and Francis.
https://doi.org/10.1002/9781444395150.ch12

Pitcan, M., Park-Taylor, J., & Hayslett, J. (2018). Black Men and Racial Microaggressions at Work. The
Career Development Quarterly, 66(4), 300-314.
https://doi.org/https://doi.org/10.1002/cdq.12152

Pollard, T. M. (2001). Changes in mental well-being, blood pressure and total cholesterol levels during
workplace reorganization: The impact of uncertainty. Work & Stress, 15(1), 14-28.
https://doi.org/10.1080/02678370110064609

Rehfuss, M. C. (2009). The future career autobiography: A narrative measure of career intervention
effectiveness. The Career Development Quarterly, 58(1), 82-90.  https://doi.org/10.1002/j.2161-
0045.2009.tb00177.x

Rehfuss, M. C., & Di Fabio, A. (2012). Validating the Future Career Autobiography as a Measure of
Narrative Change. Journal of Career Assessment, 20(4), 452-462.
https://doi.org/10.1177/1069072712450005

Restubog, S. L. D., Deen, C. M., Decoste, A., & He, Y. (2021). From vocational scholars to social  justice
advocates: Challenges and opportunities for vocational psychology research on the
vulnerable workforce. Journal of Vocational Behavior, 126, 103561.
https://doi.org/https://doi.org/10.1016/j.jvb.2021.103561

1490


https://doi.org/10.18844/cjes.v17iSI.1.6676

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Ryan, R. M., & Deci, E. L. (2001). On happiness and human potentials: a review of research on  hedonic
and eudaimonic well-being. Annu Rev Psychol, 52, 141-166.
https://doi.org/10.1146/annurev.psych.52.1.141

Ryff, C. D., & Singer, B. H. (2008). Know Thyself and Become What You Are: A Eudaimonic
Approach to Psychological Well-Being. Journal of Happiness Studies, 9(1), 13-39.
https://doi.org/10.1007/s10902-006-9019-0

Saito, S., Tran, H. T. T., Qi, R., Suzuki, K., Takiguchi, T., Ishigami, K., Noto, S., Ohde, S., & Takahashi,
O. (2021). Psychological impact of the state of emergency over COVID-19 for non-
permanent workers: a Nationwide follow-up study in Japan. BMC Public Health,21(1), 334.

https://doi.org/10.1186/s12889-021-10401-y

Savickas, M. L. (2005). The theory and practice of career construction. In S. D. Brown & R. W. Lent
(Eds.), Career development and counselling: Putting theory and research to work (pp. 42-70).
John Wiley & Sons.

Savickas, M. L., Nota, L., Rossier, J., Dauwalder, J.-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/https://doi.org/10.1016/j.jvb.2009.04.004

Savickas, M. L. (2011). Career counselling. American Psychological Association.
Savickas, M.L. (2015). Life-Design Counseling Manual. Vocopher.

Seabury, S. A, Terp, S., & Boden, L. I. (2017). Racial And Ethnic Differences In The Frequency Of
Workplace Injuries And Prevalence Of Work-Related Disability. Health affairs (Project  Hope),
36(2), 266-273. https://doi.org/10.1377/hlthaff.2016.1185

Sexsmith, K., Palacios, E. E., Gorgo-Gourovitch, M., & Huerta Arredondo, |. A. (2021). Latino/a
Farmworkers’ Concerns about Safety and Health in the Pennsylvania Mushroom Industry.
Journal of Agromedicine, 1-14. https://doi.org/10.1080/1059924X.2021.1935374

Steger, M. F., Dik, B. J., & Duffy, R. D. (2012). Measuring Meaningful Work:The Work and Meaning
Inventory (WAMI). Journal of Career Assessment, 20(3), 322-337.
https://doi.org/10.1177/1069072711436160

Steger, M. F., Frazier, P., Kaler, M., & Oishi, S. (2006). The meaning in life questionnaire: Assessing
the presence of and search for meaning in life. Journal of Counseling Psychology, 53(1),
80-93. https://doi.org/10.1037/0022-0167.53.1.80

Su, C.-W., Dai, K., Ullah, S., & Andlib, Z. (2021). COVID-19 pandemic and unemployment dynamics
in European economies. Economic  Research-Ekonomska IstraZivanja, 1-13.
https://doi.org/10.1080/1331677X.2021.1912627

Sverke, M., Hellgren, J., & Na&swall, K. (2002). No security: A meta-analysis and review of job
insecurity and its consequences. Journal of Occupational Health Psychology, 7(3), 242- 264.
https://doi.org/10.1037/1076-8998.7.3.242

Svicher, A., & Di Fabio, A. (2021). Job Crafting: A Challenge to Promote Decent Work for Vulnerable
Workers. Frontiers in Psychology, 12(1827). https://doi.org/10.3389/fpsyg.2021.681022

Standing, G. (2011). The Precariat: The New Dangerous Class. Bloomsbury USA Academic

1491


https://doi.org/10.18844/cjes.v17iSI.1.6676

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Tamin, J., Samuel, O., Suraya, A., Ebuenyi, I. D., Naicker, N., & Rajput-Ray, M. (2021). Vulnerable
workers and COVID-19: Insights from a survey of members of the international ~ commission for
occupational health. International Journal of Environmental Research and Public Health,
18(1), 1-15, 346. https://doi.org/10.3390/ijerph18010346

United Nations Declaration of Human Rights (1948). UN General Assembly, Universal Declaration
of Human Rights. http://www.refworld.org/docid/3ae6b3712c.html

United Nations (2021). Transforming our world: the 2030 Agenda for Sustainable Development.
https://sdgs.un.org/2030agenda

Urbini, F., Lo Presti, A., Chirumbolo, A., & Callea, A. (2020). Two is worse than one: the mediating

role of precariousness of life in the association between qualitative job insecurity and  distress

among ltalian temporary employees. Electronic Journal of Applied Statistical Analysis, 13(3),
634-651. https://doi.org/10.1285/i20705948v13n3p634

Watson, D., Clark, L. A., & Tellegen, A. (1988). Development and Validation of Brief Measures of Positive
and Negative Affect: The PANAS Scales. Journal of Personality and Social Psychology, 54, 1063-
1070. http://dx.doi.org/10.1037/0022-3514.54.6.1063

Whiston, S. C. (1996). Accountability Through Action Research: Research Methods for  Practitioners.
Journal of Counseling & Development, 74(6), 616-623.
https://doi.org/https://doi.org/10.1002/j.1556-6676.1996.tb02301.x

Whiston, S. C. (2001). Selecting career outcome assessments: An organizational scheme. Journal of
Career Assessment, 9(3), 215-228. https://doi.org/10.1177/106907270100900301

Whiston, S. C. (2008). Principles and applications of assessment in counseling (3rd ed.). Brooks/Cole.

Wilson, C. A,, Plouffe, R. A., Saklofske, D. H., Di Fabio, A., Prince-Embury, S., & Babcock, S. E. (2019).
Resiliency Across Cultures: A Validation of the Resiliency Scale for Young Adults . Journal of
Psychoeducational Assessment, 37(1), 14-25. https://doi.org/10.1177/0734282917740017

Winwood, P. C., Winefield, A. H., Dawson, D., & Lushington, K. (2005). Development and

Validation of a Scale to Measure Work-Related Fatigue and Recovery: The Occupational Fatigue

Exhaustion/Recovery Scale (OFER). Journal of Occupational and Environmental ~ Medicine, 47(6),
594-606. https://doi.org/10.1097/01.jom.0000161740.71049.c4

Wood, A. M., Linley, P. A., Maltby, J., Baliousis, M., & Joseph, S. (2008). The authentic personality:
A theoretical and empirical conceptualization and the development of the Authenticity Scale.
Journal of Counseling Psychology, 55(3), 385-399. https://doi.org/10.1037/0022-
0167.55.3.385

1492


https://doi.org/10.18844/cjes.v17iSI.1.6676
http://www.refworld.org/docid/3ae6b3712c.html
https://sdgs.un.org/2030agenda

Di Fabio, A., & Svicher, A. (2022). Precariousness in the time of COVID-19: A turning point for reforming and reorganizing career counselling for
vulnerable workers. Cypriot Journal of Educational Science. 17(5), 1477-1494. https://doi.org/10.18844/cjes.v17iS1.1.6676

Figure 1. Phases of the proposal for career counselling interventions tailored vulnerable workers

PHASE 1: ASSESSMENT PHASE

Evaluation of individual characteristics (Blustein et al., 2020a)
Family composition
Financial condition
+ Education level
Individual strengths and growth horizons

Assessment of work precarity (Allan et al., 2021)
Precarious work
- Temporary work
- Involuntary part-time work
- Economic insecurity and low wages
- Lack of workplace protections/rights/power
- Physically/psychologically unsafe workplaces
Precarity of work
- Jobinsecurity
- Employment insecurity
- Workplace uncertainty
Precarity from work
- Poverty-wage employment
- Perceived income inadequacy
- Lack of need satisfaction

Assessment of vulnerable workers’ job conditions
«  Decent work (Duffy et al., 2017)
«  Occupational fatigue (Winwood et al., 2005)

v
PHASE 2: INFORMATION INTERVENTION (Guichard, 2016)

« Provide significant and reliable information concerning the labour market (Guichard, 2016)
Expanded by

« Provide information on social benefits and rights for vulnerable workers
« Evaluate possible mental healt issue related to work precarity (Allan et al., 2021)
« Facilitate possible requests for psychological assistance

v
PHASE 3: GUIDANCE INTERVENTION (Guichard, 2016)

Develop clients’employability via the construction of adaptable vocational self-concepts (Guichard, 2016)
Expanded by

Evaluation of the psychological sustainability coordinates for vulnerable workers (decent work and inclusivity for each client)
(Di Fabio, 2017a; 2017b; Di Fabio & Svicher, 2021)

PHASE 4: DIALOGUE INTERVENTION (Guichard, 2016)

+ Helps individuals to construct their life meanings (Guichard, 2016)
Expanded by

The meaning paradigm (Di Fabio & Blustein, 2016)

Psychological narratives of meaning (Savickas, 2011)

Positive strength-based primary preventive actions (Di Fabio et al., 2018; Di Fabio & Kenny, 2018; Di Fabio & Saklofske, 2021)
- Acceptance of change (Di Fabio & Gori, 2016)
- Intrapreneurial self-capital (Di Fabio, 2014b)
- Life-project reflexivity (Di Fabio et al., 2018)

PHASE 5: ASSESSING THE EFFECTIVENESS OF RESULTS

Assessing the effectiveness of results obtained through career counselling interventions by applying the quali+quanti ap-
proach (specific narrative tools and adequate quantitative instrumenta (Maree & Di Fabio, 2018)
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Table 1. Tools implemented in each phase of the proposal for career counselling interventions tailored vulnerable workers

Phase Tools

Decent Work Scale (DWS; Duffy et al., 2017)

1. Assessment phase
Occupational Fatigue Exhaustion Recovery (OFER) Scale (Winwood et al., 2005, 2006)

3. Guidance intervention Grid for sustainability (Di Fabio, 2017a)

Narrative tools
Future Career Autobiography (FCA) (Rehfuss, 2009)
Life Adaptability Qualitative Measure (LAQuA) (Di Fabio, 2015)
Career Counselling Innovative Outcomes coding system (CCIO) (Di Fabio, 2016)

Qualitative Subjective Identity Forms Systems Evaluation for Future (QSEF) (Di Fabio & Mcllveen,
2018)

Quantitative instruments
4. Dialogue intervention Authenticity Scale (AS) (Wood et al., 2008)
Work and Meaning Inventory (WAMI) (Steger et al., 2012)
Positive strength-based primary preventive actions
Acceptance of Change Scale (ACS) (Di Fabio & Gori, 2016)
Intrapreneurial Self-Capital Scale (ISCS) (Di Fabio, 2014b)
Life-Project Reflexivity Scale (LPRS) (Di Fabio et al., 2018)

Acceptance of Change Scale (ACS) (Di Fabio & Gori, 2016)

5. Assessing the effectiveness of

Re-administer the scale using in phase 4
---results
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