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In response to Emily Wapnick’s TED talk on being a “multipotentialite”.
https://www.ted.com/talks/emilie_wapnick_why_some_of_us_don_t_have_one_true_calling/transcript#t-728932
The ability to narrow down one’s choices in order to pick a suitable career – and be fulfilled by that career – can absolutely as Emily said, “keep us up at night”.
As far as exploring career readiness with a client similar to Emily, I am most concerned with why the client (similar to Emily) no longer feels fulfilled in a career after a period of time. I would want to use assessments to determine what is causing that “bored-ness”.  One assessment that came to my mind while thinking of this question, was the Adult Career Concerns Inventory (ACCI) (Super, 1988). The ACCI attunes to career development issues facing older and more mature clients by measuring career development stages on a 1-5 Likert scale. Then, scores can be used to identify the client’s constellation of life roles – or “what (Donald) Super referred to as the life structure” (Niles & Harris, 2017, p.40). By assessing the salience that a client attaches to their life roles, together, the client and counselor can begin assessing values and importance of interests. How do they all fit together? The Strong Interest Inventory is the most well-known and arguably valid interest inventory to be used with clients (Chartrand, Borgen, Betz, & Donnay, 2002). However, other inventories such as a Value-Sort activity as found on Harvard School of Education’s (2017) website thegoodproject.org, may be more appropriate for a client like Emily. The Value-Sort activity directs the client to read through 30 value cards and drag the cards to the scales ranging from least to most important. There are five scales with different allowances in value numbers. What is unique in this activity, is that it allows the client to see in black-and-white what they value as important in a job, and what they do not value. For a client like Emily, finding what they value (such as independence, recognition in one’s work, social concerns, etc.) and comparing them with their interests may help narrow down a career path that does not lead towards boredom or mental burnout. These new options and possibilities should all help relieve career anxiety and give the client a new perspective on how to choose and career based off multiple aspects of their interests and values.
When I see “career adaptability” I see a think of two things. First, Donald Super identified career adaptability as the career decision making readiness in adults (Super, 1990). Secondly, I see it as a synonym for a career flexibility, thus, a skill – an asset to be explored. One negative aspect of having a high level of career adaptability is that their resume often portrays this. Potential employers may view this adaptability as the inability to commit or settle down. However, as we saw in the TED talk, that is not the case. Therefore, using the Cognitive Information Processing Approach (CIP), the counselor can identify where the client currently is, where they want to go, together come up with an Individual Action Plan (IAP), and further, reflect on the plan – all through the implementation of the CASVE cycle (communication, analysis, synthesis, valuing, and execution) (Peterson, Sampson, & Reardon, 1991). Nonetheless, one of the most pertinent skills a counselor can employ with a client such as Emily, is the power of reframing. Showing your client how to reframe what looks like an undesirable quality (job-hopping) into a positive quality (a person with a wide-ranging skill set).  
Career development is viewed throughout life processes, and our career decisions reflects our attempts to translate our self-concepts into career terms (Super, 1990). Thus, to help a client with low career adaptability and maturity, we must look at the whole client. What does their life look like? What roles do they play in various settings? How do they feel about these roles? Using Donald Super’s Pie of Life exercise can be great at determining these questions, as well as a helpful visual tool to show the client where they are spending their time, and thus, what they are physically valuing the most. Then, the counselor can begin exploring salience, concerns, and potential possibilities. This can be done using the Career Development Assessment and Counseling (C-DAC) model. The C-DAC is useful in helping clients who are in the “exploration” stage of career development, identify career concerns in correlation with personality, interests, and values. Furthermore, the C-DAC 
“recognizes that, in an age of increasingly rapid cultural and economic change (McDaniels, 1989), no simple process of matching people and jobs can adequately meet the needs of individuals and society. It is built on the need to take into account the possibility, and the likelihood, of changes in individual needs, values, interests, and circumstances, and the changing nature of work, as people go through life” (Super, Osborne, Walsh, Brown, & Niles, 1992).
This methodology is especially relevant to a client such as Emily as it takes into account her whole picture and thus, assess her real needs.
I would also continue to help them reframe metacognitions about themselves that are controlling their decision making and leading to unhappy career choices. We would further work on the idea that individuality and multiple areas of expertise are in fact, assets that should be embraced and explored in the career decision making process. However, if they are unhappy with constant job switching, we would address this area. Maybe, what they require is a position with multiple roles, one with travel, one with the possibility of frequent promotion, etc? These are all areas to be addressed. They do not have to paint themselves as only “multipotentialite” – but as just who they are. I fully believe there is an occupation/ career out there for everyone.
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