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be generalizable to those who are different in race, language, acculturation, and
geography. Career counselors must take into consideration the characteristics of
a career instrument’s norming group. They must seek out research supporting its
relevance to their targeted population and engage in a thorough analysis of the
implications of intervening with this particular instrument with their particular
group.

Earlier in this chapter, we emphasized the importance of comparing and
contrasting the make up of a test’s norming group with a client’s demographic
profile. Often, counselors must make subjective decisions regarding the
relevance of a particular career inventory or technique and its applicability to
their current client population. Frequently, few guidelines are offered to
determine when a client’s characteristics are too divergent for use with a
particular career assessment tool.

Leung (1996) offered six guidelines for career assessment with ethnic
minorities that may be applicable for special testing populations in general.
First, counselors must have adequate training in multicultural counseling,
including awareness of the most recent research on cross-cultural assessment for
ethnic minorities. Second, test selection must ensue only after client needs are
thoroughly assessed and related to the purpose, structure, norms, psychometric
properties, and limitations of each instrument. Third, assessment of the cultural
histories of minority clients must recognize the large within-group differences
generic to each ethnic group. Fourth, counselors must be aware of the client’s
verbal and nonverbal responses when test data are presented to ensure proper
test interpretations by each client. Fifth, assessment data, scores, and individual
item responses can be used as stimuli to promote further exploration of the
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client’s career development. Finally, career assessment can serve to empower
clients to take control of their lives through the role they play and the choices
they make in the career counseling process.

Some commonly used instruments already discussed in this chapter that have
some research supporting their potential appropriateness with multicultural
populations include the SII, SDS, My Vocational Situation, and Career Maturity
Inventory (Leung, 1996). Other instruments that may prove useful when
working with multicultural populations are acculturation inventories such as the
Cross-Cultural Adaptability Inventory (Kelley & Myers, 1995) and the Suinn—
Lew Asian Self-Identity Acculturation Scale (Suinn, Rickard-Figueroa, Lew, &
Vigil, 1987).

Authors: Colleen Kelley and Judith Meyers
Availability: Cross-Cultural Adaptability Inventory
Pearson Assessments
5601 Green Valley Dr.
Bloomington, MN 55437
(800) 627-7271
(800) 632-9011 (fax)

http://pearsonassessments.com

Finally, one other instrument that may be applicable not only to multicultural
clients but also to those populations with varying degrees of physical,
emotional, verbal, and cognitive limitations is the Wide Range Interest and
Opinion Test.

Wide Range Interest and Opinion Test
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career decision-making process, understand how their anxiety contributes to
career indecisiveness, and assess their ability to differentiate between their own
perceptions of career options and the influences of significant others. A
workbook serves as an adjunct to the test and provides exercises to assist
individuals in identifying and working through dysfunctional thought patterns
that get in the way of career choice (Sampson, Peterson, Lenz, Reardon, &
Saunders, 1996b). The instrument is meant to be self-administered and self-
scored, but professional assistance is recommended to double check the scoring

and to aid the client in interpretation (Fontaine, 1999).

Authors: James Sampson, Gary Peterson, Janet Lenz, Robert Reardon, and
Denise Saunders
Availability: Career Thoughts Inventory
Psychological Assessment Resources, Inc.
P.O. Box 998
Odessa, FL 33556
(800) 899-8378 http://www.parinc.com

One other instrument not specifically linked to the cognitive information
processing model but used to help assess career decision-making status is the

My Vocational Situation inventory.

My Vocational Situation

The My Vocational Situation was developed for people Grade 9 through adult to
assess three potential problem areas in career decision making: vocational
identity, personal or environmental barriers, and the need for information or

training. The instrument is self-administered and self-scored (Kapes & Mastie,
2002).

Authors: John Holland, Denise Daiger, and Paul Power
Availability: My Vocational Situation

Consulting Psychologists Press Inc.

1055 Joaquin Rd., 2nd floor

Mountain View, CA 94043

(800) 624-1765

http://cpp.com

Roe’s Theory

Anne Roe (1956) developed a psychoanalytic theory of career development and
career choice based on human needs related to early childhood experiences. A
person’s attachment history with his or her parents were thought to shape his or
her personal and relational preferences (e.g., attitudes, interests, abilities, desire
for closeness) in adulthood, especially in influencing one’s vocational choice.
An important theme of Roe’s work was the assumption that as a result of his or
her upbringing, a person develops a relational life pattern either toward other
people or away from them. Occupations were then grouped according to these
criteria as either person oriented or non—person oriented (Roe, 1956). The
former highlighted occupational classifications such as service, business contact,
organization, general culture, and arts and entertainment. Non-person-oriented
categories included positions in science, technology, and the outdoors (e.g.,

farming, forestry). Roe created a two-dimensional career classification system
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different constructs than other instruments available to career counselors, the
CBI may be most useful as a complement to other traditional interest and ability
assessments (Walsh, 1995).

Availability: CBI
Consulting Psychologists Press Inc.
3803 E. Bayshore Rd.
P.O. Box 10096
Palo Alto, CA 94303
(800) 624-1765
http://cpp-db.com

SIDEBAR 6.5 Self-Awareness 2: Krumboltz

“You are working as a career counselor in a community college. You had four sessions with Alex, who is
21 years old, unemployed with no work history, and Caucasian and from an affluent family. You follow
Krumboltz’s learning theory of career counseling in session and completed the CBI with the client. You
discover that the client has unrealistic beliefs about careers. He wants to put forth little effort and make
few to no changes, is motivated to maximize free time as well as income, and views most jobs as
undesirable. His resistance is very frustrating for you. How would you engage in self-care inside and out
of the session to be proactive with managing your countertransference?

Cognitive Information Processing Theory

The cognitive information processing theory model was developed to help
adolescents and adults achieve an optimal level of career problem-solving and
decision-making skills in support of their career choices (Peterson, Sampson,
Peterson, Reardon, & Lenz, 2003). Career choice is viewed as a problem-
solving activity through new learning in the areas of self-knowledge,

occupational knowledge, information processing abilities (decision-making
skills), and metacognitive awareness. Learning is also emphasized in a seven-
step counseling sequence: initial interview, preliminary assessment, problem
definition and analysis, goal formulation, individual learning plan creation,
execution of the learning plan, and a review—generalization phase of treatment
(Sampson, Reardon, Peterson, & Lenz, 2003). In this model, career-related
problems are viewed as gaps between an existing situational state and an ideal
one. For example, one common type of gap may be a client’s struggle between
knowing he or she has to make a job choice and then feeling he or she has in
fact made an appropriate one; however, a preliminary assessment of client
readiness is necessary before problem-related activities begin in the cognitive
information processing approach. An additional element of cognitive
information processing is to reserve expensive staff resources for those with
more complex needs and allow clients with high levels of readiness to engage in
self-help services (Sampson, Peterson, Reardon, & Lentz, 2003).

One of the instruments specifically developed to address readiness is the
Career Thoughts Inventory.

Career Thoughts Inventory

The Career Thoughts Inventory is an instrument devised within the cognitive
information processing framework, measuring client mental readiness or
dysfunction in the areas of decision-making confusion, commitment and
anxiety, and external conflict (Sampson, Peterson, Lenz, Reardon & Saunders,
1996a). The 48-item inventory targets high school and college students as well
as general adult populations to explore their ability to cognitively focus on the
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You are a career counselor working with Steven, a 30-year-old man looking for a career change after curve.

working for a few years after college graduation. He is currently in a human relations position, which he
finds very unsatisfying and frustrating. Steven chose this field because he scored high on subscales
related to this field on a previous assessment in college. You and the client choose to complete new
assessments as part of the counseling process. You choose an aptitude assessment with high reliability
and validity. You report that he has a high aptitude for scientific tasks and low aptitude for human
services work. Steven is shocked to hear this because he was previously told the opposite, which highly
influenced his career choice. You examine his previous records and discover that the prior assessment
had low reliability and validity. How would you explain the conflicting results to Steven?

Norms and Scoring

Test norms are descriptive statistical data derived from a representative group of
scores to serve as a comparison for individuals taking the test. Norms provide
crucial information for test interpretation purposes. Often, raw scores on a test
are transformed into percentiles or standard scores. Both types of transformed
scores describe a means of relating where one’s score falls in comparison to
those of others who took the test. For instance, a person who scores at the 50th
percentile scored higher than 50% of the people who took the test in the
norming group. Similarly, standard scores are transformed raw scores that
usually provide simple integer values for the means and standard deviations
calculated from the scores of the norming group for ease of test interpretation.
Typical standard scores on career inventories are z scores (fixed M = 0, fixed SD
= 1), T scores (fixed M = 50, fixed SD = 10), stanines (fixed M = 5, fixed SD =
2), and sten scores (fixed M = 5.5, fixed SD = 2). Standard scores are referenced
to how many standard deviations a score is above and below the mean, which, if
the scores are normally distributed, can be referenced to the standard normal

One area of primary importance for test administrators is cultural
competence, which is illustrated by the question, “Does my examinee match the
norming group for the test in age, gender, race, socioeconomic status,
geographical location, education level, job or career type, and other relevant
demographic characteristics?” Norms many times try to use a national sample
based on the proportions of the most recent national census data breakdown,
which may sound like a good idea but may in fact not be representative of one’s
local population. For example, one would be cautious in using a U.S. nationally
normed career interest inventory with college-bound Chinese students thinking
of attending a university in the United States and then returning to China to seek
work opportunities. Another example would be using an aptitude inventory
based on national norms to predict GPA for a group of 12th-grade high school
students in the southern United States at a particular university in their first
semester.

It is important to realize that norms do not always represent mainstream
groups; rather, they may be representative of former substance abusers, high
school dropouts, children with learning disabilities, nontraditional students, and
other more atypical groups. Some norms may be typical of student abilities at
particular grade levels, such as grade norms for achievement tests, and others
are more representative of one’s specific age, such as age norms for maturity or
developmental types of tests. The development of local norms for specific job
placement issues may be more relevant than national or general norms, but most
counselors do not have the resources or the time to create these norms. For this

reason, counselors must be cautious in extrapolating results from career-related
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Krumboltz

Krumboltz’s learning theory of career counseling (Krumboltz, Mitchell, &
Gelatt, 1976) is a practical theory that focuses on clients and the experiences
that have shaped their career beliefs and choices. Initially developed by
Krumboltz et al. in 1976, the learning theory of career counseling is built on
factors influencing clients seeking career counseling. These factors include
personal characteristics and environmental events outside of clients’ control and
learning opportunities and skills acquired throughout their lives (Mitchell,
Levin, & Krumboltz, 1999). The learning theory of career counseling holds that
assumptions made by clients about these factors influence career choice
(Krumboltz, 1994). Counselors working within this theory help clients to
identify assumptions or beliefs and facilitate an understanding of their influence
on career preference and choices.

Career choice in the learning theory of career counseling is considered a
continuous process influenced by ongoing learning experiences. As such,
assessment is considered to be another learning experience. The theory suggests
the use of aptitude tests to determine task approach skills and interest
inventories to serve as starting points for dialogue about career preference. The
learning theory of career counseling considers the role of the counselor to be
that of an educator, or catalyst for awareness, rather than a “matchmaker”
(Mitchell et al., 1999).

The primary assessment tool in the learning theory of career counseling is the

Career Beliefs Inventory (CBI).

Career Beliefs Inventory

The CBI was developed by Krumboltz (1994) to help clients become aware of
attitudes or beliefs that may be interfering with their attainment of career goals.
It is best used at the beginning of the counseling process and has proved
particularly useful for the high school and college populations as well as with
clients considering a midlife career change (Krumboltz, 1994). The 96-item
instrument assesses client beliefs on five subscales: My Current Career
Situation, What Seems Necessary for My Happiness, Factors That Influence My
Decisions, Changes I Am Willing to Make, and Effort I Am Willing to Initiate.

Rather than defining particular occupations suited to the client, the CBI
outcomes integrate career and personal counseling topics that will help define
optimal career paths. The focus is on investigating assumptions or beliefs that
may interfere with client career choices rather than merely pairing client
interests with job codes. The test manual states, “What appears to be
inappropriate or self-defeating behavior may become understandable when one
discovers the assumptions and beliefs on which each person operates”
(Krumboltz, 1991, p. 1). Success is defined in the CBI as helping clients to
develop the self-awareness needed to create satisfying career paths for
themselves. In this theoretical model, such success includes ongoing learning
and increased satisfaction in both clients’ work and personal lives (Krumboltz,
1998).

The contention is that the CBI transcends traditional career assessment
because of the multidimensional focus of engaging the client about the why
along with the what of career choice (Krumboltz, 1994). Given that it measures
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emerging as feasible options for career counselors (Croteau & Slaney, 1994).
Goldman (1992) outlined several general traits of qualitative tools, including
their more informal manner, minimal need for statistical expertise, enhanced
level of client involvement, tendency to be open ended and flexible, and
applicability to group settings.

Counselors must take care when selecting qualitative methods. These
exercises are not intended to replace standardized assessment measures
(Goldman, 1992). Qualitative methods require that counselors possess a unique
knowledge base related to the use of these tools. Additionally, excellent
interpersonal skills are needed because of the increased dependence on the
collaborative client-counselor relationship (Okocha, 1998). Finally, the lack of
standardized interpretation assistance for qualitative activities places the
responsibility for facilitating career exploration and decision making on the
counselor (Goldman, 1992).

Numerous methods that are traditionally considered therapeutic may be used
by career counselors as qualitative assessments. One example is Life Lines, in
which clients recall and chart significant life events, resulting in individualized
descriptions of client interests and values (Goldman, 1992). Likewise, an
occupational genogram elicits information about career choices in the client’s
family of origin (Okocha, 1998). A third type of qualitative measure is the card

sort.

Career Values Card Sort

The Career Values Card Sort Planning Kit was designed for adults to foster an
understanding of values critical to client satisfaction. During the activity, the

client sorts 41 occupational values into degrees of interest. These prioritized
values are then compared with corresponding career exploration concerns that
facilitate the client’s awareness of how values affect work decisions. This
learning activity is most helpful as an exploratory measure rather than as a
predictive tool (Kinnier, 1998).

Author: Richard L. Knowdell

Availability: Career Research and Testing, Inc.
2081 Bering Dr. #
San Jose, CA 95131-2012
(800) 469-3560

http://www.careertrainer.com

SIDEBAR 6.7 Case Study 2: Qualitative Assessments

You have a 40-year-old Native American female client named Jamie. She spent all of her life on her
tribe’s reservation. She chose to move off the reservation to explore new opportunities. As a first step,
she wants to learn more about her aptitude for a career in business management. You choose to assess
her qualitatively to account for cultural diversity. As part of the assessment, you ask the following
question: “What would be the first step you would take in developing a new program for a large
business?” The common categories for coding answers are related to program evaluation, program
curriculum construction, and needs assessment. Jamie states that she would seek guidance from elders in
the community about the first step. You find this pattern in many of her answers. How would you
interpret these responses in terms of the client’s aptitude for a business management career?

Assessments of Special Populations

Career counselors need to be aware of their clients’ special needs, cultural
background, and experience and how these relate to the formation of their
vocational identities. What may appear typical of the majority culture might not
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structure of the theory of work adjustment, a number of assessment tools have
emerged.

Needs-Values

The Minnesota Importance Questionnaire was designed to measure the client’s
work needs and values to determine worker satisfaction in adults ages 16 and
older. Additionally, the individual’s preferred methods of reinforcement emerge
with this instrument. Two forms are available, including a paired form, which
allows the client to select one of two options, or a ranked form, which presents
items on the basis of need and asks the client to rank order groups of items
(Benson, 1988). Machine scored and suitable for group administration, this
instrument surveys 20 needs: ability utilization, achievement, activity,
advancement, authority, company policies and practices, compensation,
coworkers, creativity, independence, moral values, recognition, responsibility,
security, social service, social status, supervision-human relations, supervision—
technical, variety, and working conditions. Six values are appraised:
achievement, altruism, autonomy, comfort, safety, and status. From this, a
prediction of satisfaction with particular occupations can be made (Layton,
1992).

Job Satisfaction

The Minnesota Satisfaction Questionnaire is a measure of client satisfaction
with an occupation. Similar to the Minnesota Importance Questionnaire, the
Minnesota Satisfaction Questionnaire measures adults’ satisfaction in their

current employment setting on the same 20 needs subscales listed earlier
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(Thompson & Blain, 1992).

Other

The Minnesota Job Description Questionnaire (n.d.) was developed to assess
how well a particular work setting meets the 20 needs found on the Minnesota
Importance Questionnaire and the Minnesota Satisfaction Questionnaire (Sharf,
2009). Additionally, the Minnesota Occupational Classification System
delineates more than 1,700 occupations in terms of occupational ability patterns
and occupational reinforcer patterns to facilitate client and counselor exploration
of a suitable career path based on client preferences (Sharf, 2009).

Availability: Minnesota Importance Questionnaire, Minnesota Satisfaction
Questionnaire, and Minnesota Job Description Questionnaire
Vocational Psychology Research
University of Minnesota—Twin Cities
N620 Elliot Hall
75 East River Rd.

Minneapolis, MN 55455-0344
(612) 625-1367
http://www.psych.umn.edu/psylabs/vpr/default.htm

Abilities
No aptitude scales were developed in support of this theory, but the General
Aptitude Test Battery, a widely used measure of abilities discussed later in this

chapter, is often used to provide information about the client’s aptitude for a
particular work setting (Sharf, 2009).
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The 72-item Work Values Inventory also measures both extrinsic and intrinsic 2002).

values associated with work environment and satisfaction (Zytowski, 2006).
Intended for students in Grades 7 through adulthood, the Work Values Inventory
measures 12 work values such as achievement, creativity, income, challenge,
and prestige. Each scale contains three items to be considered on a 5-point
Likert scale ranging from unimportant (1) to very important (5; Zytowski,
2006). Easily administered and hand scored, this measure is a useful

complement to other career considerations.

Author: Donald Super
Availability: Kuder Assessments
302 Visions Pkwy.
Adel, IA 50003
(800) 314-8972
http://www.kuder.com/solutions/kuder-assessments.html

Values Scale

The Values Scale measures 21 values intended to help clients discern the
importance of work within other life roles. Focusing on both intrinsic and
extrinsic values, the Values Scale measures ability utilization, advancement,
authority, creativity, lifestyle, personal development, physical activity, risk,
social interaction, social relations, working conditions, cultural identity, physical
prowess, and economic security (Drummond, 2000). Developed for clients from
high school age through adulthood, the provided normative data can facilitate
discussion of client values and career options. Used in this manner, the Values
Scale is an effective tool to narrow the field of desirable positions (Schoenrade,

Authors: Donald E. Super and Dorothy D. Nevil
Availability: Psychometrics Canada Ltf.
7125 77th Ave.
Edmonton AB T6B 0B5, Canada
(800) 661-5158

http://www.psychometrics.com

Theory of Work Adjustment

The theory of work adjustment, an outgrowth of landmark research at the
University of Minnesota, is concerned with the relationship between the
individual and the work environment (Dawis, 1980). The individual brings a set
of needs to the employment setting that are greater than the need for an income.
According to this theory, clients come to understand the many and varied
reasons they choose work, including such desires as status, sense of
accomplishment, and a reputable employer. In turn, the employment setting has
requirements of the individual that must be met. In the theory of work
adjustment, the client’s skills and needs interact with the workplace
requirements and methods of reinforcement. The client’s satisfaction with the
work and the satisfactoriness of the client to the organization ultimately leads to
the client’s length of employment or tenure (Dawis, 1980). For example, a client
with high satisfaction for the work who is not able to meet the needs of the
workplace, or who is not satisfactory to the organization, will have a briefer
tenure than an employee who is a better match to the workplace. Within the
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Psychological Assessment Resources, Inc.
16204 N. Florida Ave.

Lutz, FL 33549

(800) 899-8378

http://www.parinc.com.
Strong Interest Inventory

The SII is a 317-item inventory evaluating an individual’s interest in various
occupations, school subjects, activities, types of people, and other preferences
(Donnay, Thompson, Morris, & Shaubhut, 2004). Results yield information
about a person’s preferences in six general occupational themes based on
Holland’s RIASEC classification and 25 subthemes (e.g., artistic—culinary arts,
investigative-science) on the Basic Interest Scales. Additional scales include the
211 occupational scales and four new personal style scales.

Authors: E. K. Strong, David P. Campbell, and Jo-Ida C. Hansen
Availability: ST

Consulting Psychologists Press Inc.

1055 Joaquin Rd., 2nd floor

Mountain View, CA 94043

(800) 624-1765

http://cpp.com

Super’s Life Span Theory

Super’s life span theory (Super & Osborne, 1992) is a developmental approach

to career counseling. Maintaining that individuals go through various career
stages established by internal and external forces rather than tied to
chronological age, Super’s theory offers clients the opportunity to identify and
organize those factors that influence them. Assessment tools are important to
this endeavor. Super and his colleagues developed many of the instruments
associated with this theory. Super believed that interests and preferences are “to
be viewed in the light of career maturity, the salience of life roles, and the values
sought in life as moderator variables” (Super & Osborne, 1992, p. 74). Measures
associated with this theory include appraisals of interest, values, and roles.

Interest

Super recommended beginning an assessment battery with the SII (described in
the previous section). This measure provides information related to the client’s
interest in multiple occupational themes. As such, it is an elemental measure of

clients’ interests that functions well within Super’s theory.

Values

Two instruments are available through this theory to measure values. The Work
Values Inventory and the Values Scale were developed to measure both intrinsic
and extrinsic values related to motivation. Clients are affected by both their
internal needs and the external means by which they satisfy those needs. For the
client seeking a first job or considering changing jobs, exploration of these

values can be a meaningful starting point for counseling.

Work Values Inventory

T QO @ A
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permutations of this code type: IRS, SIR, SRI, RIS, and RSI. She explains to John that investigative
() types like himself find investigative jobs most satisfying, which include scientific occupations and
some technical ones. Social (S) types enjoy social jobs and prefer education-oriented or social service
positions. This second type was somewhat less important to John than the investigative type. Finally,
realistic (R) types like realistic jobs and prefer skilled trades, service occupations, or technical
positions. The R type was the one of the three types (ISR) that least resembled his personality
characteristics but provided a better fit than any of the artistic, enterprising, and conventional
occupations (Holland, 1994c). John developed the following list of jobs that he would like to

investigate further.
Code Occupation DOT Code ED
ISR Exercise physiologist 076.121:018 5
IRS Meteorologist 025.062010 5
IRS Internet-intranet administrator 4
RIS Forester 040.167010 5
RSI Data communications or 031.262010 5

telecommunications analyst

Note: DOT = Dictionary of Occupational Titles; ED = education level required.
Mrs. Catwick also helps John to recognize that the three occupations on his Occupational Daydreams
list (Holland, 1994b) are pretty consistent with his results on the SDS because of his strong to
moderate interest in investigative (I) and social (S) activities. She provides additional information on
his list of preferred occupations, indicating that an educational level code of 5 means that a college
education or an advanced degree is needed for those particular occupations. She also encourages him
to go online at http://www.onetonline.org to read up on the job descriptions also found in the
Dictionary of Occupational Titles (U.S. Department of Labor, 1991) for each of his identified
occupations. Finally, she hands John a copy of You and Your Career (Holland, 1994c) to reinforce the
material discussed in the counseling session and schedules a follow-up appointment with him.

Questions for Discussion

1. What other experiences or sources of information would you consider for John when discussing
John’s career options?

2. How would you process John’s family vocational history with him? What kind of relevance does it
have for him at this point?

3. What kind of strategy would you have to work on with John in the follow-up session?

I OB BRO e I L@@ATC gEIng

= 1T Q @
4. The SDS is one part of the career counseling process for John. Describe in a step-by-step manner
your own career counseling approach to working with John.
5. Pick an ethical code that can be accessed online—that of the American Psychological Association
(http://www.apa.org/ethics/code2002 html), American Counseling Association
(http://www.cacd .org/codeofethics.html), or National Board for Certified Counselors
(http://www.nbcc.org/Assets/Ethics/nbec-codeofethics.pdf). What particular standards are most
important for Mrs. Catwick to consider when administering, scoring, and interpreting the SDS with
John?

Career Attitudes and Strategies Inventory

The Career Attitudes and Strategies Inventory is a 130-item inventory targeting
employed and unemployed adults. It was developed to evaluate some general
obstacles, attitudes, feelings, and experiences that might influence a person’s
career selection. Scores are charted on a profile sheet in nine areas of career
adaptation: job satisfaction, work involvement, skill development, dominant
style, career worries, interpersonal abuse, family commitment, risk-taking style,
and geographical barriers (Holland & Gottfredson, 1994). A supplemental
checklist of 21 career obstacles (e.g., health and emotional difficulties) that
many people worry about is also provided as part of the test package.

Authors: John L. Holland, Amy B. Powell, Barbara A. Fritzsche (SDS); John L.
Holland (Vocational Preferences Inventory, Career Attitudes and
Strategies Inventory); Gary Gottfredson (Career Attitudes and
Strategies Inventory)

Availability: SDS, Vocational Preferences Inventory, and Career Attitudes and
Strategies Inventory
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develop Holland’s theory and the typology underlying his career choice
classification system (Holland, Fritzsche, & Powell, 1997). The inventory
assesses personality and interest on 11 scales including Realistic, Investigative,
Artistic, Self-Control, Masculinity—
Femininity, Status, Infrequency, and Acquiescence (Holland, 1985).

Social, Conventional, Enterprising,

TABLE 6.1 Case Study

John, a white 17-year-old high school junior, is considering options for college. He has been interested
in meteorology since middle school. He purchased some weather instruments with his weekly allowance
at that time so he could chart weather data and even provides weather information from time to time to a
television station in a nearby major city. Besides tracking the weather, John’s hobbies include
computers, running, and reading self-help psychology books. John has been using a Web authoring
software program his father purchased for him last year to create Web pages for himself and a few of his
friends. He appears to have a knack for this. In addition, running has always been an outlet he’s enjoyed,
especially since joining the cross-country team at his high school. John also enjoys reading self-help
psychology books when time permits because he says it make him feel better when he reads them.

John has received As in math and science but Bs in English and history. Last marking period, he
received a C in English literature because he was just plain bored with the class.

John also values helping others by volunteering in a local soup kitchen once a month with his family
in an outreach program provided by his church. His parents have encouraged him to get more involved
with a local peer group in the social service area. John’s father has carved out a career in copper tubing
sales for a regional distributor, and his mom has worked in the nursing field since his preschool years.
Both his parents have attended college to obtain associate’s degrees in their respective fields. John has
an older brother, Sam, age 19, who has already gone off to college at an aeronautical university, desiring
a career as an airline pilot. His younger brother Pete, age 15, is opting to not go to college because he
‘wants to pursue a military career as a mechanic.

John’s grandparents were immigrants from Austria who were factory workers and coal miners with no
formal education past the sixth grade. They have lived their entire lives in a coal mining town in the
northeastern part of the United States.

John has been troubled lately by his inability to commit to a career path because his senior year is just
4 months away. So he decides to make an appointment with his school guidance counselor, Mrs.

(O£
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Catwick. During the meeting, Mrs. Catwick discusses John’s concerns with him and then encourages
him to take SDS Form R (Holland, 1994b), stating, “This may help you to consider what occupations
may be of interest to you and how strongly you feel about each of them.” John sits down and fills the
inventory out under her guidance.

John first lists his Occupational Daydreams (Holland, 1994b), or the occupations he has most thought
about for the future, and then uses the SDS Occupation Finder (Holland, 1994a) to identify the most
relevant three-letter RIASEC codes for each one:

Occupation Code
Meteorologist IRS
Counselor SIA
Computer Programmer IRC

At the request of Mrs. Catwick, John also looks up the occupation codes for his parents so
he can understand the influence each has had on his career decision-making process. Mrs
Catwick discusses this with him.

Occupation Code
Father: Sales representative ESR
Mother: Licensed practical nurse SAC

John goes on to complete the SDS Assessment Booklet, identifying the activities that he likes
or dislikes and feels competent in or not, and recognizing the interest or disinterest he has in
various occupations. He then rates his abilities and skills in 14 different areas, such as
mechanical, teaching, managerial, sales, and clerical. His results pertaining to the six Holland
types lreclisfic, invesiigative, ariislic, social, snierprising, and conventional) are as follows

R 1 A S E C
Activifies 2 8 2 6 1 1
Competencies 5 7 3 4 1 4
Occupations b 7 4 1 2
Self-
Esfimates 1 4 5 2 4 2 2
Self-
Esfimates 2 3 5 2 5 ! 2
Total Scores 17 31 16 23 6 1

Summary Code ISR

Mrs. Catwick has John now look up in the Occupational Finder (Holland, 1994a) the jobs listed under
his summary code, ISR, as well as any jobs that pique his interest under all of the three-letter

189-191/592 <

3| A E §





image18.png
@ Safari File Edit View History Bookmarks Window Help § 2} =T o« 100%ED E= Sun2:34PM Q @ =
000 < [Em] @ & play.google.com/books/reader?id=Pq0JILHVOTIC&pg=GBS.PA157.w.1.1.91 & o \'I'l [l
Suggested Sites  www.lianalow...-booklet.pdf Getting Started  APA Citation Style  (11) Twitter - Home Apple NO_TITLE Bing Box - Simple ..rkspaces (2) Disney CourseSmart - Signin CSS (10) Box - Simple... Workspaces >>
m B G > G G B G G m m u m u ﬂ ﬂ m ﬂ h tnowlinlrs@g... Career Coun... https://acsh... Make Your S... Frankl surviv... =+

« Exit

Career Counseling, Foundations, Perspectives, and Applications

tests especially if norms are inconsistent with a client’s background.

Ethical Considerations

In addition to competence in the arena of psychometric properties for career
instruments, counselors need to have awareness of the applicable ethical codes
and standards related to assessment, scoring, interpretation, and test
development. In its ethics code, the American Psychological Association (2010)
offers 11 separate subcategories under the heading of assessment. The American
Counseling Association (2005) has a similar section in its ethics code dealing
with evaluation, assessment, and interpretation, identifying 13 standards of
ethical assessment practice. The National Board of Certified Counselors (2005)
has also developed 15 standards in a section of its code titled “Measurement and
Evaluation.” Specific areas of appropriate test use covered by these three
professional codes include informed consent or orientation, obsolete data or
testing materials, test security or copyright requirements, classification and
diagnosis of examinees, qualifications or training requirements, and standards
for appropriate test selection.

One additional set of standards provided by the Joint Committee on Testing
Practice emphasized test development to a greater degree than the codes already
mentioned in this section. The Code of Fair Testing Practices in Education
(2004) recognizes ethical competencies for developers and users of educational
tests in the areas of development and selection, interpretation, fairness, and

informed practice.

SIDEBAR 6.3 Self-Awareness 1: Ethical Considerations

Imagine you are a counselor intern at a career counseling agency. Your supervisor has a new client for
you who wants to take a career battery. You are not trained in administering or scoring this assessment.
However, you remember a lot of information from your career counseling course. Your supervisor tells
you he believes in you but cannot provide additional supervision or training before the interview
because of the fast pace of the office. You are unsure of your ethical responsibility as an intern. You
want to gain the experience, but you do not want to harm the client. You desire additional supervision
but do not want to cross your supervisor. What would you consider in this situation? What would you
choose to do? How comfortable would you feel handling this situation?

Use of Assessments in Career Counseling

Career assessments are used by counselors functioning in a variety of settings.
To use such assessments, counselors must have both competency and privilege.
Competency simply means that the counselor has the aptitude, training, and
ability to conduct the assessment at hand. Competency is typically based on
training and education. A second issue of concern related to assessment is
privilege. Although a test developer and publisher may determine that a
counselor is competent to administer a certain assessment, state law may say
otherwise. Other helping professions have successfully lobbied to prevent
counselors from conducting assessments in many states. The Fair Access
Coalition on Testing is a multidisciplinary board dedicated to providing access
to assessments on the basis of competency, not legislation.

Keeping this in mind, a counselor pursuing a master’s degree in counseling
will likely be able to administer the assessments discussed in this chapter.
Therefore, it is important to consider when and how such practices should occur
as well as how the results should be presented to the client. Often, one’s career
is viewed as a means to personal satisfaction and growth in addition to the
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environments. He believed that both these traits and settings could be classified
into six categories: realistic, investigative, artistic, social, enterprising, and
conventional (RIASEC). Vocational and avocational settings were basically
defined by the codings of those people of whom they consisted. Holland (1994c,
1997) used a pictorial graphic of a hexagon to serve as a visual aid to emphasize
the interrelationships between the letters assigned to each of the points on it in a
circular-type arrangement. For example, adjacent points on the hexagon, such as
R and C, indicate more compatibility in personality traits and work duties than,
say, R and S, which tend to be more diametrical opposites on the hexagon.
These more adjacent categories were considered to have more consistency and
overlap in their characteristics than those that were not.

Holland (1997) also felt that individuals would actively seek out
environments that matched their personality styles. For instance, individuals
who are considered to be S, or social, personality types tend to display an
interest in helping others. These individuals typically search for social
environments in which their talents and abilities seem to have the best fit and
thus provide the most personal satisfaction. Holland (1997) looked at three-letter
preference codes for each personality and environment to evaluate the degree of
match between them, which he defined as their congruence. The goal of career
counseling in this approach is to increase self- and career knowledge to promote
effective career decision making, leading to the best possible match between the
person and his or her environment.

Counselors using the Holland approach often use various inventories to assess
individual and job characteristics for goodness-of-fit purposes to promote

personal satisfaction and success. Next, we describe some common inventories

developed by Holland and others to assess personality characteristics and their

relationship to career choice.

Self-Directed Search

The Self-Directed Search (SDS) was initially developed to deal with vocational
problems, but it also provides a way for students and adults to have a career
counseling experience when they do not have access to a counselor or through
personal choice (Holland, Powell, & Fritzsche, 1997). A self-administered and
self-scored instrument, the SDS consists of two booklets, an assessment booklet
and the Occupation Finder, used to determine one’s summary code and to
identify possible career options. For instance, in an SDS, a typical assessment
booklet evaluates a person’s activities, competencies, occupations, and self-
estimates in 228 items (Holland, 1994a). Aside from these sections, this booklet
also provides a means for individuals to write down their future career
aspirations (Occupational Daydreams section) before completing the assessment
for comparison purposes. The associated Occupation Finder booklet has 1,309
occupations listed by three-letter summary codes (Holland, 1994a). See the case
study provided in Table 6.1.

Other instruments related to Holland’s theory include the Vocational
Preferences Inventory, Career Attitudes and Strategies Inventory, and the Strong
Interest Inventory (SII). Each was either authored by John Holland himself or
supports his RIASEC framework.

Vocational Preferences Inventory

A forerunner to the SDS, the Vocational Preferences Inventory was used to help
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experience. Client questions should be solicited and a thorough summary of the
results provided. Finally, the counselor and client will want to work together to
develop career goals based on the information gleaned from the assessment

process.

SIDEBAR 6.4 Tips for Communicating Assessment Results to Clients

‘When you are explaining and discussing the interpretation of the assessments with a client, remember
these tips:

* Best practice is to communicate the results of assessments in a timely manner. Try to have
assessments scored and interpreted within a reasonable time frame.

* Counselors should disclose information from an assessment to the client. Results should only be
communicated to other individuals or groups when an appropriate release of information is
provided by the client. In terms of minors, those with disabilities, or other clients who may have
difficulty understanding the results, the assessment results should be communicated to
caregivers who have appropriate rights to the information (American Counseling Association,
2005).

* Consider addressing the client’s anxiety level at the start of the session to help the client feel
comfortable. A client may be apprehensive when waiting to hear results on aptitude or
achievement assessments.

* At the start of the discussion, remind the client of the construct that was measured and explain
the meaning. Review the purposes and scope of each assessment completed. Review the
limitations, potential risks, and benefits of incorporating assessments into therapeutic work.

* Communicate your findings using language that the client understands. Talk at the client’s level
without talking over or under the client’s head. When possible, try to avoid use of unneeded
technical terms. If you use technical terms, then be sure to explain them (e.g., percentages and
percentiles can be confusing).

* Consider the client’s readiness to hear particular results. Be sure to appropriately prepare the
client as best as possible.

* If you choose to discuss the statistics of the results, then be sure to personalize the results and
provide examples of the meaning of the numbers.

* Give guidance and support to your client during the discussion. Check on the client’s level of

T QO @ A

understanding periodically as well as his or her emotional reaction to the findings.

* When talking about the results, keep in mind that the test is not the person. Talk with the client
about the results instead of talking at the client.

* Work collaboratively with the client to increase his or her participation in the session.
‘Communicate results in a way that the client feels he or she knows him or herself and is not
being told about him-or herself. Explore what results seem to fit well with the client’s
understanding of him-or herself as well as what seems to not be the best fit.

* Be sure to address how the results may not be appropriate in various cultural contexts.

* Communicate results from a strength-based perspective while being realistic about the client’s
aptitudes, interests, and motivation.

* Inquire about the client’s interpretations of what the assessments mean to him or her in the
career process.

* A second session to discuss the client’s reactions to and insights into the information would be
ideal (Hood, 2001).

* Provide the client with the Layperson’s Guide to Counselor Ethics (American Counseling
Association Ethics Committee, 2009).

Assessments Developed to Support Theories

A number of dominant theories have emerged in the field of career counseling.
Many of them have previously been discussed in this text. In the course of
theory development, assessment tools were developed to aid in the application
of such theories to the career counseling process. The instruments in this section

were developed specifically in support of a particular career theory.

Holland’s Theory

John Holland (1997) developed a typological approach to career choice,
identifying personality characteristics of individuals and of various
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O*NET Work Importance Profiler

The O*NET Work Importance Profiler is a free computerized self-assessment
that assists clients in determining satisfying occupations on the basis of the type
of job and the client’s work values (O*NET Resource Center, 2011). Clients
taking the Work Importance Profiler rank and rate 21 work needs that measure
achievement, independence, recognition, relationships, support, and working
conditions. The results provide a window into more than 800 occupations via
O*NET OnLine.

Availability: O*NET Project
U.S. Department of Labor, Employment and Training
Administration Room N5637, 200 Constitution Ave., NW
‘Washington, DC 20210
http://www.onetcenter.org/ WIP.html

COIN

The COIN Career Guidance System was developed to assist high school through
adult populations with a series of career exploration tools. The instruments
provided include a self-assessment and the ability to match clients to an
occupation specific to their interests and geographical location. Additionally,
this product has the capability to integrate scores from other career inventories
the client may have taken such as the SDS, CDM, Armed Services Vocational
Aptitude Battery, Career Occupational Preference System, and CAPS.

Availability: COIN Educational Products

Ipswich, MA 01938
(800) 653-2726
http://coin3.com

Magellan

Magellan, an interactive CAGS for school-based application, contains eight
assessments related to career choice. Developed to pique student interest in
career decision making, this lively tool contains occupational video clips, career
biographies, and a large occupational database. Also linked to the Guide for
Occupational Exploration and the Occupational Outlook Handbook, Magellan
is most appropriate for middle and high school career counseling settings.

Availability: Valpar International Corp.
2440 N. Coyote Dr., Suite
127 Tucson, AZ 85745
(800)
633-3321 http://valparint.com

Qualitative Assessment

Although most of this chapter has been dedicated to the use of standardized
instruments, such approaches may leave some clients feeling more like test
takers than active participants in their own career futures (Croteau & Slaney,
1994). A more flexible and unique process of career counseling and assessment
can occur through the use of qualitative methods. Typically presented in the

form of simulations, games, or card-sorting activities, qualitative methods are
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fulfillment of material needs (Drummond & Ryan, 1995). As such, informal
career assessments will take place in virtually every counseling relationship
because life concerns may be exacerbated or directly influenced by career-
related issues.

To solicit pertinent information, a thorough intake assessment should include
questions about work and work history. Responses to these items may lead the
counselor to further investigate a client’s employment status, either informally
via interview or formally through the use of career inventories. Even if the
counselor is not performing career counseling services per se, career
assessments may prove beneficial to the therapeutic growth of the client. As in
any counseling relationship, the practitioner must take care to focus on the
whole person, including his or her career and lifestyle needs.

It is both necessary and ethical to involve the client in the assessment process.
Clients may not have an understanding of the rationale for assessment and will
rely on the counselor to provide the information needed for them to feel secure
about the process. Although the counselor may be comfortable with the intent
and purpose of the assessment, the counselor is responsible for helping the client
feel comfortable. During the intake or when preparing the client for assessment,
the counselor will explain the purpose and nature of the assessments, the amount
of time the assessments will take, how the assessments will be scored, and what
will happen with the interpretive data. This way, the client can ask questions and
join the counselor in the assessment process.

A counselor’s particular work setting will probably dictate the degree to
which career assessments are used in the counseling process. High school

counselors will most certainly use a battery of instruments to assess academic

achievement and occupational interest at some point in a student’s academic
life. Counselors involved in human resource programs may find that much of
their work involves career counseling and the assessments that accompany that
effort. Finally, counselors in private practice or other settings may find that
career assessment is a necessary part of their work.

In addition to competency in the administration and scoring of recommended
instruments, the ethical provision of career assessment services includes
reviewing the assessment needs and outcomes with the client. The client must
have an understanding of what the instrument is intended to assess and what it
will and will not provide in terms of outcome information. An orientation
session offered by the test administrator discussing the purpose and rationale for
each instrument is suggested for all clients involved. Additionally, the counselor
must provide informed consent regarding confidentiality and the storage of
assessment records. Finally, the counselor must explain the client’s rights and
responsibilities in a testing situation (Code of Fair Testing Practices in
Education, 2004).

On completion of the assessment or assessments, the counselor will likely
conduct an interpretation session with the client. During this session, the
counselor will thoroughly review test score ranges, including the standard error
of measurement, before sharing the results. When presenting results, it is
important for the counselor to communicate them in a way the client will
understand, without using too much technical language. The counselor should
check in with the client frequently to determine how the information is being
received. The counselor will help the client extract his or her individualized

meaning from the instrument and frame it in the context of the client’s
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tests especially if norms are inconsistent with a client’s background.

Ethical Considerations

In addition to competence in the arena of psychometric properties for career
instruments, counselors need to have awareness of the applicable ethical codes
and standards related to assessment, scoring, interpretation, and test
development. In its ethics code, the American Psychological Association (2010)
offers 11 separate subcategories under the heading of assessment. The American
Counseling Association (2005) has a similar section in its ethics code dealing
with evaluation, assessment, and interpretation, identifying 13 standards of
ethical assessment practice. The National Board of Certified Counselors (2005)
has also developed 15 standards in a section of its code titled “Measurement and
Evaluation.” Specific areas of appropriate test use covered by these three
professional codes include informed consent or orientation, obsolete data or
testing materials, test security or copyright requirements, classification and
diagnosis of examinees, qualifications or training requirements, and standards
for appropriate test selection.

One additional set of standards provided by the Joint Committee on Testing
Practice emphasized test development to a greater degree than the codes already
mentioned in this section. The Code of Fair Testing Practices in Education
(2004) recognizes ethical competencies for developers and users of educational
tests in the areas of development and selection, interpretation, fairness, and

informed practice.

SIDEBAR 6.3 Self-Awareness 1: Ethical Considerations

Imagine you are a counselor intern at a career counseling agency. Your supervisor has a new client for
you who wants to take a career battery. You are not trained in administering or scoring this assessment.
However, you remember a lot of information from your career counseling course. Your supervisor tells
you he believes in you but cannot provide additional supervision or training before the interview
because of the fast pace of the office. You are unsure of your ethical responsibility as an intern. You
want to gain the experience, but you do not want to harm the client. You desire additional supervision
but do not want to cross your supervisor. What would you consider in this situation? What would you
choose to do? How comfortable would you feel handling this situation?

Use of Assessments in Career Counseling

Career assessments are used by counselors functioning in a variety of settings.
To use such assessments, counselors must have both competency and privilege.
Competency simply means that the counselor has the aptitude, training, and
ability to conduct the assessment at hand. Competency is typically based on
training and education. A second issue of concern related to assessment is
privilege. Although a test developer and publisher may determine that a
counselor is competent to administer a certain assessment, state law may say
otherwise. Other helping professions have successfully lobbied to prevent
counselors from conducting assessments in many states. The Fair Access
Coalition on Testing is a multidisciplinary board dedicated to providing access
to assessments on the basis of competency, not legislation.

Keeping this in mind, a counselor pursuing a master’s degree in counseling
will likely be able to administer the assessments discussed in this chapter.
Therefore, it is important to consider when and how such practices should occur
as well as how the results should be presented to the client. Often, one’s career
is viewed as a means to personal satisfaction and growth in addition to the
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Summary

From standardized to qualitative, computer assisted to pen and paper, career
assessment instruments are available in a variety of forms to meet the unique
needs of career counselors and their clients. Although no one type of assessment
is superior, each has its own advantages and limitations. Counselors must be
well-informed consumers of career assessment products to make appropriate
decisions regarding their applicability to the unique needs of their clients. The
‘Web sites listed in the next section provide additional information relating to the
chapter topics.

. Useful Web Sites
—}

® American School Counselor Association. A variety of support materials for
counselors practicing in a school setting: http://www.schoolcounselor.org/

®  America’s Career InfoNet. Comprehensive site providing links to basic
employment outlook and trend data, assessment resources, and local job
banks: http://www.careerinfonet.org

®  Career Communications, Inc. Listing of career resource materials,
including self-assessments as well as those administered by professionals:
http://www.careerbookstore.com/assessment_testing.shtml

®  Career Consciousness, Inc. Links to instructional materials, reference

books, and numerous assessment tools including purchasing information:

® Clearinghouse on Assessment and Evaluation. The Code of Fair Testing
Practices in Education provides guidelines for professionals and consumers
of testing services: http://ericae.net/code.txt

® Fair Access Coalition on Testing. Site includes testing guidelines and news
about restricted test lists by state: http://www fairaccess.org/home

® National Career Development Association. The home page of the National
Career Development Association, a division of the American Counseling
Association, which provides support and resources to career professionals
and the public: http://www.ncda.org/
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(319) 337-1000 Updated annually by the Educational Testing Service, SIGI PLUS is available in
http://www.act.org PC, Internet, or institutional intranet versions (Zunker & Osborn, 2005).
Choices Planner for Career Transitions Availability: Educational Testing Service
Rosedale Rd.
Choices Planner for Career Transitions is intended for clients in postsecondary osecale
Princeton, NJ 08541
institutions seeking ongoing educational or occupational direction. Using the ceton,
. . - . (800) 257-7444
Choices Planner for Career Transitions Road Map, the user participates in
http:// ets.org/sigi
guided career exploration. The program connects to an Internet component tp:/www.ets.org/sigl
allowing clients access to college links, financial aid sources (Zunker & Osborn, Career Key

2005), and more than 965 O*NET occupations (O*NET Resource Center, The Career Key is available free via the Internet at

2010). Site licensing makes Choices Planner for Career Transitions an http://www.ncsu.edu/careerkey. Clients can take the assessment online or print

affordable option for school and college counselors. and complete a paper version. Because the Career Key is offered as a public

Availability: Bridges Transition Co. service by the author, duplication of the instrument for group administration is
3534 Hayden Ave. possible (Jones, 2003). Clients rate 24 statements about their activities, values,
Culver City, CA 90232 interests, and preferences as well as their interest in 42 occupations. The results
(800) 281-1168 are then interpreted in terms of Holland’s (1997) six personality types as they
http://bridges.com relate to career decision making (Levinson & Zeman, 2002). The Web site offers

supplemental information useful to career counselors including the Career Key
Professional Manual and career information resources (Jones, 2003).

SIGI PLUS System of Interactive Guidance Information

The SIGI PLUS provides counselors with a more comprehensive assessment
tool for career decision making (Educational Testing Service, 1990; Zunker &
Osborn, 2005). Created with multiple modules, the use of which can be varied
to meet the needs of the test taker or client, SIGI PLUS contains a self-

Author: Lawrence K. Jones
Availability: North Carolina State University
520C Poe Hall
P.O. Box 7801
Raleigh, NC, 27695
(919) 515-6359

assessment, a search for compatible career options, and information needed to
prepare for and make tentative career plans (Kivlighan & Johnston, 1994).
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to clinical and nonclinical populations (Sigma Assessment Systems, 2011). The
instrument is based on five primary factors: Neuroticism, Extraversion,
Openness to Experience, Agreeableness, and Conscientiousness. Each factor
contains a number of subscales, which the publisher terms facets, that further
describe the characteristics of the individual’s personality. The publisher has
reported high internal consistency and longitudinal stability coefficients. The
assessment can be used with adults and older adolescents.

Authors: Paul T. Costa and Robert R. McRae
Availability: Sigma Assessment Systems
P.O.Box 610757
Port Huron, MI 48061-0984
(800) 265-1285

http://www.sigmaassessmentsystems.com

Computer-Assisted Career Guidance Systems

'With the advent of widely available assessment technology, career assessments
built on computer foundations have emerged as a specialized area of career
counseling. Often used to supplement existing career counseling methods,
computer-assisted career guidance systems (CAGS) may be used in test
administration, scoring, profiling, interpreting, or multimedia interpretation
(Sampson, 2000). CAGS are beneficial to career counselors because they can
rapidly and efficiently update large quantities of information not feasible with
paper- and -pencil instruments (Gati, Saka, & Krausz, 2001). In a recent review

of a comprehensive compilation of career assessment tools, roughly half of the

instruments used computer assistance in some form (Sampson, Lumsden, &
Carr, 2002).

‘We must note that CAGS function best in addition to the counselor’s services
to the client, not as a replacement for the counselor (Sampson et al., 2002).
Counselors may best serve clients by explaining the computer application before
testing, intervening at selected points during testing to ensure the client is
gaining maximum benefit from the process, and following up during the
interpretive phase to ensure the client integrates new information (Zunker &
Osborn, 2005). As with any assessment tool, counselors must be thoroughly
familiar with CAGS before using them in practice. Some of the more popular

computer-based tools for career counseling are presented here.

DISCOVER

DISCOVER is a broad application to career planning for clients high school age
through adult. Clients enter “halls” within a virtual World of Work center where
they complete self-assessments, choose occupations, plan their educations, and
plan for work (Zunker & Osborn, 2005). Clients are assessed using the
Inventory of Work Related Abilities and the Inventory of Work Preferences
(ACT, 2001). The results are interpreted through the World-of-Work Map, an
extension of Holland’s (1994c, 1997) hexagon, to provide a comprehensive yet
easy-to-understand overview of the work world (ACT, 2001).

Availability: ACT
500 ACT Dr.
P.O.Box 168
Iowa City, IA 52243-0168
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The Student Styles Questionnaire is designed to measure personal learning
styles and preferences for junior and senior high school students. The instrument
is based on Jungian constructs, making it similar in design to the Myers-Briggs
Type Indicator. Designed for group or individual administration, with hand- and
machine-scoring options, the Student Styles Questionnaire provides scores for
eight dimensions: extroverted—introverted, practical-imaginative, thinking—
feeling, and organized—flexible. The Student Styles Questionnaire is intended
for use in school settings to identify learning styles, gifted students, and students
with high-risk behaviors. Counselors may also use information gleaned from the
instrument to facilitate vocational and educational choices (Schraw, 2001).

Authors: Thomas Oakland, Joseph Glutting, and Connie Horton
Availability: Pearson Assessments,

19500 Bulverde Rd.

San Antonio, TX 78259

(800) 872-1726

http://pearsonassessments.com
Comprehensive Personality Profile

The Comprehensive Personality Profile was designed to measure compatibility
between clients and specific occupations. Consisting of a series of 88 true—false
questions, this machine-scored instrument provides clients with an assessment
of their personal characteristics and ideal characteristics of given jobs. The
Comprehensive Personality Profile is intended for adults, is machine scored, and
can be administered to individuals or groups. The general focus of the
Comprehensive Personality Profile is on occupations in the service industry,

i RO % I @O@@ATAC 9= 1 BFAMATE
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including positions in sales or customer service (Cohn, 2001).

Author: Larry L. Craft

Availability: Wonderlic, Inc
1795 N. Butterfield Rd.
Libertyville, IL 60048-1238
(888) 397-8519

http://www.wonderlic.com
Jackson Personality Inventory—Revised

The Jackson Personality Inventory—Revised measures a range of personality
variables in adolescents and adults. An intended primary use of this measure is
career counseling related to hiring decisions (Zachar, 1998). The instrument is
divided into five clusters: analytical, emotional, extraverted, opportunistic, and
dependable. The interpretive information found in the computer-scored profile

provides a basis for career counseling.

Author: Douglas Jackson

Availability: Sigma Assessment Systems
P.O.Box 610757
Port Huron, MI 48061-0984
(800) 265-1285

http://www.sigmaassessmentsystems.com
NEO Personality Inventory—Revised

The NEO Personality Inventory—Revised was first developed in 1985 and
consists of 243 items designed to provide a description of personality in relation
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with clients about career choices and changes and attempting to predict career fit
or satisfaction. Research is limited, however, regarding the relationship between
personality factors and career satisfaction. Consequently, such instruments
should be used with care and never as a single measure of career need. Rather,
personality assessments provide counselors and clients with a point of reference

when exploring potential career options.

Sixteen Personality Factor Questionnaire and Personal Career

Development Profile

The Sixteen Personality Factor Questionnaire is an objective test of a broad base
of personality traits and attributes across 16 dimensions. Intended for use with
high school, college, and adult populations, the Sixteen Personality Factor
Questionnaire is suitable for group or individual administration. The machine-
scored profile and interpretive report provide an abundance of information for
the counselor working with career choice decisions. Supplemental to the Sixteen
Personality Factor Questionnaire is the Personal Career Development Profile, a
career-focused computer interpretation of the Sixteen Personality Factor
Questionnaire. This profile provides information about occupational interest
patterns, leadership abilities, and career lifestyle preferences (McLellan, 1995)

Authors: Raymond Cattell (Sixteen Personality Factor Questionnaire); Verne
‘Walter (Personal Career Development Profile)

Availability: Institute for Personality and Ability Testing
1801 Woodfield Dr.
Savoy, IL 61874

(800) 225-4728

http://www.ipat.com
Myers-Briggs Type Indicator

One of the most widely used measures of personality preferences available to
counselors, the Myers-Briggs Type Indicator provides scores on the dichotomies
Sensing-Intuition, Thinking—Feeling,
Judging-Perceiving (Myers, McCaulley, Quenk, & Hammer, 1998). The
publisher claims that clients taking the Myers-Briggs Type Indicator will
generate the same three to four type preference structure 75% to 90% of the
time (http://www.myersbriggs.org). Available for both computer and hand

of Extraversion—Introversion, and

scoring, the Myers-Briggs Type Indicator is best used in situations in which the
focus is on increasing a client’s self-understanding (Mastrangelo, 2001). The
manual provides information regarding occupational information and Myers-
Briggs Type Indicator typology that may prove valuable to the career counseling

process.

Author: K. C. Briggs, I. B. Myers, M. H. McCaulley, N. L. Quenk, & A. L.
Hammer
Availability: Consulting Psychologists Press Inc.
1055 Joaquin Dr., 2nd floor
Mountain View, CA 94043
(800) 624-1765
http://cpp.com

Student Styles Questionnaire
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with clients about career choices and changes and attempting to predict career fit
or satisfaction. Research is limited, however, regarding the relationship between
personality factors and career satisfaction. Consequently, such instruments
should be used with care and never as a single measure of career need. Rather,
personality assessments provide counselors and clients with a point of reference

when exploring potential career options.

Sixteen Personality Factor Questionnaire and Personal Career

Development Profile

The Sixteen Personality Factor Questionnaire is an objective test of a broad base
of personality traits and attributes across 16 dimensions. Intended for use with
high school, college, and adult populations, the Sixteen Personality Factor
Questionnaire is suitable for group or individual administration. The machine-
scored profile and interpretive report provide an abundance of information for
the counselor working with career choice decisions. Supplemental to the Sixteen
Personality Factor Questionnaire is the Personal Career Development Profile, a
career-focused computer interpretation of the Sixteen Personality Factor
Questionnaire. This profile provides information about occupational interest
patterns, leadership abilities, and career lifestyle preferences (McLellan, 1995)

Authors: Raymond Cattell (Sixteen Personality Factor Questionnaire); Verne
‘Walter (Personal Career Development Profile)

Availability: Institute for Personality and Ability Testing
1801 Woodfield Dr.
Savoy, IL 61874

(800) 225-4728

http://www.ipat.com
Myers-Briggs Type Indicator

One of the most widely used measures of personality preferences available to
counselors, the Myers-Briggs Type Indicator provides scores on the dichotomies
Sensing-Intuition, Thinking—Feeling,
Judging-Perceiving (Myers, McCaulley, Quenk, & Hammer, 1998). The
publisher claims that clients taking the Myers-Briggs Type Indicator will
generate the same three to four type preference structure 75% to 90% of the
time (http://www.myersbriggs.org). Available for both computer and hand

of Extraversion—Introversion, and

scoring, the Myers-Briggs Type Indicator is best used in situations in which the
focus is on increasing a client’s self-understanding (Mastrangelo, 2001). The
manual provides information regarding occupational information and Myers-
Briggs Type Indicator typology that may prove valuable to the career counseling

process.

Author: K. C. Briggs, I. B. Myers, M. H. McCaulley, N. L. Quenk, & A. L.
Hammer
Availability: Consulting Psychologists Press Inc.
1055 Joaquin Dr., 2nd floor
Mountain View, CA 94043
(800) 624-1765
http://cpp.com

Student Styles Questionnaire
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maturity generally refers to the clients’ ability to make reasoned career choices http://www.bridges.com

on the basis of their skills, readiness, awareness, and experience (Levinson &
Ohler, 1998). Zunker and Osborne (2005) cited this category of inventories as
one of the greatest growth areas in the field of career assessment. The Career
Thoughts Inventory from the theory of cognitive information processing is a
career maturity assessment previously discussed in this chapter. Other examples

include the Career Maturity Inventory and Career Factors Inventory.

Career Maturity Inventory

The Career Maturity Inventory is designed to measure attitudes toward career
choice as well as competency to make career decisions. The Career Maturity
Inventory is considered one of the foremost career maturity instruments
(McDivitt, 2002). Intended for students in Grades 6 to 12, the Career Maturity
Inventory is made up of two separate 25-item tests. An Attitude Scale measures
true or false responses to various work-related statements. A Competence Test
measures knowledge considered necessary to make effective career decisions.
Suitable for group administration, the inventory can be hand scored or sent to a
machine-scoring service for interpretation. Scores on each test as well as
responses to individual items can illuminate clients’ needs and serve as the basis

for counseling.

Authors: John O. Crites and Mark L. Savikas
Availability: Careerware, A Bridges Transition company
3534 Hayden Ave.
Culver City, CA 90232
(800) 281-1168

Career Factors Inventory

The Career Factors Inventory is designed to assess career indecision in clients
ages 13 to adult. It focuses on the emotional and informational factors
influencing decision-making abilities (Chartrand & Robbins, 1990). Consisting
of 21 items responded to on a Likert scale, the Career Factors Inventory is self-
scorable and provides profile scores for the scales Need for Career Information,
Need for Knowledge, Career Choice Anxiety, and Generalized Indecisiveness.
This simple and practical measure of career indecision can be swiftly
administered and is helpful in counseling settings in which readiness to make

career decisions is a concern (D’Costa, 2001).

Authors: Judy M. Chartrand, Steven B. Robbins, and Weston H. Morrill
Availability: Consulting Psychologists Press Inc.

3803 E. Bayshore Rd.

P.O. Box 10096

Palo Alto, CA 94303

(800) 624-1765

http://cpp-db.com

Assessments of Personality

Measures of personality have long held interest for career counselors because
such instruments serve the utilitarian function of illuminating client traits,

attitudes, and motivations. Such information is helpful to counselors working
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test, the Survey of Interpersonal Values, provides additional information related San Diego, CA 92167
to the client’s approach to interpersonal relationships. (800) 416-1666
http://www.edits.net/copes.html

Author: Leonard V. Gordon
Availability: Vantage, Inc.
Suite 1600
One North Dearborn
Chicago, IL 60602
(800) 922-7343

http://www.pearsonreidlondonhouse.com
Career Orientation Placement and Evaluation Survey

The Career Orientation Placement and Evaluation Survey is an instrument
intended for the junior high through community college population. One
element of the larger Career Occupational Preference System, the Career
Orientation Placement and Evaluation Survey is designed to measure individual
values that relate to occupational motivation (Wickwire, 2002). Seven work
values are presented to clients using these forced-choice options: investigative
versus accepting, practical versus carefree, leadership versus supportive,
orderliness versus flexibility, recognition versus privacy, aesthetic versus
realistic, and social versus reserved. A self-interpretive scoring guide and profile
relates scores to specific occupational clusters (Wickwire, 2002).

Author: Lisa Knapp-Lee, Robert R. Knapp, and Lila F. Knapp

Availability: Educational and Industrial Testing Service
P.O. Box 7234

i aBB0 % I @A C 9= 1 RAMmE Y

Rokeach Values Survey

The Rokeach Values Survey is a two-part instrument that offers clients the
opportunity to rank order lists of values to facilitate the discernment of
important values for the client. “Terminal” or desired end-state values such as
freedom, happiness, national security, and true friendship are ranked. Also
ranked are instrumental values that indicate a client’s beliefs about conduct such
as ambition, cheerfulness, and courage. Through these rankings, the Rokeach
Values Survey provides information useful for exploration of the client’s value
system as well as on changes within the values system (Sanford, 1995).

Author: Milton Rokeach
Availability: Consulting Psychologists Press Incorporated
3803 E. Bayshore Rd.
P.O. Box 10096
Palo Alto, CA 94303
(800) 624-1765
http://cpp-db.com

Assessments of Career Maturity

Career maturity inventories grew out of developmental approaches to career
counseling, including Super’s life span theory (Super & Osborne, 1992). Career
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for group administration with clients from seventh grade through adult and is
interpreted through the resulting Career Paths Occupational Profile. Useful as
both a stand-alone measure of vocational interest as well as a part of a larger
career battery, the Chronicle Career Quest directs clients toward various career
interests and educates individuals on the career options available to them
(Daniel & Thompson, 1995).

Author: Chronicle Guidance Publications, Inc.
Availability: Chronicle Guidance Publications, Inc.
66 Aurora St.
Moravia, NY 13118-1190
(800) 622-7284
http://chronicleguidance.com

Campbell Interests and Skills Survey

The Campbell Interests and Skills Survey is a vocational interest and skills
inventory used with college-bound or college-educated English-or Spanish-
speaking clients. Along with measuring clients’ attraction to (interest in) a
particular occupation, the Campbell Interests and Skills Survey also measures
how well clients perceive they can actually do the skills necessary for the job
(Pugh, 1998).

Author: David Campbell

Availability: Psychological Corporation
P.O. Box 599700
San Antonio, TX 78259
(800) 627-7271

(800) 232-1223 (fax)

http://psychcorp.pearsonassessments.com

Assessments of Values

Closely related to interest and personality, values are integral components of
client decision making. Values are generally defined as cognitive, emotional,
and behavioral factors that manifest themselves as beliefs (Zunker & Osborn,
2005). Their role in career decision making can be highlighted through the use
of a variety of established instruments in the field. These instruments may help
counselors “stimulate discussions of values and their relationship to career
decision-making” (Zunker & Osborn, 2005, p. 160). The previously discussed
Values Scale and the Salience Inventory from Super’s life span theory (Super &
Osborne, 1992) of career counseling as well as the Minnesota Importance
Questionnaire from the theory of work adjustment are excellent examples of
values instruments available to career counselors. Other quality measures of
values include the Survey of Personal Values, Career Orientation and Evaluation
Survey, and Rokeach Values Survey.

Survey of Personal Values

The Survey of Personal Values is a measure of how individuals cope with daily
life problems and stressors. Intended for high school and adult populations, this
measure surveys values related to practical mindedness, achievement, variety,
orderliness, and goal orientation. This self-administered
instrument, which can be quickly hand scored, may be most useful in the area of

decisiveness,

personnel selection as well as career guidance (Erchul, 1989). Its companion
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(800) 314-8972
http://www.kuder.com

Kuder General Interest Survey, Form E

The Kuder General Interest Survey was developed to measure the general
interests of a younger population than the Kuder Occupational Interest Survey
(Pope, 1995). The Kuder General Interest Survey is written at a sixth-grade
level and measures broad occupational themes in 10 areas including outdoor,
mechanical, computational, scientific, persuasive, artistic, literary, musical,
social service, and clerical. The instrument can be administered in small
classroom settings or with larger groups and can be self-or machine scored. Like
the Kuder Occupational Interest Survey, clients select the one of three activity
choices they like the best and the one they like the least, in an effort to elicit
preferences. The Kuder General Interest Survey is typically used by school
counselors to stimulate general career discussion rather than focus on specific

career decisions (Pope, 2002).

Author: G. Frederic Kuder
Availability: National Career Assessment Services, Inc.
302 Visions Pkwy.
P.O.Box 277
Adel, IA 50003
(800) 314-8972
http://www.kuder.com

Career Assessment Inventory

The Career Assessment Inventory was originally developed for use with clients
interested in occupations that did not require a post-high school education
(Kehoe, 1992). An enhanced version has broadened the measurement to include
professional occupational interests, but the Career Assessment Inventory is
targeted to non-baccalaureate degree seekers (Miner & Sellers, 2002). Using
Holland’s (1997) organizing themes as a foundation, this instrument is patterned
after the SII and is intended for clients ages high school through adult. The
Career Assessment Inventory is easily administered to groups, and a local

machine-scoring or scoring service scoring is available.

Author: Charles B. Johansson
Availability: Pearson Assessments
19500 Bulverde Dr.
San Antonio, TX 78259
(800) 627-7271
(800) 632-9011 (fax)

http://pearsonassessments.com
Chronicle Career Quest

The Chronicle Career Quest was developed to help students assess career
opportunities. Structured in concert with the U.S. Employment Service Guide
for Occupational Exploration, the instrument focuses on 12 Guide for
Occupational Exploration (Employment and Training Administration, 1979)
interest clusters: artistic, scientific, plants and animal, protective, mechanical,
industrial, business detail, selling, accommodating, humanitarian, leading
influencing, and physical performing. The Chronicle Career Quest was designed
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with 100 analogies requiring swift responses in a 50-minute time period. Its
usefulness is limited to clients looking at the potential for graduate school in
their career decisions and to the programs to which they apply.

Availability: Pearson Assessments
19500 Bulverde Rd.
San Antonio, TX 78259
(800) 627-7271

http://pearsonassessments.com

SIDEBAR 6.6 Self-Awareness 3: Assessments of Aptitude, Ability, and Achievement

“You work as a school counselor in a poor neighborhood in a rural town that has a high unemployment
rate. The students in the area are predominately African American and Hispanic. Job opportunities for
the graduating seniors are very limited, and few students choose to go or can afford to go to college.
Your principal encourages every senior to take the Armed Services Vocational Aptitude Battery and to
be open to military service as a career choice. You notice that military recruiters begin to heavily attempt
to recruit the students for active duty. There is a backlash from the community because parents are
concerned that the only option their children have is to serve the military and go to war. The principal
looks to you and so do the parents. How would you respond in this situation?

Assessments of Interests

An important factor in career decision making is the concept of client interests.
Generally defined as a set of beliefs or attitudes toward a given activity, interest
is linked to motivation to engage in some form of that activity (Drummond,
2000). Career instruments that measure interest have long been a part of
developmental, life-span theorists. Previously in this chapter, we discussed the
use of the SII and the SDS often associated with Holland’s (1997) typology

theory as well as the Vocation Interest Inventory and the California
Occupational Preference Survey often associated with Roe’s (1956)
psychoanalytic theory. Other measures of interest are available to career
counselors for use in defining what clients are attracted to in their work and in
their personal lives. Because of the idiosyncratic nature of the information being
gathered, these instruments are typically in the form of a self-report
questionnaire. They often serve as only one piece of information in the career
decision-making puzzle. Three interest inventories are widely used: the Kuder
Occupational Interest Survey, the Kuder General Interest Survey, and the Career
Assessment Inventory.

Kuder Occupational Interest Survey

The Kuder Occupational Interest Survey, Form DD, relates client interests to
interests typical of 126 occupational groups. Appropriate for clients from 10th
grade through adult, the instrument requires clients to rate 100 activity triads in
terms of which activity of the three the client prefers. This method of rating
preference is to elicit patterns of interest rather than intensity of that interest
(Kelly, 2002). Validity of this instrument is strong, with more than half of study
participants winding up in a career field suggested by their outcomes on this
measure (Worthen et al., 1999).

Author: G. Frederic Kuder

Availability: National Career Assessment Services, Inc.
601 Visions Pkwy.
P.O.Box 277
Adel, IA 50003
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scoring, and the computer report will indicate to the administrator that the client 2201 North Dodge St.
should be retested (Donlon, 1998). P.O. Box 168

Towa City, IA 52243-0168
(319) 337-1000

Availability: Wonderlic, Inc.

400 Lakeview Parkway,
Suite 200 Vernon Hills, IL 60061 http://www.act.org
(877) 605-9496 Graduate Record Examination

http:// .wonderlic.
ttp://www.wonderlic.com The Graduate Record Examination is an assessment of readiness for graduate

Scholastic Assessment Test and ACT Assessment school. Used to help distinguish between students of similar backgrounds, the
Graduate Record Examination General Test measures skills acquired throughout
the educational process that are common to all fields of study. Analytical
writing, verbal, and quantitative skills are also measured. Administered by the

The SAT and ACT Assessment are measures of readiness for undergraduate
school. Minimum scores on these instruments often serve as gatekeepers to
colleges and universities in the admissions process. The SAT results in a score
ranging from 600 to 2,400, which is the combination of three 800-point subtests
in mathematics, critical reading, and writing. The ACT was introduced in the

Educational Testing Service, the GRE is provided in computer or paper form
through local testing centers worldwide.

late 1950s as a competitor to the SAT and is composed of four subtests: English, Availability: GRE-ETS
math, reading, and science reasoning. The maximum average composite score P.O. Box 6000
on the ACT is 36, which corresponds with a 2,400 on the SAT. The average Princeton, NJ 08541-6000
ACT score in 2009 was 21.1 (ACT, 2009). (800) 473-2255
Availability: SAT Www.gre.org

Educational Testing Service Miller Analogies Test

College Board Programs

The Miller Analogies Test was developed more than 70 years ago to assess
Princeton, NJ 08541

http://www.ets.org

readiness for graduate school, often as an alternative to the Graduate Record
Examination. Its aim is to differentiate between high-functioning graduate

applicants by testing cognitive complexity (Ivens, 1995). Clients are presented
ACT National Office
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fulfillment of material needs (Drummond & Ryan, 1995). As such, informal
career assessments will take place in virtually every counseling relationship
because life concerns may be exacerbated or directly influenced by career-
related issues.

To solicit pertinent information, a thorough intake assessment should include
questions about work and work history. Responses to these items may lead the
counselor to further investigate a client’s employment status, either informally
via interview or formally through the use of career inventories. Even if the
counselor is not performing career counseling services per se, career
assessments may prove beneficial to the therapeutic growth of the client. As in
any counseling relationship, the practitioner must take care to focus on the
whole person, including his or her career and lifestyle needs.

It is both necessary and ethical to involve the client in the assessment process.
Clients may not have an understanding of the rationale for assessment and will
rely on the counselor to provide the information needed for them to feel secure
about the process. Although the counselor may be comfortable with the intent
and purpose of the assessment, the counselor is responsible for helping the client
feel comfortable. During the intake or when preparing the client for assessment,
the counselor will explain the purpose and nature of the assessments, the amount
of time the assessments will take, how the assessments will be scored, and what
will happen with the interpretive data. This way, the client can ask questions and
join the counselor in the assessment process.

A counselor’s particular work setting will probably dictate the degree to
which career assessments are used in the counseling process. High school

counselors will most certainly use a battery of instruments to assess academic

achievement and occupational interest at some point in a student’s academic
life. Counselors involved in human resource programs may find that much of
their work involves career counseling and the assessments that accompany that
effort. Finally, counselors in private practice or other settings may find that
career assessment is a necessary part of their work.

In addition to competency in the administration and scoring of recommended
instruments, the ethical provision of career assessment services includes
reviewing the assessment needs and outcomes with the client. The client must
have an understanding of what the instrument is intended to assess and what it
will and will not provide in terms of outcome information. An orientation
session offered by the test administrator discussing the purpose and rationale for
each instrument is suggested for all clients involved. Additionally, the counselor
must provide informed consent regarding confidentiality and the storage of
assessment records. Finally, the counselor must explain the client’s rights and
responsibilities in a testing situation (Code of Fair Testing Practices in
Education, 2004).

On completion of the assessment or assessments, the counselor will likely
conduct an interpretation session with the client. During this session, the
counselor will thoroughly review test score ranges, including the standard error
of measurement, before sharing the results. When presenting results, it is
important for the counselor to communicate them in a way the client will
understand, without using too much technical language. The counselor should
check in with the client frequently to determine how the information is being
received. The counselor will help the client extract his or her individualized

meaning from the instrument and frame it in the context of the client’s
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This test is intended for students in Grades 9 to 12 as well as adults and can be Availability: Local high school or

group administered. Developed by the U.S. Employment Service primarily for Department of Defense Defense

administration through local State Employment Security agencies, qualified Manpower Data Center

schools and other organizations may obtain permission to administer this Personnel Testing Division

assessment. The General Aptitude Test Battery is designed to help clients
compare their abilities with those of employed adults. This awareness serves as

a springboard for career counseling using the General Aptitude Test Battery.

Availability: Local employment service agency or U.S. Employment Service
Western Assessment Research and Development Center
140 East Third St.
Salt Lake City, UT 84111
http://www.uses.doleta.gov

Armed Services Vocational Aptitude Battery

Developed by the U.S. Department of Defense, the Armed Services Vocational
Aptitude Battery (U. S. Military Entrance Processing Command, 2002) is
designed for high school seniors and is provided at no cost to schools through a
cooperative venture. Results of this widely used instrument yield students’
abilities in three areas: academic, verbal, and mathematical. Resultant Armed
Services Vocational Aptitude Battery scores are compared with those of other
students nationally. The instrument is designed to facilitate self-awareness,
career exploration, and career planning with suggestions for suitable
occupations, including military careers (U.S. Military Entrance Processing
Command, 2002).

99 Pacific St., Suite 155A

Monterey, CA 93940

(408) 583-2400
https://www.dmdc.osd.mil/appj/dwp/index.jsp

Other aptitude tests include the Wonderlic Basic Skills Test, the Scholastic
Assessment Test (SAT) and ACT Assessment, the Graduate Record
Examination, and the Miller Analogies Test.

Wonderlic Basic Skills Test

The Wonderlic Basic Skills Test is a measurement of verbal skills, including the
‘Word Knowledge, Sentence Construction, and Information Retrieval subtests,
and quantitative skills, including the Explicit Problem Solving, Problem
Solving, and Interpretive Problem Solving subtests. Intended for group or
individual administration, the Wonderlic Basic Skills Test is suitable for
assessing job readiness in teenage and young adult populations and has
significant potential for providing clients with information about their career
decisions (Hanna & Hughey, 2002). Additionally, this instrument has been
approved by the U.S. Department of Education as a means of qualifying
students for Title 10 federal financial assistance. This instrument can be
computer scored by the counselor with appropriate software. A desirable feature
of this instrument is that falsified answer sheets are easily identified during
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The Wide Range Interest and Opinion Test is a pictorial instrument intended for
educationally or culturally disadvantaged clients or with those whose severe
disabilities render other interest inventories unfeasible (Zunker & Osborn,
2002). Similar to other interest inventories, the test taker selects the most and
least preferred choices from a series of triads. The stimulus items were redrawn
in the late 1970s to enhance inclusion of gender and cultural minorities (Hsu,
1985). The instrument may be administered individually or in groups, is
machine scored, and is intended for ages 5 to adult. Results provide scores for
18 occupational clusters such as art, office work, and biological science (Zunker
& Osborn, 2005).

Authors: Joseph Jastak and Sarah Jastak

Availability: Psychological Assessment Resources, Inc.
16204 N. Florida Ave.
Lutz, FL 33549
(800) 889-8378

http://www.parinc.com

SIDEBAR 6.8 Case Study 3: Assessments of Special Populations

You have a client, Deo, who is a 55-year-old man who recently immigrated to the United States from a
conflict area in Uganda. The client is bilingual with English as his second language. In your
conversations with him, you found his use of the English language to be adequate. In Uganda, he is
considered well educated with a doctoral degree. In the United States, Deo’s education is not recognized
because the universities he attended are not formally accredited. The client would like to complete a
career interest test to assist his job search in this country. You have one test available that included a
norm group of 50-year-old African American men born in the United States who had an undergraduate
education and spoke English as their primary language. Consider whether this test would be an
appropriate fit for Deo. If so, would you need to make any accommodations? If not, what type of

normative group would you look for in a different interest test?

Additional Assessments

Counselors engaging in career exploration anticipate that clients are in need of
employment. In this chapter, we have largely focused on assessments that help
clients understand their preferences and abilities and facilitate the counselor
matching those preferences and abilities to occupations. Not all clients in need
of career assessment are seeking work. Other populations that may present for
assessment are employed people who are good at what they do but are simply
stressed, overworked, or burned out. In such cases, assessments of stress and
burnout may be indicated. Although an exhaustive review of such tools is
beyond the scope of this chapter, one example is the Maslach Burnout
Inventory.

Maslach Burnout Inventory

The Maslach Burnout Inventory is a unique tool designed to measure three
general constructs: emotional exhaustion (feeling overextended at work),
depersonalization (lack of caring toward recipients of one’s work), and personal
accomplishment (feelings of success and competence). Although the inventory
does not generate an overall score of burnout, the three subscores can be useful
in understanding the client’s experience of on-the-job burnout. Reliability is
judged to be adequate with high internal consistency, and validity is indicated on
the basis of a number of small studies correlating this construct of burnout with
other measures (Fitzpatrick, 2005).
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counseling. The majority of instruments available to counselors were developed
to measure specific constructs salient to the career decision-making process. The
instruments in this section are presented by type, or the construct they were

designed to measure.

Assessments of Aptitude, Ability, or Achievement

An aptitude is defined as an ability, tendency, or capacity that is inherited or is
the result of environment and life experiences (Zunker & Osborn, 2005).
‘Whether such traits are natural or acquired, a measure of aptitude has some
ability to predict how well clients will do in a particular activity (Worthen,
White, Fan, & Sudweeks, 1999). Aptitude tests are more sophisticated than
intelligence tests in that they measure more specialized constructs and a broader
array of experiences relevant to traditional achievement tests (Harrington &
Schafer, 1996). Measures of aptitude and ability are cornerstones of career
counseling assessment practices; high school students frequently take one or
more of these instruments before graduation to assist them in determining their
vocational direction. Often, the appraisals are group administered and computer
scored to aid the school counselor in mass administration and interpretation.
Additionally, measures of skills and abilities serve clients beyond the high
school population who are interested in determining suitability for a given
occupation. As such, career counselors may consider using these appraisals as a
supplement to other inventories.

In a survey conducted by Kapes and Mastie (2002) of professionals using
aptitude measures, the most commonly used instruments were the Differential
Aptitude Test, the General Aptitude Test Battery, and the Armed Services

Vocational Aptitude Battery. Those and other commonly used aptitude tests are

discussed in this section.

Differential Aptitude Test

The Differential Aptitude Test is actually a battery of aptitude tests providing
scores for the subtests of Verbal Reasoning, Numerical Ability, Abstract
Reasoning, Clerical Speed and Accuracy, Mechanical Reasoning, Space
Relations, Spelling, and Language Usage. It is designed for group
administration and use with students in Grades 8 to 12 or other young adult
populations. The combined Verbal Reasoning and Numerical Ability score
serves as the best indicator of academic and vocational interest and provides the
basis for advising (Pennock-Romén, 1988). Counselors will want to work with
clients using the available Differential Aptitude Test Individual Report because
the clear narrative interpretations provide the greatest impact for the client
(Wang, 2002).
Authors: G. K. Bennet, H. G. Seashore, and A. G. Wesman
Availability: Pearson Assessments

19500 Bulverde Rd.

San Antonio, TX 78259

(800) 627-7271

http://www.pearsonassessments.com
General Aptitude Test Battery

The General Aptitude Test Battery (Keesling & Healy, 1988) is a broad measure
of nine occupational aptitudes such as general learning and manual dexterity.
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based on a person’s affinity to connect with others (fields) and his or her ‘Western Psychological Services
motivation to achieve status in a particular occupational setting (levels). The 625 Alaska Avenue
levels dimension evidenced more of a person’s internal drive or motivation to Torrance, CA 90503-5124
find satisfaction with life at higher levels of self-actualization, similar to the (800) 648-8857
process identified by Maslow’s hierarchy of needs. Roe (1957) considered six http://www.wpspublish.com

(O£

occupational levels ranging from unskilled through professional and managerial
positions.

Roe’s classification scheme has led to the development of a number of career
assessment instruments based on her ideas. Two of them are the Vocational
Interest Inventory and the
Professional Level Interest Inventory.

Career Occupational Preference System—

Vocational Interest Inventory

The Vocational Interest Inventory measures a person’s interest intensity in the
eight occupational fields already mentioned (e.g., service, business contact,
organization) for Roe’s (1956) classification system. Consisting of two 56-item
sections, the Vocational Interest Inventory is used to evaluate the occupational
and activity preferences of later high school students to assist them in choosing
a college major. Although the inventory was intended to be self-administered
and self-interpreted, computer-generated reports appear to offer extensive
information, identifying job listings related to the highest scores on the test,
education levels needed to obtain them, and a ranking of 25 college majors
related to the taker’s mean profile (Herman, 1998; Law, 1998).

Author: Patricia Lunneborg
Availability: Vocational Interest Inventory

Career Occupation Preference System— Professional Level

Interest Inventory

The Career Occupational Preference System—Professional Level Interest
Inventory was developed to measure career interest for those seeking
professional career status (Albanese, 2001). College-bound high school
students, college students, and adult professionals benefit from a set of
inventories and resource materials that help them not only to identify career
options related to their personal preferences but also to review a wealth of in-
depth information about a number of career alternatives.

Authors: Lisa Knapp-Lee, Lila Knapp, and Robert Knapp
Availability: Educational and Industrial Testing Service
P.O.Box 7234
San Diego, CA 92167
(800) 416-1666
http://www.edits.net/index2.htm

Assessments by Type

Not all career appraisal methods have been created to support theories of career
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