A Model for Career Assessment

Mark L. Savickas

To Appear in:

Leitao, Ligia Mexia (Ed.), Handbook on Psychological Assessment in Vocational Guidance



A Model for Career Assessment

Mark L. Savickas

Vocational appraisal plays a central role in career counseling by providing practitioners
with objective data about clients and their problems. A comprehensive career assessment
concentrates on both the problem that a client brings to counseling and the person himself or
herself. Person appraisal concentrates on traits and characteristics, such as abilities and
interests, that can be used to describe an individual and compare that person to other people.
Problem appraisal concentrates on career concerns such as making vocational decisions and
coping with developmental tasks. To be most useful to clients, the appraisal data obtained must
pertain directly to the career concerns that they bring to individual counseling, group guidance,
or educational workshops. Other less pertinent appraisal data may still be interesting to a client,
but the time and resources spent to collect peripheral information can be costly to counselors and
their employers. Thus, it behooves career counselors to identify the types of appraisal data that
they need to help a particular client or group of students as well as the psychometric inventories
and tests that provide that data.

The present handbook seeks to help in this regard by describing the major types of
psychological measures and how to use them in career assessment. But before starting this
discourse, the present introductory chapter offers a conceptual model that counselors may use to
organize their thinking about the different types of appraisal tools and how each serves the
practice of career intervention. The schematic description provided by this model of career

services, including both assessment and intervention, helps counselors to (a) explain how



different career theories concentrate on different types of clients, (b) distinguish between the
major types of career interventions, (c) recognize the categories of appraisal data that support
each intervention, and (d) select the instruments that provide the information they seek. Before
introducing the model, the next section describes the origins of the model in a personality theory
called structural analysis.
Precis of Structural Analysis

Wagner (1971) called his personality theory "structural analysis" because it concentrates
on two structures of personality. The first structure to develop, called the facade self, consists of
behavioral tendencies. The facade self maintains contact with reality and reacts to environmental
stimuli. Later, following the acquisition of language, individuals become aware of their own
behavior and formulate a self-concept that lies at the core of a second structure, which is called
the introspective self. The introspective self evaluates and corrects the facade self; it provides
depth and complexity to the personality by adding an inner life. The facade self initially
responds only to environmental programming so an introspective self introduces the possibility
of self-programming of behavior. The diagram in Figure 1 shows a portion of Wagner’s (1971)
schemata for the functioning of a normal personality. Drives funnel through the introspective
self and facade self for release; the facade self and the introspective self interact and modify each

other through self-cognition, and the facade self reacts to prompts from the environment.

Insert Figure 1 About Here




Wagner designed and developed structural analysis for the clinical practice personality
assessment, so it has direct applicability to the practice of vocational assessment. For example,
consider from the perspective of vocational psychology Wagner’s (1971) succinct statement of
structural analysis:

The growing child must develop an attitudinal and behavioral facade which

organizes external reality so that the organism can react meaningfully to the

welter of complex stimuli which are constantly impinging. Later, if all goes well,

the individual takes cognizance of his (or her) own functioning, achieves a sense

of identity and formulates a subjective set of ideals, goals, and self-appraisals.

The (facade self) and the (introspective self) then interact to form a complex,

unique personality. (p. 424).

This succinct statement shows that structural analysis offers an overarching framework for
organizing career assessment and intervention. Wagner used structural analysis to create an
overarching framework for popular projective techniques, each of which had been created to
assess distinct levels of personality functioning. The authors of the projective techniques were
interested in different aspects of personality, much like career theorists are interested in different
aspects of vocational behavior. This coincidence makes it evident that by simply identifying
similar constructs, we can translate structural analysis from the language of personality theory

and psychopathology into the language of career theory and vocational behavior.

Translating Structural Analysis Into the Language of Career Theory

The facade self denotes “an attitudinal and behavioral facade which organizes external



reality so that the organism can react meaningfully to the welter of complex stimuli which are
constantly impinging.” Accordingly, the facade self can be represented by Holland’s (1997)
model of vocational personality types. Each RIASEC type represents what Holland called an
adjustive orientation, constituted by a constellation of abilities, interests, and behavioral
tendencies. Thus, Holland’s description of adjustive orientation coincides quite well with
Wagner’s definition of the facade self. Moreover, like the facade self, RIASEC types emerge as
adaptive repertoires early in life. Viewing traits as unitary adaptive mechanisms also places
them in the facade self. Thus, stable person characteristics such as occupational abilities and
vocational interests populate the facade self.

The introspective self develops later than the facade self, when “the individual takes
cognizance of his (or her) own functioning, achieves a sense of identity and formulates a
subjective set of ideals, goals, and self-appraisals.” The introspective self evaluates and guides
the facade self; it uses self-selected goals to direct the adaptive repertoire of the facade self. The
introspective self includes Hughes’ (1958) concept of subjective career.

In structural analysis, drives press on the facade and introspective selves. The drives in
structural analysis coincide with Bordin’s (1984) formulation of career psychodynamics and
Roe's (1984) views on personality and occupations. Similar to structural analysis, vocational
psychology has little to say about drives. Vocational psychologists, with the exception of a few
like Bordin (1984), Crites (1981), Roe (1984), and Watkins and Savickas (1990), have done little
to develop the depth view of why people make the career choices they do.

The process dimensions of structural analysis are best understood from the perspective of

Krumboltz’s (1979) learning theory view of vocational behavior. In the schemata of structural



analysis displayed in Figure 1, arrows represent process. The arrows between the facade self and
the environment represent the environment impinging on the individual (<-) and the individual’s
responses to the environment (—>), respectively. Krumboltz concentrates on this interpersonal
interaction and contextual affordances. In contrast, Lent, Brown, and Hackett's (2002) social-
cognitive theory of careers attends to the interaction arrows between the facade and introspective
selves using constructs such as self-efficacy beliefs and outcome expectations. In addition to
career beliefs, the arrows between the facade and introspective selves represent career
adaptability variables such as decision-making attitudes and competencies. Accordingly, | refer
to these intrapersonal variables as the ABCs of career construction.

Lofquist and Dawis (1991), in their theory of work adjustment, emphasize core constructs
attuned to the occupational adjustment outcomes of success and satisfaction or failure and
frustration. The outcomes are conceptualized using the constructs of satisfaction and
satisfactoriness. Satisfaction arises from good fit between personal values and job rewards
whereas satisfactoriness arises from a good fit between personal abilities and job requirements.
Because of the focus on the work adjustment process and its outcomes, the theory of work
adjustment has been used extensively in work adjustment and vocational rehabilitation
counseling but not in counseling for career choice.

Each career theory has been placed in this career services model based on its main
contribution to comprehening vocational behavior and career construction. Of course, the
theories can be stretched to conceptualized other components in the model but this may not
represent best practice. Having aligned each element of structural analysis with a corresponding

career theory, we are now ready to integrate these elements into a model of career intervention.



Career Intervention

Figure 2 displays a schemata that applies Wagner’s (1971) theory of structural analysis to
the vocational realm. This facade self, or adaptive repertoire for our purposes herein, could be
termed a vocational self. The term vocational was selected to coincide with Crites’ (1969) use of
“occupational” to denote environmental stimuli and “vocational” to denote behavioral responses.
As infants develop, they are inducted into the culture through social expectations that we call
developmental tasks, proffered initially by the family and later by societal institutions such as the
church and the school. The vocational development tasks and their agents condition the
individual to assume that the meaning of life is to cooperate with and contribute to the common
good. Western societies provide three core roles through which individuals can cooperate and
contribute: work, friendship, and love. Commitment to these roles is the focus of Super’s (1990)
research concerning role salience. The arrows between the vocational self and the environment
represent, to accept Crites’ (1969) persuasive argument regarding precise terminology,

occupational stimuli (<) and vocational responses (—>).

Insert Figure 2 About Here

With the self-reflection made available by language, an individual eventually constructs
and subsequently develops an introspective self, or a career self for our purpose herein. The
term career was selected following theorists such as Hughes (1958) and Miller-Tiedeman and
Tiedeman (1985) who explain the subjective sense of career as a self-reflective structure. The

career self adds self-awareness to the environmental awareness of the vocational self. Thought



and its product, the career self, permit individuals to make meaning and to use this meaning to
direct their own behavior in a proactive manner, not just in reaction to environmental stimuli.
The enlarged worldview of the career self allows the person to develop life themes, abiding
values, and long-range goals that are dealt with in vocational psychology using constructs such
as subjective career (Hughes, 1958) and self-concept (Super, 1963).

The career self is an organized subset of a person’s cognitive universe, which enables the
individual to identify and discriminate work roles as a focal experience. As such, this structure
provides a perspective for making coherent choices regarding behavioral alternatives. While the
purpose of vocational behavior is to respond to vocational tasks and situations, the purpose of
career mentation is to enhance the adaptive fitness of vocational behavior. Career mentation
functions to (a) provide awareness of vocational movement through time, (b) enhance self-
control, (c) impose intention and direction on vocational behavior, and (d) evaluate outcomes
relative to purpose.

When confronted by the environment with behavioral choices, people can use the career
self to respond with thoughtful decision making. Behavior may occur at the provocation of the
environment or be self-initiated. The arrows between the environment (work, friends, and love)
and the vocational self denote occupational stimuli, developmental tasks, and vocational
responses as well as connote reciprocal determinism. The interactions denoted by these arrows
are judged by their level of congruence or correspondence. The arrows between the vocational
and career selves denote career beliefs, attitudes, and competencies pertinent to career choice and
development and connote recursive thinking. The interactions denoted by these arrows are

judged by their level of maturity or adaptability. Both sets of arrows indicate the interactive



molding that transpires between parts of the schema.

In sum, the major elements of the model are the two structures which are the focus of
person appraisal-- vocational self and career self-- and their interaction with each other and the
world of work, which is the focus of problem appraisal.

A Model for Career Services

Now let us apply the model to career intervention. | have placed the distinct career
services, along with the corresponding career theory that supports each service, in a separate
section of the model as portrayed in Figure 3. The model reveals the coherence among the
services. The services are defined as occupational placement, vocational guidance, career
counseling, career education, work therapy, and position coaching. Each of these services draws

upon a different career theory because each service addresses a relatively distinct problem.

Insert Figure 3 About Here

Placement. The placement service corresponds to the environment section of the model
(i.e., roles of work, friendship, and love). Occupational placement assists individuals who have
chosen an occupational field to secure a position in that occupation. It helps clients to negotiate
the social opportunity structure by gathering information, writing resumes, networking,
searching for jobs, and preparing for interviews. This service emphasizes social skills training.
Counseling psychologists who provide placement services use social learning theory as
articulated by Krumboltz and others to reduce job search anxiety, increase assertiveness, counter

mistaken beliefs, coax exploratory behavior, increase social skills, and refine self-presentation
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behavior. Placement works best with clients who are ready to implement a choice, that is, those
who have committed themselves to an occupational field and seek a place in it for themselves.
However, placement services do not work as well for clients who have no destination in mind.
They need a guide to help them specify a choice.

Guidance. The guidance service corresponds to the vocational self. VVocational guidance
helps individuals who are undecided to evaluate their behavioral repertoire and then translate it
into vocational choices. It helps clients to perceive more options and make choices by applying
Parson’s (1909) venerable triad of clarifying interests and abilities, exploring congruent
occupational fields and levels, and specifying suitable vocational alternatives. This service
emphasizes guidance techniques.

Counseling psychologists who provide vocational guidance use trait-and-factor theory, as
articulated first by Parsons (1909) and now by Holland (1997), to interpret interest inventories
and ability tests, provide educational and vocational information, encourage exploration, and
suggest matching choices. Guidance, because it essentially translates self-concepts into
occupational titles, works best with individuals who possess clear and stable vocational
identities. Those people who cannot confidently and coherently answer the questions of "Who
am 1?" and "What do | want?" are not ready to make matching choices. They need a counselor
to help them crystallize a career self-concept and envision a subjective career.

Counseling. The counseling service corresponds to the career self. Career counseling
facilitates self-reflection and cognitive restructuring in clients who need to mature and deepen
their values and views. It helps clients to elaborate their self-concepts by introspection and by

discussion of their subjective careers (Hughes, 1958). Counselors who provide the counseling
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service use self-reflection models developed by ego psychologists, person-centered counselors,
cognitive therapists, and others to conceptualize self and clarify choices through meaning-
making activities like values clarification, identity formation exercises, and life script analysis.
Counseling works best with clients who want to learn more about their subjective views of life,
articulate their self-concepts, or crystallize occupational field and ability level preferences.
However, counseling does not work as well for clients who need to implement this self-
knowledge. They need education.

Education. The education service corresponds to the arrows between the vocational and
career selves in Figure 2. Career education assists individuals who encounter difficulties in
enacting their subjective career intentions (career self) through their objective vocational
behavior (vocational self). It helps these clients to develop self-management attitudes such as
foresight and autonomy as well as competencies such as planning and decision making. It
corrects their mistaken beliefs and misconceptions as well as discusses decisional difficulties. It
increases their readiness to cope with vocational development tasks. Counselors who provide
career education services use deliberate psychological education and developmental counseling
models to orient individuals to developmental tasks and foster coping attitudes and competencies
that address these tasks. Career education works best with clients who want to learn to better
manage their motivation and implement their self-concepts. However, education does not work
as well for clients who experience motivational problems. They need therapy.

Therapy. The therapy service corresponds to the drives section of the model in Figure 2.
Work-oriented therapy assists individuals who have trouble developing a clear and stable

vocational identity to examine what they need to feel secure. It focuses on the drama of
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recurring relationships to help clients examine personal motives, identify a central problem, and
modify distorted motives. Counseling psychologists who provide brief therapy seek to integrate
personal and career counseling models (Blustein,1987; Subich, 1993) and use the working
alliance (Bordin, 1979) to modify personality structure. Therapy works best with clients whose
excessive indecisiveness, anxiety, and conflicts thwart their efforts to form a personally
meaningful vocational identity. However, brief therapy does not work as well for clients who
need extensive treatment to deal with fundamental psychopathology.

Coaching. The coaching service corresponds to the arrows between the vocational self
and environmental roles. Position coaching assists individuals who encounter problems
adjusting to occupational positions to learn better adaptive mechanisms. It use mentoring,
rehearsing, and training to help clients adapt to organizational culture, handle job
responsibilities, and interact with co-workers. It also helps individuals resolve conflicts between
work and family (Savickas, 1991). Counseling psychologists who provide career coaching use
systems theory and organizational development theory to mentor individuals. Coaching works
best with clients at the extremes of adjustment, such as individuals who need help entering the
world of work through life skills training (Adkins, 1970) or progressing in their careers through
mentoring (Carden, 1990). Needless to say, everyone can use a coach now and again.

This section presented a model for comprehending career theories. The model assembles
the singular perspectives of career theorists into a model to describe the multiple perspectives of
practitioners. In so doing, it enriches the practice of career intervention by revealing a coherence
among distinct career services. Systematic application of the coherent career services model

may advance contemporary efforts to devise better means for matching clients to interventions.
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A Model for Career Assessment

Figure 3 presents a schematic representation of the model of career services offered by
practitioners to foster vocational development and work adjustment. In this section, I describe
the type of career assessment that corresponds to each career service in Figure 3. In the history
of vocational psychology, there has always been a close tie between theory, practice, and
assessment. Each theory concentrates on a particular type of career intervention and, over time,
produces corresponding vocational assessment techniques. Originally, the assessment techniques
operationally defined guidance services and, therefore, addressed first abilities and then interests.
Later developments in theory led to assessment instruments for career education and counseling
as well as work adjustment. Given its historical precedence, | will begin this section by
discussing assessment tools and techniques that are used in vocational guidance.

Assessment for Vocational Guidance. Because it concentrates on self-evaluation,
occupational information, and the matching of the two, vocational guidance focuses primarily on
an individual's competence for and inclination toward the work role. The critical dimensions of
this match are interests as they relate to occupational field and abilities as they relate to
occupational level. Abilities denote what a person "can do" whereas interests denote what a
person "likes to do." The assessment of abilities can take many different directions. Some
counselors prefer to concentrate on general ability level and therefore use individual intelligence
tests such as the Wechsler Adult Intelligence Scale (Matarazzo,1972; Tulsky, Saklofske, Wilkins,
Weiss, 2001) or group tests such as the Wonderlic Personnel Test (Bell, Matthews, Lassister, &
Leverett, 2002) and the Multidimensional Aptitude Battery (Vernon, 2000). Other counselors

prefer to concentrate on specific abilities that relate directly to a particular types of occupation
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and therefore use instruments, or parts of instruments, such as the Differential Aptitude Test
which measures aptitudes abilities such as numerical reasoning, verbal reasoning, abstract
reasoning, mechanical reasoning, spatial reasoning, and clerical speed and accuracy. Still other
counselors assess ability by using self-rating surveys such as the Ability Explorer (Harrington &
Harrington, 2001) and Estimating Your Career-Related Abilities (Prediger, 2002). Despite
differences in counselor preferences, all of these measures appraise which occupational levels an
individual might be able to attain. In the present volume, assessment of intelligence is addressed
by Professor Leandro de Almeida and assessment of aptitudes is addressed by Professor Helena
Rebelo Pinto.

To address occupational field, counselors assess interests (Savickas & Spokane, 1999).
There are two general approaches to measuring interests. The first focuses squarely on the
vocational self by measuring basic interests in general activities such as mechanical, outdoor,
scientific, literary, musical, artistic, persuasive, social service, clerical, and computational
(Kuder, 1977). 1 call these vocational interests or preferences because they concentrate on the
generic work roles. In contrast, the second approach to interest measurement focuses on the
correspondence between the vocational self and specific occupational roles by measuring
resemblance to workers employed in different occupations. 1 call these occupational interests.
The first inventory to do this is the venerable Vocational Interest Blank (Strong, 1927) which
yields scores that indicate how similar a client is to people already employed in particular
occupations. Note that this type of score does not really indicate interests, it indexes similarity to
occupational groups of types. Contemporary versions of these "occupational scores" are

included in measures such as the Strong Interest Inventory (Harmon, Hansen, Borgen, &



15

Hammer, 1994). and the Campbell Interest and Skills Inventory (Campbell, Hyne, & Nilsen,
1992). Both of these inventories include scales that also measure vocational interests in basic
activities so they provide measures of both the vocational self itself and the resemblance between
that facade self and occupational groups in the world of work. Holland (1997) simplified this
matching process by constructing the Self-Directed Search to measure resemblance to six
vocational personality types, rather than to specific occupational groups. The Personal Globe
Inventory (Tracey, 2002; http://courses.ed.asu.edu/tracey/To%20download.txt) adds the
dimension of prestige to the assessment of Holland's (1997) RIASEC vocational personality
types to construct a spherical model and measure of interests. In the present book, the
assessment of interests is addressed by Professor Ligia Mexia Leitao and by Professor Jose
Pacheco Miguel.

Assessment for Career Counseling. Career counseling serves to develop vocational
self-concepts. It concentrates on clarifying values and interpreting the meaning of vocational
experiences. This self-knowledge and sense of life purpose arise from conceptualizing one's
vocational self and, in turn, eventually directs vocational behavior. Career counseling addresses
life goals and the meaning of the life. Rather than assessing objective abilities and interests as
we do for guidance, assessment for career counseling appraises subjective goals and values
(Savickas, 1995). Of course, interests and values are related. For example, we can conceptualize
career values as "general interests™ of the career self that the vocational self eventually expresses
as "specific interests.” In this sense values represent what a person hopes to achieve and interests
represent how that person plans to achieve it.

The assessment of work values has traditionally used inventories such as the Work Values
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Inventory (Super, 1973), which focuses only on values satisfied only in the work role, or the
Values Inventory (Super & Nevill, 1986), which focuses on values that can be gratified in many
major life roles including work, family, community, education, and leisure. The Values
Inventory appears more useful in life planning whereas the Work Values Inventory, with its
narrow focus, is more useful when directing attention only to planning for the work role. In the
present volume, the assessment of values is addressed by Professor Maria Eduara Duarte.

Instead of values inventories, the assessment of the career self has typically concentrated
on projective techniques such as card sorts, genograms, repertory grids, and early recollections
(Watkins & Savickas, 1990). Newer approaches include constructivist (Savickas, 1998, 2002)
and narrative techniques (Savickas, 1998) These techniques are used to assess deeper motives
that the individual may not yet be fully able to recognize and articulate, as required by objective
techniques such as values inventories. In the present volume, assessment of career motivation is
addressed by Professor Maria Paula Paixao.

Assessment for Work Therapy. While interests are near the surface of personality, and
values are in a middle area, needs reside at the deepest level. Therefore, when doing work
therapy, assessment usually focused on on the why of behavior. Therapy to improve work
adjustment usually concentrates on personality development and interpersonal skills.
Assessment of work personality tends to rely on either objective measures such as the
Personality Research Form (Vernon, 2000) or on projective measures such as the Thematic
Apperception Test (Teglasi, 2001) and the Sentence Completion Blank (Baggaley & Dole, 1977).
Other personality tests that have become somewhat popular in assessment for work-oriented

therapy are the Sixteen Personality Factor Questionnaire (16PF; Schuerger, 1995) and measures
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of the five factor model of personality (Costa, McCrae, & Kay, 1995; Salgado, 1997). In the
present volume, the assessment of personality and psychological needs is addressed by Professor
Joaquim Alves Ferreira.

Assessment for Career Education. Career education serves to help clients better enact
their subjective intentions (career self) through realistic and purposive behavior (vocational self).
Assessment for career education has traditionally focused on problem appraisal by measuring
career adaptability, that is, readiness to make realistic career choices and master vocational
development tasks. This readiness can be assessed positively in terms of amount of information
and exploration or assessed negatively in terms of decisional difficulties and degree of
unrealism. Career education focuses on increasing adaptability so assessments generally must
identify the attitudes, beliefs, and competencies that need to develop or change.

Counselors use two different approaches to assessing career adaptability with groups or
with individuals (Savickas, 2000). The first approach is screening. Counselors may use the
Vocational Identity Scale (Holland, Johnston, & Asama, 1993) or the Career Decision Scale
(Osipow & Winer, 1996) to screen for level of adaptability. These short screening devices assess
vocational identity and indicate whether a client is ready for guidance or needs career counseling
first. Individuals who possess a clear and stable vocational identity are ready to make
meaningful choices, and therefore are ready to benefit from vocational guidance. A confused
and unstable vocational identity suggests a lack of readiness. This situation calls for a second
approach, that is, a more comprehensive problem appraisal to determine what is delaying
readiness. This can be done with measures of career development such as the Career

Development Inventory (Savickas & Hartung, 1996) and the Career Maturity Inventory (Crites &
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Savickas, 1996) or with measures of social cognition such as the Career Decision-Making Self-
Efficacy Scale (Betz & Luzzo, 1996) and Career Beliefs Inventory (Krumboltz & Vosvick,
1996). The results of this assessment will indicate topics for career education, that is the
attitudes, beliefs, and competencies that must be developed to cope with the difficulties being
encountered. These instruments are also very helpful in pre- and post-testing to evaluate school
programs in career education and college workshops in career planning. In the present volume,
assessment of career indecision is addressed by Professor Jose Thomas da Silva and the
assessment of career development is addressed by Professor Maria do Ceu Taveira.

Assessment for Position Coaching. Coaching is an increasingly popular service.
Position coaching focuses on the interaction between the vocational self and work roles. It helps
individuals cope with the developmental tasks that society structures to bridge the relation
between individuals and work as well as helping people to solve problems they encounter in
adjusting to their occupations. Developmental coaching encourages individuals to meet social
expectations by engaging in adaptive behaviors such as exploring, decision making, and
planning. Sometimes coaches engage in career education to help develop the attitudes beliefs,
and competencies that incline the vocational self to act in certain ways. The distinction is that
career education concentrates on attitudes and competencies that shape the dispositional response
tendencies of the vocational self, whereas coaching is a developmental relationship that
concentrates on behaviors. For example, a forward looking attitude toward planning is an
attitude whereas planning is a behavior.

Assessment for developmental coaching concentrates on identifying the vocational

development tasks that an individual is facing or about to face. Similar to assessment for career
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education, assessment for coaching involves problem appraisal, not person appraisal. The
problems are those encountered in trying to cope with the developmental tasks of stabilizing in
an occupational position and then consolidating and maintaining that position. Several
inventories are useful in assessment for coaching including the Adult Career Concerns Inventory
(Cairo, Kritis, & Myers, 1996) which measures whether the individual is concerned with
problems that involve exploration of, establishment in, maintenance of, or disengagement from
an occupational position. Another tool is the Career Mastery Inventory (Crites, 1996) which
assesses adjusting to work problems as well as stabilizing, consolidating, and advancing in one's
occupation. A related approach concentrates on assessing the individual's work ethic, sometimes
using the Multidimensional Work Ethic Profile (Miller, Woehr, & Hudspeth, 2002) which
measures self-reliance, morality, leisure, hard work, centrality of work, wasted time, and delay of
gratification. Some coaches use one of the numerous occupational stress measures such as the
Occupational Stress Inventory (Spokane & Ferrara, 2001) which has three sets of scales to
measure occupational stress, vocational strain, and career coping.

Assessment for Occupational Placement. Occupational placement helps clients to
secure employment by gathering information, writing resumes, networking, searching for jobs,
and preparing for job interviews. There are only a few assessments that directly deal with the
problem appraisal relevant to the placement service. They measure anxiety about a job search
and amount of exploratory behavior relevant to that search. Anxiety can be measured with The
Assertive Job-Hunting Survey (Becker, 1980) or the Inventory of Anxiety in Decision Making
(Mendonca & Less,1976). Both instruments assess common types of personal reactions and

feelings that clients may experience while in the process of finding a job. Exploratory behavior
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can be measured with several different instruments. The Career Exploration Survey (Stumpf,
Colarelli, & Hartman, 1983) measures career-search behaviors, reactions to exploration, and
beliefs about exploration as these relate to information about occupations, jobs, and
organizations. The Vocational Exploratory Behavior Inventory (Jones & Krumboltz, 1970)
assesses what the client has done during the past week regarding the exploration of different
majors, occupations, and vocations. In a research report on job search behavior, Saks and
Ashforth (2000) described measures of job search confidence and effort, respectively called the
Job-Search Self Efficacy Scale and the Job-Search Intensity Scale. These measures of anxiety
and exploration are useful in assessing an individual's approach to finding a job and in designing
a placement intervention to help that individual secure a position.
Conclusion

This chapter introduces the present handbook on vocation appraisal by providing a
conceptual model that counselors may use to organize their thinking about the different types of
appraisal tools and how each tool serves the practice of career intervention. The model for
career services, including both assessment and intervention, helps counselors explain how
different career theories concentrate on different types of clients, distinguish between the major
types of career interventions, recognize the types of inventories and tests relevant to each
intervention, and select the instruments that provide the information they seek. Furthermore, the
model differentiates the person appraisal used in guidance, counseling, and therapy from the
problem appraisal used in education, coaching, and placement. Given this conceptual overview,
it is now time to read about the measures in depth as each chapter author explains a type of

assessment by presenting characteristic measures along with their rationales, psychometric



characteristics, and common applications.
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Figure 1 Schemata for Wagner’s (1971) Theory of Structural Analysis.
Adapted from "Structural Analysis: A Theory of Personality Based on Projective
Techniques" by E. Wagner, 1971, Journal of Personality Assessment, 35, p. 426.
Copyright by Lawrence Erlbaum Associates, Inc. Reprinted by permission.
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