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ABSTRACT

Ronald L. Sutton

What are counselor and client perspectives on the preferred time
frames for the use of Career Assessment Instruments
in counseling of adulls in Carcer Transition?

1997

Dr. Diheff, School Psychology Program

The purpose of this study was to examine the correlation between the timing of
assesstnent instrament usage and the perceived value of assessment instruments for adult
clients in career transition counseling settings. Comparisons of career counselor and adult
client perspectives an assessment instrument usefulness were also studied. A mated
seli-administersd questionnaire was developed to collect data, Fifteen counselors and 47
clients, associated with the downsizing of a glectric utility company’s regional afftce in
southern New Jersey, responded and formed the basis of all datz analysts. An independent
¢ Test for upequal proups was used to compare counselor and clisnt ratings of assessment
inserement usefulness. Results showed significantly higher ratings by the counselors as
comparad to the client ratings. A dependent 7 Test was used to compare client ratings of
assessment instruments used during the initial stage of counscling to client ratings of
instruments used later in the counseling process. Resulis showad significantly higher
client ratings for assessmeni instruments used in the later stages of counseling. These
results lend support to career transition theories and research on “job less frauma”™ and

other factors that may inhibit adults during the initial stage of career transition.



MINI-ABSTRACT

Ronald L. Sutton

What are counselor and client perspectives on the preferred time
Trames for the use of Caresr Assessment Instrumenis
1 ¢ounseling of adults in Career Transition?
1997

Dr. Dihoff, School Psychology Program

This study was conducted to better understand the dynamics of assessment
mstrument use for adults going through career ransition counseling. Results showed that
counselors rated assessment instrument usefulness significantly higher than clients. Also,
client ratings of assessment instruments used during the initial stage of career counseling
were significantly lower than client ratings of instruments used at later stages of

counseling. These results lend support to previous “Joh loss traurna” research.
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Chapter 1: The Problem

Need

Based on the varisty of assessment instruments available, the various methods and
preferences of counselors and the many different client needs and perapectives, this study
is being conducted to better understand the dynamics of assessment ingtrument use for

adulis going through career trapsition.

Tn career counseling assessment instruments are used at any one of three stages in
the counseling process: upon intake, during the first two to four sessions 1o provide input
for the remainder of counseling, or at later counseling sessions to provide additional
confirming, complementary or conflicting information to explore further. Counselors
select and use assessment instruments based on their training, experience, theoretical
background and the counseling methods they feel most comfortatle with and feel serve
their clients well. Adult clients in career transition may offer a more complex set of
issues than the career counseling theories and training were originally based upon. These
complexities could include: job loss trauma, serious ongoing financial obligations,
concerns surrounding the reasons for or justification of job loss, and anxiety over the need

{0 initiate a job search afier several years of stable and secure employment.

One way to explore this potentiality further is to conduct ~wo collareral surveys of

coumselors and adult clients who have completed career transition counseling 1 compile



data on the timing and use of assessment instruments compared to the surveved

populations’ perspectives on the value of instruments used.

Purpose

The purpose of this study is to survey both career counselor and adult client
populations on their experience and opinions regarding the value of assessment
instruments in career transifion counseling settings and the timing on the use of the
instruments. This study examines the correlation between the timing of assessment
instrument usage and perceived value of the instrument. Comparisons of counselor and

client perspectives are also studied.

Hypathesis

Counselors tend to build up a comfort zone and a level of appreciation for
certain specific assessment instruments based on past experience. They then use these
familiar instruments in nearly all settings at prescribed times; largely ignoring other
instruments, different timing or no test options that may better suif certain clisnts. While
cownselors should evaluate the timing and appropriateness of instruments prier to
assigring them to clients, assessment instrument completion is often a required part of the

initial intake process or is a standard feature of the first few counseling sessions.
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1t is hypothesized that adulr clienta in career transition will have perspectives on
agsessiment instrument usefulness that will cover a much broader cange than that of

counselors, including clients who found little or no value in assessment results.

Where clients perceive liftle or no value in assessment instruments, they may have
persenality traits better suiled for other counseling interventions or personality statcs,
such as jobs loss stress or anxiety, which may inhibit assessment Instrument effectiveness
al the tine the agsessment instruments were undertaken. With the assumption that
temporary persopality states will tend to be most severe during the earliest phase of
counseling, it is further hypothesized that client perspectives oo the valug of agsessment
mstraments will improve as the instruments are administered beyond the inftial intake

time period.

This study is heing conducted by surveving both carser counselors and adults that
have pone through career transition with counseling support. Independent variables in the
snidy inelnde the counselors and clients surveyed, the tung frame categories selecled to
teport assessment instrument timing and the rating seale seiected to report the perceived
value of the instruments. Drependent variahles are the actual ratings and instrument

timing reported by the surveyed populations.



Theory

The issue of careers first started to attract seripus attention from
psychologists, sociologists, and counselors at the turn of the twentieth century, when
focus was on the study of voeational interests and development. This coincided with the
[ndustrial Revolution and the mass migration from farming to cities for work. Parson’s
(1909) was the first to document the efforts of social reformers who counseled
adolescents concerning their career choices. Much of this effort through to the 1950°s was
devoted to the measurement of Interests and the analysis of career partems (Spokage,
1991). Research during this period focused on empirical studies of career development

theoary rather than on counseling process or outcome.

Since the late 1930°s the number of counselors and counseling psychologists
increased with many defining career counseling as their principal role. According to
Spokang {19591} “the sheer weight of career clients forced a shift in literature on careers
away from career development theory and toward more practical career coimseling arnd

interveniions™.

Several career counseling theories have evolved over the last forty vears. Starting
with the trait-factor and person-environment fit counseling theories (Walsh & Osipow,
1990); person-centered career counseling, psychodynamic career covnseling,
developmental caresr counseling, the social learning ‘rheorﬁr of ¢career decision making and
social psychological career counseling theories have all evolved as major contmbutors to

the field.



Regardless of a counselor’s training or theoretical basis, there is a concepr that all
theories share which promotes the use of tesis or assessment instruments in career
counseling. This is the concept or sense of fit, often called congruence, and sometimes
referred to as job fit or person fit. Super {1957) describes it as ths implemeniation of the
self~concept in a compatible job, According to Super, “holding and adjusting to a job is..
a process of finding out whether that job permits...Jthe worker] to play the kind of role he
wants to play” (page 191). This sense of fit is the central tenet in Holland’s (1985) theory
of career choice and, according to Spokane (1991), is a strong element in all other

theories.

With the concept of congruence playing such a ceniral role, the evaluation or
assessment of a clients interests, skills, and abilities plays a major role in career
counseling. For this reason the use of tests and assessient instruments are conmnon place
in carcer counseling. In varying career counscling settings, Sopkane (1991) identifies
three positions or time frames where testing is commonly introduced. The first approach,
which he prefers, occurs in the mid stages of counseling after clients have clanfied their
interests and goals, and while final options for exploration are bzing generated.

According to Spokane:

“When used at this juncture, tests conflum or narrow the aptions being
considered. The tests are preceded by non test exploraticns to ciarify the
problem facing the client and the general parameters of the client’s

decisional process.” (page 144)



Spokane goos on to indicate that too often testing is done at the beginning of
counseling as part of the initial intake process or in conjonction with the first counseling
session. ITe states: * Uniorlunately, the carly use of highly speciflc inventories may be
more comman than desirable™. Early intengive testing battery administration may
premarurely limit the self-exploration of career interests and aptions; and may reinforce
the clients” belief that testing i3 the most impartant or meaningfi:] part of ¢arcer

counseling,

In the third testing position, wlich is afier counseling hes started but still errly in
the pracess, Spokane endorses the use of tests thar are self-guiding or convey lar pre:
amounts of mstructional content. Examples would include Holland’s Self Directed Search
and Schein's Carcer Anchors. Spokage believes these instrtments promote client
relection, enhence self-knowledge, and provide an exploratory experience without

varrowing the client’s patspective.

e basis of this study supports these views on the proper fiming and use of
assessment instrugents. Adulis going through career transition are fikely to benefit most
from counseling expericnces that permit fhenm to wentily the problem(s) and begin to

¢xplore career options prior to cxtensive use of assessment instruments.



Definitions

The term career transition refers to the indefinite period of time immediately
following the lose of employment for many adults due to an employer initiated layoff,
downsizing, reorganization or plant closure. These mid-career terminations typically
catch employees off-guard or somewhat unprepared causing significant emotional
reachions. Such terminaiions are not associated with poor performance, tesignations, or
terminations for cause. The career transition period starts with the netification of job loss
and may include either immediate loss of empl_c-}mcnt or a period of a few weeks or
months on payroll in order for the employee to seek out other potential positions within

the current company. The transition period ends upon obtaiming new emplovment.

Emmediately upon notification of job logs many larger employers provide career
counseling services for effected employees through outplacenent companies; or
employees may seek out private or community based career covnyeling to assist them in
their job search. Career counselors are the individuals providing these services to the

adults in career transition.

The termn carcer assessment instrument refers to any carser oriented
psychological, skill, interest, aptitude or personal style survey, questionnaire,
measurement, of “test” that provides interpretative feedback to ths counselor and adult
client during counseling or career greup workshop sessions. Clients are the adulis in the

career transition peripd.



Assumptions

It 15 assumed since this is an anonymous self-adminisiered guestionnaire,
dishonesty or carelessness will have no significant impact on the responses. The
queslionnaire has been designed to preclude this tvpe of confoamding data. Of the
individuals mailed questionnaires, it s asmrmed that those who do not respond either de
not have data to eontribute or, if provided, would not significantly impact the results

oblained.

Althongh a tigorous reliability and validity evaluation of the questionnaire has not
been established ag part of this study, the questionnaire was designed 1o contain content
validitv. The three fime periods (Within the first two weeks of counseling, after 2 woeks
and before 5 weeks. and at or beyond 5 weeks) used on the questionmaire o identify when
assesament mafruments were administered, are consistent with the three stage career
transition counseling models identified in the research (Healy, 1990: Ladd, 1993 Kirk,
1994; McDaniels, 1989; Rak & O'Dell, 1994; Spokane. 1991). Assessment ipstruments
listed on the questionnaire are based on available research ragarding assassment
mEtruments prevalent in carzer counseling. [n the development of the questionnaire,
instraerions sud cover letter, the nine volume Survey Kir (Fink, 1995) was thoroughly
referenced to design an appropriate survey tool. A five item Tikert scale was used on the
questionnaire to pather data o the perecived usefulness or value of zaseasment
instruments. The questionnaire, instructions and cover letter were also reviewsad with

senior deparanent advisors consulting on thesis stuedies prior to mailing (o surveved
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populations. Based on the hamogeneity, or internal consistency, of all surveved items,
the reliability of the questionnaire is assumed Lo be adequate for the purposes of this

study.

An yndetermined but significant number of the career ransitioned clients in this
study went through two transition periods with separate and ¢ifferent counselar
assistance. The first period being an {nternal, within the company, period of 2 few weeks
1o a maximum of 90 days =61l on the payrol! to permii the client to seck other poiential
employent with the current employer. Where other emplovment was not available or
where the person decided not to accept or pursue the available jobs the second tranaition
period began with the termination of employment. Counseling during this second period
of transition was provided by an outplacement company for up (o six months. With the
two separate and distinct career transition periods, clients wers instrucied to report the
timing of assessment instruments based on the time period they worked with the

counselors assigned.

Another assumption in this study has to do with the immediate availability of
counseling at the start of the eareey {ransition period. This ia the typical practice of most
counsehng services and ourplacement firme that contract with companics downsizing.
The subjects (counsclors and clienis) in this study followed this practice. However, where
significant delays occur between job loss and the beginning of coupseling, the findings on
the: use and timing of assessment instruments in this smidy may nes apply in such

conditions.



Limitations

The limited nmimber of career ransitioned adults and counselors surveyed for this
study represent the total population impacted by a downsizing reorpanizatios at a large
cleciric utility’s nuclear generating headquarters (2200 emnployees) located in southern
New lersey. This population was selected based npon the availability of pames and
addresses to the researcher thraugh employment with the uiility. While {his is a
convenience sample vulterable to selection bias due to non probability sampling, it does

provice g moderately large study group in an ages not previously well rescarched.

Another limitation of this studv is the career eovmselor sarmple {15 individuals)
surveyed is not of sufficient size to evaluame additional elements such as counselar

identified time periods for using assessment instruments.

Overview

Pertincnt lilerature s revigwed in chapter 2. Thereafier the desion of the study
will be presented, followed by the analysis of the results and & surnmary of the study, The
study will be conducted by using self-administered questionnaitas to collect comselar

and clieni data.
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Chapter 2: Review of Literature

Introduction

Soon after the turn of the twentieth century career counselng pot its’ start with the
need to advise adolescents on career choices. Several historical summzries (Spokane,
1991; Walsh & Osipow, 1990; McReynolds, 1986) identify Parsons (1909) as the first to
document these efforts by social reformers, psychologists and sociologists. Farmning was
no longer the only major employment source in the economy. With the Industiial
Revolution cities grew in economic power and the migration of the work force into
numerous new gccupational fields resulted. The transition from school-to-work has been
the primary focus of career development and career counseling theories since that time

{Ballantine, 1597),

It has only been within the past twenty vears that adult mid-career change or
career {ransition issues have received the atlention of researchers. As an indication of the
developing trend, and in response to corporate downsizing and plani closures or
relocation, outplacement counseling services grew thirteen-fold from 1980 through 1993:
from a small $50 million to a $650 million per year enterprise (Kirk, 1994). Kirk
indicates similar growth has occurred in public sector career counseling devoted to adults
seeking mid-career changes or responding to job loss as a result of Jownsizing or plant
closures. The ¢ffectiveness of counseling interventions for this population has not been

thoroughly studied (Anderson, 1993).

-]11 -



The literature and research that has been identified for this study, which will be
reviewed in further detail throughout this chapter, suggests a mixad bag of moderate
success along with short comings in career counseling services to this adult population.
The literature reviewed in this chapter will be organized under the following issuc
onented topical headings: testing, job loss trauma, personality states and traiis, tming,

career {ransition counseling models, and concludes with a summary.

Testine

The use of assessment instruments, or “tests”, in career counseling is
commonplace. One representative study (Watking, 1993) indicated that 92% of career
counselors regularly use tests with their clients; with 80% of their clisnts being given at
least ane instrument to complete. In another study (Zytowski, 1994), six different
nstruments wete reported as each having greater than one million copies DEr Year \isage

for counseling.

Many of the tests used in counseling, including most ability fests and some
personality inventories, are outgrowths of the Binet, the Army Alsha and Beta, the AGCT
of World War If or the Woodwarth Personal Data Sheet (Goléman, 1994; Matarazzo,
1990). These were all developed for screening or selection purposes; not for counseling.
According to Goldman the current tests developed from this earlier seneration of tests,

along with more recent multiple aptitude batteries. have very limited differential
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predictive value in counseling. This conclusion has been supportzd by a number of ather
studies and authors (Betz, 1992; Bradley, 19944; Matararzo, 1986; Prediger, 1994:

LZytowskd, 1994; Her & Cramer, 1996),

Whea the effectiveness of a test is evaluared in a selection context, such as
whether or not (o hire, or in carcer counseling, the concern is hov well the test results
predict some [iture performance (referred to as the criterfon). The kigher the predictive
validity of a test, the more adequately ane can forecast group achizvement of the criterion
and, to a lesser extent, individual criterion performance. In career counseling the problem
i% clicnts often are looking for an accurate predicton of their own individual fumare
performance; not that of a group (June & Smith, 1986; Tinziey, 1992; Galassi, Crace,
Martin, James & Wallace, 19922), These researchers found that the largest portion of
earesr counscling clients, 48.9% or higher, had expectations that wsting results would
previde them a personal career/person match. The results were similar for clients
surveyed on a pre-counseling basis and those surveyed after three coungeling sessions

{Galassi et al.}.

Based on earlier research (MeCabe, 1958), Goldman (19943 has concluded that
where a predictive correlation of .60 exists for a test, which Geldman comments is a hish

correlation for tears predicting success in an occupation, an individoal client can be told:

”...peaple with a 50th percentile score on the test bave two chances in
Three of achieving somewhere between the 215t and 79th pereentsle on the
erilerion ... Troe, ifthe test score wag as hish as the 93rd percentile or as

-13 -



low as the 7th, the range would be narrowed to only 40 parcentile points,
and that is with only 68% confidence ... To obtain a 95% fevel of
confidence, we would have to extend the range of predictzd outcornes

even more than that.” (page 215)

Goldman and the other rescarchers that support his findings (Healy, 1990,
Bradiey, 1994; Prediger, 1994; Zytowski, 1994; Herr & Cramer, 1$96) all cantion apainst
using tests in a counseling setting as predictors of fitture performance in an oceupational

field. Healy warns:

“...pursut of occupational-fit matches may lead clients to mistakenly
assume that the occupational choice will confer identity rather than to
recognize that creating one’s identity requires strengthening one's
understanding and skills for selecting and meeting [new] challenges” (page

216).

These researchers each identify acceptable uses of tests in counseling, Although
their terms and descriptions may differ, each suggests tests be used to promaote career
exploration, self-discovery, and the identification of career options which can then be
applied to self-estimates by the client. This is called reformed career appraisal by Healy,
discrimination testing by Herr and Cramer, discriminant testing by Zytowski and profile
similarity testing by Prediger. These authors and others (Kapes & Vacha-Haase, 1994;
Mastie, 1994; Mehrens, 1994; Subich & Billingsley, 1995} suggest expanded use of tests
designed for client self-administration, self-scoring and that provide immediate

-14 -



mstructional feedback, such as Holland’s (1985) Self-Directed-Search and Schein’s
(1990} Career Anchors. While research supporting these observations is lacking, these
authots and others (Robbins, Chartrand, McFadden & Lee; 1994} belicve clients take on a
motre agtive involved role in such tests and are able to integrate these test results with
their own self-estimates and with continued counselor support; rather than simply relying

on coumselor led interpretations of most other tests.

The low level of test and measurement competency of counselors has also been
identified as a coniributor to poor testing practices (Goldman, 1954: Prediger, 1994:
Zytowski, 1994). They comment on the absence of, or elatively low level of, test and
measurement training in most graduate programs for counselors. Other research
{Watking, 1993; Watkins, Campbell & Nieberding, 1994) supports these obhservations.
However, with larger membership in professional societies, which are promoting preater
testing competency, and the advancement of certification and licensing requirements,

these researchers believe the level of testing competence may be improving.

‘n the career counseling of adults dealing with career transition, another factor

which may impaer testing use is the job logs trauma often reported with this population.

Jaob Loss Trauma

In dealing with an adult going through career transition (job loss} counselors face
a much more complex set of circumstances which also has testing implications not vet

-13 -



well researched. Those laid-off in mid-career, to some extent, mitially lose their
identities, status in their communities, contact with friends and close associates, and the
ability to provide for their families. Often, the loss of security is keenly felt where long
tetm employment or organizational loyalty was a major patt of their identity and values,
Distnay, disbelief, misplaced blame, or feelings of guilt are often initial reactions to
losing one’s job. These observations are supported by several docteral dissertations
(Anderson, 1993; Bennett, 1995; Ladd, 1993; Lelan, 1993; Maysent, 1995; Shapiro,
1995) and published smidies (Kirk, 1994; Knowdell. Branstead & Moravec, 1994; Rak &
(’Dell, 1994). Bennett also identified that poor termination notification practices by
employers can also contribuie to the trayma of job loss, in additior: to negatively
inhibiting the person to move forward. Stress management interventions are suggested by

Maysent and Kirk.

Kirk {19%4) reports that this iitial trauma period, which he calls “regaining
equilibrium”, generally lasts one to two weeks, but can last four te six weeks in extreme
cases. During this period Kirk suggests that coumselors concentrate an providing laid-off
workers psychological and financial “first aid™, a safe place to ralk through thoughts and
feelings, and helping them to slowly regain basic copirg skills. Kirk cantions against the
use of any carcer assessment instruments or attemnpts to take career based decisions
curing the repaining equilibrium period. He does support testing during the next stage in

the career transition counseling process.
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The concept of job loss trauma in adult career transition populations is a
significant factor in this study on the timing and perspectives on tzsting, ki is assumed to
delay client readiness and motivation for learning that needs to occur in career counseling
and impacts the timing and sequence of career counseling actions. Unfortunately, this

area has been under researched.

Personslity Traits and States

While job loss trauma, noted above, may cause lemporaty personality states that
are effective barriers to career assessment, one study (Brummer, 1992) suggests that some
individuals going through career transition may have personalily traits which significantly
impact their perception of career assessment testing. In a survey of 164 career transition
clicnts on the value of outplacement services, Brummer observed that the variable
occupational type accounted for 74% of the variance in the percelved value of testing
services. Individuals with technical, engineering, accounting, or computer information
svstems occupations tended to rate the value of career testing muck higher than
individuals with purchasing, sales, general management, and administrative occupational

backgrounds.

Additional research is necessary to support the view that personality traits or

occupational history may impact the perceived value of testing.
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Timin

One recent career transition researcher (Tekan, 1993) conchuded, sfter a case stady
analysis of nwenty men and siv women in outplacement, that “the restoration of
self confideuee is the watershed phenomenon thet {s necded before rebuilding can take
place™. This supports Kirk's (1994) recommendation that a two week period to regain

equilibrium i3 needed prior to any in-depth career assessment actions.

Another career transition researcher (Ladd, 1997), also using & case sudy analysis
of ten outplacement clients, noted a more complex relationship resulting from the job koss
trauma. Ladd suggests the full career transition period reflected a process that was
cyclical rather than leear in pature. Clients were observed througliout Tansition as havips
their good days (involved, cngaged and moving forward) and, without warning, their bad
days (precccupied with feclings associated with their job loss). These observations APPEAE
consiztent with the “wilderness™ phase of a popuilar transition manapement model

{Bridges, 1991),

Zhe researcher of this study has also informally notad an apparent cyclical pattern
in the emotional states of carcer transition clients. Bridges suggests that the frequency and
intensity of “ficling lost™ subsides with time and actions to move Jorward through the

transition pariod.
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Two separate career transition studies (Lekan, 1993; Shariro, 1995), which
support the initial effects of job loss tranma, also noted another factor that cowld impact
career assessment timing. Shapiro calls it “eritical reflection”, Lekan refers o it as
“reflective learning”. Their findings sugpest that adults in carcer transition leam from
reflecting on their experiences, past and present, including mistakes, apd are able fo
change previously held beliefs about self, work, and their future Jirection based on
refleerive learning, According to these researchers, this leaming capability is primarily
observed during the mid and later stages of career transition counseling. They helieve the

period of job loss rauma may interfere with these capahilities.

Career Transitiop Counseling Models

Several career counseling models expressly suited for carver transition settings
have been identified (Healy, 1990; Ladd, 1993; Kirk, 1994; McDaniels, 1989; Rak &
O’Trell, 1924; Spokane, 1991). The models are aither gpecific to carear rapsition settines
or are boarder models of career counseling which take into accowrt any inittal barriers to
counseling; such as job loss trauma. Four of the six models identify three stages of
¢ounseling that, while terms difler, appear to be comparable. The two other models
(Melaniels; Rak & O Dell) are four stage trodels, cach watk the last stage being a post
job placement follow-up evaluartion. Both of these models come out of the social service
sector and were designed for special needs clients. The authors esch wleatify career

assessment as part of the second siage of counseling.
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Healy, Kirk, Ladd, and Spokane each specifically caution against jumping into
iesting too soon. Kirk and Ladd express concerns about the job loss tratma period in
career iransition. Healy and Spokane express concemns about the potential for test misuse
too early in the counseling process. Career assessment in each of -he models is focused on

the discriminant testing model rather than predictive testing.

Summary

An extensive literature search conducted for this study has not identified adequate
levels of research specifically focused on assessment instrument usage In career Tansion
setings. However, significant literature and published research have been reviewed for

several important issues closely related to the subject area of this study.

Career development theories developed since the early 1990°s have primarily been
based on the school-to-work transition and, until very recently, irnored the adult
mid-career transitions that have become commonplace with carporate downsizings and

plant closures.

The use of testing instruments for assessment in career coxmseling has been an
accepted practice since the earliest days of counseling. However, there is now a large
body of research that questions the validity of tests when used in counseling to predict
success in occupational areas. Research has also indicated that clients all too often look to
testing to provide this tvpe of prediction. Although not yet researched adequately. several
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authors m the tield recommend the use of client self-administered self-goored tests that
prowvicke instructional {eedback materials. This 15 believed to foster the active involverment
of chients in the process of carcer exploration, self-discovery and the identification of
career aptians. Studies suppeort the uge of tests in a manner that promotes these types of
self-estimates; ofien referred o as discriminant or discrimination testing. However, a
generally low level of commselor competencs and traimng 1n testing has also been

reported.

Literature reviewed regarding adult career transition issues stronglyv suggesis that a
perind of job loss trauma exists for nearly all individuals when they first lose their jobs.
These studies recommend that early eounseling sessions should be devored solely to
regaining equilibrium, deferring all assessment actions. Fach of the counseling models

reviewed provided for this period of trauma recovery.

From the literature reviewed it appears that there 15 potenrial for the misuse of
Asseasment ingtrments in career trangition settings. Further research is needed. This

study may be a modest heginning toward eventually filling this veid.

-2 -



Chapter 3: Design of Study

Samples

Participants in this study consist of those individuals whe respond to a mailed
self-administered questionnaire. The sample of respondents is described in detail in
chapter four. Ninety adults who have gone through career transition during the past thirty
months and the fifieen counselors who have provided these individuals with carecr

counseling and consulting support will be solicited to participate in this study.

These career transitioned adults and counselors represent the toral population,
irnpasted by a downsizing reorganization at a large electric utility"s nuclear generating
headquatters (2200 employees) located in southern New Jersey. This population was
selected based upon the availability of names and addresses to the researcher through
employment with the utility. While thisg is a convenience sampling vulnerabie to selection
bias due to non-parametric sampling, it will provide a moderately large study group in an

area not previously well reszarched.

Of the 90 career tramsitioned adults, 26 are female (28.9%), 64 male (71.1%4), 7
black (7.8%), 6 Asian (6.6%), and 77 Caucasian (80.0%). They range in age from 28
years to 66 years old and were from professional, technical and administrative
occupational aress, including managerial, supervisory and non-supervisory. Production
line workers and irade/craft workers are not represented; these were not part of the

reorgamzation at the vhlity. The mean length of employiment with the utility is in excess
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of ten vears. During the career transition period 24 (26.7%) of the individuals pursued
other employment with the utility successfully; the remainder terminated their
empioyment after an initial internal ransition period of up to 90 days, either deciding not
to pursue gther utility positions or without successfully landing another posttion at the
company. Contracted career counseling services were provided both during the initial 90
day internal transition period and for an additional six months after emplovment

termination.

The {ifteen counselors surveyed include one human resource employee of the
utility whe received special training to provide carcer counseling i career transition
settings, along with counselors from two other consulting organizations contracted to
provide career counseling and outplacement consulting services. Eight of the counselors
are female {53.3%) and 7 male (46.7%). Precise age, experience and educarional
backgrounds of the counselors are not known; an estimate of the range of apes is mid
thirties to mid sixties, with 2 minimum of 3 years counseling experience and educational
backgrounds ranging from bachelors to dectorate degree. More complete informaton on

counseling backgrounds witl be provided in chapter 4, based on questionnaire responses.

Measures

With the lack of previous reszarch in this arew the guestionnaire used was

developed specifically for this study. A copy of the cover letter that accompanied the
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questionnaires is Appendix A. The questionnaire and instructions for coumselors are
included as Appendix B. The questionnaire and instructions for clients are included as
Appendix C. While the instructions and background data requested of cach group were
tailored to the group, the questionnaires for both groups were identical, with the

exception of Two descriptive words in column hesdings added for clarity.

Alhough the reliability and validity of this questiongaire have nat been
established as part of this study, it was designed to contain content validity. The thres
time periods (within the first two weeks of counseling, after 2 weeks and before 5 weeks,
and at or beyond 5 weels) used on the survey to identify when assessment instruments
were administered, are consistent with the three stage career wangition coungeling madels
identified in the research (Healy, 1990; Ladd, 1993; Kuk, 1994; MeDamuels, 1989 Rak &
{’Dell, 1994; Spokane, 1991}, As indicated in chapter 2, these researchers wany against
the use of assessmeni instruments during the initial stage of carcer transition counsehing,

variously referred to as the intake, regaining equilibrivm, or job loss tranma stage.

In the develapment of the quearionnaire, instructions and mailed cover letter, the
nine volume Survey Kit (Fink, 1995) was relerenced to design an appropriate survey toal.
A Dive item Likert seale was used on the questronnaire to pather data on the perceived
usefuiness or value of assessment instruments. The questionnaire, instructions and cover
letter were alao reviewed with senior department advisors consulting on thesis studies

priar to the mailing to surveyed populations. Based on the homogeneity, or Wntermal
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consistency. of all surveyed items, the reliability of the questionnaire is assumed o be

adequate for the purpose of this study.

Dhsioom

‘This study and the analysis of the results of the guestlonpaes will be a
descriptive design. Both the adults having gone theough career transition (the clients) and
the counselors are historical coborts providing retrogpective data o career assessment

instrurments previously used.

Cuestionnaire responses will be categorized into two primary groups: counselor
regponsed and carcer tranaitioned adult (client) responses. Within the client category the
assessment instruments reported as used will be grouped into two time periods {or
analysis: instruments administered within the first two weeks of counseling and
instruments administered afrer two weeks of counseling. The fatter group combines two
tizne periods inchnded on the questionnaire (>2 <5 weeks and =3 weeks), which is
congigtent wirh the career fransition counseling models and the use of assessment

instrugments in the models.

Within these catepories meagures of central tendency will be obrained for the
value/uselulness ratings of agseagment ingtruments in each of the counselor-clieni and
two time period groupings for instnument administration. Where a counselor or client

rates more than ome assessment instrument, the mean rating of al! instrmenrs rated by the
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individual will be used in the analysis. Analysis will be by one-tziled 7 Test computed

using SPSS version 6.1.

An acceptable level of significance of p = 0.05 is selected for this study,
considering the non-parametric nature of the sample (small size, one geographic iocation
and employer, occupational and demographic limitations) and the jpitial use of the

self-administered questionnaire.

Yariables and Testahle Hvpotheses

The independent variables are the counselor - client categorizing of questionnaire
responses and the two carcer assessment instrument administration time periods in which

client questionnaire responses will be grouped.

The dependent variables are the value/usefulness ratings of career assessment

mstruments provided by questionnaire respondents.

The first null hypothesis is: Counselors value/usefulness ratings of career
assessment imstruments administered will not be different than the value/usefulness

ratings of clients.

The first alternate hypothesis is: Counselors value/usefulness ratings of career

assessment instruments will be higher than the value/usefulness ratings of clients.
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Analysis of data for the first hypothesis will be by independent one-tailed ¢ Test

tor unequal groups.

This first set of hypotheses was selected for this study based on literarure
{reviewed in chapter 2) that supports the possible effiects of client personality traits and
states on the value of assessment instruments and on the importance of timing in
assessment instrument administration in career transition counseling settings. These

factors also contributed to the development of the following second set of hypotheses.

The second null hypothesis is: Client value/usefulness ratings of those career
assessment mstruments administered during the initial stage of counseling (< 2 weeks)
will not be different than the client ratings of instruments administered during later stages

of counseling (=2 weeks).

The second alternate hypothesis is: Client value/usefulness vatings of carser
assessment instruments administered during the initial stage of counseling (< 2 weeks)
will be lower than client ratings of instruments administered during later stapes of

counseling (> 2 weeks).

Analysis o1 data for the second hypothesis will be hy dependent (paired samples)
ane-tailed f Test. Only the questionnaires of those clients reporting usage of assessment

instrments in both time periods (< 2 weeks and > 2 weeks) will be used for this analysis.
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Procedures

In conducting the analysig for the second set of hypotheses, any client data on
assessment instruments in which “can not be dererminad™ i3 indicated on the client
guestionnaire will not he included in the analysis. The questioniaire includes a “can not
be determined” column to discourage respondents from puessing the asseasment

insirumeni adminisiration time period.

Chiewng the analysis of the frst set of hypotheses, comparing clisnt-counselor
value/usefulness ratings, the data on assessment ingtrument adiministrarion rime period
will not be factored into the analysis. A limirarion of thig study is that the coungelor
sample (15 individuals) surveyed is not of suificient size w evalpate additional elements

such 48 counselor ientified thine periods.

Questionnaires will be mailed to the identified counselors and clients {adults in
career wansition) by the second weelk of January 1997, The cover letier and instructions
indicate that the guestionnaire should be completed and retumed within the week
received. The researcher will follow up with telephone calls to as many non-respondents
as possible by mid February 1997 to encourage their participation. Anahysis and reporting

of the results of the study will be concluded by the end of April 1997,
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Summary

The design of this stady has limitations with respect to the non-parsmetric sample
of counselors and clients and the development and initial use of 2 seif-administered
questionnaire. However, the homogeneity of surveyed items and content validity were
primary considerations in the design of the questionnaire. The extensive review of
previous literature and research provided the basis for questionnaire development and the

establishment of testable hypotheses. In chapter 4 the analysis of results will be presented.
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Chapier 4; Analysis of Resulis

Regponses to the Questioppaire

All fifteen of the counselors identified in chapter 3 completed and returned
questionnaires, Eight of the counselors are women, with a mean svirage of 9.4 vears
career counseling experience. The seven male counselors have a mean average of 11.0

years career counseling experience. All fifteen counselors are Cemeasian. The counseling

vears of experience tange and frequency are shown in Figure 4.1 below:

Figure 4.1 Counselors: Years of Counscling Experience

i

# of Counselars

z 4 ) 8 0 12 14 16

Number of Years Bxpereince
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In the questionnaire, counselors were asked io describe their background and

training in the use of career assessment instruments. A summary of thelr replies follows:

7 counselors; formal training and extensive career counseling experience

- 3 counselors; Ph.ID. in counseling psychology

2 counselors; extensive carser counseling experience
- 1 counselor; certified in instruments

- ] counselor; MA counseling psychology

r

1 counselot; no training/smdied interpretation materials undet supervision

The counselors were asked to identify the career assessizent nstruments they used
with the majority of their clients and igoore reporting on instrwimSmrs they seldom use or
10 longer use for the majority of their clients. Counselor agsessment instrument usage is

sumratized in Tables 4.1 and 4.2 below:

Tahle 4.1 Number of Assessment
Instruments Used per Counselor MNuniber of Insiruments
Bangs ; 2109
Mean 4
Median 4
Mode 3 and 4
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Table 4.2 Asscssment Instruments Used Number of
| by Counselors Counselors Using
". Instrument

Myers-Briggs Tyvpe Indicator : 15

Strong Interest [nventory 10

Campbell Interest & Skill Inventory 8

Holland’s Self-Directed Search 7

Assessing Your Work Style )

16 Personality Factor Questionnaire 4

Career Anchors 4

Watson-Glaser Critical Thinking Appraisal 2
|_Kuder Occupational Interest Survey 1
i Pergonality Research Form i
. Temperament & Values Inventory 1

Word & Number Assessment inventory 1

Total Number of Instruments Reported ol

OFf the 90 career iransition clients identified for this study, 10 elients could not be
contacted either because their current addresses could not be obeained ot the
questionnaires mailed were returned undelivered without forwarding addresses. Of the
remaining 80 clients mailed questionnaires, 51 (63.8%5) clients completed and retuned
questionnaires. Four (5%} of these responding clients indicated that they either did not
utilize assessment instruments during the career transition period or were unable to recall
or refrieve information on instruments used. The questionnaire responses from the
remaining 47 (58.8%) clienis form the basis for all client data analysis. {Characteristics of

these clients are identified in Table 4.3 below:
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Tabie 4.3 Client Characteristics All Clients ' Male Female
Total Number {and %) of Clients 47 (100%) | 32 (70.29%6) | 14 (29.5%)
Racial/Etbmic identification: ;
» Caucasian 40) (85.1%) 29 il
» African/American 5 (10.6%) 2 3
% Asian 2 (4.3%) 2 0
' Age of Clients: .
+ Range 28 - 66 yrs. | 36-66yrs | 28 - 52 ¥Ts.
* Mean 45.0vrs. | 47.3 y1s. 39.4 yis.
+ Median 44 yrs. 45 yrs, 39.5 y1s.
# of months in Career Transition*;
* Range 1-22mos. | 1 -22mos, | 3- 14 mos.
* Mean 3.9 mos. 3.8 mos. 6.0 mos.
-+ Median 5 mos. 3 mos. 5.5 mos.
Counseling Time Peniods Assessment
Instruments were used by Clients
= only < 2 weeks 10 clients 8 clients 2 clients
« oply > 2 weeks 2 clients 2 clients 0
s both < 2 weeks and > 2 weeks 35 clients | 23 clients | 12 clients

+ Note: 39 clients (83%) have completed their eareer iransition period and are
now re-employed. 8 clients (17%) are sull in career transition; with a rangs of 3
10 22 months, mean of 9.1 months, and median of 7.5 manths of career transition.

In the questionnaire clients were asked to identify the assessment instruments that

they used, the time period during counseling when each instrument was used and then to

rate their perceived value of each instrument used. Tables 4.4 and 4.5 summarize the

chient assessment instrument usage.

‘Table 4.4 Number of CTotal#o0f | Usedin=<lst | Usedin> 1st

Assessment Instraments Used | Instruments | 2 weeks of 2 weeks of

per Client Used/client | counseling counssling
Range 2-10ingtes | 1 - 3 instrs. 1 - 9 instrs.
Mean 4.7 2.2 14
Median 5 2 3 ]
Mode 5 PA 3




Table 4.5 Assessment Instrements Used Number of Clients

by Clienis Using Instrument
Myers-Briggs Type Indicator 43

| Campbell Interest & Skili Inventory 26

. Strong Interest [nventory ! 20
16 Pergonality Factor Quesilonnaire 26
Career Anchors 22 ,
Holland’s Self-Directed Search 20 |
Assessing Your Work Style 16
Word & Number Assessment Inventory 13
Temperament & Values Inventory 13

| Personality Regearch Form 7

| Watson-Glaser Crirical Thinking Appraisal 3

" Kuder Occupational Interagt Survey 2
Locus of Control Inventory 1
Dynamics of Decision Making 1
Harrington-0’ Shea Carcer Decison-Maks, 1 i
Human Synerpistics Lifestyles 1 i
Tatal Number of Insrruments Reporied 223

Restatement of Hvpotheses

The firgt null hypothesis is: Counselors value/usefulness ratings of career
assessment instruments administered will not be different from the value/usefulness

ratings of clienis.

The results of the counselor - client questionnaire resporses oo the value of

assasement instinments are summarized 1 Table 4.6 below:
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Table 4.6 Summary of Counselor & Client Assessment Instrument Value Ratings

Populations # of Mean Value | Standard | Standard Frror
individuals Rating Deviation of Mean
Counselors 15 4.3307 0.474 0.122
Clients 47 : 3.321% 0.633 0.092

The analysis of this data using an independent sample ¢ Tzst for unequal groups
results in a f-value of 6.58 with df= 31.37 and two-tailed level of significance of

(p = <.001). Based on these results, the fivst null hypethesis is rejected.

With the observed level of significance satisfying the design level of significance
{p = <.05), support for acceptance of the first alternate hypothesis is established. The first
alternate hypothesis is: Counselors value/usefulness ratings of career assessment

instruments will be higher than the value/usefulness ratings of ¢lrents.

The second null hypothesis is: Client value/usefiilness ratings of those career
assessment mstruments administered during the initial stage of counseling (<2 weeks)
will not be different than the client ratings of instruments administered during later stages

of counseling (=2 weeks).

The results of questionnaire responses of the 35 clients that rated the vafue of
assessment instruments in both time periods (< 2 weeks and > 2 weeks) are summarized

in Table 4.7 below:
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Table 4.7 Client Value Ratings of Assessment Instraments by Time Period

T Counseling time |- Mean Value | Standard -} Standard Error |
period Instruments Rating Deviation of Mean
were used
On or during the 2.59 1.009 0.171
1st. two weeks '
Beyond the 13t 3.913] (.884 0.149
two weeks

The analysis of this data using a dependent (paired sample} 1 Tost results ina
f-value of - 4.54 with df= 34 and a significant comrelation (» = - .653, p = <.001). Based

on these results, the second null hypothesis is rejected.

With the observed level of significance satisfving the design level of significance
(p = <.05), support for acceptance of the second alternate hypothasis is established. The
second alternate hyvpothesis is: Client value/usefilness ratings of career assessment
instruments admimistered during the initial stage of counseling (< 2 weeks) will be lower
than client ratings of instruments administered during later stages of counseling (> 2

weeks).

Summary

Both null hypotheses are rejected based on the results of the data analysis. Support
for the acoeptance of both alternate hypotheses is obtained from the data analysis. The

analysis and observed results are summarized in Table 4.8 below:
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Table 4.8 Summary of Analysis and Observr;;d Results for Both MNull Hypotheses

whks. assessment ratings

L -4.54 |

Hypothesis ' Analysis Mean f- dr p
Difference | value

ist. Hor No difference | Independent ¢ Test,

in counselor vs. client Unequal groups 1.0088 638 ! 313 000

assessment ratings {

2nd. Ho: No difference | Dependent (paired < r=-655

in elient <2 wks. vs. > 2 | sample) ¢ Test 1.3231 | 34 | p=.000
|

Further discussion of these results will be presented in Chapter 5, along with a

complete surnmary of the smdy.
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Chapter 3: Summary and Conclusions

Summary

The purpose of this study was to survey both career couns<lor and adult chent
populations on their experiences and opinions regarding the valus of assessment
instruments in career transition counseling settings and the timing on the use of the
instrurnents. This study examined the correlation between the timing of assessment
instrument usage and the perceived value of assessment instruments. Comparisons of

counselor and client perspectives were also studied.

Counselors select and use assessment instruments based on their training,
experience, theoretical background, and the counseling methods or tools they feel most
comfortable with; and feel serve their clients well. However, adult clients in career
transition seem to offer a more complex set of ssues than mest career counseling theories
and training were originally based upon. These complexities include: job loss trauma, loss
of status and statare, serious financial uncertainties, concerns suwrrounding the reasons for
or justification of job loss, and anxiety over the need to initiate a job search after several
vears of stable and secure employment. Based on such complexities, some theorists and
authors (refer to chaprer 2 for more information) have suggested thar the use of
assessment instruments for adults in career transition should be dzferred after the first two
weeles of counseling. The initial two week period of career ransition counseling is

referred to as the “job loss trauma” or “regaining equilibrium” peried.
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A self-administered questionnaire was developed for this study and data was
gathered from 15 counselors and 47 career transition clients regarding assessment
instrument usage, timing and the perceived value or usefulness of assessment
instnuments. The respondents were involved in an electric utility company recrganization
and downsizing in southern New Jersey during the 1994 to 1996 time pericd. The 100%
participation rate of coumselors and the relatively high rate of client response (63.8%) to
the questionnaire can be attributed to the past worlting relationship that the researcher had

with these individuals.

Based on the analysis of this data both mull hypotheses were rejected. Further,
with the observed levels of significance for both sets of hypotheses satisfying the study
design level, support for the acceptance of both altemate hypotheses was established.
Tables 4.0, 4,7 and 4.8 provide a summary of the data analysis. The two supported

alternate hvpotheses are:

13t. Hi: Counselors value/sefulness ratings of career asszssment

instruments will be igher than the value/usefilness ratings of clients.

2nd. Hi: Clienr value/usefulness ratings of career assessment instruments
administered during the initial stage of counseling (< 2 weeks) wili be
lower than client ratings of instruments administered during later stages of

counseling (> 2 weeks).



Conechusions

The conchusions reached, based on the analysis of data, ars presented here in

regard to the two hypotheses examined. Results suggest:

1} that counselors tend to place a greater value on assessiment instrument

usage than do adult clients in career transition.

2) that clients tend to place a greater value on assessment Instuumments
when the instruments are administered after the first two weeks of

counselmg, rather than durmg the first two weeks.

Discussion

The conclusions identified above lend support to much of the theory presented
in chapter 1 and the research reviewed in chapter 2. Career development theories
developed since the early 1900°s have primarily been based on the adolescent
sehool-to-work transition and, until very recently, ignored the adult mid-career transifions

that have become all too common place with corporate downsizings and plant closures.

With the concept of congruence, also referred to as job fit or person {it, playing
such a ceniral role in career development theories, the assessment of clients’ interests,
skills, and abilities plays a major role in career counseling. For this reason the use of tests

and assessment instriuments are comimon in career counseling. In varying career
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counseling settings, Sopkane (1991) identifies three positions or time frames where
testing is commonly introduced. The first approach, which he prefers, occurs in the mid
or later stages of counseling after clients have clarified their interssts and goals, and while
final options for exploration are being generated. Spokane goes on to indicate that too
pften testing is done at the beginning of counseling as part of the initial intake progess or
in conjunction with the first counseling session. He states: “ Unfortunately, the early vse
of highly specific inventories may be more common than desirable™ {page 144). Early
iniensive testing battery administration may prematurely limit the self-exploration of
career interests and options; and may reinforce client tendencies to view the testing

activity is the most important or meaning{ul part of career counseling,

Counselots tend to build up a comfort zone and a level of appreciation for certain
specific assessment instruments based on past experience. This is, in part. supported by
the results of the first hypothesis in this study, where counselors rated the value of
assessment instruments significantly higher than clients. Counselors may then use these
familiar instruments in nearly ail settings at prescribed imes; larzely ignoring other
instrumnents, different timing or no test options that may better svit certain chents, Whle
some counselors may evaluate the timing and appropriateness of instruments prior to
assigning them to clients, assessment instrument completion is ofien a required part of the

initial intake process or is a standard feature of the first few counseling sessions.
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This study suggests thoge adalt elients in career transition have perspectives on
assessment instrument usefuiness that cover a much hroader range than that of

counsclors, including client=s who found little or no value in assassment results.

Where clients percerve Llittle or no value in assessment instruments, they may have
persanality traits hetter suited for other counselng interventions or personality states,
such as job loss stress or anxiety, which may inhibit assessent ibstrunent effectiveness
at the time the assessment instruments were undertaken. With the assumption that
temporary personality states will tend to be most severe during the earliest phase of
counseling, this study further suggests that client perspectives on the value of assessment
instruments will improve as the instruments are administered beyond the initial intaie

ime period.

In dealing with adults geing through career {rapgition counselors face a complex,
set of circumstances that also has testing implications nat vet well researched. Those
laid-off in mid-career, 0 some extent, initially lose their ideniities, status in their
commuiitics, contact with fricnds and close associates, and the ability w provide for their
families. Often the 1oss of seeurity i keenly felr where long term amployment or
organizational loyalty was a major part of their identity and values. Dismay, dishelief,
misplaced blame, or feelings of guilt are often initial reactions to iosing one’s job. These
observalions are supported by several doctoral dissertations (Anderson, 1993; Bennett,
1995; Ladd, 1993; Lekan, 1993; Maysent, 1995; Shapiro, 1995) and published studies

{(Kirk, 1994 Knowdell, Brangtead & Moravec, 1994; Rak & O'Tell, 1994). Bennett also
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identified that poor termination notification practices by employers can also contribute to

the trauma of job loss, in addition to negatively inhibiting the person to move forward.

Kirk (1994 reports that this initial trauma period, which he calls “regaining
cquilibrium”, generally lasts one o two weeks, but can last four to six weeks in extreme
cases. During this period Kirk sugeests that counselors concentrate on providing lad-off
workers psychological and financial *first aid”, a safe place to talk throngh thoughts and
feelings, and help to slowly regain hasic coping skills. Kirk cautions against the use of
any career assessment instruments or atrempts to make career hased decisions during the
regaining equilibrium period. He does support testing during subsequent stages in the

career fransition counseling process.

The initial two week period of career ransition counseling, according 1o Lekan
{1993}. is sensitive because “the restoration of self-confidence is the watershed
phenomencn that is needed before rebuilding can take place™ In two separate studies
{Lekan, 1993; Shapire, 1995) the impaortance of “critical reflection™ or “reflective
learning™ in career transition was noted. Their findings suggest that adulis in career
transition learn from reflecting on their experiences, past and present, including mistakes,
and are able to change praviously held beliefs about self, work, and their future direction
based on reflective learning. According to these researchers, this learning capability is
primarily observed during the mid and later stages of career transition counseling. They

believe the period of job loss trauma may interfere with these capabilities.
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The findings of this study lend support to much of the reszarch and literature
related to career transition counseling stages and the use of assessment instruments,
particularly during the indtial two week stage of counseling, Results suzoest that carcer
eotingelong should defer the vse of assessient instoments until after the initial two week

perind of counseling,

While the study has significant limitations regarding the initial design and nse of
the questionnaire and the small convenience sample of counselor and elient participanta,
it does provide meaningful analytic infarmation on the perceived value or usefulness of
Assessment instruments at different stages in career transition couseling. The observed

levels of significance ( p = <.001) satisfy acceptable standards for a study of this nature.

Leaplications for Fature Research

While the career counseling of adults in mid-career transirion has received
researcher and theorist attention during the past decade. very littl= research has focused
an the use of career assessment instruments for this population. This study has been an
attempt to focus research on the use of assessment instrumenis in. caréer ransition

counseling setlings.,

The framework provided in this study should form the basis for future research in
this area. Future studies of much larger more representative populations should follow,

Nationally based carcer management or outplacement companies. or grpanizationa such
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as the American Comnseling Association or the International Association of Caresr
Management Professionals, could provide future researchers the counselor and client
populations necessary and the sponsorship to undertake such work, With larger
populations the relative value or usefulness of individual agsessment instraments conld be
reported along with counselor perceptions on the timing of assessment instrument usage.
Larger studies could also undertake a more rigorous examination of the reliability and

validity of the questionnaire format developed in this study.

Rather than focus on historical data regarding the perceived value of assessment
instruments, futurs research could cormrelate the timing of assessment instrument usage
with measurable qutcomes of the career transition period. Measures that could be
considered include: the time period to land the next position, the salary comparisons
between former and new positions, or a measure by the clients of the overall effectiveness

of the career counseling provided.

Another area for future research includes validity studies of individual assessment
instruments in career transition settings. A related area, already well researched, is the
prediciive verses discriminative uses of assessment instruments for aduits in carser
transition. Previous work in this area may provide a basis for research into carser

coumselor assessment instrument administration, interpretation, and qualifications.

Studies such as the zbove will receive the full support and cooperation of this

researcher.
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Appendix A; Cover Letier Mailed with All Questiopnaires

01/09/97

Deat Associene and Frisnd

As 1 approach the compleden of my Masters Degree at Rowan College, Tam
i rhe rescarch dara colection stage of my thesis, [ have chosen ra smdy an aspecr
of adulr career mansidon and the use of coreer sssessiment instmmeants with this
populadon. We both know all too well, i today’s world carcer mansitions aze majer
challeryres that most adults tnust face af some paint in their werk lives. This zeality
of the working world is not yet wal} researched or fully understoad, and as such, is
poud temitory for relevant thess work.

In grder 1o gacher the dara neeessary for the thesis, I need your help (for 35
to 20 minures) by completing the enclosed questionoalre; Sy #asy staps explained in
the insrrmietions. Your participation is bnportaol to me Si0ce the munhar of
infermed pasple I can survey is very limited, Fleace rake the time now, or within
thr week, m fill put the enclosed guestionnaire and remm ir to e in the
enclosed ready-to-mail eavelop,

Your identity, partsipation znd the informadon you provide will renmin
stricily coufidential Infarmarion from chis smde will onky be reported it =
complled srarisnical form. | will persenally compile the daw and tmaiotatn sencr
control of eomplered quesdonnaires. A completed guestionnaires wilt be desmoyed
aftar the rhesie is approved and published. I you would like ro receive 2 summary of
the complered study, T will be happy to madl #t to yon. The questionnaire has an area
for you o indicate this intercst (also mehde your name on the questionnaire if you

want a surnrzary of the study).

T appreciste yout coopernion. Feat froe to call me at (609 709-1150 i you
have any questions or just wait 16 $ay Hello. hope this Wew Year will be a good
one far you.

Emcerely

T.5. A perscaal note/update: In Seprember | srared my own consulting
pracuce in orpanizationn] carest managemenr, working with companies and
individuals who want to rake proacrive sweps to improve productivity 2nd meaningfl
career oppoitetities and aveid or minimize eareer transidon disruptiones. If you
would ke maors informadon I would be plensed heting from vou; and if you have s
canracr ar reforral you believe I should meet, please feel froc ta eall, F-mail oz stop

by anyHime!

Bon St 2+ 19 st Drve ¢« Wioudsonm, M} 06003
el romsutem@anl com - <% phone: {509} 90138
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Fagel of2 AUESTIINNAILE O CAREER ASSESSMENT INSTRUMENTS USED IN CANCER TRANSITION SETTINGS
COMPLETICN INSTRUCTIONS AND INITIAL SURVEY DATA

Far the purposes of Dis study ezreer nasessmenl Inslruments ure defined as enreer oriented pychelogical, shill Intercstor persanal stylessscssmenld
SIPvEys, questionnains, measdrements or *lests™ that pyovide feedback 1o you andfor (he client during courscling nnd carecr workshops.

Step A1 - Floase complele N iniliisarvey dota requestad balew. Vour identily and informatiea provided will comain cenfidential. Infornistion fram thissuidy
wil} only he reporied ia a compiled siatisdcal farm,

INLTIAL SURVEY DATA

Your Naime: . . Nember of yeors meseer couksebigoutplhcement consdting experience: {vears)
(optional; w1 bz maintzined confidantielly)

Gencer: ™ ot F (cirele nas} Your racielethinic ideatifiesiion:
Date s Questionnaire is eomplated: 7 ¢ (Maldayi¥v7) L you wish lereceive @ sumnary or absiract of the results of this stedyd (¥esNa)

Brichly summarize vour background/iraining in the wsz of caeéer assessmont instunicnts:

(¥es/Mo) Tor the majoriry of yeur ceceer reasition cFents, duting ceunscling, caresr worksheps or transifienfowplzcement consulling, do wouuse
cargeT assessment inslruments it provide westdrs or feedhack e yow and/er your client?
- ¥f yes, contimue with Slep #2 belowy.,

- 3£ no, aRer compleling the shave, simply retuch your quastionBaics n the eaclascd envelop (sez Step #6 boknw),

Step 42 - Review 1he list af Assessment instrunients in she cfihand column on page #2. Placz a check mark in the [A] colemn naxt ta the Instroments you have
wsed vl the mejerity of your earcer ransition clients. Thamot check mark instrumeniz you seldom use or 80 lepger use for the mujocily ol your
dieais. T yon nonnadly nse sny instoumenis nat listed, write B insmument sams ot fie bolowruf due 1e41 band colunin and cheek mark enkunin [A].

Sien i3 - Foreach of fle instranznts yoo hecked in eolumn [4), idenlify when fram the beginning uf counscling sessiaas do yau ususBy requast that clicnls
complatebe instrume et Aheel Nie Bring sy sy will differes chents, nlease indicete yoor practios fo: the ninjority of your dienfs. indivate
Wiis Lire period under heading [0 which has 4 epdans Trom wileh to sclerr, Try o aveid wsing the "Co nol deterndue tinge perind column iFatall
passible, Please place & cheel mark In (he most accurale coluny do ol mark the Rnes hetwess colunmas,

Step K4 - Usiag your best juégment and the 5 item rating scale nnder keading [€], idenlify the value ar usefu'ness of each of the instrameniz Bt wou cheeked in
colunin [A]. Yau are asked to e the solue oF uselulness that yau helleve ihe clients reecive from each instrumenl in com parisen e the wilue uf vller
wensiticn ar outpleceinell suppan theclens receive. Plzase circle the mest aceurate rallag f; do not indivats 1 "in belsvees e nanbers” rating.

Step H5 - Al e baitem of pege &2, he last row inzrked [D] is mended for wouin provlde wn overell rmting of the valee o useluliness ef all due assossigel
Ipsiumems you Use ofen. Please clrcle the most aecneale retiag ¥ donot indieate us *in between tha numbers” mting.

Siep kb - IFyou Beve any connments o observations regarding the use of assessment instrumens ur conceraing s zurvey, you moy write them at the bntlare ol
poge W2 (oratach anotc), Floase relum the completed questiomaire i the enclosed envclop. TALANK FOMY

g apuaddy

1ANIESU] PUE 2NEULOASING} JO[ISUNGY *
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Page1ol2 YLUESTIONNAIRE QN CARERR ASSESSMENT INSTEUMENSS USED [V CAREER TRANSITIIN SETTINGS
[Preas *efer b pape £, Irsiructions end Initial Survey Daia, hizfore eanpleib: the Bilowing)

SEANINYST] PUET sIBUOeRsaNg) A0psmme)y g xipuaddy

D] IC]
Listing of Instruments Below [A] Counsefiig Time Period lesbwnent s Used Yalnz af Instroment in Carapanison vo other
tone check ik for encl inslronient used} Trensition Suppecl {eircle ore rmlingfiisir, uscd)
Cleck mark | Wilhin he § Alkr2& | Onorale: | Cennat High Maderaie Low
*wiite in eny oiier ingments only flwse frst2 hefore 3 % weeks of | delcrmine YVahie Value value
uscd ntboiem Instroments | weeksol | weeksal | counseling | fme 5 4 1 i 1
wsctiaflen | ceuseling | counseling period [civclenne rating KMastr. wsad; ng boiween seares)
Campbell Titerast and Skill Surcy
(C0SS) - I - 4 3 2 I
Coreer Anchors (sell-seored
workbeok) 3 4 5 2 ]
Hazvington~-0'Shea Carecr
Drecision-haking (CTIV) : . - 3 4 3 2 1
Kuder Cecupationnl Interest
Survew [KDI5) o . 3 4 1 z 1
by ors-Brigps Type Indieator
(MATI) | 3 4 13 Z 1
Agseselng, Yonr Work Style
(seli-seored MBTI sworkhook) N 5 4 i} z Lo
Persamality Hescarch Form {FRF)
o ) 5 4 3 2 1
Selfs Direclcd Scarch (Holaad's
SDS; self-seared warkbnok) N 5 4 3 A B
16 Personality Facior
Questionmoicc (16 PE) I 5 &4 1 Z 1
Strong Interest Inventary
) 3 4 1 z 1
Tamnerament end Valucs
_Inventony (V1) . i s 1 Z J.
Natson-Glaser Critical Thinking
Appraizal (WGCTA) e R .4 ] Z 1
Svand and Mamber Asspssmend -
kwantory {Wital} e 5 + k] z I
* A 4 1 z 1
o a ] 4 k| z 1
- e Y R B 4 ] z 1
[D] GVERALL OPINION OF ALL IMSTRUMENTS USEDR 5 4 1 2 )




Page { ol 2 QUESTIORNAIRE OV CAREER ASSESSMENT INSTRUMENTS USED IN CAREER TRANSITION SETTINUE

COMPLETIUN IVSTRUCTTONS ANB INITLAL SURVEY DATA

In completing this auestiannaits it will be helpful for yon je refer, for a few minulcs, 10 yaur carger frunsiticn Gles on any canesr Assessment insruronis wsed
doring your carcer inawsition. Career assessment ESIFUMCRIS ANC CHTCET ariented psychological, skil, infevest or perseani siyle pssessment surveys,
nuestionnnires, measurements or “lests” (hal provide feedback to-you or the covieselor dnring couaseling and career srorkshops. Yuer files will help
yout lo recal| the name(s) of the instrument(s} end cefresh your memary abott thair uschilngss or value und also dle time period yeu used them. This questioniwkre
can be completed in approximatedy 15 1o 20 minutes, inchuding Lhe review of your assesstiént instruraent Blcs.

Step #5 - Please complete the initial survey dufa requested below, our identity wad information provided will remain confidential. Information farn this sidy
will oaly be reprried i a compilad statéstical furm.

INITIALSURVEY DATA

Your Mume: Yourare at the start of the Carcce Transition perisk: {vears)
{optlonal; will b maintained eonlidentially)

Gender: M or F {circle one} Youur raciabiethinic identincation:

Career Transition Deginning Bate: ! {Month™ eark Carcer lransitiun Completion Date:, ¢ (Me!Yr ar Circle: stitk cument}

Dhate this Questivnogire is Completed: £/ {Mofduy/ V1) Do you want fo receive 3 sumimary or absireed of lhe resulls of this study? (Yewto)

(Ves/Mo} Dusing vour Cagear Transition, and white provided counseting, carcer workshops o trizins il iondouipfacement consulting, did you campleie nny
asgessment instrsments which pravided resnlts or feedback to you ambfor vour connselar?
-0 yes, comtinne with Step #2 below.
- I no, alter complating the abave, simply rolum your questionnairs in fe enclosed anvelop (ses Step 6 beluw).

Step #2 - Reyicw the list of Assessment histrumants in the Teft hand column on pree#2. Place o check wark in the [A] column next tg ary instruments yo
personally usad during your transition period, 1Fyoe used any' [essruments aot listed, wito {he imstrument same 3t 1he bowom ef the |2f hard colemn
snd check matk eolomn [A].

Shep 13 - For eack of the instruments yau checked in colernn [A], idemtify wlen from the beglmming of euunseling sessinng did the counszlor or fransiion
consullant ask you te complez the insnmmenl. Indicsle s e peried oider ieading (3] whicl has 4 options frwst which o relect. Try to avaid
lising the “Can nul Jelerming thae period”colomn 1Fat ol possible. Referring 1o your transition files may help yor te fdentify 1he liie period for sach
instrunient. Please place n cheek murk i the mtast accurale column; do rol mark the liees beiween enlumns.

Step &4 = Uslog your best judgsnent aind the 3 item railng scale under heading [C], ilenfifiy the vadue ar usefulness of ench ol the instrunmenats Lt you used, You
are asked 10 rate the valug or usefulness you persanally recetved from each insiniment in comparison o the vahee of asher trans!flon suppert you
received. Tleasa circle (he most aceerate rating #5 do not inrlicee an tin helwoen the numbers” rallng.

Step 115 - Atthe batam of page #2, the last sy nearked [ I« Imended for you 1o provide an everall miing of tha value or usefilness of oll the asscssment
instrurients you used. Plaase cirele the most avearste anting #; da et indicate an "in betwecn the umbers TN,

Sien 1K - 1T you kave any comments or ohservations vegard ing the assessinent instruments you used of concem ing this survey, vou miy write themad the bollus
of pege A2 (or attach nnated. Please retum the completed questiounatee n the enclosed <uvclop, THANK FOLY

A xpusddy

JOLSUY PAE 2IIEUGOISSNY) jUM) -
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Fuge 202 QUESTIOMNAIRE 2N CAREEN ASSESSVFNT INSTRUNIERNTS USED 1N CAREER TANSLTION SETTTMGS
(Please refer to pege 1, lastroctlens and Initial Servey Datn, before cemplziling e folinwing)
N B] Ic]
Listing e Inslramants Relnw [A] Cuumseling Tiew Pecind Insinsment wos Used Value of Instrmnend i1 Conmzrison (o ollicr
(o= gheck wark Bor cach insiemeiised) TransiGon Suppert (circk: onc rulingfiostr. wsed)
Theck nerk | PRI the | Al 2 & | Omarafer | Caanat | High Madccde L
Foprite in any oficr inginenends anly those first Z hefora § 5 weeks of | deborsine Walur Valie Yalus
used at bolluns futiwnents | weeksof | weeki ol | connseling, | time 5 4 1 2 |
used caunseling | connseling period cireloone iiep KAnsin Dicd; ne belween scoses)
Campheil buerest and Skill Sureey
HCIES) } ) s A 1 Zz R
Career Anchors (zelf-scored
workbook) 5 4 1 1 I
Harrlnptoa-0"Shew Career
Dxccis un- el ol g (CTHR T 3 1 3 2 ]
Fuler Corupational IneTest
Survey (KOS5 5 q 3 2 \
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