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ABSTRACT 

Career exploration is defined as the self appraisal and 

external search activities that provide a person with 

information fostering the selection of, entry into, and the 

adjustment to an occupation. The present study addressed 

the process of career exploration during late adolescence. 

Factors associated with this process in the literature 

included career decision-making self-efficacy, motivational 

processes (viz., autonomy orientation, control orientation, 

and impersonal orientation), goal directedness, vocational 

decision making style (thinking-feeling and introversion-

extroversion), personal growth initiative, ego identity 

(viz., foreclosure, moratorium, diffusion, and identity 

achievement), exploration beliefs (viz., external search 

instrumentality and importance of obtaining preferred 

position), and contextual anxiety (viz., decisional stress 

and explorational stress). These factors, however, have 

accounted for only a modest amount of the variance in the 

career exploration (viz., environmental exploration and 

self-exploration) process, suggesting the need for further 

investigation. The main purpose of this study was to assess 

the relative contribution of the preceding factors to the 

career exploration process when all were considered 

together. It was, therefore, hypothesized that for both men 

and women each factor would account for a significant. 

V 



unique portion of the variance of career exploration scores 

when all factors were considered together. The sample for 

this study consisted of 156 women and 162 men enrolled in an 

introductory psychology course at a large Southwestern 

university. A series of forward and simultaneous regression 

analyses indicated that scores for vocational decision 

making style: thinking-feeling and for personal growth 

initiative accounted for 23% of the variance in 

environmental exploration for women. For men, scores on 

career decision-making self-efficacy, explorational stress, 

and external search instrumentality accounted for 28% of the 

variance in environmental exploration. Concomitantly, 21% 

of the variance in se If-exploration for women was accounted 

for by scores on the following factors: vocational decision 

making style: thinking-feeling; foreclosure; identity 

achievement; explorational stress; and goal directedness. 

For men, 33% of the variance in se If-exploration was 

accounted for by scores on the following factors: 

vocational decision making style: thinking-feeling; 

moratorium; diffusion; career decision-making self-efficacy; 

goal directedness; and explorational stress. These findings 

suggest that a few constructs predict career exploration as 

well as many constructs and that men and women should be 

considered separately. Suggestions for future research and 

practice are discussed. 
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CHAPTER I 

INTRODUCTION 

Interest in career development became apparent soon 

after the turn of the century (Parsons, 1909) in Western 

society, and has evolved across the decades into a major 

field of study. Of course, people have worked since the 

beginning of time for the sheer purpose of survival; 

however, only recently have we considered the potential 

psychological gratification that can be derived from the 

type of work we choose. Ideally, a person's occupation 

serves as one of the means of expressing his or her unique 

identity. Along with the notion that persons might want to 

choose the activity that, for most, would occupy almost half 

their waking hours, came attempts to understand the decision 

making process involved in career choice. 

Vocational theory building began with a matching model 

which proposed the congruence hypothesis, stating that 

individuals whose personalities are congruent with their 

work environments are more likely to be successful in their 

jobs(Savickas, 1989). Trait and factor theory was the first 

structural model of occupational choice to emerge (Brown, 

1991) which adheres to the matching principle. In this 

theory, traits within the individual are matched with 

factors in the work environment. John Holland's theory of 

careers (1973) endorses this approach. Roe's (Roe & 



Lunneborg, 1991) theory of personality development and 

career choice carried this line of thought a step further by 

comparing personal history, in terms of human interactions 

and how needs were met, with the work environment. 

Alternately. Gottfredson (1981) incorporated the idea of 

sociological factors that affect a person's life, such as 

powerful others, sex roles and social class, into her model 

of circumscription and compromise. 

Social learning theory has forged a unique contribution 

to occupational choice as well, offering a more dynamic, 

process-oriented way of thinking about vocational decisions 

(Krumboltz, Mitchell, & Jones, 1976; Mitchell & Krumboltz, 

1984). This theory included age, sex, education, and 

socioeconomic status, along with environmental variables, 

such as role models, as factors that may serve to shape 

career choice. A reciprocal interaction was proposed to 

occur between individuals and their environment as they 

engaged in this process (Brodzinski, Goyer, Scherer, & 

Wiebe, 1989). Bandura (1986) relabeled this approach social 

cognitive theory to emphasize the importance of personal 

agency, as well as factors, such as self-efficacy, that 

extend far beyond issues of learning and conditioning in the 

career development process. 

As theory building in vocational psychology evolved, 

each successive approach seemed to offer some new insight 

over and above that of its predecessor. Furthermore, when 



the social learning theorists applied their paradigm to 

career development, the complex nature of this field became 

clearly apparent. However, no single approach had yet 

addressed these complexities in such a detailed and precise 

manner as the life-span life-space approach to career 

development proposed by Donald Super (1980). 

Super's (1980) developmental theory offered a 

multifaceted conceptualization of vocational behavior and 

development. One of his earlier propositions was the Life-

Career Rainbow that depicts various life-career roles in 

which a person may invest time and affect across his or her 

lifetime (Super, 1991). In addition, he proposed a 

segmental model, termed the Archway Model, to bring into 

focus various aspects of life that may affect a person at 

any singular point in time. Undoubtedly, Super's was the 

most comprehensive theory of career development yet offered. 

Super (1980) viewed career in terms of the time spent 

in different life roles, acknowledging the fluidity of role 

salience over time. He conceptualized five life stages that 

all persons pass through beginning with birth and continuing 

through retirement. The stages were termed growth, 

exploration, establishment, maintenance, and decline. The 

degree of salience for life roles was considered to vary 

throughout the stages, with some roles being totally absent 

in particular stages (e.g., role of ''worker'' in the growth 

stage) (Super, 1991). In addition, each life stage was 



accompanied by developmental tasks appropriate to the 

fulfillment of that particular stage. Successful completion 

of the tasks associated with any particular stage would 

result in a person being considered career mature for that 

stage. Therefore, the level of career maturity that an 

individual was thought to possess varied across the life

span as he or she moved through the various stages. 

The exploration stage, in particular, can be considered 

a crucial period in the career development process. In 

general, career exploration is defined as the self appraisal 

and external search activities that provide a person with 

information that serves to foster the selection of, entry 

into, and adjustment to an occupation (Blustein, 1989; 

Stumpf, Colarelli, & Hartman, 1983). It is during this 

phase that a person begins to initiate thoughts and 

behaviors that will likely lead to a future career choice. 

If the individual does not successfully engage in 

exploration, he or she may flounder when it comes time to 

enter the world of work and choose a job or career that does 

not adequately meet his or her occupational needs. This 

critical period has been addressed by both developmental 

(Blustein, 1995; Super, 1957) and social cognitive (Bandura, 

1986; Lent, Brown, & Hackett, 1994) theories, suggesting its 

relative importance to the career process as a whole. 

Exploratory activity is typically thought to occur 

early in the career cycle, specifically between the ages of 



14 and 24 (Super, 1957). A time of marked interest in this 

process is likely to occur during the college years when a 

person is choosing an academic major, forming career 

relevant interests, and persisting in educational and 

occupational pursuits (Lent, Brown, 6f Hackett, 1994). 

Recent research with college students has identified an 

array of intrapersonal predictors of career exploration 

including goal-directedness (Blustein, 1989), motivational 

processes (viz., autonomy orientation, control orientation, 

and impersonal orientation) (Blustein, 1988), vocational 

decision making style (viz., thinking-feeling and 

introversion-extroversion) (Blustein & Phillips, 1988), 

personal growth initiative (Robitschek & Cook, in press), 

ego identity (viz., foreclosure, moratorium, diffusion, and 

identity achievement) (Blustein, Devenis & Kidney, 1989), 

exploration beliefs (viz., external search instrumentality 

and importance of obtaining preferred position) (Stumpf & 

Lockhart, 1987), and career decision-making self-efficacy 

(Betz & Hackett, 1981; Blustein, 1989; Layton, 1984; Lent, 

Brown, & Larkin, 1984; & Taylor & Betz, 1983). An 

environmental factor associated with career exploration in 

the literature is contextual anxiety (viz., decisional 

stress and explorational stress) (Blustein & Phillips, 

1988). However, the program of research including internal 

as well as external factors has thusfar accounted for only a 

modest portion of the variance associated with career 



exploration, suggesting that other factors may be involved 

in this process. 

Goals of the Present Study 

Career exploration in late adolescence is a process 

marked by activities associated with enhancing knowledge of 

both the self and the external environment (Blustein, 1995). 

Recent research (e.g., Blustein, 1988,1989; Blustein et al., 

1989, Blustein & Phillips, 1988; & Stumpf & Lockhart, 1987) 

has suggested that this process may be considered 

multidimensional, with related factors that are both 

intrapsychic and contextual. Although several factors 

(i.e., motivational processes, goal directedness, vocational 

decision making style, personal growth initiative, ego 

identity, exploration beliefs, career decision-making self-

efficacy, and contextual anxiety) have been found to account 

for significant portions of the variance in career 

exploration scores, relevant studies have typically 

considered not more than two possible variables at once. 

Therefore, the purpose of the present study was to 

investigate the relative contributions of these factors to 

the variance in career exploration scores when all possible 

factors were considered together. 

Although gender has not been found to be significantly 

related to scores on self and environmental exploration, it 

has been found to be related to some of the predictor 



variables (i.e., exploration beliefs and contextual anxiety) 

in career exploration. Constructs that have shown no sign 

of differences between men and women include vocational 

decision making style, ego identity status, goal 

directedness, career decision-making self-efficacy, and 

personal growth initiative. A construct that has been found 

to have apparent gender differences is exploration beliefs, 

with undergraduate women feeling less favorable about 

obtaining their preferred positions and finding 

environmental exploration more helpful than do men. An 

additional construct that has conflicting findings is 

explorational stress. Stumpf and associates (1983) found a 

weak, but significant, association between gender and 

explorational stress (with undergraduate women experiencing 

greater explorational stress than their male peers); 

however, Blustein and Phillips (1988) found no significant 

relationship between gender and explorational or decisional 

stress. Thus, the present study further investigated 

possible gender similarities and differences in the profiles 

of variables predicting career exploration. Therefore, the 

following hypotheses were proposed: 

H V p n t h p s i .c; 1 : No significant differences will be found 

for men and women on scores for vocational decision 

making style (thinking-feeling and introversion-

extroversion), foreclosure, moratorium, diffusion, 

identity achievement, goal directedness, career 



decision-making se If-efficacy, or personal growth 

initiative. 

Hypothesis 2: Significant differences will be found 

between men and women on scores for explorational 

stress, importance of obtaining preferred position and 

external search instrumentality, such that women will 

score higher than men on all three scales. 

Previous research has suggested correlational 

relationships among several of the constructs of interest in 

the present study. For example, positive correlations have 

been found between career exploration, defined as 

environmental and self-exploration, and each of the 

following predictor variables: motivational processes 

(viz., autonomy orientation, control orientation, and 

impersonal orientation) (Blustein, 1988); exploration 

beliefs (viz., external search instrumentality and 

importance of obtaining preferred position) (Stumpf et al., 

1983; Stumpf & Lockhart, 1987); explorational stress 

(Blustein & Phillips, 1988); and identity achievement 

(Blustein et al., 1989). Additionally, vocational decision 

making style (introversion-extroversion) and decisional 

stress have been found to correlate positively (Blustein & 

Phillips, 1988). Other positive correlations have been 

found to exist between both decisional and explorational 

stress and external search instrumentality (Stumpf et al., 

1983). Explorational stress also has been found positively 
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related to importance of obtaining preferred position 

'Sturr.pf et al., 1953). A final positive correlation has 

been found between goal directedness and career decision

making self-efficacy ^Blustein, 1989). A single negative 

correlation was found between vocational decision making 

style (thinking-feeling) and both environmental and self-

exploration (Blustein & Phillips, 1988). As a result of 

these correlational findings, it was expected that these 

relationships would be replicated in the current sam.ple. 

Therefore, the following hypotheses were proposed: 

Hypothesis 3: Significant positive correlations will 

be found between career exploration, defined as 

environm.ental and self-exp lorat ion, and each of the 

following predictor variables: motivational processes 

(viz., autonom.y orientation, control orientation, and 

impersonal orientation); exploration beliefs (viz., 

external search instrumentality and importance of 

obtaining preferred position); explorational stress; 

and identity achievement. 

Hypothesis 4: Significant positive correlations will 

be found between vocational decision miaking style 

(introversion-extroversion) and decisional stress. 

H y p n t h p s i .c; s : Significant positive correlations will 

be found between both decisional and explorational 

stress and external search instrumentality. 



Hypothesis 6: A significant positive correlation will 

be found between explorational stress and importance of 

obtaining preferred position. 

Hypnthpsj.s 7 : A significant positi\e correlation will 

be found between goal directedness and career decision

making self-efficacy. 

Hypothesis S: Significant negative correlations will 

be found between vocational decision making style 

(thinking-feeling) and both environmental and self-

exploration . 

Previous studies have typically m.easured no more than 

two factors at a time in association with career 

exploration. The current study assessed the unique variance 

accounted for by variables established in the literature in 

combination for the first time. Additionally, the present 

study investigated the possible gender similarities and 

differences in terms of how the profiles of the predictor 

variables predicted both environmental and se If-exploration. 

Therefore, it was hypothesized that: 

Hypothesis 9: For both men and women motivational 

processes (viz., autonomiy orientation, control 

orientation, and impersonal orientation), foreclosure, 

moratorium, diffusion, identity achievement, personal 

growth initiative, goal directedness, vocational 

decision making style (viz., thinking-feeling and 

introversion-extroversion^, decisional stress. 

10 



explorational stress, external search instrumentality, 

importance of obtaining preferred position, and career 

decision-making seIf-efficacy each will account for a 

significant, unique portion of the variance of 

environmental and seIf-exploration scores when all 

predictors are considered together. 

Given the large number of predictors considered in this 

study, it was of interest to assess the single best 

predictor of each type of career exploration separately for 

women and men to make suggestions about possible 

interventions. It also was of interest to determine which 

predictors accounted for additional unique variance in each 

type of career exploration beyond that accounted for by the 

single best predictors. No specific hypotheses were made 

for this research question. 
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CHAPTER II 

METHOD 

Parti ripant-.c; 

Participants in the final sample included 162 men and 

156 women enrolled in introductory psychology classes at a 

large Southwestern university. Those who chose to 

participate were given experimental credit that could be 

applied toward course requirements. Students had the option 

of earning this experimental credit in other ways as well. 

Participants did not have knowledge of the research topic or 

questions. The mean age was 19.38 (SD = 1.43) for women and 

19.46 (SD = 1.54) for men. Twenty-four participants 

identified themselves as African American (7.5%), 243 as 

Anglo American (76.4%), 8 as Asian American (2.5%), 22 as 

Hispanic American (6.9%), 3 as Native American (.9%), and 14 

as Biracial (4.4%). Twenty-eight participants identified 

themselves as seniors in college (8.8%), 42 as juniors 

(13.2%), 56 as sophomores (17.6%), and 187 as freshmen 

(58.8%). This sample can be considered to be representative 

of most Caucasian university undergraduates in this region 

of the United States. 
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Measures 

Demographic Variables (Appendix B) 

Demographic information was collected to characterize 

the sample and for possible use in the statistical analyses 

to control for possible confounding influences in the 

present study. A review of the career exploration 

literature suggested that gender differences have been found 

for some of the predictor variables (e.g., explorational and 

decisional stress, external search instrumentality, and 

importance of obtaining preferred position) under 

investigation in this study (Blustein, 1988; Stumpf & 

Lockhart, 1987); therefore, gender was included in the 

demographic questionnaire. Racial identity, age, year in 

school, and scholastic achievement (GPA) was also included 

in the demographic information. 

Motivational Processes (Appendix C) 

The General Causality Orientations Scale (GCOS; Deci & 

Ryan, 1985) measures individual differences in motivational 

processes. The GCOS identifies differences across three 

distinct motivational orientations: autonomy, control, and 

impersonal. Autonomy orientation (GCOS-A) measures 

intrinsically motivated behavior associated with choice and 

interest. Control orientation (GCOS-C) measures the 

tendency to engage in behavior that is extrinsically 

motivated. Impersonal orientation (GCOS-I) reflects an 

13 



absence of motivated behavior associated with the belief 

that a person's behavior is beyond his or her intentional 

control. This pervasive sense of indompetence is termed 

impersonal causality because behavior is believed to be 

initiated and regulated by impersonal forces rather than 

personal intentions. Deci and Ryan (1985) constructed the 

GCOS including 12 brief vignettes describing interpersonal 

and achievement-related activities. Following each vignette 

are three possible responses representing the three 

motivational orientations. Respondents indicate the degree 

to which they endorse each orientation by rating the three 

items on a seven-point Likert scale according to how 

characteristic of him or her each response would be for the 

situation presented in each of the vignettes. Anchors for 

possible responses are 1 = ''very unlikely," 4 = 

11 moderately likely,'' and 7 = "very likely.'' A score is 

obtained for each of the motivational orientations for each 

of the vignettes by summing the responses, with high scores 

on the GCOS subscales reflecting higher levels of the 

specified motivational orientations. 

Deci and Ryan (1985) assessed the scale's 8-week test-

retest reliability and reported the following correlations: 

GCOS-A = .74; GCOS-C = .71; GCOS-I =.78. Internal 

consistency coefficients include: GCOS-A = .74; GCOS-C = 

.69; and GCOS-I = .74. Subscale scores for 636 subjects 

were correlated to determine the relationships among 

14 



subscales. The following correlations were found: autonomy 

and control (x = .03); autonomy and impersonal (x = -.24); 

and control and autonomy (x = .27), suggesting a relative 

independence of the three orientations. Discriminant 

validity of the GCOS was demonstrated by a comparison with 

the Marlowe-Crowne Social Desirability Scale (Crowne & 

Marlowe, 1964) which yielded nonsignificant correlations 

with all scales, specifically for the GCOS-A (x = -.02), 

GCOS-C (x = -.03), and GCOS-I (x = -.18). Concurrent 

validity for the GCOS-A scale was demonstrated by a 

comparison with the Adult's Orientations Toward Supporting 

the Autonomy Versus Controlling the Behavior of Children 

Scale (Deci, Schwartz, Sheinman, & Ryan, 1981) which yielded 

a significant correlation (x = .55), suggesting a strong 

relationship between scores on the GCOS-A subscale and the 

adult orientation toward supporting autonomy in children. 

Concurrent validity for the GCOS-C scale was demonstrated by 

a comparison with the Type-A Coronary-Prone Behavior Pattern 

Scale (Jenkins, Rosenman, & Friedman, 1967) which measures 

pressure, tension, and aggressive achievement. The 

relationship found was modest (x = .26); however, it was 

significant. Concurrent validity for the GCOS-I scale was 

demonstrated by a comparison with Rotter's Locus of Control 

Scale (1966) which yielded a significant correlation 

(r = .52) between Rotter's external control and the GCOS-I 

subscale. 
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Ego Tcientity Status (Appendix D) 

The Extended Objective Measure of Ego Identity Status 

(EOM-EIS; Bennion & Adams, 1986) measures the process by 

which adolescents and young adults resolve the psychosocial 

task referred to as identity versus role confusion. The 

EOM-EIS consists of 64 Likert type items with possible 

responses ranging from 1 = "strongly agree" to 6 = 

"strongly disagree." Responses yield four scores 

consisting of 16 items each for the following ego identity 

statuses: diffusion, moratorium, foreclosure, and identity 

achievement. The items for each of the ego identity status 

scales are divided into two subscales measuring ideological 

and interpersonal domains. High scores on each of the EOM-

EIS scales represent a greater degree of the corresponding 

ego identity status. 

Previous research (Blustein et al., 1989) has suggested 

that the ideological and interpersonal subscales be combined 

allowing for an overall measure of ego identity status in 

relation to career exploration. Blustein and associates 

(1989) measured internal consistency for the combined scales 

and reported the following coefficients: Diffusion = .68; 

Foreclosure = .90; Moratorium = .73; and Identity 

Achievement = .66. Test-retest reliability for the four 

scales was reported as ranging from x = .82 to .90 across a 

2-week interval. Evidence for the content, construct, and 

concurrent validity of the EOM-EIS was inferred from the 
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relationship between item content and the theory of identity 

formation, a factor structure consistent with theoretical 

propositions, discriminant validity with social desirability 

and gender, and convergent validity with measures of 

identity and personality (Bennion & Adams, 1986; Blustein et 

al., 1989). 

Goal Pi rertednpss (Apppndix F.) 

The Goal Instability Scale (GIS; Robbins 6f Patton, 

1985) measures individual variations in specific areas of 

goal-directedness including self-confusion, inhibitions in 

initiating activities, and a lack of orienting goals for 

organizing one's actions. The GIS consists of 10 items 

measured on a 6-point Likert response format with responses 

varying from 1 = ''strongly agree'' to 6 = ''strongly 

disagree.'' High scores are indicative of a greater level 

of goal-directedness. Robbins and Patton (1985) assessed 

the scale's 2-week test-retest reliability and reported 

X = .76. Internal consistency for the GIS was reported at 

X = .81. Concurrent validity for the GIS was demonstrated 

by comparisons with the Rosenberg Self-Esteem Scale 

(Rosenberg, 1979) and the Personal Competencies Inventory 

(Ostrow et al., 1981). Significant negative correlations 

with both self-esteem (x = -.64) and personal competencies 

(X = -.48) suggested that the GIS may be tapping a sense of 

17 



depletion accompanied by an absence of goals that could 

organize one's activities. 

Voratinnal Decision Making Stvle (Appendix F) 

The Vocational Decision Style Indicator (VDSI: Walsh, 

1986) measures individual variations along two dimensions of 

vocational decision making style: (1) thinking versus 

feeling; and (2) an internal, active decision making posture 

versus an external, passive posture. The first dimension is 

assessed by the Thinking-Feeling (TF) scale. The second 

dimension is assessed by the Introversion-Extroversion (IE) 

scale. The VDSI consists of a total of 40 items with 20 

assessing each of the two dimensions. Items are measured on 

a 5-point Likert response format with responses varying from 

1 = "always" to 5 = "never." High scores on the TF and 

IE scales are indicative of a decision making style 

associated with feeling and extroversion, respectively. 

Blustein and Phillips (1988) reported the scales' 2-week 

test-retest reliability as x = .89 (TF) and x = .85 (IE). 

Internal consistency for the scales was reported as x = .77 

(TF) and x = .85 (IE). The VDSI has demonstrated 

discriminant validity with gender, race, intelligence, and 

social desirability. 

18 



Contextual Anxiety (Appendix G) 

Contextual anxiety was measured by means of the 

Exploratory Stress (ES) scale and the Decisional Stress (DS) 

scales of the Career Exploration Survey (CES; Stumpf et al., 

1983). The ES scale consists of 3 items and the DS scale 

consists of 5 items. Each scale begins with the same 

introductory question and the items follow. The 

introductory question is "How much undesirable stress have 

the following caused you relative to other significant 

issues with which you have had to contend?" An example of 

an item on the ES scale is "Exploring specific jobs." An 

example of an item on the DS scale is "Deciding what I want 

to do.'' Items on both scales are measured on a 7-point 

Likert response format with anchors at 1 = "insignificant 

compared to other issues with which I have had to contend," 

4 = •• about equal to other significant issues,'' and 7 = 

• I one of the most stressful issues with which I have had to 

contend.'' Participants were asked to report their relative 

degree of stress associated with the two dimensions. Scores 

for the two scales are obtained by averaging the sum of the 

constituent items for the two scales. According to Stum.pf 

and colleagues, evidence for construct validity of the 

scales can be inferred from a factor structure consistent 

with the two dimensions of stress including significant 

correlations for ES (.72) and DS (.78) factor scores in a 

comparison of graduate and undergraduate student samples. 
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Coefficient alpha estimates of reliability for the graduate 

student sample were .71 (ES) and .85 (DS), and for the 

undergraduate sample were .77 (ES) and .85 (DS). Stumpf and 

colleagues reported the scales' 4-week test-retest 

reliability as x = .47 (ES) and x = .26 (DS), suggestive of 

a state, rather than a trait, measure. 

The CES was designed to measure career exploration with 

an upper level college population who is in transition to 

vocational or other educational endeavors. Previous 

research (Blustein & Phillips, 1988) has suggested the need 

for minor modifications on certain items on the ES and DS 

scales in order to enhance their utility and validity for 

individuals who are at an earlier point in their academic 

career. Blustein and Phillips revised the scales by adding 

one additional item to each scale concerning decisions about 

or the exploration of an academic major. They also made 

some minor changes in wording. Following modification, 

internal consistency for the ES and DS scales was reported 

as X = .72 and x = .86, respectively. For the present 

study, the revised 4-item scale measuring explorational 

stress and the original 5-item scale measuring decisional 

stress were used following a correspondence with D. L. 

Blustein (personal communication, April 26, 1996) regarding 

recent changes he had made to the CES. 
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Exploration Beliefs (Appendix H) 

Exploration belief dimensions were measured by the 

External Search Instrumentality (ESI) scale and the 

Importance of Obtaining Preferred Position (lOPP) scale of 

the Career Exploration Survey (CES; Stumpf et al., 1983). 

ESI refers to the belief that exploring the environment for 

career opportunities will probably lead to obtaining career 

goals. The ESI scale consists of 3 Likert type items, for 

which responses vary from 1 = "very low probability" to 5 

= "very high probability." lOPP refers to the degree of 

importance an individual places on obtaining his or her 

career preference. The lOPP scale consists of 5 Likert type 

items with responses varying from 1 = ''not important'' to 5 

— I • very important.'' Scale scores are obtained by 

averaging the sum of the constituent items for each scale. 

Internal consistency for the two scales was reported as 

X = .70 (ESI) and x = .83 (lOPP). According to Stumpf and 

associates, evidence for construct validity of the scales 

can be inferred from a factor structure consistent with the 

two exploratory beliefs dimensions. A comparison of 

graduate and undergraduate student samples yielded 

significant correlations for ESI (.64) and lOPP (.83) factor 

scores. Test-retest reliability for the two scales yielded 

modest, but significant correlations of x = .66 (ESI) and 

X = .36 (lOPP) over a 4-week period. 
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Carppr Decision-Making Se1f-Efficacv fAppendix Î  

The Career Decision-Making Self-Efficacy Scale - Short 

Form (CDMSE-SF; Betz, Taylor, & Klein, 1994) measures the 

level of an individual's confidence with regard to his or 

her ability to successfully complete tasks associated with 

career decision-making. The CDMSE-SF consists of 25 items 

categorized into 5 subscales comprised of 5 items each. The 

5 CDMSE subscales are: Goal Selection, Occupational 

Information, Problem Solving, Planning, and Self-Appraisal. 

Responses are based on a 10-level confidence continuum, 

varying from 1 = "No Confidence at All" to 10 = "Complete 

Confidence." Scores for each of the scales are obtained by 

summing the responses to items in each scale. The total 

score is equal to the sum of the five scale scores. High 

scores on the CDMSE-SF are reflective of self-efficacious 

beliefs for career decision-making. Betz et al. (1994) 

assessed reliability of the five subscales of the CDMSE-SF, 

obtaining alpha coefficients ranging from .73 to .83. An 

alpha of ,94 was obtained for the total scale which is 

suggestive of a single homogeneous general construct. The 

usefulness of the individual subscales is questionable when 

considering the reported alpha level for the total scale; 

therefore, the present study used the total scale score in 

the analyses. Concurrent validity was demonstrated by a 

comparison of the CDMSE-SF with The Career Decision Scale 

(Osipow, Carney, & Barak, 1976) and My Vocational Situation 
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scale (Holland, Daiger, & Power, 1980), with resulting 

correlations higher than almost all associated with the 

original 50-item form (Betz et al., 1994). 

Personal Growth Tnir1;^rivp (Apppndix .T) 

The Personal Growth Initiative Scale (PGIS; Robitschek, 

1998) measures an individual's active, intentional 

engagement in cognitions and behaviors which enhance the 

growth process. The PGIS consists of 9 Likert type items 

with possible responses ranging from 0 = ''Disagree 

Strongly" to 5 = "Agree Strongly." Scores are calculated 

by summing the items and can range from 0 to 45. High 

scores are indicative of higher levels of PGI. Robitschek 

assessed the scale's eight-week test-retest reliability and 

found X = .74. Confirmatory factor analysis provided strong 

support for a single factor structure for the scale. 

Internal consistency for the PGIS was supported by a 

reported alpha coefficient of .90. Measures of convergent 

validity revealed significant, positive relationships 

between PGIS and internal locus of control, instrumentality, 

and assertiveness, along with significant negative 

relationships with chance and powerful others loci of 

control. The PGIS has demonstrated discriminant validity 

with age, gender, scholastic aptitude, and social 

desirability. 
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Carepr Exploration (Appendix K) 

Career exploration was measured by the Self-Exploration 

(SE) scale and the Environmental Exploration (EE) scale of 

the Career Exploration Survey (CES; Stumpf et al., 1983). 

The SE and EE scales consist of five and six items, 

respectively. Their response format is based on a 5-point 

Likert scale varying from 1 = "little" to 5 = "a great 

deal." Respondents report their rate of engagement in 

various self and environmental exploratory behaviors during 

the previous 3 months. High scores reflect greater levels 

of both dimensions of career exploration. Stumpf and 

colleagues assessed 4-week test-retest reliability and found 

X = .24 (EE) and x = .54 (SE). The sample for this 

reliability study consisted of a group of 57 individuals 

enrolled in a 7-week, summer program designed to facilitate 

career change. When compared with a sample of 61 graduate 

business students, a significant difference in mean scores 

was found for EE, suggesting that the group of business 

graduates engaged in significantly more environmental 

exploration than did the career changers. Therefore, the 

group of career changers for which test-retest reliability 

scores were initially assessed may not have been a 

representative sample of the population in general. 

Blustein (1989) reported internal consistency reliabilities 

for the two scales with SE = .82 and EE = .89. Evidence for 

construct validity of the SE and EE scales can be inferred 
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from a factor structure consistent with theoretical 

expectations and significant correlations for EE (.83) and 

SE (.68) factor scores in a comparison of graduate and 

undergraduate student samples. 

ProcednrP 

Participants read and signed a consent form (contained 

in Appendix L) before completing the measures. The 

demographics questionnaire was always administered first. 

The order of the remaining instruments was counterbalanced. 

Following completion of the questionnaires, a slip of paper 

with a notation regarding the experimental credit earned for 

participation was given to each respondent. Each 

participant also was given a debriefing summary (contained 

in Appendix M) as well. 
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CHAPTER III 

RESULTS 

Means and standard deviations for all variables are 

included in Table 3.1. Correlations and estimates of 

internal consistency are included in Table 3.2. 1-tests, 

reported in Table 3.3, were used to test for possible gender 

differences on the mean scale scores. Although it is 

customary to reduce alpha to minimize Type I error when 

multiple tests are conducted, the decision was made to 

maintain alpha at .05 (2-tailed) to minimize Type II error 

which could result in missing possible gender differences. 

Gender differences associated with hypotheses will be 

reported first, followed by other differences that were 

found. 

As anticipated in Hypothesis 1, no significant 

differences were found between men and women on scores for 

goal directedness, career decision-making self-efficacy, 

personal growth initiative, identity achievement, and 

foreclosure. Contrary to expectation, however, significant 

differences were found for women and men on scores for the 

introversion-extroversion [X(316) = 2.96, £. < .01] and 

thinking-feeling [X(316) = -2.17, £. < .05] subscales 

measuring vocational decision making style, with women 

reporting a more feeling orientation than men and men 

reporting a more extroverted style than women. Significant 
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differences also were found on scores for moratorium [t.(316) 

= 2.49, £. < .01) and diffusion [i(316) = 4.49, £ < .001], 

suggesting that women are more likely to be currently 

exploring, but not yet committed to an ego identity, or 

experiencing an absence of both exploration and commitment. 

Hypothesis 2 stated that significant differences would 

be found between men and women on scores for explorational 

stress, importance of obtaining preferred position and 

external search instrumentality; however, no significant 

differences were found. In addition, a significant 

difference was found between men and women on the 

motivational processes: control orientation [X(316) = -3.69, 

£. < .001], suggesting that men have a greater tendency than 

women to engage in career exploration behavior that is 

extrinsically motivated. 

Additional X-tests were conducted to test for possible 

differences on mean scores between ethnic groups. Scores 

for minority participants were taken together as one group, 

since their numbers were so few, and were compared with 

scores for Caucasians which constituted the largest ethnic 

group represented. Similar to the previous tests for gender 

differences, alpha was maintained at .05. Significant 

differences were found between mean scores for Caucasians 

and minorities on two variables: motivational processes: 

control orientation [X(314) = -2.66, £. < .01] and identity 

achievement [X(314) = -2.44, £, < .01]. Further analyses 
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comparing these two groups were not conducted in the present 

study because minority representation was too low. 

To further explore gender differences, i-tests were 

conducted comparing men and women on bivariate correlations 

for all variables. Given the conservative nature of the z.-

test, a per comparison level of J2. = .05 was used to minimize 

Type II error. Results indicated that a majority of the 

significantly different correlations were stronger for women 

(15 correlations) rather than men (3 correlations). 

Correlations found significantly stronger for men will be 

presented first, followed by results for women. The 

correlation of environmental exploration and external search 

instrumentality was significantly stronger for men than for 

women iz. = -2.24, £. < .05). Also, the relationship for 

decisional stress and goal directedness (i = 2.31, s. < .05) 

was significantly stronger for men than for women. 

In contrast, the correlations of personal growth 

initiative with external search instrumentality iz. = 2.05, 

jaL < .05), vocational decision making style: introversion-

extroversion (i = -2.33, £. < .05), and motivational 

processes: impersonal orientation (̂  = -3.24, £. < .01) were 

significantly stronger for women than for men. The 

correlations of goal directedness with importance of 

obtaining preferred position {z. = 2.88, £. < .01) and 

vocational decision making style: introversion-extroversion 

iz. = -2.30, £, < .05) were significantly stronger for women 
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than for men. Also, the correlations of vocational decision 

making style: thinking-feeling with contextual anxiety iz. = 

-2.20, J2. < .05), importance of preferred position iz. = 

-2.37, £. < .05), motivational processes: impersonal 

orientation (i = 2.10, ji < .05), and vocational decision 

making style: introversion-extroversion (z. = 2.71, £. < .01) 

were significantly stronger for women than for men. 

In addition, the relationships for importance of 

obtaining preferred position with motivational processes: 

autonomy orientation iz. = 2.00, £. < .05) and diffusion iz. = 

2.19, J2. < .05) were stronger for women than men. The 

correlation of foreclosure and vocational decision making 

style: introversion-extroversion was significantly stronger 

for women than men {z. = -2.13, s. < .05). Finally, the 

correlation of motivational processes: impersonal 

orientation and diffusion was significantly stronger for 

women than for men iz. = -2.61, £. <.01). The number of 

significantly different means was not particularly greater 

in the present study than was reported in the literature; 

however, considering the number of significantly different 

bivariate correlations that emerged, regression analyses 

were run separately for men and women. 

Five hypotheses predicted significant positive 

correlations between variables. The Bonferroni correction 

calculated for the 136 possible correlations between 

variables was £. = .0004; however, to minimize Type II error 
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je. = .001 was used instead. Following a restatement of each 

hypothesis, results will be reported. Hypothesis 3 stated 

that significant positive correlations would be found 

between career exploration, defined as environmental and 

self-exploration, and each of the following predictor 

variables: motivational processes (viz., autonomy 

orientation, control orientation, and impersonal 

orientation); external search instrumentality; importance of 

obtaining preferred position; explorational stress; and 

identity achievement. Environmental exploration and self-

exploration, the two subscales measuring career exploration, 

were analyzed separately; therefore, results for this 

hypothesis will be reported by discussing correlations 

associated with environmental exploration, followed by those 

for self-exploration. For environmental exploration, 

contrary to expectation, no significant positive 

correlations were found for women on these variables. 

Significant negative correlations, however, were found 

between environmental exploration and scores on motivational 

processes: impersonal orientation (x = -.26, £. < .001) and 

identity achievement (x = -.26, £. < .001) for women, 

suggesting that women who believe that their behavior is 

w ithin their intentional control and do not have a sense of 

commitment to their ego identity are more likely to engage 

in environmental exploration. For men, scores on 

environmental exploration were significantly positively 
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related to external search instrumentality (x = .32, £, < 

.001) and explorational stress (x = .28, JL < .001), 

suggesting that men who hold the belief that exploring the 

environment for career opportunities will probably lead to 

obtaining career goals and who experience stress about 

exploring for career opportunities are more likely to engage 

in environmental exploration. Contrary to expectation, no 

other significant correlations were found for men on these 

variables, 

Contrary to expectation, a significant negative 

relationship was found between scores on identity 

achievement and self-exploration(x = -.24, £. < .001) for 

women, suggesting that women who do not have a sense of 

commitment to an ego identity are more likely to engage in 

self-exploration. No other significant correlations were 

found for women on the variables in Hypothesis 3. For men, 

no significant correlations were found for these variables, 

with scores for self-exploration. 

Hypothesis 4 stated that significant positive 

correlations would be found between vocational decision 

making style: introversion-extroversion and decisional 

stress. Contrary to expectation, no significant 

correlations were found between these two constructs for men 

or women. 

Hypothesis 5 stated that significant positive 

correlations would be found between both decisional and 
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explorational stress and external search instrumentality. 

Contrary to expectation, no significant*correlations were 

found between these factors for men or women. 

Hypothesis 6 stated that a significant positive 

correlation would be found between explorational stress and 

importance of obtaining preferred position. Contrary to 

expectation, no significant relationship was found between 

these constructs for women or men. 

Hypothesis 7 stated that a significant positive 

correlation would be found between goal directedness and 

career decision-making self-efficacy. As hypothesized, 

significant positive correlations were found between goal 

directedness and career decision-making self-efficacy for 

both women (x = .53, £. < .001) and men (x = .43, £. < .001). 

These findings suggest that women and men who are goal 

directed also are likely to experience high self-efficacy 

expectations with regard to career decision-making tasks. 

One hypothesis predicted significant negative 

correlations between variables. Hypothesis 8 stated that 

significant negative correlations would be found between 

vocational decision making style: thinking-feeling and both 

environmental and self-exploration. As hypothesized, a 

significant negative relationship was found between scores 

on vocational decision making style: thinking-feeling and 

environmental exploration for women (x = -.^5, £. < .001) and 

men(x = -.29, £. < .001). In addition, significant negative 
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relationships were found between scores on vocational 

decision making style: thinking-feeling and se If-exploration 

for both men (x = -.33, £, < .001) and women (x = -.30, £. < 

.001). These findings suggest that both men and women who 

rely on a thinking-oriented and systematic approach to 

decision making are likely to engage in both environmental 

and self-exploration. 

Tests for multicolinearity were conducted using 

multiple regressions with each predictor entered as a 

criterion variable and all other predictors considered as 

independent variables. An R.^ > .50 was considered 

indicative of multicolinearity. Values above this threshold 

were found for women with the following as criterion 

variables: goal directedness (£, = .58); motivational 

2 
processes: impersonal orientation (£ = .54); and personal 

2 
growth initiative iE. = .59). Values above this threshold 

2 
were found for men on goal directedness (£ = .51) and 

2 
career decision-making se If-efficacy (£ = .50). Given 

these findings it was expected that, contrary to Hypothesis 

9, not all predictors would account for significant unique 

portions of the variance in the career exploration variables 

when all predictors were considered simultaneously. 

Forward regressions were conducted with each of the two 

career exploration subscales for men and women separately in 

order to determine which single variable accounted for the 

largest portion of variance in both environmental and self-
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exploration, and which other predictors accounted for unique 

variance beyond these single predictors. To balance Type I 

and Type II error, alpha was maintained at .01 for both 

forward and simultaneous regressions. Results for 

environmental exploration will be reported first, followed 

by self-exploration. As shown in Table 3.4, for women on 

environmental exploration, vocational decision making style: 

thinking-feeling (p = -.45, i < .001) contributed the 

largest portion of variance and was entered on Step 1. The 

only other significant predictor was personal growth 

2 
initiative (P = .24, jj. < .01), resulting in total £ = .23. 

For men on environmental exploration, as shown in Table 3.5, 

career decision-making self-efficacy (p = .36, ĵ  < .001) 

contributed the largest portion of variance and was entered 

on Step 1. Other significant predictors, in the order they 

were entered, included explorational stress (p = .33, J3. < 

.001), and external search instrumentality (p = .25, £. < 

.001), resulting in total R^ = .28. 

As shown in Table 3.6, for women on self-exploration, 

vocational decision making style: thinking-feeling (p = 

-.30, £. < .001) contributed the largest portion of variance 

and was entered on Step 1. Other significant predictors, in 

the order they were entered, included foreclosure (p = .21, 

£. < .01), identity achievement (p = -.22, £ < .01), 

explorational stress (p = .19, £ < .05), and goal 
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directedness (p = -.19, ̂  < .05), resulting in a total £^ = 

.21. Also, for men on se1f-explorat ion, as shown in Table 

3.7, vocational decision making style: thinking-feeling (p = 

-.33, ji < .001) contributed the largest portion of variance 

and was entered on Step 1. Other significant predictors, in 

the order they were entered, included moratorium (p = -.27, 

^ < .001), career decision-making se 1 f-efficacy *;p = .28, a 

< .001), goal directedness (p = -.32, ̂  < .001), 

explorational stress (p = .19, £. < 01), and diffusion (p = 

.17, £. < .05), resulting in a total R^ = .33. 

Separate simultaneous regressions for women and men 

tested for the unique variance in career exploration 

accounted for by each of the variables; however, most of the 

predictor variables did not reach significance, with fewer 

significant predictors for women than for men. Results for 

environmental exploration will be reported first, followed 

by seIf-explorat ion. As reported in Table 3.8, 

explorational stress (P = .24, ji < .01) emerged as the only 

significant individual predictor of environmental 

2 
exploration for women, with total R = .24 (JL < .001). More 

predictors were found significant for men on environmental 

exploration. As shown in Table 3.9, significant individual 

predictors included external search instrumentality (p = 

.23, £. < .01), explorational stress (p = .27, £, < .01), and 
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career decision-making self-efficacy (p = .37, a < .001), 

with total R' = .28 is. < .001). 

For self-exploration, as reported in Table 3.10, 

foreclosure (p = .29, s < .001) emerged as the only 

significant individual predictor for women in the 

2 
simultaneous regression, with total R = .21 (JEL < .001). 

More predictors were found significant for men on self-

exploration. As reported in Table 3.11, significant 

predictors included moratorium (p = -.24, £. < .01), 

vocational decision making style: thinking-feeling (p = 

-.28, J2. < .01), career decision-making self-efficacy (p = 

.35, ji < .001), and goal directedness (p = -.36, £, < .001), 

with total R^ = .33 is. < .001). 
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Table 3.1: Means and Standard Deviations for all Predictor and Criterion 
Variables 

Variables 

ENVEXP 
SLFEXP 
PGI 
GOALDR 
EXPSTR 
DECSTR 
ESI 
lOPP 
VDMSIE 
VDMSTF 
CDMSE 
MTVPRA 
MTVPRC 
MTVPRI 
IDACH 
MORTOR 
DIFF 
FRCLSR 

Women 

M SD 

13.72 
14.63 
40.22 
40.76 
15.03 
21.78 
11.18 
20.30 
59.96 
51.21 

167.09 
69.27 
52.66 
41.15 
48.49 
64.36 
70.72 
74.04 

5.56 
4.85 
8.66 

10.27 
5.44 
7.63 
2.22 
4.01 

10.18 
8.40 

32.15 
7.97 
8.32 

10.34 
8.94 
9.63 
8.88 

11.86 

Men 

M 

14.32 
15.14 
40.38 
41.04 
14.24 
20.72 
10.75 
19.48 
56.51 
53.31 

170.04 
67.60 
55.98 
39.40 
49.80 
61.70 
65.90 
71.48 

SD 

5.88 
4.82 
7.97 
9.35 
5.26 
7.61 
2.50 
4.20 

10.61 
8.87 

30.91 
7.48 
7.66 
9.73 
8.69 
9.44 

10.20 
11.42 

Note. Variables are ENVEXP = Environmental Exploration, SLFEXP = Self-
Exploration, PGI = Personal Growth Initiative, GOALDR = Goal Directedness, 
EXPSTR = Explorational Stress, DECSTR = Decisional Stress, ESI = External 
Search Instmmentality, lOPP = Importance of Obtaining Preferred Position, 
VDMSIE = Vocational Decision Making Style: Introversion-Extroversion, 
VDMSTF = Vocational Decision Making Style: Thinking-Feeling, CDMSE = 
Career Decision-Making Self-Efficacy, MTVPRA = Motivational Processes: 
Autonomy Orientation, MTVPRC = Motivational Processes: Control Orientation, 
MTVPRI = Motivational Processes: Impersonal Orientation, IDACH = Identity 
Achievement, MORTOR = Moratorium, DIFF = Diffusion, and FRCLSR = 
Foreclosure. N = 156 women and 162 men. 
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Table 3.3: T-Tests by Gender for all Predictor and Criterion Variables 

Variables 

ENVEXP 
SLFEXP 
PGI 
GOALDR 
EXPSTR 
DECSTR 
ESI 
lOPP 
VDMSIE 
VDMSTF 
CDMSE 
MTVPRA 
MTVPRC 
MTVPRI 
IDACH 
MORTOR 
DIFF 
FRCLSR 

cff 

316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 
316 

t 

-.94 
-.95 
-.16 
-.25 
1.32 
1.24 
1.60 
1.78 
2.96** 

-2.17* 
-.83 
1.92 

-3.70*** 
1.56 

-1.32 
2.49** 
4.49*** 
1.96 

Note. Variables are ENVEXP = Environmental Exploration, SLFEXP = Self-
Exploration, PGI = Personal Growth initiative, GOALDR = Goal Directedness, 
EXPSTR = Explorational Stress, DECSTR = Decisional Stress, ESI = External 
Search Instrumentality, lOPP = Importance of Obtaining Preferred Position, 
VDMSIE = Vocational Decision Making Style: Introversion-Extroversion, 
VDMSTF = Vocational Decision Making Style: Thinking-Feeling, CDMSE = 
Career Decision-Making Self-Efficacy, MTVPRA = Motivational Processes: 
Autonomy Orientation, MTVPRC = Motivational Processes: Control Orientation, 
MTVPRI = Motivational Processes: Impersonal Orientation, IDACH = Identity 
Achievement, MORTOR = Moratorium, DIFF = Diffusion, and FRCLSR = 
Foreclosure. N = 156 women and 162 men. 
*p < .05, **p < .01, ***p < .001. 
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Table 3.4: Summary of FonA r̂d Regression Analysis for Variables Predicting 
Environmental Exploration for Women (N = 156) 

Step B SE g 

Step1 
Vocational Decision Making Style 
Thinking-Feeling -.30 .05 -.45 

Step 2 
Personal Growth Initiative .15 .05 .24' 

Note. R =̂ .20 for Step 1; AR^= .03 for Step 2. Total R̂  = .23, fi < .001 
**e_< .01, ***£.< 001. 
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Table 3.5: Summary of Forward Regression Analysis for Variables Predicting 
Environmental Exploration for Men (N^= 162) 

Step B gE B 

Step1 
Career Decision-Making 
Self-Efficacy .07 .01 .36 

Step 2 
Explorational Stress .37 .08 .33 

Step 3 
External Search Instrumentality .59 .16 .25 

Note. 5f = .12 for Step 1; AR^ = .11 for Step 2; AR^ = .05 for Step 3. 
Total R̂  = .28, g <.001. 

'2_< .(X)1. 
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Table 3.6: Summary of Forward Regression Analysis for Variables Predicting 
Self-Exploration for Women (N_= 156) 

Step B SEB E 

Stepi 
Vocational Decision Making Style 
Thinking-Feeling -.17 .04 -.30 

Step 2 
Foreclosure .09 .03 .21** 

Step 3 
Identity Achievement -.12 .04 -.22** 

Step 4 
Explorational Stress .17 .07 .19* 

Step 5 
Goal Directedness -.09 .04 -.19* 

Note. R2 = .09 for Step 1; AR̂  = .03 for Step 2; AR̂  = .04 for Step 3; 
AR^= .03 for Step 4; AR2= .02 for Step 5. Total R̂  = .21, e < 001. 
*e.> .05, **EL< .01, ***£_< .001. 
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Table 3.7: Summary of Fon/vard Regression Analysis for Variables Predicting 
Self-Exploration for Men (NL= 162) 

Step B SEB 

Stepi 
Vocational Decision Making Style 
Thinking-Feeling -.18 .04 -.33 

Step 2 
Moratorium -.14 .04 -.27 

Step 3 
Career Decision-Making 
Self-EfTicacy .04 .01 .28 

Step 4 
Goal Directedness -.16 .04 -.32** 

Step 5 
Explorational Stress .17 .06 .19** 

Step 6 
Diffusion 08 .04 .17* 

Note. R2 = .10 for Step 1; AR̂  = .07 for Step 2; AB^ = 06 for Step 3; 
AR2 = .06 for Step 4; AR̂  = .03 for Step 5; AR̂  = .01 for Step 6. 
Total R2 =.33. e<.001. 
*EL> .05. **2.< .01. ***£.< .001. 
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Table 3.8: Summary of Simultaneous Regression Analysis for Variables 
Predicting Environmental Exploration for Women (N = 156) 

Variable B SE B 

PGI 
DECSTR 
MTVPRC 
FRCLSR 
ESI 
IDACH 
MORTOR 
lOPP 
VDMSIE 
MTVPRA 
EXPSTR 
VDMSTF 
DIFF 
MTVPRI 
CDMSE 
GOALDR 

11 
10 
00 
03 
24 
07 
05 
17 
08 
03 
24 
14 
09 
02 
,02 
04 

.07 

.06 

.06 

.04 

.19 

.05 

.05 

.11 

.05 

.06 

.09 

.07 

.06 

.06 

.02 

.06 

.17 
-.13 
.00 
.07 
-.09 
-.11 
-.09 
-.12 
.14 
-.04 
.24 
-.22 
.14 
-.03 
.09 
.07 

Note. R̂  = .24. Variables are PGI = Personal Growth Initiative, DECSTR = 
Decisional Stress, MTVPRC = Motivational Processes: Control Orientation. 
FRCLSR = Foreclosure, ESI = External Search Instrumentality, IDACH = Identity 
Achievement. MORTOR = Moratorium, lOPP = Importance of Obtaining 
Preferred Position, VDMSIE = Vocational Decision Making Style: Introversion-
Extroversion. MTVPRA = Motivational Processes: Autonomy Orientation. 
EXPSTR = Explorational Stress, VDMSTF = Vocational Decision Making Style: 
Thinking-Feeling, DIFF = Diffusion, MTVPRI = Motivational Processes: 
Impersonal Orientation, CDMSE = Career Decision-Making Self-Efficacy, and 
GOALDR = Goal Directedness. 
**2=.01. 
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Table 3.9: Summary of Simultaneous Regression Analysis for Variables 
Predicting Environmental Exploration for Men (N_= 162) 

Variable 

PGI 
ESI 
FRCLSR 
EXPSTR 
MTVPRC 
IDACH 
VDMSIE 
MORTOR 
lOPP 
MTVPRA 
DECSTR 
VDMSTF 
MTVPRI 
DIFF 
GOALDR 
CDMSE 

B 

04 
55 
03 
30 
04 
02 
02 
09 
05 
05 
08 
09 
02 
06 
02 
07 

SEB 

.07 

.18 

.04 

.09 

.06 

.05 

.04 

.06 

.11 

.06 

.06 

.06 

.05 

.05 

.06 

.02 

P 

-.05 
.23** 
.06 
.27*** 
.05 
-.03 
-.03 
-.15 
-.03 
-.06 
.10 
-.14 
-.03 
.10 
.00 
.37*** 

Note. R =̂ .28. Variables are PGI = Personal Growth Initiative, ESI = External 
Search Instrumentality, FRCLSR = Foreclosure, EXPSTR = Explorational Stress, 
MTVPRC = Motivational Processes: Control Orientation, IDACH = Identity 
Achievement, VDMSIE = Vocational Decision Making Style: Introversion-
Extroversion, MORTOR = Moratorium, lOPP = Improtance of Obtaining Preferred 
Position, MTVPRA = Motivational Processes: Autonomy Orientation, DECSTR = 
Decisional Stress, VDMSTF = Vocational Decision Making Style: Thinking-
Feeling, MTVPRI = Motivaitonal Processes: Impersonal Orientation, DIFF = 
Diffusion, GOALDR = Goal Directedness, and CDMSE = Career Decision-
Making Self-Efficacy. 
**B< .01, ***B< .001. 
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Table 3.10: Summary of Simultaneous Regression Analysis for Variables 
Predicting Self-Exploration for Women (N = 156) 

Variable B SE B 

PGI 
DECSTR 
MTVPRC 
FRCLSR 
ESI 
IDACH 
MORTOR 
lOPP 
VDMSIE 
MTVPRA 
EXPSTR 
VDMSTF 
DIFF 
MTVPRI 
CDMSE 
GOALDR 

09 
04 
05 
12 
28 
10 
06 
03 
01 
00 
12 
10 
.11 
07 
02 
13 

.07 

.06 

.05 

.03 

.17 

.04 

.05 

.10 

.04 

.05 

.08 

.06 

.06 

.05 

.02 

.05 

.15 

.06 
-.08 
.29 
-.13 
-.18 
-.11 
-.02 
-.03 
.00 
.13 
-.18 
.19 
.15 
.16 
-.28 

Note. R̂  = .21. Variables are PGI = Personal Growth Initiative, DECSTR = 
Decisional Stress, MTVPRC = Motivational Processes: Control Orientation, 
FRCLSR = Foreclosure, ESI = External Search Instrumentality, IDACH = Identity 
Achievement. MORTOR = Moratorium, lOPP = Importance of Obtaining 
Preferred Positbn, VDMSIE = Vocational Decision Making Style: Introversion-
Extroversion, MTVPRA = Motivational Processes: Autonomy Orientation. 
EXPSTR = Explorational Stress, VDMSTF = Vocational Decision Making Style: 
Thinking-Feeling, DIFF = Diffusion, MTVPRI = Motivational Processes: 
Impersonal Orientation. CDMSE = Career Decision-Making Self-Efficacy, 
GOALDR = Goal Directedness. 

'fi<.001. 
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Table 3.11: Summary of Simultaneous Regression Analysis for Variables 
Predicting Self-Exploration for Men (N = 162) 

Variable g §£ g 

PGI 
ESI 
FRCLSR 
EXPSTR 
MTVPRC 
IDACH 
VDMSIE 
MORTOR 
lOPP 
MTVPRA 
DECSTR 
VDMSTF 
MTVPRI 
DIFF 
GOALDR 
CDMSE 

07 
27 
02 
13 
00 
02 
00 
12 
16 
02 
07 
15 
,01 
07 
19 
,06 

.05 

.14 

.03 

.07 

.05 

.04 

.03 

.04 

.09 

.05 

.05 

.05 

.04 

.04 

.05 

.01 

.12 

.14 

.04 

.14 

.00 
-.04 
.00 
-.24** 
-.14 
-.03 
.11 
-.28** 
-.02 
.14 
-.36*** 
.35*** 

Note. R̂  = .33. Variables are PGI = Personal Growth Initiative, ESI = External 
Search Instrumentality. FRCLSR = Foreclosure, EXPSTR = Explorational Stress, 
MTVPRC = Motivational Processes: Control Orientation, IDACH Identity 
Achievement, VDMSIE = Vocational Decision Making Style: Introversion-
Extroversion, MORTOR = Moratorium, lOPP = Importance of Obtaining Preferred 
Position. MTVPRA = Motivational Processes: Autonomy Orientation, DECSTR = 
Decisional Stress, VDMSTF = Vocational Decision Making Style: Thinking-
Feeling, MTVPRI = Motivational Processes: Impersonal Orientation, DIFF = 
Diffusion, GOALDR = Goal Directedness, CDMSE = Career Decision-Making 
Self-Efficacy. 
**j2<.01,***e< .001. 
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CHAPTER IV 

DISCUSSION 

The present study addressed the process of career 

exploration during late adolescence, assessing the relative 

contribution of multiple factors to this process. Since 

most young adults will engage in an exploration of both self 

and environment with the intention of gaining direction 

toward a career path, it is important for professionals 

working with this population to have increased knowledge 

about the career exploration process which, in turn, may 

increase the effectiveness of counselor interventions in the 

career domain. 

The results of this study provided evidence in favor of 

considering men and women separately with regard to the 

career exploration process for young adults. Forward 

regression analyses, however, did not support the hypothesis 

that all predictor variables would contribute unique 

variance in career exploration when considered together for 

either men or women. More variance was explained for men 

than for women on both environmental and self-exploration. 

Only two predictors were found significant in environmental 

exploration for women, while three were found significant 

for men. More predictors were found to contribute a unique 

portion of the variance in self-exploration than 

environmental exploration for both genders, although less 
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than half of the total number of predictors were found to 

contribute a unique portion of the variance in any one of 

the forward regression equations. In addition, the â iount 

of variance explained was relatively low for all equations, 

ranging from 21% to 33%. An explanation for these findings 

ray begin with the bivariate correlations between the 

predictor variables and the two career exploration domains. 

First, few variables were found to have significant 

bivariate correlations with environmental exploration and 

self-exploration; therefore, it is reasonable that the 

number of predictors found in the regression equations was 

low. Second, many of the predictor variables were found to 

have significant bivariate correlations among themselves. 

Accordingly, those constructs that were found to have 

significant bivariate correlations with the criterion 

variables, but were not found in the regression equations, 

actually may share variance among themselves resulting in a 

duplication of potential predictors with diverse labels. 

Finally, other predictor variables simply may not have been 

related to the criterion variables in this study. 

Similarly, simultaneous regression analyses did not 

support the hypothesis that all predictor variables would 

contribute unique variance in career exploration when 

considered together. The results were modest at best, 

explaining somewhat more of the variance for men than for 

women. Out of sixteen total predictors, only one was found 
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significant in both environmental and se If-explorat ion for 

women. For men, findings included three of the sixteen 

predictors contributing unique variance in environmental 

exploration, while four were found to significantly 

contribute to seIf-exploration. Although more significant 

predictors were found for men than for women, the overall 

amount of variance explained again was relatively low. The 

results, therefore, may suggest that a few constructs 

predict career exploration as well as many constructs and 

that past researchers may actually have tested similar 

constructs, but labeled them differently. Alternately, the 

results may suggest that dissimilar constructs explain the 

same variance in career exploration. In either case, these 

findings provide more evidence that men and women should be 

considered separately. 

F.nvi rnnmental Exploration 

Of the variables found significant for environmental 

exploration in the forward regression analyses, none were 

found in common for men and women. Results indicated that 

women who rated themselves on the thinking end of the 

thinking-feeling continuum were more likely to engage in 

environmental exploration. Also, women who have an active, 

intentional engagement in cognitions and behaviors which 

enhance the growth process (personal growth initiative) are 
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more likely to involve themselves in environmental 

exploration. 

In contrast to the results for women, the findings for 

men suggest that men who believe exploring the environment 

for career opportunities possibly will lead to obtaining 

career goals, and who feel confident with regard to their 

ability to successfully complete tasks associated with 

career decision making, but experience undesirable stress 

about the exploration process, will be more likely to engage 

in environmental exploration. The finding regarding beliefs 

that exploring the environment will lead to fulfillment of 

career goals makes intuitive sense. This seemingly logical 

predictor, however, did not reach significance for women. 

Possible explanations for this difference between genders 

may include self-esteem issues, a lack of self-efficacious 

feelings regarding the probable success of their efforts, 

fear of success, and perceived barriers or discrimination on 

the part of women. 

There are several possible explanations for why so few 

predictors were entered into either forward regression for 

environmental exploration. The first explanation may hinge 

on the significant intercorrelations among the predictor 

variables. For example, goal directedness, career decision

making self-efficacy, motivational processes: impersonal 

orientation, and personal growth initiative may be aspects 

of a more global concept termed human agency. Solberg, 
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Good, Fischer, Brown, and Nord (1995) described human agencv 

as including personality traits such as assertiveness, 

instrumentality, and interpersonal facility, as well as 

proactive behavior patterns. Additionally, this construct 

has been related to Bandura's (1989) se If-efficacy 

expectations, as well as additional constructs such as self-

esteem and locus of control (Solberg et al., 1995). 

Therefore, since personal growth initiative achieved 

significance for women, it may be accounting for much of the 

same variance as the three above mentioned variables that 

were found to have significant correlations with 

environmental exploration. 

Additionally for women, the ego identity status labeled 

diffusion, which is defined as an absence of both 

exploration and commitment to an ego identity (Marcia, 

1966), seems to represent a developmental aspect of 

environmental exploration; however, it may share variance 

with the human agency variables as well, though with a 

negative loading. This may explain why diffusion was not 

included in the regression equation even though a 

significant correlation was found with environmental 

exploration. For men, vocational decision making style: 

thinking-feeling and decisional stress may be related to 

explorational stress (which was included in the forward 

regression) since all three seem to represent an affective 

dimension of environmental exploration. If so, thinking-
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feeling may not have contributed enough unique variance to 

be included in the regression equation. Finally, none of 

the ego identity statuses, which may be considered 

developmental factors, nor vocational decision making style: 

introversion-extroversion, which may be thought of as an 

aspect of interpersonal influences, were included for women 

or men. This may suggest that neither of these categories 

were important in the prediction of environmental 

exploration when human agency and affective responses are 

considered. 

There were some differences in the significant 

predictors that were found in the forward and simultaneous 

regressions. For women, no overlap was found in the 

predictor variables that were included in the two regression 

equations. This disparity may be explained by the methods 

used in the two forms of regression analyses. The 

simultaneous regression forces all predictor variables into 

the equation at once and the variables that emerge as 

significant predictors are unique in the amount of variance 

contributed as compared to the other possible predictors. 

Whereas, in the forward regression the variable entered on 

Step 1 is the single predictor which accounts for the most 

overall variance without considering the possible 

contributions of other variables. Once the initial 

predictor is in the forward regression equation, predictors 

for subsequent steps are selected by choosing the predictor 
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that accounts for the most unique variance after the initial 

predictor is in the equation. Therefore, the initial 

predictor appearing in the forward regression equation 

should also be the variable that had the highest bivariate 

correlation with career exploration which, for women in the 

present study, was vocational decision making style: 

thinking-feeling. 

For men, all of the predictor variables (external 

search instrumentality, explorational stress, and career 

decision-making self-efficacy) included in the simultaneous 

regression equation were also found in the forward 

regression. There were no significant bivariate 

correlations among them which may explain why all were found 

to significantly predict environmental exploration in both 

the forward and simultaneous regression analyses. 

Self Exploration 

Of the variables found to significantly predict self-

exploration for women and men in the forward regression 

analyses, the following three were found in common: 

vocational decision making style: thinking-feeling (negative 

relationship); goal directedness (negative relationship); 

and explorational stress (positive relationship). These 

findings suggest that men and women who are likely to engage 

in self-exploration tend to be individuals who rely on a 

thinking-oriented and systematic approach to decision 
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making, are less certain of their goals, and experience more 

undesirable stress about the career exploration process. 

Two additional predictor variables were found significant 

for women, specifically two dimensions of ego identity 

status: (1) foreclosure (positive relationship); and (2) 

identity achievement (negative relationship). According to 

Marcia (1966), foreclosure is a firm level of commitment 

founded on an uncritical adoption of the attitudes of one's 

parents without engaging in exploration, while identity 

achievement occurs when a person has experienced enough 

exploration to have a sense of commitment to their ego 

identity. These findings, therefore, suggest that women are 

more likely to engage in self-exploration when they have 

adopted the attitudes of their parents without question and 

do not yet have a sense of commitment to their own ego 

identity. In order for the positive relationship between 

foreclosure and self-exploration to seem plausible, these 

women would have to be aware that they have foreclosed and 

experience some degree of dissonance about this, otherwise 

the findings seem counterintuitive. 

For men, career decision-making self-efficacy and the 

two ego identity statuses: diffusion (positive 

relationship), which is an absence of both exploration and 

commitment to an ego identity (Marcia, 1966); and moratorium 

(negative relationship), in which a person is currently 

exploring, but not yet committed to an ego identity, were 
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included in the forward regression equations. This is in 

addition to the three predictors which were shared with the 

women in the sample. These findings suggest that men who 

have a good sense of their ability to successfullv complete 

tasks associated with career decision making, and have not 

yet made a commitment to an ego identity, are more likely to 

engage in self-exploration. 

Again, shared variance may account for the disparity 

between predictor variables found significant in past 

studies and those included in the forward regression 

equation. As discussed previously, possible overlap within 

the predictors that can be thought to represent human 

agency, affective, or developmental factors could explain 

why many of the possible predictors failed to be entered in 

the regression. Finally, similar to the findings for 

environmental exploration, the introverted-extroverted 

dimension of vocational decision making style was not 

included in the forward regression equation. Again, this 

may suggest that this dimension simply was not important for 

women in the prediction of self-exploration, or that it may 

explain the same variance in self-exploration as another 

predictor that was already found in the equation. 

No variables were found to commonly predict self-

exploration for both genders in the simultaneous regression 

analyses. For women, the only variable found to 

significantly predict self-exploration was foreclosure. 
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Similar to the forward regression results, the relationship 

found between these two variables was positive which is 

possibly counterintuitive, suggesting a need for 

clarification of this construct or further study in this 

area. 

For men, in the simultaneous regression analysis a 

significant negative relationship was found between self-

exploration and moratorium, which Marcia (1966) defined as 

currently exploring, but not yet committed to an ego 

identity. This finding suggests that men who have a more 

crystallized ego identity, report engaging in more 

vocational self-exploration in the previous three months. A 

significant negative relationship also was found between the 

vocational decision making style: thinking-feeling and self-

exploration, suggesting that men who rely on a thinking-

oriented approach to decision making are also more likely to 

engage in self-exploration. A third significant negative 

relationship was found between goal directedness and self-

exploration, indicating that men who are less goal directed 

are more likely to engage in self-exploration. This finding 

would seem to parallel the above mentioned relationship 

between explorational stress and environmental exploration, 

wherein the less goal directed a person is the greater the 

possibility that he may be experiencing explorational 

stress, resulting in a higher probability of both 

environmental and seIf-exploration. Finally, a positive 
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relationship was found between career decision-making self-

efficacy and self-exploration for men. Again, this finding 

suggests that the more confidence a man feels with regard to 

his ability to successfully complete tasks associated with 

career decision making, the more likely he will be to engage 

in self-exploration. Intercorrelations among variables may 

explain why more variables were not found significant in the 

simultaneous regression equation. Goal directedness and 

career decision-making self-efficacy, which were both 

included in the regression equation, were found to be 

significantly intercorrelated with the other predictor 

variables. Alternately, the possibility that different 

predictor variables were accounting for the same variance in 

self-exploration for men may explain why the number of 

predictors found in the equation was not higher. 

npneral Points of Interest 

Two general aspects of this study were of particular 

interest. First, the amount of variance explained was not 

more than one-third of the total possible variance in any 

one regression equation, with R ranging from .21 to .33. 

One possible explanation that has been previously mentioned, 

is the shared variance and intercorrelations among 

predictors. In previous studies that have compared only one 

or two possible predictor variables with career exploration, 

the variance explained by predictors found related to career 
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exploration ranges from 11% to 46%. Besides the numierous 

significant bivariate correlations found between variables, 

at least one of the predictors (career decision-making self-

efficacy), that was found significantly intercorrelated with 

the other predictor variables, was included in six of the 

eight regression equations. An alternative explanation for 

the amount of variance explained in career exploration being 

no greater in the present study than in previous studies, 

may center around the possibility that dissimilar variables 

are explaining the same variance in career exploration. 

Differences in samples also may have affected which 

variables were found to significantly predict career 

exploration. Samples from previous studies where 

exploration beliefs were found to significantly predict 

career exploration were composed of business and liberal 

arts students or students with a senior classification using 

a career placement center; whereas, the present sample 

consisted of students enrolled in an introductory psychology 

course. Furthermore, an additional difference noted between 

the samples was associated with geographic location. The 

majority of the earlier studies were conducted in the 

Northeastern United States, with one in a Midwestern state. 

Conversely, the present study was conducted in West Texas 

which is culturally different from these other geographic 

areas. The local culture where this study was conducted may 

be considered more conservative and traditional and. 
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therefore, might not be particularly supportive of women 

with regard to pursuing an occupation that would place them 

in a competitive job market with men. This same value 

system may place greater pressure on a young man to find an 

occupation that will provide enough income so his wife will 

not need to work outside the home. Therefore, differences 

in results may be due, in part, to the particular culture in 

the area where sampling took place. 

A second aspect of this study that should be noted 

involves the disparity in the number of predictors that were 

found to significantly predict career exploration for men as 

compared to women. Even though neither gender had as many 

as half the predictor variables in any one of the regression 

equations, men consistently had more significant predictors 

than did women. Furthermore, both simultaneous regression 

equations for men included at least one variable that had 

been found to be significantly intercorrelated with the 

other predictor variables, setting the expectation for the 

possibility of several variables being excluded from, the 

regression equation due to shared variance. For women, 

however, the singular variables found to significantly 

predict both aspects of career exploration were not included 

in those found significantly intercorrelated with the other 

predictor variables. The possibility of shared variance, 

therefore, would not be applicable in explaining why no 

other variables were found to significantly predict either 
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environmental or self-exploration. This finding may 

suggest that this group of predictors was only modestly 

successful at explaining variance in career exploration for 

the present sample, particularly for women, and other 

avenues must be explored. Concomitantly, this finding also 

might suggest that many of the predictor variables may be 

explaining the same variance in the two career exploration 

domains for women, which would result in few predictors 

being found significant as well. 

An alternative reason for this divergence between men 

and women may, again, include cultural factors. Since the 

sample for the present study was composed of primarily 

undergraduate students with a freshman or sophomore 

classification, the chances are high that many of those 

sampled originated from this regional area (Texas Tech 

University Institutional Research, personal communication, 

April 3, 1998) which is thought of as having a conservative, 

traditional value system described earlier. With this 

thought in mind, it might not be surprising that foreclosure 

and explorational stress were the only two significant 

predictors of women's career exploration in the simultaneous 

regressions. The female participants in the present study 

are at a point in the life cycle when career exploration is 

developmentally appropriate. In addition, they are in 

attendance at a university, which is an implied step toward 

choosing a career. It seems logical that a young woman, who 
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has been culturally influenced to foreclose regarding her 

position in life, m.ight experience stress in association 

with a process that may be condoned by her peer group, but 

suppressed by her culture. This stress may be tied to her 

ambivalence about these two competing pressures. In 

contrast, men's stress as measured in the study may be about 

the responsibility of finding a career that will adequately 

support a family. 

Additionally, a significant difference in bivariate 

correlations between men and women was found for scores on 

external search instrumentality. Men's scores were higher 

than women's suggesting that men feel more confident than 

women that exploring the environment for career 

opportunities will lead to obtaining career goals. Again, 

this may be due to local culture which seems more 

encouraging and supportive of men who are in the process 

career exploration than women. 

Limitations 

There are several limitations within this study which 

should be noted. First, all measures used were self-report, 

thereby limiting the reliability of the results to a single 

form of measurement. Second, the length of time required to 

complete the entire questionnaire packet ranged from twenty 

minutes to one hour. As a result, possible fatigue may have 

introduced additional error variance into the results. 
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Third, the sample was a very homogeneous group limited to 

mostly Caucasian university students with primarily freshman 

or sophomore classifications. Perhaps with more variance in 

age, more predictor variables may have been found 

significant. Finally, the number of variables was increased 

during the analysis phase when the decision was made to use 

scores for the subscales as opposed to the total scale score 

in order to increase accuracy in reporting results. This 

may have resulted in a possible compromise to power which 

was initially calculated using the number of instruments 

rather than subscales. 

Implications for Counseling 

Several implications for counseling may be generated 

from the information gathered in this study. First, career 

counseling obviously involves much more than administering 

and interpreting a career inventory. For a college 

undergraduate man, it would be important to explore his 

efficacy expectations, the feelings he experiences 

associated with the stress inherent in his career 

exploration process, and his sense of personal agency. For 

an undergraduate woman, it would seem appropriate to explore 

her belief system, making explicit the barriers that she may 

have been socialized to accept without questioning. This 

may help her to resolve possible internal conflicts that may 

serve to increase the amount of dissonance she experiences 
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in association with her exploration process which, if not 

addressed, might undermine her efforts to choose an 

occupation in which she could be both successful and happv. 

Additionally, university counseling centers could 

create and implement outreach programs targeting men and 

women separately. The programs for men may address issues 

associated with the stressful nature of the career 

exploration process, their feelings about personal ability 

to successfully choose a career, and their beliefs regarding 

how to obtain a career goal. For both men and women, the 

programs may include an exploration of their value system 

and how beliefs possibly ingrained in their culture may 

affect their career exploration process. Further, women may 

also explore possible feelings of dissonance and ambivalence 

they may be experiencing, as well as learning to recognize 

symptoms of stress that may be associated with this process. 

Future Research 

Numerous implications for future research of the career 

exploration process may be gleaned from this study. First, 

continued research should focus on finding the alternative 

predictor variables that account for the unexplained 

variance that remains for both women and men, taking care to 

avoid duplicating the constructs which already have been 

tested. Second, future studies need to address variables 

that are specific to career exploration for women, since the 
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current group of predictor variables found in the literature 

seem to be more appropriate to men's exploration process. 

This may point to the need for new instrument construction 

designed specifically to assess the process for females, or 

perhaps, a factor analytic study of the current predictor 

variables to establish general themes which may provide 

direction for determining more appropriate predictor 

variables. In addition, replication of this study in other 

regions of the country, particularly the Northeastern 

states, may yield interesting results regarding cultural or 

regional differences in samples. Expanding on this, future 

studies should include higher numbers of minority group 

members as well. In the present study, significant 

differences were found between Caucasians and all minorities 

grouped as one. However, the numbers of participants in any 

one of the minority groups sampled were not large enough to 

conduct analyses for each group separately. Finally, 

continued research should assess the career exploration 

process across the lifespan. For instance, the exploration 

process may include unique aspects for career change in 

middle aged men and women. 

r n n c 1 u s i 0 n 

Career e x p l o r a t i o n is an important construct for 

c o u n s e l i n g p s y c h o l o g y , b e c a u s e this p r o c e s s will be 

e x p e r i e n c e d by almost all young a d u l t s . By getting a 
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clearer understanding of factors that may influence a 

client's experience, counselors may better address potential 

barriers that could impede the satisfactory resolution of 

this stage in the client's career development. Two aspects 

of career exploration assessed in the present study were 

environmental and se1f-exploration. Sixteen possible 

predictor variables, each found to contribute significantly 

in previous studies, were analyzed with regard to the 

potential for each to significantly contribute to the career 

exploration process when all were considered together. The 

primary finding of the present study was that a few 

constructs predict career exploration as well as many 

constructs and that men and women should be considered 

separately. Furthermore, with only a modest amount of the 

total variance accounted for, it is clear that continued 

research is needed to increase our understanding of the 

career exploration process. 
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APPENDIX A 

LITERATURE REVIEW 
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Relevant theoretical approaches that have addressed 

occupational exploration are reviewed to lay the groundwork 

for an understanding of this process. Having delineated the 

elements involved in career exploration models, recent 

studies examining this construct are reviewed to provide 

empirical data on the process of occupational exploration in 

the college student population, A critical review of the 

literature reveals factors relevant to the exploration 

construct as well as a need for further explanation in this 

area of the career domain. 

Social Cognitive Theory 

The social cognitive framework recognizes a mutual and 

bidirectional interaction between persons, their behavior, 

and the environment (Lent, Brown, St Hackett, 1994), Lent 

and associates (1994) proposed three specific person 

mechanisms that may affect how an individual approaches the 

process of occupational exploration: se If-efficacy beliefs, 

outcome expectations, and personal goals, Se If-efficacy 

beliefs refer to a dynamic set of beliefs about one's 

ability to organize and execute courses of action that 

eventually lead to a desired outcome (Bandura, 1986), 

Outcome expectations are personal beliefs regarding the 

consequences of performing certain behaviors, while personal 

goals are thought to organize and guide a person's behavior 

in a manner that serves to increase the likelihood that 
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desired outcomes will be attained. Concepts such as career 

plans, decisions, aspirations, and expressed choices are 

considered goal mechanisms in social cognitive theory (Lent 

et al., 1994), This framework also acknowledges the 

influence of genetic endowment, special abilities, and 

learning experiences in guiding career development. In 

addition, personal agency plays a central role in this 

theory. People are thought to proactively shape their 

environment, using mechanisms such as anticipation and 

forethought as they assign meaning to their interaction with 

environmental events (Lent & Hackett, 1987), 

A central theme of social cognitive theory involves the 

role of self-referent thinking in guiding human motivation 

and behavior. This cognitive process is termed self-

efficacy and is thought to mediate the effects of learning 

experiences on future career behavior (Lent et al,, 1994), 

In a model of occupational interest development. Lent and 

associates (1994) suggested that seIf-efficacy and outcome 

beliefs give rise to career interests which, in turn, 

promote intentions, plans, or aspirations to pursue a 

particular career direction. Following this, entry 

behaviors such as declaring an academic major then lead to 

performance and achievement experiences which serve to 

support or weaken a person's self-efficacy and outcome 

beliefs with regard to a particular career choice goal, and 

the level of persistence with which one pursues that goal. 
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This process is thought to continuously repeat itself over 

the lifespan; however, broad domains of vocational interest 

are considered to stabilize by late adolescence or early 

adulthood (Hansen, 1984). 

Additional personal, contextual, and experiential 

factors thought by social cognitive theorists to affect the 

career development process include overt physical 

attributes; aspects of the social, physical, and cultural 

environment; and career-relevant learning experiences (Lent 

et al., 1994). Gender and ethnicity represent personal 

factors that may evoke characteristic reactions from the 

social/cultural environment, as well as mediate the level of 

opportunity for certain career choices. A person's family 

is considered a contextual factor that may play a key role 

throughout his or her academic progression and career 

exploration process. Lent and associates (1994) have 

suggested that contextual influences serve to shape the 

learning experiences that fuel personal interests and 

choices, as well as providing the real and perceived 

structure in which career plans are formulated and 

implemented. Social cognitive theory places considerable 

emphasis on individual perceptions and the active, 

phenomenological role played by each person as the 

interpreter of contextual inputs from her or his environment 

during the career exploration process. 
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Super's Developmental Theory 

Super assumed a more comprehensive approach to 

occupational exploration than did the social cogniti\e 

theorists, in that he considered this process to be an 

aspect of the broader context of the exploration of life 

roles (Blustein, 1995), Exploration was one of the life 

stages proposed early in Super's (1957) work. This process 

involves activities directed toward increasing knowledge of 

the self as well as the environment for purposes of 

fostering progress in career development (Blustein, 1992), 

The exploration stage was said to begin around 14 years 

of age, developmentally progressing through three substages 

until, ideally, a vocational preference has been implemented 

by about age 24 (Super, 1960), During these years of 

maturation, the adolescent engages in self-examination, 

gathering of information, and observation of others in 

school, work, and leisure activities that seem desirable. 

The first substage that is experienced is appropriately 

termed "tentative" (ages 15-17) and involves an 

examination of needs, interests, capacities, opportunities 

and values. Tentative choices may then be tried out in 

fantasy, discussion, coursework, or a part-time job, with 

possible fields for future employment being identified. The 

task of this substage involves crystallizing an area of 

vocational preference, which means stabilizing interest in 

an occupational area that differentiates the adolescent from 
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his or her peers. In the second substage, "transition" 

(ages 18-21), generalized choices become more specific as 

the person begins to implement a self-concept through the 

labor market or in an academic setting. The task relevant 

to this substage involves specifying a vocational 

preference, or narrowing the field of occupational choices 

in the person's general area of interest. The third 

substage is entitled "trial - little commitment" (ages 22-

24) and, as the name suggests, involves selecting an 

occupation, choosing a first job, and evaluating its 

appropriateness as potential life work. Commitment to this 

initial position is provisional, however, and the process 

may begin again if it is deemed a poor fit. The task in 

this final substage involves implementing a vocational 

preference. Although this model includes an age range for 

each of the substages, the time intervals at any one step 

may vary greatly. For example, an individual may pursue an 

exploratory plan for 4 years as a high school student, for 4 

additional years as a university student, and then for 3 

more years in industry; whereas, another may explore for 1 

year and in 1 month evaluate exploratory outcomes, weigh 

alternatives, and select a preferred, but tentative, career 

position (Super, 1980). 

Career exploration behaviors typically pursued by 

university students include both on and off campus 

activities (Gianakos, 1995; Randahl, Hansen, 6f Haverkamp, 
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1993). Campus behaviors may include use of the university's 

career development and placement office, speaking with a 

counselor at the university counseling center, attending a 

career planning workshop, completing ability tests and 

interest inventories, assessing work values, and researching 

various careers. Off campus behaviors may include talking 

about career options with parents, friends, or professionals 

in the community, and volunteering in positions related to 

career choices , 

According to Jordaan (1963), certain personal traits 

and environmental conditions may facilitate exploratory 

behavior. Personal traits that serve to increase the 

potential for an individual to engage in profitable 

exploratory acts include a tolerance for the ambiguity, 

uncertainty, frustration, and tension that is likely to 

accompany the lack of closure and insecurity that seems 

inherent in decision making activities. Furthermore, 

exploration is most useful if it is approached with an open 

mind. New information may threaten established self-images 

and values, and assuming a defensive stance at this point 

may serve to avert potential self-discovery (Osipow & 

Fitzgerald, 1996). Environmental conditions thought to 

promote exploratory behavior involve both parental and 

societal influences. Parental support provided in an 

atmosphere that fosters independence may serve as a safety 

net for adolescents and young adults who experience feelings 
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of vulnerability associated with the process of exploration 

(Blustein, Walbridge, Friedlander, & Palladino, 1991), In 

addition, society provides the contextual field within which 

roles may be explored along with a time frame sufficient to 

complete the process, while concurrently creating adequate 

conflict to produce enough anxiety in young people to 

encourage exploratory behavior (Blustein & Phillips, 1988). 

Super (1980) terms factors that exert an influence on career 

development personal and situational determinants, 

A final determinant of career exploration that must be 

mentioned in any discussion of Super's theory is self-

concept. The self-concept is ''what the person under 

consideration conceives himself to be, the se If-as-inferred-

by-self" (Super, 1960, p. 47). It emerges through an 

interaction between growth processes and personal-social 

development. As children grow older and the range of their 

interaction becomes more diversified, they will find both 

similarities and differences between themselves and various 

persons in the environment. From these interactions, 

children begin to develop a concept of themselves as 

distinct persons (Super, 1957). As adolescents explore 

various roles and activities, they will retain those aspects 

that bring satisfaction, rejecting those that do not. Thus, 

Super (1963) considered exploratory behavior a means by 

which persons implement their self-concept. Furthermiore , 

Jordaan (1963, p. 59) defined the process of vocational 
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exploratory behavior as ''activities, mental or physical, 

undertaken with the more or less conscious purpose or hope 

of eliciting information about oneself or one's environment, 

or verifying or arriving at a basis for a conclusion or 

hypothesis which will aid one in choosing, preparing for, 

entering, adjusting to, or progressing in, an occupation," 

Implicit in these definitions lies the notion that self-

concept formation plays a major role in the exploration 

phase, as well as in career development in general. 

In conclusion, the exploration phase of the career 

decision making process, as delineated in both social 

cognitive theory and Super's developmental approach, may be 

considered dynamic and multidimensional, with various 

factors exerting an influence on a person's progression 

through this period. The literature suggests that some of 

these factors may include career decision making self-

efficacy (e,g,, Hackett & Betz, 1981; Lent et al,, 1984; 

Taylor & Betz, 1983; Wheeler, 1983), motivational processes 

(Blustein, 1988), goal directednedness (Blustein, 1989), 

vocational decision making style (Blustein & Phillips, 

1988), ego identity (Blustein et al,, 1989), exploration 

beliefs (Stumpf & Lockhart, 1987), and contextual anxiety 

(Blustein & Phillips, 1988), A critical review of the 

literature addressing how these factors relate to career 

exploration will follow. 
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Self-Efficacy 

The self-efficacy construct was originally defined by 

Bandura (1977) as beliefs about one's own ability to 

successfully perform a given behavior. Efficacy 

expectations were thought to serve as a factor in 

determining whether behavior would be initiated and how much 

effort might be funneled in the direction of the behavior, 

as well as the length of time that it would be maintained in 

the face of aversive experiences or other obstacles. 

According to this definition, personal efficacy is more than 

a static trait or characteristic. Rather, it appears to 

possess a dynamic quality interacting in a reciprocal manner 

with the environment as well as other self-regulatory 

mechanisms (Bandura, 1986), Lent and Hackett (1987) viewed 

self-efficacy as our perception of our personal capabilities 

which influences our performance behavior. Our perception 

of the degree of success or failure of the performance 

behavior then feeds back to effect possible changes in 

personal self-efficacy. This dynamic function is constantly 

at work determining how we approach tasks and interactions 

everyday. 

Occupational Se1f-Ffficacv 

Hackett and Betz (1981) were the first to consider 

self-efficacy as a possibly important variable in the career 

development domain. Their initial focus was women's career 
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development, centering specifically on socialization-based 

gender differences in terms of access to the primary sources 

of efficacy information as proposed by Bandura (1986), 

These sources include enactive performance opportunities 

relevant to career pursuits, the availability of vocational 

role models, and encouragement offered by significant others 

to pursue non-sex-stereotyped occupations. Their proposed 

model suggested that men and women may develop divergent 

personal efficacy expectations due to differences in gender 

role socialization and access to sources of efficacy 

information. Hackett and Betz (1981) further suggested that 

the observed differences between men and women in self-

efficacy for career domains, falling under the category of 

traditionally male or female, may be a determinant of 

women's underrepresentation in male-dominated careers, 

especially those with higher status and pay. Their 

conceptual framework brought to light the central 

mediational role of self-efficacy in the process of choosing 

a career and gave the term ''career self-efficacy'' a 

legitimate role in vocational psychology. 

Subsequent research stimulated by Hackett and Betz's 

(1981) study included investigations of self-efficacy paired 

with career and academic choice, which can be considered 

elements of the exploration phase, with college students 

(Betz & Hackett, 1981) and with junior high students (Post-

Kammer Si Smith, 1985), Betz and Hackett (1981), again. 
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examined gender differences in career self-efficacy in terms 

of the educational requirements and job duties of 10 

traditionally male and 10 traditionally female occupations. 

Participants were 134 female and 101 male undergraduate 

students enrolled in introductory psychology courses. The 

gender differences that emerged for females suggested that 

women have higher efficacy expectations than men for 

traditionally female occupations and lower efficacy 

expectations for traditionally male occupations; whereas, 

college males' efficacy expectations were found to be 

equivalent across traditionally male and female occupations. 

Results of stepwise regression analyses indicated that self-

efficacy, vocational interests, and gender each contributed 

significant variance to the prediction of range of perceived 

nontraditional career options for both women and men (Betz 6r 

Hackett, 1981 ),-suggesting the importance of including these 

variables in future research. Limitations of this study 

include the low number of occupations considered and a lack 

of reliability and validity data on the self-efficacy 

measures. 

Participants in the study conducted by Post-Kammer and 

Smith (1985) were 57 female and 51 male eighth and ninth 

grade students enrolled in a private suburban junior high 

school in a large metropolitan area. Again, gender 

differences were found in career self-efficacy for selected 

occupations considered to fall within traditionally male and 
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female categories. They also found a significant 

relationship between vocational interests and self-efficacy 

as well. However, seIf-efficacy did not account for as much 

incremental variance in the prediction of range of perceived 

nontraditional career options as in the previous study. The 

apparent differences in these findings, as compared with 

those of Betz and Hackett (1981), may be due to the career 

development stage of the junior high students who may not 

yet be using se If-efficacy estimates when considering career 

options, or who may lack clarity with regard to the 

competencies required for various careers (Post-Kammer & 

Smith, 1985). These findings may be limited due to small 

sample size and the need for a longitudinal design to 

confirm or disconfirm questions about how career development 

stages might change over time from junior high to college 

age 

Further studies conducted by Wheeler (1983) and Layton 

(1984), served to extend the findings of Betz and Hackett 

(1981) by comparing self-efficacy models with alternate 

models in college populations. Wheeler (1983) made a 

comparison between a self-efficacy model of occupational 

choice and an expectancy-valence model with college-age men 

and women. According to the latter model, occupational 

choice is a function of a person's work values and perceived 

availability of the desired outcomes in occupations being 

considered by the students. Occupational self-efficacy was 
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operationalized by selecting a series of 17 occupations 

ranging from low to high on a continuum with regard to the 

percentage of women employed in each of the occupations, 

thus establishing traditionality, Participants were 

assessed in two ways: (1) perceived match of abilities, and 

(2) perceived ease of success in each occupation. Findings 

suggested that both occupational self-efficacy and 

occupational valence relate significantly to occupational 

preferences; however, self-efficacy, defined as perceived 

match of abilities, was the stronger predictor (Wheeler, 

1983), Again, gender differences in se 1 f-efficacy and 

preference for traditional and nontraditional occupations 

were found, similar to previously mentioned studies, 

Layton (1984) compared a se 1 f-efficacy model of women's 

career development and a locus of control model for 

predicting career exploration behavior along with the range 

of occupations considered by college-age females. Once 

again, the findings suggest that women's se If-efficacy for 

traditionally female occupations is significantly higher 

than for nontraditional occupations. In addition, the self-

efficacy model was found to be superior to the locus of 

control model for the prediction of career exploration 

behavior and the range of occupations considered by this 

group of college females, SeIf-efficacy for nontraditional 

occupational fields was found to be superior to interests. 
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ability, and various background variables for the prediction 

of choice of nontraditional college majors (Layton, 1984), 

Lent, Brown, and Larkin (1984) examined the relation of 

self-efficacy estimates for a list of 15 scientific and 

technical occupational titles to the degree of persistence 

and academic success of students majoring in the sciences 

and engineering. Participants were 28 male and 14 female 

undergraduates enrolled in a career-planning course designed 

for students considering science and engineering majors and 

careers. Follow-up measures collected one year after the 

initial sampling, revealed that students with higher 

confidence in their ability to complete the educational 

requirements for entering scientific or technical 

occupations achieved significantly higher grades, persisted 

longer in their major fields of study, and endorsed a larger 

range of career options. Career self-efficacy was, again, 

found to provide an incremental contribution in the 

prediction of performance. Contrary to previous findings 

(e.g., Betz S. Hackett, 1981; Wheeler, 1983), Lent and 

associates (1984) did not find any gender differences in 

career self-efficacy; however, this result may be due to the 

homogeneity of the sample which was comprised of students 

who had already made the decision to enter these majors 

prior to participation in the study. The use of a 

relatively small sample of students enrolled in a career 
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exploration course, may affect the generalizability of this 

study as well. 

Career Decision-Making .SP 1 f-Ff f i r;̂ ry 

A primary distinction is found in the literature 

between the content and the process of career choice 

behaviors (Crites, 19^9, 1971; Betz & Hackett, 1986). The 

studies reviewed thus far on career self-efficacy have 

addressed primarily the "content" of career choice which 

refers to what the individual considers or chooses (e.g., 

college major or occupation). Alternately, the ''process" 

of career choice refers to how an individual goes about 

making his or her decision (e.g., the nuts and bolts of 

career exploration and decision-making activities), 

Taylor and Betz (1983), in a study of se If-efficacy 

expectations and career indecision, developed and tested the 

Career Decision-Making Self-Efficacy Scale (CDMSE), Self-

efficacy expectations with regard to career decision-making 

tasks are assessed on this instrument in terms of the 

behaviors indicative of Crites' (1971) career choice 

competencies proposed in his model of career maturity. 

These competencies include (1) accurate self-appraisal, 

(2) goal selection, (3) gathering occupational information, 

(4) problem solving, and (5) making plans for the future. 

The sample consisted of 346 students in two different 

locations. Participants in the first group included 68 male 
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and 85 female students at a private liberal arts university 

in the midwest. The second group included 60 male and 133 

female students attending a large midwestern state 

university. The sample included freshman (79%), sophomores 

(16%), and upperclassmen (5%), Results of this study 

indicate high internal consistency reliability for the 

overall scale (coefficient alpha ,97), with reliabilities 

for the five subscales at .88, ,89, .87, ,89, and .86 for 

Self-Appraisal, Occupational Information, Goal Selection, 

Planning, and Problem Solving, respectively. These 

findings, along with high intersubscale correlations and the 

pattern of overall factor loadings, suggests the existence 

of a substantial general factor much like the ''lack of 

structure and confidence'' factor of the Career Decision 

Scale (Osipow, Carney, Winer, Yanico, & Koschier, 1980). 

Other analyses of CDMSE scores revealed that levels of 

career self-efficacy were directly related to and 

significantly predictive of levels of career indecision. No 

gender differences were found for career decision making 

self-efficacy, nor was there any relationship to academic 

ability (Taylor & Betz, 1983). 

Robbins (1985) investigated the construct validity of 

the CDMSE by examining the relationships among scores on the 

CDMSE and measures of trait anxiety, self-esteem, career 

decidedness, and vocational identity. Participants included 

92 undergraduate students enrolled in an introductory 
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psychology course at an Eastern university. The sample 

consisted of 52% men ahd 48% women, including 71% Anglo 

Americans, 23% African Americans, and 6% other ethnic 

groups. The CDMSE was found to be a general measure of 

self-efficacy as opposed to measuring specific career 

decision-making behaviors; however, the findings also 

suggested that the CDMSE was capturing something specific to 

career behavior and was, therefore, determined to contribute 

information beyond a general factor of self-esteem or self-

confidence (Robbins, 1985). 

In a further study of the career exploration process, 

Blustein (1989) assessed the relationship between age, 

gender, goal instability, and career decision-making self-

efficacy in terms of two dimensions of exploratory activity, 

specifically environmental and self-exploration. 

Participants included 106 students at a large northeastern 

state university. The sample consisted of 39% women and 61% 

men, with racial groups represented including Anglo American 

(83%), Hispanic (7.6%), African American (5.7%), and Asian 

American (3.7%). A canonical correlation analysis revealed 

a positive loading for career decision-making self-efficacy 

and a modest positive loading for goal-directedness in 

association with exploratory activity. Age was found to be 

minimally associated with exploratory behavior, and gender 

was considered to have no association. Two primary 

limitations of this study should be noted. First, the 
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relationships observed were correlational as opposed to 

causal, and secondly, cross-validation studies with diverse 

samples are needed to enhance the reliability of the 

findings. 

More recently, Luzzo (1993) investigated the value of 

career decision-making self-efficacy in predicting the 

career decision-making attitudes and skills of 233 college 

undergraduates. Participants were 71 men and 162 women 

attending a large midwestern community college, including 

Anglo Americans (80%), Asian Americans (7%), Hispanics (5%), 

and African Americans (4%). Results of Pearson product-

moment correlations revealed a significant and positive 

relationship between scores on the CDMSE and assessments of 

career decision-making attitudes and age, which supports the 

theoretical link between an individual's feelings and 

subjective reactions toward the career decision making 

process and his or her confidence in making career 

decisions. A relationship was not found, however, between 

scores for career decision-making self-efficacy and career 

decision-making skills. Results of multiple regression 

analyses revealed that career decision-making attitudes were 

significantly predicted by career decision-making self-

efficacy, career decision-making skills, and age of 

participants. A limitation of this study involves the low 

representation of ethnic minorities in the sample. 
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Gianakos (1995) examined the effects of sex-role 

identity on career decision-making self-efficacy, including 

both career exploration behaviors and valuations of career 

outcomes in the theoretical premises of se If-efficacy, This 

study compared androgynous persons, who exhibit high self-

esteem and behavioral flexibility, with undifferentiated 

persons, exhibiting low self-esteem and limited behavioral 

choices, on levels of career decision-making self-efficacy, 

completed career exploration activities, and valuation of 

career outcomes in which personal efforts are important. 

Participants included 178 undergraduate students enrolled in 

psychology courses at a regional campus of a large 

midwestern university. The sample included 134 women and 44 

men, with 84.27% endorsing either a freshman or sophomore 

classification. Results supported the hypothesis that sex-

role orientations would be associated with differences in 

career decision-making self-efficacy, particularly for the 

competencies of problem solving, planning, and self-

appraisal in career exploration activities. Additionally, a 

significant sex-role effect was found for career exploration 

activity, accounting for 27% of the variance. A limitation 

of the study involved the use of a sample comprised of 

persons who were concurrently employed while attending 

college which may affect the generalizability of the 

results. In addition, the present study did not examine the 

process by which individuals endorsing different sex-roles 
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assimilate and utilize similar information when making 

career decisions, which may point to differing cognitive 

processing strategies (Gianakos, 1995), 

An examination of the relationships among career 

decision-making se If-efficacy, career salience, locus of 

control, and vocational indecision was conducted by Taylor 

and Popma (1990), Participants were 203 female and 204 male 

undergraduate students enrolled in a general psychology 

course at a large Midwestern university. Racial identity of 

the participants was Anglo American (N = 354), African 

American (N = 19), Asian (N = 10), Middle Eastern (N = 4) 

and Hispanic (N = 3). Results indicated a moderately strong 

and positive relationship between career decision-making 

self-efficacy and vocational decidedness, indicating that 

students who are more vocationally decided also express more 

confidence in their ability to complete tasks associated 

with career decision making. A moderate positive 

relationship was found between occupational self-efficacy 

and career decision-making self-efficacy, suggesting that 

persons who have confidence in their ability to complete the 

educational and training requirements for occupational 

entry, also display confidence in their ability to complete 

career decision making tasks. 

Additional findings included a moderate negative 

relationship between locus of control and career decision

making se If-efficacy, suggesting that persons with more 
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external attributions of control over life events exhibit 

lower confidence in successful completion of career 

decision-making tasks. Vocational indecision and career 

decision-making se If-efficacy were also moderately and 

negatively correlated, suggesting that the more undecided a 

student is the lower his or her expectations will be with 

regard to completing career decision making tasks. A 

finding of particular interest in this study was the lack of 

an apparent relationship between career decision-making 

self-efficacy and career salience. The authors (Taylor & 

Popma, 1990) point out that this discovery underscores the 

need for further research studies investigating the actual 

behavioral link between efficacy expectations and subsequent 

behavioral involvement. 

In conclusion, career decision-making se If-efficacy is 

a relatively new construct in the domain of career 

behaviors. Research leading to the inception of this 

concept began with Hackett and Betz's (1981) original 

application of Bandura's (1977) theory of personal self-

efficacy to the process of career development. Much of the 

subsequent research in this area has focused on content 

dimensions of career behavior, such as the selection of an 

academic major or an occupation; however, Betz and Hackett 

(1986) supported the study of occupational self-efficacy 

from a process perspective (e.g., how academic and career 

decisions are made). Taylor and Betz (1983) conducted the 
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first published study of career decision-making self-

efficacy by examining a process dimension of career behavior 

from a se1f-efficacy perspective, specifically estimating a 

person's confidence in the ability to successfully master 

behaviorally specific career tasks. This study marked the 

beginning of a large program of research on career decision

making self-efficacy. Blustein (1989) subsequently related 

this construct to the process of career exploration and 

found that self-efficacious beliefs about career decision 

making accounted for a significant portion of the variance 

of both self- and environmental career exploration. 

Although career decision-making self-efficacy emerged as a 

significant predictor of exploration activities in this 

study, the amount of variance explained is still modest, 

suggesting that other factors are associated with career 

exploration, 

Other Factors Related to Career Exploration 

Other factors relating to career exploration have not 

amassed the volume of research enjoyed by the career 

decision-making seIf-efficacy construct. Alternately, most 

of the other constructs are found in the literature in 

singular studies only. Other factors found to relate to 

career exploration include motivational processes (Blustein, 

1988), goal directedness (Blustein, 1989), vocational 

decision making style (Blustein St Phillips, 1988), personal 
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growth initiative (Robitschek St Cook, in press), ego 

identity (Blustein et al., 1989), exploration beliefs 

(Stumpf & Lockhart, 1987), and contextual anxiety (Blustein 

St Phillips, 1988). The critical review of the literature 

will continue concerning how these factors relate to career 

exploration. 

Motivational Processes 

Blustein (1988) investigated the relationship between 

motivational processes and career exploration beliefs and 

behavior. Participants in the study were 154 undergraduates 

at a large northeastern state university. The sample 

consisted of 57% males and 43% females, including 72% 

freshmen, 23% sophomores, 3% juniors, and 2% seniors. Three 

motivational orientations (autonomy, control, and 

impersonal) were assessed with regard to career exploration. 

Results of the study indicated that, after controlling for 

age and gender, the three motivational orientations 

accounted for 20% of the variance of career exploration 

beliefs and behavior. Limitations of this study included 

marginal to adequate reliability coefficients for two of the 

measures (career decision making instrumentality and GCOS-

control scales). Also, the amount of variance shared by the 

measures of motivational processes and career exploration 

beliefs and behavior was relatively modest, indicating a 
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continued need for research to account for the unexplained 

variance. 

Goal Directpdnp<^.'^ 

Blustein (1989) examined the relationship between goal 

directedness and the career exploration process in late 

adolescence and early adulthood. Participants were 106 

students at a large northeastern state university. The 

sample consisted of 39% women and 61% men, with racial 

identity including Anglo Americans (83%), Hispanics (7,6%), 

African Americans (5,7%), and Asian Americans (3,7%), 

Results of a canonical analysis suggested that goal 

directedness, along with career decision-making self-

efficacy, was found to account for a significant portion 

(35%) of the variance of career exploration. Additional 

research may be indicated to provide further empirical 

support for the construct validity of the scales from the 

career exploration measure which were revised (Blustein, 

1989) to accommodate a late adolescent population. 

Vocational Decision Making Stvle 

Blustein and Phillips (1988) examined the relationship 

between differences in vocational decision making style and 

career exploration of both the self and the environment. In 

this study, decision making style referred to the manner in 

which an individual approaches, responds to, and behaves in 
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a decision making situation. Two dimensions of stylistic 

differences were used: thinking-feeling and introversion-

extroversion. The sample consisted of 148 undergraduates at 

a large northeastern state university enrolled in an 

introductory psychology course. The classification of the 

students included 72% freshmen, 23% sophomores, 3% juniors, 

and 2% seniors. A canonical analysis revealed that 

vocational decision making style, along with two sources of 

stress (discussed later), accounted for 20% of the variance 

in self and environmental exploration. An apparent 

limitation of the study involved the use of a canonical 

analysis in which resulting coefficients are susceptible to 

sampling fluctuations. The authors (Blustein & Phillips, 

1988) suggested the need for cross-validation studies to 

increase the reliability of their findings. Finally, the 

amount of variance explained, even in combination with 

another construct, was relatively modest, suggesting the 

need for further research. 

Personal Growth Initiative 

Robitschek and Cook (in press) investigated the 

relationship of personal growth initiative and career 

exploration using a path analysis model. In this study, 

personal growth initiative was defined as an active, 

intentional engagement in the process of personal growth 

Participants were 205 undergraduates enrolled in an 

I 
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introductory psychology classes at a large southwestern 

university. The classification of the students included 63% 

freshmen, 18% sophomores, and 19% who classified themselves 

as juniors, seniors, or "other," The sample consisted of 

52% women and 48% men, with racial identity including Anglo 

Americans (77%), Hispanics (13%), African Americans (4%), 

Asian Americans (3%), and one Native American (< 1%). 

Results of the path analysis suggested that personal growth 

initiative was positively related to career exploration, 

with a path coefficient of ,28 is. < .05). Limitations of 

this study included the use of self-report measures only, 

the use of a path analysis model which is not as valid a 

test of causality as a true experimental research design, 

and a sample that was relatively homogeneous with respect to 

age and ethnicity. 

Ego Identity 

Blustein and associates (1989) investigated the 

possibility that differences in exploratory activity during 

late adolescence may be related to the characteristic 

approaches persons may use to attain a coherent ego 

identity. Four ego identity statuses were proposed (Marcia, 

1966) to distinguish the various ways an individual may 

approach a resolution to Erikson's (1968) identity versus 

identity diffusion task. The four ego identity statuses are 

moratorium (currently exploring, but not yet committed). 

104 



identity achievement (experienced enough exploration to have 

a sense of commitment to their ego identity), diffusion (an 

absence of both exploration and commitment), and foreclosure 

(a firm level of commitment founded on an uncritical 

adoption of the attitudes of one's parents without engaging 

in exploration). Participants included 99 students at a 

large northeastern state university. The sample consisted 

of 52% women and 48% men, with racial identity including 

Anglo Americans (76%), African Americans (11%), Hispanics 

(6%), Native Americans (3%), and Asian Americans (3%), 

Results of a canonical analysis suggested that career 

exploration was associated with the moratorium status, and 

inversely related to the diffusion status. Limitations of 

the study, again, center around the coefficients of the 

canonical analysis being susceptible to sampling 

fluctuations. Cross-validation studies with samples drawn 

from diverse populations (e.g., ethnic minority groups or 

persons not currently attending a college or university) are 

encouraged, 

Exploration Beliefs 

Stumpf and Lockhart (1987) investigated the extent to 

which differences in beliefs about career exploration 

affected exploratory behaviors. Exploration beliefs were 

operationalized as internal and external search 

instrumentality (the belief that reflection on past career 

105 



behavior and exploring the environment for career 

opportunities will probably lead to obtaining career goals) 

and the importance of obtaining one's preferred position. 

Both of these constructs were thought to affect one's 

motivation to explore. Participants included 130 business 

students. Percentages for gender were not reported, 

although this information appeared to be solicited from 

participants. Racial identity for the study included 84% 

Anglo American, 11% Asian American, 3% Hispanic, and 2% 

African American. Results for internal search 

instrumentality were weak, indicating that persons who 

endorse internal search as instrumental in gathering 

information about careers actually engage in only slightly 

more self-exploration than do those with much lower 

expectations of the efficacy of reflection on past career 

behavior in obtaining current career goals. A stronger 

relationship was found for people who endorsed external 

search instrumentality. They were found to explore 

substantially more and obtained a greater amount of 

information than those who endorsed internal search 

instrumentality. Finally, the importance of obtaining one's 

preferred position yielded the strongest effects with career 

exploration behaviors. Individuals who reported having 

strong preferences for a particular position were found to 

explore more and obtain more information than those who 

reported being less focused. Limitations of this study 

106 



included the use of a sample consisting of business students 

only which decreases the generalizability of the results. 

Also, similar to other studies, although relationships 

observed were significant, only a small portion of the 

variance of career exploration was accounted for, suggesting 

the need for further investigation of this construct. 

Contextual Anxiety 

Blustein and Phillips (1988) examined the relationship 

between contextual anxiety and career exploration in terms 

of self and the environment. Contextual anxiety was defined 

as a form of trait anxiety that is produced from stress 

associated with a given task or activity thought to play a 

substantial role in the context in which various career 

decision making behaviors occur (Stumpf et al,, 1983), 

Contextual anxiety was further operationalized into two 

sources of stress: explorational and decisional stress, 

Blustein and Phillips (1988) hypothesized that the more 

contextual anxiety experienced by a person, the less he or 

she would be likely to engage in the process of career 

exploration. Participants included 148 undergraduate 

students enrolled in an introductory psychology course at a 

large northeastern state university. The sample consisted 

of 72% freshmen, 23% sophomores, 3% juniors, and 2% seniors. 

A canonical analysis was employed to examine the 

relationship between contextual anxiety and career 
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exploration. Results indicated that contextual anxiety, 

along with vocational decision making style (discussed 

earlier), accounted for 20% of the variance in self and 

environmental exploration. A limitation of the study 

involved the use of a canonical analysis in which resulting 

coefficients are susceptible to sampling fluctuations, 

Blustein and Phillips (1988) encouraged future researchers 

to perform cross-validation studies to increase the 

reliability of their findings. Finally, the amount of 

variance explained, even in combination with the other 

construct, was relatively modest, suggesting the need for 

further research in career exploration. 

In conclusion, the preceding factors (career decision

making seIf-efficacy, motivational processes, goal 

directedness, vocational decision making style, personal 

growth initiative, ego identity, exploration beliefs, and 

contextual anxiety) have been described as associated with 

the process of career exploration. Career decision-making 

self-efficacy has been, by far, the most investigated 

construct to date. However, the other related constructs 

have all been shown to account for significant portions of 

the variance in career exploration as well. Although all 

factors described thusfar have been found to reach a level 

of significance, the amount of variance actually explained 

by each was relatively modest. These findings, therefore. 
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suggest that other factors are associated with the process 

of career exploration. 

Cone 1 usi on 

Theoretical and empirical literature relevant to the 

process of career exploration in late adolescence has been 

addressed in this comprehensive review. The exploration 

construct, delineated by both social cognitive theory and 

Super's developmental theory, was found to have several 

associated factors (career decision-making self-efficacy, 

motivational processes, goal directedness, vocational 

decision making style, personal growth initiative, ego 

identity, exploration beliefs, and contextual anxiety) 

supported by empirical studies. These factors, however, 

have accounted for only a relatively modest amount of the 

variance in the career exploration process, suggesting the 

need for further investigation. The main purpose of the 

present study was to assess the relative contribution of the 

preceding factors when all are considered together. 
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APPENDIX B 

DEMOGRAPHIC QUESTIONNAIRE 
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Please complete the following items 

1. Age: 

2. Sex: 

3. GPA: 

4, Academic Classification: 

Ethnic Heritage: (please check all that apply) 
Anglo American Hispanic African American 
Asian American Native American 
Other (please specify ) 

Relationship status: 
Single Married Partnered Divorced 

7. Father's highest education level: 

8. Mother's highest education level: 

9. Father's occupation: 

10. Mother's occupation: 

11. What was your family's total income last year? 
$10,000 or less $10,000 to $20,000 
$20,000 to $30,000 $30,000 to $40,000 
$40,000 to $50,000 Over $50,000 

The above income refers to that of: 
Myself alone 
My family of origin (parents, possible siblings, and 

me ) 
My own nuclear family (possible mate/children and 

me ) 
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APPENDIX C 

THE GENERAL CAUSALITY ORIENTATIONS SCALE 
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On the following pages you will find a series of vignettes. 
Each one describes an incident and lists three ways of 
responding to it. Please read each vignette and then 
consider the responses in turn. Think of each response 
option in terms of how likely it is that you would respond 
in that way. We all respond in a variety of ways to 
situations, and probably each response is at least slightly 
likely for you. If it is very unlikely that you would 
respond the way described in a given response, you would 
circle numbers 1 or 2. If it is moderately likely, you 
would respond in the mid range of numbers; and if it is very 
likely that you would respond as described, you would circle 
the 6 or 7. You should circle one number for each of the 
three responses on each vignette. Below is a sample item. 
The actual items begin on the next page. 

Sample 

You are discussing politics with a friend and find yourself 
in sharp disagreement. It is likely that you would: 

Press forward with your viewpoint and try to get him/her to 
understand it, 

1 2 
VERY UNLIKELY 

3 4 5 
MODERATELY LIKELY 

6 7 
VERY LIKELY 

Change the topic since you would feel unable to make your 
point understood. 

1 2 
VERY UNLIKELY 

3 4 5 
MODERATELY LIKELY 

6 7 
VERY LIKELY 

Try to understand your friend's position to figure out why 
you disagree. 

1 2 
VERY UNLIKELY 

3 4 5 
MODERATELY LIKELY 

6 7 
VERY LIKELY 
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1. You have been offered a new position in a company where 
you have worked for some time. The first question that is 
likely to come to mind is: 

What if I can't live up to the new responsibility? 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Will I make more at this position? 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

I wonder if the new work will be interesting o 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

2. You have a school age daughter. On parents' night the 
teacher tells you that your daughter is doing poorly and 
doesn't seem involved in the work. You are likely to: 

Talk it over with your daughter to understand further what 
the problem is. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Scold her and hope she does better. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Make sure she does the assignments, because she should be 
working harder, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 
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3. You had a job interview several weeks ago. In the mail 
you received a form letter which states that the position 
has been filled. It's likely that you might think: 

It's not what you know, but who you know, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

I'm probably not good enough for the job, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Somehow they didn't see my qualifications as matching their 
needs . 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

4. You are a plant Supervisor and have been charged with 
the task of allotting coffee breaks to three workers who can 
not all break at once. You would likely handle this by: 

Telling the three workers the situation and having them work 
with you on the schedule. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Simply assign the times that each can break to avoid any 
problems. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Find out from some authority what to do or do what was done 
in the past. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 
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5. A close friend of yours has been moody lately, and a 
couple of times has become very angry with you over 
"nothing". You might: 

Share your observations with him and try to find out what is 
going on for him, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Ignore it because there's not much you can do about it 
anyway, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Tell him that you're willing to spend time together if and 
only if he makes more effort to control himself, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

6. You have just received the results of a test you took, 
and you discovered that you did very poorly. Your initial 
reaction is likely to be: 

''I can't do anything right", and feel sad, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

''I wonder how it is I did so poorly'', and feel 
disappointed. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

"That stupid test doesn't show anything", and feel angry. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 
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7. You have been invited to a large party where you know 
very few people. As you look forward to the evening you 
would likely expect that: 

You'll try to fit in with whatever is happening in order to 
have a good time and not look bad. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

You'll find some people with whom you can relate, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

You'll probably feel somehwat isolated and unnoticed, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

8, You are asked to plan a picnic for yourself and your 
fellow employees. Your style for approaching this project 
could most likely be characterized as: 

Take charge: that is, you would make most of the major 
decisions yourself. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Follow precedent: you're not really up to the task so you'd 
do it the way it's been done before, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Seek participation: get inputs from others who want to make 
them before you make the final plans. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 
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9. Recently a position opened up at your place of work that 
could have meant a promotion for you. However, a person you 
work with was offered the job rather than you. In 
evaluating the situation, you are likely to think: 

You didn't really expect the job; you frequently get passed 
over , 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

The other person probably "did the right things" 
politically to get the job, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

You would probably take a look at factors in your own 
performance that lead you to be passed over, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

10, You are embarking on a new career. The most important 
consideration is likely to be: 

Whether you can do the work without getting in over your 
head, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

How interested you are in that kind of work, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Whether there are good possibilities for advancement, 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 
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11, A woman who works for you has generally done an adequate 
job. However, for the past two weeks her work has not been 
up to par and she appears to be less actively interested in 
her work. Your reaction is likely to be: 

Tell her that her work is below what is expected and that 
she should start working harder. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Ask her about the problem and let her know you are available 
to help work it out. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

It's hard to know what to do to get her straightened out. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

12. Your company has promoted you to a position in a city 
far from your present location. As you think about the move 
you would probably: 

Feel interested in the new challenge and a little nervous at 
the same time. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Feel excited about the higher status and salary that is 
involved. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 

Feel stressed and anxious about the upcoming changes. 

1 2 3 4 5 6 7 
VERY UNLIKELY MODERATELY LIKELY VERY LIKELY 
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APPENDIX D 

THE EXTENDED OBJECTIVE MEASURE OF 

EGO IDENTITY STATUS 

120 



Read each item and indicate to what degree it reflects your 
own thoughts and feelings. If a statement has more than one 
part, please indicate your reaction to the statement as a 
whole. Indicate your answer by choosing one of the 
following responses. 

1 = STRONGLY AGREE 
2 = MODERATELY AGREE 
3 = AGREE 
4 = DISAGREE 
5 = MODERATELY DISAGREE 
6 = STRONGLY DISAGREE 

!• I haven't chosen the occupation I really want to 
get into, and I'm just working at whatever is 
available until something better comes along. 

2, When it comes to religion, I just haven't found 
anything that appeals and I don't really feel the 
need to look. 

3. My ideas about men's and women's roles are 
identical to my parents'. What has worked for 
them will obviously work for me. 

4, There's no single "life style" which appeals to 
me more than another, 

5. There are a lot of different kinds of people. I'm 
still exploring the many possibilities to find the 
right kind of friends for me. 

6, I sometimes join in recreational activities when 
asked, but I rarely try anything on my own. 

7. I haven't really thought about a ''dating style,'' 
I'm not too concerned whether I date or not. 

8. Politics is something that I can never be too sure 
about because things change so fast, 

9. I'm still trying to decide how capable I am as a 
person and what jobs will be right for me. 

10. I don't give religion much thought and it doesn't 
bother me one way or the other. 

11. There's so many ways to divide responsibilities in 
marriage, I'm trying to decide what will work for 
me . 
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12. I'm' looking for an acceptable perspective for my 
own "life style" view, but I haven't really 
found it yet, 

13, There are many reasons for friendship, but I 
choose my close friends on the basis of certain 
values and similarities that I've personally 
decided on. 

14. While I don't have one recreational activity I'm 
really committed to, I'm experiencing numerous 
leisure outlets to identify one I can really get 
involved in. 

15. Based on past experiences, I've chosen the type of 
dating relationship I want now. 

16. I haven't really considered politics. It just 
doesn't excite me much. 

17. I might have thought about a lot of different 
jobs, but there's never really any question since 
my parents said what they wanted. 

18. A person's faith is unique to each individual, 
I've considered and reconsidered it myself and 
know what I can believe. 

19, I've never really seriously considered men's and 
women's roles in marriage. It just doesn't seem 
to concern me. 

20, After considerable thought I've developed my own 
individual viewpoint of what is for me an ideal 
''lifestyle'' and don't believe anyone will be 
likely to change my perspective. 

21, My parents know what's best for me in terms of how 
to choose my friends. 

22. I've chosen one or more recreational activities to 
engage in regularly from lots of things and I'm 
satisfied with those choices. 

23. I don't think about dating much, I just kind of 
take it as it comes. 

24. I guess I'm pretty much like my folks when it 
comes to politics, I follow what they do in terms 
of voting and such. 
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25, I'm really not interested in finding the right 
job, any job will do, I just seem to flow with 
what is available, 

26, I'm not sure what religion means to me, I'd like 
to make up my mind but I'm not done looking yet, 

27, My ideas about men's and women's roles come right 
from my parents and family, I haven't seen any 
need to look further. 

28. My own views on a desirable life style were taught 
to me by my parents and I don't see any need to 
question what they taught me. 

29. I don't have any really close friends, and I don't 
think I'm looking for one right now, 

30. Sometimes I join in leisure activities, but I 
really don't see a need to look for a particular 
activity to do regularly. 

31. I'm trying out different types of dating 
relationships. I just haven't decided what is 
best for me, 

32. There are so many different political parties and 
ideals. I can't decide which to follow until I 
figure it all out. 

33. I took me a while to figure it out, but now I 
really know what I want for a career. 

34. Religion is confusing to me right now. I keep 
changing my views on what is right and wrong for 
me . 

35. I've spent some time thinking about men's and 
women's roles in marriage and I've decided what 
will work best for me. 

36. In finding an acceptable viewpoint to life itself, 
I find myself engaging in a lot of discussions 
with others and some self-exploration, 

37. I only pick friends my parents would approve of, 

38. I've always liked doing the same recreational 
activities my parents do and haven't ever 
seriously considered anything else. 
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39. I only go out with the type of people my parents 
expect me to date. 

40. I've thought my political beliefs through and 
realize I can agree with some and not other 
aspects of what my parents believe, 

.41. My parents decided a long time ago what I should 
go into for employment and I'm following through 
with their plans. 

42, I've gone through a period of serious questions 
about faith and can not say I understand what I 
believe in as an individual, 

43. I've been thinking about the roles that husbands 
and wives play a lot these days, and I'm trying to 
make a final decision. 

44. My parent's views on life are good enough for me, 
I don't need anything else, 

45, I've tried many different friendships and now I 
have a clear idea of what I look for in a friend. 

46. After trying a lot of different recreational 
activities, I've found one or more I really enjoy 
doing by myself or with friends. 

47. My preferences about dating are still in the 
process of developing, I haven't fully decided 
yet, 

48, I'm not sure about my political beliefs, but I'm 
trying to figure out what I can truly believe in. 

49. It took me a long time to decide but now I know 
for sure what direction to move in for a career. 

50. I attend the same church my family has always 
attended, I've never really questioned why. 

51, There are many ways that married couples can 
divide up family responsibilities. I've though 
about lots of ways and now I know exactly how I 
want it to happen for me. 

52, I guess I just kind of enjoy life in general, and 
I don't see myself living by any particular 
viewpoint to life, 

53, I don't have any close friends, I just like to 
hang around with the crowd, 
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54. I've been experiencing a variety of recreational 
activities in hopes of finding one or more I can 
enjoy for some time to come. 

55. I've dated different types of people and now know 
exactly what my own "unwritten rules" for dating 
are and who I will date, 

56. I really have never been involved in politics 
enough to have made a firm stand one way or the 
other. 

5 7. I just can't decide what to do for an occupation. 
There are so many that have possibilities. 

58. I've never really questioned my religion. If it's 
right for my parents, it must be right for me. 

59. Opinions on men's and women's roles seem so varied 
that I don't think much about it. 

60. After a lot of self-examination I have established 
a very definite view on what my own lifestyle will 
be . 

61. I really don't know what kind of friend is best 
for me. I'm trying to figure out exactly what 
friendship means to me. 

62. All of my recreational preferences I got from my 
parents and I haven't really tried anything else. 

63. I date only people may parents would approve of. 

64. My folks have always had their own political and 
moral beliefs about issues like abortion and mercy 
killing and I've always gone along accepting what 
they have. 
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APPENDIX E 

GOAL INSTABILITY SCALE 
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For each statement below, please read carefully and indicate 
how much you agree or disagree with the statement by marking 
your answer according to the 6-point continuum. Mark your 
answer by filling in the number in the blank next to the 
statement, 

1 = STRONGLY AGREE 
2 = MODERATELY AGREE 
3 = SLIGHTLY AGREE 
4 = SLIGHTLY DISAGREE 
5 = MODERATELY DISAGREE 
6 = STRONGLY DISAGREE 

1, It's easier for me to start than to finish projects. 

2. I wonder where my life is headed. 

3. I don't seem to make decisions by myself. 

4. I don't seem to have the drive to get my work done. 

5. I lose my sense of direction. 

6. I have more ideas than energy. 

7. I don't seem to get going on anything important. 

8. After a while, I lose sight of my goals. 

9. I have confusion about who I am. 

10. It's hard to find a reason for working. 
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APPENDIX F 

VOCATIONAL DECISION STYLE INDICATOR 
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This instrument is designed to identify ways people make 
vocational decisions. Vocational decisions are those that 
relate to pducation (what school to attend, what to major 
in, what classes to take, , , . ) , careers (what you want as a 
career, whether to change careers, . . . ) , and work (what type 
of job to apply for, whether to quit a job or not, . . , ) . 
Take a moment to think of vocational decisions you are 
making. Then read each item and respond in the way you 
usually make career related decisions. There are no 
''right'' or ''wrong'' answers, just answers that show how 
you make career decisions. 

For each statement below, please read carefully and indicate 
your response by marking your answer according to the 
following 5-point continuum. Place your answers in the 
blank next to the statement. 

ALWAYS 
1 

USUALLY 
2 

SOMETIMES 
3 

SELDOM 
4 

NEVER 
5 

1. I don't ask other people what they think I should 
do . 

2. I use my feelings rather than my ideas when I start 
to consider alternatives. 

3. I use other people to help me gather the 
information I need to make a decision. 

4. I realize that I need to make a decision without 
having talked to anyone else, 

5. When I think of my options I consider what it would 
be like in ten years, 

6. It's not important to me to find out what others 
think about my options. 

7. Haphazard would be the best word to describe the 
way I make decisions. 

8. Before I decide I ask a lot of people about what 
they think I should do, 

9. I don't consider other people's opinions when I 
make a choice, 

10, Other people influence my choices to a great 
extent, 

11, I don't use other people to help me gather the 
information I need to make a decision, I gather it 
myself. 
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12. When I question my decisions I gather a little 
information about what I'm doing now before I look 
for other alternatives. 

13, When I realize I need to make a decision it is 
because other people have told me to, 

14, I take into account past, present, and future 
performance when predicting my success in a 
decision. 

15. I put more weight on what I think rather than what 
other people think about possible options, 

16. When making a decision I gather a lot of 
information. 

17, I depend more on my feelings rather that my ideas 
when I start to consider options, 

18, I ask a lot of people for information, 

19, It's hard for me to be specific about what options 
I have, 

20, Other people help me choose when I make a decision 

21. I can't tell other people exactly what I have 
considered when making a decision. 

22. Most decisions I've made have been based on 
alternatives I have thought of, without the help of 
other people . 

23. Knowledge is more important for my decisions than 
are m.y feelings, 

24. I forget to consider what would happen in the long 
run when I make a decision. 

25. I don't care what others think about my choices. 

26. I let other people think of my alternatives. 

27. My choices reflect what other people want for me. 

25. There are m>any emotional reasons for ry choices. 

29, I gather a lot of information about what I'm doing 
now before I make a decision. 
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30. It's important to me to consider how my decision 
will affect me years from now. 

31. I spend a lot of time gathering information before 
I make a decision. 

32. What other people think is important to me. 

33. I consider what will happen years from now when I 
make a decision. 

34. I find that I have many options, 

35. I collect information in a systematic way. 

36. I ask people a lot of questions when I'm making a 
decision, 

37. It's important to me to find out what others think 
about my options. 

38. I consider a lot of alternatives when making a 
decision. 

39. I don't ask other people what they think I should 
do . 

40. I consider only what would happen in the short run 
when I make decisions. 

131 



APPENDIX G 

EXPLORATIONAL STRESS AND DECISIONAL STRESS 

SUBSCALES OF THE CAREER EXPLORATION SURVEY 
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For each statement below, please read carefully and indicate 
your response by marking your answer according to the 
following 7-point continuum., Mark your answers by filling 
in the numiber in the blank next to the statement. 

1 = INSIGNIFICANT COMPARED TO OTHER ISSUES WITH WHICH I HAVE 
HAD TO CONTEND 

2 

4 = ABOUT EQUAL TO OTHER SIGNIFICANT ISSUES 

7 = ONE OF THE MOST STRESSFUL ISSUES WITH WHICH I HAVE HAD 
TO CONTEND. 

HOW MUCH UNDESIRABLE STRESS HAVE THE FOLLOWING CAUSED YOU 
RELATIVE TO OTHER SIGNIFICANT ISSUES WITH WHICH YOU HAVE HAD 
TO CONTEND? 

1, Exploring specific jobs in my anticipated career 

area, 

2. Exploring specific academic majors. 

3. Interviewing with specific companies in my 
anticipated career area. 

4. Looking for a job in my anticipated career area. 

5. Deciding what I want to do. 

6. Deciding upon an academic major. 

7. Deciding on an occupation, 

8, Deciding on a specific job in my anticipated career 
area. 

9. Deciding on a specific organization in m.y 
anticipated career area. 
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APPENDIX H 

EXTERNAL SEARCH INSTRUMENTALITY AND IMPORTANCE OF 

OBTAINING PREFERRED POSITION SUBSCALES 

OF THE CAREER EXPLORATION SURVEY 
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For each statement below, please read carefully and indicate 
your response by marking your answer according to the 
following 5-point continuum, Mark your answers by filling 
in the number in the blank next to the statement, 

1 = VERY LOW PROBABILITY 
2 = LOW PROBABILITY 
3 = MODERATE PROBABILITY 
4 = HIGH PROBABILITY 
5 = VERY HIGH PROBABILITY 

WHAT IS THE PROBABILITY THAT EACH OF THE FOLLOWING 
ACTIVITIES WILL RESULT IN OBTAINING YOUR CAREER GOALS? 

1. Obtaining information on the labor market and 
general job opportunities in my career area 

2, Initiating conversations with friends and relatives 
about careers. 

3. Initiating conversations with several other 
students about their career interviews. 

Now mark your answers according to the following 5-point 
continuum 

NOT IMPORTANT VERY IMPORTANT 
1 2 3 4 5 

HOW IMPORTANT IS IT TO YOU AT THIS TIME TO? 

1. Work at the job you prefer? 

2. Become established in a specific organization 

3. Work in the occupation you prefer? 

4. Become established in a specific position? 

5. Work in the organization you prefer? 
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APPENDIX I 

CAREER DECISION-MAKING SELF-EFFICACY SCALE 

SHORT FORM 
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For each statement below, please read carefully and indicate 
how much confidence you have that you could accomplish each 
of these tasks by marking your answer according to the 
following 10-point continuum, Mark your answer by filling 
in the number in the blank next to the statement. 

NO CONFIDENCE VERY LITTLE SOME MUCH COMPLETE 
AT ALL CONFIDENCE CONFIDENCE CONFIDENCE CONFIDENCE 

0 1 2 3 4 5 6 7 8 9 

HOW MUCH CONFIDENCE DO YOU HAVE THAT YOU COULD: 

1. Find information in the library about occupations 
you are interested in. 

2. Select one major from a list of potential majors 
you are considering. 

3. Make a plan of your goals for the next five years, 

4. Determine the steps to take if you are having 
academic trouble with an aspect of your chosen 
major, 

5. Accurately assess your abilities, 

6, Select one occupation from a list of potential 
occupations you are considering. 

7. Determine the steps you need to take to 
successfully complete your chosen major, 

8. Persistently work at your major or career goal even 

when you get frustrated. 

9. Determine what your ideal job would be. 

10. Find out the employment trends for an occupation 
over the next ten years, 

11. Choose a career that will fit your preferred 
lifestyle, 

12, Prepare a good resume. 

13. Change majors if you did not like your first 
choice. 

14, Decide what you value most in an occupation, 

15, Find out about the average yearly earnings of 
people in an occupation. 
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16, Make a career decision and then not worry about 
whether it was right or wrong, 

17, Change occupations if you are not satisfied with 
the one you enter. 

18, Figure out what you are and are not ready to 
sacrifice to achieve your career goals, 

19. Talk with a person already employed in the field 
you are interested in. 

20. Choose a major or career that will fit your 
interests. 

21. Identify employers, firms, institutions relevant to 
your career possibilities. 

22. Define the type of lifestyle you would like to 
live . 

23. Find information about graduate or professional 
schools . 

24. Successfully manage the job interview process, 

25, Identify some reasonable major or career 
alternatives if you are unable to get your first 
choice , 
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APPENDIX J 

PERSONAL GROWTH INITIATIVE SCALE 
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For each statement below, please read carefully and indicate 
you response by marking your answer according to the 
following 6-point continuum, Mark your answers by filling 
in the number in the blank next to the statement, 

1 = DISAGREE STRONGLY 
2 = DISAGREE MODERATELY 
3 = DISAGREE A LITTLE 
4 = AGREE A LITTLE 
5 = AGREE MODERATELY 
6 = AGREE STRONGLY 

1, I know how to change specific things that I want to 

change in my life, 

2, I have a good sense of where I am headed in life, 

3, If I want to change something in my life, I 
initiate the transition process, 

4, I can choose the role that I want to have in a 
group , 

5, I know what I need to do to get started toward 
reaching my goals, 

6. I have a specific action plan to help me reach my 

goals . 

7, I take charge of my life, 

8, I know what my unique contribution to the world 
might be , 

9. I have a plan for making my life more balanced. 
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APPENDIX K 

ENVIRONMENTAL EXPLORATION AND SELF-EXPLORATION 

SUBSCALES OF THE CAREER EXPLORATION SURVEY 
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For each statement below, please read carefully and indicate 
your response by marking your answer according to the 
following 5-point continuum, Mark your answers by filling 
in the number in the blank next to the statement. 

1 = 

3 = 
4 = 
5 = 

LITTLE 
SOMEWHAT 
A MODERATE AMOUNT 
A SUBSTANTIAL AMOUNT 
A GREAT DEAL 

TO WHAT EXTENT HAVE YOU BEHAVED IN THE FOLLOWING WAYS OVER 
THE LAST 3 MONTHS? 

1. Investigated career possibilities. 

2. Went to various career orientation programs. 

3. Obtained information on specific jobs or companies 
related to my anticipated career area,, 

4. Initiated conversations with knowledgeable 
individuals in my anticipated career area. 

5. Obtained information on the labor market and 
general job opportunities in my anticipated career 
area. 

6. Sought information on specific areas of career 
interest, 

TO WHAT EXTENT HAVE YOU DONE THE FOLLOWING IN THE PAST 3 
MONTHS? 

7, Reflected on how my past integrates with my future 
career, 

8, Focused my thoughts on me as a person, 

9, Contemplated my past, 

JO, Been retrospective in thinking about my career. 

11. Understood a new relevance of past behavior for my 
future career. 

142 



APPENDIX L 

CONSENT FORM 
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Thank you for agreeing to participate in this study, 
''Career Exploration: An Examination of the Combined Effects 
of Multiple Predictors," Please read the following form 
carefully, 

I understand that the purpose of this research is to 
study how my beliefs and behaviors influence the way I go 
about exploring career options that may eventually lead to a 
career choice, I understand that I will be asked to answer 
a questionnaire including background items, items relevant 
to the way I approach my own career exploration process, and 
items concerning behaviors that I may engage in during this 
process as well, I understand that my participation in this 
research is confidential and that the data will be available 
only to the investigators associated with the project. In 
addition, no identifying information will be attached to the 
data, I understand that I may discontinue my participation 
in this research at any time without penalty. There are no 
known risks associated with this project, 

Denise Bartley, Project Director, Department of 
Psychology, Texas Tech University, 742-3737, has agreed to 
answer any questions I may have concerning the procedures, 
I understand that the Texas Tech Institutional Review Board 
for the Protection of Human Subjects has been established 
for the protection of individuals participating in research 
projects conducted by University personnel, I may contact 
the IRB by writing to them in care of the Office of Research 
Services, Texas Tech University, Lubbock, Texas 79409, or 
by calling them at 742-3884. 

If this research project causes any physical injury to 
participants in this project, treatment is not necessarily 
available at Texas Tech University or the Student Health 
Center, nor is there necessarily any insurance carried by 
the University or its personnel applicable to cover any such 
injury, Financial compensation for any such injury must be 
provided through the participant's own insurance program. 
Further information about these matters may be obtained from 
Dr, Robert M. Sweazy, Provost for Research, 742-3884, Room 
203 Holden Hall, Texas Tech University, Lubbock, Texas, 
79409-1035. 

Signature of Subject Date 

Signature of Project _ 
Director or Authorized 
Representative 

Date 
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APPENDIX M 

DEBRIEFING NOTE 
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Thank you for your participation in this research studv. 
The purpose of the research is to gain a better 
understanding of the factors (e,g,, motivational processes, 
goal directedness, vocational decision making stvle, 
exploration beliefs, etc.) influencing the process of career 
exploration for university students. Previous research has 
considered these influencing factors separately, or 
sometimes two at a time, but they have never been combined 
to see how they all fit together in the prediction of the 
career exploration process. The primary hypothesis for this 
study involves discovering how all the factors related to 
career exploration fit together in predicting this 
construct. If you would like information about the results 
of the study, please contact Denise Bartley, M.A, at 724-
3737. She also can be reached by mail in the Psychology 
Department at TTU. Results will be given only in summary 
form; no individual results will be disclosed. 
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