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ABSTRACT 

There is concern about the preparedness of college students, who are 

transitioning from adolescence to adulthood, to effectively deal with the challenges of 

the world of work (Lent & Worthington, 1999). It is important for these emerging 

adults to develop the attitudes and skills that will lead to successful management of 

their future careers. 

Savickas (1997) outlined the necessity of developing the transferable skills of 

career adaptability: planfulness, exploration, and decision making. Personal growth 

initiative (PGI; Robitschek, 1998; Robitschek et al., 2009) is a global inclination to 

improve one’s self that was hypothesized to have significant relationships with these 

important skills in college student development. This study tested a model of 

moderated mediation in which the direct relationships between PGI and the 

dimensions of career adaptability are mediated by the perception of growth 

opportunities in one’s career. These mediation relationships are also moderated by the 

salience of the worker role such that the more committed to work a person is the more 

the process dimensions of career adaptability will be evident. Gender differences in 

these relationships were also tested. 

A series of regression analyses found significant direct effects of PGI 

predicting all three dimensions of career adaptability for both men and women, as well 

as predicting greater levels of perception of growth opportunities within one’s career. 

No direct mediating relationships through perception of growth opportunities were 

significant. In contrast, moderated mediation effects were significant when predicting 

planfulness and exploration for men and exploration for women, such that the 

relationship of greater levels of perception of growth opportunities predicting greater 

levels of planfulness and exploration was enhanced by high levels of work role 

salience. Additional regression analyses revealed gender differences in (a) PGI 

predicting exploration, and (b) the moderated mediation effects of perception of 

growth opportunities and work role salience predicting planfulness and exploration. 

These differences revealed enhanced relationships for women compared to men.  

Results give evidence for an important connection between personal growth 

processes and career adaptability and greater understanding of career development 

processes for emerging adults in college. 
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CHAPTER I 
Introduction 

 The context of work is changing. With this change comes a shift in the 

development of individual careers. Savickas (2000) suggested that the focus must turn 

from life-time employment to life-time employability. The development of transferable 

skills and the ability to adapt to changing work environments has become the proposed 

hallmark of successful transitions into the world of work (Goodman, 1994; Murphy, 

Blustein, Bohlig, & Platt, 2010). As job security becomes more a thing of the past, the 

focus of contemporary workers must be on establishing a unique career path (Duarte, 

2009). Progress in one’s career may be the direct result of creativity and innovation 

within one’s work environment (Super & Knasel, 1981). Individuals must focus on 

finding a balance between personal efforts to affect one’s work environment in a positive 

manner and adjusting one’s self to the pressures applied from that environment.  

Are young people now developing the necessary skills and attitudes that will be 

advantageous to them when they enter the workforce? Arnett (2000) proposed that young 

people are experiencing a new developmental stage of emerging adulthood that extends 

the transition from adolescence into adulthood. This stage is characterized by multiple 

changes and a good deal of exploration in balancing new life roles and making 

independent decisions. Yet, there is concern about the preparedness of emerging adults to 

face the challenges and unpredictability of the world of work (Lent & Worthington, 

1999). The extension of the transition period may lead to a delay in the development that 

a person ultimately desires. A familiar occurrence in college counseling and career 

centers is the student with only one semester before graduation who has no idea how to 
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find a job, what to expect in a full-time job, or even what type of career he or she wants. 

There is a need for college students to begin early in their educational experience to 

develop a workable plan for their future career. How, then, can students in college be 

motivated to attend to the necessary steps of career development? What are the skills and 

competencies that are necessary for today’s students to develop to thrive in occupational 

endeavors once they graduate? And, how can the development of these important skills 

be encouraged and promoted? 

Career Adaptability 

Theories of career development propose adaptability within one’s career life as a 

solution to managing the challenges of an unpredictable work context. Donald Super’s 

(Super, Savickas, & Super, 1996) Life-span, Life-space theory originally promoted the 

construct of career maturity as the readiness to make career decisions relative to 

developmental tasks expected of them (Savickas, 1997). With unexpected tasks becoming 

more commonplace in the development of one’s career, this conceptualization has limited 

applicability, particularly concerning emerging adults and the changing nature of the 

social context in which they are developing. A more inclusive term, career adaptability, 

was proposed by Super and Knasel (1981) as they considered the variation apparent in 

adult career development compared with the more predictable course of adolescent career 

development. Savickas (1997) defined career adaptability as “the readiness to cope with 

the predictable tasks of preparing for and participating in the work role and with the 

unpredictable adjustments prompted by changes in work and working conditions” (p. 

254). Such a conceptualization allows for greater emphasis on the process of balancing 
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what is required of individual workers in the world of work and their personal 

preferences for working and learning (Goodman, 1994). This balancing process is 

continuous rather than an achieved benchmark as is implied with the term career 

maturity. Despite the broader inclusiveness and applicability of the term, it was never 

fully incorporated into the Life-span, Life-space theory, and in career development in 

general. Goodman (1994) remarked, “Perhaps the term has not caught on because we are 

uncomfortable with the fact that adaptation is a continuous process; we retain the 

childhood wish of someday being and feeling ‘grown up’” (p. 80). 

Savickas (2002; 2005) proposed an updated version of Super’s theory as the 

theory of Career Construction in which he emphasized the continuous process of 

adaptation in constructing one’s individual career path. Savickas (2002) stated that “a 

career can be viewed as the life course of a person encountering a series of social 

expectations and attempting to handle them in such a way as to attune her or his inner 

world to the outer world” (p. 165). Career adaptability, described as a construct implying 

a forward-looking perspective and proactive behavior, brings to light the processes that 

allow a person to thrive in his or her individual career development, both early on in 

college, and later once the person has entered the workforce. It represents a necessary 

skill set for balancing the environmental demands of work with the internal identity of the 

individual person. Savickas (1997) identified the core process dimensions of career 

adaptability as planfulness, exploration, and informed decision making.  

 Process Dimensions. Adaptability being built on process dimensions is indicative 

of the continuous nature of and ever-present need for adaptation in one’s career life. 
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Planfulness was first identified by Super as the “prime component in career choice 

readiness” (Savickas, 1997, p. 255), and involves a general orientation toward the future 

and a planful attitude toward preparation for specific career options. Savickas (1997) 

asserted that planfulness can be learned by individuals envisioning the future and the 

possibilities that are congruent with one’s values and desired life goals. As one plans for 

the future, he or she increases the possibilities that are available as viable career options 

(Krieshok, 1998). 

 Exploration is a process that has been connected to successful career development 

since Super and his colleagues first explained its relevance to career choice (Blustein, 

1997). Career exploration is a process through which a person obtains and uses 

information through various means to understand career decisions and options. Blustein 

(1997) indicated that exploratory behavior may have relevance to many life domains and 

is thus an important aspect of allowing a person to adapt to the life context in which she 

or he is situated by contributing to a greater understanding of the conditions of that 

context. The adaptive nature of continuous exploratory behavior is explained by 

Krieshok, Black, and McKay (2009) and represented as occupational engagement. 

Engagement is behavioral activity aimed at increasing one’s fund of information in an 

experiential manner. It includes the specific actions of information-gathering relevant to 

an imminent decision and also includes the activity experienced in multiple contexts that 

informs a person about the self within given roles. Occupational engagement represents a 

broad conceptualization of adaptive exploratory behavior. Measurement of adaptive 

exploration as occupational engagement gives a richer perspective on the means by which 
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a person is prepared to make informed decisions in the present and at any point in the 

future, a truly adaptive approach to the management of any career. 

 The process of decision making is one in which judgments are made and action 

taken regarding the challenges, options, and opportunities that arise in the construction of 

a career. What makes for adaptive decision making is not clearly defined, or rather has 

been prescribed to be many things. Traditional decision making prescriptions were based 

in rational thinking and logical ordering of the pertinent information involved (Phillips, 

1997). Yet, despite the vast amounts of writing, there are many gaps in our understanding 

of the process of decision making (Krieshok, 1998). Rather than prescribing a specific 

mechanism or strategy for decision making, Phillips (1997) proposed that adaptive 

decision making may be more defined by the flexibility employed by an individual in 

using multiple strategies that are consistent with one’s perspective and understanding of 

his or her own career goals. This flexibility is found in a handful of theoretical statements 

regarding a needed shift in counseling psychology’s view of decision making from a 

strictly rational process to one incorporating other-than-rational processes as well (Gelatt, 

1989; Hartung & Blustein, 2002; Krieshok et al., 2009; Mitchell, Levin, & Krumboltz, 

1999). The key to adaptive decision making is that an individual is ready to make 

informed decisions as needed and is also prepared to cope with the processes involved 

with decision making. A degree of resilience, flexibility, and positivity in decision 

making is important as a person strives to balance changes and possibilities within one’s 

self and the work environment (Phillips, 1997). The degree to which a person masters 
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these decision making skills with confidence and fortitude, the more that person will be 

able to manage the challenges and unpredictability of the world of work. 

Development of Career Adaptability 

 Engagement in the processes of planfulness, exploration, and decision making is 

what will give college students, and any person, the capabilities needed to successfully 

prepare for and manage the complexities of their career. How do individuals develop 

these adaptive attitudes and abilities? What is the foundation for the development of 

career adaptability? The development of adaptability is believed to begin early in one’s 

life and is focused on the development of competencies that allow for the implementation 

of one’s vocational identity, or sense of self relative to the work one does (Hartung, 

Porfeli, & Vondracek, 2008; Savickas, 1997; Savickas, 2002). As a person seeks to 

capitalize on opportunities in the world of work, a general process of self-enhancement is 

necessary to establish congruence between the individual and the demands of the work 

environment. The process of personal growth is what allows for this enhancement of the 

self and therefore may be an essential piece of the foundation for developing 

competencies necessary for adaptive congruence. Not only must an individual be aware 

of the need to grow and change, but the person must be actively engaged in behaviors and 

activities that will bring growth about. Such an orientation to growth can be seen in the 

construct and theory of personal growth initiative (PGI; Robitschek, 1998; Robitschek et 

al., 2012). PGI is a global inclination to improve one’s self encompassing cognitive and 

behavioral characteristics in bringing about intentional growth and change in one’s self. 

Those persons with high levels of PGI are more likely to recognize and seek out 
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opportunities for growth whereas those persons with lower levels of PGI may be more 

content with their current way of being and hesitant to initiate new experiences that 

would bring about personal change (Robitschek & Cook, 1999). A general sense of 

growth and change seems inherent in the processes of career adaptability, that is, 

adapting to the demands of the work environment is itself a process of personal growth. 

Thus, the more attuned one is to the general process of growth, as shown by one’s level 

of PGI, the more likely the acquisition of the necessary skills of career adaptability will 

be evident. 

The global orientation toward growth and self-change represented by PGI is 

applied to specific life domains according to the perspectives and preferences of the 

individual (Robitschek et al., 2012). Within a life domain, such as career development, a 

person must perceive opportunities for growth that are desired. The more PGI a person 

has, the more likely opportunities for growth within the development of his or her career 

will be perceived. The person is then able to pursue those opportunities or not according 

to her or his personal preference. The more important career and vocational pursuits are 

to a person, the more likely that person will invest in changing one’s self relative to the 

demands and opportunities in the world of work. An additional factor that seems to 

contribute to the importance of work in someone’s life is gender. An example is found in 

the research of Nevill and Super (1988) on the importance of work and life roles among 

college students. They found a difference in the commitment to the role of worker 

between men and women, with women showing a higher level of commitment but a 

lower expectation of realizing one’s values through work than men. Other research also 



Texas Tech University, Matthew Ashton, December 2013 

 

8 

 

indicates differences across men and women regarding career planning and exploratory 

behaviors, perceptions of barriers to career development, and vocational identity 

crystallization (Luzzo, 1995; Savickas & Hartung, 1996). It appears that the social 

context of work, specifically the prescriptive nature of gender roles and expectations, is 

an inextricable aspect of the perceptions and values connected to occupations and life 

roles. The development of adaptive skills would therefore be modified to fit the 

affordances and demands perceived according to gender norms within work 

environments. The importance of work being specifically shown to differ across men and 

women, this differential effect may in turn affect how one goes about engaging in self-

enhancement in the domain of career development. Thus, although PGI may prompt 

growth in many areas of one’s life, the perception of one’s vocation and career as an 

avenue for change as well as the relative importance of one’s role in work may be 

important keys to how PGI pertains to the development of career adaptability, albeit 

differentially by gender. 

  Figure 1 illustrates the relationships that may exist according to this 

conceptualization. PGI is expected to be related to the dimensions of career adaptability 

with higher levels of PGI associated with higher levels of each of the process dimensions 

of career adaptability, namely, planfulness, exploration, and decision making. This direct 

relationship between PGI and the development of career adaptability is at least partially 

brought about by the perception of growth opportunities within one’s career 

development. The more opportunities for growth that are perceived, the more likely the 

person will take advantage of those opportunities by developing the necessary skills of  
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Figure 1. Conceptual model of the relationship between personal growth initiative and 

the development of career adaptability mediated through the perception of growth 

opportunities within one’s career and moderated by salience of the worker role. 

 

 

adaptability to thrive in one’s career. Yet, the extent to which PGI is associated with 

career adaptability through the mediating relationship of perceiving growth opportunities 

in one’s career may be affected by the salience of the worker role such that the more 

important the worker role is to the person and he or she perceives opportunities for 

growth in that career to a sufficient degree the greater level of career adaptability would 

be expected. Finally, the degree of strength in each of these relationships may be 

significantly different across men and women. 

This model conceptualizes PGI as a foundational aspect of the development of the 

dimensions of career adaptability. The implications of this model point to the importance 

of personal growth processes in the career development of emerging adults in college. 

The adaptive processes used to characterize career adaptability are assumed to be 

applicable across life roles, not just within the context of work, and aid in overall 
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adaptive functioning (Blustein, 1997). If PGI is indeed strongly related to the adaptive 

processes of career adaptability, a focus on encouraging and promoting self-improvement 

and attention to intentional changes in one’s self may coincide with improvement in the 

overall experience and development of students in college. While external pressures such 

as grades, graduation, and social conformity may prompt planning, exploring, and 

decision making, it is expected that internal sources of motivation, such as attention to 

one’s own personal growth, may encourage more lasting development and outcomes for 

individuals in college (Blustein, 1988). Drawing students’ attention to their own career 

development may be positively affected by increasing students’ levels of PGI and their 

attention to self-change in the context of preparation for a future career. Assisting 

students in recognizing the opportunities for self-enhancement through their education 

and life work, specific to their social context, may be an important component to 

promoting the development of the adaptive skills that will prepare them to thrive in the 

world of work. Theoretically speaking, this study will also extend an aspect of the theory 

of PGI by testing the relevance of the perception of growth opportunities within a specific 

life domain. This has not been tested empirically to date and will give insight into how 

personal perceptions of growth opportunities are relevant to the development of attitudes 

and behaviors within a specific life domain that are important to adaptive functioning. 

Purposes of the Study 

 The purposes of this study are first, to understand the development of career 

adaptability as a result of the general process of personal growth; and second, to 

investigate how PGI is applied to processes within the specific domain of career 
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development. Given the growth-oriented nature of adaptability, it is assumed that PGI is 

involved in the development of the adaptive dimensions of career adaptability, namely, 

planfulness, exploration, and decision making. The hypotheses of this study revolve 

around this central relationship and indicate the way in which PGI may be a foundational 

aspect of the development of career adaptability. 

Hypotheses.  

1. PGI will have direct, positive relationships with each of the process 

dimensions of career adaptability: planfulness, exploration, decision making. 

2. PGI will be positively related to a perception of growth opportunities in the 

career domain. 

3. The relationships between PGI and planfulness, exploration, and decision 

making will be at least partially mediated by the perception of growth 

opportunities in the career domain, such that a significant amount of the 

variance in each of the dimensions of career adaptability will be explained by 

the indirect effect of PGI through perception of growth opportunities. 

4. The mediating relationship of perception of growth opportunities and the 

dimensions of career adaptability will be moderated by work role salience, 

with higher levels of work role salience associated with an increased 

relationship between perception of growth opportunities and the dimensions 

of career adaptability, and lower levels of work role salience associated with a 

decreased relationship. 
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5. The strength of each of the relationships tested in Hypotheses 1 through 4 will 

be significantly different across men and women. 
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CHAPTER II 
Methods 

Participants 

 A target sample of 700 (350 men, 350 women) undergraduate college students in 

their first or second year of study was determined to be used according to MacCallum, 

Browne, and Sugawara’s (1995) calculations of minimum sample size for achieving 

power of at least .80 with the level of complexity in the model to be tested. I chose to 

target first and second-year undergraduate students because they are not as far along in 

their career development and college experience as upper classmen would be and 

therefore entry into a full-time occupation is less imminent. The earlier students are in 

their college experience the more likely it is that internal motivational factors, such as 

PGI, would be involved in leading students to develop adaptive qualities in preparation 

for an occupation. Students finishing their degree may be more extrinsically motivated in 

their career development due to factors such as impending graduation. Understanding the 

role of PGI in developing career adaptability among students in the early years of college 

will give insight into a possible means for motivating and encouraging this important 

development in early college experiences through enhancing one’s attention to personal 

growth. 

Responses from 934 participants were received, of which 795 were used. Six 

participants were recruited from upper-level classes and the remainder was recruited from 

introductory psychology classes. Ninety-seven cases (10.3%) were excluded because the 

survey was missing responses to one or more whole measures, with the majority of 

excluded cases missing over 50% of responses. Thirty-eight participants (4.1%) were also 
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excluded because they were not in the target sample of first or second year college 

students. This was determined by students reporting how many semesters of college they 

had completed and any student with more than 4 semesters of college was excluded. An 

additional 4 cases (.5%) were excluded because they did not report gender, which was a 

necessary demographic for the analyses used. In the sample of 795 participants, 59% was 

female and 72.3% were freshmen. The average age of participants was 18.9 years 

(SD=2.2) and the average number of semesters in college was 2.0 (SD=1.1). The majority 

(93.1%) of the sample reported being heterosexual, and a majority of the sample (94.4%) 

reported being single or in a dating relationship. Most of the sample reported being 

White/Caucasian American (65.8%), 14.5% Latino(a)/Mexican American, 5.3% 

Black/African American, 3.2% Asian American, 9.8% Bi/Multiracial, and 1.4% Other, 

with 1.8% of the sample reporting that they were international students. Most participants 

(83.1%) reported being associated with a Christian religion, 5.7% from other religious 

traditions, and 11.2% reported having no religion. Using the MacArthur Scale of 

Subjective Social Status (see Adler et al., 2000) participants reported a mean level of 

social status at 5.6 on a scale from 0 to 9, with 79% of the sample indicating a level 

above the midpoint of the scale. Additionally, 22.3 % of the sample reported being 

currently employed with additional previous work experience, 5.9% reported being 

currently employed without previous work experience, 57.6% reported having previous 

work experience but not being currently employed, and 14.2% were not currently 

employed with no previous work experience (85.8% of the sample reported current or 

previous work experience). 
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Procedure 

 Data were collected via online survey. Participants were recruited from 

introductory and upper-level psychology classes at a large public university in the 

southwestern United States. Introductory psychology students received course credit for 

their participation and students in upper-level classes did not receive course credit but 

were entered into a drawing for one of two $25 gift cards to amazon.com. The majority of 

the students within introductory psychology classes at the university are in their first or 

second year of study with those in their first year comprising the largest group. 

Recruitment in upper-level classes was to add more second-year students giving a more 

diverse sample in terms of college experience to investigate.  

Students in introductory psychology classes signed up for participation in the 

study through a website that lists available research studies for them to participate in for 

course credit. When students selected the study, they were directed to the online survey. 

Students in upper-level psychology classes were notified about the availability of 

participation in the study through a short presentation in their class approved by the 

instructor. General details of participation were explained and students were provided 

with an email address to contact if they desired to participate. An email was sent in reply 

to students desiring to participate that contained the URL link to the online survey. When 

the online survey was opened, informed consent information was given, at which time 

students were able to choose to participate in the study or not. The students gave their 

informed consent to participate in the study by selecting the option to participate. The 

online survey contained a brief demographics questionnaire, measures of personal growth 
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initiative, career adaptability, work role salience, and perception of growth opportunities. 

No identifying information was collected through the online survey. At the end of the 

survey, introductory psychology students were asked to give their name in order to 

receive their course credit. Upper-level psychology students were also directed to a new 

web page and asked to provide an email address if they wish to be entered into the 

drawing for one of the gift cards. The name or email address given was kept in a separate 

file from the students’ responses to maintain anonymity of survey data.  

Measures 

 Personal growth initiative. The Personal Growth Initiative Scale – II (PGIS-II; 

Robitschek et al., 2012) was used to assess participants’ level of PGI. The PGIS-II is a 

16-item, multidimensional measure of PGI utilizing a 6-point Likert response scale 

ranging from 0 (“Disagree Strongly”) to 5 (“Agree Strongly”). Total scale scores are 

derived by averaging scores on the four subscales, Planfulness, Readiness for Change, 

Using Resources, and Intentional Behaviors, with higher scores indicating higher levels 

of PGI. PGIS-II scores have shown acceptable estimates of internal consistency with 

estimates ranging from .90 to .93 (Robitschek et al.2012) and test-retest reliability over 1-

, 2-, 4-, and 6-week intervals with estimates ranging from .61 to .74 (Ashton, Robitschek, 

Geiger, & Byers, 2010). Evidence for construct validity is shown by significant relations 

as hypothesized between PGIS-II scores and constructs such as assertiveness, internal 

locus of control, and psychological well-being (Ashton et al., 2010). 
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 Career adaptability. Career adaptability was operationalized according to 

Savickas’ (1997) indication that the core processes include planfulness, exploration, and 

decision making. 

 Planfulness. The core process of planfulness was measured with the 20-item 

Career Planning scale of the Career Development Inventory (Super, Thompson, 

Lindeman, Jordaan, & Myers, 1981), which was originally constructed as a 

comprehensive measure of career maturity. The Career Planning scale measures a 

person’s orientation to the future and involvement in career planning activities. 

Individuals respond to the first 11 items according to 5 options that describe the extent to 

which they have thought about and acted on plans for career development activities (e.g., 

“I have not yet given any thought to this.”, “I have made definite plans, and know what to 

do to carry them out.”). The remaining 9 items assess the amount of knowledge about the 

type of job the person might like to be in after college (e.g. “The education or training 

needed to get such a job.”) with responses ranging from “Hardly any knowledge” to “A 

great deal  of knowledge.” In reviewing the properties and findings associated with the 

Career Development Inventory, Savickas and Hartung (1996) reported internal 

consistency estimates for scores on the Career Planning scale from multiple studies 

ranging from .89 to .93, the highest of any of the individual scales of the Career 

Development Inventory, with one study noting the Career Planning subscale as 

particularly reliable for use with individuals. Investigations of the construct validity of 

the Career Development Inventory reveal Career Planning as a stable and consistent 

contributor to an overall attitudinal factor of the measure (Neimeyer, Nevill, Probert, & 



Texas Tech University, Matthew Ashton, December 2013 

 

18 

 

Fukuyama, 1985; Savickas, 1984a; Savickas, 1984b). Additionally, Savickas and Hartung 

(1996) reported a variety of studies in which Career Planning was not connected to 

intelligence; was positively associated with a high degree of integration across vocational 

variables such as job status, salary, and job satisfaction; and shared significant variance 

with indicators of identity achievement, including vocational identity, career-choice 

commitment, and career decidedness. 

  Exploration. Career exploration in this study was operationalized as occupational 

engagement (Krieshok et al., 2009), which was measured by the Occupational 

Engagement Scale – Student (Cox, 2008; Krieshok et al., 2009). Conventional measures 

of career exploration use a limited definition of exploration as simply cognitive 

information gathering. The Occupational Engagement Scale, on the other hand, includes 

the cyclical, problem-oriented process of exploration, including information gathering, as 

well as the continuous process of enrichment that includes experience-oriented actions 

that provide firsthand knowledge of occupational work, thus providing a comprehensive 

measure of exploratory processes. The Occupational Engagement Scale – Student is a 14-

item, single factor scale with response options ranging from 1 (“Not at all like me”) to 5 

(“Very much like me”). Initial scores on the Occupational Engagement Scale – Student 

following its construction demonstrated acceptable internal consistency (α = .85) and 

positive correlations with indicators of college student success including estimated gains 

in general education, personal development, intellectual skills, practical and vocational 

confidence, college GPA, vocational identity, and satisfaction with life (Cox, 2008). 
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 Decision making.  Decision making for the purposes of this study was 

operationalized as career decision making self-efficacy. No measure of career decision 

making was found that comprehensively includes multiple decision making strategies. 

Yet, it was important to incorporate the possible use of multiple processes and strategies 

by which individuals make career decisions according to Phillips’s (1997) explanation of 

adaptive decision making. Taylor and Betz (1983) concluded that self-efficacy 

expectations being founded most significantly on performance accomplishment, it is 

likely that high levels of career decision making self-efficacy are indicative of 

engagement in decision making tasks. Likewise, low levels of career decision making 

self-efficacy show low levels of confidence in one’s ability to complete career decision 

making tasks and likely indicate more avoidance behavior in relation to those tasks. Betz 

and Hackett (1981) also indicated that the strength of self-efficacy expectations is 

expected to directly influence persistence of behavior in the face of disconfirming or 

dissuading experiences. Thus, a greater sense of confidence in one’s career decision 

making capabilities, as indicated by career decision making self-efficacy, is a potentially 

important indicator of engagement in the process of decision making, regardless of the 

specific strategies employed.  

 The Career Decision Self-Efficacy Scale (CDSE; Taylor & Betz, 1983) is a 50-

item scale constructed to measure an individual’s personal belief in his or her capability 

to successfully complete career decision making tasks. Conceptualization of the 

theoretical domain for measurement was determined using Crites’ (1978, as cited in 

Taylor & Betz, 1983) model of career maturity as a guide to determining the qualities of 
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“good” career choices and the associated competencies and processes. This resulted in 

five subscales that corresponded to Crites’ five core competences: accurate self-appraisal, 

gathering occupational information, goal selection, making plans for the future, and 

problem solving. A shorter 25-item form of the instrument was developed for easier 

administration and use in applied settings by eliminating half of the items within each 

subscale (Betz, Klein, & Taylor, 1996). The short form has been found to have similar 

psychometric properties as the original scale with internal consistency estimates for full 

scale scores above .90 (Betz & Klein, 1996). Both the CDSE and short form scales 

originally used a 10-point response continuum that was reduced to 5 response options 

ranging from “No confidence at all” to “Complete confidence” that retained the same 

level of internal consistency in scale scores. Additionally, scores on the CDSE 

consistently show negative correlations with career indecision and positive correlations 

with decidedness. CDSE scores have also shown positive relations with educational and 

career adjustment, career exploration behavior, and academic and social integration (Betz 

& Taylor, 2006). In this study I used the CDSE – Short Form with the 5-point response 

scale as recommended by the authors. 

 Work role salience. The Salience Inventory (SI; Super & Nevill, 1985) is a 

measure derived from the results of the Work Importance Study that began in 1978 and 

was directed by Super. Data from a number of countries including the United States were 

brought together to inform the construction of the SI as a measure of the importance and 

participation in five life roles by individuals: study, work, community service, home and 

family, and leisure activities. Three measures of each life role are available: Participation, 



Texas Tech University, Matthew Ashton, December 2013 

 

21 

 

Commitment, and Value Expectations, resulting in 15 separate scales. Of these, only the 

Commitment to Work scale will be utilized in this study. This scale has 10 items with 

responses recorded on a 4-point Likert-type scale from 1 (“Never or Rarely”) to 4 

(“Almost Always or Always”). Higher scores indicate greater commitment to work, a 

strong attitudinal component and most manifest measure of work role salience (Nevill & 

Super, 1988). In their review of the SI, Nevill and Calvert (1996) reported adequate test-

retest reliability, as well as internal consistency estimates exceeding .80 for scores on 

each of the measures of the SI. The measure of commitment to work, along with other SI 

scales, has been shown in multiple studies to be a more powerful predictor of career 

maturity than either gender or SES (Nevill & Calvert, 1996), with commitment to work 

having significant predictive power in association with career planning and career 

exploration (Niles & Goodnough, 1996). Gender differences have frequently been 

observed in Commitment to Work, as well as Commitment to Home and Family, with 

undergraduate women scoring higher than men on both scales. Niles and Goodnough 

(1996) concluded that higher levels of Commitment to Work in college women is 

indicative of an acknowledgement of the traditional division of labor in which women do 

not take part in the work role as frequently as men and thus a commitment to the work 

role is necessary to realize personal career goals. 

  Perception of growth opportunities. The measurement of one’s perception of 

opportunities for growth in a given domain such as career development extends an aspect 

of PGI theory that has not previously been tested empirically. Thus, the construction of 

an instrument to measure perception of growth opportunities was necessary. An 
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instrument was constructed to investigate perception of growth opportunities as well as 

the salience of growth and likelihood of growth in nine areas of life: career/work, 

romantic relationships, family, friendships, religion/spirituality, physical health, mental 

health, citizenship/community, and leisure. Construction of all scales and life area 

definitions followed a similar process although only description of the perception of 

growth opportunities in the career/work area of life is pertinent to describe as part of this 

study.  

First, the career /work area of life was defined according to Super’s (1980) broad 

description of career and reads as follows: 

Your career includes your involvement in any of the following or other related 

types of work: your occupation, work that you are employed to do, work that you 

do for yourself on a regular basis, work in your home such as caregiving or 

nurturing, schoolwork in college or a trade school, or any type of productive 

activity. 

 

It was desirable that a broad definition of career be used to include all types of productive 

work in which an individual could engage. For the purposes of this study, the phrase 

“work in your home such as caregiving or nurturing” will be omitted as the phrase was 

deemed to more closely coincide with the family area of life and seemed outside of the 

definition of career utilized by other instruments (e.g. Salience Inventory). The phrases 

“schoolwork in college or trade school” and “any type of productive activity” refer to 

activities beyond traditional definitions of career used in other instruments but were 

retained because the target sample was college students who likely spend a large amount 

of time on schoolwork and other activities that are in preparation for future employment. 

These phrases were retained to insure applicability to the participants sampled. Second, 
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four individual items describing the perception of a given life area as an opportunity to 

grow and improve oneself were written, discussed, and edited between two separate 

individuals familiar with PGI theory and research. This process resulted in dropping one 

of the items due to redundancy with other items and the rewording of the remaining three 

items for clarity. A 10-point response scale was used to maximize possible variance in 

responses. The items were then administered along with the other scales for the 

career/work and family areas of life to 82 undergraduate students in introductory 

psychology classes. Of these, 20 of the students’ data were omitted due to incomplete 

responses or declining to respond to the questions regarding the career/work area of life, 

resulting in a final sample of 62 (33 women, 29 men). Estimated internal consistency for 

scores on the three Perception of Growth Opportunities - Career items was .79. 

Additionally, correlations between Perception of Growth Opportunities - Career scores 

and PGIS-II scores were .21 (p = .109) overall, .26 (p = .147) for women, and .14 (p = 

.477) for men. The nonsignificance of these correlations appeared to be primarily due to 

the low degree of power in the analysis. The differences observed across men and women 

also coincided with the observed differences in work role salience across gender. Given 

the acceptable estimate of internal consistency and satisfactory relation overall with PGI 

it seems that the Perception of Growth Opportunities - Career scale gives an adequate 

measure of the proposed relationships in this study. 

 The measures were administered in the following order: First, the PGIS-II and 

Commitment to Work scale were presented in random order followed by the Perception 

of Growth Opportunities – Career scale. This was followed by random administration of 
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the measures of career adaptability (Career Planning, Occupational Engagement Scale – 

Student, Career Decision Self-Efficacy Scale – Short Form) and finally the demographic 

questionnaire. This order reflected the model’s propositions of PGI as a predictor and 

work role salience as a moderator in the development of career adaptability, perception of 

growth opportunities as the mediator between the predictor and dependent variables, and 

the process dimensions of career adaptability measured last as the dependent variables in 

the model.  

It is important to recognize that the use of subscales independent of the full 

measures with which they were constructed may impact the validity of the psychometric 

properties reported since in most cases the subscales were administered as part of the full 

scales in past research. 
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CHAPTER III 
Results 

Missing Data 

Missing responses to survey items for the 795 participants included in analyses 

totaled .3% of all item responses, ranging by subscale from 0% for Perception of Growth 

Opportunities to .5% for the Career Decision Self-efficacy Scale (see Table 1). A dummy 

coded variable (missingness) was created designating which cases contained missing 

values and which cases were complete. Regression models were tested with missingness 

predicting scale scores for all variables, per recommendations by Schlomer, Bauman, and 

Card (2010). All analyses were non-significant except missingness significantly predicted 

work role salience, F(1, 797) = 4.36, p = .037. Schlomer et al. (2010) explained that even 

with a significant relationship with missingness, missing data are not necessarily 

problematic and can be assumed to be missing at random if no further evidence suggests 

otherwise. Further visual inspection of the data, including the percentages of data missing 

per variable and participant, suggested missing data were missing at random. 

Missing data points were imputed using multiple imputation methods (see 

Schlomer et al., 2010). Multiple imputations were used because the procedures allow for 

the inclusion of all variables available for the calculations and provide a maximal amount 

of variance estimated for missing data points. Five separate datasets were calculated 

using Amelia II software (Honaker, King, & Blackwell, 2009) with estimates for missing 

data points averaged across the datasets. These average estimates of missing data points 

were used in the calculations of scale scores for analysis. 
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Data Analysis 

 Data obtained from the online survey were analyzed using the recommendations 

and statistical methods outlined by Preacher, Rucker, and Hayes (2007). Adapting the 

conceptual model presented earlier and using conventional mediation nomenclature (see 

Baron & Kenny, 1986), Figure 2 outlines the relational pathways tested: the direct effect 

of PGI on the dimensions of career adaptability (path c), the direct effect of PGI on 

perception of growth opportunities (path a), the unconditional mediation effect (path b1), 

and what Preacher et al. (2007) call a conditional indirect effect (path b2) that represents a 

“mediation effect that varies in strength conditional on the value of at least one moderator 

variable” (p. 195). These paths were tested with separate models for men and women in 

IBM SPSS Statistics 19 using Preacher et al.’s (2007) modmed macro. This analysis 

follows a multiple regression approach that identifies the significance of regression 

coefficients for each of the paths depicted in Figure 2. The significance of moderation 

effects was confirmed by a recommended bootstrapping method that was used to generate 

confidence intervals around the estimates of the conditional indirect effects (path b2). 

Preacher et al.’s (2007) macro provides tests of simple slopes for all moderating effects to 

identify the nature of the significant interaction at the mean of the moderator and 1 SD 

above and below the mean. Further, multiple values of work role salience were used to 

calculate additional values and significance levels of the conditional indirect effect (path 

b2) beyond what was produced by the test of simple slopes. This series of calculations 

provides an estimate of the Johnson-Neyman region of significance which specifies the 

value of the moderating variable above which the mediating slope (path b2) predicting the  
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Figure 2. Model of moderated mediation measuring the moderating effects of work role 

salience on the mediating relationships of personal growth initiative on perception of 

growth opportunities and perception of growth opportunities on the process dimensions 

of career adaptability (planfulness, exploration, and decision making).  

 

dependent variable is significantly different from zero (see Preacher et al., 2007). These 

analytic methods were used in separate analyses for each of the dimensions of career 

adaptability (planfulness, exploration, and decision making) for men and women. 

Preacher et al. (2007) state clearly that the investigation of the significance of a 

conditional indirect effect (path b2) is not dependent on the significance of an 

unconditional indirect effect (path b1) and therefore all moderating effects were tested 

within each model regardless of the significance of the relationship of perception of 

growth opportunities with each dimension of career adaptability. 

 To investigate gender differences in observed effects, hierarchical regression 

analyses were conducted using the interaction of gender and significant predictors 

identified in the moderated mediation analyses (K. Preacher, personal communication, 

April 10, 2012). Significant interactions involving gender as a moderator give evidence 



Texas Tech University, Matthew Ashton, December 2013 

 

28 

 

of a significant difference in the relationship across gender. These analyses were carried 

out for all direct effects and moderation effects specified in the hypotheses with separate 

analyses for each dimension of career adaptability.   

Preliminary Analyses 

Descriptive statistics and correlations for the scale scores separated by gender are 

shown in Table 1. I performed a one-way multivariate analysis of variance (MANOVA) 

to observe possible mean differences in scale scores between men and women. Given the 

evidence for gender differences when investigating career variables (e.g. Niles & 

Goodnough, 1996), it was important to ascertain any possible differences in group means. 

The overall main effect of gender was significant, F(6, 788) = 6.58, p <.001. All scale 

scores showed significant differences between women and men except CDSE scores, 

with women scoring consistently higher than men on each measure. Partial η
2
 estimates 

ranged from .01 to .05 indicating the differences were small. Additionally, scale scores 

showed adequate reliability with alpha coefficients ranging from .77 to .94.  

Regression Analyses 

 The results of the regression analyses (see Table 2) indicated the presence of 

direct relationships between PGI and all three dimensions of career adaptability (path c) 

for both men and women as predicted. Unconditional indirect effects through the 

mediator (path b1), perception of growth opportunities, were not significant indicating a 

lack of unmoderated mediation. In contrast, conditional indirect effects (path b2) were 

significant for men when predicting planfulness and exploration, and for women when 

predicting exploration. Consequently, moderated mediation was found to be present in  
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Table 1 

Descriptive Statistics and Correlations for Scale Items and Scores for Men and Women
 

  Men
a 

  Women
b 

              

 M         SD α  M     SD α  PGIS WRS PGO CP OES CDSE 

PGIS-II*     3.56     .87 .94      3.69     .75 .93  -- .51 .39 .48 .42 .41 

WRS***   33.76 5.15 .88    35.59 3.87 .82  .37 -- .45 .52 .31 .43 

PGO**   24.55  3.60 .77    25.23  3.54 .81  .28 .41 -- .37 .27 .32 

CP*** 102.14 17.56 .90  106.50 18.43 .91  .43 .47 .29 -- .44 .62 

OES***   47.53 9.81 .88    50.01 10.58 .91  .49 .37 .30 .52 -- .59 

CDSE     3.75 .57 .93      3.83 .59 .94  .41 .47 .32 .69 .59 -- 

               

% Imputed                 .2% .4% 0% .3% .3% .5% 

 Note: PGIS-II = Personal Growth Initiative Scale – II; WRS = Work Role Salience, measured by the Commitment to Work Scale of 

the Salience Inventory; PGO = Perception of Growth Opportunities – Career; CP = Career Planning Scale of the Career Development 

Inventory; OES = Occupational Engagement Scale – Student; CDSE = Career Decision Self-efficacy Scale – Short Form. Correlations 

for women are listed below the diagonal.  

Gender differences in mean scores: * p < .05, ** p < .01, *** p < .001. 

All correlations are significant at p < .001 level. 

a N = 325. 

b N = 470. 
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Table 2 

Regression Coefficients and Standard Errors for Moderated Mediation Models Separated by Gender 

      Men   Women 

Model Path  B SE B  

J-N 

Lower 

Bound 

95% 

Confidence 

Interval   B 

SE 

B  

J-N 

Lower 

Bound 

95% 

Confidence 

Interval 

Planfulness             

 c  4.69** 1.15        6.36** 1.04      

 a  1.63**   .21        1.32**   .21    

 b1  -2.27             1.31      -1.99      1.55      

 b2     .09*   .04  32.78 (.058, 1.906)       .07    .04  33.75 (.260, 1.483) 

Exploration             

 c  3.64**   .67        5.46**   .60    

 a  1.63**   .21        1.32**   .21    

 b1  -1.34       .76      -1.63       .89    

 b2   .05*   .02  34.09 (.064, 1.067)    .06*   .03  33.84 (.123, .765) 

Decision 

Making             

 c      .17**   .04         .22**   .03    

 a    1.63**   .21       1.32**   .21    

 b1     -.02      .04        -.06          .05    

  b2       .00     .00   31.67 (.004, .076)       .00     .00   36.25 (.009, .051) 

Note: J-N Lower Bound = The lower bound of the Johnson-Neyman region of significance, or value of the moderating variable (work 

role salience) above which the slope of the conditional indirect effect significantly predicts the criterion (see Preacher et al., 2007). 

The 95% Confidence Interval was estimated through bootstrapping involving iterations of 5000 samples. 

* p < .05. 

** p < .001. 
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three of the six models tested. Hypothesis 1 proposed significant positive relationships 

for both PGI and work role salience with dimensions of career adaptability. PGI was 

found to positively predict all three dimensions of career adaptability (path c) while work 

role salience did not significantly predict any of them. This indicates that work role 

salience has no direct effect on career adaptability but instead is involved in more indirect 

and conditional relationships. PGI, on the other hand, maintains a significant direct 

relationship with career adaptability as predicted for both women and men.  

 Similarly, as predicted in Hypothesis 2, there were significant, positive 

relationships between PGI and perception of growth opportunities (path a) in both men 

and women. This confirms the theoretical notion that individuals higher in PGI will tend 

to perceive more opportunities for growth in life domains, and this effect is consistent for 

both men and women. 

 Contrary to the prediction of Hypothesis 3, no unconditional indirect effects of 

PGI via perception of growth opportunities were significant. Therefore, perceiving 

growth opportunities in one’s career does not mediate the relationship between PGI and 

dimensions of career adaptability in an unconditional manner. By itself, the perception of 

growth opportunities does not add explanatory power to understanding the relationship 

between PGI and dimensions of career adaptability. 

 The predictions of Hypothesis 4 proposed the mediating role of perceiving growth 

opportunities in predicting career adaptability would be moderated by work role salience. 

Moderated mediation effects were significant for men in predicting planfulness and 

exploration, and for women in predicting exploration. Tests of simple slopes calculated as 

part of the regression analyses (see Table 3) show perception of growth opportunities 
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Table 3. 

Point Estimates and Statistics for Tests of Simple Slopes for Significant Moderated 

Mediation Effects 

Model 

Work 

Role 

Salience 

Cond. 

Ind. 

Effect 

(b2) SE Z p 

Men      

 Planfulness -1 SD   .31 .52   .60 .547 

  M 1.03 .46 2.22 .026 

  +1 SD 1.75 .63 2.79 .005 

       

 Exploration -1 SD   .09 .3   .30 .761 

  M   .50 .27 1.88 .060 

  +1 SD   .91 .36 2.53 .011 

Women      

 Exploration -1 SD   .21 .21   .99 .322 

  M   .50 .19 2.62 .009 

    +1 SD   .79 .25 3.08 .002 

Note: Cond. Ind. Effect = Conditional indirect effect (slope of the moderated mediation 

of dependent variable). SE = Standard error of the conditional indirect effect estimate. 

 

does mediate the relationship of PGI predicting planfulness and exploration for men, and 

PGI predicting exploration for women, but only when higher levels of work role salience 

are present. These significant effects of moderated mediation all show a similar trend (see 

Figure 3). That trend is as predicted in Hypothesis 4, showing an increased relationship 

between perception of growth opportunities and some dimensions of career adaptability 

for higher levels of work role salience. In contrast, for lower levels of work role salience, 

perception of growth opportunities does not significantly predict dimensions of career 

adaptability. Thus, the significance of the mediational power of perceiving growth 

opportunities is conditional and is only related to some aspects of career adaptability and 

only when men and women place a higher degree of importance on the worker role. 
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(a) Moderated mediation significantly predicting planfulness for men. 

 

 
(b) Moderated mediation significantly predicting exploration for men. 

 

Figure 3. Graph of the interactions between perception of growth opportunities (PGO) 

and work role salience (WRS) predicting dimensions of career adaptability (planfulness, 

exploration). 
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(c) Moderated mediation significantly predicting exploration for women. 

 

Figure 3 (Continued). Graph of the interactions between perception of growth 

opportunities (PGO) and work role salience (WRS) predicting dimensions of career 

adaptability (planfulness, exploration).  

 

 

 Included in Table 2 are the lower bounds of the Johnson-Neyman region of 

significance and a 95% confidence interval estimating the conditional indirect effect 

(path b2) at the value of the lower bound using a bootstrapping method (see Preacher et 

al., 2007). In each case the estimated confidence interval confirms the significance of this 

point by not containing zero within its limits. The region of significance can exist and is 

calculated even if the overall moderating effect is not significant. Half of the examined 

models had non-significant regression coefficients for the interaction term, which 

suggested the moderated mediation effect of perception of growth opportunities in one’s 

career is consistent across all levels of work role salience. The range of significance 
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extends from the lower bound to the maximum value of the scale (40) and shows the 

range of values of work role salience within which the slope of perception of growth 

opportunities does significantly differ from zero (K. Preacher, personal communication, 

April 10, 2012). In the case of the moderating effect predicting planfulness for women, 

the effect is approaching significance (p = .091) and with greater power of estimation 

might show a significant effect. In predicting decision making for both men and women, 

the effect is so small as to be negligible in the overall model, although the same trend is 

followed as in the other significant moderation effects. 

Gender Differences 

 To investigate possible gender differences in the relationships observed, 

additional regression analyses were conducted with gender as a moderator of the direct 

effects of PGI and the mediation effects of perception of growth opportunities moderated 

by work role salience (K. Preacher, personal communication, April 10, 2012). Separate 

regression analyses were conducted for each of the dimensions of career adaptability. 

First, a hierarchical regression was analyzed with PGI and gender as predictors with the 

interaction of PGI and gender added in a second step (see Table 4). PGI was a significant 

predictor for all three dimensions of career adaptability. As expected from the 

comparison of scale means previously, gender was a significant predictor for planfulness 

and exploration, not for decision making. Additionally, the interaction between PGI and 

gender was significant when predicting exploration, and not when predicting planfulness 

or decision making. Interestingly, with the presence of the significant interaction, PGI no 

longer had a significant main effect, and although gender still had a significant main  
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Table 4 

Summary of Hierarchical Regression Analyses of the Effect of Gender on the Prediction 

of Career Adaptability by PGI 

Model   B SE B β F df R2 change 

Planfulness       

 Step 1    86.28*** 2, 792 .179*** 

  PGI  9.23   .73     .41***    

  Gender  3.13 1.20   .09**    

 Step 2    58.13*** 3, 791  .002 

  PGI  6.35 2.34   .28**    

  Gender -3.76 5.43    -.10    

  Interaction  1.90 1.46     .24    

Exploration       

 Step 1    109.20*** 2, 792 .216*** 

  PGI  5.81   .41 14.29***    

  Gender  1.72   .66  2.59**    

 Step 2    75.80*** 3, 791 .007** 

  PGI  2.50 1.29    1.93    

  Gender -6.19 3.01   -2.06*    

  Interaction  2.18   .81   2.70**    

Decision Making       

 Step 1    100.89*** 2, 792 .203*** 

  PGI    .33   .02 

     

.45***    

  Gender    .04   .04 .03    

 Step 2    67.34*** 3, 791 .000 

  PGI    .28   .07 

     

.39***    

  Gender   -.07   .17     -.06    

    Interaction    .03   .05 .11       

Note: PGI = personal growth initiative; Interaction = PGI x Gender. 

* p < .05; ** p < .01; *** p < .001 
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effect, the direction of the regression coefficient reversed, suggesting the presence of 

suppression. The evident strength of the interaction effect was confirmed through the 

semipartial correlation for the interaction (.084), which was greater than that of either 

PGI (.061) or gender (.065) on step 2. A graphical illustration of this interaction is shown 

in Figure 4 and indicates that the relationship of PGI predicting exploration is 

significantly stronger for women than men when PGI levels are high. Therefore with 

higher PGI, both women and men will tend to engage in more exploration, but this effect 

is enhanced for women above what it is for men. In contrast, this same strengthening of 

the relationship is not significant for planfulness or decision making. 

Second, the direct relationship of PGI predicting perceptions of growth 

opportunities was analyzed using similar hierarchical regression analyses containing the 

 

Figure 4. Graph of the interaction between PGI and gender predicting exploration. 
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interaction of gender. No significant interactions were found, indicating that the effects of 

PGI on perceiving growth opportunities are consistent for both men and women. 

Third, hierarchical regression analyses were conducted containing perception of growth 

opportunities, work role salience, and gender as predictors, with the three-way interaction 

of all predictors subsequently added to the model (K. Preacher, personal communication, 

April 10, 2012).  Results showed significant three-way interactions in models predicting 

planfulness and exploration, and not when predicting decision making (see Table 5). 

There were significant main effects of perception of growth opportunities and work role 

salience, indicative of the significant correlations between the variables seen previously. 

The main effect of gender was not significant initially, but was significant when the 

three-way interaction was included in the models predicting planfulness and exploration. 

Similar trends are seen in these significant interactions as seen in the interaction of PGI 

and gender with steeper slopes for women than men in predicting planfulness and 

exploration (see Figure 5). This gives evidence that the significant moderated mediation 

effect is enhanced for women above that of men. More specifically, as perception of 

growth opportunities is increased, both men and women engage in more planful and 

exploratory behavior. For those higher in work role salience there is an increased amount 

of planfulness and exploration than for those lower in work role salience. Finally, these 

significant relationships are stronger for women, showing a greater increase in 

planfulness and exploration than that for men. In the model predicting planfulness, the 

semipartial correlation for work role salience was the highest (.141) with lower estimates 

for the three-way interaction (.089), gender (-.080), and perception of growth  
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Table 5 

Summary of Hierarchical Regression Analyses of the Effect of Gender on the Moderated 

Mediation Effects Predicting Career Adaptability 

Model        B       SE B β F df R
2
 change 

Planfulness       

 Step 1    77.97*** 3, 791 .228*** 

  PGO .82 .18   .16***    

  WRS 1.52 .14   .38***    

  Gender 1.03 1.18       .03    

 Step 2    61.06*** 4, 790 .008** 

  PGO    -.06 .35      -.01    

  WRS    1.02 .23       .25***    

  Gender -12.54 4.88      -.34**    

  3-way Interaction .02 .01  .49**    

Exploration       

 Step 1    46.96*** 3, 791 .151*** 

  PGO .51 .11   .18***    

  WRS .61 .08   .27***    

  Gender 1.04 .70       .05    

 Step 2    37.73*** 4, 790 .009** 

  PGO -.03 .21      -.10    

  WRS .30 .13       .13*    

  Gender -7.26 2.91      -.35*    

  3-way Interaction .01 .00  .53**    

Decision Making       

 Step 1    91.71*** 3, 791 .258*** 

  PGO .02 .01   .14***    

  WRS .06 .00   .44***    

  Gender -.04 .04      -.03    

 Step 2    69.43*** 4, 790 .002 

  PGO .01 .01       .06    

  WRS .05 .01   .37***    

  Gender -.26 .15      -.22    

    3-way Interaction .00 .00       .25       

 Note: PGO = Perception of Growth Opportunities; WRS = Work Role Salience; 3-way 

Interaction = PGO x WRS x Gender. 

* p < .05; ** p < .01; *** p < .001 
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opportunities (-.005). In contrast, the three-way interaction showed the highest 

semipartial correlation (.096) in the model predicting exploration, followed by gender (-

.082), work role salience (.072), and perception of growth opportunities (-.004).  
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(a) 3-way interaction predicting planfulness. 

 

 
(b) 3-way interaction predicting exploration. 

 

Figure 5. Graph of the 3-way interactions between perception of growth opportunities, 

work role salience, and gender, predicting planfulness and exploration. 
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CHAPTER IV 
Discussion 

 The purpose of this study was to examine the role of PGI in the development of 

career adaptability by testing a theoretical model of moderated mediation within a sample 

of first and second-year college students. Results of testing this model found that PGI 

was a strong predictor of all three process dimensions of career adaptability. 

Additionally, higher levels of PGI were related to higher levels of perceiving growth 

opportunities in one’s career. This confirmed the theoretical notion that individuals 

higher in PGI will tend to recognize opportunities for growth in various life domains 

(Robitschek, 2001; Robitschek & Cook, 1999). With this relationship observed within the 

domain of career development, it is likely that this relationship can exist in other life 

domains. The overall relevance of the relationship between PGI and perception of growth 

opportunities to career adaptability is also qualified by the value and importance one 

places on working in a career.  

 Moderated mediation effects were relevant for only some of the dimensions of 

career adaptability, specifically planfulness and exploration for men, and exploration for 

women. This signifies, as predicted, that at least a part of the overall relationship PGI has 

with career adaptability is affected by the degree to which individuals perceive 

opportunities for growth in their career when the worker role is important to them. More 

specifically, with a combination of greater perception of one’s career as an opportunity 

for self-improvement and higher value and commitment to the worker role, men early in 

their college career will tend to engage in more planful behavior and early college-age 

men and women will tend to engage in more exploratory behavior than when those 
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qualities are reduced. Additionally, this relationship was enhanced for women and 

associated with greater levels of planful and exploratory behavior than the relationship 

observed for men. The overall model of moderated mediation therefore gives evidence 

for a portion of the complex process of how one’s orientation to and engagement in 

personal growth pertains to the important process dimensions of career adaptability.  

 The results indicate the process of personal growth and change is significantly 

intertwined with the presence of the important characteristics of career adaptability. This 

is perhaps because both allow a person to balance the demands of environmental 

pressures with personal preferences (Goodman, 1994; Robitschek, 1998). Both the 

processes of personal growth and career adaptability are built upon a framework of 

transferrable skill sets that allow for a person to act within and upon personal 

circumstances (Goodman, 1994; Robitschek et al., 2012). Career adaptability is 

composed of the distinct dimensions of planfulness, exploration, and decision making 

(Savickas, 1997). Likewise, PGI is believed to possess four components that explicate the 

process of intentional personal growth (Robitschek et al., 2012): planfulness, readiness 

for change, using resources, and intentional behavior. The overall relationship between 

PGI and career adaptability is likely explained by the application of these component 

skill sets to the dimensions of career adaptability within an individual. Beyond the 

similarity in the naming of the term planfulness, there are important theoretical and 

practical connections that can be drawn between these dimensions and the components of 

PGI. First, Savickas (1997) distinctly referred to planfulness, exploration, and decision 

making as process dimensions. PGI is also a process-oriented construct. That is, it 
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represents active engagement in the continual process of growth and self-enhancement 

with no distinct arrival point. Adaptability is also a continuous process of evolving one’s 

self in a manner that successfully balances personal capabilities and environmental 

conditions. The core process in both respects is change in one’s self toward more optimal 

functioning. Career adaptability, when seen as the collection of capabilities for successful 

functioning in one’s career, is therefore a manifestation of the application of personal 

growth within one’s vocational functioning. 

Looking more specifically at the process dimensions themselves, we see that 

planful behaviors and attitudes are essential components of both personal growth and 

career adaptability. Savickas (1997) described the adaptive role of planfulness as an 

orientation toward the future, meaning an awareness and familiarity with aspects of 

important life roles and the way to direct those roles toward desired outcomes. 

Planfulness in PGI is described as a cognitive skill set containing essential knowledge 

about how to enact specific steps of growth behaviors (Robitschek et al., 2012). As 

measured in this study, the Planfulness subscale of the PGIS-II measured the global 

aspects of planning for general self-enhancement and the Career Planning scale measured 

specific steps and behaviors for planning within a career. The greater the cognitive skill 

set for general personal growth, the more it points someone to potential future behaviors 

that can bring about desired changes in one’s self, including within the role of worker. 

Planful behaviors are therefore an essential aspect of personal growth and adaptive 

functioning in a career. A person’s overall attitude toward personal growth will likely 
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create a mentality of change and self-enhancement within her or his career and provide 

the cognitive skills to plan and produce desired changes.  

Exploration in this study was operationalized according to Krieshok et al.’s 

(2009) definition of occupational engagement as the process of information gathering 

through experiential means. This perspective of adaptive exploration represents an active 

process of seeking out experiences to fund a vocational knowledge base applicable to 

making adaptive career decisions. The intentional activity embodied in this construct is 

comparable to the intentional behaviors associated with PGI. Intentionality is clearly seen 

at the heart of successful exploratory and personal growth processes. Similarly, in 

occupational engagement and PGI is the process of looking outside of one’s self through 

intentional behaviors. Items contained in the measure of occupational engagement used in 

this study, the OES-S, indicate that experiences involving others and sources of 

information outside one’s self are an important aspect of engagement (e.g. “I talk about 

my career choices with family or friends.”). Within PGI, the component of using 

resources indicates a similar process of seeking out assistance from other people and 

resources beyond one’s own current capacity. The adaptive perspective of exploration 

being an active, intentional process of experientially gathering information, often from 

outside sources, is thus an explicit extension of a foundational aspect of the process of 

personal growth. 

Finally, adaptive decision making, used in conjunction with planning and 

exploratory behaviors, incorporates readiness and flexibility in making informed 

judgments and preparedness to act on those judgments (Phillips, 1997). While many 
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processes of decision making may be beyond the consciousness of intentional, rational 

thinking (Krieshok, 1998; Krieshok et al., 2000), the model of adaptability emphasizes 

readiness to act in intentional ways based on informed decisional processes. The 

intentional engagement inherent in personal growth continues to pertain to adaptive 

decision making likely because although the methods of deriving judgments are varied, 

the actions associated with those judgments are often, if not always, intentional and 

performed with the intent to bring about desired outcomes in one’s self or the 

environment. It is important to reiterate that this study operationalized decision making as 

career decision self-efficacy, or confidence in making career decisions (Betz & Hackett, 

1981). Though this did not measure the intentional actions related to decisions made, it 

emphasized a degree of readiness in making career decisions and following through on 

those choices. The positive relationship with PGI assumes that an enhanced degree of 

activity associated with making decisions is likely present. Krieshok et al. (2009) also 

emphasized that adaptive decision making is a direct result of the planning and 

exploration that precede it, and is therefore not an isolated process. The consistent 

relationships of all three dimensions of career adaptability with PGI attest to the 

important foundational role an orientation toward personal growth can play in the 

development of these important skills within college students. 

Cultural Considerations 

 The complexity of the process of developing and honing adaptable skills within 

one’s career functioning should not be overlooked. An important assumption inherent in 

both personal growth and career adaptability processes is that they are personal and 
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adaptable, applied to the specific conditions of individual circumstances. The significant 

moderated mediation effects observed in both men and women turn our attention to the 

role of personal and cultural values. The results confirmed the theoretical idea that those 

with higher PGI will tend to perceive opportunities for growth in their careers 

(Robitschek & Cook, 1999). But this personal process of perception is effectively related 

with career adaptability only in combination with one’s internalized value of the worker 

role. The target sample being first and second-year college students, the vast majority of 

whom are within the age range of emerging adulthood, it is important to remember the 

fluctuating social and economic situations that provide the context for participant 

responses (Mortimer et al., 2002). Arnett (2000) describes the period of emerging 

adulthood as one that generally lacks enduring role commitments and instead tends to 

contain a multitude of exploratory roles and experiences. Motivations for developing 

career adaptability within college students are certainly varied and in flux. Yet, those 

with greater commitment to the worker role appear to also be gaining more of the skills 

for success in that role. Notably, the most prominent moderation effects observed were 

those predicting exploration in both men and women. The cultural milieu among young 

college students would be expected to promote exploration through many different 

experiences, and for those with a greater commitment to the worker role, exploration 

within the career domain is greater. Personal growth has also been found to be applied 

according to cultural motivations (Robitschek, 2003), and therefore the conditional 

indirect effect of PGI on aspects of career adaptability is as predicted. The commitment 

to the worker role has been shown to be subject to cultural norms and influences (Niles & 
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Goodnough, 1996). The direct relationship of PGI appears to hold the greater motivation 

for developing the skills of career adaptability, but a greater internalization of the 

importance of being a worker, which is often culturally transmitted, has a significant 

additive influence on how PGI is related to career adaptability within college students. 

Although no causal link has been established through this finding, a clear association is 

indicated. Further research using longitudinal findings would assist in illuminating this 

effect allowing for tests of the prediction of career adaptability over time. Additionally, 

as college students progress through their educational experiences and prepare directly 

for work-based experiences, different relationships might be observed with high levels of 

PGI as emerging adults become more (or less) committed to the worker role, which can 

be the product of leaving educational contexts and entering the workforce. 

 The effect of moderated mediation being enhanced for women compared to men 

indicates the unique cultural situation of women in the world of work. Despite the ever-

evolving state of gender roles in the workforce (Perrone, Wright, & Jackson, 2009), 

traditional cultural norms regarding gender and work continue to have an effect on the 

values associated with work for both men and women (Damaske, 2011). Robitschek and 

Ashton (2007) highlighted the need to recognize and account for the difference in the 

structure of opportunity when considering the career development of cultural minorities 

within the Life span, Life-space model, including that of women. As mentioned before, 

Nevill and Super (1988) found that college-age women had higher commitment to the 

role of worker than college-age men, but lower expectations for realizing the fulfillment 

of personal values within the worker role. This illustrates the acknowledgement by 
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women of gender inequities consistent with traditional cultural norms within the world of 

work. Situating this finding within the process of intentional personal growth, when 

women see work as an avenue for growth, this perception can be in opposition to 

traditional cultural norms and values. Recall the higher levels of planfulness and 

exploration found in women due to the conditional indirect effect of PGI moderated by 

work role salience. This relationship fits with Niles and Goodnough’s (1996) assessment 

that since women recognize that gender inequities outlined by traditional cultural norms 

exist, a greater commitment to the role of worker is required to realize the fulfillment of 

personal values through that role. Whittaker and Robitschek (2001) speculated that this 

motivation for women to grow and change in unique ways may be the result, in part, of 

sufficient support within the family context of personal growth efforts specifically for 

nontraditional activities. It is therefore understandable that women will have higher levels 

of adaptable skills associated with this increased level of work role salience beyond that 

of men, especially when combined with higher levels of PGI.  

Decision Making in Emerging Adults 

 Contrary to the relationships observed for planfulness and exploration, the 

moderated mediation effects observed in the findings were not significant in predicting 

decision making beyond the direct relationship of PGI for either women or men. Scores 

on the CDSE did not have significant differences across gender, a finding that matches 

previous findings using this scale with a college student sample (Betz & Klein, 1996). 

We similarly see no differences in gender associated with the relationship between PGI 

and decision making. The observed means using the short form of the scale are also 
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comparable to those observed in college student samples (Betz, Hammond, & Multon, 

1996). This is again likely a result of the characteristics of the sample and the distinct 

context of emerging adults as first and second-year college students. Exploration being a 

key activity with no imminent necessity to settle on a definite career path, career 

decisions, particularly those involving lasting changes to life roles, are generally 

postponed (Mortimer et al., 2002). Thus, the moderated mediation relationship involving 

work role salience does not have any significant effect because emerging adults are likely 

not making significant decisions regarding their role as a worker early in their college 

careers. For those higher in PGI, we see an overall increase in the confidence level for 

making career decisions. It is possible that these college students have experienced 

efficacious decision-making experiences in their efforts to grow and change, and are 

generalizing the self-efficacy expectations they have for making decisions in general to 

making career-specific decisions regardless of the level of importance they attribute to 

the worker role. In this way, those more engaged in the process of personal growth show 

a greater level of confidence in making career decisions even though they have not made 

many important decisions in their careers as yet. 

Implications 

The implications of these findings pertain to the process of career development 

for emerging adults in college as well as college personnel that assist in that process. 

With greater awareness and intentionality in improving one’s self we see increased levels 

of the skills of career adaptability, implying that if students are engaged in aspects of 

growing and changing they are likely to be developing useful skills for success. College 
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personnel may assist students by orienting them more toward the process of personal 

growth and emphasizing intentional behavior within the areas of planning, exploring, and 

decision making as a means for success in college and beyond graduation. 

 While in college, career adaptability skills are relevant to success because when 

applied, they keep students active in balancing the demands of academic requirements 

and personal aspirations. PGI, as a contributor to the development of career adaptability, 

has shown beneficial relationships with positive academic functioning such as increased 

GPA (Robitschek & Anderson, 2011). The ability to change one’s self for the better will 

likely allow students to adapt to their specific circumstances within their college careers 

and provides the means for constructing successful experiences and outcomes. 

 If students who are high in PGI are the ones planning, exploring, and making 

career decisions, then this implies that those lower in PGI are doing less of these adaptive 

activities. It is these students about whom college personnel should be concerned and 

attend to the most. The PGIS-II could be incorporated into the assessment practices of 

college counseling and career centers as a means for identifying student engagement in 

personal growth processes and tailoring career counseling interventions accordingly 

(Ashton & Edwards, 2010). If a student has a high level of PGI, then interventions can 

center on identifying growth experiences that further their progress and allow them to use 

career adaptability skills to continue to prepare themselves for a future career. If a student 

has a low level of PGI, then career interventions may be more oriented toward 

understanding the process of personal growth, assisting with planning activities, and 

encouraging specific exploratory behaviors that will build career adaptability skills and 
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give greater confidence in personal efforts specific to the student’s situation. In tailoring 

counseling interventions, it is important to remember the personal commitment to the 

worker role of each student and to assess how this personal value contributes to a 

student’s acquisition of adaptive qualities. Robitschek and Thoen (2011) state explicitly 

that the topic of culture and cultural values should always be incorporated into 

discussions about personal growth processes. This will necessitate discussion of the 

student’s life roles and to situate career planning within the overall process of life 

planning (Savickas, 2000). These same principles can be applied to campus outreach 

activities focused on career development. One possible focus of outreach can be to 

educate college students about personal growth processes and how those principles apply 

to career development. Martinez and Robitschek (2010) developed a workshop-based 

intervention that was found to effectively raise PGI in college students. This workshop 

could be adapted to the specific topic of career adaptability and present practical 

information combined with applied behavioral invitations to students in an effort to 

increase the important skills of career adaptability.      

Limitations and Recommendations 

 Notwithstanding the significant and promising relationships of PGI with the skills 

investigated in this study, PGI should not be construed as a panacea for successful 

development of career adaptability. It is certainly only one of many factors related to the 

development of the important skills of career adaptability. Undoubtedly other personal 

and cultural factors have important influences on how college students acquire and use 

the skills of career adaptability. High levels of PGI may not positively influence career 
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adaptability in all cases. For example, a person with high PGI may focus not on growth 

within the career domain but in some other area of life such as personal relationships. 

With efforts to grow and improve focused on a different important aspect of functioning, 

the specific skills related to successful career management may not increase in the way 

we would expect. Other cultural considerations might influence the specific efforts aimed 

at growth such as religious beliefs or specific parenting practices when a person was 

young. Without causal findings we can only hypothesize the role PGI can play in the 

development of these skills and await future research that gives additional insight into 

how these skills can be fostered.  

 This study contained some important limitations. First, all measures were self-

report, which limits the validity of responses due to possible distortions such as response 

bias or social desirability. Also, the scales used to measure the three dimensions of career 

adaptability were designed separately with purposes not specific to measuring career 

adaptability. Measures more theoretically and empirically validated to specifically and 

directly measure the constructs of career adaptability may contribute to more accurate 

measurement. The scores on the measures of work role salience and perception of growth 

opportunities appeared to show a ceiling effect. This restriction of range may have 

inhibited the presence of some effects by constricting the variance of the observed 

constructs. Mean scores on measures of work role salience, perception of growth 

opportunities, and PGI were relatively high within the overall range of scores perhaps 

showing an overall greater awareness of growth opportunities and commitment to the 

worker role than what may be seen in other populations. The sample, as mentioned 
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before, represented a specific group of college students early in their college careers. 

Contextual and cultural factors affecting other groups of college students and those not in 

college, may contribute to different relationships than those observed in this study.  

 Future research should test this same model of relationships with other groups 

such as older college students or middle aged employed adults to see if the same 

relationships are present at different stages of life. Also, other measures of adaptability 

may be added to observe additional relationships with PGI and other contextual factors 

(see Creed et al., 2009; Hirschi, 2009). An extension of these findings would also be 

illuminating to test this model within a population that is currently experiencing a 

specific career challenge such as academic probation within college students or a forced 

career transition due to unemployment for middle-aged adults. This would allow for an 

observation of actual growth behaviors and the application of career adaptability within a 

specific context to note their efficacy in managing the effects of the challenge.  

Conclusion 

 Personal growth is a continuous process, as is career adaptability, and is pertinent 

to all stages of the life span. Super incorporated career adaptability as an important means 

for successful career development throughout the continuum of the life span (Super et al., 

1996). With college students’ readiness for successful careers called into question (Lent 

& Worthington, 1999), there is a great need for the development of adaptable qualities 

that prepare young people for the inevitable challenges of their future careers as well as 

success in their academic pursuits. Savickas (1997) identified career adaptability as the 

set of skills that will prepare people young and old to deal with career challenges because 
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the skills provide the means for fitting within one’s career situation while also developing 

one’s self to be who she or he wants to be. Emerging adults in college, and likely in other 

contexts, who are more oriented toward personal change and improvement, as indicated 

by higher levels of PGI, are more likely to be engaging in the process of developing the 

adaptable skills for successful career management.  
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APPENDIX A 
Extended Literature Review 

 The period of late adolescence and transition to early adulthood is one that has 

been noted for its unique combination of developmental challenges and opportunities 

(Murphy, Blustein, Bohlig, & Platt, 2010). Arnett (2000) has proposed the classification 

of a new developmental stage of emerging adulthood for young people in their twenties 

transitioning from adolescence to young adulthood. This is due to the central 

characteristics of change and exploration that occur regularly during this time. Emerging 

adults are learning to balance new life roles and make independent decisions while still 

striving to solidify personal identities and goals for the future. It is apparent that this 

process of creating one’s future as an adult is extending well beyond the expected end of 

adolescence and the pursuits expected in young adulthood are being delayed. One 

important aspect of this unique sequence of development is vocational and career 

development. The development of one’s career is assumed to begin early in childhood 

and continue throughout one’s life span (Hartung, Porfelli, & Vondracek, 2008), with 

choices about multiple life roles, such as student, worker, spouse, parent, etc., taking 

place “within structured settings that are subject to historical change. Thus, a key 

consideration in the study of vocational development is the situated nature of decision 

making as youth leave adolescence and enter adulthood” (Mortimer, Zimmer-Gembeck, 

Holmes, & Shanahan, 2002, p. 440). 

 With all the tumult and rapid change that is seen in emerging adults, there is 

concern about the preparedness of young people to face the challenges of work and the 

development of a career (Lent & Worthington, 1999). Indeed, it is evident that some 
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college graduates feel unprepared for the transition from college to occupational work 

that often includes a change in culture, acquisition of new skills, and unmet expectations 

(Holton, 1995; Wendlandt & Rochlen, 2008). The path through this transition has been 

found to be an individualized one that requires change and growth (Fournier & Payne, 

1994). With societal trends prompting postponement of major life decisions and 

increasing variability in how youth combine life roles (Mortimer et al., 2002), it is 

possible that college students are not preparing themselves early enough in their college 

education to one day leave school and immerse themselves in the world of work. Many 

college students find themselves a semester from graduating with little knowledge or 

direction about their future career and only then struggle with exploring and learning 

about career options. Thus, a dilemma exists as to how young people can be motivated to 

develop the qualities early on in their education that will prepare them for successful 

management of their lives, including their career lives. This problem is an important one 

for college personnel to consider, particularly those with direct contact with students such 

as counselors and advisors. A consideration of the context of work in society and 

individual lives is warranted and will be considered within a theoretical background of 

career construction which gives a possible explanation of the qualities needed to manage 

the challenges and transitions that emerging adults experience. 

Work Context 

 The context in which people work is changing. The social situation that surrounds 

the performance of work by individuals is what constitutes a career (Savickas, 2000). 

Savickas (2000) explained that how one goes about finding and engaging in work has 
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been altered from the agrarian traditions that were the mainstays for most societies for 

centuries. Industrialism brought men and women together in urban cities and career paths 

were created that provided a clear course up the organizational ladder. The landscape of 

career has been changed further as our society has become defined much more by 

information. For example, new technologies and management of information have broken 

down many organizational hierarchies and modified the circumstances in which work is 

performed. Some long-standing career paths have been replaced by computer capabilities 

and teams of workers have been downsized to create more efficient processes. As 

Savickas (2000) stated, “Job security is history” (p. 56).  

 This transformation in the context of work shifts the focus in career development 

from life-time employment to life-time employability (Savickas, 2000). There is a need 

for workers to become adaptable in choosing career fields and implementing career 

choices. Duarte (2009) explained that shifting from a focus on employment to 

employability requires an emphasis on the individual finding his or her unique career 

path. The path is blazed by the acquisition of necessary skills and capacities that enable 

the worker to perform necessary tasks and prepare the individual for the next job 

(Savickas, 2000). There are transferable skills that, when developed, contribute to a 

person’s ability to adapt to changes in the work environment and keep one employable 

(Goodman, 1994). Being prepared for change and having the skills necessary to adapt 

increase one’s employability and the development of one’s career (Savickas, 2000). 

Indeed, this quality of adaptability was the most prominent aspect that surfaced in an 

investigation of emerging adults transitioning from college to full-time employment 
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(Murphy et al., 2008). Those that were able to adapt, particularly to unsatisfactory work, 

maintained an optimistic outlook and sustained hope for more satisfying work in the 

future. 

In many respects, careers have become more of a personal construction rather 

than something that is found and held onto. The social context of work comes to bear on 

how individuals construct personal career paths. Super and Knasel (1981) indicated that a 

person must be “engaged in the process of finding a balance between acceptance of the 

pressures that come from the world of work and making his or her own impact upon the 

environment” (p. 199). Much is required of modern workers such that there is a constant 

need to progress in one’s chosen field through innovation and creativity. This kind of 

progress requires individuals to be engaged in the larger process of self-construction in 

order to create the necessary fit within their career (Duarte, 2009). Career roles must be 

viewed alongside other life roles within the person’s charted life course, with emphasis 

given to how these multiple roles interact, including work-family interactions (Savickas, 

2000). An emphasis on the construction of careers requires individuals to take more 

personal responsibility regarding the direction and course of these life roles. It is often 

insufficient to simply match individuals with careers that “fit.” Instead, Savickas (2000) 

suggested that individuals should be seen as managers of their own work and career, from 

which they are able to draw meaning and satisfaction amidst the changing circumstances 

of economies and organizational arrangements. “Career must become more personal and 

self-directed to flourish in the postmodern information age” (Savickas, 2000, p. 59). 
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 The changing context of career creates a unique situation for each individual 

worker including emerging adults, regardless of their educational history. Gone are the 

days of specified and linear career tracks for many people. Instead, individuals must 

engage in the construction of themselves within the world of work. The acquisition of 

transferable skills becomes paramount in order to adapt to work environments and 

prepare oneself for current and future employment. Theoretical explanations of how 

individuals engage in the process of career and life construction are offered by various 

perspectives on career development. Pertinent theories include Donald Super’s Life-span, 

Life-space theory and more recently, Career Construction theory, an updated edition of 

Super’s theory proposed by Mark Savickas. 

Theoretical Overview of Career Construction 

Life Span, Life Space Theory. Donald Super’s approach of a life-span, life-

space perspective on career development gives a longitudinal emphasis on careers as an 

unfolding process (Super, Savickas, & Super, 1996). Career development is seen through 

a broad lens of human development within a life course. Eli Ginzberg also proposed a 

similar theory of occupational choice as a developmental process with different stages 

that progress over time incorporating compromise and multiple decisions that create an 

irreversible outcome (Ginzberg, Ginsburg, Axelrad, & Herma, 1951). Super referred to 

his theory as a “segmental model,” meaning a loosely unified collection of theories 

pertaining to career development (Super, 1990). The three main components of Super’s 

theory are the life span, life space, and self-concept. 
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The life span is comprised of developmental stages through which a person 

progresses. While some theories of career development are built on representations of 

cross-sectional career tasks, Super emphasized longitudinal development that highlights 

the progression of careers throughout the life-cycle (Super et al., 1996). The life stages 

are identified as having particular developmental tasks relevant to a person’s career as 

follows: Growth, a period defined by becoming concerned about one’s future, increasing 

personal control over one’s life, motivating oneself to achieve in school and work, and 

developing competent work habits and attitudes; Exploration, a period focused on the 

crystallization, specification, and implementation of an occupational choice; 

Establishment, a stage involving stabilizing, consolidating, and advancing in an 

occupational position or chosen career field; Maintenance, a phase defined by holding on, 

keeping up, and innovating within one’s occupation or career field; and Disengagement 

(or Decline in earlier iterations of the theory, see Super, 1990), a stage of deceleration, 

and planning and living in retirement from occupational work. In addition, Super 

explicated the presence of transitions that exist between and sometimes within 

developmental stages. These transitions necessarily involve the processes of 

reexploration and reestablishment, bringing about a mini-cycle within the maxi-cycle of 

life stages across the life span. Development within a career progresses as individuals 

master the tasks presented in each of the life stages and manage the transitions 

encountered. 

The role of worker is only one important role among many other roles that 

constitute an individual’s life space. “While making a living people live a life” (Super et 
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al., 1996, p. 128). These roles may be core roles, central to an individual’s identity and 

activity, or peripheral roles that are less often played. The prominence of particular life 

roles is understood as role salience, defined as the attitudinal, cognitive, and behavioral 

aspects of the relative importance of a given life role (Super, 1982).  New roles are taken 

on at various points in time while others are discarded or modified. Each role that an 

individual incorporates into his or her life space competes for time and attention with 

other roles (Super, 1980). Evidence also suggests that roles are often tied together in 

unique ways (Super, 1982). Super maintained that the structure of life roles is subject to 

redesign (Super et al., 1996), and the relative importance of roles, such as the worker 

role, will wax and wane according to the salience with which it is viewed by the 

individual. Understanding the interactions of these multiple roles is essential in 

understanding the overall development and course of a person’s career. The life space 

provides a “comprehensive picture of multiple-role careers” (Super et al., 1996, p. 126). 

 A central component to the life span, life space perspective is self-concept theory. 

Super himself thought that perhaps personal construct theory would have been more 

explanatory as self-concepts incorporate a dual focus on the self as well as situational 

factors (Super, 1990). Super desired to incorporate the personal perception and 

construction of self and environment. He defined self-concepts as a subjective “picture of 

the self in some role, situation, or position, performing some set of functions, or in some 

web of relationships” (Super, 1963, p. 18). Super maintained that individuals have 

multiple self-concepts that include an occupational self-concept. An occupational self-

concept includes the characteristics of self that the person finds relevant to one’s 
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occupation and career. There is personal meaning attached to self-concepts that 

constellates them into a system of self-concepts and life themes and thereby constructs 

the filter through which an individual understands and interprets facts and experiences 

(Super et al., 1996). Thus, the process of career development is, at its core, related to the 

development and implementation of self-concepts. This perspective of self development 

implies a necessary interaction of personal characteristics and environmental demands 

and reinforcements. The more successfully a person manages this interaction, the greater 

satisfaction we would expect in life experiences.  

 Super (1990) stated that the cement that holds these different segments of life 

space, life span, and self concept together is learning theory. This is apparent in the 

interaction between the individual and the environment. The “segments” of theories 

developed by many different theorists and researchers such as personality, values, and 

interests within the person are modified and expressed within the context of 

environmental factors including social values and mores, economy, labor market, and 

family, peer, and community groups. Super noted that through the interaction of this 

multitude of factors a person learns and develops self-concepts that form the basis for 

career and life construction. 

 Super pointed to the contributions of many factors in the development of careers, 

with the construct of career maturity being a prominent factor that is linked to the 

developmental stages and roles of both the life span and life space (Super et al., 1996). 

Super (1990) defined career maturity as “the individual’s readiness to cope with the 

developmental tasks with which he or she is confronted because of his or her biological 
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and social developments and because society’s expectations of people who have reached 

that stage of development” (p. 213). Choosing the term ‘maturity’ naturally linked the 

term with biological growth processes, but Super maintained that although career 

maturity increased as one got older and was therefore associated with chronological age 

and school grade, it is based in psychosocial expectations placed on the person (Super et 

al., 1996). The construct emphasizes how ready a person is to make decisions within the 

framework of the developmental stages. That is, it only suggests readiness to make 

decisions within a specified developmental situation that corresponds with societal 

expectations for the individual. This limited the explanatory power of the construct when 

attempting to apply this concept to complex work contexts (Savickas, 1994). 

Career maturity was specifically researched and expounded upon within the 

framework of the Exploration stage and observed mostly in adolescents and young adults 

(Super et al., 1996). Super and Knasel (1981) explained that adult development differs 

from that of adolescents, particularly when considering that adults are more engaged in 

the world of work and adolescents’ perspectives on careers are for the most part 

anticipatory. It is also apparent that the degree of development and specific work tasks 

that adults face are increasing in variability (Savickas, 1994).  Super therefore saw the 

need to incorporate the more inclusive term career adaptability, in order to emphasize 

additional growth processes beyond just maturational growth. Adaptability implies the 

inherent potential for change that is actively pursued by the person in addition to the 

natural evolution of experience that occurs without intentional effort, as implied by 

maturation. Thus, growth and change in response to environmental demands remain at 
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the core of both maturation and adaptation, but the scope of adaptability includes a much 

wider range of experiencing that applies across the life span.  

 The components of the Life-span, Life-space perspective give a framework for 

understanding career development across the life course. Super emphasizes the intricate 

relationship between multiple life roles and career development. As one constitutes his or 

her life space, the life roles are involved in implementing occupational self concepts. This 

process continues throughout the life stages. The measuring stick of development is 

found in the construct of career maturity. The readiness with which an individual 

confronts developmental tasks is indicative of the way in which he or she is able to 

manage the life roles and sequence of his or her personal life course. Super introduced the 

concept of adaptability when considering how the life course proceeded beyond the 

Exploration stage, but the idea was never fully incorporated into the theory. Instead the 

theory has garnered criticisms regarding the applicability of career maturity and the lack 

of cohesiveness among the segments of the theory. The constructs and developmental 

perspective of Life-span, Life-space theory were subsequently expanded upon by 

Savickas (2002, 2005), who incorporated a greater emphasis on adaptability and personal 

narrative in the construction of careers throughout the life span. 

Career Construction Theory. Career Construction theory (Savickas, 2002; 

2005) represents an extension of Super’s vocational development theory that forms a 

more fitting framework to understand adaptive career functioning and growth within the 

process of life construction. In updating Super’s theory, Savickas adhered to a 

constructivist epistemology in which the construction of personal representations of 
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reality is seen as an integral element in individual functioning. Savickas stated that the 

theory does not presume that we construct reality itself but that personal constructions 

form the basis for individual perspectives on reality. Through this epistemological lens, 

development of career is presented within a contextualist worldview that focuses on 

adaptation to one’s context rather than on organismic maturation. This emphasis on 

adaptation leads to significant contributions to understanding how individuals construct 

careers in light of the changing context of work. 

 Savickas (2002) emphasized that career development is a product of how an 

individual’s personal processes adapt to the outer social context. Savickas retained 

Super’s (1990) centrality of the self concept as the overarching, guiding construct within 

the person. It is the implementation of the vocational or occupational self concept that 

drives the construction of career. The life space also continues to be important as it 

represents the collection of social roles embedded in a social context. The personal 

processes, including the formation and implementation of self concepts, within an 

individual are positioned within a social context in which culture and society ascribe 

duties and rewards based on personal characteristics such as sex and race. Thus a pattern 

of core and peripheral roles is established as a way in which the person engages with 

society, including within an occupation. The core roles interact in meaningful ways to 

inform individuals’ responses to the circumstances in which their lives are situated 

including decisions regarding their work role. An understanding of the arrangement of 

relevant social roles is imperative to understanding an individual’s engagement within his 

or her respective social context. Additionally, the importance of and commitment to a life 
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role such as that of worker would serve to guide a person’s actions and attention to 

developing within that role. Yet, within the person is a system of self concepts that also 

serves to guide involvement in the social roles. Savickas (2002) stated that “a career can 

be viewed as the life course of a person encountering a series of social expectations and 

attempting to handle them in such a way as to attune her or his inner world to the outer 

world” (p. 165). The life course is thus a series of dynamic interactions between the 

person and his or her external environment, a continual process of adaptation and growth 

in response to inner perceptions of self amidst outer expectations and norms. 

 Savickas (2002) also retained the model of developmental stages that 

characterizes the progression of career development across the life span. While keeping 

the same basic array of stages, Savickas elaborated specifically on the significance of the 

Growth stage and a replacement of the Maintenance stage with the Management stage. 

First, Savickas called attention to the importance of the Growth stage as a time when 

children and adolescents develop the foundational bases of attitudes, beliefs, and 

competencies – “the ABCs of career construction” (p. 157). These attitudes, beliefs, and 

competencies are conceptualized into the following four syndromes that represent the 

antecedents of an inner store of coping resources and readiness to respond to career 

development tasks: 

 

 

1. Become concerned about one’s future as a worker. 

2. Increase personal control over one’s vocational activities. 

3. Form conceptions about how to make educational and vocational choices. 

4. Acquire the confidence to make and implement these career choices. (p. 168) 
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Career concern is rooted in dependence on parents and a feeling of security in light of 

future events. The ability to plan and conceptualize occupational aspirations in a realistic 

fashion is based on the development of career concern. Career control emphasizes the 

independence of oneself from others leading to the development of autonomy and an 

active use of personal agency, particularly regarding career decisions. Career conception 

is tied to the exercise of interpersonal initiative and inner purpose in exploring and 

developing a picture of how life should be led. Finally, career confidence represents the 

anticipation of success in facing the challenges and obstacles in constructing one’s career 

and life course. Following the Growth stage, the formulation and crystallization of 

vocational self-concepts lead to the making and following through on career decisions in 

the Exploration and Establishment stages. Although the tasks of holding, updating, and 

innovating within one’s career remain at the core of what Super called the Maintenance 

stage, Savickas restructured this portion of the model replacing Maintenance with 

Management. In doing so, he highlighted the need for resilience in the face of uncertain 

occupational circumstances and at times the necessity of starting over in one’s career. 

The presence of such transitions appears to be ever more common in the development of 

careers and thus workers must manage these transitions by reexploring and reestablishing 

themselves as needed to continue to progress and maintain the continuity and 

meaningfulness in their career (Fouad & Bynner, 2008). Following this stage of 

maintenance and management is the stage of Disengagement, characterized by 

reorienting one’s vocational self-concept while decelerating in occupational work and 

planning and living in retirement. 
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 Savickas (2002) underscores the organization of one’s career as a personal 

narrative that is constructed through adaptation within the storyline of developmental 

stages. He stated:  

Super’s account is not the account; it is an account of vocational development 

tasks for one culture and one historical era…. Other accounts are being narrated 

today as the global economy, information technology, and social justice challenge 

dominant narratives and rewrite the social organization of work and the meaning 

of career…. These new stories, rather than focusing on progress through an 

orderly sequence of predictable tasks, will increasingly focus on adaptability for 

transitions, especially coping with changes that are unexpected and traumatic. (p. 

182) 

 

Thus, despite the progression of stages with prescribed developmental tasks, the construct 

of career adaptability becomes paramount in conceptualizing how individuals go about 

the construction of their careers. While career construction theory retains the construct of 

career maturity, it places more emphasis on career adaptability in order to highlight the 

ability to change in response to circumstantial changes and opportunities (Savickas, 

2002). Within the perspective of career construction theory, adaptation is representative 

of a person’s efforts to better implement self-concepts in changing situations (Savickas, 

1997). Adaptability is therefore necessary because there is a “continual need to respond 

to new circumstances and novel situations, rather than to master a predictable and linear 

continuum of developmental tasks” (Savickas, 1997, p. 254). The narrative of one’s 

career is constructed as a person endeavors to adapt and better fit oneself within the 

situations that arise.  

 Although Super’s Life-span, Life-space perspective established a useful 

developmental model of career and life construction, career construction theory extends 

this framework to better fit the current context of work and career. Career construction 
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theory maintains the central aspects of the life space, life span, and self concepts from 

Super’s theory but also builds on these concepts by tying them together with the need for 

adaptability in managing life’s vicissitudes. This emphasis on adaptability makes career 

construction theory a useful theoretical platform from which to investigate the vocational 

situations of emerging adults. Specifically, the constructs of personal growth and career 

adaptability are pertinent to career and life construction.  

Career Adaptability 

Career adaptability was first proposed by Super and Knasel (1981) when 

considering the career development of adults in relation to adolescents. The concept of 

adaptability was presented in contrast to maturity which implies the growth processes that 

come with age and biological development. On the other hand, Super and Knasel (1981) 

described adaptability as forward-looking, implying proactive behavior that is not tied to 

age or biological processes. Such a construct is “a marked improvement on the biological 

construct of maturation” (Savickas, 1997, p. 253). The improvement in understanding 

career development is shown in the change of focus on the abilities and competencies 

displayed by individuals in constructing careers (Super & Knasel, 1981). Savickas (1997) 

defined career adaptability as “the readiness to cope with the predictable tasks of 

preparing for and participating in the work role and with the unpredictable adjustments 

prompted by changes in work and working conditions” (p. 254). He further explained that 

the concept of adaptation is able to bridge the different segments of theories on 

vocational development: 

The four perspectives on careers bring into focus different aspects of adaptation. 

The individual differences perspective focuses on the objective status of an 
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individual’s adaptive skills and styles for fitting self into situation. The 

phenomenological perspective centers on the subjective goals of adaptation that a 

self constructs and values as she or he subjectively authors a life story and strives 

to become more complete and more fully engaged with the world. The 

developmental perspective highlights the functions and processes of adaptation 

across the life course. And finally, the contextual perspective concentrates on the 

historical and cultural situation, with its attendant barriers and affordances, within 

which the individual must adapt and flourish. (p. 253) 

 

The inherent presence of adaptability within these four perspectives on vocational 

development shows the construct’s applicability to development across the life span and 

not just when considering adults. Emphasizing adaptability in career development across 

the life span emphasizes individuals’ abilities to adapt and thrive when facing the novel, 

non-maturational problems that come when constructing careers. 

 Adaptability is necessary when considering a balance between the demands of the 

external environment and personal characteristics. Individuals tend to seek a balance 

between what is required of them in the world of work and their personal preferences for 

working and learning (Goodman, 1994). Thus, adaptability represents a need for ongoing 

decision making to adjust to changing circumstances and work conditions (Goodman, 

1994). Savickas (1997) indicated that adaptation includes learning processes in addition 

to decision making. Changes within the person are therefore purposeful and 

representative of the development of personal flexibility with which the person interacts 

with the external world. Adaptability in career development may therefore be manifested 

in the degree to which individuals are able to accept and prepare one’s self for changing 

work and life roles (Goodman, 1994).  

 Career adaptability emphasizes an ongoing process of adaptation rather than 

specified achievements. Goodman (1994) remarked, “Perhaps the term has not caught on 
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because we are uncomfortable with the fact that adaptation is a continuous process; we 

retain the childhood wish of someday being and feeling ‘grown up’” (p. 80). Careers are 

no longer the destination that many hope to arrive at someday, but instead are part of the 

path one constructs in living a life. This process of construction most likely requires 

continuous updating of information and innovation in how that information is applied 

(Goodman, 1994).  

Three core dimensions define career adaptability (Savickas, 1997): planfulness, 

self and environmental exploration, and informed decision making. Others have proposed 

additional aspects of adaptability such as reality orientation (Ebberwein, Krieshok, 

Ulven, & Prosser, 2004), confidence (Hirschi, 2009), and self-regulation (Creed, Fallon, 

& Hood, 2009). Although these constructs are certainly applicable to cultivating 

adaptation, they may be subsumed under the three parsimonious dimensions of 

planfulness, exploration, and decision making. Savickas (1997) labeled these as process 

dimensions, indicating them as the core activities that show how one engages in this 

ongoing process of adjustment. Planfulness signifies a sense of awareness of the future 

leading one to be prepared for future roles and activities. This preparation comes about 

through exploring and gathering information and experience relevant to career and life 

role options. Decision making leads one to use the information gathered and implement 

the plans one makes through taking action and moving forward in one’s life course. Each 

of these dimensions is a continuous process that contributes a unique aspect to a person’s 

overall adaptability and therefore each is significant when considering the construction of 

careers within a life course.  
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Planfulness. Super identified planfulness as the “prime component in career 

choice readiness” (Savickas, 1997, p. 255). It involves both a general orientation toward 

the future and a planful attitude toward preparation for specific career options. Orienting 

oneself for the future will necessitate a look at the various roles one intends to play, 

including the role of worker. Savickas (1997) described orientation as involving 

awareness and familiarity. Individuals must be aware of the life course they aim to 

pursue, as well as a familiarity with the requirements of the various roles included in that 

course. Awareness and familiarity combined with a planful attitude will promote 

preparation and forethought. A lack of planning may result in unpreparedness for the 

demands and requirements of fulfilling one’s personal desires regarding the future. 

“Balancing and sequencing commitments to school, work, family, leisure, worship, and 

the community requires careful planning. In other words, designing a life structure may 

eventually subsume managing a career, like career management has subsumed 

occupational choice” (Savickas, 1997, p. 256). 

 Savickas (1997) asserted that planfulness is an attribute that can be learned. One 

can gain a planful attitude by focusing on the future and envisioning the possibilities that 

are congruent with one’s personal goals and aspirations. This is evident in research on the 

efficacy of interventions and activities that use career planning as an indicator of progress 

in personal career development. Research on the effectiveness of career development 

courses (Johnson, Nichols, Buboltz, & Riedesel, 2002; Reese & Miller, 2006; Thomas & 

McDaniel, 2004;), career development and counseling interventions (Barnes & Herr, 

1998), networking behavior (De Vos, De Clippeleer, & Dewilde, 2009), and school 
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engagement (Kenny, Blustein, Haase, Jackson, & Perry, 2006) give priority to career 

planning as an essential ingredient in successful career oriented activities and outcomes.  

There are multiple activities that increase the planfulness of an individual with 

respect to their career and future life roles. Through increasing planful attitudes and 

future orientation personal adaptability is increased. Krieshok (1998) put career planning 

in perspective when stating that “employment is always a matter of being in the right 

place at the right time. All that career planning efforts do is make it more likely to be in a 

right place at a right time” (p. 46). Individuals with a greater degree of planfulness will 

be more ready for the task of career construction and also more prepared for the 

adjustments that inevitably will be a part of that process. 

Exploration. Closely connected to planfulness is the process of exploration. The 

complexity of the career exploration process was first given an in-depth analysis by 

Super and his associates (Blustein, 1997). A comprehensive definition was given by 

Jordaan (1963):  

Vocational exploratory behavior refers to activities mental or physical, undertaken 

with the more or less conscious purpose or hope of eliciting information about 

oneself or one’s environment, or of verifying or arriving at a basis for a 

conclusion or hypothesis which will aid one in choosing, preparing for, adjusting 

to, or progressing in, an occupation (p. 59). 

 

Career exploration is thus a process focused on the acquisition and use of information 

relevant to one’s career development. Much of the research on career exploration has 

focused on the antecedents of exploratory behavior and how individuals process the 

information they obtain about themselves and the world of work (Blustein, 1992). 
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Two considerations regarding the process of career exploration within the 

perspective of career adaptability have been addressed recently. First, it is imperative to 

consider the multiple life roles composing a person’s life space. Blustein (1997) stated, 

“it is virtually impossible to consider the factors that promote exploration without 

including explicit attention to the broad array of relevant life roles” (p. 265). These life 

roles are situated within a surrounding context that creates the situations in which one 

explores and influences social and psychological functioning within individuals 

(Blustein, 1997). Exploration, being prompted by multiple contextual factors, likely has 

its effects on multiple life domains. Blustein (1997) accounted for the modest effect sizes 

found in career exploration research due to the diffusion of reported effects of exploration 

across various life roles. In similar fashion, perhaps individuals’ career development is 

enhanced by exploratory behavior in other life domains. It may be surmised that the 

process of exploration, whether specific to one’s career or not, allows a person to better 

adapt to the life context in which he or she is situated by contributing to a greater 

understanding of the conditions of that context. Additionally, attention and importance 

given to particular life roles may stimulate exploratory activity in relevant domains that 

brings general growth and enhancement to the person. 

 A second consideration of career exploration is the continuity of its occurrence. 

Jordaan (1963) referred to exploratory behavior as problem-solving behavior and noted 

that most of the situations that stimulate exploration originate in response to a problem 

that the person desires to resolve. To solve the many issues that arise as one progresses in 

his or her career development, knowledge of the factors involved in the situation at hand 
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is crucial. Career adaptability proposes that the process of adaptation is a continuous one, 

which includes the process of exploration. Perhaps it is possible to view career 

development as one continuous problem, to which a person consistently responds with 

exploration aimed at solving the ever-present challenges and difficulties of his or her 

career. On the other hand, adaptability suggests a quality of the person’s approach that 

goes beyond simply continual reactive responses. Although Jordaan and Super viewed 

career exploration as specific to a problem-solving situation, Blustein (1997) proposed 

that an exploratory attitude is an adaptive quality that may contribute to successful 

understanding and navigation of transitions and ongoing complexities in the world of 

work. This orientation to discover the possibilities inherent in one’s career context and 

situation, which provides more continuity to the process of career exploration, appears to 

be the key to exploration’s additive contribution to career adaptability. 

 This attitude of continual exploration was the basis for Krieshok et al.’s (2009) 

proposal of occupational engagement as a process that captures the adaptive nature of 

career exploration. Krieshok et al. (2009) outlined a trilateral model of career decision 

making incorporating both rational and intuitive means of information processing, each 

of which rest on the process of occupational engagement, defined as behavioral activity 

that increases a person’s fund of information and experience related to the larger world. It 

is not limited to the specific situation of an imminent career decision, rather engagement 

is a continual process centered around enhancing a person’s understanding of context and 

one’s own place and direction within that context. Engagement is a means of informing 

vocational decisions as well as judgments relevant to one’s life situation. Engagement is 
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conceived within the model as involving both the processes of what are termed 

exploration and enrichment. Exploration is conceptualized as a limited process of 

information gathering that is focused on informing a particular career decision. 

Enrichment, on the other hand, is a process of information gathering through experiential 

activities that gives evidence to a person about his or her self in the world. Although 

particular subsets of behaviors are not explicated regarding either process, it is the goal of 

each process that sets them apart and thus defines their place within engagement as a 

whole: 

The aim of exploration is a career decision, while the aim of enrichment is 

experientially informed decision making at many and various points in the future. 

There is thus a difference in respect to implementation. Super and Knasel [1981] 

construed exploration as a cyclical behavior. In contrast, enrichment is a relatively 

constant pursuit. (Krieshok et al., 2009, p. 285, italics in original) 

 

Both exploration, as conceptualized in this model, and enrichment contribute to the 

gathering of information that a person can use to progress in making decisions and 

progressing in constructing one’s career. The explication of both processes highlights the 

qualities of engagement as a broader conceptualization of career exploration, one that 

encompasses the specific response to imminent problems and decisions as well as the 

more continuous construction of career and life roles.  

The wider the lens with which we can view the process of career exploration, the 

more it will be viewed as a necessary component to career adaptability. Such a lens 

encompasses the relevant historical, cultural, educational, vocational, relational, and 

psychological factors that influence how individuals engage in the complex process of 

exploration and engagement, and enriches our understanding of adaptive processes within 
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the individual (Blustein, 1997). Adaptation hinges on the ability of a person to navigate 

the transitions and opportunities that are a part of the context in which he or she is 

situated. It is the process of continuous exploration, or occupational engagement, that 

prepares a person to act and make decisions in an adaptive manner.  

Decision Making. The final process dimension of career adaptability is decision 

making, a process which entails action and judgment regarding challenges and 

opportunities in one’s career. Phillips and Jome (2005), in order to decipher what has 

been written on what a “good” career decision is, divided the literature on career decision 

making into two areas of content and process. The content of career decisions, as well as 

many other life decisions, is composed of many alternatives from which to choose, an 

often large assortment of information available on those choices, many aspects to 

consider regarding the choices, and a degree of uncertainty associated with characteristics 

of the decider (e.g. current and future interests) and the nature of future alternatives (Gati, 

Krausz, & Osipow, 1996). The “best” choices are proposed to be that alternative that 

reflects a degree of congruence with the self and personal interest patterns, or, at least the 

alternative that is “close enough” given particular conceptions of sex roles, prestige, and 

interests (Phillips & Jome, 2005). Yet, understanding the nature and content of decisions 

does not seem to contribute to a consensus in understanding the complex process in 

which individuals engage when making decisions. As a component of career adaptability, 

career decision making is significant as a process that enables a person to cope with the 

intricacies of the challenges and opportunities within one’s career.  
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Defining an adaptive decision making process has proved to be difficult. 

Numerous models and prescriptions have been given over the last few decades regarding 

how individuals engage in making decisions regarding their careers and the factors and 

issues that influence this decision making process. Much of the literature on career 

decision making models, beginning with Frank Parson’s 1909 publication of Choosing a 

Vocation, has focused on the rational mechanics of processing information aimed at 

optimizing the decider’s ultimate choice (Hartung & Blustein, 2002). Yet, Phillips (1997) 

noted that those making career decisions tend not to follow the steps of a rational 

decision making process and instead use various strategies that are not as systematic, nor 

are they necessarily aimed at maximizing the potential benefit to the person. 

Additionally, deciders are often not comprehensive in their use of information and 

implementation of preferences. An investigation into the perspectives of college students 

regarding their decision making practices revealed a variety of preferences including the 

valuing of interdependence, personal experiences, intuition, and emotions (Bubany, 

Krieshok, Black, & McKay, 2008). Krieshok (1998) questioned the classical 

prescriptions of rational processing as the adaptive model of decision making stating that 

although much has been learned about career decidedness in individuals there are 

significant gaps in our understanding of actual decision making processes. This lack of 

understanding may have particular relevance to the connection between research and 

applied realms and how career counselors structure career interventions aimed at 

assisting individuals with decision making issues.  
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Researchers and practitioners have often focused on the problems that some 

people experience in their decision making. This is shown in the sizable literature on 

career indecision and its impact on individuals’ career development. Yet, this perspective 

on viewing decision making processes has not achieved consensus in understanding how 

individuals are impacted by their engagement (or lack thereof) in decision making 

(Lewko, 1994). Another perspective has also been applied that focuses on the difficulties 

individuals experience in making decisions (Gati et al., 1996). While this identifies the 

types of struggles encountered in making less than optimal decisions it fails to engender a 

greater understanding of the actual abilities needed to make adaptive decisions and avoid 

these difficulties. Such perspectives on what may lead to struggles in making decisions 

only highlight more of what adaptive decision making is not and add little to our 

understanding of what mechanisms are actually involved in deciding. 

Perspectives on adaptive mechanisms that promote optimal decision making are 

needed. This may require a shift in the basic assumptions about what constitutes adaptive 

career decision making processes. Such a redefining of what makes a good decision will 

lead scientific inquiry to consider how people make decisions that are “good enough” and 

that allow for adaptation to the contextual nuances of careers to occur (Krieshok et al., 

2009; Phillips & Jome, 2005). It may be that an adaptive approach to decision making is 

having access to a number of useable and useful strategies that promote flexibility and 

allow a person to address particular career tasks in a progressive manner (Phillips, 1997). 

Scientific theories should therefore change the focus from defining decision making 

deficiencies to exploring positive decision making strengths. 
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A small number of theories that emphasize flexibility and other-than-rational 

means of deciding have been proposed in various forms. These theoretical ideas tend to 

incorporate an emphasis on the surrounding elements of context and personal situations 

that are intricately a part of decisions (Hartung & Blustein, 2002). Gelatt (1989), in a 

statement of “changing his mind” about decision making, proposed a framework of 

positive uncertainty. Referring to recent shifts in scientific thought from principles of 

certainty and objective truth, he stated:  

What is appropriate now is a decision and counseling framework that helps clients 

deal with change and ambiguity, accept uncertainty and inconsistency, and utilize 

the nonrational and intuitive side of thinking and choosing. The new strategy 

promotes positive attitudes and paradoxical methods in the presence of increasing 

uncertainty. (p. 252) 

 

He then emphasized the mental processes of arranging and rearranging information, 

imaginative goal discovery, challenging one’s own beliefs, and personal flexibility that 

“involves being capable of responding to change and being capable of creating change” 

(p. 255). The essential skills are those that allow a person to effectively deal with an 

unknowable future while attending to possibilities and contextual affordances of an 

objectively and subjectively understood present that is filled with vast amounts of 

information. The courage and determination to flexibly cope with the uncertain elements 

of both of these frames of reference are what produce the adaptable decision maker. 

 Another theoretical proposition that demonstrates similar characteristics of 

flexibility in decision making is found in social learning theory’s (Krumboltz, 1979) 

addition of planned happenstance (Mitchell, Levin, & Krumboltz, 1999). Open-

mindedness is emphasized as the alternative to indecisiveness. From this point of view, 



Texas Tech University, Matthew Ashton, December 2013 

 

90 

 

exploration is the process that helps to generate chance opportunities, and specific skills 

enable a person to take advantage of these opportunities. The specific skills outlined in 

planned happenstance include curiosity, persistence, flexibility, optimism, and risk-

taking. These skills assist people in recognizing, creating and capitalizing on chance 

occurrences as career opportunities. Again, the characteristics of flexibility and attention 

to circumstantial affordances are what define the adaptive qualities of planned 

happenstance. 

 Most recently, Krieshok et al.’s (2009) trilateral model of career decision making 

highlighted the mechanisms that may be involved in adaptive decision making. The 

simultaneous processes of conscious, rational thinking and unconscious, intuitive 

processing constitute the dual systems of information processing essential to making 

informed decisions. Krieshok and colleagues (2009) underscored the lack of attention to 

intuitive processes stating that too much emphasis on rational decision making simply 

amounts to placing artificial explanations for intuitive sources of knowing. On the other 

hand, acknowledging unconscious processes fosters a greater sense of connectedness 

between rationality and intuition, which they term adaptive rationality. This mode of 

decision making rests on the experiential acquisition of work-related information through 

occupational engagement. As people engage themselves in career-related experiences 

they “fund the bank of information that the individual can draw upon when a time to 

decide is at hand” (Krieshok et al., 2009, p. 284). This perspective on the mechanics of 

information processing shows the continual and multifaceted nature of adaptability in 

decision making. Additionally, it supports the notion of flexibility in relying on multiple 
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strategies of deciding and attention to context by integrating personal experience with 

dual systems of cognitive function that operate to bring about decisions that fit for the 

individual. 

 The key to adaptive decision making is the readiness of the individual to make 

important decisions as those opportunities arise and that the person can effectively cope 

with the processes involved in making decisions. The theories that emphasize other-than-

rational means of deciding also tend to point out the contextual nature of deciding and 

lead to the conclusion that individuals must face the uncertainty of career decisions that is 

inherent in the ambiguity of the vocational world and be prepared to cope with 

subsequent outcomes and additional decisions that will ensue. 

 A notable indicator of this readiness to cope with career decisions is career 

decision making self-efficacy (Hackett & Betz, 1981). Self-efficacy refers to the 

confidence one has in his or her capability to successfully carry out a given behavior or 

task. It is postulated that one’s level of self-efficacy influences approach or avoidance 

behavior relative to the given task (Betz & Hackett, 1981). The greater confidence one 

has in performing the task, the greater the likelihood of engaging in the task behavior. 

Moreover, the greatest source of self-efficacy development is performance 

accomplishment, with successful accomplishment of a task increasing one’s confidence 

to successfully accomplish that same task in the future, and unsuccessful accomplishment 

of the task decreasing the likelihood of engaging in that task again (Hackett & Betz, 

1981; Taylor & Betz, 1983). Thus, when career decision making self-efficacy is high it is 

likely an indication that an individual is not only confident in his or her ability to make 
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“good” career decisions, but is also likely engaging in decision making tasks that further 

fuel the confident attitude toward  the process of decision making. Career decision 

making self efficacy is therefore a useful indicator of engagement in a cycle of decision 

making behaviors that prompt continued decision making. 

Development of Career Adaptability 

 Viewing career adaptability in its proper place in career construction and life 

span, life-space theory, it is important to consider the developmental antecedents of 

career adaptability. Career adaptability becomes necessary as individuals seek to adapt to 

environmental demands and contextual circumstances within the stages of career 

development across the life span. Thus, people are the originators of their own 

development as they respond to the requirements and influences of a situated context 

(Savickas, 2002). This active response begins early in childhood as part of the Growth 

stage of development. Children develop the foundational attitudes, beliefs, and 

competencies for envisioning a future, making career decisions, exploring self and work, 

and shaping life careers through personal experiences (Hartung et al., 2008). Preparation 

for one’s future career and life course is therefore a direct result of early experiences in 

childhood. It is not that the trajectory is set in stone as a result of childhood experiences. 

Rather, children learn the process of adapting and constructing their life through the 

growth experiences that are part of their overall development. “Children must learn to 

imagine, explore, and problem solve in order to construct a viable work future consistent 

with cultural imperatives reflected in family and community contexts” (Hartung et al., 

2008, p. 63). The foundation that is laid by these core competencies prompt the person to 
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explore and seek to establish a vocational self-concept that in time can be crystallized 

into a vocational identity. The adaptability of an individual is brought to bear in the 

formation of a vocational identity as the person envisions the grand narrative of where “I” 

fit in to the world of work, situated in the social context. This story includes present 

perceptions of who I am as well as what I wish to become (Savickas, 2002). This process 

of specifying an occupational choice varies across individuals according to the degree of 

flexibility and motivation applied. Savickas (1997) explains the motivation behind 

adaptation as follows: 

adaptation offers a better and more fundamental answer to the functionalist 

question ‘What do people do?’ – they adapt to their situations. The answer to the 

question ‘Why do they do it?’ remains the same as in current life span, life-space 

theory. They adapt in an effort to better implement their self-concepts in their 

situations. Increased congruence further develops the self toward greater 

wholeness and engagement in the world. Thus, an individual seeks to develop or 

to improve congruence of person-position fit while at the same time becoming 

more like the person that she or he wants to be. (p. 253) 

 

Thus, career adaptability is a manifestation of the general process of self-enhancement 

that can be seen in any significant area of life. This process of personal growth and 

improvement of the self and one’s functioning in the world can be seen as the impetus for 

developing the characteristics of adaptability. The degree to which a person fully engages 

in the process of personal growth may determine the extent to which career adaptability is 

a defining aspect of that person’s construction of career. Presumably, the greater 

commitment and attention to personal growth early on, the more this general process will 

affect the specific development within one’s education and career. 

Personal Growth Initiative 
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 A person’s attitude toward and involvement in the process of personal growth and 

change is contained in the construct of personal growth initiative (PGI; Robitschek, 1998; 

Robitschek et al., 2012). PGI encompasses the cognitive, behavioral, and motivational 

aspects of engaging in the process of change and improvement of the self. It is a general 

inclination toward growth that is applied to life experiences. Those persons with high 

levels of PGI are more likely to seek out opportunities for self enhancement and more 

readily take advantage of apparent opportunities whereas those persons with lower levels 

of PGI may be more content with their current way of being and hesitant to initiate new 

experiences that would prompt personal change. The unique combination of cognitive 

awareness of growth needs and ways to grow along with behavioral actions of 

intentionally seeking out growth opportunities and engaging in growth experiences sets 

PGI apart from other constructs such as achievement and self-efficacy by focusing on the 

process of growing and changing rather than the outcomes (Robitschek, 2001). 

Furthermore, PGI uniquely focuses on intentional actions that bring about self change 

rather than growth that “just happens” unintentionally or out of awareness (Robitschek et 

al., 2009). 

 Research indicates potential roles PGI plays in connection with both internal and 

external growth domains. Such relations are indicative of an active process of 

maintaining and pursuing positive functioning in a variety of circumstances. For instance, 

PGI correlates positively with assertiveness and internal locus of control (Robitschek, 

1998) as well as psychological, social, and emotional well-being, with indications that 

PGI may be an agent in enhancing a person’s overall mental health (Robitschek & Keyes, 
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2009). Such positive outcomes are hypothesized to be the result of at least two possible 

processes: PGI promotes well-being through a greater sense of satisfaction with life and 

more favorable self-acceptance, and it may also act as a buffer, preventing symptoms of 

distress or enhancing recovery from distress, which allow for more positive feelings and 

functioning to occur (Hardin, Weigold, Robitschek, & Nixon, 2007; Robitschek & 

Kashubeck, 1999; Weigold & Robitschek, 2010). In addition, people with higher levels 

of PGI tend to cope with problems, whether internal or external, in a more adaptive, 

problem-focused manner, with less of a tendency to be avoidant (Robitschek & Cook, 

1999; Weigold & Robitschek, 2010). This points to the idea that persons with higher PGI 

will be more active in their problem-solving behaviors and focused on improvement 

rather than being comfortable with stagnation. When dealing with external factors, PGI 

appears to promote confidence in social interactions (Hardin et al., 2007), and positive 

functioning in family contexts (Whittaker & Robitschek, 2001), perhaps stemming from 

the perspective of social contexts and interactions as opportunities to grow, or perhaps 

PGI benefits from the positive feelings of acceptance and support that allow for 

engagement in self-initiated growth. In sum, PGI seems tied to the development and 

improvement of characteristics within personal identity (Shorey, Little, Snyder, Kluck, & 

Robitschek, 2007), as well as the process of how one interfaces that identity with the 

external world.  

 Within the vocational realm, the same general processes of self-enhancement are 

evident. PGI has been associated with greater amounts of both environmental and self 

exploration across multiple samples of college students (Ashton, 2009; Bartley & 
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Robitschek, 2000; Robitschek & Cook, 1999), showing the presence of intentional 

adaptive behavior aimed at developing in a career. Additionally, stress associated with 

exploring and making career decisions has been seen to be less in people with higher PGI 

(Ashton, 2009; Bartley & Robitschek, 2000), perhaps for the same reasons that general 

anxiety is less in people with higher PGI. Yet, if personal growth is indeed a constituent 

factor in the development of career adaptability, of which exploration is a part, higher 

PGI may prompt a greater sense of confidence in the tasks of exploring and deciding 

because of the flexibility and future orientation that has been established. A person may 

also be more comfortable, and therefore less anxious, with career development tasks 

because of greater confidence in his or her vocational identity. Indeed, higher levels of 

PGI have been associated with a more crystallized vocational identity in college students 

(Robitschek & Cook, 1999), which may show a greater sense of dedication to growth 

within one’s career. It may be that those focused on improving themselves within the 

career domain have wrestled more with the questions of “who am I?” and “what do I 

do?” and thereby provided themselves with a clearer sense of direction. This direction 

would supposedly stimulate activity to develop the skills and competencies to thrive in a 

career path and adapt to the demands of occupations within that path. Thus, career 

adaptability may be the result of global growth processes that a person intentionally 

directs in the construction of viable career options. PGI represents a global inclination to 

grow and improve one’s self that may be a significant factor in the development of career 

adaptability because it increases the likelihood that a person will capitalize on the growth 

opportunities available in career development which necessitates the development and 
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application of the essential adaptive qualities of planfulness, exploration, and adaptive 

decision making. 

 The development of career adaptability through the process of personal growth is 

subject to personal and contextual circumstances. It is believed that PGI is applicable 

across cultures with the cultural and social context of the individual influencing the way 

in which PGI is applied and by what means growth is sought (Robitschek et al., 2009). 

PGI will be the most active in bringing about growth in areas of life that are important to 

the person, whether personally or as indicated by social influences. It is therefore 

important to ascertain in what domains a person chooses to grow, or, in other words, in 

what life roles does the person choose to grow and improve. Commitment to improving 

one’s functioning within a life role such as the worker role will serve to direct a person’s 

growth efforts within that domain. Moreover, the person must see a particular life role or 

context as one in which growth is possible and desirable. One explanation for the 

variability seen in the level of engagement in career development activities is that the role 

of worker or student is differentially important to individuals and motivation to improve 

one’s self in either of those roles is high for some and significantly less for others. This 

may be particularly true for young college students that envision graduation and entry 

into the workforce as a distant event.  

As well, one’s career must be seen as a viable means for growth and improvement 

in one’s self. Although the person’s level of PGI would have them inclined to act on 

growth opportunities, this motivation is subject to the personal perceptions of those 

opportunities. One can conceivably see the development of career as important, but if the 
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opportunities for growth are is not perceived in one’s career, that person is less likely to 

put forth the necessary efforts to develop one’s self in that role. Therefore, although one’s 

level of PGI may be high, it will not lead one to grow through the development of career 

adaptability if the person does not perceive the domain of his or her career as an 

opportunity for growth. Likewise, an individual may see a career as a means to grow, but 

as less important than other life roles and therefore focus attention and efforts in other life 

areas. In this case as well, the person’s level of intentional growth manifested in PGI is 

affected by the meaning with which he or she views the role of worker and growth 

options within that role. The means for growth perceived within one’s career may be 

modified by the importance of the role of worker to the individual, such that the more 

important the worker role is the more one will engage in personal growth to develop the 

attitudes and skills of career adaptability. Thus, the perception of growth opportunities 

within one’s career is what brings a person to apply intentional efforts to grow and 

develop the necessary skills of career adaptability but this is also subject to the 

importance of the worker role which may amplify the persons efforts with a high degree 

of importance or decrease one’s efforts if it is unimportant. The development of the 

essential attitudes and skills embodied in the construct of career adaptability may rest on 

a foundation of personal growth and how one perceives growth opportunities within a 

career as well as the relative importance of the role of worker within career. 
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APPENDIX B 
Personal Growth Initiative Scale – II © 

Christine Robitschek, PhD. 

 

A number of statements are listed below. For each statement, please mark how much you 

agree or disagree with that statement. Use the following scale: 

 

0 = Disagree Strongly 

1 = Disagree Somewhat 

2 = Disagree a Little 

3 = Agree a Little 

4 = Agree Somewhat 

5 = Agree Strongly 

 

1. I set realistic goals for what I want to change about myself.  

2. I can tell when I am ready to make specific changes in myself.  

3. I know how to make a realistic plan in order to change myself.  

4. I take every opportunity to grow as it comes up.  

 

5. When I try to change myself, I make a realistic plan for my personal growth.  

6. I ask for help when I try to change myself.  

7. I actively work to improve myself.  

8. I figure out what I need to change about myself.  

 

9. I am constantly trying to grow as a person.  

10. I know how to set realistic goals to make changes in myself.  

11. I know when I need to make a specific change in myself.  

12. I use resources when I try to grow.  

 

13. I know steps I can take to make intentional changes in myself.  

14. I actively seek out help when I try to change myself.  

15. I look for opportunities to grow as a person.  

16. I know when it’s time to change specific things about myself. 

 

 

WARNING. This work is protected by copyright and is intended for free use in research, 

educational, and clinical purposes. Please contact Christine Robitschek prior to any such 

noncommercial use. This work may not be used for commercial purposes. 
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APPENDIX C 
Career Development Inventory – Career Planning 

 

How much thinking and planning have you done in the following areas? For each 

question below choose the answer that best tells what you have done so far. 

 

1. Finding out about educational and occupational possibilities by going to the library, 

sending away for information, or talking to somebody who knows. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

2. Talking about career plans with an adult who knows something about me. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

3. Taking classes that will help me decide what line of work to go into when I leave 

college or university. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

4. Taking courses that will help me later in college, in professional or graduate school, 

in job training, or on the job. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

5. Taking part in college or community activities that will help me in college, graduate 

or professional school, in training, or on the job. 

 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 
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E. I have made definite plans, and know what to do to carry them out. 

6. Taking part in college or community activities (for example, science club, college 

newspaper, volunteer nurse's aide) that will help me decide what kind of work to go 

into when I leave college. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

7. Getting a part-time or summer job that will help me decide what kind of work I might 

go into. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

8. Working out problems that might make it hard for me to get the kind of training or 

the kind of work I would like. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

9. Getting the kind of training, education, or experience I will need to get the kind of 

work I would like. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

10. Getting a job once I have finished my education and training. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 
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11. Doing things that will help me be a good worker, one who is most likely to be sure of 

a job. 

A. I have not yet given any thought to this. 

B. I have given some thought to this, but haven't made any plans yet. 

C. I have some plans, but am still not sure of them. 

D. I have made definite plans, but don't know yet how to carry them out. 

E. I have made definite plans, and know what to do to carry them out. 

 

The next questions concern the kind of work you would like to do when you complete 

your education. Keeping in mind the type of job you think you might like to be in after 

you finish your schooling, choose the one best answer that tells the amount of knowledge 

you already have about these jobs. 

 

12. What people really do on the job.  

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

13. The abilities needed for the occupation.  

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

14. The working conditions on such jobs. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

15. The education or training needed to get such a job. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 
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16. The courses offered that are best for that kind of occupation. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

17. The need for people on that kind of job in the future. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

18. Different ways of getting into that occupation. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

19. The chances of advancing in that kind of kind of job or occupation. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

20. What sort of working day and work week the future might have in that occupation. 

A. Hardly any knowledge. 

B. A little knowledge. 

C. An average amount of knowledge. 

D. A good deal of knowledge. 

E. A great deal of knowledge. 

 

 

 

Copyright © 1981 by Consulting Psychologists Press, Inc. Used by permission through 

www.vocopher.com. 
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APPENDIX D 
Occupational Engagement Scale – Student 

Thomas S. Krieshok, PhD, Michael D. Black, PhD, and Robyn A. McKay, PhD 

 

How well does each statement describe you? Please mark the appropriate number in the 

space to the left of each statement.  

 

1  2  3  4  5 

Not at all        Somewhat        Very much  

Like Me        Like Me        Like Me 

1. I talk about my career choices with family or friends.  

2. I am actively involved in groups or organizations.  

3. I have contact with people working in fields I find interesting.  

4. I gain hands on experience that I might use in the future.  

5. I volunteer in an area that I find interesting.  

6. I attend lectures, exhibits, and community events.  

7. I take part in a variety of activities to see where my interests lie.  

8. I ask people in social settings about what they do for a living or 

   what they are interested in doing.  

 

9. I visit places I’m interested in working at so I can learn more about them. 

10. I attend presentations or talks related to a career I might find interesting. 

11. I pursue opportunities in life because I just know they will come in handy. 

12. I work with teachers or staff on activities other than coursework  

  (committees, orientation, student life activities, etc.).  

 

13. I do lots of things that are interesting to me. 

14. I have meaningful conversations with students of a different ethnicity.  

 

Copyright © 2009, Thomas Krieshok, Michael Black, & Robyn McKay. Used with 

permission from the authors. 
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APPENDIX E 
Career Decision Self-Efficacy Scale – Short Form © 

Nancy E. Betz, PhD. and Karen M. Taylor, PhD. 

 

INSTRUCTIONS: 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 key. Mark your answer by selecting the corresponding 

number. 

 
NO CONFIDENCE            VERY LITTLE            MODERATE             MUCH                 COMPLETE 

AT ALL                       CONFIDENCE         CONFIDENCE     CONFIDENCE      CONFIDENCE 

    1                                   2                           3  4                      5 

 

Example:  How much confidence do you have that you could: 

a. Summarize the skills you have developed in the jobs you have held? 

If your response was "Moderate Confidence," you would select the number 3. 

 

HOW MUCH CONFIDENCE DO YOU HAVE THAT YOU COULD: 

 1. Use the internet to find information about occupations that interest you.  

 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. 

16. Make a career decision and then not worry whether it was right or wrong. 

17. Change occupations if you are not satisfied with the one you enter. 
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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 a field you are interested in. 

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

21. Identify employers, firms, and 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. 

 

Copyright © 2001, Nancy Betz & Karen Taylor. Used with permission from the authors. 
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APPENDIX F 
Salience Inventory – Commitment to Work Scale 

Donald E. Super, PhD. and Dorothy D. Nevill, PhD. 

 

This inventory asks about the meaning and importance to you of the various kinds of 

activities in which you engage. It is concerned particularly with what you do or might do 

as a worker. Please answer all the questions as well as you can; do not skip any.  

 

Directions  

 

Please read each statement carefully. Then used the following scale to show how true that 

statement is of you:  

 

1 means Never or Rarely and Little or None 

2 means Sometimes and Some  

3 means Often and Quite a lot  

4 means Almost Always or Always and a Great Deal 

 

A. It is or will be important to me to be good in my work. 

B. I am or expect to be very much involved in working. 

C. I would like to be remembered for what I did in my work. 

D. I would like to be active for many years in working. 

E. I really am committed to being active in my work. 

F. I am or will be proud to do well in my work. 

G. I really feel personally involved in my work. 

H. I admire people who are good at working. 

I. I find it fulfilling to take part in working. 

J. I would like to have plenty of time for working. 

 

 

Copyright © 1985 by Consulting Psychologists Press, Inc. Used by permission through 

www.vocopher.com. 
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APPENDIX G 
Perception of Growth Opportunities – Career 

 

 Your career includes your involvement in any of the following or other related 

types of work: your occupation, work that you are employed to do, work that you do for 

yourself on a regular basis, schoolwork in college or a trade school, or any type of 

productive activity. 

 

Choose the number that best answers the following questions about your career (as 

described above) as it is right now in your life.  

 

1. To what extent do you see your career as an opportunity to improve yourself? 

 

1 2 3 4 5 6 7 8 9 10  

not at all               very much 

 

 

2. How much can your career make you a better person? 

 

1 2 3 4 5 6 7 8 9 10  

     not at all              a lot 

 

 

3. How much personal growth do you realistically think you will bring about in yourself 

due to your actions in your career? 

 

1 2 3 4 5 6 7 8 9 10  

   none              a lot of growth 
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APPENDIX H 
Demographic Questionnaire 

1. Age: _____ 

 

2. Gender: 

1. Male 

2. Female 

3. Male  Female 

4. Female  Male 

 

3. Year in college: 

1. Freshman 

2. Sophomore 

3. Junior 

4. Senior 

5. Other 

 

4. Number of semesters in college (including this one): ______ 

 

5. Academic Major: ______________ 

 

6. Minor or Second Major: _____________ 

 

7. Employment Experience: 

1. Currently employed full-time or part-time with other previous employment 

experience 

2. Currently employed full-time or part-time with no other previous employment 

experience 

3. Not currently employed with previous full-time or part-time employment 

4. Never been employed 

 

8. Sexual orientation: 

1. Heterosexual 

2. Lesbian 

3. Gay 

4. Bisexual 

5. Other: ________________ 
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9. Relationship status (Check all that apply): 

1. Single 

2. Dating 

3. Engaged 

4. Married 

5. Partnered 

6. Divorced 

7. Separated 

8. Widowed 

9. Other: ________________ 

 

10. Race/ethnicity (Check all that apply): 

1. White/Caucasian American 

2. Black/African American 

3. Latino(a)/ Mexican American 

4. Native American 

5. Asian American 

6. Arab American 

7. Biracial or Multiracial  

8. Other: _________________ 

 

11. Are you an international student? 

1. Yes 

2. No 

 

12. Religion (Check all that apply): 

1. Buddhist 

2. Catholic 

3. Christian 

4. Hindu/Sikh 

5. Jehovah’s Witness 

6. Jewish 

7. Mormon/Latter-Day Saint 

8. Muslim 

9. Protestant 

10. No Religion 

11. Other: _________________ 
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13. Think of this ladder as representing where people stand in society. At the top of the 

ladder are the people who are best off—those who have the most money, most education 

and best jobs. At the bottom are the people who are the worst off—who have the least 

money, least education and the worst jobs or no job. The higher you are on the ladder, the 

closer you are to the people at the very top and the lower you are, the closer you are to 

the bottom. Where would you put yourself on the ladder? Please indicate the number that 

matches the rung where you think you stand.
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