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ABSTRACT  

This study used the Career Thoughts Inventory (CTI; Sampson et al., 1996b) and the 

Self-Directed Search, 5th Edition (SDS; Holland & Messer, 2013) to examine the relationships 

among dysfunctional career thoughts, interest profile elevation, and ability self-estimates among 

a population of individual career counseling clients.  The sample included undergraduate, 

graduate, and community members seeking individual counseling at a university career center 

(N=86).  The CTI was used to measure dysfunctional career thoughts, specifically, decision-

making confusion and commitment anxiety.  The SDS was used as a measure of interest profile 

elevation and ability self-estimates.  Multiple regression analyses found significant relationships 

among decision-making confusion, commitment anxiety, interest profile elevation, and ability 

self-estimates.  Results indicated that dysfunctional career thoughts captured 16% of variance in 

interest profile elevation and 12.6% of variance in ability self-estimates.  A MANOVA analysis 

was performed to determine differences in level of dysfunctional career thoughts (high, 

moderate, and low) in terms of interest profile elevation and ability self-estimates.  Results 

revealed non-significant differences and thus further analyses were not performed.  A discussion 

of the findings is offered, which includes examination of the results and possible confounds or 

limitations.  Implications for theory, research, practice and policy are discussed, in addition to 

suggestions for future research. 
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CHAPTER 1 

 

INTRODUCTION 

 The purpose of this chapter is to introduce the study, “The relationship among 

dysfunctional career thoughts, interest profile elevation, and ability self-estimates.”  This study 

examined the relationship among dysfunctional career thoughts, interest profile elevation, and 

ability self-estimates using the Career Thoughts Inventory (CTI; Sampson, Peterson, Lenz, 

Reardon, & Saunders, 1996a) and the Self Directed Search, 5th Edition (SDS; Holland & Messer, 

2013) in a population of clients involved in individual career counseling.  Two theoretical 

foundations undergirded this study:  cognitive information processing theory (Sampson, 

Reardon, Peterson, & Lenz, 2004) and Holland’s RIASEC theory (Holland, 1997).  The first 

chapter consists of an introduction and social significance of this topic, along with the research 

questions and definitions of related terms. 

Social Significance 

Beginning as early as elementary school, people are faced with experiences that shape the 

way vocational choices are evaluated and selected (Auger, Blackhurst, & Wahl, 2005).  The 

process of making vocational decisions may be simple or complex: some individuals have 

minimal trouble when making career decisions while others experience substantial difficulty 

deciding on a career.  As such, the factors that impact career decision making are a foremost 

focus for vocational psychologists (Gati, 2013; Zhou & Santos, 2007).  Within the past ten years, 

the amount of empirical investigations concentrated on career decision making and factors that 

impact career decision making has increased (e.g., Atta, Akhter, Shujja, & Shujaat, 2013; 

Bullock-Yowell, Katz, Reardon, & Peterson, 2012; Kleiman et al., 2004), such as a person’s 

career thoughts or vocational preferences.  Research shows that dysfunctional career thoughts are 
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a main contributor to career indecision (Austin, Wagner, & Dahl, 2004; Bullock-Yowell, 

Peterson, Reardon, Leierer, & Reed, 2011; Kleiman et al., 2004; Saunders, Peterson, Sampson, 

& Reardon, 2000), and can interfere with career decision making (Sampson et al., 2004).   

When a person has difficulty making a career choice, the result may render significant 

costs on both individual and societal levels.  For example, some research has shown that people 

who have difficulty making a career choice tend to withdraw from college (Coll & Stewart, 

2008; Wycoff, 1999) or take additional time to graduate from college (Lounsbury, Saudargas, & 

Gibson, 2004).  This impacts collegiate retention and graduation rates, a chief issue in higher 

education.  Retention and graduation rates result in various academic and economic outcomes, 

such as a more educated candidate pool of workers, which is a benefit to the overall economy.  

The U.S. Census (2011) reported that individuals who possess a bachelor’s degree earn on 

average $1 million more in work-life salary than those who possess a high school diploma.  

Beyond that, students who drop out of college are more at risk in defaulting on student loans than 

their counterparts who graduate, impacting the larger economy (Dynarski, 1994; Gross, Cekic, 

Hossler, & Hillman, 2009).   

Furthermore, career indecision and dysfunctional career thoughts show correlations with 

several personal and mental health factors, such as anxiety (Poler, 2010; Saunders et al., 2000), 

depression (Dieringer, Lenz, Hayden, & Peterson, in press; Saunders et al., 2000; Walker & 

Peterson, 2012), and low career self-efficacy (Andrews, Bullock-Yowell, Dahlen, & Nicholson, 

2014).  Career decision-making difficulties may impact career choice satisfaction (Paivandy, 

Bullock, Reardon, & Kelly, 2008) and overall wellbeing (Atta et al., 2013; Rottinghaus, Jenkins, 

& Jantzer, 2009; Strauser, Lustig, & Ciftci, 2008).  These negative outcomes of dysfunctional 

career thoughts can be a burden on social services as people seek help for their concerns.  On the 
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other hand, people satisfied with their occupational choice are more likely to be positive 

contributors to society and need fewer social service supports, reducing the financial burden on 

society (Law, 2002).  One goal of counseling professionals may be to help people make 

satisfying occupational choices.  In other words, helping clients obtain meaningful work can 

contribute to their satisfaction, fulfillment, and well-being.  

Statement of the Problem 

Research demonstrates the negative impact of dysfunctional career thoughts.  However, 

there are two main limitations in the literature.  The first limitation includes the lack of research 

focused on individual career counseling clients.  The second limitation concerns a dearth of 

literature that explores clients’ dysfunctional career thoughts and SDS constructs (particularly 

ability self-estimates).  These limitations will be further discussed in other sections of this 

manuscript. 

There is a lack of research on clients who have been identified as having complex career 

problems, specifically, clients involved in individual career counseling.  Clients who receive 

individual career counseling may present with simultaneous mental health concerns (Hinkelman 

& Luzzo, 2007; Lenz, Peterson, Reardon, & Saunders, 2010; Walker & Peterson, 2012), making 

this population an important area of focus in research.  Previous studies on dysfunctional career 

thoughts and SDS constructs (e.g., interest profile elevation, ability self-estimates) used sample 

populations not involved in individual career counseling, such as students enrolled in classes or 

volunteers from university research pools.  These studies are significant contributions to the 

literature; however, the findings are challenging to generalize to individual career counseling 

clients.  This is a substantial gap in scholarship and practice.  Because career development 

theories and interventions are drawn from empirical research studies, it is critically important to 
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obtain representative samples to examine career-related constructs.  Because there is minimal 

research using a sample of individual career counseling clients, there is a lack of information 

regarding dysfunctional career thoughts and SDS constructs in this population. 

It has been suggested that using the CTI and SDS together helps clients become better 

career decision-makers (Dozier, Lenz, & Freeman, 2016; Reardon & Lenz, 2015; Wright, 

Reardon, Peterson, & Osborn, 2000).  Despite this supposition, there are relatively few empirical 

investigations exploring CTI and SDS constructs.  At the time of writing, the author was able to 

locate only six empirical articles or dissertations that explored this relationship (Chason, 2010; 

Reardon & Lenz, 1999; Reardon & Wright, 1999; Vernick, 2002; Wright et al., 2000; Wright, 

2000).  The small number of studies on this topic is surprising, given that each study reflected a 

need for further understanding of the interconnectedness of dysfunctional career thoughts and 

SDS constructs using the CTI and SDS.  Understanding the relationships between these tools and 

variables has important applications toward clinical practice (Dozier, Lenz, & Freeman, 2016).  

Counseling professionals use measures such as the CTI and SDS to assess client career decision 

making and client interests, yet it has been suggested that interpretations of these measures may 

not be fully explored by practitioners due to a lack of clinical knowledge (Fuller, Holland, & 

Johnston, 1999).   In the age of “doing more with less,” where agencies and institutions may be 

forced to work quicker with less time or financial resources (Bullock 2005), it is critically 

important to interpret assessment findings to identify the true nature of career concerns.  Reardon 

and Lenz (2015) made a case for using the CTI and SDS in tandem in order to effectively assess 

the nature of a client’s career concern and personal career theory (PCT; Holland, 1997), 

readiness to engage in career problem solving, and the cognitive and emotional factors that 

impact career decision making.  This investigation suggests that effective service-delivery is 
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accomplished through having a thorough understanding of the relationship between the CTI and 

SDS, whereby a counselor might be able to conserve resources while more effectively serving 

clients. 

Research Questions 

The overall research question for this investigation was “What is the relationship among 

dysfunctional career thoughts, interest profile elevation, and ability self-estimates within a 

sample of individual career counseling clients?”  Specific questions were as follows: 

1. Do dysfunctional career thoughts predict interest profile elevation? 

2. Do dysfunctional career thoughts predict ability self-estimates?  

3. Do interest profile elevation and ability self-estimates predict dysfunctional career 

thoughts? 

4. What differences exist in level of dysfunctional career thoughts (high, moderate, and low) 

in terms of interest profile elevation and ability self-estimates? 

Assumptions 

The following section provides basic assumptions held in relation to this proposed 

research study: 

1. While it is not possible to objectively evaluate dysfunctional career thoughts, dysfunctional 

career thoughts can be “inferred from an person's endorsement of test items reflecting 

dysfunctional career thoughts” (Sampson et al. 2004, p. 91). 

2. The Career Thoughts Inventory (Sampson et al., 1996a) provides an accurate measure of 

dysfunctional career thoughts, including the related constructs of decision-making confusion, 

commitment anxiety, and external conflict.  
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3. The Self-Directed Search, 5th Edition (Holland & Messer, 2013) provides an accurate 

representation of a person’s vocational interest structure, including interest profile elevation 

and ability self-estimates. 

4. Participants will respond to measures in an accurate and honest manner. 

Definition and Operationalization of Terms 

The following definitions and operationalization of terms are provided to facilitate 

readers’ understanding of the terms frequently used throughout this manuscript.   

Dysfunctional Career Thoughts 

Career thoughts:  “outcomes of one’s thinking about assumptions, attitudes, behaviors, 

beliefs, feelings, plans, or strategies related to career choice” (Sampson et al., 2004, p. 91). 

Commitment anxiety:  the “inability to commit to a career choice accompanied by anxiety 

about the outcome of the career decision” (Sampson et al., 2004, p. 92), operationalized in this 

study by the CTI Commitment Anxiety scale (Sampson et al., 1996b). 

Decision-making confusion:  the “extent to which a person’s thoughts or emotions 

interfere with the ability to initiate or sustain the process of career decision-making and problem 

solving” (Sampson et al., 2004, p. 92), operationalized in this study by the CTI Decision-Making 

Confusion scale (Sampson et al., 1996b). 

Dysfunctional career thoughts: “thoughts that impair an individual’s ability to solve a 

career problem or make a career decision” (Sampson et al., 2004, p. 91), operationalized in this 

study by the CTI total score (Sampson et al., 1996b). 

External conflict:  The extent to which messages from others interfere with the ability to 

make a career choice (Sampson et al., 1996a). 
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Vocational Interests 

Ability self-estimates: an individual’s perceived skill for completing a task (Bullock-

Yowell, Peterson, Wright, Reardon, & Mohn, 2011), operationalized in this study by the SDS 

Self-Estimates scale (Holland & Messer, 2013). 

Interest profile elevation: the sum of six RIASEC scores on each section of the SDS 

(Holland & Messer, 2013), operationalized in this study by the SDS Profile Elevation score 

(Holland & Messer, 2013). 

Interest secondary constructs: provide additional insight regarding a person’s ability to 

actively participate in career decision making, and include congruence, coherence, consistency, 

and differentiation (Holland & Messer, 2013). 

Other Relevant Definitions 

Individual career counseling: “appointment-based, practitioner-guided use of resources 

in an individual office setting” (Sampson et al., 2004, p. 80).  Individual career conducted by a 

trained professional counseling, one-on-one with a client, as opposed to counseling conducted in 

groups or workshops (Whiston & Rose, 2015). 

Client: “a person using the services of a professional person or company; a person 

receiving social or medical services” (Oxford, 2015).   
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CHAPTER 2 

REVIEW OF THE LITERATURE 

This study was based on two theoretical foundations: cognitive information processing 

theory (CIP; Sampson et al., 2004) and John Holland’s RIASEC theory (1997).  This chapter 

reviews each theory and empirical literature associated with the theory, with regards to the 

variables of interest for this proposed study.  The first portion of this chapter provides an 

overview of CIP theory (Sampson et al., 2004) and a critical review of empirical literature on 

dysfunctional career thoughts, a central component of CIP theory and a variable of interest for 

this research study.  The second portion of this chapter discusses RIASEC theory (Holland, 

1997) and offers a critical review of existing literature on vocational interest structure, including 

interest profile elevation and ability self-estimates, two important variables in this study. 

Theoretical Foundation: Cognitive Information Processing Theory 

Cognitive information processing theory (Sampson et al., 2004) is one of the most 

empirically supported vocational theories (Brown, 2015).  The CIP bibliography (Sampson, 

Peterson, Reardon, & Lenz, 2015) has 250 references on the theoretical function and application 

of this career theory.  CIP theory regards decision making as a central component of career 

choice, and emphasizes the role of thoughts and emotions in this process (Sampson et al., 2004).  

There are two primary aims of this approach: to assist people in making a career choice, 

and to help people learn how to improve current and future decision making (Sampson et al., 

2004).  Two central components of CIP theory are the pyramid of information processing and the 

CASVE cycle, both of which work in tandem to apply theory to practice.  The pyramid of 

information processing includes three domains: knowledge, decision making, and executive 

processing (Sampson et al., 2004; see Figure 1).  These three domains are conceptualized as a 
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pyramid of information processing, with each domain building upon one another.  The domains 

are interrelated and interdependent (Peterson, Sampson, & Reardon, 1991).   

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 

 
Figure 1. Pyramid of Information Processing. Reprinted from The Career Development 

Quarterly, 41, 1992, p. 70, copyrighted NCDA. Reprinted with permission of the National 
Career Development Association. Used with permission. 
 

The CASVE cycle is the second component of CIP theory.  The CASVE cycle is housed 

in the decision-making domain (see Figure 2).  The CASVE cycle is a 5-phase method of career 

decision making and problem solving.  Each letter corresponds with a particular phase: 

Communication, Analysis, Synthesis, Valuing, and Execution.  Finally, the last section of the 

pyramid, situated at the top, is the executive processing domain.  The executive processing 

domain includes metacognitions (Sampson et al., 2004), which can be helpful and functional 

(e.g., “I am capable of making a career choice”) or negative and dysfunctional (e.g., “I will never 

be able to choose an occupation”).  

Options  
Knowledge 
 

Self 
Knowledge 

General  
Information Processing 

Skills (CASVE) 
 

    Meta 
Cognitions 
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Figure 2. CASVE Cycle. Adapted from: Sampson, J. P., Jr., Peterson, G. W., Lenz, J. G., & 
Reardon, R. C. (1992). A cognitive approach to career services: Translating concepts into 
practice. The Career Development Quarterly, 41, 67- 74. Copyright © National Career 
Development Association. Used with permission. 
 

Overall, the pyramid of information processing model facilitates an increase of awareness 

of the decision-making and career problem-solving processes.  Through improved decision-

making skills, people can increase the likelihood of making effective career choices (Sampson et 

al., 2004) and decrease dysfunctional career thinking.  Addition information about CIP theory 

and related scholarly work on CIP theory can be found at the Center for the Study of Technology 

in Counseling and Career Development website at http://www.career.fsu.edu/Tech-Center.      

CIP has been found to be an effective theory to guide intervention approaches across 

various populations (Brown, 2015), including veterans (Bullock, Braud, Andrews, & Phillips, 

2009), young adolescents (Hirschi & Lage, 2008), international populations (Thrift, Ulloa-Heath, 

Reardon, & Peterson, 2012), and middle school students (Osborn & Reardon, 2006). 
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Sampson et al. (2004) noted that career decision making and career problem solving can 

be difficult, complicated by a seemingly overwhelming amount of information about oneself and 

one’s occupational options.  As such, CIP theory was established to be a straightforward and 

easy-to-understand method to help people clarify career problem-solving processes.  The 

following paragraphs provide more detail regarding each component of the pyramid of 

information processing. 

The base of the pyramid of information processing includes self-knowledge and options 

knowledge.  Sampson et al. (2004) posited that, like a real pyramid, the domains occupying the 

base of the pyramid provide an essential foundation for the domains above.  In other words, in 

order to make an acceptable career choice, it is essential that people are aware of themselves and 

the world of work.  The self-knowledge domain is described as an understanding of values, 

interests, and skills (Peterson et al., 1991).  In CIP theory, values are described as motivators for 

work, while interests are activities that a person enjoys.  Skills, on the other hand, are defined as 

activities in which a person has demonstrated competency.  CIP authors postulated that self-

knowledge is gained through life experience and are influenced by perception and emotion as 

opposed to fact (Sampson et al., 2004).  The second knowledge domain, options knowledge, is 

comprised of the knowledge of specific occupations and the understanding of the organization of 

various occupational titles and/or industries (i.e., how various occupations are grouped together 

based on similarities or differences).   Occupational knowledge is gained through education, 

training, employment, or observation, and therefore increases over time with experience.  

Occupational knowledge is structured as facts, as opposed to perception, indicating that 

occupational knowledge is not overly influenced by emotion or perception (Sampson et al., 

2004). 
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The second level of the pyramid is decision making which includes the problem-solving 

model known as the CASVE cycle.  This problem-solving approach can be applied to decisions 

regarding career choice, job search, and employment, and is revisited frequently throughout an 

individual’s life (Sampson, Lenz, Reardon, & Peterson, 1999).  The CASVE cycle facilitates an 

increased awareness of the career decision-making and problem-solving processes for clients and 

practitioners.  As stated previously, each letter in the acronym CASVE corresponds with a 

specific phase (Communication, Analysis, Synthesis, Valuing, and Execution), beginning with 

the Communication phase.  Entering Communication, the individual becomes aware of a 

discrepancy between a present and ideal state (Where am I, and where do I want to be?).  

Awareness may result from internal cues (avoidance behavior, physiological changes, negative 

emotion) or external cues (questions from important people, negative event, life transition).  The 

second phase is Analysis, whereby individuals reflect on their decision-making processes, self-

knowledge, and occupational knowledge.  Expanding and narrowing possible occupational 

options describes the Synthesis phase, where the goal is to avoid omitting options while not 

becoming overwhelmed with choices.  In the Valuing phase, the remaining alternatives are 

evaluated and prioritized with respect to cost and benefit to the career problem-solvers, their 

significant others, and the community.  This phase also includes a plan to implement a tentative 

first or second occupational choice.  Finally, individuals in the Execution phase will commit to 

implementing their career choice.  Upon implementation of a career choice, individuals will re-

enter the Communication phase to evaluate whether the disparity among the current state and the 

preferred state of being has been eliminated.  While the CASVE cycle is a cyclical process, it is 

possible for a decision-maker to move back and forth between stages as new information is 
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gleaned; for example, a person might move from Synthesis back to the Analysis stage after 

deeming a career option undesirable (Sampson et al., 2004).   

The third level is the executive processing domain.  Executive processing contains three 

components.  The first, self-talk, is the capacity to make positive assertions about oneself (“I am 

able to make a career decision).  The second, self-awareness, is being conscious of feelings or 

thoughts associated with the decision-making process.  Finally, control and monitoring refers to 

a person’s capability to reflect upon the career problem solving process, and the capacity to 

control the attention given to problem solving and comprehend the information required for 

problem solving.  This also involves being aware of when to gather more information about a 

decision, and when to progress in career decision making.  Metacognitions effect the CASVE 

cycle, options knowledge, and self-knowledge, in that negative self-talk can have an adverse 

influence on decision making, problem solving, and identification of self-knowledge and 

occupational options (Sampson et al., 2004).  The domains are interconnected, meaning that the 

domains impact each other.  For example, the knowledge domains form the foundation for career 

decision making (CASVE cycle), while negative metacognitions (or lack thereof) also impact 

career decision making (Sampson et al., 2004). 

This section has provided an overview of CIP theory, which served as a principal 

cornerstone of this study.  Bullock et al. (2011) stated that dysfunctional thoughts impede career 

counseling and career decision making by leading clients to distort their understanding of their 

skills, values, and interests, their options, and/or level of career decidedness.  Consequently, the 

next section will present dysfunctional career thoughts as an important consideration in the 

career literature.  
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Dysfunctional Career Thoughts Research 

Research in vocational psychology demonstrates that thoughts and beliefs affect people’s 

ability to make effective decisions (Brown, 2015; Gati, 2013).  Difficulties in career decision 

making may be attributed to career thoughts.  Unhelpful career thoughts can be detrimental to the 

career planning process and are referred to as dysfunctional career thoughts.  Dysfunctional 

career thoughts “inhibit career problem solving and decision making” (Sampson, Peterson, Lenz, 

Reardon, & Saunders, 1996b, p. 2).  Sampson et al. (2004) stated that dysfunctional thoughts 

impede individuals’ confidence regarding decision making and inhibit the decision-making 

process.  Empirical evidence has found that dysfunctional career thinking may adversely impact 

the ability to make or implement a career choice (Kleiman et al., 2004; Sampson et al., 2004).  

Additionally, research demonstrates that dysfunctional career thoughts have an association with 

mental health concerns (e.g., depression and anxiety; Dieringer et al., in press; Saunders et al., 

2000; Walker & Peterson, 2012), making this variable an important research area in vocational 

psychology.  Further supporting the need for more robust research with respect to racial and 

ethnic diversity, the current literature has mixed findings regarding the relationship among 

dysfunctional career thoughts, ethnicity, and gender.  Dysfunctional career thoughts did not 

evidence a relationship with gender or ethnicity in some studies (Andrews et al., 2014; Atta et 

al., 2013; Brown, George-Curran, & Smith, 2003; Lustig & Strauser, 2002; Osborn, Howard, & 

Leierer, 2007; Reed, Reardon, Lenz, & Leierer, 2001; Walker & Peterson, 2012), while other 

investigations found significant differences in dysfunctional career thoughts for females and non-

European Americans (Luzzo & McWhirter, 2001; Zhou & Santos, 2007).  The current study 

does not examine ethnicity or gender as a variable due to limitations in the sample size, however, 
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the variance in these research findings imply that future investigations might explore the 

relationship among dysfunctional career thoughts, ethnicity, and gender. 

The following section presents various correlates of dysfunctional career thinking, 

including career indecision, mental health, and the literature related to dysfunctional career 

thinking in various populations (e.g., college students, older adults, etc.). 

Dysfunctional Career Thoughts and Career Indecision  

  Career indecision refers to problems that occur during career decision making that could 

render someone unable to decide on a career choice (Gati, Krausz, & Osipow, 1996).  A recent 

literature search found 781 peer-reviewed journal articles in the past decade that examined career 

indecision, making it a well-researched construct in vocational psychology.  Career indecision 

evidences relationships with many factors, such as career decision-making self-efficacy (Nauta, 

2012a) and neuroticism (Burns, Morris, Rousseau, & Taylor, 2013).  Dysfunctional career 

thoughts are also widely recognized as a significant contributor in career indecision (Austin et 

al., 2004; Bullock-Yowell et al., 2011; Kleiman et al., 2004; Saunders et al., 2000).  The 

following section summarizes selected empirical studies that have explored dysfunctional career 

thoughts and career indecision, beginning with the Career Thoughts Inventory validation study 

(CTI; Sampson et al., 1996a). 

The Career Thoughts Inventory (Sampson et al., 1996a) is an assessment tool developed 

to measure dysfunctional career thoughts.  A CTI validation study served as a seminal piece in 

empirically representing the connection of dysfunctional career thoughts and career indecision 

(Sampson, Peterson, Lenz, Reardon, & Saunders, 1998).  In a normative sample (adults, n =50; 

college students, n = 152; 11th- and 12th- grade high school students, n = 151), researchers 

determined statistically significant direct relationships between the CTI total score for the adult, 
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college, and high school student groups and the Indecision scale on the Career Decision Scale 

(CDS; Osipow, Carney, Winer, Yanico, & Koschier, 1987), with a range of correlations from r = 

.53 to r = .75 (p < .001), and an indirect relationship for all three groups with the CDS Certainty 

scale (correlations ranged from r = - .61 to -.54, p < .001).  Finally, moderate to large significant 

negative relationships were discovered between the CTI total score and the Career Decision 

Profile (CDP; Jones, 1989) Decidedness and Decisiveness scales (correlations ranged from r = - 

.60 to -.42, p < .001).  Combined, these results offered early evidence suggesting the 

interconnectedness of dysfunctional career thoughts and career indecision.  

Similarly, Kilk’s (1997) investigation regarding the effect of dysfunctional career 

thoughts on college students’ ability to choose a college major revealed significant findings.  In a 

sample of 346 freshmen and sophomore college students, Kilk used the Career Thoughts 

Inventory (Sampson et al., 1996a) as a measure of dysfunctional thinking and found that students 

who had not decided on an academic major reported higher overall CTI scores and higher scores 

on the three CTI subscales (Decision-Making Confusion, Commitment Anxiety, and External 

Conflict scales) compared to students who had made a choice (F = 25.75, p < .05).  In addition, 

students who were not sure of which academic major to choose and students who had some idea 

of what academic major to choose endorsed significantly more dysfunctional career thoughts 

than students who had chosen a field of study.  This study upholds the notion that dysfunctional 

career thoughts are likely to impact college students’ ability to make career decisions, such as 

choosing a college major.  However, two major limitations exist in this study.  First, 

demographic information about the sample population was not provided, thus making it difficult 

to generalize findings across racial or ethnic groups.  Second, the sample consisted of an unequal 

number of participants by year in school, with the percentage of freshman (66%) outweighing 
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the percentage of sophomore students (34%).  Developmentally, one might expect first-year 

students to have an elevated level of career indecision (Nauta & Kahn, 2007), which could have 

influenced this study’s findings. 

Finally, Saunders et al. (2000) sought to identify the specific components of career 

indecision.  In a sample of 215 undergraduates in a course, researchers used the Career Decision 

Scale (CDS; Osipow et al., 1987), the Career Thoughts Inventory (CTI; Sampson et al., 1996a), 

and the Vocational Identity Scale of the My Vocational Situation (MVS; Holland, Daiger, & 

Power, 1980) to identify the contribution of dysfunctional career thoughts and vocational identity 

to career indecision.  Dysfunctional career thoughts and vocational identity contributed 69% of 

the variation in career indecision.  This study also investigated other psychological factors (e.g., 

anxiety) that impact career indecision, which will be discussed in the next section. 

Dysfunctional Career Thoughts and Psychological Health 

Hinkleman and Luzzo (2007) suggested there has been an absence of scholarship 

regarding the connection between career counseling and psychological health, perhaps because 

career and personal counseling have conventionally been separate quests (Rottinghaus et al., 

2009).  However, in recent years, many scholars have called for a more holistic view of career 

and mental health (Lenz et al., 2010; Sampson, 2009; Walker & Peterson, 2012; Zunker, 2008), 

citing the reciprocal nature of career and mental health (Betz & Corning, 1993; Blustein, 2006; 

Krumboltz, 1993; Swanson, 2002).  Walker and Peterson (2012) proposed that it is sometimes 

challenging to parse out the differences between career and mental health concerns, while Lenz 

et al. (2010) suggested that the mental health concerns can contribute to problems with career 

decision making and interfere with decision making.  These two recent articles (Lenz et al., 

2010; Walker & Peterson, 2012) promote the idea of a reciprocal relationship between career and 
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mental health.  The following sections will outline research in vocational psychology related to 

dysfunctional career thoughts, including psychological difficulties, healthy adjustment, and 

findings from studies focused on diverse populations. 

Dysfunctional Career Thoughts and Psychological Difficulties 

The amount of empirical research studies regarding the interplay between dysfunctional 

career thinking and depression indicates that this particular mental health concern is an important 

construct in vocational psychology.  For example, using sample of 388 college students, 

Rottinghaus et al. (2009) determined that students who had not decided on a career were 

significantly more depressed compared to their decided counterparts. Like many studies, the 

majority of the sample population was female (66%) and Caucasian (67%).  Researchers used 

the Center for Epidemiologic Studies Depression Scale (Radloff, 1977), the Kuder Skills 

Assessment – College and Adult Version (Rottinghaus, 2006), and the Positive and Negative 

Affect Schedule (Watson, Clark, & Tellegen, 1988) for data analysis and reported all measures 

having strong reliability coefficients (Cronbach’s alpha range =  .85 to .94).  Similarly, another 

study using a sample of undergraduate students (N = 215) discovered a relationship among 

dysfunctional career thinking, depression, and career indecision (Saunders et al., 2000).  

Depression was found to relate to career indecision (r = .22, p < .001), and dysfunctional career 

thoughts were a significant predictor for career indecision (β = .50, t = 8.21, p < .01).  More 

recently, Walker and Peterson (2012) also found evidence of a relationship between depression 

and dysfunctional career thoughts.  This study’s sample consisted 158 undergraduate students, of 

which there were 91 males and 67 females, with 62% of the sample identifying as Caucasian and 

24% of the sample as African American.  The Career Thoughts Inventory (CTI; Sampson et al., 

1996a) and the Beck Depression Inventory (BDI; Beck, Street, & Brown, 1996a) were used for 
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measures of dysfunctional career thinking and depression, respectively.  Researchers found 

moderate to strong correlations (correlations ranged from r = .39 to r = .51, p < .001) between 

depressive symptoms and dysfunctional career thinking.  Specifically, stepwise linear regression 

indicated that the CTI’s Decision-Making Confusion scale was the best predictor of depressive 

symptoms, correlating positively with the BDI-II (r = .51, p < .001) and accounting for 26% of 

the variation in the model.  

Finally, Dieringer et al. (in press) used a sample of 147 undergraduate and graduate 

students with career concerns to explore dysfunctional career thoughts, hopelessness, and 

depression.  Using the CTI (Sampson et al., 1996a), the Beck Depression Inventory (BDI; Beck, 

Street, & Brown, 1996a) and the Beck Hopelessness Scale (BHS; Beck, 1993).  Results 

evidenced a significant relationship between each CTI subscale and the BDI total score (DMC, r 

= 0.434, p < 0.01; CA, r = 0.428, p < 0.01; EC, r = 0.387, p < 0.01).  Results also indicated a 

significant relationship between the CTI and the Beck Hopelessness Scale total score (DMC, r = 

0.491, p < 0.01; CA, r = 0.373, p < 0.01; EC, r = 0.270, p < 0.01).  In addition, using stepwise 

linear regression, it was found that the CTI DMC and CA scales captured significant variation in 

the model, meaning that dysfunctional career thoughts were predictors of depression.  Finally, a 

second stepwise linear regression found that the CTI DMC scale was a significant predictor for 

hopelessness. Overall, findings of this study imply that the CTI DMC and CA scales may be 

indicators of depression and hopelessness in a sample of college students with career concerns.  

An important contribution of this investigation is the use of clients for a sample, instead of a 

class or volunteer research pool.  The sample used in this study was college students presenting 

to a university Career Center for brief drop-in career counseling and individual career 

counseling.  However, it is not clear which of the 147 participants were using drop-in services 
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and which received individual career counseling.  Because clients in individual career counseling 

may have more complex career concerns integrated with mental health concerns (e.g., 

depression)(Sampson et al., 2004), it would be interesting to compare the differences between 

the two groups.  It might be that combining the people involved in both drop-in and individual 

counseling confounded results of this study. 

These studies, which have employed a variety of instruments to measure depression, 

support the hypothesis that dysfunctional career thoughts and depression share a relationship. 

However, while depression makes up a significant portion of the dysfunctional career thoughts 

literature, many studies have investigated other constructs hypothesized to correlate with 

dysfunctional career thoughts, such as anxiety (Saunders, 2007; Saunders et al., 2000; Sud & 

Kumar, 2006), perfectionism (Andrews et al., 2014; Osborn, 1998), neuroticism (Reed, 2005; 

Sampson et al., 1996a), thought patterns (Paivindy, Bullock, Reardon, & Kelly, 2008), and 

communication style (Meyer-Griffith, Reardon, & Hartley, 2009).  The following paragraphs 

summarize findings from these studies. 

Supporting previous research (Newman, Fuqua, & Seaworth, 1989), three studies found 

anxiety as a moderate correlate of dysfunctional career thinking.  Saunders (1997) used the State-

Trait Anxiety Inventory (STAI; Spielberger, 1977) to assess the secondary variables of interest in 

this study: state and trait anxiety.  The Career Decision Scale was also used to assess 

dysfunctional career thoughts (CDS; Osipow et al., 1987).  Correlations showed positive 

significant relationships between level of dysfunctional career thoughts and state and trait 

anxiety.  Expanding on those findings, Saunders et al. (2000) found moderate correlations 

between state anxiety, trait anxiety, and dysfunctional career thoughts (r = .36 and r = .42, 

respectively, p < .001).  These results are similar to Osborn’s (1998) study, which found a 
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moderate correlation (r = .38, p < .001) between STAI trait anxiety and CTI total score.  

However, using a multiple regression equation, Osborn (1998) determined that the contribution 

of trait anxiety to the overall model was an insignificant predictor of dysfunctional thinking.  

Overall, the studies above suggest that higher levels of dysfunctional thinking may contribute to 

higher state or trait anxiety.  However, the varied results indicate the necessity for further 

research.  

Osborn’s (1998) study investigated perfectionism and dysfunctional career thinking in a 

sample of 123 undergraduate students.  The sample included 55 male participants and 68 female 

participants, with the majority of participants identifying as Caucasian (89%).  This study used 

the Frost Multidimensional Perfectionism Scale (FMPS; Frost, Martin, Lahart, & Rosenblate, 

1990a) to measure perfectionism and the CTI (Sampson et al., 1996a) to assess dysfunctional 

career thoughts.  Pearson product correlations were significant between overall perfectionism 

and dysfunctional career thoughts (r = .211, p < .05).  However, perfectionism was not a 

significant predictor for dysfunctional career thoughts.  While results imply that perfectionism is 

not a major contributor to career indecision, there is evidence of small, significant relationships 

between components of perfectionism and career indecision (e.g., Parental Criticism scale of the 

FMPS and all CTI subscales).   

More recently, Andrews et al. (2014) explored perfectionism and dysfunctional career 

thinking in undergraduate student sample population (n = 300).  The majority of the sample were 

female and Caucasian (85% and 59%, respectively).  Similar to Osborn’s (1998) study, authors 

used the CTI to measure dysfunctional career thinking and FMPS to measure perfectionism.  

Positive Pearson correlations were demonstrated between dysfunctional career thoughts and 

overall perfectionism (r = .28, p <.01), with maladaptive perfectionists endorsing the highest 
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levels of dysfunctional career thinking.  The outcome of this study support earlier findings 

regarding perfectionism and dysfunctional career thinking, and offers a more current analysis of 

these constructs.  One limitation in both studies is the sample demographics.  While Osborn’s 

(1998) study was more evenly balanced with regard to gender, both studies lacked ethnic 

diversity, which may have impacted statistical analyses and generalizability of the results. 

Neuroticism is defined as the “tendency to experience negative affect…to have irrational 

ideas” (Costa & McCrae, 1992, p. 14).  As such, it makes sense to hypothesize that neuroticism 

may influence a range of personal outcomes, including dysfunctional career thinking.  Reed 

(2005) investigated the connection among neuroticism, dysfunctional career thinking, and 

different types of coping strategies, using the NEO, CTI, and the Coping Inventory for Stressful 

Situations: Situation Specific Coping (CISS: SSC; Endler & Parker, 1999) among a population 

of 232 undergraduate students in a career development class.  Results indicated a positive 

correlation with neuroticism and the CTI Decision-Making Confusion, Commitment Anxiety, 

and External Conflict scales.  Results found that dysfunctional career thoughts accounted for 6% 

of the variance in coping avoidance [F (4, 227) = 3.596, p < .01].  

Another study that supported the connection of dysfunctional career thoughts and 

neuroticism is the CTI validation study (Sampson et al., 1996a) (Sampson et al., 1998).  

Researchers identified four theoretically similar instruments and performed statistical analyses to 

establish the CTI’s convergent validity.  A scale of one instrument, the NEO Five Factor 

Inventory Neuroticism scale (Costa & McCrae, 1992), was correlated with the CTI total score (r 

= .58, p < .001) and each of its six facet scales (anxiety, r = .56, p < .001; angry hostility, r = .45, 

p < .001; depression, r = .41, p < .01; self-consciousness, r = .39, p < .01; impulsiveness, r = .42, 

p < .001; vulnerability, r = .55, p < .001) (correlations presented here for the adult sample only).  
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While covariance existed with the angry hostility, self-consciousness, and impulsiveness facets 

of the Neuroticism scale, authors noted the practical significance of those findings was limited, 

perhaps because of the small number of items on the NEO facet scales.  Nonetheless, the limited 

research on this sub-topic suggests evidence of a relationship between neuroticism and 

dysfunctional career thinking. 

Paivindy et al. (2008) used a sample of undergraduates (n=126) enrolled in a career 

development course to explore various components of decision-making style.  The first study of 

its kind, investigators explored two factors that were hypothesized to contribute to dysfunctional 

thinking: maximization and ruminative thought patterns.  Researchers hypothesized that 

maximization - the tendency to rigidly pursue the best option instead of a satisfactory option 

(Schwartz et al., 2002) and rumination - defined as repetitious thought patters focused on 

negative aspects of life (Nolen-Hoeksema, 1991) - would have a significant positive relationship 

with dysfunctional career thoughts.  Researchers chose three measures for this investigation: the 

CTI (Sampson et al., 1996a), used to measure dysfunctional career thoughts; the White Bear 

Suppression Inventory (WBSI; Wegner & Zanakos, 1994), used to measure rumination patterns; 

and the Maximization scale (Schwartz et al., 2002), used to measure maximization tendencies.  

Pearson product correlations indicated a moderate correlation between overall dysfunctional 

career thoughts and maximizing (r = .35, p < .01) and a moderate positive correlation between 

CTI Commitment Anxiety and maximizing  (r = .34, p < .01).  Overall dysfunctional career 

thoughts were also found have a moderate correlation with rumination (r = .25, p < .01) and CTI 

External Conflict (r = .25, p < .01).  A hierarchical multiple regression revealed that maximizing 

and rumination, combined, accounted for 14% of the variance in dysfunctional career thoughts.  

As a result, researchers determined that while thought patterns are related to dysfunctional career 
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thoughts, with 86% of the variance in the model unexplained by statistical analysis, there is a 

need for further research to determine alternative explanations. 

 Finally, Meyer-Griffith et al. (2009), citing the lack of communication behavior 

examined in scholarly literature, sought to investigate communication apprehension and 

dysfunctional career thoughts.  As defined by McCrosky (1977), communication apprehension is 

a person’s level of anxiety connected to the act or idea of interacting with others, including 

speech and written communication.  Using undergraduates in a career planning class (n = 175), 

researchers hypothesized a positive relationship between dysfunctional career thoughts and 

communication apprehension.  Like many studies, the CTI (Sampson et al., 1996a) was used to 

assess dysfunctional career thoughts and the Personal Report of Communication Apprehension 

(PRCA-24; McCroskey, 1984b) was used to measure communication apprehension.  Both 

measures were reported to have evidence of reliability, citing alpha levels ranging from .68 - .91 

for the current study.  Correlational analyses showed small positive correlations between 

communication apprehension and all three dysfunctional career thinking scales: Commitment 

Anxiety (r = .20, p < .01), Decision-Making Confusion (r = .30, p < .01), and External Conflict 

(r = .25, p < .01).  Students who reported higher levels of anxiety or fear associated with 

communication reported more dysfunctional career thinking than students with low anxiety or 

fear association with communication. 

This section has reviewed dysfunctional career thoughts in relation to psychological 

difficulties, such as depression, career indecision, anxiety, negative thought patterns, and 

neuroticism.  This section supports Lenz et al.’s (2010) supposition connecting career and 

psychological health, and restates the importance to understand the interrelatedness of 

psychological difficulties and career decision making, specifically with regard to dysfunctional 
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career thinking.  The following section shifts attention to healthy psychological adjustment, and 

provides a review of literature examining dysfunctional career thoughts and healthy 

psychological adjustment. 

Dysfunctional Career Thoughts and Healthy Adjustment 

Scholars note that research in the psychology discipline tends to focus on factors that 

contribute to pathology (Puffer, 2011; Ryff & Singer, 1998).  To that end, much of the research 

on dysfunctional career thoughts has explored the correlates with negative psychological affects 

(e.g., depression, anxiety, neuroticism) and problematic vocational behavior.  A review of the 

literature seems to support this position, as only a few studies exist which focus on healthy 

psychological adjustment.  However, the literature on career thoughts and psychological well-

being, emotional intelligence, and self-efficacy is an important contribution to the field and will 

be discussed further in the section below.  

Psychological well-being (PWB) is a central component in the behavioral health 

literature (Ryff, 1989).  PWB is defined as “striving for perfection and the realization of one’s 

true potential” (Ryff, 1995, p. 100).  A study by Strauser et al. (2008) examined the six 

constructs of PWB and dysfunctional career thoughts using a sample of undergraduates (n = 91).  

The sample population was majority female (64%), but seemed to be more diverse in regards to 

ethnicity (46% Caucasian, 45% African American, 7% Asian, Hispanic, or other).  Researchers 

used the CTI (Sampson et al., 1996a), the MVS (Holland et al., 1980), the Developmental Work 

Personality Scale (DWPS; Strauser & Keim, 2002), and the Scales of Psychological Well-Being 

(Ryff, 1995).  Results indicated that participants who had higher levels of PWB had low levels of 

dysfunctional career thoughts.  Each of the dimensions of psychological well-being (autonomy, 

environmental mastery, personal growth, positive relations with others, purpose in life, and self-
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acceptance; Ryff, 1989) were negatively correlated with CTI total scores and the three CTI 

subscales, ranging from r =  -.16 to -.58, signifying that as dimensions of PWB increased, 

dysfunctional career thinking decreased.  Additionally, results indicated that all factors of PWB 

predicted a significant amount of variance in overall dysfunctional career thinking (34%), and 

with each CTI subscale: Decision-Making Confusion (25%), Commitment Anxiety (40%), and 

External Conflict (24%).  Furthermore, two specific constructs of PBW - personal growth and 

purpose in life – accounted for a significant amount of variance in CTI Commitment Anxiety 

scale (β = .38, β = .-52, respectively).  In other words, participants who identified themselves as 

continuously growing and developing (personal growth) reported higher levels of commitment 

anxiety, while those who had goals, clear objectives, and direction in life (purpose in life) 

reported less commitment anxiety.  However, results have questionable practicality because the 

authors made no mention of a power analysis.  With only 91 participants and six predictor 

variables, the statistical significance of the findings may be the result of low power and Type I 

error.  Nevertheless, this study is a meaningful contribution to better understanding the 

relationship between healthy adjustment and career thinking.  The study suggests that people 

who are more psychologically well adjusted may be more effective in career decision making. 

Emotional intelligence is another concept associated with healthy psychological 

adjustment (Dahl, Austin, Wagner, & Lukas, 2008).  Broadly, it is defined as a component of 

social intelligence that incudes the ability to effectively manage problems, express emotions, 

assess the emotions of others, and self-regulate (Brown et al., 2008).  Kidd (1998) noted an 

absence of emotional intelligence research in regards to career counseling and called for more 

attention to this topic.  In more recent years, a small body of literature (Brown et al., 2003; Dahl 

et al., 2008; Kidd, 1998) has established emotional intelligence as a significant positive 
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psychological construct for career thinking.  For example, Brown et al. (2003) used three 

inventories [Emotional Intelligence Inventory Revised (EII-R; Tapia, 2001), the Vocational 

Exploration and Commitment Scales of the Commitment to Career Choices Scale (VECS; 

Blustein, Ellis, & Devenis, 1989), and the Career Decision-Making Self-Efficacy Scale-Short 

Form (CDSE-SF; Betz, Klein, & Taylor, 1996)] to reveal positive correlations among the factors 

of emotional intelligence and career decision-making self-efficacy (empathy, r = .14, p < .05; 

handling relationships, r = .14, p < .05; self-control, r = .32, p < .01; and utilization of feelings, r 

= .38, p < .01).  However, Brown et al. noted that the results should be interpreted cautiously as 

the sample (N = 288) represented students from one Midwestern university, the majority of 

which were Caucasian and female.  In addition, the EII-R is a self-report measure, thus, 

participants may have inaccurately reported their level of emotional intelligence.   

Building upon the initial works of Brown et al. (2003), Dahl et al. (2008) used the CTI 

(Sampson et al., 1996a) and the Bar-On Emotional Quotient Inventory (EQi; Bar-On, 1997) to 

explore emotional intelligence and dysfunctional career thoughts.  This study used a sample of 

adults (N = 394, age 16 to 64, M = 37) who participated in a Canadian community career 

development program.  The alpha coefficient for the CTI was reported to be .97 and the EQi 

alpha coefficient was reported to be .79.  Pearson product moment correlations were computed 

and revealed significant inverse relationships between each CTI and the EQi, ranging from r = -

.136, p < .001 (commitment anxiety and interpersonal functioning) to r = -.494, p < .001 

(decision making confusion and EQi total).  Participants with higher levels of emotional 

intelligence reported less dysfunctional career thinking.  It was also found that two particular 

components of emotional intelligence, adaptability and interpersonal functioning, were 

significant predictors of dysfunctional career thinking, explaining 19% and 3% of variance in the 
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overall model, respectively.  Finally, the CTI total score explained 24% of the variance in 

emotional intelligence.  The Commitment Anxiety and External Conflict scales were not found 

to be significant predictors.  A few critiques of this study are offered.  First, researchers for this 

study did not provide ethnic information on the sample population, compromising the 

generalizability of findings.  Additionally, it is not known why researchers chose a population of 

adults for this study.  Developmentally, adults may be more mature, possessing higher emotional 

intelligence and experiencing less commitment anxiety when compared to younger individuals.  

The age range of the sample was quite substantial (ages 16 to 64), and it is possible that varying 

levels of emotional intelligence, adaptability, and interpersonal functioning in young adolescents 

and older adults may have affected the study’s findings.  Finally, considering the different 

developmental levels of adolescents, young adults, and older adults, the findings of this study 

lack generalizability to other age groups. 

 Another construct related to healthy adjustment, sense of coherence, shows evidence as a 

mediator regarding one’s ability to successfully navigate stressful life circumstances.  A higher 

sense of coherence, defined as “the belief that one can derive order and sense out of chaos” 

(Lustig & Strauser, 2002, p. 139), has been shown to be related to the ability to better manage 

tension associated with stressful situations.  Because engaging in career decision making may 

cause stress or anxiety (Sampson et al., 1996b), researchers in one study were interested in 

exploring sense of coherence and dysfunctional career thoughts (Lustig & Strauser, 2002).  For 

this investigation, researchers employed a sample size of 156 freshman and sophomore 

undergraduates in an introductory education course.  Females made up the majority of the 

population (85%) and Caucasian students and African American students (54% and 40%, 

respectively) represented the ethnic majority of the sample.  Authors used two measures: the 
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Sense of Coherence Scale (SOCS; Antonovsky, 1993) and the CTI (Sampson et al., 1996a).  

Pearson product correlations revealed moderate inverse relationships between the two variables 

(r = -.35, p < .01) supporting the authors’ hypothesis.  Results from a MANOVA analysis 

revealed that sense of coherence explained 14% of the variance in dysfunctional career thoughts.  

In other words, the respondents who had a higher sense of coherence viewed deciding upon a 

career as a challenge, not a burden, were more likely to think career decision-making was 

manageable, were more likely to believe they had the necessary resources to decide on a career, 

and finally, were more likely to believe they have the competence to determine their own career 

choice.  

 Another well-studied concept in vocational psychology is career decision-making self-

efficacy (Andrews et al., 2014).  A recent search of empirical research yielded 832 journal 

articles regarding the application of theory, research, and practice on career decision-making 

self-efficacy.  One particular study examined self-efficacy as a predictor of dysfunctional career 

thoughts (Atta et al., 2013).  Instead of investigating the undesirable career self-efficacy 

outcomes resulting from dysfunctional career thinking, researchers examined the positive 

outcomes of career thinking as a result of high self-efficacy.  Purposive sampling, meaning, the 

selection of a non-random sample based upon participant characteristics essential to the research 

questions, was used to draw a sample of unemployed university graduates (N = 256) that was 

fairly balanced in terms of gender.  The age range for this Pakistani population was between 24 

and 37 years old (M = 29.12, SD = 3.13).  Participants completed the Self-Efficacy Questionnaire 

(Schwarzer & Matthias, 1993) and the CTI (Sampson et al., 1996a).  Initially, researchers used a 

sample of 70 unemployed graduates seeking employment to determine psychometric properties 

of the measures.  After evidence of satisfactory validity and reliability of the measures was 
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established (alpha coefficients ranging between .72 to .94), participants were identified through 

various community centers and contacted individually by researchers.  Pearson product 

correlations revealed moderate negative relationships between self-efficacy and all components 

of dysfunctional career thinking (CTI total, r = -.42, p <.001; decision-making confusion, r = -

.38, p < .001; commitment anxiety, r = -.40, p < .001; and external conflict, r = -.24, p < .001).  

Additionally, results of a linear regression showed that self-efficacy was a negative predictor of 

overall dysfunctional career thoughts (β  =  -.41, t = 6.41, p < .001), decision-making confusion 

(β  =  -.37, t = 5.70, p < .001), commitment anxiety (β  =  -.39, t = 6.02, p < .001), and external 

conflict (β  =  -.24, t = 3.42, p < .01).   Finally, it was determined that self-efficacy attributed 

17% of the variance in overall dysfunctional thinking.  These findings were consistent with 

previous studies (Bullock-Yowell, Andrews, McConnell, & Campbell, 2012a; Bullock-Yowell et 

al., 2012b; Pinquart, Juang, & Sibereisen, 2003) which show evidence for the inverse 

relationship between high self-efficacy beliefs and dysfunctional career thoughts. 

 When compared to literature on pathology and dysfunctional career thoughts, the 

research regarding healthy psychological adjustment in relation to career thinking is somewhat 

limited.  However, when synthesizing the overall findings from the empirical work, the message 

is evident: a relationship exists between career and mental health factors.  Additionally, through 

an examination of recent investigations highlighting the interplay of career concerns (e.g., 

dysfunctional career thoughts) and mental health, it is clear that scholars are turning more 

attention to this topic.  It is hopeful that the opinions of earlier writings criticizing the lack of 

literature regarding the intersection of mental health and career concerns (Betz & Corning, 1993; 

Blustein, 2006; Krumboltz, 1993; Swanson, 2002) will soon be obsolete.  The next section will 

review cultural considerations in terms of dysfunctional career thoughts. 
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Dysfunctional Career Thoughts and Cultural Considerations 

As our world becomes a more global and accessible place, it is reasonable to assume that 

scholarly literature would reflect the diversity seen in workplaces, schools, and communities.  

The research summarized in this manuscript thus far has focused on particular psychological or 

social factors and concepts without attention specifically toward diversity considerations.  

However, a growing body of literature offers insight into the role diversity plays with respect to 

dysfunctional career thoughts.  The following section provides a summary of empirical research 

concentrated on dysfunctional career thinking among culturally diverse sample populations. 

One particular study investigated dysfunctional career thoughts among a population of 

ethnically and racially diverse undergraduate college students.  This pre-post investigation 

examined career thoughts of a population of 158 college freshmen enrolled in an ethnically 

diverse freshman career development course (Osborn et al., 2007).  The majority of the 

population for this study were females (74%), with 38% of students identifying as African 

American, 9% Asian American, 15% Hispanic American, and 39% Caucasian.  Overall, students 

in the career course reported lowered dysfunctional career thoughts.  However, the results 

showed no main effect for, or interaction of, gender and ethnicity.  These findings parallel a 

similar study of the impact of a similar course with respect to dysfunctional career thoughts 

(Reed et al., 2001), where neither gender or ethnicity were significant predictors in the reduction 

of dysfunctional career thoughts.  One limitation in the Osborn et al. (2007) study was the small 

sample size for particular ethnic groups (Hispanic n = 23, Asian American n = 14).  The small n 

for each group might have contributed to the non-significant findings.  A power analysis was not 

provided for this study, and because smaller sample sizes yield less power, it is possible that this 

small sample size may not be able to detect significant differences in ethnic groups. 
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A study by Zhou and Santos (2007) revealed contradictory results using students from 

two British universities.  Researchers used the Career Decision-Making Difficulties 

Questionnaire (CDDQ; Gati et al., 1996) and the Cross Cultural Adjustment Questionnaire 

(CCAJ; Black & Stephens, 1989; Robie & Ryan, 1996) to explore career decision-making 

difficulties between British and Chinese students.  While no difference were found between the 

two groups regarding confidence of career choices, Chinese students were significantly more 

likely to report the presence of dysfunctional thoughts, as measured by the CDDQ (F (1, 193) = 

15.66, p < .001).  However, interpretation of the results should be made with caution because of 

confounds with methodology and instrumentation.  For example, the researchers did not provide 

any preliminary analyses to indicate that the two groups of students were comparable.  It is 

possible that the two groups possessed systemic differences and a research design comparing the 

two is inappropriate.  In addition, the manuscript lacked a clear explanation of the measures 

used, specifically, whether the measures were normed for use with international populations and 

if any translation or back-translation were used for this study.  Finally, the unequal sample size 

of the British group and Chinese group may have contributed to unfitting comparisons. 

Citing the lack of literature regarding the dysfunctional career thoughts of people living 

in India, Sud and Kumar (2006) explored correlations among dysfunctional career thoughts, 

achievement motivation, and test anxiety in a population of Indian university students.  

Researchers obtained a sample of 160 college students (male = 80; female = 80) ranging in age 

from 21 – 25 years old.  All students were enrolled in social science and physical science 

disciplines.  Using the CTI (Sampson et al., 1996a), the Costello Achievement Motivation Scale, 

Hindi version (Mishra & Srivastava, 1990), and the Test Anxiety Inventory, Hindi version (TAI; 

Sud & Sud, 1997), researchers discovered a significant relationship between CTI total score and 
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the emotionality subscale of the TAI (r = .16, p < .05).  Results indicate that Indian students with 

elevated dysfunctional career thinking may be more sensitive to evaluation and assessment in 

testing.  Other analyses were not significant and thus, findings indicate there was not a 

connection among dysfunctional career thoughts and achievement motivation, test anxiety, or 

worry in this population of Indian students.  Interestingly, despite having equal gender 

representation, the researchers did not examine any differences in dysfunctional career thoughts 

and test anxiety in males and females. 

 It should be noted that of the three assessments, two were normed for the sample 

population (Indian students).  The CTI is available in eight languages (Psychological Assessment 

Resources, 2015), however, no Hindi version of the CTI currently exists.  It is possible that using 

two assessments normed for the target population and a third assessment that was not specifically 

normed for the same population might confound results of this study.  The authors did not 

suggest how this might have impacted results of the study, or provide information about 

preliminary analyses indicating that the CTI was an appropriate measure to use in this study. 

Finally, Thrift et al. (2012) explored the application of CIP theory (Sampson et al., 2004) 

in a Pacific Island population, a group not previously studied within the context of CIP.  The 

sample was made up of undergraduate students (n = 128) in a course at a Western Pacific 

university.  Race/ethnicity data revealed a large majority of participants identified as Asian (n = 

64, 50%), followed by Pacific Islander (n = 60; 47%), and Other (n = 4, 3%).  Researchers were 

interested in determining the most effective career intervention between the CTI workbook 

(Sampson et al., 1996c; a supplement for the CTI that helps people to recognize and modify 

dysfunctional career thoughts) and a research intervention (students completed the CTI and 

gathered occupational information in order to present a paper to classmates on their findings).  
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The class sections were divided into three treatment groups.  The two intervention groups were 

the CTI workbook group (three sections) and the research group (three sections).  The final 

group was the control group (four sections).  Statistical analysis revealed the CTI total score was 

a main effect for the workbook group, but produced insignificant results for the other groups.  

Researchers are commended for developing a study that employs an experimental design with 

control and treatment groups - the only study reviewed thus far that has done so.  However, the 

authors did not address the applicability of the CTI in this Pacific Island population, which, 

along with other limitations regarding cultural considerations, will be further discussed in the 

analysis later in this manuscript. 

This section has sought to provide an review of the literature regarding dysfunctional 

career thinking on many variables, including career decision making, psychological factors, 

cultural considerations, and underrepresented populations in the research.  The literature suggests 

a clear relationship between dysfunctional career thoughts and these factors.  However, 

limitations to these findings are discussed below. 

 Critical Analysis of Dysfunctional Career Thoughts Literature 

An analysis of the merits and shortcomings in the scholarly literature will be discussed in 

this section, including a summary of findings and concerns regarding sampling, generalizability, 

methodology, instrumentation and more.  Overall, the depth and breadth of existing literature 

regarding dysfunctional career thinking is consistent throughout the research base in showing a 

relationship with career indecision and psychological variables, as measured by numerous 

inventories such as the BDI, BHS, CTI, CDS, CDDQ, MVS, NEO Five Factor Inventory, OAQ, 

STAI, and more.  Research demonstrates that elevated levels of dysfunctional career thinking are 

connected with psychological maladjustment (depression, anxiety, hopelessness, and 
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neuroticism) and healthy psychological adjustment (self-efficacy, emotional intelligence, sense 

of coherence, psychological well-being).  In addition, while the findings are varied, the scholarly 

literature suggests that gender, ethnicity, race, and age are related to dysfunctional career 

thoughts, and suggests that these factors may impact the way people think about their career 

options.  Finally, dysfunctional career thoughts may also share a relationship among attachment 

style, career maturity, and emotionality of evaluation. 

The most evident concern regarding dysfunctional career thinking literature is the 

sampling methods employed by researchers.  The majority of studies reviewed used a sample of 

convenience for the investigation.  While the use of convenience sampling is understandable, the 

lack of random sampling vastly confines the generalizability of results to larger, representative 

populations.  The use of convenience sampling is further evidenced in the use of undergraduate 

college student samples for the majority of studies that explore dysfunctional career thoughts 

(Andrews, Bullock-Yowell, Dahlen, & Nicholson, 2014; Bertoch, Reardon, Lenz, & Peterson, 

2014; Bullock-Yowell et al., 2011; Chason; 2010; Galles & Lenz, 2013; Kilk, 1997; Kleiman et 

al., 2004; Lustig & Stauser, 2002; Meyer-Griffith et al., 2009; Osborn, 1998; Osborn et al., 2007; 

Painter et al., 2008; Paivindy, et al., 2008; Reed, 2005; Rottinghaus et al., 2009; Saunders et al.; 

Saunders, 2007; Saunders et al., 2000; Strauser, Lustig, & Ayse, 2008; Sud & Kumar, 2006; 

Walker & Peterson, 2012; Zhou & Santos, 2007).  In fact, only three of the empirical 

investigations mentioned thus far used non-collegiate populations (Atta et al., 2013; Brown et al., 

2003; Dahl et al., 2008).   

Researchers may view college as a time where students make important developmental 

choices about field of study or career, which lends that particular population as a desirable fit for 

research regarding factors that affect career development.  However, it is also hypothesized that 
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this population is used so frequently in scholarly literature because of the convenience of 

accessibility.  Regulations in research, such as the U.S Code of Federal Regulations for the 

Protection of Human Subjects, may make it more challenging for researchers to gain access to 

protected populations such as inmates, children, and elderly individuals (Arboleda-Florez, 2005).  

This likely renders the college student population more appealing to researchers to employ in 

studies.  However, the lack of research on diverse populations signifies a tremendous social 

justice concern.  It is critical to recognize the unique concerns of less-studied populations in 

order to provide well-constructed career interventions.  While challenging, developing a more 

expansive research base on diverse populations is a dutiful exercise in research integrity.   

Surprisingly, only one empirical study reviewed in this manuscript employed a control 

group as part of the research methodology (Thrift et al., 2012), supported by Brown’s (2015) 

observation that the field of vocational psychology lacks investigations with randomized control 

trials.  Brown (2015) suggested that intervention studies were generally better at incorporating 

randomized control trials when compared to exploratory studies, but overall, there is a clear 

deficiency of robust methodology in the vocational psychology discipline. 

Overall, the lack of randomized control trials in the studies mentioned above threatens the 

internal validity of a study’s findings by overlooking potential confounding variables.  The use 

of a control group, similar to random sampling, provides less biased findings.  Additionally, the 

majority of sample populations used in the studies reviewed were samples of students enrolled in 

various classes (career development courses, psychology courses, educational courses, freshman 

initiative course, etc.), as opposed to a sample of clients involved in individual career counseling.  

As research suggests that dysfunctional career thinking can be detrimental career decision 

making and mental health, using a population of career counseling clients in research might 
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result in more practically applicable findings.  Furthermore, data derived from a sample of 

undergraduates enrolled in a class might produce systemically different findings than data from a 

population of clients involved in individual career counseling.  The results of the studies 

presented thus far are an important base to the literature field, though generalizability to a 

population of clients involved in individual career counseling is questionable.  

Sample demographics are of concern in the body of literature.  Specifically, the majority 

of participants in current studies regarding dysfunctional career thoughts are identified as 

undergraduate Caucasian females (Andrews et al., 2014; Bullock-Yowell et al., 2011; Brown et 

al., 2003; Kleiman et al., 2004; Lustig & Strauser, 2002; Meyer-Griffith et al., 2009; Osborn, 

1998; Paivandy et al., 2008; Puffer, 2011; Rottinghaus et al., 2009; Saunders et al., 2000; 

Strauser et al., 2008).  In addition, one study was completely lacking in demographic information 

regarding race or ethnicity (Dahl et al., 2008), and only one study explicitly stated the 

ethnic/racial diversity of the sample as proportionate to the larger population (Reed, 2005). The 

lack of representativeness in regards to gender and ethnicity may inhibit the application of 

findings and implications to other populations.  A few studies address these discrepancies by 

conducting preliminary analyses to examine differences in gender, age, and race differences and 

found no differences among these factors.  However, the absence of statistical significance 

between groups does not indicate the lack of a practical difference between groups.  In other 

words, it is plausible that study findings are impacted by the disproportionate representation of 

particular groups regardless of statistical findings. 

Another limitation present that affects generalizability of findings are the experimental 

procedures.  For instance, Strauser et al. (2008) explored six constructs of psychological well-

being with a sample size of 91 participants.  The absence of a power analysis leads the reader to 
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wonder if the sample size was large enough for this research design, and if the significant 

findings were due to a Type I error and lack of power.  Surprisingly, many of the studies lacked a 

discussion about power analysis and necessary sample size.   

The selection of measures is a critically important decision in the validity of research 

design.  Overall, most researchers in the studies reviewed above selected statistically sound and 

robust measures for a study.  The majority of publications noted appropriate norming data and 

reliability and validity coefficients, including Cronbach’s alpha when measuring a single trait. 

The CTI was used frequently in the dysfunctional career thinking research and has been found to 

have evidence of reliability and validity, making this an appropriate measure for this construct.  

Sampson et al. (1996c) noted that the CTI appears to be a culturally appropriate measure to use, 

as gender and ethnicity account for only .2% and .1%, respectively, of variance in the model.  

More recently, in a study using the CTI with a Pakistani population, preliminary statistical 

analyses and strong reliability coefficients deemed the CTI to be culturally appropriate and bias 

free (Atta et al., 2013). 

One critique, however, is that nearly all studies used self-report measures.  While there 

are many advantages to self-report measures, there are also disadvantages in that these types of 

measures may be inherently biased when interpreting results due to social desirability or errors in 

self-observation.  Authors may be well served to use multiple methods of evaluation to collect 

data in a more reliable and thorough manner.  Alternative methods of evaluation include 

projective measures such as the Decision-Space Worksheet (Peterson, Leasure, Carr, & Lenz, 

2009), whereby a client might free-associate thoughts about a career decision, allowing a 

practitioner to ascertain information about dysfunctional thoughts listed on the worksheet.  

Suggestions for additional methods of evaluation other than self-report include supervisory 
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evaluations, occupational card sorts, parent or instructor reports, behavioral observation data, or 

a comparison of scores between a client’s self rating and an observer rating (Heppner, O'Brien, 

Hinkelman, & Humphrey, 1994; Kronholz, Hou, & Pawley, 2015; Osborn, Kronholz, & Finklea 

2014).  Qualitative data, such as content analyses from a client’s career journal, may also provide 

rich data about dysfunctional career thinking to inform research and practice (Heppner et al., 

1994).     

This section has presented a summary of the literature regarding dysfunctional career 

thinking, including the relationships among dysfunctional career thinking, career indecision, 

psychological health, and psychological difficulties.  This section also described the roles of 

culture and state of being, specifically in regards to the relationship with dysfunctional career 

thinking.  Finally, a literature critique reviewed the various limitations of research within the 

body of literature.  Overall, the literature presents evidence of the shared relationship 

dysfunctional career thoughts have with many factors.  The current literature on dysfunctional 

career thoughts appears to be a stable basis for which future research can draw upon.  

The next section will describe John Holland’s RIASEC theory, the theory’s associated 

assessment tool called the Self-Directed Search, and will offer a summary and critique of the 

literature. 

RIASEC Theory of Personality and Environment 

 John Holland’s RIASEC theory (1997) is accepted as a central influence in the field of 

vocational psychology (McClain & Reardon, 2015; Nauta, 2012b; Reardon & Lenz, 1999).  

Since 1953, Holland’s theory has gained attention through over 1,970 references in 275 

publications, spanning numerous professional fields and disciplines (Foutch, McHugh, Bertoch, 

& Reardon, 2014).  RIASEC theory continues to be one of the most commonly used career 
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theories in research (Sampson et al., 2014).  Holland’s theory has four assumptions.  The first 

two basic assumptions state that that six personality types generally characterize people 

(Realistic, Investigative, Artistic, Social, Enterprising, and Conventional), and six environmental 

types also characterize the environments where people live and work (Realistic, Investigative, 

Artistic, Social, Enterprising, and Conventional) (Holland, 1997).  The third assumption includes 

the idea that people will seek out environments where they can use their skills and abilities (i.e., 

social people will seek social environments, conventional people will seek out conventional 

environments).  The final assumption of RIASEC theory is that human behavior is influenced by 

personality and environment (Holland, 1997). 

 The six RIASEC types listed above are placed in a hexagonal shape based on theoretical 

models and further elaborate interactions between the six types (see Figure 3).  The model of the 

six types placed on a hexagon a recognizable and frequently replicated figure in vocational 

psychology.  Moreover, the theoretical application of the hexagonal model has been successfully 

replicated across many empirical studies (Spokane & Holland, 1995; Rounds, 1995).  The 

relationship among the six types is determined to be inversely proportional, in other words, types 

that are located adjacent on the hexagon are similar (e.g., Enterprising and Social), while types 

that are on opposite positions on the hexagon from one another are more distinct and have less in 

common (e.g., Conventional and Artistic) (Holland, 1997).  The following paragraphs provide 

general descriptions of the six types according to Holland’s book, Making Vocational Choices: A 

Theory of Vocational Personalities and Work Environments (1997). 

Realistic types are individuals described as preferring to work with things rather than 

people, choosing to work with mechanical objects or outdoors, and may portray themselves as 

hardheaded, practical, or structured.  Such occupations include farmer and mechanic.  
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Investigative types have a preference for working with ideas rather than with people.  They may 

be skilled in the sciences or the field mathematic and are described as curious, precise, and 

complex.  Example occupations for this type include doctor and biologist.  The next type on the 

hexagon is Artistic, which describes a person who prefers to work with creative ideas rather than 

with structure or routine. This group of people may be described as original, expressive, and 

introspective.  Example occupations include opera singer, actor, and writer.  Next, the Social 

type prefers to work with people in a helping manner rather than work with things or ideas, and 

can be described as helpful, sociable, and empathetic.  Social occupations include minister, 

counselor, and teacher.   

 

 

             Realistic      Investigative    

    

 

 

      Conventional Artistic 

 

                       

 

 Enterprising  Social 

 

Figure 3. Holland’s RIASEC Hexagon.  Adapted from Holland, J. L. (1997). Making vocational 

choices. Odessa, FL: Psychological Assessment Resources. 
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Following the Social type, the Enterprising type prefers to direct or persuade people 

rather than work with scientific ideas, and are described as extroverted, assertive, and persuasive.  

Often times, Enterprising types can be effective leaders and public speakers.  Enterprising 

occupations include sales person, manager, and politician (Holland, 1997).  The sixth and final 

type on the hexagon is the Conventional type.  Conventional people prefer to work with data and 

routine as opposed to work that lacks structure.  They can be described as orderly, careful, and 

inflexible.  Such occupations include banker, secretary, and accountant. 

Self-Directed Search: Primary and Secondary Constructs  

 The Self-Directed Search (SDS; Holland & Messer, 2013) is grounded in John Holland’s 

RIASEC theory of vocational interests, now in its fifth edition.  The SDS (Holland & Messer, 

2013) is an interest inventory that is extensively used in vocational psychology (Spokane & 

Holland, 1995) and is unique because it is offered in a variety of administrative formats (e.g., 

paper and pencil, computer, and Internet versions; Lumsden, Sampson, Reardon, Lenz, & 

Peterson, 2004).  The SDS is a measure of vocational interests, which are defined as a person’s 

preference for particular activities (Holland & Messer, 2013) and can reveal a person’s collective 

likes and dislikes which results in identification of predictable patterns of behavior (Smith & 

Campbell, 2009). 

  In addition to being a theoretically-based tool, the SDS is distinctive from many other 

career assessments in that can be self-administered, scored, and interpreted, and generally does 

not require the presence of a trained professional (Holland & Messer, 2013).  The self-directed 

design of the SDS was purposeful in that Holland’s aim was to make career assessment more 

accessible to a mass population (Holland, Powell, & Fritzche, 1994).  Because of its broad 

applicability, the Self-Directed Search has been used in a wide array of settings, including career 



 43 

centers, libraries, industry settings, educational systems, rehabilitation centers and more 

(Spokane & Holland, 1995).   

 The SDS measures both expressed interests, through the Occupational Daydreams 

section, and assessed interests, gathered from the five SDS sections.  Along with a summary 

code, the SDS interpretive results produce primary and secondary constructs that can provide 

valuable information regarding readiness to engage in career decision making (Reardon & Lenz, 

1999).  Primary constructs include summary code type (e.g., SIA), while secondary constructs 

include congruence, commonness, consistency, differentiation, and profile elevation.  The 

following paragraphs describe the secondary construct of profile elevation – a variable of interest 

for this study – and provide a summary of associated empirical research.   As other secondary 

constructs are beyond the scope of this study, the reader is encouraged to access other sources for 

explanation (e.g., Holland, 1997). 

Profile Elevation 

Profile elevation is the sum of the six RIASEC scores across all of a person’s SDS 

endorsements (Holland & Messer, 2013), with possible scores ranging from 14 to 300.  

Scholars have hypothesized an association between profile elevation scores and mental health 

factors (e.g., depression).  One study suggested that clients with low profile elevation scores need 

more support in counseling than those with high profile elevation scores or distinctive profile 

patterns (Spokane, Luchetta, & Richwine, 2002).  Furthermore, Gottfredson and Jones (1993) 

suggested that high profile elevation scores reflects a communicative and animated style, while 

low profile elevation scores may expose an unemotional and depressed personality style.  In a 

study of over 300 displaced workers, Fuller et al. (1999) found evidence that higher profile 

elevation scores were correlated with and traits of openness and extraversion, while low profile 
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elevation scores had a negative relationship with neuroticism.  Fuller et al.’s (1999) study 

indicated that, when compared to those with low profile elevation scores, participants with high 

profile elevation scores were more probable to consider many various career options, more open 

to discuss career options, and less apt to display indicators of depression and anxiety. 

Bullock and Reardon (2008) used the SDS (Holland & Messer, 2013) and the NEO Five 

Factor Inventory (Costa & McCrae, 1992) to explore interest and personality, an under-examined 

topic.  Their sample were 209 undergraduate students enrolled in a career development course.  

The population was evenly split in regards to gender, while the majority of the population 

identified as Caucasian (60%), with African American (17%), Hispanic American (14%), Asian 

American, (2%) and other/prefer not to respond (7%) making up the demographics for this 

sample.  Correlations revealed a positive, significant relationship between interest profile 

elevation and personality characteristics of extroversion, openness, and conscientiousness.  More 

specifically, the overall model was found to be significant (r2 =.19, p <.01), with significant 

contributors as openness (r2 = .39) and conscientiousness (r2 =.18).  These findings support 

previous research (Gottfredson & Jones, 1993; Fuller et al., 1999) indicating a connection 

between interest profile elevation and personality type.  Combined, findings from these studies 

suggest that interest profile elevation is important factor to consider as a part of counseling, as it 

may signify a person’s level of energy to devote to career decision-making (Bullock & Reardon, 

2005)  

Smisson (2009) used a sample of 135 psychotherapy clients in individual counseling in 

an investigation exploring the relationship between interest profile elevation, cognitive 

impairment, depression, and anxiety.  The study used the SDS (Holland et al., 1994) to measure 

interest profile elevation and the Minnesota Multiphasic Personality Inventory – 2 (MMPI-2) 
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(Butcher et al., 1989) to measure depression and anxiety.  Results revealed no significant 

correlations between interest profile elevation, depression, and anxiety.  These results conflict 

with research supporting significant correlations between interest profile elevation and 

personality characteristics (Bullock & Reardon, 2005; Gottfredson & Jones, 1993; Fuller et al., 

1999).  The sample population might contribute to the lack of statistical significance of profile 

elevation scores, which was a sample of people who experienced a cognitive or physical 

disability following injury.  It is likely that cognitive or physical impairment is a more salient 

variable in this population, and thus, makes sense that cognitive or physical impairment is a 

better predictor of depression and anxiety than interest profile elevation. 

In a study that explored the relationship between dysfunctional career thoughts, interest 

profile elevation, Chason (2011) asked 226 undergraduate students in a career development 

course to complete the CTI and SDS.  Results demonstrated a significant overall model (F (3, 222) 

= 3.456, p = .017), with interest profile elevation accounting for 4.5% of the variance in 

dysfunctional career thoughts.  Furthermore, it was found that CTI DMC and CA scales were 

significant contributors in the variation of interest profile elevation, but EC was not a significant 

contributor.  Specifically, as DMC decreased, interest profile elevation increased, and as CA 

increased, interest profile elevation increased.  These findings were in support of most previous 

research, and provided initial evidence supporting the connection of interest profile elevation and 

dysfunctional career thoughts. 

Hartley (2010) explored the constructs of dysfunctional career thoughts, interest profile 

elevation, and career indecision of first generation college students.  The sample included 243 

undergraduate students in a career development course (83 first generation students, 160 other 

students).  The CTI and the SDS were used to analyze dysfunctional career thoughts and SDS 
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primary and secondary constructs, including interest profile elevation.  Results revealed that 

while first generation status did not contribute significant variation in interest profile elevation, 

overall, negative career thoughts (CTI total score) accounted for 0.3% of the variation in interest 

profile elevation.  The author suggested that a less homogenous sample in terms of race, age, and 

enrollment in the course may yield different results. 

Although some research exists, there generally is a lack of substantial empirical evidence 

regarding interest profile elevation.  Additionally, the existing research mostly explored interest 

profile elevation in relation to personality type.  This study, on the other hand, is interested to 

explore interest profile elevation in relation to dysfunctional career thoughts, a topic nearly non-

existent in the literature.  The author was only able to locate two studies that specifically address 

the relationship between dysfunctional thoughts and interest profile elevation using the CTI and 

SDS.  This is surprising, considering that interest profile elevation has shown to have practical 

implications when interpreted by counselors (Reardon & Lenz, 1999).  It may be that counselors 

rely on professional experience or intuition to interpret interest profile elevation, instead of an 

empirically sound interpretation (Gottfredson & Jones, 1993).  The current study hopes to 

expand upon the understanding of interest profile elevation using a sample of people involved in 

individual career counseling.   

Ability Self-Estimates 

Self-rated abilities represent the perception people have about their current work-related  

abilities, such as mechanical abilities, clerical abilities, scientific abilities, and so forth (Brown, 

Lent, & Gore, 2000).  While separate career instruments exist that measure vocational interests 

and vocational self-efficacy (e.g., Skills Confidence Inventory; Betz, Borgen, & Harmon, 1996), 

Holland suggested that it is unnecessary to use a second assessment of self-efficacy apart from 
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the SDS (1997).  According to Holland, ability self-estimates can be derived from ratings on the 

SDS Self-Estimates scale.  Holland also suggested that the Self-Estimates scale serves as an 

appropriate measure of vocational self-efficacy.  

Several empirical studies have sought to explore the relationship among vocational self- 

efficacy and ability self-estimates, indicating that these variables measure similar constructs 

(Brown et al., 2000; Bubany, 2010; Feehan & Johnston, 1999; Rottinghaus, Larson, & Borgen, 

2003).  Brown et al. (2000) used the SDS Self-Estimates section to assess ability self-estimates, 

and the SDS Occupations scale to assess self-efficacy.  This study included 51 males and 178 

females, with a mean age of 18.61 (SD = 1.60 years).  The population was mostly Caucasian 

(67%) and in their first year of college (69%).  Confirmatory factor analysis revealed that self-

efficacy was related to ability self-estimates, in that ability self estimates likely provide the client 

with career self-efficacy.  Authors stated that career self-efficacy may lead clients to explore 

occupations and feel more capable about making a choice.  However, the disproportions in the 

sample (e.g., male/female, age) may have impacted the results, and left the generalizability of 

findings questionable.  Brown et al. (2000) suggest additional investigation using a more diverse 

sample, of which the current study hopes to address with a population of diverse clients in 

individual career counseling. 

Another study explored vocational self-efficacy, assessed by the SDS Self-Estimates 

scale (Bullock-Yowell et al., 2011).  Participants were 238 students in a psychology course at a 

northwestern public university.  The sample was reported to be majority female (75%), with an 

age range of 18 and 47 years (M = 20.13), and diverse in terms of ethnicity (37% Caucasian, 

36% Asian/Pacific Islander, 11% Hispanic, 5% African American, 5% biracial, 5% other, and 

1% Native American).  Confirmatory factor analysis provided evidence that ability self-estimates 
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are related to RIASEC type (Bullock-Yowell et al., 2011).  Specifically, analyses revealed the 

Self-Estimates scale is an indicator of self-efficacy for the Investigative, Social, and Artistic 

types.  The other three types, Realistic, Conventional, and Enterprising, were less supported in 

the model, but it was suggested that these findings were due to an unrepresentative population 

compared to participants representing Investigative, Social, and Artistic types (Bullock et al., 

2011). 

A meta-analysis of 60 investigations regarding vocational self-efficacy and ability self-

estimates found evidence supporting vocational self-efficacy and ability self-estimates as 

moderately related (Rottinghaus et al., 2003).  The studies in this meta-analysis included 

instruments like the Strong Interest Inventory (Harmon, Hansen, Borgen, & Hammer, 1994) and 

the Campbell Interest and Skills Survey (Campbell, Hyne, & Nilsen, 1992).  While the studies 

adhered to Holland’s RIASEC typology, the SDS and the ability self-estimate scales were not 

used to explore ability self-estimates and vocational self-efficacy.  Overall, there is a gap in 

research regarding the SDS Self-Estimate scale, of which this study hopes to address.   

As Wright (2000) suggested, it is necessary to obtain a more comprehensive 

understanding of dysfunctional career thoughts and ability self-estimates as the literature lacks 

research regarding these constructs.  The author was unable to locate a single study that 

addresses these two constructs using the CTI and the SDS Self-Estimates scale.  Understanding 

the relationship between dysfunctional career thoughts and SDS ability self-estimates is 

especially important for this theoretically based examination, as self-efficacy and ability self-

estimates are an important component of career decision making and dysfunctional career 

thoughts in CIP theory. (Bullock-Yowell, Peterson, Wright, Reardon, & Mohn, 2011).  If ability 

self-estimates are an appropriate measure for self-efficacy, and self-efficacy has evidenced a 
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relationship with dysfunctional career thinking (Bullock-Yowell et al., 2012a; Bullock-Yowell et 

al., 2012b; Pinquart et al., 2003), it is worthwhile to examine these constructs using the SDS and 

the CTI in a sample of clients engaged in individual career counseling. 

The following section introduces the literature regarding the connection between 

dysfunctional career thoughts and Holland’s RIASEC typology and constructs. 

Dysfunctional Career Thoughts and RIASEC Theory 

Wright et al. (2000) suggested that previous studies had yet investigated the connection 

of dysfunctional career thoughts and the secondary constructs of Holland’s RIASEC theory.  

These researchers developed an empirical investigation to examine the relationship between 

RIASEC types, secondary constructs (specifically, congruence, coherence, consistency, and 

differentiation), and dysfunctional career thoughts in a college population.  Participants included 

48 females and 33 males.  Similar to most studies, the majority of the population identified as 

Caucasian (87%). The correlations revealed a moderate, significant inverse relationship between 

the CTI’s Decision-Making Confusion scale and a high point Social code (r = -.25, p < .05) and 

a moderate, significant inverse relationship between the CTI Decision-Making Confusion scale 

and a high point Enterprising code (r = -.26, p < .05).  However, significant correlations were 

not found between congruence, coherence, consistency, and differentiation, and CTI scores.  

Canonical coefficients revealed that Realistic types were more likely to have high scores on 

decision-making confusion and low scores on commitment anxiety, while Enterprising types 

were more likely to have low scores on decision-making confusion and higher scores on 

commitment anxiety.  Authors cautioned interpreting the canonical correlations, stating the 

number of variables investigated and small sample size, in addition to overrepresentation of S 
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and E types compared to the small number of R and C types within the sample may have skewed 

the results. 

This important study demonstrates the interrelatedness of the CTI and SDS.  Authors 

relate that the RIASEC typology and secondary constructs help people make a career choice, 

however, when dysfunctional career thoughts impede the matching process, a career decision is 

not easily made.  This study provides initial evidence suggesting a relationship between RIASEC 

type and dysfunctional thoughts, which may reveal additional findings in more recent research 

with a more balanced sample population.  Similar to the studies reviewed thus far, this 

investigation used a sample of convenience to gather data about dysfunctional career thoughts 

and vocational interest on the SDS.  The authors acknowledged the limited practical applicability 

of findings due to the lack of ethnic diversity of the population, due to the confines of diversity 

among ethnicity and over-representation of Social and Enterprising Holland types.  Additionally, 

as the participants were students in a college course, it is reasonable to think that results may be 

different for clients involved in individual career counseling.   

Holland’s RIASEC theory is supported through a tremendous amount of empirical 

research examining personality and environment fit.  A large portion of the research reveals 

important findings concerning the theory’s constructs and has generated significant implications 

for researchers and practitioners. While findings at times are varied, the overall empirical 

research indicates the usefulness and practicality of Holland’s theory, and supports the notion 

that SDS constructs, such as interest profile elevation and ability self-estimates, share 

relationships with readiness for career decision making and career thoughts.   

The following section reviews the small body of literature on these variables using 

sample populations consisting of clients involved in individual career counseling. 
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Dysfunctional Career Thoughts, RIASEC, and Career Counseling Clients 

 A limited number of earlier studies (Borgen & Maglio, 2007; Bullock-Yowell et al., 

2012a; Lowder, 2005) focused on career thoughts or vocational interests used sample 

populations consisting of clients involved in individual career counseling.  This observation is 

supported in meta-analytic studies that found, through the analysis of hundreds of career-related 

empirical studies, that most career-related research has been conducted with college student 

sample populations, not sample populations of clients involved in individual career counseling 

(Oliver & Spokane, 1988; Whiston, Sexton, & Lasoff, 1998; Whiston, Rose, Peterson, & 

Nguyen, 2013).  Most studies obtain samples of convenience using undergraduate students from 

particular courses (introductory career course, freshman exploratory course, etc.) or through a 

university research pool.  This limits the generalizability and applicability of researching 

findings in the career field.  This following section summarizes the findings from the small 

sample of literature that employed sample populations of clients involved in individual career 

counseling, specifically in regards to career thinking and vocational interests.  

 Bullock-Yowell et al. (2012a) selected a population of unemployed adults involved in 

individual career counseling to further understand the career development needs of this group.  

The authors stated that they were specifically interested in conducting a study using a sample 

population of unemployed adults who were involved in career counseling because of the 

disproportionate use of college students to inform theory, research, and practice.  As discussed 

previously in this manuscript, two groups were used as a sample: unemployed adults receiving 

career counseling services, and college students.  Using the CTI (Sampson et al., 1996a), the 

Career Decision Self-Efficacy Scale-Short Form (CDSE-SF; Betz et al., 1996), and the SDS 4th 

Edition (Holland, Fritzsche, & Powell, 1994), authors found non-significant results between the 
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adult and student groups on career decision self-efficacy and dysfunctional career thoughts.  Yet, 

chi-square analyses revealed significant differences of main career interests between the adult 

group and the student group, whereby adults had higher scores on the Realistic scale than the 

students (χ2 = 47.28, p < .001).  In another study that used a sample population of clients 

involved in individual career counseling, Borgen and Maglio (2007) contacted members of a 

career and employment counseling program for unemployed adults in Canada (females = 23, 

males = 16).  Qualitative methodology was employed to gather data about participants’ 

experience implementing employment plans developed in career counseling.  Results revealed 

that 92% of participants found self-confidence and self-exploration activities in career 

counseling to be helpful in implementing their employment plan.  Combined, these two studies 

provide insight into adult job seekers.  For example, because career decision making self-

efficacy is a critical factor for job-seeking, career practitioners should employ interventions that 

help job seekers build career decision making self-efficacy (e.g., job shadow experiences, setting 

achievable tasks/goals).  In addition, it appears as though adult job seekers tend to have more 

exposure to or interest in Realistic careers than college students.  Understanding this, career 

practitioners can help job seekers expand their career options in other areas.   

Lowder (2005) used a client archival database to explore the effect of psychological 

distress on career decision making.  The researcher obtained 182 files from clients who presented 

for services to a university counseling center.  The files included 91 career counseling clients and 

91 personal counseling clients and assessments results from the Symptom Checklist 90-R 

(Derogatis, 1994) and the Strong Interest Inventory (Harmon et al., 1994).  Results indicated that 

overall, clients who presented to the counseling center for personal counseling reported more 

distress than those who presented for career counseling.  This conflicts with previous studies 
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(Gold & Scanlon, 1993; Lewis, 2001) that found non-significant differences in distress between 

groups of personal counseling clients and career counseling clients.  Lowder (2005) explained 

that this may be due to sampling issues, in that the career counseling sample in this study was 

more mature in terms of age, more educated, and had a higher income when compared to the 

personal counseling clients.  These factors (maturity, high income, education) are related with 

less psychological distress (Lowder, 2005).  The author did not comment on analyses conducted 

to ascertain the impact of other factors (e.g. age, education, income) on distress in the whole 

sample (career and personal counseling clients), which may have been helpful to better 

understand the sample and potential confounding variables.  However, overall this study is a 

positive contribution to the small body of literature that used a sample population of clients 

involved in individual career counseling. 

Of the small number of investigations that use a sample population of clients involved in 

individual career counseling, the majority had a focus on the counseling process - not necessarily 

factors impacting a client or counseling outcomes.  For example, one study explored the nature 

of career concerns for clients (Niles, Anderson, & Cover, 2000), while another study investigated 

the experience of clients and counselors in counseling (Anderson & Niles, 2000).  One study 

sought to examine cultural factors impacting the career counseling process (Kim & Atkinson, 

2002).  While these three studies did not directly explore factors impacting career decision 

making (e.g., personality, gender, ethnicity), they represent a small sample of studies that used a 

sample population of clients involved in individual career counseling.  However, the counseling 

process beyond the scope of the current literature review and investigation. 

This section reviewed Holland’s RIASEC theory and the Self-Directed Search.  

Empirical findings were presented on interest profile elevation and ability self-estimates.  
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Finally, this section examined the body of literature regarding career thoughts and vocational 

interests within sample populations of clients involved in individual career counseling. It is 

evident that more work is needed in this area.  The next section offers is a critical analysis of the 

literature and will explore this gap in research further. 

Summary and Critical Analysis of the Literature 

The current literature is extremely limited with regard to dysfunctional career thoughts, 

interest profile elevation, and ability self-estimates within sample populations of clients involved 

in individual career counseling.  While some research involves clients as samples, most of these 

studies focused on career counseling and counselor-client factors (Anderson & Niles, 2000; 

Greenwood, 2008; Olry-Louis, Brémond, & Pouliot, 2012; Niles et al., 2000; Strenger & 

Littman-Ovadia, 2012), client career-directedness (Verbruggen & Sels, 2008), atheoretical 

population-specific interventions (Shea, Pei-Wa, Yeh, 2007), best practices within particular 

populations (Fusick, 2008; Kirk & Belovics, 2008), and unemployment (Atta et al., 2013; 

Borgen & Maglio, 2007; Bullock et al., 2009; Bullock-Yowell et al., 2011).  Therefore, the 

majority of the research employing a client-based population is not directly related to the main 

focus of this current review and investigation.   

 There are also many design and methodological limitations in the existing research.  For 

example, an evident limitation in the literature is the lack of control groups and randomized 

trials, as there was an absence of this type of design in the research.  Using randomized control 

trials provide more empirically sound data to support the relationship between constructs.  In 

addition, only one study explicitly reported using a power analysis to determine sample size to 

achieve appropriate power and effect size (Kim & Atkinson, 2002), making it difficult to discern 

if results are truly attributable to the examined constructs, or due to Type I or Type II error.  
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This literature review supports Whiston et al.’s (2013; 1998) findings that a very small 

number of empirical examinations in the career field employed sample populations of clients 

involved in individual career counseling.  Interestingly, many of the studies that used a sample 

population of clients involved in individual career counseling did so with clients at university 

counseling centers, as opposed to clients from university career centers.   

Research provides evidence on what is known, what is inconsistent, and what is yet 

unknown in regards to dysfunctional career thinking and SDS constructs.  The literature 

reviewed appears to be fairly consistent in showing that dysfunctional career thinking has a 

negative impact on career decidedness, personal factors, and psychological factors.  Inconsistent 

findings between studies may be attributed to differences in the population and methodological 

flaws.  Finally, a noticeably unexplored concept and significant gap in the literature is the 

understanding of these concepts (dysfunctional career thoughts, interest profile elevation, and 

ability self-estimates) within a sample population of clients involved in individual career 

counseling services. 

The aim of the current investigation is to address this gap in research.  Using a sample 

population of clients involved in individual career counseling services to investigate 

dysfunctional career thoughts, interest profile elevation, and ability self-estimates will provide a 

significant contribution to the vocational psychology field.  Such research is likely to promote 

more comprehensive and tailored interventions, encourage expansion on current theoretical 

models, and foster a more effective use of career assessments.  The following chapter restates the 

research questions associated with this study, offer hypotheses, and describes the research 

design, participants, variables, measures, and statistical analyses proposed for this study. 
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CHAPTER 3 

METHODOLOGY 

 The present study proposed to examine the relationship among dysfunctional career 

thoughts, interest profile elevation, and ability self-estimates in a sample population of clients in 

individual case-managed career counseling services at a large, research institution in the 

Southeast United States.  This chapter begins with a statement of hypotheses associated with the 

research questions and an overview of the study’s research design.  Next, this chapter will 

identify the study’s proposed variables of interest, along with the instruments selected to measure 

these variables.  The chapter will conclude with a review of the study participants, proposed data 

analysis, and delimitations. 

Research Questions and Hypotheses 

Based upon a review of the literature, and to address the gaps currently existent in a 

scientific research base, this study offered the following research question: What is the 

relationship among dysfunctional career thoughts, interest profile elevation, and ability self-

estimates?  Considering the literature examined in Chapter 2, specific questions and hypotheses 

were as follows: 

1. Do dysfunctional career thoughts predict interest profile elevation? 

Hypothesis 1: Scores on the Decision Making Confusion (DMC) and Commitment 

Anxiety (CA) scales of the Career Thoughts Inventory (CTI) will capture 

independent variation of interest profile elevation on the Self-Directed Search 

(SDS). 

2. Do dysfunctional career thoughts predict ability self-estimates?  
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Hypothesis 2: Scores on the CTI DMC and CA scales will capture independent 

variation of ability self-estimates on the SDS. 

3. Do interest profile elevation and ability self-estimates predict dysfunctional career 

thoughts? 

Hypothesis 3: SDS Profile Elevation and Ability Self-Estimate ratings will 

capture independent variation of the CTI total score. 

4. What differences exist in level of dysfunctional career thoughts (high, moderate, and low) 

in terms of interest profile elevation and ability self-estimates? 

Hypothesis 4:  There will be significant differences among CTI total high scores, 

moderate scores, and low scores with respect to SDS Profile Elevation and Ability 

Self-Estimate ratings.  

Research Design 

This exploratory study, correlational in nature, used a sample of archival client data from 

the Florida State University Career Center.  The purpose of using an archival data set was two-

fold.  Primarily, the archival dataset consists of data from clients involved in individual career 

counseling, a population sample underrepresented in current literature. Additionally, in using an 

archival data set, the researcher is able to better control for unequal sample size and other factors 

that have served as limitations in past studies (Elder, Pavalko, & Clipp, 1993).  

The relationships among dysfunctional career thoughts, interest profile elevation, and 

ability self-estimates were explored in this study.  Research questions 1, 2, and 3 employed 

simple and multiple regressions, described more thoroughly in the following section. For 

research question 4, the sample was divided into quartiles established by level of dysfunctional 

career thoughts.  This method of using quartiles to examine dysfunctional career thoughts and 
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interest profile elevation has been used in previous studies (Osborn et al., 2007; Bullock, 2005, 

respectively).  A MANOVA analysis was conducted to determine differences among quartiles of 

dysfunctional career thoughts in relation to interest profile elevation and ability self-estimates.  

Variables 

The variables of interest in this study were dysfunctional career thoughts, interest profile 

elevation, and ability self-estimates.  Dysfunctional career thoughts were examined using the 

Career Thoughts Inventory (Sampson et al., 1996a), specifically, the CTI total score, the 

Decision-Making Confusion scale score, and the Commitment Anxiety scale score.  For purposes 

of this study, these variables are defined and operationalized as follows: 

Commitment anxiety:  the “inability to commit to a career choice accompanied by anxiety 

about the outcome of the career decision” (Sampson et al., 2004, p. 92), operationalized in this 

study by the CTI Commitment Anxiety scale (Sampson et al., 1996b). 

Decision-making confusion:  the “extent to which a person’s thoughts or emotions 

interfere with the ability to initiate or sustain the process of career decision making and problem 

solving” (Sampson et al., 2004, p. 92), operationalized in this study by the CTI Decision-Making 

Confusion scale (Sampson et al., 1996b). 

Dysfunctional career thoughts: “thoughts that impair an individual’s ability to solve a 

career problem or make a career decision” (Sampson et al., 2004, p. 91), operationalized in this 

study by the CTI total score (Sampson et al., 1996b). 

 Interest profile elevation and ability self-estimates were examined using the Self-Directed 

Search, 5th Edition (Holland & Messer, 2013), specifically the Profile Elevation score and the 

Self-Estimates scale. These variables are described and operationalized as follows: 
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Ability self-estimates: an individual’s perceived skill for completing a task (Bullock-

Yowell, Peterson, Wright, Reardon, & Mohn, 2011), operationalized in this study by the SDS 

Self-Estimates scale (Holland & Messer, 2013). 

Interest profile elevation: the sum of six RIASEC scores on each SDS section (e.g., 

Activities, Competencies, Occupations, and Self-Estimates I and II) (Holland & Messer, 2013), 

operationalized in this study by the SDS Profile Elevation score (Holland & Messer, 2013). 

Measures 

 

Individual Career Counseling Demographic Intake Form  

 

 Individuals who consented to services at the university career center completed a 

demographic form (See Appendix B) that included information on client name, date of services, 

age, year in school, sex, ethnicity, enrollment status, major (if enrolled in university 

coursework), martial status, class standing, and other information not pertinent to this study. 

Clients denoted their self-identified ethnicity and sex on the form.  The date on which the clients 

received services served as an indicator that the SDS 5th edition was used in counseling.  The 

Individual Career Counseling Demographic Intake Form is a not a form created for the purposes 

of this study, rather, it is a form used in service delivery at the FSU Career Center and has been 

used for other research studies using client data (e.g., Dieringer et al., in press). 

Career Thoughts Inventory (CTI) 

 

Statement of Purpose.  The CTI was developed by Sampson et al. (1996a) to assess 

dysfunctional career thoughts in career decision making and problem solving.  The CTI is based 

on cognitive information processing theory (CIP; Sampson et al., 2004) and can be used to 

screen for clients’ dysfunctional career thoughts, conduct needs assessments, and design 

interventions in career counseling (Sampson et al., 1996b).  The CTI is intended for use with 11th 
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and 12th grade students, college students, and adults who wish to make an educational or 

occupational choice (Sampson et al., 1996b).  The CTI’s readability is calculated at a 6.4 grade 

level (Sampson et al., 1996b). 

Scales and Subscales.  Each CTI item corresponds with one of eight CIP content 

dimensions: self knowledge, options knowledge, communication, analysis, synthesis, valuing, 

execution, and metacognitions. The CTI provides a total score and three scale scores.  The three 

scale scores are Decision-Making Confusion, Commitment Anxiety, and External Conflict. 

The CTI total score assesses a person’s dysfunctional thinking in relation to career 

decision making. The Decision-Making Confusion scale consists of 14 items and assesses the 

degree to which a person’s thoughts or emotions interfere with the ability to start or maintain the 

process of career decision making and problem solving.  An example decision-making confusion 

item is “I’m so confused, I’ll never be able to choose a field of study of occupation.”  The 

Commitment Anxiety scale consists of 10 items and reflects the “inability to make a commitment 

to a specific career choice, accompanied by generalized anxiety about the outcome of the 

decision making process” (Sampson et al., 1996b, p. 92).  An example commitment anxiety item 

is “My opinions about occupations change frequently.”  The final scale, External Conflict, 

consists of 5 items and assesses a person’s capability to balance one’s self-perception with input 

from other people.  An example external conflict item is “I need to choose a field of study of 

occupation that will please the important people in my life.”  

Administration and Scoring.  The CTI is a 48-item self-administered paper-and-pencil 

instrument.  The items are worded to describe thoughts that someone may have in regards to a 

career choice.  Participants answer by indicating preference on a 4-point numerical scale, ranging 

from Strongly Disagree (0), Disagree (1), Agree (2), and Strongly Agree (3).  A practitioner 
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objectively totals the results to obtain the CTI total and three scales scores.  The CTI raw score 

range is between 0 – 144.  The raw scores are converted to T-scores according to the normative 

group (high school, college, or adult) (Sampson et al., 1996b).   

Standardization.  The CTI normative data were collected for high school students (n = 

396), college students (n = 595), and adults (n = 571).  The authors noted that all groups were 

generally representative of the population at large regarding gender, ethnicity, and geographic 

distribution, although there was an overrepresentation of female adults and underrepresentation 

of Hispanic American adults when compared to the national adult population (Sampson et al., 

1996b).  A multiple regression analysis revealed that 5% of variance in the CTI total score was 

accounted for by group membership, and as a result, normative data are provided in three distinct 

groups. 

Reliability.  The CTI total score internal consistency coefficients have a range of α = .93 

to α = .97 for all three normative groups (Sampson et al., 1996b).  The three construct scale alpha 

coefficients were reported as follows:  Decision Making Confusion (α = .90 to .94), Commitment 

Anxiety (α = .79 to .91), and External Conflict (α = .74 to .81).  Four-week test-retest 

correlations for the high school and college student normative groups reveal appropriate stability, 

with overall coefficients as follows: CTI total (r = .77), Decision Making Confusion (r = .77), 

Commitment Anxiety (r = .75), and External Conflict (r = .63).  The lower stability of External 

Conflict scores was due to the small number of CTI items reflective of EC (n = 5). 

The CTI’s reliability has been established by additional studies. For example, in Reed’s 

(2005) study, CTI alpha coefficients were reported as .92 (Decision Making Confusion), .85 

(Commitment Anxiety), and .72 (External Conflict).  Similarly, Chason (2011) reported 

reliability estimates in this study as .93 (Decision Making Confusion), .87 (Commitment 
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Anxiety), and .67 (External Conflict).  Finally, Osborn et al. (2007) reported alpha reliability for 

the CTI as r =.94. 

The CTI Professional Manual (Sampson et al., 1996b) also provides evidence of internal 

reliability from career counseling clients (n = 376).  According to Sampson et al., 1996b, this 

sample is not geographically diverse and thus not appropriate to be referred to as a normative 

group, but instead serves as a reference point in distinguishing normative group respondents and 

clients.  The alpha reliabilities ranged were reported as follows: CTI Total (α = .93), Decision 

Making Confusion (α =  .90), Commitment Anxiety (α = .79), and External Conflict (α = .74). 

Validity.  The CTI’s content validity is reflected through the development of the 

measure, as the items on the CTI are associated with cognitive information processing theory.  

The development of CTI items were guided by the eight CIP dimensions, with each of the 48 

items directly related to a content dimension of CIP theory (Sampson et al., 1996b).    

 The CTI’s content validity was supported in a series of factor analyses (Sampson et al., 

1996b).  Results revealed the three constructs of decision-making confusion, commitment 

anxiety, and external conflict.  It was also determined that the CTI total score correlated most 

highly with decision-making confusion for the three normative groups (r = .89 to r = .94).   

 The CTI’s convergent validity was supported in correlational analyses between the CTI 

content scales and other measures related to career decision making and personality 

characteristics.  Specifically, authors used four measures to establish convergent validity: Career 

Decision Profile (CDP; Jones, 1989), Career Decision Scale (CDS; Osipow et al., 1987), My 

Vocational Situation (MVS, Holland et al., 1980); and the Revised NEO Personality Inventory 

(NEO-PI-R; Costa & McCrae, 1992).  Volunteers from each normative group completed each of 

the measures and it was found that the relationships were correlated in the expected direction for 
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all 18 convergent variables.  Particularly, constructs with positive connotations such as certainty, 

decidedness, and self-clarity correlated negatively with constructs with negative connotations 

(e.g., indecision, anxiety, depression) (Sampson et al., 1996b).  In reference to the CTI’s validity 

and reliability, Feller and Daly stated that the measure is a “well-developed inventory with good 

reliability and validity that does a good job of doing what it says it does” (2009, p. 354). 

Bias Analysis.  The CTI authors selected a panel of experts to examine potential bias 

among a pool of 158 items.  Items that were found to be significantly related with ethnicity or 

gender were removed from the item pool.  This process decreased the likelihood of bias among 

CTI items (Sampson et al., 1996b).  Additionally, a multiple regression analysis indicated that 

ethnicity or gender contributed only .1% and .2% of the variance in CTI total score.  As a result, 

authors concluded that ethnicity and gender did not contribute to CTI total scores and thus, did 

not include separate norms for either variable. 

Summary of Evidence of Appropriateness.  Sufficient empirical evidence exists to 

support the psychometric properties of the Career Thoughts Inventory to assess dysfunctional 

career thoughts.  Furthermore, empirical evidence suggests the CTI is a stable assessment of 

dysfunctional career thoughts.  The CTI possesses acceptable evidence of content, construct, and 

convergent validity.  Finally, the CTI has been shown to be a bias-neutral measure and thus, a 

fitting measure for this study. 

Specific Variables of Interest.  The CTI consists of 48 likert-style items, ranging from 0 

to 3 (0 = strongly disagree, 1 = disagree, 2 = agree, 3 = strongly agree).  The CTI total score 

ranges from 0 to 144.  This study will investigate two of the three scales, Decision-Making 

Confusion and Commitment Anxiety.  The Decision-Making Confusion scale consists of 14 
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items, with total scores ranging from 0 to 42.  The Commitment Anxiety scale consists of 10 

items, with total scores ranging from 0 to 30. 

Self-Directed Search (SDS) 

Statement of Purpose.   The Self-Directed Search Form R, 5th Edition, (SDS; Holland & 

Messer, 2013) is based on John Holland’s RIASEC theory of vocational personalities and work 

environments.  Now in its fifth edition, the SDS has been used since 1972 to measure interests 

and abilities related to career choice (Hartley, 2010).  The SDS is an empirically supported 

measure with a dominant presence in research, theory, and practice (Foutch et al., 2014). There 

are multiple versions of the SDS (e.g., Form E, Career Explorer).  However, because this study 

examines the SDS Form R, the term “SDS” will be used hereafter to refer to the SDS Form R, 5th 

Edition (Holland & Messer, 2013).   

Scales and Subscales.  The SDS includes five sections: vocational aspirations, activities, 

competencies, occupations, and self-estimates.  The aspirations section prompts users to list 

occupations that they considered at some time in their life.  The Activities section contains 14 

items and requires a dichotomous Like/Dislike response from users in regards to liking certain 

activities.  An example item from the Activities section is “I would like to learn strategies for 

business success” (Enterprising).  Similarly, the Competencies section contains 14 items and 

requires users to choose Yes/No responses on whether the individual can or cannot complete the 

activities described.  A Competencies scale example is “I can play a musical instrument” 

(Artistic).  The Occupations section includes 14 items, which are occupations titles associated 

with each RIASEC area.  Users are prompted to endorse Like or Dislike for each occupation, 

such as bank teller (Conventional) or electrician (Investigative).  Finally, the two Self-Estimates 

sections ask users to rate their abilities associated with each RIASEC type (e.g., mechanical 
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ability, teaching ability, etc.).  Users circle their ratings using a Likert scale, ranging from 1 (low 

ability) to 7 (high ability) records user’s responses.   

Administration and Scoring.  The SDS is a self-administered and self-scored inventory 

and takes approximately 20 minutes to complete.  After users rate themselves in terms of 

RIASEC areas on four different sections (Activities, Competencies, Occupations, and Self-

Estimates), the number of positive endorsements endorsed in each section calculates a user’s 

summary code.  The summary code is comprised of the three highest RIASEC scores, in 

descending order (e.g. SIA).  This code is then used in conjunction with the Occupations Finder 

(OF; Holland & Messer, 2013a), the Educational Opportunities Finder (EOF; Messer & Holland, 

2013), or the Leisure Activities Finder (LAF; Messer, Greene, Kovacs, & Holland, 2013) to help 

users find corresponding occupations, educational fields, or leisure activities.  

Standardization.  The SDS 5th Edition (Holland & Messer, 2013) was developed in 

order to be a more useful and relevant tool for practitioners and clients.  The normative sample 

was comprised of 1,739 participants living in geographic areas throughout the United States.  

The age range of participants was between 11 and 70.  The sample was relatively balanced in 

terms of gender and education level ranged from less than 5 years of education (2%) to over 16 

years of education (28%).  The majority of the population was Caucasian (62%), followed by 

Hispanic (17%), African American (14%), and Other/Unreported (7%).  The ethnic makeup of 

the sample was reported to be “fairly representative” (Holland & Messer, 2013) of the U.S. 

population, according to U.S Census data.  

Reliability.  On the 5th edition, internal consistency coefficients (KR-20) for the 

Activities, Competencies, and Occupations scales were reported to range from .71 to .93, while 

the Self-Estimate ratings ranged from .20 to .73.  The summary scale coefficients ranged from 
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.88 to .94.  Test-retest reliability examined a 49 individuals over two time intervals: a short 

period (2 to 4 weeks) and a long period (two to four months).  Overall, the rest-retest reliability 

for the SDS was reported to be r = .82 to r = .96, indicating relatively stable scores across time 

(Holland & Messer, 2013). 

Validity.  The SDS 5th Edition (Holland & Messer, 2013) shows evidence of convergent 

and predictive validity.  The SDS has been found to correlate with the Strong Interest Inventory 

(SII; Harmon et al., 1994), which is an instrument that measures similar constructs and also uses 

RIASEC typology to assess vocational interests.  Significant correlations were reported between 

the SDS and SII on each RIASEC type, with the exception of the Enterprising scale. Predictive 

validity was calculated through current occupations of 307 adults in the standardization sample.  

The sample was divided into two groups: those who reported satisfaction with their current 

occupation and those who reported not being satisfied with their current occupation.  High point 

codes were compared between each participant and their current occupation’s high-point code.  It 

was found that 41% of the participants who were satisfied in their occupations had corresponding 

high point codes.  Conversely, 21% of the participants who were dissatisfied with their career 

were found to have a high-point code that corresponded between their SDS code and the 

occupational SDS code (Holland & Messer, 2013).  Combined, this data provides evidence of 

acceptable validity for the Self-Directed Search. 

Equivalency of Print and Online Versions.  As previously mentioned, there are 

multiple formats of the SDS.  Lumsden et al. (2002) found no significant differences in scores on 

three different administrations of the SDS Form R 4th Edition (print, computer, Internet).  Other 

studies have found similar non-significant results between different SDS versions, suggesting 

that the method used to administer the SDS does not significantly change scores in any way 



 67 

(Holland & Messer, 2013).  Therefore, the three versions of the SDS are “essentially equivalent” 

in regards to summary scores (Holland & Messer, 2013, p. 39). 

Summary of Evidence of Appropriateness.  Undergirded by an extensively researched 

vocational theory, the SDS is a theoretically and empirically supported comprehensive measure 

of vocational interests (Holland & Messer, 2013).  The SDS is grounded in 30 years of empirical 

research and is one of the most well-supported and well-researched career inventories (Reardon 

& Lenz, 2015).  The robust psychometric properties of the SDS make it an appropriate measure 

of vocational interests. 

Specific Variables of Interest.  This study investigates the Self-Estimates scale and the 

Profile Elevation score of the SDS, 5th Edition.  The Self-Estimates scale consists of 12 separate 

likert-style scales ranging from 1-7 (1 = low, 4 = moderate, 7 = high).  Clients completing the 

SDS rank themselves twice in particular areas of ability related to the RIASEC typology (e.g., 

Mechanical, Clerical, Teaching).  The Self-Estimates scale score is the sum of the endorsements 

from 1 to 7, with possible total scores ranging from 12 – 84.  The Profile Elevation score is the 

sum of six sections of the SDS, with total possible scores ranging from 12 to 336, which 

calculates the total positive endorsements on items and the two self-estimate scores.  

Participants 

 

This section describes the study’s sample, including sampling procedures and the 

generalizability of the sample.   

Sampling.  The sample for this study was comprised of individuals who presented for 

individual career counseling at the Florida State University Career Center between 2014 and the 

present day.  This data was drawn from an archival dataset that includes the CTI and the SDS, 5th 

Edition.  The study participants represented a diverse population, including college students, 
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community members, adults, and high school students.  Similarly, academic majors and class 

levels represented were diverse in terms of discipline and college.  Finally, participants signified 

diversity in ethnicity, sex, and marital status.  Voluntary participation in this study was granted 

through informed consent for research at the onset of career counseling (Appendix A).   Clients 

who refrained from signing the research consent form were excluded from this study.  

Individuals under 17 years old were also excluded from this study due to the need for parental 

consent.  A power analysis for adequate sample size is discussed in a later section. 

Population. The archival database consisted of clients seeking individual career 

counseling.  Specifically, this study examined the client files from January 2014 to present day.  

This is to ensure the use of the SDS, 5th Edition, as files prior to January 2014 include data from 

the SDS 4th Edition.   

Participant Characteristics.  The current study’s sample included 86 individual cases 

from the archival dataset.  At the time of analyses, there were 415 total cases in the archival 

dataset.  Of those, 86 files contained the demographic form, a completed CTI, and a completed 

SDS for final analysis.  Table 1 displays gender and ethnicity information for this sample, as well 

as the university’s overall population for Fall 2015 enrollment.  This provides a broad 

comparison of the characteristics of this study’s sample, keeping in mind that the participants of 

this study may or may not have been enrolled in the university during Fall 2015. 

The mean age for this sample was 21.5 years old, with a range between 15 and 59 years 

of age (SD = 6.07).  The majority of participants (74.4%) were between the ages of 18 to 21.  

32.6% of the sample attended between 3 and 5 individual counseling sessions, the fewest number 

of sessions attended being 1 and the most number of sessions attended being 27.  The sample 

included 15.1% students in the first year of college, 22.1% in the second year, 11.6% in the third 
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year, and 22.1% in the fourth year.  19.8% of the sample were high school students, while 8.2% 

of the population were in the fifth year of college or beyond.  Finally, most of the sample were 

undergraduate students (66.3%), while 3.5% were graduate students and 4.7% were community 

members.  22 individuals (25.6%) did not indicate a year in school on the demographic form.  

 

Table 1. 

Demographic Information for Sample and University Population 

Characteristic  Sample (n = 86) Population (N = 41,473)* 

 

Gender    

Female  64% (55) 55% (22,809) 

Male  36% (31) 45% (18,664) 

Ethnicity    

African American  11.6% (10) 8.0% (3,316) 

Hispanic  17.4% (15) 16.9% (6,995) 

Asian/Pacific Island  3.5% (3) 2.5% (1,021) 

White/Non-Hispanic  62.8% (54) 62.4% (25,871) 

Multi-racial  3.5% (3) 2.8% (1,168) 

No response  1.2% (1) 1.6% (682) 

*Data from FSU Fall 2015 enrollment.  Retrieved from http://www.ir.fsu.edu/facts.aspx 

  

When compared to the total university population, the sample had an overrepresentation 

of females and African Americans.  There was a slight overrepresentation of Asian/Pacific 

Islanders and Multi-racial participants.  Males were underrepresented in this sample, while 
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White/Non-Hispanic participants and participants who chose not to give their ethnicity were 

fairly representative of the university population. 

 

Data Analysis 

Statistical Procedures 

 

Preliminary statistical analyses were used to determine equality of variance and possible 

multicolinearity.  Cronbach’s alpha was calculated to establish the CTI’s internal validity. 

Simple and multiple regression, along with MANOVA, were used to explore the relationship 

among dysfunctional career thoughts, interest profile elevation, and ability self-estimates.  

Analyses was conducted using Statistical Package for the Social Sciences (SPSS) version 

22.0.0.0.  

Data Analysis Validity 

G*Power 3.1.7 (Faul, Erdfelder, Buchner, & Lang, 2009) was used conduct an a priori 

power analysis to determine appropriate sample size based on the proposed research questions.   

The power level value of .80 was selected based on the recommendations from Cohen (1998), 

which states that .80 is a standard, generally accepted level of power to protect against Type II 

error.  Power level was set to .05 as a generally acceptable level of power (Cohen, 1998).  

Finally, a medium effect size was chosen based on the same recommendations from Cohen 

(1998), which state that a medium effect size is sufficient to determine practical implications 

from statistical analysis.  The following represents the recommended sample size per research 

question: 

Questions 1 – 3:  G*Power revealed an acceptable sample size for correlational analysis 

as 68 participants. This was determined by calculating a two-tailed correlation with an alpha 

level of .05, a power value of .80, and a medium effect size. 
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Question 4:  Results of a between factors MANOVA statistical analysis with an alpha 

level of .05, a power value of .80, and a medium effect size (f2 = .25), with one independent 

variables and two dependent variables revealed a recommended total sample size of 81.  The CTI 

manual (Sampson et al., 1996b) delineates CTI total score levels that will be used in this study to 

establish low, moderate, and high CTI scores.  The independent variable for this question was the 

CTI total score with 3 levels (high, moderate, low).  The dependent variables for this question 

were interest profile elevation and ability self-estimates.  For data analysis in SPSS, these scores 

were converted from continuous raw scores to categorical raw scores based on the CTI total 

score levels.  Clients with total raw scores less than 48 (T score < 50) were re-coded as 1 (low), 

clients with total raw scores between 49 – 66 (T score 51 – 59) were re-coded as 2 (moderate), 

and clients with total raw scores above 67 (T score > 60) were re-coded as 3 (high).  

Delimitations 

The archival design of this study is somewhat restrictive, in that the researcher was 

limited by the existing measures and data.  Because this study used existing data, random 

sampling was not applied in data collection.  This may limit generalizability of results, perhaps 

only to other individual career counseling clients at the site of this investigation.   

The measures used in this investigation are self-report measures, meaning, level of 

dysfunctional career thoughts, interest profile elevation, and ability self-estimates are based on 

the participants’ subjective perception of themselves, as opposed to objective data.  Additionally, 

this study did not consider or account for the varying definitions of dysfunctional career 

thoughts, interest profile elevation, or ability self-estimates.  It is difficult to independently verify 

the accuracy of self-report measures.  Respondents are shaped by their own subjective 

experiences, and as a result, the responses in self-report measures may inadvertently over-report 
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symptoms or under-report symptoms.  Respondents may misunderstand question prompts, 

respond more positively due to social desirability pressure, or lack self-awareness and make 

errors in self-observation.  At the time of administration, respondents may be happy, tired, 

grumpy, anxious, hungry, distracted, or content.  The biopsychosocial experience of humanness 

cannot be ignored in assessment.  While this is a limitation for this study, research in the social 

sciences, vocational psychology, and career counseling depend on self-report measures for data 

collection and analysis and is considered a valuable method of data collection (Stone, 2000). 

In addition, dysfunctional career thoughts were assessed using the Career Thoughts 

Inventory and this study does not account for the way this construct might be measured or 

defined differently by other assessments.  Similarly, interest profile elevation and ability self-

estimates were measured and operationalized using Self-Directed Search constructs, and this 

study does not take into consideration how other career assessments define or measure these 

constructs. 

Finally, while this study initially hoped to address ethnic and racial differences between 

groups, the sample size was not large enough to support statistical analyses between groups, even 

when only have 2 groups (white and non-white).  In terms of size, the sample’s ethnicity 

proportions served as a limitation in exploring ethnicity as a variable. 

Procedures 

 

This study was granted approval by the University Human Subjects Review Committee 

prior to the analysis of data (Appendix C).  The data analyzed was archival data from the Florida 

State University Career Center individual counseling client files.  Clients seen in individual 

career counseling have a file that consists of related case material.  This includes the Individual 

Career Counseling Demographic Intake Form, weekly progress notes, career assessments, and 
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other related case material.  The files are kept in a locked filing cabinet in a career center 

administrative office.  Researchers (N = 5) assigned numerical values to the client data and 

entered the data into SPSS to allow for statistical analysis.  The researchers included faculty 

members and doctoral students trained in data entry methods for this study in order to assure 

exact coding and data entry procedures were followed.  While the client files vary in terms of 

completed assessments, this study included only data from clients who completed, at a minimum, 

the demographic intake form, the CTI, and the SDS Form R, 5th Edition.  Additionally, because 

the CTI can be used to measure change in dysfunctional career thoughts (Sampson et al., 1996b), 

it is possible that some client files might include more than one CTI.  In that event, only the first 

completed CTI was used for this study’s purposes.  Inclusion criteria for this investigation 

include a signed consent form and 3 completed measures: Individual Career Counseling 

Demographic Intake Form, Career Thoughts Inventory (Sampson et al., 2006a), and Self-

Directed Search, 5th Edition (Holland & Messer, 2013).  Exclusion criteria included a missing or 

unsigned informed consent for research form, one or more missing measures, or individuals 17 

or younger.  

Service Delivery Model 

The Florida State University Career Center has three main service-delivery models: self-

help, brief-staff assisted, and individual case-managed career counseling (Sampson et al., 2004).  

These service-delivery models are based in CIP theory and consider a client’s complexity and 

capability to solve a career problem.  This study examined clients who sought individual case-

managed career counseling.  To familiarize the reader with the concept of career readiness and 

service-delivery models in this setting, the following section offers brief descriptions of the three 
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service-delivery models and the readiness for career decision making model (Sampson et al., 

2000) (Figure 4). 

Self-help services include the self-guided use of information.  This type of service 

typically lasts about one session, with a period of 20 to 40 minutes (Sampson et al., 2004).  This 

type of service is appropriate for clients who present with low complexity and a high capability 

for solving their career concern.  Brief-staff assisted services involve meeting with a career 

advisor on a drop-in basis.  These sessions might last about 20 minutes and are appropriate for 

clients who demonstrate one of two scenarios: (1) a high level of complexity in terms of their 

career situation and a high level of capability to solve the career problem, or (2) a low 

complexity of in terms of their career situation and low capability to solve the career problem 

(see Figure 4). 

In the brief meeting with a career advisor, an Individual Learning Plan is typically 

created to help clients identify career goals, resources to help achieve their goals, and activities 

 

                             
Figure 4. A Two Dimensional Model of Readiness for Career Decision Making (Sampson, 
Peterson, Reardon, & Lenz, 2000). 
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to solve their career problem.  If a career advisor determines that a client’s career concern is high 

in complexity and the client’s capability to solve the career problem is low, the client may be 

referred to individual case-managed career counseling.  In this situation, clients fill out an intake 

form that asks for demographic information, including name, sex, age, ethnicity, marital status, 

education level, enrollment status, major, need for accommodation, occupations the individual is 

considering, and satisfaction of their career options (Appendix B).  After the intake form is 

completed, a staff member reviews the form and the client will be assigned to a career counselor.  

Individual case-managed services are scheduled on a weekly basis and sessions are 50 minutes in 

duration.            

Conclusion 

 This manuscript describes an investigation titled, “The relationship among dysfunctional 

career thoughts, interest profile elevation, and ability self-estimates.”   The study’s major aim 

was to contribute to the scholarship of vocational psychology by using a sample population 

frequently lacking in the literature: clients involved in individual career counseling.  This notion 

is expounded upon by Brown (2015), who stated that samples of “non-help-seekers” (p. 73), 

such as volunteers from a research pool, are likely to differ from clients involved in individual 

career counseling in terms of career counseling needs.  By using a sample of clients involved in 

individual career counseling, this study addressed the dearth of literature examining clients 

involved in individual career counseling, specifically in terms of dysfunctional career thoughts, 

interest profile elevation, and ability self-estimates. 
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CHAPTER 4 

RESULTS 

 Simple and multiple regression, along with MANOVA, were used to explore the 

relationship among dysfunctional career thoughts, interest profile elevation, and ability self-

estimates in a population of career counseling clients.  Analyses were conducted using Statistical 

Package for the Social Sciences (SPSS) version 22.0.0.0.  This chapter presents the findings of 

statistical analyses, including descriptive statistics of each variable, internal consistency 

coefficients of the CTI for the current study, and the hypotheses and findings for each research 

question. 

Descriptive Statistics of the Variables 

 The means, standard deviations, skewness, and kurtosis for each variable are shown in 

Table 2. This includes analyses from two scales of the CTI (Decision-Making Confusion, 

Commitment Anxiety) and two scores from the SDS (Self-Estimates, Profile Elevation). No 

evidence of skewness or kurtosis was found.   

 

Table 2. 

  Descriptive Statistics of the Variables of Interest 

 M SD Skewness Kurtosis 

Decision-
Making 
Confusion 
 

19.19 7.87 -.070 -.228 

Commitment 
Anxiety 
 

18.43 4.43 -.398 .045 

Self-Estimates* 49.95 9.13 -.277 .720 
 

Profile Elevation 147.22 32.76 -.036 1.299 

*total score, consisting of Self Estimates1 and II scales 
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Instrumentation 

 Scale and subscale reliability coefficients were analyzed for the CTI.  Cronbach’s alpha 

revealed the CTI’s internal consistency for this investigation to be .91.  As reviewed above, the 

SDS is a well-validated instrument and has demonstrated good reliability. 

Data Analysis   

 Statistical Package for Social Sciences (SPSS) version 22.0.0.0 was used to complete the 

data analysis of this research study.  Test of normality of data, including the Kolmogotov-

Smirnov and Shapiro-Wilk’s tests and Box’s M equality of covariates test, along with visual 

inspection of a histogram, revealed assumptions of normality were not violated.  Additionally, 

VIF collinearity statistics indicated no evidence of multicollinearity.  The correlations of 

variables are found in Table 3. 

 

Table 3. 

  Correlations Among Variables of Interest 

 CTI Total Decision-
Making 
Confusion 

Commitment 
Anxiety 

Self-Estimates  Profile 
Elevation 

CTI Total 1 .841** .520** -.270* -.210 
 

Decision-
Making 
Confusion 
 

 1 .250* -.308** -.269* 
 

Commitment 
Anxiety 
 

  1 .094 .202 
 

Self-Estimates     1 .575** 
 

Profile 
Elevation 

    1 

*p<.05; **p<.01, one-tailed 
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Research Questions, Hypotheses, and Findings 

 The following section presents the research questions, hypotheses, and related findings 

for this investigation. The overall research question for this investigation was “What is the 

relationship among dysfunctional career thoughts, interest profile elevation, and ability self-

estimates within a sample of individual career counseling clients?”   

Research Question 1 

The first research question asked was: Do dysfunctional career thoughts predict interest 

profile elevation?  Based on a review of literature and results of past investigations, it was 

hypothesized that scores on the Decision Making Confusion (DMC) and Commitment Anxiety 

(CA) scales of the Career Thoughts Inventory would capture independent variation of interest 

profile elevation of the Self-Directed Search. 

A multiple regression was used to determine the independent variation of interest profile 

elevation captured by DMC and CA.  The overall model was significant (F (2,83) = 7.926, p < 

.01).  The model R2 was determined to be .160, indicating that 16% of the variance in interest 

profile elevation could be explained by decision-making confusion (7%) and commitment 

anxiety (9%).  The beta weight values indicate that as decision-making confusion increases, 

interest profile elevation decreases.  Alternatively, as commitment anxiety increases, interest 

profile elevation increases.  See Table 4 for beta weight values, t-scores, and p-values of this 

model. 

Research Question 2 

The second research question was: Do dysfunctional career thoughts predict ability self-

estimates?  Based on a review of literature and results of past investigations, it was hypothesized 

that scores on the CTI DMC and CA scales would capture independent variation of ability self- 
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Table 4. 

Predictors of Profile Elevation 

Predictor B SE B β t p 

Decision-
Making 
Confusion 
 

-1.418 .433 -.340 -3.276 .002** 

Commitment 
Anxiety 

2.306 .767 .313 3.009 .003** 

*p<.05; **p<.01 
 
 
estimates of the SDS.  A multiple regression was used to determine the independent variation of 

ability self-estimates captured by DMC and CA.  The overall model was significant (F (2,83) = 

6.000, p < .01).  The model R2 was determined to be .126, indicating that 12.6% of the variance 

in ability self-estimates could be explained by decision-making confusion (11.7%) and 

commitment anxiety (0.9%).  It was determined that decision-making confusion was a significant 

predictor in the model while commitment anxiety was not a significant predictor.  The beta 

weight values indicated that as decision-making confusion increases, ability self-estimates 

decrease.  See Table 5 for beta weight values, t-scores, and p-values of this model. 

 

Table 5. 

Predictors of Ability Self-Estimates 

Predictor B SE B β t p 

Decision-
Making 
Confusion 
 

-.411 .123 -.354 -3.341 .001** 

Commitment 
Anxiety 

.375 .218 .182 1.721 .089 

*p<.05; **p<.01 
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Research Question 3 

 The third research question was: Do interest profile elevation and ability self-estimates 

predict dysfunctional career thoughts? Based on a review of literature and results of past 

investigations, it was hypothesized that the SDS Profile Elevation and Ability Self-Estimate 

ratings would capture independent variation of the CTI total score. A multiple regression was 

used to determine the independent variation of dysfunctional career thoughts captured by interest 

profile elevation and ability self-estimates.  The overall model was significant (F (2,83) = 3.539, p 

< .05).  The model R2 was determined to be .079, indicating that 7.9% of the variance in 

dysfunctional career thoughts can be explained by interest profile elevation (2.9%) and ability 

self-estimates (5%), combined.  While ability self-estimates was a significant predictor, interest 

profile elevation was not a significant predictor.  See Table 6 for beta weight values, t-scores, 

and p-values of this model. 

 

Table 6. 

Predictors of Dysfunctional Career Thoughts 

Predictor B SE B β t p 

Profile 
Elevation  
 

.072 .099 .128 .728 .469 

Self-Estimates -.752 .356 -.372 -2.116 .037* 

*p<.05 
 
 
Research Question 4 

The fourth and final research question was: What differences exist in level of 

dysfunctional career thoughts (high, moderate, and low) in terms of interest profile elevation and 
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ability self-estimates?  Based on a review of literature and results of past investigations, it was 

hypothesized that there would be significant differences among CTI total high scores, moderate 

scores, and low scores with respect to SDS Profile Elevation scores and Ability Self-Estimate 

ratings.  A MANOVA analysis revealed that there was not a statistical difference in CTI category 

(high, moderate, low) based on SDS Profile Elevation and Self-Estimate ratings (Wilks’ lambda 

= .98, F (2, 82) = .322, p = .863).  Because the overall model is not significant, no further analyses 

were conducted. Table 7 displays descriptive statistics for each variable, including mean, 

standard deviation, and number of cases.   

 

Table 7. 

Estimated Means of Interest Profile Elevation and Ability Self-Estimates by CTI Category 

Variables  Mean SE N  

Profile 
Elevation  

     

CTI: Low 
 

 149.26 28.92 19  

CTI: 
Moderate 

 152.47 35.36 23  

 
CTI: High 

 143.22 33.19 44  

 
Self-Estimates 

     

CTI: Low 
 

 50.42 7.7 19  

CTI: 
Moderate 

 51.43 9.39 23  

 
CTI: High 

 48.98 9.61 44  
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Table 8 presents the MANOVA summary table, including F ratio, level of significance 

for interest profile elevation and ability self-estimates, and overall multivariate results (e.g., 

Wilks’ lambda). 

 
Table 8. 
 MANOVA Summary Table 

Source Dependent 
Variable 

SS Df MS F p 

CTI 
Categorya 

Profile 
Elevation 
 
Self-
Estimates 

1294.74 

 

96.55 

2 

 

2 

647.37 

 

48.28 

.597 

 

.573 

.553 

 

.566 

aWilks’ lambda = .98, F (2, 82) = .322, p = .863, η2 = .016 
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CHAPTER 5 

DISCUSSION 

The purpose of this study was to examine the relationship among dysfunctional career 

thoughts, interest profile elevation, and ability self-estimates.  The Career Thoughts Inventory 

(CTI; Sampson, Peterson, Lenz, Reardon, & Saunders, 1996a) was used to measure 

dysfunctional career thoughts, specifically, decision-making confusion and commitment anxiety.  

The Self Directed Search, 5th Edition (Holland & Messer, 2013) was used to measure interest 

profile elevation and ability self-estimates.  Two theoretical foundations undergirded this study:  

cognitive information processing theory (Sampson, Reardon, Peterson, & Lenz, 2004) and 

Holland’s RIASEC theory (Holland, 1997).  The study’s sample population consisted of 86 

individuals who had engaged in career counseling at a career services center at a large, public, 

Southeastern university. 

The following sections offer a summary as related to each research question.  Limitations 

in methodology are provided, and a discussion regarding the implications for theory, practice, 

and education and training.  Finally, suggestions for future research are offered, followed by a 

conclusion on the study’s findings. 

Summary of Results 

Research Question 1 

It was hypothesized that decision-making confusion and commitment anxiety would 

predict interest profile elevation.  Results support this hypothesis, revealing that 16% of the 

variance in interest profile elevation could be attributed to decision-making confusion and 

commitment anxiety in a sample of individual career counseling clients.  Specifically, 
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commitment anxiety accounted for 9% of the variance in interest profile elevation and decision-

making confusion accounted for 7% of the variance in interest profile elevation.   

Results of this research question demonstrated a positive correlation between 

commitment anxiety and interest profile elevation, meaning, as scores on the CTI Commitment 

Anxiety scale increased, SDS Profile Elevation score increased.  Commitment anxiety is defined 

as the “inability to commit to a career choice accompanied by anxiety about the outcome of the 

career decision” (Sampson et al., 2004, p. 92).  Higher SDS Profile Elevation scores have been 

shown to positively correlate with traits of openness, conscientiousness, and extraversion 

(Bullock & Reardon, 2008; Fuller et al., 1999), and an expressive, enthusiastic, or impulsive 

style (Gottfredson & Jones, 1993).    

Considering these definitions and findings, this study implies that career counseling 

clients with elevated CTI Commitment Anxiety scores and elevated SDS Profile Elevation scores 

may be open to consider a wide variation of career options.  This openness, perhaps explained by 

a person’s expansive interests or varying and well-developed competencies, may create anxiety 

about selecting and committing to only one career choice.  In CIP theory terms, it might be that 

this open-mindedness or openness contributes to career undecidedness.  Clients with high 

interest profile elevation scores and high commitment anxiety scores might be so open to options 

that they feel undecided in committing to one or two satisfactory career choices.  This 

undecidedness might be developmentally appropriate (referred to as undecided-developmental; 

Sampson et al., 2004), for example, in the case of a young adult or college freshman who has not 

yet been exposed to the information or experience necessary to feel comfortable committing to a 

choice.  Or, this undecidedness may signify a client who is indecisive (Sampson et al., 2004), 



 85 

which may indicate negative affect, mental health concerns, or biological factors (e.g., ADHD).  

These two scenarios have very different practice implications, discussed in more detail below. 

In addition, results of this research question suggest a negative correlation between 

decision-making confusion and interest profile elevation.  Decision-making confusion is defined 

as the “extent to which a person’s thoughts or emotions interfere with the ability to initiate or 

sustain the process of career decision making and problem solving” (Sampson et al., 2004, p. 

92).  Results of this study indicated that as scores on the CTI Decision-Making Confusion scale 

increased, SDS Profile Elevation scores decreased.  This finding can be explored through the 

lens of previous research, which indicated positive correlations between dysfunctional career 

thoughts and emotions (e.g., depression; Dieringer et al., in press; Saunders et al., 2000; Walker 

& Peterson, 2012) and a negative correlation between interest profile elevation and 

psychological difficulty, such as neuroticism (Bullock & Reardon, 2008; Reed, 2005; Sampson 

et al., 1996b; Sampson et al., 1998) and depression (Spokane, Luchetta, & Richwine, 2002).  

According to the results of this research question, career counseling clients with high DMC 

scores and low SDS Profile Elevation scores may experience difficulty in solving a career 

problem, perhaps attributed to interfering negative emotions or thoughts, such as neuroticism 

(e.g., anxiety, hostility, self-consciousness) and depression.  This has important implications for 

practice to be discussed later in this chapter. 

These findings of this study parallel previous research (Chason, 2011), which found 

similar negative correlational relationships between decision-making confusion and interest 

profile elevation in a sample of undergraduate students enrolled in a career development course. 

However, the variance of interest profile elevation attributed to dysfunctional career thoughts 

differs.  In Chason’s (2011) study, 4.5% of the variance of interest profile elevation was 
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explained by dysfunctional career thoughts (DMC, CA, and External Conflict scales) compared 

to the findings of this study, which found that DMC alone accounted for 7% of the variance in 

interest profile elevation.  The difference in between Chason’s (2011) study and the current study 

might be accounted for by a methodological difference.  The interest profile elevation score is 

made up of four separate SDS sections.  It might be that using another overall score (e.g., CTI 

total score) as a predictor produces less explained variance.  Having one scale (e.g., DMC) as a 

predictor variable might capture more independent variation of interest profile elevation, perhaps 

because components of DMC relate to interest profile elevation better than the CTI total score.  

For example, DMC has evidenced a relationship with depression (Dieringer et al., in press; 

Saunders et al., 2000; Walker & Peterson, 2012) and depression is associated with lack of 

interests and indecision (American Psychiatric Association, 2013).  If the DMC score is elevated 

and a client endorses DMC items (“I get so depressed I can’t get started,” “I’m so confused, I’ll 

never be able to choose a field of study of occupation”), it makes sense that overall SDS 

endorsements would be affected.  

Additionally, the dissimilar findings might be explained by the samples used.  Chason’s 

sample was 226 undergraduate students in a career development course, while this study used a 

sample of individual career counseling clients. It might be that individual career counseling 

clients differ from volunteer/course selected research participants.  Finklea’s (2016) found that 

individual career counseling clients with CTI total scores above T > 65 also exhibited mental 

health concerns such as depression, anxiety, obsessional-compulsive concerns, personality 

disorders, and gender and culturally based concerns.  It is likely that individual career counseling 

clients might experience more significant or acute mental health concerns that impact thinking 

style and identification of overall career interests (e.g. competencies, activities, self-estimates, 
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etc.).  Finally, perhaps students enrolled in a career development course are innately more open 

to exploring career options or have less acute stress regarding career decision making, which 

might explain higher interest profile elevation scores and lower variance captured by decision-

making confusion in Chason’s (2011) study compared to the current study.  

Separately, decision-making confusion and commitment anxiety offer distinctive 

explanations of interest profile elevation.  However, these constructs together offer another 

explanation of results.  Because decision-making confusion and commitment anxiety are both 

types of dysfunctional career thoughts, it might be that they act together as a pervasive factor that 

contributes to interest profile elevation.  For example, a person might be open to occupational 

options to such a degree (e.g., “There are so many occupations,” commitment anxiety) that a 

person feels as confused about beginning the process of career decision-making (e.g., “I’m so 

frustrated with the process I can’t get started,” decision-making confusion).  In addition, previous 

studies have shown that decision-making confusion and commitment anxiety share correlations 

with other constructs, such as neuroticism (Reed, 2005), communication apprehension (Meyer-

Griffith et al., 2009), and self-efficacy (Atta et al., 2013).  The findings from these studies  

indicate that there is some level of shared variance between decision-making confusion and 

commitment anxiety, and supports the CTI validation study that found decision-making 

confusion and commitment anxiety correlated between r = .57 and r = .80 (Sampson et al., 

1996b).  Interestingly, the CTI Manual notes that correlations between decision-making 

confusion and commitment anxiety were lowest among individual career counseling clients at r 

= .57.  In the current study, decision-making confusion and commitment anxiety had a lower 

correlation, at r = .25.  This suggests that among individual career counseling clients, decision-
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making confusion and commitment anxiety measure more distinct constructs when compared to 

individuals served in other methods (e.g., class, brief staff-assisted).   

It should be noted that 84% of the variance in interest profile elevation is not explained 

by decision-making confusion or commitment anxiety.  Past research has found that factors such 

as openness and conscientiousness capture variation of interest profile elevations, 39% and 18%, 

respectively (Bullock & Reardon, 2008).  However, most studies found the independent variable 

(e.g., decision-making confusion) used to predict profile elevation actually captured only a small 

amount of variation.  As an example, the CTI total score explained 4.5% (Chason, 2011) and 

0.3% (Hartley, 2010) of interest profile elevation.  Taking into account the similar findings from 

the current study, it seems there is more to learn about interest profile elevation.  This will be 

further discussed in the implications for research section below. 

Research Question 2 

It was hypothesized that decision making confusion and commitment anxiety would 

capture independent variation of ability self-estimates.  This hypothesis was supported, with 

findings indicating that 12.6% of the variance in ability-self estimates are attributed to decision-

making confusion and commitment anxiety in a sample of individual career counseling clients.  

Most of the variance was attributed to decision-making confusion (11.7%).  Commitment anxiety 

was not found to be a significant predictor in the model.  Results demonstrated a negative 

correlation between decision-making confusion and ability self-estimates, where, as CTI 

Decision-Making Confusion scale scores increased, SDS Self-Estimate scale scores decreased.  

To explore this relationship, a review of selected terms and current literature is offered.  

Ability self-estimates are defined as the perceived ability to complete a task (Bullock-Yowell, 

Peterson, Wright, Reardon, & Mohn, 2011; Holland & Messer, 2013) and decision-making 
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confusion reflects emotions and thoughts that hinder the career problem-solving process 

(Sampson et al., 1996b).  Past research has established the relationship between the CTI 

Decision-Making Confusion scale and depression (Dieringer et al., in press; Saunders et al., 

2000; Walker & Peterson, 2012).  Symptoms of depression include low self-esteem and 

difficulty making decisions (American Psychiatric Association, 2013).  Past research has 

suggested that the SDS Self-Estimates scale can be used to measure vocational self-efficacy 

(Brown et al., 2000; Bubany, 2010; Feehan & Johnston, 1999; Rottinghaus, Larson, & Borgen, 

2003), whereby low scores are related to low vocational self-efficacy.  Additionally, Holland 

(1997) suggested the SDS Self-Estimates scale is an appropriate measure of vocational self-

efficacy.   

Results of this research question suggest that clients who are confused about the decision-

making process also have difficulty identifying their skills or attributes, perhaps unsure of their 

abilities.  In addition, it is likely that a person who endorses items on the DMC scale also 

experiences negative thoughts or emotions (Sampson et al., 2004).  It is possible that this 

negative thought pattern affects a person’s ability to positively endorse ability self-estimates.  It 

might be that clients who endorse few items on the Self-Estimates scale do not actually lack 

skills, but that they perceive a lack of skills due to a negative thinking style.  High scores on the 

CTI Decision-Making Confusion scale and low SDS Self-Estimates ratings might indicate 

significant mental health concerns, where perhaps clients might be experiencing depression and 

low sense of self-efficacy related to a negative thinking style. 

In this question, commitment anxiety was not a significant predictor, nor did it explain 

much variance in ability self-estimates.  Statically, this might be due to factor loadings on the 

CTI, whereby there are more items on the DMC scale than the CA scale.  Practically, results 



 90 

suggest that the inability to commit to a career choice, and the subsequent anxiety pertaining to 

making a career choice, is unrelated to endorsement of vocationally related abilities.  It might be 

possible that an individual career counseling client has not yet approached the process of 

committing to a choice; rather, counseling was sought to address the confusion about how to 

begin the process of career decision-making.  Finally, it might be that DMC is a better predictor 

of ability self-estimate ratings than CA because of the shared constructs between the DMC and 

SDS Ability Self-Estimate scale, such as depression and self-efficacy. 

With about 88% of the variance of ability self-estimates not explained by dysfunctional 

career thoughts, it is important to consider what other constructs might contribute to ability self-

estimates.  It is difficult to attend to past research to answer this question, as there is a dearth of 

literature regarding SDS Self-Estimates, the implications of which are discussed below.  

However, considering that ability self-estimates and self-efficacy appear to not measure 

meaningfully distinct constructs (Bubany & Hansen, 2010), combined with the knowledge that 

decision-making confusion, depression, and self efficacy are related, it might be that a measure 

of depression or personality might be better able to capture variance in ability self-estimate 

scores.  

Research Question 3 

It was hypothesized that interest profile elevation and ability self-estimates would predict 

dysfunctional career thoughts.  Results indicate that 7.9% of the variance in dysfunctional career 

thoughts was explained by interest profile elevation and ability self-estimates, however, only 

ability self-estimates was a significant predictor, accounting for 5% of the variance. Profile 

elevation may not be a significant predictor in this question because the SDS Profile Elevation 

score is the total number of endorsements on the SDS from all sections: Activities, 
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Competencies, Occupations, and Self-Estimates.  As such, it is difficult to discern from which 

sections the endorsements were made.  For example, a high profile elevation score might come 

from many endorsements in the Competencies and Occupations sections, with very few or no 

endorsements from the Self-Estimates scale and Activities section (or any such combination).  

The various SDS sections measure slightly different concepts (Holland & Messer, 2013). 

Therefore, statistically and conceptually, using the SDS Profile Elevation score to predict 

dysfunctional career thoughts might not produce meaningful results.  Section or item level 

analysis might be more helpful in such a case, for example the Activities Section and CTI 

Commitment Anxiety scale.  

The notion that section or item level analysis might produce more statistically significant 

results might explain why ability self-estimates were a significant predictor for dysfunctional 

career thoughts.  The statistical difference and predictive power of the ability self-estimates scale 

might have been found due to careful selection of potentially related concepts: self-efficacy and 

negative thinking.  The beta weight value indicated a negative relationship between the two 

variables, where, as ability self-estimates scores increased, CTI total scores decreased.  This 

suggests that as clients endorsed having abilities in particular areas, they were less likely to 

endorse dysfunctional career thoughts. This preposition makes sense when considering the 

established relationship between negative thoughts and low self-efficacy as described above 

(Atta et al., 2013; Bullock-Yowell, Andrews, McConnell, & Campbell, 2012a; Bullock-Yowell 

et al., 2012b; Pinquart, Juang, & Sibereisen, 2003), whereby thinking patterns may impact the 

ability of someone to identify particular strengths, abilities, and positive attributes.  Thinking 

style may not only affect people’s current perception of their abilities, but the perception of the 

ability to gain particular skills or abilities in the future. 
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Research Question 4 

The fourth and final research question hypothesized that there would be significant 

differences in level of dysfunctional career thoughts (low, moderate, high) in terms of interest 

profile elevation and ability self-estimates.  Results indicate that when the CTI total score is 

categorized into low, moderate, and high score groups, there is no significant difference between 

the groups based on SDS Profile Elevation and Self-Estimate ratings. 

This was an unexpected finding considering a review of literature regarding these 

variables, and past research that applied the same categorization method as this investigation.  

There are a few statistical and conceptual matters that might explain the results of this research 

question.  First, the group sizes were unequal in terms of number of subjects.  There were 19 

subjects with a low CTI total score, 23 subjects with a moderate CTI score, and 44 subjects with 

a high CTI score.  Keppel and Wickens (2004) state that there is no rule of thumb regarding the 

point at which unequal cell size is a problem, though it is possible that the unequal cell size in 

this study makes it difficult to ascertain meaningful results (Abu-Bader, 2010).  Past studies that 

have used this same method to investigate dysfunctional career thoughts (Osborn, Howard, & 

Leierer, 2007; Reed et al., 2001) have achieved significant results between groups, however, 

both samples in these studies were undergraduate students enrolled in a career course. In 

addition, both studies were pre-test post-tests design.  In addition, the differences might be due to 

using different criteria to divide the groups into categories, where perhaps the division of 

categories for the current study might be more beneficial using sample means as opposed to CTI 

manual means. 

Results of this study suggest that perhaps the categorization of high, moderate, and low 

CTI scores may not be appropriate for individual career counseling clients.  It might be that a 
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systematic exists difference between students enrolled in a career development class and clients 

in individual career counseling.  These differences could include the nature and complexity of 

the career concern, the capability to engage in career decision-making and problem solving, and 

the readiness and motivation for change.  These concepts are supported in the model for career 

decision-making, where the complexity of the career concern and capability to engage in career 

decision-making influence a person’s readiness for change and appropriate modes of intervention 

(e.g., self-help, brief staff-assisted, individual counseling)  (Sampson, Peterson, Reardon, & 

Lenz, 2000).  Unlike students enrolled in a career course, perhaps individual career counseling 

clients should be viewed on a continuum as opposed to categorically. 

It is interesting to examine the means of interest profile elevation and ability self-

estimates in terms of CTI category (see Table 7).  The data is not statistically significant, 

however, an interesting pattern emerged regarding the mean values.  The CTI category that had 

the lowest mean value for both interest profile elevation and ability self-estimates was the CTI 

high category (T score > 60), with means of 143.22 for interest profile elevation and 48.98 for 

ability self-estimates.  Following, the CTI low category (T score < 50) indicated a mean of 

149.26 for interest profile elevation and a mean of 50.42 for ability self-estimates, and finally, 

the CTI moderate category (T score 51 – 59) had the highest mean values for interest profile 

elevation with mean of 152.47 and a mean of 51.43 for ability self-estimates.  In other words, 

those with high CTI scores collectively had lower values for interest profile elevation and ability 

self-estimates.  Those with moderate CTI scores collectively had the highest values for interest 

profile elevation and ability self estimates.  Those with low CTI scores collectively fell in the 

middle for mean values of interest profile elevation and ability self estimates.   
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Interpretation of this data should be done cautiously as there is no statistical significance 

behind these values, however it is interesting to note the pattern. The pattern suggests some sort 

of diminishing returns, where low CTI scores are not necessarily reflected in higher scores for 

profile elevation and ability self-estimates.  It might be that a individual career counseling clients 

who do not endorse dysfunctional career thoughts might experience a lack awareness of their 

interests and abilities and the career problem-solving process in general, hence a moderate 

elevation for interest profile elevation and ability self-estimates.  A lack of exposure to the world 

of work might be one way that would impact a person’s capability to identify interests or 

abilities.  Sampson et al. (2004) might refer to this as a person who is undecided-developmental 

or undecided-deferred.  An individual career counseling client who endorses a substantial 

amount of dysfunctional career thoughts might also be affected by co-occurring depression or 

holds a negative thinking style (Dieringer et al., in press); Saunders et al., 2000; Walker & 

Peterson, 2012) that makes it difficult to identify interests and abilities.  Sampson et al. (2004) 

describe this person as indecisive.  Finally, an individual career counseling client who endorses a 

moderate presence of dysfunctional career thoughts might have an awareness of wanting to solve 

a career problem and an awareness of their interests and abilities, and desires assistance in 

beginning or sustaining the process.  Sampson et al. (2004) might refer to this as a person who is 

undecided-developmental or undecided-multipotential, due to the endorsement of many items on 

the SDS. 

Limitations 

 There are several limitations to this study that may impact the external and internal 

validity of its findings.  The following section examines this study’s limitations in sampling, 

measures, and data analysis. 
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Limitations in Sampling 

It is important to consider a study’s generalizability of findings to other populations or 

settings.  The sample in this study were seen for individual career counseling services at a 

comprehensive career services center at a large, public research institution in the Southeast part 

of the United States.  Considering potential geographical, economical, political, cultural, and 

social variances across the U.S., applicability of this study’s findings outside of the specific 

setting in which it was conducted, is limited.  In addition, females and White/non-Hispanic 

individuals were overrepresented in this sample.  While this over-representation was consistent 

with the university population, generalizability of findings are limited when considering gender 

or other ethnic populations in other settings. 

The study’s sample was comprised of clients who sought individual career counseling 

services at a university.  It is possible that individuals who seek out career counseling services 

are inherently different that those who do not, or those who seek out other methods of career 

counseling (e.g., drop-in services, self-help services, career course).  It may be that persons 

seeking individual career counseling services are more aware of their career concern, are in 

higher distress, or are less satisfied with current problem-solving mechanisms.  The hypothesis 

that people seeking individual career counseling services may be different than those who do not 

seek such services is based in the readiness for career decision-making model (Sampson, 

Peterson, Reardon, & Lenz, 2000). This model postulates that a person seeking individual career 

counseling likely has a complex career problem and has limited resources to solve that problem.  

These findings may not generalize to individuals seeking brief staff-assisted help, those engaged 

in career self-help, or those not seeking help at all.  Sampling is only one type of limitation in 

this study; other limitations in measures and data collection are discussed next. 
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Limitations in Data Collection 

 The data collected from this study was analyzed from an archival data set.  The files 

analyzed were collected from January 2014 until May 2016.  Considering the two-and-a-half-

year time difference, it may be possible that there are inherent differences in the sample 

population.  Sociological, economical, political, and cultural factors may have influenced 

responses from clients throughout that span of time.  For example, two different clients who 

completed the CTI in January 2014 and May 2016 might have different responses in accordance 

to the economical or political climate.   

 Similarly, this archival data set and the assessments completed by each client captures 

just a moment in time.  The data can explain only the subjective experience of clients as they 

were while completing the assessments and seeking individual career counseling.  As a result, 

the data cannot explain the longitudinal relationship between the three variables of interest. In 

addition, clients may have completed the CTI and SDS at different times during the counseling 

process.  The CTI is typically part of the intake process and the first measure completed.  The 

SDS might be given at a later point in the career counseling process, or not at all.  If an SDS is 

given weeks after the CTI, it is likely that the career counseling intervention may have an impact 

on the way in which clients endorsed items on the SDS.  In such a case, the data is not 

necessarily capturing the accurate connections between the SDS and CTI, as time might serve as 

a confounding variable.  

  Limitations in Prior Research 

 A study’s research questions should be thoughtfully developed on the basis of theory and 

previous research.  In addition, questions should offer a directional hypothesis grounded in 

research, while addressing a gap in the scholarly literature.  This study was grounded in two 
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evidence-based theories and two well-validated assessment measures.  However, the lack of prior 

research on the sample population (individual career counseling clients), in addition to the lack 

of research on two of the variables of interest (interest profile elevation and ability self-

estimates) created challenges in developing directional questions based on past research.  

However, the study’s exploratory nature provides an initial base of evidence on the relationship 

between dysfunctional career thoughts, interest profile elevation, and ability self-estimates, so 

that future research can build upon these initial findings through the development of directional, 

research-driven hypotheses. 

Acknowledging and describing the limitations in this study can develop implications and 

recommendations for theory, research and practice and recommendations, discussed in further 

detail below. 

Implications of the Study 

Implications for Theory  

 This study used two empirically validated theories, cognitive information processing 

(Sampson et al., 2004) and RIASEC theory of personality and environment (Holland, 1997).  

These theories each have a well–validated assessment measure, the Career Thoughts Inventory 

(Sampson et al., 1996a) and the Self-Directed Search (Holland & Messer, 2013).  As such, the 

results of this study may help to refine, supplement, and add to the existing theoretical 

underpinnings of each of these theories.   

From a theoretical perspective, this study supports the usefulness of CIP and RIASEC 

theories in research and practice.  Clinicians might use the information found in this study to 

connect two major career theories and to bolster case conceptualization and treatment planning 

(Reardon & Lenz, 2015).  There appears to be a link between decision-making confusion and 
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ability self-estimates that adds to the understanding of the CASVE cycle, where a majority of the 

CTI decision-making confusion items relate to the Communication and Analysis phases 

(Sampson et al., 1996b).  It makes sense that individuals who feel confused about the process of 

career decision making, who are unclear about themselves or their options, and who are 

discouraged about the career decision-making process would have also have difficulty 

identifying their abilities as related to the SDS Self-Estimates scale.  In terms of CIP theory, this 

difficulty would impact a client’s self-knowledge domain on the CIP Pyramid.  The self-

knowledge domain, in addition to the occupational knowledge domain, is an important part of 

the foundation of career decision-making.  It is critical to have a strong foundation of self and 

options knowledge to begin the career decision-making process.  It might be that a person who 

endorses fewer items on the SDS Self-Estimates scale also experiences difficulty beginning or 

sustaining the career decision-making process.  The link between the measures (CTI and SDS) 

also represents a connection between CIP and RIASEC theories, specifically, RIASEC and the 

CASVE cycle. 

Similarly, the relationship between commitment anxiety and interest profile elevation 

also adds to the understanding of the CASVE cycle, where the majority of CTI commitment 

anxiety items relate to the Synthesis and Valuing phases (Sampson et al., 1996b).  If a person 

feels unable to narrow down a list of career options, feels as if there are several occupations that 

“fit”, or is concerned about overlooking an occupation, it makes sense that overall endorsements 

on the SDS might be in the higher range.  These are two examples of CIP and RIASEC theories 

working in tandem. 

CIP and RIASEC theories both consider a person’s ability to identify skills in the 

metacognitions and self-estimates components of the theories, respectively.  Results of this study 
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support the importance of career self-efficacy in career decision making and in identifying 

abilities.  CIP and RIASEC theoretical models should continue to incorporate space for 

assessment of a person’s ability to identify skills.  This is bolstered by Tracey and Sodano 

(2013), who stated that assessing a person’s self-efficacy and interests in tandem produces a 

more comprehensive picture of a person’s overall career interests. Reardon and Lenz (2015) 

offer a guide for using CIP and RIASEC theories in career counseling which would provide 

support for a clinician working within these frameworks.  Overall, this study supports CIP and 

RIASEC theories working together to help people make informed career decisions.  For 

example, Reardon and Lenz (2015) state that RIASEC theory is especially effective in 

connecting self-knowledge and occupational knowledge, where CIP theory is effective in 

clarifying the thoughts and emotions associated with career decision making.  Supporting this 

preposition, this study indicated that the two theories, taken together, help to better understand a 

client’s self-knowledge and schema of the world of work. 

Finally, in considering the findings, it seems as though decision-making confusion and 

ability self-estimates share variance, and commitment anxiety and interest profile elevation share 

variance. Practically, it might be that decision-making confusion and ability self-estimates are 

more representative of a chronic state of being, where commitment anxiety and interest profile 

elevation are acute states.  Decision-making confusion and ability self-estimates may be 

impacted by internal factors, such as negative thinking or a critical self-concept.  Alternatively, 

commitment anxiety and interest profile elevation may be more susceptible to environmental 

factors, potentially as a result of having to adhere to systems or policies (e.g. declaring a major, 

graduation, sudden job loss).  This hypothesis might be integrated into theory refinement to 
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better understand conceptualize a client’s presenting concern, and thus inform the creation of 

efficacious interventions. 

The following section discusses the results of the study in terms of practical implications, 

offering suggestions to clinicians in practical work and instructors for training purposes. 

Implications for Practice 

 The two main aims of this study were to investigate the relationship between CIP theory 

and RIASEC theory and to learn more about individual career counseling clients.  There are 

many implications for practice gleaned from those two purposes which trainees, clinicians, and 

instructors might use in practical work with clients. The following implications for practice will 

be discussed under the lens of CIP theory (Sampson, et al., 2004) and RIASEC theory (Holland, 

1997). 

The findings from this present study indicate that both decision-making confusion and 

commitment anxiety play a role in interest profile elevation scores.  It is important to consider 

that, until recently, interest profile elevation was a concept interpreted by intuition as opposed to 

research-validated understanding (Gottfredson & Jones, 1993).  In the past decade, other 

researchers (Bullock & Reardon, 2008; Chason, 2011; Fuller et al., 1999; Hartley, 2010) have 

begun to investigate profile elevation with more robust statistical methods.  This study has also 

added to the literature to bolster the research-based understanding of SDS Profile Elevation 

scores.   

The indication that decision-making confusion and commitment anxiety explain some 

variance of interest profile elevation has practice considerations.  For example, it is important 

that a clinician investigate the specific sections of the SDS to determine which, if any one 

particular section, contributed to the profile elevation score.  If the majority of endorsements 
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were on the activities section, it might imply that a person is interested in many different 

activities, thus, might experience anxiety committing to a choice.  On the other hand, if there are 

very few endorsements on the ability self-estimates section, it may be that the client lacks 

abilities, or negative thoughts impede the capability to identify abilities.  The variance exposed 

here explains why it is critical for a counselor to look at the SDS by section and review the 

client’s item-level endorsements.   

The relationship found between interest profile elevation and commitment anxiety 

suggests that a client with elevations on these scores might experience trouble in the synthesis 

and valuing stages of the CASVE cycle.  A client who experiences anxiety about committing to a 

choice, along with having a wide variety of interests, skills, and abilities, is likely to experience 

difficulty in synthesis crystallization (narrowing down of options) and prioritizing career options.  

A clinician might work with this client by using occupational cards sorts, values card sorts, or 

computer assisted career-guidance systems to help the client create a schema of the world of 

work, helping to eliminate particular groups or fields.  Informational interviews or job 

shadowing might also be a helpful intervention, especially if a client is agreeable to talk with 

professionals.  A clinician might also utilize the Decision Space Worksheet (DSW; Peterson, 

Leasure, Carr, & Lenz, 2009) to help clarify and prioritize career options.  Furthermore, it would 

be important to determine if the commitment anxiety was developmentally appropriate, or if it 

hinders the ability to make a career choice.   

A client who is undecided-developmental (Sampson et al., 2004) may differ in terms of 

intervention than a client who is indecisive.   A client who is undecided-developmental is at a 

point where a career choice needs to be made, but the client might not have all the information 

necessary to make a choice, perhaps due to lack of exposure to the world of work or an 
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underdeveloped self-concept.  This type of client might be helped in individual career counseling 

by clarifying self-knowledge and occupational knowledge through a values card sort, a computer 

assisted career-guidance system, or exploration of the Occupations Finder (OF; Holland & 

Messer, 2013a) and the Educational Opportunities Finder (EOF; Messer & Holland, 2013).  

Clients who are indecisive may lack information about themselves and the world of work, along 

with feelings and emotions to such an extent that career decision-making is difficult, if not 

seemingly impossible (Sampson et al., 2004).  This might be observed by a counselor objectively 

through assessments, such as a person with high CTI scores, low ability self-estimate scores, or 

few SDS endorsements.  Or, a counselor might be informed by subjective information, such as 

listening to the client’s language regarding self-knowledge and the career decision-making 

process. In career counseling, it is critical to address this type of client’s executive processing 

and negative metacognitions on the outset.  One way negative metacognitions can be identified 

and altered in counseling is with the aid of the CTI workbook (Sampson et al., 1996c), CIP 

theory, and Cognitive Behavioral Therapy (Beck, 1976), which focus on altering negative 

thoughts to become more realistic, balanced thoughts that do not negatively interfere with the 

decision-making process. 

It is important to note that higher CTI scores are associated with depression; perhaps even 

more so the case when also considering a low ability self-estimate score.  In such an instance, a 

clinician should consider the reason a client lacks endorsements on the SDS Self-Estimates scale.  

Perhaps it is because of a lack of experience to demonstrate abilities, such as adolescent students 

still honing their abilities, or gaining exposure to situations where particular abilities can be 

demonstrated.  In this instance, a clinician might initiate an exploratory conversation regarding a 

client’s past history in terms of courses, extracurricular involvement, volunteer work, or hobbies.  
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This would encourage an exploration of abilities demonstrated in non-work environments, which 

would help clarify a client’s self-knowledge.   

On the other hand, high decision-making confusion scores and low ability self-estimates 

might indicate the presence of mental health issues that impact a client’s ability to identify 

certain abilities.  Interventions with clients with high CTI DMC scores and low SDS Ability 

Self-Estimates scores could focus on increasing career self-efficacy, which Brown (2000) asserts 

will lead clients to explore occupations and feel more capable about making a choice.  However, 

Betz (2000) suggests that the inability to identify abilities may lead to avoidance behaviors, so a 

clinician would want to be cognizant of possible avoidance behavior while working with a client.  

Motivational interviewing, combined with other career counseling theories, is a technique that 

might be helpful in such an instance.  Finally, in terms of CIP theory, clients with elevated DMC 

scores and low SDS Profile Elevation scores may experience difficulty in starting the career 

decision-making process, represented by being “stuck” Communication phase of the CASVE 

cycle.  It may be that this client feels unable to begin the process of decision-making because of 

confusing thoughts that make it difficult to identify any abilities or career options.  In this case, a 

clinician might use interventions that increase mastery and self-efficacy.  This might include a 

counselor-facilitated skill building exercise or the cognitive restructuring of negative thought 

endorsements on the CTI.  This might also include the Guide to Good Decision-Making Exercise 

(Sampson et al., 1996b), which would help build a client’s self-efficacy in terms of decision-

making skills.  The CTI workbook (Sampson et al., 1996c) would be a helpful intervention to 

address identifying, challenging, and altering dysfunctional career thoughts.  Finally, it might be 

that a career counseling client would also benefit from mental health treatment, if it is decided 

that the depression (or anxiety, or hopelessness, etc.) interferes with the client’s decision-making 
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process at the same rates as, or more than the career concern.  In this case, a career counselor and 

mental health practitioner might gain a release of information from the client in order to best 

coordinate treatment and intervention and to ensure consistency of goals. 

Finally, along with data from objective measures, it is important that clinicians remember 

to use their clinical judgment in forming case conceptualizations and intervention planning.  This 

might include item-by-item analysis of items endorsements on the CTI or SDS, or querying the 

client in regards to their responses on items.  A skilled clinician will integrate the subjective 

report of the client with the objective results of the assessment data.  Using clinical judgment, 

seeking supervision, and being aware of working within competencies are examples of best 

practices when working with individual career counseling clients.  Overall, clinicians must treat 

client concerns holistically, not separating career and mental health concerns (Dozier, Lenz, & 

Freeman, 2016; Lenz et al.,2010).   

Implications for Education and Training 

The call for holistic services that integrate career counseling and mental health 

counseling is increasingly present (Dozier, Lenz, & Freeman, 2016; Hinkelman & Luzzo, 2007; 

Lenz, Peterson, Reardon, & Saunders, 2010; Stoltz & Haas, 2016; Zunker, 2008; Zunker, 2016), 

evidenced throughout scholarly journal articles, conference themes and presentations, and 

professional development workshops.  Historically, the two concepts were one in the same, with 

mental health counseling emerging from the vocational guidance movement during World War II 

and the industrial revolution.  Through the decades, mental health counseling became separated 

from career counseling, which today is evidenced in systemic functions such as licensing, degree 

requirements, and governing body philosophical beliefs.  Research suggests that professionals, 

instructors, and trainees possess misconceptions regarding the interrelatedness of career 
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counseling and mental health counseling (Anderson & Niles, 1995; Tara, Kline, & Paulson, 

2011). 

 The results of this study suggest that the tendency to separate career concerns and mental 

health concerns lacks practical nuance. It is critical to attend to both career and mental health 

concerns that are present in counseling, which can include negative thinking style, low self-

efficacy, difficulty in decision making, or the inability to commit to a choice.  These components 

are not strictly career-based; rather, they have an impact on many different parts of a person’s 

life.  This idea should be part of counseling trainee’s educational and practice-based learning and 

can be implemented in a few ways.  First, college administrators should be thoughtful in 

selecting instructors for career-based courses.  Instructors should be aware of the historical 

significance of the vocational guidance field, and understand the importance of integrating career 

and mental health in counseling.  Second, trainees should be encouraged to reflect upon any 

misconceptions regarding the interrelatedness of career and mental health counseling.  With 

effective facilitation by an instructor, reflecting on misconceptions of career and mental health 

would help address incorrect assumptions regarding the applicability and integration of career 

and mental health counseling.  Finally, hands-on application of theory and interventions may 

increase trainees’ attitude and understanding of career counseling, and help in understanding the 

connection between career and mental health counseling.  The connections can be seamless, as 

many career theories connect well with psychotherapy theories.  For example, CIP theory might 

be used in conjunction with cognitive behavioral therapy (Beck, 1976) to address the connections 

between thought, emotion, and behavior. 
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Implications for Policy 

 Blustein (2008) noted “vocational psychological research has important applications for 

the development of public policies that are directed toward improving the quality and range of 

working experiences for individuals across the social and economic spectrum” (p. 229).  Political 

legislation has changed the landscape of our working society with the American with Disabilities 

Act, Civil Rights Act of 1964, The Age Discrimination in Employment Act, Fair Labor 

Standards Act, Family and Medical Leave Act, and more.  These pieces of legislation 

incorporate findings from occupational, vocational, and industrial/organizational psychology 

research (Quick & Tetrick, 2002).  Understanding that research is a critical component in policy 

and legislation, the results from this study could be applied at organizational levels.  For 

example, one of the conclusions from this study is the understanding that individual career 

counseling clients differ from other help-seekers or non-help seekers.  It is important to note that 

this study is not a comparative study and thus no conclusive evidence can be drawn, but in 

examining the results from this study and previous studies examining similar variables, it seems 

to support the notion that differences exist between individual career counseling clients, 

undergraduate students enrolled in a career course, and research volunteers.  This is further 

bolstered by Brown (2015), who postulated that in research, samples of volunteers from a 

research pool are likely to differ from clients involved in individual career counseling. 

 Sampson et al. (2004) attend to this notion of providing services based on client needs in 

describing a differentiated model of service delivery.  In this model, an initial readiness 

assessment is a critical component to determine the level of intervention appropriate for a client.  

This individualized approach to service-delivery is a reflection of the study’s findings: no two 

clients are alike.  Our educational and organizational policy should reflect this same sentiment.  
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Manual-based services have become a standard of practice with the evolution of evidence-based 

practice (Pilecki & McKay, 2016; Wilson, 2007).  While manual-based services have much to 

offer, there are limitations in such broad models of service-delivery including both client and 

clinician limitations.  These limitations include failing to account for individual differences in 

clients, ineffectively meeting client needs, restriction of clinician innovation, challenges in terms 

of clinician competency, feasibility of use, and clinician job satisfaction (Addis, Wade, & Hatgis, 

1999).   

Employment one-stop centers, university counseling centers, federal workplace 

programs, vocational rehabilitation programs, and secondary career guidance programs would 

best serve their clients by adhering to a differentiated model of service delivery.  Researchers, 

practitioners, and policy makers should strive to obtain a balance between efficacy and efficiency 

(Marchand, Stice, Rohde, & Becker, 2011). 

Recommendations for Future Research 

 This section includes recommendations for future research, based on the findings and 

limitations from the current study and past research.  One recommendation comes from the 

finding of this study, and past studies, that a small variance of interest profile elevation is 

explained by dysfunctional career thoughts.  It appears as though there is some connection 

between dysfunctional career thoughts and interest profile elevation, but existing studies leave 

anywhere between 99.7% and 84% unexplained variance in interest profile elevation among 

populations of individual career counseling clients, students, and volunteer research participants.  

This indicates that there are other factors that contribute to variance in interest profile elevation 

scores.   
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Past research has shown that the Revised NEO Personality Inventory (NEO-PI-R; Costa 

& McCrae, 1992) Openness and Conscientiousness scales explain the most variance in interest 

profile elevation (39% and 18%, respectively; Bullock & Reardon, 2008).  Future research might 

further explore the relationships between the NEO subscales of openness and conscientiousness 

to determine which, if any, specific subscale accounts for more variance in interest profile 

elevation.  Having such an understanding might help to clarify what specifically about openness 

or conscientiousness is related to interest profile elevation.  DeYoung (2015) posits that openness 

is associated with the plasticity metatrait, reflecting cognitive exploration and engagement with 

information, and the tendency to “seek, detect, appreciate, understand, and utilize both sensory 

and abstract information” (p.44).  In terms of vocational psychology, this may indicate a person’s 

belief that learning is achievable (e.g., “I can learn to do this”).  Conscientiousness, on the other 

hand, is associated with the stability metatrait and reflects motivational stability, a tendency to 

resist distraction, follow rules, and comply to order.  In terms of vocational psychology, this may 

indicate a person’s ability (e.g., “I can to do this”) (DeYong, 2015).  DeYoung’s description of 

these traits connect to the Cattell–Horn–Carroll theory of intelligence (Schneider & McGrew, 

2012), namely, fluid and crystalized intelligence.  Taking this into consideration, it might be that 

intelligence plays a role in interest profile elevation, and would be interesting to examine in 

future studies.  This may provide researchers insight into better understanding interest profile 

elevation and its relationship to career decision-making.  

As there remains unexplained variance in each of the models, adding additional measures 

to this study might be fruitful in accounting for additional variance and helping to broaden the 

understanding of dysfunctional career thoughts, interest profile elevation, and ability self-

estimates.  For example, this study found that the CTI DMC score and the SDS Ability Self-
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Estimates scale are negatively correlated.  Because decision-making confusion has been found to 

correlate with depression (Dieringer et al., in press; Saunders et al., 2000; Walker & Peterson, 

2012), future research might use the Beck Depression Inventory (BDI; Beck, Street, & Brown, 

1996a) as a third measure to further investigate the relationship between the CTI and the SDS, 

specifically, decision-making confusion and ability self-estimates.  In the same sense, future 

research might consider using the Beck Anxiety Inventory (Beck & Steer, 1993) to further 

explore the relationship between the CTI CA scale and SDS Profile Elevation in a population of 

career counseling clients.  The State-Trait Anxiety Inventory (Spielberger, 1977) might be useful 

in future research to further elucidate the nature of anxiety, and what role state or trait anxiety 

has on CTI or SDS scores.  Additionally, the extant literature supports the use of the SDS Ability 

Self-Estimates scale as a measure of vocational self-efficacy.  Future research might consider 

including a measure of vocational self-efficacy (e.g., Skills Confidence Inventory; Betz, Borgen, 

& Harmon, 1996) to further understand the relationship between vocational self-efficacy, ability 

self-estimates, and dysfunctional thinking.  A future research study might consider integrating 

the State-Trait Personality Inventory (STPI; Spielberger, 1996) with the CTI and SDS to further 

discern the role of state and trait personality in dysfunctional career thoughts and vocational 

interest structure.  Finally, different sections of the SDS (e.g. Activities, Competencies) might be 

used in conjunction with the CTI scales to discern the contribution of each to dysfunctional 

career thinking.  It would be interesting to learn if the scores on the Self-Estimates scales are 

primed in any way by the user completing the Competencies scale first.     

 Other recommendations are developed from the limitations of the study.  Future research 

might consider obtaining a larger sample size, which would be beneficial for statistical power 

and for representativeness and generalizability of findings.  Additionally, this study did not 
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account for gender, ethnicity, or other demographical information due to the sample size.  

Furthering the field of vocational psychology would include more research on diverse groups.  

Finally, in regards to non-significant findings for research question 4, it might be that a 

MANOVA analysis was not the most appropriate statistical test to use.  This may be because 

categorical cut-points of CTI total score (low, moderate, high) were used with unequal cell size.  

Structural equation modeling might be better able to explain the relationships between profile 

elevation, ability self-estimates, and differences in level of CTI score.  

Conclusion  

Whiston et al. (2013; 1998) stated that much of what is known in the vocational psychology 

field is understood through the findings of research which have used two primary sample 

populations: undergraduate students in career development courses or individuals who 

voluntarily participate in research studies.  The aim of the current study was to examine a 

population infrequently studied in the vocational psychology field: individual career counseling 

clients.  The findings of this exploratory study added to the literature in terms of elucidating the 

relationships between dysfunctional career thoughts, interest profile elevation, and ability self-

estimates, and produced an preliminary depiction of clients involved in individual career 

counseling.  The theories and measures used provided a strong empirical foundation for the 

study, which helped to validate the findings and shape recommendations for theory development 

and future research.  This introduction to an infrequently studied population is meant as a guide; 

meant to further inform the conversation among researchers, theorists, and practitioners in order 

to continue the important work in helping clients remove barriers to achieve fulfilling, 

satisfactory, and productive vocational futures.  
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APPENDIX A 

FLORIDA STATE UNIVERSITY CAREER CENTER INFORMED CONSENT FOR 

RESEARCH 

 

 
 

 
 

Florida State University Career Center 
1212 Dunlap Success Center 
100 South Woodward Avenue 
Tallahassee, FL 32306-4261 
850-644-8315  
 

Consent for Research 
 
I freely, voluntarily, and without element of force or coercion, for my answers to clinical questionnaires to be archived and used in the research 
project entitled “Career Center Archival Research.” This research is being conducted by Dr. Casey Dozier, Program Director - Career Advising, 
Counseling & Programming, and Dr. Deb Osborn, Associate Professor in Psychological & Counseling Services in the College of Education at 
Florida State University. 
 
The Purpose for Our Archival Research Program  
I understand the purpose of this research project is to use data from past and present clients of the career center to answer questions about topics 
like career interests, career decidedness, career thinking, personality, career barriers, readiness, mental health, and career counseling 
effectiveness and process.  
 
The Types of Assessment Results That Might Be Used 
Brief questionnaires that are used for career counseling purposes (for example, measures of career interests, career decision-making, personality, 
and mental health assessments) may be useful for research purposes (for example, exploring the impact of career thoughts on career 
decidedness, or the relationship between career indecision and anxiety). Participation in the project only involves usual procedures of the career 
center, which includes the completion of questionnaires.  Usual procedures involve signing this informed consent form, filling out questionnaires 
and assessments related to your career concern, and receiving feedback about results of testing.   
 
How We Keep Your Information Confidential and Secure 
Once entered into the database, results questionnaires and assessments will be de-identified, meaning that his/her personal identifying information 
(such as name, address) will be removed and/or separated from the data that is collected. Your information will be given an identification number 
and the link between your name and the identification number will be kept in a password protected file. Your confidentiality will be protected to the 
fullest extent allowed by law. 
 
Withdrawing Your Consent From Having Your Data Used 
I understand my participation is totally voluntary and I may stop participation at any time.  Consenting or not consenting to research use of archived 
data will have no consequences for the services I receive at the FSU Career Center. I also understand that I will not receive any personal benefits 
from participation in future research, but that there may be societal benefits for participating, in that our understanding of factors impacting career 
decision making may be enhanced.  I understand that my consent for participation poses minimal risks to myself. 
 
Future Research 
Any researchers conducting future research will do so under the supervision of the Program Director - Career Advising, Counseling & 
Programming, Dr. Casey Dozier.  In addition, any future research will have been approved by an internal review board at FSU.   
 
Consent 
I have been given the right to ask and have answered any questions concerning this consent and archival research.  Questions, if any, have been 
answered to my satisfaction.  I understand that I may request to speak with Dr. Dozier (850-644-8315, casey.dozier@fsu.edu) or Dr. Osborn (850-
644-3742, dosborn@fsu.edu) regarding archival research, how these data could potentially be used, and my rights. I understand that if I have any 
questions about my rights as a participant in this research, or if I feel I have been placed at risk, I can contact the Chair of the Human Subjects 
Committee, Institutional Review Board, through the Vice President for the Office of Research at (850) 644-8633 or email at 
humansubjects@magnet.fsu.edu.  
 
 

□ I have read, understand, and hereby give consent for my data to be included in the Career Center Archival Research Project. 
 
 
______________________________________________ (S ignature)  

 
______________________________________________ (Dat e)  
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APPENDIX B 

INDIVIDUAL CAREER COUNSELING DEMOGRAPHIC INTAKE FORM 
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APPENDIX C 

APPROVAL MEMORANDUM: USE OF HUMAN SUBJECTS IN RESEARCH 
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catering, accommodations, marketing, and event timeline. 

 Served as a liaison to Colloquium speakers in order to distribute important information. 
 
 

TEACHING EXPERIENCE                        
MHS5400: Introduction to Counseling Methods, Florida State University, Tallahassee, FL 
Teaching assistant for 2 sections of MHS5400 consisting of over 50 master’s and doctoral level 
students.  Evaluated students’ work including exams and counseling videos; Led small groups in 
labs to foster growth in the development of basic counseling skills. 

Semester taught: Fall 2014 
 
 

SDS3340: Introduction to Career Development, Florida State University, Tallahassee, FL 

Supervised 2 co-instructors of this team led course of 30 undergraduate student; led a small 

group of 7-8 students; evaluated students’ work, prepared lessons, recorded attendance and 
participation, creatively delivered lectures, engaged class in discussion. 

Semesters taught: Summer 2009, Summer 2010, Summer 2012, Fall 2012, Spring 2013, Summer 
2013, Fall 2013 
 
 
MHS5340:  Foundations of Career Development, Florida State University, Tallahassee, FL 
Teaching assistant for 38 masters and doctoral level students.  Evaluated student’s work;  
created weekly online quizzes; utilized BlackBoard system to track grades, attendance, 

discussion boards, assignments, developed quizzes; prepared 4 active learning lectures; 

provided supervision  

Semester taught: Fall 2012 
 
 
UNIV101:  First Year Experience, University of South Carolina, Columbia, SC     

Co-instructor for a 3 credit hour class of 25 students. U101 is the flagship course of the national 

First Year Experience program. Created engaging lesson plans on a variety of topics including 

study skills, social justice, government, personal health and wellness and current events. 

Evaluated students’ work and provided constructive feedback. 
Semester taught: Fall 2007  
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PUBLICATIONS                                   

Invited Book Chapter             
Osborn, D. S., Kronholz, J. F., & Finklea, J. T. (2014). Card Sorts. In McMahon, M. & Watson, 

M. (Eds.), Career Assessment Qualitative Approaches (p. 81-88).  Sense Publishers: 
Rotterdam, The Netherlands. 

 
Refereed Manuscripts 
Kronholz, J. F. (in press). [Clinical supervision of career development practitioners: practical 

strategies. By M. J. Hoppin & J. Goodman].  Career Planning and Adult Development. 

 

Kronholz, J. F. & Osborn, D. S.  (2016). The impact of study abroad experiences on vocational 
identity among college students.  Frontiers: The Interdisciplinary Journal of Study 

Abroad, 25, 70-84. 
 
Hayden, S.C.W., Kronholz, J., Pawley, E., & Theall, K. (2016). Major depressive disorder and 

career development: Link and implications. Career Planning and Adult Development 

Journal, 32, 19 - 31.   
 
Hayden, S. C. W. & Kronholz, J. F. (2015).  Supervision of assessments in counseling.  Career 

Planning and Adult Development, 30, 156 – 169.  
 
Kronholz, J. F. (2015).  Self-help career services: A case report. The Career Development 

Quarterly, 63, 282-288. 
 

Kronholz, J. F., Freeman, V. F., & Mackintosh, R. C. (2015).  Animal-assisted therapy: Best 
practices for college counseling.  VISTAS Online, 75, 1-11.  Retrieved from 
http://www.counseling.org/Resources/ 

 
Osborn, D. S., Kronholz, J. F., Finklea, J. T., & Cantonis, A. M. (2014). Tech-Savvy career 

counselling. Canadian Journal of Psychology, 55, 258 – 265. 
 
Sampson, J. P., Hou, P. C., Kronholz, J. F.,  Dozier, V. C., McClain, M. C., Buzzetta, M., 

Pawley, E. K., Finklea, J. T., Peterson, G. W., Lenz, J. G., Reardon, R. C., Osborn, D. S., 
Hayden, S. C. W., Colvin, G. P., & Kennelly, E. L. (2014). Annual review: A content 
analysis of career development theory, research, and practice - 2013. The Career 

Development Quarterly, 62. 290 – 326. 
 

Kronholz, J. F. (2014). Counseling international students.  VISTAS Online, 22, 1 - 10. Retrieved 
from http://www.counseling.org/Resources/ 

 
Kronholz, J. F. (2011) [Review of the monograph How to market career development programs  

and Services by C.A.Edds]  Career Watch, 7. 
 
Swanbrow Becker, M., Dong, S., & Kronholz, J. F. (submitted).  Help seeking behaviors for 

international students at U.S. institutions.  
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Hanley, A. W. & Kronholz, J. F. (submitted). When minds collide: Mindfulness meditation as a 

“controlled trauma.” 
 
Nsuguba, H., & Kronholz, J.F. (submitted).  Career services in a Ugandan context: Training and 

credentialling.   
 
Manuscripts in Progress 
Dozier, V. C., Osborn, D. O., Reardon, R. C., & Kronholz, J. F. (2016).  Student preferences for 

online self-help career services. Manuscript in preparation. 
 
Hayden, S. C. W., Osborn, D. S., & Kronholz, J. F. (2016).  Supervision of assessments in 

psychological training programs. Manuscript in preparation. 
 
Swanbrow Becker, M., Dong, S., & Kronholz, J. F. (2016).  Suicidality, distress, and coping of 

international students at U.S. institutions. Manuscript in preparation. 
  
Other Publications 
McClain, M. C., Kronholz, J. F., Hou, P. C., Osborn, D. S., & Sampson, J. S. (2015).  Exploring 

the integration of theory, research, and practice in career development: An overview.  
Career Developments, 31, 5 – 8.  

 
Eskin, L., Kronholz, J. F., & Wood, P. (2013, April).  Exploring encore careers. Career 

Developments. 

 

Kronholz, J. F., & Reardon, R. C. (2012, October). Look who’s studying work and career. The 

Torch, 25. 
 

PROFESSIONAL PRESENTATIONS                                
Osborn, D. S. & Kronholz, J. F. (accepted 2017, March). Dysfunctional Career Thoughts and 

The Self-Directed Search.  Presentation at the American Counseling Association Annual 
Conference, San Francisco, CA (National) 

 
Hayden, S. C. W., Kronholz, J. F., Freeman, V. F., Willard, A. (presented 2016, June). 

Fostering career and mental well-being through assessments.  Presentation at the 
National Career Development Association Annual Conference, Chicago, IL.  (National) 

 
McCain, S. & Kronholz, J. F. (presented 2016, June).  Using cognitive information processing 

theory for treating survivors of domestic violence. Presentation at the National Career 
Development Association Annual Conference, Chicago, IL.  (National) 

 

Dozier, V. C., Osborn, D. S., & Kronholz, J. F. (presented 2016, May). The impact of a 

counselor-free career intervention using the Self-Directed Search.  Presentation at the 
Society for Vocational Psychology Bi-annual Conference, Tallahassee, FL. (National) 
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Kronholz, J. F., Pawley, E. K., & Hou, P.C. (presented 2015, June).  Celebrating success 

through creative career counseling.  Presentation at the National Career Development 
Association Annual Conference, Denver, CO.  (National) 

 
Kronholz, J. F. (presented 2014, June). A Sojourn Abroad: How an international experience 

impacts the career decidedness of college students.  Presentation at National Career 
Development Association Annual Conference, Long Beach, CA.  (National) 

 
Sampson, J. S., Buzzetta, M. E., Hou, P. C., Kronholz, J. F., McClain, M. C., Pawley, E. K., & 

Finklea, J. T. (presented 2014, June).  What’s Important and What’s Not: What our 
Journals Tell Us About our Profession, Theory, Research, and Practice. Presentation at 
National Career Development Association Annual Conference, Long Beach, CA. 
(National) 

 
Osborn, D. S., Finklea, J. T., Kronholz, J. F., & Cantonis, A. M. (presented 2014, March). Tech 

Savvy Career Counseling. Presentation at American Counseling Association Annual 
Conference, Honolulu, HI. (National) 

 
Finklea, J. T. & Kronholz, J. F.  (presented 2013, July).  Understanding relationships among 

Holland's Self Directed Search, the Career Thoughts Inventory and the Career Tension 

Scale. Presentation at National Career Development Association Annual Conference, 
Boston, MA. (National) 

 

POSTER PRESENTATIONS            
Cantonis, A. M., Kronholz, J. F., & Osborn, D. S. (presented 2015, March). Discover Your 

APPtitude: Exploring New Technologies to Enhance Counseling Service. Poster 
presented at the American Counseling Association Annual Conference in Orlando, FL. 
(National) 

 

Kronholz, J. F. (presented 2014, April). The impact of a formal international experience on 

college students’ vocational identity.  Poster presented at the Conference for Research in 
Education, Tallahassee, FL.  (Local) 

 

INVITED LECTURES           
Kronholz, J. F. (July 2016).  Cognitive Information Processing Theory: Applications in a 

Developing Nation.  Makerere University, Kampala, Uganda. 
 
Kronholz, J. F (July 2016). Vocational psychology and career counseling services.  Rotary 
International, Kampala, Uganda. 
 
Kronholz, J. F. (November 2012). Ethics & Standards of Practice.  Foundations of Career 
Development.  Florida State University, Tallahassee, FL. 
 
Kronholz, J. F. (October 2012). Happenstance Theory of Career Counseling.  Foundations of 
Career Development.  Florida State University, Tallahassee, FL. 
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RESEARCH EXPERIENCE                                                 

Department of Educational Psychology and Learning Systems, Research Assistant 
Florida State University, Tallahassee, FL, May 2016 – present  

Supervisor: Dr. Debra Osborn, Ph.D. 

 Serve as 3-person research team investigating career information literacy. 

 Create quantitative survey using Qualtrics. 
 

 

Department of Educational Psychology and Learning Systems, Research Assistant 

Florida State University, Tallahassee, FL, August 2013 – August 2016 

Supervisor: Dr. Martin Swanbrow Becker, Ph.D., Dr. Shengli Dong, Ph.D. 

 Served as part of a three-person research team investigating the results from national 
survey of college students, including over 26,000 responses from undergraduate and 
graduate domestic and international students. 

 Developed internal review board application and obtained approval for study. 
 

 

Department of Educational Psychology and Learning Systems, Research Assistant 

Florida State University, Tallahassee, FL, August 2013 – August 2016 

Supervisor: Dr. Debra Osborn, Ph.D. 

 Served as part of a four-person research team for the purposes of archival data 
collection. 

 Entered six years of archival data into SPSS, ensuring accurate input of numerous 
variables. 

 Communicated with team members regarding data input procedures. 
 

 

Private Practice, Research Assistant 
Tallahassee, FL  February 2015 – December 2015 

Supervisor: Dr. Linda Miles, Ph.D., Licensed Psychologist 

 Compiled thorough search of literature regarding mindfulness practices with in the 
realm of corporate business.  

 Developed and presented 8-page review of findings. 
 

 

Department of Educational Psychology and Learning Systems, Research Assistant 

Florida State University, Tallahassee, FL, August 2012 – August 2014 

Supervisor: Dr. Debra Osborn, Ph.D. 

 Served as Principle Investigator and obtained Internal Review Board approval for 
study. 

 Conducted a survey regarding the impact of study abroad on college students’ career 
decision-making variables. 

 Developed and disseminated an electronic survey to 224 students. 

 Input and analyzed data using SPSS. 
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Department of Educational Psychology and Learning Systems, Research Assistant 

Florida State University, Tallahassee, FL, August 2013 – May 2014  

Supervisor: Dr. James Sampson, Ph.D., Licensed Psychologist 

 Collected data from 357 field journals for the purposes of an annual literature content 
meta-analysis using NVIVO and SPSSS. 

 Worked collaboratively as part of a research team to develop methodology and coding 
schema. 

 Managed the data collection and article coding processes for two-person research team. 

 Coded over 200 quantitative and qualitative articles from over 20 journals. 
 

 

Department of Psychology, Directed Individual Study on Memory and Aging 

Florida State University, Tallahassee, FL, August 2005 – December 2005 

Supervisor: Dr. Katinka Dijkstra, Ph.D.  

 Compiled qualitative data and transcribed over 50 clinical interviews.  

 Coordinated and executed experiments related to aging and memory in adults. 
 
 
TRAININGS AND WORKSHOPS           

 Trans101: Georgia Institute of Technology Division of Student Life, 2016 

 Collegiate Mental Health Roundtable Conference: Georgia Tech Counseling Center, 
2016 

 Introduction to MCMI-IV: Assessment and Therapeutic Applications: FSU Counseling 
Center, 2015 

 Mentoring and Race: Navigating diversity in relationships that matter: FSU Division 
of Student Affairs, 2015 

 Safezone and Seminole Ally training: Florida State University Division of Student 
Affairs, 2014 

 SafeZone training: University of South Carolina Division of Student Affairs, 2007 

 Diversity and Inclusion Certificate: Florida State University, 2013-2015 
 Cultural Competence & Higher Education 
 Cultural Competence in Higher Education Administration & Management 
 Cultural Competence in Theory & Practice  
 Cultural Competence in Ethics and Professional Standards 
 Diversity: Assessment in Action 
 ADA: Understanding the Americans with Disabilities Act 
 Embracing Diversity: Cultivating Respect and Inclusion 
 Using Inclusive Language 

 Promoting Counselor Skill Development for LGBTQ Competency.  Education 
Management Solutions, 2015 

 Interfaith Dialogue: Florida State University, 2015  

 Social Justice Ally training: Florida State University Division of Student Affairs, 2014 
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 Multicultural Counseling Competency: What Every College Counselor Needs to Know 

about Working with International Students.  American College Counseling Association, 
2014 

 Multicultural Competency: Working with Chinese International Students. American 
College Counseling Association, 2014 

 A Conversation about Vietnam:  FSU Collegiate Veterans Association, 2014 

 Doctoral Practicum Training: Florida State University Counseling Center, 2014 

 Advanced Doctoral Supervision Training: Florida State University Career Center, 2014  

 Clinical Practicum Training: Florida State University Human Services Center, 2013 
 

PRESENTED WORKSHOPS AND OUTREACH        

 Introduction to Mindfulness. Presentation for the Georgia Tech Counseling Center. 

 QPR suicide prevention training: Presentation for the Georgia Tech Counseling Center. 

 Values, Interests, and Skills: Choosing a major. Presentation for the FSU Career 
Center. 

 Matching Majors to Occupations.  Presentation for the FSU Career Center. 

 Creating a Positive Online Presence.  Presentation for the FSU Career Center. 

 Resume Writing and Critiquing. Presentation for the FSU Career Center. 

 Curriculum Vitae Writing. Presentation for the FSU Career Center. 

 Career Center Resources. Presentation for the FSU Career Center. 

 Business Etiquette. Presentation for the FSU Career Center. 

 Job Search Strategies. Presentation for the FSU Career Center. 

 Using Social Media in the Job Search. Presentation for the FSU Career Center. 

 Networking Strategies for the Job Search. Presentation for the FSU Career Center. 
 
 

OTHER CLINICAL PROFESSIONAL DEVELOPMENT                                           
Site visit: U.S. Marine Corps Behavioral Health Branch, Henderson Hall. Arlington, VA. 2014 
 
 
GRANT FUNDING            
Kronholz, J.F. (2016).  Consultation in Career Services at Makerere University, Kampala, 
Uganda.  Funded by Florida State University College of Education. 

 Total award: $5,000. 
 
Kronholz, J. F. (2016).  The integration of career assessments and mental health assessments in 
career counseling. Funded by the Florida State University Division of Student Affairs. 

 Total award: $500. 
 
Kronholz, J. F. (2016).  The relationship among dysfunctional career thoughts, profile elevation, 
and ability self-estimates.  Funded by the National Career Development Association. 

 Total award: $1,250. 
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Kronholz, J. F. (2015 ). Celebrating success through creative career counseling.  Funded by the 

Florida State University Division of Student Affairs. 

 Total award: $500. 
 
Kronholz, J. F. (2015). Using technology in mental health counseling practice.  Funded by the 

Florida State University Congress of Graduate Studies Conference Travel Grant. 
Total award: $200. 

 
Kronholz, J. F. (2015). Student Professional Development Travel Grant         
Department of Educational Psychology and Learning Systems, Florida State University 
 Total award: $84. 
 

Kronholz, J. F. (2014). The impact of a formal international experience on college students’ 
vocational identity. Funded by Florida State University College of Education Council on 

Research in Education Marvalene Hughes Research in Education Conference Travel Grant.  
Total award: $200. 

 
Kronholz, J. F. (2014). Tech Savvy Career Counseling.   Funded by the Florida State University 

Congress of Graduate Studies Conference Travel Grant. 
Total award: $500. 

 
Kronholz, J. F. (2014).  What’s Important and What’s Not: What our Journals Tell Us About our 
Profession, Theory, Research, and Practice. Funded by the Florida State University Congress of 

Graduate Studies Conference Travel Grant and the Florida State University Division of Student 

Affairs.  
Total award: $200. 

 
Kronholz, J. F. (2014 ). A Sojourn Abroad: How an international experience impacts the career 
decidedness of college students.  Funded by the Florida State University Division of Student 

Affairs. 

 Total award: $500. 
 
Kronholz, J. F.  (2013).  Understanding relationships among Holland's Self Directed Search, the 
Career Thoughts Inventory and the Career Tension Scale. Funded by the Florida State University 

College of Graduate Studies Conference Travel Grant and the Florida State University Division 

of Student Affairs.  
Total award: $700. 
 

UNIVERSITY ADMINISTRATION PROFESSIONAL EXPERIENCE                                      
Career Center, Senior Assistant Director  

Florida State University, Tallahassee, FL, February 2012 – August 2012 

 Supervised 3 full-time staff, 1 graduate assistant, 1 student assistant, and 3 interns per 
semester. 

 Served as a liaison to the College of Education and College of Human Sciences 

 Managed the data collection and analysis of multiple evaluations/surveys including the 
FSU Graduate Senior Survey/six-month Follow-Up survey, and Employer Hire Survey. 
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 Led the review of and updates for the Employer Handbook, a major publication 
disseminated to 500+ individuals. 

 Initiated a beneficial employer partnership program with College of Human Sciences. 

 Served as the committee chair for the Staff Recognition and Community Service 
committee. 

 Represented Career Center as the United Way department chair, raising over $3,000 
annually for the FSU Campaign.  

 Led search committee for the Associate Director position. 

 Served as committee member on numerous additional search committees in the Career 
Center and within the FSU Division of Student Affairs. 

 
Career Center, Assistant Director for Employer Relations and Scheduling 

Florida State University, Tallahassee, FL, June 2008 – February 2012 

 Supervised 1 graduate assistant, 1 student assistant, and 3 – 5 interns per semester. 

 Developed and cultivated relationships with over 500 employers for the purpose of 
providing employment opportunities to students. 

 Presented over 20 career-related workshops annually to undergraduate and graduate 
classes, organizations, and community group reaching audiences of 10 – 250. 

 Managed all scheduling and details related to over 200 on-campus interviews per 
semester. 

 Planned and implemented Seminole Success Night, an annual networking event 
attended by over 200 employers and student leaders. 

 
UNIVERSITY ADMINISTRATION PARAPROFESSIONAL EXPERIENCE        
Carolina Alumni Association, Graduate Assistant for Membership & Marketing 

University of South Carolina, Columbia, SC, August 2006 – May 2008  

 Assisted in the development of marketing strategies for and implementation of the 
Every-Member-Get-A-Member Initiative entailing securing sponsorships and 
coordinating prizes. 

 Collaborated with various university groups to create and maintain useful services for 
alumni. 

 Aided staff in various programming activities, such as the Board of Trustees meetings, 
State Day at the Capitol, Alumni Association social events, and Freshman send-offs. 

 

 

Career Center, Graduate Intern     
Coastal Carolina University, Conway, SC, May 2007 – August 2007 

 Advised undergraduate students with career, major, and internship concerns through 
one-on-one meetings, resume and cover letter critiques, and career assessment tools. 

 Administered and interpreted the Strong Interest Inventory. 

 Created engaging PowerPoint presentations on topics such as interviewing skills, 
creating successful career plans, networking, and business etiquette. 

 Marketed Career Center services during 8 new student orientation sessions by 
providing upcoming freshmen with career center resources. 
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Career Center, Graduate Intern 

University of South Carolina, Columbia, SC, January 2007 – May 2007 

 Assisted in the coordination of over 200 employer logistics for three university career 
fairs. 

 Designed and maintained promotional bulletin boards in the science and engineering 
schools to advertise resources available in the Career Center. 

 

 

Counseling and Human Service Center, Graduate Intern 
University of South Carolina, Columbia, SC, August 2006 – December 2006 

 Shadowed staff psychologists in mock psychotherapy sessions to gain clinical 
experience. 

 Assisted in the coordination and implementation of bio-feedback appointments. 

 Researched campus suicide prevention programs and created an 
implementation/outcome plan. 

 Engaged in weekly individual supervision with center Director. 
 

 

USC Housing Academic Center for Excellence, Academic Skills Coach 

University of South Carolina, Columbia, SC, August 2006 – May 2007 

 Advised undergraduate students on academic support services available at the 
university through individual meetings. 

 Interpreted results from the Learning and Study Strategies Inventory (LASSI) and 
assisted students in creating a personal study plan. 

 Coached students on developing time management skills, test taking skills, and study 
skills. 

 
 
Career Center, Graduate Assistant for the First Year Experience (FYE) 

Florida State University, Tallahassee, FL, May 2006 – August 2006 

 Delivered 22 Career Center presentations to FYE classes. 

 Coordinated and prepared materials for 42 presentations from the Career Center staff to 
all FYE classes. 
 
 

PROFESSIONAL AFFILIATIONS & SERVICE                                             
American College Counseling Association, student member   2012 - present 

 ACCA Florida Chapter, founding member  
American Counseling Association, student member    2012 - present  

 Conference volunteer, 2014 

 Conference Proposal Reviewer, 2013, 2014 

American Psychological Association, student member   2012 – present 

 Conference Proposal Reviewer     2014 

 Society of Counseling Psychology, Division 17   2013 – present  

 Society of Vocational Psychology, Division 17   2013 – present  
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 Student Affiliates of Seventeen     2013 – present 

 APA of Graduate Students        2013 – present 

Association of College Personnel Administrators    2006 –2012 

 Commission for Career Development 

 Conference volunteer, 2009 
National Career Development Association, student member   2012 – present 

 Veterans Committee 

 Conference volunteer, 2013  

 Conference Ambassador, 2014 

 Global Ambassador, 2014 

Florida Psychological Association, student member    2013 - 2015 

Florida Career Professionals Association (FCPA)     2008 – 2012 

 Conference Registration Committee, 2010 

 Conference volunteer, 2008, 2009, 2011 

Psychological Counseling Services Department, Florida State University 2013 

 APA site visit student volunteer 

SafeZone GLBTQ Ally        2007 – present 

Student Association for Professional Psychology, Florida State University 2013 – 2016 

 Supplemental Education and Networking Coordinator, 2013 - 2014 
 
AWARDS AND HONORS           

 Graduate Student research award, National Career Development Association, July 2016 

 Outstanding research award, National Career Development Association, March 2015 

 Gary W. Peterson Fellowship, Florida State University, September 2014 

 Alyce B. Bobkin Endowed Scholarship, Florida State University, October 2012 

 Nancy Walton Laurie Leadership Institute, selected participant, February 2012 

 FSU Division of Student Affairs Program of the Year, Seminole Success Night, May 2011 

 Mary B. Coburn Outstanding Faculty/Staff Member, FSU Office of Greek Life, April 2011 

 Mary B. Coburn Outstanding Faculty/Staff Member, FSU Office of Greek Life, April 2010 

 President’s Award, FSU Division of Student Affairs, April 2006 

 Omicron Delta Kappa National Leadership Honor Society, October 2005                                                     

 Mortar Board Honor Society, October 2005 

 Psi Chi Psychology Honors Society, April 2005           
 

UNIVERSITY SERVICE & LEADERSHIP         
Florida State University: 

 Center for Intensive English Studies, Conversation partner, May 2010 - present  

 Chi Omega Fraternity, Faculty advisor, August 2008 – August 2012 

 Cosa Meara Irish Dance Company, Faculty advisor, August 2009 – August 2012 

 

Division of Student Affairs, Florida State University: 

 Student Disability Resource Center, Advisory committee member, 2012 - 2016 

 Garnet and Gold Scholar Society, Overall Advisor, 2011- 2012 

 Division of Student Affairs Assessment Strategic Planning Team, 2008 - 2012  

 New Professionals Institute, Graduate, August 2009 – August 2010 
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Department of Educational Psychology and Learning Systems, FSU College of Education 

 Graduate Student Representative, September 2015 – June 2016 

 Advisory Council, 2012 – June 2016 

 

 

COMMUNITY INVOLVEMENT                                               

 Chi Omega House Corporation, Treasurer, May 2016 – present 

 Emergency Homeless Help and Care Organization, Volunteer, 2012 – 2016 

 Tallahassee Chi Omega Alumnae, Communications Chair, August 2009 – May 2016 

 Lee’s Place Grief and Loss Counseling Center, Volunteer, August 2008 – August 2010  
 
CERTIFICATIONS            

 QPR Training Certification, August 2016 

 Diversity and Inclusion Certificate, Florida State University, April 2015 

 

OTHER EXPERIENCE                                                
Piece of Cake, Co-Founder & Confectioner, Tallahassee, FL, January 2011 – August 2012 

 Co-founded a cake & baked goods independent business, including design of product 
materials, implementation of communication systems (email, phone, website), and 
marketing. 

 Baked, packaged, and delivered product to customers in an efficient manner. 

 Informed customers of product information and provided thoughtful consultation. 
 


