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Abstract 

This study investigated a software tool, called Copilot. designed to help job 

seekers find work. It compared the Copilot scale scores of post-secondaq students from 

four different sarnples. The subjects scores were also analyzed based on variables of 

oender. educationd level. and work esperience. Finally. their scores were correlated nith E 

their results on the Career Beliefs Inventory. a questionnaire developed by John 

Knimboltz (1 991) to target attitudes about careers. 

Ei ghty-eight subjects from four di fferent groups were compared. S ubjects were 

asked to cornplete and retum a paper-and-pencil version of the Copilot questionnaire and 

die Career Beliefs Inventory. Subjects were given the opportunity to receive and discuss 

their results in debriefing meetings where they were asked to complete and evaluation 

form of the Copilot questionnaire and their results. 

Results indicated significant differences between the four groups scores on 

Copilot. Differences were dso found based on the subjects work esperience! but not 

eender or arnount of education. There were also a number of significant correlations 
CI 

benveen Copilot and Career Beliefs Inventory scale. 
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CHAPTER 1 INTRODUCTION 

In today's economic climate. finding employment and keeping it are concems for 

a large portion of the population. Increasing cutbacts in expenditures are shrinking the 

size of the governent bureaucracy. eliminating what once were thought to be stable 

jobs. Corporate do~msizing has had the same effect on workers in private enterprise. 

leaving them nithout jobs and linle idea of how to find new ones. Students graduating 

from educational institutions are also feeling stress because of the perceived lack of job 

opportunities in their areas of stud?;. -4lthough they corne fiom different environments. 

these individuals have hvo things in common: they don7 have employment and they 

would like to find some. 

The difficulties people face when looking for a job are quite varied. Those who 

are unfortunate enough to be laid off in the middle of their career might find themselves 

with outdated skills and financial burdens that require a higher salary. Students just 

leaving school rnight be in a position where they have the appropriate skills but not 

enough work esperience. Everyone who is unemployed faces a number of different 

difficulties that preIVent them frorn re-entenng the workforce. 

Research has shown that work means different things to different people. but for 

ail it provides more ihen the means ro eam a living. By providing individuals with an 

opponunity to use their skills. work gives them a sense of cornpetence and 

accomplishrnent. It i v e s  workers the opportunity to interact with others. providing 
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social opportunities and comecting them to society. Everyone chooses to work for 

different reasons. and to be \vithout employnent causes distress in many people. 

Unemployment bnnps about financial hardship. isolation frorn fnends and family. and 

feelings of worthlessness. 

The misfortune of the unemployed has become a popular issue as more 

individuals feel less secure in their oun  ernployment. The increased concem with higher 

levels of unemployment has resulted in the growth of semices for unemployed 

individuals aimed at returning them to the workforce. Bookstores are full of volumes that 

teach people how to urite resumes. market their skills. network, and find jobs. 

Government agencies provide seminars on "How To Find The Hidden Job Market," and 

"How To Se11 Yourself." Many of these resources provide helpful information to the job 

seeker. Nevertheless many job seekers rnight not be sure where their job search is 

breaking doun. h mightl be that their resume and winen documents are very effective. 

but their interpersonal communication skills do not get them past the first interview. 

The present study examined a new tool designed to help job seekers enter the 

work place quickly. avoiding the struggles associated with long-tenn unemployment. 

Copilot is a computer scored questionnaire that provides its users with a report containing 

recommendations on how to improve certain aspects of their job searches. Past research 

has shown Copilot to be an effective tool for helping people who have been ~nemplo~ed  

for an extended penod find work' but it has never been used with post-secondary 
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students. Therefore. this study exarnined the usefulness of Copilot with student job 

seekers. 

Finding work is a large conccm for recent graduates. and their respective learning 

institutions have invested a large arnount of resources into helping their graduates find 

employnent. Copilot may be an additional resource that these institutions can use to 

alleviate the work load from their counsellors and to make their delivery of services more 

efficient. Evaluating tools that could help students spend less time unemployed is 

worthwhile, because the discovery of an effective tool is extremely valuable for those it 

helps find work. 

The main purpose of the present study was to determine if Copiiot is a usehl tool 

for post-secondary students. This study examines the relationship between the student's 

previous work espenence. educational levei, and gender with their Copilot results. It also 

measures the student's evaluation of the feedback @en to them in their Copilot report. 

Finaily, the study compares student's responses on John Krumboltz's Career Beliefs 

Inventoïy to their responses to the Copilot questionnaire. The examination of these 

issues will allow future career counsellors to determine if Copilot is an appropriate 

resource to use u-ith their clients, in the aim of helping their clients find employnent 

faster. 



CHAPTER 2 LITERATURE REVIEW 

Working with the unemployd and helping them throughout the job search 

process requires a vast arnount of h o w l e d p  in many different disciplines. Emp1o)ment 

counsellors need to be skilled clinicians. have knowledge about the current economic 

climate, and be aware of the possible rools they c m  use to aid their clients. Therefore. to 

set the stage for this snidy. the relevant literature from the following areas will be 

presented: knowledge about work and unemployment. the use of cornputers in 

counselling. the social leaming theory of career decision making, and fmally the theory 

behind the development of Copilot. 

World of Work 

The central focus of career guidance and counselling is the facilitation of the 

choice and implementation of work in one's life (Herr & Kramer. 1996). In the pursuit of 

this goal. career theonsts have developed theoretical and operational definitions of work. 

These definitions include a number of activities that range from the things we do for 

money, to the activities which pro\-ide structure and meaning to Our lives. A strictly 

economic definition of work (Braude. 1975) is "the things a person does to eam a living." 

Super (1 976. as cited in Herr & Kramer. 1996) includes rnuch more then econornic 

pursuits n-hen he defines work as: 

The systematic pursuit of an objecri~e valued by oneself (even if only for 

sunival) and desired by others; directed and consecutive. it requires the 
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expenditure of effort. It ma? be compensated (paid work) or uncompensated 

(volunteer work or an avocation). The objective may be intrinsic enjoyment of 

the work itself. the structure given to life by the work. role' the economic suppon 

which work makes possible. or the type of leisure which it facilitates (p.20). 

Work is a cornplex constnict because it c m  be viewed in so many different ways. 

The definitions and meanings given to work have changed throughout history. across 

cultures. and even among current researchers. Herr & Kramer (1 996) note that work c m  

be seen as an economic process whereby an employer exchanges wages for tasks the 

employee hlfils. It can also be seen as a psychological process where the worker meets 

hisher needs for affiliation. competencyo identification. structure. and purposc. Finally. 

work c m  be seen as a sociological process that revolves around the relationships created 

through the interaction of worker-CO-worker. senrer-customer. manager-subordinate. 

Jahoda (1982), afier comparing the effects of mass unemploynent theorized that 

work fûlfils a number of vital fùnctions apart from econornic remuneration. It provides 

people with a habitua1 time structure and a daily sense of purpose, it is a source of social 

contacts and gives a sense of collective purpose. and it is a source of status and identity. 

Jahoda's (1982) thesis does not appear to fit for al1 workers thoiigh. 

Throughout the history of humankind, the way people have viewed work has 

changed. According to Tilgher (1 962). the ancient Greeks saw w r k  as a curse. or a 

necessary evil. best done by slaves and avoided by the aristocrats. Their name from 

work. ponos. cornes from the Latin word which means sorrow. The Hebrews view of 



work was not more positive. For them, work was a penalty from God for the original sin 

in the Garden of Eden. The early Christians also viewed work as a punishment. but 

believed that when the rewards of their work were shared with needy brothers. they 

would be blessed by God. Therefore. they saw work as a means to a wonhy end. During 

the Reformation work became a holy calling necessary for salvation. Work was glonfied 

and al1 leisure activities were seen as wasteful and as showing weakness of character 

(Sverko & Vidovic, 1995). 

The meaning of work has even changed in the much shorter history of the United 

States. Maccoby and Terzi (1 980) identified four different ethics that have given 

meaning to work throughout the history of the United States. The first \vas the Protestant 

ethic. in which an individual worked for the glory of God and for persona1 salvation. The 

second was the crafi ethic, in which people worked toward self-sufficiency and 

independence. The third was the entrepreneurial ethic, which stressed risk taking, 

boldness, and the exploitation of opportunities. The fourth was the career ethic' where 

individuals strove to get ahead by making themselves valuable in the market place 

through the deïelopment of their skills. The authors also descnbe a fifi ethic that is 

presently emerging. They cal1 it the self-fulfilment ethic. which stresses work that 

challenges and prorides individual growh. as well as increased tirne for family and 

leisure. Kates. Greiff. and Hagen (1 990) also w i t e  about this new way to view work. 

"Work is increasingly viewed as a source of psychosocial satisfaction as well as 

remuneration. and workers are more aware of the need for balance between their job and 



their farnily life" (p. 19). Maccoby and Terzi (1980) note that each of these work ethics 

exist today. with different people suessing different elements of them. 

The meaning of work also differs across cultures. Furnham et al. (1 993) studied 

the strength of Protestant Work Ethic beliefs in thirteen different countnes. They found 

that nations with a hi& Gross National Product (GNP) had lower scores on measures of 

Protestant Work Ethic, indicating a more liberal and less authontarian stance of most 

workers. In nations with a low GNP. they found workers beliefs doser in tune with the 

Protestant Work Ethic? meaning that they were more focused on individualism. and 

showed large differences between the rich and poor. 

Engel (1 988) compared the values of American and Japanese men who were 

working full-time. He found that the values held by the Japanese emphasized group 

concems, loyalty and hmony .  respect for elden and authority, hard work. fmgality. and 

self-sacrifice. The American workers also believed in hard work. but placed more 

emphasis on individualism, independence, and self-sufficiency. Although the Japanese 

preferred to work for larger corporations, the Amencans prefered to work alone, be their 

omn boss, and would rather be self-employed then work for a large corporation. Engel 

(1988) noted that these values i e r e  not permanent but always changing. He found that 

younger Japanese workers expressed a desire for more leisure time. a change which 

brings their values closer to those currently held by American workers. 

It is apparent that there are large individual differences in the values. interests. and 

meaning attached to ivork. Therefore the belief that work plays a central role in human 



life is not universally acceptable (Sverko & Vidovic. 1995). For some people work does 

play a central role in their lives. meeting important persona1 needs. For others work is a 

toilsome exercise they engage in only to acquire the financial remuneration needed to pay 

for their needs and interests. This provides a challenge for career counsellors~ who need 

to be aware of their clients' values and interests. The challenge lies in working with a 

wide variety of clients as a result of the increasing interaction of societies and cultures. It 

is no longer rare to have Japanese ~ o r k e r s  in America or American workers in Japan. 

These individuals retain some of their old values and adopt some from their new 

residence. Therefore. professionals working in the career industry can no longer 

generalize what they belie~e people rnight value in work. 

Changing Nature of Work 

As the rneaning and ethics of work have changed through histoq, the nature of 

work. or type of work that people do, has changed and continues to change. Studies 

completed by researchers at the Economic Council of Canada (Rahman & Gera. 1990) 

found that the semice sector has been growing rapidly and accounted for 7 1 % of the 

employed in 1988. Along with this growth of service jobs has corne an increase in non- 

standard types of employment such as part-time jobs. short-term work for less then 6 

months. increased self-employment. and temporary-help agency work. \ihiIe this 

improves the hiring fleribility of employers. it leads to unstable employment. low pay. 

and minimal opponunities for employee training and promotion. 
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Most of the new jobs in the service sector of the present economy require either 

specific hi& level skills. or very low ski11 levels (Rahman & Gera, 1990). Therefore laid 

off middle managers. whose jobs required intermediate ski11 levels. are having a difficult 

time reentenng the workforce without a loss in income. For the people who are unwilling 

to make those sacrifices. they might face an estended period of unemplopent. and the 

longer an individual is unemployed the lower are their chances for finding work. 

The advancement of technology is also changing the nature, organization. and 

location of many jobs. Many jobs that require lesser skills have been eiiminated by 

technology that has made workers redundant. One example of this is in the automotive 

industry, where robots have replaced the workers responsible for welding and painting 

(Kates. Greiff. & Hagen. 1990). Advances no longer tie industries to certain geographical 

areas. allowing hem to move their businesses to locations with cheaper operating and 

production costs. Most ofien the workers whose jobs have been eliminated required Iess 

forma1 education. making it difficult for these individuals to return to the workforce. 

because the newly created jobs require a smaller number of better educated workers. 

Another indicator of changes in the nature of work lie in the research on 

occupational half-life. Occupational half-life is the amount of time it takes for half of an 

individual's knowledge, training. and skills to become obsolete. Patterson (1 985) notes 

that the occupational half-life for many jobs is getting shoner. requinng people to 

continually update their skills. He States that we have moved from training! to retraining. 

to continuous training for workers to remain current in their area of employment. 
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Individuals who do not train and update their skills are more likely to face long terms of 

unemployment if they lose their job. 

Unemplovment 

Unemploynent has been a concem for most industrialized nations for more then a 

hundred years (Garram 1978). In Canada there has been an upward trend in the 

unemployment rate since World War II (see Chart). During die 1910's. the 

unemployment rate \vas approximately 2%. In the 1950's it jumped to 4%, and during the 

1960's the rate moved to 5%. The rate continued to increase throughout the 1970's, xhere 

it was at 6.7%; and the 1 9801s, where the average unemployment rate was 9.5% (Gera & 

McMullen, 199 1). Increasing levels of unemplopent have also been seen in several 

European countries. notably Germany. France. the United Kingdom. and ItaIy. The 

eeneral rate of unemploynent in Western Europe rose from 3% to 10- 15% between 1971 
C 

and 2986 (Schultz-Gamard? Bal- Drewski & Mowka? 1988). 



Figure 1 

Unemployment Rate. Canada, 1940-96 
20 - - -- - 

Although the causes of unemploynent are numerous' making it difficult to group 

them into simple categones, economists have developed three groups of unemployment: 

cyclical, frictional, and structural. Cyclical unemployment is caused by recessions in the 

economy that lead to a lower demand for goods and services. When the demand grows 

with the end of the recession. cyclical unemploynent decreases. Frictional 

unemploynent is caused by normal job turnover. which is natural in a dpamic labour 

market. People are continuall y leaving one job to look for anoiher ahile firms are 

continuall:: creating or eliminating jobs. When people quit or lose iheir job they join the 
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ranks of the unemployed until they are able to find a job that requires their capabilities. 

Because the process of finding a neu- job takes time. there will always be some 

unemployment. Stmctural unemplo>ment is caused by fundamental. permanent changes 

in the economy. This type of unernployment is ofien permanent. because it occurs when 

an individual's skills are outdated and no longer required by the job market. The changes 

that bring about structural unemplo>ment can include changes in technology. in 

international cornpetition, and in productivity. A cornmon esample is the decreasing 

number of fanners in North America due to increased land productivity and more 

efficient machinery. 

Evidence for an increase in structural unemployment lies in the cornparison of the 

unemplopent rate with the number of job vacancies. Generally, when structural 

unemployment is low there is a negative relationship between the unemployment and job 

vacancy rates. More job vacancies lead to more individuals moving out of 

unemplo>ment into the workforce, and lotver job vacancy rates make it more difficult for 

people to find emp1o)ment. With increases in structural unemployment, the negative 

relationship between the job vacancy and unemployment rate wakens. The structural 

changes in the economy leave workers ~ 5 t h  outdated work skills unable to compete for 

new jobs created in the economy, resulting in a higher unemplo>ment rate and a higher 

job vacancy rate. Evidence of the growth of structural unemployment in the Canadian 

economy is discussed by Gera, Rahman and Arcand (199 1). They found that while the 

job vacancy rate grew. the unemp1o)ment rate grew as well. indicating that a large 
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number of the unemployed do not have the skills to fil1 the jobs that are currently in 

Structural unemployment is a concem for both governments and career 

counsellors because it ofien results in long-term unemployment. Long-term 

unemployment is a senous hardship because it erodes work skills. reduces the possibility 

of M e r  employment, and creates a morale problem. The longer someone is out of 

work the more their skills detenorate from lack of use. The intensity of their job search 

declines as disillusionment sets in. resulting in fewer job prospects, funher decreasing 

their chances at finding employment. 

In Canada. the proponion of people who have been unemployed for longer then 

one year has been increasing (Rahman & Gerao IWO). In 198 1. 3.5% of the total 

unemployed were without work for more then a Far. That percentage moved to 6.6% by 

1989. Along with the increase in long-term unemployment. the average duration of 

unemployment rose 27% to 17.9 weeks from 1979 to 1989. Rahman and Gera (1 990) 

found that while long-term unernployment increased proportionately wirh rises in the 

unemp1o)ment rate, it did not fa11 in proportion with the unemployment rate. According 

to their study it appears that long-term unemployment rises sharply dunng recessions but 

falls slowly during periods of economic expansion. 

With the increase in structural unemployment leading to a larger number of 

individuals finding themsel~es unemployed for estended penods of time. career 

counsellors need to be aware of the difficulties these individuals face when attempting to 
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reenter the workforce. Those who h a ~ e  been most likely to suffer from estended periods 

of unernployrnent are older workers. and people who live in the Atlantic provinces. 

Quebec, and British Columbia. Rahman and Gera (1990) found that during the 1980's the 

long-term unemployment rate for u-orkers over 45 yean was three times higher then 

younger workers. There are a number of reasons why older individuals face longer 

penods of unemplo>ment. First. their skills may be outdated and no longer needed in the 

changing economy. The most recent recession has led to the do~nsizing of many people 

in middle management positions, leaving many people who do not have the skills for 

upper executive work, but are overeducated for lower service positions. Secondly, older 

workers have higher relocation costs and may be unwilling to moïe to a different 

geographical area to find employnent. Finally, employers may not want to invest in a 

worker who will be nith them for a shorter period of time. 

In summam. it appears that the incidence of long-term unemp1o)ment increases 

with age, and the longer one is unemployed the lowr  the probability of finding work. 

When working with individuals esperiencing unernployrnent, counsellors need to be 

prepared to work with people \ h o  need educational upgrading. are suffering from 

depression. and disillusioned with the job search process. The structural changes in the 

Canadian economy has brought different work to career counsellors. With people 

changing careers more ofien. needing to retum to school for continual training. and facing 

long term unemployment because of their outdated skills, career counselling has grown 

from helping students choose a l i  fe-long occupation. to deïeloping career plans for 
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individuals of many ages and experiences. These new challenges for the career 

counsellor are overshadowed by the challenges people have adjusting to a dynamic 

economy wîth changing demands on its workers. 

Social costs of unemplovment 

The importance of work in people's lives can lead to individual and social 

problems when rhey find themselves unernployed. Research on the effects of 

unemploqment has become popular as the levels of unemployment in the industnalized 

nations has continued to increase. As the economies of separate nations become more 

and more entwined, unemployment in one country can lead to negative effects on their 

trading partners economies and unemploynent rates. 

The social effects of unemployment lie in large part to the economic cost of 

providing insurance. health benefits. training programs. and other senrices. Increases in 

suicides, imprisonments, and health problems are also expensive issues that are positively 

correlated aith higher levels of unemployment. Estimates of the costs of unemployment 

are large but usually conservative. In 1985, it was estimated thar the public costs of 

unemployment in Germany was betsveen 54 to 99 million DM. or 46-83 million Canadian 

dollars (Schultz-Gamard et al. 1988). The sarne year Shelton (1 985). estimated the costs 

of unemployment for the United States. The cost of unemploynent benefits were $9 

billion! other financial assistance totalled $6 billion. and the lost productivity of works 

lvas estimated to be S 19 billion. Currently. European countries spend between 1 and 3 

percent of iheir Gross Domestic Products on programs designed to stop the rise of 
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unemployment such as training and labour market schemes (The Econontist. August 18. 

1993). 

Individual costs of unemplo\ment 

The individual effects of unemployment include economic realities that 

accompany the loss of income. Schultz-Gambard et al (1988) examined the individual 

and social effects of unemployment on 90 unernployed German workers. They found that 

50% of them had spent dl their savings. 20% had gone into debt because of 

unemployment. 20% had difficulties meeting large long term financial obligations such 

as mortgage papents. 10% could no longer pay their rent. The average length of 

unemployment for the workers was 1 1.7 months, and naturally the authors found that the 

longer workers were unemployed ùiat more financial difficulties they encountered. 

Houever the results of unemployment for an individual go beyond monetaiy 

concems. Some of the other effects include loss of statu. lowenng of self-esteem. 

excessive alcohol consurnption and dmg abuse. accusations levelled by family, and 

problems with their partner. The loss of work also leaves the individual with a large 

amount of unstructured free time u-hich can result in boredom, lack of motivation, and 

feelings of unproductivity. Only a few unemployed individuals engage in new activities 

or take up activities the previously enjoyed but did not have tirne for. Only 34% became 

involved in hobby activities. and only 15% spend a considerable amount of time looking 

for a new job (Schultz-Gambard et al 1988). 
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The loss of work is a traumatic cnsis for people. Borgen and Amundson (1 981) 

compared the espenence of unemployment to that of the +gief process esperienced with 

the loss of a loved one. where rhe individual goes through stages of denial. anger, 

barpining depression and finally acceptance. Winegardner, Sirnoneai. & Nykodym 

(1981) found that the experiences of the unemployed closely matched the espenences of 

teminally il1 patients. Kirsh (1992). afier studying the responses of Canadians to 

unemployment. concluded that most respond to their unemployment espenence by 

venting their anger on themselves and their families. This damaged their relationships 

with loved ones, eroding the base of their social support when thry needed it most. 

Unemployment and health 

The reiationship between unemployment and health is not very clear. with many 

of the research findings disagreeing. There is general agreement bat  the loss of one's job 

eenerates a large amount of psychological stress, and leads to diminished self-esteem 
C 

(Warr & Jackson. 1985; Kates, Grieff, & Hagen, 1990). A nudy done by Cobb and Kas1 

(1977. as cited in Kates, Grieff, & Hagen. 1990) found that the penod of apprehension 

prior to a plant closure was when employees felt the greatest arnount of anxiety and 

depression. The workers also showed the greatest increase in physical indicators of stress 

(changes in blood uric acid, cholesterol l e ~ e l s ~  and blood pressure) before they were laid 

off. Dooley, Rook, and Catalano (1 987) surveyed 1000 principal wage earners in the 

United States and concluded that job security \vas the best predictor of scores on a 

checklist of psycholo~ical symptoms. Those individuals who were feeling insecure in 
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their job were much more Iikely to be experiencing mild depression. Therefore it appears 

that while unemployment is a distressing event. the threat of unemployment is just as 

distressing. 

There is a lack of consensus amongst researchers whether unemplo>ment causes 

mental and physical health problems. or esposes and esacerbates a pre-esisting problem. 

A number of authors have found that indiriduals who have suffered from long-terrn 

unemployment have an increased chance of developing cardiovascular problems (Moser 

et al. 1986, as cited in Kates, Grieff? & Hagen, 1990; Brenner 1987). Other researchers 

have found higher rates of bronchitis. post-neonatal infant monality, obstructive lung 

disease. and chronic physical illnesses in samples of the unemployed (Macdonald et al.. 

1982 as cited in Kirsh. 1992: Cook et al.. 1982: Bunn. 1979). Fagin and Little (1 984) 

found that unemployed workers and their spouses showed an increase in psychosomatic 

symptorns and more behaviour problems with their children. The authors postulated that 

the symptoms were maintained because "it is better to be sick and unemployed than 

healthy and unemployed for a jobless man in Our society" (p. 1 17). 

It is difficult to demonstrate a relationship between unemployment and longer 

term health problems due to the number of variables that impact a person's health. 

Unemplopment might also affect the health of the unemployed through indirect channels. 

Brenner (1 976. as cited in Kirsh. 1992) wntes that with increases in unemployment and 

declines in the income of members of the population. there is a lowering of: "nutritional 

levels. a substantially greater pre~alence of social-psychological stress and decreased 
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financial ability to utilize medical care facilities. These three factors. onginating in 

national economic instabilities, would then have a substantial negative impact in the 

health of the population" (cited in Krsh, 1992. p.60). 

Who are the unemdoved? 

There are many theories, beliefs. and ideas of why the unemployed are 

unemployed. Some argue that those who are unemployed get a taste of unemployment 

and welfare benefits and are not pushed to find employment. Others argue that the 

unemployed do not have a cornmitment to work and die desire to succeed. Some belie1.e 

that the unemployed are just lazy folks who dislike work. Often people blame the 

unemployed for their predicament and resent paying taxes to support them. However 

most of these beliefs. theories. and ideas are myths that have not held up to the scrutiny of 

determined study. 

The research tends to show a different view of the unernployed, that they are not 

different from the employed before they lose their work? that they do not enjoy living off 

unemployment benefits, and that they c m  became trapped in a cycle of unemployment. 

Gallie and Marsh (1 994) write, 

The upwird surge in unemployment rates in the OECD countries in the 1970s and 

1980s makes it very hard to believe that persona1 characteristics of the 

unemployed provide the underlying dynamic: we would have to believe that 

something approaching a mass epidemic of idleness had struck the labour forces 

of al1 industrialized countries. (p.9) 
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Gallie and Vogler (1991) esarnined the work histories and work attitudes of the 

unemployed and found that they w r e  not distinctive from the employed and did not play 

a role in their inability to find work. They also found linle difference in measures of 

employrnent stability of the employed and unemployed. there was no distinct difference 

in the frequencq- of job changes or the length of time people had spent in their longest job. 

Finally their research found no evidence that the unemployed's motivation or flexibility 

affected the time it took them to find work, rather their chances of finding work were 

dependent on the availability of panicular types of work. and the misfit between the 

unemployed's qualifications and the qualifications required in the workforce. 

Gallie and Vogler (1994) discovered a number of other attitudes that challenge 

sorne of the common perceptions of the unemployed. They found that substantial 

minonties of the unemployed were prepared to retrain or move in order to secure work. 

that over half of the unemployed would take any type of job, and that the unemployed did 

not use the amount of unemploqment benefits they received as a bench mark for 

accepting a job. 

Kirsh (1 992) wote  about the experience of unemployed Canadians. and noted that 

many people who are eligible for U.I. benefits do not daim them. but l i ~ e  off their 

savings as long as they c m .  The majonty of individuals who are collecting U.I. benefits 

would rather be employed, and that the majority of those who defraud the Unemploynent 

Insurance Commission are companies and corporations. not individuals. 
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Conclusion 

It is apparent that unemp1o)ment exacts large costs on society and places 

individuals in highly stresshl situations which produce financial, family. and health 

problems. With the unemplo>ment rate hovenng around 10% in Canada. the governrnent 

has corne under pressure to create jobs. High youth unemployment and increasing long- 

term unemployment are traumatic events that the governrnent appean to be having 

dificulty combating. In surnrnarizing their research on the unemployed, Gallie and 

Marsh (1 994) wite, 

The unemployed forrn a distinctive group at the bottom of the social heapo who 

esperience recurrent difficulties. However, it would be a cruel step to rnove from 

this descriptive statement to the conclusion that they were in this condition 

through some fault of their oun or as a result of the operation of the system of 

welfare. Rather the results of this volume suggest that people may be caught in a 

spiral of disadvantage in which small events may have large repercussions. Afier 

the event we ma? identify a group with a distinct life-style at the bonom of the 

heap, but they were not destined to be there. and under different labour market 

conditions? as the work history analysis shows us, the' would not have bern there. 

2 

Computers have brought incredible changes to the way a e  work and 

communicate. In the past. cornputers were very large. very espensive. and had high 
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maintenance costs. n e s e  prohibitil-e feanires kept them out of the reach of the general 

public md accessible only to large corporations and universities. Howevero the advent of 

the microcornputer has brought the technology into Our homes. influencing many 

professions, including psycho log^. With their shrinking cost and size- computers are now 

available to a larger portion of the population. The Globe and Mail (July 8, 1996) cited a 

recent Statistics Canada report which found that in 1995,28.8 percent of Canadian homes 

owned a persona1 computer. That is up from 25% in 1994, and 19% in 199 1. 

Arguably, the areas of psychology most affected by the proliferation of cornputers 

have been assessrnent and career development. In general! most counselling and 

psychotherapy are accessible only to those who can afford a psychologists hourly fees. or 

have an insurance plan that covers a small nurnber of sessions. Therefore hiring a 

psychologist for counselling, let alone career ~ounselling~ is definitely a luxury not 

available to the mainstream of society. However. the computer has made career guidance 

and counselIing available to rnany more people, making it no longer a luxury for the elite. 

but a basic ski11 for most (Patterson. 1985). Some cornputer systems offer guidance by 

taking an individual through the entire career development process without any 

interaction with a career counsellor. some simply disseminate information about 

occupations and educational institutions. and others administer. score. and interpret 

personality and aptitude tests. niese systems have freed counsellon and psychologists 

from these labour intensive tasks. and made career counselling available to a lot more 

people. 
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Historv of Cornputers in Counsellino 

Computers have been used in guidance and counselling since the 1960s (Bluhm. 

1988). At first the computers performed in-take interviews. did educational course 

planning, and attempted to simulate psychotherapy. Presently, they administer. score. 

and interpret personality tests, provide structured career development, and provide 

information about occupations, schools. and financial aid. After studying the history of 

computers in counselling and guidance. Raynon (1 990) developed a generational scheme 

that illuminates their evohtion. 

The first generation of computer-based systems used for career counselling were 

batch-processing systems. They contained large data files of occupational and 

educational information that were reuieved based on a client's response to a pencil-paper 

questionnaire. The client had no contact with the computer itself. because the 

questionnaire kvas entered into the computer by technicians. The computer then 

developed a list of information based on the individual's responses, which were passed 

back to the client. This method was rather slow, and resulted in a sometimes large del- 

between when the client filled out the questionnaire and when he or she received the 

results. 

The second generation of computer-based systems. which came into use during 

the rnid-1970fs, put the user into direct contact with the computer. This allowed 

cornputer-based systems to perform a number of powerfùl new tasks. First. they were 

able to conduct structured intervie~vs. Second. direct access allowed for the creation of 



cornputer-stored records. allowing the client to Save the information from their interaction 

wiùi the computer and start again where they lefi off. Finally, because of cornputer's 

sophisticated search strategies, clients were able to change their search parameters and 

increase their knowledge of the world of work by recopizing how their decisions 

affected the occupations generated by the computer. 

The third generation changed from systems that merely collected and stored 

information to systems that were highly interactive and took the user through an entire 

career process. This process included assessrnent devices, exercises? simulationso and 

instructional modules, as well as the precious storage of occupational information. 

Ntemative treatments were developed depending on the client's responses to each of the 

different modules, making them more individualized. The most common computer 

systems of this generation were DISCOVER and SIGI. 

The fourth generation began wvith the development of the microcomputer. The 

microcornputer became extremely popular due to its lower cost. decreased size, and 

ability to perform a nurnber of tasks such as word processing, test administration, 

interpretation, and data storage. These benefits led to an increase in the nurnber of 

professionals with access to cornputers, and allowed for the mass marketing of computer- 

assisted career guidance systems. The debut of the microcomputer sparked a growing 

interest in the implications and potential of the machines in the fields of career 

counselling guidance. and test administration. This increased interest was marked by the 

number of special journal issues published by professional organizations. From 1983 to 
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1986. no Iess then eleven special issues on computer themes were published (Bluhrn. 

1988). These writines - dealt uith a \\ide variety of cornputer related issues ranging from 

ethics to validity to the funire uses of computers. 

Strengths of computers 

There are a number of key capabilities of computers that made hem a particulary 

attractive counselling and guidance tool (Rayman. 1990). First, they were able to hold 

large amounts of accurate information. Because career counselling is the art of enabling 

individuals to make informed: goal-directed decisions. providing up to date information is 

important. The computer allowed for inexpensive storage of information about: 

occupations, educational programs. colleges, universities, financial aid, and military 

programs (Rayman? 1990). 

The second capability of cornputers that made hem attractive to guidance 

counsellors was their ability to conduct structured intenriews. This allowed for the 

elicitation of information needed by the counsellor and client and could be done wherever 

a computer \ a s  stationed. This sped up the counselling process by giving the counsellor 

advanced knowledge on the client's situation' and prepared the client for the issues to be 

discussed in counselling. 

The third capability R a p a n  (1990) mentions is the cornputer's ability to quickly 

search through data files. Computers can manipulate and retneve more information than 

a counsellor (Bluhm, 1988). making it much easier for clients to develop lists of schools. 

occupations. and other information based on their set criteria. 
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The next capability that made computers widely applicable to career counselling 

was their ability to administer and score assessrnent instruments. These included 

measures of interests. values, skills. abilities, and personality. PyIe (1 984) notes that 

computers are ofien used to assess clients' needs when they enter a career/counseIling 

centre. Using computers in this manner tremendously speeded up the counselling 

process, and gave individuals accurate information quickly. The computer was also more 

accurate at scorinp assessrnent instruments, and capable of converting raw scores to 

standard scores. percentiles, grade equivalents, and stanines, which is a time consuming 

and error prone task for people (Maddux & Johnson, 1993). 

The final capability mentioned by Rayman (1 990) is the provision of 

individualized treatment to users based on an analysis of their needs. On-line assessment 

allowed the computer to score and then provide instruction in measured areas of 

weakness. Kramer and Gutkin (1990) believe that computers cm take individualized 

treatment and assessment further through the use of adaptive testinp. In adaptive testing. 

the computer poses future questions based on the client's past responses. Adaptive testing 

allows for a quicker assessment of the client's needs because the client does not have to 

answer every question. This increases the test's eficiency and makes the process easier 

for clients. 

Other researchers h a ~ e  listed different strengths of computers that led to their 

proliferation in the counselling and career guidance fields. Sarnpson (1 981) notes that 

most clients react positively to the esperience of using a cornputer-assisted career 
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guidance system (CACG). In general it appears that CACG's are enthusiastically 

accepted by students and parents? uirh users prefemng them over print and film career 

information sources (Cairo, 1983). Locke and Gilbert (1 995) found that college nudents 

preferred computer assessments over questionnaires and interviews. 

Sampson(t981) also found that clients1 knowledge of self and the world of work is 

espanded, they are more specific about their career and educational plans. and they 

develop greater confidence in their career decision making ability. Pinder and Fitzgerald 

(1984) discovered that students who used a CACG called CHOICES increased their 

career decision making cornmitment. In researching the effect of computer guidance on 

career decidedness? Marin and Splete (1 99 1) found that when given cornputer-based 

career guidance, adults increase their level of career decidedness and make progress in 

cornmitment to an occupational choice. Finally? Sarnpson (1984) mentions that afier 

using a CACG system? clients seern more motivated to use additional career planning 

resources to assist them in making a decision. 

A study done by Howard (1992) found that subjects were apt to be more truthful 

and less nervous when working with a computer rather then a clinician. Bluhrn (1 988) 

notes that since the computer is non-jud+mental, "individuals seem freer to ask 'dumbl 

questions and reveal ambitions that m i e t  not be shared wïth another person" (p.132). 

Also the computer gives a sense of privacy and comfort that might influence what clients 

are willing to disclose. Locke and Gilbert (1993) found modest support for the 

hypothesis that people are more open about their problems when responding to a 
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computer. Similady, Booth-Kewley. Edwards, and Rosenfeld (1 992) hypothesized that 

individuals would answer questions in less socially desirable ways when answering a 

computer-based questionnaire. Although they found no difference in the amount of 

socially desirable answers benveen the computer and paper-and-pencil administrations. 

hep  discovered that the subjects found the computer questionnaire more interesting. 

important, and felt more aware of their thoughts and feelings. 

Research studies have found computer based instruments are effective widi 

psychiatric populations. Carr and Ghosh (1 983) found that phobic patients showed no 

apprehension about completing a full behavioral assessment on a computer. A more 

recent study with psychiatric outpatients (Spinhoven. Labbe, & Rombouts, 1993) found 

that most reacted favourably to computerized assessments. They did mention that the 

computer assessments were not feasible for a11 patients. In their study. older age and 

lower Ievels of education were strong predictors for who would refuse computerized 

assessment, or have a negative attitude toward the use of cornputers. 

Health care professionals also tend to react favourably to the use of computerized 

assessment instruments. Flowers, Booraem, and Schwartz (1 993) found that clinical 

psychologists would use more tests relevant to their clients' situations if they were easy to 

administer and score. However if the tests were hard to score they tended not to use 

psychological tests, even if they were relevant to for their clients. In the same study. the 

researchen discovered that clients favoured computerized tests and rated their 

counselling as more satis&ing when they were administered more tests. 
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Limitations of com~uters 

Computers have proliferated in the fields of assessment. career guidance and 

counselling, and will play an important role in the fùture development of these fields. 

Although in many ways computers are well suited for these tasks, they have been 

criticized in a nurnber of areas. 

Maddux and Johnson (1 993) are critical of people's assurnptions that because an 

activity is computerized, it has been improved in an important way. Because computers 

are fast, efficient, and make very few errors, which North Amencans value' we 

automatically assume that if something is computerized it is automatically better. 

However, this is not necessarily tme. Maddux and Johnson (1993) argue that improving 

the way an idea is operationalized does not necessarily improve the idea itself. To 

illustrate this! they quote Weizenbaum (1 976, as cited in Maddux and Johnson 1993)' "lt 

is important to understand very clearlp that strengthening a particular technique--puning 

muscles on it--contributes nothing to its validi W... If astrology is nonsense, then 

cornputerized astrology is just as surely nonsense" (pp.34-35). 

Another area where computers have received cnticism is their appearance 

of infallibility. Gati (1991) notes that because much of the information stored in 

computers includes well-defined data l i h  narnes, addresses. prices. and other numerkally 

espressed information. computers are perceived to be accurate and unbiased. However. 

most users are unaware of the human judgement that influences the selection. shaping. 

and presentation of the categorical and narrative information. Clients see the cornputer as 
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an unbiased machine and assume that al1 the information generated by the computer is 

impartial. Yet. the narrative reports generated by the computer are wntten by "experts". 

and may be susceptible to their biascs. 

Along a similar line. Zachary and Pope (1984) state that conputers create an aura 

of objectivity that may not be justified. Because of this. there is an increased chance of 

the inappropriate use and interpretation of computer systems and the materials they 

eenerate. Instead of using the computer generated information as a tentative hypothesis 
c. 

that needs to be confïrmed and supported by other data, users assume the information is 

accurate and objective. 

Further cnticism of computer testing and guidance relates to the on-line 

assessment instruments used by the computer to match people with certain professions. 

Ofien the client is compared with the average person in a profession to find a client-career 

match. Other guidance systems compare the client's scores with what "esperts" 

determine to be the important aspects of a certain occupation. However, these measures 

of central tendency do not take into account the large amount of variance found in 

occupations (Gati, 1991). As a result a client might eliminate viable occupations from 

their list of career options. 

One important limitation. which is often overlooked, is that certain cornputer 

systems may not be effective tvith al1 clients. Roselle and Hummel (1988) found that 

effective interaction with the cornputer-assisted career guidance program DISCOVER is 

related to the client's intellectual development. They found rhat students with higher 



levels of intellectual development wre able to manipulate the system more effectively 

then those with Iower Ievels. They also found that some users would work through the 

process. and develop a list of "appropriate" occupations uithout understanding how the 

list was created. why the jobs were good choices, and what steps they shouId take nest to 

pursue them. Dungy (1981) found that some users of SIG1 were ovemhelmed by the 

information generated and were Iefi fmstrated and confused because they felt no closer to 

making a career decision after using the system then before. A number of researchers 

have recommended that clients should be screened before using a CACG system. and 

some clients may need a counsellor to work through the system with thern. 

Accessibility. time, and cost have also been cited as limitations of cornputer- 

assisted career guidance systems. It rakes approximately four hours to complete the SlGI 

and DISCOVER systems, which seems to be a constraint for some clients (Bluhml 1988). 

Yost and Corbishley (1 987) believe that the biggest disadvantage of CACG systems is 

their lack of access due to the hi& cost of leasing. It currently costs 6 1500 to lease 

DISCOVER for one computer for one year. The costs of four other well b o u m  systems 

range from $1200 to $2900 per year. 

Validity and Reliabilitv 

The &val of the microcornputer established a prevailing trend to transfom 

traditional psychological tests into computerized formats (Lockshin & Harrison. 1991 ). 

The most vigorous attacks against this trend have been towards the validity of these 

computerized tests. In the early 1980s. Matarazro (1983) commented that there \vas no 
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evidence in a peer-reviewed journal that the narrative descriptions generated by computer 

based systems were valid. Maddus and Johnson (1993) noted that there is accurnulating 

evidence that one cannot assume the computer version of a test is equivalent to the 

original version. Althou& there is general agreement in the literature that the task of 

validation is dificult (Fowler, 1985). there have been increased efforts to prove both the 

validity and reliability of computerized measures. 

Researchers have completed numerous studies to establish the validity of cenain 

computerized instruments. The prevailing method of establishing validity in these 

computerized tests is to compare the generated results to those of the traditional format. 

and see if they are equivalent. If the traditional test format was found to be valid and 

reliable. and the computerized format is found to be equivalent to the traditional format. 

the computerized version is also judged to be valid and reliable. Current research has 

found that computerized tests and test interpretations of intelligence, personality. 

vocational interests. brain damage. and Post-traumatic Stress Disorder were equivalent to 

the traditional measures of these constmcts (Choca & Moms, 1992; Kapes & Vansickle, 

1992; Neal. Busunil, Herapath. & Strike. 1994; Roper. Ben-Porath, Yossef. & Butcher. 

1995). In one case, 33 clinical psychologists judged the computerized interpretations of 

WISC-R scores to be more thorough and provide a wider range of interpretations and 

recommendations. then a report generated by a clinical psychologist (Tsemberis. Miller. 

&: Gartner. 1996). 
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With a large number of studies finding equivalence between traditional and 

computerized formats of psychological instruments. Van de Vijver and Harsveld (1 991). 

caution that equivalence between paper-and-pencil versions still needs to be demonstrated 

rather then assumed. After comparing the paper-and-pencil and computerized version of 

the General Aptitude Test Battery. they found small. but noticeable differences. between 

the two types of administrations. They observed that the computerized subtests produced 

faster and more inaccurate responses. and stated that "computerization can induce shifis 

in the nature of the tasks and the strategies used by those taking the test" (pp.859). The 

chance that changing to a computerized format could result in fundamental changes to a 

test. is the main reason why test developen and users cannot assume that the new format 

is equivalent to the old. 

Ethical Issues 

A number of researchers have ~ r i t t e n  about the ethical issues involved when 

using computers in counselling, assessment. and career guidance (Maddux & Johnson. 

1993; Pope & Vaquez. 199 1 ; Sampson, 1983; Zachary & Pope. 1984). One of these 

concerns relates to cornpetence and the use of computer-based instruments by unqualified 

users. Corey. Corey, and Callanan (1993) found that the professional codes of ethics for 

most organizations contain guidelines that limit professionals to working in areas where 

they are qualified by training and experience. With the quick growth of computers in 

psychology and assessment. the American Psychological Association published 

"Guidelines for computer-based tests and interpretations" (APA. 1986). These guidelines 



state that a user "should be a qualified professional with a) knowledge of psychological 

measurement: b) background in the history of the tests or inventories being used; c) 

experience in the use and familia&- with the research on tests or inventories. including 

eender. age: and cultural differences if applicable; and d) knowledge of intended * 

application" (p.117). .4 more recent article, devoted to fair practices of student 

assessment, states that users should "ensure that ail individuals who adrninister the 

assessment method. score the responses. and interpret the results have the necessary 

knowledpe and skills to perform these tasks; ensure access to restricted assessment 

materials is limited to persons with the necessary qualifications: obtain information about 

the comparability of interchangeable forms, including computer adaptations" (Pnnciples 

for Fair Student Assessrnent Practices for Education in Canada 1 993. pp. 14- 1 5). 

Although most test deïelopers and publishers screen the credentials of those 

wishing to purchase certain tests, they are not able to veri@ the purchaser's eligibility. 

Therefore, Lockshin and Harrison (1 991) are concemed that psyhologists with linle or 

no testing experience \vil1 use cornputer-based interpretive software as a low-cost? in- 

house. clinical consultant. Because the computer can generate reports in relatively clear 

unarnbiguous language. practitioners may assume that they can "expand" their range of 

services without receiving the proper training and experience in psychological assessrnent 

(Sarnpson. 1990). 

A second ethical concem is that of ensuring privacy and confidentiality. 

Contidentiality is an important foundation to counselling work because it is the basis of 
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trust between the counsellor and client. Numerous articles and books have been t tr i t ten 

about the protection of client information. and since cornputers are capable of storing 

such large amounts of persona1 information? certain methods need to be used to protect 

their privacy. These include using passwords to control the release of data and locks on 

computer room doors, terminals, and disk containers (Bluhrn. 1988). Maddux and 

Johnson (1 993) argue that no persona1 or assessment data should be placed on computer 

hard drives because it is difficult to control who has access to this information. Rather. 

they believe that the information should be stored on floppy disks. and kept under lock 

and key. with code numbers substituted for narnes. 

Summarv 

Computer-assisted career counselling and assessment systems have become 

popular and viable alternatives to traditional counselling and assessment. The advent of 

the microcornputer has made guidance systems cheaper and more accessible. They have 

also freed counsellors to perform other tasks. such as providing refined judgements. 

dealing with sensitive situations. and helping clients uith conflicting preferences. 

Research has s h o ~ n  that clients appear to enjoy working with computer systems? and 

tend to get more out of their career counselling afier having used a computer-assisted 

euidance system. For counsellors who are aware of the inherent weaknesses in computer 
C 

guidance -stems? they can become a good tool to help those people looking for career 

ouidance and counselling. 
C 
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Social Leamine Theorv of Career Decision Makinq 

The Career Beliefs Inventop- (CBI) grew from Knimboltts (1 979) social learning 

theory of career decision-making. u-hich is an application of Albert Bandura's social 

learning theory to the process of making a career selection. The theory rests on the 

supposition that people make their career decisions based on the lifelong sequence of 

leaming experiences rhat are unique to each individual (Krumboltz. 1996). These 

learning experiences are a result of the interaction between our pnetically and socially 

inhented anributes and die environments we occupy. This interaction results in self- 

observations about Our strengths and weaknesses that influence our work related 

behavioun. These behaviours are then shaped and modified by natural or progammed 

reinforcements or punishments. Simply put, people's career decisions are influenced by 

their inherited characteristics. the environment they Iive in. and expenences they have 

had in the past. 

To elaborate, the social learning theory of career decision making identifies four 

categories of factors that influence career selection. The first factor that influences the 

career decision making process is genetic endoment and special abilities. Our genetic 

characteristics (such as race. sex, phpical abilities and disabilities) and abilities partially 

determined by genetics (intelligence and kinaesthetic abilities) affect our preferences and 

impose limitations on the availability of career options. 

The second factor is the environmental conditions and events that enhance or 

constrain career opportunities. These events are largely out of personal control and 
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include family experiences, availabi l ity of educational opponunities. political climate. 

and community resources. 

The third factor. which examines the individual's unique leaming experiences. is 

divided into two categories: instrumental and associative learning. Instrumental learning 

experiences occur from the consequences of a behaviour. When people are reinforced for 

an activity. they develop a positive generalization about that activity. For example. if an 

individual lifts weights and receives attention and praise for their weight lifting activities. 

they are likely to form a positive view of lifting weights. ï'herefore people l e m  from the 

consequences of their performance. Associative leaming experiences occur from 

observing others interact with the environment. Seeing others perform activities for 

which they are either praised or punished influences peoples beliefs of those activities. 

The fourth factor that influences career decision making is task approach skills. 

These are the skills acquired through the interaction between genetic factors, environment 

conditions. and learning experiences. These skills include work habits. problem-sohing 

skills. emotional responses, and cognitive processes. 

These four types of influences interact with each other and lead people to the 

formation of beliefs about themselves. their choices. and the world they occupy. The 

outcornes from the interaction between the four influencers are classified into three 

categories : seljio bsemar ion generaka f ions, rask approach skills. and acr ions. Self- 

obserrarion generaliz~tions. These are beliefs an individual has about themselves based 
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on their past expenences, and includes beliefs about their strengths. weaknesses. interests. 

and values. 

The second category is ~ask approach skills. These are the cognitive and affective 

abilities that the individual uses whcn coping, interpreting. and predicting the 

environment. These skills include goal-setting. information-seekins and planning. 

The third and final category is actions. These are the overt behaviours individuals 

use when implementing their career decisions. These behaviours include applying for 

specific jobs. learning job skills, attending college or university, and other activities. 

In summary. the social leaming theory of career decision making is a career 

development theory that descnbes how an uncountable number of learning esperiences 

combine to shape each person's career path (Krumboltz, 1996). People bring genetic 

attributes that interact with their particular environments to produce beliefs about 

themselves that influence their career related behaviours. These beliefs are continuaily 

being changed and modified through natural and programmed reinforcements or 

punishrnents (Osipow! 1983). 

Career Beliefs Inventorv 

The Career Beliefs Inventory (CBI) is an instrument that c m  help people identiQ 

beliefs and assumptions that may be preventing them from achieving their career goals 

(Krumboltz- 1 99 1 ). It provides clients with the opportunity to esamine their beliefs and 

assumptions that have been formed by their previous experiences and learned behaviours. 

and judge wheiher they are accurate or inaccurate. Whether accurate or not. people ac< 



on their beliefs as if they were tme. The CBI allows people to identifj inaccurate beliefs 

they are acting upon that rnay harnpsr the accomplishrnent of their career goals. 

Kx-umboltz (1994) notes that the CBI does not tell people whether or not their 

beliefs are accurate. Rather? it raises people's awareness of their beliefs and allows for 

esarnination of how they mal* be preventing them from achieving their desires. 

Knimboltz (1 991 ) also points out that inaccurate beliefs are not necessarily problematic. 

I f  the belief or assurnption does not influence an individual's career behaviours, it is a 

waste of time countering the misconception. 

Although it is impossible to identify every belief that can block people from 

achieving their goals. the CBI helps to identify categories of beliefs that may be 

troublesome. The CBI is made up of five categories that are broken doun into 25 scales. 

The first category, -L& Crirrent Career Siltcazion, helps illuminate an individual's current 

employment. career plans, and willingness to talk freeiy. The second category, It%m 

Seeîns Necessa~y for .\@ Happiness. examines the values people hold and the 

requirements they place on themsel\ves. The third category is entitled Facfors Thar 

Infrience .Le Decisions. and helps identi@ what individuals take into account when they 

make decisions. The founh categon;, Changes IAm WiIling io :Make. provides a measure 

of how flesible a client is in trying new occupations. moving, or leaming new skills. The 

final category, narned Efforr I.4m IViIling fo Iniriare. attempts to uncover the obstacles 

that may prevent clients from taking action to solve their own problems. 
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The CBI \vas designed to help counsellors open up discussions with the clients 

about their career assumptions (Knimboltz, 1994). These assumptions influence how 

clients search for jobs. seek promotions. and view the world of work. If a person's beliefs 

are accurate and constructive, they uill help the penon achieve his or her goals. 

However. if the beliefs are inaccurate. people d l  act in a way that makes sense with 

their inaccurate beliefs but that might not help hem achieve their career goals. 

Copilot 

Copilot is a computerized questionnaire developed by French psychologist 

Dominique Clavier. that grew out of his research on how to assist people enter the labour 

force (Clavier. 1996). With Europe facing the same double digit rates of unemployment 

as Canada there \vas a need for employment services that were effective at helping 

people find work. The purpose of Copilot is to help job seekers and their counsellors 

identifj the problems diat are hindenng their entry into the workforce. 

Theon? and Development 

Copilot developed out of Clavier's qualitative research with groups of job seekers. 

Placed in groups ranging from 12 to 15 individuals. 1091 unemployed people related to 

the researcher leading their group the difficulties they were expenencing when looking 

for work. These difficult espenences were edited into 170 statements that referred to a 

specific problematic situation people encountered when job seekinz. Along uith 

developing a list of probiematic situations. the researchers also discoïered the importance 

of having a career plan on the successful entiy into the work force (Clavier. 1996). 



The 170 statements were grouped into twenty factors. related to four main areas: 

Career Plan Relevance. Cornmitnication Skills, Initiative. and Difficzilties Encoiintered. 

Career Plan Relevance, encompasses the situations and factors related to the creation and 

implementation of a career plan. The second ares' Communication SkiIIs, encompasses 

the situations directly related to the communication used when implementing the career 

plan. The third area. Initiarive, provides an indicator of an individual's enerp  level, and 

ability to devote time to the job search. The final area, Diljicculties Encoimrered, 

encompasses the situations directly related to difficulties encountered at certain points in 

one's career and persona1 life. Each of the fout domains interact with each other and the 

environment (Clavier. 1996). Improvement one area tvill positiveiy affect one's 

performance in another area, and a deterioration in one area will negatively affect the 

other areas. 

The interaction benveen the factors and the environment led to the integration of a 

"four-leaf' clover mode1 which accounts for the effects that job search activities and the 

environment have on each other. The first leaf of the model relates to the environment. 

When looking for work. it is the first thing that needs to be considered. The second leaf 

relates to the person's self-knowledge in relation to work. while the third leaf represents 

the person's knowledge of where to search for work. The fourth Ieaf of the model 

represents the methods used to obtain the job sought. Each of the four leaves need to be 

addressed simultaneously if the job search is to be successful. Only when one knows the 

environment. their skills and values. the work places that requires those skills and values. 
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and how to gain recognition by potential employers. is the job search going to be 

successful. For example, if an individual is well in tune with his or her work related 

values, but has poor knowledge on job search locations. he or she will have a difficult 

time finding work he or she will enjoy or find meaningful. 

The statements developed fiorn the group research were incorporated into a paper- 

and-pencil questionnaire, in which the individual answered either "true" or "false" 

depending on whether or not they had expenenced the situation explained in the 

statement. However to administer and score the questionnaire took over 3 hours. so a 

computerized format was developed that eased administration and eliminated the need for 

laborious hand scoring. 

Originallp developed for use in France. Copilot has been adapted for use in 

Canada (Guedon, Turcone, Limoges. & Clavieq 1996). Copilot was revised after testing 

subjects in Quebec and then translated into English, where it has been used with clients at 

five Canada Employrnent Centres in Quebec and Ontario. 

Copilot Report 

Afier filling out the questionnaire. the software develops both a client and 

counselIor report. The client report gives a quantitative rneasure for each field, which is a 

percentag based on the number of situations they identified with, and provides 

recomrnendations to overcome perceived weaknesses. The generated recommendations 

are selected on the basis of the individual's response to certain questions. The more 

perceived difficulties a client is having in an area, the more recommendations are @\.en to 
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overcome the specific situations the client identified with. Finally the client report 

provides a bgaphic description of the four-leaf cloïer model' indicating which of the four 

relevant job search elements the client has mastered. or has a perceived weakness. 

The counsellor file lists the client's scores for each factor? and provides 

hypotheses for the client's job search difficulty. It also identifies specific problems that 

may need to be overcome before the client continues hisher job search. 



CHAPTER 3 METHODS 

Partici~ants 

Four groups of subjects which totalled 58. were employed in the present study. 

The fira two groups consisted of students from the University of Alberta (U of A). The 

first group were 30 students from a fourth year education class. The second group were 

28 clients at the University of Alberta's Career and Placement Services (CAPS). The 

mean age of the students was 27.7 years, and there were more women (47) then men (1  1 ). 

The groups were primarily composed of nonrninonty students (86%). 

The other two groups were made up of students from Grant MacEwan 

Community College (GMCC). The first group \vas composed of 12 students in an A r t s  

and Administrations class. The second group consisted of 12 students from a Legal 

Assistants class. The mean age of the students was 27.5 years, and they were mostly 

Caucasian (8 1%). Once again. there were more women (1 9) then men (5). 

Matenals 

The paper-and-pencil version of the Copilot questionnaire, contains 170 

statements which deal with job searching situations. The subject answers "TRUE" if the' 

have espenenced the situation, and "FALSE" if they have not. The 170 items are 

~rouped imo 20 scales. that are organized into 1 domains and presented in the folloxing 
C 

list. 



Barriers to Employment 
Shawn Baker/ 43 

Career PIan Relevance 

Career Assessrnent Quality 
Professional Worth 
Professional Self-Image 
Education 
Career PIan Clarity 
Targeted Job Choice Quality 
Convincing Ability 
Career Plan Acceptance 

Communication Skills 
Written communication skilIs 
Resurne 
Job Interview 

Initiative 
Energy Level 
Gathering Information 
Organization 
Support System 

Difficulties Encountered 
Availability 
Incent ive 
Feeling of Failure 
RoadbIock 
Accumulation 

Since Copilot is a fairly new instrument. there has not been a lot of research on 

the reliability and validity of the questionnaire. However. recent snidies have found that 

Copilot has strong intemal consistency (0.94)> and that the results generated by Copilot 

correlate significantly nith the results generated by an assessrnent interview (Limoges. 

Guedon & Clavier* 1995). The paper-and-pencil version of Copilot was scored by 

entenng the subjects' responses into the computenzed version* which then scored their 

responses and produced the client report. 
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The CBI is a 96-item pencil-and-paper instrument written at the eighth grade 

reading Ievel. The items are presented in a 5-point Likert response format. ranging from 

1 (strongly disagee) to 5 (strongly agree). Some of the items are reversed to prevent a 

response bias. 

The 96 items are grouped under 5 headings with 25 subscales. The following is a 

list of each heading with corresponding subscales for the CBI. 

My Current Career Situation 
Employment Status 
Career Plans 
Acceptance of Uncenainty 
Opemess 

What Seems Necessary for My Happiness 
Achievement 
CoIlege Education 
Intrinsic Satisfaction 
Peer Equality 
Structured Work En~~ironment 

Factors That Influence My Decisions 
Control 
Responsi bility 
Approval of Others 
Sel f-Other Cornparisons 
Occupation/College Variation 
Career Path Flexibility 

Changes 1 Am Willinp to Make 
Post-Training Transition 
Job Experimentation 
Relocation 

Effort I Am Willing to Initiate 
Improving Self 
Persisting While Uncertain 
Taking Risks 
Learning Job Skills 
Negotiatine/Searching 
Overcoming Obstacles 
Working Hard 
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The Copilot evaluation sun-ey consists of 11 questions relevant to the subjects 

experience with Copilot. and their subjective evaluation of the usefulness of the report for 

young adults. The questions are presented in a 3-point Likert response format. ranging 

from 1 (Very Much) to 5 (?lot at AH). 

Procedure 

The subjects from the founh yar education class at the University of Alberta 

were given copies of the Copilot questionnaire and CBI in class, but completed them on 

their own time. The subjects from Career and Placement Sentices (CAPS) at the U of A 

picked up their copy of the instruments at the CAPS office. The subjects from the two 

classes at Grant MacEwan Community College were also given copies of the instruments 

in class and completed them at their own discretion. Afirr completing the two 

questionnaires. the subjects retumed them to their educational institution where they were 

picked up and scored by the researcher. The subjects were then given the opportunity to 

sign up for a debriefing meeting where they received their results and had their scores 

interpreted. 

Each subject received a report generated by Copilot. that analyzed their strengths 

and weaknesses. and provided a number of recommendations. ï h e  subjects were not 

eiven their results from the CBI. Afrer receiving tlieir report and going through the 
C 

debriefing session the subjects were ask to rate the Copilot questionnaire by completing 

the evaluation fom. Since not a11 the subjects came to a debriefing meeting. only 32 

subjects completed the form. 
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CHAPTER 4 RESULTS 

The first measure used to e~aluate the usefulness of Copilot was the subjective 

evaluation form completed by the subjects afier the debriefing meetings. Generally the 

responses were favourable. with a majority finding the report easy to read and understand 

(90.32%). practical(80.65%)? and planned to try the Copilot recornmendations (64.52%). 

However, a sizable minority did not find the Copilot report useful. The subjects' 

responses to each of the questions are presented in Table 1. 

The relationships between the four Copilot domains were examined by calculating 

the correlations between them. These are presented in Table 2, and indicate a strong 

positive relationship between the four domains. These results are similar to those in a 

study done by Limoges, Guedon? and Clavier (1 996), which led the authors to conclude 

that Copilot rneasures only one major variable; how the subject perceives his or her 

failure to enter the tvork force. 

Unpaired t-tests were used to determine if their were any gender differences on 

the Copilot scales. There was a trend for the male scores to be higher then the females. 

but significant differences were only found on the Communication (p=0.0 17) and 

Initiative (p=0.021) domains. These results are different from those of Guedon. Turcotte. 

Limoges. and Clavier (1996). who found no differences based on gender. 

The same statistical methods were used to determine if there were differences 

related to the subjects' previous ~vork esperience. The subjects were placed into two 
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groups, those with 1-5 years of work espenence. and those with more than 5 years of 
C 

work experience. Significant differences were found in three of the four domains: Career 

Plan Relevance (~<0.01)~ Communication Skills @<0.05), and Initiative (p<0.01). The 

results are presented in Table 3. 

The calculation of the pararnetric correlation between the subject's level of 

education and their Copilot domain scores revealed no sipificant covariation. The 

correlations between education Ievel and the Career Plan Relevance domain (-0.03). the 

Communication Skills domain (-0.06). the Initiative domain (0.01)' and the Difficulties 

domain (-0.11) indicate that their is practically no relationship between the subjects Ievel 

of education and their amount of perceived job search difficulties. 

Unpaired t-tests were used to compare the significance of the differences between 

the mean scores of the four domains for the four samples. Table 4 provides the means. 

variances, degrees of freedom, and r scores of the pairs of samples that were examined. 

There were no significant differences between the students from the University of Alberta 

and those from GMCC. However, there were significant differences between the subjects 

from CAPS and the other samples combined. Differences were also found between the 

two samples of students from GMCC. uith the students fiom the Legal Assistants class 

having a higher level of perceived difficulties. 

The relationship between Copilot domains and CBI scales were examined through 

the use of parametric correlations. The calculation of the correlation coefficients between 

the four Copilot domains and the CBI scales led to a number of modest relationships that 



Barriers to Employment 
Shawn Bakked 50 

are reported in Tables 5 through 8. In order to maintain a .O 1 level of significance. only 

coefficients greater then +/-0.30 were reported. 
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Table 1 
Subject responses to Copilot Evaluation form 

1. Did discussing your Copilot results help o u  identify Very much = 19.35% 
, the nature of p u r  employment dificulty? Somewhat = 58.06% 

Not at ali = 22.58% 

2. Did discussing your Copilot results help you to identify Very much = 29.03% 
vour strengths and needs? 

1 - Somewhat = 58.06% 
1 Not at al1 = 12.90% 

3 .  Did discussing your Copilot results help you to plan Very much = 32.26% 
o u r  next steps? Somewhat = 38.71% 

Not at al1 = 29.03% 
l 

4. Was it important to discuss pour Copilot report ~ 6 t h  a Essential = 25.81% 
counsellor? Not Sure = 35.16% 

i 

Not Necessary = 29.03% 

i 5. Was the report easy to read and understand? Yes = 90.32% 
Not Sure = 6.45% 
No = 3.23% 

6. The report content Las practical. 

~ 
Yes = 80.65% 
Not Sure = 12.90% 
No = 6.35% 

i 7. 1 plan to try some of the Copilot report 
; recommendations. 

Yes = 63.52% 
Not Sure = 25.81% 

- - -  

1 8. 1 would recommend Copilot to my fnends. Yes = 54.84% 
Not Sure = 25.8 1 % 

1 9. Do you think Copilot would be a useful addition to the Yes = 63.52% 
8 

i services at Career and Placement Services? Not Sure = 25.8 1 % 
No = 9.68% 



Barriers to Employment 
Shawn Bai&er/ 53 

Table 2. Correlations between Co~ilot  Domains 

Table 3. Mean Cc 

Career Plan 

Communication 

Initiative 

Di fficulties 

Career Plan 
Relevance 

Communication 
Skills 

Initiative 

Difficulties 

dot  Domain Scores based on Subjects Work Experience. 

1-5 5-10 Pooled df t P 
years years Variance 

33.59 24.03 188.95 44 2.68 0.01 

Career PIan 

1 

0.81 

0.85 

0.78 

Communication 

1 

0.80 

0.66 

Initiative 

1 

0.76 

Difficulties 

1 
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Table 4 
Significant differences from unpaired t-tests between samples on Copilot dornains. 
Career Plan Relevance 

Communication 

Mean 

Variance 

d f 

t 
. 

Initiative 

CAPS 

35.69 

207.89 

49 

3.80*** 
- 

Variance 399.88 302.9 

Difficulties 

Othen 

24.39 

164.36 

Mean 

Variance 

d f 

t 

33.94 

204.7 1 

56 

2.36* 

GMCC (LA) 1 GMCC (AA) 

50.39 

95.83 

20 

4.70"" 

35.75 

216.16 

CAPS 

GMCC (LA) 

37.53 

166.5 1 

18 

3.53*** 

43 -94 

203.7 1 

60 

2-40' 

28.3 

167.12 

37.37 

330.94 

GMCC (k4) 

17.96 

57.18 

Mean 

Variance 

CAPS 

35.69 

CAPS 

27.85 

105.16 

ED 

21.71 

49 

3,72*** 

Others 

22.28 

182.9 

d f 

t 

* p . O j .  **e<.O 1. ***ec.OO 1. 

21 

1.99 

68 

-. 7 38* 

55 

3.26** 

GMCC(LA) 

32.03 

279.37 

GMCC (AA) 

19.53 

190.36 

CAPS 

27.85 

105.16 

ED 

19.49 

105.57 
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Table 6.  Correlation Coefficients between Copilot's Communication domain and selected 
CBI scales 

CBI Scales 

Table 5. Correlation Coefficients between Copilot's Career Plan Relevance domain and 
selected CBI scales. 

Table 7. Correlation Coefficients between Copilot's 
scales 

Career Path Flexibility -0.40 

Post-Training Transition -0.35 

b 

Initiative 

CBI Scaies 

Overcoming Obstacles 

domain and 

Improving Self 

Persisting While Uncertain 

Overcoming Obstacles 

Working Hard 

-0.37 
1 

selected 

0.39 

-0.35 

-0.3 5 

-0.42 

-0.3 1 

L 

0.3 5 

-0.33 

-0.3 1 

-0.39 

CBI 

CBI Scales I 
Career Plans 

Opemess 

Control 

Career Path Flesibility 

Post-Training Transition 

II Working Hard 1 O II 
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Table 8. Correlation Coefficients benveen Copilot's Dificulties domain and selected CBI 
scales 

II CBI ~ c d e s  1 

II Persisting While Uncertain 1 -0 .5  II 

Control 

Improving Self 

II Overcoming Obstacles 1 -0.37 II 

-0.33 

0.36 
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C H A P E R  5 DISCUSSION 

The purpose of this study \vas to determine if Copilot is a useful instrument to use 

with post-seconda7 students. To achieve this goal, a number of research questions were 

asked and exarnined. The first questions to be answered dealt uith the relationships 

between gender, education, and work experience nith the subjectls scores on the Copilot 

questionnaire. 

The presence of significant gender differences were found for two 

(Communication Skills? Initiative) of Copilotls four domains. The mean scores for males 

were higher in al1 four domains. indicating that they perceived themselves as having more 

difficulty finding work, but the difference \vas only significant in two of them. These 

results are different frorn those found by Guedon, Turcotte, Limoges. and Clavier (1996), 

who found no digerences based on gender. 

There are a couple of possible reasons for the differences between the male and 

female subjects found in the study. First, only a small number of males participated in 

the present study, rnaking it difficult to confidently compare the differences benveen male 

and female subjects. While a majority of the female subjects came from the 3 class 

administrations at the U of A and GMCCo most of the male subjects were clients at the U 

of A's career semices office (CAPS). It is possible that the subjects who came from 

CAPS had more career concems at the begiming of the study since they were seeking 

career guidance from the staff at CAPS. who recommended that the subjects complete 
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Copilot. The students h m  the class administrations volunteered to complete the Copilot 

questionnaire. but had not been previously looking for career guidance. This difference 

in the subjects enrollment into the study. could possibly lead to the gender differences 

found. indicating that the differences were not based on the subjects gender. but their 

present situation in regards to their career search. 

A second hyporhesis which could explain the difference between male and Fernale 

subjects, is that male subjects tend to seek career help when they feel they are having a 

very difficult time. while female subjects seek career guidance before they feel they have 

become stuck in their career goals. While this present study was not designed to answer 

such a hypothesis. it is possible that in general male subjects are less wiliing to seek 

career guidance then female subjects' and seek help only when they are faced with a great 

amount of difficulties. 

Examination of the effects of work experi&ce on the subjectts Copilot scores 

indicates that students with more work experience felt they had less difficulties searching 

for work then students with less work expenence. Students who have worked for a 

longer penod of time are likely to ha\-e worked for more employers and have had more 

esperience searching for work. Students with less work experience have likely not faced 

the challenges of finding employment as often and therefore have not developed the 

necessary job search skills to help them efficiently find employment. 

The lack of a relationship between the subjects' level of education and their 

Copilot scores indicates that education does not seem to affect their perception of the job 
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searching abilities. This is surprising because 1 thought that subjects with more education 

would have Iess difficulties Iooking for a job since they would have more marketable 

skills. However. it appears that the subjects' amount of education has no effect on the 

amount of difficulties they reported when searching for emplopent.  

Further evaluation of the Copilot questionnaire lead to the esamination of the 

relationships between the Copilot domains. The correlations between the domains were 

hi&, corresponding with previous research done by Limoges, Guedon. and Clavier 

(1 996). Their results led them to conclude that Copilot measures only one major 

variable; how the subject perceives their failure to enter the workforce. The reason for 

the strong correlations among the domains is that each of the 170 statements from the 

questionnaire are used to calculate more then one scale score. Therefore, since the 

domains share a large number of items, a higher score in one area will lead to a higher 

score in the others. 

The hi& correlations between the individual Copilot scales calls into question 

Copilot's ability to discriminate between the individuals job search difficulties. The 

strong relationship between the scales may hinder the questionnaires ability to diagnose 

specific areas of the subject's job search that requires refinement. If, as Limoges. 

Guedon? and Clavier (1 996) assen, Copilot only rneasures one main variable. the 

questiomaire should only be used as a general evaluation of the subject's job search 

difficulties. rather dian a tool that is able to diagnose specific difficulties. 
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One of the best ways to determine if Copilot is a useful tool to use with post- 

secondary students \vas to get the subjects evaluations of the tool. Their evaluations of 

the Copilot report were generally positive. but a sizable minority did not find the report 

very helpful. The use of classes at both the U of A and GMCC led to the inclusion of 

subjects who were not actively loolring for work. Since the statements on the Copilot 

questionnaire deal with situations individuals encounter when searching for a job. the 

subjects who were not seeking employment found most of the items to be nonapplicable. 

In the future it would seem important only to use Copilot with people who are Iooking for 

a job and have had enough job search experience to be able to relate to the situations 

posed in the questionnaire. 

A second aspect of the present study. apart from evaluating the Copilot 

questionnaire, \vas to examine if their were any differences in Copilot scores arnong the 

different samples. It \vas hypothesized that the subjects from CAPS would have the 

highest level of perceived difficulties since they were clients at the U of A's career and 

job information office. However, students in the Legal Assistants class from GMCC 

indicated the most difficulties in al1 four of the Copilot domains. The subjects from the U 

of A's Career and Placement Services (CAPS) had the second highest level of reponed 

difficulties. Students from the senior education class at the U of A had the third highest 

level of reported difficulties. and students from the Arts and Administration class at 

GMCC had the lowest level of reported difficulties. 
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It appeared to make no difference on the subjects' Copilot scores whether they 

were students at a University or Cornrnunity College. Rather, it is likely that the students' 

level of perceived difficulties depends on their current job seeking activities and their 

plans for the future. For example. the students in the Legai Assistants class at GMCC 

were nearing the end of their program at the time of testing and were starting to look for 

work. On the other hand. most of the Education students at the U of A were planning on 

continuing their studies at University and were not seeking long-term employment. The 

subjects with the lowest score. students in the Arts and Administration class at GMCC. 

were presently working in job placements. Their lower scores indicated that they were 

perceived themselves as having little difficulty when searching for employment. which 

could be the result of their current placement esperience. 

The final aspect of this study was to compare the subjects Copilot and CBI results. 

A number of small relationships were found between certain Copilot and CBI scales. 

Scale 25 of the CBI, Working Hard measures whether the subject believes that hard work 

wil l  bring success or that success is unrelated to effort. This scale was modestly 

correlated with al1 four Copilot domains, indicating that subjects \ h o  believed that hard 

work will bring success reported less job search dificulties then the subjects who 

beiieved that success \vas unrelated to their efforts. 

Scale 24 of the CBI, Oi-ei-con~ing Obs~acles, gives an indication if the subject 

believes that obstacles are blocking their progress or that obstacles can be overcome. 

This scale \vas correlated with 3 of the 4 Copilot domains (Career Plan Relevance- 



Initiative, Dificulties), and showed that subjects who believed that obstacles c m  be 

overcome reported less difficulties on the Copilot questionnaire. 

The 20th scale on the CBI. Persisring lMtile L'ncertain, was related to the Career 

Plan Relevance and Difficulties domains. Subjects who believed in always working hard 

even despite uncenainty had less problems in the two domains while those who needed 

clear goals to work hard reported more difficulties. 

Scale 19 from the CBI, Impinving Self: gives an indication of the subjects level of 

satisfaction with their current skills. This scale was also related to the Career Plan 

Relevance and Difficulties domains. Subjects who have the desire to irnprove their skills 

and performance reported more problems on the Copilot questionnaire then the subjects 

who were satisfied uith their current performance. It is not surprising that subjects who 

were unsatisfied with their current level of skills and performance would report more 

difficulties then subjects who felt their current performance was satisfactory. 

Scale 15, Career Parh FZexibiliry. and Scale 16, Post-Training Transition, were 

related to the Career Plan ReIevance, Communication Skills, and Initiative domains. 

Subjects who believed that several routes could lead to the attainment of their goals 

reported fewer problems then subjects who believed they needed to follow certain steps. 

Also. subjects who were willing to take a job that differed from their initial training 

reported less difficulties on the Copilot questionnaire then subjects who would only take 

a position that was consistent with their training. 
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The 10th scale on the CBI, Control, is related to the Career Plan Relevance and 

Difficulties domains. Subjects who believed that their career path was self-detemined 

reported fewer job search dificulties then subjects who believed that their career path 

was influenced by odiers. 

The relationships between the CBI scales and the Copilot domains seem to show 

that subjects with an intemal locus of control perceive themselves as having less 

difficulties when looking for work then subjects with an extemal locus of control. ïhose 

individuals who believed in hard worko persistence, overcoming obstacles. and self- 

determination reported fewer probiems looking for work then the subjects who did not 

relate success with effort and felt their career path was determined by others. These 

findings do not mean that subjects with the former list of attributes find work more 

quickly or easier then subjects with the latter list of attributes. only that is their 

perception. The CBI and Copilot only provide a rneasure of their beliefs and their seif- 

perceptions about the difficulties then encounter when looking for work. The CBI and 

Copilot do not provide an indication of whether the subjects perceptions are accurate, 

rneaning that the subjects perceptions of their skills rnay or may not be m e .  

In sumrnary. the results of the present study show that the Copilot questionnaire 

and computer generated report w r e  le11 received by a majority of the student subjects. 

For those individuals who were actively looking for work they found the Copilot repon 

useful in identif'.ing the nature of their difficulties and helpful in planning their next 

steps. These positive results only apply to those who were looking for work \r-hen ihey 
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completed the questionnaire. Since the 170 statements were derived from situations 

people encountered when looking for work. the individuals who were not looking for 

ernployment when they completed the questionnaire found many of the questions to be 

nonapplicable. Therefore it appears to be important that Copilot only be used with 

individuals who are actively seeking employment. Completing the Copilot questionnaire 

when one is not looking for work could easily result in fnistration from the loss of time 

and the lack of relevant results. 

The results from the present snidy show no reason why Copilot would not be an 

effective tool for helping post-secondary students in their quest for employment. Since 

the Copilot questionnaire and report do deal with some personal issues, it is important for 

client's to work wjth a trained professional. It should be the professional's responsibility 

to determine if the Copilot questionnaire is relevant to the individual's situation, and to 

work through the results mith the individual. The most important factor in determining if 

the questionnaire is relevant. is the individuals present job search activities. Copilot does 

not provide a measure of the client's aptitudes. attitudes, or interests. Rather it gives them 

an indication of the difficulties they perceive to be hindenng their entrance into the 

workforce. Therefore, if the penon is not looking for work. Copilot will likely be 

ineffective because it will be irrelerant. However. if the client is searching for a job. 

Copilot appears to be a helpful tool in detemining the indi~idual's difficulties and 

helping them plan ways to rectiS those difficulties. 
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