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EXECUTIVE SUMMARY 

This research built upon and extended the scope of a previous study (Hiebert et al., 2011) comparing 

outcomes of clients who used labour market information (LMI) relevant to one of two Employability 

Dimensions (Career Exploration & Decision Making, Job Search) independently with those who also 

received minimal support from a career development practitioner. Hiebert et al. found that clients 

benefited in both self-managed and minimally assisted conditions in both Employability Dimensions, 

with those receiving practitioner support achieving better outcomes than those in the self-help 

condition. 

This study mirrors the previous LMI Impact research in several important ways: 

 This study used a participant-research approach (cf. Buerk, 1998; Hossack, 1997; Johnson & 

Button, 1998). The practitioners were Career and Employment Consultants (CECs) working in 

government employment service centres and in one contracted agency. The clients were part of 

their typical client caseloads. 

 All research participants had their employability needs assessed by the practitioner using a 

semi-structured protocol. 

 Tailored career resources packages were developed specifically for the study and all research 

participants were given packages based on their identified primary employability need. 

Key distinctions between the current research and the original LMI Impact study include: 

 The current research project extended to include the four Employability Dimensions typically 

addressed in Career/Employment Services, namely Career Exploration & Decision Making 

(CDM), Job Search (JS), Skills Enhancement (SE), and Job Maintenance (JM).   

 This study expanded beyond LMI to examine the impact of more comprehensive career 

development resources including not only information, but also self-guided reflective activities 

and exercises.  

 !ƭƭ ǊŜǎŜŀǊŎƘ ǇŀǊǘƛŎƛǇŀƴǘǎ ǿŜǊŜ ƻǊƛŜƴǘŜŘ ǘƻ ǘƘŜƛǊ ǘŀƛƭƻǊŜŘ ŎŀǊŜŜǊ ǊŜǎƻǳǊŎŜ ǇŀŎƪŀƎŜ ŀƴŘ άƭŀǳƴŎƘŜŘέ 
in their use of it, regardless of their treatment condition. 

 This project examined the relationship between labour market attachment (LMA) and client 

outcomes.  

The main research question follows: 

If clients are given a comprehensive needs assessment to determine their employability need(s), 

what is the diŦŦŜǊŜƴǘƛŀƭ ŜŦŦŜŎǘ ƻŦ άǇǊŀŎǘƛǘƛƻƴŜǊ ƭŀǳƴŎƘŜŘέ ŀƴŘ άǇǊŀŎǘƛǘƛƻƴŜǊ ƭŀǳƴŎƘŜŘ ŀƴŘ 

supportedέ ǳǎŜ ƻŦ career resources on clients who are weakly attached to the labour market 

versus those who are strongly attached to the labour market? 

Two supplementary questions were also addressed: How can the propensity for self-help be measured? 

How does client propensity for self-help affect client outcomes?  

Answering the main research question and the two supplementary questions resulted in the study 

introducing two new measures:  
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 Self-IŜƭǇ LƴŘŜȄ ό{ILύΦ ¢ƘŜ {IL ƛǎ ŀ ǇǊŜƭƛƳƛƴŀǊȅ ŜŦŦƻǊǘ ǘƻ ƳŜŀǎǳǊŜ ŎƭƛŜƴǘǎΩ ŎŀǇŀŎƛǘȅ ŦƻǊ ōŜƴŜŦƛǘƛƴƎ 

from self-help resources. 

 Labour Market Attachment Index (LMAI). This study attempts to measure LMA in a more 

comprehensive manner than approaches delineated in the literature to date. 

Participants were typical of adults who seek assistance at employment centres in Alberta (115 clients) 

and Manitoba (113 clients). They were in the program for 4 weeks after having undergone a thorough 

needs assessment with a practitioner, agreeing to participate, and being randomly assigned to either the 

PLR or PLSR condition. Those in the PLR condition were oriented to the relevant resource guide and then 

launched by the practitioner to independently work through the guide. Those in the PLSR condition 

were oriented to the relevant resource guide and had 2, 3 or 4 one-to-one follow up sessions with the 

practitioner to continue working through the guide. Participant and practitioner tracking sheets 

confirmed that the resource guides were followed closely in both the PLR and PLSR conditions. After 4 

weeks, clients completed the final survey and were paid $100.00. 

The ǎǘǳŘȅΩǎ dependent measures included researcher-developed questionnaires similar to those used in 

Hiebert et alΩǎ ǎǘǳŘȅ όнлммύ, which used procedures developed by the CRWG (See CRWG, 2009). Three 

categories of change were included: Skills, Knowledge and Attributes (SKAs). All items were answered on 

a 5-point scale ranging from 0 to 4, utilizing the decision-making approach developed by members of the 

CRWG. Other dependent measures included employment and, for those who obtained employment, 

quality of fit of ǘƘŜ ŜƳǇƭƻȅƳŜƴǘ ǿƛǘƘ ŎƭƛŜƴǘǎΩ ŎŀǊŜŜǊ ǾƛǎƛƻƴΦ 

FINDINGS SUMMARY 

Participants in all interventions (CDM, SE, JS and JM) improved in skills, knowledge and attributes (SKAs) 

in both delivery conditions (PLR and PLSR) at statistically and clinically significant levels. A representative 

example is the CDM group, who on average ǊŀǘŜŘ рн҈ ƻŦ ǘƘŜƛǊ ǎƪƛƭƭǎΣ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ŀǘǘǊƛōǳǘŜǎ άhYέ 

ōŜŦƻǊŜ ǘƘŜ ƛƴǘŜǊǾŜƴǘƛƻƴ ŀƴŘ ǊŀǘŜŘ фр҈ ƻŦ ǘƘŜƛǊ ǎƪƛƭƭǎΣ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ŀǘǘǊƛōǳǘŜǎ άhYέ ŀŦǘŜǊ ǘƘŜ 

intervention. Better scores were obtained by the other intervention groups ς each rated 98 or 99% of 

ǘƘŜƛǊ {Y!ǎ ŀǎ άhYέ ŀŦǘŜǊ ǘƘŜ ƛƴǘŜǊǾŜƴǘƛƻƴǎΦ   

All interventions in both delivery conditions (PLR and PLSR) also resulted in significant increases in 

employment and employment fit. Of 227 clients, 27% were working before the interventions and 45% 

were woǊƪƛƴƎ ŀŦǘŜǊ ǘƘŜ ƛƴǘŜǊǾŜƴǘƛƻƴǎΦ ¢ƘŜ άŦƛǘέ ƻŦ ŜƳǇƭƻȅƳŜƴǘ ǿƛǘƘ ŎƭƛŜƴǘǎΩ ŎŀǊŜŜǊ Ǿƛǎƛƻƴ ǿŜƴǘ ǳǇ ƳƻǊŜ 

than three-fold during the intervention period. 

hǾŜǊ фл҈ ƻŦ ŎƭƛŜƴǘǎ ƛƴŘƛŎŀǘŜŘ ǘƘŜǎŜ ŎƘŀƴƎŜǎ ƛƴ {Y!ǎΣ ŜƳǇƭƻȅƳŜƴǘ ŀƴŘ Ŧƛǘ ǿŜǊŜ άǎƻƳŜǿƘŀǘέ ƻǊ άƳƻǎǘƭȅέ 

due to their participation in this project compared to other factors in their lives. In other words, the 

interventions were the key to client change. 

The interaction effect (Delivery Condition X Time) was not statistically significant, with some exceptions. 

In other words, the improvements seen in the PLR condition were not significantly different than the 

improvements seen in the PLSR condition. This unexpected finding is likely due to a combination of the 

following: 
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 very strong resource guides, 

 the screening out of clients who were deemed by practitioners as unlikely to benefit from self-

help resources, and  

 the reality that in both conditions the resource guides were followed very closely (allowing little 

room for practitioner expertise to create a differential experience).  

Despite these factors, it is noteworthy that in all comparisons the PLSR condition improved more than 

the PLR condition from a descriptive standpoint.  

The Self-Help Index and Labour Market Attachment Index did not produce the anticipated results. The 

SHI did not predict success with self-help materials. Again, this is likely at least in part due to the 

screening out of participants deemed unlikely to benefit from self-help resources. In terms of the LMAI, 

those in the High LMA group (top third of LMAI) experienced greater improvement than those in the 

Low LMA group (bottom third of LMAI) in the CDM intervention, but not in the other interventions.  

CONCLUSIONS 

Perhaps the most important finding from a practical perspective is that career development 

interventions work. Regardless of intervention need or delivery mode, clients demonstrated substantial 

positive changes in skills, knowledge, personal attributes, employment and quality of fit of employment. 

This is a particularly noteworthy set of findings given the short intervention period of 4 weeks and the 

άǊŜŀƭ-ƭƛŦŜέ ǎŜǘǘƛƴƎ ƛƴ ǿƘƛŎƘ ǘƘŜ ŎƘŀƴƎŜǎ ƻŎŎǳǊǊŜŘΦ ¢ƘŜǎŜ ǊŜǎǳƭǘǎ ǿŜǊŜ ƴƻǘ ǇǊƻŘǳŎŜŘ ƛƴ ŀ ƭŀōΥ wŜŀƭ 

practitioners working with actual clients in a variety of communities helped these clients achieve 

positive outcomes. From a practical standpoint, the methods and the resource guides are therefore 

άǊŜŀŘȅ ǘƻ Ǝƻέ ŦƻǊ ǳǎŜ ƛƴ ŀƴȅ ŜƳǇƭƻȅƳŜƴǘ ŎŜƴǘǊŜ ς virtually no adjustments are needed to adapt these to 

ǘƘŜ άǊŜŀƭ ǿƻǊƭŘΦέ 

A striking finding of this study is that many clients can significantly benefit from strong resource guides if 

they are assigned the appropriate guide based on thorough needs assessments and oriented to the 

guide by practitioners. This finding has considerable practical significance: Self-help guides provided 

after a thorough needs assessment and orientation are effective and can be used as a first line of 

intervention, saving valuable practitioner time for clients who really need it.  

It is noteworthy that important findings were missed because of unanticipated screening of clients who 

likely would have had difficulty with self-ƘŜƭǇ ƳŀǘŜǊƛŀƭǎΦ ¢ƘŜ άŎǊŜŀƳƛƴƎέ ƻŦ ǘƘŜ ǎŀƳǇƭŜ ǘƘŀǘ ƻŎŎǳǊǊŜŘ 

prevents conclusions being drawn about conditions under which self-help materials do not work well, 

especially as compared to practitioner assistance. From a methodological point of view, this sends a 

strong message that researchers need to be crystal clear with field practitioners about procedural 

guidelines. This needs to be done without interfering with the skill and experience of practitioners doing 

ǘƘŜƛǊ ǿƻǊƪΦ Lƴ ǘƘŜ ŜŦŦƻǊǘ ǘƻ ōŜ ŀǎ άǊŜŀƭ-ƭƛŦŜέ ŀǎ ǇƻǎǎƛōƭŜΣ ǘƘƛǎ ǎǘǳŘȅ ŜǊǊŜŘ ƻƴ ǘƘŜ ǎƛŘŜ ƻŦ ŜƴŀōƭƛƴƎ 

practitioner discretion. The next study should be more balanced. Having noted this problem, however, 

we have no regrets about the efforts made to undertake the study in the settings in which the results 

will ultimately be used. 

Future areas of research to which this study readily points are many:  
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1. The Self-Help Index did not do what it was intended to do. The SHI may be, especially from a 

practical perspective, the most important focus of future research. We now know that many 

clients can truly benefit from strong self-help resources, but we do not know which clients will 

not. We need a way to effectively differentiate these individuals so that interventions are 

targeted and clients are not set up for failure. 

2. The Labour Market Attachment Index showed some promise, but far more work is needed to 

make it a useful tool. As with the SHI, the LMAI was an exploratory tool created for this study. 

And, as with the SHI, it will need more focussed research in subsequent studies in order to 

strengthen items, eliminate items and determine its actual predictive value. 

3. Regardless of the SHI or LMAI, future research energy would be well spent on determining the 

conditions under which clients thrive with self-help resources vs. 1-to-1 practitioner support. 

How well would clients do without the needs assessment? What if they did the needs 

assessment themselves, perhaps on-line? What if practitioners are not constrained by following 

the resource guide in their follow up sessions with clients?    

Addressing the questions raised above would continue building the evidence base for career 

ŘŜǾŜƭƻǇƳŜƴǘ ǎŜǊǾƛŎŜǎΦ ¢Ƙƛǎ ƛǎ ƛƳǇƻǊǘŀƴǘ ǿƻǊƪΣ ǘƘŜ ƻǳǘŎƻƳŜǎ ƻŦ ǿƘƛŎƘ ŘƛǊŜŎǘƭȅ ŀŦŦŜŎǘ ŎƭƛŜƴǘǎΩ ǿŜƭƭōŜƛƴƎΣ 

ǇǊŀŎǘƛǘƛƻƴŜǊǎΩ ǎŜƴǎŜ ƻŦ ǾŀƭǳŜΣ ŜƳǇƭƻȅŜǊǎΩ ŀōƛƭƛǘȅ ǘƻ ƘƛǊŜ ǊŜŀŘȅ ǿƻǊƪŜǊǎΣ ŎƻƳƳǳƴƛǘȅ ǿŜƭƭōŜƛƴƎΣ ŀƴŘ 

socioeconomic improvements. Substantial government resources are directed toward endeavours 

examined in this study; it is well worth the effort to improve the use of these resources for better client 

outcomes. 
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Assessing the Impact of Career Development Resources and 
Practitioner Support across the Employability Dimensions  

Career and employment services are likely the most product-intensive of all helping services. Self-help 

material abounds in both public and private sectors for the do-it-yourself career planner, résumé writer, 

job hunter or occupational explorer. Books, manuals, software and websites also provide interactive 

resources that link individuals to occupations, point them to job openings or simply provide 

occupational/sectoral information. Almost nothing is known, however, about the effectiveness of any of 

these resources in helping clients reach their goals (Isenor, 2012). 

Career and employment services are also, of course, services. Clients are offered workshops, instruction 

and one-to-one employment counselling regarding a range of topics including self-exploration, work 

exploration, decision-making, work search and self-management. Surprisingly little is known about their 

effectiveness either, especially given the existence in the western world of these types of services for 

about a century. 

In 2010 and 2011, the Canadian Career Development Foundation (CCDF) and the Canadian Research 

Working Group for Evidence-Based Practice in Career Development (CRWG) conducted a study showing 

that tailored labour market information (LMI) helps clients acquire skills, knowledge and attitudes, and 

gain employment (Hiebert, et al., 2011). This study also showed that adding minimal practitioner 

assistance in accessing the LMI improves client outcomes over using the information alone.  

The project described herein builds on the earlier study (Hiebert, et al., 2011), extending the research 

beyond LMI to examine the impact of tailored career resources and beyond two Employability 

Dimensions to include the four key Dimensions typically addressed in Career/Employment Services:  

Career Exploration & Decision-Making (CDM), Skills Enhancement (SE), Job Search (JS) and Job 

Maintenance (JM)1Φ ¢Ƙƛǎ ǎǘǳŘȅ ŀƭǎƻ ŜȄǘŜƴŘǎ IƛŜōŜǊǘΩǎ ǿƻǊƪ ōȅ ŜȄŀƳƛƴƛƴƎ ǘƘŜ ǊŜƭŀǘƛƻƴǎƘƛǇǎ ōŜǘǿŜŜƴ (a) 

labour market attachment (LMA) and client outcomes and (b) proclivity for self-help and client 

outcomes. 

RESEARCH QUESTIONS 

The design of this project was intended to address the following question: 

If clients are given a comprehensive needs assessment to determine their employability need(s) and 

then launched in the use of career resource materials tailored to meet their needs (PLR condition),  

1. what is the differential effect on client outcomes associated with practitioner-supported use of 

career resources (PLSR condition)?  

                                                           

1 These dimensions were originally outlined in Patsula, P. (1992). The assessment component of employment counselling. 
Ottawa: Human Resources Development Canada. Although they do not deal with the full range of career development 
needs, they capture the vast majority of needs that public employment centres encounter. 
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2. what is the differential effect on client outcomes associated with labour market attachment 

(strong vs. weak attachment)? 

Two sub-questions were also addressed: 

 How can the propensity for self-help be measured? 

 How does client propensity for self-help affect client outcomes? 

These questions are asked within the context of ongoing work of the CRWG to develop and use a 

comprehensive evaluation framework for career development services. The framework, illustrated in 

Figure 1, has recently been updated.  

The CRWG framework describes indicators of client change that may be due to an intervention:  

 Learning Outcomes: changes in skill and/or knowledge; 

 Personal Attribute Outcomes: attitude acquisition and personal attribute shifts; and  

 Labour Market Outcomes: life changes, such as job acquisition, training/education, increased 

self-sufficiency or shifts in quality of life.  

[ŜŀŘƛƴƎ ǘƻ ǘƘŜǎŜ ƻǳǘŎƻƳŜǎ ŀǊŜ άǇǊƻŎŜǎǎŜǎΣέ ǘƘŜ ŀŎǘƛǾƛǘƛŜǎ ǘƘŀǘ ǇǊŀctitioners and clients undertake to 

effect change. These typically take the form of programs or employment counselling interventions. 

άLƴǇǳǘǎέ ǊŜŦŜǊ ǘƻ ǘƘŜ Ƴŀƛƴ ǊŜǎƻǳǊŎŜǎ ǘƘŀǘ ŦŜŜŘ ƛƴǘƻ ǘƘŜ ǇǊƻŎŜǎǎŜǎΣ ƛƴŎƭǳŘƛƴƎ ǘƘŜ ŎƭƛŜƴǘΩǎ ŎƻƴǘŜȄǘΣ 

practitioner expertise, ŦǳƴŘƛƴƎ ŀƴŘ ƻǘƘŜǊ ǎǘǊǳŎǘǳǊŀƭ ŎƻƴŎŜǊƴǎΦ Lƴ ǘƘŜ ŎŜƴǘǊŜ ƻŦ ǘƘŜ ƳƻŘŜƭ ƛǎ ǘƘŜ άŎƭƛŜƴǘΣέ 

who has needs, goals, aspirations and a context that both informs and is informed by the other 

components of the model. For conceptual convenience, the model is often seen as linear: that is, inputs 

shape processes, which, in turn, create outcomes. In reality, however, the model is not linear. An input 

(e.g., a high demand labour market) can create outcomes (e.g., employment) without much need of a 

άǇǊƻŎŜǎǎΦέ !ƴ ƻǳǘŎƻƳŜ όŜΦƎ., increased self-efficacy) can become a catalyst that makes a process (e.g., a 

workshop) effective. 

In this study, the main inputs include: 

 Resource guides for each of the four Employability Dimensions (see Supplements 5a-8b) 

 Practitioners in two provincial governments and one not-for-profit agency 

 Client labour market attachment 

 Client capacity for self-help 

 Practitioner and manager orientation workshops 

 Research protocols (needs assessment, informed consent, random assignment, resource guide 

orientation and data collection/submission) 

 Practitioner and manager time operationalizing the research 

 

The key processes were: 

 A comprehensive needs assessment (both conditions) 

 Practitioner support in geǘǘƛƴƎ άƭŀǳƴŎƘŜŘέ ǿƛǘƘ ǘƘŜ ǊŜǎƻǳǊŎŜ Ǝuide (both conditions) 

 Use of a resource gǳƛŘŜ ǊŜƭŜǾŀƴǘ ǘƻ ǘƘŜ ŎƭƛŜƴǘΩǎ ŜƳǇƭƻȅŀōƛƭƛǘȅ ƴŜŜŘ (both conditions) 

 Practitioner support with the resource guide (PLSR condition only) 
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The main outcomes of interest included: 

 entry into employment 

 degree of ŜƳǇƭƻȅƳŜƴǘ άŦƛǘέ 

 improved positive personal attributes 

 increased ǎƪƛƭƭǎ ŀƴŘ ƪƴƻǿƭŜŘƎŜ ǊŜƭŜǾŀƴǘ ǘƻ ǘƘŜ ŎƭƛŜƴǘΩǎ ǇǊƛƳŀǊȅ Employability Dimension  

 

 

Figure 1. CRWG Intervention Planning & Evaluation Framework 
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HYPOTHESES 

We hypothesized the following: 

 Regardless of participant condition (weakly or strongly attached to the labour market) or 

delivery mode (PLR or PLSR), positive client change will result. 

 Stronger results will be seen among those clients who are more strongly attached to the labour 

market, regardless of delivery mode (i.e. both groups will change, but clients who are more 

strongly attached will change more than clients who are weakly attached). 

 Regardless of participant condition (weakly or strongly attached), the PLSR delivery will result in 

more significant client change than the PLR delivery. 

 For clients who are weakly attached, the differential effect of the two delivery conditions will be 

more pronounced than for the strongly attached group (i.e. weakly attached clients may be less 

likely to benefit from independent resource use than strongly attached clients). 

NOTE: In the original proposal for this research, as well as in the research manual created to orient 

participating practitioners to the research, the two delivery conditions were labelleŘ άƛƴŘŜǇŜƴŘŜƴǘέ 

ŀƴŘ άǎǳǇǇƻǊǘŜŘέ ǊŀǘƘŜǊ ǘƘŀƴ άPractitioner Launched Resourceέ όt[wύ and άPractitioner Launched and 

Supported wŜǎƻǳǊŎŜέ (PLSR). We changed the labels for this report to more accurately reflect the 

ŎƭƛŜƴǘΩǎ ŜȄǇŜǊƛŜƴŎŜ. In both conditions, a practitioner was the pivotal launching point in terms of 

completing the needs assessment, orienting the client to the tailored resource and encouraging the 

client to proceed. In the PLR condition, the client was launched with an appropriate resource in hand 

and then worked independently with that resource for 4 weeks. In the PLSR condition, the client was 

also seen by the practitioner 2-4 times to work through the resource. Details of the method follow. 
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METHOD 

CO-RESEARCHERS/PRACTITIONERS 

The practitioners who (a) conducted the needs analyses with all client participants, (b) gave the 

participant clients a tailored career resource package based on their primary need and launched them in 

the use of that package, (c) supported the clients in the PLSR condition, and (d) ensured the initial and 

final surveys were completed were career and employment consultants with Alberta Human Services 

(17), Employment Manitoba (23) and Opportunities for Employment (2).  The offices were located as 

follows: 

Alberta Manitoba 

 Brooks 
 Lloydminster 
 Hinton 
 Fort McMurray 
 Northgate (Edmonton) 
 One Executive Place (Calgary) 

 Beausejour 
 Brandon 
 Dauphin 
 Downtown Centre (Winnipeg) 
 Morden 
 Northeast (Winnipeg) 
 Opportunities for Employment (Winnipeg) 
 Selkirk 
 South Centre (Winnipeg) 
 Steinbach 
 Swan River 

 

Practitioners and their managers were oriented to the study and its requirements with workshops 

conducted in Edmonton and Winnipeg. These workshops were also used to seek input from managers 

and practitioners regarding optimum procedures for intake, sampling, data collection and other 

methodological considerations. A comprehensive research manual (see Supplement 1: Hopkins (2012a)) 

was distributed in the workshops. 

Managers and policy makers (12 in MB; 15 in AB) participated in a one-day workshop immediately prior 

to the two-day practitioner/manager workshop. The intentions were to have managers: 

 learn their role in fulfilling the requirements of the research, 

 discuss ways in which they could support staff participating in the research, 

 develop strategies to ensure continuous client service while supporting the research, and 

 learn the data collection requirements of the research. 

Managers also participated in the two-day sessions with practitioners that followed immediately after 

the manager workshop. 

The two-day sessions had different aims for practitioners and managers. The workshops were designed 

to have practitioners: 

 learn their role in fulfilling the requirements of the research, 
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 become comfortable in performing the research requirements, and 

 recognize the benefits that participating in the research study may have for their practice. 

The aims for managers were to: 

 learn the specifics of staff requirements in the research, and 

 discuss with staff ways to ensure research requirements are met while maintaining continuous 

client service. 

The practitioner workshop involved a considerable amount of practice2 on key areas of the study: 

completing a needs assessment, inviting clients to participate in the study, assigning clients to a 

treatment condition, orienting clients to the resource guide, monitoring and documenting activities, 

collecting and submitting data and trouble-shooting problems. 

In both manager and practitioner/manager workshops, and in both provinces, important operational 

input regarding client flow and data management was received and incorporated into the study. This 

input ranged from safely sending client data to CCDF for processing (i.e., registered mail) to ensuring 

consistency between practitioners (e.g., many centres assigned practitioners to see only clients who 

ƳƛƎƘǘ ǇŀǊǘƛŎƛǇŀǘŜ ƛƴ ǘƘŜ ǎǘǳŘȅ ǎƻ ǘƘŀǘ ǘƘŜȅ ŎƻǳƭŘ Ŧǳƭƭȅ ŦƻŎǳǎ ƻƴ ǘƘŜ ǎǘǳŘȅΩǎ ǊŜǉǳƛǊŜƳŜƴǘǎύΦ bƻƴŜ ƻŦ ǘƘŜ 

input changed the fundamental design of the study, but it improved the efficiency and effectiveness by 

which the design was realized. 

PARTICIPANTS 

Participants in the study were typical new adult clients (i.e., not already receiving service) of 

employment centres (Alberta Works Centres, Employment Manitoba Centres, Opportunities for 

Employment (a non-profit centre in Winnipeg)). These individuals enter a centre seeking a variety of 

career-related services and, depending on the operations of the centre, meet with a CEC (who we refer 

to herein as ǘƘŜ άǇǊŀŎǘƛǘƛƻƴŜǊέύΦ  

There were noteworthy ŜȄŎŜǇǘƛƻƴǎ ǘƻ ǇŀǊǘƛŎƛǇŀƴǘǎ ōŜƛƴƎ άǘȅǇƛŎŀƭ ŎƭƛŜƴǘǎΦέ Practitioners had been 

instructed to exclude low literacy clients (i.e., those who clearly could not benefit from a text-based 

resource package), clients without computer access, and clients who were not receiving a new service. 

In reality, practitioners excluded a much broader range of clients. In total, 186 potential participants 

were deemed ineligible.  A full list of reasons and associated numbers of clients deemed ineligible is 

available in Appendix A. The dominant reasons clients were excluded follow: 

 low literacy clients who clearly would not benefit from text-based resources 

 clients whose time constraints did not allow for four weeks of intervention 

 clients with active addiction issues 

 clients with physical and mental health issues 

 clients who knew the educational program and school they wanted 

 clients with multiple previous files 

                                                           

2 Alberta practitioners had more practice time than Manitoba practitioners, predominantly because of the nature of the 
group discussions and preferred learning methodology in each province. 
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Practitioners completed a needs assessment, determining with which of the Employability Dimensions 

the client needed help, prior to inviting a client to participate in the study. Invited clients were told of 

ǘƘŜ ǎǘǳŘȅΩǎ: 

 requirements (to work on their employability need with a resource guide alone or with the help 

of the practitioner, and to complete a consent form, initial survey and final survey),  

 purpose (to understand how to serve clients better), 

 duration (4 weeks), 

 option to exit the study at any point (knowing the honorarium would be forfeited), and 

 honorarium ($100). 

 

The suggested invitation script is provided in Supplement 1 (pp. 19-20). Clients who agreed drew a 

folded slip of paper from an envelope to discover their treatment condition (PLR or PLSR).  

In total, 115 Alberta clients and 113 Manitoba clients completed the study for a total sample of 228 

clients. The PLR group had 122 (54%) and the PLSR group had 106 (46%) of the clients complete the 

study. 

In terms of Employability Dimension need: 

 79 clients (35%) needed help with Career Exploration and Decision Making (CDM) 

 44 clients (19%) needed help with Skills Enhancement (SE) 

 85 clients (37%) needed help with Job Search (JS) 

 20 clients (9%) needed help with Job Maintenance (JM) 

 

Table 1 below lists the sample composition. 

Table 1. Sample Composition 

Province Dimension Delivery 

Alberta = 115 CDM = 35 PLR = 17 

PLSR = 18 

SE = 25 PLR = 16 

PLSR = 9 

JS = 42 PLR = 21 

PLSR = 21 

JM = 13 PLR = 10 

PLSR = 3 

Manitoba = 113 CDM = 44 PLR = 21 

PLSR = 23 

SE = 19 PLR = 10 

PLSR = 9 
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Province Dimension Delivery 

JS = 43 PLR = 23 

PLSR = 20 

JM = 7 PLR = 4 

PLSR = 3 

Totals 

Total sample = 228 

CDM = 79 (35%) 

SE = 44 (19%) 

JS = 85 (37%) 

JM = 20 (9%) 

PLR = 122 (54%) 

PLSR = 106 (46%) 

 

The total sample above comprised those who remained in the study throughout. Initially, 269 clients 

were involved in the study, with 41 (15%) dropping out. In Manitoba, 25 (18% ƻŦ aŀƴƛǘƻōŀΩǎ ǘƻǘŀƭ) 

dropped out of the study and in Alberta, 16 (12% ƻŦ !ƭōŜǊǘŀΩǎ ǘƻǘŀƭ) dropped out. The two most 

dominant reasons for drop out were (a) obtaining employment (4 clients) or (b) unknown as the 

practitioner could not contact the client (26 clients).  

Of the 41 dropouts, 22 were in the PLR condition and 19 in the PLSR condition. Career Decision-Making 

accounted for 16 (39%) of the dropouts, with SE having 4 (10%), JS having 17 (41%) and JM having 4 

(10%) dropouts.  

Data were collected on a number of additional demographic variables of the participants. These 

variablesτgender, cultural ethnicity, age, months unemployed in the last 5 years, educational level, 

number of jobs in the last 5 years, current work status, citizenship and criminal recordτwere compared 

between provinces to determine if all data could be reasonably merged foǊ ǘƘŜ ǊŜǎǘ ƻŦ ǘƘŜ ǎǘǳŘȅΩǎ 

analyses.  

Demographic data and chi-square analyses of these data are provided below. Areas of significant 

difference are shaded. 

Gender. There were no significant gender differences between the provinces (˔2(1)=.71, p=.40); see 

Table 2. 

Table 2. Gender Frequencies by Province  

Province 
Gender 

Total 
Male Female Missing 

Alberta 38 77  115 

Manitoba 43 69 1 113 

Total 81 146 1 228 
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Cultural Ethnicity. There were significant differences between the provinces in ethnicity, with Manitoba 

having more Aboriginal and immigrant clients than Alberta (˔2(2)=12.20, p=.002). As seen in Table 3, 129 

clients did not report their cultural ethnicity. 

Table 3. Cultural Ethnicity Frequencies by Province 

Province 
Cultural Ethnicity 

Total 
Aboriginal Visible Minority Immigrant Missing 

Alberta 6 14 34 61 115 

Manitoba 16 15 14 68 113 

Total 22 29 48 129 228 

 

Age. Age differences between the provinces were not significant (˔2(6)=10.73, p=.10) (Table 4). 

Table 4: Age Frequencies by Province 

Province Age Total 

Җмф 20-29 30-39 40-49 50-59 җсл Missing 

Alberta 8 22 37 25 20 2 1 115 

Manitoba 1 28 33 35 13 3 0 113 

Total 9 50 70 60 33 5 1 228 

  

Months Unemployed in the Last 5 Years (see Table 5). Differences in months unemployed between the 

provinces were not significant (̝2(4)=5.38, p=.25). 

Table 5. Months Unemployed in the Last 5 Years by Province 

Province 
Months Unemployed 

Total 
0 1-5 6-12 13-24 җнр 

Alberta 54 11 21 20 9 115 

Manitoba 48 20 21 12 12 113 

Total 102 31 42 32 21 228 

 

Education Level (see Table 6). There was a significant difference between provinces in the number of 

clients who had completed high school (̝2(1)=5.83, p=.02), but not in other education levels (less than 

high school (˔2(1)=2.51, p=.11); Trade/Technical Certificate, (˔2(1)=1.97, p=.16); College Diploma 

(˔2(1)=0.19, p=.67); Bachelor Degree (̝2(1)=3.66, p=.06); Graduate Degree (̝2(1)=1.70, p=.19); and Other 

(˔2(1)=0.06, p=.80). 
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Table 6. Education Level Frequencies by Province 

Province 
Less than HS High School Graduation Trade/technical Certificate 

Blank Yes Blank Yes Blank Yes 

Alberta 80 35 60 55 103 12 

Manitoba 89 24 41 72 94 19 

Totals 169 59 101 127 197 31 

 

Province 
College Diploma U Bachelor degree U Graduate degree 

Blank Yes Blank Yes Blank Yes 

Alberta 91 24 80 35 101 14 

Manitoba 92 21 91 22 105 8 

Totals 183 45 171 57 206 22 

 

Province 
Other 

Blank Yes 

Alberta 102 13 

Manitoba 99 14 

Totals 201 27 

 

Number of Jobs in the Past 5 Years. There was a significant difference in the number of jobs held by 

clients within the past 5 years (̝2(12)=23.22, p=.03), with Manitoba clients having a more stable 

employment history (see Table 7). 

Table 7. Number of Jobs in the Past 5 Years by Province 

Prov. 
Number of Jobs in the Past 5 Years 

Total 
0 1 2 3 4 5 6 7 8 9 10 missing 

AB 8 29 23 10 16 9 8 1 2 2 4 3 115 

MB 3 30 23 24 19 10 0 1 0 0 2 1 113 

Total 11 59 46 34 35 19 8 2 2 2 6 4 228 

 

Current Work Status. ¢ƘŜǊŜ ǿŀǎ ƴƻǘ ŀ ǎƛƎƴƛŦƛŎŀƴǘ ŘƛŦŦŜǊŜƴŎŜ ōŜǘǿŜŜƴ ǘƘŜ ǇǊƻǾƛƴŎŜǎ ƛƴ ǘŜǊƳǎ ƻŦ ŎƭƛŜƴǘǎΩ 

current work status (̝2(2)=.92, p=.63) (see Table 8). 

Table 8: Current Work Status by Province 

Province 
Current Work Status 

Total 
Not working Part time Full Time Missing 

Alberta 82 13 19 1 115 

Manitoba 84 15 14 0 113 

Total 166 28 33 1 228 
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Citizenship. Citizenship was not significantly different between the provinces (˔2(1)=0.00, p=.99) (see 

Table 9). 

Table 9: Citizenship Frequencies by Province 

Province 
Canadian Citizen or Permanent Resident 

Total 
Yes No Missing 

Alberta 113 1 1 115 

Manitoba 111 1 1 113 

Total 224 2 2 228 

 

Criminal Record. There was not a significant difference between provinces in terms of clients with 

criminal records (̝2(1)=2.62, p=.11) (see Table 10). 

Table 10. Criminal Record Frequencies by Province 

Province 
Variable 

Total 
No Yes Missing 

Alberta 97 17 1 115 

Manitoba 103 9 1 113 

Total 200 26 2 228 

 

Although statistically significant differences emerged in three demographic areas (ethnicity, education 

and number of jobs held in the last 5 years), none of these differences were deemed to be clinically or 

operationally significant in ǘŜǊƳǎ ƻŦ ǘƘŜ ǎǘǳŘȅΩs aims. We therefore collapsed Manitoba and Alberta data 

in the final analysis set. 

MEASURES 

APPROACH 

As with the previous LMI study (Hiebert, et al., 2011), this study used a participant-research approach 

(cf. Buerk, 1998; Hossack, 1997; Johnson & Button, 1998). Prior to orientating the practitioners to the 

ǎǘǳŘȅΩǎ ǊŜǉǳƛǊŜƳŜƴǘǎΣ ƛƴǘŜǊǾƛŜǿǎ ǿŜǊŜ ŎƻƴŘǳŎǘŜŘ ǿƛǘƘ ǎŜǾŜǊŀƭ ƻŦ ǘƘŜƳ ǘƻ ŎǊŜŀǘŜ ŀ ǇƛŎǘǳǊŜ ƻŦ ŎǳǊǊŜƴǘ 

practices in delivering career/employment services to clients. The frequency of sessions in the PLSR 

condition were consistent with ǘƘƛǎ ǎƴŀǇǎƘƻǘ ƻŦ ŎǳǊǊŜƴǘ ǇǊŀŎǘƛŎŜ ƛƴ ƻǊŘŜǊ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ǘƘŜ ǎǘǳŘȅΩǎ 

requirements were not drastically different from current expectations or practice (see Supplement 2: 

Hopkins (2012b)). 

The approach of aligning the research protocols with current practice in terms of intensity was chosen in 

the hopes that practitioners could incorporate the methods into their daily practice, assuming the study 

showed positive results. As Hiebert et al. (2011, p. 2) point out: 
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 It has been widely acknowledged for some time (e.g., Franks, Wilson, Kendall, & 

Brownell, 1982) that research findings are not widely incorporated into the day-by-day 

functioning of practitioners, likely because practitioners do not find the experimental 

methodology to be useful or applicable. One potential solution to this problem is to 

adopt an experimental methodology that closely matches the way business is normally 

done in the field. Thus, we chose a participant research approach as the guiding 

methodology for our project. 

INPUT MEASURES 

Two subject variables, labour market attachment (LMA) and ability for self-help, were measured with a 

single initial survey that also captured client demographic data (see Supplement 1, pp. 24-28). Both the 

Labour Market Attachment Index (LMAI) and Self-Help Index (SHI) were developed for this study and 

integrated into the Initial Survey completed by participants. 

LABOUR MARKET ATTACHMENT INDEX (LMAI) 

An original intention of this study was to examine the differential effects of client LMA on client 

outcomes. This intention resulted in a need to measure client LMA. A review of LMA literature was 

completed in preparation for this study (see Supplement 3 (Bell, 2012)) to see what measures were 

available. The conclusion of the literature review was that existing measures of LMA are simply 

ƛƴŘƛŎŀǘƻǊǎ ƻŦ ŀ ŎƭƛŜƴǘΩǎ ŎǳǊǊŜƴǘ ƻǊ ǊŜŎŜƴǘ ǎǘŀǘǳǎ ǿƛǘƘin the labour market (e.g., employed, unemployed). 

This seemed insǳŦŦƛŎƛŜƴǘ ŀǎ ŀ ǿŀȅ ƻŦ ŎŀǇǘǳǊƛƴƎ ǘƘŜ ƛŘŜŀ ƻŦ άŀǘǘŀŎƘƳŜƴǘέ ŀƴŘ ǘƘŜ ŎƭƛŜƴǘΩǎ ǊŜƭŀǘƛƻƴǎƘƛǇ ǘƻ 

the world of work. The review of LMA concluded that a measure or index of LMA should integrate three 

components pertinent to LMA research: 

 Labour market status (e.g., de la CǳŜƴǘŜΩǎ όнлммύ ǎƛȄ Ǉƻƛƴǘ ǎŎŀƭŜΥ ŜƳǇƭƻȅŜŘΣ ǳƴŘŜǊŜƳǇƭƻȅŜŘ 

part-time, unemployed, persons seeking work but not immediately available (PSIA), persons 

available to work but not seeking (PAWNS) and inactive) 

 Demographics (e.g., education level, literacy level, family care responsibility, external supports) 

 Non-cognitive factors (e.g., goal orientation, self-efficacy, perseverance) 

This recommendation led to the following items being included in the LMAI (unless noted otherwise, the 

ǊŜǎǇƻƴǎŜǎ ŀǊŜ άȅŜǎέ ƻǊ άƴƻέύΦ Note, however, that although the items were selected based on evidence 

in the literature, there was little evidence available to guide how to weigh the three main components. 

Further, there was little evidence to indicate how to weigh items within the three components. Analysis 

of these items will lead to a more refined index for future use. Italicized items address labour market 

status, underlined items address demographics, and regular font items address non-cognitive factors. 

 If you were unemployed in the last 5 years, please estimate the number of months you were 

unemployed during the last 5 years.  

 Which of the following best applies to you?   

 I am not employed and I am not looking for work because: (I am a student, I am retired, I 

am a stay-at-home parent, Other (Please specify)) 

 I am looking for work but am not available to work right now 

 I am not employed, I would like to be employed and I am looking for work 

 I am temporarily laid off but am expecting to be called back 
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 I am underemployed (I want to be working more hours at the same type of job) 

 I am underemployed (I am qualified to do more skilled, better paid work) 

 Which statement best applies to you? 

 I have never been employed 

 I have had some jobs for short periods (weeks or months) at a time 

 I have had fairly steady employment in the past 

 Are you a citizen or permanent resident of Canada? (i.e., legally entitled to work in Canada)? 

 Do you have a criminal record? 

 Are you a single parent? 

 No 

 Yes, with reliable child care 

 Yes, with child care that is not reliable 

 Do you have (check all that apply): 

 A physical disability 

 A learning disability 

 Mental health issues 

 None of the above 

 Did one or both of your parents receive social assistance when you were growing up? 

 When you were growing up, you lived: 

 In social housing 

 In other housing 

 On a reserve 

 LΩƳ ƴƻǘ ǎǳǊŜ 

 Currently, you live 

 In social housing 

 In other housing 

 On a reserve 

 LΩƳ ƴƻǘ ǎǳǊŜ 

 If you are currently looking for work, what are you doing (check all that apply to you)? 

 Looking at job ads 

 Answering job ads 

 Using a public Employment Centre 

 Checking with employers 

 Asking relatives and friends for help 

 Using other methods (please specify): 

¢ƘŜ ŦƻƭƭƻǿƛƴƎ ƛǘŜƳǎΩ ǊŜǎǇƻƴǎŜǎ ǿŜǊŜ άƴƻǘ ŀǘ ŀƭƭΣέ άƴƻǘ ƳǳŎƘΣέ άŀ ƭƛǘǘƭŜΣέ άǉǳƛǘŜ ŀ ōƛǘΣέ ŀƴŘ άŀ ƭƻǘΦέ 

 When I was growing up, I had positive thoughts and feelings about work 

 When I was growing up, I had positive thoughts about getting an education 

 Right now, I view work positively 

 If the right work became available for me, I think I would be successful at it 

 My friends would rate me as reliable 

 I am self-disciplined 

 When I was in school, I was very involved in school activities 

 I found school to be a positive experience 
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 I am willing to move to find work 

 I am confident that I can do what I need to do to find suitable work 

 I really want to change my current circumstances 

 L ŘƻƴΩǘ ǿŀƴǘ ǘƻ ŦƛƴŘ ǿƻǊƪ 

 I want to make more money 

 LΩƭƭ ŦŜŜƭ ōŜǘǘŜǊ ŀōƻǳǘ ƳȅǎŜƭŦ ƛŦ L ƎŜǘ ǿƻǊƪ 

 I have goals that I would like to reach 

 I want to be successful 

 I likŜ ǿƻǊƪƛƴƎ ǿƘŜƴ LΩƳ ŘƻƛƴƎ ǘƘŜ ǊƛƎƘǘ ǿƻǊƪ 

 Right now my career goals are things I really want for myself, and not the result of others 

pressuring me to do it 

 Getting my career on track is mostly a matter of learning how to go about it 

A detailed description oŦ ŜŀŎƘ ƛǘŜƳΩǎ ǎŎƻring is available in Appendix B.  

SELF-HELP INDEX (SHI) 

Self-help literature was reviewed in preparation for this study (Supplement 4 (Isenor, (2012)) for the 

purposes of both informing the best way to prepare the resource guides and identifying indicators that 

could be used in a measure of capacity for self-help. The results of the self-help literature review can be 

ǎǳƳƳŀǊƛȊŜŘ ƛƴ LǎŜƴƻǊΩǎ ŎƻƴŎƭǳǎƛƻƴΥ άDƛǾŜƴ ǘƘŜ ƳŀƎƴƛǘǳŘŜ ƻŦ ǘƘŜ ǎŜƭŦ-help industry and the number of 

self-managed interventions across multiple domains, the paucity of research and relevant literature is 

ǎƘƻŎƪƛƴƎέ όǇΦ мфύΦ IƻǿŜǾŜǊΣ ǘƘŜ ƭƛǘŜǊŀǘǳǊŜ ǊŜǾƛŜǿ ǇƻƛƴǘŜŘ ǘƻ ǎƻƳŜ ƛƴŘƛŎŀǘƻǊǎ ƻŦ ǎŜƭŦ-help that should be 

included in the SHI: 

 Goal orientation (performance avoidance versus mastery approach) 
 Motivational style (autonomy, competency and relatedness) 

 Are they interested in completing the career resource package? 
 Where are they on the autonomous-controlled continuum? 
 To what degree do they see themselves as competent? 
 How confident are they in their capacity to complete the career resource package? 
 To what extent do they feel connected to the career service staff? 

 Degree of self-efficacy 
 Current relevant skills and personal resources 
 Readiness for change and orientation with respect to self-regulation 
 Locus of control 
 Trait hope 
 Expectations with respect to the relevance and ease of completion of the career resource 

package (p. 19) 

The list above served as a guide for the development of the items for the SHI. All were rated on a scale 

ƻŦ άƴƻǘ ŀǘ ŀƭƭΣέ άƴƻǘ ƳǳŎƘΣέ άŀ ƭƛǘǘƭŜΣέ άǉǳƛǘŜ ŀ ōƛǘέ ƻǊ άŀ ƭƻǘΦέ !ƭƭ ƛǘŜƳǎ ƘŜƭŘ Ŝǉǳŀƭ ǿŜƛƎƘǘ ƛƴ ǘƘŜ ƻǾŜǊŀƭƭ 

total. NOTE: Italicized items below also formed part of the LMAI. The items were: 

 If the right work became available for me, I think I would be successful at it 

 I am self-disciplined 

 I am confident that I can do what I need to do to find suitable work 

 I really want to change my current circumstances 

 I generally do what I say I am going to do, even if I just say it to myself 
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 If my life is going to change for the better, I am the one who will change it 

 Holding steady employment is an important goal for me 

 When I set an important goal for myself, I also try to deliberately track my progress towards the 

goal 

 When I set an important goal for myself, I also set up a plan to keep myself motivated and 

interested in working on achieving my goal 

 When I set an important goal for myself, I also establish a way to reward myself for sticking to 

my plans 

 When I set an important goal for myself, I break down the overall goal into a series of steps 

where each step brings me closer to achieving my ultimate goal 

 When I set an important goal for myself, I make sure it is very specific, to the extent that 

someone who didn't know what the goal was could tell whether or not the goal had been 

reached 

 The goals I set for myself are realistic, not too high and not too low 

wŜǎǇƻƴǎŜǎ ǿŜǊŜ ǎŎƻǊŜŘ ŦǊƻƳ л όάƴƻǘ ŀǘ ŀƭƭέύ ǘƻ п όάŀ ƭƻǘέύΣ ǊŜǎǳƭǘƛƴƎ ƛƴ ŀ ƳŀȄƛƳǳƳ ǎŎƻǊŜ ƻŦ рн ŀƴŘ ŀ 

range of 0-52. See detailed scoring in Appendix B. 

DEMOGRAPHIC INFORMATION 

The initial survey completed by the client was composed of the LMAI, SHI, employability need, previous 

employment counselling history, and demographic questions such as gender, age, cultural/ethnic 

background, location, and education level. See Appendix C for the complete initial survey. 

PROCESS MEASURES 

Practitioners were asked to complete a checklist after each session with PLSR clients. These checklists 

tracked what the practitioner did with the client during the session, using three categories: 

 Not done 

 Sort of done 

 Done well 

Distinct checklists were used for each Employability Dimension. The checklists, available in Supplement 

1 (pp. 45-59), shared 18 common questions about the employment counselling process. Some examples 

are provided below: 

 Greet and re-establish collaborative relationship 

 Explore what the client has learned 

 Identify section(s) of the resource guide the client wants to work on during the session 

 Help the client to take a step back and look at their goal in the context of their progress to date 

 Remind client to use their Tracking Sheets 

Part 2 of each checklist addressed what the practitioner and client had covered from the resource guide. 

For each topic in the relevant resource guide, the practitioner indicated the extent the participant had 

completed the topic prior to the session and to what extent they addressed the topic within the session. 

Part 3 of the checklist had the practitioner identify client issues that were explored that were not in the 

guide. 
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OUTCOME MEASURES 

SKILLS, KNOWLEDGE & PERSONAL ATTRIBUTE MEASURES 

Clients in both PLR and PLSR conditions were given one of four surveys (available in Supplement 1 (pp. 

67-79)) at the end of the research period, depending on the Employability Dimension they were working 

ƻƴΦ ¢ƘŜǎŜ ǎǳǊǾŜȅǎ ǿŜǊŜ ōŀǎŜŘ ƻƴ ǘƘŜ /w²DΩǎ άǇƻǎǘ ǇǊŜ-Ǉƻǎǘέ ŀǇǇǊƻŀŎƘΣ ƛƴ ǿƘƛŎƘ ōƻǘƘ ǇǊŜ-intervention 

and post-intervention ratings are completed by clients after the intervention. This approach was 

selected for two reasons. First, it offered consistency between this study and other CRWG research 

projects (especially Hiebert et al.Ωǎ όнлммύ [aL ǎǘǳŘȅύΦ aƻǊŜ ƛƳǇƻǊǘŀƴǘƭȅΣ there is evidence that clients, 

ǿƘƻ άŘƻ ƴƻǘ ƪƴƻǿ ǿƘŀǘ ǘƘŜȅ Řƻ ƴƻǘ ƪƴƻǿΣέ ƻǾŜǊǊŀǘŜ ǘƘŜƛǊ ŎƻƳǇŜǘŜƴŎƛŜǎ ŀƴŘ attributes in pre-

intervention surveys. For example, without knowing about the variety of job search tools and avenues 

ŀǾŀƛƭŀōƭŜΣ ŀ ǉǳŜǎǘƛƻƴ ǎǳŎƘ ŀǎ άL ŀƳ ŎƻƴŦƛŘŜƴǘ ǘƘŀǘ Ƴȅ Ƨƻō ǎŜŀǊŎƘ ǘƻƻƭǎ ǿƛƭƭ ōŜ ŜŦŦŜŎǘƛǾŜέ Ƴŀȅ ōŜ ǎŎƻǊŜŘ 

quite highly by a client entering an employment service. However, once the client realizes the intricacies 

of job search, he or she may see this confidence level as inflated. More details on this approach are 

available in Baudouin et al. (2007) or the CRWG web site, http://www.crwg-gdrc.ca/crwg/. 

A portion of a sample survey, used with Job Search clients, is provided below in Figure 2. 

Figure 2. Final Survey Portion ς Job Search 

Name:   

Location where you received service:   

Date:   
 

First Some General Questions About Your Career Planning  

You agreed to participate in a Research Study about 5 weeks ago.  We would like to know what has 

happened over these 5 weeks.  Below are several statements. For each statement, we are asking you to 

do two things. Keeping in mind what you know now about managing your career, please think back to 5 

weeks ago and indicate in the BEFORE column how OK you were with respect to the statement at that 

time.  Next, think of NOW and in the AFTER column, indicate how OK you are now with respect to the 

statement. 

 
To help you provide a more accurate answer, please use the two-step decision-making process described below when 

responding. 

(A) decide on whether the characteristic in question was/is adequate (OK) or not adequate (Not OK), then 

(B) assign the appropriate rating: 

 

(0) not adequate,  

(1) not really adequate, but almost OK,  

(2) adequate, but just barely (still OK otherwise it would be 0 or 1), 

(4) exceptional, 

(3) somewhere between minimally OK and exceptional. 

Graphically, the scale looks like this:  

 

 

Not OK OK 

1 2 3 4 0 
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Now 
Knowing what you know now about managing your career, rate 

yourself before this project and rate yourself now. 

 

Before 

 

After 

 

1. I had/have a clear understanding of what I need to do to 

move forward in my career  
Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

2. I had/have a clear vision of what I want in my career future Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

3. I had/have clearly identified my career goals Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

4. I was/am motivated to achieve my career goals Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

5. I was/am confident in my ability to achieve my career goals Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

6. I was/am optimistic about what lies ahead in terms of 

achieving my career goals 
Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

7. I had/have a clear understanding of my own values, 

personal characteristics, abilities and interests 
Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

8. I had/have a clear understanding of the kind of work that 

could be a good fit for me 
Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

9. I was/am confident in my ability to make informed career 

decisions 
Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

10. I could/can explain what makes the kind of work I want a 

good fit for me 
Ã Ã Ã Ã Ã Ã Ã Ã Ã Ã 

 

The remainder of this survey, as well as the surveys for the other Employability Dimensions are available 

in Supplement 1, pp. 67-79. 

EMPLOYMENT & FIT OF EMPLOYMENT 

The surveys described above ended with the following questions: άAre you currently workingέ? and άTo 

what extent does this work fit with your career visionέ? 

INTERVIEWS 

Client participants were interviewed by telephone approximately one week after completing the final 

survey (i.e., about 5 weeks after starting the study). The purpose of the interviews was to glean 

information not obvious from the survey results regarding how useful they found the interventions, how 

they used the materials and other areas in which a description might be more useful than a statistic. The 

interview questions were: 

1. In your own words, tell me how this guide helped you with your (insert focus of intervention: 

CDM, SE, JS, JM)? 

2. What is your current employment status? 
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3. How well does that job match your career vision? (Question for only those employed) 

4. To what extent would you say that your current employment status is the result of using the 

resource guide you were given as part of the study, and to what extent is it a function of other 

factors in your life or the community in which you live? (Question for only those employed) 

5. Can you tell us where you are regarding your career goal ς for example: are you still planning 
and deciding; are you searching for work; are you taking a break?  What progress if any do you 
ŦŜŜƭ ȅƻǳΩǾŜ ƳŀŘŜΚ (Question only for those not employed) 

6. LŦ ȅƻǳΩǊŜ ƳŀƪƛƴƎ ǇǊƻƎǊŜǎǎ ǘƻǿŀǊŘ ȅƻǳǊ ŎŀǊŜŜǊ ƎƻŀƭΣ ǘƻ ǿƘŀǘ ŜȄǘŜƴǘ ŘƻŜǎ ǘƘŀǘ ǇǊƻƎǊŜǎǎ ƘŀǾŜ 
anything to do with the resource guide you were given as part of the study, and to what extent 
is it a function of other factors in your life or the community in which you live? (Question only 
for those who not employed but making progress) 

7. What do you think may have gotten in the way of the guide helping you more? (Question for 
only those not working or progressing) 

8. In addition to being given your guide, you also had the opportunity to meet and work with a 
practitioner.  To what extent would you say that your current employment status or progress 
toward your career goal is the result of working with your practitioner (as opposed to other 
factors in your life or the community in which you live)? (Question only for those in the PLSR 
group) 

9. How would you rate the importance of working with your practitioner in terms of achieving your 
outcomes on a scale of 1-10 where 1 means it made no difference (you would have achieved the 
same if you had just worked independently with your resource guide) and 10 means it made all 
the difference (you would not have achieved any of the positive outcomes if you had not also 
had the support of your practitioner)? (Question only for those in the PLSR group) 

10. What do you think may have gotten in the way of the support you received from your 
practitioner helping you more? (Question only for those in the PLSR group who are not making 
progress) 

11. ²ŜΩŘ ƭƛƪŜ ǘƻ Ǝet an idea of how you used the resource guide. Please tell me a bit about how you 
actually used the information to help you with [insert Employability Dimension].  

a. What sorts of things were you thinking about as you used the guide? 

b. What parts of the guide did you find most useful and why? 

c. What would you have liked to have, but was not there? 

d. Do you have an action plan? 

e. If yes, what sorts of things led you to make an action plan? 

f. If I were coaching other people how to use the guide, what should I tell them? 

12. Are you continuing to use the resource guide you were given in this study? If so, how, and how 

often? 

13. What other resources or supports have you accessed since you finished this project? 

14. To what extent do you have a clear vision of what you want in your career future? 

15. How optimistic are you about what lies ahead in terms of meeting your career goals? 

16. How confident are you about your ability to manage any future career transitions you might face? 
17. Do you have any comments on how useful any strategies you learned in the guide might be to 

you in future transitions?   
18. Any additional comments? 
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PROCEDURES 

RESEARCH DESIGN 

The 3 dimensional factorial design used in this study comprised: 

 four types of intervention (CDM, SE, JS and JM), 

 two delivery conditions (PLR and PLSR), and 

 two levels of time (before the intervention and after the intervention).  

Participants were assigned to an intervention type based on the most pressing employability need, as 

described below, and within each intervention were randomly assigned to either the PLR or PLSR 

delivery condition. 

INTERVENTIONS 

INTERVENTION ASSIGNMENT 

Participants and practitioners worked together through an employability assessment process to assign 

participants to one of four intervention types: CDM, SE, JS or JM. This assignment to intervention type 

was done before the ǇŀǊǘƛŎƛǇŀƴǘ ǿŀǎ ƛƴǾƛǘŜŘ ǘƻ ǇŀǊǘƛŎƛǇŀǘŜ ƛƴ ǘƘŜ ǎǘǳŘȅ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ƛƴǾƛǘŜŜǎΩ ƴŜŜŘǎ Ŧƛǘ 

into one of the four Employability Dimensions. 

The employability assessment took the form of an interview in which the practitioner deployed standard 

employment counselling skills (i.e., structuring, soliciting, reacting) to establish a collaborative 

relationship with the client, gather employability information from the client, obtain agreement with the 

client about his or her needs, and develop a plan regarding next steps. Although a structured protocol 

was provided, practitioners were not required to rigidly follow the step-by-step procedure to complete 

the employability assessment. Rather, they were asked to use the protocol as their guide and apply their 

employment counselling skills to have a genuine dialogue with the client. Practitioners then monitored 

their use of the protocol by completing ǘƘŜ ά/ƘŜŎƪƭƛǎǘ ŦƻǊ 9ƳǇƭƻȅŀōƛƭƛǘȅ !ǎǎŜǎǎƳŜƴǘ LƴǘŜǊǾƛŜǿέ όǎŜŜ 

Supplement 1, pp. 16-18). 

Participants were invited into the study after the employability assessment was complete. The 

practitioner ǘƘŜƴ ƪƴŜǿ ǿƘŜǘƘŜǊ ƻǊ ƴƻǘ ǘƘŜ ŎƭƛŜƴǘΩǎ ƭƛǘŜǊŀŎȅ ƭŜǾŜƭ ǿŀǎ ǎǳŦŦƛŎƛŜƴǘ ǘƻ ōŜ ƛƴ ǘƘŜ ǎǘǳŘȅ ŀƴŘ 

ǘƘŀǘ ǘƘŜ ŎƭƛŜƴǘΩǎ ƴŜŜŘǎ Ŧƛǘ ƛƴǘƻ ŀǘ ƭŜŀǎǘ ƻƴŜ ƻŦ ǘƘŜ ŦƻǳǊ 9ƳǇƭƻȅŀōƛƭƛǘȅ 5ƛƳŜƴǎƛƻƴǎ ǊŜƭŜǾŀƴǘ ǘƻ ǘƘŜ study. 

INTERVENTIONS 

The four interventions took the form of printed process-oriented resource guides for each employability 

need (available in Supplements 5a-8b). The ƎǳƛŘŜǎΩ ŎƻƴǘŜƴǘǎ ǿŜǊŜ ƛƴŦƻǊƳŜŘ ōȅ ǘƘŜ ǊŜǎŜŀǊŎƘ ǘŜŀƳΩǎ 

expertise, existing resources (especially Alberta and Manitoba government publications and internet 

sites) and the information gained from the practitioner interviews. Two versions of each guide were 

created with identical content but provincially relevant resource links. 

Each guide started with a summary of a process for the client to follow. Each step in the process became 

a section of the guide. For example, the Skills Enhancement gǳƛŘŜΩǎ ǎŜŎǘƛƻƴǎ ǿŜǊŜΥ 
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1. Confirm my employment goal. 

2. Choose my learning option. 

3. Prepare for success. 

4. Manage my learning. 

Clients were informed that they might not need each section of the guide. Each section began with an 

άLǎ ǘƘƛǎ ǎŜŎǘƛƻƴ ǊŜŀƭƭȅ ŦƻǊ ȅƻǳΚέ ǉǳŜǎǘƛƻƴƴŀƛǊŜ ǘƘŀǘ ǿƻǳƭŘ ŀƭƭƻǿ ǘƘŜ ǳǎŜǊ ǘƻ ŘŜǘŜǊƳƛƴŜ ǘƘŜ ǊŜƭŜǾŀƴŎŜ ƻŦ 

the section. Each section then provided the client with instruction/guidance, places to reflect/record, 

and references to additional resources (typically, websites to which practitioners in Alberta and 

Manitoba refer their clients). The resource lists were tailored to each province. 

DELIVERY CONDITIONS 

Clients were randomly assigned to a delivery condition, PLR or PLSR, after the needs assessment and 

after agreeing to join the study. Once the nature of the research, the expectations for participants, the 

commitments of the practitioners and the terms of the honorarium ($100) were explained, the client 

signed a consent form, completed the Initial Survey (Appendix C) and drew a slip of paper from an 

envelope to discover his or her delivery condition. 

In both delivery conditions, the practitioner provided an overview of the relevant resource guide. This 

entailed a side-by-ǎƛŘŜ άǿŀƭƪ-ǘƘǊƻǳƎƘέ of the guide with the client (the script for orienting clients to the 

resource guide is available on p. 34 of Supplement 1). This ensured the client knew the intent of the 

guide and the structure of the content. Also, the client was oriented to the tracking sheets in which they 

were asked to record their activities (these were included in each resource guide). In the PLR condition, 

clients then left to work through the resource guide independently.  In the PLRS condition, the 

practitioner and client would plan a follow-ǳǇ ǎŜǎǎƛƻƴ ŀƴŘ ŀƴȅ άƘƻƳŜǿƻǊƪέ ǘƻ ōŜ ŘƻƴŜ ōȅ ǘƘŀǘ ǎŜǎǎion. 

At the end of 4 weeks, clients in both conditions returned to complete the final survey of the study.  

OTHER RELEVANT METHODOLOGICAL CONSIDERATIONS 

CONTROL GROUP 

Although a valid non-treatment control group would have been helpful for certain comparisons, creating 

ŀ άƴƻ ǘǊŜŀǘƳŜƴǘέ ŎƻƴŘƛǘƛƻƴ ǿƻuld not have been ethical, and even a άŘŜƭŀȅŜŘ ǘǊŜŀǘƳŜƴǘέ ŎƻƴŘƛǘƛƻƴ 

creates ethical concerns. Clients come to a government (or government-sponsored) service expecting to 

receive help, and typically they feel this help is quite urgently needed. Unemployed clients have 

heightened anxiety when they approach an employment service (Amundson & Borgen, 1995). Asking 

these clients to wait 4 weeks before receiving relevant resources and/or support services would almost 

certainly ƘŜƛƎƘǘŜƴ ǘƘŜƛǊ ŀƴȄƛŜǘȅ ƭŜǾŜƭǎ ŘǳŜ ǘƻ ōŜƛƴƎ ƛƴ άƭƛƳōƻέ ŦƻǊ ǘƘŀǘ ǇŜǊƛƻŘ and due to financial 

difficulties that may ensue. 
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RESULTS 

PARTICIPANT CHANGE BY INTERVENTION & DELIVERY CONDITION  

SYNOPSIS  

Participants in all interventions (CDM, SE, JS and JM) improved in skills, knowledge and attributes in 

both delivery conditions (PLR and PLSR) at statistically and clinically significant levels.  

All interventions in both delivery conditions also resulted in significant increases in employment and 

employment fit.  

The interaction effect (Delivery Condition X Time) was not statistically significant, with some exceptions. 

In other words, the improvements seen in the PLR condition were not significantly different than the 

improvements seen in the PLSR condition. However, there was a noteworthy descriptive pattern 

showing that the PLSR condition clients improved more than PLR clients in every comparison. 

Repeated measures analyses of variance (rANOVA) were used to generate the above findings as well as 

the detailed findings provided in subsequent sections.  

DESCRIPTIVE FINDINGS 

Employment & Fit. Impressive participant changes over the 4-week span are revealed by key data. Of 

227 clients who provided work status information, 61 were working part time or full time before the 

intervention, and 166 were not working (see Table 11 for a breakdown by province). 27% of the sample, 

therefore, was working. By the end of the intervention, 103, or 45% of the original 227 were working ς a 

69% increase (see Table 12). 

Table 11: Initial Work Status 

Province 

Current Work Status 

Total 

Participants  

Not Currently 

Working 

Part Time 

Work 

Full Time 

Work 

Total 

Working 

Alberta 82 13 19 32 114 

Manitoba 84 15 14 29 113 

Total 166 28 33 61 227 
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Table 12: End of Study Work Status 

 Yes No 

CDM 32 47 

SE 19 20 

JS 42 41 

JM 10 10 

Total 103 118 

 

Equally important is the change in the degree to which the work participants were engaged in άŦƛǘέ with 

their career vision. Of those who answered the question regarding fit at the beginning of the study, 32 

ŎƻƴǎƛŘŜǊŜŘ ǘƘŜƛǊ Ƨƻōǎ άŀ ǇƻƻǊ ŦƛǘΤέ оп άŀƴ ƻƪŀȅ Ŧƛǘέ ŀƴŘ нн άŀ ƎƻƻŘ ŦƛǘΦέ In other words, 25% (22 out of 88) 

saw the fit as άhY.έ After 4 weeks, 81҈ ǊŜǇƻǊǘŜŘ ǘƘŜ Ŧƛǘ ǘƻ ōŜ άOKΣέ a more than three-fold increase (see 

Table 13 for fit after the intervention). 

Table 13: Work Fit with Career Vision Post-Intervention 

Employability Dimension 

 

CDM 5 6 6 8 12 

SE 3 3 5 6 6 

JS 1 3 16 13 11 

JM 0 1 2 3 4 

Total 9 13 29 30 33 

 

Skills, Knowledge & Attributes (SKA). Clinically and statistically significant differences in participant skills, 

knowledge and attributes were found before and after the intervention. Skills, knowledge and attributes 

ǎŎƻǊŜǎ ǳƴƛǾŜǊǎŀƭƭȅ ǿŜƴǘ ǳǇΣ ƳƻǾƛƴƎ ǘȅǇƛŎŀƭƭȅ ŦǊƻƳ άŀŘŜǉǳŀǘŜΣ ōǳǘ Ƨǳǎǘ ōŀǊŜƭȅέ όнΦнм ƻǳǘ ƻŦ пύ ǘƻ ōŜƛƴƎ 

άǎƻƳŜǿƘŜǊŜ ōŜǘǿŜŜƴ ƳƛƴƛƳŀƭƭȅ hY ŀƴŘ ŜȄŎŜǇǘƛƻƴŀƭέ όоΦор ƻǳǘ ƻŦ пύΦ ¢Ƙƛǎ ƳŀǊƪǎ ŀōƻǳǘ ŀ рл҈ ǊƛǎŜ ƛƴ 

scores before and after the intervention. 

Tables 14 through to 17 provide the response frequencies to the SKA questions for each of the four 
intervention types. The most dramatic changes are seen in the CDM intervention: Before the 
intervention, participants rated 48% of their competencies in CDM as unacceptable, compared to only 
5% after the intervention. Before the intervention, participants rated 4% of their competencies in CDM 
as exceptional, compared to 41% after the intervention.  
 
Looking only at the end of the intervention period, we see that {Y!ǎ ǊŀǘŜŘ ƛƴ ǘƘŜ άhYέ ǊŀƴƎŜ ǊƻǎŜ ǘƻ фр҈ 
for CDM participants, 98% for SE participants, 99% for JS participants and 99% for JM participants. 
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Table 14: Descriptive Look at Post-Pre Self-AssessmentτCDM 

In responding to the questions, please use a two-step process. 

(A) decide on whether the statement was/is adequate (OK) or not adequate (Not OK), then 

(B) assign the appropriate rating: 

(0) unacceptable, 

(1) not really acceptable, but almost OK, 

(2) adequate, but just barely (still OK otherwise it would be 0 or 1), 

(4) exceptional, and 

(3) somewhere between minimally OK and exceptional. 

Graphically, the scale looks like this:  

 

 

Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

1. I had/have a clear understanding of what I need to do to move 
forward in my career  

2 27 23 7 1 1.24 1 2 14 30 32 3.14 

2. I had/have a clear vision of what I want in my career future 19 28 20 10 2 1.34 1 3 16 28 30 3.06 

3. I had/have clearly identified my career goals 16 35 17 9 1 1.28 0 7 17 28 26 2.94 

4. I was/am motivated to achieve my career goals 8 23 22 19 6 1.90 0 2 10 29 38 3.30 

5. I was/am confident in my ability to achieve my career goals 16 21 25 14 3 1.58 0 4 14 36 25 3.03 

6. I was/am optimistic about what lies ahead in terms of 
achieving my career goals 

11 26 22 17 3 1.68 1 4 10 38 26 3.06 

7. I had/have a clear understanding of my own values, personal 
characteristics, abilities and interests 

7 18 22 25 7 2.09 0 1 4 33 41 3.44 

8. I had/have a clear understanding of the kind of work that 
could be a good fit for me 

11 21 25 20 1 1.73 2 1 9 30 36 3.24 

9. I had/have awareness of how labour market trends and events 
can impact my career options 

17 28 23 9 2 1.38 1 6 15 32 25 2.94 

10. I was/am confident in my ability to make informed career 
decisions 

6 28 23 17 4 1.81 0 1 20 25 33 3.14 

11. I had/have the capacity to find and effectively use career to 
help me move toward my career vision 

13 30 21 13 1 1.47 2 8 14 25 29 2.91 

12. I had/have research skills to gather relevant information about 
career options from people, print and online sources 

15 18 20 21 5 1.78 0 0 8 29 42 3.43 

13. I had/have communication skills to connect with people to get 
direct, first-hand information about career options 

7 24 22 18 6 1.90 1 4 14 26 32 3.09 

14. I had/have a list of possible options that may fit with what I 
want in my career future 

10 26 27 11 4 1.65 1 1 12 24 40 3.29 

15. I had/have a realistic action plan with steps that will move me 
toward achieving my career goals 

20 28 17 13 1 1.33 3 4 12 27 33 3.05 

Cumulative Scores (n) 

(%) 

178 381 329 223 47 1.61 13 48 189 440 488 3.14 

48 52  5 95  

 

Not OK OK 

1 2 3 4 0 
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As seen in Table 14, almost all SKA ratings (95%) for CDM participants were άhYέ ŀŦter, whereas only 

ŀōƻǳǘ ƘŀƭŦ ǿŜǊŜ ǊŀǘŜŘ άhYέ before the intervention. bƻǘŜΣ ǘƻƻΣ ǘƘŀǘ пт {Y!ǎ ǿŜǊŜ ǊŀǘŜŘ άŜȄŎŜǇǘƛƻƴŀƭέ 

before the intervention but 488 were after ς a ten-fold increase. 

Table 15: Descriptive Look At Post-Pre Self-Assessment: SE 

In responding to the questions, please use a two-step process. 

(A) decide on whether the statement was/is adequate (OK) or not adequate (Not OK), then 

(B) assign the appropriate rating: 

(0) unacceptable, 

(1) not really acceptable, but almost OK, 

(2) adequate, but just barely (still OK otherwise it would be 0 or 1), 

(4) exceptional, and 

(3) somewhere between minimally OK and exceptional. 

Graphically, the scale looks like this:  

 

 

Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

1. I had/have a clear understanding of what I need to do to move 
forward in my career  

2 12 16 7 5 2.02 1 0 1 12 28 3.57 

2. I had/have a clear vision of what I want in my career future 2 9 16 7 8 2.24 1 0 0 9 32 3.69 

3. I had/have clearly identified my career goals 2 9 11 12 8 2.3 1 0 0 4 37 3.81 

4. I was/am motivated to achieve my career goals 2 13 9 6 12 2.31 1 0 2 5 33 3.68 

5. I was/am confident in my ability to achieve my career goals 3 8 11 10 10 2.38 1 0 2 6 30 3.60 

6. I was/am optimistic about what lies ahead in terms of 
achieving my career goals 

2 15 13 8 4 1.93 2 1 3 14 21 3.24 

7. I knew/know different ways to enhance my skills 2 10 15 11 3 2.07 1 0 3 13 25 3.45 

8. I could/can keep track of my learning 1 11 9 14 7 2.36 1 0 1 12 28 3.57 

9. I had/have a good sense of what I know 0 13 13 10 6 2.21 1 0 0 11 30 3.64 

10. I had/have a list or inventory of my transferable skills 9 16 8 4 4 1.46 1 0 3 9 28 3.54 

11. I knew/know what skills I need to achieve my career goals 3 11 15 6 7 2.07 1 0 1 6 34 3.71 

12. I knew/know how to find training/upgrading courses and 
opportunities 

4 8 16 6 7 2.10 1 0 0 10 30 3.66 

13. I could/can choose training that matches my skills, values, 
interests and life situation 

2 14 13 7 5 1.98 1 0 2 9 29 3.59 

14. I could/can choose training that matches current and future 
labour market needs 

2 11 17 7 5 2.05 1 0 0 12 29 3.62 

15. I could/can fill out training applications successfully 5 8 6 13 9 2.32 1 0 4 10 26 3.46 

Not OK OK 

1 2 3 4 0 
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Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

16. I knew/know how I best learn 4 9 10 8 11 2.31 1 0 0 13 28 3.60 

17. I could/can identify barriers to learning 3 8 14 10 7 2.24 1 0 1 15 25 3.50 

18. I had/have strategies to overcome barriers to learning 4 9 15 10 4 2.02 0 0 2 15 25 3.55 

19. L ŎƻǳƭŘκŎŀƴ ōƻǳƴŎŜ ōŀŎƪ ŦǊƻƳ ŦŀƛƭǳǊŜ ǿƘŜƴ LΩƳ ƭŜŀǊƴƛƴƎ 3 12 10 11 6 2.12 0 0 1 15 26 3.60 

20. I had/have allies who can support my learning 1 8 7 11 15 2.74 1 0 1 7 33 3.69 

21. I had/have strategies to motivate myself to study 3 10 10 12 6 2.20 1 0 2 11 27 3.54 

22. I knew/know what causes me to procrastinate 4 9 11 9 6 2.24 0 0 4 10 28 3.57 

23. I knew/know how to overcome procrastination 5 12 9 11 5 1.98 0 1 5 11 25 3.43 

24. I had/have strong study skills 6 10 11 12 3 1.90 0 0 4 24 14 3.24 

25. I had/have good time management skills 4 11 10 10 6 2.07 0 0 4 13 24 3.49 

26. I was/am confident that training/upgrading/learning I choose 
to do will help me achieve my career goal 

1 5 9 11 16 2.86 0 0 0 3 39 3.93 

Cumulative Scores (n) 

(%) 

79 271 304 243 185 2.17 20 2 46 279 734 3.58 

32 68  2 98  

 

Similar to CDM participants, SE participants saw only 2% of ǘƘŜƛǊ {Y!ǎ ŀǎ άƴƻǘ hYέ ŀǘ ǘƘŜ ŜƴŘ ƻf the 

intervention, whereas they rated 32% of ǘƘŜƛǊ {Y!ǎ ŀǎ άƴƻǘ hYέ ōŜŦƻǊŜΦ 
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Table 16: Descriptive Look At Post-Pre Self-Assessment: JS 

In responding to the questions, please use a two-step process. 

(A) decide on whether the statement was/is adequate (OK) or not adequate (Not OK), then 

(B) assign the appropriate rating: 

(0) unacceptable, 

(1) not really acceptable, but almost OK, 

(2) adequate, but just barely (still OK otherwise it would be 0 or 1), 

(4) exceptional, and 

(3) somewhere between minimally OK and exceptional. 

Graphically, the scale looks like this:  

 

 

Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

1. I had/have a clear understanding of what I need to do to move 
forward in my career  

4 27 28 18 7 1.96 0 0 6 25 52 3.55 

2. I had/have a clear vision of what I want in my career future 7 14 26 25 13 2.27 0 1 2 32 50 3.54 

3. I had/have clearly identified my career goals 9 16 22 26 12 2.19 0 1 5 26 53 3.54 

4. I was/am motivated to achieve my career goals 3 12 25 29 16 2.51 0 0 4 26 55 3.60 

5. I was/am confident in my ability to achieve my career goals 4 26 27 17 10 2.04 0 0 10 26 47 3.44 

6. I was/am optimistic about what lies ahead in terms of 
achieving my career goals 

6 26 28 20 4 1.88 0 1 5 33 45 3.45 

7. I had/have a clear understanding of my own values, personal 
characteristics, abilities and interests 

1 15 28 23 18 2.49 0 0 2 24 59 3.67 

8. I had/have a clear understanding of the kind of work that 
could be a good fit for me 

3 22 28 15 17 2.25 0 0 5 33 47 3.49 

9. I was/am confident in my ability to make informed career 
decisions 

5 25 25 21 8 2.02 0 0 7 36 42 3.41 

10. I could/can explain what makes the kind of work I want a good 
fit for me 

6 16 26 23 12 2.23 0 0 4 34 46 3.50 

11. I had/have reviewed my past work, education, and other 
experiences so I know the job-related and transferable skills 
and strengths that I have 

5 20 17 24 8 2.12 0 0 5 25 54 3.58 

12. I had/have self-marketing tools to effectively show employers 
what I have to offer (e.g., a current resume, professional pitch) 

15 19 25 18 7 1.80 0 1 5 24 54 3.56 

13. I was/am confident that my job search tools (e.g. resume, 
cover letters, application forms, professional pitch) will be 
effective 

11 26 26 18 3 1.71 0 1 6 25 53 3.53 

14. I know at least 3 people who will speak positively about my 
strengths and how to help them support my job search efforts 

4 15 19 22 25 2.58 0 1 8 18 56 3.55 

Not OK OK 

1 2 3 4 0 
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Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

15. I had/have identified potential employers/job leads that are a 
good fit for me 

14 26 18 18 8 1.76 2 1 8 35 39 3.27 

16. I knew/know how to effectively use career resources (online, 
print and people) to find job opportunities 

13 18 23 24 7 1.93 0 2 5 25 53 3.52 

17. I knew/know how to use my network to support my job search 8 27 22 17 10 1.93 0 3 7 33 42 3.34 

18. I knew/know of different ways to identify and connect with 
people/organizations about potential career opportunities 

12 26 24 18 5 1.74 0 1 11 31 42 3.34 

19. I knew/know how to effectively make contact with potential 
employers to actually apply for work 

8 27 26 22 2 1.80 0 1 10 35 39 3.32 

20. I was/am aware of how social media can be used to support 
job search 

9 23 22 20 11 2.01 1 1 8 27 48 3.41 

21. I knew/know how to present myself positively in a job 
interview 

9 15 27 21 15 2.29 0 0 2 26 57 3.65 

22. I had/have strategies to stay motivated and active in job 
search 

10 21 26 23 5 1.91 0 1 11 25 48 3.41 

23. I knew/know how to assess job offers to determine if they are 
right for me 

10 20 23 24 8 2.00 0 1 5 33 46 3.46 

24. I knew/know how to negotiate terms of employment with 
potential employers 

25 23 12 21 4 1.48 0 5 15 32 33 3.09 

25. I know how to appropriately accept or reject job offers 13 25 19 19 6 1.76 0 3 15 21 43 3.27 

26. I was/am confident that employment opportunities actually 
exist that fit what I want in my career future 

11 23 25 18 8 1.87 0 2 6 26 51 3.48 

27. I was/am confident in my communication skills for job search 
situations, such as cold calls or job interviews 

16 23 23 17 6 1.69 0 0 13 32 40 3.32 

28. I was/am confident that my job search activities will be 
effective 

13 23 24 17 8 1.81 0 0 3 27 55 3.61 

Cumulative Scores (n) 

(%) 

254 599 664 578 263 2.74 3 27 193 795 1349 3.46 

36 64  1 99  

 

Wƻō {ŜŀǊŎƘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǊŀǘƛƴƎǎ ƻŦ ǘƘŜƛǊ {Y!ǎ ǇŀǊŀƭƭŜƭŜŘ ƻǘƘŜǊ ƎǊƻǳǇǎΩ ǊŀǘƛƴƎǎΥ ¢ƘŜȅ ǊŀǘŜŘ фф҈ ƻŦ ǘƘŜƛǊ 

{Y!ǎ ŀǎ άhYέ ŀŦǘŜǊ ǘƘŜ ƛƴǘŜǊǾŜƴǘƛƻƴΦ bƻǘŜ ǘƘŜ ƭŀǎǘ ǘƘǊŜŜ ƛǘŜƳǎΣ ŀƭƭ ǊŜƭŀǘŜŘ ǘƻ ŎƻƴŦƛŘŜƴŎŜΥ !ƭƳƻǎǘ млл҈ ƻŦ 

ǘƘŜ ǊŀǘƛƴƎǎ ǿŜǊŜ ƛƴ ǘƘŜ άhYέ ǊŀƴƎŜΦέ 
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Table 17: Descriptive Look At Post-Pre Self-Assessment: JM 

In responding to the questions, please use a two-step process. 

(A) decide on whether the statement was/is adequate (OK) or not adequate (Not OK), then 

(B) assign the appropriate rating: 

(0) unacceptable, 

(1) not really acceptable, but almost OK, 

(2) adequate, but just barely (still OK otherwise it would be 0 or 1), 

(4) exceptional, and 

(3) somewhere between minimally OK and exceptional. 

Graphically, the scale looks like this:  

 

 

Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

1. I had/have a clear understanding of what I need to do to move 
forward in my career  

1 3 10 4 2 2.15 0 0 3 7 10 3.35 

2. I had/have a clear vision of what I want in my career future 2 5 4 7 2 2.10 0 0 4 9 7 3.15 

3. I had/have clearly identified my career goals 1 4 8 5 2 2.15 0 0 4 9 7 3.15 

4. I was/am motivated to achieve my career goals 3 4 3 5 5 2.25 0 0 3 8 9 3.30 

5. I was/am confident in my ability to achieve my career goals 3 4 5 5 3 2.05 0 3 0 8 9 3.15 

6. I was/am optimistic about what lies ahead in terms of 
achieving my career goals 

1 7 7 5 0 1.80 0 0 4 9 7 3.15 

7. I could/can identify barriers to acquiring and maintaining 
employment 

0 6 9 3 2 2.05 0 0 2 11 7 3.25 

8. I could/can apply personal organizational techniques at work 0 4 10 6 0 2.10 0 0 4 10 6 3.10 

9. I could/can explore advancement and change opportunities at 
work 

3 5 7 4 0 1.63 0 0 4 10 6 3.10 

10. I could/can use the Internet to research and connect with 
resources and service providers 

0 3 7 8 2 2.45 0 0 2 11 7 3.25 

11. Confidence in your ability to manage future career transitions. 0 3 9 8 0 2.25 0 1 3 10 6 3.05 

12. I could/can describe what I need or want from service 
providers 

0 7 7 3 3 2.10 0 0 5 10 5 3.00 

13. I knew/know how to persist in the face of difficulty or setbacks 0 3 13 4 1 2.20 0 0 3 11 6 3.15 

14. I could/can identify how present opportunities contribute to 
my preferred future 

0 1 12 5 2 2.40 0 0 2 11 7 3.25 

15. I could/can use effective negotiation techniques 0 3 11 5 0 2.11 0 1 4 11 4 2.90 

16. I knew/know how to develop and demonstrate workability 
attitudes 

0 3 8 7 2 2.40 0 0 3 12 5 3.10 

Not OK OK 

1 2 3 4 0 
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Regarding the Primary Objectives, and 

knowing what you know now,  

how would you rate yourself before the workshop, and how 

would you rate yourself now? 

Before 

  Ave 

After 

 Ave 

17. I could/can track my own progress in development of skills and 
attitudes 

0 2 8 7 3 2.55 0 0 1 13 6 3.25 

18. I could/can identify and prioritize the responsibilities of a job 0 0 8 6 6 2.90 0 0 0 11 9 3.45 

19. I could/can define acceptable performance standards at work 0 2 5 7 6 2.85 0 0 0 12 8 3.40 

20. I knew/know how to take responsibility for and take initiative 
in orientating myself to a job 

0 0 9 4 7 2.90 0 0 1 8 11 3.50 

21. I could/can take charge of workplace learning 0 4 5 8 2 2.42 0 0 3 9 8 3.25 

22. I could/can identify ways to contribute to workplace objectives 0 1 5 10 3 2.79 0 1 0 9 10 3.40 

23. I could/can apply personal organizational techniques at work 0 1 7 6 5 2.79 0 0 2 8 10 3.40 

24. I could/can explore advancement and change opportunities at 
work 

0 2 9 6 2 2.42 0 0 2 11 7 3.25 

Cumulative Scores (n) 

(%) 

14 77 186 138 60 2.33 0 6 59 238 177 3.22 

19 80  1 99  

 

Of particular interest in the JM ratings of SKAs are the high ratings before the intervention. Participants 

ǊŀǘŜŘ ул҈ ƻŦ ǘƘŜ {Y!ǎ ŀǎ άhYέ before the intervention. Although this changed to 99% after the 

intervention, the high prior ratings raise a question regarding why these participants expressed a need 

in the JM area. 

Attribution of Change. Participants were asked to what degree they attributed changes they 

experienced to the research project compared to other factors in their lives. Overwhelmingly (91%), in 

ŀƭƭ ƛƴǘŜǊǾŜƴǘƛƻƴǎΣ ǇŀǊǘƛŎƛǇŀƴǘǎ ǊŜǇƻǊǘŜŘ ǘƘŀǘ ŎƘŀƴƎŜǎ ǿŜǊŜ άǎƻƳŜǿƘŀǘέ ƻǊ άƳƻǎǘƭȅέ due to their 

participation in the research project (see Table 18).  

Table 18: Attribution of Change to the Research Project 

To what extent would you say that any changes in the ratings above are the result of your participation 

in this project, and to what extent were they a function of other factors in your life? 

 mostly other 

factors 

somewhat other 

factors 
uncertain 

somewhat this 

project  

mostly this 

project 

CDM 1 2 4 35 36 

SE 1 1 2 14 23 

JS 1 1 4 30 49 

JM 2 0 2 10 6 

Total 5 (2%) 4 (2%) 12 (5%) 89 (40%) 114 (51%) 
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Continued Action. Not every client will achieve career development goals within 4 weeks. Even those 

who do reach some goals will most certainly have additional aims they would like to reach. Leaving the 

research study with an action plan, therefore, is a sign of intervention success. Table 19 shows the 

number of participants with an action plan at the end of the study ς a substantial 92%. 

Table 19: Number of Participants Leaving the Study with an Action Plan 

Do you have an action plan for implementing the information you have obtained? 

 Yes No 

CDM 72 7 

SE 41 1 

JS 79 5 

JM 16 4 

Total 208 (92%) 17 (8%) 

 

Participants ǿƘƻ ŀƴǎǿŜǊŜŘ άȅŜǎέ ǘƻ ǘƘŜ ŀōƻǾŜ were also ŀǎƪŜŘ ŀŘŘƛǘƛƻƴŀƭ ǉǳŜǎǘƛƻƴǎΦ ¢ƘŜ ŦƛǊǎǘ ǿŀǎ άIf 

you answered yes to the above question, does your plan include continuing to use the resources you 

ǿŜǊŜ ƎƛǾŜƴ ƛƴ ǘƘƛǎ ǎǘǳŘȅέΚ ¢ƘŜ Ǿŀǎǘ ƳŀƧƻǊƛǘȅΣ уо҈ ŀƴǎǿŜǊŜŘ άȅŜǎΣέ мп҈ ŀƴǎǿŜǊŜŘ άƳŀȅōŜέ and only 2% 

ǿŜǊŜ ŀ ŘŜŦƛƴƛǘŜ άƴƻΣέ as seen in Table 20.  

Table 20: Participants Who Will Use the Resource Guides after the Study 

 Yes Maybe No 

CDM 57 14 4 

SE 35 6 1 

JS 77 5 0 

JM 11 6 0 

Total 180 (83%) 31 (14%) 5 (2%) 

 

The second follow-up question was άLŦ ȅƻǳ ŀƴǎǿŜǊŜŘ ȅŜǎ ǘƻ ǘƘŜ ŀōƻǾŜ ǉǳŜǎǘƛƻƴΣ ǿƛƭƭ ȅƻǳ ōŜ requesting 
individual or group employment counselling when the study is finished?έ IŜǊŜΣ ǇŀǊǘƛŎƛǇŀƴǘ ǊŜǎǇƻƴǎŜǎ 
were more evenly spread (see Table 21). Almost half (42%) were uncertain, with just under a third 
ǎŀȅƛƴƎ άȅŜǎέ όну҈ύ ŀƴŘ άƴƻέ όнф҈ύΦ 

Table 21: Participants Who Will Seek Further Employment Counselling 

 Yes Maybe No 

CDM 31 26 18 

SE 14 23 5 

JS 9 36 37 

JM 7 7 3 

Total 61 (28%) 90 (42%) 63 (29%) 
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Finally, ǘƘƻǎŜ ǿƘƻ ŀƴǎǿŜǊŜŘ άȅŜǎέ ǘƻ ƘŀǾƛƴƎ ŀƴ ŀŎǘƛƻƴ Ǉƭŀƴ ǿŜǊŜ ŀǎƪŜŘ ƛŦ ǘƘŜȅ ǿƻǳƭŘ ōŜ άǊequesting to 
attend a workshop offered by the employment office when the study is finished.έ As seen in Table 22, 
aōƻǳǘ ŀ ǉǳŀǊǘŜǊ όнс҈ύ ǎŀƛŘ άȅŜǎΣέ ǳƴŘŜǊ ƘŀƭŦ όпо҈ύ ǎŀƛŘ άƳŀȅōŜέ ŀƴŘ ŀōƻǳǘ ŀ ǘƘƛǊŘ όом҈ύ ǊŜǎǇƻƴŘŜŘ 
άƴƻΦέ 

Table 22: Participants Who Will Request to Attend a Workshop 

 Yes Maybe No 

CDM 24 32 18 

SE 17 19 6 

JS 7 37 37 

JM 7 4 6 

Total 55 (26%) 92 (43%) 67 (31%) 

 

tŀǊǘƛŎƛǇŀƴǘǎ ǿƘƻ ǊŜǎǇƻƴŘŜŘ ǿƛǘƘ ŀ άƴƻέ ǘƻ ƘŀǾƛƴƎ ŀƴ ŀŎǘƛƻƴ Ǉƭŀƴ ǿŜǊŜ ŀǎƪŜŘ ƛŦ ǘƘŜȅ ǿƻǳƭŘ άŦƛƴŘ ƛǘ 

ƘŜƭǇŦǳƭ ǘƻ ƎŜǘ ŀǎǎƛǎǘŀƴŎŜ ƛƴ ŦƻǊƳƛƴƎ ŀƴ ŀŎǘƛƻƴ ǇƭŀƴΦέ ¢ƘŜ ǊŜǎǇƻƴǎŜǎ ƘŜǊŜ ŀǊŜ ŘƛŦŦƛŎǳƭǘ ǘƻ ƛƴǘŜǊǇǊŜǘ ōŜŎŀǳǎŜ 

Ƴŀƴȅ ƳƻǊŜ ǇŀǊǘƛŎƛǇŀƴǘǎ ŀƴǎǿŜǊŜŘ ǘƘƛǎ ǉǳŜǎǘƛƻƴ όфтύ ǘƘŀƴ ŀƴǎǿŜǊŜŘ άƴƻέ ǘƻ ǘƘŜ ŀŎǘƛƻƴ Ǉƭŀƴ ǉǳŜǎǘƛƻƴ 

(67). This means that 30 participants who had a plan answered this question. Regardless, 57% of 

responding participants indicated they would find it helpful to get assistance in forming a plan, whereas 

43% indicated they would not find it helpful (see Table 23). 

Table 23. Participants Finding it Helpful to Get Further Action Planning Assistance 

If you answered No above, would you find it helpful to get assistance in forming an action plan? 

 Yes No 

CDM 13 12 

SE 9 10 

JS 24 16 

JM 9 4 

Total 55 (57%) 42 (43%) 

 

  



 

 

  

32 Abbreviation Guide: PLR ς Practitioner Launched Resource; PLSR ς Practitioner Launched and Supported Resource;  
CDM ς Career Decision Making; SE ς Skills Enhancement; JS ς Job Search; JM ς Job Maintenance 

LMA ς Labour Market Attachment; LMAI ς Labour Market Attachment Index; SHI ς Self-Help Index 

CLIENT LABOUR MARKET OUTCOMES: EMPLOYMENT  

One impact of having increased skills, knowledge and attributes is the acquisition of employment. As can 

be seen in Table 24, 61 participants were employed at the beginning of the study whereas 103 were 

employed at the end of 4 weeks, marking a 69% increase in employment. Assuming that all participants 

who started the study employed maintained their employment, we can say that 42 clients who were not 

employed at the beginning of the study, or 25% of the 166 originally unemployed participants, gained 

employment within 4 weeks.  

Table 24. Analysis of Employment Status 

Employability 

Dimension 

Are you currently employed? 

Total Before After 

Yes No Yes No 

CDM 22 57 32 47 158 

SE 10 34 19 20 83 

JS 21 63 42 41 167 

JM 8 12 10 10 40 

Total 61 (27%) 166 (73%) 103 (47%) 118 (53%) 448 

 

hōǘŀƛƴƛƴƎ ŜƳǇƭƻȅƳŜƴǘ ƛǎ ƻƴŜ ǘƘƛƴƎΤ ƻōǘŀƛƴƛƴƎ ŀ Ƨƻō ǘƘŀǘ Ŧƛǘǎ ǿƛǘƘ ƻƴŜΩǎ ŘŜǎƛred career pathway is 

another. Table 25 ǎƘƻǿǎ ǘƘŜ ŘŜƎǊŜŜ ƻŦ Ŧƛǘ ǿƛǘƘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŎŀǊŜŜǊ Ǿƛǎƛƻƴǎ ōŜŦƻǊŜ ŀƴŘ ŀŦǘŜǊ the 

intervention. Where only 25% of ǇŀǊǘƛŎƛǇŀƴǘǎ ǊŀǘŜŘ Ŧƛǘ ŀǎ άƎƻƻŘέ ōŜŦƻǊŜ ǘƘŜ ƛƴǘŜǊǾŜƴǘƛƻƴΣ рр҈ rated it as 

άƎƻƻŘέ ŀŦǘŜǊ ς almost a 200% increase. Note, however, that 202 clients responded to this question when 

only 61 reported having a job. Clients not currently employed may have responded to this question 

thinking about: 

 the job for which they are now training or seeking, 

 the last job they had before becoming unemployed, or  

 their state of unemployment.  

We cannot differentiate these different types of responses and therefore have to approach this data 

tentatively. 

Table 25: Analysis of Quality of Job Before and After 

Employability 

Dimension 

Fit with career vision 

Before After 

Poor OK Good Poor OK Good 

CDM 10 16 3 11 6 20 

SE 15 10 10 6 5 12 

JS 6 4 4 4 16 24 

JM 1 4 5 1 2 7 

Total 32 (36%) 34 (39%) 22 (25%) 22 (19%) 29 (25%) 63 (55%) 
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INFERENTIAL ANALYSES 

CLIENT OUTCOMES: EMPLOYMENT 

Chi-square tests of proportionality indicated the change in employment status for the sample as a whole 

was statistically significant (ʋ2=47.76; p<.01) as was the change within each condition:  

 CDM: ʋ2=21.59; p<.01 
 SE: ʋ2=7.56; p<.01 
 JS: ʋ2=12.96; p<.01 
 JM: ʋ2=7.50; p<.01 

 
See Table 24 in the previous section for these data. 

CLIENT OUTCOMES: SKILLS, KNOWLEDGE & ATTRIBUTES 

CAREER DECISION MAKING 

Total skill, knowledge and attribute scores for the CDM intervention showed positive change over the 4 

weeks (F(1,70)=253.72; p<.01) in both delivery conditions, with scores roughly doubling in both 

conditions. The delivery effect was not significant (F(1,70)=1.32; p=.26), nor was the interaction (delivery 

x time) effect (F(1,70)=.66; p=.42). As Table 26 and Figure 3 show, participants in both conditions 

experienced overall improvement over time. 

These results tell us that both delivery conditions, PLR and PLSR, substantially improved over 4 weeks.  

Although descriptively we see greater gains in the PLSR condition, the difference is not significant. The 

expectation we had that PLSR condition would improve more significantly than the PLR condition was 

not met. 

Table 26. Total Skills, Knowledge & Attributes Score Averages By Time & Delivery Condition ς Career 

Decision Making 

Delivery n Before After 

PLR 34 23.71(11.38) 45.50(10.93) 

PLSR 38 24.92(11.41) 49.05(8.86) 
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Figure 3. Total Skills, Knowledge & Attributes Score Averages By Time & Delivery Condition ς CDM 

 

 

Similar results were found with the CDM knowledge, skill and attribute subscale scores (see Tables 27 to 

29). 

Table 27. Knowledge Subscale Score Averages By Time & Delivery Condition ς CDM 

Delivery N Before After Summary: 

PLR 36 10.61(5.05) 21.00(5.29) Main Effect for Delivery: F(1,73)=1.66; p=.20 

Main Effect for Time: F(1.73,)=285.64; p<.01 

Delivery X Time Interaction: F(1,73)=1.66; p=.21 
PLSR 39 10.97(5.45) 23.08(4.00) 

Table 28. Skill Subscale Score Averages By Time & Delivery Condition ς Career Decision Making 

Delivery n Before After Summary: 

PLR 34 6.00(3.75) 11.74(3.31) Main Effect for Delivery: F(1,71)=.67; p=.42 

Main Effect for Time: F1(71,)=187.67; p<.01 

Delivery X Time Interaction: F(1,71)=3.66; p=.06 
PLSR 39 6.85(3.48) 13.31(2.60) 

Table 29. Attribute Subscale Score Averages By Time & Delivery Condition ς Career Decision Making 

Delivery n Before After Summary: 

PLR 34 7.03(3.47) 12.59(2.80) Main Effect for Delivery: F(1,71)=0.01; p=.95 

Main Effect for Time: F(1,71)=2.00; p < .01 

Delivery X Time Interaction: F(1,71)=.13; p=.72 
PLSR 39 6.85(2.54) 12.69(2.87) 
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SKILL ENHANCEMENT (SE) 

As with the CDM intervention, ǘƘŜ {9 t[w ŀƴŘ t[{w ǇŀǊǘƛŎƛǇŀƴǘǎΩ {Y! ǎŎƻǊŜǎ ƛƳǇǊƻǾŜŘ ƻǾŜǊ ǘƘŜ п ǿŜŜƪǎΣ 

with the differences between the PLR and PLSR groups being non-significant. Total skill, knowledge and 

attribute scores for the SE intervention showed positive change over the 4 weeks (F(1,35)=69.33; p<.01) 

in both delivery conditions, with scores increasing by about half in both conditions. With the SE 

intervention, however, the delivery effect was significant (F(1,35)=.48; p=.04), with the PLR condition 

having higher initial scores than the PLRS condition. The interaction (delivery x time) effect was not 

significant (F(1,35)=.51; p=.48), indicating that both conditions demonstrated overall improvement over 

time (see Table 30 and Figure 4). 

Table 30: Total SKA Score Averages By Time & Delivery Condition ς Skill Enhancement 

Delivery n Before After 

PLR 21 61.38(21.50) 93.95(8.05) 

PLSR 16 50.19(18.75) 88.88(17.61) 

 

Figure 4: Total Score Averages By Time & Delivery Condition ς Skill Enhancement 

 

 

The knowledge and skill subscale findings reflected the overall findings for Skill Enhancement (see Tables 

31 & 32).  
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Table 31. Knowledge Subscale Score Averages By Time & Delivery Condition ς Skill Enhancement 

Delivery n Before After Summary: 

PLR 23 30.35(10.87) 47.65(3.97) Main Effect for Delivery: F(1,38)=5.73; p=.02 

Main Effect for Time: F(1,38)=69.86; p<.01 

Delivery X Time Interaction: F(1,38)=.91; p=.35 
PLSR 17 23.76(9.88) 45.53(11.20) 

Table 32. Skill Subscale Score Averages By Time & Delivery Condition ς Skill Enhancement 

Delivery n Before After Summary: 

PLR 22 21.45(7.53) 31.18(3.54) Main Effect for Delivery: F(1,37)=6.03; p=.02 

Main Effect for Time: F(1,37)=97.40; p<.01 

Delivery X Time Interaction: F(1,37)=2.47; p=.13 
PLSR 17 16.18(6.56) 29.59(3.74) 

 

The attribute subscale scores reflected an improvement in scores over the 4 weeks in both delivery 

conditions, with both the main effect for delivery and the interaction effect not being significant (see 

Table 33). 

Table 33: Attribute Subscale Score Averages By Time & Delivery Condition ς Skill Enhancement 

Delivery n Before After Summary: 

PLR 24 9.96(3.90) 14.54(1.74) Main Effect for Delivery: F(1,38)=.55; p=.46 

Main Effect for Time: F(1,38)=35.57; p<.01 

Delivery X Time Interaction: F(1,38)=.07; p=.80 
PLSR 16 9.25(4.11) 14.25(2.98) 

 

JOB SEARCH (JS) 

The JS intervention total SKA results paralleled the overall results: No significant main effect for delivery 

was found (F(1,72)=.71; p.=40), no significant interaction effect was found (F(1,72)=2.07; p=.16), and a 

significant improvement over time was found (F(1,72)=260.49; p<.01). In other words, both PLR and 

PLSR conditions improved in total SKA scores over time, with no significant differences in improvement 

between the conditions (see Table 34 & Figure 5). 

Table 34. Total Skills, Knowledge & Attributes Score Averages By Time & Delivery Condition ς Job 

Search 

Delivery n Before After 

PLR 41 60.51(23.76) 97.46(13.52) 

PLRS 33 53.79(23.24) 97.97(12.69) 
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Figure 5: Total SKA Score Averages By Time & Delivery Condition ς Job Search 

 

The Knowledge, Skill and Attribute subscale results paralleled the total results, as seen in Tables 35, 36 

and 37. 

Table 35. Knowledge Subscale Score Averages By Time & Delivery Condition ς Job Search 

Delivery n Before After Summary: 

PLR 43 20.44(7.93) 31.60(4.38) Main Effect for Delivery: F(1,79)=.54; p=.46 

Main Effect for Time: F(1,79)=267.63; p<.01 

Delivery X Time Interaction: F(1,79)=2.07; p=.15 
PLSR 38 18.53(7.14) 31.84(3.96) 

Table 36. Skill Subscale Score Averages By Time & Delivery Condition ς Job Search 

Delivery n Before After Summary: 

PLR 42 23.19(9.56) 37.55(5.95) Main Effect for Delivery: F(1,76)=1.42; p=.24 

Main Effect for Time: F(1,76)=243.51; p<.01 

Delivery X Time Interaction: F(1,76)=3.74; p=.06 
PLSR 36 19.39(9.89) 37.81(5.63) 

Table 37. Attribute Subscale Score Averages By Time & Delivery Condition ς Job Search 

Delivery n Before After Summary: 

PLR 43 16.56(7.04) 27.95(3.99) Main Effect for Delivery: F(1,80)=.73; p=.40 

Main Effect for Time: F(1,80)=328.85; p<.01 

Delivery X Time Interaction: F(1,80)=1.83; p=.18 
PLSR 39 14.74(6.89) 27.97(3.84) 

15

17

19

21

23

25

27

29

31

33

Before After

E
st

im
a
te

d
 M

a
rg

in
a
l 
M

e
a
n

s
 

PLR

PLSR



 

 

  

38 Abbreviation Guide: PLR ς Practitioner Launched Resource; PLSR ς Practitioner Launched and Supported Resource;  
CDM ς Career Decision Making; SE ς Skills Enhancement; JS ς Job Search; JM ς Job Maintenance 

LMA ς Labour Market Attachment; LMAI ς Labour Market Attachment Index; SHI ς Self-Help Index 

JOB MAINTENANCE (JM) 

The JM delivery condition produced results in line with the overall results for SKA change. Both PLR and 

PLSR conditions improved over time, with no significant difference in improvement between the 

conditions. The delivery effect was not significant (F(1,15)=.18; p=.68), the delivery X time interaction 

effect was not significant (F(1,15)=.19; p=.67), and the time effect was significant (F(1,15)=28.03; p<.01) 

(see Table 38 and Figure 6). 

Table 38. Total Skills, Knowledge & Attributes Score Averages By Time & Delivery Condition ς Job 

Maintenance 

Delivery n Before After 

PLR 12 55.42(12.30) 73.50(9.70) 

PLSR 5 56.20(18.38) 77.80(14.96) 

 

Figure 6. Total Skills, Knowledge & Attributes Score Averages By Time & Delivery Condition ς Job 

Maintenance 

 

The results of each subscale (Skill, Knowledge & Attributes) corresponded to the total scores, as seen in 

Tables 39, 40 and 41. 

Table 39: Knowledge Subscale Score Averages By Time & Delivery Condition ς Job Maintenance 

Delivery n Before After Summary: 

PLR 14 22.57(5.47) 30.86(3.51) Main Effect for Delivery: F(1,18)=.95; p=.34 

Main Effect for Time: F(1,18)=28.73; p<.01 

Delivery X Time Interaction: F(1,18)=.02; p=.88 
PLSR 6 25.00(8.56) 32.83(6.31) 
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Table 40. Skill Subscale Score Averages By Time & Delivery Condition ς Job Maintenance 

Delivery n Before After Summary: 

PLR 12 26.17(4.59) 34.00(4.59) Main Effect for Delivery: F(1.15)=.49; p=.49 

Main Effect for Time: F(1,15)=24.77; p<.01 

Delivery X Time Interaction: F(1,15)=.37; p=.55 
PLSR 5 26.80(9.04) 36.80(6.80) 

Table 41. Attribute Subscale Score Averages By Time & Delivery Condition ς Job Maintenance 

Delivery n Before After Summary: 

PLR 14 5.79(3.19) 9.50(1.79) Main Effect for Delivery: F(1,18)=.31; p=.59 

Main Effect for Time: F(1,18)=25.27; p<.01 

Delivery X Time Interaction: F(1,18)=.29; p=.60 
PLSR 6 6.83(4.12) 9.83(2.99) 

 

LABOUR MARKET ATTACHMENT 

LABOUR MARKET ATTACHa9b¢Ω{ w9[!¢Lhb{ILt TO SKILLS, KNOWLEDGE & ATTRIBUTES 

Two types of analyses were employed to look at the relationships between Labour Market Attachment 

Index (LMAI) scores and other variables. First, as shown in Table 42, correlations were calculated 

between the LMAI and the άBeforeέ SKA scores. These were not statistically significant, except for the 

JM group (r= -.53, p=.05). Correlations between the LMAI and the άAfterέ SKA scores were positive and 

significant for the CDM (r=.33, p=.01) and JS (r=.33, p=.01) groups. Note that the sample sizes in the SE 

(21) and JM (10) interventions were quite small, thus making it unlikely to find a significant correlation 

with either of these interventions. 

Table 42. LMAIςBefore and LMAIςAfter Correlations 

 CDM Total Score SE Total Score JS Total Score JM Total Score 

Correlation: LMAI-

Before  

r = -.06 

p = .64 

n = 63 

r = -.05 

p = .80 

n = 31 

r = -.14 

p = .30 

n = 55 

r = -.53 

p = .05 

n = 14 

Correlation: LMAI-

After  

r = .33 

p = .01 

n = 62 

r = -.28 

p = .13 

n = 30 

r = .33 

p = .01 

n = 56 

r = .05 

p = .87 

n = 15 

 

Some of these ǊŜƭŀǘƛƻƴǎƘƛǇǎ ǿŜǊŜ ǳƴŜȄǇŜŎǘŜŘΦ Lƴ ǘƘŜ άBŜŦƻǊŜέ ƛƴǎǘŀƴŎŜΣ ǿŜ ŜȄǇŜŎǘŜŘ ǘƘŀǘ ƭƻǿŜǊ 

attachment would lead to lower SKA. There was no evidence to support this expectation. Further, the 

JM intervention showed the opposite relationship: As LMAI scores go up, SKA scores go down. 
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¢ƘŜ άAŦǘŜǊέ ǎŎƻǊŜǎ ŦƻǊ ǘhe CDM and JS interventions were more aligned with our expectations. In these 

two interventions, higher LMAI scores were associated with higher SKA scores (r=.33, p=.01 for CDM; 

r=.33, p=.01), but the correlations were quite low. 

LABOUR MARKET ATTACHMENT ACROSS TIME 

For the second set of analyses of the Labour Market Attachment Index (LMAI), the sample was divided 

into three groups (High, Medium, Low) according to the rank order of participant scores. Then, the High 

group and Low group were compared to determine any statistically significant differences in SKA scores 

over time for each of the four intervention types. As seen in Table 43, 52 participants did not fully 

complete all of the items that contributed to the LMAI and therefore were excluded from these 

analyses. 

Table 43. LMAI Scores for High, Medium, Low 

Category Score Range n 

High җ тн 56 

Medium 64 - 71 60 

Low 0 - 63 60 

Missing  52 

 

The analyses for the LMAI compared those in the High category with those in the Low category. The 

distribution across the 4 intervention types is provided in Table 44. 

Table 44: LMAI Distribution Across Intervention Types 

Employability Dimension 
LMAI Group Frequencies 

Total 
Low High 

Career Decision Making 28 15 43 

Job Search 16 26 42 

Skill Enhancement 8 13 21 

Job Maintenance 8 2 10 

Total 60 56 116 

 

A series of three-way analysis of variance for repeated measures (rANOVA) was conducted to determine 

the extent to which the LMAI (High and Low) was associated with statistically significant changes in SKAs 

across time (Before and After) and delivery condition (PLR and PLSR).  

The results of the analyses for each intervention are provided in Tables 45 to 48.  

 

  



 

 

  

41 ASSESSING THE IMPACT OF CAREER DEVELOPMENT RESOURCES AND PRACTITIONER SUPPORT ACROSS THE 

EMPLOYABILITY DIMENSIONS 
 

CAREER DECISION MAKING 

Both the Low and the High LMA groups improved their overall SKA scores over time (F(1,34)=138.82; 

p<.01). No main effect for LMAI groups was found (F(1,34)=.03; p=.83), but a significant LMAI X Time 

interaction was found (F(1,34)=6.32; p=.02), indicating that the High LMA group experienced greater 

improvement over time more than the Low LMA group (see Table 45 and Figure 7). There was no 

significant differential effects for delivery mode (F(1,34)=.01, p=.98). In other words, the Low and High 

LMA participants improved about the same whether in the PLR or PLSR delivery modes.  

Table 45: LMAI x Time x Total SKA Score ς CDM 

LMAI n Before After 

Low 25 24.16(11.38) 44.44(11.07) 

High 13 19.31(11.41) 50.69(7.38) 

 

Figure 7: LMAI x Time x Total SKA ς Career Decision Making 

 

¢ƘŜǎŜ ƻǾŜǊŀƭƭ ǊŜǎǳƭǘǎ ǿŜǊŜ ƳƛǊǊƻǊŜŘ ōȅ ŜŀŎƘ ǎǳōǎŎŀƭŜΩs results, as shown in Tables 46 to 48. 
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Table 46. LMAI x Delivery x Time x Knowledge Subscale Scores ς CDM 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 26 14 10.29 12 11.42 10.81 14 19.79 12 22.50 21.04 16.00 

High 14 6 7.83 8 8.25 8.07 6 23.33 8 23.63 23.50 15.76 

Time Totals 9.45 22.31  

 

 
Delivery Totals 

PLR Total: 15.31 PLSR Total: 16.45 

Statistical Tests 

¶ LMAI: F(1,36)=.03, p=.86 

¶ Delivery: F(1,36)=.74, p=.39 

¶ Time: F(1,36)= 163.28, p<.01 

¶ LMAI X Time: F(1,36)=6.53, p=.02 

¶ Delivery X Time: F(1,36)=.13, p=.72 

¶ LMAI X Delivery X Time: F(1,36)=.18, p=.67 

The notable findings here are that participants with High LMAI scores gained more knowledge about 

CDM than those with Low LMAI Index scores (Low: 10.81 Ą 21.04; High: 8.07 Ą 23.50), and that there 

were no significant differential effects for delivery mode. 

Table 47. LMAI x Delivery X Time x Skill Subscale Scores ς CDM 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 26 13 5.92 13 7.46 6.69 13 11.00 13 12.38 11.69 9.19 

High 14 5 5.40 9 5.22 5.29 5 12.40 9 14.00 13.43 9.27 

Total 40 18 5.78 22 6.55 6.20 18 11.39 22 13.05 12.30  

Time Totals 6.00 12.45 

Delivery Totals PLR Total: 8.68 PLSR Total: 9.77 

Statistical Tests 

¶ LMAI: F(1,36)=.01, p=.95 

¶ Delivery: F(1,36)=1.23, p=.28 

¶ Time: F(1,36)= 104.28, p<.01 

¶ LMAI X Time: F(1,36)=5.24, p=.03 

¶ Delivery X Time: F(1,36)=.41, p=.52 

¶ LMAI X Delivery X Time: F(1,36)=.59, p=.45 

Participants with High LMAI scores gained more skills related to CDM than those with Low LMAI Index 

scores (Low: 6.69 Ą 11.69; High: 5.29 Ą 13.43), and no significant differential effects were found for 

delivery mode. 
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Table 48. LMAI x Delivery x Time x Attribute Subscale Scores ς CDM 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 28 15 7.40 13 6.92 7.18 15 11.80 13 11.85 11.82 9.49 

High 15 6 5.50 9 4.89 5.13 6 12.50 9 13.00 12.80 8.97 

Total 43 21 6.86 22 6.09 6.47 21 12.00 22 12.32 12.16  

Time Totals 6.18 12.29 

Delivery Totals PLR Total: 9.30 PLSR Total: 9.17 

Statistical Tests 

¶ LMAI: F(1,39)=.35, p=.56 

¶ Delivery: F(1,39)=.02, p=.88 

¶ Time: F(1,39)= 111.99, p<.01 

¶ LMAI X Time: F(1,39)=6.28, p=.02 

¶ Delivery X Time: F(1,39)=.50, p=.48 

¶ LMAI X Delivery X Time: F(1,39)=.07, p=.80 

Participants with High LMAI scores gained more positive attitudes about CDM than those with Low LMAI 

Index scores (Low: 7.18 Ą 11.82; High: 5.13 Ą 12.16). No significant differential effects for delivery 

mode were found. 

 

SKILL ENHANCEMENT 

The SE intervention interacted differently with LMAI scores than did the CDM intervention. As with 

CDM, both the Low and the High LMA groups improved their overall SKA scores over time 

(F(1,17)=152.64; p<.01), and no main effect for LMAI groups was found (F(1,17)=.94; p=.35). Unlike the 

CDM intervention, however, no LMAI X Time interaction was found (F(1,17)=.01; p=.92). Table 49 and 

Figure 8 show these results, which are paralleled by each SKA subscale, shown in Tables 50 to 52. 

Table 49: LMAI x Time x Total SKA Score -- Skill Enhancement 

LMAI n Before After 

Low 7 63.57(25.04) 95.29(8.86) 

High 12 56.17(25.23) 89.42(20.56) 
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Figure 8: LMAI x Time x Total SKA Score ς Skill Enhancement 

 

Table 50. LMAI x Time x Knowledge Subscale Scores ς Skill Enhancement 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 8 6 32.50 2 31.50 32.25 6 48.00 2 51.50 48.88 40.88 

High 13 8 28.13 5 23.00 26.15 8 48.75 5 38.80 44.92 34.67 

Total 21 14 30.00 7 25.43 28.48 14 48.43 7 42.43 46.43  

Time Totals 28.78 46.76 

Delivery Totals PLR Total: n=14, Mean=39.34 PLSR Total: n=7, Mean=36.20 

Statistical Tests 

¶ LMAI: F(1,17)=3.42, p=.08 

¶ Delivery: F(1,17)=.88, p=.36 

¶ Time: F(1,17)= 13.70, p<.01 

¶ LMAI X Time: F(1,17)<.01, p=.96 

¶ Delivery X Time: F(1,17)<.01, p=.99 

¶ LMAI X Delivery X Time: F(1,17)=.23, p=.64 
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Table 51. LMA x Time x Skill Subscale Scores ς Skill Enhancement 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 7 5 22.20 2 21.00 21.86 5 30.00 2 34.00 31.14 26.80 

High 13 8 22.00 5 12.80 18.46 8 32.50 5 28.20 30.85 23.88 

Total 20 13 22.08 7 15.14 19.65 13 31.54 7 29.86 30.95  

Time Totals 19.50 31.18 

Delivery Totals PLR Total: n=13, Mean=26.68 PLSR Total: n=7, Mean=24.00 

Statistical Tests 

¶ LMAI: F(1,16)=1.30, p=.27 

¶ Delivery: F(1,16)=1.09, p=.31 

¶ Time: F(1,16)= 25.83, p<.01 

¶ LMAI X Time: F(1,16)=.31, p=.59 

¶ Delivery X Time: F(1,16)=1.21, p=.29 

¶ LMAI X Delivery X Time: F(1,16)=.01, p=.97 

Table 52. LMAI x Time x Attribute Subscale Scores ς Skill Enhancement 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 8 6 10.50 2 12.00 10.88 6 14.83 2 16.00 15.13 13.33 

High 12 8 9.00 4 11.50 9.83 8 15.00 4 12.75 14.25 12.06 

Total 20 14 9.64 6 11.67 10.25 14 14.93 6 13.83 14.60  

Time Totals 10.75 14.65 

Delivery Totals PLR Total: n=14, Mean=12.33 PLSR Total: n=6, Mean=13.06 

Statistical Tests 

¶ LMAI: F(116,)=1.01, p=.33 

¶ Delivery: F(1,16)=.33, p=.57 

¶ Time: F(1,16)= 6.88, p=.02 

¶ LMAI X Time: F(1,16)=.03, p=.86 

¶ Delivery X Time: F(1,16)=.73, p=.41 

¶ LMAI X Delivery X Time: F(1,16)=.55, p=.47 

With the SE participants, there was no difference between Low and High LMA in improvement over time 

in skills, knowledge or attributes: Both Low and High LMA improved about equally. 

JOB SEARCH 

The JS intervention interacted with LMAI scores in the same fashion as the SE intervention. Both the Low 

and the High LMA groups improved their overall SKA scores over time (F(1,39)=123.34; p<.01). No main 

effect for LMAI groups was found (F(1,39)=.05; p=.82). Also, no LMAI X Time interaction was found 

(F(1,39)=.20; p=.66). Table 53 and Figure 9 show these results, which are paralleled by each SKA 

subscale, shown in Tables 54 to 56. 
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Table 53. LMAI x Time x Total SKA Score ς Job Search 

LMAI n Before After 

Low 16 58.31(25.03) 95.06(10.15) 

High 25 62.44(21.98) 102.24(10.86) 

 

Figure 9: LMAI x Time x Total SKA Score ς Job Search 

 

Table 54. LMAI x Time x Knowledge Subscale Scores ς Job Search 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 16 11 20.91 5 21.20 21.00 11 31.00 5 31.00 31.00 26.03 

High 26 13 23.00 13 20.22 21.50 13 33.08 13 33.23 33.15 27.33 

Total 42 24 22.04 18 20.33 21.31 24 32.13 18 32.61 32.33  

Time Totals 21.28 32.08 

Delivery Totals PLR Total: n=24, Mean=27.00 PLSR Total: n=18, Mean=26.36 

Statistical Tests 

¶ LMAI: F(1,38)=.71, p=.41 

¶ Delivery: F(1,38)=.17, p=.68 

¶ Time: F(1,38)= 10.24, p<.01 

¶ LMAI X Time: F(1,38)=.64, p=.43 

¶ Delivery X Time: F(1,38)=.45, p=.51 

¶ LMAI X Delivery X Time: F(1,38)=.64, p=.43 
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Table 55. LMAI x Time x Skill Subscale Scores ς Job Search 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 16 11 22.00 5 23.20 22.38 11 36.73 5 38.00 37.13 29.98 

High 25 12 25.58 13 21.15 23.28 12 39.50 13 40.00 39.76 31.56 

Total 41 23 23.87 18 21.72 22.93 23 38.17 18 39.44 38.73  

Time Totals 22.98 38.56 

Delivery Totals PLR Total: n=213, Mean=30.95 PLSR Total: n=18, Mean=30.59 

Statistical Tests 

¶ LMAI: F(1,37)=.59, p=.45 

¶ Delivery: F(1,37)=.03, p=.86 

¶ Time: F(1,37)= 39.38, p<.01 

¶ LMAI X Time: F(1,37)=.25, p=.62 

¶ Delivery X Time: F(1,37)=.60, p=.44 

¶ LMAI X Delivery X Time: F(1,37)=.57, p=.46 

Table 56. LMAI x Time x Attribute Subscale Scores ς Job Search 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 16 11 14.91 5 15.00 14.94 11 27.09 5 26.60 26.94 20.90 

High 26 13 18.46 13 16.77 17.62 13 29.23 13 29.54 29.38 23.50 

Total 42 24 16.83 18 16.28 16.60 24 28.25 18 28.72 28.45  

Time Totals 16.29 28.12 

Delivery Totals PLR Total: n=24, Mean=22.42 PLSR Total: n=18, Mean=21.98 

Statistical Tests 

¶ LMAI: F(1,38)=3.19, p=.08 

¶ Delivery: F(1,38)=.09, p=.76 

¶ Time: F(1,38)= 121.75, p<.01 

¶ LMAI X Time: F(1,38)=.07, p=.96 

¶ Delivery X Time: F(1,38)=.11, p=.74 

¶ LMAI X Delivery X Time: F(1,38)=.36, p=.55 

As with the SE participants, JS participants showed no difference between Low and High LMA in 

improvement over time in skills, knowledge or attributes: Both Low and High LMA improved roughly 

equally. 

JOB MAINTENANCE 

The JM intervention produced a different pattern of results with respect to LMA than the other 3 

intervention types. Note, however, that the results are almost certainly meaningless due to the very low 

sample size (see Table 57 and Figure 10). There was a significant main effect for LMA (F(1,7)=8.02, 

p=.03), with the High group starting with considerably higher scores (81.5) than the Low group (48.9). 

There was a significant effect for Time (F(1,7)=11.68; p=.01), with the Low group increasing scores 

between the start of the intervention and the end. There was also an LMA x Time interaction effect 

(F(1,7)=7.85; p=.03), with the Low group changing over time while the High group scores remained 

stable. Tables 58-60 show the subscale scores. 
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Table 57. LMAI x Time x Total SKA Score ς Job Maintenance 

LMAI n Before After 

Low 7 48.86(9.26) 74.14(12.89) 

High 2 81.50(4.95) 84.00(7.047) 

 

Figure 10: LMAI x Time x Total SKA Scores ς Job Maintenance 

 

Table 58: LMAI x Time x Knowledge Subscale Scores ς Job Maintenance 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 8 6 20.33 2 19.00 20.00 6 32.17 2 26.00 30.63 29.65 

High 2 1 34.00 1 38.00 36.00 1 34.00 1 37.00 35.50 35.75 

Total 10 7 22.29 3 25.33 23.20 7 32.43 3 29.67 31.60  

Time Totals 29.60 35.80 

Delivery Totals PLR Total: 31.65 PLSR Total: 33.75 

Statistical Tests 

¶ LMAI: F(1,6)=16.43, p=.01 

¶ Delivery: F(1,6)=.01, p=.97 

¶ Time: F(1,6)= 4.81, p=.07 

¶ LMAI X Time: F(1,6)=5.95, p=.05 

¶ Delivery X Time: F(1,6)=.51, p=.50 

¶ LMAI X Delivery X Time: F(1,6)=.22, p=.65 
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Table 59: LMAI x Time x Skill Subscale Scores ς Job Maintenance 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 7 5 23.40 2 26.00 24.14 5 36.20 2 33.00 35.29 29.65 

High 2 1 33.00 1 36.00 34.50 1 34.00 1 40.00 37.00 35.75 

Total 9 6 25.00 3 29.33 26.44 6 35.83 3 35.33 35.67  

Time Totals 29.60 35.80 

Delivery Totals PLR Total: n=6, Mean=31.65 PLSR Total: n=3, Mean=33.75 

Statistical Tests 

¶ LMAI: F(1,5)=1.41, p=.29 

¶ Delivery: F(1,5)=.17, p=.70 

¶ Time: F(1,5)= 6.83, p=.05 

¶ LMAI X Time: F(1,5)=2.43, p=.18 

¶ Delivery X Time: F(1,5)=.09, p=.78 

¶ LMAI X Delivery X Time: F(1,5)=.86, p=.40 

Table 60: LMAI x Time x Attribute Subscale Scores ς Job Maintenance 

LMAI Total n 

Before After 

Total PLR PLSR 
Total 

PLR PLSR 
Total 

n Mean n Mean n Mean n Mean 

Low 8 6 4.67 2 2.00 4.00 6 9.83 2 6.00 8.88 5.63 

High 2 1 11.00 1 11.00 11.00 1 11.00 1 12.00 11.50 11.25 

Total 10 7 5.57 3 5.00 5.40 7 10.00 3 8.00 9.40  

Time Totals 7.17 9.71 

Delivery Totals PLR Total: 9.13 PLSR Total: 7.75 

Statistical Tests 

¶ LMAI: F(1,6)=.01, p=.98 

¶ Delivery: F(1,6)=1.72, p=.24 

¶ Time: F(1,6)= 8.07, p=.03 

¶ LMAI X Time: F(1,6)=5.20, p=.06 

¶ Delivery X Time: F(1,6)=.01, p=.96 

¶ LMAI X Delivery X Time: F(1,6)=.37, p=.57 

Only 9 participants are involved in these comparisons, and only 2 of those are in the High LMA group. It 

is therefore best to ignore these results. 

SELF-HELP INDEX 

The Self-Help Index (SHI) scores did not produce the expected results. The correlations between the SHI 

and the Before SKA scores were low and not significant, except for the JM group (r=-.57, p=.05). The 

correlations between the SHI and the After SKA scores were also low and not statistically significant, 

except for the JS group (r=.36, p=.03). See Table 61 for a full list of correlations. 
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Table 61: SHI ς SKA Score Correlations, Before and After by Intervention 

 CDM Total Score SE Total Score JS Total Score JM Total Score 

Correlation: SHI-

Before SKA Score  

r = .14 

p = .43 

n = 33 

r = .27 

p = .24 

n = 21 

r = .17 

p = .28 

n = 39 

r = -.57 

p = .05 

n = 12 

Correlation: SHI-

After SKA Score 

r = .17 

p = .34 

n = 33 

r = .00 

p = 1.00 

n = 21 

r = .36 

p = .03 

n = 39 

r = .44 

p = .19 

n = 14 

 

Further analysis, in which the sample as a whole was divided into three groups (high, medium, low) 

according to the rank order of participant scores, was conducted (see Table 62 for the number of 

participants in each group).  

Table 62. Sample Sizes in SHI Groups 

Category Range n* 

High җ 47 73 

Medium 41 - 46 62 

Low 0 - 40 84 

Missing  9 

*The number of people in each category is not the same because of tied rankings in the scores. 

The High group and Low group were compared with a series of two-way analyses of variance for 

repeated measures to determine any statistically significant differences. The distribution across the 4 

treatment conditions is provided in Table 63. 

Table 63. SHI Distribution Across Intervention Conditions 

Employability Dimension 
Self-Help Index 

Total* 
Low High 

Career Decision Making 31 16 47 

Job Search 23 30 53 

Skill Enhancement 8 15 23 

Job Maintenance 11 3 14 

Total 73 64 137 
*The totals in the above Tables 62 and 63 do not agree because some participants did not answer all of the self-

help questions. 

SHI scores were not found to have a significant bearing on changes in skills, knowledge or attributes 

within the CDM or SE interventions (see Tables 64 and 65, respectively). However, main effects for SHI 

were found in the JS (F(1,51)=5.25; p=.03) and JM (F(1,51)=176.19; p<.01) interventions (see Tables 66 

and 67, respectively), with no SHI x Time interaction effects for either JS (F(1,51)=.55; p=.46) or JM 

(F(1,12)=.23; p=.53).  
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In both the JS and JM cases, this meant that the High SHI group started with higher SKA scores than the 

Low SHI group, and the High SHI group ended with higher SKA scores than the Low SKI group, with both 

groups improving equally, as shown in Figures 11 and 12. 

Figure 11. SHI x Time x Total SKA ScoreτJS 

 

Figure 12. SHI x Time x Total SKA Score--JM  
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Table 64. SHI x Time x Total SKA ScoreτCDM 

Delivery n Before After Summary: 

Low 31 24.10(11.88) 43.45(9.03) Main Effect for SHI: F(1,45)=3.09; p=.09 

Main Effect for Time: F(1,45)=142.50; p<.01 

SHI X Time Interaction: F(1,45)=.27; p=.60 
High 16 28.44(12.35) 11.97(11.97) 

Table 65. SHI x Time x Total SKA ScoreτSE 

Delivery n Before After Summary: 

Low 8 50.75(13.18) 93.75(7.40) Main Effect for SHI: F(1,21)=.28; p=.60 

Main Effect for Time: F(1,21)=31.29; p<.01 

SHI X Time Interaction: F(1,21)=.90; p=.35 
High 15 59.87(26.17) 90.40(18.30) 

Table 66. SHI x Time x Total SKA ScoreτJS 

Deliver

y 

n Before After Summary: 

Low 23 51.96(23.71) 92.48(11.84) Main Effect for SHI: F(1,51)=5.25; p=.03 

Main Effect for Time: F(1,51)=176.19; p<.01 

SHI X Time Interaction: F(1,51)=.55; p=.46 
High 30 59.03(25.27) 104.37(9.61) 

Table 67. SHI x Time x Total SKA ScoreτJM 

Delivery n Before After Summary: 

Low 11 49.36(9.17) 72.27(11.27) Main Effect for SHI: F(1,12)=9.96; p<.01 

Main Effect for Time: F(1,12)=19.48; p<.01 

SHI X Time Interaction: F(1,12)=.23; p=.53 
High 3 70.33(19.66) 87.33(7.64) 
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THEMATIC ANALYSIS 

Forty-two interviews were completed. The distribution of interviewees across the various classification 

variables used in this study is depicted in Table 68 below. 

Table 68. Interviewees by Delivery Condition & Employment Status 

Intervention 

Delivery Condition 

Total 

PLR PLSR 

Current Employment Status Current Employment Status 

Full Time  Part Time  Not 

Working 

Full Time  Part Time  Not 

Working 

CDM 2  5 1 2 4 14 

SE 2 1 2  1 4 10 

JS 3  4 3  4 14 

JM 1  2  1  4 

Total 8 1 13 4 4 12 42 

The responses to the interview questions appear in Appendix D, organized according to the common 

themes that emerged.  

There were no obvious differences between the responses of participants in either delivery condition, 

and no dramatic differences that were related to whether or not a person had found employment. 

Those who had found employment were somewhat more optimistic and confident about their ability to 

deal with future transitions and were somewhat more positive about the usefulness of the 

interventions, but these were difference of degree (the adjectives participants used in their responses), 

not differences in the nature of the response (positive or negative). 

 Themes with multiple comments that emerged regarding the resource guides were: 

 A generally positive response to the resource guidŜǎ ŀǎ ǿŜƭƭ ŀǎ ǘƘŜ ǇǊŀŎǘƛǘƛƻƴŜǊǎ όŜΦƎΦΣ άLǘ ǿŀǎ ŀ 

ǇǊƻŦƻǳƴŘ ŀƴŘ ŀƳŀȊƛƴƎ ŜȄǇŜǊƛŜƴŎŜέύ 

 Self-discovery όŜΦƎΦΣ ά¢ƻƭŘ ƳŜ ŀ ƭƻǘ ŀōƻǳǘ ƳȅǎŜƭŦέύ 

 Focus: Goal setting ς 5ŜŎƛǎƛƻƴ ƳŀƪƛƴƎ όŜΦƎΦΣ ά¢ƘŜ ƎǳƛŘŜ ƎŀǾŜ ƳŜ ƘŜƭǇŦǳƭ ǘƛǇǎ ǘƻ ŦƻŎǳǎ ƛƴ ǊŀǘƘŜǊ 

ǘƘŀƴ ŀƛƳƭŜǎǎƭȅ ǎŜŀǊŎƘƛƴƎέύ 

The interviews also confirmed that participants attributed their employment success or their success in 

making progress toward their goals largely to the intervention, whether the delivery mode was PLR or 

PLSR, rather than other factors. 

CƛƴŀƭƭȅΣ ǘƘŜ ƛƴǘŜǊǾƛŜǿǎ ƛƭƭǳǎǘǊŀǘŜŘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŎƭŀǊƛǘȅ ƻŦ ǾƛǎƛƻƴΣ ƻǇǘƛƳƛǎƳ όǊŀǘŜŘ уΦнκмлύ ŀƴŘ ŎƻƴŦƛŘŜƴŎŜ 

(rated 8.2/10) at the end of the intervention, as illustrated by the following sample quotes: 

 άLΩƳ ǾŜǊȅ ŎƭŜŀǊ ŀōƻǳǘ ǿƘŜǊŜ L ǿŀƴǘ ǘƻ ōŜΣ LΩƳ Ƨǳǎǘ ƴƻǘ ǘƘŜǊŜ ȅŜǘΦέ 
 άL ŦŜŜƭ ƭƛƪŜ LΩƳ ƛƴ ǘƘŜ ŘƛǊŜŎǘƛƻƴ L ǿŀƴǘ ǘƻ ōŜ ƛƴ ŀƴŘ ǘƘƛǎ ǇǊƻƧŜŎǘ ǊŜŀƭƭȅ ƘŜƭǇŜŘ ǘƻ ŦƻŎǳǎ ƻƴ ǘƘŀǘΦέ 
 άLΩƳ ǎƻ ŜȄŎƛǘŜŘΦ L ŦŜŜƭ ǎƻ ƳƻǘƛǾŀǘŜŘ ōȅ ǘƘŜ ǎŜƭŦ-discovery I experienced through the gǳƛŘŜΦέ 
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 άL ŀƳ ǾŜǊȅ ŎƻƴŦƛŘŜƴǘΦ L ƪƴƻǿ ǿƘŜǊŜ L ǿŀƴǘ ǘƻ Ǝƻ ŀƴŘ ƛŦ ǘƘƛǎ ŘƛŘƴΩǘ ǿƻǊƪ ƻǳǘΣ ƛǘ ǎƘƻǳƭŘ ōŜ Ŝŀǎȅ ŦƻǊ 
ƳŜ ǘƻ ŦƛƎǳǊŜ ƻǳǘ ǿƘŀǘ ǘƻ ŘƻΦέ 

 ά²ŀȅ ƳƻǊŜ ŎƻƴŦƛŘŜƴǘ ƎƻƛƴƎ ƛƴǘƻ ƛƴǘŜǊǾƛŜǿǎΦέ 
 ά²ƻǊƪƛƴƎ ǿƛǘƘ ƎǳƛŘŜ ŀƴŘ practitioner has helped and has made me more confident in managing 
ŎŀǊŜŜǊ ǘǊŀƴǎƛǘƛƻƴǎΦέ 

DISCUSSION 

A number of key hypotheses were tested in this study, as were some supplementary questions. We 

repeat the hypotheses and questions below for the benefit of the reader. 

Hypothesis 1:  

Regardless of participant condition (weakly or strongly attached to the labour market) or 

delivery mode (PLR or PLSR), positive client change will result. 

 

The results of this study are sufficiently clear to point us in the right direction for future research, but 

messy enough to promise some unexpected results in the future. Part of the main hypothesis was well 

supported: Clients who undergo a thorough needs analysis and then receive resources tailored to their 

dominant employability need increase their skills, knowledge and attributes and experience increased 

employment. This was true regardless of participant condition (LMA attachment) or delivery condition 

(PLR or PLSR). 

One could argue that the absence of a control group prevents the conclusion that either needs analysis 

or the intervention was the ticket to client success. We do not argue that an appropriate comparison 

group would not be a good idea in future research, but have already pointed out the ethical limitations 

associated with this. We have three reasons for believing that the needs analysis, the intervention, or 

both were the cause of client change:  

1. Participants overwhelming claimed that the changes they experienced and successes they 

achieved were the result of the study. 

2. The amount of change that was experienced was both statistically and clinically significant.  

3. Clients started at various times over the duration of the study (i.e., the study ran for several 

months with continuous intake, but each client participated for only 4 weeks). This staggered 

start of treatment conditions resulted in the equivalent of a multiple baseline control for effects 

related to time. 

 

 

Hypothesis 2:  

Regardless of participant condition (weakly or strongly attached), the Practitioner 

Launched and Supported Resource (PLSR) mode will result in more significant client 

change than the Practitioner Launched Resource (PLR) mode of delivery. 
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We were surprised that the second hypothesis ς that the group supported by the practitioner after the 

needs analysis would achieve better outcomes than the group simply launched by the practitioner after 

the needs analysis ς was not statistically supported (although the findings showed a consistent trend in 

this direction). There are a number of ways to make sense of this finding: 

1. The process of the needs analysis may be sufficient to create a necessary working alliance. There 

is some evidence in a different contextτthe education fieldτto show that career development 

ŘƛŀƭƻƎǳŜΣ ŦƻŎǳǎǎŜŘ ƻƴ ǘƘŜ ŦǳǘǳǊŜΣ άŎƻƴǘǊƛōǳǘŜǎ Ƴƻǎǘ ǘƻ ǘƘŜ ǇǊŜǎŜƴŎŜ ƻŦ ŎŀǊŜŜǊ ŎƻƳǇŜǘŜƴŎƛŜǎ 

among students. Without this dialogue, career guidance methods and instruments barely 

ŎƻƴǘǊƛōǳǘŜ ǘƻ ǘƘŜ ŀŎǉǳƛǎƛǘƛƻƴ ƻŦ ŎŀǊŜŜǊ ŎƻƳǇŜǘŜƴŎƛŜǎέ όYǳƛƧǇŜrs, M., Meijers, F., & Gundy, C. 

(2011, p. 21)). Kuijpers et al. found that genuine two-way conversation is the largest contributor 

to career development competence, compared to other interventions such as career-related 

inventories, class discussions, portfolio development or personal career development plan 

development. Their research points to the importance of true dialogue at the onset of an 

intervention as the key to the success of the intervention. The practitioners in our study may 

have not practiceŘ άŘƛŀƭƻƎǳŜέ ƛƴ ŜȄŀŎǘƭȅ ǘƘŜ ǿŀȅ ǘƘŜ YǳƛƧǇŜǊǎ Ŝǘ ŀƭΦ ŘŜǎŎǊƛōŜΣ ōǳǘ ǘƘŜȅ ŎŜǊǘŀƛƴƭȅ 

did devote a working session to understanding client concerns, reflecting the concerns back to 

the client, expressing optimism about resolving the concerns and making plans to make changes 

regardless of treatment condition (PLR or PLSR).  

 

2. The resource materials were particularly strong. The resource guides were created by very 

seasoned practitioners (one, for example, has delivered individual career/employment services 

to over 10,000 clients) who combined ǎƻƳŜ ƻŦ ǘƘŜ ǿƻǊƭŘΩǎ ōŜǎǘ ǊŜǎƻǳǊŎŜǎ ƛƴǘƻ ǾŜǊȅ ǊŜŀŘŀōƭŜΣ 

logical and step-by-step packages. The resource guides were very focused on a specific 

Employability Dimension, yet were sufficiently holistic that clients could meet a broader range of 

needs if required. The guides were also developed based on principles of effective self-help 

identified in the literature. It may be that the solid content and processes within these resource 

guides provided as much information and guidance as clients could absorb in a 4-week period. 

The interview results support this rationaleΣ ǿƛǘƘ ŎƻƳƳŜƴǘǎ ǎǳŎƘ ŀǎ ά¢ƘŜ guide really clarified 

ŦƻǊ ƳŜ ǿƘŀǘ L ǿŀƴǘ ǘƻ Řƻ ƛƴ Ƴȅ ǿƻǊƪΧ Lǘ ǊŜ-ŎƻƴƴŜŎǘŜŘ ƳŜ ǿƛǘƘ ƳȅǎŜƭŦΣέ ά¢ƘŜ guide was hugely 

ōŜƴŜŦƛŎƛŀƭέ ŀƴŘ ά¢Ƙe gǳƛŘŜ ƛǎ ǾŜǊȅ ǿŜƭƭ Ǉǳǘ ǘƻƎŜǘƘŜǊΦέ 

 

3. The PLSR condition interfered with the practitionersΩ ǎŜǊǾƛŎŜ ŘŜƭƛǾŜǊȅ ŎƻƴǘŜƴǘ ŀƴŘ ƴŀǘǳǊŀƭ ǎǘȅƭŜ. 

Recall that practitioners were asked to follow the resource guides with their clients quite closely 

in the PLSR condition. We asked practitioners to suppress their natural approach and follow the 

guides so that cleaner comparisons could be made between the PLR and the PLSR conditions. 

This approach may have limited the qǳŀƭƛǘȅ ƻŦ ǇǊŀŎǘƛǘƛƻƴŜǊǎΩ ƛƴǘŜǊǾŜƴǘƛƻƴǎ. Rather than following 

ǘƘŜƛǊ ƛƴǘǳƛǘƛƻƴΣ ǊŜŀƭƭȅ ŜƴƎŀƎƛƴƎ ǿƛǘƘ ŎƭƛŜƴǘǎΩ ǎǘƻǊƛŜǎ ŀƴŘ ǊŜǎǇƻƴŘƛƴƎ ƛƴ ǘƘŜƛǊ ƴŀǘǳǊŀƭ ƳŀƴƴŜǊΣ 

practitioners may have been stilted in their interactions with clients. This may have limited their 

contribution in many ways. 

 

4. The content covered in the PLR and PLSR groups was largely the same. Because practitioners 

were asked to use the resource gǳƛŘŜ ŀǎ ǘƘŜ άŘǊƛǾŜǊέ ƻŦ ǘƘŜƛǊ PLSR sessions with clients, it is 

possible that the actual content of the two groups was too similar to garner significantly 

different results.  Tracking sheets suggests that practitioners adhered very closely to the content 



 

 

  

56 Abbreviation Guide: PLR ς Practitioner Launched Resource; PLSR ς Practitioner Launched and Supported Resource;  
CDM ς Career Decision Making; SE ς Skills Enhancement; JS ς Job Search; JM ς Job Maintenance 

LMA ς Labour Market Attachment; LMAI ς Labour Market Attachment Index; SHI ς Self-Help Index 

of the resource guides and did not introduce supplementary resources/tools in their interactions 

with clients.  

 

5. ¢ƘŜ ŎƭƛŜƴǘǎ ǿƘƻ ǊŜŀƭƭȅ ƴŜŜŘŜŘ ŀ ǇǊŀŎǘƛǘƛƻƴŜǊΩǎ ǎǳǇǇƻǊǘ ǿŜǊŜ ǎŎǊŜŜƴŜŘ ƻǳǘ ƻŦ ǘƘŜ ǎǘǳŘȅΦ Although 

the intention was to have practitioners screen out only those clients with significant literacy 

issues, without computer access or those who were existing clients, practitioners deemed many 

additional clients to be ineligible for the study for a range of other reasons (see Appendix A).  As 

described earlier, approximately 100 potential participants were screened out because of time 

constraints that did not allow for four weeks of intervention; active addiction issues; physical 

and mental health issues; knowledge of the educational program and school they wanted; 

multiple previous files and a number of other issues. If these individuals had been included, they 

would have made up 25% to 30% of the final sample, certainly a large enough proportion to 

change the statistical findings. And, it is these individuals who may show the most benefit from 

practitioner support. This, of course, is why they may have been excluded: Practitioner training 

and experience is geared toward helping clients to avoid the path of failure. 

 

After the study was completed, we discovered anecdotally that another level of screening may 

have occurred in some of the employment centres. Some centres had staff members dedicated 

to the study: that is, assigned staff saw only individuals who would be invited to participate 

(assuming appropriate literacy levels). The individuals in the centre who administer client-

practitioner matches (i.e., who direct the client to a particular practitioner) were not necessarily 

involved in the orientation to the research. It turns out that some of them made decisions about 

who would likely not benefit from a self-help approach and simply referred these clients to 

practitioners who were not part of the study. We have no way of knowing how many clients 

may have been diverted in this manner. 

6. Two to four practitioner sessions may not be significŀƴǘ ŎƻƳǇŀǊŜŘ ǘƻ ŀ ƳƻƴǘƘΩǎ ǿƻǊǘƘ ƻŦ ǎŜƭŦ-

help resources. Most of the work done by participants in the PLSR condition was completed 

between practitioner sessions. For example, participants who spent 1 hour with a practitioner 

and 20 hours per week working on their need would have been working independently 95% of 

the time. It could be the case that practitioner support needs to play a more significant role for 

real differences to be discerned. Hiebert et al.Ωǎ όнлммύ ǎǘǳŘȅ ǿƻǳƭŘ ƴƻǘ ǎǳǇǇƻǊǘ ǘƘƛǎ 

explanation, however: Supported clients were found to improve more than independent clients 

in an equally brief period. 

We believe the most reasonable explanation is a combination of several of the arguments above. The 

resource guides were very strong and were more effectively used by participants than might have 

otherwise been the case because of the screening of clients deemed ineligible. Also, the launch of the 

client is pivotal: A thorough needs analysis by a skilled practitioner followed by an orientation to a 

tailored resource guide provides clients with focus (they know what to do), confidence (they believe it 

will work) and moral support (they know they have a fall-back person to go to). These three elements 

appear to be outcome enhancers in this study. 

Hypothesis 3:  

Stronger results will be seen among those clients who are more strongly attached to the labour 



 

 

  

57 ASSESSING THE IMPACT OF CAREER DEVELOPMENT RESOURCES AND PRACTITIONER SUPPORT ACROSS THE 

EMPLOYABILITY DIMENSIONS 
 

market, regardless of delivery mode (i.e. both groups will change, but clients who are more 

strongly attached will change more than clients who are weakly attached). 

 

This hypothesis was not supported except with the CDM intervention and, from a clinical perspective, 

the difference between the High and Low LMAI groups within the CDM intervention was only moderate. 

We suspect that the screening of a large number of ŎƭƛŜƴǘǎ ǊŜŘǳŎŜŘ ǘƘŜ ǊŀƴƎŜ ƻŦ ǇŀǊǘƛŎƛǇŀƴǘǎΩ 

ŀǘǘŀŎƘƳŜƴǘ ƭŜǾŜƭǎΣ ǘƘŜǊŜōȅ ǊŜŘǳŎƛƴƎ ǘƘŜ ǎǘǳŘȅΩǎ ŀōƛƭƛǘȅ ǘƻ ŘŜǘŜŎǘ ŘƛŦŦŜǊŜƴŎŜǎ ōŜǘǿŜŜƴ [ƻǿ ŀƴŘ IƛƎƘ 

groups. It appears that many clients who may have had very low LMAI scores were excluded from the 

study even though this was not in the research protocols covered in the orientation.   

A deeper look at the analysis discovered an interesting pattern that may be worth pursuing in future 

research: The final SKA score standard deviations are smaller than the beginning standard deviations for 

all interventions. For example, the JS intervention total SKA standard deviation was 23.0 before the 

intervention and 11.0 after the intervention. This pattern may suggest that clients became more 

focussed in the way they thought about their relationship to the work world by virtue of the 

interventions. 

Although disappointed in the lack of clarity offered by the results, we believe there is enough substance 

in the LMAI to make it worth pursuing the refinement of the instrument. Involving a broader range of 

clients to ensure very low LMA and very high LMA in future research would allow us to see if the 

ƛƴǎǘǊǳƳŜƴǘ ǇǊŜŘƛŎǘǎ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǊŜǎǇƻƴǎŜ ǘƻ ƛƴǘŜǊǾŜƴǘƛƻƴǎΦ !ƭǎƻΣ ŀ ƎǊŜŀǘŜǊ ǊŀƴƎŜ ǿƻǳƭŘ ƭƛƪŜƭȅ ƳŀƪŜ ƛt 

easier to examine which sets of items have a real bearing on LMA. 

Hypothesis 4:  

For clients who are weakly attached (to the labour market), the differential effect of the two 

delivery modes will be more pronounced than for the strongly attached group (i.e. weakly 

attached clients may be less likely to benefit from independent resource use than strongly 

attached clients). 

 

This hypothesis was not supported. As described above, the only significant effect found was the High 

LMAI group improving more than the Low LMAI group in the CDM intervention. This may be due to the 

possibly narrow range of attachment available to this study or to problems with the LMAI as an index.  

Supplementary Questions #1 & #2: 

How can the propensity for self-help be measured? How does client propensity for self-help 

affect client outcomes? 

 

This study did not answer these questions in a satisfying way. The SHI did not consistently correlate with 

client change. At face value, most of the SHI items appear to be obvious indicators of the ability to take 

ƘƻƭŘ ƻŦ ƻƴŜΩǎ ƻǿƴ ŘŜǾŜƭƻǇƳŜƴǘ όe.g., I am self-disciplined, I really want to change my current 
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circumstances). Some items, however, may be too procedural. For example, it is certainly possible that 

individuals with a high propensity for self-ƘŜƭǇ ŎƻǳƭŘ ŀǎǎƛƎƴ ŀ ƭƻǿ ǊŀǘƛƴƎ ǘƻ ƛǘŜƳǎ ǎǳŎƘ ŀǎ ά²ƘŜƴ L ǎŜǘ ŀƴ 

ƛƳǇƻǊǘŀƴǘ Ǝƻŀƭ ŦƻǊ ƳȅǎŜƭŦΣ L ŀƭǎƻ ǘǊȅ ǘƻ ŘŜƭƛōŜǊŀǘŜƭȅ ǘǊŀŎƪ Ƴȅ ǇǊƻƎǊŜǎǎ ǘƻǿŀǊŘǎ ǘƘŜ Ǝƻŀƭέ ƻǊ ά²ƘŜƴ L ǎŜǘ 

an important goal for myself, I also establish a way to reward myself foǊ ǎǘƛŎƪƛƴƎ ǘƻ Ƴȅ ǇƭŀƴǎΦέ tŜǊƘŀǇǎ 

ƛƴŘƛǾƛŘǳŀƭǎ Ŏŀƴ ōŜ ǉǳƛǘŜ ǎǘǊƻƴƎ άǎŜƭŦ-ƘŜƭǇŜǊǎέ ŀƴŘ ȅŜǘ ƘŀǾŜ ƻǘƘŜǊ ƳŜŀƴǎ ƻŦ ŜƴǎǳǊƛƴƎ ŎƻƴǘƛƴǳŜŘ ǇǊƻƎǊŜǎǎΦ 

About a third of the SHI items are of this nature. 

Another and more likely reason the SHI may not have produced clear results is the elevated level of 

clients screened out of the study, described earlier. The range of SHI scores may have been wider if 

these clients had been included. The narrower range of scores available to the study may have been 

insufficient to highlight existing differences. 

Given the results of both Hiebert et al.Ωǎ όнлммύ ǎǘǳŘȅ ŀƴŘ ǘƘƛǎ ǎǘǳŘȅΣ ǿƘƛŎƘ ŎƭŜŀǊƭȅ ǎƘƻǿ ǘƘat some 

individuals can benefit greatly from self-help materials, and considering the enormous costs of 

attempting to provide one-to-one service to clients in Alberta, Manitoba and most other 

provinces/territories, it is important to develop a strong self-help measure. A SHI of some sort could 

identify clients who could be launched to do their own work with good resources, freeing up 

practitioners to fully attend to those who would not progress without their help. We recommend that 

further work be done on the SHI developed for this study, and we encourage other researchers to 

consider different ways of assessing self-help ability.  

As a next step for the SHI used in this study, it would be sensible to take a procedural step back and 

conduct a study in which a wide range of clients are provided tailored self-help resources after a 

thorough needs analysis and:  

 practitioners rate clients on their ability to self-help, clients rate themselves on their ability to 

self-help, and these ratings are compared to SHI scores;  

 an internal item-by-item analysis of the SHI is completed to determine items that cluster 

together; and 

 both overall and item-by-item comparisons are made to overall client gains in SKAs and 

employment outcomes. 

CONCLUSION 

Perhaps the most important finding from a practical perspective is that career development 

interventions work. Regardless of need or delivery mode, clients demonstrated substantial positive 

changes in skills, knowledge, personal attributes, employment and quality of fit of employment. This is a 

ǇŀǊǘƛŎǳƭŀǊƭȅ ƴƻǘŜǿƻǊǘƘȅ ǎŜǘ ƻŦ ŦƛƴŘƛƴƎǎ ƎƛǾŜƴ ǘƘŜ ǎƘƻǊǘ ƛƴǘŜǊǾŜƴǘƛƻƴ ǇŜǊƛƻŘ ƻŦ п ǿŜŜƪǎ ŀƴŘ ǘƘŜ άǊŜŀƭ-ƭƛŦŜέ 

setting in which the changes occurred. These results were not produced in a lab: Real practitioners 

working with actual clients in a variety of communities helped these clients achieve positive outcomes. 

From a practical standpoint, the methods and the resource guides ŀǊŜ ǘƘŜǊŜŦƻǊŜ άǊŜŀŘȅ ǘƻ Ǝƻέ ŦƻǊ ǳǎŜ ƛƴ 

any employment centre ς ǾƛǊǘǳŀƭƭȅ ƴƻ ŀŘƧǳǎǘƳŜƴǘǎ ŀǊŜ ƴŜŜŘŜŘ ǘƻ ŀŘŀǇǘ ǘƘŜǎŜ ǘƻ ǘƘŜ άǊŜŀƭ ǿƻǊƭŘΦέ 

A striking finding of this study is that many clients can significantly benefit from strong resource guides if 

they are assigned the appropriate guide based on thorough needs assessments by practitioners. This 
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finding has considerable practical significance: Self-help guides work and can be used as a first line of 

intervention, saving valuable practitioner time for clients who really need it.  

From a methodological point of view, this study sends a strong message that researchers need to be 

crystal clear with field practitioners about procedural guidelines. This needs to be done without 

interfering with the skill and experieƴŎŜ ƻŦ ǇǊŀŎǘƛǘƛƻƴŜǊǎ ŘƻƛƴƎ ǘƘŜƛǊ ǿƻǊƪΦ Lƴ ǘƘŜ ŜŦŦƻǊǘ ǘƻ ōŜ ŀǎ άǊŜŀƭ-

ƭƛŦŜέ ŀǎ ǇƻǎǎƛōƭŜΣ ǘƘƛǎ ǎǘǳŘȅ ŜǊǊŜŘ ƻƴ ǘƘŜ ǎƛŘŜ ƻŦ ŜƴŀōƭƛƴƎ ǇǊŀŎǘƛǘƛƻƴŜǊ ŘƛǎŎǊŜǘƛƻƴΦ ¢ƘŜ ƴŜȄǘ ǎtudy should 

be more balanced. Important findings were missed because of unanticipated screening of clients who 

likely would have had difficulty with self-ƘŜƭǇ ƳŀǘŜǊƛŀƭǎΦ ¢ƘŜ άŎǊŜŀƳƛƴƎέ ƻŦ ǘƘŜ ǎŀƳǇƭŜ ǘƘŀǘ ƻŎŎǳǊǊŜŘ 

prevents conclusions being drawn about conditions under which self-help materials do not work well, 

especially as compared to practitioner assistance. Having noted this problem, however, we have no 

regrets about the efforts made to undertake the study in the settings in which the results will ultimately 

be used. 

Future areas of research to which this study readily points are many:  

1. The Self-Help Index did not do what it was intended to do. The SHI may be, especially from a 

practical perspective, the most important focus of future research. We now know that many 

clients can truly benefit from strong self-help resources, but we do not know which clients will 

not. We need a way to effectively differentiate these individuals so that interventions are 

targeted and clients are not set up for failure. 

2. The Labour Market Attachment Index showed some promise, but far more work is needed to 

make it a useful tool. As with the SHI, the LMAI was an exploratory tool created for this study. 

And, as with the SHI, it will need more focussed research in subsequent studies in order to 

strengthen items, eliminate items and determine its actual predictive value. 

3. Regardless of the SHI or LMAI, future research energy would be well spent on determining the 

conditions under which clients thrive with self-help resources vs. 1-to-1 practitioner support. 

How well would clients do without the needs assessment? What if they did the needs 

assessment themselves, perhaps on-line? What if practitioners are not constrained by using the 

same resource guide the clients are using?   

Addressing the questions raised above would continue building the evidence base for career 

ŘŜǾŜƭƻǇƳŜƴǘ ǎŜǊǾƛŎŜǎΦ ¢Ƙƛǎ ƛǎ ƛƳǇƻǊǘŀƴǘ ǿƻǊƪΣ ǘƘŜ ƻǳǘŎƻƳŜǎ ƻŦ ǿƘƛŎƘ ŘƛǊŜŎǘƭȅ ŀŦŦŜŎǘ ŎƭƛŜƴǘǎΩ ǿŜƭƭōŜƛƴƎΣ 

ǇǊŀŎǘƛǘƛƻƴŜǊǎΩ ǎŜƴǎŜ ƻŦ ǾŀƭǳŜΣ ŜƳǇƭƻȅŜǊǎΩ ŀōƛƭƛǘȅ ǘƻ ƘƛǊŜ ǊŜŀŘȅ ǿƻǊƪŜǊǎΣ ŎƻƳƳǳƴƛǘȅ ǿellbeing, and 

socioeconomic improvements. Substantial government resources are directed toward endeavours 

examined in this study; it is well worth the effort to improve the use of these resources for better client 

outcomes. 
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APPENDIX A:  CL IENTS DEEMED INELIGIBLE 

Tracking Clients you Deem Ineligible MB AB 

Starting a new job and could not commit to the research process due to time 
constraints 

  2 

Active in their addiction   13 

Medical Issues (Physical and/or Mental Health)   13 

Unstable housing - need to deal with eviction, etc.   2 

Escaping domestic violence situation and needs to focus on housing, children, 
counselling support 

  3 

Client is already receiving supports from EAS 4 2 

Previous EM Client   2 

Client previously receiving supports from EAS   3 

Client has LCA for school/knows what program and school wants to go to   8 

Low English skills 4 2 

Already started training 1 1 

Existing Clients 9   

Unsure of client's employability dimensions (was thinking of going to school, 
wanted to look for a job, maybe start a business) 

3   

wanted support from a counsellor to make a decision (within 4 weeks) about 
training 

1   

Training program starts within 4 weeks 5   

wanted referral to MPI truck driver training program 1   

Lack of English communication skills (Benchmark level 2) 1   

No phone/computer access / Transient / Involved in Life Skills course   1 

Involvement in another program   1 

client decided on training between recruitment and first research session 1   

client had not previously disclosed she is receiving facilitated counselling 1   

Possible PIPP client 3   

multiple prev. files or existing client 10   

new immigrants (referred to MB Start or have been coached) 6   

already working with an agency 4   
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Tracking Clients you Deem Ineligible MB AB 

school already started or LOA received 6   

client declined survey 2   

client seeks self-employment 2   

no computer access 2   

existing ESA or EC client 16   

will be out of the country during time of research program (i.e. 2 weeks or more 2   

Language barrier 2   

not eligible for funding assistance because training program doesn't meet our 
criteria 

1   

can't take time off work to meet w/an employment counsellor (if chosen for 
supported group) 

1   

had job offers - being picky   2 

crisis situation i.e. homeless   1 

intervention already   5 

just not interested   2 

doesn't want to be involved as feels he will be getting a job in the next 5 days   1 

time commitment   32 

not suitable   2 

# of client ineligible to participate 88 98 

TOTAL DEEMED INELIGIBLE 186 
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APPENDIX B :  LABOUR MARKET ATTACHMENT INDEX 

SCORING AND SELF-HELP INDEX 

The following items are drawn from the Initial Survey (Appendix A). 

The Labour Market Attachment Index comprises the following: 
 All items highlighted in blue + all items highlighted in yellow 

The Self-help Index is composed of the following: 
 All items highlighted in green + all items highlighted in yellow 

 

If you were unemployed in the last 5 years, please estimate the 

number of months you were unemployed during the last 5 years.   

0 months = +2 

0-5 months = +1 

6-12 months =   0 

13-24 months  = -1 

25+ months = -1 

 

Please check ONE of the following that BEST applies to your current work situation 

Employment Status 

Current work status 

0 = not currently working +1 = part-time work +2 = full-time work 

Which statement BEST applies to you? 

I am not employed and I am not looking for work because: Ä I am a student 

 Ä I am retired 

 -2 if any of these are checked Ä I am a stay-at-home parent 

 Ä Other (Please specify) 

  _______________________ 

+1 if Ä I am looking for work but am not available to work right now 

any of Ä I am not employed, I would like to be employed and I am looking for work 

these Ä I am temporarily laid off but am expecting to be called back 

are Ä I am underemployed (I want to be working more hours at the same type of job) 

checked Ä I am underemployed (I am qualified to do more skilled, better paid work) 

Which statement BEST applies to you? 

0 = I have never been employed 

+1 = I have had some jobs for short periods (weeks or months) at a time 

+2 = I have had fairly steady employment in the past 

 

  



 

 

  

66 Abbreviation Guide: PLR ς Practitioner Launched Resource; PLSR ς Practitioner Launched and Supported Resource;  
CDM ς Career Decision Making; SE ς Skills Enhancement; JS ς Job Search; JM ς Job Maintenance 

LMA ς Labour Market Attachment; LMAI ς Labour Market Attachment Index; SHI ς Self-Help Index 

Other relevant factors 

Are you a citizen or permanent resident of Canada? (i.e., legally entitled to work in Canada) 

     +2 = Yes           0 = No 

Do you have a criminal record? 0 = No -2 = Yes 

Are you a single parent? 0 = No -1 = Yes, with reliable child care 

  -2 = Yes, with child care that is not reliable 

Do you have (check all that apply): -2 = A physical disability 

-2 = A learning disability  

-2 = Mental health issues 

0 = None of the above 

Did one or both of my parents receive 

social assistance when you were 

growing up? 

+2 =  No -2 = Yes 

When you were growing up, you lived: -2 = In social housing  

0 = In other housing  

-2 = On a reserve  

0 = LΩƳ ƴƻǘ ǎǳǊŜ  

Currently, you live:  -2 = In social housing  

0 = In other housing  

-2 = On a reserve  

0 = LΩƳ ƴƻǘ ǎǳǊŜ  

 

If you are currently looking for work, what are you doing (check all that apply to you)?  

0 = Looking at job ads  

+1 = Answering job ads  

Ä Using a public Employment Centre  

Ä Checking with employers  

Ä Asking relatives and friends for help  

Ä Using other methods (please specify): 

  +2 if any of these are checked 
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Please indicate how well the following items describe using the scale below: 

  Not at 
all 

Not 
much 

A little Quite 
a bit 

A lot 

1. When I was growing up, I had positive thoughts and 
feelings about work 

Ä Ä Ä Ä Ä 

2. When I was growing up, I had positive thoughts about 
getting an education 

Ä Ä Ä Ä Ä 

3. Right now, I view work positively Ä Ä Ä Ä Ä 

4. If the right work became available for me, I think I would 
be successful at it 

Ä Ä Ä Ä Ä 

5. My friends would rate me as reliable Ä Ä Ä Ä Ä 

6. I am self-disciplined Ä Ä Ä Ä Ä 

7. When I was in school, I was very involved in school 
activities 

Ä Ä Ä Ä Ä 

8. I found school to be a positive experience Ä Ä Ä Ä Ä 

9. I am willing to move to find work Ä Ä Ä Ä Ä 

10. I am confident that I can do what I need to do to find 
suitable work 

Ä Ä Ä Ä Ä 

11. I really want to change my current circumstances Ä Ä Ä Ä Ä 

12. I generally do what I say I am going to do, even if I just 
say it to myself 

Ä Ä Ä Ä Ä 

13. If my life is going to change for the better, I am the one 
who will change it 

Ä Ä Ä Ä Ä 

14. Holding steady employment is an important goal for me Ä Ä Ä Ä Ä 

15. I don't want to find work Ä Ä Ä Ä Ä 

16. I want to make more money Ä Ä Ä Ä Ä 

17. I'll feel better about myself if I get work Ä Ä Ä Ä Ä 

18. I have goals that I would like to reach Ä Ä Ä Ä Ä 

19. I want to be successful Ä Ä Ä Ä Ä 

20. I like working when I'm doing the right work Ä Ä Ä Ä Ä 

21. Right now my career goals are things I really want for 
myself, and not the result of others pressuring me to do 
it 

Ä Ä Ä Ä Ä 

22. Getting my career on track is mostly a matter of learning 
how to go about it 

Ä Ä Ä Ä Ä 
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  Not at 
all 

Not 
much 

A little Quite 
a bit 

A lot 

23. When I set an important goal for myself, I also try to 
deliberately track my progress towards the goal 

Ä Ä Ä Ä Ä 

24. When I set an important goal for myself, I also set up a 
plan to keep myself motivated and interested in working 
on achieving my goal  

Ä Ä Ä Ä Ä 

25. When I set an important goal for myself, I also establish a 
way to reward myself for sticking to my plans 

Ä Ä Ä Ä Ä 

26. When I set an important goal for myself, I break down 
the overall goal into a series of steps where each step 
brings me closer to achieving my ultimate goal 

Ä Ä Ä Ä Ä 

27. When I set an important goal for myself, I make sure it is 
very specific, to the extent that someone who didn't 
know what the goal was could tell whether or not the 
goal had been reached 

Ä Ä Ä Ä Ä 

28. The goals I set for myself are realistic, not too high and 
not too low 

Ä Ä Ä Ä Ä 

 

Scoring Key 

¶ Not at all = 0 

¶ Not much = 1 

¶ A little = 2 

¶ Quite a bit = 3 

¶ A lot = 4 
Items that have reverse scoring: #15 

Score Key: 2 Dependent Measures 

1. Labour Market Attachment Index 

¶ All items highlighted in blue + all items highlighted in yellow 

¶ Maximum score = 14 + 19*4 = 90 

¶ Range of scores: -24 ăĄ 90   
 

2. Self-help Index 

¶ All items highlighted in green + all items highlighted in yellow 

¶ Maximum score = 13*4 = 52 

¶ Range of scores: 0 ăĄ 52 
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APPENDIX C:  IN IT IAL  SURVEY 

INITIAL SURVEY 

ASSESSING THE IMPACT OF CAREER RESOURCES AND SUPPORT ACROSS THE 

EMPLOYABILITY DIMENSIONS 

Please provide the background information requested below. This information will help us 
evaluate the effectiveness of the services we are providing. You may omit any questions that 
you feel uncomfortable answering, however, it will be most helpful if you answer all questions. 
Your answers will be shared ONLY with the researchers for this project. 

Name:  

Gender:      Ä Male           Ä Female 

Cultural/ethnic background (check all 

that apply) 
Ä Aboriginal Ä Visible minority Ä Immigrant 

Year of Birth (yyyy) :  

Current city of residence  

Current province of residence  

Name of agency offering you service  

Please indicate your education qualifications 

Education Level  Year obtained 

Less than a High School Graduation Certificate   

High School Graduation Certificate   

Trade or Technical Certificate   

College Diploma   

University Bachelor degree (name of degree + major)   

University graduate degree (name of degree + specialization)   

Other (please specify)   
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Please indicate your Employment History  

How many different jobs have you had in the last 5 years?  

If you were unemployed in the last 5 years, please estimate the 
number of months you were unemployed during the last 5 years.   

 

Please provide a general idea of the kind of work you have done in the 
last 5 years (e.g. retail, construction, manufacturing, forestry, etc.) 

 

Please indicate the type of work you are hoping to find.  

 

Please check ONE of the following that BEST applies to your current work situation 

Employment Status 

Current work status 

Ä not currently working Ä part-time work Ä full-time work 

Which statement BEST applies to you? 

I am not employed and I am not looking for work because: Ä I am a student 
 Ä I am retired 
 Ä I am a stay-at-home parent 
 Ä Other (Please specify) 
  _______________________ 
Ä I am looking for work but am not available to work right now 
Ä I am not employed, I would like to be employed and I am looking for work 
Ä I am temporarily laid off but am expecting to be called back 
Ä I am underemployed (I want to be working more hours at the same type of job) 
Ä I am underemployed (I am qualified to do more skilled, better paid work) 

Which statement BEST applies to you? 

Ä I have never been employed 
Ä I have had some jobs for short periods (weeks or months) at a time 

Ä I have had fairly steady employment in the past 

LŦ ȅƻǳ ŀǊŜ ŎǳǊǊŜƴǘƭȅ ŀǊŜ ŜƳǇƭƻȅŜŘΣ Řƻ ȅƻǳ ŎƻƴǎƛŘŜǊ ȅƻǳǊ Ƨƻō ǘƻ ōŜΧ 

Ä a poor fit for you Ä an okay fit for you Ä a good fit for you 

Other relevant factors 

Are you a citizen or permanent resident of Canada? (i.e., legally entitled to work in Canada) 

     Ä Yes           Ä No 

Do you have a criminal record? Ä No Ä Yes 

Currently, do you have a health problem? Ä No Ä Yes 

Are you a single parent? Ä No Ä Yes, with reliable child care 
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  Ä Yes, with child care that is not reliable 

Do you have (check all that apply): 

Ä A physical disability 

Ä A learning disability  

Ä Mental health issues 

Ä None of the above 

Did one or both of my parents receive 

social assistance when you were growing 

up? 

Ä No Ä Yes 

When you were growing up, you lived: Ä In social housing  

Ä In other housing  

Ä On a reserve  

Ä LΩƳ ƴƻǘ ǎǳǊŜ  

Currently, you live:  Ä In social housing  

Ä In other housing  

Ä On a reserve  

Ä LΩƳ ƴƻǘ ǎǳǊŜ  

 

Have you previously participated in other career programs or accessed individual employment 
counselling? 

     Ä   Yes           Ä   No 

If yes, please describe the kind of services you participated in (e.g., job search workshops, 
training programs, individual employment counseling, life skills workshops, financial planning 
workshops): 
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If you are currently looking for work, what are you doing (check all that apply to you)?  

Ä Looking at job ads  

Ä Answering job ads 

Ä Using a public Employment Centre  

Ä Checking with employers  

Ä Asking relatives and friends for help  

Ä Using other methods (please specify): _______________________________________ 

 
Primary area you are working on: 

Ä Career Decision-Making 

Ä Skills Enhancement 

Ä Job Search 

Ä Job Readiness or Job Maintenance (circle which one) 

 
Please indicate how well the following items describe using the scale below: 

  Not at 

all 

Not 

much 

A little Quite 

a bit 

A lot 

1. When I was growing up, I had positive thoughts and 

feelings about work 

Ä Ä Ä Ä Ä 

2. When I was growing up, I had positive thoughts about 

getting an education 

Ä Ä Ä Ä Ä 

3. Right now, I view work positively Ä Ä Ä Ä Ä 

4. If the right work became available for me, I think I would 

be successful at it 

Ä Ä Ä Ä Ä 

5. My friends would rate me as reliable Ä Ä Ä Ä Ä 

6. I am self-disciplined Ä Ä Ä Ä Ä 

7. When I was in school, I was very involved in school 

activities 

Ä Ä Ä Ä Ä 

8. I found school to be a positive experience Ä Ä Ä Ä Ä 

9. I am willing to move to find work Ä Ä Ä Ä Ä 

10. I am confident that I can do what I need to do to find 

suitable work 

Ä Ä Ä Ä Ä 

11. I really want to change my current circumstances Ä Ä Ä Ä Ä 

12. I generally do what I say I am going to do, even if I just 

say it to myself 

Ä Ä Ä Ä Ä 

13. If my life is going to change for the better, I am the one Ä Ä Ä Ä Ä 
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  Not at 

all 

Not 

much 

A little Quite 

a bit 

A lot 

who will change it 

14. Holding steady employment is an important goal for me Ä Ä Ä Ä Ä 

15. I don't want to find work Ä Ä Ä Ä Ä 

16. I want to make more money Ä Ä Ä Ä Ä 

17. I'll feel better about myself if I get work Ä Ä Ä Ä Ä 

18. I have goals that I would like to reach Ä Ä Ä Ä Ä 

19. I want to be successful Ä Ä Ä Ä Ä 

20. I like working when I'm doing the right work Ä Ä Ä Ä Ä 

21. Right now my career goals are things I really want for 

myself, and not the result of others pressuring me to do 

it 

Ä Ä Ä Ä Ä 

22. Getting my career on track is mostly a matter of learning 

how to go about it 

Ä Ä Ä Ä Ä 

23. When I set an important goal for myself, I also try to 

deliberately track my progress towards the goal 

Ä Ä Ä Ä Ä 

24. When I set an important goal for myself, I also set up a 

plan to keep myself motivated and interested in working 

on achieving my goal  

Ä Ä Ä Ä Ä 

25. When I set an important goal for myself, I also establish a 

way to reward myself for sticking to my plans 

Ä Ä Ä Ä Ä 

26. When I set an important goal for myself, I break down 

the overall goal into a series of steps where each step 

brings me closer to achieving my ultimate goal 

Ä Ä Ä Ä Ä 

27. When I set an important goal for myself, I make sure it is 

very specific, to the extent that someone who didn't 

know what the goal was could tell whether or not the 

goal had been reached 

Ä Ä Ä Ä Ä 

28. The goals I set for myself are realistic, not too high and 

not too low 

Ä Ä Ä Ä Ä 
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APPENDIX D:  INTERVIEW THEMES 

1. In your own words, tell me how this Guide helped you with your (insert focus of intervention: 
Career Decision Making, Skill enhancement, Job Search, Job Maintenance)? 

Theme Examples of Participant responses 

General positive response 
(12) 

 The Guide was hugely beneficial.  
 It was a profound and amazing experience.   
 Lǘ ǊŜŀƭƭȅ ƻǇŜƴŜŘ ǳǇ Ƴȅ ŜȅŜǎΦ L ŘƛŘƴΩǘ ƪƴƻǿ ŀƭƭ ǘƘŜ ǘƘƛƴƎǎ ǘƘŀǘ L ǊŜŀŘ ŀƴŘ ƛǘ 
ƳŀŘŜ ƳŜ ƳƻǊŜ ǊŜŀŘȅ ŦƻǊ ǿƘŀǘ L ǿŀƴǘ ŀƴŘ L ǘƘƛƴƪ ƛǘΩǎ ŀ ǊŜŀƭƭȅ ƎƻƻŘ ǘƘƛƴƎ 
to go through. 

 The guide is very well put together. It is very comprehensive and it 
assumes a potential job seeker knows nothing about a cover letter, a 
ǊŜǎǳƳŜ ƻǊ ŀƴ ƛƴǘŜǊǾƛŜǿΦ {ƻ ŦǊƻƳ ǘƘŀǘ Ǉƻƛƴǘ ƛǘΩǎ ǊŜŀƭƭȅ ƎƻƻŘΦ 

Self-discovery (13)  Lǘ ƎŀǾŜ ƳŜ ǎƻ ƳǳŎƘ ƛƴǎƛƎƘǘ ƛƴǘƻ ƳȅǎŜƭŦ ŀƴŘ ǿƘŀǘΩǎ ƛƳǇƻǊǘŀƴǘ ǘƻ ƳŜΦ   
 The Guide definitely brought back ultimately who I am as a person and 

what I want to do as a person. 
 Told me a lot about myself.  
 Get to better know stuff about me to help me focus my search. 

Focus-Goal setting ςDecision 
making (8) 

 It gave me a tool to help with decision making, showed me places that I 
could go that helped me make decisions. 

 The guide gave me helpful tips to form goals. 
 The guide gave me helpful tips to focus in rather than aimlessly 

searching. 

Knowing how to get to my 
goal (1) 

 L ƪƴŜǿ ŀ ƎŜƴŜǊŀƭ ŘƛǊŜŎǘƛƻƴ ƻŦ ǿƘŜǊŜ L ǿŀƴǘŜŘ ǘƻ ƎƻΣ L Ƨǳǎǘ ŘƛŘƴΩǘ ƪƴƻǿ ǘƘŜ 
best route to get there. 

Expanded awareness of 
possibilities (14) 

 Allowed me to broaden my horizons for exploration 
 IŜƭǇŜŘ ǘƻ ǇƛƴǇƻƛƴǘ ǿƘŀǘ L ƘŀǾŜΣ ǿƘŀǘ ǘƻ ōǳƛƭŘ ƻƴΣ ǿƘŀǘΩǎ ǘƘŜ ōŜǎǘ 

careers around now, what can I do 
 I was surprised because the JS Guide gave me additional knowledge how 

to apply quickly for a certain job that used my experience, education and 
my knowledge.   

 Gave me the resources to look at the information I needed that I 
ǇǊƻōŀōƭȅ ǿƻǳƭŘƴΩǘ ƘŀǾŜ ōȅ ƳȅǎŜƭŦΦ 

 My consultant helped review my resume. 

Structure of The Guide (3)  Great to have ŜǾŜǊȅǘƘƛƴƎ ŀǘ ǘƘŜ ǎŀƳŜ ǇƭŀŎŜΣ ǘƘŜ ǎǘŜǇǎΧL ǿŀǎ ŀōƭŜ ǘƻ 
follow the guideline from A to B to C, step-by-step. 

I would prefer working with 
a consultant (1) 

 I could have used an individual to go in and mull this around with 

Not very helpful (3)  My case was totally unique so, no, the gǳƛŘŜ ŘƛŘƴΩǘ ƘŜƭǇ ƳŜ ǘƘŀǘ ƳǳŎƘΦ 
 Some sections were more helpful than others. Because I would say, I still 
ŘƻƴΩǘ ƘŀǾŜ ŀ ƧƻōΦ 

 LΩƳ ƴƻǘ ǎǳǊŜ ǘƘŀǘ ƛǘ ǊŜŀƭƭȅ ŘƛŘΦ 
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2. Are you employed? 
(See Table 68). 

 

3. How well does that job match your career goal? (Question for only those employed) 

6 A good fit for you  My current job is not a good fit for me, but the job I have just been offered 
(after working with the CDM guide) is the PERFECT fit for me.  

 Perfect ς right down my alley 
 The gǳƛŘŜ ǊŜŀƭƭȅ ŎƭŀǊƛŦƛŜŘ ǿƘŀǘ LΩƳ ŘŜǎǘƛƴŜŘ ǘƻ ŘƻΤ ƛǘ ƘŜƭǇŜŘ ƳŜ ǘƻ ǊŜŀƭƛȊŜ L 

have the qualifications, the skill set and values fit and gave me the 
confidence to do it. 

9 An okay fit for you  The job I have now is a stepping stone to the one I ultimately want.  The 
guide helped me get this job and to know the job I really want in the future. 

 I am currently working part-ǘƛƳŜ ŀƴŘ LΩƳ ŀƭǎƻ ƎƻƛƴƎ ǘƻ ǎŎƘƻƻƭ ǘƻ ƎŜǘ Ƴȅ 
grade 12 degree. 

 It is good for now but I want more work that is related to my education. 

-- A poor fit for you 1 

 

4. To what extent would you say that your current employment status is the result of using the 

resource guide you were given as part of the study, and to what extent is it a function of other 

factors in your life or the community in which you live? (Question only for those employed) 

1 mostly other factors  Not related at all. This job just happened to come up. 

-- somewhat other 

factors 

 

-- Uncertain  

2 somewhat this 

project 

 The guide really clarified for me what I want to do in my work ς what is 
important to me, my strengths and what I love to do. It re-connected me 
with myself. 

 The guide was a catalyst for action.  I knew in the back of my mind for a 
ƭƻƴƎ ǘƛƳŜ ǘƘŀǘ L ǿŀǎƴΩǘ ƘŀǇǇȅ ƛƴ Ƴȅ ǿƻǊƪΣ ōǳǘ ƛǘ was the guide that made 
me do something about it.   

 L ǎŀȅ άǎƻƳŜǿƘŀǘέ ōŜŎŀǳǎŜ Ƴȅ ŘƛǎǎŀǘƛǎŦŀŎǘƛƻƴ ǿƛǘƘ Ƴȅ ŎǳǊǊŜƴǘ Ƨƻō ǿŀǎ a 
ŦŀŎǘƻǊ ŀǎ ǿŜƭƭΣ ōǳǘ ƛǘ ƘŀŘ ōŜŜƴ ŦƻǊ ŀ ƭƻƴƎ ǘƛƳŜ ŀƴŘ L ƘŀŘƴΩǘ ŘƻƴŜ ŀƴȅǘhing 
about it until I used the guide. 

12 mostly this project  Absolutely everything helped. The guide helped me to find work that is 
leading me to where I want to go in my career. 

 It worked to my advantage to identify my skills and where I could find a 
good fit. 

 I found the websites beneficial, even if it helps to just solidify kind of what I 
already know. 

 Wǳǎǘ ǘŀƪƛƴƎ ŀ ŎƻǳǊǎŜ ƻǊ ŘƻƛƴƎ ǘƘƛǎ ǇǊƻƧŜŎǘΣ ƛǘΩǎ ŀƳŀȊƛƴƎ Ƙƻǿ ƛǘ Ŏŀƴ ǊŜŀƭƭȅ 
change someone. And not just with the knowledge, but getting a job out of 
it. And getting the confidence ς the reinforcing the project, kind of like you 
know you need to do this, this is what you have to do and pushing myself to 
ƎŜǘ ǘƻ ǘƘŀǘ ƭŜǾŜƭ ŀƴŘ ƛǘΩǎ ǉǳƛǘŜ a big step to go and approach an employer. 



 

 

  

77 ASSESSING THE IMPACT OF CAREER DEVELOPMENT RESOURCES AND PRACTITIONER SUPPORT ACROSS THE 

EMPLOYABILITY DIMENSIONS 
 

 

5. Can you tell us where you are regarding your career goal ς for example: are you still planning and 
deciding; are you searching for work; are you taking a break?  What progress, if any, Řƻ ȅƻǳ ŦŜŜƭ ȅƻǳΩǾŜ 
made? (Question only for those not employed) 

Theme Examples of Participant responses 

Searching for work (16)  LΩƳ ǎŜŀǊŎƘƛƴƎ ŦƻǊ ǿƻǊƪΦ LΩƳ ƳŀƪƛƴƎ ǎƻƳŜ ǇǊƻƎǊŜǎǎΦ 
 Definitely making progress. 
 {ǘŀǊǘƛƴƎ ƛƴ WŀƴǳŀǊȅΣ LΩƳ ƎƻƛƴƎ ōŀŎƪ ǘƻ ǎŎƘƻƻƭ ǘƻ ǘŀƪŜ ǳƴƛǾŜǊǎƛǘȅ ŎƻǳǊǎŜǎ ǘƘŀǘ 

lead to my preferred career choice.  

More focused now (7)  Hƻǿ ǘƻ ǇǊŜǎŜƴǘ ƳȅǎŜƭŦ ŀƴŘ ǿƘŀǘ ƛǘ ƛǎ LΩƳ ƭƻƻƪƛƴƎ ŦƻǊΦ ²ƘŜƴ ȅƻǳ ƪƴƻǿ ŀ ōƛǘ 
more about yourself and what you want to do, it is easier.  

 I had kind of an idea before but using the guide made me more confident of 
my choice  

 Before the guide, my mind was wandering a lot ς ŎƻǳƭŘƴΩǘ ŘŜŎƛŘŜ 

General affective 

responses (5) 

 LΩƳ ŀ ƭƛǘǘƭŜ ƳƻǊŜ ŎƻƴŦƛŘŜƴǘ ƛƴ ǎŜŀǊŎƘƛƴƎ ŦƻǊ ǿƻǊƪ  
 Not the luck of being short-ƭƛǎǘŜŘΦ LǘΩǎ ƪƛƴŘ ƻŦ ŘƛǎŎƻǳǊŀƎƛƴƎ ōǳǘ L ŀƳ ƎƻƛƴƎ ǘƻ 

keep trying. Frustrating and stressful right now. 
 !ōǎƻƭǳǘŜƭȅ ŦŜŜƭ ƭƛƪŜ ǘƘŀǘ LΩƳ ƳŀƪƛƴƎ ǇǊƻƎǊŜǎǎ 
 LΩƳ ƻǇǘƛƳƛǎǘƛŎ ōǳǘ ǘƘŜǊŜ are some peaks and valleys for sure, some low 

points. 

Comments on the group 

assignment (1) 

 I really wanted to work with someone. 

Stalled (1)  My skills are so specific they not transferring very well so I seem to be sort 
of ǎǘǳŎƪ ƛƴ ƭƛƳōƻ ǊƛƎƘǘ ƴƻǿΦ LΩƳ ƴƻǘ ǎǳǊŜ L ǿƻǳƭŘ Ŏŀƭƭ ǘƘƛǎ ǇǊƻƎǊŜǎǎ ƻǊ ƴƻǘΦ 

 Not making any progress and now out of EI. 

 

6. LŦ ȅƻǳΩǊŜ ƳŀƪƛƴƎ ǇǊƻƎǊŜǎǎ ǘƻǿŀǊŘ ȅƻǳǊ ŎŀǊŜŜǊ ƎƻŀƭΣ ǘƻ ǿƘŀǘ ŜȄǘŜƴǘ ŘƻŜǎ ǘƘŀǘ ǇǊƻƎǊŜǎs have anything to do 
with the resource guide you were given as part of the study, and to what extent is it a function of other 
factors in your life or the community in which you live? (Question only for those who not employed)  

3 mostly other factors  My consultant has been really instrumental, I really appreciated her 
guidance. 

 The gǳƛŘŜ ǿŀǎ ǾŜǊȅ ƛƴǘŜǊŜǎǘƛƴƎ ōǳǘ ƛǘ ŘƛŘƴΩǘ ƘŜƭǇ ƳŜ ǘƻ ǊŜŀŎƘ Ƴȅ goal. 

-- somewhat other 

factors 

 

2 Uncertain  I have a unique situation. I already know what I want to do and know the 
job market. There were some things that were helpful. Helped me to be 
more realistic about the situation. It could be useful for most people, but 
ŘƛŘƴΩǘ ƘŜƭǇ ƳŜ ŀǎ ƳǳŎƘ ŀǎ ƛǘ ŎƻǳƭŘ ƘŜƭǇ ƻǘƘŜǊǎ ƎƛǾŜƴ Ƴȅ ǳƴƛǉǳŜ ǎƛǘǳŀǘƛƻƴΦ 

 L ƘŀǾŜƴΩǘ ƘŀŘ ŀ ŎƘŀƴŎŜ ǘƻ ŀǇǇƭȅ ŀƴȅ ƻŦ ǘƘŜǎŜ ŎƻƴŎŜǇǘǎΦ 

9 somewhat this 

project 

 A little bit of both. By just being in this situation, it has helped me to re-
focus my thinking and looking at the guide helped to think about what I 
could do. 

 The guide helped me to focus my goals 
 Half and half. The resources in the guide and the websites in the guide and 
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my counselor helped me somehow and also my friends around and talking 
to ǇŜƻǇƭŜ ŀƴŘ ǘƘŜ ǎŎƘƻƻƭΩǎ ŎƻƴǎǳƭǘŀƴǘΦ 

 ²ƻǊƪŜŘ ŀ Ƨƻō L ŘƛŘƴΩǘ ǊŜŀƭƭȅ ƭƛƪŜ ŀƴŘ ǘƘŜ ƎǳƛŘŜ ǎƘƻǿŜŘ ƳŜ ǘƘŀǘ L ŎƻǳƭŘ ǘŀƪŜ 
schooling and find a career rather than a job. 

 LǘΩǎ ŀ ƳƛȄ ƻŦ ōƻǘƘΦ Lǘ ǿƛƭƭ ōŜ ŀ ƭƛǘǘƭŜ ōƛǘ ƻǘƘŜǊ ŦŀŎǘƻǊǎ ŀƴŘ ŀ ƭƛǘǘƭŜ ōƛǘ ǘƘƛǎ 
project 

 The guide was really good but I needed a little nudge. Helped to have 
somebody along the way to feel accountable. 

 L ƪƴŜǿ ŀ ƭƻǘ ǘƘŀǘ ǿŀǎ ƛƴ ǘƘŜǊŜΦ LΩǾŜ ōŜŜƴ ǘƻ ŀ ƭƻǘ ƻŦ ǊŜǎƻǳǊŎŜ ŎŜƴǘǊŜǎ ōŜŦƻǊŜ 
ŀƴŘ ŘƻƴŜ ǎǘǳŦŦ ƭƛƪŜ ǘƘƛǎ ōŜŦƻǊŜΦ LΩǾŜ ǿƻǊƪŜŘ ŦƻǊ Ƴŀƴȅ ŘƛŦŦŜǊŜƴǘ Ƨƻōǎ myself. 

 aȅ ŦŀƳƛƭȅ ŜƴŎƻǳǊŀƎŜǎ ƳŜ ǘƻ Řƻ ǿƘŀǘ L ǿŀƴǘ ǘƻ ōǳǘ ŘƻŜǎƴΩǘ Ǉǳǘ ǇǊŜǎǎǳǊŜ ƻƴ 
me. 

11 mostly this project  Definitely has helped me move further along. It has helped me further 
explore my previous career and helped me look at different areas. At first I 
ǿŀǎƴΩǘ ǎǳǊŜ ǿƘŀǘ L ǿŀƴǘŜŘ ǘƻ Řƻ ŀƴŘ ǎƻ ǿŜ ŎƘƻǎŜ ǘƻ Řƻ /5a ǘƻ ŜȄǇƭƻǊŜ 
career change.  

 This guide helped a lot, to make the time to search the websites, to register 
with other websites to find more jobs, to get notifications from job sites. 

 Really helped me a lot, boost my confidence. Not only me, but my husband 
as well. It has been a good learning experience for us. 

 Wǳǎǘ ǘŀƪƛƴƎ ŀ ŎƻǳǊǎŜ ƻǊ ŘƻƛƴƎ ǘƘƛǎ ǇǊƻƧŜŎǘΣ ƛǘΩǎ ŀƳŀȊƛƴƎ Ƙƻǿ ƛǘ Ŏŀƴ ǊŜŀƭƭȅ 
change someone. And not just with the knowledge, but getting a job out of 
it. And getting the confidence ς the reinforcing the project, kind of like you 
know you need to do this, this is what you have to do and pushing myself to 
ƎŜǘ ǘƻ ǘƘŀǘ ƭŜǾŜƭ ŀƴŘ ƛǘΩǎ ǉǳƛǘŜ ŀ ōƛƎ ǎǘŜǇ ǘƻ Ǝƻ ŀƴŘ ŀǇǇǊƻŀŎƘ ŀƴ ŜƳǇƭƻȅŜǊ. 

 

7. What do you think may have gotten in the way of the guide helping you more? 

Theme Examples of Participant responses 

Systemic factors (2)  Every time the government makes a rule or regulation, unfortunately, 
ǘƘŜ ǊǳƭŜǎ ŘƻƴΩǘ ŀƭƭƻǿ ŦƻǊ ǳƴƛǉǳŜ ǎƛǘǳŀǘƛƻƴΦ ¢ƘŜ ǇǊƻƎǊŜǎǎ ƛǎ ƭŜǎǎ ŀnd less 
because they have to set these rules. Not like the private sector.  

 Lƴ ǘƘƛǎ ŎƛǘȅΣ ƛǘ ŘƻŜǎƴΩǘ ƳŀǘǘŜǊ ǿƘŀǘ ȅƻǳ ƪƴƻǿ ŀǎ ƭƻƴƎ ŀǎ ȅƻǳ ƘŀǾŜ ŀ 
ŘŜƎǊŜŜΦ !ƴ ŜŘǳŎŀǘƛƻƴ ƳŀǘǘŜǊǎΦ LǘΩǎ ŀ Ŧǳƴƴȅ ǇƭŀŎŜΦ 

 

8. In addition to being given your guide, you also had the opportunity to meet and work with your 
practitioner.  To what extent would you say that your current employment status or progress toward your 
career goal is the result of working with your practitioner (as opposed to other factors in your life or the 
community in which you live)? (Question only for those in the PLSR group) 

-- mostly other factors  

1 somewhat other factors  Mostly everything is in the book. I think if you go through the book. I 
ŘƻƴΩǘ ǘƘƛƴƪ ȅƻǳ ƘŀǾŜ ǘƻ ƳŜŜǘ ǿƛǘƘ ǘƘŜ consultant. I could have done 
it by myself. 

1 uncertain  When I first started out, I thought how I would like to have it 
supported but as I went along with the guide, I realized that it really 
ǿŀǎƴΩǘ ƴŜŎŜǎǎŀǊȅΣ ǘƘŜ ƎǳƛŘŜ ƛǎ ǇǊŜǘǘȅ ŎƻƳǇǊŜƘŜƴǎƛǾŜΦ 
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9 somewhat this project  The counsellor was very helpful but again, had to go through sets of 
ǊǳƭŜǎΣ ƭŜǾŜƭǎ ƻŦ ōǳǊŜŀǳŎǊŀŎȅ ŀƴŘ ŎƻǳƭŘƴΩǘ ƳŀƪŜ ŀƴȅ ŘŜŎƛǎƛƻƴǎ ƻƴ ƘŜǊ 
own. 

 ¢ƘŜ Ŏƻƴǎǳƭǘŀƴǘ ƘŜƭǇŜŘ ǘƻ ƭƻƻƪ ŀǘ ǘƘƛƴƎǎ ƻōƧŜŎǘƛǾŜƭȅΣ ǎƘŜ ŘƛŘƴΩǘ ŦƻŎǳǎ 
on my obligations, she focused on what is best on me as an 
individual. Family looked at it from all the other aspects ς the 
consultant helped to focus it on me.   

 Meeting with her was more useful because she could help me if I 
needed help with questions. She helped me understand the 
questions. 

 More or less, it kept me accountable to go through the book and to 
stay on track better.  

 Felt supportive 
 LǘΩǎ ǊŜŀƭƭȅ ǳǎŜŦǳƭ ǘƻ ǿƻǊƪ ǿƛǘƘ ƘŜǊΦ {ƘŜΩǎ ǾŜǊȅ ŜȄǇŜǊƛŜƴŎŜŘ ƛƴ ǘƘƛǎ ǎǘǳŦŦ 

so she knows where to look and how to narrow the search down 
based on ideas I give her. 

7 mostly this project  Many factors are challenging and [my consultant] gave me 
encouragement and support. It was really helpful. 

 It kept me on track on what I wanted to do. I would have gotten lazy 
ŀƴŘ ƴƻǘ ŘƻƴŜ ƛǘ ƛŦ ǎƘŜ ǿŀǎƴΩt there. 

 

9. How would you rate the importance of working with your practitioner in terms of achieving your 
outcomes on a scale of 1-10 where 1 means it made no difference (you would have achieved the 
same if you had just worked independently with your resource guide) and 10 means it made all the 
difference (you would not have achieved any of the positive outcomes if you had not also had the 
support of your practitioner)? (Question only for those in the PLSR group) 

Theme Examples of Participant responses 

Source of information (4)  She made recommendations about the websites, information about 
the market. 

 She made me aware of what employers are looking for. 
 Working with her helped me to progress. 
 She guided me in the right direction. 
 My consultant helped me with foreign credential recognition and she 

was able to get very, very quick results ς this was a surprise for me. 

Helped me explore options (4)  She helped look at other options financially like scholarships/grants ς 
gave me sites to look up my options there. 

 She looked at all options and there were some options that never 
crossed my mind. 

 Working with someone is different ς after you talk to somebody, it 
becomes clear. They give you other ideas. 

Offered support (6)  {ƘŜ ǿŀǎ ǾŜǊȅ ǎǳǇǇƻǊǘƛǾŜΣ ǎƘŜ ŘƛŘƴΩǘ judge me like some other places. 
 Help and encouragement ς if I have someone helping and 
ŜƴŎƻǳǊŀƎƛƴƎ ƳŜ ǘƘŀƴ ƛǘ ŘƻŜǎƴΩǘ ǎŜŜƳ ŀǎ ŘŀǳƴǘƛƴƎ ǘƻ ƭƻƻƪ ŦƻǊ ŀ Ƨƻō 

Other (1)  !ǎ ƴƛŎŜ ŀǎ ǎƘŜ ǿŀǎΣ LΩƳ ƴƻǘ ǊŜŀƭƭȅ ǎǳǊŜ Ƙƻǿ ŦŀƳƛƭƛŀǊ ǎƘŜ ǿŀǎ ǿƛǘƘ ǘƘŜ 
guide. For a couple ƻŦ Ƴȅ ǉǳŜǎǘƛƻƴǎ L ŦŜƭǘ ǘƘŀǘ ǘƘŜǊŜ ǿŀǎƴΩǘ ŀ ƭƻǘ ƻŦ 
extra that she offered besides what was offered in the guide. 
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Theme Examples of Participant responses 

Ratings: 10, 8, 8, 10, 7, 8, 10, 10, 8, 9, 10, 10, 7, 9, 5/6, 10, 6, 7, 10 

 

10. What do you think may have gotten in the way of the support you received from your practitioner 
helping you more? 

 ¢ƘŜ ǎȅǎǘŜƳ Ǝƻǘ ƛƴ ǘƘŜ ǿŀȅ ŀƴŘ L ŘƻƴΩǘ ōƭŀƳŜ ǘƘŜ ǎȅǎǘŜƳ ŜƛǘƘŜǊΦ ¢ƘŜ ǊǳƭŜǎ ŀǊŜ ǘƘŜǊŜ ŦƻǊ ŀ ǊŜŀǎƻƴ ōǳǘ 
unfortunately my situation is unique. In gƻǾŜǊƴƳŜƴǘ ȅƻǳ ŀǊŜ ŜƛǘƘŜǊ ƛƴ ƻǊ ȅƻǳΩǊŜ ƻǳǘΦ  

 

11. ²ŜΩŘ ƭƛƪŜ ǘƻ ƎŜǘ ŀƴ ƛŘŜŀ ƻŦ Ƙƻǿ ȅƻǳ ǳǎŜŘ ǘƘŜ resource guide. Please tell me a bit about how you 
actually used the information to help you with [insert Employability Dimension].  

Theme Examples of Participant responses 

The systematic manner of using 

the guide (30) 

 I went through all four sections. Every page, it was very helpful. 
 I read through it, jumped around the sections and read them over 

and tried to apply them to whatever else I was doing in terms of 
job searching.  

 Sometimes I would do the exercises, sometimes I would just read 
them. 

 I go to the websites for interview skills and skill development. 
 I did the worksheets. 
 I did every page and explored every link page by page. I even did 

one exercise with my family. I took it really seriously. 
 I would use my computer, I would take notes and highlighting and 

circling, use a binder with all my notes everything that would help 
me with my job search, whether it was documentation or just 
keeping a log of what employers I contacted, how I did it. Just 
ƪŜŜǇƛƴƎ ŀ ŦƻƭŘŜǊ ƻŦ ŀƭƭ Ƴȅ ŘƻŎǳƳŜƴǘǎ ǘƘŀǘ LΩǾŜ ŘƻƴŜ ŀƴŘ 
completed, keeping track of where I was in the program. 

 I completed Sections 1 and 3 very thoroughly ς doing every activity 
and using the recommended resources (websites) throughout.   

General positive comment (4)  It kick-started my day! 
 The difference is before I never got interviews with my old resume, 
ōǳǘ ƴƻǿ LΩƳ ƎŜǘǘƛƴƎ ƛƴǘŜǊǾƛŜǿǎΦ 

 For me going to school and work, I thought at first, it was going to 
be really difficult to do but now that I read the book I know I can 
do it. 

 I only worked with the Job Maintenance book, it was the only one 
that I needed the help with. I started doing what the guide told me 
ǘƻ Řƻ ŀƴŘ L ǎǘŀǊǘŜŘ ŘƻƛƴƎ ƛǘ ŀǘ Ƴȅ Ƨƻō ŀƴŘ ŜǾŜǊȅǘƘƛƴƎΩǎ ǿƻǊƪƛƴƎ ƻǳǘ 
a lot better. 

General negative comment (4)  LŦ ǘƘŜǊŜ ƛǎ ƴƻǘ ǊŜŀƭƭȅ ŀ ǎŎƘŜŘǳƭŜΣ ȅƻǳ ŘƻƴΩǘ ǊŜŀƭƭȅ ƴŜŜŘ ǘƻ do 
anything. 

 I wish I had known that Prospects (financial aid) would only qualify 
certain schools and I am not eligible there. I wish there was a full 
list of financial options. Wasted my time there. Wish I had known 
ǘƘŀǘ L ǿƻǳƭŘƴΩǘ ƘŀǾŜ ǉǳŀƭƛŦƛŜŘΦ 
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Theme Examples of Participant responses 

 I went through all the pages, read them, and answered them. Then 
I realized it could work for some people but not for everybody. 

 I would give more credit to the consultant ς she helped me with 
everything, she gave me options. She was really good for sure. 

 To be hƻƴŜǎǘΣ L ƘŀǾŜ ǘƘƻǳƎƘǘ ǘƘŀǘ LΩƳ ǿŀǎǘƛƴƎ Ƴȅ ǘƛƳŜΦ 
 I felt a bit of pressure to be done it in 30 days 

Some specific things that were 

useful (19) 

 L ǎǘŀǊǘŜŘ ǿƛǘƘ ΨDŜǘǘƛƴƎ ǘƻ Yƴƻǿ ¸ƻǳǊǎŜƭŦΩ ōŜǘǘŜǊΦ 
 At the end of guide, list of skills you have now and what else you 

need to improve. That helped to pin point exactly what I have and 
what else I need. 

 The gǳƛŘŜ ǎƘƻǿŜŘ ƳŜ ǎƪƛƭƭǎ ǘƘŀǘ ǿƻǳƭŘƴΩǘ ƘŀǾŜ ǘƘƻǳƎƘǘ ǿŜǊŜ ǎƪƛƭƭǎ 
that were useful in the employment industry. I found that really 
beneficial. 

 I completed most things eŀǊƭƛŜǊ ŀƴŘ ƛǘ ŘƛŘƴΩǘ ǘŀƪŜ ŀǎ ƭƻƴƎ ŀǎ L ƘŀŘ 
allotted and it makes you feel like you accomplished things during 
the day. 

 Especially identifying my problems and how to correct my 
problems. Helped me to find out what I was doing wrong in my job 
hunting. 

 Organized my thoughts during the interview, and even during the 
interview I was having a picture of what I wrote, what are my 
strengths, what are my weaknesses. 

 Iƻǿ ƛǘ ǇƻƛƴǘŜŘ ƻǳǘ ǿƘŀǘ ǿŀǎ ǘǊŀƴǎŦŜǊŀōƭŜ ǎƪƛƭƭǎ ŀƴŘ ǿƘŀǘ ǿŀǎƴΩǘΦ 
 I did the Mapping my Objective ς I mapped out the job I want 
ΧǘƘƛǎ ǿŀǎ ǾŜǊȅ ƘŜƭǇŦǳƭ ŦƻǊ ƳŜ ŀǎ L ƘŀǾŜ ŀ ŎƭŜŀǊ ǳƴŘŜǊǎǘŀƴŘƛƴƎ 
about what the job I prefer.   

 The thing I never did before was the career pitch ς I definitely used 
that. 

 L ǳǎŜŘ ǘƘŜ ΨŎƻƭŘ ŎŀƭƭƛƴƎΩ ŀǇǇǊƻŀŎƘΦ L ŀƳ ǇŜǊǎƻƴŀƭƭȅ ƴƻǘ ǾŜǊȅ 
confident so I found that the detail provided in the guide was 
definitely very helpful. 

 I now know how to do cover letters, resume, and how to prepare 
for job interviews ς overall the guide helped me a lot. 

 It got me thinking of different things that are holding me back 
from working. 

 Career Cruising was really useful 
 The section where you had to go out into the community ς the 

people were very helpful and I learned how they became 
successful. 

 Creating action plan was the most impactful part for me ς putting 
it on paper made it real, made me feel accountable and moved me 
to action. 

 Through Section 1, I realized what I really value ς what is 
important to me, my strengths, what I want/need and how to 
connect that to real opportunities out there.   

 

11a. What sorts of things were you thinking about as you used the guide? 
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Theme Examples of Participant responses 

Resistant or interfering thoughts 

(10) 

 I was resisting at first but then I realized it was helpful. 
 L ƪƴƻǿ ǘƘƛǎ ŀƴŘ L ŘƻƴΩǘ ǿŀƴǘ ǘƻ Řƻ ǘƘŜ ŜȄŜǊŎƛǎŜΦ 
 TheǊŜ ƛǎ ŀ ƭƻǘ ƻŦ ƭƛǘŜǊŀǘǳǊŜ ŀƴŘ ƛǘΩǎ ƪƛƴŘ ƻŦ ƛƴǘƛƳƛŘŀǘƛƴƎΦ 
 LΩƳ ƴƻǘ ǎǳǊŜ ƛŦ LΩƳ ŘƻƛƴƎ ǘƘƛǎ ǊƛƎƘǘΦ 
 Lǘ ǿŀǎ ŀ ƭƛǘǘƭŜ ŘƛŦŦƛŎǳƭǘΦ  LΩƳ ƴƻǘ ǘƘŜ ƎǊŜŀǘŜǎǘ ŀǘ ǿƘŀǘ L ǘƘƛƴƪ ŀōƻǳǘ 

myself. So it was hard to put things down, my skills and such, to 
motivate myself. 

 LǘΩǎ ŀ bit long, a little intimidating. 
 I was a little scared to do it on my own, but then I started getting 

comfortable with reading it and I felt that I could do it. 
 Some of it I thought was not relevant at all for what I wanted. 
 When I first skimmed through ƛǘΣ L ǿŀǎ ƭƛƪŜ ΨƻƘ ōƻȅΩΣ ƛǘ ǿŀǎ ŀ ƭƛǘǘƭŜ 

bit overwhelming. But then I sat down and I took a couple deep 
ōǊŜŀǘƘǎ ŀƴŘ ǘƘŜƴ ƛǘ ǿŀǎ ƭƛƪŜΣ ΨƻƪΣ L Ŏŀƴ Řƻ ǘƘƛǎΩΦ !ƴŘ L ŘƛŘ ƛǘ ƴƻ 
problem. 

 I thought that participating in the research would be a burden.   

Encouraging or facilitative 

thoughts (15) 

 This is putting everything into perspective. 
 Now I know what I need to do. 
 There is a lot left to do, but this is a beginning. 
 I thought this is helpful and not too complicated. It is simple and 

very clear. 
 My main goal is to get a job. 
 This might not be as hard as I thought it would be. 
 I was happy that I could at least write some stuff down. 
 I was feeling pretty good. It was quite easy. 
 This is really easy to do. 
 !Ŏǘǳŀƭƭȅ L ǿŀǎ ŜȄŎƛǘŜŘΦ LǘΩǎ ǊŜŀƭƭȅ ǾŜǊȅ ƛƴǘŜǊŜǎǘƛƴƎΦ 
 At ŦƛǊǎǘΣ L ŘƛŘƴΩǘ ƪƴƻǿ ōǳǘ ǘƘŜƴ L ǘƘƻǳƎƘǘ ǘƘƛǎ ƳƛƎƘǘ ōŜ ƘŜƭǇŦǳƭΦ 
 It is very comprehensive and easy to understand.  
 L ŘƻƴΩǘ ǘƘƛƴƪ L ǊŜŀƭƭȅ ƴŜŜŘŜŘ ƻƴŜ-on-one help with it. It felt better 

for me to work on my own. 
 I thought it was going to be a lot harder but it was a lot easier than 

I thought. It was easy to follow. 
 As soon as I read the JS guide and did some activities, it was fun 

and interesting. 
 This is not hard to do by yourself. 

Thoughts about using the guide (2)  I was thinking what do these jobs pay? What kind of experience do 
I need to do the job? 

 I thought it was well designed little module. 

General process comments with 

no indication of what the 

participants was thinking (14) 

 I guess I felt interested, little bit of excitement, and quite a bit of 
apprehension. 

 Once I finished the guide I felt a lot better about who I was. 
 I felt like I was back to school, it was fun actually. 
 I felt comfortable with it. 
 I was upset because the situations were very obvious in my former 

job. 
 I felt more confident in ƳȅǎŜƭŦΣ ŜǾŜƴ ǘƘƻǳƎƘ L ŘƻƴΩǘ ƘŀǾŜ ŀƴȅ ǿƻǊƪ 

experience, at least I can put in there my personal traits and 
transferable skills. 
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Theme Examples of Participant responses 

 I found it frustrating, not necessarily the guide but my own 
unemployment frustration. It was the combination of my situation 
and the guide that was frustrating. 

 The more I did it the more I enjoyed doing it. 
 Because I was working independently, I was able to be very open 

and completely honest with my responses.  If I had been working 
with someone (supported), I may be been swayed by my sense of 
what they expected from me or what I thought they wanted to 
hear.   

Thoughts about how to improve 

the program (1) 

 It would be nice if this was presented in smaller chunks. 

 

11b. What parts of the guide did you find most useful and why? 

Theme Examples of Participant responses 

Web sites (14)  The websites only. I already knew the other stuff. 
 I found the websites were very useful because it gave me all the 

information I was looking for 
 I really enjoyed the links because there was some in there I never 

heard of. 
 Career Cruising had the information right there about career 

possibilities. 

Specific job search skills ς or 

related other skills (17) 

 Cover letter and resume.  
 Checking for Fit section was really helpful. 
 The career pitch was very helpful. It gave confidence in 

approaching employers. 
 How to present yourself in an interview that was actually really 

helpful. 
 I would probably say the cold calling, making myself a list of who I 

want to call, what questions I haŘΣ ǘŜƭƭ ǘƘŜƳ LΩƳ ŀǾŀƛƭŀōƭŜ.  
 {ǳŎŎŜǎǎ ŀǘ ǿƻǊƪ ŎƘŀǇǘŜǊΦ ¢ƘŀǘΩǎ ǇǊŜǘǘȅ ƳǳŎƘ ƛǘ. 
 Going through addictions. That section was very helpful. 
 Maintaining a job ς how to keep a job. 
 The formulating the resume section. 
 Coping in the interview. And the section on how to say no, 

because it is really hard for me to say no. 
 The Action Plan made what I want concrete and clear and made 

me move from complacency to action. 

Skills Worksheets (3)  In the appendix, all the skills worksheets. 

Managing my learning (3)  How to go to school and manage my life. 
 Time management. 
 Just the way it made me think about how I could change careers 

without wasting what I already have. 

Self-exploration exercises (10)  Getting to know yourself better section was definitely helpful. 
 It was not necessarily a job that I was looking for but certain 

aspects of the job environment that I was looking for. 
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Theme Examples of Participant responses 

 What I was looking for, what I was capable of doing, how I felt 
ŀōƻǳǘ ƳȅǎŜƭŦΦ tǳǘǘƛƴƎ ƛƴ ǿǊƛǘƛƴƎ ǘƘƻǎŜ ǘƘƻǳƎƘǘǎ ƻŦ ǿƘŀǘ LΩƳ 
capable of doing what I want to do. Things of that nature were 
great. 

Everything (2)  All of it was useful. 

 

11c. What would you have liked to have, but was not there? 

Theme Examples of Participant responses 

Nothing needs to be added (29)  It was all good. It will be useful when I am back in school, to 
remind me how to study and use my memory. 

 I just found it generally useful. 
 I think everything is perfect in the book. I would recommend it. 
 bƻǘƘƛƴƎ L Ŏŀƴ ǘƘƛƴƪ ƻŦΦ LǘΩǎ ŜƴƻǳƎƘ ǘƻ ƳŜΦ Lǘ ƘŀŘ ǿƘŀǘ L ƴŜŜŘŜŘΦ 

Some additional skills or tools (5)  I think more skills in the skills section could be added. 
 More assessment tools. 
 How to maintain motivation and momentum when implementing 

an action plan.   
 Resources that were missed. The food bank, OFE [etc]. 
 L ŘƻƴΩǘ ǘƘƛƴƪ ƛǘ ŀŘŘǊŜǎǎŜŘ ŎŜǊǘŀƛƴ types of people in the workplace. 

Compromising situations. Conflict, intimidation, entrapment, 
human rights and labour rights. 

Financial resources (1)  All the financial stuff I got from my consultant, not the guide. 

A person to consult with (1)  I would have had someone who had skills for an intervention for 
people who are just going to throw up their hands and quit. 

More interactive resources (4)  An interactive website, or DVD, a visual companion to go with it. 
 Partnering up with someone, getting together in groups with 

people in similar situation would be helpful. 
 Maybe more illustrations would be useful ς like a happy face to 

motivate the student to keep going. 
 It would have been good to have an interactive, online version 

rather than on paper because I lose paper stuff. 

General comments (3)  It was too general and did not address specific, unique situations.  
 {ƻƳŜ ƻŦ ǘƘƛǎ ŀŘǾƛŎŜ ƛƴ ƘŜǊŜΣ L ŘƻƴΩǘ ŦŜŜƭ ǘǊŀƴǎƭŀǘŜǎ ǘƻ ŀ ǇǊƻŦŜǎǎƛƻƴŀƭ 

job search. 
 I remember thinking, it was weird that the job bank links provided 

were local but not federal links or job banks. Would have preferred 
federal job banks as well 

 

11d. Do you have an action plan? 

Theme Examples of Participant responses 

Yes (29)  We did an action plan and we wrote it down. 
 Participant described the content of the action plan. (3) 
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Theme Examples of Participant responses 

 After I read the guide, I just had it in my head ς and I wrote in the 
book 

 Yes ς I did it. It helped me to keep track of all the employers and 
what I was doing. It helped me a lot. 

No (11)  No, not yet. I think I need some assistance 
 I guess ς L ŘƻƴΩǘ ƪƴƻǿ ƛŦ ȅƻǳ ǿƻǳƭŘ Ŏŀƭƭ ƛǘ ŀƴ ŀŎǘƛƻƴ Ǉƭŀƴ ōǳǘ ŀ ǎŜǘ ƻŦ 

goals really. 
 L ŘƻƴΩǘ ǘƘƛƴƪ ƛǘ ǿŀǎ ŀƴȅǘƘƛƴƎ ŦƻǊƳŀƭΦ 
 Not a formal action plan per say but my goal was to figure it out. 
 L ŘƛŘ ƻƴŜ ōǳǘ ƛǘΩǎ ǾŜǊȅ ǎƛƳǇƭƛŦƛŜŘ ōŜŎŀǳǎŜ L ǘȅǇƛcally do the action 

plan after I finished a project 

 

If yes, what sorts of things led you to make an action plan? 

Theme Examples of Participant responses 

The guide (15)  The guide made me realize how important it is to have an action 
plan AND really gave me the clarity, confidence and motivation to 
actually act on it and implement it. 

 The guide gave me the idea to do an action plan. 
 The guide really helped me create a clear step by step plan.   
 Working with the consultant and the guide. 
 The way the guide presented the action plan, it was more of a tool 

that would give you an advantage. 
 I was never an action plan person; I kind of just went with the flow 

before. Before I just went with it. Now I write a lot of stuff now to 
prepare myself better. The guide suggested it ς it asked for a lot of 
action plans. 

My consultant (6)  Working with my consultant. We went through different options. 
 Working with the consultant and the guide. 

Other influences (1)  Chatting with my cousin. 

No comment (1)  

11e. If I were coaching other people how to use the guide, what should I tell them? 

Theme Examples of Participant responses 

Do all of the gǳƛŘŜΣ ŘƻƴΩǘ ƭŜŀǾŜ ƻǳǘ 

any parts of it (23) 

 Read every bit of the guide thoroughly and really use the 
recommended resources/website as they add depth to the process 

 Follow the steps, read it from the first page to the last page. 
 Take your time going through it. Use all the resources in it, 

especially all the links in it, like all the websites. 
 Still go through each seŎǘƛƻƴ ŘŜǎǇƛǘŜ ƛŦ ȅƻǳ ǘƘƛƴƪ ȅƻǳ ŘƻƴΩǘ ƴŜŜŘ ƛǘΣ 

you will get some benefit from the review 
 I think everyone should be encouraged to go through all the 

sections. 
 Tell them that it is life lessons, I would tell them to read through 

the whole book.  
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Theme Examples of Participant responses 

 Even the parǘǎ ǘƘŀǘ L ŘƛŘƴΩǘ ŦŜŜƭ ǿƻǳƭŘ ōŜ ǊŜƭŜǾŀƴǘΣ ƛǘ ǿŀǎ ƘŜƭǇŦǳƭ ǘƻ 
go through it. 

 Take your time in doing it. It is helpful. Basically be honest with 
yourself and be truthful with your answers. 

 I would tell them to sit down, even though it says not to do it all, I 
would say to do it all. 

 I think people should do what I did - I skimmed through all 3 
sections to see what I was getting into then I went back to the 
beginning and did everything step-by-step. 

 L ǿŀƴǘŜŘ ǘƻ Řƻ ŜǾŜǊȅ ǎŜŎǘƛƻƴ ǎƻ L ŘƛŘƴΩǘ ǎƪƛǇ ŀƴȅǘƘƛƴƎΦ 

Specific suggestions (6)  9ƳǇƘŀǎƛȊŜ ǘƘŜ ŜȄŜǊŎƛǎŜ ŀǘ ǘƘŜ ōŜƎƛƴƴƛƴƎ ƻŦ ŜŀŎƘ ǎŜŎǘƛƻƴΧΦLǎ ǘƘƛǎ 
section really for you? 

 Set a goal, a short term and long term. Then try to achieve the 
short term goal, and then achieve higher. 

 There is no job tied to this and any time you are discouraged, get 
in touch with someone. 

 For myself, I started with the skills exercises [in the appendix]. 
What skills I have and what are the skills I need. 

 5ƻƴΩǘ Ƨǳǎǘ ǊŜŀŘ ƛǘΣ ŦŜŜƭ ŦǊŜŜ ǘƻ ƧǳƳǇ ŀǊƻǳƴŘ ŀƴŘ ǘŀƪŜ ŎƘǳƴƪǎ ǘƘŀǘ 
are useful.  

 I would tell them that the section 1 is the most important part. 

General comment about how 

useful the guide was (4) 

 It will give them a lot of information on how to hold a job, get a job 
and interviews. 

 I would want them to be honest with it. 
 I would encourage ŀƴŘ ƳŀƪŜ ǘƘŜƳ ŦŜŜƭ ƭƛƪŜ ƛǘΩǎ ƎƻƛƴƎ ǘƻ ōŜ ǎǳŎƘ ŀ 
ǊŜǿŀǊŘΦ ¢ƘŜǊŜΩǎ ŀ ƭƻǘ ƻŦ ǿƻǊƪ ƛƴǾƻƭǾŜŘ ŀƴŘ ƛŦ ȅƻǳ ŘƻƴΩǘ Řƻ ǘƘŜ ǿƻǊƪ 
ǘƘŜ Ǝƻŀƭǎ ǿƻƴΩǘ ōŜ ŀŎŎƻƳǇƭƛǎƘŜŘΦ 

 Take your time, enjoy it. It is very useful. You have to be in the 
mood when you want to read something or ŜƭǎŜ ƛǘ Ƨǳǎǘ ŘƻŜǎƴΩǘ ǎƛƴƪ 
in. 

Pick and choose what is useful for 

you (1) 

 Dƻ ǘƘǊƻǳƎƘ ǘƘŜ ōƻƻƪ ŀƴŘ ŦƻŎǳǎ ƻƴ ǿƘŀǘΩǎ ƘŜƭǇŦǳƭΦ Dƻ ǘƻ ǘƘŜ ǎǘǳŦŦ 
that is helpful for them. 

 

12. Are you continuing to use the resource guide you were given in this study? If so, how, and how 
often? 

Theme Examples of Participant responses 

Yes-the web sites (10)  There are also some websites that I have to go back and check. 
 The websites are on my desk. 
 Definitely.  I have a firm commitment to revisit it monthly to be 
ǎǳǊŜ LΩƳ ŦƻƭƭƻǿƛƴƎ ǘƘǊƻǳƎƘ ƻƴ Ƴȅ ŀŎǘƛƻƴ Ǉƭŀƴ ŀƴŘ ǘƻ ŎƘŜŎƪ ƛƴ ƻƴ 
the reflective pieces to be sure my career stays congruent with 
who I am and what I want.  Because of the Guide I really realized 
the importance of regular career check-ins.   

 I use it to go back on my goals and my work plan. 

Yes-the managing my learning  I use it to help me study, with my memory. Help to manage my time. 
 I did use it again for the time management thing. 
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plans or action plan (13)  I look at the interview section and I read it the night before to 
prepare myself. 

Yes and I have used it with my 

friends (4) 

 I have used it to help friends with their job search. 
 I would lend the guide to other people in need, to help them 
ǘƘǊƻǳƎƘ ƛǘ ōŜŎŀǳǎŜ ƛǘΩǎ ŀ ƎƻƻŘ ǎǘŀǊǘƛƴƎ Ǉƻƛƴǘ ŀƴŘ ŎƻƴǘƛƴǳƛƴƎ ǇƻƛƴǘΦ 

General positive comment (1)  ¢Ƙƛǎ ōƻƻƪ ǿŀǎ ǘƘŜ ōŜǎǘ LΩǾŜ ŜǾŜǊ ǎŜŜƴΦ ²ƛǎƘ L ƘŀŘ ǘƘƛǎ ǿƘŜƴ L Ǝƻǘ 
out of college years ago. 

Sort of, but not on a regular basis 

(6) 

 Frankly, not on a regular basis but I have referred back to it for the 
websites 

 Especially on the resume and questions for the interview. 
 Here and there I look at it. When I go for an interview but 

otherwise no. 
 Actually I do. Not very often but maybe once a week 

No (13)  Not using it at the moment but definitely if I needed more 
information about my career, I would go back to it. 

 bƻǘ ǊƛƎƘǘ ƴƻǿ ōǳǘ LΩƭƭ Ǝƻ ōŀŎƪ ǘƻ ƛǘ ǘƻ ǊŜǾƛŜǿ Ƙƻǿ ǘƻ ƎŜǘ ǘƻ ǘƘŜ ƪƛƴŘ 
of job I really want. 

 Not lately since I found a job. I would use it again if I had to look 
for a job again because it will remind me of the principles 

 bƻΣ ōǳǘ LΩƳ ŘƻƛƴƎ ǘƘŜ ǎǘŜǇǎ ǘƘŀǘΩǎ ƛƴ ƛǘΣ ǘƘŜ ǘƘƛƴƎǎ L ƭŜŀǊƴŜŘΦ 

 

13. What other resources or supports have you accessed since you finished this project? 

Theme Examples of Participant responses 

Specific web sites(2)  Websites for business management 
 JobConnect 

Consulted other people (9)  Talked to career person at the school of my choice. 
 Talked to employers to find out what they wanted and how I could 

meet their requirements. 
 I have basically been talking to my family about it. 
 LΩƳ ŎƻƴǘƛƴǳƛƴƎ ǘƻ ǎŜŜ Ƴȅ ŎƻǳƴǎŜllor at the government 

employment agency. 
 Joined LinkedIn, using friends and family much more as network. 

Positive comments related to the 

guide (1) 

 After I finished the career decision making guide, I went back and 
got the job search guide 

Attended some workshops (3)  I attended some workshops, after I finished the guide. 

Newspapers (1)  Using the job listings in the newspaper. 

No other resources (14)  Not much. 
 L ƘŀǾŜƴΩǘ ŘƻƴŜ anything else. 

 

14. ¢ƻ ǿƘŀǘ ŜȄǘŜƴǘ Řƻ ȅƻǳ ŦŜŜƭ ŎƭŜŀǊ ŀōƻǳǘ ǿƘŜǊŜ ȅƻǳΩǊŜ ƘŜŀŘŜŘ ƛƴ ȅƻǳǊ ŎŀǊŜŜǊ όƘŀǾŜ ŀ ŎƭŜŀǊ Ǿƛǎƛƻƴ ƻŦ 
what you want in your career future)? 

Theme Examples of Participant responses 
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I have a clear vision (31)  Totally good where I am going. 
 ¸ŜŀƘΣ LΩƳ ŎƭŜŀǊΣ ƛǘΩǎ Ƨǳǎǘ ƎŜǘǘƛƴƎ ǘƘŜǊŜΣ Ƙƻǿ ǘƻ Řƻ ƛǘ ŀƴŘ ƳƻǘƛǾŀǘƛƻƴ 

and trying to keep your spirits up. 
 The guide gave me a very clear vision of the work I want that is in 

line with and uses my education.   
 95% clear ς before I was 50%.   
 This guide, I can apply it anywhere now. It has given me more 

confidence. 
 LΩƳ ǾŜǊȅ ŎƭŜŀǊ ŀōƻǳǘ ǿƘŜǊŜ L ǿŀƴǘ ǘƻ ōŜΣ LΩƳ Ƨǳǎǘ ƴƻǘ ǘƘŜǊŜ ȅŜǘΦ 
 L ŦŜŜƭ ƭƛƪŜ LΩƳ ƛƴ ǘƘŜ ŘƛǊŜŎǘƛƻƴ L ǿŀƴǘ ǘƻ ōŜ ƛƴ ŀƴŘ ǘƘƛǎ ǇǊƻƧŜŎǘ ǊŜŀƭƭȅ 

helped to focus on that. 

Not really (6)  L ǊŜŀƭƭȅ ŎŀƴΩǘ ǎŀȅ ǘƘŀǘ L Řƻ ŦŜŜƭ ŎƭŜŀǊΦ LΩƳ ŎƻƴŦƛŘŜƴǘ ŀōƻǳǘ ǘƘŜ Ƨƻō L 
want and I now know there are other options if I want to explore it. 

 I just need a job 

 

15. How optimistic are you about what lies ahead in terms of meeting your career goals? 

 

16. How confident are you about your ability to manage any future career transitions you might face? 

Theme Examples of Participant responses 

Explaining reasons for rating (6)  L ŀƳ ǾŜǊȅ ŎƻƴŦƛŘŜƴǘΦ L ƪƴƻǿ ǿƘŜǊŜ L ǿŀƴǘ ǘƻ Ǝƻ ŀƴŘ ƛŦ ǘƘƛǎ ŘƛŘƴΩǘ 
work out, it should be easy for me to figure out what to do.  

 Way more confident going into interviews. 
 Working with guide and consultant has helped and has made me 

more confident in managing career transitions 
 I think I can manage, no problem.   
 The guide really gave me confidence.   
 LΩŘ ǎŀȅ тΣ before I was feeling about a 4. 
 LǘΩǎ ǎǘƛƭƭ ǎŎŀǊȅΣ ōǳǘ L ŀƳ ǘƻǘŀƭƭȅ ƳƻǘƛǾŀǘŜŘ ǘƻ Řƻ ƛǘΦ    
 Almost all participants indicated that before the guide their 

rating would have been about half (or less) of what it is now. 

Ratings: 10, 9, 10, 7, 10, 10, 7, 8, 9, 10, 7, 8, 7, 10, 9, 7, 7, 10, 7, 10, 10, 8, 7, 8, 10, 8, 9, 9, 9, 9, 10, 10, 8, 5/6, 

Theme Examples of Participant responses 

Explaining reasons for rating (4)  Depends on the day and achievement. Today I am happy but ask me 
tomorrow and I may not be happy. Some days I am not so happy. 

 LΩƳ ǎƻ ŜȄŎƛǘŜŘΦ L ŦŜŜƭ ǎƻ ƳƻǘƛǾŀǘŜŘ ōȅ ǘƘŜ ǎŜƭŦ-discovery I 
experienced through the guide. 

 7 or an 8. Before using the guide, I was about a 2. 
 I believe I can land a job with security and a much better career 

that will make me free from worries.   
 LΩƳ ƴƻǘ ŀ ƎǊŜŀǘ ǇǳǊǎǳŜǊ ƻŦ ƎƻŀƭǎΦ L Ƨǳǎǘ Řƻ ǿƘŀǘ L ƘŀǾŜ ǘƻ ŘƻΣ L ƴŜǾŜǊ 

go above and beyond. 
 Almost all participants indicated that before the guide their 

rating would have been about half (or less) of what it is now. 

Ratings: 10, 10, 10, 5, 5/6, 6, 7, 7/8, 10, 9, 8, 6/7, 6, 8, 9, 6, 8, 10, 6, 8, 8, 8, 7, 8, 10, 9, 10, 8, 9, 6, 10, 10, 8, 6, 
7, 9, 8, 9 No rating from 1 person 
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8, 4/5, 8, 8, 9 No rating from 1 person 

 

17. Do you have any comments on how useful any strategies you learned in the guide might be to you in 

future transitions?   

 

 If facing a future transition, the whole guide would be useful.  I particularly would go to Section 3 (what I 
have and what I have to do in the future) 

 I think the guide is pretty universal for Canada. It was designed for the prairies but it is pretty self-
oriented. Combined with the skills I got from my employment counselor, I feel more confident and 
ŦŜŜƭƛƴƎ ƭƛƪŜ LΩƳ ƎƻƛƴƎ ƛƴ ǘƘŜ ǊƛƎƘǘ ŘƛǊŜŎǘƛƻƴΦ Lǘ ǿŀǎ ƻƴƭȅ п ǿŜŜƪǎ ōǳǘ ǎƻƳŜǘƛƳŜǎ ǘƘŀǘΩǎ ŀƭƭ ȅƻǳ ƴŜŜŘΗ 

 Definitely not feeling the way I did before the guide. 

 I think it gave me everything I needed, the resources, makes me more comfortable making decisions. 

 I was surprised by all the information out there. 

 This experience has given me skills and strategies in future transitions.   

 Checking websites for what careers I can do with my skills. 

 How to do information interviews. 

 I would start by using the planning section (Mapping the Objective) again to confirm the direction that is 
best for me. 

 Calling and going in person are strategies that I used that I would highly recommend. And phoning, doing 
those little things that are really hard to do. Just keep optimistic, encouraging myself, believe in myself ς 
I think that is the big part, you can do it, you can do this project, you can get the job, you need to feel 
like yes, I can get there. 

 

18. Any additional comments? 

Theme Examples of Participant responses 

General positive comments (13)  I want to commend this guide.  It helped me in my real life. 
 I am very grateful I was lucky enough to be part of this. 
 LΩǾŜ ǎƘŀǊŜŘ ǘƘƛǎ ǿƛǘƘ ŎƻƭƭŜŀƎǳŜǎΦ 
 Overall it was a really good experience for me, I really liked it. 
 It was interesting, I went in there and they asked me to participate 
ŀƴŘ LΩƳ ƎƭŀŘ L ŘƛŘΦ 

 ¢Ƙƛǎ ŜȄǇŜǊƛŜƴŎŜ ǿŀǎ ǇƘŜƴƻƳŜƴŀƭΦ LΩƳ ǎƻ ƎƭŀŘ L Ǝƻǘ ǘƻ ōŜ ǇŀǊǘ ƻŦ ƛǘΗ 
LΩƳ ƎǊƛƴƴƛƴƎ ŜŀǊ ǘƻ ŜŀǊΗΗ 

 I think high school students should get this. 
 I had a lot of fun doing it, I really enjoyed it.  It made me more 

confident. Made me a lot smarter. 
 If there is any more research, I would like to participate. I am 

highly interested in it. 
 Lǘ ǿŀǎ ŀ ŘƛŦŦŜǊŜƴǘ ŀǇǇǊƻŀŎƘΦ ²ƘŜƴ L ǿŀǎ ƛƴ hƴǘŀǊƛƻΣ LΩǾŜ ŘƻƴŜ 
ǎƻƳŜǘƘƛƴƎ ǎƛƳƛƭŀǊ ōǳǘ ǘƘƛǎ ƻƴŜ ǿŀǎ ƳƻǊŜ ŦƻŎǳǎŜŘΦ LǘΩǎ ƴƛŎŜ ǘƻ ƘŀǾŜ 
everything in one concise little spot.  

 It made me so happy, I thanked them at the office. It was awesome! 

Positive comment about working 

with a consultant (7) 

 My consultant gave me the foundation to figure out what to do, to 
look at. She helped me to put everything in order. 

 There has to be a counsellor involved with human empathy and 
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Theme Examples of Participant responses 

they can touch the person, they may not get the result they 
wanted but there may be a side effect, they may change the way 
the person looks at their situation. 

 My situation is very complicated but working with someone like 
my consultant supports unique cases. 

 I think it would be better to work with somebody but it was ok to 
work on my own, I could do it on my pace. 

Comment about working 

independently (7) 

 Personally, I like working by myself so I had no problems with it. 
 I preferred to work by myself ς I am a fairly independent person. 
 .ŜŎŀǳǎŜ LΩƳ familiar with a lot of stuff in the guide, I was ok 

working on my own. 
 I was selected to work on my own. I think meeting with a group in 

the same situation as me would be really helpful, sharing 
experiences and what we have learned. 

 It was hard to work on my own with it and it would be easier to 
work with someone. 

 I thought the booklet was good but I thought it would have been 
even better to have a person to work with. 

 ¢Ƙƛǎ ǘƛƳŜΣ L ŦƻǳƴŘ ǘƘƛǎ ǇǊƻŎŜǎǎ ƛƴǎŜƴǎƛǘƛǾŜΦ LǘΩǎ ŀƭƳƻǎǘ ƭƛƪŜ ȅƻǳ ŀǊŜ 
telling me that I ŀƳ ǊŜǎǇƻƴǎƛōƭŜ ŦƻǊ ǎƻƳŜƻƴŜ ŜƭǎŜΩǎ ƛƴŎƻƳǇŜǘŜƴŎŜΦ 
L ŀǇǇǊŜŎƛŀǘŜ ȅƻǳ ŀǊŜ ǘǊȅƛƴƎ ǘƻ ƘŜƭǇ ōǳǘ ƛǘΩǎ ƪƛƴŘ ƻŦ ŘƛǎŀǇǇƻƛƴǘƛƴƎΦ 

 At the time I was working so it was easier if I did by myself but if I 
ǿŀǎƴΩǘ ǿƻǊƪƛƴƎ ƛǘ ǿƻǳƭŘ ƘŀǾŜ ōŜŜƴ ŜŀǎƛŜǊ ǘƻ ǿƻǊƪ ǿƛǘƘ ŀ ƎǊƻǳǇΦ 

 It made me realize that I need to do stuff more on my own, not 
always ask someone else to help me. Knowing that I can do it gave 
me more confidence. 

 I would rather work on it by myself than get the help. I like to be 
independent. 

Nothing to add (5)  bƻΣ L ŘƻƴΩǘ think so.  
 L ŎŀƴΩǘ ǘƘƛƴƪ ƻŦ ŀƴȅǘƘƛƴƎΦ 

Other (2)  I would suggest a 3-6 month follow up to see if people get a job 
from this project. 

 Some of my friends also went to employment services, they were 
not asked to be part of this research. They wanted to know why 
they were not asked to be part of the research. 

 The guide could let you know that it is ok to be discouraged. 

 

 


