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Chapter 1
Some Introductory Notes
on Innovations in Career
Psychology Inspired by the
Legacy of Samuel H. Osipow

Frederick T. L. Leong
The Ohio State University

Azy Barak
University of Haifa

This collection of innovative scientific chapters was sparked by the retirement
of Samuel H. Osipow from Ohio State University in Columbus, Ohio.
Osipow, a prominent teacher, researcher, and author, has left his stamp in
nearly every area of career psychology: career development theory, career
decision-making models, vocational assessment, cross-cultural and minority
groups issues, counseling interventions, counseling services provision, orga-
nizational consultation, professional intervention ethics, research methodol-
ogy, and teaching. His active involvement in this broad variety of areas and
his dynamic activity—18 books and more than 200 articles published, plus
numerous paper presentations—have earned him a central place in the Hall
of Fame of career psychology. In addition to his scientific activities, Osipow
has continually been involved in academic teaching, supervision, adminis-
tration, and professional organizations. Osipow was the chairperson of the
Department of Psychology at the Ohio State University for 13 years, presi-
dent of the American Psychological Association's (APA) Division of Counsel-
ing Psychology, and chairperson of numerous committees and task forces at
APA and other bodies, such as the APA Committee on Women in Psycholo-
gy and the APA Council of Editors. He was the founder and the first editor
of The Journal of Vocational Behavior (1970-1975), and he edited the Journal of
Counseling Psychology (1975-1981) and Applied and Preventive Psychology
(1993-1999). An examination of his specific deeds and activities indeed
leads to the conclusion that he has turned over stones and cultivated these
fields in an attempt to facilitate constructive change.
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2 LEONG AND BARAK

Osipow represents a highly functional perspective: While identifying
with and emphasizing cognitive-behavioral theory, he has recognized the
place of rival explanations and has been open to alternative viewpoints to
his own. In adopting his scientific position and rationale, Osipow has
actively contributed to conceptualizing numerous specific topics in career
psychology. These contributions included continuous critical reviews of
existing career development theories and a cry for their integration and
convergence; the role of perceptions of and attributions concerning occu-
pations and occupational titles; adaptation of behavioral and cognitive-
behavioral strategies to counseling practice; models of vocational indeci-
sion; assessment of career decision making, including processes, barriers,
and outcomes; evaluation of and coping with occupational stress; issues
related to the career psychology of women; various topics related to the
development and crystallization of vocational interests; interrelationship
of personality and career choice and development; cognitive factors relat-
ed to career decision making and choice; the role of occupational and
task-specific self-efficacy beliefs; work adjustment; unemployment; voca-
tional and career education; issues in the career development of disabled
persons; training of counseling psychologists; psychological consultation
in business and industry; and professional identity issues in counseling
psychology. This list reflects not only the level of Osipow's activity and
involvement, but also his determination, motivation, identity, and dedica-
tion to career and counseling psychology. The recognition he has
received, reflected in various awards and grants, is a result of these attri-
butes. (For a comprehensive review of Osipow's career, see Simon, 1998.)

In preparing this volume, we collected original contributions from a
number of outstanding scientists in the field of career psychology who
have been associated with Osipow either as career-long colleagues (e.g.,
Betz, Harmon, Walsh) or as his students first and colleagues later (e.g.,
Fitzgerald, Spokane, Winer). Each of these individuals not only con-
tributed a valuable manuscript to this book, but also associated the article
with Osipow's work. As a result, this book contains a collection of scholar-
ly, innovative chapters that presents comprehensive view of career psy-
chology and reflects Osipow's involvement in the field.

Chapter 2 analyzes the limitations of existing models of career deci-
sion making. Based on this analysis and Gati's program of research on
this topic, the authors present a prescriptive-systematic model for career
decision making. The PIC model consists of three stages–prescreening,
in-depth exploration, and choice. Each stage is presented in detail and
compared to the other stages. The chapter concludes with a presentation
of research that is relevant to the PIC model, as well as what implications
the PIC model holds for the future of career decision making and coun-
seling.
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A review of career self-efficacy is presented in chapter 3. Betz was one
of the first researchers to adopt the self-efficacy construct for career psy-
chology by conceptualizing both its intervening role in career-related atti-
tudes and behaviors and its measurement. Her analysis associates career
self-efficacy with proximate conceptualizations, such as Super's self-con-
cept model and Holland's typological approach. In addition, she reviews
the findings on career self-efficacy and on important vocational-related
factors, such as interests and decision making. However, central to the
chapter, Betz further develops her previous propositions on the centrali-
ty of career self-efficacy by explaining career-related attitudes and behav-
iors of minority group members and by noting its implication for career
counseling.

Chapter 4 examines the validity and the utility of Osipow's Occupa-
tional Stress Inventory (OSI), an instrument designed to assess occupa-
tionally induced stress and the role of coping strategies on well-being. The
OSI was first developed in 1981 and revised in 1983 and 1987. OSI is a
theoretically derived instrument with three subscales designed to tap role
stressors, role strains, and coping roles in the context of a work environ-
ment: Occupational Environment Scale (OES), Personal Strain Question-
naire (PSQ), Personal Resources Questionnaire (PRQ). Beginning in 1981,
more than 60 studies, including validity studies, support the notion that
OSI is a psychometrically sound practical device for use in variety of
research and practical settings. In addition, the authors provide empirical
evidence for its internal consistency using three individual profile sam-
ples. Occupational stress and strain intervention, as well as prevention
strategies, are outlined in the three OSI workshop modes (interpretive,
full-day, and half-day). Finally, critical reviews concerning the OSI are rec-
ognized, followed by helpful guidelines for future research.

Chapter 5 presents a cognitive model of interest, which is a departure
from the dominant trait/disposition approach. The chapter begins with
illustrations of the pervasiveness of cognitions in one's expressed interests
and the assumptions and evaluations we make about others' interests.
Interests are conceptualized as emotional manifestations (or feelings) of
cognitive processes. The feelings reflect degree of attraction or aversion
toward a stimulus, and they originate from a person's thoughts concern-
ing the stimulus. Barak proposes three cognitive determinants of interest
(perceived abilities, expected success, and anticipated satisfaction) and
presents both correlational and experimental evidence to support his
model. Development of interests and implications for career assessment,
counseling and research are discussed. Barak views the individual as an
active and responsible creator of his or her destiny, and since interests are
cognitively determined, career counseling is a constructive dynamic
process to help the client modify and restructure his or her emotions of
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attraction to and repulsion from activities and occupations consistent with
his or her personal strengths and weaknesses. The model is also com-
pared and contrasted with two other cognitive approaches: social cogni-
tive career theory and social learning theory of career decision making.
Barak concludes by suggesting the possibility of an integrated compre-
hensive cognitive career psychology theory.

Chapter 6 discusses cross-cultural assessment of interests. Meir and
Tziner summarize ways in which cultural differences may influence the
expression and assessment of vocational interests. The authors briefly dis-
cuss interests and other determinants in career choice and performance,
such as abilities, before focusing on interests. Interests are defined as "the
extent of attraction to act in, to be engaged in, or to receive training for
any task, job, or occupation" (p. 00). The role of interests in occupational
choice and satisfaction (i.e., congruence) and the origin of interests are
also discussed. In terms of assessment of vocational interests, the authors
also discuss evidence regarding the structural similarity if interests across
cultures and the importance of using appropriate norm groups. They dis-
tinguish between measures that rely on comparisons of an individual's
score to the norm group (Is this person's interest high compared to oth-
ers?) and those that rely on intra-individual comparisons (Is this person's
interest high compared to his or her other interests?). Despite the vast
number of difficulties noted in attempting to assess interests cross-cultur-
ally, the authors provide several rules and concrete practical suggestions
for using and/or constructing interest inventories cross-culturally. They
conclude with their conviction that accurate cross-cultural interest assess-
ment is possible and that the rewards for doing so are considerable.

Chapter 7 concentrates on cross-cultural perspectives of career devel-
opment. Leong and Serafica begin by reviewing the publications relating
to career development cross-cultural research published since the 1960s
in the Journal of Vocational Behavior and the Career Development Quarterly.
The authors attempt to draw conclusions as to how these studies reflect on
minority groups' career development and career choice. They then pre-
sent original generalizations relating to the concept of career maturity in
the context of ethnic minorities. Then, Leong and Serafica, in adopting
Leong's previously published integrative cross-cultural model of counsel-
ing and psychotherapy and applying it in the context of Super's develop-
mental theory, analyze how the research findings that emerged in the first
section of the chapter reflect on the second. Their review provides impli-
cations for and at the same time strengthens both the cross-cultural valid-
ity of Super's model and Leong's emphasis on cultural accommodation.

Existing literature in women's career development is reviewed from the
postmodernism perspective in chapter 8. The authors describe the chang-
ing face of the female workforce in United States. Then, they discuss
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measurement interests, parental influences on women's career develop-
ment, individual factors, the role of marriage and career barriers. They
end with the description of the new, emergent portrait of the woman in
2000 in light of all the recent developments in postmodernist thought.
This conceptualization of the emergent woman is an extension and elab-
oration of the pioneering work of Osipow's work in this area.

Chapter 9 discusses career assessment in relation to societal and techno-
logical evolutions and revolutions and examines the way these affect sever-
al highly relevant issues relating to vocational behavior and organizations.
Understanding that a discussion of emerging assessments in a changing
world would be meaningless without analyzing the process of change of
work and the workplace, the authors first present a broad yet focused review
of these topics in light of recent changes that the world is experiencing.
Chartrand and Walsh later discuss the structure and role of various assess-
ment devices, including innovative approaches, in light of these changes.
They conclude their chapter with an important critique of how these
career assessment changes reflect on career counseling and career-related
research.

Chapter 10 provides an in-depth analysis of the evolution of career
counseling theory. The authors review several early career counseling
models, as well as emerging theories of counseling. They show how recent
approaches differ from previous methods in relating differently to sever-
al psychological factors (e.g., environmental, social, emotional) and also
in the way they refer to diagnosis, the counseling process, and client
empowerment. The authors analyze the change in perspectives and their
implications for counseling.

The challenges in providing career services within the university setting
are addressed in chapter 11. The author discusses positive and negative
forces that impact career services from three different perspectives: the
applied or practitioner perspective, the academic or faculty perspective,
and the administrative perspective. The author analyzes the interaction of
these three perspectives within the context of the university setting. The
last section discusses the problems and potential solutions to providing
effective career services to university students.

Chapter 12 expands on Savickas' long-held ideas on the convergence
of career development theories by examining and confronting the con-
cept of career maturity as a major factor in career development theory.
Savickas challenges common assumptions and myths frequently held by
researchers and professionals in career psychology. He proposes an alter-
native viewpoint that lays the ground for new theorizing. He identifies
four major factors—termed levels of analysis (i.e., vocational personality
types, career concerns, career narratives, mechanisms of development)—
that should be used as foundations for integrating career theories into a
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comprehensive model of careers. Merging existing individual theories
into a comprehensive framework by using the principles proposed may
enhance our understanding of career development.

The chapters contained within this volume deal with significant theo-
retical and practice issues in vocational psychology. In presenting the var-
ious contemporary models, the authors present exciting new ideas and
cutting-edge materials for both the researcher and practitioner in voca-
tional psychology. From Gati's new model of career decision making to
supplant existing models to Betz's discussion of recent developments in
career self-efficacy; from Spokane and Ferrara's review of the OSI and
occupational stress assessment to Barak's cognitive approach to vocation-
al interests, the chapters highlight new and emergent perspectives in
vocational psychology. Significant new developments in cross-cultural
issues in vocational psychology are also presented by Meir and Tziner, as
well as Leong and Serafica. As Fitzgerald and Harmon present a new per-
spective on women's career development in light of postmodernism,
Chartrand and Walsh highlight significant new directions in career assess-
ment given major changes in the workplace, and Subich and Simonson
trace the evolution of career counseling and how the practice of career
counseling will change. Winer offers new solutions to providing career
services in a university setting, while Savickas proposes a comprehensive
framework for merging divergent developments in career development
theories. It is fitting that the unifying theme of this volume concerns
"change" because the authors have prepared their chapters in honor of
Osipow, a pioneer in vocational psychology who has significantly changed
the field over the last four decades. Osipow has made these significant
changes as a professor, journal editor, scholar, theoretician, practitioner,
and mentor. We dedicate this volume to Sam in honor of the all the posi-
tive changes he has made in our lives and our professional careers. We
hope that this volume will facilitate positive changes and development in
the field of vocational psychology and serve as a tribute to Sam's profes-
sional legacy.

REFERENCES
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Chapter

The PIC Model for Career
Decision Making: Prescreening,
In-Depth Exploration, and Choice

Itamar Gati
Itay Asher
The Hebrew University of Jerusalem

People make many decisions every day. Some of these decisions are made
as part of one's daily routine, whereas others are perceived as being more
important and require more attention. Most career-related decisions
belong to the latter kind because they typically have significant long-
range implications on people's lifestyle, the friends with whom they
socialize, the avocational activities in which they engage, and hence on
their quality of life. Therefore, career decisions are among the most
important decisions one has to make, and they are significant for both the
individual and the society as a whole.

The term career decision making has become prevalent in recent years.
However, most of the research and discussions on career decision making
have not focused on how career decisions are actually made (i.e., how the
information is collected and processed by the individual), nor on how they
should be made. Rather, they have focused on issues indirectly related to
the process of career decision making, such as career indecision and inde-
cisiveness, career decision-making self-efficacy, career decision-making
styles, and so on. Additionally, stages in career decision making are often
confused with stages and substages in career development (e.g., Miller-
Tiedeman & Tiedeman, 1990). In this chapter, career decision making refers
to the process people go through when they search for viable career alter-
natives, compare them, and then choose one.

Making a career decision is a complex task, and the deliberation
involved often leads to discomfort, anxiety, and confusion (Osipow, Walsh,

2
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& Tosi, 1980). Although some people make such decisions easily, others
face difficulties and sometimes seek professional help. Additionally, indi-
viduals can be characterized along a continuum ranging from unsystem-
atic (or spontaneous) to systematic career decision makers (e.g., Johnson,
1978). At one end are those individuals who tend to follow "the path of
least resistance" (Osipow, 1969, 1990). These individuals do not have well-
defined career goals, and typically follow the first accessible career path
open to them, thus letting external events play the leading role in deter-
mining their vocational future. At the other end are individuals who make
decisions systematically, after a thorough examination of the alternatives,
often with the help of career counselors or computer-assisted career guid-
ance systems (CACGSs), or after consultation with parents, spouse, and
friends.

An individual's career decision-making style is an important factor
affecting the process and outcome of career decision making. Harren
(1979) distinguished three career decision-making styles: rational, intu-
itive, and dependent; Scott and Bruce (1995) distinguished five decision-
making styles: rational, avoidant, intuitive, dependent, and spontaneous;
Sagiv (1999) distinguished between counselees who look for tools and
those who seek answers. These, as well as the other classifications of career
decision-making strategies and styles reviewed by Phillips and Pazienza
(1988), differ in the degree to which the individual is willing to take
responsibility for the outcome of the decision and in the degree to which
the individual uses a rational strategy or implicitly relies on intuition in
the decision-making process.

Numerous studies have demonstrated the advantages of systematic
decision making (e.g., Blustein & Phillips, 1988, 1990; Harren, Kass,
Tinsley, & Moreland, 1979; Hesketh, 1982; Leong & Morris, 1989; Lun-
neborg, 1978; Mau & Jepsen, 1992; Phillips, Pazienza, & Ferrin, 1984).
However, several researchers (e.g., Brown, 1990; Gelatt, 1989; Krieshok,
1998; Krumboltz, 1992; Phillips, 1994, 1997) questioned the possibility of
using rational models in career decision making and discussed alternative
models. In an attempt to meet this challenge, we describe and discuss a
three-stage model, labeled the PIC model (prescreening, in-depth explo-
ration, and choice), which is derived from decision theory but is adapted
to the unique features of career decision making. PIC can be regarded as
a prescriptive-systematic (rather than normative-rational) model for
making career decisions. The proposed model emphasizes the role of
career counselors as decision counselors (Jungerman & Schutz, 1992)
whose aim is to facilitate career decision making and to promote better
decisions.

In the first section of this chapter, we review traditional models of
career choices and discuss some of their problems. Then, we discuss why
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and how we think decision theory should be utilized as a framework for
developing new models or refining old ones. The next section presents
the basic concepts underlying the proposed PIC model and its three
major stages. This section is followed by a review of some empirical
research related to the PIC model. Finally, we discuss the role of intuition
in the career decision-making process, compare the PIC model with the
person-environment (P-E) fit approach and normative decision theory,
and explore implications for research and counseling.

THEORETICAL BACKGROUND

The Person-Environment Fit Approach
and Its Problems

Parsons (1909) laid the foundation for the P-E fit perspective, which has
dominated vocational psychology and career counseling for many years
(e.g., Holland, 1985, 1997; Lofquist & Dawis, 1991; Osipow, 1987). The
basic assumption of this approach is that congruence between an individ-
ual's characteristics and the characteristics of his or her chosen occupation
results in higher indexes of well-being, such as satisfaction, stability, and
achievement (e.g. Dawis & Lofquist, 1984; Holland, 1985, 1997; Spokane,
1987; Walsh & Holland, 1992). Reviewing the P-E fit models, Osipow
(1987) summarized the challenges faced by this approach in three ques-
tions: "How do we assess people? How do we measure their environment?
How do we compare the two, regarding the degree and quality of fit?" (p.
334).

Vocational interests (e.g., Holland, 1985, 1997; Meir, 1995; Osipow,
1983; Roe, 1956; Spokane, 1985, 1987; Osipow & Fitzgerald, 1996) are
the most prevalent means of characterizing and comparing persons and
environments in research, as well as in counseling. According to Holland
(1985), career alternatives whose three-letter codes (based on Holland's
Occupational Codes; Gottfredson & Holland, 1989) match the three-let-
ter code of the individual, derived from his or her responses to an inter-
est inventory (e.g., the Vocational Preference Inventory, Self-Directed Search,
Strong-Campbell Interest Inventory), are chosen for further exploration.

Despite the popularity of vocational interests, the ways interests are
measured and interpreted have been questioned on theoretical and
empirical grounds. First, the relations among the various forms of inter-
est expressions (e.g., manifested, tested, expressed, and inventoried;
Crites, 1969) and their relative utility continue to be controversial (e.g.,
Borgen, 1986; Osipow & Fitzgerald, 1996; Slaney & Slaney, 1986). Sec-
ond, there is a question of how many types should be used to characterize
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individuals and environments, and whether this number should be fixed
(i.e., always using a three-letter code; Holland, 1985) or variable (Gati,
1985; Gati & Blumberg, 1991; see also the Strong Vocational Interest Blank
interpretive report; Strong, Hansen, & Campbell, 1985). Third, there is
no agreement as to which measure of congruence should be used for the
assessment of P-E fit. (For reviews and comparisons of measures, see
Assouline and Meir, 1987; Brown & Gore, 1994; Camp and Chartrand,
1992; Gati, 1985; Young, Tokar, & Subich, 1998.) Fourth, there are dis-
agreements on the structure of vocational interests (Gati, 1991; Meir,
1973; Rounds & Tracey, 1996; Tracey & Rounds, 1993), as well as on
whether and how to take this structure into account in the interpretation
of the individual's interests and the assessment of congruence (e.g., Brown
& Gore, 1994; Gati, 1985, 1989). Fifth, reviews of research on P-E con-
gruence reported correlations around .30, less than might be expected
(e.g., Assouline & Meir, 1987; Holland, 1997; Spokane, 1985). Addition-
ally, the use of interests for screening the "world of work" and locating
"promising alternatives" does not seem to be sufficiently refined. For
example, there are several hundred occupations with a Holland IRE
(Investigative, Realistic, Enterprising) code and a general educational
Level 4 in the Dictionary of Holland occupational codes (Gottfredson & Hol-
land, 1989). Finally, the over-emphasis on the concept of congruence has
often led to a rigid matching between individuals' interests or needs and
their environment, instead of encouraging individuals to be active players
in their career decision-making process (Barak, chap. 5, this volume).

There are additional instruments for assessing the individual's voca-
tional interests. Some of these instruments yield lists of occupations that
match the individual's interests directly (e.g., the Strong Interest Inventory,
Kuder Occupational Interest Survey). Other inventories provide the individ-
ual with occupational categories that match their interests (e.g., Unisex
Edition of the American College Testing Interest Inventory, Vocational Preference
Inventory); these categories can subsequently be used to get lists of specif-
ic occupations. To complement the picture obtained from interest inven-
tories, some comprehensive programs also include guidelines for further
career exploration and planning. However, these additional guidelines
often assume that the individual's interests are given and that further
steps should be based on them.

The Theory of Work Adjustment (TWA; Dawis & Lofquist, 1984), which
is based on needs, is another variation of the P-E fit approach. This the-
ory emphasizes the concept of correspondence, which is defined as the
degree to which the individual and the environment meet each other's
requirements (Lofquist & Dawis, 1991). Among the advantages of this
approach are that it uses 20 needs (instead of, e.g., Holland's six person-
ality types) in the assessment of P-E correspondence, and it distinguishes
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between satisfaction and sadsfactoriness. However, this approach also
leads to a rigid matching between the individual and his or her environ-
ment. Additionally, because it relies on a fixed set of needs, there is little
flexibility in the search for this matching. Finally, TWA focuses mainly on
adjustment to the work environment and the choice of a job and less on
the career decision making process of choosing a study major, college, or
occupation (during which one cannot take into account considerations
like "co-workers" and "company policies").

Normative Decision Theory (NDT) and Its Problems

To make an informed career decision, the individual not only needs all the
relevant information, but he or she has to be capable of using it optimal-
ly. The complexity of this process raises the need for guidance during the
process itself. Decision theory focuses on the study of how decisions are
actually made and how they should be made. Thus, decision theory can
provide a well-defined framework for guiding a systematic and analytic
career decision-making process (Gelatt, 1962; Jepsen & Dilley, 1974;
Kaldor & Zytowsky, 1969; Katz, 1966). In particular, it provides a frame-
work for a dynamic, interactive process, instead of the more rigid match-
ing that underlies the traditional P-E fit approach.

Attention to the decision-making approach for occupational choices
has increased in recent years, and cognitive approaches are playing a
greater role in understanding the processes involved in career decision
making (Neimeyer, 1988; Osipow, 1987; Peterson, Sampson, Reardon, &
Lenz, 1996; Walsh & Osipow, 1988). Comprehensive reviews and discus-
sions of decision-making theory as used for career choice may be found in
Brown (1990); Carson and Mowsesian (1990); Gati (1986, 1990a, 1996);
Jepsen and Dilley (1974); Mitchell and Krumboltz (1984); Phillips (1994,
1997); Phillips and Pazienza (1988); Pitz and Harren (1980); and Slaney
(1988).

Bell, Raiffa, and Tversky (1988) distinguished three types of decision
models: normative, descriptive, and prescriptive. Normative decision
models specify how rational choices should be made. Descriptive models
describe and explain how people choose among actual options in real-life
situations. Prescriptive models outline the suggested steps involved in
making better decisions, acknowledging that the decisions made may not
necessarily be the best ones in terms of the normative models.

Normative decision models (e.g., the expected utility model or the
multiattribute utility model) outline the course of action that should be
taken in order to maximize the probability of achieving a specified goal.
The basic feature of these models is that the advantages of the alternatives
compensate for their disadvantages. According to expected utility theory,
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