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This study tested two hypotheses derived from John L. Holland's theory of 

vocational choice. The first hypothesis was that there should be some correlation 

between congruence, as measured by Holland's Self-Directed Search instrument, and 

an individual's expressed job satisfaction. The second hypothesis was that individuals 

will tend to seek out congruent occupations over time. The Self-Directed Search 

instrument was administered to 112 individuals working in a variety of occupations in 

order to measure job congruency. A questionnaire relating to job tenure and job 

satisfaction was also given to each individual. The information garnered from the 

SDS and the questionnaire was used to determine the degree of correlation between 

satisfaction and congruence; between job tenure and congruence; between age and 

congruence; between satisfaction and age; and between satisfaction and job tenure. 

These five relationships were used to determine the validity of the two hypotheses of 

this study. The results yielded no significant correlation between any of the five 

relationships, thus the two hypotheses of this study were not supponed. However, 

there were some questions about the data manipulation and interpretation that would 

preclude an outright rejection of the theory. Future studies might alleviate some of 

these questions by focusing more attention on the process of accurately coding each 

subject's occupation according to the Occupations Finder. Also, a more in-depth 

inquiry into the subjects' job satisfaction might provide a more accurate measure of 

this variable. 
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CHAPTER I 

INTRODUCTION 

This study seeks to substantiate John L Holland's theory of Vocational 

Choice and to validate the accuracy of his Self-Directed Search Model. Holland 

developed his theory in an attempt to explain vocational behavior and suggest 

some practical ideas to help young, middle-aged, and older people select jobs, 

change jobs, and attain vocational satisfaction. 

Holland's Themy of Vocational Choice 

The theory is based on two basic principles. The first is that most people 

can be categorized according to six types: realistic, investigative, artistic, social, 

enterprising, or conventional. Each type is a result of both personal forces and 

cultural or environmental forces. Each type has a list of characteristics or traits. 

By comparing the person's attitudes to the model type it is easy to determine the 

type that he or she most resembles (Holland, 2). 

The second basic principle states that there are six model environments: 

realistic, investigative, artistic, social, enterprising, and conventional. Each 

environment is dominated by a certain personality type. 

Using these two principles, personality types and related environments, 

Holland was able to identify two other concepts. First, people search for envi­

ronments that will let them express their views and values or type biases. They 
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seek a nitch or environment that relates to their personality type. Second, there 

is an interaction between a person's personality and the environment. Since a 

person is a product of the interaction between personality and environment one 

can forcast suitable career choices and or job changes if both the personality 

pattern and environmental pattern are known (Holland, 3-4 ). 

Secondary concepts such as congruence, consistency, differentiation and 

identity will help to explain these principles. Congruence exists when a personal­

ity type is compatible with, or matches, the environment (Frantz and Walsh, 

224 ). Total compatibility would exist if the personality type is in a matching 

environment; for example, an artistic personality type in an artistic environment. 

The environment reinforces personal beliefs or characteristics and builds self­

confidence. Incongruent interactions work in the same way; personality types or 

characteristics that conflict with an environment will be distractive, leading to 

stress, inability to cope, dissatisfaction, and probably flight from the environment 

(Holland, 4-5). 

Consistency of the personality type and environments requires that the 

characteristics of both work in harmony with each other. Inconsistency exists if 

the two personality types or the personality type and the environment have 

conflicting values or characteristics (Frantz and Walsh, 224). It is more difficult 

to predict the behavior of inconsistent persons because they have a wider range 

of possible behaviors (Holland, 4 ). 

Differentiation or homogeneity refer to the clarity of one personality type 
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(Frantz and Walsh. 224). Differentiation is measured by the extent of difference, 

or distinction, between personality types or environments. For instance, a per­

son may closely resemble a single type and show better resembalence to other 

types, or an environment may be dominated largely by a single type (Holland, 4). 

If a personality type is true to structure and obviously different from the other 

types, the person is homogeneous. 

The interactions within and between types and environments will affect 

the predictability of a person's behavior or choices. It will be relatively easy to 

predict a person whose well defined personality type is consistent with a match­

ing environment (Holland, 5). 

Evolution of Holland's Theory 

According to Holland the development of his theory came from his days 

as an educational, military, and psychiatric counselor. Both his reading and work 

led to the Vocational Preference Inventory. This in turn began his desire to 

categorize people by their personality traits and interests (5). 

He believed that there were several wide-range categories that could 

account for a person's behavior, characteristics and traits. This belief was 

supported by Guillford's 1954 comprehensive factor analysis of human interest. 

This analysis described six major factors that accounted for the diversity of 

interests and characteristics of a personality. They are: mechanical. scientific, 

social welfare, clerical, business, and esthetic. 
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After studying the work of Adler (1939), Fromm (1947), Jung (1933), 

Sheldon (1954) and Spranger (1928) --whose works offered other analysis of 

personality types, largely based on literature -- Holland was able to develop a 

testable formula to evaluate each type. He tried to conform to as many scientific 

principles of logic as possible. 

He derived his assessment of environments from Linton who in 1945 

proposed that the environment is largely due to the force of other people within 

that environment So Holland derived that by calculating the distribution of 

personality types, a person could determine the environment's category. An­

other important influence was Murray's 1938 formulation of personal needs and 

environmental pressures. In 1961, Holland and Astin used this hypothesis to 

develop the Environmental Assessment Technique. This concept proposes that 

human behavior is a direct result of both the personality and environment (Hol­

land, 6). 

There were also other principles that influenced his work. The work of 

Campbell (1971), Strong (1943), and Super and Crites (1962), re-evaluated the 

popular belief that vocation choice is an expression of personality (6). 

Although vocational choice is related to personality there are other 

psychological and sociological factors. The work of the following people explain 

relative components to this concept. Baird (1970) evaluated self ratings of 

ability along with personality traits and life goals. Medvene (1969) describes the 

effect of parental attitudes. Self concept issues were evaluated by both Borden 
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in 1943, and Super in 1972. Super also described vocational choice as a develop­

mental process. These components together give strong support that a person's 

vocational interests flow from his life history and personality (Holland, 7). 

Another belief is that inte.rest inventories are personality inventories. 

Holland found Forer's 1948 work to be the first to develop a personality assess­

ment inventory. Forer's use of the Kuder Preference Record lead to the 

development of Holland's Vocational Interest Preference Inventory in 1958 (7). 

It is also important to note that Vocational stereotypes have important 

psycological and sociological meanings to members of society. The work of 

Beardslee, O'Dowd, Marks, and Webb, compared attitudes of various sample 

populations. These attitudes directly relate to vocational choice (8). 

Holland found that the work of Chaney and Owens in 1964, Kulberg and 

Owens in 1960, Laurent in 1951, Nachmann in 1960, and Roe in 1956, all lend 

support to the theory that the members of a vocation have similar personalities 

and personal development histories (Holland , 9). 

The above principles and beliefs in relation to the work of these theorists 

play a crucial role in the evolution of John Holland's theory. The relationship 

of these components have guided and supported his work. 

The Personality Types 

A person's personality forms early in their childhood. Children make 

demands on parents, and the way in which parents react affects the personality. 
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A child may also resemble a parent. Regardless of the formulation, there are 

still certain distinguishable characteristics that make up that person. The follow­

ing types provide a model of the possibilities (12). 

The Realistic type is characterized by a somewhat hard disposition and is 

known for masculinity in character, aggressiveness, physical strength, and is 

unsociable. This person has good physical ability and coordination, but has poor 

social and verbal skills. This person also, will rarely get involved in creative 

things such as arts or sciences. Probable occupations for the Realistic type 

would be: mechanic, wildlife specialist, tool designer, crane operator, or electri­

cian (Holland, 356). 

The Investigative type was referred to in other earlier works by Holland 

as Intellectual. This re-adjustment was needed as it now more accurately de­

scribes this personality type. The characteristics of the Investigative type include 

those who are task-oriented, prefer to think out problems rather than act on 

them, prefer to work independently, enjoy ambiguous work, and long to under­

stand the physical world surrounding them. Occupations suited for this type 

would include: astronomer, biologist, chemist, and zoologist (357). 

The Artistic type has a great need for individual expression, is more 

emotional and feminine in disposition and suffers often from emotional distur­

bances. This type will avoid highly structured problems and prefers to deal with 

problems through artistic medias. Ideal occupations for this type would include: 

artist, author, composer, conductor, drama teacher, and musician (357). 
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The Social type has great people skills but avoids intellectual problem 

solving. This type is characterized by a feminine, humanistic, religious disposi­

tion that needs attention. Occupations for the Social type include: clinical 

pyschologist, missionary, high school teacher, marriage counselor and speech 

therapist (357). 

The Enterprising type has ,great verbal skills for leading, dominating, and 

selling. This type avoids well defined language or work situations requiring large 

amounts or intellectual effort. In disposition this type is masculine and strong. 

Ideal occupations for the Enterprising type include: business executive, political 

campaign manager, real estate salesman, stock salesman and television producer 

(357). 

The Conventional type prefers structured verbal and numerical activities. 

These people are good at highly structured tasks and prefer to conform to a 

leader. This type also values material possessions and status. Ideal occupations 

for the Conventional type include: bank examiner, book keeper, financial ana­

lyst, statistician and traffic manager (357). 

The Environment Models 

The development of a personality and all human behavior depend largely 

on the personal values of an individual and also the environment in which a 

person lives. Certain groupings of personality types are drawn together. As they 
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form a group some obvious characteristics dominate the group forming what 

Holland calls the environment. The six environments include: Realistic, Investi­

gative, Artistic, Social, Enterprising, and Conventional. (Holland, 357). 

The Realistic environment offers situations that entail explicit, orderly, 

and systematic usage of tools and machines. This environment, highly domi­

nated by Realistic type personalties, stimulates people to perform in realistic 

activities and encourages them to see themselves as having mechanical ability 

over the ability to relate to others. It also encourages people to see the world in 

simple tangible terms and fosters technical competencies and successes. This 

environment also projects or reinforces the following traits: asocial, conforming, 

hardheaded, materialistic, persistent, practical, inflexible, uninsightful, thrifty, 

and uninvolved (Holland, 29). 

The Investigative Environment creates opportunities that are systematic, 

creative investigation of biological, cultural, or physical surroundings, and is 

dominated by Investigative personality types. It stimulates scientific competen­

cies and encourages people to see themselves as scholarly, and as having 

scientific and mathematic ability. This environment encourages people to see 

the world in complex and abstract ways. This environment also reinforces the 

following traits: analytical, critical, complex, curious, independent, intellectual, 

pessimistic, precise, rational, reserved, unassuming, and unpopular (Holland, 

30). 

The Artistic Environment creates artistic, ambiguous, free, and 
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unsystematic opportunites and is dominated by Artistic personality types. It 

stimulates people to get involved in artistic activities and ecourages people to 

see themselves as expressive, original, intuitive, and nonconforming. Also, to see 

the world in complex, unconventional, and flexible ways. This environment 

reinforces the following traits: complicated, disorderly, emotional, expressive, 

idealistic, imaginative, impractical, impulsive, independent, intuitive, noncon­

forming, sensitive, and open (Holland, 31). 

The Social Environment creates opportunites that manipulate others to 

train, develop, cure, enlighten and inform. It is dominated by a large population 

of Social personality types. It stimulates people to get involved in social activi­

ties and encourages people to see themselves as helping others and 

understanding others. It encourages them to see the world in social, flexible 

ways. The Social environment rewards people for their social values. It rein­

forces the following traits: Cooperative, empathetic, patient, friendly, generous, 

helpful, idealistic, kind, responsible, sociable, tactful, and warm (Holland, 31). 

The Enterprising Environment creates opportunities that entail the 

manipulation of others to attain personal or organizational goals. It is largely 

dominated by Enterprising personality types. It stimulates people to get in­

volved in enterprising activities such as selling and leadership. It encourages 

people to see themselves as aggressive, self-confident, popular individuals and to 

see the world in stereo-typed constricted ways. It rewards people for valuing 

money, status, and power. It reinforces the following traits: adventurous, ambi-
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tious, domineering, energetic, exibitionistic, excitement-seeking, extroverted, 

flirtatious, optimistic, self-confident, and talkative (Holland, 33). 

The Conventional Environment demands the explicit, ordered, and 

systematic manipulation of data. It is largely dominated by Conventional per­

sonality types. This environment encourages people to conform in an orderly, 

nonartistic way. It encourages people to see the world in conventional, system­

atic, stereo-typed, constricted, simple, dependent ways. It reinforces the 

following traits: careful, conforming, conscientious, defensive, efficient, inflex­

ible, inhibited, obedient, persistent, orderly, prudish, thrifty, and unimaginative 

(Holland, 33). 

Tustin& the Theoi:y 

The purpose of this study is to test the validity of that aspect of Holland's 

Theory that deals with congruence. One way in which this can be done is by 

measuring the degree of congruence between personality type and environment 

for a group of individuals who are currently employed. If the theory bolds true, it 

can be assumed that if the SDS is administered to a group of individuals who are 

currently working in a variety of occupations, the results will indicate a positive 

correlation between congruence and a person's satisfaction with his or her 

occupation. 

A further assumption is that there should be a tendency for people to 
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move, over time, towards occupational environments which are more congruent 

to their personality type. Hence, it is assumed that a positive correlation should 

exist between congruence and an individual's age and between congruence and 

the length of time that the individual has spent in his or her current occupation. 
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CHAPTER II 

LITERATURE REVIEW 

Career Assessment Instruments 

Assessment tests have become a cornerstone in career counseling. As a 

counseling tool they provide the information an individual needs in making 

occupational decisions that, when combined with other relevant data, provide a 

solid basis for choosing a career path. 

In a general sense, all assessment tests provide a means of identifying an 

individual's career suitability. More specifically, there are several different types 

of assessment tests that each measure a different aspect of an individuals psycho­

logical characteristics. For instance, one person may need to focus on developing 

an awareness of his interests while another may need help clarifying his values. 

Yet another may have a need to deal with personality conflicts. Whatever the 

need, there are assessment tests which can provide specific information to aid in 

career development. 

Career assessment methods generally fall into one of six categories: 1) 

Ability Tests, which are used primarily to determine the probability of successful 

performance in a particular job or training program. 2) Achievement Tests, 

which indicate educational strengths and weaknesses and may be used in the 

same manner as ability tests. 3) Career Maturity Inventories, which provide a 

means of assessing vocational development in terms of self-awareness, planning 
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skills, decision-making skills, and other equally important variables. They are, in 

some cases, self-report measures, on which individuals describe their characteris­

tics and traits (Cronbacb, 671-684). 4) Interest Inventories, which are used as a 

means of comparing an individual's interest patterns with those of reference 

groups. They are one of the primary tools used in career counseling. 5) Person­

ality Inventories, which provide some indication of an individual's traits that 

affect and influence behavior. 6) Value inventories, which are also measures of 

an individual's traits, but, which target those traits that are associated with the 

individual's values that influence behavior. 

Choosin~ a Career Assessment Instrument 

Before the correct assessment method can be chosen the purpose for 

assessment must be defined. For this paper the purpose for assessment is as­

sumed to be selection of a suitable career path. With this in mind, a review of 

each of the six previously discussed assessment methods yields the following 

conclusions about each method. 

Aptitude tests are used primarily for career path selection. Unfortunately, 

they are unable to answer questions about specific occupational suitability. Ha 

person scores high on the space relation portion of an aptitude test this only 

indicates that person's ability to visualize things in three-dimensions. While this 

is a prerequisite for a successful career as an architect, having this ability does 

not insure success as an architect. 
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As mentioned earlier, achievement tests measure the level of an 

individual's educational attainment. They can be of value in determining 

whether or not an individual is currently suited for a particular occupation, but 

their ability to predict the same individual's future suitability for a particular 

occupation is nil. 

Career maturity inventories are used primarily to determine an 

individual's readiness to enter a certain career related activity. They are not 

designed to identify suitable career paths. 

Interest inventories are probably the most widely used instruments for 

predicting career suitability. Their purpose is to predict suitible career paths for 

the individual. They seek to measure an individual's interests and likes, thus 

providing the individual with some indication of from which occupation he may 

derive the most satisfaction. 

Personality inventories are similar in nature to interest inventories. They 

are career path predictors; however, they are not as specific as interest invento­

ries (Bernardin and Bowans, 1985). 

Value inventories can be used as career predictors in much the same way 

as interest and personality inventories; however, they are better used as diagnos­

tic measures. They can aid in the identification of factors that may be causing an 

individual to experience stress or boredom in bis present occupation. 

For career path identification the most effective career assessment 

method seems to be interest inventories. Determining what an individual is 
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interested in is the most logical way of identifying an appropriate career path. 

Unfortunately, asking people directly what their interests are has been shown to 

produce unreliable and often unrealistic results (Fryer, 23). Consequently, an 

indirect approach to differentiate interests has been developed and is used in all 

of the current interest inventory instruments. Some of the more commonly used 

interest inventories include the following:. 

Strong-Campbell Interest Inventory (SCII) -

The SCII is divided into seven parts. Parts 1 thru 5 indicate whether an 

individual likes, is indifferent to, or dislikes specific occupations, school subjects, 

activities, amusements, and types of people. Part 6 indicates the individual's 

preference for a number of activities. On part 7 the individual chooses state­

ments that describe himself (Holland, 24). 

Kuder Occupational Interest Survey (KOIS) -

The KOIS was developed around the identification by G. F. Kuder of 

clusters of interest These clusters of interest were formed by administering 

questionnaires which listed various activities to individuals employed in different 

occupational areas. Items that were highly correlated with each other were 

grouped together in descriptive scales. Groups of items that had lower correla­

tions with each other were formed into nine clusters and designated as broad 

areas of interest (Holland, 149). 
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The format of the KOIS requires the individual to respond to groups of 

three items by ranking the items from most liked to least liked. The KOIS is 

made up of 9 scales: outdoor, mechanical/computational, scientific, persuasive, 

artistic, literary, musical, social service, and clerical. A list of specific occupations 

correlated with each scale is provided (Holland, 150). 

Self-Directed Search (SDS) -

The SDS is based on Holland's theory of career development (Holland, 

82-84). The SDS can be self-administered, self-scored, and self-interpreted. 

Individuals begin by indicating likes or dislikes for certain activities. Next they 

indicate activities that they can perform well or competently and identify occupa­

tions that appeal to or interest them. Finally, they evaluate themselves on twelve 

different traits based on previous experience. The combined result from these 

three steps yields a three letter code in which each letter represents one of the 

personality styles in Holland's typology - realistic, investigative, artistic, social, 

enterprising, and conventional (Holland, 15-23). 

Of the interest inventory instruments previously discussed the Self-Di­

rected Search seems to incorporate the most recent findings and exhibit the 

highest validity (Zunker, 76). Consequently, the SDS has been chosen, for the 

purposes of this paper, as the most appropriate single method for predicting 

career paths. 
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As previously discussed, Holland's Theory and his Self-Directed Search 

Model evolved over a number of years. They incorporate elements of a number 

of earlier vocational choice theories and career assessment instruments. Conse­

quently, Holland's Theory of Vocational Choice and his Self-Directed Search 

Model have become widely accepted methods for predicting career suitability. 

Tests of Holland's Theory 

Since its development, Holland's Theory and his SOS Model have been 

evaluated in numerous tests administered by numerous researchers. While the 

results of some of these tests failed to support the theory, the results of most did. 

One of the earliest and most prominent tests is one conducted by Werner 

in which he chose a sample of 527 boys and girls from a population of 1,445 

students in seven occupational training centers. These students were assessed by 

the Kuder test, the VPI, and by questionaires about occupational concerns and 

achievement. Werner found the following results to be true: 

1) Students in congruent environments bad higher achieve­

ment scores than those in incongruent environments. 

2) Congruence was related to satisfaction for boys but not for 

girls. 

3) Congruence was related to remaining in a program. 

4) Consistency and homogeneity of a student's VPI profile 

yielded inconsistent and negative results. 
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5) Consistency, congruence, and homogeneity were found to 

be additive for achievement but not for satisfaction. 

Generally, the results of Werner's study support Holland's hypothesis 

about congruence of type and environment. However, the results of bis study are 

mixed for the other hypotheses associated with the theory (Holland, 66-67). 

Another prominent test of the theory was conducted by Thomas Frantz 

and E. Pierce Walsh. They used students and faculty from six graduate school 

departments in an attempt to assess the utility of the operational constructs used 

in Holland's Theory and predict satisfaction and achievement in graduate school 

using Holland's variables of congruence, consistency, and homogeneity. The 

study yielded three basic observations: 

1) Regardless of their theorized orientation, most depart­

ments constituted primarily an intellectual environment. 

2) Satisfaction and achievement were unrelated. 

3) While neither congruence and consistency, nor homogene­

ity were predictive of graduate school outcomes, the three 

variables combined were indicitive of satisfaction and 

achievement in graduate school (223-232). 

Hans A Andrews conducted a study in which the subjects were a group 

of adult part-time community college students. The study attempted to test the 

validity of Holland's Theory by showing that people search out vocations that are 

compatible with their personalities. To do this the subjects present job and 

18 



future job choice were classified into Holland's environmental scheme. The 

subjects were then given the SDS in order to determine their personality coding. 

Personality codes were then compared to environmental codes for both the 

present job and the future job choice. This comparison was used to determine 

whether or not a person who's present job was incongruent with his or her per­

sonality type had any tendency to indicate a future job choice that was more 

congruent to his or her personality type (482-483). 

The results of this study demonstrated significant movement on the part 

of adults toward future work environments more compatible with their personal­

ity types than their present work environments. Since the subjects represented a 

diverse age group employed in a variety of job environments this study added 

additional support to what had been found in the Werner, and Frantz and Walsh 

studies on younger college and high school populations. 

Another study of Holland's Theory and vocational movement was under­

taken by Andrew S. McGowan. In this study, 126 vocationally undecided high 

school seniors were given the SDS, followed by a revision of Trow's Vocational 

Choice Inventory in which they were asked to express a career choice or state an 

indecision. Four years later, this same group was mailed a posttest VCI; the 

responses of 84 subjects were then analyzed. The subjects' expressed career 

choices on both the initial and the four year follow-up VCI were compared to 

the summary codes on the SDS they had initailly taken. The SDS summary codes 

were broken into primary and secondary summary codes. The primary summary 
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code represented the subjects' actual summary code consisting of the three 

highest letter ratings from the SOS ranked from highest to lowest. Toe secondary 

summary code represented all oilier combinations of the three letters in the 

primary summary code (294-302). 

The results of this study showed that 21.4% of the subjects had made 

career choices predicted by their primary summary codes and 51.2% had made 

vocational choices found among their secondary summary codes. This would 

appear to lend support to the validity of using the SOS summary codes to predict 

eventual career decisions. In addition, the results supported the notion that 

workers tend to move towards careers that are more compatible to the personal­

ity type by showing that 73.7% of those subjects whose initial vocational 

preference differed from their actual vocational choice had made a career 

choice that was found among either their primary or secondary summary code. 

A 1978 study conducted by Paul R. Salomone and Robert B. Slaney 

Looked at the applicability of Holland's Theory to nonprofessional workers. In 

their study 470 male and 447 female nonprofessional workers were classified, 

using Holland's six categories, by: (1) their present job classification, (2) their 

perceived self-description and (3) their personal orientation. Self-description 

was determined by having each subject select from Holland's six personality 

descriptions the one that they felt best described themselves, and personal 

orientation was determined by administering a number of vocational 

questionaires and inventories to each subject. Analysis involved measuring the 
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congruency between each of the three classifications (63-72). 

The results of this study indicated a substantial degree of support for 

Holland's theoretical position that persons working in particular vocational 

environments are likely to have personality orientations which are consistent 

with their work environment. While the results did substantiate the theory, 

Salomone and Slaney speculate on whether or not environment could have 

exerted influence over the personality type of the workers. That is, can workers 

adapt or change their personality to suit their environment? There is some 

evidence supporting this notion in studies of college students and the influence 

of the college environment on their personality type. 

The question of the validity of Holland's Theory when appHed to women 

has been dealt with in a number of studies. Maxene S. Doty and Nancy E. Betz 

conducted a 1979 study in which they looked at the validity of Holland's Theory 

when applied to a sample of men and women working in an enterprising occupa­

tion. The sample was comprised of 45 male and 43 female sales managers. Both 

the SDS and the Strong-Campbell Interest Inventory were used as test instru­

ments (207-215). 

In general, the findings from this study suggested that Holland's Theory is 

valid for women as well as men. The authors found that both the men and 

women in their sample obtained their highest scores on the enterprising theme, 

and the E-theme scores of women were at least as high as were those of men. 

They also found that both sexes were highly satisfied with their jobs. 
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A second study dealing with gender was conducted by William B. 

Benninger and W. Bruce Walsh. In their study the authors investigated the 

differences between men and women employed in traditional male occupations 

using the Vocational Preference Inventory and the Self-Directed Search. Their 

premise was that if Holland's theory is applicable to both men and women in the 

same occupation, there should be some similarity among the personality types of 

males and females who enter and remain in an occupation. The subjects of the 

study were 103 male and female non-college degreed workers in three occupa­

tions (bus-taxi drivers, police officers, and car sales agents) corresponding to 

three of Holland's environmental categories (Realistic, Social. and Enterprising) 

(81-87). 

In general, the results of this study uphold the premise that Holland's 

Theory is equally applicable to both men and women. This was made most 

apparent in the results of the SOS where all of the occupational groups with the 

exception of the female bus-taxi driver group bad their highest mean score on 

the scale consistent with Holland's predictions. The Female bus-taxi drivers bad 

their highest mean score on the Social scale. 

As with gender, there have been questions regarding the validity of 

Holland's Theory when applied to specific racial groups. W. Bruce Walsh, Rosie 

Bingham, Joseph A Horton, and Arnold Spokane dealt with this issue in a 1979 

study. The main concern of their study was to investigate differences between 

black and white women employed in traditional male occupations who took the 
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Vocational Preference Inventory and the Self-Directed Search. The VPI and the 

SOS were administered to 155 black and white college-degreed workers in three 

occupations (engineering, medicine, and law) corresponding to three of 

Holland's environmental categories (Realistic, Investigative, and Enterprising). 

The premise of their study was that if Holland's Theory is applicable to both 

white and black women in the same occupation, there should be some similarity 

among the personality types of black women and white women who enter and 

remain in an occupation (217-223). 

The results of this study, in general, tentatively suggest that white women 

when compared with black women in the same occupations tend to report very 

similar mean raw scores on the VPI and the SOS. Thus, the results from the 

comparisons of men and women in the same occupations which were previously 

discussed tend to hold true for the comparison of white and black women in 

traditional male occupations. 

A second study dealing with race was conducted by W. Bruce Walsh, Joan 

0. Hildebrand, Connie M. Ward~ and Dorothy F. Matthews in 1983. The main 

concern of this study was to investigate the differences between black and white 

American women employed in traditional female occupations who took the 

Vocational Preference Inventory and the Self-Directed Search. The VPI and the 

SOS were administered to 110 black and white non-college-degreed workers in 

three occupations (laboratory technicians, sales clerks, and clerk-typists) corre­

sponding to three of Holland's environmental categories (Investigative, Enter-
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prising, and Conventional). The premise of this study, as with the study previ­

ously discussed, was that if Holland's Theory is applicable to both white and 

black women in the same occupation, there should be some similarity among the 

personality types of black women and white women who enter and remain in an 

occupation (182-189). 

The findings in this study are somewhat mixed. Results of the SDS indi­

cate that black and white women in the same occupation seem to be far more 

similar than different. On the scales of the VPI, however, white and black 

women in the same occupation seem to be more different than similar. In his 

theory, Holland suggests that people who work in a given occupation should 

score higher in that occupation (scale) than on any other. The results for the VPI 

and SDS show that all of the black occupational groups except one had their 

highest mean score on the scale consistent with Holland's predictions. The black 

laboratory technician group reported their second highest mean score on the 

appropriate scale. However, for the white employed samples only the lab techni­

cian group on the Investigative scale of the VPI and the clerk-typist group on the 

Conventional scale of the SDS had their highest mean score on scales consistent 

with Holland's predictions. This suggests that both the VPI and the SDS tend to 

differentiate more effectively within occupational groups for the black working 

women. 

Philip E. Varca and Garnett Stokes Shaffer conducted a study in which 

the generality and stability of Holland's Theory was tested by eJCamining prefer-
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ence for avocational (leisure) activity. lo this study, the entire freshman class of a 

large southeastern university was chosen as participants (a sample of 1944). 

Based on their responses to the Strong Vocational Interest Blank, each student 

was placed into one of the six Holland groups. They also indicated preferred 

leisure activities on questionnaires that were administered at a 9-year interval. 

Six hypotheses were developed relating Holland groups to particular types of 

avocational behavior. For example, it was predicted that the Artistic group 

would be more active in cultural affairs and that the Enterprising group would 

prefer reading political and economic magazines (282-297). 

The initial test of the hypotheses during late adolescence confirmed five 

of the six predictions. The follow-up 9 years later confirmed all six. This indicates 

some support for the notion that individuals self-select a variety of situations and 

raises some concerns about the relationship between the world of work and 

nonwork. The authors suggest that questions in this area might focus on bow 

persons deal with the lack of overall congruence in their lives. They ask, are 

individuals working in an incongruent environment more apt to seek certain 

types of leisure activities to compensate for their ill fit on the job? Why might 

workers in incongruent jobs report high job or life satisfaction? Have these 

individuals remained satisfied by acting on their behavioral dispositions through 

leisure and other avocational pursuits? 

lo general, the studies previously discussed seem to lend some support to 

the validity of Holland's Theory and to the accuracy of the Self-Directed Search 
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Model. It has been shown that the theory seems to hold true for students as well 

as employed persons, for women as well as men, and for blacks as well as whites. 

The SDS was used as the testing instrument in a number of the studies and it 

seemed to provide the most accurate assessment. 

While the results of these studies do provide some positive support for 

both the theory and the test instrument , they are not entirely conclusive. Indeed, 

there have been several studies which failed to support the theory. One such 

study was conducted in 1972. In i.t, Henry M. Hughes, Jr. classified 400 men into 

personality type and level on the basis of their full-time employment. Each of the 

subjects completed six measures of interest and personality including the VPI, 

the SVIB, the Cattell Sixteen Personality Factor, a self-rating personality scale, 

the Quick Word Intelligence Test, the Sims Occupational Rating Scale, and a 

Personal Information Sheet developed by the author. Each subject also gave a 

brief occupational history and indicated their degree of satisfaction with their 

present employment. 

The results of Hughes' study indicated the following: 

(1) The employed men tended not to consistently possess the 

personality orientation appropriate to their jobs. 

(2) They did not rate themselves on personality characteristics 

in accordance with Holland's theory. 

(3) They tended to work at occupational levels predictable 

from the summation of intelligence and self-evaluation. 
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(4) When classified as "consistent," using Holland's procedures, 

they did not express greater job satisfaction or have greater 

job stability than individuals designated as tlinconsistent" 

(377-388). 

A study conducted by Elton and Rose in 1981 looked at the relationship 

between dropout rate and intended major for 2943 college freshman. In this 

study, congruence was found not to be related to dropout even when combined 

with consistency and homogeneity. This result fails to support Holland's Theory 

(114-118). 

In 1970, Bates, Parker, and McCoy conducted a study in which they 

attempted to test Holland's theory as it relates to the degree of correlation 

between an individual's person-environment interaction ( congruency, consis­

tency and homogeneity) and that individual's satisfaction with his or her current 

occupation and his or her level of vocational achievement. Their subjects were 

124 males and 76 females classisfled as having psychological or physical disabili­

ties. The subjects were administered the Holland Vocational Preference 

Inventory (VPI) in order to determine congruence, consistency and homogene­

ity, and the Minnesota Satisfaction Questionaire (MSQ) in order to determine 

occupational satisfaction. The subjects employers completed the Minnesota 

Satisfactoriness Scale (MSS) in order to determine the subject's level of voca­

tional achievement. The results of this study yielded no over-all confirmation of 

Holland's Theory (511-516). 
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A 1983 study by Healy and Mourton attempted to measure the degree of 

correlation between congruence and grade point average for a group of 83 

female and 55 male community college students. In this study the subjects were 

given the SDS and their resulting occupational code was compared to their 

expressed occupational choice in order to determine congruence. The subject's 

level of congruence was then compared to his or her grade point average. The 

results yielded no significant correlation between congruence and gpa, thus, 

Holland's Theory was not supported (318-328). 

The failure of some studies, including the ones mentioned in this paper, 

to support Holland's Theory is certainly not grounds for its rejection. The fact 

that the majority of studies which have attempted to test the theory have, to at 

least some degree, supported it is sufficient reason to continue testing. This is 

even more important given the fact that Holland has continued to refine his 

theory and his Self-Directed Search instrument. 
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Hypothesis 

CHAPTERIII 

METHODOLOGY 

The hypotheses for this study, stated in null form, are that (1) there is no 

difference in an individual's expressed job satisfaction regardless of whether or 

not the individual works in a congruent or a noncongruent environment, and (2) 

individuals wil.\ not necessarily seek out congruent occupations over time. Stated 

in an operational form, if the SDS is administered to a group of individuals who 

are currently working in a variety of occupations, (1) the results should yield no 

positive correlation between congruence and satisfaction, (2) there should be no 

positive correlation between congruence and job tenure, (3) there should be no 

positive correlation between congruence and age, ( 4) there should be no positive 

correlation between satisfaction and age, and (5) there should be no positive 

correlation between satisfaction and job tenure. 

Sources of Information 

The information in this paper is primarily based on the work of John 

Holland. His work attempts to relate a person's personality traits and environ­

mental surroundings to career suitability. 
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Suruects 

For the purposes of this test of Holland's Theory, copies of the Self­

Directed Search were either mailed or given directly to two hundred and forty 

individuals who were currently employed in a variety of occupations. One hun­

dred and twelve of these individuals completed the SDS and returned it and 

ninety-one of these were deemed useable for this study. Since employment at 

the time of taking the test was the only criterion used for selection, the subjects, 

in theory, should represent a broad spectrum of personalities, socio-economic 

characteristics, ages, etc. 

The sample was drawn from individuals employed in various occupations, 

in and around the Kansas City and St. Louis Metropolitan areas. Employment in 

both the private and public sectors as well as self-employment was represented. 

Instrument 

The instrument used for this test was the "Self-Directed Search" (See 

appendix II) as developed by John Holland for the application of his theory. In 

addition, a short questionnaire dealing with age, job tenure, job duties, and job 

satisfaction was provided to each subject. 
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Procedure 

An attempt was made to insure that there were at least some respondents 

employed in occupations representing each of the six environments. This was 

accomplished by identifying friends and aquaintances who were known to be 

employed in each of the six environments respectively. These individuals were 

then asked to provide copies of the SDS to co-workers who were employed in 

positions similar to theirs. The results of this were that forty individuals in each 

of the six environments were given a copy of the SDS. 

In addition to the test, each individual was provided with a brief letter 

asking for their help and containing an explanation of the test. Some added 

personal information such as: age, number of years of employment in their 

current position, and satisfaction with their work was also requested. 

After the tests were returned, the personality preferences were reviewed 

in order to determine if relationships existed between the personality traits 

reported and the career choices made by the subjects. 

Data Analysis 

The purpose of this paper was to test the validity of Holland's theory as it 

relates to career choice and the accuracy of the Self-Directed Search Model in 

identifying personality type. In order to do this five assumptions were made. 
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First, there should be a positive association between congruence and satisfac­

tion. Second, there should be a positive correlation between congruence and 

career longevity. Third, there should be a positive correlation between congru­

ence and age. Fourth, there should be a positive correlation between 

satisfaction and age, and fifth, there should be a positive correlation between 

satisfaction and job tenure. Each of these assumptions support the general 

hypothesis put forth by Holland. 

In order to test the first assumption, each individual's summary code was 

compared to the code of bis or her occupation as found in Holland's Occupa­

tions Finder. The degree of congruence was determined and scored in the 

following manner: 

H the two codes both contained the same letters in identical order, the 

congruence was classified as primary and a score of 2 was awarded ( ex: RIS -

RIS). 

H any of the following conditions were met, the congruence was classi­

fied as secondary and a score of 1 was awarded: 

1) H just the first two letters of the two codes matched 

( ex: RIS - RIE). 

2) H just the first letter of the two codes matched and the 

second and third letters were the same but in different 

order ( ex: RIS - RSI). 

3) H just the first letter of the two codes matched and the 

second and third letters were different ( ex: RIS - RCE). 
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4) If the two codes contained the same letters but in differ­

ent order ( ex: RIS - IRS). 

If the two codes did not contain the same letters, a score of O was given 

( ex: RIS - SEA). 

To test the first assumption the congruence rank was compared to the 

individual's degree of satisfaction with his or her job as determined from ques­

tion number five of the background questionnaire. The degree of association 

between these two variables for the sample group was determined by producing 

a cross-tabulation of the congruence rank variable and the satisfaction variable. 

The significance of this association was determined by calculating the CHI­

SQUARE statistic. 

To test the second assumption, the composite score described above was 

used to represent the congruence variable and the number of years employed in 

the current occupation was used to represent the job tenure variable. A mean 

age was caluculated for each of the congruence ranks in order to provide an 

indication of the relationship between the two variables. The strength of the 

relationship between these two variables was determined by calculating the 

Pearson correlation coefficient. Likewise, the same procedure was used to test 

the third, fourth, and fifth assumptions with the exception that the job tenure 

variable was replaced by the age variable in the third assumption and the con­

gruence variable was replaced by the satisfaction variable in both the fourth and 

fifth assumptions respectively. 
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SELF-ESTIMA1ES 
Kate youncJr oa each of the roUowiog traits as you really think you are when compared with other persom yolll' 

own age. Give the most accurate estimate or how you see younelt Circle the most appropriate number and avoid 
rating yourself' the same in each ablllty. 

Mechanical Scientific Artistic Teaching Sales Clerical 
Ability Ability Ability Ability Ability Ability 

High 7 7 7 7 7 7 

6 6 6 6 6 6 

5 5 5 5 5 5 

Average 4 4 4 4 4 4 

3 3 3 3 3 3 

2 2 2 2 2 2 

Low 1 1 1 1 1 1 

R I A s E C 

Manual Math Musical Managerial Office 
Skills Ability Ability Friendliness Skills Skills 

High 7 7 7 7 7 7 

6 6 6 6 6 6 

5 5 5 5 5 5 

Average 4 4 4 4 4 4 

3 3 3 3 3 3 

2 2 2 2 2 2 

Low 1 1 1 1 1 1 

R I A s E C 
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ORGANIZING YOUR ANSWERS 
Record the number of L's or Y's ror each group of Activities, Competencies, or Occupations on the lines below 

Activities 

Competencies 

Occupations 

Self Estimates 
(Wbatnum-
ber did you 
circle?) 

Total Scores 
(Add the five 
R scores, the 
five I scores, 
the five A 
scores, etc.) 

R I 

R I 

R I 

R I 

R I 

R I 

A s E C 

A s E C 

A s E C 

A s E C 

A s E C 

A s E C 

The letters with the three highest numbers lndJcate your summary code. Write your summary code below. (Ir two 
scores are the same or ti~ put both letters In the same box.) 

SUMMARY CODE: 
2.nd 3rd 
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