
  vii

CONTENTS

Preface	 ix

Acknowledgments	 xi

Introduction: The Interdomain Model of Career Assessment	 3

1.	 Scope of Career Assessment Work	 7

I.	 ASSESSING VOCATIONAL INTERESTS	 25

2.	 Defining and Contextualizing Vocational Interests	 27

3.	 The “Big Six” RIASEC Interest Types	 63

4.	 Applications: Choosing Interest Measures, Interpreting  
Individual-Level Interest Results, and Case Illustrations	 83

II.	 ASSESSING CAREER-RELATED ABILITIES	 125

5.	 Career-Related Abilities: Conceptual Issues and General 
Intelligence	 127

6.	 Mechanical and Physical Abilities	 147

7.	 Spatial Abilities	 155

8.	 Artistic and Creative Abilities	 169

9.	 Social Abilities: Social and Emotional Intelligence	 197

10.	 Managerial and Leadership Abilities	 207

11.	 Perceptual, Computational, and Other Abilities	 223

12.	 Case Illustrations of Ability Profiles	 235

COPYRIGHT AMERICAN PSYCHOLOGICAL ASSOCIATION



viii  Contents

III.	 ASSESSING CAREER-RELATED PERSONALITY  
CHARACTERISTICS	 261

13.	 Conceptual and Measurement Issues of Career-Related  
Personality	 263

14.	 The Five-Factor Model of Personality	 279

15.	 Other Career-Relevant Personality Characteristics	 311

16.	 Applications: Case Illustrations of Personality Profiles	 339

IV.	 APPLYING THE INTERDIMENSIONAL MODEL	 365

17.	 Relationships Across Interest, Ability, and Personality  
Domains	 367

18.	 Applying the Interdomain Model: A Step-by-Step Process for 
Integrating Career Assessment Data	 407

19.	 Client Feedback and Report Preparation	 429

20.	 Ethical/Legal and Technological Issues	 463

References	 485

Index	 559

About the Author	 583

COPYRIGHT AMERICAN PSYCHOLOGICAL ASSOCIATION



  ix

PREFACE

To say that this book was a long time in the making would be droll understate-

ment. When I contracted to write this book, it was intended to be a second 

edition of The Clinical Practice of Career Assessment: Interests, Abilities, and Personal-

ity, which was published in 1991. That book introduced my three-domain 

model of career assessment, and it was well-received. In fact, in his foreword to 

the volume, the late John Holland, father of modern occupational interest the-

ory, stated

Lowman has taken the guts of three separate (perhaps “isolated” is a more fit-
ting word) types of literature and created an integrated model or strategy for the 
conduct of career counseling. His integration is not a simple eclecticism. He has 
used the theoretical work in these divergent domains and his clinical experience 
as a career assessor to develop an assessment strategy that is comprehensive, 
explicit, and psychologically sound. . . . This book is a major contribution to a 
quiescent area of practice. (Holland, in Lowman, 1991, p. viii)

Why did it take me so long to complete this new expanded career assess-

ment book? For one thing, Holland’s foreword set a high bar for me. For 

another, I had overambitiously imagined that I could prepare a second edition 

of the original book a couple of years after the first one was in print and while 

also working on other books and research articles. Mostly, however, my own 

career had a mind of its own, and jobs in academia, creating and running my 

own consulting firm, academic administrative positions on a steep upward rise, 

and a number of geographic moves asserted priority. The situation was a little 

more complicated than that because I had actually published extensively 

through all of those positions and relocations (I am probably one of the few 

people who edited a professional journal while serving as a university presi-

dent, both during the Great Recession).
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It was not until I retired from my professorial and academic administrative 

duties that I finally had some uninterrupted time to work on this project and 

the book latched on to me, becoming both a passion and a sentence. It’s one 

thing if you are writing a book about a psychological model that covers one 

domain, but when your model aims to cover three of them (interests, abilities, 

and personality), plus a number of other relevant variables, not to mention 

integration across those areas, there is a lot to be done. Since the original vol-

ume, the literature on interests, abilities, and personality, not to mention 

careers, had burgeoned and with increasingly rigorous studies.

Although the structure of the current book has some similarities to the first 

one, the editors at APA Books and I realized that this volume is not really a 

second edition of my previous book; it is a new book in its own right. For one 

thing, this book it is longer and covers a lot more territory. It also builds on my 

own research in this area and over 30 years of applied career assessment work 

with clients experiencing a variety of career- and work-related concerns.

Throughout the zigs and zags of my own career, my interest in helping to 

advance this career assessment field and enhance the services clients receive 

has never waned. I hope that readers will find the result to be useful. At stake 

is nothing less than our being able to help career assessment clients have satis-

fying and successful careers.
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INTRODUCTION

The Interdomain Model of Career Assessment

Few choices are as important in life as one’s career. Career and work con-

tribute significantly to personal and life satisfaction—and, when they are 

problematic, to personal unhappiness and stress. Work helps to determine 

people’s socioeconomic status, income, personal identity, and educational 

level. It will also influence who one’s friends and partners will likely be.

When people are unhappy in their careers and work, there are often psy-

chological consequences. Occupational stress arises and the potential for 

depression and health concerns increases. Work dissatisfaction can also spill 

over into home and family life. For those still charting their career courses, they 

may lack a sense of identity about who they are and where they fit in to the 

world. Not inappropriately, they may move from one college major, job, or 

career to another, testing out hypotheses about what they are best suited to do. 

Partly this is associated with the normal developmental process of trying out a 

number of things to see where the fit feels best and the rewards—both psycho-

logical and economic—the highest. However, when this process persists year 

after year, one false start after another, professional help may be needed. Oth-

ers, possibly more methodical, seek confirmation before pursuing training or 

finalizing a choice.

Contemporary searches for well-fitting and satisfying careers are made more 

complex by the absence of a stable work environment. Times change, as does 

the nature of work itself. Whereas people once saw career choice as a once and 

forever one, with the full career likely spent with one employer, contemporary 
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4  Career Assessment

work may call for a number of changes of job duties and employers, including 

self-employment, even by those not particularly entrepreneurially inclined.

Radical change in the nature of work creates different kinds of occupations 

and work contexts—more rapidly changing, less structured, and often more 

complex and intellectually demanding. Yet, the nature of people themselves 

has not changed. They still face the same need to understand the types of avail-

able work and careers for which they are best suited. They need to know how 

their personal characteristics—their interests, abilities, and personality—relate 

to a changing world work and career opportunities.

You might think people would readily know what they like, what they are 

good at doing, and what their personality preferences are. After all, a number 

of these factors are at least partly built into our genetic makeup and influence 

behavior from an early age. For many, particularly those likely to seek out 

career help from a professional, however, that is often not the case. People can 

sometimes be pretty unaware of their personal characteristics, resulting in deci-

sions that do not really suit them very well.

When people are motivated for it, career assessment—the systematic evalu-

ation of characteristics of people that influence their occupational preferences 

and fitness for various types of work—can help. It does so by identifying aspects 

of people that have a demonstrated relationship with work and career out-

comes. For example, general cognitive ability, or intelligence, is a powerful pre-

dictor of success in a number of careers. Spatial abilities are important in science 

and art. Occupational interests, preferences for particular types of work, also 

are very important in identifying types of careers likely to be satisfying and 

motivating versus those that are not. Personality variables, in turn, help deter-

mine the right niche within a particular occupation.

Those whose job it is to advise clients on career choice and change therefore 

have the opportunity to help people better understand themselves and to 

advise them on their career concerns and choices. They can help the high 

school student whose parents see their child struggling with lack of direction or 

motivation. They can help those who have not yet decided upon their best-fit 

careers and want better to understand why. They can also help people well 

established in their careers who are restive in their current career paths. And 

they can assist those making major life transitions such as in retirement or after 

experiencing financial or physical changes that necessitate new career direc-

tions. They owe to their clients knowledge of people that will affect their choice 

of careers, skill in translating complex assessment data to be useful to clients in 

making concrete decisions about their lives, and understanding and apprecia-

tion of how people change.

This book is intended to help professionals-in-training and already-trained 

professionals who are themselves changing career directions to learn about the 

content and process of career assessment. It focuses on three major types of 

variables (or domains)—occupational interests, abilities, and personality—each 

of which has proven its value in career assessment across a broad range of 

career concerns and with an array of presenting concerns. Each of these 
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domains has a large literature and, in many cases, appropriate psychometric 

measures.

There is a lot of material in this book to master. This relates both to the vol-

ume of the literature and the areas covered in the book. Further, the process of 

learning career assessment requires not just understanding individual differ-

ences in the context of work environments, but also learning how clients actu-

ally experience them. Additionally, the career assessor must become skilled at 

providing feedback in a way that maximizes impact and at understanding the 

process of change.

The career assessment model used in this book is called the Interdomain 

Model of Career Assessment. It focuses on interests (what people like to do), 

abilities (what people are able to do), and personality (the persistent and pre-

ferred ways of relating to others). The three domains are not three variables but 

rather three collections of variables, each of which has a demonstrated track 

record in predicting work and career issues. Further complicating things, these 

domains overlap with each other and combine to form patterns, or profiles, 

each containing an assortment of variables within it.

There is more. Assessment is always done in service of a goal; it is not the 

goal itself. Applied assessment therefore involves understanding the client’s 

purposes for undertaking the assessment, the relevant measures to be used to 

address the referral questions, interpreting the findings in a way that is maxi-

mally useful to the client, and providing feedback from the science-based 

assessments to the real-world problems of the client. “Should I change career 

paths?”; “I’m not happy in my college major”; “Should I move to another, bet-

ter paying job, even though I’m very happy in my current one?”; “I keep 

changing jobs and never seem to be happy in the new ones; why, and what 

should I do about it?” are examples of questions to which clients seek answers 

and for which the assessment instrumentation needs to be relevant.

To address such questions, and to be helpful to clients, assessors will need 

considerable expertise. Gone are the days when knowledge of a single person-

ality or interest measure would be sufficient to conduct competent career 

assessments. This book is intended to help career assessors learn in depth about 

major psychological factors affecting career choice and change and how clients 

can use them to advise real-world decisions.
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