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DISCOVERY:

AN ASSESSMENT
PROCESS THAT LEADS
TO EMPLOYMENT

Creating Positive Personal
Profiles to make students
MARKETABLE



THE BIG PICTURE

Transition to what?
®Learning

®Independent living

®Fun
® Employment




®
PERSON-CENTERED APPROACH PRINCIPLES

@ All people have unique talents and gifts

@ Person-centered plans focus on the
individual

@ All people should live and work Iin their
communities

@ Individuals can obtain what they need
through informal supports and customized
services

® The customer defines the service along
with those who know him or best

® The process Is ongoing and promotes new
learning and understanding

Source: Butterworth et al. (1993); Mount (1991); O'Bri
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Presentation Notes
Each of these person-centered processes share key principles that are consistent with career planning; and are guided by the premise that the individual is central to the planning and control of his or her services and supports. These principles include: 

All people, regardless of the type or severity of their disabilities, have unique talents and gifts to offer their communities.

Person-centered approach leads to action plans that focus on the individuals interests, talents, and dreams, not limitations.

All people should live (and work) in their communities and make a contribution to society.

When natural or informal supports and customized services are interwoven, individuals can obtain what they need to reach personal life goals. 

The customer defines the service along with those who know him or her best, if needed.

Planning and working with the person and those who know him or her best will result in shared action and positive results.  

Person-centered planning is an ongoing process that promotes new learning and understanding about a person’s abilities, gifts, and support needs and creates a vision to work toward a positive future. 

(Sources:  Butterworth et al. (1993); Mount (1991); O’Brien (1987))
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EDUCATION IS PART OF
CAREER DEVELOPMENT

Know yourself
Explore
Prepare

Dive In




SECRET TO SUCCESS:

- Talent

Three Key — popportinie/s
Components

~ Support
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What does a person have to offer
the world?

How do we find out what a
person wants to do, can do,
or has the potential to do?
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COMPONENTS OF THE PPP
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Presentation Notes
Let’s review the components of the Positive Personal Profile.  We will briefly review each component.  A complete description may be found under Resources.  

At a glance, you will see that this frames the job seeker in a very positive way—seeking to bring out the positive attributes and interests of the individual.  Now lets look at each component…..

Dreams and Goals: Dreams and long-term goals enable us to think of the “big picture” of our lives.  Dream careers of most people fall into six primary categories

Caring for others

Being a performer (public speaking, singing, broadcasting)

Leading or working for an organization that makes a difference

Owning a business

Generating ideas (planning, training/teaching, organizing, and/or writing)

Any job that you are competent to perform, needs your needs, and has a minimum of negative factors for you.  

As an employment consultant you may not agree with the career dream that seems unattainable, or even realistic.  A strategy that works will is to turn it into a statement.  So one of youor career dreams is to play professional baseball.  At this point in time, your goal is to work in the field of professional sports. At this stage, your job is not to determine whether a career goal is realistic or not, but to acknowledge the individual’s expressed interests

During your work with job seekers, you will assisting them learn more about their career interests and helping them find a  job that has some relation to their long-term career interest.  Sometimes that involves helping them find work in the setting, for example, a sports arena. 

Interests: Things are things that grip and hold your attention; things that energize you physically, mentally, emotionally, and/or spiritually.  Interests are frequently expressed through hobbies, leisure-time pursuits, recreation, and avocations—as well as through occupations. 

Exposure precedes interest.  Often people with disabilities and other life barriers have a narrow set of interests, or not expressed interest simply because there has never been a chance to get out in the world and see what exists.  Also, bear in mind that people also have things that they really have no interest in- or things they dislike.  In getting to know another person, it is just as important to identify those “non-interests” as well as interests. 

Talents, Skills, and Knowledge: Everyone has certain abilities with which they seem to have been born; sometimes these are referred to as “natural gifts”.   These talents might be in the arena of athletics, music, art, creative writing, and other forms of expression.  But they can also be represented by a warm smile and ability to get along with others, an aptitude for taking things apart and putting them back together again, a knack for noticing small details, curiosity, and ability to express empathy.  

Most career resources talk about work-related skills in terms of “people, data, and things”.  If you ask someone “what have you always had the knack for?” you are likely to get at their skills and knowledge.  Ask job seekers to think of times in their lives when they have been complimented.  What skill were they mainly using?

Learning Styles:  Sometimes called “multiple intelligences,” learning style refers to the manner in which an individual naturally prefers to receive, process, and express information.  Psychologist and researcher Howard Gardner and others have identified the following learning styles: 

Bodily Kinesthetic, Musical, visual-spatial, Intrapersonal, Interpersonal, Verbal-linguistic, Mathematical-logical

Thomas Armstrong, in his book, Seven Kinds of Smart (1993) refers to people with these learning styles or intelligences as being “body smart, music smart, picture smart, self smart, people smart, work smart, and logic smart”.  

Learning styles have significant implications  for how we acquire and use skills, perform tasks, relate to others, and approach life.   Frequently, the learning styles of people with disabilities and other life barriers are overlooked or discounted.

Values:  Values may be thought of as our life philosophies; our unique perspective on what is important to attain in life and in our careers.  What we value in life may be reflected in what we do, say, and think.  It is closely related to our personality and temperament.  

In term of careers, values may be reflected in such things as a person’s desire for high status, a minimum annual income, an easy job, casual or formal dress code, wearing a uniform, a specific geographic location or working at home, short training time, making a difference, perform in a variety of tasks, working alone or with people, being their own boss, little or no supervision, working indoors or outdoors, opportunities for self-expression, and so forth. 

Positive Personality Traits:  What are the things about a person’s character that are genuinely recognized and appreciated by others?  Beautiful smile?  Ability to stay focused on a detailed task?  Willingness to learn new things?  Triumph over hardship?  Frankness?   Talent for listening to others?  Sense of humor?  

Each of us have certain personality traits that are less than ideal.  Maybe we are hyper-critical of certain people, or we get tired and grumpy in the afternoon, or we talk too much.  These are examples of normal human behavior; but they are certainly not traits that will win us points in the working world.  Part of getting to know someone is discovering the positive aspects of their personality.  

Environmental Preferences:  go hand in hand with temperament, values, and personality.  If you are the unflappable type you may be well-suited  to career areas and jobs that are high-pressure in nature; If you are the type who thrives in being outside most of the time, an indoor job with no windows would probably not be a good setting for you.  If you do your best work in a quiet setting, alone—being employed in a factory would likely be a poor environmental match for you.  Think about the implications for the person who craves routine, schedules, and predictable tasks, landing a job in a setting where the duties shift daily if not hourly.  Maybe a recipe for “failure”.  

Another aspect of personality is called “temperament.”  Temperament is more than simple mood; rather it is an outlook or attitude, or even philosophy about life.  Consider a person’s temperament in relation the job tasks, the unique rhythms of the work environment and the workers.   

Dislikes: To one extent or another, all of us have dislikes—things in which we have no interest in, or would prefer to avoid if possible, or things that make us uncomfortable for a variety of reasons.  A good question to ask each job seeker is “what is a job, or a job setting, or type of work task that you know you do NOT want to do?”  If someone has had previous work experience and tell you they didn’t like the job, as them “What was it about the job you didn’t like?”  Too often people are encouraged to take jobs that really go against their core dislikes—again this is usually a recipe for failure, when it comes to job performance and retention.  

Life and Work Experience:  This is one of the most overlooked areas in getting to know job seekers, particularly those individuals who may have had very limited, or no, previous job experiences.  Employers want to know that a candidate has specific skills to accomplish specific company goals.  How they acquire the skills may be less important.  People acquire skills  through formal education and training, previous volunteer or paid jobs, and community service.  Skill acquisition comes from informal training (a neighbor teaching you how to repair a car engine, a senior teaching you the use of the internet);  and self-training (the young man with quadriplegia who teaches himself to cook using adaptive equipment).  

Some of us are fortunate to have learned many skills through on-the-job experiences (preparing budgets; selling products; detailing cars, bagging groceries; taking blood samples).  Other life experiences come into play as well.  Often it is through our hobbies and recreational activities that we acquire specific skills.  When getting to know job seekers, try to ascertain what they—and/or people who know them well-have accomplished in their lives. What are they proud of? 

Life and work experiences may prove very valuable as you assist the job seeker in finding a satisfying job.

Support System: This refers to the unique “circle of support” each of us has around us.  For some of us this support system might be quite extensive while for others the circle may be very small-or non-existent. Who might be in our circle of support?  It might include family members, significant others, friends, acquaintances, neighbors, co-workers, and class mates.  We may even consider ourselves to be in that circle.  These are all people who are not paid to provide support to us.  Then there are supporters who may receive pa7ment for being in our support circle, such as teachers, counselors, therapists, medical personnel, personal assistant, social workers, job coaches, human service organizational personnel, government agency representatives, and so forth.  

For many people with disabilities and other significant life barriers, their support systems tend to be overly represented by “paid supporters” and underrepresented by volunteer supporters.  This may primarily be due to society’s tendency to shelter, protect, “take care of”—and intentionally or inadvertently isolate people with disabilities.  The challenge to those who advocate for and support people with disabilities, then, is to help individuals build their social networks, hence their network of supporters.

Specific Challenges:  The word “challenge” may be synonymous with the words barrier, limitation, deficit, weakness, pet peeve, shortcoming, roadblock, hindrance, problem, difficulty, or obstacle—but it can also refer to risk and adventure!!! In fact, life may be thought of as a series of opportunities and challenges.  

Sometimes people face challenges because of opportunities they have never had, such as individuals who cannot articulate the kinds of jobs they would like because they have had little exposure to the work world.  And some people encounter a lifetime of challenges because of poor choices they have made, for example, people with criminal records, or those who are in abusive relationships.  People this disabilities are often thought of being challenged because of their disability.  In fact, each person is affected by his/her disability in different ways.  The disability itself is not the challenge, rather it is the specific effects of the disability.  For example, cognitive disability or mental retardation is not a specific challenge, but not being able to read is.  Having severe cerebral palsy is not a specific barrier; however, having unintelligible speech is a definite challenge.  

A critical part of developing a positive personal profile is to identify those specific challenges that may get in the way of a person’s pursuit of his/her dreams and goals. 

Creative Solutions and Accommodations:  Once we have identified the specific challenges in our lives we can begin to think of creative solutions and accommodations.  An accommodation may be thought of as any strategy that effectively alleviates, or lessens the impact, of a specific challenge.  Consider a young man who is blind and whose family would not let him ride the city bus for fear of his safety.  What might happen if a mobility specialist took his family with him on the bus, to demonstrate the young man’s skill at getting around?  This is an example of an accommodation. 

Accommodations are creative solutions to specific challenges or barriers.  They range from the commonsense to the highly technological.  They fall into  three primary categories: 

physical accommodations, such as equipment, devices, and modified spaces and buildings; 

special services, such as those provided by interpreters, translators, personal assistants, job coaches, medical personnel, therapists, parole officers, and so forth

creative thinking and common sense problem-solving (by far, the most frequently needed and used category of accommodation!)

Creative Possibilities and Ideas: Have you ever been doing something mundane and ordinary, like the laundry or walking down the street—when suddenly a idea pops into your head?  Possibly you get a spark of insight into a solution for a problem with which you have been grappling.  As you assist job seekers develop their own Positive Personal Profile, you are likely to find yourself thinking of all kinds of ideas, such as job possibilities, things to explore, actions to take, people to meet, and other “What-ifs”.  Rather than waiting, we would encourage you to record all thoughts and ideas, regardless of how random or unrealistic they might seem, at the time you think of them.  There will be plenty of opportunity to sift through all the ideas later (and to generate additional ones); however, these initial thoughts are often gems to polish.

Resources:	What is a Positive Personal Profile

	Positive Personal Profile Form 
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DREAMS AND GOALS

@lnspire us
@Are never carved In stone
@Take us to new places

@Expressed, coaxed,
Inferred
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TALENTS

@Natural to us as kids

@Emerge with exposure and
experience

@Not always obvious to us as
“talent”




SKILLS AND KNOWLEDGE

Categories:
@Academic
@Manual/Physical
@Artistic
@Technical
@Logical
@Mechanical
@People




SKILLS AND KNOWLEDGE
How do we acquire them?

@School/classroom

@Q0bserving others

@Hands-on experiences/application
@Living!
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All of us are wired
differently to learn and
perform. We are smart
In many different
ways.




Learning Styles through Multiple

Intelligences

Logical-Mathematical

and deductive logic, numeration,
abstract patterns; contemplative

problem-solver

Oriented toward thinking: Inductive

'ntraPersona

Identifies with intuition and
ntrospection; self-knowledge; works w:

lone (not an introvert!

—
/

' Musical

Responds to acoustic patterns,
sounds, rhythms, and tempo

Verbal-Linguist

riented toward social or grou

relationships; affectively
communicative; cooperative; enjoys
writing and conversing

Visual-Spatial

Focuses thinking on

IC
language, both aural and
symbolic; writes and
converses knowledge of the body; usually large

Depends on visual and proximity

Bodz[y-Kmestbetzc
thinking; thinks in images;

Involves physical movement and . __ imaginative

=

—

muscle activity; coordinated

Adapted from Performmw memg Systems, Arlington, TX; Lisa Cuozzo, TransCen,

TIYouri dT e onn Conins AV uni o T 0 sndson



)} I

ﬂfJ

INTERESTS

Those activities that --

KL/

@capture our attention
@drive and energize us
@motivate us

@show us at our best

@demonstrate or give clues as to our
abilities
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People, places, things, activities, and
situations we like to avoid whenever
possible.

Expressed verbally or through behavior.

Very important to know and acknowledge!
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TRAITS

What do others really like or
admire about us?

Deficits v. Assets

Deficits & Assets Handout
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Presentation Notes
Positive Personality Traits:  What are the things about a person’s character that are genuinely recognized and appreciated by others?  Beautiful smile?  Ability to stay focused on a detailed task?  Willingness to learn new things?  Triumph over hardship?  Frankness?   Talent for listening to others?  Sense of humor?

  

Each of us have certain personality traits that are less than ideal.  Maybe we are hyper-critical of certain people, or we get tired and grumpy in the afternoon, or we talk too much.  These are examples of normal human behavior; but they are certainly not traits that will win us points in the working world.  Part of getting to know someone is discovering the positive aspects of their personality.  
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Short attention
span
rresponsible
Distractible
Hyperactive
Explosive

Lazy

Spacey
Obsessive

|

CiTs
v Many Interests
v Carefree
v Perceptive
v Energetic
v Dramatic
v Laid-back
v Imaginative
v Focused
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Short attention span

Irresponsible

Distractible

Hyperactive

Explosive

Lazy

Spacey

Obsessive



Many interests

Carefree

Perceptive

Energetic

Fired up; passionate

Laid back

Imaginative

Focused
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WHAT A

® Autism & Significant
verbal processing delay

® 22 just completed h.s.

® Work experiences:
stocking and cleaning

® 6 gr. reading & 8t
grade math skills

@ Impulsive & inflexible

@ Inappropriate behaviors
(aggressive)
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Step One: We helped Andrew develop a Positive Personal Profile, that highlighted his strengths and preferences.



Step Two: We created an initial list of tasks that would showcase Andrew’s talents – and that he would enjoy. Music, clerical work, computers, gardening, lifting weights (strong), clean, organized, structured, consistent.



We also took into account his environmental preferences and dislikes. (Hates noisy chaotic places, or to be interrupted).






@ Passion i1s Music - knows every kind

@ Plays the saxophone

® Good clerical and computer skills

@ Loves gardening & lifting weights

@ Needs verbal information presented slowly

@ Likes clean, organized environments- hates
noisy, chaotic places

® Likes structured, consistent tasks
@ Hates to be interrupted




MENT/PREFERRED
SETTINGS

How do we respond to
different environments,
people, activities

and stimuli?

All humans perform best
when they feel secure.
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Presentation Notes
Another aspect of personality is called “temperament.”  Temperament is more than simple mood; rather it is an outlook or attitude, or even philosophy about life.  Consider a person’s temperament in relation the job tasks, the unique rhythms of the work environment and the workers.   






Strong
Fairly strong
Existent but struggling

Minimal to non-existent -
or detrimental
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SPECIFIC CHALLENGES /=
Directly related to disability
_Ife circumstances
Related to environment
_ack of opportunity
_imited support
®0ther
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Any strategy that:
o eliminates a specific barrier — or
. lessens the impact of that barrier.

 helps a person feel competent,
confident, and comfortable.

. highlights a person’s strengths.




THE POSITIVE PERSONAL
PROFILE

Summarizes our
TALENT -

What we have to offer the
world.




AOW CAN YOU FIND ALL THIS
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@Interviews: Person, family,
friends, stakeholders

®0bservations: School, agency,
home, community, worksite

@File Review
@Career Assessments
@EXperiences
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1. Self-directed

2. Professionally
administered/Standardized

3. Ecological or Functional
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There are various types of Traditional career assessments. 

Self assessments are a process by which you learn more about yourself (or how you may assist job seekers to learn about themselves)—what you like, what skills you have, what you value, and how you react.  The more you know about yourself, the more likely it is that you will find occupations and work situations that fit you better.  Self-directed is the type of assessment that you complete, you interpret, and that gains you self-awareness.  An example is the Quick Career Interest Inventory that you will take as an assignment. You do not necessarily need professional help in finding or interpreting self-directed assessments. 

Professionally administered or standardized assessments. These are the types of assessments that typically cost money, are professionally administered, meet certain standards for tests and assessments, and are professionally interpreted.  Examples of these are VALPAR and McCarron-Dial. 

Ecological or functional assessments may be the most appropriate form of assessment for individuals with significant disabilities (Browder, 1991, Callahan & Garner, 1997; Everson, 1995). Functional assessment includes comprehensive information about 1—information about the individual; 2—assessment of the environment; and 3—ongoing assessment of congruence between the individual and environments (Parker and Schaller).

(Source:  Parker, R. M & Schaller, J. L. Vocational Assessment and Disability)

Assignment 4:	Multiple Intelligences Checklist 

Resources:	Gardner’s Theory of Multiple Intelligences 

		All Kinds of Minds

		Online Self Directed Career Assessments website 
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OR SITUATIONAL ASSESSMENTS

@Actual performance In inclusive work
environments

@Documents support needs without
judgment

@Determines the job seeker’s skills,
characteristics

So that a job seeker may identify a
career of choice
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As noted earlier, traditional assessments may limit employment outcomes for individuals with significant disabilities by concluding that the individuals are “not ready” or able to work in a competitive job.  Paper and pencil tests do not fairly evaluate an individual's work potential if the person has significant disabilities.  Also, the person’s language proficiency and comprehension can affect his or her ability to perform on more traditional assessments. The recommended placement using more traditional assessments have been facility-based program for prevocational skill training.  Research and experience tells us that prevocational preparation, extended career counseling, or other work readiness activities have not been found to be predictors of success in competitive employment (Inge, Targett, & Armstrong, 2007).  

A functional or situational assessment focuses on actual performance in inclusive work environments and documents the information in terms of support needs without value judgments.  

A functional assessment is used to determine the individual’s skills, characteristics, and support needs so that the person can identify a career of choice.  Often, this type of assessment is a natural result of the first person-centered planning meeting.  For example, the individual more identify several areas of interest, but, because of limited or no work experience, does not have a concept of what working in that job entails. 

An important point to remember is that this is not a job trail or extended work experience.  The person is not being asked to demonstrate that he or she is ready to work through a temporary employment situation or participate in assessments over a long period of time such as weeks or months (Inge, J.K., Targett, P.S. & Armstrong, A.J. (2007).  Person-Centered Planning.  In Real work for real pay:  inclusive employment for people with disabilities.  MD: Brookes Publishing Co, pp. 57-73). 
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Hw W WOULD YOU GET MORE INFORMATION
J J STACY?

Stacy Is 18 years old and has an intellectual
disability. According to her teachers and
principal, she is not a candidate for work
because she is lazy, nonverbal, disrespectful,
can’t focus on tasks, Is consistently late to
school and misses a lot of full days. When you go
to the school to interview and observe her, she
never makes eye contact with you, does not
answer any questions, and actually falls asleep
during her class. The teachers say she has never
completed a career assessment and her
homework is sporadic at best. The mom rarely
shows up to meetings.




FEATURES of STACY

BENEFITS to the MANAGER of a
CHILDREN’S RETAIL STORE

Hardworking

Will always do what she is asked to
do; she won’t leave until her job is
done

Neat and organized

Will keep the shelves and racks in
order; will straighten up the store

Attention to appearance

Will add extra detail to displays; can
assist customers in picking out
outfits

Good with children

Will work well with families; can
keep kids entertained to make it
easier for parents to shop

Sociable Will work well with adult
customers; will be a team player
with co-workers

Responsible Will come in on time; will do what is

asked; will not steal or cut corners

Has leadership qualities

Will take control of situations; will
help co-workers
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Can you think of
different

ways to use the PPP?




HOW CAN A PPP BE U

@Developing resumes
Preparing for interviews

@Developing goals for an individualized
nlan

@Determining further assessments or
work experiences

@Developing a MARKETING
SCRIPT...Features to Benefits

O]
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The PPP has a number of practical uses.  

It can be a worksheet to help in the development of resumes, or to assist job seekers in preparing for interviews.  When the prospective employer asks the job seeker to “Tell me about yourself” the job seeker can recall the highlights from his/her profile. 

The PPP can form the basis for developing goals on IEPs and transition plans, or IPEs in the case of vocational rehabilitation services.  Further, this profile is a means of ensuring that the employer representative and others have a clear picture of the job seekers 

Keep in Mind:  POSITIVE ATTRIBUTES as well as areas where they may need SUPPORT OR ACCOMMODATIONS. 
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@ Active participation of the job seeker
@ Involvement of family and others

® Cultural, social, and social-economic
background

@ Job seeker performance in current daily
routines

® Related work needs
® Preferred mode of communication



Presenter
Presentation Notes
Keep in mind:

Encourage the active participation and decision-making of the person served in the career planning process.

Interview the individual and others who are familiar with his or her abilities and work history.

Identify the impact of an individual’s cultural and social background, including class, race, gender, culture, and ethnicity, as well as role in family, church, and community; native and spoken language; and family income.

Review individual records and collect pertinent information related to employment.

Observe the individual in his or her current daily routines and environments. 

Explore non-work needs that may impact the achievement and maintenance of employment outcomes (e.g. transportation, social security, medications, and personal care).

Assess the individual’s preferred modes of communication.

Integrate relevant employment information regarding the job seeker into a career profile. 


Eﬂm][\ G IT ALL TOGETHER:
JOB DEVELOPMENT PLAN

® Summary of Positive Personal Profile
Information & Functional Assessments

@ Position(s) or Job Tasks Desired
@ Geographical Location and Schedule Preferred

@ Potential Accommodations, Supports,
Resources, Training, Assessment Needed

@ Employers to be Contacted
NOW YOU ARE READY TO SELL!!
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Bringing It All Together: 

So through out this module, we have learned about career development, person centered planning with a particular focus on developing a Positive Personal Profile.  Then we talked about Assessments and how they, particularly functional assessments further the job seeker’s understanding of their dream job or jobs in relation to how this/her own assets may promote their success.  

To complete our assessment and career planning journey together (however this journey is ongoing for the job seeker and us all), we will focus on folding what we have learned, into a Job Development Plan.

Key components that we like to bring into the job development plan include:

Summary of Positive Personal Profile Information: Interests and Preferences & Dislikes, Issues, or Concerns.

Summary of Functional Assessments: Interests and Preferences & Dislikes, Issues, or Concerns.

Position(s) or (job tasks) desired (or job tasks)

Geographical Location Preferred: 

Schedule preferred:  part time/full time; AM, Afternoon, PM, Hours not available.  

Location and Schedule may be of importance to the job seeker’s family if they are providing this service.  Knowing their needs is important.  However, we need to keep in mind that this is the job seeker’s job.  We should be creative here and not fall short.  It is not dependent on when our agency’s transportation system is available or when the family is available.  If we are dependent on these services due to lack of community resources, then we should be good at negotiating so that we obtain the optimum outcome that the job seeker desires.  

Potential Accommodations Needed

Potential Supports or Resources 

Additional Training or Assessment Needed 

Based on this information, what employers will you contact on behalf of the job seeker, and the Hire Date!! 

This Plan is fluid.  You can use it as a guide and update until the job seeker finds the desired job.  Also, you can revisit if the job seeker is ready for career advancement, or needs your support in seeking another position. 


SUMMARY

@Always think person-centered!

@It 1s about their awareness of self &
world, exploration, preparation, and
employment.

@Positive Personal Profile: Get the
right information and make job
seekers MARKETABLE

@Job development plan and a good
functional réesumé is a must!



Presenter
Presentation Notes
In module 2 the concept and importance of assessment and career planning were introduced. When working with a job seeker, regardless of whether or not they have a disability, we need to maintain a person-centered approach. Job development is not about us and what we think is best for the job seeker, instead it is about them and their awareness of self, awareness of the world, exploration, preparation, and employment. Awareness of self and the world consists of knowing oneself better and yourself in relation to the world. Exploration requires one to interact with different occupations and career areas to see how and where they fit in. Once the awareness and exploration are completed, both you and the job seeker can start preparing for the working world. This phase consists of identifying and developing the necessary skills to ensure successful employment. Lastly, employment is the final stop in this process. Taking everything the job seeker has learned about himself/herself, you can help him/her obtain a job in the preferred industry. It is important to keep in mind that when conducting a person-centered approach, all actions and decisions must have input from the job seeker. This is an ongoing process that encourages new learning and development as the job seeker seeks to obtain a brighter future. The positive personal profile is a successful assessment that enables the job seeker discovers their strengths, dreams, and potential barriers. The positive personal profile is very important to you because it helps you gain a better understanding of the job seeker, thus improving the quality of services provided. There are several different types of assessments that can be used to determine strengths and talents. The three most noted are: self-directed; professionally administered/standardized; and ecological or functional. These three have been proven to be effective types of assessments and able to accommodate different people and styles of learning. The last stop to career planning and assessment is the job development plan and a functional résumé. The job development plan pulls together elements of the positive personal profile and a list of potential employers to contact. A functional résumé pulls together and highlights the persons talents and strengths rather than focusing on employment history. Overall, assessment and career planning are important steps when helping a job seeker obtain employment. Assessment and career planning ensures that the job seeker will receive quality services and that wiser choices will be made when selecting employment. 
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