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ABSTRACT 

This study extends the research on generic employability skills by developing a 

valid and reliable assessment of employability skills for jobseekers engaged in 

vocational rehabilitation. Literature on key competencies and generic 

employability skills in the broader context of the Australian work force is 

reviewed and the Employability Skills Framework (ACCI & BCA, 2002) is 

integrated with the Choose Get Keep model of employability from the field of 

vocational rehabilitation (Farley, Little, Bolton, Chunn, 1988) to construct a 

developmental model of vocational rehabilitation. A probabilistic model of 

competency assessment (Griffin, 1995; 2004) was used in conjunction with the 

partial credit Rasch model (Rasch, 1960; Masters, 1982) and criterion -

referenced assessment (Glaser, 1960; Glaser, 1981) to develop an assessment of 

employability skills for vocational rehabilitation. The SOLO taxonomy (Biggs 

& Collis, 1982) was used to develop interpretable performance indicators for 

each item. The expertise of vocational rehabilitation professionals was used to 

identify the personal attributes and elements from the eight employability skills 

outlined in the Employability Skills Framework to develop items for an 

assessment of employability skills for vocational rehabilitation. A pilot study in 

which 20 jobseekers were assessed was used to review and refine the 

assessment instrument. The modified instrument was trialed by 28 volunteer 

assessors on 73 volunteer jobseeker participants from urban and regional 

Victoria. The results of the study demonstrate that it is possible to identify and 

assess personal attributes and elements of the eight employability skills for 

vocational rehabilitation and that they form a uni-dimensional construct which 

fits the parameters of the partial credit Rasch model (Master, 1982). A final 

version of the assessment made up of 22 employability scale items was named 

the Jobseeker Assessment of Employability Skills (JAES). The JAES was found 

to have good internal consistency and a high level of person and item separation 

reliability. Construct validity was demonstrated by confirming that the 

employability skills scale fitted the uni-dimensional Rasch measurement model 

and that the items formed a line of increasing intensity measuring a single 

construct. Estimates of individual jobseeker‟s employability skills were 
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calculated both in logits and in a more easily interpreted scale with a mean of 

500 and a standard deviation of 100 termed the Emp. 500. In addition a 

feedback form was developed for the purpose of providing individual feedback 

to jobseekers to assist with further skill development. Implications of the 

approach taken and the use and further development of the scale are discussed.  
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INTRODUCTION 

1.1 Problem Statement 

The nature and assessment of employability skills has been the subject of a 

number of studies since the release of the Mayer committee report in 1992. The 

purpose of the Mayer report was to provide advice to the Australian Education 

Council (AEC) and the Ministers of Vocational Education, Employment and 

Training (MOVEET) about key competencies for post compulsory education 

and training (Mayer, 1992). Mayer identified seven key competencies with their 

implementation explored through a number of pilot programs undertaken within 

the Vocational Education and Training (VET) sector. Although there was 

considerable agreement about the need to identify and encourage the 

development of generic competencies there were a number of key 

implementation issues and areas of disagreement that hindered their general 

acceptance and subsequent implementation (Hager, Moy and Gonczi, 1997).  

Following the turn of the century the reality of competing in the global 

economy brought a new impetus to the field with the Mayer competencies 

reviewed and updated through research initiated by the Australian Chamber of 

Commerce and Industry & Business Council of Australia (Field, 2001; Curtis & 

McKenzie, 2001; McLeish, 2002; ACCI & BCA, 2002; Allen Consulting 

Group, 2004) and the VET sector (Kearns, 2001; Curtis & Denton, 2003). 

However, despite the stated need for a better skilled and more flexible 

Australian labour force (Andrews, 2006) and the implementation of the welfare 

to work agenda announced in the May 2005 budget (Schubert, 2005), research 

on employability skills was not extended to include the needs of  the large 

number of people on welfare benefits and seeking work with the assistance of 

specialized employment agencies. Vocational rehabilitation is an employment 

service which specializes in assisting people who have an illness, injury or 

disability to find suitable employment. This study aims to build on the previous 

work on generic employability skills by focusing on those elements of 

employability skills thought to be most relevant for jobseekers participating in 

vocational rehabilitation to enable them to find and keep employment.   
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1.2 Aim and Scope of the Study  

 

The aim of this study is to answer the following research questions: 

1. Is it possible to identify a set of employability skills common to 

participants in vocational rehabilitation that are considered essential for 

finding and keeping employment?  

2. Is it possible to develop a valid and reliable assessment of these 

employability skills?  

This study undertook to answer these questions by reviewing the research 

literature on employability skills from industry and educational settings and 

integrating it with the concept of employability from the field of vocational 

rehabilitation.  Vocational Rehabilitation is the term used to describe programs 

designed to assist jobseekers to understand and manage barriers associated with 

their disability, injury or health condition, build their work capacity and assist 

them to find and maintain employment in a suitable job. A developmental 

model of vocational rehabilitation was developed so that educational theories of 

learning could be applied to this setting and that the process of vocational 

rehabilitation could be seen along a continuum of developmental learning. CRS 

Australia, formerly known as the Commonwealth Rehabilitation Service has 

been the major provider of vocational rehabilitation programs in Australia since 

the end of World War II. Hence this study utilized the expertise of vocational 

rehabilitation professionals working for CRS Australia to identify then develop 

and trial a means of assessing employability skills.  

 

The purpose of the assessment of employability skills is to: 

1. Provide information about the current level of competence of the 

jobseeker on the skills thought necessary for them to choose, find and 

keep a job. 

2. Provide feedback to the jobseeker about their level of competence and use 

this feedback to help them to develop their skills. 

3. Provide feedback to the rehabilitation professional about the amount of 

support needed by the jobseeker to enable them to find and keep 

employment. 
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1.3 Overview of the Study 

 

This study commenced with a review of the literature related to the recognition 

of Key Competencies and Employability Skills commencing with the Karmal, 

Finn and Mayer review committee reports  (Karmal Committee, 1985; Finn 

Committee, 1991; Mayer Committee, 1992) through to the development of the 

Employability Skills Framework by the Australian Chamber of Commerce and 

Industry (ACCI) and the Business Council of Australia (BCA) published in 

2002.  The present study used the definition of Employability Skills 

recommended for use by the Employability Skills Framework as well as the 

basic skills and personal attributes considered necessary for jobseekers 

undertaking vocational rehabilitation to become successfully employed. 

Jobseekers qualify to participate in a vocational rehabilitation program because 

they have been affected by an illness, injury or disability which creates barriers 

to their ability to independently find employment. As a result they need to 

choose employment options which allow them to work within their restrictions 

while continuing to access essential supports and maintaining their job.  This 

study applied the current research on employability skills in conjunction with 

the expertise of vocational rehabilitation professionals to identify the basic 

skills, personal attributes and relevant elements of employability skills needed 

by participants in vocational rehabilitation to successfully choose, get and keep 

a job. 

 

The theoretical basis for this study came from the work of Griffin (1995; 2004) 

who advocated the use of Item Response Theory (IRT) to enhance interpretation 

of criterion-referenced testing as a means of assessing developmental learning. 

Central to this study was the formulation of a developmental model of 

vocational rehabilitation by integrating the major task demands and 

competencies from the Choose Get Keep Model of vocational rehabilitation 

(Farley, Little, Bolton, Chunn, 1988) with the Employability Skills Framework 

(ACCI & BCA, 2002). The developmental model of vocational rehabilitation 

was used as the framework from which to develop an initial list of personal 

qualities and employability skills that were distributed to 12 rehabilitation 
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professionals from the Melbourne Central region of CRS Australia who were 

considered „experts‟ in the field of vocational rehabilitation. This was termed 

the initial paneling process. These volunteer „experts‟ were asked to provide 

feedback on the importance and difficulty of each competency and to add any 

additional items they thought should be included in the assessment. 

  

Item Development 

Twenty-six items were identified from the initial panelling process and used as 

the basis from which to draft the assessment. The SOLO Taxonomy (Biggs & 

Collis, 1982) was used to provide a developmental continuum of learning on 

which the initial performance indicators were based.  The SOLO taxonomy was 

chosen for this study because it was initially designed with the aim of 

presenting a criterion-referenced measure of learning which could be applied, 

across a number of learning areas. It also provided a theoretical basis for 

interpreting the results of developmental learning along a developmental 

continuum. Draft performance indicators were written for each item and 

rehabilitation professionals from the same group of „experts‟ were asked to trial 

the draft assessment by assessing one unidentified job-seeking client. Seven 

rehabilitation professionals were involved in this exercise, termed the second 

panelling exercise, with their feedback indicating that the assessment was clear, 

easy to use and not too demanding. Some changes in the wording of items were 

suggested as well as the incorporation of additional performance indicators on 

some items. 

 

Piloting the Assessment Instrument 

On the basis of this feedback the pilot instrument was reduced from 26 to 21 

items with space provided for an additional performance indicator if required. 

Space was also provided at the end of the assessment for any additional 

information to be added. Twenty assessments were piloted between November 

2007 and June 2008 using volunteer assessor and jobseeker participants from 

the Melbourne Central region of CRS Australia. Assessor feedback indicated 

that the instrument was easy to use and that it took approximately 20 minutes to 

complete. Its internal consistency was acceptable (Cronbach alpha of .85) and 

all the items used met the requirements of the Rasch measurement model 
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suggesting that they represented a uni-dimensional construct indicative of the 

essential employability skills for vocational rehabilitation. 

 

The data from the pilot instrument was reviewed with assistance from Professor 

Patrick Griffin with changes made to some performance indicators to improve 

clarity and reduce the likelihood of ambiguity.  An additional item was added 

by splitting item 15 into two items, as it appeared that this item was assessing 

two different ideas. An extra item was also added to divide basic literacy into 

three areas rather than two so that written, spoken and reading English could 

each be considered separately. This change was to allow for the increasing 

numbers of migrant jobseekers to whom English is a second language.  

 

Trialing the Assessment Instrument 

The assessment instrument was made up of 11 demographic items and 23 items 

predictive of employability skills. Volunteer assessor participants were sought 

from CRS Australia regions throughout Victoria and Tasmania. Participation 

was encouraged by presentations to team meetings at CRS Australia units in 

addition to a presentation to Victorian and Tasmanian managers at their 

monthly meeting in Melbourne. Regular reminders were given by email, phone 

and post with the data collection completed at the end of October 2009. Twenty-

eight volunteer assessor participants from CRS Australia regions from regional 

and metropolitan Victoria completed 73 trial assessments over a period of 

approximately 10 months. The data was screened and preliminary analyses were 

carried out using SPSS before further analysis using the partial credit model of 

Rasch analysis (Masters, 1982). The trial assessment of employability skills was 

found to have acceptable internal consistency as measured by Cronbach alpha 

and a good level of person and item separation as measured by their respective 

reliability indices. Empirical evidence for construct validity was taken from 

how well the items in the assessment fitted the Rasch measurement model 

(Wright & Masters, 1982). The fact that all the items in the scale except 1 met 

the item fit requirements for the construct and that they were are able to 

discriminate between persons and abilities on the same scale is evidence for the 

construct validity of the scale. Wright and Masters also argued that the item 

separation index provided evidence of construct validity and the person 
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separation index provided evidence of criterion validity. The fact that these 

indices were 0.90 and 0.98 respectively provided evidence for the construct and 

criterion validity of the assessment of employability skills.  

 

The Jobseeker Assessment of Employability Skills (JAES) 

The final version of the assessment, termed the Jobseeker Assessment of 

Employability Skills or JAES, was made up of 22 items, one of which was 

modified to improve its fit to the Rasch measurement model requirements. In 

keeping with the stated purpose of the assessment three ways of providing 

information about the current level of competence of the jobseeker were 

outlined with the easiest to interpret a scale standardized to a mean of 500 and a 

standard deviation of 100 termed the Emp. 500. This scale can be used to 

provide information about the current level of functioning of the jobseeker that 

is easy to interpret by both the jobseeker and rehabilitation professional. A 

feedback form entitled the JAES feedback form was developed so that specific 

feedback about the jobseeker‟s level of competence could be given with the aim 

of improving their employability skills and helping the rehabilitation 

professional determine their support needs.  

 

Conclusions 

The current study undertook to extend the work on generic employability skills, 

previously focused on employer needs and training in secondary and tertiary 

education settings, to the field of vocational rehabilitation. The approach 

undertaken in this study was to integrate the previous research on employability 

skills with an existing model of vocational rehabilitation so that it focused on 

the specific skill requirements of the field. This offset the need to consider the 

full range of employability skills in each context because of their assumed 

generic nature by focusing on the elements of those skills relevant to a specific 

context. The depiction of vocational rehabilitation as a developmental learning 

environment enabled existing educational theories to be used as a theoretical 

basis for the JAES. This study achieved its aims by identifying a set of 

employability skills common to participants in vocational rehabilitation and 

developing a valid and reliable assessment of these employability skills. 
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Chapter 2 Employability Skills 

2.1 Generic Employability Skills and Key Competencies 

This chapter outlines the historical development both in Australia and 

internationally of the concept and definition of key generic competencies which 

were aimed at preparing employees to meet the needs of a more global 

economy. Government policy and research studies instigated by employer 

groups and the Vocational Education and Training (VET) providers are outlined 

with the development of the initial set of key competencies, their 

implementation, and subsequent refinement discussed. Issues related the 

acceptance and implementation of key competencies and generic employability 

skills by the employer and VET sectors and their application to all employee 

groups are also considered.  

 

Interest in the identification and assessment of generic employability skills in 

Australia stemmed from the need to highlight the requirements for a more 

flexible workforce and the recommendations made by the Karmal, Finn and 

Mayer review committees  (Karmal Committee, 1985; Finn Committee, 1991; 

Mayer Committee, 1992). The Karmal report, published in 1985, focused on 

identifying and reporting on key outcomes of schooling including the attainment 

of the appropriate standards relevant to future employment opportunities. The 

Finn Review committee report on national curriculum principles, published in 

1991, emphasized the relationship between training and learning the skills 

needed for employment by stating that “…the emphasis of our training system 

has to be on the acquisition of the specific skills for the job/ trade and on 

flexibility which requires a strong grounding in generic transferable skills” 

(Finn Committee, 1991, p. 6). The Finn review committee chose the following 

six areas as the essential areas of need for generic competence: 

 Language and Communication 

 Mathematics 

 Scientific and Technological Understanding 

 Cultural Understanding 
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 Problem Solving 

 Personal and Interpersonal skills 

The Mayer Committee further developed the concept of generic transferable 

skills related to employment when it was formed to advise the Australian 

Education Council (AEC) and Ministers of Vocational Education, Employment 

and Training (MOVEET) on Key Competencies for post compulsory education 

and training (Mayer, 1992). The Mayer committee adopted the term „Key 

Competencies‟ to describe generic transferable skills and defined them as 

follows: 

Key Competencies are competencies essential for effective participation 

in emerging patterns of work and work organization. They focus on the 

capacity to apply knowledge and skills in an integrated way in work 

situations. Key Competencies are generic in that they apply to work 

generally rather than being specific to work in particular occupations or 

industries. This characteristic means that the Key Competencies are not 

only essential for effective participation in work but are also essential for 

effective participation in further education and in adult life more generally 

(Mayer, 1992 p. 5). 

The Mayer committee advocated for the existence of seven key competencies 

performed to a specified level that could be applied across a number of areas 

including work, education and the activities of adult life (Mayer, 1992). The 

identification of the key competencies was made in anticipation of emerging 

patterns of work brought about by the rapid changes in technology and the 

differing needs of industry due to the rapid development of a global economy. 

The Mayer committee predicted that the most obvious change in the workforce 

would be a move away from specialized jobs and separate functions towards 

more broadly defined roles allowing for shared responsibility for planning and 

decision making. Furthermore Mayer argued that key competencies would 

provide a means of training a more flexible workforce in anticipation of workers 

changing from workplace to workplace to meet the varying needs of industry.  

 

In keeping with this goal the Mayer committee (1992) defined seven key 

competencies and subsequently developed three performance levels for each 
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competency based on the Australian standards framework to provide a common 

reference point for the assessment of each competency: The seven key 

competencies defined by the Mayer committee are listed below:   

 Collecting analyzing and organizing information 

 Communicating ideas and information 

 Planning and organizing activities 

 Working with others and in teams 

 Using mathematical ideas and techniques 

 Solving problems 

 Using technology 

The performance levels suggested by the Mayer committee were intended to 

reflect the level of competence required for effective work performance and 

provide a range of standards to describe each level so that competence could be 

assessed along a developmental continuum.  

 

The need to identify key generic competencies was not restricted to Australia 

with a number of countries including the United Kingdom, Canada and the 

United States developing similar lists of generic competencies.  Table 1 

illustrates the seven key competencies identified by the Mayer committee in 

comparison to the generic employability skills identified in the United States of 

America, the United Kingdom and Canada. Although some variation between 

countries exists it can be seen in Table 1 that communication, problem solving 

and the use of technology were identified as key competencies common to each 

of the four countries. Other competencies such as Cultural Understandings 

(Australia), Modern Foreign Language (United Kingdom) and Foundation skills 

(United States) were specific to the perceived needs of different countries. 

Overall the Key competencies identified by each of the four countries depicted 

in Table 1 were similar and in keeping with a consistent approach to the 

perceived needs of the global economy. 
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Table 1. Comparative Table of Generic Employability Skills by Country from 

Employability skills for the future (ACCI & BCA, 2002, p. 28) 

Australian Mayer 
Key competencies  

United Kingdom 
(NCVQ) Core Skills 

Canada 
Employability Skills 
Profile 

United States (SCANS) 
Workplace Know how 

Collecting analysing 
and organizing 
information 

Communication Thinking Skills Information 

Foundation Skills 
Communicating 
ideas and 
information 

C Communication 

P  Personal skills: 
improving own 
performance and 
learning  

Communication 
skills 

Information 

Foundation skills: basic 
skills 

Planning and 
organizing activities 

Personal skills: 
improving own 
performance and 
learning 

Responsibility skills 

Thinking skills 

Resources 

Foundation skills: 
Personal qualities 

Working with others 
and in teams 

Personal skills: 
working with others 

Positive attitudes 
and behaviour 

Work with others 

Adaptability 

Interpersonal skills 

Using mathematical 
ideas and 
techniques 

Numeracy: 
application of number 

Understanding and 
solve problems 
using mathematics 

 Foundation skills: basic 
skills 

Solving problems Problem solving Problem solving 
and decision 
making skills 
Learning skills 

Foundation skills: 
thinking 

Using technology Information 
technology 

Use technology 

Communication 
skills 

Technology 

Systems 

Post Mayer 
addition: 

Cultural 
Understandings 

Modern foreign 
language 

Manage information 
Use numbers 

Work safely 

 Participate in 
projects and tasks 
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As the key providers of training for employment in Australia the Vocational 

Education and Training (VET) sector in Australia undertook a review of the 

research in the field of generic skills for the new economy through the National 

Centre for Vocational Education Research (NCVER). In this review Kearns 

(2001) noted that there had been two alternative approaches to key work place 

competencies internationally, the broader more flexible United States model 

which included basic skills, personal attributes, values, ethics and learning to 

learn and the Anglo/ Australian model which focused on an instrumental set of 

key skills or competencies. Personal attributes and values were excluded from 

the seven key competencies in the framework developed in Australia and the 

United Kingdom with its emphasis on acquired skills rather than cognitive 

ability and values which can enhance learning. The Mayer committee took the 

position that the principles and characteristics it adopted precluded the inclusion 

of personal attributes such as values and attitudes (Kearns, 2001). This position 

had a significant impact on the acceptance and implementation of the key 

competencies in Australia. Kearns (2001) described this as follows:  

While the Mayer committee regarded its approach to competence as a 

broad one, its neglect of the human factor and the cognitive processes and 

motivation that influence the acquisition of these competencies has led to a 

spectrum of issues in the implementation of the key competencies and their 

integration into the work of schools and VET institutions. (p. 16) 

Although the Mayer committee successfully developed a framework of key 

competencies from which to generate further research and discussion their 

methodology was limited to the committee‟s expertise and to consultation with 

industry and educators in the school, vocational education and higher education 

sectors. Use of expertise from fields such as educational and cognitive 

psychology and educational assessment would have provided a theoretical basis 

for teaching and assessment of the key competencies whilst enhancing the 

likelihood of integrating them into existing vocational and school education 

curricula.  
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The publication of the Mayer committee report in 1992 was followed by a large 

number of projects aimed at piloting the implementation of the Key 

Competencies in the VET sector in Australia. Hager, Moy and Gonsczi (1997) 

reviewed the results from 25 of these projects. On the basis of this review Hager 

et al. concluded that the key competencies were interpreted differently across 

and within different stakeholder groups and that there were not discreet 

constructs which could be separated from each other and assessed individually. 

In addition the key competencies were thought to be best understood and found 

most useful when viewed within a particular context. The problem of assessing 

key competencies in one context and generalizing competence to another 

presented a significant challenge to educators trying to develop assessments of 

competence within the VET sector. Given these issues it was not surprising that 

the implementation and acceptance of the key competencies met with some 

resistance and that few successful assessment and reporting practices were 

identified.  

 

Hager (1998) in his proposal for facilitating the implementation of the key 

competencies, reiterated the findings from Hager et al. (1997) and argued that 

four characteristics of the key competencies had been identified which had 

influenced their implementation into educational and training programs. Firstly 

the key competencies cluster in actual learning and work situations with work 

specific skills for that particular context clustered together. Secondly key 

competencies were found to be highly sensitive to contextual factors and hence 

difficult to assess without reference to a particular context.  The third 

characteristic of the key competencies was that they could be thought of as 

processes as well as outcomes because of their nature. For example the key 

competency of problem solving could be seen from the perspective of the 

particular process of solving a problem or viewed as the outcome or problem 

solution. Finally the key competencies are developmental and are developed 

through lifelong learning from different work place and training experiences. 

These characteristics suggest that assessment of Key Competencies might best 

be carried out within a particular context in which a developmental continuum 

of learning can be identified. The existence of a continuum of competency 

within each key competency area lends itself to the use of a developmental 
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learning framework, based on educational theory, from which to interpret the 

outcomes of learning each competency.  

2.2 The Employability Skills for the Future Project 

 

Interest in the concept of key generic competencies was renewed in the early 

part of the 21
st
 century when the Australian Chamber of Commerce and 

Industry (ACCI) and the Business Council of Australia (BCA) undertook the 

„Employability Skills for the Future‟ project. The purpose of this project was to 

provide the Department of Education, Science and Technology (DEST) with a 

detailed understanding of the employability skills needed by industry (Curtis & 

McKenzie 2001; Field 2001; McLeish 2001; ACCI & BCA, 2002; Allen 

Consulting Group, 2004). The Employability Skills for the Future project also 

drew on the review of research entitled „generic skills for the new economy‟ 

published by the NCVER (Kearns, 2001) and a report by the Allen consulting 

group which surveyed 350 employers about the training needs of Australian 

industry (Allen Consulting Group, 2000) . The findings of these studies in 

approximate chronological order are discussed in the following section.  

 

The Australian Industry group commissioned a study by the Allen Consulting 

Group (2000) to report on Australian industry‟s views on their training needs. 

The Allen Consulting Group used a detailed survey, one on one interviews, six 

focus groups and research from both international and domestic policy 

requirements. This methodology enabled the study to examine the views of over 

300 Australian industry group member companies across a range of industries. 

The findings from this report indicated that the key generic skills needed for 

work were the skills most valued as a foundation for all others. The key generic 

skills included a mix of specific competencies, personal attributes and 

interpersonal skills as well as the technical skill requirements of their particular 

job. Hence from the perspective of Australian industry generic employability 

skills were considered essential to enable Australian industry to compete in the 

global economy. In addition Australian industry expected that all employees at 

all levels would need to be more highly skilled and better qualified in the future 

(Allen Consulting Group, 2000). 
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Kearns (2001) undertook a review of Australian and international literature on 

generic skills from the perspective of vocational education with the aim of 

addressing the following three research questions: 

1. What are the skills that should be included under the umbrella term of 

„generic skills‟? What is a useful way of classifying these skills and 

distinguishing attributes and values from skills? 

2. What are the teaching and learning implications of generic skills for 

VET providers? What approaches are currently in use around the world? 

3. What is the evidence for the impact of generic skills on business 

performance? 

Although each of these questions is relevant for the implementation of teaching 

and learning generic skills of most relevance to the current study is the broader 

framework of generic skills suggested by Kearns as he addressed the answer to 

the first question; which skills should be included as „generic skills‟ and how 

would they best be classified. To allow for a broader framework from which to 

identify generic skills Kearns chose to use the definition of „generic skills‟ 

defined by the British National Skills Task Force (NSTF) rather than the Mayer 

key competencies because this definition allows for the inclusion of key 

competencies in addition to a wider range of transferable skills which are 

generic to work (Kearns, 2001). Hence generic skills are defined as „those 

transferable skills essential for employability which are relevant at different 

levels for most‟ (NSTF, 2000). Kearns drew comparisons between the skills 

necessary for individuals to maintain their employability throughout their 

working life and the personal attributes and competencies required for lifelong 

learning. He argued that generic skills should be viewed in a developmental 

framework in the context of the need for employees to continue to improve their 

generic skills throughout their working lives. That is many of the skills we bring 

to employment when we first enter work become obsolete, often as the result of 

improved technology, so to maintain employment employees need to be able to 

learn new skills and adapt to changing technology. These changes can be 

viewed within the framework of lifelong learning as it applies to our working 

life. To maintain employability in an environment in which employability skills 

are constantly in need of upgrading Kearns stated that a „learning competence‟ 
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should be included as an essential generic skill. Kearns (2001) argued that:  

“While much more research is required on the learning competence, it is 

abundantly clear that willingness and capacity to learn is an essential generic 

skill for the 21
st
 century that underpins capability and performance in other 

generic and vocational skills” (p. 45) 

 

Kearns (2001) asserted that key generic skills could be fostered through 

education, training and workplace experience and suggested a developmental 

framework which allows for interaction between the key skills by categorizing 

them into the 4 intersecting clusters illustrated in Figure 1. The makeup of each 

cluster, depicted in Table 2 illustrates the importance of interpersonal skills as 

they underpin skills of communication, teamwork, customer service and cultural 

understanding. That is the better an individual‟s interpersonal skills are 

developed the better they are likely to interact with their work colleagues and 

customers from all cultures. The leaning, thinking and adaptability skills include 

the skills required for learning new skills, adapting to new work environments, 

thinking and problems solving.  

 

Figure 1. Clusters of key generic skills taken from Kearns (2001) p. 51 
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These skills are underpinned by not only the ability to learn but also the 

willingness to do so. Hence they can take into account willingness to learn in 

terms of an employee‟s motivation to obtain the skills they need to maintain 

their employment. The advantage of this model is that it illustrates 

diagrammatically how each of the clusters overlap with other clusters and can 

be subdivided into subsets of skills which could be used to form the basis of an 

assessment for generic skills. The developmental nature of this model and the 

fact that it includes a cluster entitled work readiness suggest that it has the 

potential to be applied to people either entering or re-entering the work force. 

Unfortunately Kearns‟ use of the term „generic skills‟ in an effort to define a 

broader more inclusive model differed from the term key competencies used by 

the Mayer Committee (1992) and added another variation of the terminology 

used to describe generic employability skills in Australia, making it more 

difficult to make direct comparisons between differing conceptualizations of 

employability skills. 

 

Table 2. Generic skills that make up each of the clusters of the Kearns (2001) 

model of generic skills 

Work readiness and work 
habits               

Basic skills 
Using technology 
Practicality 
Business orientation 
Planning and organizing 
activities 

 

Interpersonal skills 
Communication 
Team skills 
Customer service 
Cultural understanding 

 
This cluster is underpinned by 
personal attributes and values 
including self understanding 
 

Enterprise innovation and 
creativity skills 

Entrepreneurship 
Creativity 
Innovation 

 

Leaning, thinking and 
adaptability skills 

Learning 
Thinking 
Analytical capability and 
problem solving 
Systems thinking 
Adaptability 

This cluster includes willingness 
and ability to learn 
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The research generated by the key employment bodies, the ACCI and the BCA, 

took a different approach in a project entitled „Employability Skills for the 

Future‟. In the first part of this project Field (2001) investigated the way 

employers in Australia assessed employability skills by carrying out case 

studies in 13 large enterprises. The purpose of these case studies was to seek 

employer input about those skills they considered essential for all their 

employees. In this study employers were asked to describe the sort of 

information they needed in order to make a judgement about whether to employ 

potential employees. Employers indicated that they looked for a whole picture 

of potential employees including evidence about their attitudes, competencies, 

passions and pursuits. As with Kearns‟ (2001) cluster model of „generic skills‟ 

teamwork and communication were seen as dependent on interpersonal skills 

whilst employees also saw innovation, enterprise and learning as important. 

When describing the essential skills thought to be important the enterprises 

studied emphasized the need for employees to exhibit clusters of related skills 

which could be grouped together under a broader heading. For example the 

cluster of skills broadly defined by the respondents as communication skills 

included: 

 Speaks, listens and empathizes with others 

 Writes clearly and logically 

 Comprehends information in a range of formats 

 Makes clear and logical presentation 

 Effectively negotiates 

 Effectively coaches peers and clients 

 Forms and articulates logical arguments (Field, 2001) 

 

From the findings of this study Field (2001) developed a model of 

employability skills within the organization and job context of employment 

(Figure 2.). Consistent with the model of generic skills developed by Kearns 

(2001) Field‟s model highlighted the interdependency between individual 

generic employability skills and placed greater emphasis on interpersonal 

skills and attributes by placing them as central to all the generic employability 

skills. Field‟s model also recognized the importance of context by placing 
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employability skills within the organization and job context with the aim of 

achieving the organization‟s goals. By doing do so Field‟s model highlighted 

the problem of comparing generic employability skills between contexts, one 

of the major challenges to any effort to assess generic employability skills. 

The difficulty is that generic employability skills are by definition transferable 

and applicable to different areas of employment yet by their very nature are 

most clearly demonstrated within the particular organizational context in 

which they are used.  The models developed by both Kearns and Field 

represent an advance on the work of the Mayer committee (1992) because 

they illustrate the importance of interpersonal skills and attributes and 

highlight the interdependency between personal attributes, generic 

employability skills and the context in which they are used. 

 

Figure 2. A model of employability skills within the Organizational and Job 

Context (Field, 2001, p. 6 ) 

 

 

 

In a second preliminary study instigated as part of the “Employability Skills for 

the Future‟ project McLeish ( 2001) investigated employability skills in small 

and medium enterprises across all industry sectors located in metropolitan, 

regional and rural environments. Data was collected from focus groups and 

individual interviews with interviewees highlighting the importance of general 

employability skills. Interviewees indicated that it was easier to train employees 
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on the job in the industry specific skills if employees already have general 

employability skills. In addition employers continued to acknowledge the 

importance of the Mayer key competencies but felt that the range of skills 

required had grown and that personal values such as loyalty, commitment, 

honesty, positive self-esteem, enthusiasm, reliability and positive personal 

presentation were also necessary because of their contribution to harmony and 

productivity within the workplace (McLeish, 2001). Hence employers from 

small and medium enterprises concurred with those from the larger enterprises 

studied by Field (2001) in recognizing the need to include personal attributes 

and skills within a framework of employability skills. 

2.3 The Employability Skills Framework 

The Australian Council for Educational Research (ACER) was commissioned to 

conduct a literature review to assist the development of the Employability Skills 

Framework (ACCI & BCA, 2002) . The purpose of this project was to review 

the Australian and overseas policy and research literature on key employability 

competencies and identify implications for future developments in Australia 

(Curtis & McKenzie, 2001).  

 

The first step in this project was to clarify the concepts and terminology used to 

describe employability skills and to recommend a consistent approach to be 

used by all stakeholders. Curtis and McKenzie pointed out that “…the lack of 

shared understanding makes it difficult to build the broad coalition of 

governments, employers and educators needed to drive substantial reform.” 

(2001, p. vii). After consideration of a number of terms which included „key‟, 

‟core‟, „generic‟, „essential skills‟, „competencies‟, „capabilities‟ and „attributes‟ 

Curtis and McKenzie  concluded that „employability skills‟ is the most 

appropriate term for the skills necessary for employment which can be learned 

in one context and then applied in another context. That is generic 

employability skills are those skills needed for employment which are necessary 

for employment in a range of different employment settings. 
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Table 3.  Summary of the possible list of composite skills identified from 

international frameworks of employability skills from the literature review and 

framework development by Curtis and McKenzie (2001, p. 51) 

 

    Basic Skills  Intellectual Abilities Personal Attributes 

Foundations Skills 
Listens and understands 
Speaks clearly 
Understands written 
documents 
Writes clearly 
Understands and 
interprets tables and 
graphs. 
Calculates 
 

Thinking Skills 
Able to make decisions 
Solve problems 
Adaptable 
Innovative 
Creative  

Continuous Learning 
Accepts and preparedness 
to learn 
Open to new ideas and 
techniques 

Information and 
communications 
technology skills 
Awareness and 
willingness to use a 
range of technologies 

Contextual understanding 
Knows own role in 
organization 
Understands 
interrelationships among 
workplace processes and 
systems 
Experience workers an 
diagnose deficiencies and 
implement corrective actions 

Personal attributes 
Positive self esteem 
Understands that actions 
influence others 
Self manager, resourceful, 
shows initiative 
Honest, shows integrity 
and ethical behaviour 
Accepts responsibility 
Seeks and accepts 
feedback 

 Organizational skills 
Time management 
Sets goals and engages 
others in achieving goals 
Experienced workers: 
Establishes clear project 
goals and deliverables 
Allocates people and 
resources to tasks 
Sets time lines and 
coordinates sub tasks 
Adapt resource allocations 
for contingencies 

Interpersonal skills 
Shows cultural sensitivity 
Committed to client 
service 
Able to negotiate 
Works well with others 
Experienced workers: 
Show leadership 
Develop strategic vision, 
set goals and monitor 
performance 
Communicates goals and 
enthuses subordinates 
towards a shared vision. 

 

 

Curtis & McKenzie (2001) drew on the national employability skills 

frameworks from other countries including the United States, United Kingdom, 

Canada, Europe and the Definition and Selection of Competencies (DeSeCo) 

project undertaken by the Organization for Economic Co-operation and 

Development (OECD) as well as Australian research (Field 2001; Kearns, 2001)  
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to develop an Employability Skills Framework for debate by the key 

stakeholders. This framework was divided into three sections, Basic Skills, 

Intellectual Skills and Personal Attributes and is summarized in Table 3. The 

main difference between this Employability Skills Framework and the Mayer 

Key competencies (Mayer, 1992) is that it included Basic Skills and Personal 

Attributes in addition to the Intellectual Abilities which form the basis of the 

Mayer Key Competencies outlined in Table 1. It seems reasonable to assume 

that for most types of employment a minimum level of basic literacy, numeracy 

and technology skill is necessary with the level required increasing as jobs 

become more sophisticated in their use of technology. Personal attributes is the 

term used to describe a set of non-skill behaviours and attitudes that employers 

felt were as important as the employability skills and other technical or job 

specific skills previously defined. 

 

Following the publication of the literature review by Curtis and McKenzie 

(2001) and its subsequent recommendations the ACCI and BCA undertook a 

study aimed at providing advice about the requirements for generic 

employability for the foreseeable future. This study was the fourth step in a 

project commissioned by the DEST which included the literature review 

conducted by ACER (Curtis & McKenzie, 2001), case studies from 13 large 

enterprises (Field, 2001) and focus group research with small and medium sized 

companies (McLeish, 2001). The fourth step was a validation process in which 

the draft Employability Skills Framework developed by Curtis and McKenzie 

(2001) was assessed by 150 enterprises and employer groups with the aim of 

providing feedback and acceptance of the framework. The outcome of this 

project was a proposal for a new framework of employability skills developed 

from the perspective of employer needs. 

 

The terminology adopted by this project followed the recommendations by 

Curtis and McKenzie (2001) in which the term skills was used instead of 

competencies to reflect the language of the enterprises interviewed and to avoid 

any definitional confusion between the different ways the term competencies is 

used. The authors of the Employability Skills Framework advocated the use of 

the following definition of employability skills to provide consistency and 
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clarity of interpretation for all stakeholders. Employability skills are “skills 

required not only to gain employment, but also to progress within an enterprise 

so as to achieve one‟s potential and contribute successfully to enterprise 

strategic direction.” (ACCI & BCA, 2002, p. 3) The term employability skills 

differs from the term generic skills used by Kearns (2001) because it includes 

the relationship between these skills and the outcome of achieving one‟s 

potential or contributing to the employer‟s enterprise. The Employability Skills 

Framework also defined three additional terms; personal attributes, skills and 

elements to be used to describe the complete framework of employability skills. 

The definition each of these terms is given in Table 4. 

 

Table 4. Terminology used for the Employability Skills Framework adapted 

from ACCI and BCA, p. 5) 

Term Explanation 

Personal attributes Term used to describe a set of non-skill behaviours and 
attitudes that employers felt were as important as the 
employability skills and other technical or job specific skills 
 

Skills Term used to describe the learned capacity of the individual.  
Elements The elements are facets of the skill that employers identified 

as important.   
The mix and priority of these elements would vary from job to 
job 
The list of elements is not exhaustive but rather reflects the 
information provided by specific enterprises interviewed for 
this study. 
The list of elements is indicative of the expectations of 
employers. 
The level of sophistication in the application of the element 
will depend on the job level and requirements. 

 

 

Although the term generic skills used by Kearns (2001) also recognized the 

variation in skill level required for different types of employment, employability 

skills can be more easily defined in terms of the different elements required for 

the context of a particular work place or employment context. The 

Employability Skills Framework terminology provided a basis from which to 

identify the individual elements of generic employability skills for particular 

employment contexts.  Once identified, these elements should be amenable to 

assessment within that context.    
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In keeping with the work of (Allen Consulting Group, 2000; Field, 2001; 

Kearns, 2001; McLeish, 2001) the Employability Skills Framework 

incorporated a number personal attributes that contribute to overall 

employability which included loyalty, commitment, honesty and integrity, 

enthusiasm, personal presentation and reliability with eight key employability 

skills defined which were similar to the key competencies described by the 

Mayer committee (1992). The eight employability skills, outlined in the 

Employability Skills Framework are as follows: 

Communication skills that contribute to productive and harmonious 

relations between employees and customers. 

Team  work skills that contribute to productive working relationships and 

outcomes. 

Problem solving skills that contribute to productive outcomes. 

Initiative and enterprise skills that contribute to innovative outcomes. 

Planning and organizing skills that contribute to long-term and short-term 

strategic planning. 

Self-management skills that contribute to employee satisfaction and 

growth. 

Learning skills that contribute to ongoing improvement and expansion in 

employee and company operations and outcomes. 

Technology skills that contribute to the effective execution of tasks. 

(ACCI & BCA, 2002 p. 58) 

 

Within this framework each of the eight employability skills is subdivided into 

facets of the skill called elements. For example the Communication skill can be 

made up of a number of elements that vary in importance with the level and 

type of work performed. Some of the elements listed under the skill of 

communication are: 

 Listening and understanding 

 Speaking clearly and directly 

 Writing to the needs of the audience 

 Negotiating responsively 

 Reading independently 
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 Empathizing 

 Using numeracy effectively  (ACCI & BCA, 2002) 

 

Table 5. Comparison of the Mayer Key Competencies and the Employability 

Skills Framework taken from ACCI and BCA, 2002, p. 50. 

Component Mayer Key competencies Employability Skills 

Framework 

Attributes 
 
Skills/ 
Competencies 

Not included 
 
Collecting, analyzing and 
organizing information 
 
Communicating ideas and 
information 
 
Planning and organizing 
activities 
 
Working with others and teams 
 
Using mathematical ideas and 
techniques 
 
Solving problems 
 
Using technology 

Personal attributes 
 
Planning and organizing 
 
 
Communication skills  
 
 
Planning and organizing 
 
 
Team work skills  
 
 
 
 
Problem solving skills 

  
Technology skills 
Learning  
Self management 
 

 

Table 5 illustrates the main differences between the Employability Skills 

Framework and the Mayer Key competencies on two levels. Firstly the authors 

responded to the input from employer representatives by recognizing the 

importance placed on personal attributes by employer groups. Although 

Personal attributes had been consistently touted as an essential element of 

employability their implementation and assessment had been hindered by the 

lack of consistent terminology used to describe them. For example enthusiasm, 

common sense and a balanced attitude to work and life may mean different 

things to different people and as such, competence in these areas would be 

viewed differently in different employment contexts. 

 

Secondly the Employability Skills Framework expanded the skill set to include 

areas that were formerly only implicit in the key competencies (Curtin, 2004). 
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Subdividing each employability skill into elements has allowed for a wider 

range of sub skills to be explicitly defined at different levels of complexity. For 

example the elements of Communication go well beyond the basic verbal, 

reading and writing skills previously considered as the minimum needed for 

employment (Curtin, 2004). The increasing need for better communication 

skills in work places will have an increasingly significant impact on the 

employability of adult migrants with limited English skills and those jobseekers 

that have a learning disability and are unable to improve their English literacy.  

2.4 Recognition and Recording of Employability Skills 

The Department of Education, Science and Training (DEST) and the Australian 

National Training Authority (ANTA) contracted the Allen Consulting Group 

and the NCVER to develop an approach to support the universal recognition 

and recording of employability skills. The authors of this project, published in 

2004, identified three critical features of models of employability skills 

recognition and recording which were thought likely to ease the recognition of 

the importance of employability skills and encourage the implementation and 

uptake of their use. The first of these critical features was the adoption of the 

definition of employability skills and the eight employability skill groupings 

developed in the Employment Skills for the Future project. This would provide 

a consistent basis for the recognition and implementation of employability skills 

across employment and educational groups who were stakeholders. Secondly it 

was recommended that a non-prescriptive approach to the four elements be 

identified as essential in any employability skills recognition model, as this 

would allow greater flexibility. The essential elements identified by the Allen 

Consulting group and NCVER were defining and describing the employability 

skills, developing and demonstrating these skills, collecting and recording 

evidence for the presence of these skills and verification and assessment from a 

wide range of sources.  Finally it was recommended that the approach used 

should be one that could clearly be controlled and remain the responsibility of 

individuals (Allen Consulting Group & NCVER, 2004).   

 

The project was conducted in two phases. The first phase consisted of 

consultation with stakeholders including state and federal government agencies, 
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industry associations, higher education and community groups followed by 

desktop research and a review of literature and selected employability skills 

portfolios. On the basis of this research by the Allen Consulting Group and 

NCVER (2004) a skills portfolio model that adopts a non-prescriptive approach 

to each of the elements was recommended.  Unfortunately the term elements 

used in this context differed from the definition given in the Employability 

Skills Framework. It was used to refer to elements of employability skills 

recognition, rather than the elements or facets of the eight employability skills 

as defined in the Employability Skills Framework (ACCI & BCA, 2002). The 

elements of skills recognition and recording models in this report refer to the 

definition and description of employability skills, how employability skills are 

demonstrated and developed, how information is collected and recorded and the 

assessment verification processes to be used. The portfolio was to be a tool used 

to support individuals getting, keeping and advancing in a job in addition to 

assisting each individual to monitor their skills development and understand 

their own employability skills (Allen Consulting Group & NCVER, 2004). To 

assist with implementing this project a grant of $200 000 was provided by the 

Australian Government to develop and trial an „e-portfolio‟ on the existing 

career exploration web site http://www.myfuture.edu.au. However when the 

website was reviewed on the 4/4/2008, the links to the e-portfolio had been 

removed and there was no reference to this project or the outcome of the trial. 

Hence it appears that the implementation of the e-portfolio did not proceed 

beyond the initial trial stage although the reasons for this have not been 

identified. 

 

Although the use of a portfolio approach to recording and recognizing 

employability skills has considerable merit its acceptance and implementation 

requires cooperation and training for both employers and employees. For 

example prospective employees are not likely to maintain an employability 

skills portfolio if it is not requested or reviewed by employers. It would seem 

that the flexible non-prescriptive nature of this approach is both a strength and a 

weakness as it allows employers to vary their selection criteria and methods of 

recruitment to such a degree that the structure of the employability skills 

portfolio needs to vary with each application. Most positions advertised on the 

http://www.myfuture.edu.au/
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Australian government employment web site www.jobsearch.gov.au in 2007 

had specific selection criteria relevant to each position with no reference made 

to the Employability Skills Framework. Universal recognition and recording of 

employability skills would be possible if employers utilized the Employability 

Skills Framework and chose the particular elements of each employability skill 

regarded as important for each position within their organization. Employees 

would then try and demonstrate these skills and develop a portfolio, or a similar 

structure to present them. In its present form, however, it is not surprising that 

the universal recognition and recording of employability skills has not 

proceeded past the initial trial stage. 

 

This chapter has outlined the background to the development and 

implementation of key competencies, later known as generic employability 

skills as they apply to the general population of jobseekers and employees 

participating in the Australian workforce. The next chapter will use the structure 

outlined by the Employability Skills Framework and describe how it can be 

integrated with an existing model of vocational rehabilitation and applied to 

those jobseekers who are participating in a vocational rehabilitation program. 
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Chapter 3 Employability Skills from the 

Perspective of Vocational Rehabilitation 

The research on the nature of employability skills expected of employees is 

highly relevant for employers and also for employees looking at changing jobs 

as well as those beginning their careers. Agencies who assist people to find 

employment, such as job network and vocational rehabilitation providers are 

amongst a group of stakeholders who have seemingly been neglected during the 

consultation processes outlined in the Employability Skills for the Future 

project (ACCI & BCA, 2002). Employment services, trusted with the role of 

assisting welfare recipients to move from welfare benefits into the work place 

have the solitary goal of facilitating the development of the skills necessary for 

their clients, termed jobseekers by the Department of Employment and 

Workplace Relations (DEWR) to achieve „employability‟. This chapter will 

focus on how the research on generic employability skills can be applied to the 

field of vocational rehabilitation.  

The importance of vocational rehabilitation was highlighted in a cost benefit 

analysis of the vocational rehabilitation services undertaken by CRS Australia 

Wills-Johnson, Kenyon and Koshy (2005). At the time of the review CRS 

Australia was the sole provider of Australian Government funded vocational 

rehabilitation services. Using an analysis of financial information Wills-

Johnson et. al concluded that the total social benefit per client associated with 

participation in a CRS Australia program was $133,389 with an average client 

cost equal to $4,398. This implied that the net social benefit in economic terms 

of each program was $124,991 with a benefit to cost ratio of 30.33. These 

benefits were largely due to the savings on welfare benefits paid to participants 

in vocational rehabilitation who successfully found employment. In addition to 

financial benefits to the Australian economy participants in vocational 

rehabilitation services with CRS Australia reported a number of social benefits 

including a variety of generic work skill benefits, higher work opportunities 

and incomes as well as enhanced self-esteem and increased independence. 

Based on survey responses from CRS Australia clients Wills-Johnson et al. 

found that the two important generic work skills enhanced by involvement in a 
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vocational rehabilitation program were the capacity to self-identify skills and 

abilities and the ability to reassess their career goals in view of their current 

circumstances.   

The role of vocational rehabilitation was central to the implementation of the 

welfare to work reforms by the Commonwealth Government of Australia, first 

announced in the Federal Budget in May 2005 (Schubert, 2005)  and 

implemented on the 1
st
 of July 2006. These reforms increased the need for 

employment services to understand the changing expectations of employers 

because the welfare to work reforms substantially increased the number of 

recipients of vocational rehabilitation programs. The expectation at the time of 

the announcement was that approximately 190 000 people would be pushed off 

welfare and into jobs in addition to many of the 700 000 people who claimed 

the disability support pension expected to require assistance to obtain part time 

work. In addition an estimated 32 000 sole parents and disabled people every 

year were expected to be rejected for pensions due to tougher work tests 

(Schubert, 2005). To meet the increasing demand for Vocational Rehabilitation 

Services (VRS) contracts were given to a number of private employment 

agencies in addition to the continued service provided by the Commonwealth 

government agency CRS Australia. 

 

3.1 Vocational Rehabilitation 

The process of assisting disabled jobseekers enter or return to the workforce is 

known as vocational rehabilitation. Vocational rehabilitation is a service 

provided to people with a disability, injury or health condition by Vocational 

Rehabilitation Service (VRS) providers such as CRS Australia. Vocational 

rehabilitation assists jobseeker‟s to understand and manage the barriers 

associated with their disability, injury or health condition ("Vocational 

Rehabilitation  Services", n.d.).  Vocational Rehabilitation programs are 

designed to help jobseekers to build work capacity, get a suitable job and avoid 

re-injury. This process of rehabilitating jobseekers vocationally could be 

thought of as assisting jobseekers to develop or improve their employability 

skills for a particular work context in keeping with their limitations. Vocational 

rehabilitation is tailored to a jobseeker‟s individual needs and may include: 
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 assessment of functional and physical work capacity  

 vocational assessment and counselling to determine suitable job options  

 counselling to support adjustment to disability  

 supervised on-the-job training and/or a short vocational course  

 fitness and work conditioning programs  

 confidence building/self esteem groups or individual sessions  

 employer incentives  

 assessment of workplace suitability 

 ("Vocational Rehabilitation Services", n.d.) 

Jobseekers who have been referred for vocational rehabilitation suffer from a 

wide range of illnesses, injuries and, in many case conditions which can be 

referred to as disabilities. The World Health Organization (WHO) provides a 

clear definition of disability as an impairment of body structure or function, a 

limitation in activities or a restriction in participation (WHO, 2001). In 

Australia eligibility for vocational rehabilitation is determined by the outcome 

of a Job Capacity Assessment (JCA) with potential participants needing to: 

 be aged between 14 and 65 years  

 be an Australian citizen or non-time limited resident  

 have a health condition that is managed well enough to participate in a 

vocational rehabilitation program (“ Looking for Work” , n.d) 

 

This means that recipients of vocational rehabilitation can come from a wide 

range of backgrounds and have a variety of health conditions, ranging from 

severe psychiatric illnesses to physical illnesses such as ankle and back injuries. 

Many recipients of vocational rehabilitation have a number of health conditions 

with the common element their eligibility for VRS and the need for their health 

condition to have had an impact on the jobseeker‟s ability to participate in 

employment. “A Job Capacity Assessment is an appointment with a skilled 

assessor who will assess your capacity to work, taking into consideration your 

individual circumstances. Wherever possible, you will be referred to services 

that can help you find and retain work.” (Job Capacity Assessment Fact sheet, 

n.d. p. 1)  
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Hence the purpose of a Job Capacity Assessment (JCA) is to determine the 

capacity of welfare recipients to work, either currently or with assistance from 

an employment service provider. There is a range of government funded 

employment and related services for people with a disability, injury or health 

condition which include VRS, the Disability Employment Network (DEN), 

Disability Specialist Job Network Services and the Personal Support 

Programme (PSP) (“JCA”, n.d).  

On completion of the JCA jobseekers that are referred to VRS are assessed as 

having a job capacity ranging for 8 hours per week through to 30+ hours per 

week that is thought to be achievable within a two-year timeframe. 

Participation in VRS is determined by the nature of the jobseeker‟s approved 

welfare benefit. For jobseekers on a Disability Support Pension (DSP) 

participation is not compulsory, however if they choose not to participate they 

will forfeit their place in the program to someone else. For those on Newstart 

allowance participation is compulsory and non-participation can result in a 

suspension or loss of benefits. Hence the motivation to find employment 

amongst VRS clients is variable with some happy to meet their minimum 

compulsory participation requirements whilst others are highly motivated and 

determined to re-build their lives through employment.  

Although jobseekers participating in VRS have different needs to other 

jobseekers because they have had their employment interrupted due to an 

illness, disability or injury they are still required to compete with non-disabled 

jobseekers for positions in open employment. Jobseekers with more severe or 

permanent disabilities are generally referred to a DEN service or a Business 

Employment Service where they can access support and training within the 

work place. The fundamental difference between jobseekers with a disability 

and those without one is the restrictions in functioning that the disabling 

condition imposes on their choice of work. Hence vocational rehabilitation has 

traditionally emphasized the jobseeker‟s ability to choose a job in keeping with 

their skills and abilities which is sustainable within the constraints placed on 

them by their disability. From this perspective employability has been defined 

as: “… the comprehensive process of measuring an individual‟s level of 
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functioning as it relates to a complex set of interrelated factors that determine 

whether a person can choose an appropriate vocational goal, find and obtain a 

suitable job, and keep and advance on the job once employed.” ( Farley, Little, 

Bolton & Chunn, J., 1988, p. 2). 

 

This differs in emphasis from the definition of employability used by the Allen 

Consulting Group and NCVER (2004)  which was less focused on job choice 

but took into account the contribution an employee can make to the strategic 

directions of the employing enterprise. Achieving one‟s potential and 

contributing to the enterprise are certainly desirable for all jobseekers but for 

participants in VRS it depends largely on internal factors such as the jobseekers 

ability, motivation and available access to suitable support to manage their 

disability. These aspects of employability skills would be included in the 

category of personal attributes by the Employability Skills Framework (ACCI 

& BCA, 2002) or the interpersonal skills cluster outlined by the Kearns (2001) 

developmental model of generic skills.  Jobseekers participating in vocational 

rehabilitation differ from those in open employment programs because they 

require assistance to manage their disability and to develop their employability 

skills in addition to choosing finding and maintaining suitable sustainable 

employment. A model of employability, applicable to participants in VRS is 

outlined in the next section. 

3.3 The Choose Get Keep Model of Vocational 

Rehabilitation 

Farley et al. (1988) outlined a model of employability often used in the field of 

vocational rehabilitation as a structure for assessment and planning in 

vocational rehabilitation settings. This model, developed from the career 

development field divides employability into the three stages of vocational 

choice, job acquisition and retention and is known as the Choose Get Keep 

model of vocational rehabilitation. Farley et al. (1988) argued that as an 

individual moves through the employability development process, a number of 

major task demands must be accomplished for them to successfully choose, get 
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and keep a job. Table 6 summarizes these major task demands and the work 

related competencies thought necessary for employability under this model. 

 

Table 6.  Task Demands and Competencies for the Choose Get Keep Model 

taken from Farley et al. (1988)  Figure 2 p.3 and Figure 3 p. 4. 

CHOOSE GET KEEP 

 TASK DEMANDS  

Select an appropriate and 

suitable goal. 

Plan to achieve that goal 

Find employment 

opportunities. 

Acquire a job. 

 

Adapt to the workplace. 

Retain employment 

 COMPETENCIES  

Self-Knowledge 

Work-Knowledge 

Vocational Decision 

making Skills 

Program Planning Skills  

Work orientation/ Motivation 

Job finding Skills 

Self-Presentation (i.e. 

resumes, applications, 

interviews) 

Position Performance Skills 

Basic work habits and 

Behaviours 

Personal and 

Environmental coping 

Skills 

Interpersonal 

Relationship Skills 

Work Attitudes and 

Values 

 

Initially a VRS professional will work with each jobseeker to develop an 

overall plan which can be broken down into a step-by-step process aimed at 

assisting the jobseeker to choose, get then keep a job. In other words under the 

Choose Get Keep model an individually tailored rehabilitation plan is 

developed by a rehabilitation professional in consultation with the jobseeker 

with adjustments made on the basis of feedback as the jobseeker proceeds 

through the steps of the plan. Farley et al. (1988) emphasized the importance of 

the jobseeker‟s self-knowledge to enable this process and noted that: “The more 

knowledge the individual has about his/her personal attributes, the more 

appropriately and effectively the individual can participate in the planning 

process.” (p. 3) 

 

The Choose Get Keep model has been used successfully at the Arkansas 

Research and Training Center for vocational rehabilitation as a framework for 
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developing an employability and planning program (Farley et al., 1988) and has 

been suggested as a means of providing severely psychiatrically disabled 

people with access to supported employment the opportunity to have some 

input into the type of work they wish to pursue (Danley & Anthony, 1987). The 

Choose Get Keep model has the potential to act as a framework to include the 

personal attributes and elements of the eight employability skills outlined in the 

Employability Skills Framework (ACCI & BCA, 2002) as they apply to 

choosing, getting and keeping a job. From Table 6 it can be seen that 

competencies within the Choose Get Keep model such as work motivation, self 

presentation, work attitudes and values overlap with the personal attributes 

outlined in the Employability Skills Framework and have the potential for the 

Choose Get Keep model to provide the basis of a curriculum for facilitating the 

development of employability skills. The importance personal attributes was 

supported by the work of Shankar and Collyer (2003) who examined the role of 

factors in shaping the employment outcomes of people with mental illness.  The 

applicants‟ work history, work competence and the social networks of the 

respondents were examined. They argued that supporting the applicant‟s social 

networks was crucial for the success of rehabilitation programs. That is 

personal attributes that enhance social interaction and the development and 

maintenance of social networks are important for people with a mental illness 

to find and keep employment.   

 

For the Choose Get Keep model of vocational rehabilitation to be relevant for 

the global economy in the 21
st
 Century

 
it needs to be integrated into the 

Employability Skills Framework and updated so that jobseekers can be assisted 

to develop the employability skills deemed necessary by employers as the 

global economy expands. Hence the next section focuses on integrating the 

Choose Get Keep model into the Employability Skills Framework to form a 

new model on which to base the learning curriculum for vocational 

rehabilitation.  
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3.4 Integrating the Choose Get Keep model with the 

Employability Skills Framework 

The goal of any vocational rehabilitation program, known as an employment 

outcome, is for each jobseeker to maintain a position in paid employment for a 

minimum of eight hours per week for at least six months. As stated previously 

the job capacity, determined by the JCA determines a jobseeker‟s work 

capacity in terms of the number of hours per week they will be expected to 

work within the two years of their vocational rehabilitation program. Hence the 

definition of employability skills adopted for the Employability Skills 

Framework can be applied to vocational rehabilitation because it is consistent 

with current employer expectations yet remains flexible enough to cover part 

time paid employment. For the purposes of this project employability skills will 

be defined as the: “skills required not only to gain employment, but also to 

progress within an enterprise so as to achieve one‟s potential and contribute 

successfully to enterprise strategic direction.” (ACCI & BCA, 2002, p. 3). The 

terms attributes, skills and elements will also be used in the way they are 

defined in the Employability Skills Framework outlined in Table 4 so that the 

terminology used in this study is consistent with current research.   

 

As noted previously by Hager (1998) research has identified four major 

characteristics of the key competencies which, could reasonably be assumed to 

apply to employability skills. Hence, for the purpose of integrating the Choose 

Get Keep Model with the Employment Skills Framework these assumptions 

will be made.  

 Employability skills are highly sensitive to contextual factors. 

 Employability skills cluster in actual learning and work situations.  

 Employability skills, like key competencies are developmental. 

The first and second assumptions allow employability skills to be viewed 

within the context of a vocational rehabilitation program because it represents 

both a learning and, if placement occurs, a work environment. The 

employability skills necessary for a jobseeker, participating in VRS to reach an 

employment outcome (i.e. to choose get and keep a job for a minimum of six 

months) become the focus of assessment. The assumption that employability 
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skills, like key competencies, are developmental means that their elements can 

be assumed to form a developmental continuum of learning which lends itself 

to criterion referenced assessment (Glaser, 1963; 1981).  

 

Figure 3. The process of vocational rehabilitation depicted as a balance 

between factors that assist and inhibit progress towards employment. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The diagram in Figure 3 illustrates the delicate balance between factors that 

assist or inhibit the employment of jobseekers with a disability. Factors that can 

assist jobseekers to overcome barriers to achieving their employment goal 

could be identified through assessment so that interventions can be tailored to 

meet each individual‟s needs. Internal characteristics such as physical and 

cognitive ability and ability to learn have been used as the pivot point for this 

balance because they are the pre-existing often innate characteristics of an 

individual which act as constraints on the process of vocational rehabilitation. 

For example a jobseeker that commences a vocational rehabilitation program 

without a willingness and ability to learn is unlikely to be able to develop their 

employability skills sufficiently to find and keep a job.  Hence the initial task of 

this project was to identify the personal attributes and elements of the eight 

employability skills which are considered essential for jobseekers to choose, get 

 Assists employability 

 Understanding of illness, 
disability and symptoms. 

 Fitness program 

 Willingness to learn 

 Learning assistance 

 Medical and Psychological 
supports 

 Motivation to work 

 Training 

 Volunteer work  

    Physical capacity 
   Cognitive ability 
   Ability to learn 
 
 
 

Inhibits employability 

 Illness/ injury/disability 

 Chronic pain 

 Fluctuating symptoms 

 Lack of support 

 Lack of motivation 

 Unrealistic employment 
goal 

 Lack of skills 

 Lack of work experience 

 Unavailability of jobs 
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and keep employment within the context of the Employability Skills 

Framework. 

 

Figure 4.  A developmental model of vocational rehabilitation depicting 

vocational rehabilitation on a developmental continuum by integrating the 

Choose Get Keep model of vocational rehabilitation with the Employability 

Skills Framework. 

 

 Existing Employability         Vocational Rehabilitation   Personal attributes 
Skills and personal          program Interventions                  and employability    
attributes                                                       skills needed for 
         employment 

 

    
   

 

 

 

 

 

 

 

 

 

 

 

Personal attributes 
Motivation 
Interpersonal skills 
Physical presentation 
 
Communication 
necessary for job 
choice 
Spoken English 
Written English 
Telephone 
communication 
Numeracy 
 
Team work skills 
Working with others 
practiced through job 
preparation groups 
 
Self-management 
skills 
Managing disability 
Keeping appointments 
Punctuality 
 
Problem solving 
skills 
 
Initiative and 
Enterprise skills  
 
Learning skills  
Learning new skills for 
chosen job 
 
Technology skills 
Computer use for job 
seeking and 
employment choice 
Email, internet, 
specific packages 
such as word and 
excel 
 

Identifying suitable employment 
options  
Developing fitness for work 
Learning the skills needed for the 
chosen job 
Learning job seeking skills 
Counselling Interventions 

 

 

Personal attributes 
 
Elements of 
Communication 
 
Team work skills 
 
Self-management 
skills 
 
Problem solving 
skills 
 
Initiative and 
Enterprise skills  
 
Learning skills  
 
Technology skills 
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From this perspective the process of vocational rehabilitation can be viewed as 

the activities and experiences needed for individual jobseekers to develop the 

personal attributes and employability skills necessary for them to choose gain 

and keep employment. 

 

Figure 4 extends the idea of the balance between barriers and aids to vocational 

rehabilitation (Figure 3) by viewing vocational rehabilitation as an active 

process of learning along a developmental continuum. Based on the assumption 

the acquisition of employability skills occurs with training and experience over 

time it is possible to identify different levels of each element of these skills 

along a developmental continuum. Each jobseeker‟s position on the learning 

continuum can be assessed by observing behaviours that demonstrate their 

abilities at performing tasks indicative of the elements of the employability 

skills necessary for vocational rehabilitation. Since employability skills are 

assumed to cluster in work and learning situations the specific elements of 

employability skills will vary depending on the context in which they are 

assessed. Hence an assessment of employability skills for vocational 

rehabilitation should focus on the skills necessary for jobseekers to successfully 

find and keep a suitable job. That is the assessment would apply to the context 

of vocational rehabilitation only, without the expectation that the skills assessed 

would be apparent in other contexts.  

  

Using the model depicted in Figure 4 a vocational rehabilitation program can 

be seen as the process of assisting the development of the personal attributes 

and employability skills necessary for a jobseeker to choose find and keep a 

job. Under this model a vocational rehabilitation program can be individually 

tailored to the jobseeker with their specific needs described in terms of the 

elements of the employability skills and interpersonal skills needed for them to 

choose, get and keep a job. The arrow at the centre of this model illustrates five 

examples of interventions that can be used to assist the jobseeker to develop 

their employability skills. The interventions listed include identifying suitable 

employment options, developing fitness for work, learning the skills needed for 

the chosen job, learning job seeking skills and counselling interventions all of 
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which can be provided as part of a vocational rehabilitation program. A 

formative assessment of employability skills within the context of vocational 

rehabilitation would provide a means of identifying individual jobseeker needs 

and recommending the interventions most suitable to each jobseeker. 

  

This model also has the scope to include the impact of the interaction between 

the jobseeker and their rehabilitation professional on the development of these 

skills. For example a rehabilitation professional that successfully engages with 

the jobseeker and is able to work towards realistic goals is more likely to assist 

the jobseeker than one who is unable to do so. Using the concept of the Zone of 

Proximal Development (ZPD) the role of the vocational rehabilitation 

professional may be viewed in a similar light to that of a teacher or tutor. 

Vygotsky (1978) defined the ZPD as “… the distance between the actual 

developmental level as determined by independent problem solving and the 

level of potential development as determined through problem solving under an 

adult guidance or in collaboration with more capable peers.” (p. 86). The ZPD 

in this context can be viewed as the difference between the „employability‟ in 

term of their employability skills that the jobseeker is able to develop by 

themselves compared to the level of „employability‟ they achieve with 

professional assistance. Most importantly the developmental model of 

employability skills for vocational rehabilitation integrates the Choose Get 

Keep model with the Employability Skills framework to form a new framework 

from which to define a developmental continuum of the employability skills 

necessary for vocational rehabilitation which is amenable to assessment. 

 

The next stage of this project was to review the current literature on assessing 

employability skills, and assessment in general prior to outlining a means of 

assessing these skills within the context of a vocational rehabilitation program. 
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Chapter 4 Assessment 
 

The issue of assessment and reporting has continued to present a challenge to 

the implementation and recognition of employability skills for employers, 

employees and the vocational and general education sectors. The Mayer 

committee (1992) recommended a nationally consistent approach for assessing 

and reporting the key competencies and suggested that three levels of 

performance should be recognized. The issue of the number of performance 

levels to be used remained controversial with some authors arguing that three 

were too many whilst others wanting to include more than three levels. 

Following their review of 25 projects designed to pilot implementation of the 

key competencies Hager et al. (1997) concluded that there had been little 

support for the use of the three levels of performance and that assessment and 

reporting was found to be a “…most contentious and problematic area…” 

(p.13). In addition a clear finding from their review was that key competencies 

needed to be made explicit in assessment and reporting practices because in 

most instances they were integrated with vocational course outcome 

assessments and not clearly assessed. This chapter will discuss assessment in 

general before proceeding to examine specific methods of assessing 

employability skills currently in use and how a probabilistic model of 

competency assessment can be applied to the assessment of employability 

skills. 

4.1 Assessment  

Griffin and Nix (1991) defined assessment and reporting as the purposeful 

process of collecting, interpreting, recording and communicating information 

about learning to stakeholders. That is assessment is concerned with obtaining 

evidence about an individual‟s performance and then making a judgement on 

that evidence against prescribed standards of performance that can be 

communicated to the stakeholders. Pelligrino, Chudowski and Glaser (2001)  

provide a useful depiction of assessment which uses the vertices of a triangle to 

represent the three key elements underlying any type of assessment (Figure 5). 

From this perspective any assessment must have a model of cognition and 



 

  

 

43 

43 

learning in the domain to be assessed, a set of beliefs about the kinds of 

observations that will provide evidence for the assessment and a process of 

making sense of the evidence. The triangle is used by Pelligrino et al. to 

demonstrate the interconnectivity between these three elements. The cognition 

corner of the triangle in Figure 5 refers to a theory or set of beliefs about how 

students represent knowledge and develop their competence in a subject 

domain. In any particular assessment application a theory of learning in the 

domain of knowledge is needed to identify the specific knowledge and skills 

that it is important to measure for the domain within the context being assessed. 

Every assessment is also based on a set of beliefs about kinds of tasks or 

situations that will prompt students to say, do or create something that 

demonstrates their knowledge and skills. The assessment tasks must be 

carefully designed to provide evidence that is linked to the cognitive model of 

learning and to support the kinds of inferences and decisions that will be based 

on the assessment results (Pelligrini et al., 2001) 

 

Figure 5. Assessment Triangle: the depiction of the three elements of 

assessment with their interconnectivity illustrated by a triangle (from 

Pelligrino, Chudowski & Glaser (2001). 

  

Observation      Interpretation 

 

                 Cognition 

 

The observation corner of the assessment triangle represents a description or set 

of specifications for assessment tasks that will elicit responses for students 

(Pelligrini et al., 2001). That is assessment tasks need to be designed so that 

they elicit observable behaviours or responses which provide evidence of the 
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existence of skills and knowledge in the learning domain. The interpretation 

corner of the triangle represents the assumptions and models for interpreting the 

evidence collected from the observations. In so doing it expresses how the 

observations are derived from the evidence about the knowledge and skills 

being assessed. Pelligrino et al. (2001) argued that for any assessment to be 

effective all three vertices of the assessment triangle must work together in 

synchrony.  When deciding on the assessment approach used in the current 

study the three vertices of the assessment triangle were taken into account so 

that the assessment of employability skills for vocational rehabilitation is based 

on observation, interpretation and a theory of cognition. 

 

A second important consideration when designing an assessment is to make a 

clear decision about what you intend to use the assessment for. Pelligrino et al. 

(2001) asserted that assessments are generally used for one of three main 

purposes: 

 to assess individual achievement 

 to assist learning and  

 to evaluate programs.  

The first of these, the assessment of individual achievement is known as 

summative achievement. This form of assessment is generally used to provide 

information about the attainment of individual students as well as comparative 

information about how one individual performs against another. Summative 

assessment is used for end of unit tests, examinations and to rank students for 

university entrance (Pelligrino et al. ,2001) . Summative assessments are 

usually given only once, at the end of a unit, a semester or at the end of a year 

with the time lag between testing and the availability of results meaning they 

can seldom be used to make day to day decisions about teaching and learning.  

 

Assessments to assist learning are called formative assessment. Formative 

assessments are used to provide specific information about student difficulties 

with learning and their progress compared to the unit of study rather than to the 

performance of other students. Students learn more when they receive feedback 

about particular qualities of their work in addition to advice about what they 
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can do to improve (Pelligrino et al.  2001).  Unlike summative assessments 

formative assessments can be administered at the most appropriate time to 

enhance learning and in some cases can be administered more than once so that 

progress can be monitored. 

 

The remaining type of assessment is one which is designed to evaluate 

programs. Assessments designed for this purpose are used to help policy 

makers formulate judgements about the quality and effectiveness of educational 

programs and institutions (Pelligrino et al. , 2001) . Like summative 

assessments, assessments designed for evaluation are generally given at the end 

of a program or in a way that they can cover a range of aspects of the institution 

to be evaluated. Stakeholders can use the information from the assessment to 

inform their decisions about continuing with and improving their educational 

program.  

 

The purpose of the current assessment of generic employability skills is to 

assess each jobseeker‟s employability skills at different stages of their 

vocational rehabilitation program. The assessment results will then be used by 

the rehabilitation professional to assist the jobseeker to improve employability 

skills so that they can find and keep a job. Due to the wide range of abilities 

(and disabilities) of jobseekers undertaking vocational rehabilitation programs 

little would be gained by comparing the results between individual jobseekers. 

Vocational rehabilitation service providers do not provide accreditation for 

educational or employment purposes so there is no need for an assessment to be 

evaluative or summative. However there are significant benefits to designing an 

assessment that can be given at any time and used to enhance learning and to 

tailor interventions to the needs of specific jobseekers. Hence the most suitable 

type of assessment of employability skills for jobseekers undertaking 

vocational rehabilitation is a formative assessment. 
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4.2 Approaches to the Assessment of Employability 

Skills 

Since the release of the Mayer report in 1992 a number of approaches have 

been tried for the purpose of assessing key competencies and more recently 

generic employability skills. In a recent review Curtis (2004) discussed the 

issues related to the assessment of generic skills with reference to four 

assessment models which he reviewed on the basis of their validity, reliability 

and authenticity. Curtis defined validity as “the adequacy, appropriateness, and 

usefulness of inferences that can be made on the basis of test scores” (American 

Educational Research Association, American Psychological Association & 

National Council on Measurement in Education, 1985) and reliability in terms 

of consistency of judgements over time.  In a separate publication Curtis and 

Denton (2003) explained that the concept of assessment authenticity stemmed 

from criticism leveled at large scale standardized testing because it rewards 

knowledge and verbal skills in isolation, without reference to context. The four 

assessment models used for assessing generic employability skills reviewed by 

Curtis are summarized in this section. 

 

Holistic Judgements 

 Holistic judgements are global impression judgements of an individual‟s 

performance which can be used to assess the existence and proficiency of 

students in the key competencies. McCurry and Bryce (1997) undertook a trial 

assessment using this approach which involved 110 secondary teachers in 10 

schools across Australia. Teacher participants were asked to give global 

assessments of each of the key competencies outlined by the Mayer committee 

(1992) for 629 year 11 students. In making these judgements teachers were not 

expected to undertake any new or different work but were asked to base their 

judgements on what they had learned about their students from their usual work 

programs. The project aimed to produce an overall range of levels of 

performance for individual students from a range of different teacher 

assessments. As each year 11 student was taught by a number of teachers the 

assessments could be based on judgements by different teachers from different 

subject areas.  Each Key Competency was subdivided into categories, called 
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facets with performance indicators provided as a guide for judging the four 

achievement levels for each facet. These four achievement levels were 

subdivided further (Table 7) with teacher participants asked to rate each 

student‟s achievement on each facet as Not Yet, Not Yet to Basic, Basic, Basic 

to Medium, Medium, Medium to High, and High and High+.  The overall 

judgement decision about the level of achievement for each competency was 

then based „on balance‟ by taking into account information about each facet. 

Performance indicators were prescribed for each level of achievement to 

improve consistency of judgements. Since teachers from different subject areas 

rated the students individually an overall assessor, often the year coordinator 

was used to bring together their ratings into an assessment so that it ranged over 

3 or fewer points on the 8-point scale.  If they were unable to do so no 

assessment was given. Using figures for externally trained markers as a 

comparison, teacher judgements for the Key Competencies compared 

favourably on the basis of how well their judgements agreed (Bryce, 1998). 

 

Table 7. Facets for Collecting, Analyzing and Organizing Ideas and 

Information taken from McCurry and Bryce (1997) p. 99 

 

 FACETS         Rating Scale for Making Judgements 

  Not Yet Basic Medium High 

1.A Comprehending and interpreting ideas and 

information 

    

1.B Analyzing and evaluating ideas and 

information 

    

1.C Synthesizing and developing ideas and 

information overall on-balance judgement 

    

        

  

The results of the study demonstrated that teachers were able to make global 

impression judgements about Key Competency performance without 

undertaking special or different tasks outside the normal curriculum.  Bryce and 

McCurry (1997) reported that analyses of the data from this project indicated 

that neither the gender of the assessor nor their academic discipline markedly 
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affected their perspectives in making assessment judgements.  On the basis of 

the outcome of their trial assessment Bryce and McCurry viewed this approach 

as a success stating that: “The results of this trial suggest that Key 

Competencies can be seen as generalized notions that may hold their meaning 

across different subjects or domains, and that they can be operationalized in a 

coherent fashion.” (p. 3).  

 

Although McCurry and Bryce (1997) were able to demonstrate that Holistic 

Judgement could be used to develop a practical and cost effective assessment of 

Key Competencies within schools Curtis, in his 2004 review noted two 

potential limitations of this approach. The first of these is the question of how 

consistency of judgements can be maintained between different school 

contexts. Although judgement consistency can be maintained within schools 

the evidence used for making teacher judgements in one school could be very 

different from that used in another. In a later review Matters and Curtis (2008) 

explained this problem by noting that the evidence used by teachers to form 

judgements is experiential and observational and as such, is difficult to 

moderate or „capture‟ in a time effective way that would allow comparisons to 

be made between schools.  The second concern raised by Curtis was the 

question of whether key competencies or employability skills assessed as 

observed behaviours in a school setting would generalize to other settings such 

as employment.  The question of whether competencies assessed in one setting 

can be generalized to an employment setting is important problem when 

considering the merits of any form of assessment and reporting because the 

assessment of employability skills or key competencies varies depending on the 

context in which they are assessed. As noted previously the problem of whether 

employability skills can be generalized from one context to another has been a 

major barrier to the assessment and recognition of employability skills. Perhaps 

the best way of dealing with this problem is to view key competencies or 

employability skills as context specific so that the presence of these skills in a 

school setting indicates that students have the capacity to demonstrate these 

skills in one setting and could potentially develop the same skills in a new 

context. That is assessments of generic employability skills can be used to 
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demonstrate the existence of employability skills in a range of contexts using 

context specific forms of assessment. 

 

Overall the use of an assessment approach using holistic judgement has 

potential in contexts in which the assessors have the opportunity to get to know 

and observe their subjects over time whilst undertaking their usual educational 

program. This type of approach is particularly time and cost effective when 

used in this way and has potential for use with jobseekers undertaking 

vocational rehabilitation because vocational rehabilitation professionals have 

the opportunity to get to know each jobseeker well. 

 

Portfolio assessment 

A portfolio is a purposeful collection of documents concerning an individual‟s 

performance which may include assessment results, awards, supervisor and 

peer evaluations and a summary of the training they have completed. Portfolio 

assessment can be described as a means of developing and maintaining 

evidence of skills and achievements related to a particular topic in a written or 

electronic form. Artists, particularly graphic artists often provide a portfolio of 

samples of their work to demonstrate their skill to prospective employers. 

Portfolio assessments are also used within the education system as a means of 

encouraging students to research and organize information relevant to a 

particular topic to be assessed. Portfolio assessment may be effective as a 

means of making students aware of their developing skills and for providing a 

rich source of data for detailed scrutiny by prospective employers (Curtis, 

2004). The Conference Board in Canada (Employability Skills 2000+) have 

incorporated devices such as the „Employability skills toolkit for the self 

managed learner‟ to provide an instructional function for learners to recognize 

their generic employability skills and provide a framework from which 

employees can document supportive evidence of their employability skills. The 

toolkit was available from the 

http://www.conferenceboard.ca/topics/education/learning-tools/toolkit.aspx 

website at a cost of $140 until the end of May 2010. The portfolio approach 

requires that the individual take responsibility for maintaining their portfolio 

and using it to supply evidence of their employability skills to prospective 

http://www.conferenceboard.ca/topics/education/learning-tools/toolkit.aspx
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employers (Curtis, 2004). One advantage of this approach is that the process of 

developing and maintaining the portfolio helps employees improve their 

awareness of their own skills and experience whilst providing employers with 

more detailed information from which to make hiring decisions. Limitations of 

this approach include low reliability due to lack of comparability between 

individuals and their portfolios and the time consuming process for employers 

to extract relevant information from employees who have a varied work history 

over a number of years (Curtis, 2004). Despite the difficulties involved in 

establishing the validity and reliability of portfolio assessments portfolio 

assessment was the approach recommended by the Allen Consulting Group and 

NCVER (2004) for trialing the recognition and recording employability skills.   

 

Workplace assessment 

Workplace assessment, as the name suggests, is a means of assessing generic 

employability skills in differing contexts within the workplace. The reliability 

of this form of assessment depends on the skill and training of the assessors and 

the opportunities for employees to develop and exhibit the generic 

employability skills within their work context. Curtis (2004) noted that work 

place assessment has the advantage of good validity and the potential to 

contribute to learning if the assessor judgements are accompanied by 

informative feedback. However the reliability of this type of assessment is 

highly dependent on the consistency of the judgements made by the work place 

assessors and is likely to be more reliable within workplaces as the context for 

assessment remains the same. As noted previously the problem of how to 

reliably assess Employability Skills or Key Competencies so that comparisons 

can be made between workplaces is more difficult to solve because the Key 

Competencies cluster in actual learning and work situations with work specific 

skills for that particular context clustered together (Hager, 1998).  Hence 

workplace assessment is likely to be best used within individual workplaces for 

training and performance assessment purposes and to provide additional 

information for employees to add to their portfolio. 
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Instrumental assessment 

Instrumental assessment refers to assessment using purpose- developed 

standardized assessment instruments such as the Graduate Skills Assessment 

(Curtis & McKenzie, 2001). Independent assessment using standardized and 

purpose-developed instruments enables efficient assessment and provides a 

basis for reporting that is readily interpreted by all stakeholders (Curtis 2004). 

The Graduate Skills Assessment Project (Australian Council for Educational 

Research, 2001) was a pilot study aimed at determining whether it was feasible 

to assess and report on the generic skills of university students. This instrument 

tested problem-solving, critical thinking, reasoning and written communication. 

Although valid and reliable this type of assessment is open to the criticism that 

it lacks authenticity because graduate skills were assessed by a paper and pencil 

method in a classroom setting. 

 

Curtis and Denton (2003) tried to offset this criticism of instrumental 

assessment by developing a standardized assessment of problem solving, one of 

the eight employability skills previously identified which could be applied 

within the context of suitable VET (Vocational Education and Training) 

assessments. Curtis and Denton identified five processes central to problem 

solving from the research literature and developed performance indicators using 

the SOLO taxonomy (Biggs & Collis, 1982). Problem solving was chosen 

because it is generally considered one of the key employability skills outlined 

by the Allen Consulting Group and NCVER (2004).  Curtis and Denton 

developed an instrument that could be used by the individual student to 

evaluate their problem solving processes as they undertook assessment tasks for 

VET studies. The student‟s lecturer then validated the results with the student. 

Curtis and Denton developed precise, interpretable problem solving 

performance indicators (rubrics) which could be used reliably by the students 

and lecturers on units of work in electronics and information technology with 

additional participants from the Certificate IV in Assessment and Training. 

Curtis and Denton assumed that problem solving ability could be hypothesized 

as a single factor on a uni-dimensional scale which met the requirements for the 

application of Rasch modeling using partial credit analysis (Masters, 1982).  

Curtis and Denton concluded that this approach had potential by stating that: 
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"The generally good psychometric properties of the current version of the 

problem-solving assessment, coupled with the information provided by the 

various analytical techniques used in the examination, should enable a very 

robust and reliable instrument to be developed." (p. 71)  

 

The problem solving instrument developed by Curtis and Denton (2003) 

demonstrated that it is possible to construct a paper and pencil assessment 

which may be flexible enough to be applied in a variety of authentic contexts 

within the VET sector. The self-assessment by students in conjunction with the 

lecturer validation sought to assist learning by enhancing students 

understanding of their problem solving processes. There is some merit in 

following the approach developed by Curtis and Denton as it involves assessing 

problem solving within the context of the training modules being undertaken as 

part of a VET course. The use of the Rasch model in conjunction with a 

developmental model of learning enables problem solving to be viewed as a 

uni-dimensional construct with each performance indicator part of a learning 

continuum The challenge for continuing with this approach is the time and cost 

required to develop similar instruments for each of the eight employability 

skills and applying them to individual modules in VET courses.  

 

Curtis (2004) concluded from his review of assessment approaches that the 

range of purposes identified for generic skills assessment suggests that a 

number of approaches to assessment will be required for different contexts and 

purposes. Furthermore it may also be necessary to use more than one 

assessment approach for each employability skill. In a more recent report by 

Matters and Curtis (2008) the assessment and reporting of employability skills 

was reviewed with the aim of finding the most effective ways of assessing and 

reporting on these skills for senior secondary students. Matters and Cutis raised 

two important points which have relevance beyond the secondary school 

context, Firstly the method of assessment selected needs to be feasible or 

capable of being done in a convenient and practical way. Feasibility is 

particularly important in the field of vocational rehabilitation, because unlike 

the education sector, no additional money, training or resources are likely to be 

provided for implementing an assessment of employability skills. Hence the 
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assessment approach chosen needs to be one which rehabilitation professionals 

can undertake quickly and effectively with the benefit of assisting them to help 

their jobseeker clients find and keep employment. The second point of 

significance is the suggestion that assessing and reporting employability skills 

in a way that meets the standards for educational measurement may be 

unrealistic. placing too great a demand on the education system. Matters and 

Curtis argued that lowering of the standards for assessing employability skills 

may be necessary by stating that: “Less than rigorous assessment may be the 

necessary price to pay for a general improvement in the employability skills of 

Australia‟s young people.” (p. ii) Although this argument may have some 

validity in the educational context where resources, particularly time are 

limited, reducing the standards required for an assessment and reporting of 

employability skills without valid and reliable assessment it would make it 

extremely difficult to determine whether or not there is a general improvement 

in the employability skills of young Australians. 

 

When choosing an assessment approach for the current study the concept of 

feasibility was taken into account with the intention of developing an 

instrument with the best possible reliability and validity. Hence the holistic 

judgement approach used by McCurry and Bryce (1997) was chosen because it 

is cost effective and could be used by busy vocational rehabilitation 

professionals as part of their usual VRS activities. This approach has been 

shown to be valid and reliable, and since it will be used to assess the 

employability skills necessary for participants in vocational rehabilitation to 

choose, get and keep a job it will be used in only one context. The second 

identified problem with holistic judgement, consistency between groups, is of 

concern but of less significance because the purpose of the assessment is to 

assist jobseekers to develop the skills necessary to find and keep employment. 

Since different jobs require different levels of employability skills comparisons 

between units, in the form of jobseeker scores of an employability skills 

assessment have little meaning. Assisting rehabilitation professionals to help 

jobseekers to choose, get and keep employment is the goal of this instrument 

rather than achieving a particular or an average employability score.  
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4.3 A Probabilistic Model of Competency Assessment 

Prior to proceeding with the development of a formative assessment of 

employability skills a probabilistic approach to competency assessment will be 

discussed as a means of applying Item Response Theory (IRT) to the problem 

of assessing employability skills. In his paper entitled „The comfort of 

competence and the uncertainty of assessment‟ Griffin (2004) argued that a 

probabilistic model of competence can be used to link three fundamental ways 

of thinking about assessment teaching and learning, to provide a framework for 

reporting assessment results to stakeholders. The first of these theories was the 

concept of underlying growth continua or latent traits proposed by Rasch 

(1960). Bond and Fox (2007) defined latent traits as a characteristic or attribute 

of a person that can be inferred from the observation of a person's behaviours. 

These observable behaviours display more or less of the trait to be studied but 

none of the observations that are made will describe the entire trait. Latent traits 

are unseen, intrinsic and shared by individuals but can be measured indirectly 

from the observable behaviours (Hashway, 1998). Competency in a particular 

area such as problem solving can be viewed as a latent trait as it is intrinsic, 

invisible but can be measured by assessing the outcome and/ or processes on a 

range of problem solving tasks. Rasch reasoned that latent traits could be 

defined in terms of tasks arranged in order of increasing amounts of the 

attribute or trait required. This means that the nature and order of the tasks and 

the skill or level of competence required to complete those tasks can define the 

latent trait. Rasch reasoned that the development of learning could be traced by 

following the student‟s progress along the trait.     

  

The second theory discussed by Griffin (2004) is the concept of criterion-

referenced interpretation of assessment evidence. Glaser in the 1963 

symposium address to the American Educational Research Association was one 

of the first to propose the use of criterion referencing as an alternative to norm-

referenced measures for educational assessment. Glaser argued that criterion-

referenced measures should be used instead of norm-referenced measures 

because they depend upon an absolute rather than a relative standard of quality. 

When norm-referenced measures are used a particular student‟s achievement is 
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evaluated in terms of a comparison between his and other student‟s 

performances compared to the normative group. Students are first given a 

standardized score such as an Intelligence Quotient (IQ) on a standardized 

assessment. Comparisons can then be made between student‟s scores on the 

basis of the differences between their percentile ranks
1
 on a normative 

distribution. Although these types of scores provide a way of ranking a 

student‟s proficiency in comparison with a normative sample they provide little 

or no information about the degree of proficiency exhibited by the student‟s test 

behaviours in terms of what the individual student can do (Glaser, 1963). 

Criterion-referenced assessment, on the other hand is used to assess a student‟s 

competence against set criteria of performance along a continuum of attainment 

ranging from no proficiency at all to a perfect performance. This type of 

assessment is able to provide much more detailed information about what an 

individual student can and cannot do as well as establishing a clear minimum 

level of competence which can be used as a benchmark from which students 

can proceed to the next level of instruction.  Criterion referenced interpretation 

of assessment information along a developmental continuum removed the need 

to define competence as related to only one outcome, approach or solution and 

led to performance being interpreted on a developmental continuum on more 

complex assessment tasks (Griffin, 2004). 

   

Griffin (2004) linked the measurement and interpretation theories of Rasch and 

Glaser with Vygotsky‟s theory of cognitive development and the concept of the 

Zone of Proximal Development (ZPD). Described initially as “the discrepancy 

between a child‟s actual mental age and the level he reaches in solving 

problems with assistance.” (Vygotsky, 1978, p. 187) the ZPD refers to the zone 

in which an individual is able achieve a greater level of competence with 

assistance from someone more capable than they would be able to achieve by 

themselves. This could be described as the individual obtaining a stage of 

„readiness to learn‟ that with assistance from a mentor or teacher would 

enhance the development of competence. By combining these three ideas it is 

possible to link the position of an individual or an item, task or criterion along a 

                                                 
1
 Sattler (2001) a percentile rank is a point in a distribution at or below which the scores of a 

given percentage of individuals fall. 
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developmental continuum to an interpretation of what that individual can learn 

with assistance (Griffin, 2004). The emphasis of reporting on the assessment 

results can move away from a single score or a percentile rank to an 

interpretation of where that individual is placed along a developmental 

continuum of competence. This approach lends itself to the development of 

formative assessments because constructive and meaningful feedback can be 

given about an individual‟s development so that they can better understand the 

areas in which they need to improve. Hence the probabilistic model of 

competency assessment is applicable to the development of a formative 

assessment of employability skills because constructive and meaningful 

feedback can be given to jobseekers about where they can improve their 

employability skills. Although these three theories provide the basis of the 

cognition and interpretation vertices of the assessment triangle outlined by 

Pelligrini et al. (2001) the next section discusses IRT prior to applying these 

theories to developing the assessment of employability skills. 

    

4.4 Item Response Theory (Latent Trait Theory) 
 

 

Item Response Theory is the name given to the newer approaches to 

educational and psychological measurement theory which have been developed 

with the aide of the Rasch model (Rasch, 1960) and improved data processing 

using microcomputers and more powerful highly specialized statistical 

packages (Keeves & Alagumalia, 1999). Although IRT is also known as Latent 

Trait Theory or Characteristic Curve Theory the term Item Response Theory 

(IRT) will be used throughout this dissertation to maintain consistency. Keeves 

and Masters (1999) explained that one of the major problems confronted in 

educational measurement was how to deal with the interaction between the 

person being measured and the instrument itself at the time the measurements 

were being made. That is the interaction between the person and the assessment 

instrument means that the performance of the person is not independent of the 

measurement instrument employed resulting in confounding of the assessment. 

The development of the Rasch model for the analysis of dichotomous data 

(Rasch, 1960) helped to overcome this problem by providing a means of 
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conjoint measurement which could take into account the interaction between 

the person being measured and the instrument involved in measurement as the 

measurements are made. In conjoint measurement the performance of a person 

relative to a particular item is always considered in terms of probabilities. That 

is the measurement unit for this type of measurement is the probability of a 

person scoring a correct response on a particular item rather than the score 

calculated from the number of correct items themselves.  

 

The Rasch model provided the statistical procedures necessary for conjoint 

measurement to be carried out and a number of „fit‟ statistics have been 

developed which can be used to evaluate how well the items and the person‟s 

responses fit the Rasch measurement model.  The ability to separate person 

ability from item difficulty allows indices to be calculated which measure the 

reliability with which the items and the persons undertaking the tests can be 

separated by the assessment instrument into different strata along an increasing 

line of intensity (Wright & Masters, 1982). Wright and Masters explained that 

items must be sufficiently well separated in difficulty to indentify the direction 

and meaning of the variable and that construct and content validity can be 

assessed by examining the item fit and comparing the order of difficulty 

obtained to that which was expected by the item developers. The use and 

interpretation of fit statistics is an important advantage of using IRT because 

they provide evidence for the construct and criterion validity of the assessment 

instrument based on how well the items fit the IRT measurement model. IRT is 

based on the three fundamental principles, the relativity principle, the 

probability principle and the measurement principle. 

 

The relativity principle: The relativity principle, also referred to as conjoint 

measurement, takes into account the interaction between the person and each 

item in an educational or psychological assessment. That is the basic unit of 

measurement used in IRT is not the person or the item but the performance of 

the person relative to the item. If βn is an index for the underlying ability of 

person n and δi is an index for the underlying difficulty of the item or task i, 

then the unit of measurement is the difference between the ability of the person 

relative to the difficulty of the item, expressed algebraically as βn - δi  
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 (Keeves & Alagumalia, 1999). 

 

The Probability Principle: The probability principle takes into account the fact 

that a person‟s response to a particular item is uncertain because it can be 

influenced by a number of factors including carelessness, guessing and the 

differing responses of people to different situations. IRT considers that the 

probability that a person can give a correct or favourable response to an item is 

dependent on the ability of the person relative to the difficulty of the item 

(Keeves & Alagumalia, 1999). 

  If the ability of a person n is given by Өn and the difficulty of an item i 

  is given by ∆I  then 

If Өn > ∆I  the person is expected to respond correctly to the 

item. 

or  

If Өn < ∆I  the person is expected to respond incorrectly to 

the item. 

 

If the odds
2
 of a person’s response are given by:  Өn  

 ∆I   

 

Then a correct response is expected when:   Өn > 1 

 ∆I   

 

An incorrect response is expected when:  Өn< 1 

∆I   

 

And there is a 50% chance of a correct response when:  

Өn = 1 

∆I   

 

If pni is the probability of a correct response, then 1 - pni is the 

probability of an incorrect response  

 

Hence the odds for a correct response are given by: 

Өn =  pni         (1) 

∆I      1 - pni 

 

                                                 
2. Odds can be defined as the ratio of the probabilities of an event happening to that of it not 

happening from http://en.wiktionary.org/wiki/odds.  

http://en.wiktionary.org/wiki/ratio
http://en.wiktionary.org/wiki/probabilities
http://en.wiktionary.org/wiki/event
http://en.wiktionary.org/wiki/happening
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and if  Өn = 1 

∆I   

 

then    1 = pni      

            1 - pni 

 

gives   1 - pni = pni 

 

and        2pni = 1 

 

              pni = 0.5 

 

That is when the item difficulty on item i is equal to the persons ability 

then the probability of person n scoring a correct response on item i is 

0.5.  

  

The Measurement Principle takes into account the need for test 

measurement to be expressed in an interval scale. Gavetter and Wallnau 

(1988) defined an interval scale as one in which the difference or the 

interval between numbers on the scale reflects a difference in magnitude, 

unlike an ordinal scale which is used to rank observations in order 

without any indication of the distance between them. The advantage of 

using an interval scale is that it allows mathematical calculations, with the 

exception of ratios to be carried out on the data and an interval scale is 

the minimum requirement for the use of statistical procedures known as 

parametric tests. The probabilities of a correct response for persons or 

groups lie in the range of 0 to 1 so that measurement expressed in terms 

of proportions correct or raw scores cannot be expressed in an interval 

scale (Keeves & Alagumalia, 1999). To overcome this problem the raw 

scores can be transformed to a logarithmic scale by taking the natural 

logarithm of the probability of a person obtaining a correct response on 

each item as follows:  

        ln (pni ) 

ln(Өn) =       

  (∆I  )          (1 - pni) 

 

Applying the log law that log(a/b) = log a – log b 

   lnӨn – ln∆I  =   ln (pni)   
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      (1 - pni) 

 

If we now let ln Өn = βn and  l n∆I =  δi , then 

βn -  δi        =   ln (pni )   

        

   (1 - pni) 

 

 (pni )       =          e(βn - δi )
  

(1 - pni) 

 

               pni = (1 - pni)e(βn - δi )
 

 

            pni = e(βn - δi )
 - pni e(βn - δi )

 

     

             pni+ pni e(βn - δi )
= e(βn - δi )

 

Taking pni  out as a common factor 

   pni (1+ e(βn - δi )
) = e(βn - δi )

    

     e(βn - δi )
 

                 pni  =          ………..…………(1)  

           1+ e(βn - δi ) 

  

gives the probability of a correct response or pni (xni = 1). 

 

Hence the probability of an incorrect response is given by 1  minus the 

probability of a correct response or:   

    1 - pni (xni = 1) =         1                               

          

      1+  e(βn - δi )
 

 

Keeves and Alagumalia (1999) noted that the advantage of using the 

expression e(βn - δi )
 is that the subsequent mathematics is made easier because 

the person and item difficulties are now additive. 

 

IRT is based on the assumption that the underlying psychological process that 

is the response to the test stimulus can be represented by a set of numbers on a 

uni-dimensional continuum as illustrated in Figure 6 (Hashway 1998).  In other 

words a single proficiency variable, known as a latent ability or a latent trait, 
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underlies a person‟s performance on a test or assessment (Wu, 2004). Latent 

traits are hidden traits but by their construction and interpretation they help us 

to understand observations made for the purposes of criterion-referenced 

assessment. When IRT is applied to the observed task behaviours it provides a 

statistical description that summarizes the verbal description and helps with 

interpreting the verbal description (Griffin, 1995). IRT is concerned with the 

relationship between the demands of a task and the capacity of the person to 

perform that task. Griffin argued that IRT models can be applied to 

competency-based assessment to help determine the competency progression 

through ordering the set of tasks into a learning continuum and hence providing 

an explanatory model from which to interpret and communicate the assessment 

data. If the set of tasks and required competencies can be interpreted in a 

meaningful way then the construct (latent trait) may be useful in explaining 

behaviour patterns in terms of the progression of learning. If we assume that a 

latent trait exists which summarizes the employability skills needed for 

jobseekers participating in vocational rehabilitation to choose find and keep a 

job then IRT can be applied to the development of a criterion referenced 

assessment of these skills to determine whether they fit the a latent trait 

measurement model. 

 

Figure 6.  A diagrammatical illustration of a uni-dimensional Rasch Scale 

taken from Keeves and Alagumalai (1999) 

 

Person ability 0 1 2 3 4 5 6 

Item Difficulty 0 1 2 3 4 5 6 

 

 

Partial Credit analysis developed by Masters (1982) provides a means of 

applying IRT to assessmentswhich have more than a single right or wrong 

answer. This type of assessment gives credit for responses along a 

       -3        -2          -1       0           1           2          3 
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developmental continuum within each item. An advantage of this model is 

flexibility because “Under this format the number of steps into which an item is 

divided and the relative difficulties of these steps can vary from item to item.” 

(Masters, 1982, p. 150). This means that items are not restricted to a fixed 

number of responses and that their relative difficulty can vary from item to 

item. When using partial credit analysis partial credit may be given for three 

different responses on one item, two on another and five on another. Data from 

an observation format, such as the holistic judgement approach proposed here, 

is suitable for use with partial credit analysis because it requires prior 

identification of several ordered levels of performance on each item and awards 

partial credit for partial success on multistep items (Masters, 1982). 

 

In developing the partial credit model Masters (1982) and Wright and Masters 

(1982) looked at the individual difficulty of each step rather than the difficulty 

of the whole item and applied the dichotomous model (1) to each step. The 

logic behind this approach is best explained by considering a two-step item i 

with performance levels 0, 1, 2.  An expression for the probability of person n 

scoring 1 on this item can be written as: 

    ni1 = e
(n - i1) 

               1 + e
(n - i1) 

where ni1  is the probability of person n scoring 1 on tem i by being successful 

on step 1. The ability of person n is given by n and the difficulty of step 1 on 

item i given by i1. 

 

The second step from level 1 to level 2 can be taken only if the first step from 

level 0 to level 1 has been successfully completed. For example an item 

designed to measure a particular competency or skill related to employability 

would be designed such that for a person to be competent on step 2 they must 

have already demonstrated the partial competency described by step 1 because 

each step of an item is part of a developmental continuum for the competency 

being assessed.  Applying the dichotomous model to form an expression for the 

probability of person n successfully completing step two of item i gives the 

following: 
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     ni2 =  e
(n - i2) 

 

      1+ e(n - i2) 

 

where ni2  is the probability of person n scoring 2 on tem i by being successful 

on step 2. The ability of person n is given by n and the difficulty of step 2 on 

item i given by i2. 

This expression can be generalized m number of steps for item i. 

     nik =  e
(n - ik)    

 

      1+ e(n - ik) 

     for k = 1,2, ….., mi 

 

The general partial credit model is then given by summing the expressions for 

each item step and can be used to describe any ordered sequence of 

dichotomous steps.          x 

    nix = exp  (n - ij) 

         j = 0   ……………(2) 

     mj j               

     exp   (n - ij) 

     k=0    j=0 

     for x = 0,1,….mi  

 

The partial credit model for IRT provides a measurement model which can be 

used for the current assessment of employability skills. Furthermore by using 

person and item fit statistics the partial credit model provides a statistical means 

to determine how well items and person responses fit along a single dimension 

representing a single latent trait or variable designed to measure employability 

skills. The advantage of using the partial credit model rather than the 

dichotomous model is that it provides a means of using IRT with items which 

are sub-divided along a developmental continuum using criteria or performance 

indicators. Since the items will be developed and trialed by rehabilitation 

professionals they are likely to vary in terms of item and item step difficulty 

and in the number of possible responses requiring credit. IRT using partial 

credit analysis provides a means of both assessing employability skills as a 

single latent trait and interpreting the results along a developmental continuum.  
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4.5 Incorporating a Theory of Learning  
 

One of the three interacting elements of assessments noted earlier by Pelligrino 

et al. (2001) was the identification of a theory or set of beliefs about how 

students represent knowledge and develop competence in a particular subject 

domain. Incorporating a theory of learning as a way of distinguishing levels of 

progress along a learning continuum is in keeping with the cognition corner of 

the assessment triangle depicted in Figure 5. Both the SOLO taxonomy (Biggs 

& Collis, 1982) and the Dreyfus model (Dreyfus & Dreyfus, 1986) have been 

used successfully for this purpose. The SOLO taxonomy was designed for use 

with criterion referenced assessment and was used successfully by Curtis and 

Denton (2003) for establishing the performance indicators for their problem 

solving assessment instrument. The Dreyfus model is a system of skills 

acquisition which involves five stages ranging from Novice to Expert and has 

been successfully applied in a number of professional fields such as the training 

of nurses (Benner, 2001). Although the Dreyfus model and the SOLO 

taxonomy each consist of five stages of development the SOLO taxonomy was 

chosen for this study because it was designed with the aim of presenting a 

criterion referenced measure of learning (Biggs & Collis, 1982).   It was also 

felt that the descriptions of each stage of the Dreyfus model did not lend 

themselves readily to the assessment of employability skills in jobseekers with 

a disability. For example it would be difficult to consider a jobseeker with a 

disability as an expert in the sub domains of employability skills because their 

participation in a vocational rehabilitation program is based on the assumption 

that they are in need of substantial assistance to be able to return to work. 

 

Biggs and Collis (1982) based the SOLO taxonomy on the Piagetian
3
 stages of 

development; however their focus was on the structure of the learner‟s 

responses (quality of learning) rather than the generalized cognitive structure of 

the individual. In other words the SOLO taxonomy is used to assess levels of 

attainment in a particular field rather than depict stages of overall cognitive 

                                                 
3
 Piagetian refers to the theories and perspectives of Jean Piaget (1896 -1980) a developmental 

psychologist who focused on stages of cognitive functioning of children (Reber, 1985). 
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development or ability. Biggs and Collis made the distinction between the five 

levels of the SOLO taxonomy on the basis of four characteristics. 

 

1. „Capacity‟ which refers to the amount of available working memory or 

attention span. 

2. „Relating operation‟ which refers to the way the cue and response 

interrelate.  At the pre-structural stage this can take the form of denial or 

refusal to become engaged in the task, tautology in which the question 

is simply restated or transduction or making a „guestimate‟ without any 

logical basis. At the highest (uni-structural) stage a learner may use 

induction or draw a general conclusion from a number of instances. 

3.  Consistency and closure refer to two opposing needs felt by the learner. 

One is the need to reach a conclusion or seek closure. The greater the 

need to seek closure the less information is used in reaching a solution. 

Consistency refers to a need for consistency with the original 

information so that a high need for consistency has the opposite effect to 

a high need for closure. 

 

4. Structure refers to the type of data used by the learner to reach a 

solution. Biggs and Collis made a distinction between three types of 

data: 

i. Irrelevant data 

ii. Relevant data contained in the original information 

iii. Data and principles that go beyond the original 

information. 

 

Although Biggs and Collis (1982) developed the SOLO taxonomy so that it 

could be applied to students in primary and secondary college it has application 

to adult learners as well. In the case of jobseekers with a disability the nature of  

their disability and their educational background can have an impact on the 

characteristics used to distinguish between the different levels of quality of 

learning. For example anxiety, medication side effects or brain injury can all 

have an impact on an adults working memory or concentration span. A lack of 

motivation to find employment may influence some jobseekers to deny they 
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have a relevant element of an employability skill or to reach closure as quickly 

as possible so they can give the impression that their skills are limited.  

 

 

Table 8.  The SOLO taxonomy (Biggs & Collis, 1982) adapted for use with 

generalized performance indicators for elements of employability skills. 

 

SOLO Level Description 

Pre-structural 
 
 
 

No knowledge of employability skill including denial of 
knowledge, inaccurate recall or does not use relevant 
knowledge 
 

Uni-structural Can generalize only in terms of one aspect of 
employability skill 
 

Multi-structural Can generalize only in terms of a few limited and 
independent aspects of employability skill 
 

Relational Can generalize within the experienced or given context 
using related aspects of employability skill. 
 

Extended abstract Can generalize to situations not yet experienced or 
able to generalize employability skill to new and 
unfamiliar contexts 
 

 

 

An outline of the application of the SOLO taxonomy to employability skills is 

illustrated in Table 8. It can been seen from table 8 that the pre-structural level 

can be used to describe the behaviour of jobseekers with little or no 

employability skills as well as unmotivated jobseekers who deny any 

knowledge of a particular skill or give the first possible solution that comes to 

their mind. Participation in vocational rehabilitation is compulsory for many 

jobseekers and some of these have no wish to find employment. Hence denial 

of knowledge as described by the Pre-structural level of the SOLO taxonomy 

lends itself to developing performance indicators for this circumstance.  On the 

other hand the extended abstract level provides the basis for performance 

indicators which describe jobseekers who have demonstrated that they can 

generalize their employability skills to new employment contexts. When 

developing the employability skills assessment the SOLO taxonomy was used 
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as the basic structure from which to identify the performance indicators for 

each element of the Employability Skills Framework considered relevant to the 

process of vocational rehabilitation.  

 

This chapter discussed the theories of assessment in general followed by a 

summary of the assessment approaches which have been used previously for 

assessing employability skills or key competencies. A probabilistic model of 

competency assessment was also outlined in conjunction with interpretive 

models which can be applied to developing the performance indicators of 

criterion referenced assessment. The next chapter will focus on how these 

measurement theories were applied to the development of the assessment of 

employability skills for vocational rehabilitation. 
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Chapter 5 Developing the Assessment of 

Jobseeker Employability Skills 

This chapter describes the process used to develop the items for the assessment 

of jobseeker employability skills by integrating the theoretical basis for the 

study with the expertise of specialists in the field of vocational rehabilitation. A 

discussion of reliability and validity as it applies to performance assessments is 

included prior to a description of the development of the instrument itself.  

 

The aim of this study was to first identify the set of generic employability skills 

thought to be necessary for participants in vocational rehabilitation to find and 

keep employment and then develop a valid and reliable assessment instrument 

with which to assess these skills. Hence the first step was to identify the 

essential elements and personal attributes using the Employability Skills 

Framework (ACCI & BCA, 2002) and input from experienced vocational 

rehabilitation professionals. The approach taken was to incorporate the concepts 

of criterion referenced assessment and IRT to identify items thought to measure 

observable behaviours indicative of a construct defined as employability skills 

for vocational rehabilitation. An essential consideration in developing any 

assessment instrument is the approach taken to establishing its reliability and 

validity leading to the following discussion. 

5.1 Reliability and Validity 

 

In the field of educational and psychological assessment acceptable levels of 

reliability and validity need to be established during the process of developing 

any assessment instrument. Reliability traditionally refers to the dependability 

or consistency of an instrument (Neuman, 2003). Questions such as whether or 

not the instrument measures the same thing each time it is administered and 

whether or not it can produce consistent results when used by different people 

are related to an instrument‟s reliability. Internal consistency or the consistency 

with which the items that make up the assessment measure the same construct is 

another form of reliability.  
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Validity, in its simplest form, refers to how well an instrument measures what it 

is intended to measure and how the data is interpreted. Validity can also be 

thought of as an indication of the truthfulness of the measure or the match 

between the construct to be measured and the measure itself (Neumann. 2003). 

Traditionally validity has been established in a number of ways. For example 

face validity is a judgement by the scientific community that the assessment 

really measures the construct it purports to measure (Neuman, 2003). Criterion 

validity is established by comparing the assessment results of one instrument to 

those of another instrument that has been shown to measure the same construct. 

The higher the correlation between the two variables the better the criterion 

validity. Predictive validity is another form of criterion validity which is 

established by seeing how well the instrument predicts future events (Neuman, 

2003). In the case of an assessment of employability predictive validity could be 

established by seeing how the level of employability skills assessed predicts 

future employment. Traditionally all these areas would need to be investigated 

so that the validity of the instrument could be established. Recently, however, 

there have been a number of advancements, particularly in the field of 

vocational education and competency assessment which have taken the focus of 

validity and reliability away from the assessment instrument itself and placed it 

on the intent of the assessment and the interpretation of the evidence collected.  

 

Gillis and Bateman (1999) summarized the approach to reliability and validity 

in their monograph entitled „Assessing in VET: Issues of reliability and 

validity‟. Gillis and Bateman stated that: “The reliability of an assessment is an 

estimate of how accurate or precise the task is as a measurement instrument. 

Reliability is concerned with how much error is included in the evidence.” (p. 1) 

The implication of approaching reliability from this perspective is that 

assessment procedures need to focus on ways of minimizing the error which is 

included in the evidence. Gillis and Bateman argued that the reliability of an 

assessment can be increased by controlling the way in which the evidence is 

collected by adhering to standardized administration and scoring procedures. 

Other issues that impact on reliability such as the characteristics of the assessor 

in terms of their preconceived expectations, the context of the assessment and 

the range and complexity of the tasks used provide additional sources of error in 
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performance assessments (Gillis & Bateman, 1999). Therefore the use of 

precise scoring guidelines and standardized scoring procedures will minimize 

the likelihood of such assessor characteristics contributing to the error in 

performance assessments.   

 

Validity can also be contingent upon the interpretation and use of the collected 

evidence from the assessment rather than a property of the assessment method 

or task itself.  Gillis and Bateman (1999) stated that: “It [validity] is not simply 

a property of the assessment tasks. An assessment task that is highly valid for 

one use or context may be invalid for another.” (p. 1). As a result Gillis and 

Bateman argued that assessors should be very clear about their intentions when 

assessing candidates against competency standards by limiting the 

interpretations of assessments to their particular purpose and context. The 

recommendations for establishing the validity of performance assessments made 

by Gillis and Bateman included face, content, criterion and construct validity in 

addition to consequential validity. The idea of consequential validity stems 

largely from the work of Messick (1994) who argued that: “…with respect to 

consequences as validity evidence, I have argued for nearly 30 years that test 

validity and social values are intertwined and that evaluation of intended and 

unintended consequences of any testing is integral to the validation of test 

interpretation and use.” (p. 13). In other words both intended and unintended 

consequences of any assessment need to be taken into account when 

establishing the validity of that assessment. For example one possible 

unintentional consequence of using the current assessment of employability 

skills is the potential impact of communicating a low employability score to the 

volunteer jobseeker participants who are assessed. To avoid the possible 

negative impact on the participant‟s self-esteem assessor participants were 

instructed to give only general feedback to jobseeker participants during the 

pilot and trial studies because a numerical score could be misinterpreted. Once 

the assessment is finalized a formal feedback mechanism will be developed 

although even then some sensitivity will be required about how it will be used.  

 

The approach to reliability and validity and the procedures recommended by 

Gillis and Bateman (1999) and supported by Thomson, Foyster and Saunders 
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(2001) were taken into account when developing the employability skills 

assessment instrument to provide evidence for the reliability and validity of the 

instrument. A full discussion about how these procedures were applied is given 

in the results section of this dissertation. 

5.2 Defining the Construct to be measured  

Since the aim of this study was to develop an assessment of employability skills 

the construct to be measured by this instrument can be described as the personal 

attributes and elements of the employability skills framework thought to be 

essential for participants in vocational rehabilitation to choose find and keep 

employment.  This construct will be made up of the elements of the eight 

employability skills and personal attributes outlined in the Employability Skills 

Framework (ACCI & BCA, 2002).  

Figure 7. Construct Map of „Employability skills for Vocational Rehabilitation‟ 

in which employability refers to the score obtained from all the items on this 

construct. 

   Direction of increasing employability 

 Respondents    Responses 

 

   Direction of decreasing employability 

Respondents with 
high employability 
 
 
 
 
Respondents with mid 
range employability 
 
 
 
 
Respondents with low 
employability 

Item response indicates 
highest level of employability 
 
Item response indicates 
higher level of employability 
 
Item response indicates 
middle level of employability 
 
Item response indicates low 
level of employability 
 
Item response indicates 
lowest level of employability 
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Although the definition of employability skills used in this framework includes 

the skills required to contribute successfully to enterprise strategic directions 

these skills will not be included in the construct to be assessed because they lie 

outside the scope of vocational rehabilitation and are likely to be context 

specific to the particular enterprise. A construct map, as suggested by Wilson 

(2005), showing the relationship between respondents and responses on the 

construct of employability skills for vocational rehabilitation is illustrated in 

Figure 7. The construct map in Figure 7 shows the intended relationship 

between the responses on each item and the direction of intensity of the 

construct to be measured.  

 

Figure 8.  The structure of an employability skills criterion referenced 

framework taken from: Draft strategies for monitoring and developing skill 

levels of Educational Leaders (Griffin & Care, 2009) 

 

 

 

 

 

 

 

 

 

 

Figure 8 illustrates the relationship between the overall assessment framework 

to be assessed subdivided into domains of knowledge, capabilities, performance 

indicators and criterion indicative of how well the individuals perform on each 

capability. Domains can be defined as sets of skills, knowledge, behaviours and 

dispositions that enable us to define phases, strands or constructs to be assessed 

(Griffin & Care, 2009).  The construct of employability skills for vocational 
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rehabilitation can be viewed as the framework from which various domains 

representing key performance areas can be defined. The domains that make up 

the construct of employability skills for vocational rehabilitation will be 

subdivided into personal qualities and the elements of the eight employability 

skills thought to represent the capabilities necessary for choosing, getting and 

keeping a job.  As the assessment of employability skills for vocational 

rehabilitation is based on a holistic judgement model the evidence represented 

in Figure 8 as indicators will be less prescriptive because it will not be based on 

the performance of common tasks that can be identified numerically as 

indicators 1.1.1 or 1.1.2. That is holistic judgments will be based on evidence 

gathered from records and observations in the normal course of a vocational 

rehabilitation program and may vary from jobseeker to jobseeker.  This differs 

from a competency assessment in which each individual to be assessed has to 

complete the same set tasks to demonstrate their level of competency.  

Assessors using the holistic judgement model to assess employability skills will 

be able to use all the information that they have available to them to make their 

judgements against set performance criteria. Some examples of the types of 

evidence available to the assessors are listed below: 

 Direct questioning of the Job Seeker 

 Present or past observations of the Job Seeker completing a 

task. 

 File information (including past assessments) 

 Input from other rehabilitation professionals who have been 

involved with the Jobseeker. 

 Attendance and participation in groups. 

 Feedback from work referees. 

 Feedback from work experience placements. 

 Any other form of evidence 

Using the structure outlined in Figure 8 the next section outlines how the 

domains of knowledge for the construct of employability skills for vocational 

rehabilitation were identified. 
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5.3 Domains of Knowledge and Capabilities 

The Developmental Model of Vocational Rehabilitation (Figure 4) was used as 

a basis from which a list of 29 abilities related to the four domains of 

employability skills for vocational rehabilitation was created. The list of 

abilities was distributed to 12 vocational rehabilitation consultants from the 

Melbourne Central region of CRS Australia for review and feedback to form a 

list of items indicative of each capability from which a draft assessment could 

be developed. The volunteer rehabilitation professionals were asked to read the 

list of abilities and rate them for both importance and level of difficulty for an 

average jobseeker using a five point scale. They were also asked to add any 

additional abilities they thought relevant for jobseekers to successfully choose 

find and keep employment.  Some examples of the 29 items are listed below 

with the full list of items and the instructions for the exercise provided in 

Appendix A. 

 Client
4
 has a good knowledge of their illness and disability and how 

it restricts them  

 Client has a clear vocational goal 

 Client is able to review, update and tailor their resume‟ for different 

jobs  

 Client has the ability to manage their disability and see support 

people without interfering with their work hours  

 

Twelve out of twelve of the rehabilitation professionals who were asked 

completed this exercise and suggested additional items related to English 

literacy, computer literacy, time management and the ability to learn and repeat 

tasks independently. It was also noted by some of the participants that it was 

difficult to depict an average client and that they found it hard to rate the 

difficulty of the items relative to each other. On reflection it would have been 

more useful to have asked the participating rehabilitation professionals how the 

items might apply to all participants in vocational rehabilitation rather than an 

average client because this was the intended use for the instrument. However 

                                                 
4
 The term client was replaced by jobseeker after the commencement of the welfare to work program 

on the 1/7/07 
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the feedback from a variety of rehabilitation professionals provided a strong 

basis for developing the first draft of items for this assessment.  

 

Table 9. Example of how the SOLO taxonomy was applied to develop the  

Performance indicators for an item measuring whether the jobseeker has the 

Skills necessary to reach their employment goal. 

 

SOLO Level PERFORMANCE INDICATOR 
Pre-structural Jobseeker has no employment goal 

Uni-structural Jobseeker has little or no skill or experience for 
their employment goal. 

Multi-structural Jobseeker is gaining skills from volunteer work, 
work experience and/or a training course 
relevant to their employment goal. 

Relational Jobseeker has gained recent experience and/ 
or training in the skills necessary for their 
employment goal 

Extended 
abstract 

Jobseeker meets all the essential requirements 
for their employment goal 

     

Using the structural framework illustrated in Figure 8 a new domain was created 

entitled Basic skills which included English literacy and computer skills items 

were suggested by the feedback from the rehabilitation professionals who 

reviewed the items. A spreadsheet was used to structure the items into each 

domain and to list the types of information or observations that could be used as 

evidence for the presence of these skills. Using this information an assessment 

which included demographic information such as type of disability, date of birth 

and the qualifications of the assessor in addition to 26 items representing each 

capability was drafted. Performance indicators were also drafted using the 

SOLO taxonomy (Biggs and Collis, 1982) as a theoretical framework to aide 

with the interpretation of the developmental continuum for each capability.  

Table 9 provides an illustration of how the SOLO taxonomy was used to guide 

the development of the performance indicators for an item designed to measure 

the skills necessary for a jobseeker to reach their employment goal. 

Rehabilitation professionals from the Melbourne Central region of CRS 
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Australia were once again asked to trial the draft assessment by considering and 

applying it to one unidentified client.  A copy of the draft assessment is 

provided in Appendix B. Participants were also asked to give feedback about 

the ease of use of the instrument and its clarity and were encouraged to add any 

additional performance indicators they thought would be necessary. Seven 

rehabilitation professionals completed the draft assessment although there were 

a number of missing items on one assessment. The feedback from the draft 

assessment was generally positive with participating rehabilitation professionals 

reporting that the instrument was clear, easy to use and that it could be 

completed in ten to fifteen minutes. Some specific suggestions were given about 

changes to the wording and the addition of performance indicators and one 

rehabilitation professional stated that the draft assessment was too narrow in its 

focus. The feedback from this exercise was used to refine the instrument further 

and make adjustments to the performance indicators prior to commencing the 

pilot study. The next chapter will describe the modifications made to the draft 

assessment instrument and how the items and performance indicators were 

analysed and modified to improve their clarity and utility.
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Chapter 6 The Pilot Study 

This chapter outlines the procedure and results of the pilot study. The purpose of 

the pilot study was to improve the clarity of the administration guidelines, 

determine the appropriateness of the amount of time required to complete the 

assessment and ensure the clarity of the rubrics used to score the performance. 

 

On the basis of the feedback from the draft instrument the assessment was 

further refined with the items categorized into the domains of Basic Skills and 

Personal Qualities, in addition to the skills required to Choose, Find and Keep a 

job. The pilot assessment was reduced to 21 items with space included for an 

additional performance indicator which could be added at the assessor‟s 

discretion.  Space was also provided at the end of the assessment for any 

additional relevant information to be added. Since the assessment is based on 

professional judgement the consistency with which assessors make their 

judgements is an important consideration for maintaining the reliability of the 

assessment. As noted previously reliability is concerned with how much error is 

included in the evidence on which assessment decisions are based.  To offset the 

possibility of assessors making judgements without taking all the available 

evidence into account a means of procedural accountability for how judgements 

are made was included in the instrument for the pilot study. This was based on 

the work of Seigal-Jacobs and Yates (1996) who undertook three experiments 

aimed at studying the effect of accountability on the accuracy of judgements 

made by college students in a hypothesized situation. Seigel-Jacobs and Yates 

differentiated between two types of accountability, procedural accountability 

which is based on the quality of the procedure that a judge uses to arrive at their 

decision and outcome accountability which is based on the outcome or response 

of the judgement decision. Seigal-Jacobs and Yates found that the subjects in 

the procedural accountability condition were more accurate with their 

judgements, measured as calibration, and that they were more consistent, using 

a measure of scatter with scatter reflecting the extent to which judgements vary 

around their conditional means. Seigel-Jacobs and Yates hypothesised that 

“Procedural Accountability gives the judge or decision maker a possible starting 
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point for enhancing performance…” (p. 3). The idea of procedural 

accountability was incorporated into the pilot, by including a column in which 

assessor participants were asked to indicate the type of evidence they had used 

to reach their decision by circling the options given or adding any other type of 

evidence that had been used. It was thought that this would help focus on the 

procedure used for making each judgement by giving the assessor participants a 

starting point from which they could consider making decisions and improve the 

reliability of their instrument. A copy of the pilot assessment is included in 

Appendix C. 

6.1 Results of the Pilot Study 

Six rehabilitation professionals from the Melbourne Central team of CRS 

Australia conducted 20 pilot assessments with volunteer jobseeker participants 

between November 2007 and June 2008. Informed consent was gained from 

both assessor and jobseeker participants using the guidelines and documentation 

approved by the Human Research Ethics Committee (HREC) from the 

University of Melbourne and the CRS Australian Research and Evaluation 

Committee. A copy of the approval letters from the CRS Australia Research and 

Evaluation Committee and the HREC are provided in Appendix D and copies of 

the advertisement for volunteers and plain English statements and consent forms 

approved for this project are provided in Appendix E. Twelve males and eight 

females were assessed ranging in age between 25 and 61 years with a mean age 

of 47 years and 8 months. The length of time jobseeker participants had been 

undertaking vocational rehabilitation ranged between 0 and 22 months with a 

mean time of 11 months (rounded to the nearest month). The SPSS Frequencies 

program was used to identify missing data and check the accuracy of the data by 

highlighting out of range responses as suggested by Tabachnik and Fidell 

(2007). The majority of the missing data came from the three questions listed 

below: 

 Is the jobseeker currently job seeking? (4 missing cases) 

 Is this jobseeker currently working? (4 missing cases) 

 Has this jobseeker been employed at any time since commencing 

vocational rehabilitation? (6 missing cases) 
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The most likely explanation for the missing data on these items is that the 

assessors overlooked the items because they were not part of the employability 

scale and were in a different format to the other items. These three items used a 

dichotomous Yes / No format and did not use performance indicators or require 

an indication of the type evidence used to make the judgement. In the trial 

instrument these items were repositioned at the beginning of the instrument with 

the demographic data and, before the scale items to make them more obvious 

for the assessors. The dates that two assessments were completed and one date 

of birth were also missing although these omissions were most likely due to an 

oversight on behalf of the assessors rather than any correctable fault of the 

assessment. 

 

Internal consistency measures of reliability are important with multiple item 

scales because they provide evidence in answer to the question of whether the 

items that make up the scale are measuring the same construct and are internally 

consistent (Bryman & Cramer, 2005). The internal consistency of the pilot 

employability skills scale was calculated by using Cronbach alpha which 

obtained an index score of 0 .85 greater than the generally accepted threshold of 

0.8 (Bryman & Cramer, 2005). A total employability score was calculated by 

summing the raw scores for each of 21 items on the employability scale. Total 

scores for the twenty-one employability items had a possible scoring range of 0 

to 69 although the scores for the 20 jobseeker participants ranged between 25 

and 64. The mean employability score was 47.7 with a standard deviation 9.7.   

 

The Conquest program (Wu, Adams & Wilson, 1998) was used to carry out a 

Rasch analysis on the pilot assessment data with an item map showing the 

relative difficulty of each item presented in Figure 9. Due to the small sample 

size of 20 only the whole items are presented here with the item difficulty given 

along the vertical scale in logits. Logits are the basic measurement scale used in 

IRT and the term Logits is a shortened form of “log odds units”. The logit scale 

is an interval scale which is used because the distance between the locations on 

the person item map have a consistent value or meaning (Bond & Fox, 2007). 



 

  

 

80 

80 

Figure 9. Map of Latent Distributions and Response Model Parameter 

Estimates for the Pilot Employability Assessment generated by Conquest (Wu, 

Adams & Wilson, 1998)                              

===================================== 
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Note. Numbers 1 to 21 are the items arranged in order of item difficulty. 
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It can also be seen from figure 9 that item 2 (Written English) was the least 

difficult and item 14 (resume‟ skills) the most difficult.  Even given the small 

sample size used for piloting the instrument the items appear to be well 

separated and a direction of increasing intensity can be identified. The item 

location also seems reasonable because item 14, the most difficult item for this 

sample is scored from 0 to 4 with the 4
th

 step difficult to achieve because it 

requires the jobseeker to independently tailor their own resume‟ for different 

types of jobs. Given that participants in vocational rehabilitation usually require 

intense job seeking assistance it is reasonable to assume that the ability to 

independently tailor their resume‟ would be a difficult skill for them to develop. 

The least difficult items on the scale were designed to assess basic reading and 

writing skills and were included to take into account those jobseeker 

participants with minimal English literacy skills including jobseekers for which 

English is a second language. The fact that the jobseeker participants in the pilot 

assessment found these items to be relatively easy suggests that the volunteer 

jobseeker participants used for the pilot study all had a reasonable level of 

English. Although the items were not compared for their relative difficulty 

during the development of the scale the order of difficulty depicted in Figure 9 

seems reasonable on the basis of what the items are designed to measure. 

 

Item Separation 

The item separation reliability index is a measure of how well the items are 

separated along the line of increasing intensity with the degree of item 

separation given by a reliability index (Wright & Masters, 1982). The item 

separation reliability index for the pilot employability scale was calculated to be 

0.95 with the likelihood of this level of separation occurring by chance 

statistically significant at p < .000. On the basis of this information the pilot 

assessment of employability skills can be said to define a reasonable line of 

increasing intensity with good separation between items. Wright and Masters 

argued that this is evidence of construct validity. 

 

Person Separation  

 Person separation reliability (Wright & Masters, 1982; Bond & Fox, 2007) is 

an estimate of how well the scale can differentiate persons on the measured 
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variable and hence provide a measure of how the instrument separates persons 

along the line defined by the items. As such Wright and Masters argued that this 

was a measure of criterion validity. Unfortunately the person separation 

reliability index could not be calculated for the small sample size used for the 

pilot study. 

 

Table 10.  Table of Response Model Parameter estimates for the weighted 

MNSQ for the Pilot Employability Skills Assessment taken from output from 

the Conquest program (Wu, Adams & Wilson, 1998) 

VARIABLES                      UNWEIGHTED FIT           WEIGHTED FIT 

ITEM          ESTIMATE             ERROR^            MNSQ              MNSQ       

 1                 -2.052     0.288     1.11  1.10  
 2                  -2.853     0.298     0.88   1.04  
 3                   0.020     0.199     1.49   1.40  
 4                  -0.167     0.237     0.85   0.87  
 5                   0.004     0.231     0.64   0.64  
 6                   0.339     0.184     1.00   1.02  
 7                   0.631    0.199  0.95  0.95  
 8                   1.127     0.264     1.19   1.13  
 9                   0.351   0.268  0.91  0.93  
 10                 0.129     0.261  0.87  0.90  
 11                 1.028     0.215  0.90  0.90  
 12                -0.125     0.197  0.75   0.80  
 13                -0.073     0.207  1.55  1.39  
 14                 1.744     0.249  0.87  0.91  
 15                 0.633     0.218  1.15  1.05  
 16                 0.060     0.212  1.07  1.07  
 17                 0.500     0.192   1.12  1.16  
 18                -0.121     0.197  1.18  1.14  
 19                -0.290     0.247  0.94  0.94  
 20                -0.320     0.230  0.87  0.86  
 21                -0.566*    1.038     0.97  0.91  

Note. *  means that the parameter estimate is constrained. 

 

Item Fit Statistics 

Item fit statistics were developed to determine how well the items in a scale 

work together to define a single variable or latent trait. They can also be used to 

support arguments of the validity of a scale because when an explicit model is 

used the internal validity of the test can be analyzed in terms of the statistical fit 

of each item to the model in a way that is independent of the sample distribution 

(Wright & Masters, 1982). Item fit can be assessed in a number of ways by 

squaring each of the standardized residuals for each item and average them over 

the number of times that item was answered.  Unweighted or weighted fit 
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statistics can be calculated either as mean squares or t statistics and used for 

testing for different violations of the measurement model (Wu, 2010). 

Unweighted fit statistics are based on the conventional sum of squared standard 

residuals so for each person n each standardized residual cell is squared, 

summed then the mean is obtained by dividing by the number of items to which 

person n responded (Bond & Fox, 2007). The resulting statistic is known as the 

unweighted Mean Square or Outfit. The outfit statistics are not included in 

Table 10 because their main value is that they are sensitive to unexpected 

response patterns (Wright & Masters, 1982). Infit statistics are an information 

weighted sum in which each squared standardized residual value in the response 

string is weighted by its variance then summed (Bond & Fox, 2007). Infit and 

outfit mean square statistics (MNSQ) have a ratio scale form with an expected 

value of 1 and a range from 0 to positive infinity (Bond & Fox, 2007). That is 

data that fit the Rasch model will have an infit and outfit MNSQ close to 1.  

 

A second approach to determining item fit is to carry out a cube root 

transformation, known as the Wilson Hifferty transformation, on the mean 

squares to obtain an approximate normal distributionwhich can then be used a 

framework for testing the measurement model (Wu, 2010). The resulting t 

statistics, known as the infit and outfit t have an expected value of 0 and a 

standard deviation of 1. The commonly accepted interpretation reported by 

Bond and Fox, (2007) is that t values greater than 2 or less than -2 have less 

compatibility with the Rasch model than expected at the p<.05 level. That is the 

probability that an item with an infit or outfit t greater than 2 or less than -2 fits 

the Rasch model is less than .05 or 5 in 100. Wu (2010) explains that there are 

many factors that can affect whether or not the Rasch model assumptions are 

violated and that different statistics have been designed to detect different kinds 

of violations. Furthermore the sample size needs to be taken into account when 

deciding on how close is close enough to determine the fit of items to the Rasch 

measurement model. Wu argues that if MNSQ values are used for accepting or 

rejecting items on the basis of fit we are likely to declare that all items fit well 

when the sample size is large enough. On the other hand if we use set criterion 

for t values, such as -2 <t <2 most items will be rejected when the sample size is 

large enough. This conundrum can be overcome by remembering that fit 
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statistics are designed to identify problematic items for further investigation 

rather than as a hard and fast rule for rejecting or retaining items. In addition the 

idea that a 95% confidence interval around the t statistic is used to identify 

misfitting items is in effect using a test of statistical significance to provide a 

rigid range from which to identify troublesome items. The problem here is to 

determine when this test of statistical significance is also indicative of practical 

significance. This is true also in the field of cognitive or IQ testing where 

differences between Verbal and Performance Scales on an IQ test are tested for 

statistical significance to determine whether they are indicative of a clinical 

problem. Sattler (1988) notes that: “Verbal-Performance scores may be 

significant and yet occur with some frequency in the population. Thus the 

discrepancy may be reliable but not unusual. Whether a statistically significant 

difference has practical significance is open to question.” (p. 171) This is also 

true when using fit t statistics because fit t values will show significance even 

when the differences are minute if the sample size is large enough (Wu, 2010). 

These differences may have little or no practical significance. On the other hand 

the fit MNSQ can be used in a more flexible way by varying how close the 

MNSQ can be to 1 to take into account variations in sample size. Hence it was 

decided that the weighted MNSQ statistics would be used to indentify potential 

troublesome items in the current study with some flexibility used as to the 

acceptable variation from 1 depending on the sample size. 

 

To examine the fit statistics for the pilot employability skills assessment the 

Conquest program (Wu, Adams & Wilson, 1998) was used to obtain the 

weighted and unweighted Mean Square (MNSQ) statistics for the items in the 

pilot assessment with the results depicted in Table 10. Items are considered to 

be close enough to 1 to fit the model if they have weighted MNSQ values 

between 0.70 and 1.30 (Curtis & Denton, 2003). Although some authors such as 

Adams and Khoo, (1993) recommend a more limited range of 0.77 to 1.20 as 

indicative of adequate fit Bateman and Griffin (2003) stated that a 30 percent 

variation is acceptable in most cases so that a weighted MNSQ value ranged 

between 0.7 and 1.3 will considered satisfactory given the relatively small 

sample sizes used in this study. In the case of the pilot study of only 20, 

items that have weighted MNSQ statistics outside this range will be 
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reviewed and modified if necessary. This is in keeping with Bond and Fox’s 

(2007) statement that the purpose of fit statistics is to determine whether 

the item estimations can be held as meaningful quantitative summaries of 

the observations rather than providing a definitive rule from which to 

include or reject items.   

 

The weighted MNSQ statistics in Table 10 show that only three items have 

outfit MNSQ values outside 0.70 to 1.30, items 3, 5 and 13 in bold in table 10. 

Item‟s 5 and 13, computer literacy and accessibility of employment goal were 

underfit items with item 5, motivation to find work an overfit item. Underfit 

items tend to be less predictable than expected by the Rasch model with too 

great a variation from their predicted behaviour whilst overfit items fit the 

model too closely and are too easily determined by the model. Although these 

three items had weighted MNSQ scores outside the acceptable range of 0.70 to 

1.30 it was decided that they would be reviewed and retained with the 

expectation that their degree of fit would be more accurately assessed with the 

larger sample size used in the trial study.  

 

Overall the results of the pilot study indicated that the employability skills scale 

showed considerable promise by demonstrating good internal consistency, item 

separation reliability and face validity with most items fitting the assumptions of 

the IRT partial credit Rasch model. The assessment instrument was found to be 

easy to use by the assessor participants although the positioning of the three 

dichotomous items asking about employment needed to be changed to reduce 

the number of missing responses. The next phase of the study was to review the 

pilot instrument in its entirety and refine the items based on the feedback, 

observations and statistical analysis from the pilot study.  

6.2 The Assessment Instrument 

The pilot instrument was reviewed with assistance from Professor Patrick 

Griffin and a number of changes were made. As discussed earlier it was decided 

to reposition the three items that asked whether the jobseeker was currently job 

seeking, employed or had been previously employed whilst participating in 

vocational rehabilitation at the end of the demographic items and before the 
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employability skills scale items. This change fitted better with the format of the 

assessment and was thought likely to make it easier for assessors to notice the 

dichotomous answer format of these items prior to commencing the 

employability scale items. 

 

Two additional items were added to the employability scale taking the total 

number of items from 21 to 23. The first additional item was included to assess 

the jobseeker‟s spoken English and was aimed at differentiating between 

individuals who had good spoken English but could not read or write in English. 

The second additional item came from dividing item 15, „job search skills‟ into 

an item that measured job search skills in general and an item to assess „job 

seeking using media‟ because it was felt that the original item was measuring 

two different sets of skills. Some changes were also made to the wording of the 

performance indicators for a number of items and item 5 „computer literacy‟ 

was changed so that it focussed on computer literacy related to job seeking 

rather than computer literacy more generally. This item was also one of the two 

items found to underfit the Rasch model on the basis of its weighted MNSQ 

statistic. A full copy of the trial assessment entitled „Assessment of Jobseeker 

Employability‟ is provided in Appendix F.  

 

This chapter began with a discussion of reliability and validity followed by an 

outline of the pilot study.  The results of the pilot study were discussed 

including the application of IRT. The assessment instrument used in the pilot 

study was refined on the basis of these results and modified for trialling with a 

larger sample of jobseekers. The next chapter presents the results of the trial 

assessment of employability skills including the characteristics of the sample 

used and statistical analysis of the results.
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Chapter 7 Results of the Assessment of 

Employability Skills 

7.1 Volunteer Participants 

To obtain sufficient assessments to carry out the analysis it was decided that a 

wider range assessor participants would be needed. Firstly permission was 

sought from the CRS Australia Research and Evaluation committee to expand 

the trial to include all CRS offices within Victoria and Tasmania. CRS Australia 

is a national government organization providing vocational rehabilitation 

services from a network of offices Australia wide. The CRS Australia Research 

and Evaluation committee initially gave approval for data collection from the 

Melbourne Central region based in the city of Melbourne. Hence further 

approval was required prior to expanding the data collection to offices in 

additional regions across Victoria and Tasmania Secondly an amended Human 

Research Ethics application was submitted and subsequently approved to allow 

the project to expand to include CRS Australia regions in Victoria and 

Tasmania in which the regional manager had given permission for recruitment 

of participants. The next step was to seek permission from regional managers to 

approach rehabilitation professionals in their region about becoming volunteer 

assessor participants for this project. Initially individual managers were 

approached, both in metropolitan and regional Victoria and permission was 

given to attend team meetings at Wonthaggi, Morwell, Bairnsdale, Box Hill, 

South Yarra, Geelong and Footscray during October and November 2008. At 

these presentations unit teams were given copies of all the assessment 

documentation and were initially asked to try and complete five assessments 

each. Although considerable interest was shown during the meetings the uptake 

from volunteers was very slow with only a small number of assessments 

completed by the end of January 2009. 

 

 Following a consultation with the manager of the CRS Australia research and 

evaluation committee I was invited to address the monthly meeting of the 

regional manager in Victoria and Tasmania. This resulted in increased interest 

including an invitation to participate in a teleconference with rehabilitation 

consultants in Tasmania and an invitation to attend a leadership meeting in 
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Shepparton in addition to support for managers of two other regions. Reminders 

were given to all participating units on a monthly basis until the end of May 

2009 when a decision was made to wait for the new financial year before trying 

a different approach. June is the busiest month at CRS Australia because it is the 

time when everyone is under pressure to meet targets and new budgets are being 

drafted. In an attempt to change the approach all the documentation was posted 

to the units that had expressed interest in the past with the addition of a comical 

poster (Appendix G) to be placed in each teams meeting room as a reminder to 

volunteer participants.  It was also decided to put a final deadline on the data 

collection of the 31st of October 2009. Email and phone reminders were used 

again to follow up and although some units indicated they were unable to 

participate a total of 73 assessments were completed by the target date with 

more than half completed during the last 2 months of the 11 months used for 

data collection.  

7.2 Data Collection  

Rehabilitation professionals who wished to be part of this project were asked to 

read the plain English statement for assessor participants and the Melbourne 

University Code of conduct for researchers before signing the informed consent 

form for assessor participants. A poster advertising for volunteer jobseeker 

participants was placed in the entry foyer of each participating unit and potential 

jobseeker participants were referred to the poster provided with additional 

information prior to agreeing to be part of the project. Volunteer jobseeker 

participants who were willing to participate were given the plain English 

statement for jobseeker participants to read and then asked to sign the informed 

consent form for jobseeker participants. All assessor participants were reminded 

of the importance of ensuring that that no jobseeker felt that they had been 

coerced into participating in this study. Assessor participants were then asked to 

complete the assessment based on everything they knew about the jobseeker 

without consultation with the jobseeker so that the assessment of their 

performance was based entirely on the assessor participant‟s professional 

judgement. If the jobseeker requested feedback about the assessment assessor 

participants were instructed to give only general feedback to avoid the 

possibility of distress for the jobseeker participants if they thought their score 
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was too low. When the assessments were completed they were returned by mail 

to the researcher, with all relevant consent forms.  A copy of all the plain 

English statements, the poster advertising for jobseeker participants and the 

consent forms are provided in appendix E.   

7.3 Participants 

During the trial assessment phase of this project 28 volunteer assessor 

participants completed 73 trial assessments with assessor participants 

completing between 1 and 12 assessments. The map of Victoria in Figure 10 

shows the area of Australia, serviced by the CRS Australia Victoria and 

Tasmania division from which all volunteer participants were drawn. Although 

the regional manager from Southern Tasmania agreed for me to approach staff 

in his region no volunteer participants from Tasmania took up the opportunity to 

collect data for this project. Hence all data collected for this project came from 

the state of Victoria with 26 assessments from units servicing the metropolitan 

area of Melbourne and the remaining 47 from regional or non-urban areas.  

 

Figure 10. Map of Victoria illustrating the location of the CRS Australia sites in 

Victoria included in the data collection for this project. 

 

 

A breakdown of the number of assessor and jobseeker participants from the 

different participating areas is illustrated in Figure 11. Units based in Bendigo, 

Geelong and Footscray showed some interest when the project was presented at 



 

  

 

90 

90 

their team meeting but did not provide any completed assessments. Teams that 

did not participate generally commented that they had too much to do or that 

they were understaffed at the time of the request. Despite seemingly good 

intentions, a number of individual potential assessor participants apologized for 

their lack of participation due to multiple demands on their time. The most 

difficult challenge during the data collection phase of this project was finding a 

sufficient number of rehabilitation professionals who were willing to 

participate. 

 

Figure 11. Number of assessor participants and the number of assessments 

completed in the different geographical regions from which CRS Australia units 

agreed to participate in the trial of the employability skills assessment. 

 

 

7.4 Preliminary Data Analysis 

The SPSS Frequencies program was used to identify missing data and check the 

accuracy of the data by highlighting out of range responses. Output from the 

Conquest program (Wu, Adams & Wilson, 1998) indicated that only 0.77% of 

data was missing from the scale items. Analysis of the demographic data 

revealed that the Jobseeker participants were evenly spread along gender lines 

with 37 males (50.7%) and 35 females (47.9%). Jobseeker participants were 

aged between 23 and 64 years with a mean age of 44 years and 6 months 
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(standard deviation 9.7 years). The amount of time each jobseeker participant 

had been participating in a VRS program had a mean of 9.6 months ranged 

between 0 (less than 1 month) to 27 months. Seventy five percent of jobseeker 

participants were job seeking at the time of the assessment with 20.5% 

participants working in paid employment.    

 

 Cronbach alpha was calculated to be .89 suggesting that the internal 

consistency of the employability scale is acceptable and above the generally 

accepted threshold of .8 (Bryman & Cramer, 2005). A total employability score 

was calculated by summing the raw scores for each of the 23 items on the 

employability scale. Total scores for the 23 employability items had a scoring 

range from 0 to 69 with the scores for the 73 jobseeker participants ranging 

between 16 and 67. The mean employability score was 44.0 with a standard 

deviation of 11.6. Since only 0.77% of the data were missing the descriptive 

statistics outlined can be considered to provide a valid summary of the data 

defined by the items.  

7.5 Partial Credit Analysis 

Partial credit analysis for the observed responses for all 73 cases was run using 

the Conquest data analysis program (Wu, Adams & Wilson, 1998). Conquest 

generated a variable map, illustrated in Figure 12, which depicts whole items 

and cases distributed along a single dimension using a scale of logits. On the left 

hand side of Figure 12 each X represents 0.6 of a case distributed on the basis of 

person ability. The numbers 1 to 23 on the right hand side of the figure 12 are 

the 23 employability scale items distributed on the basis of item difficulty. From 

Figure 12 it can be that the items that make up the trial employability scale are 

well distributed along a line of increasing intensity.  The most difficult items 

were Item 19 (Interview skills) and item 20 (Interpersonal Skills for work) 

whilst the three English literacy items (reading, writing and spoken English) are 

at the least difficult end of the scale.   

 

 



 

  

 

92 

92 

Figure 12. Map of Latent Distributions and Response Model Parameter 

Estimates for the Employability Assessment showing the distribution of items 

and cases along a single dimension on a logit scale.                           

---------------------------------------------------- 
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Figure 13. Map of WLE Estimates and Thresholds Assessment of 

Employability Skills.  
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Figure 13 depicts a second map which differs from Figure 12 because it 

includes the relative difficulties of the individual steps for each item on the 

same scale. This IRT model is called a partial credit model because credit is 

given for achieving individual steps or parts of items rather than just for 

completion of the whole item. Individual steps for an item such as item 20 are 

written as 20.1, 20.2 or 20.3 and are referred to as item steps. It can be seen 

from Figure 13 that item step 20.3 was the most difficult item step followed 

by item steps 19.4 and 19.3, which were very close together. Item 20 was 

designed to measure the jobseeker‟s Interpersonal Skills for work and for a 

jobseeker to obtain a score of 3 they had to be employed and have 

demonstrated that they are managing their personal relationships at work. 

When providing a rehabilitation program rehabilitation professionals need to 

support the jobseeker for up to six months after they gain employment. This 

support can include helping them solve interpersonal problems with their 

colleagues at work. It is not surprising that this is the most difficult item since 

only 20.5% of the jobseekers assessed were working and of that number many 

of them would be adjusting to interacting with new work colleagues after 

having been out of the workforce for some time. Item 19 was designed to 

measure interview skills and to obtain either a score of 3 or 4 on this item 

jobseekers had to have been successful at a job interview and have been 

offered employment. If they had gained employment following an interview 

then lost their job they could still have scored 3 points. The most likely reason 

that item steps 19.4 and 19.3 were so close together on the item step map was 

that they both measure the jobseeker‟s ability to successfully obtain 

employment following an interview. 

 

The least difficult item steps depicted in Figure 13 were the first steps for a 

number of items including 1.1, 2.1, 3.1, 10.1, 20.1, 21.1, 22.1, 23.1, which is 

in keeping with the direction of intensity expected for this scale. That is the 

first steps of items were designed to be the easiest to achieve and should 

therefore be easier than item steps 2, 3 or 4. It should also be noted that 

although these items fit at the bottom of the uni-dimensional scale the logit 

scale is truncated by the Conquest program and doesn‟t have a low enough 

range to differentiate between them. The information from Figures 12 and 13 
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provides evidence from which to verify that the employability skills scale 

trialed in this assessment forms a single dimension of increasing intensity and 

that the items are placed in a reasonable order of difficulty. 

 

Person and Item Separation Indices  

A measure of how well the items on this scale are separated and how well 

they differentiate between persons is given by the person and item separation 

reliability indices. The person separation reliability for this assessment was 

0.90 and the item separation reliability was high at 0.98. This means that the 

trial employability skills scale is able to differentiate jobseekers on the 

measured variable (employability skills for vocational rehabilitation) with the 

items also sufficiently well separated that they measure different 

characteristics of employability on the same scale.  Fit Statistics  

Fit statistics were used to determine how well the data from the trial 

employability scale fit the partial credit model and to provide evidence in 

support of the internal validity of the scale (Wright & Masters, 1982). Wu 

(2010) explained that:  

This is achieved by examining the degree of fit of both the persons and 

items to the theoretical person and item characteristic curves and the 

logistic model. More importantly, fit statistics should serve as an 

indication for detecting problematic items rather than for setting 

concrete rules for accepting or rejecting items.  Based on the fit 

statistics, one should examine the items and look for sources of misfit.  

Improve or reject items if sources of misfit can be identified. The fit 

statistics should not be used blindly to reject items, particularly those 

that “over-fit”, as you may remove the best items in your test because 

the rest of the items are not as “good” as these items”. (p. 12).  

Hence fit statistics were considered in conjunction with the purpose of each 

item in the employability skills scale to determine whether to keep, delete or 

modify and improve items in the scale. 
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Table 11.   Table of Response Model Parameter Estimates including both the 

weighted and unweighted MNSQ for the 23 items of employability skills 

scale data. 

    

VARIABLES                    UNWEIGHTED FIT        WEIGHTED FIT 

ITEM  ESTIMATE  ERROR    MNSQ          MNSQ        

1                 2.303   0.238     0.69        1.01 

2                -1.999    0.232      0.72         1.00 

3                -1.623    0.195     1.01       1.07 

4                 0.256    0.123     1.20       1.25 

5                -0.379    0.144     1.05      1.04 

6                 0.056    0.131     0.88      0.87 – 

7                -0.052    0.110     1.26      1.08  

8                 1.053    0.120     1.02         1.03 

9                 0.289    0.148     1.33         1.32 
10               0.045    0.138     1.01         1.05 

11              -0.708    0.172     0.66       0.71  
12              -0.008    0.139    0.78         0.80 

13               0.311    0.116     1.29       1.28 

14              -0.273    0.134     2.08       1.43  

15               0.583    0.121     0.88       0.89  

16               0.609    0.123     0.78       0.80  

17               0.674    0.115     1.14       1.15  

18               1.194    0.110     0.71       0.76 

19               1.563    0.127     1.06       1.08  

20               1.601    0.169     0.80       0.80  

21               1.235    0.164     1.13      1.14  

22              -0.585    0.151     0.91      0.93  

23              -1.539*   0.706     0.69       0.81  

 

Table 11 provides a summary of the fit statistics for the trial employability 

skills scale including the weighted and unweighted MNSQ scores. Items are 

thought to fit the Rasch model if they have a weighted MNSQ score close to 

one or between 0.70 and 1.30. Of the 23 items that make up the scale only 2 

items (items 9 and 14) have a weighted MNSQ score outside this range.  

Items 9 and 14 have weighted MNSQ scores greater than 1.30 indicating that 

they under-fit the model. Although the weighted MNSQ score of 0.71 for item 

11 just fits within the recommended range of 0.70 to 1.30 it is discussed 

further because it was the item with the lowest weighted MNSQ statistic.  

Each of these items and their characteristics are examined more closely below 

with consideration given to whether they should be included in the final scale 

in their current form, deleted or improved 
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7.6 Individual Item Analysis 

 

Item 9 

Item 9, designed to measure the degree to which psychosocial issues impact 

on a jobseeker‟s ability to work, is outlined below:  

Item 9. Psychosocial issues that impact on the jobseekers ability to work. 

Jobseeker has several psychosocial issues which restrict their ability to work. 

(0) 

Jobseeker is managing to deal with their psychosocial issues well enough to 

look for work. (1) 

Jobseeker’s psychosocial issues don’t inhibit their ability to work or look for 

work. (2)  

 

The term „psychosocial‟ is derived from „psychological‟ and „social‟, which 

recognizes that a person‟s psychological state is affected by their social 

relations and situation, just as their social relations and situation may be 

affected by their psychological state. Psychosocial issues, in vocational 

rehabilitation are generally thought of as emotional, behavioural and social 

problems which impact on a jobseeker‟s ability to work. Item 9 used three 

steps to differentiate between differing degrees of impact of psychosocial 

issues on the jobseeker‟s ability to work or look for work.  

 

The data in Table 11 show that item 9 has a weighted MNSQ score of 1.32, 

which is outside the accepted range of 0.70 to 1.30 suggesting that this item 

underfits the Rasch model. Items underfit the model when the responses are 

too random and there is too much variation. This makes interpretation difficult 

because the behaviour of each person on this item is not well predicted by the 

measurement model (Bond & Fox, 2007). Item characteristic curves can be 

used to observe whether the item has the same slope as the curve predicted by 

the Rasch model (Wu, 2010). Figure 14 shows that the curves for items steps 

9.1, 9.2 and 9.3 slope in the opposite direction to the predicted curves 

however the slope of item step 9.4 appears to be consistent with the predicted 

curve. That as an underfitting item the item characteristic curves for item 9 do 
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not follow predicted curve as closely as would be expected for an item with 

good fit to the model. In addition the item statistics for item 9 show that this 

item has a relatively low discrimination index of .25, which indicates that item 

9 does not discriminate as well as expected between jobseekers.  

 

Figure 14.  Item Characteristic Curve generated for Item 9 using 3 categories. 

 

 

Fit statistics helped to identify item 9 as a problematic item which under-fits 

the Rasch model so we now need to examine it further before determining 

what we should do with it. Item 9 as with the majority of the items in the 

employability scale was suggested and agreed to by members of the team of 

experienced rehabilitation professionals who assisted with drafting the 

assessment. However it is possible that the use and importance of the term 

psychosocial issues was not clearly understood by all of the volunteer 

assessors who participated in this trial. If this were the case it would explain 

the greater than expected variation in responses given for this item. Another 

possible explanation for the poor fit of this item is that the term psychosocial 

issues includes such a broad a range of potential problems that it makes it 

difficult to accurately judge their impact on the jobseeker‟s ability to work or 

look for work. As noted previously psychosocial issues are generally thought 

of as emotional, behavioural and social problems which impact on a 

jobseeker‟s ability to work. The complexity of some of the multiple 

disabilities reported by the assessors listed below give some indication of the 
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type of medical problems experienced by jobseekers and their impact on the 

psychological and emotional wellbeing of jobseekers. 

  Depression, arthritis, thyroid and heart condition 

 Bilateral wrist tendonitis and bilateral knee chondromalacia 

 Lower back pain, neck pain, intermittent thumb pain, knee pain, 

endometriosis, gastroenterological condition, migraine, left 

buttock pain 

 Depression, heart stroke, unstable and high hypertension, high 

cholesterol, fatigue, sleep disturbance. 

 Respiratory disorder, hypertension, asthma, diabetes, morbid 

obesity, glaucoma, back condition, cholesterol. 

 

Although managing psychosocial issues is important for jobseekers 

undertaking vocational rehabilitation their ability to do so may be less 

predictive of their employability than the skills and personal attributes 

assessed by the other items. In addition, the ability to manage their 

psychosocial issues may fluctuate with the symptoms of their medical 

condition [s] and as a result not fit within the kind of developmental 

continuum on which this assessment was based. As a result it was decided to 

delete item 9 from the final employability scale.   

 

Item 11 

Item 11, designed to assess how well jobseeker‟s understand and have 

prepared for the way work will impact on their lives is outlined below:  

Item 11. Knowledge of what it is like to work 

Jobseeker denies or is unaware how working will affect their weekly routine. 

(0) 

Jobseeker acknowledges that work will affect their current lifestyle but has 

not planned how they will manage their non-work commitments when 

working. (1) 

Jobseeker has planned how they will meet their regular non-work 

commitments when working. (2) 
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Some jobseekers have an unrealistic view of work, thinking that their 

employer will give them time off whenever they need it and will be 

sympathetic to them even when they don‟t disclose the nature of their 

disability, injury or illness. Hence it is important for jobseekers undertaking 

vocational rehabilitation to develop an understanding of what it will be like 

for them to be working and how they will manage the various demands on 

their time such has medical appointments or appointments with other support 

services whilst still managing to complete the requirements of their 

employment. 

 

At 0.71 the weighted MNSQ statistic for item 11 is just within the accepted 

range of 0.70 to 1.30. This means that item 11 is close to over-fitting the 

model for this data which suggests it is close to being too deterministic and 

having too little variation from the behaviour expected by the measurement 

model (Bond & Fox, 2007). The Item Characteristic Curve illustrated in 

Figure 15 provides more evidence for the fit of item 11 with the item 

characteristics curve showing that the curves for each step, 0, 1 and 2 

approximate the slope of the curves predicted by the probabilistic model. The 

curve data used for generating the curve was reduced from 10 to 3 categories 

because of the small number of participants in this trial. A greater number of 

participants enable the data to fit much more closely with the probability 

curves predicted by the Rasch measurement model. 

 

Figure 15.  Item Characteristic curve for Item 11 using 3 categories. 

 



 

  

 

101 

101 

The item statistics for item 11 show that this item discriminates well between 

persons with a discrimination index of 0.70. The distribution of participants 

on item 11 is interesting because only 3 out of the 73 jobseekers assessed 

were given a score of 0 whilst the scores of 1 and 2 were more evenly 

distributed, 30 scoring 1 and 39 scoring 2. The most likely explanation for this 

is that the majority of the volunteer jobseeker participants had been 

participating in a vocational rehabilitation program long enough for them to 

address the issue of what it would be like for them to work. The fact that the 

average number of months jobseeker participants had been involved in a VRS 

program was 9.6 supports this proposition. The idea that it is important for 

participants in a VRS program to have an understanding of what it is like to 

work is in keeping with the concept of employability and the goal of assisting 

jobseekers to choose, find and keep employment. Item 11 is also the only item 

in the employability skills scale found to have a weighted MNSQ statistic just 

above the lower end of the acceptable range for fitting the Rasch measurement 

model so that with the removal of item 9 we may find that it has a weighted 

MNSQ statistic closer to 1. Hence item 11 was retained because knowing 

what it is like to work is important for jobseekers to be employable and it fits 

in well with the concept of a developmental model of vocational rehabilitation 

illustrated in Figure 4. Jobseekers that are referred for vocational 

rehabilitation often have not worked for a long period of time and in many 

cases have spent some time seeking treatment or engaging with support 

services for their injury illness or disability and, as such, have little awareness 

of what it will be like for them to work. Hence part of the vocational 

rehabilitation process is to increase their knowledge of what it is like to work 

and how working will affect their current lifestyle. 
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Item 14 

Item 14, designed to measure how accessible a jobseeker‟s choice of 

employment is to that jobseeker is outlined below: 

Item 14. Accessibility of employment goal  

Jobseeker cannot identify an employment goal. (0) 

Jobs in the area of the jobseeker's employment goal have limited availability. 

(1) 

Jobs in the area of the jobseekers employment goal are available but are 

difficult to access. (2) 

Jobs in the area of the jobseeker’s employment goal are available and 

accessible. (3) 

 

 In the field on vocational rehabilitation it is common for jobseekers to select 

an employment goal which is too difficult or unrealistic for them to achieve or 

one that would require them to travel long distances. To deal with this issue 

vocational rehabilitation professionals try and help jobseekers choose 

employment options which they can access, and in some cases encourage 

them to choose a transitional job while they work towards another 

employment option. Item 14 was designed to differentiate between jobseekers 

who have an accessible employment goal and those that do not.  

 

Figure 16.  Item Characteristic curve for item 14 using 3 categories. 

 

To cover the possibility that a jobseeker has not yet decided on an 

employment goal, assessor participants were asked to score 0 for jobseekers 
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who had not yet been able to identify an employment goal. The fit statistics 

for item 14 indicated that it did not fit the parameters for the Rasch model 

with a weighted MNSQ statistic of 1.43 outside the required range of 0.70 to 

1.30. This means that like item 9, item 14 is an underfit item which has a low 

level of discrimination of 0.2 and more variation than predicted by the model. 

As noted previously the weighted MNSQ statistics give an indication of how 

much the slope of item characteristic curves differ from the slope predicted by 

the probabilistic model. Differences can be difficult to see in a relatively small 

sample; however the curve for item step 14.3 in Figure 16 appears to be a 

straight line rising from left to right and does not follow the slope of the 

predicted curve. This suggests that reviewing the wording of item step 14.3 

may help to improve this item. The count or number of jobseeker participants 

scoring 0, 1, 2 or 3 shows that participants had scores ranging across all 4 

categories although the small number, who were scored 0 for item 14 was 

most probably related to the length of time the jobseekers had been 

undertaking a VRS program. Choosing a suitable and accessible employment 

option is an important part of the process of vocational rehabilitation and fits 

with the developmental model of vocational rehabilitation. That is a 

developmental continuum from having no employment goal to one that is 

accessible to the jobseeker is likely to exist and form part of the construct of 

employability skills for vocational rehabilitation. 

 

The importance of having an item to assess the availability and/or 

accessibility of each jobseeker‟s employment goal is illustrated by the 

comments given as additional information by the assessor participants listed 

below:  

 Client has a tendency to be rigid in thinking about employment 

options 

 Rigid, not realistic about employment options 

 Employment goals unrealistic 

 Jobseeker would like to work as a “Rock Journalist” or DJ or 

some paid work in music industry (Highly Competitive) 
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 Client has had to change careers and is now retraining in an area 

of interest; however employment in chosen area may be difficult 

to obtain due to her age and lack of relevant experience. 

 Not willing to drive too far for employment (20 minutes). 

 Not willing to take on transition job if not in kitchen work. 

 Client often wants to change employment goal. 

These comments illustrate how important vocational rehabilitation 

professionals believe the identification of a „realistic‟ (attainable) employment 

goal is to a jobseeker‟s employability and the challenge presented when trying 

to assist jobseekers to choose a suitable goal. Hence it was decided that item 

14 was too important to delete so it was reworded in such a way that it is less 

ambiguous and easier to interpret. Instead of combining the concept of 

accessible which refers to a number of factors including whether the 

employment option is both within the jobseeker‟s abilities, geographically 

accessible and available the term „attainable‟ was used.  

 

Although the idea of whether the employment goal is realistic or not was used 

in the comments made by the assessor participants it was thought that if an 

employment goal was attainable by the jobseeker it must also be a realistic 

option for that jobseeker. An alternative wording in which items steps 14.3 

and 14.4 have been modified to reflect the use of the term attainable is 

outlined below:  

 

Modified item 14. Attainability of employment goal. 

Jobseeker cannot identify an employment goal. (0) 

Jobseeker can identify an employment goal. (1) 

Jobseeker's employment goal is available but difficult for them to attain. (2) 

Jobseekers employment goal is available and attainable by them. (3) 

 

7.7 Partial Credit Analysis for the 22 item Employability 

Scale 

The data for the 22 item employability scale was analysed using partial credit 

analysis to assess any changes to the fit statistics following the removal of 
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item 9. Because the trial sample was a convenience sample of volunteer 

participants the distribution of employability scores was not expected to be 

normal so that the values for kurtosis (-0.78) and skewness (-0.09) have little 

bearing on the subsequent analyses. The three reliability indices derived from 

this analysis demonstrated that the 22 item scale has good internal consistency 

(Cronbach alpha of 0.89), item separation of 0.98 and a person separation 

reliability of 0.90. These indices have not changed from the previous analysis 

and demonstrate that although item 9 was deleted the reliability indices for the 

scale have remained the same. The total employability score for the 22 item 

scale was calculated and now has a scoring range between 0 and 67 because 

the maximum score for the deleted item was 2. Using all 73 cases the mean 

employability score was 42.7 with a standard deviation 11.4 and variance of 

128.8.

 

Item Fit Statistics 

The items from the 23 item scale have been printed in bold in Table 15 and 

will be referred to as items 10 and 13 in the 22 item scale to avoid confusion. 

It can be seen from table 15 that the fit statistics for both these items have 

changed with item 9 removed from the analysis. Item 10 now has a weighted 

MNSQ statistic closer to 1 at 0.73 which is still within the range of 0.70 to 

1.30.  This item has maintained a good level of discrimination at 0.70 

indicating that it continues to discriminate well between jobseekers. If we 

view item 13 in Table 12 it can be seen that the fit statistics are not as good as 

they were when the analysis was run for the 23 items scale. The weighted 

MNSQ was 1.32 and is now 1.48 and the discrimination for this item has 

reduced slightly from 0.20 to 0.19. This means that the fit statistics for item 13 

indicate that the behaviour of this item is less predictable than it was in the 23-

item scale and that it has a slightly poorer fit with the Rasch model. This result 

was not unexpected as it confirms the need to modify the item to improve the 

way it fits the Rasch measurement model. The modified item which uses the 

term attainable instead of accessible used in the final version of the 

employability skills assessment scale although a new data set will be needed to 

determine whether or not the modified item fits the Rasch partial credit model.  
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Table 12. Table of Response Model Parameter Estimates including both the 

weighted and unweighted MNSQ statistics for the 22 items of the 

employability skills scale data. 

   VARIABLES                       UNWEIGHTED FIT   WEIGHTED FIT 

ITEM  ESTIMATE      ERROR MNSQ           MNSQ        

 1           -2.278    0.236     0.67      1.02  

 2            2.020    0.232     0.75   1.04  

 3           -1.689    0.195     1.02   1.10  

 4            0.266    0.124     1.20   1.27  

 5           -0.389    0.144     1.06   1.06  

 6             0.061    0.132     0.88   0.88  

 7            -0.047    0.110     1.23   1.08  

 8             1.074    0.121     1.05   1.07  

 9             0.050    0.139     1.06   1.11  
*
10         -0.704 0.172     0.69   0.73  

 11           0.007    0.139     0.83   0.84  

 12           0.322    0.117     1.30   1.28  

 
*
13        -0.267    0.135     2.11   1.48  

 14           0.601    0.121     0.86   0.88  

 15           0.629    0.123     0.77   0.79  

 16           0.697   0.115     1.08   1.11  

 17           1.221   0.110     0.68   0.72  

 18           1.597    0.127     1.02   1.05  

 19           1.643    0.169     0.82   0.82  

 20           1.272    0.164     1.15   1.16  

 21          -0.573    0.151     0.92   0.94  

 22          -1.472*   0.691     0.68   0.80  

Note. Items 10 and 13 in this analysis are items 11 and 14 in the previous analysis 

because they were moved back 1 space after the deletion of item 9. 

 

The item step map for the 22 item scale illustrated in Figure 17 shows that the 

removal of item 9h as made little difference and that scale items still form a line 

of increasing intensity which scores ranging between -3 and 3.5 logits. The final 

form of the 22 item employability assessment scale which includes the modified 

item 14 is attached in appendix H. For the sake of convenience the final form of 

the assessment instrument will now be referred to as the Jobseeker Assessment 

of Employability Skills abbreviated to JAES. The next chapter will focus on 

establishing the reliability and validity of the JAES.
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Figure 17. Map of WLE Estimates and Thresholds for the 22- item 

Employability Skills Assessment.  
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Chapter 8 Establishing the Reliability and Validity 

of the Instrument 

In an earlier discussion an outline was given of the approach to be taken to 

establishing the reliability and validity of competency or performance based 

assessments used in the VET sector. This approach can be taken with the 

Jobseeker Assessment of Employability Skills (JAES) because it is based on the 

performance of behaviours that demonstrate the existence of employability 

skills for vocational rehabilitation, Reliability, from this perspective is 

considered as an estimate of how accurate or precise the task is as a 

measurement instrument and takes into account the amount of error included in 

the evidence (Gillis & Bateman, 1999). Hence the development of the current 

instrument has focused on procedures aimed at minimizing the error included in 

the evidence used to make the judgements on the items that make up the 

assessment.   

8.1 Reliability 

The approach taken to the development of the JAES included a number of steps 

aimed at minimizing the sources of error and maximizing the reliability of the 

data. Firstly all the items were developed from input from professionals in the 

field of vocational rehabilitation within the framework of the current research 

on employability skills. The items were initially drafted then, following a 

paneling exercise, were reviewed by rehabilitation professionals before piloting 

the instrument on twenty volunteer jobseeker participants. Performance 

indicators were developed and reviewed on the basis of assessor feedback and 

compared to a developmental model of learning so that their meaning could be 

interpreted. Finally assessors were asked to identify the types of evidence they 

used to make each judgement so that each „assessor judge‟ had a starting point 

for making their decision and enhancing the accuracy of their decisions (Seigel-

Jacobs & Yates, 1996). These procedures used were designed to offset external 

factors such as inadequate or ambiguous scoring procedures which can lead to 

error and a loss of precision in the instrument. Overall these procedures appear 

to have been successful at minimizing judgement error and developing a reliable 

assessment instrument.  
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Gillis and Bateman (1999) outlined a number of types of reliability including 

inter-rater reliability, intra-rater reliability, parallel forms and internal 

consistency with a discussion of their relevance to competency-based 

assessment. However due to the fact that the JAES was designed exclusively for 

use by professionals in the field of vocational rehabilitation and that it relies on 

their knowledge of the behaviours of each jobseeker they assess it does not lend 

itself well for comparisons between assessors. Although it may have been be 

possible to compare ratings between different rehabilitation professionals 

working with the same client the difficulty found in finding sufficient assessor 

participants to trial the assessment instrument means that this would best be 

undertaken as a future project. Hence inter-rater comparisons between assessors 

were not carried out and cannot be used to establish inter-rater reliability. Intra-

rater reliability, which refers to the consistency of judgements by the same 

assessor, was not assessed for similar reasons. Given that the number of 

volunteer assessor participants was limited to 28, most of whom carried out as 

many assessments as their time would allow it would not have been reasonable 

to have asked them to assess jobseekers on more than one occasion. In addition 

the JAES was designed to be a formative assessment so that the results obtained 

could be used to provide information along a developmental continuum of 

employability for participants in vocational rehabilitation. Hence small time 

intervals between assessments would have had to be used to established intra-

rater reliability as the expectation is that each a jobseeker‟s employability skills 

will improve on the basis of feedback from each assessment and as they 

continue to participate in their vocational rehabilitation program.  

 

The use of a parallel form or forms of the JAES was not considered as necessary 

as it involves the administration of two equivalent tasks to the same group of 

candidates. According to Gillis and Bateman (1999) this type of reliability is 

important when the assessor has a selection of assessments for different tasks 

which is not the case for this instrument.  The JAES was designed so that 

assessors could use multiple sources of evidence for making judgements on 

each of the 22 scale items so that having a parallel form is neither feasible nor 

considered necessary. 
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Internal consistency, on the other hand, is an essential component of evaluating 

the reliability of any assessment instrument. Internal consistency is concerned 

with how well items act together to elicit a consistent type of performance and 

can be measured empirically during the assessment development stage (Gillis & 

Bateman, 1999). As noted previously Cronbach alpha was calculated as a 

measure of internal consistency for this assessment and at 0.89 it demonstrates 

that the internal consistency of this instrument is acceptable. The other 

reliability indices, item and person separation reliability, were also above the 

acceptable level of 0.8 and higher than or equal to the Cronbach Alpha.  These 

reliability indices provide strong evidence for the internal consistency of the 

JAES. 

8.2 Validity 

In the previous discussion about validity it was noted that validity would be 

viewed as contingent upon the interpretation and use of the collected evidence 

from the assessment rather than as a property of the assessment method or task.  

In keeping with this idea the intentions and context for the JAES can be clearly 

stated and communicated to all those who wish to use the instrument in the 

following way.  The purpose of the JAES is to assess the essential employability 

skills of jobseekers participating in a VRS program to choose, find and keep a 

job. The JAES in its current form is limited to the use of vocational 

rehabilitation service providers within the context of a vocational rehabilitation. 

It has been developed for use as a formative assessment so that rehabilitation 

professionals and jobseekers can use the assessment results to improve 

jobseeker‟s employability skills. In its current form it is not to be used for 

credentialing or making decisions about whether or not individuals should be 

allowed to access employment support services. The discussion of the evidence 

for the validity of the JAES will focus on its clearly defined purpose as a 

formative assessment of jobseeker employability skills used for vocational 

rehabilitation professionals for vocational rehabilitation. 

  

The different types of validity outlined by Gillis and Bateman (1999) are now 

discussed in terms of the JAES. Face validity refers to how well items in an 
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assessment look as if they are assessing what they were intended to assess. A 

review of the JAES will quickly reveal that most of the items assess skills and 

personal characteristics related to choosing, getting and keeping a job. The only 

exceptions to this are the more general English literacy skills however in a 

multicultural yet English speaking country such as Australia English literacy 

skills have a clear impact on a jobseekers ability to become employed. As such 

it is reasonable to assume that the JAES has good face validity. 

 

Content validity refers to the extent to which the skills and knowledge in the 

assessment task constitute a representative sample of the skills and knowledge 

in the competency standards (Gillis & Bateman, 1999). For the present 

assessment it would be more accurate to substitute the term generic 

employability skills for vocational rehabilitation for competency standards. The 

fact that each of the final 22 items included in the JAES were considered to be 

important elements of employability skills for jobseekers by a group of 

experience vocational rehabilitation professionals satisfies the requirement for 

establishing content validity using expert judgement. The content validity of the 

JAES was also supported by the fact no comments were made by the volunteer 

assessors about the need to add or remove items during the assessment trial.  

 

Criterion validity refers to the consistency with which an assessment compares 

with another assessment which measures the same construct. Criterion validity 

can be subdivided into concurrent and predictive validity. Concurrent validity 

can be established by comparing the person measures of employability with an 

anticipated order such as ordering the jobseekers from the most likely to least 

likely to gain employment (Wright & Masters, 1982). Although this approach 

would have applications in an educational setting the fact that the jobseeker 

participants came from a variety of CRS Australia offices across the state of 

Victoria means that their employability could not be estimated with any degree 

of accuracy without formal assessment. Another approach to establishing 

concurrent validity is to analyze the internal consistency of each person‟s 

response patterns (Wright & Masters, 1982). Partitioning the items into relevant 

subsets then comparing the abilities estimated on these subsets is one way of 

doing this. Unfortunately this was not possible because the JAES was developed 
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by focusing on items related to five distinct domains, Basic Skills, Personal 

Qualities, Choosing a job, Getting a job and Keeping a job which reflect 

different criterion within the construct of employability. This means that a 

person‟s ability on the Basic Skills category may differ markedly to their ability 

on the items designed to measure Keeping a job as the items measure very 

different things. As such the concurrent validity has been established to the 

fullest extend possible within the limits of the current study.  

 

Figure 18.  The columns in this graph represent the sum employability scores 

for the assessed jobseekers arranged in ascending order and grouped into those 

that are working (1 to 15) and not working (16 to 73) 

Sum Employability Score of all Jobseekers grouped into working (1-15) 

and not working (16-73)
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Predictive validity is concerned with the ability of the assessment to predict the 

future performance of the jobseekers at finding and keeping a job. If the JAES 

measures the employability skills necessary for jobseekers to choose, find and 

keep a job then it would be expected that those jobseekers that are employed 

would have a higher score on the JAES. In Figure 18 the jobseekers are divided 

into two groups, based on whether they were working or not working then 

placed in ascending order on the basis of their total score on the employability 

skills scale.  Although all items on the employability scale are given the same 

weight it still provides a measure of the employability skills of each jobseeker.  

Jobseekers who were working at the time of the assessment are graphed first 

and are numbered from one to fifteen. Jobseekers that were unemployed at the 

time of the assessment are numbered from sixteen to seventy-three. The 
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horizontal access does not represent an identification number for each 

jobseeker, but is merely a count of the total number of cases. The change 

between the working and not working groups occurs at case 16 on the horizontal 

axis of the graph and it can be seen that some of the jobseekers that were 

employed had lower sum employability scores than those that were 

unemployed.  The two employed jobseekers who had the lowest sum 

employability scores were examined in more detail to try and determine why 

this was the case. Fortunately the assessors of both jobseekers had provided 

additional information on the assessment which helped to explain their 

circumstances. Both these jobseekers had sum employability scores of less than 

the mean employability score of 44 with scores of 25 and 37 respectively. The 

jobseeker that was assessed as having a sum employability score of 25 (case 1 

in Figure 18) was working at delivering pamphlets and had little or no job 

seeking skills. That is he had scores of zero on all the Get items and also scored 

zero on the computer skills for job seeking item. Although he was working at 

the time of the assessment his job delivering pamphlets required a very low 

level of employability skills, consistent with his score. The jobseeker who 

received a sum employability score of 37 (case 2 in Figure 18) was working at 

cooking for market stalls and was trying to increase her output so that she would 

no longer need to be supported by a welfare benefit. Her assessor noted that she 

had always been self employed and that she had no interest in working for an 

employer. As a result she had very few Get job skills and scored very poorly on 

the section of the assessment designed to assess these skills. Hence in both cases 

the jobseeker‟s sum employability skills score was in keeping with the type of 

employment they were undertaking. If they were put in a position in which they 

needed to seek employment elsewhere they would most likely need to improve 

their employability skills considerably so that they could find and apply for 

suitable jobs.  

 

The additional information about the type work these two jobseeker participants 

were undertaking suggests an important point with regard to this assessment. 

The JAES is designed to assess the employability skills of jobseekers that are 

participating in vocational rehabilitation. Employment is defined in the field of 

vocational rehabilitation on the basis of achieving the benchmark in terms of 
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number of hours per week as indicated by the Job Capacity Assessment (JCA) 

at the time of referral for a VRS program. The JCA assessor sets a benchmark 

of between 8 and 30+ hours per week for each jobseeker without reference to 

the type of employment undertaken. Hence a jobseeker that has a benchmark of 

8 to 12 hours per week and wishes to work as a cleaner could become employed 

with a much lower employability skills score than another jobseeker who is 

seeking employment for 30+ hours per week in office administration. This 

means that there are different levels of employability skills required for different 

circumstances and that this needs to be taken into account when reviewing 

evidence for the criterion and predictive validity or the JAES. Data about the 

number of hours and the type of employment undertaken by those jobseekers 

that were employed at the time of their assessment would have been helpful for 

establishing the predictive validity of the JAES, but unfortunately were not 

included as part of the assessment. This point will be taken up in more detail in 

the discussion section of this dissertation although it should be noted that none 

of the other completed assessments provided information about the type of 

employment undertaken or sought by the jobseekers. 

  

The column graph in Figure 18 provides a visual indication of the relationship 

between the jobseeker‟s employment status and their sum employability score 

but does not provide any indication of the strength or direction of this 

relationship. Another way of determining whether the JAES has criterion 

validity is to see if there is a linear relationship between the item measuring 

whether the jobseeker is working or not and the sum employability score. Since 

the item for working or not working is dichotomous and the sum employability 

score is a continuous score a point biserial correlation was recommended by 

Tabachnik and Fidell (2007). However since a point biserial correlation was not 

available in the SPSS statistical analysis program used for this study an 

alternative was to recode the dichotomous item so that the two options were 

scored as 0 for 1 and 1 for 2. Tabachnik and Fidell (2007) described this as a 

way of using the Pearson product moment correlation by stating that: “if the 

dichotomous variable is coded 0-1, all correlations can be calculated using the 

equation for the Pearson product moment correlation” (p. 914).  The Pearson 

product moment correlation between the recoded employment item and the sum 



 

  

 

115 

115 

employability score was -.347 with two tailed significance at p <.01. Since 

working was coded 0 and not working 1 a negative or correlation was expected 

with the significance level suggesting that the probability of this relationship 

occurring by chance is less than 1%. However, the strength of correlation is 

better interpreted by the amount of variability accounted for when trying to 

predict the variability of one variable from the variability of the other. This is 

determined by squaring the correlation co-efficient which gives a figure of 0.12 

(to 2 decimal places) and indicates that only 12% of the variability of the sum 

employability score can be predicted from the variance of the work/ not 

working item. Although this significant correlation provides some support for 

the predictive validity of the JAES this level of correlation is relatively low. The 

theoretical basis for the JAES in addition the way the items have been 

developed by experts in the field of vocational rehabilitation strongly suggests 

that it measures a construct related to employability in this context, however 

without criterion referencing with other measures of employability we are 

unable to confidently state that the construct it measures is employability or 

employability skills.   

 

Unlike criterion validity construct validity is concerned with the theoretical 

evidence in support of the JAES as measuring a particular construct. Bond and 

Fox, (2007) noted that “…given some theoretical claim about a construct, the 

Rasch model is an instrument of construct validity.” (p. 269). Evidence for 

construct validity can be first taken from the theoretical basis for this 

assessment which included the research on employability skills and the Choose, 

Get Keep model of vocational rehabilitation in addition to the use of experts in 

the field of vocational rehabilitation to draft then pilot the assessment items and 

performance indicators for this assessment. Empirical evidence for construct 

validity can be taken from how well the items in the assessment fit the 

measurement model using Rasch analysis. As stated previously the partial credit 

analysis demonstrated that the items in the JAES form a single dimension which 

has a good level of item and person separation. That is all the items in the scale 

except 1 fit the construct and are able to discriminate between persons and 

abilities on the same scale. As noted by Wright and Masters (1982) the internal 

validity of a test can be analyzed in terms of the statistical fit of each item to the 
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model in a way that is independent of the sample. If the MNSQ fit statistics are 

close to 1 and if the fit statistics for person performance are acceptable then we 

say the measure is valid (Wright & masters, 1982). Wright and Masters also 

argued that the item separation index provides evidence of construct validity 

and the person separation index provides evidence of criterion validity. On the 

basis of this information we can assume that there is evidence supporting the 

construct validity of the JAES. 

 

Consequential validity is another form of validity which is concerned with the 

consequences of the use of the assessment information for all stakeholders 

(Gillis & Bateman, 1982). As stated previously one of the possible 

consequences of misinterpretation of the trial data from the JAES was that 

volunteer jobseeker participants may have become disillusioned if they were 

given specific information about their assessment scores. To offset these 

possibility volunteer assessors were asked to give only general feedback to 

those jobseekers they assessed to avoid any negative consequences of 

misinterpretation of this information. Since no problems or complaints were 

reported by any of the participants in this study it would seem that there were no 

negative consequences for rehabilitation professionals and jobseekers that 

participated. The JAES was designed as a formative assessment to be used to 

provide information to assist learning.  Government agencies currently use the 

Job Capacity Assessment (JCA) to determine whether a person on welfare 

benefits should be looking for work and, if so, the type of assistance they will 

receive. The consequences of decisions based on the JCA can lead to 

individuals having their welfare benefits cut. For example if a JCA concluded 

that a jobseeker is capable of working 30+ hours per week and they did not 

comply with the requirements of their VRS program they would lose their 

welfare payments. As a result it is very important that the JAES is not used to 

make decisions about access to services or welfare benefits, as this would 

reduce the consequential validity of the instrument.
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Chapter 9 Discussion 

The stated aim of this study was to see if it is possible to firstly identify a set of 

essential employability skills common to participants in vocational rehabilitation 

then develop a valid and reliable assessment of these skills. The approach taken to 

achieve this was to use the Employability Skills Framework (ACCI & BCA, 2002) 

and the Choose Get Keep model of vocational rehabilitation (Farley, Little, Bolton 

& Chunn,, 1988) as the basis for developing items and performance indicators 

designed to measure the employability skills thought necessary for participants in 

vocational rehabilitation to choose find and keep employment. Although 

employability skills were defined as the: “skills required not only to gain 

employment, but also to progress within an enterprise so as to achieve one‟s 

potential and contribute successfully to enterprise strategic direction.” (p. 3, ACCI 

& BCA, 2002) the current assessment was focused on the subset of these skills 

needed for success within the context of vocational rehabilitation. That is the 

current assessment, the JAES, focused on the elements or facets of generic 

employability skills necessary for participants in vocational rehabilitation to 

choose, get and keep a job. Hence the JAES was designed to assess employability 

skills which are generic within the context of vocational rehabilitation.  

    

An exhaustive process of consultation with vocational rehabilitation professionals 

was used to identify items and performance indicators, draft, pilot then trial the 

assessment of employability skills, and develop the current assessment. This 

process has resulted in a 22-item employability skills assessment, named the JAES 

which has a high level of internal consistency, and good construct validity. 

Evidence was found for the criterion and predictive validity of the JAES within the 

limitations of this study. In addition the statistical analyses using the partial credit 

Rasch model demonstrated that the JAES measures a single latent trait or construct 

which could be entitled employability skills for vocational rehabilitation, with only 

one misfitting item. This item has been modified and improved so that can be 

included in the final version of the JAES. Overall this study has succeeded in 

meeting its aims by demonstrating that it is possible to identify a set of elements 

and personal attributes from the Employability Skills Framework (BCA & ACCI, 
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2002) common to participants in vocational rehabilitation and develop a valid and 

reliable assessment of employability skills for vocational rehabilitation. The next 

stage of the discussion will outline approaches reporting and providing feedback 

from the JAES and discuss how it can be used as a formative assessment.  

9.1 Feedback and Reporting 

The purpose of the assessment of employability skills identified the need for an 

accessible and meaningful means of reporting the assessment results for the JAES 

which could be used to provide constructive feedback to jobseekers to enhance 

their learning. To achieve this purpose we now need to develop ways of reporting 

jobseeker‟s employability skills that will:      

1. Provide information about the current level of competence of the jobseeker 

on the skills thought necessary for them to choose, find and keep a job. 

2. Provide feedback to the jobseeker about their level of competence and use 

this feedback to help them to develop their skills. 

3. Provide feedback to the rehabilitation professional about the amount of 

support needed by the jobseeker to enable them to find and keep 

employment. 

If we wish to provide information about the current level of competence of each 

jobseeker on the personal attributes and skills necessary to choose, get and keep a 

job we need to provide a measure of each jobseeker.s employability score in a 

format that is easily interpreted and accessible to rehabilitation professionals and 

jobseekers. One way of doing this is to use the sum of their scores on the 

employability scale items. This was done previously as part of the statistical 

analysis of the 23 items from the trial assessment and the 73 participants scored 

between 16 and 67 with a mean of 44. The disadvantage of using this method is 

that interpreting a score of 16 or 67 out of 69 would be confusing for most 

jobseekers. The second problem is that the mean employability score for each 

group of jobseekers assessed will vary from one group to another making it more 

difficult to compare each jobseeker‟s employability scores between groups. For 

example if two CRS Australia units wished to assess all jobseekers at their units 

and then compare the result between units the scores would need to be transformed 

to a new scale with the same mean and standard deviation. 
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Table 13. WLE Estimates in logits and standard errors for sum employability 

scores ranging from 35 to 67 from the Employability Skills Trial Assessment, 

 

Score        Estimate     Std. Error 

  25.00000    -0.54154     0.31794 

  26.00000    -0.44246    0.31244 

  27.00000   -0.34673    0.30729 

  28.00000   -0.25411    0.30247 

  29.00000   -0.16435     0.29797 

  30.00000  -0.07725     0.29376 

  31.00000      0.00742     0.28990 

  32.00000      0.08982     0.28632 

  33.00000      0.17017     0.28305 

  34.00000      0.24864     0.28009  

  35.00000      0.32543     0.27747 

  36.00000      0.40073     0.27517 

  37.00000      0.47474     0.27323 

  38.00000      0.54768     0.27166 

  39.00000      0.61972     0.27044 

  40.00000      0.69114     0.26963 

  41.00000      0.76215     0.26923 

  42.00000      0.83298     0.26926 

  43.00000     0.90389     0.26973 

  44.00000      0.97514     0.27065 

  45.00000      1.04699     0.27205 

  46.00000      1.11972     0.27395 

  47.00000      1.19363     0.27637 

  48.00000      1.26904     0.27936 

  49.00000      1.34627     0.28295 

  50.00000      1.42570     0.28720 

 

 

An alternative method for providing information about each jobseeker‟s 

employability is to use the results of the partial credit analysis to give each 

jobseeker an ability score expressed in logits or on a logarithmic scale.  The 

Conquest program can be used to produce a table that gives the logit equivalent 

score and standard error for the sum employability scores on this assessment.  

Weighted Likelihood case Estimates (WLE) were chosen because they are the 

same estimates used in the item maps (Figures 9, 10, 12,13) and they provide a 

representation of the latent population distribution. Table 13 provides a sample of 

the WLE estimates and their standard error for the sum employability scores from 

25 to 50 taken from the 73 jobseekers that participated in the trial assessment. The 

full range of WLE estimates is provided in the table comparing the different 
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employability scores in appendix I. It can be seen from Table 18 that the 

disadvantage with using WLE estimates in a logit scale to provide feedback about 

jobseeker employability is that logits have both positive and negative scores over a 

relatively small range. Hence a logit scale is likely to be more confusing to 

jobseekers than a score between 0 and 69. This problem can be overcome by using 

an alternative method of presenting test scores by transforming all the scores to a 

mean of 500 and a standard deviation of 100 (Gravetter & Wallnau, 1988).   

 

Figure 19: Line graph of Employability Scores for the 73 participants scaled to a 

mean of 500 and a standard deviation of 100. 
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This can be done by firstly transforming the logit scores to Z scores which are in 

standard deviation units then transforming them such that the distribution has a 

mean of 500 and a standard deviation of 100 by using the formula:  

  X=  + z   

  X is the new score  

   is the new mean of 500 

  Z the score in standard deviation units 

   is the new standard deviation of 100 

 

 

Table 14 Table comparing the raw score, WLE estimate and standard error with 
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the Z score and Emp. 500 for jobseekers 1 to 20.  

Jobseeker 
Raw 
Score 

Estimate 
WLE 

Standard 
Error 

   Z 
scores 

Emp. 
500 

1 46 1.19363 0.27395 0.13743 513.74 

2 32 0.08982 0.28632 -0.87408 412.59 

3 42 0.83298 0.26926 -0.19306 480.69 

4 41 0.76215 0.26923 -0.25797 474.2 

5 58 2.21414 0.35842 1.07261 607.26 

6 46 1.19363 0.27395 0.13743 513.74 

7 67 5.19578 1.40683 3.80493 880.49 

8 39 0.61972 0.27044 -0.38849 461.15 

9 61 2.6574 0.41742 1.4788 647.88 

10 37 0.47474 0.27323 -0.52135 447.86 

11 38 0.54768 0.27166 -0.45451 454.55 

12 25 -0.54154 0.31794 -1.45265 354.73 

13 44 0.97514 0.27065 -0.06279 493.72 

14 57 2.09189 0.34425 0.96058 596.06 

15 56 1.97902 0.33206 0.85715 585.71 

16 27 -0.34673 0.30729 -1.27413 372.59 

17 29 -0.16435 0.29797 -1.107 389.3 

18 59 2.34765 0.3749 1.19495 619.5 

19 39 0.61972 0.27044 -0.38849 461.15 

20 25 -0.54154 0.31794 -1.45265 354.73 

 

The transformed scores termed Emp. 500 scores, as a shortened form of 

Employability 500, are displayed in Figure 19. The line graph of Emp. 500 scores 

in Figure 19 demonstrates that this scale provides an accessible representation of 

the employability scores for each jobseeker. The Emp. 500 scores range from 253 

to 880 with those with scores above and below the mean clearly identified on the 

graph. The data in Table 14 illustrates the difference between presenting 

employability scores from the JAES as raw scores, WLE estimates in logits, Z 

scores and using the Emp. 500 scale. The data from Table 14 clearly demonstrates 

that the Emp. 500 score is the most easily accessible score for explaining and 

interpreting the results of the JAES. An additional advantage is that the 

transformation of scores from different samples to a mean of 500 will allow for 

comparisons between groups who have a different mean and standard deviation 

from their own distributions. Therefore Emp. 500 scores would be the most 
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suitable means of quantifying the results of the JAES and could be used to provide 

a measure of each jobseeker‟s level of competence at a particular time.  

 

Although the level of competence on the JAES can be used to provide an overall 

employability score and potentially used to track improvement it does not provide 

the specific information necessary to enhance learning. As a result a feedback 

form was developed (Figure 20) for this purpose.  The JAES feedback form is 

divided into the five domains of Basic skills, Personal qualities and the skills 

necessary to Choose, Find and Keep a job. It is colour coded so that each domain 

can be easily identified. The JAES feedback form provides a means of presenting 

the Jobseeker‟s employability skills scores on a single page and can be used to 

provide specific feedback to the jobseeker about their strengths and weaknesses in 

each domain. As a result the jobseeker‟s learning needs can be easily identified by 

comparing the jobseeker‟s score on each domain to the total score possible. The 

individual item scores are also placed on the form, using colour, in such a way that 

they can be quickly identified and compared with the maximum score for each 

item. For example item 1 spoken English has only three available scores, 0,1 and 2 

(the spaces for 3 and 4 are coloured in red) whereas item 7 has clear spaces for a 

scores of 0, 1, 2, 3, or 4.  This means that the JAES feedback form can be used to 

provide feedback to jobseekers and to monitor the progress of jobseekers over 

time by comparing results from one assessment to another. The JAES feedback 

form has been designed to include both the jobseeker‟s employment goal and their 

benchmark in terms of hours per week that they were given as a result of their Job 

Capacity Assessment. This allows rehabilitation professional to tailor the 

jobseeker‟s rehabilitation program to developing the employability skills 

necessary for them to achieve the specific employment goal and benchmark hours 

that have been identified. As noted previously different jobs require different 

levels or degrees of employability skills and not all jobseekers are capable of 

developing their employability skills to the highest level measured by the JAES.  
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Figure 20: The Jobseeker Assessment of Employability Skills Feedback Form 

Name of Jobseeker:……………………………….. Date of Assessment:………………… 

Employment Goal:…………………………………JCA Benchmark:……………............ 

 

 

Comments:………………………………………………………………………….………

………………………………………………………………………………..................................................
..............................................................................................................................................................
..............................................................................................................................................................
............................................................................................................................................................

………………………………………………………………………………………........ 

 

Item  Description 0 1 2 3 4 Domain score 

1, Spoken English       

 2. Reading English            

 3. Written English             

 4. Computer skills        Basic Skills Score: 0 to 9 

5. Attitude to finding work       

6. Motivation to find work.        

7. Time Management .        

 8. Evidence of a successful work history.      Personal Qualities Score: 
0 to 13 

 9. Knowledge of illness, injury or disability       

10. Knowledge of what it is like to work       

11 Transferable skills for work       

12. Skills necessary to achieve 
employment goal 

      

13.  Is the jobseeker’s employment goal 
attainable?. 

     Choose a job Score: 0 to 
16 

14. Resume’ skills       

15. Job search skills          

16. Job seeking using media           

 17. Job application skills       

18 Interview skills.       Get a job score: 0 to 18 

19. Interpersonal Skills for work       

20. Adapt to the physical demands of work           

21. Adapt to the cognitive demands of 
work 

      

 22 Managing Behaviour at work .      Keep a job score: 0 to 11 

 Total Employability Score       

 Emp. 500       
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An additional practical use of the JAES is as an instrument for case reviews. The JAES could 

be completed at specific intervals such as 3, 6 9 and 12 months to review and report each 

jobseeker‟s progress or used when a jobseeker has been trying to achieve a particular 

employment goal for some time without success. The JAES feedback form could be used at 

these times to help identify discrepancies between the employability skills a jobseeker 

possesses and their employment goals so that they can consider a goal more in keeping with 

their employability skills.  Hence the JAES feedback form could be a very useful tool for 

utilizing the JAES as a formative assessment of employability skills. It is also reasonable to 

conclude that mechanisms outlined in this section can be used to provide information about 

the current level of competence of the jobseeker and to provide constructive feedback to the 

jobseeker and their rehabilitation professional about the jobseeker‟s strengths and weakness 

with regard to successfully finding employment.  

9.2 Interventions using the JAES and the Developmental 

Model of Vocational Rehabilitation. 

The developmental model of vocational rehabilitation, depicted in Figure 4, 

illustrates how the process of vocational rehabilitation can be seen as the 

development of the skills and personal attributes that jobseekers need to choose 

get and keep a job. In Figure 21 part of the developmental model is illustrated 

with all the personal attributes and elements of employment skills assessed by the 

JAES categorized as part of the Employability Skills Framework (ACCI & BCA, 

2002). The five interventions represented in the model are examples of parts of a 

vocational rehabilitation program that can be used for helping jobseekers develop 

employability skills.  

 Identifying suitable employment options.  

 Developing fitness for work. 

 Learning the skills needed for the chosen job. 

 Learning job seeking skills. 

 Counselling interventions. 

One of the benefits of using the developmental model of vocational rehabilitation 

is that it illustrates the learning continuum along which the results of the JAES 

place jobseekers on the basis of their employability skills.  The challenge for the 
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rehabilitation professional is initiating the most suitable interventions for 

individual jobseekers to reach their employment goal. 

  

Figure 21.  The relationships between the items of the JAES and the 

developmental model of vocational rehabilitation integrating the Choose Get Keep 

model with the Employability Skills Framework. 

  

Training/ learning component                    Elements of employability 

skills of vocational rehabilitation    skills assessed by the JAES  

 

     
  

 

 

 

 

 

 

 

 

 

 

 

Personal attributes 

Attitude to finding work (5)  

Motivation to find work (6) 

Time management (7) 

Interpersonal skills for work (19) 

Communication  
Spoken English (1) 

Reading English (2) 

Written English (3) 

Interview skills (18) 

Team work skills 

Evidence of a successful work history (8) 

Self-management skills 

Time management (7) 

Problem solving skills 

Knowledge of illness, injury or disability (9) 

Knowledge of what it is like to work (10) 

Attainability of employment goal (13) 

Adapt to physical demands of work (21) 

Manage behaviour at work (22) 

Initiative and Enterprise skills  

Resume’ skills (14) 

Job search skills (15) 

Job application skills (17) 

Learning skills  

Transferable skills for work (11) 

Skills necessary for employment goal (13) 

Adapt to the cognitive demands of work (21) 

Technology skills 

Computer use for job seeking (4) 

Job seeking using media (16)  

 

Identifying suitable employment options  

 

Developing fitness for work 

 

Learning the skills needed for the chosen 

job 

Learning job seeking skills 

 

Counselling interventions 
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Interventions such as gym programs to improve physical fitness and job seeking 

groups to develop job seeking skills are readily available in most vocational 

rehabilitation programs. It is also relatively easy to find programs which teach 

technology skills and to find training in the skills needed for most employment 

goals. However the issues about whether personal attributes can be assessed and 

improved through learning are more complex. Personal attributes were defined by 

the BCA and ACCI (2002) as a set of non-skill behaviours and attitudes that 

employers felt were as important as the employability skills and other technical or 

job specific skills for employability. Personal attributes were not included in the 

Mayer Committee Key Competencies (Mayer Committee, 1992) because they did 

not conform to the Mayer committee‟s requirements for a Key Competency on the 

basis that they could not be learned and were not amenable to credible assessment. 

However the holistic judgement model used for the JAES included items to assess 

attitude to finding work, motivation to find work, time management and 

interpersonal skills for work, all of which demonstrated good construct validity 

through their fit to the parameters of the Rasch measurement model. That is these 

four personal attributes form part of the construct assessed by the JAES, and as 

such are amenable to credible assessment within the context of vocational 

rehabilitation  

 

If these personal attributes can be assessed the next question to answer is whether 

interventions exist which will enable jobseekers to improve their attitude and 

motivation to find work, their time management and their interpersonal skills for 

work. Time management is perhaps the easiest of these skills to improve because 

jobseekers can be trained to use organizational strategies such as calendars, diaries 

and the organizer in their mobile phones. Motivation and attitude to finding work 

and interpersonal skills for work would most likely respond best to counselling 

interventions. Motivational interviewing is a counselling intervention which has 

been used for participants in vocational rehabilitation who are not motivated to 

find work. Motivational interviewing is a client-centered, directive method for 

enhancing intrinsic motivation to change by exploring and resolving ambivalence 

(Rollnick & Miller, 1995).  First developed and used for clients with addiction 
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problems motivational interventional has been applied to a number of other areas, 

including resistance to finding employment.  

 

Interpersonal Therapy, known also known as IPT is a another counselling 

intervention or therapy which was developed to assist people with depression and 

anxiety conditions by focusing on relationships and how people interact with 

others (“International Society for Interpersonal Therapy”, n.d)).  Two of the four 

tenets of IPT focus on interpersonal issues related to social relationships; 

interpersonal disputes and interpersonal deficits, so could be applied to assisting 

jobseekers to work on their knowledge of self and the interpersonal and 

behavioural qualities they need to become successfully employed. The 

interpersonal skills required to interact with others at work, measured by item 19 

on the JAES, are important for jobseekers that have had a brain injury or mental 

illness and for those that have been out of the workplace for some time. Although 

rehabilitation professionals may not have been trained in IPT this therapy is 

readily available and is widely used by many psychologists. Unlike an educational 

setting the context of vocational rehabilitation allows for individual or group 

interventions that can enable learning of some of the personal attributes 

considered essential for employment. Interventions in groups or individually can 

be used to focus on personal attributes, such as motivation and attitude to finding 

work and interpersonal skills for work if these areas were identified as needing 

improvement by the JAES.  

 

The developmental model of vocational rehabilitation can be interpreted as a 

model of learning on a developmental continuum with the JAES used to assess 

progress along that continuum. Although employment rather than an overall 

employability score is the goal of vocational rehabilitation the JAES has the 

potential to be used to monitor improvement over time and as the basis on which 

to recommend particular interventions suited to particular jobseekers. The 

developmental model of vocational rehabilitation is important because it provides 

the developmental framework from which the JAES can be used to identify the 

need for particular interventions. 
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9.3 How the JAES relates to the Educational Models on 

which it was based 

The development of the JAES drew on three educational theories each of which 

will be discussed with reference to the final version of the assessment instrument. 

The first of these was criterion- referenced assessment (Glaser, 1960; Glaser, 

1981). The JAES uses a judgement model from which vocational rehabilitation 

professional‟s rate jobseekers against the set criteria or performance indicators 

outlined in the assessment. As such the JAES is a criterion-referenced assessment 

and can be interpreted against set criteria, as depicted in the JAES feedback form. 

This approach fits very well with the purpose of the JAES as an assessment 

designed to enhance learning because each jobseeker is rated individually and 

their areas of strength and weakness can be clearly identified against these criteria 

enabling comparisons to be made. Although an overall employability score can be 

calculated the benefit of using a criterion-referenced approach is that there are no 

norms to reference against so that comparisons can only made between a 

jobseeker‟s score and the criteria indicative of what they can do. In other words 

the use of criterion-referenced assessment provides a structure from which 

specific feedback can be given to jobseekers about their employability skills for 

vocational rehabilitation. 

 

The SOLO taxonomy (Biggs & Collis, 1982) was used to provide a theoretical 

basis for developing the performance indicators for the JAES and interpreting the 

results along a developmental continuum. Using item 4, computer skills as an 

example Table 4 illustrates how the performance levels fit with the theoretical 

stages of learning as defined by the SOLO taxonomy. Although the performance 

indicators do not adhere to the model perfectly they are a reasonable fit. For 

example Level 1, the pre-structural stage in Table 15, describes a jobseeker with 

no computer skills that does not remember or use relevant knowledge about how 

to use a computer. This is true of many middle-aged jobseekers that have worked 

in physical occupations for most of their lives and have no experience of using 

computers.  Perhaps the performance indicator that fits the SOLO taxonomy best 

is the final step which indicates the Extended abstract phase.  To achieve credit for 

this step a jobseeker needs to be able complete all computer based job seeking 
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tasks independently including completing job seeking tasks in new or novel 

situations. This accords with the description of the Extended abstract level in 

Table 15, which requires the skill to be generalized to new and unfamiliar 

contexts. The performance indicators for the other three stages on item 4 are also 

in keeping with the SOLO taxonomy suggesting that the continuum of learning 

theorized by the SOLO taxonomy can be extended to the context of learning 

undertaken during the process of a vocational rehabilitation program. The SOLO 

taxonomy provided a sound theoretical basis for the development and 

interpretation of the performance indicators for the items of the JAES. 

 

Table 15. Example of how item 4 of the JAES, computer skills, and fits within the 

stages of the SOLO taxonomy (Biggs & Collis, 1982). 

 

4. Computer skills SOLO level and Description 
Job seeker is unable to 
independently use a computer 
for any purpose 

 

Pre-structural: No knowledge of employability skill 
including denial of knowledge, inaccurate recall or 
does not use relevant knowledge  

Job seeker is able to access the 
internet and send and receive 
email with assistance. 

 

Uni-structural: Can generalize only in terms of one 
aspect of employability skill  

Job seeker is able to access the 
internet and send and receive 
email independently. 

 

Multi-structural: Can generalize only in terms of a 
few limited and independent aspects of 
employability skill.  

Job seeker is able to access the 
internet and submit a job 
application, including attaching 
files, by email. 
 

 

Relational: Can generalize within the experienced 
or given context using related aspects of 
employability skill. 

Job seeker is able to carry out all 
computer based job seeking 
tasks, including online job 
applications, independently. 

 

Extended abstract: Can generalize to situations 
not yet experienced or able to generalize 
employability skill to new and unfamiliar contexts.  

 

 

The Zone of Proximal Development or ZPD, theorized by Vygotsky (1978) is also 

relevant because it describes the difference between the level of employability 

skills the jobseeker is able to develop by themselves compared to the level of 

development they can achieve with the professional assistance of a rehabilitation 
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professional. As such the impact of the interaction between the rehabilitation 

professional and jobseeker can be described in terms of the ZPD. The information 

obtained from the JAES can be used to provide constructive feedback to the 

jobseeker and enhance learning if there is a positive relationship between 

jobseeker and rehabilitation professional. The ZPD provides a theoretical 

explanation for employability skill development achieved by the jobseeker from 

positive interactions with their rehabilitation professional. 

 

Following this review of these three contributing educational theories it can be 

seen that they each been successfully applied to the development of the JAES. 

The JAES is a criterion-referenced assessment which uses the SOLO taxonomy to 

provide a meaningful learning continuum for each item. The theory behind the 

concept of the ZPD can be used to explain the difference between learning alone 

and learning through a positive interaction with rehabilitation professionals.  On 

this basis it can be said that the JAES has a sound theoretical basis in educational 

theories of learning.    

9.4 Comparing the JAES with other assessments of 

Employability Skills 

The JAES differs from other assessments of employability skills or key 

competencies because it was designed to assess personal attributes and elements 

of employability skills as they apply in only one context, that of vocational 

rehabilitation. Other assessments of employability skills have been designed to 

assess all the key competencies as in McCurry and Bryce (1997) or one particular 

employability skill such as problem solving (Curtis and Denton, 2003). The JAES 

did not attempt to assess each of the eight skills categorized as the key 

employability skills (ACCI and BCA, 2002) but instead tried to identify personal 

attributes and the elements of those skills which were directly related to the goal 

of vocational rehabilitation, choosing, getting and keeping a job. In doing so the 

problem of whether employability skills assessed in one context can be 

generalized to another is of little significance because the elements assessed are 

context specific. In other words as long as the JAES is a valid and reliable 
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assessment of employability skills relevant to the goal of vocational rehabilitation 

it is doing what it was intended to do. 

 

Since the JAES is based on the same holistic judgement approach used by 

McCurry and Bryce (1997) some comparisons between the two assessments are 

relevant to this discussion. Firstly McCurry and Bryce demonstrated that an 

assessment approach using holist judgements could be used in a secondary school 

setting in which each student had different teachers for different subject areas or 

disciplines. It should also be noted that the McCurry and Bryce study assessed the 

seven key competencies defined in the Mayer committee report (Mayer, 1992) 

and included the additional key competency entitled „Using Cultural 

Understandings‟ rather than Employability Skills Framework (BCA & ACCI, 

2002), which was developed later. The major differences between the two studies 

were context, secondary schools versus vocational rehabilitation and that 

McCurry and Bryce used a much larger sample of 629 year 11 students from 10 

schools across four Australian states. The scheme for assessment devised by 

McCurry and Bryce was based on the assumption that teachers can make global 

judgements of their student‟s performance on generic skills without setting 

specific tasks and that teacher‟s assessment of theses skills are general rather than 

subject specific. Development of the JAES in the present study was also based on 

the assumption that rehabilitation professionals could make global judgements of 

their jobseekers employability skills without setting specific tasks. The second 

assumption related to individual teaching disciplines was not relevant to 

vocational rehabilitation because rehabilitation professionals with different allied 

health backgrounds are all employed to do the same job. Occupational therapists, 

psychologists, social workers and speech pathologists are all vocational 

rehabilitation professionals with the same responsibility, helping jobseekers to 

find and keep employment. That is there is only one general curriculum in 

vocational rehabilitation irrespective of the discipline of the vocational 

rehabilitation professional.   

 

One of the strengths of the McCurry and Bryce (2007) study compared to the 

current one is that they were able to use more than one rater for each assessment 

and then use an overall assessor to bring together an assessment into an overall 
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acceptable range. The advantage of this procedure is that it improved inter-rater 

reliability by ensuring a consistent approach however in some cases when the 

assessment results could not be reconciled no assessment result was given for that 

student. Although cross-referencing between assessors would have been a good 

test of inter-rater reliability in the development of the JAES it was not possible in 

the current study because of the difficulty finding a sufficient number of 

volunteers assessors. The original goal of receiving 100 assessments was reduced 

to 70 due to the fact that so few assessor participants volunteered to be part of the 

project.  In these circumstances asking volunteer assessors to cross-reference their 

assessments or have two different assessors assess the same jobseeker would have 

been too much to ask. The second difficulty comes from the nature of the 

assessment itself. Unlike a school setting there are usually only two or three 

rehabilitation professionals who work closely enough with each jobseeker to 

allow them to validly complete the assessment. Hence cross-referencing between 

assessors was also not feasible in the current study.  

   

To encourage accuracy and consistency between assessors trialing the JAES a 

different approach was used. As discussed earlier identifying the type of evidence 

used, known as procedural accountability, has been shown to enhance the 

accuracy of judgements (Seigel-Jacobs & Yates, 1996). Hence it was theorized 

that by asking assessors to identify the evidence they based their judgements on 

they would be more likely to consider their decision and how it was related to the 

evidence they used to reach their decision. Since every jobseeker undertaking 

vocational rehabilitation has a file containing a Job Capacity Assessment, medical 

information, and their work and medical history they could review the file 

information, think of behavioural examples or use feedback from other 

assessments to reach their decision.  The use of evidence has been suggested as a 

means of enhancing the reliability of the holistic judgement model of assessment 

of key competencies used by McCurry and Bryce (1997) to allow for moderation 

between schools. Matters and Curtis (2008) argued that documenting the evidence 

on which judgements are based would impose a significant additional workload 

on teachers and the possibility that judgements based on summary evidence would 

be less credible than those based on primary evidence. 
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In a similar way to the current study McCurry and Bryce (2007) subdivided each 

competency into specific skills which they called facets. The facets were to be 

seen as separate criteria that map the scope of the key competency as illustrated in 

Table 7. Each facet was then graded on an eight point scale ranging from „Not 

Yet‟ to „High+‟ to give an overall on-balance judgement. The facet scores were 

then converted to one of three levels of achievement depending on the range of 

scores for the facets of each key competency. For example scores ranging from 

Basic to Basic/ Medium are interpreted as Basic Achievement (Level 1), whilst 

scores of High and High+ are interpreted to mean High Achievement or Level 3. 

Descriptions of the skill level indicative of each achievement level on each key 

competency are provided so that the results can be meaningfully interpreted. The 

JAES differs from this approach in a number of ways. Firstly only the elements of 

each employability skill thought relevant to the goal of vocational rehabilitation 

are assessed. That is no attempt is made to assess the overall generic 

employability skill. Secondly, in keeping with the concept of criterion referenced 

testing and the use of the Rasch model individual items can have a different 

number of performance indicators rather than being restricted to the same number 

of levels of performance. Lastly the performance indicators in the JAES describe 

specific behaviours or skills such as Jobseeker has minimal spoken English; 

requires an interpreter for phone and face to face communication which are 

indicative of each performance level. The judgement model used by Bryce and 

McCurry uses a continuum between Not Yet and High+ achievement for teachers 

to judge student‟s level of achievement on facets such as comprehending and 

interpreting ideas and information without a clear indication about what is 

expected of each level of achievement. Hence the JAES is likely to be easier to 

use and is designed to stand alone without the need to compare and moderate the 

results between different judges.  

 

Overall it is fair to say that both applications of the holistic judgement model have 

merit for their different purposes and contexts. They are relatively simple to use 

and don‟t require assessors to develop and use specific tasks outside their usual 

workload. Hence this approach is cost effective and feasible as a way of assessing 

employability skills although the JAES is not suitable for providing any form of 

credentialing but has been designed as a tool to enhance learning. McCurry and 
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Bryce‟s (1997) approach could be used for credentialing by providing information 

about the level of achievement of senior secondary students on each employability 

skill to be used by employers. In their review of the assessment and reporting of 

employability skills of senior secondary students Matters and Curtis (2008) 

endorsed the holistic judgement approach as one of three approaches found fit for 

the purpose of reporting employability skills. On the basis of the current study it 

appears that the holistic judgement approach is also suitable for assessment and 

reporting of employability skills for vocational rehabilitation.   

9.5 Strengths and limitations of the JAES   

The idea that a valid and reliable assessment of employability skills can be 

developed is the central tenet of this dissertation. So far the discussion has focused 

on how educational and measurement theory has been used successfully to 

demonstrate that a uni-dimensional construct entitled „employability skills for 

vocational rehabilitation‟ can be measured by 22-items which fit the Rasch 

measurement model. However one of the limitations of this study is that the 

limited number of assessments completed did not provide a full cross-section of 

jobseekers of different abilities. For example the data illustrated in Figure 18 

would have more meaning if the type of employment had been included for all the 

employed jobseekers that were assessed.  This could have been used to examine 

more closely the idea that different types of work require different levels of 

employability scores. If the assessment had included a question about the nature 

of each employed jobseeker‟s employment different types of employment could 

have been compared with their overall employability score providing more 

evidence for the predictive validity of the instrument. On the other hand this 

problem could be solved with a follow up study in which a range of employed 

jobseekers are assessed using the JAES and the data used to explore the 

relationship between their score on the JAES and the type of employment they are 

undertaking. This data could be broken down further using the JAES feedback 

form so that the relationship between the type of employment and the scores on 

the individual domains of the JAES could be examined. It would also be of 

interest to see if increasing a jobseeker‟s employability scores translate into their 

successfully obtaining a better paid or higher level job. To do this Jobseekers 

would need to be assessed over time, firstly to see if their overall employability 
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score improves and secondly to determine whether with a higher employability 

score they can access a higher-level job. Hence the JAES is a valuable tool which 

could be used to contribute to a better understanding of the relationship between 

employability skills and employment.   

  

One of the strengths of the JAES is that it is easy to use and that it can be 

completed without the need for jobseekers to undertake any tasks outside their 

usual rehabilitation program activities. As a result the JAES has a high level of 

usability because it yields valuable information to stakeholders whilst imposing a 

limited load on participants (Matters & Curtis, 2008). The high level of usability 

is offset by the fact that only a small number of rehabilitation professionals know 

each jobseeker sufficiently well for them to carry out the assessment. In the 

traditional model of VRS a rehabilitation consultant would work closely with each 

jobseeker until it was felt they were „job ready‟ at which time they would work 

closely with another rehabilitation professional that specializes in helping them 

find employment. Rehabilitation professionals who were either rehabilitation 

consultants (case managers) or employment services consultants focusing on 

finding employment for jobseekers completed all of the assessments included in 

the current sample. In a more recent model each jobseeker works with three 

different teams depending on the stage they are at with their vocational program. 

This means they would work with one team when undertaking the initial part of 

their program, another team to assist and support job seeking and a third team 

which would help to support them once they were placed in a job. Using this 

model it is likely that at least three different rehabilitation professionals would 

have sufficient knowledge of each jobseeker to carry out a valid assessment of 

their employability skills. Although it would be desirable for any rehabilitation 

professional to use the JAES with any jobseeker at any time this could only be 

done if the assessment could be based on a structured interview and standardized 

tasks which could be observed by the assessor. To do this a much greater load 

would be placed on assessors and jobseekers making the JAES less usable. In its 

current form the JAES can be used for its stated purpose to facilitate learning as 

jobseeker‟s pass through the different phases of vocational rehabilitation. 
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The strengths of JAES include the fact that it is based on existing education and 

measurement theory and that it has been developed using the expertise of 

professionals in the field of vocational rehabilitation so that it has practical utility 

in the field. In addition it is easy to use and imposes a minimal load in terms of 

time on either the assessor or the jobseeker. Construct validity has been 

established by the fit of 21 of the 22 items to the partial credit Rasch model and all 

its reliability indices are well above the acceptable level of 0.80. Overall it is fair 

to say that the JAES has the potential to be an effective tool to enhance the 

learning of participants in vocational rehabilitation. 
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Chapter 10 Conclusions 

The current study has successfully answered the two research questions it was 

designed to answer by firstly identifying a set of employability skills and personal 

attributes common to participants in the field of vocational rehabilitation and 

developing a valid and reliable means of assessing these skills. The assessment of 

employability skills provides information about the level of competence of 

jobseekers on the skills thought necessary for them to choose, find and keep a job 

and the JAES feedback form provides a way to use this information to give 

constructive feedback to jobseekers and rehabilitation professionals.  In addition 

this study successfully applied learning theories developed in an educational 

setting as a theoretical basis for the JAES. This means that applying the SOLO 

taxonomy to develop a criterion-referenced assessment and using the ZPD to 

explain how the interaction between jobseeker and rehabilitation professional can 

improve learning enhances the credentials of the JAES as a formative assessment. 

This approach has demonstrated how educational theories of learning and 

assessment can be successfully applied to a non-educational setting provided that 

setting can be structured along a continuum of developmental learning. 

 

The structure used to depict vocational rehabilitation as a developmental 

continuum of learning was the model created by integrating the Choose Get Keep 

model used in vocational rehabilitation (Farley, Little, Bolton, Chunn, 1988) with 

the Employability Skills Framework (ACCI & BCA, 2002). The strength of this 

model, illustrated in Figures 4 and 21, is that it provides a means of linking the 

process of vocational rehabilitation to the theories of learning, assessment and the 

measurement model used to develop the JAES. The Developmental Model of 

Vocational Rehabilitation can be used to help identify the level of competence of 

each assessed jobseeker and to tailor specific interventions to assist jobseekers to 

progress towards their employment goal. In other words the significance of the 

Developmental Model of Vocational Rehabilitation developed in this study is that 

it provides a way of viewing vocational rehabilitation on a developmental 

framework which can be used to achieve the stated aim of tailoring vocational 

rehabilitation programs to a jobseeker‟s individual needs (JCA, n.d.). 
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The development of the JAES added a new dimension to the current work on 

generic employability skills. Firstly it used the Employability Skills framework 

(ACCI & BCA, 2002) as a structure for identifying the subset of skills, called 

elements of the eight employability skills which are context specific for the 

process of vocational rehabilitation. Secondly the JAES includes items to assess 

the personal attributes jobseekers need to be successful at vocational 

rehabilitation. Rather than approach the problem of assessing and reporting on 

generic employability skills by assessing each broad skill in one context, say 

vocational or secondary education this study focused on the specific elements in 

each skills which relate to a single context. This approach alleviates the problem 

of skill transference between contexts whilst working on the assumption that the 

broader generic employability skills are in fact generic although only certain of 

their elements are relevant to specific contexts. Although this approach is in 

keeping with idea that key competencies are best understood and found most 

useful when viewed within a particular context as suggested Hager, Moy and 

Gonsczi (1997) it has not been incorporated into any of the studies reviewed for 

this dissertation. It is reasonable to conclude that the JAES differs from other 

assessments of generic employability skills because it includes personal attributes 

and specific elements of the eight employability from the Employability Skills 

Framework (BCA & ACCI, 2002), which are generic to one context only, that of 

vocational rehabilitation. 

  

The title of this dissertation „Employability Skills in the World of Welfare to 

Work: an application of item response theory to criterion referenced testing‟ 

reflects the fact that this dissertation has extended the application of the 

probabilistic model of competence outlined by Griffin (2004) to a completely new 

field. Central to the use of IRT is the need to identify a latent trait, which can be 

inferred from the observations of a person‟s behaviours. The latent trait identified 

in this study was referred to as the „employability skills for vocational 

rehabilitation‟ which, with be the application of the partial credit model of Rasch 

analysis was found to form a single dimension. The subsequent employability 

skills for vocational rehabilitation scale was used to successfully link the position 

of an individual or an item along a developmental continuum and reflect what that 
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individual can learn with the assistance from a rehabilitation professional. Hence 

this study has successfully extended the use of the probabilistic model of 

competency assessment to a new field and has demonstrated the utility of this 

approach in a setting which does not see itself as a provider of formal education. 

 

The current study was set within the context of the Commonwealth Government 

of Australia‟s welfare to work reforms implemented on the 1st of July 2006. In 

chapter 3 it was argued that these reforms would increase the demand for 

vocational rehabilitation services and increase the need for an assessment of 

employability skills. The 2005 Commonwealth of Australia budget document 

(“Welfare to Work”, 2005) argued that the welfare to work reforms would provide 

a more sustainable welfare system which would have a significant positive impact 

on the economy. The reforms were expected to generate stronger economic 

growth and increase prosperity for all Australians. Welfare groups such as the 

Melbourne City Mission and welfare research organizations such as the National 

Foundation for Australian Women argued strongly against the welfare to work 

reforms because they believed the difference between the Disability Support 

Pension (DSP) payments and entitlements and the Newstart Allowance, for people 

seeking jobs, would lead to a reduction in income for individuals already living on 

limited resources (Horn, 2006; Harding, Ngu Vu, & Percival, 2005). The current 

study was planned during the period in which the welfare to work reforms came 

into effect leading to the title of this dissertation as Employability Skills in the 

World of Welfare to Work.  In other words the welfare to work reforms provided 

the broad context within which the JAES was developed. A short review of the 

welfare to work reforms and how they are now viewed is provided because it is 

relevant to broader context of the present study. 

 

The welfare to work reforms were introduced by the Liberal National party 

coalition government in 2005-06 however there was a change of government in 

November 2007 which provided the opportunity for feedback from welfare groups 

about the impact of these reforms. One example of this can be found on the 

official Mission Australia blogspot (2008) where it was announced that the 

welfare to work agenda was a failure.  Citing figures released in 2008 Mission 

Australia pointed out that instead of reducing the number of people on DSP as 
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was intended the welfare to work policy had resulted in an increase of 35000 DSP 

recipients since 2003. Mission Australia argued that this change was due to the 

fact that DSP recipients were worse off financially when they transferred to 

Newstart allowance and that there was no incentive for them to work. The welfare 

to work agenda has also been blamed for a reduction in participation in volunteer 

work by single parents (Cook, Ward, Mckenzie, Noblet & Bodworth, 2009) and 

an increase in homelessness (Homeless Australia Media release 15, 2008) 

Homelessness Australia Executive Officer Simon Smith stated that the welfare to 

work regime introduced in 2006 had actually made it harder for many people who 

are homeless or in insecure housing to find meaningful work, stabilize their 

housing situation and re-engage with their community. Adele Horing writing in 

the Sydney Morning Herald (March 11. 2010) provided further support for the 

view that the welfare to work policy was ineffective in an article entitled „Welfare 

crackdown misses targets‟. Horin argued that the welfare to work reforms 

implemented in 2006 failed to achieve their objectives, leaving three of the four 

target groups - disability pensioners, the very long-term unemployed and mature-

age unemployed  little or no better off.  Horing also stated that the changes failed 

to put a brake on the high numbers joining disability pension rolls and made little 

progress in moving people with disabilities off benefits and into work. It appears 

from these comments that the lack of incentive for disability groups in particular 

and the punitive nature of the welfare to work reforms are likely to have had an 

impact on the willingness of jobseekers with a disability, particularly those on 

DSP to engage fully in vocational rehabilitation. Hence the context of the welfare 

to work agenda itself may have influenced the level of employability skills 

obtained by some jobseekers on the JAES. Given that not all participants in VRS 

find employment and, that under these reforms and there are financial 

disincentives affecting some jobseeker‟s motivation to work some jobseekers may 

choose not to improve their employability skills so that they can be placed back 

onto the DSP. 

 

 Two other external factors which can affect the outcome of VRS, despite the 

level of employability skills attained on the JAES are the availability of jobs and 

stigma attached to certain disability groups. Availability of jobs is a product of the 

economic circumstances of the time and could best be approached by targeted job 
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creation schemes for disability groups. Stigma, on the other hand, represents a 

societal problem which needs to be addressed to avoid the frustration associated 

with having the employability skills for a particular job but not being considered 

because of societal attitudes. Stigma refers to the negative internal attitudes and 

beliefs people hold whereas discrimination is the external behaviour that denies 

people their rights or limits their social inclusion (Martin, 2009). Jobseekers with 

a mental illness are one of the most vulnerable groups to the effect of stigma. 

Three out of four consumers with a mental illness reported that they had been 

affected by stigma (Stigma and mental illness, 2007). In 2007 Australia, with 

Ireland was one of only two English speaking OECD countries without a national 

anti-stigma program (Martin, 2007). According to the a review of the literature on 

anti-stigma initiatives undertaken by Martin (2007) direct personal contact with 

people who experience mental illness is the best approach  to changing attitudes 

and behaviours, particularly when there is a relationship of equal status; a context 

of cooperation, and an opportunity for discussion. In a survey of 284 people with 

mental illnesses SANE Australia (Employment and Mental illness, 2006) found 

that the most important factor that helped jobseekers with a mental illness 

successfully find employment was a supportive employer who was respectful, 

understanding and flexible about work arrangements. Hence one way of helping 

to overcome workplace stigma would be to approach employers directly and 

introduce them to jobseekers that have a mental illness and give them the 

opportunity to ask questions and interact in a respectful environment. Hence 

stigma associated with certain disabilities can affect the outcome of VRS even 

when jobseekers have a high level of employability skills. External factors that 

impact on the motivation of jobseekers need to be understood and addressed when 

using the JAES, particularly if it is used a number of times without signs of 

improvement or when jobseeker with a high level of employability skills cannot 

find employment.  

 

The contribution of the current study to the professional discussion about generic 

employability skills is difficult to assess because this field cuts across a number of 

different areas. The Employability Skills Framework and the work relating to its 

development was initiated by employment bodies such as the Business Council of 

Australia and the Australian Chamber of Commerce and Industry in conjunction 



 

  

 

142 

142 

with various government departments to enhance economic competitiveness on a 

global scale. The education sector was then given the task of incorporating the 

recognition of employability skills into their educational programs to prepare 

students for future employment. This study extends the use of the concept of 

generic employability skills to an important area which is focused on reducing the 

welfare costs to the Australian economy. Hence it would be fair to conclude that 

the current study has extended the discussion of generic employability skills to the 

field of helping welfare recipients find employment. In addition this study has re-

framed vocational rehabilitation as a learning environment in which employability 

can be viewed on a developmental continuum. This is an important contribution 

because it has opened the door for additional research on the relationship between 

employability skills and employment and has initiated a discussion of generic 

employability skills which can be extended to the wider field of job assistance 

provided through the employment services of the Australian job network. 

Although the needs of jobseekers more generally will differ from participants in 

vocational rehabilitation because they don‟t have the added barrier of a disability, 

injury or illness many of the personal attributes and employability skills assessed 

in the JAES will be common to jobseekers in general. By extending the 

recognition and assessment of employability skills to a new field this study has 

broadened the context in which research on employability skills can be applied.   
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PANELING FOR THE DRAFT ASSESSMENT OF 

EMPLOYABILITY SKILLS 
 

Because of you high level of skill as a rehabilitation professional you 

have been chosen to assist with the paneling process for developing an 

assessment of employability skills. I have made a list of skills, knowledge 

and personal qualities which I think are important for our clients to 

find jobs. Please read each item below then indicate on a scale of 1 to 5 

how important and how difficult it is for an average client. 

  

1  2  3  4  5 

 
Unimportant                           highly important 

Extremely difficult       extremely easy 

 
Skill, Knowledge or Personal Qualities Importance  

  1 to 5 

Difficulty  

    1 to 5 

1.Client has a good knowledge of their illness and disability 

and how it restricts them 

  

2. Client can manage their disability and compensate where 

necessary. 

  

3.Client has a positive attitude to finding work   

4. Client is motivated to find work.    

5. Client recognizes that finding work is important for their 

well  being 

  

6. Client demonstrates knowledge of what it is like to work 

(i.e. how they will organize their time) 

  

7.Client has a clear vocational goal   

8.Client maintains their vocational goal consistently   

9. Client is able to do the job they have chosen or will be able 

to do it when they have completed their training. 

  

10.Work in client’s chosen field is accessible   

11.Client is able to access advertised jobs from Internet, 

Newspapers, Shop windows 
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Skill or Personal Qualities Importance  

  1 to 5 

Difficulty  

    1 to 5 

12.Client is able to review, update and tailor resume for 

different jobs 

  

13. Client is able to locate suitable employers to canvas e.g. 

Yellow pages, Job Advertisements, Observation of suitable 

employees. 

  

14. Client is able to canvas for jobs by phone or in person.    

15.Client is to write job application letters and fill out written 

job applications 

  

16.Client is able to send applications by FAX   

17. Client is  able to send an application by email as an 

attachment 

  

18. Client is able  to complete on line applications   

19. Client has two referees who will support their job 

application. 

  

20. Client is able to explain disability, or gaps in employment 

due to disability 

  

21. Client is neatly presented with appropriate clothes for 

interview and work. 

  

22.Client is punctual for appointments and gives them a 

priority 

  

23.Client is able to talk and ask questions of employers on the 

phone 

  

24. Client has good interview skills   

25. Client has the ability travel to and from work   

26 Client has the ability to manage their disability and see 

support people without interfering with their work hours 

  

27. Client is able to manage their behaviour (e.g. aggression, 

verbosity, swearing) 
  

28. Client has the ability to cope with the work environment   
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29. Client has the ability to relate to work peers and 

supervisors 
  

Please add any additional skills and qualities below and rate 

them as above 

  

   

   

   

   

   

 

 

Thank you for your assistance 

Would you mind writing your full name and qualifications below so that 

I can include you in my acknowledgements for my thesis. 

 

You have helped to make a middle aged man very happy 

 

 

Name: 
 

Qualifications  

 

Number of Years working in vocational rehabilitation 
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DRAFT ASSESSMENT OF EMPLOYABILITY COMPETENCIES  

Instructions 
Please complete the following assessment based on all the information you currently have about this Job Seeker 

(client). Use the following types of evidence to support your professional judgement for each of the items below: 

 Direct questioning of your Job Seeker 

 Present or past observations of your Job Seeker completing a task. 

 File information. 

 Input from other rehabilitation professionals who have been involved with the Job Seeker. 

 Attendance and participation groups. 

 Feedback from work referees. 

 Work training placement feedback. 

 

It is important that you base your responses on your judgement of the job seeker’s current level of 

functioning. 

 
P1. Name of the Professional completing this assessment: 

                   

P2. Please state your position and professional qualifications: 

                   

P3.Date the Assessment was completed:      P4. Initials of the Job seeker that is assessed 

                   

 

Gregory J. Bull Cool Breeze Consultancy 26.5.07 
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P5 Is the Job seeker Male or Female (Please Circle) 

P6. What is the D.O.B of the Job seeker?      

P6. Date Job Seeker commenced program:       

P7. Please describe the nature of this job seeker’s illness, injury or disability:         

                  

                   

 

P8.What is this job seeker’s assessed future employability:   (Please circle) 

 

     30+     hours per week 

     23 – 29 hours per week 

     15 – 22 hours per week 

       8 – 14 hours per week 

 

Please add any additional formation about this job seeker that you think may be relevant: 
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Item Number Key Competency Performance Indicators  Score 
A1. English Literacy; including consideration 

of job seekers from  Culturally and 

Linguistically Diverse (C.A.L.D.) 

backgrounds who usually have limited 

English 

Job seeker needs an Interpreter for all communication. 

 

Job seeker understands spoken English and can speak English 

clearly enough to be understood. 

 

Job seeker speaks and understands English but needs assistance to 

read and write. 

  

Job seeker reads, writes and speaks English.  

 

Job seeker has a large vocabulary, excellent spelling, grammar and 

English expression.  

    0 

 

    1 

 

 

    2 

 

 

    3 

 

    4 

A2. Knowledge of illness, injury or disability. Job seeker can describe their disability. 

 

Job seeker can describe how their disability affects their daily life. 

 

Job seeker can explain how their disability restricts them in a work 

environment 

 

Job seeker can explain how they could manage their disability in a 

work place. 

   0 

 

    1 

    

    2 

  

   

    3 

A3 Attitude towards finding work Job seeker believes they cannot work at all 

 

Job seeker states they want to find work but is unsure if they can. 

 

Job seeker states they want to work and is actively engaged in 

their rehabilitation program. 

 

 Job seeker is actively looking for work options independently and 

keeping in regular contact with their rehabilitation consultant. 

    0 

  

    1 

  

    2 

 

   

    3 
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A4 Job seeker’s perception of their 

transferable skills as they relate to work.  

Job seeker believes they have many transferable skills but there is 

no demonstrable evidence (recent work experience or training or 

observation) that this is true. 

 

Job seeker has a range of transferable skills, which have not been 

used for a year or more, but believes they can still work at the 

same level they did before. 

. 

Job seeker has transferable skills, which they have used during the 

last 12 months and are prepared seek employment at a lower level 

than they had before.. 

 

Job seeker recognizes and has demonstrated that they have all the 

skills necessary to return to work with no further training.. 

    0 

 

   

    1 

 

 

 

   2  

 

 
 

  3 

A5 Importance of finding work for their 

personal well being 

Job seeker views finding work as a means of meeting their welfare 

participation requirements only. 

 

Job seeker recognizes that finding work will give them financial 

independence and help regain confidence in their abilities. 

 

Job seeker recognizes that finding work will enable them to 

‘normalize’ their life by becoming a productive member of 

society. Work signifies recovery from it heir disability. 

    0 

 

    

   1 

 

 

   2 

A6 Knowledge of what it is like to work  Job seeker does not recognize that work will affect their day-to-

day routine or their ability to meet their non-work commitments. 

 

Job seeker recognizes that work will require them to attend their 

workplace regularly and on time but has not thought about how 

they will manage their other commitments such as medical 

appointments. 

 

Job seeker has made plans about how they will manage their 

regular commitments when working.   

 

    0 

 

   

    1 

 

  

 

   

 

   2 
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A7 Motivation to find work.  Job seeker has no interest in finding work but participates 

minimally so they can maintain their welfare benefit. 

 

Job seeker sees work as a possibility but only focuses on work 

related activities which face to face in groups or individual 

appointments 

 

Job seeker states he/she is keen to work and demonstrates this by 

following through with all activities set by their rehabilitation 

professional both during and between set appointments. 

 

Job seeker actively participates in all aspects of their program and 

initiates activities such as finding employment contacts or 

canvassing employers independently. 

    0 

 

 

     1 

 

 

 

     2 

 

 

 

      3 

A8 Employment goal Job seeker has no employment goal or the employment goal is 

constantly changing. 

 

Job seeker has a broad range of long- term employment goals but 

cannot specify a particular type of job to focus on as an initial 

employment goal. 

 

Job seeker has specified a vocational goal (long-term employment 

goal) but does not accept/ agree that he/she will need an entry-

level job as a short-term employment goal.  

 

Job seeker has a clear vocational or employment goal and a 

realistic plan for achieving that goal.  

 

 

 

 

 

 

 

 

    0 

 

   

   1 

 

 

 

   2 

 

 

 

   3 
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A9 Skills necessary to achieve employment 

goal 

Job seeker has little or no skill or experience for their employment 

goal. 

 

Job seeker has commenced volunteer work, a work-training 

placement and/ or a training course relevant to their employment 

goal. 

 

Job seeker has recent experience and/ or training necessary for 

their employment goal 

 

Job seeker has all the necessary skills and experience to apply for 

and achieve their employment goal.   

    0 

 

 

    1 

 

 

    

    2 

 

 

    3 

A10 Accessibility of employment goal  Job seeker’s employment goal is in an area, which is highly 

competitive with few jobs available.  

 

Jobs in the area of the job seeker’s employment goal are available 

but will require the job seeker to travel long distances or relocate. 

 

Jobs in the area of the job seeker’s employment goal are readily 

available by car but and the job seeker is dependent on public 

transport. 

Jobs in the area of jobs seeker’s employment goal are readily 

available and easily accessible to the Job seeker. 

    0 

 

    

   1 

 

 

   2 

 

 

   3 
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A11 Time management skills when job 

seeking 

Job seeker has difficulty scheduling appointments and confuses 

meeting times sometimes missing or arriving late to appointments. 

 

Job seeker is punctual to appointments with rehabilitation 

professional but unable to prioritize appointments times based on 

their relative importance.  

 

Job seeker attends all appointments, group activities and schedules 

medical appointments around job seeking activities. 

 

Job seeker consistently and independently manages time 

effectively and efficiently, recognizing priorities and the need to 

fit all other activities around the requirements of job seeking. 

    0 

 

  

    1 

 

 

 

    2 

 

 

    3 

 

 

A12 Access job advertisements  Job seeker accesses jobs from newspaper advertisements or shop 

windows but not the Internet. 

 

Job seeker accesses jobs from newspapers and shop windows and 

can search Internet job site with assistance. 

 

Job seeker accesses jobs from newspaper and electronic sources 

independently. 

    0 

 

    1 

 

 

    2 

 

 

A13 Resume skills Job seeker knows what a resume is but needs assistance in all 

aspects of resume development.  

 

Job seeker has typed a resume but requires assistance to update 

and tailor it for particular job applications. 

 

Job seeker has typed there own resume and has demonstrated that 

they can tailor it to suit the requirements of different job 

applications. 

    0 

 

    

    1 

 

 

    2 
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A14 Identify potential employers to canvas Job seeker is unable to identify potential employers to canvas. 

 

Job seeker can identify potential employers to canvas from the 

phone book or Internet with assistance from their rehabilitation 

professional. 

 

Job seeker can list potential employers to canvas independently 

when asked to do so. 

    0 

 

    1 

 

 

   

   2 

 

A15 Canvas for jobs  Job seeker is unable to canvas potential employers by either mail 

or telephone.  

 

Job seeker can draft a canvassing letter but is unable to canvas 

potential employers by phone. 

 

Job seeker can canvas potential employers by either phone or 

letter. 

 

In addition to canvassing by mail and telephone, job seeker can 

walk into the business of a potential employer and canvass for 

employment face to face. 

    0 

 

   

    1 

 

 

    2 

 

 

    3 

 

 

A16 Complete Job applications  Job seeker requires assistance to complete all job application. 

 

Job seeker can complete written job application forms but requires 

assistance with online applications and writing letters to 

accompany job applications. 

 

Job seeker can complete standard job applications, online and in 

writing including letters of application. Job seeker still requires 

assistance to complete applications, which involve evidence of 

how they meet the key competencies for a particular role. 

 

Job seeker can independently complete all aspects of job 

applications at all levels. 

    0 

 

    1 

 

 

     

    2 

 

 

 

 

    3 
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A17 Submit job applications Job seeker requires assistance to submit job applications in any 

form. 

 

Job seeker can fax or post their resume as requested for job 

applications but requires assistance for all electronic submissions. 

 

Job seeker can independently submit their resume by post, fax and 

as an email attachment but requires assistance for more difficult 

online applications. 

 

Job seeker can submit all job application including online 

applications independently 

    0 

 

  

    1 

 

 

    2 

 

 

    

    3 

 

A18 Work References  Job seeker has no work referees. 

 

Job seeker has one work referee. 

 

Job seeker has two work referees from places they worked at more 

than one year ago. 

 

Job seeker has two work referees, at least one of which is for a job 

completed during the last year. 

    0 

 

    1 

 

    2 

 

 

    3 

A19 Explanation of gaps in employment due 

to disability 

Job seeker has no feasible explanation for their employment gaps 

and does not wish to disclose that he/ she is disabled. 

 

Job seeker has partially developed an explanation for their 

employment, which does not include any disclosure. 

 

Job seeker had developed a feasible explanation for gaps in their 

employment. Explanation may include some disclosure such as I 

have recovered from an illness or I am looking for a different type 

of work because I can no longer lift heavy items. 

 

Job seeker has feasible explanation for their employment gaps and 

can clearly explain the nature of their disability in a positive way 

if required. 

    0 

 

 

    1 

 

 

    2 

 

 

     

 

    3 
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A20 Physical Presentation. Job presents at appointments poorly dressed, poorly groomed with 

evidence suggesting they require advice about personal hygiene. 

 

Job seeker is accepting advice bout how to improve their physical 

presentation and has agreed to financial assistance to improve 

their presentation at appointments and for job interviews. 

 

Job seeker has demonstrated that they can present themselves 

suitably for a job interview but attends meetings at CRS Australia 

inappropriately dressed.  

 

Job seeker is always well groomed and presents themselves 

appropriately at all times. 

    0 

 

   

    1 

 

 

     

    2 

 

 

    

   3 

 

A21 Verbal skills as they relate to finding 

work. 

Job seeker has limited verbal communication skills; uses poor 

grammar and incorrect words. This could be due to lack of 

confidence, limited education or a communication disorder due to 

their disability.  

 

Job seeker can speak clearly in one to one situations but has 

reduced confidence when speaking on the phone. Phone 

communication features lack of clarity due to their not explaining 

things sufficiently or because they talk too much. 

 

Job seeker can speak fluently and articulately both on the phone 

and in person but become nervous and require support when 

talking to potential employers. 

 

Job seeker is confident in all aspects of verbal communication and 

will independently and articulately contact employers and 

advocate for a job. 

  

    0 

 

   

 

 

   1 

 

 

 

 

   2 

 

 

    

   3 
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A22 Interview skills Job seeker has no recent experience at a job interview and 

demonstrates little or no knowledge of the skills necessary to 

succeed at interview. 

 

Job seeker has learned how to present him or herself at interview 

through coaching or past practice but has not had a job interview 

in more than 1 year. 

 

Job seeker has had at least one recent, unsuccessful job interview 

from which they have received positive feedback. 

 

Job seeker has presented at two or more formal job interviews and 

has been successfully employed on at least one occasion. A job 

seeker can be proficient at job interviews but remain unable to 

keep the subsequent job. 

    0 

 

    

 

    1 

 

 

    

    2 

 

 

    3 

 

 

 

A23 Time management skills when working 

 

Job seeker has not considered how they will manage their 

commitments outside of work, particularly those necessary or the 

ongoing management of their disability( i.e.. gym program, 

counselling support) 

 

Job seeker has started to plan how they will manage their time 

commitments outside of work although they still lack insight into 

the full time commitment required for them to succeed at work.  

 

Job seeker has chosen work, which will allow hem to continue to 

manage their disability and see support people without interfering 

with their work hours. 

 

Job seeker is currently working and successfully meeting all their 

time commitments outside of work. 

    0 

 

  

 

 

    1 

 

 

 

    2 

 

 

 

    3 
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A24 Managing Behaviour (e.g. aggression, 

verbosity, swearing) 

Job seeker is aware of their behavioural issues, which impinge on 

their ability to work, but has made no effort to adjust their 

behaviour to suit a work environment. 

 

Job seeker is learning behavioural change strategies (anger 

management, modifying verbosity and/ or tangential speech) but 

struggling to generalize these strategies to new situations.  

 

Job seeker has managed to modify their behaviour sufficiently for 

employment or has no significant behavioural issues, which would 

affect their ability to keep a job. 

    0 

 

   

 

    1 

 

 

 

    2 

 

 

A25 Adapt to the physical and mental needs 

of a work environment 

Job seeker is keen to work but will have difficulty adapting  to a 

work environment due one or more of the following:  

 Difficulty learning and maintaining new skills  

 Difficulty with sustained concentration 

 Insufficient physical or mental ability to complete tasks. 

 

Job seeker has adopted strategies and/ or improved their physical 

ability to adapt to a work environment. 

 

Job seeker has either demonstrated through work training or paid 

work that they can adapt to the physical and mental needs of a 

work environment. 

    0 

 

    

 

 

 

    1 

 

 

    2 

A26 Interpersonal Skills necessary to keep 

work 

 Job seeker is socially isolated, lacks confidence and has difficulty 

attending group activities related to their program.  

Job seeker has some close friends and/or family and attends at 

least one group activity but lacks confidence in their ability to 

interact with others.  

 

Job seeker has demonstrated sound interpersonal skills, relating 

well to others during volunteer work or group activities. 

 

Job seeker has demonstrated the interpersonal skills necessary to 

keep paid employment. Job seeker is currently working or has had 

positive feedback from a work-training placement. 

    0 

 

     

    1 

 

 

     

    2 

 

    3 
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Pilot Assessment of Job Seeker Employability 

 

Instructions 

This assessment is designed to provide an estimate of a job 

seeker’s employability based on competencies derived from the 

choose get keep model of vocational rehabilitation.  

Please use your professional judgement to complete each 

assessment item based on all the information you currently 

have about this Job Seeker and indicate next to each item the 

type of evidence you used. Please note any additional 

categories of evidence you have used under ‘other sources. 

 

Assessor Identification 

  

1. Name of the Professional completing this assessment: 

            

             

2. Please state your position and professional qualifications: 

            

             

3. Date the Assessment was completed:      

       

Job Seeker Identification 

4. Initials of the Job seeker:       

5. Is the Job seeker Male or Female (Please Circle) 

6. What is the D.O.B of the Job seeker?      

7. What is the date the job Seeker commenced their program:      

      

8. Please describe the nature of this job seeker’s illness, injury 

or disability:           
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Basic Skills 

Item  Description Performance 

Indicators 

score Evidence 

1. Spoken 

English 

Job seeker uses an 

interpreter for all oral 

communication 

 

Job seeker can 

communicate orally 

without an interpreter 

but confuses some words 

and has trouble 

understanding others. 

 

Job seeker speaks and 

understands spoken 

English without 

difficulty 

     0 

 

 

   

   1 

 

 

 

 

 

     2 

Observation 

 

Conversation 

 

Self-report 

 

Other 

sources 

  2. Reading 

English 

Job seeker is unable to 

read English without 

assistance 

 

Job seeker can read basic 

English text but needs 

assistance with more 

difficult words or 

concepts 

 

Job seeker Reads English 

without difficulty 

     0 

 

 

      

     1 

 

 

 

 

    

     2 

Observation 

 

Reading out 

loud 

 

Self-report 

 

Other 

sources 

   3. Computer 

literacy 

Job seeker is unable to 

independently use a 

computer for any 

purpose 

 

Job seeker is able to 

access the internet and 

send and receive email 

with assistance. 

 

Job seeker is able to 

access the internet and 

send and receive email 

independently. 

 

Job seeker is able to 

access the internet and 

submit a job application, 

including attaching files, 

by email. 

 

Job seeker is able to 

carry out all computer 

based job seeking tasks, 

including online 

applications, 

independently. 

      0 

 

 

       

 

      1 

 

 

 

 

 

      2 

 

 

 

 

   

      3 

 

 

 

      4 

 

Observation 

 

Self-report 

 

accreditatio

n from 

courses 

Completed 

 

Other 

sources 
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Personal qualities 

Item  Description Performance 

Indicators 

score evidence 

1. Attitude to 

finding work 

Job seeker believes that  

they cannot work at all. 

 

job seeker states that they 

 want to find work but is 

unsure if they will be able 

to.  

 

Job seeker states that they 

want to work but needs 

reassurance. to remain 

positive. 

   

Job seeker has a positive  

attitude to finding work 

 and is actively job seeking.  
 

     0 

 

 

 

    1 

 

 

 

     

     2 

 

 

 

 

     3 

 

 

 

 

 

      

Observation 

 

Self-report 

 

Attendance 

 

Other 

sources 

 

 

2. Motivation to 

find work.  

 

Job seeker has no 

motivation to find work  

 

 

Job seeker states they are 

motivated to find work but 

their engagement on job 

seeking tasks varies. 

 

Job seeker states they are 

motivated to find work  and 

demonstrates this by 

attending appointments and 

following through with job 

seeking activities between 

set appointments 

 

Job seeker demonstrates 

their motivation to work by 

actively participating in all 

aspects of their program 

including initiating their 

own job seeking activities. 

 

    0 

 

 

 

 

     1 

 

 

 

 

     2 

 

 

 

 

 

      

    3 

Observation 

 

Self-report 

 

Participation 

in vocational 

activities 

 

Participation 

in job seeking 

activities 

 

Other 

sources 
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Personal qualities 

Item  Description Performance 

Indicators 

score evidence 

3. Time 

Management 

 

Job seeker does not manage 

their time well enough to 

schedule and attend 

regular appointments.  

 

Job seeker manages their 

time well enough to attend 

appointments related to 

their rehabilitation 

 

Job seeker manages their 

time well enough to carry 

out job seeking tasks 

independently and attend 

rehabilitation 

appointments  

 

Job seeker manages their 

time well enough to attend 

work but has difficulty 

meeting their commitments 

outside of work hours  

 

Job seeker manages their 

time such that they can 

meet all their work and 

personal commitments  

 

   0 

 

 

 

 

 

 

     1 

 

 

 

 

     2 

 

 

 

 

 

 

 

      3 

 

 

 

 

 

      4 

Organizing 

appointments 

 

Missed or 

rescheduled 

appointments 

 

Double 

booking  

 

Completing 

set tasks 

 

Punctuality 

 

Attendance 

 

Other 

sources 

   4. Work 

References. 

 

Job seeker has no work 

referees. 

 

Job seeker has one work 

referee 

 

Job seeker has two work 

referees 

 

Job seeker has two or more 

work referees for one 

area of employment 

 

Job seeker has three or 

more work referees which 

can be used for more than 

one area of employment 

 

      0 

 

 

     1 

 

 

      2 

 

 

      3 

 

 

 

      4 

Resume 

 

Job seeker 

feedback 

 

Job seeker 

willingness 

to check 

referees 

 

Confirmation 

from 

referees 

 

Other 

sources 
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Choose Items 

 

Item  Description Performance 

Indicators 

score evidence 

 1. Psychosocial 

issues that 

impact on the 

job seekers 

ability to 

work. 

 

Job seeker has several 

psychosocial issues which 

restrict their ability to 

work. 

 

Job seeker has 

psychosocial issues but is 

managing them well enough 

to work. 

 

Job seeker has no 

psychosocial issues which 

inhibit their ability to work  

 

     0 

 

 

 

 

     1 

 

 

 

 

 

     2 

Self report 

 

Information 

from medical 

practitioners 

 

Reports from 

other parties 

 

Self report 

 

Other 

sources 

 

 

  2. Knowledge of 

illness, injury 

or disability 

 

Job seeker denies or does 

not accept that they have a 

disability. 

 

Job seeker accepts they 

have a disability  

 

Job seeker can describe 

how their disability affects 

their daily life. 

 

Job seeker can explain how 

their disability restricts 

them in a work environment 

 

Job seeker can explain how 

they could manage their 

disability when they are 

working. 

 

 

      0 

 

 

 

      1 

 

 

 

      2 

 

 

 

      

       3 

 

 

 

 

       4 

Self report 

 

Information 

from medical 

practitioners 

 

Reports from 

other parties 

Medical and 

psychologica

l reports 

 

Other 

sources 

  3. 

 

 

 

 

 

 

 

 

 

 

 

Knowledge of 

what it is like 

to work 

 

 

 

 

 

 

 

 

 

Job seeker denies or is 

unaware  how working will 

affect their weekly routine  

 

Job seeker acknowledges 

that work will affect their 

current lifestyle but has 

not planned how they will 

manage their non work 

commitments when working. 

 

 

      0 

 

 

 

      

       1 

 

 

 

 

      

 

Self report 

 

Work 

experience 

 

Reaction to 

job offers 

 

Other 

sources 
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  3. 

 

Knowledge of 

what it is like 

to work 

 

 

Job seeker has planned 

how they will meet their 

regular non-work 

commitments when working.  

 

      2 

 

   

   4. Transferable 

skills for 

work 

 

Job seeker has no 

transferable skills   

 

Job seeker has a range of 

transferable skills, which 

have not been used for a 

year or more 

 

Job seeker has a range of 

transferable skills, which 

have been used during the 

last year. 

 

Job seeker has all the 

transferable skills 

necessary for them to 

obtain work. 

 

      0 

 

 

       1 

 

 

 

 

       2 

 

 

 

 

       3 

Self report 

 

Observation 

 

Volunteer 

work 

 

Previous 

training 

 

Work 

experience 

 

Other 

sources 

   5. Skills 

necessary to 

achieve 

employment 

goal 

 

Job seeker has no 

employment goal 

 

Job seeker does not have 

the skills necessary to 

achieve their employment 

goal. 

 

Job seeker is undertaking 

skill development 

(volunteer work, work 

experience or a training 

course) for their 

employment goal. 

 

Job seeker has gained 

recent experience and/ or 

training in the skills 

necessary for their 

employment goal 

 

Job seeker meets all the 

essential requirements for 

their employment goal 

 

 

      0 

 

 

      1 

 

 

 

       2 

 

 

 

 

 

      3 

 

 

 

 

 

      4 

 

 

Self report 

 

Observation 

 

Volunteer 

work 

 

Previous 

training 

 

Work 

experience 

 

Feedback 

from 

referees 

 

Other 

sources 

   6. 

 

 

 

 

 

 

 

Accessibility 

of employment 

goal  

 

 

 

 

 

Job seeker has no 

employment goal 

 

Jobs in the area of the job 

seeker's employment goal 

have limited availability 

 

 

       0 

 

 

       1 

 

 

 

 

Self report 

 

Labour 

market 

research 

 

Street 

directory 
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   6. 

cont. 

 

Accessibility 

of employment 

goal  

 

Jobs in the area of the job 

seekers employment goal 

are available but are 

difficult to access.  

 

 

Jobs in the area of the job 

seeker’s employment goal 

are available and 

accessible. 

 

Jobs in the area of jobs 

seeker’s employment goal 

are readily available and 

easily accessible to the Job 

seeker. 

 

 

      2 

 

 

 

 

 

      3 

 

 

 

 

      4 

 

Public 

transport 

directory 

 

 

Other 

sources 

 

 

Please add any additional information 

relevant to this jobseeker’s ability to make an 

employment choice 
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Get Items 

Is this jobseeker currently job seeking? Y or N 

 

Item  Description Performance 

Indicators 

score evidence 

  1 Resume’ skills 

 

Job seeker does not have a 

resume 

 

Job seeker has an old 

resume which needs 

updating. 

 

Job seeker has an up to 

date resume which needs to 

be modified for different 

jobs. 

 

Job seeker has an up to 

date resume which has been 

tailored for particular 

jobs. 

 

Job seeker has 

demonstrated that they 

can tailor their own 

resume to meet the 

requirements of different 

jobs. 

 

     0 

 

 

 

     1 

 

 

 

      2 

 

 

 

 

 

       3 

 

 

 

 

       4 

 

Self report 

 

Observation 

 

Completed 

job 

applications 

 

File 

information 

 

Other 

sources 

  2 Job search 

skills 

 

Job seeker does not search 

for jobs. 

 

Job seeker requires 

assistance to search for 

jobs.  

 

Job seeker is able to search 

for some jobs 

independently but requires 

assistance for others. 

 

Job seeker searches for 

jobs from newspapers and 

electronic sources 

independently. 

 

Job seeker searches for 

jobs and follows up 

potential employers 

independently (by phone or 

in person) 

     0 

 

 

 

     1 

 

 

 

      2 

 

 

 

       3 

 

 

 

 

       4 

 

Self report 

 

Observation 

 

Completed 

job 

applications 

 

File 

information 

 

Other 

sources 
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Item  Description Performance 

Indicators 

score evidence 

  3 Job application 

skills 

 

Job seeker does not submit 

job applications 

 

Job seeker needs 

assistance to prepare and 

submit job applications  

 

Job seeker can 

independently submit job 

applications that require 

their resume and a brief 

cover letter or fax. 

 

Job seeker’s can submit job 

applications involving more 

than a resume and brief 

application letter with 

assistance (e.g. selection 

criteria or online 

applications) 

 

Job seeker can 

independently submit all 

types of job applications. 

 

    0 

 

 

     1 

 

 

 

      2 

 

 

 

 

 

       3 

 

 

 

 

 

 

 

      4 

 

 

Self report 

 

Observation 

 

Completed 

job 

applications 

 

File 

information 

 

Other 

sources 

  4 Interview 

skills. 

 

Job seeker has not 

attended a real or mock job 

interview. 

 

Job seeker needs 

assistance with their 

physical and verbal 

presentation skills for job 

interviews. 

 

Job seeker is well 

presented, well groomed 

and has practiced their 

interview skills. 

 

Job seeker has presented 

at two or more formal job 

interviews and has been 

successfully employed on 

at least one occasion 

 

Job has had a successful 

job interview and is 

currently employed or is 

about to commence 

employment. 

     0 

 

 

 

     

     1 

 

 

 

     

 

      2 

 

 

 

      

 

      3 

 

 

 

 

    

      4 

 

Self report 

 

Observation 

 

Completed 

job 

applications 

 

File 

information 

 

Mock 

interviews 

 

Feedback 

from job 

interviews 

 

Other 

sources 
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Please add any additional information 

relevant to this jobseeker’s ability to Get a 

job 

            

            

             

            

            

             

            

            

             

            

            

             

Keep Items 

Is this jobseeker currently working? Y or N 

 

Has this jobseeker been employed at any time since commencing 

vocational rehabilitation? Y or N 

 

Item  Description Performance 

Indicators 

score evidence 

  1 Interpersonal 

Skills for 

work 

 

Job seeker’s interpersonal 

skills are not sufficiently 

well developed for them to 

interact with others at 

work. 

 

Job seeker’s interpersonal 

skill are limited by a  lack 

of confidence and they find 

it difficult to meet and 

interact with new people    

 

 Job seeker’s interpersonal 

skills allow them to mix 

confidently with others in 

job seeking groups. 

 

Job seeker is successfully 

employed and is managing 

their interpersonal 

relationships 

     0 

 

 

 

     1 

 

 

 

      2 

 

 

 

 

 

       3 

 

 

      4 

 

    

 

Self report 

 

Observation 

 

File 

information 

 

Work 

experience 

feedback 

 

Feedback 

from 

volunteer 

work 

 

Employment 

feedback 

 

Other 

sources 
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   2 Adapt to the 

physical 

demands of 

work 

 

Job seeker does not have 

the physical capacity to 

work. 

 

Job seeker has increased 

there physical capacity but 

is not yet able to adapt to 

the physical requirements 

of work. 

 

Job seeker has the physical 

capacity to work but has 

not yet tested themselves 

in a work place. 

 

Job seeker is currently 

working and has adapted to 

the physical demands of 

work.   

 

 

     0 

 

 

 

     1 

 

 

 

 

 

      2 

 

 

 

 

       3 

 

Self report 

 

Observation 

 

File 

information 

 

Work 

experience 

placement 

feedback 

 

Feedback 

from 

volunteer 

work 

 

Employment 

feedback 

 

3 Adapt to the 

cognitive 

demands of 

work 

 

Job seeker is unable to 

learn and maintain the 

skills necessary for work 

 

Job seeker is able to learn 

and maintain a few 

structured, repetitive 

tasks 

 

Job seeker is able to 

learn and maintain new 

skills required for their 

job  

 

Job seeker can learn and 

maintain any new skills 

necessary for work 

 

     0 

 

 

 

     1 

 

 

 

 

 

      2 

 

 

 

 

       3 

 

Self report 

 

Observation 

 

File 

information 

 

Work 

experience 

placement 

feedback 

 

Feedback 

from 

volunteer 

work 

 

Employment 

feedback 

 

Other 

sources 

 

   4. 

 

 

 

 

 

 

 

 

Managing 

Behaviour at 

work 

 

 

 

 

 

 

Job seeker’s behaviour 

(anger, verbosity, drinking) 

is incompatible with a work 

place. 

 

Job seeker has improved 

their behaviour but this has 

not been tested at work 

 

Job seeker has no 

behavioural issues which 

would impinge upon their 

ability to work. 

   0 

 

 

 

     

1 

 

 

   

  2 

Self report 

 

Observation 

 

File 

information 

 

Placement or 

employment 

feedback 

 

Other 

sources 
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Please add any additional information 

relevant to this jobseeker’s ability to keep a 

job 

            

            

             

            

            

             

            

            

             



22 October, 2007

Prof P.E. Griffin
Education
The University of Melbourne

Dear Prof Griffin

l,#,
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I am pleased to advise that the Humanities and Applied Sciences Hurnan Ethics Sub-Committee approved the

following Project:

project title: Employability Skitls in the World of Wetfare to Work: A Formative Assessment of
Employability Skills for Vocationa I Rehabilitation

Researchers: Prof P, E, Griffin, Dr S Gillis, G Bull
Ethics ID: 0715637

The Project has been approved forthe period: 19-Oct-2007 to 31'Dec-2O07

It is your responsibility to ensure that all peonle associated with the Proiect are made aware of what has agtuallY

bee[aBprsyed.

Research projects are normally approved to 31 December of the year of approval. Projects may be renewed yearly

for up to a total of five years upon receipt of a satisfactory annual report. If a project is to continue beyond five

years a new application will normally need to be submitted.

Please note that the following conditions applv to your aoproval, Failure to abide by these conditions mav result in

susgension or dis.contin uation of appr,oval,and/qr disqipli nEIy ?qtion.

(a) Limit of Approval: Approval is limited strictly to the research as submitted in your Project application.

(b) Variation to Project: Any subsequent variations or modifications you might wish to make to the Project must
be notifled formally to the Human Ethics Sub-Committee for further consideration and approval. If the Sub-
Committee considers that the proposed changes are significant, you may be required to submit a new application
for approval of the revised Project.

(c) Incidents or adverse affects: Researchers must repoft immediately to the Sub-Commlttee anything which
might affect the ethical acceptance ofthe protocol including adverse effects on pafticipants or unforeseen events
that might affect continued ethical acceptability of the Project. Failure to do so may result in suspension or
cancellation of approval.

(d) Monitoring: All projects are subject to monitoring at any time by the Human Research Ethics Committee,

(e) Annual Repo*: Please be aware that the Human Research Ethics Committee requires that researchers submit
an annual report on each of their projects at the end of the year, or at the conclusion of a project if it continues for
less than this time. Failure to submjt an annual report will mean that ethics approval will lapse.

(f) Auditing: All projects may be subject to audit by members of the Sub-Commitiee.

If you have any queries on these matters, or require additional information, please contact me using the details
below.

Please quote the ethics registration number and the title of the Project in any future correspondence.

On behalf of the Sub-Committee I wish you well in your research.

cc: HEAG Chair - Education

Melbotrrne Hesearch Off ice
The University oi Melbourne Vicioria 30'1 0 Australia
T: +61 3 S344 2000 F: +61 3 934] 6739 W: hitp://w'ww.research.unimelb.eclu.airl



Austmlian Gsvernment

CB,$ Australia CRS Ausffalia

Telephone
Facsimile
ABN

03 92060816
03 9205 0850

65 28t 4ts 387
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\&GregBull
CRS Australia
lnv el 2, Yooralla B"ildi"g
244 Flinden Sueet
I\{ehoume, Vic.,3000

Dear Greg,

RE: Research proiect entided Employability Skills in &e \Yodd of \Yelfarc to \Yodr: A formative

as s es srnent of employability s kills for wc ational rehabiliution

This leuer is to confirm ttnt CRS ,fusualia agrces to assist you wfuh this rcsearch projea byprcviding
access to CRS Arstralia staff and clients.

This agreement is subject to the following condfuions:

t. Ethics cleannce is provided byth. Univeniryof NGlboume Ethics Review C-omminee. Please

fomrarrd a copyof this clearance to:

AlisonAngleton
I\{anager Innovative Suategies

CRS Ausuatia

I*vel 49, 360 Elizaberh Sueet

lv[elboume, Vic.,3000

2. iModifications to the information sheets to clients be underaken as advised via email 17 fu1y2007.

3. Should clients be requested to demonstrate an emplopbilfuy sliill that the RC has not )€t
observed such as complete a job application or make a telephone call to a potential errployer, this
is to occur at an appropriate tirne in the rehabiliation plan not as a specific rcquirement of the
research. Seleaion of clients for panicipation in fie sudy needs to take this into accouff. The
selecdon of clients N :d1e ear{y sages of their rehabilfuation prognm is ,rnlikeb, to enable

rehabilitation consulurrts to assess emplopbiliryskills in the sarrr unayas tlrose clients vzho have

developed these skills in the coune of theirvocational rchabiliation program
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4. Anyinformation gathered in the coune of this research project about CRS A,lrstralia clients v/ill be
deidentified ie individual clients will not be able to be recognised

5. As offered in the prcjea prcposal, the fo[owing benefis to CRS Australia will be provided byth.
researchen

o A copy of the written research project report to CRS Ar:stralia staff at the projeccs
completion

r Brief three monthlyprogress reporrs to CRS Ausualia.

6. Approval byCRS Australia is required for anypublications associated wirh the research.

7. Anydata published in rhis snrdyis to be unidentified

8. Researcherto pnrvide copies of publication reprints.

Please note that should the protocol of the research project change from the form in vzhich ir was
approved CRS A*sualia reserves the right to rcrrzrcr approval

If you have any queries, please conact nre on 03 9206 0816. I wish you atl the best with ycur resea:ch
prcjecr

Yours sincerely

National Servi,:e Delivery
CRS Ausuztia

cc:: JanBprs
Divisional lvlanager

CRS Arso:alia Vicroria and Tasmania

a ?age2



VVVOOOLLLUUUNNNTTTEEEEEERRRSSS   WWWAAANNNTTTEEEDDD   

   
 
Would you like to be part of a project aimed at helping 

improve the way we help you find a job? 

 

As part of a research study developed between CRS 

Australia and the University of Melbourne we are 

looking for people who are willing to allow their 

rehabilitation consultant to provide information about 

their vocational rehabilitation program to help develop 

an assessment of employability skills. 

 

Any information provided will remain strictly 

confidential. All you will be asked to do is give 

permission for your rehabilitation consultant to answer 

questions about your employability skills. 

 

IIIfff   yyyooouuu   wwwooouuulllddd   llliiikkkeee   tttooo   bbbeee   pppaaarrrttt   ooofff   ttthhhiiisss   iiimmmpppooorrrtttaaannnttt   ppprrrooojjjeeecccttt   

pppllleeeaaassseee   aaassskkk   yyyooouuurrr   RRReeehhhaaabbbiiillliiitttaaatttiiiooonnn   CCCooonnnsssuuullltttaaannnttt   fffooorrr   fffuuurrrttthhheeerrr   

dddeeetttaaaiiilllsss...   
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Professor Patrick Griffin   Mr. Gregory J. Bull  

Director of ARC   Doctoral Student 

University of Melbourne  University of Melbourne 

Ph. 83442898  Ph: 0418306132 

 

 

Project: Employability Skills in the World of Welfare to Work: A Formative Assessment of  

  Employability Skills for Vocational Rehabilitation 

 

Introduction 

As a rehabilitation professional working with CRS Australia, you are eligible to participate as 

an assessor in a doctoral research project sanctioned by CRS Australia and the University of 

Melbourne. The aim of this study is to investigate the skills considered necessary for job 

seekers participating in vocational rehabilitation to find and keep employment. The 

Melbourne University Human Research Ethics Committee and the CRS Australia Research 

and Evaluation Committee have approved this project.   

 

What will I be asked to do? 
Should you agree to participate, you will be asked to explain this project to your current 

clients who volunteer to participate, provide them with a plain English statement outlining the 

nature of the study and obtain permission for them to become job seeker participants. You 

will then be asked to complete the assessment of employability skills by making professional 

judgements about the level of their current employability skills. Although most of the 

information you will need will be available from past observations of your abilities during 

your rehabilitation program, you may need to ask job seeker participants to demonstrate 

specific employability skills such as completing a job application or making a telephone call 

to a potential employer. Since the information needed to complete this assessment forms part 

of most vocational rehabilitation programs we do not anticipate that the total time 

commitment required of you will be more than half an hour per assessment. In addition you 

will be asked to provide general feedback verbally about your assessment the employability 

skills to each job seeker participant that you assess.   

 

If you agree to become a volunteer assessor participant you will be asked to read and 

adhere to the Code of Conduct for Researchers, attached to this statement whilst 

participating in this project. 

 

How will my confidentiality be protected? 

It is the intention of the researcher to acknowledge your valuable assistance in 

completing this project in the final report and any future publications. However if you 

prefer to remain anonymous your name will be excluded from any publication or 

presentation.  
 

How will I receive feedback? 

Feedback about your assessments and the outcome of this study will be provided to you by 

the student researcher. 

http://www.unimelb.edu.au/
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Will participation prejudice me in any way? 

Please be advised that your participation in this study is completely voluntary.  Should you 

wish to withdraw at any stage, or to withdraw any unprocessed data you have supplied, you 

are free to do so without prejudice. Your decision to participate or not, or to withdraw, will be 

completely independent of your role with CRS Australia. 

 

Where can I get further information? 

Should you require any further information, or have any concerns, please do not hesitate to 

contact either of the researchers on the numbers given above.  Should you have any concerns 

about the conduct of the project, you are welcome to contact the Executive Officer, Human 

Research Ethics, The University of Melbourne, on ph: 8344 2073, or fax: 9347 6739. 

 

How do I agree to participate? 

If you would like to participate, please indicate that you have read and understood this 

information by signing the accompanying consent form and returning it to the student 

researcher, Gregory Bull in the envelope provided. 
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THE UNIVERSITY OF MELBOURNE 
 

SCHOOL/DEPARTMENT OF …Education /………………………………………: 
 

CONSENT FORM FOR PARTICIPANTS IN THE PROJECT ENTITLED: 
   

Employability Skills in the World of Welfare to Work: 

 A Formative Assessment of Employability Skills for Vocational Rehabilitation 
 

Name of participant: 

Name of investigator(s): Gregory J. Bull, Dr. Shelley Gillis, Professor Patrick Griffin 

 
1. I consent to participate in the project named above, the particulars of which - 

including details of my role in the assessment data collection procedures have been 
explained to me.  A written copy of the information has been given to me to keep. 

 
2. I authorize the researcher to use for this purpose the assessment data referred to 

under (1) above. 
 
3. I acknowledge that: 
 (a) I have read and understood the Code of Conduct for Research under regulation 

17.1.R8 under statute 17.1.  
 

(b) The possible effects of the assessment data collection procedures have been 
explained to me to my satisfaction. 

 
(c) I have been informed that I am free to withdraw from the project at any time 
without explanation or prejudice and to withdraw any unprocessed data previously 
supplied. 

 
(d) The project is for the purpose of research. 

 
(e) I have been informed that the confidentiality of the information I provide will be 
safeguarded subject to any legal requirements. 

 
4. The assessment data collected during this project will have no affect on decisions 

made about my current or continued employment with CRS Australia. 
 

 
 
 
Signature Date 

 (Participant) 



          
 

Professor Patrick Griffin   Mr. Gregory J. Bull  

Director of ARC   Doctoral Student 

Ph: 0418306132   University of Melbourne 

University of Melbourne  Ph: 0418306132   

Ph. 83442898     

 

 

Project: Employability Skills in the World of Welfare to Work: A Formative Assessment of  

  Employability Skills for Vocational Rehabilitation 

 

Introduction 

We invite you to take part in a research project undertaken at the University of Melbourne and 

supported by CRS Australia. The aim of this study is to investigate the skills considered 

necessary for job seekers participating in vocational rehabilitation to find and keep employment. 

The Melbourne University Human Research Ethics Committee and the CRS Australia Research 

and Evaluation Committee have approved this project.   

 

 

What will I be asked to do? 
As a job seeker, should you agree to participate, you will be asked for permission to allow 

information about your employability skills to be used as data for this project. Although most of 

the information needed will be available from your Rehabilitation Consultant’s observations of 

your abilities, you may be asked to demonstrate specific employability skills such as completing a 

job application or making a telephone call to a potential employer. Since any formal activities 

used for the assessment will form part of your normal rehabilitation program we do not anticipate 

that the total time commitment required of you will be more than that currently required to 

participate in your program. 

 

How will my confidentiality be protected? 

We will protect the confidentiality of your responses to the fullest possible extent. Your name or 

any identifiable details will not appear in any publications related to this research. Your name and 

contact details will be kept in a separate, password-protected computer file from any data that you 

supply. This will only be able to be linked to your responses by the researchers. The data will be 

kept securely at the Faculty of Education at the University of Melbourne for five years from the 

date of publication, before being destroyed. 

 

How will I receive feedback? 

Feedback about your strengths and weaknesses based on this assessment will be provided to you 

by your rehabilitation consultant at your request and may be useful in helping you to find and 

keep employment. 



 

Will participation prejudice me in any way? 

Please be advised that your participation in this study is completely voluntary.  Should you wish 

to withdraw at any stage, or to withdraw any unprocessed data you have supplied, you are free to 

do so without prejudice. Your decision to participate or not, or to withdraw, will be completely 

independent of your rehabilitation program and will have no affect on decisions related to your 

program. 

 

Where can I get further information? 

Should you require any further information, or have any concerns, please do not hesitate to 

contact either of the researchers on the numbers given above.  Should you have any concerns 

about the conduct of the project, you are welcome to contact the Executive Officer, Human 

Research Ethics, The University of Melbourne, on ph: 8344 2073, or fax: 9347 6739. 

 

How do I agree to participate? 

If you would like to participate, please indicate that you have read and understood this 

information by signing the accompanying consent form and returning it in the envelope provided.  

Your rehabilitation consultant will then proceed to gather the evidence necessary to complete the 

assessment. 

 

 

 

 

 

 

 
Ethics 1.3 0715637.2 version 1.10.08 (Information for jobseeker participants) 



 1 

 
 
 
 

THE UNIVERSITY OF MELBOURNE 
 

FACULTY OF EDUCATION 
 

CONSENT FORM FOR PARTICIPANTS IN THE PROJECT ENTITLED: 
   

Employability Skills in the World of Welfare to Work: 

 A Formative Assessment of Employability Skills for Vocational Rehabilitation 
 

Name of participant: 

Name of investigator(s): Gregory J. Bull, Dr. Shelley Gillis, Professor Patrick Griffin 

 
1. I consent to participate in the project named above, the particulars of which - 

including details of the assessment data collection procedures have been explained to 
me.  A written copy of the information has been given to me to keep. 

 
2. I authorize the researcher or assistant to use for this purpose the assessment data 

referred to under (1) above. 
 
3. I acknowledge that: 
 

(a) The possible effects of the assessment data collection procedures have been 
explained to me to my satisfaction. 

 
(b) I have been informed that I am free to withdraw from the project at any time 
without explanation or prejudice and to withdraw any unprocessed data previously 
supplied. 

 
(c) The project is for the purpose of research. 

 
(d) I have been informed that the confidentiality of the information I provide will be 
safeguarded subject to any legal requirements. 

 
3. The assessment data collected during this project will have no affect on decisions 

made about my current or continued access to vocational rehabilitation. 
 

 
 
Signature Date 

 (Participant) 
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Assessment of Job Seeker Employability 
 
General Instructions 
The purpose of this assessment is to provide an estimate of a job seeker’s 
employability based on competencies derived from the Employability Skills 
Framework and the Choose Get Keep model of vocational rehabilitation. The 
items were developed through a paneling process which involved input from 
experienced vocational rehabilitation professionals from the Melbourne Central 
region of CRS Australia.  
 
If you are completing this assessment you will have read the plain English 
statement and given informed consent to act as an assessor participant. All 
volunteer job seeker participants must also have been given the plain English 
statement and given their informed consent. It is recommended that a copy of 
informed consent be placed in the job seeker’s file with a suitable file note. 
 
The signed documentation is to be marked as confidential and returned with the 
assessment [s] to: 

Greg Bull 
289 Toora Gunyah Rd. 
Toora North 
Vic., 3962.   

 
If you have any questions I can be contacted on 0418306132 or by email at: 
g.bull@pgrad.unimelb.edu.au 
 
 

Instructions for Completing the Assessment 
This assessment uses an holistic judgement approach which assumes that 
rehabilitation professionals are able to make a judgement based on evidence 
from observations, file information, feedback from placements and other sources 
to make an accurate assessment of the individual elements which are considered 
indicative each job seeker’s employability. 
 
Please use your professional judgement to complete each assessment item 
based on all the information you currently have about this Job Seeker and 
indicate next to each item the type of evidence you have used.  
 
Please make a note of any additional categories of evidence you have used 
under ‘other sources’. 
 
Please add any additional relevant information in the areas provided. 
 

mailto:g.bull@pgrad.unimelb.edu.au
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Assessor Participant Information 
 

1. Please provide your name or initials before completing this assessment: 

            

             

2. Please state your position and professional qualifications: 

            

             

 

3. What date was this assessment completed:       

      

Job Seeker Participant Information 

4. What are the job seeker’s initials?        

5. What is the sex of the job seeker? Male or Female (Please Circle) 

6. What is the D.O.B of the job seeker?      

7. What is the date the job Seeker commenced their program?      

8. Please describe the nature of this job seeker’s illness, injury or disability.  

            

            

            

             

9. Is this jobseeker currently job seeking? Please circle Y or N 

10. Is this jobseeker currently working? Please circle Y or N 

11. Has this jobseeker been employed at any time since commencing vocational 

rehabilitation? Please circle Y or N 
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Basic Literacy Skills 
 
Item  Description Performance Indicators score Evidence 
1. Spoken English Job seeker has minimal spoken 

English; requires an interpreter 
for phone and face to face 
communication 
 
Job seeker has limited spoken 
English; does not need an 
interpreter but has limited 
English vocabulary. 
 
Job seeker speaks and 
understands spoken English 
competently. 
 

     0 
 
 
   
   
    1 
 
 
 
 
 
     2 

Observation 
 
Conversation 
 
Self-report 
 
Other sources 

  2. Reading English Job seeker has minimal reading 
skills; is unable to read more 
than a few basic words without 
assistance. 
 
Job seeker has limited reading 
ability; can read essential 
information in a slow and effortful 
way; needs assistance with more 
difficult words.  
 
Job seeker reads English 
competently and without 
difficulty. 
 

     0 
 
 
      
  
    1 
 
 
 
 
    
     2 

Observation 
 
Reading out loud 
 
Self-report 
 
Other sources 

   3. Written English Job seeker has minimal written 
English/ can write and spell their 
name and a few essential words. 
 
Job seeker has limited written 
English/ can complete written job 
applications but needs 
assistance with spelling and 
grammar. 
 
Job seeker has competent 
written English skills/ can 
complete written job applications 
independently. 

      0 
 
 
       
 
      1 
 
 
 
 
 
      2 
 
 
 
 
   
 

Observation 
 
Self-report 
 
Accreditation 
from courses 
Completed 
 
Other sources 
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Computer literacy related to job seeking 
 
   4. Computer skills Job seeker is unable to 

independently use a computer 
for any purpose 
 
Job seeker is able to access the 
internet and send and receive 
email with assistance. 
 
Job seeker is able to access the 
internet and submit a job 
application, including attaching 
files, by email. 
 
Job seeker is able to carry out all 
computer based job seeking 
tasks, including online job 
applications, independently. 
 

   
    0 
 
 
      
    1 
 
 
    
    2 
 
 
 
     3 
 
 
 
    
 

Observation 
 
Self-report 
 
Feedback from 
job seeking or 
basic computer 
groups 
 
Accreditation 
from completed 
courses  
 
Other sources 

 
 
Personal qualities 
 
Item  Description Performance Indicators Score Evidence 
5. Attitude to finding 

work 
Job seeker has the attitude that (or 
believes that) they cannot work at 
all. 
 
Job seeker states that they want to 
find work but they are unsure if they 
will be able to. 
 
Job seeker states that they want to 
work but they need frequent 
reassurance to remain positive. 
 
Job seeker has a consistently 
positive attitude to finding work. 
 
 
 
 
 
 
 
 
 

   
    0 
 
 
    1 
 
 
     
     2 
 
 
 
     3 
      
 

Observation 
 
Self-report 
 
Attendance at 
interviews and 
job seeking 
activities 
 
Other sources 
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Item  Description Performance Indicators Score Evidence 

6. Motivation to find 
work.  
 

Job seeker is not motivated to find 
work.  
 
Job seeker states they are 
motivated to find work but their 
engagement in job seeking tasks is 
inconsistent (varies). 
 
Job seeker states they are 
motivated to find work and 
demonstrates this by attending 
appointments and following through 
with job seeking activities between 
set appointments. 
 
Job seeker demonstrates their 
motivation to work by actively 
participating in all aspects of their 
program including initiating their 
own job seeking activities. 
 

     0 
 
 
 
     1 
 
 
 
 
     2 
 
 
 
 
 
      
     3 

Observation 
 
Self-report 
 
Participation in 
vocational 
activities 
 
Participation in 
job seeking 
activities 
 
Other sources 
 

7. Time Management 
 

Job seeker does not manage their 
time well enough to schedule and 
attend regular appointments.  

 
Job seeker manages their time well 
enough to attend appointments 
related to their rehabilitation. 

 
Job seeker manages their time well 
enough to carry out job seeking 
tasks independently and attend 
vocational rehabilitation 
appointments.  

 
Job seeker manages their time well 
enough to attend work but has 
difficulty meeting their commitments 
outside of work hours.  

 
Job seeker manages their time 
such that they can meet all their 
work and personal commitments.  

 
 
 
 
 

  
     0 
 
 
 
     1 
 
 
 
 
     2 
 
 
 
 
 
   
     3 
 
 
 
 
      4 

Organizing 
appointments 
 
Missed or 
rescheduled 
appointments 
 
Double booking  
 
Completing set 
tasks 
 
Punctuality 
 
Attendance 
 
Other sources 
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Item  
 

Description Performance Indicators Score Evidence 

 
 8. 

 
Evidence of a 
successful work 
history. 
 

 
Job seeker has no recent work 
history and no work referees. 
 
Job seeker has one work referee 
which indicates a successful work 
history. 
 
Job seeker has two work referees 
which indicate a successful work 
history but they are in different 
areas of work. 
 
Job seeker has two or more work 
referees which indicate they have 
worked successfully in one 
particular area of employment. 
 
 

       
    0 
 
 
    
    1 
 
 
     
     2 
 
 
      
 
     3 
 
 
 
   

 
Resume’ 
 
Job seeker 
feedback 
 
Phone contact 
with referees 
 
Job seeker’s 
willingness to 
check referees 
 
Confirmation 
from referees 
 
Other sources 

 
 
Please add any additional information relevant to this 
jobseeker’s personal qualities which you believe are 
relevant to their employability. 
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Choose Items 
Item  
 

Description Performance Indicators Score Evidence 

 9. Psychosocial 
issues that impact 
on the job seekers 
ability to work. 
 

Job seeker has several 
psychosocial issues which restrict 
their ability to work. 
 
Job seeker is managing to deal with 
their psychosocial issues well 
enough to look for work. 
 
Job seeker’s psychosocial issues 
don’t inhibit their ability to work or 
look for work.  
 
 

    
     0 
 
 
 
     1 
 
 
 
     2 

Self report 
 
Information from 
medical 
practitioners 
 
Reports from 
other parties 
 
Other sources 
 
 

 10. Knowledge of 
illness, injury or 
disability 
 

Job seeker denies or does not 
accept that they have a disability. 

 
Job seeker accepts that they have a 
disability but cannot explain how it 
impacts on their daily life.  

 
Job seeker can describe how their 
disability affects their daily life. 

 
Job seeker can explain how their 
disability restricts or would restrict 
them in a work environment 

 
Job seeker manages their disability 
when job seeking and demonstrates 
or can explain how they can or 
could manage their disability when 
they are working. 

 

    
    0 
 
 
     1 
 
 
 
       
     2 
 
 
      
      3 
 
 
 
 
       4 

Self report 
 
Information from 
medical 
practitioners 
 
Reports from 
other parties 
Medical and 
psychological 
reports 
 
Other sources 

  11. 
 
 
 
 
 
 
 
 
 
 
 
   

Knowledge of 
what it is like to 
work 
 
 
 
 
 
 
 
 
 
 

 

Job seeker denies or is unaware 
how working will affect their weekly 
routine.  
 
Job seeker acknowledges that work 
will affect their current lifestyle but 
has not planned how they will 
manage their non work 
commitments when working. 
 
Job seeker has planned how they 
will meet their regular non-work 
commitments when working.  

     
    0 
 
 
      
     
    1 
 
 
 
 
    2 
 
   
 

Self report 
 
Work experience 
 
Reaction to job 
offers 
 
Other sources 
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Item  
 

Description Performance Indicators Score Evidence 

   12. Transferable skills 
for work 
 

Job seeker cannot identify any 
transferable skills.   
 
Job seeker has a range of 
transferable skills which have not 
been used for a year or more. 
 
Job seeker has a range of 
transferable skills which have been 
used during the last year. 
 
Job seeker has all the transferable 
skills necessary for them to obtain 
work. 
 

      0 
 
 
      1 
 
 
 
 
       2 
 
 
 
       3 

Self report 
 
Observation 
 
Volunteer work 
 
Previous training 
 
Work experience 
 
Other sources 

   13. Skills necessary 
to achieve 
employment goal 
 

Job seeker cannot identify an 
employment goal. 
 
Job seeker does not have the skills 
necessary to achieve their 
employment goal. 
 
Job seeker is undertaking skill 
development (volunteer work, work 
experience or a training course) for 
their employment goal. 
 
Job seeker has gained recent 
experience and/ or training in the 
skills necessary for their 
employment goal. 
 
Job seeker has all the essential 
skills for their employment goal. 
 
 

      0 
 
 
      1 
 
 
 
       2 
 
 
 
 
 
      3 
 
 
 
 
      4 
 
 

Self report 
 
Observation 
 
Volunteer work 
 
Previous training 
 
Work experience 
 
Feedback from 
referees 
 
Other sources 

   14. 
 
 
 
 
 
 
 
. 

Accessibility of 
employment goal  
 
 
 
 
 
 

Job seeker cannot identify an 
employment goal. 
 
Jobs in the area of the job seeker's 
employment goal have limited 
availability. 
 
 
Jobs in the area of the job seekers 
employment goal are available but 
are difficult to access.  
 
 
Jobs in the area of the job seeker’s 
employment goal are available and 
accessible. 
 

       
      0 
 
 
      1 
 
 
 
 
      2 
 
 
 
 
       3 
       
 

Self report 
 
Labour market 
research 
 
Street directory 
Public transport 
directory 
 
 
Other sources 
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Please add any additional information relevant to this 
jobseeker’s ability to make an employment choice 
 
            

            

             

            

            

             

            

            

             

            

             

Get Items 
 

Item  Description Performance Indicators Score Evidence 
 

 
 15. 

 
Resume’ skills 

 

 
Job seeker cannot provide a 
resume’. 

 
Job seeker has an old resume’ 
which needs updating. 

 
Job seeker has an up to date 
resume’ which needs to be modified 
for different jobs. 

 
Job seeker has an up to date 
resume’ which has been tailored for 
particular jobs. 

 
Job seeker has demonstrated that 
they can and will independently 
tailor their resume’ to meet the 
requirements of different jobs. 

 
 
 

  
    0 
 
 
 
     1 
 
 
 
      2 
 
 
 
 
      3 
 
 
 
 
       4 
 

 
Self report 
 
Observation 
 
Completed job 
applications 
 
File information 
 
Other sources 
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Item  
 

Description Performance Indicators Score Evidence 

  16. Job search skills 

 
 
 
 
 
 
 
 

Job seeker does not search for 
jobs. 

 
Job seeker searches for jobs with 
assistance.  

 
Job seeker searches for some jobs 
independently but requires 
assistance for others. 
 
Job seeker searches for jobs 
independently. 

 

    
     0 
 
 
 
     1 
 
 
      2 
 
 
      3 
 

Self report 
 
Observation 
 
Job application 
seeking groups. 
 
File information 
 
Other sources 

17. Job seeking using 
media  

Job seeker does not use media to 
search for jobs. 
 
Job seeker searches for jobs from 
newspapers. 
 
Job seeker searches for jobs from 
newspapers and electronic sources. 

 
Job seeker searches for jobs from 
all available media. 
 

    
     0 
 
 
     1 
 
 
      2 
 
 
      3 
 

Self report 
 
Observation 
 
Job seeking 
groups 
 
File information 
 
Other sources 

  18. Job application 
skills 
 

Job seeker does not submit job 
applications 
 
Job seeker needs assistance to 
prepare and submit job applications  
 
Job seeker can independently 
prepare and submit job applications 
that require their resume’ and a 
brief cover letter or fax. 
 
Job seeker can prepare and submit 
job applications involving selection 
criteria and/or complete online job 
applications. 
 
Job seeker can prepare and submit 
all types of job applications. 
 
 
 
 
 
 
 
 

    
     0 
 
 
     1 
 
 
 
      2 
 
 
 
      3 
 
 
 
       4 
 
 

Self report 
 
Observation 
 
Completed job 
applications 
 
File information 
 
Other sources 
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Item  
 

Description Performance Indicators Score Evidence 

  19. 
 
 
 
 
 
 
 
 
 
 
 
   
 
 

Interview skills. 

 
Job seeker has not attended a real 
or mock job interview. 

 
Job seeker needs assistance with 
their physical and verbal 
presentation skills for job interviews. 

 
Job seeker is well presented, well 
groomed and has practiced their 
interview skills. 

 
Job seeker has presented at two or 
more formal job interviews and has 
been successfully employed on at 
least one occasion 

 
Job has had a successful job 
interview and is currently employed 
or is about to commence 
employment. 

  
    0 
 
 
     
     1 
 
 
 
      2 
 
 
 
      
 
      3 
 
 
 
    
      4 
 

Self report 
 
Observation 
 
Completed job 
applications 
 
File information 
 
Mock interviews 
 
 
Feedback from 
job interviews 
 
Other sources 

 
 
Please add any additional information relevant to this 
jobseeker’s ability to Get a job 
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Keep Items 
 

Item  Description 
 

Performance Indicators Score Evidence 

 
 20. 

 
Interpersonal 
Skills for work 

 

 
Job seeker’s interpersonal skills are 
not sufficiently well developed for 
them to interact with others at work. 
 
Job seeker’s interpersonal skill are 
limited by a  lack of confidence and 
they find it difficult to meet and 
interact with new people    
 
 Job seeker’s interpersonal skills 
allow them to mix confidently with 
others in job seeking groups. 
 
Job seeker is successfully 
employed and is managing their 
interpersonal relationships at work. 

  
    
     0 
 
 
 
     1 
 
 
 
      2 
 
 
 
 
       3 
 
 
    
 

 
Self report 
 
Observation 
 
File information 
 
Work 
experience 
feedback 
 
Feedback from 
volunteer work 
 
Employer 
feedback 
 
Other sources 
 
 
 
 
 
 
 
 

   
21. 

 
Adapt to the 
physical demands 
of work 
 

 
Job seeker does not have the 
physical capacity to work. 
 
Job seeker has a limited physical 
capacity which meets the minimum 
physical requirements of work. 
 
Job seeker has the physical 
capacity to work but has not yet 
tested themselves in a work place. 
 
Job seeker is currently working and 
has successfully adapted to the 
physical demands of work.   
 
 
 
 
 
 
 
 

     
     0 
 
 
 
     1 
 
 
 
      2 
 
 
 
 
       3 
 

 
Self report 
 
Observation 
 
File information 
 
Work 
experience 
placement 
feedback 
 
Feedback from 
volunteer work 
 
Employment 
feedback 
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Item  Description 
 

Performance Indicators Score Evidence 

22. Adapt to the 
cognitive 
demands of work 

 

Job seeker is unable to learn and 
maintain the skills necessary for 
work. 

 
Job seeker is able to learn and 
maintain a few structured, repetitive 
tasks for work. 

 
Job seeker is able to learn and 
maintain the skills necessary for 
their job.  

 
Job seeker can learn and maintain 
any new skills necessary for their 
job.  

 

     0 
 
 
 
      
     1 
 
 
 
      2 
 
 
 
 
      3 

 

Self report 
 
Observation 
 
File information 
 
Work 
experience 
placement 
feedback 
 
Feedback from 
volunteer work 
 
Employment 
feedback 
 
Other sources 

 
   23. 
 
 
 
 
 
 
 
 

Managing 
Behaviour at work 
 
 
 
 
 
 

Job seeker’s behaviour (anger, 
verbosity, drinking) is incompatible 
with a work place. 
 
Job seeker’s behaviour is 
compatible with work but has not 
been tested at work. 
 
Job seeker has no behavioural 
issues which would impinge upon 
their ability to work. 
 

  
    0 
 
 
     
    1 
 
 
   
     2 

Self report 
 
Observation 
 
File information 
 
Placement or 
employment 
feedback 
 
Other sources 

 
Please add any additional information relevant to this 
jobseeker’s ability to keep a job 
            

            

            

            

            

             

            

             

 

 



         AAATTT   LLLAAASSSTTT   OOPPPPOORRTTUUNNIITTIIEESS          

FFFOOORRR   RRREEECCCOOOGGGNNNIIIIIITTTIIIOOONNN   OOOFFF   YYYOOOUUURRR   

PPPRRROOOFFFEEESSSSSSIIIOOONNNAAALLL   EEEXXXPPPEEERRRTTTIIISSSEEE               
         RRReeessseeeaaarrrccchhheeerrr   dddiiissscccuuussssssiiinnnggg   ppprrrooojjjeeecccttt   wwwiiittthhh   hhhiiisss   gggoooaaatttsss 

         
               

      AAArrreee   yyyooouuu   aaannn   eeexxxpppeeerrriiieeennnccceeeddd   rrreeehhhaaabbbiiillliiitttaaatttiiiooonnn   ppprrrooofffeeessssssiiiooonnnaaalll   wwwiiittthhh   

eeexxxccceeelllllleeennnttt   jjjuuudddgggeeemmmeeennnttt   ssskkkiiillllllsss???   
 

Do you want to use your professional skills to help 

develop an assessment of employability skills directly 

applicable to your field of expertise? 

 

If the answer to these questions is yes all you need to do 

is to give only 30 minutes of your time to carry out an 

assessment task directly related to your work between 

now and the 30
th

 of September.  
 

The instructions and documentation is provided separately or email 

Greg Bull at g.bull@pgrad.unimelb.edu.au  

mailto:g.bull@pgrad.unimelb.edu.au
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Jobseeker Assessment of Employability Skills (JAES) 

This assessment was designed for use by rehabilitation professionals for 
assessing the employability skills of jobseekers for the purpose of improving 
their employability skills. In its current form it is not to be used for any other 
purpose.  
 

Instructions for Completing the Assessment 
This assessment uses an holistic judgement approach which assumes that 
rehabilitation professionals are able to make a judgement based on evidence 
from observations, file information, feedback from placements and other 
sources to make an accurate assessment of the individual elements which are 
considered indicative each job seeker’s employability. 
 
Please use your professional judgement to complete each assessment item 
based on all the information you currently have about this Job Seeker and 
indicate next to each item the type of evidence you have used.  
 
Please make a note of any additional categories of evidence you have used 
under ‘other sources’. 
 
Please add any additional relevant information in the areas provided. 

Assessor Information 
 

1. Please provide your name or initials before completing this assessment: 

           

            

2. Please state your position and professional qualifications: 

           

            

3. What date was this assessment completed:                  

 

Job Seeker Participant Information 

4. What is the job seeker’s name?        

5. What is the sex of the job seeker? Male or Female (Please Circle) 

6. What is the D.O.B of the job seeker?      

7. What is the date the job Seeker commenced their program?     

8. Please describe the nature of this job seeker’s illness, injury or disability.  

            

             



JAES 

 

 

 

Item  Description Performance Indicators Score Evidence 

(Please circle) 

1. Spoken English Job seeker has minimal spoken 
English; requires an interpreter 
for phone and face to face 
communication 
 
Job seeker has limited spoken 
English; does not need an 
interpreter but has limited 
English vocabulary. 
 
Job seeker speaks and 
understands spoken English 
competently. 
 
 

     0 
 
 
   
   
     1 
 
 
 
 
 
     2 

 
Observation 
 
Conversation 
 
Self-report 
 
Other sources 

  2. Reading English Job seeker has minimal reading 
skills; is unable to read more 
than a few basic words without 
assistance. 
 
Job seeker has limited reading 
ability; can read essential 
information in a slow and effortful 
way; needs assistance with more 
difficult words.  
 
Job seeker reads English 
competently and without 
difficulty. 
 
 

     0 
 
 
      
  
    1 
 
 
 
 
    
     2 

 
Observation 
 
Reading out loud 
 
Self-report 
 
Other sources 

   3. Written English Job seeker has minimal written 
English/ can write and spell their 
name and a few essential words. 
 
Job seeker has limited written 
English/ can complete written job 
applications but needs 
assistance with spelling and 
grammar. 
 
Job seeker has competent 
written English skills/ can 
complete written job applications 
independently. 
 
 
 

      0 
 
 
       
 
      1 
 
 
 
 
 
      2 
 
 
 

 
Observation 
 
Self-report 
 
Accreditation 
from courses 
Completed 
 
Other sources 



JAES 

 

 

   4. Computer skills Job seeker is unable to 
independently use a computer 
for any purpose 
 
Job seeker is able to access the 
internet and send and receive 
email with assistance. 
 
Job seeker is able to access the 
internet and submit a job 
application, including attaching 
files, by email. 
 
Job seeker is able to carry out all 
computer based job seeking 
tasks, including online job 
applications, independently. 
 

   
    0 
 
 
      
    1 
 
 
    
    2 
 
 
 
     3 
 
 
 
    
 

 
Observation 
 
Self-report 
 
Feedback from 
job seeking or 
basic computer 
groups 
 
Accreditation 
from completed 
courses  
 
Other sources 

5. Attitude to finding 
work 

Job seeker has the attitude that 
(or believes that) they cannot 
work at all. 
 
Job seeker states that they want 
to find work but they are unsure 
if they will be able to. 
 
Job seeker states that they want 
to work but they need frequent 
reassurance to remain positive. 
 
Job seeker has a consistently 
positive attitude to finding work. 
 
 

   
    0 
 
 
    1 
 
 
     
     2 
 
 
 
     3 
      

 
Observation 
 
Self-report 
 
Attendance at 
interviews and 
job seeking 
activities 
 
Other sources 
 

6. Motivation to find 
work.  
 

Job seeker is not motivated to 
find work.  
 
Job seeker states they are 
motivated to find work but their 
engagement in job seeking tasks 
is inconsistent (varies). 
 
Job seeker states they are 
motivated to find work and 
demonstrates this by attending 
appointments and following 
through with job seeking 
activities between set 
appointments. 
 
Job seeker demonstrates their 
motivation to work by actively 
participating in all aspects of 
their program including initiating 
their own job seeking activities. 
 
 
 

     0 
 
 
 
     1 
 
 
 
 
     2 
 
 
 
 
 
      
     3 

Observation 
 
Self-report 
 
Participation in 
vocational 
activities 
 
Participation in 
job seeking 
activities 
 
Other sources 
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7. Time Management 
 

Job seeker does not manage 
their time well enough to 
schedule and attend regular 
appointments.  
 
Job seeker manages their time 
well enough to attend 
appointments related to their 
rehabilitation. 
 
Job seeker manages their time 
well enough to carry out job 
seeking tasks independently and 
attend vocational rehabilitation 
appointments.  
 
Job seeker manages their time 
well enough to attend work but 
has difficulty meeting their 
commitments outside of work 
hours.  
 
Job seeker manages their time 
such that they can meet all their 
work and personal commitments.  
 

  
     0 
 
 
 
     1 
 
 
 
 
     2 
 
 
 
 
 
   
     3 
 
 
 
 
      4 

Organizing 
appointments 
 
Missed or 
rescheduled 
appointments 
 
Double booking  
 
Completing set 
tasks 
 
Punctuality 
 
Attendance 
 
Other sources 

 
 8. 

 
Evidence of a 
successful work 
history. 
 

 
Job seeker has no recent work 
history and no work referees. 
 
Job seeker has one work referee 
which indicates a successful 
work history. 
 
Job seeker has two work 
referees which indicate a 
successful work history but they 
are in different areas of work. 
 
Job seeker has two or more work 
referees which indicate they 
have worked successfully in one 
particular area of employment. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

       
    0 
 
 
    
    1 
 
 
     
     2 
 
 
      
 
     3 
 
 
   

 
Resume’ 
 
Job seeker 
feedback 
 
Phone contact 
with referees 
 
Job seeker’s 
willingness to 
check referees 
 
Confirmation 
from referees 
 
Other sources 
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9. Knowledge of 
illness, injury or 
disability 
 

Job seeker denies or does not 
accept that they have a disability. 
 
Job seeker accepts that they 
have a disability but cannot 
explain how it impacts on their 
daily life.  
 
Job seeker can describe how 
their disability affects their daily 
life. 
 
Job seeker can explain how their 
disability restricts or would 
restrict them in a work 
environment 
 
Job seeker manages their 
disability when job seeking and 
demonstrates or can explain how 
they can or could manage their 
disability when they are working. 
 
 

    
    0 
 
 
     1 
 
 
 
       
     2 
 
 
      
      3 
 
 
 
 
       4 

Self report 
 
Information from 
medical 
practitioners 
 
Reports from 
other parties 
Medical and 
psychological 
reports 
 
Other sources 

  10. 
 
 
 
 
 
 
 
 
 
 
 
   

Knowledge of what 
it is like to work 
 
 
 
 
 
 
 
 
 
 
 

Job seeker denies or is unaware 
how working will affect their 
weekly routine.  
 
Job seeker acknowledges that 
work will affect their current 
lifestyle but has not planned how 
they will manage their non work 
commitments when working. 
 
Job seeker has planned how 
they will meet their regular non-
work commitments when 
working.  
 
 
 
 

     
    0 
 
 
      
     
    1 
 
 
 
 
    2 
 
   

Self report 
 
Work experience 
 
Reaction to job 
offers 
 
Other sources 

   11. Transferable skills 
for work 
 

Job seeker cannot identify any 
transferable skills.   
 
Job seeker has a range of 
transferable skills which have not 
been used for a year or more. 
 
Job seeker has a range of 
transferable skills which have 
been used during the last year. 
 
Job seeker has all the 
transferable skills necessary for 
them to obtain work. 
 
 

      0 
 
 
      1 
 
 
 
 
       2 
 
 
 
       3 

 
Self report 
 
Observation 
 
Volunteer work 
 
Previous training 
 
Work experience 
 
Other sources 
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12. 

 
Skills necessary to 
achieve 
employment goal 
 

 
Job seeker cannot identify an 
employment goal. 
 
Job seeker does not have the 
skills necessary to achieve their 
employment goal. 
 
Job seeker is undertaking skill 
development (volunteer work, 
work experience or a training 
course) for their employment 
goal. 
 
Job seeker has gained recent 
experience and/ or training in the 
skills necessary for their 
employment goal. 
 
Job seeker has all the essential 
skills for their employment goal. 
 
 

 
       0 
 
 
      1 
 
 
 
       2 
 
 
 
 
 
      3 
 
 
 
 
      4 
 

 
 
Self report 
 
Observation 
 
Volunteer work 
 
Previous training 
 
Work experience 
 
Feedback from 
referees 
 
Other sources 

   13. 
 
 
 
 
 
 
 
. 

 Is the jobseeker’s 
employment goal 
attainable? 
 
 
 
 
 

Job seeker cannot identify an 
employment goal. 
 
Job seeker can identify an 
employment goal 
 
Job seeker's employment goal is 
available but difficult for them to 
attain. 
 
Job seekers employment goal is 
available and attainable by them.  

       
      0 
 
 
      1 
 
      
      2 
 
 
       
      3 
       
 

 
Self report 
 
Labour market 
research 
 
Street directory 
Public transport 
directory 
 
 
Other sources 

 14. Resume’ skills 

 
Job seeker cannot provide a 
resume’. 

 
Job seeker has an old resume’ 
which needs updating. 

 
Job seeker has an up to date 
resume’ which needs to be 
modified for different jobs. 

 
Job seeker has an up to date 
resume’ which has been tailored 
for particular jobs. 

 
Job seeker has demonstrated 
that they can and will 
independently tailor their resume’ 
to meet the requirements of 
different jobs. 

  
      0 
 
 
 
      1 
 
 
 
      2 
 
 
 
 
      3 
 
 
 
 
       4 
 

Self report 
 
Observation 
 
Completed job 
applications 
 
File information 
 
Other sources 
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  15. Job search skills 

 
 
 
 
 
 
 
 
 

Job seeker does not search for 
jobs. 

 
Job seeker searches for jobs 
with assistance.  

 
Job seeker searches for some 
jobs independently but requires 
assistance for others. 
 
Job seeker searches for jobs 
independently. 

    
     0 
 
 
 
     1 
 
 
      2 
 
 
      3 
 

 
Self report 
 
Observation 
 
Job application 
seeking groups. 
 
File information 
 
Other sources 

16. Job seeking using 
media  

Job seeker does not use media 
to search for jobs. 
 
Job seeker searches for jobs 
from newspapers. 
 
Job seeker searches for jobs 
from newspapers and electronic 
sources. 

 
Job seeker searches for jobs 
from all available media. 
 
 
 
 
 
 
 
 

    
     0 
 
 
     1 
 
 
      2 
 
 
      3 
 

 
Self report 
 
Observation 
 
Job seeking 
groups 
 
File information 
 
Other sources 

 17. Job application 
skills 
 

Job seeker does not submit job 
applications 
 
Job seeker needs assistance to 
prepare and submit job 
applications  
 
Job seeker can independently 
prepare and submit job 
applications that require their 
resume’ and a brief cover letter 
or fax. 
 
Job seeker can prepare and 
submit job applications involving 
selection criteria and/or complete 
online job applications. 
 
Job seeker can prepare and 
submit all types of job 
applications 

    
     0 
 
 
     1 
 
 
 
      2 
 
 
 
      3 
 
 
 
       4 
 
 

 
Self report 
 
Observation 
 
Completed job 
applications 
 
File information 
 
Other sources 



JAES 

 

 

 
 
 

18. 
 
 
 
 
 
 
 
 
 
 
 
   
 
 

Interview skills. 
 

Job seeker has not attended a 
real or mock job interview. 
 
Job seeker needs assistance 
with their physical and verbal 
presentation skills for job 
interviews. 
 
Job seeker is well presented, 
well groomed and has practiced 
their interview skills. 
 
Job seeker has presented at two 
or more formal job interviews 
and has been successfully 
employed on at least one 
occasion 
 
Job has had a successful job 
interview and is currently 
employed or is about to 
commence employment. 
 
 
 
 

  
    0 
 
 
     
     1 
 
 
 
      2 
 
 
 
      
 
      3 
 
 
 
    
      4 
 

 
Self report 
 
Observation 
 
Completed job 
applications 
 
File information 
 
Mock interviews 
 
 
Feedback from 
job interviews 
 
Other sources 

19. Interpersonal Skills 
for work 

 

Job seeker’s interpersonal skills 
are not sufficiently well 
developed for them to interact 
with others at work. 
 
Job seeker’s interpersonal skill 
are limited by a  lack of 
confidence and they find it 
difficult to meet and interact with 
new people    
 
 Job seeker’s interpersonal skills 
allow them to mix confidently 
with others in job seeking 
groups. 
 
Job seeker is successfully 
employed and is managing their 
interpersonal relationships at 
work. 
 
 

 
 
 
 
 

 
     0 
 
 
 
     1 
 
 
 
      2 
 
 
 
 
       3 
 
 
    
 

 
Self report 
 
Observation 
 
File information 
 
Work 
experience 
feedback 
 
Feedback from 
volunteer work 
 
Employer 
feedback 
 
Other sources 
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20. 

 
Adapt to the 
physical demands 
of work 
 

 
Job seeker does not have the 
physical capacity to work. 
 
Job seeker has a limited physical 
capacity which meets the 
minimum physical requirements 
of work. 
 
Job seeker has the physical 
capacity to work but has not yet 
tested themselves in a work 
place. 
 
Job seeker is currently working 
and has successfully adapted to 
the physical demands of work.   
 
 

     
     0 
 
 
 
     1 
 
 
 
      2 
 
 
 
 
       3 
 

 
Self report 
 
Observation 
 
File information 
 
Work 
experience 
placement 
feedback 
 
Feedback from 
volunteer work 
 
Employment 
feedback 
 
Other sources 
 
 

21. Adapt to the 
cognitive demands 
of work 

 

Job seeker is unable to learn and 
maintain the skills necessary for 
work. 

 
Job seeker is able to learn and 
maintain a few structured, 
repetitive tasks for work. 

 
Job seeker is able to learn and 
maintain the skills necessary for 
their job.  

 
Job seeker can learn and 
maintain any new skills 
necessary for their job.  

 

     0 
 
 
 
      
     1 
 
 
 
      2 
 
 
 
 
      3 

 

Self report 
 
Observation 
 
File information 
 
Work 
experience 
placement 
feedback 
 
Feedback from 
volunteer work 
 
Employment 
feedback 
 
Other sources 
 
 

   22. 
 
 
 
 
 
 
 
 

Managing 
Behaviour at work 
 
 
 
 
 
 

Job seeker’s behaviour (anger, 
verbosity, drinking) is 
incompatible with a work place. 
 
Job seeker’s behaviour is 
compatible with work but has not 
been tested at work. 
 
Job seeker has no behavioural 
issues which would impinge 
upon their ability to work. 
 

  
    0 
 
 
     
    1 
 
 
   
     2 

 
Self report 
 
Observation 
 
File information 
 
Placement or 
employment 
feedback 
 
Other sources 
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Please add any additional information relevant to this jobseeker’s ability 
to find and keep employment. 
            

            

             

            

            

             



Appendix I

Score Comparisons
Jobseeker Raw Score Estimate WLE Standard Error Z scores Emp500
1 46 1 .19363 o.27395 0.13743 513.74
2 32 0.08982 0.28632 -o.87408 412.59
3 42 0.83298 o.26926 -0.19306 480.69
4 41 0.76215 o.26923 -0.25797 474.2
5 58 2.21414 0.35842 1.07261 607.26
6 46 1.19363 0.27395 o.'13743 513.74
7 67 5.'19578 1.40683 3.80493 880.49
8 39 o.61972 4.27444 -0.38849 461.15
I 61 2.6574 0.41742 1.4788 647.88
10 37 o.47474 o.27323 -0.52135 447.86
11 38 0.54768 o.27166 -o.45451 454.55
12 25 -0,54154 0.31794 -1.45265 354.73
13 44 0.97514 o.27065 -o.06279 493.72
14 57 2.09189 o.34425 0.960s8 596.06
15 56 1.97902 0.33206 0.85715 585.71
16 27 -0.34673 0.30729 -1.27413 372.59
'17 29 -0.16435 o.29797 -1.',to7 389.3
18 59 2.34765 o.3749 1.'t9495 619.5
19 39 o.61972 o.27044 -0.38849 461.15
20 25 -0.54154 o.31794 -1.45265 354.73
21 49 1.34627 0.28295 o.27731 527.73
22 51 't.50777 0.29218 0.4253 542.53
23 57 2.09'189 o.34425 0.96058 596.06
24 38 0.54768 0.27166 -o.45451 454.55
25 34 o.24864 0.28009 -o.72854 427.15
26 39 o.61972 4.27044 -0.38849 461.15
27 26 -0.44246 0.31244 -1.36186 363.81
28 47 1 .19363 o.27637 0.13743 513.74
29 48 1.26904 0.27936 0.20653 520.65
30 47 1 .1 9363 o.27637 oj3743 513.74
31 56 1.97902 0.33206 0.85715 585.71
32 29 -0.16435 o.29797 1.107 389.3
33 41 o.76215 0.26923 -0.25797 474.2
34 31 o.oo742 0.2899 -0.94959 405.04
35 32 0.08982 0.28632 -0.87408 412.59
36 52 1.59296 o.29797 0.50337 550.34
37 59 2.34765 o.3749 1.19495 619.5
38 40 0.69114 0.26963 -0.32304 467.7
39 58 2.21414 0.35842 1.07261 607.26
40 40 0.691'14 0.26963 -0323A4 467.7



Jobseeker Raw Score Estimate WLE Standard Error Z scores Emo500

41 36 0.40073 o.27517 -0.58917 441.O8

42 37 0.47474 0.27323 -0.52135 447.86
43 16 1.64656 0.3912 -2.46527 253.47

44 33 0.17017 0.28305 -0.80045 419.95

45 35 0.32543 o.27747 -0.65818 434.18

46 52 1.59296 o.29797 0.50337 550.34

47 32 0.08982 o.28632 -0.87408 412.59

48 31 o.ao742 0.2899 -0.94959 405.04

49 41 o.76215 0.26923 -o.25797 474.2

50 32 0.08982 0.28632 -0.87408 412.59

51 63 3.04805 0.48406 1.83679 683.68

52 29 -0.16435 0.29797 1.107 389.3

53 45 1.04699 0.27205 0.00305 500.31

54 50 1.4257 o.2872 0.35009 535.01

55 60 2.49456 0.39423 1,32958 632.96

56 5't 1.50777 0.29218 0.4253 542.53

57 42 0.83298 o.26926 -0.19306 480.69

58 54 1.77523 0.31251 0.6704 567.04

59 48 1.26904 0.27936 0.20653 520.65

60 53 1.68188 0.30471 0.58485 558.49

61 28 -o.25411 0.30247 -1 .'t8926 381.07

62 44 0.97514 o.27065 -0.06279 493.72

63 57 2.09189 o.34425 0.96058 596.06

64 53 1.68188 o.30471 0.58485 558.49

65 43 0.90389 0.26973 -0.12808 487.19

66 42 0.83298 0.26926 -0.19306 480.69

67 49 1.34627 0.28295 o.27731 527.73

68 33 o.'170't7 0.28305 -0.80045 419.95

69 33 0.17017 0.28305 -0.80045 419.95

70 61 2.6574 0.41742 1.4788 647.88

71 59 2_34765 o.3749 1.19495 619.5

72 37 o.47474 o.27323 -0.52135 447.86

73 65 3.61685 o.62703 2.35803 735.8

?1
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