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Summary and Rationale 

 

This module introduces the use of informal career assessments and provides you with an 

opportunity to use an interest and skills checklist. 

Performance Objectives 

At the end of this module, participants will be able to 

 

 Identify three strengths of informal assessments 

 Identify three weaknesses of informal assessments 

 Identify three different types of informal assessments and explain their use 

 Demonstrate the use of an interest and skills check list 

 

  

Building Career Facilitation Skills 
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CONTENT 

 

PowerPoint 1 

 

 
 

 

Animportant step in the process of assisting an offender to select training programs or a 

job is assessment of interests and skills.  Theory and research document the fact that 

individuals are likely to perform better and achieve satisfaction in work when they 

perform job duties that allow them to engage in activities in which they have interest and 

skill. 

 

This module will teach you about informal career assessments and give you an 

opportunity to try out a method that you can use with offenders. 

 

 

PowerPoint 2 

 

 
 

At the end of this module, participants will be able to: 

 

 Identify three strengths of informal assessments 

 Identify three weaknesses of informal assessments 

 Identify three different types of informal assessments and explain their use 

 Demonstrate the use of an interest and skills check list 
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PowerPoint 3 

 

 
 

An assessment is a way of gathering information about an individual or a group.  It 

includes the use of interviews and other informal methods as well as more formal 

instruments. 

 

There are two categories of assessment used in career planning: informal and formal.  

Informal assessments gather information about people through methods less structured 

than standardized tests. 

 

Notice that: 

 

 informal assessments have not been developed with scientific rigor while formal 

assessments have been. 

 results from informal assessments are subjective and therefore open to different 

interpretations while those from formal assessments are objective and offer less 

opportunity for use of subjective judgment. 

 informal assessments are likely to take more time to administer and/or to customize to 

a specific situation than formal assessments. 

 there is no established validity or reliability for informal assessments. (These are 

measures of quality of assessment instruments that we will not study in this module.) 

 

PowerPoint 4  
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Informal assessments have some definite strengths.  

 

 First, as you will see from the activities in this lesson, they are very low cost. 

 Second, they can be administered by duplicating materials like those included in this 

lesson, thus not requiring ordering materials from a publisher. 

 Third, informal activities such as those included here can provide an opportunity to 

learn more about the persons involved than a more formal instrument does.   

 

 

PowerPoint 5 

 

 
 

Of course, there are weaknesses as well. These include 

 

 not having a defined method of interpretation 

 that such activities have not been researched  

 

PowerPoint 6 

 

 
 

Informal assessments include the following: 

 

 forced-choice activities 

 card sorts 

 checklists 
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 structured interviews 

 simulations (games) 

 

A forced-choice assessment is an activity or checklist that requires a person to choose 

between two alternatives or to rank-order three or more alternatives. 

Some values checklists, for example, require you to select one of two values or to place 

three or more in rank order by importance. 

Forced-choice items or activities are valuable because they require an individual to state a 

preference for one characteristic or concept over another, thus assisting in defining what 

is really important. 

A card sort is a second kind of useful informal assessment.  In this assessment activity, an 

individual (or a group of individuals) is given a stack of cards.  Each card has the title and 

definition of some characteristic related to career choice.   

Such characteristics may be work tasks, skills, or work values.  You could make a card 

sort yourself or purchase one.  An important criterion is that the stack of cards cover a 

quite complete range of the different kinds of work tasks, skills that people possess, or 

work values they could hold. 

Typical instructions related to card sorts require participants to organize the cards into 

three stacks - those that represent a high level of something you possess or want to have, 

those that are at a medium level, and those that are at a low level. 

In addition, the instructions may include placing the cards that are in the “most 

important” stack in priority order. 

Additional important information can be gained if you ask offenders why they sorted the 

cards in the way that they did. This is an example of being able to obtain more 

information from an informal assessment than you could from a formal assessment. 

A card sort can be a very helpful and inexpensive activity to use with offenders. You 

could make sets of cards that represent desired job characteristics, work tasks, work-

related values, or skills.  The difficult part is making the bridge between items rated “very 

important” and jobs that have those characteristics. 
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PowerPoint 7 

 

Another type of informal assessment is called a checklist.  In this type of assessment, a 

person is asked to choose those items from a list of job characteristics or tasks, values, 

skills, or occupational titles that he or she prefers or has.  The person may then be asked 

to prioritize those that are selected.Later in this lesson, you will have an opportunity to 

complete a checklist and evaluate its potential use with offenders. 

PowerPoint 8 

 

A structured interview is one of the techniques that you will use most.  It is simply a one-

on-one conversation for which you have designed your part of the dialogue.  In other 

words, you have pre-determined the kind of information that you are seeking and have 

pre-planned questions that are designed to collect this information. For example, once 

you understand Holland’s theory of vocational choice, you could interview a person 

about life experience related to each of the six Holland types.  This can be a quite 

accurate way of assessing a Holland code. 
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PowerPoints 9 and 10 

 

 

A game is a simulation of some kind that is designed to provide awareness of something 

in real life.  There are several career games that can be used to teach concepts or provide 

awareness.  For example, a game called The Real Game is a board game that makes 

adults aware of the chance events, planned events, and lifestyle implications related to 

career choice.  Another game, called here the Holland Party Game, can be effectively 

used to assist offenders to identify their interests.  This activity should be used with a 

group of at least 12 members.  

PowerPoint 11 
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SUMMARY 

 

In this session we have introduced you to informal assessments, discussed their strengths 

and weaknesses, and described a variety of informal assessment methods.  You also have 

had the opportunity to assess yourself using an interest and skills checklist and learn how 

that method can be applied to your work with offenders. 


