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Despite concerns regarding its relevance, the person-environment fit approach to career
counselling assessment remains a popular one in the South African context. This may be due
to a lack of awareness of, or regard for, these concerns among career counselling assessment
practitioners working in South Africa. This narrative review thus aimed to summarise
literature regarding the relevance of the person-environment fit approach to career counselling
assessment in South Africa and alternatives to this approach. Keywords were used to search
for, and identify, literature on several electronic databases. Additional literature was identified
through citations and citing publications in the initial literature obtained. Given the nature of
a narrative review, no inclusion, exclusion or appraisal criteria were specified. Based on the
review of literature, the following themes and subthemes were identified: questionable
relevance of the person-environment approach (inadequate reliability and validity of tests in
the South African context, Western-based theoretical underpinnings, language and socio-
economic bias, and inadequate norms for the South African context) and alternative directions
of career counselling assessment in this context (development of emic tests, qualitative
assessment approaches and integrated assessment approaches). The findings suggest that an
integrated quantitative-qualitative approach to career counselling assessment may be a
feasible alternative to the person-environment fit approach. However, further research and
development regarding the person-environment fit approach and other career counselling
assessment approaches is required in order to move towards a more relevant career counselling
assessment practice in South Africa.

Keywords: Person-environment fit approach; career assessment; career counselling; relevance;
South Africa.

Introduction

The person-environment fit approach to career counselling assessment is widely used in the
South African context (Watson & McMahon, 2013). This approach requires the client to know
themselves and the world of work, and thus find a fit between the two to make an appropriate
career-related decision (De Bruin & De Bruin, 2013). To achieve this, assessment is conducted
using the following categories of psychological tests: cognitive or aptitude, personality, interests
and values (De Bruin & De Bruin, 2013). However, challenges in using this approach to career
counselling assessment in South Africa (e.g. De Bruin & De Bruin, 2013; Maree & Beck, 2004)
suggest that the relevance of this approach in this context is questionable. What is problematic is
that many career assessment practitioners in South Africa remain unware of, or ignore, these
issues (Maree, 2013; Watson & Stead, 2002). There is thus a need for a scholarly summation of the
relevance of this approach in the South African context. Findings from such a summation may
contribute to knowledge of the relevance of this approach in South Africa and potentially facilitate
the awareness, development and practice of a more contextually relevant assessment practice in
this context. This narrative review thus aimed to describe literature regarding the relevance of the
person-environment fit approach to career counselling assessment in South Africa, with a focus
on literature pertaining to specific aptitude, personality and interest tests that are commonly used
in this context, namely, the Differential Aptitude Test (DAT) which assesses aptitude in terms of
potential to obtain an ability with a given degree of training, the 16 Personality Factor Questionnaire
(16PF) which measures personality in terms of 16 primary personal traits and the relationship
between these through five underlying second-order factors, and the Self-Directed Search (SDS)
which assesses interests using six broad domains of interest as per Holland’s theory of vocational
personalities and work environment (Du Toit & De Bruin, 2002; Foxcroft, Paterson, Le Roux, &
Herbst, 2004; Van Eeden, Taylor, & Prinsloo, 2013). The objectives of this review are (1) to identify,
summarise and describe literature regarding the psychometric properties and use of the DAT,
16PF and SDS for career counselling assessment in the South African context, (2) to appraise the
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relevance of the person-environment fit approach in this
context using the above-mentioned literature and (3) to
identify and describe alternative approaches to the person-
environment fit approach to career counselling assessment in
South Africa.

Methods

A narrative literature review was conducted. This comprised
an examination of published literature on a broad topic, in
order to consolidate and summarise information on that
topic and identify gaps in the knowledge area that need to be
addressed (Grant & Booth, 2009). In contrast to systematic
reviews, which aim to provide a comprehensive synthesis of
knowledge on a topic, narrative reviews do not entail a
structured approach to the search and selection of literature
to include and review (Grant & Booth, 2009; Greenhalgh,
Thorne, & Malterud, 2018). For this reason, an exhaustive
and detailed search process was not adopted and reported
for the current review. This review used combinations of
keywords such as ‘person-environment fit approach South
Africa’, ‘career assessment South Africa” and ‘16 Personality
Factor Questionnaire South Africa’ to search for and identify
literature, on several electronic databases (e.g. Sabinet,
EbscoHost) and the search engines Google and Google
Scholar. Articles that addressed the above-mentioned
objectives were included. Further relevant literature was
identified through consulting the citations and citing
publications of the initial literature obtained. Themes across
the literature obtained were identified and are presented.

Ethical consideration

This article followed all ethical standards for research without
direct contact with human or animal subjects.

Review findings
Questionable relevance of the person-

environment approach to career assessment
in South Africa

Although the DAT, 16PF and SDS are used widely in South
Africa, research pertaining to these tests raises concerns
regarding their relevance (and thus the relevance of the
person-environment fit approach) in this context (see De
Bruin & Taylor, 2013; Gevers, Du Toit, & Harilall, 1995; Van
Eeden & De Beer, 2013; Van Eeden et al., 2013). Based on the
literature, the relevance of this approach can be considered in
terms of the following subthemes: inadequate reliability and
validity of tests in the South African context, Western-based
theoretical underpinnings, language and socio-economic
bias, and inadequate norms for the South African context.

Inadequate reliability and validity of tests in the South
African context

The existing evidence for the DAT (Coetzee & Vosloo, 2000;
Owen, 2000; Patel, 2004), 16PF (McDonald & Van Eeden,
2014; JvR Academy, n.d; JvR Psychometrics, 2011; Schepers &
Hassett, 2006) and SDS (Du Toit & De Bruin, 2002; Gevers
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et al.,, 1995) generally indicate that these tests demonstrate
good reliability and validity. However, minimal research has
explored the psychometric properties of these tests,
particularly the DAT and SDS, in South Africa. A search on
Google, Google Scholar and the search engines linked to
EbscoHost using the search terms of ‘Differential Aptitude
Test South Africa’, ‘DAT’, ‘DAT South Africa’, ‘aptitude tests
in South Africa” and variations of the same indicated that
there is a paucity of research on all four forms of the DAT and
consequently its psychometric properties. Literature has also
specifically argued that little research has explored the
reliability and validity of Form K of the DAT (Laher &
Mokone, 2008). Similarly, there is limited evidence of the
psychometric properties of the SDS in South Africa (Du Toit
& De Bruin, 2002; Watson, Foxcroft, & Allen, 2007). This
indicates that support for the reliability and validity of these
tests in this context is lacking.

Furthermore, evidence suggests that the psychometric
properties of the DAT, 16PF and SDS may not replicate across
different subgroups, rendering the relevance of the tests in
South Africa questionable. Firstly, research pertaining to the
cross-cultural validity of these tests is concerning. Minimal
research has explored the equivalence of cognitive tests (like
the DAT) (Meiring, Van De Vijver, Rothmann, & Barrickvan,
2005) and the SDS across groups within the South African
context (Allen, 2005; Du Toit & De Bruin, 2002; Watson et al.,
2007). This raises concerns regarding the suitability of the
DAT and SDS in South Africa’s multicultural context. While
there is a more substantial body of evidence regarding the
cross-cultural validity of the 16PF in South Africa (see De
Bruin & Taylor, 2013; JvR Psychometrics, 2011), some research
does not support its cross-cultural validity in this context
(Abrahams, 2002; Abrahams & Mauer, 1999b; JvR Academy,
n.d.; Schepers & Hassett, 2006; Van Eeden, Taylor, & Du Toit,
1996, as cited in Van Eeden et al., 2013). This suggests that the
test may be culturally biased (see JvR Academy, n.d.; Meiring
et al., 2005; Prinsloo & Eberschn, 2002). The cross-cultural
applicability of the 16PF and SDS is particularly concerning
as these tests were originally developed in Western contexts
(Maree, 2013).

Western-based theoretical underpinnings

The theoretical underpinnings of the 16PF and SDS further
suggest that these tests may be culturally biased in South
Africa. The 16PF may be culturally biased in South Africa as
indigenous manifestations of personality may not be
measured in Western-based tests (Van Eeden & Mantsha,
2007). People from non-Western backgrounds may attach
different meanings to the constructs being assessed by this
test (Van Eeden & Mantsha, 2007). For example, research
suggests that the Warmth factor in the 16PF does not manifest
within the Tshivenda culture in terms of open expression of
feelings, as they are an emotionally reserved culture (Van
Eeden & Mantsha, 2007). Similarly, the cultural validity and
relevance of Holland’s model and the SDS in South Africa is
questionable as the meaning ascribed to the six broad interests
of Holland’s model in this context may differ from that in the
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USA (Du Toit & De Bruin, 2002). For example, the collectivistic
value of ‘ubuntu’ (which emphasises helping others over
oneself) can alter the meaning ascribed to career interests
(Du Toit & De Bruin, 2002). Interests may play less of a role in
cultures that value ubuntu, in comparison to cultures where
individualism is emphasised (Du Toit & De Bruin, 2002). The
limited research that has explored the suitability of the SDS
and Holland’s theory in South Africa is equivocal, with some
research supporting the cross-cultural validity of Holland’s
model in South Africa while other research does not (see Du
Toit & De Bruin, 2002; Morgan, De Bruin, & De Bruin, 2015a,
2015b; Watson et al., 2007). Consequently, the relevance of
Holland’s theory and the SDS for certain South African
population groups is questionable (Du Toit & De Bruin, 2002;
Morgan et al., 2015b) and its use can result in unfair treatment
of clients (Morgan & De Bruin, 2017).

Language and socio-economic bias

Research further suggests that the DAT, 16PF and SDS may
be biased in terms of language. As test-takers who are
completing a psychometric test in a second language tend to
first mentally translate a test question into their home
language and then select an answer, the performance of
second language test-takers on the DAT (a timed test) may be
negatively affected by this process (Kgosana, 2017). This is
supported by South African research which found population
mean score differences on the precursor to the DAT-K (Owen,
1991, as cited in Laher & Mokone, 2008) and significant
differences in performance on the DAT-K between English
and African first language Black South African students
(Laher & Mokone, 2008). Research conducted with the latter
sample also found the coefficients for the verbal subtests to
be lower than those reported in the test manual (Laher &
Mokone, 2008). South African students have also criticised
the language used in the DAT-K (Bischof & Alexander, 2008).
English language proficiency has also been shown to
differentiate between learners’” scores on the DAT-S
(MacFarlane, 2006). Second language test-takers may thus
perform lower than first language test-takers (MacFarlane,
2006); this is a concern since the DAT is available in only two
of the 11 official languages in South Africa (English and
Afrikaans; Differential Aptitude Tests - Forms R, S, K and L,
n.d.). These lower scores would be a function of the language
of the test and not their cognitive functioning (Kgosana,
2017), making it difficult to know if test results reflect
language problems or actual ability (Laher & Cockcroft,
2013). Similarly, language competency has been said to affect
South African test-takers” responses to the 16PF (JvR
Academy, n.d.). Research investigating the understanding of
vocabulary used in the 16PF-SA92 (Abrahams & Mauer,
1999a) and 16PF5 (McDonald & Van Eeden, 2014) found that
first language English and Afrikaans speakers scored
significantly higher than second language speakers. Poor
internal consistency reliability coefficients were also found
on the 16PF5 among a sample of Tshivenda first language
speakers (Van Eeden & Mantsha, 2007). The findings suggest
that the test may be biased against second language English
or Afrikaans speakers, where language proficiency affects
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test performance (Abrahams & Mauer, 1999a; McDonald &
Van Eeden, 2014). This may also account for the lack of
construct equivalence found across language groups (Meiring
et al., 2005; Van Eeden & Mantsha, 2007) While translation of
the test into different languages may address these issues,
attempts to translate the 16PF5 into Zulu and Tshivenda have
faced several challenges. These challenges included: the
presence of different Zulu dialects across different regions,
retaining the original meaning of test items and the absence
of equivalent words and expressions in Zulu and Tshivenda
(JvR Academy, n.d.; McDonald & Van Eeden, 2014; Van
Eeden & Mantsha, 2007). The difficulty in translating these
tests so that they are appropriate for the South African context
raises further concern regarding the test’s relevance in this
context. The SDS may also suffer from language bias, which
casts doubt on the relevance of this test in South Africa.
Research showing poor fit between South African test-takers’
SDS scores and Holland’s model has been argued to be a
function of test-takers experiencing difficulty in fully
comprehending the meanings of test items (Du Toit & De
Bruin, 2002).

The effect of socio-economic factors on scores obtained on the
DAT, 16PF and SDS also raises concern regarding the
relevance of these tests in South Africa. In terms of the DAT,
the measurement of aptitudes assumes that everyone who
has taken the measure has had the same exposure to these
aptitudes; however, this may not necessarily be the case
(Puchert, Dodd, & Viljoen, 2017; Van Eeeden & De Beer,
2013). Students from disadvantaged educational backgrounds
are unlikely to have been exposed to the same knowledge
and skills as students from advantaged backgrounds
(Kgosana, 2017). Although the DAT-K is suitable for learners
from disadvantaged educational backgrounds (Laher &
Mokone, 2008), this may negatively affect performance on
cognitive tests like the DAT (Puchert et al., 2017). These
results may be erroneously interpreted as poor cognitive
ability as opposed to lack of skills or experience in comparison
to advantaged peers, possibly leading to the unfair use and
interpretation of test results (Puchert et al., 2017). Insufficient
exposure and disadvantaged educational background have
also been reported to affect performance on the 16PF5, where
this had led to tests-takers experiencing difficulty with
certain items (Van Eeden & Mantsha, 2007). Socio-
environmental factors may also partly affect SDS tests scores.
The apartheid legacy of social inequality and employment
and other labour conditions (which are likely to differ to
those found in Western contexts) may shape how test-takers
in South Africa perceive the world of work and thus respond
to the SDS (Du Toit & De Bruin, 2002; Morgan & De Bruin,
2017; Van Wijk & Fourie, 2017; Watson, McMahon, & Longe,
2011). For example, socio-economic status may be a more
influential factor in South Africans’ career decisions than
career interests (Van Wijk & Fourie, 2017). These factors may
yield response patterns that depict poor fit between the test
results and Holland’s model (Du Toit & De Bruin, 2002;
Morgan et al., 2015a). These tests thus do not consider the
impact that sociocultural factors have on career-related
decisions.
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Given the possible biases and challenges faced in using the
DAT, 16PF and SDS in South Africa, the relevance of these tests
in this context is thus questionable. This is particularly because
this can lead to test results that provide unreliable and invalid
reflections of test-takers, which can in turnlead to inappropriate
career guidance and counselling (McDonald & Van Eeden,
2014; Prinsloo & Ebers6hn, 2002; Wallis & Birt, 2003).

Inadequate norms for the South African context

The relevance of the DAT, 16PF and SDS is further
questionable given the issues regarding the norms of these
tests. The norms for the DAT and SDS can be considered
outdated. In terms of the DAT, the most recent norms
available for most DAT forms were published in 2000
(Differential Aptitude Tests — Forms R, S, K and L, n.d.). In
terms of the SDS, the South African version of the test is
outdated (a problem in and of itself as the test does not align
with the current world of work), thus suggesting that the
norms are outdated as well (Du Toit & De Bruin, 2002; Van
Wijk & Fourie, 2017). This is concerning as outdated norms
do not align with societal changes that affect test performance
and thus can result in inaccurate or non-meaningful
interpretations (Kaplan & Saccuzzo, 2017). Furthermore,
information available on the norms of the DAT and 16PF
suggest that these norms are not representative of the South
African population (see Differential Aptitude Test Form K,
n.d.; JvR Academy, n.d.; JvR Psychometrics, 2016). The
standardisation of these tests also failed to consider factors
that influence test scores such as quality of education and
language (Kgosana, 2017; Wallis & Birt, 2003). This is
problematic as these issues can also lead to erroneous,
negative interpretation and use of test scores (Kaplan &
Saccuzzo, 2017).

Alternative approaches to career counselling
assessment in South Africa

Considering the challenges currently facing the person
approach to career counselling assessment in South Africa,
alternative approaches to career counselling assessment in
this context have been proposed to enable a more relevant
assessment practice (Maree, 2013; Watson & Stead, 2002). The
following subthemes were identified: Development of emic
tests, qualitative assessment approaches and integrated
assessment approaches.

Development of emic tests

For instance, researchers and practitioners have engaged in
developing and implementing new and contextually relevant
assessments that can be utilised in career counselling (Maree,
2013; 2016; McDonald & Van Eeden, 2014). Some examples of
such tests are the South African Personality Inventory (Van
Eeden & Mantsha, 2007) and local interest instruments like
the Maree Career Matrix and South African Career Interest
Inventory (Maree & Taylor, 2016; Morgan et al., 2015a, 2015b).
These instruments are not without limitations. For example,
despite the South African Career Interest Inventory being a
few years into development, research on the South African
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Career Interest Inventory is limited by unrepresentative,
homogenous and small samples, and issues of bias and
validity require further exploration (Morgan et al.,, 2015a,
2015b). Research regarding the possible cultural and linguistic
biases of these tests is also lacking (Allen, 2005; Maree, 2010;
Rabie & Naidoo, 2019). Hence, the relevance of these tests is
not well established.

Qualitative assessment approaches

Another alternative to the person-environment fit approach
is the adoption of qualitative approaches to career counselling
assessment (Albien & Naidoo, 2016; Morgan, 2010). Unlike
the quantitative tests that comprise the person-environment
fit approach, qualitative approaches allow for the effect of
socio-environmental factors on career development in the
country to be considered (Albien & Naidoo, 2016; Buthelezi,
Alexander, & Seabi, 2009). These approaches additionally
provide the client with an opportunity to take on a more
active role in the assessment, helping them to gain exposure
to skills that they can use in future career-related decisions
and thus develop themselves (Morgan, 2010; Watson &
McMahon, 2013). In doing so, it removes the notion that
assessment practitioners are the all-knowing experts (Maree,
2015), a notion that can have negative implications given the
political history of assessment in South Africa (Bischof &
Alexander, 2008). There are various qualitative approaches
that have been put forward. For instance, the Systems Theory
considers the role of intrapersonal, interpersonal and broader
socio-environmental elements in clients’ career development,
and can make use of appropriate qualitative assessment
instruments such as the My System of Career Influences
(Albien & Naidoo, 2016; De Bruin & De Bruin, 2013). Similarly,
the Career Construction Theory focuses on clients’ life themes
and construction of themselves and their careers. An offshoot
of this theory is life-design counselling, which focuses on
clients’ life and career narratives (Cook & Maree, 2016).
Examples of instruments that can be used in these approaches
are: the Career Style Interview (which is used to encourage
clients to narrate and find meaning in their career stories; De
Bruin & De Bruin, 2013) and the narrative component of the
Career Interest Profile (a locally developed qualitative
instrument that provides narrative data regarding the client’s
career interests; Maree, 2017).

Itshould benoted that while qualitative assessment approaches
help to address some of the limitations of the person-
environment approach, this does not negate the utility of
quantitative psychometric tests (Di Fabio & Maree, 2013;
Morgan, 2010). There are other limitations pertaining to the
above-mentioned qualitative assessment approaches. For
example, although the My System of Career Influences has
been successfully used with South African clients,
improvements are required particularly in terms of translating
the instrument into different official languages (see Albien &
Naidoo, 2016; Watson & McMahon, 2013). There is also a lack
of locally relevant qualitative assessments that have been
developed (Maree & Beck, 2004; Watson & McMahon, 2013).
An additional limitation of these qualitative approaches is that
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they can be time and labour intensive (Maree & Beck, 2004;
Watson & McMahon, 2013).

Integrated assessment approaches

An alternative approach to career counselling assessment
that has more recently been advocated for is the integration
of quantitative and qualitative assessment approaches
(Maree, 2015, 2017). An integration of quantitative and
qualitative approaches would involve obtaining clients’
objective psychometric test scores and subjective accounts of
their career and life stories (Maree, 2015). Information
obtained from both approaches is then combined and drawn
upon together during the counselling process (Watson &
McMahon, 2013). This integration can be facilitated using
instruments such as the Career Interest Profile, which
comprises both quantitative and qualitative components (Di
Fabio & Maree, 2013).

The integration of quantitative and qualitative approaches to
assessment provides a comprehensive approach that will
best meet the needs of clients (Maree & Morgan, 2012). It
allows for assessment results to be triangulated, thus eliciting
more reliable and valid results (Maree, 2013; 2015). In this
way, the limitations of using older assessment approaches or
using quantitative and qualitative approaches in isolation
within the South African context may be addressed (Maree,
2010; Maree & Beck, 2004). Some studies have conducted
research using an integrated assessment approach (cf. Maree,
2014, 2018, 2019; Maree, Gerryts, Fletcher & Olivier, 2019;
McMahon, Watson, & Zietsman, 2018; Naidoo et al., 2019).
While these show the promise of an integrated assessment
approach to career counselling in the South African context,
these studies are limited by the lack of longitudinal research,
lack of translated instruments or use of translators with
samples who are non-English first language speakers, use of
a few specific quantitative and qualitative assessments, and
lack of diverse samples.

Implications and recommendations

Based on the problems discussed in relation to the DAT, 16PF
and SDS, it appears that these tests may not be relevant in
this context. In their current forms, these tests appear to be
culturally and linguistically biased and do not consider the
subjective experiences of clients where external factors shape
career-related decisions (De Bruin & De Bruin, 2013; Maree,
2015; Van Wijk & Fourie, 2017). Using these tests on their
own, and by implication the person-environment fit
approach, for career counselling assessment may be
inappropriate and potentially harmful in this context (Bischof
& Alexander, 2008; Watson et al., 2007). Indeed, this approach
has previously been critiqued in this regard (De Bruin & De
Bruin, 2013; Maree, 2015). Although there has been some
development of contextually relevant tests that can be used
for career counselling assessment, the persistent popularity
of the person-environment fit approach in South Africa
indicates that there is a need for existing tests to be updated
and adapted (Maree, 2013; 2016). The use of flexible
assessment practices, further research and development of
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emic instruments are also encouraged (cf. Laher & Cockcroft,
2017; Watson & McMahon, 2013).

Of the alternatives to the person-environment fit approach
that were identified in the literature, the integrated approach
appears to be the more suitable alternative given its
comprehensive nature. However, merely integrating
quantitative and qualitative approaches may be insufficient
for several reasons. Integrating quantitative and qualitative
approaches without addressing the limitations present in
each approach is problematic. Issues such as the need to
translate instruments into the different official languages and
to develop locally relevant assessments would still apply.
Integrating quantitative and qualitative assessments thus
does not resolve the issue of language bias in career
counselling assessment. Assessments used in both approaches
would need to be evaluated for this, and may require
translation or the assistance of appropriately trained
translators when assessing clients who are non-English first
language speakers (cf. Naidoo et al., 2019). Similarly, the
theoretical frameworks and constructs that underpin the
chosen integrated approach also need to be evaluated for
their suitability within the South African context (cf. Arthur
& McMahon, 2018).

Careful consideration of the appropriateness of the assessments
chosen when using an integrated approach in the South
African context is thus necessary, whether this be an alternative
assessment such as the Career Interest Profile (Di Fabio &
Maree, 2013) or integration of individual quantitative and
qualitative assessments. Additional considerations may be
required for possible qualitative assessments, as research and
evidence regarding qualitative career counselling assessments
is limited, with most existing research lacking in rigour
(McMahon, 2019) and located in Western contexts (McMahon,
Watson, & Lee, 2019). Assessments that have been evaluated
in the South African context should preferably be used.
Further research would also be required on etic qualitative
assessments that have not been evaluated in this context, and
emic assessments that have not been evaluated across diverse
groups. Some qualitative career counselling assessments are
also located within a positivist paradigm, and thus may not
complement the quantitative assessment in providing the co-
construction of realities traditionally associated with the use
of qualitative assessments (McMahon, 2019). The underlying
paradigm and framework of the chosen assessment would
thus also need to be considered. The choice of quantitative
assessments is no less important, as quantitative scores may
determine the interpretation of the qualitative assessment
results (cf. McMahon et al., 2018). If the quantitative assessment
is psychometrically concerning in the South African context,
this may problematically impact the interpretation and
application of the integrated assessment results. Therefore,
without addressing the limitations of the quantitative and
qualitative approaches, and carefully selecting the assessments
to be used in an integrated approach, it is unlikely that one
approach would compensate for the limitations of the other
despite being used in an integrated manner.
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Further research regarding the use of an integrated approach
in the South African context is also required, as this body of
research appears to be minimal and has several limitations
(c.f. Maree, 2014, 2018, 2019; Maree et al., 2019; McMahon et
al., 2018; Naidoo et al., 2019). The rigour of an integrated
approach is also said to be unclear (see Maree, 2018),
suggesting this too needs to be evaluated. Another matter
that needs to be addressed is practitioners’ tendency to
disregard calls for using an integrated approach, which is
often linked to lack of knowledge and guidance, or concerns,
regarding qualitative approaches (Maree, 2013; McMahon,
2019). In addition, practitioners in South Africa may
experience difficulty in integrating these approaches given
the additional time and resources required in incorporating a
qualitative approach (Maree & Beck, 2004). Hence it is
unlikely that practitioners will rely on both approaches.
There is thus a need for the education and training of students
and practitioners in both qualitative and integrated
approaches. User guides to these approaches in the South
African context may also require development. Given the
resource demands of an integrated approach, coupled with
the minimal number of psychological practitioners in South
Africa and inaccessibility to career counselling assessment in
lower socio-economic contexts in the country (cf. Maree et al.,
2019), the feasibility of the approach in the South African
context also needs evaluation. While the integrated approach
to career counselling assessment thus appears to be a suitable
alternative to the person-environment fit approach in South
Africa, further research, development and education
regarding this approach is required.

Conclusion

Given the person-environment fit approach’s reliance on
primarily Eurocentric, outdated psychometric tests whose
psychometric properties and cross-cultural applicability are
concerning in the South African context, the relevance of this
approach to career counselling assessment in this context is
questionable. Alternatives to this approach also have several
limitations. These concerns suggest that researchers and
practitioners involved in career counselling assessment need
to engage in test adaptation and development, address
limitations present in current quantitative and qualitative
approaches to assessment, educate students and professionals
to critically engage with both approaches when conducting
career counselling assessment, and conduct methodologically
rigorous research regarding the feasibility and effectiveness
of an integrated approach. In doing so, there may be a more
reliable, valid, relevant and fairer practice of career
counselling assessment in South Africa that can better
address the vocational needs of its population.
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