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This article describes the development of a self-administered inven-
tory to provide unemployed job seekers of varying education levels
and backgrounds with insight into their job search. The inventory was
refined in 5 phases with multiple samples. Evidence for predictive valid-
ity was provided by examining the relationship between the inventory
components ( job-search intensity, Internet use, job-search confidence,
job-search clarity, support, stress and worry, skills, barriers, job-search
experience, difference between last wage and wage desired, time spent in
job search, and number of interviews in last 2 weeks) and employment
outcomes several months later. The inventory, titled “Getting Ready
for Your Next Job” (YNJ), is shown in the Appendix. Interested users
may download a PDF or Microsoft Word version of the YNJ from
http://www.ynj.csom.umn.edu/.

2008 and 2009 brought an onslaught of layoffs and a sharp uptick in the
unemployment rates worldwide (Baker, 2009). For the individuals experi-
encing it, job loss is often a stressful life event, characterized by financial
hardship, uncertainty, loss of social networks, and lower levels of psycho-
logical well-being (Price, Friedland, & Vinokur, 1998). Recently, research
has focused on identifying variables associated with effective job search
and reemployment success (Côté, Saks, & Zikic, 2006; Kanfer, Wanberg,
& Kantrowitz, 2001; Saks, 2005; Saks & Ashforth, 1999; Tay, Ang, &
Van Dyne, 2006; Van Hooft, Born, Taris, & van der Flier, 2004; Vinokur
& Schul, 2002; Wanberg, Hough, & Song, 2002; Zikic & Klehe, 2006).
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This emergent research base along with ballooning unemployment rates
creates an opportunity for engaged scholarship (Bartunek, 2007; Van de
Ven, 2007; Van de Ven & Johnson, 2006), combining academic knowledge
with practitioner experience to create interventions to help unemployed
job seekers navigate their job search. Although there are several poten-
tial ways of helping job seekers including more extensive interventions
(Caplan, Vinokur, Price, & van Ryn, 1989; Joseph & Greenberg, 2001),
this article describes the development of a self-administered inventory to
provide job seekers with quick insight into and feedback about aspects of
their job search they should attend to or modify. This article contributes to
a literature that has no such tool available, responds to scholars who have
noted such a tool should be valuable (Saks, 2005), and also illustrates an
engaged scholarship approach to scale development.

The inventory, hereafter referred to as the Getting Ready for Your Next
Job (YNJ) inventory (see Appendix), was developed for the Minnesota
Department of Employment and Economic Development (MDEED). Al-
though developed for immediate use in Minnesota, the inventory develop-
ment was supported by the U.S. Department of Labor (DOL) and is meant
to be available for free use by any state or private agency or counselor
assisting unemployed job seekers. The tool was developed in response to
two needs. First, similar to other states, the state of Minnesota works with
thousands of unemployed individuals each year. Although workshops are
available to help job seekers with tangible skills such as networking, there
was a desire to develop an assessment tool covering several areas related
to the job search to help job seekers and job counselors identify issues that
may present a problem. Second, although some individuals visit state job
or workforce centers to receive help with their job search, others prefer
to help themselves. A self-assessment tool was viewed as something that
could be mailed to individuals or made available to individuals online.

There were three major goals associated with the inventory’s creation.
First, the inventory was to focus on areas for which basic feedback could
be provided to the job seeker. Concise feedback boxes were to be pro-
vided to job seekers based upon their responses to the inventory, with the
possibility for job counselors to expand upon that feedback in one-on-one
consultations or group workshops. The feedback boxes are highlighted
segments of text following each topic within the inventory, including ad-
vice, job-search tips, or information about available resources and specific
actions to increase success in job search. Second, the inventory was to be
both highly accessible and sufficiently general to allow administration to
job seekers from diverse occupations and varying levels of job experience,
education, and cognitive ability. A potential solution of multiple invento-
ries was discarded as too difficult (and sensitive) to implement with the
thousands of job seekers in the state’s unemployment system each year.
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Third, the inventory was to be designed to allow self-administration by
the job seeker in instances where individuals do not wish to speak to a
job-search counselor or when such a counselor is not available. At the
same time, the inventory could be used to help guide discussions between
a job seeker and counselor when this service is available. As a first step,
the tool was to be in paper rather than electronic form because not all
individuals have access to a computer.

The engaged scholarship model was chosen as a means of proceeding
with this project. Engaged scholarship is defined by Van de Ven (2007) as
“a participative form of research for obtaining the different perspectives of
key stakeholders (researchers, users, clients, sponsors, and practitioners)
in studying complex problems (p. 9).” The goal of the current project was
to produce an inventory that was research based but informed, and ulti-
mately used and seen as valuable by SMEs working with unemployed indi-
viduals on a daily basis as well as the unemployed individuals themselves.

The YNJ was developed in five phases. Phase 1 involved item genera-
tion and extensive consultation and piloting to get feedback on the desired
content of the inventory. In Phase 2 we used exploratory factor analysis
(EFA) to examine the factor structure of the items and to reduce and refine
the inventory items. In Phase 3 we confirmed the factor structure with a
separate and geographically distinct sample of job seekers. In Phase 4 we
examined the relationship between the subscales and several indices of job
search and reemployment success (e.g., unemployment insurance exhaus-
tion, reemployment status, number of job offers, and person-job fit and pay
satisfaction for those reemployed). Finally, in Phase 5 we added feedback
boxes to each section of the inventory. We then collected data regarding
perceived usefulness of the instrument, suggestions for improvement of
the feedback boxes, and time taken to complete the inventory.

Phase 1: Item Generation

A first draft of the inventory was developed; this draft included 98
items representing 17 variable categories supported as relevant to cen-
tral reemployment success outcomes. The 17 variable categories along
with the purported theoretical or supported empirical relevance to job
search and reemployment success are outlined in Table 1. The inventory
content was developed based upon Wanberg et al.’s (2002) theoretical
model of reemployment success as well as Kanfer et al.’s (2001) meta-
analysis depicting major correlates of employment outcomes. Available
measures of constructs such as job-search behavior (e.g., Blau, 1994)
and career change adjustment (e.g., Heppner, Multon, & Johnston, 1994)
were consulted and proved valuable as an aid for item generation and in
ensuring the content representativeness of our inventory. The Wanberg
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et al. (2002) and Kanfer et al. (2001) frameworks support inclusion of
a slightly broader array of constructs (i.e., Agreeableness, Openness to
Experience, optimism, self-esteem, and employment commitment) than
we included in our draft content. For our purposes, those variables with
the most established, proximal relationships with employment outcomes
as well as those having least overlap with other constructs were chosen.
For example, of the Big Five, Agreeableness and Openness to Experience
were not included because fewer studies have associated these variables
with reemployment success and effect sizes have been smaller than for
the other three constructs (Kanfer et al., 2001). Biographical antecedents,
such as age, gender, and race were not included in the inventory because
the DOL prohibits incorporation of these variables into processes where
the elements may be used in ways which could unfairly favor some indi-
viduals over others with respect to their need for reemployment services
(Social Security Act of 1949).

This initial draft of the inventory, including several feedback boxes
suggesting what individuals might do to improve their chances of obtain-
ing reemployment success, was used for several months across the state
of Minnesota by 30 WorkForce Center counselors in one-on-one as well
as group interactions with thousands of job seekers. Following this trial
period, we assessed the opinions of counselor and job seeker SMEs about
the item pool and inventory. An advisory board of 10 WorkForce Center
staff members was assembled, and the researchers were able to meet with
all 30 of the counselors using the initial draft of the inventory. Two focus
groups of job seekers were also conducted. These SMEs were consulted
extensively with regard to item readability (including issues such as length,
reading level, clarity, and grammar) and content (including content defi-
ciency, content redundancy, and face validity; Worthington & Whittaker,
2006).

Readability

Overall, the pilot inventory was very successful, to the extent that the
decision was made to continue use of the pilot form statewide until the
final inventory was complete. Strong feedback was provided, however,
with regard to its length (too long) and reading level (too difficult for
individuals with lower reading levels and English as a second language).
With regard to the length of the inventory, 98 items were considered
too long to hold the attention span of some job seekers. With regard to
reading level, an evaluation using the Flesch–Kincaid method (Flesch,
1948) indicated the pilot items were at a grade level of 6.2. Consistent
with literacy experts who suggest accessible reading is at the 5th- or 6th-
grade level (Doak, Doak, & Root, 1996; Weiss & Coyne, 1997), the SMEs
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believed simplification of the items was important to enhance usability.
Because polysyllabic words contribute to higher reading levels, before
moving on to Phase 2 we replaced several words in the inventory draft
having three or more syllables with simpler words (e.g., “consulted with”
was replaced with “talked to”).

The format of the response scales for items was also considered. The
recommendation on the part of the advisory board and WorkForce Center
counselors was that the tool should increase its use of dichotomous, or
“yes”/“no,” response scales (rather than Likert scales) to simplify the in-
strument for individuals with lower education levels. From a psychometric
point of view, such an approach is suboptimal. DeVellis (2003) notes that
a serious disadvantage of binary items is that each item will have lowered
variability between individuals. Assessments of internal consistency are
also attenuated, as responses to pairs of items can only agree or disagree
with each other. To roughly explore the equivalence of a dichotomous
and Likert response format, we completed a pilot study with 54 unem-
ployed job seekers with a mean education level of 13.2 years (SD = 2.63).
Individuals completed two versions of the inventory, one with all Likert
scales and one with predominantly yes/no scales. The two versions were
counterbalanced so that half of the group completed a Likert scale ver-
sion first, and half of the group completed a yes/no version of the survey
first. Responses on the two versions were correlated; correlations between
the subscales in each version ranged from .63 to .85. A majority of the
respondents reported the yes/no version was simpler to complete. Based
upon the strong need for the inventory to be simple for all job seekers, and
because the item correlations from Likert and yes/no versions were high,
items with the yes/no format were used wherever possible in the inventory.

Content Validity

Our SMEs provided a content review of the pilot items. In the content
review discussions, no item deficiency was noted. However, there were
three sections of the pilot inventory (assessing reemployment confidence,
extraversion, and conscientiousness) that were identified as lacking face
validity and/or being ineffectual for feedback purposes. Reemployment
confidence (e.g., “Overall, how confident are you that you will get a job
that you like?”) items were seen as too general and far less amenable to
feedback than specific search efficacy questions such as confidence about
writing a good resumé. The practitioners’ logic for excluding the other
personality items was twofold: (a) the items were not easy to link to ser-
vices available to job seekers and (b) other inventory items could be used
as more proximal indicators of these constructs. For example, rather than
including items assessing Extraversion, more proximal items assessing
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job-seeker behaviors that seem to be facilitated by Extraversion were in-
corporated (e.g., networking, writing thank you letters to an employer).
Recent empirical work has suggested that personality tends to play a more
indirect and distal role in the job-search process (Brown, Cober, Kane,
Levy, & Shalhoop, 2006; Caldwell & Burger, 1998). It was furthermore
noted that from the job seekers’ perspective, the personality items (a) are
seen as invasive, (b) lack face validity, (c) may make individuals feel they
have the “wrong” personality, and (d) added unnecessary length to an al-
ready long inventory. One additional section, job-search persistence, was
deemed as redundant and not adding incremental information above and
beyond the job-search intensity and time spent in search items and was
therefore eliminated. Last, financial hardship was incorporated into a more
general job-search barriers section. Counseling efforts were often domi-
nated with efforts to help individuals cope with their financial hardship
at the expense of emphasizing finding reemployment. In the job-search
barriers section, individuals are asked to what extent financial hardship is
acting as a barrier to reemployment, thus helping to focus discussion on
the reemployment goal.

Phase 1 culminated with a total of 70 items and 13 variable categories.
Essentially, all item categories in Table 1 were retained, with the exception
of reemployment confidence, Extraversion, Conscientiousness, and job-
search persistence.

Phase 2: Exploratory Factor Analysis

The goal of Phase 2 was to use EFA to examine the extent to which
items load on the construct category they were written to represent and
to identify poor performing items as a means of further reducing the item
pool.

Sample

The sample was composed of 1,328 job seekers from across the state
of Minnesota. A total of 1,460 individuals who attended unemployment
insurance orientation workshops were asked to complete the survey; the re-
sponse rate was 91%. The participants were 48.3% women, 84.0% White,
mean age of 40.7 years (SD = 12.4), and unemployed 10.5 weeks on aver-
age (SD = 10.3). Their levels of education (i.e., 5.1% had less than a high
school degree, 66.8% had a high school degree and/or some college or
associate degree, 15.5% had completed a college degree, 12.6% had addi-
tional education) and last occupational category (i.e., 38.8% professional,
27.1% clerical or sales, 11.1% service, 23% other) varied. The seasonally
adjusted state unemployment rate at the time of this data collection was
4.6% (U.S. Department of Labor, n.d.).
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Results and Discussion

With the exception of five diverse job-search barriers items (i.e., see
row 10 of Table 1) and four one-item measures (see rows 14–17 in Table 1),
all items were entered into an EFA with oblique rotation. During five
iterations of EFA analyses, we dropped items based on eigenvalues, in-
terpretability, item loadings, and cross loadings. In a traditional scale
development project, we would have finalized this process with the reten-
tion of 38 items that cleanly loaded on seven identifiable factors. However,
discussions with our SME group indicated the inventory would have en-
hanced usability if we could eliminate additional items. Accordingly, we
eliminated a total of nine more items that seemed to be redundant or less
valuable in their content.

Table 2 displays the factor loadings of the EFA results for a pruned set
of 29 items. These items loaded on the same seven factors as the longer 38-
item solution mentioned above: job-search intensity (7 items), Internet use
(2 items), job-search confidence (10 items), job-search clarity (2 items),
support (2 items), stress (4 items), and skills (2 items). The seven factors
accounted for 62.0% of the total variance in the items. The construct
categories replicated those discussed in Phase 1, with the addition of
Internet use. The Internet use factor consists of one item measuring the
intensity of using the Internet to locate jobs and another item measuring
confidence in using the Internet in a job search.

As Table 2 shows, all of the items had loadings of at least .32 on their
primary factors (Worthington & Whittaker, 2006). Three items had cross-
loadings (underlined) that exceeded the .15 difference rule recommended
by these same authors but were retained for further consideration because
the overlap was deemed useful rather than problematic as it might be if a
personality item was divided between two factors. For example, the item
“Sent a resumé to a possible employer or turned in a job application” had
some overlap with the Internet factor, likely because resumés are often
(but not always) submitted by Internet.

The reduced set of 29 items shown in Table 2 plus the 5 items in the
job-search barriers scale (see row 10 of Table 1) and the four one-item
measures (see rows 14–17 of Table 1) were used in Phase 3.

Phase 3: Confirmatory Factor Analysis

Sample

Phase 3 involved confirming the factor structure of the reduced set
of items with a sample of 668 job seekers from a geographically distinct
state in southwestern United States. Surveys were mailed to 2,000 job
seekers eligible for full-duration unemployment insurance claims who
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TABLE 2
Phase 2 Exploratory Factor Analysis (EFA) Results for Subscale Items

With Oblique Rotation

Items F1 F2 F3 F4 F5 F6 F7

Factor 1 job-search intensity
Describe how many times you have done each of the following in the last 2 weeks.

Talked to my friends or relatives to get
their ideas about possible job leads

.75

Talked to previous employers or people I
used to work with about possible job
leads

.76

Consulted a temporary agency or search
firm

.48 .31

Sent a resumé to a possible employer or
turned in a job application

.53 .47

Telephoned or visited a possible employer .75
Tried to learn more about the places where

I am applying for work
.62

Asked for a referral to someone who might
have helpful information or advice about
my career or industry

.79

Factor 2 Internet use
Describe how many times you have done

each of the following in the last 2 weeks:
used the Internet to locate job openings

.83

How confident do you feel about being able
to do a GOOD JOB of . . . using the
Internet in your job search

.78

Factor 3 job-search confidence
How confident do you feel about being able to do a GOOD JOB of . . .

Using networking or personal contacts in
your job search

.26 .34

Identifying the skills you have to offer an
employer

.62

Writing a good resumé .76
Tailoring your resumé to specific jobs .79
Writing a good cover letter .83
Finding information about companies

before an interview
.60

Presenting yourself well in an interview .59
Explaining why you no longer work for

your last employer
.43

Writing thank you letters to employers
following an interview

.73

Negotiating salary or other conditions of
employment

.59

continued
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TABLE 2 (continued)

Items F1 F2 F3 F4 F5 F6 F7

Factor 4 job-search clarity
Indicate whether you agree or disagree with each statement

I need help deciding if I should make a
career change.

.88

I need help planning a career change. .91

Factor 5 job-search support
I have someone I can turn to for advice or

comfort.
.89

I have someone who encourages me when I
need it.

.89

Factor 6 stress and worry
To what extent do the following words describe how you have felt most of the time in the
last 7 days?

Angry .85
Easily upset (replaced with depressed in

Phase 3)
.87

Worried .69
Are these feelings interfering with your job

search?
.69

Factor 7 skills
My level of education is sufficient for

getting a job in my area of work
.85

My skills for doing the type of work I want
to do are up to date

.77

Notes. N = 1,328. Absolute values of the loadings are reported. Underlined values
are cross loadings that exceed the .15 difference rule recommended by Worthington and
Whittaker (2006). Other cross-loadings are omitted for clarity purposes. Five diverse job-
search barriers items (i.e., see row 10 of Table 1) and four one-item measures (see rows
14–17 in Table 1) were not included in this EFA.

had recently lost their jobs.1 We excluded individuals on temporary lay-
off. Three one-dollar bills were sent with the survey as an incentive. With
63 undelivered mail surveys, the response rate was 34.5%. Among the
668 respondents, 45.2% were women and the average age was 43.7 years
(SD = 12.3). The participants had been unemployed for an average of
6.63 weeks (SD = 6.57). The ethnic composition of the sample was as

1Unemployment insurance is available to individuals who lose their jobs through no
fault of their own (e.g., they did not quit and were not fired for misconduct); individuals
also have to be available for work and seeking full-time employment. Benefits per week
ranged from $84 to a maximum of $240 and are calculated by the state from recipients’
earnings data—higher earners are eligible for a larger amount per week than lower earners.
Individuals in this sample were eligible to receive 26 weeks of their weekly benefit amount.
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follows: White 70.8%; Hispanic 17.3%; African American 4.6%; Amer-
ican Indian, Eskimo, Aleut 3.8%; Asian and Pacific Islander 2.1%; and
other 1.4%. In terms of education, 10.8% had completed 11th grade or less,
37.4% completed 12th grade, 30.0% had some college or an associate de-
gree, 12.2% had a college degree, and 9.6% reported higher-than-college
education. The three major occupation categories of their last held po-
sitions are professional, technical, managerial (43.6%); clerical or sales,
data processing, couriers, stock, customer service, travel (25.0%); and
welding, cutting, body work, electrical, painter, carpenter, construction
(11.0%). The seasonally adjusted unemployment rate in this state ranged
from a low of 3.9 to a high of 6.1 during Phases 3 and 4 of the data
collection (U.S. Department of Labor, n.d.).

We had access (from the state’s department of economic security)
to basic demographic information (including age, gender, and education
level) of the 2,000 individuals who were asked to participate. The 668
respondents are higher in age (t = 9.68, df = 1998, p < .001) and education
(t = 7.31, df = 1998, p < .001) than the nonrespondents. In addition,
more respondents were female (χ2 = 9.48, df = 1, p < .01). There is no
difference in the dollar amount of eligible unemployment benefits for the
respondents versus the nonrespondents.

Results

Confirmatory factor analysis using the software Mplus (Muthén &
Muthén, 2007) was conducted on the seven factors (29 items) that were
identified in Phase 2. Similar to the EFA analysis in Phase 2, the four
one-item measures ( job-search experience, last wage–wage desired, job-
search hours, and number of interviews in the last 2 weeks) and the five
diverse barriers items were excluded in the CFA analyses. We randomly
combined the 10 items for job-search confidence into three parcels before
entering the analysis in order to achieve a higher ratio of sample size to
the number of indicators (e.g., Cattell & Burdsal, 1975; Chin, 1998). The
robust weighted least squares estimator (WLSMV, Muthén & Muthén,
2007) recommended for CFA modeling with categorical data were used
in the analysis.

The hypothesized 7-factor model showed satisfactory fit (χ2 = 233.1,
df = 70, CFI = .94, TLI = .96, RMSEA = .06). Of the 7-factors, five
were attitude oriented ( job-search confidence, clarity, support, stress and
worry, and skills) and two were behavior oriented ( job-search intensity
and Internet use). The 7-factor model was compared with two plausible
alternative models. In the first alternative model, behavior-oriented items
were combined to load on a single factor and other items loaded on their
respective factors, resulting in a 6-factor model. This model showed a
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poorer fit (χ2 = 307.2, df = 62, CFI = .91, TLI = .94, RMSEA = .08)
and a significant chi-square difference in comparison to the 7-factor model
(�χ2 = 74.1, �df = 8, p < .001). In the second alternative model, attitude-
oriented items loaded on a single factor and the two behavioral factors were
left independent, resulting in a 3-factor model. This second model also
showed a poorer fit (χ2 = 974.7, df = 41, CFI = .66, TLI = .64, RMSEA =
.19) and a significant chi-square difference (�χ2 = 741.6, �df = 29,
p < .001). In sum, the CFA analyses suggested that the hypothesized 7-
factor model more accurately represents the data than do these alternative
models.

Table 3 provides the means, standard deviations, and correlations
among the demographic variables, the seven factors in the CFA model, the
barriers scale, and the four one-item measures ( job-search experience, last
wage-wage desired, job-search hours, and number of interviews in the last
2 weeks) based on this sample. The correlation coefficients between the
factors show distinctiveness of the constructs measured by the subscales.
We did not compute alphas for the barrier items because of their intended
diversity. The other alpha coefficients are moderate but must be inter-
preted in terms of the boundaries imposed by our very small number and
dichotomous nature of our items. In addition, the goal of a short inventory
produced the need to reduce overlap in items, an engaged scholarship goal
that is at cross-purposes from traditional desires to enhance alpha levels.

Phase 4: Predictive Validity

Phase 4 used a predictive design to examine the relationship between
the subscales measured in Phase 3 and five indices of reemployment
success (e.g., unemployment insurance exhaustion, reemployment status,
and number of job offers, person-job fit, and pay satisfaction for those
reemployed) several months later.

Sample

The design involved a follow-up of the sample of 668 job seekers
described in Phase 3. Unemployment insurance exhaustion data were ob-
tained from official state records for all the 668 Phase 3 respondents. Addi-
tional outcome measures were gathered via a follow-up survey 8 months
after Time 1. A total of 418 completed surveys were returned (63%).
Nonresponse analysis showed respondents to the follow-up survey had a
higher age (45.4 vs. 40.7 years, t = 4.91, df = 666, p < .001), higher edu-
cation (13.5 vs. 12.7 years, t = 4.40, df = 655, p < .001), and lower level
of job-search intensity at Time 1 (2.89 vs. 3.06, t = −2.72, df = 666, p <

.01) than nonrespondents. There was no difference between respondents
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and nonrespondents on other demographic variables or the subscales used
in the inventory.

Measures

Unemployment insurance exhaustion was defined as whether individ-
uals had exhausted their base unemployment insurance account to less
than 5% of the allocated amount 40 weeks after Time 1 (0 = no and 1 =
yes).2 Overall, 29.0% of our Phase 3 sample (n = 194) exhausted their
unemployment insurance and 71.0% did not (n = 474).

Reemployment status 8 months after Phase 3 was measured by asking
survey respondents to identify their status as “currently unemployed” (n =
129) or “currently employed” (n = 289). For the 418 Phase 4 respondents,
the correlation between unemployment insurance exhaustion (0 = no and
1 = yes) and reemployment status at Time 2 (0 = no and 1 = yes) was −53.
This correlation is comparable to that reported in other studies (Wanberg
et al., 2002). It is possible for an individual to not have exhausted their
base unemployment insurance within 26 weeks but to still be unemployed
because they may not have chosen to draw upon their unemployment
insurance.

Three additional criteria were measured from reemployed individuals.
First, number of job offers was measured by asking those reemployed to
indicate the total number of job offers they had received. Reemployment
quality was measured with two indices. Person-job fit was assessed with
seven items (e.g., “My new job measures up to the kind of job I was seek-
ing”) from Saks and Ashforth (1997) and Abdel-Halim (1981). Responses
ranged from 1 = strongly disagree to 5 = strongly agree; the scale had
an internal consistency of .87. The second index, pay satisfaction (e.g.,
“The pay is good”), was assessed with three items on the same 5-point
Likert scale (Voydanoff, 1978). The internal consistency alpha was .70.
The correlation between person-job fit and pay satisfaction was r = .59
(p < .01).

Results

Correlations between the reemployment success measures are shown
in Table 4. Table 5 shows the predictive relationships between the

2In this sample, individuals who exhausted their regular unemployment insurance (e.g.,
26 weeks of their weekly benefit amount) and who continued to meet eligibility require-
ments could apply for up to 20 weeks of extended unemployment compensation due to
an extended unemployment compensation program enacted nationally in July of 2008 in
response to high unemployment rates. We focus on exhaustion of the base unemployment
insurance account.
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TABLE 4
Correlations Between Outcome Measures in Phase 4 (Predictive Validity)

Variable N M SD 1 2 3 4 5

1. Unemployment insurance
exhaustion (0 = no, 1 =
exhausted)

668 .30 .46 –

2. Reemployment status (0 =
unemployed, 1 =
reemployed)

418 .69 .46 −.54
∗∗

–

Reemployed individuals only
3. Number of job offers 289 .86 1.41 −.09 .09 –
4. Person-job fit 289 3.69 .98 −.10 −.11 .20

∗∗
–

5. Pay satisfaction 289 3.19 1.09 −.08 −.06 .19
∗∗

.60
∗∗

–

∗∗p < .01.

inventory components and the reemployment success criteria. The two
digit numbers without brackets or parentheses are simple correlations.
Below these correlations and in the first two columns, we also report
d-statistics as an index of the relationship between the inventory compo-
nents and the two dichotomous criteria, that is, unemployment insurance
exhaustion at Time 2 and reemployment status at Time 2. Correlation coef-
ficients are affected by the departure from a 50/50 split on the dichotomous
criterion whereas the d-statistics do not suffer from this problem. The two
sets of results are consistent.

The results shown in Table 5 demonstrate that each component of the
inventory was related to one or more of the indices of reemployment suc-
cess with the exception of Internet use. Unlike the other variables in the
set, Internet use is one variable that may be related more to reemployment
success for professionals than for nonprofessionals. Examination by sub-
groups showed this was the case. For example, the correlation between
Internet use and UI exhaustion was −.15 for individuals in professional
occupations and .01 for individuals in nonprofessional occupations (z =
−2.00, p < .05). The correlation between Internet use and reemployment
status at Time 2 was .17 for individuals in professional occupations and
−.07 for individuals in nonprofessional occupations (z = 2.39, p < .05).

Across the board, inventory components were associated with the out-
comes in the directions predicted by the literature (e.g., see Table 1),
with the exception of one variable, job-search hours at Time 1. Con-
trary to expectations, higher time spent in search was not associated with
increased reemployment and decreased unemployment insurance exhaus-
tion. Higher time spent in search was associated with less person-job fit.
This may reflect a tendency for individuals who were looking more at
Time 1 (e.g., because they really want a job) to take the first job that
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comes along, even if it is not the one they want. Examination of possible
demographic or experience-related moderators did not produce insight
into this relationship. Among the various outcome variables, the least
number of significant correlations were found with number of job offers.
This outcome measure has a highly skewed distribution with many indi-
viduals reporting zero or one offer, thus reducing variability and making
it difficult to observe a significant relationship.

Although the inventory is not intended to be used in practice with a
total score, we also created a total score from the first eight subscales
shown in Table 5 (variables 9–12 were on very different metrics, such as
number of times, dollars, and number of hours, not easily incorporated
into this total). The correlation between this total and the study outcomes
is shown across the bottom row of Table 5. Supportive of the overall
content of the inventory, the total score correlates in expected directions
with four of the five outcome measures shown in Table 5.

The effect sizes shown in Table 5 are small. Statistically, most of our
subscales are composed of dichotomous (and small numbers of ) items,
providing a very conservative estimate of predictive validity. In addition,
criteria validity estimates tend to be lower for predictive designs than for
concurrent designs, as shown in the personnel selection literature (Van
Iddekinge & Ployhart, 2008). Based on the results shown in Table 5, we
concluded there was sufficient predictive validity evidence supporting the
retention of all constructs in the inventory with the exception of job-search
hours at Time 1 and perhaps (across all types of unemployed) Internet
use. Given available literature supporting job-search hours as relevant
to finding work (cf., Barron & Mellow, 1981) and the pervasiveness of
Internet use as a job-search tool (Westaby, 2005), we chose to leave these
items in the inventory. Although the jury is still out with regard to the
effectiveness of Internet searching (Kuhn & Skuterud, 2004), counselors
find it valuable to know if job seekers are including this tool in their search
package and feel strongly it should be incorporated into one’s job-search
tool chest even for nonprofessional occupations, given that employers are
starting to advertise a broader variety of positions online. Within the final
inventory, we incorporated these two Internet items into the broader set of
job-search intensity items.

Phase 5: Finalizing the Inventory and Assessing Perceived
Usability and Ease of Use

Phase 5 involved organizing the retained items into a logical flow for
an inventory, finalizing the feedback boxes, asking for SME evaluations of
perceived usefulness of the revised inventory, and assessing final reading
levels. The final inventory is shown in the Appendix.
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Organization of Items in Final Inventory

Careful attention was paid to organizing surviving items into logical
inventory sections. Not all of the items are labeled with their variable
names. For example, items 28 and 29 as shown on the top of page 5 of
the Appendix assess job-search clarity, or Factor 4 from Table 2. These
items are under a more general section labeled “Your Job-Search Skill and
Confidence.”

Five additional items were added to the final YNJ as shown in the
Appendix. Items A1 and A2 were added per counselor feedback that it is
useful to begin with a sense of what job the person previously held versus
what type of job the person is trying to find now. Similarly, item A8,
“Posted my resumé and searched for jobs on www.MinnesotaWorks.net,”
was added because Minnesota counselors prefer that their clients are all
registered on this database. Two summary items at the end of the inventory
(see items B1–B2 of Appendix page 7) were written as a means of helping
job seekers transmit their learning into a tangible and specific plan of
action (Bandura, 1989). The first of these two items asks the job seeker to
“Look over your answers to this survey. What are three issues that might
limit your success in finding a job?” The last item asks respondents to
“List at least one step you will take within the next week to address any of
the issues identified in this booklet.” Goal-setting research suggests that
having short term or proximal goals will increase performance and keep
the participant focused along the way rather than becoming distracted
or overwhelmed by the complexity of the distal goal of finding a job
(Bandura, 1989; Morgan, 1985).

The final YNJ also includes several footers, such as “Keep working on
your job search each day,” and “Believe in yourself.” These footers were
based on research from Van Ryn and Vinokur (1992), which has estab-
lished the importance of self-affirmation and inoculation against setbacks
in the job search.

Feedback Boxes

Concise feedback boxes were written to provide brief pointers to job
seekers after each item set (i.e., see shaded boxes in the inventory shown in
the Appendix). The content of the feedback boxes was based upon findings
from the research literature, supplemented with information secured from
our panel of SMEs. For example, on page 3 of the Appendix there is a
section labeled “Job-Search Methods.” The content of the feedback box
is drawn upon a rich array of literature that suggests (a) higher search
intensity is related to reemployment success (Kanfer et al., 2001), (b)
informal methods such as networking may be particularly valuable to use
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within the job search (Granovetter, 1995), and (c) some individuals feel
uncomfortable with networking and need to be especially encouraged to
use this method (Wanberg, Kanfer, & Banas, 2000). Feedback boxes were
purposely kept short. Our pilot testing suggested longer feedback boxes
were not read by the job seekers.

Perceived Usefulness and Ease of Use

Perceived usefulness of the YNJ was examined from the perspective
of the population of counselors (n = 17) who will use the inventory
in the state of Minnesota (due to restructuring of roles, the available
group is smaller than that available in Phase 1). All of these individu-
als had had experience using the pilot version of the inventory. These
individuals reported an average of 14 years with the WorkForce Center
system.

First, the counselors were asked about perceived usefulness of the
inventory for practitioners using the following items: “This inventory will
be useful to me as a counselor,” “This inventory helps counselors identify
key issues that job seekers need help with,” and “The feedback boxes
provide information that I would like job seekers to have.” Responses
ranged from 1 = strongly disagree to 5 = strongly agree; mean reported
agreement was 4.66 (SD = .60). Comments from the counselors provided
insight into how the inventory is useful for practitioners working with job
seekers. For example, one counselor wrote:

It [is] very useful as we can look at the [inventory] and get a good idea of
what is happening with the job seeker. I feel it is a time saver as we have
much of the information we need before sitting down with them . . . . It is
also nice to say to the applicant ‘I see that you checked (whatever) and I
was wondering how we can help with that.’ It breaks the ice, so to speak,
with the [individual].

An additional comment suggested, “You get a very good idea by scan-
ning the inventory as the discussion begins, as to the [job seeker’s] weak-
nesses, strong points, and areas where they need help.” Other comments
suggested that because the inventory is used statewide in several work-
force centers, the inventory helps to provide consistency across locations
and ensures the many relevant areas related to job search are assessed. All
17 agreed or strongly agreed that they were satisfied with the length and
reading level of the final inventory.

Second, the practitioners rated three items about the usefulness of the
inventory for the broad spectrum of job seekers with whom they work (e.g.,
“This inventory will be useful to job seekers.”). Responses ranged from
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1 = strongly disagree to 5 = strongly agree; mean agreement was 4.36
(SD = .90). Comments based on use of the pilot suggested the inventory
works well for job seekers with different occupations, industries, levels
of work experience, age groups, and across both rural and urban regions
of the state. An exemplar group that may benefit from use of the YNJ,
according to these practitioners, is individuals who have been completely
separated from their employment due to a business closure or layoff.
The SMEs noted that highly unskilled individuals and individuals with
literacy problems may benefit less from use of the inventory and that the
inventory may be less helpful for individuals with extensive job-search
experience.

Perceived usefulness of the revised inventory from the job seeker
perspective was also directly examined from a small group of job seekers
(n = 24) from a state neighboring Minnesota. These individuals were
unemployed for an average of 11 weeks (SD = 6.4), and all were at a local
employment center when asked to participate. Following completion of
the inventory, the job seekers were asked about perceived usefulness of
the inventory (i.e., “This inventory will be useful to job seekers”; “This
inventory will help job seekers identify areas they may need assistance
with”; “The content of the inventory is relevant to job seekers”; “The
inventory will be of practical value to job seekers”). These items were
rated on five-point scales where 1 = strongly disagree and 5 = strongly
agree. The internal consistency of these items was .86. Supporting the
perceived usefulness of the inventory from the job seeker perspective, the
mean of these four items was 4.16 (SD = .62).

The job seekers were asked “What insights, if any, were provided by
taking this inventory?” and “What did you find to be most helpful in
this inventory?” Responses indicated that job seekers found the inventory
and feedback boxes to be valuable and prompted a level of self-reflection
that they had not achieved on their own. Example comments included:
“I may not be as prepared to do a great job search and land a job as I
thought. It forced me to think about my resumé, my skill level, classes I
could take or just . . . are my feelings normal?”; “The action plan after the
inventory and getting to that part. I realized maybe I could do more and
maybe I do need some help”; and “That I’m not by myself, there is more
help available than I have been utilizing . . . think outside the box, explore
more, research more and spend more time looking for my next job.” These
individuals were timed while taking the inventory. Individuals took, on
average, 15 minutes to complete the inventory.

As the final step of Phase 5, we assessed the reading level using
the Flesch–Kincaid grade-level statistics provided by Microsoft Word.
Compared to the 6.2 grade level of the inventory at Phase 1, the final YNJ
is at a reading level of 5.2.
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Discussion

The focus of this manuscript was on development of the “Getting
Ready for Your Next Job” inventory that assesses 13 primary content areas
relevant to job search for unemployed individuals ( job-search intensity,
Internet use, job-search confidence, job-search clarity, support, stress and
worry, skills, barriers, job-search experience, difference between last wage
and wage desired, time spent in job search, and number of interviews in
last 2 weeks). There are several ways the YNJ might be used. First, the
inventory can be self-administered by the job seeker, preferably early
in the unemployment spell. The inventory provides a “big picture” for
job seekers, introducing them to several issues of which they should be
aware. Second, the inventory can be used by a practitioner or outplacement
consultant to help job seekers identify solutions to potential problem areas.
For example, someone who scores low on support might benefit from
joining a networking group where support can be provided by other job
seekers. Or, workshops can be recommended to help boost job-search
skill where individuals indicate they have low confidence. Counselors
who used the longer pilot version of the inventory noted that they became
experienced with scanning the inventory for problem areas and making
referrals to services available for job seekers. Counselors can also urge
individuals to follow-up with the personal goals that are written in the
summary section (see Appendix items B1 and B2). Individuals who set
goals will be more likely to have more goal clarity and will be more
likely to implement a plan of action (Locke, 1996). Other suggestions for
counselor use of the inventory components appear in the last column of
Table 1.

Although developed for use in Minnesota, the YNJ can be modified for
use by any agency or counselor assisting unemployed job seekers, or can be
used as a resource provided to individuals in mass layoffs. For example, the
inventory has recently been adapted/modified by a job-sourcing firm for
use with both employed and unemployed high-end job seekers. In the YNJ
shown in the Appendix, several feedback boxes have Minnesota-specific
terminology or resources listed (i.e.,“WorkForce Center,” the Minnesota
career information page at www.iseek.org, or the 1-800-GETJOBS phone
number that is for Minnesota job seekers.) We encourage agencies to list
their location-specific resources in these feedback boxes. Modifications
of the inventory can be cited as adapted from the YNJ with reference to
this manuscript. Interested users may download a PDF or Microsoft Word
version of the YNJ from http://www.ynj.csom.umn.edu/.

It is useful to mention study limitations as well as to discuss the poten-
tial for future work in this area. Predictive validity correlations between
the YNJ components and the criterion components were small and likely
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substantially impacted by the dichotomous nature of the items and short-
ness of our subscales. At least a few of our scale development decisions
such as the use of dichotomous response options might seem at odds with
typical academic practice with regard to scale development but were well-
suited and necessary in the applied context. Importantly, each component
of the inventory has broader empirical relevance to the job-search pro-
cess, with many of the variables having meta-analytic evidence support-
ing somewhat larger effect size relationships with reemployment success
(Kanfer et al., 2001) than we reported. This evidence combined with the
utility reported from job seekers and counselors suggests this tool can be
useful with regard to helping job seekers think through issues related to
their job search (see also Prentice & Miller, 1992 who argue small effect
sizes can be valuable). Further work will be helpful to examine alternative
item sets that may improve the predictive validity (and utility) of the YNJ.

Our study did not explicitly address the question of whether unem-
ployed job seekers who complete the YNJ are more likely to experience
reemployment success than individuals who do not complete the YNJ.
With regard to this question, although we think such an exploration would
be of value, we look at the instrument as a needs assessment tool. Similar
to a training needs assessment, identifying training needs of employees
within an organization does not guarantee training success or skill devel-
opment. For example, it may be the case that the YNJ is able to help a job
seeker realize she is not using a broad enough portfolio of search methods.
This insight, however, does not guarantee that the individual will change
his or her habits. Regardless of the action later taken, needs assessment is
a necessary foundation of a performance improvement process.

There are several potential improvements that may be made to the
YNJ. For example, with regard to improving the feedback that is provided
following specific item responses, there is a clear need for understanding
how to give good, differential feedback for reemployment speed versus
quality outcomes. It is also apparent that we need to understand the in-
tricacies of the value of different search strategies and methods further
so as to provide optimal feedback and suggestions to job seekers. As our
knowledge develops, we may be able to tailor feedback to specific types of
job seekers (those with higher vs. lower education, etc.). At this point, in-
formation regarding antecedents of reemployment success is general and
has not uncovered extensive moderators in terms of different strategies
being important for different demographic groups and so on.

It may also be useful to develop a version of the inventory that can be
taken and scored online. An electronic version would allow individuals
to click for expanded information and feedback on problem areas. Infor-
mation could also be stored electronically for easy access by job-search
counselors as individuals come in to receive help. Due to both privacy
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and accessibility issues, the decision was made to focus at the present
time on a hard-copy inventory. For example, with regard to privacy is-
sues, the inventory asks individuals some questions that may not be in a
state’s interest to store electronically, such as item A31 that asks to what
extent the individual has been feeling depressed. In addition, at this time,
the purpose of the inventory is markedly “developmental” (meant to help
individuals find work sooner)—electronic storage of information could
be for competing purposes such as to disqualify individuals from their
unemployment insurance benefits (e.g., if an individual does not report
enough job-search activity).

In summary, the purpose of this article was to report the development
of the YNJ, an inventory designed to provide insight and brief feedback
to unemployed job seekers. The inventory assesses 13 distinct areas that
are relevant to diverse reemployment success outcomes, and our data
suggest that both practitioners and job seekers find the inventory useful.
Furthermore, despite the dichotomous nature of several of our items, our
results still showed solid relationships with reemployment outcomes.
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