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A rapid growing, diverse student population is outpacing resources currently 

allocated to career service needs. To keep pace with the changing population and their 

demands, community college career service offices must foster support from internal and 

external constituents in order to highlight the value career services bring in meeting 

student needs.  

As administrators and career service professionals embrace the “open-door” 

policy of community colleges, there will be a diverse group of students seeking assistance 

in student services. With many demands placed on student’s time – work, family and 

personal issues – the need for “on-demand” services will become more attractive to fit 

into already busy schedules.   

The purpose of this study is to compare perceptions of career services among 

students, career service professionals (CSP), faculty, administrators, staff, and employers 
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within North Harris Montgomery Community College District (NHMCCD). Moreover, 

the study will use group perceptions to identify further initiatives to enhance career 

services throughout the district.  

 The study is designed to generate a list of numerous perceptions and themes 

concerning career services.  A list of initiatives will be generated to provide enhanced 

career services for students on campuses throughout NHMCCD.  The analysis of 

perspectives among students, career service professionals, faculty, administrators, staff, 

and employers will be compared.  Information from the study will assist career service 

professionals within NHMCCD as they continue to enhance career programs and services 

that will help students achieve their career goals.    
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CHAPTER ONE 

INTRODUCTION TO THE STUDY 

OVERVIEW 

This chapter provides an overview of the study, including the statement of the 

problem, specific problem area, definition of terms, purpose of the study, research 

questions, assumption, limitations, and significance of the problem.  

Career services provides a myriad of resources for students, employers, college 

employees, and community members.  In times of legislative funding cuts to higher 

education, it is important for career practitioners to continue to strive to keep this most 

valuable resource available to the constituents it serves.  It takes strong leaders within the 

field of career services to advocate for funding and resources.  Some career service 

offices pool their resources in order to meet the diverse needs of their students and 

communities to provide each student an equitable opportunity to prepare for a fulfilling 

and profitable career.  According to the American Association of Community Colleges 

(AACC, 2004, Employee Participation Associates), the reasons students attend 

community colleges are numerous and include; obtaining a degree or certificate, low-cost 

tuition, proximity to home, remedial education, flexible scheduling, developing new 

skills, or transferring to four-year institutions.  Although there are students who are 

interested in obtaining a bachelor’s degree, there are others who prefer to receive training 

for a job then head straight into the workforce. Community college career centers bridge 

the connection between education and work.  



 2

Community colleges provide a welcoming and “can do” atmosphere for students 

who may have been turned away by the university because they may have been deficient 

in math, reading, or writing.  For students who have full-time jobs and families, the 

community college provides a flexible class schedule along with an assortment of 

financial aid offerings.    

If it were not for the community college, many individuals would not receive a 

fresh start. For many students, the community college provides the supportive 

environment needed for success in obtaining a higher education degree. Baum and Payea 

(2004) state there are individual as well as societal benefits for students to pursue higher 

education. 

Individual benefits include:  

• There is a correlation between higher levels of education and higher 

earnings for all racial/ethnic groups and for both men and women.  

• The income gap between high school graduates and college graduates has 

increased significantly over time. 

• The earnings benefit the average college graduate realizes is high enough 

for graduates to recoup both the cost of full tuition and fees and earnings 

forgone during the college years in a relatively short period of time.  

• Any college experience produces a measurable benefit when compared 

with none, but the benefits of completing a bachelor’s degree or higher are 

significantly greater. 

Societal benefits include: 

• Higher levels of education also correspond to lower levels of 

unemployment and poverty, so in addition to contributing more to tax 
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revenues than others do, adults with higher levels of education are less 

likely to depend on social safety-net programs, generating decreased 

demand on public budgets.  

• College graduates have lower smoking rates, more positive perceptions of 

personal health, and lower incarceration rates than individuals who have 

not graduated from college. 

• Higher levels of education are correlated with higher levels of civic 

participation, including volunteer work, voting, and blood donation. (p. 7) 

Ultimately, students go to college for the individual benefit of better paying jobs.  

If the final goal for students is to obtain an education that leads to employment and a 

better way of life, then they rightfully deserve more career service resources to support 

them as they transition from college to career.   

COLLEGE CAREER CENTERS 

In alignment with the community college, career centers within these institutions 

of higher education help promote the “can do” spirit for the students they serve. Career 

practitioners are attempting to satisfy demands of internal and external constituents with 

limited resources.  In order to be successful, it is critical for career practitioners to gain 

support in their quest for commitment to quality.  

After the 1970’s, there was a demand from constituents for colleges to offer more 

services in career assistance.  “The interest in attracting and retaining students 

contributed to higher education recognizing the need to provide more career assistance to 

their students” (McGrath, 2002, p. 71).  

North Harris Montgomery Community College District (NHMCCD) career 

centers are the focus of this study.  NHMCCD consists of 5 colleges:  North Harris 
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College, Kingwood College, Tomball College, Montgomery College, Cy-Fair College; 

The University Center; and four satellite offices (Fairbanks, Willowchase, Parkway, and 

Carver).   This study seeks to understand the perceptions of career services within 

NHMCCD and strategies to enhance career services to assist students in achieving their 

career goals.  

PROFESSIONAL STANDARDS 

The National Association of Colleges and Employers (NACE, 1998) approved 

The Professional Standards for College and University Career Services in 1998. The 

standards were developed to identify the institution’s responsibility for providing career 

services and pertains to programs, not career practitioners. Some program components 

may be provided by other departments. According to the Professional Standards, NACE 

(1998) suggests career services should assist individuals with the following: 

• develop self-knowledge related to career choice and work performance by 

identifying, assessing, and understanding their competencies, interests, values, 

and personal characteristics; 

• obtain educational and occupational information to aid career and educational 

planning and to develop an understanding of the world of work; 

• select personally suitable academic programs and experiential opportunities that 

optimize future educational and employment options;  

• take responsibility for developing career decisions, graduate/professional school 

plans, employment plans, and/or job-search competencies;  

• prepare for finding suitable employment by developing job-search skills, effective 

candidate presentation skills, and an understanding of the fit between their 

competencies and both occupational and job requirements; 
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• gain experience through student activities, community service, student 

employment, research projects, cooperative education, internships, and other 

opportunities; 

• link with alumni, employers, professional organizations, and others who will 

provide opportunities to develop professional interests and competencies, 

integrate academic learning with work, and explore future career possibilities; 

• seek a desired employment opportunity or entry into an appropriate educational, 

or professional program; and 

• prepare to manage their careers after graduation. 

The needs of students must be considered when designing programs.  Career 

services should serve as linkages to institution-wide efforts for career-related programs 

and services. It is important that the institution and career services staff develop goals to 

serve the variety of constituent groups that is consistent with the mission and professional 

standards (NACE, 1998). According to the Professional Standards set forth by NACE 

(1998), additional services for program components include career counseling, career 

information, employment services, graduate school services, experiential education and 

career exploration.  Other professional standards to consider include: program 

management, organization, human resources, facilities and equipment, campus and 

external relations, employer relations and services, legal responsibilities, equal 

opportunity, access, affirmative action, diversity, ethics, research, assessment, and 

evaluation.  

STATEMENT OF THE PROBLEM 

The career service needs of a rapid growing diverse student population are 

outpacing the resources currently devoted to those needs.  According to Luzzo (2000),  
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“recent demographic trends have recognized a growing number of returning adult 

students, whose needs may differ from those of traditionally-aged undergraduate students 

served by university career counseling programs” (as cited by Djadali & Malone, 2004, p. 

8). What must community college administrators do to in order to support career services 

practitioners in meeting the career needs of students?  Davies and Feller (1999) suggest 

career development should be the focus. 

The concept of a comprehensive career center to bring the concept of career 

development front and center on the community college campus is necessary if 

community colleges are to truly prepare all students to take their place in their 

local and global communities. (p. 96) 

 Moreover, many community college career service practitioners find themselves 

being absorbed by other offices.  For example, due to budgetary constraints, career 

centers are forced to merge with the counseling office or academic advising office.  

Career service professionals often find once the mergers take place, they struggle to 

continue to provide career-related services because they are inundated with academic 

functions of the host department. In addition, many community colleges’ career 

practitioners are wearing several hats that involve career counseling, job search 

assistance, job development, and internship/co-op coordination with one or two full-time 

staff members (Greenberg, 2001).  As a result, the researcher is convinced that the 

identification of perceptions and the development of initiatives to enhance career services 

will assist career practitioners in meeting the career goals of students.  

SPECIFIC PROBLEM AREA 

 Career service professionals encounter four specific problem areas in serving 

students.  First, there are misperceptions of the role of career services by students, 
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faculty, administrators, staff, and employers.  Services offered range from counseling to 

job-related assistance; however, in many cases, constituents see it only as “job 

placement” when “placement” is not the service offered.   There is confusion around 

exactly what the word “placement” means.  Career services offers job listings that 

connect students with employers and teaches students self-sufficient job search strategies. 

Staffing agencies offer “placement.” A client fills out an application, completes a skills 

assessment, and waits for a call for a guaranteed job. The old saying “give a man a fish 

and he’ll eat for today, but teach him how to fish and he’ll eat for a lifetime” applies to 

career services (Rayman, 1993, p. 11).  Rayman (1993) suggests it is not the primary goal 

to get students jobs but rather teach them the skills to obtain their first job as well as jobs 

throughout their lifetime.  

Career services lack the staff to provide the staffing agency model of service 

which leads to the second problem, lack of staff. Throughout the district, career services 

consists of one or two full-time counselors/career practitioners and one full-time shared 

support staff member. Some offices may receive support staff by way of part-time student 

workers. For instance, two campuses within the district have career counselors who 

provide both counseling and job-related assistance.  The other three campuses have 

career service practitioners who assist with job-related issues in one office and career 

counselors who handle counseling in another office.   

Next, is the lack of a dedicated space or facility for career services to operate. 

Throughout the district, career services are housed either within another department or 

separated in two areas by job-related services and career counseling.  At two campuses it 

is a part of counseling/student life, and split by counseling and job-related function at 

other campuses.      
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 The final challenge is the lack of funding career services needs in order to serve 

students properly.  Lack of staff and space is the result of not having adequate funding in 

order to address the career needs of students. Each college within the district has a 

specified budgetary amount in order to deliver career service programs and resources. 

The following list is provided to demonstrate the depth of responsibility and programs 

career services provides (David, 2004):   

• Career Counseling – Career counselors assist undecided students with career 

decisions such as choosing a major and career planning.  Career assessments are 

provided and interpreted to match interests, skills, and personality to career 

choice. For students seeking employment, job search strategies, interview 

preparation, and resume critiques are provided.  Information is provided through 

career-related seminars and a career development course, Human Development 

0114, where students progress through the career planning, exploration, and job 

search process. 

• Self Assessment – Career counselors use different types of career assessments to 

determine a student’s interests, skills, and personality.  CHOICES, a 

computerized career exploration tool and the Campbell Interest Inventory 

determine interests and provide information on possible career choices. The 

Myers Briggs Type Indicator (MBTI) and “Do What You Are,” a web-based 

program, provides personality information to match students with similar 

occupations.   

• Career Resource Library – Reference material is provided in the office that 

relates to on-line resources, career fields and majors, industry-specific agencies 

and organizations, career planning, job search resources, resume and cover letter 
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information, interview information, and career information related to special 

populations. 

• Career Services Council Projects – Projects the council works collaboratively 

on include Job Connections Day which is a day once per month per campus that 

employers come to recruit.  The council also works collaboratively on general job 

fairs and industry-specific job fairs such as the Education Job Fair. Each office 

holds an annual job fair on campus.  The Career Guide is an annual publication 

that addresses job search issues including resume development, job search and 

interview information.  The Guide is free to students and is funded by ads 

generated from a list of employers provided to the publisher.  The Career Services 

Website is a collaborative project to streamline the Internet presence of career 

services within NHMCCD (www.nhmccd.edu/cc).  The Career Information 

Sheets is a project that provides information pertaining to degree programs across 

the district.  Finally, Career Connections is a job database used jointly to post job 

opportunities throughout the district.  

• Career Service Partnerships – Partnerships involve working with area 

employers to assist them in finding qualified candidates through the Career 

Connections job database.  Campus and club partnerships are developed as career 

practitioners deliver career seminars to departments such as human development, 

psychology, English, occupational therapy, nursing, speech, business, 

biotechnology, office administration and clubs such as Rotaract, CIT Society, and 

Occupational Therapy.  Industry-specific programs are provided in working with 

faculty such as Majors Fairs, Health Career Days, and Career Month.  
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• Employment Resources – Connect employers to employees through Job Fairs, 

On-Campus Recruiting, and the Career Connections database.  The database is a 

district-wide job posting system that benefits students by allowing them to post 

word resume attachments and view and apply for jobs.  It benefits employers by 

allowing them to post job listings, search candidates, and review resumes. Job 

related resources such as Resume & Interview Seminars and Job Search 

Resources are also provided.   

In summary, the programs and services mentioned above are intended to provide 

information for students seeking career planning and job-related resources.  Career 

practitioners do an excellent job with the resources they are provided; however, the 

manpower, funding, and facilities are not in place to assist career practitioners in 

providing world-class career services.  

DEFINITION OF TERMS 

The following terms are used extensively throughout this study.  These definitions 

are offered to explain the meaning of the terms as they relate to the context of this 

dissertation.  

Career Center:  Office at a college or university that provides services that include 

career counseling and job-related resources, and experiential education opportunities. The 

term career center and career services may be used interchangeably. 

Career Practitioner:  An individual who provides career and job-related services to 

individuals.  This person may or may not be a career counselor. 

Career Services:  Services for individual and group career counseling, job search and 

interview assistance, career exploration, career assessments, and resume assistance 

(Sampson Jr., 1999). 
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Career Counselor:  Practitioners who have been trained to assist people in matching 

their personality, skills and values to their occupations of interest. They administer 

assessments, counsel, coach, and support people through the career planning and job 

search process (Hagevik, 1998). 

Career Development:  According to Brawley et. al (1993), career development is a 

lifelong process of developing beliefs and values, skills and aptitudes, interests, 

personality characteristics, and knowledge of the world of work (as cited by Brawley, 

1996, p. 11). 

Comprehensive:  Something that is extensive and inclusive (Landoll, 1997). 

Comprehensive Career Center/Career Services:  A college or university career center 

that offers extensive services in career counseling, career planning and assessment, 

employment and experiential education resources and listings, job fairs, on-campus 

recruiting, a career services website and web resources.  

Distance Career Counseling:  Providing career counseling via a non face-to-face model 

such as telephone, chat or teleconferencing. 

Experiential Education: Luckman (1996) states “Experiential learning has been 

described as a ‘process through which a learner constructs knowledge, skills, and value 

from direct experiences’” (as cited by Wright, 2000, p. 1).  Examples of experiential 

education include internships, co-ops, and service learning. 

Face-to-face:  The act of delivering career counseling in person.  

Placement:  Job-related resources to connect students with employers. 

World-class: “The competencies and proficiencies of individuals, programs and/or 

institutions that would allow them to compete with anyone in the global economy…a 
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notch or two (or standard deviation or two) above the average” (J. E. Roueche, personal 

communication, October 26, 2005).  

PURPOSE OF THE STUDY 

 The study is designed to compare the perceptions of career services among 

students, career service professionals, faculty, administrators, staff, and employers within 

NHMCCD. The study will use the perceptions to identify further initiatives to enhance 

current career service offerings throughout the district to promote student success. 

Consensus and non-consensus data will be captured and analyzed by the researcher as 

constituent groups explore career service initiatives to enhance current services.  The 

methodological process will produce the top 7-10 perceptions and initiatives to support 

career services in providing enhanced services for students within the district.  The top 

votes of perceptions and initiatives will be forwarded as recommendations to Vice 

Presidents of Instruction, Student Development, and Deans of Student Services across the 

district.  The recommendations will provide a case to begin supporting career services. 

The following questions will guide the study:  

RESEARCH QUESTIONS 

1. What are the current perceptions among students, career service professionals, 

faculty, administrators, and employers of career services within NHMCCD? 

2. What initiatives could be implemented to enhance Career Services within 

NHMCCD?  
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ASSUMPTIONS 

In the course of preparing this paper, the researcher made the following assumptions:   

1. Providing career services to students is a critical part of the community college 

mission.   

2. Administrators have the authority to provide the necessary resources and support.   

3. Increased resources and support will enhance career service offerings and 

contribute to career development success. 

LIMITATIONS 

The limitations of the study include: 

1. One major limitation in writing this paper is the lack of research available on the 

impact of career services in the community college.  

2. Considering the study will take place at Tomball College, the researcher 

anticipates difficulty in obtaining enough students from other campuses for the 

study.  

3. Amount of time each group member can participate.  

4. NHMCCD has a limited number of career service professionals to participate in 

the study.  

5. A sample of constituents within NHMCCD used will limit the depth of the study; 

however, the results may be generalized to other community colleges and used as 

a model.    
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SIGNIFICANCE OF THE PROBLEM 

The results of this study will assist career practitioners in identifying perceptions 

of career services to build a case for initiatives that will lead to enhanced services for 

students.  In addition, the results will add to limited knowledge and lead to obtaining 

support needed in order to better assist students with career aspirations. For many 

community colleges, career service needs are an afterthought.  If the emphasis is for 

students to obtain career planning, experiential education opportunities, and employment 

both during college and after graduation, then administrators must rethink if adequate 

resources are in place to get the job done.  

As administrators and career service professionals embrace the “open-door” 

policy of community colleges, there will be a diverse group of students seeking assistance 

in student services. With many demands placed on student’s time—work, family and 

personal issues—the need for “on-demand” services will become more attractive to fit 

into already busy schedules.  This study will help illustrate the support needed from 

college administrators for career practitioners to provide enhanced career services to 

assist students in reaching their career goals.   
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CHAPTER TWO 

LITERATURE REVIEW 

INTRODUCTION 

This study seeks to explore the perceptions of NHMCCD career centers among 

constituent groups and how to address their needs better in the design and 

implementation of enhanced career programs and services.  The following review of the 

literature assists to inform the research and analysis of the findings.  

This chapter analyzes the literature related to the career development needs of 

students who attend community colleges.  It begins with an overview of community 

colleges and why students attend in such large numbers. This is followed by the history 

and role of career services and how to implement programs and services to enhance 

career centers.   

The community college has been coined “ a college of second chances” (Moore, 

2005, p. 2), “democracy’s college,” “opportunity college,” and “the people’s college” 

because of its contribution to the continual process of human development and open-door 

access (Roueche & Baker, 1987). The Truman Commission report in 1970 and the 

Carnegie Commission on Higher Education report (1974) advocates the open-door 

policies of the community college. They refer to the institutions as “serving a 

democratizing role in American higher education.” The Carnegie Commission, in 

particular, addresses “universal access” and, specifically, access for minorities and low-

income students (as cited by Bragg, 2001, pp. 101-102).  
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The open-access policy is the main contributor of the tremendous growth 

community colleges have experienced. In addition, “low tuition, proximity to home, 

availability of evening courses, flexible schedules, remedial education, and open door 

admissions are characteristics of community colleges that help to explain this 

phenomenal growth” (Martinez & Fernandez, 2004, p. 51). The role of community 

colleges today is to provide students with vocational skills in order to prepare them for 

the job market or for use as a stepping-stone to four-year college and university bachelor 

degree programs through transfer education. “The transfer, vocational, developmental, 

and continuing and community service foci have become increasingly important as the 

mission of the community colleges has evolved” (Bragg, 2001, p. 93). It provides an 

opportunity for students who have been consistently discouraged from participating in 

four-year college and university programs.  

Beginning as junior colleges and technical institutes, moving toward more 

comprehensive programming and community engagement through the 1947 

Truman Commission on Higher Education, and burgeoning with the baby boom 

that hit higher education in the 1960s, America’s community colleges have now 

matured into essential engines of educational, economic, and social development 

(Milliron & de los Santos, 2004, p. 106). 

 Community colleges have become the nucleus for educational, vocational, social, 

cultural, and recreational activity that takes place in the community.   

Today more than 1,100 community colleges serve more than 10 million students 

across the United States.  The broad range of programs in comprehensive 

community colleges makes it hard to pin down a single mission for these 

institutions, but, in general, community college students attend to obtain 
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certificates, diplomas, and degrees in credit and noncredit areas, including college 

transfer programs, terminal and transfer technical programs, vocational training, 

workforce development programs with industry, workforce development 

programs with displaced workers, basic skills and remedial programs, adult basic 

education and GED, seniors programs, and vocational noncredit programs. In 

addition, community colleges are often the primary educational source to prepare 

learners for external certification programs…Most important, community colleges 

do all these things as integral community partners, tightly tying their 

programming to local community needs (Milliron & de los Santos, 2004, pp. 106-

107). 

The community college serves a diverse group of students.  In addition to the 

traditional students, other populations include: persons such as the older student, adults 

needing work-life balance, persons seeking career changes, displaced workers, 

unemployed, underemployed, and persons with special needs (Brawley, 1996).   It also 

serves first-generation, women, and minority students who attend full-time due to 

employment and family obligations (Bragg, 2001). 

Brint and Karabel (1989) contend that in the 1920’s, community college leaders 

criticized the squandering of resources providing college preparation to students who 

would more than likely not continue their education.  As more transfer students were 

generated by the community college, this assumption was dispelled. Today, this belief 

has been abandoned by community college leaders but is still regarded by university 

officials. Terry O’Banion (1997) states, “the student has always been the first priority in 

the community college” (p. 28). 
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The literature also reveals the debate between those who see the community 

college as an institution dedicated to providing equal educational opportunities and those 

who see the institution as a training ground for the vocational movement. This debate has 

provided a consistent strain within the community college movement and has contributed 

to discussion of how the community college evolved.  Historically, there have been 

opposing views of the role of community colleges (Brint & Karabel, 1989). 

According to Kazis (2004), the nation has to strengthen the public education 

pipeline in order for students to achieve credentials, which is the key for economic 

success: 

Double the Numbers is a call to action, a challenge to “double the number” of 

young people from low-income and minority families who succeed in getting to 

and through postsecondary credential programs.  It is a call to narrow 

significantly the longstanding inequities in postsecondary success rates between 

higher-income and lower-income Americans, between white and minority 

students. (p. 1)  

In conclusion, the community college provides a great resource for students who 

would not otherwise be provided the opportunity to attend college.  These institutions of 

higher learning must continue to work hard at maintaining equitable opportunities for a 

diverse population of students. According to the U.S. President’s Commission on Higher 

Education (1948, p. 36), 

If the ladder of educational opportunity rises high at the doors of others, while at 

the same time formal education is made a prerequisite to occupational and social 

advance, then education may become the means, not of eliminating race and class 

distinctions, but of deepening and solidifying them.  It is obvious, then, that free 
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and universal access to education, in terms of the interest, ability, and need of the 

student, must be a major goal of American education (as cited by Bragg, 2001, p. 

96).  

Bragg (2001) goes on to state that students depend on community colleges to 

provide the bridge to advance their educational and employment aspirations. Likewise, 

Kazis (2004, p. 1) suggests community colleges must continue to strive to serve an ever-

growing diverse population of students who need access “to and through” the college 

process in order to obtain a better quality of life.  

HIGHER EDUCATION PAYS 

There is an ever-widening disparity between people with college credentials and 

those without credentials. More education equates to better jobs—therefore, more 

earnings. Students who are able to obtain a college education can enjoy an increased 

income. They are more likely to vote for causes that would assist them to advance 

further. “Educational and economic advantages snowball” (Kazis, 2004, p. 6). The more 

education and training an individual obtains, the more opportunities become available for 

additional training. Miretzky and Tozer (2002) state, “Furthermore, although the students 

were clear in their understanding that the careers to which they aspired required a college 

education, they did not know or understand the specific relation between level of 

education achieved and job opportunity” (p. 485).  

College graduates earn on average 70 percent more than high school graduates – a 

gap that has more than doubled in the past two decades even as the number of 

college-educated workers has risen.  High school dropouts are four times more 

likely than college graduates to be unemployed.  For states, this relationship has 

important economic implications.  States whose populations have higher levels of 
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educational attainment also have higher per capita income. Yet despite the 

powerful connection between education and economic well-being, our state public 

education systems – K-12 and higher education – are not performing well enough 

to generate the full benefits associated with high educational attainment levels 

(Kazis, 2004, p. 2). 

There are a variety of services that are provided at the community college that 

contribute to the success of students. These services include financial aid, advising, 

career services, counseling, learning assistance center, and student activities, to name a 

few. In addition to access, community colleges must also work hard to attract minority 

and working-class students to utilize available student services on campus that have been 

put in place to contribute to student success. Career services assists in providing 

resources to help students make the connection between education and the world of work.  

HISTORY OF CAREER SERVICES  

The mission of career centers has evolved since they first emerged on college and 

university campuses.  Their role will continue to modify as the demands of society 

changes (Wessel, 1998). The office has expanded from a simple administrative unit 

offering only placement services into a comprehensive unit offering a variety of career 

services to numerous constituent groups (Rayman, 1993).  

Stevens (1965) in the mid-sixties, Powell and Kirts (1980) in the early 1980s, and 

Rayman (1993) in the early nineties are among the authors who have commented 

on the reality that the career office will continue to change.  Casella (1990) 

presumed that there has been a paradigm shift over the past fifty years from 

placement (1940s-1950s) to planning (1960s-1980s) to networking (1990s-future) 

(Wessel, 1998, p. 174). 
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Historically, the term “placement” was something professors, and later placement 

officers, used to “sell” potential graduates to employers (Stewart, 1993).  The next 

section will describe the evolution of career services into the current role it serves today. 

THE ROLE OF CAREER SERVICES 

Career services acts as the college’s liaison with employers and serves as a 

valuable campus resource for many college constituents. Over the last 30 years, career 

services has become a vital component of student affairs on college campuses, serving 

students, the community, and employers alike. The purpose of each office depends on the 

students serviced.  Not only is career services a resource to link employers interested in 

recruiting students and those seeking employment, but also a resource to assist students 

with career planning and development (McGrath, 2002). In addition, career services 

practitioners provide students with lifelong skills that will transfer across their careers.  

Community college career centers serve a diverse group of students and community 

members as well as traditional and non-traditional students. Hoyt (1995, p.2) contends,  

Increasing numbers of adult workers are being forced to change occupations 

because their current jobs are being eliminated.  Growing numbers of persons age 

18-25 find themselves ‘out-of-school, out-of-work, out-of-skills, and out-of-hope’ 

(as cited by Brawley, 1996, p. 4-5).   

Hepner and Johnston (1994) suggest:  

In order for career centers to survive, career practitioners must determine, 

prioritize, and promote the scope of services provided by the career center, 

and relate these to the mission of both the career development center and 

student development program within the college.  Staffing and 

commitment of other resources require prioritizing; otherwise burnout and 
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compromise become the norm.  With a consensus about what will be 

emphasized in the mission, it will be easier to promote the center (as cited 

by Brawley, 1996, p. 13).   

Likewise, Combs (2001) suggests that to operate successfully, career 

centers must be visible to students and offer hands-on experiences.  

MAKING CAREER SERVICES A PRIORITY 

There are consistent themes that continue to appear relating to the importance of 

supporting career services in assisting students in reaching their goals.  Bechtel (1993) 

contends: 

Career services are important to parents, students, and tuition payers as a means 

of obtaining a return on their investment in education and as a route, a better way 

of life. Career services are important to returning students, non-traditional 

students, and part-time students, who are usually engaged in higher education as a 

transition to better-paying jobs and more fulfilling careers. (p. 33) 

By identifying the challenges career centers face, career practitioners will be 

better able to garner support needed to assist students. The first area identified throughout 

the literature is the misperceptions of constituents about career services.  Many student 

and academic affairs professionals are not clear about what career centers actually do. 

The academic community is unaware of the variety of resources available outside of job-

related resources (Jones, 2002).  According to employer Marie Artim, corporate human 

resources manager for recruiting at Enterprise Rent-A-Car, career services helps 

employers establish their relationships with people (as cited by Giordani, 2004). 

Although students, college employees, and employers view the resources provided by 
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career services as essential in making connections with students, there are unrealistic 

expectations among constituents of the extent of services offered.  

UNREALISTIC EXPECTATIONS 

According to McGrath (2002), although career services is a vital link between 

employers, faculty, students, and college employees, it can simultaneously be “subject to 

unrealistic expectations on the part of students, parents, college administrators, and 

employers” (p. 69). For example, some constituents expect career services to act as 

human resource offices by “screening and interviewing” potential candidates. 

Career services continually battles the role and expectations that faculty, staff, and 

students ascribe to the department.  According to Lee and Wilks (1996), “Default 

ascription applies to common beliefs.  Most beliefs in any set held by an agent are 

common beliefs about the world, and can be assumed to be common to any other rational 

agent unless marked otherwise” (p. 2).  There is sometimes not a clear understanding of 

the role the office plays in the college.  Faculty and students sometimes mistake the 

department as a placement/staffing agency.  They are not aware of the wide range of 

services provided outside of job search resources (Giordani, 2004).  As it relates to the 

term “placement,” Stewart (1993) contends:  

The system and the word present an image of a passive student and an active 

college or university official who “places” the student in the “right” position. In 

the dynamic employment market of the 1990’s with over one million degree 

recipients entering the work force each year, it is impossible for university and 

college officials to “place” every student. Beyond the logistical problem, there are 

more important issues of personal responsibility and the development of life skills 

by the students. With the rapid pace of career changes and the anticipation that 
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today’s graduate will perhaps have three or more careers and seven to fifteen jobs 

during the course of his or her working life, who will place the student three, 

fifteen or even twenty-five years into the future? Certainly, it cannot be, nor 

should it be, the placement office from the alma mater. (p. 38)  

It is important for students to realize they must be actively involved in the career 

planning and job search process. In the context of the 21st century, Powell and Kirts 

(1980) state that placement means preparing students to place themselves continually in 

jobs throughout their working lives (as cited by Stewart, 1993). Career practitioners 

should focus on helping students “take responsibility for their job search instead of being 

dependent upon someone else to accomplish the task for them” (Wessel, 1998, pp. 176-

177). 

Furthermore, career centers are sometimes in danger of being eliminated because 

administration may believe the misperception that the service is not needed if students 

can find jobs on the Internet.  The employers understand it is their relationship with these 

offices that allow them to fill open positions (Giordani, 2004). Finally, McGrath (2002) 

suggests administrators need to provide the resources and support for career services to 

do their job” (p. 72). The literature reveals the need for administrators and other 

constituents to be more realistic in their expectations and more familiar with what career 

centers do.   
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ORGANIZATIONAL THEORIES AND CONCEPTS  

The second area identified throughout the literature is properly staffing career 

centers in order to assist students in carrying out career goals. In order to lay the 

foundation for staffing career centers, it is important to consider organizational theories 

and concepts in starting new organizations or developing current organizations. 

The organizational structure of career services and the collaborative relationship it must 

maintain with students, staff, faculty, employers, and community members lends itself to 

the theory of the open system.  Hanson (2003) describes the open system theory: 

Open system theory conceives of an organization as a set of interrelated parts that 

interact with the environment almost as a living creature does.  The organization 

trades with its environment.  It receives inputs such as human and material 

resources, values, community expectations, and societal demands; transforms 

them through a production process (e.g., classroom activities); and exports the 

product (e.g. graduates, new knowledge, revised value sets) into the environment 

(e.g. business, military, home, college) with value added.  The organization 

receives a return (e.g. community financial support) for its efforts so it can 

survive (and hopefully prosper).  The cycle then begins once again. (p. 7) 

Career services receives input (students in need of jobs or career development). Career 

practitioners then assist the student with their needs.  Finally there is output (the student 

has decided on a career direction or has obtained employment). 

 Career services practitioners should be knowledge workers.  Peter Drucker (1999) 

states, “the most valuable assets of the 20th century company were its production 

equipment.  The most valuable asset of a 21st century institution (whether business or non 

business) will be its knowledge workers and their productivity” (as cited by Hanson, 
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2003, p. 9).  Drucker (1999) identifies six areas that must be addressed to increase the 

capacity of knowledge workers.   

1. Knowledge workers must understand the task at hand.   

2. They must have the flexibility to manage their work.   

3. They must always strive to think “out of the box.”  

4. They must continuously learn to keep up with upcoming innovations.   

5. They must maintain a balance between quality and quantity of work.  

6. As knowledge workers continue to grow and learn they must become an asset 

rather than a liability to the organization.  They should remain flexible and not 

become stagnate (as cited by Hanson, 2003). 

Knowdell (1996) suggests that workers are no longer interested in gaining a skill 

and remaining with the company for the rest of their career.  “Security for the knowledge 

worker (if there is such a thing anymore as security) rests not in the mastery of a specific 

job at a specific organization, but in the personal development of a body of knowledge 

and skills that is transportable across organizations and occupations” (p. 15). 

 It will take individuals who can draw on an eclectic model of leadership and adapt 

leadership styles as situations arise.  The transformational leadership style would work 

well in directing career services.  As student diversity and technology continues to 

increase, so will the need for a leader who can encourage followers to utilize their full 

potential in leading the organization to success.  Burns (1978) states “the transforming 

leader recognizes and exploits an existing need or demand of a potential follower.  But 

beyond that, the transforming leader looks for potential motives in followers, seeks to 

satisfy higher needs, and engages the full person of the follower.  The result of 

transforming leadership is a relationship of mutual stimulation and elevation that converts 
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followers into leaders and may convert leaders into moral agents” (p. 4).  Hanson (2003) 

states “transformational leadership takes the form of leadership as building.” Sergiovanni 

(1989) writes, “The focus is on arousing human potential, satisfying higher needs, and 

raising expectations of both leaders and followers to motivate them to higher levels of 

commitment and performance” (as cited by Hanson, 2003, p. 178). 

 In addition, executive decisions sometimes have to be made by leaders, which 

follow a more transactional leadership approach.  Burns (1978) suggests the following 

need for executive decisions: 

Executives are typically surrounded by opportunities and constraints.  Their 

position and their skill and the needs of the organization and of client groups and 

constituencies provide them with the basic resources for exercising influence over 

the allocation of resources. (p. 380) 

 Career services acts as its own organization within the larger organization of the 

community college. Although the leader in the career services office may be working 

under one leadership style, the organization may follow another.  Morgan (1998) 

discusses contingency theory and the necessity to adapt the organization to the 

environment.  “Organizations are open systems that need careful management to satisfy 

and balance internal needs and to adapt to environmental circumstances” (p. 44).  Once a 

decision is made at the institutional level (where the power is located), it will be up to the 

director/leader of career services to carry out the goal regardless of their individual 

leadership style or departmental goals.  Burns (1978) identifies power and how it is 

exercised. 

Power over other persons is exercised when potential power wielders, motivated 

to achieve certain goals of their own, marshal in their power base resources 
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(economic, military, institutional, or skill) that enable them to influence the 

behavior of respondents by activating motives of respondents relevant to those 

resources and to those goals.  This is done in order to realize the purposes of the 

power wielders, whether or not these are also the goals of the respondents. (p. 18) 

Collins (2001) suggests that every great company or organization has a level 5 

leader.  

Level 5 refers to a five-level hierarchy of executive capabilities, with Level 5 at 

the top.  Level 5 leaders embody a paradoxical mix of personal humility and 

professional will.  They are ambitious, to be sure, but ambitious first and foremost 

for the company, not themselves. (p. 21) 

Whether a leader is involved in creation and development of a career services 

organization or working within an existing organization, there are several items to 

consider (Hanson, 2003).  There are three dynamic forces in the external environment of 

educational systems that can assist with organizational change: (1) environmental shifts 

(mandated changes), (2) environmental regression (organization falls below normal 

expectations), and (3) environmental shocks (organization cannot keep up with the 

demands of the external environment due to technology, law, or public awareness).   

 It is important for career service administrators going into existing organizations 

to keep in mind the following concerning organizational development as defined by 

Beckhard (1969).   “Organizational development is an effort (1) planned, (2) organization 

wide, and (3) managed from the top to (4) increase organization effectiveness and health 

through (5) planned interventions in the organizations ‘processes,’ using behavioral 

science knowledge” (as cited by Hanson, 2003, p. 327). 
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Ivancevich and Matteson (2002) highly recommend specific steps in transforming 

organizations: 

1. Establish a sense of urgency 

2. Form a powerful supportive coalition 

3. Create a vision 

4. Communicate the vision 

5. Empower others to act on the vision 

6. Plan for and create short-term wins 

7. Consolidate improvements and produce still more changes  

8. Institutionalize new approaches (as cited by Hanson, 2003, pp. 328-329). 

Likewise, Bolman and Deal (2003) suggest: 

Successful organizations employ a variety of methods to coordinate individual 

and group efforts and to link local initiatives with corporate wide goals.  They do 

this in two primary ways:  vertically, through the formal chain of command; and 

laterally, through meetings, committees, coordinating roles, or network structures. 

(p. 50)    

According to Hanson (2003), the perspective towards the communication process 

suggests it is concerned with “who should say what through which channel to whom 

toward what effect” (p. 231).  

The open system orientation emphasizes the communication process working 

toward drawing the various subsystems of an organization into a collaborating 

whole.  Also, drawing the organization’s actions into a close fit with the needs of 

its environment is an essential outcome of the process.  This orientation 

emphasizes that between senders and receivers the communication process must 
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penetrate social class differences, cultural values, time orientations, and 

ethnocentrism of all types. (Hanson, 2003, p. 231) 

In summary, career services departments should be staffed according to the needs 

and mission of the community college.  It will take effective leadership within the 

department to staff it with the best people with the best fit.  Finally, the role of the 

department must continually be communicated to constituents internally in order to 

maximize collaboration among academic and student service departments.  In addition, 

external constituents must be reminded of the role of the department in order to connect 

students with career opportunities.   

With the foundation of organizational theories and concepts laid, the process of 

staffing career centers may now be addressed.   

STAFFING CAREER SERVICES 

Staffing will be a major factor in providing enhanced career services. Schutt 

(1999) states a strong organizational structure is necessary to ensure quality career 

services programs.  NOICC National Occupational Information Coordinating Committee 

(1995) suggests a framework in developing comprehensive career services, which 

include: 

1. Leadership:  A counselor or career development specialist who is supported 

by a staff dedicated to improving career development opportunities for users.   

2. Management:  Top-level staff organizing program planning, clarifying staff 

roles and responsibilities, securing resources, monitoring program delivery, 

and revising the program.   
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3. Personnel:  Other staff, community resource persons, paraprofessionals, and 

volunteers who can help serve the wide range of career development needs 

through direct involvement or linkages with other organizations.   

4. Facilities:  Adequate space, materials, and equipment that ensure the delivery 

of career guidance and counseling services.   

5. Resources:  The funds required to purchase materials, equipment, and other 

items needed to implement a career guidance and counseling program (as 

cited by Schutt, 1999, p. 67). 

The Advisory Group 

Proper leadership from a governing body must be identified in order to provide 

oversight of any successful organization.  Lenington (1996) states, “The first organization 

issue of any business entity is to establish a ruling body.  In most for-profit and all not-

for-profit organizations, the ruling body is a board (p. 15).  In addition, Schutt (1999) 

suggests the first step in establishing and operating a career services office is to look at 

developing a diverse advisory group that represents different constituents from inside and 

outside the institution.  Woolcock and Narayan (2000) state the network view on social 

capital “stresses the importance of vertical as well as horizontal associations between 

people and of relations within and among such organizational entities as community 

groups and firms” (p. 230).  The advisory group should be advocates for career services 

and assist in providing the office the resources it needs to be successful.  Schutt (1999) 

recommends representatives from the following groups:   

• Business, industry, trade, or union representatives (maybe from the local 

chamber of commerce or manufacturers association); 
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• Community leaders (someone from the mayor’s office, city or county 

board, local non-profit leaders, or key religious figures);  

• Community members (from the population the center intends to serve);  

• K-12 representatives (local school-to-work coordinator, school counselors, 

teachers, principals);  

• Past users of the career center (or of other career centers in the area); 

• Postsecondary representatives (community colleges, two-year and four-

year college representatives); 

• Potential users (draw on people representing the target audiences); 

• State government representatives (from the State Occupational 

Information Coordinating Committee office, the state department of public 

instruction or education, or the governor’s office); and 

• Technology experts to guide to the development of the career center 

information system (p. 68). 

It is important that the advisory group understands its roles and responsibilities.  It 

will be necessary to determine whether the members will serve in an advisory capacity or 

a decision-making capacity.  Just as important as it is to take time to invest in creating an 

advisory group, it is equally important to evaluate the group’s effectiveness periodically.  

This will ensure that all community resources are tapped and different perspectives are 

addressed (Schutt, 1999).  After the advisory committee is in place, hiring the necessary 

team members is the next task at hand.  
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HIRING THE RIGHT PEOPLE  

“One of the most important tasks of a leader is to hire the right people” (J. E. 

Roueche, personal communication, March 28, 2005).  The sentiment of hiring the right 

people is echoed throughout literature in business and higher education alike.  In building 

an organization, it is very important to get the right people with the right personality and 

capabilities in the right position on the bus rather than someone who has specific 

experience (Collins, 2001). According to NACE (2004), typical work tasks of career 

services professionals include:   

Counseling and advising individuals and groups on occupations, career 

exploration, career planning and decision-making, job-search strategies, 

employability skills, and graduate and professional education.  Organizing and 

managing career information resources.  Developing and producing publicity/PR 

materials.  Helping students locate work experiences to reality - test their career 

goals and build their resumes.  Designing, planning, and implementing career 

programs including career planning and job-search workshops, career expos, 

career panels, alumni networks, and similar services.  Work with employers who 

participate in job fairs, on-campus interviewing, resume referral, and related 

programs.  

Manager/Coordinator/Director 

 Depending on the institution, the person in charge of career services may be 

classified as the manager, coordinator, or director.  This person will serve as the leader of 

the organization and provide expertise in career development, strategic planning, and 

managing the organization.  Grant writing skills will be imperative so that additional 
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funding can be secured.  Technology use will be important so the leader can direct new 

initiatives as technology changes (Schutt, 1999).   

 According to NACE (2004), directors may have additional responsibilities, which 

include:   

• providing leadership for development and implementation of programs 

and services 

• managing operations: Budgets range from $1,000 to $2,000,000 and 

staffing from 1-60 depending on four year versus two year schools. While 

the average budget size is $90,706, 63% report budgets of $50,000 or less 

(Career Services Benchmarking Survey as cited by NACE, 2004). 

• developing goals and policies, and strategic directions 

• serving as an advocate for the office internally and externally 

• acting as a liaison between university offices, departments, alumni, 

students, and employers 

• fundraising 

Professional Positions (Associate and assistant directors, career counselors, advisers, 

consultants) 

 A graduate degree relevant to the position or a combination of education and 

experience is recommended to be qualified.  Prior work experience may contribute to 

implementing programs and functions successfully (NACE, 1998). 

Professional Counselors 

 Schutt (1999) recommends that counselors be professionally trained and licensed 

in order to deliver quality service to students.  Rayman (1996) describes career 

counseling as the following: 
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the establishment of a therapeutic relationship between a professionally trained 

and skill certified career counselor and a client involving significant 

psychological content, formal assessment and interpretation, teaching, coaching, 

and information giving in the context of a one-to-one relationship. (as cited by 

Schutt, 1999, p. 73)  

There are three reasons why it is imperative to use professional counselors in 

developing career services.  Schutt (1999) suggests the following:  First, a trained 

counselor will be able to distinguish whether a student needs actual career counseling or 

advising.  Second, although individuals are seeking career assistance they also have other 

personal issues and life conflicts that may hinder them from making a career decision.  

These issues will assist in shaping the individual’s decision.  Should additional issues 

arise during career counseling, a professional counselor will be able to address them.  

Finally, career counseling is often a component in counselor education programs 

therefore most counselors are trained in this specialty area.  Counselors are either 

licensed by their state or have a national certification through the National Board for 

Certified Counselors (NBCC).   

Professional Librarian or Information Specialist 

 A professional librarian or information specialist can assist in organizing resource 

materials at the onset of establishing a career services office or periodically on a 

consultant basis.  Schutt (1999) suggests three reasons for hiring professionals:  First, 

Brown and Brown (1990) suggest “librarians or information specialists are generally 

aware of the sources of material, how to secure them, classification and filing systems, 

methods for displaying material, and procedures for the maintenance of the collection” 

(as cited by Schutt, 1999, pp. 74-75).  Second, most librarians and information specialists 
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are comfortable with and use technology to organize resources.  This will assist with 

transfer of information as well as making information available via the Internet.  Finally, 

they have resources for tapping into funding opportunities.   

Technology Experts 

 Although most counselors will have some knowledge of technology use, it is 

important to consider hiring technology experts to assist with selection and 

implementation of network or computer systems, managing the website, and building and 

maintaining databases.  One particular challenge with hiring the technology expert is 

hiring and then keeping up with the salary expectations since this individual could make a 

lot more in industry (Schutt, 1999). 

Paraprofessionals and Volunteers 

 Paraprofessionals and volunteers are the first line of contact for students coming 

into the office.  They may perform student intakes and prepare students for completing 

assessments and Internet job searches, and answer basic questions.  The difference 

between paraprofessionals and volunteers is paraprofessionals are paid and work either 

full-time or part-time whereas volunteers are not paid and work flexible hours.  Their 

duties include normal office functions such as greeting students, answering the phone, 

doing clerical work, scheduling counseling appointments and coordinating career related 

activities (Schutt, 1999).  

 Additional staff members that may be comprised of a career services organization 

include:  account manager, assistant director, associate dean, associate director, career 

consultant, career services specialist, coordinator of career development services, 

cooperative education coordinator, employer relations coordinator, experiential education 

coordinator, internship coordinator, placement director, and recruiting coordinator 
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(NACE, 2004).  The type of professionals hired depends on the needs of individual career 

services offices and the institution.   

HOURS & EARNINGS 

Typical work schedules include a 40-hour workweek. Occasional night and 

weekend hours may be required depending on the career activities taking place. Starting 

salary ranges from mid-to-upper 20s to the low 30s.  Upper-level positions range from 

the mid-30s to the high 40s.  Directors have the highest income potential with a 

possibility of earning between $75,000 and $100,000 a year (NACE, 2004).  
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The following chart describes the staff of career services and includes title, 

experience, and salary (as cited by NACE 2004). 

Table 1 Career Services Staff by Title, Experience, Salary 

Title/Position Average Years of Experience Average Salary 

Assistant Director 7.4 $39,560 

Associate Director 12.3 $49,371 

Career Services Coordinator 7.1 $35,493 

Career Info/Librarian 

Specialist 

7.7 $30,373 

Counselor 6.4 $36,494 

Director 14.7 $56,612 

Experiential Ed Coordinator 6.9 $35,266 

Recruiting Coordinator 7.4 $33,634 

Technical Coordinator 7.0 $40,181 

Source:  State of the Profession:  Results from NACE’s 2004 Career Services 

Benchmarking Survey, August 2004 

EDUCATION & TRAINING 

 Career services professionals in institutions of higher education hold a master’s 

degree in counseling, higher education, or related field.  The directors at larger 

universities typically hold a doctorate in a related field.  With the exception of directors 

and counselors, all other staff members in career services typically hold a bachelor’s 

degree (NACE, 2004). 
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Career services professionals have a variety of experience in higher education, 

corporate, and human services industries. In preparation for a career in career services, 

graduate students should gain experience from obtaining an internship or assistantship in 

a career services office.   

Personal qualities needed include high energy, interest in assisting others, ability 

to listen, organization, time management, planning, and computer skills.  Finally, the 

ability to work well with a variety of constituents such as students, faculty, staff, 

administrators, community, and employers will be important for career services 

professionals (NACE, 2004). 

The third area of importance identified throughout the literature is providing 

dedicated space and adequate facilities for career practitioners to carry out programs and 

services.  

WORK SETTING/OFFICE SPACE 

 Career services departments in higher education may be housed in a variety of 

different settings such as student affairs, academic affairs within individual departments, 

development, or enrollment management.  Typical office space depends on availability 

and normally includes a career resource library, computer lab, interview space for on-

campus interviews, and activity room where seminars are conducted (NACE 2004).  

The literature reveals throughout many community colleges, career centers seem 

to be an afterthought as to where they are located as a result of the minimal effort placed 

on providing resources and staff.  It is important that the administration establishes this 

service as important so students, faculty, and employers will consider it a vital 

component in accomplishing the college mission.  According to Jack Rayman, director of 

career services at Pennsylvania State University, the career services office was once 
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located in the basement of one building and on the fourth floor of another.  Now the 

office is located as a stand-alone career center, which increases its visibility, establishes 

its identity, and comes across as important to the university (Giordani, 2004).   

According to NACE (1998), to be successful in providing effective services, 

career centers should have adequate and accessible facilities and equipment.  Career 

counselors should be provided with private offices in order to meet with students 

concerning confidential issues.  There should also be an adequate support staff area, 

reception area, resource area, and appropriate storage and equipment space. Career 

services should have access to conference and meeting rooms to host students and 

employers. Accommodations should also be made available for students with special 

needs.  It is important to ascertain that none of the aforementioned could be made 

possible without the final area of importance in providing enhanced career services – 

adequate funding.  

FUNDING CAREER SERVICES 

In times of budget reductions, career services are being merged in with other 

offices to pool resources and even in job sharing positions (Kleinand & Step, 1992).   

Career practitioners are faced with providing more demands with fewer resources 

for carrying out the mission of career services.  Career practitioners need the cooperation, 

support and understanding of campus administrators and faculty to be successful in 

assisting students.   
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THEORETICAL CONCEPTS 

It is apparent from the review of literature that career practitioners are taking a 

more holistic approach to assisting students.  The following section addresses the 

importance of incorporating student and career development theory in career services to 

provide a more holistic approach. The literature suggests that counselors are starting to 

consider the whole person in the many different roles they play, the setting in which they 

function, and life events.  Gysbers et al. (1998) state the following concerning a holistic 

approach (as cited by Lee & Johnston, 2001): 

That is, the counselor considers the whole person, working to understand all 

aspects of a client’s life in terms of their ‘human career.’ These aspects include 

the role a person fills (such as employee, parent, community member), the 

settings in which they operate (home, work, school), and the events that impact 

their life (first job, marriage, illness, and retirement).  Further, diversity factors 

such as gender, race/ethnicity, socioeconomic status, and religion are all 

important factors to consider. (p. 179)  

Moreover, Hayslip and VanZandt (2000) suggest counselors should use national 

standards to integrate career development and curriculum so students can identify the 

connection between career development and learning.  The literature reveals that more 

students are taking advantage of career services offered on college campuses, particularly 

services provided through the Internet.  As technology grows, so will the need to 

disseminate information and services via this medium (Mackert & McDaniels, 1998).  In 

addition, with the assistance of career services, students are able to obtain jobs that 

provide them an opportunity to learn about themselves and develop skills that will be 

used later in life (Miller, 2003).  Career services practitioners assist students in 
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identifying a major.  Louie Bottaro, academic advisor for the College of Liberal Arts at 

Oregon State University states, “80 percent of students who start college switch their 

major at least one time. Many will change majors three or four times over the course of a 

college career” (as cited by Rowh, 2003, p. 22). According to McKinnon (2002) career 

services has proved to be an invaluable bridge building experience for the students as 

well as the community both communicatively and culturally (p. 163).   

STUDENT DEVELOPMENT THEORY 

Chickering’s Psychosocial Theory 

 Chickering’s theory is most useful to student development as it expands on 

Erikson’s identity stages but includes: 

1. Career development:  Who am I? What am I to become? 

2. Defining one’s sexuality and initiating the development of the capacity for 

intimacy:  Whom am I to love? What does mature love mean anyway? 

3. Finding and integrating an adult philosophy of life, morality, and values:  

What am I to believe? Am I to accept my heritage or do I have to decide 

what I am really going to stand for? (Delworth et al., 1989) 

The first vector is of particular importance to counseling and career center staff 

since the focus is more developmental.  Career programming should emphasize more 

career exploration and major decision type activities but avoiding making a student feel 

as if they are making a commitment (Delworth et al., 1989).  
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CAREER DEVELOPMENT THEORY 

Trait Factor 

 In 1909 Frank Parson introduced the vocational guidance movement.  He 

discussed in his book Choosing a Vocation how a person should look for how they “fit” 

with a particular occupation (Barr et al., 1990).  The trait factor is based on the 

assumption that people have certain characteristics that remain the same that can be 

matched to certain occupations (Yost & Corbishley, 1987).  

The trait factor model of career counseling assumes that clients have one of four 

possible problems: 1. lack of career choice; 2. uncertainty about career choice;  

3. unwise career choice; or 4. discrepancy between interests and attitudes (Yost & 

Corbishley, 1987, p. 5).  

All four problem areas require a counselor to assist the student with self 

assessment, occupational information, and finally to determine if interests fit with the 

work area (Yost & Corbishley, 1987).  

Donald Super 

 Donald Super (1957) suggests career decision is based on an individuals constant 

understanding of self as well as the work environment (Barr et al., 1990).  As people 

mature, they develop a sense of who they are or self-concept.  They then compare their 

view of themselves with the view of a particular occupation. Super believes people select 

their career choices based on occupations that best match their self-concept.  Super’s 

model consists of the following developmental stages:  1. growth (0-14 years); 2. 

exploration (14-25 years); 3. establishment (25-45); 4. maintenance (45-65); and decline 

or disengagement (over 65).   
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John Holland 

 Holland focused on an individual’s personality and interests and how they would 

best adapt to their work environment. The six interest areas include:  realistic, 

investigative, artistic, social, enterprising, and conventional (Barr et al., 1990).  Holland’s 

theory emphasizes a person’s “awareness of self-knowledge and career information 

necessary for career decision making” (Zunker, 1998).  For example, if a person was a 

really creative individual, the theory shows that this person would more likely be a good 

match with an environment that allows them to be creative.    

FROM THEORY TO PRACTICE 

Career theorists suggest the following in assisting students with career decisions: 

First, career decision is a lifelong process that continues to change as an individual 

develops.  People have high expectations of their career since it will take up a large 

portion of their life.  Next, there are certain skills needed to select, acquire and retain 

jobs.  Finally, career practitioners should understand that sometimes students are just not 

ready to make a career decision (Yost & Corbishley, 1987).  

A brief comparison shows a relationship between a few of the theories. For 

example, career development theory known as Trait Factor identifies vocational traits in 

individuals that are always present regardless of the occupation, unlike Chickering’s 

theory that is more developmentally based. Next, similar to the trait factor model, Donald 

Super’s theory of understanding self concept is matched to similar occupations. The 

developmental stages, however, are not considered.  

Lastly, Donald Super’s theory suggests individual interests can define a person’s 

self concept, which is similar to John Holland’s theory of matching a person’s interests 
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with their work environment. It is important for career services professionals to consider 

the many theories available for student and career development.  

SERVING DIVERSE STUDENTS 

Many minority and low socioeconomic students are the first in their families to 

attend college. With this comes a disadvantage.  For example, many of these students are 

unaware of on-campus resources such as career services since they did not have any 

family members to coach them through the college experience. Even for non-first-

generation students, their family members may have never used career services. The 

“limits of familial knowledge” makes it difficult for students to transition beyond high 

school (Miretzky & Tozer, 2002, p. 484). This relates back to additional literature as the 

author discusses the cultural deficit theory.  This theory reflects the differences of poor 

and minority children with white middle-class children in the area of social, cultural, and 

intellectual opportunities (i.e. library, travel, and museum trips) (Tozer et al., 2002).  

For example, in the past, career services were not so technologically driven, 

which made it easier for students to utilize resources from this office. “Also there were 

fewer African American graduates, and most of them sought outside support to find 

employment because many times campus support services were limited on Black 

campuses or outright discriminatory at predominately White institutions” (Parker, 1996, 

p. 35).   

Today there are over 800,000 African Americans enrolled in college.  Despite this 

number, less than 50 percent of that number will graduate from college.  Only a 

small percentage will have selected viable careers while in college to secure 

lucrative career-related employment after graduation.  Many will accept under-

employment by taking jobs for which a college education is unnecessary.  Others 
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will be seeking employment long after they have graduated.  Statistically across 

the country African American collegians do not use the services available to them 

in the Career Services Center. (Parker, 1996, p. 36)  

Career services can assist in reversing this trend of lack of use.  With increased 

use of student services by minority, non-traditional, and working class students, they will 

find the support needed to increase their success level in the community college and 

transition from college to career.  

 Lastly, the popularity of the lifelong learner has been a driving force for the 

emergence of community colleges.  Employees are continuing to come back to enhance 

current degrees or retool for new careers.  Community colleges are able to meet the needs 

of the workforce by providing flexible, quality, on-demand programs (Milliron & de los 

Santos, 2004).  

FUTURE TRENDS 

In order for Career Services professionals to keep up with the demands of the 

twenty-first century student, they must consider the technological advances taking place 

in delivering career center programs and services. Keeping up with technology and 

offering alternatives for delivery of service options, other than the traditional face-to-face 

model, are but a couple of demands of students.  

As mentioned previously, the demand for career services to offer more assistance 

to students increases a need to enhance computer-based career technology.  Career-based 

technology is nothing new. It has been used to assist students in career development and 

job search preparation for the past 20 years. This type of service is necessary to provide 

support to the growing population of returning students, career changers and those 
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students looking to re-establish their career. It will be important to incorporate computer-

based career counseling programs and services via the Internet (Kirk, 2000). 

For example, practitioners work with students in job searching, career counseling, 

developing resumes, obtaining experiential education, providing career resources, and 

conducting career workshops and on-campus interviews.  They bridge the connection 

between the college, faculty, students, and community (Giordani 2004). In addition, 

many of these services are being requested online.  McRae (1999) notes in her 

dissertation of online student services where she conducted a study of the top 100 most 

wired colleges and universities that administrators must provide online services for 

students who request it.  

The literature also suggests the importance of providing on-line career services to 

meet the needs of the diverse population of students attending college and to allow 

flexibility around their schedules.  Online career services include:  career planning and 

advice, job search, salary, relocation, and information for special populations (Kirk, 

2000, p. 146).  It is important for students not to underestimate the benefits of becoming 

actively involved with career development activities offered by career services staff in 

order to be successful in the job market (McBride, 2002, p. 53). Career services provides 

a wealth of information via a career library that provides information on hundreds of 

careers.  This information is also available on the Internet (Parker, 1996). 

In addition, Darrance (1994) posits the importance of supporting career services 

professionals in their quest to serve students.  “Uncertain economic conditions and rising 

employment rates have increased the demand for more materials and special services in 

career development” (as cited by Brawley, 1996, p. 4).  The literature suggests there are 

several advantages to integrating online services as part of a comprehensive career 
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service model.  Advantages include; convenience, accessibility, search ability, low 

maintenance, unlimited information, more efficient use of staff, and student 

independence (Davidson, 2001). 

Since the start of community colleges it has been a challenge to cope with 

increased diversity among students in ethnicity and socioeconomic status (Roueche & 

Baker, 1987).  According to Flores and Heppner (2002), it is imperative that career 

services of the future address the special needs of minority students by incorporating a 

more multicultural approach to career counseling services.  This will be important in 

promoting inclusiveness for the ethnic population of students utilizing career services 

(McKinnon, 2002).  

Furthermore, Milliron and de los Santos (2004) suggest, “with a tradition of open-

door admissions, low tuition, flexible programming, customized student services, and 

quality learning opportunities, community colleges continue to be the pathway to higher 

education for minorities” (p. 108). A major concern is the continuous gap that is growing 

in the digital divide for African American and Hispanic students with either limited 

access or no access to technology.  Milliron and Miles (2000) suggest the community 

college will help level the playing field when it comes to providing access to low-

socioeconomic populations (as cited by Milliron & de los Santos, 2004).  As mentioned, 

an example of a method of delivering career services to students with varied needs is 

supplementing traditional delivery methods with distance career services.   

Distance Career Services 

Because of the nature of the community college population there is a perfect fit 

for using a distance model (Lorenzetti, 2004).  This changing population includes such a 

variety of students seeking the services of a community college. In addition to the 
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traditional students, other populations include: persons such as the older student, adults 

needing work-life balance, persons seeking career changes, displaced workers, 

unemployed, underemployed and those with special needs (Brawley, 1996). 

It is apparent from the research that providing distance career services and 

resources in community colleges would meet a variety of needs. The offerings via a 

distance delivery option could include: career counseling, career courses, web-based 

databases for employment searches, resume and job search assistance, and employer and 

employee introduction through job databases and virtual job fairs. The distance service 

would be provided in addition to traditional face-to-face career counseling.  

As institutions of higher education explore the Internet, they must continue to 

keep up with non-traditional distance learners seeking non-traditional academic and 

service delivery (Malone et al., 2001).  “Technological advances will require colleges, 

universities, and schools to work more closely together in the search for synergy” 

(Parnell, 1990, p. 249). With the use of technology, career practitioners can administer 

their face-to-face services via new and exciting delivery methods by using computerized 

assessments, employment databases, informational interviews and resume assistance via 

email, phone and teleconferencing methods (Noll & Graves, 1998).   

Online service delivery does present problems and there has not been much 

research regarding its effectiveness. According to Granger and Benke (1995), it is 

important to identify the students’ perspectives and what this new delivery model will 

provide them (as cited by McRae, 1999). 

According to a 1993 NACE survey, Noll and Graves (1996) reported a 

widespread use of computers. The authors conducted a nationwide study to determine 

how much technology was being used in career service offices of member institutions of 
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the American Association of Collegiate Schools of Business (AACSB).  Two questions 

were addressed in the study: How do employers recruit candidates? How do students 

select the correct fit of an employment opportunity? 446 members of AACSB were 

randomly selected from the 671 members. A questionnaire was mailed to directors of 

career centers and 335 surveys were returned for a response rate of 75 percent. The 

results are as follows: They found that a variety of software programs were used (by 56 

respondents). Computerized counseling assessments were used by 215 centers (64 

percent). Privacy and ethical issues came up as a concern. As for productivity, although 

59 percent of respondents use an electronic database, career staff members continued to 

manually input information from hard-copy form. 

In addition, computer based career planning systems (CBCP), have become an 

established resource in the delivery of career services because they provide flexible 

access to assessment and delivering information, and career planning. The disadvantage 

however, is although CBCP systems have been very useful in providing career 

practitioners a new means of delivery, some users will need help in making sense of some 

of the data to make this process effective (Harris-Bowlsbey & Sampson Jr., 2001). 

The literature suggests there are several advantages to adopting distance Career 

Services via the World Wide Web which include; convenience, accessibility, search-

ability, low maintenance, unlimited information, more efficient use of staff, and student 

independence (Davidson, 2001). A Gallup Organization survey reveals that almost 25% 

of college students would use the Internet in researching career information. This number 

is projected to increase as more students move through their college education (Malone et 

al., 2001). 
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According to Malone et al. (2001), this delivery model provides a variety of 

benefits to a variety of students: It serves the underserved (commuters, transfers, alumni, 

and students with special needs). Students reluctant to use face-to-face counseling 

services feel more comfortable with the distance model because of the anonymity. 

Distance career services can be offered at convenient times for both the counselor and 

student via phone, email, chat or videoconferencing.   

Sampson (1999) states there are several benefits that would result from using the 

Internet to deliver career resources and services: The geographically remote individual 

would have access, the physically challenged could receive services from home, and it 

would provide a comfort for people who want to have privacy.  

In a previous article, Sampson (1998b) states, ‘The Internet can be used to expand 

the resources and services typically offered by career centers. For example, career centers 

can use the Internet to provide distance guidance’ (as cited by Sampson Jr., 1999, p. 244). 

 Additionally, Kirk (2002) states the following: 

The Internet has the potential to revolutionize the career planning and job search 

process. Instead of reading pages and pages of employment ads to find only a few 

positions that meet their criteria, job candidates can now find dozens of positions 

using the Internet. With just a few clicks, candidates are reaching and targeting 

prime opportunities and applying on-line. (Kirk, 2000, p. 8)  

McGrath (2002) notes, “in a survey of career offices conducted in December 1999 

and January 2000 the following services were most frequently offered: career counseling 

(93.1 percent), occupational and employer information library (91.8 percent), placement 

of graduates in full-time employment (90.8 percent), and campus interviewing (88.1 

percent).  There was a significant increase in the number of career services offering 
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cooperative education, internship, and experiential education over the last twenty-five 

years, from 26 percent in 1975 to 78.3 percent in 2000” (p. 71).  In addition to 

information, career services also provides resources to assist with job search functions 

such as resume templates to help develop resumes, resume posting capabilities and one-

stop-shop employer access (Kirk, 2000).  

Incorporating distance career services will provide a bridge to students who have 

found it impractical to take advantage of traditional face-to-face services. In addition, if 

students are taking distance courses and currently don’t have to come to campus, there 

should be support services available that will allow them access as well. Major decision-

making has become an underlying issue for students in the community college. For those 

students who have not decided their career path, having a distance career model would be 

practical. ‘Someone once did a survey that showed people spent more time deciding what 

car to buy than they did deciding on a career,’ says Jennifer Sengenberger, coordinator of 

career services at Pikes Peak Community College in Colorado (as cited by Rowh, 2003, 

p. 21). This type of service would provide information for the undecided student.   

It is apparent from the review of literature that the Internet is becoming a more 

widely used method of delivery for career services and resources (Djadali & Malone, 

2004).  Although there are many benefits to distance career services, there is also a 

concern for some challenges.  According to Sampson, Peterson, Reardon, and Lenz 

(2000) assumption, it is very important for practitioners to be mindful of the ability of the 

users to effectively use technology in planning their careers  (as cited by Jepsen, 2000).  

Gati (1994) suggests there may be some students who are more technically 

inclined who can navigate independently through the vast information that is available on 

the web for certain career tasks. In contrast, there are however, individuals with limited 
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access and technology skills. Those individuals with a lack of career direction may 

become quite frustrated with this method of delivery if there is no incorporation of face-

to-face contact with a career counselor. Furthermore, locating and exploring career 

information on the Internet can be very time consuming for the experienced job hunter 

nevertheless, a novice job hunter. Consequently, there is a need for technologically savvy 

counselors who can integrate computer-assisted career programs into their face-to-face 

counseling practices (as cited by Kirk, 2000).  

A concern comes up as it relates to security. Some people are concerned about the 

security of the online environment (Lantz, 1999). In addition, many counselors expressed 

concern that computers would dehumanize the counseling process. Others thought the 

computer would replace career counselors.  On the contrary, according to Sampson 

(1997a), “evidence indicates that CBCP systems improve the generation of occupational 

alternatives; enhance occupational knowledge; and improve career decidedness, career 

maturity, and vocational identity. In addition, both users and counselors report that they 

had positive experiences with using the computer and that they saved time” (as cited by 

Harris-Bowlsbey & Sampson Jr., 2001, p. 257).  

Another challenge with distance career counseling is the ability to merge 

traditional face-to-face services with technologically driven options successfully (Malone 

et al., 2001).  Although, distance career counseling is convenient, it is difficult for the 

counselor to see non-verbal cues from clients. In addition, students should be aware of 

the credibility of the source when seeking career assistance over the Internet (Malone et 

al., 2001). Counselors will be no assistance to students if they are not proficient in 

Internet search engines and trained in distance delivery and multicultural issues (Djadali 

& Malone, 2004). 
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There are a variety of critical issues to consider as career service practitioners 

incorporate the use of technology into their centers: 1) appropriateness of services; 2) 

different students have different needs.  Holland and Holland (1977) did a study on 

undecided high school and college students and found that even among that group there 

were sub-groups that needed different treatments; 3) ethical responsibilities upheld; 4) 

provide high tech and high touch; 5) determine if a holistic approach should be the focus; 

6) consider staffing and financial concerns; 7) consider the outcomes. One recurring 

sentiment that is echoed in the literature is the lack of research on the impact of web-

based career services (as cited by Davidson et al., 2001, p. 223).  

CONCLUSION 

There are major areas to consider in providing enhanced career services to 

students.  Herr and Cramer (1996) suggest the following five major areas career services 

must address:  

Colleges and universities have used five major approaches to meet the career 

development needs of students:  ‘(1) courses, workshops, and seminars that offer 

structured group experiences in career planning; (2) group counseling activities 

that are generally less structured and emphasize broader, more affective aspects of 

human and career development; (3) individual counseling opportunities that 

accentuate diverse theoretical orientations to career concerns; (4) placement 

programs that culminate the career planning and decision-making process; and (5) 

computerized placement services.’ (as cited by Schutt, 1999, p. 95)   

Many students who enroll in institutions of higher education will need assistance 

with career planning and development.  Career services practitioners are in key positions 
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to assist students in developing career planning skills that will last a lifetime (NACE, 

2004). 

The increasing need for career services is well established by the literature.  By 

making career development a priority, students better equip themselves to make career 

decisions and meet the challenges of the ever-changing workplace (Hughey & Hughey, 

1999).  The many relationships career services professionals establish with internal and 

external constituents position them as campus advocates (Brooks, 1996). 

As career practitioners think through providing career services for the future, the 

following should be considered: 

• Diversity should be considered to empower students (Davidson et al., 2001). 

• “Students, parents, and schools should work together to find the best online 

resources for career guidance and planning” (Malone et al., 2001, p. 53). 

• Be mindful of ethical considerations in utilizing technology. 

• Career practitioners must provide proper assessment, support, and 

communication to successfully assist students in reaching their career 

development goals (Cahill & Martland, 1995). 

In addition, Milliron (2004) suggests ten insights about distance initiatives 

community colleges should consider in implementing this new delivery option for 

teaching and student services (as cited by Lorenzetti, 2004, pp. 5-6):   

1. Consider many best ways 

2. Remember the human touch 

3. Champion digital democracy 

4. Learn for a lifetime 

5. Integrate your college 
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6. Welcome dynamic balance 

7. Embrace expanding markets 

8. Dog the details 

9. Put learning first 

10. Envision exciting horizons 

“Clearly, there has never been a time when so much has changed so rapidly in 

education, and technology plays an important part.  It is a challenge to all educators to 

imagine where we might go next” (Lorenzetti, 2004, p. 6). 

 In summary, Behrens and Alman (1998) state, “Consequently, the career center of 

the not-so-distant future will provide career development that is technology-based.  

Technology will dictate student services” (p. 4).  The future is here.  Henriksen (1998) 

suggests community college personnel should continue to embrace both the challenges 

and opportunities in using technology to deliver quality services in preparing students for 

the twenty-first century.  It will be important for career service practitioners in addition to 

all community college employees to grasp the latest innovations that promote “out of the 

box” thinking to enable them to “…lead our communities into the future” (p. 97).  As 

community colleges move toward a more distance-driven curriculum, they must also 

support the effort with distance student services.  The key to implementation is to acquire 

advocacy and resources for innovative methods to support student success.  

Additionally, proper communication will be important in relaying the information 

to constituents about the role of career services and how beneficial it is to students and 

the community. The many relationships career services professionals establish with 

internal and external constituents position them as campus advocates (Brooks, 1996).   
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By making career development a priority, students will better equip themselves to 

make career decisions and meet the challenges of the ever-changing workplace (Hughey 

& Hughey, 1999). As previously noted, the many relationships career services 

professionals establish with internal and external constituents position them as campus 

advocates (Brooks, 1996).  As career practitioners think through providing career 

services for the future, diversity must be considered as well as providing students with 

the resources to help them “act as their own agents” (Davidson, Heppner, & Johnston, 

2001, p. 150).  

Perception often equals reality.  Far too often at community colleges, career 

services is under funded, understaffed, undervalued, and misunderstood.  This leads to 

the perception that career development is not a campus priority.  Can students really be 

expected to “make career development a priority” and “act as their own agents” if 

administrators inadvertently feed this perception?  The growing need for career services 

is well documented.  It is recommended that administrators provide career services with 

the financing, personnel, technology, and facilities that will simultaneously meet this 

need and make career services more visible on campus.  This new prominence will 

enhance the likelihood that the perception of the importance of career services will match 

the reality and the goal of providing “top notch” career services will be accomplished. 

 

 



 58

CHAPTER THREE 

RESEARCH METHODOLOGY 

INTRODUCTION 

Chapter Three outlines the data collection process, participant selection, data 

analysis procedures, and process design and description.  Chapter Three also identifies 

the research methodology utilized for the directional study to identify the current 

perceptions of career services within NHMCCD by students, career services 

professionals, faculty, administrators, staff, and employers as well as initiatives to 

enhance current offerings.   

Next, upon identifying perceptions, the study will further attempt to clarify 

misperceptions of career services. The identification of initiatives to enhance career 

services will also be generated. Qualitative consensus and non-consensus feedback 

between focus group perspectives as well as enhancement initiatives will be collected.   

The top vote getters will surface from the numerous perceptions and initiatives listed.  

The study will generate a list of the top 7-10 perceptions along with 7-10 initiatives to 

enhance current career services for students.  The top votes are defined by items that were 

generated by four or more groups.  

Finally, the student control group will be compared with other constituent groups.  

At this time, the researcher will analyze consensus and non-consensus data to determine 

implications of similarities and differences of perceptions among groups. Themes will be 

identified across each group and compared.  The list of top vote getters of perceptions 
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and initiatives will be presented as recommendations to Deans of Student Development 

and Vice Presidents of Instruction and Student Development throughout the district. 

THEORETICAL PERSPECTIVE 

A qualitative research methodology with an interpretivist paradigm will be used.  

Nominal Group Technique (NGT) will be the focus utilized to investigate the topic of this 

directional study.  The nature of qualitative research depends on the viewpoint of how 

individuals socially construct their perceptions with their realities of the world (Merriam, 

2002). As Crotty explains it, “Interpretivism – emerged in contradistinction to positivism 

in attempts to understand and explain human and social reality” (1998, p. 66-67). 

According to Merriam (1988) and Creswell (1994), qualitative research is 

inductive and focuses on the process and how people interpret the world around them. 

This type of descriptive research involves fieldwork and focuses on the researcher for 

analysis and data collection  (as cited by Siegle, n.d., 2004).  

Merriam (2002) suggests interpretative qualitative research includes three 

characteristics.  First, a researcher’s goal is to understand a person’s perspective based on 

the individual’s construction of their own realities and life experiences.  Second, 

information is gathered and analyzed through the researcher.  Finally, qualitative research 

yields data with rich description that utilizes words and pictures.  

PROCEDURES 

 Permission will be obtained from the NHMCCD Executive Council to conduct 

the study.  The study will take place at Tomball College. Focus group participants will be 

randomly selected.  Students who have previously used career services within the past 

year will represent the first group.  Career service professionals from each campus across 
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the district will represent the second group.  The third group will consist of faculty. 

Administrators will consist of the fourth group. Staff will make up the fifth group.  

Employers will make up the final group.   Once constituent members are identified, they 

will either be contacted by phone or email until eight members per group agree to 

participate in the study.   

POPULATION 

 The projected Fall 2006 NHMCCD student, employee and employer 

demographics are based on the Fall 2005 report as follows:   

Students: 40,281 

Career Service Practitioners:  10 

Full-time Faculty:  650 

Administrators:  151  

Full-time Professional and Support Staff:  1002 

Employers: 1,253 

The researcher felt the data obtained from the sample group would yield the 

necessary information to complete the study.     

SAMPLE SIZE 

 The sample size for each group will reflect six groups.  Group 1 (students), Group 

2 (career service professionals), Group 3 (faculty) Group 4 (administrators), Group 5 

(staff), and Group 6 (employers).  As mentioned previously, focus group members will be 

contacted randomly by phone and email until there are enough subjects to engage in the 

study.   
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PROCESS DESIGN 

 Nominal Group Technique (NGT) was developed by Delbecq and Van de Ven 

(1971) in order to organize more productive meetings for problem identification, 

problem-solving, and program planning.  Additionally, the technique is used to increase 

group participation and minimize errors in group decisions.  The following list will 

outline the steps in using the technique for implementing NGT (Delbecq, Van de Ven, 

and Gustafson, 1975; Employee Participation Associates):  

A. Silent Generation of Ideas in Writing 

1. Provides time to think 

2. Provides a creative setting 

3. Provides focus and uninterrupted thought 

4. Encourages each member to search for ideas 

5. Avoids competition and status differences 

6. Avoids conformity pressures 

7. Avoids evaluation and closure 

8. Avoids polarizing on ideas 

B. Recorded Round-Robin Listing of Ideas on Chart 

1. Structures equal sharing and participation 

2. Encourages problem 

3. Encourages each member to build on other member’s ideas 

4. Depersonalized ideas 

5. Tolerates conflicting ideas 

6. Reinforces concentration: hear and see ideas 

7. Provides written permanence 
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C. Discussion and Clarification of Each Idea on Chart 

1. Each idea is as important as another 

2. Equal time to each idea 

3. Clarifies ideas 

D. Preliminary Vote on Priorities 

1. Provides focus on important issues 

2. Structures equality in choices 

3. Allows a “trial run” 

4. Avoids a premature decision 

5. Avoids dominance by strong members 

E. Discussion of Preliminary Votes 

1. Clarifies misunderstandings 

2. Encourages minority opinions 

3. Promotes “criticizing” ideas on wall – not people 

4. Provides preparation for decision  

F. Final Vote on Priorities 

1. Structures an independent judgment from each member 

2. Provides closure 

3. Promotes sense of accomplishment 

4. Motivates involvement in future phases of planning and problem-

solving  

5. Provides a written record of the ideas generated 
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DESCRIPTION OF THE PROCESS 

The Nominal Group Technique (NGT) may be modified to collect and interpret 

data.  For the purpose of this study, the researcher will utilize the process used verbatim 

by the Employee Participation Associates (n.d.) of Seabrook, Texas.   The process is as 

follows: 

1. STATE THE QUESTION. Clearly state the question. Discuss it until the 

question is completely clear. This is the most common place to make a mistake. 

2. DEVELOP POSSIBILITIES. Each member of the group silently develops as 

many POSSIBLE solutions to the question as he/she can in the time allotted. This 

step is usually 5 to 10 minutes long. Concise wording is helpful in listing.  

3. LIST POSSIBILITIES. The facilitator lists the group ideas, one at a time, on a 

chart pad (completed pages are put on the wall). This list is done round robin 

fashion, with each person giving only one idea at a time. People should develop 

new ideas during the listing to add to the groups list. Additions to an idea are 

done IN TURN.  

Rules during this phase:  No one can CRITICIZE OR DISCUSS the idea of 

another person. Anyone can ask for clarification of the idea stated. NOTE, 

write exactly what was said. Ask people to keep their ideas to as few words as 

possible. Can use two writers at two pads to speed things up. Another way to 

speed things up is to have people add to other ideas, (“piggyback”) rather than 

write similar ideas twice. Note: number the ideas as you write them, it makes 

combining easier. Participant’s job is to listen, think, and add to their list.  

4. DISCUSS AND COMBINE IDEAS. Identical ideas are discussed and 

combined where possible (group vote – one vote not to combine trumps). 
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Combine only obviously similar ideas, and only if the two parties giving the ideas 

agree. This step can easily be carried too far. Facilitators: Remember to combine 

numbers and cross out combined items. Provide a few minutes for people to lobby 

for their ideas.  

5. VOTE. Each person votes for the ideas of his/her choice. Each person has 10 

votes, they can use up to 4 of them on one idea or spread them out. Votes can be 

taken anonymously if there is a need or they can be taken by having each person 

mark their votes on the numbered list. Time permitting, the ideas are numbered 

and listed by number of votes. If the group is large and/or there are many ideas 

with a few votes each, the vote should be taken again using only the top vote 

choices. 

6. PICTURE. Draw a picture which represents your group’s top vote getters. 

Don’t try to be fancy, but try to represent as many KEY ideas as possible. This is 

a group exercise. Make a list of things to be included in the picture before you 

start to draw it. Everyone in the group should add to the picture, don’t leave it to 

one or two people. It can be one or several pictures. Maintain contact.  

This methodology was chosen to identify the perceptions of career services within 

NHMCCD and recommend additional programs and services that can be implemented to 

assist with providing enhanced services for student success. The qualitative data collected 

during this process will address the following two research questions: 

1. What are the current perceptions among students, career service professionals, 

faculty, administrators, and employers of career services within NHMCCD? 

2. What initiatives could be implemented to enhance Career Services within 

NHMCCD?  
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Each constituent group will address questions one and two.  Each constituent 

group’s response will produce a long list of perceptions which will be combined when 

appropriate and voted upon to yield a list of the top 7-10 perceptions. To summarize the 

list, each constituent group will draw a picture based on the results from the top choices.  

Each constituent group will present the top perceptions and picture to the entire group.  

The final combining and voting will include all constituent group members.  Once again 

the top 7 – 10 perceptions will be listed and picture drawn to summarize the list.  The 

process will be repeated for question number two. Once both sessions are complete for 

questions one and two, the researcher will compile, order by priority, and compare 

results.  
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CHAPTER FOUR 

DATA ANALYSIS AND FINDINGS 

INTRODUCTION 

 The research was conducted to investigate and examine perceptions of career 

services within NHMCCD and initiatives to build a case for enhancing career services 

throughout the district.  Furthermore, the research analyzed the similarities and 

differences between six focus group participants comprised of constituent groups who 

utilize career services.  Consensus and non-consensus data comparing student responses 

against career service professionals, faculty, administrators, staff, and employers along 

with entire sample group consensus on perceptions and initiatives were identified for 

recommendation to NHMCCD Vice Presidents of Student Development and Student 

Service Deans. Each group within the sample population was asked questions related to 

perceptions of career services.  Additionally, each group was asked about initiatives that 

could be implemented to enhance services offered. Two research questions were 

developed to facilitate the research process: 

1. What are the current perceptions among students, career service professionals, 

faculty, administrators, staff, and employees of career services within North 

Harris Montgomery Community College District (NHMCCD)?  

2. What initiatives could be implemented to enhance Career Services within 

NHMCCD? 
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PARTICIPANTS 

 An attempt was made by the researcher to ensure equal distribution of participants 

within each group. The researcher invited and confirmed 50 participants to contribute to 

the study.  42 participants arrived to take part in the study which produced a large enough 

sample to obtain the data needed for the analysis.  Participants were selected through the 

researcher’s contact with entities within NHMCCD such as the Career Services Council, 

deans of student services, student activities advisors, student government associations, 

the professional support staff organization, and access to the career services employment 

database. The following are the number of participants who took part in the study. 

Students:  Group #1 

8 Subjects 

Career Service Professionals:  Group #2 

7 Subjects 

Faculty:  Group #3 

6 Subjects 

Administrators:  Group #4 

6 Subjects 

Staff:  Group #5 

8 Subjects 

Employers:  Group #6 

7 Subjects 
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QUESTION #1 PERCEPTIONS – SILENT GENERATION RESULTS 

What are the current perceptions among students, career service professionals, 

faculty, administrators, staff, and employees of career services within North Harris 

Montgomery Community College District (NHMCCD)?  

The qualitative methodology, Nominal Group Technique (NGT), was used to 

acquire and develop the data for this chapter and has been deemed a reliable methodology 

in answering both research questions. Responses from the six groups will be described in 

four stages. First, question #1 perception entries from each of the six groups will be 

outlined.  Next, the top “vote getters” will be listed. For example, each group voted to 

simplify group lists; highlighting the most important entries. Tables comparing the 

student group top entries with career service professionals, faculty, staff, administrators, 

and employer top entries will be highlighted. Lastly, pictures representing each group’s 

top vote getters will provide a summary.  The same process will be repeated for research 

question #2 regarding initiatives.  
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Nominal Group Technique – Silent Generation Results 

Group #1: Student Perceptions 

1. It’s not broadcasted throughout school enough – not enough exposure. 

2. To help students prepare for interviews and resumes (before and after graduation). 

3. It’s an awesome opportunity to be taught something that is resourceful – 

something you will use throughout life. It prepares you for the real world where it 

is not a shock after college.  

4. I think there is a need for more access to community leaders. Exposure to leaders 

in field of interest. 

5. A job bank for NHMCCD. 

6. To give students the confidence to put themselves out in the workforce. 

7. It’s an opportunity to have one-on-one time with faculty and staff (open door 

policy). 

8. There is a need to encourage networking opportunities such as utilizing known 

people for job leads. 

9. Skills assessment resources for job placement (Choices, personality, etc.). 

10. It has a good process to find what field of work will suit you.  

11. Helps students get experience for jobs.  

12. It’s free! 

13. Teach you (tells you) how to become more responsible. 

14. It’s in a good location here at Tomball College.  

15. To give students information about a career they might be interested in.  

16. They can give you ideas about jobs that you don’t know about within a field.  

17. It focuses on job training. 
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18. There are many unknown resources/connections as far as the student is concerned.  

19. The counselors help map a personal plan for your career (what classes you need 

and experiences to obtain. 

20. They can help you understand why you are leaning towards a certain career. 

21. It is a great job placement utilization.  

22. A need to include more job types online. 

23. They teach you how to become mentally stable with positive self-talk. 

24. Increases job awareness (“What do I want to do?”) 

25. They show you where to look for a job – show you the right resources (i.e. 

newspaper, Internet). 

26. They help you not get overwhelmed.  
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Nominal Group Technique – Silent Generation Results 

Group #2: Career Service Professionals Perceptions 

1. Career services process overwhelming to students.  

2. Assist students to identify goals to increase student retention.  

3. Job search skills, interview techniques, and resume development. 

4. Assist students with career development. 

5. Student focused.  

6. Offer community assistance in identifying new career. 

7. Reason people go to college is to develop career goals, major, and eventually find 

employment.  

8. Offer seminars. 

9. Offer career coaching. 

10. Prepare students for workforce skills.  

11. Resources for learning more about careers. 

12. Career counseling. 

13. Career assessments – Profession, administration, and interpretation. 

14. Offer career library. 

15. Connection to employers (workforce development). 

16. Low staff but great potential.  

17. Provide career decision making portfolio. 

18. Job fairs/career fairs/majors fairs. 

19. Job postings.  

20. Not a priority for district. 

21. Community partner’s day 
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Nominal Group Technique – Silent Generation Results 

Group #2: Career Service Professionals Perceptions (continued) 

22. Outside community career professionals. 

23. Lack of understanding and misperception about what we do on individual 

campuses and within campuses. 

24. Market career services. 

25. Confusion between who delivers services: advisors vs. counselors vs. staff. 

26. Purpose of career services (district vs. career counselors). 

27. At each campus career services is different (inconsistent). 

28. Help students distinguish between job vs. career/major.  

29. Develop career information sheets. 

30. Develop career guide. 

31. Tie in emotional and environmental influence with career decision making of 

student.  

32. Influence of physical environment in which career counselors deliver service.  

33. Qualification requirements/pay inconsistent throughout district.  

34. Perception of service delivery within diverse student population.  

35. Confusion between workforce development and career services. 

36. Career development class. 

37. Encouraging students to explore independently. 

38. Lack of knowledge of career council. 

39. Computerized career guidance system. 
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Nominal Group Technique – Silent Generation Results 

Group #3: Faculty Perceptions 

1. Poorly advertised to students and community. 

2. Not much interaction with faculty. 

3. Lack sufficient staff to work with students. 

4. Not enough campus activities. 

5. See more partnerships with stakeholders (i.e. libraries, community, families, non-

profit). 

6. Progressive with job database on website. 

7. Staffed with well-qualified professionals. 

8. A student service. 

9. Have adequate resources but lack facilities (space). 

10. Not a stand alone office. 

11. Not having latest software. 

12. Helpful to co-op program. 

13. Faculty is currently the key to encourage student use of career services. 

14. Post job opportunities. 

15. HUMD 0114 (Human Development) allows for extensive career research 

opportunities. 

16. Major businesses not the hallmark of the office. 

17. A rushed orientation during faculty in-service. 

18. Hands-off in actual placement. 

19. Lacks follow-up with student once placed. 

20. Not used as a reason to attend Tomball College. 
 



 74

Nominal Group Technique – Silent Generation Results 

Group #3: Faculty Perceptions (continued) 

21. Minimal advising or continuing education…CE role.  

22. Test and assessment service are helpful to students. 

23. Perception that career services should assist student with minimal 

guidance…student needs to understand…self guided.  

24. Students have misperception of the role of career center. 

25. Students don’t talk about career services at Tomball College. 

26. Career services is available for classroom presentation.  

27. Office by cafeteria!?!? 

28. Lack of signage for career services. 

29. Database should be tiered (i.e. state, 30 miles from college, etc.) 

30. Career services is same district wide??? 
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Nominal Group Technique – Silent Generation Results 

Group #4: Administrator Perceptions 

1. Hidden. 

2. Career services is under-utilized by students. Excellent services not used.  Lack of 

attendance at seminars.  

3. Not making students aware of services. 

4. Understaffed/under-funded. 

5. Career services is approached differently at each campus.  

6. High quality offerings. Job connections excellent. 

7. Counselors are knowledgeable professionals. Competent and caring staff. 

8. Not aware of undecided students because of current application process. 

9. Varied and sometimes unreasonable expectation from faculty, administrators, and 

staff.  

10. Career staff has good ideas. 

11. Provide assistance with job search as opposed to job placement. 

12. Excellent career placement in specialized programs.  

13. Not in touch with audience or target markets. 

14. Value is placed on career services.  

15. Multifaceted. 

16. Lack advocacy; no value placed on career services – undervalued.  

17. Career service professionals are continuously making improvements and 

enhancements. 

18. Unclear distinction between career services and job placement. Confusing 

counseling vs. job placement.  
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Nominal Group Technique – Silent Generation Results 

Group #4: Administrator Perceptions (continued) 

19. Not incorporated enough into advising process. 

20. Career service professionals establish and maintain relationships in the 

community. 

21. Career service professionals share best practices across the district and benefit 

from district Career Service Council. 

22. Reactionary – too many things happening at one time. Pulled in too many 

directions.  

23. Good at seeking out professional development opportunities.  

24. Need for education between career counseling and job placement. 

25. Excellent business recruiting process one given day. 

26. Students don’t see the need for it. 

27. Good coordination of major and many job fairs. 

28. Focused students on a major are normally better students.  

29. Feel accountable but confused about true function. Role confusion of career 

counselor regarding finding co-op opportunities for students. 

30. Hard job! 



 77

Nominal Group Technique – Silent Generation Results 

Group #5: Staff Perceptions 

1. Pool of jobs for students. 

2. Assistance with student resume writing.  

3. Employment database. 

4. Extension of counseling services for assessment and place to find work while in 

college.  

5. Career counseling with personalities using MBTI. 

6. Job fair. 

7. Workshops for interviews (prep). 

8. On campus recruitment by employers for graduates from programs.  

9. Classroom visit career presentations. 

10. Matching majors with careers. 

11. Resource for labor market information – employment (increase or decrease). 

12. Work directly with employers on quality employees.  

13. Houston Chronicle job postings (in Commons at Tomball College). 

14. Salary on jobs. 

15. Identify needs of local employers. 

16. Job development of current jobs. 

17. Providing resources for career and job searches and direction of job websites.  
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Nominal Group Technique – Silent Generation Results 

Group #6: Employer Perceptions 

1. Good access to target students through program directors.  

2. Healthcare programs appear to be autonomous and not well connected to career 

services. 

3. Limited access to campuses by employers. 

4. Job connections day is somewhat loud and space is limited. 

5. Events are very structured with very little flexibility. 

6. Should have ability to conduct on-campus interviews. 

7. Invite employers to be guest lecturers.  

8. Hold targeted job fairs – healthcare, business, education, etc. 

9. Academic areas need to work more closely with career services.  

10. Should prepare students for job searches through resumes, mock interviews, cover 

letters, how to interview.  

11. Need to address how to properly dress for job interviews. 

12. Discuss reasonable salaries students can anticipate in their specialties. 

13. Match skills of potential employees to job. 

14. Help students discover personality and job skill strengths through testing.  

15. Counsel students on how to keep jobs. 

16. Invite successful students back to speak with classes/students. 

17. Need to be recruiting more employers to offer more variety to students. 

18. All campuses are very professional. 

19. Involved in planning/sponsoring job fairs. 

20. Seemed to be staffed inadequately. 
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Nominal Group Technique – Silent Generation Results 

Group #6: Employer Perceptions (continued) 

21. Need to be incentives for students to attend job fairs. 

22. Generous – no charge to employers to attend events. 

23. Improve availability of career services to alumni. 

24. Follow-up with students after on-campus recruiting and job fairs. 

25. Develops and maintains an effective job posting web site. 

26. Cy-Fair College has great communication both students and employers – well 

publicized. 

27. Develop better method of advertising for all career services district wide events.  

28. Communication towards employers is good, but on campus activities not 

promoted enough to students.  

29. Need to post internship postings.  



 80

Table 2 Perceptions – Students vs. CS Professionals Top Votes & Comparisons 

QUESTION #1 PERCEPTIONS – VOTE RESULTS AND GROUP COMPARISONS 

Top Votes and Group Comparisons – Students vs. Career Service Professionals 

Students 

Group #1 

Career Service Professionals 

Group #2 

1. It’s free! 

2. It’s an awesome opportunity to be 

taught something resourceful – 

something you will use throughout 

life. It prepares you for the real 

world – not a shock after college. 

3. It is an opportunity to have one-on-

one time with faculty and staff 

(open door policy). 

4. It is not broadcasted throughout 

school enough – not enough 

exposure. Poorly advertised.  

5. There is a need for more access to 

community leaders. Exposure to 

leaders in field of interest. Develop 

better methods of advertising for all 

career services district wide. 

1. Not priority for district. 

2. Reason people go to college is to 

develop career goals, identify 

majors and find employment. 

3. Confusion of purpose of career 

services (district vs. career 

counselors). 

4. Confusion between workforce 

development and career services. 

5. Lack of staff but great potential! 

6. Each office is different across 

district (inconsistent).  

7. Lack of understanding and 

misperceptions about what we do 

across campuses and within each 

campus. Career services is the same 

district wide (??). 
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Table 2 (continued) 

Top Votes and Group Comparisons – Students vs. Career Service Professionals 

Students 

Group #1 

Career Service Professionals 

Group #2 

6. There is a need to encourage 

networking opportunities (i.e. 

utilizing known people for job 

leads).  

7. Provides skills assessment 

resources for job placement 

(Choices, Personality, Do What 

You Are). 

 

NA 

Note: The top vote-getters are listed from most to least important as voted by each 

individual group.  
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Figure 1 Perceptions - Picture Representing Student Top Votes 

 

Note:  Picture as drawn by students representing top vote getters.  
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FIGURE 1 INTERPRETATION OF STUDENT PERCEPTIONS 

The picture (see Figure 1) represents a summarization of student perceptions of 

career services.  The globe symbolizes the “real world” or the world students perceive 

they are preparing for by attending college.  Perhaps they recognize the “real world” can 

be quite different from the world they experience as students. They understand the 

benefits of taking advantage of the “free” resources available to them, represented by the 

“dollar,” while they are in college and how those resources prepare them for life after 

college.  

The researcher found it interesting that students recognize they may see things 

through “rose colored glasses” until they visit career services where they can obtain a 

better perspective of reality. The “open door” represents the welcoming feeling students 

receive when they visit the career services office.  Students get a sense of who they are 

when they take personality assessments such as the MBTI represented by the computer 

and perceive career services as providing assistance in developing their resumes and in 

searching for employment. The television symbolizes the perception that student’s feel 

career services is not advertised across campus enough. They also perceive there is a lack 

of opportunity for them to access community leaders in their field of interest as 

represented by the illustration of the “handshake.” 
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Figure 2 Perceptions - Picture Representing CSP’s Top Votes 

Note:  Picture as drawn by Career Service Professionals representing their top votes.  
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FIGURE 2 INTERPRETATION OF CAREER SERVICES PROFESSIONALS PERCEPTIONS 

The picture (see Figure 2) represents the perceptions of career services 

professionals towards the work they do and resources affiliated with career services.  The 

staircase represents career services and the perception that it is the “stairway to success” 

and the reason why students attend college in the first place.  Individual stair steps 

symbolize the specific levels of accomplishment that eventually lead to success such as 

“career goals,” “major,” and ultimately “employment.”  

The “no career services” symbol represents the perception of career services 

professionals that they are not a priority nor supported at the district level. The researcher 

would venture to say this could be due to their feeling there is a lack of funding, human 

resources, and a dedicated facility. The question marks represent the “confusion” 

regarding the purpose of career services at the district level, in regards to workforce 

development, inconsistency across the district at the different campuses, and lack of 

understanding.  
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Table 3 Perceptions – Students vs. Faculty Top Votes & Comparisons 

Top Votes and Group Comparisons – Students vs. Faculty 

 
 Students 

Group #1 

Faculty 

Group #3 

1. It’s free! 

2. It’s an awesome opportunity to be 

taught something that is resourceful 

– something you will use 

throughout life. It prepares you for 

the real world – not a shock after 

college. 

3. It is an opportunity to have one-on-

one time with faculty and staff 

(open door policy). 

4. It is not broadcasted throughout 

school enough – not enough 

exposure. Poorly advertised.  

5. There is a need for more access to 

community leaders. Exposure to 

leaders in field of interest. Develop 

better methods of advertising for all 

career services district wide. 

1. Students have misperception of the 

role of the career center.  

2. See more partnerships with 

stakeholders (i.e. libraries, 

communities, family, non-profit).  

3. Lack of follow-up with students 

once placed. 

4. Faculty is currently the key to 

encourage student use of counseling 

services 

5. Career services is the same district 

wide (??). 
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Table 3 (continued) 

Top Votes and Group Comparisons – Students vs. Faculty 

Students 

Group #1 

Faculty 

Group #3 

6. There is a need to encourage 

networking opportunities (i.e. 

utilizing known people for job 

leads).  

7. Provides skills assessment 

resources for job placement 

(Choices, Personality, Do What 

You Are). 

 

NA 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 3 Perceptions - Picture Representing Faculty Top Votes 

 

Note:  Picture as drawn by faculty representing top vote getters.  
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FIGURE 3 INTERPRETATION OF FACULTY PERCEPTIONS  

The illustration (see Figure 3) denotes a review of faculty perceptions of career 

services. The “blindfolded person” represents students not sure of where they should go 

to seek career assistance or employment services.  In addition, the researcher believes 

faculty understand the misperceptions students may have that career services does 

“placement” similar to a staffing agency when it does not. The individual behind the “job 

kiosk” also represents the staffing agency mentality that faculty perceive students may 

have about career services represented by the “take a number for a job” illustration.  

The “hands” in the illustration represent career services holding up the buildings 

that represent businesses. Faculty perceive career services should have more interaction 

with “developing more partnerships with stakeholders.”  The two figures interacting 

represent career service professionals and graduates and the perception of faculty that 

there is a “lack of follow-up with students once placed.” The title NHMCCD Career 

Services in the illustration lists the different campuses.  It represents the faculty 

perception that career services is different across the district.  They believe it would be 

most beneficial if it were consistent across the district. Finally, the illustration of the 

“key” represents faculty perception that they are the “key to encourage students to use 

career services.” If faculty are aware of programs and services, they will be able to 

support efforts by encouraging students to participate.  
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Table 4 Perceptions – Students vs. Administrators Top Votes & Comparisons 

Top Votes and Group Comparisons – Students vs. Administrators 
 

Students 

Group #1 

Administrators 

Group #4 

1. It’s free! 

2. It’s an awesome opportunity to be 

taught something that is resourceful 

– something you will use 

throughout life. It prepares you for 

the real world – not a shock after 

college. 

3. It is an opportunity to have one-on-

one time with faculty and staff 

(open door policy). 

4. It is not broadcasted throughout 

school enough – not enough 

exposure. Poorly advertised.  

5. There is a need for more access to 

community leaders. Exposure to 

leaders in field of interest. Develop 

better methods of advertising for all 

career services district wide. 

1. Career Services is under-utilized by 

students. Excellent services not 

used – lack of attendance at 

seminars. 

2. Students focused on a major are 

normally better students. 

3. High quality offerings. Job 

Connections is excellent. 

4. Unclear distinction between career 

services and job placement – 

confusing.  

5. Not incorporated enough into 

advising process.  

Understaffed and under funded. Not 

aware of undecided students 

because of current application 

process. Varied and sometimes 

unreasonable expectations from 

faculty, administrators, and staff.  
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Table 4 (continued) 

Top Votes and Group Comparisons – Students vs. Administrators 

Students 

Group #1 

Administrators 

Group #4 

6. There is a need to encourage 

networking opportunities (i.e. 

utilizing known people for job 

leads).  

7. Provides skills assessment 

resources for job placement 

(Choices, Personality, Do What 

You Are).  

 

Reactionary – too many things 

happening at one time and staff 

pulled in too many directions. 

Students don’t see need for it. 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 4 Perceptions – Picture Representing Administrator Top Votes 

 

Note:  Picture as drawn by administrators representing top vote getters.  
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FIGURE 4 INTERPRETATION OF ADMINSITRATOR PERCEPTIONS 

The picture (see Figure 4) represents a summary of administrator perceptions of 

career services. The puppet symbolizes career service professionals and how 

administrators perceive they are so short staffed that they are often “pulled in too many 

directions” by the expectations of all constituents to get co-ops, internships, jobs, provide 

career counseling, job fairs, and workshops. In addition, some of the strings attached to 

the puppet are actual constraints such as time, funding, and resources as illustrated.  The 

strings also represent administrator perceptions that career service professionals are more 

reactionary because of the lack of staff and funding.  The illustration of the student saying 

“I don’t need no stinking counseling” is the administrator perception that students don’t 

value career services or the resources it has to offer.
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TABLE 5 PERCEPTIONS – STUDENTS VS. STAFF TOP VOTES & COMPARISONS 

Top Votes and Group Comparisons – Students vs. Staff 

Students 

Group #1 

Staff 

Group #5 

1. It’s free! 

2. It’s an awesome opportunity to be 

taught something that is resourceful 

– something you will use 

throughout life. It prepares you for 

the real world – not a shock after 

college. 

3. It is an opportunity to have one-on-

one time with faculty and staff 

(open door policy). 

4. It is not broadcasted throughout 

school enough – not enough 

exposure. Poorly advertised.  

5. There is a need for more access to 

community leaders. Exposure to 

leaders in field of interest. Develop 

better methods of advertising for all 

career services district wide. 

 

1. Pool of jobs for students. 

2. Provides resources for career and 

job searches (i.e. websites). 

3. Job Fairs 

4. Career counseling with 

personalities (MBTI). 

5. Assists students with resume 

writing and workshops for 

interview and resume preparation 

before and after graduation. 

6. Houston Chronicle job kiosk (in 

Commons at Tomball College). 

7. Salary ranges for jobs. 

8. Matching majors and careers. 
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Table 5 (continued) 

Top Votes and Group Comparisons – Students vs. Staff 

Students 

Group #1 

Staff 

Group #5 

6. There is a need to encourage 

networking opportunities (i.e. 

utilizing known people for job 

leads).  

7. Provides skills assessment 

resources for job placement 

(Choices, Personality, Do What 

You Are).  

 

NA 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 5 Perceptions – Picture Representing Staff Top Votes 

 

Note:  Picture as drawn by staff representing top vote getters.  
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FIGURE 5 INTERPRETATION OF STAFF PERCEPTIONS 

The picture (see Figure 5) represents a summary of staff perceptions of career 

services. The pool table represents the variety of students that use career services.  The 

balls represent the “pool” of opportunities and examples of the different directions 

students may go such as transferring to a four year university or going on to start their 

career.  The “stick” symbolizes the career counselor as they “point students in the right 

direction.” The “white ball” also represents the career counselors, as they are the means 

by which students access the other “balls” or resources.
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TABLE 6 PERCEPTIONS – STUDENTS VS. EMPLOYERS TOP VOTES & COMPARISONS 

Top Votes and Group Comparisons – Students vs. Employers 

Students 

Group #1 

Employers 

Group #6 

1. It’s free! 

2. It’s an awesome opportunity to be 

taught something that is resourceful 

– something you will use 

throughout life. It prepares you for 

the real world – not a shock after 

college. 

3. It is an opportunity to have one-on-

one time with faculty and staff 

(open door policy). 

4. It is not broadcasted throughout 

school enough – not enough 

exposure. Poorly advertised.  

5. There is a need for more access to 

community leaders. Exposure to 

leaders in field of interest. Develop 

better methods of advertising for all 

career services district wide. 

 

1. Should have ability to conduct on 

campus interviews. 

2. Generous – no charge to employers 

to attend events.  

3. Hold targeted job fairs.  

4. Communication toward employers 

are good, but not promoted enough 

to students. 

5.  Need to recruit more employers to 

offer more variety to students.  

6. Prepare students for job searches, 

resumes, mock interviews, cover 

letters and how to dress 

professionally.  

7. Limited access to campus by 

employers.  
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Table 6 (continued) 

Top Votes and Group Comparisons – Students vs. Employers 

Students 

Group #1 

Employers 

Group #6 

6. There is a need to encourage 

networking opportunities (i.e. 

utilizing known people for job 

leads).  

7. Provides skills assessment 

resources for job placement 

(Choices, Personality, Do What 

You Are).  

 

NA 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 6 Perceptions – Picture Representing Employer Top Votes 

 

Note:  Picture as drawn by employers representing top vote getters.  
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FIGURE 6 INTERPRETATION OF EMPLOYER PERCEPTIONS 

The picture (see Figure 6) symbolizes employer perceptions of career services. 

The first quadrant represents the resources career services provides to educate students 

about what to expect in the workplace.  The necktie and shoe represent preparation as 

students learn to dress for success. The drawing of the “paper” represents the education 

provided for students to learn how to create their own resume.  The needle and nurse hat 

symbolizes the professions that students will enter and need to understand how to 

function on the job in order to receive their income as represented by the “dollar sign.”   

The second quadrant represents students, employers, and career service 

professionals interacting at a job fair.  Employers appreciate the benefit of taking part in 

on-campus activities to provide special services for students for minimal or no charge as 

symbolized by the “crossed out dollar sign.”  

The next quadrant represents employer perceptions of a need for them to have 

more involvement with faculty.  They would like the opportunity to come into the 

classroom and present workshops so they can share updated specific information about 

their industry to students, faculty, and career service professionals.  The speaker behind 

the podium and the audience illustrates their interests.   

The final quadrant represented by the phone, the computer and the classified ad 

illustrates the perception that employers have that career services should work with 

students to find alternative ways to search for jobs other than the classified ads.  For 

example, students could be taught to look information up online and make phone calls to 

do informational interviewing.  
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TABLE 7 PERCEPTIONS – FINAL SAMPLE GROUP CONSENSUS SUMMARY 

Entire Sample Group Consensus of Perceptions of Career Services within 

NHMCCD 

 
Top 9 Perceptions as Produced by the Entire 42-Member Sample Group 

 

1. Faculty is currently the key to encourage student use of Career Services 

2. Understaffed and under funded. Not aware of “undecided” students because of 

application process. Varied and sometimes unreasonable expectations from 

faculty, administrators, and staff. Career Services staff is reactionary – too many 

things happening at one time and pulled in too many directions.  Students don’t 

see need for it. 

3. Communications toward employees are good but not promoted enough to 

students. 

4. Should have ability to conduct on campus interviews. 

5. Lack follow-up with students once placed.  

6. Career services is under utilized by students. Excellent services not used. Lack of 

attendance at seminars.  

7. Unclear distinction between Career Services and Job Placement – Confusing. 

8. Skills assessment resources for job placement (Choices, Personality, Do What 

You Are). 

9. Reason people go to college is to develop career goals, identify major, and find 

employment.  

 

 Note: These 9 perceptions represent the top vote getters from the entire 42-member 

sample group and denote the most important initiatives for NHMCCD to consider as 

they develop programs and services aimed at enhancing career services. The 

perceptions are listed by order of importance by vote.  
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QUESTION #2 INITIATIVES – SILENT GENERATION RESULTS 

What initiatives could be implemented to enhance Career Services within NHMCCD? 

Nominal Group Technique – Silent Generation Results 

Group #1 Student Initiatives for Enhancement 

1. Will definitely allow employers to access us onsite and view online resumes. 

2. Broadcast for events earlier by word of mouth, TV, etc. 

3. Will offer me different ways to find job opportunities other than newspaper (i.e. 

radio). 

4. All people (on and off campus) will be able to access upcoming events or 

different job opportunities that they otherwise would not know (via cable TV).  

5. Will give more information on what career services can do for students – 

communication. 

6. Will be known to every student that registers (placed in new student folders).  

7. Will have focused workshops on specific careers (tips on getting certain jobs – 

dress for success, interview tips, etc.) 

8. Have enough staff to be flexible to change (i.e. when someone doesn’t come to 

work, someone else can do their job). 

9. Offer a job link to neighboring colleges (within and outside NHMCCD i.e. 

collegejobs.com).  

10. Online students will have link in e-campus for different seminars, focus groups, 

etc.) 

11. Students will know what and when employers will be on-campus by seeing an e-

marquis as they drive onto campus (both entrances). 

12. Will have a set day every month when employers show up.  
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Nominal Group Technique – Silent Generation Results 

Group #1 Student Initiatives for Enhancement (continued) 

13. An integrated website with better search criteria for current job openings (similar 

to monster).  

14. Do what is needed for the student by exposing them to everything (resources) 

needed to get a job. Short-term internships. 

15. Lunch and learn with employers (to talk about what field has to offer). 

16. Departments will be able to put up banners for a limited time to announce social 

functions, career opportunities, financial aid and other school related information.  

17. Give students handouts to let them know what is going on at campus – volunteers 

would hand out flyers.  

18. Will offer jobs in this area. 

19. Make new students aware of career services immediately after registration. 

20. They should have a way to let faculty and staff know about what is going on so 

they announce it in class.  

21. Will have a bigger facility. 

22. Students want to be involved because they were involved in high school.  Need 

encouragement to do more than just come to class and leave.  

23. Will be more creative in advertising approach and aggressive. 

24. Business cards will be provided to potential employees. Student will hand their 

card to employers who come on campus. 

25. Clean up NHMCCD website – more user friendly. Less clutter. 

26. There will be follow up with students.  

27. Students can register to be hired as a temp agency on-campus and off-campus.  
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Nominal Group Technique – Silent Generation Results 

Group #2 Career Service Professionals Initiatives for Enhancement 

1. Location more visible. 

2. Large, inviting, physical high tech facility (building) exclusive to career services 

/job center (smart classrooms, interview rooms, computer lab, conference room, 

break room.  

3. Increase staff:  Director, career counselors, job developers, full-time office 

assistants, student workers.  

4. Get faculty involved in what is going on. 

5. Have certain courses require career component to graduate.  

6. Marketing of career services on campus and community. 

7. Each campus needs to be consistent with their set-up and process. 

8. More support from district with separate budget for career services (financial, 

staff, space). 

9. College schedules conducive for students to attend career related activities.  

10. Resources for events (facilities for job fairs). 

11. District and career counselors to work in partnerships to determine where career 

services and workforce are going. 

12. Policy for employers to come on campus more to increase campus recruiting. 

13. Career service involvement in advisory groups. 

14. Eliminate barriers between campuses. 

15. Share information with corporate training/workforce program development. 

16. Create job kiosk throughout campus utilizing CCN 

17. Hire district employee to coordinate career services processes, budget, etc.  
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Nominal Group Technique – Silent Generation Results 

Group #2 Career Service Professionals Initiatives for Enhancement (continued) 

18. Separate personnel to maintain job postings, employer relations, tracking.  

19. Career services separate entity from counseling but under same umbrella. 

20. Purchase different resources.  

21. Increase professional development.  
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Nominal Group Technique – Silent Generation Results 

Group #3 Faculty Initiatives for Enhancement 

1. Have student services give presentation in classrooms. 

2. Have all career personnel teach at least one class. 

3. Look at “best practices” around area (i.e. Blinn College). 

4. Use NGT with just students. 

5. Have opportunity to present student services to “online” students. 

6. Define specific services offered by career counselors. 

7. Required HUMD/Business course for resumes, interviewing, etc…dress for 

success.  

8. Monthly newsletter informing what local campuses are doing. 

9. Internship program linked with universities. 

10. Create one-stop shop process explaining career services through orientation. 

11. Create more partnerships with businesses and co-ops. 

12. Effectively communicate to students, community and faculty our clearly defined 

career services goals.  

13. Create career “game” center in Commons area. 

14. Incorporate linkage between service learning and career services.  

15. Career center kiosk with full-time counselor and staff, be more noticeable to 

students. 

16. Work with faculty to integrate a career component into curriculum. 

17. Follow-up or tracking of success. 

18. Better link between academic advisor and career counselors. 

19. Ways to have better publicity (i.e. home owner’s association newsletter). 
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Nominal Group Technique – Silent Generation Results 

Group #3 Faculty Initiatives for Enhancement (continued) 

20. Campus wide “Dress for Success” day (free lunch). 

21. Pool of professionals willing to do classroom presentations. 

22. Pool of professionals willing to allow students to shadow. 

23. Focused seminars on specific disciplines. 

24. Re-focus career services as district priority. 
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Nominal Group Technique – Silent Generation Results 

Group #4 Administrator Initiatives for Enhancement 

1. Have student services building with separate but connected rooms for career 

services and job placement interview rooms. 

2. Provide data to support increased funding. 

3. Allow for generation of funds. 

4. Develop a pool of employers that students can contact for informational interview 

and shadowing. 

5. Develop comprehensive program to inform faculty of career services. 

6. Develop plan to promote career services. 

7. Advisory boards. 

8. Faculty involvement – faculty have students do assignments that will get them 

involved in career services. 

9. In cooperation with chairs, do workshops for classes that have absent faculty.  

Career services can sub! 

10. Campaign to college community to educate them on the impact career services 

has on retention. 

11. Develop and publicize a strategic plan of what career services does. 

12. Better tracking of student success outcomes of career services use. 

13. Bring in successful retired senior citizens for students. 

14. Encourage and evaluate on collaborative activity. 

15. Train advisors to get career decision-making process started and make referrals.  
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Nominal Group Technique – Silent Generation Results 

Group #4 Administrator Initiatives for Enhancement (continued) 

16. Identify and develop plan for working with undecided students. Change 

application to allow students to choose “undecided” then contact them. 

Counselors work proactively to reach undecided students. 

17. Follow-up with students two months within the semester to discuss goals.  

18. Hire separate staff for job development. Have specialized staffs.  

19. Meeting with deans and vice presidents to clarify the role of career services and 

job placement. 

20. Involve college community in promotion and utilization of services. 

21. Standardize services and reporting lines across district. 

22. Need to meet with 8th graders to help them with career selection. 

23. Educate students that they are more likely to succeed if they have a defined goal. 

24. Involve administrators/faculty with career service events. 

25. Promote and expand online student services. 

26. Require undecided students to meet with counselors. 

27. Set up evaluation feedback system for continuous improvement. 

28. Students need follow-up contact for motivation. 

29. Have a pool of “experts in their field” faculty available to speak with students.  

30. Educate college community on difference between career services and job 

placement. 
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Nominal Group Technique – Silent Generation Results 

Group #5 Staff Initiatives for Enhancement 

1. Part of the new student orientation.  

2. Ask the students! 

3. On-campus interviews and interview rooms. 

4. Job development.  

5. Every student take “MBTI” or Choices. 

6. Advise students at high schools. 

7. Career counselors go into classrooms and provide live orientation on campus. 

8. “LCD” audio/TV presentation.  

9. Marketing available in-house and district wide (i.e. website). 

10. Every campus should have a Career Services Center! 

11.  Allow employers/companies to be in Commons during lunch hours. 

12. Set time each semester for career seminars. 

13. Pep rally for career services or job fair. 

14. Suggestion box in Commons. 

15.  Increase awareness to employers within an area (NHMCCD). 

16. Email for career services to answer FAQ’s. 

17. Reinforce Career Services Center. 

18. More communication between career services about local employers.  

19. Career center more employer friendly. 

20. Advisory counsel in business and technology division could work more closely 

with career services. 

21. Place ads in community newspaper.  
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Nominal Group Technique – Silent Generation Results 

Group #6 Employer Initiatives for Enhancement 

1. Career focus article/employer profile in student newspaper. Break down into 

career fields.  

2. Workshops by employers to present what they are seeking in employees – Pre-

registration! 

3. Incentives to enroll in career prep courses! 

4. Mandatory curriculum requirement to take a career preparation course (exit?) 

5. Utilize website to advertise career services offerings to the distance learning 

students. 

6. Videotape workshops or guest lecturers and post on career services site.  

7. Career services linking handicapped students with appropriate employers/jobs. 

8. Get deans/directors to meet with employers on a regular schedule.  Keeps updated 

connections. 

9. Better communication between employers, district, workforce development, 

campuses, administrators, faculty, and student organizations. 

10. Create a calendar of the action plan created by this process so district is on same 

page.  

11. Set goals, timeline, and measurement of action plan. 

12. Job fair lunch break- College discusses goals with employers/thanks/feedback. 

13. Utilize student government and employers to advertise district career services. 

14. Use satellite campuses – advertisements, job connections day, etc.  

15. Flyers for events must be posted in visually effective locations: table tents, café 

windows, local businesses, and student newspapers. 
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Nominal Group Technique – Silent Generation Results 

Group #6 Employer Initiatives for Enhancement (continued) 

16. Employer interview rooms with ability to reserve any time, including during job 

fairs. 

17. Schedule interviews immediately after job fair (fair – AM; interviews – PM). 

18. Advance notice of fair/interviews with pre-registration for interviews.  

19. Designate a fixed interview time limit to allow students opportunities for multiple 

interviews. 

20. Advance advertising of fair/interviews to allow students adequate preparation 

time. 

21. Bring employers into classrooms as educators – career mentor. Take advantage of 

captive audience.  

22. Utilize local chamber of commerce to advertise job fair. 

23. Utilize local chamber of commerce to create networking groups for new 

employees. 

24. Use chamber or employers to sponsor student incentives to boost attendance.  
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Table 8 Initiatives – Students vs. CS Professionals Top Votes & Comparisons 

QUESTION #2 INITIATIVES – VOTE RESULTS AND GROUP COMPARISONS  

Top Votes and Group Comparisons – Students vs. Career Service Professionals 

 
Students 

Group #1 

Career Service Professionals 

Group #2 

1. Will offer different ways to find job 

opportunities other than newspaper 

(i.e. radio). 

2. Will have focused workshops on 

specific careers with tips on getting 

certain jobs such as dress for 

success, interview tips, how to 

network and resume writing, etc.  

3. Students can register to be hired as 

a temp agency (on & off campus). 

4. Will be known to every new student 

that registers – information placed 

in “New Student Folder.” 

5. Business cards will be provided to 

students to hand to potential 

employers who come on campus.  

 

1. Large, inviting, high tech facility 

(building) exclusive to career 

services with smart classrooms, 

interview rooms, computer lab, 

conference room, break room). 

2. Increase staff on each campus: 

career services director, career 

counselors, job developers, full-

time office assistants, student 

workers.  

3. Have certain courses require career 

component to graduate.  

4. More support from district with a 

separate budget for career services 

(financial, staff, space). 
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Table 8 (continued) 

Top Votes and Group Comparisons – Students vs. Career Service Professionals  

Students 

Group #1 

Career Service Professionals 

Group #2 

6. Do what is needed for the student 

by exposing them to everything          

    (resources) needed to get a job –       

short term internship. 

7. Give students handouts to let them 

know what is going on at campus – 

volunteers would hand out flyers. 

Students will know what and when 

employers will be on campus by 

seeing an e-marquis as they drive 

on campus. 

5. District and career counselors to 

work in partnership to determine 

where career services and 

workforce are going.  

6. Create job kiosks throughout 

campus utilizing CCN. 

7. Increase professional development. 

8. Location more visible. 

9. Share information with corporate 

training/workforce program. 

10. Hire district employee to coordinate 

career services processes (i.e. 

budget). 

11. Career services separate entity from 

counseling but under same 

umbrella.  
 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 7 Initiatives – Picture Representing Student Top Votes 

 

Note:  Picture as drawn by students representing top vote getters.  
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FIGURE 7 INTERPRETATION OF STUDENT INITIATIVES   

The picture (see Figure 7) depicts student initiatives to enhance career services.  

The “marquis” represents the interest in the need to expand marketing efforts across 

campus and throughout the district.  Students think it would allow career services and 

other activities to be advertised in a way that would get their attention.  The illustration of 

the “radio” also represents another example of advertising students would like to have 

initiated. Additionally, students suggest flyers be passed out face to face via volunteers 

regarding career service events as depicted in the illustration of the flyer entitled 

“Coming Events.” The picture of the “new student” folder represents an idea students 

suggest that would inform each new student of career services information and events.   

The illustration of the “student temp” facility represents the student’s interest in 

the opportunity to participate in short-term internship opportunities in the manner offered 

through a temporary or staffing agency.  The researcher believes this may confirm the 

student’s interest in being “placed” or put into a job.  

Finally, the illustration of the dress, necktie, and pen represent an interest in 

targeted workshops that will assist students in being marketable for employment such as 

dress for success, interview, and job search workshops.  
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FIGURE 8 INITIATIVES – PICTURE REPRESENTING CAREER SERVICE 

PROFESSIONALS TOP VOTES 

 

 Note: Picture as drawn by career service professionals representing top vote getters.  
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FIGURE 8 INTERPRETATION OF CAREER SERVICE PROFESSIONALS  INITIATIVES 

The picture (see Figure 8) symbolizes career service professionals’ suggestions of 

initiatives to enhance the area in which they work. The title of the illustration “Raining 

Success” represents the vast amount of resources offered by career services that are 

available to all students.  The umbrella symbolizes career services as it encompasses a 

wide variety of services such as job search skills, job development, career counseling, job 

fairs, workshops, and interview opportunities as represented by the “rain.” The rain 

represents the resources.  
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TABLE 9 INITIATIVES – STUDENTS VS. FACULTY TOP VOTES & COMPARISONS 

Top Votes and Group Comparisons – Students vs. Faculty 

Students 

Group #1 

Faculty 

Group #3 

1. Will offer me different ways to find 

job opportunities other than 

newspaper (i.e. radio). 

2. Will have focused workshops on 

specific careers with tips on getting 

certain jobs such as dress for 

success, interview tips, how to 

network and resume writing, etc.  

3. Students can register to be hired as 

a temp agency (on & off campus). 

4. Will be known to every new student 

that registers – information placed 

in “New Student Folder.” 

5. Business cards will be provided to 

students to hand to potential 

employers who come on campus.  

 

1. Follow up or tracking of success.  

2. Look at best practices around area 

(i.e. Blinn College). 

3. Create more partnerships with 

businesses and co-ops.  

4. Career center kiosk with full-time 

counselor and staff…is more 

noticeable to students.   

5. Effectively communicate to 

students, faculty, and community 

our clearly defined career 

counseling services.  
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Table 9 (continued) 

Top Votes and Group Comparisons – Students vs. Faculty 

Students 

Group #1 

Faculty 

Group #3 

6. Do what is needed for the student 

by exposing them to everything          

    (resources) needed to get a job – 

short-term internship. 

7. Give students handouts to let them 

know what is going on at campus – 

volunteers would hand out flyers. 

8. Students will know what and when 

employers will be on campus by 

seeing an e-marquis as they drive 

on campus. 

NA 

 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 9 Initiatives – Picture Representing Faculty Top Votes 

 

Note:  Picture as drawn by faculty representing top vote getters.  
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FIGURE 9 INTERPRETATION OF FACULTY INITIATIVES   

The illustration (see Figure 9) represents faculty initiatives to enhance career 

services. The first picture of the railroad track and train represents faculty interest in 

“follow up or tracking success” of students after they graduate.  There is an interest in 

knowing where in the country students end up after they graduate depicted by the picture 

of the “world.”  

Faculty also have an interest in developing an initiative of “creating more 

partnerships with businesses” in order to create more employment, internship, and co-op 

opportunities as represented by the handshake between the district, businesses, and co-

ops. Next, the picture of the square with a career service professional behind the desk and 

the computer in the corner represents an interest of the faculty to have a career services 

facility fully staffed in a more visible location for students.  Finally, the megaphone 

represents the interest in getting the word out to everyone about the services offered.  
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 TABLE 10 INITIATIVES – STUDENTS VS. ADMINISTRATORS TOP VOTES & 

COMPARISONS 

Top Votes and Group Comparisons – Students vs. Administrators 

Students 

Group #1 

Administrators 

Group #4 

1. Will offer me different ways to find 

job opportunities other than 

newspaper (i.e. radio). 

2. Will have focused workshops on 

specific careers with tips on getting 

certain jobs such as dress for 

success, interview tips, how to 

network and resume writing, etc.  

3. Students can register to be hired as 

a temp agency (on & off campus). 

4. Will be known to every new student 

that registers – information placed 

in “New Student Folder.” 

5. Business cards will be provided to 

students to hand to potential 

employers who come on campus.  

 

1. Campaign to college community to 

educate the impact career services 

has on retention. 

2. Provide data to support increase 

funding – increase funding.  

3. Faculty involvement – Faculty have 

students do assignments that will 

get them involved in career 

services. 

4. Change application to allow 

students to choose undecided and 

then contact them. Counselors work 

proactively to reach undecided 

students.  

5. Develop plan to promote career 

services.  
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Table 10 (continued) 

Top Votes and Group Comparisons – Students vs. Administrators 

Students 

Group #1 

Administrators 

Group #4 

6. Do what is needed for the student 

by exposing them to everything          

    (Resources) needed to get a job – 

short-term internship. 

7. Give students handouts to let them 

know what is going on at campus – 

volunteers would hand out flyers. 

8. Students will know what and when 

employers will be on campus by 

seeing an e-marquis as they drive 

on campus. 

6. Better tracking of student success 

and outcomes of career services 

use.  

7. Have student services building with 

separate but connected rooms for 

career services and job placement 

interview rooms.  

8. Develop a pool of employers that 

students can contact for 

informational interviews and 

shadowing.  

9. Train advisors to get career 

decision-making process started and 

make referrals.  

10. Hire separate staff for job 

development – specialized staff.  

 
Note: The top vote getters are listed from most to least important as voted by each 

individual group. 
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FIGURE 10 INITIATIVES – PICTURE REPRESENTING ADMINISTRATOR TOP VOTES 

 

Note:  Picture as drawn by administrators representing top vote getters.  
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FIGURE 10 INTERPRETATION OF ADMINISTRATOR INITIATIVES   

The picture (see Figure 10) represents administrator initiatives for enhancing 

career services.  At the time the study took place, the Houston Livestock Rodeo was in 

town as represented by the trail riders. The goal of the trail riders is to end up at 

Memorial Park where they will find fantastic resources such as water, food, and lodging.  

Memorial Park represents career services, which is full of “fantastic” resources for 

students such as career counseling and employment resources.  

The first two horses do not have riders, which represents faculty, students, and 

employers are not on the trail ride and need to “get on board” with career services.  

The three horses with riders include career counselors, NHMCCD Career Services 

Council, and job development personnel who are all on the trail ride and on board.  

Perhaps the rider on the ground represents those individuals who are not taking full 

advantage of the resources career services offers. The last horse in the illustration 

represents the packhorse that carries the resources needed to make the trip to Memorial 

Park. Students need career services to make their “career trip.” 
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TABLE 11 INITIATIVES – STUDENTS VS. STAFF TOP VOTES & COMPARISONS 

Top Votes and Group Comparisons – Students vs. Staff 

Students 

Group #1 

Staff 

Group #5 

1. Will offer me different ways to find 

job opportunities other than 

newspaper (i.e. radio). 

2. Will have focused workshops on 

specific careers with tips on getting 

certain jobs such as dress for 

success, interview tips, how to 

network and resume writing, etc.  

3. Students can register to be hired as 

a temp agency (on & off campus). 

4. Will be known to every new student 

that registers – information placed 

in “New Student Folder.” 

5. Business cards will be provided to 

students to hand to potential 

employers who come on campus.  

 

1. Every campus should have a career 

services center. 

2. Advertise to community (i.e. 

newspaper, community newsletter, 

radio ads, and flyers). 

3. Part of new student orientation. 

4. Ask the students. 

5. LCD audio/TV presentation. 

6. Advisory councils in business and 

technology. 

7. Divisions to work more closely 

with career services.  
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Table 11 (continued) 

Top Votes and Group Comparisons – Students vs. Staff 

Students 

Group #1 

Staff 

Group #5 

6. Do what is needed for the student 

by exposing them to everything          

    (Resources) needed to get a job – 

short-term internship. 

7. Give students handouts to let them 

know what is going on at campus – 

volunteers would hand out flyers. 

8. Students will know what and when 

employers will be on campus by 

seeing an e-marquis as they drive 

on campus. 

NA 

 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 11 Initiatives – Picture Representing Staff Top Votes 

 

Note:  Picture as drawn by staff representing top vote getters.  
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FIGURE 11 INTERPRETATION OF STAFF INITIATIVES    

The picture (see Figure 11) represents staff initiatives for enhancing career 

services.  The illustration represents a hurricane. The picture of the person blowing 

represents the strong winds associated with a hurricane.  The “eye” represents the eye of 

the storm.  In the mist of the storm of career confusion is career services that ultimately 

becomes the “eye” that leads to the light at the end of the tunnel (employment). Perhaps 

this illustrates interest of the staff interest in having a dedicated career services center.  

The radio, newspaper, and TV represent the interest to advertise to all 

constituents. The “highway and the cars” represent the idea that students should not get 

stuck behind an “18-wheeler” or the traffic that follows. They should get on the “right 

road,” which is the road to career services that can assist them around the “traffic” of 

career confusion. 
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TABLE 12 INITIATIVES – STUDENTS VS. EMPLOYERS TOP VOTES & COMPARISONS 

Top Votes and Group Comparisons – Students vs. Employers 

Students 

Group #1 

Employers 

Group #6 

1. Will offer me different ways to find 

job opportunities other than 

newspaper (i.e. radio). 

2. Will have focused workshops on 

specific careers with tips on getting 

certain jobs such as dress for 

success, interview tips, how to 

network and resume writing, etc.  

3. Students can register to be hired as 

a temp agency (on & off campus). 

4. Will be known to every new student 

that registers – information placed 

in “New Student Folder.” 

5. Business cards will be provided to 

students to hand to potential 

employers who come on campus.  

 

1. Flyers for events posted in visually 

effective places: table tents, café 

windows, local businesses, student 

newspapers and local chambers.  

2. Employer interview rooms to reserve 

any time, including during job fairs.  

3. Bring employer into classrooms as 

an educator – career mentor. Take 

advantage of captive audience.  

4. Workshops by employers to present 

what they are seeking in employees. 

Pre-registration.  

5. Get deans/directors to meet with 

employers on a regular schedule. 

Keeps updated connections.  

6. Create calendar of action plans 

created so district is on same page. 

Set goals and measure outcomes.   
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Table 12 (continued) 

Top Votes and Group Comparisons – Students vs. Employers 

Students 

Group #1 

Employers 

Group #6 

6. Do what is needed for the student 

by exposing them to everything          

    (Resources) needed to get a job – 

short-term internship. 

7. Give students handouts to let them 

know what is going on at campus – 

volunteers would hand out flyers. 

8. Students will know what and when 

employers will be on campus by 

seeing an e-marquis as they drive 

on campus. 

NA 

 

Note: The top vote getters are listed from most to least important as voted by each 

individual group.  
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Figure 12 Initiatives – Picture Representing Employer Top Votes 

 

Note:  Picture as drawn by employers representing top vote getters.  
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FIGURE 12 INTERPRETATION OF EMPLOYERS INITIATIVES    

The picture (see Figure 12) represents employer initiatives for enhancing career 

services.  The triangle represents career services as the core that holds together the 

students, employers, and the college. It does not matter at which point a student enters the 

career development process, which is represented by the arrows.  

Career services is the focus and starting point of the career development process. 

Regardless of the direction of the arrows, the entire process is facilitated through career 

services.  For example, a student may graduate and then need to come back to college to 

get retrained and then start the career exploration process all over. Likewise, they will 

need to visit career services prior to graduation in order to discover the career exploration 

and job search process. The figure represents the need for career services is a constant 

process. 
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TABLE 13 INITIATIVES – FINAL SAMPLE GROUP CONSENSUS SUMMARY 

Entire Sample Group Consensus of Initiatives to Enhance Career Services within 

NHMCCD 

Top 12 Initiatives as Produced by the Entire 42-Member Sample Group 

 

1. Each campus should have a Career Services Center. It should be a large, inviting, 

high tech facility exclusive to Career Services.  

2. Increase staff on each campus; Career Services director, career counselors, job 

developers, full-time office assistants, and student workers.  

3. Career Center kiosk with full-time counselor and staff …be more noticeable to 

students.  

4. Have certain courses require career component to graduate. 

5. Students will know what and when employers will be on campus by seeing an e-

marquis as they drive onto campus. 

6. Employer interview rooms with ability to reserve any time including job fairs. 

7. Change application to allow students to choose “undecided” and then contact 

them. Counselors work pro-actively to reach undecided students.  

8. Effectively communicate to students, faculty, and community our clearly defined 

career counseling services.  

9. Bring employer into classrooms as an educator – career mentor. Take advantage 

of a captive audience. 

10. Part of new student orientation. 

11. Flyers for events must be posted in visually effective places (tables tents, café 

windows, local businesses, student newspapers, and with local chambers). 

12. Create job kiosks throughout campus utilizing (CCN - job posting database).  

 

Note: These 12 enhancements represent the top vote getters from the entire 42-member 

sample group and denote the most important initiatives for NHMCCD to consider as they 
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develop programs and services aimed at enhancing career services. The initiatives are 

listed by order of importance by vote.  
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CHAPTER FIVE 

SUMMARY, MAJOR FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

INTRODUCTION 

 This chapter is divided into four sections: summary, major findings from the 

study, conclusions reached from the findings, and recommendations suggested by the 

researcher for constituents who play a role in delivering and/or advocating career services 

and programs to students within NHMCCD (i.e. administrators, career service 

professionals, faculty, and staff).  

SUMMARY 

 The purpose of this study is designed to compare NHMCCD student perceptions 

of career services against career service professionals, faculty, administrators, staff, and 

employer perceptions to determine consensus and/or non-consensus between groups 

when identifying initiatives for enhancing services. Upon perception recognition, the 

study further identifies initiatives to enhance career services that are currently offered.  

Once more, consensus and non-consensus data was captured by the researcher as focus 

groups explored the subject of perceptions and initiatives for enhancing career services 

within the district. Consequently, the study produced final consensus of perceptions and 

initiatives for enhancement for NHMCCD to consider as the institution identifies a plan 

to expand career service programs and goals within the district to support students.  
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Subsequently, the entire study adequately addresses topics from the 

misperceptions constituents have about career services to initiatives to enhance and 

expand current service offerings in an attempt to explain the current state of affairs career 

services is facing in the community college. Furthermore, the study examines pilot 

initiatives targeting career services and provides models for best practices. 

The nominal group technique was the research method used for the study derived 

from the 42-member sample population. The nominal group technique is used to 

prioritize issues and allows participants to come to an agreement concerning priorities. 

The technique allows individuals to co-exist and combine ideas regardless of the 

constituent group membership. The researcher used the nominal group technique to 

identify perceptions (question #1) from six distinctive groups. Individual group 

perspectives were listed, prioritized, and finally voted upon to create individual group and 

the entire 42- member sample group priorities of perceptions. After completion of 

individual group work, the 42-member sample group combined and voted a second time 

to produce the most important perceptions as agreed upon by entire group consensus.  

The list of priorities will be submitted to NHMCCD Student Services Council, District 

Vice Presidents of Student Services and District Deans of Student Services. This process 

was repeated for (question #2) initiatives.   

Two research questions were used to guide this qualitative study and are noted in 

the Chapter 3 Methodology section of this study. The research questions are as follows: 
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1. What are the current perceptions among students, career service 

professionals, faculty, administrators, and employers of career services 

within NHMCCD? 

2. What initiatives could be implemented to enhance Career Services within 

NHMCCD?  

Major assumptions for the study indicate: 

1. Providing career services to students is a critical part of the community 

college mission.   

2. Administrators have the authority to provide the necessary resources and 

support.   

3. Increased resources and support will enhance career service offerings and 

contribute to career development success of students. 

MAJOR FINDINGS – PERCEPTIONS 

 Major findings for this study will start with a summary of student perceptions of 

career services (question #1). Secondly, career service professionals, faculty, 

administrators, staff, and employer group summaries of perceptions will follow.  Next, an 

analysis between students and career service professionals, students and faculty, students 

and administrators, students and staff, and students and employers will be produced. 

Finally, major findings involving final sample group consensus will be investigated and 

analyzed. This same process will be conducted for question #2 addressing initiatives.  
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Summary of Student Perceptions 

(See Table 2, p. 80) 

 Free resources, real world preparation, and one-on-one time with staff seem to be 

the most applicable themes associated with students. A careful analysis into student 

perceptions that career service resources are poorly advertised, and a lack of access to 

leaders in the field, helps to clarify why student participation rates in career service 

programs is low when students are invited to seminars.  For example, career service 

professionals advertise via e-mail, class visits, posters, table tents, and flyers regarding 

career events. Yet, students state they need 1) better methods of advertising and the 

services are 2) not broadcasted throughout school enough. It is quite possible that 

students have become immune to traditional forms of advertising and efforts could be 

made to offer more creative advertising methods to attract students.   

The researcher further gathered that students are not using their assigned e-mail 

accounts to access information that is being advertised.  Upon registering with career 

services, personal e-mail account information could be obtained to send students 

information to the accounts they check consistently. In addition, on some campuses, mass 

e-mail distribution is limited.  

Lastly, although not included in the summary students felt career services is 1) 

great job placement utilization, although placement is not offered, but rather job search 

assistance and resources.  The researcher believes it is this perception that causes 

confusion regarding the function of career services.    
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Summary of Career Service Professionals Perceptions 

(See Table 2, p. 80) 

 Career service professional’s top “vote getters” reflected the group’s perception 

they offer a wide variety of career planning services in two major function areas: career 

counseling and job search assistance.  Secondly, the researcher found that Career services 

professionals felt 1) although the reason people go to college is to develop career goals, 

identify majors and find employment, 2) they don’t feel career service functions are a 

priority within the district.   

In addition, the researcher further gathered from the participants that although this 

group had a real passion for their work with students they felt as if they lack the financial, 

facility, and human resource support needed in order to fully service students the way 

they would like. For example, they stated that 1) there is confusion of the purpose of 

career services and 2) there is a lack of understanding.  They are not “placement” 

agencies that provide services similar to staffing agencies although they felt as if that is 

how they are perceived.  
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Summary of Faculty Perceptions 

(See Table  3, p. 86) 

 The faculty revealed several important items ranging from the misperception of 

students regarding the role of career services to the identification that faculty is the key to 

students using the service.  The researcher agrees that faculty play a major role in 

advocating for the use of career services.  For example, many faculty members provide 

extra credit to students that attend events outside of class that will enhance their learning 

experience so students receive credit for attending career service programs.  In addition, 

career service professionals work with faculty to attend classroom presentations where 

they highlight career service offerings, present personality results, and provide resume 

and job search information.  The researcher understands that all faculty may not be aware 

or take advantage of this offering.  

 Moreover, although faculty suggest students have a misperception of career 

services doing placement, the researcher found it interesting that faculty have the 

perception the office 1) lacks follow-up with students once “placed” although not 

mentioned in the top vote getters. Once students obtain the information needed to apply 

for employment, career service professionals rarely hear back from either the student or 

the employer.  The researcher also thought it was interesting that faculty consistently use 

the term “placed” or “placement” although those services are not offered.  
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Summary of Administrator Perceptions 

(See Table 4, p. 90) 

 Administrators felt as though career services is an excellent service with high 

quality offerings although it is understaffed, under funded and underutilized by students.  

They feel as if the services would be utilized more if it were incorporated more with the 

advising process. Additionally, administrators perceived that career services lacks 

advocacy and is undervalued.  

They understand student success could be enhanced if students were decided on a 

major.  Administrators identified the unclear distinction between career services and job 

placement and how that may be confusing students. In addition, they understand that 

career services offers job search assistance as opposed to job placement.  Moreover, they 

feel as if there are unreasonable expectations placed on career services from faculty, 

administrators, and staff.  

The researcher agrees if more constituents advocated for career services and 

assisted in sharing information about services then the office would be utilized more. For 

example, currently when undecided students visit advisors they are identified and referred 

to career services for career counseling and assessment testing. The researcher believes 

that by incorporating a formalized referral approach through the advising office would 

drive students to career services early on in their college career. This approach could 

assist students in starting to think about their major and career goals at an earlier stage.  
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Summary of Staff Perceptions 

(See Table 5, p. 94) 

 The staff seemed to have a clear understanding of the resources offered by career 

services. Not only do they realize the employment assistance function 1) pool of students 

for jobs, 2) resources for careers and job search, 3) job fairs, 4) assist with resume and 

interviewing preparation, but also the career counseling component offered through the 

office of career services such as 1) career counseling, 2) and matching majors to careers. 

Although it did not make their list of “top vote” getters, they were aware of career 

presentations during class visits and career exploration procedures.  

 The researcher is certain that due to the inquiries staff members receive on a daily 

basis regarding services of all types, they are more aware of resources in their “front line” 

contact with students. Staff members who receive initial contact with students are well 

informed of the many resources available on campus and can make referrals to career 

services. This includes support staff working in a division or area to an advisor at the 

front desk, or call center operator.   
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Summary of Employer Perceptions 

(See Table 6, p. 98) 

 Employers tend to be more focused on the employment side of resources offered 

by career services since their main function is to find qualified employees. They 

expressed interest in having the ability to conduct interviews on campus and they feel 

they have limited access to on-campus recruiting.  However, employers do consider the 

generosity of career services to allow them to conduct recruitment activities free of 

charge with the exception of yearly job fairs where they incur a minimal fee.  

 Employers perceived that although communication/advertising is done well to 

target them, they feel as if it is not promoted to students enough.  For example, when 

employers come on campus and students visit their booth for job connections day or the 

job fair, they are coming from class and may not be dressed appropriately. Some students 

even say they did not know about the job fair although there were posters and flyers 

posted all over campus.  In addition, e-mails are sent out to students regarding events.  

 The researcher understands that more non-traditional advertising campaigns could 

be developed to attract the captive student audience.  For example, flyers could be handed 

out to students as suggested by the student group. In addition, career service staff could 

increase visits to classrooms with announcements so instructors could share information 

regarding programs for extra credit with students. 
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Analysis of Perceptions – Students vs. Career Service Professionals   

(See Table 2, p. 80) 

 According to the researcher, there is more non-consensus than consensus between 

students and career service professionals. Even so, both groups agree that a major 

perception of career services between groups is the wonderful opportunity students have 

to interact with career service professionals. Students tended to express mostly job related 

functions in their summarization and not as much career counseling.  Career service 

professionals, however, recognize the need to provide career counseling prior to moving 

into employment assistance and consider it just as important if not more important than 

employment assistance.  

 In addition, students consistently used the term “job placement” in their listings.   

Both groups agreed that the career planning process can be overwhelming but recognized 

the importance of career services in assisting in the process. The career service 

professionals perceived a lack of understanding and misperception about what they do.  

The challenge is students perceive career services as “placement” whereas career service 

professionals see their role as “encouraging students to explore independently” while 

providing them the support and resources in order to do so.  

 The researcher believes there should be a clear understanding of “job placement.”  

The term is rather confusing.  If the term is being referred to as employment assistance, 

then it is a correct assumption.  In addition to career counseling, career service 

professionals provide resources for job search assistance, resume and interview 

preparation, and employment listings.  However, it is the responsibility of the student to 

be proactive in the process as they are guided by the career service professional.  If the 

expectation is that similar to a staffing agency, then job placement is not what they do. 
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For example, job placement is what staffing agencies do to find their clients employment. 

They are paid a commission to do this similar to a headhunter. A client comes through 

the door searching for a job. They complete an application and skills assessment, then  

they go home and wait for a call. If and when there is a match of skills to employment 

opportunity, the job seeker is called by the staffing agency to report for duty. This 

mindset has created the same expectation of students regarding career services. This 

perception has been fueled by misinformation students receive from faculty and other 

college employees. This misperception has been a challenge for career service 

professionals to face since many offices lack staff, most consisting of one or two staff 

members. In addition, “job placement” would not enable students to learn how to be 

proactive in finding proper employment, which is a skill they need for a lifetime. 

Moreover, the researcher will dare to say the term “job placement” should be replaced all 

together which has been reflected in office name changes across community colleges 

from “job placement” to “career services.” 
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Analysis of Perceptions – Students vs. Faculty 

(See Table 3, p. 86) 

 It appears there is more consensus between students and faculty than non-

consensus. Both groups seemed to agree that more “partnerships with stakeholders” and 

“access to community leaders” and networking opportunities is needed.  This would 

provide students with “more exposure to leaders in their field of interest.” Career service 

professionals provide students resources regarding informational interviewing so students 

can connect to professionals in their field of interest. Additionally, both groups felt as if 

programs were poorly advertised to students and the community. The researcher has 

personally observed advertising for career events throughout campuses, although both 

students and faculty feel the need for more.  

 Students thought career services provided the opportunity for them to have “one- 

on-one time with faculty and staff.” Similarly, faculty felt as if they were the “key to 

encourage student use of counseling services.” The researcher agrees that more 

partnerships with faculty to advertise career service programs in class is a viable option to 

inform students of programs and services.  

 Students seemed thrilled to have the opportunity to have access to a “free” service 

that would “prepare them for the real world.” However, faculty felt as if students have a 

“misperception of the role of career services.”  

 The faculty touched on the fact that there is a lack of follow-up with students once 

“placed” whereas students felt the front-end assistance in providing skills assessment 

resources for “job placement” was key. The researcher found it interesting that both 

groups referred to services as “placement.”  
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Analysis of Perceptions – Students vs. Administrators 

(See Table 4, p. 90) 

 It appears as if there is less agreement than consensus between students and 

administrators. Administrators felt although career services has excellent resources; it is 

“under utilized by students. Likewise, students felt that career services is “poorly 

advertised” and there is “not enough exposure.” Both students and administrators alike 

thought that the services offered are valuable and useful. Students felt the information 

career services has to offer is “something you will use throughout life.” Moreover, 

administrators thought students who were more focused on a major would make better 

students. The researcher agrees that once students visit career services and determine a 

career direction, they become more enthusiastic about college and working toward their 

goals.  

 Administrators felt there is an “unclear distinction between career services and 

job placement” that causes confusion. In addition, they thought there are “varied and 

sometimes unreasonable expectations from faculty, administrators, and staff. The 

researcher agrees since “job placement” is not offered but rather “employment 

assistance” which allows students to be active in the process. In addition, administrators 

thought that career services could be incorporated when advising students in order to 

expose students to the service early.  

 Students seemed to appreciate the one-on-one time with faculty and staff and 

would like more access to community leaders to gain exposure in their field of interest. 

The researcher believes that providing adequate staff would provide more opportunities 

for students to visit one-on-one and the ability to participate in more “networking” with 
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leaders in the industry. Moreover, administrators recognize that career services is 

“understaffed” and “under funded” and the staff is being “pulled in too many directions.” 

The researcher found it interesting that students listed career services as offering 

“awesome opportunities to be taught something that is resourceful – something you will 

use throughout life” whereas, administrators perceived students “don’t see a need for it.” 

The researcher realizes that students may just need more exposure to the services offered.  

Analysis of Perceptions – Students vs. Staff 

(See Table 5, p. 94) 

 It appears as if there is more agreement than non-consensus between students and 

staff. Staff and students alike considered the job search resources and career planning 

opportunities rather helpful. Students expressed more of an understanding for the job 

search functions of career services whereas staff recognized the tremendous benefit of 

both. The researcher observed that staff members had a deeper understanding of specific 

programs and services by name. For example they mentioned the career and job search 

websites, job fairs, MBTI, Houston Chronicle Job Kiosk, salary ranges, and targeted 

career workshops.  This could be from the every day interaction they have with students 

that have career related questions and being able to refer students properly.  

Students, on the other hand, had a more general knowledge of overall services 

with the exception of the skills assessment programs mentioned such as Choices and Do 

What You Are. The researcher believes with continued education students will become 

more familiar with career services and be able to make referrals to their fellow students. 

Participating in classroom career presentations will also assist career service 

professionals in getting the word out concerning career resources.  
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Analysis of Perceptions – Students vs. Employers 

(See Table 6, p. 98) 

 The researcher found more consensus data than non-consensus between students 

and employers.  Generally, both students and employers felt that career programs were 

poorly advertised.  Students thought “it is not broadcasted throughout school enough – 

not enough exposure,” and they should have better “methods of advertising for all career 

services district wide.” Additionally, employers thought although “communication was 

good towards employers, it was not promoted enough to students.”  

 Next, students felt as if they needed “more access to community leaders” as well 

as networking opportunities for job leads. Likewise, employers thought there was a need 

to “recruit more employers to offer more variety to students” in addition to offering self 

marketing opportunities such as resume assistance, job search, cover letter, and 

professional dress.  

 The researcher agrees that a networking program such as a career-mentoring 

program may allow students to connect with alumni as well as professionals in their field 

of interest.  
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Final Sample Group Consensus Summary of Perceptions  

(See Table 7, p. 102) 

 The top three perceptions voted on by the entire sample group included: “faculty 

is currently the key to encourage student use of career services. Most promising is the 

fact more faculty are taking advantage of career service offerings and inviting career 

professionals to the classroom to share information regarding services, career exploration 

such as the MBTI and job search strategies.  Once a class visit takes place, faculty are 

continuing to invite career service professionals back to participate in class activities each 

semester. Word of mouth advertising is being shared among faculty to increase the use of 

career presentations in class, which provides more exposure for career services.  In 

addition it creates a network of faculty advocates.   

 Next, the entire sample group also agreed that career services is “understaffed and 

under funded.” Not aware of “undecided” students because of the application process. 

Varied and sometimes unreasonable expectations are placed on career services from 

faculty, administrators, and staff. “Career services staff is reactionary – too many things 

happening at one time and pulled in too many directions. Students don’t see need for it.” 

Recognizing that career services needs more staffing and financial support is the first step 

in identifying the needs for students in utilizing the service. Financial support and priority 

from administrators will create opportunities for improvement such as providing a stand 

alone facility which will address other issues from constituent groups such as interview 

rooms, more advertising, and ability to attract other career professionals as well as 

hallmark employers.   

Top perception #3 relates to communication. Career services is “not promoted 

enough to students.” Students seem to be on information overload.  They are bombarded 
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with all types of advertising on bulletin boards as they head down the hallways to class.  

It is possible that they are not seeing the advertisements regarding career service 

programs and activities amongst all of the other information about programs taking place 

on campus.   

MAJOR FINDINGS – INITIATIVES FOR ENHANCEMENTS 

 Major findings for this study will begin with a student summary of their most 

accepted initiatives for enhancement (question #2). Next, career service professionals, 

faculty, administrators, staff, and employer summaries of the most popular initiatives for 

enhancement will be produced. Lastly, major findings regarding final sample group 

consensus for question #2 regarding initiatives for enhancement will be investigated and 

analyzed.  

Summary of Student Initiatives  

(See Table 8, p. 114) 

 Students seemed to think the most important enhancement to career services 

would include a 1) variety of offerings for them to find jobs other than the newspaper, 2) 

focused workshops on dress for success, interview tips, networking, and resume writing, 

and 3) the opportunity to register to be hired as a temporary worker on and off campus.  

Students also thought it would be helpful to get information out to all new 

students in a “new student folder” regarding career services. The researcher agrees this 

practice would be a great way to expose students upon entry to college. In addition, 

students expressed interest in being provided with “business cards to hand out to 

employers who visit campus.” Next, students want to be “exposed to resources needed to 

get a job,” for example internships. Finally, students recommended a simple marketing 
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technique that may have more of an impact.  They suggested having volunteers hand out 

flyers to students and post information on an e-marquis. 

 The researcher finds it interesting as many of the services students are requesting 

are currently offered by career services.  For example, career services uses a district-wide 

database that has electronic postings where students can apply electronically for 

positions. In addition, a variety of websites are provided to search for other types of job 

opportunities.   Job fairs are held throughout the year as well as job connections days, 

where students can participate in on-campus recruiting. Additionally, students are 

emailed job postings.  

Next, focused career workshops are being offered throughout the district by career 

services.  At times attendance has been rather lean unless the workshop is delivered by 

way of a classroom presentation invitation or in combination with a student success 

seminar.  Finally, students are able to register to work part-time, temporary, full-time, and 

as an intern through the career connections district-wide database. In fact, many 

employers who post in the system are looking for part-time student workers for short-

term assignments. Although it did not make the top list of “vote getters,” students 

expressed the need for more career services staff as well as a bigger facility.  

The researcher does agree that a more aggressive marketing plan to inform 

students would be beneficial.  In fact, incorporating information to be handed out to new 

students and during high school campus visits has helped spread the word about career 

services.  
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Summary of Career Service Professional Initiatives  

(See Table 8, p. 114) 

 Career service professionals expressed enhancements in several areas. Their main 

top priority was to be provided with “a large, inviting, highly visible, high tech facility 

(building) exclusive to career services with smart classrooms, interview rooms, a 

computer lab, conference and break room. Due to the many functions career services is 

responsible for, a dedicated, technologically savvy space would be ideal to take care of 

the needs of students, employers, and community members. Although career services 

identifies themselves as a separate entity from counseling, they understand they are under 

the “same umbrella.”  

Secondly, the professionals see the need to “increase staff on each campus.” For 

example, they suggested the staff would include a career services director, career 

counselors, job developers, full-time office assistants, and student workers. This would 

allow professionals to focus on follow-up with students as well as expand existing 

programs. For example, they could create job kiosks throughout campus utilizing CCN.  

In addition, the professionals discussed incorporating specific career courses into 

the curriculum in order for students to graduate. This would assist in exposing students to 

career services and teaching them career planning skills. Career service professionals felt 

it was vital to get the support of the district. For example, create a separate budget for 

career services to include funding for staff and space, and more professional 

development. In addition, district could “hire an employee to coordinate career services 

processes within the district.”  They would also like to see “district and career counselors  

work in partnership to determine where career services and workforce are going.”  
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Summary of Faculty Initiatives 

(See Table 9, p. 120) 

 Faculty expressed the most important enhancements would be to “follow up or 

track success.” The researcher agrees it would be beneficial to track students, and 

although attempts have been made to track, it has been difficult to get responses from 

students and employers.  For example, once students find employment, career services 

professionals may not hear back from that student or may not even be aware they have 

found employment.  Unless the employer contacts the office or removes their posting, the 

career service office has no way of knowing who has been hired.  By defining a way to 

keep track of the students and being provided the proper staff, this task would be more 

manageable.  Another issue that should be considered is what office should do tracking.  

Additionally, faculty thought it important to “look at best practices around the 

area.” There are many opportunities to benchmark successful programs with the proper 

financial support for traveling to other colleges.  In fact, the NHMCCD Career Services 

Council creates district benchmarks to incorporate throughout the district, but expanding 

that effort to outside institutions would provide more options.  

Faculty also felt a need for career services to “create more partnerships with 

businesses and co-ops.” With proper staffing, career services would be able to effectively 

market to businesses and conduct monthly visits to off campus sites for employment 

opportunities.  Currently, there is a lack of staff so the efforts for job development are 

limited. Additional staff would also allow career services staff to create the “career center 

kiosk with a full-time counselor and staff…is more noticeable to students.” Finally, the 

researcher agrees with faculty about the importance of “effectively communicating to 

students, faculty, and community clearly defined career counseling services.” A brochure 
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could be developed and coupled with the NHMCCD Career Services website that is 

already available. Although it did not make the top list of “vote getters,” faculty felt there 

should be a “re-focus of career services as a district priority.”  

Summary of Administrator Initiatives 

(See Table 10, p. 124) 

 Administrators expressed interest in a “campaign to the college community” to 

educate them on the impact career services has on retention. They felt it important to 

“provide data to support the need for increased funding.” Additionally, administrators 

thought faculty should be involved.  For example, “faculty could have students do 

assignments that will get them involved in career services.  “Although there is but a 

handful, faculty across the district are partnering with career services to build in career 

planning activities with coursework.  For example, programs such as Occupational 

Therapy, Nursing, Psychology, Business, and many student clubs and organizations are 

taking advantage of the resources by inviting career services professionals to come to 

class or meetings to present.  

 Next, administrators felt as if they should “change the application to allow 

students to choose ‘undecided’ and then contact them. Counselors could work proactively 

to reach undecided students.” What a great way to partner with the advising office.  

However, to make this as effective as possible, more staff will be needed to support 

career services.  

 Any great plan needs to be advertised. Administrators felt the need to “develop a 

plan to promote career services” in addition to tracking student success and outcomes of 

career services.  In regard to measuring outcomes, career services runs monthly CCN job 
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database reports to count students and employers in the system. In addition, surveys are 

conducted upon completion of an office visit or classroom presentation.   

 Administrators also felt the need to have a “student services building with a 

separate but connected room for career services and job placement interview rooms.” The 

researcher identified the use of the word “job placement” again, although believes 

administrators are using the term interchangeably with “employment services.” 

Additionally, it was suggested that career services “develop a pool of employers” that 

students can contact for informational interviews and shadowing. A career mentoring 

system could be implemented from the current CCN job database that is currently in 

place.  For example, employers could be asked if they would be willing to serve as a 

mentor and provide either a phone number or e-mail address for students to contact them.   

 In order to get the career decision process started, administrators felt it would be 

beneficial to “train advisors so they can make referrals.” Currently, advisors are referring 

students to career services.  Either students will identify they were referred or advisors 

could personally walk them over to career services.  

 Finally, administrators felt a tremendous need to “hire separate staff for job 

development – have specialized staff.” The researcher believes the interest in increasing 

staff will allow career service professionals to target services.  

 Although it did not make the top list of “vote getters,” administrators felt there 

needs to be “standardized services and reporting lines across district,” and the need to 

“educate the college community on the difference between career services and job 

placement.”  
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Summary of Staff Initiatives 

(See Table 11, p. 128) 

 Staff felt as if “every campus should have a career services center.” It will be 

important to define a career center.  They are referring to the physical location of where 

the office would be located in addition to the resources contained within the office.  

Throughout the district, some career service offices are housed in conjunction with 

another office. For example, at North Harris College, Career Services is a part of the 

Counseling office. At Tomball College, the office is a part of the Student Life Office.  At 

Kingwood, it is a small office of an individual person. At Montgomery College, it is a 

separate area within the advising office. Finally, at Cy-Fair, career services is housed in 

the public library.  

 Advertising is also important to staff members and getting information out during 

student orientation.  In addition, presentations marketing the services could be conducted 

via “LCD audio/TV presentation.” The researcher feels this is an excellent idea but the 

challenge has been the lack of a formalized new student orientation program within 

NHMCCD. Finally, partnerships could be developed with “advisory councils in business 

and technology” and with “divisions.”  
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Summary of Employer Initiatives 

(See Table 12, p. 132) 

 Employers felt the need to properly advertise. For example, “flyers for events 

posted in visually effective places: table tents, café windows, local businesses, student 

newspapers and local churches.” Next, employers want “interview rooms with the ability 

to reserve any time, including during job fairs.” They also felt strongly about coming into 

the classroom as “an educator – career mentor to take advantage of a captive audience.” 

The researcher agrees this could be something that could be coordinated through the 

career center.  

 Additionally, employers could present workshops on “what they are seeking in 

employees via a pre-registration.” The researcher feels this is another event that could be 

coordinated through career services. Also, there is an opportunity to coordinate 

“deans/directors to meet with employers on a regular schedule to keep updated 

connections.” Currently departments meet with advisory boards on a regular basis. This 

type of partnership could be developed through a career services advisory board.  

 Finally, employers suggested creating a “calendar of action plans created so 

district is on the same page. Set goals and measure outcomes.” Currently, there is access 

to a calendar on the district career services website that could be utilized for this purpose.  

Although it did not make the list of final “vote getters,” employers felt there should be a 

“mandatory curriculum requirement to take a career preparation course (exit).” The 

researcher feels that all students in some part of their journey in college should utilize 

career services in some capacity.  A mandatory curriculum requirement could be 

incorporated into a student’s individualized learning plan.  
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Analysis of Initiatives – Student vs. Career Service Professionals 

(See Table 8, p. 114) 

 An examination of students and career service professionals top “vote getters” 

reveals that responses had a different focus.  Students listed all job search and 

employment related initiatives (outcomes) whereas career service professionals identified 

what was needed to provide stellar services. For example, students spoke of wanting 

services that would “offer me different ways to find job opportunities other than the 

newspaper (i.e. radio).” They would like “focused workshops on specific careers with 

tips on getting jobs such as dress for success, interview tips, networking, and resume 

writing.” Interesting enough, the workshops mentioned are currently being offered.  

Advertising is key to sharing information.  

On the other hand, career service professionals expressed specific needs with 

more of a career counseling focus.  For example, they expressed their interest in having 

“certain courses require a career component to graduate.” In addition, they would like 

“district and career counselors to work in partnership to determine where career services 

and workforce are going.” Career service professionals listed items in detail such as the 

need to house services out of “a large, inviting, high tech facility (building) exclusive to 

career services with smart classrooms, interview rooms, computer labs, conference room, 

and break room.” The researcher knows they understand “career services is a separate 

entity from counseling but under the same umbrella.” They also want to “increase staff 

on each campus: career service director, career counselors, job developers, full-time 

office assistants, and student workers.” The researcher is confident that an increase in 

staff would cause an increase in service delivery and attract more students.  
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Students would like to be “exposed to resources needed to get a job – short term 

internship.” Likewise, career service professionals would like to “create job kiosk 

throughout campus using CCN.” Students could use this as a means to locate internships. 

CCN is currently available via the web. Both groups seem to be interested in visibility. 

For example, students want to “know what and when employers will be on campus by 

seeing an e-marquis as they drive on campus” and would like volunteers to hand out 

flyers.” Likewise, career service professionals would like their “location to be more 

visible.” The researcher agrees if the office is more visible, more students will participate 

in programs and it will appear to be a priority for the colleges and the district.  

Analysis of Initiatives – Students vs. Faculty  

(See Table 9, p. 120) 

 There were several similarities between students and faculty than non-consensus. 

Faculty were interested in “follow-up and tracking success.” Students on the other hand 

were interested in activities that would help them find jobs.  The researcher found it 

interesting that although the very same workshops are offered, there is minimal 

participation with the exception of going directly into the classroom to a captive 

audience.  Next, faculty were interested in looking at “best practices around the area.” By 

observing best practices, career service professionals could offer students their interest in 

“a different way to find job opportunities other than the newspaper.” There may be other 

opportunities to learn what other schools are doing to be effective.  

 Faculty were very interested in “creating more partnerships with businesses and 

co-ops.” Students could also assist in building those partnerships. For example, they are 

interested in handing out “business cards” to potential employers and participating in 

internships, which will build relationships with employers.  In addition, faculty were 
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interested in the “career center kiosk” which would satisfy the student’s need to be 

offered a “different way to find a job.” Both groups tend to focus on more of the 

employment resource function. Finally, the need faculty have for career services to 

“effectively communicate to students, faculty, and community clearly defined career 

counseling goals” is important so all constituents are aware of available resources.  

Analysis of Initiatives – Students vs. Administrators  

(See Table 10, p. 124) 

 According to the researcher, there appears to be more non-consensus than 

consensus data between students and administrators. Even so, both groups see the 

importance of career services. Students list more employment focused enhancements 

such as obtaining employment and internship opportunities, and self-marketing. In 

contrast, administrators are more data driven and focus on the career planning component 

such as “advisor referrals,” and “working with undecided students.”  Administrators 

identified the importance of the “impact career services has on retention” and how it will 

be important to “provide data to support an increase in funding” as well as provide 

“better tracking of student success and outcomes of career service use.” With the 

increased importance of following the data, constituents will want accountability 

measures to ensure programs are being used most effectively. Both groups show 

consensus in the importance of communication and sharing information.  
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Analysis of Initiatives – Students vs. Staff 

(See Table 11, p. 128) 

 The researcher found more consensus data between students and staff than non- 

consensus. Both groups identify with the importance and need for career services. In 

addition, both groups identified advertising as their top initiatives for enhancement.  For 

example, staff wants to “advertise to the community via newspaper, newsletters, radio 

ads, and flyers.” Likewise, students want to make career services known to each student 

that registers by providing information in a “new student folder.”  

Additionally, students want to know which companies will be on campus by way 

of an “e-marquis.” Students are interested in finding other avenues to find jobs and want 

career services professionals to provide alternative methods for finding jobs and exposing 

them to opportunities. For example, staff recommended career services should work 

closely with divisions, LCD audio/TV presentations, advisory councils, and new student 

orientation.  

Analysis of Initiatives – Students vs. Employers 

(See Table 12, p. 132) 

 Again, the researcher found more consensus data between students and employers 

than non-consensus. Advertising and communication appear to be the focus of employer 

priorities. Students prefer exposure to jobs, to be handed a flyer by a staff member, and 

want to be informed when employers will be on campus via the “e-marquis.” Likewise, 

employers believe “flyers for events should be posted in visually effective places: table 

tents, café windows, local businesses, student newspapers, and local chambers.” The 
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researcher understands that the more informed constituents are about programs, the more 

likely they will be to participate and look forward to future events.  

 Next, employers list interview rooms as a high priority and having access to those 

rooms to “reserve any time.” Students also express the need for access to these types of 

benefits.  For example, students would like to see employers on campus rather than see 

the job posting in the newspaper. They also like the idea of “registering to be hired as a 

temp agency.” The on-campus interview would bring the opportunity to the student.  The 

researcher did however; find it interesting that students want to “register to be hired as a 

temp agency.” This leads the researcher to believe that students do apply the staffing 

agency mentality to career services, which is the misperception career services staff is 

trying to clarify.  

 Employers share student an interest in coming “into the classrooms as educators 

and career mentors.” Likewise, students welcome this alternative to the “newspaper” and 

access to having “exposure.” Students felt a need to have focused workshops and 

employers would like to present at workshops to express “what they are seeking in 

employees.” Finally, employers meeting with deans/directors to keep informed would 

also satisfy the need for students to find opportunities other than in the “newspaper.”  

 Although career services provides focused workshops, there may be an option to 

expand class workshops to employers in the field.  
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Final Sample Group Consensus Summary of Initiatives 

(See Table 13, p. 136) 

 Entire group consensus focused on the need for each campus to have a Career 

Services Center. Specifically, it should be a large, inviting, high tech facility exclusive to 

Career Services. The 42-member sample group also felt the importance to increase staff 

on each campus.  More specifically they would like a career services director, career 

counselors, job developers, full-time office assistants, and student workers. Additionally, 

in order to be more noticeable to students, they like the idea of a Career Center kiosk with 

a full-time counselor and staff, which took the third place in overall voting. Additional 

items of importance for NHMCCD to consider include incorporating a career component 

course, providing a marketing mechanism such as an e-marquis on each campus, and 

employer interview rooms.  
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Table 14 Thematic Comparisons of Perceptions and Initiatives of All Groups 

Students Career 
Services 

Professionals 

Faculty Administrators Staff Employers 

Great 
resource 

Great resource Great resource Great resource Great 
resource 

Great 
resource 

Placement 
 
Misperception/ 
not placement 

Misperception/ 
not placement  

Misperception/ 
not placement 

  

 Not a 
priority/lacks 
resources 

 Not a priority    

More 
partnerships 

More 
partnerships 

More 
partnerships 

More 
partnerships 

More 
partnerships 

More 
partnerships

 Inconsistent 
across district 

Inconsistent 
across district 

Inconsistent 
across district 

  

More 
advertising 

More 
advertising 

More 
advertising 

More 
advertising 

More 
advertising 

More 
advertising 

Increase 
staff 

Increase staff  Increase staff Increase 
staff 

 

Free     Free 
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Table 14 (continued) 

Thematic Comparisons of Perceptions and Initiatives of All Groups 

Students Career 
Services 

Professionals 

Faculty Administrators Staff Employers 

Exclusive 
facility 

Exclusive 
facility 

Exclusive 
facility 

Exclusive 
facility 

Exclusive 
facility 

Exclusive 
facility 

 Increase 
funding 

 Increase 
funding 

  

  Follow-
up/track 

Follow-
up/track  

 Measure 
outcomes 

 Career/job 
kiosks 

Career/job 
kiosks 

   

Add to new 
student 
orientation 

   Add to new 
student 
orientation 

 

More 
options to 
find jobs 

Add as course 
requirement 

Faculty is key Work with 
undecided 
student and 
advisors 
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FINAL ANALYSIS OF THEMATIC COMPARISONS OF PERCEPTIONS AND INITIATIVES 

Final analysis of group perceptions and initiatives (see Table 14, p. 168) reveals 

that all constituents found career services to be a great resource and identified its value.  

All agreed that career services should be housed in a separate facility as to denote value 

and more visibility and staff should be increased.  In addition, all groups felt that career 

services lacked advertising to share information regarding the resources and programs 

offered.  All groups felt as if there should be more partnerships with business and 

industry. Students and employers appreciated that the services offered are free. All 

groups with the exception of students, staff, and employers perceived there was a 

misperception specifically of students regarding the role of career services for example; 

students perceive career services as “placement.”  Faculty and administrators continue to 

use “placement” terminology when describing career services which could be fueling the 

misperception. 

CONCLUSION 

 The following conclusions are based upon the analysis of the qualitative findings 

collected in Chapter Four from students, career services professionals, faculty, 

administrators, staff, and employers within North Harris Montgomery Community 

College District. Other community college districts, individual community colleges or 

universities that host a career services office may utilize information from this study. The 

study also provides a means for both community colleges and career service professionals 

to determine perceptions, or rather expectations, of constituents and used to create 

priorities for programs and services that will meet those expectations by enhancing 

current services. 
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 Based on findings from this study, it can be concluded that students have 

somewhat of a different perception of the role of career services as compared to career 

services professionals, faculty, administrators, staff, and employers. Students focused on 

issues relating to free services, a great resource to prepare them for the future and lack of 

advertising.  Career services professionals, faculty, and administrators focused on themes 

ranging from the lack of priority placed on career services to role misperceptions. Staff 

focused on issues related to the resources available for career exploration and job search. 

Whereas, employer’s primary focus was having access to campus and an opportunity to 

be involved with students. Overall, the top perception of the entire sample group 

consensus revealed that faculty is currently the key to encourage student use of career 

services.   

In regards to initiatives to enhance career services, offering a variety of job search 

methods, self-marketing focused workshops, and a staffing agency model were priorities 

for students. On the other hand, career services professionals, administrators, staff, and 

employers ranked a dedicated facility with a variety of specialized amenities specifically 

for career services, a visible location, and increased staffing as top “vote getters.” 

However, faculty ranked tracking of success, and best practices from other colleges, and 

partnerships as top priorities.  Entire sample group consensus revealed the top initiative 

for enhancing career services includes the need for each campus to have a career services 

office. It should be a large, inviting, high tech facility exclusive to career services.  

The assumption that there would be commonality of group perceptions and 

initiatives for enhancing career services held true. For example, career services 

professionals, faculty, and administrators revealed confusion of purpose and lack of 

understanding among constituents as a perception. They thought students may see career 
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services with more of a placement role (staffing agency). Again, consensus was 

demonstrated between career service professionals and administrators when both groups 

agreed career services is understaffed and under funded to handle the needs of students. 

Furthermore, there was consensus among all groups that career services is a valuable 

resource for all constituents.  

Consensus was also established between groups concerning initiatives for 

enhancements.  All groups agreed that educating constituent groups, advertising and 

communicating to the community, and building partnerships for additional opportunities 

were needed to enhance services. The study did however; establish that student 

perceptions were more focused on self-marketing for example, navigating through the job 

search process and “placement.” 
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The results of the study confirmed information found in the literature regarding 

the four problem areas: misperceptions, lack of staff, lack of dedicated space, and lack of 

funding. There are constituent group misperceptions of career services. The study 

revealed the expectation of placement (a staffing agency function) among students.  

Rayman (1993) states career services although at one time was a simple administrative 

unit, has now expanded into a unit that offers a wide variety of comprehensive services. 

Originally, faculty used the term “placement” when marketing students to employers in 

addition, the term is confusing, as it appears as if students are “placed” in a position 

rather than seeking employment and marketing themselves (Stewart, 1993).  Wessel 

(1998) suggests students should not depend on others to find them jobs.  

The goal of career services is to educate students to be actively involved in the 

career planning and job search process. Another misperception found from the study is 

that administrators feel that students may feel as if career services is not needed. McGrath 

(2002) recommends the support of administrators for career service professionals to 

provide quality resources and programs to students. Educating constituent groups 

regarding career services would be beneficial.  

Lack of staff was also a perception confirmed by the data and the 

recommendation to increase staff was an initiative to enhance career services. Schutt 

(1999) recommends a strong organizational structure is vital to ensure quality programs 

and suggests acquiring staff to specialize in specific career service functions. For 

example, advisory groups, directors, professional counselors, information specialists, 

technology experts and paraprofessionals.  

Dedicated space for career services was also found in the literature and was 

confirmed by the study as a perception and initiative to increase visibility and services 
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offered. The literature revealed that career services offices are housed in a variety of 

settings and depends on the availability of space.  In addition, most planning for career 

services is an afterthought in regards to location. Giordani (2004) discovered once career 

services was relocated in a more visible location, it established identity and came across 

as important to the college and constituent groups.  

Lastly, inadequate funding as described in the literature was confirmed by the 

study as a problem that could be addressed to support career services in program 

development. Kleinand & Step (1992) revealed career services continues to become less 

of a priority as it merges with other offices and takes on other functions. In order to 

provide the highest quality career services that students deserve, it is necessary to make it 

a priority across the campus and district by providing funding for dedicated facilities, 

staff, and advertising.  



 175

 For the purpose of this study, group participants found the nominal group 

technique (NGT) methodology conducted by the researcher was valid and reliable. The 

following includes testimonies of members who participated in the NGT focus group: 

1. “Very well done! It actually was beneficial.” Student  

2. “It was Great!!” Student 

3. “Great thinking, great process!” Student 

4. “Brilliant! Best of luck…I know you will do an excellent job!” Career 

Services Professional 

5. “Great event!  Consider doing focus groups at other campuses to see what is 

needed.” Career Services Professional 

6. “Excellent job! You are so awesome. Remember me when you go on to bigger 

and better things.” Career Services Professional 

7. “Congrats on a well put together forum for ideas.” Student 

8. “Great Job! Congrats!” Staff 

9. “I had a great time. Let’s do it again. Love to be involved.” Student 

10. “Very organized! A job well done.”  Staff 

11. “Great Job! This was fun and informative.” Staff 

12. “Great job! I am glad students got to put their thoughts into it.” Student 

13. “Awesome idea for a dissertation – I wish you success. It was fun.” Career 

Services Professional  

14. “Very informative and excellent setting and process to generate ideas!” 

Employer 

15. “Rich information.” Administrator 

16. “Great forum for ideas, well organized, and fun!” Faculty 
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Recommendations 

It is important  for community colleges to understand the implications of the 

career development needs of students. They must understand the many constituents who 

are served by career services and be able to address each group’s needs in order to better 

serve all involved. Identifying perceptions is the first step in developing and 

implementing a set of objective criteria in order to create initiatives to enhance current 

career services offerings. The research provides a method to examine several issues:  

1. It will be important to replicate this study using another research methodology. 

The nominal group technique is a consensus building tool and is limited to a 

single topic, single purpose meeting. Changing topics in the middle of a session is 

not conducive to nominal group technique.  

2. The study could be replicated and expanded to include other constituent groups 

such as high school counselors.  

3. A wider variation of participants from within the district should be considered as 

this could impact the study particularly if the participants are from one institution.  

4. Invite participants in advance and follow-up with phone calls to get confirmation.  

Also over-invite as participants may cancel at the last minute.  Consider student 

class schedules as well as pre-scheduled campus meetings.  

5. When inviting participants, obtain support from upper administration so they may 

recommend participants for the study.  

6. Ensure all participants understand the meaning of community college career 

services to maintain the integrity of the data.  
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7. It will be imperative for career services professionals to build relationships with 

faculty and employers who can advocate for them.  

8. Educating constituent groups will be key in assisting to eliminate misperceptions 

regarding career services. Participating in new student orientation, visiting 

classes, and providing workshops will assist in educating the college population 

as well as stakeholders.  

9. Community college administrators should seriously consider making career 

services a priority by providing financial, personnel, and facilities to support 

service functions. Incorporating a career component to course work to graduate 

would send the message that career services is a priority.  

10. Career services professionals should develop clearly defined goals.  

11. A future study should be conducted on how career services impacts retention.  

12. Remove the word “placement” from office titles and career service terminology to 

eliminate confusion. 
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