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Abstract 

Context: In the Indian education system, most students choose a career stream after passing 

secondary school certification. This period is marked by significant developmental changes and 

the need to make crucial career decisions. The effectiveness of career guidance largely depends 

on the competencies of career advisors, which are influenced by their ability to assess students’ 

personality factors, employability quotient, and career aptitude. 

Approach: A team of Career Advisors has been trained using standardized tools and techniques 

for identifying competencies based on the practice of a model of the “7-Point Career Aptitude 

Test” over the past three decades in rural Maharashtra. Building rapport with students and par-

ents and understanding their perspectives requires empathy, active listening skills, and coun-

selling strategies to suggest guidelines for decision-making when choosing a career option by 

designing career maps. 

Findings: Advisors should be skilled in selecting and administering appropriate tests based on 

individual, customized student needs. Integrated Practical career guidance with personality fac-

tors, employability quotients, and career aptitude assessments to support students. The key com-

petencies include Analytical Skills, Personalized Approach and Guidance, Continuous Learn-

ing, and Ethical Practices, which provide practical advice suited to the contextual aspects of 

career aspirants. New applied theory approaches are helpful for impactful counselling on future 

careers. More personalized career mapping and counselling are required for rural youth. 

Conclusions: Continuous professional development, knowledge enhancement, updating 

knowledge about industrial revolutionary trends, and adherence to ethical practices are essential 

competencies required for career advisors to maintain their effectiveness and support students' 

holistic development. The assessment processes must also be upgraded to include changing 
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scenarios when choosing career options, thus reskilling advisors' competencies with various 

behavioural theories for transformational applications. 

Keywords 

career aptitude, career mapping, career counselling, behavioral factors, personality traits, em-

ployability quotient 

1 Introduction 

The field of career guidance is currently navigating a period of significant change, shaped 

by shifting economic landscapes, rapid technological advancements, and a growing recognition 

of the diverse factors influencing individuals career development (Mann et al., 2020). Effective 

career guidance must address the diverse needs of various student populations. Vulnerable 

youth transitioning from alternative care residences face unique challenges stemming from a 

lack of support networks and experiences of institutionalization (Larriba et al., 2025). It further 

depends on the competencies of career advisors, which are influenced by their ability to assess 

the personality factors, employability quotient, and career aptitude of students. These compe-

tencies emerged from the researcher's career guidance practice over three decades. Career ad-

vice should be made more practical by adding the component of interaction with parents. 

There is ingrained parental and societal pressure in Maharashtrian households. Many par-

ents have rigid expectations regarding conventional career paths in engineering and medicine, 

often overriding students' interests and aptitudes. Counsellors frequently find themselves in a 

delicate balancing act, needing to educate parents about diverse career options and the im-

portance of individual fit, which can be time consuming and sensitive. In this context, specific 

counselling skills are needed for better communication and fruitful interactions. 

Personality assessment is a fundamental aspect of career guidance. Career advisors must 

be adept at evaluating various personality traits to understand students' strengths, weaknesses, 

and preferences. The 7-Point Career Aptitude Test was developed and tried out by researchers 

in the rural state of Maharashtra (India). It has parameters of competencies to assess six per-

sonality traits, behavioral factors, employability quotient, and aptitude towards career options 

of career aspirants. This test consists of 70 questions for assessment, with a quotient of six 

behavioral factors and employability. (Tatpuje & Shende, 2002). It includes Emotional Intelli-

gence, Openness, Neuroticism, Conscientiousness, Extraversion, Agreeableness, and employ-

ability. Other Key competencies in this area include Knowledge of Personality Theories, As-

sessment Skills, Empathy and Active Listening, and Communication Skills. 

According to Rossier (2015), “From the beginning of educational, vocational, and career 

guidance psychology and the initial work of Parsons (1909), who usually is considered the 

father of career counselling, “a clear understanding of yourself” has been considered as crucial 

for making a “wise choice” (pp. 5-6). This representation of the self had to be related to a 

representation of work requirements and opportunities using “true reasoning” competen-

cies. “Personality assessment initiates an individual’s self-regulatory process and contributes to 

the overall effectiveness of career interventions when feedback is individualized and stimulates 

the deconstruction, reconstruction, and deconstruction of vocational or multiple self-concepts 

(Kuhl & Quirin, 2025). Personality assessments also can promote the reconstruction of a self-

concept more aligned with the perception of the environment about the personality of the coun-

selee, strengthening the reality principle allowing more rational and controlled choices.” 
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In the traditional Indian education system, there is Guru-shishya Parampara (Traditional 

relationship of teacher and students). This system continues to influence society. Considering 

this, we trained teachers as career counsellors to ensure the effectiveness and impact of choos-

ing career options based on students' career aptitude, along with assessing personality and other 

mentioned factors. “Starting from the necessity of individual support, career guidance should 

provide opportunities for self-exploration and open diverse experiential spaces in the working 

environment that can be reflexively utilized for developing career-related perspectives” 

(Driesel-Lange & Klein, 2024, p. 32). 

According to Billett et al. (2020), “there are skill shortages in some occupations, as young 

people who might be suited to them are now completing university degrees instead, including 

those with no clear alignment with occupations or employment outcomes. To redress this im-

balance, it is necessary to identify factors shaping young people's decision-making about post-

school pathways and preferred occupations” (p. 270). This Australian case is relevant to the 

Indian scenario; hence, counselling needs to consider this as a bias. 

Many other programs also considered the role of teachers and their capacity development, 

such as “Teacher training and networking activities are also part of the program. As part of the 

evaluation, it is necessary to specify which professions are particularly relevant to the energy 

transition regionally. In the lecture, the first survey results for delimiting regionally essential 

professions for the energy traditions are presented and discussed (Schröder & Müller, 2024). In 

the career counselling process, the counsellor uses a variety of tools, exercises, and tasks, in-

cluding the selection and use of diagnostic methods, that aim to broaden the client's self-confi-

dence and create and practice new behaviors and new views to support their informed decision-

making. Counselling methods and tools are not aimed at diagnosing but at building self-aware-

ness and letting the client widely explore himself, his life, and his environment, which can be 

called self-diagnosis (Dislere & Vronska, 2020). 

According to Holland (1959), “a theory of vocational choice is presented in terms of the 

occupational environments, the person and his development, and the interactions of the person 

and the vocational environment” (p. 35). Generally, “Governments recognize that career guid-

ance, underpinned by accurate labour market information, can help learners make post-second-

ary education choices that match their interests, aptitudes, and abilities and can lead to reward-

ing employment. For this reason, they have invested in building linked education/employment 

information systems and other information resources displayed on websites targeted at learners 

and their families. However, researchers and governments agree that these efforts are often 

ineffective in informing learners’ decisions access to information is insufficient to support stu-

dent choice effectively” (Hofer et al., 2020, p. 3). 

2 Objectives 

1. To identify the competencies of Career Advisors/Counsellors 

2. To train Career Advisors/Counsellors with standardized test and assessment methods. 

3. To develop identified competencies among the Career Advisors/Counsellors 

4. To study the effectiveness of career counselling provided by trained Career Advi-

sors/Counsellors. 
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3 Literature Survey and Analysis 

According to Swargiary (2025), “the effective delivery of career advisory services in rural 

Maharashtra necessitates a competency model that extends significantly beyond traditional psy-

chological counselling, demanding that advisors function as multidisciplinary livelihood archi-

tects. Given the socio-economic landscape characterized by agrarian dependency and reliance 

on internal migration, linear career models are often insufficient for addressing livelihood un-

certainty. Successful intervention requires a blend of one-to-one support, general counselling, 

and specific career guidance, training, and job-search support.” 

“The required competency shifts to proactive resource generation, necessitating economic 

literacy to evaluate entrepreneurial viability and assess opportunities such as social entrepre-

neurship, which is crucial for inclusive national development. Studies focusing on social entre-

preneurship graduates highlight the need to redefine success in this field.” (Odesanmi et al., 

2024) 

“Foundational competency standards are established globally by bodies such as the Na-

tional Career Development Guidelines, which outline 11 minimum competency areas. Their 

application requires radical localization. The Information/Resources competency must shift 

from accessing global job databases to executing hyper-localized economic mapping. Advisors 

must also stay current on technological impacts, communicating how increasing productivity 

and the usage of artificial intelligence (AI) and the Internet of Things (IoT) may decrease the 

number of traditional jobs.” (NCDA, 1997) 

Regulatory reforms in India favour competency-based training courses. Psychology pro-

fessionals surveyed supported an independent regulatory body and preferred mandatory Con-

tinuing Professional Development (CPD) for quality assurance, which is essential for mitigating 

the professional isolation often encountered in remote practice. 

According to Singh (2020), “psychosocial competence is critical, as research confirms that 

career decision-making is heavily influenced by psychosocial factors, with peer pressure show-

ing a significant correlation. This evidence emphasizes the need to provide counselling services 

directly to both parents and students to enhance decision-making skills, shifting the practice to 

family system consultation to manage communal expectations.” 

To ensure operational viability, practices must leverage digital tools. Government pro-

grams in Maharashtra advocate the use of ICT-enabled approaches to improve training. Advi-

sors require proficiency in mobile-first delivery models and must be equipped to teach clients 

digital skills, thereby addressing the digital skills gap that impacts employability. 

 

The Industrial Revolution 4.0 (IR 4.0) and Industrial Revolution 5.0 (IR 5.0) have pro-

foundly reshaped the landscape of career skills and their mapping for the modern workforce. 

IR 4.0, characterized by rapid advances in automation, artificial intelligence, the Internet of 

Things, and big data, has catalysed a shift from manual and repetitive tasks to roles demanding 

advanced technical aptitude and digital literacy. Automation and digital transformation have 

increased the need for technical capabilities, such as programming, robotics, and data analytics, 

while also elevating the importance of complex cognitive skills, creative problem-solving, and 

adaptability. Consequently, organisations and educational institutions are compelled to priori-

tize continual upskilling and reskilling to ensure workforce relevance in dynamically changing 

job profiles (McKinsey & Company, 2022). 
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Unlike IR 4.0, Industrial Revolution 5.0 emphasizes the convergence of human innovation 

and technology, focusing on collaboration between people and intelligent machines. IR 5.0 

acknowledges the unique value of human qualities such as emotional intelligence, creativity, 

critical thinking, and empathy, which are complemented by technological advancements rather 

than being replaced. This paradigm shift requires the revision of career skills mapping strate-

gies, focusing equally on fostering human-centric skills and technological expertise. As organ-

isations seek sustainable growth, skills frameworks now embed ethical awareness, adaptability, 

personal development, and workforce wellness as integral to professional success (ATOSS, 

2023; DIYes International, 2023). 

 

While IR 4.0 transformed the professional landscape by demanding digital transformation 

and technical reskilling, IR 5.0 elevates the need for holistic capabilities that blend technologi-

cal fluency with interpersonal and creative strengths. Thus, the evolution from IR 4.0 to IR 5.0 

marks a significant transition, wherein career skills mapping broadens to include lifelong learn-

ing, digital adaptability, and a uniquely human touch, ensuring meaningful collaboration in a 

technologically enhanced workplace (Engineering Masters Online, Rutgers University, 2025). 

A review of state-level infrastructure indicates that while Maharashtra utilizes the SCERT, 

DIET, and BRCs for training purposes , the current focus is heavily skewed toward pedagogical 

content. This leaves a significant deficiency in specialized career counselling, assessment, and 

consultation competencies required in the rural context. Crucially, the lack of mandated Con-

tinuing Professional Development (CPD) focusing on core localized competencies, such as mi-

cro-economic resource mapping and family system consultation, hinders the professional de-

velopment necessary to meet the complex demands of Rural Maharashtra. 

4 Methodology 

Through a literature survey with analysis and practice of conducting Career Aptitude Tests 

in three versions, the researchers found that there are requirements for specific competencies 

for Career Counsellors. Hence, a team of Career Advisors has been trained to use standardized 

tools and techniques to play the role of a mentor to choose career options for the students based 

on the scientific method, having a holistic approach of analyzing personality factors, career 

aptitude, employability quotient with known present demand of the job market and its trends 

for the upcoming years. Considering the pilot studies carried out in rural Maharashtra (India) 

as a practice, a capacity development module with academic content and an internship with 

senior career counsellors was developed to adopt the interaction methodology during the stu-

dents' counselling process, along with the presence of their parents. 

Career Advisors training with standardized tools and techniques shows development in 

their counselling and career aptitude assessment techniques that further gave satisfaction to the 

career aspirants for their queries and to address the problem of confusion in choosing career 

options based on personality factors and aptitude.  

A supportive system for developing Career Guidance, a Career Labouratory: A central fa-

cility is made available at Satara for reference resources, along with several career guidance 

books, career encyclopaedias, e-resources, assessment tools, career multimedia films, and other 

resources. Such resources are useful for empowering Career Counsellors. According to McIl-

veen and Patton (2007) “The systems theory framework and the theory of career construction 

are introduced as theoretical frameworks amendable to constructivism and narrative career 

counselling” (p. 226). The Myers-Briggs Type Indicator (Myers, et al., 1988): MBTI Manual 
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is also a great fundamental resource that covers theory, preferences, constructs, administering 

and interpreting result processes, and many others. 

Quinlan and Renninger (2022) propose “implications for academics and career counsellors 

who might help students refine their interest by considering connections between their aca-

demic subject, interest, and related career options and further argue that educators and policy-

makers must reframe employability interventions and think beyond teaching students skills or 

attributes that lead to employment. Educators-Teachers can start with students’ interest in their 

subject and support their exploration of how they can continue pursuing that interest in various 

careers” (p. 863). 

The structure of capacity development of potential career advisors was also practice-based, 

along with the senior counsellor team, for developing skill maps and career maps with multi-

disciplinary, transdisciplinary, and interdisciplinary mapping processes. The chaos theory of 

careers was adopted to continuously upgrade the competencies of the counsellors. “It empha-

sizes continual change, the centrality and importance of chance events, the potential of minor 

events to have disproportionately large impacts on subsequent events, and the capacity for dra-

matic phase shifts in career behavior. This approach complements traditional approaches to 

career counselling, assumptions about the importance of chance events, and the idea that coun-

selling should aim to reduce career options to a rational and manageable set of logical choices.” 

(Pryor & Bright, 2005). 

The various core competencies required for career counsellors are covered in the training 

that relates to in-depth knowledge of the philosophical and theoretical foundations of counsel-

ling, ability to think critically, understanding of ethical issues and knowledge and skills for 

ethical decision making, ability to identify and address barriers to change and growth encoun-

tered at individual, systemic, or socio-political levels, a range of practical counselling skills and 

strategies for use with a range of clients, ability to integrate theory and practice in the context 

of work-based learning opportunities, and specific knowledge and skills (Collins & Hiebert, 

2002). 

5 Discussion 

This study, which includes pilot experiments, covers various topics related to career guid-

ance, including teacher training, specific theoretical approaches and techniques, assessment 

tools, the role of labour market information, vocational education, interest-based career plan-

ning and international perspectives. This highlights areas where further research could deepen 

our understanding. 

One potential gap lies in evaluating the effectiveness of different career guidance interven-

tions, particularly those delivered in school settings or by trained professionals. Research is 

needed to understand the long-term impact of various approaches and training methods on stu-

dent outcomes such as career satisfaction, educational attainment, and successful transitions. 

Another area for exploration is the integration and comparative effectiveness of diverse theo-

retical frameworks, such as Holland's theory, narrative Counselling, solution-building, and the 

chaos theory of careers. Understanding how practitioners combine these approaches and which 

methods are most effective for students with differing needs or in specific contexts remains a 

critical question. A holistic approach and strong counselling skills with occupational infor-

mation are required for effective career counselling. 

Awareness of career counselling remains low in many parts of Maharashtra, especially 

outside major metropolitan centers such as Mumbai and Pune. There is a lack of understanding 
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regarding what counselling entails and its long-term benefits, sometimes leading to skepticism 

or reliance on informal advice. The absence of a strong, unified regulatory body for career 

counselling in the state also contributes to varying quality standards and can erode public trust, 

making it difficult for reputable counsellors to establish themselves. 

According to Niles and Karajic (2008), “Career Practitioners often confuse the terms “ca-

reer guidance” and “career counselling.” This lack of precision confuses practitioners, students, 

and clients and is therefore a barrier to advancing the efficacy of career development theory 

and practice globally. When language lacks precision, it implies that terminology does not mat-

ter. However, words have power in that career development practitioners are “engaged in a 

verbal profession in which words and symbols frequently become the content of the interactions 

they have with clients” (Herr, 1997, p. 241). Thus, there is a need for greater clarity and speci-

ficity regarding key terms related to career development interventions. Such specificity en-

hances the credibility of our profession and provides a common ground for training career-

guidance practitioners. Developing a common language for the profession enhances the glob-

alization of training practices and enhances the internationalization of training opportunities.” 

Furthermore, while assessment tools are mentioned, research could focus on the validity 

and ethical use of specific career aptitude and personality tests across diverse student popula-

tions and the best practices for meaningfully integrating assessment results into holistic guid-

ance processes. Finally, exploring how students process and effectively utilize complex infor-

mation, such as labour market information (LMI), and how intrinsic factors, such as interest, 

can be effectively nurtured and balanced with extrinsic employability demands in career plan-

ning presents another significant research avenue. Research on adapting guidance models to 

specific cultural and international contexts also appears to be crucial. 

6 Conclusion 

In the changing scenario of skilled workforce in the context of Industrial Revolutions (IR) 

4.0 and 5.0, continuous professional development, knowledge enhancement, updating 

knowledge about these trends, and adherence to ethical practices are essential for career advi-

sors to maintain effectiveness and support students' development for future careers. The assess-

ment processes must also be upgraded occasionally to include changing such scenarios when 

choosing career options, thus reskilling and upskilling the advisors' competencies. 

This research concludes that there is need of key competencies of the Career Advisors that 

provides guidance on Analytical Skills, Personalized Approach and Guidance, Continuous 

Learning, and Ethical Practices suited to the contextual aspects of the career aspirants 

Career counsellors in Maharashtra face a unique set of challenges, often reflecting broader 

Indian issues but with local specificities. A significant hurdle is the sheer volume of students 

who need guidance, particularly in a state with a large and diverse student population. This 

demand far outstrips the supply of adequately trained and certified counsellors, leading to a 

high student-to-counsellor ratio, especially in public and semi-urban schools. 

In the context of the 4.0 IR and the impact of information technology and Artificial Intel-

ligence (AI) on career occupations, “the internationalization of career counselling gains partic-

ular significance, wherein counselling and guidance increasingly occur within multicultural 

contexts. Today, it is increasingly likely that the counsellor and the counselee come from dif-

fering cultural backgrounds, each with their own conceptions of work and career. It is possible 

that the counsellor’s version of counselling belongs to a cultural framework that does not match 
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the way the client’s culture prepared them to engage with the world of work. Internationaliza-

tion requires people to consider issues related to the relevance, suitability, and appropriateness 

of Western counselling frameworks to non-Western cultures” (Arulmani, 2009). 

According to Bersan et al. (2024) stated, “In the context of a scarcity of career counselling 

specialists, training teachers as career guidance advisors emerges as a viable solution. The study 

highlights the potential of such training programs to address the critical need for comprehensive 

career guidance in schools” (p. 289). The same scenario applies to India and other countries. 

To address the challenges of Career Counsellors, Miller (2006) described the key principles of 

solution-focused counselling and provided practical examples of its application to career coun-

selling, that is, solution-building career counselling. It is necessary to practice counselling stu-

dents with different aspirations from various fields. Consolidation of future skills, career map-

ping, and market trends needs to be customized as per the needs of career aspirants. 

The present scenario for career counsellors in Maharashtra is characterized by a significant 

demand-supply gap. With a vast student population and increasing awareness of diverse career 

options beyond traditional fields, the need for professional guidance is substantial. 

In metros like Mumbai and Pune, which have a growing number of certified counsellors 

and online platforms, accessibility remains a major challenge in rural areas. Parental pressure 

on conventional choices persists, requiring counsellors to adopt persuasive and educational ap-

proaches to family planning. The National Education Policy 2020 emphasizes career guidance, 

potentially boosting the sector. However, the lack of a standardized regulatory body and suffi-

ciently trained professionals continues to be a hurdle for the consistent quality and reach of 

career counselling services across the state. 

This study collectively addresses various facets of career guidance and development. It 

examines approaches and theoretical frameworks for helping individuals make occupational 

choices, including psychological theories, narrative methods, and solution-focused techniques. 

There is also an emphasis on the role of labour market information in shaping educational and 

career decisions. It also includes research on training teachers to provide career guidance and 

the challenges and perspectives of career guidance within school systems from European and 

international viewpoints. It touches upon assessing aptitude and rethinking employability is-

sues. 
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