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Título: Desarrollo y validación del Cuestionario de Personalidad Vocacional Adaptativa: un cuestionario para analizar la conducta vocacional de estudiantes universitarios.
Resumen: Este estudio presenta el desarrollo y validación de un instrumento para evaluar la personalidad adaptado al ámbito vocacional: el cuestionario de Personalidad Vocacional Adaptativa (CPVA). 2160 estudiantes universitarios de los últimos años de carrera respondieron a la versión preliminar del cuestionario. Sus respuestas fueron sometidas a un conjunto de análisis factoriales confirmatorios siguiendo un diseño de validación cruzada:
en la muestra exploratoria (n=879) identificamos el modelo que mejor ajustaba los datos. Como esperábamos, el modelo presenta dos factores relacionados pero separados: Características Adaptativas de personalidad (CA)
con 9 ítems y Características no Adaptativas de personalidad (CNA) con 11
ítems. En la muestra de validación (n=932) comprobamos si ese modelo
presentaba un buen ajuste a este nuevo conjunto de datos. Los resultados
así lo indicaron, apoyando la validez de esta estructura bifactorial. La fiabilidad de las dos escalas, CA y CNA es adecuada, así como su capacidad para pronosticar el criterio empleado, conducta proactiva en la búsqueda de
trabajo. Este artículo incluye el cuestionario, las claves de corrección y los
baremos necesarios para su uso.
Palabras clave: Personalidad adaptativa; conducta vocacional; conducta de
búsqueda de empleo; escalas; instrumento de evaluación.

Introduction
The study of personality has a long tradition in the field of
vocational behavior. In fact, personality variables make up
one of the most frequent topics in international publications
on Vocational Psychology (Nilsson, Flores, Berkel, Scale,
Linnemeyer & Summer, 2007). The relationship between
personality and vocational behavior has been approached
mainly from two perspectives. Traditionally, there has been
support for an approach that refers to the personality characteristics associated with each of the professional groups
(occupational personality); that is, personality dimensions are
associated with professions. This group includes Jung’s typological model (1923) and Holland’s typological theory
(1997). The Jung typology is related to career guidance and
personnel selection through the Myers-Briggs Type Indicator (MBTI; Myers, 1962), which has been widely utilized for
evaluating personality (Hirs & Kummerow, 1989; Leong,
Hardin & Gaylor, 2005). Furthermore, the majority of the
studies carried out based on the Holland typological theory
have mainly used interest inventories to establish personality
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Abstract: This study presents a personality evaluation instrument adapted
to the vocational setting: the Adaptive Vocational Personality Questionnaire (AVPQ). The questionnaire was developed and tested in a sample of
2160 university students in the final years of their degree programs. The
purpose of the study is to validate the questionnaire, providing evidence
about its internal structure and its usefulness for predicting scores on a criterion scale. A confirmatory factor analysis combined with a crossvalidation design was used: the exploratory sample (n = 879) helped to
identify the model with the factorial structure that best fit the relations
among the items. As expected, this model had two related but clearly separate factors: Adaptive Personality Characteristics (AC) with 9 items and
Non-Adaptive Personality Characteristics (NAC) with 11 items. The validation sample (n =932) was used to test the generalization capacity of this
model, which was satisfactory and showed a good reliability index. Regarding its usefulness in predicting proactive job-search behaviors, the results
were also satisfactory. The questionnaire and keys are provided, as well as
the criteria for calculating the scores on each scale and on the entire questionnaire.
Key words: Adaptive personality; vocational behavior; job-search behavior; scales; evaluation instrument.

profiles, given that vocational interests are considered an expression of the personality (Holland, 1997).
The previous proposal co-exists with another approach
in which the relations between personality and vocational
behavior focus on personal characteristics that orient efficient vocational behavior, emphasizing characteristics involving environmental adaptability rather than those related
to an occupational personality. Career adaptability is understood as “the willingness to deal with the expected tasks of
preparation and participation in the work role, and with the
unpredictable adjustments produced by changes in the job
and in the work conditions” (Savickas, 1997, p. 254). This
second approach is based on the idea that people have many
abilities (Super, Savickas & Super, 1996), and that jobs and
work environments are more and more varied and diverse.
This second approach considers that personality characteristics allow the adaptation that favors satisfaction and
success (Castaño, 1995). It is important to mention that these personal characteristics are not exclusive to vocational
behavior; that is, they not only influence the subject’s vocational behavior, but they are also characteristic ways in
which individuals deal with their surroundings, and they are
related to the adaptive personality (Aciego de Mendoza,
Dominguez Medina & Hernández Hernández, 2005; BarOn, 2006; Bradford, Rutherford & John, 2002; Carbonero &
Merino, 2004; Castaño, 1995; Costa & McCrae, 1985, 1992;
Epstein, 2001; Goldberg, 1990; Goleman, 1996, 2001;

- 470 -

Adaptive Vocational Personality Questionnaire. Development and Validation of an adaptive personality questionnaire to analyze the vocational behavior of university students

Karaevli & Tim Hall, 2006; Martín del Buey, Fernández
Zapico, Martín Palacio, Dapelo Pellerano, Marcone Trigo &
Granados Urban, 2008).
Our study is situated within this second approach and
focuses on developing, within cognitive aspects of personality, a questionnaire that includes and evaluates personality
variables that play a role in individuals’ successful vocational
behavior, especially the way they deal with anything related
to vocational decision-making and career development.
Although there is a considerable amount of literature on
this topic, there is no one model or theory about the concept of an adaptive or efficient personality, which means
that there is no consensus either about the criteria that
should be used in its evaluation. However, in their vocational behavior models, many authors include personality factors
or characteristics (self-esteem, self-fulfillment, expectationvalence, achievement personality, fear of failure, adaptive
anxiety, self-control, perseverance, stable extroversion, curiosity, persistence, flexibility, optimism, risk-taking, achievement expectations, personal self-confidence, self-efficacy
expectations….) to explain subjects’ occupational and vocational behavior, and its relation to both professional and academic satisfaction, as well as various indicators of career
success (Bartley & Robitschek, 2000; Bateman & Crant,
1993; Betz & Klein Voyten, 1997; Castaño, 1995; Fuller &
Marler, 2009; Goleman, 1996, 2001; Grotevant, 1987;
Hirschi, 2009; Judge, Higgins, Thoresen & Barrick, 1999;
Judge, Erez, Bono & Thoresen, 2003; Kracke, 2002; Kracke
& Schmitt-Rodermund, 2001; Lazarus & Folkman, 1986;
Lounsbury, Hutchens & Loveland, 2005; Miitchell, Levin &
Krumboltz, 1999; Ng, Eby, Sorensen & Feldman, 2005;
Reed, Bruch & Hasse, 2004; Reitzle, Körner & Vondracek,
2009; Rogers, Creed & Glendon, 2008; Savickas, 1997;
Schmitz & Schwarzer, 2000; Uthayakumar, Schimmack,
Hartung & Rogers, 2010; Weiss & Adler, 1984; White,
Hendrick & Hendrick, 2004; Wu, Foo & Turban, 2008).
Regarding the relationship between personality characteristics and career adaptability processes, and more specifically career planning, highlighting job-search or employability improvement processes, various authors have suggested
that, depending on their personality characteristics, people
can be predisposed to certain search processes (Boswell,
Roehling & Boudreau, 2006; Boudreau, Boswell & Bretz,
2001; Brown, Cober, Kane, Levy & Shalhoop, 2006; Caldwell & Burger, 1998; Costa & McCrae, 1985, 1992; Goldberg, 1990; Kanfer, Wanberg & Kantrowitz, 2001; Tziner,
Vered & Ophir, 2004). In this sense, Boundreau et al. (2001)
state that a predisposition toward positively valuing life experiences and learning more from opportunities can aid in
the interpretation of job situations and contribute to the job
search and improved employability. It is important to keep
in mind that these processes have hardly been studied in
university students, as the majority of the studies on this
topic have been carried out in the work setting, relating these behaviors to job dissatisfaction or job-leaving processes.
However, the evidence suggests that these job-search behav-

471

iors or processes are different from job leaving, and they are
not only activated when one wants to leave a job or is unemployed. The job-search activity can also take place in individuals who have a job but would like to improve, and in
students who, after a period of training, would like to begin
their work lives.
This review shows the importance different authors give
to personality characteristics and, in some cases, the relationship of these characteristics with appropriate vocational
behavior. However, at the same time it reflects the lack of a
single definition proposal for evaluating these characteristics
that can be adapted to the vocational field.
Based on the aforementioned research, the adaptive vocational personality construct can be understood as the sum
of behaviors and self-perceptions that refer to personality
variables related to successful vocational behavior based on
the dimensions of motivation, emotional intelligence and
self-efficacy. Certain variables acquire special relevance, such
as: initiative and optimism (interpreting events in positive
terms, but always within the context of reality; these skills allow people to overcome problems and profit from opportunities); persistence (degree to which the subject insists on
finishing a task or making his/her own decisions); tolerance
to frustration (tendency to not overestimate the impact of
negative experiences); innovation and adaptability ( remaining open to new ideas and points of view, being sufficiently
flexible to respond to changes); self-efficacy expectations
(self-confidence in one’s ability to successfully perform a
given task); fear of failure (fear of not being able to achieve
successful performance in all endeavors); self-control and
stress management (ability to adequately manage motives,
conflicting emotions and impulses); empathy (degree to
which we are capable of perceiving someone else’s point of
view or perspective); and assertiveness (clearly and concisely
expressing one’s desires, while at the same time respecting
the desires and points of view of others). In the majority of
studies, these dimensions have been treated as completely
separate variables, rather than being considered jointly as
part of a latent construct.
More concretely and based on previous studies (GómezArtiga, Rocabert & Descals, 2006), we define the adaptive
vocational personality as a two-dimensional psychological
construct composed of two inter-related underlying dimensions: adaptive personality characteristics (which encompass
variables that express persistence in goals and tasks, empathy, perception of self-efficacy, initiative and positive
thoughts, assertiveness, innovation, adequate management
of motives, conflicting emotions and impulses); and, nonadaptive personality characteristics (which encompass variables that express low tolerance to frustration, fear of failure,
lack of flexibility in the face of change, negative self-efficacy
expectations, low efficiency in self-control and stress management, negative thoughts, fear of facing new challenges,
lack of initiative, lack of assertiveness and lack of persistence). In this sense, we see the adaptive vocational personality as a high-order personality trait that can be measured
anales de psicología, 2013, vol. 29, nº 2 (mayo)
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with a self-questionnaire. We introduce the concept of adaptive vocational personality in an attempt to define a personality trait that may be useful in detecting behaviors and attitudes that predict efficient vocational behavior.
Based on these theoretical considerations, a previous
version of the adaptive vocational personality questionnaire
(AVPQ) was elaborated in a preliminary study within an investigation on vocational behavior among university students (Gómez-Artiga et al. 2006).
The present research continues and completes the development of the adaptive vocational personality questionnaire (AVPQ). Specifically, Study 1 advances the previous
study in that it moves from an exploratory to a confirmatory
approach, in which we will statistically examine the degree of
fit of the two-dimensional structure to the data from our
sample, using a cross-validation design (see below for more
details). Once the dimensional structure of the questionnaire
has been established, Study 2 continues the process of evaluating the psychometric characteristics of the questionnaire
(reliability and other sources of validity), and provides the
necessary scales to adequately interpret the scores obtained
on the questionnaire.

Study 1. The dimensionality of the AVPQ
Questionnaire
The preliminary version of the questionnaire (Efficient Personality Questionnaire, see appendix A) was composed of 32
statements grouped into nine scales that included different
variables related to the efficacious personality (initiative and
optimism, persistence, tolerance to frustration, innovation
and adaptability, expectations of self-efficacy, fear of failure,
self-control and stress management, and empathy and assertiveness). For the questionnaire elaboration process, the
contributions considered corresponded to: a qualitative
component, related to personal criteria of experts on the
topic, which, based on the scientific literature, brought to
light the variables that characterize the efficient personality
with regard to vocational behavior; and a quantitative component, referring to different studies that make it possible to
evaluate the factorial structure of the instrument and the fit
(reliability) of the different items in each factor. The factors
are responded to on a graduated response scale with four
options ranging from 1. Completely disagree to 4. Completely agree. The items evaluate variables that characterize the
efficient personality from a vocational point of view. The
distribution of the items has the following relation: initiative
and optimism (1, 7, 15, 22, 23), persistence (2, 8, 16, 28), tolerance to frustration (9), innovation and adaptability (3, 10,
24, 30), expectations of self-efficacy (4, 11,18, 26), fear of
failure (5, 12, 19, 27, 31), self-control and stress management
(6, 14, 20), empathy (17, 29, 32) and assertiveness (13, 21,
25). The results indicate two separate but related scales:
adaptive personality characteristics with 17 items, which includes variables that reflect persistence in objectives and tasks, em-
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pathy, perception of self-efficacy, initiative and positive thinking, assertiveness, innovation, appropriate management of motives, emotions and
conflictive impulses; and non-adaptive personality characteristics, with 15 items grouped in the variables of low tolerance to
frustration, fear of failure, lack of flexibility when faced with changes,
expectations of negative self-efficacy, low efficiency in self-control and
stress management, negative thinking, fear of facing new challenges, lack
of initiative, lack of assertiveness and lack of persistence.
In this study 1, the dimensionality of the AVPQ questionnaire was explored using a cross-validation design
(Cudeck & Browne, 1983; Gómez-Benito, 1996). A crossvalidation design is different from a cross-sectional design.
While a typical cross-sectional design employing CFA starts
by fitting the hypothesized model to the data set, then employs indices of goodness of fit and other statistics provided
by the analysis to modify the initial model in the direction
indicated by the results, and finally stops when a good fit is
reached, a cross-validation design continues to analyze this
modified model in an independent sample. Only if the CFA
yields a satisfying fit for this modified model in this independent sample can we conclude that the model presents a good fit
to data. Therefore, we employed this design because by replicating the re-specified model in another sample we avoided
the considerable risk of capitalizing on chance that often occurs in post-hoc model modifications (Cudeck & Browne,
1983, Cudeck, 1989, Jöreskog & Sörbom, 2006).
Method
Participants
The participants in the research were 2160 university
students in the final years of their degree programs. The
sample is an incidental sample. For methodological reasons
(more details will be presented in the analysis paragraph), the
total group (N=2160) was reduced by eliminating the students with missing data in their responses. The final sample
size was N=1811. Next, the sample was randomly split into
two groups, using the “select cases” option, combined with
the sub-option of “random sample about 50% of the total”
in the data menu of SPSS 17 (2008). The first group formed
the so-called exploratory sub-sample, which consisted of n= 879
students with a mean age of 23 (SD=3.1). In this subsample, 35.4% were males. The second group formed the
so-called validation sub-sample, which consisted of n =932 students with a mean age of 23.1 (SD=3.2). In this sub-sample,
32.9% were males. No significant differences were detected
in the sex variable (the proportion of males in the two samples was 35.4% and 32.9%, respectively; χ2 = 1.19, p>.55) or
in the age variable (the means in the two samples were 23
and 23.1, respectively; t=-0.72, p>.47) between the two subsamples. Both sub-samples exceeded the recommended
sample size of 800 (MacCallum, Roznowski, & Necowiz,
1992).
All the students participated voluntarily in the study, and
they met the following selection criterion: “having passed
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80% of the credits for their degree (equivalent to the penultimate and final years of the degree program)”.
Measures

The Adaptive Vocational Personality Questionnaire (AVPQ).
Preliminary version.- As previously mentioned in the introduction, the preliminary version of the adaptive vocational personality questionnaire (AVPQ, Gómez-Artiga et al. 2006)
was composed of 32 statements grouped into nine scales
that included different variables related to the efficacious
personality (initiative and optimism, persistence, tolerance to
frustration, innovation and adaptability, expectations of selfefficacy, fear of failure, self-control and stress management,
and empathy and assertiveness). The questionnaire was then
called the “Efficient Personality Questionnaire”. The response scale offers four response options ranging from 1.
Completely disagree to 4. Completely agree.
Procedure
The application was carried out with students from 13
universities in Spain, and their participation was coordinated
by researchers from each of the universities involved in the
project. Prior to this application, the researchers met and
agreed on and clarified the guidelines for the general application conditions. The application was carried out individually
and voluntarily. Once obtained, the data were turned over to
the research team for their later codification and analysis.
Statistical analyses
As a preliminary step, the polychoric correlation matrixes
among the items on the questionnaire were obtained because the discrete and ordinal nature of the variables being
studied (the items are responded to on a response scale with
4 alternatives) advises against the use of variance-covariance
matrixes or the Pearson correlations matrix (Jöreskog &
Sörbom, 2006). Polychoric correlations relate variables that
are theoretically continuous but have been measured
ordinally, which is completely applicable to the variables (the
items) under study. The matrix of polychoric correlations
and the asymptotic covariance matrix (also necessary to analyze ordinal data) were obtained with the PRELIS 2.80 program (Jöreskog & Sörbom, 2006).
The model generation phase starts by fitting the initial
model to the data using the exploratory sub-sample (the first
sub-sample) (Jöreskog & Sörbom, 1999). Then the fit of the
model is evaluated by means of a variety of goodness-of-fit
indices. First, the χ2 statistic, which Jöreskog and Sörbom
(2006) recommend to compare the degrees of freedom, is
inspected. Mueller (1996) suggests as a “rule of thumb” criterion for good fit: χ2/df <2. In addition to this ratio, several
other fit indices are used. Following recommendations by
Hu and Bentler (1999), the RMSEA, SRMR, NNFI, and
CFI are included (see Batista & Coenders, 2000, for an in-
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troduction on this topic). Typically, the initial model offers a
poor fit to data, and when this occurs, the next step is to
modify the model by identifying and modifying the hypotheses that are not supported by the data. These hypotheses are
often related to items that do not load significantly in the
expected factor, or that load in multiple factors instead of
only one, or that would have a higher loading in a different
factor. Sometimes the factors are responsible for the misfit:
a single factor that splits into two or, on the contrary, two
factors that in the end perform better if they are collapsed
into only one factor. Confirmatory factor analysis provides
us with information about which of these aspects are responsible for the model misfit, and it allows us to re-specify
the model in that direction (deleting those items that do not
load as expected, or constraining factors that correlate too
high, etc). Briefly, each parameter estimated in a CFA is followed by its “t value”; that is, each factor loading, each correlation between two factors, and so on, is accompanied by
an estimation of the probability of that parameter being zero
in the corresponding population. We are then able to identify and delete any items that do not load significantly in the
intended factor, thus producing post hoc modifications. Furthermore, these modifications can occur in the opposite
way. Those factors loadings that had been fixed at zero (because the authors hypothesize that the corresponding items
do not load on these factors) are provided with a modification index that shows how the model fit would improve if
this particular parameter were freely estimated (Jöreskog &
Sörbom, 1981). In the end, this phase of the process uses
the results from the initial model fit to formulate a better
model which, in turn, is then re-specified and tested. The
procedure is repeated with as many iterations as necessary
until the resulting model presents a satisfactory fit to the data.
The second stage of the cross-validation design consists
of trying to replicate the good fit of the re-specified model
in another independent sample: the validation sub-sample
(the second sub-sample). This second phase has a strictly
confirmatory orientation, evaluating the fit of the respecified model in this new sample (see Coenders, Batista
Foguet, & Saris, 2005, for more detais on this topic)..
Results
As would be expected, the initial model did not present
an adequate fit to the data. This model, which stated which
of the 32 original items loaded in the Adaptive Personality
Characteristics factor and which loaded in the Non- Adaptive Personality Characteristics factor, was quite close to
some of the required values. For example, the NNFI and
CFI require values equal to or greater than .95, (Hu &
Bentler, 1999), while the values offered by this model were
.945 and .949, respectively. In contrast, the SRMR and
RMSEA require values below .05 (Hu & Bentler, 1999), and
the values offered by this model were .10 and .09, respectively. At first glance, the results suggest that the model
anales de psicología, 2013, vol. 29, nº 2 (mayo)

474

Amparo Gómez-Artiga et al.

would not improve much if we eliminated one or more of
the parameters of the initial model, because all of their estimates were statistically significant. However, a detailed analysis of these estimations revealed that some of the factor
loadings estimated were indeed statistically significant, but
clearly too low to be relevant. Increases in sample size are
known to increase statistical power, the probability of detecting even small effect sizes (small factor loadings).
Moreover, in some cases small effect sizes may be statistically significant but practically irrelevant (Cohen, 1988). We are
interested in the evaluation of a factor’s practical relevance
in explaining or producing variability in the subjects’ responses to a certain item. In this case, the effect size equals
the square of the factor loading (λ2), and can be translated
into the proportion of variance accounted for by the factor
in the item (see Bollen, 1989). This proportion is also referred to as the reliability of the item in measuring the factor
(Bollen, 1989). Although there is no clear cut-off value for
this proportion of variance, it is recommended that it be
large, according to some authors even above 50% (λ2=.50
which implies λ<.70, a value that is certainly high) (Lévy
Mangig, 1999). Taking all these arguments into account, together with the content of the items, we decided to delete
the items that presented a percentage of variance explained
by the corresponding factor below 25% (λ2=.25 which implies λ<.50, a moderate value). Twelve items were eliminated
after applying this criterion: items 6, 8, 17, 20, 22, 23, 24, 25,
28, 30 and 32. The next step was to re-specify the initial
model by eliminating these 12 items, and contrast it again in
the experimental sub-sample. This new model proposed that
the “Adaptive Personality Characteristics” factor would be
defined by items 2, 3, 4, 7, 11, 14, 15, 18 and 23, while the
“Non- Adaptive Personality” factor would be defined by
items 16, 1, 9, 10, 26, 5, 12, 19, 27, 31 and 21. The fit indices
produced by this re-specified (optimized) model leave no
room for doubt: the model now presents a satisfactory fit
(see table 1). The RMSEA confidence interval has an inferior limit below .05, which indicates that the mean quadratic
error of approximation is in an acceptable range (Hu &
Bentler, 1999). The non-normed fit indices (NNFI) and
compared fit indices (CFI) are above the value of .95 (Hu &
Bentler, 1999), indicating a good fit, and the standardized
root mean square residual (SRMR) has a value of .061, clearly inferior to .08, which also indicates an acceptable fit
(Brown & Cudeck, 1993; Gonzalez-Roma & Lloret, 1998) (it
would have been better if it had been less than .05). In sum,
the proposed model for the two scales formed by the 20
items analyzed presents a good fit to the data.
The next step is to interpret the estimations of the factor
loadings obtained, as well as the estimated correlation between the two factors. All of the factor loadings were statistically significant (p<.000) (See appendix A to view the content of the items and the magnitude of the factor loadings).
The correlation between the two factors was even higher
than expected (r =-.735, p<.000). The size of the correlation
suggests that in reality there may be only one factor explainanales de psicología, 2013, vol. 29, nº 2 (mayo)

ing the subjects’ responses to the 20 items, so that we went
on to examine this possibility by formulating a model with
only one factor. This model presented a significantly worse fit
than the two-factor model (2=458.86, 1df, p<.000), which
means that the initial two-factor structure fits the data better
than the one-factor structure1;2that is, although closely related, both factors are necessary in order to adequately explain
the structure of this questionnaire. This last analysis ended
the “model generation” phase.
Table 1. Indicators of goodness of fit of the re-specified model in each
sample.

Explor. M.
Validat. M.

df RMSEA (90% CI) NNFI CFI SRMR
2
629.22 169 .055
(.051-.060) .971 .974 .061
666.42 169 .061
(.057-.066) .964 .968 .062

As mentioned in the analysis section, the “model validation” phase that follows the model-generation phase employs a strictly confirmatory approach. The purpose of this
phase is to contrast the modified model obtained in the previous phase in an independent sample (the validation sub-sample), so
that we can test whether this model also fits other data sets.
Thus, we tested the two-factor model in the validation subsample. Table 1 shows the results of the fit indicators, which
reveal a slight reduction in the fit indices of the model in this
sample compared to those of the exploratory sample. Even
so, the fit in this sample was also satisfactory (Cheung, &
Rensvold, 2002).
Discussion
Study 1 was based on a preliminary study in which an
exploratory factorial analysis was carried out of the initial
version of the AVPQ instrument (Gómez-Artiga et al.
2006). The results obtained in the preliminary study indicated two separate, although related, subscales in the questionnaire: Adaptive Personality Characteristics (AC subscale)
with 17 items and Non- Adaptive Personality Characteristics
(NAC subscale) with 15 items. The present study extends
the previous one in that it uses a confirmatory strategy
(through a set of confirmatory factor analyses), on the one
hand, and a cross-validation design, on the other. The results
obtained confirm the two-factor structure (AC and NAC),
although 12 of the initially proposed items had to be eliminated.
The final configuration of the AVPQ questionnaire is
the following: the Adaptive Personality Characteristics subscale is defined by items 2, 3, 4, 7, 11, 14, 15, 18, and 23; and
the Non-Adaptive Personality Characteristics subscale is defined by items 16, 1, 9, 10, 26, 5, 12, 19, 27, 31 and 21.
Therefore, an adaptive vocational personality would be defined by: persistence in objectives and tasks, empathy, perception of
self-efficacy, initiative and positive thinking, innovation, and appropriAs the one-factor model is nested in the two-factor model, the increase in
2 produced by the nested model indicates whether its fit is significantly
worse than that of the previous model (Bollen, 1989).
12
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ate management of motives, emotions and conflictive impulses; while a
non-adaptive vocational personality would include characteristics such as low tolerance to frustration, fear of failure, lack of flexibility toward changes, expectations of negative self-efficacy, low efficiency
in self-control and stress management, negative thinking, fear of facing
new challenges, lack of assertiveness and lack of persistence.

Study 2: AVP Questionnaire: Reliability, Criterion
Validity and Norms
Once the dimensionality of the AVP questionnaire had been
clarified, it was time to evaluate the quality of the remaining
psychometric proprieties, namely, the reliability and criterion
validity of the questionnaire and the subscales. The aim of
this second study is to evaluate these other aspects of the
questionnaire.
In addition, the scoring of the questionnaire and the
norms required for the correct interpretation of the scores
will be presented. One way to derive meaning from test
scores is to view them in the context of the scores of the
normative sample, using a norm-referenced interpretation of
test scores. This study uses the sample of 2170 participants
as the normative sample, and it presents the norms (standard
scores and/or percentiles) for the interpretation of the
scores.
Method
Participants
The participants in this study are the 2170 Spanish university students mentioned in study 1. Of them, 33.9% were
men and 66% women. Mean age was 23. 05 (SD= 3.18). The
students come from 13 universities in Spain: Valencia
17.3%, Castellón 6.4%, Alicante 2.5%, Barcelona 6.9%, La
Laguna 22.9%, Oviedo 5.3%, Conservatory of Aragón 0.6%,
Extremadura 11.2%, Almería 10.4%, Las Palmas 2.9%, Valladolid 9.3%. These students were enrolled in a total of 93
different degree programs that cover almost the entire university spectrum (engineering, humanities, social sciences,
health sciences…). Each of these degree programs represented a small percentage of the total sample. For example,
the largest participation was 5.9%, and it corresponded to
the “Business Administration” degree. The norms were also
obtained by employing this sample as the normative sample.
Measures
The Adaptive Vocational Personality Questionnaire (AVPQ).The adaptive vocational personality questionnaire AVPQ, in
its final version, was composed of 20 items grouped in two
subscales: Adaptive Personality Characteristics (AC) with 9
items and Non- Adaptive Personality Characteristics (NAC)
with 11 items (see appendix B). The response scale offers
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four response options ranging from 1. Completely disagree
to 4. Completely agree.
Job Search Skills Scale.- The Job Search Skills Scale: JSS
(Martínez, et al. 2005) consists of 14 items. Some examples
of the items are the following. “I have planned what I am going
to do to get the job I want”, “I feel capable of having a good job interview”, “I know how to analyze job offers and realistically relate them
to my possibilities”. Subjects respond on a graduated response
scale where they indicate their degree of agreement with the
statement. The response options are: 1= Not at all, 2 =
Somewhat, and 3= Completely agree. As recommended, we
tested the psychometric properties of this scale in our sample. The results were satisfactory: the exploratory factorial
analysis of this scale revealed a one-dimensional structure in
which the main factor explains 28% of the total variance.
The Cronbach’s alpha for the scale was .833.
The Job-search Skills Scale is an indicator of success and
career adaptability (Ballout, 2007; Koen, Klehe, Van Vianen,
Zikic & Nauta, 2009).
Procedure
See study one.
Analyses
First, scores were calculated for each subscale, AC and
NAC, as well as for the total questionnaire, AVP. The response scale for all the items presents four alternatives: A.
exactly my case; B. quite similar; C. different from my case;
D. the opposite of my case. The correction key is the following: each A response receives 4 points; each B response receives 3 points; each C response receives 2 points; and each
D response receives 1 point. We then calculated the scores
on each of the two subscales as the sum of the scores on
each of its items, according to the correction key. A high
score on the Adaptive Personality Characteristics scale indicates that the subject identifies with the Adaptive Personality
Characteristics described in the scale. In the same way, a
high score on the Non- Adaptive Personality Characteristics
scale indicates that the subject identifies with the non- Adaptive Personality Characteristics described in this scale. We also calculated the total inverted score on the Non- Adaptive
Personality Characteristics scale. In this case, we inverted the
correction key, so that a high score would indicate that the
subject does not identify with these non- Adaptive Personality Characteristics. Finally, we calculated the score on the
AVP questionnaire, in order to reflect each subject’s behaviors through a single indicator. We obtained this global score
by averaging the score on the Adaptive Personality Characteristics scale and the inverted score on the Non- Adaptive
Personality Characteristics scale. Means and standard deviations were obtained for all three scales.
The internal consistency of the AC and NAC subscales
and the complete questionnaire, AVP, was evaluated by
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means of the Cronbach’s alpha coefficient using the statistical packet SPSS 17.0 (2008).
On the other hand, traditional criterion validity, more recently called external evidence of test score validity (Standards for educational and psychological testing, 1999), was evaluated
using hierarchical regression techniques2.3As mentioned
above, the criterion variable of job search skills was obtained
based on the score on the Job Search Skills scale (JSS). The
predictor variables were the scores on each of the two subscales, Adaptive Personality Characteristics and Non- Adaptive Personality Characteristics, and the score on the Adaptive Vocational Personality questionnaire.
Finally, we went on to construct the norms that make it
possible to interpret these scores. For this purpose, we determined whether the scores on each scale (AC, NAC and
AVP) followed a normal distribution by performing the
Kolmogorov-Smirnov test. If this were the case, we would
obtain the norms by transforming the direct scores into
standard scores, with the advantages of normal distribution
properties; if not, we would obtain the percentile norms. All
these analyses were performed using the statistical packet
SPSS 17.0 (2008).
Results
The AC subscale presented a mean of 27.68 (SD= 3.80)
and an alpha coefficient of .760; the NAC subscale presented a mean of 21.39 (SD= 5.06) and an alpha of .812; finally,
the AVB scale presented a mean of 60.91 (SD= 7.97) and an
alpha coefficient of .861.
Table 2 shows the results of the regression analysis. As
can be observed, both scales have a significant effect on the
criterion variable; that is, the scores on the AC scale (β=.311,
p<.00) and the NAC scale (β=-.156, p<.00) significantly predict, and in the expected direction, the subjects’ job search
skills as measured by the criterion variable JSS. It should be
highlighted that the effect of the AC scale is much greater
than that of the NAC scale. Together, the two types of behaviors predict 19% of the variability in the job search skills
variable. It is also worth noting that the age of the subjects
in the sample also shows a significant effect on the perception of job search skills, as common sense would dictate.
Table 2. Results of the Hierarchical Regression Analysis. Criterion variable:
JSS scale.

Sex
Age
AC
NAC
R2
R2
AVP
R2

Step 1
-.006
.083**
.011**
.011**
0.11**

Step 2
.006
.083**
.311**
-.156**
.190**
.179**
0.412**
0.183**

**p<.001
Note: The data satisfy the assumptions of normality and homoscedasticity of the errors.
23

We controlled the usual demographic variables: age and sex.
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The results shown in table 2 also reveal that there is
hardly any difference in the usefulness of the AVP scale
score compared to using the scores on each scale (AC and
NAC) separately. With regard to the explained variance of
the criterion variable, the difference between the two arrangements is small: the two separate scales explain 18.2%,
and a single combined score, 18.9%. The standardized regression coefficients, AC (β=.311, p<.00), NAC (β=-.156, p
<.00) and AVP (β=.412, p <.00), highlight the simplicity of
using the single global score.
Finally, we focused on the interpretation of the scores.
First, we tested whether the raw-score distribution of all the
scales approached the normal distribution. We did this prior
to transforming raw-scores into standard scores because,
contrary to popular belief, not all standard scores have a
normal distribution (Allen & Yen, 1979). If the raw scores
are skewed or bimodal, the standard-score distribution will
have these same properties; that is, it will not have the properties of a normal distribution. In that case, transforming
raw-scores into percentiles has been recommended instead.
As we mentioned earlier, we tested the normality of the rawscore distributions by employing the one-sample
Kolomorov-Smirnov test. The results indicated that neither
the scores on the Adaptive Personality Characteristics scale
(AC) (z K-S= 3.41, p<.000), nor the scores on the NonAdaptive Personality Characteristics scale (NAC) (z K-S=
3.34, p<.000), nor the scores on the Adaptive Vocational
Personality questionnaire (AVP) (z K-S= 2.34, p<.000) follow a normal distribution, so that we proceeded to transform the raw-scores into percentiles (see appendix C).
Discussion
The main purpose of study 2 was to evaluate the psychometric properties of the Adaptive Vocational Personality
Questionnaire (AVPQ) (Reliability and Criterion Validity),
while offering guidelines for using and interpreting its scores
in the most useful and simplest way possible.
Regarding reliability, we can now conclude that the internal consistency of both scales was satisfactory: the AC
scale presented an alpha coefficient of .760, the NAC scale
presented an alpha of .812, and the AVP questionnaire presented an alpha of .860.
Regarding the criterion validity of the scales, we analyzed
the capacity of the questionnaire to predict the proactive behavior of searching for a job, which we evaluated with the JSS
scale. The results of the hierarchical regression analyses indicate that the AVP questionnaire (combining the AC and
NAC scales) explains a significant portion (18.9 %, p<.00) of
the individual differences in the job search skills variable.
These results show that combining the two scales into a
global scale is as effective as using the score on each scale
separately, but much easier to interpret, so that we recommend the global score. We also offer the correction keys and
the calculation procedures for the different scores, as well as
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the corresponding norms in percentiles, so that any of the
three scores can be interpreted using the sample in this study
as a normative sample.
For a correct interpretation of the results of the present
study, it is necessary to consider its limitations. One of them
is probably the representativeness of the study sample. The
students participated in the study voluntarily; however, the
sample selection was random, in order to make sure that the
sample would represent the population studied; thus, the
sample was an incidental one. For this reason, we must be
cautious when generalizing the results. Another limitation of
this study has to do with the transversal design proposed, as
a longitudinal design would allow us to obtain information
about possible changes in the relations between the two personality factors and the proactive job search behavior as the
students advance on their vocational and/or professional
paths. On the other hand, it should be pointed out that the
variables were measured using self-report questionnaires,
with their corresponding limitations.
Although the main purpose of this study was the factorial validity of the questionnaire, we also analyzed the criterion
validity, using the job-search skills variable evaluated by the
Job Search Skills scale (JSS). Although the results indicate
that there is a significant relationship between the two dimensions of the questionnaire and the criterion variable, further studies would be necessary for the external validation of
the instrument.

Final conclusion for Studies 1 and 2
Definitively, this new version of the Adaptive Vocational
Personality Questionnaire appears to be a good tool for
studying the vocational behavior of university students, thus
satisfying the need for instruments that help us to perform
university vocational counseling processes.
Likewise, this new version improves the psychometric
properties of the original questionnaire while reducing the
number of items, thus facilitating its application, and it presents the necessary norms for its correct interpretation.
Practical implications

In spite of its limitations, this study adds new data to
previous studies about personality characteristics and their
relations with subjects’ vocational behavior. It provides an
instrument that evaluates the personality variables associated
with efficient vocational behavior. The questionnaire was
validated by means of rigorous statistical analyses with regard to the methodology used, and this was possible due to
the large number of subjects who participated in the study.
The novelty is that it is adapted to the vocational ambit and
directed toward university students. Therefore, it responds
to an important need highlighted by some authors who
study variables that characterize the adaptive personality in
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the field of vocational counseling (Castaño, 1995; Martín del
Buey et al. 2008; Tokar, Fischer & Subich, 1998).
In addition, the assumption that the use of proactive job
search behaviors by university students trying to enter the
job market is related to displaying an adaptive vocational
personality facilitates the design of vocational counseling interventions to improve the repertoires of adaptive behaviors
in the changing and complex environment of present-day
university students.
For this reason, we think the AVPQ can be quite useful,
as it helps to detect imbalances between personality characteristics and the development of students’ vocational careers,
making it possible to propose appropriate intervention programs to strengthen subjects’ adaptive personality characteristics and inhibit their non-adaptive characteristics, thus favoring their success and entrance into the job market.
Future research

Although the AVPQ seems to be an efficient tool for
studying students’ vocational behavior, more studies are
needed to analyze the relationship between personality characteristics and vocational career development. The AVPQ
facilitates this type of studies, and the study presented here
indicates that this instrument meets the necessary psychometric requirements.
Given that in this study a relationship has also been
shown between characteristics that define the adaptive vocational personality evaluated with our questionnaire and proactive job search behaviors, it would be useful to carry out
new studies to analyze this relationship. Such studies would
be relevant for designing possible interventions to be used in
students’ vocational guidance.
It would also be quite interesting to test the construct validity of the Adaptive Vocational Personality Questionnaire,
correlating the scores obtained on this instrument with those
stemming from the application of other instruments that
evaluate similar personality characteristics. Given that the
five-factor personality model (Costa and McCrae, 1985,
1992; Goldberg, 1990) is one of the instruments most-widely
utilized by personality researchers (Boudreau, Boswell &
Judge, 2001; Mount & Barrick, 1995; Seibert & Kraimer,
2001; Tokar et al. 1998; Wille, De Fruyt & Feys, 2010), it
would be advisable in future studies to try to contrast the
personality characteristics derived from the AVPQ and
those included in this five-factor model.
Note.- This study is located within the framework of an interuniversity research project, subsidized by the Spanish Ministry of
Science and Technology, “Vocational behavior and professional
counseling of university students: Computer protocol for preprofessional self-help”, (I+D BS02001-3150), whose purpose is to
provide scientific knowledge about vocational and pre-professional
behavior of university students.
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Appendix A. Initial Adaptive Vocational Personality Questionnaire.

NºSTATEMENTS

F.
AB
1 It’s not worth it to try hard; no matter what I do, it will be very difficult for me to find a job doing what I like.
---2 When I set out to do something, I keep trying even if I don’t succeed at first.
.563
3 When I make decisions, I tend to trust in my own ideas and ways of doing things.
.644
4 I feel sure of my ability to get the job I intend to have.
.713
5 I am afraid I won’t reach the goals I’ve set for myself.
---6 My concentration suffers when something gets complicated.
---7 When I face a difficult challenge, I usually focus on the positive aspects of the situation and avoid thinking about .584
the possibility of failure.
8 I set objectives that I don’t always keep.
---9 When someone criticizes me harshly, I think I’m not worth anything, that I do everything wrong.
---10 I feel overwhelmed by fear, anxiety and a deep personal discomfort when I face some type of change.
---11 I can reach the professional objectives I have set for myself.
.700
12 Finishing my studies makes me feel anxious and fearful that I am not capable of fitting in at work.
---13 When someone treats me badly, I let him or her know how I feel, directly, without being pushy and recognizing his or her ---right to explain.
14 When problems get worse, I find new strength.
.591
15 When I have to deal with something or go through a disagreeable situation, I prefer to act instead of sitting there .591
thinking about it and complaining about the situation.
16 I feel bad because I change my plans too much.
---17 When I relate to someone, I try to notice his or her gestures, tone of voice… to anticipate and better understand the situa- ---tion.
18 When I face a task, I know what my resources, abilities and limitations are.
.500
19 If I don’t get the job I want, I will be a failure.
---20 I worry about things I can’t control.
---21 When I have to express or defend what I think and my idea contrasts with that of other people, I hesitate and de- ---cide not to say anything.
22 When I have to do a task I don’t like, I first think about possible ways to do it and then I get it done as soon as possible.
---23 When I have to do something important, I usually try hard and maintain the activity to the end.
.549
24 In resolving a problem or doing a task, I like to follow rules already defined by others.
---25 When I have to express my opinion about a topic that is important to me, and it might bother someone else, I try to be as ---clear and concise as possible without being overbearing or interrupting others, but with firmness.
26 I think I am useless.
---27 I feel bad when I think about having to look for a job.
.604
28 If obstacles arise that keep me from achieving the objectives in the expected time periods, I analyze whether this is due to ---events beyond my control and try to control them in order to achieve what I have proposed.
29 My classmates usually tell me their problems or difficulties because they recognize that I can easily put myself in their place. ---30 I like to question ideas or ways of doing things, and look for other ways to proceed.
---31 I reject difficult challenges in order to avoid the deception I feel when I don’t achieve them.
---32 When I talk to other people, I usually have a pretty good idea about how they will react.
----

F.
NAB
.536
---------.499
---------.735
.637
---.591
---------.527
------.602
---.497
------------.758
---------------.610

Note: The items that make up the final version of the questionnaire are written in bold. Columns F. AC and F. NAC correspond to the Adaptive Personality
Characteristics and Non-adaptive Personality Characteristics factors, respectively. These columns show the saturations of each item in the corresponding factor estimated by means of the CFA in the exploratory sample. These saturations do not differ significantly from those obtained in the confirmatory sample.
All of the saturations are statistically significant (p<.000).
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Appendix B. Final Adaptive Vocational Personality Questionnaire.
These statements describe behaviors and ways of thinking that people can commonly exhibit in their daily lives. Respond by circling the option A, B, C
or D that best reflects your case.
A = Exactly my case B = Very similar C = Different from my case D = The opposite

Nº STATEMENTS

Response

1*
2
3
4
5*

A
A
A
A
A

It’s not worth it to try hard; no matter what I do, it will be very difficult for me to find a job doing what I like.
When I set out to do something, I keep trying even if I don’t succeed at first.
When I make decisions, I tend to trust in my own ideas and ways of doing things.
I feel sure of my ability to get the job I intend to have.
I am afraid I won’t reach the goals I’ve set for myself.
When I face a difficult challenge, I usually focus on the positive aspects of the situation and avoid thinking about
6
the possibility of failure.
7* When someone criticizes me harshly, I think I’m not worth anything, that I do everything wrong.
8* I feel overwhelmed by fear, anxiety and a deep personal discomfort, when I face some type of change.
9 I can reach the professional objectives I have set for myself.
10* Finishing my studies makes me feel anxious and fearful that I am not capable of fitting in at work.
11 When problems get worse, I find new strength.
When I have to deal with something or go through a disagreeable situation, I prefer to act instead of sitting there
12
thinking about it and complaining about the situation.
13* I feel bad because I change my plans too much.
14 When I face a task, I know what my resources, abilities and limitations are.
15* If I don’t get the job I want, I will be a failure.
When I have to express or defend what I think and my idea contrasts with that of other people, I hesitate and decide
16*
not to say anything.
17 When I have to do something important, I usually try hard and maintain the activity to the end.
18* I think I am useless.
19* I feel bad when I think about having to look for a job.
20*When I talk to other people, I usually have a pretty good idea about how they will react.

B
B
B
B
B

C
C
C
C
C

D
D
D
D
D

A B C D
A
A
A
A
A

B
B
B
B
B

C
C
C
C
C

D
D
D
D
D

A B C D
A B C D
A B C D
A B C D
A B C D
A
A
A
A

B
B
B
B

C
C
C
C

D
D
D
D

Note: The 11 items marked with an asterisk (*) make up the Non-adaptive Behavior scale. To calculate the total score on this scale, simply follow the key A:
4, B: 3, C: 2, D: 1, and add up the points that correspond to each item. To obtain a global score, however, it is necessary to invert the response scale of the
key in this way, A: 1, B: 2, C: 3, D: 4, before obtaining the total score on the inverted scale. Then one can obtain the global score (GS) by adding the total
score on the Adaptive Behavior scale and the score on the inverted Non-adaptive Behavior scale.

Appendix C. Descriptive Statistics and Norms.

N
Mean
S. Deviation
Median
Percentiles

10
20
30
40
50
60
70
80
90

AC
2160
27.6889
3.80627
28.0000
23.0000
25.0000
26.0000
27.0000
28.0000
29.0000
30.0000
31.0000
33.0000

NAC
2160
21.3986
5.06520
21.0000
15.0000
17.0000
19.0000
20.0000
21.0000
22.0000
24.0000
26.0000
28.0000

AVP
2160
60.9176
7.97830
61.0000
50.0000
55.0000
57.0000
59.0000
61.0000
63.0000
65.7000
68.0000
71.0000
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