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Harrison Career Assessment: Pilot Project 

By Anne Sandberg, HA MD / August 2014 

 

Introduction 

Many of us in the Harrison Assessments distributor network seek entry to the educational world so that the Harrison 

Career system can be used more widely with teens and young adults who are struggling with significant life / career 

choices. Educational institutions (e.g. public and private high schools, trade schools, community colleges and 

universities) have proved to be difficult to engage despite what seems obvious to us in the network is the obvious 

superiority of the HA Career system over other career assessment systems. There are probably many reasons why 

educational leaders and career counselors are so very difficult to interest in the HA Career system: tradition, change-

resistance, price-point, etc. Many of us in HA network have approached educators and others about HA Careers and 

have generally made quite limited progress. We believe that if given the chance, HA Careers could revolutionize the 

career planning and development world and become the “gold standard” for youth and others looking to find 

meaningful, satisfying work. For this reason, we organized an HA Careers pilot with a promising program described 

below to gain further experience in the public education world. This report attempts to outline how that project was 

undertaken so that others can perhaps benefit from the experience and HA Careers can attain wider acceptance and 

exposure in the future. 

Sponsoring Organization, International Trade Education Programs (ITEP) 

International Trade Education Programs, Inc. (ITEP) is a Southern California non-profit organization. ITEP partners with 

ports, transportation, logistics, and related industries and prepares high school students for diverse career opportunities 

in high-growth job sectors. ITEP develops innovative programs that integrate internships and career mentoring with the 

curriculum of high schools throughout Southern California. Volunteers from local businesses offer students the insights, 

skills, and confidence to thrive in the growing economy. Students build context between their studies and the real world 

through hands-on learning and carry that experience with them into the workplace. 

ITEP Summer Internship Program 

ITEP sponsors about students from six Los Angeles area high schools for paid summer internships in the South Bay / 

Harbor areas of the city. Interns work for pay, part-time, Monday through Thurs. and get together every Friday during 

that period in a half-day classroom setting to network and learn essential business skills with ITEP staff and business 

leaders from the community. At the next-to-last Friday session, the students were introduced to the Harrison Career 

Development System (Appendix 1: Introduction to Harrison Careers) and invited to take the questionnaire for no charge 

over the following week. At the last Friday meeting the students received their personalized report set and Anne 

http://www.itepinc.org/
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Sandberg, HA MD, presented for a one-hour debrief session (Appendix III: Harrison Careers debrief presentation) 

walking through how to read the reports, key take-aways, etc. so that the session was highly practical in nature.  

Design and Delivery 

ITEP staff sent out the links to the students to take the questionnaire. Of the 96 students in the program, about 70 of 

them completed the questionnaire. Full Career Reports were run for these students including Career Options (for all 

education levels, at about the 80% suitability score), Career Development, Your Greatest Strengths, and Career 

Enjoyment Analysis. One career was selected for each student on the basis of a high score and a modest career goal, 

most at the 2 years of college (AA degree) level so that completion was not overwhelming and could be seen as “do-

able.” The average length of each students’ report was 20 pages. ITEP printed individual reports for students at their 

own expense.  The reports were handed out at the weekly meeting and discussed over a one-hour presentation. 

What can we learn from this Career Pilot? 

1. Set up is important. We are impressed with the consistency scores achieved in this pilot of 16 year-olds of quite 

average academic performance and moderate to lower socio-economic background. The average consistency 

score achieved was 88.5% and only 7 participants had consistency scores below 80%; of those, only 1 had a very 

low consistency score (49.2%) that preventing running her report. We believe that high consistency was 

achieved by providing explicit instructions prior to administration (see (Appendix 1: Introduction to Harrison 

Careers) stressing the purpose of the exercise and how to approach taking the questionnaire. 

2. Suitability matching achievable with teens. We selected a job match for each participate that was high (i.e. over 

80%) and also modest in terms of educational requirements. Though we ran the Career Options reports at all 

educational levels so that the students could see what they might be suitable for at the degreed and advanced 

degreed levels, we focused on selecting a job match for them at a moderate educational level: 6-18 months of 

training or 2 years of education (i.e. trade school certification, apprenticeships, community colleges degrees, 

etc.) so that shorter-term, quite achievable goals could be visualized and set for each person. The average 

suitability score for the group given this method of job matching was 87%. Even though teens are far from fully 

formed, we felt that participants got good information about their own, personal/professional suitability that 

could be used as a springboard for further discovery with guidance counselors, parents and other educational 

professionals.  

3. Variety of results: We were surprised at the wide variety of job matches that resulted from this exercise given 

that the group was quite homogeneous in that these were 16 year-olds from roughly the same neighborhoods 

and schools and many of the same cultural background and experience (Appendix II: Results, see column B). The 

variety of job matches across the group show the enormous variability of individuals and also show that the 

instrument can indeed discriminate individual preferences at a granular level. 

4. Debriefing is also critical. Participants received their own printed report at the Friday meeting and Sandberg 

walked through each report with the group (Appendix III: Harrison Careers debrief presentation) drawing 

attention to useful aspects of each and correcting misperceptions. We encouraged discussion and sharing of 

results to ensure clarity and understanding. The following were some of the highlights related to each report: 

a. Career Options: Discussion of consistency, explanation of eligibility vs. suitability (e.g. if Musician was 

listed as a strong match that does not mean you have the technical proficiency to succeed at this career, 

etc.), educational levels, etc. 

b. Career Development: Walk-through of each section, calling for examples of high and low results with the 

group (i.e. interactive debrief). Stressed the importance of learning about low preference as a key to 

either avoidance or the possible need to develop some areas as key to larger, long-term goals (e.g. if you 
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think you want to be a counselor and your report shows some interpersonal difficulties then you might 

want to focus on the areas that might hold you back from achieving your goals with improvement plans, 

etc.). 

c. Your Greatest Strengths: This report highlighted the unique strengths and talents of each participant, 

building self-esteem and awareness of how one’s personal power and gifts can cross-over and apply to 

the work world. Students were encouraged to reflect upon their results and weave the material into 

their resumes and interview preparation efforts. The students reacted very positively to seeing their 

strengths portrayed in this fashion. 

d. Career Enjoyment Analysis: Participants varied in their response to the job match that was selected for 

them. Some were not surprised and others were completely surprised – mostly pleasantly, but not 

always. Some had never heard of the specific job they were matched with; in fact, we used the example 

of one student who was matched with the job of Electroneurodiagnostic Technician so we used this 

example to show how you can search for information about an unknown or little-known job and learn 

more about it. In this case, this particular position was discovered to be well-paying, in growth-mode 

(i.e. high demand), and there is a program to become an Electroneurodiagnostic Technician in two years 

at a local community college (Orange Coast College) nearby the students’ homes.  

Student Feedback 

The participating students were asked to provide optional feedback about this exercise which was quite positive 

(Appendix IV: Student Feedback).  

ITEP Administrators’ Feedback 

“The Harrison Assessment was introduced to the ITEP Summer Internship Program on Friday, July 18, 2014. A 

follow up workshop occurred on July 25, 2014. Choosing a career is often one of the challenges that ITEP summer 

interns (11th grade) face. The report that the students received after taking the Harrison Assessment exposed 

them to careers that they did not even know existed. The fact the students were able to read the description of 

the careers was great. No extra research had to be done on their part. It was very interesting to see that the 

report was quite accurate for the majority. One of my interns obtained an internship at a petroleum company. He 

is interested in becoming an engineer, and that is exactly what the report reported. The assessment matched him 

with a variety of engineering careers and he was very excited to see that on paper. I can’t express how grateful 

ITEP is for such an opportunity. The students gained valuable information and I know that they will be referring 

to the Harrison report when they start applying for universities. The Harrison Job Matching system is so great 

that I would like for other ITEP program managers to be able to incorporate into their programs.” – Carmen 

Tovar, ITEP Program Manager 

Generational Implications 

This exercise presented an excellent opportunity to examine some of the characteristics of this generation of teens who 

will be entering the workforce in just a few years. At the current time, little is known about this rising generation; this 

study may offer a glimpse into some of the characteristics of what is being called Generation Z by some researchers. 

Generation Z (born in the late 1990’s) is a name used for the cohort of people born after the Millennial Generation. 

There is no agreement on the exact dates of the generation with some sources starting it at the mid or late 1990s to the 

present day. This group appears to be quite a good representation of Generation Z, at least in the urban U.S. west coast 

population. 
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The newly released Harrison Engagement and Retention Analysis report was run for this group (Appendix V: Engagement 

and Retention Analysis) to examine some of their features. The highlights of this report were used to create Appendix VI:  

Guide to Employers Based on ITEP Intern Feedback (2014). This guide will be provided to the project sponsors who are 

encouraged to use it for next summer’s internship program with employers and others involved with the program 

Implications for the Future 

Some very interesting trends emerged from the study and the Engagement Analysis that may assist with proactive 

supervision of the interns on-the-job in the future. This information could be used to train other professionals involved 

with the internship program both within and outside of ITAP. 

Other recommendations could include: 

 Expand use of the Harrison for other ITEP programming 

 Use of the Harrison Career Assessment prior to intern assignment to help: 

o Placement within a specific internship or organization 

o Matching with supervisors to ensure a good fit  

o Coaching once on the job 

o Individual development planning to address weaker areas 

 Follow-up with these individuals near the end of their internship to highlight what competencies they developed 

as part of their internship, goals for the future, etc. 

 Possible use of the Harrison job-matching system by The Port of L.A. and other employers who participate in 

ITEP programs. 

Program Details and Contact 

Exploring Careers in Long Beach & Summer Internship Program, International Trade Education Programs, Inc., 3786 La 

Crescenta Ave., Suite 103, Glendale, CA 91208   www.itepinc.org 

Key contacts for this project at ITEP were: 

 Amy Grat, CEO; amygrat@itepinc.org 

 Carmen Tovar, Program Manager, Internships; carmen@itepinc.org 

In Appreciation 

Special thanks to Dr. Dan Harrison for allowing us to conduct this study without charge to the interns and ITAP and to 

Amy Grat for having the courage and vision to champion the project and take a chance on us and using a new tool that 

was previously unknown to this organization and population. Special thanks to Carmen Tovar who did a lot of the work 

involved with making this come together! With gratitude, 

Anne Sandberg, Harrison Master Distributor, Los Angeles, CA – August 2014 

annesandberg@predictsuccess.com / (310) 980-0073 

  

http://www.itepinc.org/
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mailto:annesandberg@predictsuccess.com


5 
 

Appendix I: Introduction to Harrison Careers (in Notes version; contact us for full PP deck) 

The following slides / notes were used in the first Friday session with the students to introduce them to the 

Harrison Assessment and prepare them to take the online questionnaire. Written by Anne Sandberg, 
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Appendix II: Results (Students’ names are not shown here for confidentiality reasons) 

 

ITEP Study Results, July 2014

ID Job Match Selected Educational level Score Consistency Gender

S1 Tour Guide 6-18 months 82.9 92.4 F

S2 consistency too low; not processed 49.2 F

S3 Electronics Engineering Technical 2 years of college 91.8 85.2 M

S4 Law Clerk 2 years of college 80.8 92 F

S5 Semiconductor Engineer B.A. degree 79.5 91.4 M

S6 Veterinarian Assistant 2 years of college 89.7 71.2 M

S7 Toxicologist 6-18 months of training 89.6 80.6 F

S8 Electronics Engineering Technician 6-18 months 80.8 78.2 F

S9 Microbiologist B.A. degree 91.5 93.8 M

S10 Firefighter 6-18 months 81.4 93 F

S11 Electrocardiograph Technician 6-18 months 82.7 91.6 M

S12 Special Education Teacher B.A. degree 89.5 89.2 F

S13 Youth Worker 2 years of college 91.9 94.2 F

S14 Foreign Affairs and Trade Officer B.A. degree 87.7 87.8 M

S15 Instructor - Adult Education 2 years of college 85.4 86.6 F

S16 Career Counselor 2 years of college 86.2 87.6 F

S17 Receptionist 6-18 months 81.9 86.6 F

S18 Digital IC Design Engineer B.A. degree 94 94 M

S19 Broadcast News Analyst B.A. degree 81.4 83.6 F

S20 Human Services Worker 2 years of college 91.6 93.6 F

S21 Private Child Monitor 6-18 months 96.7 94.4 F

S22 Human Services Worker 2 years of college 83 87.4 F

S23 Marketing Specialist B.A. degree 91.3 94 F

S24 Law Clerk 2 years of college 90.2 89.8 M

S25 Face-to-face Customer Service Specialist High school diploma 83.9 94.2 F

S26 Electronic Equipment Installer 6-18 months 94.8 82 F

S27 Foreign Affairs and Trade Officer B.A. degree 92.2 90.2 F

S28 Animal Trainer 2 years of college 88.3 99.4 F

S29 Property and Contract Administrator 2 years of college 90.7 98.2 F

S30 Insurance Adjustor 2 years of college 87.9 77.2 F

S31 Medical Records Technician 6-18 months of training 85.9 98.2 F

S32 Surgical Orderly 2 years of college 88.6 88.6 M

S33 Lawn Service Worker 6-18 months 81.3 97.6 F

S34 Auctioneer High school diploma 87.4 94.4 F

S35 Merchandise Appraiser 2 years of college 92.4 83.4 M

S36 Lawn Service Worker 6-18 months of training 95.6 88 F

S37 Corrective Therapist 2 years of college 87.3 87.2 F

S38 Postal - Mail Clerk 6-18 months 83.1 73.4 F

S39 Veterinarian Assistant 2 years of college 85.1 96.6 F

S40 Pet Groomer 6-18 months of training 90.2 94.2 F

S41 Laboratory Technician 2 years of college 70.5 83 F

S42 Licensed Practical Nurse 2 years of college 90.9 98.2 F

S43 Receptionist 6-18 months 78 95.4 F

S44 Sports Commentator 2 years of college 88.9 80 F

S45 Purchasing, Contract Agent B.A. degree 85.7 88.6 M

S46 Engineer - Civil B.A. degree 86.3 89.8 F

S47

Salesperson (sources customers and 

actively persuades) 6-18 months 86.1 86.2 F

S48 Internet Marketing Specialist 2 years of college 83.9 70.6 F

S49 Career Counselor 2 years of college 74.9 93.8 F

S50 Animal Caretaker 6-18 months of training 83.6 93.4 F

S51 Nursing Instructor B.A. degree 96.2 95.4 F

S52 Career Counselor 2 years of college 87.7 94.4 F

S53 Fundraiser 6-18 months 83.2 70.6 F

S54 Child Care Worker 6-18 months 81.9 95.4 M

S55 Special Education Teacher B.A. degree 83.9 89 F

S56 Artificial Breeding Technician 2 years of college 93.3 92.4 F

S57 Social Worker B.A. degree 95.4 84 F

S58 Gardener 6-18 months 89.3 85.8 F

S59 Uphosterer 6-18 months 83.1 98 F

S60 Receptionist 6-18 months 85.4 63.8 M

S61 Beauty Treatment Specialist 6-18 months 92.3 94.2 F

S62 Sports Coach 6-18 months 92.4 88.4 M

S63 Posal - Mail Clerk 6-18 months 89.8 87.8 F

S64 Surgical Orderly 2 years of college 91.2 89.6 F

S65 Private Child Monitor 6-18 months 81.3 98.4 F

S66 Electroneurodiagnostic Technologist 6-18 months of training 85.1 95.8 F

S67 Postal - Mail Clerk 6-18 months 83.8 91.4 F

S68 Salesperson for Financial Services 6-18 months 85.6 92.6 M

AVERAGE SCORE 87.0 88.5

total M 15

total F 53
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Appendix III: Harrison Careers debrief presentation (This presentation was delivered to the students in an 

interactive one-hour session by Sandberg on the second Friday when they each received their reports) 
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Appendix IV: Student Feedback 

“What I learned about myself is that I am mostly going to end up in a career where I will use the 

computer a lot and I will be marketing and advertising or as an editor of some kind of magazine and it 

is something I want to do because I feel comfortable using the computer because I am very good at 

using computers and as for being an editor, I love writing and it is something I have been wanting to do 

since I was little.” 

“What surprised me was that I never knew what an Internet Marketing Specialist was, When I found 

out, I thought it was something that I would really want to do.” 

“I will use this information in the future so when I go to college and decide what major to study and 

what field I want to go into, I can always refer back to my results. It is a very helpful survey and I am 

glad it was offered to me to take because it is very helpful for college. 

“The information was pretty accurate where as I remembered what I have always wanted for my own 

future and it allowed me to look at other careers which I hadn't even know existed. As for what I 

learned about myself, I had never really understood the importance in making myself happy or thinking 

about what I really felt towards my work... the test allowed me to view my own feelings with utmost 

importance along with others in order for everyone to truly be happy together. Lastly, I was astonished 

with the jobs that where recommended for myself because I had not known that there where so many 

fields of work that allowed a person to do what they loved and to still gain a high level career.” 

“My report was pretty accurate; actually it actually touched everything I wanted to study for and pretty 

much summed up my interests. What I learn about myself is that I have a low self-esteem although, I 

have a strong intention to improve myself. Something that was surprising is how this assessment 

summed up who I am in words I myself couldn't describe. I will use this information for future interviews 

and I'll let it be a guide on paths I will soon take in life.” 

”The report reflected most of my qualities with some surprising results that gave me a clearer idea of 

myself. Most of the career/jobs listed in the report was similar to the career that I had in mind. I learned 

that the most inappropriate career for me would be in Sales, which made sense to me since I don't like 

any aspect of a career in selling. The results reported that I moderately enjoy influencing others and one 

of the ideal jobs for me was an acupuncturist. I will use this information to better present myself to 

potential employers as well as to confirm my understanding of myself.” 
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Appendix V: Engagement and Retention Analysis (full report available upon request as a PDF) 
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Appendix VI: Guide to Employers Based on ITEP Intern Feedback (2014) 

(Strength column: ++ strongly wants; + somewhat strongly wants; - less important) 

On Professional Development Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

++ Lots of career development 
opportunities 

Provide many career development opportunities for them. 

++ Clear goals to pursue Take time to discuss each students’ career goals (or goals for the 
internship) and develop a clear understanding of what they want to 
get out of the experience and achieve in the assignment; record this 
and refer to it often as motivation. 

+ To develop new competencies Make sure interns understand that they can and should develop new 
competencies; they need to work as hard on improvement and 
development as the employer does in providing these opportunities; 
this is a two-way street. 

++ Information about career 
advancement 

Provide information about advancement opportunities and career 
pathing and what is needed to achieve specific kinds of full-time jobs 
and advancement. 

+ Moderate (rather than very 
difficult) challenges 

If you want them to accomplish challenging or difficult work, it is 
best to show how it links to getting a job and advancement in the 
future. Explain how new skills lead to obtaining full-time jobs. 

 

On Appreciation Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

+ To receive appreciation Public appreciation less important than private; it may be best for 
supervisors to regularly meet with interns one-on-one and express 
appreciation along with feedback about performance. 

+ Recognition When recognizing an intern, find ways to do so by acknowledging 
their specific, individual strengths and capabilities. 

+ To express warmth and empathy Interns are only moderately effusive in expressing warmth; that is, 
they are reasonably caring about people in the workplace which is 
how they should be treated (i.e. in a caring way, but still with some 
distance; professionally). 

+ Their opinions considered and 
valued  

Supervisors should take some time to listen to, acknowledge and 
encourage interns to express their opinions and gain confidence 
about speaking up with their views. 

+ To collaborate with others Provide opportunities for interns to collaborate with others when 
making decisions; be receptive and encouraging of collaborating 
with others when working.  
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On Renumeration Expectations (less relevant given the internship structure) 

Strength This Group Wants … Employer/Supervisor consider / supply … 

+ To earn higher pay levels Carefully explain how higher pay can be achieved. 

+ Recognition When recognizing an intern, find ways to do so by acknowledging 
their specific, individual strengths and capabilities. 

+ Clear goals This group wants quite clear and specific goals outlined for them; try 
to be clear and direct when communicating expectations and 
targets; they are motivated by knowing exactly what is expected of 
them. 

- Quick pay increases  This group understands and accepts that this not appropriate at this 
time. 

++ To take initiative and work hard Provide opportunities for interns to take the initiative on their own 
to go above and beyond expectations; be sure the be clear about the 
limits of their authority so they know what the can and cannot do; 
don’t hesitate to expect high performance.  

On Communication Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

+ Relatively frank communication 
from others 

Interns want frank and direct communication from their supervisor; 
when giving feedback, do so in a straightforward manner. 

+ To communicate rather frankly 
themselves 

Interns want to feel free to ask questions with directness and 
forthrightly; they need to feel comfortable communicating without 
undue sensitivity and tact; make sure they know they can talk with 
you frankly and you won’t be offended. 

- Lower levels of diplomacy than 
frankness from others 

Be clear, concise and direct with them more than tactful and 
diplomatic; they value the direct approach more because it clarifies 
expectations and lets them know where they stand. 

+ To communicate diplomatically 
with others only some of the time 

Interns are capable of being diplomatic, but this is less important to 
them than directness; they appreciate frankness as the primary 
communication style. Be direct with them. 

On Authority Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

+ Some opportunity to work 
autonomously 

Give them the occasional chance to work independently; they are 
likely to do well with this as long as they know the parameters 
because they have high initiative. 

++ The chance to use their initiative Again, they are willing to accept responsibility for taking action on 
their own to make things happen with reasonable guidance. 

+ Some chance for leadership  Delegate tasks to them that will allow them to stretch a little and 
demonstrate personal leadership. 

- Structure place on them by the 
job/organization 

They want and accept that they need to work within a structured 
environment; give them structure and they will thrive. 
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On Personal Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

- Limited detailed information 
about the organization  

There is no need to supply them with highly detailed 
information about the organization; they are there for 
professional development and that is their primary focus. 

+ To work for a capable leader It is important that interns match up with their supervisors; 
these students will respect and work hard for someone they 
admire and lives up to their expectations. 

- Little to no help with personal 
help from their supervisor 

Keep it professional; they have their own networks / sources 
to help them with their personal lives. 

++ Stable employment (eventually) They value job stability and are looking for stable employment 
and are good bets for long-term retention with the right 
employer. 

 

On Social Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

+ Some social opportunities 
related to work 

They have a moderate desire to have social interaction at 
work; they are more serious about learning and taking the 
initiative than using work as a social outlet. 

+ To organize some of their own 
social opportunities 

This group is moderately outgoing which means that they are 
capable of arranging many of their own social events; there is 
no need to over-arrange social events for them. 

 

On Work Life Balance Expectations … 

Strength This Group Wants … Employer/Supervisor consider / supply … 

- Focus to be more on work than 
on work/life balance and 
personal flexibility. 

This group is not as concerned about making time for their 
private lives at this point; they are willing to put work at the 
center of their internship. 

+ Moderately relaxed and 
somewhat stressed 

They are not particularly relaxed and easy-going; they tend to 
take work quite seriously and may experience stress if they 
don’t know where they stand or how they are performing. 

- Not able to handle a great deal 
of pressure (yet) 

They are not used to dealing with tight schedules and 
deadlines yet, so give them some coaching, guidance and 
advanced warning so that pressure is minimized. 

 


