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ABSTRACT 

Career choice is the most important event in an individual’s life. A youth's mind is full of 

aspirations about his career. It is influenced by various perceptions gathered over the years 

where career decision self-efficacy of individual plays a major role. The current study makes 

a sincere effort to identify the importance of career decision self-efficacy of the aspirants in 

connection with getting selected in defence forces. The selection categories namely screen-

out, non-recommended, and recommended are identified on basis of the 15 qualities essential 

to be an officer in Armed forces. A total of Total sample of 408 (204 male and 204 female) 

wa randomly collected from the candidates who appeared for SSB at Bhopal and Allahabad. 

The respondents selected in this study were screened into two groups on the basis of the last 

day results of experts in terms of “Recommended” and “Not Recommended” on desirable 

psychological parameters associated with the desirable traits pertaining to be an Army 

Officer. These traits were to be tested by social scientists so as to affirm whether the requisite 

qualities to be an Army officer is possessed by the aspirants called for the interview or not. 

All the respondents were asked to respond on Career Decision Self-Efficacy Scale- Short 

Form is developed by Betz and Taylor (1996). For career decision self-efficacy gender 

difference was noted on self-appraisal and problem-solving subscales. No gender difference 

was recorded on occupational information, goal setting and planning subscale. The total score 

of CDSE is significant at 0.05 levels indicating that career decision self-efficacy differs 

across gender as females scored higher than males, it was also observed that career decision 

self-efficacy differs across selection category. The recommended candidates exhibit higher 

career decision self-efficacy than screened out and not recommended candidates. The 

findings of the study have several implications for the educational institutes, coaching 

professionals, armed force selection personnel as well as researchers.   
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Career choice is the most important event in an individual’s life. A youth's mind is full of 

aspirations about his career. It is influenced by various perceptions gathered over the years 

where career decision self-efficacy of individual plays a major role. The passionate Indian 
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youth aspires to achieve success, while material comforts do occupy a very high place on the 

agenda of a young man, often there are various other intangibles, which spark a surge of 

commitment and fire up the passion in an individual to perform, particularly it is  the charm  

of the ‘uniform'  that exudes. 

 

The current study makes a sincere effort to identify the importance of career decision self 

efficacy of the aspirants in connection with getting selected in defence forces. The selection 

categories namely screen-out, non-recommended, and recommended are identified on basis 

of the 15 qualities essential to be an officer in Armed forces. 

 

Background 

Currently, aspirants of the armed forces in the commissioned ranks are first screened by the 

Union Public Service Commission (UPSC) on their academic proficiency through a written 

examination. Candidates, who succeed in written examinations, appear before the SSB. The 

selection procedures at the SSB last for a maximum time period of five days. During the stay 

at the SSB, candidates are administered a number of psychological tests and other tests, 

followed by a personal interview and finally recommended for selection by the board. The 

selection system is holistic in nature as it encompasses multiple domains of candidates’ 

personality. The assessment techniques comprise of psychological tests (projective and non-

projective), group testing, and personal interview. These techniques operate independently 

thereby reducing selection bias. The overall assessment is aimed at rating candidates on the 

15 Officer Like Qualities (OLQs) scale categorized into four broader factors of Planning and 

Organising, Social Adjustment, Social Effectiveness and Dynamism. 

 

While serving at the SSB for more than three years, the researcher came across variety of 

candidates. During the selection procedure the researcher’s interactions with the candidates 

it was found that, personality, individual interest and role of family plays an important role 

in joining the defence forces. The need was felt to do methodological investigation, family 

environment of individuals aspiring to join armed forces with respect to their selection. The 

current study made a sincere effort to identify the importance of personality traits, career 

decision self-efficacy, family environment and interests of the aspirants in connection with 

getting selected in defence force.  Career psychology with particular reference to Army is 

nascent in India however an endeavour is being made to explores the factors of family 

environment to be an Army officer. 

 

Significance of investigation 

Choosing a career has grown to be a complex process in the last couple of decades in India. 

New career options, international mobility, and job opportunities abroad, digitization, 

globalization etc add to this complexity with wider choices available to aspiring candidates. 

In regard to career choice as commissioned officers in the Armed forces, very few studies 

have been conducted. 

 

The concept of self-efficacy came into existence in 1977 when Bandura investigated 

personality development using his famous Social Learning Theory (Prideaux, 2001). 

 

In 1981, Hackett and Betz developed a theory of career self-efficacy by applying the concept 

of self-efficacy to career-related behaviors. A career can be defined as the combination and 

sequence of work roles that a person experiences throughout their lifetime (Super, 1980). 

Career self-efficacy on the other hand, can be defined as people's judgments of their abilities 

to perform career behaviors in relation to career development, choice, and adjustment 
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(Anderson & Betz, 2001; Niles & Sowa, 1992). Career self-efficacy provides important 

information relevant to understanding the complex career development process (Niles & 

Sowa, 1992). 

 

Career self-efficacy beliefs can lead to avoidance of or motivation toward career behaviors 

(Betz & Taylor, 2001). Low career self-efficacy can cause people to procrastinate making 

career decisions, and may delay them from following through with a decision once i t has 

been made (Betz, 1992). Even if a low career self-efficacy belief is based on a realistic and 

accurate assessment of an individual's capabilities or past experiences, it often leads to a lack 

of full awareness of his or her potential to successfully pursue different careers (Betz & 

Hackett, 1981). On the other hand, those who have high career self-efficacy tend to visualize 

success for themselves and seek positive support and outcomes for their career ambitions 

(Bandura, 1993). In general, the higher the career self-efficacy, the greater the career goals 

and challenges people will set for themselves, and the stronger their commitment will be to 

them (Bandura, 1993, 1997). As a result, low career self-efficacy beliefs should be 

challenged and improved, whereas high career self-efficacy should be supported and 

reinforced. 

 

Additionally, career self-efficacy is considered essential to successful job performance, and 

can greatly influence work behaviors regardless of knowledge and skill (Bandura, 1977, 

1986; Dawes, e t al.; Giles & Rea, 1999; Niles & Sowa, 1992). Nesdale and Pinter (2000) 

found that across diverse cultures career self-efficacy was a significant predictor of an 

individual's ability to continually find employment. Career self-efficacy has also been found 

to be one of the best predictors of many beginning career behaviors, such as job searching 

(Niles & Sowa, 1992). Past research has found that career self-efficacy beliefs do indeed 

have a strong influence on career exploration and employment outcomes. 

 

With respect to career theory, Hackett and Betz (1981) were the first to apply Bandura’s 

(1977) propositions about self-efficacy to career behaviour in a seminal study of women’s 

career development.  They demonstrated that career decisions, achievements and adjustment 

behaviours were subject to the influence of self-efficacy beliefs in both men and women. 

Taylor and Betz (1983) developed the Career Decision-making Self-efficacy (CDSE) scale 

to measure these self-efficacy expectations, in terms of goal selection, occupational 

information, problem solving, planning, and self-appraisal. In the process, Taylor and Betz 

demonstrated that participants with lower levels of efficacy for decision-making were also 

more undecided. 

 

Several reviews have been published on the CDSE. Betz and Hackett (1986) focused on the 

use of CDSE in clarifying “the mechanisms affecting women's 6 disadvantaged status in the 

labor force” (p. 279). They pointed to sex-role stereotyping of particular career-related tasks 

as being a key determinant of gender differences in CDSE. More recently, Betz and Luzzo 

(1996) reviewed the research on the CDSE scale (both 50 and 25-item versions) and cited 

research attesting to their reliability, and content, criterion and construct validity. These 

authors also reported on a small number of counselling and educational interventions (Foss 

& Slaney, 1986; Fukuyama et al., 1988; Luzzo, Funk & Strang, 1996; Luzzo & Taylor, 

1994), which they suggested were underrepresented in an area dominated by correlational 

studies. They appealed for more intervention studies in order to clarify, for example, which 

sources of self-efficacy more readily lead to changes in CDSE. 

 



Career decision to be an army officer & career decision self efficacy 
 

© The International Journal of Indian Psychology, ISSN 2348-5396 (e)| ISSN: 2349-3429 (p) |    1154 

A large number of articles have examined the psychometric properties of the CDSE scale 

(Betz, Klein & Taylor, 1996; Gati, Osipow & Fassa, 1994; Luzzo, 1993a, 1996a; Peterson & 

delMas, 1998; Sandler, 1998). In the main, these investigations have verified the scale’s 

strengths (based on clearly defined theory, high internal consistency, high test-retest 

reliability), CDSE scale is best viewed as a general measure.  Unfortunately, the near-

exclusive use of convenience samples of college students is a weakness with these studies 

(Luzzo, 1996a). 

 

The correlates of CDSE that have been examined include mathematics self-efficacy, 

generalized self-efficacy and global self-esteem (Betz & Klein, 1996), environmental and 

self-exploration (Blustein, 1989), women’s attitudes toward nontraditional occupations 

(Mathieu, Sowa & Niles, 1993), underprepared college students’ institutional integration 

(Peterson, 1993), locus of control and aspiration-occupation congruence (Luzzo & Ward, 

1995), sex-role identity (Gianakos, 1995), patterns of career choice development (Gianakos, 

1999), cultural differences (Mau, 2000), trait anxiety and ethnic identity (Gloria & Hird, 

1999), occupational barriers (Luzzo, 1996b), and career maturity (Luzzo, 1993b; 1994). 

Typically, these studies demonstrate significant relationships between CDSE and the 

respective variables, and where group differences are investigated ethnic minorities and 

undecided participants report lower levels of CDSE. 

 

While this body of evidence related to young adults is impressive, there have been few 

studies conducted using high school participants. Brown, Darden, Shelton and Dipoto 

(1999) examined students’ CDSE in relation to their beliefs about career exploration, and 

found the latter to significantly predict CDSE. They concluded students’ perception of the 

labor market and expectations of attaining career goals is related to how efficacious they feel 

in the implementation of career decisions" (p. 235). In another high school study, Anderson 

and Brown (1997) found that career development attitude was able to predict CDMSE for 

both rural and urban students. Lastly, Larson and Majors (1998) used factor and cluster 

analysis of several career-planning measures, including the CDSE scale, to identify career 

indecision subtypes in 16-17 year old high school students. Two underlying dimensions 

were revealed (personal agency and affective distress), however, results cannot be widely 

generalised, as participants were those nominated as “gifted and talented”. 

 

Only six articles were identified where participants were assessed more than once. Four of 

these were referred to above in relation to intervention evaluations. They used pretest-

posttest designs to assess the value of (a) a videotape program designed to 8 broaden 

women’s perceived career options (Foss & Slaney, 1986), (b) a computerized career 

guidance program (Fukuyama, et al., 1988), (c) the effects of verbal persuasion on career 

decision-making activities (Luzzo, et al., 1996) and, (d) an attributional retraining video 

(Luzzo & Taylor, 1994). The fifth study was Luzzo and Day’s (1999) evaluation of college 

students’ CDSE before and after a self-efficacy enhancing feedback session. Significant 

increases in CDSE were recorded in each of the above cases. Lastly, Kraus and Hughey 

(1999) evaluated lessons focusing on self-appraisal, occupational information gathering, 

goal selection, planning and problem solving for high school students. Unfortunately, this 

study used a questionable design (posttest-only with delayed posttest control-group) and 

conclusions were difficult to draw. 

 

To summarize, CDSE is a well-developed construct, and the two main instruments used to 

measure it have been shown to exhibit sound psychometric properties. The construct has 

undergone rigorous examinations, albeit with a disproportionate emphasis on college 
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samples and correlational data. It is also important to note that in every instance except two 

(i.e., Blustein, 1989; Kraus & Hughey, 1999), there were marked female/male imbalances of 

participants, which future research should seek to amend. 

 

The aspirants of the armed forces in the commissioned ranks in Indian Army are first 

screened by the Union Public Service Commission (UPSC) on their academic proficiency 

through a written examination, people qualifying in that are eligible for Service selection 

board interview. There are some categories for which people are called for Service selection 

board interview directly based on Degree held by them, like entry of law and engineering 

graduates. At nominated selection centre (Four in India: Bhopal, Bangalore, Allahabad, 

Kapurthala), candidates undergo testing based on standardized Intelligence tests and Picture 

Perception test followed by discussion on it. Candidates, who succeed in stage 1, pass to the 

second stage. At second stage rigorous assessment of the candidates is done wherein 

candidates are administered a number of standardized tests, followed by a personal 

interview. The assessment techniques comprise of psychological tests (projective and non-

projective), group testing, and personal interview. The overall assessment is aimed at rating 

candidates on the 15 Officer Like Qualities (OLQs) scale categorized into four broader 

factors of Planning and Organising, Social Adjustment, Social Effectiveness and Dynamism. 

Those who perform well at stage and obtain qualifying marks are recommended/ selected as 

potential candidate to be further trained at Academy like IMA, NDA or OTA.  

 

Based on these 2 stages of selection procedure at selection centre the researcher has 

identified 3 categories namely screened out, not recommended and recommended.  

 

Screened-Out 

Those candidates who perform poor in intelligent tests, picture perception and discussion 

tests are eliminated at Stage 1 of selection process. Those candidates eliminated at stage 1 of 

selection process fall in ‘Screened out’ category of this study. 

 

Not Recommended 

Those candidates, who appear for stage 2 of selection process, undergo psychological testing 

(projective and non-projective), group testing, and personal interview. The overall 

assessment is aimed at rating candidates on the 15 Officer Like Qualities (OLQs). Those 

candidates who do not perform well at stage 2 and do not possess desired 15 Officer Like 

Qualities fall in ‘Not Recommended’ category of this study. 

 

Recommended 

Those candidates who have passed stage one and stage two are recommended from the 

board for further training at IMA, OTA and NDA fall in ‘Recommended’ category of this 

study.  

 

Career Decision Self-efficacy: Career Decision Self-efficacy is measured on five subscales 

and is operationalized as follows: 

Self-Appraisal: The ability to accurately appraise one's own abilities, interests, and values 

as they related to educational and career decisions. 

Occupational Information: The ability to locate sources of information about college 

majors and occupations, including the ability to identify and talk with people employed in 

the occupations of interest. 

Goal Setting: The ability to match one's own characteristics to the demands and rewards of 

careers so as to identify one or more majors or careers to pursue. 
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Planning: Knowing how to implement an educational or career choice, including enrolling 

in educational programs, job search, resume writing and job interviewing. 

Problem Solving: Being able to figure out alternative plans or coping strategies when plans 

do not go as intended. 

 

METHODOLOGY 

Sample 

The sample in this study consisted of the candidates (male and female) who succeeded in 

academic proficiency exams conducted by the UPSC and proceeded for further selection 

procedures. Total sample of 408 (204 male and 204 female) was collected from the 

candidates who appeared for SSB at Bhopal and Allahabad.  

 

Table 1: Distribution of the study sample (N=408) 

Males Females 

Screened out n = 68 Screen out n = 68 

Not recommended n = 68 Not recommended n = 68 

Recommended n = 68 Recommended n = 68 

Total 204  204 

 

Instrument 

Career Decision Self-Efficacy Scale Short Form (CDSE – SF) Career Decision Self-

Efficacy Scale- Short Form is developed by Betz and Taylor (1996) and is revised in 2005. 

The test consists of five 5-item in each subscale adding to a total of 25 items. The CDSE 

contains five subscales reflective of career choice competencies: 1) accurate self-appraisal 2) 

gathering occupational information 3) goal selection 4) making plans for the future and 5) 

problem solving.  Responses are obtained using 10 level confidence continuum, ranging 

from No Confidence at all (1) to Complete Confidence (10). The test reports to be highly 

reliable. The test is applicable for thirteen years age and above. 

 

Reliability: Both Versions of CDSE have been reported to be highly reliable. The internal 

consistency reliability coefficients (alpha) of the short form ranged from 0.73 (self-

Appraisal) to 0.83 (Goal selection) for the 5 item subscales and 0.94 for the 25 item total 

score (Betz et al. 1996). In a subsequent study, short form reliabilities ranged from 0.69 (PS) 

to 0.83 (GS) for the subscales and 0.93 for the total score (Betz and Klein, 1997). There is 

evidence for test – retest reliability. Luzzo (1993 b) reported a six – week test – retest 

coefficient of 0.83 for the CDSE total score. 

 

Validity: There is extensive evidence for content, concurrent and construct validity.  

Content validity and factor structure is well established: The theory of career maturity given 

by Crites (1978) was used as the basis for CDSE development. This theory is based on the 

necessity of developing five career choice competencies. Betz and Taylor recommend 

retaining the five subscale structure, because it is derived from a well-respected Crites’ 

Career Maturing Theory.  

 

Application of the Career Decision Self-Efficacy scale and its short form are used in 

research and as the basis for designing and evaluating counseling interventions. 
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Procedure  

Sample were made to  sit comfortably and was briefed as how will they fare questionnaire. 

An informed consent was taken, thereaft Career Decision Self-Efficacy Scale- Short Form 

developed by Betz and Taylor (1996) was administered.  The questionnaires was 

administered on a total 408 sample out of which 204 were male and 204 were female 

candidates. The sample was chosen from officers service entry level batches in 22 SSB, SCC 

Bhopal. To collect data as per the proposed research design, 68 male and 68 female were 

administered tools in each groups as screen out, non-recommended and recommended 

between 18-25 years age.  

 

RESULT 

Table 2: Range of Scores, Means, and Standard Deviations of Career Decision Self-

Efficacy, of Males and Females (N=408) 

Variable 
Range of 

Score 

Male (n=204) Female (n=204) 

Mean SD Mean SD 

Career Decision Self-Efficacy      

Self-Appraisal 5-25 20.39 3.71 21.19 4.88 

Occupational Information 5-25 19.5 3.544 19.85 3.27 

Goal Selection 5-25 20.2 3.819 20.71 3.28 

Planning 5-25 21.01 5.219 21.23 4.05 

Problem Solving 5-25 18.2 3.962 19.17 3.43 

Career Decision Self-Efficacy 25-125 99.31 16.46 102.15 14.77 

 

Table 3: Means and Standard Deviations of Career Decision Self-Efficacy, across 

selection categories (N=408) (SO: Screened out; NR: Not Recommended; R: 

Recommended) 

Variables 

Score 

Range 
SO NR R 

n=136 n=136 n=136 

Mean SD Mean SD Mean SD 

CDSE        

Self-Appraisal 5-25 20.26 3.25 20.53 3.8 21.58 5.57 

Occupational Information 5-25 19.11 3.28 19.43 3.78 20.49 2.99 

Goal Selection 5-25 19.48 3.62 20.51 3.77 21.38 3.01 

Planning 5-25 20.47 4.59 20.85 3.71 22.04 5.42 

Problem Solving 5-25 17.69 3.66 18.93 4.18 19.44 3.08 

CDSE 25-125 97.01 14 100.2 17.0 104.9 14.9 

 

DISCUSSION 

Descriptive statistics results based on gender and selection category are presented in Table 2 

and 3 respectively. The mean scores are interpreted with reference to the range norms given 

in the test manual. With respect to career decision self-efficacy it is seen that the mean 

scores were higher on all the subscales and total of CDSE. 

 

For career decision self-efficacy gender difference was noted on self-appraisal and problem 

solving subscales. No gender difference was recorded on occupational information, goal 

setting and planning subscale. The total score of CDSE is significant at 0.05 levels 

indicating that career decision self-efficacy differs across gender as females scored higher 

than males. 
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Table 4:   Mean difference of Career Decision Self-Efficacy, across gender and selection 

categories 

Variables Male Female F SO NR R F 

CDSE        

Self-appraisal 20.39 21.19 3.463* 20.26 20.53 21.58 3.577* 

Occu Info 19.5 19.85 1.055 19.11 19.43 20.49 6.268** 

Goal Setting 20.2 20.71 2.222 19.48 20.51 21.38 10.086*** 

Planning 21.01 21.23 0.221 20.47 20.85 22.04 4.259* 

Prob Solving 18.2 19.17 7.202*** 17.69 18.93 19.44 8.246*** 

CDSE Total 99.31 102.15 3.481* 97.01 100.24 104.93 9.152*** 

* Difference significant at 0.05 level 

** Difference significant at 0.01 level 

*** Difference significant at 0.001 level 

 

In considering career decision self-efficacy comparison, from the Table 4 it is understood 

that career decision self-efficacy differs across selection category. The recommended 

candidates exhibit higher career decision self-efficacy than screened out and not 

recommended candidates.  

 

Implications and Recommendations 

The findings of the study have several implications for the educational institutes, coaching 

professionals, armed force selection personnel as well as researchers.  

 

Information based workshops conducted by Armed Force professionals focusing on 

individual’s physical, psychological and social characteristics matched with occupational 

characteristics (officer like qualities for example) can be incorporated in educational 

institutes. Separate sessions for women regarding physical testing standards, cognitive and 

adaptive readiness required in Army profession should be communicated by workshops in 

different educational institutes across country including urban, semi urban and rural areas.  

 

Limitations 

The researcher found that the selection process may be uniform across India and hence 

restricted to one selection centre. Secondly, the study findings are based only on the 

responses of the candidates on administered questionnaires and no qualitative data is 

acquired on dependent variables. Particularly qualitative data from women would enrich the 

research as entry in Army can be unusual for them. This research could have used a mixed 

design, with both qualitative and quantitative methods and support the development and 

evaluation system in recruitment process of Army personnel. 

 

CONCLUSION 

Career decision self-efficacy is crucial factor in choosing Armed forces as a career because 

serving in military forces is not an easy task. The study findings confirm that, career 

decision self-efficacy is one of the significant factors for getting selected in Indian 

Army.With the threat of the adjacent counties and frequent fights at the northern border of 

India, Defence forces particularly Army has to be equipped with its man force. The selection 

committee has to ensure that the selected candidate is physical and psychologically strong to 

face the war like situations.  
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