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COMPARATIVE ANALYSIS OF CAREER ASSESSMENT METHODS
IN SOCIAL WORK PRACTICE

Increased attention to career diagnostics issues in social work practice is caused by labour market
changes that include the popularization of non-standard labour forms, growing professional mobility
of workers, and an increasing number of clients who require assistance with professional self-determination
and individualised career counselling. The article presents a comparison of modern career diagnostics
approaches implemented in social work practice and particularizations of their application depending on
a social worker’s professional activities and category of clients served. The research employed comparison,
systematisation, and generalisation of modern approaches to career diagnostics and allowed compare their
strengths and weaknesses, application scope and highlighted difficulties social workers experience when
implementing these approaches. Career diagnostics approaches vary greatly in their diagnostic potential
and scope. Some are more useful when working with specific groups of clients: young people, unemployed
persons, veterans, and persons relocated from conflict regions. However, one approach on its own is not
enough to build an effective career counselling program. Employment interviews, skills testing, analysis
of professional biography, and assessment of cross occupational skills should be used in various combinations
to get as complete a picture of a client’s professional capabilities as possible. Each of these methods has its
challenges as well. Standardised tests are not always adapted to different categories of clients. Approaches
were not initially designed with some of these populations in mind so they require individualised interpretation
and extra attention while administering. The fast changing labour market also requires constant updates
of the instruments themselves. No method is intrinsically better than the others. The key is to choose one that
matches the client’s needs, which is why flexibility and multi-method work is key.

Key words: vocational guidance, career counselling, professional competencies, psychometric assessment,
vocational orientation, career potential.
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KOMIIAPATUBHU AHAJII3 METO/IIB KA“P’GPHOi JIATHOCTHUKH
B ITPAKTHULI COUIAJIBHOI POBOTHU

AKTyaJIbHICTh JOCIKEHHS 3yMOBJICHA 3POCTAHHIM POJIi Kap’€pHOI AIarHOCTUKY B MPAKTHUIII COITIaTbHOT
po0OTH, IO MOB’s3aHO 3 TpaHCHOPMAIIEI0 PUHKY IIpaIli, TONTUPEHHIM HECTaHIAPTHUX (POPM 3alHITOCTI,
3pocTaHHsIM podeciitHoi MOOITEHOCTI HaCEIIEHHS, a TAKOXK 301TBIIIEHHAM KIJTBKOCTI KITIEHTIB, IKUM IOTpiOHA
npodeciiHa TepeopieHTalisl Ta 1HIUBIAyaTi30BaHUN Kap €pHUN CYIpoBiA. MeTor CTaTTi € KOMITapaThuB-
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HUW aHaJli3 CydacHUX METOIIB Kap €pHOI AIarHOCTHKH, IO 3aCTOCOBYIOTHCS B IPAKTHII COITiabHOI pOOOTH,
Ta OOTPYHTYBaHHS OCOOIMBOCTEH X BUKOPHCTAHHS 3aJI€KHO Bill podeciitHuX 3aBIaHb COIIaTbHOTO MpaIliB-
HUKa 1 KaTeropii KI€HTIB. Y TOCITIIHKEHHI 3aCTOCOBAHO MOPIBHAIBHUM aHai3, CHCTEMAaTH3AaII0 Ta y3araib-
HeHHs1. Lle gamo 3Mory 3icTaBUTH CydacHI METOAN Kap €PHOI AiarHOCTUKH MixK cO0010, 3’ICyBaTh 0COOIMBOCTI
iX 3aCTOCYBaHHS Ta BUSBUTH IPOOJIEMH, 3 SKMMH CTUKAIOTHCS (haxiBIli Mia 9ac IX BUKOPHUCTAHHS B MIPAKTHUIII
comiapHOi poOoTH. Po3misiHyTO CydacHi MeTomu Kap €pHOI MIarHOCTHKH, iXHI MIarHOCTUYHI MOMJIMBOCTI
Ta chepH MPaKTHIHOTO 3aCTOCYBaHHS, a TAKOXK OCOOIMBOCTI T0OOPY MIarHOCTHYHOTO iHCTPYMEHTAapilo Mixa
yac poOOTH 3 MOJIOIIO, Oe3pOOITHIMH, BETepaHaMH, BHYTPIIIHBO TIEpEeMIillIeHMMH 0cobaMu, 0codaMu 3 iHBa-
JAHICTIO, JIIOABMH CTApIIOTO BiKy W iHIMMHU ocobamu. HaiOinbmn oOTpyHTOBaHUM Yy TPaKTHUIl Kap’ €PHOTO
KOHCYJIBTYBaHHSI € HE BUKOPUCTAHHS OKPEMOTO JiarHOCTHYHOTO METOAY, & KOMIUICKCHE MOETHAHHS MCHXO0-
METPUYHUX METOIWK, KOMIETEHTHICHOTO iHTEepB 10, aHami3y npodeciiinoi Oiorpadii Ta OmiHIOBaHHA TpaHC-
(depHUX KoMIeTeHTHOcTeil. BomHovac 3acToCyBaHHS Kap’€pHOI JIarHOCTHKH CYNPOBOKYETHCS HHU3KOIO
METOANYHUX i MPAKTUYHUX TPYIAHOIIIB, a caMe: 0OMEXKEHOI YHIBEpPCANBHICTIO CTaHAAPTH30BaHUX METONUK,
CKJIQ/IHICTIO KOMITJIEKCHOI 1HTEpIIpeTalii pe3yabTariB i HEOOX1IHICTIO TIOCTIHO alanTyBaTh iHCTPyMEHTapii
II0 3MiH Ha PUHKY mpami. TakuM 9uHOM, eeKTHBHICTh Kap €pHOI JIarHOCTHKH B COLIajbHIN poOOTi BH3HA-
YaETHCS HE 3aCTOCYBAHHAM OKPEMHUX EMITIpHIHUX METO/IIB, 2 OOTPYHTOBAHICTIO X 1000y BiAMOBIIHO A0 KOH-
KpeTHOI npodeciiiHoi cuTyarii kimieHTa. [lepcnexkTrBy MomanbIuX JOCIiIKEHb TIOB’s13aHi 3 PO3pOOICHHIM
MoJIeNIell KOMITJIEKCHOI 1HTepIpeTallil pe3ybTariB Kap €pHOI TIarHOCTHKH, aIalTaIli€l0 MDKHAPOTHUX TpaK-
THUK 10 YKpaiHCBKOI CHCTEMH COIlialbHOT POOOTH U OIiHIOBaHHSIM €(DEeKTHBHOCTI MUGPOBUX iHCTPYMEHTIB

Kap’€pHOTO KOHCYJIBTYBaHHS IS PI3HUX KaTeTOPiil KITi€HTIB.
KuarouoBi cioBa: mpodeciiine KOHCYIBTYBaHHS, Kap’ €pHE KOHCYIIBTYBaHHS, MPo(]eciifHi KOMIIETEeHTHOCTI,
TICUXOMETPHUYHE OIiHIOBaHHSI, TpodeciiiHa opieHTallis, Kap’ €pHUH MTOTEHITIa.

Formulation of the problem. Career diagnos-
tics is gaining increasing importance in social work,
since professional self-determination now unfolds
under conditions of an unstable labor market, the
social vulnerability of certain population groups,
and growing demands for human adaptability. Under
these circumstances, the choice of diagnostic tools
is no longer a purely methodological matter — it dir-
ectly affects the quality of career potential assess-
ment, the accuracy with which a client’s individual
needs are identified, and the validity of any sub-
sequent social intervention. Comparing different
approaches to career diagnostics in terms of their
capabilities, scope of application, limitations, and
their fit with the current demands of social practice
makes it possible to determine more precisely which
methods are best suited to working with particular
categories of the population. It is precisely this kind
of comparative analysis of existing methods that
provides a solid basis for improving career coun-
seling, strengthening social support, and arriving at
professionally sound decisions.

Analysis of recent research and publications.
Career diagnostics is traditionally associated with
career guidance, professional counselling, and per-
sonnel management. Career diagnostics is a process
of evaluating a person’s interests, abilities, strengths,
values, motivation, personality traits, and profes-
sional potential to help them make informed career
choices, plan their career path, and develop profes-
sionally [10]. Social work, however, despite dea-
ling with an exceptionally broad range of clients and
social situations, has made comparatively limited
use of career diagnostics tools. Social workers work

with clients whose needs, requests, and social cir-
cumstances vary considerably, which requires a cor-
respondingly diverse set of diagnostic instruments to
be applied effectively.

A review of recent research reveals a grad-
ual broadening of approaches to career diagnos-
tics, which is increasingly treated not merely as
a tool of professional selection but as an inte-
gral part of social work, psychological support,
and career counseling more broadly. O. Popady-
nets [9], examining gender-oriented social work,
makes the case for gender-sensitive diagnostic
approaches when working with women returning
to the labor market after a prolonged career break.
K. Volkova and O. Beloliptseva [14], by contrast,
explore the prospects of applying artificial intel-
ligence technologies to individualize career diag-
nostics and career guidance support, illustrating
the broader digitalization trend now reshaping
social work practice.

The development of these problems is also linked
to research on diagnostic tools as such. I. Tsurkan
and T. Serha [11], systematize contemporary me-
thods of psychological research into students’
career orientations, comparing them in terms
of their practical applicability. O. Protas and
V. Stynska [10] argue for the appropriateness of an
integrated approach to assessing these career orien-
tations by combining testing, self-assessment, and
expert evaluation. O. Morin [5], treats the results
of career diagnostics as the foundation for build-
ing career guidance technology aimed at shaping
students’ career orientation throughout the process
of professional education.
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Researchers from other countries are work-
ing on creating new ideas and improving methods
for career counseling. For example, R. Lent and
S. Brown [3] came up with a model that combines
two ways of making career choices: one that’s based
on feelings and another that’s based on analysis.
J. Maree [4], for his part, argues for the feasibility
of integrating psychometric and narrative methods
within career counseling, while S. Wong [15] pro-
vides an overview of current approaches to defining
and assessing professional competencies as a key
component of career diagnostics.

At the same time, existing research rarely com-
pares different career diagnostics methods with
one another, examines their limitations for differ-
ent client groups, or considers how such methods
might be combined in a coherent way. Address-
ing this gap makes it possible to better understand
where contemporary diagnostic approaches prove
effective, and to refine the tools used in career coun-
selling, particularly within social work practice.
This, in turn, provides a firmer basis for deciding
which methods to apply, and when, in order to sup-
port clients more effectively.

Setting objectives. This article sets out to com-
pare modern methods of career diagnostics as they
are used in social work practice, paying particular
attention to how their application should be adjusted
depending on the specific tasks a social worker faces.

Presentation of the main research material.
Career diagnostics occupies a central place among
the tools social workers use to support a person’s
professional development. At its core, it offers a
systematic way of assessing individual resources,
interests, abilities, motivation, and the broader set
of factors that shape professional self-determination
and career building. What sets it apart from ordinary

psychological testing is that it does not stop at the
individual — it draws together psychodiagnostic,
social, and advisory procedures in a single picture,
so that a client’s personal characteristics are con-
sidered alongside their social environment, educa-
tional background, work history, and present-day
circumstances. This is precisely why career diagnos-
tics in social work carries a prognostic weight, not
just an evaluative one: its results become the basis
on which a professional development trajectory is
chosen, social support measures are planned, and a
client’s competitiveness in the labor market is ulti-
mately strengthened (Table 1).

Career diagnostics in social work should not be
confused with a matching game where clients are
matched to occupations. Rather, it serves an ana-
lytical purpose, regarding the relationships between
personal resources, professional requirements, and
social environment, with the personal one being
the most numerous. The results of a diagnostic test
are only one aspect of a multifaceted assessment,
and test results seldom dictate what one ought to
do because personal characteristics intertwine with
situational variables too closely for an isolated indi-
cator to override them. Therefore, a score is only a
starting point for consultation since combined per-
sonal, professional, social, and market factors shape
labor force outcomes more comprehensively than
an individual assessment.

This is not only true for tests but professional
assessments in general. Rather than being based
solely on psychological assessments, the trends
in career counseling now reflect the combination
of test results with an evaluation of professional
skills and competencies, which is recommended by
various national professional bodies. For instance,
the OECD highlights the importance of linking

Table 1

Main components of career diagnostics in social work practice

Component Content

Practical significance

Diagnosing professional

interests match them

Identifying the client’s professional
preferences and the fields of activity that

Supports an informed choice of profession or
direction of professional reorientation

Assessing abilities and

competencies knowledge, and skills

Determining how well-developed the
client’s professionally relevant abilities,

Helps pinpoint the client’s strengths as well
as areas where competencies still need to be
developed

Analyzing career

motivation ’ ¢
values and career orientations

Exploring the client’s motives for
professional activity, along with their

Helps set realistic career goals and builds
motivation for further professional
development

Identifying social factors
influence professional choice

Assessing how family, economic,
educational, and other social conditions

Ensures that external factors are properly
accounted for when planning a career path

Formulating

recommendations . .
counseling and social support

Bringing diagnostic results together
to determine the direction of further

Supports well-grounded decisions on
employment, training, or professional
adaptation

Source: developed by the authors based on research [3; 4, p. 231; 5, p. 86, 11, p. 581; 15, p. 95].
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career guidance interventions to labor market infor-
mation to arrive at an understanding of what a per-
son actually needs based on the intersection between
their talents, interests, and skills and the realities of
the labor market (OECD, 2021) [7]. One can see
this approach reflected in the ONET OnLine data-
base, where occupations are grouped according to
required knowledge, skills, abilities, and associated
technologies, as well as considering personal attrib-
utes and work values (National Center for ONET
Development, 2026) [6]. This allows a career con-
sultant to offer the client recommendations that con-
sider both their needs and the practical aspects of the
working environment.

The field of career diagnostics consists of sev-
eral approaches, which vary drastically in the scope
of their application, level of detail, and degree of
consolidation. Given the diversity of the needs and
priorities of clients, it is important to determine
what assessments are relevant for a given case and
whether multiple tools can be combined for a more
comprehensive evaluation. These variations are dis-
played in Table 2 below.

The main differences between contemporary
approaches to career diagnostics are manifested in
the depth of professional potential assessment and
the extent of subsequent interpretative use of results.
Whereas standardized psychometric methodologies
secure the reliability and comparability of outcome
measures, competency-based interviews, profes-
sional experience analysis, and portfolio assessments
enable a more personalized perspective by taking
into account the respondent’s professional biography,
informal competencies, and unique career prospects.

The CareersNet network, created by the Euro-
pean Centre for the Development of Vocational
Training (Cedefop), is a union of independent career

counseling professionals who developed a common
strategy for data collection and analysis. As a result,
the Inventory of lifelong guidance systems and prac-
tices was produced, which includes the benchmark-
ing of 57 countries of the EU, EEA, EFTA, and can-
didate states in terms of specific indicators in 2026.
The comparative analysis covers legal, organiza-
tional, digital, diagnostic, training-related, and qual-
ity assessment areas, thus providing an opportun-
ity to identify similarities and differences between
national systems (Cedefop, 2025) [1].

The career diagnostics system of Germany is one
of the most comprehensive as it is integrated into
the local public employment service. According to
the Sozialgesetzbuch III, the Federal Employment
Agency (Bundesagentur fiir Arbeit) is mandated
to provide vocational counseling services to all
employment-related stakeholders, including young
people, students, the unemployed, and businesses.
The system uses standardized competence profil-
ing, interviews, and ProfilPASS® for the assess-
ment of professional skills, which were introduced
in 2006. This tool was designed to recognize com-
petencies outside the framework of formal educa-
tion, including professional, volunteer, and family
experience, which is particularly relevant to unem-
ployed individuals, migrants, and people returning
to work (Cedefop, 2025; Deutsches Institut fiir
Erwachsenenbildung, 2026) [1; 2].

The closest analog in Ukraine is the electronic
Platform for Career Guidance and Career Develop-
ment, managed by the State Employment Service.
It is used to organize psychodiagnostic testing, iden-
tify personal interests, skills, and entrepreneurial
potential, and provide individual career counseling.
The most similar solutions to the German Profil-
PASS® include remote assessment with subsequent

Table 2

Comparative characteristics of modern career diagnostics methods in social work practice

Career diagnostics

method Main object of assessment

Most appropriate area

Advantages of application

Vocational interest
inventories (RIASEC)

Professional interests and
inclinations

Easy to administer, with highly
standardized results

Vocational guidance for youth,
initial career counseling

Psychometric ability
tests

Cognitive and
professionally relevant
abilities

Offer an objective measure of
a person’s potential to master a
given profession

Selection for training
programs, professional
selection, retraining

Career orientation
inventories

Career values, motivation,
and professional priorities

Help reveal the internal drivers
behind a person’s professional
choices

Career counseling for adults,
career development planning

Competency-based
interviews

Behavioral manifestations
of professional
competencies

Allow for an in-depth analysis
of a person’s professional
experience

Employment placement,
assessing readiness for
professional activity

Portfolio and
professional
experience analysis

Achievements, learning
outcomes, and results of
professional activity

Take into account actual
performance results rather than
test scores alone

Professional reorientation,
qualification assessment,
social support

Source: developed by the authors based on the studies of [10, p. 1192, 11, p. 581].
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one-on-one consultation, which is also available in
Ukraine. Thus, the system meets the requirements
of the European Union to integrate diagnostic out-
comes into the analysis of training and professional
development needs [8].

The choice of a diagnostic procedure is made
on an individual basis, considering the client’s pro-
fessional status, the length of unemployment, the
presence of functional limitations, and the clarity of
career goals. There are four groups of stakeholders
who differ in their needs: young people, students,
the unemployed, and individuals with low profes-
sional readiness. Therefore, the initial assessment is
intended to clarify the client’s understanding of their
professional skills and the scope of their applica-
tion (Table 3).

What role career diagnostics plays depends above
all on the task at hand and on why the client has
come for support in the first place. A school graduate

needs help choosing a professional direction; some-
one who has just lost a job after decades of employ-
ment needs something else entirely — an assessment
of whether their competencies still hold up, whether
those competencies could transfer to a different
field, and whether retraining is now unavoidable.
The diagnostic toolkit shifts accordingly, and the
same method can end up serving quite different func-
tions depending on who sits across the table and why.

Veterans present a different case altogether.
Under the Veteran Readiness and Employment
program run by the U.S. Department of Veterans
Affairs, professional experience, functional status,
and educational needs are all assessed together
before any decision is made about what comes next.
Depending on the outcome, a participant may be
steered toward returning to their previous job, fast-
tracked employment, vocational training, starting a
business, or independent living. The diagnosis here

Table 3

Features of applying career diagnostics methods when working with different categories of clients

taken shape, educational
intentions, readiness to make a
choice

university students

. . . Methodological Decisions based on assessment
Client category Diagnostic focus :
configuration results
The extent to which . . . Choosing an educational
rofessional interests have Interest. mnventories, ab111.t Y program, clarifying a
School and P tests, biographical interview, ’

analysis of academic
achievements

professional direction,
identifying the need for
additional training

How well acquired

Competency-based interview,

Adjusting the professional
profile, selecting entry-

persons and
those with a long
employment gap

unemployment, relevance of
qualifications, motivation to
return to the labor market

Young . portfolio analysis, situational . )
. competencies match the level positions, planning
professionals : . tasks, assessment of .o,
requirements of a first job . . the development of missing
interpersonal skills .
competencies
Unemployed Risk of prolonged Profiling, structured Determining the intensity

interview, analysis of work
history, assessment of digital
and professional skills

of support needed, referral
to training, retraining, or
employment

Transferability of prior
experience to a new regional
labor market, loss of
professional networks and
documents

Internally
displaced persons

Analysis of transferable
competencies, reconstruction
of professional biography,
motivational interview,
assessment of entrepreneurial
potential

Adapting qualifications to
local demand, seeking related
employment, engagement in
training or business programs

Veterans and
service members
completing
military service

Translating military experience
into civilian professional terms,
work capacity, professional
identity after service

Functional-professional
assessment, competency-
based interview, analysis of
military experience, career
counseling

Return to previous employment,
acquiring a new qualification,
self-employment, or long-term
professional rehabilitation

The fit between professional
capabilities and workplace
requirements, need for
accommodation

Persons with
disabilities

Functional assessment,
analysis of work tasks,
competency-based interview,
assessment of reasonable
accommodation needs

Selecting an accessible
professional role, adapting
working conditions, identifying
the need for assistive tools or
training

Persons aged 50+ |skills, capacity for professional

transition

Analysis of professional
Relevance of experience, digital | biography, competency
profiling, assessment of
digital literacy, individual
interview

Updating qualifications,
transitioning to a related field of
activity, continuing employment
in an adapted format

Source: developed by the authors based on the studies of [1; 2; 8; 9, p. 51; 12; 13, 14, p. §].

Public Administration and Social Work, Ne 2 (8), 2026

39



is not deciding on a profession at all — it is decid-
ing on the shape of rehabilitation and professional
adaptation that follows (U.S. Department of Veterans
Affairs, 2026) [13].

For internally displaced persons, the problem
rarely comes down to a lack of professional know-
ledge. More often, it is that qualifications people
already have can no longer be put to use. According
to a 2024 UNHCR report, support programs operat-
ing in Ukraine combined career counseling with job
fairs, vocational training, and business workshops
for forcibly displaced people. Diagnostics in this set-
ting serve one main purpose: identifying which com-
petencies can transfer directly into the local labor
market without requiring a person to retrain from
scratch (UNHCR, 2024) [12].

Taken together, these practices point to a differ-
ent function for career diagnostics depending on the
client group involved. Among the unemployed, it
works as a tool for predicting the risk of long-term
unemployment and allocating employment service
resources; for veterans, it serves as the basis for
choosing a vocational rehabilitation route; for inter-
nally displaced persons, it becomes a means of iden-
tifying which competencies can still be put to use
under new socio-economic conditions. What actually
drives the composition of a diagnostic procedure,
then, is not so much which social group a client
belongs to as the kind of managerial or social deci-
sion that assessment is meant to inform.

How career diagnostic methods get used also
depends heavily on how career counseling itself is
organized and on the role state employment servi-
ces play within it. Two things in particular shape
practical models of career support and the selection
of diagnostic tools for different client groups: how
often the population turns to counseling services in
the first place, and how widely digital services are

Denmark

Finland

Italy

Tiirkiye

used once they do. Comparative data on both are
presented in the OECD’s study Career Guidance
for Adults in a Changing World of Work (OECD,
2021) (Fig. 1).

The data evidence significant inconsistencies in
the utilization of services on the part of the adult
population. Therefore, such countries differ signifi-
cantly in terms of institutional provision of career
guidance services. It is also evident that the sources
of information are distributed differently. In particu-
lar, in Denmark, Portugal, Switzerland, and Estonia,
the number of individuals using online resources
exceeds or is comparable to the number of those
who use career guidance services. At the same time,
in France, Germany, Belgium, and the Czech Repub-
lic, individual counseling remains predominant,
which allows exploring the professional competence
structure in detail, evaluating professional biog-
raphy, and identifying transferable competencies.
Thus, it is possible to single out two broad profiles
of career guidance services: technology-based and
consultative. Consequently, each of them has its own
set of strategies and tools for consulting, assessing
educational and professional competence, and ana-
lyzing professional biography (OECD, 2021) [7].

It is hard to identify universal tools for social
workers when working with different categories
of clients. At the same time, individual assessment
tools are essential for clients with non-linear career
trajectories. A veteran, an internally displaced per-
son, a worker returning to the job after a layoff, and
a self-employed person who has been unemployed
for a long time are examples of this type of clients.
The professional experience of such people is either
partially lost or lacks structure, and therefore, the
initial assessment of their professional competence
is complicated by inconsistencies. The standardized
test results, which are currently widespread, are not

Received consultations, %

m Searched for information
independently, %

[«

10 20 30
Countries

40 50

Fig. 1. Use of career guidance services and search for information about learning
opportunities among the adult population of OECD countries, %

Source: develpoed by the authors based on (OECD, 2021) [7]
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always decisive, requiring an additional interview to
explore social and professional history, and therefore
an extended set of assessment tools.

Overall, improving career diagnostics in social
work requires a differentiated and systemic approach
when working with different categories of clients.
It is essential to consider the peculiarities of the
client’s work history and professional experience,
the level of their qualifications, and the social bar-
riers they may face. Particular attention should be
paid to a non-linear career path, as well as to the
current professional and social problems associated
with it. It is necessary to combine various methods,
including standardized testing, professional com-
petence interview, and assessment of social history,
and apply new tools. At the same time, this process
cannot be exhaustive since the tools for assessing
career competence must be adapted to changing
working conditions. Finally, such diagnostics must
necessarily be part of the social worker’s profes-
sional development, and a qualified assessment of
career competence requires developing social work
practice in this area and establishing standardized
procedures for obtaining individual assessments.

Conclusions. Career diagnostics is one of the
essential strategies in social work, the effective-
ness of which depends on the relevance of meth-
ods to the client’s professional activities. The most
promising and practically viable approach is repre-
sented by comprehensive assessment models that
include psychometric tests, professional competence
interviews, and analysis of the client’s professional
experience. The study has revealed that changing the
category of clients who need career diagnostics ser-
vices leads to changes in the set of applied methods
and their interpretation since these categories differ
significantly in their professional environment, com-
petencies, and professional activities.

The most pressing issues identified in the research
are the lack of informative methods for people with
a non-linear career trajectory, the low consistency
of results from different diagnostic methods, and
the need for regular updates to the methodology due
to the constant evolution of the job market. Further
research should be focused on developing approaches
to interpret the results of career diagnostics compre-
hensively and consistently, adapting foreign experi-
ence to local working conditions in Ukraine, and
validating the effectiveness of digital career counsel-
ing methods for different categories of clients.
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