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Effective Career Guidance

Introduction

The “Effective Career Guidance” handbook is the final product of the European
network “CareerGuide For Schools” (www.career-guide.eu) It is a practical tool which
includes the main theories of the Career Guidance, new approaches and exercises
and activities for career guidance in school.

The main aim is to provide to teacher or counsellor a practical manual with exercises
and activities detailed described, with a theoretical framework and the expected
results, to provide a step by step process of career guidance with material which will
be easily implemented in classroom and students” groups.

All the exercises have been implemented and evaluated by teachers and counsellors
from different countries through Europe. It is a fact that some activities had different
evaluationin different countries. Itis normal and expected result, as far the educational
systems, the aims, procedures and the culture are different in each country.

The CareerGUIDE Materials were provided for download in the Career Guide Forum
(www.carer-guide.eu). For each material the forum contained a thread including the
English version of the material and additional translations in several of the project
partner languages.

Nora Gikopoulou
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Matching Theories (Trait/factor)

Based on differential psychology, these approaches assume that guidance is essentially
about a process of rational decision making in which clients are assessed by the ‘expert
pracitioner’ and then matched to the ‘best fit’ opportunity. It follows that the provision of
information about the client and the world of work will result in behaviour change (e.g.
improved decision making skills).

1. Introduction

Parsons (1908) is regarded as the founder of the vocational guidance movement. He devel-
oped the “talent matching’ approach which was subsequently developed into the trait and
factor theory of occupational choice within the evolving discipline of differential psychology.
Parsons’ core concept was that of ‘matching’. He suggested that occupational choice oc-
curs when people have achieved:
e first, an accurate understanding of their individual traits (e.g. personal abilities,
aptitudes, interests, etc.);

° second, a knowledge of jobs and the labour market;

° and third, made a rational and objective judgement about the relationship
between these two groups of facts.

A key assumption is that it is possible to measure both individual talents and the attributes
required in particular jobs, which can then be matched to achieve a "good fit'. It is when
individuals are in jobs best suited to their abilities, they perform best and productivity is
highest.

Two theorists within this broad academic tradition, Rodgers and Holland, have been par-
ticularly influential so far as guidance practice in the UK is concerned. Like Parsons, both
Rodgers and Holland assumed that matching is at the centre of the process. Vocational
choice is viewed essentially as rational and largely devoid of emotions. These choices were
also regarded to be “one-off’ events.

2. Seven Point Plan

In 1952, Alec Rodger published his "Seven Point Plan’. Originally devised for use in selec-
tion interviews, the plan was enthusiastically embraced by guidance trainers and practition-
ers as a useful model to inform practice. It consists of seven attributes: physical charac-
teristics, attainments, general intelligence, specialised aptitudes, interests, disposition and



circumstances. Application of this plan to guidance practice involves first, an evaluation
of jobs against these seven attributes; second, assessment of an individual client against
these seven attributes to ascertain the extent to which the client is a “good fit'. Only when
there is an acceptable match of the two sets of attributes can a recommendation be made
by the guidance practitioner to the client that this is an area worth pursuing.

This framework has been used in a number of ways in guidance practice. For example, to
assess whether client aspirations for a particular job or career are realistic when reviewed
against actual achievements or potential; to generate job ideas for a client who had few or
no job ideas; and to analyse jobs, employment and training opportunities.

3. Hierarchy of Orientations

Working within the same philosophical tradition, Holland (1966, 1973, 1985, 1992) devel-
oped an occupational classification system that categorises personalities and environments
into six model types: realistic, investigative, artistic, social, enterprising and conventional.
His ideas still fall broadly within the matching tradition established by Parsons (1908), since
he proposed:

° first, that each of his six personality types are related to need and individuals can
be categorised in one (or more) of these types;

° second, that work environments can also be classified in this way;

e third that vocational choice involves individuals searching for work environments
that are congruent with their personality type.

Subsequent developments of his theory place more emphasis on the interaction of the in-
dividual with their environment and the influence of heredity (Holland, 1985, 1992). Holland
(1994) noted how he had ‘been renovating the internal structure of [his] own theory (Hol-
land, 1992) to give it more explanatory power’. He referred specifically to the way in which
he had elaborated his typology to include life goals, values, self-beliefs and problem-solving
styles, and how the developmental nature of types over the life-span is now incorporated
(Holland, 1994).

Osipow & Fitzgerald (1996) consider Holland’s study of vocational selection and behaviour
to be very comprehensive, within his theoretical framework. They verify how extensive in-
vestigations and modifications to the original ideas have been undertaken, yet the theory
‘remained fundamentally unchanged’ (Osipow & Fitzgerald, 1996, p.90). On the 40th an-
niversary of Holland’s first theoretical statement, the Journal of Vocational Behaviour docu-
mented the progression and development of his ideas. In the introduction to this festschrift,
Savickas (1999) describes Holland’s contribution as ‘a surpassing ach  ievement in vo-
cational psychology’ Continuing this theme, Gottfredson (1999) describes how Holland’s
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‘monumental research, theoretical, and practical contributions have irrevocably altered the
manner in which career assistance is delivered around the world’. It seems unquestionable,
therefore, that Holland’s ideas have had, and continue to have, a major impact.

4. Implications for practice

Undoubtedly, trait and factor approaches to careers guidance in the UK have been enor-
mously influential, since they were first developed up to the present day. How can we ac-
count for this?

e The dominant influence of differential approaches on the practice of careers
guidance in the UK can be explained, partly, by their practical appeal. They
provide careers practitioners with a clear rationale and framework for practice.
Their role is clearly defined as “expert’, with the specialist knowledge about the
labour market as well as with the methods to assess individual suitability and
capability for the labour market.

e  Additionally, and importantly, the underlying philosophy of differential approaches
have suited policy makers since they lend themselves to the servicing of labour
market requirements. People perform best in the jobs for which they are best
suited. Consequently, it has been embraced enthusiastically by policy makers
and barely questioned by the maijority of practitioners.

5. Critiques

The significant, continuing influence of differential approaches on the practice of careers
guidance is acknowledged by Savickas (1997) who claims that: ‘Parson’s paradigm for
guiding occupational choice remains to this day the most widely used approach to career
counselling’ (p.150). Krumboltz (1994) concurs, suggesting that most current practice is
‘still governed by the three-part theory outlined by Frank Parsons (1909) (p.14). However,
he is critical of Holland’s influence, attributing current problems with career counselling to
the continuing influence of this approach. These problems include the low prestige of the
profession, the lack of fit of careers counselling within a particular academic tradition and
the absence of any significant input in educational reform (Krumboltz, 1994, p.14).
Increasing, however, the theory is attracting criticism:

e  Mitchell and Krumboltz (1996) criticise its usefulness in current labour market
conditions. Matching assumes a degree of stability in the labour market. The
volatility of many occupational environments, together with the increased
pressure on individuals to change and adapt to their circumstances makes:

‘Trying to place an evolving person into the changing work environment .... is like trying to



hit a butterfly with a boomerang’ (p.263)

Osipow & Fitzgerald (1996) also highlight the failure of the theory to address
the issue of change in environments and individuals. Additionally, they draw
attention to problems inherent with the theory’s associated measures for gender,
but regard the most serious limitation to be its failure to explain the process of
personality development and its role in vocational selection (Osipow & Fitzgerald,
1996, p.104).

Scharf (1997) reminds us that:

‘There is little research supporting or refuting trait and factor theory itself as a viable theory
of career development. Rather, the research that has been done, of which there is a large
amount, has related traits and factors to one another or has established the validity and reli-
ability of measurements of traits and factors.’ (p.26)

Research designed to evaluate Holland’s theory for particular client groups
also reveals weaknesses. Mobley and Slaney (1998) suggest that although
extensive empirical and theoretical investigations have explored the use and
relevance of Holland’s theory, ‘considerably less attention has been devoted
to investigating the implications of the theory from a multicultural perspective’
(p.126). For example, Leong et al. (1998) studied the cross-cultural validity
of Holland’s (1985) theory in India. Whilst its internal validity was found to be
high, results regarding external validity were ‘less than encouraging on several
fronts’ (p.449). They concluded that their findings suggest that culture specific
determinants of occupational choice should be studied as alternatives to the
‘Western assumption of vocational interests being the primary determinants’
(p.453).

In their study of gender differences in Holland’s occupational interest types,
Farmer et al. (1998) found limitations for the practical applications of the theory
for women, concluding that ‘counselors may need to re-evaluate Holland et al.’s
advice on consistency and job stability’ (p.91).

Sexual orientation is an aspect of Holland’s theory that Mobley and Slaney (1998)
consider overlooked. In particular, they suggest that the relationship between
Holland’s concept of congruence and gay and lesbian development need to be
carefully researched. Another relevant aspect neglected in Holland’s ideas is
homophobic tendencies both in the workplace and society at large (p.131).

Despite weaknesses, it is likely that the theory will continue to inform practice. Osipow and
Fitzgerald (1996) suggest that Holland’s theory ‘will exert an influence on research in career
choice for some time and begin to have a growing impact on counseling itself’ (p.105). No
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viable alternative existed during the first half of this century, and it was not until the 1950’s
and 1960’s that theories originating from different branches of psychology like develop-
mental, behavioural and psychodynamic, together with other academic disciplines such as
sociology meant that practitioners had other options.
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Developmental theory

The process of helping a person to develop and accept an integrated and adequate pic-
ture of themselves and of their role in the world of work. A central concept is that people
develop through stages over their lifetime.

1. Introduction

The general principles underlying developmental approaches to careers guidance are
that:

° individual development is a continuous process;

e the developmental process is irreversible;

e these processes can be differentiated into patterns called stages in the life
span;

e and that the result of normal development is increasing maturity

The names most closely associated with this theory of vocational choice are Eli Ginzberg
and Donald Super.

2. Eli Ginzberg
Ginzberg et al. (1951) proposed three life stages which broadly corresponded with chrono-
logical age

° First came the fantasy stage which lasted up until eleven years old;

° second, the tentative stage, lasting from ages eleven to seventeen, with the
three substages of interest, capacity and value;

° third, the realistic stage, which lasted from age seventeen onwards, with
substages of exploration, crystallisation and specification.

3. Donald Super

Super was a doctoral student of Ginzberg’s and developed many of Ginzberg’s ideas. He
thought Ginzberg’s work had weaknesses, one of which was the failure to take into account
the very significant existing body of information about educational and vocational develop-
ment (Osipow & Fitzgerald, 1996, p.111). Super (1957) and Super et al. (1961) extended
Ginzberg’s three life stages to five (with slightly different sub-stages), arguing that occupa-



tional preferences and competencies, individual’s life situations (and hence their self-con-
cepts) all change with time and experience. He also developed the concept of vocational
maturity, which may or may not correspond to chronological age. Super (1957) extended
Ginzberg’s three life stages to five, with slightly different substages. He also developed the
concept of vocational maturity, which may or may not correspond to chronological age. Su-
per’s five stages were:

e  growth, which lasted from birth to fourteen;

e  exploration lasting from age fifteen to twenty four with the substages of
crystallization, specification and implementation;

e  establishment from twenty five to forty four, with substages of stabilization,
consolidation and advancing;

e  maintenance from forty five to sixty four, with substages of holding, updating and
innovating;

e finally the fifth stage of decline from age sixty five onwards, with substages
decelerating, retirement planning and retirement living

For Super, a time perspective was always centrally important to the career development
process: It has always seemed important to maintain three time perspectives: the past,
from which one has come; the present, in which one currently functions; and the future,
toward which one is moving. All three are of indisputable importance, for the past shapes
the present and the present is the basis for the future. But if | were forced to declare a pref-
erence in orientation to time, it would be for the future - even after more than fifty years of
work experience (Super, 1990, p197)

He continued to develop his ideas over a fifty year period, with the life-career rainbow
(1980, p289) representing a significant advance. It emphasised the importance the different
roles that individuals played at different stages of their life (specifically child, student, leisur-
ite, citizen, worker, spouse, homemaker, parent, pensioner) and the concept of life space
(i.e. four major life theatres: home, community, education, work). Super used the concept
of “roles’ to describe the many aspects of careers throughout an individual’s lifespan. Some
key ideas include: the number of roles an individual plays will vary; all roles are not “played’
by everyone; each role has differing importance at different times for individuals (e.g stu-
dent); and success in one role tends to facilitate success in others (& vice versa).

The development of his ideas about self-concept and vocational adjustment resulted in a
redefinition of vocational guidance as: the process of helping a person to develop an inte-
grated and adequate picture of himself and of his role in the world of work, to test this con-
cept against reality and to convert it into a reality, with satisfaction to himself and benefits
to society (Super, 1988, p357)




His archway model (so called because it was modelled on the doorway of Super’s favourite
Cambridge college) formally conceded the importance of contextual influences (e.g. social
policy, employment practices, peer group, family, community, the economy) which operated
on individual choice and attributed them equal importance to individual factors (e.g. values,
needs, interests, intelligence, aptitudes). Super also acknowledged the contributions from a
range of academic disciplines to our understanding of vocational choice (Super, 1990).

4. Criticisms

Brown (1990) notes the phenomenological, developmental and differential influences on
the expansion and refinement of Super’s thinking, suggesting that it was because of these
disparate influences that Super failed to integrate strands into a cohesive statement (Brown,
1990, p.355). Indeed, Super acknowledged that a weakness of his theory was its fragment-
ed nature, anticipating its future development:

What | have contributed is not an integrated, comprehensive and testable theory, but rather
a ‘segmental theory’. Aloosely unified set of theories dealing with specific aspects of career
development, taken from developmental, differential, social, personality and phenomeno-
logical psychology and held together by self-concept and learning theory. Each of these
segments provides testable hypotheses, and in due course | expect the tested and refined
segments to yield an integrated theory. (Super, 1990, p.199)

This fragmentation was identified as the most serious criticism of the theory (Super et al.,
1996) in a chapter published after Super’s death in 1994 ‘Its propositions are really a series
of summarizing statements that, although closely related to data, lack a fixed logical form
that could make new contributions of their own’ (Super et al., 1996, p.143).

e  Osipow and Fitzgerald (1996) consider the original version of the theory was too
general to be of much practical use, with its conceptual value being limited by
its sweeping style - though this weakness had been addressed by subsequent
refinements (p.143). They argue that a particular weakness is the failure of the
theory to integrate economic and social factors that influence career decisions
(p.144).

e  This concern is echoed by Scharf (1997) and Brown (1990), who propose that
Super’s theory does not adequately address the particular challenges that
women and ethnic groups present career theory (Brown, 1990, p.355; Scharf,
1997, p.153).

° Brown (1990) also specifically criticises the theory for its failure to account
adequately for the career development of persons from lower socio-economic
groups (Brown, 1990, p.355).



° Linked with these criticisms is an important concern identified by Osipow and
Fitzgerald (1996) that ‘in recent years relatively few new empirical tests of the
theory have been conducted’ (p.144).
Despite weaknesses, Brown (1990) suggests that Super’s theory ‘occupies stage centre,
along with Holland’s thinking. There seems to be no reason to doubt that it will continue to
be of considerable importance in the future’ (p.356).
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Theory of occupational allocation (Opportunity structure)

Apart from a privileged minority of the population individuals are (more or less) constrained
in their choice of occupations by social variables that are outside their control e.g. gender,
ethnicity and social class.

Like many other theorists, Roberts has developed and modified his views over a long period
of time.

The ‘opportunity structure’ model was first proposed by Roberts (1968, p176) as an alterna-
tive to theories of career development advanced by Ginzberg and Super. On the basis of a
survey involving 196 young men aged between 14 and 23 selected by a random canvas of
households in a part of London, Roberts (1968) suggested that the:

‘momentum and direction of school leavers’ careers are derived from the way in which their
job opportunities become cumulatively structured and young people are placed in varying
degrees of social proximity, with different ease of access to different types of employment’
(p179)

Roberts (1968) did not suggest that his alternative theory is one of universal validity (p179).
Rather, he argued that entry to employment in different social contexts requires different
explanatory frameworks and that entry into employment does not take place in a similar
manner amongst all groups of young people, even in the same society. The determinants of
occupational choice identified are:

° the home;

° the environment;
° the school;

e  peer groups;

e  job opportunities.

He challenged the relevance of the concept of choice embedded in psychological theories,
emphasising the structure of constraints:

‘An adequate theory for understanding school-leavers’ transition to employment

in Britain needs to be based around the concept not of “occupational choice’,

but of “opportunity structure’ (Roberts, 1977, p183)
As a consequence, the scope of careers guidance was somewhat restricted, since it could
not make jobs more rewarding for individuals nor create opportunities for personal growth
and development. Roberts’ contribution to careers theory carried with it particular signifi-
cance because he spelt out the implications for careers guidance practice (1977). These



included: how the guidance process inevitably became a matter of a adjusting the indi-
vidual to opportunities available; how guidance should be centred around an individual’s
immediate problems; and how careers services should concentrate on developing a good
information service and more on placement and follow-up. The primary role of practitioners,
according to Roberts, was to service the needs of the labour market, rather than to educate,
facilitate, or indeed anything else implicated by other theories (Roberts, 1977).
Roberts’ critique of developmental theories and new model of occupational allocation was
received with caution and scepticism by the guidance community in the UK. A strident critic
of Roberts’ early ideas was Peter Daws. He criticised both Roberts’ (1977) opportunity
structure model and his views about the limited effects of careers guidance as both con-
servative (Daws, 1977) and fatalistic (Daws, 1992). In response, he promoted the value of
careers education programmes as being capable of encouraging social change by support-
ing and educating the individual (Daws, 1977).
Far from changing his ideas as a result of these criticisms, Roberts revised and expanded
his determinants of occupational allocation as a result of research into comparative labour
markets (buoyant compared with depressed) in the UK. He emphasised (Roberts, 1984) the
importance of local labour markets on job seeking for young people, finding that:

distance to work: a key issue because the average was three miles because of the costs

of travel;

qualifications:continued to be important, since even low exam grades made a difference

in finding work;

informal contacts:crucial, since large firms operated as internal labour markets for young

people;

ethnicity:race operated as multi-dimensional disadvantage (i.e. housing, education and

employment);

gender: identified as a significant inhibiting factor because, since the aspirations of girls

and women were found to be low and short term;

cyclical and structural factors:operating within the economy resulted in a demand for

smaller labour forces in which higher skill levels were required. In these circumstances,

young people were found to be particularly vulnerable.
Further research into comparative labour markets in the UK and Germany revealed striking
similarities in the labour market constraints operating upon young people in these different
European countries. Bynner and Roberts (1991) assessed the importance of a country’s
education and training system for its economic prosperity. Key findings included, first, that
broadly similar routes to employment in the two countries were found to exist (career trajec-
tories); second, that for each career trajectory, these routes originated in education, family
and background.
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In 1995, Roberts argued that the debate about ‘choice versus opportunity’ was never won
decisively by either side (p111) because:

o there is an acknowledgement that the opportunities for choice are different
amongst different groups of young people;

¢ the transition period for young people to move from education to employment is
now so extended that almost all young people are able to exercise some choices
at some stage of this process.

Various changes (e.g. economic restructuring, higher unemployment and pressure from
young people and their parents) have necessitated new concepts (Roberts, 1995, 1997) to
understand the process of transitions into employment:

Individualization:
Life patterns have become more individually distinctive than ever before, because of shrink-
ing social networks and changed social behaviour. Several trends have contributed, includ-
ing:
e breakup of the concentration of employment in the firms and industries that once
dominated many local labour markets;

e higher rates of residential mobility;
o the increasing instability of marriages and families;

+ the weakening of neighbourhood and religious communities.

Uncertain Destinations & Risk

Robert’s uses the image of different types of transport to convey an understanding of how
individuals undertake life transitions. He suggests that typically, people embarkon their life
journeys without reliable maps - in private cars, rather than the trains and buses in which
entire classes once travelled together. Reflecting reality, these vehicles don’t all have equal-
ly powerful engines. That is, some young people have already accumulated advantages in
terms of economic assets and socio-cultural capital. Some have to travel by bicycle or on
foot. Common to all is the requirement to take risks. (Roberts, 1995, p118)
Individualization makes young people’s later destinations unclear. Young people themselves
are aware of this uncertainty and career steps now invariably involve some degree of risk.



Life course replaces life cycle

Established patterns are disappearing where individuals prepared for adulthood, then es-
tablish themselves in occupational careers and families. Marital instability together with the
growing expectation that individuals will return to education throughout their adult lives (i.e.
lifelong learning) has resulted in what Roberts refers to as a destandardization of the life
cycle.
Roberts identifies general policy implications and some specifically for career guidance:
a) Customization
There is a need for continuous, individualized careers information, advice
and guidance. Young people need customized assistance that matches their
particular circumstances and involves a mixtures of strategy and chance.
Overall, guidance practitioners should acknowledge uncertainty, and help
young people work with it:

‘....whereas it used to be the minority of young people who made prolonged
transitions and embarked on careers that would create individualised
biographies, these are now the majority situations...... there were always those
at age 20 or older, who had little idea of where they were heading. Thirty years
ago, they might have been described as vocationally immature. Nowadays, the
situation has spread to the majority and what was once labelled immaturity has
become plain realism.” (1997, p349)

b) Normalization:
It is important for practitioners to help clients recognise that this situation is
normal and prevent individuals worrying. Information about options and their
uncertainties should be included in the guidance process and practitioners will
constantly need to update about the changing requirements of employment.

Conclusion

Roberts, like other theorists, has been developing ideas in response to changes that have
occurred over the past 30 years. Guidance practitioners have often reacted negatively to
his thinking. His views about the limitations of guidance have been regarded as determin-
istic, negative and even gloomy, denying the autonomy of the individual and their right to
choose. However, many of his ideas have been reflected in policy changes that have been
implemented in the area of careers guidance over the past 20 years. In 1997, he warned
that careers services’ preoccupation with a target driven culture and with action plans was
endangering resources being drawn away from the clients who most needed help to those
who were most adept, as consumers, at working systems to their advantage: “Guidance
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staff may feel, or be made to feel, unable to devote the necessary time to young people
whose problems are likely to be the most time-consuming (p358). The refocusing agenda
has, of course, now ensured that this is less likely to occur.

In an assessment of the impact of the Connexions Service on careers guidance, Roberts
(2000) concluded that it will be at the heart of the new service. The new policy priorities em-
bodied in the Connexions Service demand a particular combination of knowledge and skills
which careers services can supply. He observes that:

‘Many careers officers have long aspired to broaden out into life counselling. They will
now have that chance. The attractions of careers in careers guidance will receive a
boost’ (p27).
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Learning theory of careers choice & counselling

People acquire their preferences through a variety of learning experiences, beliefs about
themselves and the nature of their world emerge through direct and indirect education
experiences. They take action on the basis of their beliefs using learned skills.

From social learning to happenstance

The original theory (Krumboltz et al, 1976, Mitchell & Krumboltz, 1990), known as the social
learning theory of career decision making (SLTCDM), has recently been developed into the
learning theory of careers counselling (LTCC) (Mitchell and Krumboltz, 1996). The more
recent version attempts to integrate practical ideas, research and procedures to provide
a theory that goes beyond an explanation of why people pursue various jobs: "While the
two theories were published at different times, they can be regarded as one theory with
two parts. Part one (SLTCDM) explains the origins of career choice and part two (LTCC)
explains what career counsellors can do about many career related problems’ (Mitchell and
Krumboltz, 1996, 234). Most recently, Krumboltz has been developing and integrating ideas
about the role of chance (happenstance) in career decision making. Summaries of these
theory developments are given below.
At the heart of Krumboltz’s thinking is Bandura’s Social Learning Theory (SLT). Bandura
identified three major types of learning experiences:
a) Instrumental:
results from direct experience when an individual is positively reinforced or
punished for some behaviour and its associated cognitive skills.
b) Associative:
results from direct experience together with reinforcement when an individual
associates some previously affectively neutral event or stimulus with an
emotionally laden stimulus.
c) Vicarious:
when individuals learn new behaviours and skills by observing the behaviours
of others or by gaining new information and ideas through media such as
books, films and television.

1. Social learning theory of career decision-making (sltcdm)

This theory focuses on teaching clients career decision-making alternatives and makes
use of the concept of the “triadic reciprocal interaction’ (learning as the interaction with en-



vironment and genetic endowment) and emphasises the role of instrumental & associative
learning. Consequently, key concepts/tools for the practitioner are reinforcement and mod-
elling. The application of this theory to practice involves the practitioner attempting to iden-
tify and correct any incorrect beliefs held by the client about the decision making process.
It was developed to address the questions:

e  why people enter particular educational course or jobs;

° why they may change direction during their lives;

e why they may express various preferences for different activities at different
points in their lives.

The following are identified as influential in these processes:

1.1 Influential factors:
Krumboltz examines the impact of 4 categories of factors:

1. Genetic Endowment and Special Abilities
° race
e gender

° physical appearance & characteristics .

Individuals differ both in their ability to benefit from learning experiences and to get access
to different learning experiences because of these types of inherited qualities.

2. Environmental Conditions and Events
° social, cultural & political
° economic forces

° natural forces & natural resources.

These are generally outside the control of any one individual. Their influence can be planned
or unplanned.

3. Learning Experiences

Each individual has a unique history of learning experiences that results in their occupation-
al choice. They often don’t remember the specific character or sequence of these learning
experiences, but rather they remember general conclusions from them (e.g. | love animals/
working with children). The two main types of learning experiences identified in the theory
are:



instrumental learning experience

which consists of:
° preceding circumstances/stimulus;
° behavioural responses (overt & covert);

° consequences .

associative learning experience

where individuals perceive a relationship between two (or more) sets of stimuli in the en-
vironment (e.g observation, reading or hearing about occupations). This can result in oc-
cupational stereotypes.

4. Task Approach Skills

Interactions among learning experiences, genetic characterises, and environmental influ-
ences result in the development of task approach skills. These include:

° personal standards of performance;
° work habits;

e  emotional responses.

Previously learned task approach skills that are applied to a new task or problem both affect
the outcome of that task or problem and may themselves be modified.

1.2 Resulting cognitions, beliefs, skills & actions:

As a result of the complex interaction of these four types of influencing factors (i.e. genetic
endowment, environment, learning and task approach skills), people form generalisations
(beliefs) which represent their own reality. These beliefs about themselves and the world of
work influence their approach to learning new skills and ultimately affect their aspirations
and actions. The SLTCDM refers to people’s beliefs about themselves as either:
Self-Observation Generalisations:

1.3 Task Approach Skills and Career Decision Making:

Krumboltz proposes a seven stage career decision-making model (DECIDES):
Define the problem: recognizing the decision;
Establish the action plan: refining the decision;
Clarify the values: examining (self-observations & world-view generalisations);
Identify alternatives: generating alternatives;
Discover probable outcomes: gathering information;
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Eliminate alternatives: assessing information

Start action: planning & executing this 6 step sequence of decision-making behaviours.
The use of these task approach skills of career decision making depends on relevant learn-
ing. The most effective career development requires individuals to be exposed to the widest
possible range of learning experiences, regardless of race, gender, etc.

1.4 Potential Problems for Professional Practice:

Several types of problems may arise because of dysfunctional or inaccurate world-view and
self-observation generalizations. According to Krumboltz, these are that people may:

° fail to recognize that a problem exists;

° fail to make a decision or solve a problem ;

e eliminate a potentially satisfying alternative for inappropriate reasons ;
e choose poor alternatives for inappropriate reasons;

e  become anxious over perceived inability to achieve goals.
Techniques and strategies for guidance follow from an assessment of the problem.

2. Learning theory of careers choice & counselling

In 1996, Krumboltz developed the Learning Theory of Careers Choice and Counselling
(LTCC). Mitchell and Krumboltz (1996:250) state that "the Social Learning Theory of Ca-
reers Decision Making provides a coherent explanation of a person’s career path after it
happens but it does not explain what a careers counselor can do to help people shape their
own paths’. So, the LTCC was developed to provide "a guide to practising career counsel-
lors who want to know what they can do now to help people troubled with a variety of career-
related concerns’.

2.1 Summary of Practical Applications:

Mitchell and Krumboltz (1996) identify four fundamental trends with which people must
cope when making career choices in modern society and with which careers practitioners
must help:
a) People need to expand their capabilities and interests:
Practitioners should assist clients to explore new activities, rather than
routinely directing them on the basis of measured interests that reflect limited
past experiences.
b) People need to prepare for changing work tasks:
Learning new skills for the changing labour market can be very stressful for



d)

clients. Practitioners have a role to play in helping them to help them cope with
stress as they learn to develop new skills on an ongoing basis.

People need to be empowered to take action:

Many issues relevant to career decisions are often overlooked in guidance
practice (for example, a family’s reaction to taking a particular job). This could
cause a fear of the decision making process (referred to by Krumboltz as
“zeteophobia’) or cause delay in making a decision. Practitioners need to be
prepared to help with these issues as well as providing effective support during
the exploration process.

Career Practitioners need to play an extended role:

Career and personal counselling should be integrated. Issues such as burnout,
career change, peer relationships, obstacles to career development and

the work role itself together with its effect on other life roles are examples of
potential problems that should attract the support of the careers practitioner.

2.2 Other suggestions:

O

The role of careers practitioners and the goals of careers guidance and
counselling need to be re-evaluated. Practitioners actively need to promote
client learning. This may require creative re-thinking which involves designing
new learning experiences for clients (e.g. careers practitioners become coaches
and mentors to help clients meet the changes in work force requirements). It
will also involve developing flexibility in clients (e.g. teaching clients that the
criteria for work satisfaction are likely to change over time, as are labour market
requirements).

Learning experiences should be used to increase the range of opportunities that
can be considered in career exploration. Practitioners should attempt to discover
unlimited experiences among clients and offer proper learning solutions.

Assessment results (of aptitudes, interests, beliefs, values and personality types)
can be used to create new learning experiences. For example, aptitude test
results can be used to focus on new learning. Key interests identified through
assessment need to be developed. The key issue for practitioners is to resist
accepting test results as an indication of "given’ abilities. Rather, as a framework
for identifying areas for change and development.

Intervention strategies suggested by Mitchell and Krumboltz (1996) include
those which are:




developmental and preventive:

e.g. careers education, use of job clubs, occupational information resources
and simulations like work experience.

targeted and remedial:

~career practitioners becoming proficient in using cognitive restructuring. This
implies “reframing’ the perspective of the client. For example, a client who is
extremely nervous about attending for selection interview should rather accept
that the interview is an opportunity to impress the prospective employers and
the other candidates (positive self-talk).

~careers practitioners should use behavioural counselling techniques,
including role playing or trying new behaviours, desensitization when dealing
with phobias and “paradoxical intention’ (i.e. a client is helped to engage in the
types of behaviour that have created a problem).

2.3 Evaluating and Applying the LTCC:

Krumboltz discusses the increasingly important questions of measuring the outcomes of
guidance and evaluating practice.

a)

New Outcome Measures:

Two favourite measures in careers practice are:

b)

indecision:a major goal for practice has been overcoming decision. However,
in the new labour market, being ‘open minded’ will be an increasingly attractive
quality.

congruence:work environments are becoming increasingly fluid. Job descriptions
are becoming less task orientated and more outcome orientated. Trying to
match individuals to congruent environments assumes that both individuals and
environments will remain constant.

Emerging Criteria:

The LTCC would put more emphasis on practitioners asking questions like these:

How successful have my interventions been in stimulating new learning on the
part of my clients?

How well have my interventions helped my clients cope will a constantly changing
world of work?

How much progress are my clients making in creating a satisfying life for
themselves?



3. Happenstance in vocational & educational guidance

Most recently, Krumboltz has been developing his ideas around supporting (even encour-
aging) career indecision (Mitchell et al., 1999; Krumboltz & Levin, 2004). He promotes the
idea that not only is indecision sensible and desirable, but that clients can create and benefit
from unplanned events.
Key ideas from this new development of the theory are:
e  The ultimate goal of career counselling is creating satisfying lives, not just making
a decision;

e  Tests should be used to stimulate learning, not just to match;

e  Practitioners should get clients to engage in exploratory action;
e  Open-mindedness should be celebrated, not discouraged;

° Benefits should be maximised from unplanned events; and

e Lifelong learning is essential.

Some of the implications for practitioners for this new dimension of the theory are discussed
and include:
e  Career counselling should be a lifelong process, not a one-off event;

e  The distinction between career counselling and personal counselling should
disappear;

° ‘Transitional counselling’ is more appropriate than career counselling;

° Professional training should be expanded to ensure practitioners are properly
supported in this extended role.

e  Conclusion

Empirical evidence relevant to the SLTCDM is reviewed by Mitchell and Krumboltz (1996),
who conclude that there is considerable support for key propositions in the theory, but
that: "Much remains to be learned’ (p270). The strength of the theory lies in its potential
to “evolve and change easily as new facts and anomalies are revealed’ (Krumboltz, 1994,
p29). Osipow and Fitzgerald (1996) identify the strengths of SLTCDM as: “first in its great
explicitness with respect to its objectives and the means to accomplish these objectives,
and second in its emphasis on the environment and social influences’ (p177). Brown (1990)
agrees with this analysis, though observes that although materials have been produced,
they have not yet been integrated into career development programmes to the extent of
those produced by Holland and Super (p357).

Negative aspects of the theory are also identified. Brown (1990) argues that the biggest
weakness of the theory is its failure to account for job change (p357), whilst Osipow and
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Fitzgerald (1996) argue that there is too much emphasis on the choice itself and not enough
on the adjustment process. One other weakness is the “paucity of new data to validate
the idea of the theory and the relative shortage of new ideas or methods to accomplish its
objectives’ (Osipow and Fitzgerald, 1996, p177). Brown (1990) notes that although Krum-
boltz’s theory is currently not a major influence on either research or the practice of career
counselling, this seems likely to change since it is attractive in different respects to both
researchers and practitioners (p357).
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Psychodynamic theories

These theories guided by attempts to understand, make meaning of, and utilise individual
motives, purposes and drives to support career development.

The term ‘psychodynamic’ refers to systems that use motives, drives, and related covert
variables to explain behaviour. Psychodynamic career counseling refers to counseling ap-
proaches that are guided by attempts to understand, make meaning of, and utilise individual
motives, purposes and drives to facilitate career exploration. (Watkins & Savickas, 1990,
p.79)

Compared with other psychological schools of thought, there has been little progress on de-
veloping psychodynamic approaches to career choice, change and development. However,
ideas and concepts from this theoretical perspective have certainly influenced thinking in
the area of careers. For example, Anne Roe (1956, 1957), who trained as a clinical psy-
chologist as an extension of occupational psychology, undertook research that was heavily
influenced by psychodynamic theory. More recently, other researchers (for example, Bordin,
1990; Savickas, 1989; Watkins and Savickas, 1990) have begun developing and applying
ideas fundamental to this theoretical perspective.

None emerge as particularly significant in the UK context, though since Roe was identified
by practitioners in the research carried out by Kidd et al. (1993), a brief outline of her ideas,
and some originating from Mark Savickas, follow.

1. Anne Roe

Roe had no experience of careers counselling, and was originally interested in personality
theory and occupational classification (Roe, 1956, 1957). Much of her early research fo-
cused on the possible relationship between occupational behaviour (that is, not just choice)
and personality (Roe and Lunneborg, 1990). She found Maslow’s hierarchy of basic needs
(1954) a useful framework, as it offered the most effective way of discussing the relevance
of occupational behaviour to the satisfaction of basic needs. Maslow’s hierarchy of needs,
in order of their potency (from the most to the least potent) comprised eight categories: first,
physiological needs; second, safety needs; third, needs for belongingness and love; fourth,
the need for importance, respect, self-esteem, independence; fifth, the need for information;
sixth, the need for understanding; seventh, the need for beauty; and eighth, the need for
self-actualisation. Maslow considered these needs to be innate and instinctive but (apart
from physiological needs) modifiable, and proposed that the lower the potency of need in
the hierarchy, the more it is suppressible (Maslow, 1954).

Roe (1956) accepted Maslow’s hierarchy as originally proposed, though exchanged the



need for importance, respect, self-esteem, independence (number four in Maslow’s original
hierarchy) with the need for self-actualisation (the eighth need in the original version). Two
of her key propositions were that, first, occupation is potentially the most powerful source of
individual satisfaction at all levels of need; and second, that social and economic status de-
pend more on the occupation of an individual than upon anything else (Roe, 1957, p.213).
She also constructed a new system of occupational classification, since she considered
that none of the systems available followed any logical system (Roe, 1957). She saw that
occupations could be arranged along a continuum based on the intensity and nature of the
interpersonal relationships involved in the occupational activities and in an order that would
have contiguous groups more alike than non-contiguous ones. The eight occupational
groups she posited were service, business contact, organisation, technology, outdoor, sci-
ence, general culture, and arts and entertainment (Roe, 1957, p.217). The levels of difficulty
and responsibility involved in each occupation were then considered, and six occupational
levels based on degree of responsibility, capacity and skill were identified. These were: pro-
fessional and managerial (independent responsibility); professional and managerial; semi-
professional and small business; skilled; semiskilled and unskilled (Roe, 1956 & 1957).
The original theory contains various propositions on the origin of interest and needs, though
subsequent research concentrated on the proposition that since early experience is usu-
ally dominated by the family situation and particularly by relations with the parents, some
description of parental behaviours was necessary (Roe and Lunneborg, 1990). These are
conceptualised as emotional concentration on the child, which could be either overprotec-
tive or over-demanding; avoidance of the child, expressed either as emotional rejection or
neglect, or acceptance of the child, either casually or lovingly. It was also argued that there
are two basic orientations, either toward or not toward persons, that these are related to
early childhood experiences and that they can be related in turn to occupational choice.

A central weakness in Roe’s (1957) original ideas are identified by Roe and Lunneborg
(1990) who suggest that it has become clear that there is no direct link between parent-child
relations and occupational choice. Brown (1990) identifies other weaknesses including the
lack of any longitudinal research necessary to test key propositions; its failure to provide an
adequate explanation of how socio-demographic variables interact with career choice; lack
of insight into the career-decision making process itself; and Roe’s lack of interest in the
practical application of her theory. Brown (1990) predicts that unless the research neces-
sary to validate Roe’s theory is undertaken, it will ‘fall into disuse’, even though some ideas
and concepts may continue in practice (p.352).

2. Mark Savickas
Other psychodynamic approaches include Adlerian approaches, and it is within this aca-
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demic tradition that Mark Savickas developed his career-style assessment (1989). His ap-
proach to careers counselling makes use of Adlerian concepts such as lifestyle and career
style, encouragement and the use of private logic that emanates from childhood experience
(Scharf, 1997, p.290). Savickas’s structured approach consists of two phases - assessment
and counselling. The assessment phase consists of a careers interview which focuses on
gathering information about lifestyle issues. Each question is focused and provides particu-
lar clues about the client’s life goals. They include role models, books, magazines, leisure
activities, school subjects, mottoes, ambitions and decisions. After the initial assessment
interview, three more sessions are required. The first is to discuss career style and path,
decision-making difficulties and interests; the second focuses on developing a list of oc-
cupations for further exploration and the third focuses on any difficulties that the individual
may be having in making a choice. Throughout the process, there is an emphasis on pre-
senting observations that the practitioner has made about the client (Scharf, 1997, p.290).

3. Conclusion

Watkins and Savickas (1990) argue that psychodynamic theories represent a subjective ap-
proach to careers guidance. ‘The real value of psychodynamic career counseling is to com-
plement the objective perspective with the subjective perspective’ (p.101). Bordin (1994)
considers that a real strength of this approach is to provide the perspective of the family
as a system which provides a framework for understanding the transmission of social influ-
ences (p.60). However, psychodynamic approaches to careers have almost totally ignored
the importance of social variables (Brown, 1990, p.353), and remain inaccessible to most
practitioners. These approaches have not been incorporated generally into careers guid-
ance in the UK, though certain ideas and concepts have been used to enhance and inform
our approaches to guidance, such as the influence of role models. Brown (1990) considers
that the ‘present status of psychoanalytical thinking is that it has relatively few supporters’
(p.354).
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Community interaction theory

According to this theory, the most significant factors in occupational choice are the inter-
personal transactions conducted in local settings.

‘The way in which who-does-what in society is decided is the product of a plurality of inter-
personal transactions conducted in local settings, and on the basis of interaction within and
between groups of which the individual is a member - the community ... The evidence gives
significance to the personal exchanges which occur between individuals and the people
with whom they are in community contact - notably family, neighbourhood, peer group, eth-
nic group and teachers at school.” (Law, 1981, p.218)

Law suggests that events occur in the context of ‘community interaction’ between the indi-
vidual and the social group of which she or he is a member. A number of modes or sources
of community influence are identified, specifically: expectations, from an individual’s family
and community groups; feedback, referring to the varied messages that individuals receive
about their suitability for particular occupations and roles; support, relating to the reinforce-
ment of young people’s aspirations; modelling, referring to the process by which people are
influenced by example; and finally, information, which is defined as young people’s observa-
tions of other people’s work habits and patterns.

In 1996, Law extended his theory to include additional propositions relating to the roles
of innate abilities, more advanced abilities and feelings in career choice. He identifies the
processes linked with these abilities as understanding, focusing, sensing and sifting, argu-
ing that the more developed capacities cannot be engaged unless some basic capacities
have been successfully developed to support them. These are all crucial for career devel-
opment, though Law (1996) suggests that like all other forms of learning, individuals can
acquire the necessary skills through education.
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1. Institutions/Organizations

1.1 Bulgaria
At national level

Council of Ministers (CM)

http://www.government.bg/

The CM is a body that determines the state’s policy in the field of education and employ-
ment.

Ministry of Education and Science (MES)
http://www.minedu.government.bg/opencms/opencms/

The MES runs, coordinates and controls the implementation of the state policy in the field
of vocational education and training. The ministry regulates and manages methodologically
vocational education carried out through the system of vocational schools, vocational high
schools, schools of art, vocational colleges and schools of higher education. The minis-
ter of education and science approves the State educational requirements for acquiring
qualifications for jobs, the List of Professions for vocational education and training, provides
conditions for the implementation of the State educational requirements for the system of
vocational education and training, and approves programs for qualification in the system of
vocational education and training.

Ministry of Labour and Social Policy (MLSP)

http://www.mlsp.government.bg/bg/index.asp

The MLSP develops, coordinates and implements the state policy in the field of vocational
qualification of the work force (namely the employed and unemployed). The Ministry is in
charge of determining the need of vocational education by means of analyzing the trends at
the labour market, as well as of the organization of career guidance. The ministry takes part
in the maintenance of the National Classification of Professions.

National Employment Agency

http://www.nsz.government.bg

The National Employment Agency is an executive agency to the Minister of Labour and So-
cial Policy for the implementation of the state policy on employment promotion, protection of
the labour market, career guidance, motivational training of the employed and unemployed
citizens, as well as for providing mediation services for searching jobs.

National Agency for Vocational Education and Training (NAVET)
http://www.navet.government.bg/en/index.html
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Effective Career Guidance

The NAVET is a Council of Ministers’ body, established with the Vocational Education and
Training Act in 1999, for licensing activities in the vocational education and training system
and coordination of the institutions related to vocational guidance, education and training.
The Agency carries out the development of State Educational Standards for the system of
vocational education and training, as well as of the List of Professions for Vocational Educa-
tion and Training. NAVET regulates vocational training realized in the licensed Centres for
vocational training.

At regional and local level

The Regional Employment Service Directorates organize the implementation of the state
policy for training for acquiring professional qualifications, propose educational measures
and projects, coordinate, support and encompass the LOD activities, including vocational
training services in each region.

The Regional Educational Inspectorates elaborate programs and strategies for the develop-
ment, functioning and enhancement of the educational bodies for vocational education and
training on the territory of each region.

Municipalities take part in the formation of the policy in the field of vocational education and
training on their territory regarding the demand for trained specialists, career guidance of
students, unemployed and other people, the improvement of schools’ premises and facili-
ties, of the centres for vocational training and the information and career guidance centres
through grants from the municipal budget.

According to the Vocational Education and Training Act, the major institutions of continu-
ing vocational training are vocational schools, vocational high schools, vocational colleges,
and centres for vocational training (CVT). The Vocational schools network in the country
comprises 470 vocational schools, high schools and colleges, 421 of which are public, 12
— municipal and 37 — private. At present, a total of 146 licensed vocational training centres
and 169 divisions are functioning.

CAREER GUIDANCE SERVICES IN EDUCATION

The institutions providing career guidance services are information and career guidance
centres. These are public, municipal or private, either Bulgarian centres with foreign partici-
pation, or foreign ones.

Career guidance services are provided by:

At national level — the Ministry of Education and Science, the Ministry of Labour and Social
Policy, NAVET, the National Employment Agency.

At regional and local level — educational inspectorates, educational services and qualifi-
cation centres, schools, regional Employment Agency directorates, LODs and specialized
divisions: vocational-information centres, vocational-information counselling centres, and
“Job” clubs.



National Centre of Pedagogy (NCP)
http://www.npc-bg.com/

The National Centre of Pedagogy (NCP) is a government servicing centre — out-of-school
educative institution which organizes and coordinates the implementation of the Ministry of
Education and Science’s policy concerning the pedagogical assistance and consulting of
pupils, teachers and parents along the following lines:

Qualification of pedagogical staff

Encouraging pupils to attend school as well as combating pupils’ dropping out of school
Vocational consulting and guidance

The main principle which the NCP pursues is the promotion of a unity of traditions and
modernity for the employment of the European dimension in the process of educational
changes.

The organization and coordination of the activities’ implementation is managed by NCP and
its 27 regional offices, jointly with MES and through cooperation with the regional educa-
tional inspectorates of MES in partnership with trade-union organizations, employer unions,
regional and local administrations, universities and schools of higher education, qualifica-
tion departments, NGOs, vocational training centres.

NCP’s main activities are the following:

° Organizing and providing pedagogical assistance for pupils who have dropped
out of school or the ones who run the risk of dropping out, as well as for their
parents

° Delivering information and advice concerning the choice of education, training
and career guidance

° Providing pedagogical and psychological consultation

e  Sustaining, developing and utilizing the scientific-pedagogical potential
effectively

° Motivating teachers to employ ICT
e  Forming skills and abilities for lifelong learning

The National Recourse Centre for Vocational Guidance

http://nrcvg.hrde.bg
In 1998 on an initiative of the European Commission based on an agreement between the
National Agency “Leonardo da Vinci” and the European foundation for education in Bulgaria




the National Recourse Centre for Vocational Guidance was established. In 1999 NRCVG
became part of the Human Resources Centre (http://www.hrdc.ba/).

At national level, NRCVG aims at unifying all forms of career guidance as well as at bringing
together the Ministry of Education and Science, the Ministry of Labour and Social Policy and
the institutions working in the field of career guidance and development in Bulgaria. NRCVG
is one of the 65 Career Guidance Centres in all member states and associated members
of the EU, the EEC and in most of the countries in Central and Eastern Europe which com-
prise the Euroguidance network (http://www.euroguidance.net/index.htm) about education,
training and work opportunities in Europe. Their objective is to provide career guidance at
European and national level by answering career guidance counsellors’ questions and thus
indirectly answering young people’s questions as well. In such a way partners gain access
to national data bases and are able to support innovative initiatives in the field of education,
vocational training and qualification.

The National Resource Centre for Vocational Guidance aims at:

° Turning career guidance and consulting into an integral part of the current
educational system and of the labour market system;

° Providing long-life career guidance;

° Measuring the efficiency of career consulting both for society and for particular
individuals;

e  Supporting the employment of modern information computer technologies for
the purposes of career guidance;

e Developing and adapting standardized specialized methods and tools for the
purposes of career guidance;

e  Supporting the implementation of career guidance programs for various target
groups — students with special needs, orphans, youths with chronic diseases
and physical ailments, youths belonging to ethnic minorities, etc.;

e Carrying out an appropriate media policy in the field of career guidance and
consulting;

° Developing a system of practical training and sustainable qualification of career
counsellors meeting the European standards.

e  The major activities performed by NRCVG are as follows:

° Setting up connections with already existing data bases and exchanging
information between partner organizations;



° Enhancing enterprises and social partners’ involvement with the activities
regarding career guidance;

° International cooperation for improving the systems of career guidance;

° Introducing transnational projects aimed at training career counsellors as well as
at adding a European dimension to career guidance.

In 2007 a national Europass centre as part of NRCVG is scheduled to open. Up to now,
NRCVG has performed the function of coordinating the application of Europass framework
(http://europass.cedefop.europa.eu/ in Bulgaria.

Jointly with the other centres in the international network, NRCVG is working on the intro-
duction and updating of the information at the European internet portal PLOTEUS (http://eu-
ropa.eu.int/ploteus/portal/), which aims at stimulating mobility opportunities for young peo-
ple who want to study or work abroad. In its current form, PLOTEUS aims at unifying and
facilitating the access to information resources for education opportunities already existing.
The services for consulting and guiding users to information resources are expanded and
enriched regularly. In 2007 work on the second stage of PLOTUES starts, where the major
focus will be placed on the inclusion of national data bases.

On 1st January 2007, the Life-long Learning Program 2007-2013 starts, which will be ex-
ecuted by NHRC. The program’s framework unifies the programs of the European Com-
munities so far — Socrates and Leonardo da Vinci, as transformed into 4 separate programs
— Komenski, Erasmus, Leonardo da Vinci and Grundtvig.

With the view of meeting the growing need of realizing activities at European level aiming
at implementing political priorities, providing support between inter-sector activities, broadly
applying them and using the results achieved within the program’s framework, the four
separate programs complement each other by means of a horizontal program. In it activities
are encouraged which support transparency and acknowledgement of qualifications and
competencies, including those acquired both formally and informally, provide information
and consulting on the opportunities for realizing mobility for the purpose of studying, coop-
eration aiming at quality enhancement. This comprises precisely the following:

e  Setting up networks of organizations contributing to the realization of mobility
and acknowledgement of the qualifications acquired, such as Euroguidance;

° Supporting trans-national services such as PLOTEUS;

e  Activities on the Europass initiative;
The horizontal program’s main objectives are:

e  Encouraging quality and transparency of the EU countries’ educational
systems;




° Developing the European dimension in the national educational systems and
career guidance and consulting jointly with the national authorities in charge of
providing guidance services in each country.

° Promoting cooperation between EU countries in the field of career guidance,
regarding working methods and dissemination of innovative practices, for
instance.

e  Supporting EU’s policy in the field of life-long career guidance through providing
and disseminating research data from preliminary analyses and discussions.

e  Supporting the development of information services and guidance by enhancing
their quality, promoting educational mobility and the realization of the language
potential in mobility.

e  Providing and exchanging quality information about:

e  The educational systems and career guidance in the EU member states and the
associated ones, in the EEC and the Central and Eastern European countries;

° Projects’ outcomes, innovative working methods and good practices in the field
of life-long guidance;

° Initiatives and programs of the European Commission in the field of education,
training and mobility;

e  Opportunities for mobility for the purpose of studying.

With the view of encouraging an active cooperation between the institutions working in the
field of career guidance and development in Bulgaria, NRCVG organizes a seminar called
“Life-long Guidance”.
The seminar aims at:

° Covering all levels of guidance — secondary education, higher education, labour
market transition and the professional fulfilment desired;

° Providing an area — a so-called “territory” for meetings, events, and exchange
of experience among the participants in the process of career guidance in
Bulgaria;

e  Concentrating on the necessity of an individual’s personal development of skills
and abilities for guiding and managing his/her own career.

Regional Educational Services and Qualification Centres
Since the beginning of 2000, 13 regional educational services and qualification centres to



the Ministry of Education and Science working for students, parents and teachers have
been established. Founded as pilot divisions on the “School for everyone” project (http:/
www.go2school.bg) within the framework of PHARE program, they create models for pre-

vention against students’ dropping out of school, for students’ inclusion in the educational
system for the second time, for acquiring professional qualifications, vocational information
and counselling, training teachers in contemporary methods of communication and educa-
tion.

Specialized information-consulting divisions to LODs
http://www.az.government.bg/internal.asp?Cat|D=15/01/01&WA=Training/Zvena.htm
Within the system of the National Employment Agency career guidance services are offered
by specialized information-consulting divisions to LODs. 7 career information centres, 4
career information-consulting centres, 33 “Job” clubs (drawing on English experience) are
functioning at the moment. They support the solving of problems in choosing a profession,
and the search of opportunities for education and career development. The centres provide
a wide variety of printed, electronic and audio-visual information materials for career guid-
ance covering the professions of national importance. All individuals interested in career
development regardless of their age, education, social and health status could use these
services.

Schools

The providers of career guidance services in the field of secondary education are schools as
well (3330 in number, 111 out of which are private. 21,7% of them have pedagogical coun-
sellors, who are directly involved in the activities providing career guidance for pupils).
Private organizations

At local level, career guidance services are offered by private organizations as well. The
services provided by private consulting offices aim at informing and consulting students,
parents and citizens about the opportunities for education in secondary and higher schools,
the conditions and terms of entering them; psychological consulting, medical professional
consultations, issuing and disseminating information brochures for secondary and higher
education.

LINKS

http://www.minedu.government.bg/opencms/opencms/ - Ministry of Education and Sci-
ence

http://www.mlsp.government.bg/bg/index.asp - Ministry of Labour and Social Policy
http://www.navet.government.bg/en/index.html - National Agency for Vocational Education
and Training

http://www.nsz.government.bg - National Employment Agency

http://www.hrdc.bg/ - Human Resource Development Centre /HRDC/ in Bulgaria




http://nrcvg.hrdc.bg - The National Recourse Centre for Vocational Guidance /INRCVG/

http://www.careercenteronline.org/index.php?&php_file=about.php&php=About%20
VCC&Ing=1&tab=0&inc=home - Virtual Career Centre

http://bgjob.com/ - Work offers in Bulgaria

http://borsa.bol.ba/job.html - BOL.BG offers

http://job.noxis.net/ - C&M labour - market

http://job.obyavi.net/ - Web site for job-seekers and employers

http://jobs.einet.bg - Euro INTEGRA e-Work

http://jobsearch.2ya.com/ - Work and study abroad

http://jobspartner.bg - Bulgarian web portal job seeking and job offering
http://www.abonamenti.com/ok - The most famous Bulgarian magazine for education and
career

http://www.bcci.bg - Bulgarian Chamber of Commerce and Industry
http://www.bia-bg.com - Bulgarian Industrial Association

http://www.bisclub.org - Business Club - job offers

http://www.bst.dir.bg - Student labour office Sofia

http://www.correct-consult.com - CORRECT-CONSULT BULGARIA

http://www.itjobs.bg - Job for IT specialists

http://www.jobs.bg - Probably the best Bulgarian web site for career advice
http://www.jobtiger.bg/ - The Job positions and the Job-seekers in Bulgaria
http://www.jobuniverse.bg - Job Universe

http://www.kariera.hit.ba/ - Information for study and work abroad
http://www.karieri-bg.com - Job searching, staff searching, online consulting
http://www.karieri.com - Karieri.com is a project of Youth Information Centre for Career
Orientation which aims to help young people in career development through the use of e-
learning technology

http://www.navet.government.bg - National agency for vocational education and training
http://www.pan-vt.com/ - Work and study abroad

http://www.rabota.bg/ - Job offers and job seeking web site

http://www.rh-bg.com - Working people - Online newspaper for job and education




1.2 Estonia

Institutions/Organizations in Estonia focusing on providing Career Guidance.

The Foundation Innove has the major role in promoting career guidance in Estonia and has
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been established to promote initiatives and activities of lifelong learning through Estonian
and EU programmes in the area of human resources development. The mission of Founda-
tion for Lifelong Learning Development Innove is to offer experience, advice and support to
the organisations promoting VET and LLL, and to the learning members of society.

1.3 France

Three major categories of institutions can be distinguished. An important documentation
source can also be cited.

1.3.1. The institutions for school and career guidance at secondary school level

Through a Centre d’Information et d’Orientation — ClO — (information and guidance centre),
each public secondary school provides the students with curriculum and career information
and advice. Guidance counsellors can also handle psychological cases when necessary.
1.3.2. Institutions for academic and career guidance at University level

In each university, a Service Commun Universitaire d’Information et d’Orientation — SCUIO
— (university service for career information and guidance) provides the students with aca-
demic and labour market information and guidance. Students can get psychological help
there too.

1.3.3. Career guidance institutions for jobseekers

Outside the education system, young people can get career advice from mainly two types
of institutions.

a/ The Missions Locales and PAIO network

The Missions Locales (local services) and Permanences d’Accueil, d’Information et
d’Orientation — PAIO — (reception, information and guidance offices) have specialism in
young low-skilled job seekers.

b/ The support agencies for the unemployed

These agencies mainly focus on adult unemployment. Nevertheless, young people can also
get labour market information and guidance from any local office of the Agence Nationale
Pour lEmploi — ANPE —, the French national employment agency. Another important agen-
cy, the Association Pour 'Emploi des Cadres — APEC — is specifically devoted to information
on— and access to management staff employment.

1.3.4. An important documentation source

Paralleling these institutions are the documents published by the Office National d’Information
sur les Enseignements et les Professions — ONISEP —, the French national office for infor-
mation on curriculum and career. http://www.onisep.fr




1.4 Germany

Numerous private and public institutions offer counselling service, e.g. private education
providers, chambers of commerce & industry and industrial associations, some private
counselling firms, personnel and management consultants.

1.4.1 Public Institutions

The Federal Employment Agency (Bundeagentur fur Arbeit, BA)

One of the most important and public institution providing Career Guidance in Germany is
the Federal Employment Agency (BA). The BA is an independent, public institution admin-
istrated by three equal partners the government, the employer and the labour union. The
organisation offers career guidance for young people by the employment offices, regulate in
the Social Code Il (§§ 29 ff. SGB 1ll) as a nationwide service either participation or wanting
to participate in the labour force. Additionally to career guidance the BA is responsible for:

° Placement of education and jobs

e  Career advancement and further education
e  Support of integration into employment

° Promotion of job creation

° Preservation of jobs

e  Financial management of unemployment benefits

The BA offers detailed information about career guidance.

Information platforms and addresses of career guidance counsellors:
www.arbeitsagentur.de

Berufsinformationszentrum (BIZ - Career Information Centres)

The BIZ as a service of the federal employment agency (BA) offers individual counselling
provides extensive printed information material about vocations and courses of study, as
well as media packages preparing for choosing a vocation.

The BIZ is available in almost every local job agency of the federal employment agency
(BA). In particular, the BIZ provides information about:

° Education and course of studies
° Job description and requirements
° Further education and re-education

° Labour market trend

Federal Institute for Vocational Education and Training (Bundesinstitut flr Berufsbildung -
BIBB)
The Federal Institute for Vocational Education and Training (BIBB) is a nationally and inter-




nationally recognized centre of excellence for research into and development of initial and
continuing vocational education and training. The aims of its research, development and
counselling work are to identify future tasks of vocational education and training, to promote
innovation in national and international vocational education and training and to develop
new, practice-oriented proposals for solving problems in initial and continuing vocational
education and training. The BIBB:

° studies structural developments in the job market for training positions and in
continuing education and training

e  observes and studies initial and continuing training practice in enterprises
° tests new methods in initial and continuing education and training

° identifies future skills requirements through early detection

° develops and modernizes initial and continuing training occupations

° supports in-company vocational training practice with modern training documents
and training media

e  drafts concepts for the qualification of company trainers

° promotes modern vocational education and training centres to supplement in-
company initial and continuing training

e  assesses the quality of the vocational distance learning offered

° manages and supervises national and international programs for the further
development of vocational education and training

° Does international comparative research on vocational education and training

Information platforms and addresses of career guidance counsellors:
www.bibb.de (also available in English)

BIBB - Bundesinstitut fiir Berufsbildung

Robert-Schuman-Platz 3, 53175 Bonn

1.4.2 Private Institutions

Until 1998 the federal employment agency (BA) has had a monopoly of career guidance.
Career guidance by other public institutions (e.g. schools, chambers etc.) or private organi-
zations was not permitted in Germany. Since the amendment in 1998 there is a fast growing
and confusingly complex market of private career guidance providers.

1.5 Greece
Career Guidance is provided in Greece in two main areas: (a) education’s sector and (b)



labour’s sector. The two ministries (a. Ministry of National Education and Religious Affairs/
www.ypepth.gr and b. Ministry of Labour and Social Security/ www.laborministry. gr) su-

pervise all activities that are being held from all institutions or organizations taking action
in career guidance. At the following paragraphs, the name of the Institution / Organization
will be presented, it's supervising agency, the level (national / regional) that its services are
provided, its beneficiates and an outline of its key activities.

1.5.1 Labour’s Sector

Public Institutions

A. Greek Manpower Employment Organization (O.A.E.D.) (http://www.oaed.gr)
Supervisor Agency:

Ministry of Labour and Social Security (http://www.ypakp.gr/)

Level: National

Beneficiates: Unemployed people

Provided Services / Key Activities:

K.P.A. are staffed by career counsellors, psychologists, and special trained employees of
O.A.E.D.. Their main activities are to provide career guidance services to unemployed peo-
ple and to help them to move easily and effectively from unemployment or job searching to
employment.

1.5.2 Education’s Sector

A. Pedagogical Institute, Sector of Educational and Career Counselling (S.E.P)
(http://195.251.20.34/)

Supervisor Agency: Ministry of National Education and Religious Affairs (http://www.ypepth.
ar/)

Level: National

Beneficiates: Teachers and Students in Primary and Secondary Education.

Provided Services / Key Activities:

Educational and Career Counselling (SEP) encourages and supports students of second-
ary education, in order to be able to plan their future career path through the today’s com-
plex educational crossroads. The Pedagogical Institute, through its SEP Sector, aims at
providing the necessary support and aid the students’ educational and vocational choices,
through emphasizing counselling as a SEP function, but also through providing students
and counsellors with all available information regarding occupation in our country. In that
way, it enriches educational process’s parameters and the education provided in our coun-

try.

B. Occupational Promotive Centres (K.P.A.) (http://www.oaed.gr/Pages/SN_28.pg)
Supervisor Agency: Greek Manpower Employment Organization (http://www.oaed.gr)
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Level: Regional / Local

Beneficiates: Unemployed people

Provided Services / Key Activities:

KE.SY.P.’s main aim is to provide students of secondary education with counselling serv-
ices, to expand the Educational and Career Counselling institution in regional level and to
help the individuals (students in secondary and tertiary education) to realize their capabili-
ties and to be placed uneventfully into the social and educational environment and into large
social groups (schools, students of secondary and tertiary education, parents of students,
teachers etc.).

C. Offices of Academic & Career Information Services — Tertiary Education

These offices are founded in the Universities’ departments or in the Technological Edu-
cational Institutes all around Greece. They are the responsible offices in order to provide
their students with multiple services in education, training and employment, information
concerning career development and evolution, counselling and social support. All of them
are staffed by career counsellors, psychologists and special trained employees. More infor-
mation about them can be found in the sites of universities or technological institutes, e.g.
http://career.admin.uoi.gr/

1.5.3 Independent Public Institutions

A. National Resource Centre of Vocational Guidance — E.K.E.P.

(www.ekep.gr)

EKEP is established in the year 2000 under the supervision of the Ministry of