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Preface

Rapid economic and technological changes are push-

ing individuals to have several job transitions during 

their working lives. The model ‘one job for life’ is 

being replaced by careers with several job experi-

ences and periods of learning or of family respon-

sibilities. Lifelong guidance to support individuals 

in the management of their careers is increasingly 

important at any age and at any point in their lives: 

when career management skills are being taught in 

schools, choosing an educational pathway (e.g. VET, 

higher education, further training), looking for a job 

or finding another job, managing work-life balance 

and struggling for social inclusion (e.g. in case of a 

drop-out from education or after long-term unem-

ployment or inactivity).

Career guidance is an essential component of 

modern education and training systems to (re-)ori-

entate younger and older generations towards the 

acquisition of 21st century skills. In the current con-

text of high unemployment, guidance can help raise 

the awareness of people, whatever their age or quali-

fication level, of learning opportunities that lead to 

the development of new skills much needed on the 

labour market, or that increase self-employment and 

entrepreneurship. As such, career guidance contrib-

utes to the Europe 2020 headline targets on reducing 

early school-leaving, increasing participation in ter-

tiary education, increasing the employment rate and 

combating social exclusion. As expressed in the 2008 

Council Resolution on better integrating lifelong 

guidance into lifelong learning strategies, guidance 

represents a crucial dimension of lifelong and life-

wide learning. Guidance in the learning place not 

only helps students to make their learning choices 

for future jobs but also contributes to preventing 

students from leaving education prematurely and to 

stimulating them into higher levels of education and 

training. 

After its first five years of existence and through 

intensive work processes between the network mem-

bers, the European Lifelong Guidance Policy Net-

work (ELGPN) presents this European Resource Kit 

with guidance to Member States to assess and review 

their national, regional and local lifelong guidance 

policies and practices, both within and across sectors, 

and for planning future development. The Resource 

Kit, illustrated by numerous examples of innovative 

and successful practices, covers transversal aspects 

related to career management skills, access to guid-

ance services, quality assurance, and co-ordination 
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between different actors and stakeholders in guid-

ance. It also includes a sectoral dimension with spe-

cific analysis related to schools, vocational education 

and training, adult education, higher education, 

employment and social inclusion.

The Commission welcomes this Resource Kit and 

is convinced of its value to support Member States in 

making lifelong guidance a reality. We have always 

valued the work of the network and are glad to see 

the successful manifestation of ELGPN endeavours 

into such a useful tool. The challenge now lies in 

keeping the Resource Kit up-to-date and its effective 

implementation at national, regional and local levels. 

I wish the ELGPN every success for its future. 

Jan Truszczyński

Director General for Education and Culture

European Commission 



9

In
tr

o

Introduction 

1.1 Introduction

This Resource Kit is designed to help policy-makers 

and other stakeholders to review existing lifelong 

guidance provision within their country or region, 

and to identify issues requiring attention and gaps 

that need to be filled, drawing from practices in other 

European countries. Lifelong guidance covers all 

activities designed to help individuals, at any point 

in their lives, to make educational, training and occu-

pational choices and to manage their careers.

1.2 Policy context

Lifelong guidance has been receiving increasing 

attention at both European and national levels. It is 

recognised as a crucial dimension of lifelong learn-

ing, promoting both social and economic goals: in 

particular, improving the efficiency and effectiveness 

of education, training and the labour market through 

its contribution to reducing drop-out, preventing 

skill mismatches and boosting productivity; and also 

addressing social equity and social inclusion. 

Two Resolutions of the Education Council (in 20041 

1 Council of the European Union (2004). Strengthening Policies, Systems 
and Practices on Guidance throughout Life. 9286/04. EDUC 109 SOC 
234.

1

and 20082) have highlighted the need for strong 

guidance services throughout the lifespan to equip 

citizens with the skills to manage their learning and 

careers and the transitions between and within educa-

tion/training and work. The Resolutions drew atten-

tion to four priority areas: the development of career 

management skills; accessibility of services; quality 

assurance and evidence base for policy and systems 

development; and co-ordination of services. Member 

States were invited to take action to modernise and 

strengthen their guidance policies and systems.

Awareness of the need for lifelong guidance is 

evident, explicitly or implicitly, in many recent EU 

policy documents in both the education and employ-

ment sectors. It is also closely linked to the Europe 

2020 Strategy which sets out strategic policy direc-

tions to re-invigorate economic growth that is smart, 

sustainable and inclusive. 

Within this broad context, lifelong guidance can 

assist policy-makers in addressing a range of policy 

goals:

•	 Efficient	 investment	 in	 education	 and	 train-

ing: Increasing the rates of participation in 

and of completion of education and training 

2 Council of the European Union (2008). Better Integrating Lifelong Guid-
ance into Lifelong Learning Strategies. 15030/08. EDUC 257 SOC 653.
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through improved understanding and match-

ing of individuals’ interests and abilities with 

learning opportunities.

•	 Labour	market	efficiency: Improving work per-

formance and motivation, rates of job retention, 

reducing time spent in job search and time spent 

unemployed through improved understanding 

and matching of individual’s competences and 

interests with work and career development 

opportunities, through raising awareness of 

current and future employment and learning 

opportunities, including self-employment and 

entrepreneurship, and through geographical 

and occupational mobility.

•	 Lifelong	 learning: Facilitating personal devel-

opment and employability of all citizens of all 

ages through continuous engagement with edu-

cation and training, assisting them to find their 

way through increasingly diversified but linked 

learning pathways, to identify their transferable 

skills, and to facilitate the validation of their 

non-formal and informal learning experiences.

•	 Social	 inclusion: Assisting the educational, 

social and economic integration and reintegra-

tion of all citizens and groups including early 

school-leavers and third-country nationals, 

especially those who have difficulties in access-

ing and understanding information about 

learning and work, leading to social inclusion, 

to active citizenship and to a reduction in long-

term unemployment and poverty cycles.

•	 Social	 equity: Assisting citizens to overcome 

gender, ethnic, age, disability, social class and 

institutional barriers to learning and work.

•	 Economic	 development: Supporting higher 

work participation rates and enhancing the 

upskilling of the workforce for the knowledge-

based economy and society.

1.3 Origins of the Resource Kit

This Resource Kit builds upon and complements 

a handbook published jointly in 2004 by OECD 

and the European Commission.3 The 2004 hand-

book drew upon policy reviews in a large number 

of OECD and European countries.4 It included a 

number of Common Reference Tools (CRTs) devel-

oped by the European Commission’s Expert Group 

on Lifelong Guidance. These CRTs were designed 

to be used for policy and systems development at 

national and regional levels and in peer learning 

activities at European level. Their key elements were 

reinforced through the first Council Resolution 

on lifelong guidance (2004) which invited the EU 

Member States to examine their national guidance 

systems in the light of the findings of the Commis-

sion, OECD and World Bank guidance policy reviews. 

Cedefop subsequently produced a booklet5 to sup-

port the use of these tools during study visits and 

peer learning activities in different EU programmes 

between the Member States.

The present Resource Kit incorporates some ele-

ments from the previous work (especially Section 

2) but updates and extends it. It has been developed 

through a strong collaborative process by members 

of the European Lifelong Guidance Policy Network 

(see Annex A). 

1.4 Structure of the Resource Kit

Section 2 of the Resource Kit identifies the common 

aims and principles for lifelong guidance provision 

(taken from the CRT in the 2004 handbook). Section 

3 Organisation for Economic Co-operation and Development & European 
Commission (2004). Career Guidance: a Handbook for Policy Makers. 
Paris: OECD.

4 Organisation for Economic Co-operation and Development (2004). 
Career Guidance and Public Policy: Bridging the Gap. Paris: OECD. Sul-
tana, R.G. (2004). Guidance Policies in the Knowledge Society. Cedefop 
Panorama Series 85. Luxembourg: Office for Official Publications of the 
European Communities.

5 Cedefop (2005). Improving Lifelong Guidance Policies and Systems: 
Using Common European Reference Tools. Thessaloniki: Cedefop.
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3 describes the key features of a lifelong guidance 

system (adapted from the 2004 version, with some 

changes).

Sections 4–7 are based on the four key themes 

identified in the 2004 and 2008 EU Resolutions:

• Career management skills.

• Access, including accreditation of prior experi-

ential learning (APEL).

• Co-operation and co-ordination mechanisms 

in guidance policy and systems development. 

• Quality assurance and evidence base for policy 

and systems development. 

The relationship between these four themes is out-

lined in Figure 1.1. In brief, the third (co-operation 

and co-ordination mechanisms) addresses the policy 

process; the second (access) and the first part of 

the fourth (quality) examine two key cross-sectoral 

policy issues; the first (career management skills) 

addresses the sought citizen outcomes; and the other 

part of the fourth (evidence base) addresses the 

sought policy outcomes.

In the context of the Europe 2020 aims of smart 

growth (developing an economy based on knowl-

edge and innovation), sustainable growth (promoting 

a more resource-efficient, greener and more competi-

tive economy) and inclusive growth (fostering a high-

employment economy delivering economic, social 

and territorial cohesion), the Resource Kit seeks to 

address relevant policy areas at EU and member-

country levels. While maintaining a transversal over-

view of lifelong guidance policy development, it is 

designed to support strong interfaces with sectoral 

policy developments in six main areas: 

• Schools.

• Vocational education and training (VET).

• Higher education.

• Adult education.

• Employment.

• Social inclusion. 

The bridges between the key themes and the sectoral 

policy areas are presented in Figure 1.2 overleaf. 

Accordingly, Sections 4–7 are structured in a stan-

dard form:

• Policy issues (transversal).

• Questions that policies need to address (trans-

versal).

• Policy steps (transversal).

• Implications for policy sectors.

It is important to note that even where guidance 

services are located within sectors (as they often are), 

they are concerned with helping individuals to move 

across sectors.

Figure 1.1: Model indicating the relationship between the 
four key themes

Policy	outcomes

Citizen	outcomes

Provision	issues

Policy	process

Evidence

Career	Management	Skills

Access Quality

Co-ordination
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1.5 Using the Resource Kit

Possible ways in which the Resource Kit might be 

used include:

• By national or regional or local guidance 

forums (or other co-ordination mechanisms), 

to review the full range of lifelong guidance 

provision in their country/region/area.

Sectoral	policy	areas

Education VET Higher
Education

Adult
Education

Employment Social
Inclusion

Lifelong	Guidance	Systems

Career	Management	Skills

Access

Co-operation	and	Co-ordination

Quality	Assurance	and	Evidence-base

Figure 1.2:  Bridges between the key themes and the sectoral policy areas

• By policy-makers and/or stakeholders in par-

ticular sectors, to review their guidance policies, 

services or programmes within a lifelong guid-

ance context.

• By policy-makers and/or stakeholders inter-

ested in examining relevant policy develop-

ments in other countries.

• Within training programmes for guidance prac-

titioners, to enrich their understanding of the 

policy context to their work.
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2.1 Introduction

The text below represents a set of common aims and 

principles for lifelong guidance provision originally 

agreed under the auspices of the European Union’s 

Education and Training 2010 work programme. The 

development of common aims and principles for 

lifelong guidance provision at European level to sup-

port national policy and systems development was 

noted in the Council Resolution (Education/Youth) 

of May 2004 on strengthening policies, systems and 

practices for lifelong guidance in Europe. The Reso-

lution prioritised the centrality of the individual/

learner in the provision of such services, and the 

needs to (i) refocus provision to develop individuals’ 

career competence, (ii) widen access to services and 

(iii) improve the quality of the services. The prin-

ciples for guidance provision that follow are grouped 

according to those priorities.

2

2.2  What does lifelong guidance mean?

Lifelong guidance refers to a range of activities6	that 

enable citizens of any age, and at any point in their 

lives, to: identify their capacities, competences and 

interests; make meaningful educational, training and 

occupational decisions; and manage their individual 

life paths in learning, work and other settings in 

which these capacities and competences are learned 

and/or used. Lifelong guidance is provided in a range 

of settings: education, training, employment, com-

munity, and private.

2.3  Aims of lifelong guidance

Lifelong guidance aims to:

• Enable citizens	to manage and plan their learn-

ing and work pathways in accordance with their 

6 Examples of such activities include information and advice giving, coun-
selling, competence assessment, mentoring, advocacy, and teaching 
career decision-making and career management skills. A variety of 
terms is used in different countries to describe these activities. These 
terms include educational, vocational or career guidance, guidance 
and counselling, occupational guidance, and counselling. To avoid 
ambiguity, the term ‘guidance’ is used in the text to identify any or all 
of these forms of provision; the term ‘lifelong guidance’, parallel to  
 ‘lifelong learning’, indicates the aspiration to make such guidance avail-
able on a lifelong basis. 
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life goals, relating their competences and inter-

ests to education, training and labour market 

opportunities and to self-employment, thus 

contributing to their personal fulfilment.

• Assist educational	and	training	institutions	to 

have well-motivated pupils, students and train-

ees who take responsibility for their own learn-

ing and set their own goals for achievement.

• Assist enterprises	 and	 organisations	 to have 

well-motivated, employable and adaptable 

staff, capable of accessing and benefiting from 

learning opportunities both within and outside 

the workplace.

• Provide policy-makers	 with an important 

means to achieve a wide range of public policy 

goals.

• Support local, regional, national and Euro-

pean economies	 through workforce develop-

ment and adaptation to changing economic 

demands and social circumstances.

• Assist in the development of societies	in which 

citizens actively contribute to their social, dem-

ocratic and sustainable development.

2.4  Principles of lifelong guidance  
 provision

The following principles underlie the provision of 

lifelong guidance:

Centrality of the beneficiary

•	 Independence	– the guidance provided respects 

the freedom of the career choice and personal 

development of the citizen/user.

•	 Impartiality	 – the guidance provided is in 

accordance with the citizen’s interests only, is 

not influenced by provider, institutional and 

funding interests, and does not discriminate on 

the basis of gender, age, ethnicity, social class, 

qualifications, ability etc.

•	 Confidentiality	 – citizens have a right to the 

privacy of personal information they provide 

in the guidance process.

•	 Equal	opportunities	– the guidance provided 

promotes equal opportunities in learning and 

work for all citizens.

•	 Holistic	 approach	 – the personal, social, cul-

tural and economic context of a citizen’s deci-

sion-making is valued in the guidance provided.

Enabling citizens

•	 Active	 involvement	– guidance is a collabora-

tive activity between the citizen and the pro-

vider and other significant actors (e.g. learning 

providers, enterprises, family members, com-

munity interests) and builds on the active 

involvement of the citizen.

•	 Empowerment	– the guidance provided assists 

citizens to become competent at planning and 

managing their learning and career paths and 

the transitions therein.

Improving access

•	 Transparency	 – the nature of the guidance 

service(s) provided is immediately apparent to 

the citizen.

•	 Friendliness	 and	 empathy	 – guidance staff 

provide a welcoming atmosphere for the citi-

zen.

•	 Continuity	– the guidance provided supports 

citizens through the range of learning, work, 

societal and personal transitions they under-

take and/or encounter.

•	 Availability	– all citizens have a right7 to access 

guidance services at any point in their lives.

7 European Social Charter (1996 Revision) Article 9 – The right to voca-
tional guidance: ‘With a view to ensuring the effective exercise of 
the right to vocational guidance, the Parties undertake to provide or 
promote, as necessary, a service which will assist all persons, including 
the handicapped, to solve problems related to occupational choice and 
progress, with due regard to the individual’s characteristics and their 
relation to occupational opportunity: this assistance should be avail-
able free of charge, both to young persons, including schoolchildren, 
and to adults.’
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•	 Accessibility	– the guidance provided is acces-

sible in a flexible and user-friendly way such as 

face-to-face, telephone, e-mail, outreach, and 

is available at times and in places that suit citi-

zens’ needs.

•	 Responsiveness	 – guidance is provided 

through a wide range of methods to meet the 

diverse needs of citizens.

Assuring quality

•	 Appropriateness	of	 guidance	methods	– the 

guidance methods used have a theoretical and/

or scientific basis, relevant to the purpose for 

which they are used.

•	 Continuous	improvement	– guidance services 

have a culture of continuous improvement 

involving regular citizen feedback and provide 

opportunities for staff for continuous training.

•	 Right	of	redress	– citizens have an entitlement 

to complain through a formal procedure if they 

deem the guidance they have received to be 

unsatisfactory.

•	 Competent	 staff	 – staff providing guidance 

have nationally accredited guidance compe-

tences to identify and address the citizen’s 

needs, and where appropriate, to refer the citi-

zen to more suitable provision/service.





17

LL
G

 S
ys

te
m

Key Features of a Lifelong Guidance System

3.1 Introduction

This section describes the key features of a lifelong 

guidance system. It is intended to be used by policy-

makers and stakeholders as a checklist for self- and 

peer-review at national, regional and local levels. 

It represents an ideal model of a lifelong guidance 

system against which the features of existing systems 

can be assessed. It is intended to be used in conjunc-

tion with the common aims and principles for life-

long guidance set out in Section 2.

3.2 General system features 

• Lifelong learning and sustained employability 

are the guiding frameworks for the develop-

ment of policies, systems and practices for life-

long guidance.

• Lifelong guidance is an integral part of policies 

and programmes relating to education, training, 

employment and social inclusion, including 

such issues as gender equity, human resource 

development, active ageing, regional and rural 

development, and improving living and work-

ing conditions.

• The lifelong guidance system includes provi-

sion in schools, colleges, universities, training 

3

agencies, employment services, workplaces and 

other community settings.

• It accordingly includes provision in the public 

sector, in the private sector, and in the volun-

tary and community sector.

• Since access to quality-assured guidance is a 

public as well as a private good, the govern-

ment is recognised as having an important role 

not only as a provider but also in stimulating 

the wider market in guidance and ensuring that 

it is quality-assured.

• Policies in relation to lifelong guidance are 

developed in a co-ordinated way at national 

level, at regional level, at local level, and at 

institutional level, linked to funding struc-

tures and jurisdictional powers in the range of 

different sectors and structures in which it is  

located.

3.3 Career management skills features

• Citizens are provided with opportunities to 

learn how to make meaningful educational 

and occupational decisions and how to 

manage their progression in learning and  

work.
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• Programmes to develop such career manage-

ment skills are provided to all young people as 

part of compulsory schooling.

• The continued development of these career 

management skills is the focus for all subse-

quent guidance provision.

3.4 Access features

• Citizens have access to guidance throughout 

their lives, and particularly at key transition 

points.

• This includes access to comprehensive and inte-

grated educational, occupational and labour 

market information.

• Such guidance is provided at times, in loca-

tions, and in forms that respond to their diverse 

individual needs, and includes access to service 

delivery that is independent of the interests of 

particular institutions or enterprises.

• Particular attention is paid to assuring access 

to relevant guidance for groups at risk of social 

exclusion, such as: those who do not com-

plete compulsory schooling or leave school 

without qualifications; members of linguistic 

and other minority groups; persons with dis-

abilities; migrant workers; and people who are 

unemployed. 

• Delivery systems include processes to stimulate 

regular review and planning, to identify com-

petences gained from non-formal and infor-

mal learning, and to investigate and experience 

learning and work options before choosing 

them.

• Delivery systems match levels of personal help 

(from brief to extensive) to personal needs and 

circumstances.

• Technology is integrated effectively with per-

sonal services to extend and enhance access to 

guidance.  

• Entitlements to guidance are clearly defined 

and transparent to citizens. 

3.5 Quality and evidence features

• Clear professional standards are established for	

guidance practitioners working in	a variety of 

different roles in different sectors.

• These standards are linked to career progres-

sion routes for guidance practitioners, which 

include progression to and from related occu-

pations.

• The standards for practitioners are comple-

mented by organisational quality standards. 

• Continuing improvement in the design and 

implementation of guidance services and of 

guidance tools and products is promoted 

through citizen/user involvement and through 

the application of citizen entitlements and 

quality-assurance procedures.

• Policy-making is informed by an evidence base 

which includes systematically-collected data on 

the financial and human resources devoted to 

career guidance (including cost-benefits to gov-

ernments and to individuals), on client need 

and demand, on the characteristics of clients, 

on client satisfaction, and on the outcomes and 

cost-effectiveness of different forms of careers 

provision (including on-line and off-line pro-

vision).

• Research is undertaken to support evidence-

based policy and systems development.

3.6 Co-ordination and  
 co-operation features

• Guidance policies and programmes are devel-

oped in a co-ordinated way across the educa-

tion, training, employment and community 

sectors.

• The roles and responsibilities of all those who 

develop lifelong guidance policies, systems and 

programmes are clearly defined.

• Policies and programmes for lifelong guid-

ance are formulated and implemented through 
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stakeholder participation in guidance forums 

or other co-ordination/co-operation mecha-

nisms, at national, regional and local levels. 

Relevant stakeholders include ministries, social 

partners, service providers, education and train-

ing institutions, guidance practitioners, and 

service users (e.g. parents, youth).

• Formal networks and partnerships of guidance 

providers are established at local level.

• Representatives of the social partners and other 

stakeholders are included in the bodies respon-

sible for governing publicly-funded guidance 

services. 

3.7 Case studies 

For two examples of systematic efforts to develop a 

lifelong guidance system, see Case Studies 3.1 and 

3.2. Other countries have sought to develop a more 

coherent lifelong guidance system through other 

means, e.g. cross-sectoral quality and evidence initia-

tives (see Case Study 6.13 on Germany in Section 

6.5.7). 

Case	Study	3.1:	Development	of	the		

Hungarian	lifelong	guidance	system

With EU funding, the systematic development of 

the Hungarian lifelong guidance system started 

in 2008 under the Social Renewal Operative Pro-

gramme, led by the Public Employment Service. 

The first phase ended in June 2011, and included:

• Building a core network of lifelong guidance 

professionals, with a unified protocol and a 

newly developed national competency matrix.

• Building a wider lifelong guidance delivery net-

work (including teachers, social workers and 

other professionals).

• Creating a new web portal, including films and 

folders about occupations, a wide range of self-

assessment questionnaires (on skills, interests, 

values, work preferences, etc.), an extended 

range of databases covering all sectors of educa-

tion, training and employment opportunities, 

and a virtual community of career guidance 

professionals.

• Providing support for 83 people to start mas-

ter’s level studies in career guidance, in two 

universities.

• Short courses for teachers, social workers and 

others to train them in basic career guidance 

skills, drawing from a ten-module programme 

developed for this purpose (with 2,000 partici-

pants).

• Developments through the National Lifelong 

Guidance Council in relation to: legal regu-

lation of career orientation; impact and cost-

effectiveness of lifelong guidance; developing 

performance indicators for lifelong guidance; 

and user perceptions of career guidance services.
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Case	Study	3.2:	Citizens’	right	to	lifelong	

guidance	in	France

Since 2009, a French law has established for 

every citizen a right to benefit from lifelong guid-

ance, including career information. This law set 

up an inter-ministerial delegate, reporting to 

the Prime Minister, on educational and career 

guidance. The delegate’s role is to co-ordinate 

the actions of the educational services, student 

services, employment services, and youth and 

vocational training services. It includes:

• Setting priorities regarding national policies 

on career information and on educational and 

career guidance.  

• Setting quality standards. 

• Co-ordinating policies at regional level. 

Three main policies are promoted:

• The awarding of a quality label ‘guidance for all’ 

(orientation pour tous) to organisations or agen-

cies which are capable of providing individual 

counselling and have agreed to work as a co-

ordinated network. 

• A free online service (www.orientation-pour-

tous.fr) which includes 200,000 files on train-

ing, more than 1,000 on qualifications, and 

more than 2,000 on employment. It also lists 

all guidance services which have been awarded 

the quality label.

• A national telephone line (0811-703939) 

which provides free information and support 

on educational and career guidance. When the 

telephone practitioner is not able to answer a 

question, the call is transferred to a relevant 

counsellor.

Further details of all the case studies in this Resource Kit 

are available in the ELGPN database (http://elgpn.eu).
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4.1 Introduction

This section addresses policy issues related to the 

development of career management skills (CMS). 

CMS refer to a range of competences which provide 

structured ways for individuals and groups to gather, 

analyse, synthesise and organise self, educational 

and occupational information, as well as the skills 

to make and implement decisions and transitions. 

They are therefore of value to the individual in terms 

of constructing and implementing a life project in 

which work, whether as an employee or as a self-

employed person, occupies a central place. A number 

of EU Member States have invested resources in 

developing CMS programmes for students in schools 

and in further and higher education settings, as well 

as for youths and adults in such contexts as Public 

Employment Services. If the aim of lifelong guidance 

programmes is to help individuals to manage their 

careers, then CMS define the sought outcomes from 

such programmes. 

The section is divided into four sub-sections: 

policy issues (Section 4.2); questions that policies 

need to address (Section 4.3); a possible progressive 

continuum of policy steps (Section 4.4); and impli-

cations for six policy sectors – schools (Section 4.5.1), 

VET (Section 4.5.2), higher education (Section 4.5.3), 

4

adult education (Section 4.5.4), employment (Sec-

tion 4.5.5) and social inclusion (Section 4.5.6).

4.2 Policy issues

• The need for citizens to cope with diverse chal-

lenges throughout their lives, including more 

frequent career changes, require individuals to 

have highly developed CMS, especially in times 

of high rates of unemployment and intensi-

fied job insecurity. In many countries, however, 

such skills either do not feature prominently in 

learning programmes, or are delivered in ways 

that do not guarantee access and mastery of 

competences to all. Few if any have developed a 

framework that clearly articulates the rationale 

behind the learning of CMS, and the content of 

a CMS programme for different age and target 

groups.

• In the compulsory education sector, CMS pro-

grammes tend to be delivered either as a stand-

alone and timetabled subject, or as a series of 

themes taught across different subjects in the 

curriculum, or through extra-curricular activi-

ties. Key policy challenges relevant across all 
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modalities of delivery include: the provision 

of specific training of those who run CMS 

programmes; the choice of pedagogy to facili-

tate effective learning; and the deployment of 

assessment strategies that provide evidence of 

mastery. Furthermore, when CMS is infused 

throughout the curriculum, policies need to 

be developed in order to ensure that learners 

recognise the CMS input made in different sub-

jects, and to mobilise that learning in response 

to different life challenges.

• In the university sector, the demands on out-

come orientation and on the enhancement of 

employability called for by the Bologna Pro-

cess have led to a great variety of CMS activi-

ties and models at central as well as faculty 

levels. Depending on context, such initiatives 

have been led either by faculty, by career guid-

ance services, and/or by students themselves. 

Some universities award academic credit for 

their CMS programmes, while others see such 

programmes as part of their extra-curricular 

offer. The key policy challenge in this sector 

is to overcome fragmentation and to integrate 

existing bottom-up and top-down processes in 

a strategic perspective. Such a strategy needs 

to integrate the demands on student-centred 

teaching and learning, student support and the 

enhancement of employability in a meaningful 

way, and to make use of the potential of CMS 

for improving the quality of teaching and learn-

ing in the European Higher Education Area.

• CMS are also required by young people in other 

post-compulsory education and training, but 

few institutions offer specific services in this 

regard, or they do so without assigning formal 

credit to those who follow such programmes. 

This tends to reinforce the notion that CMS are 

peripheral to such provision.

• Public Employment Services often offer pro-

grammes that help unemployed young people 

and adults develop CMS. Here, the challenge 

is to go beyond short-term concerns with CMS 

needed to gain immediate job placement, to 

more long-term concerns with planning and 

managing one’s own career development.

• Other stakeholders who play a part in promot-

ing and inculcating CMS include employers, 

particularly through the role they play in edu-

cation and in initial and continuing training, 

such as when they offer traineeships and place-

ments.

• Different population groups are presented with 

diverse challenges as they negotiate work/life 

demands. In many cases, however, CMS pro-

grammes are not designed to respond to the 

diversity of citizen needs, and may therefore 

only be marginally effective at best.

• Children, young people and adults often learn 

how to manage work/life demands in contexts 

that are not dedicated to formal education and 

training. It is accordingly important to develop 

capability in those partners and individuals 

who influence the learning of CMS in non-

formal environments, including parents, NGOs 

and voluntary organisations.

4.3 Questions that policies  
 need to address

• What are the competences that citizens of all 

ages need in order to effectively manage their 

career in a lifelong perspective? How can such 

competences be organised within a framework 

that is meaningful in their substance and in 

developmental terms?

• How can such competences be taught in edu-

cational and other contexts, in ways that, while 

effectively catering for all citizens, are also sen-

sitive to different life development challenges, 

and the specific concerns of groups and indi-

viduals with diverse social, economic, cultural 

and other needs?

• How can different providers work together to 

offer CMS programmes more effectively, in 
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ways that make the best use of their specialised 

knowledge of the worlds of education, training, 

and employment?

• Who should provide CMS training, and what 

role is to be played by guidance staff in devel-

oping and delivering CMS programmes in dif-

ferent contexts and settings?

• What strategic policy decisions need to be taken 

in order to widen access to CMS provision, to 

assure its quality, and to ensure that all citizens 

have the opportunity to master key career man-

agement competences effectively?

• Which pedagogical/andragogical strategies and 

resources are most effective in enabling the 

mastery of career management competences, 

and how can such mastery be assessed and 

accredited in ways that support career develop-

ment across different life stages? How can CMS 

staff be trained in ways that render them more 

effective in helping citizens to develop CMS?

• How can we ensure that citizens are able to 

decode the world around them, so that while 

they are empowered to develop key compe-

tences that support career development, they 

are also critically aware of the economic con-

straints that limit their options and capacities, 

and do not assume that they are individually 

responsible for structural and systemic failures?

• How can such CMS be developed with 

employed and unemployed people in PES con-

texts, in ways that support different transitions, 

and the specific needs and concerns of groups 

and individuals with diverse age, social, eco-

nomic, cultural and other backgrounds?

• What role should be played by employers 

and the social partners in helping citizens 

to develop career management competences, 

facilitating their transitions throughout life?

• Which criteria should be used in order to evalu-

ate the quality of CMS programmes?

• Which kinds of data need to be generated 

in order to measure the impact of CMS pro-

grammes?

4.4 Policy steps

Each context, whether regional, national or other-

wise, has its own specific features. It is therefore 

difficult and probably unwise to try to trace a single 

policy progression route in the implementation of 

CMS programmes that is applicable to different con-

texts, or even to different sectors within the same 

context. Despite this, assuming that there is value in 

a rationally planned programme that enhances CMS 

learning, it may be helpful to review a series of policy 

steps on different aspects of progression, as outlined 

in Table 4.1.
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Table 4.1: Progression continuum of policy steps leading to CMS implementation

Feature 1: The learning/development experience

Ad hoc, optional content, not framed by policy 
Career education optional; CMS not mentioned in the 
curriculum; CMS not delivered in PES

44444 Organised, compulsory content
Career education compulsory; CMS taught 
within a separate career education subject, or as 
a cross-curricular topic, or both; schools/colleges 
can opt for CMS as a subject or choose a cross-
curricular model of CMS teaching; CMS as an 
intervention embedded in PES

One-size-fits-all 44444 Developmental, customised focus

No special staff training 
No staff training for CMS delivery;
no partnership with external resources

44444 Delivered by trained staff, in partnerships
Sources and agencies of CMS acquisition co-
ordinated through careers teacher or guidance 
practitioner; evidence of staff training to deliver 
CMS; school/college and PES team trained 
to deliver CMS in co-operation with external 
resources

Traditional teaching/methodologies
Traditional teaching and training approaches prevail;
teaching limited to didactic instruction; 
no specific learning materials for CMS

44444 Pedagogically/andragogically stimulating 
and resourced
Evidence of use of CMS materials and of 
innovative methods, including experiential 
learning with both in/out-of-school activities 

Feature 2: Monitoring and verification of outcomes

No supervision or quality standards 
No system in place to monitor and evaluate CMS activities

44444 Programme monitored and supervised
System in place to monitor and evaluate CMS 
activities; monitoring leads to progressive 
quality and impact gains 

Narrow outcome focus 
CMS not explicitly set as a learning/developmental outcome 

44444 CMS learning integral part of citizen 
competences
CMS set explicitly as an learning/developmental 
outcome either separately or within relevant 
subjects or interventions

Assessment absent or a formality 
No evidence of formal CMS assessment

44444 Authentic assessment, fit-for-purpose
Evidence of systematic and advanced formative 
assessment of CMS; assessment used as a 
didactic tool for self-development 

No regular reporting 44444 Regular reporting
Education, training and PES institutional 
reports with documented evidence collated 
in a national database and evaluated; 
annual national report published, with 
recommendations;
recommendations integrated into further policy 
reforms and action plans
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4.5 Implications for policy sectors

4.5.1 Schools

• Schools present the policy-maker with an 

invaluable opportunity to ensure that all 

citizens are equipped with CMS, given that 

students in the compulsory education sector 

constitute a ‘captive audience’. 

• However, the integration of CMS in and/or 

across the curriculum needs to take place in an 

organised rather than ‘ad hoc’ manner, follow-

ing established curriculum design principles 

such as relevance, progression, customisation, 

and flexibility. 

• A good example of such an organised approach 

to CMS frameworks, integrated within a coun-

try’s core curriculum, is from Finland (see Case 

Study 4.1). 

• Many countries are developing innovative 

teaching and assessment methodologies in 

order to support students in critical reflection 

on the transition from school to work and in 

their development of CMS. A good example of 

such curricular initiatives is Germany’s Beruf-

swahlpass or ‘Career Choice Passport’ (see Case 

Study 4.2). Other examples are the ‘STOP & 

GO’ initiative in Luxembourg (Case Study 4.3) 

and ‘Job Exposure’ in Malta (Case Study 4.4). 

• Those who deliver CMS programmes need to 

be close to both the worlds of education and 

training, and of work: this implies that they 

require specialised preparation for their roles, 

including the skills to work in partnership with 

others both inside and outside the school.

Case	Study	4.1:	Finland’s	core	curricula	and	

the	promotion	of	CMS

In Finland, in the comprehensive education 

grades 1-6, school counselling is integrated in 

other subjects. Within grades 7-9, students have 

a total of 95 hours of guidance and counsel-

ling, which are timetabled like any other subject. 

In upper secondary general education, students 

have a 38-hour compulsory course and one 

optional 38-hour specialisation course in guid-

ance. In vocational secondary level education, a 

relevant module is integrated into all vocational 

subjects. The basic goals of the curriculum guide-

lines (2004) for guidance and counselling are:

• To support personal growth and development 

of the students.

• To promote the development of study skills and 

to help with learning difficulties.

• To counsel and guide the students in educa-

tional and occupational orientation.

The curriculum guidelines stress the importance 

of using different sources of information, with 

computer-literacy use of the internet being con-

sidered particularly important. Guidance and 

counselling services in educational settings can 

be described as processes by means of which stu-

dents are prepared for active transitions and for 

the future. This entails citizens having enough 

information about educational opportunities, an 

experiential understanding of what working life 

is like, and adequate information about different 

occupations. 
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Case	Study	4.2:	The	Berufswahlpass	(Career	

Choice	Passport):a	portfolio	approach	to		

support	CMS	in	general	schools	in	Germany

In Germany, in all federal states (Länder), sys-

tematic vocational preparation and orientation 

have long been taught as a special subject, which 

may be named in different ways (e.g. lessons on 

work, or on work-economy-technology), or are 

embedded in other subjects. Career orientation 

and CMS are key components. 

 To support the learning processes, the port-

folio Berufswahlpass (career choice passport) is 

integrated into the lessons in 12 of the 16 fed-

eral states. It includes information for career ori-

entation; helps to assess and evaluate personal 

strengths and interests through self- and external 

assessment; and provides checklists to match 

career orientations and personal strengths. Thus, 

it seeks to assess career learning and to encour-

age critical reflection and exchange with other 

learners. Through its resource-oriented portfolio 

approach, self-awareness, self-esteem and self-

efficacy are strengthened. The career orientation 

process and the acquisition of CMS are further 

supported and assessed through career guid-

ance, provided through co-operation with the 

PES guidance service. The passport helps pupils 

with documenting the steps in the career choice 

process and with managing and valuing relevant 

documents. Developed as part of a ‘School / 

Economy and Work’ programme funded by the 

Federal Ministry of Education and Research, it 

has been widely used in about 80% of general 

schools since 2005. Continuing development is 

ensured by a working group of federal states 

using the tool, which also runs the website and 

organises related activities.

Case	Study	4.3:	‘STOP	&	GO’	programme,	

Luxembourg

The ‘STOP & GO’ programme  focuses on per-

sonal orientation, personal development and 

career guidance by bringing together teaching 

resources inside the school with external stimu-

lus from staff specialised in the artistic, cultural 

and therapeutic areas. The programme is targeted 

at students aged 14-15 in transition from lower 

secondary to upper secondary school (mainly 

VET). Its aim is to integrate the experiences of 

creative work into everyday life and to support 

the development of students’ transversal skills: 

self-assurance, self-worth, self-confidence and 

sustainable self-efficiency, including ability to 

take decisions and flexibility in taking action. 

‘Life stage workshops’ integrated into the weekly 

course-work help to develop social and personal 

skills during the school year, while intensive 

artistic workshops help to develop formative and 

artistic skills. The evaluation by Trier Univer-

sity (Germany) concluded that the programme 

enabled young people to understand their bio-

graphical and body awareness and to cope with 

social situations more effectively.
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Case	Study	4.4:	Job	Exposure	in	Malta

Job Exposure is a national project in which a 

selection of Form 4 students (aged 14-15) are 

placed for one week in a workplace context 

related to the financial sector (e.g. bank or insur-

ance company), the health sector (e.g. hospital 

or health-care centre) or the ICT sector (e.g. soft-

ware company). Students observe workers on 

the job, while also performing small tasks. A log-

book helps them to reflect upon personal and 

workplace issues. They are also prepared through 

weekly e-mailed tutorials, addressing four topics: 

gathering industry and health-related informa-

tion; making a good first impression; planning 

your way to the place of work; and making good 

use of the log-book. Queries are followed up and 

appropriate guidance provided. 

 Job Exposure helps students to think con-

cretely about their career path and widens their 

awareness of career opportunities. It also helps 

students to understand the links between what 

they are learning in school and work opportuni-

ties. Consequently students are more likely to 

attend to their class work and build a positive 

mental image of their future.	They	are also made 

aware of the importance of mastering a number 

of soft skills. Exposure to the labour market plays 

an important role in preparing young people for 

their transition to employment and bridging the 

gap between schooling and the world of work.

4.5.2. VET

• It is often erroneously assumed that students 

following vocational courses have already 

made informed decisions about what careers 

they would like to pursue, and that they have 

developed CMS through their experience in 

formal apprenticeships, or through after-school, 

holiday and part-time employment. 

• This flies in the face of evidence and experience, 

which indicates that students in the VET sector 

are sometimes there not by choice, but because 

they have been tracked there by the mainstream 

general education system, or because there were 

no better options. Sometimes VET students are 

in the right track, but in the wrong programme: 

such students could also have benefited from 

guidance.

• Students often have negative experiences at 

school, see little relationship between formal 

learning and the world of work, and are fre-

quently in need of career learning in order 

to better manage the increasingly complex 

and non-linear transitions between education, 

training, and work. 

• Frequent changes in production and the 

economy, together with increasingly insecure 

employment contracts, reinforce the claim that 

VET students also need to develop CMS, and 

to do so in a lifelong perspective. This high-

lights the need for CMS not only in initial 

but also in continuing VET, since such skills 

can be beneficial to employees in their efforts 

to plan their professional development and 

to manage their careers over time. Case Study 

4.5 shows how, in Italy, a training record has 

been introduced to support transitions by help-

ing citizens highlight their vocational learning, 

making this more transparent for career man-

agement purposes.



28

Career Management Skills

CM
S

Case	Study	4.5:	Making	vocational	learning	

more	transparent	in	Italy

The Libretto formativo del cittadino (Personal 

Training Record) is a tool designed to gather, 

summarise and document the various learn-

ing experiences and skills acquired by citizens 

during their participation in VET courses, as well 

as in work and in their everyday lives. The goal 

is to increase the transparency and usability of 

skills and employability. The Personal Train-

ing Record was defined by national institutions 

(Inter-Ministerial Decree, 10 October 2005) and 

is issued and managed by the Regions and inde-

pendent Provinces, as part of their responsibili-

ties for vocational training and skills certification. 

Initially it was introduced and piloted only in 

some Regions. This piloting was tailored to cor-

respond to the distinctive realities of each Region, 

within a shared work-plan. At the end of the 

pilot period, the Personal Training Record will 

be available for all citizens requiring it. It can be 

used within education and training systems as 

well as in the labour market. It is primarily a tool 

to highlight one’s skills, qualities, and achieve-

ments, facilitating transparency and recognition 

in order to enable citizens’ transitions.

4.5.3 Higher education

• Increasingly, universities and other higher edu-

cation institutions acknowledge that, besides 

having responsibilities to impart knowledge 

and skills in specific areas and disciplines, they 

also have an important role to play in sup-

porting the transition of young people and 

adults into employment, and in helping them 

to develop the skills to manage their career 

development over time. 

• In some cases, students take part in CMS pro-

grammes which are extra-curricular in nature. 

While these can be both useful and effective, 

they may at times be viewed as frills. 

• Other higher education institutions award 

credit to students who follow such programmes, 

and in some cases have designed sophisticated 

teaching and assessment strategies that provide 

powerful learning environments for students 

to reflect on the way they can mobilise learning 

from different life situations in order to sup-

port their own career development. 

• One such initiative is reported in Case Study 

4.6, which illustrates how portfolios can be 

used to encourage personal action planning 

and better-informed career self-awareness and 

decision-making.

• An example of career education as a core career 

management service for students in HE is pro-

vided in Case Study 4.7. An example of career 

self-management seminars in one particular 

university is offered in Case Study 4.8.
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Case	Study	4.6:	Portfolio	of	Experiences	and	

Competences	(PEC)	in	France

Since 2008, in the framework of a national pro-

gramme, 20 French universities have been devel-

oping CMS by supporting students in validating 

their experiences and competences. This valida-

tion is structured in such a way that it becomes 

an academically highly relevant educational pro-

cess. It is accompanied by university teacher-

researchers who have been trained to work with 

this approach. PEC (le Portfeuille d’Expériences et 

de Compétences) not only prepares young people 

to talk about themselves in terms of knowledge 

and competences needed for transition to work, 

but is also a tool that helps them find meaning in 

theoretical learning through reflection on their 

activities. Students intensify their learning in the 

context of the university by gaining the ability 

to transfer their knowledge to social and profes-

sional contexts. 

 The programme includes training sessions, 

personal counselling and tools on a digital plat-

form. Faculties co-operate in integrating the 

approach into their study programmes, and 

develop modules to support this process. One 

of PEC’s long-term objectives is to ‘scaffold’ stu-

dents’ autonomy, within the perspective of the 

needs of the economy. In this way, the PEC 

project constitutes an important contribution 

to implement three essential objectives of the 

European Higher Education Area: student-cen-

tred learning, employability, and outcome/com-

petence orientation.

Case	Study	4.7:	Model	of	the	career	manage-

ment	services	for	students	in	HE	in	Lithuania

In Lithuania, the model of career management 

services for students in HE was approved by 

the Ministry of Education and Science in 2011. 

Developed as a part of an EU-funded project 

implemented by Vilnius University in partner-

ship with 27 other higher education institutions 

in Lithuania, it describes the system of career 

management services in HE institutions: their 

mission, vision, goals, tasks and evaluation cri-

teria, and their main services and principles of 

provision, including organisational and financial 

issues. The services include:

1. Career education – developing students’ 

career management competences (knowledge, 

skills and attitudes).

2. Career evaluation – helping students acquire 

and apply knowledge about personal features 

relevant for career development.

3. Career counselling – helping students to 

solve career problems.

4. Career opportunities exploration – helping 

students acquire and apply knowledge about 

career opportunities in the career develop-

ment process. 

5. Job search – helping students acquire job-

search skills and seek employment which 

meets their personal needs.

The model refers to career education as the core 

career management service for students in HE.
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Case	Study	4.8:	Career	management	skills	in	a	

university	in	Portugal

Career self-management seminars have been 

developed and implemented by psychology 

teachers and researchers of the Career Guidance 

and Counselling Centre of the University of 

Minho. One is intended to support career self-

management of undergraduate students (career 

exploration, goal setting, design and implemen-

tation of action plans, monitoring and feedback): 

it consists of eight sessions of 120 minutes each, 

developed weekly in a classroom environment 

or at the career centre, with small groups of 

8-10 students from different majors. Another is 

intended to support PhD students and research 

grant-holders in the acquisition or development 

of career strategic behaviours: it consists of seven 

sessions of 90 minutes each, developed weekly 

in the career centre, with small groups of partici-

pants from different scientific disciplines. Both 

seminars are structured into three main blocks 

of sessions, to reflect three components of the 

career construction process: vocational personal-

ity, career adaptability, and life themes. Special 

emphasis is given to career adaptability resources. 

The process and outcomes are assessed through 

checklists, questionnaires and structured inter-

views.

4.5.4 Adult education

• The theme of lifelong learning has become 

ubiquitous, with adults being increasingly 

encouraged to re-engage with education and 

training at different points in their lives.

• Sometimes such re-engagement is rendered 

inevitable due to loss of employment, or 

through the desire to change one’s career path. 

• Often, however, adults take up education and 

training for reasons which are not necessarily 

tightly linked to work, but rather in an effort 

to attain a better life/work balance, fulfilling 

ways to enjoy leisure and new opportunities 

for sociability. 

• Education and training, therefore, represent 

ways of organising one’s life in ways that pro-

vide opportunities for self-development and 

increased life satisfaction. 

• The areas of competence normally associated 

with CMS – self-awareness, opportunity aware-

ness, decision-making, and transition skills – 

are all potentially enhanced by adult education 

programmes, and indeed can be an integral 

feature of such programmes. Case Study 4.9, 

for instance, provides an example of how one’s 

informal learning can be identified, acknowl-

edged and accredited within an adult educa-

tion programme, with a view to establishing a 

sound basis for career planning and develop-

ment. 

• In other adult education initiatives, specific 

CMS can be designed in a tailor-made manner 

to respond to the diverse needs of adults, 

including vertical and horizontal career mobil-

ity, coping with periods of unemployment, 

shifting to part-time work, and retirement.
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Case	Study	4.9:	Accreditation	of	Prior		

Learning	in	adult	education	in	Sweden

The Swedish government supports adult edu-

cation (AE) providers in organising guidance 

courses to facilitate the Accreditation of Prior 

Learning (APL). A course equivalent to 10 weeks’ 

full-time study can be supported by government 

grants. The course can take different formats: 

it can be organised for an individual or for a 

group, and can be full-time or part-time. The 

Education Act stipulates that before starting an 

AE course, every applicant must be offered career 

guidance in designing an individual study plan. 

If career counsellors identify the possibility of 

APL, they can encourage the applicant to apply 

for a bespoke guidance course. It is common for 

such courses to start with a general mapping of 

competences, followed by a more detailed map-

ping, often in co-operation with skilled crafts-

men. The student participates in the process, and 

a workplace tutor and a VET teacher follow up 

the results, with the career counsellor acting as a 

co-ordinator. The results of the APL can be used 

to shorten the time needed to reach diploma 

level. The results also help the participants to 

enhance their CMS: knowledge about the value 

of their existing competences and how to further 

develop them. 

4.5.5 Employment

• Analyses of employment trends show a devel-

opment towards transitional labour markets. 

Young people and adults find it increasingly 

difficult to find and keep work, and more often 

experience ‘precarity’ and insecurity, both 

because of the nature of the employment con-

tract they are offered, and because restructuring 

and transformation of companies (in search of 

continued profitability in an intensely com-

petitive environment) require constant re- and 

up-skilling.

• Efforts are being made to find a more just and 

socially equitable way of balancing the need 

for flexibility on the part both of companies 

(in hiring and firing employees, in restruc-

turing skills profiles in response to new chal-

lenges, and in adjusting the availability of their 

workforce through working time accounts and 

short-term work arrangements) and of workers 

(aligning work and private responsibilities for 

care for the children or the elderly), with the 

citizens’ and companies’ need for security – 

through the development of flexicurity arrange-

ments that are acceptable to representatives of 

both employers and workers. 

• In such contexts, the need for young people 

and adults to develop CMS becomes even more 

pressing, and several Public Employment Ser-

vices across Europe are trying to ensure that 

their clients are better equipped to deal with 

the challenges they have to face. Case Study 

4.10 provides an example of such an initiative.
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Case	Study	4.10:	Developing	CMS	in	compa-

nies	undergoing	restructuring	in	Portugal

The Portuguese Public Employment Service has 

developed a programme in companies undergo-

ing restructuring, with a view to decreasing the 

impact of these changes and to manage unem-

ployment. This initiative is in the hands of guid-

ance practitioners, who operate as part of a wider 

technical team that works closely with diverse 

entities. The goal is to support worker retraining 

while enhancing employability, largely by foster-

ing the CMS that enable them to face not only 

this transition, but also the future management 

of their careers in an autonomous way. Work-

ers typically accumulate knowledge that can be 

transferred to other work contexts. A ‘balance 

of competences’ can help identify, assess and 

enhance the skills acquired throughout life in 

various contexts, as well as to detect skills gaps. 

This supports efforts to re-integrate workers in 

employment, linked to the needs of the labour 

market.

 After the ‘balance of competences’ is com-

pleted, a plan is drawn up to enhance CMS. This 

may include the development of relational skills, 

as well as problem-solving, information man-

agement, learning skills, and teamwork. Other 

aspects that may be targeted include attitudes 

towards change, and entrepreneurship. Job-

seeking strategies are also often part of the pro-

gramme, as are efforts to promote self-esteem. 

4.5.6 Social inclusion

• Many policy initiatives tend to suffer from a 

‘one-size-fits-all’ approach, failing to acknowl-

edge the very different life circumstances that 

diverse groups of citizens have to deal with. 

• This is true for many CMS programmes that are 

offered to students, young people and adults, 

where such aspects as content (i.e. the selection 

of competences), pedagogy/andragogy (i.e. the 

approach to teaching) and assessment (i.e. the 

methods used to test mastery) do not take into 

account the specific needs of different target 

groups.

• Among the latter are women (including women 

returning to work after lengthy absence dedi-

cated to child-rearing, or victims of domestic 

violence who leave their partner and may thus 

find themselves in an economically vulnera-

ble position), ex-offenders, substance abusers, 

immigrants, travellers, ethnic minorities, and 

persons with disabilities. 

• Each group will benefit from a core of CMS that 

is valuable to all citizens, but will need aspects 

of these to be tailor-made to their own particu-

lar life circumstances. 

• All groups will benefit from exposure to power-

ful learning environments, but such environ-

ments need to be designed with the distinctive 

needs of the target group in mind. 

• Case Studies 4.11 and 4.12 provide examples 

of such bespoke programmes, catering respec-

tively for Roma people and for persons with 

disability.
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Case	Study	4.11:	The	IQ	Roma	Service	–	

The	Centre	for	Counselling	and	Employment,	

Czech	Republic

The IQ Roma Service, a Civic Association, has 

been active in Brno since 1997. This NGO acts 

within various networks, which include govern-

mental and non-governmental partners, thus 

implementing its aims as a part of broader civil 

society empowerment processes. The Centre of 

Counselling and Employment, an integral part of 

the Association, provides a wide array of services 

in the area of employment, which fill certain 

gaps in the state-sponsored services. Co-opera-

tion with clients on active job search uses adver-

tising and its own database of employers. This 

activity is based on clearly defined employment 

which the client wishes to get and specification 

of particular conditions under which the client 

can and wishes to work. Intensive co-operation 

with clients is based on individual action plans, 

which entail a process defined by the client with 

the aim of getting the desired job. Assistance 

services are focused on providing help with prep-

aration of CVs and motivational letters of appli-

cation, and with preparation for a job interview 

or the commencement of employment. The ser-

vice includes counselling, a long-term follow-up 

of employed clients with a view to helping them 

retain their new job, and mediation services and 

education/training where appropriate.

Case	Study	4.12:	Partnership-based	CMS	

model	for	persons	with	disability	in	Croatia

The Strategy on Equalisation of Possibilities for 

Persons with Disabilities in Croatia (2007-15) 

includes provision ‘to allow access to career man-

agement for persons with disabilities’. The Croa-

tian Employment Service in co-operation with 

URIHO (organisation for rehabilitation) have 

developed a model to enhance the employabil-

ity of unemployed persons with disabilities by 

improving their career management skills using 

tailor-made work-related activities. The model 

includes group activities, individual sessions 

and social activities. These cover assessment and 

upgrading of vocational competences and of key 

competences (communication in the mother 

tongue; mathematical and digital competences; 

sense of initiative and entrepreneurship; social 

skills; job-searching skills). There are also pos-

sibilities for self-evaluation using the ‘My Choice’ 

career guidance software. In addition, individ-

ual counselling on career possibilities leads to 

improvements in career management skills. An 

evaluation indicates that after 6 months, par-

ticipants have improved their working poten-

tial including that related to career management 

skills. According to follow-up surveys, 45% of 

unemployed persons with disabilities who have 

used URIHO facilities have found jobs on the 

open labour market.

Further details of all the case studies in this Resource Kit 

are available in the ELGPN database (http://elgpn.eu).
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5.1 Introduction

This section addresses policy issues related to access 

to lifelong guidance services. The section is divided 

into four sub-sections: policy issues (Section 5.2); 

questions that policies need to address (Section 5.3); 

a possible progressive continuum of policy steps 

(Section 5.4); and implications for six policy sectors 

– schools (Section 5.5.1), VET (Section 5.5.2), higher 

education (Section 5.5.3), adult education (Section 

5.5.4), employment (Section 5.5.5) and social inclu-

sion (Section 5.5.6).

5.2 Policy issues

• Access to lifelong guidance services still needs 

to be sufficiently developed for a wide range 

of particular groups of citizens. These groups 

include young people at risk of early school-

leaving, VET and tertiary students, employed 

adults, the ageing population, and people with 

disabilities. More robust policy frameworks are 

needed to provide adequate services and to 

motivate and inspire individuals to make use 

of them at different ages and stages in their life 

course.

• Guidance services are delivered in a limited 

5

range of locations and media, at limited times 

of the day or week, focusing on limited periods 

in the life cycle, thus restricting lifelong and 

life-wide access, and needs widening in these 

aspects.

• Every country is unique in their infrastructures 

and cultures for career resources and service 

delivery. However, the seven key features of 

access (coherence and consistency, channelling, 

differentiation, penetration, targeting, market-

ing, co-creating) are a policy and implementa-

tion challenge for widening access for all.

• Regardless of the need and value of face-to-face 

interventions for personal assistance, the new 

technologies have great potential for making 

access more feasible, cost-effective and user-

friendly. However, it is still a challenge for most 

ELGPN member-countries to create innovative 

and flexible service delivery linked to self-access 

and self-help modes. In some countries,  devel-

oping an integrated model of all-age services 

is on the agenda; in others, comprehensive 

services for all target-groups are promoted. In 

many cases, this demands new institutional 

contexts and a new mentality and culture. 

• An important policy issue is to employ a sys-

tems approach in developing proactive services, 
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life-wide and in all sectors. These may include 

approaches such as ‘reaching out rather than 

waiting for people to come’, ‘building a culture 

of learning by raising awareness’, and encour-

aging individuals to invest in their own skill 

development and to manage their motivation 

and self-confidence. Entitlement to free access 

to guidance must be part of such approaches.

• Guidance provisions within the process of vali-

dation of non-formal and informal learning are 

in process of development in many countries. 

The role of validation is now widely recognised, 

and there is a widespread commitment to 

introducing, implementing and consolidating 

systems of validation. However, the actual scale 

of implementation varies. Although the need 

for guidance services is well understood, the 

guidance support within the validation process 

seems in many cases to be, at best, in progress.

5.3 Questions that policies  
 need to address

• How should funding be allocated between dif-

ferent delivery channels to meet the needs of 

different priority groups? 

• What strategies can be developed to better pro-

mote the existence of quality-assured guidance 

structures and possibilities? How should the 

resources and service delivery be evaluated in 

relation to assuring access within a lifelong 

guidance perspective?

• How can the competences of guidance practi-

tioners be developed in response to changing 

demands in general and for particular target-

groups? 

• To what extent are the services provided 

founded in laws or regulations?

5.4 Policy steps

The self-assessment tool on pages 37–38 aims to 

provide an opportunity for the member-countries 

to reflect on their policies and implementation of 

measures for widening access to lifelong guidance, 

taking into account the EU Council Resolutions on 

lifelong guidance (2004, 2008) and the priority they 

attach to improving citizens’ access to lifelong guid-

ance services. The rationale is that lifelong guidance 

services should be readily accessible to all citizens, 

regardless of their social and occupational status and 

their geographical location. Descriptors are provided 

for each of the key features of widening access. The 

descriptors represent a continuum of development. 

Member-countries may use them as a tool to evaluate 

their existing services and to plan for the future, in a 

continuing process of developing the provision for 

all citizens. The countries may use the bullet points 

as a checklist for self-assessment.
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5.5 Implications for policy sectors 

5.5.1 Schools

• Guidance services are delivered in schools 

through a variety of face-to-face provisions and 

ICT tools to contribute to the career devel-

opment as well as personal and social devel-

opment of the students, within a holistic 

approach. The role of guidance is to support 

students’ career choices and transitions. 

• As parents often play an important role in their 

children’s career decision, it is important to 

support initiatives designed to provide them 

with the basic skills to use ICT tools so that they 

are able to support their children.

• Provision within schools can be complemented 

by external resources, including e-guidance, as 

illustrated in Case Study 5.1. 

• To reduce early school-leaving, support should 

be provided for students at risk, especially at 

key transitions: Case Study 5.2 from Germany 

is an example.

• Wherever possible, schools should work in 

co-ordination and collaboration with the 

Public Employment Services (PES) to support 

the career development of students, as in the 

German and Austrian examples (see Case Stud-

ies 5.2 and 5.3).

• Access can be extended through initiatives 

within the curriculum, as in Case Study 5.4.



39

Access

A
cc

es
s

Case	Study	5.1:	eGuidance	in	Denmark

The Danish Ministry of Children and Education 

launched eGuidance in January 2011. It provides 

individual and personal guidance to all citizens 

via various virtual communication channels: chat, 

telephone, SMS, e-mail and Facebook. eGuid-

ance is for everyone who wants information 

about education and employment; it may also 

refer users to other guidance tools (www.ug.dk) 

and to institutions for further guidance. It is espe-

cially targeted at resourceful young people and 

their parents, to give them easy access to inde-

pendent information and guidance and thereby 

to motivate the young people to continue the 

search and clarification process on their own. 

It plays a central role as a guide to the national 

guidance portal, and as a communicator of guid-

ance information etc. Use of Facebook was intro-

duced in January 2012, enabling eGuidance to 

provide guidance in a common forum and in the 

social media (www.facebook.com/eVejledning). 

Users can contact eGuidance during the day and 

evening as well as at weekends.

Case	Study	5.2:	Guidance	provision	for	youth-

at-risk	in	Germany

In Germany, guidance for youth at risk in the 

transition from school to work is a Federal ini-

tiative called ‘Educational Chains and Coaching’. 

Designed to prevent drop-out and early school-

leaving, this initiative of the Federal Ministry 

of Education and Research connects with the 

existing programmes and tools of the German 

federal states (Länder). It also combines with 

the ‘Coaching for the Transition to Work’ pro-

gramme of the Federal Ministry of Labour and 

Social Affairs, which aims to support the transi-

tion from general into vocational education, as 

well as to prevent drop-outs in both systems. The 

‘Educational Chains’ initiative supports young 

people in preparing for their general school cer-

tificate and their vocational education. The idea 

is to connect existing successful programmes like 

links in a chain, to ensure transparency and 

continuity. An initial analysis of potential in the 

7th or 8th grade focuses on key competences and 

assesses the pupil’s interests and strengths. In 

the subsequent stages, an Educational Coach 

accompanies the young people and supports 

them in the career choice and the transition 

process to VET, through finding and evaluating 

work-experience placements, and also assisting 

with information research through the use of 

internet resources and linking to the career guid-

ance service of the PES (including its Career 

Information Centre (BIZ)).
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Case	Study	5.3:	Career	information	for	young	

people	in	Austria

In order to widen access to career guidance and 

vocational information, the Federal Ministry of 

Labour, Social Affairs and Consumer Protection 

is working closely with the Federal Ministry of 

Education. The ministries have made a common 

commitment that all 7th and 8th grades should 

visit the career information centres of the public 

employment service (PES). The regional offices 

of the PES invite schools for a visit and pro-

vide information about their guidance services 

and other information material. The ambition 

behind this measure is that in a knowledge-

based economy and a dynamic labour market, 

young people should deal with educational and 

career choice at an early stage, in order to smooth 

the transition from primary school (1st to 9th 

levels) to secondary school or to an apprentice-

ship in the labour market, and also to prevent 

drop-outs. Young people must have access to 

information, advice and counselling in order to 

enable them to make a self-determined choice 

about their future career. As parents often play 

an important role in their children’s career deci-

sions, an effort is made to reach and inform 

them as well. Thus the career information centres 

organise events for groups like parents, organis-

ers of training measures and teachers. Informa-

tion is also provided in foreign languages.

Case	Study	5.4:	From	guidance	for	all	to	a	

personalised	path	for	each	individual,	in	

France

The PDMF (Parcours de découverte des métiers et 

des formations) is a policy that addresses all stu-

dents from secondary education (from age 12) 

to university studies. It aims at enabling every 

student to build their educational path in know-

ing how to make choices. The method consists 

of teaching competences regarding knowledge 

of employment, what studies should be followed 

to reach personal goals, and what this implies for 

oneself. It is built within the curriculum through 

mainstream subjects, supported by various guid-

ance activities. The skill ‘autonomy and initia-

tive’ is assessed as part of the common base of 

knowledge and skills which every child has to 

attain. Specific sessions are provided at high-

school level to prepare for access to work or to 

higher education. 

 In addition, since 2009, a law has enabled 

students who have not completed their common 

base to enter vocational schools linked to 

apprenticeships. Under this law, students can 

follow a curriculum which alternates schooling 

with training within one or more companies, 

and then may return to traditional schooling 

if they so wish. They also receive guidance on 

career management, plus counselling, as part of 

the programme. A further law on a special fund 

for youth has the objective of supporting school 

achievement, social inclusion and vocational 

integration. 
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A number of other relevant case studies are show-

cased in the ELGPN database:

• Government anti-drop-out initiative (Ny Giv) 

(Norway).

• Career education and guidance in schools 

and career guidance for young people at risk 

(Slovak Republic).

• Attacking early school-leaving (Aanval op de 

Schooluitval) (Netherlands).

• Education as a work process (Iceland).

• Boarding Schools for Excellence: a new device 

to fight early school-leaving (France).

• Best practice for schools (Austria).

• Training for the parents of students aged 7-19 

(Turkey).

• The roles of counsellors in the education sector 

(Cyprus).

5.5.2 VET

• VET students need better information and 

counselling on transitions to the labour market 

and jobs, and to flexible pathways in the edu-

cation sector. Guidance provision needs to 

provide support on mobility, access to entre-

preneurship, and validation of non-formal and 

informal learning. Case Study 5.5 from The 

Netherlands is an example of stimulating career 

orientation and guidance in vocational educa-

tion.

Case	Study	5.5:	Stimulating	career	orientation	

and	guidance	in	vocational	education,		

The	Netherlands

The Dutch Ministry of Education, Culture and 

Science is funding a project in 2010-13 to stimu-

late Career Orientation and Guidance (COG) in 

VET. Co-ordinated by the VET Council, the proj-

ect is designed to develop a structural position 

for COG within the educational programmes 

of VET institutions. Its aim is to reduce early 

school-leaving by developing better insights into 

a student’s qualities, talents and possibilities and 

thus being able to make a deliberate choice for 

further education or the labour market. During 

the implementation, a Digital Portal (VET Stad) 

has been launched and a document entitled 

‘Learning, Career and Citizenship’ (Leren Loop-

baan en Burgerschap) is being prepared to identify 

the aspects of COG which a VET school should 

address. Attention is also paid to outcomes, 

including the flow from VET schools to universi-

ties of applied sciences. 

A further relevant case study in the ELGPN database 

is the Career Catching Counsellors scheme in Austria.

5.5.3 Higher education

• Counselling provision in higher education 

needs to support students in self-exploration, 

exploration of the labour market and develop-

ing employability skills, as well as for mobility. 

Case Study 5.6 provides an example.

• Improving access for disadvantaged groups in 

higher education has been on the agenda of 

many countries (‘Universities without barriers’). 

• Information and counselling related to prior-

experience validation processes within univer-

sities are important in a number of member 

countries.
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Case	Study	5.6:	Guidance	services	in	universi-

ties	in	the	Slovak	Republic

According to the Act on Higher Education, each 

university should provide applicants, students 

and others with information and counselling 

services related to the course of study and pos-

sibilities for graduates to find a job. This obliga-

tion is complemented within the Act by the right 

of students to have access to information and 

counselling services. Such services are needed 

to support students in their decisions about 

university studies and professional careers, as 

well as to overcome the difficulties on this path-

way, regardless of whether they are domestic or 

foreign students participating in formal, non-

formal or informal learning. These services are 

particularly important in institutions aiming at 

lifelong learning and wanting to attract a diverse 

student population. 

 Career guidance as a service should be avail-

able everywhere and to all people – differentiated 

according to the clients’ needs, even for specific 

groups (foreign students, disabled people and 

others). Within the provision of services, the 

training of specialised personnel is emphasised, 

plus quality of services including staff responsi-

bilities, which should be included in assessing 

the quality of universities. Counselling in higher 

education is relevant not only to the employ-

ability of students but also to their personal 

development. 

5.5.4 Adult education

• Adults are often not aware of the qualification 

opportunities available to them, and may have 

a restricted view of their own skills and know-

how. For adults to choose an appropriate and 

realistic qualification path, it is necessary to 

clarify their expectations and deepen their self-

knowledge, as well as to map the alternatives 

in order to reach the preferred qualification. A 

notable example of the potential demand for 

such services, the role of marketing in elicit-

ing this demand, and the potential of distance 

guidance in helping to meet the demand, is 

shown in Case Study 5.7. 

• The role of guidance provision is a pivotal ele-

ment of the process for validating non-formal 

and informal learning. An example is shown in 

Case Study 5.8.

• The Council of the European Union considers 

guidance for older workers to be an important 

instrument in promoting active ageing.8 Some 

countries are now developing services specifi-

cally targeted at those aged over 50 or in transi-

tion to retirement, as illustrated in Case Studies 

5.9 and 5.10.

8 Council of the European Union (2011). Ageing as an Opportunity for 
the Labour Market and for the Development of Social Services and 
Community Activities. 3131st Employment, Social Policy, Health and 
Consumer Affairs Council meeting, 1-2 December.
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Case	Study	5.7:	Helpline/web-based	services	

in	the	UK

Learndirect, a national careers helpline for adults, 

was established in 2000. It offered online career 

information and advice by trained and qualified 

staff. In 2007, the service expanded to giving 

guidance over the telephone to specific target-

groups in England; other arrangements were in 

place for the rest of the UK. The service delivered 

over 14 million web sessions and over a million 

calls per year. These volumes were stimulated 

by marketing campaigns, including prime-time 

television advertising. 

 From 2008, responsibility for this service 

passed to the Learning and Skills Council, and 

it was re-titled the Careers Advice Service; this 

later became Next Step, and more recently 

the National Careers Service for England. The 

helpline includes not only telephone but also 

email and online chat. Separate arrangements 

now operate in Scotland, Wales and Northern 

Ireland, and a range of marketing tools includ-

ing press articles, Facebook and Twitter are used 

to increase customer awareness and uptake of 

services.

Case	Study	5.8:	Validation	for	adult		

education,	Poland

In 2007/08 in the Warmińsko-Mazurskie Voca-

tional Development Centre, the first project in 

Poland aiming at the validation of competences 

was implemented in two building and construc-

tion professions. Entitled ‘Let’s Build Together’, 

it operated within the framework of the EQUAL 

programme and covered the validation of com-

petences, linked to information, guidance and 

counselling, in the professions of gas installation 

fitter and sanitary installation fitter. The project 

included the development of a validation proce-

dure, used by 200 people. 

 Experience gathered contributed to the imple-

mentation of two further projects: ‘Specialist with 

a Degree’ and ‘Specialist with a Degree 2’. Within 

the first of these projects (2009/10), a vocational 

degree or a master degree could be obtained in 

the occupations of upholsterer and carpenter. 

Within the second project, competences could 

be validated in 8 occupations: concrete placer, 

reinforcement fitter, electrician, gas installation 

fitter, stonemason, carpenter, upholsterer, and 

furnishing works technician in the construction 

sector. In 2008/09 a two-year project of innova-

tion transfer was implemented, entitled ‘Towards 

a Qualified Construction Workforce for Poland’. 



44

Access

A
ccess

Case	Study	5.9:	Guidance	provisions	for	the	

ageing	population	over	50,	Germany

The Retirement Compass (Ruhestandskompass) is 

a new tool for people at the transition from work 

to retirement. It has been developed as part of 

the federal programme ‘Local Learning’ (Lernen 

vor Ort) in the city of Leipzig/Germany. It aims 

to support people to prepare for their retirement 

and to plan their future activities. In the light 

of the changing demographics and the future 

manpower shortage, older people are becoming 

increasingly important as active citizens. How-

ever, guidance provisions are rarely used by older 

people. The Retirement Compass is constructed 

so that it can be accessed and handled easily on 

its own, but it creates an opportunity for guid-

ance and actively encourages the use of guidance 

provision. 

Case	Study	5.10:	Career	guidance	for	older	

adults	in	the	Slovak	Republic

The National Programme for Elderly People is 

a policy for protection of older people. It origi-

nated as one of the activities of the Slovak Repub-

lic in relation to the International Year of Elderly 

People (1999). The Ministry of Education, Sci-

ence, Research and Sports in accordance with 

the principles and practices of the National Pro-

gramme promotes opportunities for this target 

group and ensures public access to lifelong learn-

ing as one of the options of self-fulfilment, gain-

ing mental and physical balance, and good use of 

leisure time. Education at a senior age can intro-

duce a new life perspective for older people and 

improve their personal growth. In 2000 a Forum 

for Helping Senior Citizens was established. This 

Forum brings together 150 member organisa-

tions at national and regional level providing 

care, support and services for elderly people, to 

protect their rights, promote their interests and 

help to meet their needs. It includes a focus 

on providing guidance and counselling services 

to older people and their family members, as 

well as providing day-care services for this target 

group.

A further relevant case study, ‘Guidance network in 

adult education’ (Austria), is available in the ELGPN 

database.



45

Access

A
cc

es
s

5.5.5 Employment

• Guidance provision to support individuals in 

self-exploration and exploration of educational 

and labour market opportunities are pivotal 

to increase employment in transitional labour 

markets. Guidance also is an integrated part of 

placement processes. To be part of an activation 

regime is an important step to avoid staying 

unemployed and becoming socially excluded.

• The role of guidance is also important to secure 

pathways for lifelong learning that is part of 

contractual employment obligations.

• Workplace guidance can support upskilling for 

improved performance and employment. As 

labour markets shift from supply- to demand-

driven markets, the range of customers having 

access to guidance services is being enlarged. 

Some Public Employment Services have reacted 

to this shift by offering guidance services to 

companies. The issue of access should therefore 

be extended beyond individuals to companies 

as entities – as in the example from Iceland 

(Case Study 5.11).

Further case studies showcased in the ELGPN data-

base are Jugendcoaching (Austria) and the National 

Lifelong Guidance Portal (Vi@s) in Portugal.

Case	Study	5.11:	Guidance	and	counselling	in	

the	workplace,	Iceland

The main goal of the project ‘Guidance and Coun-

selling in the Workplace’ is to bring information 

and counselling about competence development 

to people in their workplaces. The objective is 

to reach out to the target group to deliver infor-

mation and guidance, as well as to analyse the 

need for education in order to develop suitable 

courses. The target group is mainly people with 

little formal education (i.e. not completed upper 

secondary school) who are around 1/3 of the Ice-

landic labour market. Bringing information and 

guidance to this group is anticipated to have an 

impact on participation in lifelong learning and 

so to raise the educational level of the nation. 

 The project is financed by the Ministry of Edu-

cation, Science and Culture, and co-ordinated 

by the Education and Training Service Centre 

(ETSC); it works in co-operation with stakehold-

ers (unions, educational funds and educational 

providers). The career counsellors establish col-

laboration with companies, offer presentations 

and provide individual interviews in the work-

place or at their centre. The approach is person-

centred, with individuals being assisted to find 

suitable learning pathways. Personal follow-up 

is also provided. Since 2006, the project has pro-

vided about 20,000 interviews nationwide. More 

people from the target group are now coming to 

lifelong learning centres for guidance on their 

own initiative. 

5.5.6 Social inclusion

• Information, guidance and counselling services 

should be open to all citizens, regardless of 

their educational attainment, labour market 

position, skills base or overall life situation. 

The European Union aims to remove entry bar-
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riers to services as well as to provide support for 

individual lifelong learning and career manage-

ment processes.

• There is a growing trend towards a stronger 

individualisation of services, especially to cater 

for the information, counselling and learning 

needs of more hard-to-reach groups, such as 

young people at risk (e.g. early school-leavers) 

(see Case Study 5.12), the long-term unem-

ployed, older workers (50+), disabled people 

(see Case Studies 5.13 and 5.14), and employ-

ees/workers in restructuring industries/compa-

nies, as well as ethnic and cultural minorities. 

• With easily accessible services, the most disad-

vantaged groups of people can be reached and 

their employability skills enhanced, provided 

that the services are promoted at local, regional 

and national levels.

Case	Study	5.12:	The	Voluntary	Labour	Corps,	

Poland

The Voluntary Labour Corps is a state budget 

entity supervised by the minister responsible for 

labour issues. It fulfils the duties of the state in 

the fields of employment policy and of coun-

teracting the marginalisation and social exclu-

sion of young people. The Voluntary Labour 

Corps has a network of specialised stationary 

and mobile units providing a range of services 

for young people. 

 Between 2009 and 2013 the Voluntary Labour 

Corps is carrying out a project co-financed by 

the EU within the ESF on ‘The Voluntary Labour 

Corps as the Provider of Labour Market Ser-

vices’. The activities of the project will be directed 

to 25,000 young people aged between 15–25, 

including 600 who are unemployed and 2,440 

who are professionally inactive. The target 

groups are: unemployed people or job-seekers 

with different levels of education and qualifica-

tions, requiring assistance in the labour market; 

students and graduates preparing to enter the 

labour market and requiring assistance in terms 

of professional counselling, job matching and 

vocational training; and people at risk of social 

exclusion.
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Case	Study	5.13:	Guidance	services	for		

students	with	handicaps	or	special	needs,	

University	of	Iceland

The University of Iceland, the largest in the 

country with about 16,000 students, is the only 

Icelandic university which has structured and 

regulated services for students with handicaps 

or special needs. Students can apply to its Career 

Counselling Service for special study circum-

stances, including the provision of information 

on curriculum in time to allow sufficient prepa-

ration, flexibility in programme arrangements 

and personal progress, recording of lectures 

and a choice of suitable location for instruc-

tion. They can also apply for adjustments of 

examination procedures, including the exten-

sion of examination time, private examinations, 

reading and writing assistance, and alternative 

examination forms (e.g. multiple choice, brief 

written responses or oral examinations in place 

of long essay-type examinations). During the 

academic year 2010/11, approximately 700 stu-

dents received such assistance.	

Case	Study	5.14:	Vocational	schools	for	pupils	

with	special	needs	in	Turkey

In Turkey, educational services are provided in 

special schools to children and young people 

in six groups: the visually impaired, the hearing 

impaired, the physically impaired, the mentally 

impaired, autistic children and children with 

long-term illness. Those in a suitable condition 

are included within mainstream education in 

regular schools, benefiting from special classes 

and supportive education. In addition, special 

vocational schools provide education and career 

opportunities to students with special needs. 

Individuals over 21 with mild mental retarda-

tion are educated in these schools to acquire 

vocational skills. Their curriculum includes Turk-

ish, mathematics, social education, religious 

and moral education, music, art and gymnas-

tics, plus vocational education and vocational 

ethics linked to performance-oriented training. 

The study period is four years; where possible, 

at the end of first year students are also placed 

for work shadowing. Students who complete 

the course receive a vocational school certificate. 

Throughout this process, students are supported 

by educational, personal and vocational guid-

ance services in the schools.

Further details of all the case studies in this Resource Kit 

are available in the ELGPN database (http://elgpn.eu).
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Quality and Evidence

6.1  Introduction

This section addresses policy issues related to the 

quality of lifelong guidance services and collecting 

evidence on their performance and impact. The sec-

tion is divided into four sub-sections: policy issues 

(Section 6.2); questions that policies need to address 

(Section 6.3); a possible progressive continuum of 

policy steps (Section 6.4); and implications for six 

policy sectors – schools (Section 6.5.1), VET (Section 

6.5.2), higher education (Section 6.5.3), adult edu-

cation (Section 6.5.4), employment (Section 6.5.5) 

and social inclusion (Section 6.5.6).

6.2 Policy issues

• There is an urgent imperative to improve 

knowledge and understanding of effective qual-

ity-assurance systems and accountability frame-

works. Investments made in lifelong guidance 

systems and services must demonstrate more 

clearly the added-value returns for individu-

als, communities and societies. The aims of a 

quality-assurance system and mechanisms are 

to improve efficiency in service provision, to 

increase institutional financial accountability 

and to create transparency from the perspec-

6

tive of the citizen. The development of quality 

assurance in career development services is not 

an isolated process: instead, it is an integral 

cross-cutting theme in a national lifelong guid-

ance system and within institutional quality-

assurance systems that encompass education 

and training, employment and social inclusion.

• In particular, the role of information and com-

munications technology (ICT) in reaching out 

to citizens at a time and place best suited to 

their needs, as well as providing new customer 

relations management systems and improving 

access to labour market intelligence, provides 

new opportunities and challenges for those 

designing and delivering quality-assured provi-

sion. Strategic and operational plans must take 

into account the diversity of individuals, their 

entitlements and access to services, includ-

ing person-to-person dialogue both on-line 

and off-line. A balance needs to be achieved 

between face-to-face and online services linked 

to impact, cost-effectiveness and quality. The 

digital literacy of users and practitioners is also 

a significant issue for consideration.

• As fiscal arrangements tighten, there will be 

ever greater pressure from governments to jus-

tify expenditure on lifelong guidance services 
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in relation to competing demands. So far, most 

countries have focused on the quality of service 

provision and improvements, with practitioner 

competence positioned centrally within this. 

Some have taken action to involve citizens and 

users of careers services to help inform the 

design and delivery of services. With the excep-

tion of some Public Employment Services, few 

if any have used data statistical modelling to 

help analyse the immediate, medium- and lon-

ger-term calculated savings to the public purse 

in the form of economic and/or social returns 

on investment. A further challenge is for EU 

Education and Training (2020) developments 

to complement and strengthen the evidence 

base between education and Public Employ-

ment Services. 

• There is a strong case for common agreed ter-

minology for different quality-assurance and 

evidence-based activities, to enable measure-

ment and impact of initiatives to become 

more comparable and so to achieve shared 

understanding and learning within and across 

ELGPN member countries. In moving forward, 

the balance between quality assurance and evi-

dence should be strongly influenced by a small 

number of agreed quality elements, criteria 

and indicators for measurement that can be 

tested out and applied in practice, supported by 

examples of possible data.

• From the outset, evidence-based learning and 

evidence-based policy need to be informed 

by systematic data collection, making use of 

available and new databases and research. This 

necessitates a specific focus on investments in 

workforce development and capacity building, 

to ensure that practitioners and managers have 

sufficient knowledge, skills and competence 

to gather evidence and construct appropriate 

data-sets that can both inform policy decisions 

and withstand public scrutiny. To achieve this, 

a flexible quality-assurance and evidence-base 

framework, and measurement tool(s) that 

can be applied in practice with tangible out-

comes derived from piloting new and inno-

vative approaches, are essential pre-requisites 

within a lifelong guidance system. Also, guid-

ance policy co-ordination and co-operation 

undertaken on a systematic basis should be 

regarded as a quality item in itself. This appears 

to be a ‘blind spot’ in most quality-control  

approaches.

• Demand for careers support from a broad spec-

trum of individuals is on the increase, with 

the emergence of a plethora of new market 

players and cross-sector partnerships involving 

public, private and third sectors. This trend is 

not unique, with OECD9 reporting that many 

governments are increasingly using private and 

non-profit entities to provide goods and services 

to citizens in a wide range of fields. With pres-

sures on the public purse, an ageing society, and 

the need to stimulate greater investments and 

added-value returns for participation in learn-

ing and work, fresh approaches are required.

6.3 Questions that policies  
 need to address

• What policy levers can be used to ensure prac-

titioner competence and capability to deliver 

high-impact and high-quality careers provision 

within a multi-channel blended service?

• What strategic role should governments per-

form in shaping (or reshaping) the structure, 

form and function of the lifelong guidance 

workforce, its qualifications and continuing 

professional development arrangements?

• What more needs to be done to involve citizens 

and social partners in improving and extend-

ing the range and quality of lifelong guidance 

provision? 

9 Organisation for Economic Co-operation and Development (2010). 
Restoring Fiscal Sustainability: Lessons for the Public Sector. Paris: OECD.
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• How can citizens be assured of high-quality 

services and reassured that their individual 

needs and interests will not be exploited by 

‘rogue traders’? What role, if any, should pol-

icy-makers perform in relation to establish-

ing a national register of careers practitioners 

or more formal licence arrangements under-

pinned by legislation?

• What are the distinctive roles of the private, 

public and voluntary/community sectors in 

designing and delivering high-quality careers 

provision?

• How can technology facilitate improved shar-

ing of data-sets and greater use of techniques 

for analysing the economic benefits from, and 

social returns on investments in, lifelong guid-

ance services within and across sectors?

• To what extent do lifelong guidance websites 

help to increase individuals’ career manage-

ment skills and immediate, intermediate and 

longer-term career progression?

• For what purposes are quality-assurance data 

collected, what kinds of data collection are now 

needed, and how might the results be used to 

inform strategic evidence-based policies and 

practices?

• How can the right balance be achieved between 

access for citizens to online and offline lifelong 

guidance services, given the serious constraints 

on public-sector budgets? Who should pay for 

lifelong guidance services?

• What are the real cost-benefits to governments 

and individuals, and how can these be assessed 

and measured most effectively? 

• How can policy-makers ensure they are suffi-

ciently informed about evidence-based policy 

and quality-assurance developments? 

6.4 Policy steps

It is clear that despite systematic progress being made 

across Europe and further afield, gaps and deficits 

in careers service provision exist in many countries. 

Justification of public expenditure on lifelong guid-

ance systems and services, linked to clear evidence 

on effectiveness and impact, is a significant challenge. 

Such evidence must be strengthened through new 

accountability frameworks that include routine data 

collection, plus longitudinal tracking to determine 

longer-term impact and cost-saving benefits to gov-

ernments and individuals. Each quality-assurance 

system or framework has its own specific features; 

there are many good examples available across the 

EU and further afield. It is therefore undesirable 

to try to replace these with yet another alternative 

system or framework. Instead, a series of quality ele-

ments designed to provide a useful starting point for 

auditing different aspects of quality and evidence-

based policies can be used, as outlined on page 52, to 

inform initial and ongoing discussions on evidence-

based learning and policy formation in different 

contexts, including different sectors within the same 

context. A more detailed presentation of the ELGPN 

Quality-Assurance and Evidence-Base (QAE) Frame-

work is available in Annex D.
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Quality element 1: Practitioner competence

Ad hoc arrangements not framed by policy  44444
Highly regulated ‘register’ or ‘licence to practise’ 
arrangements 

Quality element 2: Citizen/user involvement

Fragmented and/or ‘one-off’ user satisfaction 
surveys 44444

Highly organised quality assurance and evidence-
based systems that involve users actively in the 
design and development of services

Quality element 3: Service provision and improvement

Absence of a career management skills framework, 
linked to access to services by key priority groups 44444

Total quality management system in place that 
also captures data on career management skills, 
levels of investments and added-value returns

Quality element 4: Cost-benefits to governments

No information held on cost-benefits to 
governments 44444

Immediate, medium and long-term calculated 
savings to the public purse in the form of 
economic and/or social returns on investment 
(SROI)

Quality element 5: Cost-benefits to individuals

Limited information on added-value returns as 
a result of individuals participating in careers 
services

44444
Evidence of ongoing longitudinal tracking and 
studies that measure the impact of differing 
careers interventions in differing settings

There is an urgent imperative in all countries to 

secure an appropriate balance between providing 

core services to all (avoiding ‘marginalising the main-

stream’) and targeting intensive services to those who 

need them most. Given that lifelong guidance poli-

cies and provision are located within and across a 

range of sectors (e.g. schools, vocational education 

and training, higher education, adult education, and 

employment), services to individuals need to be as 

seamless as possible.

6.5 Implications for policy sectors

6.5.1 Schools

• Schools present the policy-maker with a chal-

lenge in making key decisions about embed-

ding quality assurance in careers education, 

career guidance and counselling through the 

introduction of career management skills 

(CMS) delivered as a ‘stand-alone’, ‘cross-curric-

ular’ and/or ‘extra-curricular’ activity, alongside 

Table 6.1: Quality elements of a national lifelong guidance system
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career guidance and counselling; and in partic-

ular, in monitoring and tracking students’ prog-

ress linked to attainment levels and progression 

routes as well as drop-out rates. Legislation, 

statutory provisions and/or general guidelines 

underpinning career education and guidance 

can be helpful in this regard. An interesting 

example from Sweden of general guidelines 

in career education and guidance that provide 

recommendations on how relevant statutes can 

be applied is presented in Case Study 6.1.

• An assessment of the impact of differing inter-

ventions within, across and outside the curricu-

lum needs to take place in an organised rather 

than ‘ad hoc’ manner, following agreed prin-

ciples for reviewing practitioner competence, 

citizen/user involvement, service provision and 

improvement, and cost-benefit returns to both 

the individual and to government. In schools, 

face-to-face and online lifelong guidance ser-

vices delivered through the telephone, webchat, 

sms and social media (e.g. Facebook) do not 

always fit into a single ‘stand-alone’ arrange-

ment. Web 2.0 and 3.0 developments, including 

smartphones and greater usage of ‘mash-ups’ in 

personal and career information within and 

outside the education and employment sec-

tors (such as labour market intelligence and 

information) are transforming teaching and 

learning in schools throughout Europe and 

further afield. Therefore, linkages are neces-

sary between quality-assurance requirements, 

inspection arrangements, evidence-based learn-

ing and evidence-based policies.

• An interesting example of a new and emerging 

approach to quality assurance set within an 

evidence-based framework, integrated through 

using a country’s youth database system 

(15–29-year-olds), is from Denmark (see Case 

Study 6.2). In this context, work in schools, 

guidance centres and youth education institu-

tions is a starting point for building evidence 

and reviewing the impact of individuals’ career 

trajectories over time.

• Many countries are developing innovative 

quality-assurance systems and evidence-based 

policies in order to support policy-makers in 

critical reflection on the transition from school 

to work and in the development of more sys-

tematic and robust data collection linked to 

specific quality indices. An example of this 

is Estonia’s three-strand approach to quality 

assurance (see Case Study 6.3).

• Those who develop and deliver quality-assur-

ance systems and quality standards must link 

these to evidence-based policies in the worlds 

of education and training, and of employment: 

this implies a requirement for professional 

development for key actors to be much clearer 

about what data are required, and for what pur-

poses data are being collected, including how 

they can be used to inform government poli-

cies. Careers practitioners, teachers and manag-

ers must be guided by strong leadership that 

encourages them to learn new skills to assess 

and measure the impact of specific interven-

tions, including the skills to work in partner-

ship and report back confidently to others both 

inside and outside the school setting (see Case 

Study 6.4). 
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Case	Study	6.1:	General	guidelines	linked	to	

statutes,	supported	by	assessment	tools,	in	

Sweden

The National Agency for Education in Sweden 

(Skolverket) has published general guidelines in 

career education and guidance that provide rec-

ommendations on how relevant statutes (laws, 

ordinances, rules and regulations) can be applied. 

The guidelines indicate how one can or should 

act, and aim to influence developments and pro-

mote uniformity in the application of legislation. 

They should therefore be followed unless the 

municipality and school can show that educa-

tion is conducted in another way that fulfils the 

stipulated demands. General guidelines are fol-

lowed by comments that are intended to clarify 

the advice given, based upon research on career 

guidance, assessments and verified experience. 

 The general guidelines and comments are 

intended to give school providers and planners a 

foundation for their work to plan, organise and 

implement career education and guidance for 

students in compulsory school, upper secondary 

school, upper secondary vocational education 

and adult education. They can also serve as sup-

port for municipalities and schools in assessing 

the quality of their own career education and 

guidance, as well as for the Swedish National 

Schools Inspectorate. In addition, an assessment 

tool with quality indicators for career education 

and guidance (BRUK) has been developed.

Case	Study	6.2:	A	youth	database	system	and	

quality-assurance	project	in	Denmark

In Denmark, the Ministry of Children and Edu-

cation has a youth database system in place 

designed to collect data about educational and 

employment status on all 15–29-year-olds (in 

accordance with the civil registration system) 

in order to support the youth guidance cen-

tres in their outreach work. New legislation has 

also been introduced that requires every young 

person aged 15–18 to have an educational plan 

with these centres. 

 In addition, statistical information is used and 

analysed within the Ministry to compare student 

applications in March and placements in Octo-

ber. This information is supported by careers 

practitioners, teachers and managers, and feeds 

into the set goals and ‘performance improving’ 

agenda outlined by the Ministry. 

 A new pilot project is being considered by 

the Ministry to introduce a ‘balanced score card’ 

approach for quality assurance and evidence-

based learning in the regional guidance centres, 

which includes data gathering linked to six spe-

cific domains: 

• Transition rates (after 15 months).

• Number of years before young people start 

higher education.

• Drop-out rates (after 12 months).

• User benefits reported from the guidance they 

received.

• Respondents attending collective events.

• Number of counsellors holding a professional 

diploma.

The results will feed into a continuing improve-

ment plan for national, regional and local career 

development service design and delivery.
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Case	Study	6.3:	Using	quality	manuals	to	

develop	a	culture	of	learning	within	and	across	

career	development	services	in	Estonia

In Estonia, three inter-related services currently 

operate: career education, career information and 

career counselling. Career service developments 

are informed and supported by three quality man-

uals which contain ideas and resources on: (i) 

how to ensure the quality of career education in 

schools, aimed at teachers and directors of general 

education and vocational training institutions, 

linking pedagogical principles to lifelong guid-

ance policies and practices; (ii) how to develop 

service quality-assessment reviews and require-

ments concerning service delivery and record 

management systems; and (iii) how to under-

stand the management and delivery of careers ser-

vices, which in turn affects the quality of careers 

provision. Examples of quality indices include:

• satisfaction of the users of careers services, mea-

sured through questionnaires and interviews;

• satisfaction of stakeholders (mainly representa-

tives of the National Career Guidance Forum), 

measured through questionnaires and inter-

views;

• satisfaction of career service professionals: 

measured using questionnaires, interviews and 

‘on-the-spot’ inspections;

• attainment of the objectives set: measured 

using actual results measured against intended 

results. 

In 2011, manuals were piloted in 17 regional 

youth information and counselling centres. The 

system is being expanded to cover the Esto-

nian Unemployment Insurance Fund (national 

employment offices) and career centres in the 

institutions of higher education.

Case	Study	6.4:	Professionalisation	of	the	

career	development	workforce	in	Finland

By international standards, the career develop-

ment system in Finland is strongly profession-

alised. All comprehensive schools have at least 

one full-time-equivalent counsellor, who has 

normally had five years’ training as a teacher, 

plus teaching experience, followed by a one-year 

specialist training. Duties include individual 

career counselling, and running guidance classes 

focusing on careers education and study skills. 

In addition, most pupils have at least two one-

week work-experience placements, which are co-

ordinated with employers through a web portal. 

Guidance is a compulsory subject within the 

curriculum, and there are clear quality guidelines 

for comprehensive and upper secondary schools, 

specifying the minimum level of guidance ser-

vices permissible, together with a web-based ser-

vice to support institutional self-evaluation of 

guidance services. Attempts have also been made 

to embed guidance policy issues in national in-

service training programmes for school princi-

pals. 

 In addition, Finland’s Employment Office 

employs some 280 specialised vocational guid-

ance psychologists. Each has a master’s degree 

in psychology, and also completes short in-ser-

vice training. Many obtain further postgraduate 

qualifications. Their clients include undecided 

school-leavers, unemployed people, and adults 

who want to change careers. 

6.5.2 VET

• The European Quality Assurance Reference 

Framework for Vocational Education and Train-

ing (EQAVET) provides a useful reference tool 

designed to support policy-makers. It forms 

part of a series of European initiatives aimed at 
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recognising skills and competencies acquired 

by learners in different countries or learning 

environments (see Annex B). In particular, 

the creation of national reference points for 

EQAVET, as a structure to support implementa-

tion plans at national level, supports and com-

plements European Qualification Framework 

(EQF) developments.

• The implementation of quality standards and 

the terminology used in vocational education 

and training remain variable, although coun-

tries are moving in a common direction in 

relation to the development and application of 

quality standards, including the use of student 

and customer satisfaction surveys. While there 

are commonalities in structure, content, and 

student outcomes, there are also substantial 

variations between countries, even those shar-

ing a common approach to VET; and within 

this there may also be distinctive approaches at 

regional or local levels. 

• There is a strong need to properly teach career 

management skills and inform young people 

(and parents) on employment and training pos-

sibilities and how these can support career man-

agement skills, including being adaptable and 

resilient in order to keep up with fast-changing 

vocational education and training and other 

options and routes. A major challenge is to 

sustain the quality of careers provision whilst 

reducing costs. For many countries, this requires 

an in-depth review of current arrangements, as 

outlined in Case Study 6.5 from Greece. 

• In the rapidly changing labour market, VET 

providers as well as school staff report an 

absence of strong and reliable LMI concern-

ing career pathways, work experience and job 

opportunities, in particular future skills needs. 

This requires strong professionalised input and 

support for VET providers concerning lifelong 

guidance policies and practices. 

• There is a growing interest in finding new ways 

of assessing student learning outcomes as a 

result of their participation in vocational edu-

cation and training, including lifelong guid-

ance services (set alongside those who pursue 

more general education pathways). Whilst a 

career management skills framework (see Sec-

tion 4) can offer structure and content to sup-

port students in their learning and personal 

development, most countries have yet to find 

a systematic way of capturing and compar-

ing data on the distinctive learning outcomes 

derived from VET pedagogical approaches. 

Clearly, there is scope to harness technology 

to examine reported learning outcomes that 

originate from self-help, brief-assisted and 

more in-depth guidance interventions from 

client perspectives, as outlined in Case Study 

6.6 from Hungary.  

• In general, providers of VET are increasingly 

focusing on the outcomes and results of differ-

ent types of interventions, sometimes linked to 

a ‘payment by results’ arrangement between the 

contractor and government. This can include 

a particular focus on the quality assurance of 

supply chains and networks embedded within 

employment, training, community and volun-

tary sectors. 

• Employer-led developments that take into 

account quality standards and/or inspection 

regimes may include a national standard or 

‘kitemark’, agreed mainly between government 

and employers. A range of regional or local 

awards may also be used to assure the quality of 

provision in VET (as well as in schools, colleges 

and higher education institutions). In addition, 

quality assurance of individual careers profes-

sionals should be self-regulated through adher-

ence to industry-led professional standards in 

order to assure service users that individual 

careers practitioners are working to an agreed 

code of ethics and common professional stan-

dards. Both Germany and the UK are testing 

out new arrangements in this regard (see, for 

example, Case Study 6.7).
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• Practitioner competence in engaging with 

employers and utilising local labour market 

intelligence is often weakened when policy 

directives are steered towards other competing 

priorities. 

Case	Study	6.5:	A	model	system	for	quality	

assurance	mapped	against	the	ELGPN	Quality	

Assurance	Evaluation	Framework	in	Greece

In 2012, a new National Organisation for the 

Accreditation of Qualifications and Career Guid-

ance (EOPPEP) was introduced. One of its aims 

is to inform and support the implementation of 

a robust quality-assurance system. The prepara-

tory study included a quality manual, a bib-

liographical study, and  a survey of 50 career 

guidance services in the education (secondary 

and tertiary) and initial VET sectors. The survey 

produced important quantitative and qualita-

tive data on the current state of these services 

in relation to five sets of quality criteria.   The 

analysis of interim results, a synthesis report, 

and an expert panel of 13 leading advisers repre-

senting practitioners, government and employers, 

fed into a national action plan for continuous 

improvement of career guidance services. The 

challenge is to find ways of improving quality 

whilst reducing costs. The ELGPN QAE Frame-

work has been used as an effective auditing tool 

to identify gaps in data that can then be shared 

with various stakeholders at national, regional 

and local levels. External evaluations are under 

way to ensure that services observe the quality 

criteria and feed reliable data to the quality-

assurance systems of both the EOPPEP and the 

lifelong learning system.

Case	Study	6.6:	A	learning	outcomes	study	in	

Hungary

In order to assess the learning outcomes derived 

from differing types of career support interven-

tions, a pilot study with EU colleagues in voca-

tional education and training (and other key 

sectors) is being led by the Department of Psy-

chological Counselling at the University of ELTE 

in Hungary. The main purpose is to test out a 

methodology for capturing client data online 

and analysing the results through an ICT plat-

form, in order to identify the added-value con-

tribution of self-help, brief-assisted and more 

in-depth guidance interventions, drawing spe-

cifically upon client perspectives. This builds 

upon an impact study commissioned in 2009 

by the Hungarian National LLG Council as a 

follow-up evaluation of the first Hungarian 

Lifelong Guidance System Development Proj-

ect. The University of ELTE team has developed 

a Careers Service Impact Inventory: an online 

client and institutional questionnaire to assess 

client needs and responses, which is being rolled 

out in Estonia, Germany, Hungary and Portugal. 

The measured variables are linked to the con-

cepts of career management and career adapt-

ability of individuals in fast-changing and often 

unpredictable labour markets. The underpinning 

aspects include: information-handling strategies, 

self-knowledge, interpersonal skills, acknowl-

edgement and handling of uncertainty and of 

environmental factors related to career construc-

tion, identifying career goals, and integrating and 

enhancing career opportunities. 
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Case	Study	6.7:	Professionalisation	develop-

ments	in	the	UK

In the UK, four career professional associations 

have formed a new Careers Profession Alliance 

(CPA). Their key message of ‘One Voice – Making 

an Impact’ aims to strengthen the UK careers 

profession, building upon recommendations 

from the Careers Profession Taskforce in England 

(2010). It is central to the mission of the CPA 

to raise the standard of all career development 

professionals and provide public assurance on 

the quality of career development activities and 

services across the UK.  The CPA has established 

a National Register of Career Practitioners as part 

of a professional framework which guarantees 

that individuals are suitably qualified and oper-

ate to the highest standards. In England, this is 

supported by a new online Career Progression 

Framework. The CPA will engage employers and 

other stakeholders to promote the careers pro-

fession, and will eventually seek a Royal Charter 

from the Privy Council. In the four home nations 

within the UK, Government is being actively 

consulted to ensure that quality assurance, evi-

dence-base systems and professional develop-

ment arrangements are mutually supportive and 

coherent. In England, the Government has recog-

nised the importance of the CPA’s work by sign-

ing up the new National Careers Service to the 

CPA proposals.

6.5.3 Higher education

• Universities and other higher education institu-

tions are influenced strongly by employability 

agendas set by policy-makers, students, parents 

and employers. Many individuals expect career 

guidance services to help smooth their tran-

sition into the labour market. Demand and 

expectations for services to be accountable for 

demonstrating positive destinations and return 

on investments in higher education are on the 

increase across Europe and further afield. 

• The Bologna Process, the Higher Education 

Modernisation Agenda, the University-Busi-

ness dialogue and co-operation, and the Com-

mission’s Green Paper on Learning Mobility 

for Young People, all imply that careers services 

have an important role to play in support-

ing citizens not only in managing transitions 

but also in maintaining openness to change 

and adapting on a lifelong basis. In response 

to this, universities and other higher educa-

tion institutions are developing more sophisti-

cated approaches to linking with business, and 

to capturing student data and tracking their 

learning and employability experiences to feed 

into their quality-assurance and continuing-

improvement processes.

• In most cases, internal institutional quality-

assurance frameworks and mechanisms are 

embedded within both pedagogy and andra-

gogy. With the promotion and marketisation of 

higher education provision expanding rapidly 

across Europe, it is clear that quality assurance 

is viewed by many as a ‘key selling point’ in 

attracting new students and securing employer 

participation in the employability curricu-

lum. Also, links to innovation and enterprise 

necessitate new forms of dialogue between the 

education sector and the wider market place,  

requiring investment in staff development for 

quality assurance of careers provision. Case 

Study 6.8 highlights a new initiative in Ger-

many which is designed to drive up quality and 

assess the impact of strengthening profession-

alism within and across the higher education 

workforce.

• The combination of ‘internal quality assurance’ 

and ‘external links with employers’ offers the 

potential for stronger linkages to be made for 

data exchange and shared professional exper-

tise between and across agencies such as higher 



59

Quality and Evidence

Q
ua

lit
y

education, schools, colleges and VET providers.  

One such initiative is reported in Case Study 

6.9, which illustrates how this can be achieved.

• As yet, there is no available evidence that higher 

education institutions are making use of sta-

tistical data modelling that involves academ-

ics from outside the careers sector scrutinising 

data-sets and/or developing new theoretical 

concepts for assessing and measuring the cost 

benefits and social returns on investment of 

differing types of careers interventions. In some 

countries, this approach is gaining momentum 

in other sectors, such as voluntary and commu-

nity organisations, as they strive to retain their 

budgets and sphere of influence.

Case	Study	6.8:	Quality	assurance	through	

a	training	curriculum	for	higher	education	

counsellors	in	Germany

To enhance the quality and professionalism of 

advisory and counselling services in higher edu-

cation, as well as to assure the professional status 

of such work through qualification and certifica-

tion, the university counsellors’ association – the 

Society for Information, Guidance and Therapy 

at Universities (GIBeT) – has developed a train-

ing curriculum for guidance practitioners in this 

sector. It involves a series of training courses 

which are accredited by the association’s training 

commission. These are presented in a database 

which supports transparency and offers flexible 

and decentralised training provision. Arranged 

in basic and advanced modules, the curriculum 

involves courses on all different aspects of guid-

ance and counselling in universities. Practitio-

ners may choose between two profiles, according 

to their main professional tasks: educational 

guidance and education management. Once they 

can prove the related qualification and training, 

they receive a certificate. To date there are no 

common regulations for the professional status 

and the education and training of guidance prac-

titioners as a basis for quality assurance in higher 

education in Germany. It is anticipated that the 

certificate will develop into a proof of quality as 

well as qualification in this field of work.
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Case	Study	6.9:	Higher	education	and	quality	

assurance	in	Latvia

Student support provision is co-ordinated by Stu-

dent Services based on a quality-assured model 

that allows the integration of all support services 

for students, including education, career, psy-

chological issues and assistance to persons with 

disabilities. Given the interdisciplinary nature 

of career development, an integrated approach 

helps to ensure the provision of appropriate 

types of support and co-operation among coun-

sellors (and other staff). Guidance provision as a 

centralised service is offered through individual 

counselling, group workshops, thematic lectures, 

information activities, and online resources 

including an ‘E-career’ tool. The online facility 

allows employers to establish direct contact with 

potential applicants. In order to expand commu-

nication channels, social networks such as Twit-

ter and Skype are also used. In co-operation with 

employers, the university has invited visiting 

lecturers to add to course content by providing 

current information on sectoral developments. 

This forms part of the Latvian higher educa-

tion quality-assurance process. There have been 

visiting lecturers in chemistry, finance, bank-

ing, information technology, retail and other 

programmes. Further plans exist to establish a 

unified support system at the institutional level, 

combining different types of services provided 

at different levels within the institution into one 

system, and including the introduction of peer 

mentoring, tutoring and personal development 

planning, to promote co-operation between the 

university and employers.

6.5.4 Adult education

• The involvement of the citizen/end-user in 

organising and developing lifelong guidance 

services is an important way both of empower-

ing citizens and of contributing to the overall 

improvement of the services. 

• Capturing the voice of users of lifelong guid-

ance services is often neglected, beyond the 

standardised use of client satisfaction surveys. 

This means finding innovative solutions using 

a range of media, including focus groups and 

person-to-person dialogue, that encourage 

and incentivise adults to play an active role 

in careers service design and delivery. Quality 

assurance and evidence-based learning embed-

ded within joint EU research projects, such as 

the Nordic study outlined in Case Study 6.10, 

highlight both knowledge maturation and a 

programme for action. 

• Due to the complexity of adult education oper-

ating with differing arrangements in the public, 

private and voluntary/community sectors, tra-

ditional quality standards, such as the ‘matrix’ 

quality standard in the UK (see Case Study 6.11), 

have been revised in an attempt to reduce unnec-

essary bureaucratic processes and to simplify 

monitoring and assessment requirements. The 

requirement to meet set professional standards 

developed and approved by self-regulating pro-

fessional associations are contained within some 

national standards, and broadly welcomed by 

employers, practitioners and governments.

• By introducing the application of career man-

agement skills linked to both self-exploration 

and career exploration, it is possible to use 

online career information systems to evaluate 

the extent to which such engagement individu-

ally and collectively relates to better academic 

results, completing more rigorous courses, and 

post-secondary education planning. Careers 

practitioners and managers need to become 

much clearer on the merits of doing this.
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Case	Study	6.10:	Voice	of	users	in	promoting	

the	quality	of	guidance	for	adults	in	Nordic	

countries

A project on the voice of users, funded by the 

Nordic Network of Adult Learning, started in 

2010, and its results were published in late 2011. 

The project group consisted of researchers in 

Denmark, Finland, Iceland, Norway and Sweden, 

under the management of the Centre of Life-

long Guidance Expertise at the University of Ice-

land. The project focused on two main goals: 

(i) to describe if, and how, adult users of career 

guidance have an impact on the services pro-

vided, as well as comparing user involvement in 

adult guidance; and (ii) to evaluate the learning 

outcomes of guidance for adults in the Nordic 

countries that access guidance in adult learning 

centres. In adult education in these countries, the 

main focus is on providing guidance on educa-

tional and personal issues, and to a lesser extent 

on vocational issues. Findings indicate that there 

is strong potential for greater user involvement, 

which is not currently being maximised. 

Case	Study	6.11:	The	matrix	quality	standard	

in	the	UK

The matrix Standard is a quality framework for 

the effective delivery of information, advice and/

or guidance on learning and work, designed to 

promote continuous improvement amongst 

individuals and organisations. Organisations 

are assessed every three years by externally 

appointed assessors and are required to seek con-

tinuous improvements in the way they deliver 

their service. The matrix Standard was launched 

in February 2002 and revised in 2005. In 2011, 

a restructured and revised version was trialled 

with organisations accredited or likely to seek 

accreditation against the Standard, and was con-

firmed as being more robust but achievable. The 

organisations valued: the alignment with busi-

ness processes; the increased focus on outcomes; 

the links between organisational aims and objec-

tives and service outcomes; the focus on staff 

development; and the use of targeted evaluation 

to support continuous improvement. The matrix 

Standard has been adopted by a range of organi-

sations across the UK and there is an increasing 

international interest. Over 2,100 organisations 

are accredited under the Standard. It is the intel-

lectual property of the Secretary of State for Busi-

ness, Innovation and Skills (BIS) and is Crown 

Copyright. 

6.5.5 Employment

• As unemployment remains high and many 

employers continue to fill their vacancies 

without recourse to the Public Employment 

Service (PES), new strategies are being devel-

oped in many countries for involving private 

employment agencies in contributing to social-

inclusion policies such as the placement of 

the unemployed and/or bringing market forces 
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and quasi-market approaches into the PES.

• Performance indicators are widely used within 

PES to inform and support devolved arrange-

ments between centralised and localised poli-

cies and delivery structures, in an attempt to 

find more regional and local solutions. In some 

cases, early-intervention strategies have evolved 

from within the Public Employment Service 

that focus on active labour market measures 

targeted at certain groups.

• The wide range of quantitative performance 

indicators (PIs) and targets include: the market 

share and number of vacancies notified; the 

rate at which vacancies are filled; the speed at 

which new benefit claims are processed; the 

share of groups with specific needs; the number 

of visits of PES staff to local employers; and 

the post-programme employment rate of active 

labour market programme (ALMP) participants. 

Additional qualitative targets may also be used, 

with assessment on a subjective basis. The flow 

of job-seekers into registered vacancies is one of 

the most important indicators of performance. 

However, these PIs do not at present relate spe-

cifically to lifelong guidance: there is scope for 

further joint development work in this regard. 

• It is not easy to measure the impact of jobs or 

training secured through self-service, since cli-

ents’ use of such facilities is often not registered. 

There is a strong case for cross-fertilising learn-

ing from measurement difficulties experienced 

within the PES to lifelong guidance services, 

including the use of regression techniques to 

adjust data for differences in job-seeker char-

acteristics and local labour market conditions. 

Labour market intelligence and information 

databases can increasingly perform more 

sophisticated functions to support the moni-

toring and tracking of opportunity structures 

and workforce developments.

• New active labour market policies, which aim 

to provide high-quality assistance for individu-

als through employment services and lifelong 

guidance services working more closely (e.g. 

in the form of co-location, and undertaking 

shared professional training where appropri-

ate) are beginning to emerge. Further work 

within national guidance forums is needed to 

look at the range of such strategies, and the rela-

tive efficiency of different structures, forms and 

functions. Case Study 3.1 in Section 3 describes 

the role and impact of an established national 

guidance forum led by the Public Employment 

Service in Hungary. 

6.5.6 Social inclusion

• Demand for lifelong guidance is likely to 

increase significantly as a result of the numbers 

of transitions and of unemployed individuals 

caused by micro-economic or macro-economic 

shocks across Europe. 

• A precept for success in terms of what pol-

icy-makers can do, given growing political 

pressures in favour of supporting the young 

unemployed – particularly 18–25-year-olds – 

is to monitor effective programmes that have 

a close link to the labour market and use this 

information to improve the quality of educa-

tion and training programmes.

• Quality assurance and evidence-based learn-

ing must highlight the importance of targeting 

support not only to young people themselves 

but also to aim this at their families and local 

communities.

• There is a danger that some performance indi-

cators fail to make explicit the characteristics 

of ‘disadvantage’ and multiple barriers associ-

ated with this. There is also the risk of so-called 

‘stigma’ which may discourage practitioners 

from recording data concerning expected pro-

ductivity and motivation of clients to partici-

pate in learning and/or work. 

• There is an important role for government in 

addressing the need to keep recipients of ser-
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vices, particularly those most vulnerable in 

society, safe and respecting their confidentiality, 

whilst at the same time loosening restrictions 

that result in organisations imposing some 

reduced forms of career interventions (for 

example, banning the use of social networking 

sites) because of fears related to safeguarding 

users of services. Evidence-based learning and 

policy formation that combines the effective 

use of ICT and labour market intelligence in 

reaching out to vulnerable individuals is of 

critical importance. 

• Case Study 6.12 provides an example of how 

one country is addressing the issue of encourag-

ing guidance practitioners working with adults 

to record data more accurately, in order to track 

the enablers and barriers to individuals’ career 

progression over time.

Case	Study	6.12:	Using	staff	development	and	

training	and	a	client	data	tracking	system	in	

Ireland

The National Centre for Guidance in Education 

(NCGE) has developed a continuing profes-

sional development (CPD) programme for guid-

ance practitioners10 to focus on particular skill 

needs and/or client issues. This is set within the 

context of targeting specific groups who are eli-

gible to access the Adult Educational Guidance 

Initiative (AEGI). An Adult Guidance Manage-

ment System, developed in consultation with 

guidance services, holds client data to inform 

local and national planning activities. Tracking 

and monitoring clients’ barriers to progression, 

as well as positive outcomes, enables policy-

makers and practitioners to reflect on the impact 

of their work and to identify any gaps in provi-

sion. The NCGE provides guidelines supporting 

the development of a robust evidence base. The 

CPD programme focuses on making practical 

use of the data recorded at a service-delivery level 

and reviewing practitioner skills to find creative 

ways of delivering outreach activities, especially 

to hard-to-reach individuals and groups. To sup-

port quality-assurance developments, the NCGE 

has produced an online AEGI Handbook with 

examples of good practice from services. The 

Handbook is used locally for induction training 

for new staff and ongoing service design and 

delivery. 

10 Guidance counsellors are qualified to postgraduate level, working 
alongside information officers qualified to certificate level.
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6.5.7 Cross-sectoral

Many of the case studies above include cross-sec-

toral elements. In addition, some countries have 

addressed quality and evidence issues on a cross-sec-

toral basis as a means of developing a more coherent 

lifelong guidance system. In Germany, for example, 

the National Guidance Forum is bringing together 

a wide range of agencies to examine shared quality 

assurance, evidence-based learning and evidence-

based policy formation (see Case Study 6.13).

Case	Study	6.13:	Developing	a	national		

quality-assurance	system	in	Germany

In Germany no legislation or agreed nationwide 

standards for quality in career guidance have 

existed since the abolition of the state monop-

oly in 1998. Quality development and strate-

gies have been left to the market. Accordingly, 

the German National Guidance Forum and the 

Institute for Educational Science at the Univer-

sity of Heidelberg initiated in 2008 a nationwide 

‘open process of co-ordination’ among policy-

makers, relevant actors and stakeholders in the 

guidance field, with the aim of developing an 

agreed framework for quality development in 

career guidance. With funding from the Federal 

Ministry of Education and Science, the following 

products were developed and tested by a small 

number of service providers:

• A catalogue of commonly developed and 

agreed quality criteria, with indicators and 

proposals for measurement instruments.

• A Quality Development Framework (QDF) 

to assist providers in their quality efforts.

• A commonly developed and agreed practitio-

ner competence profile.

The outcomes were published and launched in 

January 2012. A follow-up project with funding 

from the Ministry continues until mid-2014 to 

implement these outcomes. One of its aims is 

to convince policy-makers at national, regional, 

and local levels, as well as managers and profes-

sionals, of the economic and social benefits of 

high-quality career guidance services by dem-

onstrating the outcomes and impact of quality 

investments.

10

Further details of all the case studies in this Resource Kit 

are available in the ELGPN database (http://elgpn.eu).

10 
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Co-ordination and Co-operation

7.1 Introduction

This section addresses policy issues related to co-

ordination and co-operation between lifelong guid-

ance services. The rationale for establishing national, 

regional and/or local forums lies in the synergies that 

such mechanisms provide in bringing a variety of 

stakeholders together on common tasks. Such efforts 

may range from developing co-ordinated lifelong 

guidance strategies, through more specific strategies 

such as quality frameworks, to practical day-to-day 

co-ordination of career days or career fairs. 

The section is divided into four sub-sections: 

policy issues (Section 7.2); questions that policies 

need to address (Section 7.3); a possible progressive 

continuum of policy steps (Section 7.4); and impli-

cations for six policy sectors – schools (Section 7.5.1), 

VET (Section 7.5.2), higher education (Section 7.5.3), 

adult education (Section 7.5.4), employment (Sec-

tion 7.5.5) and social inclusion (Section 7.5.6).

7

7.2 Policy issues

• The 2008 EU Council Resolution11 Priority 4 

reads: ‘Encourage co-ordination and co-opera-

tion among the various national, regional and 

local stakeholders.’ This implies that linkages 

across sectors are pivotal to efficient and coher-

ent guidance services.

• In an attempt to improve co-ordination and 

coherence in policies and systems for guid-

ance provision, most European countries face 

the challenge of fragmentation and ‘sectorising’. 

Different lifelong guidance services have their 

own history, aims, methods and budgets: they 

work in structural silos. Nonetheless, they are 

responsible for providing guidance in a lifelong 

perspective, which ideally would imply a seam-

less and coherent system. At present, this is a 

vision for the future, rather than a reality, in 

most countries. 

• Lifelong guidance is a key component of life-

long learning strategies – nationally, regionally 

and locally, as well as at EU level. In a knowl-

edge-based society, such as the EU aims to be, a 

coherent all-age guidance system for all citizens, 

11 Council of the European Union (2008). Better Integrating Lifelong Guid-
ance into Lifelong Learning Strategies. 15030/08. EDUC 257 SOC 653.
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with built-in progression throughout the life-

span, is pivotal to the success of these strategies. 

• The establishment of local, regional and 

national guidance forums and similar policy 

co-ordination mechanisms is an important fea-

ture of these efforts, bringing together actors 

and stakeholders in partnerships. National 

forums may be complemented by regional 

forums, either in support of national forums, 

or – in countries with devolved government 

– as separate mechanisms with national links.

• In establishing a national guidance forum/

mechanism, Cedefop12 identified ten ‘key 

messages’, i.e. propositions that merit consid-

eration in the process of establishing and devel-

oping national forums. These relate to the need:

(1) To make a clear connection to lifelong 

learning and employability strategies.

(2) To establish shared definitions and termi-

nology.

(3) To be selective in determining those 

invited to participate.

(4) To have clearly identified tasks and roles.

(5) To have strong champions, and strong 

commitment from key parties.

(6) To define clearly the relationship with the 

government.

(7) To have an independent secretariat. 

(8) To avoid mission drift.

(9) To be aware of the risks of role conflict. 

(10) To strive to work from the viewpoint of 

the individual citizen.

These key messages should be reviewed and inter-

preted in relation to co-operation and co-ordination 

mechanisms at all relevant levels – national, regional, 

local – as well as cross-border, cross-regional and 

cross-national co-operation. 

12 Cedefop (2010). Establishing and Developing National Lifelong Guid-
ance Policy Forums: a Manual for Policy-Makers and Stakeholders. 
Panorama Series 153. Luxembourg: Office for Official Publications of 
the European Communities.

• A taxonomy of the intensity of linkages identi-

fies three levels:

• Communication. This might include 

exchanging information, and exploring 

possibilities for co-operation and co-ordi-

nation.

• Co-operation between partners, within exist-

ing structures. This might be largely infor-

mal in nature, and based on a co-operation 

agreement, with decision-making powers 

being retained by each partner.

• Co-ordination. This is likely to require a 

co-ordinating structure, with operational 

powers and funding (and possibly a con-

tract or legal mandate).

Few national or regional forums/mechanisms oper-

ate at the co-ordination level: most are at the com-

munication level and some at the co-operation level. 

Some are merely discussion or dialogue forums.

7.3 Questions that policies  
 need to address

• What are the roles of guidance forums/mecha-

nisms? Four roles can be distinguished; these 

need to be clarified, as they are not exclusive, 

and many forums/mechanisms undertake 

more than one role. The four are:

• Dialogue: a platform where actors and 

stakeholders meet to discuss and exchange 

information and viewpoints, and whose 

main outcome is creation of a common 

understanding and voluntary co-ordina-

tion of activities.

• Consultation: a body set up primarily to act 

as a reactive sounding board for govern-

ment initiatives and policies.

• Policy development: a proactive forum to 

promote lifelong guidance through con-

crete policy proposals and initiatives.

• Systems development: a place for developing 
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and implementing concrete, practically-

oriented issues within the framework of 

lifelong guidance (e.g. quality-assurance 

frameworks, or training provision).

• Who decides on the membership of forums/

mechanisms at national, regional and local 

levels? This may include national ministries 

responsible for providing guidance, in particu-

lar ministries of education and employment, 

accompanied by representatives of organisa-

tions which operate the main guidance services, 

notably public employment services (PES). 

Other core actors represented in some forums/

mechanisms include the social partners, asso-

ciations of guidance professionals, and rep-

resentatives of user groups (parents, students, 

senior citizens, ethnic minorities, people with 

disabilities, etc.). 

• What are the functions	of forums/mechanisms? 

Six main functions can be distinguished:

• Improving communication – providing a 

forum for discussion on key policy issues; 

establishing a common definition of guid-

ance; developing shared terminology for 

guidance.

• Encouraging collaboration – stimulating 

inter-agency co-operation and co-ordina-

tion on specific activities (events, projects, 

research); taking transversal initiatives 

on issues which span several services or  

sectors.

• Identifying citizens’ needs – mapping existing 

services and identifying gaps in provision; 

managing consumer research and public 

consultation exercises; developing career 

management competence frameworks for 

citizens.

• Improving service design and improvement, 

including quality – developing quality 

standards and quality-assurance systems; 

developing competence frameworks and 

accreditation schemes for guidance prac-

titioners.

• Influencing policy – developing improved 

structures and strategies for supporting life-

long guidance delivery; promoting lifelong 

guidance as an integral part of national 

learning, employment and social-inclusion 

policies; seeking policy support to fill gaps 

in existing lifelong guidance provision.

• Benefiting from international co-operation 

– supporting national participation in 

ELGPN; supporting national participation 

in international policy development; dis-

seminating innovation and best practice 

generated by European and international 

initiatives.

• What are the status and terms of reference of a 

forum/mechanism? Structural and operational 

questions include:

• Status – whether the forum/mechanism 

should be a formal structure, possibly even 

anchored in legislation, or a more informal 

organisation, and what its relationship to 

government should be.

• Membership composition – which actors and 

stakeholders should be invited to partici-

pate.

• Resources	– what kind of funding and sup-

port is needed to perform the tasks, and 

how this should be provided.

• Leadership – whether or not the forum/

mechanism should have a chairperson, 

how it is determined who this should be 

(appointed or elected), whether an execu-

tive committee is needed, and how secre-

tarial services should be provided.

• Decision-making processes – whether the 

forum/mechanism should take any deci-

sions, and if so, how these are to be reached 

(consensus, simple majority, qualified 

majority). 

• Communication channels – how the forum 

should communicate the outcome of its 

activities, and to whom.
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• What general policy-making approaches are 

adopted? A taxonomy may be helpful in distin-

guishing between: 

• a reactive approach which mirrors and sup-

ports national/regional/local guidance 

policies; 

• a critical approach which questions 

national/regional/local guidance policies; 

• a proactive approach which formulates 

national/regional/local guidance policies.

• How is the sectoral approach of forums/mecha-

nisms defined? Although countries see much 

potential in increasing networking and part-

nership-based co-ordination and co-oper-

ation across sectors and organisations,	 they 

also see limitations and challenges. These are 

often linked to differences in the operating 

cultures between sectors (e.g. between educa-

tion and employment). Sectors also have dif-

ferent structures and specific mandates based 

on regulations defining their funding, methods 

and responsibilities. On occasion, sectors and 

institutions may find themselves in competi-

tion over the same limited resources. More-

over, sectoral protectionism may result in lack 

of synergies as well as a lack of continuity, 

as maintaining relationships between organi-

sations becomes too complicated; this can 

strengthen sector-to-sector stereotypes. 

• What is the regional scope of forums/mecha-

nisms? An important policy issue is whether to 

form independent forums/mechanisms at local 

and regional as well as national levels,	 i.e. to 

establish a set of co-ordination and co-opera-

tion mechanisms which operate to a significant 

degree on an ‘arm’s length’ basis. At present, 

much national co-ordination is dependent on 

single ministries (education or employment), 

and those which have established a truly cross-

sectoral national forum can struggle to main-

tain their independence. 

• How are the	relationships between forums/mecha-

nisms at various levels organised? The relation-

ships and linkages between national, regional 

and local forums/mechanisms are crucial to 

seamless lifelong guidance approaches. In 

particular, an early step in forming a national 

forum could be to build at the regional level, 

which is essential in forming operational part-

nerships. Four dimensions of regional co-oper-

ation and co-ordination can be distinguished:

(1) Intra-regional: linkages within the regional, 

across structural silos and different sectors.

(2) Inter-regional: linkages across neighbour-

ing regional boundaries. 

(3) Trans-regional: linking several regions in 

thematic clusters.

(4) Cross-national: regional linkages across 

national boundaries.

Of these, (1) is the most common, (2) is rare, 

and (3) and (4) are exceptional. 

• How could support of guidance co-operation 

and co-ordination function between regions 

across national boundaries? The twinning of 

bordering regions across national borders 

could be an important policy option for fur-

ther developing guidance co-operation and 

co-ordination on a cross-regional basis. Such 

activities would mirror recent mobility poli-

cies in educational, labour market and social 

policies in the European Union, and develop 

efforts in the ELGPN in terms of a stronger 

regional dimension, alongside the national 

dimension which has been the main focus to  

date.

• What kinds of cross-regional approaches could be 

helpful and effective? In some administratively 

and politically sub-divided countries, a cross-

regional approach may serve as a vehicle to ease 

co-operation and co-ordination in the guidance 

field. In practical terms this could imply inter-

regional and intra-regional issues such as:

• Supporting the establishing of regional, 

cross-sectoral co-ordination and co-opera-

tion fora/platforms/partnerships/represen-

tative structures.
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• Encouraging regional, cross-sectoral train-

ing for guidance experts, e.g. in the adult 

guidance sectors for ease of referral and 

to sustain personal links between practi-

tioners.

• Encouraging common planning and cur-

ricular development of work-experience 

programmes, workplace visits, work shad-

owing, educational taster courses, educa-

tional/work fairs, etc.

• Encouraging co-ordinated workplace guid-

ance activities, and other common out-

reach guidance activities. 

• Encouraging the planning of regional, 

yearly thematic guidance activities.

• Assessing the effectiveness of different 

guidance models/approaches (recognising 

that not everything can be readily mea-

sured in quantitative form). 

7.4 Policy steps 

Depending on the form of government, the relation-

ship between centralisation and decentralisation, the 

level of professionalisation, traditions, etc., forums 

and similar mechanisms may take various forms at 

national, regional and local levels. The three self-

assessment tools that follow are designed to help 

in reviewing existing mechanisms and considering 

directions for future action:  

Tool	 7.1:	 Reference	 points	 for	 lifelong	 guidance	

policy	and	systems	development

A strategic effort to develop and promote lifelong 

guidance policies and systems requires inputs from 

ministries, social partners, civil society, guidance 

practitioner associations and other relevant stake-

holders. Tool 7.1 is designed to clarify existing condi-

tions on a scale from no structures or procedures to 

a well-developed and systemic approach to co-oper-

ation/co-ordination mechanisms for lifelong guid-

ance policy and systems development at national, 

regional and/or local levels.

Tool	 7.2:	 Reference	 points	 for	 forums	 or	 similar	

mechanisms	for	lifelong	guidance	policies

This part of the self-assessment tool is based on the 

conclusions and key messages in the Cedefop (2010) 

manual. The term ‘forum’ can cover a range of co-

operation and co-ordination mechanisms. Between 

the two poles lies a continuum of policy options.  

Tool	7.3:	Levels	of	operation	for	a	forum	or	a	simi-

lar	mechanism 

As noted in Section 7.2, lifelong guidance forums 

may operate at one or more of three levels: commu-

nication, co-operation and co-ordination. The first level 

(communication) could be, for example, a working 

party or network or think-tank; the second level 

(co-operation) includes, for instance, agreements to 

work together on specific tasks; the third level (co-

ordination) is likely to need a more formal and more 

sustainable structure. 
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Tool 7.1: Reference points for lifelong guidance policy and systems development

I.1 Policy partnership

No structured co-operation exists between 
government ministries, social partners, and civil 
society on lifelong guidance policies and systems

44444

A national lifelong guidance partnership advises 
on a range of national strategies (education, 
employment, social inclusion) and action plans, 
and contributes to ELGPN activities

I.2 Policy support resources

There is no systematic allocation of funds to support 
lifelong guidance policy implementation and 
harmonised service provision

44444

Financial allocation for lifelong guidance systems 
development is clearly identifiable within 
education and employment budgets; national 
lifelong guidance developments include financial 
commitment from the non-government partners

I.3 Policy elaboration process

No evidence exists of clearly identifiable or 
articulated lifelong guidance policy in the education 
sector

44444

National economic development plan includes 
a specific section on lifelong guidance, detailing 
specific and complementary objectives for 
education, employment and social inclusion 
policy fields

I.4 Monitoring and evaluation

No system is in place to monitor and evaluate  
lifelong guidance developments 44444

Recommendations from monitoring and 
evaluation of  lifelong guidance developments 
and activities are integrated into further policy 
reforms and action plans in the education and 
employment sectors

I.5 Exchange of interesting practices

There is no systematic exchange of good practice 
between lifelong guidance providers 44444

Results of national/regional/local/cross-regional 
etc. practices are accessible to all through an on-
line database including multimedia
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Tool 7.2: Reference points for forums or similar mechanisms for lifelong guidance policies

II.1. Connections to lifelong learning and employability strategies

No connection is made in policies or in practice 
between issues of lifelong guidance and lifelong 
learning / employment / social policies

 44444

A clear, decision-based national/regional/
local policy and strategy for lifelong guidance 
is defined as an integrated part of national/
regional/local policies for lifelong learning and 
employment / social affairs

II.2. Shared definitions and terminology

The discourse about terms and definitions in 
different contexts of guidance is not regarded as an 
issue for the forum

44444
A clear common understanding exists of terms 
and definitions in guidance in various contexts

II.3. Selecting participants

II.3.1  
Participation in the forum occurs more informally, by 
accident or by personal connections

44444
Key stakeholders of the forum are identified 
and appointed by a clearly defined and broadly 
accepted procedure

II.3.2  
The representation in the forum is fragmented and 
unbalanced

44444
All relevant actors and stakeholders are 
represented in the forum by delegates with a 
clear mandate 

II.3.3  
The number of participants, and the mandate and 
composition of the forum, imply the status of a 
debating forum with no formal powers

44444
The number of participants and clear mandates 
of the delegates secure targeted and effective 
activities for the forum

II.3.4  
No structured and differentiated working process 
exists

44444
The forum may establish sub-groups or task 
groups to deal with specific tasks and issues

II.4. Clearly identified tasks and roles

II.4.1  

44444A written commitment or a common awareness 
about aims, tasks and roles of the forum does not 
exist

A clearly defined set of aims, objective, tasks and 
roles of the forum exists

II.4.2  

44444The forum works without a clear organisational 
procedure

The forum works with a clear procedure 
of setting objectives, timetables and 
documentation for the participants and 
represented organisations as well as for partners 
in policy and politics

II.5. Strong champions, and strong commitment from key parties

II.5.1  

44444
Leadership is unclear Leadership is clearly defined and accepted by all 

participants, organisations and stakeholders
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II.5.2  

44444Professional leadership of the forum is unclear and 
not well accepted

The forum is led by professionally respected 
persons who are able to involve participants and 
key parties actively

II.6. Relationship with the government

II.6.1  

44444A common agreement on the relationship between 
the forum and government at national/regional/local 
level does not exist

The relationship between the forum and the 
government at national/regional/local level is 
clearly defined and well accepted

II.6.2  
A common understanding and awareness about the 
importance of information procedures does not exist

44444

A clear awareness and commitment exists 
concerning information procedures between 
the forum, the government, the public, and the 
media

II.7. Independent secretariat 

An administrative and/or organisational base for the 
forum does not exist 44444

Administrative and organisational functions of 
the forum are well-developed, clear and effective, 
with stable financial resources, and accepted by 
all stakeholders and members of the forum

II.8. Avoid mission drift

Influences on development or changes of aims, tasks 
and roles are unclear 44444

A strong commitment between members of 
the forum concerning roles and tasks exists; 
developments of aims, objectives, roles and tasks 
are carried out openly, involving all participants 

II.9. To be aware of the risks of role conflict 

A common understanding of and dealing with 
different roles and possible conflicts is not present 44444

The work within the forum is based on a 
common awareness of effects and benefits in 
all areas of lifelong guidance across sectors; 
possible competition concerning roles, tasks, 
financial resources and policy influence is dealt 
with harmoniously in the forum

II.10. Work from the viewpoint of the individual citizen

Institutional, organisational and political interests 
are the main focal points of influence, power and 
motivation for activities within the forum

44444
Activities within the forum focus on the needs 
and demands of and the benefits for individual 
users in all areas of lifelong guidance
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Tool 7.3: Levels of operation for a forum or a similar mechanism

Level Intensity of linkages

Communication:
A core function of the national/regional/local forum or similar mechanism is: 

To bring together actors and stakeholders in the field of lifelong 
guidance  

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To exchange information and experience in the field of lifelong 
guidance at national/regional/local levels 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To document and to publish issues, themes and examples of 
practice in the field of lifelong guidance

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To explore possibilities for co-operation and co-ordination in the 
field of lifelong guidance  

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

Co-operation 
A core function of the national/regional/local forum or similar mechanism is:

To initiate and improve co-operation, of a largely informal nature, 
between actors and stakeholders in the field of lifelong guidance  

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To give incentives and support for co-operation between actors 
and stakeholders in the field of  lifelong guidance within existing 
structures 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To develop co-operative activities  between actors and 
stakeholders in the field of lifelong guidance,  based on a co-
operation agreement 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To contribute to co-operative activities, with decision-making 
powers being retained by each partner 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

Co-ordination 
A core function of the national/regional/local forum or similar mechanism is:

To act as a ‘steering group’ for relevant actors and stakeholders in 
the field of lifelong guidance at national/regional/local levels 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To represent a co-ordinating structure, with operational power 
and funding 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To act as a co-ordinating structure on the basis of a contract or 
legal mandate 

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

To act as the official policy body in the field of  lifelong guidance 
within lifelong learning by the mandate of the relevant national/
regional/local authorities  

not at all                                                                   to a great extent
      4                      4                      4                      4                      4

7.5 Implications for policy sectors 

Well-functioning co-ordination and co-operation 

mechanisms between guidance providers and rel-

evant stakeholders at national, regional and local 

levels have varying implications for different sectors. 

7.5.1 Schools

Schools need to co-operate with stakeholders and 

partners outside schools in order to enrich the guid-

ance resources and learning experiences they can 

offer to their students.
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Key issues here include:

• Additional support for early school-leavers in 

co-operation with outreach guidance services.

• Focusing of school curricula on creativity, inno-

vation and entrepreneurship in co-operation 

with local stakeholders and partners. 

• Links with work-experience providers, role 

models, taster courses. 

• Standards for co-operation at all relevant tran-

sition points, from pre-school/early childhood 

education to upper secondary education. 

• Organised communication between stakehold-

ers and practitioners in different sectors. 

• Feedback between educational and profes-

sional sectors, universities, and employers. 

7.5.2 VET

Both initial VET	 and continuing VET	 need to co-

operate with stakeholders and partners outside edu-

cational institutions in order to support the relevance 

of its provision to the world of work and to students’ 

future careers.

Key issues here include:

• Guidance/counselling to support EU mobility 

tools in co-operation with providers. 

• Firmer links with employers, chambers of 

commerce, labour organisations, and Public 

Employment Services. Training designers need 

to co-operate with the labour market in order 

to develop VET provision that will fit labour 

market needs. 

• Communication strategies between the world 

of work and VET for identifying the needs and 

demands of enterprises and employers con-

cerning VET. 

• Communication and co-operation between gen-

eral education and VET/apprenticeship schemes.

• Job creation and entrepreneurship, where guid-

ance may facilitate linkages between job pro-

viders, entrepreneurs, and innovation. 

7.5.3 Higher education

Links between higher education institutions and 

external guidance services, partners and stakehold-

ers are important to create seamless transitions for 

students, in particular at entry and exit points, and to 

establish effective links with the world of work. 

Key issues here include:

• Pre-entry, to facilitate effective choices and tran-

sitions. 

• Preparing students for academic studies 

through taster courses facilitated by co-opera-

tion between guidance services and educational 

providers.

• Links with employers and alumni organisations, 

and competence development of counsellors: 

communication and co-operation vertically (e.g. 

with upper secondary level education) and hori-

zontally (between various higher education sec-

tors: universities, universities of applied sciences, 

academies, providers of academic courses). 

• Securing the continuity of career management 

skills development between secondary educa-

tion and higher education. 

• Improving transitions between secondary edu-

cation / VET and higher education. 

• Assisting students on exit in terms of job-search 

and job creation.

• Supporting students engaged in second-chance 

higher education and in continuing higher 

education. 

• Supporting the role of higher education in ini-

tial and continuing training of guidance coun-

sellors and other guidance staff, and in relevant 

research.

7.5.4 Adult education

Adult education and training is pivotal to upskilling a 

flexible labour force, and to personal, vocational and 

social pathways during the lifespan. Co-operation 
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and co-ordination between guidance services plays 

an important role in facilitating smooth and seam-

less learning opportunities, encompassing not only 

formal but also non-formal and informal learning.

Key issues here include:

• Improving learners’ motivation within adult 

education.

• Enhancing the role of guidance in relation to 

accreditation of prior experiential learning 

(APEL) and to learning in the workplace includ-

ing formal, non-formal and informal learning.

• Identifying and constructing learning offers 

that meet the needs and demands of potential 

adult learners at all life phases, including the 

‘third age’. 

• Strengthening the role of social partners and 

enterprises in guidance provision. 

• Enhancing career management skills develop-

ment for adults in the workplace. 

7.5.5 Employment 

Co-operation and co-ordination mechanisms have 

a role to play in supporting the development of new 

competences to enable individuals to function in 

rapidly changing labour markets. 

Key issues here include:

• Links with PES networks, supporting lifelong 

learning components of flexicurity and ‘mobi-

cation’ (mobility + education) policies. 

• Improving learning environments in enter-

prises, support structures, financing etc. for 

learning on and alongside the job, including 

job-rotation schemes. 

• Developing career management skills for adults, 

including unemployed people.

• Promoting and developing policies to promote 

job creation from the demand side. 

• Motivating and helping people to develop new 

competences and to make career changes. 

• Fostering mechanisms to predict labour market 

bottlenecks. 

7.5.6 Social inclusion

Co-operation and co-ordination mechanisms can 

support the role of lifelong guidance in preventing 

social exclusion. 

Key issues here include:

• Links between peer support and professional 

guidance back-up; user involvement.

• Communication and co-operation concerning 

transfer of experiences and impact evidence in 

fields related to social inclusion.

• Co-ordination of principles, criteria and stan-

dards for social inclusion in all areas, especially 

for those Not in Education, Employment or 

Training (NEETs).

• Minimising bureaucratic procedures to support 

social inclusion. 

• Positive discrimination for disadvantaged 

people to support social inclusion.

7.5.7 Cross-sectoral

The following case studies illustrate examples of 

the wealth of different approaches to national and 

regional co-ordination and co-operation. With 

a view to differing national and regional condi-

tions, traditions, degree of professionalisation, and 

administrative structures, some co-ordination and 

co-operation mechanisms take the form of regional 

partnerships, including formal agreements between 

PES/welfare sector and regional educational institu-

tions (Case Studies 7.2, 7.3, 7.5 and 7.7); some cross 

national borders (Case Study 7.1); some rely on 

national initiatives (Case Study 7.4); and some use 

ICT to create such linkages (Case Study 7.6). Others 

carry out research on the overall supply and need for 

guidance across sectors (Case Study 7.8). There is no 
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single approach which can serve as a one-size-fits-all 

European model. 

Case Study 7.9 depicts the national impact of a 

particular national forum across sectors.

Case	Study	7.1:	Cross-border	co-operation in	

the	Region	of	Bodensee

The Region of Bodensee represents a co-operation 

model that includes several dimensions, one of 

which is guidance and counselling. The regions 

and districts around Lake Bodensee cover four 

states (AT, CH, DE, FL) and comprise one prov-

ince of AT, six Swiss cantons, and three regional 

labour agencies in DE and FL. The co-operation 

platform is composed of 30 national, regional 

and local organisations such as regional govern-

ments and district administrations for education, 

labour and the economy, public employment 

services at national and regional levels, social 

partners such as chambers of commerce and 

trade unions, and the International Bodensee 

Conference. The region is also one of 22 EURES 

regions, using the opportunities provided within 

European co-operation. In terms of guidance 

in the Bodensee region, innovative services and 

activities such as ‘Guidance on Board’ (a ship-

based cross-border action) are combined with 

other aspects of cross-border and cross-regional 

co-operation, to support mobility. Regular cross-

border job markets take place, as do EURES 

events in all the regions involved, and educa-

tional fairs involving enterprises, educational 

institutions and public employment services. The 

Bodensee region also provides a portal for youth 

guidance and information about education, jobs 

and careers (see: http://www.jobs-ohne-grenzen.

org/Jugendportal.69.0.html).

Case	Study	7.2:	A	partnership-based	early-

intervention	approach	in	Croatia

As a measure to prevent long-term unemploy-

ment, the Croatian Public Employment Service 

(CES) is implementing early-intervention activi-

ties and career guidance services aimed at final-

grade basic-school pupils, secondary-school 

pupils and university students. Career guidance 

is provided through a step-by-step approach 

and is partnership-based, including primary and 

secondary education institutions, universities, 

employers, other experts, parents, etc. Once a 

year, a Vocational Intentions Survey is carried out 

with final-year pupils of primary and secondary 

schools. On the basis of this assessment, priority 

groups are identified, as well as the appropriate 

types of services for each group of pupils. Sup-

port to these groups takes different forms (group 

and individual informing and counselling of 

pupils and parents, self-assessment tools, etc.) 

according to the identified needs. The holistic 

approach through close networking and commit-

ment of relevant stakeholders responds to soci-

etal expectations and contributes to the smooth 

implementation of this preventive action.
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Case	Study	7.3:	National	co-operation	and	co-

ordination	mechanisms	in	guidance	practice	

and	policy	development	in	Norway

Public career guidance provision in Norway is 

available through public services in the educa-

tion sector and in the work and welfare sector. At 

county level, local authorities have established 

regional partnerships to enhance co-operation 

and co-ordination between the different stake-

holders in the counties. To support these part-

nerships, a need for national co-ordination was 

evident. A National Unit for Lifelong Guidance 

was accordingly established by the Ministry of 

Education and Research and situated in Vox, the 

Norwegian Agency for Lifelong Learning. The 

major focal points of the Unit are:

• Co-ordination of all the different career 

guidance provisions and the stakeholders 

involved, including regional partnerships.

• Competence development and research, both 

to develop career guidance as a specific pro-

fession and to enhance competence develop-

ment for professionals.

• Quality development and quality assurance.

The Unit has established two national bodies for 

co-ordination and co-operation: the National 

Forum for Career Guidance; and the National 

Co-ordinating Group. The overall strategy is 

based on a lifelong perspective: that career guid-

ance is relevant and necessary in all the different 

phases and transitions a person faces throughout 

life.

Case	Study	7.4:	Discussion	Platform	for	Life-

long	Guidance,	Poland

In 2007, the Ministry of Labour and Social Policy 

established a Discussion Platform for Lifelong 

Guidance. This initiative is designed to improve 

co-operation in career guidance activities at 

national level through involvement of the most 

important government and non-government 

institutions responsible for legal provisions and 

strategic solutions. Cross-platform meetings are 

held once a year. Each meeting is devoted to 

specific topics, allowing preparation of materi-

als for discussion and facilitation of joint ini-

tiatives. Institutions which include guidance in 

their responsibilities take part, including the 

Ministry of Labor and Social Policy, the Ministry 

of National Education, the Ministry of National 

Defence, the Ministry of Science and Higher Edu-

cation, the National Centre for Supporting Voca-

tional and Continuing Education, the Central 

Board of the Prison Service, the Headquarters 

of Voluntary Labour Corps, the Management 

Board of the Professional Development Centre, 

the Network of Academic Career Services, the 

Forum of Directors of District Labour Offices, the 

Assembly of  Directors of Regional Labour Offices, 

the Polish Association of Educational and Voca-

tional Counsellors, and the National Forum for 

Lifelong Career Counselling Co-operation. The 

meetings enable the partners to exchange key 

information and to seek common positions on 

important matters. The co-operation is not for-

malised: the institutions are not tied with any 

formal agreement or contract.
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Case	Study	7.5:	Warmia	and	Mazury	Pact	for	

Vocational	Counselling	Development,	Poland

The Warmia and Mazury Pact for Vocational 

Counselling Development has functioned since 

2007. Initiated by the Regional Labour Office 

in Olsztyn, it is a tool for enhancing co-opera-

tion between 58 institutions and organisations, 

including labour market institutions, educa-

tional centres, and organisations dealing with 

vocational guidance, in the Warmia and Mazury 

Region. Under the Pact, teams are responsible for 

different tasks, supported by expert researchers. 

The four teams are: 

• Vocational information team.

• Training and professional development team.

• Diagnostic team.

• Co-ordination and promotion team. 

Each team typically meets several times during 

the year. Meetings are organised in partners’ 

premises in order to help partners become more 

acquainted with each other’s activities. The main 

task is organisation of and participation in differ-

ent meetings, conferences and fairs. A conference 

on ‘partnership for the development of voca-

tional guidance and information in Warmia and 

Mazury’ was held in January 2010.

Case	Study	7.6:	National	Network	of	Counsel-

lors	and	Counselling	Structures	in	Greece	–	ICT	

web	forum	(IRIDA)

The development of a network and electronic com-

munication platform targeted to guidance practi-

tioners was implemented in 2007. The aim of the 

platform (IRIDA) is to connect all the guidance 

services providing career guidance at national level, 

including:

• Counselling and career centres and offices in 

secondary education. 

• Centres for Promotion to Employment operat-

ing within the Greek Public Employment Ser-

vices.

• Career offices in tertiary education. 

• Social partners’ guidance structures.	

The ICT interface serves as a tool to:

• provide information to guidance practitioners 

on activities organised by the major stakehold-

ers within the guidance field (meetings, confer-

ences, publications, etc.);

• strengthen co-operation and facilitate the devel-

opment of common initiatives and actions; 

• stimulate dialogue and exchange of opinions 

on issues relating to guidance policy and prac-

tice.

The National Centre for Vocational Orientation 

(EKEP) has been responsible for the creation and 

systematic update of the web platform (http://

irida.ekep.gr). Following a Ministerial Decision in 

November 2011, a newly-established legal body 

named the National Organisation for the Certi-

fication of Qualifications and Career Guidance 

(EOPPEP) has incorporated all the responsibilities, 

activities and projects previously carried out by 

EKEP. Future plans include upgrading IRIDA to sup-

port the Greek National Lifelong Guidance Forum.
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Case	Study	7.7:	Regional	agreements	between	

labour	and	welfare	service	(NAV)	and	county	

education	administration	directed	to	users	of	

all	ages	in	Norway

To address the challenges related to the fact that 

many NAV (PES) users have not completed upper 

secondary education, a central agreement was 

signed in 2007. The objectives are to enhance 

and systematise regional and local cross-sectoral 

co-operation in order to better achieve labour 

market goals and educational goals (e.g. to qual-

ify job-seekers aiming at a steady foothold in 

the labour market). The agreement encourages 

both sectors to commit themselves to improved 

targeting and to combining means and measures, 

including local agreements relating to overlap-

ping responsibilities. All 19 counties in Norway 

have now implemented regional agreements 

between NAV and the county education admin-

istration. Examples of areas of co-operation are 

recognition of prior experience, career guidance, 

measures to promote completing upper second-

ary school, and measures relating to competence 

development and regional development. Career 

centres co-operate with the local NAV office in 

providing services to companies that downsize 

or lay off employees, and in running career-

planning courses for young adults (19–30). The 

experience so far shows positive development at 

both system and practice levels.

Case	Study	7.8:	Research	on	guidance	needs	

across	sectors	in	Italy

The ‘Report on Guidance’ is a quantitative and 

qualitative research project commissioned by the  

Ministry of Labour and Social Policies and carried 

out by ISFOL (Institute for the Development of 

Vocational Training for Workers). Since 2009, a 

national survey has been conducted of all public 

and private guidance service providers in educa-

tion, universities, vocational training, guidance 

centres, Public Employment Services and com-

panies. From 2010, an analysis of the demand for 

guidance has been added. The overall objectives 

include analysing guidance supply in Italy, i.e. 

activities and practices in different regions and 

across sectors, along with the needs and require-

ments of guidance users. These will form the basis 

of strategies for interventions targeted at specific 

populations with guidance needs. 
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Case	Study	7.9:	Career	guidance	in	Slovenia	–	

from	policy	to	implementation

In 2006 the National Guidance Policy Forum 

in Slovenia, later renamed the Lifelong Career 

Guidance Working Group, produced a co-ordi-

nated cross-sectoral proposal on guidance policy 

priorities for the Slovenian European Social 

Fund programme (2007-13). This was followed 

by proposals for concrete guidance projects. Sub-

sequent progress has included:

• Within the project ‘national reference point 

for lifelong guidance’, some components 

have been carried out (technical/professional 

support for working group; national guid-

ance glossary) while others are under way 

(training for career guidance practitioners; 

development of career guidance quality stan-

dards). 

• Career centres within HE have been estab-

lished and are now operational.

• The network of counselling services in 

adult education has been strengthened and 

extended, with new operational centres.

• Training for school counsellors in general and 

those in VET schools in particular has been 

carried out. 

• Career guidance services for employed indi-

viduals and their employers have been estab-

lished. 

• A project on development of career guidance 

tools for work with the unemployed is under 

way. 

The work of the Forum and Working Group has 

thus contributed substantially to the develop-

ment of a lifelong career guidance system in 

Slovenia. 

Further details of all the case studies in this Resource Kit 

are available in the ELGPN database (http://elgpn.eu).
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Annex A: The European Lifelong Guidance Policy Network

The European Lifelong Guidance Policy Network 

(ELGPN) was established in 2007 with the aim of 

assisting its member countries and the European 

Commission in developing European co-operation 

on lifelong guidance in both the education and the 

employment sectors. The role and aims of the Net-

work were endorsed in the second Council Resolu-

tion (2008). Its work programme has been built 

around the four thematic activities identified in the 

2004 and 2008 Resolutions (see Section 1):

• Career management skills (Work Package 1).

• Access, including accreditation of prior experi-

ential learning (APEL) (Work Package 2).

• Co-ordination and co-operation mechanisms 

in guidance policy and systems development 

(Work Package 3). 

• Quality assurance and evidence base for policy 

and systems development (Work Package 4). 

The current members of ELGPN include all the EU 

Member States, plus a number of European Economic 

Area and EU candidate countries. Each is represented 

by a small team covering the relevant ministries 

(usually education and employment) and relevant 

non-governmental organisations, and is linked to a 

national forum or other co-ordination mechanism 

bringing together a wider range of social partners 

and other stakeholder organisations. In addition, 

ELGPN includes representatives from a number of 

partner organisations: the International Association 

for Educational and Vocational Guidance (IAEVG), 

the European Forum for Student Guidance (Fedora) 

(now merged with the European Association for 

International Education), the European Centre for 

the Development of Vocational Training (Cedefop), 

the European Training Foundation (ETF), the Inter-

national Centre for Career Development and Public 

Policy (ICCDPP), the Public Employment Services 

(PES) Network, the Euroguidance Network, the Euro-

pean Trade Union Confederation (ETUC) and the 

European Youth Forum. The Network is Member-

State-led, and supported by funding from the Euro-

pean Commission.

The Resource Kit has been developed by members of 

ELGPN, working in its four Work Packages:

WP1: Career Management Skills

Lead country: Czech Republic

Consultant: Professor Ronald Sultana (Malta)
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WP2: Widening Access

Lead countries: France; Iceland

Consultant: Professor Fusun Akkök (Turkey)

WP3: Co-ordination and co-operation mechanisms 

in guidance practice and policy development

Lead country: Austria

Consultant: Professor Peter Plant (Denmark)

WP4: Quality assurance and evidence base for policy 

and systems development

Lead country: Hungary

Consultant: Dr Deirdre Hughes (UK)

The production of the Resource Kit has been co-ordi-

nated by Dr Raimo Vuorinen (Finland) (ELGPN Co-

ordinator) and Professor Tony Watts (UK) (ELGPN 

Consultant), with support from Françoise Divisia 

(France) (ELGPN Consultant).
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Annex B: Other Relevant EU Instruments and Networks

1.	 Tools/instruments	related	to	transparency	and	

recognition	of	qualifications,	to	support	mobil-

ity

Europass	 is a single framework for transparency of 

skills and qualifications for people who are looking 

for a job or training – whether in their own country 

or abroad – and who need to present their qualifica-

tions and skills in a clear and legible way. 

The Europass portfolio, available in 26 languages, 

consists of five documents: 

• CV, highlighting the individual’s skills and abil-

ities, including those acquired outside formal 

education and training. 

• Language Passport, providing a self-assessment 

of language skills. Developed by the Council 

of Europe as part of the European Language 

Portfolio which consists of three documents: 

the Language Passport, the Language Biography 

and the Dossier. 

• The Europass Mobility, recording knowledge 

and skills acquired during an experience (place-

ment, work, university exchange, voluntary 

work, etc.) in another European country. 

• The Certificate Supplement (CS), describing 

the content of vocational qualifications. This 

adds to the information already included in the 

official certificate, making it more easily under-

stood, especially by employers or institutions 

outside the issuing country. The CS is issued by 

awarding authorities and can be downloaded 

from their websites. 

• The Diploma Supplement, issued to graduates 

of higher education institutions along with 

their degree or diploma, including the subjects 

studied. This helps to ensure that higher educa-

tion qualifications are more easily understood, 

especially outside the country where they were 

awarded. 

By the end of 2012, Europass users will have the 

opportunity to create an electronic European Skills 

Passport, to attach supporting documents (certifi-

cates, reference letters, etc.) to their CV.

European	 Qualification	 Framework	 (EQF) is a 

common European reference system which func-

tions as a translation device to understand and com-

pare qualifications  across countries. It covers general, 

vocational and higher education. It is structured 

around eight levels, based on learning outcomes 

defined in terms of knowledge, skills and compe-

tences. It has supported the development and imple-

mentation of national qualifications frameworks.

European	Quality	Assurance	for	Vocational	Edu-

cation	and	Training	(EQAVET) is a reference tool for 
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policy-makers based on a four-stage quality cycle that 

includes goal-setting and planning, implementation, 

evaluation and review. It is designed to encourage 

national approaches to improving quality-assurance 

systems that involve all relevant stakeholders..

European	 Credit	 System	 for	 Vocational	 Educa-

tion	and	Training	(ECVET)	is a technical framework 

for the transfer, recognition and accumulation of 

individuals’ learning outcomes with a view to achiev-

ing a qualification. It is intended to facilitate the 

recognition of learning outcomes in accordance with 

national legislation, in order to support mobility for 

the purpose of achieving a qualification.

European	 Credit	 Transfer	 and	 Accumulation	

System	 (ECTS) enables ‘learning outcomes’ (i.e. 

what students are expected to know, understand and 

be able to do) and ‘workload’ (i.e. the time stu-

dents typically need to achieve these outcomes) to 

be expressed in terms of credits, with a student work-

load ranging from 1,500 to 1,800 hours for an aca-

demic year, representing 60 ECTS credits (one credit 

generally corresponding to 25-30 hours of work). 

ECTS makes teaching and learning in higher educa-

tion more transparent across Europe and facilitates 

the recognition of all studies. The system supports 

the transfer of learning experiences between different 

institutions, greater student mobility and more flex-

ible routes to degrees.

2.	 Initiatives	 to	 support	 improved	 information	

and	transparency	in	the	labour	market

Euroguidance is a network which supports guidance 

counsellors and provides them with information, 

documentation and training. 

PLOTEUS is a portal which helps students, job-

seekers, workers, parents, guidance counsellors 

and teachers to find information about studying in 

Europe.

EURES is a portal which provides information on 

working in the EU. It includes a job-search facility, a 

CV database (searchable by employers), and infor-

mation on career guidance.

European	Classification	on	Skills,	Competences,	

Qualifications	and	Occupations	(ESCO) is a multi-

lingual taxonomy of skills and qualification terms 

used in and across all occupational areas. Once com-

pleted, it will provide a common vocabulary for edu-

cation & training and for employment. It is designed 

to be used to help people describe their experience in 

education, at work and from life in general, in rela-

tion to various occupations. It enables the content 

of guidance to be extended from occupations to a 

more detailed picture of the underlying skills and 

competences.

EU	Skills	Panorama is an online tool which, from 

the end of 2012, will contain updated forecasts of 

skills supply and labour market needs, as well as 

skills mismatches, up to 2020. The information will 

be broken down by country, sector and occupation, 

highlighting labour market bottlenecks and specific 

areas of growth potential. This is designed to improve 

the transparency of the labour market for job-seekers, 

workers, companies and/or public institutions.

(For detailed information on the relationship of life-

long guidance to EU policy initiatives, see Section 3 

of European Lifelong Guidance Policies: Progress Report 

2011-12.) 
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Development

The current version of the Guidelines focuses 

on possible scenarios of CMS policy and practice 

development, thus providing signposts to countries 

wishing to develop a CMS learning programme or 

implement other activities which could contribute 

to CMS development. 

Future versions of the Guidelines could include a 

Catalogue of Career Management Skills or a Career 

Management Skills Framework, reflecting more 

strongly the various components of CMS (knowledge, 

skills, attitudes) and progression and developmental 

aspects (CMS for different age-groups or sectors), 

and more focused on individual skill levels than on 

organisational issues related to CMS development.

Contents

The Guidelines comprise a list of topics and descrip-

tions which aim to present possible scenarios for 

CMS-related policy and practice development in vari-

ous settings, as well as to illustrate them with sets of 

CMS associated with these scenarios.

Introduction

These Guidelines for Career Management Skills 

Development were developed from an analysis of 

data on CMS policy and practice development in 

countries participating in ELGPN Work Package 1 

(Career Management Skills). Rich data were obtained 

on CMS-related policy and practice in the participat-

ing countries, indicating the diversity of their experi-

ences and approaches. 

The Guidelines represent an attempt to identify the 

common features in CMS development at European 

level and to illustrate them with appropriate exam-

ples. There are certain limitations to this approach: 

• The Guidelines are based on a small number 

of responses. Relevant experiences in other 

European countries not participating in Work 

Package 1 were not considered. To validate the 

Guidelines, expansion of the empirical base is 

required over time, based on further inputs by 

other European countries. 

• In spite of the fact that all of the data provided 

were important for the development of the 

Guidelines, only a limited number of country 

examples were chosen for illustrative purposes. 
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Definition 

Career management skills (CMS) refer to a range of 

competences which provide structured ways for indi-

viduals and groups to gather, analyse, synthesise and 

organise self, educational and occupational infor-

mation, as well as the skills to make and implement 

decisions and transitions.

Structure 

The Guidelines contain two possible scenarios of 

CMS development, the second being divided into 

two sub-categories (see Table C.1):

1. Career	education	as	a	learning	activity	explicitly	

focused	on	CMS	development:

Main features of this scenario are: consistency of 

the formal learning process; clear focus on system 

of skills that are important for the development 

of career; consistent structure of CMS used for the 

development of the learning activity; and CMS 

as clearly defined and measured outcomes of the 

planned learning activity.

2.	 Activities	 implicitly	 related	 to	 CMS	 develop-

ment: 

Main features of these scenarios are: general aim 

of the organised activity (learning experience or 

guidance service) is broader than skills that are 

important for the development of career, although 

certain outcomes of the activity could be classified as  

CMS.

2.1.	 Learning	 experience (formal, informal, non-

formal). 

2.2.	 Guidance	 services and guidance-related activi-

ties.

For CMS development in educational settings (related 

to the implementation of curriculum) the following 

organisational issues are important to consider (irre-

spective of the scenario of CMS development being 

implemented): 

• CMS as a specific area of learning/intervention 

in the curriculum (separate subject in the cur-

riculum). 

• CMS across a learning programme/interven-

tion (curriculum infusion). 

• CMS as an extra-curricular activity. 

• Mixed approach. 

Guidance providers and stakeholders could agree 

on a shared understanding of the core CMS which 

citizens of any age could develop throughout life in 

all settings (and thus to reflect life-long and life-wide 

aspect of CMS development) and describe it in the 

form of a CMS Framework. 

Such a Framework could be based on a solid theo-

retical background (e.g. learning theory) composed 

of several levels of CMS, representing the develop-

mental aspect and progression continuum (e.g. rep-

resenting age groups) and several thematic areas 

reflecting the basic features of CMS development (e.g. 

personal management, learning and work explora-

tion, career building). This Framework could help 

to ensure the continuity and transparent process of 

CMS development in various settings. Scenarios of 

CMS policy and practice development and particular 

CMS outcomes of the chosen activity then could be 

planned in respect to the Framework. An example 

of such a Framework, developed in Portugal, is pro-

vided in Table C.2, with a subsequent description.

Links	 between	 the	 scenarios	 and	 descriptions	 of	

CMS	sets:

• CMS are complex by their nature. They are 

acquired and developed by citizens in different 

settings, often with some repeated or overlap-

ping elements. 

• National CMS-related lifelong guidance poli-

cies can often reflect a combination of CMS 

scenarios and a unique description of CMS sets.
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Using the Guidelines

The Guidelines for Career Management Skills Devel-

opment are designed to inform lifelong guidance 

policy-makers and providers on potential ways to 

develop lifelong guidance policy and practice related 

to the development of CMS, taking into account 

the needs of citizens of all age categories and the 

six sectoral areas in which CMS can acquired and 

developed (general/secondary education, vocational 

education and training, higher education, adult edu-

cation, employment settings and social inclusion 

initiatives).

The users of the Guidelines should be aware that 

they are not designed as a normative instrument. The 

detailed model from one particular country (Table 

C.2) is included as an illustration. 
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Table C.2. CMS framework in Portugal

COMPETEN-
CIES

LEVEL OF ACHIEVEMENT

Explore Analyse Act Assess

Develop a 
positive self-
concept 

Identify the personal 
characteristics and 
become aware of self

Analyse the influence 
of self in different 
contexts of life and 
behaviours that affect 
it

Adopt strategies that 
enhance an adequate 
self-concept which 
promotes a solid 
identity

Assess strategies and 
behaviours adopted

Interact 
effectively

Identify the 
importance of 
communication in 
different life contexts  

Analyse and 
internalise strategies 
to build positive 
relationships

Adopt strategies for 
positive interaction 
in different contexts 
of life

Assess strategies and 
behaviours adopted

Manage 
information

Identify the nature 
and sources of 
information needed 
to manage the career/
life plan

Analyse and validate 
strategies for 
effective  information 
management 

Adopt strategies 
for autonomous  
information 
management on the 
economy, society 
and opportunities for 
learning and working

Assess strategies and 
behaviours adopted

Manage 
change

Identify different 
transitions 
throughout life 
and the ways to 
experience them

Analyse the processes 
of change/transition 
and the benefits of 
proactivity

Adopt strategies to 
facilitate transitions in 
the various contexts 
of life as an agent of 
change

Assess strategies and 
behaviours adopted

Make 
decisions

Identify the 
underlying principles 
of decision-making

Analyse the 
relationship of the  
decision-making 
process to career 
management

Adopt positive 
strategies of decision-
making

Assess strategies and 
behaviours adopted

Access the 
labour 
market

Identify the necessary 
strategies and skills 
to access the labour 
market

Analyse the strategies 
to integrate and stay 
within the labour 
market

Adopt adequate 
strategies to integrate 
and stay within the 
labour market

Assess strategies and 
behaviours adopted

The	Lifelong	Guidance	Framework in Portugal iden-

tifies the knowledge, attitudes, skills and behaviours 

that children, youth and adults	 need to effectively 

manage their careers and the choices they will make 

throughout their lives. It represents the outcome of 

a joint effort by the General Directorate of Educa-

tion, the Institute of Employment and Vocational 

Training, the National Agency for Qualification and 

Vocational Education and the Vocational Guidance 

Institute, University of Lisbon.

With the implementation of this framework, indi-

viduals will be able to understand, engage and take 

responsibility for their life project, keeping a posi-

tive perception of their identity regardless of the 

roles that they may take throughout life. The com-

petencies to be developed are: to develop a positive 

self-concept, interact effectively, manage informa-

tion, manage change, make decisions and access the 

labour market. 
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Four levels of achievement were identified in each 

competency:

To	Explore – At this first level, individuals explore 

information and acquire the knowledge necessary for 

future action – locate information, investigate a topic, 

explore concepts and illustrate situations, among 

other tasks. This includes the following actions: 

identify, discover, recognise, explain, express, search, 

select, illustrate, exemplify – through knowledge and 

understanding.

To	Analyse – At this level, individuals develop an 

understanding of the collected information, through 

verification, classification, questioning and illustra-

tion of information. This includes the following 

actions: plan, produce, create, organise, categorise, 

compare, infer, distinguish, prioritise – through anal-

ysis (think of relationships and organisational prin-

ciples) and synthesis (setting standards) within the 

cognitive domain, and through response (mood and 

satisfaction in responding) in the affective domain.

To	Act – At this level, individuals demonstrate the 

knowledge, attitudes and skills previously acquired 

such as planning and developing projects/tasks, solv-

ing problems and/or applying the acquired knowl-

edge. 

To	Assess – At this level, individuals deepen their 

knowledge, attitudes and skills, and evaluate them. 

As a result of this evaluation they may transform 

knowledge, reinventing it into new processes of 

exploration and discovery. This includes the follow-

ing actions: relate, consider, criticise, consider, rec-

ommend, assess, judge.
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Annex D: Quality-Assurance and Evidence-Base (QAE) 
Framework 

Quality assurance and evidence-based policies 

and practices to support lifelong guidance systems 

and services operate in six broad contexts: schools, 

vocational education and training (VET), higher 

education, adult education, employment settings, 

and social inclusion initiatives. This Framework is 

designed to build upon earlier work undertaken by 

the ELGPN (2009/10) and to extend this further in 

the form of a common set of quality	elements,	crite-

ria,	indicators	and	possible	sources	of	data that can 

be utilised and further developed by policy-makers 

and other interested parties to jointly assess progress 

being made in relation to these six broad areas of 

lifelong guidance policy development. Some notes 

on the development of the Framework are included 

in an appendix to this Annex.

The Framework can be used:

1. As a simple	checklist, to jointly assess and record 

what information, if any, already exists within 

your country.

2. To list	 the	 sources	 of	 data that	 currently	 pro-

vide	 the	 type	 of	 information which are avail-

able at national, regional and/or local levels and 

reflect on where gaps exist and how they can be 

addressed as part of a continuing improvement 

plan.

3.  To identify any	 known	 sources	 of	 data	 that	

could	potentially	be used	by	policy-makers that 

have not been used so far in quality-assurance 

and impact-assessment developments within 

your country. This might include, for example, a 

PISA study report, National Youth Cohort studies, 

regional assessment reports on lifelong guidance 

services, local/regional/national kitemark results, 

etc. 

4. To note	the	context	in	which	these	quality	ele-

ments,	criteria	and	indicators	are	being	applied,	

where this is possible, i.e. schools, higher educa-

tion, VET, adult education, public employment 

services, social inclusion initiatives. 

5. To consider	whether	or	not	 there	 is	 scope	 for	

improved	 ‘read	 across’ to develop more coher-

ent and consistent lifelong guidance policies and 

practices.

The Framework is designed not as a ‘perfect scien-

tific approach’ but rather as a useful starting-point 
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for countries to begin a practical assessment of the 

extent to which they have access to available data and 

where the gaps are in present arrangements. It is not 

advisable for policy-makers to use it as a compara-

tive assessment tool between countries. Each country 

has its own unique and varying set of circumstances, 

including diversity in size, population and geograph-

ical context, and these factors are strong influences 

on lifelong guidance service design and delivery.

Across Europe there are several quality-assurance 

and evidence-base frameworks being used or devel-

oped. This Framework is designed to support and 

complement these, taking into account the current 

data-collection and quality-assurance approaches 

adopted in each country. The primary aim here is to 

produce a European QA framework that will enable 

policy-makers to identify robust and useful quality 

assurance and evidence-based policies, including 

impact measures such as cost-benefits to govern-

ments and individuals. A key goal is to develop a 

strong culture of evidence-based policies that recog-

nise cross-cutting themes within a lifelong guidance 

policy context.
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Appendix to QAE Framework

A number of different quality-assurance (QA) models 

have been applied to the planning, management and 

delivery of career guidance services. These include 

approaches that seek to:

• standardise the process of organisational self-

assessment18;

• measure the effectiveness of careers informa-

tion, advice and guidance based upon ‘ideal 

input’ factors19;

• gather evidence to demonstrate accountabil-

ity20;

• distinguish between the various input, process 

and outcome factors involved in the delivery 

of careers information, advice and guidance21; 

18 The EFQM Excellence Model is said to be the most widely used frame-
work for organisational self-assessment in Europe and has become 
the basis for the majority of national and regional quality awards. For 
further details, see: http://www.guidance-research.org/EG/ip/theory/
tp/efqm

19 Mayston, D. (2002). Evaluating the Benefits of Guidance. Derby: Centre 
for Guidance Studies, University of Derby.

20 Sampson, J.P., Reardon, R.C., Peterson, G.W. & Lenz, J.G. (2004). Career 
Counseling and Services: a Cognitive Information Processing Approach, 
Chapter 14. Belmont, CA: Brooks/Cole.

21 den Boer, P., Mittendorf, K., Scheerens, J. & Sjenitzer, T. (2005). Indica-
tors and Benchmarks for Lifelong Guidance. Thessaloniki: Cedefop.

• apply a model of quality assurance to careers 

information, advice and guidance (i.e. career 

professionals working together to produce a 

customer service charter and procedures for 

guaranteeing desired quality standards).22

Although these theoretical approaches differ in 

the detail of their content and application, quality 

assurance is often conceptualised in terms of inputs, 

processes and outcomes. In general, there are at least 

three broad approaches to ensuring the quality of 

careers education, information, guidance and coun-

selling: 

1. Quality	assurance	of	service	delivery	by	organi-

sations	 (National Standard).	 The purpose here 

is to quality-assure the delivery of careers educa-

tion, information, guidance and counselling ser-

vices: for example, through a national customised 

standard (e.g. Estonia, Greece, Lithuania, UK). 

The role of government is to formally endorse 

or ‘smile upon’ such a national standard as an 

22 Evangelista, L. (2003). Quality assurance in guidance services – a tri-
variable model. Professionalità Journal, No. 78. Italy: Editrice la Scula. 
See http://ww.orientamento.it/orientamento/tri-varibale.pdf
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indicator of quality and a hallmark for consumer/

customer protection. In general, employers take 

responsibility for leading on the design and 

implementation of a national standard ‘kitemark’, 

with input from professional associations regard-

ing practitioner competence.

2.	 Quality	 assurance	 of	 provision	 in	 schools	

colleges,	 training	 providers	 and	 universities	

(Regional or Local Awards/Charter Mark).	 The 

purpose here is to quality-assure the provision 

of careers education, information, guidance 

and/or counselling services at a regional or local 

level. The role of government is to incentivise 

institutions to want to work towards a regional/

local quality award linked to their continuing 

improvement plan (CIP) and external inspec-

tion frameworks. Employers have responsibility 

for implementation of CIP; careers professionals 

have a role to perform in contributing to evidence 

on the impact of careers and guidance-related 

interventions.

3. Quality	 assurance	 of	 individual	 careers	 pro-

fessionals	(Professional Standards).	The purpose 

here is to assure users of the service that indi-

vidual careers professionals are working to an 

agreed code of ethics and common professional 

standards.

The QAE Framework builds upon a series of ongo-

ing piloting and development activities undertaken 

in 2011–12. At least seven Member States have suc-

cessfully piloted and refined the QAE Framework 

within their national careers policy developments. 

This included capturing data and identifying gaps 

in existing evidence and impact measures. The work 

also draws upon other findings from relevant EU 

frameworks23 and global professional standards24. In 

addition, earlier studies on evidence-based guidance 

policies25 were analysed, and relevant overseas poli-

cies and practices26 were scrutinised. 

A complementary evidence-based approach to 

measuring the learning outcomes from career inter-

ventions was also piloted by ELGPN. The Careers 

Service Impact Inventory is designed to assess client 

needs and responses. This is currently being tested in 

Estonia, Germany, Hungary, Portugal and Slovenia, 

as described in Case Study 6.6 in Section 6.

23 For example: Cedefop (2009). Professionalising Career Guidance in 
Europe. Panorama Series 164. Luxembourg: Office for Official Publica-
tions of the European Communities. 

24 For example: International Association for Educational and Vocational 
Guidance (2003). International Competencies for Educational and 
Vocational Guidance Practitioners.

25 For example: Maguire, M. & Killeen, J. (2003). Outcomes from Career 
Information and Guidance Services. Paris: Organisation for Economic 
Co-operation and Development.

26 For example: Canadian Standards for Career Development Practition-
ers.
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