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NICEC STATEMENT
The Fellows of NICEC agreed the 
following statement in 2010.

‘The National Institute for Career 
Education and Counselling (NICEC) was 
originally founded as a research institute 
in 1975. It now plays the role of a learned 
VRFLHW\�IRU�UHÁHFWLYH�SUDFWLWLRQHUV�LQ�
WKH�EURDG�ÀHOG�RI�FDUHHU�HGXFDWLRQ��
career guidance/counselling and career 
GHYHORSPHQW��7KLV�LQFOXGHV�LQGLYLGXDOV�
ZKRVH�SULPDU\�UROH�UHODWHV�WR�UHVHDUFK��
SROLF\��FRQVXOWDQF\��VFKRODUVKLS��VHUYLFH�
GHOLYHU\�RU�PDQDJHPHQW��1,&(&�VHHNV�WR�
IRVWHU�GLDORJXH�DQG�LQQRYDWLRQ�EHWZHHQ�
WKHVH�DUHDV�WKURXJK�HYHQWV��QHWZRUNLQJ��
publications and projects.

1,&(&�LV�GLVWLQFWLYH�DV�D�ERXQGDU\�
FURVVLQJ�QHWZRUN�GHYRWHG�WR�FDUHHU�
HGXFDWLRQ�DQG�FRXQVHOOLQJ�LQ�HGXFDWLRQ��
LQ�WKH�ZRUNSODFH��DQG�LQ�WKH�ZLGHU�
FRPPXQLW\��,W�VHHNV�WR�LQWHJUDWH�WKHRU\�
DQG�SUDFWLFH�LQ�FDUHHU�GHYHORSPHQW��
VWLPXODWH�LQWHOOHFWXDO�GLYHUVLW\�DQG�
encourage transdisciplinary dialogue. 
7KURXJK�WKHVH�DFWLYLWLHV��1,&(&�DLPV�
WR�GHYHORS�UHVHDUFK��LQIRUP�SROLF\�DQG�
HQKDQFH�VHUYLFH�GHOLYHU\�

Membership and fellowship are committed 
WR�VHULRXV�WKLQNLQJ�DQG�LQQRYDWLRQ�LQ�
FDUHHU�GHYHORSPHQW�ZRUN��0HPEHUVKLS�LV�
RSHQ�WR�DOO�LQGLYLGXDOV�DQG�RUJDQLVDWLRQV�
connected with career education and 
counselling. Fellowship is an honour 
conferred by peer election and signals 
GLVWLQFWLYH�FRQWULEXWLRQ�WR�WKH�ÀHOG�DQG�
FRPPLWPHQW�WR�WKH�GHYHORSPHQW�RI�
1,&(&·V�ZRUN��0HPEHUV�DQG�)HOORZV�
UHFHLYH�WKH�1,&(&�MRXUQDO�DQG�DUH�LQYLWHG�
WR�SDUWLFLSDWH�LQ�DOO�1,&(&�HYHQWV��

NICEC does not operate as a professional 
association or commercial research 
LQVWLWXWH��QRU�LV�LW�RUJDQLVDWLRQDOO\�DOLJQHG�
ZLWK�DQ\�VSHFLÀF�LQVWLWXWLRQ��$OWKRXJK�EDVHG�
LQ�WKH�8.��WKHUH�LV�D�VWURQJ�LQWHUQDWLRQDO�
GLPHQVLRQ�WR�WKH�ZRUN�RI�1,&(&�DQG�LW�
VHHNV�WR�VXSSRUW�UHÁHFWLYH�SUDFWLFH�LQ�
career education and counselling globally.’
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3URIHVVLRQDOV��ZKLFK�LV�SLYRWDO�WR�RXU�RQJRLQJ�TXDOLW\�
agenda and is fast becoming recognised as the sector’s 
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1,&(&�RQ�WKH�-RXUQDO�DQG�IXWXUH�UHVHDUFK�IRFXVHG�
HYHQWV�LQ�WKH�FDUHHU�GHYHORSPHQW�VHFWRU�DQG�QRZ�
KDYH�D�VHDW�RQ�WKH�1,&(&�(GLWRULDO�%RDUG�

7KH�-RXUQDO�ZLOO�EH�GLVWULEXWHG�WR�DOO�&',�PHPEHUV�
WZLFH�D�\HDU�²�ZLWK�WKH�$SULO�DQG�2FWREHU�HGLWLRQ�
of Career Matters.



|1October 2015, Issue 35

EDITORIAL
2 This issue: an ‘open call’ for papers
 Hazel Reid

ARTICLES
4 Changing employer practices in graduate 

recruitment: implications for career 
development

 Wendy Hirsh, Emma Pollard and Jane 
Artess

11 Developing employability within a university 
engineering curriculum

 Jonathan Cole and Tamsin Turner

18 Career trajectories for holding on and 
letting go

 Bill Law

28 ‘The heart has its reasons that reason knows 
nothing of’: the role of the unconscious in 
career decision making

 Julia Yates

36 An exploration into the experiences of career 
provision by students in 21st century Nigeria

 Abasiubong Ettang and Anne Chant

43 Career learning in schools in Scotland – past, 
present and future

 Graham Allan

50 Further education learners’ prior experience 
of career education and guidance: A case 
VWXG\�RI�&KHVWHU¿HOG�&ROOHJH

 Amy Woolley and Tristram Hooley

57 Enhancing professionalism – progressing the 
career development sector

 Claire Johnson and Siobhan Neary

NEWS
63 Publications
64 Forthcoming NICEC and CDI events

ContentsOctober 2015,  Issue 35

JOURNAL OF THE 

National Institute for Career 
Education and Counselling

GUIDELINES FOR CONTRIBUTORS
Manuscripts are welcomed focusing on any form of 
scholarship that can be related to the NICEC Statement. 
7KLV�FRXOG�LQFOXGH��EXW�LV�QRW�FRQÀQHG�WR��SDSHUV�IRFXVHG�RQ�
SROLF\��WKHRU\�EXLOGLQJ��SURIHVVLRQDO�HWKLFV��YDOXHV��UHÁH[LYLW\��
innovative practice, management issues and/or empirical 
research.  Articles for the journal should be accessible and 
stimulating to an interested and wide readership across all 
areas of career development work. Innovative, analytical 
DQG�RU�HYDOXDWLYH�FRQWULEXWLRQV�IURP�ERWK�H[SHULHQFHG�
FRQWULEXWRUV�DQG�ÀUVW�WLPH�ZULWHUV�DUH�ZHOFRPHG��0DLQ�
articles should normally be 3,000 to 3,500 words in 
length and should be submitted to one of the co-editors 
by email.  Articles longer than 3,500 words can also be 
accepted by agreement. Shorter papers, opinion pieces 
or letters are also welcomed for the occasional ‘debate’ 
section. Please contact either Phil McCash or Hazel Reid 
prior to submission to discuss the appropriateness of the 
proposed article and to receive a copy of the NICEC style 
guidelines. Final decisions on inclusion are made following 
full manuscript submission and a process of peer review.

SUBSCRIPTION AND MEMBERSHIP
The journal is published in partnership with the CDI 
twice a year and is available both in print and online (Print 
ISSN 2046-1348; Online ISSN 2059-4879). Institutional 
subscription (online only) costs: £120 (plus VAT where 
applicable). Annual print subscription costs £30 UK, £35 
Europe outside UK or £40 outside Europe, including 
postage. Individual online subscription costs £25 (plus VAT 
where applicable).

Membership of NICEC is also available (£65 pa or £50 pa 
for full-time students). Members receive the journal, free 
DWWHQGDQFH�DW�1,&(&�HYHQWV�DQG�RWKHU�EHQHÀWV�

For information on journal subscription or membership, 
please contact Wendy Hirsh: membership@nicec.org

COPYRIGHT AND DISCLAIMER
Articles are accepted on the condition that authors assign 
copyright or licence the publication rights in their articles to 
the National Institute for Career Education and Counselling 
(NICEC).  An important goal of NICEC is to encourage 
IUHHGRP�RI�H[SUHVVLRQ��,QGLYLGXDO�YLHZSRLQWV�H[SUHVVHG�LQ�
the journal do not represent NICEC as a whole. 

PUBLISHER
The Journal of the National Institute for Career Education and 
Counselling is published in partnership with the CDI by: 
National Institute for Career Education and Counselling 
(NICEC), Holmwood House, Farnham Road, Godalming, 
Surrey GU8 6DB.

www.nicec.org



Editorial

2| Journal of the National Institute for Career Education and Counselling

Welcome to this issue of the Journal of the National 
Institute of Career Education and Counselling. 
Normally the content of the journal revolves around a 
broad theme of interest to our wide readership, both 
in the UK and internationally, but for this issue we 
decided to have an ‘open call’ for papers. This allows us 
to attract authors who wish to publish in the journal, 
EXW�ZKR�PD\�VWUXJJOH�WR�ÀW�WKHLU�DUWLFOH�LQWR�D�VWDWHG�
theme at a particular point in time. The content for 
WKLV�LVVXH�LV�WKHUHIRUH�HFOHFWLF��DQG��DOWKRXJK�ÀYH�RI�
the eight articles are focussed on research in a UK 
FRQWH[W��WKH�GLVFXVVLRQ�DQG�GHEDWH�ZLOO�EH�RI�LQWHUHVW�
elsewhere.

7KH�ÀUVW�WZR�DUWLFOHV�IRFXV�RQ�+LJKHU�(GXFDWLRQ��
First, Wendy Hirsh, Emma Pollard and Jane 
Artess report on a major study concerning the 
changing graduate recruitment practices of UK 
employers. The work involved in-depth interviews 
with 76 employers and 30 ‘stakeholders’ in graduate 
employment, including university careers services. The 
qualitative data were complemented by analysis of 
H[LVWLQJ�TXDQWLWDWLYH�GDWD�RQ�JUDGXDWH�HPSOR\PHQW�DQG�
a wide-ranging literature review. The article reports 
RQ�VHOHFWHG�ÀQGLQJV�UHOHYDQW�WR�FDUHHU�GHYHORSPHQW�
professionals, including: the challenges for employers 
of attracting appropriate applicants; employers’ generic 
skill needs and views on employability; the changing 
UHDVRQV�DQG�FULWHULD�IRU�WDUJHWLQJ�VSHFLÀF�KLJKHU�
education institutions; and employers’ increasingly 
VWUDWHJLF�XVH�RI�ZRUN�H[SHULHQFH�LQ�JUDGXDWH�
recruitment. 

1H[W��Jonathan Cole and Tamsin Turner describe 
the use of case studies for incorporating a focus 
on employability in a higher education setting. They 
discuss how a professional studies module for a class 
of third-year aerospace engineers, provides insight into 
industrial challenges while at the same time promoting 
career development. The module was delivered mainly 
by industrial speakers and involved practical tasks and 
workshops. The authors state that a more sustainable 
employability curriculum now supports students in all 
four years of the School’s three degree programmes, 

offering a structured development of skills and sector 
understanding. A notable increase in students obtaining 
sandwich year placements has also been observed.

7KH�QH[W�WZR�DUWLFOHV�LQWURGXFH�XV�WR�QHZ�FRQFHSWV�
for the sector. Bill Law, always at the forefront of 
new thinking, reminds us that people are changing 
the ways they manage career and that careers work 
cannot afford to miss the opportunity this presents. 
And that, he states, calls for new thinking for a 
changing, challenging and crowded world. Seeing 
career management as a process of ‘holding on’ and 
‘letting go’ is part of that thinking. Ideas about what 
is valued and what is not, are set out as a search for 
new meaning in policy, professionalism and practice. 
,Q�H[SDQGLQJ�WKH�FDUHHUV�ZRUN�UHSHUWRLUH��WKH�DUWLFOH�
positions clients and students as agents of change.

1H[W� Julia Yates asks us to consider the role of 
the unconscious in career decision making – often 
a neglected area in the concepts and theories that 
underpin careers work. Like Bill, Julia suggests that the 
FRPSOH[LW\�RI�FDUHHU�SDWKV�LQ�WKH���VW�FHQWXU\�KDV�OHG�
to a rise in the number of career changes in a typical 
working life. Effective career practitioners, she argues, 
should have a good understanding of the unconscious 
processes of career choice. Once considered best 
ignored, the potency and value of these processes, 
including ‘gut instinct, is now recognised. Drawing 
from decision theory, cognitive neuroscience and 
behavioural economics, Julia summarises evidence 
of the most common and effective decision making 
strategies used in career choice, and considers the 
implications for practice.

7KH�ÀIWK�DUWLFOH�PRYHV�XV�WR�DQ�LQWHUQDWLRQDO�
perspective. Abasiubong Ettang and Anne 
Chant report on an illustrative research case study 
FRQGXFWHG�WR�H[DPLQH�H[LVWLQJ�FDUHHU�JXLGDQFH�
interventions available to two young people in different 
VHFRQGDU\�VFKRROV�LQ�1LJHULD��7KH�DLP�ZDV�WR�H[SORUH�
their perceptions in terms of the subjective usefulness 
of those interventions in an educational and labour 
PDUNHW�FRQWH[W�ZLWKLQ�D�JURZLQJ�HFRQRP\��$QDO\VLV�
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indicated that as well as access to careers guidance 
EHLQJ�LQFRQVLVWHQW��WKH�H[SHULHQFH�RI�WKH�SDUWLFLSDQWV�
ZDV�WKDW�WKH�H[LVWLQJ�SURYLVLRQ�ZDV�QRW�VXIÀFLHQW�
to support them to develop an appreciable degree 
of independence, and the career management skills 
required to meet the demands of the 21st century 
labour market in particular, and life in general.

We then move back to the UK and consider career 
learning in schools in Scotland. Graham Allan 
provides a comprehensive overview of past and 
present policy development and insight into future 
policy initiatives. The article reminds us that whilst 
career education has never been statutory in Scotland, 
LW�KDV�QRQHWKHOHVV�EHHQ�VXEMHFW�WR�WKH�HEE�DQG�ÁRZ�
of government policy. At times this has been helpful, 
generating funding, guidelines and advice. Graham 
argues, however, that government engagement has 
also been characterised by short-termism and, often, 
wasteful repetition. In Scotland, ‘by 2015’, there will 
be a model that is underpinned by several new policy 
initiatives, one which locates learning about life and 
work within the curriculum, and one which provides 
more robust quality assurance arrangements. Graham 
hopes this could be the makings of a concerted 
national effort to improve career learning, rather than 
yet another short-term initiative.

The penultimate article is a case study in Further 
Education in England. Amy Woolley and Tristram 
Hooley H[SORUH�)(�VWXGHQWV·�SULRU�H[SHULHQFHV�
of career education. Their research draws on and 
H[WHQGV�WKH�OLPLWHG�OLWHUDWXUH�WKDW�H[LVWV�DURXQG�
career support in further education. They describe 
KRZ�D�PL[HG�PHWKRGV�FDVH�VWXG\�ZDV�XVHG�WR�
H[SORUH�VWXGHQWV·�H[SHULHQFH�RI�FDUHHUV�ZRUN�SULRU�
WR�DWWHQGLQJ�FROOHJH��DQG�WKHQ�WKH\�H[DPLQH�WKH�
implications of this for the college’s provision of career 
support. Findings indicate that the majority of students 
had limited contact with careers workers prior to 
their arrival at the college and, in instances when they 
had contact, often had a negative preconception of this 
FRQWDFW��7KH�ÀQGLQJV�DUH�GLVFXVVHG�ZLWK�UHIHUHQFH�WR�
the college’s career education provision and the wider 
implications for the sector. 

Finally, Claire Johnson and Siobhan Neary discuss 
the enhancements to professionalism for the career 
development sector in England. Much has changed in 

the career development sector since the launch of 
the Careers Profession Task Force report, ‘Towards 
a Strong Careers Profession’ in 2010 (discussed in a 
previous issue of the NICEC journal). The report made 
recommendations for enhancing the professionalism 
of the career sector including the establishment of an 
RYHUDUFKLQJ�SURIHVVLRQDO�ERG\��QHZ�TXDOLÀFDWLRQ�OHYHOV�
and common professional standards. The Careers 
Profession Alliance (CPA) and then the Career 
Development Institute (CDI), launched in April 2013, 
have striven to facilitate the sector to be stronger and 
more cohesive by addressing these recommendations. 
7KH�DUWLFOH�H[SORUHV�ZKDW�ZDV�QHHGHG��ZKDW�KDV�EHHQ�
achieved and the plans for the future.

Before closing this editorial, it is worth highlighting 
that the journal is now available online – details on 
how to subscribe are included on page 63.

Hazel Reid, Editor 
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Changing employer practices in 
graduate recruitment: implications for 
career development

Wendy Hirsh, Emma Pollard and Jane Artess

A major study of the changing graduate recruitment 
practices of UK employers, was conducted during 
2014 by the Institute for Employment Studies (IES) 
and the Higher Education Careers Services Unit 
(HECSU) for the Department for Business, Innovation 
and Skills (BIS). It involved in-depth interviews with 
76 employers (diverse by size and sector) and 30 
‘stakeholders’ in graduate employment, including 
university careers services. The qualitative data were 
FRPSOHPHQWHG�E\�DQDO\VLV�RI�H[LVWLQJ�TXDQWLWDWLYH�
data on graduate employment and a wide ranging 
literature review. This article reports on selected 
ÀQGLQJV�UHOHYDQW�WR�FDUHHU�GHYHORSPHQW�SURIHVVLRQDOV��
including: the challenges for employers of attracting 
appropriate applicants; employers’ generic skill needs 
and views on employability; the changing reasons and 
FULWHULD�IRU�WDUJHWLQJ�VSHFLÀF�KLJKHU�HGXFDWLRQ��+(��
institutions; and employers’ increasingly strategic use 
RI�ZRUN�H[SHULHQFH�LQ�JUDGXDWH�UHFUXLWPHQW��

Introduction

7KLV�DUWLFOH�GUDZV�RQ�WKH�ÀQGLQJV�RI�D�ODUJH�VFDOH�VWXG\�
of the approach to graduate recruitment adopted 
by employers in the UK and how this has evolved in 
recent years (Pollard et al, 2015). 

The topics covered in the interviews with employers 
and stakeholders included changing employer demand 
for graduates; recruitment and selection methods 
and why they are adopted; the interactions between 

graduate employers and universities; the role of work 
H[SHULHQFH�LQ�UHFUXLWPHQW�DQG�LVVXHV�RI�GLYHUVLW\�DQG�
social mobility in recruitment, which are of strong 
interest to BIS. By ‘recruitment’ we mean the activities 
that generate of a pool of applicants, as opposed 
to ‘selection’ from within this applicant pool. The 
interviews were transcribed and analysed, using a 
computer-based tool to identify themes. 

In this article we focus on some of the themes from 
WKH�UHVHDUFK��H[DPLQHG�PRVWO\�IURP�WKH�HPSOR\HU�
perspective. First we summarise some general features 
RI�WKH�HPSOR\HU�H[SHULHQFH�RI�JUDGXDWH�UHFUXLWPHQW�
DQG�WKHQ�ORRN�DW�WKUHH�VSHFLÀF�LVVXHV��HPSOR\DELOLW\�
VNLOOV��XQLYHUVLW\�WDUJHWLQJ��DQG�ZRUN�H[SHULHQFH��
7KH�DUWLFOH�ÀQLVKHV�ZLWK�D�VXPPDU\�RI�DFWLRQ�DUHDV�
suggested by the research.

Attracting the right volume 
and type of applicants

At the time of the interviews in 2014, most of the 
employers in this study were hoping to increase 
their recruitment after a long period of economic 
GLIÀFXOW\�DQG�FRQVWUDLQHG�JUDGXDWH�UHFUXLWPHQW��7KH�
VWXG\�IRFXVHG�RQ�HPSOR\HUV�ORRNLQJ�VSHFLÀFDOO\�IRU�
LQGLYLGXDOV�ZLWK�ÀUVW�RU�KLJKHU�GHJUHHV��RU�FXUUHQWO\�
VWXG\LQJ�IRU�WKHVH���FRPLQJ�LQWR�WKHLU�ÀUVW�¶UHDO�MRE·��
Although there were plenty of graduates seeking work, 
the employers interviewed felt that attracting the right 
volume and type of applicants for their business needs 
was their single biggest challenge.



A
rticles

|5October 2015, Issue 35

EMPLOYERS DESCRIBED THREE TYPICAL SCENARIOS, SOMETIMES EXPERIENCED IN 
COMBINATION IN DIFFERENT PARTS OF THEIR BUSINESS:

�z 6SHFLÀF�VNLOO�VKRUWDJHV��Most employers of science, technology, engineering and mathematics (STEM) 
graduates were concerned about shortages of high quality applicants, especially women, even throughout the 
recession. 

�z 7RR�PDQ\�DSSOLFDQWV��QRW�QHFHVVDULO\�RI�WKH�TXDOLW\�UHTXLUHG��Most large employers in this 
VWXG\��KDG�PDQ\�PRUH�DSSOLFDQWV�WKDQ�WKH\�ZDQWHG�IRU�WKH�VFKHPHV�DQG�WKH�MREV�WKDW�GLG�QRW�UHTXLUH�VSHFLÀF�
subject backgrounds. They wanted fewer, better quality applicants – some recruiters for prestigious entry 
VFKHPHV�KDG�QRW�ÀOOHG�DOO�WKHLU�YDFDQFLHV�

�z /HVV�YLVLEOH�DQG�WRR�IHZ�DSSOLFDQWV��7KH�VPDOO�ÀUPV�LQWHUYLHZHG�WHQGHG�WR�ÀQG�LW�GLIÀFXOW�WR�EH�
visible to either universities or students and some felt there were negative perceptions about working for a 
VPDOO�ÀUP��6RPH�PXFK�ODUJHU�RUJDQLVDWLRQV�ZLWKRXW�D�VWURQJ�EUDQG�LQ�WKH�JUDGXDWH�UHFUXLWPHQW�PDUNHW��RU�LQ�
VHFWRUV�VHHQ�DV�OHVV�JODPRURXV��FRXOG�DOVR�ÀQG�WKHPVHOYHV�VKRUW�RI�DSSOLFDQWV�

Wendy Hirsh, Emma Pollard and Jane Artess

Employers were often consciously balancing their 
recruitment of fresh graduates with graduates with 
D�IHZ�\HDUV�RI�H[SHULHQFH�DQG�DOVR�WKRVH�ZLWK�PXFK�
PRUH�H[SHULHQFH��,Q�DGGLWLRQ��TXLWH�D�ORW�RI�WKH�
employers in this study were increasingly interested in 
recruiting able young people, especially as apprentices, 
who are choosing not to go to university. Just as labour 
market trends show a blurring of the jobs occupied by 
graduates and non-graduates, so employers seemed to 
perceive a blurring of the skills, attitudes and potential 
available in graduate and non-graduate recruits.

Some employers were recruiting into graduate entry 
or training schemes, but these did not necessarily offer 
PRUH�H[WHQVLYH�WUDLQLQJ�RU�YDULHG�FDUHHU�H[SHULHQFH�
WKDQ�UHFUXLWPHQW�LQWR�D�VSHFLÀF�MRE�YDFDQF\��+RZHYHU�
entry schemes were often much more visible to 
DSSOLFDQWV�WKDQ�VSHFLÀF�MRE�YDFDQFLHV��SDUWO\�EHFDXVH�D�
QXPEHU�RI�YDFDQFLHV�ZHUH�ÀOOHG�WKURXJK�D�KLJK�SURÀOH�
recruitment campaign. Much recruitment activity 
has moved online which has certainly opened up 
opportunities for all students. However advertising 
vacancies online did not necessarily help employers 
WDUJHW�WKH�VSHFLÀF�NLQGV�RI�VWXGHQWV�WKH\�ZHUH�ORRNLQJ�IRU�

Employers were adopting other strategies to reach 
appropriate applicants. These included: 

�z Engaging directly with selected (or targeted) 
higher education institutions.

�z Earlier recruitment and selection for 
HPSOR\PHQW��HVSHFLDOO\�DW�WKH�VWDUW�RI�WKH�ÀQDO�

year of study, to get ahead other recruiters. A 
IHZ�UHFUXLWHG�HYHQ�LQ�ÀUVW�RU�VHFRQG�\HDUV�

�z 8VLQJ�ZRUN�H[SHULHQFH�WR�EXLOG�UHODWLRQVKLSV�
ZLWK�VWXGHQWV��HVSHFLDOO\�LQ�WKHLU�ÀUVW�RU�VHFRQG�
years of study.

�z 8VLQJ�VRFLDO�PHGLD�WR�WDUJHW�VSHFLÀF�W\SHV�RI�
applicants and keep in touch with them.

�z Involving graduate employees who have joined 
in recent years  and/or students who have 
XQGHUWDNHQ�ZRUN�H[SHULHQFH�DV�DPEDVVDGRUV�
IRU�WKH�RUJDQLVDWLRQ��IRU�H[DPSOH�LQ�XQLYHUVLW\�
visits or at selection events.

The graduate recruitment 
and selection funnel
Graduate recruitment, with its multiple selection 
stages and several routes for attracting applicants, can 
be pictured as a funnel, as on the diagram below. The 
PRVW�GLIÀFXOW�SDUWV�RI�WKH�IXQQHO�IRU�HPSOR\HUV�ZHUH�
getting the right applicants into the candidate pool, as 
we have seen above, but also the early application and 
VFUHHQLQJ�VWDJHV�SULRU�WR�ÀQDO�VHOHFWLRQ��,W�LV�QRZ�RIWHQ�
RQO\�DW�WKH�ÀQDO�VHOHFWLRQ�VWDJH�WKDW�WKH�HPSOR\HU�
meets applicants face-to-face. As we will describe 
later, the right hand side of the funnel shows work 
H[SHULHQFH�QRW�MXVW�DV�EULQJLQJ�LQ�UHOHYDQW�FDQGLGDWHV��
but as a selection process, too.
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Generic and employability skills 
really do make a difference
6RPH�HPSOR\HUV�QHHGHG�JUDGXDWHV�ZLWK�VSHFLÀF�
knowledge and skills taught only in higher education 
or who needed a degree to access professional 
membership. Most did not really differentiate between 
ÀUVW�DQG�KLJKHU�GHJUHH�JUDGXDWHV��H[FHSW�LQ�VFLHQWLÀF�
research and some professions. Most employers in 
WKLV�VWXG\�GLG�H[SHFW�JUDGXDWHV�WR�IXHO�PHGLXP�WHUP�
professional and managerial ‘talent pipelines’, even if 
WKH\�UHFUXLWHG�LQWR�VSHFLÀF�MRE�YDFDQFLHV�

:KHWKHU�RU�QRW�VXEMHFW�VSHFLÀF�NQRZOHGJH�ZDV�
required, all the employers in this study were looking 
for a similar set of generic skills and abilities. 

Fundamentally, employers sought to recruit graduates 
because of their perceived intellectual/analytical 
abilities, their ability to learn quickly, and to bring fresh 
ideas. These generic cognitive abilities are central to 

ZKDW�HPSOR\HUV�H[SHFW�IURP�JUDGXDWHV��EXW�WKH\�DOVR�
sought other generic skills and, in particular, positive 
attitudes to work.

WHAT DID EMPLOYERS MOST OFTEN LOOK 
FOR IN THEIR GRADUATE RECRUITS?

�z Intellectual ability, including the ability to solve 
problems and to learn quickly.

�z Communication and people skills.
�z Positive work and commercial attitudes, 

including an understanding of, and interest in 
their particular business. This seemed especially 
LPSRUWDQW�WR�VPDOO�ÀUPV�

�z )OH[LELOLW\�DQG�UHVLOLHQFH�LQ�WKH�IDFH�RI�FKDQJH�
RU�GLIÀFXOW\�

Most employers emphasised their interest in the 
totality of what the individual had to offer, not just 
WKHLU�TXDOLÀFDWLRQ�RU�WKH�FRQWHQW�RI�WKHLU�FRXUVH��
Employers were not very interested in getting more 

Changing employer practices in graduate recruitment…

Figure 1. Graduate recruitment and selection funnel

Source: Pollard et al, 2015
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HGXFDWLRQDO�SHUIRUPDQFH�LQIRUPDWLRQ��IRU�H[DPSOH�
through the Higher Education Achievement Report 
or HEAR) unless it addressed the skills they were 
seeking and was available from all universities. Many 
HPSOR\HUV�H[SHFWHG�WR�LQYHVW�FRQVLGHUDEO\�LQ�WUDLQLQJ�
the graduates they recruited, but this made it even 
PRUH�LPSRUWDQW�WR�VHOHFW�UHFUXLWV�ZKR�ZRXOG�¶ÀW·�WKH�
business and be keen to learn.

$OWKRXJK�PRVWO\�VDWLVÀHG�ZLWK�WKH�JUDGXDWHV�WKH\�
had hired, many of the employers in this study had 
serious concerns about the quality of applicants 
they encountered but did not hire. These concerns 
focussed on three main areas: inter-personal skills 
(especially communication); attitudes towards work 
and workplace behaviour; and career management 
skills (including researching work opportunities, and 
how students present themselves in applications and 
interviews). Some employers observed that students 
in some universities were much better prepared for 
job search, application and selection than others. This 
is clearly a way in which an institution can improve the 
work prospects for their own students. 

Employability in terms of this broad set of generic 
skills, attitudes and the ability to interact effectively 
with employers also seems to impact on demand. 
6RPH�HPSOR\HUV�KDG�OHIW�YDFDQFLHV�XQÀOOHG�IRU�
prestigious entry schemes in 2014, even though 
they had many thousands of applicants, because too 
few passed their appropriately stringent selection 
SURFHVVHV��2Q�WKH�RWKHU�KDQG��SRVLWLYH�H[SHULHQFHV�RI�
graduates performing well in the workplace, or of the 
contribution made by placement students or interns, 
KDG�RIWHQ�OHG�HPSOR\HUV�²�LQFOXGLQJ�VPDOO�ÀUPV�²�WR�
create new positions and so increase graduate demand.

‘Targeting’ selected 
universities: horses for courses
As online recruitment processes have become the 
norm, targeting particular universities or departments 
no longer means that employers only attract applicants 
from a small number of institutions, or use such a 
list in shortlisting. However, most large employers 
in the study had direct contact with at least some 
universities in order to: attract suitable candidates 
�LQFOXGLQJ�IRU�ZRUN�H[SHULHQFH���UDLVH�WKHLU�SURÀOH�DV�

a graduate employer; project their ‘employer brand’ 
and engage with students directly. Targeted institutions 
RIWHQ�DFFRXQWHG�IRU�D�VLJQLÀFDQW�SURSRUWLRQ�RI�ERWK�
applicants and selected graduate entrants. Even large 
employers did not have the resources to visit all 
institutions and so invested time and effort in those 
they assessed most likely to result in successful 
recruitment outcomes.

Some employers focused mostly on ‘elite’ 
or high entry tariff institutions but this was 
not pervasive. Others selected institutions 
to engage with or visit because of their 
subject strengths, location, previous positive 
recruitment outcomes and more diverse 
student populations. Individual employers 
often selected a basket of institutions 
UHÁHFWLQJ�VHYHUDO�RI�WKHVH�IDFWRUV��%HWZHHQ�
them, the employers in this study targeted a 
large number and wide range of institutions in 
many locations and with very varied student 
populations.

%RWK�HPSOR\HUV�DQG�XQLYHUVLWLHV�UHDOLVHG�WKH�EHQHÀWV�
of closer engagement, but both sides were short of 
resources to engage as broadly and deeply as they 
might wish. This could lead to innovative behaviour 
such as creating a virtual careers fair using social media 
to provide a campus presence to answer questions 
DQG�JLYH�DGYLFH��6RPH�VPDOO�ÀUPV�KDG�UHDO�GLIÀFXOW\�LQ�
ÀQGLQJ�D�ZD\�LQWR�UHOHYDQW�VWXGHQW�SRSXODWLRQV�DQG�IHOW�
universities were not very interested in them. Other 
small employers, especially in high tech or science-
based industries, formed close links with a small 
number of institutions – sometimes internationally 
– at departmental level or with key individuals within 
faculties or schools. 

Work experience as an 
important component of 
recruitment strategy
:RUN�H[SHULHQFH�ZDV�RI�KLJK�DQG�JURZLQJ�LQWHUHVW�
to employers of all sizes and for a range of reasons, 
including: skill and attitude development; the chance 
to make earlier relationships with potential recruits; 
DQ�H[WHQGHG�RSSRUWXQLW\�WR�DVVHVV�LQGLYLGXDOV��1RW�DOO�

Wendy Hirsh, Emma Pollard and Jane Artess
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HPSOR\HUV�H[SUHVVHG�D�GHPDQG�IRU�ZRUN�H[SHULHQFH�LQ�
their selection criteria, partly on diversity grounds, but 
QHDUO\�DOO�EHOLHYHG�WKDW�ZRUN�H[SHULHQFH�KHOSV�JUDGXDWHV�
develop the skills they require and so leads to improved 
performance both in selection and at work. Work 
H[SHULHQFH�ZDV�VHHQ�DV�HVSHFLDOO\�XVHIXO�LQ�GHYHORSLQJ�
personal maturity and business or commercial 
XQGHUVWDQGLQJ��,Q�VRPH�VHFWRUV��ZRUN�H[SHULHQFH�KDV�
become an important signal of serious career interest. 
Many employers were interested in all aspects of wider 
OLIH�DQG�ZRUN�H[SHULHQFH��LQFOXGLQJ�YROXQWDU\�ZRUN�DQG�
other activities taken on at university.

:RUN�H[SHULHQFH�DV�GHÀQHG�LQ�WKH�UHVHDUFK�VWXG\�
included a short placement during study or in vacations 
(typically of 6 to 12 weeks); a longer sandwich 
H[SHULHQFH��W\SLFDOO\���RU����PRQWKV��RU�DQ�LQWHUQVKLS�
after graduation. Terminology is not standardised, so 
IRU�H[DPSOH�VXPPHU�SODFHPHQWV�ZHUH�VRPHWLPHV�
UHIHUUHG�WR�DV�LQWHUQVKLSV��(QWU\�WR�ZRUN�H[SHULHQFH�
opportunities was often through rigorous selection 
processes, similar to those used for permanent 
graduate hiring. So those completing a period of 
ZRUN�H[SHULHQFH�KDG�RIWHQ�KDG�D�PRGLÀHG�VHOHFWLRQ�
process if they wished to join the organisation in a 
more permanent role and the employer wanted to 
encourage them to do so. Most employers paid for all 
EXW�YHU\�VKRUW�SHULRGV�RI�ZRUN�H[SHULHQFH��DOEHLW�RIWHQ�
at relatively low rates. In some sectors there was an 
increase in the use of very short work tasters, insight 
or shadowing opportunities, often aimed at pre-higher 
HGXFDWLRQ�VWXGHQWV�RU�WKRVH�LQ�WKH�ÀUVW�\HDU�RI�VWXG\�
to support/encourage career choices. 

$OWKRXJK�ZRUN�H[SHULHQFH�HDUO\�LQ�+(�VWXG\�FOHDUO\�
has great advantages for both students and employers, 
it works best for students who know what they want 
to do rather early. Too heavy a focus on this route into 
employment will disadvantage students who make 
later career decisions and may cause employers to 
PLVV�RXW�RQ�VRPH�H[FHOOHQW�FDQGLGDWHV�ZKR�GHYHORS�
both their skills and their ideas about work later on 
LQ�WKHLU�VWXGLHV�RU�ZKR�ZLVK�WR�VWDUW�H[SORULQJ�ZRUN�
options after graduation. There are also risks for 
students whose social networks or universities do 
not alert them to the possible importance of early 
employer contact in some sectors or occupations; 
RU�ZKR�KDYH�WR�PD[LPLVH�WKHLU�DELOLW\�WR�HDUQ�PRQH\�
in university vacations. Internships after graduation 
provided additional opportunities but were perhaps 

less strategically used by employers and less structured 
than placement schemes during study.

Implications for action
The study highlighted a range of themes, only some 
of which are covered in this article. Action areas 
ZHUH�LGHQWLÀHG�IRU�WKH�GLIIHUHQW�SOD\HUV�LQ�JUDGXDWH�
recruitment: employers, students, universities and 
SROLF\�PDNHUV��7KH�LPSOLFDWLRQV�IRU�WKH�ÀUVW�WKUHH�
of these groups are shown in summary form on the 
table below and can be seen more fully along with 
implications for policy-makers in the research report 
(Pollard et al, 2015).

&RPSHWLQJ�GULYHUV�LQÀXHQFH�
employer practices
Threading through the practices and the trends noted 
above, we can see some of the deeper drivers behind 
employer behaviour. These need to be understood by 
students and universities and include:

�z A central concern to recruit graduates who will 
meet evolving business needs as part of a wider 
resourcing strategy. Recruiting ‘the best’ means the 
EHVW�IRU�WKDW�SDUWLFXODU�FRQWH[W�DQG�WKH�VSHFLÀF�
jobs and locations where graduates will work.

�z Adopting generally open, objective (or 
meritocratic) and valid selection practices, but 
only supported in a minority of employers by 
robust evaluation. 

�z 7KH�QHHG�WR�VKRZ�FRVW�HIÀFLHQW�DQG�HIIHFWLYH�ZD\V�
of achieving the desired recruitment outcomes.

�z Responding to perceived labour market 
FRQGLWLRQV��HVSHFLDOO\�DQ�H[FHVV�RI�DSSOLFDWLRQV�
or skill shortages and the behaviour of their 
recruitment competitors.

�z A general inclination to support young people in 
their transition to employment, balanced with the 
need for that transition also to be manageable for 
the business.

�z Workforce diversity in terms of gender, ethnicity 
and disability is an established part of recruitment 
thinking in many organisations, but social mobility 
ZDV�D�VLJQLÀFDQW�GULYHU�LQ�UHODWLYHO\�IHZ�RI�WKH�
employers in this study.

Changing employer practices in graduate recruitment…
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Figure 2. Summary of implications for action

Action by Employers Action by Students Action by Universities
Understanding entry routes and the transition into work
Explaining entry options and helping 
DSSOLFDQWV�WR�¿QG�WKH�W\SH�RI�HQWU\�WKDW�
may suit them best. Supporting graduate 
recruits on entry and developing the 
potential of those who do not enter via 
structured schemes or programmes.

Developing search strategies 
EH\RQG�KLJK�SUR¿OH�HQWU\�
schemes. Understanding how to 
progress their skills and career 
once at work.

Helping students understand 
the full range of labour 
market options and identify 
types of entry route that may 
suit them best.

Generic and employability skills
Articulating the holistic nature of their 
requirements and which generic skills 
and attitudes they value most highly. 
Supporting interview and test practice 
and giving more informative feedback to 
unsuccessful applicants.

Becoming fully aware of the 
importance of inter-personal skills 
and positive attitudes to work. 
Developing effective approaches 
to job search and presenting 
themselves to employers. 

Further strengthening active 
development of generic skills 
and employability within 
the curriculum. Sustaining 
effective career development 
support. 

Work experience
Developing structured opportunities for 
work experience after graduation as 
ZHOO�DV�GXULQJ�VWXG\��0RUH�VPDOO�¿UPV�
PLJKW�EHQH¿W�IURP�LQWHUPHGLDULHV�ZKR�
work with universities and companies to 
facilitate work experience.

Understanding strategies 
for seeking work experience 
during study or on graduation, 
especially if taking later 
decisions about work. 
Appreciating employers’ 
continuing interest in wider life 
and university experiences.

Alerting students to 
opportunities for work 
experience during study, 
integrated into courses where 
appropriate. Increasing work 
experience opportunities 
through collaboration 
between universities, and 
with employer bodies and 
intermediaries.

Attracting the right applicants and engaging with selected universities
Extending promotion of STEM subjects in 
schools to involve more small employers. 
Considering a range of criteria in 
deciding which institutions/ courses to 
target for graduate recruitment and 
where to form closer links. Engaging 
students in useful career learning while 
visiting universities. 

Focusing on those employers 
likely to be interested in them. 
Making effective use of employer 
visits or interventions at their 
institution.

Forming positive, multi-level 
partnerships with employing 
organisations well suited to 
their students. Advising and 
helping employers to reach 
students e.g. through clear 
FRQWDFW�SRLQWV�IRU�VPDOO�¿UPV�
and into departments. 

Fair and objective screening and shortlisting
Evaluating screening and shortlisting 
processes to establish the most 
appropriate criteria and methods. Being 
aware that screening on class of degree 
or A level grades may not be a reliable 
indicator of quality.

Researching the employer 
and their selection process, 
especially any tests used in early 
stages of selection. Working 
on higher level numeracy and 
literacy skills.

Working with students on 
the early stages of the 
selection process, especially 
improving written English 
and numeracy. Informing 
students about changing 
selection practices.

Social mobility
Understanding how approaches to 
graduate recruitment, including 
entry routes, sponsorship, targeting 
institutions and selection for work 
H[SHULHQFH��FDQ�LQÀXHQFH�WKH�VRFLDO�PL[�
of recruits. Considering the business 
case for social mobility within wider 
diversity agendas.

Developing the ability to resist 
stereotyping of work choices 
based on background or other 
factors. Developing a realistic 
understanding of their own 
interests and abilities.

Strengthening employability 
skills of all students, and 
access to employers, 
especially through work 
experience. Using alumni to 
support students from varied 
backgrounds.

Wendy Hirsh, Emma Pollard and Jane Artess
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This article provides case studies for 
incorporating employability in a higher education 
setting. A professional studies module for a small class 
(30 students) of third-year aerospace engineers gave 
insight into industrial challenges while promoting 
career development. It was delivered mainly by 
industrial speakers and involved practical tasks 
and workshops. A more sustainable employability 
curriculum now supports students in all four years 
of the School’s three degree programmes, offering 
a structured development of skills and sector 
understanding. A notable increase in students obtaining 
sandwich year placements has been observed.

Introduction

In the UK, the Engineering Council is the regulatory body 
for the engineering profession (www.engc.org.uk). It sets 
standards of professional competence and licenses 
engineering institutions, such as the Royal Aeronautical 
Society or Institution of Mechanical Engineers, to 
accredit degrees to the Engineering Council standards, 
the UK-SPEC (www.engc.org.uk/professional-
registration/standards/uk-spec). Competence is 
required in various areas including applying theoretical 
and practical methods to the analysis and solution 
of engineering problems, providing technical and 
commercial leadership, and demonstrating effective 
interpersonal skills. Accredited engineering degrees 
have learning outcomes related to the UK-SPEC 
standards of competence. General learning outcomes 
such as group working, appreciation of economic 
and commercial considerations, problem solving and 
understanding of underpinning science and maths are 
clearly relevant to the graduate attributes desired by 
employers (Shearman and Seddon, 2011). Thus, the 

UK-SPEC provides a framework to help universities 
prepare students for employment in terms of both 
technical knowledge and skills.

&UDQPHU��������SUHVHQWV�VL[�GLIIHUHQW�PHWKRGV�
of incorporating employability skills in the higher 
education curriculum. These range from total 
embedding of skills (the skills are present and in 
FRQWH[W�EXW�VWXGHQWV�PLJKW�QRW�EH�DZDUH�WKDW�WKH\�DUH�
developing them) to parallel development (separate 
from the main academic curriculum and with limited 
FRQWH[WXDOLVDWLRQ��ZLWK�VRPH�YDULDWLRQV�LQ�EHWZHHQ��$Q�
embedded approach was believed to be more effective.

The importance of students being aware of the 
purpose of each learning activity in developing skills 
was also highlighted in a report on pedagogy for 
employability (Pegg et al, 2012). This would enable 
students to describe their personal development 
more clearly. Integrating employability into the 
core academic curriculum was recommended, with 
assessment through realistic tasks relevant to the 
GLVFLSOLQH��DQG�DFWLYH�RU�H[SHULHQWLDO�OHDUQLQJ�ZRXOG�
VXFFHVVIXOO\�SURPRWH�H[SORUDWLRQ��UHÁHFWLRQ�DQG�
engagement. The report states that while genuine 
ZRUN�H[SHULHQFH�LV�D�VWURQJ�IDFWRU�LQ�FRQWH[WXDOLVLQJ�
learning, enhancing employability through work 
H[SHULHQFH�LV�VWUHQJWKHQHG�E\�UHÁHFWLRQ��HYDOXDWLRQ�
DQG�H[SUHVVLRQ�RI�WKH�OHDUQLQJ�DFKLHYHG�

The UK Commission for Employment and Skills 
(UKCES) (2008) reported a lack of convincing 
evidence for some pedagogical approaches deemed 
effective. However, themes for best practice included 
ZRUN�EDVHG��DFWLYH�OHDUQLQJ�ZLWK�DQ�DXWKHQWLF�FRQWH[W�
�SUREOHP�VROYLQJ�RU�SURMHFW���UHÁHFWLRQ�RQ�OHDUQLQJ�
H[SHULHQFH��FROODERUDWLRQ�ZLWK�SHHUV�RU�RWKHU�
stakeholders, and employer involvement in the design 
and delivery of the curriculum.

Developing employability within a 
university engineering curriculum

Jonathan Cole and Tamsin Turner
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Harvey and Bowers-Brown (2004) are concerned that, 
in developing employability, too much attention will be 
given to developing work skills in the sense of training 
for employment. They argue that the focus should be 
RQ�QXUWXULQJ�FULWLFDO��UHÁHFWLYH�SUDFWLWLRQHUV�ZKR�DUH�
capable of ongoing development during their careers. 
$�VLPLODU�WKHPH�LV�RXWOLQHG�E\�&R[�DQG�.LQJ��������
who interviewed employers to ascertain what skills 
they considered necessary for student employability. In 
addition to recommending certain skills, the employers 
desired a depth of understanding and this idea was 
represented by three layers – theory, tools and 
application. The paper states that, from an employer’s 
perspective, employability means that ‘a person 
possesses the capability to acquire the skills to do the 
required work, not necessarily that they can do the 
ZRUN�LPPHGLDWHO\�DQG�ZLWKRXW�IXUWKHU�WUDLQLQJ·��&R[�
and King, 2006: 263).

The current article reviews the integration of 
employability skills within the undergraduate 
engineering curriculum in our School. It begins by 
describing a professional studies module which was 
developed over 10 years for aerospace engineering 
students, before being discontinued due to the need 
to teach an increasing number of students more 
HIÀFLHQWO\��7KH�DUWLFOH�WKHQ�GHVFULEHV�WKH�UHYDPSHG�
employability programme which was designed for all 
second-year students across the School’s three degree 
programmes – mechanical, aerospace and product 
design engineering. Thus, the article provides case 
studies for incorporating employability and career 
development in a higher education setting.

Aerospace Professional 
Studies

This module, worth 10 CATS points, was compulsory 
for third-year aerospace engineering students; about 
KDOI�ZHUH�LQ�WKHLU�ÀQDO�\HDU��%(QJ�SURJUDPPH��DQG�KDOI�
were in their penultimate year (MEng programme). It 
occurred at an appropriate time for job applications – 
typically, there was a two-hour lecture slot each week 
for 10 weeks during the autumn semester. The module 
provided a balance between professional engineering 
�H[DPSOHV�RI�FXUUHQW�LQGXVWULDO�FKDOOHQJHV��DQG�
professional development (skills, career preparation). 
6LJQLÀFDQWO\��LW�ZDV�GHOLYHUHG�PDLQO\�E\�LQGXVWULDO�

speakers who brought various interesting perspectives. 
Active learning was encouraged and constructive 
interaction occurred between students and speakers.

The module had developed since 2002/03 following 
much consultation with and encouragement from 
the university careers adviser responsible for 
engineering. The objectives of better informing 
the students regarding the aerospace sector and 
developing effective presentation, commercial 
awareness and career management skills were very 
relevant. In a CBI survey (2008), 86 per cent of CEOs 
ranked employability skills as the most important 
consideration when recruiting graduates. Furthermore, 
in June 2010, the universities minister highlighted 
‘employability statements’, requiring universities to 
consider what they ‘offer students to help them 
become job-ready in the widest sense’ (Willetts, 2010).

,Q�RUGHU�WR�IXOÀO�WKH�REMHFWLYHV�LQ�D�VWLPXODWLQJ��XS�WR�
date way, the material was presented mainly by people 
ZRUNLQJ�DW�WKH�IRUHIURQW�RI�HQJLQHHULQJ��ZLWK�H[FLWLQJ�
stories and videos. The range of speakers illustrated 
the range of career opportunities. Various perspectives, 
from director to recent graduate, were included. 
Various organisations, from international to small 
enterprise, participated. A non-aerospace company 
representative demonstrated transferability of skills. 
Having graduates of our university, and some relatively 
young speakers, encouraged empathy between 
speakers and students.

3DUWLFXODU�DVSHFWV�RI�WKH�PRGXOH�LQ�LWV�ÀQDO�\HDU�RI�
operation (2011/12) are now summarised. A director 
from Thales, a defence company, discussed recent 
projects and showed that an engineer’s technical 
VNLOOV�DUH�QRW�VXIÀFLHQW�ZKHQ�ZRUNLQJ�LQ�LQGXVWU\��
Awareness of commercial and strategic challenges is 
also vital. A visit to B/E Aerospace, the world’s leading 
manufacturer of aircraft seats, gave students a unique 
insight into industrial practice and a connection to 
other topics from their degree including manufacturing, 
composite materials and lean engineering. The factory 
WRXU�ZDV�IROORZHG�E\�DQ�DVVHVVPHQW�FHQWUH�H[HUFLVH�
where the students tackled a realistic problem 
in teams before presenting their solution to B/E 
engineers. A British Airways captain gave a fascinating 
overview of his job, described how engineers 
contribute to commercial aviation and advised those 
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interested in pilot training. Through listening to cockpit 
DQG�DLU�WUDIÀF�FRQWURO�UHFRUGLQJV��DQG�GLVFXVVLQJ�UHFHQW�
air accidents, important aspects of teamwork were 
highlighted. Two visitors from Airbus, another global 
leader, gave a workshop on teamwork. Some students 
worked in groups on a given realistic problem and 
others observed, aiming to identify characteristics 
of a successful team, so important in industry. Two 
employees of Accenture gave a class on interview 
skills in which student participation – interviewing 
each other – was prominent. The company 
representatives were aerospace graduates of our 
university in 2010 and therefore very familiar with the 
students’ circumstances. At Accenture, they noticed 
that graduates from Northern Ireland seemed less 
FRQÀGHQW��7KLV�XQGHUOLQHV�WKH�QHHG�WR�VKRZ�VWXGHQWV�
that they possess many relevant skills which enhance 
their employability.

Each year’s programme was slightly different. Previous 
VSHDNHUV�LQFOXGHG�D�VHOI�HPSOR\HG�EXLOGHU�RI�ÁLJKW�
simulators and an aerospace engineering graduate 
working for Unilever, a company not associated with 
aerospace. This talk was useful for those who do not 
QHFHVVDULO\�ZDQW�WR�ZRUN�LQ�WKH�DHURVSDFH�ÀHOG��7KH�
students were shown that they have many skills which 
are valued and applicable in other areas of engineering. 
The involvement of employers in the delivery of the 
PRGXOH�DQG�WKH�DFWLYH�OHDUQLQJ�DVSHFWV�DUH�H[DPSOHV�RI�
good practice (UKCES, 2008; Pegg et al, 2012).

Assessment

Assessment was entirely by coursework which 
was designed to be relevant. Students had to write 
DQ�H[HFXWLYH�VXPPDU\�EDVHG�RQ�WKH�FRPPHUFLDO�
awareness lecture to test their understanding of how 
engineers were successfully involved in developing a 
local, high-tech engineering business. Following the 
pilot’s lecture, they had to plan and report on an 
LPDJLQDU\�DLG�ÁLJKW�PLVVLRQ�WR�$IULFD��WKLV�LQYROYHG�
aircraft load calculations and consideration of aircraft 
performance at different altitudes and temperatures. 
They also had to prepare a CV and give two group 
presentations. Students received written, individual 
feedback on their summary and a corrected/improved 
&9�ZDV�UHWXUQHG��)RU�WKHLU�ÀUVW�SUHVHQWDWLRQ��VWXGHQWV�
assessed their peers formatively. This required them 

to observe actively and identify good/bad presentation 
techniques. The assessment, as well as the presentation, 
was performed in groups. The comments were quickly 
returned to the presenters allowing them to focus 
on improving before their second presentation. The 
presentation topics had an aerospace theme. For 
H[DPSOH��IRU�WKHLU�VHFRQG�SUHVHQWDWLRQ��VWXGHQWV�FKRVH�
an aerospace company and reported on its structure, 
products and recruitment procedures. Therefore they 
became familiar with many potential employers while 
enhancing presentation skills.

The use of practical tasks for the assessment and 
GXULQJ�WKH�VHVVLRQV��IRU�H[DPSOH��WKH�SUREOHP�VROYLQJ�
H[HUFLVH�GXULQJ�WKH�IDFWRU\�YLVLW���SOXV�WKH�FROODERUDWLYH�
nature of the tasks, have been highlighted as effective 
practice (UKCES, 2008; Pegg et al, 2012). Overall, the 
PRGXOH�ÀWV�WKH�FDWHJRU\�GHVFULEHG�DV�¶EROW�RQ�JHQHULF�
skills’ (Cranmer, 2006: 172) in which skills are visible, in 
FRQWH[W�DQG�DVVHVVHG�H[SOLFLWO\�DQG�ZKLFK�LV�EHOLHYHG�
to have a high impact on the curriculum.

Impact and feedback

Good attendance at the classes was normal, averaging 
85 per cent over 10 years. Student feedback indicated 
they appreciated the relevance of the module, enjoyed 
WKH�VSHDNHUV�DQG�JDLQHG�FRQÀGHQFH��7KLV�LV�LOOXVWUDWHG�
by the following student comments.

�z ‘Motivates me to do well.’

�z The pilot’s ‘lectures were inspiring’.

�z ‘Was positive to see employees from such 
highly regarded companies taking time out to 
visit.’

�z ‘The assignments had a real life application 
and purpose and this made more enjoyable to 
complete.’

�z ‘Helps the student understand how useful his 
degree is.’

Quantifying the impact of the module on the students’ 
OHDUQLQJ�LV�GLIÀFXOW�EXW�LW�ZDV�REVHUYHG�WKDW��GXULQJ�
this period, sandwich year work placements for the 
aerospace students were much more common after 
third rather than second year. The module was possibly 
an important motivating factor here. Note that the 
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Developing employability within a university engineering curriculum

sandwich version of an undergraduate degree includes 
D�\HDU�RI�UHOHYDQW�ZRUN�H[SHULHQFH�DW�VRPH�SRLQW�DIWHU�
VHFRQG�\HDU�DQG�EHIRUH�ÀQDO�\HDU�

The ongoing support of enthusiastic speakers was 
VLJQLÀFDQW��0RVW�SDUWLFLSDWHG�HDJHUO\�\HDU�DIWHU�\HDU��
The British Airways captain noted the students’ 
¶WUHPHQGRXV�HQWKXVLDVP·�ZKLFK�¶ZDV�UHÁHFWHG�LQ�WKHLU�
attitude towards myself and in the way they received 
the lectures’. An engineer from B/E Aerospace was 
keen to ‘leave a lasting impression’ to encourage future 
applications to his company.

The module featured in a report (Foskett and 
Johnston, 2006) on credit-bearing careers education 
and could easily be adapted by others. However, a 
review of education provision within our School, 
while being mindful of the need to teach an increasing 
QXPEHU�RI�VWXGHQWV�HIÀFLHQWO\��OHG�WR�D�FRPPRQ�VXLWH�
of professional studies modules provided across the 
three degree programmes (mechanical, aerospace and 
product design engineering) and the discontinuing 
of Aerospace Professional Studies. The main focus 
for employability within the curriculum was now 
DLPHG�DW�VHFRQG�\HDU�VWXGHQWV�DQG�WKH�QH[W�VHFWLRQ�
of this article describes the revamped employability 
programme.

Employability Programme

In April 2012, and with the need for a systemic 
and sustainable intervention of the employability 
FXUULFXOXP��D�6FKRRO�EDVHG�SODFHPHQW�RIÀFHU�ZDV�
appointed to manage and monitor placement learning 
and to deliver the employability programme. Clearly 
WKH�DHURVSDFH�SURJUDPPH�ZDV�RI�VLJQLÀFDQW�YDOXH�WR�
WKH�DSSUR[LPDWHO\����VWXGHQWV�RQ�WKH�FRXUVH�HDFK�
year. The challenge of the School-wide programme 
ZDV�WR�SURYLGH�D�FRPSDUDEOH�H[SHULHQFH�EXW�ZLWK�
over 200 students in each class. This has been achieved 
in the main and feedback, both immediate (module 
evaluation) and longer term (student placement 
portfolio acknowledgments), has been positive from 
students, staff, industry and the professional bodies’ 
accreditation panel.

The employability programme in 2012/13 comprised 
12 two-hour sessions on Wednesday afternoons which 

ZHUH�ÀOPHG�IRU�VWXGHQWV�WR�UHYLHZ�VXEVHTXHQWO\��$V�
Wednesday afternoons are traditionally free for clubs, 
societies and sports, the scheduling of the programme 
might have given students the impression it was not a 
high priority for the School. Session topics included:

�z 6NLOOV�LQ�WKH�ZRUNSODFH�– information about 
the key skills employers seek in an engineering 
graduate as informed by the CIHE employability 
VNLOOV�SURÀOHV��$UFKHU�DQG�'DYLVRQ��������

�z 0DNLQJ�DSSOLFDWLRQV�DQG�&9V – students 
were provided with key principles for building a 
good CV and then asked to review each other’s 
and give feedback.

�z Assessment centres – interactive session 
delivered by key engineering recruiter, Jaguar Land 
Rover.

�z 7HDP�ZRUN – consideration of team roles and 
completion of a self-perception questionnaire.

�z ,QWHUYLHZ�VNLOOV – session delivered by 
Accenture focusing on the principles of effective 
interview techniques.

�z Career options – provided students with 
a sector overview informed by our graduates’ 
destinations and graduate labour market 
intelligence.

�z Going global – information session 
underpinned by the ‘Global Graduates into Global 
Leaders’ publication (Diamond et al, 2011).

�z Optimising your learning experience 
WKURXJK�UHÁHFWLRQ – this focused on the 
SUDFWLFH�RI�UHÁHFWLRQ��/LWWOH��������3HJJ�HW�DO��
2012).

The module is not credit-bearing but appears on 
the students’ transcripts as ‘pass’ or ‘fail’ based on 
attendance – a pass requires attending a minimum of 
nine of the 12 sessions.

All students have the option to undertake a 
placement year during their degree. Much effort is 
directed towards encouraging this given the belief 
that many desirable employability skills ‘can only be 
learned in ‘real life’ employment situations, even on a 
temporary basis such as work placements’ (Johnson 
DQG�%XUGHQ�������������6LQFH�WKH�SODFHPHQW�RIÀFHU�
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was delivering the employability programme, it was 
deemed appropriate that it became the vehicle for 
placement preparation initially. However it was clear 
that preparing students to understand the importance 
of placements at the very time the placement 
vacancies were being advertised was leaving it too late. 
)URP�WKHVH�LQLWLDO�UHÁHFWLRQV�D�ZLGHU�HPSOR\DELOLW\�
programme was conceived.

The expanded programme

In the current year (2014/15), a range of career 
development opportunities has been provided across 
DOO�VWDJHV�RI�WKH�GHJUHH�SURJUDPPHV�ZLWK�VLJQLÀFDQW�
industrial input and support from the university’s 
careers service. This aims to promote a progressive 
growth of self-awareness, knowledge, skills and 
understanding of the graduate labour market and 
give students an ideal platform for their career 
development.

First-year students were provided with a series of 
VHVVLRQV�LQ�WKH�ÀUVW�VHPHVWHU�WKDW�UHTXLUHG�WKHP�WR�
articulate their motivation for studying engineering, 
understand the skills engineering employers seek, 
conduct a skills audit and become more aware of 
VXPPHU�ZRUN�H[SHULHQFH�RSSRUWXQLWLHV�DQG�WKH�
importance of starting to develop an employability 
SURÀOH��7KH�RQXV�DW�WKLV�VWDJH�LV�WR�HQVXUH�VWXGHQWV�
have the opportunity to understand their options 
DQG�JDLQ�VXPPHU�ZRUN�H[SHULHQFH�DV�D�SODWIRUP�IRU�
skill development. The Sentinus programme, PwC and 
the Royal Naval Reserves all offer such opportunities 
so were included as session contributors. To prompt 
students to evaluate their current level of skills 
and attributes, they were asked to submit a 300-
word statement as if applying for a summer vacancy. 
This formed the basis of each student’s personal 
development planning interview with their personal 
tutor.

The second-year students were all enrolled on the 
employability module (as described previously) which 
still focuses on preparing for the sandwich year 
placement. The module is now timetabled within 
teaching time on a Monday afternoon as a result 

of pressure from the students and the pass rate 
this year (based on attendance) was 96 per cent 
(average weekly attendance of 180 students), a large 
improvement on the 2012/13 pass rate of 75 per 
FHQW��:LWK�WKH�LQWURGXFWLRQ�RI�WKH�ÀUVW�\HDU�VHVVLRQV��
a lot of the ground work including understanding 
employers’ skill criteria, understanding personal skill 
development and building a CV are in place. Therefore, 
module content has been adjusted and augmented by 
sessions on digital citizenship, international options, 
psychometric testing (interactive tests were provided 
in the session), assessment centres and situational 
judgement testing. An additional session was converted 
into a speed networking event in which 12 local 
employers interacted with students to their mutual 
EHQHÀW��(PSOR\HU�FRPPHQWV�LQFOXGHG�VXSSRUW�IRU�WKH�
freshness of the format, ‘something a little different to 
get students engaged’. Also, students could book to 
attend a tutorial-style seminar focusing on interview 
skill techniques co-hosted by the School’s placement 
RIÀFHU�DQG�D�GLIIHUHQW�FRPSDQ\�HDFK�ZHHN��7KH�
inception of this activity and the speed networking 
event were driven by feedback from employers who 
felt our students were strong on paper but lacked 
interview and interpersonal skills.

Since the placement year is optional, there is 
an emphasis on engagement, understanding and 
encouragement to assist students to take this option. 
*LYHQ�WKDW�VWXGHQWV�DUH�LQÁXHQFHG�E\�HDFK�RWKHU�
and, with placement being such an individual activity, 
ÀQGLQJ�D�PHFKDQLVP�IRU�WKHP�WR�IHHO�DV�D�JURXS�LV�
important. The educational software, TurningPoint, has 
been applied successfully; it provides students with an 
anonymous means of voting as a group to contribute 
to a group understanding (Blasco-Arcas et al, 2013; 
'RQRKXH���������)RU�H[DPSOH��WKH�VRIWZDUH�ZDV�
XVHG�WR�FROODWH�VWXGHQWV·�YLHZV�RQ�WKH�PDLQ�EHQHÀWV�
of undertaking a placement, thus providing them 
with a variety of opinions and aiding the marketing 
of the placement option. The numbers of students 
undertaking the placement year has increased as 
follows: 54 in 2011/12, 71 in 2012/13, 80 in 2013/14 
and 106 in 2014/15. This growth is believed to be 
mainly due to the second-year employability module. 
The full impact of these numbers on the proportion 
of sandwich degrees is not yet realised but Figure 1 
shows the strong upward trend.
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Figure 1.
Proportion of mechanical, aerospace and 
product design engineering graduates on the 
sandwich degree programme.

6HYHUDO�RI�WKH�VHVVLRQV�ZLWKLQ�WKH�ÀUVW�DQG�VHFRQG�\HDU�
programmes – most notably, the skills audit – require 
students to learn actively about themselves through 
UHÁHFWLRQ��7KLV�DSSURDFK�LV�FRQWLQXHG�ZKHQ�VWXGHQWV�
are on placement as a means of benchmarking their 
skills before, during and after placement. The process 
RI�UHÁHFWLRQ�LQ�DQ�H[SHULHQWLDO�OHDUQLQJ�FRQWH[W�LV�
highlighted and broken down into the key areas of 
OHDUQLQJ��DFW��UHÁHFW��FRQFHSWXDOLVH�DQG�DSSO\��.ROE��
1984). The second-year session involves students at 
WKH�¶DFW·�DQG�¶UHÁHFW·�SRLQWV�RI�WKH�F\FOH��:KHQ�RQ�
placement, students are required to complete the 
cycle for key skill areas including managing tasks, 
communicating effectively, working with and relating 
to others, and applying initiative to solve problems. 
Through keeping monthly diaries and compiling a 
portfolio, students have a structure to aid this process, 
as endorsed by Little (1998). The diaries help to 
GRFXPHQW�WKH�¶DFW·�DQG�¶UHÁHFW·�SRLQWV��6WXGHQWV�WKHQ�
must ‘conceptualise’ by determining the skills they 
have developed in undertaking the tasks. Articulating 
their objectives for improving their knowledge and 
skills constitutes the ‘apply’ phase of the cycle. Thus, 
VWXGHQWV�RQ�SODFHPHQW�DUH�H[SHFWHG�WR�EH�FULWLFDOO\�
DQG�FRQWLQXRXVO\�HYDOXDWLQJ�WKHLU�VNLOOV�DQG�H[SHULHQFH��
Submission of a satisfactory portfolio at the end of 
WKH�SODFHPHQW�\HDU�LV�QHFHVVDU\�WR�IXOÀO�WKH�DFDGHPLF�

requirements of the sandwich year. The portfolio is 
assessed on a pass/fail basis and counts for 120 CATS 
points.

In third and fourth year, graduating students are 
offered 10 one-hour (optional) sessions focused 
on the graduate labour market and delivered 
partly by industrial speakers. Session topics include 
professional registration, postgraduate study options, 
lean manufacturing techniques, project management 
and leadership. Development of the employability 
programme is ongoing with the inclusion of 
entrepreneurial activities being considered while peer 
mentoring could be adopted by third and fourth-year 
VWXGHQWV�VXSSRUWLQJ�ÀUVW�DQG�VHFRQG�\HDU�VWXGHQWV�
with placement applications.

Conclusions
The Aerospace Professional Studies module involved 
career learning, employability and skills integrated 
LQWR�DQ�HIIHFWLYH�OHDUQLQJ�H[SHULHQFH�IRU�WKLUG�\HDU�
aerospace engineering undergraduates. Industrial 
speakers participated keenly and practical tasks were 
used for the assessment and during workshops. 
Students enjoyed the module and appreciated its 
relevance.

With a sustainable approach to the employability 
curriculum needed, a School-wide programme has 
EHHQ�GHYHORSHG��,W�LV�VXEMHFW�VSHFLÀF��IRFXVHG�RQ�
UHOHYDQW�VHFWRU�DUHDV��HQJLQHHULQJ��WKURXJK�VLJQLÀFDQW�
engagement with employers of various sizes. It 
provides support for students in all four years of the 
degree programmes, thereby offering a step-by-step, 
progressive build-up of knowledge, self-awareness, 
skills development and sector understanding to ensure 
they are ready for the graduate labour market. It 
uses central university services alongside industrial 
H[SHUWLVH�WR�KHOS�GHOLYHU�WKH�WRSLFV��:LWKLQ�WKH�
School, it would be impossible to provide the range 
and number of sessions currently offered. This has 
KDG�WKH�DGGHG�EHQHÀW�RI�KLJKOLJKWLQJ�FHQWUDO�VHUYLFHV�
WR�VWXGHQWV��LQGHHG��GXULQJ�WKH�ÀUVW�VHPHVWHU�RI�
2014/15, the proportion of students from the School 
of Mechanical and Aerospace Engineering booking 
a career guidance appointment was at least twice 
that for any other school in the university. One clear 
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positive impact of the programme is the increased 
number of students doing a placement year.

Of course, the programmes described here do not 
represent the only opportunities for students to 
GHYHORS�HPSOR\DELOLW\�VNLOOV�²�WKHUH�DUH�PDQ\�H[DPSOHV�
of practical, analytical, computational, presentation, 
team-working and research skills embedded over the 
curriculum within academic modules. 
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People are changing the ways they manage 
career. Careers work cannot afford to miss the 
opportunity this presents. And that calls for new 
thinking for a changing, challenging and crowded 
world. Seeing career management as a process of 
‘holding on’ and ‘letting go’ is part of that thinking. It 
speaks of thoughts and feelings about what is and is 
not valued. The thinking is set out here as a search for 
new meaning in policy, professionalism and practice1. It 
UDGLFDOO\�H[SDQGV�WKH�FDUHHUV�ZRUN�UHSHUWRLUH��0RUH�
importantly it positions clients and students as agents 
of change.

Introduction
,GHDV�FRQFHUQLQJ�KROGLQJ�RQ�DQG�OHWWLQJ�JR�ÀUVW�DSSHDU�
in narrative thinking (Law, 2012a). That thinking poses 
questions about how and why a person might need 
to ‘hold on’ to friends that matter, to assumptions 
that feel right, and to privileges that stand a person 
in good stead. And it implies a need sometimes to ‘let 
go’ of friends, assumptions and privileges that restrain 
D�SHUVRQ��7KLV�DUWLFOH�H[DPLQHV�WKRVH�G\QDPLFV�LQ�
FRQWHPSRUDU\�FDUHHU�PDQDJHPHQW���7KH�H[DPLQDWLRQ�
ÀQGV�ÀYH�DUHDV�RI�GHYHORSPHQW«

connection GUDZLQJ�RQ�OLQNV�WR�H[SHULHQFH�
and people

reach developing ready-for-anything 
ÁH[LELOLW\�

buoyancy making good use of bad news

grasp intersecting learning with life-long 
living 

progress releasing people from arbitrary 
holds on how they live

1 A fuller, illustrated and digitally-linked account of this thinking 
is freely available at http://cloudworks.ac.uk/cloud/view/9272

Connection
7UDFNLQJ�FRQQHFWLRQV�LV�QHFHVVDU\�WR�ÀQGLQJ�PHDQLQJ�
in what would otherwise be a meaningless jumble. 
It looks for links which have value, which might and 
ZKLFK�GRQ·W��6R�WKH�H[KRUWDWLRQ�¶RQO\�FRQQHFW·�QHHGV�
predicating – ‘connected to whom?’, ‘for what?’, and 
¶ZK\"·��7KHVH�DVN�DERXW�ZKR�DQG�ZKDW�LQÁXHQFHV�
action. There is a long list of answers, linking to 
family, friends and contacts.  They can connect to 
neighbourhoods, communities and local agencies.  
Retailers, advertisers, fashion and off- and on-line 
PHGLD�FDQ�EH�LQÁXHQFHV��$QG�WKHUH�DUH�UHDVRQV�
for accepting and rejecting politics, campaigns and 
demonstrations. Such links frame questions about 
what to hold-onto and what to let-go.  The answers 
speak of what people can give their lives to, sometimes 
as agents of change.

3URIHVVLRQDO�WKLQNLQJ (Law, 2011a) has set out a 
spectrum of links that clients and students must deal 
with, and can live by.  

There are starting points linking to what everybody 
PRUH�RU�OHVV�NQRZV�DERXW�FDUHHU«

�z people act on ‘instinct’ – impulsively looking for 
immediate pay-offs

�z they are most aware of their ‘individuality’ – at 
WKH�H[WUHPH�DV�WKRXJK�LQ�D�VRFLDO�YDFXXP

�z but action can be ‘situated’ – so that what 
SHRSOH�GR�UHÁHFWV�ZKHUH�WKH\�OLYH

�z and part of that is in their ‘EDFNJURXQG’ – where 
people learn from others how to manage who 
they are 

No big surprises so far, but there’s more to say about 
WKH�G\QDPLFV�RI�VRFLDO�VHWWLQJV«

�z people are located as a members of a 
‘community’ – with its agreed way of doing things

Career trajectories for holding on and 
letting go
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�z this is also where ‘attachments’ are forged – 
shaping loyalties, give-and-take allegiances, and 
aspirations

�z and each locality nurtures a ‘culture’ – with its 
VKDUHG�EHOLHIV��YDOXHV�DQG�H[SHFWDWLRQV

�z so that social ‘enclaves’ are formed – each with 
its distinctive range of sympathies, tolerance, 
H[FOXVLRQV�DQG�KRVWLOLWLHV

�z the dynamics of such social life is ‘habitus’ – 
where the inhabited culture shapes habits of mind

7KHUH�DUH�LQÁXHQFHV��OHVV�GRFXPHQWHG�LQ�FDUHHU�
WKLQNLQJ��ZKLFK�FRQQHFW�WR�WKH�SROLWLFDO«

�z social ‘polarisation’ building over time, separates 
people into like and not like ‘us’, the valued and 
the disdained, ‘workers and shirkers’

�z by contrast a ‘nudge’ is immediate – reinforcing 
EHKDYLRXU�ZKLFK�PDLQWDLQV�WKH�LQÁXHQFH�RI�
markets, shareholders, schooling and employers

�z while VWDNHKROGLQJ is deeper – more than 
shareholding – it represents the rights and 
interests of customers, citizens, students and 
workers

�z among the ‘interests’ – are beliefs in the certain 
deserving of one’s own success, and the probable 
deserving of other people’s failure

�z more inclusive interests voice ‘identity 
politics·�²�RSSRVLQJ�JHQGHU��UDFH�DQG�VH[XDOLW\�
discrimination and, less so, snobbery

,QFUHDVLQJO\�FLWHG�DFFRXQWV�RI�LQÁXHQFH�RQ�FDUHHU�
PDQDJHPHQW�FDOO�RQ�D�ZLGH�UDQJH�RI�OLQNV«�

�z LQÁXHQFHV�DUH�GHIHQGHG�LQ�¶political theory’ – 
voicing beliefs, interests and evidence ranging from 
economic necessity to planetary survival

�z people are increasingly asked to show ‘resilience’ 
– seen as a ‘good’ upbringing building character 

�z and intuitions are not lightly to be dismissed – 
our brains know more than we know they know, 
and their urging is sometimes worth heeding 

�z but ideas of ‘enlightenment’ are harder-
edged – opposing entrenched interests, urging 
LQGHSHQGHQFH�RI�PLQG�DQG�H[SHFWLQJ�WR�EH�WDNHQ�
seriously in education

�z enlightenment also signposts ‘FULWLFDO�WKLQNLQJ’ – 
which undermines arbitrary controls in favour of 
reliably-informed progress

�z and ‘creativity’ takes a similar stance – refusing 
to settle for how things are as invention reshapes 
and reconnects everything 

7KHUH·V�VRPH�FRPSOH[LW\�LQ�WKHVH�FRQQHFWLRQV��&ODLPV�
for stakeholding are politically contested (Mount, 
2015).  And there are contests between different 
interests (Law, 2011b) and different philosophies 
(Stephen Law, 2015). Either way, polarisation thwarts 
reforming zeal in all but a brave minority (Sunstein, 
2014). So independence of mind calls on courage 
(Taylor, 2014). And political courage is rooted in 
community culture as much as in family upbringing 
(Oliner,1992).

Professional thinking constantly progresses. 
8QGHUVWDQGLQJ�RI�VRFLDO�LQÁXHQFHV�RQ�FDUHHU�
PDQDJHPHQW�LV�H[SDQGLQJ��/DZ������D����$Q�HPHUJLQJ�
feature is how students learn from each other (Easton, 
2014). Such social sharing points to possibilities for 
peer-to-peer conversations. Tests of effectiveness 
ZRXOG�EH�HQDEOLQJ�D�SHUVRQ�WR�H[SODLQ�WR�KHUVHOI�KRZ�
she manages her life, to give voice to why a person’s 
children are so precious to him, to widen a ready-for-
anything repertoire for dealing with change. And these 
would be holding-on-or-letting-go outcomes. 

/LQNLQJ�WR�SROLWLFV��Talk of work, aspiration and 
stakeholding is talk of politics.  A framework to 
decipher the links between politics and action is based 
on three key elements (Jones, 2014). Any currently 
dominant group pursuing its interests is (1) the 
‘establishment’. It links to (2) ‘outriders’ – research-
DQG�GHYHORSPHQW�RXWÀWV�VWUHQJWKHQLQJ�HVWDEOLVKPHQW�
impact by capturing and linking to new connections. 
&DUHHUV�ZRUN�RXWÀWV�GR�LW��/DZ������D���$OO�WKLV�
positioning needs (3) to connect with what people can 
recognise and accept. And that framework, named after 
its inventor, is the ‘Overton window’. All politics aligns 
to the three elements.  

And, if politicians can learn to do it, why not other 
agents of change – such as educators and students? 
Students and their educators have never so much 
needed independently to scrutinise what politicians 
SURSRVH�IRU�HGXFDWLRQ���$QG�WKHUH�LV�DQ�H[SDQGLQJ�
range of connections to draw on (Hattie, 2009). There 
is also a world-wide hunger for enabling citizens 
proactively to engage with the politics of education 
(Kempne and Loureiro Jurema, 2002).
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Reach
The Overton window of conventional careers work 
frames a free-standing client, making economic 
PRYHV��EDVHG�RQ�LPSDUWLDO�LQIRUPDWLRQ�IURP�H[SHUW�
advisers (Law, 2013a). But emerging reports speak of 
unmanageable demands on work-life balance (Law, 
2006a), of increasing demands of education (Law, 
2014a), concerned less about self-advancement and 
more about meaningful lives (Mayseless and Kere, 
2014). Careers work needs a bigger window.  

Troublesome thoughts. The free-standing client is 
thought of as making choices and coming to decisions 
(Law, 2008a). But emerging evidence is outdating 
that thinking. It speaks of an individual ‘self ’ entwined 
in self-contradicting (Law, 2012a) and self-serving 
�/DZ������D��GHOXVLRQ��,W�H[SRVHV�RYHU�FRQÀGHQFH��
FRPIRUWDEOH�FRQÀGHQFH�DQG�PLVSODFHG�FRQÀGHQFH���%\�
contrast, the processes of ‘holding-and-letting’ allow 
people to be less sure of themselves – willing to be 
troubled by surprise, confusion and indecision. And 
this would be what makes new thinking possible – 
UHO\LQJ�OHVV�RQ�ZKDW�H[SHUWV�NQRZ��DQG�PRUH�RQ�ZKDW�
VWXGHQWV�GLVFRYHU��,W�ZRXOG�H[SDQG�WKH�SRVVLELOLWLHV�IRU�
UHDG\�IRU�DQ\WKLQJ�ÁH[LELOLW\��

Troublesome affect. A hold-and-let conversation 
conjures thoughts and feelings. And clinical evidence 
(Law, 2001) points to a repertoire of affect in career-
PDQDJHPHQW«

immediate and impulsive reaction
suddenly welling-up emotions
settled feelings about the way things are

They have been lumped together as ‘emotional 
intelligence’. But further research (Law, 2006a) maps 
a deeper and wider account of affective dynamics. 
And it feeds into what is thought to make for career-
management success (Law, 2013b). Some of that affect 
is usefully troublesome.

3URIHVVLRQDO�WKLQNLQJ�(Law, 2011a) has set out a 
three-fold account of career-management affect.

There is a long-standing argument for positive 
WKLQNLQJ«

�z self-esteem – widely thought to be necessary to 
any achievement

�z FRQÀGHQFH – said to be needed for risk-taking
�z ambition – held to be made possible by both

More recent thinking is not so much upbeat as 
DVWULQJHQW«

�z self-regulation – appeals for a disciplined state-
of-mind 

�z character�²�GHDOV�ZLWK�GLIÀFXOWLHV�DQG�REVWDFOHV
�z resilience – a bouncing-back response to loss or 

failure 
�z mindfulness – a special focus on here-and-now 

reality 

Some thinking looks to becoming an agent of change...

�z independence-of-mind – interrogating 
DUELWUDU\�LQÁXHQFHV

�z creativity – transforming how people see reality 
and their part in it

�z FULWLFDO�WKLQNLQJ�– an unwillingness to settle for 
the way things are

The thinking considers, by stages, what feels good, 
what demands attention and what is transformative. 
They are elements in a narrative recounting one thing 
leading to another. The evidence is that humanity 
makes more useful sense of a narrative than a list (Law, 
2012a). A more detailed collation of evidence (Law, 
2012b) shows how a ‘rounded’ story has episodes 
where nothing is quite what is claimed, nobody is 
entirely in control and little is reliably predictable. 

The puzzlement draws people into a process of 
ÀJXULQJ�RXW�ZKDW�LV�JRLQJ�RQ��%\�EHFNRQLQJ�SHRSOH�
into the habit of taking nothing for granted it calls 
on the independence of mind, the creative change 
agency and the critical thinking that can be ready 
for anything. There are cases for reform concerning 
precarious employment (Standing, 2011), arbitrary 
religious demands (Hirsi Ali, 2015), neglected child care 
�0F9HLJK��������DQG�VWUHVV�UHODWHG�DQ[LHW\��'RZQV��
2015). There is more, and all are related to work-life 
and citizenship. Questions about what is worth holding 
onto and letting go crop up. And, with this degree of 
reach, no answer is inevitable.

Buoyancy
Navigating such turmoil needs learning how to make 
JRRG�XVH�RI�EDG�QHZV��/DZ������F���$QG�VWD\LQJ�DÁRDW�

Career trajectories for holding on and letting go
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in that turbulence needs buoyancy (Law, 2014a). It 
is learned in a back-and-forth process – between 
students and the helpers they rub up against, and 
WKHLU�H[SHULHQFH�RI�XSEULQJLQJ��LQ�QHLJKERXUKRRG�DQG�
H[FXUVLRQV��

3URIHVVLRQDO�WKLQNLQJ (Law, 2011a) can take account 
of a range of settings for these career-management 
encounters.

7KHUH�DUH�ORFDWLRQV�ZKLFK�DUH�XS�FORVH�DQG�IDPLOLDU«

�z families facing tough times – with a sense of 
what’s right-and-proper and where coping is a 
priority 

�z privileged families ²�ZKLFK�H[SHFW�VXFFHVV��
protect their advantages, and see their own as 
WKHLU�EHQHÀFLDULHV

�z neighbourhoods – where beliefs and goods that 
are shared unite people, and what is not shared 
can make them strangers to each other

The like-minded are notable for what they do about 
ZKHUH�WKH\�DUH«

�z gangs�²�LQVLGHUV�DUH�H[SHFWHG�WR�GLVSOD\�OR\DOW\�
and allegiance, which may be demanded and can 
be hostile to outsiders

�z devout – valuing what is thought of as spiritual 
well-being and may require religious obedience 

�z associations – loosely organised clubs, societies 
and websites where people follow shared 
interests 

Institutions have the resources to frame and shape 
ZKDW�LV�SRVVLEOH«

�z organisations – with the rules and roles found 
in sport, clubs, cadets, leisure centres and scouts 

�z schools and colleges – which may be 
UHPHPEHUHG�IRU�H[DPV�EXW�PD\�EH�YDOXHG�IRU�
meeting your mates

�z businesses – providing services and offering 
work, while juggling the changing costs of 
balancing supply and demand

�z education – where staff need to deal with 
the requirements and needs of students, 
QHLJKERXUKRRGV�DQG�RIÀFLDOGRP

�z RIÀFLDOGRP – which could be national or local 
JRYHUQPHQW�RIÀFHV�VKDSLQJ�ZKR�JHWV�DFFHVV�WR�
what services

The buoyancy question concerns whether and how 
WKHVH�HQFRXQWHUV�LQÁXHQFH�FDUHHU�PDQDJHPHQW��
'LIIHUHQW�H[SHULHQFHV��GLIIHUHQWO\�XQGHUVWRRG��OHDG�WR�
different outcomes. What to hold onto and what to 
let go will feature in that sense-making conversation. 
It is buoyant if it lifts students to where they can make 
sense of how things are, what needs changing, and 
where to make a start.

Locations of prejudice. All locations can house both 
buoyant release and entrapping prejudice. It is not easy 
to separate self improvement from self-congratulation 
(Brooks, 2015). Any one of these setting can lay 
blame where no blame belongs. The disdained can be 
trapped as the authors of their plight (Dunn, 2014). 
And educators can be captured as instruments of 
institutional control (Hall, 2015). So there is a careers-
work conversation to be opened about snobbery, 
élitism and prejudice2«

‘education equips you to claim your right to a place 
in society’

‘that means in your work-life and citizenship’

‘there’s no hope in giving up on it’

‘not for you nor for anybody else’

‘in a free society people have a right to live by their 
beliefs’

 ‘but nobody has a right to impose their beliefs on 
you’

‘not the people who reject you’

nor the people who are close to you’ 

‘they all need your help to understand how things 
must be’

‘that doesn’t mean forgetting the past nor does it 
mean living in obedience to it’  

‘you can be bigger than that’

‘learning how to do it is what education is for’

%XR\DQF\�LQ�DQ\�ORFDWLRQ�PHDQV�FDOOLQJ�RQ�H[SHULHQFH��
DQG�ÀQGLQJ�QHZ�PHDQLQJ��IRU�VXSSRUWLQJ�VXVWDLQDEOH�
purpose by asking what is worth holding onto and 
what must be let go. 

2 This and similar inserts are illustrative of possible 
FRQYHUVDWLRQV�²�WKH\�DUH�EDVHG�RQ�WKH�DXWKRU·V�H[SHULHQFH�RI�
teaching and imagining of possibilities – you may well have other 
H[SHULHQFH�DQG�LPDJLQDWLRQ�WR�GUDZ�RQ�
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/RRNLQJ�JRRG��Not everybody sees education 
as enabling that kind of commitment and release. 
Education is vulnerable to capture by interests in 
employability (Law, 2014b). It wants candidates who 
look good in selection (Hooley and Yates, 2014). And 
that argues for the cosmetic curriculum – learning 
acceptable ‘appearance, attractiveness and self-
presentation’.

Image cannot create new jobs or improve working 
conditions, but it can re-arrange the pecking order 
for available jobs. However, the re-arrangement does 
not favour the resilient, the distinctive or the creative 
– it favours the compliant and people who can fake 
employability. And recruiters are not hard to deceive 
(Paulhus, et al, 2013), but they are assigning success to 
image not reality.  

7KHUH�DUH�ZDUQLQJV��IRU�H[DPSOH�LQ�WKH�LOOHJDO�
H[FOXVLRQ�RI�WKH�QRQ�FRPSOLDQW��:HDO���������LQ�
curtailed research agendas (Bishop, 2015), and in the 
suppression of dissent (Docherty, 2014). It is why 
educators want student rights built into the curriculum 
(Bloom, 2015). Furthermore, that competitiveness fails 
to understand motivation for work (Ariely et al, 2005), 
and people’s search for meaningful work (Choi, 2013). 
7KH�LVVXHV�UDQJH�IURP�ZRUN�SODFH�H[SORLWDWLRQ�WR�
planetary damage (Jeffrey 2015). A cosmetic curriculum 
ÀQGV�QR�URRP�IRU�SRVLQJ�WKRVH�KROG�DQG�OHW�TXHVWLRQV�

Grasp
Students gathering knowledge to inform their career 
management is characterised here as ‘reach’ and 
‘grasp’. While ‘reach’ connects them to springboards 
for action, ‘grasp’ equips them for sustainable action 
LQ�DQ�LQGHÀQLWH�IXWXUH��$Q\�FROOHFWLRQV�RI�DLPV��(DVWRQ��
2014) call it meta-learning.  More than acquiring 
knowledge, it enables people to go on gathering new 
and changing knowledge. It takes on a process of 
asking ‘how do I know this and what can I do about 
LW"·��2QFH�DFTXLUHG�WKDW�SURFHVV�LV�LQÀQLWHO\�UHXVDEOH�
LQ�DQ�LQGHÀQLWH�DQG�FKDQJLQJ�IXWXUH��/DZ������D���6XFK�
learning must be transferable, meaning that ‘lessons’ 
remind students of their lives so that their lives remind 
them of their learning. Developing reach and grasp 
GRHV�QRW�OHDG�WR�SUH�GHÀQHG�SHUIRUPDQFHV�IRU�WHVW�
or selection, it leads to intersections between learning 
and life – learning for living (Law, 2014a) 

Intersecting career management. Careers work 
EHORQJV�WR�D�QHWZRUN�RI�RXWÀWV�VHW�XS�WR�HQDEOH�WKH�
reach and grasp of education (BERA, undated). They 
EHFRPH�OHDUQLQJ�LQWHUVHFWLRQV�ZKHQ�VWXGHQWV�ÀQG�WKDW�
ZKDW�DQ�RXWÀW�RIIHUV�LV�ZRUWK�KROGLQJ�RQWR�

3URIHVVLRQDO�WKLQNLQJ (Law, 2011a) can usefully 
H[DPLQH�KRZ�LWV�RIIHU�LV�EXW�SDUW�RI�D�UDQJH�RI�OHDUQLQJ�
RXWÀWV�

7KHUH�DUH�IRUPDO�RXWÀWV�FODLPLQJ�WUDLQHG�H[SHUWLVH«

�z careers services�²�RIWHQ�ZKDW�SHRSOH�ÀUVW�
think of, but seriously under-resourced – provide 
information to identify work-life possibilities

�z careers education – delivered as ‘lessons’ in 
schools and colleges – though of variable quality 
in materials and designated staff

�z mainstream education – where educators get 
to know students over a prolonged period – with 
D�IHZ�ZKR�FDQ�LQWHUVHFW�OHDUQLQJ�ZLWK�H[SHULHQFH�

�z colleges, apprenticeships and universities – 
offering opportunities to compete for life chances 
– and for adventures with new people

,Q�VRPH�RXWÀWV�WKH�RIIHU�LV�VXSSOHPHQWDU\�WR�FRUH�
FRPPLWPHQWV«

�z churches, mosques, synagogues and 
temples – based on deeply-held and detailed 
principles – sometimes diffusely spiritual 

�z community agencies – often linked to 
education, sometimes voluntary – usefully with an 
XQGHUVWDQGLQJ�RI�ORFDO�FRQGLWLRQV�DQG�H[SHULHQFH

�z libraries, museums, galleries and collections 
– where visitors gaze at what fascinates, look for 
PRUH��ÀQG�VXUSULVHV�DQG�EX\�UHPLQGHUV�

2Q�OLQH�RXWÀWV�– some professional, some fun, some 
DWWHQWLRQ�VHHNLQJ«

�z career websites – often careers-education-
based and digitising its material – some of it 
interactively diagnostic

�z dedicated websites�²�VHWWLQJ�RXW�VSHFLÀF�
DVSHFWV�RI�FDUHHU�H[SHULHQFH�²�XVXDOO\�LQ�QDUUDWLYH�
form and for interactive use

�z social media ²�LQWHUDFWLYH�H[FKDQJH�RI�
impressions and advice on any topic – including 
career concerns – some poorly informed 

Career trajectories for holding on and letting go
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Some try to help, some help without trying, some 
do more harm than good.  All pose hold-on-let-go 
questions.

But, whatever the self-styled deserving and privileged 
may claim, failure is endemic to the human condition 
(Law, 2015c).  As a species, we have evolved to learn 
how to make good use of bad news. Enabling and 
engaging that grasp is an essential part of meta-learning 
– not least for citizenship and working-life.

Meta-questions. While looking around – say at a 
museum, or in a church, or on-line – what hold-and-
let questions might that call up? A colloquial version 
of career-learning thinking (Law, 2010) condenses a 
TXHVWLRQLQJ�SURFHVV�LQ�IRXU�VWDJHV��ÀQGLQJ��VRUWLQJ��
FKHFNLQJ�DQG�ÀJXULQJ«

‘what’s going on?’

‘am I being pushed’?

‘held back?’

‘why does it matter?’

‘what can I be sure of?’

‘who’s involved?’

‘who and what is important?’

‘why?’

‘what can anybody say or do about this?’

‘what can I say and do about it?’

‘with whom and about what?’

‘how will that work out?’

‘so what do I hold onto and what do I let go?’

This unwillingness to let the past control the future 
is a feature of independence, creativity and critical 
thinking (Law, 2014c). Other evidence suggests that 
impatience with the process can damage creativity 
�6WHZDUW���������1RQHWKHOHVV��ZRUNLQJ�RQ�WKH�GLIÀFXOW\�
can itself be enjoyable (Levitin, 2014). So, might 
joyousness be an outcome of up-fronting awkward 
questions? (Faridi, 2014).

Whatever, meta-learning intersects learning and living. 
And that calls on breadth of mind for grasping ready-
IRU�DQ\WKLQJ�ÁH[LELOLW\��

Progress 

5HDG\�IRU�DQ\WKLQJ�ÁH[LELOLW\�HQDEOHV�SHRSOH�WR�GHDO�
with commercial leverage, the technologies that make 
that possible, and the cultures that have grown out 
of them. This is not change-after-change it is change-
upon-change – ‘a crisis like no other’ (Chakrabortty, 
2015). Characterised as liquid modernity, the dynamics 
of consumerism, immediacy and celebrity leave careers 
work with few twentieth-century answers to twenty-
ÀUVW�FHQWXU\�TXHVWLRQV��/DZ������E�

Saying and listening. That dynamic needs careers 
ZRUNHUV·�OLVWHQLQJ�PRGHV��LQ�¶WHOO�PH�DERXW«·�
FRQYHUVDWLRQV«

¶«VRQJV��ÀOPV�DQG�VWRULHV�²�\RX·OO�QHYHU�IRUJHW·

¶«PHPRULHV�²�WKDW�WURXEOH�\RX

¶«GUHDPV�²�WKDW�NHHS�FRPLQJ�EDFN·

¶«H[SHULHQFHV�²�WKDW�VXUSULVH�DQG�H[FLWH�\RX

¶«ZKDW�VRPHERG\�VDLG�²�WKDW�PDNHV�\RX�WKLQN�
again’ 

¶«VXUSULVHV�²�\RX�ÀQG�KDUG�WR�IRUJHW·

¶«SHRSOH�\RX·YH�PHW�²�OLNH�\RX·YH�QHYHU�PHW�
before’

¶«QHZ�SRVVLELOLWLHV�²�WKDW�KDYH�MXVW�FRPH�LQWR�
view’

¶«SUHVVXUHV�²�WKDW�DUH�KDUG�WR�UHVLVW·�

¶«SHRSOH�²�WKDW�\RX�FRXOG�QHYHU�OHW�GRZQ·

¶«UHODWLRQVKLSV�²�WKDW�\RX·UH�EHJLQQLQJ�WR�TXHVWLRQ·

¶«SURPLVHV�\RX·YH�PDGH�²�DQG�ZRQ·W�EUHDN·

Different sources urge differently focussed 
conversations: cognitive behaviour therapy overlooks 
LQÁXHQFHV��5HLG�DQG�:HVW���������FDUHHU�FRDFKLQJ�
is strong on an individual pursuit of winning (Law, 
2013c); life design rests on psychological constructs 
(Savickas, et al, 2009); chaos theory breaks new ground 
(Bright, undated); but also allies itself to psychological 
constructivism (Prior and Bright, 2011). However, any 
FRQYHUVDWLRQ�LV�D�VKDUHG�H[SHULHQFH�EHWZHHQ�SHRSOH��
about groups and engaging with cultures. It intersects 
both personal with social constructs (Marglit, 2008). 
And that needs a tell-me-about-it conversation which 
ZLOO�H[DPLQH�PRUH�WKDQ�SHUVRQDO�FRQVWUXFWV�FDQ�
illuminate (BERA, undated).

Bill Law



A
rt
ic
le
s

24| Journal of the National Institute for Career Education and Counselling

Time and space. The push-and-pull dynamics of tell-
me-about-it talk needs the time and space that only 
mainstream curriculum affords (Law, 2008b). Educators 
can set up stage-by-stage learning (Law, 2010) – 
trialling, practicing, rehearsing and sharpening for 
action. It needs credible educators alert to learning-
for-living intersections. They can engage with decade-
upon-decade (NIACE, undated); disappointment-upon-
disappointment (Law, 2009b); and blame-upon-blame 
�%XRQÀQR����������

,QWHUHVWV�DQG�LQÁXHQFH. It would be a mistake 
WR�RYHUORRN�WKH�G\QDPLFV�RI�VHOI�H[FOXVLRQ��ZKLFK�
separates itself from the majority (Doward, 2015). 
The scope for such manoeuvring is uncharted. But 
careers work is a player (Law, 2015b). The underlying 
trends are set in motion by global commerce, enticing 
technologies and emerging cultures – all are changing 
H[SHFWDWLRQV��/DZ������E���6WXGHQWV��ZLWK�WKHLU�
educators and stakeholders, need to work on how to 
deal with these dynamics.

Framing and positioning. This work has a long 
time-frame. A century-long unfolding began with 
matching people to opportunities (Law, 2001).  Early 
on there was acknowledgement of community-
interaction (Law, 2009a). Ideas for career learning were 
aimed at reliably informing action (Law, 2010). Work-
OLIH�KDV�EHHQ�LQFUHDVLQJO\�H[SUHVVHG�DQG�UHFRJQLVHG�LQ�
narrative terms (Law, 2008a). And asking what, in that 
narrative, to hold onto and what to let go inevitably 
follows. The record shows that little of that unfolding 
has attracted better than a passing interest by the 
LQÁXHQWLDO��/DZ������E���$QG��DQ\ZD\��FXUULFXOXP�FDQQRW�
be owned by commerce, government, or profession 
– it is community property. Any test of the validity 
of hold-and-let thinking would relate to community 
H[SHULHQFH�RI�KRZ�WKLQJV�DUH��,WV�SXUVXLW�RI�UHDG\�
IRU�DQ\WKLQJ�ÁH[LELOLW\�OHDYHV�ORFDOO\�VLWXDWHG�FDUHHUV�
ZRUNHUV�ZLWK�WZR�TXHVWLRQV«�

‘what usefully connects with how things are here?’

‘and what doesn’t?’

They are holding-and-letting questions. 
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The FRPSOH[LW\�RI�FDUHHU�SDWKV�LQ�WKH���VW�FHQWXU\�
has led to a rise in the number of career changes in 
a typical working life. Effective career practitioners, 
therefore, should have a good understanding of the 
process of career choice. One aspect of decision 
making which has attracted attention in the literature 
is the role of the unconscious or gut instinct. Once 
considered best ignored, its potency and value are 
now recognised. Drawing from decision theory, 
cognitive neuroscience and behavioural economics, 
this paper summarises evidence of the most common 
and effective decision making strategies used in career 
choice, and considers the implications for practice.

Introduction
,QGHFLVLYHQHVV�KDV�EHHQ�LGHQWLÀHG�DV�RQH�RI�WKH�WHQ�
issues which clients are most likely to bring to career 
practitioners (Gati, Krausz and Osipow, 1996) and it 
LV�QR�ZRQGHU�WKDW�FOLHQWV�ÀQG�FDUHHU�FKRLFHV�GLIÀFXOW�
as evidence shows us that career decisions are 
empirically demanding. Cognitive psychologists have 
LGHQWLÀHG�VRPH�IHDWXUHV�ZKLFK�UHQGHU�RQH�GHFLVLRQ�
PRUH�FKDOOHQJLQJ�WKDQ�DQRWKHU��GLIÀFXOW�GHFLVLRQV�
are those with a large number of alternative options, 
where there is a degree of uncertainty about the 
RXWFRPH�DQG�ZKHUH�WKHUH�LV�VLJQLÀFDQW�SRWHQWLDO�IRU�
loss if a bad choice is made (Hastie and Dawes, 2010). 
Career decisions often fall into all three of these 
categories, with 37,000 job titles to choose between 
in the UK (ONS, 2010), decisions often being based 

RQ�LQFRPSOHWH�DQG�FRQÁLFWLQJ�LQIRUPDWLRQ��*DWL�HW�DO��
������DQG�FDUHHU�FKRLFH�LQH[WULFDEO\�ERXQG�XS�ZLWK�
identity (Ibarra, 1999). 

There is therefore a clear need for information 
and advice on how to make better decisions, to 
ensure that practitioners are fully equipped to offer 
appropriate support to clients who struggle to 
make their choices. Career learning frameworks (for 
H[DPSOH�%DUQHV��%DVVRW�DQG�&KDQW��������/DZ�DQG�
Watts, 1977) have long acknowledged the importance 
of decision making in career learning. The factors 
LQÁXHQFLQJ�WKH�GHFLVLRQ�DUH�FRYHUHG�LQ�FDUHHU�WKHRULHV�
widely – whether those are career interests (Holland, 
1997), drivers, (Schein, 1990), chance events, (Bright 
and Pryor 2005), or life themes (Savickas, 2005), 
and strategies for career decision making have been 
H[DPLQHG�WKURXJK�GHFLVLRQ�PDNLQJ�VW\OHV�DQG�SURÀOHV�
(Bimrose and Barnes, 2007; Gati et al, 2010). It is, 
KRZHYHU��VRPHWKLQJ�RI�D�SDUDGR[�WKDW�ZKLOVW�FDUHHU�
decision making looms large in both career theory 
and practice, the literature provides only a limited 
understanding of the processes underpinning how 
good career decisions are made, and little advice on 
what career practitioners can do to enhance clients’ 
decision making skills.This article seeks to make a start 
RQ�DGGUHVVLQJ�WKLV�JDS�E\�VXPPDULVLQJ�WKH�H[LVWLQJ�
relevant literature and making some initial suggestions 
for practice.

Decision making processes
6FKRODUV�KDYH�LGHQWLÀHG�WZR�GLVWLQFW�SURFHVVHV�WKURXJK�
ZKLFK�ZH�PDNH�GHFLVLRQV��7KH�ÀUVW�LV�JXW�LQVWLQFW��DOVR�
UHIHUUHG�WR�DV�6\VWHP���UHDVRQ��H[SHULHQWLDO�UHDVRQ��

‘The heart has its reasons that reason 
knows nothing of’: the role of the 
unconscious in career decision making

Julia Yates
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or heuristic based reason), which is an unconscious, 
instantaneous and automatic process that relies heavily 
�DOWKRXJK�QRW�H[FOXVLYHO\��RQ�HPRWLRQ��7KH�JXW�LQVWLQFW�
processes almost immeasurable amounts of data in an 
instant and makes use of a series of heuristics or rules 
of thumb to reach a conclusion. The second decision 
making process is conscious rationality, (also known 
as System 2 or rule based reason) which, by contrast, 
is a conscious and deliberate strategy: individuals 
are in control of the process and can articulate the 
steps involved in reaching the conclusion.  Conscious 
rationality tends to be more comprehensive but 
demands considerably more cognitive effort than gut 
LQVWLQFW��5HVHDUFKHUV�FRQWLQXH�WR�GHEDWH�WKH�H[DFW�
nature of the distinctions between the two systems 
(Mikels, Maglo, Red and Kaplowitz, 2011). For some 
scholars, the essence of the difference lies in whether 
the processing happens in the unconscious (System 
1) or the conscious (System 2). For others, the key 
distinction lies in the role that emotions has on the 
SURFHVV��ZKLFK�LV�WKRXJKW�WR�EH�IDU�PRUH�VLJQLÀFDQW�
in System 1 processing (Evans, 2008). Epstein (1994) 
suggests that the systems differ in how they store 
knowledge, with the System 1 storage being in the 
form of images, and the System 2 storage system based 
on words.

(YLGHQFH�VKRZV��IRU�H[DPSOH��.DKQHPDQ��������
Stanovich and West, 2000) that decision makers can 
reach different conclusions depending on the system 
used but we should be cautious about generalising 
these results. Much of the research has been 
FRQGXFWHG�LQ�DUWLÀFLDO�VHWWLQJV�XVLQJ�H[SHULPHQWDO�
designs which manipulate participants to use one or 
the other decision making processes (Mikels et al. 
������UDWKHU�WKDQ�H[DPLQLQJ�UHDO�ZRUOG�GHFLVLRQV��

Rational decision making
Rational decision theory dominated decision making 
literature for much of the 20th century. Hastie and 
Dawes (2010) sum up the message which emerged 
from traditional decision making research that ‘a 
decision is a good one if it follows the laws of logic 
and probability theory’ (p. 42). A number of different 
rational decision theories have been put forward over 
the last 50 years (Browning, Halcli and Webster, 2000). 
The theories presuppose that behaviour is rational, 
and that when considering what action to take, we 

ZHLJK�XS�WKH�FRVWV�DQG�EHQHÀWV��DQG�PDNH�RXU�FKRLFHV�
based on the behaviour which is most likely to bring 
the highest reward (Homans, 1961). 

A rational approach to decision making has been 
applied directly to the career decision making arena. 
([SHFWHG�XWLOLW\�WKHRU\��D�UDWLRQDO�GHFLVLRQ�WKHRU\�
which is thought to be particularly effective when 
PDNLQJ�SUREDELOLVWLF�GHFLVLRQV��KDV�EHHQ�LGHQWLÀHG�DV�D�
useful framework for career choice (Pitz and Harren, 
�������7KH�H[SHFWHG�XWLOLW\�WKHRU\�RI�FDUHHUV�DGYRFDWHV�
that an individual should identify the factors which are 
LPSRUWDQW�LQ�D�IXWXUH�MRE��IRU�H[DPSOH��VDODU\��GLVWDQFH�
from home, interesting colleagues) and should score 
HDFK�SRVVLEOH�FDUHHU�DOWHUQDWLYH�EDVHG�RQ�WKH�H[WHQW�
WR�ZKLFK�HDFK�MRE�ZRXOG�IXOÀO�HDFK�FULWHULD���6FRUHV�
could then be weighted based on how important a 
particular factor is, and on the basis of the chances of 
RQH·V�VXFFHVV�LQ�HDFK�ÀHOG���*DWL��������SURSRVHG�WKH�
VHTXHQWLDO�HOLPLQDWLRQ�PRGHO��DQ�H[WHQVLRQ�RI�H[SHFWHG�
utility theory, in which options are gradually narrowed 
GRZQ��IDFWRU�E\�IDFWRU��DQ�LQGLYLGXDO�PLJKW�ÀUVW�UXOH�
out all the career options which pay below a certain 
salary, might then dismiss all those which are more 
WKDQ�ÀYH�PLOHV�IURP�KRPH�DQG�ZRXOG�ÀQDO�FKRRVH�WKH�
one which would have most interesting colleagues. 

Problems with rational decision 
theories
Rational decision theories have intuitive appeal, but 
two areas raise doubts about their suitability for 
career practice. 

7KH�ÀUVW�DUJXPHQW�OLHV�LQ�WKH�UHODWLRQVKLS�EHWZHHQ�
normative and descriptive approaches to theory. 
Rational decision theories are normative, in that 
they seek to provide a model for good decision 
PDNLQJ��WKH\�H[SODLQ�KRZ�GHFLVLRQV�RXJKW�WR�EH�PDGH��
Descriptive theories, in contrast, simply describe how 
decisions are made, with no judgement or advice 
on the effectiveness of these processes. Descriptive 
approaches have generated empirical evidence which 
suggests that as decision-makers, we are likely to rely 
on gut instinct rather than conscious logic in most 
situations, as Phillips laments  (1997: 278), ‘those who 
have considered what actually happens in the decision-
making process have offered the nearly unanimous 
conclusion that rational decision making simply does 
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QRW�UHÁHFW�WKH�GHFLGHU·V�UHDOLW\·��\HW�DGYLFH�RQ�KRZ�WR�
PDNH�GHFLVLRQV�KDV�EHHQ�DOPRVW�H[FOXVLYHO\�UDWLRQDO��

But does this matter to us in practice? Is it 
problematic that the strategies we advise clients to 
use are different from those which they have chosen 
to use themselves? It could be argued that how people 
actually make decision should have no bearing on 
career practice – as long as we know the best way to 
make a decision, we can share that information with 
clients and encourage them to follow this process. 
The risk however is that this approach would lead 
to clients who have nearly reached an instinctive 
decision being told by a career practitioner to ignore 
the progress that they have already made and start 
again from scratch using a different decision making 
process. This feels like a far more onerous task, both 
for the client, who loses the understanding they have 
already gained, and has to start over, and for the 
FDUHHU�SUDFWLWLRQHU�ZKR�QHHGV�WR�ÀQG�D�ZD\�WR�H[SODLQ�
and teach a whole new decision making process. 
A more pragmatic approach to career practice, 
which would allow clients to capitalise on their 
H[LVWLQJ�WKLQNLQJ�LV�WR�LGHQWLI\�VXFFHVVIXO�UHDO�ZRUOG�
mechanisms for making career decisions, and then use 
this understanding to support clients whose decision 
processes have not been successful. Clients who have 
nearly reached a decision through their intuition in 
WKLV�FDVH�ZRXOG�WKHQ�EH�VXSSRUWHG�WR�H[WHQG�WKHLU�
H[LVWLQJ�VWUDWHJLHV�WR�UHDFK�D�FRQFOXVLRQ��7KLV�DSSURDFK�
too could lead to clients honing their already fairly 
VRSKLVWLFDWHG�GHFLVLRQ�PDNLQJ�H[SHUWLVH��UDWKHU�WKDQ�
having to learn a brand new decision making strategy. 

The second challenge to the supremacy of rational 
decision making is that it is often found to be less 
effective than heuristic based unconscious reason, 
ZLWK�HYLGHQFH�JOHDQHG�IURP�D�ZLGH�UDQJH�RI�FRQWH[WV�
showing that in particular situations intuition can out-
perform conscious logic time after time. In fact, Hastie 
and Dawes (2010:232) conclude that ‘we cannot cite 
any research based proofs that deliberate choice habits 
are better in practical affairs than going with your gut 
intuitions’. In summary, evidence suggests that System 
2 is neither the most common nor necessarily the 
most effective way to make decisions. 

Although beyond the scope of this article, it is 
important to acknowledge the cultural dimension on 

this discussion. The literature covered here is almost 
H[FOXVLYHO\�GUDZQ�IURP�WKH�ZHVW��H[DPLQLQJ�WKH�
decision making processes of western participants. 
Individuals from other cultures may be more likely to 
rely on different processes for their choices.

Gut instinct
The gut instinct is an unconscious process which 
makes automatic, instantaneous judgements. The gut 
instinct makes use of a number of heuristics or rules 
of thumb which serve as short cuts to help us make 
reasonably good decisions (Gigernezer, Todd, and the 
ABC Research Group, 1999). These heuristics are 
HIÀFLHQW��LQ�WKDW�WKH\�XVH�PLQLPDO�FRJQLWLYH�HIIRUW�
and are very fast, and so are useful in most everyday 
decision making. Researchers estimate that where the 
conscious can process 2 – 3 bits of information per 
second, the unconscious can do 11,200,000 bits per 
second (Dijkstehuis et al, 2006). Heuristics are based 
on primitive mental processes and are developed 
over time based on the trial and error of our own 
H[SHULHQFHV��WKURXJK�YLFDULRXV�OHDUQLQJ�DQG�YLD�GLUHFW�
instruction (Cohen et al, 1990). 

(PRWLRQV�KDYH�EHHQ�VKRZQ�WR�SOD\�D�VLJQLÀFDQW�UROH�
LQ�LQVWLQFWLYH�GHFLVLRQV��/H�'RX[��������5ROOV��������
6ORYLF�HW�DO��������=DMRQF���������1HXURVFLHQFH�KDV�
furnished us with a suggestion of the mechanism at 
play (Ito and Cacciopo, 1999) proposing that a stimulus 
triggers a hormonal response: dopamine mediates a 
positive reaction and acetylcholine mediates a negative 
reaction. This hormonal response is global (is it is not 
nuanced and does not acknowledge areas of strength 
and weakness) producing a general impression of the 
stimulus (pleasant or unpleasant), and the response is 
unconscious and instantaneous. 

The unconscious process is not voluntary and so is 
inescapable – we cannot choose not to respond in 
WKLV�ZD\��DQG�LW�LV�QRW�YHUEDOO\�H[SOLFLW�VR�FDQ�EH�KDUG�
to articulate (Kahnemann, 2003). One impact of the 
immediacy of the unconscious response is that our gut 
instinct can reach a conclusion before the conscious 
mind has even begun to organise and recall the 
UHOHYDQW�LQIRUPDWLRQ��=DMRQF���������7KLV�H[SODLQV�WKH�
H[SHULHQFH��IDPLOLDU�WR�PDQ\�RI�XV��RI�NQRZLQJ�WKDW�ZH�
HQMR\HG�D�ERRN��RU�ÀOP��EXW�EHLQJ�XQDEOH�WR�UHFROOHFW�
D�VLQJOH�GHWDLO�RI�WKH�SORW��7KLV�PD\�DOVR�H[SODLQ�KRZ�
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an individual can have a sense that they wouldn’t like 
a particular occupation without necessarily being able 
to identify any of the core duties which the job might 
entail.

Evidence suggests that the gut instinct is at least as 
good a decision making mechanism as rational decision 
making most of the time (Gigernezer, et al1999; 
Payne, Bettman, and Johnson, 1993) and has been 
shown to be particularly effective in making decisions 
ZKHUH�WKHUH�LV�WRR�PXFK�LQIRUPDWLRQ��QR�GHÀQLWLYH�
ULJKW�DQVZHU��DQG�ZKHUH�FUHDWLYLW\�LV�QHHGHG�WR�ÀQG�D�
VROXWLRQ��*LJHUHQ]HU�HW�DO���������,W�LV�XVHIXO�WR�UHÁHFW�
that these factors appertain to many career decisions. 

Problems with the gut instinct
A side effect of the reliance on heuristics for decision 
making is that the gut instinct is subject to a range 
of biases and errors (Tversky and Kahneman, 1974). 
Decision makers relying on their instincts tend to 
ignore sample sizes, they give a disproportionate 
VLJQLÀFDQFH�WR�UHFHQW�DQG�RXW�RI�WKH�RUGLQDU\�
information, and use heuristics which are subject 
WR�ELDVHV�VXFK�DV�FRQWH[W��+XEHU�DQG�3XWR���������
order effects, (Nisbett and Wilson, 1977) and framing 
(Fiske and Taylor, 1991). Unconscious decisions are 
relatively intractable – even when new evidence comes 
WR�OLJKW��LQVWLQFW�RIWHQ�GRHVQ·W�FKDQJH�WR�UHÁHFW�WKH�
QHZ�LQIRUPDWLRQ��=DMRQF���������([SHUWV�LQ�D�ZLGH�
UDQJH�RI�ÀHOGV�KDYH�EHHQ�VKRZQ�WR�UHO\�RQ�6\VWHP���
reasoning, which may suggest that instinct is a more 
highly advanced decision making mechanism, but the 
HIIHFWLYHQHVV�RI�WKHVH�H[SHUW�GHFLVLRQV�UHOLHV�RQ�PDQ\�
hours of practice (Gigerenzer, 2007).

How we actually make 
decisions
,�KDYH�H[SODLQHG�WKH�WZR�V\VWHPV�DERYH�DV�WKRXJK�WKH\�
are entirely separate systems but inevitably, the reality 
is not quite as neat. 

In the early days of decision theory, System 1 
heuristics were thought of as response errors which 
should be corrected (Cohen, 1981), and later as side 
effects to normal cognition (Rumelhart, 1984). More 
recently compelling evidence has emerged on the 

value of instinct as a complement to tradition models 
(Chaiken and Trope, 1999; Damasio, 1994). The current 
direction of thinking is that ‘no task is “process pure”’ 
(Ferreira et al, 2006) and that all decisions will rely 
on both systems of decision making combining the 
rational conscious logic of System 2 with the intuition 
of System 1. 

7KH�H[DFW�QDWXUH�RI�WKH�DVVRFLDWLRQV�EHWZHHQ�WKH�WZR�
processes is still under debate, but whilst a range of 
dual process models depict different relationships (for 
H[DPSOH��*ULIÀQ��*RQ]DOH]�DQG�9DUH\��������6WDQRYLFK�
and West, 2000) the potency of the gut instinct is 
generally accepted.

Some suggest that System 2 monitors the quality of 
mental operations generated by System 1 (Gilbert, 
2002), although acknowledge that it doesn’t always 
do it very well (Kahneman and Frederick, 2002). 
Motivated reasoning (Brownstein, 2003) describes a 
process of post hoc rationality, in which the conscious 
PLQG�SURYLGHV�D�UDWLRQDO�MXVWLÀFDWLRQ�IRU�WKH�GHFLVLRQ�
which the unconscious gut instinct has already made. 
=DMRQF�������������QHDWO\�LOOXVWUDWHV�WKLV�ZLWK�WKH�VWRU\�
of an attempt to use rational logic to decide which 
MRE�WR�WDNH��¶,�JHW�KDOI�ZD\�WKURXJK�P\«EDODQFH�VKHHW�
and say “Oh hell, it’s not coming out right. I have to 
ÀQG�D�ZD\�WR�JHW�VRPH�SOXVHV�RYHU�RQ�WKH�RWKHU�VLGH�µ·�
When the rules governing instinct and conscious 
UHDVRQ�FRQÁLFW��DQG�DQ�LQGLYLGXDO�LV�IDFHG�ZLWK�FKRRVLQJ�
between a System 2  outcome which they know is 
rational, or a System 1 option which they know is not, 
their gut instinct will often dominate (Denes-Raj and 
Epstein, 1994).

There is some evidence of the processes which are 
FKRVHQ�LQ�GLIIHUHQW�GHFLVLRQ�PDNLQJ�FRQWH[WV��+DVWLH�
and Dawes (2010) identify ten common decision 
making strategies, ranging from the instinctive 
‘recognition heuristic’ (where an individual chooses 
WKH�ÀUVW�DOWHUQDWLYH�WKDW�WKH\�UHFRJQLVH��WKURXJK�WR�WKH�
rational ‘additive linear model’ (in which each attribute 
for each option is weighted by their importance to 
the current goal, and the weighted values are all added 
up to reveal the right choice). In general, strategies 
relying on conscious System 2 logic require more 
cognitive effort, but provide a more comprehensive 
analysis of the options. Strategies relying on the 
unconscious System 1 process are easier and quicker, 
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but are less likely to take all factors or options into 
DFFRXQW��,W�VHHPV�WKDW�GHFLVLRQ�PDNHUV�H[KLELW�D�IDLUO\�
sophisticated ‘meta-rationality’ in choosing which 
decision making strategies they use (Hastie and Dawes, 
ibid).  The more thorough (i.e. System 2) decision 
making strategies tend to be used for more important 
GHFLVLRQV��H[FHSW�LQ�FLUFXPVWDQFHV�ZKHUH�LQIRUPDWLRQ�
is too plentiful or incomplete, or where outcomes are 
not predictable. In these cases System 1 logic tends to 
dominate. 

Career decisions
The evidence I have summarised above is principally 
drawn from decision theory, neuroscience and 
behavioural economics, but the received wisdom 
of relying on rational decision making processes 
has been echoed within the career decision making 
DUHQD��IRU�H[DPSOH��+ROODQG��������6XSHU���������
.ULHVKRN������������DIÀUPV�WKDW�¶WKH�UHSUHVHQWDWLRQ�
of vocational introspection as a conscious and wilful 
process remains the dominant paradigm’. But empirical 
evidence from the career sphere, and inferences which 
we can reasonably make from the broader decision 
PDNLQJ�ÀHOG�DUH�UDLVLQJ�TXHVWLRQV�DURXQG�WKHVH�
assumptions in career decision making too.

0XFK�RI�WKH�HYLGHQFH�JDUQHUHG�IURP�WKH�ÀHOG�RI�FDUHHU�
decision making suggests that intuitive decision styles 
dominate career choice either as the acknowledged 
decision making process, or via the process of 
motivated reasoning described above, but there is 
some evidence that a combination of conscious and 
unconscious processes might lead to the best career 
decisions.

Blustein and Strohmer (1987) conducted research 
which highlights that students do not always use 
rational approaches when considering career options. 
In these studies, participants were asked to assess 
the personal attributes required for a range of 
RFFXSDWLRQV��:KHQ�H[DPLQLQJ�MREV�LQ�RFFXSDWLRQDO�
areas which they were considering for their own 
future careers, participants tended to emphasise the 
need for personal attributes which they felt they 
themselves possessed; when analysing occupations 
they were not intending to pursue, participants were 
more likely to stress the need for personal qualities 

they did not possess. Participants thus highlighted how 
well-matched they were to the jobs they were already 
contemplating, and how unsuitable they would be for 
those positions which they had previously disregarded. 

7KHVH�UHVXOWV�HFKR�6RHOEHUJ·V��������ÀQGLQJV�WKDW�
whilst participants reported that they were using 
rational techniques for career decision making, in 
reality, they were relying on intuitive approaches and 
Greenbank (2009:259) who found that ‘students were 
not adopting a rational/comprehensive approach’ when 
LW�FDPH�WR�GHFLVLRQV�DERXW�WKHLU�QH[W�VWHSV�

Evidence of links between decision making processes 
and career outcomes are in very short supply, but 
one study, (Singh and Greenhaus, 2004) does indicate 
that when the two systems are combined, decision 
makers are more likely to make optimal decisions. 
Their study matched up decision making processes 
ZLWK�WKH�GHJUHH�RI�SHUVRQ�MRE�ÀW�WKDW�FDUHHU�FKDQJHUV�
H[SHULHQFHG�LQ�WKHLU�QHZ�MREV�DQG�IRXQG�WKDW�
participants who made use of both conscious and 
unconscious decision processes were more likely to 
ÀQG�WKHPVHOYHV�ZLWK�KLJKHU�GHJUHHV�RI�SHUVRQ�MRE�ÀW�

In addition to the lessons learned from career 
decision making theory research, we can make some 
inferences from the evidence from the broader 
discipline of decision theory. Hastie and Dawes 
(2010) conclude that instinctive approaches are 
fruitful in non-optimal decision making conditions of 
DOO�VRUWV��¶WKHVH�HIÀFLHQW�EXW�QRQ�RSWLPDO�VWUDWHJLHV�
may even be adaptively optimal in noisy, stressful 
and unforgiving environments’ (2010:228). The non-
optimal conditions they propose apply to many, if not 
most career decisions – the information is too vast 
or is incomplete, the outcome uncertain and the time 
for decision making limited, supporting the case to 
incorporate heuristic reason in career choice.

(YLGHQFH�WRR�H[LVWV��'LMNVWHKXLV�HW�DO��������WKDW�ZKHQ�
the decisions are between multi-attribute options (i.e. 
a range of options which don’t all have the same set of 
features, such as might be faced when comparing two 
jobs in different industries) the unconscious manages 
better because of its remarkable computational power. 
7KHLU�VXSSRVLWLRQ�LV�WKDW�IRU�DQ\�FRPSOH[�LQWHOOHFWXDO�
task, the unconscious should out-perform the 
conscious.  

‘The heart has its reasons that reason knows nothing of’…
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Implications for practice
The research into the processes underpinning career 
decision making is limited, and our understanding of 
how good career decisions are made, still more so. But 
even the incomplete grasp we have serves to highlight 
that some of the conventions that have long been 
held true in career practice, should be questioned. I 
KLJKOLJKW�KHUH�VL[�FRPPRQ�SUDFWLFHV�RU�DVVXPSWLRQV�
which current evidence suggests could be questioned.

1. :H�GRQ·W�QHHG�WR�WHDFK�GHFLVLRQ�PDNLQJ�
processes.  As I mentioned above, the decision 
making element of career learning programmes 
tends to focus on the factors which contribute to 
career decisions, and rarely on the skills needed 
to hone the cognitive processes required. The 
evidence presented in the article could indicate 
that the best decisions are made through the gut 
instinct of skilled decision makers. One useful 
IRFXV�IRU�FDUHHU�HGXFDWLRQ�FRXOG�EH�WR�ÀQG�ZD\V�
to enhance decision making powers of our clients.

2. 5DWLRQDO�GHFLVLRQV�DUH�OLNHO\�WR�EH�EHWWHU�
ones. The evidence illustrates clearly that the gut 
instinct has the potential to make at the very least, 
a positive contribution to effective career decision 
making. Understanding that instinctive judgements 
have an important contribution to make to the 
career decision making process could lead to 
practitioners encouraging clients to make good 
use of their unconscious insights.

3. It is possible to ignore the gut instinct. Our 
intuition is automatic and instantaneous and as 
a consequence we can’t control it and we can’t 
switch it off. Acknowledging the inevitability 
of clients’ intuitive responses might lead to 
insightful career conversations, as a focus on 
the unconscious process could allow clients 
to articulate and evaluate the quality of their 
instinctive reason.

4. Information is a pre-requisite to opinion. 
Most career education assumes that information 
is the starting point for any career decision. 
As we saw above, we can have unconscious 
reactions to stimulus that we don’t think we 
know anything about. Practitioners might usefully 

open conversations by trying to ascertain clients’ 
emotional reactions to particular occupations, 
before information is introduced.

5. Our conscious minds have an accurate 
XQGHUVWDQGLQJ�RI�WKH�GHFLVLRQ�PDNLQJ�
processes at play. Research into motivated 
reasoning illustrates that our conscious minds are 
not always fully cognisant of the processes at play, 
attributing decisions made by System 1 reasoning 
to System 2 logic. Career practitioners could 
initiate fruitful conversations about their intuitive 
and emotional reasons even with clients who 
articulate sound rational reasons for their choices. 

Conclusion
The processes by which we make career decisions 
have been much neglected in literature and, arguably, 
practice. In this article, I have summarised some of the 
relevant research into this arena, and stressed that 
the unconscious processes should not be ignored. The 
application of decision theory to the careers arena 
is very much in its infancy and further research is 
needed to allow us to understand the mechanism at 
play, the consequences of these mechanisms, and the 
implications for practice. The evidence, however, even 
as it stands, can usefully encourage us to question our 
assumptions, and to foreground career decision making 
processes in career conversations. 
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In 2014, illustrative case study research was 
FRQGXFWHG�WR�H[DPLQH�H[LVWLQJ�FDUHHUV�JXLGDQFH�
interventions available to two young people in different 
VHFRQGDU\�VFKRROV�LQ�1LJHULD��7KH�DLP�ZDV�WR�H[SORUH�
their perceptions in terms of the subjective usefulness 
of those interventions in an educational and labour 
PDUNHW�FRQWH[W�ZLWKLQ�D�JURZLQJ�HFRQRP\���$QDO\VLV�
indicated that as well as access to careers guidance 
EHLQJ�LQFRQVLVWHQW��WKH�H[SHULHQFH�RI�WKH�SDUWLFLSDQWV�
ZDV�WKDW�WKH�H[LVWLQJ�SURYLVLRQ�ZDV�QRW�VXIÀFLHQW�
to support them to develop an appreciable degree 
of independence, and the career management skills 
required to meet the demands of the 21st century 
labour market in particular, and life in general.

Introduction
Before discussing the research it will be useful to 
SURYLGH�VRPH�FRQWH[WXDO�EDFNJURXQG��7KLV�SDSHU�LV�
based on some research for an MA dissertation by 
a Nigerian student studying at Canterbury Christ 
&KXUFK�8QLYHUVLW\�DQG�DLPV�WR�H[SORUH�WKH�1LJHULDQ�
FRQWH[W�IRU�FDUHHUV�SURYLVLRQ�LQ�VFKRROV�DQG�WZR�
\RXQJ�SHRSOH·V�ÀUVW�KDQG�H[SHULHQFHV�RI�LW��

7KH�ÀUVW�DWWHPSWV�WR�XQLYHUVDOL]H�SULPDU\�HGXFDWLRQ�LQ�
Nigeria began in 1955, at the regional level prior to the 
independence of Nigeria in 1960 (Labo-Popoola, et al, 
2009). Of the three regions in the country at the time, 
the Western Region had the most successful model, 
while the Northern Region had the worst outcomes. 
The latter occurred as the Muslim dominated region 
rejected the western education introduced into the 
country, notably by Christian missionaries at the 
time. Over the years, this appears to have changed as 
currently there are schools in the Northern region 
using the stipulated national curriculum which evolved 

originally from the British education system. However, 
recent insurgencies in that region from 2009 until 
WKH�SUHVHQW�WLPH��KDYH�EHHQ�DWWULEXWHG�WR�DQ�H[WUHPH�
,VODPLVW�WHUURULVW�JURXS�SXUSRUWLQJ�WR�ÀJKW�DJDLQVW�
western education in order to uphold Islamic values 
�&KRWKLD���������7KLV�SURYLGHV�VRPH�FRQWH[W�IRU�WKH�
social, cultural and political situation for young people 
in this region. 

The state of ICT usage in Nigeria is also a factor 
that is worthy of note. There are some limitations 
ranging from uneven distribution of school computers, 
LQVXIÀFLHQW�PDQSRZHU�ZLWK�FRPSHWHQFH�WR�WHDFK�,&7�
subjects and unreliable power supply among other 
limitations (Adomi and Kpagban, 2010; Eberendu, 
2014). This results in an imbalance in the range and 
quality of information available to students.

The International Labour Organization suggested a 
framework for developing globally acceptable career 
guidance systems in developing countries, taking into 
account the economic situations of such countries 
(Hansen, 2006). A key strand of this framework is the 
XQGHUVWDQGLQJ�RI�D�FRXQWU\·V�FRQWH[W��7KLV�IUDPHZRUN�
might be useful in highlighting possible weaknesses 
RI�H[LVWLQJ�LQWHUYHQWLRQV�LQ�1LJHULD��LQ�UHODWLRQ�WR�
VLJQLÀFDQW�FXOWXUDOO\�VHQVLWLYH�IDFWRUV�WKDW�PLJKW�
LQÁXHQFH�WKH�HIIHFWLYHQHVV�RI�VXFK�LQWHUYHQWLRQV��7KH�
illustration of Northern Nigeria is typical of a situation 
where differential career theories underpinning any 
interventions are arguably irrelevant in practice, 
JLYLQJ�PRUH�FUHGLELOLW\�WR�DSSURDFKHV�WKDW�DUH�ÁH[LEOH��
LQWHUSUHWLYH�DQG�UHVSRQVLYH�WR�WKH�FRQWH[W��6DYLFNDV��
2011).

7KHUH�LV�DOVR�QR�DSSDUHQW�HYLGHQFH�RI�H[SOLFLW�FDUHHU�
learning in schools. Furthermore the literature shows 
no evidence of opportunities for young people to 
tell their stories; how their access to career support 
or the lack of it affects them, what they think has 
EHHQ�XVHIXO�DQG�KRZ�H[LVWLQJ�SURYLVLRQV�FRXOG�EH�
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improved. Concerns about the preparation of young 
Nigerian students for unpredictable futures, were the 
GULYHUV�RI�D�QHHG�WR�H[SORUH�WKH�SHUVSHFWLYHV�RI�\RXQJ�
people themselves and formed the basis of a Masters’ 
dissertation. Using two illustrative case studies, this 
sought to consider how they had been supported 
by their respective secondary schools in Nigeria to 
prepare for uncertain futures.

7KH�VSHFLÀF�TXHVWLRQV�WKDW�WKLV�UHVHDUFK�VRXJKW�WR�
address were:

1. What career guidance support were two 
young people provided with in their secondary 
schools?

2. What are their impressions of the usefulness 
of those interventions, in relation to twenty-
ÀUVW�FHQWXU\�FDUHHU�GHYHORSPHQW�QHHGV"

3. How might career support for young people 
in Nigerian secondary schools be developed?

A review of literature
Secondary education in Nigeria has two possible aims: 
WR�SUHSDUH�SXSLOV�WR�H[LW�VFKRRO�ZLWK�WKH�QHFHVVDU\�
VNLOOV�WR�ÀQG�HPSOR\PHQW��DQG�RU�WR�SUHSDUH�WKHP�WR�
continue in the academic route of higher education 
(Moja, 2000). However, in implementing a curriculum 
designed to meet these purposes Moja (2000:17) 
QRWHV�WKDW��¶«WKH�WHDFKHUV�DV�LPSOHPHQWHUV�QHYHU�
understood the underlying approach’. This has resulted 
in the failure to produce learners who are well 
equipped to possess employable skills.  Although Moja’s 
overarching focus is the effectiveness of the Nigerian 
HGXFDWLRQDO�VHFWRU��KH�LGHQWLÀHV�WKH�FXUUHQW�VWDWXV�RI�
DFFHVV�WR�FDUHHU�LQWHUYHQWLRQV�DV�D�VLJQLÀFDQW�HOHPHQW�
WR�HTXLS�\RXQJ�1LJHULDQV�IRU�IXWXUH�ZRUN�H[SHULHQFHV��
or failure to do so.

In Nigeria’s Third National Development Plan (FME, 
2010), the Federal Government acknowledged the 
VLJQLÀFDQW�FRQWULEXWLRQV�ZKLFK�FDUHHU�FRXQVHOOLQJ�FDQ�
make to the lives of young people and the nation at 
large. To this end, it proposed an institutionalization of 
careers counselling as part of the nation’s educational 
training systems. Although this has been done, a 
number of factors continue to impede its functional 
operations (Esere, 2004). In presenting the problems of 
guidance and counselling, Esere asserts that a negative 
perception of counselling services among school 

leaders, parents, pupils and teachers, is responsible for 
FRQVLGHULQJ�WKH�SURYLVLRQ�DV�DQ�DX[LOLDU\�IXQFWLRQ�LQ�
most schools. This may result in guidance practitioners 
not being respected and developed as professionals 
and therefore, that young people may not have access 
to quality career support from them. The question of 
why there is a negative perception of professionalised 
careers guidance lies beyond the scope of this work, 
but remains an important issue.

The role of Information Technology in schools also 
LQÁXHQFHV�WKH�TXDOLW\�RI�HGXFDWLRQ�DQG�LQIRUPDWLRQ�
provided. Eberendu (2014) shows that a small 
percentage of schools did indeed have competent 
VWDIÀQJ�WR�GHOLYHU�,&7�LQ�WKHLU�VFKRROV��\HW�WKH�ODFN�
of availability of facilities hinders their performance. 
This limits some young people especially in state 
funded schools to a narrow range of information. 
The quality of career information they can access 
online may be limited and the skills to use it may not 
be available. Based on Thompson’s (1998) Personal, 
Cultural and Structural (PCS) levels analysis, which 
gives a presentation of three interrelated levels 
of discrimination, the unequal levels of access to 
online information in secondary schools is another 
PDQLIHVWDWLRQ�RI�WKH�LQÁXHQFHV�DQG�FRQVWUDLQWV�RI�D�
structural level of discrimination (Thompson, 2011). 
This highlights the unequal learning cultures and 
access to opportunities in some schools across 
both sectors of education providers. In addition it 
highlights the limited IT related skills that are able 
to be developed by many young people and this may 
also have considerable implications for their career 
opportunities. 

Methodology
The approach to this research was by the use of 
DQ�LOOXVWUDWLYH�FDVH�VWXG\��7KH�DLP�ZDV�WR�H[SORUH�
WKH�ÀUVW�KDQG�H[SHULHQFHV�RI�WZR�\RXQJ�SHRSOH�RI�
1LJHULDQ�HGXFDWLRQ�DQG�WKH�H[WHQW�WR�ZKLFK�WKH\�IHOW�
it had prepared them for their futures. Whilst not 
looking for generalisations, this work sought to look 
DW�WKH�PDWHULDO�JDLQHG�IURP�VSHFLÀF�DQG�SDUWLFXODU�
H[SHULHQFHV�RI�WKH�SDUWLFLSDQWV��(SLVWHPRORJLFDOO\�
qualitative therefore and interpretative in its nature, 
this study acknowledges the heuristic position of 
WKH�UHVHDUFKHU�ZKR�KDG�DOVR�H[SHULHQFHG�D�1LJHULDQ�
education and was therefore both subjective and 
LQÁXHQWLDO�LQ�WKH�GDWD�
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This method of enquiry provides an account or story 
told by an individual of a certain event or series 
of events (Creswell, 2007). Bell (2010) claims that 
such accounts are usually in chronological order.  
However this may not always be the case; rather than 
chronology, the focus is on making meaning of the 
story by using ‘thick descriptions’ to show interactions 
ZLWKLQ�D�FRQWH[W��*HHUW]���������,W�SURYLGHV�LQ�
depth details of the opinions, feelings and thoughts 
of individuals, which is useful for understanding the 
perceptions of the participants in this research. 
Their perceptions are considered important because 
the effectiveness of the interventions they have 
DFFHVVHG�ZLOO�WR�D�ODUJH�H[WHQW�EH�GHWHUPLQHG�E\�WKHLU�
DSSUHFLDWLRQ�RI�WKRVH�H[SHULHQFHV�DQG�FRQVHTXHQWO\��
their ownership of carrying out the action plans 
developed from those opportunities. However, it 
is important to acknowledge that their stories and 
subjective interpretations of the meanings do not 
particularly pay attention to ongoing events such as 
political or economic issues (Yin, 2014), therefore 
this research method does not offer generalizable 
conclusions. However it does offer an illumination of 
UHDO�OLYHV�LQ�FRPSOH[�VLWXDWLRQV�

As this study was originally part of an MA dissertation 
the researcher selected the participants pragmatically 
in terms of access and availability in the time available. 
And, although based on the perceptions of these two 
LQGLYLGXDOV��LQVLJKWV�FDQ�EH�RIIHUHG�LQWR�WKH�H[SHULHQFH�
of other young people in similar schools in Nigeria.

Data collection
Conducting semi-structured interviews remotely over 
Skype was the main approach for collecting data along 
with consulting documentary information. Through 
WKH�LQWHUYLHZ��VSHFLÀF�LQIRUPDWLRQ�ZDV�REWDLQHG�
WR�SURYLGH�DQVZHUV�WR�WKH�ÀUVW�TXHVWLRQ�E\�VLPSO\�
LGHQWLI\LQJ�VSHFLÀF�FDUHHU�JXLGDQFH�LQWHUYHQWLRQV�WKDW�
were provided to the young people by the schools 
they attended. The career guidance activities and 
SURFHVVHV�LQYROYHG�ZHUH�H[SORUHG��DORQJ�ZLWK�WKH�
intended outcomes of those interventions. Obtaining 
a document from the schools showing the policy 
for career provisions would have strengthened the 
FUHGLELOLW\�RI�LQIRUPDWLRQ�RQ�ZKDW�H[DFWO\�ZHUH�WKH�
VSHFLÀF�FDUHHU�JXLGDQFH�DFWLYLWLHV�GHOLYHUHG�LQ�WKH�
schools. Since this could not be accessed, the study 
depended on information given by the participants. 

The semi-structured nature of the interview provided 
opportunities for the participants to give detailed 
account of their perceptions of how the career 
interventions affected the decisions and transitions 
they made in school and after completing secondary 
education. In addition to the evidence provided by 
participants, reference was made to documentation 
including an evaluation instrument used for inspection 
of secondary schools in Nigeria, the International 
Labour Organisation’s framework for careers guidance 
in low and middle income countries (Hansen, 2006) 
and other publications on effective careers provision 
for young people. These documents provide some 
insight into ‘good practice’ in careers work.

The semi-structured interview questions were 
posed in response to the participants’ contributions 
WR�HDUOLHU�IDFW�ÀQGLQJ�FRQYHUVDWLRQV�ZLWK�WKH�
researcher, although initial questions were similar 
for both participants. Both interviews were listened 
to, recorded and were transcribed by hand. The 
participants were sent the transcripts to read and 
make corrections if they wanted, before being read 
a number of times by the researcher to highlight 
key words and phrases. This allowed themes to be 
LGHQWLÀHG�DQG�LQWHUSUHWDWLRQV�PDGH�RI�WKHLU�SRVVLEOH�
meaning with regard to the research questions.

Findings

6RPH�RI�WKH�WKHPHV�LGHQWLÀHG�LQ�WKH�WUDQVFULSWV�DUH�
highlighted as follows:

Theme 1: Family and social 
LQÀXHQFHV�RQ�FDUHHU�GHYHORSPHQW�
%RWK�SDUWLFLSDQWV�DFNQRZOHGJHG�WKH�LQÁXHQFH�RI�WKHLU�
IDPLOLHV�DQG�WKHLU�VRFLDO�FRQWH[WV�RQ�WKH�GHYHORSPHQW�
of their careers. Their names have been changed to 
protect their privacy.

8GHPH�� ‘One of the greatest, actually one of the 
greatest impacts on the choice was one 
of my uncles, that was working in the oil 
ÀHOG��VR�,�MXVW�SLFNHG�DQ�LQWHUHVW�LQ�WKDW·�

In reference to his early career ideas about chemical 
engineering, the above statement indicates that his 
HDUO\�NQRZOHGJH�DERXW�FDUHHUV�ZDV�LQÁXHQFHG�E\�
interactions with a family member who doubled as a 
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UROH�PRGHO��FRQVHTXHQWO\�LQÁXHQFLQJ�KLV�HDUO\�FDUHHU�
choices.

(NHPLQL�� �¶«$QG�ZKDW�UHDOO\�KHOSV�PH�KHUH«LV�
because my sister, she did biochemistry 
too, my second sister, she did 
ELRFKHPLVWU\��6R�VKH�WROG�PH«VKH�JDYH�
PH�WKH«XKP«WKH�QXPEHU�RI�FRXUVHV�
DQG�PRVW�RI�KHU�WH[W�ERRNV��,�XVHG�WKHP��
All those, her term papers, her drafts she 
XVHG�WR�ZULWH��VR�LW·V�QRW�UHDOO\�GLIÀFXOW�
for me.’ 

7KHPH����,QÀXHQFHV�RI�VWUXFWXUDO�
factors
$QRWKHU�LQÁXHQFH�REVHUYHG�WR�KDYH�DIIHFWHG�WKH�\RXQJ�
people’s career development has been the structural 
factors of the educational sector in the country. The 
LQDGHTXDF\�RI�OHDUQLQJ�UHVRXUFHV�LQ�WKH�ÀUVW�XQLYHUVLW\�
8GHPH�DWWHQGHG��FRQWULEXWHG�WR�WKH�GLIÀFXOW\�KH�KDG�
in completing the course and a feeling of frustration:

8GHPH��‘So I went into the university to study a 
FRXUVH�WKDW�ZDV�OXFUDWLYH�LQ�P\�ÀHOG��EXW�
maybe because of the educational system 
in the country, they did not really treat 
ZKDW�KDG�WR�GR�ZLWK�P\�ÀHOG«·

In Ekemini’s case, her grades were not enough to gain 
her admission to study medicine in the university of 
her choice, however, the university considered her 
for a place to study biochemistry. The reason why 
this is relevant to this discussion is that Ekemini only 
considered the biochemistry option when she found 
RXW�VKH�FRXOG�QRW�VWXG\�KHU�ÀUVW�FKRLFH�FRXUVH�ZKLFK�
was medicine, and as a result, she had to take what 
was available to her at the time:

(NHPLQL��¶«VR�ZKHQ�WKH�OLVW�FDPH�RXW��P\�QDPH�
wasn’t out on the medical list, so I had 
to supplement with biochemistry, ‘cause 
the thought of staying at home was 
VRPHWKLQJ�HOVH��VR«,�VXSSOHPHQWHG�IRU�
biochemistry instead of staying at home 
and still waiting for medicine’. 

7KLV�LV�DQ�H[DPSOH�ZKHUH�WKH�XQLYHUVLW\�SURYLGHG�KHU�
with ‘secondary’ options to choose from, suggesting 
KRZ�WKH�VWUXFWXUH�RI�RSSRUWXQLWLHV�LQÁXHQFH�WKH�
choices that can be made (Roberts, 1977).

Theme 3: Access to career 
guidance
In order to identify the kinds of interventions the 
young people were provided with in their secondary 
schools, the participants were asked what kind of 
careers guidance support they accessed while in 
VFKRRO��,Q�UHVSRQVH��8GHPH�VDLG��¶«ZH�NQHZ�WKHUH�
was a counsellor but never understood why there was 
a counsellor, so nobody knew the need of going to see 
the counsellor. This suggests he did not have a one-
to-one interaction with the guidance counsellor in his 
school. 

Findings from Ekemini’s interview data show that 
she accessed one-to-one career discussions in her 
junior secondary years and also participated in 
H[WUDFXUULFXODU�DFWLYLWLHV�WKDW�SURYLGHG�KHU�ZLWK�
opportunities for learning and developing skills. 
$OWKRXJK�WKH�H[WUDFXUULFXODU�DFWLYLWLHV�VKH�SDUWLFLSDWHG�
LQ�PLJKW�QRW�KDYH�EHHQ�GHVLJQHG�DV�D�IRUP�RI�H[SOLFLW�
careers guidance, they have some semblance of career 
H[SORUDWLRQ�DQG�ZRUNSODFH�OHDUQLQJ��

(NHPLQL��¶«DOO�WKRVH�WKLQJV�ZHUH�EURDGHQLQJ�RXU�
knowledge and it also supported us in 
RXU�FKRLFHV«¶FDXVH�\RX�ZRQ·W�GR�ZKDW�
you don’t love’ and ‘they just wanted us 
WR�KDYH�WKH�FRQÀGHQFH��\RX�NQRZ«WKDW�
we’ll be able to do it alone.’ 

The transcripts from both interviews showed that 
DFFHVV�WR�H[SOLFLW�FDUHHU�LQWHUYHQWLRQV�YDULHG�EHWZHHQ�
both participants.

Theme 4: Perceptions of the 
young people
Udeme believed that career guidance would have 
enabled him to establish links between his self-
DZDUHQHVV�DQG�WKH�RSSRUWXQLWLHV�KH�FRXOG�H[SORUH�

¶«1RZ��DW�WKDW�SRLQW��FDUHHU�JXLGDQFH�,�WKLQN�
ZRXOG�KDYH�KHOSHG�PH�XQGHUVWDQG�WKDW�«LW�
ZRXOG�EH�HDVLHU�WR�REWDLQ�NQRZOHGJH�LQ�D�ÀHOG�
you’re naturally gifted and interested in. So I think 
that’s the impact career guidance would have had 
on me. Secondly, I think it would have also shown 
me the path to tread on, to obtain the goals I 
have for my future career, the things I have to 
focus on to attain those goals’.
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In addition, his opinion about his lack of guidance can 
be summed up by the quote below.

¶«WKH�ODFN�RI�LW«KRZ�GLG�LW�DIIHFW�PH��LW�ZDV�
a blind man just moving in a direction that he 
IHOW�ZDV�ULJKW«�WKDW·V�WKH�GHVFULSWLRQ�,�ZLOO�JLYH�
because a blind man has the ability to move and 
thinks where he is going [is] to the right place 
EXW�XQWLO�KH�LV�JLYHQ�GLUHFWLRQ«�KH�ZLOO�QRW�HQG�
up in the right place.’

In Ekemini’s case, she believed that the guidance she 
accessed had given her some encouragement to 
support her career development.

¶«,�MXVW�WKLQN�HYHU\WKLQJ�ZDV�RND\�VLQFH�WKHUH�
ZDV�VRPHRQH�WR�FRXQVHO�XV«\RX�NQRZ��
someone you can interact with and tell the things 
you like with. I just think that was okay because 
they don’t have that in all schools, most of the 
schools around here, they don’t have it’.

Discussion and conclusion
$Q�H[SORUDWLRQ�RI�WKH�GDWD�VKRZV�WKDW�WKH�FRQWH[WV�
RI�WKH�LQGLYLGXDOV�SOD\�D�VLJQLÀFDQW�UROH�LQ�WKHLU�FDUHHU�
development. Both participants drew either inspiration 
or valuable information from members of their 
social networks and their Christian beliefs. However, 
their social networks could only provide them with 
information that was limited in both range and quality.

Furthermore, it seems that the participants’ original 
FDUHHU�DVSLUDWLRQV�GLG�QRW�GHYHORS�DV�H[SHFWHG��7KLV�
may be indicative of the poor preparation these young 
SHRSOH�UHFHLYHG�IRU�D�FRPSOH[�DQG�GHPDQGLQJ�QDWLRQDO�
and global labour market. This study seems to indicate 
that these, and perhaps other young Nigerians are 
not receiving adequate preparation for the ‘liquid 
modernity’ (Bauman, 2000) that will face them in the 
IXWXUH��7KLV�WHUP�H[SUHVVHV�WKH�ZD\�LQ�ZKLFK�VRFLHW\��
DQG�LQ�WKLV�FRQWH[W�VSHFLÀFDOO\�WKH�ODERXU�PDUNHW��LV�LQ�
D�FRQVWDQW�VWDWH�RI�ÁX[��SHRSOH�DQG�WKHLU�OLYHV�KDYLQJ�
to respond just as liquid takes the shape of a container. 
The structures that have long provided stability and 
some prediction of the future have changed or become 
less powerful such as family, the State, the work place 
and in some countries the Church. The question of 
whether young people are being prepared for such 
ÁXLGLW\�LV�DW�WKH�KHDUW�RI�WKLV�UHVHDUFK��7KLV�ZRUN�KDV�

shown from interactions with the participants, that the 
provision of proactive interventions for students does 
not appear to be a top priority for the schools they 
attended. Consequently their ability to provide quality 
guidance interventions is questionable. The claim is 
founded on the perceived inadequacy of timely and 
intentional efforts to ensure that students developed 
the awareness and career management skills which are 
relevant to their current and future needs.

Furthermore both participants, based on their 
H[SHULHQFHV��DFNQRZOHGJHG�FDUHHUV�JXLGDQFH�DV�D�
potentially useful intervention for young people. This 
does not concur with Esere’s (2004) assertion that a 
range of stakeholders including young people have a 
poor perception of counselling in schools. These young 
people valued and welcomed such interventions but 
simply did not have adequate understanding of the 
service or access to available help. 

Evidence given by one of the participants suggests that 
the current approach of the interventions may still be 
based on the established theories.

¶7KH�VFKRRO�,�ZDV«ZH�KDG�D�JXLGDQFH�FRXQVHOORU�
WKDW�EHIRUH�\RX«HQWHU�\RXU�VHQLRU�VFKRRO��
\RX·UH�JRQQD�EH�DVNHG«ZKDW�VXEMHFWV�\RX·UH�
good at and what subjects you aren’t good at, so 
instead of going into there just ‘cause you want 
to do, you do what you’re good at, where you 
KDYH�KLJK�JUDGHV«·

If this is the case more widely it will be useful to 
review the approaches for guidance practice in the 
country and consider more contemporary approaches. 
)RU�H[DPSOH��D�FRQVWUXFWLYLVW�DSSURDFK�DOORZV�
individuals to construct meaning, in this case of career, 
WKURXJK�WKHLU�VRFLDO�FRQWH[WV�DQG�H[SHULHQFHV��3DWWRQ�
DQG�0F0DKRQ���������,W�PD\�HQDEOH�WKHP�WR�H[SORUH�
more meaningful, albeit constrained constructs of 
WKHLU�SDVW�DQG�SUHVHQW�H[SHULHQFHV��ZLWKLQ�WKHLU�RZQ�
FRQWH[W��6RFLDO�FRQVWUXFWLYLVP�SODFHV�VXFK�PHDQLQJ�
PDNLQJ�LQWR�D�VRFLDO�FRQWH[W�DQG�LV�WKH�RQWRORJLFDO�
basis of Savickas’s Life Design (2012). Understanding of 
LGHQWLW\��VNLOOV�DQG�LQWHUHVWV�LV�UHÁHFWHG�XSRQ�LQ�RUGHU�
to understand not only the trajectory of career, but life 
as a whole. This holistic approach may be more useful 
LQ�WKLV�DQG�RWKHU�FRQWH[WV�WKDQ�PRUH�HVWDEOLVKHG�
career theories (Reid, 2006). In considering ways 
in which this could be delivered in practice, career 
learning and development should integrate activities 
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of careers education, information, advice and guidance 
or counselling, as well as lifelong learning (Barnes, 
Bassot and Chant, 2011). This can be delivered in one-
to-one settings as well as in career learning sessions. 
In one-to-one interventions, a key constructivist 
approach is the use of narratives through which the 
practitioner, working alongside the client, facilitates 
an understanding of how past or current events may 
affect their lives, and how they might respond to them 
(Reid, 2006). 

However Reid, in 2006, questioned whether this 
approach may be too abstract in practice for some, 
DQG�LW�PD\�EH�WKDW�LQWHJUDWLRQ�LQWR�DQ�H[WDEOLVKHG�
interview structure or model for interviewing would 
strengthen its more widespread use. Moreover 
Roberts (2009, p.358) argues that the focus of career 
development should be seeking the source of change 
in opportunity structures rather than ‘probing young 
people’s minds’. Furthermore time restrictions to 
build rapport with a client, may impede its practicality 
in a fast paced, target-driven work environement 
(Bujold, 2004). Nonetheless literature is keeping pace 
with the needs of emerging practice. The Handbook 
RI�/LIH�'HVLJQ��1RWD�DQG�5RVVLHU��������H[SORUHV�WKH�
development of this particular approach to narrative 
counselling across Europe and considers a wide range 
RI�FRQWH[WV��FOLHQW�JURXSV�DQG�WKHLU�QHHGV��0RUHRYHU��
DQG�LPSRUWDQWO\�IRU�WKLV�UHVHDUFK��FRQWH[WV�IRU�SUDFWLFH�
away from the European and western are considered 
by McMahon and Watson (2016) and Arulmani et al 
(2014).

In conclusion, the participants in this study had varying 
H[SHULHQFHV�LQ�UHODWLRQ�WR�FDUHHU�JXLGDQFH�VXSSRUW�
EHLQJ�SURYLGHG�LQ�WKHLU�VFKRROV��,Q�WKH�FRQWH[W�RI�WKH�
21st century labour market, the approach and quality 
of interventions provided to these young people did 
not do enough to prepare them for the demands 
of an unpredictable labour market. As stated earlier, 
DOWKRXJK�WKLV�ZRUN�H[SORUHG�WZR�SDUWLFXODU�FDVHV��
their responses and thoughts provide insight into the 
current provision in Nigeria.

In the light of these, this study suggests that secondary 
schools in Nigeria further develop careers provision 
for students which should be made available for all 
age groups. The goal of such provision should move 
on from helping young people to make decisions 
for transitions at key stages, toward supporting 
young people to attain independence for their 

career development and life as a whole. This may 
not of course be a lesson for only the Nigerian 
FRQWH[W��7R�WKLV�HQG�D�FRQVWUXFWLYLVW�DSSURDFK�VHHPV�
appropriate as it supports the development of young 
people’s career knowledge, skills for life and work 
and also lifelong learning through interactions and 
XQGHUVWDQGLQJ�RI�WKHLU�VRFLDO�FRQWH[WV��7KH�&/'�
‘Bridge’ model described by Barnes et al, (2011) 
encompasses a range of interventions with a 
contructivist orientation and pays attention to social 
DQG�FXOWXUDO�FRQWH[WV��

Finally, if careers guidance is to have a positive impact 
for young people in schools, educational institutions 
must invest in the provision of ICT resources, in order 
to give both practitioner and young people access to a 
range of quality information. At a time where Nigeria is 
facing considerable political and economic challenges, 
its greatest asset, its young people, should be enabled 
to make the very most of their own and their 
country’s opportunities. Poor quality or unavailable 
support for young people is a false economy, in any 
FRQWH[W�
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Career education has never been statutory 
in Scotland but has nonetheless been subject to the 
HEE�DQG�ÁRZ�RI�JRYHUQPHQW�SROLF\��$W�WLPHV�WKLV�KDV�
been helpful, generating funding, guidelines and advice. 
However, government engagement has also been 
characterised by short-termism and, often, wasteful 
repetition. In Scotland, by 2015, there will be a model 
that is underpinned by several new policy initiatives, 
one which locates learning about life and work within 
the curriculum, and one which provides more robust 
quality assurance arrangements. This could be the 
makings of a concerted national effort to improve 
career learning or yet another short-term initiative 
that eventually leaves us back where we started.

Introduction
Career education and guidance in Scotland are 
fully-devolved functions of the Scottish Parliament 
and the provision of career education, or career 
learning, is the responsibility of local authorities and 
individual schools. Over recent years government 
engagement in Scotland has been characterised by 
SHULRGLF�LQWHUHVW�LQ�VSHFLÀF�DVSHFWV�RI�FDUHHU�OHDUQLQJ��
usually as a result of a report or the publication of a 
new policy or guidelines, and the provision of some 
temporary funding to develop it. However, inevitably, 
a government ‘gaze’ moves elsewhere, leaving behind 
some traces of the initiative it spawned but probably 
not enough to embed any change in the long term. A 
JRRG�H[DPSOH�RI�WKLV�ZDV�WKH�7HFKQLFDO�DQG�9RFDWLRQDO�
Education Initiative (TVEI), albeit at that time an 
initiative of the UK government as it pre-dated the 
creation of the Scottish Parliament. From the mid-
1980s to1990s, TVEI promoted vocational education, 
HPSOR\HU�HQJDJHPHQW��ZRUN�H[SHULHQFH�DQG�EHWWHU�

preparation of young people for the world of work. 
When the funding came to an end in 1997 (the cost 
had been around £900 million across the UK) so too 
did the secondments for staff and the support for 
schools. Similarly, Education Business Partnerships 
were formed in the 1990s to promote employer 
engagement in schools, but when the funding ended so 
too did the effort. 

Initiatives to support career learning have invariably 
deployed the key words and phrases: career(s) 
education, with or without the ‘s’ (sometimes in 
the same document!), world of work, work related 
learning, enterprise, employer engagement, work 
H[SHULHQFH�HWF���EXW�HYLGHQFH�RI�FRQVLVWHQW��HPEHGGHG�
programmes of progressive and developmental 
learning about careers is limited (Howieson and 
Semple, 1996, 2000, 2007). In 1996, Howieson 
and Semple described career education as lacking 
progression, planning and integration with career 
guidance. This is not dissimilar to the situation in 
England (Barnes, 2000; Barnes, Donoghue and Sadler, 
�������6FRWODQG�QHYHU�H[SHULPHQWHG�ZLWK�WKH�QRWLRQ�
of making career education a statutory requirement 
as happened in England and Wales between 1998 
and 2007. Both Scotland and England had for a time 
national framework documents for careers education 
(Learning and Teaching Scotland, 2001; Department 
for Education and Skills, 2003) but again there is little 
evidence of their application in practice (Howieson 
and Semple, 2006; Howieson and Semple, 2007; Mulvey, 
2006).

Policies

Over the years and alongside other initiatives we 
have also had policy developments in Scotland that 
gave us a pupil support system in schools (Scottish 
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Education Department,1968) and created promoted 
‘guidance’ teachers with responsibility for careers 
ZRUN�DQG�OLDLVLQJ�ZLWK�WKH�FDUHHUV�RIÀFHU��6('���������
This additional career-focused support assisted, for 
H[DPSOH��LQ�WKH�GHYHORSPHQW�RI�ZRUN�H[SHULHQFH�DQG�
the beginnings of careers education in personal and 
social education programmes. In 1986, ‘More Than 
Feelings of Concern’ (SCCG, 1986), discussed careers 
HGXFDWLRQ�IRU�WKH�ÀUVW�WLPH�DV�ERWK�D�SHUPHDWLQJ�
feature of school subjects and discrete career-related 
activities separate from the curriculum:

The Committee recognises the potential of 
FDUHHUV�HGXFDWLRQ�WKURXJK�WKH�FXUULFXOXP«>EXW@�
does not believe that this can be achieved simply 
by permeating the curriculum. There is a need 
for units timetabled for all pupils, at least from 
6��RQZDUGV«WDXJKW�E\�PHPEHUV�RI�VWDII�ZLWK�
appropriate skills.
 (SCCG, 1986: 27)

,Q�WKH�����V�WKH�WKHQ�6FRWWLVK�([HFXWLYH�SXEOLVKHG�
performance indicators for education for work 
activities and guidelines on promoting education 
industry links in schools (SCCC, 1997, 1999). The 
1999 document stated: ‘Education for work is a major 
priority for all sectors of education, industry and 
the wider community’ (SCCC, 1999: v).  Also in the 
1990s and 2000s the schools inspectorate in Scotland 
(HMIe, 2000, 2004) conducted reviews of careers 
work, principally around how schools were promoting 
‘education for work’ and ‘enterprise’. The 2004 
document, a guide on quality indicators for enterprise 
activities, stated, ‘The guide recognises and underlines 
the importance of enterprise in education as playing a 
key part in the education of all young people’ (HMIe, 
2004: 1). In 2001, Learning and Teaching Scotland 
published the ‘Career Education Framework’, which 
ZDV�KHUDOGHG�DV�¶«WKH�ÀUVW�QDWLRQDO�GRFXPHQW�RI�LWV�
NLQG«WR�GHPRQVWUDWH�WKH�SODFH�RI�FDUHHU�HGXFDWLRQ�
within the school curriculum’ (LTS: ii), conveniently 
forgetting that we had similar publications in 1986 
(SCCG) and 1999 (SCCC). This document again 
reiterated the importance of permeating careers 
education through the curriculum as well as providing 
discrete activities:

The core career education programme will 
normally be provided through discrete career 

lessons and activities.  However, these need to 
be supported by career links to other parts of 
the curriculum.  Career work is relevant to every 
department. 
 (Learning and Teaching Scotland, 2001: 9)

This notion of permeated and discrete models of 
GHOLYHU\�KDV�EHHQ�H[SORUHG�LQ�D�UDQJH�RI�OLWHUDWXUH��
Tony Watts, in his discussion of careers education in 
the UK and other European countries (Watts, 2001), 
LGHQWLÀHG�IRXU�GHOLYHU\�PRGHOV��VSHFLÀF�HQFORVHG��
H[WHQGHG�HQFORVHG��LQWHJUDWHG�DQG�H[WUD�FXUULFXODU���
the OECD (Sweet and Watts, 2004) discussed ‘stand-
alone’, ‘subsumed’ and ‘infused’ models, and Barnes, 
Bassot and Chant (2011) have recently discussed 
the merits of ‘separate’ and ‘integrated’ provision. 
The literature essentially values having a model that 
integrates career learning into school subjects but 
also provides for separate stand-alone inputs. This is 
the model that emerges from the policy documents in 
Scotland.

A high water mark

The 2000s were probably the high water mark in 
the development of career learning in Scotland. 
With the publication of the Careers Education 
National Framework (LTS, 2001), the interest shown 
by advisory bodies such the Scottish Consultative 
Committee on the Curriculum and its successor, 
Learning and Teaching Scotland, the publication of 
performance and quality indicators and a heightened 
level of interest being shown by HMI in careers work, 
WKHUH�VHHPHG�WR�EH�DQ�DIÀUPDWLYH�DQVZHU�WR�WKH�
question posed at the beginning of this article as to 
whether we had at least the potential for developing 
a progressive and developmental career  learning 
programme in Scottish schools. This was further 
bolstered by the creation of a new national careers 
service in Scotland, Careers Scotland, in 2002, with a 
policy to develop career learning resources for schools 
and provide support for teachers in delivering careers 
ZRUN�XQGHUSLQQHG�E\�H[WHQVLYH�IXQGLQJ�IURP�WKH�
JRYHUQPHQW��&DUHHUV�6FRWODQG��LQLWLDOO\�H[WUHPHO\�ZHOO�
resourced, subsequently published a comprehensive 
guide to career education products and services that 
it would offer to schools, developed a series of 100 
¶FDUHHU�ER[·�OHVVRQV�IRU�XVH�LQ�VFKRROV�DW�GLIIHUHQW�
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ages and stages and appointed dedicated career staff, 
‘enterprise in education advisers’, to deliver career 
learning activities and provide support and training for 
teachers (Careers Scotland, 2003; 2004). We therefore 
had what was perhaps a national, concerted effort to 
promote career learning in secondary schools. A sense 
of this was captured by Semple (2002) and Howieson 
and Semple (2006), writing about careers education 
and careers guidance in Scotland, and by Tony Watts in 
his review of Careers Scotland in 2005:

Careers Scotland provides materials and training 
to build the capacity of schools to deliver career 
education programmes designed to develop 
SXSLOV·�FDUHHU�PDQDJHPHQW�VNLOOV«&DUHHUV�
Scotland also organises teacher placements in 
business and industry; and in nearly half of local 
DXWKRULWLHV�LW�DGPLQLVWHUV�SXSLO�ZRUN�H[SHULHQFH�
placements. 
 (Watts, 2005: 24)

In addition we also saw the introduction of 
¶'HWHUPLQHG�WR�6XFFHHG·��6FRWWLVK�([HFXWLYH��������
2003), which provided temporary funding to promote 
enterprising learning, work-based vocational learning 
and career education: 

Our vision is for our programme of Enterprise 
in Education to give pupils the wide range of 
H[SHULHQFHV�QHHGHG�WR�LQFUHDVH�WKHLU�VHOI�
FRQÀGHQFH��WR�PRWLYDWH�DQG�WR�SURYLGH�WKHP�
with an understanding of the world of work and 
the opportunities that are open to them. 

� �6FRWWLVK�([HFXWLYH��������0LQLVWHULDO�)RUHZRUG�

This initiative ran from 2003 to 2011 and, by the 
EHJLQQLQJ�RI�LWV�ÀQDO�SKDVH��ZDV�DEOH�WR�UHSRUW�WKDW�

6LJQLÀFDQW�SURJUHVV�KDV�EHHQ�PDGH«ZH�KDYH�
enjoyed unprecedented support from the 
EXVLQHVV�FRPPXQLW\«HQWHUSULVLQJ�DSSURDFKHV�LQ�
DOO�ORFDO�DXWKRULW\�DUHDV�DUH�LQFUHDVLQJO\�HYLGHQW«
children and young people are developing 
enterprising, entrepreneurial and employability 
skills. 

 (Scottish Government, 2008a: 4 and 9)

Quality assurance is the key to the success of 
any policy and, as noted above, through the HM 

Inspectorate in Scotland, we had the makings of this 
for career learning in the early 2000’s. In 1997 the HMI 
published quality indicators for education industry 
links in schools (SCCC, 1997), then a thematic report 
RQ�HGXFDWLRQ�IRU�ZRUN�LQ�VFKRROV��6FRWWLVK�([HFXWLYH��
2000), quality indicators for enterprise (HMIe, 2004) 
and a thematic review on improving enterprise 
(Scottish Government, 2008b). Taken together these 
signalled a commitment from the HMI to seek out 
evidence of world of work activities in the course 
of their inspections (Semple, 2008). In 2014 this 
was further strengthened when HMI were given 
responsibility for the review and quality assurance 
of careers service provision in Scotland (Education 
Scotland, 2014), with the main focus on reviewing 
the work of Skills Development Scotland, both in 
schools and with partner organisations. Importantly 
these review reports will also capture the quality of 
career learning in schools and school inspections by 
+0,·V�ZLOO�LQ�IXWXUH�EH�H[SHFWHG�WR�FRPPHQW�H[SOLFLWO\�
on a school’s performance in this area (Scottish 
Government, 2014). 

How is it looking now?

The curriculum in Scottish schools has undergone 
a major transformation in recent years which, in 
���������KDV�UHDFKHG�WKH�ÀQDO�VHQLRU�SKDVH�RI�
VHFRQGDU\�VFKRROLQJ��&XUULFXOXP�IRU�([FHOOHQFH�
�(GXFDWLRQ�6FRWODQG��������6FRWWLVK�([HFXWLYH��������
Scottish Government, 2009) has aimed to develop 
four ‘capacities’ in children and young people 
through the curriculum, namely successful learners, 
FRQÀGHQW�LQGLYLGXDOV��UHVSRQVLEOH�FLWL]HQV�DQG�HIIHFWLYH�
FRQWULEXWRUV��,W�LV�VLJQLÀFDQW�IRU�FDUHHU�OHDUQLQJ�LQ�WKDW��
while it makes little mention of providing discrete 
or separate career learning activities, it focusses 
heavily on embedding skills for life and work into the 
FXUULFXOXP��,W��&XUULFXOXP�IRU�([FHOOHQFH���

¶«HPSRZHUV�VFKRROV�DQG�ORFDO�DXWKRULWLHV�WR�
H[SDQG��GHYHORS�DQG�HPEHG�HQWUHSUHQHXULDO�
DFWLYLWLHV«ZLWKLQ�DOO�DUHDV�RI�WKH�FXUULFXOXP��
developing the right progressions in skills 
for learning, skills for life and skills for work. 
Moreover, making appropriate connections 
ZLWK�WKH�ZRUOG�RI�ZRUN�ZLWKLQ�DOO�VXEMHFWV«ZLOO�
HQVXUH�DOO�\RXQJ�SHRSOH«KDYH�WKH�RSSRUWXQLW\�
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development of a new standard to quality assure these. 
The report calls for:

�z JUHDWHU�¶H[SRVXUH·�IRU�\RXQJ�SHRSOH�¶WR�D�ZLGH�
UDQJH�RI�FDUHHU�RSWLRQV��S���«>DQG@«HDUO\�
careers advice and world of work knowledge in 
S1 and S3’ (p23)

�z ‘schools and employers systematically working 
WRJHWKHU�LQ�PHDQLQJIXO�SDUWQHUVKLS�WR�H[SRVH�
young people to the opportunities available across 
the modern economy’ (p8)

�z WKH�TXDOLW\�RI�ZRUN�H[SHULHQFH�DQG�FDUHHU�
JXLGDQFH�WR�EH�¶VLJQLÀFDQWO\�HQKDQFHG«>ZLWK@�«
DOO�VFKRRO�SXSLOV�WR�UHFHLYH�ZRUN�H[SHULHQFH�DQG�
FDUHHU�JXLGDQFH«E\�����·��S���«>DQG@�¶«ZRUN�
H[SHULHQFH�VKRXOG�IHDWXUH�LQ�(GXFDWLRQ�6FRWODQG�
school inspections’ (p10)

�z ‘a more comprehensive standard for careers 
JXLGDQFH�ZKLFK�ZRXOG�UHÁHFW�WKH�LQYROYHPHQW�RI�
employers and their role and input’ (p10)

�z ‘regional industry-led Invest in Youth Groups 
across Scotland and a single point of contact 
and support to facilitate engagement between 
employers and education’ (p12).

The draft standards for career education were 
published for consultation in May 2015 by Education 
Scotland (it is interesting to see a return of this 
phrase and pleasing that the ‘s’ remains dropped 
even if ‘career learning’ is surely more appropriate 
to the principles of CfE and CMS). The standards 
set out a progression pathway from early level 
(i.e. primary school) to senior phase (i.e. end of 
secondary schooling) that describes the knowledge 
DQG�H[SHULHQFHV�WKDW�FDQ�EH�SURYLGHG�WKURXJK�WKH�
curriculum to prepare young people for the world 
RI�ZRUN��7KH�IROORZLQJ�H[DPSOHV�GHPRQVWUDWH�WKH�
developmental nature of this learning:

�z %\�WKH�HQG�RI�HDUO\�OHYHO«�¶,�FDQ�WDON�ZLWK�P\�
friends and family about their jobs’ (p14)

�z %\�WKH�HQG�RI�VHFRQG�OHYHO«�¶,�FDQ�XVH�P\�VNLOOV�WR�
get more information about jobs/ careers’ (p15)

�z %\�WKH�VHQLRU�SKDVH«�¶,�FDQ�DSSO\�ZHOO�GHYHORSHG�
FDUHHU�PDQDJHPHQW�VNLOOV�UHÁHFWLQJ�RQ�D�YDULHW\�RI�
H[SHULHQFHV�RI�WKH�ZRUOG�RI�ZRUN�WR�QDYLJDWH�WKH�
best pathway for me through a range of learning 
and career pathways (p15)

WR�EHFRPH�VXFFHVVIXO�OHDUQHUV��FRQÀGHQW�
individuals, responsible citizens and effective 
contributors.’

(Scottish Government, 2008a: p17).

To support the principles in Curriculum for 
([FHOOHQFH�IRU�WKH�HIIHFWLYH�HQJDJHPHQW�RI�OHDUQHUV��
Skills Development Scotland (the successor to 
Careers Scotland in 2008) published the ‘Career 
Management Skills Framework for Scotland’ (CMS) 
in 2012. CMS is aimed at enabling individuals to take 
more responsibility for managing their own career 
development with a focus on evaluating their ‘self, 
strengths, horizons and networks’. This has been 
loosely based on the ‘Canadian Blueprint for Life/ 
Work Design’ (Jarvis, 2003). Supporting CMS is 
DQ�H[WHQVLYH�ZHE�EDVHG�RIIHU�RI�LQIRUPDWLRQ�DQG�
resources called ‘My World of Work’, and work is 
underway to develop related resources for schools 
VLPLODU�WR�WKH�FDUHHU�ER[�PDWHULDOV�GHYHORSHG�E\�
Careers Scotland after 2003.

Determined to Succeed has come and gone, with 
its emphasis on developing an understanding of the 
world of work and promoting links to industry and 
HQWUHSUHQHXULDO�WKLQNLQJ��&XUULFXOXP�IRU�([FHOOHQFH�
is entering the senior phase of schooling with its 
emphasis on embedding understanding of the skills 
needed for life and work, and we now have the 
report of the Commission on Developing Scotland’s 
Young Workforce (Scottish Government, 2014). In 
January 2013, the Scottish government established this 
commission to develop proposals to ‘enable young 
people to make the best transition from a broad 
general education under CfE into a comprehensive 
range of opportunities for vocational and further 
HGXFDWLRQ�DQG�WUDLQLQJ«>DQG�WR@«VWLPXODWH�ZRUN�
awareness and work readiness, and make best use of 
ZRUN�H[SHULHQFH·��6FRWWLVK�*RYHUQPHQW������������

While the emphasis in the report is mainly on 
promoting vocational opportunities, particularly 
modern apprenticeships and ‘industry relevant 
vocational pathways alongside academic studies’, it also 
made recommendations which have some relevance 
WR�FDUHHU�OHDUQLQJ�LQ�VFKRROV��)RU�H[DPSOH��WKH�
report wants an effort to be made to improve work 
H[SHULHQFH��SURPRWH�HPSOR\HU�HQJDJHPHQW��PRUH�
access to ‘career guidance’ at an earlier age and the 
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There is also a draft standard for Work Placements 
and these will be followed in the autumn of 2015 by 
standards for School Employer Partnerships.

In all of the above there is a sense that issues that 
informed past initiatives are being revisited. The 
concept of a progressive and developmental approach 
to learning about work and one’s place in it, as 
described in the draft career education standards, 
would be familiar to anyone reading the content of 
the Careers Education National Framework that 
was published in 2001 and discussed earlier in this 
paper (LTS, 2001). The Invest in Youth Groups mirror 
the work of Determined to Succeed enterprise 
GHYHORSPHQW�RIÀFHUV�DQG�&DUHHUV�6FRWODQG�HQWHUSULVH�
in education advisers to coordinate career and 
enterprise education activities. Providing early 
careers advice revisits Careers Scotland’s work with 
younger school pupils, including those in primary 
VFKRROV��,PSURYHG�ZRUN�H[SHULHQFH�DQG�SDUWQHUVKLS�
with employers echo TVEI, EBP, Compacts, DtS 
and every work related learning policy since the 
late 1960s. The three new standards for career 
education, work placements and school employer 
partnerships envisaged by the Commission could 
have been developed overnight from any number of 
past frameworks and HMI quality assurance systems: 
education for work (Scottish Consultative Committee 
on the Curriculum,1999), careers education (Learning 
and Teaching Scotland, 2001), and self-evaluation and 
quality indicators (SCCC, 1997; HM Inspectorate of 
Education, 2004; Scottish Government, 2008b). Why 
are we still trying to promote the notion that all pupils 
VKRXOG�UHFHLYH�ZRUN�H[SHULHQFH��WKLV�WLPH�E\�������
DQG�ZK\�DUH�ZH�RQO\�QRZ�H[SHFWLQJ�VFKRRO�LQVSHFWLRQ�
reports to contain references to the quality of work 
H[SHULHQFH"�7KH�GUDIW�:RUN�3ODFHPHQWV�VWDQGDUGV�
pointedly quote a young person’s comment in March 
2015 that, ‘Placement tasks need to be more hands 
on’. We have not come very far since the late 1960s 
when such a comment can feature in a 2015 policy 
document.

In 2015 in Scotland we are in the middle of one 
development and about to embark on another. 
&XUUHQWO\��&XUULFXOXP�IRU�([FHOOHQFH��EXLOGLQJ�RQ�
Determined to Succeed, may be able to promote 
FDUHHU�OHDUQLQJ�WKURXJK�WKH�FXUULFXOXP�IRU�WKH�ÀUVW�
time because the focus is on permeating skills for 

personal planning, an understanding of the world 
of work and ‘planning for choices and changes’ into 
school subjects. History tells us however that this is 
IUDXJKW�ZLWK�GLIÀFXOWLHV��VXJJHVWLQJ�D�PRGHO�WKDW�ERWK�
SHUPHDWHV�WKH�FXUULFXOXP�DQG�SURYLGHV�IRU�H[WUD�
curricular activities is more likely to be effective 
(SCCG, 1986; Watts, 2001; Sweet and Watts, 2004). 
But perhaps the linking of skills for learning, life and 
ZRUN�WR�DQ�H[SOLFLWO\�FXUULFXOXP�IRFXVHG�LQLWLDWLYH�FDQ�
RYHUFRPH�WKHVH�GLIÀFXOWLHV��&RPSOHPHQWLQJ�WKLV�LV�WKH�
work of Skills Development Scotland on developing 
resources for teachers to support the development 
of young people’s career management skills, but this is 
also fraught because of the challenge of shifting young 
people from the role of passive receiver of career 
learning to active contributor to their own career 
learning (Jarvis, 2003; Lovén, 2003, Amundson, 2003), 
and because the resources are being developed for 
and not by teachers themselves. For the future, the 
report of the Commission on Developing Scotland’s 
Young Workforce (Scottish Government, 2014) offers 
the prospect of seven years of funding (temporary: sic) 
to support increased employer engagement (initially 
£13 million in 2014 and £15.6 million from 2015/16), 
LPSURYHG�ZRUN�H[SHULHQFH�DQG�EHWWHU�FRRUGLQDWLRQ�
of world of work activities (however this is also 
contentious because it has been tried so many times 
before, recently under the auspices of Determined 
WR�6XFFHHG�ZLWK�D�VLJQLÀFDQWO\�ODUJHU�EXGJHW��DQG�LV�
DQRWKHU�H[DPSOH�RI�WRS�GRZQ�GHYHORSPHQW���

Perhaps the above does represent a meaningful 
effort to develop a programme of career learning in 
Scotland’s schools through the curriculum, supported 
by the national career guidance agency and employer 
engagement but its language, intent and temporary 
nature also remind us of earlier efforts to do the 
very same thing. The beginning of this paper noted 
that career learning in schools in Scotland is largely 
managed by local authorities and schools themselves. 
It is not clear that looking to the future there will be 
the effort and willpower from teachers themselves 
to embrace the possibilities offered by the above 
developments: initial teacher training and even teacher 
CPD has little or nothing to say about the teacher’s 
role in career learning and none of the initiative is 
coming from teachers themselves. Interestingly, the 
recent paper from Teach First, Careers Education in 
WKH�&ODVVURRP��WKRXJK�IRU�DQ�(QJOLVK�FRQWH[W��FDOOV�IRU�
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teachers to take on the responsibility for careers and 
employability education: ‘ITT [Initial Teacher Training] 
must prepare all trainees adequately for their pastoral 
roles regarding careers and employability and help 
them embed careers content in their subject teaching’ 
(Teach First, 2015: 15). There is no corresponding call 
in Scotland.  

Conclusion

From the evidence it seems that career learning in 
Scotland has often been trapped in its own version of 
Groundhog Day��,QLWLDWLYHV�FRPH�ZLWK�D�ÁRXULVK�DQG�VRPH�
temporary funding, invariably set out to improve some 
aspect of learning about careers in schools and then 
disappear leaving only a limited legacy and a vague and 
diminishing signature. Such initiatives seem to have little 
direct impact on teachers themselves. It remains to be 
seen whether the current ‘perfect storm’ of CfE, CMS 
and Developing Scotland’s Young Workforce will provide 
the critical mass to enable us to break free from the 
UHSHWLWLYH�F\FOH�RI�LQLWLDWLYH�DQG�SROLF\�ÀGGOLQJ�DQG�WKH�
feeling of despondency which comes from knowing we 
are repeating the same events over and over again in 
our home-grown version of Groundhog Day.
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This DUWLFOH�H[SORUHV�IXUWKHU�HGXFDWLRQ��)(��
VWXGHQWV·�SULRU�H[SHULHQFHV�RI�FDUHHUV�HGXFDWLRQ��
7KH�UHVHDUFK�GUDZV�RQ�DQG�H[WHQGV�WKH�OLPLWHG�
OLWHUDWXUH�WKDW�H[LVWV�DURXQG�FDUHHU�VXSSRUW�LQ�IXUWKHU�
HGXFDWLRQ��$�PL[HG�PHWKRGV�FDVH�VWXG\�ZDV�XVHG�WR�
H[SORUH�VWXGHQWV·�H[SHULHQFH�RI�FDUHHUV�ZRUN�SULRU�
WR�DWWHQGLQJ�&KHVWHUÀHOG�&ROOHJH�DQG�WR�H[DPLQH�WKH�
implications of this for the college’s provision of career 
support. Findings indicate that the majority of students 
had limited contact with careers workers prior to 
their arrival at the college and, in instances when they 
had contact, often had a negative preconception of this 
FRQWDFW��7KHVH�ÀQGLQJV�DUH�GLVFXVVHG�ZLWK�UHIHUHQFH�
to the college’s careers education provision and the 
wider implications for the sector. 

Introduction
)XUWKHU�HGXFDWLRQ��)(��LV�D�YDULHG�DQG�FRPSOH[�
aspect of the English education system (Hillier, 2015). 
The sector includes private, voluntary and public 
institutions and covers both vocational and academic 
subjects from a basic level to postgraduate study. 
FE is a key progression route for school students. 
Students typically enter FE at either 16 or 18 although 
FE colleges also serve as the backbone of England’s 
lifelong learning system. Consequently FE competes 
ERWK�ZLWK�VFKRRO�VL[WK�IRUPV�DQG�ZLWK�XQLYHUVLWLHV�IRU�
students. 

Schools have a vested interest in retaining students 
at 16 for reasons of funding. It is also frequently 
alleged that schools give greater prominence to higher 

education (university) progression routes than to FE. 
Because of this the Association of Colleges (Fresh 
Minds, 2014) has stressed both the value of career 
guidance and the importance of this guidance being 
ZHOO�DSSUDLVHG�RI�WKH�UDQJH�RI�RSSRUWXQLWLHV�WKDW�H[LVW�
ZLWKLQ�WKH�)(�VHFWRU��7KLV�DUWLFOH�ZLOO�H[SORUH�WKHVH�
LVVXHV�WKURXJK�D�FDVH�VWXG\�RI�&KHVWHUÀHOG�&ROOHJH��

Recent policy in England

Policy support and funding for career education 
and guidance in schools has always been fragile and 
uncertain (Peck, 2004). However, since the election 
of the coalition government in 2010 there has been 
a considerable erosion of provision with the loss 
RI�&RQQH[LRQV�DV�D�QDWLRQDO�VHUYLFH��+RROH\�DQG�
Watts, 2011) and the transfer of the responsibility 
for career guidance to schools. This has resulted in 
the fragmentation of young people’s opportunity to 
access career guidance with some schools maintaining 
or even improving services while others have allowed 
provision to decline (Langley, Hooley and Bertuchi, 
2014; Hooley, Matheson and Watts, 2014). One of the 
key questions that the research presented in this paper 
will address is how far this shifting policy environment 
KDV�LPSDFWHG�RQ�WKH�H[SHULHQFH�RI�\RXQJ�SHRSOH�ZKR�
are progressing to further education. 

Policy has also shifted for the provision of careers 
work in FE. In June 2013 new guidelines for securing 
independent careers advice for FE colleges were 
announced. This was subsequently updated in 2015 
(DBIS and DFE, 2015) with a new version which built 
on the earlier version. The guidelines sought to ensure 
that students from Year 8 (ages 12-13) to the age of 18 
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receive careers advice. These guidelines are similar to 
those set out for schools albeit with some important 
differences. The main difference is that the guidelines 
for colleges, unlike those for schools, are only advisory. 
Furthermore, while schools have to secure access 
to independent careers advice (with ‘independent’ 
GHÀQHG�H[SOLFLWO\�DV�¶H[WHUQDO�WR�WKH�VFKRRO·���FROOHJHV�
GR�QRW�KDYH�WR�GR�WKLV�XQOHVV�WKHUH�DUH�QR�H[LVWLQJ�
advisers who can deliver the provision. This recognises 
the fact that many FE institutions have student support 
VHUYLFHV�ZKLFK�RIWHQ�KROG�WKH�0DWUL[�6WDQGDUG��:DWWV��
2013) and that as a consequence have the internal 
capability to deliver high quality careers work. 

Careers work in the case 
study college

&KHVWHUÀHOG�&ROOHJH�LV�D�ODUJH�)(�FROOHJH�LQ�
Derbyshire. The college has around 3000 full time 16-
18 students and 250 full time HE students. The college 
also has 5000 apprentices based across the county. 
Careers work is well established in the college and 
takes forms which are recognisable from other parts 
of the sector. 

There has been limited research on careers work in FE 
(e.g. Hawthorn, 1996; Sadler and Atkinson, 1998; Watts, 
2001; Mulvey, 2010). However, much of this work is 
increasingly out of date in a sector that has changed 
radically as a result of the policy of the previous 
government (Lupton, Unwin and Thomson, 2015). 
There is a desperate need to renew research interest 
in careers work in further education as it has received 
scant attention over recent years in comparison to 
schools. The consideration of this case study of careers 
ZRUN�ZLWKLQ�&KHVWHUÀHOG�&ROOHJH�ZLOO�KRSHIXOO\�
provide a useful stimulus for wider research on the 
sector. 

Mulvey (2010) characterises career education and 
guidance in FE as taking three main forms: (1) pre-
entry guidance; (2) guidance delivered during the 
period of study; and (3) guidance delivered at the point 
RI�H[LW�IURP�WKH�OHDUQLQJ�SURJUDPPH���7KLV�VXPPDU\�
is echoed by Learning and Skills Improvement Service 
(LSIS) (2010) which states that careers provision in FE 
colleges:

Helps learners to reach their potential by 
ensuring placement on correct programmes, 
addressing barriers, supporting them on 
programmes to reach their learning goals and 
LQFUHDVH�WKHLU�HPSOR\DELOLW\��DQG�IDFLOLWDWLQJ�QH[W�
steps and progression. It also improves their 
ability to manage their career and pathway 
throughout life.

This model of provision is in evidence in the case 
study college with the principal writing that quality 
careers advice should be provided ‘before and during 
their time at college’ and that students should be 
KHOSHG�WR�¶ÀQG�WKH�ULJKW�URXWH�IRU�VXFFHVV·��&XOIRUWK��
2015). The case study college also followed Watts’ 
(2001) observation that career education in FE tends 
to be built into either a scheme of work or tutorial 
programme. 

&DUHHUV�SURYLVLRQ�LQ�&KHVWHUÀHOG�&ROOHJH�KDV�EHHQ�
judged to be of a high quality. The college’s 2013 
Ofsted report stated that throughout the college, 
‘particularly good information, advice and guidance 
ensure learners are on the appropriate programmes’ 
(Ofsted, 2013a). 

When the Ofsted inspection took place the college 
was about to roll out a new admissions process which 
included the provision of a careers interview for all full 
time courses and some part time course. Subsequently 
this pre-entry guidance has been deepened with more 
use being made of local labour market information. 
This is done via an online tool called careers coach 
that links careers with labour market information, 
to enable applicants to link the course with future 
careers. The increased prominence for pre-entry 
guidance is in response to the change in careers 
provision in schools. The focus on pre-entry guidance 
in FE was also supported by LSIS (Bowes, Bysshe, Neat 
and Howe,  2012) which found that good quality and 
timely pre-entry careers advice supported students 
WR�¶DGGUHVV�GLYHUVH�DQG�FRPSOH[�QHHGV�DQG�KHOSV�
overcome barriers to accessing FE’.  

&KHVWHUÀHOG�&ROOHJH�HYLGHQFHG�ZHOO�GHYHORSHG�
and popular on-programme careers support for 
students. The guidance team offer one–to-one careers 
interviews to students, deliver group career learning 
sessions within the curriculum, and support curriculum 

Amy Woolley and Tristram Hooley



A
rt
ic
le
s

52| Journal of the National Institute for Career Education and Counselling

Further education learners’ prior experience of career education and guidance…

staff to use careers data gathered in the admission 
process and support students to develop their career 
researching skills and employability. 

Finally, the case study college also provides a range of 
H[LW�FDUHHU�VXSSRUW��:KHQ�VWXGHQWV�DUH�FRPLQJ�WR�WKH�
end of their course tutors support students with their 
options. If students are unsure, want to go into higher 
education or get a job or an apprenticeship then they 
are encouraged to access additional support from 
the college’s guidance team. This kind of proactive 
approach has been developed in part because although 
many FE students intend to access career support 
many fail to actually do so (observed by Bowes 
et al, 2012). Consequently the college’s proactive 
approach seeks to ensure that support is provided and 
HPSOR\DELOLW\�LV�PD[LPLVHG��

The need for career support 
in relation to progression to 
further education

Many young people’s career building is strongly 
LQÁXHQFHG�E\�WKHLU�SDUHQWV��:LWKHUVSRRQ��������
Foskett, Dyke and Maringe, 2004). However, by the 
DJH�RI�VL[WHHQ��VWXGHQWV�DUH�LQFUHDVLQJO\�PDNLQJ�WKHLU�
own decisions albeit often within the boundaries that 
DUH�VHW�H[SOLFLWO\�RU�LPSOLFLWO\�E\�SDUHQWV��$URXQG�WKLV�
point they are presented with a wide array of choices 
at both 16 and 18 including the possibility of studying 
in FE. 

Many students indicate that they would like more 
help with career decision-making (Bowes et al 
2005). Rather than drawing on written sources of 
information, students typically value the involvement 
of people who are involved in employment or have 
been in similar positions to themselves (Munro and 
Elsom, 2000; Blenkinsop, McCrone, Wade and Morris, 
2006). Both Foskett et al (2004) and White, Rolfe and 
.LOOHHQ��������VXJJHVW�WKDW�¶RIÀFLDO·�DGYLFH��RIWHQ�IURP�
WHDFKHUV�RU�RWKHU�VFKRRO�VWDII�LV�PRUH�LQÁXHQWLDO�WKDQ�
that of family and friends. Given this, the changes in the 
availability of career support in English schools offers a 
cause for concern. 

There is considerable evidence that career education 
and guidance can support effective transition from 
school to further learning (Hooley et al, 2014). As well 
as supporting positive transitions career education 
can also support people to make more purposeful and 
sustainable choices. Kidd and Wardman (1999) found 
that students who had received a careers education 
at school were less likely to switch courses in post-16 
education. 

In addition there is evidence that there is a 
considerable student demand for career education 
DQG�JXLGDQFH��'HPDQG�FDQ�EH�GLIÀFXOW�WR�PHDVXUH�
in relation to careers guidance (Sullivan, 1999) as 
students may be aware of a need for help, but unaware 
that career guidance could potentially help them. 
However, recent research from the Confederation of 
British Industry (CBI) and Life Skills (2013) surveyed 
RYHU������������\HDU�ROGV������IHOW�WKH\�ZHUH�QRW�
provided with the information they needed to make 
informed choices on their future career; moreover, 
they were particularly badly advised about further 
education and other vocational routes. Around two-
thirds of those surveyed had received guidance on 
PRUH�WUDGLWLRQDO�URXWHV��$�/HYHO�FKRLFHV�������DQG�
XQLYHUVLW\��������RQO\�D�TXDUWHU�������KDG�LQIRUPDWLRQ�
RQ�VWDUWLQJ�DQ�DSSUHQWLFHVKLS��HYHQ�IHZHU�������KDG�
JXLGDQFH�RQ�ZKLFK�YRFDWLRQDO�TXDOLÀFDWLRQV�PLJKW�EH�
available. Many young people felt that they wanted 
more information with respondents highlighting that 
they would like more information: on subject choices 
IRU�*&6(V�DQG�$�/HYHOV��������RQ�WKH�HGXFDWLRQDO�
SDWKZD\V�DYDLODEOH��������IURP�HPSOR\HUV��������RQ�
ZRUN�H[SHULHQFH�DQG�LQWHUQVKLSV��DQG�RQ�WKH�YDOXH�
DQG�UHOHYDQFH�RI�TXDOLÀFDWLRQV��������6RPH�RI�WKHVH�
ÀQGLQJV�ZHUH�HFKRHG�E\�2IVWHG������E��ZKLFK�IRXQG�
that many students wanted more career education and 
JXLGDQFH�DQG�ZRUN�H[SHULHQFH��

7KH�$VVRFLDWLRQ�RI�&ROOHJHV��������H[DPLQHG�VRPH�RI�
these issues from the perspective of further education. 
,Q�D�VXUYH\�RI�����VL[WK�IRUP�VFKRROV�DQG�FROOHJHV�WKH�
AoC found that less than half of these organisations 
LGHQWLÀHG�WKDW�VFKRROV�LQ�WKHLU�DUHDV�DUH�SURYLGLQJ�
students with independent careers advice about post 
���FKRLFHV��0RVW�UHVSRQGHQWV�������IHOW�WKDW�FDUHHUV�
advice in schools had got worse. The decline of 
career support in schools raises important strategic 
and moral questions for the FE sector about how to 
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ensure that school students are aware of FE, appraised 
of its value, and clear about how to transition from 
school to this sector. 

Findings from the case study

7KLV�UHVHDUFK�SURMHFW�H[DPLQHG�WKH�H[SHULHQFH�RI�
career education and guidance reported by college 
students who had left school the previous year. It also 
H[SORUHG�WKH�FDUHHUV�VXSSRUW�WKH\�ZRXOG�OLNH�ZKLOVW�
studying at the case study college. The research used 
D�PL[HG�PHWKRGV�DSSURDFK�ZKLFK�LQFOXGHG�D�VHPL�
structured focus group of 20 students, a survey of 
FROOHJH�VWXGHQWV�DQG�WKH�H[SHULHQFHV�RI�RQH�RI�WKH�
authors of working within the college. 

The survey sought to ascertain what careers advice 
and support students had received prior to applying 
to college and what students wanted from the careers 
service in order to develop it further. It gathered 452 
UHVSRQVHV������RI�UHVSRQGHQWV�ZHUH�DJHG����ZLWK�D�
IXUWKHU�����EHLQJ�EHWZHHQ�WKH�DJHV�RI������������
ZHUH�IHPDOH�DQG�����ZHUH�PDOH�

7KH�RYHUZKHOPLQJ�PDMRULW\�RI�UHVSRQGHQWV�������
reported that they had not seen a careers adviser 
SULRU�WR�FRPLQJ�WR�FROOHJH��$�PDMRULW\��������
stated that they had never seen a careers adviser. 
Respondents gave a range of reasons for not accessing 
career support including: ‘didn’t get much info on 
who to talk to’; ‘spoke about [careers] to tutors’; and 
‘because I already knew what I wanted to do’. Some 
respondents stated that they were not given the 
option to see a careers adviser, that they did not get 
enough information about who to speak to, that they 
did not think they had access to a careers adviser at 
school or that ‘no one at school was bothered’. To 
compensate for this lack of career support at school, 
many respondents reported seeking advice at college 
open days or from advisers at the college. Despite this 
PL[HG�VHW�RI�H[SHULHQFHV�WKH�PDMRULW\�RI�UHVSRQGHQWV�
������VWDWHG�WKDW�WKH\�ZRXOG�EH�LQWHUHVWHG�LQ�DFFHVVLQJ�
career support at college.

Students were asked what careers support they had 
accessed. The most common answers are given in 
table 1. 

Table 1: 
Before you came to college, what 
careers help did you have? 
(Most common answers)

None ���
&RQQH[LRQV ���
Tutors ��
Parents ��

When students were asked in the questionnaire how 
they would rate the career support they had at school 
OHVV�WKDQ�KDOI�UDWHG�LW�DV�JRRG�RU�H[FHOOHQW��

The majority of those that had received no careers 
advice prior to attending college stated that they 
would like to see a careers adviser in the future. 
One respondent stated that ‘I have never seen a 
careers adviser so I would like to see one to see what 
information they give out’ another respondent felt 
that it would be helpful to see someone about their 
career rather than having to make all of their choices 
RQ�WKHLU�RZQ��$�PLQRULW\�RI�UHVSRQGHQWV�������KDG�
already taken up this kind of support since arriving at 
WKH�FROOHJH��2I�WKH�UHVW�����VWDWHG�WKDW�WKH\�ZDQWHG�
‘support with job search’, with a small minority of 
respondents also asking for support with UCAS or CV 
writing. 

The survey therefore suggested that many college 
VWXGHQWV�KDG�OLPLWHG�H[SHULHQFH�RI�DFFHVVLQJ�FDUHHU�
support prior to entry in the college. It also suggested 
that many were keen to access more support now 
they were enrolled in the college. The focus group 
GLVFXVVLRQV�WKHQ�H[SORUHG�WKHVH�ÀQGLQJV�LQ�PRUH�
depth. 

7KH�ÀUVW�GLVFXVVLRQ�FHQWUHG�DURXQG�SUHYLRXV�FDUHHUV�
HGXFDWLRQ�H[SHULHQFH��6HYHUDO�RI�WKH�VWXGHQWV�
FRPPHQWHG�RQ�WKH�TXDOLW\�RI�H[WHUQDO�FDUHHUV�
providers which the school had. One student claimed, 
‘We had to “do everything ourselves” in terms of’ 
researching their own careers options. One found 
that careers advisers in school had ‘placed them on 
the wrong course’ so opted to ask family members 
or teachers for advice. Several students suggested 
that more one-to-one support would have been more 
useful. Careers lessons in school were criticised as 
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they were not a formal part of the curriculum as 
RQH�UHVSRQGHQW�H[SODLQHG�¶$W�RXU�VFKRRO�LW�ZDV�DQ�
additional lesson. It wasn’t a part of the curriculum. You 
chose whether you did it or not.’ 

The second discussion concerned the students’ ideas 
about what careers support they would like to see in 
the college. Some students stressed the importance of 
one-on-one support and a ‘bigger presence’ from the 
careers team. Many also wanted their course tutors 
to give them clear advice on careers linked to their 
course. 

Conclusions
Recent policy has resulted in a decline in the quality 
and quantity of career support that is available in the 
school system. Given this, it is likely to be important 
IRU�)(�FROOHJHV�WR�PRQLWRU�QHZ�VWXGHQWV·�H[SHULHQFH�
with careers education and guidance to better 
understand how the changes in schools are impacting 
on students’ educational and career decision making as 
well as on their understanding of career education and 
guidance. 

The case study demonstrates that respondents have 
KDG�D�PL[HG�H[SHULHQFH�RI�FDUHHUV�JXLGDQFH�DQG�
support at school. In developing provision within FE 
LW�LV�LPSRUWDQW�WKDW�FROOHJHV�UHFRJQLVH�WKLV�PL[HG�
H[SHULHQFH�DQG�SXW�LQ�SODFH�PHDVXUHV�WR�VXSSRUW�
applicants. This may include the delivery of key services 
such as pre course career support, as well as the 
college seeking to inform students’ understanding of 
WKH�YDOXH�RI�FDUHHU�VXSSRUW�DQG�ZKDW�WR�H[SHFW�IURP�
this. 

This case study does not claim to be representative 
RI�ZLGHU�H[SHULHQFH�LQ�WKH�)(�VHFWRU��+RZHYHU�WKH�
ÀQGLQJV�FKLPH�ZLWK�ZLGHU�UHVHDUFK�DQG�VXJJHVW�
that the cuts to school based career support may 
require a creative response from FE colleges. Mulvey’s 
description of FE careers provision is useful in creating 
a structure against which this activity can be organised. 

In the case study institution the following strategies 
have been adopted to try and address this.

Pre-entry provision. Allowing 
applicants to access one-to-one advice and group 

sessions prior to enrolment to ensure that they 
are on the correct path for their career and that 
they are aware of their progression options. The 
college has also been evaluating the new admissions 
SURFHVV�WR�H[SORUH�LWV�LPSDFW�RQ�VWXGHQWV�DQG�
DVFHUWDLQ�KRZ�LW�LQÁXHQFHV�VWXGHQWV·�XVH�RI�FDUHHU�
support services within the college. The College 
has also begun to deliver an impartial career 
VHUYLFH�ZLWK�D�ORFDO�VFKRRO�DQG�LV�ORRNLQJ�WR�H[SDQG�
this into other schools as part of becoming a 
careers hub (as described by AoC and LSIS, 2012) 
for the area.

On-programme provision. Ensuring 
that students have access to high quality guidance 
whilst on-programme particularly where they need 
advice on how any choices, such as dropping out 
or switching programme, might impact on their 
careers. 

Exit provision. Providing high quality 
careers programmes informed by labour market 
information. This includes both provision delivered 
through the central guidance team and that 
provided by tutors within subject areas. 

It is evident from the literature and this current study 
that colleges have an important role with respect 
WR�RIIHULQJ�FDUHHUV�VXSSRUW�WR�SRWHQWLDO�DQG�H[LVWLQJ�
VWXGHQWV��7KLV�DUWLFOH�KDV�H[SORUHG�KRZ�WKLV�UROH�LV�
discharged by one college, but it is evident that more 
needs to done with regard to careers research in FE 
to ensure that students in FE are not forgotten and 
practice within the sector continues to develop.
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Much has changed in the career development 
sector since the launch of the Careers Profession Task 
Force report, ‘Towards a Strong Careers Profession’ 
in 2010. The report made recommendations for 
enhancing the professionalism of the career sector 
including the establishment of an overarching 
SURIHVVLRQDO�ERG\��QHZ�TXDOLÀFDWLRQ�OHYHOV�DQG�FRPPRQ�
professional standards. The Careers Profession 
Alliance (CPA) and then the Career Development 
Institute (CDI), launched in April 2013 have striven to 
facilitate the sector to be stronger and more cohesive 
by addressing these recommendations. This article 
H[SORUHV�ZKDW�ZDV�QHHGHG��ZKDW�KDV�EHHQ�DFKLHYHG�
and plans for the future.

Introduction
Following publication of the Task Force report,  the 
Vice Chair, Professor Rachel Mulvey wrote an article 
for the NICEC Journal (Mulvey, 2011) and quoted the 
Chair, Dame Ruth Silver, as having described the sector 
as ‘tentacular’, Mulvey goes on to state that, 

WKH�ODQGVFDSH�UHDOO\�LV�YHU\�FRPSOH[��LW�UXQV�DORQJ�
a spectrum of provision from youth to any age, by 
way of targeted groups needing particular attention; 
it includes people in education – secondary, further, 
vocational, professional and higher and training 
(off and on the job) and those not in education or 
training with provision ranging from formal publically 
funded services to informal grass roots activities 
HLWKHU�RI�ZKLFK�PD\�H[SHULHQFH�PDQDJHPHQW�E\�
target or by self-regulation (2011: 6).

7KLV�DFNQRZOHGJHV�WKH�FRPSOH[LW\�RI�WKH�VHFWRU�DQG�
VSHFLÀFDOO\�WKDW�FDUHHU�GHYHORSPHQW�VHUYLFHV�ZHUH�

offered by people from a range of organisations and 
ZLWK�GLIIHULQJ�TXDOLÀFDWLRQV�DQG�MRE�WLWOHV���:KDW�ZDV�
needed was a means of unifying the sector through 
focus on commonality, enhancing professional 
VWDQGDUGV�WKURXJK�GHÀQLQJ�D�UHFRJQLVHG�PLQLPXP�OHYHO�
RI�TXDOLÀFDWLRQ��HVWDEOLVKLQJ�D�FRPPRQ�FRGH�RI�HWKLFDO�
SUDFWLFH�DQG�DQ�H[SOLFLW�FRPPLWPHQW�WR�FRQWLQXRXV�
professional development (CPD). This would provide 
those outside the sector with a better understanding 
as to what professional career development offers. 
It would also support those within it to understand 
what being a career development professional means 
and how this status could be achieved maintained and 
enhanced. 

‘Towards a Strong Profession’ (CPTF, 2010) contained 
a series of 14 recommendations. Although aspirational 
these aimed to provide a framework that would 
support the sector moving forward and to take 
UHVSRQVLELOLW\�IRU�LWVHOI��7KLV�DUWLFOH�H[DPLQHV�WKH�
progress that has been made since the launch of 
the report in 2010; it is not possible to address all 
of the recommendations in depth so we focus on 
WKRVH�UHFRPPHQGDWLRQV�DGGUHVVLQJ�XQLÀFDWLRQ�DQG�
standardisation within the sector.

What was needed: Starting 
to tame the tentacles
The recommendations focused on the need for 
cohesion, increased professionalism, progression and 
continuous professional development (CPD) across 
the sector:

�z Establishing an overarching group of professional 
bodies as a single authoritative voice;

�z Developing common professional standards and 
a common code of ethics, leading in time, to the 

Enhancing professionalism – progressing 
the career development sector
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establishment of a Register of Practice for careers 
professionals;

�z (VWDEOLVKLQJ�PLQLPXP�HQWU\�OHYHO�TXDOLÀFDWLRQ�
for careers professionals of QCF Level 6 and 
a commitment to Continuous Professional 
Development (CPD);

�z Transition arrangements for those practising 
below Level 6;

�z Development of a single career progression 
framework including a work-based route;

�z Demonstration of a commitment to Continuous 
Professional Development; 

�z Initial training and CPD to include a focus on LMI 
and STEM; and

�z Random sampling of self-declared minimum level 
of CPD.

Further recommendations addressed working to 
improve practice within school, colleges and work-
based learning:

�z Maintenance and strengthening of the careers 
education and guidance partnership model;

�z Overarching national kite mark to validate the 
different CEIAG awards;

�z The need for providers of career guidance in 
schools, colleges and work-based learning to meet 
a nationally approved quality standard; and

�z Sharing of good practice.

Finally they related to quality assurance and reporting 
on progress:

�z Thematic reviews by Ofsted;

�z Government commissioned reports on progress 
towards achievements of the recommendations. 

An early priority for the sector was to continue with 
the establishment of the overarching group combining 
the four main membership bodies: Association of 
Careers Education and Guidance (ACEG); Association 
of Careers Professionals International (ACPI); 
Institute for Career Guidance (ICG) and the National 
Association for Educational Guidance for Adults 
(NAEGA)1. This work had already been started by 
the Careers Profession Alliance (CPA) and over the 
following years these bodies came together into a 
single professional body for the career development 

1   The Association of Graduate Careers Advisory Services 
(AGCAS) had withdrawn from the CPA in 2012.

 

sector across the UK, the Career Development 
Institute (CDI) which was launched on 1st April 2013. 
This bringing together of four of the major bodies 
established a new era for career development within 
the UK. It provided the opportunity for all career 
development practitioners to see themselves as having 
more in common than they have of difference. This 
was something that had been demanded for some time 
(Neary-Booth and Peck, 2009). Finally the sector had a 
XQLÀHG�YRLFH�WR�UHSUHVHQW�SUDFWLWLRQHUV�

Standardising the sector
The CDI inherited from the CPA the Blueprint for the 
Register of Career Development Professionals and 
Career Progression Framework (2012) which:

�z GHVFULEHG�WKH�FRQWH[W�ZLWKLQ�ZKLFK�D�QDWLRQDO�
Register of Career Development Professionals 
and career progression framework (CPF) had 
been developed by the CPA;

�z set out a model for a professional standards 
framework for the CPA/successor body within 
which the Register of Career Development 
Professionals and associated CPF would sit; 

�z set out a blueprint for the national Register of 
Career Development Professionals including the 
TXDOLÀFDWLRQ�DQG�FRPSHWHQF\�UHTXLUHPHQWV�IRU�
the register. 

This became the UK Register for Career 
Development Professionals and clearly set out 
the requirements for being a recognised career 
development professional including adherence to a 
code of ethics and a commitment to a minimum of 
25 hours CPD a year. A challenge for standardisation 
RI�WKH�TXDOLÀFDWLRQ�FULWHULRQ�IRU�WKH�UHJLVWHU�ZDV�WKH�
SOHWKRUD�RI�TXDOLÀFDWLRQV�DQG�SDUWLFXODUO\�WKH�OHYHOV�RI�
TXDOLÀFDWLRQV�RQ�RIIHU�

The ICG was previously the awarding body for the 
4XDOLÀFDWLRQ�LQ�&DUHHU�*XLGDQFH�'HYHORSPHQW�ZKLFK�
is offered within a Master’s degree or Post Graduate 
Diploma, set at QCF level 7/SCQF level 11. The 
CDI took over this awarding body function as part 
of its inheritance. Outside of the work of the CPA, 
Lifelong Learning UK (LLUK) the then sector skills 
FRXQFLO�GHYHORSHG�WKH�ZRUN�EDVHG�TXDOLÀFDWLRQV�IRU�
the sector, QCF Level 3 Award in Supporting Clients 
to Overcome Barriers to Learning and Work, QCF 
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Level 4 Diploma in Career Information and Advice 
and QCF Level 6 Diploma in Career Guidance and 
Development. This meant that there was now also 
a more comparable work-based pathway available 
at a higher level which provided the transition 
DUUDQJHPHQWV�WR�WKH�SURIHVVLRQDO�TXDOLÀFDWLRQ�OHYHO�IRU�
the sector. However this only addressed the practice 
of one part of the career development sector, career 
advisers.

The CDI is a UK-wide professional association whose 
membership covers: career advisers, career educators, 
career coaches and talent managers as well as those 
working in supporting, administrative, research and 
managerial roles in the sector. The challenge was 
therefore to establish cohesion across a diverse sector, 
across the UK, and to recognise the full range of 
UHOHYDQW�TXDOLÀFDWLRQV�DV�ZHOO�DV�WKH�YDVW�H[SHULHQFH�RI�
WKRVH�SHRSOH�ZLWKRXW�TXDOLÀFDWLRQV�

In developing the register the CPA had, through 
QHFHVVLW\��EHJXQ�ZLWK�WKH�TXDOLÀFDWLRQV�KHOG�E\�WKH�
majority of practitioners and hence it was very career 
guidance centric. Since the appointment of the CDI 
Professional Development Manager in January 2014 
work has taken place with the Professional Standards 
&RPPLWWHH�WR�EURDGHQ�WKH�UDQJH�RI�TXDOLÀFDWLRQV�
at QCF Level 6 or above/SCQF Level 11 (Scotland) 
which are accepted for registration. These now include 
those held by career educators as well as those by 
career coaches and talent managers. The register 
has provided the medium, through which all career 
development practitioners can be recognised as 
professionals, it contributes to a collective professional 
identity and standardises and promotes relevant 
TXDOLÀFDWLRQ�OHYHOV�IRU�WKH�VHFWRU��(QFRXUDJLQJO\�WKH�
number of people on the register has risen from just 
over 200 in April 2013 to over 1200 in April 2015. 
This represents over a quarter of the current CDI 
membership.

Importantly, the broadening of the range of 
TXDOLÀFDWLRQV�DFFHSWHG�DOVR�H[WHQGV�WKH�VHFWRU�
by recognising occupations that align with career 
development. This allows members of other 
professional associations such as the Chartered 
Institute of Personnel and Development (CIPD) and 
the British Psychological Society (BPS), to regard 
themselves as part of the careers profession and join 
the CDI’s Register. 

As with all new organisations, developments can take 
WLPH��7KH�TXDOLÀFDWLRQV�KDYH�EHHQ�DGGUHVVHG�DQG�WKH�
QH[W�VWDJH�LV�WR�H[SORUH�RSSRUWXQLWLHV�IRU�UHFRJQLVLQJ�
WKRVH�SHRSOH�ZLWK�H[WHQVLYH�H[SHULHQFH�EXW�ZKR�
ODFN�WKH�UHOHYDQW�TXDOLÀFDWLRQV��7KH�&',�LV�ZRUNLQJ�WR�
address this and to support practitioners to prove the 
YDOXH�RI�WKHLU�H[SHULHQFH�DQG�KDYH�WKLV�DFNQRZOHGJHG�
for the purposes of gaining entry to the register. The 
development of the National Occupational Standards: 
Career Development (NOS: CD) (CDI, 2014a) 
provides the ideal vehicle for addressing this. 

In January 2014 the CDI won guardianship from 
UKCES of the National Occupational Standards: 
Career Development (NOS: CD). Their subsequent 
revision and publication in November 2014 means 
that they can now be used to describe the skills and 
knowledge needed to perform all of the functions 
at any level of role across the sector. This is highly 
important as it provides a common language 
which benchmarks the various roles within career 
development and offers clarity to practitioners and 
HPSOR\HUV�DV�WR�WKH�DFWLYLWLHV�GHÀQHG�ZLWKLQ�FDUHHU�
development practice. Throughout the coming year 
the CDI will be providing training events for managers 
on how to use the NOS: CD, as well as a Resource 
Guide (CDI, 2015a), targeted at employers, which 
shows how the NOS: CD can be used to support 
practitioners to deliver effective services to clients. 
Using the NOS effectively will contribute to the 
ongoing professionalisation and CPD within the sector 
by encouraging a standardised, consistent and quality 
approach to workforce recruitment and development 
as well as organisational performance management. 

Progression
An issue for many practitioners has been a lack of 
understanding as to what career opportunities are 
available in the career sector and what they need in 
order to progress their career. To address this a Career 
Development Sector Progression Pathway (CDI, 2015b) 
KDV�QRZ�EHHQ�GHYHORSHG�ZKLFK�GHÀQHV�WKH�

�z three main branches of the sector (career 
education; career guidance/development and 
career coaching/talent management); 

�z OHYHOV�RI�UROH�ZLWKLQ�HDFK�EUDQFK��ÀUVW�FRQWDFW��
support, practitioner, specialist practitioner; 
research/technical; manager, senior manager and 
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specialist role – lecturer/consultant/inspectorate); 
�z common functions of each role based on the 

NOS: CD or other relevant NOS; and
�z TXDOLÀFDWLRQV�UHTXLUHG�IRU�HDFK�UROH��

Crucially this means that it is possible now for 
practitioners working at different levels to see how to 
SURJUHVV�WR�WKH�TXDOLÀFDWLRQ�OHYHO�UHTXLUHG�IRU�WKH�8.�
Register of Career Development Professionals. It also 
allows the CDI as the professional body for the sector 
WR�VWDWH�WKH�TXDOLÀFDWLRQ�OHYHO�UHTXLUHG�IRU�SURIHVVLRQDO�
practice and thus meet the recommendation made in 
the Careers Profession Task Force report. 

The Pathway also provides the opportunity for the 
CDI to emphasise the need to use common job 
titles for the professional roles, e.g. Career Adviser; 
&DUHHU�&RDFK��7KH�SOHWKRUD�RI�MRE�WLWOHV�LGHQWLÀHG�LQ�
‘Understanding a ‘career in careers’’ (Neary, Marriott 
and Hooley, 2014) showed 103 different job titles 
used in the sector. The issues in relation to job title 
are generally a concern in the UK; elsewhere in the 
world the term career counsellor is more generally 
recognised. Moreover, the Pathway provides an 
opportunity to promote both consistency within 
job titles and differentiation between job roles.  The 
Pathway provides greater clarity supporting members 
RI�WKH�SXEOLF�WR�VHH�ZKDW�TXDOLÀFDWLRQV�WR�H[SHFW�
from those providing career development services; 
HPSOR\HUV�WR�VHH�ZKDW�OHYHO�RI�TXDOLÀFDWLRQ�VKRXOG�EH�
held and practitioners to see how to progress through 
their own career.  

Maintaining professional 
standards
Maintaining professional standards is crucial to any 
profession. Professional practice is not just about 
KDYLQJ�WKH�UHOHYDQW�TXDOLÀFDWLRQV��&3'�LV�D�YLWDO�
component which ensures practice is current and up 
to date.  Engagement with CPD is assessed annually 
IRU�����RI�WKH�UHJLVWHU�E\�WKH�&',�3URIHVVLRQDO�
Development Manager for quality assurance purposes. 
)DLOXUH�WR�IXOÀO�WKLV�UHTXLUHPHQW��ZLWKRXW�JRRG�UHDVRQ��
results in removal from the register. 

Engagement with CPD is a cornerstone of professional 
practice and enhances both professional identity of the 
individual practitioner and the professional status of 
the sector (Neary, 2014). Demonstrating commitment 

to CPD is a requirement for membership of the CDI 
and Register.  Advances in technology now mean 
that meeting the CPD requirement can be done in 
a variety of ways. This is of particular importance to 
SURIHVVLRQDOV�IRU�ZKRP�WKH�WLPH�RU�ÀQDQFH�UHTXLUHG�
for CPD can be a challenge, either because of targeted 
delivery methods or the parameters of self-employed 
practice. To help practitioners the CDI offers a range of 
CPD opportunities including webinars. It also supports 
interest groups and has a thriving set of Communities 
of Interest which are LinkedIn based and enable career 
educators, independent coaches and consultants, 
practitioners working with clients who have learning 
GLIÀFXOWLHV�DQG�GLVDELOLWLHV��UHVHDUFKHUV��VWXGHQWV�DQG�+(�
practitioners to meet virtually and share good practice, 
LGHDV�DQG�H[SHUWLVH��1DWLRQDO�JURXSV�RI�SUDFWLWLRQHUV�
also meet in Wales and Scotland as well as regional 
groups across England. All of these contribute to 
promoting the commonality of practice and to building 
WKH�NQRZOHGJH�DQG�H[SHUWLVH�RI�WKRVH�FRPPLWWHG�WR�
developing their professional practice.

The partnership with NICEC has also provided 
new opportunities for CPD for practitioners.  This 
approach has enabled NICEC and CDI members to 
meet and learn about recent research from across the 
VHFWRU�DQG�UHÁHFW�RQ�KRZ�VNLOOV�DQG�NQRZOHGJH�FDQ�EH�
applied. The availability of the NICEC Journal, which is 
free to CDI members, also means that practitioners 
can learn more about professional practice both in the 
UK and abroad. This relationship provides practitioners 
with the opportunity to engage with research and 
to, hopefully, contribute to the evidence base which 
informs developing practice. 

Abiding by the CDI Code of Ethics  (CDI, 2014b) 
is another criterion for registration and the Code 
of Ethics developed by the CPA was updated by 
the Professional Standards Committee in October 
2014 to make it more accessible to, and relevant for, 
both members of the public and employed and self-
employed practitioners. A Discipline and Complaints 
Procedure has also been established. 

Where next?
‘Towards a strong careers profession’ (CPTF, 2010) 
was originally conceived to set out a vision for the 
careers workforce working with young people. It 
FRQFOXGHG�WKDW�WKH�ÀQGLQJV�ZHUH�DSSOLFDEOH�WR�DOO�SDUWV�
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of the careers profession. Ironically, we now have a 
service for adults but a fragmented and weakened 
service for young people. In 2013 Ofsted conducted a 
WKHPDWLF�UHYLHZ�ZKLFK�LGHQWLÀHG�WKDW�WKUHH�TXDUWHUV�RI�
schools are not providing impartial careers advice, the 
JXLGDQFH�IRU�VFKRROV�ZDV�QRW�VXIÀFLHQWO\�H[SOLFLW�DQG�
that there is a lack of opportunity for young people to 
engage with employers. Some of these issues are being 
DGGUHVVHG��ZH�GR�QRW�KDYH�WKH�VSDFH�KHUH�WR�H[SORUH�
this in more detail; however the CDI is committed 
to supporting the career development workforce for 
young people and much is being done. 

Recognising the important role played by career 
educators and how this role works in partnership 
with those professionals providing career guidance, 
ZDV�LGHQWLÀHG�DV�RQH�RI�WKH�UHFRPPHQGDWLRQ�LQ�
the Careers Profession Task Force report. The 
role of the career educator has however, become 
increasingly challenged but is increasingly important. 
The Government’s failure to mention career guidance 
GHOLYHUHG�E\�TXDOLÀHG�SURIHVVLRQDOV�RU�WKH�UROH�RI�WKH�
CDI in the Statutory Guidance ‘Career Guidance 
and Inspiration in Schools’ (DfE, 2014), although 
disheartening for professionals working in the sector, 
only led to renewed efforts to make its voice heard. 
The subsequent guidance ‘Career Guidance and 
Inspiration in Schools’ (DfE, 2015) has since addressed 
this and recognised the role of the CDI in setting and 
maintaining professional standards. Also the Quality 
in Career Standard (QiCS), (Careers England, 2012) 
which provides national validation for the range of 
careers education, information, advice and guidance 
awards in England has also been acknowledged and 
reinforces the importance of structured and managed 
approaches to career learning. 

However, the issues of careers education for young 
people continue to be problematic. Hooley, Watts 
and Andrews (2015) argue that good quality careers 
education and employability needs to be curriculum 
driven and embedded within the school ethos. They 
suggest that there is a need to build the capacity 
and professional status for teachers in school. This 
offers a challenge to the CDI to be the organisation 
to drive and support this agenda.  To address this the 
CDI works with its Community of Interest for career 
education to provide bespoke training, conferences 
and publications for career educators. In July 2014 
the CDI published, ‘Careers Guidance in Schools and 

Colleges: a guide to best practice and commissioning 
careers guidance services’ (CDI, 2014c) in order 
to support colleagues in schools and colleges in 
WKH�FRPPLVVLRQLQJ�RI�H[WHUQDO�FDUHHU�GHYHORSPHQW�
services. It also published ‘Why does Employment 
Engagement Matter?’ (CDI, 2014d) ’which provided 
support in managing employer activities in schools and 
colleges. The development of quality careers education 
and employability in schools is central to ensuring 
that all young people are supported to develop the 
skills and knowledge and the ability to apply them 
effectively to support their own progression. At the 
heart of this is the need to have a highly effective 
workforce, working in partnership and supported by 
a professional body committed to ensuring that all 
members, regardless of where they work and the role 
they undertake, will have the tools they need to be the 
professional practitioners they desire to be. 

Conclusion
The Careers Profession Task Force report entrusted 
the profession with much of the responsibility for 
change; to shape its own destiny and to forge a 
stronger profession. These were not inconsiderable 
challenges and the CDI has been focused since its 
inception in addressing these. However, not all of 
the recommendations were in the sector’s gift to 
achieve. One of the report’s recommendations was 
for government commissioned reports on progress 
towards achievements of the recommendations. Given 
the lack of value placed on career services by the 
Coalition Government it was not surprising that no 
such progress reports were commissioned. However 
as this article shows much has been achieved in the 
attempt to create a cohesive sector and enhance the 
professionalism of those working in it.  Whatever the 
political landscape looks like across the UK, following 
the new Government in 2015, more challenges will be 
LQHYLWDEOH��+RZHYHU�WKH�SURIHVVLRQ�LV�QRZ�PRUH�XQLÀHG�
and in a stronger position to face whatever lies ahead. 

In the Foreword to the Careers Profession Task Force 
2010 report, the Chair, Dame Ruth Silver said,

Professionalism underpins quality and our 
recommendations are designed to uphold common 
professional standards and ethics that will raise the 
standards and integrity of career guidance in this 
country. And we are convinced that this new era of 
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enhanced professional practice in career guidance 
will endure, regardless of any changes made to the 
way careers services are structured. 

Prescient words indeed. 
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EditorialPublications

Out now 
Get your copy from

ZZZ�KLJKÁ\HUVSXEOLVKLQJ�FR�XN�RU�DPD]RQ�FR�XN
formats: paperback and pdf

Career Development Policy & 
Practice: The Tony Watts Reader
edited by Tristram Hooley and Lyn Barham

A must read for every career professional

A landmark publication – bringing together such a broad 
range of themes in careers education and guidance. I just 
ORYH�WR�UHDG�7RQ\�LQ�¶IXOO�ÁLJKW·�DERXW�JRYHUQPHQW�SROLFLHV�²�
no-one does it better! Jane Artess
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News

CDI Training and Events Programme

Forthcoming events 2015/16

NICEC Events Calendar

CDI Skills and Training Workshops

An Introduction to Careers Work in Schools and Colleges Manchester
London

Tuesday 19 January 2016
Wednesday 16 March 2016

Advanced Career Guidance and Coaching Skills
Manchester
2[IRUG
York

Tuesday 24 November 2015 
Thursday 21 January 2016
Tuesday 22 March 2016

Social Media for Beginners London Friday 15 January 2016

Insight into Labour Market Information London Tuesday 26 January 2016

Introductory Level Management Training Programmes 2015/2016 London

Thursday 5 November 2015
Tuesday 8  December 2015
Thursday 14 January 2016
Wednesday 17 February 2016

Advanced level Management Training Programme 2015/2016
Birmingham
TBC
TBC

Thursday 26 November 2015
Thursday 17 December 2015
Thursday 28 January 2016

CDI Day Conferences

Engaging with young people and adults with SEND: an opportunity to learn 
IURP�H[SHUWV��DVN�TXHVWLRQV�DQG�VKDUH�LGHDV�DQG�H[SHULHQFHV

York
London
([HWHU

Wednesday 21 October 2015
Wednesday 9 December 2015
Wednesday 10 February 2016

Annual Conference (Schools) - Heredity deals the cards, environment plays 
them: Harnessing careers work to support social mobility Birmingham Wednesday 22 June 2016

Other Events

&',�$QQXDO�&RQIHUHQFH�DQG�([KLELWLRQ Cardiff Monday 9 November 2015
Tuesday 10 November 2015

Webinars See CDI website for details

All CDI events can be booked via the CDI website at:  www.thecdi.net/Skills-Training-Events

Event Place Date and Time

Seminar: 3URIHVVRU�(ZDUW�.HHS��2[IRUG�8QLYHUVLW\ London Thursday 26 November 2015 5pm-6.30pm

Seminar: Lesley Haughton and Jackie Sadler, NICEC Fellows London Wednesday 20 January 2016 5pm-6.30pm

Network meeting TBC Thursday 17th March 2016 2pm-5pm

Seminar: Rehabilitation of Offenders,  
Leigh Henderson, NICEC Fellow London Monday 9 May 2016 5pm-6.30pm

Seminar: Details to be advised London Tuesday 20 June 2016 5pm-6.30pm

Seminar: Details to be advised London Thursday 24 November 2016 5pm-6.30pm

(YHQW�&RVWV��� included in membership fees for NICEC Fellows and members. Seminars are charged at £20 and network 
meetings at £40 for non-members. 



NICEC STATEMENT
The Fellows of NICEC agreed the 
following statement in 2010.

‘The National Institute for Career 
Education and Counselling (NICEC) was 
originally founded as a research institute 
in 1975. It now plays the role of a learned 
VRFLHW\�IRU�UHÁHFWLYH�SUDFWLWLRQHUV�LQ�
WKH�EURDG�ÀHOG�RI�FDUHHU�HGXFDWLRQ��
career guidance/counselling and career 
GHYHORSPHQW��7KLV�LQFOXGHV�LQGLYLGXDOV�
ZKRVH�SULPDU\�UROH�UHODWHV�WR�UHVHDUFK��
SROLF\��FRQVXOWDQF\��VFKRODUVKLS��VHUYLFH�
GHOLYHU\�RU�PDQDJHPHQW��1,&(&�VHHNV�WR�
IRVWHU�GLDORJXH�DQG�LQQRYDWLRQ�EHWZHHQ�
WKHVH�DUHDV�WKURXJK�HYHQWV��QHWZRUNLQJ��
publications and projects.

1,&(&�LV�GLVWLQFWLYH�DV�D�ERXQGDU\�
FURVVLQJ�QHWZRUN�GHYRWHG�WR�FDUHHU�
HGXFDWLRQ�DQG�FRXQVHOOLQJ�LQ�HGXFDWLRQ��
LQ�WKH�ZRUNSODFH��DQG�LQ�WKH�ZLGHU�
FRPPXQLW\��,W�VHHNV�WR�LQWHJUDWH�WKHRU\�
DQG�SUDFWLFH�LQ�FDUHHU�GHYHORSPHQW��
VWLPXODWH�LQWHOOHFWXDO�GLYHUVLW\�DQG�
encourage transdisciplinary dialogue. 
7KURXJK�WKHVH�DFWLYLWLHV��1,&(&�DLPV�
WR�GHYHORS�UHVHDUFK��LQIRUP�SROLF\�DQG�
HQKDQFH�VHUYLFH�GHOLYHU\�

Membership and fellowship are committed 
WR�VHULRXV�WKLQNLQJ�DQG�LQQRYDWLRQ�LQ�
FDUHHU�GHYHORSPHQW�ZRUN��0HPEHUVKLS�LV�
RSHQ�WR�DOO�LQGLYLGXDOV�DQG�RUJDQLVDWLRQV�
connected with career education and 
counselling. Fellowship is an honour 
conferred by peer election and signals 
GLVWLQFWLYH�FRQWULEXWLRQ�WR�WKH�ÀHOG�DQG�
FRPPLWPHQW�WR�WKH�GHYHORSPHQW�RI�
1,&(&·V�ZRUN��0HPEHUV�DQG�)HOORZV�
UHFHLYH�WKH�1,&(&�MRXUQDO�DQG�DUH�LQYLWHG�
WR�SDUWLFLSDWH�LQ�DOO�1,&(&�HYHQWV��

NICEC does not operate as a professional 
association or commercial research 
LQVWLWXWH��QRU�LV�LW�RUJDQLVDWLRQDOO\�DOLJQHG�
ZLWK�DQ\�VSHFLÀF�LQVWLWXWLRQ��$OWKRXJK�EDVHG�
LQ�WKH�8.��WKHUH�LV�D�VWURQJ�LQWHUQDWLRQDO�
GLPHQVLRQ�WR�WKH�ZRUN�RI�1,&(&�DQG�LW�
VHHNV�WR�VXSSRUW�UHÁHFWLYH�SUDFWLFH�LQ�
career education and counselling globally.’

NICEC FELLOWS
'DYLG�$QGUHZV��-DQH�$UWHVV��/\Q�%DUKDP��
$QWKRQ\�%DUQHV��+HOHQ�&ROOH\��$XGUH\�
&ROOLQ��.DWH�0DFNHQ]LH�'DYH\��-RKQ�*RXJK��
/HVOH\�+DXJKWRQ��/HLJK�+HQGHUVRQ��:HQG\�
+LUVK��7ULVWUDP�+RROH\��&KDUOHV�-DFNVRQ��
+HDWKHU�-DFNVRQ��3KLO�0F&DVK��$OOLVWHU�

0F*RZDQ��%DUEDUD�0F*RZDQ��5RVHPDU\�
0F/HDQ��6WHSKHQ�0F1DLU��0DULDQ�0RUULV��
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