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FOREWORD

This publication reports the findings of areview that was begun in early 2001 of career guidance
policies in 14 OECD countries. It has looked at how the organisation, management and delivery of
career guidance can help to advance some key public policy objectives. In particular, the review has
looked at how career guidance services can assist countries to advance lifelong learning goals, and at
how career guidance can help in the implementation of active labour market policies. The review has
coincided with a growing international interest in the relationship between career guidance and public
policy. Thisinterest is reflected in the holding — in 1999 and 2001 — of two international symposia on
career guidance and public policy (Canadian Career Development Foundation, 2000 and 2002) and in
the conduct of paralléel reviews by agencies of the European Commission and by the World Bank. The
OECD review has been closely involved with both of these related initiatives.

The review has adopted a broad perspective. Consistent with its focus upon how career guidance
can contribute to national lifelong learning policies, it has focused upon career guidance services
throughout the lifespan: for young people; for adults; and for the “third age”. It has examined career
guidance services in a wide range of settings: compulsory schooling; upper secondary education;
tertiary education; community settings, public employment services, and the workplace. Its
perspective on the stakeholders of career guidance services has also been a broad one, encompassing
not only governments, but also employers, trade unions, community organisations, educational
institutions, parents, students and career guidance practitioners.

The findings of the review are organised around four main questions:

e  Why does career guidance matter for public policy? (Chapters 1 and 2)

e How can career guidance be delivered more effectively? (Chapters 3 to 6)
e How should career guidance be resourced? (Chapters 7 and 8)

e How can dtrategic leadership be improved? (Chapters 9 and 10)

Details of how the review was conducted are given in Annex 1. This comparative report draws
heavily upon the national questionnaires and Country Notes developed in the course of the review.
These, together with other key documentation from the review, can be found on the review’s web site:
www.oecd.org/edu/careerguidance.

The national co-ordinators who managed the completion of national questionnaires and the
organisation of national visits have been a key to the success of the review. Together with those who
have written commissioned papers for the review and the experts who took part in the nationa visits
they have been an important source of much of the thinking that can be found in this report. Details of
the national co-ordinators, and of the experts who were involved in the review, are provided in
Annex 1. Within the OECD secretariat the review was managed by Richard Sweet and Tony Watts,
who were the authors of this comparative report. Administrative assistance was provided by Dianne
Fowler, and the project was carried out under the supervision of Abrar Hasan, Head of the Education
and Training Policy Division. This report is published under the responsibility of the Secretary-
Generad of the OECD.
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OVERVIEW AND KEY CONCLUSIONS

Reading this report

Those reading this report who are pressed for time might like to read only this overview section. It contains both
a descriptive summary of the key content of the report, and its key conclusions. Alternatively, they might wish
just to read the summaries of key policy conclusions at the beginning of each of the report's ten chapters.
Another option is to read only the margin notes on the edge of each page. We hope, of course, that you will
have time to read the whole report.

Introduction

As education and employment policies seek to widen choices and to create systems that can
respond to varying needs across the lifespan, career guidance becomes increasingly important for
public policy. And public policy is important for career guidance: it sets the frameworks for it, and
provides most of its funds. However there is a gap between the two. Few career guidance practitioners
show a great engagement in policy questions. And few policy-makers have a detailed grasp of how
career guidance is organised and delivered. This publication draws upon the experiences of 14 OECD
countries to explore ways in which this gap can be bridged. It is organised around four key questions:

e  Why does career guidance matter for public policy? (Chapters 1 and 2)
e How can career guidance be delivered more effectively? (Chapters 3 to 6)
e How should career guidance be resourced? (Chapters 7 and 8)
e How can dtrategic leadership be improved? (Chapters 9 and 10)
Why does career guidance matter for public policy?

Chapter 1 describes the expectations, many of which are long-standing, that policy-makers in
OECD countries have for career guidance services. to improve the efficiency of education systems and
the labour market; and to contribute to social equity. It then sets out the newer challenges that lifelong
learning and active labour market policies pose for career guidance: for access to career guidance to be
greatly widened; for services to be delivered in far more flexible ways; and yet for these to be done in
ways that limit the costs to the public purse. The chapter describes what these newer challenges imply
for how career guidance services are organised and provided. At present, services are available largely
to limited numbers of groups, at fixed points in life, and are focused upon immediate decisions. The
future challenges are: to make a shift so that services focus upon developing career-management
skills, as well as upon information provision and immediate decision-making; and to make services
universally accessible throughout the lifespan: in ways, in locations and at times that reflect more
diverse client needs.
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Chapter 2 points out that there are good conceptual and theoretical arguments in support of the
ability of career guidance to help in the implementation of the types of policy objectives that were
outlined in Chapter 1. For example the ways in which career guidance is provided might help to better
articulate community demand for learning, contribute to higher educational access and completion,
and improve the match between labour market supply and demand. Although the empirical evidence
in support of thisis limited, it is generally positive. This evidence is, however, stronger for its impact
upon short-term learning outcomes than upon medium-term behavioural outcomes, and in turn this
evidence is stronger than evidence on longer-term impacts. The longer-term evidence is quite weak,
and obtaining it will require more and better longitudinal research.

How can career guidance be delivered more effectively?

Chapter 3 outlines some of the key policy issues involved in providing career guidance for
young people: in schools; for out-of-school and at-risk youth; and in tertiary education. In schools, an
approach that sees career guidance only as a personal service, provided by schools themselves, has
many limitations. It is costly, and this limits access. It can be too divorced from the labour market and
too focused only upon short-term educational decision-making. Where it is combined with persona
and study guidance, it is universaly given a low priority. Where school funds are tied to student
numbers and there is competition between ingtitutions, there can be pressure upon guidance staff to
retain students, whether or not thisisin their best interests. Some countries, such as Germany, address
some of these issues through the use of specialised external services that come into the school to
provide personal career guidance.

In addition to addressing these issues, paolicies for career guidance in schools need to shift away
from an approach that focuses only upon immediate educational and occupational choices, and
towards a broader approach that also tries to develop career self-management skills: for example the
ability to make effective career decisions, and to implement them. This requires an approach that is
embedded in the curriculum, and which incorporates learning from experience. Such a strategy
requires a whole-of-school approach, and has substantial implications for resource allocation, teacher
training and devel opment, and school planning.

Career guidance also has an important role in addressing the needs of students at risk and early
school leavers. Many successful examples exist, notably in Scandinavian countries, in which career
guidance is embedded in early intervention programmes which incorporate mutual obligation and
personal action planning.

The changing face of tertiary education — expanded participation; increased diversity, choice and
competition — poses major challenges for career guidance that few countries seem well equipped to
handle. In tertiary education such services are generally limited both in scale and in focus, and
inconsistent in quality. Comprehensive tertiary careers services are well developed in countries such as
Ireland and the United Kingdom, and are growing in other countries, but are generally lacking. The
avenues open to governments to improve this situation include the use of performance contracts, asin
Finland.

Chapter 4 describes the main settings in which career guidance is provided for adults, and the
policy issues that arise in each of them. In public employment services, which traditionally have been
one of the major sources of career guidance for adults, the focus is generally upon short-term
employment options rather than longer-term career development. There can be a conflict between the
need to restrain expenditure on unemployment benefits and the need to ensure rapid returns to work on
the one hand, and the longer-term career development interests of individuals on the other. Within
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public employment services career guidance generally concentrates upon the unemployed, and
services for the employed are much more limited: using self-service methods and with limited
opportunities for personal help. And the training and quaifications of those who provide career
guidance in public employment services are often a a low level. In Canada career guidance services
for adults are commonly contracted out to community groups. This can bring services closer to client
needs, but result in services that are fragmented.

Career guidance services, in many countries, are also available in adult education. Here, a magjor
problem is the close links between individual institutions and career guidance, and the need for
impartial information and advice is a significant issue. Regionally-based services, such as the adult
guidance partnerships in England and the all-age regional careers companies in Wales and Scotland,
can be an approach to this issue, as can telephone and web-based services. Systematic feedback from
career guidance services can help to improve the match between the supply of adult learning and the
demand for it.

Government policy can help to stimulate career guidance provided within enterprises: for
example through training levies that include career guidance as allowable expenditure as in Quebec, or
through quality-mark schemes such as can be observed in the Netherlands. Innovative arrangementsin
co-operation with trade unions can be observed in Denmark, Norway and the United Kingdom, and
these seem well suited to targeting at least some of the needs of low-qualified workers in the work
place.

Significant gaps exist in adults' access to career guidance, and there are indications that demand
exceeds the supply of services. In particular, services are more limited for those who are employed,
those in small and medium-sized enterprises, and those not in the labour market or not entitled to
social security assistance. Much policy attention has been devoted in OECD countries to reforming the
retirement age and ways to finance retirement. Yet little attention has been given to policies and
programmes that link financia planning to career guidance in order to assist people to make more
flexible transitions to retirement. The chapter concludes by suggesting two options for addressing
these gaps. strengthening the capacity of public employment services to provide career guidance; and
expanding regional partnerships.

Chapter 5 highlights how innovative and more diverse delivery methods can be used to widen
access to career guidance on a more cost-effective basis. These can include group guidance; self-help
techniques; the use of community members to deliver parts of programmes; the creation of open-
access resource centres; the wider use of support staff; and outreach methods. ICT has a potentially
important role to play in widening access, and can be used for purposes that range from the provision
of information to raising peopl€e' s self-awareness and improving their decision-making. Nevertheless
there are limitations to the potential uses of ICT in career guidance. These range from bandwidth
limitations to lack of training and skills on the part of career guidance staff. Increasing use is also
being made of help lines, although call centre technology is under-exploited in many countries. ICT
needs to be seen as part of awider suite of delivery methods, and integrated with, rather than separated
from, face-to-face methods. All of the methods outlined in the chapter for delivering career guidance
in a more cost-effective way have significant implications for career guidance staffing structures, and
for staff qualifications and training arrangements. They also increase the need for screening tools to
determine priorities for services and to better match the type of service provided to clients needs.
Such tools exist, but are not widely used.

Chapter 6 focuses upon career information. It points out that information about the self, about
education and training opportunities and about occupations and their characteristics is centra to the
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key theories that underpin career guidance, and that information aso plays a centra role in how
economists treat the efficiency of markets. Good quality career information is thus essential for good
quality career guidance. Governments play a central role in funding the collection, organisation,
linking, systematising and distribution of career information. At times, as in France, this is through
specialised centralised agencies, but more typically it is done through separate ministries, either
directly or under contract to private providers. There are also many non-government providers of
career information: educational institutions; employers; the media; and the private sector.

If not well co-ordinated between different ministries (particularly education and labour), different
sectors of education, and different levels of government, career information can become quite
fragmented and non-transparent, making it difficult for people to access. This hasimplications for both
geographical and social mobility. Fragmented career information might suit existing administrative
boundaries, but it fails to reflect the types of information that people need to make career decisions. In
addition to a lack of integration, common weaknesses in career information include: a failure to
include information on labour market supply and demand; delays in capturing changes in the content
of occupations or in identifying new occupations, the absence of information on the destinations and
labour market outcomes of those completing courses of education and training; a greater emphasis
upon educational information than upon occupational and labour market information; and weak links
between these two key information domains.

ICT has the potentia to overcome many of these problems, particularly lack of integration and
poor links between different types of information. However many ICT-based career information
systems fail to take advantage of this potential, and simply replicate paper-based systems.
Governments have a strong interest in the quality as well as the availability of career information. In
the United States standards have been developed to help to maintain and improve career information
quality, and these have been a model for the development of similar standards in other countries. To
be of real value, career information needs to be not only produced, but also to be disseminated well,
and converted into action: policy-makers need to think about how career information can be made
meaningful and placed into context.

How should career guidance be resourced?

Chapter 7 addresses the staffing of career guidance services. It begins by pointing out that in
nearly all countries information on the size and composition of the career guidance workforce is
difficult to obtain. However Canadian and Danish estimates suggest that the number of career
guidance practitioners may represent an upper bound of 0.8% of the total labour force.

When assessed against some standard criteria for a profession — such as being able to control
labour supply and the existence of clear and lengthy qualification routes — it is clear that in most
countries career guidance is not a profession, but an occupation or arole. The training that is provided
for career guidance practitioners is rarely both specialised and at tertiary level. Specialised tertiary-
level qualifications exist in a few instances — for example Germany’s Federa Employment Service
and the United Kingdom. More commonly career guidance forms part of more general guidance and
counselling training, is limited to short tertiary courses, is in-service, or recruitment is based upon
qualifications in fields such as psychology which are related, but too general and insufficient. As a
result of limited or insufficient training arrangements, many career guidance practitioners receive no
thorough grounding in the basic theories of career guidance, little systematic exposure to its socia and
economic contexts and purposes, and no systematic applied training in the several methodologies that
form the knowledge base of its practice.
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While in nearly al countries career guidance practitioners have limited capacity to influence
occupationa supply, there are examples in countries such as Austria, Canada and the Netherlands of
registers of career guidance practitioners being established in order to help to maintain and raise
standards of practice. Many countries have a range of associations to represent career guidance
practitioners. Often, as in Ireland and Korea, these are poorly linked, making it difficult for policy-
makers to relate effectively to the career guidance field.

Occupational structures for the delivery of career guidance need to be strengthened. A priority for
policy-makers in most OECD countries should be to create separate, and appropriate, occupational and
organisationa structures through which career guidance can be delivered, together with associated
qualification and training reguirements.

The level, content and structure of training courses are central to the capacity of governments to
use the types of cost-effective and flexible delivery methods that are needed to widen access to career
guidance. Hence the training and qualifications of career guidance practitioners become issues for
policy-makers. In many countries, deficiencies are evident in the quality and level of the training that
is available, and generaly its content shows a number of gaps. Governments need to play a stronger
role in shaping the nature of career guidance training and qualifications to remove these barriers to the
implementation of key public policy goals.

Comprehensive and modular competency frameworks for the career guidance workforce are a
first step in addressing such training deficiencies. Competency frameworks such as the Canadian
Standards and Guidelines for Career Development Practitioners can help to bring greater consistency
and flexibility to training arrangements. They also have advantages in terms of the management of the
career guidance workforce.

Chapter 8 looks at how career guidance is funded. As with staffing data, information on how
much is spent on career guidance is weak in nearly all countries. This arises for a number of reasons,
including the low priority that policy-makers have given to collecting such information.

However not all of the problems involved in estimating expenditure are insurmountable.
Denmark and Finland, for example, are able to provide estimates of resource use in particular sectors
based upon estimates of staff time devoted to guidance. And three countries — Australia, Austria and
England — were able to provide sufficient data to enable at least an initial estimate to be made of tota
government expenditure on career guidance. These range from an annua expenditure of €8.48 per
person aged 15-64 in Austria to €23.54 in England. While not directly comparable, the estimates
broadly reflect the relative level and intensity of career guidance servicesin these countries.

How governments fund career guidance has implications for the nature and quality of services.
Devolved funding, for example, requires decisions to be made about the residual responsibilities of
national governments, and about strategic co-ordination. And it requires policy-makers to consider
how to avoid wide variation in the level and quality of services. Staffing formulas can achieve a de
facto earmarking of funds within devolved funding systems and in systems where block grants are
used. Performance contracts and | egid ative-based entitlements can be other ways to address the issue.

Some career guidance services are contracted out in a number of countries. This can result in
cheaper services and in services that are more closely attuned to the needs of particular groups. Whilst
some contracting out can be managed by central governments and associated with tight quality
requirements, within devolved funding systems it can be associated with wide variation in quality.
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12 _OVERVIEW AND KEY CONCLUSIONS

Market models are another way in which career guidance can be funded. Relatively strong private
markets exist in the publication of career information and in career guidance associated with
outplacement services. Some countries, such as the Netherlands, also appear to have limited markets
for personal career guidance, paid for by individuals. Information on these markets is sparse. Personal
career guidance is difficult to handle through private markets for a number of reasons. Both supply
and demand are difficult to specify and define; it is highly variable in its nature; it is often subsumed
under other services;, and many of those who need it most are least able to afford it. The significant
societal benefits that, it has been argued, can flow from well organised career guidance congtitute a
case for government support for such services, as individual benefits might be harder to capture than
in the case of other services. However awider use of market models could alow government funds to
be better targeted on those who can least afford to pay and whose needs are the greatest.

Governments have a role in stimulating markets in order to build overal capacity. They have a
role in regulating career guidance markets and in helping to set quality standards. And they have arole
in compensating for market failure. There are a number of steps that governments can take that could
help to stimulate private markets for career guidance. These include: the wider use of contracting out
as a funding mechanism; better specifying the supply of and demand for career guidance in order to
make it more transparent; the adoption of more innovative approaches to the financing of career
guidance such as linking it to individua learning accounts; and addressing quality standards in order
to raise consumer confidence.

How can strategic leadership be improved?

Chapter 9 outlines how policy can have a stronger impact upon the organisation and delivery of
career guidance services. Governments have an important role in providing strategic leadership, but
need to do so in association with other stakeholders: education and training providers;, employers;
trade unions; community agencies, students, parents, consumers, and career guidance practitioners.
Strong co-operation between education and employment portfolios is particularly important: for
example to ensure that educational and occupational information are integrated; and to ensure that a
strong labour market perspective is included in schools' career guidance programmes. Whilst
mechanisms for leadership and co-ordination are generally weak, some positive initiatives can be seen:
for example in Luxembourg, Norway and the United Kingdom.

Evidence and data are important tools for policy-making. While career guidance has a strong
research tradition, much of this has concentrated upon theories and techniques, and has had little
relevance for policy. Its focus upon both outcomes and costs, for example, has been weak. In addition
to better evidence on outcomes and costs, policy-makers in most countries need to obtain improved
data on career guidance inputs and processes. Much of this could be obtained by better administrative
data. Examples include better information on the characteristics of clients, on the types of services
received by different types of clients, and on client satisfaction rates. In the face of some strong
evidence gaps (for example on the scale and nature of private markets for career guidance)
governments need to improve their national research infrastructure for career guidance. This can be
done through a number of concrete steps, including financial support for research institutes that
specialise in the link between career guidance and public policy, and the development of academic
expertise through the regular commissioning of policy-relevant research.

Legidlation is extensively used as a tool to steer career guidance services in countries such as

Finland, Spain and the United Kingdom, but is not used at al in others, such as Australia. Whereit is
used it tends to be rather general in nature. While it provides certain minimum guarantees, it often
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appears to be quite a weak policy steering tool. Its wider use to define client entitlements could,
however, strengthen its value.

Quality standards can be developed for both the processes used to deliver career guidance
services, and for the outcomes to be expected of them. They are particularly important in decentralised
systems, but also have a key place in centralised systems where governments are the dominant
providers. Sometimes the quality standards used to steer career guidance are general industria
standards such as 1SO 9000, or part of broader quality standards applying to the sectors (of education,
or of employment services) that career guidance services are part of. However examples exist of
quality standards that have been developed specificaly for career guidance services. In most cases
these are voluntary, but they can aso be linked to the provision of funds. Generally the link between
quality standards and the provision of funds is weak. Career guidance quality standards seem more
likely to be effective if they are developed in co-operation with key stakeholders, and are used for
continual quality improvement. Quality standards can aso be linked to the types of outcomes expected
of career guidance services. When phrased in developmental terms, such as the Canadian Blueprint for
Lifework Designs, these seem to be particularly attractive in a lifelong learning and active
employability context.

Governments can also seek to strengthen the ways in which career guidance services are steered
by strengthening the voice of consumers. Steps include client need and satisfaction surveys, and
community consultations.

Chapter 10 outlines the key challenges that face policy-makers in designing lifelong guidance
systems, and sets out the choices that have to be made in trandating these challenges into practical
programmes. In deciding broad priorities for resource allocation, policy-makers should give the first
priority to systems that promote career decision-making and career self-management skills, and to
systems that produce high quality impartial career information. Policies should not be based upon the
assumption that everybody needs intensive personal advice and guidance, but should seek to match
levels of personal help, from brief to intensive, to personal needs and circumstances.

A key step must be the identification of gapsin services. These will vary from country to country,
and the priorities for filling them will reflect national demographic, educational and economic issues.
Nevertheless there are a number of common choices that need to be addressed by policy-makersin all
countries. These include deciding when the process should start and how long through the lifespan it
should extend. In a lifelong learning context the arguments in favour of it starting during primary
school seem strong. At the other end of the lifespan, the arguments are also strong for ensuring that it
can help people to plan more flexible transitions between full-time work and retirement.

Policy-makers also need to decide how responsibility for services for young people should be
shared. For those who are in school, the strongest arguments are in favour of a shared responsibility
between schools and external agencies. In this way the advantages of a developmental approach, a
strong labour market focus, and advice that is independent of the interests of particular ingtitutions can
be combined. In planning entry to tertiary education, governments should ensure that information on
tertiary coursesisimpartial and adopts a consumer perspective. Governments should also try to ensure
that tertiary careers services are comprehensive: including enrolment advice, career development and
employability programmes, links with future employers, and job placement. For young people who
have dropped out of school early and who are neither in the labour market nor in education the most
effective career guidance services are community-based, and part of wider early intervention
programmes based around personal action planning.

CAREER GUIDANCE AND PUBLIC POLICY: BRIDGING THE GAP —|SBN-92-64-10564-6 © OECD 2004



14 —OVERVIEW AND KEY CONCLUSIONS

Where services are provided by externa agencies, policy-makers need to decide if these are to be
al-age, as in Germany and Wales for example, or age-specific. While age-specific services might
appear to have some advantages, many of these can aso be provided through all-age services. All-age
services have a number of organisational and resource-use advantages. In providing a diverse range of
services throughout the lifespan within the one organisational framework, they are potentialy more
cost-effective, and can avoid resource duplication.

Policy-makers are a so faced with a choice between including career guidance as just one element
in broader guidance and advisory services, or providing it through specidised career guidance
services. The universal experience of the review has been that when included within broadly-focused
guidance services career guidance tends to be squeezed by the more immediate and day-to-day
personal and study problems of the minority of students with particular problems. Under such
circumstances the career guidance and career development needs of the majority tend to be a
secondary priority. The importance of providing career guidance through specialised career guidance
services is also emphasised by the need for policy-makers to improve the transparency of career
guidance in order to make it more accessible.

In seeking to expand adult career guidance services policy-makers can draw upon a number of
innovative approaches outlined in this report. These include: a wider role for public employment
services;, more extended local partnerships; a closer link between financial planning for retirement and
career guidance; more innovative and cost-effective delivery methods, with implications for staffing
structures and staff training and qualifications; the wider adoption of market-models; and the adoption
of more innovative methods to finance career guidance. Some models for providing career guidance to
adults already exist. However none of the existing models — whether within education systems,
through public employment services, employers, the private market, or the community —is able on its
own to meet al needs. A comprehensive approach needs to draw upon severa of them, as well as
upon more innovative methods, strengthening the case for better strategic co-ordination.

In conclusion

The creation and management of lifelong guidance systems requires policy-makers to address six
major issues, whether in considering career guidance services for young people, for adults, or for both.
In most OECD countries these issues have, to date, received minimal attention. They are:

e Ensuring that resource allocation decisions give the first priority to systems that develop
career self-management skills and career information, and that ddlivery systems match levels
of personal help, from brief to extensive, to persona needs and circumstances, rather than
assuming that everybody needs intensive personal career guidance.

e Ensuring greater diversity in the types of services that are available and in the ways that they
are delivered, including greater diversity in staffing structures, wider use of self-help
techniques, and a more integrated approach to the use of ICT.

e Working more closely with career guidance practitioners to shape the nature of initial and
further education and training qualifications in support of the development of career self-
management skills, better career information, and more diverse service delivery.

e Improving the information base for public policy-making, including gathering improved data
on the financia and human resources devoted to career guidance, on client need and
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demand, on the characteristics of clients, on client satisfaction, and on the outcomes and
cost-effectiveness of career guidance.

e Developing better quality assurance mechanisms and linking these to the funding of services.

e Developing stronger structures for strategic leadership.
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CHAPTER 1. POLICY CHALLENGES FOR CAREER GUIDANCE

This chapter describes the expectations, many of which are long-standing, that policy-makers in OECD countries
have for career guidance services. It then sets out the special challenges that lifelong learning and active labour
market policies pose for career guidance, and concludes by describing what these policy challenges imply for
how career guidance services are organised and provided.

The chapter’s key policy conclusions are that:

¢  While policy-makers in some OECD countries expect career guidance to be centred upon individual goals,
in all countries they also expect it to contribute to public policy objectives: making education systems more
efficient; contributing to the improved efficiency of the labour market; and helping to improve social equity.

¢ Many of these expectations are long-standing. The progressive adoption of lifelong learning strategies in
OECD countries, and an emphasis upon active employability in labour market polices, pose new challenges
for career guidance. It needs to shift from being largely available to selected groups, at particular points in
life, to being much more widely available throughout the lifespan. And services need to shift from an
approach largely focused upon helping people to make immediate decisions through face-to-face
interviews, to a broader approach that also encompasses the development of career self-management skills
such as the ability to make and implement effective career decisions.

¢ OECD countries need, then, to work towards the development of lifelong guidance systems.
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1.1.

There is a gap between
career guidance and
public policy. This
report is about ways to
bridge it.

Some public policy
challenges for career
guidance are long-
standing.

Policy-makers in
OECD countries expect
career guidance to help
individuals, but also to
serve public policy
goals.

What do policy-makers expect of career guidance'?

Public policy has not in the past been of great interest to most career
guidance practitioners, whose primary motivation quite properly is a
desire to help people. Similarly, the details of how career guidance is
provided have often been of limited interest to public policy-makers.
Nevertheless public policies set the frameworks for career guidance and
provide the funds for much of it. Career guidance becomes increasingly
important for public policy as education and employment policies seek to
widen individual choices and to create systems that can respond to very
different needs throughout life. This report is about how the gap between
career guidance and public policy can be bridged.

Support by public policy-makers for career guidance has traditionally
rested upon a belief that it can improve the efficiency and effectiveness of
labour markets and educational systems, as well as contribute to social
equity. Indeed formal career guidance has its origins in a concern in the
early parts of the 20"century to use systematic methods to help
underprivileged young people to choose an occupation when they were
leaving school and about to look for ajob (Parsons, 1909). Some of the
policy challenges that career guidance must respond to in OECD
countries are long-standing: to improve the knowledge and skills base of
the population; to keep unemployment low and ensure that labour supply
and demand are in harmony; and to ensure that education and
employment opportunities are distributed equitably. Others, as we shall
see below, are more recent, and pose new challenges for career guidance.

Countries participating in the OECD review of career guidance policies
were asked to indicate the key goals and objectives of their career
guidance services. They were adso asked to indicate the major
educational, labour market and socia influences that are shaping their
career guidance policies. Some countries — Denmark and Norway are
examples — made it clear that they expected the goals of career guidance
to be centred on the individua: for instance by increasing persona
satisfaction, improving career decision-making, or increasing persona
development. All countries made it clear that they also expected career
guidance to serve a number of important public objectives. And all
indicated that their career guidance services are being strongly influenced
by current issues and developments in public policy. These public policy
goals, issues and developments fall into three broad categories: learning
godls; labour market goals; and socia equity goals.

In some countries terms such as “vocational guidance’, “vocational counselling”, “career

counselling”, “information, advice and guidance” and “career development” are used to refer to the
range of activities that is included here within the term career guidance. In this report career guidance
encompasses al of these, and no attempt is made to distinguish between them. Box 1.1 expands on the
meaning of the term career guidance. Boxes 1.2 and 1.4 provide examples of the types of activities

that it includes.
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Box 1.1. What is career guidance?

Career guidance refers to services intended to assist people, of any age and at any point throughout their lives
to make educational, training and occupational choices and to manage their careers. Career guidance helps
people to reflect on their ambitions, interests, qualifications and abilities. It helps them to understand the labour
market and education systems, and to relate this to what they know about themselves. Comprehensive career
guidance tries to teach people to plan and make decisions about work and learning. Career guidance makes
information about the labour market and about educational opportunities more accessible by organising it,
systematising it, and making it available when and where people need it.

In its contemporary forms, career guidance draws upon a number of disciplines: psychology; education;
sociology; and labour economics. Historically, psychology is the major discipline that has under-pinned its
theories and methodologies. In particular differential psychology and developmental psychology have had an
important influence (Super, 1957; Kuder, 1977; Holland, 1997). One-to-one interviews and psychological testing
for many years were seen as its central tools. There are many countries where psychology remains the major
entry route.

However in most countries career guidance is now provided by people with a very wide range of training and
qualifications. Some a