
The Akrill Review - Volume II

Independent Research, January 2022 

Qdos Career Hub

An international review of places and spaces 
for innovative all-age careers support  - 
Qdos Career Hubs in England



2



3

Thank you to DMH Associates for the 
independent research, sponsored by 
the Akrill Family, and supported by 
the Manor Property Group. We are 
also grateful to the main international 
informants (listed in Appendix 1) who 
contributed to this study.

The Qdos Career Hub was the logical solution. I wanted to improve 
access to technology, that showcases our digital economy in action. 
I also committed my family’s 70 years of experience and expertise 
in property, to ensure we create a legacy for our communities, and 
UK plc. 

This has never been needed more. Post Brexit, and in the wake 
of the COVID-19 pandemic, both young people and adults face 
unprecedented challenges, and need support and guidance to 
make informed decisions about their futures.

In 2019, I plotted out my journey of exploration, through the 
national and international evidence supporting the economic and 
social benefits of careers education.

In 2022, it has been essential to update and sense check the 
foundations for my family’s investment in Qdos Career Hubs. To 
this end, I commissioned an independent review of international 
practice, to ensure a current, clear rationale for investing in 
Qdos Career Hubs, based on lessons from comparative services 
around the world. I also wanted to consider how best to evaluate 
the impact of the regional pilots proposed, to ensure that these 
Hubs provide the best possible service, to meet the needs of our 
communities, bespoke to their needs. I therefore acknowledge and 
express gratitude to Dr Deirdre Hughes OBE and Chris Percy (DMH 
Associates) for the sterling work on this independent review and 
report.

What’s next? 
I’m delighted to confirm that our Hubs will soon be built, for 
the first phase, with service offers being developed with local 
stakeholders, to ensure we tailor support to the needs of local 
people, maximising access for all ages to industry-led careers 
education.

Introduction by 
Philip Akrill
Patriarch of the Akrill family (PR Akrill III)

In 2019, I asked 2 key 
questions:

1. 
How can anyone make an 

informed decision on career, 

without direct referral to 

employers?

2. 
Who is better to lead this 

essential revolution in 

employer engagement than 

industry itself, starting with 

the right communal facilities 

to inspire and represent the 

modern work environment? 

Widening local education and work progression choices for 
young people, and adults, to improve their career prospects 

- when and where this is needed most.
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5Executive Summary

In October 2021, 

the Manor Group 

commissioned dmh 

associates to undertake an 

evidence-based literature 

review building upon 

an earlier Akrill Review 

(2015-2019) which set 

out a detailed overview of 

the careers landscape in 

England, including the DfE 

Careers Strategy (2017 

-2020). 

The main focus of this latest review is to further expand the evidence-
base to inform the Manor Property Group (Qdos Career Hubs) and other 
key stakeholders with an interest in modern ‘places and spaces’ for 
impartial all-age career guidance. The review draws on UK, European 
and International findings to help inform innovations within the context of 
evolving Qdos Career Hubs.

Career guidance is defined as:

“Services which help people of any age to manage their careers and 
to make the educational, training and occupational choices that are 
right for them. It helps people to reflect on their ambitions, interests, 
qualifications, skills and talents – and to relate this knowledge about 

who they are to who they might become within the labour market.” 

(OECD, European Commission, ILO, UNESCO, ETF & Cedefop, 2019),

It is globally recognised that the aim of career guidance is to develop the 
capacity of individuals to manage their careers, including the development 
of career management skills. The aim of the Qdos Career Hubs is to co-
create with partners all-age ‘service propositions’ - made to measure - for 
each region, complementing and adding value to existing regional careers, 
education and skills initiatives. Fundamentally, Qdos Career Hubs will 
act as local community-based ‘centres of excellence’ for lifelong learning 
helping to support education, skills and employment policies and practices. 

Phase 1 - Review existing research, specifically summary evaluation 
and impact studies of comparable regional ‘Career Hubs’ and similar 

employer-led initiatives, highlighting best practice and advising on 
whether ‘what works’ in one country might be transferable to the 

English context 

(October – December 2021).

Method
A rapid assessment of evidence (RAE) methodology was applied to source 
literature from relevant studies. In order to optimise chances of identifying 
relevant and reliable research within a literature characterised by the use 
of varying terminology and diffused across a very wide range of disciplines 
and academic and public reports, the researchers used wide-ranging 
evidence databases via university libraries and rare personal resource 
libraries. In addition, key informants from across OECD countries helped 
to identify comparable Career Hubs within the private, public and third 
sectors. From this, some impact studies are considered as robust causal 
evidence to help inform phase 2 of the research plan. This will include a 
Qdos Career Hub theory of change (ToC) model and defining the intended 
short and medium-term outcomes linked to impact measures.

A total of 115 relevant literature reports were identified and analysed 
to inform this report. In addition, 14 detailed case studies provide rich 
information of comparable approaches to Qdos Career Hubs each with 
their own distinctive features. In some countries, examples were found that 
were not wholly relevant to the vision and aims of the Qdos Career Hubs 
therefore these are not included in the report. 
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Findings
The provision of all-age career guidance must take into account the different levels of need in local populations 
and differing settings. Career guidance specialists can perform a key role in supporting individuals to build and 
articulate their career identity and narrative. Leadership and empowerment of individuals to harness their career 
stories is now evermore crucial. 

Qdos Career Hubs have the potential to make a unique added-value contribution to the government’s all-age 
career support system across England. 

Distinctive features include:

• Place/space-focused initiative 
 Evidence shows there are similar, yet slightly different approaches, being adopted in other countries. 

The concept of a physical Career Hub providing greater access to all-age career guidance, including 
experiential learning linked to sector specific themes and challenges, resonates well with best practice. 
Also, Qdos Career Hubs present a golden opportunity to support schools and colleges in quickly scaling up 
access to impartial career guidance and employer engagement activities.

• Employer-led initiative 
 Evidence shows employer engagement is a critical success factor in providing greater opportunities 

for young people and adults. Lessons learned from this research show the power of employers coming 
together not only to deliver careers support, but also to help shape and influence modern dimensions of 
career guidance.

• Multi-use community hub facility 
 A critical factor emerging from the research is the partnership model and what this might look like within 

Qdos Careers Hubs. There is a strong desire for each Career Hub to respond specifically to local needs. A 
challenge for consideration is what will be the ‘core offer’ and the ‘additional offer’ in line with available 
resources?

• Integrated guidance provision 
 Lessons can be learned from European and international exemplars highlighted in this report so that the 

right balance can be achieved between face-to-face activities in the building and more blended careers 
support arrangements.

•	 Multi-beneficiary	provision 
 Multi-agency working including digital blended careers support, co-location and one-stop shop 

approaches are becoming the ‘new norm’ in the current Covid-19 situation. Both a challenge and 
opportunity for the Qdos Career Hub will be determining the type of partnership formation best suited to 
local needs e.g., Finland has adopted a highly inclusive youth, health, education, training and employment 
arrangement. Whereas, New Brunswick (Canada) has adopted partnerships that are specific to certain 
industries and sectors. Overall, the Qdos Career Hubs have significant potential to be a ‘game-changer’ in 
multi-beneficiary career guidance support.

• Technology-focused provision 
 This is an exciting time for the Qdos Career Hub to consider how it can build upon the success of the Qdos 

Careers App. There is scope for further research on the all-age career guidance ‘digital offer’ within the 
Qdos Career Hub drawing on the expertise of various specialist digital and careers experts.

The Manor Property Group has demonstrated its clear commitment to play an active part in supporting education, 
employment and lifelong policies and practices. It aims to improve life chances for young people and adults 
through Qdos Career Hubs as physical places in selected local areas across England to support social and 
economy recovery.
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The literature review and correspondence with key informants has identified good quality research evidence 
including 115 robust reports and 14 detailed case studies to inform a number of the key features for Qdos Careers 
Hubs service design, suggesting that such features can promote impact. 

For example:

• Access to and proximity to a specialised, centralised separate physical facility for careers support in local 
communities and online

• Provision of career information, advice and guidance to students in education

• Support for career talks and employer interactions with young people

• Provision of subsidised travel for school students

• Provision of career information, advice and guidance to adults seeking learning and work opportunities

• Support with career management skills, like CV building, job searches and interview preparation, 
including ‘state of the art’ digital technology made accessible to young people and adults.

The evidence, summarised in the main report suggests that the Qdos Career Hubs are being set up thoughtfully 
and on track to have impact. A number of hypotheses in the Qdos Careers Hubs will feature in the forthcoming 
theory of change, and these are possible priorities to test in the impact assessment and evaluation plan.

• Co-location of adult and student career guidance. 
Which we might anticipate to be beneficial because of: 

a.  Cost saving efficiencies

b.  Connections made between adult and student users 

c.  New opportunities to develop family career guidance and work with parents/carers;

d.  Cross-over in utility of information typically only provided for one beneficiary group; 

e.  Increased community awareness

f.  Over time, of adults being more familiar with the service as a result of having attended as an active 
participant.

• A high quality, high tech, green, spacious environment, like high end 
workplaces. 

Which we anticipate to be beneficial because of: 

a.  Inspiring more people to visit and to stay for longer

b.  Creating a more work-like environment that fits the thematic or topic focus

c.  Raising aspirations and making it easier to consider new ideas in an inspirational environment

d. Providing community access to digital technology not always accessible in the home

e. Encouraging other investors to get involved and support the facility.

• Local community led, including employers, training providers, 
community service organisations. 

Which we might anticipate to be beneficial because of:

a. More appropriate deployment of resources/space given local knowledge

b. Greater usage of the space by partners raising awareness of the service

c. Paid for usage by partners increasing sustainability of the service as a whole

d. Greater contributions to career guidance services by all stakeholders as a result of having greater 
influence over the planning and design of the service

e. Higher quality career guidance as a result of closer insight into what (some) local employers need.
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• Integration of digital services (e.g., the Qdos app) and human-

facilitated services. 
Which we anticipate to be beneficial because of:

a. Engagement with one type of service can generate awareness and demand for other types

b. Digital services can be used on-demand and from outside the facility, allowing for follow-on tasks 
initiated or to be discussed in human-facilitated services

c. Registration facility to be made available within the Qdos app to help capture data for evaluation 
and impact assessment.

• Open in the evenings, weekends and school holidays. 
Which we anticipate this to be beneficial because of:

a. Increased access for both adults and young people (especially those in work or in full-time education 
respectively) who may have busy timetables and struggle to attend services based on a 9-5 working 
week model. 

b. The current model of career guidance services for young people in England means that these can 
only be accessed during the school day or additionally through the online National Careers Service - 
https://nationalcareers.service.gov.uk/ 

Below is a brief overview of selected case studies within the main report that can help inform discussions with key 
stakeholders to learn more and co-create Qdos Career Hubs:

• Job Information Centres (Berufsinformationszentren) Germany

• Cités des Métiers – e.g., Brussels and Geneva

• Ohjaamo One-Stop Guidance Centres, Finland. Also, work experience for school students & the school 
work group method

• Lifelong Career Guidance Centres (CISOK), Croatia

• The Australian Centre for Career Education (ACCE), Jobs Victoria

• Future New Brunswick, Canada

• The Ministry of National Education, Turkey

• Goodwill San Antonio, USA

• Helping secondary students to meet and engage with potential employers in the skilled trades and 
service industry, New Zealand

• Free semesters and Metaveres space, South Korea

• Workforce Singapore

• UWV WERKbedrijf / Leerwerkloketten, The Netherlands 

• Oaklands Private Industry Council Inc., USA

• BallyMunn JobCentre, Ireland.

Career guidance is uniquely positioned to smooth lifelong journeys along individual career and learning pathways. 
The design and implementation of Qdos Career Hubs are ‘unique’ and innovative. As a result of this research, 
many countries have expressed a strong desire to learn from Qdos Career Hubs as they unfold in the coming 
year(s).  

• Place/space- focused initiative 
 (e.g., based on the hypothesis that a physical, high-quality, modern work environment, with attractive 

design, green surroundings, embedded technology, and spacious facilities etc. can improve guidance 
quality). 

 Evidence shows there are similar, yet slightly different approaches, being adopted in other countries. 
The concept of a physical Career Hub providing greater access to all-age career guidance, including 
experiential learning linked to sector specific themes and challenges, resonates well with best practice. 
Also, Qdos Career Hubs present a golden opportunity to support schools and colleges in quickly scaling 
up access to impartial career guidance and employer engagement activities.

1   https://qdos-career-hub.com/qdos-careers-app



9
• Employer-led initiative 
 (e.g., in terms of either design, funding, pump-priming, governance etc.).

 Evidence shows employer engagement is a critical success factor in providing greater opportunities 
for young people and adults. Lessons learned from this research show the power of employers coming 
together not only to deliver careers support, but also to help shape and influence modern dimensions of 
career guidance.

• Multi-use community hub facility 
 (e.g., space used by multiple local stakeholders in diverse ways, such as FE colleges, schools, independent 

training providers, corporates, local authorities, and charities; some of which may pay to use the space, 
others may be subsidised or free if they reflect the core guidance objectives of Qdos). 

 A critical factor emerging from the research is the partnership model and what this might look like within 
Qdos Careers Hubs. There is a strong desire for each Career Hub to respond specifically to local needs. A 
challenge for consideration is what will be the ‘core offer’ and the ‘additional offer’ in line with available 
resources?

• Integrated guidance provision 
 (e.g., a single space where multiple types of guidance activity can take place: one-to-one guidance 

interviews, small group training, private study/personally-directed job investigation, CV workshops, 
career talks, inspirational plenary talks etc.) 

 Lessons can be learned from European and international exemplars highlighted in this report so that the 
right balance can be achieved between face-to-face activities in the building and more blended careers 
support arrangements.

•	 Multi-beneficiary	provision	
 (e.g., general school-age provision both pre-16 and post-16; targeted NEET-mitigation support; adult 

welfare-to-work; in-work adult support; pre-employability support for adults etc.). 

 Multi-agency working including digital blended careers support, co-location and one-stop shop 
approaches are becoming the ‘new norm’ in the current Covid-19 situation. Both a challenge and 
opportunity for the Qdos Career Hub will be determining the type of partnership formation best suited to 
local needs e.g., Finland has adopted a highly inclusive youth, health, education, training and employment 
arrangement. Whereas, New Brunswick (Canada) has adopted partnerships that are specific to certain 
industries and sectors. Overall, the Qdos Career Hubs have significant potential to be a ‘game-changer’ 
in multi-beneficiary career guidance support.

• Technology-focused provision 
 (e.g., the application of digital approaches to career guidance including virtual reality, chatbot, stand-

alone models embedded within or outside of physical centres of excellence). 

 This is an exciting time for the Qdos Career Hub to consider how it can build upon the success of the Qdos 
Careers App. There is scope for further research on the all-age career guidance ‘digital offer’ within the 
Qdos Career Hub drawing on the expertise of various specialist digital and careers experts.

Finally, the evidence-base on ‘what works’ and the availability of impact assessment 
reports varies considerably from country to country. In this report we present findings 
from robust studies that can help guide the design and development of the Qdos 
Career Hubs within local, regional and national partnerships. In the next phase of 
research, we will be outlining the Qdos Career Hub ‘Theory of Change’ (ToC) model and 
defining impact and desirable outcome measures to support the Evaluation Plan going 
forward.
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Main Report
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1.0  Introduction
1.1 In October 2021, the Manor Group commissioned dmh associates to undertake an evidence-based 

literature review building upon an earlier Akrill Review (2015-2019)2  which set out a detailed overview 
of the careers landscape in England, including the DfE Careers Strategy (2017 -2020)1 . The main focus 
of this latest review is to further expand the evidence-base to inform the Manor Property Group (Qdos 
Career Hubs) and other key stakeholders with an interest in modern ‘places and spaces’ for impartial 
all-age career guidance. The review draws on UK, European and International findings to help inform 
innovations within the context of evolving Qdos Career Hubs.

1.2 The Manor Property Group describes itself as having evolved from three generations of property 
development and asset investment experience. 100% privately owned, Manor has operated for over 
60 years, investing across five sectors; education, retail, leisure, commercial and residential. Manor 
has a current development pipeline of £932 million and a desire to create a legacy in building design, 
innovation and community impact. Over the next five years, there are plans to establish 160 ground-
breaking Qdos Career Hubs providing impartial career guidance and employer-led activities in areas of 
deprivation in England. This property group aims to improve life chances for young people and adults 
through physical community-based places in selected local areas across England that support social 
and economy recovery.

“Manor sees an opportunity to create a national legacy in the field of Careers Education and 
Guidance, providing place and space to fill a void in provision for young people and adults, 
working closely with employers and complementing, not competing with existing national 
and local services.” (RFP, p.2)

2.0  Remit
Phase 1
Review existing research, specifically summary evaluation and impact studies of comparable regional ‘Career 
Hubs’ and similar employer-led initiatives, highlighting best practice and advising on whether ‘what works’ in one 
country might be transferable to the English context 

(October – December 2021).

Phase 2
Develop a theory of change (ToC) model and focus on the intended short and medium-term outcomes linked to 
impact measures that can be applied to Qdos Career Hubs

(January – February 2022)

3.0  Methodology
3.1 A rapid assessment of evidence (RAE) methodology was applied to source literature from relevant studies, 

as well as drawing upon key informants. In order to optimise chances of identifying relevant and reliable 
research within a literature characterised by the use of varying terminology and diffused across a very 
wide range of disciplines and academic and public reports, the researchers used wide-ranging evidence 
databases via university libraries (such as EBSCO and Scopus which allow sophisticated searching across 
a wide range of thematic databases) plus rare personal resource libraries. In addition, key informants 
were contacted across OECD countries (see Appendix 1) to try to identify comparable Career Hubs within 
the private, public and third sectors. From this, some impact studies are considered as robust causal 
evidence to help inform phase 2 of the research plan. This will include a Qdos Career Hub theory of change 
(ToC) model and defining the intended short and medium-term outcomes linked to impact measures. The 
literature review and correspondence with key informants has identified good quality research evidence 
including 115 robust reports and 14 detailed case studies to inform a number of the key features for Qdos 
Careers Hubs service design.
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4.0  All-age career guidance

4.1 Career guidance is defined as:

“Services which help people of any age to manage their careers and to make the 
educational, training and occupational choices that are right for them. It helps people to 
reflect on their ambitions, interests, qualifications, skills and talents – and to relate this 
knowledge about who they are to who they might become within the labour market.” (OECD, 
European Commission, ILO, UNESCO, ETF & Cedefop, 2019) 2

4.2 It is globally recognised that the aim of career guidance is to develop the capacity of individuals to 
manage their careers (including the development of career management skills). It involves a range of 
connected learning activities that help people to access impartial services, resources and experiences 
related to employment, further education and training. These include supporting career education, the 
provision of career information and advice, individual and group guidance/counselling, skills assessment 
and psychometric testing, engagement with employers, and the development of skills needed for 
individuals’ job seeking and self-employment. 

4.3 A joint international survey report (Cedefop, 2020)3  provides a snapshot of how career guidance 
policies, systems and services are adapting and coping, during the pandemic. The findings are based 
on responses from 93 countries worldwide. A total of 40% of respondents reported that career 
guidance had received policy attention from government during the early pandemic but a comparable 
percentage stated a lack of this attention. There are international calls for greater investment in career 
guidance (Cefedop, UNESCO, ETF, ILO, OECD, 2021) 4.  

4.4 Today’s young people form a very ambitious generation. The economy needs there to be a strong link 
between education, skills and employment. Britain’s young talent pipeline has to be well equipped and 
able to contribute to future skills and economic growth. However, during the pandemic young people 
commonly find themselves disproportionately affected by lay-offs, recruitment freezes and well-being 
challenges associated with searching for suitable learning and work opportunities.  Over 3,000 young 
people recently surveyed across England have stated they want modern dimensions of learning and 
career guidance support (Hughes, 2021)5. They expect:

• activities that help them connect the relevance of their learning to a future world of work; 

• exposure to and experiences of the world of work from an early age; and

• knowledge and skills to help them take positive steps to create a future sustainable livelihood.

“In many countries, as they make potentially life-changing decisions about their education 
and training, more than one quarter of 15-year-olds cannot say what job they expect to do 
by age 30.  A comparison of results for 2000 and 2018 from PISA data shows that career 
uncertainty has risen by 81% across the OECD since the turn of the century.” (OECD,2020) 6 

4.5 Compelling evidence shows participation in career guidance activities by young adults has been 
associated with wage premiums, lower rates of unemployment and greater career satisfaction, as well 
as increased academic motivation and more positive attitudes towards school (Percy and Mann, 2014)7

“Earlier this year, City & Guilds uncovered the serious impact of the pandemic on young 
people’s decisions about their future…many young people are still struggling to get good 
career guidance. Yet, the majority of school pupils are keen and willing to invest their own 
time in career learning activities. It’s more important than ever that investments are made 
in career guidance that benefit directly this generation and help close the skills gaps and 
shortages faced by our national economy.” (City & Guilds, Group Director 2021).

2  https://qdos-career-hub.com/images/qshbigpdf.pdf
3   In some countries terms such as “career counselling”, “career development” “careers information, advice and guidance”, “vocational counselling” 
or “vocational guidance” are used to refer to the range of activities that is included here within the term career guidance.
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4.6 For many adults, particularly those with low skills and those most vulnerable, they could easily be left 
behind when it comes to finding suitable learning and work opportunities. The pandemic has brought 
unforeseen experiences of isolation, loneliness, food insecurity, and variable access to broadband 
internet services, as well as reductions in wealth, health and well-being for those most vulnerable. 
There are longstanding differences between people of different ethnicities in the labour market and in 
average household incomes. The fact that ethnic minorities are more likely to be affected by COVID-19 
both through health effects and economically (Platt and Warwick, 2020)8 means that their education is 
more likely to be affected, either directly or indirectly, because of the impacts on parental health or job 
loss. Parental job loss has been shown to have a direct impact on children’s school performance (Ruiz-
Valenzuela, 2020)9. 

“Most ethnic minorities face increased unemployment risks as well though. And evidence 
suggests that discrimination in hiring processes has at least some role to play (Heath and Di 
Stasio, 2019)10.”

4.7 In contrast, the reduction of apprenticeship opportunities will affect white British individuals more 
severely because they have been more likely to access these opportunities up to now (Ibid). Overall 
findings show ethnic inequalities are likely to manifest from the COVID-19 crisis in two main ways: 
through exposure to infection and health risks, and through exposure to loss of income. A new 
global analysis of progress on gender equality and women’s rights shows women and girls remain 
disproportionately affected by the socioeconomic fallout from the COVID-19 pandemic, struggling 
with disproportionately high job and livelihood losses, education disruptions and increased burdens of 
unpaid care work (UN Women, 2021)11. The economy benefits from placing disadvantaged jobseekers 
into sustainable employment through reduced reliance on government welfare, decreased public 
spending on services, and increased tax revenue and consumer spending. Having accessible ‘places and 
spaces’ that promote career guidance to young people and adults can help overcome many barriers to 
progression in learning and work.

4.8 The provision of all-age career guidance must take into account the different levels of need in local 
populations and differing settings. Career guidance specialists can perform a key role in supporting 
individuals to build and articulate their career identity and narrative. Leadership and empowerment 
of individuals to harness their career stories is now evermore crucial. In 2020, the Department for 
Education reported:

“Careers guidance is vital in helping to develop talent and opportunities for all…We are 
investing over £100m in financial year 2020/2021 to help young people and adults get high 
quality careers advice.” (Former Parliamentary Under-Secretary Keegan, Department for 
Education).

4.9 Qdos Career Hubs have the potential to make a unique added-value contribution to the government’s 
all-age career support system across England. Distinctive features include:

 a. Place/space- focused initiative
 (e.g., based on the hypothesis that a physical, high-quality, modern work environment, with attractive 

design, green surroundings, embedded technology, and spacious facilities etc. can improve guidance 
quality)

 b. Employer-led initiative 
 (e.g., in terms of either design, funding, pump-priming, governance etc.).

 c. Multi-use community hub facility 
 (e.g., space used by multiple local stakeholders in diverse ways, such as FE colleges, schools, independent 

training providers, corporates, local authorities, and charities; some of which may pay to use the space, 
others may be subsidised or free if they reflect the core guidance objectives of Qdos)
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 d. Integrated guidance provision 
 (e.g., a single space where multiple types of guidance activity can take place: one-to-one guidance 

interviews, small group training, private study/personally-directed job investigation, CV workshops, 
career talks, inspirational plenary talks etc.)

	 e.	Multi-beneficiary	provision 
 (e.g., general school-age provision both pre-16 and post-16; targeted NEET-mitigation support; adult 

welfare-to-work; in-work adult support; pre-employability support for adults etc.)

 f. Technology-focused provision 
 (e.g., the application of digital approaches to career guidance including virtual reality, chatbot, stand-

alone models embedded within or outside of physical centres of excellence).

Qdos Career Hubs will provide new ‘places and spaces’ for nurturing human talent, driving forward innovation, 
creativity, enterprise and partnerships. The aim is to co-create with partners Qdos all-age ‘service propositions’ - 
made to measure - for each region, complementing and adding value to existing regional careers, education and 
skills initiatives. Fundamentally, Qdos Career Hubs will act as local community-based ‘centres of excellence’ for 
lifelong learning helping to support education, skills and employment policies and practices. 

“Effective career guidance helps individuals to reach their potential, economies to become 
more efficient and societies to become fairer. It is critical to the smooth transitions of people 
as they make choices about education and training and to mobility within the labour market” 
(OECD et al., 2021).

5.0 Imperatives for change
5.1 The pandemic has brought people’s differing life circumstances and opportunities to work into clear 

disparity. Personal circumstances, such as financial hardship, disability, caring responsibilities and 
substance dependence, can create barriers to employment by limiting access to opportunities and 
resources that improve individuals’ employment prospects and enable them to find and retain work. 
Without adequate support, personal circumstances can also erode jobseekers’ confidence and reduce 
their motivation to search for work.

5.2 As part of the Government’s determination to ‘levelling up’12 across the country, there is a commitment 
to ensure that children and young people – and the families who nurture and care for them – are given 
the help and support they need. Good jobs and career opportunities where people live is central to the 
Government’s levelling up ambitions. High-quality career guidance will play an important role in this 
regard. Delivering inclusive growth is a key ambition of government driven through the creation of more 
‘good jobs’ and support for people to access ‘good jobs’ with long-term prospects. 

5.3 The impact of Brexit from the European Union, Industry 4.0 disruption (Mulligan, 2017)13, climate 
change14, an ageing workforce (Schuller, 2019)15, and entrenched health and social inequalities have 
also become realities across the UK. For example, relative child poverty increased by 400,000 from the 
previous year (HoC, 2021:11)16. There are growing concerns about this and the impact of the pandemic 
on children and families’ well-being. Whilst many were disadvantaged before, some are experiencing 
additional disadvantages for example, parents might have lost their job or there might be additional 
trauma within the home. 

5.4 For young people and adults living in a volatile, uncertain, complex and ambiguous world they need 
access to high-quality career guidance in ‘places’ and ‘spaces’ (both online and offline) at a time and 
place that suits their needs best. Cities, towns and villages play a particularly important role in social 
and economy recovery. 
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5.4  • Employers need to be able to attract the right talent for their businesses to maintain their 
competitive edge. Individuals need to be able to fulfil their potential with barriers removed to 
progression. There is a skills supply and demand mismatch with a large and growing gap between 
the skills needs of employers and the skills and aspirations of individuals (CBI, 2020)17. 

  • Differences in productivity between the different regions of the UK remain large, and the gap 
between the most and least productive areas is much higher than in other European countries such 
as France, Germany and Spain18

  • Society is changing with a greener economy19 and the emergence of new growth sectors e.g., health 
and social care, clean energy, and digitalisation. Qdos Career Hubs offer significant potential for 
employer and volunteer engagement at a local, national and international level.

  • Technology, artificial intelligence (AI) and machine learning are becoming even more ubiquitous and 
demographic changes will mean jobs emerge, evolve and disappear faster than ever before. The 
design of the centres has factored in inspiration features throughout.

  • Digital poverty, including a lack of access to basic technology during lockdown poses an 
unprecedented threat to the wellbeing of some young people and adults, particularly those most 
vulnerable and in need of careers support. Qdos Career Hubs can help address this challenge with 
flexible access to online and digital resources. 

  • With the government’s reforms to technical education and skills and the impact of COVID-19 on the 
labour market, there will be an increasing need for schools and colleges to work in partnership with 
employers, careers advisers, local authorities and other education and training providers to support 
students to prepare for the workplace and to make informed choices about the next step in their 
education or training.

  • More continuous professional development (CPD) opportunities for professionals working in local 
communities will require tightness around programme objectives and outcome measurement but 
will also need looseness in how providers working together go about delivering those outcomes.

  • Government, employers, communities, families and individuals can each benefit from career 
guidance policies and practices e.g.

Source: Report from the 
Parliament of Victoria, 
Australia– p.820.
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6.0 Policy context

6.1 The UK Government’s Industrial Strategy (2017)21  highlighted the importance of stimulating business 
and entrepreneurial growth. The national DfE Careers Strategy (2017) 22 set out a vision and key 
actions to improve careers support services for young people and adults in England. There was a clear 
commitment to: (i) starting careers work early in primary schools; (ii) the Baker Clause; (iii) Enterprise 
Co-ordinators and Enterprise Adviser Networks, co-funded by the Careers and Enterprise Company 
(CEC); (iv) The Gatsby benchmarks on ‘Good Careers Guidance’; (v) The Ofsted framework- focusing 
on intent, implementation and impact; and (vi) Careers and Enterprise Company funded Career Hubs. 
Working through a partnership approach, government-funded Career Hubs in England bring together 
secondary schools, colleges, employers, Local Enterprise Partnerships and other organisations to drive 
accelerated improvements in careers education and improve skills and opportunities for young people. 

6.2 In January 2021, the White paper ‘Skills for Jobs for Lifelong Learning for Opportunity and Growth’23 set 
out reforms to post-16 technical education and training to support people to develop the skills needed 
to get good jobs and improve national productivity. Local and national alignment between the Careers 
& Enterprise Company, the National Careers Service and Jobcentre Plus is planned to create “a clear, 
all-age careers system” over the next 18 months led by Sir John Holman. Gatsby benchmarks24 are now 
widely adopted in England’s schools and colleges, based on ‘Good Career Guidance’ principles, feeding 
into institutional self-improvement plans and the Ofsted Inspection Framework. 

6.3 The ‘Build Back Better: Our Plan for Growth’ (HM Treasury, March 2021)25 is designed to support 
economic growth through significant investment in infrastructure, skills and innovation. It aims to tackle 
deep rooted inequalities commonly referred to by Government as the “levelling up agenda”26. Digital 
poverty and the North/South divide are major concerns. The Lloyds’ Consumer Digital Index27 found 
that nine million people in the UK are “digitally excluded”, with no or limited access to the internet. 40 per 
cent are based in northern England, in the cities and regions hit hardest by the pandemic. The Queen’s 
speech (May 2021)28 set out a series of new legislative plans, including a lifetime skills guarantee, 
resulting in high expectations for quality assured all-age careers provision.

 6.4 In July 2021, the Department for Education (DfE, 2021)29 updated ‘Careers guidance and access for 
education and training providers: Statutory Guidance for schools and guidance for further education 
colleges and sixth form colleges. Career Hubs were expanded through the Careers and Enterprise 
Company to include over 3,300 schools and colleges so that more (approximately 67% of) schools and 
colleges can benefit from government-funded careers support. “This will continue to accelerate the 
progress of all schools and colleges towards achieving the Gatsby Benchmarks so that all young people 
are equipped to make informed career and learning decisions” (Baroness Berridge, HoL, July 2021)30. 
The Qdos Career Hubs initiative is notable for being initiated by a private sector company. The Manor 
Property Group has demonstrated its clear commitment to play an active part in supporting education, 
employment and lifelong policies and practices. It aims to improve life chances for young people and 
adults through Qdos Career Hubs as physical places in selected local areas across England to support 
social and economy recovery.

6.5 Government has acknowledged skills gaps and shortages as two of three key challenges facing 
employers in the labour market today, alongside concerns over the work-readiness of education leavers. 
It has recently announced a number of initiatives to tackle the problem of skills under-utilisation, 
including the following:

 The Skills Accelerator Programme31, which includes two key components: 

i. Local Skills Improvement Plans (LSIPs) intended to “set out the key changes needed to make 
technical skills training more responsive to employers’ skills needs within a local area”. They will be 
created by employers and providers, with employers asked to set out an assessment of their skills 
needs, to which providers can respond.
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 4 This is due to funding being previously announced and allocated.

ii.  The Strategic Development Fund (SDF) pilot will provide capital and grant funding for projects 
intended to build providers’ capacity to meet local skills needs. 

 The Lifetime Skills Guarantee  will offer learners who have not yet got a level 3 qualification the 
opportunity to study for a fully funded course in a skills shortage area. It includes the Lifelong Loan 
Entitlement for the equivalent of four years of post-18 education (from 2025), whether it is taught in 
a college or university. It is hoped this will enable people to study in a modular way and in a flexible 
means to suit them. The Government is due to consult on the Lifelong Loan Entitlement this year. 

 The Skills and Productivity Board  (an independent board to conduct expert analysis of national 
skills needs to inform government policy), the Green Jobs Taskforce (convened by DfE and BEIS) and 
the Office for Talent (a cross-departmental team to make it easier for leading scientists, researchers 
and innovators to come to the UK).

 Skills bootcamps  are intended to support skills development, funded by the National Skills Fund. 
They offer free courses of up to 16 weeks for adults aged 19 or over who are in work, self-employed, 
recently unemployed or returning to work after a break. They are available in areas including 
construction, digital, engineering and manufacturing, rail and green skills. By the end of March 2021, 
the Government reported that over 3,000 learners had participated. It expects to deliver 16,000 
training places in 2021. Ofsted is due to report on their effectiveness by September 2022. Institutes 
of Technology were introduced in 2019 as collaborations between FE colleges, universities and 
leading employers. In January 2021, the Skills for Jobs White Paper set out ambitions to expand 
them to “spearhead the increase in higher-level technical skills” in STEM. 

6.6 In the Autumn Budget 2021 , the Chancellor committed to increase skills spending 26% in real terms 
(£3.8 billion) by 2024–25. This includes funding for 16–19 education (£1.6 billion), capital investment 
in 20 Institutes of Technology and FE college infrastructure (£2.8 billion), the new adult numeracy 
programme ‘Multiply’ (£560 million), additional measures to increase opportunities for adult upskilling 
and reskilling (£554 million) and increasing apprenticeship funding to £2.7 billion. These figures 
combined exceed the total headline amount announced in the Budget4. 

6.7 In mid-November 2021, the Skills and Post-16 Education Bill passed its Second Reading in the House of 
Commons. The Chair of the Education Select Committee responded  by urging government to (i) improve 
career education and guidance for all students, (ii) help all adults get the education they need to get 
fulfilling jobs, (iii) do more to boost apprenticeships, and (iv) make sure the curriculum and education 
provide skills for the world of work. Earlier, Hector (2021)37 highlighted an urgent imperative to reflect 
and decide on how best to provide career guidance to young people and adults at a national, regional 
and local level.  A recent House of Lords report on ‘Skills for Every Young Person’ (November 2021)38  
stated:

“Careers education, information, advice and guidance (CEIAG) must be recognised as a critical component 
of a young person’s education up to Key Stage 4 and beyond in all schools…CEIAG is a fundamental part of 

education and should be treated as such.” (para.119).
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7.0 Key findings

7.1 The literature review and correspondence with key informants has identified good quality research 
evidence including 115 relevant reports and 14 case studies to inform a number of the key features for 
Qdos Careers Hubs service design, suggesting that such features can promote impact. 

• Access to and proximity to a specialised, centralised separate physical facility for careers support in 
local communities and online

• Provision of career information, advice and guidance to students in education

• Support for career talks and employer interactions with young people

• Provision of subsidised travel for school students

• Provision of career information, advice and guidance to adults seeking learning and work 
opportunities

• Support with career management skills, like CV building, job searches and interview preparation, 
including ‘state of the art’ digital technology made accessible to young people and adults.

 The evidence, summarised in the sub-headings in this section5 suggests that the Qdos Career Hubs are 
being set up thoughtfully and on track to have impact. A number of hypotheses in the Qdos Careers Hubs 
will feature in the forthcoming theory of change, and these are possible priorities to test in the impact 
assessment and evaluation plan.

ii. Co-location of adult and student career guidance. 
Which we might anticipate to be beneficial because of: 

a. Cost saving efficiencies

b. Connections made between adult and student users 

c. New opportunities to develop family career guidance and work with parents/carers;

d. Cross-over in utility of information typically only provided for one beneficiary group; 

e. Increased community awareness

f. Over time, of adults being more familiar with the service as a result of having attended as an active 
participant.

iii. A high quality, high tech, green, spacious environment, like high end 
workplaces. 

Which we anticipate to be beneficial because of: 

a. Inspiring more people to visit and to stay for longer

b. Creating a more work-like environment that fits the thematic or topic focus

c. Raising aspirations and making it easier to consider new ideas in an inspirational environment

d. Providing community access to digital technology not always accessible in the home

e. Encouraging other investors to get involved and support the facility.

iv. Local community led, including employers, training providers, community 
service organisations. 

Which we might anticipate to be beneficial because of:

a. More appropriate deployment of resources/space given local knowledge

b. Greater usage of the space by partners raising awareness of the service

c. Paid for usage by partners increasing sustainability of the service as a whole

d. Greater contributions to career guidance services by all stakeholders as a result of having greater 
influence over the planning and design of the service

e. Higher quality career guidance as a result of closer insight into what (some) local employers need.

5   Highlights of the research base are provided in this section to aid reading and decision-making. The full papers and more details are available on 
request. 
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v. Integration of digital services (e.g., the Qdos app6) and human-facilitated 

services. 
Which we anticipate to be beneficial because of:

a. Engagement with one type of service can generate awareness and demand for other types

b. Digital services can be used on-demand and from outside the facility, allowing for follow-on tasks 
initiated or to be discussed in human-facilitated services

c. Registration facility to be made available within the Qdos app to help capture data for evaluation 
and impact assessment.

vi. Open in the evenings, weekends and school holidays. 
Which we anticipate this to be beneficial because of:

a. Increased access for both adults and young people (especially those in work or in full-time education 
respectively) who may have busy timetables and struggle to attend services based on a 9-5 working 
week model. 

b. The current model of career guidance services for young people in England means that these can 
only be accessed during the school day or additionally through the online National Careers Service - 
https://nationalcareers.service.gov.uk/ 

7.2 The extrinsic benefits of career guidance on students’ attendance, attainment and achievement, 
particularly for children and young people living in socially disadvantaged areas have been made 
explicit.39  At present, there are concerns that restricted access to quality careers support, particularly 
(though not exclusively) for those young people outside of formal schooling. This impacting on equality 
of opportunity for individuals, particularly those most financially or socially disadvantaged (LGA, 201940; 
Hughes, 201941). Greater employer engagement in education, training and skills is a major imperative for 
all round economic, social and cultural prosperity.

Access to and proximity to a specialised, centralised, 
separate physical facility for careers 

7.3 Access to a separate facility will help reduce pressure on schools, colleges and other community 
organisations to provide all careers activities in-house, especially those that require larger space for 
employer activities or libraries of materials that are otherwise duplicated across facilities, and – from 
the students’ perspective – help reduce the postcode lottery of school provision. A separate space also 
helps to avoid the complex associations that some users may have with their school, college, training 
provider, workplace, or job centre. Importantly, employers, university admissions staff and other 
volunteers may not have the capacity to visit every individual school but could effectively commit to more 
efficient regional activity in a central facility. In this context, we identified some similar Qdos Career Hub 
arrangements, though a distinct difference was these are mainly public sector driven initiatives.

6  https://qdos-career-hub.com/qdos-careers-app
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Job Information Centres
(Berufsinformationszentren) Germany

Good evidence on the importance 
of proximity and access to such 

facilities comes from Germany. It 
has long recognised the importance 

of providing information to young 
people to support pathway choices 

in education, where such choices 
typically happen earlier, with 

less flexibility, and with greater 
influence over future occupational 

options than in England. 
A key policy drive sought to 
increase the availability of 

dedicated Job Information Centres 
(Berufsinformationszentren) in 

Germany, increasing from the first 
one launched in 1976 to around 

180 by 2000, ultimately providing 
services in just over 40% of 

districts.
The roll out was largely 

unsystematic and unconnected to 
local education and labour market 

conditions, such that academics 
have been able to analyse how the 
roll out affected student outcomes 

using robust causal inference 
techniques (Saniter, 201442; 

Saniter & Siedler, 2014)43. 

Job Information Centres are public establishments serving both 
young people and adults free of charge, with circa 69% being 
young people, who typically attend for a full day in upper secondary 
school supported by their teachers. In most cases, students will 
already know the careers counsellor at the centre, since she or he 
normally visits the class in school prior to the trip. Trips are typically 
mandatory where the service is available locally.  After the first 
school-supported trip, it is common for students to attend again on 
their own or with friends. 

The centres provide detailed and comprehensive information 
on occupations, vocational training and apprenticeships, higher 
education, job tasks, earning prospects, and local labour market 
conditions. The goal is to provide specific, up-to-date, detailed 
occupational information and, if required, counselling to facilitate 
individuals’ labour market-related choices. The centres are 
designed to combine visitors’ autonomous retrieval of information, 
via computers, information folders and slideshows, with assistance 
from professional careers counsellors. Centres also serve as 
venues for job choice-related events, such as seminars and talks 
by educators, or trade organisations, training, and job fairs. Over 
50% of visitors also take away reading and information material 
to review at home. The centres are separate from, but often 
nearby or collocated with the job centres dedicated to the adult 
unemployed which support job search and pay out unemployment 
benefits (Bundesagentur für Arbeit or Arbeitsamt)7. 

The impact assessment identifies that the local availability of these 
centres causes a large and significant increase in the likelihood of 
experiencing upward educational mobility, and improves chances 
of acquiring the highest general school degree. For instance, the 
likelihood of experiencing upward educational mobility and gaining 
the highest general school degree increases by around 7-12 
percentage points. The highest benefits on subsequently completing 
technical college or university were among those from less privileged 
backgrounds or on less academic tracks. In terms of labour market 
outcomes, the estimates indicate that visiting a centre also improves 
job matching, but without any identifiable average impact on future 
earnings. Nonetheless, there are identifiable benefits in employment 
rate. Individuals who went to school in an administrative district with 
a Job Information Centre spend 1-2 months less time searching for 
their first job, to be in full-time employment for 2.8 months longer 
in their first five years of work, and to be less likely to involuntarily 
lose their job at the beginning of their labour market career. Young 
people who visit a centre are also 7-8 percentage points more likely 
to stay living in the same district when they are adults, suggesting 
the centre helps them understand locally available opportunities 
and the benefits of remaining local.

7 https://ec.europa.eu/social/main.jsp?catId=1111&langId=en&intPageId=4557
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Cités des Métiers – e.g., Brussels and Geneva

The “Cités 

des Métiers” 

fall within a 

framework of 

lifelong career 

guidance.

This Brussels centre opened in March 2018 - https://www.citedesmetiers.brussels/fr/
en-recherche-d-emploi/ The centre was established through a partnership of Actiris 
(Unemployment Office), Bruxelles Formation (The French-speaking public service for 
vocational training for the people of Brussels), VDAB (online – see Autumn 2021 Career 
Guidance Campaign - https://extranet.vdab.be/nieuws/2021-najaarscampagne-
loopbaanbegeleiding)  and Leerwinkel (A guidance centre for learning - young people 
and adults can find free information and coaching when choosing a course, training 
or education. Individuals can go to a Leerwinkel for diploma-oriented courses as well 
as courses that strengthen their knowledge and skills, teach something new or help to 
manage change).

Charleroi, the fifth-largest city in Belgium, has given the green light to the construction 
of its first Cité des Métiers (literally meaning City of Crafts). The municipality announced 
on their website late 2020 they have granted a planning permit for the realisation of 
what should become the first hub of excellence in terms of scientific guidance, education, 
training and discovery in Wallonia. An investment of 43, 585 000 euros will result in the 
opening of 1 school for vocational training in industry and construction, 1 lifelong guidance 
centre, 2 advanced technology centres, 1 science and innovation discovery centre, 1 
reception area for job seekers, 1 FOREM training centre, 1 exhibition for Trades of the 
Future, 1 activities centre allowing for the discovery of the professions of the future and 1 
FABLAB. The Cité des Métiers building in Charleroi should open its doors in 2024 with a 
specific focus on researching the sciences and professions of the future. In addition, two 
other “Cité des Métiers” infrastructure projects are being developed in Wallonia, one in 
Namur and another in Liège - 

https://www.themayor.eu/en/a/view/charleroi-will-soon-have-its-own-cit-des-m-tiers-
5750?trans=en-US

Cité des Métiers established in Geneva since 2008, the Cité des Métiers du Grand Genève 
is a free and anonymous consultancy and resource centre at the service of all audiences 
looking for guidance and information on trades and professional life - 

https://www.citedesmetiers.ch/actualites/
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Ohjaamo One-Stop Guidance Centres, Finland

Ohjaamo one-stop guidance 

centres provide low-threshold, 

multi-agency services to young 

adults under the age of 30. The 

centres provide information, 

advice, guidance and various 

services. They serve as a platform 

for multi-agency collaboration 

between public, private and the 

third sector agencies in offering 

tools for employment, training, life 

management and well-being.

The roles and administration of the organisations involved are 
organised locally. The One-Stop Guidance Centre model requires 
close collaboration between national, regional and local agencies 
as well as private and third-sector operators. The One-Stop 
Guidance Centres implement the goals and actions of the Youth 
Guarantee launched by the EU.

•  The One-Stop Guidance Centres provide services through 
the service points and online. 

•  The One-Stop Guidance Centres bring together national, 
regional and local agencies as well as private businesses 
and NGOs. 

•  The One-Stop Guidance Centres provide services on a 
walk-in basis, and customers are not expected to register 
their personal details. The spaces must be accessible to all.

 •  Using the services of a One-Stop Guidance Centres does 
not, as such, commit the customer to anything. However, 
the services offered through the One-Stop Guidance 
Centres may involve certain obligations. 

•  The One-Stop Guidance Centres adhere to a uniform visual 
identity and communication guidelines. 

•  The participation of the customers in the development of 
the operations is integral to the model.

•  The One-Stop Guidance Centres are obliged to produce 
follow-up data for the assessment of national, regional and 
local impact. The national impact of the One-Stop Guidance 
Centres is evaluated by the joint steering group.

Offer expertise in

 • The assessment of service needs and service guidance 

 • Career planning and job seeking 

 • Life management 

 • Physical and mental well-being 

 • Competence development and learning paths 

 • Supporting participation 

 • Income and housing.

The services provided are based on the customer’s individual 
needs as defined by themselves. The competence development 
of the service staff is structured, multi-professional and youth-
oriented. The One-Stop Guidance Centres carry out ongoing 
self-assessment and they consistently monitor their operations, 
goal attainment and the implementation of the model. The self-
assessment processes are supported and coordinated on a 
national level. In bilingual regions, the One-Stop Guidance Centres 
provide services in Finnish and Swedish.
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Extract Published by Prime Minister’s Office, 
27 March 2020 

(Ohjaamot – multidisciplinary cooperation, effectiveness and a cultural 
change Study on the effectiveness of multidisciplinary cooperation in youth 

employment services)

“The One-Stop Guidance Centres are easily accessible, multi-sector service points for the 
under-30s, that fulfil the objectives and activities of the EU Youth Guarantee. Their national 
goals are to streamline and facilitate young people’s transitions into work, education or other 
activities, to promote youth inclusion, empowerment and life control and to bring service 
providers together in a multi-disciplinary service package. This study evaluates the impacts 
of the One-Stop Guidance Centres’ operations and practices in relation to the One-Stop 
Guidance Centres multi-disciplinary model. 

The results of the study show that, due to the multi-professional collaboration model, the 
One-Stop Guidance Centres are able to assess the customer’s situation more holistically and 
have the necessary means to more efficiently promote effective customer processes. The 
impacts of the One-Stop Guidance Centres are primarily due to the steering of customers 
towards the most appropriate services and the chain services that are followed by One-Stop 
Guidance centre ‘customership’. 

Based on the cost-benefit calculations made in the study, 
the One-Stop Guidance Centres cover their costs while also producing 

government savings. 

There is a clear need for One-Stop Guidance Centre operations and they should continue to operate in the 
future. However, the role of One-Stop Guidance Centres in the municipal service system should be clarified and 
solutions to cross-administrative and multi-professional cooperation challenges should be actively pursued.” 
This publication is part of the implementation of the Government Plan for Analysis, Assessment and Research. 
(tietokayttoon.fi). This publication link below charts the journey and key lessons learned: https://www.doria.fi/
bitstream/handle/10024/162148/OneStopGuidance.pdf?sequence=5  

The Finnish Ministry of Education and Culture and the Ministry of Economic Affairs and Employment endorsed 
in March 2021 a joint National Lifelong Guidance Strategy 2020-23. The strategy is linked to the priorities of 
the current government programme priorities in education, youth, employment and social policies. The strategy 
includes recommendations for actions both over the current government term and strategic long term objectives 
for lifelong guidance practice and policy development. 

The strategy is available in Finnish, Swedish (https://lnkd.in/dzJUCBkx) and English languages. 

The English version of the strategy is available at: https://lnkd.in/dEuMTkZW
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Lifelong Career Guidance Centres (CISOK), Croatia

CISOK Centres 

offer Croatian 

citizens a one-

stop-shop 

for career 

guidance. 

Thirteen LLCG Centres have been established since 2013. As part of the national Youth 
Guarantee implementation plan, CISOK Centres are a central point for identifying, tracking 
and activating NEETs. Between 2013 and 2018, 253 836 users accessed services at 
the Centres. The Centres use a partnership-based model and they work with relevant 
stakeholders to deliver services. Each CISOK Centre tailors its services to local needs. 
In practice, this means that while there is a standard model with common goals and 
methods, their delivery and target groups vary and it can be challenging to monitor the 
standard of delivery.

The organisations involved: Croatian Employment Service in cooperation with NGOs, 
youth organisations, local bodies/municipalities, schools, universities and employer 
organisations. 

Target Groups: All Croatian citizens, including: Children at school; Students; Employed; 
Unemployed people The main focus is towards young people, especially inactive NEETs, 
i.e., those who are not registered at the Croatian PES. The first CISOK Centre was 
established in July 2013. So far, 13 centres have been established and there are plans 
to set up centres in all regions in Croatia by 2021. CISOK Centres use a client-oriented 
approach to provide individual and tailored services to users based on their individual 
needs. These include: Self-help web-based services: self-assessment tools, information 
on careers, job vacancies, education opportunities and other labour market information; 
Group activities: these include group counselling designed to improve career management 
skills and other competences required to integrate into the labour market; Individual case-
managed services: this includes career counselling and it is suited to those who need more 
help in making decisions about their careers.

The first eight CISOKs were established and financed through the project “Improving 
Lifelong Career Guidance and ICT support” implemented within IPA (Instrument for Pre-
accession Assistance) Component IV “Human Resource Development”. Since the project 
completion, CISOK is financed from the national budget (regular financial fund of the CES). 
Products: 13 Lifelong Career Guidance Centres; Web portal: https://www.cisok.hr/  (in 
Croatian); Training materials for staff; and Guidance and training materials for different 
user groups.

Career guidance services are delivered using a new ‘one-stop-shop’ approach to new 
clients which are not covered by services offered by different institutions. In addition, 
CISOK Centres have helped to raise public awareness about the importance of career 
guidance. The services delivered are of high quality, with 97% of users “satisfied” or 
“very satisfied” with the delivery of services. In addition, the established CISOK Centres 
and related agreements have led to enhanced cooperation and coordination between 
employment, education and social inclusion related organisations.

An E-Guidance portal follows the so-called ‘Career Compas’, a tool which enables search 
by target groups. For each target group, the most relevant information is provided. For 
pupils, there is information on high schools and colleges in order to facilitate their choice 
between different career paths, and other information that can be of assistance, such 
as accommodation in pupils’ dorms or high school jobs. Students can find information 
on scholarships in Croatia and abroad, advice for further steps after completion of 
their studies, student jobs or volunteering possibilities. Content for unemployed and 
employed persons looking for a career change includes information on available job 
openings in Croatia and employment possibilities in other EU countries. The portal also 
offers information on self-employment and advice for increasing employability and 
competitiveness in the labour market. Furthermore, e-Guidance offers information on 
more than 250 occupations. Every occupation profile contains a job description, required 
education and competences for successful performance, employment possibilities and 
other relevant information.
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Below	is	an	example	of	a	‘not-for	profit’	state	wide	careers	service	responding	to	the	
distinctive needs in regional areas.

The Australian Centre for Career Education (ACCE), 
Jobs Victoria

The ACCE is a not-for-profit 

state wide careers service based 

in community for Jobs Victoria. 

It’s a new service and part of a 

$619 million investment by Jobs 

Victoria44 to support Victorians to 

work.

The government has extended 

its suite of employment services 

and connected a range of services 

including professional career 

guidance, employment services 

and community mentors who 

are connected to a wide range 

of community and not for profit 

service providers. Jobs Victoria 

locates these services under a 

centrally coordinated department 

that follows the career journey 

of the client through its suite of 

services. Services are developed to 

be complementary and not overlap 

in their offering.

Participants may use one or multiples services depending on their 
needs. Participants can also return again for service support at a 
later time dependent on their needs.

ACCE became involved because the concept resonated with its 
social inclusion mission and vision for universal access and equity 
to professional career services. ACCE launched the first service 
offering in August 2021, starting the project with 7 in the team and 
quickly recruiting further 20 staff.  The aim is to have circa 50 staff 
(36 career counsellors and 5 team leaders) once it is fully staffed. 
Once staff are in place the modelling suggestions approx. 20,000 
unique participants could be seen each year. It has a purpose of 
the advancement of education for the public benefit, particularly in 
relation to career development. 

It has delivered its career counselling services and work readiness 
vocational assessments to local communities through projects with 
the City of Hume, City of Moonee Valley, and the City of Greater 
Dandenong as part of state funded Community Revitalisation 
Projects. Jobs Victoria’s $10.8 million Community Revitalisation 
Program offers new pathways to employment for those facing 
entrenched barriers to meaningful and ongoing work. Community 
revitalisation involves the community as active participants 
in delivering solutions. The following community revitalisation 
initiatives are currently underway in the The City of Hume and the 
City of Greater Dandenong.

ACCE’s main purpose is the advancement of career education 
and guidance for the public benefit. It is a member of the Council 
of Professional Teaching Associations of Victoria (CPTAV) and 
a founding member association of the national peak industry 
body, The Career Industry Council of Australia. Formerly CEAV 
Inc incorporated in 1975 and was established by the Victorian 
Department of Education to be a career subject association and to 
train teachers to provide career education and support to students 
in Victorian secondary schools. It has a proud 45-year history of 
service to schools and the community. 

It provides services through the Hume City Careers Hub and 
Dandenong City Centre Hubs as part of Community Revitalisation 
Projects. Jobs Victoria’s $10.8 million Community Revitalisation 
Program offers new pathways to employment for those facing 
entrenched barriers to meaningful and ongoing work. Community 
revitalisation involves the community as active participants 
in delivering solutions. The following community revitalisation 
initiatives are currently underway in the Hume City Careers Hub: 
Employment Readiness and Careers Counselling is an intensive 
person-centred approach using the Employment Readiness Scale, 
targeted career development strategies and professional careers 
guidance to assess levels of work readiness and employability.  
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Passport to Work aims to increase the level of productivity and emotional resilience of local job seekers over a 
three-to-four-month period so that they are ready to move into meaningful, ongoing work. Stepping Stones to 
Economic Inclusion is a staged program of activities to develop small business and self-employment capabilities 
for recently arrived migrant and refugee women. The program is tailored and aims to build on each participant’s 
strengths and experiences. Participants are offered a suite of culturally tailored workshops, mentoring and 
holistic support to develop business capability and improve financial security and social connectedness. ACCE’s 
contribution has been to support the community and other programs with career counselling and work readiness 
assessments, and through the ERS report on changes in participant work readiness through ongoing ERS retakes 
following a baseline assessment.

The Revitalising Central Dandenong (RCD) initiative is supported by a $290 million commitment from the Victorian 
Government to transform central Dandenong into a vibrant and thriving economic hub. Dandenong was once the 
social and economic centre of Melbourne’s south-east. However, during the 1990s and early 2000s, competition 
from neighbouring areas resulted in reduced investment in retail, entertainment, and amenity infrastructure. 
Development Victoria is working in partnership with the City of Greater Dandenong, state government agencies, 
and the private sector to achieve the goals of the RCD initiative, encouraging new development and job-creating 
economic activity. 

The project is expected to attract more than $1 billion in private sector investment, create 5,000 jobs, and 
enhance Dandenong’s appeal as a place to live, work and visit. Around $700 million has been invested to date 
to rejuvenate and re-establish Dandenong’s city centre as the capital of Melbourne’s growing south east region. 
Melbourne-based developer Capital Alliance has been selected for the next phase of the project that is expected 
to: deliver a new Little India precinct; inject $600 million into the Dandenong economy during its development 
and construction phase; create 2,600 construction jobs; create around 5,000 ongoing jobs when it is operational; 
deliver 470 new dwellings and 2,500 square metres of community space deliver new commercial and retail 
spaces, including a new supermarket and food market hall; transform central Dandenong into a vibrant and 
thriving destination; deliver social enterprise initiatives; and improve public safety and amenity. These two 
examples are significantly disadvantaged communities and ACCE have been working in both programmes for the 
past two years.  The service provided has formed the basis of the new Jobs Victoria Careers Service.  



27
Provision of career information, advice & guidance to 
students in education

7.4 In this section, we set out some examples of the evidence-base in the provision of career information, 
advice and guidance. There are numerous reports in the UK and further afield which demonstrate the 
critical importance of careers support for young people in schools, colleges and in other local community 
settings. A recent OECD study on ‘Career Readiness’ (Mann et al, 2021)46 highlights:

 1.  Substantial new longitudinal evidence is now available about the characteristics of more effective 
career guidance.  New evidence confirms 11 indicators of greater teenage career readiness, 
underlining the strategic role of guidance in addressing risks of youth unemployment and providing 
new questions to ask of current guidance provision.

 2.  PISA 2018 shows however, that in most countries too few students are showing signs of meeting 
the indicators and cannot be considered to be ‘career ready’.  

 3.  Career guidance should begin well before age 15 because effective guidance is as much about 
personal reflection as it is about access to information and experiences.

 4.  Through lower and upper secondary education, students should extensively explore their 
occupational interests with guidance activities enriched by regular encounters with people from 
the world of work. 

 5.  Students should also gain first-hand experience of the world of work during secondary education.  

 6.  Students should be encouraged and enabled to think critically about their futures in work through 
their time in secondary schooling.  

“The need for career guidance is further accentuated by growing evidence that teenage 
expectations of work are very often narrow, confused and highly shaped by social 

background.” (op.cit)  

7.5 The OECD PISA study gathers data from representative samples of hundreds of thousands of 15-year-
old students in scores of countries and economic regions ever three years. Analysis of PISA data show 
that across the OECD:

 • Half of boys and girls with an occupational expectation anticipate working in one of ten popular 
occupations in their countries by age 30 (outside of the OECD, this proportion is often greater than 70%) 
(Mann et al. 2020)47 .   

 • One in five students who plan on working in a profession typically requiring tertiary education do 
not plan on achieving such a level of education (a proportion rising to 35% among the most socially 
disadvantaged quartile and 38% among the lowest performers on the PISA academic assessments) 
(Mann et al. 2020)48 

 • Career ambitions are significantly shaped by gender, migrant background and socio-economic status 
(Musset 2018)49.
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Confirmed	international	indicators	of	teenage	career	readiness	(Mann	et	al,	2021)

Exploring the future Experiencing the future Thinking about the future

Engaging with people in work through 
career talks or job fairs

Part-time working Career certainty

Workplace visits or job shadowing Volunteering Career ambition

Application and interview skills 
development activities

Career alignment

Career conversations – inc. with teachers Instrumental motivation towards 
school

Occupationally-focused short programmes

7.6 In England, an Education Endowment Foundation commissioned literature review identified 73 relevant 
studies on career guidance and classified benefits across three areas: education, economic and social, 
with specific benefits identified in academic attainment, wage premiums, labour market status, self-
efficacy, and decision-making skills (Hughes et al, 201650). Meta-analyses of comparison group trials 
with pre/post questionnaires reveal a statistically significant relationship between engaging in career 
guidance sessions and progress on a diverse range of measures, particularly for career decision making 
self-efficacy, career maturity and career decidedness (Whiston et al, 201751; Oliver and Spokane, 198852; 
Brown and Ryan Krane, 200053). The latest meta-analysis describes a 95% confidence interval on these 
and related indicators of 0.25 to 0.44 standard deviations (Whiston et al, 2017). 

7.7 Improved performance on such measures is theorised to make a positive difference in the lives of young 
people by providing them new and useful information which will help them to better navigate school 
to work transitions, avoiding falling out of programmes of education and training, and securing more 
attractive employment than would be the case without the intervention. In this case, in periods of high 
unemployment and economic turbulence, the value of guidance may be assumed to be greater as the 
risks of poor decision making and poor labour market outcomes become greater. Longitudinal datasets 
also identify statistically significant relationships between the three long-term outcomes costed above 
and key factors related to pathway decision making and prior career guidance. 

Visit: https://www.educationandemployers.org/research/careers-education-international-literature-review/ 
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FutureTrack (UK)

The Higher Education drop-out 

rate for non-mature students is low 

in the UK at around 6.5%, but the 

seven-year FutureTrack dataset 

of all UK university entrants 

in 2005/6 reveals that career 

guidance can reduce it yet further 

(McCulloch, 2014)54.

Using a logistic regression model with a wide range of control 
variables, McCulloch identifies a statistically significant ~40% 
reduction in the odds of drop-out for students who had a high level 
of satisfaction with their prior career guidance as opposed to a low 
level, and a ~3% reduction in odds for each extra source of advice 
and guidance drawn on in their decision making. 

British Cohort Study
The government supported British 

Cohort Study, following a large 

cohort of young people born in 

1970, is particularly valuable as 

it allows us to trace home life and 

educational experiences from 

birth to age 16 through to later 

life outcomes, including NEET 

outcomes prior to the age of 19 and 

wage outcomes aged 34. 

Studies on this dataset have revealed that young people with 
high career ambitions but low educational ambitions (“misaligned 
young people”) are 2-3x more likely to be NEET (Yates et al, 201155; 
Schoon and Polek, 2011)56, with similar disadvantages for young 
people who were highly uncertain at the age of 16 about their 
future career pathways. Wage outcomes at age 34 have also been 
related to these factors: identified as 11%-17% lower for young men 
and women who were either misaligned or uncertain about their 
job choices at age 16 (Sabates et al, 2011)57. Recently, the evidence 
has been collated and modelled financially by Percy (2020) for The 
Careers & Enterprise Company to identify a return on investment 
of over 4x for each pound invested in career guidance aimed at 
secondary school students - 

https://www.thecdi.net/write/partial_roi_estimation_for_
personal_guidance_-_chris_percy_2020_vpublic.pdf 

7.8 Building on the above-mentioned foundational evidence, we identified other differing types of ‘Career 
Hubs’ that seek to serve young people and adults in local communities. We set out some contrasting 
examples of careers support arrangements that potentially align well with core elements of the Qdos 
Career Hubs planned programme of activity. The first example appears to align well with the aims of the 
Qdos Career Hubs, particularly in relation to young people exposure to and experience of the world of 
work, though to date much of the services provided in New Brunswick are delivered online. The second 
example from Finland has a particularly strong focus on making work experience more accessible to 
young people in schools. The third example, whilst led mainly by a Government Department in Turkey, is a 
powerful reminder of the need for the design of inclusive careers provision that responds to the needs of 
young people with special educational needs and/or disability (SEND). Further afield in San Antonio we 
found a good example of how a philanthropist and partners took the ‘seed of an idea’ and created free 
employment counselling and assistance.
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Future New Brunswick, Canada

New Brunswick’s Centres of Excellence for Education: 

Enhancing Equitable Career Awareness through 

Virtual and Experiential Learning. 

The Department of Education and Early 
Childhood Development has launched 
the Centres of Excellence initiative to help 
combat the equitable career awareness 
challenge. Focusing on Centres for 
Energy, Health, Entrepreneurship, and 
the Digital Economy. This initiative seeks 
to ensure that youth across the province 
are connected to virtual and experiential 
learning opportunities that foster career-
awareness and promote readiness for 
post-secondary and career opportunities - 
https://futurenewbrunswick.ca/eecd/ 

In the Canadian province of New 
Brunswick, the provincial government 
works with employers to help primary and 
secondary school students to understand, 
and prepare for, employment opportunities 
in areas of strategic economic importance. 
In what is a largely rural province, the 
strategy is driven by a desire to encourage 
and enable students to stay in the province 
after graduation and to address skills 
shortages. The approach is co-financed 
by employers in the province. Under the 
umbrella of Future New Brunswick, the 
education department in the province has 
created four Centres of Excellence https://
centresofexcellencenb.ca/ - focused on 
priority economic areas identified by the 
province: health, energy, digital learning 
and entrepreneurship. 

Each centre is designed to bring together key partners from government, community, employment and education 
to oversee activity. Centres will engage larger employers, industry and professional associations, including 
chambers of commerce to help reflect the voices of smaller enterprises. The Centre acts as an intermediary to 
connect schools with the economic community. 
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Dedicated Centre staff present employers with a menu of virtual and experiential learning options for engaging with 
schools, with employers offering funding or in-kind support. Student opportunities relate to three primary areas. 
Career guidance in schools is enriched through greater access to employee volunteers who provide career talks 
(whether in person, online or through video recording) about their work. Schools also gain new access to workplace 
visits and mentoring opportunities. Secondly, employers are encouraged to support work-related learning, helping 
to bring learning to life by provision of real-world examples and the involvement of volunteer staff in classroom-
based subject learning. Within this approach, the Centres are designed to enhance teacher knowledge about current 
practice in these sectors and encourage them to better reflect career opportunities in the content they cover. 

Experiential learning is enabled through work placements and other virtual opportunities. In Canada, students in 
the final two years of upper secondary education have the option of enrolling in courses that reflect a vocational-
focus alongside their more traditional academic studies. These ‘cooperative education’ programmes (of up to 360 
hours duration) involve considerable work-based learning which gives students the opportunity to begin training and 
certification in an industry of interest within a learning environment that encourages reflective practice. Around 
one in ten of final year students take a cooperative education programme, earning credit for their high school 
diploma. The focus of cooperative education varies across the two years: 

Career Exploration 110 is an experiential course that offers a sequence of activities aimed at furthering the career 
skill development of youth in grades 11/12. Students explore personal characteristics, assess various career options, 
have the opportunity to engage in two unique work placements and learn about themselves and about the world of 
work. 

Cooperative Education 120 is an experiential course that offers youth in grades 11/12 the opportunity to engage 
in a work placement in a chosen area of career interest. A detailed workplace skills learning plan is developed 
to support a focused learning experience in the workplace Mentorship Virtual Coop 120 is a highly personalized 
course that provides equitable access to experts by virtually connecting motivated, career aspirational students 
to subject specific mentors. The course provides students an in-depth, self-guided framework to fully explore their 
career path. Student and mentor meet weekly and the mentor provides real-world perspective and guidance on 
their role. Meetings are guided by the student and are scheduled on the availability of the mentor. 

Enhanced Coops combine regular coop placements with additional training and certification in areas like health 
care and early childhood education. Students complete a more reflective study of a particular area with additional 
coursework and support from skilled instructors in the field. Students earn industry recognised credentials to 
further enhance the value of their learning. 

The Centres of Excellence work with District Experiential Learning Co-ordinators, placed in the four Anglophone 
school districts, to make it easier for schools to source high quality placements for ‘coop’ students interested in 
the four priority economic areas. It is the ambition of the province that Centres will ultimately be fully financed by 
employers. 

The programme addresses the concerns of employers in securing their talent pipeline while providing enriching 
learning opportunities for students exploring various pathways and interests. This partnership assists students 
in understanding the employment opportunities available in the province, and the need for pathways to enable 
smooth transitions into them. 

The Centres amplify labour market needs, helping students gain a better understanding of, and higher quality 
pathways into, strategically important areas of long-term anticipated job demand. The Centres of Excellence are 
currently working in partnership with New Brunswick University on a range of impact assessment and outcome 
measures.



32
Finland: work experience for school students

In Finland, there are strong local/

regional structures that guide the 

development of career guidance in 

localities. Each region has a lifelong 

guidance forum which oversee and 

inform guidance provision within 

the region. 

Career education is a compulsory 

element in the curriculum, 

comprising 76 hours of scheduled 

activities in students’ timetables 

during classes 7-9.

 

In addition, there is an entitlement for individual guidance and 
group counselling, and practical work-experience periods (TET) in 
companies. In grades 1-6, guidance is embedded in the work of the 
classroom teachers. 

The TET period in schools is supported by a platform which is used 
as a joint working space to enhance and manage cooperation 
between schools and work places. The National Agency for 
Education draws the core curriculum which sets key learning 
objectives for learning within comprehensive education, including 
career education. The local institutions are required to have an 
institutional curriculum, which includes a description of co-operation 
with the local labour market and business community. Classroom 
visits by labour market representatives, visits to workplaces, project 
work, the use of different sectors’ information materials and TET 
periods are central parts of this co-operation. The instruction in the 
different subjects is to include modules that connect the knowledge 
and skills provided by the subject to the demands and possibilities 
of working life. The emphasis is on the promotion of lifelong career 
management skills, not only on the choice of next school level.

According to the core curricula, the objective is to help the student 
to understand the importance of work for one’s own life and society 
and to understand the link of different subjects with future studies 
and for the skills and competences needed in the working life. The 
local environment and workplaces are crucial contexts for learning 
in addition to school and online environments. During grades 7-9 the 
school is required to organise practical introduction-to-working life 
periods (TET) in order to create a basis for educational and career 
choices and to increase labour market awareness. In most schools, 
the TET-period consists of two weeks outside the school, one 
week on grade 8 and one week on grade 9. During the TET period, 
students are practicing those skills needed in the workplace in a real 
working environment. TET is implemented in cooperation with the 
other school subjects utilizing their content and working methods. 

Welcome to the TET market - the meeting place for getting to 
know working life

TET market 

TET, ie getting to know working life, is one of the most common forms of co-operation between 
a company and a school and a key part of the working life knowledge shared by primary school. 
The aim of the TET course is to improve the student’s knowledge and appreciation of working 
life during the TET period, young people get to see, hear and experience in practice what it is 
like to work in different professions and different work environments. Personal work experience 
can also support a student’s application for postgraduate studies and related choices.

The TET market helps to find and present a place to get to know working life. Tori brings 
together already three thousand companies and jobs, divided by field of study. The website 
provides practical instructions for getting to know working life, ie how to contact them and 
what to look for in different workplaces, for example when it comes to dressing.

Employer - Provide 
a place for young 
people to learn 
about working life

Register with the 
TET market or 
change your job 
information with 
this form
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TET-tori (https://peda.net/tet ) is created as a tool for guidance counsellors as well as for students and parents so 
that it would be easier, more versatile and more efficient to find TET placements. At the same time, the tool also 
helps companies and workplaces to easily create contacts with pupils and bring working life closer to school. The 
tool is structured according to geographic regions and serves as an information and communication channel. In 
sum, TET-tori is an online tool that aims to facilitate the role of all people involved in the TET periods of the Finnish 
education system. 

The tools support education guidance provision in two ways, and namely: 

 • It supports the implementation of the TET which is a key element of the last 2 years of compulsory 
education. 

 • It offers a broad range of information on the students’ future education options as well as information 
on professions along with their skills and training requirements, thus, offering a more integrated 
education and career guidance information.

In Finnish schools, career management skills are explicitly included as part of the transversal learning outcomes 
in the national core curricula. Schools are mandated to deliver careers, including 76 hours of compulsory careers 
education whilst young people are in grades 7-9 (the higher grades in comprehensive school/middle school) and 
in upper secondary (from age 16-19). 

In addition to the 76 hours allocated for career education, all other subjects have to include content that link 
the subjects to career management skills and to the labour market. Schools are expected to have a careers 
professional for every 250 students. Comprehensive schools will also provide a compulsory two-week work 
experience placement, typically with one week in grade 8 and one week in grade 9. More intensive career support 
is also provided for young people in grades 8 and 9 who are at risk of unsuccessful transitions at the end of 
comprehensive school. Schools are expected to screen these potential needs as part of their mainstream delivery.   

There is also a compulsory requirement for careers education to be included in all vocational qualifications. In this 
context career education is allocated one ECVET point147 which gives it a formal place within the curriculum. 

Ministry of National Education (MoNE), Turkey

The Ministry of National Education 

(MoNE) funds guidance and 

research centres in each province. 

MoNE guidance and research 

centres in cities coordinate access 

to guidance services. One of the 

main target groups are children 

and parents of children with 

special needs.

Guidance services offer specialist diagnostics for students with 
special needs, deliver individual and group services in schools 
that do not have a guidance practitioner and offer a more 
general resource than guidance services within schools. These 
centres also provide career orientation in their guidance and 
counselling departments. Legislation on Special Education and 
Guidance Services in MoNE, relating to ethical considerations of 
counselling services, was implemented in August 2020. Ethical 
considerations and standards for counsellors, teachers and school 
administrators have been developed to ensure the standardisation 
of interventions. The new legislation on guidance and counselling 
services specifies interventions on socio-emotional, academic 
and career development areas provided by K-12 and including 
lifelong learning institutions. All the services are provided jointly 
by guidance practitioners, class guidance teachers, teachers and 
administrators in the educational setting
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“Our vision for our community is to enable economic 
mobility that allows everyone to have the opportunity 
to work and a dignified quality of life. For employees 
at Goodwill, that specifically means moving out 
of poverty into self-sufficiency which depends on 
advancing into jobs that provide salaries above the 
poverty rate ($12.07 for a family of 4) and above the 
living wage ($15.67). For some of our team members, 
this requires a long journey that may start and 
finish at Goodwill or go beyond Goodwill. We seek to 
support them through either path.”

Find a Job: Helping people find immediate employment through 
job readiness coaching and job placement assistance. For those 
who have a disability, lack education, previous incarceration, 
unstable housing, or face other barriers the Centers provide 
individualised career plans and job placement assistance. 
Employment, particularly for individuals with barriers, is essential 
for economic stability, health care, and empowerment of self-
worth. By providing employment opportunities for people facing 
barriers, Goodwill helps strengthen the overall health of our 
community.

Find a Better Job: Preparing people for upward mobility through 
skills training. The Centres provide upskilling training designed 
to build 21st century skills to prepare people for advancement 
into better jobs - full-time jobs, jobs with benefits, jobs with living 
wages and above.  Jobs that work for the people who work in 
them.   

A Career Path: Empowering people to advance into high demand 
career paths through industry-recognized vocational skills 
certification training. 

Visit: -  https://www.goodwillsa.org/ 

Goodwill San Antonio, USA

In Texas, this independent non-

profit organisation provides free 

employment counselling and 

assistance through their ‘Good 

Careers Centers’, located in the 

San Antonio area. Goodwill San 

Antonio was founded in 1945 on 

the South Side of San Antonio. 

With a passion to help those less 

fortunate and an initial investment 

of only $5,000, Bill Sinkin and 4 

local business leaders established 

Goodwill San Antonio. Through a 

mission of “Helping Change Lives 

Through the Power of Work”, the 

organisation not only focuses on 

addressing the immediate need for 

employment, they also help people 

in the local community develop a 

career path to achieve financial 

independence.

7.8 There are growing international concerns about students’ (and adults’) mental health and well-being. 
Mental health has captured the public’s attention as an important issue and goal. The career guidance 
sector has started to make the case that career development interventions can support mental health 
and well-being (Robertson 2019)58.  A small-scale pilot programme on ‘Career Guidance and Wellbeing’ 
is currently being tested in Wales in partnership with the Canadian Career Development Foundation. 
There are plans for a practitioner toolkit in early 2022 which may be of value to the Qdos Career Hubs. 
Redekopp & Huston are also involved in the study and they have jointly produced ‘Strengthening Mental 
Health Through Career Development: Practitioners Guide’ (2020) - https://campusmentalhealth.ca/
wp-content/uploads/2020/03/Strengthening-Mental-Health-Through-Effective-Career-Development-
ePDF.pdf 
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Support for career talks and employer interactions           
with children and young people
7.9 The character of aspirations is strongly rooted in a child or young person’s sense of what is ‘reasonable’ 

and ‘natural’ for ‘people like me’ to pursue (Chambers et al., 2018)59. Children enter schools with 
assumptions emerging out of their own day-to-day experiences. These are routinely shaped by ideas 
surrounding gender, ethnicity and social class, as well as role models (Archer et al., 201260; Gottfredson 
200261; Lui et al., 201562). 

• Identity
 Skorikov & Vondracek (201163) highlight childhood experiences are foundational in the construction of 

identity, observations of attitudes towards work within families, cultural stereotypes, and influence 
of the media may influence children’s meaning of work and, in turn their long-term occupational 
identities. 

• Gender
 Many children often do not know enough about the world of work to have realistic ideas of what 

jobs exist, but they have absorbed enough to believe there is ‘men’s work’ and ‘women’s work’. For 
example, Chambers et al (2018) invited over 20,000 children aged 7 to 11 years old from the UK 
and internationally to draw and describe what they wanted to be when they grew up. Their free text 
descriptions were coded into one of 69 possible occupations. The results show by the age of seven it 
was clear that the jobs chosen reflected standard gendered ideas. Four times as many boys wanted 
to become engineers, as did girls. Twice as many boys as girls saw science as their chosen future, 
while girls were four times more likely than boys to want to be vets, and more than twice as likely to 
want to be doctors (p. 21). According to Gottfredson (2002) the ‘orientation of sex roles’ occurs at 
the age of 6-8. At this age, she argues, children grasp the concept of a set of behaviours belonging 
to each sex and begin seeing jobs and future pathways as intrinsically gendered. By the age of age 
9-13, this is where children begin to see their social value based on perceptions of social class and 
intelligence. Fundamentally, children have started to become more aware of potential constraints on 
their occupational choice.

• Schools and neighbourhood
 Influence children’s early attitudes and assumptions about the world of work. There are calls for 

greater efforts to broaden learners’ science, technology, engineering and mathematics (STEM) 
aspirations to begin in primary schools (Archer & DeWitt, 201764). It is argued that there is a need 
to draw more readily on role models from local work places to challenge the stereotypical image of 
science careers as being ‘only for the brainy’ and for a limited cross section of society. Through CRL 
schools can challenge the assumptions developed by children, allowing them to draw richer, more 
informed connections between education and ultimate economic and wider success in adult life 
(Knight, 2015, p.7665). As Kelly (2004)66 has shown even very highly performing primary school pupils 
often struggle to see the meaning of academic learning, such as in Mathematics, to the real world.
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Starting early 
7.10 Career-related learning (CRL) is a process that starts early in childhood. This encompasses early 

childhood activities in primary schools designed to give children from an early age a wide range 
of experiences of and exposure to education, transitions and the world of work (CeC 2019)67. An 
international literature on career-related learning commissioned by TeachFirst, led by Education 
Employers Charity (Kashefpakdel et al, 2019)68 provides examples of practical ways of delivery and 
approaches to impact assessment. The evidence for earlier intervention in primary schools has also been 
building recently, with new evidence published as part of Careers & Enterprise Company pilots (Percy et 
al, 2021)69.

7.11 A collation by Education and Employers Charity (Percy & Amegah, 2021)70. The evidence spans a 
range of countries, methodologies, and outcomes. For instance, a randomised control trial of primary 
age enterprise education in the Netherlands showed gains in areas like self-efficacy, persistence, and 
creativity. An analysis of around 5,000 9-10 year olds in the UK comparing intervention schools against 
control group schools showed benefits in areas like career aspirations, attendance, and attainment, 
particularly for disadvantaged pupils. A series of US studies relate improved career-related learning and 
counselling with higher grades in standardised tests, with example increases of c. 6%pts in proficiency 
rates in English and Maths compared to similar schools that did not implement the programme. A survey 
of almost 10,000 primary children showed that the more career-related learning pupils had done - and 
the more jobs they had heard about - the more likely they were to have a job they were interested in for 
the future and the more positive they felt about school subjects. In the UK, regional approaches have 
emerged drawing on best practice models and responses to sector growth specific needs e.g., North-East 
Ambition (2021)71, Our Future Derby (2020; 2021)72.

Employer interactions in post-primary schooling
7.12 Employer support has been the subject of a separate dedicated literature review for the Education 

Endowment Foundation (Mann et al, 2018)73 and a unique analysis coordinated by the OECD of 
longitudinal studies across multiple countries (Covacevich et al, 202174).  Mann and Percy (2014)75 
identified 42 individual studies, mostly U.S. or U.K. studies focusing overwhelmingly on secondary 
education. They included 75 distinct assessments of episodes of employer engagement in education 
related to career events, work-related learning, mentoring, work experience, enterprise activities, job 
shadowing, reading partners, recruitment skills, recruitment assistance, and workplace visits. Of these, 35 
were found to provide evidence of largely positive outcomes for young people, 40 were found to provide 
evidence of mixed outcomes, and none offered evidence of largely negative outcomes. One example 
analysis, drawing on a large scale British longitudinal dataset analysis by Kashefpakdel and Percy 
(2017)76, found that career talks with external speakers were related to wage outcomes for those in full-
time employment at age 26 years, while controlling for academic attainment, socioeconomic background, 
demographics, and the home learning environment, translating into an average 8% wage premium per 10 
such talks aged 14-15. 

 The OECD argues:

“A focus for schools should be on authenticity within encounters… that students feel that 
they can believe the information that they are receiving.  Job fairs should be managed 
closely to ensure that students engage with a range of people in work.  One particularly 
effective approach is the use of career carousels, inviting people in work into school to talk 
with students individually or in small groups about their jobs, rotating around tables and 
encouraging discussion rather than having students passively addressed.” Mann et al., 
(2018). 

7.13 A model for employer engagement in guidance.  The WE3 continuum was developed by Australian 
analyst Dave Turner and implemented by some New Zealand schools and provides a model for how 
engagement with employers can effectively develop through education. 
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Source: https://www.oecd.org/education/career-readiness/New%20Zealand%20WE3%20for%20Web.pdf 

7.14 Many countries are currently examining ways of delivering career guidance and employer encounters 
to students. This case study on the next page (extract from Mann et al, 2020)77 provides insight to an 
effective school-work group method adopted in Finland.

Work Exposure Activities that 
present ideas, information and 
concepts about the world of 
work and career development.

Work Exploration Activities in 
which young people actively 
explore and investigate the 
world of work.

Work Experience Activities 
that offer young people 
close and more sustained 
opportunities for observation 
and participation in one or 
more workplaces.

Largely aimed at young people 
aged 10 to 14. 

Largely aimed at young people 
aged 13 to 16.

Largely aimed at young people 
aged 16 to 18.

Typical activities include:

• discussions of parental 
occupations

• career talks from people in 
work about the jobs they do 
and the value they find in 
them 

• discussions of the gendered 
character of work workplace 
visits 

• integration of workplace 
examples within related 
curricula

Typical activities include:

• career talks from people in 
work about the jobs they do 
and how to access them 

• student research into specific 
occupations, access to 
them and their likely future 
characteristics 

• development of CV writing 
and interview skills with 
employee volunteers 

• job shadowing discussions 
(career conversations) 
with people in work about 
the future development of 
occupations 

Typical activities include:

• community and workplace 
based work placements, 
undertaking supervised work 
for one week work shadowing 
focused around specific 
research questions 

• student enterprises supported 
by employee volunteer 
coaches student 

• work-related projects 
addressing local community 
challenges with volunteer 
coaches 

• employer forum organised 
by students to bring together 
students and employers to 
discuss expectations and 
opportunities
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 Finland: School-to-Work Group Method 

Enabling structured critical 

exploration of labour market entry 

through employer engagement 

to enhance transitions into work 

and psychological well-being. The 

School-to-Work Group Method was 

introduced to Finnish vocational 

upper secondary schools in 2002. 

In the context of high youth 

unemployment, the programme 

was an adaptation of the US 

Michigan Prevention Research 

Center JOBS Search Program 

which had been demonstrated, 

through a series of randomised 

control trials to reduce 

worklessness and enhance 

psychological well-being among 

unemployed adults (Vuori, 2015)78. 

In the Finnish context, the programme was designed to prepare 
young people to first find and then stay in attractive employment. 
Designed as a twenty-hour programme delivered over five days 
of four-hour sessions in the final year of secondary education, 
the course is jointly taught by a vocational school teacher and a 
representative of the local public employment service (PES). Working 
to a standardised curriculum, young people are encouraged to 
reflect on their own experiences of work and desires for employment 
through individual research, collaborative working with student 
peers and practical exercises related to the process of finding 
employment and socialisation into a new organisation. 

The relevance of the programme is made clear through the 
involvement of the employment and engagements with local 
employers who are interviewed by students. Students are taught 
how to make use of social networks to secure information about 
employment, how to approach employers directly, how the complete 
job applications and resumés, present themselves at interview, 
identify marketable skills and to understand and respond to 
expectations of workplace social behaviour. They are taught to ‘think 
like an employer’ and to reflect on the challenges and barriers which 
they can expect to encounter in their search for attractive work 
(Koivisto, 2010[230]). Overall, the programme seeks to develop job 
search self-efficacy in young people: their degree of confidence in 
their ability to perform essential job-search activities well, such as 
securing job leads and successful interviewing (Vuori, 2015). 

A randomised control trial followed 334 students from the final year 
of secondary education into their first year of employment. Divided 
into an intervention and control group, students in the former group 
took part in the full School-to-Work Group Method while their 
control group peers only received narrow advice on applying for 
a job. Results showed significant benefits accruing to participants 
on the Group Method programme. Ten months after leaving 
secondary school, compared to peers in control groups, programme 
participants were much more likely to be in employment and in a job 
that was linked to their educational qualifications and aligned with 
their career ambitions (Koivisto, 200779; 201580). 

An important element of the programme is designed to help 
young people develop capacity to deal with obstacles and barriers 
encountered in the labour market and so maintain good mental 
health. Participants are helped to identify possible setbacks and 
generate solutions to barriers through problem-solving techniques. 
The programme is explicitly designed to help inoculate young people 
against setbacks and the longitudinal study finds that young people 
at greatest risk of mental health problems while still in school 
fared better psychologically than control-group peers in finding 
and adapting to employment (Koivisto, 2007). After its launch in 
the early 2000s, the programme was delivered extensively across 
Finland until the mid-2010s when it became subsumed within wider 
educational and career guidance reforms aimed at enhancing the 
preparedness of young Finns for employment and higher education.
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Helping secondary students to meet and engage with 
potential employers in the skilled trades and service 
industry, New Zealand. 

In New Zealand, many schools 
operate SpeedMeets where 

students aged 16-18 meet with 
employers in a carousel format, 

discussing opportunities for work 
placements, apprenticeships and 
ultimate employment.  If student 

and employer are happy to follow 
up, contact details are exchanged. 

In 2015, the Industry Training 
Federation (ITF) of New Zealand 

and several of its member 
Industry Training Organisations 

(ITOs) developed Trade 
SpeedMeet events, as part of an 

ITO-led promotional campaign to 
promote ‘earn and learn’ training 

and apprenticeships. 

These events give senior secondary school students (age 16-18) 
opportunities to meet with employers from the skilled trades and 
service industries who can help their transitions from school to 
work. The events are free to attend and students are encouraged 
to prepare a CV for the event. The way it works is simple. Every six 
minutes, a secondary school student meets with an employer for a 
mini-interview, in a style similar to ‘speed-dating’. Here, the students 
have an opportunity get to know potential employers, and ask 
important questions like, ‘where can this trade/industry take me?’, 
‘can I work while I’m studying?’, and ‘how much could I earn?’ 

SpeedMeet is designed to help students find work placements, 
apprenticeships and full-time employment in the skilled trades. A 
SpeedMeet event typically lasts one hour, over which a student can 
expect to meet ten different employers. At the end, students note 
whether or not they would like to meet with each employer again, 
and the employers do the same for the students. If there is a match, 
the event organizer shares with the employer the student’s contact 
details to arrange a follow-up meeting. New Zealand currently faces 
a shortage in the skilled trades, which has been intensified by border 
and migration restrictions as a response to the COVID-19 pandemic. 

SpeedMeet is part of a wider programme designed to help young people understand what the trades have to 
offer, expand their awareness of the range of career possibilities they can consider, and help them make the 
contacts that can help get them a job after school. In late 2019, after the New Zealand government implemented 
reforms to its vocational education sector, the Ministry of Education began collaborating with the ITF and ITOs, 
schools and employers to extend SpeedMeet events to additional regions across New Zealand. 

Despite the COVID-19 pandemic, the Ministry of Education has supported SpeedMeet events as part of their work 
to connect schools, communities, and employers to help raise the awareness of vocational education careers by 
showcasing trades and ‘earn while you learn’ pathways. The results of these events, which at the end of May 2021 
were attended by close to 45,000 students and nearly 3,000 employers, has shown that students substantially 
more likely to consider a vocational pathway. Additionally, 95% of students that attended an event felt “more 
prepared with the skills necessary to be successful in their further education and employment.” Extract from the 
OECD, 2021. Visit: https://skills.org.nz/blog/speedmeets-2021/ 
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Ireland: Career Guidance Review

In Ireland, an examination by 
Indecon81 of career guidance 

in the post-primary, higher 
education, and future 

education and training sectors 
included extensive stakeholder 
engagement, empirical survey 

evidence with learners and 
guidance counsellors, an 

examination of international best 
practice, a review of existing 

research and new econometric 
modelling of guidance 

counselling.

The survey received 1,818 responses from learners and 440 from 
guidance counsellors. The stakeholder engagement received 119 
submissions as well as a National Stakeholder Forum held in July 
2018. This research also included an analysis of ‘Growing Up in 
Ireland databases which features survey research of 6,216 young 
people aged between 17 and 18.

Within the 1998 Education Act, schools are expected to outline 
their whole school approach to ensuring students have access 
to appropriate education and career guidance and how they can 
be supported and assisted in making successful choices. 99% of 
schools have clear aims of their school guidance programme, 80% 
have an action plan and 82% have procedures for monitoring and 
evaluating their programme. The authors stress the importance 
of guidance counsellors in acting as a mediator and intermediary 
between what they describe as “the known and unknown”.  

This report finds that individuals from lower socioeconomic 
backgrounds on average received less advice from parents and 
family members on career choice than individuals from higher 
income backgrounds. Those with the least advice on careers 
may be in the greatest need of access to professional guidance 
counsellors. The authors conclude that there are significant gaps 
within Ireland’s career guidance system. 

Recommendations include the establishment of an Implementation 
Task Force to drive the proposed reforms, greater access to online 
tools and experienced guidance practitioners, investment in 
greater labour market intelligence and a new centralised, user-
friendly careers portal. 

Visit: https://assets.gov.ie/24951/
dffde726604b451aa6cc50239a375299.pdf

Free Semesters, South Korea
According to the 2020 Annual 
Report on Special Education in 
Korea, 182 special schools and 

11,661 special classes in regular 
schools reported having increased 
numbers in schools and classes by 

five and 556 compared to last year. 
The Career Education Act (2015), 

aims to foster the students’ power 
to pioneer ones’ life in response 

to the rapidly changing world 
of jobs. For disabled students, 
it is a fundamental life goal to 

have a suitable job and live an 
independent life as a society 

member.

According to Article 44 paragraph 3 of the Enforcement Decree 
of the Elementary and Secondary Education Act, the heads of 
middle schools and special schools that teach middle school 
courses are required to designate one or two free semesters. The 
free semester system is designed to provide students with career 
education through various field experience activities has been in 
full effect in regular middle schools since 2016, for special schools 
since 2018. All special schools that run middle school courses 
have free-semester (year) and a combination of free and regular 
semesters.

The special schools also operated about 2,700 career experience 
activities through the “Dream Path (Ggoom gil)” network to 
support more diverse career experience activities. It is a rich 
learning experience opportunity, especially for students with 
disabilities, because it helps them expand the idea of learning into 
the local community. Besides, the government is establishing an 
organization to strengthen teachers’ competence in charge of the 
special school’s free semester system.  

Visit: https://apcda.wildapricot.org/Korea/#Dec2020
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7.15 Blustein (2004)82 provides insight to studies on the complex nature of family relationships in the career 
development process. When considering the work of Schultheiss et al (2002) and Young and colleagues 
(e.g., Collin & Young, 2000; Young et al., 199783) applied within a “systems perspective” this can help 
better understand the notion of parents and families (Patton & McMahon, 1999). This American author 
indicates the need for a relational framework to help guide careers policies and practices. Chope 
(2002)84 highlights the complexities of describing “families” and offers some useful insights to actions 
of families who are not involved in career development and how to bring them into the conversation. 
Attempts by schools to engage parents in their children’s learning are unlikely to be successful if they 
represent a ‘bolt-on’ to mainstream activities. A parental engagement strategy, therefore, should be 
integrated into a whole school approach to parental engagement. And school-based family and parent 
support activities should have the improvement of children’s learning as a clear and consistent goal 
(Goodall et al. 2010)85 

Parents
7.16 Parents are key influencers in children and young people’s lives. According to Hargreaves (2000)86 “the 

new relationships that teachers are having to form with parents is one of the greatest challenges to 
their professionalism in the postmodern age.” Fewer than 10% of teachers have participated in CPD on 
parental engagement (Axford et al., 2019)87 and although providers of initial teacher training are warm 
to the idea of family school partnerships, in practice they state that a lack of space in their curriculum 
restricts the ability to provide new teachers with the knowledge and experience to feel confident88. 
Goodall (2019)89 argues “Even when teachers have the best of intentions, through their lack of true 
understanding of issues such as poverty, race and sexual orientation and subsequent deficit thinking, 
they can end up participating in practices that are counterproductive, or through making excuses they 
put limits on a child’s learning. This has implications for teachers’ continuous professional development 
and the Qdos Career Hubs could potentially perform an important role in teacher training and 
development activities (accredited and/or non-accredited).

Provision of subsidised travel for school students
7.17 The evidence base on subsidised travel to school provides an indication on the likely benefits of helping 

young people access Qdos careers hubs with subsidised transport, while highlighting the possible 
unintended consequences of such policies that need careful management. For example, free transport is 
one of the policy solutions suggested by a collection from UNESCO’s IIEP (2016)90, recommended in cases 
where some enrolled students fail to regularly attend and make an effort to learn. For instance, student 
absenteeism was shown to decrease by about 20% in the two years after a first-time busing program 
was introduced in a small school in Alabama (Smith, 2019)91.

7.18 Masi (2018)92 examines a policy reform that occurred in England in academic year 2007/2008, which 
provided free transport to low socio-economic status (SES) students to schools between 2 and 6 miles 
away from home only, but not to closer schools. She finds that the availability of transport significantly 
affects choices, with a decline in the probability of attending schools closer than 2 miles. However, 
students tend to attend lower quality schools as a result of the policy change, due to students willing to 
trade quality for savings in transport costs. This unintended consequence is a particular mechanism of 
school over-subscription and distance-based admission criteria, being a feature of the English school 
system rather than a major risk for the Qdos model.

7.19 Asahi (2014)93 quantifies the effects of better transport accessibility on student performance measured 
by mathematics test scores. A 27 km new subway line and the extension of an existing line in Santiago 
(Chile) in the mid-2000s reduced the distance between some schools and their nearest subway station. 
Increased proximity to the subway network was associated with substantially lower test scores, driven 
by an increase in the number of students in the schools beyond the capacity they could effectively 
handle. This points to the importance of projecting and managing demand, balancing service provision 
accordingly. Overcrowded facilities tend to see worse learning outcomes.
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Provision of career information, advice & guidance for adults
7.20 There is a large body of work that supports the role of career guidance and related activities helping 

adults find and return to work. The evidence does not suggest that any activity in this area will be 
impactful, with some having little to no positive impact and others having significant benefits. This 
suggests that implementation and attention to success factors, such as those enumerated in this section, 
is key to providing support to adults. Individual’s career-related behaviour occurs within the cultural 
contexts of their lives.94 Culture is not merely a variable to be controlled or used to artificially categorise 
people according to group membership. Instead, cultural influences must be understood through the 
meanings constructed across situational and relational contexts –significant evidence that categorisation 
tools should be sensitive to cultural, situational and relational contexts in the effective design of 
information, advice and guidance services. Screening, diagnosis and assessment needs to be an integral 
part of a wider offer – ideally, underpinned by shared data and/or common case-management systems.

7.21 Bimrose et al (2007)95 conducted an in-depth review of skills identified 29 studies with robust tools 
developed for measuring skills. They also reviewed the evidence relating to the use and effectiveness of 
such tools. The search results revealed a proliferation of skills appraisal instruments and they indicate 
“there has been limited practice in the assessment of adult skills for employability, with no one suitable 
‘off-the-shelf’ tool that can be identified.” 

 A common problem is that when funding ceases, development support for the tool also often ceases, 
with the result that scrutiny of effectiveness – especially over a longer time frame – is often lacking. 
Many available tools may, therefore, have considerable merit, but claims to effectiveness have often not 
been validated. Later research conducted by Barnes et al (2015)96 concluded screening, profiling and 
targeting particular groups of jobseekers is considered useful for assessing individual needs with the aim 
of supporting a quicker return or transition to the labour market. 

Hughes (2018)97 having reviewed diagnostic assessment tools on behalf of the Welsh Government concluded 
there are:

- different purposes for which diagnostic tools are developed and the methods used to assess skills/
competence vary considerably.98 The language can often be confusing i.e. distinguishing between 
diagnosis, screening and assessment; 

- four broad skill categories can be identified: academic; generic; technical; and ‘soft’ skills and there 
are significant variations in competency frameworks;  

- tools appraise different combinations of the above-mentioned four categories of skill, for example, 
some, though not many, are designed for use across a range of different contexts (e.g. schools, 
colleges, universities, prisons, public careers organisations); some are context specific, designed for 
use in particular educational or training settings or focused on the appraisal of particular technical 
skills required by employing organisations, and these are often developed in response to a particular 
employment and/or training need and may also incorporate elements of ‘soft’ and generic skills. 
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Workforce Singapore

Singapore provides universal 
access to career development 
provided through seven public 

careers centres, online provision 
and provision in the education 

system. Career development is 
viewed as a key component of the 
country’s human capital strategy 
which is in turn at the heart of its 

economic strategy.
The Government restructured 

the WDA (Ministry of Manpower, 
2016) into Workforce Singapore 

(WSG), led by the Ministry of 
Manpower. Its ongoing mission is to 

facilitate enterprise development 
and growth, and provide career 

services to both the workforce 
and enterprises under the Adapt 

and Grow suite of national 
programmes. Beyond the displaced 

workers, WSG also supports 
workers in employment to prepare 

for career transitions and career 
management. 

The Government also formed a new agency, SkillsFuture 
Singapore (SSG), led by the Ministry of Education, and was 
intentionally named after the newly launched national movement 
called ‘SkillsFuture’. Through these two new agencies, career 
development has become infused into policies and the design 
of services. There are three key developments pertaining to the 
field of career development: (i) Centralised Education and Career 
Guidance; (ii) Enhancement of Public Employment Services; and (iii) 
Professionalisation of Career Development Practitioners. 

Most educational providers have strong links with employers and 
involve them in the delivery of careers services. This can often 
include the provision of employer talks, work experience and 
mentorship. Outside of the education system young people can 
access career guidance through freely accessible government 
careers centres. These are run by Workforce Singapore (a 
government agency) and provide access to careers information 
and guidance.

My Skills Future - https://www.myskillsfuture.gov.sg/content/
portal/en/index.html   

My Careers Future - https://www.mycareersfuture.gov.sg/ 

Workforce Singapore (2020) - https://www.ssg-wsg.gov.sg/               
(3 public facing careers centres) 

The National Trade Union Congress formed an Employment and 
Employability Institute (esi) which operates two main service 
centres, as well as multiple touchpoints in partnership with 
government agencies to provide job-matching services and 
professional career guidance to all locals. The services are free and 
delivered by trained career coaches.

Career Development Framework (CDF) Credential - https://www.
wsg.gov.sg/programmes-and-initiatives/cdf-credential.html   

CAREERS CONNECT ON-THE-GO - https://www.wsg.gov.sg/
career-services/careers-connect-on-the-go.html

Serving as a mobile extension of WSG’s Careers Connect Centres, 
CCOTG brings career coaching services closer to you. Receive 1-to-
1 career coaching, attend walk-in interviews, gain useful job search 
tips from on-site workshop, and receive referrals from curated 
community job listings

Job kiosks and Mobile Job Search Workshops to assist clients for a 
faster and more effective job match. 

• Search for jobs near jobseekers’ geolocation. 

• Mobile app is also available for digitally savvy clients with 
smartphones to apply for jobs directly on-the-go.
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UWV WERKbedrijf / Leerwerkloketten, The Netherlands 

The Service Centres on Education 
and Work (known in the 

Netherlands as “Leerwerkloketten”) 
are regional alliances between 

schools, institutions for vocational 
training, business owners, trade 

unions, and government agencies 
(municipalities and the PES). 

Together, they develop activities, 
information packs, products 

and services that improve the 
coordination between educational/

training programmes and the 
labour market. They also provide 

independent and free training 
and career guidance in 35 labour 

market regions. Improvement of 
the recognisability and visibility of 

the SCEW and their limited staff 
capacity are the most important 

concerns. Every region has its 
own configuration of products 
and services, and works partly 

as a network organisation. Staff 
working in these service centres 

are career professionals from 
different educational backgrounds.

A key driver: 

To stimulate lifelong learning by providing a more thorough career 
guidance service to everyone: jobseekers, employees, students and 
employers. It stimulates on-the-job training and dual education 
and the recognition of labour market experience by certificates 
(APL: Accreditation of Prior Learning).

Objectives: 

To provide user-friendly and independent advice to employers, 
professionals and individuals (jobseekers, employees and students) 
in the field of training and employment. They do this by acting 
as a link in the region between the labour market and education 
(agency and link function), so the scarce resources available to 
the partners for the common target groups – employers and 
individuals – can be used more efficiently and effectively.

The core tasks of the Service Centres on Education and Work 
include: Providing information and advice on training/education, 
careers and recognition of prior learning certification services 
(agency and linking function). Providing expertise, setting up work 
placements (“financial engineering’” in conjunction with the Public 
Employment Service (PES). Providing insight into the regional 
and national training and labour market. Supporting the network 
functionality between labour market and education. 

The career guidance services consist of: 

1.  Individual support (information and advice) on education, 
labour market and professions; 

2.  Group information sessions about labour market 
opportunities, educational projects (learning on the job); 

3.  Individual career coaching or guidance (multiple sessions); 

4.  Organising events for the target group, for example on 
labour market opportunities; 

5.  The use of occupational/competence tests; 

6.  Facilitating the creation of arrangements for learning on 
the job, together with employers and training institutions; 

7.  Promoting awareness about the importance of language 
proficiency at work; 

8.  Connection and improvement of the cooperation between 
educational institutions, employers and government 
agencies. 

Depending on the regional demand and context, the extent of 
these services may vary from one Service Centre to another, partly 
depending on the available manpower. As a public service, the 
services are free of charge for the various customer groups, e.g., 
school leavers, jobseekers, employees and employers.
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Critical success factors identified from a 2019 evaluation report: 

The independence of the Service Centre in terms of both the information and advice function and guidance and 
coaching; Knowledge of the (regional) labour market, available education and training opportunities; The flexible, 
complementary role of the Service Centres on Education and Work (no competition with existing services or 
initiatives); Broad expertise and networks, including employers; Focus on strategy, implementation and finance; 
Because the Service Centres are regionally funded and organised, they are able to respond to regional needs. 

Lessons learnt from the past refer to specific areas for improvement which would help to increase success and to 
use the existing expertise in a broader and more systematic way: Visibility of the support offered by the Service 
Centres and the benefits of using the services offered could be increased; Commitment of partners to the (local) 
network agreements could be increased; The scope of the Service Centres is sometimes limited, so that there 
is potential for broadening of expertise; The relatively limited manpower and resources of the Service Centres 
on Education and Work (three to five full-time equivalents per Service Centre) could lead to a more systematic 
service provision and support structures.

Central funding by the Ministry of Social Affairs and Employment (SZW), via UWV, and funding at the local level by 
municipalities and VET-Centres.

Oaklands Private Industry Council Inc., USA

It is the mission of the Oakland Private Industry 
Council, Inc.in California is to provide accessible, 

high-quality training and employment services to 
local residents and employers.

Founded in 1978 by Gay Plair Cobb, the 
Oakland Private Industry Council, Inc. has a 
history of innovation in workforce development. 
Collaboration with the private industry councils 
of Richmond, and Alameda and Contra Costa 
counties resulted in the creation of an East 
Bay regional career center system. - EASTBAY 
Works, a consortium of One Stop centers serving 
clients throughout the two counties. Since 1984, 
this organisation has administered federally- 
and state-funded workforce development 
programmes on behalf of the City of Oakland, 
first under the Job Training Partnership Act, 
and now under the Workforce Investment Act.  
The Oakland PIC has also been a pioneer in 
establishing innovative programs such as the 
Women-In-Skilled-Trades pre-apprenticeship 
training program in 1988, and the Cypress/
Mandela pre-apprenticeship training program 
in 1993. As a non-profit organisation, the 
one-stop-shop centres are rooted in the 
local community. The Board is comprised 
of representatives from the private sector, 
community-based organizations, labour, and 
local government agencies. 

Visit: https://www.oaklandpic.org/ 

See also in Oaklands – The Fruitvale 
Neighborhood Career and Resource Center

A physical centre providing job search/
application assistance and computer access, run 
by The Unity Council, a non-profit Social Equity 
Development Corporation - 

https://unitycouncil.org/program/career-center/ 

Tesla Job Changes 
Everything for Single Dad
John Williams, a single father of 4 sons, 
was looking to move from Sacramento 
back to the Bay Area but he was worried 
about the rising ...

A Mistake Cannot Define You
Oakland resident Sylvia is a testament to 
the truth that one mistake shouldn’t define 
a person. Yet her run-in with the law 13 
years ago ...

Helping the Unhoused and 
Underemployed Find Hope
Oaklanders Hard-Pressed to Find Housing 
Even with Minimum Wage Jobs Stacey 
Harris is on a mission to provide for himself 
and his son in ...
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7.22 A meta-analysis of 47 interventions and 9,600 job seekers by Liu et al (2014)99  identifies benefits 
from activities like counselling and light-touch training provision ranging from a few hours to a few 
weeks in time commitment, potentially spread over several months. They find that interventions with a 
stronger emphasis on guidance (as opposed to purely tactical support) improved the success rate, such 
as teaching job search skills, boosting self-efficacy, encouraging proactivity, promoting goal setting, 
and enlisting social support. In several cited studies in the meta-analysis, a small number of hours 
was associated with a positive effect size, with respect to the odds ratio (OR) for the odds of being 
in employment at the point of measurement, such as 5 20-minute sessions (OR 3.3), four 90-minute 
sessions (OR 2.7), a 2-3 hour workshop (OR 4.2), 4 hours support (OR 3.6) etc. Multiple guidance sessions 
tend to add additional benefit, at least up to 5 or 6, as identified in meta-analyses from Brown and Ryan 
Krane (2000) and Whiston et al. (2017). Interventions featuring higher job-search intensity and support 
to help job-search self-regulation were found more likely to work by van Hooft et al (2021)100. 

7.23 High quality randomised control trial evidence from the US further supports these conclusions 
(Michaelides et al, 2012)101. Unemployment insurance claimants were randomly allocated to the REA 
initiative (“Reemployment and Eligibility Assessment”), in which claimants were reminded they had to be 
actively job searching to be eligible for benefits and were provided mandatory job counselling support 
as part of reemployment services (RES). The counselling sessions also comprise tactical assistance in 
several key areas for finding work: labour market information provision, unemployment eligibility check, 
development of an individual re-employment plan, job search, and CV assistance, as well as referrals to 
training or other services and follow-up if required. The authors identify a direct ROI of 4.3x, based on an 
average US$ 873 reduction in benefits claimed (the primary outcome measure) against an average cost 
for US$ 201 per intervention cohort member. Confidence is further built from a replication RCT on the 
programme during positive economic conditions (contrasted with post recessionary conditions in the first 
trial) which identified similarly positive findings (Michaelides & Mian, 2020)102.

BallyMunn Job Centre, Ireland
Ballymun Job Centre in Dublin delivers government 
contracts as part of the Public Employment Service 

(PES) and some social inclusion/education and 
training programmes driven by a commitment to 

quality career guidance for all local people. 

In addition to their day-to-day service 
delivery they have been involved in 
European Union projects through Erasmus+ 
/ Lifelong Learning programmes etc. where 
they have developed innovative career 
guidance tools and approaches to working 
with clients. 

Visit: - https://bmunjob.ie/ 
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7.24 More recently, Maibom et al (2012)103 conduct cost benefit analysis on randomised experiments in 
Denmark on different combinations of early and intensive treatment in terms of meetings and active 
labour market programmes. Frequent meetings between newly unemployed workers and case workers 
were found the most cost-effective approach, increasing employment rates over the next two years by up 
to 5 weeks, corresponding to 10%. 

 A historic review of diverse active labour market programmes by O’Leary et al (2011)104 included 
“employment assistance services” as one of its categories, comprising guidance support along with other 
related activities. Over 30 studies of such programs from the 1980s to 2010 (excluding pure financial 
incentives/sanction based approaches) identify impacts in the range of 0.2 to 5 week reductions in 
welfare claims, as well as a handful of cases identifying no impact. The authors conclude that such 
programmes typically have small positive impacts, but with a low cost per person, they are typically 
socially beneficial on net. A more recent overview was less positive about such services, but restricted its 
focus to youth beneficiaries (Kluve et al, 2017)105.  

7.25 The CareersNet inventory (Cedefop, 2020)106 shows that quality standards for career practitioners 
in different settings can be found in Austria, France, Norway, Montenegro, Portugal, Turkey and the 
United Kingdom. In Belgium, the national authorities monitor quality regularly by checking whether the 
mandated centres meet the requirements (OECD, 2021).

Support with career management skills, like CV building, job 
searches and interview preparation, including the use of 
digital technology

7.26 The cross-country comparative OECD study led by Covacevich et al (2021) provides a rare example of 
large-scale, quantitative evidence on the benefits of supporting students with career management skills. 
The authors cite a range of results, with particularly strong evidence from Canada and the UK. Individuals 
in Canada who had been taught how to write a CV by age 15 earned 4% more at age 30 compared to 
those who had not. Similarly, those who had been taught how to prepare for an interview by age 15 
earned 5% more at age 30 relative to comparable peers who had not. 

 In the United Kingdom, individuals who had working knowledge of application forms by age 16 had 
0.2 points higher life satisfaction, in a 0-10 point scale, compared with those who did not. In addition, 
individuals who had working knowledge of cover letters by age 16 scored 0.4 points more in a 0-10 life 
satisfaction scale, compared with those who did not. Such individuals also experienced an average of 1.5 
months less unemployment by the age of 26 compared with those who did not have this knowledge. In 
addition, individuals who had working knowledge of cover letters by age 16 experienced an average of 1.7 
months less unemployment by the age of 26 compared to those not did not have this knowledge.

7.27 Recent research (Barnes et al, 2021)107 explored the supply of labour market information (LMI) and labour 
market intelligence (LMI+) in England, to understand sources and identify gaps in both underlying data 
sources and the provision or dissemination of information. The study focused on LMI and LMI+ aimed at 
intermediaries (i.e., careers education professionals, educators, parents/carers) and young people at 
secondary school and in further education, with a focus on technician careers. This desk-based study 
provided a comprehensive overview of the LMI landscape in England and mapped its components. An 
LMI and LMI+ assessment matrix was also developed and used to evidence and assess sources. The 
review was extended to include interviews with LMI and LMI+ suppliers and experts from the UK and 
internationally.

7.28 There are clear signs that the Covid crisis and its transformative impact is making it more difficult to 
thrive in education and labour markets without digital skills. A recent House of Lords (2021)108 report on 
youth employment indicates digital skills are crucial to the life chances of young people both now and 
in future and are constantly changing. “It should not be assumed that young people necessarily have 
‘digital confidence’ even if they have some digital skills; skills and knowledge vary considerably among 
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young people, as does access to technology. No young person should be left behind, and all should have 
the opportunity to continue to learn and develop digital skills throughout their lives to ensure they can 
fulfil their aspirations and be prepared for the workplace of the future in the “science and technology 
superpower” that the Government is seeking to create. This will require a step change in provision both in 
educational settings and in wider society. The minimum expectation should be that all students who leave 
school and college at 18 should have the necessary digital skills to succeed in the modern workplace” 
(para.52). Qdos Career Hubs with partner organisations can potentially work together on this important 
topic.

7.29 Cedefop (2019)109  highlights:

“Sound digital and technological literacy is key to social and economic participation. More 
than 80% of adult workers in the EU today need a certain level of digital competence to 
perform their jobs. However, 43% of them lack basic digital skills and around one third are 
at risk from digital skills gaps…Robot-compatible education is not primarily about digital 
skills but about blending an array of key competences (entrepreneurship, digital, STEM, 
languages, learning to learn) into curricula and learning methods, within comprehensive 
vocational education and training programmes (VET) programmes and policy actions.” (p.4) 

7.30 Cedefop (2021)110 has produced a series of papers on the broad theme of professionalising the career 
guidance workforce and the particular competences fit for the digital and wider societal context. Not 
all authors place direct focus on technology-related themes. Attention is also paid to developments 
prior to, surrounding or triggered by, the pandemic crisis. Theoretical/conceptual and overview papers 
are included while several present illustrations of standards in national/regional guidance systems or 
particular training to service developments – visit: https://www.cedefop.europa.eu/en/publications/6202 

 Iannis (2021)111 reflects on professionalisation of the careers workforce and indicates practitioners 
have professional backgrounds built from different starting points and pathways, such as from diverse 
educational contexts and from a variety of work experiences. Career guidance practitioners learn their 
skills in both formal and informal contexts. Among national and regional initiatives to value informal 
learning, the use of innovative tools such as digital badges is a promising alternative to setting up an 
effective system of validation and a transferable model for fostering and supporting the professionalism 
of career practitioners. 

 A digital open badge is ‘a validated indicator of accomplishment, skill, quality or interest’ (MacArthur 
foundation, 2011), which describes specific (prior) learning undertaken or work experience carried out 
in order to earn the badge. The digital badge is based on blockchain technology and is easily integrated 
within powerful social networks for international recruitment, such as LinkedIn. Core components of a 
badge include the information needed to determine its validity, authenticity, source, and value. There is 
scope for the Qdos Hubs to explore how it can best equip professionals and support staff to improve and 
further develop digital skills.

 Akkok & Hughes (2021)112 outline the unique development of a careers chatbot ‘CiCi) in the UK. Career 
development professionals have a major role to play in co-creating career chatbots and embedding 
this within their ‘toolkit’ of professional practice. Chatbots, backed by machine-learning technology, can 
automate customer services by determining how to resolve a problem based on knowledge of the topic 
and the process involved. A chatbot system is able to respond to repetitive and typical questions and can 
improve the efficiency of a career-guidance service, allowing the practitioners to focus on the in-depth 
counselling of their clients (Percy, 2021)113. In South Korea, a chatbot system was developed in 2019 for 
the public employment services (ICCDPP, 2019).

“Careers support activities are changing in new working environments. Digital technologies 
are deeply intertwined with human activities. These should not be considered as objects 
or end points of human actions. Instead, digital spaces create opportunities for constant 
interaction between humans and non-humans.” (p.93).
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 Also, in South Korea universities have started using ‘Metaverse space’ for particular services/programs. 

For example, ‘Communication’ with the examinees through the appearance of the president’s avatar, 
explanation of the entrance exam and operation of the photo zone.  Candidates and parents create their 
own avatars on SK Telecom’s ifland platform and enter the 2022 Soonchunhyang University Metaverse 
Admission Information Festival. Upon entering the event venue, starting with the welcome greeting of 
President Kim Seung-woo, who entered the venue as a cool avatar, he received information about the 
main points of the admissions process for the 2022 academic year through a large electronic display. 
At the end of each type of guide, President Kim Seung-woo personally explained the peculiarities of 
each type in detail.  When all the explanations for each type were completed, the participating students 
experienced the special of taking a commemorative photo with the president’s avatar in the photo zone, 
and all the events were concluded with a Q&A with the admissions officer.

Virtual Reality (VR) and Augmented Reality (AR)
Today, both VR and AR offer new promise in that they are relatively accessible through increasingly prevalent 
smartphone ownership. An example of a low-cost entertainment-focused game that employs both VR and AR 
is Job Simulator: The 2050 archives (Owlchemy, 2017)114. Set in a future, where technology has eliminated the 
need for humans to work, this “tongue-in-cheek” simulation allows players to “…relive the glory days of work…”  
and tackle job tasks as a chef, clerical worker, store clerk, etc. (Owlchemy, 2017). Though the focus of this game 
is clearly not realism (fidelity) nor communication of accurate occupational information, it clearly illustrates the 
potential of VR and AR for career assessment and exploration. The use of these technologies in psychological 
assessment and learning activities is not without precedent. Parson and Phillips (2016) have advocated for 
the inclusion of VR in neurocognitive assessments because it provides greater ecological validity (e.g., testing a 
client’s attention in a virtual driving test or memory in a virtual apartment setting). Similarly, nursing educators 
have piloted AR to enhance fidelity in training simulations that could double as low-risk occupational exploratory 
activities for career decision makers (Vaughn, Lister, & Shaw, 2016). Both VR and AR offer the possibility of 
revising or reimagining existing career assessments and occupational information. Furthermore, they have the 
potential to make assessment and information more accessible to individuals with differing learning styles and 
abilities. 

Sampson et al (in press) – permission granted.

A photo fromNewbie Day at Soonchunhyang University. Source: 

http://www.kukinews.com/newsView/kuk202109110002

‘Communication’ with the examinees through the apprearance of the 
president’s avatar, explanation of the entrance exam and operation of 
the photo zone
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8.0   Conclusions
8.1 Career guidance is uniquely positioned to smooth lifelong journeys along individual career and learning 

pathways. The design and implementation of Qdos Career Hubs are ‘unique’ and innovative. As a result 
of this research, many countries have expressed a strong desire to learn from Qdos Career Hubs as they 
unfold in the coming year(s). 

 From this literature and key informant reviews of good and interesting career guidance policies and 
practices, there are a wide range of examples within this report that Qdos Career Hubs can draw upon. 

 • Place/space- focused initiative 
 (e.g., based on the hypothesis that a physical, high-quality, modern work environment, with attractive 

design, green surroundings, embedded technology, and spacious facilities etc. can improve guidance 
quality).  Evidence shows there are similar, yet slightly different approaches, being adopted in other 
countries. The concept of a physical Career Hub providing greater access to all-age career guidance, 
including experiential learning linked to sector specific themes and challenges, resonates well with 
best practice. Also, Qdos Career Hubs present a golden opportunity to support schools and colleges in 
quickly scaling up access to impartial career guidance and employer engagement activities.

 • Employer-led initiative 
 (e.g., in terms of either design, funding, pump-priming, governance etc.). Evidence shows employer 

engagement is a critical success factor in providing greater opportunities for young people and adults. 
Lessons learned from this research show the power of employers coming together not only to deliver 
careers support, but also to help shape and influence modern dimensions of career guidance.

 • Multi-use community hub facility 
 (e.g., space used by multiple local stakeholders in diverse ways, such as FE colleges, schools, 

independent training providers, corporates, local authorities, and charities; some of which may pay to 
use the space, others may be subsidised or free if they reflect the core guidance objectives of Qdos). 
A critical factor emerging from the research is the partnership model and what this might look like 
within Qdos Careers Hubs. There is a strong desire for each Career Hub to respond specifically to local 
needs. A challenge for consideration is what will be the ‘core offer’ and the ‘additional offer’ in line with 
available resources?

 • Integrated guidance provision 
 (e.g., a single space where multiple types of guidance activity can take place: one-to-one guidance 

interviews, small group training, private study/personally-directed job investigation, CV workshops, 
career talks, inspirational plenary talks etc.)  Lessons can be learned from European and international 
exemplars highlighted in this report so that the right balance can be achieved between face-to-face 
activities in the building and more blended careers support arrangements.

	 •	 Multi-beneficiary	provision	
 (e.g., general school-age provision both pre-16 and post-16; targeted NEET-mitigation support; adult 

welfare-to-work; in-work adult support; pre-employability support for adults etc.). Multi-agency 
working including digital blended careers support, co-location and one-stop shop approaches are 
becoming the ‘new norm’ in the current Covid-19 situation. Both a challenge and opportunity for the 
Qdos Career Hub will be determining the type of partnership formation best suited to local needs e.g., 
Finland has adopted a highly inclusive youth, health, education, training and employment arrangement. 
Whereas, New Brunswick (Canada) has adopted partnerships that are specific to certain industries 
and sectors. Overall, the Qdos Career Hubs have significant potential to be a ‘game-changer’ in multi-
beneficiary career guidance support.
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 • Technology-focused provision 
 (e.g., the application of digital approaches to career guidance including virtual reality, chatbot, stand-

alone models embedded within or outside of physical centres of excellence). This is an exciting time for 
the Qdos Career Hub to consider how it can build upon the success of the Qdos Careers App. There is 
scope for further research on the all-age career guidance ‘digital offer’ within the Qdos Career Hub 
drawing on the expertise of various specialist digital and careers experts.

Next steps for Qdos Career Hubs
8.2 Finally, the evidence-base on ‘what works’ and the availability of impact assessment reports varies 

considerably from country to country. In this report we present findings from robust studies that can 
help guide the design and development of the Qdos Career Hubs within local, regional and national 
partnerships. In the next phase of research, we will be outlining the Qdos Career Hub ‘Theory of Change’ 
(ToC) model and defining impact and desirable outcome measures to support the Evaluation Plan going 
forward.

 Qdos Career Hubs will deliver what is needed, where it’s needed most. They will be the missing link 
between education and employment for all age groups. Services will be objective, informed by the labour 
market, and be measured for impact, to inform the national roll out of Qdos Career Hubs.



52 Appendix 1 – Key informants
Australia
David Carney (Executive Director) Careers 
Industry Council, Australia

Bernadette Giglioti (CEO) and Penne Dawe 
(Partnerships and Development) Centre for 
Career Education, Australia 

Peter Mansfield (National Manager) Career 
Development Association of Australia

Canada
Sareen Hopkins (Executive Director) Canadian 
Career Development Foundation

Mike Cusack (Learning Specialist) Department 
of Education and Early Childhood Development, 
New Brunswick

Ransford Lockhart (Experiential Learning Lead) 
Department of Education and Early Childhood 
Development, New Brunswick

Croatia
Euroguidance Croatia Agency for Mobility and 
EU Programmes

Denmark
Prof. Rie Thomsen, Danish School of Education, 
Aarhus University

Finland
Dr Raimo Vuorinen (Project Manager), Finnish 
Institute for Educational Research, University of 
Jyväskylä

Pasi Savnmaki (Co-ordinator) Ohjaamo One-
Stop Guidance Centres

France
Tomáš Šprlák (Service manager) Counseling 
in professional development (CEP) at CIBC 
Meurthe et Moselle

Greece
Dimitris Gaitanis (Head of the Career Guidance 
Services Department), E.O.P.P.E.P 

India
Dr Gideon Arulmani (Director) Department of 
Career and Livelihood Planning, The Promise 
Foundation

Ireland
Dr Nuala Whelan, Department of Psychology and 
MUSSI, University of Maynooth

Lithuania
Monike Rajeckaite (Manager) Euroguidance 
Lithuania

Malta
Dorianne Gravina (College Careers Adviser) St 
Ignatius College

Norway
Dr Erik Hagaseth Haug (Associate Professor and 
Head of Department) Department for Social Work 
and Guidance, Inland Norway University of Applied 
Science

Singapore
Jeremiah Wong (Senior Manager) Career 
Practitioners Division, Workforce Singapore

Elaine Wu Yanping (Head of Career Development 
Office), Centre for Experiential learning, University 
of Applied Social Sciences (SUSS)

Tasmania
Peter Tatham (Freelance Consultant)

The Netherlands
Jouke Post, Researcher, Saxion University of 
Applied Science, Eastern Netherlands

Turkey
Emeritus Prof. Fusun Akkok (Freelance Consultant)

USA
Dr Debra Osborn, College of Education, Florida 
State University

Special thanks also to Dr Anthony Mann (Senior Policy Adviser) Organisation for Economic Development 
and Cooperation and Pedro da Foncesa (Technical Specialist) International Labor Organisation.
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Qdos Careers App

The Qdos Careers App is 
available FREE on all 
Apple and Android devices. 

App store for Apple IOS devices, using this link:
https://apps.apple.com/us/app/id1524921452

Google Store, for Android devices, using this link:
https://play.google.com/store/apps/
details?id=com.hongwei.careersapp

The Qdos Careers App is a ‘one stop’ 
research resource bringing together 

expert, national information on 
education pathways, career choices 

and career options, together with 
tools, careers advice and preparation 

for apprenticeships, university and 
employment.

FREE 
& easy 
to use

Qdos
Education

• Careers Information
 (by job, by sector, and inspiration for those not sure 

what they want to do - tools and quizzes to see what 
suits you best).

• Education Route Mapping
 (qualifications needed for jobs and impartial 

information on where to study).

• University Entry
 (UCAS) preparation.

• Job Market Navigation
 (including an interactive career finder tool            

referencing labour market information and live              
job vacancy search function).

• Tools and Guides to Prepare for Jobs 
and Training Applications

 (e.g. Apprenticeships and employment, internships, 
careers events calendar and online guides).

• Resources
 to support the development of entrepreneurial skills  

and information on setting up your own business.

• Support Resources
 information on the range of organisations that offer 

useful information, advice and support for health             
and well-being.

• My	Profile
 where you store information and articles that are useful 

to you – saving information privately, to your device.

What	you	will	find	on	the	App:
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