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s I write the lockdown is slowly easing and we hope that
A
everything will slowly get back to normal or the ‘new normal’
at least! This edition comes to you as a PDF version only. We
don’t intend that this becomes a new trend, but as many of our
members give their work addresses for delivery, we felt that a
PDF was the best route to get this 54-page bumper edition out to
all members.

Again, this edition features several Covid-related articles: Deirdre
Hughes highlights a survey on how we as a profession can
respond post-Covid (with additional infographics now on the CDI
ALISON DIXON website); Kate Owen writes on achieving Gatsby Benchmarks
RCDP EDITOR OF during the lockdown and Belinda Whitehouse describes her
in administering Morrisby remotely. Richard Piper
CAREER MATTERS success
looks at how our guidance practice may change; Steve Stewart
addresses the future and how career professionals will be vital
in rebuilding the economy and Julia Waterhouse outlines the National Careers Service
response to the pandemic.
There are plenty of professional development and practice articles; for example,
we have an explanation of the CliftonStrengths, embracing ‘Positive Psychology’ in
our work, the use of the voice in guidance work, plus an intriguing look at the art of
coaching with horses. You can also read about how the Community of Practice for
Careers Leaders is developing.

As so much of our work is now being accessed online, Clare Johnson examines virtual
CPD and Ryan Gibson outlines how high-quality careers guidance can be delivered
remotely for students and parents. You can also meet our new Digital Project Associate,
Michael Larbalestier.
This edition includes several research articles covering economically inactive young
women, career-related learning in primary schools and how students think artificial
intelligence (AI) will affect their future prospects. We always try to include several
occupationally-focused articles and in this edition, cover careers in space and in the
Merchant Navy. There is also a fascinating international article about a study visit to
Iceland.

Resources include helping refugee professionals (also to be an expert training session in
September) and the new ‘Stay Nimble’ app which won a UKCDA this year. Note that we
have added a new resources reference page to our website which gives extensive links
to Covid-19 research- www.thecdi.net/Covid-19-Research-and-Reports
If you know anyone who is not a member of the CDI but might be interested, the Careers
Leaders Community of Practice is free to register until the end of September. They can
join for three months and will then get a reduced CDI membership fee for the rest of
the year. To join go to www.careersleaders.thecdi.net/ and enter ‘free trial’ instead of a
membership number. Please pass it on.
Stay safe everyone.
Jan Ellis
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I thought the only way to change the world was from the ground up, from the
inside out. I was right. And I was very wrong too.

PRESIDENT’S UPDATE
The box is broken

W

hether working with young people, older
workers or those somewhere in between, we are
used to helping our clients ‘think outside their
box’, expanding their horizons of what could be possible
for them.

DAVE CORDLE,
CDI PRESIDENT

As my co-host in a collaborative network we run said,
“It’s not about thinking outside the box anymore. The box
is broken!”
It means that we’ll need to be equipping our clients to
think more creatively about their career, and what a
‘career’ means to them. It means that each of us as career
professionals may need to think differently, not just for
our clients, but for ourselves in our own careers.
Articles elsewhere in this issue pick up on the
opportunities for our profession. Richard Piper, in his
article ‘The Cruel Educator’ points out how government
has acknowledged the crucial role of medical and other
staff and expresses the hope that “our own profession is
viewed similarly”. Steve Stewart in his ‘Post Covid-19’
article, concludes with the view that, “this time we will
see a positive focus on the value of professional careers
support to both adults and young people” and that “The
new reality is that those working in the careers sector
will become key to helping rebuild our economy.”

Over to you
Five or six years ago when I set out to change the system,
to create a world where everyone has the skills and
confidence to define and create career success, I was the
lone nut. A French lady called Celine heard me talk. She
shared the passion and we collaborated on a project for
schools and then, with two others, another for business.

Dave Cordle RCDP
is the CDI President

I thought the only way to change the world was from the
ground up, from the inside out. I was right. And I was
very wrong too.

I didn’t know the workings of the CDI back then. I
thought that influencing the system was too far-fetched.
However, I know differently now. The work our Chief
Executive, Jan Ellis, has done over the course of years,
ensures that the CDI is central to as many governmentlevel conversations as possible, and now more than
ever, this is vital. It is so important and valuable that our
organisation is in there influencing policy makers, even
though it is a long and frustrating process.

Shout, shout, let it all out!
However, if we want to see change; if you want to see
change, you and I have to push the system from the inside
and from the ground up. We can either complain that
we’re undervalued and not recognised OR, we can do
something about it. So please make sure you are visible:
• Use the hashtags #TheCDI, #CareerDevelopmentCDI
and #WeAreCareers on all your social media posts
• Write, talk and comment in your personal and
professional communities about the value and benefits
of working with a career professional
• Actively promote other parts of the careers sector, as
well as the part you work in
• Write to your MP and point out the value to the nation
of all-age professional careers coaching/advice/
guidance
• Impress upon organisations in business and in
education how we are crucial in helping their staff to
return to work and in their ongoing success.
The CDI has been wonderful to be a part of in these last
few months. There is so much positive energy through
webinars, regional events, communities of interest and
much more. Thank you to every one of you that is making
those things possible. Remember to interact in our
Professional Community of Practice at www.facebook.
com/groups/CDPCoP/
Stay safe, keep smiling, and SHOUT about how good we
are.
Dave
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A career in HR takes you further
HR (or human resources) opens doors to jobs in every
sector – the world is your oyster. You can build your career
internationally or at home. From media to engineering and
from banks to charities, pretty much every industry and
company will need to hire the expertise of an HR professional.
A career in HR offers long-term options and a huge variety of roles.
The CIPD is the recognised professional body which offers approved
HR and learning and development qualifications.
We have resources that you can request from us to help explain a career
in HR, such as booklets, posters and presentations.

Contact us at careersupport@cipd.co.uk
2020 CATALOGUE

OUT NOW!
Optimus Education Resources are devoted to helping educational
establishments provide an engaging and stable careers education
programme.

View the catalogue on our website: prospectseducationresources.co.uk
or email resources@prospects.co.uk for more information

NEWS

HOME NATIONS UPDATE
NORTHERN
IRELAND

Delivering Careers Services during a Pandemic
The Department for the Economy’s (DfE) Careers Service
in Northern Ireland continues to deliver services to
clients during the Covid-19 crisis but only through digital
channels as all face-to-face services have been suspended
until further notice. In mid-March 2020 at the outbreak
of the pandemic, all face-to-face services for young people
and adults were withdrawn immediately to ensure the
safety of staff and customers. Processes were quickly
established so that all customers could continue to access
a careers adviser digitally via webchat, email or telephony.

Two key groups of customers have emerged as a result
of the pandemic who require targeted careers support;
those that have been made unemployed, furloughed or
redundant and young people facing uncertainty over exam
results and their next steps.
For those that have recently been made redundant,
furloughed or unemployed, a ‘Job Search Service’ has
been established to help individuals secure temporary or

SCOTLAND

I don’t think any of us could have anticipated that the
first six months of 2020 would turnout like it did. Many
of us are still attempting to work daily, meet targets and
deadlines, often whilst juggling childcare or being worried
about elderly parents. Many of us will have ‘lockdown
days’ and we all need to remind ourselves to be gentle
on ourselves when we are trying to juggle our usual
commitments during a global pandemic, where we are
experiencing a collective trauma response.

During this time, I have been in discussions with the
Scottish universities and CDI members who would like
to share their expertise on ‘what comes next? during
a Scottish Graduates networking event for our recent
graduates to be held on 23 June 2020. I am also currently
working closely with Julie-Anne to source a speaker who
can provide expert-led advice to our members on the postCovid19 labour market in Scotland and the role of careers
advisers in helping re-build Scotland’s economy.

CPD webinars
In order to support you in your various works role we have
collaborated with partners to supplement your employerled CPD. Over the last couple of months in lockdown
we have been lucky to have the support and input from
Lynne MacDonald at the Scottish Drugs Forum, exploring
how we can support those with substance use issues into
employment.
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As many of you will know, pre-lockdown we were meant to
be holding our second expert-led members meeting at the
Jury’s Inn in Edinburgh in May. However, due to lockdown
restriction and the CDI placing our member’s wellbeing
at the heart of what we do, we had to move this members’
meeting online. Professor David Reay spoke on net zero
carbon skills and jobs for Scotland.

permanent employment particularly in key sectors in the
economy that require additional staff at this time. DfE has
partnered with the Open University to offer a range of free
online training courses to support customers to develop
the skills they need. The courses can be accessed via the
Careers Service webpages on nidirect. Careers advisers
continue to remain available to provide one-to-one
support for young people facing uncertainty over exam
results and their next steps albeit via digital methods only.
Although the Covid-19 crisis has produced many
challenges for the Careers Service, it has also provided
a number of positives. The Service holds more regular
discussions with counterparts in England, Wales, and
Scotland to share best practice regarding the response to
the pandemic. Critically, it has provided an opportunity
to reflect on how services are delivered to clients and
accelerated plans to offer more services digitally.
Jonathan Lynas

CDI member David Hopper has also been working to
support his fellow Scottish members during the pandemic
by providing mindfulness and stress management
coaching for career advisers through our events
programme.

Goodbye from Scotland’s Project Associate
June 2020 will see me carry out my final CDI duties as I
will be taking time to focus on completing my PhD before
my wee bundle of joy arrives in October. I would just like
to take this opportunity to thank the CDI community for
being so welcoming and supportive of me in my role.
A very special thanks to Julie-Anne Jamieson, Ronnie
Davidson, Abigail Kinsella, Katie Carmichael, Mark Steele
and Alan Bell for helping me to find my feet and for always
cheering me on – I would have been lost without you all.
Finally, thanks to Jan Ellis and the CDI team, I have been
very blessed to be part of such a great team.
Thank you to Scotland’s Project Associate
On behalf of the CDI and all members in Scotland, I would
like to say a huge thank you to Nicola for her enthusiasm
and tenacity in developing the Project Associate role in
Scotland. She leaves with our gratitude and warm wishes
for the next stage of her career journey as she completes
her PhD and becomes a new mum. We look forward to
hearing about your happy news in October.
Nicola Hay, Project Associate and Julie-Anne Jamieson, CDI
Board Director

NEWS

Follow us on twitter
#CDIUK

Clearly the world has changed significantly since my last
report and I have focussed on ensuring members are
supported effectively as they transition rapidly to online
working. This has included delivering webinars on how to
work from home effectively and on supporting different
types of clients. At the same time we retained our focus on
three core pillars.

WALES

In the context of acting as the voice of the sector, our
first pillar, we have delivered the first CDI Cymru Wales
Professional Careers Education and Guidance Forum
online. In view of current circumstances, we titled the
session ‘Working at a distance’. The theme proved to
be popular, drawing high levels of attendance from a
broad range of public sector and education organisations
including Welsh Government, DWP, HEFCW, AGCAS
university members, FE colleges and other training bodies,
and representation from the social enterprise and charity
sector.

Nicky Moore from iCeGS outlined the digital skills needs
of the sector, and Gareth Davies, Head of Digital and
Communications at Careers Wales described how the
service is adapting through technology to support its
customers effectively. Finally, I gave a practitioner’s view
of how to work effectively with groups digitally and with
Jan Ellis, facilitated a discussion aimed at helping delegates
to enhance digital provision in their own organisations.
Members can access the minutes and presentations on the
CDI website: www.thecdi.net/Wales-Professional-Forum.
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This, together with other work done to assist Careers
Wales over this period reflects our third pillar which is
at the heart of our work, namely support and engaging
members. As well as responding to individual and
prospective member queries and hosting monthly online
catch up sessions, I have supported Creative and Cultural
Skills with their new Creative Careers Programme Cymru.
I have contributed to their working party meetings and
also hosted their recent fascinating webinar on careers in
the creative industries in Wales. As with all our CDI Cymru
Wales webinars, a recording is available for you to watch
via the CDI website which might be just what you need as
an alternative to Netflix!
Stay safe and well
Carolyn

Carolyn Parry RCDP, Project Associate, Wales
carolyn.parry@thecdi.net

The CDI Academy
leads the way
in providing
accredited courses
for the careers
sector

ACADEMY
CERTIFICATE

Dave Cordle
CDI President

Our second pillar focuses on sharing best practice for
quality. Following the success of the career coaching
initiative pilot with Careers Wales, I worked with the
Careers Wales training team to enable them to roll out
the approach to support their careers advisers and
employability coaches as they flex their service to support
a wider range of clients as a result of Covid-19.

Jan
Chie Ellis
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• Level 6 Diploma in Career
Guidance and Development
• Certificate in Career
Leadership
• Certificate for Career
Assistants
CDI professional assurance: all our
courses are currently operating
online. They include workbooks
and supporting materials for
all modules; provide one-toone assessor support and great
networking.

A total of 32% (n= 80) stated that job offers were being withdrawn and a further
27% (n=68) indicated an increase in redundancies.

FEATURE

CORONAVIRUS FUTURES: NEW
SURVEY RESULTS PROVIDE
A SNAPSHOT OF ENGLAND’S
CAREERS LANDSCAPE

DR DEIRDRE
HUGHES OBE
WRITES ON RECENT
IMPACTS AND
RECOMMENDATIONS
FOR GOVERNMENT
AND OTHER
INTERESTED PARTIES

U
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nderstanding how Covid-19 is impacting on the
and wellbeing of citizens becomes a central goal, with
support available to young people and adults in
a shift towards the principles of need rather than profit
our local communities is vital. Not least because
and good work for all.
inequalities in our society are widening, the fear of
• Scenario 4 – In the big brothers there could be a sharp
possible unemployment is having a detrimental effect
turn towards a more authoritative future (Gurumurthy
on people’s mental health and wellbeing - with many
& Leadbetter, May 2020).
vulnerable individuals, both young and old, becoming
more anxious about their future prospects and livelihood. Regardless of which scenario becomes a reality, careers
support services will be in high demand. A key question:
A recent report by NESTA highlights four possible
how agile and responsive are careers companies and
scenarios whereby society and services will have to adapt careers professionals in an increased demand situation in
and be agile in a post Covid-19 landscape.
a post Covid-19 landscape?
• Scenario 1 - The return of the ‘new normal’ may
come sooner rather than later, similar to the situation
A survey jointly led by Careers England and the Career
in Denmark, Greece and New Zealand which have
Development Institute, in partnership with dmh
responded to a health crisis well in terms of minimising associates, investigated what impacts are taking place,
deaths.
what does this mean in practice and what ideas for action
• Scenario 2 - As a nation we may find ourselves in a
can be presented to government and other interested
permanent state of emergency whereby every system parties?
we rely upon will be stress tested to check readiness to
respond and cope with new unexpected events.
What did the survey aim to achieve?
• Scenario 3 - In a post-Covid settlement, the health

FEATURE

Follow us on twitter
#CDIUK

This survey took place over 10 days in April and May
2020 to capture immediate findings in response to
Covid-19 and identify future career support needs. It’s
been a whirlwind process, taking just three weeks to
set up the survey and publish the results. A total of 256
responses were received ranging from organisations
with 100+ employees to sole traders. The findings
are designed to be shared with government and other
interested parties.

Chart 1

Many respondents highlighted the government’s job
retention scheme to furlough employees is commendable,
though there are serious concerns about the lack of
local careers support for young people and adults
facing potential job loss. A total of 45% (n= 111) stated
that in certain sectors there are major concerns over
job insecurity such as tourism, retail, hospitality and
entertainment venues.

There have been increases in young people:
• Worrying about finance
• Engaging in digital and virtual recruitment processes
• Undertaking online job search activities.

Main findings
During the crisis, careers companies and practitioners
have moved with ‘fleet of foot’ to reach out digitally to
young people and adults. 83% (n=208) of respondents
indicated that they or their organisations have been
providing a wide range of online careers support
including virtual interviewing and webinars, with 76%
(n=190) specifically offering telephone guidance both
within and outside of regular working hours.

A total of 32% (n= 80) stated that job offers were
being withdrawn and a further 27% (n=68) indicated
an increase in redundancies. In contrast, 24% (n=61)
indicated there are increased job postings in certain
sectors, for example, agriculture, food production,
supermarkets, warehousing, health service and logistics.
There are short-term opportunities in some sectors such
as healthcare, in supermarkets, agriculture and delivery
drivers.

Also,
respondents
indicated the
urgent need
for every young
person in Years
11 and 13 to be
offered a careers
interview/
session with a
qualified career
professional
to provide a
personalised
plan as soon as
possible.

For adults, Chart 2 shows there are reported decreases
in:
• Interviews
• Finding and securing internships/work experience
• Entrepreneurship/starting a business
• Finding and securing part-time work
• FE/HE Study
• Career exploring/planning
• Apprenticeships
• Searching for jobs.
Chart 2

“In Sheffield, we have seen a significant increase in
advertised roles in care, supermarket work, delivery
drivers etc. We have also seen many local manufacturers in
Yorkshire take up the challenge of manufacturing PPE for
the NHS.”
“Local community initiatives have advertised for volunteers
to help distribute food/medicines to vulnerable individuals;
local supermarkets are advertising for additional staff.”
Overall, respondents reported they are mostly
experiencing increased enquiries from students and those
unemployed.
When asked ‘Compared to last year, to what extent are
young people engaging with/asking for advice in the
following…?’ The results in Chart 1 shows there have
been decreases in:
• Finding and securing internships or work experience
• Interviews
• Apprenticeships
• Developing employability skills.

Also, ‘Searching for jobs’, ‘Finding and securing part-time
work’ and ‘Finding and securing voluntary work’.

As the chart shows, adults too are worrying about finance,
engaging in digital and virtual recruitment and asking
general questions about the labour market. It is not just
businesses that want to return to business-as-usual as
soon as possible; most people recognise the need to gain
or retain employment to pay their bills.
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Whilst many careers companies and careers professionals feel undervalued by
government, they know for sure that in whatever scenario that lies ahead their
services will be needed and they are poised and ready to respond.
Recommendations
Chart 3 highlights respondents’ preferences to the
question: ‘What type of labour market measures could
be put in place to help the economic recovery in a postCovid-19 crisis landscape?’ .
The top five recommendations from the list of options
presented are:
1. A minimum guaranteed income for those most
vulnerable in society
2. Media campaigns to promote careers support
3. Widening priority groups to increase access to careers
support services
4. Helplines for careers support
5. A new framework model for training unemployed
young people.

Chart 3

to provide a personalised plan as soon as possible.
This could be delivered either electronically, or face-toface through social distancing (if necessary) in a local
community setting.

The National Careers Service could be broadened to
include face-to-face careers support for all young people,
similar to other parts of the UK, i.e. a recognisable place
to go for high quality careers support.

There was a call for greater investment in career
professionals tracking destinations and offering
additional wrap around support for those most
vulnerable and those not in education, employment and/
or training (NEETs). Government departments need to
adopt a more joined-up approach, particularly between
DWP and DfE, including the National Retraining Scheme,
to clearly signpost individuals to quality-assured careers
support.
Whilst many careers companies and careers
professionals feel undervalued by government, they
know for sure that in whatever scenario that lies ahead
their services will be needed and they are poised and
ready to respond.
For examples of how other EU countries and lifelong
guidance systems and practices are responding to
the impact of Covid-19 visit www.cedefop.europa.eu/
en/news-and-press/news/experts-report-impactcoronavirus-crisis-lifelong-guidance-europe

Also, respondents indicated the urgent need for every
young person in Years 11 and 13 to be offered a careers
interview/session with a qualified career professional

Dr Deirdre Hughes OBE
is the Director of dmh
associates
deirdre.hughes3@
btinternet.com
http://dmhassociates.org/
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LOCKDOWN GATSBY
The Gatsby pilot in Wales

I
KATE OWEN
WRITES ABOUT
UTILISING
THE GATSBY
BENCHMARKS AS
PART OF A REMOTE
CURRICULUM
DURING THE
CURRENT COVID-19
PANDEMIC

am privileged to be
managing the pilot of
the Gatsby Good Career
Benchmarks in Wales. Our
pilot started in January
2019. At the last steering
group meeting in December
2019 all 22 schools in the
local authority of Rhondda
Cynon Taf had completed
their Gatsby audits and were
showing very positive signs of
progress. We were due to have
our Career Leader conference
with growing numbers of
participants and schools
beginning to see the benefit of
the benchmark approach.
And then the schools had to
shut.

A new way of working
Hoping to take some of the burden of preparation for
hastily-prepared remote learning away from the Career
Leaders, I prepared work for them to send home to their
pupils. I wanted to do my bit to support the schools who
had so diligently taken part in the Gatsby pilot. I scoured
the internet looking for resources that could be helpful. I
sent them to the schools with a message reminding them
that I would help in any way I could.
The Lockdown Benchmarks
One morning, feeling particularly downhearted,
imagining all the hard work we had done fading away;
it dawned on me. Instead of waiting to restart our pilot
work when this is all over - that magic date in the future
when we can get back to the way we were, I realised that
we need to be open to the prospect that some things will
never be the same again. When pupils return to school
and college their career aspirations may well be framed
with a different backdrop and one that they need to be
prepared for now.

Photo: Kate Owen
explaining the
principles of Gatsby at
a celebration event for
the Rhondda Cynon Taf
Employment Education
and Training team

I set about working on Benchmark criteria that schools
can use now to track careers interventions and learning
that pupils are receiving remotely, supported by an
understanding of the evolving labour market. I worked
with the Rhondda Cynon Taf Employment, Education and
Training team to provide new and innovative resources
for our schools and signposting the many resources on
offer from Careers Wales.
Our Lockdown Benchmarks ask that if the Career
Leader is deployed elsewhere, then other designated
staff should work together to fill that substantial gap.
The Lockdown version of our pilot work asks schools to
track the number of virtual experiences pupils have of
the workplace, apprenticeship providers and colleges;
crucially logging which pupils have accessed resources
so that we know who may need more intensive support
in the future. It includes all of the elements of the Gatsby
Benchmarks but from a distance. Which right now is the
best that we can do.

What ‘Good’ looks like today
I am mindful that pressures on schools are varied and
many. We know achieving the Benchmarks in our usual
way of working is difficult and aspirational and asks a lot.
‘Good’ looks different to the way it did only a few short
months ago. However all the schools I am working with
are in agreement that we will continue to ensure and
strive towards each and every child having the very best
careers education that we can offer.

Our Lockdown
Benchmarks
ask that if the
Career Leader
is deployed
elsewhere,
then other
designated staff
should work
together to fill
that substantial
gap.

Kate Owen is the Gatsby
Benchmark Manager in
Rhondda Cynon Taf

Photo: #Gatsbychallenge
Kate delivered 20 Gatsbythemed assemblies in
one day for Children in
Need accompanied by a
friend of Pudsey
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In times of extreme adversity, human nature has the ability to rise to such
challenges as demonstrated by the NHS and other keyworkers.

FEATURE

COVID-19: THE CRUEL
EDUCATOR
“It was the best of times, it was the worst of times”

(A Tale of Two Cities, Charles Dickens, 1859)

F
RICHARD PIPER

ew would argue that we are currently living
through extraordinary times – arguably even, the
‘worst of times’, since the Second World War, with
the loss of life and livelihoods, with associated economic
hardship and social disruption. The ‘best of times’? In
times of extreme adversity, human nature has the ability
to rise to such challenges as demonstrated by the NHS
and other keyworkers. They ensure that vital services
and facilities are still being delivered at a time of crisis
and risking their own lives in the service of others. This
is perhaps an illustration of what could be called the
‘best of times’; with those who protect and serve us
exemplifying the best traits of human nature along with
the essential characteristics and elements that bind us
together as a society.

A time for reflection?
As I write, we are in the unprecedented situation of
a ‘lockdown’. For most, this is a unique experience.
We are social beings yet, for our own health, and the
health of others, we are being denied that fundamental
element of personal human contact. A recent YouGov
survey (24.03.20) has reported that 24% of people are
now feeling more lonely than usual. Many of us will
have reflected on our own mortality and may have had
difficult discussions with medical staff concerning elderly
parents, or relatives, about end-of-life care. All will be
reflecting on how this will end and, when we emerge,
how our country will reset to a new normality.
However, I believe that a number of factors will emerge
to shape and influence our guidance practices in the
coming years following this pandemic. Society will
emerge fundamentally altered; the status quo may not be
acceptable to many and there may be an expectation that
society changes into something better. Who would have
thought that homelessness in England could be slashed
by 90% in such a short period of time (Downing Street
briefing, BBC, 18.04.20), illustrating that when there
is a social and medical imperative action is taken? Or
bizarrely, that oil prices in the USA would fall below zero
(West Texas Oil Index 21.04.20), due to over production
and lack of storage.
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Although it will take time to readjust to these new
realities, people will reflect on what is important,
including the role that work has hitherto played in
their lives. Time, now spent at home, will inform those
considerations. The oft-used term ‘work-life balance’,
will take on a new meaning as teleworking allows people
to experience, perhaps for the first time, the benefits to
themselves and their families of home working.

It has also demonstrated to many the impact we have on
the environment; with reported reductions in pollution
due to fewer journeys, along with the physical impact
of commuting on our wellbeing. Therefore, it may seem
unacceptable to resume previous work patterns.
Guidance implications
Maslow in Motivation and Personality (1954) provides a
structure and approach as to how we are reacting to the
current crisis and might respond in the future.

The classic pyramid illustrates, within its first three
tiers, the requirement for our basic needs to be met
aligning with the current situation. The needs that both
government and individuals are prioritising during the
current situation.
The final two tiers, meeting our Esteem needs (prestige
and feelings of accomplishment) through to Selfactualisation (achieving one’s potential) provides a
road map as to where we as a society might be moving.
Maslow (1964) later developed his theory to include
‘Transcendence’, which incorporates a further tier of
motivation such as altruism or spirituality and a desire
for a higher purpose beyond self.

Other changes may also emerge in a post COVID-19
world. Although face-to-face guidance allows body
language to influence and guide the practitioner, video
conferencing opens up new vistas in guidance delivery
in providing opportunities to innovate. However, it is
perhaps in career choice that we may see the greatest
changes, particularly amongst young people. This may
manifest itself in the way that young people perceive the
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Given that the
government has
acknowledged
the crucial role
that scientists,
medical and
other experts
have played
in this crisis,
it can only be
hoped that our
own profession
will be viewed
similarly.

world and how they now perceive certain occupations,
given their portrayal in the media, particularly NHS and
associated medical occupations. They are described as in
the ‘frontline’, ‘battling’ in the ‘war’ against the virus and
described as ‘heroes’ and ‘heroines’ in their efforts to save
lives. These or other public services may well become
career role models for young people. This in part will
be fuelled by the fact that last year there were 106,000
vacancies in the NHS, including 44,000 nurses according
to UNISON, the public health union (02.12.19).
We know that there has long been a disconnect between
young people’s aspirations and the jobs available in the
UK, as Disconnected: Career aspirations and jobs in the
UK (Chambers, Percy, Rogers, 2020) recently reported.
They assert that “a concerted effort is required by all
sides to tackle this severe aspiration-reality disconnect
– a threefold disconnect or worse, between aspiration
and demand in almost half of the economy” (p.3).
Solutions suggested include more meaningful employer
contacts, more support for careers education, improved
help understanding the labour market and deeper
partnerships with parents. The current visibility of the
NHS and the level of vacancies may help reconnect some
young people to this particular sector of the labour
market. Their desire to seek a career that puts service to
others beyond financial gains aligns with Maslow’s higher
levels.

Adults may also reconsider their career choices, as
the vulnerabilities of certain jobs are exposed through
job loss or redundancy. This may require a significant
investment in training over the coming years, as workers
seek to future proof themselves against such events.
Government may also need to revisit the premise that
training and education should be viewed as a public good,
rather than a private good.

Given that the government has acknowledged the crucial
role that scientists, medical and other experts have
played in this crisis, it can only be hoped that our own
profession will be viewed similarly. There is an obvious
role for careers professionals in ensuring that the realities
and opportunities available in the economy are clearly
articulated to our clients, supported by accurate LMI.
This can only be achieved through high quality impartial
guidance, underpinned by a well-resourced national
infrastructure of delivery. We need to be bold and
ambitious for our profession to play our part in helping to
shape what lies ahead.
Only time will tell, but as Bob Dylan sang in 1964, “the
times they are a-changing”.
Reference
Education and Employers 2020 Disconnected: Career
aspirations & jobs in the UK,
www.educationandemployers.org/disconnected/

Richard Piper RCDP is a
Careers and Education
Consultant
www.
careersandeducation.
co.uk
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Career Leaders, across our 21 secondary schools, have risen to the challenge and
have been at the forefront of our provision.

FEATURE

BUILDING ‘REMARKABLE
FUTURES’ IN THE
STRANGEST OF TIMES
I
RYAN GIBSON

t has been said that we are living in unprecedented
times and the last term in schools has certainly
been one of the strangest. And yet, in many ways, it
has been one of the most inspiring. The entire education
sector has had to respond to the challenges of Covid-19
and at Academies Enterprise Trust (AET), one of the
largest and most inclusive Multi-Academy Trusts in
England, serving areas of significant disadvantage.
We have focussed on three clear themes:

1. Delivering the highest-quality virtual learning
2. Student and staff wellbeing
3. Preparing students for their next stage and celebrating
success.
Before the Secretary of State announced that schools
would be ‘closed’ indefinitely for the majority of
students back in March, we had already made it clear
that whilst our buildings may be closed, our schools
would still be very much open for learning. Our AET
values - ‘be unusually brave; discover what’s possible;
push the limits; and be big hearted’ - had never felt more
important. Since the announcement, AET has invested
over £2million to ensure that every one of the children in
our care has access to a device and that their household
has an internet connection. Pupils with Education Health
and Care plans and those in receipt of free school meals
were prioritised first so that every child could continue
to engage in their learning.
We have innovated as a family of schools to create
the AET Virtual Learning Academy, delivering live
and recorded lessons, sharing excellent practice and
resources and implementing a quality assurance
framework for online learning. This has resulted in the
creation of over 30,000 Google Classrooms across AET,
meaning that every child has been able to continue their
learning by ‘attending’ lessons, tutor group activities and
even virtual school assemblies.

14
Career Matters
June 2020 / Issue 8.3

Impact assessment
Career Leaders, across our 21 secondary schools, have
risen to the challenge and have been at the forefront of
our provision. Each Career Leader analysed their planned
careers programme, identifying activities that may be
impacted by Covid-19 and compiling a ‘Covid-19 Careers
Impact Assessment Report’.
Each report detailed the activities that were
potentially impacted, the student group(s) affected,

the characteristics of the Gatsby Benchmarks that they
related to and the potential impact on Compass survey
scores. Crucially, the report then detailed how the activity
could be reshaped for remote or virtual delivery. This
was a critical first step. Immediately, Career Leaders were
able to identify their priorities for the term ahead, focus
on specifics, liaise with organisations who could support
them, develop provision based on need and update both
their careers action plan and their careers programme
accordingly.
In addition, it sent out a clear message: careers provision
is too important to cancel. Across AET we have taken
the decision not to cancel any careers activities - some
have been postponed but the vast majority have been
reshaped and continue to be delivered, just differently.

Network meetings
To support Career Leaders across AET we have continued
to meet as a network. Our meetings have become virtual using Google Hangouts - and increased in frequency, with
career leaders coming together every fortnight to share
challenges, opportunities and good practice. We have
expanded the information on our AET intranet site to
include a dedicated careers section - a centralised place
for key documents, processes, signposting, resources and
links to further training.
And to support career leaders further we created a
dedicated Google Classroom so they can pose questions,
answer queries and alert each other to live information
and opportunities.

The ‘Remarkable Futures Career Leader Classroom’
has allowed all of us to work collaboratively, co-create
lessons and build a really effective internal community of
practice.
In addition, all our career leaders have taken advantage
of the CDI’s online Community of Practice, enabling us to
connect with other career leaders beyond AET and also
beyond our local or regional networks.
Training
It would be almost impossible to reshape the delivery of
planned careers provision without training and across
AET this is something we have prioritised for staff. All
career leaders have had access to training in delivering
high-quality virtual learning and online safeguarding.
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As a group, we have taken the opportunity to increase our
own professional development. Every AET career leader
is completing the CEC Online Career Leader Training to
refresh our knowledge and skills and all are accessing the
CDI webinars. We have continued to focus on our existing
development priorities. We have been delighted to work
with the CEC to design and deliver several training
sessions focussing on ‘creating high-quality career
programmes: aims, learning outcomes and progressive
sequencing’.
Having a mindset that careers provision could be
reshaped and a clear focus on the activities that needed
to be targeted has resulted in some fantastic innovation
by career leaders across AET. Maltings Academy in
Essex delivered a ‘Virtual Careers Day’ for Year 9, with
a live assembly, pre-recorded video tasks and careers
exploration using the Kudos platform and the National
Careers Service website.

All our schools are making use of the National Careers
Service e-packs, many are accessing the ‘Speakers for
Schools’ virtual employer talks and, through ‘Forum
Talent Potential’, our teachers continue to engage
employers in curriculum delivery, albeit virtually. For the
Y10 and Y12 students who missed out on experiences
of the workplace we are excited to be providing a virtual
work experience programme with REED. Progression
activities have also been a priority, with Aylward Academy
in London working with Coachbright to give sixth form
students access to subject-based mentoring delivered by
current university undergraduates.

Aylward, Tendring, Greensward and Greenwood
Academies have worked with Bonas MacFarlane to ensure
that potential Oxbridge candidates continue to receive
tailored support and all our Year 11 and 13 students
are completing 14 accredited online employability skills
courses, designed by employers, through BeReady. In
addition to Kudos, Grofar and a range of other platforms
that each of our schools uses, all 20,000 of our secondary
aged children and their families now have access to highquality careers information through the U-Explore START
platform.
Students and their families continue to access highquality career guidance through their individual school
arrangements and we are launching a virtual careers
advice helpdesk, a centralised service delivered by the
Level 6 qualified careers advisers currently employed
across AET schools. This will provide additional support
to concerned parents and anxious students. Finally, we
are working with GlobalBridge to explore the potential
of our Y11 and Y13 students as they create professional
digital profiles, helping them to showcase what makes
them ‘remarkable’ - their skills, experiences and
achievements - and supporting them to secure their next
steps in learning and work.

The motto of every AET Academy is ‘Find your
Remarkable’. Whilst our own limits, as career leaders,
may have been fiercely tested over the last few months as
we have walked the most unfamiliar of paths, the effort
and response of career leaders has been nothing short of
inspirational.

Ryan Gibson is
National System
Leader for Careers
at AET
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RESOURCES

I was extremely pleased with the results as I was recommended my dream career
and my results were good.

MORRISBY AT HOME IN
LOCKDOWN

O

n March 23 2020 Dame Allan’s joined the whole
country as the lockdown began; a very anxious
time as we embarked upon how to run a virtual
school delivering teaching, learning and meetings online.

BELINDA
WHITEHOUSE
ON DELIVERING
MORRISBY
REMOTELY

Lessons in classrooms ended for an indefinite time for
all, except NHS/essential/key worker children. Events
and fixtures were cancelled….but not Morrisby! We had
scheduled Morrisby on 31 March and we would go ahead
- this year it would be supervised at home.

Morrisby combines early preparation for the world of
work with a psychometric assessment, close self-analysis
and understanding, teaching and exploration of career
sectors and support in learning how to make decisions
for the future - not only at school but for life, fulfilling
all aspects of ‘digital pedagogy’. Understanding the Use
of Digital Technology in the Careers Development Sector
(University of Derby and CDI, 2019).
Morrisby At Home
This was launched with very careful planning: emails
to 130 Year 10 students, their parents and our staff and
clear instructions on Google Classroom as well as on our
internal HE/Careers website’ My Great Future’. On 31
March the vast majority of Year 10 had completed their
Morrisby by lunchtime, as planned. I was very proud of
the students and grateful to parents for their support.

Feedback
Student,” I was extremely pleased with the results as I
was recommended my dream career and my results were
good”.

Belinda Whitehouse
RCDP is Head of Careers
at Dame Allan’s Schools,
Newcastle-upon-Tyne
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Parent feedback has been overwhelmingly positive,
“Morrisby resources are extremely useful in guiding the
students into what they can imagine themselves doing,
purely based on their own skills and attributes rather
than comparing themselves with those around them.”

Online learning
The rest of the summer term will focus on the lessons
I have loaded in the ‘Forms’ area of Morrisby which
include a CV Builder and a self-awareness activity- very
useful for students’ wellbeing in the current lockdown
conditions when it’s fundamental to focus on strengths
and to remain purposeful. I’ve adapted lessons for other
year groups too, in particular in the absence of work
experience this summer for Year 11 and 12 , they write
a ‘Career Case Study’; interviewing family/friends about
their career journey (at home/facetime/email). Students
are also asked to research another dream job via the
Morrisby resources.
Morrisby - a one stop shop fulfils every Gatsby
Benchmark by offering impartial guidance and
information. When we return to our old/new lives at

school I will have the privilege of analysing the results of
Morrisby in detail with the students in 1:1 consultations,
writing their Action Plans and collating their bespoke
Aspirations Packs to help planning ahead. I am delighted
we can give Year 11/12 support on tap as they start
to research their FE/HE choices on Morrisby during
lockdown, and we are grateful we can offer Year 13
continued independent careers guidance and support
as leavers/alumni; surely this guidance for life is Gatsby
Benchmark 9.

Costs
For schools: psychometric assessments, interest
questionnaire and results are £25+VAT per student,
followed by a careers consultation in school. Independent
students and adults can buy a Morrisby Online pass with
a 30 or 60 minute Skype careers consultation for £84
or £108 + VAT. Contact Ian Sharp at Morrisby for more
information.
The future
Ian Sharp, Director of Morrisby offers lockdown training
webinars explaining very exciting recent developments
in the world of Morrisby, see www.morrisby.com for
more information. We are confident that Morrisby always
guides all our students successfully along their careers
paths.
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THE COMMUNITY OF
PRACTICE FOR CAREERS
LEADERS: WHAT CAN A
COMMUNITY DO FOR US?

W
KATH WRIGHT

hat’s in a community?
One definition of a
community is the
condition of sharing or having
certain attitudes and interests
in common. That is exactly
why we have established a
Community of Practice for
Careers Leaders working in an
educational setting.

Since the CDI created and
rolled out training for
careers leaders, we have
been looking at ways of
providing additional support through increased access
to resources and briefing papers via an online e-portfolio
accreditation system. We have run two highly successful
national careers leader conferences with iCeGS, and
planning was underway for the third event, now in two
stages – a National Careers Panel to be held on 10 July
from 13.00 to 15.30 and the conference, now postponed
until 23 and 24 November 2020.

Quality in Careers Standard and LJ Rawlings, talking
about the work of the charity YEUK .

Working in partnership with the Careers & Enterprise
Company we are bringing up-to-date information and
links to resources from across the sector and we are
supporting their latest set of four webinars based around
elements of BM1:
1. Building a Strategic Plan
2. Building a Stable Careers Programme
3. Presenting a Careers Programme/Website
4. Evaluation.

We are
delighted that
the Community
of Practice
has a growing
following
of over 500,
with many
accessing the
site regularly
and posting
comments and
ideas.

During lockdown we have embarked on another exciting
partnership working with the Academy Chain, AET.
We are working to develop a set of monthly-themed
resources and lesson plans that can be used within a
careers education programme across different key stages.

In September 2019, working with the Careers &
Enterprise Company, the CDI created a new online
Community of Practice to support careers leaders. Since
March 2020, the site has been open to all career leaders
and offers quick and easy access to three key areas:

1. Discussion forum. This includes tabs for General
Discussion, Q&A, Career Leaders, SEND, Career
Assistants, FE, HE, Gatsby Framework, Resources,
Articles and Research. Within the Forum, you can find
links to briefing papers, the latest research, articles, news
items and regularly updated information on resources.
2. Blogs. Here you will find a monthly blog written by
David Andrews who is challenging us and our role as
careers leaders. One of the most recent is linked in with
the article in the April Career Matters on the benefits
of being a link Governor as a career professional (read
it in the Articles and Research tab). This piece has
been followed up by a conversation with David Ritchie
a careers adviser in a school. His link governor, an
employer from PwC is writing their account of being a
governor and supporting their careers programme.
3. Career Conversations. There is a growing list of
recorded career conversations with experts in our field
including Paul Chubb, answering questions about the

We are delighted that the Community of Practice has
a growing following of over 500, with many accessing
the site regularly and posting comments and ideas. We
recently ran a survey to find out how users would like to
see the site developing and in response to feedback, we
will be sourcing and posting case studies that promote
good practice: the first one will be from Stacey Drake,
Careers Lead at Daventry Hill School. Stacey is this year’s
winner of the CDI Careers Leader of the Year Award.
Having said all this, we welcome more feedback and
input from you, the users. It is easy to ask questions
and start discussions so please do contribute. www.
careersleaders.thecdi.net

Kath Wright is a Careers
Education Consultant
and Moderator of the
Community of Practice
for Careers Leaders
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Young women’s greater propensity to be in the NEET and EI group is
predominantly attributed to their having caring responsibilities, while young
men are much more likely to be actively seeking work.

RESEARCH

YOUNG, FEMALE AND
FORGOTTEN
I
PROFESSOR SUE
MAGUIRE WRITES
ABOUT NEET AND
ECONOMICALLY
INACTIVE YOUNG
WOMEN

t is widely anticipated that the precarious position
of young people in the labour market is set to
worsen, due to the economic fall-out emanating
from the Covid-19 pandemic, with rising levels of youth
unemployment across the UK and internationally.
While NEET status among young people is often seen
as synonymous with youth unemployment, the latest
figures show that 60% (461,000) of the NEET group in
the UK are neither classified as unemployed nor actively
seeking work – they are economically inactive (EI)
(ONS, 2020). While this can be attributed to diminishing
unemployment rates in recent years, it does not disguise
the fact that little research has been conducted, and
hence little is known, about the lives of young people
who are defined as NEET and EI – the majority of whom
are young women.

Young women’s greater propensity to be in the NEET
and EI group is predominantly attributed to their having
caring responsibilities, while young men are much
more likely to be actively seeking work. However, recent
increases in the number of young men in the NEET EI
group, often through mental health problems should also
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be a cause for concern. This article will shine a light on
the lives of young women who are NEET and EI, drawing
on research evidence from a study, co-funded by Young
Women’s Trust and the Barrow Cadbury Trust that was
conducted with young women in this group.
An overarching finding from the study was the extent to
which many NEET and EI young women faced multiple
barriers. For example, while being in receipt of welfare
support for caring for a child; often sitting alongside
problems with depression and anxiety, and/or caring
for other family members and housework. That is to say,
while their EI status may have been attributed to one
factor, other recognised ‘causes’ or consequences were
also present but remained largely hidden.

The majority of young women in the study relied heavily
on their family for practical, financial and emotional
support – most were living with or near their close
family network. Among those who were independent
from family support, the ability to establish and sustain
a positive relationship with a key professional, such
as a youth worker, a social worker or a community

Follow us on twitter
#CDIUK

psychiatric nurse was crucial in helping them navigate
their way through welfare entitlements, housing issues
and day-to-day living. Beyond the confines of family and/
or professional support, they were often devoid of wider
social contact, with limited friendship networks and
social activities, and lacking the means to travel.

Despite the rhetoric that most young people in the
NEET group have low/no qualifications and poor
aspirations, most young women in the sample had
academic and/or vocational qualifications, with
the majority having undertaken post-16 provision.
However, what remains disturbing is the extent to which
they were unable to build on their qualification base
to progress into higher level educational provision or
good quality and sustainable training and employment
opportunities. Many had ‘churned’ between Level 1
and Level 2 education and training provision with a
range of providers, including schools and FE colleges, as
well as third sector and private training organisations.
While this lack of progression could be attributed to the
disruption caused by an unexpected pregnancy, childcare
responsibilities or health issues, the lack of opportunity
for many young women to access independent guidance
and support, as well as to secure ‘small steps’ or pathways
towards economic and social independence, is a powerful
finding.
While there is every prospect that escalating levels of
youth unemployment will result from the Covid-19
Other key features of these young women’s lives were
economic downturn, it will be crucial to integrate the
their limited finances and reliance on welfare and/or
NEET EI cohort into any forthcoming policy strategy,
family support. In particular, some found it a real struggle policies and programme interventions. Research evidence
to make or change benefit claims, and, consequently,
shows that inadequate global labour market demand for
faced financial turbulence and insecurity. A common
young people invariably leads to young women being
cause of such disruption was when switching benefit
more likely to be found doing domestic work and/or
claims as a result of changes in personal circumstances or assuming caring responsibilities and less likely to report
new types of welfare support. Financial difficulties were
themselves as actively seeking work (Assaad & Levison,
particularly acute when young women lived alone and/or 2013). This results in many young women not being
were lone parents.
included in the unemployment statistics, especially when
the ‘seeking work’ criteria are applied. Without effective
Low levels of self-worth and self-esteem were
intervention, this will inevitably lead to unacceptable
commonplace. It was also evident that, for those with
levels of youth disengagement and marginality. Therefore,
children, their ability to navigate their way back into
it is vital that the plight of young people (women and
the world of work was hampered by daunting obstacles,
men) who are NEET and EI is given the urgent attention it
notably:
deserves. What they really need is access to effective long• their lack of self-confidence;
term guidance and support.
• the challenges of securing and funding reliable
childcare; and
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Horses possess keen, highly-perceptive intuition. They are generous, playful,
curious creatures, instinctively tuned to any change in their environment.

THE COACH AND
HORSES
W
HANNAH
COURTNEY
BENNETT WRITES
ABOUT THE ROLE
OF EQUINEFACILITATED
LEARNING
IN CAREERS
COACHING AND
GUIDANCE

hat is equine-facilitated coaching and
why is it effective?
Horses are predominantly non-verbal and highly
intuitive. Historically, like most prey animals, they have
relied on authenticity (being true to oneself), awareness
and leadership to survive. Today’s domesticated horses
still carry these instinctive behaviours. They remain herd
animals with a natural hierarchy and roles within that
hierarchy; just like our own social groups and corporate
teams. It is these instinctive behaviours that support
the learners’ experience during an equine-facilitated
coaching session.

How is this relevant in a career coaching context?
Today as I write, we are entering our eighth week of
lockdown. During this time our tech skills have been
challenged and our economic understandings developed.
To a greater extent we are also witnessing how society
is placing increased recognition and greater importance
on those who work in care, as well as the importance
of good teaching. We are appreciating (or missing,
depending on individual quarantine circumstances) time
with family. Even before the corona crisis took a hold and
created the ‘new normal’, we were beginning to hear and
see increasing evidence that future work is likely to place
greater importance on soft skills, as machines take over
ever more skilled and technical work.
Coaching sessions spent working with horses facilitate
the development of emotional intelligence skills - skills
which we know to be strong predictors of achieving a
successful career. Research shows that interpersonal
competence, self-awareness and social awareness - all
elements of emotional intelligence - are strong predictors
of who will succeed and who won’t (O’Boyle 2010).

Photos by Lucy Merrell

Partnering with a horse is a very effective way to develop
confidence, communication, leadership and team
working skills. For the horse, it’s simple. Do your words,
actions, voice, and body match your thoughts, feelings
and actions? Are you letting yourself be led by your
talent? Are you authentic?
Horses possess keen, highly-perceptive intuition. They
are generous, playful, curious creatures, instinctively
tuned to any change in their environment. Their ability
to ‘read’ us is at times uncanny, yet highly accurate.
Recent research (McComb 2018) has demonstrated that
horses give functionally-relevant responses to a range of
human emotions. The horse gives immediate and easilyinterpreted feedback on style, responding favourably
to the correct stimuli and naturally questioning poor or
inappropriate leadership styles that may be exhibited by
the client(s).
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Interacting with horses enables clients to see their
personal challenges and for them to be coached to
overcome them. Any changes that clients may make
in their behaviour are reflected back instantly by the
response of the horse in a vivid and memorable way.
This results in simple, yet powerful experiential learning.
Horse-led exercises provide the learner with the chance
to stretch comfort zones, build self-awareness and learn
from non-judgemental feedback.

An equine-facilitated coaching session provides the
opportunity to build confidence, learn how to focus,
develop assertiveness skills and experiment with
leadership styles. All of which are transferable to the
workplace as well as day-to-day life.

Two case studies
During a group session last year, Greg wanted to work on
developing his leadership style. Through working with
the horse, Greg was able to identify how to develop his
focus and experience the benefits of learning how to be
present. When Greg focused and expressed his intention
effectively, the horse followed him (photograph 2). When
Greg became distracted it was easy to see from the
horse’s expression and movement, that he and the horse
were no longer synchronised (photograph 3).
This illustrates how coaching with horses encourages the
practice of self-belief. If you believe, you will succeed,
and in leadership situations you are likely to be followed.
Greg’s session offers a powerful illustration of what
happens in a leadership situation when focus is lost.
During this same session a team of young people worked
together in an attempt to get the horse to join them in
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Photograph 2

Photograph 3

executing a simple task. Their approach at the beginning
of the exercise was chaotic. The newly-formed team were
unable to communicate effectively with each other let
alone convey their vision to the horse. However, once the
team took time to understand their shared goals and to
recognise and identify the different roles required within
the team to achieve, success was theirs. A powerful
and enjoyable way of practicing team building skills
and, particularly for young people, gaining the sense of
achievement which is experienced from fulfilling shared
goals. The participants experienced the benefits of
learning how to be present and learned how to project
confidence in a safe and happy environment.
This session also reinforced the principles of learning
with a growth mindset. Growth mindset states that
people believe that their most basic abilities can be
developed through dedication and hard work - brains
and talent are just the starting point. This view creates a
love of learning and a resilience that is essential for great
accomplishment (Dweck, 2015).

Coaching with horses is an immensely powerful way of
helping clients to build confidence and develop resilience.

The importance of career resilience (the ability to
bounce back from career-related setbacks, learn from
experiences and continue to move towards career goals)
is gaining increasing currency, especially in this Covid-19
world.

Practitioners of Equine-Facilitated Coaching, also known
as Equine-Assisted Learning, use horses for a broad
range of client interventions depending on their own
professional training and interests. I am an occupational
psychologist who specialises in careers, so developing
confidence, resilience and employability skills are usually
the focus of my own equine-led client interventions.

It is the coach and the horse who facilitate the sessions
with the client or clients. The horses used for this type of
work do not need to be specially trained, but they do need
to be mannerly and safe. Often a ‘horse handler’ is also
involved, especially during group interventions. The role
of the horse handler is to concentrate on the horse and
its welfare and its position in the group; this allows the
coach to focus solely on the needs of the client. All work
is from the ground and clients do not need any previous
experience with horses or riding horses.
It is not unusual for a client to report being wary or
anxious around horses. On such occasions, individuals
are encouraged to interact in a way that they feel
comfortable. This might involve simply experiencing
being present with the horse at a ‘social distance’ of their
choosing, sometimes over a gate or stable door, as their
comfort zone dictates.
If you would like to find out more about how these
sessions run or would be interested in experiencing a
‘virtual taster’ session, feel free to contact me.
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The CliftonStrengths assessment arose from several decades of research
undertaken by Donald Clifton, Professor of Educational Psychology at the
University of Nebraska.

CLIFTONSTRENGTHS:
IDENTIFYING POTENTIAL
FOR SUCCESS
CHARLOTTE
WHITEHEAD
PROVIDES AN
INTRODUCTION
TO THE
CLIFTONSTRENGTHS
ASSESSMENT TOOL

H

elping clients to make positive changes in their
career often involves facilitating an exploration
of their personality, skills, abilities, knowledge,
values and experience. CliftonStrengths is a tool that can
help with this work.
Origins
The CliftonStrengths assessment arose from several
decades of research undertaken by Donald Clifton,
Professor of Educational Psychology at the University
of Nebraska. Clifton was interested in finding out what
would happen if, rather than focussing on people’s
weaknesses, and trying to fix them, people focussed
instead on developing their strengths. His career was
guided by the question:

“What would happen if we studied what is right with
people?”
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Two ideas informed Clifton’s research:
• First, he proposed that talents could be identified and
then intentionally applied (like tools) to carry out tasks.
• Second, he believed that success is closely linked with
personal talent.
What is talent?
Talents are your natural ways of thinking, feeling and
doing. They are what you’re naturally good at. They
are both instinctive and distinctive. Knowing what your
talents are helps you to understand where your potential
for success is.

Examples of talent include:
• Arranger: determining how resources can be arranged
for maximum productivity.
• Context: using understanding of the past to make sense
of the present.
• Positivity: having an upbeat attitude that gets others
excited about what they are going to do.
• Activator: making things happen by turning thoughts
into action.

Talent versus Strength
Although the assessment is called ‘CliftonStrengths’,
it is in fact an inventory of talent. Clifton defined
talents as ‘naturally recurring patterns of thought,
feeling, or behaviour that can be productively applied’.
Talent provides the foundation for the development of
strengths. That is to say, talent only becomes strength
when practised, and when combined with knowledge and
skills.
Five clues to talent
There are five ways in which our talents may manifest:
1. We learn how to do something easily and quickly - it
just seems to come naturally
2. We derive satisfaction from doing something
3. We have an experience of ‘being in the flow’
4. W
 e have a yearning to do a particular type of activity
(often without having done it before)
5. We demonstrate excellence in a particular activity.
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These clues can be used to help clients identify examples
of when they’ve been using their talents in their own
work-life experience.

How did the tool come about?
In the 1990s, having spent years carrying out semistructured interviews with individuals to identify and
understand talent, Clifton and his colleagues turned
their attention to developing a tool that could simply and
quickly enable identification of strengths in an individual.
Analysis of data from the 1:1 interviews revealed a wide
range of thoughts, feelings, and behaviours that could
be associated with situational success. Perhaps not
surprisingly, strong links were revealed between talent
and motivation and values.
The researchers developed an initial pool of more than
5,000 test ‘items’ (i.e., self-descriptive statements such as
“I am a sensitive person” versus “I am a logical person”);
from this, a smaller pool was derived and subsequently
180 items were piloted in the assessment.

The tool was launched online in 1999 under the name
‘Clifton StrengthsFinder’. It has since been rebranded
as CliftonStrengths, and has been revised slightly since
its launch - most notably going from an inventory of 35
themes to one of 34 themes. Several of the theme names
have changed as well in order to more accurately describe
the construct being measured, but the descriptions
themselves have not changed.
Application of the CliftonStrengths assessment
CliftonStrengths’ intended purpose is to facilitate
personal growth and development. By identifying an
individual’s top themes of talent, it provides a starting
point for discussion. Additional exercises and reflective
materials help individuals understand how to build on
their talents and develop strength within their roles.
Usefully, the tool provides a language with which to
articulate one’s strengths to employers and discuss
them with managers and colleagues. Most people find
the language of strengths helpful within the context
of personal relationships as well (family, couples,
friendship).
It is important to stress that CliftonStrengths is not
designed or validated for use in employee selection.

Benefits
Research by the Gallup Organisation has shown that
people who use their strengths every day are three times
more likely to say that they have an excellent quality of
life and six times more likely to be engaged on the job.
Given that we, as career development professionals,
are concerned with helping people to find and do work
that is engaging and satisfying, a strengths tool such as
CliftonStrengths can provide a useful starting point for
helping a client understand what sort of work activities
will ‘feed’ them and make work satisfying.

Other tools and approaches for identifying strengths
CliftonStrengths is not the only strengths tool out there.
Others have been developed including:
• Realise2 Strengths Profiler
• StrengthScope
• Strengths Deployment Inventory
• StandOut
• Values in Action (VIA) Character Strengths.

Each of these defines ‘strength’ slightly differently but
one thing they have in common is identifying what drives
people - inner motivation.
It’s also worth noting that psychometric tools are not the
only way to identify strengths. Bernard Haldane - one of
the pioneers of career guidance - developed an approach
based around identifying examples of things you’ve done
well and enjoyed, and reflecting on what it was - exactly
- that you were doing that made it go well. The Center for
Dependable Strengths offers training and resources in
his Dependable Strengths Articulation Process (http://
dependablestrengths.org)

Research by
the Gallup
Organisation has
shown that
people who use
their strengths
every day are
three times more
likely to say that
they have an
excellent quality
of life and six
times more likely
to be engaged on
the job.

In addition to reflective exercises such as those in the
DSAP, it’s possible to use a card sort exercise to identify
strengths. A recent example is the What’s Your Strength?
card deck developed for school-age children by CDI
member Katherine Jennick.

Strengths card decks can also be used in 1:1 and group
settings to play games or do exercises (e.g. in combination
with the Johari window) that deepen the understanding
of what a person’s strengths are, what their strengths
need, what they contribute, and how they can be
perceived by others.
How to take the CliftonStrengths assessment
CliftonStrengths is administered online. A client can
purchase a code directly from the Gallup website
(www.gallup.com/cliftonstrengths/en/253676/howcliftonstrengths-works.aspx). Two options are available:
a simple report showing one’s top five strengths ($19.99),
and a full report showing the rank order of all 34 themes
($49.99). As with all psychometric tools, it is advisable to
get feedback on the report from someone who is trained
and authorised to do this.
Getting trained
Initial training and certification is costly (£4,800), but
only takes a week.

The CDI’s Community of Interest for Private Practice
is planning a webinar on practical applications
of CliftonStrengths in career development for late
2020/early 2021.

Charlotte Whitehead
RCDP is a Career
Consultant and
Gallup Certified
Strengths Coach. She
supports mid-career
professionals in
career change and
development. www.
careerpractic.com
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Most of the services we provided were client-facing: 1-1 interviews, group
sessions, APEL portfolio building, advocacy with professional bodies and UK NARIC
comparison of overseas qualifications.

FEATURE

USING SOCIAL ENTERPRISE TO
RESTART INTERRUPTED CAREERS
OF REFUGEE PROFESSIONALS

I

n 2010, after the financial crash, I was made
redundant and found myself at a crossroads
with a real-life opportunity-threat. There was an
opportunity to craft some innovations into a social
enterprise IAG and recruitment service; the threat was
whether or not it would work.

SHEILA HEARD
ON COMBINING
CAREER GUIDANCE
AND SOCIAL
ENTERPRISE
RECRUITMENT

I finished my DipCG at UEL in 1998 and specialised in
providing IAG services, based at two London universities,
for refugee professionals: accountants, architects,
doctors, engineers, scientists, teachers. Even a crocodile
farmer!

IAG alone as support
Most of the services we provided were client-facing:
1-1 interviews, group sessions, APEL portfolio building,
advocacy with professional bodies and UK NARIC
comparison of overseas qualifications. The clients liked
the service and discovered more about the UK labour
market and how to identify their transferable skills but
all that rarely led to relevant employment, either short
term contracts or permanent posts. The barriers between
employers and clients were too many. Too many barriers
and too few interviews.

by impartial IAG, enabling good, inclusive employers
to choose such a recruitment service as part of their
inclusive talent attraction strategy and providing refugee
professional candidates with a recruitment service
that proactively included them in the recruitment
market. Win-win: jobs for candidates, crucial income
generation for the social enterprise and great hires for
the employers.
Transitions London CIC
We (i.e. the Board of Directors and the Advisory Panel)
launched Transitions in 2010. Since then our corporate
clients have been hiring refugee engineers, architects
and business services candidates. Above are some of the
inclusive employers who have used Transitions social
enterprise clients.

As a careers service, we wondered how to address the
barriers. That was the dilemma. Almost by chance,
we obtained some funding to pilot a work experience
project: what we were offering was work experience to
break down barriers between employers and refugee
professionals.

It worked much better than even we had hoped.
Following intensive IAG preparation and advocacy
with mostly large employers, the six-month voluntary
placements enabled about 50% of the 25 professionals
to gain UK experience and be retained on permanent
or at least 6-2 month contracts. They were mostly
accountants, architects and engineers. It required careful
project management to broker, set up and co-manage
placements effectively, but we made it work.
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Happy employers started to point out that we were
providing a free recruitment service. In fact, much more
than a free recruitment service. Ironically, some of them
even hired our work experience clients through their
own preferred recruitment agency at the end of the
placement. That agency did little work and were paid
a fee for hiring a candidate that they may well have
rejected had the employer themself not introduced the
candidate.
An idea began to grow ….
A social enterprise recruitment service, underpinned

The model is:
• 6 month paid Returner Placement (i.e. Internship)
£1,200 fee
Then
• Optional retention as experienced hire candidate
15% fee.
“We gained a first-class civil engineer employee as a result
of Transitions. The internship and the intern were above
our expectations.” Dawn Barker, Head of HR, Crossrail

The challenges:
• UK refugee unemployment stands at somewhere
between 18% and 70% .The UK average unemployment
rate, pre-Covid-19, was in the region of 4%.
• Refugee professionals’ under-employment is a major
issue
• Refugees form an unrecognised, marginalised, UK talent
pool
• They are almost invisible in the mainstream
engineering market.

FEATURE

Follow us on twitter
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The successes:
• January 2011–December 2019: 244 candidates
• 2016-2019 60% (72 of 119) new candidates restarted
professional careers (i.e. Transitions placement/
experienced hire)
• c 60% retention from Transitions Returner Placements.
“Transitions provides a credible source of engineers with
the skills and experience to contribute to meeting the
sector’s needs.” Royal Academy of Engineering, Bola
Fatimilehin, diversity team.
What about permission to work?
People with Refugee Status have permission to work
in the UK in any profession at all skill levels. www.gov.
uk/government/publications/right-to-work-checksemployers-guide Page 22:
“Anyone who is granted permission to remain in the UK
as a refugee or who is granted humanitarian protection
has unrestricted access to the labour market. A refugee
may demonstrate their work entitlement through their
Biometric Residence Permit (BRP). “

Refugees also have a National Insurance number. Some
asylum seekers are also allowed to work. Their BRP card
indicates that permission.

Challenges of this model
It isn’t easy! The model requires both recruitment and
IAG competencies in the service. Too much ‘recruitment’
in the mix and some candidates get left behind, too
much IAG and employers won’t engage. Both groups of
stakeholders need a lot of attention.

ARUP CANDIDATE
CASE STUDY
JOB TITLE:
ELECTRICAL
DESIGN ENGINEER
COMPANY: ARUP,
PERMANENT
CONTRACT
FOLLOWING

Being a refugee isn’t a protected characteristic – few
employers are aware of this talent pool or of the barriers
that exist in the jobs market for them. It’s hard work
engaging employers.
Many recruiters and hiring managers assume that
people with refugee status in the UK are not allowed
to work (incorrect) or do not have enough transferable
professional skills and training to transition into the UK
jobs market.

Into the future
2020 and beyond will bring a new non-EU-member feel
to the UK. Perhaps it will bring more willingness by UK
employers to actively include the hidden talent pools
that exist in the UK, including refugee professionals,
women returners and ex-military personnel. Transitions,
although a small social enterprise has shown larger
companies the way forward.

Refugees also
have a National
Insurance
number. Some
asylum seekers
are also allowed
to work. Their
BRP card
indicates that
permission.

https://transitions-london.co.uk/

Sheila will be running a two-hour expert online
training session, highlighting best practice in
providing careers support for refugees at all skill
levels, on Wednesday 16 September. This session will
focus on finding work for refugees which is relevant
to their skills and experience. For more information
on the programme, learning outcomes and to book a
place see www.thecdi.net/Expert-Training-Online

Raha (name changed) is from Iraq. She has an overseas degree and Masters in
Electrical Engineering and had seven years of engineering consultancy experience
in Iraq before being forced by political instability to flee to safety.
She found it difficult to find work in her related field and had been working as a
dental receptionist for three years before she heard about Transitions through
a friend. Lack of UK job market knowledge, no professional network and no UK
experience were the biggest barriers she faced. Conscious and unconscious bias
also hindered her job applications.

Sheila Heard is the
Director of Transitions
London CIC

Transitions brokered a three-month paid structured internship with ARUP as an
electrical design engineer. Transitions also provided her with a range of quality
1-1 and group professional development and careers services, including a peer
coach (another Middle-Eastern female engineer, now working for Virgin Media
group).

She learned about the UK professional job market and how to engage effectively
with it, including making use of her professional body (the IET). Her supervisor
described how she ‘blossomed’ during the placement and proved herself to be a
valuable, overseas-experienced, multilingual asset to their work. She succeeded
in gaining a permanent design engineer job with ARUP following the
placement.
“I was impressed and surprised with myself! I would never have had the confidence
without Transitions’ encouragement and belief in my capabilities.”
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Think electricity in the Victorian era: highly disruptive, deeply mistrusted at first,
it brought change on a colossal scale and all major technological developments
since have been built on it.

RESEARCH

LOOKING INTO THE AI OF
THE STORM
E
JACKY RATTUE
FINDS OUT HOW
STUDENTS THINK
ARTIFICIAL
INTELLIGENCE
WILL AFFECT JOBS
AND WORK

ver since Klaus Schwab first put the fourth
industrial revolution on our collective map in
2015, words like ‘artificial intelligence’ (AI),
‘automation’ and ‘robotics’ have become part of our
everyday vocabulary. The truth is that AI isn’t just a new
technology; it is “the next general-purpose technology
(GPT), the platform on which all other technologies,
legacy and new, will run “(Trajtenberg, 2018). Think
electricity in the Victorian era: highly disruptive, deeply
mistrusted at first, it brought change on a colossal scale
and all major technological developments since have
been built on it. Factor in 5G, and you have a potential
perfect storm.

Key findings
• Negative opinions about AI
The views expressed were overwhelmingly negative
(see chart); combined with evidence from the literature
review, young people seemed significantly less positive
about AI than older people.
“AI will just take over, won’t it?”

• Machines will take jobs away from humans
This was a recurring theme, influenced by films and
video games as well as media headlines.

“What if AI wiped out, like, a whole industry?”

• AI is just another wave of technology that may alsocreate
new jobs
They could see that AI might simply be the next
technological innovation which creates jobs that could
not have existed before - although some are of dubious
quality.

New GPTs are
highly disruptive
and deeply
mistrusted
It is tempting to assume that young people, as digital
natives, have a natural affinity with tech and an appetite
for it. On the other hand, headlines such as The Robots
Are Coming and They Want Your Job (Blake, 2018) are
clearly scary, so I set out to see how young people were
dealing with this dissonance between tech as something
comfortable and something threatening.
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I explored the issue by running focus groups with Access
to HE students (aged 19-30) at the college where I work,
and observed them while they discussed the economy,
jobs and skills in the light of AI. I also asked them what
they would like to see careers services and advisers do
to help.

“You have IT technicians - they weren’t a thing 40
years ago. It’s nothing we haven’t seen before; it’s just
progress.”

“I think it’s just going to create jobs that aren’t real, like
influencers on Instagram.”
• A job is more than an occupation
They were very quick to see that work is about more
than salary; purpose, meaning, identity and selfactualisation really matter.

“If you’ve got robots doing everything for you, what are
you here for?”
• AI will affect the skills needed
They all agreed that skills training is key and were
also very well aware of the risks of technological
unemployment.

RESEARCH
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“If people who aren’t tech-savvy apply for jobs...it might
exclude a lot of people from the working environment.”

• The human factor
Their greatest concerns were over jobs where empathy
is critical, which they saw as a uniquely human skill.
“You could click all the symptoms you have and then it
will give you a diagnosis, but when I go to the doctor, I
need that personal human interaction.”

• AI comes with serious ethical issues
These moral dilemmas were a source of real anguish,
from machines becoming actively dangerous to
wreaking intolerable social change.

“Say you want to receive a text daily from your mum
who’s passed away, this software is going to simulate
that person’s personality.” “That’s not right.” “I know, it’s
awful”.
• Concrete knowledge about AI and the labour market
There is a big gap in knowledge about AI. Reliable
information sources are scarce and the automated
labour market feels shrouded in mystery. Careers
services have a key role to play.

“I think that people will be okay, as long as the
infrastructure and support are there from careers and
industry more widely, helping people move with the
evolving workplace.”

incorporate robotics and AI. Those employers and
employees could very usefully share what they have
learned, putting a human face on the tech and making
it real. Digital T levels go into delivery from September
2020, but we need to develop AI-encounter opportunities
in all forms of work-based learning.

These moral
dilemmas were
a source of
real anguish,
from machines
becoming
actively
dangerous
to wreaking
intolerable
social change.

4. Experiential learning
Because AI cannot be seen, heard or touched, the best
way to understand it properly is to learn by doing.
Customers need to experience AI at first hand, and how
better than by using it in careers education? It might even
help us achieve the most significant goal of all: by trying
out AI for themselves, customers specify and manage
their own, truly bespoke, career journey.
5. Ethics
The message from these students was very simple: if they
aren’t happy about the ethics of AI, they can’t be happy
about any of it. This resistant mindset could prevent any
other good work of the kind above from working.

The most important takeaway?
AI is all about disruption. The greatest challenge isn’t
about technology, or skills, or ethics, important as they
are, but about people management in the face of huge and
rapid change (Gifford and Houghton, 2019). Our role is
to help customers confront that change and reach a point
where they can not only cope but thrive.
As one of the students put it, “Progress will happen, it’s
human nature. We like to move forward, but it’s also
taking people with you and reassuring them that hang on,
the future is for you, you’re not excluded from that future
and the change that is taking place.”

What needs to be done?
1. AI needs to be de-mystified
We need to be clearer about exactly what AI is, what it
does, and how it does it. By defining and demonstrating it,
people can have facts to go on, not myth, and the mistrust References
and fatalism that I saw can be replaced by empowerment, Blake, M. (2018) University Guide 2018: The Robots Are
Coming, and They Want Your Job www.vice.com/en_uk/
confidence, and enthusiasm.
article/kz5a73/the-robots-are-coming-and-they-wantyour-job
2. Excellent LMI about AI-enhanced jobs
We need to know much more about the way AI enhances
Gifford, J. and Houghton, E. (2019) People and Machines:
a job. What does that job entail? How is it different from
from hype to reality. London: Chartered Institute of
the same job without AI? How do you learn to do it? What
Personnel and Development
does it feel like? We need to help students see themselves
working in it.
Trajtenberg, M. (2018) AI as the next GPT: a politicaleconomy perspective. Cambridge MA: National Bureau of
3. Very close links with employers
Economic Research
In certain sectors, a surprising number of jobs already
jacky.rattue@activatelearning.ac.uk

Jacky Rattue RCDP
is Group Careers
Consultant at Activate
Learning
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Iceland’s career provision is excellent. This is evidenced by the island’s low
unemployment rate, which is similar to the UK rate, at 3.5% (OECD, 2018).

INTERNATIONAL

STUDENT CAREER
ADVENTURES IN ICELAND
I

JUSTINE
PRETORIUS
WRITES ON HER
INTERNATIONAL
STUDENT
PLACEMENT
EXPERIENCE IN
ICELAND

Photo:
Hallgrímskirkja
church in Reykjavík
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am one for adventure, so when I realised my
postgraduate career guidance and development
course at University West of Scotland offered the
opportunity to take part in an international placement, I
put myself forward. My destination would be Reykjavík,
Iceland. As the placement approached, I wondered what
this adventure might bring but I was certain that it would
be a valuable learning experience.
It was important to me, for my personal development,
to seek out as many opportunities as possible whilst
on the course. Being a student member of the Career
Development Institute, I also have a responsibility to
seek out additional learning experiences, as an aspiring
professional in the sector (Johnson & Neary, 2016).

Diversity and inclusion
Soffia Valdamarsdóttir, career counsellor and lecturer of
social sciences, welcomed me and I enjoyed a tour of the
university and chatted to the Icelandic students. I also
visited the famous ’Rainbow Road’, which runs through
the centre of Reykjavík. This road is renowned for being
painted during Gay Pride and represents diversity and
inclusion in the LGBT community.

Cross-cultural comparisons: supporting young adults
and lifelong learning
I visited the education centres, Education Training
Service Centre (ETSC) and IÐAN centre, who provide
training, education and career counselling for adults
in Iceland. IÐAN has been heavily involved with the
implementation of validation of prior learning in Iceland.
Fjóla Lárusdóttir (R&D Specialist, Career Counsellor),
and Arnheiður Gígja Guðmundsdóttir (Specialist, Career

Counsellor) both gave me a fantastic overview of the
islands services and highlighted the commonalities,
including Iceland’s use of the UK SCQF levels, supporting
young adults into the labour market and focus on lifelong
learning.

Iceland’s career provision is excellent. This is evidenced
by the island’s low unemployment rate, which is similar
to the UK rate, at 3.5% (OECD, 2018). In fact, staff were
modest about this and always determined it could be
improved upon. Unsurprisingly, Iceland was similarly
affected by the economic crisis of 2008, which saw
unemployment rise to 10% (OECD, 2019). Many issues
are now resolved. However, one remaining issue, though,
is the volume of young people not completing secondary
school. The current dropout rate is 28% (Statistics
Iceland, 2014). The most common barriers to completing
education included learning difficulties and urgent need
for income. The dropout rate statistic seemed very high,
until I began to understand the structure of the school
systems in Iceland. It is compulsory to attend school
until aged 19/20, and there are no transitions from
primary to secondary school. Icelandic pupils stay in the
same school until they are 16 and then move to upper
secondary and most do not last the 4 years. Reasons for
this may include pupils travelling long distances to reach
secondary schools, and low wage gaps between unskilled
and skilled work.

Lifelong learning: validation of prior learning
I met with Edda Johannesdóttir, a vocational counsellor,
who helped to explain the work being done through
IDAN non-profit education centres, which work to reeducate and validate adults’ learning. The centre works
with unions and federations to provide training and
guidance for people of all ages. However, the centre deals
mainly with 26-40-year olds, immigrants and young
people, and provides over 300 courses which help to
fill skills gaps in response to sector needs. IDAN also
provide a successful validation and retraining service for
over 3000 participants, from different trades such as:
carpentry, fishing, ship building, cooking and net making,
reflecting the traditional vocations and the history of the
Icelandic people, as well as others such as hairdressing
and media. Iceland also has a similar focus to the UK on
lifelong learning, having 14 centres and initiatives for
outreach. Back home, career professionals appreciate
the value of outreach as an effective strategy for CIAG
delivery. However, this is not something the UK currently
delivers. We could learn from Iceland’s innovative
outreach methods, in order to break down barriers in the
community.
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Career Services in higher education: holistic and
person-centred
I spent time in the University of Iceland’s career
counselling department, where director of counselling
and careers, María Dóra Björnsdóttir and her colleagues
provided valuable insights into career guidance in a
higher education setting. Similarly to the UK, Iceland’s
universities provide one-to-one interviews and group
work career guidance, as well as employment and study
support. The services provided are accessible and in a
variety of formats, with an emphasis on holistic support.
International students of the university are well looked
after and supported into the Icelandic culture. In the
UK, increasing attention has been paid to group-focused
career guidance. However, the reality in Iceland was
that group sessions are unpopular amongst students,
who preferred to access services in their own time.
This reminded me that delivery of CIAG should always
be person-centred and tailored to the individual. The
university also provides support services for various
needs, including learning disability, autism and mental
health.

Career interviewing: getting to know the Icelandic
people
I was given the opportunity to practise my career
interviewing at the university. This helped me appreciate
how creative and innovative Iceland’s people are.
Iceland is renowned for its creative industries, booming
with fine art, gaming, designers, film makers, authors
and musicians. It is a country full of creative and
entrepreneurial people, who draw inspiration from the
island’s natural surroundings.
However, through conversations with university staff
and students, I also discovered Iceland faces issues of
underemployment. Like the UK, university graduates
with business degrees (and various others), continue
to face a lack of opportunities in the labour market.
Iceland also reported shortages of nurses and medical
staff, an ongoing issue I know is also prevalent in the UK
(Prospects, 2020).
Holland, psychometrics and International
Collaboration
I had the privilege of attending a psychometrics class,
taken by Professor Sif Einarsdóttir. It was eye opening
to see how Holland’s RIASEC model works in practice
and how psychometrics is used in a variety of contexts

to support clients with various needs. The students
kindly translated the teaching into English for me,
demonstrating the international spirit of collaborative
learning and practice.

A collaborative approach to best practice
The trip supported my understanding of the similarities
and differences of CIAG in other countries and the
importance of working across cultures, in order to inform
best practice. I also learned so much about Iceland’s
diverse people, who still carry on the traditional trades
which hold true to the tradition and history of the
island, whilst encouraging and promoting innovation
and creativity. The experience has supported my
understanding of the importance of collaboration and
learning from best practice across EEA (European
Economic Area) countries and beyond (Sultana, 2012).

Iceland is
renowned for
its creative
industries,
booming
with fine
art, gaming,
designers, film
makers, authors
and musicians.

I want to say thank you to everyone for hosting me and a
special thank you to Emma Bolger and Marjorie McCrory,
for making the opportunity available. This was a once in a
lifetime learning experience.
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The commercialisation of space means that there are more jobs for
enthusiasts without top grades in maths and physics.
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MACRAE WRITES
ON THE VARIETY
OF CAREERS
AVAILABLE
IN THE SPACE
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always had a secret ambition to be an astronaut.
Having spoken to space scientists for this interview,
I now have a hankering to be part of the new space
race. For this article, I talked to eight inspiring people
involved in different aspects of the space industry. They
enthused about a sector that is innovative, growing,
exciting, entrepreneurial, rewarding, collaborative,
international, inclusive and fun. They also enjoyed the
pride that comes with working in a sector adding £14.8
billion per year to the UK economy. (Source: UK Space
Agency) There was scarcely a mention of astronauts or
President Trump’s Space Force but lots of discussion
on how space technology is changing the world for the
better.

Satellites are used to help monitor farming. Rice fields in Vietnam.
Image credit: ESA.

Satellite images are used to help monitor climate change.

Thurston Island Antarctica.
It’s not all rocket science
Image credit: ESA
The commercialisation of space means that there are
more jobs for enthusiasts without top grades in maths
and physics. Jobs such as marketing, recruitment,
science communications, space law, quality assurance,
graphic design, design thinking and finance are all key
to the sector’s future success. Small start-ups are now
competing and collaborating with big corporates and
government organisations. Small bread box size satellites
deployed in clusters and large satellite programmes such
as Copernicus are releasing highly valuable data that can
be the basis for new business models. As private space
ventures such as Space X commercialise the sector, there
is also scope for UK based spaceports and space tourism
in the future. Future manned space missions are possible,
but there will not be many opportunities to follow in Tim Pathways and prospects: Pythons and flamingos
So, what do most of the space jobs involve? A degree or
Peake’s footsteps.
postgraduate qualification in space systems engineering,
remote sensing, meteorology, astrophysics, aerospace
From Pokémon to Polar Monitoring
engineering is the most traditional route into the sector,
When most people think of space, they think of what is
but you could come from an environmental science
known as ‘upstream’ – the technology to get you up to
degree and be interested in using space to monitor
space, the spacecraft, and people that explore the Moon,
wetland habitats (and flamingos). Other desirables
Mars, and beyond. The commercial growth in the sector
are software design, coding skills such as Python, user
is also in ‘downstream careers’ – ones that use the data
experience design, big data, artificial intelligence and
from satellites to help transform our lives back here on
sales and marketing expertise. Soft skills of problem
Earth. Satellite data impacts our lives in lots of ways.
solving, communication skills including languages that
The weather forecasts, our smartphone maps, Uber
allow you to understand customer needs and to promote
experiences, even the provenance of the fish we eat can
your solutions, leadership, entrepreneurship and report
be the product of global navigation satellite systems
(GNSS) and Earth observation data. Geolocation tracking writing are also important.
of Covid-19 symptoms, planning for disaster recovery
There are lots of different pathways:
after forest fires and monitoring of tsunamis are other
ways that space-enabled technology is helping humanity Stephanie is a cruise ship singer turned satellite engineer
on a global scale. Satellite data is improving the efficiency who studied a Masters in Space Science at University
College London as a mature student. Stephanie is now
of farming – whether it is rice planting in Vietnam or
a project manager at Surrey Satellite Technology Ltd
rapeseed oil in the UK. Monitoring of pollution and the
(SSTL), managing projects related to clusters of small
impact of climate change on the ice caps are more global
satellites in low earth orbit.
examples of how technology is helping us to see the
world differently. Driverless cars will require the next
Maral studied art and maths at A level before studying
generation of highly accurate location tracking. And
geology. Maral is now researching how Earth observation
there are some slightly more fun ways – from Pokémon
GO through to dating apps that find nearby love matches data can be used to monitor mine sites and reduce the
risk of damage to the planet.
– all made possible through downstream technology.
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Joshua studied philosophy in addition to maths and
physics and then aerospace engineering. Joshua works
for Nottingham Scientific Limited (NSL), as a senior
navigation engineer, helping to deliver GNSS systems
that will improve the accuracy of location services
currently on a project named Flamingo.

Alex, a junior satellite engineer, is working at NSL, a spinout from Nottingham University, having studied space
systems engineering at Leicester. Alex is excited to be
working on satellite feasibility studies that will impact
the way we use technology in the future.

Jodie Howlett during a summer school visit to the European Astronaut
Centre in Cologne. Image credit: Henderika de Vries

Jodie studied engineering at Sheffield, became
interested in space through a careers event and topped
up her degree with courses at the International Space
University before landing at the European Space Agency
(ESA) in Darmstadt as a Young Graduate Trainee in
process performance, analysis and quality.
Adrian took a route into space via physics and then
meteorology and sees how space and earth weather
forecasts help keep us safe - by providing forecasts
that influence down-to-earth things like gritting and
rail services or whether to buy barbeque food. Adrian
and his team also keep an eye on solar weather - an
overactive Sun could disrupt the energy network and
wipe out our power supplies.

Emmanuelle is designing thrusters for small low earth
orbit satellites having initially studied engineering
in France and finding her route into the sector via an
internship with Space Placements in Industry (SPIN).
She is particularly keen to encourage young women to
see that space is a viable career.

Salaries don’t reach the stellar heights of investment
banking (although the starting salary for a well-qualified
graduate is typically around 30K), but job satisfaction
and interest can outrank money. Many of the companies
are based outside London and around the UK.
People and places to help launch your career
Everyone I spoke to wants more people to consider a
career in space, to realise that a job in space isn’t just pie
in the sky but is attainable with passion and persistence,
regardless of your background.

Keys to gaining employment were:
• Joining societies such as UK Students for
the Exploration and Development of Space
(UKSEDS), Royal Aeronautical Society, Institute
of Physics, British Interplanetary Society, Remote
Sensing and Photogrammetry Society, local
astronomy clubs and getting involved in outreach
projects
• Networking at industry events – UK Space
Conference, Royal Aeronautical Society, New
Scientist Live and the International Astronautical
Congress
• Project and competition entries that demonstrate
teamwork, innovation and project management
and writing skills
• Summer schools both in the UK and abroad – the
ESA and International Space University
• Internships and work experience either by
applying directly to an organisation, through
vacancies on spacecareers.uk or through SPIN
• Finding a mentor - Kathie Bowden from the UK
Space Agency is a fabulous source of advice via
LinkedIn
• Researching the size, purpose and culture of the
organisation – big companies, small startups,
government departments, research, and
development agencies all attract different people.
Check out the sector using websites such as:
www.ukspace.org/careers/ The UK’s space sector
trade organisation
www.space-awareness.org/en/ Download an
illustrated booklet on careers in space and access a
lot of video interviews
www.careersinaerospace.com/ A website and
careers advisory service with careers conferences
for students
https://nationalspaceacademy.org/careers The
National Space Centre offers regular seminars for
careers advisers
https://space.ktnlandscapes.com/ Outlines
innovation including new investments and
spaceport developments
www.stem.org.uk/esero/careers-space The
National STEM centre is a good source of
information and also links with STEM and Space
Ambassadors
www.esa.int/About_Us/Careers_at_ESA
www.isunet.edu/ The International Space University
short and long courses are highly regarded
www.glassdoor.co.uk Glassdoor is a good source of
salary information, company profiles and job roles.
https://sa.catapult.org.uk/work-with-us/spaceplacements-industry-spin/
and by visiting places such as the National Space
Centre Leicester and many of the open days and
events offered by leading universities – Surrey,
Leicester, Strathclyde.

Jobs such as
marketing,
recruitment,
science
communications,
space law, quality
assurance,
graphic design,
design thinking
and finance are
all key to the
sector’s future
success.

Heather MacRae is an
Independent Education
Consultant and space
enthusiast. She has
a Masters in Careers
Education and Guidance
and is the Chief
Executive of the Ideas
Foundation
heather@
venturethinking.com
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Many teachers and parents have expressed concerns that we risk making
our children ‘grow up too fast’ at such a young age.

RESEARCH

STARTING EARLY
I
NICK CHAMBER
WRITES ON THE
IMPORTANCE OF
CAREER-RELATED
LEARNING IN
PRIMARY SCHOOLS

n responding to the Covid pandemic much of the
focus of the profession is rightly on the needs of
secondary/tertiary students and those Not in
Education, Employment or Training and the need to
provide them with high-quality independent impartial
careers advice and guidance from professionallyqualified advisers.

Against this backdrop one might question the relevance
of an article on career-related learning in primary
schools. As we know schools have a massive challenge
ahead to motivate children, re-socialise and support them
in overcoming their anxieties whilst re-energising them
about the importance of learning. And this is particularly
so for those from more disadvantaged and challenging
backgrounds. I believe that career-related learning and
connecting primary-aged children with role models from
the world of work in a safe and engaging way would
really help with this.
Isn’t primary too young to talk about careers?
Many teachers and parents have expressed concerns that
we risk making our children ‘grow up too fast’ at such
a young age. They are understandably concerned about
the dangers of directing children towards a particular
career or job at a time when their aspirations should be
very tentative and wide-ranging. I share their concern.
We should not be providing careers advice in primary
schools but instead focussing on broadening horizons
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and raising aspirations, giving children a wide range of
experiences of the world including the world of work.
It is about opening doors, showing children the vast
range of possibilities open to them and helping to keep
their options open for as long as possible. And there is
a range of attributes, skills, and behaviours that can be
encouraged in this early stage of a child’s life that will
leave them in the best possible position as they begin
their transitions to secondary education and to future
life.

Why is it important?
Our first survey in partnership with TES and NAHT asked
primary teachers why introducing children to the world
of work at an early age was important. It found that:
• The majority of teachers believe children should be
learning about the world of work and different jobs in
their first years of primary school.
• The overwhelming majority of primary schools were
already carrying out a variety of activities with the aim
of increasing children’s understanding of the world of
work.
And nearly all agreed that introducing children to the
world of work was important in:
• Linking learning to the real world and in doing so
increasing motivation to work hard bringing more
relevance to their learning
• Challenging gender stereotyping and broadening
aspirations.

RESEARCH
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Link to attainment
A further study showed that giving children the chance
to meet people from the world of work and hearing
about their life journeys can help them understand the
relevance of subjects they are studying – and in so doing
improve motivation and attainment. 90% of teachers
thought that pupil achievement can improve as the result
of:
• volunteers from the world of work helping pupils
to believe in their own abilities and helping them to
understand what life is like beyond the classroom
• increased motivation following exposure to role models
from the world of work (adults other than teachers)
interested in them and their learning.

Our charity and
the NAHT have
been working
together
over the last
six years,
undertaking
research and
studying the
evidence of
the benefits
to children of
career-related
learning.

Tackling stereotypes
The reality of gender stereotyping starting at a young
age was bought to wide attention by our two-minute
film, Redraw the Balance; viewed over 100 million times
it shows 66 children being asked to draw a picture of a
surgeon, firefighter and a pilot. 61 of the children drew a
picture of a man with only five drawing a woman.

Encouraged by the response to the film we undertook an
international survey which asked children aged seven
to 11 to draw a picture of the job they want to do when
they grow up. Over 13,000 children from the UK took
part in the Drawing the Future study and it was clear that
from a young age many children had ideas about careers.
36% of children from as young as seven years old, base
their career aspirations on people they know. For those
who didn’t know anyone who did the job they drew, 45%
stated that TV, film, and radio were the biggest factors
influencing their choice. Meanwhile, less than 1% of
children knew about a job from someone visiting their
school. This has huge implications for social mobility, as
children from poorer backgrounds may not have access to
successful role models from the world of work and their
aspirations are limited as a result.
Hallmarks of success
With the NAHT we have devised a series of ‘hallmarks of
success’ for career-related learning in primary education:
Outcomes:
1. Excite and motivate children about their learning
by linking and embedding in the curriculum strong
connections between education and the world of work.
2. Broaden children’s horizons and raise aspiration.
3. Help children see a clear link and purpose between
their learning experiences and their future.
4. Challenge stereotypes that children and their parents
often have about jobs and the people who do them.
5. Support the raising of standards of achievement and
attainment for all children.
6. Help children learn more about their own talents and
abilities and instil greater confidence
7. Reinforce the importance of numeracy and literacy in
later life.
8. Tailor career-related learning to the different ages and
needs of all children.

Activities:
1. Invite volunteers from the world of work to visit and
chat with children.
2. Deliver career-related learning programmes that
help children connect their subject learning to the
opportunities now and in the future.
3. Organise career-related learning trips e.g. to a
workplace, museum or university.
4. Make good use of online learning materials in
the classroom such as games, videos, role play, and
individual/ group activities.
5. Explore the diverse routes adults have taken
to get their current job e.g. vocational (including
apprenticeships), academic, starting their own business
etc.

Nick Chambers is CEO

Making it easy
of the Education and
Our charity and the NAHT have been working together
Employers Charity
over the last six years, undertaking research and studying
the evidence of the benefits to children of career-related
learning. In addition we have been supporting schools
who wish to embed it. Many had cited the lack of easy
access to volunteers from the world of work so we
developed Primary Futures (www.primaryfutures.org).
This uses the Inspiring the Future online matchmaking
service to give them access to a very wide range of
volunteers and resources – all free of charge. More
recently we have designed interactive virtual ways
to connect schools with volunteers and guidance and
materials for this. The feedback from these has been very
encouraging and they are now available to schools across
the county.
For further information and research reports please see
www.educationandemployers.org
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Positive psychology has a wealth of benefits for us both individually in life
and also within the context of our workplace.

EMBRACING POSITIVE
PSYCHOLOGY IN OUR
WORK
P

ositive psychology emerged at the end of the
twentieth century as a new, influential movement
within the field of psychology. It originated
from Martin Seligman, and later became a mainstay in
management theory.

Positive psychology explores the ‘brighter side of human
nature’ (Lomas, 2014: 9). Championing the development
of positive emotion and the fulfilment of human
potential, it helps us to cultivate ‘well-being, contentment
and satisfaction (in the past), hope and optimism (for the
future) and flow and happiness (in the present)’ (Meyers,
van Woerkom and Bakker, 2013: 620).

DR. CATHY BROWN
AND DR. TRACEY
WOND EXPLORE
HOW POSITIVE
PSYCHOLOGY
CAN ENHANCE
OUR WORKING
PRACTICES
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Its overall aim is to promote individual and
organisational flourishment and its overarching mission
is to help us to answer the questions of what makes life
worth living and how can we improve the life for all
people (Wong, 2011). Consequently, in the early years,
positive psychology focused on positive experiences (like
happiness, joy, inspiration and love) and positive states
and traits, like gratitude, resilience and compassion
(Ackerman, 2020).

Positive psychology has a wealth of benefits for us
both individually in life and also within the context of
our workplace. On a personal level, greater levels of
happiness and optimism can help us to enhance our
creative, cognitive, physical and social resources as well
as live longer. Organisational pay-offs include increased
retention (64%) and productivity (39%) rates (Burman,
2017).

Evolution of positive psychology
Positive psychology appears to have evolved in a series of
waves (see Figure 1).
The first wave focused on the brighter side of human
nature, but this ‘happyology’ stance attracted great
criticism for being overly-simplistic (Lomas, 2014).
Initial articulations of positive psychology also appeared
overly-focused on the individual, with a lack of attention
given to relationships, teams, groups, organisations and
communities.
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Around 2007, there was a call amongst psychologists
to consider a more balanced approach to positive
psychology to overcome the criticisms of the first wave
and develop a more meaningful concept (Lomas, 2014).
This second wave prompted consideration for both
positive and negative emotions. Consequently, this second
wave represented a distinct ‘move to [both] healing the
worst and building the best’ (Wong, 2011).
Latterly, since 2018, a third wave of positive psychology
emerged. This third wave embraced context and
circumstance. Consequently, it encouraged the
acknowledgment and exploration of the situation and
the inter-connectedness between individuals, teams and
communities.

Figure 1: Evolution of positive psychology (Source: Author’s
own)

Benefits of this evolution
The introduction of successive waves of positive
psychology does not necessarily mean that the former
becomes redundant. Individuals can be enriched through
these waves of development; positive psychology has a lot
to offer us:
• Within the first wave, positive psychology is an advocate
of the optimism in human functioning which has been
shown to have a tremendous impact on our well-being.
• The broadening perspective of the second wave
supports individuals to embrace negative experiences
and allows individuals to gain understanding and
mastery over stressful and traumatic experiences. It is
believed that human well-being is fundamentally about
the understanding and the learning from both positive
and negative tendencies and experiences, which helps to
appreciate the complexities of life.
• Finally, the third wave supports individuals to recontextualise positive and negative learning into
new and alternative situations. By acknowledging
our relationships, the teams that we are part of, and
the communities and institutions available to us,
individuals can recognise the value of their skills and
prior learning. Through broadening out our viewpoint,
many new opportunities come to the fore, for example
understanding our purpose, identifying challenges,
accessing resources and clarifying our personal impact.
Also, research has confirmed that short-term
interventions make a real difference, for example 2 x
45 minute coaching sessions or a 2 hour group training
(Meyers, et al., 2013).

Implications for career practitioners
We can draw upon positive psychology to help to
enhance our clients’ work and life experience, by:
• focusing on strengthening mind-set, cultivating
positive experiences and building positive
individual traits;
• supporting to embrace the difficult, painful side
of experiences and helping to grow and gain
meaning through such challenges;
• helping to identify, value and cultivate our
relationships, our teams and our communities.
This may include encouraging the crossfertilisation of positive experiences and
transferring of learning from one context into
another.

Tips for career practitioners
We need to consider what interventions we can
learn more about and draw upon, in order to help
our clients to gain value from the richness of all
three waves. Here are some examples:
• First wave: remembering sacred moments, at your
best, character strengths, gratitude interventions,
positive diary, mindfulness interventions, building
psychological resources (for example building
efficacy, hope, optimism and resilience);
• Second wave: encountering negative emotions
with compassion, exploring possible learnings
through difficult experiences, connecting with
meaning and spirituality;
• Third wave: finding and being our purpose,
understanding and resolving conflict, letting go
of relationships and communities that no longer
serve us, cultivating new connections that support
our vision, utilising learning and experience from
one context into another (possibly one that’s more
rewarding and self-fulfilling).
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Too many young people worry that they won’t fit in at a more selective
university because it just isn’t for people like them.

FEATURE

BUCKING THE TREND
E
PAUL MARTIN
REFLECTS ON HOW
CAREERS ADVISERS
CAN ENABLE MORE
DISADVANTAGED
STUDENTS TO
ATTEND THE
MOST SELECTIVE
UNIVERSITIES

ven in such politically polarised times there’s one
thing which politicians of all stripes can agree on:
action is needed to enable more disadvantaged
students to progress to the UK’s top universities. You
don’t need me to tell you that graduates enjoy better
average career earnings when compared to nongraduates, although the numerous non-financial benefits
associated with university attendance (such as better
health outcomes and mental well-being later in life) are
less well known.

As the Project Manager of Advancing Access (a teacher
and adviser CPD initiative of the Russell Group of leading
universities) I’m proud of the fact that the career benefits
associated with attending a more selective university still
remain very clear. Yet at the same time, more selective
universities have to be realistic about the fact that they
are facing a slightly greater challenge than some others
in the sector when it comes to attracting students from
disadvantaged backgrounds.

There is good news and bad news about the university
access gap with respect to socioeconomic background.
On the one hand, the proportion of free school meals
pupils who have progressed to university has increased
considerably over the years, from 14.2% in 2005/06 to
26.3% in 2017/18. However, because the proportion of
non-free school meals pupils progressing to university
has shot up too in the same period (from 33.5% to
44.9%), the gap between the two groups hasn’t narrowed
nearly as much as we might like it to.

We all have a role to play in addressing this inequality.
But what sort of contribution might a careers adviser
make?

Challenge misconceptions
There’s no doubt in my mind that misconceptions
about more competitive universities are commonplace.
Whenever I encounter them, I always enjoy gently
challenging them and I would of course encourage you to
do the same.

Some students (or even their teachers or parents) may
worry that the workload at a more selective university
will be so high that the chances are they will simply
drown in it and then end up dropping out. Yet nothing
could be further from the truth – as a rough rule of
thumb the more elite a university is, the less likely it is
that students will withdraw from their studies. According
to the Higher Education Statistics Agency, the university
with the lowest ‘non-continuation rate’ in the UK is
Cambridge at 1%, with Oxford in second place at 1.2%.
To put this in to context, the UK average is 6.7% and the
UK university with the highest non-continuation rate
waves goodbye to 18.6% of its students early each year.
A similar related concern is the worry that students at
more selective universities are likely to be less happy.
Whilst peers elsewhere will be afforded more time to
spread their wings and live a little, students in more elite
institutions are stuck in the library working through
the night to meet deadlines. However this contention is
nicely countered by a study from the Higher Education
Policy Institute. Their researchers have investigated the
level of happiness and well-being of the UK’s student
population. Delving in to this data we can see that there
is no difference in happiness and wellbeing when one
compares students at the UK’s leading universities with
students at less selective institutions.
The power of role models
Too many young people worry that they won’t fit in at a
more selective university because it just isn’t for people
like them. One of the best ways to challenge this is to
ensure that the students you work with are exposed to
appropriate role models.
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I’ve visited schools where each teacher has a sign on
their classroom door which states which university they
themselves attended. Don’t get me wrong – I think this
is great. However, teachers and other adults working in
schools shouldn’t make the mistake of overestimating
their ability to act as role models. The best role models
are typically young people from a similar background
who are maybe just one or two steps ahead of the
students you’re advising. There is evidence to support
this – a study carried out by the Behavioural Insights
Team in 2017 showed that even a letter sent by an
appropriate role model was effective in increasing
university application and acceptance rates.
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Attending the
nearest higher
education
institution
is the right
decision for
some students,
but the reality
is that some
sixth formers
need a slight
nudge in order
to broaden their
horizons a little.

Keeping tabs on your school or college’s destinations
data is always good practice, but in addition to this if you
can keep in contact with some of your alumni who have
progressed to competitive universities, invite them back
in to speak in an assembly and describe their experiences.
This is a win-win situation and if well executed all parties
are likely to benefit.
Build a portfolio of university contacts
You may well have strong existing connections with
universities in your immediate community. Making
connections with staff members in more geographically
distant institutions can be trickier, but the effort to do
so can certainly pay dividends. Attending the nearest
higher education institution is the right decision for some
students, but the reality is that some sixth formers need
a slight nudge in order to broaden their horizons a little.
Disadvantaged students are more likely to stay at home
and commute to university, and some are likely to benefit
from some gentle encouragement to consider the wide
range of HE options on offer. The extortionate price of
train tickets can put some students off visiting university
open days on the other side of the country. If this is the
case in your setting, could you consider some school or
college led group visits to open days which are a little
further away? Free summer schools for disadvantaged
students at the end of Year 12 are also a great way for

students to get a taste of living away from home for the
first time.

Learn lessons from your data
At Advancing Access we analyse data about schools
extensively and we’ve identified approximately 300
schools and colleges in England which appear to be
especially successful in enabling disadvantaged students
to progress to competitive universities. Over time we’re
aiming to learn more about these schools and are trying
to find out more detail about what their careers provision
looks like. Destinations data affords schools and colleges
a similar opportunity. Who were the students you advised
who succeeded when the odds appeared stacked against
them? How did you advise them? And is this an approach
you can replicate again in the future?
References
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We all know that communication skills are high on the list of common
competencies valued by employers.

THE VOICE IS NOT JUST
WHAT YOU SAY
T
SALLY BROWN
WRITES ON THE
IMPORTANCE OF
VOCAL TRAINING
IN CAREERS WORK
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he voice is more than just making sounds, it is
a projection of who you are: your personality,
your emotional state - you are your voice. Kristin
Linklater states that ‘to free the voice is to free the person’
(Linklater, K. 2006) and having taught drama for nearly a
decade, I saw how teaching vocal techniques could help
young people express not only who they were, but the
best of themselves. Therefore, I was curious to see how
teaching voice techniques would transfer to my current
role as a career consultant in higher education.
Why vocal training is important for clients
We all know that communication skills are high on the
list of common competencies valued by employers.
Therefore, like you, I spend time helping clients express
themselves clearly on applications and at interviews. But
I was seeing time and again the same scenarios - from
different clients - that no matter how well they prepared
what they wanted to say, the way they said it was letting
them down. For example:
• A client whose delivery was fast-paced, breathy and
hard to follow.
• Another whose nerves at networking events left them
dry-mouthed and shaky.

Vocal training can easily help with these widespread
issues - in the same way they help an actor engage an
audience. Your voice represents you, so it is important
that we help clients show their best ‘them’ under more
pressurised situations - such as at an interview.

Playing the ‘role’ of a professional
There is an element of performance when speaking to
employers or networking; we put the spotlight on certain
traits we want others to see. But this is also true in our
everyday lives - you don’t talk to your mum the same way
you talk to your boss! Think of it this way - you may not
be playing a ‘character’, but you are indeed playing the
‘role’ of your professional self. Perhaps by understanding
and performing their ‘role’ better - through improved
vocal technique - the client can communicate more
effectively.
What aspects should be focused on?
Some well-known drama schools - such as RADA - offer
vocal training and coaching for professionals who want
to improve their personal impact. These sessions often
span a full day or are spread over a few weeks. Offering a
similar provision in educational settings may not always
be possible due to resource restrictions. Therefore, when
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planning a 1 or 2-hour workshop myself, I decided to
focus on 4 key aspects:
1. Relaxation: breathing and re-focusing
2. Loosen: reducing tension in the body through stretches
3. Support: teaching the connection between breath
control and voice
4. Warm-up: focusing on the vocal cords and articulators.
To contextualise the techniques in a careers setting,
the learning outcomes of the session were focused
around improving communication skills in interviews,
assessment centres and networking events. This ensured
a healthy sign-up, with clients looking to improve their
performance in these areas. I also have taught these
techniques within one to one sessions, when clients
expressed concerns over how to manage nerves or
worried they were not showing employers the best of
themselves. The latter approach may be more helpful for
clients who feel uneasy practising the techniques in front
of a group of other people.
It is important to also show them some ‘discreet’
warm-ups and breathing techniques - if you have ever
seen a group of actors warming-up their voices before
a performance, you will know that subtlety is not a
concern! It is impractical to suggest a full voice workout
for a client waiting outside the interview room. But there
are certainly some appropriate breathing activities and
stretches that can be done in this scenario.

Not always a quick fix
It is important to note that improving the voice is more of
a marathon than a sprint. Although there are techniques
that may improve outcomes quicker, specific aspects such
as improved vocal projection or articulation can take
much longer (depending on the needs of the client). Voice
work is a physical activity, and like any physical activity
ongoing and continuous training is required for maximum
results. But this training doesn’t have to be arduous –
for example, practising correct breathing techniques or
repeating tongue twisters over time can significantly
improve someone’s confidence and competence.
What you can do now, and in the future, to support
clients
I would never advocate anyone trying to teach voice work
if they felt it was outside their comfort zone. This can
lead to ineffective sessions. However, there are dozens
of useful books and videos that can help you feel more
confident in teaching the basics. If you do want to offer
more in-depth sessions, perhaps seek collaborations with
drama departments or local theatre groups. They can
offer the training for the physical techniques while you
plan activities that place these techniques in a careers
context.

Perhaps voice work could even also be embedded into
career development modules - such as the work of
Gregory Justice, an associate professor of Theatre Arts
and Cinema at Virginia Tech. He created a module ’Using
Acting Techniques in Interviews’ for Semester at Sea;
(this is a multi-country study abroad programme on a
ship open to all students of all majors, emphasising global
comparative study). This aimed to apply techniques used

Voice work
is a physical
activity, and
like any physical
activity ongoing
and continuous
training is
required for
maximum
results.

by professional actors when interviewing for non-acting
jobs. Interestingly, the largest percentage of the final
mark came from a field assignment and field journal.
Students were required to record their observations of
various communications they witnessed: from business
behaviour to people dining in restaurants. Without even
a formal assessment, getting clients to have a greater
awareness of voice in communication is a simple positive
action we can all take.

Voicework for all
Linking acting to careers work is nothing new, theorists
such Donald Super and Larry Cochran borrowed terms
such as ‘roles’ and ‘theatre’ for use in career development
work. However, more ongoing research is needed
regarding the impact of vocal training used by actors on
career outcomes for clients. But I feel this is research
worth pursuing, as surely techniques that improve the
presentation of the role the client wants to communicate
can only result in positive outcomes. Therefore, I
wholeheartedly agree with Patsy Rodenburg, Head of
Voice at the Guildhall School of Music and Drama, when
she states, “Voice work is for everybody” (Rodenburg, P.
1992).
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Our career can give us a sense of contribution, a sense of value, a sense of
belonging, a sense of our own control over our own destiny.

KEEP CALM AND CARRY
ON SPEAKING TO CAREERS
ADVISERS
SANDRA CHEYNE
WRITES ABOUT
THE IMPORTANCE
OF CAREER
GUIDANCE DURING
THIS DIFFICULT
TIME

W

e are all going through disruption like never
before at the moment. During disruption we can
be faced with a loss of ownership or control. If
it is the loss of our job or our work, it is our career
ownership that is ultimately disrupted. The plans we
had, the choices we made or were just making, the risks
we took to achieve. The insecurity we feel is the loss of
ownership.
Our career can give us a sense of contribution, a sense of
value, a sense of belonging, a sense of our own control
over our own destiny.
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This unique and unpredictable time is giving us a sense
of loss of ownership. For many who have been paid off,
furloughed, or forced to close their business, this loss of
ownership is for an undetermined length of time as we
remain in COVID conditions.

We all need a sense of choice and agency in our own lives
and futures. Career Management Skills and high-quality
professional career information, advice and guidance
(CIAG) gives our customers this agency when it comes
to dealing with education, training, work and, ultimately,

life choices…particularly when it is delivered through a
coaching approach.

The coaching approach to career development is
particularly keen when we are in a time where we risk
people feeling ‘stuck’ or ‘paralysed’; when the decisions
they were just taking were abruptly halted, the plans and
opportunities they either no longer exist or have changed
to be unrecognisable.
Mourning the past, present and future
My colleague Lou Murphy captured this perfectly for
one group when she said, “I’ve been speaking to some
young people who are currently not only mourning the
past, but the present and the future opportunities that
are now lost. The past being the loss of their last few
months at school - the prom, the leavers day, the writing
on their shirts. The present being the things they could
be doing – like going to the park or their mate’s house.
And the future such as inductions to university changing,
plans for years abroad potentially being cancelled, that
job opportunity they thought they had but it may not be
there because the company can no longer afford it.”
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Lou, who is based in Edinburgh, said this was a clear
reminder that what she thinks is vital and what a young
person thinks can be very different. She’s found that
rapport building with clients, even if she has known them
for a while, has to be re-established as careers advisers
move to guidance over the telephone and it needs to be
stronger than ever. Lou believes the power of congruence
and empathy are vital to that approach.
Getting ‘stuck’
I can only agree with her, because without the skills of
professional career guidance advisers, people can remain
stuck – moving from the immediate financial survival,
furloughed, benefit claim process stage, into this ‘stuck’
stage.
Being or perceiving to be ‘stuck’ hinders active choices
and can therefore delay personal recovery…and for
Scotland, can delay the inclusive, economic recovery and
societal recovery. We know the scarring effects of longterm unemployment both on health, communities and
the economy. We know that career development through
a coaching approach can support the mindset from
perceived no hope to hope and then on to control and
ownership.   

The all-pervasive nature of the Covid-19 crisis may make
some feel that there are no opportunities out there, so no
hope.
Career guidance is going to be more important than ever
while this crisis unfolds, and in its immediate aftermath,
to enable our citizens to be active participants in their
career and not passive recipients accepting of their lot.  
As a career service within a national skills agency,
working in collaboration with partners and industry, we
have the knowledge to see transferability, opportunities
and creativity to build hope and then personal action in
our customers. We are uniquely placed to do this.
High-quality professional CIAG is never delivered in a
vacuum. It is based on robust evidence, theory, models
and up-to-date learning, skills and labour market
information.

Our approach of career management skills development
and a coaching approach to career development offers
customers the agency they need to move from the
survival stage back to the thriving.

Lifelong career advice and guidance
This is what makes what we do lifelong and all
age. People need good career advice and guidance to
give them back the control to make what are even more
important decisions, many that impact their whole family.  
At the moment families are all going through unique
career development times together – from the student not
learning in a school/college environment; to the school
leaver more unsure of their results; to the young trainee
paid off from provision; to the parent/carer furloughed or
thinking will they ever be able to start up their business

again or should they remain in a sector/industry that
seems so vulnerable now?

The feeling of loss of ownership could be multiplied in the
one family! Therefore, access to services via our helpline
approach is critical at this time.
Career development is lifelong and all age. It is
recognised in Scotland’s new Career Strategy that ‘career
development is a central part of life and not only a crisis
point intervention’. However, at the moment, we are in
crisis and career development support is central. The
decisions people make will affect them and those around
them.  

We will be facing into a potentially long-term and
sustained recovery period… the now is still very much an
uncertain one for our customers.

Building on the existing Partnership Action for
Continuous Employment (PACE) redundancy helpline,
SDS is due to launch an extended customer helpline and
online services to support more customers during the
pandemic period.
These include support for individuals in a range of
circumstances, including furloughed workers and those
facing employment difficulties. School pupils and their
parents and carers can also access a wide range of
support as they consider their options, whether staying
on or preparing to leave school.

Career guidance
is going to be
more important
than ever
while this crisis
unfolds, and in
its immediate
aftermath,
to enable
our citizens
to be active
participants
in their career
and not passive
recipients
accepting of
their lot.  

We need the skills of our CIAG advisers and the
knowledge we have of career management skills and
skills alignment to successfully give our current and new
customers the control and career ownership – the agency
they need to begin to thrive again!

Sandra Cheyne is Skills
Development Scotland’s
National CIAG Policy &
Professional Practice
Lead
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We’ve got a team of Careers at Sea Ambassadors, all of whom have worked
on board ships in various roles and can give first-hand experience of life
working at sea.

OCCUPATIONAL
INFORMATION

CAREERS AT SEA
T
RACHEL
GURNETT LOOKS
AT CAREERS IN
THE MERCHANT
NAVY AND THE
ROLE OF THE
CAREERS AT SEA
AMBASSADORS

he shipping industry is a vital part of our economy,
with over 90% of goods coming in and out of the
UK by sea. The Merchant Navy plays a large role
in this and Careers at Sea is here to guide you in your
understanding of what a career on board ship would look
like and how your students and those seeking career
information could be part of it.
What is the Merchant Navy?
The Merchant Navy is a term used to describe
commercial shipping. From the larger container ships,
carrying around 11,000 containers (the largest container
ship holds 18,000 containers!) each with about 30
tonnes of goods capacity, (a standard container can
hold about 24,900 tin cans or about 48,000 bananas, a
40 ft. container may hold more than 12,000 shoeboxes)
to the smaller ships collecting environmental and coastal
data, there are a variety of roles and purposes for ships.
Transporting people across the water in ferries and
cruise ships, moving fuel and other important resources
around the world, the Merchant Navy is active 24 hours
a day, 24/7. You can find out more about these vessels
on our social media and website www.careersatsea.org/
merchantnavy/
Specialist crew are needed to operate, monitor and
maintain these ships. Imagine being part of the team that
transports hundreds of people across the oceans, to be
‘on watch’ on the bridge (commanding room of the ship)
for a container ship delivering goods across the world.
Put yourself in the engine room of the ship, maintaining
the equipment that powers the movement of these
vessels wherever they need to go.
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Careers at Sea Ambassadors
We’ve got a team of Careers at Sea Ambassadors, all of
whom have worked on board ships in various roles and
can give first-hand experience of life working at sea; their
favourite moments, day-to-day tasks, responsibilities and
where it all started.
Our team of Ambassadors visit schools and youth
groups around the UK to speak about their careers and
how those listening could start their own Merchant
Navy adventure. Like many organisations, we need to
adapt our usual procedures for visits in order to ensure
people are safe and to help protect the NHS during the
pandemic. School and youth group closures and social
distancing measures mean we can no longer arrange
visits in the same way. However, our Ambassadors
and supporters continue to share their stories and
experiences about working at sea. You can find videos,
picture and written stories on our social media pages
(details below) which can be shared virtually with young
people across the UK.

No matter where we find ourselves in the next few
months, Careers at Sea is here to support career guidance
professionals with expert knowledge and insight into a
career like no other. When we are able to do so, you can
request a visit from one of the Ambassadors to visit your
school or college or attend a careers event, free of charge.
They can advise you on where you can train, who can
sponsor training and the academic routes available to get
qualified. Until that time, reach us online and explore our
resources for a spark of inspiration of where a career in
the Merchant Navy could take you.
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The Careers at Sea website, as well as our Ambassadors,
can guide you through the process of training for a
career in the Merchant Navy from interest to application.
Whether it’s deck (navigation) officer, engineering officer
or electro-technical officer (ETO) or ratings (skilled
seafarers in support roles), our site offers all you need to
get you started.
Resources
Website: www.careersatsea.org
Instagram: www.instagram.com/careersatsea/?hl=en
Twitter: https://twitter.com/careersatsea
Facebook: www.facebook.com/careersatsea

During this time when school and college visits are
not possible, our online content covers some of the
questions that many people ask our Ambassadors. Below
you will find an example of why they chose a career
in the Merchant Navy, but there is much more online.
What was their first experience on a ship like? What
training have they completed and what advice they
would give to anyone considering this career pathway?
You will find videos and written accounts from people at
various points in their career and training, in different
disciplines (Engineering, ETO or Deck) and on a wide
range of vessels. Read below and find out more on our
social media platforms.
What our Careers at Sea Ambassadors say:
Here are a few examples of why our Careers at Sea
Ambassadors chose the Merchant Navy.

Why did you choose the Merchant Navy?
Adam: “I chose a career at sea in the Merchant Navy as I
wanted something different from the mundane nine-tofive office job. My first exposure to the Merchant Navy
came during a school trip on board a small vessel on

the Clyde. Having
spoken to the
crew about their
careers, I knew a
career at sea was
for me.”

George: “Every
seafarer you’ll
ever meet will
tell you that no
two days are the
same and it’s
absolutely true;
it’s this part of the
job that excited
me the most and
convinced me to
apply. Once fully
trained, the qualification you receive can take you to
any part of the world on a huge variety of ships, and the
career progression is excellent.”

Ella: “I have always had a love and appreciation for the
sea, and for travelling far and wide. From the age of
about 16, I decided I did not want a normal desk job,
the 9 to 5 working just didn’t suit me, but at this point I
didn’t know I wanted to be a Seafarer. Nobody had ever
told me how I could be one or the opportunities open
for a young female. At a university open day, a Dean
suggested I take a look at the Deck Cadet programme. As
soon as I found out I could go to sea, studying something
incredibly interesting and ever growing, whilst earning
and traveling, I knew exactly what I wanted to do.”
Careers at Sea sponsored Tidal Tuesday for National
Careers Week 2020

No matter
where we find
ourselves in
the next few
months, Careers
at Sea is here
to support
career guidance
professionals
with expert
knowledge and
insight into a
career like no
other.

Photos courtesy of
our Careers at Sea
Ambassadors
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Training and Careers
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We’re on a mission to help every person find their purpose
in the new world of work.

RESOURCES

STAYING NIMBLE THROUGHOUT
OUR CAREERS

DOMINIC
ATKINSON ON THE
CHANGING NATURE
OF WORK AND
HOW TECHNOLOGY
IS SUPPORTING
CAREERS
PROFESSIONALS
TO REACH MORE
PEOPLE AT SCALE

N

ew technologies are rapidly changing how many
job tasks are performed and, as a result, learning
throughout our lives has never been more
important.

Considering that 41% of future skills are likely to be
acquired later in life compared with 19% today (www.
alphabeta.com/wp-content/uploads/2019/01/googleskills-report.pdf), the first ‘metaskill’ that people need
to focus on to thrive in a rapidly-changing environment
is learning to learn. Metaskills, according to Stephen
(2020) are “skills that help to organise and accumulate
other skills. It incorporates things like knowing how to
learn, self-regulation, self-reflection; making connections
between the bits of your knowledge; and self-motivation”.
Combining the development of new skills with our
unique human strengths will give us more opportunity
to work alongside new technology, rather than trying
to outcompete it. As a society, improving access for
people of all backgrounds to learn throughout life is an
imperative.

Dominic Atkinson is CEO
of Stay Nimble
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This is why Stay Nimble started.

Our mission
We’re on a mission to help every person find their
purpose in the new world of work, supporting learning
throughout life so everyone has an equal opportunity
to take part in new types of work created in local
economies. To reach as many people as possible, career
development services are offered through a digital
platform, which has been co-designed with people from
disadvantaged backgrounds to take into account diverse
needs.
The Stay Nimble team envision a world in which
everyone is equipped to thrive with change and we aim
to empower individuals in career choice, consequently
supporting resilience and social cohesion in their
communities.

Our approach
Our unique approach
is based on strengths
assessments - cognitive
and psychometric
assessments, combined
with real-time local
labour market data.
Using this approach
we are helping over
1700 mid-career adults
identify new careers
and learn new skills.
Everyone who joins
the digital platform
becomes a member
of the Stay Nimble
community, receiving
support during career
transitions and in
ongoing career development activities.

Our recommendation engine suggests options based
on personal strengths and careers growing in demand
where people live. Our ‘Skills Match’ feature helps to
easily identify skill gaps that require the acquisition of
new skills, and our relationship with learning providers
such as Open University, FutureLearn and Coursera
means we can reduce the complexity of finding out where
to learn them.

Digital tools
These self-service digital tools are supplemented with
support from career development professionals delivered
by one to one in-app chat, automated chatbots designed
by careers professionals, and one-to-one video calls.
We’re excited to invest in the development of further
features to support career development professionals
to guide our members. This includes a new coaching
interface where members can easily book time to speak
with expert, registered career development professionals
and where coaches can track individual progress.
Private individuals can get started for free and this
includes strengths assessments, skills analysis and the
resources written by the careers team. There is then the
option to subscribe for additional services.
https://staynimble.co.uk
References
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WEB REVIEWS

LEARN LOUNGE BY SPRINGPOD
https://learn.springpod.co.uk
Interactive and live careers talks
Covid-19 lockdown friendly, and likely to be
an invaluable asset whilst schools and colleges
remain closed - and beyond when social
distancing still prevails. If you remember the days
when a speaker visited to talk about their career,
job or industry, you’ll welcome it back – in virtual
form. You can book a place for a live talk or look
at recent recordings. Speakers represent a wide
range of industries and several are household
names. There are also talks on wider career
related issues including personal development.
And it’s all free. Definitely beats traditional video
case studies.

UNITASTERDAYS
www.unitasterdays.com
Directory of university events for school groups
and individual students
Aimed at teachers looking to arrange visits
for groups and individual students, this site
understandably comes with a warning that many
of its traditional visits may not be available due
to Covid-19. The idea is that you can both arrange
for universities’ representatives to come to your
school or visit the universities themselves and
speak with staff and current students. There’s
usually a programme of visits to universities
already arranged that you can tap into. You can
also request your own custom visit and download
a ‘Teachers’ Guide to University’. As the future
effects of Covid-19 on education become clearer,
expect more and more virtual visits will be
arranged.

HEALTH CAREERS – HEALTHCARE
SCIENCE
www.healthcareers.nhs.uk/explore-roles/
healthcare-science
Careers info pages on Healthcare Science
The media coverage of the work of the NHS
in dealing with Covid-19 has enabled us all to
appreciate the wide range of roles of the staff
involved. This section of the Health Careers site
from NHS Health Education England looks at
Healthcare Science, covering a wide range of
specialisms in life sciences, physiological sciences,
clinical bioinformatics, physical sciences and
biomedical engineering. Pathology is probably
one of the better known specialisms, but what
about genetics, audiology, critical care science and
vision science? Here you can learn more about the
different jobs, study and training, pay and benefits
and much more. There’s even a section aimed at
overseas personnel looking to join the NHS.

EVENBREAK
www.evenbreak.co.uk/en
Jobsite for disabled job seekers and inclusive
employers
Applicants can search by job title, company or
keyword and town/city or postcode. Alternatively
just click on ‘Search for jobs’ for menus. At the
time of review there was a large range of jobs on
offer, even some abroad (Luxembourg and USA).
You can also register for job alerts. Employers
have their own section with the facility to post
vacancies. Apart from concentrating on (and
being run by) people with disabilities, this
site stands out for its commitment. The list of
employers endorsing it is impressive and the
‘Find Resources’ section is awesome. There are
videos, webinars and pdfs covering a wide range
of motivation, preparation and support topics.
Invaluable for applicants but also brilliant aids for
teachers, advisers and support workers.

Web reviews supplied by Career Companion online www.careercompanion.co.uk

THISISAGRICULTURE
https://agribriefing-2.foleon.com/this-isag/booklet/this-is-agriculture
Careers site challenging traditional images of
agriculture
Put together by a group of employers and
colleges, this visually inspiring site is designed
to inform, challenge stereotypes and open eyes
to wider careers in agriculture in general. It
goes well beyond farm work! While it looks at a
variety of entry levels, the main thrust is graduate
entry. You’ll also see national and international
perspectives outlined. It certainly is an eyeopener, with food, chemical and agricultural
machinery companies well represented along
with many scientific options. There’s plenty of
info on the industry, careers, training and study
as well as a section covering specific employers,
their entry schemes and what they are looking for
in applicants.

METROPOLITAN POLICE CAREERS
www.met.police.uk/car/careers
Careers in the Met
This latest version from the Met still contains
careers info on familiar roles but it has been
updated to take account of the Covid-19 situation,
particularly on how it affects opportunities and
recruitment procedures. There are still sections
covering police officer, staff and volunteer roles
and in the ‘Currently recruiting’ section, details of
the Experienced Police Officers Return Scheme,
transferees from other Forces, fleet services
jobs and opportunities for retired officers to
return as police staff investigators. As always, the
presentation style is factual, to-the-point, and
gimmick-free.
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What do we want and need from colleges in ten years’ time? And, what changes
are needed in order to achieve this?

NEWS

CREATING THE COLLEGE OF THE
FUTURE

C
LEWIS COOPER,
DIRECTOR OF THE
INDEPENDENT
COMMISSION ON
THE COLLEGE OF
THE FUTURE, SETS
OUT A VISION FOR
THE FUTURE OF
COLLEGES

olleges are at the heart of communities, right
across the UK. Ever since the coronavirus pandemic
hit, colleges have been doing incredible things
to help their students, staff and communities. From
manufacturing personal protective equipment, to
coordinating with community groups to deliver meals,
colleges are yet again showing the critical role they play.
As we look to the other side of this crisis, and indeed
ahead to ten years’ time, there are many challenges to
address, including climate change, poor productivity,
regional inequalities, technological transformation and
an aging population. Colleges are where we can prepare
for and mitigate against these transformations. That’s
why the Independent Commission on the College of the
Future was launched in spring last year - chaired by the
UK Government’s National Statistician Sir Ian Diamond.

the four nations of the
UK and internationally, as
we co-develop our ideas,
holding over 60 events
and many hundreds of
discussions. In November
2019, we published
our progress report
for feedback (www.
collegecommission.
co.uk/progress-report),
setting out short
summaries of the key
themes that had been
raised and explored in the hundreds of conversations
held up to that point.

It is clear from the discussions we have had that the
many things that colleges do can be described as serving
people, employers and communities. To realise their full
potential, this strategic remit needs to be recognised and
reflected in government policies within each of the four
nations of the UK. This means:
• Strong alignment between economic and skills
strategies
• Ensuring strong collaboration across the education and
Since our launch, we have been working with a broad
skills system to support people to learn throughout
range of people from across and outside the sector, across
their lives, including access to high-quality careers
advice and guidance
• Offering regionally coordinated support for businesses
including business change and innovation
• Investment in blended learning, including staff skills
and digital infrastructure
• Empowering colleges to look outwards, at the wider
role they can play within their communities, for
example on health and wellbeing.
The Commission is made up of college leaders, employer
groups, student and union representatives and academics
and is asking two simple but fundamental questions.
What do we want and need from colleges in ten years’
time? And, what changes are needed in order to achieve
this?

Lewis Cooper is Director
of the Independent
Commission on the
College of the Future
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We are working towards launching our final report
in autumn, though our new timeline will continue to
develop with ongoing events. Covid-19 clearly has
implications for our work, so in the shorter term we are
exploring what we mean by the civic role of colleges, how
colleges work with the NHS and how colleges can play
an expanded role for careers advice and guidance on
essential skills.
We want to hear from as many people as possible as
we together set the trajectory for how colleges can best
serve people, employers and communities in the future.
We are sharing regular updates on our Commission
website (www.collegecommission.co.uk) and will share
further updates in the coming months’ newsletters (you
can sign up on our website).  

REGULARS

Follow us on twitter
#CDIUK

ADJUSTING TO A NEW WAY
OF WORKING

B
JULIA
WATERHOUSE ON
CHANGING HOW
SHE WORKS

efore joining the
National Careers Service
back in 2016, I’d worked
in many different roles from
the private sector to national
government and felt excited to
work on a service that directly
impacts on the life chances
and opportunities of so many
people.

If you’d asked me about an
average working day a few
months ago, the answer
would be very different to
now. Meeting internal and external stakeholders was a
key aspect of my role. Whist it still is, my meetings are
now facilitated through technology. I can’t say I miss the
travel, but I do miss meeting people in person. I also miss
the opportunity to meet customers and see the positive
impact of their careers advice sessions.
Since the introduction of Covid-19 guidance in March,
I’ve been working virtually alongside colleagues to
develop a more flexible National Careers Service
response to current challenges. We’ve put processes in
place to enable all of our 900 careers advisers to seek
out people whose lives and work have been affected by
Covid-19, and to use telephone and digital technology to
provide information, advice and guidance.

Across England, the National Careers Service is working
in partnership with Local Authorities, Local Enterprise
Partnerships, employers and others to support
individuals and organisations facing redundancy, as well
as matching those who are seeking jobs to key roles in
essential services. Advisers are supporting furloughed
workers to make practical use of their time, and helping
employers to identify and address future skills needs,
as well as supporting young people who face cancelled
exams and other uncertainties.

Whilst technology enables me to do most of my job from
home, I know many are not in such a fortunate position.
Some people find they have time on their hands and
might want to focus on learning a new skill. The National
Careers Service supported the development of ‘The
Skills Toolkit’ (www.gov.uk/theskillstoolkit) which gives
free access to a range of online courses from the likes of
Google and The Open University. They cover a wide range
of topics, from digital marketing to coding as well as
digital and numeracy skills.
Colleagues have also devised new and creative ways to
deliver the service. In early May, the central team and
contractors ran a Virtual Jobs Fair working alongside

Since the
introduction
of Covid-19
guidance in
March, I’ve
been working
virtually
alongside
colleagues to
develop a more
flexible National
Careers Service
response
to current
challenges.

DWP colleagues and local partners to share regional
job vacancies on Facebook and Twitter. This was hugely
successful with over 1000 vacancies being advertised
across the country in just one week.
We’re also drawing on the knowledge and experience
of careers advisers by establishing a virtual group to
pool experience, identify/share emerging trends, trial
innovative approaches, collaborate and share best
practice. We’re committed to working with colleagues
to come up with innovative ways to deliver the service
to those that need it. After all, for many there has never
been a more critical time to access careers advice.

I’m mindful that young people still need support, not just
on key dates in August when they receive results, but as
they consider their future options. The National Careers
Service provides a backdrop of support, helping people to
navigate the options available to them.
At the time of writing, nobody is able to predict the
overall impact of Covid-19, but I have no doubt that
professional careers advice and guidance will continue
to play an important role as we all adjust and take steps
towards recovery.

Julia Waterhouse is a
Senior Manager at the
National Careers Service

47
Career Matters
June 2020 / Issue 8.3

PROFESSIONAL
DEVELOPMENT
& PRACTICE

Once lockdown eases, we think it is vital that the use of virtual CPD continues
alongside whatever face-to-face delivery opportunities may be possible.

VIRTUAL CPD – CONSUMING,
PRODUCING, REFLECTING AND
FACING THE FUTURE

O
CLAIRE JOHNSON

nce upon a time, platform changes involved a quick
dash across a railway station to catch a train. In
these lockdown days changing platforms involves
hopping from Zoom to GoToWebinar to Microsoft Teams
and beyond. Rather than travelling for CPD opportunities
we are now accessing these virtually and in many
instances producing virtual CPD opportunities for others
to use.

Once lockdown eases, we think it is vital that the use of
virtual CPD continues alongside whatever face-to-face
delivery opportunities may be possible. The two methods
can co-exist happily and virtual resources produced to
replace our face-to-face delivery can be used to support it
in the future.

What has been striking in the last few months is how
readily our members have adapted to using online CPD
resources e.g. free webinars, Digital Bytes, expert training
online, regional and other meetings.
We have been delighted that many generous members
have produced webinars and other online materials free
of charge so that we in turn can share these with you.

Claire Johnson RCDP
is the CDI Professional
Development Manager
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We have adapted our C&EC funded training for Careers
Leaders and our CDI Academy accredited courses so that
these too are either wholly or partially delivered virtually.
Becoming producers of virtual training has involved CDI
staff and Trainer/Assessor Associates in developing an
appreciation of the strengths and limitations of different
platforms, thinking how best to use these to maintain
learner engagement and understanding the technical
abilities, time restrictions and access to IT equipment of
learners. It has also been crucial to maintain senses of
to use/produce? What/who did you miss and why? How
humour and perspective when we consider that everyone
can you use your new skills and knowledge to support
is working from home.
yourself, clients and colleagues?
• End of lockdown and beyond: There is no doubt that
Virtual networking has also sprung into life with many
the education and employment landscape will change
more people joining the CDI Community of Practice
and necessitate different ways of delivery to meet client
for Careers Leaders and hundreds flocking to join the
needs. What skills and knowledge will you need to
CDI Community of Practice for Career Development
enhance or learn to meet these demands? What support
Professionals. Lockdown no doubt encouraged this
from colleagues will you need? Please do let us know
need to talk to other professionals but we hope that
your suggestions for webinars, training, networking
this growth in virtual networking continues as we all
opportunities which will support you and also if you are
gradually return to work.
able to produce/lead any of these yourself.
Facing the future: Reflecting on your own consumption/
production of CPD resources, what are your future plans
for meeting your CPD needs? These questions may help:
• Pre-lockdown: How did you meet your CPD needs?
Did you take part in/produce any virtual CPD?
• Coming out of lockdown: What did you enjoy/dislike
about using virtual CPD and why? What will you continue

Our members are talented, generous, committed and
keen to share their knowledge and expertise. Be it
virtually or in person, together we can help clients at all
stages of their career journey to develop the knowledge
and skills to plan their evolving career paths.

PROFESSIONAL
DEVELOPMENT
& PRACTICE

Follow us on twitter
#CDIUK

SUPPORTING DIGITAL
CAREER DEVELOPMENT
PRACTITIONERS

T
MEET OUR NEW
DIGITAL PROJECT
ASSOCIATE,
MICHAEL
LARBALESTIER

he CDI is very aware of
the growing demands for
use of digital technology
in the career development
sector. In today’s climate
we have all found ourselves
rapidly having to change
business practices and adopt
digital approaches. For many
this has been an enriching
and empowering experience,
helping reach colleagues and
clients despite restrictions on
physical meeting.

It is also important that we feel confident and secure in
using technology in our work. The Institute recognised
its role in encouraging members to enhance their
digital skills. In December 2017, we published Thinking
digitally in a digital world: A digital strategy for the Career
Development Sector, which sets out the CDI’s digital
strategy. This strategy describes a vision for digital
working and the capabilities which all of those operating
in the career development sector require to function in
an increasingly digital world.
In 2018 we commissioned the International Centre for
Guidance Studies at Derby University to carry out an
important piece of research, Understanding the use of
digital technology in the career development sector, which
examined the digital literacy of the career development
sector. From this review we learned of much good
practice, and importantly people also highlighted areas
where they still lacked confidence.

In April 2020, Michael Larbalestier joined CDI as a Digital
Project Associate, helping implement our digital strategy.
Michael will be known to many of you from his past
contributions to national conferences and brings many
years of experience as a career development practitioner
and digital lead.
With a focus on helping members develop their digital
skills, we launched our new programme of free’ Digital
Bytes’ in April – short, sharp online sessions to cover
essential digital skills topics, such as cyber security,
making the most of digital career tools, using social
media for job search or service promotion, and digital
design skills to enhance practice. We will be drawing
input from a variety of expert presenters and making
recordings available in the CDI Members’ section.

In May we ran our first digital masterclass online which
was titled Creating a compelling LinkedIn profile, led by
Ruth Winden. In future we hope masterclasses can be
delivered face-to-face, but for now we have used Zoom

In April 2020,
Michael
Larbalestier
joined CDI as a
Digital Project
Associate,
helping
implement our
digital strategy.

meetings and this has seen an overwhelmingly positive
response.

You can book onto forthcoming Digital Bytes and Expert
Training Online by visiting https://www.thecdi.net/
Developing-Yourself

In May we also published a CDI Positional Paper on Safe
and ethical use of web videoconferencing for personal
careers guidance. This reflected that Skype, Zoom and
Teams among many other platforms are becoming
increasingly common methods for delivering personal
and group career guidance and information. The paper
considers how our normal safeguarding and ethical
practice might be impacted by these tools, and suggests
ways in which Members should review their practice to
ensure safe and ethical approaches are adopted.
We plan to develop more digital resources in the year
ahead including a digital glossary of key terms, and a
digital skills audit, which members will be able to take
to help them understand their relative strengths and
identify potential development needs.

Recognising the wealth of expertise and insight among
Members, the CDI plans to invite more volunteers to join
a Digital Champions Network, helping promote digital
skills and mentor colleagues in the career development
sector.
We welcome your suggestions for digital skills topics
and potential presenters for both our Digital Bytes and
Expert Training Online masterclasses. If you have an
idea or would like to be an online presenter, or you are
interested in becoming a volunteer Digital Champion
please contact michael.larbalestier@thecdi.net.

Michael Larbalestier is
the CDI Digital Project
Associate
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BOOK REVIEWS
CAREER
COUNSELLING:
THEMES AND
METHODS
Lisbeth Højdal
ISBN 978-1688367722
Independently
published
£29.05

This is a thought-provoking yet accessible read for
academics, practitioners and students alike. It challenges
the emphasis by policy makers on competence-based
approaches to career counselling which, the author
argues, leads to an over ‘individualisation’ of career
problems that are often the result of wider socioeconomic factors and inequalities. I found this a
refreshing approach in which the author was able to
strike a good balance in considering both the individual
and contextual factors affecting career choice.
The book focuses on the ‘subjective value’ placed on
career development rather than ‘objective competences’
which have been given so much attention in the past
and provides a relevant and practical discussion of how
to take a more holistic approach to career counselling.
Influenced greatly by Donald Super’s work, but drawing
upon a range of contemporary career theories, it offers a
number of different perspectives on career development
and the factors likely to influence people’s career
choices.
Parts 1 and 2 give an overview of career counselling
theories and consider how these relate to the
counselling process. The author describes these as the
‘what’ and ‘why’ of career counselling. A real strength
of the book is Part 3 where the attention turns to

GET AHEAD IN
YOUR NEW JOB

How to make an
impact in the first 100
days

John Lees
ISBN 978-1526847492
Open University
Press
£9.99
E-BOOK £7.91

This book arrives with endorsements from CEOs and
HR Directors (though none from the employees it’s
written for). Who might find it useful? Someone new to,
or newly-promoted in, a large, hierarchical organisation,
particularly ‘senior hires’, further on in their careers.
Less useful for those with little control over their job
content or those in small organisations where roles
may not be well-defined, with less time to dwell on how
others see you. (Too busy doing the job!) And it might
scare off a recent graduate, making the world of work
even more bewildering than they thought.
Most chapters end with a tick list which many will
find helpful. There is the danger, of course, that this
comes across as a formula which, if applied correctly,
automatically results in success. I would have liked
to see a bit more nuance and acknowledgement that
organisations have (and need) different personality
types.

Good advice? Have a dynamic career plan looking ahead
over the next 18 months. Useful information? Lots, but
the book ranges wider than the first 100 days so some
good tips are buried deep. Not a book to dip into as
much as one to read and take notes.
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the ‘how’ and offers
practical, qualitative
methods by which to
work with clients. It
aims to increase the
practitioner’s repertoire
of techniques and gives
step-by-step guide to
each method.
This is a thoughtprovoking and
refreshing book which
draws upon a range of
career theories to offer
practical methods by
which to work with
clients.

An occupational card sort method, described in chapter
9 of the book and cards covering 60 different job titles
can be ordered from www.saxo.com/dk/occupationalcards_lisbeth-hoejdal_ukendt_9788793412835 (cards in
English). Other occupational cards can also be used.
Paula Benton is a Senior Lecturer in Guidance and
Counselling at Northumbria University

The book’s 2020
publication date on
the one hand gives
it an up-to-date feel.
Unfortunately, it
predates the pandemic
which puts it outside the
‘new normal’. It could
be considered as good
lockdown reading, in
preparation for kickstarting a career later
in the year. Writing
this in the middle of
a lockdown with no
end date, I can’t help
wondering if anyone
really knows what the
post-Covid 19 business world will look like, let alone
how to carve out one’s position in it?

Susanne Christian is a Careers Adviser and member of the
Career Writers Association
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WHICH GCSES?
Alison Dixon
ISBN 978-0244452643
Honeyman Publishing
£10.99

Which GCSEs? complements Which A levels?, both
written by Alison Dixon. Whilst only 112 pages long, it
does a very effective job at what it’s aiming to do. The
book starts off with ten pages of information, aimed at
updating those parents, carers or students who quite
understandably are not fully aware of how GCSEs have
changed recently, or how the post GCSE landscape has
changed – e.g. with higher/degree apprenticeships.
Each of the 33 GCSE subjects are discussed in detail
to demonstrate the content which could be studied
(depending on exam board), how it is assessed, how it
could be used after GCSE and related apprenticeships
and careers. There were even a few ‘refreshers’ that I
found useful too about which degree apprenticeships are
available – an ever-changing range. Admittedly some of
these 33 subjects are not as common as others – ancient
history, citizenship studies and computer science are not
as commonly offered in schools as others mentioned.
But these and a few others mentioned, e.g. dance (often
offered by ‘out of school’ clubs and providers) will be
ones that careers advisers will come across once in a
while.

most obvious ones
which most people
will know. This book
is definitely worth a
read and promoting to
people who won’t have
access to this type of
information as part of
their working lives. And
if you think you know
it all – there’s likely to
be some gems in here
that the author will still
enlighten you with. And
if you have a careers
library to resource, this
is one for your ‘must
have’ list.

This pragmatic and objective book is upbeat and positive
without giving false reassurance. It charts constructive
steps that can be taken in a logical sequence - a system
the author calls the Career Navigation Cycle.

best to deal with stress,
fear, loss of identity and
confidence etc.

ISBN 978
-0-

244-45

264-3

90000

9 7802
44

452643

Mark Yates RCDP is a Freelance Careers Adviser and
Writer. He is a member of the Careers Writers Association.

The list of useful information at the end lists the exam
boards available and a select number of websites,
which will be a good starting point, without listing the

WINNING
THROUGH
REDUNDANCY

Six steps to navigate your
way to a brighter future

Steve Preston
ISBN 978-1907798429
Balloon View
£12.99
E-BOOK £6.99

Steve Preston has considerable experience of dealing
with clients who have been made redundant. His case
studies, refreshingly, do not always dwell on high-flying
executives cast adrift from well remunerated posts.
There are plenty of proven tactics here for anyone
reconsidering their career options through choice,
chance or enforced change.

Winning Through Redundancy is well written and,
although the text can seem quite dense, it is broken up
with charts, exercises, diagrams and illustrations, making
it easier to navigate. I had occasional concerns that Mr
Preston was using it – as he is entitled to do – to promote
his own brand. However, he offsets this by the book’s
sheer scope and by providing a comprehensive list of
resources created by other specialists.
There are forward thinking sections on networking and
portfolio careers: the writer unpicks and demystifies
these. He also clarifies how digital tools and social media
can be harnessed.

Mr Preston does not shy away from meeting the
emotional fallout of redundancy head-on: he advises how

For a client reading this
book alone, I would
recommend taking it
slowly in bite- sized
chunks. Each exercise
or activity contributes
to a foundation for
action. For advisers
and coaches, Winning
Through Redundancy is
a base for ongoing oneto-one work, especially
in terms of opportunity
awareness and playing
to individual strengths /
preferences. It could also be used in group work.

I fully intend to endorse this book to two friends facing
the consequences of being ‘let go’.
I rest my case.

Gill Sharp is a Freelance HE Careers Adviser, Writer,
Trainer and Portfolio Worker. She is a member of the
Careers Writers Association.

These publications are available from Optimus Education Resources (formerly Prospects Education Resources)
www.prospectseducationresources.co.uk
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Covid-19 is arguably the greatest challenge our nation has had to
manage since the Second World War.

THE LAST WORD

Post Covid-19: what will the careers world look like?

STEVE STEWART
ON THE NEW
REALITY IN THE
GUIDANCE SECTOR

C

ovid-19 is arguably the greatest challenge our
nation has had to manage since the Second World
War. It came from out of the blue, with very little
warning and each day we learn a little more about
how difficult it is to overcome. It is testing everything
especially our public services, particularly our National
Health Service, our communities and our individual
resilience and self-discipline to comply with the
requirement to stay at home and not engage as we would
normally with friends and family.
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It is also going to be incredibly challenging to our
economy and working life. It is this aspect of the virus
challenge that I want to talk about. While many of us are
working differently, some of us aren’t working at all; but
all of us are concerned about whether we (and our family
and friends) will have secure employment in the near
future. So what do we know, what should we expect and
what can we predict for the careers sector?

The employment and economic landscape
There’s an old joke that says get three economists in
a room together and you’ll get at least four economic
predictions. However, there does seem to be some
common ground:
• Firstly, there is widespread agreement that we will
experience an economic recession. Some forecasters
predict it will be more like an economic depression.
One million and it continues to rise. Employment has
already fallen by two million.
• The number of job vacancies has reduced dramatically;
most employers (other than some logistics suppliers
and supermarkets) aren’t recruiting. This summer a
million young people aged 25 and under are expected
to be looking for employment having just left school,
college or university.
These are challenging times for those wanting to enter
and re-enter the labour market. The problems worsen
for the economy the longer the virus crisis continues.

REGULARS

Follow us on twitter
#CDIUK

Estimates vary but the lockdown on non-essential
businesses and manufacturing is costing our nation £500
million a day at least. What is clear is that the economic
downturn is going to impact significantly on us all.
Whether it be loss of work or changes to the way we work
and where we work. People create wealth and people
need help and support to manage their careers and the
future.

Predictions
My view is that this time we will see a positive focus on
the value of professional careers support to both adults
and young people. One of the few good things to come
from the 2010 crisis is that we have learnt austerity
wasn’t a success.

Older workers will be asking themselves questions such
as, “My jobs disappeared, what can I do now? “
Is it worth retraining? Can I afford to upgrade my skills
and how do I do it? What is clear is that the demand
from adults and young people for high-quality careers
information, advice and guidance that brings them hope
and opens their eyes to new opportunities will be huge.

I believe there will be more investment and promotion of
careers in the days ahead than we have seen for the last
ten years. Our world post Covid-19 will be uncertain for a
while. The value of what we do in helping people manage
uncertainty, make good decisions, reassess their worth
and develop their resilience to make positive job and
training choices, will be recognised and valued.

The capacity challenge
As a nation we face huge labour market, economic,
social and educational challenges. Young people whether
they are pre- or post-18 will have to navigate a more
complicated and confusing labour market. There will be
new employment patterns and some jobs will disappear
at an alarming rate whilst other jobs will make an
appearance.

Do we have a capacity challenge? Are there enough
trained and qualified professionals to meet this need?
The answer is probably no. In November 2018, the CDI
working with iCeGS, published Workforce Needs of the
Career Development Sector in the UK, which highlighted a
skills shortage in qualified careers advisers. This shortage
is partially due to the fact that we haven’t yet recovered
from the savage reductions in the careers workforce in
2010 at the end of the Connexions era. In addition many
sole traders working in careers guidance are deciding it’s
time to retire (some for the second time).
Since the onset of lockdown in England, the larger
careers companies, most of which are National Careers
Service prime contractors, have been treated very badly
(but probably not intentionally), by the Education and
Skills Funding Agency in relation to their contracts
which rely on payment by results. They will take time to
recover from the severe financial conditions they have
experienced. Both the sole traders and larger careers
companies need greater government support at this
uniquely difficult time.

Will there really be growth for the careers sector?
Looking to history isn’t helpful in making judgements
about whether there will be immediate growth in the
careers sector to meet the demand created by the fastapproaching recession. Pre-2010 economic recessions
were times of growth for our sector. Governments
invested in services to support those unemployed and
those looking to enter the labour market. In 2010 our
sector was another victim of austerity. Over half of the
employees working in the Connexions/careers sector lost
their jobs. Some bravely established their own businesses
and continued. In terms of careers support to young
people as a nation we have spent the last decade slowly
rebuilding much of what we lost.

We now know how important our public services are.
There’s no doubt that the courage and commitment
to public service as demonstrated by our brave NHS
and other public service staff will result in a growth in
interest in careers in these services as well as scientific
research and biotechnology. Ironically, providing services
to the public is now ‘cool’, popular and inspirational. As
a nation we now really value them and understand why
they are ‘key workers’ (no one has ever described hedge
fund millionaires as ‘key’, and I suspect no one will).

The value of
what we do
in helping
people manage
uncertainty,
make good
decisions,
reassess their
worth and
develop their
resilience to
make positive
job and training
choices, will be
recognised and
valued.

The new reality is that those working in the careers
sector will become key to helping rebuild our economy.

Steve Stewart OBE is
the Chief Executive of
Careers England
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With a growing membership of over 4700 individual practitioners, schools
and colleges, we provide a wide range of services including a regular
e-newsletter; magazine, sector qualifications and full programme of CPD.

Joining is easy
For full details of the member benefits, including joining the UK Register
of Career Development Professionals and Affiliate Organisation, Student,
Retired and International membership, visit www.thecdi.net.
Join and pay online: www.thecdi.net/apply

Come Join Us!

The Career Development Institute (CDI) is the
UK-wide professional membership body for
the career development sector. Our members
are career advisers, careers leaders and
teachers, career coaches, career managers
and other professionals working in the public,
private, voluntary and community sectors.

