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Introduction

The aim of this paper is to provide an overview of the training activities and findings within the Leonardo da Vinci
Guidance in the Workplace project. The paper also aims to identify some future challenges for the development of
training for guidance counsellors and other guidance agents in the field of guidance in employment and to facilitate
the ongoing cooperation between guidance agents and employers.

The issue of the level of skills and competences of employees in the changing labour market economies in EU is a
major issue for employers and the employees themselves and has become a main social and policy issue through-
out Europe. There is therefore currently much policy debate within the European Union about how to acquire and
develop the skills and competences of those in employment.

Most European countries have developed a variety of training programmes aimed at employees, which are paid
through the state budget. At the same time, the process of APEL is used in many countries and is at different stage
of development.

However, The Cedefop’s report on the Career Development at Work argues, that member states guidance policies
have not fully addressed the information, training and guidance needs of adults in employment. This is even more
true for the employees of small and medium enterprises where the roles of a manager and human resource man-
ager are often combined in one person. At the same time it is assessed that employed adults, are less likely to use
the guidance services provided. The particularly vulnerable group are the low skilled workers.

Much attention is therefore now being given to developing more accessible ways in which the guidance counsel-
lors can work with those in employment and in which they can work with existing or potential non formal guidance
agents within employment. These include the persons responsible for human resources within the companies, trade
union representatives, educational institutions professionals, representatives of employers organisations, manag-
ers and others, but have no specific experience in guidance.

The European Commission’s Leonardo da Vinci 2 programme has provided the framework for Guidance Merger
1 project with the ambition to create innovative methods for guidance for adults in employment. It has addressed
thee main issues:

. That guidance can make a major contribution to the development of lifelong learning for those within employ-
ment by encouraging them to take up learning opportunities.

. That guidance is not always easily accessible to those in employment.

. That Advice and guidance should not be provided in isolation, but as an integrated part of the training an

learning at the workplace.

In addition to the above mentioned issues, all of the partners have agreed to look more deeply in the relation be-
tween guidance work and the assessment of prior learning.

Two of the participants of Guidance Merger project - CFL from Sweden and ASTER Italy - have followed through this
work now under European Commission’s life long learning programme. Leonardo da Vinci 3, transfer of innovation
project where the experiences of the first project, are to be tested and implemented by additional three partners,
SIAE Slovenia, Soros Romania and CIBC France. All of the participating organisations are explained into more detail
in the Evaluation Report.

Training activities

Training was the second component in the Guidance in the Workplace project and was one of the central focuses
from the start of the project.

The main line in the organisation of the training in Guidance in the workplace project was to provide the common
grounds where the professionals from different countries and different fields of work will feel free to exchange their



experience and gain from each others approaches, knowledge and skills within the group. As the project was a
transfer of innovation project, the project promoter, who has participated in the first project took the lead in this
approach, and therefore organised the first training event for participants from other countries to join. In addition
evaluation visits between partner countries were also organised to enable a larger number of professionals to evalu-
ate and learn from developments within the project and to gain additional knowledge and skills needed in working
in guidance in employment.

The organisation of the training was divided into three stages:

1. identification of training that already exists in the participating countries,
2. identification of the target groups and their needs for the training,
3. implementation of the training and evaluation

a)  transnational training events
b) national/regional training events.

Each of the stages were then reflected at the meetings of the partners and also at the evaluation visits which were
organised around the project.

The first two stages were the introduction of the work that was going to be undertaken in the participating coun-
tries. The expected results were that in each of the country there would be experts prepared to be able to carry
guidance activities in the workplace within the guidance in the workplace project and beyond.

1 Identification of the training that already exists in participating countries

The first phase of the project focused on collecting data about how the training of guidance counsellors working
within the workplace is organised in different countries. The aim of this activity was to identify to what existing train-
ing was already available. The main focus was gathering the information on training modules which are organised
by accredited organisations and are therefore recognised in the guidance environment. The research included the
information on initial as well as in service training. A grid was prepared covering the following areas: the target
groups for the training, the number of hours of the training, the content of the training, the skills and competences
that are gained on completion of the training. Each of the organisations involved has completed research within
their own country and the results were supplemented also with other research materials already available (Career
Guidance A Handbook for Policy Makers). The research took place from February to June 2008.

Romania

The majority of guidance counsellors in Romania have a completed higher university level courses in psychology,
pedagogy and sociology and social work. The professionals who occupy the position of guidance counsellors have a
degree in psychology, pedagogy, sociology or social work. There are no faculties/departments specialising in guid-
ance and counselling.

However there is a master degree in guidance and counselling offered to the professionals from the above men-
tioned fields. It is not a precondition to get a job as a guidance worker.

These trainings are further supplemented by continuing training schemes offered by National Resource centre
for vocational guidance and EU funded projects and other trainings offered through the network of Ministry of
Education.

Slovenia

The situation with the initial training in the guidance field is similar in Slovenia. The majority of guidance counsellors
have completed higher university level courses in psychology, pedagogy, sociology and/or social work. There are no
faculties/departments specialising in guidance and counselling.



There are however a few specialised training courses. For example all of the guidance workers in the field of guid-
ance in adult education have to finish 112 hour training offered by Slovenian adult education centre to get the job.
In addition there are continuing development modules offered.

There were also the training courses for guidance counsellors in employment service of Slovenia designed and how-
ever it is not a regular training system and that courses are not certified by any professional body.
France

The majority of professionals working as guidance counsellors have a university degree in psychology: the guidance
counsellor/psychologists or industrial psychologists in the public employment services. Other practitioners have
other various levels of psychological training.

There are three main types of training in guidance counselling occupations in France:

. a higher university-level course, guidance counsellor/psychologists or industrial psychologist;
. higher education specific to a professional body: ANPE counsellors;
. other university courses among each one of the career path is also guidance, such as Bachelors Degree in

social action, training and integration counsellor, human resources management.

These three types of training are supplemented by continuing training schemes, practical training making use of
tutoring and training schemes offered by public organisations or private agencies.

Apart from the university courses there are also other courses leading to EQF 5 organised and closely linked to guid-
ance work, such as the trainings for Integration and Local Development Manager, Insertion and Local Development
manager, Insertion and Local Development.

Italy

Recent developments in the field of professionalising career guidance work have resulted in new programmes
for career guidance. The majority of guidance processionals have a completed higher university level courses
in psychology or other disciplines and this is further supplemented with either professional courses specified
at guidance practitioners including skills audit professionals or master courses for guidance and counselling.
The entry conditions for the courses can vary, some of them are only open to psychologists some of them are
aimed at guidance professionals from different educational background. In order to join an Italian association
of guidance (private organisation) a specific post degree path in guidance or a very long professional experi-
ence is required.

Sweden

Sweden is the only country participating in the project which has a well established system of training for guidance
practitioners with a three year university course offering BA. The academic education contains three main blocks,
sociological, psychological and practices.

The faculty for counselling also offers courses of different lengths as continuing training for active counsellors. In
addition there are other possibilities to receive in service training and further education for guidance counsellors
within their employment also offered by other training providers.

Counsellors generally have certain possibilities to receive in-service training and further education within the frame-
work of their employment. Within local authorities a subscriber system is common in certain regions. This means
that counsellors receive between 5-10 in-service training days per year for a fixed sum. These days can focus on
development of different skills or a deeper insight into the employment market, education, forecasts, etc. Smaller
groups of counsellors have the possibility to take part in shorter courses of 1-2 weeks duration.



Main conclusions

. There is a general understanding in all of the involved countries that the most important re-
source in any guidance related activity is staff. It is also recognised that the staff should have
the right competences to meet the requirements of the tasks they are approaching.

. All of the countries involved have the professionals working as guidance counsellors and all
of the counsellors have at least degree level qualifications. However the training programmes
and consequently the competences of guidance counsellors vary a lot from country to country.
For example: there is a structured three year university course organised in Sweden, where the
universities are the main developers and also providers of the training. The guidance profession
is therefore well established, structured and recognised in the society. While in some other coun-
tries, a training in other disciplines (psychology, pedagogy, sociology and/or social work, etc) is
seen as adequate to perform the job of a guidance counsellor.

. None of the modules researched is aimed at guidance counsellors in employment. There is also
no evidence of the existing trainings which would provide guidance counsellors with the skills
to integrate and implement the service provision in the companies although there are several
modules (in particular in French training scheme) which are very closely linked to guidance in
employment.

. Very often the companies are also learning environments. It is therefore essential for the guid-
ance counsellors who work in employment to be able to provide at least the information on
structures and procedures of APEL.

. The training programmes for the guidance professionals in APEL varies a lot. They are organised
as a part of a training for guidance counsellors, or they are a separate trainings also aimed at
guidance workers, or as it is in the case of France, they can be a separate programmes leading
to a new profession.

2 Identification of the target groups for the training

One of the key principles, which we followed throughout the project was to work with and for the participants and
not ‘on them’. This was true also for the development the contents for the training as well as for the selection of
the target group. Therefore the decision on the target groups was left to the partners themselves, which have by
this point already developed the models (plans) for local/regional/national implementation of the project activities.
The decision on the target groups for the training was therefore dependent on the particular models, which are
described the Final Evaluation Report - Guidance in the Workplace project.

We have however started with two assumptions at the project level:

. that the central person to deliver guidance in employment is a guidance counsellor who already has the
knowledge and experiences of guidance work and should upgrade them with further skills and knowledge
deriving from the delivery of guidance in employment.

. that guidance in employment cannot be provided in isolation: One of the main aims of the project was there-
fore to establish stronger linkages between formal and non formal guidance providers: to assess the needs
they have in relation to guidance in employment and to further implement the activities of guidance in the
workplace together.

To support the partners in the process of identifying the target groups for the training and also further delivery of
the service a questionnaire was prepared.

As the project partners are from different environments (in Slovenia and France, guidance is the core of the activities
of partner organisations, whilst the partners in Romania and Italy are mainly a project management organisations),



the activities of choosing the target groups were performed differently. The CIBC has chosen professionals from
their own networks, while the target groups in Italy and Romania are coming from the “outside environment”, while
SIAE has created the teams of professionals from its own network and others. The following target groups were
chosen for the training.

Slovenia: guidance counsellors from guidance centres for adult education from the regions where the project was
to be implemented; and trade union representatives from the companies where guidance in the workplace was to
take place as well as representatives of the Association of Free trade Unions and their regional representatives.

Italy: Professionals working in management of human resources in the workplace.
France: Skilled audit counsellors from 8 CIBC in the region.

Romania: Guidance counsellors (currently involved in guidance to unemployed people and/or professionals work-
ing in human resource management).

Sweden: Guidance counsellors in adult education.

3 Implementation of the training and evaluation

The starting point for the content of the training was prepared from the Guidance Merger project (see Guidance
Merger Final report), research undertaken within the Guidance in the Workplace project and the wider EU environ-
ment. The proposed list of topics was used as a guideline for the reflection of participant’s own knowledge and skills
and as a basis of the needs assessment.

The starting points

. The shift of the traditional guidance counsellors role to the new roles emerging from work with
employers: One of the results in the guidance merger project was that the roles of the guidance
workers, while working with employers, requires additional skills from guidance workers than
their traditional tasks (information, guidance). The new role has in addition also implications on
the ethical codes recognised in all of the countries involved (impartiality, confidentiality, client
focus, equality of opportunity, transparency, accessibility). Working with employers put the guid-
ance counsellors into much wider context, which means also broader competences. The crucial
part is cooperation with the employers as a necessary element in guidance counselling for em-
ployees. It is essential that the work is done in agreement with employers and that the employers
see the benefit of guidance work for the company. Any guidance worker who aims to work with
employees should increase their knowledge of the enterprise itself, its business and history, the
future challenges of the enterprise, the general conditions and the processes of change, which
take place inside and outside of the enterprise.

. Another important aspect of the new role is cooperation with different agencies and organisa-
tions in the local community. If guidance is seen as an integrated part of learning, contacts with
educational and training providers will be frequent. In this respect the guidance workers should
also be able to organise projects and to find external funding.

. Very often the companies are also learning environments. It is therefore essential for the guid-
ance counsellors who work in employment to be able to provide at least information on struc-
tures and procedures of APEL.



The proposed list of topics was used as a basis for the reflection of the participant’s own knowledge and skills and as a
basis of the needs assessment (see app. 1 and 2). The topics, which were found the most useful, were further elaborated
and are gathered in the Introduction to guidance in the workplace module, which is one of the outcomes of the project.

One of the main challenges in methodology of the delivery of the training was to enable the transfer of the innova-
tion of the experiences and knowledge gained in Guidance Merger project and to still leave enough room for the
support of the professionals who were starting the work in their own realities. We therefore decided to move away
from the idea of preparing one common training programme which would have been delivered as one model of
how to introduce guidance in the workplace. Instead we organised different training events in the form of transfer
of experiences and knowledge already in the group based on the needs assessment of the target groups identified
for the training supplemented by the trainings organised regionally/nationally.

There were two international training events organised for all of the partners. The choice for the first one was obvi-
ous. It was about transfer of innovation of the experience from Guidance Merger, from CFL, the promoter of the
transnational GIWP project from S6derhamn, Sweden. The decision for the second was however done as a reflection
of the needs the partners expressed in relation to guidance and assessment of prior learning. After the introductory
presentations at the first meeting in Ljubljana, it was assessed that out of all of the partners, France has the na-
tional system and different elements at place therefore, CIBC with its network was asked to share their experiences
also with the others.

The study visit Soderhamn

The first transnational event was organised around the second partnership meeting in S6derhamn, in September
2009. All of the partner countries were presented and two of the partners also came with the representatives of
their regional networks (Romania and Slovenia). All of the project managers defined their specific areas of interest
in advance. The main aim was to transfer the knowledge of the model developed in Sweden during the Guidance
Merger project to other partner countries through the presentation of four main stages developed in GM project:
These were how to establish good, sustainable networks; the definition of roles, who did what and what kind of skills
and knowledge were required from the professionals to do the work; how to develop a long term relationship with
employers, the day to day work with the clients (from forming the initial contacts, motivating them for the training
to the follow up through training and evaluation), how to establish guidance as a part of ongoing training and
professional development in the companies. The essential part of the study visit was the visit to the Valvik Pulp Mill
company where CFL guidance counsellors have provided guidance and counselling. The company president, HR
department representative, regional representative of trade union and CFL staff have all explained their motivation
for the involvement in guidance in the workplace as well as how it was implemented, ways of networking, and ben-
efits of networking, involvement into training, and finally also the benefits for the employees with the presentation
of a few case studies.

The evaluation in the end of the meeting showed that all of the participants were satisfied with the information and
knowledge which was shared with them, the most interesting was the visit to the Valvik Pulp Mill company and the
views from different parties involved in the process. It has been also agreed that they can also come back with ad-
ditional questions which would arise when they start to work in the field.

Study visit Arras

The second transnational training event was organised as a part of the partnership meeting in France, it took place
in Arras, in January 2010 and was organised by CIBC. All of the managers of the project from the partner countries
have decided to invite also guidance counsellors, as well representatives from regional networks to the meeting. The
general objectives of the training was to familiarise the participants with French system of learning and guidance
in the workplace with the focus on APEL. More specific objectives were: to get familiar with the structures which are
used to support learning and guidance in the workplace, the motivational aspects: to get familiar with how the rel-



evance of learning is perceived by the employers and why are employers interested for their workers to participate
in guidance and learning, to get familiar with what are the main motives of the employees to participate, to get
familiar with the needs assessment methods for the chosen target groups, to get familiar in more detail how the
assessment of prior learning in organised, and how is it carried out.

The training was delivered through the set of presentations of relevant professionals, the participants also visited a
company of a sewing thread factory Meryl Fibert.

The evaluation again showed the relevance of the knowledge that was delivered to the participants and perhaps the
most relevant was the need expressed by the Slovenian and Romanian partner to continue the exchange of experi-
ences in the form of the evaluation study visits.

Evaluation visits

One of training angles in the project were the evaluation study visits. The prime aim of the visits was for the partners
to get additional onsite knowledge of how the other partners implement project activities and which strategies they
find useful in tackling the obstacles in their innovative work and to reflect the new knowledge with the eyes of their
own situations. The partners were free to define their own interests and agree on the areas of work they would like
to observe and would benefit the most from.

There were three study visits organized during the project duration. For all of them the topic was agreed at the
GIWP partnership meeting in France, Arras, in January 2009, and then further discussed and finalized via e mail.
The visits took place in the period from February to June 2009.

. A group of 3 Slovenian guidance counsellors, 2 trade union representatives and a member of a manage-
ment team from SIAE went on a study visit to CIBC with the aim to get further knowledge of the education
and training system and the developments within the project in France. The main focus was organisation of
education and training for adults, the structure and procedure for the assessment of prior learning and the
presentation of the activities of French trade unions in the light of life long learning.

. The skills audit and guidance counsellor from France went for a study visit to Slovenia and Romania, with the
main aim to be able to discuss and exchange the best practices on each thematic of guidance in employment
and local/regional networks.

Lessons learnt

All of the professionals involved in the study visits have been interested in finding ways of working in
different countries (for example, methods and levels of involvement of trade unions, methods of work-
ing with the client, how to create an information office within the workplace, etc). The Slovenian profes-
sionals were very impressed with the French system as such (for example the independent guidance
institutions for life long learning) and in particular the level of the development of APEL system based
possibilities of the validation of knowledge and skills. Although the introduction of certain elements on
the system level to the Slovenian system is outside of their influence, it was decided that particular tools
used in France may be translated and tested also in Slovenia.

Finally the study visits gave also the opportunities for a wider perspective of ones own professional
work or as the skills audit and guidance counsellor from France the expressed himself “It permits to
open my mind in finding out some new way of approaching the people, using some tools... It gives me
some new ideas, and improves and complements my way of working. This is also the opportunity to
share with other professionals from other countries about our way of working and, in explaining it to
the other; it permits to realize all the things we do in our daily vocational life”.



The national/regional training events

Romania

The Soros Education Centre has carried out a 2 day training event in May, 2009, with the main focus to prepare
the guidance counsellors from the Harghita Country Employment Agency to work with the companies and their
employees. They have prepared a training programme following the answers from a questionnaire about potential
areas of interest and training needs. The topics were: legal and organisational framework, methodological issues;
techniques for individual or group counselling, evaluation models, soft skills development, the balance of the inter-
ests of the employers and the employees.

The participants have assessed the training as good and very good. One of the guidance counsellors who was par-
ticipating in the case studies interviews thinks that she will be able to use the training in her work especially when
companies cannot find enough employees, or the best trained employees. The training within the guidance in the
workplace has given her tools to give information/advice on existing opportunities and methods.

It was suggested that further training should focus on the issues of crisis management and more practical methods
of guidance.

(For more information see Appendix 3.)

Slovenia

SIAE, the partner from Slovenia, has taken the decision to integrate the networking approaches and to bring the
professionals who were going to work together in the companies (trade union representatives and guidance coun-
sellors) already through the training activities. They have organized a 3 day workshop events implemented in April
and May and 48 hours of self-directed learning with mentoring of SIAE and ZSSSS. The content was decided on the
basis of a questionnaire on potential areas of interests and needs. The training had the following objectives:

. to familiarize the counsellor and union reps with the importance of LLL for the employees,

. to familiarize the counsellors and union representatives with the importance of implementation of guidance
for LLL and career development in the broader sense (career as a life) at workplace,

. to train counsellors and union representatives for tasks they will have in connection to guidance for LLL at
workplace.

The training was carried through three modules: Guidance in the workplace in the context of lifelong-learning of
the employees (and how to analyse the educational/training needs of the company). Procedures for recognising the
already acquired knowledge and experience (APEL), Preparation of the concrete plan for guidance in the workplace
in selected company.

During these process it has been important to learn about the characteristics and needs of the selected target
group - the employees (in Slovenia, in the selected regions, in the selected branches of industry from which the
companies have been chosen).

The evaluation of the training showed the high rate of satisfaction with the training. However it was not seen as posi-
tive to have the same contents delivered to both of the professional groups at the same time. For the future, further
topics will be added, and there will be additional training organised for trade union representatives.

(For more information see Appendix 4.)
France

The French partner CIBC, has organised a 5 day training course for guidance counsellors from CIBC Arras, and
some other guidance counsellors from other CIBC. The training was organized with the main goal to develop and



improve the ways of approaching the employers, and learn to become good “sales representatives” of the guidance
services, in order to convince the companies of the importance and the benefits of the guidance in the workplace.”
In the meantime, try to take advantage of their attention, to show them that CIBC could be the best interlocutor
for this kind of questions (guidance, counselling, advices...).” CIBC has prepared their own grid for in depth needs
assessment. The training was about the following topics: how to better know the companies, their working, their
needs, better know the CIBC's products, services, values, strengths, how to communicate and listen to the employ-
ers’ needs, how to become a good “salesman”, who am | as a counsellor

Main outcomes of the training were: CIBC and the counsellors got a new trade strategy (new “clients” and
partners search, new CIBC'’s external image...), prospective new partners and guidance activities (CIBC regional
development), strengthening of the relationships within the CIBC network (new common advertising mediums, leaf-
lets, same action plans and strategies, further common provisions of services...).

The evaluation showed that all of the participants found the training useful, claiming that they could use 80% of
the content in the future work in guidance in employment. The following elements were assessed as the most useful:
“Development of a real strategy towards the companies, Opportunity to diversify the activities, the effective use
of our network (and partners), Being more confident in ourselves to try to get some contacts with companies and
employers, Being able to well identify the employers and employees needs about guidance and trainings, Improving
our communication skills, Improving CIBC external image (among the companies), Proving that guidance can be
given in the workplace and that CIBC is an expert on that field”.

The training will be organised also in the future for other partners from CIBC network.

(For more information see Appendix 5.)

Italy

The Italian partner ASTER has chosen a slightly different approach. They have mainly concentrated on awareness
raising activities to promote the initiatives addressed to the guidance and training of the employees. They have
organized a workshop with HR managers and professionals in enterprises. They have concentrated on the topics of
development of key skills: innovation, creativity and self planning, career coaching, methodological issues and op-
erational tools, how to manage change in the enterprises. The evaluation has led to the following conclusion: train-
ing can provide a notable contribution to the development of learning for employees encouraging them to access
training opportunities, it is essential that the guidance and training are provided as an ongoing process to supply
an effective contributions to the development of learning for workers. Most of the participants answered that they
have developed a deep awareness about the positive impacts such instruments could have in their own companies
and the role in HR departments.

(For more information see Appendix 6.)

Sweden

Although CFL has been the organization where guidance in employment was a regular activity already before the
beginning of the project and has therefore been the organization with the role to transfere the knowledge through
international learning, the implementation of their own activities in guidance in the workplace was further discussed,
reflected and evaluated in the from of study circles (one day each month) organised by Halsingeutbildning network, a
collaboration between 6 municipalities in the county of Halsingland. The following topics have been further elaborat-
ed: case discussions, recent experiences related to workplace guidance, APL, workplace based training, SME —contacts.

The events were assessed positively. One of the counsellors said: “ This is a very effective way to organise training
for professionals. No expenses for lecturers, the participants share their knowledge and experience in the group and
get instant feedback from their colleagues.”

Further events are going to be organised also in the future.



Conclusions

Moving towards a common training programmes: One of the main aims when introducing innovative training ac-
tivities is to come to a common, transparent training programme, which would enable us to have a more compre-
hensive overview of professional skills and indirectly also enable to assess the quality of guidance provision in the
particular area. However the training activities in guidance in the workplace are still at an early stage. The positive
evaluations of all of the training events is showing that there is great interest and the need for training in the field of
guidance in employment. After finishing the second cycle of projects we can also claim that certain common topics
for the training have already been identified (the individual vs company approach in guidance in employment, the
networking and referrals in guidance in employment, ethical consideration, introduction of guidance in the APEL),
while on the other hand, Guidance in the workplace training has to be reconciled also with other agendas. For exam-
ple in France, the current situation is that the changes of the partner organisation and the new ways of working with
employers seem to be the main focus also for the training rather than guidance training in isolation. In the Italian
project the focus on institutional partnerships between the participating agencies has determined the design of the
programme, to some extend at the expense of the involvement of the employees themselves. It is however difficult
to asses whether the role of guidance counsellors in employment will broaden to all of the above areas in the future
or whether there will be a room for a new professional role/s. It is for now of crucial importance to continue creat-
ing the conditions and the environment for guidance in employment to continue to put in place the mechanisms to
support the professional development of counsellors as well as other intermediaries (or other guidance agents as
we call them in the report), including continuing professional development of staff.

Flexible employment, Flexible guidance, flexible training: The guidance counsellors traditionally work in the public sec-
tor or are funded through the public funds . The public sector however still has a different pace of work as well as adapt-
ability and flexibility of work. The guidance counsellors who are starting to work with employers are therefore reaching
out of their comfort zone. They most directly experience the changes of the labour market which are reflected in ever
changing needs of the clients as well as conditions of work. If they are to be successful the work has to be flexible, in
terms of organisational aspects ( the guidance work is taken outside the save environment of the offices, delivered in
the hours that suit the clients) as well as the content of guidance work (for example combining the national funding
resources for training with the needs of the companies and employers). If guidance workers are to be ready to do the
work, they have to be prepared to constantly update their knowledge. The traditional training programmes however
are mostly organised when the need is recognised by the larger segment of the professionals. It is therefore important
for the design of the training that it is flexible and provides enough time and space for the professionals to further
discuss, reflect and learn from their own experiences (for instance the example of study circles in Sweden).

The module: “Introduction to guidance in the workplace”: The common topics of training which were developed
during the project where further elaborated in the form of a module Introduction to guidance in the workplace. The
materials are available for optional use at other training events. Since the levels of qualifications of participants at
the training are different it is prepared as a resource pack rather then a self standing training module. The module is
aimed at guidance counselors working in employment and or other professionals with whom guidance in the work-
place is delivered: trade union representatives, human resource development managers; professionals in education
and others, they are referred to as other guidance agents. The module is composed of the following five topics:
Introduction into guidance in employment, Analysis of educational needs and opportunities of those in employment
- company vs. individual approach, Introduction into guidance in the assessment of prior learning, Networking and
referral in guidance in the workplace. We hope that it will be further developed and supplemented as the field of
professional work of guidance in the working life grows.

References:
1. OECD. 2004.Career Guidance: A Handbook for Policy Makers. See: www.oecd.org/dataoecd/53/53/34060761.pdf. (30/09/09).
2. Cedefop.2008. Career Development at Work: A Review of Career Guidance to Support People in Employment.

See: www.cedefop.europa.eu/etv/upload/etvnews/news/2352-att1-1-report_on_career_development.pdf. (30/10/09).
3. The Guidance Merger Project.(2005) Summary report. See: www.guidancemerger.org/PDFs/summary.pd (30/10/09).



"auminy ay3 Buiuup|d ui 3upd 8AROD UD
Ao|d 03 8|qp 8q pup AJUNWWOD 8y} ul
90U JOPIM By} pUD}SJIapUN 0} B|gD 3] O]

uoissnasi(g
ydom dnoug

UoI13ONPOJIUI |DAJBA

Buipuny puyy puo

syoaloud asiunbuo 03 s||iys [pLUBBDUDN
103995 21|qnd pub 81pALId

usamiaq Jusbo up sp Jeylom souppING

*}1 Ul 8]0J UMO Jay/sly
pup}siapun 0} pup 4y Jo saunpadsoud
pup aBpajmouy ay} a3psUOWaP O]

Buiuonsanb Aq uoissnasiqg
ydom dnoug

uolsses 3ybnoj

1dV Ul siajaom aouppinb jo ajos ay |

wa3sAs 14V 4o sainpadoud ay|
1dV S!3IPYM

*MalA Jo juiod |puonpsiupbio ay) wouy
ydom Jay/siy uodn 198|Ja1 01 3|gD 8 O]
‘Aundwod ayy

JO |DUOIIDI 8Y) PUD}SIapUN 0} B|qD 8] O]

uolssnasiq
Jdom dnougy
SECT NIV
Apnis asp)

uoI13ONPOJIUI |DAJBA

yopouddo [puonpsiubbio sA |pNpIAIpU|

jusw
-uoJiAua Bupjiom mau sy - Aundwon)

*s3)npp pakojdwa ay) Jo soNis|
~191904DYD BY} puUD)SIapun 0} 3|gp 8q O]

$199USHJOAN
UoIIdNPOIIUI [DGUBA

ssao0.d
aouppinb ay3 03 JubAsaJ S}NpD pakold
-Wa 8y} JO S213S14830DIDYD UIDW 8y |

*saako|dwis Joy saiunyioddo

Buiuioay jo xapui ay3 aundaid 03 8|qp
aq 03 ‘s3)npo pakojdws ay) Joj JUDAS|DI
saniunlioddo ay3 Ajnuapi 03 s|qp 8q of

JIOMaWOH
uoissnasi(
S198USHJOAN
uoIdNPOIUI [DGUBA

saako|dws 3Inpo Joy saunyioddo Bul
-uibJ) 8y} Jo Jayjo |puoiBau /jpdo| ay|

‘seako|dwa yym yiom ayy woly buisip
spasu ay) 03 BuIpi029D y1oMIaU [DIIB)Rl
2y} puaixa pup Aj3uapi 03 8|qp aq o]

$199USHJOAN

UoIdNPOIUI [DGIBA

Jusw
-fojdws ul 2uppInb 10} YIoMmiau By}
Buidojansp ul suonpsanb pub sanssi Aoy

"20p|dyuoMm B8y}
u1 82uppInb Joj paau sy3 Buipubisiapun

Buiuonsanb Aq uoissnasiq
ydom dnoug

uoissas 3ybnoj

s)inpp pakojdws jo Buluipa| Buojayy|
Bunuoddns ur eoupbpinb jo ajou ay|

Buiuipa| Buojayl] Jo yiomawpuy Ad1jod ay |

109(0ud
sop|dyuom ayy

ul ®2UDpINg) Jo
ydomiau |puoibal
/|puonpu 8y} ul
uonndionupd ay|

yo9loud
2op|dyJom ayj ul
aouppinb ui sua
S}Jom a2uppINg)

Ki1aAljop 9dIAIaS
ay3 Jo Ayjigouipisng

wasAs 14y ul
14p0d aAnop up bulkoig

9s14dJ23ud UD Ul JB)IOM
aouppinb b so Bupjopp

$2135149390JDYD UIbW
ay) :s3npo pakojdwg

s)npo pakojdwa 1o}
Buiuipiy $s999D 03 s8I}
-lunjioddo Bunsixs ay|

S]0D1U0D

dojanap 03 syJomiau |DD
-0| Buisn pup suakojdws
Y3IM 30D3U0D Bupjpiy

Buiuipa|

Buojayi| ul 8oUDPING
sjnpo pakojdws
Joy Buiuapa| Buojayi|
Jo 9oupAsjal By

(Bus
-uIDJ3} 3y} O pua ayj3 }p sauawW
-aA31Yyoy) pauipb sasuajadwo)n

Buiuinay jo poyra N

IYM/3uajuo)

D331 A13u3z

sjundionand

sinoy jo 13q
-winu pup ajnpow
ay) jo awnu ay|

S40]|2suno?d asunpinb jo Buluin.] :3an]d)10pA 3Y3 Ul 3o2uDpPIND : | xipuaddy




19w aq 03 saAindalqo unid
03} 9|qp 3 0} pup JuswdojaAsp ‘spasu S199YSHIOM | 38w aq 03 seanaalqo upjd pup juswdojan Jusw
[ouostad umo Ajiuapi 03 9|qp 8q o] UOISSNISIP |DNPIAIPUY| -op spaau [puosiad UMO JO UOIDIIIUBP| -dojanap |puos.iayg

AJISISAIP |DINYND PUD JIWIOUUDD
$alpnys asp))

901300.d A103DUIWILIDSIP UOU Jo Bjod1d ‘|p1o0s 03 Ayanisuss Buipnjour so100.d 9o1300.d
-uid 8y} pupisispun 03 pup sduppPINB SRlICd Aso3ouiwiosip uou o sjdiound ay) £103pUIWILIDSIP UOU
Ul 8pod |DPIIY3B By} PUPISIBPUN O] uoissas ybno| 22uppINB Ul 8p0od |Dd1YIS BY| puD 8p0od |P2IYIS BY|
3 $5900D
juswalinbau T, 0} moy pup uoiBal sy} ul S}Npo aYy3 0} 5 uoisinold
$5920D Bulpn|oul |[9gD|IDAD UOISIA0Ld 9|qo|!DAD BUIUID.} BU} JO MBIAIBAC BY | uiuiplL pup uon
BuiuIn} UD UIRDONPS PUD SBOUDMO||D SUSSES s1aupd| pakojdwa 3npo "PoNpP3 pup siyeLeg
s}youDq 40 9Bpa|MOU B3DIISUOWBP Of Jiom dnousy | 03 B|qD|IDAD S}JOUSY BYF JO MBIAIOAO BY|

AJ1ojusAu
se1uDdW0D UMO J1a) | | s@24nosas uoiDWIOUI BAIIDDYD BuliaAlaQ

u1 Juiod UOIIDWIO4UL JO JBUIOD BIUD [apow 82139p1d poos) synpo $924N0S
-pinB 21sDQ D YsI|gD3ISa 03 B|qD 8q O] uaAIB uonpwIOju| pako|dwa 10} S821N0S UOIIDWIOUI [NJBS -81 UOIIDWLIOJU|
JIoMawop
s8IpN3s 8s0)) [0148434 40 $58004d BY} |DJIBSRI JO SBAAL
sa1ouabo jo |D11840. D S1 3DYAA

Xapul up Jo uoilponpo.d

A)1|020] 8Y3 Ul s81PUBBD YIO0MIBU |DIIBY Uy siapiroid Buiuipay sa1ousbp puo
-a1 Aaowid ay3 Ayuspl 03 8|qp 8q o) Jdom dnoisy) | pup 22uUDPING JO }JOMIBU JO UOIIDIUBSAIY SYIOMIBU [D.IIBJY

9]2419 4994D2 BY}
ul uonissod umo Jiayy asiubodsas o

Bul ("'suonpsiupbuo sapin

o 03 sayousq s vc_.utwum__oavﬁm _uoysanb Aq co_mm:om_m_. 108f0ud @op|dyuom | -oud Buluipiy wouy sjpuols

! ! ay1 ul 9duUppING) Jo | -sajoid Jay1o Jo S19YoDBY

192102 Jo ssa00.d a3 Bulpupisiapun H1om Wwos) PIpA12 122102 243 30.SNIE PUP LRI ydomiau [puoiBas | ‘siaylom 824n0sal ubwiny
20p|dyJom By ul 8oUDPING J4om dnoug 20uppinb 23100 Jo s}yBUS] BY | /|puoiIbU BY3 U ‘soAp3uULsaIdal uojun 2ouppInB
J931D2 10} paau ay) Buipubysiapun UOIONPOJIUI [DGIIA 92uppINBG 193803 JO URINPOIU| uonodidiund ay| apnJ1) sjusbp soupping 03Ul UOONPOU|
(Buluinay ayy sinoy jo Jaqunu
JO pua 3y} 3p sjUaWBAAAIYIY) | Buluipay jo poyzai IDYAA/3ud3uo) pLI33140 A1jug sjundionangd pubp 3|npow ay3
pauipb sasuajadwo)n Jo awpu ayj

sjuabn asunpinb jo Buiuinaj :3ap|dji0pL 3Y3 Ul 32UDpPINE) :Z xipuaddy



pado
8A8P S||1S HOS
uonojsiba| -

Jusw
-fojdws |poidfip -

Buluips)

syso3 dn-mojjo4 -
(4noy ) - seako|dws
8y} pup suakojdws ay3 Jo s3S8IBIUI B3 9IUD|DY 0} MOH -
(sunoy ) -
(s]I”s uonpPIIUNWWOD) S|[1Ys 3J0s Jo Juswdojersq -
'019 ‘M3IAIBIUI UOIIDN|DAS ‘S|9POW UOIIDN|DAS -

SELIRIEETY IR
-dojanep 498102 Y3im suosiad Buljjasunod sanbiuyosy -

Buijjesunod dnoub Jo |pnpiAlpul Joy sanbiuyos) -

(sunoy 9) -
(mojaq sjpsodoud) saibojopoyiaw asuppIng -

(anoy

a|doad ¢
‘sy93u9d Buljjes
-UN02 1994DJ U0
/ pup sapuabp
juswAho|dwsa

sanbiu d , 6 6 91pAld wouy (sAop
Y03} 95UDPING - paspq aousliadxy L) - (N3 ‘|puonou) yuomawply [puoipbziunbio pup |pba - A - s3s1B1j0yoAsd - 7 - sanoy 71)

1 pauioh Buluips| aA1303|)oY (sunoy g) - uswAhojdwsa |pa1dAip :saipnys aspy) - JUSIUI 4o sjouols » YJOM 30
pup abpajmou BAIODIBU| sysoy Buluiban-ald - Jan97 - | -sejoud souppinb - 8oUDPING) «
Buiuin.ay Aubpw | sunoy jo Jaquinu

e D1LI9}1ID 440 199

9y} jo pua ay3 3p | Buiuipay jo poyza N IDYAA/3Ua3uo) .h.. : MOy pup oym) pubp 3|npow ay3
S3USWBASIYIY HE jundidiing J0 awpbu ayy

DlUbWOoy - SOY0S

Buiuina] aanjdyyi0pA Y3 Ul 3subpIny :¢g xipuaddy




Hpyo dijy

D pup Jo3d8foud @7 up Ysind
-W 02 b alinbai suonplUasaly
'sas1048xa pup sa|dwpxs |pa13onId
pup synopupy pajulid ‘suoiby
-uasaud juiodiamod ayi jo djay

ay3 yum paonpoJjul aip soidoy ay |
"sdno.b

[|DWS Ul 3JOM pUD SUOISSNISIP
dnoub ‘saunyos| Jo UOIIDUIGWIOD VY

*90D|dy40M 1D 32UDPING JO S3109440 B} LN
-oNn[pAd pup Buoyiuow ‘BuisAjpup ‘Buindaxs ‘Buiuup|d o

uonp.tadood Jiay3 jo adA} ay3 pup
sdaJ uoluN puD SI0||9SUNOD 10J SHYSDY 93940U0D Buluyaq e

Bunjomiau - suonpsIUDBIO JBYI0 YIM Uo13DIado0o)) o

‘Buiuipgy Jow
~I04 418y} JO
sispqg ayj uo
padojansp si
awwpJboud
3y} ‘DIBYID
Anus |pioads
ou s| aJay|

(o1s9W 0onON
‘Joqup|N “Uadoy))
uonPONPA }NpPO
J0J $813U8D 92UD
-pinb 834y} wouy
SJ0||2sunod puo
(S5S7) seAnojuas

-a4dal uojun apou|

JvIS Jo Bunojuaw

yum Buuipa| payoadip-|as

JO sunoy 9| 1sp?3| 10 pup
doysyJom ui sanoy g

Aupdwod

pa3o9jas ui aopjdyiom

ay3 ui aduppinb a0y
up|d ay3 jo uonpupndaid ¢

340y dijj o pup J03o8foid g7 up
493ndwod o aiinbau suonpiussald
‘sas19Jexa pup sa|dwoxa |po13on.d
pup sinopupy pajuld ‘suonoy
-uasaud julodiamod ayi jo djay
8y} Yum paonpouul a4p sa1doy ay|
‘'sdno.b

[|DWS Ul 3JOM PUD SUOISSNISIP
dnoub ‘saunjos| Jo UOIIDUIGWIOD

sespqgpipp UMo BulsiupbiQ e
$901N0S UOIIDWIOJUI SNOLIDA PUD s8spgpIbp Buis) o

aoualiadxs pup abpajmouy paiinb
-ob Appau|p 8y} asiubosas 03 saunpadold ul 8oUDPING) o

** s|pnplAlpul Bulioyiuow ‘supjd uoiPINPs 83819U0D

Bunpdaud ‘sipob Buiuup|d 4snuy Buidojaasp ‘uonpAOW

‘quawabpinoous ‘sisA|pub spasu ayy uo sispydwas -
9op|dy40om 3D 22UpPING N0 BUIALIDD JO SADM 3|qISSO o

‘Buiuipgy Jow
~10§ JI18Y} JO
SISDQ 93} Uo
padojenap si
awuwpuboud
83 ‘DLIBYLID
Anjua |poads
ou s| a1ay|

(0359w onoN
‘JoquD|N “Uadoy|)
uonpONpPa Npo
10} S8J3U8 92UD
-pinb 881y} wouy
$J0||9SUN0d puD
(S552) sannpyuas

-audaus uoiun spou)

3VIS 4o Buriojusw

yum Buiuipa| paroalip-y|es

Jo suinoy 9| 1spa| 1 puUD
doysyuom ui sinoy g

aoualtadxa
pup abpajmou pasinbop
Appaajp ay) asiubodau 0}
saanpadsoud ul 8suUDpING 7

3oy dijj o pup J0308foid g7 up
“49Indwod b alinbau suonpIUssaL]
"s9s1049X8 pup sa|dwioxs |pa1op.Id

saijiunlioddo pup sanijiqissod

/S92UDJpUIY PUD SBAIIUAdUI / sassauypam pup syibuauls
- DIUBAO|S Ul UOIIPINPS 99A0|dWd JO SO1ISLIBIONIDYYD) o

uoIIDONPA JO S|PAB| JaMO| Yaim saakojdws ay3 jo
K||p1oadsa - pbiuaAo|S ul seakojdwa JO $213S1I810DIDYD BY| o

DIUBAO|S Ul s99kojdws Joj suoido 9ouUDPING) o

‘Buiuipiy Jaw

(o3saw onopN
‘Joqup|N Uadoy))
uoIDINPA }NPD
104 S213UBD AOUD

3vIS Jo Bunojusw
yam Buiuipa| payoauip-y|as

~ioj 418y} Jo -pInb 221y} wouy o sino 15D5] 10 PUD

[P mwsovcc; pajulid mcM_uE seako|dwa 10} SISDQ By} Uo $J0||9SuUnod pup 3 aor_uv_ww\s u w_L:oﬂ 90
"U8s8IA 3UI0419MOd B3 40 dIBY Buiuioaj Buojayi| ay1 1N0go 82uUbPING Jo dupIodwi 8y ¢ | P2dO[AASP SI | (SSSZ JO saquIBW '

U2 Y1m padnposjul 8ip so1doy By | . swwo.Boid 210 Aay) seiund saakojdwa

‘sdnoub $99/0| 8y} ‘DLIBLID -Wod pPalds|es ay} jo mc_:._uw_-m:o_wt_

B T 55 [ RS -Wa Joy Buluiba| [pUOISUBWIPINW Jo doupliodwi 8y] A1us [poads |  wouy soAROILESA 40 X230 Y3 Uy 200|d
dnoJB ‘s81M23] JO UOHOUIGUIOD / saakojdwa Joy Buluips| Buojay| Jo sounyiodwi ay] o ou si alay| -daJ uoiun apnuy -}40M 3y3 ul 3d2UDpING °|
Buiuinay ayj DLISID (Aupw sanoy
JO pua ay3 p Buiuinay jo poyzan IDYAA/3udjuo) .?.“.:m_ MOy pup oym) | jo Jaquinu pup 3jnpow
SIUBWIBASIYDY jundioning 9Y3 Jo awpu ay|

DIUSAOIS - VIS

Buiuinaj aanjdyyi0pA 3Y3 Ul 3s2uDPIND 1 xipuaddy




JVIS Jo Buniojusw

yym Buiuips| pajosuip
-J|9S JO sanoYy g pup

sdoysyJom ¢ ui yiom
wa_CmeLO JO sunoy {7¢ «

:sanoy

¢/ Y3IHI1ID0L TV

Buiuinay ayy

(Aupw sanoy

DLI331ID
JO pua ay3 3o Buluipay jo poyzaN IDYAA/3UB3UOD fnu MOY pup oym) | jo Jaquinu pup ajnpouw
SJUBWAAAIYIY R jundidoiying ay3 jo swpu ayj|




sy pads Jojndojua3Ul BY} 397
suoinsanb poob sy sy

uaAIb uonbwIoUl BY)
||o 8sAjpup 01 8|qp 8q 0|

S||I)jS UoIDIIUNWIWOY)

$921249Xd [DI1}ODUY

$921049%Xd
pup suolssnasiq

sdnoub Yo
saJllbuuoisan)
juiodiamoyd

JauIDJ} BY}
Aq uonpiussaid [0IO

JPIDS 8Y 3DYM p0o03SIapuUn dADY NoA
1DY} ‘pPUD Ul Pa3SaIalUl 81D NoA 30U} 40IND0[IB3UI JNOA 0} MOYS 0} MOH

(3,useop
3y 1oym os|p 1nq sAbs ay 3oym) Jakojdws sy 03 US1SI| 03 UIDST

9OUBPIJUOD J|9S SWOS }95)

(jpg4aA uou puD [DAJBA) SBNbIUYD8} UOIIDIIUNWWOD JUBIDHIP Y|

(sunoy

g) spasu suakojdwa
ay1 01 ualsl| pup
91D0IUNWILWOD 481199

‘(suonpioadxe sis

-Aojdwa ayy 03 Buipi02oD)
$92IAJ8S JO suoisirodd uno
1N0OgD 9|qIXa}} 8I0W 8q UDD
9M 1DUY] puDISIapuUN - SPIA
-04d upd HG|D 10Y} SBDIAISS
ay1 ||p Aj3oayiad mouyy

$921048X3 |PI130DUd

$91019X9
pup suolssnasiq

sdnoub yJopn
salipuuonsang)
juiodiamoy

Jauioiy sy}
Aq uonoiussaly IO

saAnoalqo [pwido yum upjd uooD ub YsijgpIsy

"aako|dws

ay3 pup Jakojdws 8y} ‘Mp| 8y} usamiaq si Dg|D a3 jo aop|d ay|
JWwiay} 92UIAUOD

0} MOY puy juoiinjos b Buliq am pjnod spasu Aundwod yaiym of
'suonpyoadxs s Aundwod ayy 14|y 03

8.3Ud2 JUDAB[BJ 3SOW BY3 SI DF|D IDY} MOYs 03 syuswnbup ay) ||o pul4
aybis 35114 30

sn 3noqp uly} pjnod Aundwod b sa0p IPYAA ‘dBpWI Ino 3nogp yulyl
‘wsijpuoissajoid uno 3nogo Aupndwod sy} ainsspal

03 (*'s4au3dnd uno wouy 196 am 3snuy ay) ‘synsad 3sod ‘@ousiiadxe
JNO UO SNJ0J) S8JIAPD PUD $82IAI8S 9duppInb Jno ,[|as, 03 9|qp ag
‘(*seousriadxa ‘sjoo} ‘saibojopo

-yrow ‘esinuadxa) s|jjs Aw puo gol Aw Ajijpnb 03 spiom poob ay3 puly

‘uonpziunbio Aw Alupajd pup Ajpo1ey3uAs Jussaid 0y a|qp ag

(sunoy g) syrbuans
‘S8N|DA ‘S8DIAIBS

‘syonpoud s, Dg|D
ay) mouy Jayleg

‘sioop

J1ay3 uado 03 Buikiy aioyaq
selupdwod ay3 jo Buryiom
Jo Abom sy pubisiapun

$921048X3 |PI130DUd

$921019Xd
puD suoISSNISI(

sdnoub yJopn
salipuuonsang
juiodiamoy

Jauiniy sy}
Aq uonpiussald IO

isaakojdws J1ayy

Jo 8ouppInb ay3 pup Buiuipiy syl Inogp saiupdwod sy
JO suo3p3oadxa uIbw ay3 aJp IDYAA Aupdwod ay) apisul
Buiuipay pup souppinb ay3 Jo p|aly 8Y3 Ul sp1dap 03 Jamod
ay3 396 oy ¢J1o3ndo|usyul 3saq aY3 sI oy “(uonpziunbio
‘az1s 1103995 A3IA130D) sa1UDAWO0D JO SPUIY JUBIBHIP Y|

241D
Jo yiomiau
[puoibay

(y4omiau |puoiba.
ano jo und) Hg|D
J9Yjoup Wouj sioj|es
-uod a2uppinb Jayjo
SWOS puUb SYHYY

gD Wwouy sio||es
-u02 aouppING ayy ||y

(sinoy g)

spaau J1ay} ‘Buijiom
419y} ‘satundwod
ay3 mouy Janeg

(Buruinay ay3 jo pua
33 3D SIUAWIA3IYIY)
pauipb saosuajadwo)n

Buiuinay jo
PoYyaN

IYM/3uazuo)d

D1I3}LID
Anu3z

sjundionang

sanoy jo Jagquinu
pup ajnpow ay3
Jo awpu ayy

I0UbDid4 - 941D

Buiuina] aanjdyyi0pA 3Y3 Ul 3s2uDpIND :G xipuaddy




("+‘sBuruipay ‘s|plisIOW)
syuawanosdwi 3sabbns 03
9|gD 8g pUD PJOM S,8U0
uodn 108}Ja 01 8|gD 8 O]
‘sanljoalqo uo|d 03 a|qp
aq 0} ‘spaau |puostad umo
Jano Ajiuspl 0} 8|qp aq o]
("Aypuuosiad ‘saiypnb
‘syuiod ypay ybuauys)
$J0||9su0d 8duPpInb D

SD J|9S8U0 MOU)| Janag

$9212J9X3 |D2I3ODIJ

$321019X%9
pup suolssnasiq

sdnoub yiopn
saJipuuoisan)
jutodiamoy

JauipJy 8y}
Aq uonpiussald |pIO

A...Co_u
-pwIojul ‘Butuipay ‘|plsipw) as|e Bulyliswos pasu | o

95UBPIJU0D }|oS
3593 AJI|pUOSIDY

(sunoy g)

JO|[9SUN02 D SD
J|9S3U0 Mouy| Joyleg

wips}
D Ul }10M 0 3|gD 8q O]

‘s9D1AI8S DG|D Y3 Judsaly

sjualfd
ay3 Jo A3 pAo| ayy uibg

90IAIBS
D Joy 901ud D 81pID0BBN

suo193(qo 8y} 03 Jamsuy
juswiuloddp up 395
J03ND0}433UI UD SIUIAUOD)
S||S [PI2JaWWOD)
uoi3oadsouy

yoipas
sjuald Mau b aziupbuQ

S$9012.48X8 |DI1]OD.Id

$921219%Xd
pup suoissnasiq

sdnoub yJopp
s24IDUUOSANY)
juiodiamoyd

Jauiniy 8y}
Aq uonoiuasaly |01

sanbpa||0o Aw Yy3im u1ds woa) o desy

s92IAI8S pup s3onpoJd Aw jussaiyd

uonpusWNBID JUDAS|BI D pDaT

Spaau s,]usl|d AW 0] U)SI| PUD PUDISIapUN

sjualjo mau Aw Jo A3 pAo| ayy uibb 03 moH

Jeboupw Aundwod sy yim diysuoiipjas poob o 83pau)
sa2IAl9s Aw 4oy 8o1ud b a3p1306aN

suonoalqo sitakojdwa ay) 03 Jamsub 0} MOH

JUSI|2 D 9DUIAUOD 0} MOH

auoyd uo juaIdlyd 8q 0} MOH

Jabpupw Aundwod b yym Juswiuioddo up 386 0] MoH
‘uoipoadsoud jo sanbiuyos) sy

'SJUSI|9 SWOS puUlj PUD YdIDas 0} §|9sauo aziunbio 03 moH

(sunoy g) ,upw
-sa|ps, poob b ag

(Buruinay ay3 jo pua
33 3D SIUAWIA3IYIY)
pauipb saosuajadwo)n

Buiuinay jo
PoYyaN

IYM/3uazuo)d

DII3}LID
Anu3z

sjundionang

sanoy jo Jagquinu
pup ajnpow ay3
Jo awpu ayy




‘juswiindap YH 8yl

ul A0 pnoys 1py3 ajod £y sy
pup saiupdwod UMO J1dY} Ul BADY
p|N0o2 sjuawiniisul yans 3pyj 3o0d
-Ww1 aAlyisod 8y} 3nogp SSBUBIDMD
deap b padojanap anpy Asy3 1by)
patamsup syupdionand Jo 1SON

Aya10d Buryiom
‘buluipa| aAn
-ODJdUI ‘UOSSaT

[apow A103pup|dxa UD JO UOIIDIUD

-sald ‘s|o0} [puonpiado pup sanssi
|[po1Bojopoyiaw Jo uoiypUBSAIY -

‘Buruup|d-jjas ‘A3IA1DaID ‘Uon
-bAouUL :S||1YjS Aoy Jo Juswdojanag -

‘uonnjoas

J894Dd pub juswdo|eAsp ay3 1oy

uonisupJy 8y} Buunp sasudisjus
8y} ul abupyd o aboubw 0} MOH -

uonpjuasald 3oafoud -

a0up
-pInb jo syuswisje -

{5924N0S3J UDWNY
Jo Juswabpupw
93 In0qD S|y -

(G1) s|puoissajoud
924N0SaJ UDWNH

(Y g) s|puoissajo.d
pup siabpubw YH
104 S|00] [P2139D.

L Iuswiindap YH ay3

Ul JoA0D p|noys by} ajoJ Aoy a3
puD $31UDAWOD UMO JIBY3} Ul SADY
P|NOd sjyuswINI}sul Yyans 3oy} 300d
-w| aAIsod 8y} INOGD SSBUIDMD
desp b padojanap aapby Asy3 10y}
paJamsup syupdionuod Jo 3SO|N

Ayapd Buryiom
‘Buluips| aAn
-ODJ9}U| ‘U0SSDT

[opow A103pup|dxa Ub Jo uoiPIUD

-sa.4 's|00) [puonpiado pup sanssi
|0o160jopoylaw Jo uonpIuUssald -

‘Buruup|d-jjes ‘A3IA13DaID ‘Uon
-pAoOUUL :S||1YjS Aoy Jo Juswdojanag -

‘uonnjoas

199402 pup Juswdo|aAsp sy} 4oy

uonisupJ} ay) buunp sasudisius
8y} ul abupyd b abpubw 0} MOH -

‘uonypjuasaud 103foiyd -

9oUD
-pInb jo syuswsje -

{s921N0SaJ UbWNY
Jo Juswabpupw
8y} inogo s||B¥s -

a|doad
Gl ‘s|puoissajoid
89N.J0SaJ UDWNH

(48)

s|puoissajoid
pup siaboubw YH
104 S|00} |P213ODU]

(Bus
-uiDJ3} 3y} JO pua ayj3 3p sjuawW
-aA31Yyoy) pauipb sasuajadwo)

Buiuinay
30 POYION

IDYM/3uajuo)

D331 A13u3z

sjundidnand

sanoy jo 43q
-wnu pup 3|npow
ay3 Jo awnu ayj|

Ap3] - Y318V

Buiuin.a] asnjdyyi0p4 3Y3 ul AsubpINE) :g xipuaddy




Publisher: Slovenian Institute for Adult Education, Slovenia

Represented by: Andrej Sotosek
Authors: Mojca Polak Williams and Phil Williams
Other contributors: Annamaria Bonardi, Romain Méjean, Zsofia Pal, Marina Silverii, Klas Tallvid,

Tanja Vili¢ Klenovsek

Design: Pro anima, d.o.o.
Circulation: 250 issues
October 2009

CIP - Katalozni zapis o publikaciji
Narodna in univerzitetna knjiznica, Ljubljana

331.361.3
POLAK Williams, Mojca

Guidance in the workplace project : report on training
activities / Mojca Polak Williams, Phil Williams. - Ljubljana :
Slovenian Institute for Adult Education, 2009
ISBN 978-961-6130-88-2
1. Williams, Phil, 1961-

248579584




O—x—

I l centrum for

flexibelt larande

Sdderhamns kommun

ASTER

SCIENZA TECNOLOGIA IMPRESA

Andragoski center Republike Slovenije
Slovenian Institute for Adult Education

Cibe_
Artois-Ternols

www.guidanceintheworkplace.eu



