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WHAT EXPECTATIONS DO (YOUR) COUNSELEES HAVE OF
THE COUNSELLOR'S COMPETENCES AND YOUR SERVICES -
AGAINST THE BACKGROUND OF THE CURRENT
CHALLENGES?
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VOCATIONAL AND CAREER GUIDANCE

» PART 5: FUTURE COMPETENCES FOR PRACTITIONERS



PART 1: CHANGING WORLD OF
WORK - TRENDS & DEVELOPMENTS



STRENDS OF HIGH RELEVANCE

Digitalization and Changing World of Work
Individualization and Changing Life Paths
Contextualization and Collaboration
Ecological Crisis & Green Economy
Health and Selfcare

‘ Trends are based partly on physical changes, partly cultural — both interact
‘ The relevance for Guidance practitioners work is twofold
‘ What topics resonate with you

Source: https://www.zukunftsinstitut.de/artikel/die-megatrend-map/



'l 'l e B N L] V‘v‘v I N 1 1 = N 'l

changing

automation niemetof

{ E compe ence

Q.
et M wo“‘w\ eS>,
2. . S Crobotics
D >
e L%
health .

O

<

Se

O

<§

"

%6

=3

5
§ gredlctlve

workplace-diversity ©

ap/ and Chat GPT

- https://www.zukunftsinstitut.de/artikel/die-megatrend-m

Source


https://www.zukunftsinstitut.de/artikel/die-megatrend-map/

% (ee\’
~ reS|I|ence
% exploratlon
@
?E' l f lifestyle
oppo I society
basic b|og raphicity

prlorltlesuﬂg cfiwmrg

self-optimization | i\ (N i+ 5h

pue

nd-map/ and Chat GPT

t.de/artikel/die-meqgatre

nftsinstitu

.zuku

Source: https://www


https://www.zukunftsinstitut.de/artikel/die-megatrend-map/

gender
. ". ‘6
workufebtendmg contextcontextuahsahon

Ieadershlp CSOESI LLa ngprétI O n

Q d|VerS|ty b We- culturec)

~ resonance

e ‘. ~.\ ;;».,\\
basic- mcome ,-;;;

perspectlve \@

aAAalial\y; ‘ ' M YD

thinking

feminism

+—
=
=
P
(&)
=
>
o
w



https://www.zukunftsinstitut.de/artikel/die-megatrend-map/

. c.) generatlonbay()ng”g{ggtlc Wneo ecology+

. Zero-waste
\6trade 9&2« Jwe/vuwe ﬂocw&aaewn blodlverSIty 8}5
%)

&
Lech

<>°’

9

Boow

decarbonisation

culturéos ?
.fe%CMy g 9
&*°" Global-Protest-Ciilture < |

renewable sustainability

green-joRs friendly J’Mf'?”"'”‘%z /7,)“"&’?“"'2 uall

plantbased C\YCU\' common ©

Source: https://www.zukunftsinstitut.de/artikel/die-megatrend-map/ and Chat GPT



https://www.zukunftsinstitut.de/artikel/die-megatrend-map/

self-awareness
self-optimisation

self-efficacy

qguality-of-life
mental
exercise \(\0\0(3\
nelaxcabion G
Oﬂa\- M'Q

emotOL’ corporate

%llﬂ&f‘y O, \\Q '-_:-_'-h':. Wm
digitalhealth@@;)QO%\ ’ h ea l.t h

holistic-health

wlpatemso|foCare Dot
RXO)

P. Weber, 29.6.2022


https://www.zukunftsinstitut.de/artikel/die-megatrend-map/

PART 2: NEW STRATHEGIES AND SERVICHS
IN VOCATIONAL AND CAREER GUIDANCE,



Businesses/economy:

Get to know digitalisation, new
professions, industries and working
environments

Supporting the changing world of
work & new recruitment
methods/criteria in companies

PART 1: DEVELOPMENTS, STRATEGIES

Individuals/Customers:

Understanding motives for work
broadly(er)

Strengthen psychological strengths

Promote identity, self-organisation,
self-direction (in the life course)

Society:

Enable social participation and
recognition (vs. polarisation of the
world of work)

Implement inclusive labour market
policies



SOCIETY



SEGMENTED [LABOUR MARKETS

Unskilled work : Professional- [ Knowledge and
technically qualified ! creative work
professions

Pressure from : i Pressure due to high

precarious ! Pressure from ! mobility, self-staging
employment and low ! changing skills and I and permanent
incomes : technical , "performance”

: rationalisation :

!

!

Commonality: once acquired, the status must be further worked on/acquired
I

Allocation I Qualification : Reflection

Sources: Own diagram, with reference to Reckwitz, 2017; Kumkar/Schiemank, 2021; Kumkar et al. 2022
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IWNABLING SOCIAL PARTICIPATION

« Society:
- Enable social participation and recognition (vs. polarisation of the world of work)
- Implement inclusive labour market policies (e.g. create access to qualifications).

- Initial situation: increasingly segmented labour markets (unskilled jobs, qualified
work, highly qualified knowledge work and creative work)

- Hypothesis: an increasingly large proportion of employees feel left behind (income,
recognition) and strugle to catch-up

** What should be done? Counsellors promote inclusion, individuals are recognised for their
life achievements, permeability of education and qualification paths is promoted,
counselling starts at an early stage and throughout the life of the younger ones.

15



EXAMPLE FROM THE COUNSELLING
DISCUSSION

= "Career Guidance for Social Justice” (Hooley, Sultana,
Thomsen, 2017)

= Seeks to provide answers to current challenges in the labour markets

= The promotion of inclusion, equal opportunities and diversity as goals CAREER GUIDANCE FOR
SOCIAL JUSTICE

= Work is seen as having a high integrative and social value AR L

= "Everyone has a right to a decent and dignified life that
includes a meaningful career"” (D. Bluestein, 2019)

¢ Guidance goes beyond the "mere adjustment” of the individual to the needs of the labour market

** Note: The demand for "adequate work" is rather political in essence and can only be achieved
indirectly through guidance

16



BUSINIESSES AND
HCONOMY



CHANGED WORKING WORLD

+ Change in different
perspectives

- Changed world of
work as adaptation
to environmental
conditions

- High dynamics &
non-simultaneity

TECHNOLOGICAL

ECovomic

CHANGE

Mobile working

Social media

Information overflow

M2M system transparency

Activity streams/microblogging

Remote presence

Work@home

CHANGE

Cost-effectiveness

Flexible employment

Pressure to innovate
Time management

Nonterritorial working
Real-estate assets
Global competition

Digital natives

Demographic change

Generation gak /
Loyalty

Female shift Ageing

Skills shortages

Migration Cultural
differences

Interdisciplinarity
Work + leisure

Corporate social responsibility

Workplace socialisation

sociaL
CHANGE

CULTURAL
CHANGE

Source : https://iba.online/knowledge/site/assets/files/3485/nwo_basic_study_e.pdf
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DIGITALISATION, NEW PROFESSIONS,
INDUSTRIES AND WORKING ENVIRONMENTS

Situation: Digitisation permeates all professions and areas of life

Consequence: Building up of sector and technology-related knowledge of counsellors
and corresponding competences to address this topics with people and employers
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NEW RECRUTTMENT
CHANNELS/ CRITERIA IN COMPANIES

- Career Guidance understand recruitment from the company-perspective, i.e. their
recruitment channels and criteria are decisive

- Clients are supported so that they know and can apply modern forms of recruitment
- Transversal competences are (more intensively) included into Guidance

- Social networks and Al recruitment are recognised as challenges and subject of Guidance

¢ Practitioners know the relevant technologies and processes at labour market

¢ Guidance promotes the application, implementation and reflection of digital
technology

20



HWXAMPLE FROM THE COUNSELLING
DISCUSSION

- Qualification and career counselling in and near companies convect]| [l

The topic has been under discussion for fifteen years _

Our current study shows that companies themselves offer little counselling st
for the broad range of employees; good examples are more likely to be NATIONAL REPORT
found in large companies and niches. carmry

Peter-Weber-& Bettina Siecke

In this context, the topic of "individual career support" become an
important part of human resources work.

Public offers for small businesses are still marginal _

The concepts and qualifications for counsellors are expandable

*»* The strategy could be: Develop vocational and career guidance offer for everyone in
the company, close to the company or through local/regional guidance providers.

Source: Weber 2020; Connect! project https://connect-erasmus.eu/
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HWXAMPLE FROM THE COUNSHLLING
DISCUSSION

« Counsellors should also develop a sense of the impact of new technologies on their services

- We (Ertelt/Weber) work on a Al project to support professional decision-making processes (KI-
BEP) (Weber, 2021)

« We are developing an Al-supported instrument in cooperation with an Al institute and in cooperation
with practice

« Itis designed to help guidance practitioners within the guidance process to support clients' decisions
and to provide relevant and tailored (vocational, skills-related, labour market-related) information.

** Note: Al in guidance and placement is still in its infancy. However, developments are rapid, especially
in use of LMI and placement. On the Guidance side, knowledge about the possibilities, risks and
alternatives is necessary (Kraatz, Ribner, Weber, 2021; ILO 2021).
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INDIVIDUALS



fiar Arbeit

DV ELOPMENTS, TRENDS

SELF-ORGANISATION, SELF-DIRECTION
(IN THE LIFE COURSE)

uuuuuuuuuuuuuuuuuuuuuu

v/

STRENGTHEN PSYCHOLOGICAL
STRENGTHS

SOCIAL PARTICIPATION AND
RECOGNITION VS. POLARISATION OF THE
WORLD OF WORK
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UNDERSTANDING MOTIVES FOR IWWORK MORE
BROADL.Y

- Economic benefit not the only or central motive for work

- Positive emotions /motivating: self-realisation, self-optimisation, meaning,
experiencing, changing something, creating something ....

- Negative emotions /non-motivating: stressful, frightening, uninteresting,
unclear, without perspective

*»* Increasing segregation between those who value work through achievement,
success and multiple motives and those who feel disconnected or seek their
individual value outside of work. Guidance need to address these persons.

cccccccccccc

lllllllllllllllllllllll
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HWXAMPLE FROM THE COUNSHLLING
DISCUSSION

« Core idea: Every human being is motivated

3.Evoking 4.Planning

« Reservations about one's own future are addressed and
reduced @PsychCentral

The 4 Processes of i’

. Motivational Interviewing (Miller et al., 2013) Motivational Interviewing ;
« Counselling approach based on person-centred counselling y z §
(Rogers) ’ @& %

- The counsellor and the person seeking advice should discover 1.Engagement  2.Focusing -
together the strengths that are already present in the person. 4 E

« Person can turn to his or her future and become active : : ‘.’ “ f , é‘

¢ Application within more extensive formats of counselling and vocational coaching is
conceivable. Intensive working relationship is the basis! Core ideas are relevant in
all services.
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SHLF-ORGANISATION AND IDENTITY
MANAGEMENT AS MEETHODS

- With the flexibilization and dynamization of career paths since the 2000s,
individual skills have taken centre stage:
- Employability (McQuaid/Lindsay, 2005)
- Skills of the "labour entrepreneur (Vol3/Pongratz, 2003)
- Career Management Skills (Sultana, 2012)
 Career Adaptability (Savickas, 1997)
« Training maturity (Eberhard, 2006)
- Self-organisation (Schiersmann/Weber et al. 2008)

** The individual is willing and able to adapt himself again and again, to emerge strengthened
from setbacks and to redefine his (professional) identity

s An excessive demand for many? Does our Services reflect on this change?

27



HXAMPLE FROM THE COUNSELLING
DISCUSSION

- Designing your Life Burnett & Evans, 2016).

Life-Design
- Life Design (Savickas, 2012) Counseling Manual

- The (professional) identity develops in the course of life

- Through professional biographical reflection and @@
forward-looking "construction”, identity and
professional perspective can be reshaped

,,,,,,,,,,,,

Mark L. Savickas

- Live Design wants to promote the openness to try out
new solutions

s The approach is based on high reflexive and narrative capacities of the person. Successful
identity change (vs. stagnation in crisis) is necessary but demanding for many.

¢ Critical: the word of work is hardly considered as a relevant factor.
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HXAMPLE FROM THE COUNSELLING
DISCUSSION

- Guidance as promotion of self-organisation (Schiersmann
& Thiel, 2012)

- Self-organisation is understood as a basic principle of human '
Beratung als Forderung von

- Counselling as a stimulus to interrupt existing "patterns" and
establish new ones (systemic approach)

- Change requires "energisation" such as that which comes from
meaning, goals, motives (resources of the person).

- Counsellors are process facilitators Vandenhosck Ruprecht

¢ The approach tries to combine basic theoretical principles of human capacity for change with
knowledge about effective forms of intervention in guidance (what works?)

s The approach is open for linking with expertise from the field (what is the case?)
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CONCLUSION FOR SERVICHS AND
STRATHEGIES

- Businesses/economy:
- Get to know digitalisation, new professions, industries and working environments
 Supporting the changing world of work & new recruitment and qualification paths in
companies
« Individuals/Customers:
- Understanding motives for work broadly(er)
- Strengthen psychological strengths
- Promote identity, self-organisation, self-direction (in the life course)

« Society:
- Enable social participation and recognition (vs. polarisation of the world of work)
- Implement inclusive labour market policies and related services
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PART 5: FUTURE COMPETHNCES
FOR PRACITIONERS



N

NS

COUNELORS
COMPETENCES




GUIDANCE COMPETENCE- CORE, CHARACTERISTICS

- Characteristics of professional and effective guidance, linking of
- professional knowledge and
- stimulating process

- Effect in counselling in the interaction process by:
« Processual activation
« Resource activation
- Change of intention
- Realisation of intentions

- Implementation requires situational adaptation by the counsellor as well as
appropriate methodological approaches and ongoing (process) reflection!

cccccccccccc

lllllllllllllllllllllll

33



COUNSELING
COMPETHNCH

WHAT 1S -
STABLE, WHAT | | s
IS VARIABLE?

the client system
and the identified
problem/concern

-

Clarilication

Wark-Alllgnca

[
-am N o al al ok RS |

Process .
Counsellor Client

il Pater C. Waber (201452023

HdBA Fig.: Counselling competence in the interplay of partial competences on the process, on the system of
Hohschowee guidance seekers, on the environment, and on professional selforganisation) 35




UTURE SKILLS*

uture skills as Self-efficacy

eflection points for [ Ethical Competence |}
enlargement Of the Self-competence § k ;

competence of
counsellors

Learning Literacy

Design-thinking Competence

Self-determination

Reflective Competence

Ambiguity Competence /
Decision Competence \ Sl _d TN TTT— Bl

Initiative and Performance Competence

Systems Competence

\

ap
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CONCLUSION: IMPULSES FOR FUTURE COMPETENCES

- Stable

mmmmmmmmmm
fiar Arbeit

Usiversity of Apphad Ladour Studies.

Variable

More flexibility, client-related design of guidance processes
within existing and new services

Quality not through process compliance, but through
professionalism

Professionalism through adequate combination of
activating and informative elements

Reflection and separation of roles (counselling,
administration, ...)

Development of new formats and services of guidance and
counselling (analogue, digital, Al- based, peer-based)

Deepened cooperation with other network partners and
with employers

Further development and widening of existing competence

models and new training offers for counsellors.
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WHAT EXPECTATIONS DO (YOUR) COUNSELEES HAVE OF
THE COUNSELLOR'S COMPETENCES AND YOUR SERVICES -
AGAINST THE BACKGROUND OF THE CURRENT
CHALLENGES?




QUESTIONS, COMMENTS?

[ WISH YOU CONTINUED SUCCHESS!

PHITHR W HKBIER@HDBA.DE
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