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I. Introduction 

 

Career guidance can be defined as a helping process operating in three main domains 

i.e. personal, vocational and educational. Such activities might include information and 

advice giving, counselling, competence assessment, mentoring, advocacy, and teaching 

career decision-making and career management skills. They may be collectively known 

by a variety of names, including “career development”, “educational / vocational / 

career guidance”, “guidance and counselling”, “occupational guidance”, and 

“counselling”. The process is informed by five main principles: user-friendliness, 

confidentiality, impartiality, equality of opportunity, and accessibility. It is provided in 

a variety of different contexts and delivered through a range of methods (Hughes et al, 

2002).  

Additionally, the OECD definition makes it clear that career guidance refers to individual 

and group activities, online and onsite activities and education, counselling, world of 

work experiences and system development. Career guidance refers to services and 

activities intended to assist individuals, of any age and at any point throughout their 

lives, to make educational, training and occupational choices and to manage their 

careers. The activities may take place on an individual or group basis, and may be face-

to-face or at a distance (including help lines and web-based services).This definition 

encompasses a range of activities including the provision of career education, 

information, advice and guidance. It also includes many activities not normally 

described as “career guidance” such as education/employment brokerage and the 

work of public employment services.  

The aim of O1 is to define the diverse impact areas of academic and career guidance 

actions in the lives of citizens. Furthermore, the Project intents to analyze and place the 

impacts/outcomes into the appropriate categories and provide an Impact Map. 



 

This project has been funded with support from the European Commission. This publication 
reflects the views only of the author, and the Commission cannot be held responsible for any 
use which may be made of the information contained therein. 
 

In order to create the Keyway impact map of guidance services, the partnership after 

having collected existing studies on guidance, in a brainstorming session evaluated the 

most important and relevant impact to be included in the conceptual map.  

The second step for each partner was to make Interviews with 3 experts, in order to 

give their feedback and ideas on the construction of the Impact Map.  

The intention of the interviews was to gather information by asking individuals to 

respond to questions posed by the moderator, and then asking them to prioritize those 

ideas or suggestions.  

The experts first answered questions regarding the Impact of Guidance, without having 

seen the results of the brainstorming session of the partnership. Then, after having a 

preview of the results they gave their feedback, making changes, adding outcomes, 

proposing new ideas.  

The next step for each partner was to organize a group session with 4-6 experts to 

review the proposed impact map. The methodology that will be used with experts is 

the Nominal group technique (NGT), which is a structured type of small-group 

discussion technique in order to reach consensus.  

NGT gathers information by asking individuals to respond to questions posed by a 

moderator, and then asking participants to prioritize the ideas or suggestions of all 

group members. The methodology prevents domination of the discussion by only one 

participant and results in a prioritization of recommendations from the group. 

The experts answered questions regarding the Impact of Guidance, taking into 

consideration the proposed Impact Map and the results of the interviews with the 

experts, making changes, adding outcomes, proposing new ideas.  

The result of the output is a map of the impacts of guidance services on the Individual 

throughout his life. It is a diagram of where, referring to the individual, guidance 

interventions have an impact: personal, societal or economic. The focus is on the 

impact of the three main elements of guidance services: career information, career 

education and career counselling. 
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In the following units, there are presented the main results of each methodological step 

till the production of the Final Map of Impact. 
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II. Brainstorming Summary Results 

 

Guidance practice draws on a wide range of research and evidence that has been 

conducted about the relationship between career, learning and work. The evidence 

about lifelong guidance seeks to answer questions about the effective delivery of 

guidance and the impacts that can result from it: questions such as “Do lifelong 

guidance programmes make a difference to the careers of individuals?” “Can they 

increase individuals’ aspirations or their chances of progressing”, “Do lifelong 

guidance programmes contribute towards policy aims such as supporting an effective 

education system, labour market efficiency, and social equity”  e.t.c. 

There is a considerable research base which has used a range of different research 

approaches to answer these questions. 

According to Hughes(2002), the quality of research, and of the evidence it can provide, 

is multi-dimensional but, as a rule of thumb, the kinds of evidence available are in the 

following approximately ascending order of robustness: 

1. Opinion studies: This kind of evidence is usually gathered from the beneficiaries or 

clients of guidance, who provide feedback in a systematic way on the services they 

have received. Two main kinds of information are gathered: satisfaction or utility 

ratings and attributed effects (e.g. that the individual believes that the guidance led 

to a specific outcome, from raising confidence to entry into learning or work). These 

kinds of information are gathered in two main ways through: 

• qualitative research including in-depth interviews and/or focus group sessions; 

• quantitative research, including large sample representative follow-up surveys. 

Much less 

commonly, the judgements of other participants or of expert external observers are 

gathered. 

2. Outcome measurement studies with no or very weak counterfactuals: 
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These studies are quantitative in character. Outcome variables are measured and 

these may be the: 

• attitudes 

• knowledge 

• skills 

commonly called ‘learning outcomes’. In this case, knowledge or skill is sometimes 

measured by an objective test, but often through self-report. In the latter case, 

standardised measures (in a purely technical sense, called ‘tests’) of known reliability 

and validity are at a particularly high premium. But the range of measures is as broad 

as the objectives of guidance, so that they include search behaviour, securing 

employment, job satisfaction, entry to continuing education and training and course 

completion. The simplest form of study merely assesses these by followup at some 

point following guidance. This leaves open the question of the effect guidance may 

have had. This implies a comparison. Common weak comparisons are: 

• to the same variable measured prior to guidance; but even where gains are made, 

these may be due to other factors. 

• to a population parameter, such as officially recorded mean duration of 

unemployment. 

3. Controlled Studies: This evidence includes those studies that have adopted a 

complex, and often experimental, methodology to test research hypotheses (e.g. that 

unemployed adults who attend job-search programmes find work more quickly than 

those who do not). The methodologies employed often include the use of: 

• control groups (classically and most powerfully by random assignment to guidance 

or to a no guidance or placebo control group, otherwise by comparison to a non-

randomly selected control sample, called a ‘non-equivalent group’). The adequacy of 

control achieved in such studies is a matter of degree. A ‘meta-analytic’ study is one 

in which the results of a large number of such studies are combined so that new 

estimates may be made which, inter alia, benefit from greatly increased sample size. 
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• control by calculation (either using general samples including individuals who have 

and have not been exposed to guidance, or by constructing the ‘counterfactual’ in 

other ways, applying multivariate statistical techniques to  calculate effectiveness 

controlling for prior differences between those who are and are not exposed; 

econometric studies are a specialised member of this family). Whether this form of 

control is ‘weak’ or ‘strong’ is a matter of degree. Sometimes, these two methods are 

combined. The use of statistical methods is common to both. 

It is quite clear from the available evidence that evaluating the overall impact of career 

guidance provides a range of challenges. These include that: 

• There is a wide range of factors which influence individual career choice and decision 

making, and/or which can impact on outcomes; 

• Career guidance is frequently not a discrete input, but rather is embedded in other 

contexts, such as learning provision, employer/employee relationships, and or within 

multi-strand initiatives; 

• Comparing the evidence available in different studies is problematic when the 

nature of career guidance, the depth of work undertaken and client groups, varies 

considerably. For example, it may also be unreasonable to expect a  significant effect 

to occur on the basis of a single brief intervention, although the evidence from some 

studies (e.g. Bysshe and Parsons, 1999) indicates - on a self-report basis - that clients 

can indicate a wide range of economic and learning benefits arising from a single 

telephone discussion with a trained adviser; 

• There is not an agreed set of outcome measures for career guidance, or common 

methods of collecting output, or outcome data, except in the case of a limited number 

of discrete programmes/areas of work. 

Therefore, researchers can measure a range of different levels of impact and 

outcomes. According to a desk research, we came up with several categorizations of 

the career guidance impact that are presented below. 
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Among them, the most important are the following: 

 

a. ELGPN categories 

According to a research of ELGPN (2014), guidance may result in different types as 

well as different levels of impact.  

Kirkpatrick (1994) identifies four levels of impact that can result from training and 

development interventions. These levels can be adapted to structure thinking about 

the impacts of lifelong guidance: 

1. Reaction. How do participants in guidance describe their experience? Did they enjoy 

it and do they feel their participation has been worthwhile?  

2. Learning. Is it possible to quantify what has been learnt? Measuring learning is 

particularly important because guidance is essentially a learning process, by which 

individuals learn about the world of learning and work and acquire the skills that they 

need to be successful within it (career management skills).  

3. Behaviour. Do learners change their behaviour as a result of participating? 

 4. Results. Are there any observable impacts on systems, organisations or individuals? 

 

It is also possible to recognize that guidance may result in different types as well as 

different levels of impact. These impacts can be described as those that relate to: 

• educational outcomes, e.g. increasing participation in education and training, or 

improving attainment rates;  

• economic and employment outcome, e.g. increasing salary, improving 

employee retention, or increasing someone’s likelihood of funding work; 

 • social outcomes, e.g. reducing the likelihood of engaging in criminal activity, or 

increasing social mobility or community capacity. 

 

Furthermore, it is possible to identify a range of different possible beneficiaries of 

guidance. Guidance is primarily a service directed towards the individual, but any 

change in the behaviour of the individual is likely to have wider consequences. 
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The individual: receives guidance and makes wise choices about learning and work. 

Organisation: Learning organisations and employers find it easier to harness people’s 

distinctive resources and maximise their contributions. 

 Community: Members of the community find it easier to access work and learning 

which enhances community capacity 

Country: Transitions between learning and work are smoothed, reducing benefit costs 

and increasing productivity. 

European Union: National labour and learning markets function more effectively, 

contributing to the realisation of the Europe 2020 targets. 

 

Figure 1 depicts a summary of the types and beneficiaries of impact in relation to 

lifelong guidance. It highlights that we might be looking for learning, economic or 

social impacts, and seeking to register them at a number of different levels. 

 

 

Figure 1. Types of Impact and Beneficiaries Impact 

 

 

 

 

 



 

This project has been funded with support from the European Commission. This publication 
reflects the views only of the author, and the Commission cannot be held responsible for any 
use which may be made of the information contained therein. 
 

b. The Hooley et al. (2015) categories (see fig.2): 

 

Figure 2. Impact areas 

 

Career guidance contributes to a range of individual outcomes which influence a 

number of primary and secondary outcomes which in turn lead to macro-economic 

benefits. It is recognised that career guidance acts primarily on and for the individual. 

It helps individuals to make choices, to build their skills and to strategize their 

participation in learning and the labour market. This in turn leads to a number of 

primary economic outcomes such as increased labour market participation and an 

enhanced skills and knowledge base. The primary economic outcomes contribute to 

secondary outcomes and all of these outcomes work together to contribute to 

broader macro-economic benefits.  

Figure 1 conceptualises the economic impacts as essentially a linear hierarchy. In fact 

the relationship is likely to be more complex with each of the levels of the model 

interacting with the others. So for example improved health outcomes may also have 

an impact on decreased unemployment and increased labour market participation.  
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 c. The Hughes et al. categories 

According to Hughes et al. (2002) it is important to describe the various forms of 

outcomes that are theoretically possible, even if not always actually achieved. So, they 

describe a number of possible outcomes from information, advice and guidance (IAG) 

interventions ranging from those that can be said to be observable at, or soon after, 

the intervention (immediate outcomes) to those that are observable significantly later 

(intermediate and longer term outcomes). These possibilities are shown in Table 1. 

Table 1. Guidance outcomes 

            Immediate Outcomes 

 Knowledge /skills, including: increased awareness of opportunities, ability 
to action plan, job application skills, enhanced decision making skills 

 Attitudes and motivation, including: increased optimism, reduced 
anxiety/stress, positivity in relation to work and/or learning 

            Intermediate Outcomes 

 Search strategies, including: sustaining of search strategies beyond initial 
period, exploration of channels of information 

 Decision making, including: carrying out actions plans, applying for 
job/training/learning 

            Longer – term Outcomes (individual) 

 Training and education, including: taking up opportunities, successful 
completion, increased attainment levels 

 Employment, including: re-entering the labour market, change of 
employment, increased wages 

            Longer – term Outcomes (economy) 

 For employers and learning providers, including: increased productivity, 
increased flexibility, enhanced retention and achievement 

 For the economy, including: reduction of skill gaps, lower unemployment, 
exchequer savings. 
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d. The Careers Scotland’s categories 

The research of Careers Scotland (2007) splitted the effect of career guidance into 

outcomes and impacts.  Outcomes can be described as the changes, benefits, learning 

or other effects that happen as a result of services and activities provided by an 

organisation. It’s a description of the intended result, effect, or consequence that will 

occur from carrying out a program or activity or the end result that is sought. There 

are different types of outcomes to consider: 

Intermediate and end outcomes: intermediate outcomes are steps along the way to 

end outcomes. They are often smaller changes that need to happen before the final, 

desired outcome can be reached. 

Soft and hard outcomes: soft outcomes are typically defined as intangible, a matter of 

degree and more difficult to measure. They are commonly used for changes in 

attitudes, self-perception or certain skills areas. These are often, but not always, 

intermediate outcomes. Hard outcomes are defined as quantitative and often more 

easily measurable. 

Impacts, referring to the changes, effects or benefits that result from the activities on 

a wider society than its direct users or the changes in outcomes that can be attributed 

to a particular project, program or policy, in a situation where there may be many 

other influences on outcomes. 

For Careers Scotland (2007), there are three categories of Impact and Outcomes: 

Learning, Economic and Social (see fig.3)  
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Figure 3.  Effects of Career Guidance 

 

 

 

e. The Watts’ categories 

Watts (1999) identifies three locations of the outcomes of guidance. Each of these 

locations has a different timescale attached to it. These are: the individual, where the 

outcomes, which are designated as ‘learning outcomes’ are immediate; the 

organisational, where the outcomes, which are designated as ‘school effectiveness ’ 

are intermediate; and the societal, where the outcomes, which are designated as 

‘economic benefits and social benefits’ are ultimate. 

The time period over which outcome measures are applied is extremely important, as 

it could be argued that longer-term outcomes, for the individual, the organisation, and 

society as a whole, are likely to reflect the true benefits of guidance. Watts focuses on 

the four types of outcomes, with economic benefits and social benefits being treated 

separately. Regarding the ‘learning outcomes’, he declares that  are likely to provide 
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the most readily usable measures, because of their appropriateness, in that they 

reflect the guidance practitioner’s concern to offer a range of alternatives, and 

practicability, in that the immediate, or short-term effects are able to be measured 

more easily. Within the category of organisations, Watts includes employers, as well 

as schools and other education and training providers.  
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III. Keyway result – categories 

 

Taking into consideration the above mentioned categories of impact outcomes, the 

Keyway Project concluded into the following three main Impact Levels: 

 

Figure 4: Keyway Guidance Impact Levels 

 

 

 

 

 

 

 

Each main level is further divided into sub –levels. 

Table 4. Keyway Sub –levels of Career Guidance Impact 

Individual  

 Personal  

 Competence; Knowledge and skills 

 Employment and Education 

 Economic 

Economic  

 Organisation 

 Community 

Societal 

 Organisation 

 Community 

 

As it seems in table 4 the Individual Impact is divided into 4 sub – levels: Personal, 

Competence, Employment and Education. 

KEYWAY 

Main Career Guidance Impact 

Individual Economic Societal 
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Among the variety of outcomes those that are under the label “individual” are the 

immediate ones, on which can easily be observed and measured the impact of career 

guidance services. 

More specific, under the Label of “Individual” we find four categories of impact: 

a. The Personal, which refers to personal, psychological aspects of the individual, 

including: Self-esteem & confidence, decidedness, self-awareness, clearance 

of motives, satisfaction, better health, less stress, emotional control, and 

clearance of goals. 

 

 

There have been several studies that examine increased levels of self-confidence, 

more positive attitudes, better self- awareness, greater motivation to seek 

employment, increased motivation and interest in education and training. Guidance 

is reported to be associated with, or perceived to be associated with, positive change 

in individuals set within a range of different contexts. More specific: 

 

 Bysshe and Parsons (1999) reported changes in self-confidence of students 

 James (2001) found that patients who consulted a ‘Learning Adviser’ based 

within health centre settings reported that their motivation and self-esteem 

had improved. 

 Morris et al (1999) highlighted that access to good quality careers guidance 

was a critical key factor in raising young people’s levels of awareness  

 Barham, Hughes and Morgan (2000) in their study of New Start pilots found 

that some young people were thought to have made significant gains in terms 

of self-confidence and self-esteem. 

 Hasluck (2000a) found that young people (18-24 year olds) on New Deal 

reported improved motivation and self-confidence. 

 Winterbotham et al (2001) reported on the impact and effectiveness of the 

New Deal 25+ for long-term unemployed. They indicated that those who had 

participated in courses in job search skills as part of the ‘Gateway’ had gained 
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confidence. 

 

Among the impacts of career guidance, there was evidence that career decidedness 

was improved. In most researches career decision difficulties are associated with the 

notion of career indecision, which consists in the ‘‘inability to make a decision about 

the vocation one wishes to pursue’’ (Guay, Senecal, Gauthier, & Fernet, 2003). Tyler 

(1961) was the first author who made a distinction between undecideness (a 

developmental, episodic indecision) and indecisiveness (a chronic state of indecision). 

After the participation in career guidance programs, the decidedness was increased 

as the clients were helped in facing three categories of difficulties in decidedness: lack 

of readiness (related to three subcategories: lack of motivation, general 

indecisiveness, and dysfunctional beliefs), lack of information (related to four 

subcategories: lack of information about the career decision-making process, the self, 

the occupations, and the ways of obtaining information), and inconsistent information 

(related to three subcategories: unreliable information, internal, and external 

conflicts). The indecision level and the decision difficulties of clients proved to be 

affected positive by career guidance programs (Baker, 2002; Gati, Saka, & Krausz, 

2001; Hung, 2002; Jurgens, 2000; Peng, 2001). 

Clients also reported significant decreases in the barriers that faced them in the labour 

market – particularly in terms of self-esteem, confidence, literacy and numeracy - and 

improvements in terms of their employability in a range of other criteria such as 

motivation and emotional control. 

There is evidence also, that career guidance contributes to better levels of life and job 

satisfaction. Life satisfaction is the result of a conscious judgmental process through 

which individuals compare their perceived life conditions with self-imposed standards. 

Recent research has shown that domain-specific satisfaction in a valued life domain 

often correlates with global life satisfaction (Lent et al., 2005). As a consequence, 

specific satisfaction with one’s career decisions and their consequences, such as 

positive career experiences and adjustment to the world of work, may be related to 

global life satisfaction (Feldman, 2003; Lounsbury, Park, Sundstrom, Williamson, & 



 

This project has been funded with support from the European Commission. This publication 
reflects the views only of the author, and the Commission cannot be held responsible for any 
use which may be made of the information contained therein. 
 

Pemberton, 2004). There was also found Strong association between life satisfaction 

and the engagement of clients in the intervention. One of the ways in which guidance 

might be expected to assist clients would be through improvements in job satisfaction, 

either by changing career or type of work or by becoming better equipped for the 

existing career or job through further training (Masdonati and Rossier,2009).  

The research methods permitted comparisons with people not taking part in guidance 

but having similarly low levels of job satisfaction at the outset. The guidance group 

experienced a major improvement in their average level of global job satisfaction 

between the initial recruitment stage and the first follow-up. There was some further 

improvement up the time of the second follow-up but this was relatively small. At the 

first and second follow-up interviews, questions were asked about satisfaction with 

pay, security, opportunity to use abilities, hours of work, variety in the job, and 

opportunity for career advancement. The main aspects in which the guidance sample 

made advances over the study period were in having more satisfactory hours of work 

and in more satisfactory prospects of advancement.  

Additionally, researches were made for investigating the effects of a career choice 

guidance on self-awareness and identity development, which proved to improve 

through career guidance. As was expected, there was found a significant and clinically 

relevant increase in awareness of the abilities, personality traits of the client and his 

commitment strength. The effect size was median, and for most aspects the increase 

was significant also in comparison with a norm group of the same educational level 

and age. It was also found that compared to the norm group the initial commitment 

strength in the guidance group was lower in the vocational and personal domain. The 

initial difference with regard to global identity was in the expected direction. So, the 

findings suggest a less mature identity profile in the participants before the start of 

the program. After the guidance counselling, the participants showed a significant 

increase in identity development, better self – awareness and also the students with 

career choice problems did show relatively immature patterns of identity 

development (Kunnen, 2006). 
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b. The Competence, which refers to the Knowledge and skills that may acquire 

the individual, including: leadership, career adaptability, time management, 

problem solving, decision making, negotiation, setting goals, access to 

information and use of it, networking, coping with transitions and job search 

skills. 

 
 

At the individual level, it was shown that career guidance has a main impact on the 

human capital, which refers to the stock of knowledge, skill and abilities of the 

individual. The acquisition of qualifications is often used as way of measuring human 

capital but this can be misleading for two main reasons: firstly qualifications are an 

imperfect, insensitive and inaccurate measure of an individuals’ total human capital; 

and secondly human capital can be acquired in other ways which do not lead to 

qualifications e.g. on the job experience. There is considerable evidence suggesting 

that career guidance can support the acquisition of both skills, such as time 

management, problem solving, negotiation and qualifications by encouraging 

individuals to commit to and complete formal and informal learning opportunities. In 

addition career guidance can support individuals to increase their awareness of the 

skills that they have acquired informally and to consider how these skills can best be 

deployed. The OECD further embeds the importance of career guidance to human 

capital by suggesting a ‘wider’ form of human capital which not only includes 

educational attainment and skills but also self-motivated learning, job search skills as 

well as the attitudes and behaviours that contribute to working effectively and 

efficiently. In this conceptualisation it is not only the ability to be productive but the 

ability to develop and deploy these capacities. This definition aligns well with the focus 

on the acquisition of career management skills (CMS) that has increasingly been 

placed at the centre of career guidance policy. CMS can therefore be seen as a 

specialised form of human capital that helps individuals to navigate a changing labour 

market and to understand the education and skills pathways necessary to progress in 

their careers.  
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Furthermore, referring to the impact on individual skills and competences, Coopers 

and Lybrand (1995) evaluated the ‘Skill Choice’ guidance programme for adults and 

concluded that participants had improved their attitude towards training, becoming 

more qualified, and their own career development.  

In a series of linked research projects in Canada, a number of workplace-based 

guidance interventions were piloted and evaluated. The evaluation used a mixed-

methods approach to capture the impacts on a range of beneficiaries including both 

employers and employees. The study found that when employees examine their own 

competencies, reflect on their career goals, and become more aware of job 

possibilities within their current organisations, their job satisfaction increases and 

they are more likely to remain within their current employment setting. Consequently, 

promoting employee career self-management is likely to have a positive effect both 

on the employee and on the organisation (CRWGDRC, 2010).  

Furthermore, Killeen’s (1996) study on the impact of career guidance via Gateways to 

Learning identified a number of positive outcomes on behaviour and knowledge from 

career guidance. The majority of participants were made more hopeful about the 

future and/or reported becoming more informed about opportunities, their own skills, 

etc. Additionally, nearly half said their guidance helped them to search more 

effectively. Furthermore, the perceived effects on feelings, knowledge and behaviour 

were correlated with attributed effects on entry into education, training and jobs. 

Similarly, the evaluation of the All Age Guidance Projects found that there was 

evidence of more people making more informed decisions, including specific groups 

that would previously have found access to information, advice and guidance more 

difficult. Furthermore, the projects influenced outcomes, which were perceived by 

clients to be better than otherwise, and also enhanced skills and confidence, which, in 

the longer term, should strengthen their performance in the labour market. 

Referring to decision-making processes of young people, career guidance seems to 

play an important role on it. It is clear that well-developed career exploration skills, 

and clear career goals and expectations, are important in helping young people to 

achieve their potential and to make successful transitions. Good-quality guidance has 
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an important role to play in the development of these skills. The decision-making 

processes of young people, including those involving career planning, are influenced 

by many factors – some ‘formal’ and some ‘informal’. There is also a significant body 

of evidence on the impact of information, advice and guidance on career exploration 

and decision making skills. Indeed, self-confidence and decision-making skills are 

related, and the literature findings suggest that the one acts as a precursor to the 

other. As far as individual decisions are concerned, effective guidance can ensure that 

job search and employment-related decisions are better informed, thereby resulting 

in a more efficient workforce and greater complementarity between the supply of, 

and demand for labour  (Watts, 1999:15). 

Meijers, F., Kuijpers, M. & Gundy, C. (2013) in a quantitative study in the Netherlands 

investigated the impact of guidance and career learning within vocational education 

on the development of career management skills and career outcomes. The study 

included 3,499 students and 166 teachers. It found that guidance, where it was based 

on dialogue, contributed to motivation, decision-making and career outcomes. It also 

demonstrated a positive relationship between career management skills and career 

outcomes.  

The evaluation of Careers Scotland’s Inclusiveness Projects found that there was also 

an improvement in soft skills, with 80% reporting that their key worker helped 

increase their confidence. In terms of distance travelled, there were significant 

improvements in self-esteem and in confidence, leadership, time management, 

motivation and emotional control. 

A study in the USA found that both career counselling and career courses could have 

positive impacts on higher education students. The study of 269 students participating 

in guidance activities identified impacts on career thinking and effective decision-

making. The overwhelming majority of participants were also able to identify at least 

one change that they had made over the semester in reference to their career, 

including declaring a major, applying to a job or internship, or deciding on a career 

(McClair, V., 2010).  
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Hughes, D.H, and Gration, G. (2009), also found that people rate their readiness for 

career decision making as almost doubled after talking to a career adviser. More 

specific: 

 189 young people received Participant Assessment Planning & Support 

(against a target of 186). 

 Of these, 172 young people started on accredited programmes, (target 172) 

 139 completed non accredited programmes (target 139) 

 38 participants progressed onto further learning courses (target 38) and 25 

into employment (target 23). 

 A total of 77 young people achieved one or more qualifications as part of the 

project. 

 

Career guidance has also significant impact on enabling young people to have access 

to information on education and labour market. The counselor may provide the 

clients with useful resources of information, so as to help them get well informed. 

Qualitative research examining the role of career guidance advisers found that they 

could be influential in supporting young people to access opportunities and resources. 

The research highlighted the importance of the relationship built by the adviser with 

the young person, arguing that for some young people faced with complex and 

challenging circumstances, the relationship with their counselor provided a uniquely 

stable and valued source of support (Sheehy, K., Kumrai, R. & Woodhead, M., 2011). 

Furthermore, career guidance services enable clients to broaden their networking 

and social capital. Social capital is another important piece of the puzzle in 

conceptualising the benefits of career guidance. Social capital refers to an individual’s 

“ability to secure benefits through membership in networks and other social 

structures.” Social capital therefore combines a number of different concepts 

together including the size of the social network, the relative social and economic 
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power of the network and the ability to extract personal and career benefits from this 

network. Social capital also helps individuals cope and remain resilient during periods 

of unemployment. Inevitably social capital offers advantages to those who come from 

families and communities which are powerful and well-networked. However, social 

capital is something that it is possible for an individual to develop both through 

increasing their networking skills and through brokerage into new and more powerful 

social groups. 

Career guidance can play an important role in providing individuals with access to 

information and intelligence that is outside of their immediate social network, 

offsetting some of the disadvantages offered by inequalities in social capital. It can 

also support the acquisition of social capital by brokering access to networks (e.g. 

potential employers) and providing access to mentoring and insights about how to 

penetrate important career networks. Career guidance is also well placed to articulate 

the importance of networking to job and progression opportunities to individuals. 

There is some emergent evidence that engagement in career guidance actually fosters 

an increase in social capital. Research by the Education and Employers Taskforce 

found positive correlations between employer contacts at school and an individual’s 

career confidence, their likelihood of being NEET and their salary suggesting that these 

positive effects are most likely to be explained by the increase in social capital enabled 

by employer engagement. It is worth mentioning the value of group guidance and “job 

clubs” in this context. Forms of career guidance which bring people together and allow 

them to share ideas and provide mutual aid have been found to be effective in both 

enhancing individuals social capital and in helping them to find work. 

In the Careers England Research of 2015, there was mentioned that a final area in 

which career guidance can offer benefits for individuals is by supporting smooth and 

rapid transitions to further learning and work. Transitions from education to work and 

from unemployment to work are fraught with challenges. Career guidance can help to 

smooth these transitions. When assisting with transitions, interventions work best 

when they are targeted and provided quickly after an individual drops out of learning 

or work; and when they focus on developing positive attitudes such as increased self-
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confidence and increased self-efficacy alongside practical support with recruitment 

processes. In addition careers guidance prioritises proactive behaviours such as goal 

setting and active job searching which help smooth career transitions. Liu et al. found 

that those proactively engaged in job searching as a result of career guidance 

intervention were 2.67 times more likely to become employed than those that did not 

take part in an intervention. 

Career guidance can also support other kinds of life transitions including return to 

work following illness or child or elder care responsibilities. Another important area 

where career guidance can contribute is in helping older people to think through work 

transitions in later life, the transition to retirement and how to remain economically 

active for longer 

From unemployment to work: Career guidance is frequently used as a way to engage 

unemployed adults in the labour market. As such, it forms a key part of active labour 

market policies. The evidence suggests that within the bounds of the broader 

performance of the labour market, career guidance can be effective in re-engaging 

the unemployed in work. Guidance acts on the individual to increase their motivation 

and make them more work-ready. There is also evidence which provides insights into 

effective implementation, suggesting that practitioner competence, employer 

engagement and holistic and networked service provision are important to service 

effectiveness. In addition, there is a literature which suggests that career guidance is 

important in helping individuals to manage career breaks and periods of caring 

responsibility (ELPNG, 2014). 

Other kinds of return to work: Not all people without work fall into traditional con-

ceptions of unemployment. Individuals can experience breaks in their career for a 

variety of reasons and purposes, including injury or disability, periods of caring 

responsibilities and as the beginning of a career change or shift. If such career breaks 

are managed poorly, there is a danger that human capital is lost. Guidance can play 

an important role in avoiding this loss. Much of the literature in this area is focused on 

vocational rehabilitation following an injury or period of illness (both mental and 

physical). In such cases guidance is often delivered as part of a package of support, 
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often including support delivered by health-care professionals. The guidance 

component of such interventions is usually concerned with helping individuals to think 

through their changed circumstances, identify how this might shift their relationship 

with work, and consider how any barriers to working can be overcome.  

 

c. The Employment and Education, including: better selection of course, 

information on employment and education, more training opportunities, more 

qualifications- participation in education, labour knowledge, less drop-outs, 

finding of a job, change of workplace, awareness of new options. 

 

One of the main impact of career guidance to the individual is that enables him to 

make a better selection of course, according to his traits, skills and interests and 

increase engagement. In a relative research was found that college students who take 

a career and life planning course are more likely to be able to select a meaningful 

major and are less likely to drop out of college. Also, though the participant group 

started with lower levels of commitment strength than the control group, they seem 

to catch up after the program.  

Growing evidence also exists supporting the usefulness of career development 

interventions in promoting school engagement among students in high school, which 

is a major contributor in helping students to gain 21st century skills. For example, a 

high school student who receives career interventions can become more focused 

about his future, which will help him to persevere when faced with obstacles (Kunnen, 

2006). 

Career guidance can enhance the development of human capital in general by 

encouraging participation and success in the education and training system as well 

as through the direct development of career management skills. For example, 

Graverson and Van Ours (2008) found that the skills developed through guidance 

increased success in job hunting by 30%. There is also evidence that suggests that the 

development of human capital through career guidance interventions can lead to 

broader personal and economic impacts. Furthermore, a good career guidance 
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suggests that there are important economic benefits when careers guidance 

professionals encourage investments in human capital.  

Taking part in guidance had also a positive impact on many aspects of participation in 

education and training. There was also clear evidence that this impact was continuing 

at the end of the study period. Over the two-year follow-up period, about eight per 

cent of the guidance sample entered full-time education or training. This was more 

than four times the proportion in the comparison sample. The guidance sample was 

more than twice as likely to get a qualification from a course which they had initiated, 

than the comparison sample. They also had a higher overall rate of qualification, even 

after taking account of employer-provided training in which the comparison sample 

did better. The gap is likely to increase with more time, since more of the guidance 

sample were in the middle of continuing courses when the research ended 

(Killeen,1996). 

Additionally, there are several studies which suggest that career guidance has a 

positive impact on participation in learning, and there is one particularly robust study 

showing a strong link between advice and/or guidance and increased participation in 

informal learning (as opposed to formal learning). Although the evidence that career 

guidance, per se, results in improvements in academic attainment is mixed, there is 

evidence that guidance is associated with improvements in retention in full-time 

education and reduced course-switching. There is good evidence of the highest level 

of rigour that intensive multi-stranded support for job seekers, including the provision 

of guidance, can reduce the length of time taken in finding employment.  

Similarly, decisions relating to learning opportunities are more likely to be 

appropriate and lead to ‘successful’ outcomes. According to research, a client who 

receives career development interventions can identify new and promising training 

opportunities that will help him prepare for changing labor market demands 

(Kunnen,2006). 

Hawthorn & Watts (1992) in their research suggested that careers education and 

guidance had a positive impact on student motivation that in turn, leads to academic 
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performance, while Morris et al (1999) highlighted that access to good quality careers 

guidance was a critical key factor in raising young people’s levels of awareness and 

positive attitudes towards vocational training. 

Killeen and White’s (2000) study on the impact of career guidance on adult employed 

people aimed to provide a rigorous evaluation of the net impacts of guidance on adult 

employed people, with particular emphasis on economic outcomes. The data reported 

focused particularly on a series of learning and employment outcomes. The main 

results were: “The guidance participants benefited from guidance through an 

increased entry rate into both full-time continuing education and training, and 

through increased participation in other (part-time) education and training which was 

not arranged by their employers. The overall effect of this increased participation was 

an enhanced rate of qualification. Participants expressed appreciation of the value of 

guidance in helping them to access education and training opportunities. In these 

important respects, the guidance services appear to have been successful.” 

Indeed, the study found that over the two-year follow-up period, 8% of the guidance 

sample entered full-time education, more than four times the proportion in the 

comparison sample. Furthermore, the guidance sample was more than twice as likely 

to get a qualification from a course that they had initiated, than the comparison 

sample. 

Killeen (1996) found that about a third of those who had received career guidance 

reported that it led them to make applications for education or training. Furthermore, 

about a quarter said they entered education or training because of the guidance. 

Further evidence of improved learning outcomes was presented by Barham et al 

(2000) in evaluating personal adviser pilot projects found that 63% of the young 

people who had left New Start achieved a ‘positive’ destination. Of those who had 

achieved positive outcomes just over one third entered full-time or part-time 

education and 57% entered training or a job with training. 

Guidance can play a central role in learning systems by increasing individuals’ 

engagement with learning, making clear the pathways through learning and work, and 
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supporting the acquisition of career management skills for managing life, learning and 

work (ELPNG, 2014).   

Guidance in schools is well-researched. It contributes to increasing students’ 

engagement and success in school by clarifying the relevance of subjects to future 

opportunities, and supporting transitions from school through providing information 

and skills to underpin good decision-making, so helping students to establish 

successful lives and careers. Researchers have identified a range of impacts associated 

with school-based careers work. Guidance in schools can:  

• increase students’ engagement and success in school;  

• support their transitions from school;  

• help them to establish successful lives and careers.  

The evidence also suggests that such programmes are best implemented in ways that 

connect career learning to the curriculum, and within schools where they are 

supported by the school leadership and built into the wider school ethos. 

Lifelong guidance has an important role to play both in supporting individuals to 

consider vocational options and in helping those in vocational education to make the 

most of the skills and knowledge that they have learnt as they make their transitions 

to the labour market. In other words, guidance in vocational education supports 

individuals to see opportunity and value in vocational options and helps those in voca-

tional education to make the most of their skills and knowledge.  

 Regarding guidance in higher education, it supports good career decision-making and 

effective transitions to the workplace, helping to ensure that graduates’ learning and 

skills are well used. There is good evidence to suggest that employer involvement and 

work-related learning opportunities support positive employment outcomes for 

students. Beyond this the research base is in need of development, but suggests that 

there are benefits in offering a diverse range of services that link both to the academic 

curriculum and to the needs of graduate employers. 
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Lastly, lifelong guidance has a central place in adult learning. It can support adult 

learners to consider their return to learning, enhance their career management skills 

and employability, and aid in the utilisation of their learning. The evidence in this area 

is emergent, in part because guidance interventions in this area are often strongly 

embedded in other provision. However, there is research that demonstrates the 

benefits of guidance for confidence and progression. 

Career guidance enhances also the individual’s flexibility through supporting 

individuals to develop their capacity to read and respond to labour market change, by 

prioritising the importance of lifelong learning and by helping individuals to remain 

resilient in the face of change and positive about adapting to the demands of shifts in 

the labour market. 

Furthermore, there is a wide range of research that demonstrates that career 

guidance can reduce the number of drop outs from education and training and re-

engage discouraged workers. Cedefop suggests that guidance can help to prevent 

young people from becoming NEET by helping an individual to assess their risk of 

disengagement from the labour market or education (e.g. by dropping out of school) 

and by helping them to clarify their goals and create a clearer career path (Hughes et 

al., 2002). 

A few studies do show a positive association between exposure to counselling and 

academic attainment. For example, Killeen & White (2000) in their study found that 

employees who had received guidance had achieved a higher rate of qualification than 

a comparison sample, but this was approximately in-line with the increased rate of 

participation and their analysis was not extended to consider relative wastage. MORI 

(2001) reported that of the adults who accessed guidance in the last year around 50% 

reported learning new skills, or updating skills, and around a third gained 

qualifications. 

More recent studies focus primarily on 'student retention'. These suggest that 

guidance has an important role to play in terms of reducing student drop-out rates. 

For example; 
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• SWA Consulting (1999) reported an association between low drop-out rates for 

those who had received specialist career advice. 

• Sargant (2000) proposed that a lack of information and advice for students affected 

drop-out rates. 

• McGivney (1996) suggested that a lack of pre-entry/on-course information and 

advice is associated with increased drop-out rates amongst mature students on 

further and higher education courses. 

• Morris et al (1999) had similar findings to McGivney in relation to young people's 

experiences in further education. 

As it came out from the desk research, a very important impact on individual level, is 

the increasing of employability of a person. Good career guidance decreases shocks 

to the labour market which may arise from inadequate job matching and poor job 

signalling. This supports individuals to move into the most appropriate job for them.  

In addition participants in guidance programmes are more likely to progress to 

employment.  For example graduates who had participated in career guidance 

programmes reported higher rates of both employment and (higher skill) graduate-

level employment.  

A study of a career guidance programme focused on the vocational rehabilitation of 

people with disabilities in Utah concluded that it improved participation in work and 

that this resulted in an increase in taxation revenues and a decrease in benefit 

payments. 

According to Hughes et al (2002) the role of guidance in supporting the development 

of job search skills and/or its impact on reducing unemployment is basic. Many studies 

on the impact of guidance in relation to adult job search are based on quantitative and 

qualitative studies, most of which are based on the experiences and perceptions of 

those receiving or delivering guidance. However, there are some notable exceptions: 

 Allen et al (1999) found that effective job search activity help unemployed 

people to find work and integrated packages of support (which included 
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advice, training and job search support) in particular were more effective in 

enabling people to retain work after leaving. 

 Gardiner (1997) concluded that job search programmes which preceded New 

Deal assisted return to work, although additionality was estimated at 4% or 

less. More specifically, Restart interviewees found work more quickly than the 

control group. 

 Hasluck (2000a) reported that the New Deal (18 – 24 year old unemployed 

adults) included support from Personal Advisers (PAs) and this helped with 

new job search techniques and supported participants into work. 

 Hasluck (2000b) in a separate study on New Deal for Lone Parents highlighted 

that PAs helped participants to find and start jobs although they noted that 

many would have found jobs anyway. The report indicated that the jobs found 

through New Deal for Lone Parents were more likely to be full-time and 

permanent. 

 MORI (1996) reported on the outcomes from vocational guidance and 

counselling schemes (Choice and Access) and indicated that one in five 

participants (22%) got a job and over one third improved their job search skills. 

  MORI (2001) found that most users of guidance (86% - of the 300 sample) 

reported a positive outcome resulting from information, advice and guidance. 

Specifically, 30% found a job or entered the labour market. 

 Van Reenen (2001) reported that overall participants in New Deal were 

estimated as 20% more likely to find jobs. The job assistance element 

accounted for between 5.3% & 8.15% of flow into employment. Social benefits 

were estimated at between £25m and £50m, excluding more indirect benefits 

such as social inclusion effects and enhanced employability and productivity. 

It should be mentioned that decreasing unemployment is strongly related to an 

increase in employment, but it is not simply a negative restatement of it. In a dynamic 
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economy it is very likely that individuals will experience periods when they are unable 

to find employment. Unemployment is only one response to this situation. 

Alternatives include the establishment of enterprises and reengaging in education and 

training. Clearly individuals’ capacity to choose alternatives to unemployment is 

strongly bound up with their knowledge of these alternatives, their personal access to 

financial, social and human capital and their entitlement to support from the state or 

other bodies. However, as it is shown career guidance can contribute to enhancing an 

individual’s human and social capital, increasing their awareness of the options 

available, and supporting them to make faster transitions out of unemployment. 

Career guidance lowers the impact of unemployment by reducing the time spent 

searching for work and increasing the probability of finding suitable work. There is a 

wide range of research that demonstrates that career guidance can reduce the 

number of drop outs from education and training and re-engage discouraged workers. 

Cedefop suggests that guidance can help to prevent young people from becoming 

NEET by helping an individual to assess their risk of disengagement from the labour 

market or education (e.g. by dropping out of school) and by helping them to clarify 

their goals and create a clearer career path. 

Several other studies also show a link between career guidance and participation in 

employment, and/or improved employment, with many individuals reporting that the 

guidance they received was a significant factor in improving their employment 

situation. There is also evidence of the highest level of rigour showing that in-depth 

support in the form of advice and guidance is positively associated with attitudinal 

work related outcomes, including increased work satisfaction and confidence in 

gaining a desired job. 

Lastly, regarding the impact on individual level on education and work, there should 

be mentioned the working alliances that are encouraged through guidance. Career 

guidance enables clients, especially those from low and median financial level, to 

come across with alliances and to become member of a working community. Working 

alliance is a process indicator that may influence the impacts of career counseling in 

particular concerning face-to-face career interventions (Whiston & Rahardja, 2008). 
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Working alliance is considered as a key variable when explaining the outcomes of 

counseling and psychotherapeutic interventions (Beutler & Castonguay, 2006). 

Numerous studies show its contribution to positive changes occurring through 

individual counseling with adults (Horvath & Greenberg, 1994; Stiles, Agnew-Davies, 

Hardy, Barkham, & Shapiro, 1998). 

 

d. The Economic that refers to the financial awards that the individual may earn 

including: higher salary, less drop-outs in job or courses, financial success. 

 

Measuring the economic benefits of guidance is problematic mainly because guidance 

effectiveness research is usually short-term and focused on immediate effects. 

However, some evidence of economic outcomes is available from previous studies. 

Killeen’s (1996) study on the impact of career guidance found that about a third of 

those receiving guidance reported that it led them to make job applications. In 

addition, about 5% said they entered jobs because of the guidance. However, in terms 

of considering the additionality of the guidance support it is important to note that 

more than half already had some kind of offer or chance of a job or training, or were 

waiting to hear. Furthermore, about a quarter of those attributing entry into work,  

education or training to their ‘Gateways’ guidance also attributed such an effect to 

other guidance they had experienced in the period. 

Improved payment and less drop outs either from work or education are among the 

impacts that came up after the desk research. It was mentioned that through 

guidance, the client has the chance to enter a full-time a job and therefore have also 

a better salary and be financial successful. Additionally, with the support of the career 

counsellor the client chooses the best for him course and therefore he gets committed 

in the course and finishing it, saving cost in that way. Though the evidence for the 

economic impact on the individual is not clear. Killeen and White’s (2000) study on the 

impact of career guidance on adult employed people found that there was no reliable 

evidence of guidance affecting earnings over a period of two years. There was, 

however, clear evidence that the guidance sample made more frequent moves in the 

external job market, and they were also more likely to move into full-time 
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employment. 

An improved outcome arising from career guidance is shown for wages. The limited 

number of empirical studies highlighted in our work to date focused on labour market 

outcomes and wages shortly after users received career guidance. A long run uplift is 

witnessed in wages for those that received some form of career guidance. This may 

be due to a better understanding of the skills needed to progress their careers or 

positioning themselves appropriately in Scotland’s dynamic labour market. Among 

young people in their mid-twenties that did not receive any career guidance, nearly 

one in five (19%) were earning £450 or less per month, compared to just over one in 

ten (11%) that had been spoken to by a careers advisor in S4. Young people in their 

mid-twenties that did not receive any career guidance were also least likely to be 

represented among higher earners. Young people that had been spoken to by a 

careers advisor or spoken with a careers advisor one to one were more likely to be 

higher earners by their mid-twenties. 

Additional, Herr (2001) characterises the economic benefits derived from career 

guidance by individuals as being “their ability to secure jobs with improved pay, in 

shortened periods of unemployment, in obtaining greater congruence between 

personal interests and abilities in a job chosen and in the experience of extended 

tenure in that job”. The chances of market failure can be alleviated by effective career 

guidance, through reducing the propensity of learners to embark upon and 

subsequently drop out of education or training courses, by reducing the amount of 

mismatch between job vacancies and the available pool of unemployed labour, and 

by re-enervating previously discouraged workers, who were not aware of potential 

opportunities for them to regain employment. A reduction in the length of job search 

may also be a valid ‘positive’ measure. Effective career guidance can assist 

institutional reforms by ensuring that potential participants are aware of any 

developments which may impact on their decisions, such as choice of course or 

institution. 

 The earnings of guidance and comparison groups did not differ significantly at either 

the first follow-up, or the second follow-up, once the samples had been rigorously 
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matched. The same applied to the difference in earnings, for those who were 

employed and provided pay data at both follow-up interviews. On the alternative 

measure (called 'occupational expected earnings'), there was also no clear evidence 

that the guidance sample had advanced more than the comparison sample. 

Overall, therefore, there was no reliable evidence of guidance affecting earnings over 

a period of two years. There was, however, clear evidence that the guidance sample 

made more frequent moves in the external job market, and they were also more likely 

to move into full-time employment.  There was reasonably firm evidence that some 

career actions, notably changing jobs, moving into full-time work, or pursuing a 

qualification, could have different earnings outcomes for guidance participants than 

for non-participants. But these differential outcomes were sometimes negative, 

sometimes positive. The most positive outcome for guidance participants, in terms of 

change in earnings, was to move into work with longer hours. Self-initiated training 

with a qualification aim tended to have a detrimental effect on earnings for the 

guidance group, although not if it was deferred until the second year after guidance 

(Kileen, 1996). 

 

As for the Economic level, we have two categories of impact: 

a) The Organisation, which refers to the financial benefits that can have an 

organisation (school, university, company, etc), including:  More job 

applications, improved job tenure, improved productivity, more responsible 

and flexible workforce, better utilisation of workforce, cost saving by effective 

job placement, international mobility and less drop outs. 

 

Regarding the economic impact on the organization, in the literature was mentioned 

that career guidance attributes to improved productivity and more responsible and 

flexible workforce, as its scope is to match the competence and skills of the individual 

with the working environment and the job requirements. Taking into consideration 

that a career counselor helps the individual in gaining self-knowledge and making the 
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appropriate choice for him either on education, or on work, and be prepared to face 

changes and improve his/her skills, it is expected that he will be more flexible in the 

working environment and therefore he will keep the work. A person who is settled in 

the most appropriate job for him, will be as well more productive and as he will be 

also satisfied will not drop out easily. Therefore, there will be cost saving in the 

organization by this effective job placement.   

Although still presenting significant challenges, improvements in economic outcomes 

were the most straightforward of all the themes in terms of measuring impact and this 

theme was dealt with first. The stated economic outcomes were more readily 

translated into an economic value through increased workforce participation and 

productivity improvements related to workforce participation. The contribution of 

career guidance to economy can be estimated by assuming workforce participation is 

unaffected for those from professional or managerial backgrounds, but that workforce 

participation among young people from lower socioeconomic backgrounds improves 

for those receiving career guidance – reflecting the movement away from 

unemployment demonstrated in the tables appended. Career guidance is assumed to 

impact on those from non-professional or managerial backgrounds and those whose 

father was unemployed, sick or disabled. 

Studies providing evidence of the economic benefits of career guidance are thin on 

the ground. Reference has been made to American studies, involving controlled trials, 

which pointed to career guidance having led to individuals entering more suitable 

jobs, achieving greater job satisfaction and experiencing less job turnover than their 

counterparts who were not in receipt of guidance (Killeen, White and Watts, 1992). 

More recent (although still dated) studies conducted in the United States showed that 

Job Clubs, which included some career guidance provision in their remit were 

successful in reducing dependency on welfare payments and thereby making 

considerable cost savings. Again, this does not provide conclusive evidence of the 

likely impact of conventional career guidance interventions (Azrin et al, 1980; 1981). 

Reference was made earlier to the potential benefits of career guidance to employees, 

notably in reducing market failure through enhanced retention and productivity. 

While there is a dearth of research data to substantiate such notions, Hirsh et al (2001) 
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suggest that, from their study, evidence of ‘softer’ outcomes accruing to employees, 

such as motivational and attitudinal shifts could be discerned. 

Guidance may reduce unemployment in three ways: Increased efficiency of job search 

so that duration is reduced and vacancies fill more quickly. Economy studies have been 

carried out focusing on reduction in welfare payments and the net benefits in terms 

of increased levels of income tax deductions and contributions. The following studies 

focused on projects aimed at getting adults back into work; Allen et al (1999); Hasluck 

(2000a); Hasluck (2001b); Winterbotham et al (2001); Van Reenen (2001). 

 

 

b) The Community, which refers to the financial benefits that the society gains, 

including: lower levels of unemployment, extend of employment, more full 

time jobs, improved productivity, alignment of demand and supply, cost saving 

by effective job placement, international mobility, less public costs from drop-

outs from education and higher tax revenues. 

 
 
 

This category refers to the wider social benefits of guidance and its potential 

contribution to the economy. This includes issues related to the direct costs of 

unemployment, as there is strong evidence that guidance in three ways: by re-

stimulating ‘discouraged workers’ to become active in the labour market, matching 

to ensure better alignment of 'demand' and 'supply' of labour and increasing 

efficiency of job search so that duration is reduced and vacancies fill more quickly. 

Economy studies have been carried out focusing on reduction in welfare payments 

and the net benefits in terms of increased levels of income tax deductions and 

contributions, which proved to confirm that through guidance clients are getting 

again back into the labour market (Allen et al,1999; Hasluck, 2000a; Hasluck 2001b; 

Winterbotham et al 2001; Van Reenen, 2001). 

Another impact of career guidance that was mentioned was the increase of 

productivity. Productivity describes the relative amount produced by a defined input 

such as a day’s work. Several theories have been put forth to explain why slow 
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productivity growth perpetuates. Two possible explanations for low levels of 

productivity growth relevant to career guidance are: (1) employees within firms being 

moved to less productive roles and (2) slowing rates of innovation and discovery. In 

the current economic climate it is not enough that increased labour market 

participation leads to a more productive economy. It is an organisation’s ability to 

deploy and support an individual in areas where they will be most efficacious as well 

as an individual’s ability to determine and use their agency to deploy themselves for 

more productive functions. Career guidance is concerned with both the raising of 

human capital and its effective deployment. It encourages individuals to actively seek 

out opportunities where their human capital is more effectively utilised. Hughes et 

al. (2002) theorise that every one percentage point increase in productivity through 

improved matching supply and demand in the labour market has the ability to 

generate ‘as much as £10.6 billion annually in increased production.  

The stated economic outcomes were more readily translated into an economic value 

through increased workforce participation and productivity improvements related 

to workforce participation. The contribution of career guidance to economy can be 

estimated by assuming workforce participation is unaffected for those from 

professional or managerial backgrounds, but that workforce participation among 

young people from lower socioeconomic backgrounds improves for those receiving 

career guidance – reflecting the movement away from unemployment. Career 

guidance is assumed to impact on those from non-professional or managerial 

backgrounds and those whose father was unemployed, sick or disabled. 

Reference was made to the potential benefits of career guidance to employees, 

notably in reducing market failure through enhanced retention and productivity.  

Other studies providing evidence of the economic benefits of career guidance are 

thin on the ground. Reference has been made to American studies, involving 

controlled trials, which pointed to career guidance having led to individuals entering 

more suitable jobs, achieving greater job satisfaction and experiencing less job 

turnover than their counterparts who were not in receipt of guidance (Killeen, White 

and Watts, 1992). More recent studies conducted in the United States showed that 

Job Clubs, which included some career guidance provision in their remit were 
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successful in reducing dependency on welfare payments and thereby making 

considerable cost savings. Again, this does not provide conclusive evidence of the 

likely impact of conventional career guidance interventions (Azrin et al, 1980; 1981). 

Godfrey et al (2002) estimate the additional lifetime costs of young people being 

excluded from education, training and employment at ages 16-19 are estimated on 

average per person at £45,000 in resource costs and £52,000 in public finance costs 

over a lifetime. The economic impact suggests there are around 14,000 individuals in 

employment that might otherwise have been not in employment, education or 

training in the absence of career guidance (Career Scotland, 2007). 

 Furthermore, career guidance seems to contribute to a more flexible and mobile 

labour market. In this point it is important to unpack some of the assumptions about 

a direct relationship between human capital acquisition and economic growth. 

Simply increasing individuals’ skills is unlikely to offer economic benefits if those skills 

do not align with the needs of the labour market. So for example there are limited 

benefits in endlessly increasing the numbers of graduates, but greater benefits 

increasing the number of graduates with skills which the economy lacks such as 

science, technology, engineering and maths (STEM) skills. Addressing skills 

mismatches, improving labour market signalling and discussing effective deployment 

of qualifications and skills are core functions of career guidance. So career guidance 

can both support individuals to increase their human capital in general and support 

them to consider the best way to increase their human capital in the context of the 

labour market. 

Flexible and mobile labour market policies facilitate the movement of labour into the 

most productive sectors in the economy. Such flexibility relates to both sectors and 

to geographies. In a dynamic labour market both what kind of work is available and 

where this work is located are both likely to change over time. When labour can be 

supported to become mobile it can help to ease regional skills shortages and allows 

the labour market to be more productive. And this is one of the main goals of 

guidance: to help the individual get into a job that is available and also be flexible in 

facing any change that may occur in the working environment. There is also a case 

that investment in career guidance leads to increased tax revenue. Increased 
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employment, better skills deployment, higher levels of workforce engagement and 

many of the other observed benefits of career guidance have the potential to lead to 

increases in the tax revenue. For example, Hughes notes that one percent increase 

of the population irregular work could generate over £1,513 billion of revenue for the 

United Kingdom.  

Estimating the impacts of career guidance on taxation is a complex undertaking and 

one which inevitably requires the use of some assumptions which are open to 

challenge. Perhaps the most rigorous attempt to trace this relationship can be found 

in a Northern Irish report which used a mixed methods approach to estimate the 

economic value of the Education Guidance Service for Adults. This report estimated 

that the government would receive £9.02 net additional tax revenue for every £1 of 

public money invested in guidance (Careers England, 2015). 

 

The impact of guidance is also seen on the decreased cost of benefits. The linking of 

benefit reduction with the transition to work and learning highlights the central role 

that career guidance can play in this agenda. Career guidance can help to reduce 

benefits in several ways. Firstly individuals that have high quality guidance may 

engage in productive labour for longer. In addition career guidance’s role in 

supporting transitions decreases the amount of time people spend drawing from the 

public purse as long as people are able to move from worklessness to sufficiently well 

paid work to take them out of benefits. Many unemployed people live “precarious” 

lives whereby they cycle between lowpaid work and periods of worklessness. Career 

guidance can support both the re-engagement with the labour market and an 

increase in skills which can enable individuals to progress out of precarity (Careers 

England, 2015). 

 

 

Lastly, the Societal level, is consisted as well of two categories of Impact: 

 The Organisation, which refers to the social benefits of an organisation 

(school, university, company, etc), including:  greater access in education and 
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training, retention on rates in education, higher skill levels, engagement, 

confidence and well-being, better climate between colleagues and reduction 

of offending behaviour. 

 

This category of impact on the organisation has to do with social aspects that are 

for the sake of the organisation. Through the desk research, was found that career 

guidance has an important role in “making’ employees satisfied, with confidence, 

good relationships and high commitment and therefore improving the climate 

between colleagues and students. 

Furthermore, there is growing evidence exists supporting the usefulness of career 

development interventions in promoting school engagement among students in 

high school, which is a major contributor in helping students to gain 21st century 

skills. For example, a high school student who receives career interventions can 

become more focused about his future, which will help him to persevere when 

faced with obstacles (Whiston, & Blustein, 2013). 

 

 

 

 The Community, which refers to the social benefits that the society as a whole 

gains, including: greater access in education and training, retention on rates in 

education, higher degrees & skills, confidence , health benefits, reduction in 

crime and offending behaviour and social inclusion.  

 
 

The social impact of career guidance in community is related mostly to the benefits 

the community gains from learning outcomes and the increase of employment.  

As far as learning outcomes are concerned, Watts (1999:14) asserts that “evidence 

on the learning outcomes of guidance is substantial and convincing”. This 

statement is based on an appraisal of forty studies, which overwhelmingly pointed 

to some positive outcomes, and is supported by American studies of a similar 

nature (Oliver and Spokane, 1988). Overall, however, Watts is at pains to advise 

against placing undue reliance on what is admittedly limited evidence, which is 

partly attributable to the acknowledged difficulties of undertaking studies which 
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have sufficiently large sample sizes and appropriately sensitive data-gathering 

techniques and instruments. Here, the problem of disentangling any specific 

‘guidance’ effect from a wider range of contributory factors is again evident, and 

Hughes et al (2002) point to a number of studies which cite guidance as having 

contributed to an identifiable increase in participation (Killeen, 1996; MORI, 1996; 

Coopers and Lybrand, 1995; Killeen and White, 2000; and MORI, 2001. This leads 

them to conclude that “there is now reasonably strong UK quasi-experimental 

evidence that voluntary exposure to guidance increases the probability of adult 

participation in continuing education and training, relative to similar individuals 

not exposed to guidance”. Killeen and Kidd’s (1991) earlier study asserted that, for 

each of the categories of learning outcomes they identified (i.e. attitudes; 

decision-making skills; self-awareness; opportunity of awareness; certainty of 

preference; transition skills), their review, which was largely based on American 

data, indicated that positive impacts could be identified. Hughes et al (2002) 

confirm this finding, citing a range of more recent studies predominantly from the 

UK. These could be further classified in terms of ‘immediate’ and/or ‘intermediate’ 

effects. Some studies including Killeen, J. and Kidd, J.M. (1991) made a systematic 

comparative review of the most robust experimental and quasi-experimental 

evidence, a large proportion of which was of US origin. It concluded that in 

experiments and field trials, gains have been shown across all categories. (Hughes 

et al, 2002). 

Other studies have tended to confirm the positive learning outcomes of guidance, 

for example; Bysshe and Parsons (1999); James (2001); Brooks (1998); Sims et al 

(2001); Killeen (1996); Hasluck (2000a); Winterbotham et al (2001); Van Reenen 

(2001); MORI (1996); and Killeen and White (2000) indicate that guidance has 

positive effects in terms of positive learning outcomes. A proportion of this 

evidence rests on appropriate objective tests but, due to the difficulty and cost of 

their construction, a substantial proportion of it is based on subjective measures 

(client selfreport; self-efficacy and confidence measures, etc.).  

Turning to the social benefits of career guidance, Watts contends that “the case 

for guidance having a role in reducing social exclusion is not difficult to make”, in 
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that career guidance focuses on encouraging participation in learning and in 

employment. It can therefore be seen as a force for preventing ‘at risk’ individuals 

from becoming socially excluded, and alleviating the situation of those who have 

become excluded, by assisting them to be re-engaged through education, training 

or employment. It is important to emphasise here the difficulties of defining social 

benefits, for while there are clearly benefits to be derived by society (and the 

economy) as a whole from effective career guidance, for example through 

attitudinal shifts which result in a greater attachment to prevalent societal values, 

there are also what may be termed social benefits which accrue to individuals. 

These would include an improved ‘quality of life’ (Watts, 1999:17).  

Mayston (2002a) contends that “there are a number of important wider social 

benefits which are likely to be generated by high quality career guidance, and 

which could be included in a cost-benefit analysis of such career guidance”. 

The chances of market failure can be alleviated by effective career guidance, 

through reducing the propensity of learners to embark upon and subsequently 

drop out of education or training courses, by reducing the amount of mismatch 

between job vacancies and the available pool of unemployed labour, and by re-

enervating previously discouraged workers, who were not aware of potential 

opportunities for them to regain employment. A reduction in the length of job 

search may also be a valid ‘positive’ measure. Effective career guidance can assist 

institutional reforms by ensuring that potential participants are aware of any 

developments which may impact on their decisions, such as choice of course or 

institution. Turning to the social benefits of career guidance, Watts contends that 

“the case for guidance having a role in reducing social exclusion is not difficult to 

make”, in that career guidance focuses on encouraging participation in learning 

and in employment. It can therefore be seen as a force for preventing ‘at risk’ 

individuals from becoming socially excluded, and alleviating the situation of those 

who have become excluded, by assisting them to be re-engaged through 

education, training or employment.  

The impact of career guidance in improved health has also been mentioned. 

Societies that perform well on key health indicators enjoy higher productivity and 



 

This project has been funded with support from the European Commission. This publication 
reflects the views only of the author, and the Commission cannot be held responsible for any 
use which may be made of the information contained therein. 
 

greater levels of happiness. Mayston suggests that when an individual is 

encouraged (through career guidance) to make a career move which increases 

their net income this may in turn improve their health. The literature on 

satisfaction with life including job satisfaction finds correlation with higher quality 

of life and wider health outcomes. There is strong evidence that highlights the 

inter-dependence of work, career and mental health56 and which demonstrates 

the impacts that career guidance can have on positive mental health. Career 

guidance can facilitate an individual to reduce stress by effectively managing their 

life and work and to maintain positive mental health by cultivating resilience 

during times of unemployment (Careers England 2015). 

There has been mentioned that career guidance may contribute indirectly to social 

justice and the decrease of crime. While on its own career guidance cannot be 

expected to undo broader social and economic inequality, through the provision 

of information, inspiration and opportunity it can contribute in important ways to 

social inclusion and social mobility. High rates of unemployment for both 

individuals and communities correspond to higher levels of crime. Additional 

correlates of crime such as low job status and a lack of skills and training are also 

areas into which career guidance seeks to intervene. There is also a more direct 

tradition of using career guidance as an intervention with offenders and ex-

offenders to try and prevent recidivism. The availability of career guidance, 

particularly for groups at risk of engagement in crime can therefore be a valuable 

strategy to prevent crime and re-engage those within the criminal economy in the 

mainstream labour market. Though, for those assumptions there has been no 

clear evidence coming from specific studies (Careers England, 2015). 

Guidance plays also an important role in supporting migration and mobility. Such 

guidance may take place in the home or host country and can aid in decisions to 

move, integration into the host country and effective skills utilisation. In research 

on migrant women was found that access to lifelong guidance both in the home 

country (before migration) and in the host country (after migration) supported 

women’s self-confidence and their ability to successfully operate in the host 

country’s labour and learning markets. Where such services did not exist, the 
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migrants often found it difficult to access basic support services (such as language 

classes) and consequently found integration to be more challenging. 

Guidance supports the mobility of workers both in the home country and in the 

host country. It helps people to understand the opportunities and processes of 

mobility and to re-orientate themselves and become productive once they have 

moved. Additionally, guidance supports older workers to engage in learning and 

actively manage their staged retirement. In addition to demonstrating the 

effectiveness of guidance, the evidence also indicates ten evidence-based 

principles to underpin the design of lifelong guidance services (Careers England, 

2015). 

Furthermore, the role of guidance in social level is increasingly recognised. Such 

services remain relatively new, so the evidence base is emergent. However, strong 

policy interest in this area suggests that it is likely to develop rapidly. Existing 

evidence indicates that guidance is effective in supporting older workers to engage 

in learning and actively manage their careers. Evidence also suggests that efforts 

need to be made to stimulate understanding of and demand for such provision. 

Guidance for older workers is most effective when it is placed in the context of a 

lifelong guidance strategy. 

A study of guidance for older people in Scotland indicated that they appreciated 

how guidance helped them to manage uncertainty and change in the current 

employment climate. The intervention had supported individuals through a series 

of stages to reflect on past experiences, build confidence and motivation for future 

planning and learning, and encourage goal-setting. Levels of engagement in 

lifelong learning were variable and associated with background and prior 

educational ability. Thus career guidance can support social-equity goals in 

relation to lifelong learning and older people (Smith, G., 2012). 
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In summary, for the KEYWAY Project, the main Career Guidance Impacts can be 

imprinted in the following Intellectual Map. 

 

Despite the fact that in the bibliography have been mentioned several impacts of 

career guidance in individual, social and financial level as are presented in the impact 

map, though there is evidence and specific concrete surveys results for some of them.  

In figure 5 is presented a summary of the availability of evidence, based on the review 

of available data and a selection of the relevant literature. Categories were assigned 

according to the availability of evidence either supporting or contradicting each 

inferential statement. Satisfactory evidence was noted where there was sufficient 

evidence covering the link between career planning skills and stated outcomes. 

Sufficient information was available across a number of sources with at least an 

element of robust empirical evidence such as monitoring information or a survey. 

Partial evidence was noted where there was incomplete evidence covering the link 

between career planning skills and stated outcomes. Information was typically 

available across one or two sources and for some stated outcomes, sources lacked 

empirical evidence. 

A lack of evidence was noted where there was no robust evidence covering the link 

between career planning skills and stated outcomes. A lack of evidence typically 

meant an absence of empirical evidence with no source of information directly and 

adequately addressing the link between career planning skills and stated outcomes  

It seems that across all themes inferential statements were categorised as having 

either satisfactory or partial evidence to make it possible to evaluate the effect of 

career planning skills on the stated outcomes. This should not be surprising; the 

inferential statements were selected from hypotheses most commonly cited in the 

relevant career guidance literature. Where statements were commonly cited in the 

relevant career guidance literature they were often accompanied by some form of 

evidence resulting in at least partial evidence for each of the selected inferential 
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statements. 

Across all categories the ‘causal relationship’ between the stated outcomes and career 

guidance was accounted for. The causal relationship considers the extent to which the 

initial effect of career guidance can reasonably be shown to have a direct consequence 

on outcomes. This is an important point as improved outcomes may simply reflect the 

influence of other factors associated with those seeking career guidance.  

 

Figure 5: Likely effect of career guidance 
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IV. 1ST Version of the Keyway Intellectual Impact Map 

Main Career Guidance Impact 
Areas 

Individual Economic Societal 

Employment & 

Education 

Community Organization Economic Personal Organization Community Competenc

e 

 self-esteem 

 confidence 

 decideness 

 self-awareness 

 satisfaction 

 health/stress 

 emotional 
control 

 clearance of 
motives 

 leadership 

 career 
adaptability 

 time 
management 

 problem solving 

 decision making 

 negotiation 

 setting goals 

 to access to 
information and 
use the 
information 

 networking 

 better coping 
with transitions 

 job search skills 

 

 more 
qualifications 

 selection of 
course 

 information on 
employment and 
education 

 more training 
opportunities 

 labour 
knowledge 

 less drop-outs 

 change of 
workplace 
awareness of new 

 higher salary 

 less drop-outs 

 financial success 
 

 more job 
applications 

 improved job 
tenure 

 improved 
productivity 

 responsible and 
flexible workforce 

 better utilisation 
of workforce 

 cost saving by 
effective job 
placement 

 international 
mobility 

 less drop outs 

 lower levels of 
unemployment 

 extend of 
employment  

 full time job 

 improved 
productivity 

 alignment of 
demand and 
supply 

 cost saving by 
effective job 
placement 

 international 
mobility 

 less public costs 
from drop-outs 
from education 

 higher tax 
revenues 

 greater access in 
education and 
training 

 retention on 
rates in education 

 higher skill levels 

 engagement 

 confidence 

 well-being 

 reduction of 
offending behavior 

 greater access in 
education and 
training 

 retention on 
rates in education 

 higher 
degrees/skills 

 confidence 

 health benefits 

 reduction in 
crime and 
offending behavior 

 social inclusion 
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V. Point for reflection 

 

The brainstorming session lead to the following point for reflection: 

There is difficulty in being sure if the impacts concerning the Economic and 

Societal Areas are mainly attributed to career guidance services or to other 

factors. Therefore, there was agreed to maintain in the final version of the 

Intellectual Impact Map only those impacts, that can be measured and have 

clear evidence.  
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O1-A3 Interviews with key stakeholders 

Feedback Summary 

 

  



 

This project has been funded with support from the European Commission. This publication reflects the views only of the author, and the 
Commission cannot be held responsible for any use which may be made of the information contained therein. 

 

 

VI. Interviews’ Participants  

 

In the interviews organized by the partners 11 experts participated. 

1. Màrius Martinez Muñoz  

Position: Associate professor on Career Guidance. 

Organisation: Universitat Autònoma de Barcelona (UAB). Faculty of Education. Department 
of Applied Pedagogy. 

 

2. Rafael Sánchez Martínez  

Position:  Head of the Information and Vocational Guidance Service. 

Organisation:  Servei d’Ocupació de Catalunya (SOC) (Work placement Service of 
Catalonia).  

 

3. Clara Sanz López  

Position: Education inspector  

Organisation: Ministry of Education, Youth and Sports of the Autonomous Region of 

Madrid. 

 

4. Dr. Istvan Kiss  

Position: Dr. in Psychology and Euroguidance Bologna with the specialization into Career 

Guidance and Couselling (CGC) and European Higher Education 

Organisation: Hoschschule der Bundesagentur für Arbeit (HdBA). University of Applied 

Labour Studies (Mannheim, Germany). 

 

5. Karen Schober  

Position: President at National Forum for Education, Vocational, Training and Employment 

(nfb) 

Organisation: National Forum for Education, Vocational, Training and Employment (nfb).  
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6. Fabrizio Rota   

Position: Freelance guidance counselor 

Organisation: Fabrizio Rota Training & Coaching System   

 

7. Romano Calvo 

Position: University teacher and Senior consultant for various Italian public administrations 

Organisation: University Milano-Bicocca, Department of sociology and social research 

 

8. Maria Graziella Pellegrini 

Position: Manager of guidance programming 

Organisation: Friuli Venezia-Giulia Region 

 

9. George Koukoulas 

Position: President of IEPAS 

Organisation: Institute of Career Guidance and Counseling – private NGO 

 

10. Nancy Karagiannaki 

Position: Career Counselor- Head of HR Dpt  

Organisation: Manpower employment organization – public organization 

11. Panagiotounakou Elpida 

Position: Psychologist – Career Counsellor 

Organisation: Freelancer  
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VII. Feedback of Interviews 

 

The main answers on the given questions are presented below: 

 

1. According to your experience, which are the main areas of guidance impact?  

 

The main area for all the interviewees was the Individual. The second main area is the 

social (6/11 answers) and follows the economic (5/11 in the same area are included 

the business competitiveness and the job market). There were also references (1 vote 

for each) on the personal wellbeing, the school, the organisations and the family. 

 

 

2. Which are the main impacts of career guidance?  

 

Personal level: Subareas of impact: 

 

- Change on the personal level, in order to have a higher level of self-

organization.  

- Solve different problems, set new goals, develop new skills, and create a new 

balance between the person and his /her environment.  

- Increase or improve motivation, expectations and self-esteem. 

- Satisfaction of the user. 

- Self-evaluation-Provide individuals with tools to be autonomous in managing 

their careers (e.g. definition of objectives, job search). 

- Career objectives definition should be one of guidance impacts, and 

furthermore to define viable objectives and within appropriate timescales. 

- Improve employability by taking a course or improving transversal 

competences. 

- Better reconciliation between private life and working life due to the search for 

opportunities more appropriate with the sustainability of your professional 

project. 

- Improve skills to elaborate the curriculum vitae, or how to manage in a job 

interview. 

- For “pre-labour users” the impact could be to acquire hygiene or work habits, 

self-esteem. 

- For “post-labour users” for example people more than 60 year old without 

serious economic problems (e.g. receiving a subsidy), guidance could help them 

to define a more personal project, for example voluntary work or to collaborate 

in a non-profit entity. 
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- information and knowledge on the socio-economic context and the world of 

professions  

- right decision, better planning development, lower unemployment, motivation, 

satisfaction 

- Self-awareness, awareness of individuals' own strengths, aspirations and 

inclinations in respect to the professional future 

- know how to deal with change by adopting a strategy and a method 

- better financial status of the person 

 

Social and community: Related to the idea of guidance as a source of social justice and 

way to connect the individual with the community, to support social network building 

and connect the person with other services and other people in similar situations. Also, 

to help the individual to develop competences that will allow them to act as a member 

of a community, to take an active role as a citizen and take responsibility to associate 

with or to help others.  

 

 

Education and training system 

- less school dropout 

- greater participation and commitment of students 

 

Economic area: Referred not just to access to work but to find a job with adequate 

conditions (not precarious, unstable or low paid). 

World of work 

- Less mismatching between demand and job supply 

- Greater occupation 

- Less inactivity and / or unemployment 

-better utilization of workforce, better alignment of demand  

For the organizations: find the right applicants who are really interested, for example, 

in a study program or on a special job because of their intrinsic motivation. They can 

save costs because of less drop out, I mean, at the University or less burnout at the 

company. Guidance and Counselling can support engagement. 

 

 

 

There are some categories which are mixed. Namely, beneficiaries of the impact 

(organisation and community) are mixed with types of impact (employment, 

education, etc.). Besides, I consider “Employment and Education” should be separated 

in two categories or dimensions. 

Furthermore: 
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- Types and Levels of impact (Educational, Economic, employment, Social 

inclusion- ie. diversity, gender …). 

- Beneficiaries of guidance action: individual, community (organisation as 

enterprises, universities, schools, health organizations …), public or private 

sector, country, etc. 

- Sectors: education (schools, VET, HEI, adult education, …), work (guidance for 

employment people, unemployment, return to labour market, retired people, 

youth transitions, etc.) 

- Categories could be reorganized following ELGPN outlines. 

 

 

3. Do you agree with the categorisation of Impact of the KEYWAY Project?  

Most of the participants (9/11) almost agree with the categorisation of KEYWAY, 

though they insist that there are changes that should be made, as it seems to be a 

theoretical list of all possible impacts. It should be adapted to the guidance policy or 

target group. They share the individual and social area but it is difficult to quantify the 

economic effects and also despite the fact that the most critical impact is the reduction 

of unemployment, they don’t think that guidance has a decisive impact on the 

problem. 

There were also 2 participants that don’t agree with the categories and proposed to 

reorganise it, taking into account the categories of ELGPN. 

 

4. Are there any changes you would like to make? (add areas or sub levels or impacts, 

etc.)?  

 

Among the changes that were proposed are: 

 Add the Emotional component: Optimistic, Positively, Stress Reduction, Well-

being, Proper coping-strategies, Clearance of motives and goals, diminishing 

the feeling of relative/subjective deprivation, coping with negative emotions, 

reduction of skill gaps. 

 Add change in the job seekers profiles which means closeness to the labor 

market. 

 Add the area of work life balance 

 It lacks a social point of view. It lacks the idea of social commitment, fighting 

inequities, and help to the most disfavoured. The indicators should also take 

into account the most vulnerable people. 

 For each guidance policy, it should be defined which of those impact indicators 

are going to be evaluated( Some areas or impacts like “more job applications”, 

“less drop-outs”... are desired outcomes but more difficult to be associated with 

a specific guidance policy).  



 

This project has been funded with support from the European Commission. This publication reflects the views only of the author, and the 
Commission cannot be held responsible for any use which may be made of the information contained therein. 

 

 Avoid repeating the same secondary level within each area 

 Remove the following items: well-being - health benefits - higher salary - 

financial success - emotional control. 

 Omit the impact of “reduction in crime and offending behavior” or keep only 

the direct impact which can be measurable. 

 Add the impacts of  “better relationships with family members” under 

individual and “cost saving for family budget” under economic 

 Keep only the categories Person with all the sub categories and for the 

Economic and Social Areas we could keep the sub category of Organisation. 

 There are categories mixed as Beneficiaries of the impact (organisation and 

community) are mixed with types of impact (employment, education, etc.) 

 In the individual area, “personal” and “competence” are very similar. 

“Competence category” does not follow any of the established classifications 

of CMS (Career Management Skills) in order to measure skills. 

 “Employment and Education” should be separated in two categories or 

dimensions. 

 Some indicators could be misinterpreted for example “career adaptability”. 

This concept could be dangerous if for someone means to accept any work 

conditions.  

 Categories should be reorganized following ELGPN outlines: 

 

 

  

 

 

 

 

 

 

 

 

 

 

  

Educational 

outcomes 

Economic or 

employment outcomes 

Social  

outcomes 

Individual Community Individual Community Individual Community 

Reaction 

Learning 

Behaviour 

Results 

Reaction 

Learning 

Behaviour 

Results 

Reaction 

Learning 

Behaviour 

Results 
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Some examples: 

1. Educational outcomes 

1.a. Individual 

- Reaction: perception of improvement in CMS, better attitude to education 

- Learning: more competences, knowledge, self-knowledge, planning, personal 

abilities 

- Behaviour: more participation in educational activities 

- Results: higher qualification 

1.b. Community: 

- Less public spending in education associated to less failed transitions. 

- Lower early school leaving or drop-outs. 

- Higher qualification of the population. 

- Higher educational fidelity or more people involved in lifelong learning. 

 

2. Economic or employment outcomes 

2.a. Individual 

- Reaction: perception of improvement in work competences.  

- Learning: learning of CMS referred to work: entrepreneurship, knowledge 

labour marked, work habits, search job competences. 

- Behaviour: efficient use of CMS: transferring learning or knowledge, better 

performance in work. 

- Results: more involvement in work, successful transitions to work, adjustment 

between competences and expectations, higher salary, higher work 

satisfaction. 

2.b. Community: 

- Work placement in the area of interest or chosen. 

- Level of satisfaction of companies with their employees. 

- Level of satisfaction of employees with the companies. 

- Higher company benefits. 

- Higher productivity. 

- Less unemployment. 

- Higher tax revenues or social security benefits.  

  

3. Social outcomes 

3.a. Individual 

- Reaction: perception of more social competence 

- Learning: learning of CMS referred to the social area: communication, social 

participation abilities. 

- Behaviour: level of participation in the community. 

- Results: better life conditions. 
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3.b. Community: 

- Less social exclusion. 

- Higher security related to lower criminal activity 

- Less health expenses related to anxiety problems, stress or difficulties to 

manage adversities. 

- More social equity. 

- More social participation and community support. 

 

5. For each sub level put the impacts you think are most relevant in order of 

importance.  

The given answers are summarised as following: 

 

On the individual level: 

 Self- efficacy. Everything else is depending on the self-efficacy. 

 wellbeing 

 Clarification of motives and values, set up of goals and improvement of 

competences - career adaptability. 

 Competence; Knowledge and skills: More facilitations in identifying KPIs in 

carrying out work  

 Networking  

 Career prospects more fulfilling on motivation and professional satisfaction. 

 Decidedness 

 Time management 

 Decision making 

 Negotiation 

 Access to information and use the information 

 Better coping with transitions 

 Job search skills 

 Labor knowledge: in this area, one should be able to give particular value to 

those activities that make emerge the less well-known professions and the 

trends of innovative and developing sectors 

 

 

Social – Community (in this level are included also employment and education):  

 Awareness of new options.  

 Implementation of culture and values related to work from early school age 

 Better choices on the education field, selection of course,  

 Greater access in education and training 

 Less drop-outs 

 Higher skill levels, and social inclusion 

 Lower levels of unemployment 
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 Alignment of demand and supply 

 International mobility: In this area, we should be able to give particular value 

to interventions that help people working in an organization to live the 

organization differently, for example not considering roles but objectives of 

work  

 Social inclusion 

 Information and knowledge on the socio-economic context and the world of 

professions.  

 Higher degrees / skills 

 Health benefits 

 

 

Economic outcomes 

 Responsible and flexible workforce  

 More job applications 

 Cost saving by effective job placement 

 Less drop-outs 

 Improved productivity 

 Better financial status of the person 

 Lower levels of unemployment 

 Encouraging start-ups of self-employment and entrepreneurial activity 

 

General comments: 

 All impacts are relevant, but it will depend also on the questions asked, the 

objectives or the situation of the client... The economic and social areas of 

impact are very important and it must have a correspondence with the 

individual area. 

 All impacts are relevant, some of them will depend on the job characteristics. 

 We should try to identify those on which it is likely to be less complex to identify 

objective indicators and tools. 
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6. Is there anything we should bear in mind in order to make the final version of the 

intellectual impact map?  

 

 The intellectual map is a good tool to develop and implement training 

programs for counsellors and collect data to evaluate the real impact of our 

guidance services.  

 It’s a suitable instrument to advance and progress into the training of 

counsellors and collect data to evaluate the impact of Guidance Services. We 

should highlight the role of emotions in change process with clients as a 

possible new aspect for including into the Keyway Intellectual Map. 

 To measure impact we should define well the control group, a big progress 

would be that public services include a control group in the assessment of their 

impact. 

 There should be time scales to evaluate indicators. Indicators in the individual 

area referred to perception can be measured within 2 months, those referred 

to learning could take more time, and those referred to behaviour even more 

for example 6 months. 

 Community economic and social indicators take more time to change, so should 

be assessed in a longer time frame from 2 years to 5 years. 

 The elements to valorise should be: Self-esteem, Leadership, Educational 

Opportunities, Financial success, International Mobility, Social inclusion 

 Individual aspects remain central to the very nature of guidance activities and 

therefore that is an area that needs to be greatly considered. 

 In order to be sure that the impact is really coming from career guidance, there 

should be included only the impacts that can be directly measured and there is 

clear evidence of them. 

 

 

7. OTHER COMMENTS 

It should be abandoned the term "impact" to use the concept of "evaluation of 

outcomes". 

The system of indicators to be identified should be able to guarantee two main 

features: simplicity and cost-effectiveness. 
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O1-A5 Group Session with Experts Summary of 

Feedback 
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VIII. Organisation of Groups Sessions with Stakeholders 

 

I. Participants 

In the groups organized by the partners 16 experts participated. 

1. Faidon Stratos: “Institute of Career Guidance and Counseling” – private NGO 

2. Gaitanis Dimitris: National Organisation for the Certification of Qualifications 

& Vocational Guidance 

3. Krassas Stelios: Career Counsellor – Director of Primary School-Ministry of 

Education 

4. Kakaroglou Aggeliki: Freelancer career counselor 

5. SALVADOR AVIÁ: Head of the guidance and counselling area to the people. City 

council of Badia del Vallès. MIREIA MARTÍNEZ: Education officer- manager of 

guiding projects. Diputació de Barcelona. 

6. MERCÉ GÓMEZ: Career guiding and counsellor. Nau. 

7. ANNA ROSSELL: Career guiding and counsellor (free-lance). 

8. PILAR MARTÍN: Career guidance at a secondary school in Cornellà and as a free-

lance (career counsellor and guiding). 

9. Raffaella Nervi, Piemonte Region 

10. Francesco Marcigliano, LAB Agenzia Lavoro Apprendimento Basilicata(Agency 

for Education and Employment in Basilicata Region) 

11.  Alice Barbieri, ALFA Liguria Region 

12.  Carmen Colangelo, University of Foggia 

13. Gaetano Martorano, counselor for ANPAL (National Agency for Employment 

policies) 

14. Concetta Fonzo, Euroguidance INAPP (National Institute of Public Policy 

Analysis) 

15. Prof. Dr. Stefan Höft. University of Applied Labour Studies (Mannheim, 

Germany).  

16. Dr. Istvan Kiss: University of Applied Labour Studies (Mannheim, Germany).  

 

 

 

 



 

This project has been funded with support from the European Commission. This publication reflects the views only of the author, and the 
Commission cannot be held responsible for any use which may be made of the information contained therein. 

 

II. SESSION AGENDA 

The agenda of group sessions was organised as following: 

- Explanation of the scope of the group session (agreement on the best form of 

the Impact Map) 

- Presentation the Impact Map and the feedback from the interviews (and how 

we came up to this Map). 

- Application of the Nominal Technique Group methodology:  

- Posing the question: Which are the main categories of impacts of career 

guidance? Which impacts are the most important in each category?  

- Each team member silently thinks of and writes down as many ideas as 

possible in a set period of time (5 to 10 minutes). 

- Each member in turn states aloud one idea. Facilitator records it on the 

flipchart.  

- Discussion of each idea in turn.  

- Prioritizing the ideas:  each person evaluate the ideas and vote for the best 

ones (for example, the best idea gets 5 Points, next best 4 Points, etc). The 

numbers each solution receives are totalled, and the solution with the 

highest (i.e. most favoured) total ranking is selected as the final decision.  

- Conclusion and closing of the session 
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IX. Feedback of Focus Groups of Stakeholders 

 

Regarding the answers of the experts, following the Nominal Technique Group, the 

results of the group sessions are the following  

 

1. Question 1: Which are the main categories of impacts of career guidance?  

 

Among the four partners, there was common agreement on 2 main areas,:  

 Individual (micro level) 

 Societal (macro level) 

 

This new redistribution of the areas and subareas of the map was agreed taking into 

account the agreements made in the session, both from the interviewed expert 

suggestions and the new ideas proposed. Two broad levels of impact were 

differentiated: the micro level centered on the individual aspects (the main aim of the 

guidance services) and the macro level that comprises all the societal at different 

sublevels (organizations, local, regional, and national). 

 

Apart from those 2 main areas, the Italian expert group suggested additionally the 

area of education and training system, whereas the german group added the areas of 

competence, employment, education and economical. 
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Each main area is divided in further sub-levels: 
 

For Greek group the proposal is the following:  

 

 

 

Personal/ Individual: 

- Psychological (including Emotions/Competence)  

- Education/ Employment 

- Economic 

 

Societal/ Organisational:  

- Social  

- Economic 
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For Spanish group the proposal is the following:  

 

 

 

 

 

 

Personal:  

- Emotional- Attitudinal 

- CMS 

- Education 

- Economic & Employment 

- Social 

 

Societal:  

- Education 

- Economic & Employment 

- Social – Community 
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For Italian group the proposal is the following:  
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2. Question 2: Which impacts are the most important in each category?  
 

The most important answers that were given from the experts are the 

following: 

 

Greek group: 

A. Personal: 

a. Psychological 

o Career Management Skills: Self-Knowledge, Decision making, Job hunting 

skills, Labour Knowledge 

o Access to information 

o Self-confidence 

o Self-esteem 

o Satisfaction 

o Clearance of goals 

o Motivation 

o Setting goals 

o Time management 

 

b. Employment & Education: 

o Employability 

o Selection of the appropriate course 

o Information on employment and education 

o Less drop outs 

o Find job 

o Awareness of new options 

o Better labor knowledge 

o Participation and commitment of students 

 

c. Economic: 

o Financial status of the person 

o Saving cost from wrong for family budget  
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B. Societal – Organizational 

a. Social: 

o Job satisfaction 

o Greater access in education and training 

o Higher skills levels  

o Better relationships in the organization 

o Engagement 

o Better utilization of workforce 

o Flexible workforce 

o Improved job tenure 

 

b. Economic 

o Cost saving by effective job placement 

o Less drop-outs 

o Improved productivity 

o Less public costs from drop outs 
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Spanish group: 

A. Individual area 

b. Emotional and attitudinal:  

o Positive attitude or coping skills to face studies, work,.. 

o Adaptability.  

o Self-esteem. 

o Empowerment. 

o Pro-activity. 

 

c. Career Management Skills: 

o The identification of talent/accomplishment. 

o Self-knowledge. 

o Agreement with some of the impacts of the “Competence component” of the 

original map: networking, access to information and use of information, better 

coping with transitions (more from an emotional perspective). 

o To group the basic competences. 

 

d. Education: 

o Continue with the studies, in particular the post-obligatory studies. 

o Lifelong Training/Learning/Education. 

o Coherence of the learning itinerary with the life project. 

 

e. Economic and employment: 

o Coherence between the labour/employment itinerary and the life project. 

o Knowledge of the labour market. 

o To find a job or be employed. 

 

f. Social: 

o To feel worthwhile in the community as a person. 

o To provide value to the community (level of participation in the community). 

o Social inclusion (integration of the person- special attention on the disadvantaged). 

o To create and extent the network. 

o Family (different conditionings of the family depending on the age of the individual) 

o Decrease gender inequalities. 
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B. Societal- Macro level area: 

a. Education: 

o Diminish inequities. 

o Lower rate of Early School Leaving (ESL). 

o To enhance the value of all the education and training offer (in particular the 

Vocational Training). 

o To promote lifelong Learning.  

 

b. Economic and employment: 

o Lower rates of unemployment. 

o Shorter unemployment periods. 

o Better use of workforce. 

o Cost saving by effective job placement. 

o International mobility. 

o Less public costs from drop-outs and ESL from education. 

o Alignment of labour demand and supply. 

 

c. Social/community: 

o More critical spirit/thinking. 

o More equity (decrease of social inequities) 

o Inclusion. 

o Greater access to education and training. 
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Italian group: 
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German group: 

A. Individual area 

o Individual needs 

o Personality 

o Self-esteem  

o Self-efficacy  

o Self-awareness  

o Control emotions 

o Hopefulness  

o Career expectations  

o Set out/establish realistic goals according to the needs, preferences, interests of 

the client  

 
B. Competence area 

o Decision making ability  

o Time management  

o Solve problems  

o  Self-organization…  

o Information Management Skills (labor market, job searching offers, education 

opportunities…)  

o  Career Management Skills (CMS)  

o  Career adaptability  

o Strengths and weaknesses  

o  Transferability of competencies  

 

C. Education 

o Further qualifications  

o  Initial/further training  

o Transitions (education-work)  

o  Career learning  

 

D. Employment 

o Increase employability  

o  Reduce unemployment  

o  Organizational and working Well-being  
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o Controlling effects (“Examples of best practices”/Research Projects: BET-U25 for 

persons under 25 from secondary level & BET-Ue25 for adults in reorientation 

phases)  

o  INBeratung: Innovative advice to improve the participation of older people in work 

and social life  

o  Reinsertion into the labor market  

o  Insertion of adult people into the labor market, people with disabilities, handicap…  

o  Matching (supply-demand)  

 

E. Economical 

o Improvement of wages  

o  Support entrepreneurship  

o  Reduce unemployment  

o  Increase Productivity  

o  Cost saving (effective job placement)  

 

F. Societal 

o  Social inclusion  

o Well-being  
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3. Points for discussion 

Taking into account the results from the groups in Barcelona and Greece, there should 

be further discussed the following points: 

Regarding the Individual sub area: 

- Psychological category includes “Emotional” and “CMS” or there should be 2 

separate categories? 

- Employment and Education: in one category or should we separate them? 

- Economic an employment: in one category or should we separate them? 

- Social: Should we include this category or not, taking into consideration that 

there is no clear and measurable evidence for these impacts 

 

Regarding the Societal sub area: 

- Economic should include also employment? 

- Social is a common sub area, but for the greek group it includes also education 

and employment 

- Education is a separate category or gets into Social? 

 

Furthermore, the next step to be made is to define which of the impacts are important 

to be kept and categorized into each sub area. The selection could be made using the 

following data: 

Individual sub area: 

- Psychological (including also CMS and emotional): 

O Positive attitude or coping skills to face studies, work 

O Adaptability.  
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O Self-esteem. 

O Empowerment. 

O Pro-activity. 

O Leadership 

O Career Management Skills: Self-Knowledge, Decision making, Job 

hunting skills, Labour Knowledge, Time management, Information on 

job/studies 

O Self-confidence 

O Satisfaction 

O Clearance of goals 

O Motivation 

O Setting goal 

 

- Education : 

O Continue with the studies, in particular the post-obligatory studies. 

O Lifelong Training/Learning/Education. 

O Coherence of the learning itinerary with the life project 

O Selection of the appropriate course 

O Information on employment and education 

O Less drop outs 

O Awareness of new options 

O Better labor knowledge 

O Participation and commitment of students 

 

- Employment and Economic : 

O Employability 

O Information on employment and education 
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O Less drop outs 

O Awareness of new options 

O Cost saving by effective job placement 

O Improved productivity 

 

Societal sub area: 

- Economic: 

O Shorter unemployment periods. 

O Lower rates of unemployment. 

O Better use of workforce. 

O Cost saving by effective job placement. 

O International mobility. 

O Less public costs from drop-outs and ESL from education. 

O Alignment of labour demand and supply. 

O Improved productivity 

O Less public costs from drop outs 

 

 

- Social (including as well education and employment) 

O Job satisfaction 

O Higher skills levels  

O Better relationships in the organization 

O Engagement 
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O Better utilization of workforce 

O Flexible workforce 

O Improved job tenure 

O More critical spirit/thinking. 

O More equity (decrease of social inequities) 

O Greater access in education and training 

O Diminish inequities. 

O Lower rate of Early School Leaving (ESL). 

 

Other points: 

 
O Equity: indirect effect of CG (psycho-social category)  

O Private consulting CGC (satisfaction of the client, control personal 

goals…)  

O Personal VS. Global sectors  

O Counselling activities (individual is the focus) Vs. amount of funding (i.e. 

Federal Campaign)  

O Kind of Counselling (face to face; online sources; small/large group/one 

by one…)  

O Kind of model description (Guiding intervention) (Guidance models)  

O Kind of institution (public/private sector; (Academic) Guidance Services 

from HEI/Schools/VET…; Career Guidance Services from PES…/ 

Employment Agencies (BA)…  

O Target group (clients) recipients of the guiding action (students, adults, 

youth, refugees, immigrants, jobseekers ...)  
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O Talent Management Program (HRD): personal, instrumental 

competencies for the organization…  

O Meta-analysis (pre-posttest): quality measurement: controlling aspects 

easier measure indicators for data collection database  

O Leadership (competence?); Reduction of “offending” behavior (?); 

Change of workplace awareness of new…(?)  
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O1-A6 Map of Guidance Impact 
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X. Methodology – Steps for the construction of the Map 

 

For the creation of the Intellectual Map there was foreseen specific methodology 

that includes 5 steps- activities to be made among the partnership: 

 A1 – Desk Research 

 A2 – Brainstorming session 

 A3 – Interviews with experts 

 A4 – Group session 

 A5 – Proposal of the Map 

 

In order to create the Keyway impact map of guidance services, the partnership did 

desk research in order to gather the collective existing studies on guidance impact 

and then prioritized and selected those that are most relevant to the Keyway project. 

So, every partner collected studies, articles, researches that have been done in their 

country or in international level, referring to the impact that career guidance services 

have on personal, social, political, economic level etc. The most important of them 

were written down in a report, for further elaboration. 

Then, the Keyway Project team held a brainstorming session, in order to define the 

areas of Career Guidance Impact and the most important impacts divided into 

categories. The partners had first the chance to have a preview of the most known 

categorisations of impacts and afterwards through discussion and brainstorming 

they concluded into the KEYWAY categorisation. 

The next step for each partner was to make Interviews with 3 experts, in order to 

give their feedback and ideas on the construction of the Impact Map.  

The intention of the interviews was to gather information by asking individuals to 

respond to questions posed by the moderator, and then asking them to prioritize 

those ideas or suggestions. The experts first answered questions regarding the 

Impact of Guidance, without having seen the results of the brainstorming session of 
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the partnership. Then, after having a preview of the results they gave their feedback, 

making changes, adding outcomes, proposing new ideas.  

The next step was the group session with experts. The partnership employed 

consensus methodologies in order to review the proposed impact map with experts, 

thus creating ownership and ensuring of reflection of the on-the-ground reality. The 

methodology that was used with experts is the Nominal group technique (NGT), 

which is a structured type of small-group discussion technique in order to reach 

consensus. NGT gathers information by asking individuals to respond to questions 

posed by a moderator, and then asking participants to prioritize the ideas or 

suggestions of all group members. The methodology prevents domination of the 

discussion by only one participant and results in a prioritization of recommendations 

from the group. 

The experts answered questions regarding the Impact of Guidance, taking into 

consideration the proposed Impact Map and the results of the interviews with the 

experts, making changes, adding outcomes, proposing new ideas. 

After completing the 4 steps, the partnership concluded in the final proposal of the 

Intellectual Impact Map, which is presented in the following unit. 
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XI. Final Keyway Intellectual Impact Map 
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Two broad levels of impact were differentiated: the micro level centered on the 

individual aspects (the main aim of the guidance services) and the macro level that 

comprises all the societal aspects. Among the variety of outcomes those that are under 

the label “individual” are the immediate ones, on which can easily be observed and 

measured the impact of career guidance services. 

The two broaden levels of impact were futher divided into sub categories. 

As it seems in the map, the Individual Impact is divided into 3 sub – levels: Personal, 

Career Management Skills & Career and the Societal level into 4 sub- levels: Education, 

Employment, Economic & Community. 

 

For the individual (micro level) the subareas are the following: 

- Personal, which refers to personal, psychological aspects of the individual, including: Self-

esteem & confidence, self-efficacy, coping skills, coping with transitions, proactivity, 

adaptability, life and career satisfaction, motivation.  

- Career Management Skills: The Career Management Skills (CMS) are a set of practical, 

knowledge-based abilities that are developed in persons and which better position them 

for their entry into and endurance within the world of work as a professional in their 

chosen career field. Seminal research by Law and Watts (1977) identified four elements 

or stages (the DOTS model) an individual needs to master for ongoing successful career 

management: Decision Learning Opportunity Awareness, Transition Learning, Self-

Awareness. According to the LEADER project there are 6 areas of CMS: Personal 

effectiveness, Managing Relationships, Finding and Accessing Work, Managing Life and 

Career & Understanding the World. Therefore, under the category of CMS we can find: 

Self –knowledge/ Self – awareness, Managing relationships (interact confidently), 

Networking skills, Access to information, Awareness of new options, Coping with changes, 

Career planning skills/ setting goals,  Time management/ self-organisation and Awareness 

of societal changes. 

- Career: a category including both impacts on education and employment for the 

individual. More specifically, it refers to the following elements: Right choice for further 
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studies/ training, Better transition from school to university & training, Engagement in 

lifelong training/ learning/education, Complete education level, Re-engagement in 

education, Less time to find job/ shorter period of unemployment &Improved career 

options (entrepreneurship). 

 

For the societal (macro level) the subareas are: 

g. Education: considering the impacts on the whole educational system; from the schools, 

to the city/local level, to the regional and national level. In this category, the main impact 

we can find are the greater access in education and training, the higher skills levels, the 

access to information about education, the better transition from school to university & 

training & lastly, the reduction of drop-outs. 

h. Employment: The category of employment under the societal area, refers to the impacts 

for the sake of the organization, the employer and the labour market. The most valuable 

impacts of this category are: Access to job information, Organizational and working well 

–being, Better relationships in the organization (work stress, commitment, job 

satisfaction), Better matching between work supply & demand, Matching skills and labour 

market needs & Better use of workforce. 

i. Economic: The subcategory of economic takes into consideration the economic impacts 

on the macro level of an organization or the whole community and country. Among the 

main impacts in this category is the cost saving by effective job placement and the 

reduction in public costs from drop outs. 

j. Community: taking into account the inclusion, equities and or the social component this 

subarea was added, as the specific impact addressed by the municipality as a community. 

It refers to the social benefits that the society as a whole gains, including: social inclusion, 

better living conditions and social welfare, minor risk of poverty & social justice. 
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