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Executive Summary

Despite improved employment prospects, Europe is grappling with the polarising
challenges of labour and skill shortages, and persistent unemployment among certain
sectors and groups of people. For example, a skills shortage can pose risks to
employment, the economy, the EU’s capacity for innovation and its international
competitiveness, and societal development. At the same time, many people are trying to
find their way through a constantly evolving labour market, often feeling uncertain about
their strengths, career aspirations, and potential.

The Career Compass project, Career Path Planning Training and Toolkit for People in
Career Crossroads and Seeking Employment, aims to enhance the employability potential,
career planning and skills recognition of individuals at career crossroads or seeking
employment, including educational pathways. Special focus is given to those in vulnerable
positions. Career Compass will provide people with online training and a toolkit to help
them identify and plan their career path and skills. Career Compass is a European project
co-funded by the Erasmus+ Programme of the European Commission, and its sub-
programme Cooperation partnerships in adult education.

This framework report and the Career Compass framework presented herewith are
resulting from the outcomes of a benchmarking and surveys conducted in December
2024 - April 2025 in Greece, Finland, Poland and Spain. Altogether 20 national and 4
European methodologies and 21 national and 4 European good practices were
benchmarked to identify existing career development and skill identification to form an
understanding of ‘what exists’. These were compared with the results of the ‘what is
experienced and wished’ survey, which was carried out in the four aforementioned
countries and involved 169 participants. 116 respondents of the survey were individuals at
career crossroads and seeking employment. They were asked about their experiences
and wishes for finding employment, and career and skill development and training. 53
career counsellors, counsellors and facilitators, employment officers and professionals in
continuous training, were asked about challenges in career and skills counselling. The
research identified systemic barriers, user needs and opportunities for developing a novel
approach to career guidance, skills development, identification and training.

The key findings reveal that career support and training and skills development services
are widely available and targeted at job seekers in general and specific groups in a
vulnerable position. The training covered guidance on employability and career continuity,
bridging the gap between education and the labour market, entrepreneurship, facilitating
social integration, language training, and supporting vulnerable groups. The methods
used were mostly classic of nature. These included job boards, CV writing, and
competence development, as well as skill identification and some novel approaches
including visualisation. The training was mainly organised as in-person or blended learning.
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In both cases, digitalisation was often employed, for example for online training materials
and online sessions.

However, according to the surveys, the existing services and training were often too
generic and did not respond to the different needs of job seekers and individuals at
career crossroads. There is a need for personalisation and flexibility to accommodate
different career goals and paths, and adaptability of training delivery according to the
need and purpose. Personalisation of training and counselling at various stages are
particularly important for vulnerable groups due to the heterogeneity of these groups.

A lack of individual mentoring, tailored advice, personalised support and follow-up
activities was identified by both groups. Identifying skills and strengths, upskilling,
practicality and outcomes that can be implemented in real-world contexts were regarded
as essential. Professionals also recommended language support for migrants and, more
generally, psychological support, motivation, support for career goals, support with
uncertainty and decision-making. However, counsellors cited excessive caseloads,
insufficient training, and inadequate tools.

Despite the wide range of tools and materials used, from classic to non-traditional and
human-centred, their generic nature was also identified in the tools and materials as well.
Career counsellors, counsellors and facilitators found them limited in applicability, were
outdated and lacked usability, particularly for vulnerable groups. According to them, the
most effective tools and methods would be adaptable to different contexts, clear and
user-friendly, and involve interactive activities. Using a combination of various tools was
also recommended. Training for career counsellors on how to use tools and materials is
also poor.

Both groups reported the lack of accessibility of both training and tools. Online training
that is free of charge would create more opportunities for participation.

The use of digital tools was suggested and desired, but rather as an assisting and enabling
tool. Digitalisation and Al should be used in an ethical and accessible way. Overall holistic,
human-centred and creativity-based learning were present in training approaches.

Fragmented infrastructure, cooperation between different parties and stakeholders,
including the social assistance system, were also recognised to hinder a more holistic and
streamlined support paths for jobseekers and people at career crossroads.

A set of drivers, i.e. key definition points, can be identified for the development Career
Compass training and toolkit:

1. Modular, flexible, adaptable training content that balances self-study with
facilitated learning. It should also be adapted to fully online self-directed learning.
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Personalisation of the learning content and path according to personal needs and
situations including mentoring, competence mapping, and development plans.

A careful planning for the self-directed independent online learning and the trainer-
led blended learning is needed. For instance, how individual mentoring and follow-
up would take place, and could community building and peer support be used?

Tools and materials. Preference is given to tools and content that can be adapted
over a long period of time, including any new methods that emerge.

Pedagogical methods. It is suggested that designerly thinking, creativity and
innovation should be embedded in all learning content and tools, without explicitly
stating that this is the case. This can cover collaborative learning, narration,
observation and discovery, practice-oriented approaches, structured frameworks
and testing, holistic, human-centred and creativity-based learning. Designerly
thinking includes, among all, aspects of iteration in the learning path,
divergent/convergent discovery and processing of information and working with
uncertainty.

Accessibility and inclusive design principles are important, for example to ensure
accessibility for vulnerable groups, multilingual support, and integration of
psychological and social support, empowerment, building self-awareness and self-
belief, and decision-making.

On the top of the common training materials, additional attention and learning
paths might be required for vulnerable people of different kinds.

Practicality. Training linked to real jobs, internships, and sector-specific needs, and
guidance resources that provide users with actionable strategies.

Digitalisation and Al tools require thorough planning. Possible uses include
mentoring, job matching, labour market and skill information, skill gap analysis,
reminders, and personalised learning pathways.

Linking Career Compass to a more complex support tissues and materials, for
instance, to employment offices, job search, online CV and portfolio creation tools.
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Tiivistelm&@ — Executive Summary in Finnish

Tyollisyysnakymien paranemisesta huolimatta, Eurooppa kamppailee uudenlaisten
tyollisyyshaasteiden parissa. TyOmarkkinoita haastaa samanaikaisesti tydvoiman ja
osaamisen puute sekd vastaavasti pitkdaikaistyottomyys maaratyilla aloilla. Esimerkiksi
osaamisen puute saattaa luoda suuria haasteita tyollisyydelle, taloudelle, EU:n
innovaatiokyvykkyydelle, kansainvaéliselle kilpailukyvylle ja yhteiskunnalliselle kehitykselle.
Moni jatkuvasti muuttavilla tyomarkkinoilla navigoiva henkilé saattaakin tuntea
epdvarmuutta omista vahvuuksistaan, ty6elaman potentiaalistaan seka tyodurastaan.

Career Compass -projekti, Career Path Planning Training and Toolkit for People in Career
Crossroads and Seeking Employment, pyrkii edistdm&an uran risteyskohdissa olevien ja
tyopaikkaa etsivien henkildiden tyollistyvyytta kehittamalla heidan taitojaan tunnistaa ja
suunnitella urapolkujaan, opiskeluvaihtoehdot mukaan lukien, seka tunnistaa tyoelaméassa
tarvittavaa osaamistaan ja taitojaan. Alustana tdhan toimii projektin aika kehitettava
virtuaalinen uravalmennus ja tyokalupakki. Erityista huomiota kiinnitetédan haavoittuvassa
asemassa oleviin henkildihin. Career Compass on eurooppalainen hanke, jota rahoittaa
Euroopan komission Erasmus+ -ohjelma ja sen alaohjelma Aikuiskoulutuksen
kumppanuushankkeet.

Tama Career Compass -valmennusohjelman sisaltbalueita koskeva raportti ja sen
sisdltoalueiden viitekehys pohjautuvat joulukuussa 2024 — huhtikuussa 2025 Espanjassa,
Kreikassa, Puolassa ja Suomessa tehtyihin uravalmennusta ja tyoelamataitojen kehittamista
koskevaan kartoitukseen ja kyselytutkimukseen. Kartoituksen aikana kerattiin 20
kansallista ja 4 eurooppalaista menetelmaa seka 21 kansallista ja 4 eurooppalaista hyvaa
kaytantoa, tavoitteena tunnistaa olemassa olevia urakehityksen, uravalmennuksen ja
tyoelamataitojen tunnistamisen menetelmat ja muodostaa niistéa kokonaisvaltaisempi
kasitys ("What exists’). Kartoituksen tuloksia verrattiin Espanjassa, Kreikassa, Puolassa ja
Suomessa tehtyjen kyselytutkimuksen tuloksiin, jotka koskivat uravalmennukseen liittyvia
kokemuksia ja toiveita ("What is experienced, needed and what doesn’t work’). Kyselyihin
osallistui 169 vastaajaa. Vastaajista 116 edusti uransa risteyskohdassa olevia ja ty6ta etsivia
henkiloita, joilta kysyttiin uravalmennusta taitojen tunnistamista ja kehittamista koskevia
kokemuksia ja toiveita. 53 uraohjaajaa, uraneuvojaa ja -fasilitaattoria, tyévoimatoimiston
virkailijaa ja jatkuvan oppimisen ammattilaista vastasi kysymyksiin sek& urakehittamisen ja
taitojen kehittamisen haasteista. Kartoituksen ja kyselyn avulla pyrittiin tunnistamaan
esteitd seka kayttdjien tarpeita, ja ndiden pohjalta mahdollisuuksia kehittda uudenlainen
lahestymistapa uraohjaukseen, tyoelaméataitojen tunnistamiseen ja valmennukseen.

Keskeiset 16ydokset osoittavat, etté urakehityksen tukea ja valmennusta seka osaamisen
kehittamista koskevia palveluja on saatavilla laajasti, ja niitd on tarjolla seka heikommassa
asemassa oleville etta yleisesti kaikille tyonhakijoille.

RN Co-funded by
CCI reer the European Union



Tarjolla oleva valmennus sisélsi tyollistyvyyttd ja uran jatkuvuutta koskevaa ohjausta,
koulutuksen ja tyomarkkinoiden valisen kuilun kaventamista, yrittdjyytta, sosiaalisen
integraation edistamistd, kielikoulutusta ja heikommassa asemassa olevien ryhmien
tukemista. Kaytetyt menetelmadt olivat padosin klassisia.  Niihin  kuuluivat
tyopaikkailmoitukset, ansioluettelon laatiminen, osaamisen kehittédminen ja taitojen
tunnistaminen, mutta myOs joitain uusia ldhestymistapoja, kuten visualisoinnin
hyédyntaminen uraa koskevan tiedon I6ytamisessa ja kasittelyssa. Valmennus jarjestettiin
pddasiassa ldhi- tai monimuoto-opetuksena, joissa molemmissa hyodynnettiin usein
digitalisaatiota, kuten esimerkiksi verkkovalmennusmateriaaleja ja verkkokursseja.

Kyselyiden perusteella, taméanhetkinen uravalmennus ja urapalvelut koetaan hyvin
yleisluontoisiksi ja siksi niiden ei koettu vastaavan riittavasti tyouransa risteyskohdassa
olevien ja tyota etsivien henkildiden erilaisiin tarpeisiin. Vastaajat kaipasivat yksilollisyytta
ja joustavuutta uravalmennukseen ja -ohjaamiseen, jotta voitaisiin ottaa huomioon erilaiset
uratavoitteet ja -polut. Lisdksi he kaipasivat valmennuksen tarjonnan mukautettavuutta
yksiléiden tarpeisiin ja tavoitteisiin. Valmennuksen ja uraneuvonnan mukauttaminen,
raatalointi ja yksilollistaminen koettiin erityisen tarkeédksi heikommassa asemassa oleville
ryhmille, jotka ovat myos sisadisesti hyvin heterogeenisia.

Seka tyouransa risteyskohdassa olevien ja tyota etsivien, ettd tyduravalmentajien ja -
neuvojien mukaan yksiléllinen mentorointi, raatéldity neuvonta, henkil6kohtainen tuki ja
seurantatoimet puuttuvat talla hetkellda uravalmennuksesta ja uraneuvonnasta. Tarkedksi
katsottiin my6s taitojen ja vahvuuksien tunnistaminen ja kehittaminen, kaytannollisyys,
seka oppimisen sovellettavuus kaytannossa. Uraohjaajat ja -valmentajat suosittelivat myo6s
kielellistd tukea ja valmennusta maahanmuuttajille, sekd psykologista tukea ja tukea
uratavoitteiden saavuttamisessa, p&atoksenteossa, motivaatiossa ja kamppaillessa
epavarmuuden kanssa kaikille tyota etsiville henkilille. Omalla kohdallaan uraohjaajat ja -
valmentajat mainitsivat haasteiksi liian suuren tyémaéran, riittamattoman koulutuksen ja
puutteelliset tyokalut.

Kyselyyn vastanneet olivat kayttaneet laajalti erilaisia tyokaluja ja materiaaleja, jotka
ulottuivat klassisista ei-perinteisiin ja ihmiskeskeisiin tyokaluihin sek& materiaaleihin. Ne
koettiin kuitenkin melko yleisluontoisiksi. Uraohjaajat, uraneuvojat ja fasilitaattorit kokivat
nama tyokalut ja materiaalit usein vanhentuneiksi seka niiden sovellettavuuden ja
kaytettavyyden rajoitetuksi, erityisesti heikommassa asemassa olevien kohdalla.

Uraohjaajien, uraneuvojien ja fasilitaattorien mielestd tehokkaimmat tyokalut ja
menetelmat ovat selkeita ja kayttajaystavallisia, mukautettavissa eri konteksteihin, ja ne
sisdltavat vuorovaikutteisia aktiviteetteja. Suositeltavaa oli myos kayttaa useita tyokaluja
samanaikaisesti seka yhdistelmana. Koulutus tyokalujen ja materiaalien kayttoon koettiin
puutteelliseksi.
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Molemmat vastaajaryhmat kokivat, ettd uravalmennusta ja sen tyokaluja ei ole saatavilla
riittavasti. Heidan mukaansa ilmainen verkkovalmennus auttaisi téhan haasteeseen.

Digitaalisten tyokalujen kaytt6on suhtauduttiin positiivisesti ja mahdollisuutta niiden
kayttoon myos toivottiin, mutta lahinndg avustavana ja mahdollistavana elementtina.
Vastaajien mukaan digitalisointia ja tekoalya tulisi kayttaa eettisesti ja esteettomasti.
Toivottavan valmennuksen ldhestymistavoissa korostui kokonaisvaltainen, ihmiskeskeinen
ja luovuuteen perustuva oppiminen.

Hajanaisen infrastruktuurin ja eri osapuolten sek& sidosryhmien valisen yhteistyon, mukaan
lukien sosiaaliturvajarjestelman, todettiin myo6s haittaavan tyodnhakijoiden ja uransa
risteyskohdassa olevien henkildiden kokonaisvaltaisempaa ja virtaviivaisempaa tukemista.

Career Compass -uravalmennuksen ja -tyokalupakin kehittamista varten voidaan tunnistaa
joukko kehitysta ohjaavia tekijoita, joita ovat:

1. Modulaarinen, joustava ja mukautettavissa oleva valmennussiséltd, jossa itsendinen
opiskelu ja ohjattu valmennus ovat tasapainossa. Valmennuksen tulisi my6s olla
mukautettavissa kokonaan verkossa tapahtuvaan itsendiseen oppimiseen.

2. Valmennuksen, valmennussisallon ja valmennuspolun mukauttaminen
henkilokohtaisten tarpeiden ja tilanteiden mukaan, kattaen muun muassa osaamisen
kartoittamisen, mentoroinnin seka erilaiset urakehitykseen liittyvat
kehittamissuunnitelmat.

3. Itsendisen verkko-opiskelun ja valmentajavetoisen opiskelun kehittaminen vaativat
huolellista suunnittelua, esimerkiksi yksildllisen ohjauksen ja seurannan
toteuttamisessa, mahdollisessa yhteisdjen seka vertaistuen rakentamisessa ja
hyodyntamisessa.

4. Tyokalut ja materiaalit. Etusijalla ovat tydkalut sekd valmennusmateriaali ja -sisalto,
joita voidaan mukauttaa myo6s pitkalla aikavalilla sek& uusien menetelmien
syntyessa.

5. Pedagogiset menetelmat. On suositeltavaa sisallyttdd muotoiluun pohjautuva
ajattelu, luovuus ja innovaatio valmennussiséltoon ja sen tyokaluihin rakenteellisesti
sen sijaan, etta siitd kerrottaisiin erikseen. Menetelméat voivat sisaltdd muun muassa
yhteistybhon perustuvan oppimisen, kerronnan, havainnoinnin ja I6ytamisen,
kaytannon kautta oppimisen, viitekehyksia, testaamisen, seka kokonaisvaltaisen,
ihmiskeskeisen ja luovuuteen perustuvan oppimisen. Muotoiluajattelupohjaiselle
oppimiselle on tyypillistéd esimerkiksi iterointi oppimisprosessin aikana, |6ydosten ja
havaintojen tekeminen, tiedon prosessoinnin hyddyntamalla divergentti-
konvergentti-ajattelua, seka epavarmuuden kanssa tyoskentely.

RN Co-funded by
CCI reer the European Union



10.

10

Esteettomyys ja osallistava oppimateriaalin suunnittelu on tarkeaa. Niiden avulla
voidaan varmistaa esimerkiksi heikommassa asemassa olevien ryhmien huomioon
ottaminen, saavutettavuus ja esteettémyys, monikielinen tuki, psykologisen ja
sosiaalisen tuen integrointi, voimaannuttaminen, itsetuntemuksen ja
itseluottamuksen rakentaminen seka paatoksenteko.

Yhteisten valmennusmateriaalien liséksi heikommassa asemassa olevat ryhmat ja
yksilot saattavat tarvita erityistd huomiota ja oppimispolkuja.

Kaytannonldheisyys ja konkreettisuus oli toivottavaa, esimerkiksi valmennuksen
linkittyminen todellisiin tydpaikkoihin, tyoharjoitteluun ja alakohtaisiin tarpeisiin,
sekd ohjausresursseihin, jotka  tarjoavat kayttgjille kaytannonlsheisia
toimeenpantavia suunnitelmia.

Digitalisaation ja tekoalytyokalujen hyoddyntamiseen tarvitaan huolellista
suunnittelua. Mahdollisia kayttotarkoituksia voivat olla mentorointi, tiedon
hankkiminen tyomarkkinoista ja tarvittavista ty6elaman taidoista seka tyopaikoista,
osaamisvajeen analysointi, muistutukset ja yksil6llisten oppimispolkujen
kehittaminen.

Yhdistaa Career Compass -valmennus ja tyokalupakki osaksi kokonaisvaltaisempaa
tukiverkostoa ja materiaaleja, esimerkiksi tyévoimatoimistoihin, tyonhakuun, seka
verkossa oleviin ansioluettelo- ja portfoliotyokaluihin.
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[MepiAnym — Executive Summary in Greek

[Mapd Tig BeEATIwHEVEG TIPOOTITIKEG armacxoAnong, n Evpwomn €pxetat aviipéTwmn MHE
TLOAWTIKEG TIPOKANOELG OTOV XWPO TNG epyaciag, eAAelPelg SEELOTTWY, KAL TNV GUVEXOHEVN
avepyla oe OUYKEKPIUEVOUG TOMEIG Kal opddes avBpwmiwv. Ma mapddetypa, n EAAewm
Sdeflomtwv arotelel kivduvo otnv gpyacia, Tnv owkovopia kat tnv duvatotnta ¢ EE ywx
€EEALEN, TOV QVTAYWVIOHO OE TLAYKOOMLO ETUTIESO KOl TNV KOWWVLIKY TNG avarmtuén. Tnv
(Sl otiypn, ToAol avBpwriotl TtpooTtabolv va Bpouv Tov SpO0 TOUG HECA OE ML aryopd
gpyaciag Tov ovvexwg efeAlooetal, evw ouvxvd aloBdvovtal avac@aAels yi ta Suvatd

TOUG OMMELN, TIG ETAYYEAHATIKEG TOUG @PLA0S0E(ES Kal TIG SUVATOTNTEG TOUG.

To mpdypappa Career Compass: Career Path Planning Training and Toolkit for People in
Career Crossroads and Seeking Employment, €xel 0TOX0 va PBEATIWOEL TIG TIPOOTITIKES
ATLOLOXOANONG, TOV ETLAYYEAHATIKO TLPOYPAHHATIONO, KAl TNV avayvwplon SE§LoTTwV TwVv
atopwv Tov  Pplokovtal o€ EMAYYEAHATIKO OTAUPOSpOPL 1 avalntolv egpyacia
ovpTiepAapBavopgvng kat tng ekmaidevong. ISwaitepn €pgaon, €xel §06el oe autovg o€

gvaAwteg ovvOnkes. To Career Compass 0a Tapéxel ota atopa SladkTuakn ekTtaidevon
Kal Ta epyadeia wote va toug Ponbnoel va avayvwpicouvv Tig Se€lOTNTEG TOUG Kl va
SnHovpynoovy éva emayyeApatikd povortatt. To Career Compass eival éva Evpwtaiko

[pdypappa vTtd TV atyida Twv Tpoypappatwy Erasmus+ ¢ Evpwmaikng Ertitporg kat

aToTeAel UTIO TIPOYPAPHA TWV CUVEPYATIKWV SPACEWY OTNV eKTIaiSEVoN EVNAIKWV.

H moapakatw avag@opd mAaciov kat to TAaiolo tou Career Compass elval amOTEAEoHA
HLlOG OUYKPLTIKNG METPNONG amddoong kal €peuvag Tov TpayHaToTionOnke 1o SlaoTtna
AeképBplov 2024 — Ampidov tov 2025 oty EAAGSa, tqv davdia, tnv MoAwvia kat tnv
[oTtavia. Zuykevtpwtikd 20 eBvikég kat 4 supwraikég pebodoroyieg kat 21 eBvikég kal 4
EVPWTIATKEG KAAEG TIPAKTIKEG aELOAOYNONKAV CUYKPLTIKA TtpoadlopilovTag TV VTLAPYXOVC
eTayyeApoTiky €§€AEN kat 8elotnTEG woTe v Slapop@woovy Pl avtiAnym tov «Tu
loxVe AUt €EeTAOTNKAV 0€ OCUYKPLOT] HE TA ATOTEAEOHATA TNG €pevvag « [lowo elval to
Blwpa kat ot eTtiBupies», n omola SeNXON oTIg 4 attd TI§ TIpoavaPepBeioes ywpes e 169
ovppetéyovteg. 116 epwnOEvTeg amd avutolg MTav Atopa Tou  Pplokovtal o€
ETAYYEAHATIKO OTAUPOSPOML Kal avalntovv epyacio. PotBnkav oxeTikd Pe TIG eUTELpleg
TOUG KOL TIG ETULOVHIEG TOUG OXETIKA PE TNV €PEVOT E€PYNOLAG, TNV ETMAYYEAHATIKY TOUG
Topela, T Se§LOTNTEG TOUG Kot TNV ekTtaibevon toug. 53 cUpBovAol kKaplépag, vTtaAANAoL
UTLOOTNPLENG €PYNOLOG KAl ETLAYYEAHATIKOU TLPOCAVATOALOHOU Kol ETAYYEAHATIEG 0TV Sl
Blov exmaldevon ATAVINONV OYETIKA HE TG TIPOKANCELS OTNV epyacia kat Tnv

enayyeApatikny oupfovieutikn. H gpediva avédelge Sopikd epmodia, avaykes Twv XpnoTwy
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Kol €ukalpleg yla TNV oVATITUEN MG  VEAG TIPOCEYYLONG OTNV  ETAYYEAHATIKY

oUHBoVAELTIKY, TNV avadelen Se€loTTwy Kal TNV ekmaidsvon.

Ta GNHAVTIKOTEPA MOPIOHATA AVESELEQV TLWG UTUNPECIEG ETLAYYEAPATIKNAG VTLOOTHPLENG,
ekmaidevong kat avadeldng Selottwy eivarl gupéwg SLXBECIPEG OTO YEVIKO KOO Kal
OUYKEKPLHEVH o€ ATOPa Ttov Bplokovtal o€ evaAwteg BEoelg. H exkmaildevon kaAve Topelg
OTwg kaBodnynon otnv £pevomn epyaciag Kot v Slatnpnon autng, Yelwon Tov YaopHaTog
avapeoa otnv ekmaidevon kat v ayopd epyaciag, ETUYEPNHATIKOTNTA, TNV KOWWVLIKN
EVOWHATWON, TNV EKPAOMNOM TG YAwooag Kat TNV uTtooTtnpn evaA®wTwY opadwv. Katda
Baon xpnoworombnkav <«rmapadoolakés» pEBodol  Autég TeplAdpBavav  ayyeAieg
gpyaociag, ovyypa@n BLoypa@Kol ONHELWHATOG, OVATITUEN LKAVOTHTWYV KoL OVOYyVWPLoT
SeELOTNTWV OTLWG ETLIONG, KAl KATIOLEG TILO KALVOTOHEG TLPOOEYYIOELG OTIWG 1) OTITIKOTIOMOM.
H ekmaidevomn mpaypatomomBnke kat Std {wong kat Pe Ppudlakn -pewty padnon. Kat
oTig SV0 TEPIMTWOELS XPNOLHOTIONONKE ouxvd 1 Ym@lotomon, yi@ Tapadelypa ota

SLASIKTUAKA EKTLASEVTIKA VAIKG TNG ekTaibevong Kot SladikTuakés ouvedpleg.

MoapoéAa autd CUPE®WVA PE TIG EPEVVEG, OL 1181 UTRAPXOVOEG UMNPEGIEG KAL EKMALSEVGELG
KpIONKAV oLUXVAE TLOAU YEVIKEUHEVEG Kl OEV ATIAVTOUONAV OTLS AVAYKEG TWV ATOHWV TLOU
avalntovoav epyacia Kal ATOH Tou BPIOKOVTAL O€ ETLAYYEAPATIKA 0TAUPOSpOHLa. YTUip)E
Ml ovAYKn Yl TIpOOWTIOTIONOT Kol €VEAEia WOTE VA LKAVOTIOLOUVTOL SLPOPETIKOL
EMAYYEAHATIKOL 0TOXOL KAl 0TASLO8POMIES KAl TLPOCAPHOCTIKOTNTA OTNV VAOTIONGN NG
ekmaidevong oUP@wvA HPE TOUG OKOTIOUG Kal TI§ avaykes. H mpoowtomoimon g
ekmaidevong kat ™G ovpBovAsuTtikig oe Staopa otddix eival Wlaitepa onpavrtikol

TLAPAYOVTEG YL TIG EVAAWTEG OPASEG EEALTING TNG AVOHOLOYEVELAG TOUG.

H éewm ¢ mpoocwmomompévng kaBodnynong, Twv e§ATOHIKEVHEV®WV GUHBOVA®YV,
TN G MPOCWIKNG GTNPLENG KAL TWV CUVSVAGTIK@OV SPAGTNPLOTITWV EVTIOTL{GTNKAV KoL
amo Tig dvo opades. H avadeldn twv deflotntwv kot twv duvatomtwy, N avafdbpion
TOUG, T TIPAKTIKOTNTA TOUG Kol OL OnLovpyla ATOTEAECHAT®WY TLOU HTOpoUV Vv
EQAPHOOTOVY OTNV KabBnuepwotnTa kpiBnkav avaykaia. Ov emayyeApaties ovvéotnoav
gTiong vTooTNPEN oTNV EKPAONON NG YAWOOAG Yl TOUG HETAVAOTEG KAl YEVIKOTEPQA
YuyoAoywkn otnpidn, evBappuvon, otipEn oToUG VEOUG ETAYYEAHATIKOUG OTOXOUG OTNV
avac@aiela kot TtV ANYPm amo@doewv. Ilapoda auvtd, ot ocVPPovAol TeplEypaav

14 14 14 U 4 A 4
UREPPOALKO POPTO VMOBECEWVY, EAAT] EKRALSEVON KAl AVETMAPKT] EPYAAELA.

MopoAn v evpela TOKAIX TWV EPYUAEL®WV KAl VALK®WV TIOU Xpnolporondnkay, amd
KAQOIKEG PEXPL HOVTEPVEG KAl aAVOPWTIOKEVTPIKEG PEBOSOL, 1) YEVIKEUMEV TOUG (pUOM £YLve
ggloov avTAnmtn Kol ota gpyaleia kot To VAkO. Ot oupoudol Kaplépag, aAAol cUpfovAot
Kat BonOntikd TmpoowTikd Bewpnoav TWG €XOUV  TIEPLOPLOMEVT  EQUPHOYY, MNTAV

Eemepaopévol kKal Xwpig xpnopoTa, €8IKA Yl TIG €VAAWTEG OpAdeg. ZUP@WVA HE
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EKE(VOUG, T TILO ATIOTEAEOHATIKA epyadela kat pEBOSOL PTLOPOUV VA €QAPHOCTOVV OE
Staopa mepBdArovta, eival EekdBapa KoL @AIKA yla TOV XP1OTN KOl EUTIEPLEXOLV
SLaSpaoTIKEG SpacTnNPLOTNTEG. ZUOTAOT ATOTEAEL 1 XPNOM OUVSLACHOU SLAPOPETIKWV
epyadelwv. H exmaidevon twv emayyeApATIK®WV cUPBOVA®Y 0TV XP1ion TwV epyaAeiwv Kat

Twv HEBOSwV BewpnOnke emiong eAATUG.

Kat ot 800 opadeg avépepav €AAenym TPOoPACIHOTNTAG KAl OTNV-KATAPTION KOl 0T
gpyadela ovpfBovAsvutikng. M Swpedv Swadiktvakn ekmaidsvon Ba  Snplovpyovoe

TLEPLOCOTEPESG EVKALPIES YLt CUPHETOXT.

H xpron twv Sladiktuakwv pEowv TtpoTddnKe Kol NTav eTOVPNTY], 0AAL TIEPLOGOTEPO WG
gva epyadelo vrtootnpdng kat StevkoAvvong. H ymepromoinon kat n xpnon g TeXVNTig
vonpoouvng (AI) Ba éEmpeme va xpnogomoteitar e tPoTOo MOWKO KAl Tpoofdaoipo.
LUYKEVTPWTIKA, OALOTIKEG aVOPWTIOKEVTPIKEG Kal BACIOPEVEG OTNV  SNHLOVPYIKOTNTA

pEBodoL ekTtaibevong NTav TMapPoVoES OTIG TLPOOEYYIoELS TNG eKTaiSgLOTG.

H xoataxeppatiopévn vrodopn, n ovvepyaoia avapeoa oe Sid@opa pEPN Kol €Taipoug,
OUHTIEPAXHPBAVOHEVOU KL TOU CUCTHATOG KOWVWVLIKIG TIPOVOLAG, aAVXyVWwPIloTnKay eTiong
WG EPTIOSI HLXG TUO OALOTIKNG KOL BEATIOTOTIOMMEVNG UTIOOTNHPLENG Yl ATOHA TLOU

avalntovv gpyacia 1 Bplokovtal o€ oTAVPOSPOUL OTNV ETAYYEALATIKY] TOUG Ttopeia.

Mwx oepa amd katevbuvinples ypappés (Tiy. Paocwkol oplopoi) Siakpivovtal yia tnv

SLapOp@WoN NG eKTaISEVONG KL TNG EPYAAELOOKNG TOV TpoypAappatog Career Compass:

1. TeplexOdpevo XwpLoPEVO 0E €VOTNTEG, EVEALKTO, EUTIPOCAPHOCTO KAl LOOPPOTINHEVO
HE avdpECA OTNV QUTOKATEVOUVOHEVT KoL KATELOUVOPEVT HEAETN. Oa TpéTtel
ETONG VA PTIOPEL Vo TLPpooappoOleTal o€ €§ 0AOKANPOU 0€ SLASIKTUAKO ACUYXPOVO

TLEPLEXOMEVO.

2. [IpoowTtoTtoinom Tou EKTIAUSEVTIKOV VALKOU Kal Snpovpyla katevBuvong cUP@wva
HE T TIPOOWTUKEG OAVAYKEG KAl OUVONKEG  OUMTIEPLAAUPBavoPEVNG TG
OUMBOVAEVTIKNG, TNG AVASELENG LKAVOTNTWY KAl TNG SLaPOp@®ONG ETAYYEAHATIKWOV

oxedlwv.

3. Mix TPOOEKTIKN OpYQvworn armatteitat oty autokabodnyolpevn SladikTuokn
pabnon kat otnv ekmaidevon mouv Ba kaBodnyeltar amd Toug ekTadevTeS. [N
TLopASELY A, TLWG PTLOPOVV VAL TLPAYHATOTIOM 00UV 1) TLPOGWTLLKY] CUHBOVAEVTIKTY Kol
to follow up; kat TMwg pmopel n Snpovpyia ™G aiocbnong kKowdTNTAG KAl M

VTtOoTNPLEN AT OPATIHOVG VA XproLPoTiomOEl;
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Epyodsia kot vAwd. YTdpyel o TLpoTiPNON o€ epYQAelot Kol TIEPLEXOPEVO TLOU
MTtopel va T(POCApPHOOTEL Yl TNV Xpnom Tou €Tl éva PEYAAO XPOVIKO SlacTnua,

OUHTIEPLA P BAVOVTAG Kal TIG VEEG HeBOSoUG Ttou Ba TtpokVYoLV.

MNadaywykeg péBodol Ipotelvetal va evowpatwbdel €vag oxeSlHoTIKOG TPOTIOG
OKEYMG, SNHLOVPYIKOTNTA KUl KALWVOTOMIA 0E OAQ T EKTLSEVTIKA TLEPLEXOPEVA Kol
gpyadela, aAAd xwplg v YIVETOL EHPAVEG TLWG TIPOKELTAL YL OYXESLAOTIKO TPOTLO
oKEYNG. AUTO PTIopEL va TLepAapBAVEL CUVEPYATLKT HABNOT, a1 ynoT, TLapatipnon
KoL avak&ALY, TtpooeYYIoELS TIPOCAVATOALCHEVEG TNV TIPALN, oTolyelofeTnpéva
MAalol Kot €pEVVA KAl  OALOTIKN]  QVOPWTIOKEVTIPIKY)  PaclopEvV]  oTnVv
SnHovpyKoTNTA PABNoT. O oXESLAOTIKOG TPOTLOG OKEYTG EPTIEPLEXEL HETAED AAAWY,
KOMHATIO ETLAVAANYMG NG eKTLadeVTIKNG Sadikaoiag, Siepevvnon Kat emegepyaoia
™G TAnpo@opiag HECW TNG aAToOKAvOUoAG Kol OCUYKAIvouoag AOYLKNG Kal Tnv
Swaxelplon ™¢ afeBatdotnTag

H mpooBacipdémta Kot oL ap)EG TOU CUPTIEPIANTITIKOU OXESIAOHOV VAL OTHOVTLIKES,
ya TtapdSetypa otnv €50@AEALON TNG TPOOPACIHOTNTAG OTI EVAAWTEG OMASES,
TLOAVYAWOOLKT]  UTIOOTHPLEN, TNV EVOWHATWON  YUXOAOYIKNG KOl KOLVWVLKNG
VTOOTNPLENG, EVOUVAPWOTNG, TNG SNULVPYING aUTOYVWoiag Kol auToTteToifnong, Kot

™G MYNG amo@doewv.

ZUHTIANPWHATIKA HE TO KOO EKTIALOEVTIKO VALKO, TIEPALTEPW TIPOCOXT WTLOPEL va

xpelaotel va §00el yla eVAAWTA ATOHA SLPOPETIKWOV KATNYOPLWV.

[MpaxtikoTnTA: 1 eKTLAISEVON TIPETEL VA €XEL GUVEEOT] HE TNV TIPAYHATIKI Ayopd
epyaciag, TIPAKTIKEG KOl TIG OUYKEKPLHMEVEG QVAYKEG TOU EKAOCTOTE TOMEXN, KOl ME

TtOpoug KaBod1ynong mov Sivouv eQPAPHUOCIHES TIPAKTIKEG OTOUG XPTOTES.

Ynelomoumon kat xpnomn epycreiwv texyntig vonpoouvng (Al) Artatteiton evéedexmg
Ttpoypappatiopos. MiBaveg 16€eg yia aglotoimon prtopet va elvatl 1 cupBovAguTik,
1N oUV8eon TOU ATOPOU HE TNV aAyopa €Pyaciag, TNV £€PEuom NG KATAAANANG
gpyaoiag, Twv SeflotTwy, TNV avdAvon twv Seflot)twv Pe Bdaomn Tig eAAelPeLs ,

UTLEVOVUIOELG, KAl TIPOCWTIOTIOMHEVA TLPOYPAHHATA HABNoNG.

Zuvdeon tov Career Compass HE TO TIOAUTIAOKA BEpaTa LVTtOoTHPENG Kal VALKOU,
Yyl Tapadelypa, HE ypa@elo amaocyOAnomg,  €pevomng epyaciag, Kol epyoaAsia

SnHovpylag Stadiktuakol BLoypa@kol Kal TLOPTOQOALWV.
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Streszczenie — Executive Summary in Polish

Mimo poprawiajgcej sie sytuacji na rynku pracy, Europa wcigz zmaga sie z narastajgcymi,
spolaryzowanymi wyzwaniami: niedoborem pracownikéw i kompetencji z jednej strony
oraz utrzymujgcym sie bezrobociem wsréd niektorych grup i sektoréw z drugiej. Braki
kompetencyjne stanowig powazne zagrozenie dla zatrudnienia, gospodarki, zdolnosci do
innowacji i konkurencyjnosci miedzynarodowej Unii Europejskiej, a takze dla rozwoju
spotecznego. Jednoczesnie wiele oséb stara sie odnalez¢ swoje miejsce na dynamicznie
zmieniajgcym sie rynku pracy, czesto czujgc niepewnos$c¢ co do wiasnych mocnych stron,
celéw zawodowych czy potencjatu rozwojowego.

Projekt Career Compass — szkolenie i zestaw narzedzi do planowania $ciezki kariery dla
osoéb w zawodowym ,rozdrozu” oraz poszukujgcych pracy — ma na celu wzmocnienie ich
potencjatu zawodowego, umiejetnosci planowania kariery i rozpoznawania kompetencji,
w tym takze $ciezek edukacyjnych. Szczegdlng uwage poswiecono osobom znajdujgcym
sie w trudniejszej, bardziej wrazliwej sytuacji. Career Compass dostarczy uczestnikom
szkolenia online oraz zestaw narzedzi pomagajacych w identyfikacji wtasnych kompetenciji
i zaplanowaniu dalszej $ciezki zawodowej. Projekt jest wspoétfinansowany ze $rodkéw
programu Erasmus+ Komisji Europejskiej w ramach partnerstw wspotpracy w edukacji
dorostych.

Niniejszy raport oraz przedstawione w nim ramy Career Compass powstaty w oparciu o
analize poréwnawczg oraz badania prowadzone w okresie od grudnia 2024 do kwietnia
2025 r. w Grecji, Finlandii, Polsce i Hiszpanii. tacznie przeanalizowano 20 krajowych i 4
europejskie metodologie oraz 21 krajowych i 4 europejskie dobre praktyki, aby ustali¢,
.CO juz istnieje” w zakresie rozwoju kariery i identyfikowania kompetencji. Wyniki
poréwnano z odpowiedziami z badania ,Czego doswiadczamy i czego potrzebujemy?”, w
ktorym udziat wzieto 169 oséb z czterech krajow. Wsérdd nich 116 osob znajdowato sie w
zawodowym ,rozdrozu” lub poszukiwato pracy — opisywali oni swoje doswiadczenia i
potrzeby zwigzane ze znalezieniem zatrudnienia oraz rozwojem kariery i umiejetnosci. 53
osoby — doradcy kariery, trenerzy, pracownicy urzeddéw pracy oraz specjalisci od
ksztatcenia ustawicznego — opisaty wyzwania, z jakimi mierzg sie w doradztwie
zawodowym. Badania pozwolity zidentyfikowa¢ bariery systemowe, potrzeby
uzytkownikéw i mozliwosci stworzenia nowego podejscia do doradztwa kariery, rozwijania
kompetencji oraz planowania i szkolenia.

Najwazniejsze wnioski pokazujg, ze wsparcie zawodowe oraz szkolenia sa szeroko
dostepne i kierowane zaréwno do ogétu oséb poszukujacych pracy, jak i do
konkretnych grup w trudniejszym potozeniu. Oferowane szkolenia obejmujg m.in.
rozwijanie kompetencji zawodowych, kontynuacje $ciezki kariery, tgczenie edukacji z
rynkiem pracy, przedsiebiorczos¢, integracje spoteczng, nauke jezykdéw oraz wsparcie
cyfrowych. Badania wykazaty jednak, ze istniejgce ustugi i szkolenia sg czesto zbyt ogdlne
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i niedostosowane do zréznicowanych potrzeb oséb poszukujgcych pracy lub stojacych
przed decyzjami zawodowymi. Potrzebna jest wieksza personalizacja i elastycznos¢
uwzgledniajgca indywidualne cele i $ciezki zawodowe, a takze dostosowanie sposobu
prowadzenia szkolen do potrzeb uczestnikoéw. Szczegdlnie wazne jest to w przypadku
grup wrazliwych, ktére sg bardzo zréznicowane.

Obie badane grupy wskazaty na brak indywidualnego mentoringu, spersonalizowanej
pomocy, porad skrojonych na miare oraz dziatan nastepczych. Uczestnicy podkredlali, ze
kluczowe jest rozpoznawanie kompetencji i mocnych stron, mozliwos¢ podnoszenia
kwalifikacji oraz praktycznos$¢ rozwigzan mozliwych do zastosowania w realnym zyciu.
Specjalisci dodatkowo zwracali uwage na potrzebe wsparcia jezykowego dla migrantow
oraz, szerzej, wsparcia psychologicznego, motywacyjnego, pomoc w wyznaczaniu celéow
zawodowych i radzeniu sobie z niepewnoscig. Doradcy kariery wskazywali jednoczesnie
na przecigzenie obowigzkami, brak odpowiednich szkolen i niedostateczne narzedzia.

Mimo stosowania wielu narzedzi — klasycznych, nowatorskich i zorientowanych na
uzytkownika — ich zbyt ogdlny charakter okazat sie kolejng barierg. Doradcy ocenili je
jako mato uzyteczne, nieaktualne i ograniczone, szczegdlnie w pracy z grupami
wrazliwymi. Za najbardziej wartosciowe uznano narzedzia, ktére mozna tatwo dostosowac
do réznych kontekstow, klarowne i przyjazne dla uzytkownika, zawierajace interaktywne
elementy. Zalecano réwniez stosowanie kombinacji réznych narzedzi. Podkreslono
jednoczesnie, ze doradcy majg niewystarczajgce szkolenia dotyczace korzystania z
narzedzi.

Obie grupy zwrécity tez uwage na ograniczong dostepnos$¢ zarédwno narzedzi, jak i
szkolen. Darmowe szkolenia online mogtyby znaczgco zwiekszy¢ mozliwosci uczestnictwa.
Digitalizacja i sztuczna inteligencja sq pozadane, ale jako narzedzia wspierajgce, pod
warunkiem ze beda stosowane etycznie i dostepnie. W szkoleniach pojawiaty sie rowniez
elementy holistycznego podejscia, metod zorientowanych na cztowieka oraz kreatywnego
uczenia sie. Rozproszona infrastruktura oraz niewystarczajgca wspotpraca miedzy réznymi
instytucjami, w tym systemem pomocy spotecznej, utrudniajg stworzenie spdjnych i
catosciowych s$ciezek wsparcia.

Na tej podstawie wyznaczono kluczowe kierunki rozwoju szkolen i zestawu narzedzi
Career Compass:

1. Modutowe, elastyczne i dostosowujgce sie tresci szkoleniowe, tgczgce samodzielna
nauke z nauka wspierang przez trenera. Materiaty powinny umozliwia¢ takze w
petni samodzielne uczenie sie online.

2. Personalizacja tresci i $ciezki nauki zgodnie z potrzebami uczestnika, z
uwzglednieniem mentoringu, map kompetencji i planéw rozwoju.
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Przemyslana organizacja samodzielnej nauki online oraz zaje¢ prowadzonych przez
trenera, w tym sposoéb realizacji mentoringu, dziatan nastepczych, budowania
spotecznosci i wsparcia rowiesniczego.

Narzedzia i materiaty, ktore mozna tatwo aktualizowa¢ i dostosowywac¢, takze w
miare pojawiania sie nowych metod.

Metody pedagogiczne oparte na kreatywnosci, mysleniu projektowym i
innowacyjnosci, bez koniecznosci uzywania tych terminéw wprost. Obejmujg one
m.in. uczenie sie zespotowe, narracyjne, oparte na obserwacji i odkrywaniu, metody
praktyczne, strukturalne ramy pracy, testowanie, podejscia holistyczne, kreatywne
i zorientowane na cztowieka. Myslenie projektowe zaktada m.in. iteracyjnos$¢, prace
z niepewnoscia i tgczenie réznych $ciezek odkrywania.

Dostepnos¢ i projektowanie inkluzywne — w tym wsparcie dla grup wrazliwych,
wielojezycznos¢, elementy wsparcia psychologicznego i spotecznego, budowanie
samos$wiadomosci, pewnosci siebie i zdolnosci do podejmowania decyzji.

Dodatkowe $ciezki i materiaty dla réznych typéw grup wrazliwych.

Praktyczno$¢: powigzanie szkolen z realnymi zawodami, stazami, potrzebami
konkretnych sektoréw oraz dostarczenie uzytkownikom narzedzi umozliwiajgcych
wdrazanie zdobytej wiedzy.

Cyfryzacja i narzedzia Al — wymagajgce starannego zaplanowania; mozliwe
zastosowania obejmujg mentoring, dopasowanie do ofert pracy, analize rynku
pracy i brakéw kompetencyjnych, przypomnienia czy personalizowane $ciezki
nauki.

Powigzanie Career Compass z szeroky siecig wsparcia, np. urzedami pracy,
narzedziami do poszukiwania pracy, tworzenia CV i portfolio online.
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Resumen ejecutivo — Executive Summary in Spanish

A pesar de la mejora de las perspectivas de empleo, Europa se enfrenta a los desafios
polarizantes de la escasez de mano de obra cualificada, y al desempleo persistente entre
ciertos sectores y grupos de personas. Por ejemplo, una escasez de capacidades puede
plantear riesgos para el empleo, la economia, la capacidad de innovacién de la UE y su
competitividad internacional, y el desarrollo de la sociedad. Al mismo tiempo, muchas
personas estan tratando de encontrar su camino a través de un mercado laboral en
constante evolucién, a menudo sintiéndose inseguras acerca de sus fortalezas,
aspiraciones profesionales y potencial.

El proyecto Career Compass, Capacitacion y kit de herramientas de planificacién de la
trayectoria profesional para personas en encrucijadas profesionales y que buscan
empleo, tiene como objetivo mejorar el potencial de empleabilidad, la planificacion de la
carrera y el reconocimiento de habilidades de las personas en la encrucijada profesional
o que buscan empleo, incluidas las vias educativas. Se presta especial atencién a las
personas en posiciones vulnerables. Career Compass proporcionard a las personas
capacitacion en linea y un conjunto de herramientas para ayudarlos a identificar y
planificar su trayectoria profesional y sus habilidades. Career Compass, un proyecto
europeo cofinanciado por el Programa Erasmus+ de la Comision Europea, y su
subprograma Asociaciones de cooperaciéon en educacién de adultos.

Este informe marco y el marco de la Brujula de Carrera que se presenta aqui son el
resultado de una evaluacion comparativa y encuestas realizadas entre diciembre de 2024
y abril de 2025 en Grecia, Finlandia, Polonia y Espafa. En total, se compararon 20
metodologias nacionales y 4 europeas y 21 buenas practicas nacionales y 4 europeas
para identificar el desarrollo profesional existente y la identificacién de habilidades para
formar una comprension de "Lo que existe". Estos se compararon con los resultados de
la encuesta 'Lo que se experimenta y se desea’, que se llevé a cabo en los cuatro paises
mencionados y en la que participaron 169 participantes. 116 encuestados eran personas
en encrucijada profesional y que buscaban empleo. Se les pregunté sobre sus
experiencias y deseos para encontrar empleo, y para el desarrollo y la formaciéon
profesional y de habilidades. Se pregunté a 53 orientadores profesionales, consejeros y
facilitadores, funcionarios de empleo y profesionales en formacién continua sobre los
desafios en el asesoramiento profesional y de habilidades. La investigaciéon identificod
barreras sistémicas, necesidades de los usuarios y oportunidades para desarrollar un
enfoque novedoso para la orientacién profesional, el desarrollo de habilidades, la
identificacién y la capacitacion.
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Las principales conclusiones revelan que los servicios de apoyo a la carrera y de
formacion y desarrollo de competencias estan ampliamente disponibles y dirigidos a los
solicitantes de empleo en general y a grupos especificos en una posicién vulnerable. La
formacion abarcd orientacion sobre la empleabilidad y la continuidad de la carrera, la
reduccién de la brecha entre la educacién y el mercado laboral, el espiritu empresarial,
la facilitacion de la integracién social, la formacién linguistica y el apoyo a los grupos
vulnerables. Los métodos utilizados fueron en su mayoria clasicos de naturaleza. Estos
incluyeron bolsas de trabajo, redaccién de CV y desarrollo de competencias, asi como
identificacion de habilidades y algunos enfoques novedosos, incluida la visualizacion. La
formacion se organizé principalmente como aprendizaje presencial o combinado. En
ambos casos, a menudo se empled la digitalizacién, por ejemplo, para materiales de
capacitacion en linea y sesiones en linea.

Sin embargo, segun las encuestas, los servicios y la formacién existentes eran a menudo
demasiado genéricos y no respondian a las diferentes necesidades de los solicitantes de
empleo y de las personas en encrucijada profesional. Existe la necesidad de
personalizaciéon y flexibilidad para adaptarse a diferentes objetivos y trayectorias
profesionales, y la adaptabilidad de la entrega de capacitacion de acuerdo con la
necesidad y el propdsito. La personalizaciéon de la formacién y el asesoramiento en las
distintas etapas es especialmente importante para los grupos vulnerables debido a la
heterogeneidad de estos grupos.

Ambos grupos identificaron una falta de tutorias individuales, asesoramiento
personalizado, apoyo personalizado y actividades de seguimiento. Se consideré esencial
identificar habilidades y fortalezas, mejorar las habilidades, la practicidad y los resultados
que se pueden implementar en diferentes contextos profesionales. También
recomendaron apoyo linglistico para los migrantes y, de manera mas general, apoyo
psicolégico, motivacion, apoyo para los objetivos profesionales, apoyo con la
incertidumbre y toma de decisiones. Sin embargo, los consejeros citaron un nimero
excesivo de casos, una formacién insuficiente y herramientas inadecuadas.

A pesar de la amplia gama de herramientas y materiales utilizados, desde los clasicos
hasta los no tradicionales y centrados en el ser humano, su naturaleza genérica también
se identificé en las herramientas y materiales. Los consejeros profesionales, consejeros y
facilitadores consideraron que su aplicabilidad era limitada, estaban desactualizadas y
carecian de facilidad de uso, especialmente para los grupos vulnerables. Segun ellos, las
herramientas y métodos mas eficaces serian adaptables a diferentes contextos, claros y
faciles de usar, e implicarian actividades interactivas. También se recomendoé el uso de
una combinacidn de varias herramientas. La capacitacion de los orientadores
profesionales sobre cémo usar herramientas y materiales también es deficiente.
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Ambos grupos informaron la falta de accesibilidad tanto de la capacitacién como de las
herramientas. La capacitacién en linea que es gratuita crearia mas oportunidades de
participacion.

Se sugirid y se deseaba el uso de herramientas digitales, sino mas bien como una
herramienta de asistencia y habilitacion. La digitalizacion y la IA deben utilizarse de forma
ética y accesible. En general, el aprendizaje holistico, centrado en el ser humano y basado
en la creatividad estuvo presente en los enfoques de formacién.

También se reconocié que la infraestructura fragmentada y la cooperacién entre
diferentes partes y partes interesadas, incluido el sistema de asistencia social, dificultan
vias de apoyo mas holisticas y optimizadas para los solicitantes de empleo y las personas
en encrucijadas profesionales.

Se puede identificar un conjunto de impulsores, i.e. puntos Clave para la definicién, para
la capacitacion y el kit de herramientas de desarrollo de Career Compass:

1. Contenido de capacitacion modular, flexible y adaptable que equilibra el
autoaprendizaje con el aprendizaje facilitado. También debe adaptarse al
aprendizaje autodirigido totalmente en linea.

2. Personalizacion del concurso y la ruta de aprendizaje de acuerdo con las
necesidades y situaciones personales, incluida la tutoria, el mapeo de
competencias y los planes de desarrollo.

3. Se necesita una planificacion cuidadosa para el aprendizaje en linea independiente
autodirigido y el aprendizaje combinado dirigido por un formador. Por ejemplo,
¢como se llevaria a cabo la tutoria y el seguimiento individual, y podria utilizarse
la creacién de comunidades y el apoyo entre pares?

4. Herramientas y materiales. Se prefiere las herramientas y el contenido que se
pueden adaptar durante un largo periodo de tiempo, incluso para los nuevos
métodos que surgen.

5. Métodos pedagodgicos. Se sugiere integrar el pensamiento de diserio, la creatividad
y la innovaciéon en todos los contenidos y herramientas de aprendizaje, pero sin
decir que es un pensamiento de disefo. Esto puede abarcar el aprendizaje
colaborativo, la narracion, la observacion y el descubrimiento, los enfoques
orientados a la practica, los marcos estructurados y las pruebas, el aprendizaje
holistico, centrado en el ser humano y basado en la creatividad. El pensamiento de
diserio incluye, entre todos, aspectos de iteracion en la ruta de aprendizaje,
descubrimiento y procesamiento de informacién divergente-convergente y trabajo
con incertidumbre.
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Los principios de accesibilidad y disefio inclusivo son importantes, por ejemplo,
para garantizar la accesibilidad de los grupos vulnerables, el apoyo multilingte y
la integracién del apoyo psicoldgico y social, el empoderamiento, el desarrollo de
la autoconciencia y la confianza en si mismo, y la toma de decisiones.

En la parte superior de los materiales de capacitacion comunes. Es posible que se
requiera atencion adicional y rutas de aprendizaje para personas vulnerables de
diferentes tipos.

Practicidad: Formacién vinculada a trabajos reales, practicas y necesidades
especificas del sector, y recursos de orientacién que proporcionen a los usuarios
estrategias accionables.

Herramientas de digitalizacién e IA. Se necesita una planificacion minuciosa. Las
posibles ideas para su uso deben ser posiblemente para tutoria, emparejamiento
de trabajos, informacién sobre el mercado laboral y habilidades, analisis de brechas
de habilidades, recordatorios y rutas de aprendizaje personalizadas

Vincular Career Compass a tejidos y materiales de apoyo mas complejos, por
ejemplo, a oficinas de empleo, busqueda de empleo, CV en linea y herramientas
de creacién de portafolios.
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About this framework guide

This Career Compass Framework Guide provides up-to-date information on existing
career and skills training, and experiences, needs and wishes relating to such training. It
compares the findings from these two areas identifying gaps, opportunities and lessons
learnt arising from the findings. It also provides an overview of the changing labour and
job markets and society in Europe, as well as in Greece, Finland, Poland and Spain. Thus,
the guide and the framework also aim to increase awareness of new avenues for human-
centred career and skills training methods for different educational levels.

Furthermore, this guide presents the Career Compass Framework, which supports the
further development of the Career Compass training and toolkit for career path, skill and
opportunity identification and planning, the project with the creation of the career and
skills toolkit, the associated trainings, and user guides designed for individuals at career
crossroads, job seekers, and career trainers.

The final beneficiaries of the Career Compass framework, training, toolkit and user guides
are especially:

e People at Career Crossroads and seeking employment: This group includes
individuals at various stages of their career journey — job seekers actively looking
for employment, career changers exploring new fields, students starting their
professional lives, and anyone generally seeking to enhance their skills and
improve their career prospects. This group also includes people in vulnerable
positions, such as, young people at the beginning of their and older people at the
end of their work careers, women, refugees, migrants, and lower-educated people
and NEETs (young not in employment, education or training).

e Career trainers, counsellors, and facilitators, employment officers and
professionals in continuous training: This group consists of professionals whose
role is to support others in their learning and career development. In this framework
guide they will be referred to as career counsellors, trainers and facilitators.

Career Compass can also be used by policy makers, and other professionals working in
education, employment, and skills development.

The following sections of this framework guide provide information on:

e The situation of employment and skills, the evolving of labour and job markets and
society in Europe, especially in Greece, Finland, Poland and Spain.

e An overview of the investigation.
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e Detected gap areas between “what is” (the current state), benchmarked
methodologies and good practices, and “what is experienced, needed and
desired” along with gap areas, opportunities, lessons learnt, and recommendations.

e The Career Compass framework and towards using it.
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1. Information on the labour markets in Europe and
in the partner countries

The European Union (EU) has been actively modernising career guidance and employment
training to address the rapidly evolving labour market. Driven by digitalisation,
sustainability, and demographic shifts, EU policies emphasise lifelong learning, upskilling,
and reskilling to prepare workers for automation and the green transition. Initiatives like
the EU Skills Agenda and the European Year of Skills (2023) highlight the importance of
equipping individuals with digital, STEM, and vocational skills. The Europass platform
(europass.europa.eu) provides essential tools for job seekers, helping them create CVs,
assess their skills, and find relevant job opportunities. However, challenges such as skills
mismatches, youth unemployment, and uneven access to career services persist across
different regions. While some sectors face labour shortages, others experience
overqualification, making competency-based learning and career adaptability
increasingly critical.

Career guidance and employment training in the EU operate under a multi-level
governance system, involving national governments, EU institutions, private sector
actors, and public employment services (PES). These services integrate digital tools for
job matching and career counselling, while mobility programmes like Erasmus+ support
skills development across borders. The EU also promotes public-private partnerships and
sector-based initiatives to better align education with labour market needs. Despite these
efforts, regional disparities remain a challenge, with urban areas generally having better
access to career guidance services, vocational training, and employer-driven
programmes, while rural and peripheral regions often lack adequate resources.
Additionally, integrating Al and big data into labour market forecasting is improving
career planning, but ensuring accessibility for older workers and marginalised groups
remains a pressing issue.

European career guidance strategies increasingly emphasise personalised and flexible
learning pathways to accommodate diverse workforce needs. The recognition of informal
and non-formal learning is gaining importance, enabling workers to validate their skills
and experience beyond traditional qualifications. Online learning platforms and Al-driven
career counselling tools are becoming more prevalent, helping individuals tailor their
career development plans. However, digital literacy gaps and access to technology
remain obstacles, particularly for wvulnerable groups such as migrants, long-term
unemployed individuals, and people with disabilities. Continuous investment in career
counsellor training, lifelong learning strategies, and inclusive labour market policies is
essential to ensure that career guidance remains effective, equitable, and aligned with
future labour market trends.
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The National Contexts

The national contexts in the partner countries shared strong similarities in terms of
employment and skills training, as well as the related trends and challenges. This creates
a solid foundation for developing the Career Compass framework, training and toolkit.
However, each country had its own challenges and trends.

1. Form of training: Training is both formal and informal in all partner countries. Formal
training is structured and takes place at specific times and in specific locations. In Greece,
it is often subsidised. Informal training is more flexible but can also be structured. In
Finland, certificates of participation can be provided to the employment office as proof
of participation in such training. Informal training is growing in popularity in Greece. In
Poland, a significant challenge is the limited time allocated to career counselling in schools.

2. Cost of training. Training is either free (mainly) or on payment. In Poland, for example,
in Poland publicly funded programmes, often delivered through the Integrated
Qualifications Register System and Branch Skills Centers (BCU), aim for low fees thus
enabling participation for all. Training fees may also be low, especially when publicly
funded (Spain). It is more likely that private organisations will charge fees. Free training
tends to be more informal and freely available.

3. Topics and subjects of training: Training topics originate from societal needs that are
identified and organised at national or regional levels, as well as within organisations,
depending on the nature of the training (e.g. formal or informal). The process varies by
country. Training can be general, e.g. job search or hard skills, and cover permanent or
long-term themes. Alternatively, it can be tailored to specific groups, challenges, sectors,
migrants, older people, neurodivergent individuals, or people in rural areas.

4. Training providers are public, non-profit and private organisations that vary by country.
Formal training is mainly provided by educational organisations or accredited training
centres (in Spain, for example), while informal training can be provided by employment
offices (in Finland, for example), other organisations, projects, or online and on-the-job
training tailored to specific industry needs. In Greece, international online platforms are
also used. Spain places a strong emphasis on vocational education and training (VET). In
Poland, vocational education plays a significant role, with reforms aimed at increasing
employer participation in training initiatives. Additionally in Poland, Branch Skills Centers
(BCU) have been established nationwide since 2024 to improve education and training
and encourage collaboration with employers.

5. The main challenges for career changers. were availability, e.g. geographic, regional
disparities in program availability, and a lack of access to continuous training and
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upskilling opportunities. Challenges in skills and employment identification and training
was additionally mentioned in Poland.

6. While the challenges faced by training providers varied slightly by country, they were
generally related to heavy workloads, limited resources and support, high caseloads, and
the need to update and adapt to constantly changing tools, methodologies, and labour
market demands. In Poland, training providers face significant challenges. For example,
there is limited time allocated for careers guidance in schools, which restricts individual
support. The profession of careers guidance is not strongly anchored in legal regulations
and lacks appreciation. Resources are fragmented and there are insufficient opportunities
for systematic professional development.

7. Systematic issues such as timing problems, inefficiencies, fragmented implementation
and funding constraints have created challenges in Spain and Greece.

8. Current trends are driving changes in training, including digitalisation, artificial
intelligence (Al), the green transition, sustainability, skills shortages, and country-specific
areas. The use of digital platforms, online training and Al for personalised career planning
is becoming increasingly common. The country-specific trends include:

¢ Greece: There is a persistent skills shortage with over 200,000 vacant positions in
key sectors (agriculture, construction, IT, and renewable energy) and urgency of
upskilling. Only 21% of potential work force feel confident in identifying future skill
needs. In addition, cost pressures often limit investment in training programmes.

e Finland: Finland is currently using plenty of alternative methods in skills and
employment training, and design -based tools.

¢ Poland: In Poland, the skills gap between new work candidates and experienced
professional leaving the labour markets is evident. Young people feel unprepared
for labour markets and believe more in practical than formal education.

e Spain: Focus on addressing the needs of the labour markets, e.g. digital IT, supply
chain management, engineering, and innovative marketing. The challenges include
such as the mismatch between job seekers' skills and employers’ demands.
Continuous training and upskilling are needed, particularly for older workers and
in rural areas.
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2. An overview of the investigation

The investigation into the development of the Career Compass framework, training
programme and toolkit was conducted in 2025 in the partner countries of the Career
Compass project: Greece, Finland, Poland and Spain. The purpose of the investigation was
to learn from user preferences, methodologies, and good practices, to design a training
framework that considers the viewpoints of the end-users.

The investigation took place at three levels: what exists, what is experienced and needed
and what does not work, and at the European and national contexts. ‘What exists’
represents good practices and methodologies that already exist in the partner countries
and Europe. This included a general investigation into employment and the labour market
in Europe and the partner countries, as well as employment and skills training. The third
level, ‘'what is experienced, needed and what is not working’ was discovered through
surveys addressed to people at career crossroads and seeking employment (also called
job seekers and people at career crossroads) as well as career counsellors, counsellors
and facilitators, employment officers and professionals in continuous training.

This framework report compares the findings of these aspects and uses them to develop
the Career Compass framework, as well as the subsequent training, toolkit and user
guides. Separate confidential reports have been created of the benchmarking, including
European and national dimensions, and the surveys, while this report presents the
comparison of the findings of these confidential reports and relevant information on the
investigation.

The following chapters present the European — national aspects, the core data and
information on the benchmarking and surveys, and finally the comparison of the ‘what
exists’ and ‘what is experienced, needed and what is not working”. These will be followed
by the presentation of the developed Career Compass framework.

21 What exists: Benchmarking Good Practices and Methodologies

Good practices and methodologies were benchmarked in each partner country and at
the European level. Four good practices and four European methodologies were
benchmarked, resulting in a total of 4 for both, as well as 20 national methodologies and
21 national good practices — five from each partner country, except for one additional
good practice from Finland.
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211 The benchmarked European methodologies

The benchmarked European methodologies, along with their purposes and target
audience, were the following:

e EPA Online Course (Motivational Interviewing) aims to enhance motivation and
support behaviour change. It was intended for career counsellors and unemployed
youth.

e ELD Competency Cards help individuals identify their skills, talents, and character
traits. The cards are used by students and job seekers.

e Life Designing supports career construction through narratives. It was aimed at
career advisors and job seekers.

e Letter to Myself is a tool that encourages self-reflection and goalsetting. It was
addressed to students, job seekers, career changers.

212. The benchmarked European good practices

The benchmarked European good practices, along with their purposes and target
audience, were the following:

¢ Europass Platform, which is aimed at jobseekers, provides free digital tools for CV
creation, skill assessment and job searching.

e Career Compass supports career planning through micro-learning resources. It is
aimed at vulnerable young people and students.

¢ IEUCG Project uses digital resources and innovative methods to enhance career
guidance. It is aimed at unemployed young people and career counsellors.

¢ YOUTHSHARE focuses on developing social entrepreneurship and the skills of
young migrants and NEETs (young people not in employment, education or
training) living in coastal regions.

213. The benchmarked national methodologies

The benchmarked national methodologies are presented in the table below:

Country National methodologies

Greece e Action-Oriented Career Counselling (AOCC), addressed to Career
counsellors, unemployed youth, vulnerable groups.
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Career Decision Funnel, addressed to Unemployed individuals, youth,
career changers.

DOTS Model, addressed to Students, unemployed youth,
professionals.

Lifelong Guidance Framework, addressed to Career advisors,
students, professionals.

Letter to myself, addressed to Students, unemployed youth.

Finland

Duunitesti (transl. job test), addressed to job seekers of any kind.

Taitoposteri (talent poster), addressed to female job seekers and
higher education students and graduates.

Tyotaitokortit/ work skill cards, addressed to gig and mobile workers,
employers and work coaches.

Osaamisen Peili (The mirror of Skills), addressed to all job seekers
including vulnerable people, especially those at the beginning of their

careers.

Kompassi (compass), addressed to all job seekers, including those at
the beginning of their careers, and vulnerable people.

Poland

My Portfolio, addressed to job seekers, students, adults.

Vocational Interest Questionnaire, addressed to unemployed, job
seekers.

Coaching in Career Counselling, addressed to job seekers, career
changers.

Balance of Competences (MBK), addressed to all ages; job seekers,
changers, professionals.

Micro-credentials (Odznaka+), addressed to youth, job seekers,
students, trainers, teachers.

Spain

Holland’s Career Typology (RIASEC Model), addressed to students in
secondary education.

Orientacion con GROW, addressed to recent university graduates.

Orientar desde el Ser, addressed to students in Initial and Intermediate
VET.
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Test de habilidades profesionales — My talent map, addressed to
unemployed youth, vulnerable groups, career counsellors, students.

Narrative career counselling, addressed to unemployed youth,
vulnerable groups, career counsellors, students.

Most selected methodologies were addressed to unemployed job seekers. In some cases,

a specific group was mentioned. These were mostly students, young people and

vulnerable groups. In many cases, the methodologies were addresses to both learners

and professionals, e.g. career counsellors.

The purposes of the selected methodologies were:

adaptability
and
development

Topic area Description

Personal ¢ Finding own skills, strengths, knowledge, competences, interest,
discovery, motivations, emphasise self-awareness and personal growth., the
development ability to articulate and evaluate, and tailored career development.
and growth

9 e Bridging skill gaps.

Continuous ¢ Educational and career planning, including improved and
career structured decision-making in career choices, career interests and

essential contacts.

¢ Ensuring lifelong career adaptability and support, informed and
structured career decisions through tools and assessments by
providing career awareness and transition support. and lifelong
career management skills.

¢ Facilitating continuous learning and adaptability, including
validation of informal and short-term learning.

e Empowering job seekers build career portfolios and take
ownership of their development.

¢ Understanding labour markets and their demands

Supporting
vulnerable
groups

¢ Inclusive employment support that comprises e.g. people with
disabilities, marginalised people and job placement.

Developing
career
counselling

e Enhancing the effectiveness of career counselling by combining
traditional guidance with coaching and digital tools.

Career
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The benchmarked national good practices are presented in the table below:

Country | National good practices
Greece ¢ Lifelong Career Development Portal (e-STADIODROMIA), addressed to
adults of all ages seeking career guidance.
e Counselling, Training, and Certification for Unemployed Youth in Retail
Sector, addressed to unemployed youth aged 18-29.
¢ Information and Counselling Support Network, addressed to private-
sector employees and unemployed individuals.
e Special Employment Integration Actions for Young People with
Disabilities, addressed to unemployed NEET youth with disabilities.
e You Have a Second Chance, addressed to former substance users
(imprisoned or released).
Finland e Uraloikka - Uraloikkarin kasikirja (transl. Career changer's handbook),
addressed to career changers / job seekers.
e Urakompassi (transl. Career Compass), addressed to female university
students.
e NUOTTI-valmennus (transl. NUOTTI coaching), addressed to young
people (16—29 years old).
e Osaamis-matkalla (transl. Competence Journey) — Developing Career
Guidance Competencies, addressed to counsellors and guidance
personnel.
e TET - Tydeldmaan tutustuminen (transl. getting to know working life),
young people (middle school age).
e SILTA (transl. bridge), addressed to unemployed youth, vulnerable
groups, e.g., substance abuse rehabilitees.
Poland e Integrated Qualification System (ZSK), addressed to students,
employees, employers, institutions.
e JOBfirma — Professional Activation 50+, addressed to Unemployed
people aged 50+, low-skilled.
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e Career Counselling: Focus on the Future, addressed to career
counsellors, teachers, students.

e Career Map, addressed to youth, students, counsellors.

e Time for the Young — Advice Points, addressed to youth under 30,
especially job seekers.

Spain e ProVP, addressed to students.

e Excellence in Guidance Awards, addressed to students, counsellors,
families.

e Proyecto Orién, addressed to students.
e Orienta-T, addressed to students.

e Andalucia Orienta, addressed to unemployed, youth, vulnerable
groups.

Most selected good practices were addressed to job seekers including a variety of
vulnerable groups, such as unemployed youth aged 18-29, unemployed NEET youth with
disabilities, former substance users, unemployed people aged 50+, low-skilled, and female
university students. Students represented another recognisable group, especially in Spain.
Similarly to methodologies, the selected good practices were often addresses to both
learners and professionals.

The purposes of the selected good practices were:

Topic area Description

Provide career | ¢ For example, through online self-assessment and planning tools,

support and long-term and structured support with interventions, individual
guidance for counselling, training, personalised counselling sessions and
employability combine group workshops, and tailored employment guidance.
and to ensure Digital platforms and self-paced learning may be used.

career

tinuit e Help identify own professional interests and develop key
continui
y competencies.

e Enhance accessibility.

Bridge thegap | ¢ Acquiring professional experience, learning through practice, and
between practical internships.

education and . o
¢ Inclusive training.
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labour
markets

Integration of non-cognitive skills development, promotion of
STEM careers.

Social support
and
vulnerable

Combining therapeutic, vocational and social support.

Facilitate social integration, particularly among vulnerable
populations.

counselling

groups
Support diverse target groups, including young people entering
the labour market, unemployed individuals, professionals over 50,
and vulnerable populations (victims of violence, prisoners, addicts,
the homeless, and those at risk of social exclusion).

Career Improving career counselling competencies.

Provide expert-led consultations.

:***** Co-funded by
LN the European Union




34

2.2 What is experienced: Surveys

Surveys were conducted with 169 individuals. 116 of them were people at career
crossroads and seeking employment and 53 of them were career counsellors, counsellors
and facilitators, employment officers and professionals in continuous training. The table
below shows the distribution of these by country:

Country Job seekers and Career counsellors, Total
individuals at career trainers and Responses
crossroads facilitators

Spain 39 12 51
Finland 24 1 35
Greece 28 10 38
Poland 25 20 45
TOTAL 116 53 169

Job seekers and individuals at career crossroads

Across all four partner countries, the group of job seekers and individuals at career
crossroads was characterised by a high proportion of women: 62% in total. The proportion
of female respondents was particularly high in Greece at 86%.

The career stage: Most respondents were mid-career adults aged between 25 and 54,
while only 7% were over 55 and 25% were under 25. Most respondents under 25 were
from Spain, accounting for 64% of the total in the country. This age group represented
only 3% of respondents in Greece and 12% in Poland. There were no respondents in this
age group in Finland.

The education levels of respondents ranged from secondary/vocational to higher
degrees. Many participants were unemployed or in insecure employment, with a
significant proportion seeking to re-enter the workforce after breaks due to caregiving,
migration or other personal circumstances. The respondents were predominantly highly
educated. The proportion of respondents with a master's degree or higher was the
highest at 37%, followed by those with a bachelor's degree at 23%. However, the
percentage of respondents with secondary education was also high at 23%, while 12% of
the respondent had vocational education. Only 3% had a primary education, while 2%
had no formal education at all.

The employment situation of the respondents. 29% of the respondents were unemployed,
26% were in full-time employment, 25% were students and 13% were in part-time
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employment. Most of the unemployed respondents were from Finland, while most of the
students were from Spain. Five per cent of the respondents were self-employed, one per
cent were integrated students (language students), and one per cent were students who
were employed part-time.

Career counsellors, trainers and facilitators

The primary role of the respondents: The largest groups of respondents were career
counsellors (57%). The second largest group were career trainers and job coaches, at
9,5% each, and lastly were employment office staff at 7%. Other roles included career
and recruitment specialist (career counsellor), career planner, career services specialist
and career counsellor, one of each in Finland. In Poland two counsellors were working at
school with students, one person as a psychologist/psychotherapist and one person as a
personal counsellor.

Years of experience of the respondents: The respondents were mainly highly
experienced in their positions. 68% of them had over seven years' experience in the field,
and 87% had over four years' experience in total (19% had four to six years' experience).
9% of the respondents had between one to three years' experience, and only 4% had
less than one year's experience.

The types of organisations of employment: Most counsellors worked in educational
institutions, 40% in a school or university, and 7% in Greece a vocational centre.
Additionally, one person worked as a counsellor on a project in Poland, and seven worked
in an NGO association in Spain. The second largest group worked in public employment
services (19%). None of the respondents worked in assistance centres.

Types of individuals that the respondents work with: Most respondents (26%) worked
with unemployed individuals. The second largest group was students (19%), including a
variety of different kinds of students in the 'Other' category. 13% of the respondents
worked with people with disabilities. Of the groups categorised as ‘Other’, one in Finland
was 'Unemployed migrants over 30 years of age’, and the 18 respondents in Poland were
made up of eight people who worked with job seekers, three who worked with students,
and one from each of the following groups: adults in general, adult students, students of
a post-secondary school, high school students, youth up to 25 years of age, children,
students of secondary schools and students of post-secondary education.

The primary focus area in career and skills counselling for most respondents was career
planning (38%), followed by job placement (17%), skills assessment (15%), skills training
(M%) and training program facilitation (8%). Under the category ‘Other’ were in Finland
identifying and articulating the student's competences (one person), training guidance
and job search (one person), and everything but no job placement (one person), and in
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Poland one person provided career counselling and another conducted career counselling
classes in a primary school.
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3. A comparison of “what exists” and “what is
experienced”

This section of the framework guide compares the ‘what exists’ benchmarking with the
‘what is experienced, needed and wished surveys. Similarities, differences, gaps,
opportunities and lessons learnt will be identified from this comparison and presented in
the next section of the guide. These will become leads for the development of the Career
Compass framework.

The areas of comparison are:
e Use and delivery of career and skill development services
e Topics of training
e Skill identification and development
e Pedagogical approaches
e Delivery of training
e Materials and tools
¢ Digitalisation and artificial Intelligence (Al)
¢ Vulnerable groups

e Career Counsellors, trainers and facilitators

3.1. Use and delivery of career and skill development services

On average 70,75% of the job seekers and individuals at career crossroads participating
in the surveys in Greece, Finland, Poland and Spain had used career and skill
development services. The services were least used in Greece, only by 50% of the
respondents. The services used were mostly classic career services, such as:
e Career service, coaching and job-hunting services that included a variety of
training programmes, courses, mentoring, and career and work counselling.

e Workshops and seminars that took place in-person and online.

¢ Vocational training programmes and internships, and other further training at
different levels including participation in projects.

e Customised services for specific target groups, for example, mentoring, language
and work culture training for migrants.
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¢ Degree identification and transfer services.
e Skills: Digital skills training, skills assessment and psychometric tools.
¢ Online tools that may also include LinkedIn.

These services were rated as highly useful. 68% of respondents found them helpful (39%)
or extremely helpful (26%). However, 28% of respondents found them neutral, 5% found
them slightly helpful, and 2% found them not helpful at all.

The challenges in providing and using career and skill development services

A comparison of the most common challenges faced by career counsellors, trainers and
facilitators when providing career and skill development services, and by job seekers and
individuals at career crossroads when using these services identified common and causal
relationships in the identified challenge areas to focus.

e The biggest challenges faced by job seekers and individuals at career crossroads
were linked to the service offer. The lack of tailored advice was identified as the
most significant issue. The generic nature of the materials that does not adapt to
different individual needs was also evident in the open answers. Career
counsellors, trainers and facilitators identified personal barriers and a lack of
clarity of the individuals’ career goals among the greatest challenges. These were
linked to individuals’ uncertainty about themselves.

e Career counsellors, trainers and facilitators identified limited time to provide
personalised support as the second greatest challenge. This is closely linked to
the third most important challenge identified by job seekers and individuals at
career crossroads, which is insufficient follow-up or support.

e Limited information or outdated resources (job seekers and individuals at career
crossroads) and limited availability of up-to-date career tools and resources
(career counsellors, trainers and facilitators) were also important challenges.

e The fourth challenge area identified by both groups was accessibility. This included
poor infrastructure and difficulty accessing services and the right tools in terms
of location, cost, technology and digitalisation. It also included poor financial
resources for private diagnosis and language and cultural training. This all supports
the idea that resources should be freely available to everyone, not just the
unemployed.

Career counsellors, trainers and facilitators identified three further key challenges:

e Difficulty keeping up with labour market trends and job demands.
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e Job seekers may find it difficult to keep up with changing laws, meaning they may
not know what to do or simply forget to inform the authorities about their
employment situation.

e There are also individuals with unrealistic career goals. For example, young
graduates aiming for high-level positions.

Job seekers and individuals at career Career counsellors, trainers and facilitators
crossroads

1) Lack of tailored advice (29%) 1) Individuals face personal barriers (29%)
2) Limited information or outdated 2) Limited time to provide personalised
resources (26%) support (21%)

3) Insufficient follow-up or support (24%) | 3) Individuals lack clarity about their career

Is (20%
4) Difficulty accessing services (e.g. goals (20%)

location, cost, technology), (20%) 4) Difficulty keeping up with labour market
trends and job demands (15%)

5) Limited availability of up-to-date career
tools and resources (11%)

Besides challenges, according to career counsellors, trainers and facilitators the biggest
obstacles to effectively support individuals in career transition were: Mismatch between
job seeker expectations and labour market realities at 33%, difficulty engaging individuals
in career development activities (23%), lack of follow-up or long-term support after initial
guidance, and limited financial resources for additional training programs, both at 24%.
Other issues mentioned included lack of faith, reluctance to learn and fear of change,
employers' reluctance to hire career changers while looking into the past, and too few
career guidance resources available.

Groups that were particularly difficult to support in career transitions included: people
with health issues, other conditions and intellectual disabilities, migrants (especially those
who had recently arrived), international students and researchers (particularly those from
outside the EU), women, ethnic minorities, young people in general, but especially those
at risk of social exclusion, without work experience and long-term unemployed, people
over 55 with outdated skills and competences, the elderly, all long-term unemployed,
people at high risk and receiving social assistance (for example, those. with substance
addiction issues, a prison sentence or housing problems); people without vocational
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training or qualifications, professionally inactive people, and those working in low-paid
jobs who lack motivation.

The vast majority of responding career counsellors, trainers and facilitators (91%) had
experience of working with vulnerable groups; in Finland all the respondents. The main
challenges commonly encountered in working with vulnerable groups were language
barriers (36%), limited education or qualifications (25%), lack of digital skills (18%) and
cultural differences (13%). Other challenges mentioned were:

¢ Personal issues: Health and mental health issues, neurodiversity, disability, low self-
esteem due to long-term unemployment, career change challenges, fear of making
decisions and choices, and in some cases lack of motivation to work and negative
attitudes.

¢ Infrastructure: Lack of accessible tools and insufficient training for counsellors.

e Specific to migrants: poor language skills, understanding the local laws and
services, and the attitudes of the surrounding society.

Aspects lacking in career and skill development services

There were differences between job seekers and individuals at career crossroads, and
career counsellors, trainers and facilitators in the idea what was lacking from career and
skill development services.

While job seekers and individuals at career crossroads mostly missed concrete support
for career access and relevant skill development (such as access to job opportunities,
awareness of career paths, personalised guidance), career counsellors, trainers and
facilitators were focussing on follow-up support, personalisation of services and
accessibility issues (for disabled and individuals with limited digital skills).

Career counsellors, trainers and facilitators also found essential integration of up-to-date
labour market data, and more efficient networks, support for job seekers and training
as well. Job seekers and individuals at career crossroads, to some extent, ongoing support
during training, including follow-up activities. Career counsellors hoped for more efficient
networks, support and training as well.

Job seekers and individuals at career crossroads were additionally missing:

e Information: On training, contacts, support and regional/local resources, and clarity
on the training offer and the labour market and changing industries.

e Training: Customised training, career coaching, a wider range of consulting,
services, accessible tools, e-resources and apps, learning local language, and
better connections between different levels of training and organisers.
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e Support: Psychological support, legal and financial advice, implementation and

monitoring of stages leading to employment, the possibility of visiting

workplaces, and support and information for people running their own business.

o Verification of competences and suitability, but not electronically.

Job seekers and individuals at career
crossroads

Career counsellors, trainers and facilitators

1) Access to job opportunities (25%)
2) Personalised guidance (20%)

3) Awareness of diverse career paths
(19%)

4) Relevant training for skills
development (18%)

5) Ongoing support (e.g. follow-ups) (1%)

1) Follow-up support for individuals (24%)
2) Personalisation of services (21%)

3) Accessibility for people with disabilities
(19%)

4 and 5) Integration of up-to-date labour
market data (17%) and Accessibility for
people with limited digital skills (17%).

A holistic approach for career and skill development services and training

To effectively support job seekers and individuals at career crossroads and deliver career
and skill
consideration, as identified by career counsellors, trainers and facilitators.

development services four different dimensions should be taken into

1. Job seekers and career changers

More training and career coaching of

sufficient duration, support, long-term

monitoring and personal coaching.
Personalisation and psychological support

are also needed.

Increased awareness, motivation and
courage to use and participate in different

forms of support.

3. People helping job seekers and career
changers (career counsellors, etc))

More training in general and on tools and
methods with instructions, cultural issues,
and work time to support job seekers.

Career

2. Materials and training

Common and customised materials and
training that are easily available and easy
to use, free of charge and accessible.

Plenty of guidance for vulnerable groups.

Access to supportive networks and
communities, and resources.
Worklife and workplace oriented

customised training with self-knowledge.

4. Society

Cooperation between different parties

and stakeholders, including social

assistance system to provide more holistic
and streamlined client support paths, and
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Skills to support vulnerable groups and more support for trainers and career
perform a preference, competence and counsellors are needed.
needs diagnosis.

The desired and recommended type of training and service to support career and skill
development

According to job seekers and individuals at career crossroads training should be based
on individual needs and approach with customisable and personalised itineraries, and
there should be a contact with an advisor. It should be accessible physically and
financially, user-friendly, practical, engaging, flexible, adaptable to different profiles and
career goals, have useful resources, and always updated. The content should not be
excessive, but provide concise, actionable steps that are easily understood and tailored
to individual needs. Information about when and where training is organised should be
easily available in a professional manner.

According to them, employment training should support on-the-job training, help
obtaining a job, or at least an internship, and training should be organised also in relation
to demands of specific jobs.

Contact, advise and ongoing support with regular and personalised meetings and follow-
up should be well-organised. This could be based, for instance on, individual aspirations
or backgrounds. Individuals should be introduced to the working world. Equal
opportunities should be provided to migrants, and training should be a mediator between
migrants and businesses.

Career counsellors, trainers and facilitators agreed with job seekers and individuals at
career crossroads on the service and training to support career and skills identification
and development. They also emphasised the importance of free training, psychological
support and empowerment, developing self-knowledge and expressing one's skills,
considering the social needs of job seekers and the need for personalised support.

Career counsellors, trainers and facilitators reminded that vulnerable groups require
plenty of guidance and support at different stages, their social needs, and adaptation of
tools and materials to their different needs. The need for personalised guidance, learning
and materials is highlighted with vulnerable groups. For instance, linguistic and cultural
adaptation is not beneficial only for migrants. Language learning is essential for migrants.

Three more points were highlighted by career counsellors, trainers and facilitators. Firstly,
career guidance should be part of different services beyond job application process.
Secondly, creating connections with real opportunities (jobs, internships, training) is
important. And lastly, it is to remember that some subjects may have difficulties accessing
digital services.
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3.2 Topics of training

Benchmarking of methodologies and good practices revealed a vast and holistic range
of topic for training offer for career and skills recognition and development in Europe,
covering a variety of areas from CV writing, labour market information to language

training and skills recognition for different groups of learners. These included such as:

Topic area

Description

Career support and
guidance for
employability and
career continuity,
including
educational

interests.

For example, help identify professional and educational

interests, online self-assessment and planning tools, training,
long-term and structured support with interventions, individual
and personalised counselling, workshops, employment guidance
and career development, providing career awareness and
transition support, consultations and

expert-led career

management skills, creating a for the future and goal setting.

Discovery of self

and of own

potential

Developing self-awareness, self-reflection and the ability to
articulate and evaluate.

skills,
aspirations, interests, character and personal value, for examples

Finding own strengths, knowledge, competences,
by using personal experiences. For example, the Balance of
Competences Method is used to assess and identify an
individual's competences for various life and career situations. It
offers a flexible approach to understanding an individual's
capabilities, from skills identification to achieving specific job or

promotion goals.

Empowerment and
motivation

Personal growth and goal setting. Enhancing motivation,
empowerment, behaviour change, and taking ownership of own

development.

Helping to overcome ambivalence and uncertainties and build
confidence in career decision-making.

Skill
bridging skill gaps

development,

and language

training

skills,
methods, such as drawing on real-life experiences and narratives.

Identifying characteristics and talents using various

Developing and validating skills and key competencies, and
bridging skills gaps in different situations, such as in practical
training, job placements. Acquiring new professional experience,
leveraging existing resources, language learning, and developing
non-cognitive skills.
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Bridging the gap
between education
and labour markets

Bridging the gap between education and labour markets through
practical training, learning through practice, job placements,
acquiring experience, labour market information and essential
contacts.

Facilitating social
integration and
supporting

vulnerable groups

People with disabilities, marginalised people, young people
entering the labour market, young people not in employment,
education or training (NEETs), professionals over 50 years old,
the homeless, victims of violence, prisoners, addicts, and other
people in vulnerable positions at risk of social exclusion.

This could include enhancing accessibility, offering psychomotor
education and adjusted physical activities, and providing
support services for learning disabilities.

Psychological and | Combining therapeutic, vocational, and social support.

social support

Tools for job | Providing tools and training, for example, CV, portfolio and job
seekers search training including interview training.

Entrepreneurship

Training on social entrepreneurship.

Developing career
counselling.

Enhancing the effectiveness of career counselling by combining
traditional guidance with coaching and digital tools and
improving career counselling competencies.

Complementing advisory roles serves to enhance services and
reach a broader audience, without replacing personal
relationships with clients (for example, job seekers).

The topics and learning areas of career and skill development services and training that
job seekers and individuals at career crossroads found essential and interesting (needs
and wishes) covered the same topic areas as those identified through benchmarking.
However, the content often had narrower coverage, focusing solely on career aspects.
Overall, they wanted career and skill development services to provide support for on-
the-job training and help with finding employment or internships. According to them
training should also be organised in relation to the demands of specific jobs.

Training should be holistic and cover a wide range of areas, including mentoring or
coaching (23%), networking opportunities (21%), skill-building workshops (19%), access to
job postings and career fairs 19%, and digital or technical training (16%).
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The table below shows all the ideas and wishes for career and skill development services
and training by job seekers and individuals at career crossroads.

Topic area

Description

Career support and
guidance for
employability and
career continuity,
including
educational

interests.

For example, career pathways and planning, identify own
career, educational aspirations and opportunities, understand
own opportunities, adjust one’s abilities to markets, and shifting
from possibilities to jobs.

Counselling, mentoring, coaching and guidance on career choices
and information on labour market and changing industries.

Discovery of self
of
potential

and own

Identifying interests, strengths and weaknesses, and ways to
improve weaknesses.

Empowerment and
motivation

Strengthening self-confidence and develop one’s full potential.

Skill development,
bridging skill gaps
and language

training

Skill training and workshops, develop technical (generic and
career-specific) and soft skills, e.g. time management, problem-
solving, teamwork, leadership skills communication and effective
communication strategies, and knowledge and skills essential for
one’s career and qualifications. Training in digital and technical

skills, computer skills and new technologies.

Sectoral knowledge, trends and skills to stay up updated and
relevant, and useful things for everyday work life.

Bridging the gap
between education
and labour markets

Hands-on mentoring, also combined with access to real-world
industry professionals and industry connections, to provide
continuous guidance, work trials, internships especially for

international people, and help in retraining.

Job and industry-specific training, connect training with real job
opportunities, eg. access to job placement services and

employment fairs, and possibility to visit workplaces.

Networking with industry professionals, active help in

establishing contacts and meeting people.
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Workplace culture and work delivery related things: for instance,
how to contribute better to organisation’s goals.

Facilitating social
integration and
supporting

vulnerable groups

Language skills and related laws for career.

Psychological and

social support

Mental support and mentoring to maintain the mindset of
searching for a job.

Tools for job

seekers

For example, job search skills, advice, insights and ideas to reach
a new career, job search mindset, job opportunities, CV writing,
and elevator speech training (about oneself or one’s skills). Real-
world case studies, best practices understanding, networking
opportunities and job shadowing programs e.g. to help in making

informed career decisions.

Trained professionals with expertise in specific career areas.

Access to job postings and career fairs 19%

Entrepreneurship

Business training: Information on running a business, legal and
financial advice.

Networking opportunities (21%)

Studies

Courses to obtain points in the competitive exams.

Needs and wishes by demographic group

Specific desires for career and skills training were identified among different demographic

groups representing job seekers and individuals in vulnerable positions at career

crossroads.

Young people

to progress.

feedback.

o Career exploration and guidance: Mentoring and networking opportunities to
understand career options. Clear information on potential career paths and how

o Skill recognition and development: Support in identifying one’s own strengths
and transferable skills. Access to self-assessment tools and personalised

Career
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e Practical experience: Internships, job shadowing, and industry events to gain
real-world exposure.

o Digital competence: Interest in modern tools, digital training platforms, and online
learning.

e Support with CV and job search: Help with crafting CVs, preparing elevator
pitches, and understanding workplace expectations.

e Ready-to-use guides and practical tools: Templates, simulations, and case
studies to understand technical and soft skill requirements.

o Ganmified and engaging training formats to make learning more attractive.

e Opportunities for information exchange and peer support networks.

Older people

o Upskilling and reskilling: Digital and technical skills training to remain competitive
in the job market.

o Competency mapping: Personalised help to validate existing experience and repurpose
skills for new careers.

e Ready-to-use guides and practical tools: templates, simulations, and case studies
to understand technical and soft skill requirements.

o Ganmified and engaging training formats to make learning more attractive.

e Opportunities for information exchange and peer support networks.

Immigrants

e Language and legal support: Training in local languages and understanding legal
frameworks related to work.

o Recognition of skills: Help in identifying, validating, and communicating skills
from previous jobs or education abroad.

+ Navigating services: Guidance on how to access national employment services,
career counselling, and job search platforms.

e Cultural integration: Support in understanding local work culture and workplace

norms.

e Mentoring: Role models and mentors who can offer guidance and help build local
networks.

e Access to labour market information, including in their native or accessible
languages.
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People with lower educational backgrounds

o Basic digital literacy: Training in using online job platforms, writing applications,
and other foundational tech skills.

e Vocational upskilling: Hands-on training aligned with job market needs and real
employment opportunities.

o Simplified and accessible guidance: Career information delivered in clear,
understandable language with easy-to-use tools.

e Use of practical and engaging learning methods such as workshops, simulations,
and gamification.

e Support in developing decision-making skills and building confidence to pursue
new opportunities.

Unemployed or career changers

e Job placement support: Active help in finding job opportunities, matching skills
with vacancies, and navigating job fairs.

e Motivation and confidence building: Mental and emotional support during the
uncertainty of job seeking.

¢ Retraining and career planning: Help to make informed decisions about career
changes and access relevant training opportunities.

e Psychological support: Rebuilding confidence, especially after long career
breaks.

e Personalised career coaching: One-on-one coaching to help with career
transitions and goal setting.

e Structured re-entry programmes: Support for returning to work, including
guidance on adapting to modern work cultures and practices.

e Networking opportunities with peers and professionals in similar situations.

Based on each demographic group’s answers, young people particularly seek
opportunities for skill recognition, practical work experience, and networking to enter the
labour market, while older workers prioritise upskilling, confidence-building, and
structured re-entry programmes. Migrants highlight the importance of language training,
cultural integration support, and recognition of prior skills. People with lower educational
backgrounds often require basic digital literacy and vocational upskilling to improve
employability.
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Career counsellors, trainers and facilitators

The table below presents the suggestions of career counsellors, trainers and facilitators

for career and skill identification and training. These were collected from a variety of

responses they provided during the surveys.

Topic area

Description

Career support and
guidance for
employability and
career continuity,
including
educational

interests.

For example, supportive work adaptation programmes (coaching
and mentoring), mentoring programmes also for vulnerable
groups, continuous monitoring and support, personal sparring,
personal guidance and meetings, the possibility to personalise
learning, planning and designing a long-term career paths,
follow-up activities, monitoring own progress, automated
reminders and tips, guidance on educational opportunities, self-
development and personal development plans that include skills,
values, needs and situations and

abilities, interests,

circumstances.

Discovery of self

and of own

potential

Identifying own skills, capacities and areas of development from

personal and career perspective. Suggestions for self-

development and planning, and the possibility of creating a
competency profile.

Empowerment and
motivation

Psychological support, empowerment and developing decision-
making skills.

Skill
bridging skill gaps

development,

and language

training

Skill training and workshops in different areas (soft and hard skills)
including digital, decision-making, linguistic and adaptation skills.
Skills assessment, linking skills to labour market needs, a
combination of career and personal assessment with tips e.g. for
self-development and planning a career path based on resources,
competency profile creation, programmes to enhance
professional qualifications and certifications, linking skills to

labour markets, and knowledge of skills for work

Bridging the gap
between education
and labour markets

Hands-on mentoring, practical training, follow-up, and examples
of good practices, and a guide on how to pursue a career.

Support programs during labour market integration and

mentoring for vulnerable groups.
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Access to supportive networks and communities, including
employer networks, and collaboration with businesses for job
opportunities.

Facilitating social
integration and
supporting

vulnerable groups

Language skills for migrants, and linguistic and cultural
adaptation for different vulnerable groups.

Possibilities for information exchange and networking with
others in the same situation.

Psychological and

social support

Psychological support and empowerment, taking into account
social needs and networking with others in the same situations.

Tools for job

seekers

For example, career guidance, job search services including
applying for a job or writing a CV, case studies, employment
coaching, information on new careers, labour markets and
changes in the labour market., information on current labour
situations, skills that improve employability, occupational and
career possibilities for vulnerable people, and connecting with

real opportunities (jobs, internships, training) and employers.

Collaboration

Better collaboration between different stakeholders.
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3.3 Skill identification and development

When people at career crossroads were asked if the career and skill development
services they had used had helped them to identify their own skills and strengths, slightly
more than half of the respondents (56%) said they had not found them helpful, while 44%
said they had. For example, the respondents in Finland reported that career and skill
development services had been especially useful for identifying skills and strengths in
general, as well as job search skills, and language and cultural skills/knowledge had been
useful for migrants. Training had also helped to increase self-awareness and observe one's
own personality and temperament, leading to the realisation that one is a decent person
who can achieve more. Consequently, a greater understanding of one’s career was
reported, covering career paths, personal aspirations and academic studying and learning
as an adult. Respondents also reported an increased knowledge of their desired field of
work. They also found that the services had helped them to create new networks and
find jobs.

According to career counsellors, trainers and educators the most common challenges
encountered when helping individuals identify their skills and competencies were
individuals struggling to recognise their own strengths (34%); individuals requiring
additional training or upskilling (25%); skills not matching the needs of the current labour
market (22%); and a lack of effective skills assessment tools (14%).

Such issues were also reported as a mismatch between individuals’ skills and
labour-market needs, low self-confidence, limited awareness of one’s own potential,
reluctance or fear to recognise personal skills and competences, poor proficiency in the
language of the region of residence, as well as finding work-related skills and
competences challenging.

When observing the responses of both groups, it appears that the first step is to
recognise one's own skills, strengths and personal traits. In the context of skills training
methods, people at career crossroads said that they wanted to know first what they are
good at. With such knowledge it is easier to understand if own skills match with current
labour market needs, and if additional training is needed. Effective method and tools are
essential for self-awareness and skills identification. Also a tool called Balance of
Competences (https://mbk.ibe.edupl/) was as an interesting tool to look for skill

identification and assessment (downloadable materials in English
https://mbk.ibe.edu.pl/do-pobrania/).

The preferred ways of people at career crossroads to learn about already existing skills
and how to develop them were:
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In practice: This includes real-world working environments and projects,
internships, practical work, job-shadowing, long-term experience, and industry
networking events.

Self-discovery and assessment: Self-assessment, mental maps, practical
experiences, self-reflection, reviewing past experiences, and identifying patterns
in tasks or projects where one excels, as well as areas of interest.

Test and skill assessment tests, questionnaires and surveys.

With the help of another person. Seeking feedback and advice from mentors,
colleagues, clients, employers and teachers can provide insights into areas of
strength and how to apply skills effectively in different settings. Personalised,
constructive feedback and direct contact with experts and mentors were
preferred. Individualisation was appreciated.

Career guidance tools and practical workshops.

Training, education and qualifications, including personal training and continuous
learning, for example, through online courses, seminars (also personalised),
workshops, hands-on practice and a vocational training programme.

A digital training course, platforms and online tools: These could include
interactive learning modules and case studies, for example. Applications and
artificial Intelligence could also be valuable for continuous self-improvement.

Setting personal development goals can help improve and grow over time.
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3.4 Pedagogical Approaches

Pedagogical approaches were identified through benchmarking and surveys with career
counsellors, trainers and facilitators, and job seekers and individuals at career crossroads.
These are divided into seven main themes, beginning with the core delivery approaches
and moving on to other educational methods common to the benchmarking and surveys.
These are followed by additional ideas that emerged.

There were strong similarities between the results of the three investigations. The
differences lay in occasional nuances and viewpoints, as well as in aspects that
supplemented the other groups' findings.

Core delivery approaches

The pedagogical approaches identified through benchmarking included self-directed, for
instance on digital platforms, personalised learning, and personal development
approaches, and collaborative learning approaches, such as peer learning, workshops
and collaborative projects, and participatory action research. Mentoring, counselling and
coaching individuals and groups were also used.

Job seekers and individuals at career crossroads also preferred both self-directed and
collaborative learning approaches, including workshops, seminars, mentorship and
coaching. They valued the flexibility and personalisation of the training, as well as the
opportunity to receive feedback and advice from mentors, peers, employers and trainers.
Support from peers and others was a common theme in the responses of those at career
crossroads. Personalised, constructive feedback and direct contact with experts and
mentors were particularly valued.

Career counsellors, trainers and facilitators suggested the same core delivery approaches
that were identified in the benchmarking: self-directed, personalised learning, personal
development approaches, and collaborative learning approaches, including peer
learning. They also recommended individual and group counselling, mentoring and
coaching. They highlighted the importance of continuous support and follow-up, paying
particular attention to guidance for vulnerable groups, human contact, the possibility to
share thoughts between peers and people with similar experiences and allocating more
time for personal guidance and guidance in general.

Observation and discovery

The benchmarked good practices and methodologies used observation and discovery,
including narrative-based approaches such as letters to oneself, narration, personal
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stories and experiences, journaling and storytelling, reflection and analysis such as self-
reflection, introspective learning and reflective dialogue, and motivational interviews.

Job seekers and individuals at career crossroads preferred different self-discovery
methods. These included such as self-assessment, mental maps, practical experience, self-
reflection, skills assessment tests, reviewing past experiences and feedback from others,
and identifying moments of success and topics of interest.

Career counsellors, trainers and facilitators emphasised the importance of identifying
one's own skills, capacities and interests. Few methods were provided for this, except
self-assessment and a comprehensive assessment of skills and capabilities. However, they
suggested taking this further to achieve tangible and useful outcomes, such as creating
competency profiles based on the findings. They also recommended combining career
and personal assessments.

Practice-oriented approaches

Practice-oriented approaches, such as competency-based learning and experiential,
practical and inclusive learning, internships, work placements, job simulations and role-
playing were used in the benchmarked cases. For instance, internships could be combined
with psychological readiness and technical competency training.

Job seekers and individuals at career crossroads also preferred practice-oriented
approaches. These included hands-on workshops and exercises, exposure to the working
environment, internships, job shadowing and industry networking events.

Career counsellors, trainers and facilitators supported various practice-oriented
approaches, such as practical training, good practices, and support actions during labour
market integration.

Structuring approaches

The benchmarking helped to identify approaches to structuring learning, decision-making
and competencies, such as comprehensive frameworks, microlearning and structured
decision-making frameworks, as well as assessment.

Job seekers and individuals at career crossroads and career counsellors, trainers and
facilitators identified such structuring practices as tests, assessments, questionnaires and
surveys. Career counsellors also suggested decision-making skills for individuals at career
crossroads to learn.

Holistic and human and creativity-based learning approaches
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The benchmarking revealed holistic and human and creativity-based learning approaches
such as constructivism, emotionally engaging approach, family involvement and
community participation to create a holistic support system, gender equality, designerly
thinking-based solutions and visual and illustrative methods, for example using visual
tools, templates, sticky-notes, cards to discover, organise information, understand and
learn, and therapeutic support.

Job seekers and individuals at career crossroads only identified a need for psychological
support and a desire for a more human-centred, accessible and targeted approach to
training.

Career counsellors, trainers and facilitators identified five essential areas of focus.
These are psychological support, empowerment, additional support for vulnerable
individuals, continuous support, monitoring and counselling, and follow-up activities. They
also emphasised the importance of human contact and personal meetings.

Digital and interactive tools and gamification

The benchmarked practices involved the use of a variety of digital solutions in training,
with less focus on Al

Job seekers and individuals at career crossroads included digitalisation into potential
pedagogical approaches. It was regarded to be able to provide easier access to materials
and training, greater flexibility, lower training costs, and online resources and apps. The
use of Al was preferred to be limited to specific areas and functions.

Career counsellors, trainers and facilitators also recognised the potential of digitalisation
as a supplement to training and a tool to support learning. However, they noted that not
everyone has equal access to digital tools and that Al should only be used as a tool.

Comprehensive programmes

In addition, the benchmarked cases revealed that comprehensive programmes integrated
various methods, such as activation, professional training, experiential learning, practical
skill application, work samples and mentorship. Career counsellors, trainers and facilitators
supported the idea of holistic and comprehensive programmes, but only if they were
tailored to the learners’ needs.

Job seekers and individuals at career crossroads suggested a combination of theoretical
and practical training and experience in professional life. Real-world training aspects, such
as internships, could help bridge the gap between theory and work performance.

Networking
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Both groups — job seekers and individuals at a career crossroads, as well as career

counsellors, trainers and facilitators — emphasised the importance of networking for

learning. This could involve networking with peers or representatives of working life, for

example.

The table below summarises the identified pedagogical approaches.

and coaching

counselling and
coaching widely
used.

Pedagogical What Exists | What is Experienced, | Gaps Opportunities
Approach (Benchmarking) Needed and Wished
(Surveys)
Self-directed | Digital platforms, A preference for Provide tailored
and personalised flexible, self-directed self-directed
personalised | learning paths, approaches, but a need | learning with
learning personal for more time and stronger links to
development tools. resources, as well as individual career
personalised plans and coaching.
development plans that
reflect individual values,
needs and
circumstances.
Collaborative | Peer learning, A preference for Strengthen
learning workshops, workshops, seminars, collaborative,
collaborative mentorship, peer peer-to-peer
projects, support, networking. learning networks,
participatory action | human contact and including
research. opportunities to structured
exchange experiences | mentoring.
with others in similar
situations.
Mentoring, One-to-one and Strong demand for Build sustainable
counselling group mentoring, mentorship, mentorship

personalised guidance,
and follow-up, with
emphasis on continuous
monitoring and long-
term support (short-,
medium-, long-term).

systems with
monitoring tools
and structured
support.
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Observation
and discovery

Narrative-based
approaches: letters

Preference for self-
assessment, mental

Combine
structured

methods to self, storytelling, maps, reflective reflection tools
journaling; reflective | exercises, reviewing with accessible
dialogue; past experiences, plus self-discovery and
motivational feedback from mentors, | feedback
interviewing. colleagues, clients, or mechanisms.
employers.
Practice- Competency-based | People prefer hands-on | Strengthen
oriented learning, workshops, exposure to | practical, job-
learning experiential real workplaces, job linked training and
learning, internships, | shadowing, industry bridge gaps
job simulations, role- | networking, and real- between theory
playing, inclusive world case studies. and practice.
learning.
Structured Comprehensive Participants identified Opportunity to
approaches frameworks, micro- tests, assessments, Create integrated
learning, structured | questionnaires, and assessment
decision-making, wished for combined packages (career
assessments, career and personal and personal).
surveys. assessments with
competence profiles,
self-development tips,
and planning tools.
Holistic and | Constructivist, Participants mentioned | Provide inclusive,
creativity- human-centred, psychological support, | human-centred
based emotionally human-centred pedagogies
approaches engaging methods; | approaches, personal | integrating
Designerly Thinking; | meetings, and | therapeutic and
visual tools | accessibility for | creative methods.
(templates, cards, | vulnerable groups.
sticky notes).
Digital and | Digital training People emphasised Develop Al-
interactive platforms, flexibility, affordability, | enhanced,
tools gamification, Al and digital access, plus | gamified learning
tools, online interest in Al-based tools with
resources and apps. | assistants (e.g, interactive
reminders, feedback). feedback.
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and counselling, regular
labour market updates,
access to ready-to-use
guides, and clear
information about skills
for employability and
professions (including
disability-sensitive
guidance).

Integrated Combined methods: | Preference for blended | Create hybrid

programmes activation, approaches combining models that
professional training, | theory and practice, integrate digital,
experiential internships, and job- experiential, and
learning, linked experiences. mentorship-based
mentorship, skill methods.
application.

Other needs Continuous Broaden

(cross-cutting) psychological support pedagogical

approaches to
include career
information,
psychological
support, and
labour market
coaching as part of
training delivery.
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3.5 Delivery of training

Benchmarking of good practices and methodologies revealed three main approaches to
delivering training: trainer-led group sessions, individual approaches, and combinations
of the two. The choice of delivery method was influenced by the purpose of the training
and the needs of the learners.

1. Trainer-led group sessions and workshops on topics requiring structured
coaching, support, expertise, face-to-face interaction, and collaborative
engagement. These included peer learning, self-discovery through peer reflection,
interactive skill-building, giving and receiving feedback, self-presentation,
networking, fostering a sense of community, developing social skills, and enhancing
the adaptability of participants. The duration of the training depended on the
group and its purpose. It could be structured over weeks or months or conducted
periodically. Trainers also functioned as facilitators.

2. An individual approach is generally flexible and independent of time, allowing for
self-directed learning. It can be divided into:

a. Individual learning, which allows working at own pace, for example, online,
or on tasks requiring self-reflection and personalised career planning.

b. Individual counselling, guidance and support tailored to each person's
unique needs addressing career and other concerns, and long-term
mentoring programmes. A safe and comfortable space is important,
especially for vulnerable groups.

3. Blended learning, which combines group sessions with an individual approach to
provide comprehensive support and accessibility. This approach is particularly
beneficial for diverse groups at different stages in their careers with a variety of
learning needs.

Digitalisation was used to support learning, for example, by providing materials online.

When asked about their preferred training delivery options, job seekers and individuals
at career crossroads listed methods that could be categorised as individual, group or
blended training. These methods could complement each other. These included
customised career coaching and mentorship with professionals and consultants, individual
monitoring, guidance and development, learning through dialogue and seminars, courses
combining theory and practice, practical training and work trials. The most popular
training method was customised training with follow-up measures based on individual
needs, aspirations and background. Respondents were also positive about the integration
of digitalisation, provided that it was user-friendly.

Individuals in vulnerable positions
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Individuals in vulnerable positions had additional needs impacting training delivery and
the overall training delivery approaches. These included a need for more personalised
counselling (30%), training in digital skills (21%), access to multilingual resources and
information on support services for disabled people, both at 17%, and support for
transportation or childcare (8%). Other identified areas of support were:

e People level: Psychological support, and support for neurodiversity, and for
instance in prisons, detoxification and migrant reception centres, etc.

e Skills: Targeted presence-based language training (including own professional
vocabulary).

e Training: Increasing the number of counselling hours and the possibility of
participating in training programmes that respond to the labour market by utilising
social criteria. Material banks should be freely accessible and available from
anywhere.

e Counsellors: Professional preparation and tools for counselling vulnerable people,
and an assessment of service needs with support planned based on the results.

A table of identifies delivery methods.

What is
Experienced,
Needed and Wished
(Surveys — people in

What Exists
(Benchmarking)

Delivery
method

Gaps / Opportunities

career crossroads)

Trainer-led Structured sessions

group
sessions and

over weeks or
months; peer learning,

A preference for
group work,
workshops, seminars,

Good alignment on
group learning, but
gap in more practical,

platforms; useful for
self-reflection and
career planning.

personal guidance,
personalised
development plans,

workshops group discussions, and networking; engaging, and
role-plays, interactive | they also wish for industry-linked
skill-building, engaging techniques | exercises, including
networking, self- (e.g. interactive job shadowing and
presentation, social activities) and real- workplace visits.
skills, adaptability; life practice.
trainers act as
facilitators.

Individual Flexible, self-paced More time and Existing digital tools

learning training via digital resources for support self-learning

but lack deep
personalisation and
career-specific
guidance.
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and ready-to-use
guides.

Individual
counselling

Personalised
counselling and long-

A preference for
continuous

Gap in sustainable,
ongoing support

approaches; ensures
accessibility for
diverse groups with
different needs.

and term mentoring, monitoring and systems and
mentoring tailored to unique support (short-, integrated mental
needs; safe spaces medium-, and long- | health/mentoring
for vulnerable groups. | term), individual services.
coaching, and
psychological
support with follow-
up; interest in Al-
based reminders and
feedback by phone.
Blended Mix of group sessions | Participants did not Opportunity to design
learning and individual clearly separate flexible, hybrid

delivery types, but
preferred
customised, need-
based training with
a balance of theory
and practice,
supported by follow-
up measures.

models that integrate
theory, practice, and
individualised
mentoring with real-
world application.

Digitalisation
and
technology

Online materials, e-
learning modules,
gamification, Al tools
for guidance and
assessment.

Participants value
digital access for
flexibility, low cost,
and convenience,
but emphasise the
need for user-
friendly tools; they
also wish for Al-
based assistants to
support job search
and progress
tracking.

Enhance digital tools
with greater
accessibility,
personalisation, and
interactive features,
ensuring they are
simple and intuitive.
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Cross-cutting
support
elements

Benchmarking shows
counselling and
frameworks for
structured learning,
but less focus on
continuous
personalisation.

Information
exchange
opportunities, direct
human contact,
networking with
peers in similar
situations, and clear
labour market
information
(including for people
with disabilities).

Integrate peer
networks, employer
connections, and
tailored labour
market information
into delivery methods.
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3.6 Materials and Tools

The materials and tools identified through benchmarking provided and helped to process
information. These could be categorised into three types: traditional, non-traditional, and
human-centred. These tools and materials were digital and non-digital. They were
adaptable and chosen based on purpose, training approach, and the needs and learning
styles of the participants. Surveys revealed that most career counsellors, trainers and
facilitators adapted tools and methods according to the needs of learners, customers
and situations. 68% of respondents often adapted tools and methods, while 26,5% did so
occasionally. 5,5% did not adapt any tools.

The tools and materials identified through the benchmarking were:

e Career tools and materials: Personalised career development plans and maps,
career planning questionnaires, tools and templates such as worksheets, SWOT
analysis charts and assessment tools, decision-making frameworks, action plans,
e-portfolios, digital CV builders, job search platforms, job simulation activities,
vocabulary lists, and virtual and visual career tests. Al-powered platforms and
gamification were also employed.

e Psychometric assessment: SWOT analyses and personality tests were used to
promote self-awareness and support the creation of talent maps, analysis of career
suitability, determination of career predispositions, and structured decision-making.

e Classic training materials: These include guided discussions, coaching frameworks,
training manuals, visual guides, legal guides, counselling guides, workshop
brochures, internship documentation, workbooks, reflective exercise guides,
workshop activity sheets and downloadable documents such as PowerPoint
presentations and PDFs.

e Interviews and communication: Behavioural and motivational interviews, the OARS
framework (open-ended questions, affirming, reflective listening and summarising),
counselling interview scenarios. For example, to simulate real-life interactions,
reflective conversations, communication and self-presentation skills.

e Examples: Good practices and industry case studies.
¢ Videos: Training videos, inspirational videos, and other multimedia resources.
e Entrepreneurship: Social entrepreneurship toolkits.

¢ Non-traditional and human-centred tools: Storytelling, micro-narratives, personal
letters, competency cards, self-assessment tools, resource mapping, templates,
decision trees, interactive activity sheets, skill posters, roleplay, and Design
Thinking-based tools to enable a deeper self-discovery and support the
identification of personal traits, skills, competencies, qualifications, interests and
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aspirations, helping individuals to construct their own path. These were often
supported by markers, paper and sticky notes which helped people to discover,
organise, reflect on and visualise information, leading to new insights.

The career tools and materials used by the career counsellors, trainers and facilitators
were also primarily classic of nature. It appears that classic tools and methods formed the
basis for the application of more human-centred methods. The tools and methods used
were considered useful by 91% of respondents, with 70% rating them as good and 21%
as excellent. According to career counsellors, trainers and facilitators, the most effective
career and skills counselling tools and methods were those that could be adapted to
different contexts and people, clear, transparent, and easy to understand, involved
interactive activities, offered structured frameworks that could be adjusted to different
needs and used projective techniques to help individuals open up. Using a combination
of various tools was also recommended. It was emphasised that career counsellors must
have strong professional skills to use the tools and methods for different needs and
people.

Specific tools and methods mentioned by career counsellors, trainers and facilitators were:

¢ In-person workshops or seminars (28%) and project work.

¢ Online platforms (20%), tools, personality tests, career tests, training and didactic
games and internet resources for individual work, collaboration, commenting,
coaching tools, providing feedback, assessing service needs, testing learning
styles, identifying skills, personal traits and strengths, and determining service
paths. These included Linkedin, O*NET, CareerOneStop, Talent Vademecum, the
MBTI free personality test, the Holland test, the Kolb learning style test, the Career
portfolio and the Career Compass, which is a holistic method that considers
personality, Hyria: Resources for guidance specialists, evaluations of personal traits,
skills and character, and CREAR, a digital service needs assessment.

o Skills assessment tools (12%), career planning frameworks (8%), exercises,
platforms, diagnosis of professional interests, and testing tools. These tools map,
assess and plan skills, strengths, needs, professional interests and objectives
through discussion, questions, guidance and coaching, with or without Al.

¢ Personal discussions, guidance and support. This includes basic coaching and
guidance, personal counselling, establishing contact, discussions, individual career
planning, and advice and assistance with job searches. It also covers the
development of social competencies.

e Stories: Alumni stories and sector-specific stories.

The main challenges faced by career counsellors, trainers and facilitators faced when
using the tools and methods were a limited applicability of these to diverse individual
needs (39%), insufficient training on how to use the tools (26%), outdated resources or
information (23%) and complexity or difficulty of use them (8%). Old tools that did not
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meet current needs, as well as time-consuming paper-and-pencil tools, were also found
to be challenging.

According to career counsellors, trainers and facilitators, the least effective tools and
methods were general intelligence, competency and traditional career choice tests, long
vocational interest questionnaires, job boards, skills assessments and tools that were
strongly dependent on the target group or designed for self-help. Using outdated
materials or generic information was also not recommended, nor was having long breaks
between sessions.

The tools and methods that have been used to support vulnerable groups

According to some respondents, the current tools and methods were adequate for
vulnerable groups. One respondent said that the suitability of the tools and methods
depended more on coaching than on the tools themselves. However, many career
counsellors found that the current tools and methods did not adequately address the
needs of vulnerable groups. They concluded that these tools and methods were outdated
and required modification to meet the needs of vulnerable people. The tools were too
generic and complex, and there were too few of them. They did not connect users with
real opportunities. Users may have poor language and digital skills, as well as poor
understanding of how the national service system works.

The tools and methods used with vulnerable groups were largely the same as those used
in general. However, a greater focus on people orientation and practical assistance was
needed to provide stronger support. The variety of needs of vulnerable people influenced
the chosen methods, assistance and tools. The types of tools and methods used can be
divided into three groups: people-centred, activity-associated and practicality-oriented
tools and methods.

a) People-centred tools and methods were found to be highly useful when working
with vulnerable groups, as these enabled a more personal approach to topics and
issues, while also providing psychological support.

¢ Personalised approaches, guidance, interviews, individual counselling for job
search and career, consultation, coaching, face-to-face meetings, one-to-one
sparring with a career coach, structured interviews, mentoring, and customising
every intervention for individual needs and the nature of vulnerability.

e Group counselling, live seminars, and group social competence training.

e Group and peer support.

¢ In-person training in competences and social skills.

b) Activity and discovery tools
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e Career tools: Career map, SWOT analysis to encourage reflection, tests and
assessment tools such as predisposition test, Holland test, Strong Interest
Inventory or the Myers-Briggs Type Indicator (MBTI), CV preparation, career
planning framework, job boards, and MyWorkSearch.

¢ Self-discovery and indirect methods: Working with values, projective methods,
questionnaires on e.g. interests, need and value cards, games, e.g. on memory,
music, images, visuality and videos.

¢ Empowerment: Examples and experiences of others, and development of skills

for autonomy, emotional management, self-esteem, social skills, etc.

c) Practically oriented methods

e Service orientation: Service counselling and supported materials, and
compressed information, piecing together objectives, use of interpreters and
translation services, language support training programs, and even borrowing
own laptop for digital search.

e Skills: Language training, and training on digital skills and literacy, e.g. basic,
Internet access and job search tools, and IT counselling.

e Work experimenting, internships and job placements.

¢ Networking with organisations.

Programme examples: Simple language Career Assessment, GROW Model Coaching (Goal,
Reality Options, Will)., and DYPA programmes combining training and work. A coaching
programme specifically aimed at helping international talents and migrants and the long-
term unemployed.

Ideal career and skill development and counselling tools and methods according to
career counsellors, trainers and facilitators should be:

e Accessible and usable by all types of users. Everything should be easily available,
ideally in one place, and tools and materials should be easy to use, modern, valid
and reliable, visually pleasing and interesting, and with easy information retrieval.

e Language should be easy to understand, written in plain language, and the
materials should be available in multiple languages.

e Customisable and adaptable to different needs, goals, values, individual abilities,
circumstances, and types and preferences of users including vulnerable groups.

e Contents and purpose of tools for learners: It was recommended to use a
combination of tools. These tools should be motivating and effective. Suggested
tools include plain text, visualisation, charts, diagrams, multimedia presentations
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and videos. It should be possible to discuss the results of the tools used individually
together. Suggested topics for tool areas:

o Self-discovery: Self-knowledge, self-awareness and self-confidence, an
examination of personality and competencies, and the recognition of
interests, potential, strengths, weaknesses and suitability in relation to
careers.

o Skills: Soft skills and social and cultural competencies.

o Career and training: Tools to help people make and manage career choices,
connect them with jobs and training programmes, and help them develop
career paths in relation to the current labour markets.

o Job markets: Provide up-to-date information on the labour market,
professions, and the needs of businesses and financial resources.

The ideal tools and methods should also include a dictionary of professions, and additional
information to support trainers in helping individuals at career crossroads, including
emotional, psychological and social support. Additionally, career counsellors, trainers and
facilitators mentioned various digital tools.

It was mentioned that the Finnish government is currently trying to develop a combination
of Opintopolku (learning path), KOSKI-tietopalvelu (The Finnish National Board of
Education's national central integration service for study rights and achievements),
Tyomarkkinatori (a virtual meeting place for people and jobs), and different tools that
map skills and knowledge (e.g. the OVO test, but updated).
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3.7 Digitalisation and artificial intelligence (Al)

The forms of digitalisation identified through benchmarking were the internet,
gamification, Al, and virtual communication tools, including social media. These same tools
were also identified by career counsellors, trainers and facilitators, 81% of whom had used
digital tools in their training. Due to normalisation of digitalisation in working life, it is
possible that usual daily tools were not included in the responses.

The internet was used in versatile ways for multiple purposes, such as: (1) to enhance
accessibility, flexibility, security, personalisation, and to increase the effectiveness and
level of learning experience and engagement of career guidance services to meet the
needs of diverse participants. Online training is to supplement blended learning, and it
can also be used for pre-training preparation. (2) To provide courses, workshops, training,
and counselling, as well as related materials and information, such as tools, exercises,
career planning resources, self-assessment tools, career tests, career planning
dashboards, legal information, and training-related information. Digital assessment and
storytelling were also employed. (3) Digital CV and portfolio applications and templates,
such as Europass, job matching opportunities, career tests, and support throughout the
job application process, and offer real-time labour market insights. (4) Networking: tools
for networking, connecting with employers, and using social media.

Virtual communication tools, such as Zoom and social media, were used for workshops
and training, as well as for providing personalised career advice.

Artificial intelligence: Al was used less frequently in the selected benchmarked cases. It
was used for career matching, skill-gap analysis, automated coaching, assessment and
personalised career recommendations.

Career counsellors, trainers and facilitators used digitalisation in training and to support
learning in the ways identified through benchmarking. For example, they provided
materials online and ran courses. Digitalisation was also used to translate language for
migrant job seekers. Views on artificial intelligence were also positive. However, it was
recommended to use it as an assisting tool and not to overuse it. The surveys identified
the specific names of the tools used by career counsellors, trainers and facilitators.

Finland: Canva, JobTeaser, Moodle, Intranet databases within the educational institution,
16 personalities personality test, VIA test, HYRIA material for counsellors (career planning
skills development package 2024), ChatGPT and LinkedIn.

Spain: co-pilot, Mistral, ChatGPT, university platforms (e.g. Researchgate, WebCT.)),
agencias de colocacion, ETT, CANVAS, Canva, Drive, Symbaloo, platforms aimed at job
search, etc. Linkedin, Drive, Gmail, STO (Telematic Orientation Service), Employment
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portals, websites and companies and entities, electronic headquarters, online platforms,
Internet, WhatsApp, Zoom, and groups of social networks.

Greece: LinkedIn, Myers-Briggs Type Indicator (MBTI), Coursera, edX, Udemy, Pymetrics,
Jobscan”, Interests Questionnaires, Values Questionnaires, Linkedln Learning,
CareerExplorer and MyNextMove, 16Personalities (MBTIl-based), Linkedin Skills
Assessment, Skillshare and Pluralsight, Mock Interviews and Simulations, professional
interest tools, professional values tool, personality characteristics tool.

Poland: Digital tools were used, but it was not specified which ones.

Wishes and ideas how digitalisation could be used for career counselling

Job seekers and individuals at career crossroads viewed digitalisation as an opportunity.
They believed that it could provide greater flexibility and easier access to training in
terms of geography and time, as well as reducing training costs. Some also believed that
interactive training methods could make training more effective and engaging. Examples
of digitalisation they mentioned included digital training courses, platforms with
interactive learning modules and case studies, online resources and tools, and
applications and Al

Career counsellors, trainers and facilitators emphasised the importance of remembering
that not everyone has equal access to digitalisation, and that those who are already in a
vulnerable should not be put at a disadvantage as a result. Digitalisation should be easy
and user-friendly for everyone, regardless of the device used. It should support learning
from real-life experiences and help individuals reintegrate into the labour market.

The suggested interactive learning materials mainly consist of virtual platforms and Al. Al
could be used, for example, to assist with job searches and practising job interviews, as
well as for personalisation. In Finland, for instance, Al has already been taught the specifics
of the local labour market and the required skills. It is important to ensure that any Al
used is reliable and does not replace jobseekers’ own thought processes, but rather
supports them.

Gamification and virtual reality (VR) were also suggested, albeit to a much lesser extent.
These could be used to create interactive experiences and simulations of real work
environments, as well as career guidance platforms.

The main lessons learnt, opportunities and areas for improvement from the responses of
job seekers, individuals at career crossroads and career counsellors, trainers and
facilitators are summarised below.
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¢ The use of digitalisation to support the delivery including virtual meeting platforms
and applications.

o Easy-to-use accessibility: There is a strong focus on ensuring that digital tools are
simple and user-friendly, particularly for individuals with limited digital skills and
access. Assistance should be available for those who need it.

¢ Digitalisation should be used to enable personalisation and flexibility, for example
different career paths and interests.

¢ Digitalisation: online learning platforms, places to store materials and self-discovery
and information search tools, as well as online job search tools, including CV
platforms and job boards.

e Ethical use of Al: Professionals stressed that Al should not replace or overshadow
individuals, their competences and potential, but rather enhance communication
and guidance.

Responses from other sections of this guide also emphasised the importance of
digitalisation in providing personal support, primarily as a means of facilitating contact.
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3.8 Career Counsellors, Trainers and Facilitators

Career counsellors, trainers and facilitators also had wishes to better answer to the
training needs of job seekers and individuals at career crossroads. These were:

There should be more possibilities, time and resources to support job seekers and
individuals at a career crossroads. For example, access to new, updated, easy, user-
friendly, and accessible tools and methods, and more time for guidance in general and
for personal guidance.

More training and access to new, user-friendly, and accessible tools and methods, and
digital tools. It is suggested to have a broad knowledge of different tools, their use,
adaptation and potential.

Other topics that career counsellors wished to be covered in training included supporting
sensitive groups and long-term unemployed people, client motivation, personal
empowerment, behavioural psychology, labour markets, social resources, trends in career
counselling, IT, digital transformation, safety and Industry 4.0.

In order to support vulnerable groups, career counsellors, trainers and facilitators wished
for training in psychotherapeutic skills, active listening, patience and flexibility, mental
health support, emotional support, and social support. They also wished for repetition to
support learning and tools for diagnosing the preferences and competences of disabled
people.

A few career counsellors, trainers and facilitators also hope for authorisation to use
additional tests, and as ICF coaching certificate.
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4. Detected gap areas, opportunities, lessons learnt
and recommendations for the Career Compass
framework

This part presents the gap and opportunity areas identified during the benchmarking and
surveys. These turn into lessons learnt and recommendations for the development of the
Career Compass toolkit and training, and the user guides for job seekers and individuals
at career crossroads and career counsellors, trainers and facilitators.

Society and linkages: To provide more holistic and streamlined support paths for
jobseekers and people at career crossroads, cooperation between different parties and
stakeholders, including the social assistance system, was recommended. This support
would also benefit trainers and career counsellors. To ensure a broader reach and
inclusion, it was suggested that a nationwide, accessible Career Compass be developed
and connected to existing national practices, networks, educational systems, career
development courses, micro-credentials, practical work experiences, and other career
tools and platforms. These external resources could be made available to Career Compass
users via the website or user guides, complementing the platform. One suggested area
of external integration is job searching, for example job boards.

Accessibility: Respondents from both groups — job seekers, individuals at career
crossroads, career counsellors, trainers and facilitators — highlighted the importance of
accessible training materials. This encompasses various types of accessibility, including
geographic, financial, digital, temporal, user-friendliness, and linguistic. For example,
career training is currently focused on larger centres, which makes it difficult for those
outside these centres to participate. Online training would be more inclusive for people
in remote locations and those in vulnerable positions. There was also a desire for career
training and services to be made available to people who are not unemployed.

These findings therefore also support the idea of providing online training for
independent learning. However, the different levels of digitalisation must be taken into
consideration. The accessibility of the training platform and materials should also be
considered, bearing in mind issues such as visual impairment and neurodiversity. In terms
of accessibility, job seekers and individuals at career crossroads wanted clear information
about the training, its timing, how it would be delivered, and what it would cover.

Personalisation, adaptability and flexibility of the training and training materials: Current
one-size-fits-all training solutions with generic materials were considered to poorly meet
the needs of different user groups. Respondents in both groups — job seekers and
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individuals at career crossroads, as well as career counsellors, trainers, and facilitators —
expressed a strong preference for flexible content, materials, tools, approaches, and
delivery of training, that could be personalised and adapted according to an individual's
needs, and adapted to different profiles, and diverse career goals and paths. Personalised
advice and counselling were also preferred.

Practically oriented: Job seekers and individuals at career crossroads, and career
counsellors, trainers and facilitators all emphasised the importance of practical application
over theoretical content. Career guidance resources must provide users with immediate,
actionable strategies that they can implement in real-world contexts.

Practical specifications for training: Job seekers and individuals at career crossroads,
highlighted that training and coaching should be of sufficient duration and that materials
should always be up to date. The content should be engaging and concise, and provide
clear, actionable steps. Trainers, facilitators and counsellors also found outdated tools
difficult to use. This creates a need for tools and content that can be adapted over a long
period of time, including for new methods that arise.

Delivery of training. Three types of training delivery were identified through
benchmarking good practices and methodologies. These were trainer-led group sessions,
individual approaches, and a combination of the two. The choice of delivery method was
influenced by the purpose of the training and the learners’ needs. Job seekers and
individuals at career crossroads preferred training delivery options that could be
categorised as individual, group or blended training, and that could complement these
methods. The training delivery methods are described below.

e Trainer-led group sessions and workshops on topics requiring structured coaching,
support, expertise, face-to-face interaction and collaborative engagement.

e An individual approach is usually flexible and independent of time, enabling self-
directed learning. This can be divided into independent and self-directed learning
as well as individual counselling.

e Blended learning combines group sessions with an individual approach to provide
comprehensive support and accessibility.

Individual guidance was the preferred training delivery method for both trainers and
individuals at a career crossroads. However, the challenge of finding time for guidance
remains, as does the challenge of developing a way to provide fully personalised online
training for job seekers and individuals at career crossroads. All training materials should
support independent and group learning.

Mentoring, coaching, sparring, counselling support and psychological and other forms
of support: A notable discrepancy was identified between the level of support currently
available and what is required. There is currently a lack of tailored advice and resources,
and insufficient time is allocated for personalised support, follow-up and long-term
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support after initial guidance, as well as personal career diagnosis. However, there was a
desire for different forms of mentoring, counselling and support, especially at an
individual level. Individuals at career crossroads preferred personalised support that
extended beyond the training period including follow-up, for example, after gaining
employment. They also wanted expert-led consultations and direct contact with an
advisor or counsellor.

Job seekers and individuals at a career crossroads preferred psychological support, as
well as legal and financial advice and assistance with the stages leading to employment.
However, career counsellors, trainers and facilitators found psychological support and
empowerment important. There is therefore a gap in the training content that needs to
be filled: providing personal and psychological support, building self-awareness and self-
belief, and combining therapeutic, vocational and social support.

Counsellors, trainers and facilitators identified the following personal needs as requiring
support, lack of clarity regarding career goals and faith, uncertainty about oneself, low
self-esteem, personal barriers, fear of change, decision-making and choice, challenges
associated with career change, and in some cases, negative attitudes and reluctance to
learn. Other areas requiring attention included psychological support, motivation and
health issues.

Individuals in vulnerable positions were found to have additional needs that impacted
the delivery of training. According to career counsellors, trainers and facilitators, these
individuals require more personalised counselling at various stages, as well as training in
digital skills and access to resources in multiple languages. They also need information
about support for people with disabilities, social and psychological support, additional
material banks, help with transport and childcare, and knowledge about local systems,
services, culture and laws. Language skills are essential for migrants. It is recommended
that all vulnerable groups have access to a safe and comfortable space. Access to
supportive peer networks and communities is also recommended.

Community building and peer support: Both groups of respondents emphasised the
importance of peer learning and collaborative approaches. This suggests that successful
implementation could benefit from community building and mutual support mechanisms.

Digitalisation: The use of digitalisation, such as Internet virtual communication tools,
including social media, artificial intelligence and gamification, was positively received by
career counsellors, trainers and facilitators, and job seekers and individuals at career
crossroads. For instance, it was regarded to increase the personalisation, flexibility and
accessibility of training. However, career counsellors highlighted different digital skills and
accessibility levels of individuals, emphasising that digitalisation should not consequently
exclude anyone. They also emphasised that Al should remain a tool to support the
process, rather than replacing people and overshadowing learners.
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Pedagogical approaches: No gaps were revealed when the existing, recommended and
desired pedagogical approaches were compared. Preferred training delivery approaches
included self-learning, collaborative learning, observation and discovery, practice-
oriented approaches (including practical training), structured frameworks and testing,
holistic, human-centred and creativity-based learning, digital and interactive tools,
gamification, comprehensive programmes and networking. These approaches provide a
wide range of development opportunities for training.

Materials and tools: A wide range of tools and materials were identified covering classic
career tools, non-traditional and human-centred tools and materials. The tools and
materials were both digital and non-digital. According to career counsellors, trainers and
facilitators, the most effective tools and methods were adaptable to different contexts
and people; clear, involved interactive activities, and helped job seekers open. Using a
combination of various tools was also recommended. Challenges were faced with tools
with limited applicability, outdated tools and resources, difficult, insufficient training on
how to use tools and methods, and poorly usable tools. According to trainers, counsellors
and facilitators, the least effective tools were general intelligence and competency tests,
traditional career choice tests, long questionnaires, job boards, skill assessments and tools
that were strongly dependent on the target group or self-help tools. This suggests that
adaptable, time-agnostic tools and methods which benefit from new working practices
could be useful.

Skills identification: The identification of skills and strengths, upskilling, and the provision
of additional training were regarded as essential. Based on responses from job seekers
and individuals at career crossroads, the success of identifying one's own skills and
strengths depended on the tools and methods used. It was suggested that more narrative
and reflective tools would be helpful. The Balance of Competences method was also
identified as a useful tool.

Support for career counsellors, trainers and facilitators: The desired support would
involve allocating more time and resources to helping job seekers and individuals at
career crossroads and providing them with general and personal guidance. Access to
new, updated and user-friendly tools, materials and methods is also needed. Training on
these topics, and on specific topics such as supporting vulnerable groups, client
motivation, personal empowerment, behavioural psychology and labour markets, is also
highly desired.

Al and human-centredness: Careful consideration is needed regarding the use of Al in
relation to the main methodologies of the training platform and materials, as well as
designerly thinking and human-centred approaches. Visual templates and other design
materials can support the discovery process, as well as self-awareness, planning,
development and updates.
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Encouraging to take ownership of own professional journeys (Participatory Action
Research -PAR).

Topics for training: There were strong similarities between the existing training topics

(benchmarking) and the topics that were suggested as important in the surveys. For each

topic, planning is required for the online delivery, tools and methods, as well as for the

topic areas to be kept, added to, divided and left out.

The identified topics are:

1.

Career support and guidance for employability and career continuity, including
educational interests and counselling ideas.

Discovery of self and of own potential, especially self-awareness, self-reflection,
own interests, strengths, competences, values and characteristics.

Skill development, bridging skill gaps and language training, including skill
identification.

Empowerment and motivation including overcoming ambivalence and uncertainty,
strengthening self-confidence, encouraging personal growth and taking ownership
of one's own development.

Bridging the gap between education and the labour market, with activities ranging
from mentoring and networking to practical training and follow-up support.

Facilitating social integration and supporting vulnerable groups, for example by
providing migrants with language skills and enhancing accessibility.

Psychological and social support.

Tools for job seekers, including CV-writing applications, job boards, and labour
market trend analysis.

Entrepreneurship. This was only identified through benchmarking and mentioned
by job seekers and individuals at a career crossroads.

10. Studies: Courses to obtain points in the competitive exams.
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5. The final recommendations for the Career

Compass framework, toolkit and training

This section presents the final recommendations and opportunities that have arisen from

the identified gaps and lessons learnt during the development of the Career Compass

framework, toolkit and training. These are summarised in the table below.

Th Gap Areas Opportunities / Recommendations for
eme

Identified Lessons Learnt Career Compass
Society and Fragmented Stronger Develop a nationwide,

Linkages

cooperation
between
stakeholders,
limited
integration of
career services
with education
and labour
market systems.

partnerships
between
counsellors,
training providers,
social services,
and employers are
needed.

accessible Career
Compass linked to
national systems,
networks, courses,
micro-credentials, and
job boards. Provide
external resources via
the platform and user
guides.

External links could be
added, eg. to
employment services,
job boards, OERs and
complementing tools.

Accessibility

Limited
geographic
reach, training
offered mostly in
larger centres,
and barriers
related to cost,
language, digital
skills and
disabilities.

Online training and
inclusive materials
can extend reach.
Accessibility must
be holistic
(financial,
geographic,
linguistic, digital,
temporal).

Ensure online, inclusive,
multilingual and user-
friendly training
materials. Adapt
resources for visual
impairment,
neurodiversity, and
different digital skill

levels.

Personalisation
and Flexibility

One-size-fits-all

training fails to

Clients want
adaptable, flexible

Provide modular,
flexible content and
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Th Gap Areas Opportunities / Recommendations for
eme
Identified Lessons Learnt Career Compass
meet diverse content tailored to || allow for personalised
needs. Lack of career stage, counselling and
personalised goals, and adaptive tools.
guidance. challenges. Encourage co-creation
between counsellors and
users.
Practical Overemphasis on || Practical, concise, Prioritise practice-

Orientation

theory, outdated
tools and
resources, training
not always
actionable.

up-to-date training
with clear steps is
more effective.

oriented methods, real-
life cases, skill
application, and tools
that remain adaptable
over time.

Delivery

Limited time for
guidance, few
options for

Group, individual,
and blended
learning each

modes: workshops for
structured learning,

personalised have value. independent self-
support. learning, individual
counselling, and blended
approaches.
Support and Lack of follow-up, || Ongoing Integrate mentoring,

Mentoring

Training

long-term support,

psychological
assistance, and
personalised
career diagnosis.

mentoring and
follow-up increase
impact,
psychological and
social support are
critical.

coaching, counselling,
psychological support,
and follow-up
mechanisms beyond
initial training.

Offer multiple delivery

Vulnerable
Groups

Language barriers,

digital exclusion,
lack of tailored
resources for
disabilities or
migrants.

Inclusive practices
and targeted
support foster
integration.

Provide digital skills
training, multilingual
resources, material
banks, peer networks,
and safe learning spaces.
Tailor tools to specific

needs.
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‘Theme Gap Areas Opportunities / Recommendations for ‘
Identified Lessons Learnt Career Compass
Community and|| Peer networks Collaborative Encourage community
Peer Support underused in learning and peer || building, peer groups,
career guidance. mentoring and collaborative
strengthen projects within the
resilience and Career Compass
integration. framework.
Digitalisation Unequal digital Digital tools Use Al, VR, gamification,
and Al skills among users, || increase and digital platforms to
outdated tools, accessibility and support (not replace)
risk of replacing personalisation if counsellors. Ensure
human interaction. || well-designed. ethical, user-friendly,
and inclusive design.
Pedagogical Current methods Human-centred, Apply self-learning,
Approaches often generic and || holistic, practice- || collaborative, creativity-
heavily test-based.|| oriented and based, practice-oriented
creative and interactive methods.
approaches are Combine digital with
most effective. traditional tools.
Materials and Outdated, difficult || Best tools are Provide modern,
Tools to use, or not adaptable, interactive, adaptable,
adaptable. interactive, and and blended tools
Traditional tests engaging. (digital and non-digital).
often ineffective. Regularly update
resources.
Skills Job seekers Narrative, Include reflective and
Identification struggle to reflective methods || narrative skill-
articulate skills, (e.g., Balance of identification tools in the
reliance on Competences, ELD|| toolkit.
generic tools. Cards) are
effective.
Support to Counsellors lack Professional Provide training for
Counsellors time, training, development is counsellors on digital
and updated necessary to use tools, motivational
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Gap Areas
Identified

Opportunities /
Lessons Learnt

Recommendations for
Career Compass

tools to support
clients
effectively.

new tools and
support
vulnerable
groups.

techniques, inclusion, and
labour market trends.

Risk of over-
reliance on Al,
losing human
touch.

Al should support
discovery,
reflection, and
self-awareness,
not replace

counsellors.

Combine human-centred
approaches with Al-
supported tools (visual
templates, digital
assistants).

Theme

Al and Human-

Centred

approach
Training Topics

Current training
does not cover all
relevant areas.

Benchmarking and
surveys confirm
common themes.

Cover core topics: career
support and
employability, self-
discovery, skill
development,
empowerment, bridging
education—-labour market,
integration of vulnerable
groups, psychological
support, job-seeking
tools, entrepreneurship,
and formal studies.
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PART TWO

The Career Compass Framework
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6. The Career Compass Framework

This part presents the Career Compass Framework. It is based on the information obtained
during the investigation as described in the previous part, the Career Compass
Framework Guide. The investigation conducted the preliminary areas for the Career
Compass framework:

knowledge, competences, skills, challenges areas, opportunities, pedagogical
approach, enabling elements, and learning flows, all using designerly thinking
processes and elements on the background.

The Career Compass Framework is presented as a practical roadmap designed to support
the development of the Career Compass training, toolkit and user guides. This infographic
visualises the various processes, relationships and areas required for learning. It also
considers the different backgrounds and cultural aspects of job seekers and individuals
at career crossroads.

In the Career Compass framework, the confirmed areas of focus come alive as the
following questions:

¢ Knowledge: What is it?

e Skills and competences: What can | do?

e Challenge areas: What is holding me back?

e Opportunities. What choices do | have moving forward?
¢ Enabling elements: Who can help me?

e Pedagogical approach: and learning flows How do | learn the best and keep
growing?

Designerly thinking is embedded in the learning materials, which include tools inspired by
designerly thinking, need-based learning, clean language, the visual organisation of
information and the ability to iterate previous phases when necessary. This approach
keeps the development and job-seeking processes open to new opportunities and
enables cultural choices.

The centre of the process is the self, guided by a compass that takes inspiration from
designerly thinking to reorient a person. In addition, the self includes culture, personal
experiences and other elements that impact the process of learning new skills and
seeking new job opportunities.

The Career Compass framework is flexible, allowing users to progress through the
different areas and to revisit them according to their needs and as their needs and
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circumstances change and evolve. This non-linear, iterative design, acknowledges that
career development is not a one-time event but a continuous, lifelong process, reflecting
the dynamic nature of both individual lives and the labour market. This promotes
continuous adaptation rather than static planning in an ever-changing world of work. The
Career Compass framework highlights the interconnectedness of the various elements,
where one insight can lead to explorations in multiple directions, fostering a holistic and
adaptive approach to career planning.

On the next pages is first presented the Career Compass framework and a reflection
board, both as a full image.

These are followed by further descriptions of each part of the framework and assisting
reflection questions.

The Career Compass framework is presented first in English, followed by the other
languages in alphabetical order: Finnish, Greek, Polish and Spanish.
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The Career Compass framework in English

Career

Do | prefer learning by
doing, studying online,
group work, or hands-on
experience?
Choose learning methods
that fit your style and
needs.

WHAT DO
| KNOW?

What subjects, topics, or fields am | familiar with?
Reflect on your education, training, and personal
learning—what have you already mastered?

onal jdentity
life
tture,
e altl

eurodiversity:

fears i s, and
eal peliefs, attitudes:
v

per sonal

HOW CAN |
KEEP
GROWING?
w will | keep |
l/

as things change?
Plan  for

continuous  upskilling,

reskilling, an WHO CAN

HELPME? §

Consider teachers, %
family, friends, career
advisors, or online

communities that can
W support your journey. 9
vl é 5
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WHAT
CHOICES
MOVING
FORWARD?

What jobs, industries, or learning
paths interest me? pa¥ o
Explore new sectors, emerging o
roles, and lifelong learning

jpossibilities that match your i
interests and strengths. O

o

(¢

i

v

\(&Q.&S

WHAT'S
HOLDING
ME BACK?

What obstacles do | face—skills
gaps, confidence, access to
guidance, or other barriers?

Identify areas where you need

support or growth

/ /x’;"

]
Think about digital,
communication, teamwork,
problem-solving, and
entrepreneurial skills you use
in daily life or work. ——

N
Qi antioheeplgrotiig

Connect with our community, discover more tools, and share your journey ot

www.careercompasstraining.com
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Different areas of the Career Compass framework

Area 1: Who am I? (Identity, Values, and Personal Context)

What is it?

Exploring personal identity, including values,
culture, life experiences, health, neurodiversity,
personality traits, beliefs, attitudes, fears, and
motivations.

Why is it important?

This area shapes how people see themselves and
their possibilities and helps them recognise their
strengths and vulnerabilities. It supports self-
awareness, resilience, motivation, and decision-
making, and career planning.

When is it most useful?

e During major life or career transitions.
e After health-related or personal changes.

\?

perso life

Exploring uhure;
© nealth

and context:
experiences _  odiversitys

jtions d
cnndm‘::e\i’efsa attitudes: an

fears, 4 )
perscmahw traits.

1

e /—-\

¢ When confidence, fears, or self-doubt affect career decisions.

e  When working with vulnerable or diverse groups.

Area 2: What do | know? (Knowledge)

What is it?

Identifying formal and informal knowledge gained through education, work, hobbies,

or life experiences.

Why is it important?

Clarifies existing strengths and gaps, forming a foundation for career decisions.

When is it most useful?

At career transition points, such as entering the job market, changing fields, and keeping

up with work life potential and daily development.
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This area involves identifying both formal
WHAT DO knowledge, such as academic qualifications
& | KNOW? and certifications, and informal learning, such
as skills gained through volunteering, online
courses and hobbies. It is crucial for

What subjects, topics, or fields am | familiar with? d | . h . d d .
Reflect on your education, training, and personal eve oplng a comprehensive un erstan Ing

learning—what have you already mastered?

of one's strengths and assets, and for
identifying knowledge gaps and areas for

ogNe development.

Area 3: What can | do? (Skills and Competences)

What is it?

Recognising skills, abilities, competencies and

attitudes. These may include digital skills, WI'}AI;O%AN

sector-specific skills, or general skills such as \
problem-solving, teamwork, and time ~J

management. Think about digital,

communication, teamwork,
problem-solving, and

entrepreneurial skills you use

in daily life or work

Why is it important?

This area helps identify work-life-related
strengths and areas that need development.

When is it most useful?

When preparing for job applications or career changes, it is important to know own
possibilities, opportunities, and areas for development. This area focuses on identifying
practical abilities and broader competencies as well as both employable strengths and
areas needing development.

Area 4: What are my choices moving forward? (Opportunities)
What is it?

Exploring career paths, industries and learning opportunities that align with own skills
and interests.

Why is it important?

It expands awareness of viable pathways and emerging sectors.
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When is it most useful?

When planning career paths and
education, searching for job

opportunities, or feeling uncertain WHAT

about the next step or exploring CHOICES

new fields. MOVING
FORWARD?

This involves actively exploring a
What jobs, industries, or learning

paths interest me?

variety of career paths, industries

and learning opportunities that are Explore new sectors, emerging
aligned with one’s existing skills roles, and lifelong learning
possibilities that match your I

and interests. This area increases .
interests and strengths.

awareness of potential career

paths and developing industries /-""_J‘\

and is particularly helpful when one [

is feeling uncertain about next
steps or exploring new fields.

Area 5: What's holding me back? (Challenges)
What is it?

Identifying barriers, such as skill gaps, C& a\S
confidence issues, access to guidance, and \ e

location or time constraints. WHAT’S
' HOLDING
ME BACK?

What obstacles do | face—skills -
gaps, confidence, access to
guidance, or other barriers?

Identify areas where you need
support or growth.

4~

Why is it important?

< =

It enables targeted strategies to overcome
obstacles.

When is it most useful?

When planning a career path or educational
options, when applying for a job, when
identifying what hinders personal
development, and when facing stagnation or repeated setbacks.

This area involves identifying personal, systemic and other barriers, such as skills gaps,
limited access to guidance, health, family situations, geographical location and confidence
issues. This enables the development of targeted strategies to overcome obstacles, which
is particularly useful when facing stagnation or repeated setbacks.
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Area 6: Who can help me? (Support)

What is it?
I'\‘VEI-II_OP I\CIIAEQ g ﬁ Mapping mentors, networks, peers, and
2!

resources for guidance, as well as

Consider teachers,
family, friends, career
advisors, or online

communities that can
support your journey. . . .
) It provides access to advice, opportunities

é a and emotional support.

opportunities.

Why is it important?

When is it most useful?

Throughout the process, or when feeling isolated and in need of help or an external
opinion.

This area involves identifying potential sources of support, such as mentors, teachers or
online communities. It emphasises the importance of making use of external resources,

which is particularly useful when feeling isolated or in need of assistance.

Area 7: How to learn best and keep growing? (Pedagogical Approach)
What is it?

Individuals: Selecting the right
areas for career and skill

development and developing them

Do | prefer learning by
doing, studying online,

group work, or hands-on

in the long-term using the user

guide.

experience?
Trainers: Understandlng and Choose learning methods
selecting learning styles, tools and that fit 5‘0”215‘5"9 and
needs.
materials for needs of the learners

(e.g., hands-on, visual, group) and
adapting them accordingly.

Why is it important?

It enhances skill and career development and employability potential.

RN Co-funded by
CCI reer the European Union



90

When is it most useful?
For learners: When selecting their own path.

For trainers: When planning and implementing training, selecting tools or training
methods, and organising mentoring and other activities for different kinds of learners.
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Career Compass -uravalmennuksen

MITEN OPIN
PARHAITEN?

Mitk&a aiheet, aihepiirit tai alat ovat
minulle tuttuja? Mieti mitd olet oppinut
elamassd? Entd  koulutuksen ja
opintojen kautta? o

jtsensd 12
| pen sisaltaen ™

3

KUINKA VOIN JATKAA
URANI KEHITYSTA JA
. SOPEUTUMISTA
TYOELAMAAN LITTYVIIN
MUUTOKSIIN?

\/ Suunnittele jatkuvaa Ia

r
(/ ja osaamisesi kehittdmisia,
uudelleenkouluttautumista ja
henkilékohtaista kehitysta.

Perheenjasenet,
ystavat, uraohjaajat,
verkkoyhteisot vai joku

W tai jotkin muut?

B
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Pidatka enemman lekemalla
oppimisesta, verkko-
opiskelusta,

ryhmatydskentelystd vai
kaytannon kautta oppimisesta?
Valitse oppimistavat, jotka
sinulle parhaiten.

sisédltdéalueet

Mitk# alat, opinnot ja ammatit

kiinnostavat minua? ] o
Tutustu sinulle mieleisiin ja i)
vahvuuksiasi vastaaviin uusiin !
aloihin ja ammatteihin sk =0
elinikéisen oppimisen O

mahdollisuuksiin.

Osaamisvaje, itseluottamus,
tyburachjauksen saatavuus vai
joku muu?

Tunnista kehitysalueesi ja missi
tarvitset tkea.

Mité taitoja ja osaamista
nousee esiin paivittdisestd

elamdstdsi tai tyostasi? Oletko
hyva erkiksi viestinndssé,
digiasioissa, tiimity&ssé,
ongelmanratkaisussa tai
yrittdjyydessa?

Layda lisad tyokaluja urakehitykseesi ja jaa kokemuksiasi osoitteessa:

;5. I
AN

)
‘-._7‘\\
)]
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Career Compass -uravalmennuksen sisdltéaluekuvaukset

Alue 1: Kuka olen? (Identiteetti, arvot ja eldméantilanne)

Mista on kyse?

Oman itsensa ja ympariston tarkastelu

kattaen muun muassa kulttuurin, P‘ R
elamankokemukset, terveydentilan, pelot, \kP‘N\\";\
uskomukset, asenteet ja persoonallisuuden. \30\,6“
of, & mse _se ss se ) ariston
Miksi tdma alue on tirke&? an fsensd B uf;‘“pmuassa
?utk'\minen Slsaltﬁ?%;,kokemukse‘s
N elal et
[P ofas ey se Kulttuuring lot, uskomuks s
Tama alue auttaa yksiloita tarkastelemaan orveydentilan: p:;l e,

. e s . T 1 ja perso
itseddn ja omia piirteitaan, kuten asenteet}

joustavuutta, motivaatiota sek&

paatoksentekokykya, tunnistamaan omia \
vahvuuksiaan ja kehitysalueitaan seka

oppimaan tuntemaan paremmin.

Milloin tédama alue on hyédyllinen?

e Eldama&n- tai uramuutosten aikana.

e Terveydentilan muutosten yhteydessa.

e Kun epavarmuus ja pelko vaikuttavat negatiivisesti uraa koskeviin paatoksiin.

o Tyoskennellessé haavoittuvassa asemassa olevien henkildiden ja ryhmien kanssa.

Alue 2: Mité tietoa minulla on?
Mistéd on kyse?

Mitka aiheet, aihepiirit tai alat ovat tuttuja? Mita olet oppinut elamasi aikana? Enta
koulutuksen ja opintojen kautta?

Miksi tama alue on tirke&?
Vahvuuksien ja kehitysalueiden tunnistaminen ohjaamaan urasuunnittelua ja uravalintoja.
Milloin tédama alue on hyédyllinen?

Uran muutosvaiheissa, kuten tyomarkkinoille siirryttdessa tai alaa vaihdettaessa,
pidettdessa ylla omaa tyomarkkinapotentiaalia tai ammatillisen kehittymisen aikana.

:***: Co-funded by
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A Uran muutosvaiheissa, kuten
M‘T tyomarkkinoille siirryttaessa tai alaa

& T‘EDAN? vaihdettaessa, pidettdessa ylla omaa

tyomarkkinapotentiaalia tai ammatillisen
kehittymisen aikana.

Mitkd aiheet, aihepiirit tai alat ovat
minulle tuttuja? Mieti mitid olet oppinut
eliméassda? Entd koulutuksen ja
opintojen kautta? :

Tama alue kattaa seka formaalin (kuten
tutkinnot ja sertifikaatit) etta

epamuodollisen (kuten harrastukset tai
vapaaehtoistyo) yhteydessa hankitun

i

#

(9
X

S

oppimisen ja tiedon. Tama auttaa

~#

kehittamaan itsetuntemusta ja
selkeyttam&an omia vahvuuksia sekd tunnistamaan osaamisvajetta ja kehitystarpeita.

Alue 3: Mita osaan? (Taidot ja kompetenssit)
Mistéd on kyse?

Taitojen, kykyjen, osaamisen ja

asenteiden tunnistaminen. N&ihin
voivat kuulua esimerkiksi digitaidot, \\
jonkin alan erityisosaaminen tai yleiset

Mita taitoja ja osaamista
nousee esiin paivittdisesta

elémastasi tai tydstasi? Oletko
hyva esimerkiksi viestinnassa,
digiasioissa, tiimityossa,
ongelmanratkaisussa tai
yrittéjyydessa?

taidot, kuten ongelmanratkaisu,
tiimityo tai ajanhallinta.

Miksi tdmé alue on tirke&?

Tama alue auttaa tunnistamaan

tyollistyvyytta tukevia vahvuuksia

seka kehittamista vaativia osa-alueita. »
%

Milloin tédméa alue on hyédyllinen?

Tama alue keskittyy kaytannon taitojen sekd kompetenssien tunnistamiseen. Se on
tarkea maariteltaessa tyollistymista tukevia vahvuuksia ja kehittamistarpeita, erityisesti
kun valmistaudutaan tyonhakuun tai uramuutoksiin.

Alue 4: Mita tyduravaihtoehtoja ja mahdollisuuksia minulla on?
Mistéd on kyse?

Uramahdollisuuksien, toimialojen ja opintopolkujen tutkiminen suhteessa omiin taitoihin ja
kiinnostuksen kohteisiin.
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Miksi tdma alue on tirkea?

Ymmarryksen lisdédminen mahdollisista

urapoluista ja toimialoista. TYO
I - Oy
Milloin tédméa alue on hyédyllinen? M’NU

Suunniteltaessa ty6uraa, urapolkua ja Mitka alat, opinnot ja ammatit
kiinnostavat minua?
Tutustu sinulle mieleisiin ja
etsittdessa tyollistymismahdollisuuksia, vahvuuksiasi vastaaviin uusiin
aloihin ja ammatteihin seka
elinikdisen oppimisen
seuraavista askeleista. Vaihtoehtojen mahdollisuuksiin.

aktiivinen tutkiminen lisda ymmarrystéa /—\' 7
toteuttamiskelpoisista \
uravaihtoehdoista ja uusista \L\@a&
toimialoista.

koulutusta, tutkittaessa uusia aloja,

ja koettaessa epavarmuutta tyduran

Alue 5: Mika estdaa minua? (Haasteet)
Mistéd on kyse?

Haastealueiden, kuten osaamisvajeen, * MIKA
tunnistaminen, uraohjauksen saatavuus, ja K ESTAA
paikkaan tai aikaan liittyvat haasteet. MINUA?

Osaamisvaje, itseluottamus,
tyéuraochjauksen saatavuus vai

L -

Miksi tdmé alue on tirke&?

Se mahdollistaa toimenpiteiden

. . e g e e . joku muu?
suunnittelun ja kaytant6on saattamisen . : L
Tunnista kehitysalueesi ja missé
haasteiden voittamiseksi. tarvitset tukea.

Milloin tédma alue on hyédyllinen?
Tama alue on hyodyllinen, kun
suunnitellaan urapolkua ja koulutusvaihtoehtoja, haetaan toits, tarkastellaan kehitysta
estavia tekijoita, tai kun kohdataan takaiskuja tai kun tilanne tyéuran kanssa on jumissa.

Tama alue auttaa tunnistamaan henkilokohtaisia, systeemisida ja muita esteitd, kuten
osaamisvajeita, uraohjauksen saatavuutta, sekd terveydentilaan, perhetilanteeseen,
maantieteelliseen sijaintiin tai itseluottamukseen liittyvia haasteita.
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Alue 6: Kuka voi auttaa minua? (Tuki)
Mista on kyse?

KUKA VOI ﬁ Mentorit, verkkoyhteis6t, ohjausresurssit,
AUTTAA MINU seké ulkoiset resurssit ja mahdollisuudet.
URAPO‘I’_ULLANI

Miksi tdmé alue on tirkeé&?

PelneEnasenet & Se lisdd mahdollisuutta saada seké

% ystévat, uraohjaajat, q uraohjaukseen liittyvaa ettd emotionaalista

verkkoyhteisot vai joku neuvoa ja tukea

W tai jotkin muut?
Milloin tédma alue on hyédyllinen?

Koko urapolun pohdinnan prosessin ajan,
seka silloin, kun tarvitaan apua tai
ulkopuolista ndkdkulmaa. Tama alue sisaltda mahdollisten tukiverkostojen kartoittamisen,
kuten mentorit, opettajat tai verkkoyhteisot, ja se korostaa ulkoisten resurssien
hydédyntamisen merkitysta.

Alue 7: Miten opin parhaiten? (Pedagoginen niakékulma)

Mista on kyse?

Urapolulla olevat henkilét: Oikeiden &EER'?EPKN?

uran ja osaamisen kehittdmisen osa-

Pidatks enemman tekemalla
oppimisesta, verkko-
opiskelusta,
ryhmatyoskentelysta vai
kdytdnnon kautta oppimisesta?
Valitse oppimistavat, jotka
sinulle parhaiten.

alueiden valitseminen seké niiden

pitkajanteinen ja yksildllinen

kehittaminen kayttdopasta hyddyntaen.

Valmentajat: Sopivien oppimistyylien,

tyokalujen ja materiaalien
ymmartaminen ja valitseminen
(esimerkiksi tekemalla oppiminen, visuaaliset menetelmat, ryhmatyo) seka niiden
mukauttaminen tarpeen mukaan.

Miksi tdma alue on tirkea?

Erilaisten taitojen ja urakehityksen seka tyollistymispotentiaalin kehittymisen
vahvistaminen.

Milloin tédama alue on hyédyllinen?

Urapolulla olevat henkil6t: Urapolkua pohdittaessa ja uraa koskevia valintoja tehdessa.
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Valmentajat: Valmennuksen suunnittelun ja toteutuksen yhteydesss, valittaessa
opetusmenetelmia ja -tyokaluja, seké mentorointia ja muita toimintoja jarjestettaessa.
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To MAaioio Tng Nué&idag Kapigpac

Career

T1 INQPTZQs

Nz MAGAINQ
KAANYTEPA;

Motat podrjporto, 8pata 1 Tedio pou ival olkeia;
IToX(ioOU TIdvw OTNV EKTIOISELOT] GOv, TNV,
KOTApTION KOl T PG TIoU £XEIC 1
FPOCWTTIKA — TI £XE1G H BT KOTOKTITEl;

~ OlOL
BIMAL

GuwTKA oou
cod 010

Mwg Ba ouveyiow va paBaivw Kat =
Tipocappeiopat  kaBwg  Ta  Tpaypara
aMadouy; Zxediaoe tn guvexr avapaduion
EMOVAKATAPTLON KAl  TIPOCWTILKI] OO0
avarmrukn.

4

Co-funded by
the European Union

Funded by the European Union. Views and opinions expressed are however those of the author(s) only
and do not necessarily reflect those of the European Union or the European Education and Culture
Executive Agency (EACEA). Neither the European Union nor EACEA can be held responsible for them.

areer

Mpotipw va paBaivw peoa and
TNV TIRAEN, pe SladikTuakr
PEAETI), OpAdIK] Epyaoiar

TPAKTLKA epuTeLpia;

Emikege peBoboug padnong nou

TApLAZoUY 0T MPOOWLKS TOU
OTUA KAL OTLG AVAYKES GOU.

»

TKEWPOU EKTALBEVTIKODE,
1 OlKOYEVELY, pikoug,

NOIOZ MIMOPET NA W
ME BOHO'HZEIz

" oupBovAoug
§ W otadlobpopiag
) “. b1a6

IKTUGKEG KOLVOTNTEG
oL pPTopoly va u‘rnp'lEouO
W TNV MOpELa oou.
a

Mota snayyéhyara, khasot i 1 (0]} (33
paBnowakéc Slabpopéc e ’EX 5/7[/] OF'
evBlagEpoy; M,Q I A Ex
EZepelivnoe véoug Topeig, E/[AO 0]
aVaBUGPEVOUC PBADUG KoL
Suvarotnreg Sia Biou pdbnang
TIow ewbuypappiZoveal e Ta
evblapepovid oou Kal ta
Suvard gou anpeia

R

TI ME KPATA IMTZQ)4

Mota epmoddia avTLpE TWITw — =
ehheiperc BeEloTnTwy, EARELYN
QUTOTEMOLBNANG, TEPLOPICHEVT

TipOoPaon) oe kadobrynan 1 dhAa
epnoddia; Eviomoe Ta nedia ota onoia
X¥peLdZecal viooTnpLén fj avamtuen

TIMIOPQ NA
KANCy

ZKEWPOU TLG PNPLUKES,
ETUKOIVWVIAKEC, OUASIKEG,
avaluTIKES Kal
ETUXELPNPATIKEG BELOTNTEG
TIOU ¥PrOLPOTIOLEIC oTnV
KaBnpepLvi} cou Cwn n ot
O0oUAELA COU.

c @ENEIZ NA ZYNEXIZEIZ NA EZENIZIEZAL
FUVBEBEITE It TV KOIWATINE JOC. OVOKSAUYITE MEPIDARTE P Epyohela
ka1 pOpan TeiTe T Tadits 05 070
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O1 diaopeTIkEG OepaTikeG Tou Career Compass

OepaTike 1: Molog gipai
Ti givai

H digpelivnon Tou eauTtoU Hou: nolog/a €ipal, Ti
HE eVOIQMEPEI, TI JIE KIVNTOMNOIEI Kal Noia €ival Ta
BACIKA HOU XapakTnpIoTIKA.

MNari eivar onpavrikn

AnoTeAei Tn BAon yia KAOs enayyeAPATIKN Kal
ekNaIdeuTIKn andpacn kai Bondba va kavw
EMIAOYEC Nou pou Taipialouy.

MoTe gival mo XpRoipn

‘OTav &KV Tov eNayyeAUATIKO HoU OXeJIAOHO
N avalntw kateubuvon.

OepaTike 2: T yvwpilw

Ti gival

TI1 TNQP1ZQs

H avayvwpion yvwoewv nou anékTnoa
MEOW €KNAIdEUONC, €pYACiAC Kal
eunepiov {wng, TOO0 TUNIKWV 000 KAl
aTtunwv.

Mol peBrpota, Bépota r) Ttedio pou sival olkei;
ZtoXdoou TOVW OTNV EKMOidEvcry gou, TNV
KOTAPTIOHN Kal T HABnon TIou £XE1G OTTOKTINOEL
rr;’)oamml((& — T1 EXEIG BN KOTOKTINOEL;

MNari givar onpavTikn

' " 4 H avayvwpion yvwoewv Nou anékTnoa
B f/, | W\  péow eknaideuong, epyaciag Kai

79\ Y eMnepiov {wng, TOGO TUNIKWV 000 Kal
aTunwv.

MNoTe gival mio XpRoipn

2€ YETABATIKEG PACEIG, ONWE €i00d0G TNV ayopd £pyaciag r aAAayr| Kapiepac.
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Oepariké 3: TI HNOP® VA KAV
T eivai

H avayvopion Twv de€loThTwY, IKAVOTATWV
KAl CUMMNEPIPOPWV HOU, ONWC TEXVIKEG,
WNPIAKES KAl KOIVWVIKECG OEEIOTNTEC,

ZKEWPOU TIG YPNPLAKEG,
ETIKOLVWVIAKEG, OJABLKEG,
AVAAUTIKEG Kal
ETILXELPNHATIKEG OEELOTNTEG
TIOL XPNOLHUOTIOLELG oTNY
KaBnuepivn aou Cwn n otn
SouAela cov.

MNari givar onpavTikn

AvadeikvUel OTOIXEIA NOU EKTINWVTAI OTNV
ayopd epyaociac kai deixvel nedia
NEPAITEPW avanTugng.

MoTe gival mo XpAoIKNn

'OTav nposTolyalopal yia aITnoEIg Epyaciag
N €€eTalw alayn kapiEpac.

OepaTikE 4: Moleg eMAOYEG £XW yia TO HEAAOV

Ti gival

. - I H e€epelivnon enayyeAUaTikwv
e e““‘”',s"gma‘" khdbot f Or Ex O1adpopmV, KAGDWV Kal EUKAIPIDV
Y I8 (e B 5 1 HAadnong nou Taipialouv HE Ta

gvdLapEpoLY; 5 h ez '
EEEnetroE VeoUc ToliELc) €vOIaPEPOVTA Kal TIG OEEIOTNTEG
Hou..

avaduopevoug poAoug Kat
Suvarotnteg dia Blov pabnong
mou euBuypappifovtal pe ta
EVSLAPEPOVTA COU KaL TA
buvata cou onpela

Mari gival onpavTikn

AigupUvel Tnv gikdva Pou yia Tig
OIaBE0IPEC Kal BIWTIPEG EMAOYEG.

Tl

Qe

MoTe eival mio XpRoipn

'OTav oxedialw Ta enopeva PrpaTa n vimbw aBeBaidTNTa yia To HEAOV.
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OepaTike 5: TI HE KPATA NICW
T eivai

EVTONIOPOG UNOdiwV, ONWS EAAEIPN

Oe€loThTWY, NEPIOPIOPEVN NPoOoBaon P _
O€ €UKAIPIEC, (POPOI N NPAKTIKES TIME KPATATI 120
OUOKOAIEG. -

Mota epnodLa avilgeTwnilw — =
ehheipelc Se€loTATWY, EMAewpn
auTomENOIBNONG, MEPLOPLOPEVN

. . . npéoBacn oe KaBodnynon r aAla
Enimpenel T Gnpioupyia peaNIOTIKWY epnodia; Evromoe ta nebia ota onoia

OTPATNYIK®V YIA TNV QVTIHETONION L XPELATEOAL UMOOTAPLEN ) QVATITVEN.
TwV OUOKOAIQV. - -

MoTe eival mo Xpnoipn i}_/

‘Otav aiobavopal oTacioTnNTa 1
ouvavtw enavaiappavopeva pnodia.

MNari eivar onpavrikn

OepaTike 6: Molog pnopei va pe BonONoEl

Ti givay;
MOIOZ MIMOPET NA @ ﬁ H xapToypapnon avepmnwy, UNNPESIOV Kal
ME BOHOHXEL; <%,  OIKTUWV Mou pnopoUv va NnpooPpepouv kabodrynaon
IKEPou EKTALdEVTIKOUG, Kal unoaTnpIEN.
y OlKOYEVELQ, pilouc, L. .
GUHBOVAOUC MNaTi elval cnUAavTik;
‘»% . 6°T°5105P°F'i°‘3ﬁ EvioxUel Tnv npooBacn oTn CUPBOUAEUTIKH, OTIC
~ a

' (KTUAKES KOWVOTNTES EUKQIPIEG KAl OTN OUVAIOBNUATIKY GTAPIEN.
0L UTIOPOLV VA oTNPi§ouy
Wg TNV Topeia cou. . MNoTe gival mo XpAoIUN;

‘OTtav xpeialopal Bondeia, pia dsUTepn anoyn n
VIOBW anopovwpevog/n.

OepaTike 7: Nwg pabaive kaAuTepa

Ti eivan
H katavonon Tou TPONouU We Tov onoio [T MASAIND e
HaBaivw Mio anoTEAECHATIKA Kal KAANYTEPA:

Mot vo poSalvw pdca and
T TgaiEn, U Gralucroaxn
peAsTn, apoedua egyeslo f

Mg TIKH epmegdn;

Emliefe peBdbhouc ndSnoms mau

ToupdT ooY oTo RpocwTLed oo

OTOR BOL FTH; OWiyes oo,

avanTuoow TIG OEEIOTNTEC HOU.

MNari givar onpavTikn

Me BonBa va niAeyw KaTaAANnAeg
Habnoiakec uedoOdoUG Kai va
e€eAiooopal Mo ouCIAoTIKA.
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MoTe gival mo XpAoiun

'OTav enIAeyw €kNaideuan, kaTapTion r TpONouc avanTuéng deEIoTNTWV.
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Ramy Career Compass

Career

Jakie przedmioty, tematy lub dziedziny sa mi
dobrze znane?

Zastanow

sie nad swoja edukacja,
i e ot S W

uczeniu sig — co ju opanowates{-as)? -

AP
sievfe L kultures
& i wontekst:

B rodnost
iia, newo gbtnoW::w !I
;d:VNl ,Przekuna“ia‘ pos!
obawys H

cechy asopowoset

JAK MOGE,
DALEJ SIE
ROZWIJAC?

dozmian?
Zaplanj

stale doskonalenie umiejetnosci,
zdobywanie nowych kompetencji i rozw6j
osabisty.

KTO MOZE Mi

Pamys| o nauczycielach,
rodzinie, przyjaciotach,
doradeach zawodowych lub
spotecznosgciach online, kiére
maga wspierac Cig w Twojej

drodze rozwoju
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dziatanie, nauke online, prace w
gruple, ¢zy raczej poprzez
prakiyezne dogwiadezenie?
Wyblera) takle metody nauki, ktore
najlepie] pasuja do Twojego stylu i
potrzeb.

POMOC? ? p

Jakie zawody, branze lub sciezki
edukacyjne mnie interesujg?

FanmV & =
Odkrywaj nowe sektory, =A
rozwijajgce sie role zawodowe i '@
mozliwosci uczenia sig przez ﬁ
cate zycie, ktére odpowiadaja o
Twoim zainteresowaniom i

mocnym stronom.

/——\’ &

’@\\E 35

CO MNIE
POWSTRZ
YMUJE?

-
Z jakimi przeszkodami sie mierze — brak ~
umigjgtnosci, pewnosci siebie, dostgpu
do deradztwa czy inne bariery?
Zidentyfikuj obszary, w ktérych
potrzebujesz wsparcia [ub rozwoju.

CO MOGE
ZROBIC?

Pomysl o umiejetnosciach
cyfrowych, komunikacyjnych,
pracy zespolowej, rozwigzywaniu
probleméw i przedsigbiorczosci,
Ktére wykorzystujesz w 2yciu
codziennym lub w pracy.

‘ \
<

N

fantioheeplyrowing 4

Dotacz do naszej spotecznosci, odkrywej kolejne norzedzia i dziel sie swojg drogg na

;E N Ty

.
S PN
ka "\

1
f
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Poszczegdlne element ram Career Compass

Obszar 1: Kim jestem? — Tozsamos$é, wartosci i kontekst osobisty
Czym jest ten obszar?

Badanie elementéw tozsamosci,
takich jak kultura, doswiadczenia
zyciowe, stan zdrowia,

neuroatypowosé, cechy

.. . . siebie re,
osobowosci, obawy, postawy i poznal os i kontekst RU“:t:n
. .. tozsam . 7yCiOWe, :
przekonania. Obszar ten uznaje, ze doswiadczenia ﬂbinorodnosé.
. o . ja, neuro o i
wszystkie te czynniki wptywajg na zdrow: przekonania: postaWy

wybory zawodowe i dostepne
mozliwosci.

Dlaczego jest to wazne?

o Ksztattuje motywacje, odpornos¢ i sposéb podejmowania decysz;ji.

e Pomaga lepiej zrozumiec¢ wtasne mocne strony oraz obszary wrazliwosci.

e Zacheca do autentycznosci w planowaniu kariery.

e Buduje empatie oraz swiadomos¢ réznorodnosci funkcjonujgcej w srodowisku

pracy.
Kiedy jest szczegélnie przydatne?

e W momentach przejscia — wejscia na rynek pracy, zmiany zawodu, po
wydarzeniach zdrowotnych lub przetomowych w zyciu.

e Gdy bariery lub leki utrudniajg rozwéj zawodowy.

e Przy tworzeniu inkluzywnych form doradztwa dla grup wrazliwych.

Obszar 2: Co wiem? (wiedza)
Czym jest ten obszar?

Identyfikowaniem wiedzy formalnej i nieformalnej zdobytej poprzez edukacje, prace,
hobby oraz rézne doswiadczenia zyciowe.

Dlaczego jest to wazne?

Pomaga jasno okresli¢ swoje mocne strony oraz obszary wymagajace rozwoju, tworzgc
solidng podstawe do podejmowania decyzji zawodowych.
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Kiedy jest szczegélnie przydatne?

W momentach zmian zawodowych — przy wejsciu na rynek pracy, zmianie branzy, a takze
podczas ciggtego rozwoju i utrzymywania wtasnego potencjatu w zyciu zawodowym.

Obszar ten obejmuje identyfikowanie

CO JUZ zaréwno wiedzy formalnej (np.
& WIEM? dyplomoéw, certyfikatow), jak i uczenia

v sie nieformalnego (np. umiejetnosci

Jakie przedmioty, tematy lub dziedziny sa mi ZdObytyCh w wolontariacie, kursach

dobrze znane?

Zastandéw sie nad swoja  edukacja,
szkoleniami i osobistymi doswiadczeniami w
uczeniu sie — co juz opanowates(-ag)? * -

online, w hobby). Jest to kluczowe dla
zbudowania petnej swiadomosci
wtasnych zasobow, a takze dla
jasnego okreslenia mocnych stron,
istniejacych luk kompetencyjnych oraz
obszaréw wymagajacych rozwoju.

Obszar 3: Co moge zrobi¢? (Umiejetnosci | kompetencje)

Czym jest ten obszar?

Rozpoznawaniem umiejetnosci, zdolnosci, CO MOGE
kompetencji i postaw. Moga to by¢ zaréwno ZROBIC?
umiejetnosci cyfrowe czy specjalistyczne \\

zwigzane z dang branzg, jak i kompetencje

Pomysl o umiejetnosciach
cyfrowych, komunikacyjnych,
pracy zespotowej, rozwigzywaniu
problemow i przedsigbiorczosci,
ktdre wykorzystujesz w zyciu
codziennym lub w pracy.

ogolne, takie jak rozwigzywanie probleméw,
praca zespotowa czy zarzadzanie czasem.

Dlaczego jest to wazne?

Pozwala zidentyfikowad atuty cenione na
rynku pracy oraz obszary wymagajace
rozwoju.

jest szczegélnie przydatne?

W sytuacjach poszukiwania pracy, zmiany stanowiska lub branzy, przygotowywania CV,
rozmowy kwalifikacyjnej, a takze wtedy, gdy chcemy wzmocni¢ swoje kompetencje lub
lepiej dopasowac je do wymagan rynku pracy.

Podczas przygotowywania sie do aplikowania o prace, zmiany $ciezki zawodowej, a
takze w procesie statego monitorowania wtasnych mozliwosci, szans i obszarow
rozwoju.
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Obszar ten koncentruje sie na rozpoznawaniu umiejetnosci praktycznych, takich jak
kompetencje cyfrowe, praca zespotowa czy komunikacja, a takze szerszych
kompetencji, np. umiejetnosci rozwigzywania problemoéw. Jest to kluczowe dla
identyfikacji atutéw cenionych na rynku pracy oraz obszaréw wymagajacych
wzmocnienia — szczegdlnie w momentach aplikowania o prace lub podejmowania zmian
w karierze.

Obszar 4: Jakie mam mozliwosci na przyszto$¢? (Mozliwosci)
Czym jest ten obszar?

Odkrywanie $ciezek kariery, branz oraz mozliwosci edukacyjnych zgodnych z
umiejetnosciami i zainteresowaniami, z wykorzystaniem metod praktycznych.

J Dlaczego jest to wazne?

Poszerza swiadomos$¢ dostepnych i
realnych kierunkéw rozwoju oraz
: , L pozwala dostrzec nowe, rozwijajace sie
Jakie zawody, branze lub Sciezki
edukacyjne mnie interesuja?
Odkrywaj nowe sektory,
rozwijajgce sie role zawodowe i
mozliwosci uczenia sie przez
cate zycie, ktére odpowiadaja
Twoim zainteresowaniom i
mocnym stronom.

—

sektory.

Kiedy jest szczegélnie przydatne?

Podczas planowania $ciezki zawodowej
i edukacyjnej, poszukiwania ofert

b pracy, a takze w chwilach niepewnosci
&@E}g co do kolejnych krokéw lub checi
= poznania nowych dziedzin.

Obszar ten obejmuje aktywne poznawanie réznorodnych drég zawodowych, branz i
mozliwosci uczenia sie, ktére sy spodjne z dotychczasowymi kompetencjami i
zainteresowaniami. Pomaga to dostrzec realne opcje rozwoju oraz zrozumie¢, gdzie moga
pojawiac sie przyszte szanse na rynku pracy — zwtaszcza wtedy, gdy osoba nie jest pewna
kierunku lub rozwaza wejscie w nowy obszar.

Obszar 5: Co mnie powstrzymuje? (Wyzwania)
Czym jest ten obszar?

Identyfikowaniem barier, takich jak luki kompetencyjne, ograniczony dostep do
doradztwa, brak pewnosci siebie, a takze problemy zwigzane z miejscem zamieszkania,
czasem czy innymi czynnikami utrudniajgcymi rozwaj.
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Dlaczego jest to wazne?.Umozliwia zaplanowanie konkretnych, celowanych strategii,
ktére pomogg pokonac¢ napotkane przeszkody.

Kiedy jest szczegélnie przydatne?
Podczas planowania $ciezki

CO MNIE
POWSTRZ
YMUJE?

edukacyjnej i zawodowej, sktadania -
aplikacji o prace, analizowania
czynnikéw hamujacych rozwaj

Z jakimi przeszkodami sie mierze — brak ~
umiejetnosci, pewnosci siebie, dostepu
do doradztwa czy inne bariery?
Zidentyfikuj obszary, w ktorych
- potrzebujesz wsparcia lub rozwoju.

osobisty, a takze w sytuacjach
stagnacji lub powtarzajgcych sie
niepowodzen.

Ten kluczowy obszar obejmuje
identyfikowanie barier osobistych,
systemowych i innych, takich jak luki
kompetencyjne, ograniczony dostep do doradztwa, stan zdrowia, sytuacja rodzinna,
miejsce zamieszkania czy brak pewnosci siebie. Umozliwia to zaplanowanie
ukierunkowanych strategii pokonywania przeszkéd i jest szczegdlnie przydatne w
momentach stagnacji lub powtarzajacych sie niepowodzen.

Osobom uczacym sie zaleca sie spisywanie tych wyzwan oraz proszenie o informacje
zwrotng mentoréw lub réwiesnikéow. Otwarte uznanie istniejgcych barier jest pierwszym
krokiem do ich skutecznego przezwyciezenia.

Obszar 6: Kto moze mi poméc? (Wsparcie)

Czym jest ten obszar?

KTO MQZE MI Okreslaniem mentoréw sieci
POMOC? @ ﬁ -

kontaktow, rowiesnikéw i zasoboéw,
ktore moga zapewni¢ wsparcie,

Pomysl o nauczycielach, %
rodzinie, przyjaciotach, wskazowki, informacje i mozliwosci
doradcach zawodowych lub .
spotecznosciach online, ktére rozwoju.
moga wspierac Cie w Twojej
drodze rozwoju. ﬁ Dlaczego jest to wazne?
g Wzmacnia dostep do porad, szans
@ rozwojowych oraz wsparcia
emocjonalnego.
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Kiedy jest szczegélnie przydatne?

Na kazdym etapie procesu — zwtaszcza wtedy, gdy pojawia sie poczucie izolacji, brak
pewnosci lub potrzeba zewnetrznej opinii.

Obszar ten obejmuje tworzenie mapy potencjalnych zrédet wsparcia, takich jak
mentorzy, nauczyciele, sieci zawodowe czy spotecznosci online. Podkresla znaczenie
korzystania z zasobow zewnetrznych i jest szczegdlnie potrzebny wtedy, gdy osoba
czuje sie osamotniona lub potrzebuje ukierunkowanej pomocy.

Obszar 7: Jak ucze sie najlepiej i jak moge dalej sie rozwija¢? (Podejscie pedagogiczne)

Czym jest ten obszar?

. - JAK UCZE SI
Dla oséb uczacych sie: oznacza NAJSKU-FE%NEJ?

wybor odpowiednich obszarow
rozwoju kariery i kompetencji oraz

planowanie ich dtugofalowego
Czy wole uczye sie poprzez

dziatanie, nauke online, prace w
grupie, czy raczej poprzez
praktyczne doswiadczenie?
Wybieraj takie metody nauki, ktare
najlepiej pasuja do Twojego stylu i
potrzeb.

rozwijania z wykorzystaniem

przewodnika Career Compass.

= -J
Dla treneréw i doradcéw: polega na M w@%“

rozumieniu styléw uczenia sie

uczestnikéw, dobieraniu wtasciwych
narzedzi, materiatéw i metod (np. praktycznych, wizualnych, grupowych) oraz
dostosowywaniu ich do potrzeb réznych oséb.

Dlaczego jest to wazne?

Wzmacnia rozwéj umiejetnosci, wspiera planowanie kariery i zwieksza potencjat
zatrudnieniowy.

Kiedy jest szczegélnie przydatne?
Dla oséb uczacych sie: podczas wyboru wtasnej $ciezki rozwoju.

Dla treneréw: podczas planowania i prowadzenia szkolen, dobierania narzedzi i metod,
a takze organizowania mentoringu i innych form wsparcia dla réznych grup uczestnikéw.
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El marco de CAREER COMPASS
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Las diferentes partes del marco de Career Compass

Area 1: ;Quién soy? — Identidad, valores y contexto personal

éDe qué se trata?

\ ,—v’a—"‘“‘.”“"

De explorar factores de identidad como la

N\
/ \ ) “
i o
cultura, las experiencias de vida, las condiciones = ,Qﬁ\eq
o \ { veOoX*
de salud, la neurodiversidad, los rasgos de \J e e idenlli:::
Xp! to: d
. . . | contexto: H
personalidad, los miedos, las actitudes y las persone! “a:vi‘tales.tf:‘j:::::;
ersidad.

experienci
de salud,

creencias. Reconoce cémo estos influyen en las
elecciones y oportunidades profesionales.

é¢Por qué es importante?

e Da forma a la motivacion, la resiliencia y la toma de decisiones.

e Ayuda a las personas a comprender sus fortalezas y vulnerabilidades.
e Fomenta la autenticidad en la planificacién de la carrera.

» Genera empatia y reconocimiento de la diversidad en la vida laboral.

éCuéndo es mas util?

e En momentos de transicion (ingresar al trabajo, cambiar de carrera, después de
eventos relacionados con la salud o que cambian la vida).
e Cuando las barreras o los miedos frenan el desarrollo profesional.

e En el disefio de enfoques de orientacién inclusivos para grupos vulnerables.

Area 2: ;Qué sé? (Conocimiento)
éDe qué se trata?

De identificar el conocimiento formal e informal adquirido a través de la educacion, el
trabajo, los pasatiempos o las experiencias de vida.

é¢Por qué es importante?

Aclara las fortalezas y brechas existentes, formando una base para las decisiones
profesionales.
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¢Cuéndo es mas util?

En puntos de transicion de carrera (como ingresar al mercado laboral, cambiar de campo

y mantenerse al dia con el potencial de la vida laboral y el desarrollo diario en la vida

laboral).

Esta area implica identificar tanto el conocimiento formal (como titulos académicos,

i dﬂUE MATERIAS, TEMAS O CAMPOS COMOZCO RIEN?
REFLEXTONA SOBRE TU EDUCACION, FORMACION ¥ APRENDIZATE
PERSONAL: ¢QUE €5 10 QUE A DOMINAS?

certificaciones) como el aprendizaje
informal (como las habilidades adquiridas
en el voluntariado, los cursos en linea, los
pasatiempos). Es crucial para construir una
autoconciencia integral de los propios
activos y aclarar las fortalezas existentes y
las brechas de conocimiento fundamentales
y las areas de desarrollo.

Area 3: ;{Qué puedo hacer? (Habilidades y competencias)

éDe qué se trata?

De que reconozcamos habilidades,
capacidades, competencias y actitudes.
Estos pueden ser habilidades digitales,
habilidades de un sector especifico o
habilidades generales como resolucion de
problemas, trabajo en equipo o gestién del
tiempo. (por ejemplo, trabajo en equipo,
habilidades digitales) y competencias (por
ejemplo, resolucién de problemas).

éPor qué es importante?

: QUE PUEDO
““HACER?

Piensa en las habilidades
digitales, de comunicacion,
trabajo en equipo, resolucién
de problemas y
emprendimiento que utilizas
™, u vida diaria o en el trabajo.

Identifica fortalezas empleables y dreas que necesitan desarrollo.

¢Cuéndo es mas util?

Al prepararse para solicitudes de empleo o cambios de carrera, y escaneo constante de

sus propias posibilidades, oportunidades y dreas de desarrollo

Esta drea se centra en reconocer habilidades practicas, como la alfabetizacién digital, el

trabajo en equipo y la comunicacién, asi como competencias mas amplias como la

resolucion de problemas. Es importante para identificar las fortalezas empleables y las

areas que necesitan desarrollo, particularmente cuando se prepara para solicitudes de

empleo o cambios de carrera.
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Area 4: ;Cuéles son mis opciones para el futuro? (Oportunidades)
éDe qué se trata?

De explorar trayectorias profesionales, industrias y oportunidades de aprendizaje
alineadas con habilidades e intereses utilizando métodos orientados a la practica

éPor qué es importante?

cQ
}?PCIOL;VEE Amplia el conocimiento de las vias viables y
SAEYGPARAS los sectores emergentes.
u
ADg LA ;.RE‘) ¢Cuando es mas util?
¢Qué trabajos, sectores o ) . . .
T S Al planificar trayectorias profesionales y

interesan?

Explora nuevos sectores,
puestos emergentes y
posibilidades de aprendizaje
permanente que se ajusten a
tus intereses y puntos fuertes.

educacién, buscar oportunidades laborales
y sentirse inseguro sobre las préximas areas

o explorar nuevos campos.

Esto implica explorar activamente diversas

ﬁ b trayectorias profesionales, industrias y
\&@3\% oportunidades de aprendizaje que se

alineen con las habilidades e intereses
existentes. Esta area amplia el conocimiento de las vias viables y los sectores
emergentes y es mas util cuando se siente inseguro sobre los proximos pasos o
explora nuevos campos.

Area 5: ;Qué me detiene? (Desafios)

éDe qué se trata? )
De identificar barreras (por ejemplo, ~ 7L GQE%%RAE
FRENANDOQO?

brechas de habilidades, acceso a

orientacioén, confianza y problemas

de ubicacion y tiempo). A qué obstaculos me enfrento: falta -

de habilidades, confianza, acceso a
orientacion u otras barreras?
Identifica las areas en las que

= necesitas apoyo o crecimiento.

é¢Por qué es importante?

Permite estrategias especificas para
superar obstaculos.
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¢Cuéndo es mas util?

Al planificar la trayectoria profesional y las opciones educativas y solicitar un trabajo,
buscar lo que dificulta el desarrollo personal y enfrentar el estancamiento o los
contratiempos repetidos.

Esta area critica implica identificar barreras personales, sistémicas y de otro tipo, como
brechas de habilidades, acceso limitado a orientacién, salud, situacidon familiar, ubicaciéon
geografica o problemas con la confianza. Permite estrategias especificas para superar
obstaculos y es mas util cuando se enfrenta al estancamiento o a los reveses repetidos.
Se aconseja a los usuarios que escriban estos desafios y busquen comentarios de
mentores o compafieros. Reconocer abiertamente estos obstaculos es el primer paso para
superarlos.

Area 6: ;Quién puede ayudarme? (Apoyo)

éDe qué se trata?

‘P%léIDEEN ? De que identifiquemos a los posibles mentores,
AYUDARME? ﬁ redes, compafieros/as y recursos para
Z orientacion, recursos externos y oportunidades.

Piensa en profesores,

familiares, amigos, Y .
orientadores profesionales ¢'_Por que es |mportante?
o comunidades online que

puedan apoyarteentu [y Fortalece el acceso a asesoramiento,

camino. . .
oportunidades y apoyo emocional.

¢Cuéndo es mas til?
Durante todo el proceso y cuando se sienta aislado o necesite ayuda o una opinién

externa.

Esta area implica mapear posibles redes de apoyo, incluidos mentores, maestros o
comunidades en linea. Enfatiza la importancia de aprovechar los recursos externos y es
mas util cuando se siente aislado o necesita asistencia especifica.
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Area 7: ;:Cémo aprender mejor y seguir creciendo? (Enfoque pedagégico)
éDe qué se trata?

Para los usuarios, se trata de seleccionar . =t
¢COMO

las areas adecuadas para el desarrollo
de habilidades y habilidades y como AI\?EJEC?IRD'P

desarrollarlas individualmente a largo

plazo mientras se utiliza la guia del ;Prefiero aprender haciendo,

estudiando en linea, trabajando
en grupo o mediante la
experiencia practica?

Para los formadores y profesionales de Elige métodos de aprendizaie
que se adapten a tu estilo y

la orientacion, se trata de comprender y % :
necesidades.
seleccionar estilos de aprendizaje,

herramientas y materiales para las ———

usuario.

necesidades de los alumnos (por
ejemplo, practicos, visuales, grupales) y adaptarlos en consecuencia.

éPor qué es importante?

Mejora el desarrollo de habilidades y carrera y el potencial de empleabilidad.
¢Cuando es mas atil?

Para los usuarios, en todo momento.

Para los formadores y profesionales de la orientacién a lo largo de todo el proceso es
importante planificar e implementar la formacién, seleccionar herramientas o métodos
de capacitacion y organizar tutorias y otras actividades para diferentes tipos de
usuarios.
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