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felt  wasn’t supported. If it wasn’t for Harrison College, I
wouldn’t be the person I am today with the skills and life
experience. | cannot express enough how thankful  am
for Harrison College and Orb Recruitment for making me
more confident and making me grow a lot as a person.

Bridging the gap: industry partnerships with purpose
Harrison College’s work approach has thrived because of
the dynamic, long-standing partnerships it has cultivated
across a wide range of industries. From healthcare

and construction to finance, retail and even the world

of horse racing, the college has built a robust, diverse
ecosystem of employer collaborators. These employers
are committed to inclusion, innovation and impact.
Through bespoke internships, project-based learning
and collaborative problem-solving tasks, employers work
hand-in-hand with the college to provide meaningful, not
tokenistic, opportunities for young people with SEND.

Real-world, real value

These are not one-off visits or superficial experiences.
Harrison College students participate in structured,
skills-driven internships with organisations like the NHS,
Genuit Group, Autism in Racing, Orb Recruitment and
the Doncaster Chamber of Commerce. They are involved
in everything from business development and customer
service, to digital innovation and health care strategy.
Students are not only exposed to the inner workings of
these industries - they are contributing to them.

These partnerships are symbiotic. Employers gain access
to a fresh, enthusiastic talent pool often brimming with
creativity, attention to detail, and out-of-the-box thinking.
In return, students benefit from genuine workplace
exposure, mentorship, and often long-term employment,
or apprenticeship offers.

Employers frequently report that students not only
meet expectations - they exceed them. They show up
prepared, motivated and eager to learn. Their presence
helps foster more inclusive and empathetic workplaces,
encouraging other staff to think differently about ability,
potential and recruitment.

Building a more inclusive economy

Harrison College’s partnership model is not just about
preparing students for employment - it is about helping
shape a future where businesses and communities are
stronger because they are more inclusive. A key element

of this mission is equipping employers with the tools
and understanding they need to support neurodiverse
and SEND employees effectively. Harrison College
regularly delivers in-workplace training sessions for
local and national employers on topics such as Autism
in the Workplace, Inclusive Recruitment Practices, and
Supporting Neurodivergent Staff. These sessions are
tailored to each employer’s context and workforce,
helping businesses develop confidence in supporting
both their current staff and the diverse talent entering
the workforce.

A model of success

In 2024, less than 10% of Harrison College’s leavers
were NEET - a figure significantly lower than the
national average for SEND students. Over 90% move into
employment, further education or apprenticeships, with
many staying in their placements long-term.

Reflecting its successes in helping its students progress
into positive outcomes, the college was the proud
recipient of the FSB Regional Diversity & Inclusion Award
and the National SEND Awards Support into Employment
accolade in 2023.

A blueprint for change

Harrison College Doncaster offers a blueprint for how
the system could, and should, work for young people
with SEND. By aligning education with employability
and ability with opportunity, the college is proving that
the right support does not just change lives - it builds
futures.

Learn more about Harrison College at: harrisoncollege.
co.uk.
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i Christopher Peterson describes positive psychology as the ‘scientific study of
what makes life worth living’ (Peterson, 2008).
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guidance has been explored for a number of years

now. As a positive psychology student and Hope
Scholar with the Positive Psychology Guild, I have been
seeking ways of integrating positive psychology practice
into career guidance interventions.

T he link between positive psychology and career

Christopher Peterson describes positive psychology

as the ‘scientific study of what makes life worth living’
(Peterson and Seligman, 2004). An individual’s career
journey can represent a significant contributor to their
sense of worth, purpose and ability to live life abundantly.
Therefore, it seems appropriate that positive psychology
research and the practice it informs should relate to
career guidance and vice versa.

About 20 years into my own practice as a careers
adviser, I became Head of Careers in a higher education
institution with a long and proud history of championing
the cause of positive psychology as a science (led by Dr
Piers Worth at Bucks New University), and participated
in discussions and training on this subject. I realised
that the theories that I'd absorbed through my own CPD
had also been thrashed out in the positive psychology
arena too. Models and practice had been researched and
implemented, mirroring our profession’s recognition that
our customers and their career decision-making do not
happen in a vacuum.

The intersection of positive psychology and careers
theory

In 2011 Martin Seligman, one of the global proponents
of positive psychology, published the PERMA model
(Seligman, 2011), summarising five foundational

experiences which support overall well-being. In
dissecting this model it is possible to see a correlation
with the hope-action theory competencies published by
Niles, Amundson and Yoon in 2010, and subsequently
widely adopted by careers practitioners (Spencer, Yoon,
Balin, & Amundson, 2010).

Both models explore basic levels of hope and positivity.
They look at how individuals engage with their wider
circumstances in relation to their internal views and
personal experiences. Both models recognise that
having goals to aim for, being able to take action towards
achieving those goals, and the ability to adapt to changed
circumstances, can be key to both success and wellbeing.

Benefits of positive psychology models in careers
Having established the connection between the spheres
of career guidance and positive psychology, what might
be the benefits of cross-fertilisation between them?

Positive psychology has been strongly influenced by
Peterson and Seligman’s work on Character Strengths
and Virtues (2004). Their Values in Action (VIA)
inventory emphasises 24 positive characteristics that
we all have, but use to differing extents. It encourages
us to think about how we both under-use and over-use
our characteristics, and consider ways in which we
can develop confidence in using them. In other words,
positive psychology emphasises a strengths-based
approach to working with clients.

The VIA inventory and other positive psychology work
has spawned research into the effectiveness of practices
such as mindfulness and positive thinking. Barbara
Fredrickson’s work on positivity (Fredrickson, 2009),

PERMA model (Seligman)

P = Positive Emotions

E = Engagement

R = Positive Relationships
M = Meaning

A = Achievement

circumstances.

Hope-Action Theory (Niles, Amundson and Yoon)

Hopefulness: The degree of hope you have about your future.
Self-reflection: Examining your thoughts, beliefs, behaviours, and
Self-clarity: Having a clear understanding about yourself in terms of
interests, values, skills, motivation, goals, etc.

Visioning: Brainstorming future possibilities and identifying desired
future outcomes.

Goal Setting and Planning: The process of specifying what you
want to achieve and identifying specific steps to reach your goals.

Implementing: Taking action to achieve your goals.

Adapting: Using new information about you and your environment
to inform goals and plans.
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for instance, emphasises the positive impact of these
approaches for clients. Littman-Ovadia looks specifically
at how the VIA character strengths could directly support
mindfulness practice (Littman-Ovadia, 2016).

Examples of how this practice might be used with our
customers:

» Engaging regularly in positive self-talk (e.g., ‘I can take
control of my life, ‘My future will be bright, ‘1 deserve
to be loved”).

» Moving from total negativity to a recognition of where
there is or has been success, and how that can be built
on.

» Using awareness of previous occasions when
the customer has overcome a challenge to build
understanding of helpful strategies (and using allies
to emphasise positive aspects of the customer’s
approach).

» [dentifying a role model (known personally or a famous
person) who overcame the same challenges, and might
act as a motivator.

Peterson and Seligman (2004) identify hope as a
transcendent strength. It is one of six such strengths that
they designate as transcendent, meaning that they are
believed to have a specific role to play in connecting us
to the wider universe, and to our sense of meaning in the
world.

Particularly intriguing in this context is Reece Coker’s
work on the polar perspectives of hope (Coker, 2016).
This develops the idea that we can hope for and against
possible futures. We can hope that something does not
happen, just as much as we can hope something does
happen, and our responses will be informed by these
magnetic forces.

I have become sensitised to my reliance on clients’ ability
to visualise potential futures to help bring order to their
preferences. Clients have at times challenged me on

this, highlighting the difficulty they experience in doing

r‘

this - it feels too much like ‘pretending’ for some. I have

noticed higher anxiety levels for some clients related to

discussion around unknown futures, so asking people to
use their imaginations to consider these unknowns may
add to this.

One obvious response is to allow enough time in

the decision-making process for supported visits to
locations and experiences. We are increasingly seeing
video content on recruiters’ websites, which can aid
clients in familiarising themselves with locations,
buildings and potential work colleagues. Can you think
of other strategies? Many of my customers tell me they
particularly value recognising their character strengths
and applying them in the context of their career planning.
What feedback have you received from participants?

[ plan to further develop my portfolio of resources,
bringing the learning from positive psychology into my
individual and group support, and into my workshops
with business teams.

References

Coker, R. (2016). The two faces of hope: hope positive
and hope negative, a polar perspective. ppnetwork.org/
wp-content/uploads/2017/10/Dissertation.pdf

Fredrickson, B. (2009). Positivity. London: Oneworld
Publications.

Littman-Ovadia, H. a. (2016). Character Strengths and
Mindfulness: An empirical investigation. In P. E. Russo-
Netzer, Clinical Perspectives on Meaning. Cham: Springer
International Publishing., pp.383-405.

Peterson, C., and Seligman, M. (2004). Character strengths

and virtues. Oxford: Oxford University Press.

Seligman, M. (2011). Flourish. London: Nicholas Brealey
Publishing.

Spencer, N., Yoon, H. ], Balin, E., and Amundson, N.
(2010). Using A Hope-Centered Model of Career
Development in Challenging Times. Turkish Psychological
Counseling and Guidance Journal, 4(34): 101-108.

| have noticed
higher anxiety
levels for some
clients related
to discussion
around
unknown
futures, so
asking people
to use their
imaginations to
consider these
unknowns may
add to this.

Kath Dunn RCDP
delivers careers

and employability
support to individuals
in schools, colleges
and universities, and
supports inclusion
workshops for
organisations.

Career Matters
June 2025/ Issue 13.3



FEATURE

i Digital accessibility means making sure everyone can use and benefit from
digital tools and information — regardless of disability or neurodiversity.
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can use and benefit from digital tools and

information - regardless of disability or
neurodiversity. In the world of career guidance, it is
about removing barriers so that all young people,
including those with special educational needs and
disabilities (SEND), can explore options, connect with
professionals and access resources in a way that works
for them.

D igital accessibility means making sure everyone

As more guidance services move online - whether

that’s through virtual careers events, online application
systems, or digital information packs - there’s a risk that
some young people are left behind. But with a few simple
changes, we can open up digital spaces and ensure that
they are inclusive from the start.

Barriers young people with SEND face online
Many young people with SEND face barriers that others
don’t even notice. These might include:

o Websites that don’t work with screen readers or
keyboard navigation

¢ Online platforms that use fast-paced language, flashing
visuals, or complex layouts

» PDFs and careers resources that aren’t tagged or
accessible

» Webinars without captions or alternative ways to
engage

o Virtual events that assume everyone is comfortable
speaking or typing in front of others

If we don’t consider these things when designing our
digital content and careers delivery, we unintentionally
exclude people who already face additional challenges
when navigating education and employment.

Where accessibility gaps often show up

Digital accessibility isn’t just about websites - it affects
every part of how careers support is delivered online.
Here are a few common areas to review:

1. Online careers platforms

Many young people rely on school or college portals, local
authority sites or third-party platforms to explore career
pathways. But not all are designed with accessibility

in mind. Text can be too small, colour contrast can be
poor or features might not work properly with assistive
technology like screen readers or voice commands.
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2. Virtual guidance sessions

Video calls and online events are now a regular part
of careers work. But not all learners can access these
equally. Fast-paced conversations, background noise,
unclear audio, or lack of captions can create barriers -
especially for deaf or neurodivergent young people.

3. E-resources (PDFs, videos, social media)

Digital resources are often shared as PDFs, videos,

or graphics on social media. But if they’re not made

with accessibility in mind, they can be unreadable or
confusing. A simple infographic with no alt text or a video
with no captions can mean a young person misses key
information.

Practical ways to improve inclusion

The good news? You don’t need to be a tech expert to
make your digital careers work more inclusive. Here are
practical tips - many of which are quick, free and easy to
implement:

» Use built-in accessibility tools (like in Microsoft 365).
If you create documents, presentations or emails
using Microsoft tools, the Accessibility Checker is your
friend. It highlights problems like missing alt text, poor
contrast or unreadable tables and suggests how to fix
them.

 Use heading styles in Word or PowerPoint so screen
readers can navigate content properly. Avoid walls of
text and make sure hyperlinks describe where they
lead (e.g.,, ‘Download the careers guide’ instead of ‘Click
here”).

e Make social media more accessible

If you're sharing updates or resources on social media, a
few small tweaks can make a big difference:

» Use alt text for images
» Add captions to videos

e Write hashtags in #CamelCase
(e.g. #NationalCareersWeek)

» Keep emojis to a minimum and avoid placing them in
the middle of sentences

e Create inclusive PDFs and documents

PDFs are widely used but can be inaccessible if they are
not created properly. Make sure your PDFs:

» Use easily readable fonts (like Arial or Calibri)
e Have proper headings and alt text

e Can be read using screen readers (export ‘tagged’ PDFs
from Word)

e Avoid clutter and use clear layouts

 Easy Read versions and documents with simple
language can also help more young people engage -
especially those with learning difficulties or language
barriers.

Make in-person and digital events inclusive
If you're running webinars, careers fairs, or guidance
sessions - online or in-person, then consider:

« Offering live captions and British Sign Language (BSL)
interpretation

» Reducing background noise and avoiding flashing
visuals

¢ Allowing time for breaks and processing
 Asking about access needs when people sign up

e Sharing information in advance in different formats
(including Easy Read or audio if needed)

Simple adjustments, like allowing (pre-prepared)
questions by chat or email - instead of live voice -
can give all attendees the chance to participate and
contribute in a way that suits them.

Real-world example

A college careers team | worked with wanted to make
their digital careers offer more accessible. They started
by reviewing their PowerPoint presentations using
Microsoft’s Accessibility Checker and added alt text to
all images. They also made sure that all future events
included captions and provided alternative versions of
resources in Word, PDF and Easy Read formats.

One neurodivergent student shared afterwards that this
was the first time they felt confident attending a careers
webinar. ‘The captions helped me follow along without
getting overwhelmed, they said. ‘It felt like it was for me,
not just for everyone else.’

Helpful tools and resources
You don’t need to start from scratch. These tools and
organisations can help:

» Microsoft Accessibility Checker - built into Word,
PowerPoint, Excel and Outlook

» Web Content Accessibility Guidelines (WCAG) - a global

standard for website and content accessibility

» RNIB - practical tips on accessible formats for people
with visual impairments

o AbilityNet - free resources and support for digital
accessibility

Conclusion: Inclusion starts with intention

Digital accessibility doesn’t mean changing everything
overnight - it means thinking ahead and making sure
that no one is unintentionally excluded. When we design
with inclusion in mind, we create digital spaces that
welcome all young people, especially those with SEND.

Career guidance is about opening doors. Let's make sure
those doors aren’t locked to anyone because of how
we’ve shared information or run an event.

Call to action

If you're a careers professional, educator or provider,
start with one small step. Review your next document
or event for accessibility. Use the built-in tools. Ask your
audience what they need. Disability and Neuro-inclusion
isn’t about being perfect - it's about being open to
change.

And if you'd like support, resources, or training to make
your workspace and careers offer more inclusive, I'd love
to help.

Easy Read
versions and
documents
with simple
language can
also help more
young people
engage —
especially those
with learning
difficulties

or language
barriers.

Andrew Holland
Disability Inclusion
Consultant and Trainer
sendme2work.com |
andrew@sendme2work.
com
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(Retief & Letsosa, 2018; UPIAS, 1974).

i The social model of disability enhances my ability to carry out my role
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‘Once upon a time, there was a self-employed careers
adviser who had a disability and really loved her job as
a practitioner. Each day she would go to work and have
to ask for reasonable adjustments in order to do her role
and constantly worried that she was causing additional
challenges for other people.’

You may be asking why [ opened this narrative with ‘once
upon a time’. Itis simply because we often talk about
different events in our lives, bringing the rich content
alive with feelings, emotions and reflection (Atkinson,
1998) to create a story or shared experience. [ wrote
this article to help other practitioners and employers
understand the additional challenges a disabled careers
practitioners needs to overcome and to let everyone
know it is OK to ask for help!

My own ‘once upon a time’ started with self-employment
and business mentoring for disabled people, which led
to me studying to become a careers adviser alongside
my role. As a mentor, I realised that self-employment
was not for everyone and I needed to have the skills

to support people into other opportunities including
traditional employment, volunteering and vocational
studies. The journey to my Level 6 Career Guidance

and Development qualification assisted in more ways
than one, as I started to understand the theory behind
my practice and develop a greater knowledge of the
pathways disabled people could take. The qualification
also taught me a lot about me. [ had left school with

a few GCSEs at age 16 and this was the first formal
education [ had done in a ‘few’ years - let’s just say David
Pusey is a very patient man!

Once qualified, I worked within SEND education settings
and with disabled adults. This allowed me to further
explore and learn about the daily challenges that disabled
people face, from gaining qualifications to actually
having the confidence to dream big. As my professional
knowledge and experience increased, my own health
deteriorated and during regular meetings with medical
consultants I got labelled as ‘disabled’ myself. Labelling
disabilities and conditions is characteristic of the
medical model of disability, which defines people by the
characteristics of their disability, rather than the way it
impacts their daily lives (Retief & Letsosa, 2018).

Although writing an honest article about practicing
as a disabled careers adviser certainly has challenges,
one of the first things my husband said was ‘don’t talk

yourself out of a job’. Ithought he was joking at first, but
then heard the caution behind his words. Was writing
this article going to make me look like I am not capable
of doing my role and put doubts in the minds of others
about my professionalism? This made me seriously
consider how contract holders view disability and the
vulnerability associated with it.

With that thought in my mind, I want to explain about
what constitutes a ‘disability’. Under the UK Government
Equality Act of 2010 (UK Government, 2010), a person
is defined as disabled if they have a ‘physical or mental
impairment that has a “substantial” or “long-term”
negative effect on their ability to do normal daily
activities’.

But what does that mean? As a disabled person, with
Myalgic Encephalomyelitis (M.E.), [ understand the
substantial and long-term challenges posed by physical
and mental impairments. Each night, as I prepare to

go to bed, I start to worry about how I will feel in the
morning. I hope that [ will be able to get up and ready
for work easily, as some days are better than others, and |
can never predict if it will be a good or a bad day.

The social model of disability enhances my ability

to carry out my role (Retief & Letsosa, 2018; UPIAS,
1974). This model demonstrates how the social

and environmental restrictions put in place, even
unintentionally, can exclude disabled people from
actively participating in employed roles and societal
activities (Shakespeare, 2014). For example, my car is
packed full of assistive technology - in fact, it would be
easier to tell you what is not in there! From different
levels of mobility aids to adapted cutlery, coloured

filters and bedding, I am prepared for every eventuality.
Travelling light is not something I can do now and it takes
alist and a detailed plan to make sure I have everything I
need... just in case!

I have discovered that honesty is good, starting with a
conversation about the basic things [ need to have to do
my role. These include a ground floor office, a disabled
parking space and a key member of staff who I can
contact if the need arises. [ am also lucky that [ am able
to claim Access to Work (UK Government, 2021) support,
which ensures I have a personal assistant with me in the
work place. Having someone to support me and that
understands my needs ensures that [ am able to do my
job comfortably and safely.
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The educational establishment teams I work with have
been very accommodating and often offer additional
support - the tea and biscuits, for example, are very well
received! There are days when I have got tired quickly,
and occasions where I have had to leave early but with
some honesty and negotiation, [ have been able to make
the time up on another day. These open conversations
help everyone and mean that I can offer the careers
guidance needed in a way that works for me and for the
young people I work with.

Although working within an educational environment
can be challenging, it is so rewarding. Having a young
person openly share their narrative, empathise with you
(as you ask for the tenth time what subjects they are
doing as the brain fog hits) and explore ideas is amazing
and [ am really privileged to be in such a trusted position.
The payback, also known as post-exertional malaise or
PEM (ME Association, 2025), is not the best and can
mean a few days in bed, but to know that I may have
changed someone’s perspective, helped them with their
aspirations and enhanced their confidence means that it
is worth it.

Yes, it is hard being a disabled careers adviser, but with
some careful pacing, the incredible support of a team and

the knowledge you are making a difference, anything is
possible.
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1 Being nominated is itself a great form of recognition for all your hard work and

the impact you have.
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UK Career
Development
Awards 2025

G4i

{CARNIVAL

thecdi.net/UKCDA

he winners of this year’s UK Career Development Awards will be announced at the Carnival of Careers Awards
dinner at the Royal National Hotel, London on the evening of Tuesday 17" June. I am delighted to announce the
shortlisted entries that have been put forward for each award.

This being the first year with the new award categories, I have been delighted with the number of high-quality

nominations put forward across the seven awards and I'd like to thank all those who submitted a nomination. Being

nominated is itself a great form of recognition for all your hard work and the impact

you have. The judging panels have shortlisted the entries which showcase the best

of the nominations received. _ W
\

We are delighted that this year’s overall sponsor of the awards is Sky, and I would
like to thank them for their support for recognising the best of the profession. I'd
also like to thank all our individual award sponsors.

Careers programme - education settings Sponsored by

* Challney High School for Girls ¢ CAREERS &
* Harrison College ENTERPR|SE
* Ideas4Careers COMPANY

Careers Programme - Non-education Settings
* CXK Prisons IAG & Employability Service

N\ J

Innovative Product, Resource or Technology

Sponsored by
* Global Education Travel and Tours

®
* The Careers People P U R LO S
* Unifrog Courses tool and Virtual Work Experience Week

N\ J
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Career Development Professional Working in
Education Settings

* Anna Leese, Regional Careers Adviser, Outcomes First Group
* Dionne Bailey, Careers Lead Adviser, West Thames College

* Ladi Mohammed, Founder & CEO of Global Educational Travel
& Tours

.

Sponsored by

CXK

inspiring people to thrive

-

* Amanda Mason, Career and Employment Consultant, Vitality360
* Bethan Williams, Careers Wales/Working Wales service
* Lizzie Vine, Careers Professional, CXK

Career Development Professional Working in Non-education Settings

Contribution to the Development of the Profession
* Danny Mirza, Head of Talent, Coventry University London
* Ladi Mohammed, Founder & CEO of Global Educational Travel & Tours

.

.
/
Careers Provider of the Year Sponsored by
*Amazing If ¢ CAREERS &
* Career Connect ENTERPRISE
COMPANY
.
/

~
Dr Rodney Cox Lifetime Achievement Award
and CDI Fellowships

those who have supported the CDI and the profession over many years.

In addition to these awards, the CDI Board will be presenting the Dr Rodney Cox Lifetime
Achievement Award to an individual who has made a huge contribution to the career development
profession throughout their career. We will also be announcing our new CDI Fellows, recognising

~

THE CARNIVAL OF
CAREERS AWARDS DINNER

This year’s awards celebration has an exciting carnival theme,

creating a wonderful atmosphere in which to recognise the

achievements of all those shortlisted and reveal the winners

of this year’s awards. I'd like to thank Life’s Work Consulting

for sponsoring the photo booth at the awards ceremony - so

everyone can capture memories of the night. The event will be

held at the Royal National Hotel, London on

LIFE'S f% the evening of Tuesday 17" June - so by the
WORK k‘%,#ﬂ time you read this we could already know
o who our winners are!

N

I would like to wish our shortlisted entrants all the best for the Carnival in Careers ceremony. Thank you again
to everyone who put forward a nomination, and I'd like to encourage all CDI members to consider recognising a

colleague, team or organisation - including yourself - when we open for nominations for next year’s awards at the

end of the year.
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be held at the
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EE This year, all our careers fair exhibitors (employers, providers and
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he school careers fair is often a flagship event in
T the academic calendar. When student interactions

are well managed, it allows ‘the greatest potential
number of different volunteers from the greatest number
of sectors to engage with young people, according to
the CEC’s What Works report on careers events (Rehill,
Kashefpakdel & Mann, 2017, p.21). That same report
noted how students who are undecided found these
events especially useful.

But let’s be honest: we’ve all seen fairs that turn

into pen-collecting competitions. Groups of students
wander in packs, circling the room and sticking close to
their friends, missing the chance to explore their own
interests. The real challenge is sparking meaningful
conversations and creating the possibility for planned
happenstance - the theory that encourages clients to be
proactive and engage in exploratory activities, thereby
increasing their likelihood of discovering unexpected
career opportunities (Mitchell, Levin and Krumboltz,
1999).

Introducing the twinning experiment

This year, all our careers fair exhibitors (employers,
providers and universities) were invited to ‘twin’ with
a school department, year group or student group. The
idea was that they could lead a second event at another
time in the school year, linking their area of expertise

with a specific subject or student need. I had three main
aims:

« To give departments the opportunity to build working
relationships with our exhibitors, and get a better
understanding of the current world of work.

« To encourage staff to see how working with employers
could offer opportunities to embed Gatsby Benchmark
4, rather than seeing the careers fair as separate from
what they’re doing in class.

 To encourage students to engage in more meaningful
conversations.

Building relationships between the school and
exhibitors

Twinning was completely optional. If an exhibitor

was interested, we had a chat about their availability,
interests and whether they already had resources they
could bring in. They often had great ideas that I would
offer to specific teams in school - some were new ideas
that they wanted to test, while some were projects that
they’d been trying to promote to schools.

These conversations were a real highlight. They helped

employers understand not just what staff and students

needed, but also how schools work, the logistics

and restrictions we face, and how they could make

a difference. Of the exhibitors that took part, 100%
said in feedback that

twinning helped them

i to understand the
55 skills and experiences
3 of young people more.
f E In return, they gave
staff up-to-date, local
= LMI - real insight into
. what employers care
USE THE TWO . * about right now, and
TABLES TO s e elels = . . information about
CHOOSE WHO YOU bl S I . Ll L careers and entry
MIGHT TALK TO o = routes.
Look along the top . . : . .
of the table to find == . Supporting teaching
your interest, then = . . s s s N — = .| staff and Gatsby
look down that S : - Benchmark 4
column to see who . CRECHEC . . I met with Heads of
can talk to you : : : Department and once
about that. Then, Pl e . 5 [ had a sense of where
look them Up in the [rumesmyseses T - 5 * and when support was
back pages of thiS  [muwsretserdsnes . . needed, I could match

booklet.

those needs with the
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exhibitors. For example,
our Geography
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f)H:MV

HEMV Englineering Is a leading employer in the electrical
engineering sector, offering roles in project management,
design, and installation. They prioritise employes
development, safety, and innovation, providing
oppertunities for career growth and hands-on experience In G =CEUEE LT
large-scale infrastructure projects. Work Experience

“s‘ HEMV regularly offer work experience to our Year

and have a

e Kent [ disability WHAT CAN | TALK TO
" Police B confident EMPLOYERS ABOUT?

Kent Police offers various jobs, apprenticeships and + All of these em pl ers
graduate roles including policing, IT, and administration,
providing hands-on training and career progression

PP les. They p F F
diversily, and community safety, supporting employees in
building a ing career in law

, Kent Police have supported our sbeth form
\\sr imis - one of their i
Chief Inspectors came in to help them revise their

learning of police procedures on crime scenes.

@ mep graduate training
J programmes that you
do after getting a
degree.

MEF Ltd offers apprenticeships and graduate roles in
mechanical and electrical engineering, providing hands-on
training and career development opportunities. As an = Employers can also
employer, they focus on skill-bullding, innovation, and give you ad

safety, supporting employees in gaining practical intervi

experience and progressing in the engineering sector. about what su

% MEP Ltd run an annual engineering competition might help you if
\\s with our Year 7 students and regularly offer work worked for them.
i to our Year

department twinned with a local football club. Staff were
teaching climate change and corporate responsibility, and
they also wanted to promote Geography GCSE. Together,
they have designed a project where Year 9s plan how to
reduce the environmental impact of fans’ travel to the
team’s away matches. At the fair, students interested in
environmental careers could not only talk to the club, but
also be much more open-minded, asking other employers
about sustainability.

Feedback from staff involved was positive. Not only

did twinned events give them valuable CPD (especially
around apprenticeships and industry updates - a
requirement in the new statutory guidance for careers
education), it also encouraged them to start using a
‘careers lens’ when encountering topics in class. Even
better, those teachers now have direct contacts to use
in the future, which will be expanded when they get the
chance to work with someone different for next year’s
fair.

Building student confidence and driving meaningful
conversations

It’s crucial that the careers fair is useful for all students,
especially those with additional needs. In our current
educational system, students with SEND are still
expected to make transitions at the same time as their
peers, so it is important that they are supported. To
make the fair more inclusive, I introduced a quiet session
specifically for students with sensory or mobility needs. I
also invited a neighbouring SEND school that isn’t able to
host its own event.

Working with their careers leader, Abigail Rodreigo,

underscored the importance of familiarity for students
with ASC and ADHD. In focus groups conducted before
the fair, several of our students with SEND shared that

in previous years, they had only approached stalls with
which they were familiar - even when those options
didn’t align with their aspirations. I revisited last year’s
feedback and found that this pattern was evident across
other student groups too, though to a lesser extent. This
reinforced the importance of giving students earlier,
softer introductions to employers.

Familiarity gave more students the confidence to start
one conversation, which could then lead to further
interactions with other exhibitors. Secondly, they used
their time at the fair more effectively because knowing
some of the exhibitors prior to the fair allowed them
to ask more focused, purposeful questions. In our
evaluation, we asked all exhibitors eight key questions.
Among those who didn’t twin, 82% agreed or strongly
agreed that students were engaged. Among those who
did twin, that number rose to 97%.

Reducing impact of low attendance

Like many schools, we're seeing the impact of low
attendance. It can often mean that, even when you put
time, energy and resources into a careers event, 15%
of a year group might miss it. Twinning meant that
any students who missed the fair would still have the
opportunity for at least one meaningful interaction. It
also reduced the impact of an exhibitor having to drop
out on the day due to unforeseen circumstances.

Conclusion
I'll definitely take this approach again next year. The

careers fair takes a lot of investment, so [ want it to work

as hard as possible for our students and staff.
My next steps?

e Build buy-in from more departments

» Involve parents and carers more directly

This year, parents received a guide to all exhibitors,
including:

« Sectors each exhibitor could speak about
¢ Post-16 and post-18 options covered
» Whether the exhibitor was disability confident

Next time, [ want to go further - perhaps by gathering
parent feedback in advance and tailoring resources

to what they’d find most useful. Twinning helped us
build real relationships with employers, offer richer
experiences to students, and make the most of the
resources we already have.

It’s a simple idea, but one that I believe can reshape how

schools approach careers fairs - and make them not just
memorable, but meaningful.
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out as a queer woman, [ was advised not to discuss

my personal life with students. Straight colleagues
shared stories about partners and weekend adventures.
When I did the same, it was deemed inappropriate -
‘promoting’ homosexuality. It was 2004. Section 28 had
been repealed, but its shadow still curled through staff
rooms and lesson plans. I moved on, but the message
stayed: hide who you are or pay the price. A piece of me
died in that conversation. The free, liberated version of
myself climbed back into the closet.

I n my early career, working in schools and newly

That wasn’t just personal shame; it became a career
lesson. It shaped how I show up for others, especially
those still learning to be visible in spaces that don’t
always feel safe.

Today, transgender friends are reconsidering whole
career paths, especially roles involving children, not
because they lack skill or passion, but because of fear. Not
fear of professional ability, but fear of personal scrutiny.
Hate crimes against LGBTQIA+ people are rising. Hostile
rhetoric intensifying across media and politics. Most
chillingly, young people are watching, wondering if they’ll
need to hide or deny their identity to succeed.

Careers professionals have a front row seat to these fears.
We hear them in silences, nervous glances, the caveats
before someone says who they live with, and sometimes,
in the complete absence of disclosure.

A friend’s manager refused to use her pronouns. Tll use
your name, but [ won’t call you she or her’ Imagine that
being the tone set in your workplace. When I joined a
new team and hadn’t come out, a male colleague boasted
about following a woman around campus because

she’d held another woman’s hand. I smiled awkwardly,
wondering if I'd be next. On a night out, a male lecturer
leaned in: ‘You're only with a woman because you haven’t
had the right..” No punchline. Just homophobia and
patriarchy.

While working with a small group of NEET young people,
a withdrawn trans man relaxed as he realised I was
opening the LGBTQIA+ conversation. ‘[ knew you were
cool, he said. ‘I spotted your trans stickers. We spoke
about binders and camping, chosen family and queer
support groups, finding a tribe, a sense of belonging. Only
later did we touch on pathways and possibilities. That
conversation wasn't about a career goal. It was about
permission to exist. And to thrive.

This is the heart of inclusive careers work: understanding
that some young people don’t just need pathways, they
need safe places to land.

Stonewall’s (2018) Work Report found that 35% of
LGBTQIA+ staff and 51% of trans staff have hidden
their identity at work for fear of discrimination. These
aren’t just statistics, they’re people weighing disclosure,
safety, survival. What begins in tabloid headlines ends in
hesitation: Should I apply? Will [ be safe? What if work
find out?

The Systems Theory Framework (Patton & McMahon,
2014) reminds us that career decisions are shaped by
more than interests or qualifications. Identity, culture,
laws and relationships all matter. Hodkinson’s Careership
shows how ‘horizons for action’ narrow when young
people internalise who gets to succeed. Resonance
Theory (Rosa, 2019) goes further; careers are about
connection, the ability to feel a back-and-forth with the
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world that says, ‘You matter here’.

Each of the stories I've shared aren’t just awkward,
they’re system signals. Telling queer people, ‘this space
isn't for you'’. The opposite of resonance. When your
identity is attacked or invisibilised, the world stops
speaking back. You stop imagining. You disengage. Not
from apathy, but exhaustion. You can’t thrive in a space
that refuses to see you.

In the slow, stubborn years after Section 28, we pushed
back against the fear that had once stalked classrooms,
corridors, and policy. We built protections. We found joy.
Pride shifted from protest to party, a celebration of hard-
won rights. But while we danced, fear gathered just out
of sight. Now it’s knocking at the doors we thought were
secure.

For me, this isn’t abstract. It’s personal. Under new
legal interpretations, my girlfriend, even with a Gender
Recognition Certificate, is no longer recognised as a
woman. So, what does that make us? Has my same-sex
relationship been quietly redefined? Nothing about us
has changed, but the political sands beneath our feet
have shifted.

For young people watching this unfold, what are we
asking them to believe about their futures? If trans
youth are denied access to services, teams, or even

the right to be named and seen, how can they dream

of becoming teachers, doctors, engineers, athletes?

How can they imagine futures in a world that redraws
belonging without warning? When fear and exclusion
are normalised, pathways shrink. Possibilities narrow. If
we want all young people to thrive, we can’t let fear limit
their ambition.

And yet, there is hope.

In found communities, in places to laugh, play, and
connect, careers conversations surface naturally. Safety
builds confidence: to explore training, challenge toxic
workplaces, imagine new futures. When you're seen, and
your people stand beside you, cheering you on, you start
to breathe differently. That's when growth begins.

As careers professionals, we have more power than we
realise. If we want LGBTQIA+ people to feel safe enough
to dream, we need to make that safety visible. These
aren’t token gestures — they’re structural signals of
belonging. We must:

e Make inclusion visible through language, space, and
culture

e Ask affirming questions that open conversations

e Challenge anti-LGBTQIA+ narratives, call out
cisnormative and heteronormative systems

» Build resources centred on queer voices
» Signpost clearly to supportive organisations
e Educate ourselves, then reshape our settings

Coming out isn’t a one-time moment. It’s a series of
decisions, made over and over, in every new room.
Our job is to make those rooms safer. And remember:
if someone comes out to you, it means they trust you.

That's a privilege.

Careers work isn’t just about labour markets. It’s about
hope, identity, and possibility. For many LGBTQIA+ young
people, those things are under threat. They’re wondering
if the future was ever built for them.

Let’s make sure our answer, in every interaction is this:

That while the media screams hate and misinformation,
our inclusivity is louder.

Actively demonstrating everyone is respected, that no
one has to hide to succeed.

We will continue to build futures stitched together
with resilience, pride, and the full, unapologetic glittery
spectrum of humanity.
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Over the past 4 years, initially as Chair of the Career

Review and then the Careers Services Collaborative,
I've had the great privilege of working with many
committed and inspirational colleagues to further
develop Scotland’s already high-performing career
services.

I ntroduction

The Career Review

The Career Review, the most comprehensive review of
Scotland’s career services undertaken in a generation,
considered the wide range of assets and resources that
makes up what we termed Scotland’s all age careers
‘ecosystem’. It was informed by comprehensive evidence
and the insights of service users and practitioners who
co-designed the Review’s vision and recommendations.

Conduced in the wake of the pandemic, its
recommendations were conditioned inevitably by

its impact, particularly on young people. That said,
the intention of everyone involved was to provide a
long-term direction of travel with a focus on the range
of economic and social challenges we face, not least
persistent inequality and poverty.

The evidence confirms that the Scottish system has
many strengths. The service provided by a highly
professionalised workforce, in some but not all parts

of the ecosystem, is highly valued. Frontline staff work
hard to deliver a seamless and connected service across
different environments, but in a system that doesn’t
always function as well as it could.

The Review’s recommendations were, therefore,

not focussed on professional practice, but rather on
improving the system in which practitioners, and others,
operate, with the aim of creating better service alignment
and integration. They also aim to ensure that services

are flexible and forward-looking, and will not be blown
off course by the continual round of policy change that
has, unfortunately, been a recurring feature of Scotland’s
education and skills system.

Three things influenced thinking about how the changes
the Review envisaged could be achieved. They were the
need:

e to transition quickly from recommendations to
implementation;

« for greater collaboration; and
o for shared change leadership.

There is no lack of policy referencing Scotland’s
career services. What has been lacking is effective
implementation. Achieving Ministerial agreement to
our demand for a seamless transition from Review to
implementation avoided the inconsistent commitment

and responsiveness to change at a service or institution
level that, too often in the past, has prevented effective
service improvement.

The Career Services Collaborative

A key outcome of the initial phases of implementation
was the co-creation of the Career Services Collaborative,
designed as a mechanism through which the entire
‘ecosystem’ can lead change. Participation is open to

any service provider, organisation or stakeholder who
contributes to, or is willing to support, career decision
making and wishes to engage collectively. It is a place
where partners are expected to initiate action themselves
in their own sphere and in collaboration with others, not
wait to be told what to do by Government.

At its heart is the principle of shared leadership of
change. This demands that the ‘ecosystem’ voluntarily
takes a leadership role and accepts the responsibilities
that come with it. It also requires Government to work
collaboratively, to have confidence in the careers ‘eco-
system’ to work together voluntarily to drive service
innovation and improvement, and to ensure that career
services policy remains consistent with the direction set
by the Review.

I believe that the Collaborative’s model is an exemplar in
driving reform and continuous improvement, not just in
Scotland’s education and skills system, but in the wider
public sector.

Making a Difference

Through the Collaborative, all parts of the careers
‘ecosystem’ have come together. Sector specific and
collective change plans have been developed and are
being delivered. Unsolicited, practitioners have led

the development of local Collaboratives, mirroring the
national approach. Collaboration, including between
organisations who haven’t previously worked together, is
producing more inclusive, higher quality and impactful
career services.

Significant progress has been made in embedding

the Career Service Operating Model, designed to
operationalise the Review’s recommendations and to
provide users, practitioners, service providers, industry
and wider stakeholders with the opportunity to share in
the leadership of change.

The Future

The progress made has been achieved despite the
ongoing uncertainty in Scotland’s education and skills
system, not least over the future of our national skills
agency, Skills Development Scotland, a unique feature
and the cornerstone of Scotland’s national careers
service.
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It would be wrong to pretend that this has not had an
impact. While the focus of the Collaborative should

have been solely on improving service delivery, much

of the last year has been spent persuading the Scottish
Government of the clear alignment between the Review’s
recommendations, which it previously endorsed, and the
direction of its wider education and skills reform agenda,
the Minister’s stated vision for career services.

In January, when I stepped aside as the Interim Chair of
the Collaborative, I did so, convinced that this had been
achieved and that the efficacy of the Collaborative’s
approach would secure it as a permanent feature of
Scotland’s education and skills landscape.

Unfortunately, at the time of writing, the Government
has yet to confirm the appointment of a permanent Chair
and support arrangements. While I'm confident that
some parts of the system will continue to make progress,
the momentum built up during the Career Review and
maintained in the seamless transition to implementation
and the creation of the Collaborative is in danger of
dissipating.

The likely consequence will be a return to old ways of
working. Sincere intentions to drive collaboration will
become bogged down in interminable debates over

governance, resources and accountabilities. They will be
beset by the unfortunate tendency of partners to look to
others, most notably the Scottish Government, to direct
their actions and to pay for them, rather than to focus on
acting themselves and deploying their existing resources
more effectively.

These are the very things the Collaborative’s approach is
designed to avoid.

The concluding demand of the young people who wrote
the Foreward to the 1st Report of the Career Review,
Careers by Design, was that we act.

They said, ‘Most of all, we hope you act ... If you do, you
will be creating a better tomorrow - one which will be
good for all young people, and good for our country

Working through the Collaborative, our careers
‘ecosystem’ has the knowledge, insight, expertise,
governance structures and commitment to collaborate to
do just that and deliver the change we need. It would be a
tragedy if it becomes a casualty of Government inertia.
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The UK’s higher education sector faces significant

short- and long-term challenges. Shifting employer
demands, automation of the workforce, the impact of
government policy on hiring plans and the declining
wage premium of degrees (outside of London) over the
last 25 years (Burn-Murdoch, 2023) are already making
a visible impact. Staff cutbacks are being announced
by various institutions as a result of funding shortfalls
(Clark, 2025) and the OfS (Pickford, 2025) recently
forecast that the financial performance of universities
and colleges will decline in 2024-25 for the third
consecutive year, primarily driven by a shortfall in
international student enrollment.

I Introduction

Institutions need to equip learners with a skills-based
curriculum - both technical and transferable - as
demanded by employers. This includes embedding work
experience opportunities, engaging with employers,

and providing up-to-date careers advice, helping them
maintain their competitive advantage and meet the
changing demands of the UK workforce.

Labour market data based on job postings

Labour market data from job postings aggregates
insights from online advertisements across job boards,
company websites, recruitment agencies and other
intermediaries that represent the hiring organisation.
Unlike retrospective labour market reports that tend to
operate with a minimum 3-month lag, this near real-time
source provides up-to-date employer demand insights.

The changing employment landscape

LMI from job postings enables us to analyse current
trends for entry-level roles. Post-pandemic, graduate job
vacancies peaked on Adzuna'’s intelligence platform at
just over 22,000 on 31st October 2021, but have since
fallen to just over 8,600 as of 2nd March 2025. Over

the longer term, this trend does not show any signs of
immediate recovery, let alone returning to pre-pandemic
levels. At the same time, the UK continues to produce
over 500,000 graduates each year.

Why labour market data is essential for education
and training providers

Tailoring curricula and developing new programmes

Labour market insights help education and training
providers design and rebalance course offerings,
reflecting the certifications and skills that are in high
demand. New job roles in technology, green industries
and healthcare are emerging rapidly. At the same time,
there may be shifts in sector-specific skills. For example,
in relation to computer programming, post-pandemic
data from Adzuna showed that in Q1 2023, the demand
for R superseded both SQL and Python. Job posting data
allows curriculum planners to identify these trends early

and develop training programmes that prepare learners
for the future workforce (see Fig 1):

Fig. 1: Programming language demand shifts

2022-23 Programming Languages. -

Targeted funding
At a more strategic level, when tough decisions need to
be made over resource allocation, the data serves as an
evidence base to help inform public and private sector
funding channels.

Career pathway development

Advisers can use job market insights to create guidance
materials detailing job trends and required skills,
bridging the gap to different career paths in a format
that can be delivered in-person and via the institution’s
careers site.

Enhance program pages

Marketers can seamlessly integrate labour market data
into academic program pages, presenting key insights
such as expected graduate and apprenticeship salaries,
potential employers, and job roles next to course and
degree details. This can be tailored to create a cohesive
experience for prospective students.

Tailored guidance to regional demand

UK regions have unique economic strengths and hiring
needs. Labour market intelligence enables careers
advisers to offer targeted support, ensuring learners
connect with local employment opportunities and gain
relevant skills for their area. Conversely, if job seekers
are looking to relocate, they need to understand the
relative and realistic opportunities, so that they can

set their expectations accordingly. For example, for the
first nine months of 2024, Greater Manchester had a
consistently strong number of early-stage jobs requiring
the Python programming language; however, Berkshire,
Buckinghamshire and Oxfordshire (ITL2) and East Anglia
are now vying to take the place as the region with the
strongest demand. By March 2025, Greater Manchester
is now competing equally with the Gloucestershire,
Wiltshire and Bath/Bristol area, and the Midlands (see
Fig. 2):
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Fig 2: Python programming jobs by region, 2024-25

Entry bevek programmer jobs by region -

Employability workshops

Real-time insights inform employability sessions
covering CV writing, interview techniques and industry-
specific skills development. This will also support job
seekers’ confidence by helping them identify the soft
skills they have acquired from prior gig economy roles
(e.g. working in a bar or waiting tables) that will also
hold value in higher paying jobs, and these transferrable
skills can be easily quantified within the data.

Employer engagement strategies

Education providers can strengthen ties with businesses
by leveraging job market insights to inform recruitment
and networking initiatives. For example, a training
provider in the East Midlands might want to partner with
local logistics providers to offer apprenticeships or entry
level roles.

Expanding vocational and apprenticeship pathways
With increasing concerns over graduate
underemployment, institutions should work to ensure
that vocational routes, such as apprenticeships, are
widely promoted and well-supported. Job posting LMI

data can be used to promote and showcase opportunities.

Case study

Let’s consider a recent graduate from the West
Midlands who wants to use their programming skills
in the financial and insurance industry. They need to
stay at home and work within a commutable distance.
An advisor can use LMI to share insight into which
employers have vacancies (see Fig. 3):

Fig 3: West Midlands - Early Careers Programmers,
Finance and Insurance

Employer Demand
Unique Postings

Reynolds 10

NFU Mutual 6

ECI Partners 6
Coventry Building Society 5

Marsh & McLennan Companies 4
Barrclays 2
Cooper Parry 2
Wesleyan Assurance Society 1

allpay 1

TRC Group 1

If the graduate wants to move to another part of the
country, will there be any pay disparity? For early career

or graduate computer programmers across the UK, this
question can also be quickly answered by looking at job
posting data (see Fig. 4):

Fig 4: Salary for entry-level or graduate programmers

Lo Median Salary
Northern Ireland £45,000
London £44,544
SouthEast (England) £36,776
East £36,500
South West (England) £36,500
East Midlands (England) £35,080
Scotland £35,000
North West (England) £35,000
West Midlands (England) £34,770
Yorkshire and The Humber £33,854

Challenges and considerations

While job posting data is invaluable, it should be used
alongside employer feedback, government reports and
alum career tracking to evaluate the outcomes of these
data-driven initiatives, and to provide a holistic view of
the labour market. Some industries experience seasonal
fluctuations or rely on informal recruitment channels,
meaning additional insights are needed for a complete
picture.

Conclusion

In an increasingly complex and competitive job

market, labour market data derived from job postings

is an essential tool for careers and planning teams.
Education providers that integrate real-time job market
intelligence into their programmes will improve learner
employability, strengthen employer partnerships, and
ensure that funding supports the most relevant skills and
career pathways.
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made by those leaving college or school sixth

forms. While supporting adult returns to
education is an important topic, differences in applicant
circumstances mean it would not be possible to do the
topic justice here.

T his article concentrates on supporting applications

The Higher Education landscape in the UK

In 2024, the entry rate in UK higher education for
eighteen-year-old school leavers was 36.4%, a significant
increase from 24.7% in 2006: overall, university
acceptances more than doubled between 1994 and

2020 (Bolton, 2025). The figures suggest complex
developments in attitudes towards higher education.

Participation has especially risen in lower socio-
economic groups. The latest data from UCAS (Universities
and Colleges Admission Service, the central application
system and provider of online guidance for students)
covers applications made between September 2024

and the Equal Consideration Deadline of January 29,
2025. It shows a 1.4% growth in comparison to last year
in applications from students from areas classified as

POLAR Quintile 1 - the 20% of areas with the lowest
participation rates. Overall, application numbers rose
by 1%, and the number of eighteen-year-old applicants
applying rose by 2.1% (UCAS, 2025).

In recent years, the population bulge of eighteen-
year-olds (set to peak in 2030) and increases to the
participation rate led to concerns about a shortage of
university places. The situation seems to be developing
in a more nuanced way, however. Although 2024 saw
arecord number of eighteen-year-olds accepted to
university courses, a rise of 2.8% from 2023 (UCAS,
2024), the record number of students who applied for
aplace in 2025 by the January Equal Consideration
Deadline is accounted for by the population bulge - the
proportion of eighteen-year-olds applying decreased by
0.7%.

The reasons behind this drop will be complex and
university, like any career path or stage, is not for
everyone. 36.4% remains a substantial proportion,
however, and evidence suggests a correlation between
graduation and enhanced earning power (Universities
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UK, 2024). This ties university attendance to social
mobility. How can we guide students preparing to apply?

Choosing universities and courses

The biggest questions students will be asking themselves
are ‘what do [ want to study?’ and ‘where do I want to
study it?” The UK has a wide range of universities and
courses, and it can be overwhelming for some students
to navigate. The final application only allows students to
nominate five institutions. Points to consider include:

e Grades: what are the student’s GCSE grades and
predicted level three grades? This will allow you to
understand which courses and destinations can be
considered aspirational and which are ‘safer’ choices.

Current courses: do the qualifications taken by the
student allow access to the courses or universities

they are interested in? A few universities do not

accept BTECs (or T Levels), and some courses will

have specific criteria about subject and qualification
combinations. Some only accept grades, rejecting UCAS
point tariffs which may include additional qualifications
such as music exams. There is much variation: students
should check entrance requirements carefully.

City, Collegiate, Campus: what environment and
university community would they like to be part of?
Would they thrive in a campus environment, with
lectures, accommodation and entertainment in one
place, or are they suited to a university spread across
a city? What about a university which has a collegiate
system?

Subject: what do they want to study? Traditional single-
honours courses (for example Biology, History) remain
popular, but multi- and inter-disciplinary courses (for
example, Liberal Arts, Environmental Science) are also
growing in popularity.

Degree structure: a Bachelor’s degree in England
and Wales typically takes three years full time.
Scottish courses typically take four years. It may be
possible to apply for a course with a year spent in
industry (sometimes called a sandwich year) or with
a year overseas. Both can add an extra dimension

to a student’s CV and experience. Some universities
and companies work together to provide sponsored
degrees, in which study is alternated with work
experience and reduced fees, a middle ground between
a sandwich year and a degree apprenticeship.

Strategy: ideally a student will have a combination of
aspirational, solid and safe choices on their application.
Students do not have to make all their choices
immediately - they can add them up to the January
deadline.

* Are there additional steps, such as entrance tests,
interviews, auditions or portfolios?

The new personal statement

For applications for study beginning in 2026 onwards,
the personal statement will be divided into three
sections:

» Section one: why does the student wish to study this

course or subject? UCAS recommends discussing “
motivation here, along with future career aims and
super-curricular activities which sparked the interest
or maintained it.

Universities
themselves can

e Section two; how have the student’s qualifications and

study helped prepare them for the course or subject? be mvaluable
In this section, students are recommended to discuss In Supportlng
stu('iles, transferable skills which will be useful and SChOOIS and
achievements. .
students, with

o Section three: what else has the student done to
prepare outside of education, and why are those

dedicated

experiences useful? Students could use this section outreach and
to discuss work experience, relevant hobbies, co- SChOOI |iaison
curricular activities and achievements.
Stud ill h i 4,000 ch, teams who can
tudents will have a maximum of 4, characters to
attend school

complete the whole statement; each section will need to
contain a minimum of 350 characters. The most selective events and
universities like to see evidence of students exploring offer talks to
academic subjects independently, and the academic to

non-academic content ratio should be 80:20 or, where an StUdentS'
application is to very elite institutions, 90:10.

A range of subject-specific personal statement guides , ,
are available for students and staff on the UCAS website:
ucas.com/applying/applying-university/writing-your-
personal-statement/2026-personal-statement-guides.

Further support and resources

Universities themselves can be invaluable in supporting
schools and students, with dedicated outreach and school
liaison teams who can attend school events and offer
talks to students.

For support with the creation and development of
applications and making the best use of available data

in order to inform advice for future cohorts, the UCAS
adviser site has online self-study units with the potential
to earn digital badges: ucas.com/advisers.

The Springpod website is now aligned with UCAS and has
opportunities for academic taster sessions and virtual
work experience: springpod.com.

References

Bolton, P. (2025). Higher Education Student Numbers. Dr Rachael Pearson

researchbriefings.files.parliament.uk/documents/CBP- RCDP is the Head of

7857 /CBP-7857.pdf. Careers and Progression
at 0akham School. rp1@

Universities and Colleges Admission Service (2024). oakham.rutland.sch.uk

UCAS Undergraduate End of Cycle Data Resources
2024. ucas.com/data-and-analysis/undergraduate-
statisticsand-reports/ucas-undergraduate-end-cycle-
dataresources-2024.

Universities and Colleges Admission Service (2025).
2025 Cycle Applicant Figures - 29 January Deadline.
ucas.com/undergraduate-statistics-and-reports/
ucas-undergraduate-releases/applicant-releases-2025-
cycle/2025-cycle-applicant-figures-29-january-deadline.

Universities UK (2024). Graduate Employment
Outcomes. universitiesuk.ac.uk/sites/default/
files/field/downloads/2025-03 /UUK-graduate-
employmentoutcomes-analysis-v2_0.pdf.employment-

outcomesanalysis-v2_0.pdf Career Matters
June 2025 /Issue 13.3



FEATURE

i Holistic career conversations consider the whole person, acknowledging

that life and work are inevitably interconnected. T

HOW HOLISTIC CAREER
CONVERSATIONS HELP US
TO THRIVE AT WORK

KATE MANSFIELD
WRITES ABOUT
NAVIGATING

THE OVERLAP
BETWEEN CAREER
AND PERSONAL
ISSUES

Career Matters
June 2025/ Issue 13.3

word I often notice people using when talking about
their careers is the word is ‘should’

Traditional career conversations focus on skills, strengths
and aspirations. In the workplace, managers may be
reluctant to engage in a dialogue about career-related
issues that they lack the skills and confidence to navigate.
Individuals, like Jana (see the Case Study below), may

be concerned that sharing personal issues limits career
development.

Yet there is a risk that if career conversations focus

too narrowly, without acknowledging how life impacts
career, information essential to the ability to thrive at
work may be overlooked. It is a bit like ignoring the
‘elephant in the room’. At an organisational level, this
could contribute to disengagement, burnout and the loss
of talented individuals who feel that their needs do not
align with the needs of the organisation.

But what if we could have better conversations that
aligned the needs of personal and professional with
benefits for all?

What is a holistic career conversation?

Holistic career conversations acknowledge the
overlap between emotion and life issues and go
beyond a traditional career discussion focused
on skills, strengths and aspirations. (Nathan et
al, 2025)

At Career Counselling Services (CCS), we define holistic
career coaching as a process which enables people to
identify and utilise their resources to make career-
related decisions and manage career-related issues
(Nathan & Hill, 2006).

Holistic career conversations consider the whole
person, acknowledging that life and work are inevitably
interconnected. Career-related issues may be age- or
gender-related and include challenges such as mental
and physical health, family, caring responsibilities,

CASE STUDY
JANA, 51

neurodivergence, menopause, bereavement, divorce and
more. These holistic issues can impact on an individual’s
career well-being at work, engagement, motivation and
performance.

There are many benefits to this approach. Rather

than view life issues negatively, a holistic approach
encourages individuals to notice what has been gained
from life experience in the form of additional strengths
resulting from parenting, caring, or because they are
neurodivergent. It can empower them to integrate work
and life better, and to feel more motivated and engaged.

For employers, this approach can encourage more
inclusive and cognitively diverse workplaces, with better
alignment of individual and organisational goals.

How can we approach a holistic career conversation?

‘Offering a holistic “career-related” approach
implies the need to acknowledge and respect
any emotion or personal issue which arises in a
work-based conversation, but also to know the
limits of this approach and to refer to someone
for more specialised help if the personal issue
becomes the dominant consideration.” (Nathan
etal, 2025)

Career professionals can play a vital role in these holistic
career conversations, yet mindful of boundaries and the
scope of their professional role, they may be cautious
about straying too deeply into life issues. To be clear,

a holistic approach does not advocate for direct or
misguided questioning about life issues or to encourage
deep exploration.

The approach described in-depth in The Holistic Career
Coaching Handbook (Nathan et al., 2025), instead enables
people to explore their strengths, skills and aspirations
and to consider ways in which their needs and
aspirations can align to their wider life issues and needs.

Career coaches, as well as managers, can cultivate

Let’s take Jana, 51, a Manager within the Healthcare sector. Jana’s Manager is aware
that she is highly skilled and wants to develop. He has designated her as a director
in the team succession plan. She feels she should be grateful for the opportunity

to ‘move up the career ladder. What her manager is unaware of is that Jana has

an elderly father living alone who is increasingly reliant on her; she has 2 teenage
children studying GCSEs and A-levels and is struggling with sleeping due to
menopausal symptoms. Jana feels increased responsibility at work will tip her over
the edge but worries that turning down the opportunity will be career limiting.
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psychological safety through establishing a deep
foundation of trust, rapport, empathy and listening with
curiosity, not judgement. It is from here that individuals
can explore what really matters and how career and life
can co-exist in the best ways for them.

Practical tips for the career professional
The following ideas may be useful in helping to
sensitively and professionally navigate these
conversations with those we support.

« Set clear boundaries and objectives for the career
conversation. The goals should be focused on career-
related issues or career-related decisions, which enable
the dominant issues to remain career-focused and on
track.

» Respect emotion with empathy and create an
environment of psychological safety where individuals
can acknowledge the impact of personal challenges
upon their work. This can be cultivated through active
listening and reflecting what has been said. Simple
questions are often the most powerful in making space
for other issues to emerge: ‘Is there anything else?’

» Adopt a strengths-based approach, enabling your
clients to notice positives. We are often conditioned to
notice deficiencies and gaps, particularly if experiences
shared are accompanied by negative emotion.

« Stay aware of your own biases - to what extent have
you considered the strengths of diverse groups of
employees and what they might contribute because of
varied life experiences?

» Educate clients about transition - building on a
strengths based-approach, the work of William Bridges,
teaches us that personal growth is gained through the
experience of transition. Recognising that life issues are

not fixed can help individuals avoid knee-jerk reactions
and plan more long-term goals.

* Encourage self-care in those you support - career
growth shouldn’t come at the cost of well-being; we can
help those we support to see self-care as an essential
career management skill that benefits their career, not
just a nice-to-have.

» Use career tools wisely - let assessments and
frameworks support, not control, the process. Any
career tools used should have a clearly considered
rationale and purpose, linked to the individual’s goals
for the career coaching, and used sensitively for the
individual’s own insight and to aid reflection.

Finally, it feels appropriate to conclude by noting the
importance of our own self-care when we are navigating
holistic career conversations. During this privileged yet
demanding work, we will be exposed to people’s feelings
and emotions. Ensuring that we, as career professionals,
have support such as supervision and shared learning
groups is essential to managing our own well-being in
our work.

For a full exploration of a holistic career coaching
approach, please see The Holistic Career Coaching
Handbook (Nathan et al., 2025).
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[ currently work as a University Guidance Counsellor
at an international school in Thailand offering
a British curriculum. I moved into this role after
completing a master’s degree in careers guidance in the
UK, with the QCD qualification and in-school placement
experience proving invaluable during the recruitment
process.

I ntroduction

Setting the scene

Transitioning from career guidance training in the UK to
practice within an international school setting quickly
highlighted the unique complexities of supporting
globally mobile students. In contrast to the more familiar
structures of UK-based career counselling, international
school environments introduce additional layers of
challenge: multiple curricula such as the International
Baccalaureate (IB), A-Levels, and Advanced Placement
(AP), a wide range of university destinations and
significant cross-cultural considerations. Some students
also pursue internships, gap years, military service

or, where possible, vocational routes (Hayden and
Thompson, 2013).

As more British students consider international
universities and more international students enrol in UK
schools, practitioners are increasingly finding themselves
at the crossroads of multiple education systems and
cultural expectations (Pearson, 2024). Preparing
students for global careers now requires a wider lens
than ever before.

This article explores how career counselling in
international schools differs from traditional UK
contexts, the challenges and opportunities it presents,
and how practitioners can adapt to meet the needs of an
increasingly global student body.

How career counselling differs in international
schools

Unlike the relatively structured landscape of career
guidance in the United Kingdom, international school
settings require practitioners to navigate a broader and
often less standardised environment. Students may be
enrolled in the IB, A-Levels, AP, or a national curriculum,
and their aspirations often span a wide range of global
destinations, including the United Kingdom, United
States, Australia, Canada, Europe and beyond.
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This diversity requires familiarity with multiple
application systems, admissions standards, and evolving
visa regulations. Career counselling in these contexts is
also influenced by greater parental involvement, with
family expectations often playing a stronger role in
shaping students’ decisions than might typically be seen
within a UK setting.

Additionally, the transient nature of international school
populations, with students frequently moving between
countries and educational systems, means that career
conversations must be both flexible and future-focused.
Career counsellors in these settings must often coach
students not only in choosing universities or other
post-school pathways, but also in developing soft skills,
adaptability, and a global mindset that will serve them
long after graduation.

Challenges career counsellors face internationally
Working in an international school environment brings
its own distinct set of challenges for career practitioners.
One of the most significant is the absence of a single,
standardised framework like the Gatsby Benchmarks
that many England-based counsellors use as a
foundation (Gatsby Foundation, 2024). Without universal
benchmarks, programmes are often built from scratch
and tailored to each school’s context.

Parental expectations also weigh heavily in international
contexts. In many cultures, family influence over
university and career choices is pronounced, with strong
preferences for prestigious institutions or certain career
paths such as medicine, law, or engineering (Liu et al.,
2015). Balancing these expectations with the student’s
personal interests and aspirations requires careful
navigation and, at times, delicate negotiation.

Additionally, visa and immigration considerations

shape guidance conversations. Counsellors must advise
students on studying in different countries, factoring in
restrictions that may impact both entry and post-study
employment. Navigating these legal frameworks requires
ongoing professional development and engagement with
the global education sector.

In some cases, school leadership places pressure on
careers teams to showcase prestigious university
offers, adding another layer of complexity to balancing
institutional reputation with student-centred guidance.

Lessons for UK-based career professionals

While this is increasingly the case across many contexts,
career practitioners in international schools often
support students navigating additional complexities,
such as cultural mobility, varying qualifications and
diverse university systems. Cultural competence is also
increasingly vital. Understanding how family structures,
societal expectations, and cultural values influence career
choices allows counsellors to provide more sensitive and
effective support. Building skills in cultural awareness
enables practitioners to guide not only domestic students
from diverse backgrounds, but also international
students entering the UK education system (Pearson,
2024).

Furthermore, practitioners in the UK can benefit from

expanding their knowledge of international admissions
systems. With growing numbers of students considering
destinations outside of the United Kingdom, a basic
understanding of global higher education trends,
including application processes, financial considerations
and post-study work opportunities, enhances the quality
and breadth of advice offered (Pearson, 2024).

The experience of international school career counselling
highlights the need for career practitioners everywhere
to be more adaptable, globally minded and culturally
responsive.

Conclusion: The future of careers counselling
internationally

As education becomes increasingly global, career
counselling must continue to evolve to meet the needs
of a mobile, cross-cultural student body. Practitioners
who can adapt to different curricula, navigate complex
cultural expectations, and advise across a range of
international admissions systems will be best placed to
support the next generation of students.

The future of career guidance lies in embracing diversity,
not just in student backgrounds, but in educational
aspirations and career trajectories. By building flexible,
globally informed counselling models, practitioners can
ensure that students are prepared not only for university,
but for the complex, interconnected world they will enter
beyond their studies.

By embracing this expanded role, careers practitioners
have the opportunity not only to support individual
students, but also to help shape a more inclusive,
interconnected global education landscape.

In many ways, careers counselling in international
schools serves as a glimpse into the future of careers
work more broadly. As student populations in the United
Kingdom and beyond become increasingly international,
the ability to offer culturally competent, globally aware
advice will no longer be optional. It will be essential.
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Development Institute (CDI) embodies the same
principles that she champions for the CDI and its
members: growth, reinvention and transformation.

S ue Alder’s career reinvention at the Career

As Sue steps into her role as Head of Professional
Development and Standards, she is living proof that
continuous professional development (CPD) is not
just a requirement, but a catalyst for growth at any
stage of one’s career. In her new role, she will lead a
transformation at CDI - evolving CPD in the career
sector, tackling workforce challenges and embracing
innovative technologies.

Sue joined the CDI after nearly two decades in senior
career development roles in further education. Prior
to her appointment, she had already spent three years
as Professional Training Manager for the CDI, during
which time she has been creating CPD programmes
for CDI members and careers sector professionals. In
her new role she will lead, develop and promote these
programmes from a more strategic viewpoint, with

an ambitious vision to grow and evolve their reach and
impact.

A vision for transforming professional development
The CDI, the UK’s professional body for the career
development sector, is founded on the core principles
enshrined in the CDI's Code of Ethics - including
equity, diversity and inclusion, accountability,
autonomy, confidentiality, competence and, above

all, professionalism. At the heart of all of these is a
commitment to CPD. For Sue, CPD is not just about
individual growth; it is about transforming the entire
profession to meet the demands of an ever-evolving
world of work.

‘In any area of life, we’re always either growing or
shrinking,’ says Sue. ‘That’s why CPD is so crucial!”

Looking ahead, Sue sees exciting trends on the horizon
for career development: addressing practitioner
shortages through government initiatives, recruiting
dynamic new talent into the sector, and harnessing
technology like Al to open up global opportunities for
career professionals.

Sue’s vision for transformation includes:

Elevating CPD: Ensuring practitioners remain at the
cutting edge of industry trends and are equipped to guide
clients through an evolving job market.

Expanding training opportunities: Introducing more
accredited qualifications tailored to specialist roles

(e.g., for those working in niche sectors) and creating a
12-month CPD programme shaped by member feedback.

Addressing sector challenges: Tackling practitioner
shortages through government initiatives and recruiting
dynamic new talent into the sector.

Leveraging technology: Harnessing tools like Al and
e-learning platforms to make training more accessible
and globally relevant.

‘What excites me most about this new chapter isn’t

just shaping careers - it's changing lives. The fact that
you can make a difference - that people’s lives can be
transformed by having the right guidance and support -
this is what drives me, explains Sue.

Innovating CPD Delivery

For Sue and the CDI, CPD is a vital tool that ensures
career development practitioners remain relevant in an
era of rapid technological and economic change. ‘We live
in an era where staying current with industry trends
isn’t optional - it’s essential, says Sue. ‘CPD enables
professionals to achieve their goals while maintaining
high standards of service for their clients.

Sue’s plans include regularly updated training
programmes that reflect emerging trends, more online
and face-to-face CPD opportunities led by expert trainers,
and alignment with school and college calendars to
support key events like National Careers Week and Black
History Month. These initiatives aim to modernise how
CPD is delivered, while making it more accessible to
practitioners across the UK.

‘For the CDI, I think CPD is like the writing you find in

a stick of seaside rock - it's woven all the way through
everything we do, explains Sue. ‘As practitioners enhance
their skills through CPD, they become better equipped

to empower their clients. And this focus on continuous
learning reflects our belief in the transformative power of
career guidance!

Addressing Sector-Wide Challenges

Sue also recognises broader challenges facing the career
development sector; which as well as facing practitioner
shortages is also grappling with huge shifts in the global
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labour market, driven by automation and evolving skill
demands. By working with government initiatives to
recruit new talent into career development roles and
pioneering Al-driven training, she aims to create a new
era where career development professionals are not
only equipped to support and empower individuals
and businesses in today’s workforce, but agile enough
to navigate the uncertain and rapidly shifting career
landscapes of tomorrow. Ensuring career development
professionals have access to cutting-edge training
resources, tools and support is a key part of ensuring
they are adaptable and resilient.

The thing I love about CPD is how it opens doors, says
Sue. ‘In a field dedicated to helping others navigate their
careers, practitioners who engage in CPD set a powerful
example of lifelong learning and adaptability’

A Track Record of Success

Sue brings a strong track record of success to her new
role. From developing bespoke training programmes in
Northern Ireland, to increasing qualification completion
rates across CDI offerings, her leadership has already
delivered tangible results. Under her guidance as
Professional Training Manager, the CDI now delivers a
significant proportion of all Careers Leader programmes
on behalf of the Careers & Enterprise Company - a
testament to her ability to drive impactful change.

A Bold Vision for Growth

As Sue steps into this pivotal role at the CDI, she brings
not only expertise but also a fresh perspective on
reinvention - for herself and for those she serves. Her
message is clear: whether you're starting out or starting
over, there’s always room to grow. And with Sue at the
helm of professional development at CDI, growth is
exactly what members can expect - both for themselves
and for the sector as a whole.

If you could give one ‘career survival tip’ to
someone entering the workforce today, what
would it be?

‘Stay curious and never stop learning. The
world of work is changing faster than ever, with
new technologies and industries constantly
emerging. The most resilient professionals keep
learning - whether through formal training,
mentorship, or simply asking questions.
Flexibility and adaptability will keep you
employable, regardless of your career path.

What's one misconception people have about
career development that you'd like to dispel?
‘That careers follow a straight, upward path.
Many people still believe in the myth of the
linear career ladder. In reality, careers today

are much like climbing walls - full of sideways
moves, unexpected detours, and personal pivots.
Every experience can be valuable, and ‘squiggly’
careers often lead to richer, more fulfilling
outcomes than rigid paths.

What is the most important skill that people
should be developing now, to be ready for the
future of work?

“The ability to learn, unlearn and relearn.
Technical skills will keep evolving as
automation, Al, and shifting markets reshape
industries. But the meta-skill - the skill that
underpins all others - is the ability to learn.
Being open to change, being reflective about
your progress and being proactive in acquiring
new capabilities will future proof your career
more than any single tool or qualification.

CPDiis not just
about individual
growth;

itis about
transforming
the entire
profession

to meet the
demands of an
ever-evolving
world of work.

Naomi Snelling is
the CDI's Content and
Campaigns Manager
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PROFESSIONAL
DEVELOPMENT

It is vitally important to remember that a key purpose of as careers
professionals is to assist the client with moving forward in finding a new role.

CPD COMMUNITY OF
REFLECTION

HANNAH
COURTNEY
BENNETT
PRESENTS THE
FIRST IN A SERIES
OF REGULAR
FEATURES

ON READERS'
PRACTICAL
DILEMMAS
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the last edition of Career Matters, the Ethics and

Professional Standards Committee (EPSC) invite
career development practitioners to submit career
challenges from their work with clients to be considered
for analyses and publication as part of a continuing
professional development (CPD) initiative. Cases are
reviewed and addressed by members of the EPSC
providing thoughtful, evidence-based guidance that will
support your clients and serve as a valuable learning tool
for the wider careers community.

I n this regular feature, which was introduced in

Thank you to all those who have contributed so far; we
look forward to welcoming future submissions.

A client came to me for support in securing a new job. They
were made redundant five months earlier from a good

job, and as part of their redundancy agreement, they had
signed a clause that prohibited them from disclosing that
they had been made redundant to future employers. They
explained that at the time, this didn’t seem like an issue;
they were confident they’d find another role quickly.

However, five months on, they are struggling. Despite
getting through first and second-round interviews,

they haven’t been offered a role. They question if the
unexplained gap in their employment history might now be
a factor. They have recently started doing short courses to
upskill but feel unsure about how to answer questions like
‘Why did you leave your last job?’
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I would like to support them in presenting their story to
future employers in a way that is both honest and aligned
with their legal agreement. I want to help them build

a compelling narrative, but I have to be careful not to
encourage any form of misrepresentation.

[t is vitally important to remember that a key purpose of
careers professionals is to assist the client with moving
forward in finding a new role.

It could be very tempting to get caught up in a discussion
as to the rights and wrongs of the redundancy non-
disclosure agreement (NDA). By all means, explore how
the client feels about the NDA, and if it is presenting

a barrier, explore ways of reframing the experience.
Additionally, you could help the client to develop and
shape a narrative around the reason that they left their
last job and then encourage them to rehearse a form of
words that would work for them in an interview. E.g;

‘My last role came to a close and I decided to take some
time to reassess my career direction. I've been actively
interviewing and also using the time to upskill with some
short courses. This has helped me clarify what I want to
bring to my next employer’

Reframing in this way is technically truthful without
violating the NDA, demonstrating initiative, reflection
and growth.

Now, on to one of our key purposes as careers
professionals - helping the client move forward in their
job search. This client is making excellent progress by
getting through initial sifting processes and being invited
to interviews, and this is something to be celebrated. It
suggests that their skill set is a good match for the roles
that they are applying for. To help them progress further,
it could be useful to encourage them to reflect on their
interview skills and any other skills that may be coming
into play at assessment centres. Encourage practice

in these areas if appropriate; the following may prove
useful:

¢ Encourage and practice use of the STAR method when
answering competency-based interview questions.

¢ Yoodli is an Al app that helps improve communication
skills with private, real-time coaching and speaking
games. It can be preloaded with
interview questions if
required: yoodli.ai.

o [faptitude and ability tests are part of the assessment
process then make sure the client is aware that there is
a strong practice effect with these; therefore, encourage
practice! Practice questions are available online at
assessmentday.co.uk and wikijob.co.uk/aptitude-tests-
home.

Finally, and as an aside: clearly as career professionals,
we should not be offering legal advice - however, in case
you, like me, were wondering about the legality of the
redundancy NDA, I did some research online and learned
that an NDA can legally be included in a settlement

or redundancy agreement, typically in the form of a
non-disparagement clause, a confidentiality clause, or a
mutual agreement on messaging about the departure.

In other words, employers can ask ex-employees not to
discuss internal reasons or details of their departure.
They can mutually agree on a neutral explanation like
‘the role ended’ or ‘it was a mutual decision.

What is not usually allowed are clauses requiring
someone to communicate anything that could

be considered fraudulent or misleading to a new
employer, or restricting someone’s ability to explain an
employment gap at all.

For legal guidance on Non-Disclosure Agreements
(NDAs) and redundancy, you can signpost clients to legal
professionals specializing in employment or commercial
law. Organizations like the Law Society and firms
specialising in contract review can offer assistance.

Please send your real-life career development challenges
for analysis and consideration by members of the EPSC
and for publication in Career Matters. Cases will be
reviewed and addressed by members of the EPSC and all
submissions will be treated anonymously and sensitively.

Reference

Redundancy Assist (2025). Redundancy and NDAs -

Legal or Required? redundancyassist.co.uk/insights/
redundancy-and-ndas-legal-or-required (Accessed 8 May
2025).

For legal
guidance on
Non-Disclosure
Agreements
(NDAs) and
redundancy, you
can signpost
clients to legal
professionals
specialising in
employment or
commercial law.

Hannah Courtney
Bennett CPsychol
AFBPsS RCDP, Chartered
Psychologist & Career
Coach @Talent & Career

linkedin.com/in/
hannah-courtney-
bennett
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it The main premise of the CDI's Articles of Association, as amended in 2015, was
that members of the Institute were not Voting Members of the Company.

VOTES FORALL!

AVRIL HANNON
EXPLAINS
CHANGES TO THE
VOTING RIGHTS
OF CDI MEMBERS

Avril Hannon FCDI,
RCDP, Member of the
(DI Board

Career Matters
June 2025/ Issue 13.3

It is also a Company Limited by Guarantee, and

is regulated by the Companies Act 2006. Voting
Members of a Company agree to carry a £1 liability
should the company fold or go into liquidation, and they
also have certain reserve powers which mean that they
can dismiss all or some of the board of directors, should
it become necessary.

T he CDI is not just an association of its members.

2015 to now

The main premise of the CDI's Articles of Association,

as amended in 2015, was that members of the Institute
were not Voting Members of the Company. Only the
President, President Elect, Honorary Secretary, the three
directly elected Directors, and the Chair of the Ethics

and Professional Standards Committee were Voting
Members entitled to vote at an Annual or Extraordinary
General Meeting. The posts of Honorary Secretary Elect
and Treasurer were added to this group in 2023. As all
these postholders were directly elected the idea was that
the voting rights of the membership, in relation to the
governance of the Company, were delegated to this group
through the election process.

Why everyone should have a vote

When we asked the company’s solicitors to look at

the documentation and offer us advice, however, they
did not feel that the 2015 version of the Articles, even
after our clarifications, represented good governance.
They suggested we might like to think again about the
relationship between the general membership of the
Institute, the voting rights of members of the Company,
and the accountability of directors.

[t did not take long for the Board to agree that if all
members of the Institute were to have a real stake in
the CDI as a company, in the interests of democracy and
transparency, then membership should mean Voting
Membership, i.e. entitlement to vote in all elections, as
well as assuming the £1 liability and being given the

reserve powers of Voting Members. Thus, directors
are accountable to the membership for their actions
and for the good management of the Company, and

the membership can exercise control not only through
the election of Officers and members of the board, but
also through votes at general meetings and the reserve
powers.

At the 2024 Annual General Meeting a poll was
conducted to see if this fundamental change met with the
approval of the members present, and it did.

The new definition of Voting Membership
The rewritten Articles of Association and Rules of the
Company contain the new definition of membership:

‘All those in membership of the CD], i.e. Individual,
Student, International and Retired members, and the one
named member representing an Affiliate Organisation or
an Affiliate School or College [...] are voting members of
the company as defined by the Companies Act 2006’

Furthermore, the board of directors has agreed that
since, under Rule 45, all candidates for election or
appointment to any post must be members of the CDI,
it should be clarified that the named representative of
an Affiliate Organisation, School or College is entitled to
stand for election, but in the interests of transparency
and accountability if elected, is required to become an
individual CDI member in their own right. Members

of Affiliate Organisations, Schools or Colleges other
than the named representative are not eligible to
stand for election, unless they similarly hold individual
membership of the CDI.

Assuming the solicitors are happy with the revised
paperwork, we will go ahead and lodge our new Articles
with Companies House in time for the 2025 AGM. All CDI
members, as defined above, will have a vote at that AGM,
which I sincerely hope will encourage you all to attend,
participate in the discussions and exercise your vote.

Confirm Vote
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TERRY COLLINS (1936-2024):
GONE BUT NOT FORGOTTEN

erry Collins, who sadly
T passed away in June

2024 aged 88, leaves
behind an extraordinary
legacy in the field of career
guidance. Across decades,
he had been a momentous
figure in the world of career
guidance in England, making
significant and valued
contributions. A stalwart
defender of ethical and
excellent careers support,
he was admired for his
dedication, professional
integrity, intellectual curiosity
and unshakeable commitment
to improving career practice.
His final appointment, before
retirement, was as head of
service with the (then) newly
privatised VT Careers.

Terry’s path into careers
work was an unusual one:
originally a pharmacist, he

JENNY BIMROSE, X
EMERITUS became a chemistry teacher,
PROFESSOR where he encountered the
DEIRDRE HUGHES work of the then Youth
AND I.YN BARHAM Employment Service. He
REFLECT ON A LIFE followed the careers diploma
OF SERVICE TO THE course at Lamorbey Park in
CAREER GUIDANCE the London Borough of Bexley
PROFESSION before starting employment

as a careers officer in
Hertfordshire.

By the early 1970s, Terry was area manager for North
Hertfordshire. His intellectual curiosity was unfettered.
In 1973-74, alongside Colin Thompson, Terry established
the Careers Workers Action Group, a forum dedicated to
exploring better ways to deliver career services. When
the 1973 Employment and Training Act required new
Local Education Authority careers services, Terry seized
the opportunity to innovate. In Wiltshire, he championed
strong partnerships with schools, including the forward-
thinking appointment of a deputy tasked with leading on
careers education support.

Wiltshire Careers Service soon became recognised
nationally, pioneering initiatives like the Careers
Literature Information Prescription System (CLIPS) - a
nod to Terry’s earlier career as a pharmacist. Beyond
Wiltshire, Terry’s influence grew. He served on the
Ethical Standards Committee of the ICG (the forerunner
of the CDI), supported professional development among
Principal Careers Officers, and was elected ICG President

for 1988-1989.
His presidential
conference
notably featured
Dr. Bernhard
Jenschke of Berlin,
strengthening ties
- which remain

to this day - with
the International
Association for
Educational

and Vocational
Guidance (IAEVG),
and promoting
inclusive support
for young people
with special
needs.

Deeply committed to nurturing future generations,
Terry was a familiar and inspiring figure at institutions
like Bristol Polytechnic and other higher education
institutions, where he engaged with career guidance
students and staff, urging them to champion inclusive,
lifelong careers provision.

In 1999, Terry was awarded the Order of the British
Empire (OBE) by Her Majesty The Queen for his services
to our profession. He contributed to the European-
funded ADAPT project, which built a learning community
supporting guidance practice across the UK (Brown &
Bimrose, 2000). Through the Careers Research Network,
he partnered with the Institute for Employment Research
(IER), providing resources and intellectual contributions
to the community of practice, inspiring students, tutors,
policymakers, and providers. His particularly influential
contributions to LMI categorisations continued well
beyond the project’s end, ultimately informing and
influencing the development of the government-funded
LMI for All project (Imiforall.org.uk), managed by the
University of Warwick’s Institute for Employment
Research (2012-2024).

Terry Collins was, in every sense, an inspirational figure:
a pioneer, mentor, and tireless advocate for ethical and
inclusive all-age careers support. His legacy will live

on in the countless professionals he influenced and

the countless individuals whose lives were quietly but
profoundly shaped by his work.

Reference

Brown, A. and Bimrose, . (2000). Establishing a Virtual
Forum for Collaboration and Knowledge Transformation
to Support Careers Guidance Practice, in Institute of
Career Guidance (Ed.), Careers Guidance: Constructing
the Future - A Global Perspective, Stourbridge: ICG, pp.73-85.

Terry’s path into
careers work
was an unusual
one: originally
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a chemistry
teacher, where
he encountered
the work of
the then Youth
Employment
Service.
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Emeritus Professor at the
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Research, University of
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BIG INCLUSIVE
SEND CAREERS
HANDBOOK

Jenny Connick
ISBN 978-1-911724-22-3

Trotman Indigo
Publishing

PAPERBACK: £29.99
E-BOOK: £23.74

The Big Inclusive SEND Careers Handbook is an
essential companion for anyone working or interested in
careers in relation to those with SEND or those who are
vulnerable and/or disadvantaged.

The book begins by clearly defining SEND and
vulnerable groups, outlining the barriers they face in
achieving positive career outcomes. It then explores the
key players in careers education, relevant frameworks
like the Gatsby Benchmarks, and introduces two distinct
SEND groups, offering tailored guidance for each.

The book also talks about how to increase employer
engagement, enterprise and skills and why this is
important. There is a chapter on making transitions,
which is particularly important in this arena in my
experience and so is very useful. Finally, the last chapter
helps you to think about how you will bring all of the
learning from the book together.

Peppered throughout each chapter there are really
helpful text boxes (marked by a heart) where Jenny adds
in her thoughts, useful hints and calls to action, which I
found really thought provoking and insightful.

Each chapter finishes with a summary of key points
and will signpost you to some useful resources so you

s LUs
E*:? Nﬁ‘é" . E\:!Es
can continue your 00 K
exploration of that Jenny Connicy

particular chapter’s
theme.

You will also find a
contribution from a
guest at the end of each
chapter giving insight
into that chapter’s main
focus. These sections ’
have a vast range of

contributors from Q
professionals within the

sector to young people with SEND and their parents/
carers which are particularly powerful.

4

Overall, this handbook is both informative and inspiring.
It provides a comprehensive foundation for inclusive
careers work and is highly recommended for educators,
careers advisers and anyone committed to supporting
young people with SEND.

David Roe RCDP, Partnership and Delivery Manager, Post-
16 Learning Participation Team, Devon County Council

MOVE UP OR
MOVEON: 10
SECRETSTO
DEVELOPYOUR
CAREER

Angela Lane and
Sergey Gorbatov

ISBN 978-1-292-73030-1
(print)

ISBN 978-1-292-46213-4
(ePub)

Pearson
PAPERBACK: £14.99
E-BOOK: £10.99

Recently, a client in his mid-40s was looking to make
his next move within the pharmaceutical industry. He
asked what books I would recommend to help him with
his career planning. At the time, I hadn’t read Move Up
or Move On, but it is now certainly a book that I would
recommend to ambitious mid-career professionals
seeking to take control of their careers.

This is not a book for career changers; rather, it is aimed
at those people who want to develop a career on their
own terms. It draws on research into success at work
and, specifically, describes the ten behaviours or ‘career
practices’ that can ‘accelerate your ability to get more of
what you want from work’.

Those career practices are laid out in the ‘Career Edge
Model” which reflects the positioning of career within
space and time. The first quadrant in the model covers
envisioning what you want; the second looks at what
you need to do in order to create value; the third looks at
relationship building and developing a brand; while the
fourth is about identifying opportunities and planning
for the next transition.

Essentially, the book is advocating an intentional

and strategic approach to career development and
management. The principles and ideas within it aren’t
necessarily new. Indeed, there are clear parallels with

the six pillars in the CDI's
Career Development
Framework. However,
the way the practices
are laid out in the Career
Edge Model is new, and
the thought-provoking
exercises are mostly
focussed on evaluating
current behaviours
rather than taking the
reader through a re-
hash of the usual career
change exercises (skills,
interests, vocational
orientation, etc).

This approach to career
management has a distinctly entrepreneurial feel to

it which may put some readers off, but for ambitious
professionals, it’s likely to be a stimulating programme
to follow.

Charlotte Whitehead RCDP is a self-employed careers
professional specialising in mid-career change &
development.
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UNIVERSITY:THE
AUTISTIC GUIDE

Dr Harriet Axbey
ISBN 978-1-80388-254-3
Pavilion Publishing

PAPERBACK: £19.95
E-BOOK: £9.95

How I wish I'd had access to University: The Autistic
Guide by Dr Harriet Axbey when I first started studying
for my undergraduate degree a decade ago! Delivered
with warmth and humour, this book offers 192 pages of
timeless advice for autistic students about to embark on
the next stage of their academic careers.

Comprehensive yet engaging, it’s the attention to
detail that makes Axbey’s guide stand out. With a
well-structured and accessible layout, thoughtful use
of formatting and valuable features such as a glossary
and checklists, this book is a must-have companion for
autistic students.

My favourite aspect of the guide is the regular references
throughout to interviews with both autistic students and
autistic support staff. Their lived experiences, in addition
to Axbey’s own personal stories, provide depth and a
real sense of community to this book. The inclusive and
often amusing illustrations only add to its charm.

University: The Autistic Guide feels relevant and

reassuring, for
autistic readers as
well as their parents,
guardians, carers,
educators and/or
support staff. I can
see its practical tips
and nuanced advice
resonating for years
to come, offering
much-needed support
to this and future
generations of autistic
students.

Allie Mason, author of
The Autistic Guide to
Adventure

50 WAYSINTO
FOOTBALL

Dan Freedman and
Daniel Geey

ISBN 978-1526366733
Wren & Rook
PAPERBACK: £10.99
E-BOOK: £5.99

50 Ways into Football is a fun, informative and interactive
book designed to broaden readers’ views on the variety
of careers relating to football.

With a Foreward by Declan Rice, interviews with famous
female footballer Alessia Russo and 50 football-related
careers (including, Equality, Diversity and Inclusion
(EDI) Director; Stadium Tour Guide; Grounds Keeper;
Body Guard; Hairstylist; Kit Designer and Head of PR),
the book got every career bone in my body rattling with
joy.

Each career includes an interview and ‘getting there’, ‘big
break’, ‘hardest part of your job’, ‘could you do it?, ‘have
you got the skills?, ‘find out more online’, ‘career story
badge’ and ‘your “oh no” moments’ sections. The book
sparks curiosity about different people’s career journeys
and references where the reader can find out more about
the featured individual.

The book busts stereotypes; for example, it features a
female grounds person and female football player. Each
section comes with powerful quotes; for example, in
Alex O’'Donnell’s Stadium Tour Guide, Tony Hamilton
(Chief Executive for Celtic FC Foundation) is quoted as
saying, ‘Alex is absolutely phenomenal for us. He is a
real example of what can be achieved if you live with a
disability! On Alex’s badge, the headlines are: ‘First got
involved with Celtic through Ability Counts programme
when he was 11; Used to be club mascot; Now also a
coach’

My 14-year-old enjoyed
the book and said, ‘I
never thought about the
range of careers open to
me, [ would really like to
be a physiotherapist or
football lawyer’

I encourage libraries

to include this book in
their collections. I loved
the career advice from
the book, particularly

the quote from financial
adviser, Adam Osper; ‘My
secret to success is just
work hard, be honest and
be truthful. Do the best you can and see where it takes
you.

Jo-Anne Rampling is an independent Careers Consultant
and the advisory careers lead to the Careers Collaborative,
a traded service by Hackney Council.
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CREAT el

PORTFOLIOS

: RS VIEWED
EMPLOYERS
HIGHER EDUCATION

WioTkplace Needs Assessments ‘Send us your ©V

For Empioyers

CREATIVE PORTAL

https://creativeportal.co.uk

Online portfolios for artists, performers and
designers.

Think of it as a job site, or a networking site, or; if
you prefer, a ‘bringing together’ opportunity for
those offering services and those seeking people
in anything artistically related. Call it a sort of
dating site, if you will. Here you can create a free
online portfolio (a digital CV) to showcase your
creativity. The templates on offer not only look
professional, they are also visually attractive. As
an artist (in the wider sense) you can use this
site to communicate with your peers and offer
your wares to potential employers, who can also
use the site to find talent to employ. It is worth
noting that the site frequently mentions schools,
FE and HE providers as opportunity providers
and opportunity seekers, as well as a means of
spreading ideas and good practice.

UNI MYTHS BUSTED

www.unimythsbusted.co.uk

Statistics and facts which contradict many
misconceptions about university.

No prizes for guessing what this site does, but

lots for how it does it. Tackling a range of myths,
including ‘university isn’t for people like me’ and ‘if
I don’t go to a certain university or study a certain
course, I won'’t get a job’, you will find ‘hard data’
presented here to disprove the myths. The data

is there but you don’t have to wade through lots

of statistics just to get the message. The whole

site is a joy to read with plenty of videos, photos,
graphics and anecdotes. Most sections are aimed
at students, but you will also find a section aimed
at schools and colleges with teaching materials
and eye opening posters. As a bonus, you also get a
section explaining tuition fees.

EXCEPTIONAL INDIVIDUALS

www.exceptionalindividuals.com

Recruitment, support and consultancy for clients
with dyslexia, dyspraxia, ADHD or autism.

This site is all about neurodiversity. It works

on two dimensions - with employers and with
candidates. It’s about increasing employer
awareness, but also offering them a support
package which includes workshops, audits and
consultancy, in addition to recruitment services.
Candidates (of all ages) get CV building and
storage, job coaching, online workshops and job
site/live recruitment, where they can also search
opportunities by their specific neurodivergence.
Additionally, candidates, employers and the
self-employed can all access an in-work support
service.

DIGDATA

https://digdata.online
Project encouraging data literacy.

Using data is vital in all aspects of modern

life, whether you see yourself as a (potential)
data specialist or just an ‘innocent bystander’
confronted by it on a day-to-day basis. This
project is all about encouraging data literacy

at an early age to increase employability skills
for all and address national shortages of data
literate professionals. Aimed at educational
establishments, it’s free to sign up. This gives
you access to a wide range of teaching resources,
many of which are geared to problem solving
exercises in real-world situations. Aimed at a
wide range of ages, you will also find interactive
challenges and career events linking students
with role models in various industries. The object
is to empower and inspire young people across a
wide range of ages and abilities.

- panjango ”

Panjanga Online

R

®  What is Go Construct
Careers?

PANJANGO ONLINE
www.panjango.com/pages/panjango-online

Tool which makes learning about the world of
work fun for students.

Panjango is all about learning about careers and
work through games and inspiring resources.
Panjango online is one of these resources. It uses
the well-tried Panjango formula of using games
to inform and inspire - in this case it’s all about
the world of work. It’s free to use - all you have to
do is register. You get more detailed info on this
site, including relating students’ experience to
core curriculum subjects and Gatsby Benchmarks
through knowledge, skills and experience
challenges. If you haven’t already heard of

or encountered Panjango, you can find more
background info by clicking on the main menu at
the top left of the page.

GO CONSTRUCT

www.goconstruct.org
Construction careers site.

You will find the start page so easy to use. It has
three simple menu items: construction careers,
how to get into construction and educational
resources. Each of these has sub menus which
enable you to find exactly what you are seeking.
Once you get there the whole thing opens up into
a mass of information, pictures and case studies,
covering all aspects of the industry including
industry segments, specific job details, entry
levels and entry options, job market info, live
vacancies, employer profiles, CV storage and
submission, and much more. The educational
resources section includes sub sections aimed at
teachers, advisers and STEM ambassadors. Easy
to use and definitely comprehensive.
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THE LASTWORD

his summer, 50 years
T after first being

introduced to the
wonders of careers education
and guidance theory and
practice on my PGCE course
at the University of York, I am
completing my retirement.
During my half-century career
in careers,  have been a head

DAVID ANDREWS

OBE REFLECTS ON :
AN IMPACTFUL of careers, an advisory teacher,
CAREER SHAPING an adviser/inspector and,
CAREERS since 1998, an independent
EDUCATION IN consultant and trainer.
SCHOOLS As I transition from partial to

full retirement, I have been
reflecting on the various
developments that have come
along, some of which have since gone, unfortunately;

for example, the statutory duty on schools to provide
careers education in the curriculum and the guarantee
of a guidance interview to all Year 11 pupils, but others

have remained.

For example,
Career

schools now
have clear

development
framework

guidance
How to have the career that you want

[
=20
on what Explore possibiltes
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One of the most impactful developments I have witnessed
has been the Careers Leader training programme. |
experienced the benefits of training myself when |
completed the Postgraduate Diploma in CEG at Hatfield
Polytechnic as a new head of careers, and for much of

my career [ led courses of training and professional
development. I have been an advocate for a national
programme throughout my professional life. It has
always seemed deeply ironic that the one member of staff
in a school, above all others, who should be promoting
the need for training and qualifications for jobs was often
the one person with no training for their role. Then, just
as I was about to retire, it happened. The DfE’s 2017
Careers Strategy included a centrally-funded, national
programme of courses for careers leaders. I couldn’t walk
away and I've been pleased to delay my full retirement

to assist The Careers & Enterprise Company with quality
assuring the programme. I've seen the courses develop,
I've observed the light bulbs come on for careers leaders
and, most importantly, I've seen the evidence of careers
programmes for young people being improved as a direct
result of careers leaders applying their learning back in
school.

Over 4,000 careers leaders have completed one of the
courses over the past seven years but we must not think
the job is done. As careers leaders move on in their

own careers, new people move into the role, so there

is a constant need for access to training. The Careers
Leader Training programme must stay on the list of
developments that remain part of our landscape. The one
change [ would propose would be to bring the courses
into the mainstream framework of qualifications for

the school workforce, the NPQ framework, and create a
National Professional Qualification in Careers Leadership
(NPQCL). Not only would this make the courses less
vulnerable to any future cuts or changes in policy, but it
would also make the training more attractive to people
who see themselves progressing into school leadership.
A precedent has been set for developing an NPQCL as the
former standalone SENCO Award has been replaced with
an NPQ.

The Careers Strategy established the role of Careers
Leader as a professional role and introduced a national
programme of professional training. We should now
complete the task of professionalising the role by
creating a single, nationally-recognised professional
qualification.

David Andrews OBE

During my half-
century career
in careers, |
have been a
head of careers,
an advisory
teacher, an
adviser/
inspector and,
since 1998, an
independent
consultant and
trainer.

David Andrews OBE is
Emeritus Visiting Fellow
at the International
Centre for Guidance
Studies, University of
Derby, and co-author

of The Careers Leader
Handbook
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Advance Your
Career with CDI
Moodle Courses

1

CARE
R
Al in Careers Practice:

A Hands-On Workshop
for CDI Members

Career Development Theories in Practice

This self-paced course simplifies career theories with
bite-sized videos, podcast interviews, and reflective exercises.
Enrol today for 90 days of free access!

Central Birmingham

Course leader: Julia Yates (City University).

Al for Career Development Practitioners 9:30 AM — 4:00 PM

Explore Al'simpact on career development with
expert-led webinars, interactive projects, and a
personalised Al resource toolkit.

Multiple dates in July 2025
See website for details

Course leaders: Michael Larbalestier (CDI Project Associate)

and Marianne Wilson (Edinburgh Napier University) Join this interactive full-day workshop

exclusive to CDI members! Gain
practical experience, explore real-world
applications, and engage in insightful
discussions to enhance your confidence
and capability in Al within careers
practice.

Developing Supervision Approaches and Skills

Enhance your supervision skills with guidance from leading
professionals. Learn key models, styles, and reflective techniques
while earning a CDI CPD Certificate.

Course leaders: John Walker (Peninsula Training)
and Rachel Mallows (The Mallows Company)

For more information or to book, please visit thecdi.net/Moodle-courses.

Careers(Careers

Promote your job vacancies on the CDI jobs board

1

CAREER
DEVELOPMENT
INSTITUTE

The CDlI is the professional body Get discounted rates on

for qualified career development
practitioners, making Careers in Careers
the platform for advertising jobs in career
development.

Our membership spans the breadth of the career
development sector, from careers leaders in
schools to SEND coaches, careers and employability
advisers in the public sector, private practitioners
and consultants, student support officers and many
more.

Advertising your job with us means that you have
the best chance of reaching out to and attracting
experienced and qualified CDI members, who are
passionate about providing career
guidance or career-
related learning.

5’1»@@1.

.

packages as an affiliate
member when your
organisation joins the CDI

As an affiliate school or
organisation, you are entitled
to our ‘Members only’ discount.
Further information on pricing
can be found on our website: thecdi.net/Join-Us.

What our jobs board offers:

Discounted
rates for CDI

members
THE‘ONE

STOP SHOP’

THOUSANDS OF
JOB VIEWS EACH

If you or your organisation would like to join the
MONTH

CD|, please visit:
thecdi.net/Join-Us.

Unlimited package ADVERTISE
T0 4000+

Employers posting numerous opportunities may DI MEMBERS

wish to consider our Unlimited Package Offer. Post
as many vacancies as you want over a

3, 6 or 12 month period. REACH 1000S OF

(DI SOCIAL

Get hiring now
MEDIA FOLLOWERS

To find out more about our products and services,

and to start posting your job vacancies, please visit
our jobs board: jobs.thecdi.net/employer/pricing/. CHOOSE A
PACKAGE

SUITABLE FORYOU



