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AKIVAIZDU?

KOKYBES UZTIKRINIMAS IR
JRODYMAIS GRINDZIAMAS
KARJEROS PROJEKTAVIMAS
EUROPOJE: KRITINE
APZVALGA

SANTRAUKA

Kokybés uztikrinimas ir akivaizdumas vis
dazniau laikomi pagrindiniais aspektais ais-
kinant ir netgi jteisinant karjeros projektavi-
ma ir politika, todél butina atskleisti karjeros
projektavimo ar ugdymo Kkarjerai poveikj.
Siame straipsnyje nagrinéjama, kaip ir kodél
kokybés uztikrinimo ir jrodymais gristos stra-
tegijos iSryskéja daugelio Europos valstybiy
politikos darbotvarkéje. Ypa¢ daug démesio
skiriama sgsajoms tarp kokybés uztikrinimo
strategijy, nukreipty j kiekybe, aptariamas jy
poveikis karjeros projektavimo politikai ir
praktikai. Taigi kokybés uztikrinimo ir jro-
dymais grindziamos strategijos néra vien tik
matavimo ar - juo labiau - neutrali priemoné.

PAGRINDINIY TERMINY APIBREZTYS

o Europos visqg gyvenimg trunkancio karje-
ros projektavimo politikos tinklas (ELGPN) -
Europos Komisijos léSomis finansuojamas
tinklas, kurj sudaro politikos atstovai i§ 27
Europos Sgjungos (ES) valstybiy nariy ir 2
Europos ekonominés erdvés (EEE) valstybiy
nariy (Islandijos ir Norvegijos).

EVIDENT?

QUALITY ASSURANCE
AND EVIDENCE

IN CAREER GUIDANCE
IN EUROPE: A CRITICAL
REVIEW

ABSTRACT

Quality Assurance (QA) and Evidence in ca-
reer guidance are increasingly seen as an es-
sential part of explaining and even legitimising
career guidance activities and policies. The im-
pact of career guidance or career education has
to be demonstrated. This paper provides a dis-
cussion of how and why QA and evidence ap-
proaches are featuring on the agenda of many
European Countries. A particular focus is the
link between quantitatively oriented QA ap-
proaches and the effects that this has on guid-
ance policies and practices. Thus, specific QA
and evidence approaches are more than mea-
suring techniques and far from being neutral
instruments.

DEFINITIONS OF KEY TERMS

o European Lifelong Guidance Policy Net-
work (ELGPN) - a European Commission-
funded Network made up of policy-maker
representatives from the 27 European Union
(EU) member states and 2 European Eco-
nomic Area (EEA) countries (Iceland and
Norway).
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o Jrodymas - tai, kas jrodyta esant tiesa; tai,
kas akivaizdu (lot. evidentia, e- + videre ,,ma-
tyti“ — aisku, akivaizdu).

o Karjeros projektavimas — paslaugos ir vei-
kla, kuria siekiama padéti bet kokio amziaus
asmenims bet kuriuo jy gyvenimo etapu
priimti sprendimus, susijusius su mokymu-
si, profesija ir profesiniu rengimu, ir valdyti
savo karjera. Su karjeros projektavimu sie-
jama: informacijos teikimas, konsultavimas,
vertinimas, mokymas, salygy sudarymas ir
palaikymas, kontakty tinklo plétojimas, grjz-
tamasis ry$ys, vadovavimas, mentorysté, dar-
bo patirties atranka, testinumo uztikrinimas.

o Kokybés uztikrinimas - procesas, kuriuo
uztikrinama, kad paslaugos buty teikiamos
ekonomiskai efektyviai ir pateisinty klienty
bei socialiniy dalininky likes¢ius. Kokybés
uztikrinimas jprastai apima: a) visy darbuoto-
ju supratima, ko i$ jy reikalaujama, ir $iy rei-
kalavimy vykdyma; b) visy istekliy, reikalin-
gy efektyviai teikti paslaugas, prieinamumg;
c) veiklas, kurias batina nuolat sistemingai
perzvelgti siekiant nustatyti tobulintinas sritis.
o Ugdymas karjerai - Xkarjeros plétojimo
ir asmens sgmoninguma skatinanti veikla
mokykloje.

[VADAS

[rodymais grindZiama vie$oji politika i§ es-
meés turéty buti apibrézta grieztai nustatyty
objektyviy fakty ir argumenty, pavyzdziui,
aiskiai apibrézti bandymai, naudojami pro-
gramoms ir praktikoms, galincioms page-
rinti politikos jgyvendinima. Taigi jrodymais
grindziamos politikos formavimas glaudziai
susijes su racionalaus pasirinkimo teorijomis,
jau daugiau nei $imtmetj puikiai zinomomis
karjeros projektavimo srityje (Parsons, 1908).

Irodymais grindziama strategija atsklei-
dzia pozityvistinj mokslinj pozitirj i politikos
formavima. Zodis ,jrodymas“ &a reiskia tai,
kas jrodyta esant tiesa; tai, kas akivaizdu, nors,

o Evidence — what is proven to be true, what
is evident (lat. evidentia, e- + videre “see” —
clear, obvious).

o Career guidance (Guidance) - services and
activities intended to assist individuals, of any
age and at any point throughout their lives, to
make educational, training and occupational
choices and to manage their careers. It in-
cludes activities such as informing, advising,
assessing, teaching, enabling, advocating, net-
working, feeding back, managing, mentoring,
sampling work experience, following up.

o Quality assurance - the process by which
it is ensured that provided services meet the
expectations of customers and stakeholders,
and are delivered cost-effectively. Quality as-
surance typically involves ensuring that all
staff understand and accept what is required of
them, that the necessary resources for effective
delivery are available, and that performance is
reviewed regularly and systematically to iden-
tify areas for improvement.

o Career education — refers to school-based
career development and awareness rising
activities.

INTRODUCTION

In an ideal world, evidence-based public poli-
cy, in principle, is informed by rigorously es-
tablished objective evidence such as random-
ized controlled trials to identify programs and
practices capable of improving policy relevant
outcomes. In these terms, evidence-based
policy making is closely related to rational
choice theories, which have been well-known
in career guidance for more than a century
(Parsons, 1908).

The evidence-based approach thus repre-
sents a particular, positivistic scientific view
on policy making. By “evidence” is meant
what is proven to be true, what is evident.
Truth, of course, is an ambiguous concept,
but, ideally, projects and trials are evaluated;
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be abejonés, tiesa néra vienareik§mé sgvoka.
Idealiu atveju projektai ir bandymai pirmiau-
sia yra jvertinami ir tik tuomet numatomos
politikos gairés, taciau kartais visas $is pro-
cesas napverciamas“ ir jrodymai pateikiami
jau nustatytiems politikos tikslams pagristi ar
jteisinti. C. L. Bacchi (2009) kalba apie tai, kas
veikia diskursg, ir teigia, kad socialines pro-
blemas inicijuoja politikai, i§ anksto numaty-
dami tam tikrg atsakyma.

Dabartinéje karjeros projektavimo poli-
tikoje ir praktikoje ypa¢ svarby vaidmenj at-
lieka kokybés uztikrinimo sistemos ir strate-
gijos, padedancios ieskoti jrodymy, taciau $ie
profesiniai aspektai daznai yra tik kovos dél
valdzios dalis. Kam i$ tiesy priklauso karjeros
projektavimas? Kam jis skirtas? Politikams, pa-
geidaujantiems jrodymy, kyla klausimy: kodél
visuomené turéty investuoti i karjeros projek-
tavima? Koks $io reiskinio poveikis? Svarbiau-
si klausimai, kylantys karjeros projektavimo
specialistams: kaip pasiekti gera kokybe? Kaip
kokybés uztikrinimo sistemos gali i§ tiesy pa-
déti gerinti paslaugas ir atlikti ne vien biuro-
kratinio jrankio funkcijg? Karjeros projektavi-
mo paslaugy gavéjai, savo ruoztu, pageidauja
kuo geresnés pagalbos suprantama, priimtina
forma ir batent tuo metu, kai ta pagalba jiems
reikalinga; taciau j jy nuomone atsizvelgiama
itin retai (Vilhjalmsdottir ir kt., 2011).

Kol kas néra bendros nuomonés, ka,
projektuojant karjera, galéty reiksti kokybés
uztikrinimas ir jrodymas, - tai paaiskéjo i$
ELGPN tinklo tyrimo, atlikto Europos mastu
(Plant, 2009). Nepaisant $io fakto, pastarai-
siais metais Europoje iSpopuliaréjo rodikliais
grindziama kokybés uztikrinimo strategija,
lengvai kontroliuojama ir reguliuojama poli-
tiky, nors ir ne visada atskleidZianti vartotojy
nuomong apie karjeros projektavimo kokybe.
Apskritai kalbant, kokybés uztikrinimo stra-
tegijos tikrai néra neutralios priemonés - jos,
kaip ir panasios Europos kvalifikacijy sa-
rangos, atskleidzia tam tikrg politinj pozitrj
(Cort, 2010; Plant, 2011).

then, subsequently, policies are put in place.
In some cases, however, the process is re-
versed, and evidence is produced to under-
pin or legitimise already established policy
aims. Bacchi (2009), points to the overarch-
ing “what works” discourse, arguing that so-
cietal problems are set by policy-makers, in
terms which imply a particular answer.

Quality assurance (QA) systems and ap-
proaches are part of, and underpin the quest
for evidence. Both are pivotal issues in current
career guidance policies and practices. But
these professional issues are part of a wider
power struggle: Who owns guidance? Who is
it for? In relation to policy makers, who want
evidence, questions arise such as: why should
societies invest in guidance? What is the im-
pact? For guidance practitioners, focal points
are: how can we deliver good quality, and how
can quality assurance systems in fact help
to improve the services, rather than just be-
ing another bureaucratic exercise? The users
of guidance, on the other hand want the best
help they can get, when they need it, in a form
that they can accept and understand. But they
are seldom given a voice in these matters (Vil-
hjalmsdottir et al., 2011).

There is no common understanding of
what QA and evidence in guidance might im-
ply. This has become clear in the Pan-Europe-
an work on these issues in the European Life-
long Guidance Policy Network (Plant, 2009).
Nonetheless, a particular, indicator-based QA
approach has been the favoured model in re-
cent years in European countries. The reason
for this is that it is manageable and controllable
from the policy-makers’ perspective. Not that
it necessarily represents quality in guidance
seen from a user’s perspective. Generally, QA
approaches are far from being neutral tools:
they represent a particular, policy-driven ap-
proach, as is the case with similar European
qualifications frameworks (Cort, 2010; Plant,
2011).
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Galima i8skirti tris kokybés uztikrinimo
modelius (Plant, 2011):

1. ] administravima nukreipti modeliai yra
centralizuoti ir veikiantys pagal principg ,i$
virSaus zemyn, dazniausiai skirti nustatyti sa-
sajoms tarp karjeros projektavimo intervenci-
ju ir besimokanciy Zmoniy skai¢iaus didéjimo
arba mazéjimo.

2. ] vartotoja nukreipty kokybés uztikri-
nimo strategijy démesio centre dazniausiai
atsiduria vartotojo poreikiy tenkinimas; cia
daugiausia naudojamos momentiniy lakes-
¢iy patenkinimo anketos, kuriose vartotojy
i$ karto po gautos paslaugos klausiama, ar jie
buvo patenkinti gautomis paslaugomis, o ne
tiriamas ilgalaikis poveikis.

3. I specialista nukreiptose kokybés uzti-
krinimo strategijose démesys skiriamas eti-
niams aspektams, kur svarbiausia yra elgesio
kodeksas, etinés gairés ir specialisto kompe-
tentingumo sgrangos.

Visos trys strategijos gali pateikti jrody-
muy, susijusiy su karjeros projektavimo rezul-
tatais, taciau kalbant apie tai, kg galima vadinti
jrodymu, i$skiriami (Shaxon, 2005) penki
tvirty jrodymy (politikos formavimo atzvilgiu)
pozymiai: pasitikéjimas, apibendrinamumas,
patikimumas, objektyvumas ir autentiskumas.

Toliau straipsnyje pristatoma esminiy
politiniy iniciatyvy karjeros projektavimo
srityje apzvalga, véliau pereinama prie api-
brézéiy ir pavyzdziy, pateikiamas apibendri-
nimas ir i$vados.

1
PAGRINDINIAI FAKTAI

Siame straipsnyje remiamasi Europos visa
gyvenimg trunkancio karjeros projektavimo
tinklo (ELGPN) atliktu darbu. Nedidelé eks-
perty grupé, kuriai priklauso ir $io straipsnio
autorius, padéjo $iam tinklui sieti politikg, ty-
rimus ir praktika.

In general, three QA-models can be dis-
tinguished (Plant, 2011):

1. Administrative-centred models, often
top-down and centralised, mostly designed
to establish links between guidance interven-
tions and educational take-up or retention.

2. User-centred QA approaches, often
with a focus on user satisfaction, mostly
based exit-poll questionnaires where users
are asked about their immediate satisfaction
with the service as opposed to the long-term
effects.

3. Practitioner-led QA approaches, often
with an emphasis on ethical aspects, where
codes of conduct, ethical guidelines, and
practitioner competence frameworks are
pivotal.

All three approaches may produce evi-
dence of outcomes of guidance. But in terms
of what counts as evidence, Shaxson (2005)
identifies five components of evidence ro-
bustness (from a policy-making perspective);
credibility, generalisability, reliability, objec-
tivity and authenticity.

Itis to these issues that we now turn. First,
an overview of some important policy initia-
tives in the guidance field then follows defini-
tions, examples, discussion, and conclusions.

1
BACKGROUND

This paper draws on some of the work of the
European Lifelong Guidance Policy Network
(ELGPN). A small group of experts — of which
the present author is one — provide expertise
to the network to link policy, research and
practice.

The ELGPN has formed four working
groups which mirror the four key areas of the
most recent EU Resolution on career guidance
(EU, 2008), namely:

1) career management skills;

2) access by all citizens to guidance
services;

n
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ELGPN tinklas suformavo keturias dar-
bo grupes, kuriy veikla susijusi su pagrindi-
némis Rezoliucijos dél karjeros projektavimo
(ES, 2008) sritimis:

1) karjeros valdymo mokéjimais;

2) galimybe visiems gyventojams gauti
karjeros projektavimo paslaugas;

3) kokybe ir jrodymais teikiant karjeros
projektavimo paslaugas;

4) socialiniy dalininky bendravimu ir
bendradarbiavimu valstybés, regiono ir vie-
tos mastu.

Pirmaja sritj i$samiai aprasé R. G. Sulta-
na (2010), o $iame darbe pladiau aptariama
tre¢ioji sritis — kokybé ir jrodymai teikiant
karjeros projektavimo paslaugas.

Ekonominio bendradarbiavimo ir plétros
organizacija (OECD'), ES, Pasaulio bankas
bei tyrimai, kuriuos karjeros projektavimo
srityje atliko Europos mokymo fondas (ETF?)
ir Europos profesinio mokymo plétros cen-
tras (CEDEFOP?), padéjo sukaupti i$samia
lyginamaja duomeny baze, kurioje pateikia-
ma informacija apie karjeros projektavimo
politikg ir praktika daugiau nei 50 valstybiy
(Watts ir Sultana, 2004).

Naujausiuose politikos dokumentuose
tiek Europos Komisija, tiek Ekonominio ben-
dradarbiavimo ir plétros organizacija ypac
daug démesio skyré karjeros projektavimui
ir informacijai kaip pagrindinéms politinéms
mokymosi visg gyvenima bei ekonominés ir
socialinés plétros sritims. Reikéty paminéti
keleta pagrindiniy ES dokumenty, pavyz-
dziui, Mokymosi visg gyvenimg memoran-
dumg (ES Komisija, 2000), kuriame karjeros
projektavimas aiskiai i$skiriamas kaip viena i$
6 pagrindiniy politikos sric¢iy. ES ministry ta-
ryba yra parengusi Rezoliucijg dél visq gyveni-
mg trunkancio karjeros projektavimo (2004) ir
dar konkretesnj jos tesinj Tarybos rezoliucijg

' Angl. OECD - Organization for Economical Coopera-

tion and Developement

Angl. ETF - European Training Foundation

* Angl. CEDEFOP - European Centre for the Develo-
pment of Vocational Training

3) quality and evidence in guidance
provision;

4) coordination and cooperation among
national, regional and local stakeholders.

While the first of these areas has been dis-
cussed by Sultana (2010), this paper considers
the third of these four.

A wider and comparable database on ca-
reer guidance policy and practice, involving
over 50 countries in all has been produced
by the OECD, the EU, and the World Bank,
along with studies on career guidance by the
ETF - European Training Foundation, and
CEDEFOQP - the European Centre for the De-
velopment of Vocational Training (Watts and
Sultana, 2004).

In recent policy documents, both the EU
Commission and the OECD have focused
on careers guidance and information as key
policy areas in terms of life-long learning,
and economic and social development. Key
EU documents include the Memorandum on
Lifelong Learning (EU Commission, 2000),
which explicitly pointed to guidance as one
of 6 central policy areas. More recently, the
EU Council of Ministers has issued a Resolu-
tion on Lifelong Guidance (2004), and a more
specific follow-up Council Resolution on better
integrating lifelong guidance into lifelong learn-
ing strategies (2008). The OECD, in turn, in
its report From Initial Education to Working
Life - Making Transitions Work (OECD, 2000),
pointed to the fact that the national and, in-
deed, the global economy are decisive factors
in creating smooth transitions from education
to work, but the OECD also included informa-
tion and careers guidance as key factors. With
this backdrop, quality issues and evidence in
guidance come to the policy-making forefront:
career development and careers guidance are
pivotal, not only in terms of economic, societal
and personal development, but also in terms
of creating a sustainable future, economically,
socially, environmentally, and on an individual
level.
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dél geresnio visg gyvenimg trunkancio karjeros
projektavimo integravimo j mokymosi visg gy-
venimgq strategijas (2008). OECD ataskaitoje
From Initial Education to Working Life - Ma-
king Transitions Work* (OECD, 2000) pabre-
ziama, kad sklandy peréjima i$ $vietimo sis-
temos j darbo rinkg lemia ne tik nacionaliné
ir netgi pasauliné ekonomika, bet ir — ypac -
informacijos ir karjeros projektavimas. Taigi
politikos formavimo centre atsiduria su koky-
be susije¢ klausimai ir jrodymai projektuojant
karjerg. Karjeros plétojimas ir karjeros pro-
jektavimas butini ne tik ekonominei ir socia-
linei plétrai bei asmeniniam tobuléjimui, bet
tvaresnés ateities kitrimui ekonominiu, socia-
liniu, aplinkosaugos ir asmeniniu lygmeniu.

2
PAGRINDINES APIBREZTYS:
KUR SLYPI KOKYBE?

OECD pateikia tokia oficialig karjeros pro-
jektavimo apibréztj:

»Karjeros projektavimas reiskia paslau-
gas ir veiklg, kuria siekiama padéti bet kokio
amziaus asmenims bet kuriuo jy gyvenimo
etapu priimti sprendimus, susijusius su mo-
kymusi, profesija ir profesiniu rengimu, ir
valdyti savo karjera. Sios paslaugos teikia-
mos mokyklose, universitetuose ir kolegijose,
profesinio mokymo jstaigose, valstybinése
uzimtumo tarnybose, darbo vietoje, savano-
riskos ir bendruomeninés veiklos bei priva-
Ciajame sektoriuje. Veikla vykdoma pavie-
niui arba grupéje, tiesiogiai arba nuotoliniu
badu (jskaitant pagalbos linijas ir interneto
paslaugas). Cia teikiama su karjera susijusi
informacija (spausdinta, IKT ar kitomis for-
momis), j(si)vertinimo priemonés, konsul-
taciniai pokalbiai, ugdymo karjerai progra-
mos (skatinti asmeny sgmoninguma, ugdyti
karjeros valdymo mokéjimus, supazindinti
su galimybémis), testinés programos (pirma

* Liet. Pereinant nuo pirminio mokymo j darbo veiklg

2
DEFINITIONS: QUALITY IN WHAT?

One official (OECD) definition of career guid-
ance reads this:

“Career guidance refers to services and
activities intended to assist individuals, of
any age and at any point throughout their
lives, to make educational, training and
occupational choices and to manage their
careers. Such services may be found in
schools, universities and colleges, in train-
ing institutions, in public employment ser-
vices, in the workplace, in the voluntary or
community sector and in the private sector.
The activities may take place on an individu-
al or group basis, and may be face-to-face or
at a distance (including help lines and web-
based services). They include career infor-
mation provision (in print, ICT-based and
other forms), assessment and self-assess-
ment tools, counselling interviews, career
education programmes (to help individuals
develop their self-awareness, opportunity
awareness, and career management skills),
taster programmes (to sample options be-
fore choosing them), work search pro-
grammes, and transition services” (OECD,
2004, p. 10). This comprehensive definition
is used in this paper, along with the concept
of career education, which refers to school-
based career development and awareness
rising activities.

However, the OECD definition above
raises several questions in relation to qual-
ity assurance in career guidance: quality
in what? As guidance is much more than a
face-to-face interview, it also includes activi-
ties such as informing, advising, assessing,
teaching, enabling, advocating, network-
ing, feeding back, managing, innovation/
systems change, signposting, mentoring,
sampling work experience or learning taster
courses, following up (Ford, 2001). Cana-
dians and Americans commonly use the
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iSbandyti veiklg ir tik tada rinktis), darbo
paieskos programos ir peréjimo i$ $vietimo
sistemos j darbo rinka paslaugos® (OECD,
2004, p. 10). Straipsnyje greta $ios sgvokos
vartojama dar viena - ugdymas karjerai, t. y.
karjeros plétojimo ir sgmoningumo ugdymo
veikla mokykloje.

Vis délto OECD pateikta apibréztis kelia
klausimy, susijusiy su kokybés uztikrinimu
karjeros projektavimo kontekste. Kur sly-
pi kokybé? Karjeros projektavimas yra daug
daugiau nei tiesioginiai pokalbiai. Jis apima
ir informacijos teikima, konsultavimg, ver-
tinimg, mokyma, sglygy sudaryma ir palai-
kyma, kontakty tinklo plétojima, griztamajj
rysj, vadovavima, mentoryste, darbo patirties
atranka, testinumo uztikrinimg (Ford, 2001).
Kanadoje ir JAV jprastai vartojama ,karjeros
plétojimo* savoka, apimanti visas minétasias
karjeros projektavimo veiklos rasis, taciau
kalbant apie kokybe reikia paminéti, kad dau-
gelyje Europos valstybiy $iuo metu taikomos
kokybés strategijos apima tik keletg i§ minéty-
jy veikly (Plant, 2011). Daugeliu atveju déme-
sys skiriamas tik dviem aspektams - informa-
cijos teikimui ir vertinimui. Kartais kokybés
uztikrinimo strategijy centre atsiduria ko-
reliacijos tarp karjeros projektavimo ir besi-
mokanciy zmoniy skai¢iaus didéjimo. Mazai
démesio kol kas sulaukia asmeniniy nuostaty,
prioritety ar saves suvokimo pokyciai.

Vis délto kokybé platesne prasme gali
apimti visus karjeros projektavimo aspektus:
iSteklius, procesg ir rezultatus. Trumpai tariant,
kokybés uztikrinimo strategijos gali apimti:
veiklos stebéjimg ir lyginima su standartais,
nuolatines jvertinimo procediras, jvertinimo
tyrimus, profesionalios praktikos kodeksus
(gaires), etikos kodeksus, subjektyvigsias gai-
res (pvz., rodancias pageidaujamus rezultatus
ar profesines kvalifikacijas). Norint su(si)da-
ryti bendrg nuomone apie kokybés strategijas
ir aspektus (Plant, 2001; 2004; 2011) $is paly-
ginti mechaniskas istekliy-proceso-rezultaty

concept “Career Development” to cover all
these types of activities in career guidance,
but in terms of quality issues, only some of
the above mentioned activities are covered
in present quality approaches in most Euro-
pean countries (Plant, 2011). Many activities
are in fact neglected in QA work: in most
cases the focus is on the two categories - In-
forming and Assessing. In some cases on the
correlation between guidance and other fac-
tors, such as educational take-up, form the
hub of QA approaches. Changes in personal
attitudes, preferences, or self-concept are
rarely in focus.

Quality issues in a broader sense, how-
ever, may cover all aspects of career guid-
ance: the input, the process, and the out-
comes. In short, QA approaches can include:
performance monitoring against standards,
ongoing evaluation procedures, evaluation
research, professional codes (i.e. guidelines)
of practice, codes of ethics, “soft” guidelines
(e.g., guidelines pointing to preferred out-
comes), or professional qualifications. For
an overall picture of quality approaches
and issues, see (Plant, 2001; 2004; 2011),
which also include discussions on alterna-
tive models to the rather mechanistic input-
process-output/outcome model, such as
knowledge accounting or green accounting.
The latter refers to environmental perfor-
mance, e.g. through measuring impact on
the environment, ecological footprint, life-
cycle assessment and suchlike approaches.
In short, there are many perspectives at
stake here, and many potential thematic an-
gles (Plant, 2003). In most cases, however, a
few particular aspects are measured, which
can be considered as the main focal points.
These are:

1) client outcomes,
satisfaction;

2) educational and/or vocational take-up;

3) reduction of educational drop-outs.

including client
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modelis praplec¢iamas alternatyviais ziniy aps-
kaitos ar Zaliosios apskaitos modeliais. Pasta-
rasis modelis taikomas aplinkosaugos srityje:
juo vertinamas poveikis aplinkai, ekologinis
pédsakas, gyvenimo ciklas ir naudojamos ki-
tos panasios strategijos. Trumpai tariant, $io-
je srityje galima rasti daug jvairiy poziariy ir
galimy tematiniy krypciy (Plant, 2003), tac¢iau
dazniausiai vertinami keletas pagrindiniy
aspekty:

1) poveikis klientams (jskaitant klienty
poreikiy patenkinima);

2) bendrojo ugdymo ar profesinio rengi-
mo institucijy mokiniy skaiciaus didéjimas;

3) i aukstasias mokyklas jstojusiy, bet ju
nebaigusiy asmeny skaiciaus mazéjimas.

3
TYRIMAI'IR DUOMENYS

M. Maguire ir J. Killeen (2003, p. 2) pastebeé-
jo skirtingy interesy sankirta: ,Nors daugelis
paslaugy gavéjy ir, be jokios abejonés, kar-
jeros projektavimo specialisty yra jsitiking
$iy intervencijy vertingumu, politikai, prie$
patvirtindami vyriausybinj finansavima, rei-
kalauja jrodymy® Be to, karjeros projekta-
vimo poveikio jvertinimas yra sudétingas ir
netolygus procesas. Efektyviam jvertinimui
reikalingi ,,/.../ didelio masto ir sudétingos
eksperimentinés struktiros bei statistinés
kontrolés tyrimai“ (OECD, 2004, p. 33).

Kokybés uztikrinimo strategijos gali ti-
kétis nustatyti tiek objektyvius, tiek subjek-
tyvius rezultatus. Objektyviis rezultatai rodo
apciuopiamus darbo, mokymosi ar profesi-
nio rengimo pokycius; subjektyviis rezultatai
rodo pakitusj poziirj i darba, profesinj rengi-
ma ar mokymasi: pavyzdziui, labiau pasitiki-
ma savimi, iSauga sgmoningumas, motyvaci-
ja, iSryskéja galimi pasirinkimai (Maguire ir
Killeen, 2003).

Galima i$skirti greito, tarpinio ir ilgalai-
kio poveikio rezultatus asmeniui bei platesnei

3
RESEARCH AND FINDINGS

Different interests are at stake here, as men-
tioned by (Maguire and Killeen, 2003, p. 2):
“While it is true that many recipients of ser-
vices, and most certainly career guidance
practitioners are convinced of the value of
these interventions, policy makers require
evidence of this in order to justify govern-
ment funding”. These different interests may
clash. Moreover, evaluating the impact of ca-
reer guidance interventions is complex and
non-linear. Effective evaluation requires “/.../
large-scale research with complex experimen-
tal designs and statistical controls” (OECD,
2004, p. 33).

Thus, QA-approaches can aim at measur-
ing what has been labelled hard and soft out-
comes This distinction implies that hard out-
comes can include tangible changes in work,
learning or training, whereas soft outcomes
may involve changes in attitudes to work,
training and learning, e.g. having more con-
fidence, increased awareness, motivation, and
more clarity around options (Maguire and
Killeen, 2003).

Distinctions can be made between im-
mediate, intermediate and longer-term out-
comes for the individual and the wider so-
cietal economy (Hughes et al., 2002). There
is empirical evidence to suggest that career
guidance generally can have a positive im-
pact on short-term learning outcomes, such
as self-awareness, decision-making skills and
knowledge of opportunities (OECD, 2004).
Control-group based research, for example,
would imply that some people for a period of
time would receive much and sophisticated
guidance, whereas another group would get
none at all. Firstly, this would be impossible,
as there are many sources of career guid-
ance. And secondly, it would not be societal-
ly justified to deprive a group of this service.
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visuomenés ekonomikai (Hughes ir kt., 2002).
Empiriniai jrodymai leidzia teigti, kad karje-
ros projektavimas i§ esmés gali turéti teigiama
poveikj trumpalaikiams mokymosi rezulta-
tams — savimonei, mokéjimams priimti spren-
dimus, galimybiy zinojimui (OECD, 2004).
Pavyzdziui, atliekant kontrolinés grupés ty-
rimg vieniems zmonéms tam tikra laikotarpj
turéty buti teikiama daug sudétingy karjeros
projektavimo paslaugy, o kita grupé turéty
visiSkai negauti jokiy paslaugy. Visy pirma to
atlikti nejmanoma, nes esama daug Saltiniy,
teikianciy karjeros projektavimo paslaugas,
be to, socialiniu poziariu buty neteisinga ne-
leisti tam tikrai grupei gauti $iy paslaugy. Tai-
gi jrodymai karjeros projektavimo srityje (tiek
objektyvis, tiek subjektyvis) visada yra socia-
linés veiklos dalis. Kita vertus, ir be $iy tyrimy
galima rasti daugybe karjeros projektavimo
poveikio jrodymy. Kai kurie tyréjai renkasi il-
gesnj — pasakojimo - kelig ir leidZia Zmonéms
pasidalyti savo istorijomis, patirtimi. Vienas
tokio metodo pavyzdys - projektas ,Lear-
ning lives®, skirtas mokymuisi visg gyvenima
ir karjeros projektavimui. Tai testinis (2005-
2008 m.) pasakojimais grjstas tyrimas, kurio
metu atlikta 500 interviu ir apklausta 120 as-
meny (nuo 25 iki 84 mety). Tyrimo rezultatai
parodé, kad Zmonés gali mokytis i§ savo pa-
¢iy patirties, pasakodami apie save (Biesta ir
kt., 2008). Siuo atveju pritaikytas pasakojimo
metodas, padéjes gauti ne jprastus statistinius,
bet kitokio tipo jrodymus apie karjeros pro-
jektavimo poveikj. Maguire ir Killeen (2003),
Earlier, Killeen ir kt. (1992) mini konkretes-
niy rezultaty (mokéjimy priimti sprendimus;
savimonés; galimybiy Zinojimo; prioritety ti-
krumo; mokéjimy pereiti i§ $vietimo sistemos
j darbo rinkg) jrodymus. Bysshe ir kt. (2002)
teigia, kad karjeros projektavimas yra tarsi in-
vesticija, leidzianti mokeéti maziau bedarbio
pasalpy ir suteikianti zmonéms galimybe uz-
sidirbti didesnj atlyginimg. Galima paminéti,
kad karjeros projektavimas atlieka tam tikra

Thus, evidence in guidance, be it hard or
soft, it always part of wider societal issues
and activities. There is no monocausality in
the field of creating evidence in guidance.
On the other hand, there is already plenty
of evidence of the impacts of guidance. Few
studies take the longer narrative route, and
give space for people to tell their stories and
experiences. But one such example of a wid-
er approach was seen in the project “Learn-
ing lives”, which focused on lifelong learning
and guidance. It was a longitudinal (2005~
2008), narrative-based study, with 500 inter-
views with 120 persons, aged 25-84 years.
The outcomes pointed to the fact that people
can learn from their lives through the stories
they tell about them (Biesta et al., 2008). In
this case, a narrative approach was adopted,
which created a different type of evidence
on the impact of guidance, as opposed to the
more common statistical evidence. Magui-
re and Killeen (2003), Earlier, Killeen et al.
(1992) mentioned evidence of more specif-
ic outcomes in terms of decision-making
skills; self-awareness; opportunity aware-
ness; certainty of preference; and transition
skills. And Bysshe et al. (2002) found that
guidance pays as an investment in terms of
saved unemployment benefits and higher
wages. One step further into this argument,
guidance has a role to play in terms of so-
cial cohesion, equal opportunities, and so-
cial inclusion. Even evidence of the impact
of a soft intervention such as call centre/
telephone guidance has been reported in ro-
bust research, as for example in the case of
the call centre “Learndirect” (now renamed
“Next Step”) where 100 calls were analysed,
1000 user were categorised, guidance ex-
perts were interviewed. The users related
the positive results (clearer career goals,
26%; employment, 19%; training take-up,
30%; job-seeking, 25%) to their contact with
“Learndirect” (Page et. al., 2007).
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funkcija ir socialinés sanglaudos, lygiy gali-
mybiy bei socialinés jtraukties srityse. Tvirtos
struktaros tyrimai netgi pateiké jrodymy apie
subjektyviosios intervencijos (pvz., skambu-
¢iy centro / telefoninio karjeros projektavimo)
poveikj. Vienas i$ tokiy tyrimy buvo atliktas
»Learndirect (dabar vadinama ,Next Step“)
skambuciy centre: iSanalizavus 100 skambu-
¢iy ir apklausus karjeros projektavimo eks-
pertus, 1000 vartotojy buvo suskirstyta j ke-
lias kategorijas. Pastebéta, kad vartotojai linke
sieti teigiamus rezultatus (aiSkesnius karjeros
tikslus - 26%; uzimtumg — 19%; profesinio
mokymosi — 30%; darbo paieskas — 25%) su
bendravimu ,,Learndirect” aplinkoje (Page ir
kt., 2007).

4
LYGMENYS IR STRATEGIJOS

Ilgalaikiams jrodymams reikalingi jvairas
tyrimy metodai, kadangi jrodymas neapsi-
riboja vienu moksliniu pozitriu. Tyrimus,
kuriais ieSkoma jrodymy, galima skirstyti j
kelis lygmenis (Hughes ir Gration, 2009); kai
kurie i$ jy taikomi ir karjeros projektavimo
srityje:

1 lygmuo. Nuomonés tyrimas. Karjeros
paslaugy vartotojai teikia atsiliepimus apie
gauty paslaugy efektyvuma.

2 lygmuo. Rezultaty matavimo tyrimas ir
kontrolinés grupés duomeny analizé. Kontro-
liné grupé yra nuoroda j tai, kas bty atsitike,
jei nebuty taikyta karjeros projektavimo in-
tervencija. Jeigu negalima gauti kontrolinés
grupés jrodymy, nesama pagrindo teigti, kad
konkreti priezastis lemia tam tikrg buakle.

3 lygmuo. Rezultaty matavimo tyrimas
ir silpna priesingos padéties analizé. Sie ty-
rimai, nors ir tvirtesni nei 2 lygmens, vis
délto yra riboti.

4 lygmuo. Rezultaty matavimo tyrimas
ir kontrolinis skaiciavimas. Misris statis-
tiniai metodai naudojami retrospektyviai

4
LEVELS AND APPROACHES

Evidence of longer terms takes a number of
research methods into account, as evidence
does not represent one single scientific ap-
proach: it can be established at a number of
different levels (Hughes and Gration, 2009),
few of which are at present in operation in the
guidance area:

Level 1. Opinion studies, where users of
guidance services provide feedback on the per-
ceived effects of the services they have received.

Level 2. Outcome measurement studies
with no counterfactuals. Counterfactuals are
indications of what would have happened in
the absence of the guidance intervention. If no
evidence on counterfactuals is available, there
is no basis on which to attribute causality.

Level 3. Outcome measurement studies with
weak counterfactuals. These are more robust
than Level 2, but still subject to reservations.

Level 4. Outcome measurement studies
with control by calculation. Here multivariate
statistical techniques are used to control ret-
rospectively for those who have and have not
been exposed to guidance interventions.

Level 5. Experimental studies with a con-
trol group. Classically, this involves random as-
signment to guidance and non-guidance (pla-
cebo) groups; alternatively, it may be carried
out by constructing a control group.

Currently, few examples of research go be-
yond level 2. But what is perhaps remarkable is
the built-in positivistic value system that un-
derpins this taxonomy. This was also the case
in, for example, a review undertaken by the
Danish Clearinghouse for Education, which
recently looked into possible effects of guid-
ance interventions in transition fazes. After
sifting through 8551 studies conducted since
year 2000, most from the USA, UK and Ger-
many, 39 were considered to be of medium or
high research quality: 9 were mixed-methods
research designs, 3 qualitative designs and
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kontroliuoti tiriamuosius, kurie buvo arba
nebuvo susidiare su karjeros projektavimo
intervencija.

5 lygmuo. Eksperimentinés ir kontrolinés
grupés tyrimai. Dazniausiai karjeros pro-
jektavime dalyvaujanti arba nedalyvaujanti
(kontroliné) grupé yra pasirenkama atsitikti-
niu badu. Tyrima galima atlikti ir specialiai
sudarant kontroline grupe.

Siuo metu nedaug tyrimy perzengia 2 lyg-
menj, taciau verta atkreipti démesj j jgimta
pozityvistine vertybiy sistema, palaikancia Sig
taksonomija. Tai budinga ir, pavyzdziui, Dani-
jos $vietimo informacijos centro (angl. Danish
Clearinghouse for Education) neseniai atliktam
tyrimui, kuriuo siekta nustatyti galima karje-
ros projektavimo poveikj pereinamaisiais lai-
kotarpiais. Perzvelgus nuo 2000 m. daugiausia
JAV, JK ir Vokietijoje atliktus tyrimus (i$ viso
8551), nustatyta, kad 39 i§ jy yra vidutinés ir
aukstos kokybés: 9 atvejais naudoti jvairiy
metody tyrimy modeliai; 3 atvejais naudoti
kokybiniai modeliai; 27 tyrimams parinkti pa-
prasciausi kiekybiniai modeliai (Larsen ir kt.,
2011). Sie skaiciai atskleidzia kiekybiniy tyri-
mo metody ir gauty rezultaty pakartojamumo
tendencingumg ($aliSkuma). Tokias apzvalgas
atlikti paskatino EPPI Centras5 (Informavimo
ir koordinavimo centras jrodymams politikos
ir praktikos srityse teikti, Londono universite-
to Svietimo instituto Socialiniy moksly tyrimy
skyrius). Sio centro apzvalgose nurodomi tokie
metodikos vertinimo kriterijai:

1) taikomi aiskis ir skaidrus metodai;

2) tyrimas atlieckamas nustatytais etapais;

3) tyrimui budingas paaiskinamumas,
pakartojamumas ir atnaujinamumas;

4) j tyrimg jtraukiami ir vartotojai, sie-
kiant uztikrinti, kad ataskaitos buty aktualios
ir naudingos®.
> Angl. The Evidence for Policy and Practice Informa-
tion and Co-ordinating Centre, Social Science Research
Unit, Institute of Education, University of London
Zr. http://eppi.ioe.ac.uk/cms/Default.aspx?tabid=
67&language=en-US

27 purely quantitative designs (Larsen et al,,
2011). The figures reveal a bias in favour of
quantitative research methods and replicable
results. The inspiration to conduct such over-
arching reviews comes from the EPPI-Centre
(The Evidence for Policy and Practice Informa-
tion and Co-ordinating Centre, Social Science
Research Unit, Institute of Education, Univer-
sity of London). EEPTs review-methods specify
criteria for the inclusion of research:

1) erxplicit and transparent methods are used;

2) it is a piece of research following a stan-
dard set of stages;

3) itis accountable, replicable and updateable;

4) that users are involved to ensure reports
are relevant and useful".

This case represents an interesting exam-
ple of how a particular scientific approach to
evidence creates particular results. Incidental-
ly, the review concluded that evidence showed
that a variety of guidance methods had the big-
gest effect in terms of smooth transitions. In
this context, Magnusson and Lalande (2005, p.
7) comment that: “Often specific outcomes are
used on the assumption that they are linked to
positive career planning. For example, increas-
es in occupational exploration behaviours are
commonly used as outcome measures, even
though there is little evidence to support the
assumption that such increases are related to
making sound occupational decisions. An
equally plausible hypothesis could be that in-
creasing engagement in meaningful activities,
regardless of occupational context, will lead to
the discovery of satisfying opportunities”.

QA approaches are grounded in evidence
which is mostly numerical, focusing on items
which are easily measured and considered to be
relevant to career development interventions,
as seen from a policy perspective (Plant, 2011).
Such links are often established as correla-
tions which career development interventions
(e.g., interviews, educational taster courses,

' See: http://eppi.ioe.ac.uk/cms/Default.aspx?tabid=67
&language=en-US
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Siuo atveju pateikiamas jdomus pavyz-
dys, kaip tam tikras mokslinis pozitris j jro-
dymus sukuria atitinkamus rezultatus. Beje,
apzvalgos i$vadose teigiama, kad jrodymai at-
skleidé, jog sklandziausig peréjima uztikrinti
padeda kuo jvairesni karjeros projektavimo
metodai. Siame kontekste K. Magnusson ir
V.Lalande (2005, p. 7) teigia, kad ,daZnai
konkretiis rezultatai naudojami darant prie-
laida, kad jie yra susije su pozityviu karjeros
planavimu. Pavyzdziui, iSauges profesinés
elgsenos tyrinéjimy skaicius pasitelkiamas
kaip rezultaty rodiklis net ir tuo atveju, kai
esama mazai jrodymy, patvirtinanciy jog jis
padeda priimti pagristus profesinius spren-
dimus. Lygiai taip pat tikétina baty hipotezé,
kad didesnis jsitraukimas j svarbig veikla, ne-
paisant profesinio konteksto, padés rasti pasi-
tenkinimg teikianciy galimybiy®

Kokybés wuztikrinimo strategijos dau-
giausia remiasi skaitmeniniais jrodymais,
sutelkiant démesj j lengvai pamatuojamus
dalykus, kurie laikomi politiskai svarbiais
karjeros plétojimui (Plant, 2011). Daznai to-
kiais jrodymais laikoma karjeros plétojimo
intervencijy (pvz., pokalbiy, jvairiy jvadi-
niy mokomuyjy dalyky, taikomy susipazinti
su mokymusi, ugdymo karjerai mokyklose,
darbo patirties programy) koreliacija su ma-
zéjanciu iskritimu i§ $vietimo sistemos arba
didéjanciu jsidarbinimu. Tokia strategija at-
skleidzia problemy sprendimo paradigma,
kurioje sprendimai neatrodo tokie sudétingi
kaip realybéje. C. L. Bacchi (2009) teigia, kad
vakary valstybése vadovaujamasi problemy
sprendimo paradigma ir politika vertinama
pagal ,tai, kas veikia“ principg. Kuriamos
atitinkamos problemy sprendimo strategijos
(iskaitant, pvz., karjeros plétojimo interven-
cijas), skirtos spresti problemoms, kurias nu-
stato kas nors kitas (dazniausiai - politikai).
Autoré tarsi provokuodama sitlo keisti dis-
kursg ir kalbéti ne apie problemy sprendima,
bet apie jy kvestionavima. Dauguma Europos
valstybiy bando spresti problemas, susijusias

career education in schools, work experience
programs) with educational retention or em-
ployment rates. Such approaches represent a
problem solving paradigm, where solutions
are presented as straightforward, and much
less complicated than a reality check would
imply. Bacchi (2009) argues that Western
countries are ruled through a problem-solving
paradigm that evaluates policy in terms of
“what works”, and that this produces specific
problem-solving approaches (including, e.g.,
career development interventions), addressing
problems set by others, often policy-makers.
Provocatively, she offers problem-questioning
as a counter-discourse to problem-solving,
thus changing the discourse. Most European
countries are trying to solve problems related
to educational retention and (youth) unem-
ployment. These problems are translated into
easily understood figures, which, in turn, le-
gitimise public spending on career guidance.
Thus, links are established, and numerical ap-
proaches with indicators are favoured.

Some country-specific examples may il-
lustrate this point. They are taken from ELG-
PN briefings and provided by experts from the
countries in question (Plant, 2009).

In Denmark, bench-marking of guidance
services in conducted in a top-down, centrally
driven system, where evidence is seen as main-
ly numerical outcome indicators linked to edu-
cational take-up and retention, supplemented
by end-user surveys from 50000 pupils/stu-
dents. It represents a sectoral approach which
deals with educational guidance, and it is based
mainly on correlations between guidance and,
for example, educational take-up/retention.

In Greece, indicators in the Greek Model
System of Quality Assurance in Guidance pro-
duce indications for quality development.
The values produce indicators, the indica-
tors produce indications and the indications
produce evidence. For example: “The Service
investigates the needs of its target groups in
order to ensure that what is on offer is what
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su i$kritimu i§ Svietimo sistemos ir (jauni-
mo) nedarbu. Sios problemos paveréiamos
lengvai suprantamais skaiciais, kurie savo
ruoztu jteisina lésas, valstybés skiriamas kar-
jeros projektavimui. Taip nustatomos sgsajos,
o pirmenybé pradedama teikti strategijoms,
grindziamoms skaic¢iy rodikliais.

Si teiginj galima iliustruoti ir kai kuriy
valstybiy pavyzdziais, paimtais i§ ELGPN
tinklo konferencijy bei pateiktais eksperty i$
minimy valstybiy (Plant, 2009).

Danijoje karjeros projektavimo paslaugy
sékmés gairés nustatomos remiantis centrali-
zuota ,,i§ virSaus zemyn“ sistema, o jrodymais
laikomi skaitiniai rodikliai, atskleidziantys
mokymosi iniciatyvg ir i$kritimo i§ $vieti-
mo sistemos mazéjima. Juos papildo 50 000
moksleiviy ir studenty apklausos. Tai yra
$vietimo informavimo sektoriné strategija,
daugiausia grindziama koreliacijomis tarp
karjeros projektavimo ir, pavyzdziui, moki-
niy / studenty skaiciaus didéjimo bei iskriti-
mo i§ mokymosi proceso mazéjimo.

Graikijos pavyzdinéje karjeros projekta-
vimo kokybés uztikrinimo sistemoje (angl.
Greek Model System of Quality Assurance in
Guidance) rodikliai nukreipia j kokybés plé-
tros simptomus (pozymius). Vertybés nuro-
do rodiklius, rodikliai — simptomus (pozy-
mius), o simptomai - jrodymus. Pavyzdziui,
»tarnyba tiria savo tiksliniy grupiy poreikius,
kad uztikrinty pasialos atitikimg klienty pa-
geidavimams® ir nustato rodiklj ,,sistema kli-
enty poreikiams tirti“. Sio simptomo rodikliai
yra klienty poreikiy apklausos, bendravimas
su pilieciais pastu, el. pastu ir kalbantis, in-
formacijos rinkimas i$ tiksliniy grupiy (pvz.,
tévy, mokytojy, kluby nariy).

Vokietijos valstybinéje uzimtumo tarny-
boje karjeros projektavimas laikomas viena
i$ intervencijy, daranciy jtaka bendriems
valstybinés uzimtumo tarnybos rezulta-
tams. Pavyzdziui, karjeros projektavimo re-
zultatas matuojamas indeksu, kurj sudaro
keletas rodikliy: sékmingas jsitraukimas j

clients need” produces the indicator “System
for investigating client needs” The indica-
tions of this indicator are: client need surveys,
communicating with mainstream citizens by
mail, e-mail and by word of mouth, collect-
ing information from the target group (e.g.,
parents, teachers, members of clubs).

In, for example, the German Public Em-
ployment Service (PES), guidance is seen as
one of several interventions which influence
the overall outcome of the PES. For instance,
the outcome of guidance is measured by an
index which is constructed by several indica-
tors like: successful integration into appren-
ticeship training, successful integration of
disadvantaged youth, sustainable integration
(> 6 month), duration of placement process
and a customer satisfaction index based on a
yearly survey.

5
CHALLENGES AND OUTCOMES

There are many challenges for research into
the quality of career guidance interventions
(cf. Department of Labour, 2006). These in-
clude: the lack of agreed common outcome
measures or common methods used to col-
lect data (Hughes, 2004); the range of factors
that can influence individual career choices,
including e.g. family and friends (Hughes,
2004); the fact that many countries regu-
larly change their mix of programmes (Mar-
tin, 2000). There are little follow-up data on
whether participants remained employed
for a significant period of time, and whether
they attain greater levels of later job satisfac-
tion, work performance or life satisfaction
compared with those who do not access the
services. There is also little evidence collected
on social benefits of the programmes, such as
stronger families, decreased isolation, better
health, and reduced crime (Magnusson and
Roest, 2004). Thus, few studies have ventured



Peter PLANT

AKIVAIZDU? KOKYBES UZTIKRINIMAS IR RODYMAIS GRINDZIAMAS KARJEROS PROJEKTAVIMAS EUROPOJE: KRITINE APZVALGA
EVIDENT? QUALITY ASSURANCE AND EVIDENCE IN CAREER GUIDANCE IN EUROPE: A CRITICAL REVIEW

pameistrystés programas, sékminga socia-
liai pazeidziamy jaunuoliy integracija, tvari
integracija (trunkanti daugiau nei 6 mén.),
jsidarbinimo proceso trukmé ir vartotojo
poreikiy patenkinimo indeksas (kasmetinés
apklausos duomenimis).

5
ISSUKIAI IR REZULTATAI

Tiriant karjeros projektavimo intervencijy
kokybe, susiduriama su daugybe issukiy (plg.
Departmen of Labour, 2006). Reikéty pami-
néti: bendry rezultaty vertinimo priemoniy
ir bendry duomeny rinkimo metody tra-
kuma (Hughes, 2004); veiksnius, darancius
jtaka individualiam karjeros pasirinkimui,
pavyzdziui, $eimg ir draugus (Hughes, 2004);
fakta, kad daugelis valstybiy nuolat keicia
jvairias programas (Martin, 2000). Nesama
pakankamai duomeny, ar karjeros projekta-
vimo paslaugas gave dalyviai iSdirbo ilgesnj
laiko tarpa, ar jie yra labiau patenkinti savo
darbu, rezultatais ir gyvenimu nei tie, kurie
$iy paslaugy negavo. Taip pat truksta jrody-
my, liudijanéiy socialing programy nauda,
pavyzdziui, tvirtesnés Seimos, sumazéjusi
atskirtis, geresné sveikata ir sumazéjes nu-
sikalstamumo lygis (Magnusson ir Roest,
2004). Todél nedaug tyréjy isdrjso imtis Sios
sudétingos srities ir analizuoti karjeros pro-
jektavimo sgnaudy ir naudos santykj. Sis
klausimas jau anks¢iau nagrinétas publika-
cijoje apie ekonomine karjeros projektavimo
nauda (Killeen ir kt., 1992). Skotijos karjeros
projektavimo visoms amziaus grupéms tar-
nyba, tuomet vadinta Karjera Skotijai (angl.
Careers Scotland), pateiké preliminary gin-
¢yting sanaudy ir naudos santykj 1:5, ro-
dantj, kad i$ tiesy verta investuoti j karjeros
projektavima, ir netgi penkis kartus (Careers
Scotland, 2007). Jei toks skaicius islikty ir at-
likus i$samius tyrimus, karjeros projektavi-
mas pagaliau visiems laikams buty jteisintas

into the difficult area of assessing a cost/ben-
efit ratio to guidance. This issue was raised
earlier in a publication on the economic ben-
efits of career guidance (Killeen et al., 1992).
Daringly, the Scottish All-Age Guidance Ser-
vice, then known as Careers Scotland, came
up with a tentative and disputed cost/benefit
ratio: 1:5, which would indicate that it actu-
ally pays to invest in guidance. Five times, in
fact (Careers Scotland, 2007). If these num-
bers stand to scrutiny, they would legitimise
career guidance once and for all in policy
terms. This argument can be taken further, in
distinguishing between the impact of career
guidance in relation to (ibid):

1) learning outcomes (greater access to
learning and training; greater participation
in learning and training; improved retention
rates in education and training; greater edu-
cation and training attainment and higher
level skills; improved motivation and hence
attainment in education and training).

2) economic outcomes (higher levels of
participation in employment; lower levels of
unemployment; improved job tenure through
increased motivation at work; a more respon-
sive and flexible workforce; improvements in
the employability of individuals).

3) social outcomes (increased confidence;
increased well being which contributes to
health benefits for society; reductions in
crime and offending behaviour; greater levels
of social inclusion).

All of these outcomes have social and
economic effects, such as reductions in lost
earnings and lower productivity through lost
education and training, and reductions in
social security, public health costs and other
public costs. The general value of career guid-
ance, according to Mayston (2002a; 2002b),
lies in imperfect information: in a perfect
world with perfect information, guidance
would not represent an added value. One
typical (Danish) report on economic con-
siderations (Undervisningsministeriet, 2008)
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politikoje. Sj argumentg galima pasitelkti ir
bandant i$skirti karjeros projektavimo povei-
kj (ten pat):

1) mokymosi rezultatams (geresnés mo-
kymosi ir profesinio rengimo galimybés;
daugiau mokymosi ir profesinio rengimo da-
lyviy; geresnis islikimo Svietimo ir profesinio
rengimo sistemoje rodiklis; aukstesni $vieti-
mo ir profesinio rengimo pasiekimai ir geres-
ni mokéjimai; stipresné motyvacija ir dél to
pageréje pasiekimai mokymosi ir profesinio
rengimo srityje).

2) ekonominiams rezultatams (aktyvesnis
dalyvavimas ieskant darbo; Zemesnis nedar-
bo lygis; iSaugusi motyvacija dirbti ir dél $ios
priezasties pailgéjes darbo laikotarpis; len-
gviau prisitaikanti ir lankstesné darbo jéga;
iSauges asmeny darbingumas).

3) socialiniams rezultatams (iSauges pa-
sitikéjimas savimi; didéjanti gerové, teikianti
daugiau naudos visuomenés sveikatai; suma-
z¢&jes nusikalstamumas ir neteiséti veiksmai;
didesné socialiné jtrauktis).

Visi $ie rezultatai daro socialinj ir eko-
nominj poveikj. Dél nutrikusio mokymosi
ir profesinio rengimo sumazéja dirbanciyjy
produktyvumas, darbo uzmokestis, galimos
islaidos socialinei apsaugai, visuomenés svei-
katai ir kt. Pasak D. Mayston (2002a; 2002b),
bendra karjeros projektavimo verté slypi ne-
tobuloje informacijoje — tobulame pasaulyje
su tobula informacija karjeros projektavimas
neturéty pridétinés vertés. Vienoje (Danijos)
ekonominéje ataskaitoje (Undervisningsmi-
nisteriet, 2008) aprasoma sistema, kurioje
vienas milijardas Danijos krony per metus
isleidziama i§ dalies tapacioms karjeros pro-
jektavimo veikloms, kurios nepakankamai
pagrindziamos dokumentais ir yra skirtos
ne tiems klientams. Trumpai tariant, atas-
kaita, kurig uzsaké Finansy ministerija, ska-
tina teikti sanaudy ir naudos atzvilgiu tiks-
lingesnes karjeros projektavimo paslaugas.
Siuo atveju netobula informacija tapo viena
i§ daugelio klaidingo karjeros projektavimo
priezasciy.

depicts a system which spends one billion
Danish Kroner a year on overlapping guid-
ance activities which are poorly documented,
and on the wrong type of clients. In short, the
report which was commissioned by the Min-
istry of Finance, called for much more tar-
geted guidance services in a cost/benefit per-
spective. In this case, imperfect information
was one of the many issues that lead guidance
astray.

6
ALTERNATIVE MODELS

One favoured QA model - easy to adopt
and communicate - is based on the tradi-
tional “input-process-output” model: access
(e.g., clients targeted, physical/social/lin-
guistic access etc), process (e.g., objectives,
organisation, monitoring, time spent with
clients, guidance interviews, information,
quality assurance systems etc), and output
(e.g., number of people taking up job/train-
ing/education, job/educational retention,
cost/benefit ratios, etc). This list seems fairly
straightforward, although some of items are
much harder to verify than others: it is easier
to count client flow in terms of numbers than
it is to make a plausible cost/benefit analysis.
In relation to the favoured, but rather mecha-
nistic, “input-process-output” QA model,
Canadian and British guidance researchers
have suggested to reverse the model’s think-
ing into “output-process-input’, thus focus-
ing on preferred outcomes/output, working
towards QA in terms of the guidance process,
and then looking at what input is needed to
facilitate such guidance processes.

One aspect of all this is the learning as-
pect of guidance: Canadian (and now also
Australian) focus on Learning Outcomes of
guidance on the shape of the Blueprint for
LifeWork Design. Here a favoured instru-
ment is the learning matrix, which indicates
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6
ALTERNATYVUS MODELIAI

Vienas i§ palankiai vertinamy kokybés uzti-
krinimo modeliy, kurj lengva taikyti ir skleisti,
pagristas tradiciniu ,,iStekliy-proceso-rezul-
taty“ principu: prieinamumas (pvz., tiksliniai
klientai, fiziné, socialiné ar lingvistiné prieiga
ir kt.), procesas (pvz., siekiai, organizavimas,
stebéjimas, laikas, praleistas su klientais, kar-
jeros projektavimo interviu, informacija, ko-
kybés uztikrinimo sistemos ir kt.) ir rezultatai
(pvz., isidarbinusiy ar } mokymosi / profesinio
rengimo sistemg jsitraukusiy Zzmoniy skaicius,
vietos §vietimo sistemoje ar darbo vietos i$sau-
gojimas, sgnaudy ir naudos santykis ir kt.). Sis
sgrasas atrodo aiSkus, taciau vienus aspektus
patikrinti lengviau nei kitus. Klienty srauta
suskaiciuoti lengviau nei pateikti naudinga
sgnaudy ir naudos analize. Kalbédami apie
mégstama, bet palyginti mechaniska ,,i$tekliy-
proceso-rezultaty® kokybés uztikrinimo mo-
delj, Kanados ir Didziosios Britanijos karjeros
projektavimo tyréjai pasialé keisti jj ,,rezulta-
ty-proceso-istekliy“ modeliu: démesj nukreip-
ti j pageidaujamus rezultatus, dirbti siekiant
uztikrinti karjeros projektavimo kokybe ir
tada nagrineéti, kokiy istekliy reikia Siems kar-
jeros projektavimo procesams palengvinti.
Kalbant apie karjeros projektavima, ne-
reikéty pamirsti ir mokymosi aspekto. Kana-
dieciai (o dabar ir australai) atkreipé démesj i
tokius karjeros projektavimo rezultatus, kurie
leisty sukurti gyvenimo ir darbo projekta, pa-
grista karjeros projektavimo intervencijomis.
Dazniausiai naudojama priemoné $iuo atve-
ju yra mokymosi matrica, kurioje nurodomi
mokymosi karjerai, sprendimy priémimo
ir kt. lygiai bei sritys. Sios strategijos atitin-
ka jau daugiau nei amziy trunkancia Siaurés
Amerikos plétra. Kanados planas pagristas
ankstesniu devintojo desimtmecio JAV darbu
(National LifeWork Centre, 2010). Vienas i$
jdomesniy aspekty kuriant $iuos planus buvo
procesas: jis truko kelerius metus, j jj jsitrauké

both levels and areas of career learning, deci-
sion making, etc. Such approaches represent
developments over a decade in North Ameri-
ca, in so far as the Canadian Blueprint builds
on the earlier USA-based work from the
late 1980s (National LifeWork Centre, 2010).
One of the interesting points in developing
these Blueprints was in fact the process: it
took several years and involved a multitude
of stakeholders across these vast countries,
and in Canada this exercise even spanned
across French and English linguistic barriers.
The involvement included national and local
governmental departments, a large number
of professional groups, local community rep-
resentatives, users groups, and many others.
This process served as an anchor in relation
to a broad and wide ownership, which is im-
portant if such documents are put to use on a
cross-sectoral basis.

7
DISCUSSION

Quality is measured for a number of (related)
reasons (Watt, 1998): political reasons (to jus-
tify the service); funding purposes (to show
that the service is worthwhile); measure cli-
ent progress (to assess implementation of
planned objectives); record what is happen-
ing (monitoring); strategic planning (organ-
isational development); practice and policy
development (assessing good practice; bench
marking).

One or all may be embedded in specific
quality assurance procedures. All in all, it
seems fair to observe that a number of as-
sumptions about the benefits and quality of
guidance are in operation (the reduction of
labour market failures and educational drop-
outs, etc.), most based on estimated correla-
tions, but that few studies have dealt explicit-
ly with the, for example, economic aspects of
guidance (Maguire and Killeen, 2003). More
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daug socialiniy dalininky i$ jvairiy valstybiy.
Kanadoje $i veikla netgi perzengé lingvistinj
pranciizy ir angly kalby barjera; joje dalyvavo
valstybinés ir vietos valdzios departamentai,
daug profesiniy grupiy, vietos bendruomenés
atstovai, vartotojy grupés ir kt. Sis procesas
buvo tarsi atrama visuotinei plataus masto
atsakomybei, kuri yra be galo svarbi prade-
jus naudoti minétus dokumentus jvairiuose
sektoriuose.

7
DISKUSIJA

Kokybé vertinama dél daugelio (susijusiy)
priezas¢iy (Watt, 1998). Galima isskirti: po-
litines priezastis (jteisinti paslaugg); finan-
savimo priezastis (jrodyti, kad paslauga ver-
tinga); kliento pazangos vertinima (jvertinti
suplanuoty tiksly jgyvendinima); kaitos ste-
béjimg; strateginj planavima (organizacine
plétra); praktikos ir politikos plétra (gerosios
praktikos vertinima; gairiy nustatyma).
Viena ar kelios i$ $iy priezasciy jtraukia-
mos j konkrecias kokybés uztikrinimo proce-
daras. Verta paminéti prielaidas, siejamas su
karjeros projektavimo nauda ir kokybe (pvz.,
sumazéjes nesékmiy darbo rinkoje skaicius
ir | aukstasias mokyklas jstojanciy, taciau jy
nebaigusiy asmeny skaicius). Daugelis $iy
prielaidy grindZiamos nustatytomis korelia-
cijomis, taciau nedaug tyrimy i$samiai nagri-
néjo, pavyzdziui, ekonominius karjeros pro-
jektavimo aspektus (Maguire ir Killeen, 2003).
Daugiau tyrimy buvo skirta, pavyzdziui, kli-
enty poreikiy patenkinimo apklausoms ir / ar
skai¢iams (moksleiviy ir studenty nubyréjimo
sumazéjimas, jsitraukimo j mokymasi didéji-
mas, darbo paieskos ir kt.). Galima rasti keleta
ilgalaikiy tyrimy, skirty karjeros projektavimo
efektui (Plant, 2003). Viena naujausiy ir i$sa-
miausiy ataskaity karjeros projektavimo po-
veikio ir jrodymy srityje (Hughes ir Gration,

have dealt with for example, customer sat-
isfaction surveys and/or numbers (student
retention, educational pick-up, job seeking,
etc). Few longitudinal studies on the effects
of guidance are available (Plant, 2003). One
of the most recent and comprehensive re-
ports in the area of evidence and impact of
guidance interventions (Hughes and Gra-
tion, 2009), points to the importance of
linking policy, practice, research and theory.
Missing one of these components weakens
evidence-based policy making in the guid-
ance field.

Guidance is often questioned: it could
be a waste of money? Conversely, guidance
is sometimes seen as an investment, which is
expected to pay off in broader social terms,
in, for instance, relieving social exclusion
and social tensions. The focus on guidance
as an instrument to combat social exclusion
(Watts, 2001; Plant, 2005) underscores the
importance and potential impact of guid-
ance. Thus, stronger links are being forged
between policy-making and guidance/career
development, on both a national and a global
level.

Moreover, guidance is a tool for personal
development, especially in relation to the
need for lifelong and lifewide learning. Qual-
ity in this respect is measured in terms of, for
example, educational take-up rates for long-
term unemployed or (wo)men returners, job-
retaining, job-and-training rotation scheme
participation, numbers of personal action
plans, portfolios, educational dropout rates
etc. Other statements/guidelines/standards
focus more on the profession of careers guid-
ance itself: the level of professionalism, the
professional competencies (and how they are
acquired, measured, maintained, accredited).
The latter tend to be highly detailed in order
to legitimise high levels of professionalism,
and are often linked with a code of ethics, i.e.
ethical guidelines, as an integral part.
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2009) rodo, kad svarbu sieti politika, prakti-
ka, tyrimus ir teorija. Trukstant vieno i$ $iy
komponenty, sunkiau formuoti jrodymais
grindziamg karjeros projektavimo politika.

Daznai klausiama, ar karjeros projektavi-
mas néra pinigy $vaistymas. Priesingai - kar-
jeros projektavimas kartais suvokiamas kaip
investicija, kuri, tikimasi, atsipirks platesniu
socialiniu poziariu (pvz., sumazins socialing
atskirtj ir socialine jtampa). Démesys karje-
ros projektavimui kaip priemonei, padedan-
Ciai jveikti socialine atskirtj (Watts, 2001;
Plant, 2005), pabrézia jo svarbg ir potencialy
poveikj, todél reikalingos stipresnés sgsajos
tarp politikos formavimo ir karjeros projek-
tavimo bei plétotés tiek valstybiniu, tiek pa-
sauliniu mastu.

Be to, karjeros projektavimas yra asmeni-
nio tobuléjimo priemoné, ypac kalbant apie
visa gyvenimg trunkancio ir visus gyvenimo
aspektus apimancio mokymosi poreikj. Ko-
kybé Siuo atveju matuojama vertinant, pa-
vyzdziui, ilgalaikiy bedarbiy arba grjzusiy i$
motinystés / tévystés atostogy asmeny moky-
mosi didéjima, darbo viety iSsaugojima, daly-
vavimg darbo ir profesinio rengimo rotacijos
schemoje, asmeniniy veiksmy plano skaiéiy,
portfolio metody, j aukstasias mokyklas jsto-
janciy, taciau jy nebaigianciy asmeny skaiciy
ir kt. Kiti teiginiai / gairés / standartai daugiau
démesio skiria karjeros projektavimo specia-
listo profesijai - profesionalumo lygiui, pro-
fesiniams kompetentingumams (jy igijimui,
vertinimui, i$saugojimui ir akreditacijai). Sie
aspektai i$samiai aprasomi siekiant jteisinti
auksto lygio profesionaluma ir daznai siejami
su etikos kodeksu, t. y. etinémis gairémis.

Vis délto vartotojy nuomonés kol kas pai-
soma retai (Vilhjalmsdéttir ir kt., 2011). IS tie-
sy aktyvus vartotojy vaidmuo karjeros projek-
tavime pabréziamas daugelyje ES dokumenty
ir iniciatyvy, jskaitant Rezoliucija dél visa
gyvenimg trunkancio karjeros projektavimo
(EU, 2004). Aiskiausiai pilieciy ir vartotojy
jsitraukimas akcentuojamas ES publikacijoje

One voice, however, is seldom heard in
all this, and that is the voice of the users them-
selves (Vilhjalmsdottir et al., 2011). The active
role of users in guidance is in fact stressed in
many recent EU documents and initiatives,
including the Resolution on Lifelong Guid-
ance (EU, 2004). Most pointedly, the citizen
and user involvement is highlighted in EU’s
publication Improving lifelong guidance poli-
cies and systems (EU, 2005), in which section
3.1 reads:

“Citizen and user involvement. Qual-
ity assurance systems for career guidance
should: include information for the user re-
garding their entitlement (e.g., through us-
ers charters) and take account of the work
of national and European consumer associa-
tions in processes for consumer protection
and redress; ensure that individual users are
regularly consulted on their satisfaction with,
and experience of, the service; require service
providers to make systematic use of the find-
ings from such consultations; involve the user
in the design, management and evaluation of
guidance services and products”

Clearly, this takes the user involvement
beyond that of merely measuring client satis-
faction in some exit-pole fashion, for example
through a brief questionnaire. The user-focus
puts the user in a central position and chang-
es the traditional perspective from that of the
deliverer to that of the user, i.e. a supply-driv-
en perspective as opposed to a more demand-
driven one. Yet, few EU projects on guidance
have taken this particular approach on board,
probably for the good reason that it is both
difficult and problematic: it can be argued
that what the clients may want in guidance is
in fact not what they need. Nonetheless, in in-
volving users in the design, management and
evaluation of guidance services and products,
steps need to be taken to ensure that this hap-
pens, and, if not, to analyse why. This implies
developing appropriate methods, whereby
the user’s voice can be heard and channelled
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Visg gyvenimg trunkancio karjeros projektavi-
mo politikos ir sistemy tobulinimas (EU, 2005).
Sio dokumento 3.1 punkte teigiama:

L Pilie¢io ir vartotojo jsitraukimas. Karjeros
projektavimui skirtose kokybés uztikrinimo
sistemose turéty buti: vartotojui pateikiama
informacija apie teises (pvz., per vartotojy
teisiy rastus) ir atsizvelgiama j nacionaliniy
ir Europos vartotojy asociacijy darbus varto-
tojy apsaugos ir zalos atlyginimo srityse; uzti-
krinama, kad bity nuolat konsultuojamasi su
atskirais vartotojais apie jy patirtj ir pasitenki-
nimg gaunamomis paslaugomis; reikalaujama
i§ paslaugy teikéjy reguliariai naudotis i$ tokiy
konsultacijy gaunamais duomenimis; vartoto-
jas jtraukiamas j karjeros projektavimo paslau-
gy ir produkty kirima, valdymg ir vertinima“.

Be jokios abejonés, ¢ia neapsiribojama
vien tik papras¢iausiu kliento momentinio
pasitenkinimo vertinimo metodu, pavyz-
dziui, trumpa anketa. | vartotoja nukreipto-
se sistemose pirmenybé teikiama vartotojui:
pakei¢iama jprasta perspektyva ir pereinama
nuo teikéjo prie vartotojo, t. y. pasitlos val-
doma perspektyva priespriesinama paklausos
valdomai perspektyvai. Sia konkrecia strate-
gija kol kas naudojosi nedaugelis ES projek-
ty, susijusiy su karjeros projektavimu. Taip
tikriausiai yra dél to, kad $i strategija sudétin-
ga ir problemiska. Gali bati gin¢ijamasi, kad
tai, ko klientai nori i$ karjeros projektavimo,
i$ tiesy yra ne tai, ko jiems reikia. Nepaisant
to, bandant jtraukti vartotojus j karjeros pro-
jektavimo paslaugy ir produkty kirima, val-
dyma ir vertinimg, reikia imtis priemoniy,
kad taip jvykty, o jei nepavyksta to pasiekti,
reikia analizuoti, kodél. Tai reiskia, kad rei-
kia kurti metodus, kuriuose vartotojo balsas
buty iSgirstas ir perduodamas karjeros pro-
jektavimo paslaugy teikéjams. Toks metodas
veikty kaip mechanizmas teikianti griztamaji
ry$j darbo rinkai ir mokymosi bei profesinio
rengimo paslaugy teikéjams. Karjeros pro-
jektavime galima rasti keleta tokiy griztamo-
jo rysio teikimo pavyzdziy. Tadiau jie néra

back to guidance providers, which, in turn,
serves as a genuine feedback mechanism to
the labour market and to education/training
providers. Few examples exist of this type of
feedback-mechanisms in guidance, and they
are not highly structured or formalised. One
such example stems from the action-research
project known as “Eurocounsel” (Plant,
1996), which depicted the particular case of a
Jobclub, i.e. a job-hunting, user-driven group
of unemployed people in a small provincial
town in Southern Denmark. They arranged
to borrow a room with a telephone and other
basic facilities at to the local public employ-
ment office, and they made use of the vo-
cational guidance officer when they had the
need. Thus, the group had the initiative, and,
in practice, formulated the precise needs for
guidance that they had. The results included
mutual support and more efficient job-hunt-
ing. This group, in fact, were involved in the
“design, management and evaluation of guid-
ance services and products”, mostly on an in-
formal basis. But such examples are few and
far between (Vilhjalmsdottir et al., 2011).

So far, most research so far on the effects
of guidance interventions has been short-
term and focused on immediate effects, or
on attitudinal change (Hughes et al., 2002;
Martin, 2000). Magnusson and Roest (2004)
highlight as the most common finding, that
career guidance interventions have a posi-
tive effect on participant satisfaction. Overall,
what is measured tends to centre and even
narrow guidance practices. Generally, QA ap-
proaches tend to focus on what is measurable
rather than on what is of value (Plant, 2011).
The consequence of focusing on narrow,
measurable, numerical outcomes of guidance
(in terms of e.g. educational retention) is that
guidance itself is narrowed down to this par-
ticular aspect: it becomes of utmost impor-
tance to follow this particular line in guid-
ance, to measure drop-out rates, etc., at the
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struktarizuoti ar formaliai jteisinti. Vienas
i$ tokiy pavyzdziy randamas veiksmy tyri-
mo projekte, zinomame kaip ,,Eurocounsel”
(Plant, 1996), kuriame pristatytas konkretus
Jobclub pavyzdys — darbo ieskanciy, j varto-
toja atsizvelgianciy bedarbiy zmoniy grupé
nedideliame Piety Danijos miestelyje. Sie
asmenys sutaré vietos jdarbinimo biure i3-
sinuomoti kambarj, kuriame buty telefonas
ir kiti pagrindiniai patogumai, ir prireikus
naudojosi profesinémis karjeros projektavi-
mo specialisto paslaugomis. Taigi iniciatyva
priklauseé tikslinei grupei ir jos nariai galéjo
praktiskai formuluoti tikslius poreikius kar-
jeros projektavimui. Viso to rezultatas buvo
abipusé parama ir efektyvesnés darbo paies-
kos. Si grupé, nors ir neformaliai, bet i tie-
sy dalyvavo ,kuriant, valdant ir vertinant
karjeros projektavimo paslaugas ir produk-
tus®. Tacdiau tokiy pavyzdziy tikrai néra daug
(Vilhjalmsdottir ir kt., 2011).

Kol kas dauguma karjeros projektavimo
poveikio tyrimy yra trumpalaikiai ir daugiau-
sia nukreipti i greita poveikj ar kintantj pozitrj
(Hughes ir kt., 2002; Martin, 2000). K. Mag-
nusson ir A. Roest (2004) pabrézia, kad karje-
ros projektavimo intervencijos daro teigiama
poveikj dalyviy pasitenkinimui. Apskritai kal-
bant, tai, kas yra matuojama, centralizuoja ir
netgi susiaurina karjeros projektavimo prakti-
ka. Kokybés uztikrinimo strategijos dazniausiai
siejamos su tuo, kg galima pamatuoti, o ne su
tuo, kas turi verte (Plant, 2011). Daugiau dé-
mesio skiriant siauriems, pamatuojamiems,
skaiciais grindziamais karjeros projektavimo
rezultatams (pvz., asmeny, iSkrentanciy i$ mo-
kymosi proceso, skaiciui), karjeros projekta-
vimas susiauréja iki labai konkretaus aspekto.
Svarbiausia tampa sekti $ia konkrecia karjeros
projektavimo linija, suskaiciuoti j aukstasias
mokyklas jstojusiy, bet jy nebaigusiy asmeny
skai¢iy ir kt. Visa tai siaurina karjeros pro-
jektavimo aspekty jvairove ir rezultatus. Dél
$ios priezasties pradedamas ignoruoti galimai
i$samesnis ir ilgesnis karjeros projektavimo

expense of wider aspects and results of guid-
ance interventions. This may tend to ignore
the possible wider and longer term effects of
guidance, such as well-being or even happi-
ness, as suggested in the Bhutan Gross Hap-
piness Index (Khesar, 2008), which is influ-
enced by Buddhism, and thus draws upon a
set of values that are different from the west-
ern, positivistic, growth-oriented approach.

CONCLUSIONS

In Europe, there is no common Pan-Euro-
pean QA framework in guidance, though
attempts have been made to establish a com-
mon understanding of the issues at stake,
for instance via the efforts of the ELGPN
(European Lifelong Guidance Policy Net-
work). So far, a particular, indicator-based
QA approach has been the favoured model
in recent years in European countries: it
is manageable and controllable from the
policy-makers” perspective. Alternative ap-
proaches have been largely neglected, apart
from user-satisfaction surveys. Thus QA ap-
proaches, so far, serve mainly to legitimise
public expenditure on guidance services,
with a lesser view to aiming at actually im-
proving the services. Issues related to creat-
ing a firmer evidence base in guidance are
high on the policy agenda, especially in
terms establishing a cost/benefit argument
for guidance as a viable societal investment.
A broader research approach is needed,
however, to cover wider aspects of the qual-
ity and evidence of guidance beyond what
is currently measured. This could take QA
issues in guidance beyond the present focus
on basically economic aspects, and bring
in alternative quality approaches, includ-
ing ethical, knowledge-based, and environ-
mental sustainability oriented aspects. This
broader approach has been labelled “Green
Guidance” (Plant, 2008). That is evident.
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poveikis. Cia, kaip siiilo Butano bendrosios
laimés indeksas (Khesar, 2008), gali bati kal-
bama apie gerove ar netgi laime. Kadangi
jtaka $iam indeksui daro budizmas, jis pa-
gristas kitokiomis vertybémis, nei jprasta va-
karietiskoje pozityvistinéje kulttroje, kuriai
svarbiausia — augimas.

ISVADOS

Europoje iki $iol néra bendros strategijos, uz-
tikrinanc¢ios karjeros projektavimo kokybe,
taciau bata bandymy (pvz., Europos visg gyve-
nimg trunkancio karjeros projektavimo tinklas)
pasiekti bendrg sutarima tam tikrais klausi-
mais. Pastaraisiais metais Europoje palankiau-
siai vertinta rodikliais grindziama kokybés
uztikrinimo strategija, kurig kontroliuoja ir
reguliuoja politikai. Nepaisant vartotojy po-
reikiy tenkinimo tyrimy, alternatyvios strate-
gijos i§ esmés yra ignoruojamos, todél kokybés
uztikrinimo strategijos kol kas daugiausia téra
priemoné jteisinti valstybés 1ésy skyrima karje-
ros projektavimo paslaugoms, mazai démesio
skiriant tikram paslaugy gerinimui. Politikos
darbotvarkéje daug démesio skiriama sva-
resniy jrodymy karjeros projektavimo srityje
paieskai, ypa¢ daznai naudojamasi argumentu
apie sgnaudas ir nauda, kai karjeros projekta-
vimas matomas kaip perspektyvi visuomeniné
investicija. Norint apimti platesnius karjeros
projektavimo kokybés ir jrodymo aspektus,
reikalinga iSsamesné tyrimy strategija. Taip
buty galima nukreipti karjeros projektavimo
kokybés uztikrinimo klausimus nuo papras-
¢iausiy ekonominiy aspekty ir pradéti nau-
dotis alternatyviomis kokybés strategijomis,
jtraukiant etinius, ziniy ir aplinkosaugos tva-
rumo aspektus. Tokia platesné strategija pava-
dinta ,,Zaliuoju karjeros projektavimu® (angl.
Green Guidance. Plant, 2008).
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