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Purpose:

To research the implications of implementing the government policy of school plus in my school

Note: The development of this policy included the study of similar policies developed in Australia and England.
Description of Activity

1) Visit appropriate schools in Australia implementing components of school plus such as VET, school based apprenticeships, Lighthouse projects and also talk to their community/tertiary providers to gain their perspectives of the schemes

2) Attend the ACDA ( formerly the AACC) annual conference to be held in Melbourne after Easter 2009.This conference has in the past always had school specific workshops on school programmes-I have attended 9 of the last 12

3) Visit schools in England which were part of the Brimrose, Barnes and Marris study “Establishing World Class Careers Education and Guidance in Kent and Medway” Institute of Employment and Research, University of Warwick, January 2008

4) Attend the AIEVG International Conference Finland: Coherence, Co-operation and quality in Guidance and Counselling -venue University of Jyvaskyla June 3-5 2009

Note-this activity was not undertaken as it proved difficult to access and costs were way outside my budget

Estimated Time Component

1) Melbourne Conference- 3 days plus the National Professional Development day which precedes the conference-in the past this day has counted 5 points for the Professional standards for Australian Career Development Practioners -see attachment for example

2)  Visits to Australian schools-5 days plus time involved in contacting schools and setting up visits.

3) Visits to the Australian and  England study schools-there were 10 schools involved The English study-it is not the intention to visit all 10 but it will be necessary to visit and have discussion with the appropriate Connexions offices and staff-approximately 10 days

4) AIEVG Conference Finland-3day Conference plus some time at the university which is a world recognized Career Education research centre

Expected Benefits 

1) Self

· Self reflection-I have been the Careers Adviser/Transition/STAR co-ordinator at Christchurch Boys’ H.S. for 16 years

· A chance to compare our careers programmes internationally and improve them

· Professional development across careers theory and practice

· A chance to recharge the batteries which are getting a little flat!!

2) Students

· A revitalized Careers Adviser/Counsellor

· Improved range of progammes including improved access to non school providers particularly for ‘at risk’ students

3) School

· Better focused students

· Increased staff awareness involvement and support for careers programmes

· Increased community contact and interaction

The Ministry of Education guidelines/rationale  for Sabbaticals include sabbatical as beinf a time for
1. Research

2. Reflection

3. Renewal

This report contains elements of all three

SOME RFLECTIONS –largely  based on 13 years experience as Deputy Principal of a low decile school +time involved in Prison Education +17 years in school Career Advice and Guidance dealing particularly with ‘at risk students’
CAREERPLUS-NOTES

Careerplus was aimed at improving retention rates in secondary schools-I understand the new government is in the process of changing this but regardless the question remains. Career plus is the most recent of a long list of policies committed to the aim of improving retention rates-alas like all of its predecessors it has already fallen prey to politicians whims and lack of any real understanding of how to seriously address the issue The last people the politicians ask, let alone take notice of, are the people on the front line-in this case the Careers Staff.
Clearly the question is why do some leave before completing year 13 and others stay. The geographical model for migration seems appropriate-clearly there are pull factors keeping students at school and push factors attracting/causing others to leave early. The following reflections are largely based on 43 years of teaching adolescents in various schools, and a year coordinating prison education
PULL FACTORS-STAY AT SCHOOL

· Improve career prospects in general

· To get qualifications necessary for entry to chosen career

· To gain entry to higher education

· Pressure and support from parents to achieve academically

· Non academic goals-eg play for 1st xv

PUSH FACTORS-LEAVE SCHOOL
· Desire for work

· Move to apprenticeship and other alternative education, on the job training, advancement via experience

· Did not like school

· Did not get along with teachers

· Few friends-social skill deficit

· Class level out of step with age group

· Suspensions

· Did not feel safe at school

· Could not work and go to school at same time

· Could not keep up with school work

· School focus on academic programmes and University entry goals

· Limited subject choice

· Risk of failure/or failing

· Loss of interest/motivation/low self efficacy

· Changed schools and did not like the new one

· Behavioural problems-suspensions/expulsion

· Learning style-teaching style miss-match

· Lack of acknowledgement of value of non pakeha cultures and values

· Learning difficulties not recognised/addressed

· Friends dropped out

· Feelings of not belonging

· Family reasons-own or family ill health, poverty, drugs, domestic violence, family break up, pregnancy

The above can be classified into

1. Work Related

2. School related

3. Personal/family

Personal/Family background

There is a large body of research which indicates the impact of family circumstances on the level of education attainment

James Coleman argued that Human Capital (parental education level) and Financial Capital were insufficient to explain the relationship between family background and school success of their children. He argued that Social Capital which is about relationships within the family, whanau, neighbours, and the schools impacts on achievement independently of income or parental education. Empirical studies (Rumberger 1995, Rumberger et al 1990, Astone and McLanahan  1991) have shown that parents who monitor and regulate their children’s activities, provide emotional support and are generally more involved in their schooling are less likely to leave early

Ethnicity is another factor. In New Zealand there are clear differences between Maori, Pacifica and New Zealand European school success and retention. I do not have the figures but there are likely to differences between other ethnic groups as well-and these are likely to show high retention rates for most groups

Just as success breeds success-an upwards spiral, failure breeds frustration, saps motivation, self esteem and self efficacy-a downward spiral. If we are looking for indicators to identify early leavers lack of success at school has to be one. Motivation is difficult to measure, or at times identify, early enough to be attended to, so we need to look for indicators

While academic motivation and success is a good indicator of likely success indicators of disengagement can also be used. These include discipline problems both within and outside the classroom, lateness, truancy, hours worked outside school, indications of drug/alcohol abuse. These indicators are particularly significant when identifying higher achievers who drop out. They can lead to a sense of social isolation at school as they also impact on relationships with other students, break down other social activities at school, add to disengagement, and thus add to the spiral. Peer harassment adds fuel to the descent

Another key factor is probably peer pressure. It is noticeable that potential early leavers are often together in the playground and are likely to feed negativity to each other

An important factor in recent years has been the labour market and the ease with which youth has been able to find employment, apprenticeships, or other training. The abolition of youth rates may well add to the push factors.

Thus the decision to leave early is seldom a sudden one but a process which takes place over time, an accumulation of negative factors, not all of which necessarily originate within the school environment. Nevertheless there is an expectation that the school will deal with the challenge
……………………………………………………………………………………

SOME OF THE BASICS OF CAREER DEVELOPMENT

1) It is now generally accepted that career is about more than just paid employment

· -it includes life’s various roles which change with time, as do such things as values, interests etc.

·  Career development is a lifelong process involving change as influences, circumstances change act on a person.

2) Everyone has a career-it is simply part of life

3) Career development is unique to each person

4) The Theories we accept allow us to make sense of our thoughts and experiences and give us a sense of self, and purpose. They enable Careers Educators to better understand the process of careers education ,advice and guidance
5) There is a range of career theories no one of which is capable of accounting for any one person’s career development which is at least 3 dimensional-time, context, process

· Super looked at the concept of self-a result of ones self concept developed within an environment context both of  which change through time

· Holland and others have emphasized a trait factor approach

· What is generally lacking in theories is the influence of geographical location, socio economic and cultural background -students I taught in a District High School had a different range of understandings and experiences of the job market than students I taught in a low decile school of mainly pakeha background , again from those students in a low decile school with a 40 % Maori role, and now a high decile, higher socio economic status and parent educated background

6) Thus career practitioners in school need to look at each student as an individual-unfortunately in New Zealand current staffing of 1 FTTE Careers Adviser per 1800-1900 students makes this impossible (Source-Unpublished Survey of Careers Provision in N.Z. schools-n =126-2006 by this author). This is unlikely to change much in the foreseeable future because of other staffing priorities and -the lack of staffing increases to accommodate the non contact provisions of the last pay round.. Also  the fact that careers education has no specified home in the curriculum denies it equal status with other educational priorities
7) Career education within the curriculum With the current curriculum review document not once using the term career thus assuming careers advice and guidance will just happen (presumably as part of Managing Self) it is worth reflecting on the following OECD report comment taken from an Australian Parliamentary enquiry into Careers Education
“ 8.53 The OECD Report noted that integration of careers education programs into a range of subjects attracts particular problems, and that such strategies are an ‘enhancement of, rather than a substitute for custom built career education provision 
see “Learning to Work-report on the inquiry into vocational education in school” The Parliament of the Commonwealth of Australia Standing Committee on Education and Training March 2004 
It also had the following

(p16). The Committee believes that the approach adopted in NSW and Tasmania, especially with the provision of dedicated careers advisers to provide individual guidance in addition to curriculum based career education can achieve significant outcomes in the absence of separate career education courses

Recommendation 29

The committee recommends that careers education be a mandatory part of the core curriculum for the compulsory years of secondary schooling. It should include a clearly defined and structured program, distinct from VET programs

8)  Of course Careers Advisers are not the only source of information and guidance-there is a large range of these some of which, such as parents, classroom teachers and peers can have far greater influence

9) Super’s Theory of stages in career development seems appropriate in designing school career programmes-this comment is based more on observation than research

10) Other Theories which are relevant include Krumboltz’s “Planned Happenstance”, Chaos Theory  and Patton and McMahon’s Systems Theory-which has appeal to me as a geographer

11) New theories and refinements to the old will continue to appear-these will only re-emphasize the complexity of the process of career development-adolescents meet Shakespeare’s description of Cleopatra when he refers to her ‘infinite variety’ and also has her refer to ‘my salad days, I was green’ inferring change.

12) Key factors in career development are one’s resilience or ability to adapt to change in an ever evolving socio economic environment but self esteem is given greater priority in schools
13) Thus careers education, as distinct from careers advice, guidance and counseling, needs to be about giving students the tools to help adapt, a range of experiences and environments in which to experiment and develop

14) Critical to this is the concept of life long learning which is built on each individual’s learning styles and understanding of these. Learning does not only take place in a formal environment-every minute can provide a learning experience

15) An important part of Career development has to be Decision Making Skills-first identified by Parsons in 1909 and developed for schools by Watts and Laws in 1977. Their DOTS Model has been the basis of careers education in schools since then (Decisions, opportunity awareness, transitions, self awareness –not necessarily taught in that sequence!). There seems to be an assumption that careers decision making is a rational process whereas in reality emotion rather than logic can drive the decision.
16) If we reflect on what is in some of the above theories the DOTS model lacks acknowledgement of context, systems and adaptation over time-however it has proved a useful tool as long as it has not been seen as an end in itself but a contributor to the process. It also assumes, when applied to adolescents, they can make accurate assessments of themselves-a dubious assumption for many
17) Careers Advice and guidance, the one to one part of careers development, is about facilitating the process –the “how can I be of assistance?”-ie client(a word I do not like) led process. Research published in the ACDA indicates that students value and appreciate this approach-see “Counsellor Practices and Student Perspectives: Perceptions of Career Counselling in Australian Secondary Schools by Karen Walker et al Australian Journal of career Developmen tVol 15No. 1Autumn 2006  In the Executive Summary it concludes “Consistent with international research, the valued school counsellors were those reported by students to spend the majority of their time with individuals and small groups.” It is rather difficult to do this with a student teacher ratio of i:1800 as exists in New Zealand
18) Careers education programmes in schools are valuable in raising the need for student self appraisal and awareness, of the need for forward thinking, and exposing them to a range of career related experiences to enable them to make a sound decision on exiting school. Hopefully they will keep an open mind and be able to seize the opportunities or happenstances as they arise

Career Development Association of Australia (CDAA-formerly AACC) Annual Conference
1 I have been attending this annual conference for over a decade. It is an invaluable professional development experience because it attracts world renowned Careers experts as keynote speakers and thus gives one the opportunity to hear about the latest in research and to seek clarification about theories and development straight from the horse’s mouth

2 Over time this conference has tended to have less content directly related to schools and youth and more emphasis on the world of work as the whole spectrum of career, human resource development has come more to the fore. This does not greatly reduce its value to school based career practitioners.  
3. As part of Australian career development process an Australian Blueprint of Career Development( the ABCD), based on the Canadian scheme, has been produced to provide a comprehensive road map. Also the Australian Federal Government, as well as State governments have developed a significantly greater appreciation of the educational, economic and social importance of a comprehensive Careers/human resource development strategy than that of New Zealand

4 The ABCD is now cornerstone of Australian policy .
5 Its implementation is guide by CICA, a national coordinating.
6 The implementation process, while still in its infancy, has examples of similar weaknesses to implementation attempts in New Zealand 
For example a number of pilot schemes have been trialed. There is a propensity among Ministers of Education and Ministries or Departments of Education to develop ‘Pilots’. Much time and resources are spent on propaganda promoting these ‘new exciting projects’ which are going to change the world Much bureaucratic energy is put into developing goals, application criteria, reporting systems all of which consume most of the resources, teacher time and energy and then the next cab comes on the rank and the resources and energy are transferred to it. Such as the Lighthouse Scheme . A group of schools reported on their Lighthouse project at a Conference workshop. Schools either individually or as a group can come up with a Careers project for which they get funding and other support. However the funding is provided over a specific time periods. To quote one staff member from a school which had gone through a Lighthouse project “It was a huge managerial exercise for very little return for the students. The cost of the application and the cost of the report eat up most of the resource And now the funding has gone we will revert to normal.” Thus, as in New Zealand, pilots can prove successful but can disintegrate or be difficult to sustain once the props/resources are withdrawn. Examples of both successful an unsuccessful Lighthouse projects were given at a workshop. For a report on successful pilots see www.careerlighthouse.dewar.govt.au. You are unlikely to find reports on less successful ones
It is worth noting that while these Lighthouse schemes attract much publicity and some resources basic career resources such as staffing for careers are as deficient in Victoria as they are in New Zealand. This point was made in the following workshop
This workshop addressed the question “Career Education programmes in Australian Secondary Schools-How far have we really come?” The presenter was Bernadette Giglioti, Director of the Careers Education Association of Victoria. The following is an extract from her workshop preamble
“……………The career development landscape has, however, changed significantly over the past ten years. In 1999 The Adelaide Declaration announced ‘National Goals For Schooling for the 21st Century’, and all governments were committed to responding to the transition and career needs of young people .The National goals of Schooling for the 21st century clearly articulated that, by building sound career development skills whilst still in the compulsory schooling, young people would stand a better chance of meeting the challenges facing them in a constantly changing work force.”
In the past most schools have responded to career development in a reactive manner. That is, a response developed and delivered according to State and Federal initiatives which may tag resources to a service or programme at specific times in a students educational learning. An example of this would be providing a counselor for a few lessons per week during subject selection time at year 10(NZ year 11). This approach while always student focused, has not necessarily developed a shift in culture regarding career development for young people. Career development focusing on the counseling model only , relies heavily on a service provision model, that is a career practitioner working one on one with an individual or small group of students with the focus on guidance or advice given for a selected time frame during the school year.
The programme delivery model of career development relies on the delivery of programmes at certain times of the year, for example the development of Work Exploration programmes to deliver the legislative requirements.. The programme delivery model has the flexibility for teams of teachers to work with the careers practitioner in developing careers programmes in a targeted and timely fashion and which reflect the development needs of students. Working with curriculum planners, careers practitioners can assist with both the planning and delivery of programmes.
Both the service provision model and the programme delivery model can provide the opportunities for students to connect with the concept of career development, however these programmes are limited as both service and programme are delivered independently to the students overall learning plan. If we are to develop a culture of change in the ways schools deliver career education then we need to understand that Career Development is a process, one that commences in early childhood and continues throughout the lifespan A proactive approach to career development in schools will start with a whole school approach to the delivery of this process…..”
The following are notes taken during the presentation and from the discussion which followed-I thought the presentation and discussion could have, to a large extent been about New Zealand

· Much was about retention and action was concentrated at exit points

· Little about education for the future

· Resources are concentrated in the later years

· Importance of dreams

· Heavy reliance on information though it is only a small part of what is needed
· The most common type was written materials

· Students connected most with one on one counseling. This is confirmed by “Counsellor Practices and Student Perspectives: Perceptions of Career Counselling in Australian schools.” Karen Walker et al AJCD Vol15autumn 2006
· Career education programmes were often a reactive approach to subject selection

· Subject selection often done in a hurry to meet admin needs rather tha student need

· Need for more emphasis on lifelong learning

· Time allowances for careers advisers vary enormously

· There is often a conflict of split roles

· Need to move to a programme model
· But students seem to value one on one the most
· Reference was made during the discussion to the ACER LSAY Report No 53-the report’s executive summary is reproduced below
Career Advice in Australian Secondary Schools: Use and Usefulness
LSAY Research Report 53

ACER

Sheldon Rothman and Kylie Hillman

Note 

EXECUTIVE SUMMARY

This report examines young people’s participation in career advice activities while at school and their perceptions of the usefulness of the advice they receive. The data are from the 2003 15 year old cohort of the Longitudinal Surveys of Australian Youth (LSAY). Most members of this LSAY Y03 cohort were in Year 10 in 2003. The present report examines how much career advice students accessed in Years 10, 11 and 12 across three years of data collection (2003–2005). A smaller group of the cohort is followed each year; this group was in Year 10 in 2003, Year 11 in 2004, and Year 12 in 2005. For this group of more than 5000 young people, analyses were conducted to determine what influences their perceptions of the usefulness of career advice while at school.

Four major questions guide this report:

1. How widespread is the provision of career advice in Australian schools?

2. How useful do students in Australian schools find this advice, and what types of advice appear to be most useful?

3. Are there some types of student who find career advice more useful?

4. Is there a relationship between perceptions of career advice and school-based measures?

Main findings

Participation in career advice activities

All students in the LSAY Y03 cohort participated in at least one type of career advice activity

across Years 10, 11 and 12. Most activity occurred in Year 10, when 99 per cent of students

accessed at least one activity. On average, Year 10 and Year 12 students reported accessing five different types of activity, and Year 11 students reported four out of seven selected activities.

There were small differences across States and Territories, with 97 per cent of students in the

Australian Capital Territory reporting some type of career advice activity in Year 10 and nearly all students in New South Wales and Victoria reporting activity. By Year 12, participation ranged from 97 to 99 per cent of students. There were no differences in participation between school sectors in Year 10 or in Year 12;: in Year 11, however, the proportion of government school students accessing at least one career advice activity (94%) was lower than in other sectors.

Types of career advice activity

The most common type of career advice activity across Years 10, 11 and 12 was the distribution of written material and handouts. In Year 10, 95 per cent of students received such material. This was followed by a talk from the school’s career advisor, with 87 per cent of students reporting this activity.

More than one-half of Year 10 students (54%) reported having a talk from a representative of a TAFE institution or a university. By contrast, 76 per cent of Year 12 students reported this activity.

During that same period, employer representatives spoke to 54 per cent of Year 10 students and 50 per cent of students in Year 12.

The most common grouping of activities included a talk from the school’s career advisor, written materials, an individual session with the career advisor and—in Year 10—group discussion.
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Perceptions of the usefulness of career advice

Members of the LSAY Y03 cohort were generally positive about the value of the career advice they received at school, although some types of advice were seen as more useful than others. In Years10, 11 and 12, an individual conversation with the career advisor was perceived as the most useful.

For example, in Year 10, 60 per cent of students stated the conversation was ‘very useful’. Group discussion was seen as the least useful at all three year levels.

Relationships between perceptions of usefulness and student background and school-based factors

The relationship between how useful cohort members perceived career advice at school and a

number of background factors highlighted some significant differences, but the overall influence of these factors was extremely small. Gender and socioeconomic status had small, significant influences on perceptions of usefulness, but explained less than 1 per cent of the variation in usefulness scores.

Some school-based factors also had an influence on how useful students found career advice,

particularly those related to school climate. In addition, cohort members who found career advice useful also reported that they were influenced by their teachers and career advisors when considering the type of work they would like to do after school.

Academic achievement—as measured by students’ performance on PISA tests in mathematical literacy, reading literacy, scientific literacy and problem-solving skills—was statistically significant, with lower-achieving students reporting that career advice was more useful, although the contribution of this factor was very small.

One of the strongest associations was between perceptions of the usefulness of career advice and the number of career advice activities accessed during the year. As young people participated in more activities, they found career advice overall to be more useful.

There was very little difference between schools in students’ perception of the usefulness of career advice. Nearly all of the variation—and only a small proportion of that variation could be accounted for—was because of differences between students.

Implications

The general lack of differences in students’ perceptions of the usefulness of career advice suggests that career advice is delivered to students equitably across schools and within schools. In other words, students believe that the career advice they receive at school meets their particular needs.

Regardless of background, students see career advice as useful. This is particularly important for young people in communities that may be disadvantaged by location, social standing or economic situation.

Two important groups of students perceived career advice more favourably than did other students. There was a small but statistically significant relationship between lower achievement scores and more positive comments about the usefulness of career advice. Young people who were unsure about whether they would complete Year 12 also had more positive comments about career advice.

This indicates that career advice programs are valued by young people who are more vulnerable when making the transition from school, and that career advisors should continue to provide support to these young people.

A positive school climate is related to positive perceptions of the usefulness of career advice. It was not possible, however, to determine if positive comments about career advice are additional to school climate, or if the positive school climate is because the career advice program is integral to the general climate of the school.

A school’s career advice program, as part of its larger career education program, needs to

encompass as many career advice activities as possible. Young people appear to appreciate a wider variety of activities in their career advice program, as it may provide them with more opportunities to find a career they wish to pursue.”
There is a push there to get a full time Career staff member into every school and indeed while I was there an Educational Officer from the Northern Territory triumphantly announced all schools there were to get a full time careers staff member. This appears as unlikely in Victoria  as it is in New Zealand. Both jurisdictions have bulk funded, self managing schools systems, both systems are under funded to meet all educational and management needs within each school: this inevitably means the staffing of curriculum and management needs take priority. Also of course a school’s status is built around its national/state examination results ie qualification outputs rather than educational outputs In New Zealand the original Careers Advisers allowance was one weekly teaching half day(2.5 hours) per 200 students or greater part thereof This was established circa 1938. Despite considerable improvements in secondary school staffing ratios since then the figure still hovers around a ratio of about 1 full time equivalent per 1800-1900 students in New Zealand
7. Another initiative has been the development of trades academies-27 were established by the Howard Government in response to a large trades skills shortage. When asked how this developed I was told by a number of people it had developed as trades lost status and relativity to university based qualifications, and that many schools had abandoned their technical classrooms in an attempt to raise their status and image. I was unable to check the veracity of these comments in the time available but one student I spoke to at the Geelong Technical College said he had come to the trades academy as he could not do wood or metal at his school.
 However I was able to visit one of these trades academies and talk with its CEO. I think there is somewhat ironic that this trades academy has been established on the site of an abandoned technical high school and is using it former technical block rooms as its classrooms!! He was rather a busy man as the Academy was just beginning a new management structure as a result of the change in government. A branch of a TAFE had been established on the same site and was rapidly expanding with a comprehensive building programme. So it made sense for the academy to be absorbed into it. Selection of students for entry into this trades academy was based on meeting prescribed literacy and numeracy standards and students having had work experience in there particular trade at their contributing school- that he did not ask that they had done a workshop subject seems to confirm their lack in secondary schools-hence the work exploration  A keystone of the trades academy was work based learning. A student I spoke to was travelling an hour a day each way to his work experience site but did not mind at all. He was to do this for 7 weeks then swap with the cohort based at the academy which was doing theory, skills development career and employability skills as well as basic business knowledge business advice The CEO was expecting an expotential growth rate.
The Government has committed $2.5billion over 10 years to enable secondary schools to re establish trade training.. However an article by Caroline Milburn in the Melbourne age March 9 2009 highlights .To quote “Middle class teenagers will continue to shun trades and other industry based courses unless Australia radically alters how it provides such education” The article quotes from 

research by Dr Stephen Lamb of Melbourne University Graduate School of Education, which shows that VET systems organized as separate , occupationally structured programs where students choose whole courses of study rather than a set of subject or unit options , had a higher standards of learning and achievement , based on students test results from PISA 

Should this research prove to be robust and applicable to New Zealand is has implications for the way in which we develop trades education here  
ADCA Conference Workshop “There is No Success Like Failure” presented by Prof Robert Pryor and Prof Jim Bright
The Conference abstract read as follows: “Humans love and celebrate success. We want our careers and organizations to be successful. Most career development interventions have as their ultimate goal to assist individuals to avoid mistakes and achieve career success. Most organizational career development interventions have similar designs. The Chaos Theory , however draws attention not only to human potential but also to our limitations of knowledge and control. Life is uncertain and as a consequence mistakes and failure are inevitable. However mistakes are almost always viewed negatively for various reasons including costs to correct them, their negative unintended consequences, the sense of personal failure, the exposing of our limitations, and undermining confidence. But if mistakes are virtually unavoidable can positive benefit be derived from them? What constitutes a failure and how do we reach this conclusion? Can short term failures be the key or springboard to longer term success? Retrospectively have some ‘failures’ been the necessary conditions for subsequent success? In this presentation the cost of trying to avoid all mistakes is investigated .It is identified with closed systems of thinking. Mistakes as learning experiences will be discussed. .Strategies for transforming mistakes into opportunities are illustrated. Mistake making also has the capacity for the development of adaptability, creativity and resilience. The conscious use of failure as a strategy for both exploration and risk inoculation in career development is also outlined. Strategies which can be applied in organizations and with individuals will be presented that use failure as a tactic to accelerate success and to build personal and organizational capacity. Failure in both personal and organizational contexts will be addressed with examples.”
My Notes on this presentation included the following

· “If you are not failing much you are not trying hard enough”
· Failure occurs when plans do not go as planned

· Failure is an un avoidable part of life

· Normalize failure –it is part of being human

· In addressing the fear of failure we need to ask ‘What are the worst outcomes possible?’

· We need to accept our limitations and work on our weaknesses and build on our strengths.

· Tolerate the imperfect and have realistic goals

· Contingency plans are necessary plan B

· Value failure-do not play it safe all the time

· Redeem failure- “Success is going from failure to failure without losing enthusiasm”  Winston Churchill

· Need to know clients risk aversion level and risk tolerance

· Self efficacy is a key in this

· Continuous improvement necessary-if you keep doing the same thing the competition will move in

ACDA  Conference Workshop-discussing LLENS (Local Learning and Employment Networks-connecting local groups to improve education, training and employment options for 15-19 year olds

A discussion of LLENS was very interesting. Prior to going to the Conference I had attended a meeting called by the Dept of Child Youth and Family at their Papanui office .In attendance were other Careers Advisers, Transition Education Teachers, a couple of Secondary Principles and some Private Training providers who supplied a number of youth support programmes some of which I had never heard of. It was quite apparent to me that there were quite a few groups in Christchurch working with youth in an uncoordinated way and gaining funding from a range of sources-some government departments, some local bodies and others from private sources. This reminded me of the days I chaired a DACOTE (District Advisory Committee on Transition Education ) in the Wairarapa. Its composition was similar except that I had invited some significant local employers to join. The meetings quickly revealed a similar scenario so in turn each group was invited to explain its role in relation to youth. An obvious need to improve coordination, communication and cooperation was apparent. Unfortunately just when progress was being made the Minister of Education (Lockwood-Smith) decided to abolish these DACOTES to save money.I think we spent less than $1000 a year
By way of contrast LLENS is a well funded coordination set up- for details see www.llen.vic.gov.au. LLEN has a Stakeholders meeting quarterly. It has 31 such groups in Victoria. The presenters were from the Eastern Metropolitan Region Youth Commitment Project Team and the progamme appeared to be very successful. However I was unable, in the time available to visit the regional office to get a better appreciation of the value of the programme
The Model for the LLENS programme is set out below
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Australian Technical Colleges
1. After the Conference I went to Geelong to visit some schools to see their Careers Programmes in action. This proved to be singularly unsuccessful. Appointments were cancelled because staff were ill, were part time and were unable to keep the appointment and in one case the careers adviser had been ‘retired’ and replaced by a contractor and the staff knew little about who this was when I rang to confirm the appointment
2. However I did visit and the Australian Technical College Geelong. This College was on the site of a former Technical High School which had been converted into a TAFE-our Polytechnic. The Technical College was able to make use of the old High School workshops which were still usable and was in the process of building new facilities. It was also being absorbed by the TAFE in the few days I was in Geelong-a change of government always brings change even if it is only superficial-in this case administrative. The Technical College will continue with its original objectives 
3. The current roll was about 140 students, mainly male but the CEO was confident it would double next year and double again the year after. The Technical Colleges were a response to a serious skills shortage in the building/construction and engineering trades. I was told by several people that this had been caused by at least two factors
· Trades had lost status to more academic careers-university education was the way to go. (see quote from Melbourne Age above)
· As a result some schools had even closed their workshops and moved away from non university courses-possibly because they contradicted the sort after status as an academic school. Schools in New Zealand seem to be using Cambridge for the same reason.  So the Geelong College included in its entry requirements that students had been on a work experience placement at their existing school to confirm their commitment. Students I spoke with were enthusiastic about the college. One student was travelling to Melbourne (an hour away by train) for his engineering work placement and was very enthusiastic about his placement. There were only two criticisms-it appears some of the foundation staff were secondary teachers and they had recently been replaced by “Teachers who do not understand us as well and whose teaching methods were less appropriate”. Also the curriculum choice was too narrow in some students’ eyes. I would expect this to change as the roll grows. Currently the College offers what it calls Project Applied Learning which integrates literacy, numeracy, and business studies with practical projects
· There were little in the way of extra curricula activities-team activities/practices would be difficult to organize with students heavily committed to work experience-this may change as the college develops

     4 The Geelong College offered plumbing, electrical, automotive and automotive diesel, cabinet making, bricklaying, carpentry, engineering fitting and fabrication

VISITS TO SCHOOLS IN UK

1. My interest and knowledge of Careers Education in the U K was ignited by a number of sources VIZ

· Reading OECD reports on the development of Careers Policy

· OECD Country Reports

· Meetings with Tony Watts, a lead researcher involved in OECD reports and also involved with Bill Laws in development of the ‘DOTS Model’ developed in 1997 and still  used extensively in Careers education today

· Meeting Bill Laws, co developer of the DOTS model at the Careers Education Association of Victoria (CEAV) biannual conference in 2007
· Reading the paper by Jenny Brimrose, Sally-Anne Barnes and Lucy Marris “Establishing a World Class Careers Education in Connexions Kent and Midway: Jan 2008 (Warwick Institute for Employment Research). This study was based on five schools in the region and I was able to visit two of these.

2. The Connexions Model for providing Careers Education, Advice and Guidance differs from that in New Zealand and Victoria in that the Careers Adviser is employed by Connexions, not the school, is not necessarily a trained teacher, has a formal Career Guidance qualification and may or may not be based in the school. In the same way schools do not have in house, school employed Guidance Counsellors but ‘personal advisers also employed by Connexions. Job desciptions for Connexions can be found at www.connexions-direct.com/jobs4u/index-e.g see Careers Adviser
3. Each school had a formal Partnership Agreement and Delivery Plan with Connexions. The Agreement is initially written by Connexions management with specific limits such as resources and time restraints. The Delivery Plan sets out the daily implementation of the agreement
4. The English and Scottish models seem to lack the easy access to a Careers Adviser that the New Zealand and Victoria model offer. Also within my experience with the Vocational Guidance Model which existed in New Zealand until 1990 the outside provider might have had a degree in psychology and careers guidance but their lack of experience in dealing with adolescence in a school setting was a serious and at times dangerous drawback

5. Northfleet Technology College is a boys’ secondary school in Gravesend, would rate as a low decile school in New Zealand and was housed in buildings which h had seen better days. Its classrooms and resources were sub standard. However a replacement building based on the same design as the Marlowe Academy was under construction. Curriculum emphasis was on science, maths, technology, engineering and ICT. The trades side of the curriculum is to be expanded to include construction and there was an academic stream. The assistant head teacher is responsible for overseeing the Career Education and Guidance (CEG) provision. There was a career education programme but the school was only just beginning to look a meeting Stage 1, the lower end provisions, of the Investor in Careers programme. This progamme is a Quality Control programme which measures the quality of a school’s CIG provisions. Stage 1 of the award addressees the importance of Leadership within the school and requires the involvement of all key stakeholders. Details can be found at www.investorincareers.org.uk
6. Marlowe Academy was opened in 2005 as a replacement for the Ramsgate School which was regarded as a failing school because of its low GSCE pass rate, poor attendance and high staff turnover. The school is housed in an impressive open planned building, which includes a theatre with modern facilities. It is in New Zealand terms a low Decile school. In two years the role increased by 31% and the staff by 40%-which might explain some of the improvement in exam results. The school also houses the Public Library, has excellent sporting facilities including access to an all weather athletic track. Its Careers Programme provides both Career Education opportunities and individual guidance provided by Connexions staff. It has achieved the complete Investor in Careers certification
7. While in Kent I happened across a very interesting school. Having met my first Dyslexic student in myt first year of teaching (1965)I have waited in vain for the New Zealand Ministry of Education first to recognize this learning problem, which affects at least5-10%,depending on definition, of students, judging by overseas research.- and then assist teachers and parents develop teaching and learning strategies. Trinity School in Rochester is a specialist Independent day school for students with Dyslexia, dyspraxia, Speech, Language, and Social Communications difficulties. I was unable to spend much time with staff but the school used the structured cumulative, multi sensory approach across the school. The School, while an Independent , did take in Local Authority funded students. I am not an enthusiast of this model because the school lacked the in house capability to cater for the whole student via a wide range of subject options and extra curricula activities range
8. In relation to the England based careers quality measuring programme it is worth noting that Australia published a Careers Quality Programme in 1999 developed as a “guide for those who guide”. It can be downloaded from www.dest.gov.auI Its implementation and use appears to have been patchy but there are now moves afoot to update it and give it more status. It  has seven categories, viz
· Leadership and innovation
· Strategy and planning

· Data and information Analysis

· People

· Customer and market focus

· Processes Products and Services

· Results

      8 My final activity was to visit the Careers Scotland Office in Dumbarton just out    of Glasgow . The office could have been mistaken for a smaller New Zealand Careers Services office and provided services for a similar range of clients and had similar resources. The person I interview held a similar role to a Connexions officer in England. She was based at the local high school for two and a half days per week. She held a B.A. degree in English plus a qualification in careers. Although she was not teacher trained she taught classes in the schools careers/transition programme The careers programme had similarities with the Designing Careers pilot programme in New Zealand
Conclusion

So what will the immediate impact of this sabbatical be on my school? The answer will depend on that perpetual enemy of Careers Advisers in New Zealand schools-TIME. But I intend to work towards developing an individual Careers Portfolio, both IT and paper based and evaluate careers programme effectiveness, perhaps applying the Australian quality model
