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Few days left before the registration deadline!

The European Association of Career Guidance (EACG) in cooperation with the Euro-
pean Association of ERASMUS Coordinators (EAEC), and the INENTER Network,
organises the 5th Annual CAREER-EU Conference from 28 April - 2 May 2014, in
Nicosia, Cyprus. The CAREER-EU is organised under the 10th annual ERASMUS
Congress and Exhibition - ERACON 2014. ERACON 2014 is under the patronage of
Mrs Androulla Vassiliou, European Commissioner for Education, Culture, Multilin-
gualism, and Youth. The INENTER 2014 Conference will also run in parallel.

Career Guidance Counsellors and other experts are invited to make presentations and submit papers. Workshops and
Sessions within the conference are also invited to discuss specific topics and to draw up concrete suggestions, which
can contribute to the improvement of Career Guidance Counselling.

The registration deadline is 14 April 2014. The main themes of the Congress include:

/. Good Practices to obtain Employability in the « Quality Assessment )
Crises « Mobility and Career
« Job Finding « Certification
» New skills for new jobs « University-Enterprises Cooperation
« Recruitment « Training
-< « LLP and Funding Policies « Guidance-Enterprises Cooperation >—

« ERASMUS Plus 2014-2020 « Innovative Tools
« Senior Citizens Support « Linguistic Preparation
o 2014 - The European Year of Citizens « Best Practices in Career Guidance
« Diagnostic Tests « Disabled Workers
« Career Counselling « Quality Assurance for Career Guidance

N -~/

CALL FOR ABSTRACTS

All abstracts must be at most 250 words. The abstract is written on a single column A4 page. A copy of the abstract
should be sent by email in MS WORD for Windows (PC version) to career.eu@ucy.ac.cy. Presented papers will be
reviewed and invited to publication in the electronic proceedings of the conference to be published after the conference.
The deadline for the submission of abstracts is 1 April 2014.

CAREER-EU POSTER DESIGN COMPETITION

The CAREER-EU 2014 Poster Design competition will be organized during the CAREER-EU conference. The idea is to
reward the excellent poster designs that institutions and organizations produce for Career and Employment purposes.
To be eligible to participate in the competition a representative has to participate and register at the CAREER-EU 2014
conference. Each institution/organisation could submit up to two posters for the competition. Diplomas will be awarded to
the first three prizes. The best posters will appear on the www.eacg.eu and www.career-eu.info site. Prizes will be a
diploma and free registration at the CAREER-EU 2015 as follows: First Prize: Free Full Registration; Second Prize: 50%

Registration; Third Prize: 25 % Registration.
- l////
Education and Culture DG

Lifelong Learning Programme

More information is available at:
http://www.career-eu.info/index.php?id=1413

Contact details:

Tel: +357 22 89 42 88, +357 22 89 42 94, email: career.eu@ucy.ac.cy
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Article by Mary Whitaker, Career Coach at RITE Careers

Knowing your values

Over the last couple of weeks you have been identifying jobs you have
enjoyed in the past as well as determining your interests in moving for-
ward. This week we are going to talk about values. Do you know your
values in terms of what is important to you at work? Let us being with
the definition of values as stated in the Oxford Dictionary principles or
standards of behaviour; one’s judgment of what is important in life.

When doing research for this article | found a listing for 7 core values as being
loyal, duty, respect, selfless service, honour, integrity and personal change.
These values seem very basic and most military services would have these
words listed in their rules, principles and everyone in the armed services
follow, adapt and believe in these values.

Is the workforce different in the values the companies instill in their culture?
What do you value in your work environment? Listed below are some values
you may need to assess as to the importance in your career, rate them 110 5
with 5 being the most important to have in a job.

Advancement —opportunity to move up in the company
Belonging — member of the group

Competence — work with people who know how to do their job
Creativity — create new programs, ideas etc

Family — allow me to spend time with family

Fast pace — pace of activity to get done, work under pressure
Flexible environment

Help - others or improve the world

Independence - to work without supervision

Leadership - lead or supervise people or projects

Location — travel time

Make decisions — responsibility to take action without approval
Monetary — benefits, vacation, bonuses,

Organization — environment is clean and safe

Precision work — paying attention to details

Physical - requires strength, stamina

Recognition — work is appreciated

Safety — free from harassments, violence, danger

Security — keeping my job

Variety — different tasks, freedom to do job

Was there a value that is important to you yet not mentioned on the list? Can you identify your core values? After reviewing the list con-
sider if your current job position is meeting your core values and does your employer have the same values?

Keywords: values, work values, core values, career change, current position, employer values, Career Coach, Career path, Career
\evaluation, resumes, job search, interview practice. Y,
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A THEORY OF CAREER CHOICE BASED UPON PERSONALITY TYPES

/"
Article by Mary Whitaker, Career Coach at RITE

The Holland Occupational Themes (RIASEC), is a theory of careers and vocational

choice based upon personality types. It was developed by the psychologist John L. Hol- Prctie St §

land. Each letter or code stands for a particular "type": Realistic (Doers), Investigative 5 Bt

(Thinkers), Artistic (Creators), Social (Helpers), Enterprising (Persuaders), and Conven- : Nl iommenat e

tional (Organizers). bt

1. Realistic or Doers prefer practical hands on, physical activities with tangible results. . Investigative
Prefer building, fixing, repairing objects or mechanical things or working outside. - Enterprising Artistic

2. Investigative or thinkers prefer to solve abstract problems involving science or engi- [ Pl heath
neering related subjects. Curious about the physical world and why and how it works. fan At =
Enjoys intellectual conversations and originals or unconventional attitudes. ‘f" W;’j:;:m Ce

3. Artistic or Creators prefer unstructured situations involving self-expression of ideas, and
concepts through different mediums such as arts, music, theatre, film or multi media
writing.

4, Social or Helpers prefer direct service or helping opportunities involving advising, coaching, counselling ,mentoring, teaching, or
group discussions. Drawn to humanist or social causes

5. Enterprising or Persuaders prefer business situations involving persuading, selling or influence. Drawn to management, leader-
ship or marketing roles.

6. Conventional or organizers prefer structured business situations, involving data analysis, finance, planning and organizational
tasks.

Basically John Holland identified five major categories to identify your career interests. Below is a summary of the different categories:

Directive persons like to take charge and control of things. They like to take responsibility for projects which require planning,
decision-making and coordinating the work of others. They are easily able to give directions and instructions. They enjoy orga-
nizing their own activities. They see themselves as independent and self-directing.

Social persons like dealing with people in either business or helping professions. They enjoy caring for and assisting others in
identifying their needs and in solving their concerns. Social persons like working and cooperating with others. They prefer to be
involved in work that requires interpersonal contact.

Methodical persons like to have clear rules and organized methods to guide their activities. They prefer working under the di-
rection and supervision of others according to given instructions. Methodical persons like to work on one thing until it is com-
pleted. They enjoy following a set routine and prefer work that is free from the unexpected.

Innovative persons like to explore things in depth and to arrive at solutions to problems by experimenting. They are interested
in initiating and creating different ways to solve questions or present information. They enjoy scientific subjects. Innovative per-
sons prefer to be challenged with new and unexpected experiences. They easily adjust to change.

Objective persons enjoy working with tools, equipment and machinery. They like to repair and/or fabricate things from various
materials according to specifications, using established techniques. Objective persons are interested in finding out about how
things work and how they are built

\Keywords: RIASEC, theory, career interests, personality types. .
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THE NEW ERASMUS+ PROGRAMME

Erasmus+, the EU's new funding programme for education, training, youth and sport, was launched in 1 January 2014. The new
programme will provide grants for more than four million Europeans to study, train, gain work experience, or volunteer abroad
over the next seven years. Erasmus+ will have a total budget of €14.7 billion - 40% more than previously.

Among others, more than 2 million higher education and vocational students, 800 000 teach-
ers and trainers, as well as 125 000 schools and 3 500 education institutions and enterprises
will benefit from the Erasmus+.

The Programme for the first time includes support for sport. It will allocate around €265 million
over seven years to help address cross-border threats such as match fixing, violence and
doping. It will also support transnational projects involving organisations in grassroots sport,
promoting, for example, good governance, gender equality, social inclusion, dual careers and ?OM 2020 p ngﬂmme Of dUCOhOﬂ

physical activity for all Training, Youth, and Spart

It is worth mentioning the fact that Erasmus+ provides also funding opportunities for Career
Guidance or Counselling mainly through the Key Action 2:

Strategic Partnerships in the field of education, training and youth, which they offer the opportunity to organisations to coop-
erate in order to develop, transfer and/or implement innovative practices at organisational, local, regional, national or European
levels, in order among others, to promote entrepreneurship education, to develop active citizenship, employability and new busi-
ness creation as well as to support future learning and career paths for individuals. Besides the Strategic Partnerships, and

Sector Skills Alliances, which aim at tackling skills gaps and they will work to design and deliver joint vocational training pro-
grammes as well as teaching and training methodologies. Through the Sector Skills Alliances, career guidance respectively pro-
fessional orientation services can get involved in relevant projects as they play a "facilitator" role in supporting the process of
skills matching with the planning of vocational curricula in order to attract or inform initial VET schools, young learners or their
parents to specific professions with high labour market demand.

More information: http://ec.europa.eu/programmes/erasmus-plus/index_en.htm
\ S

WORK EXPERIENCE IS MUCH MORE THAN MAKING TEA

r 3
A new guide under the title “Not just making tea: Reinventing work experience”, has been pub-
lished by the UK Commission for Employment and Skills (UKCES) on 19 February 2014, and
highlights common misconceptions surrounding the benefits of work experience and the value it
can present to both employers and young people alike. The guide aims to dispel the myths sur-
rounding work experience and highlight the vital role it can play for those young people desper-
ate to get a foot on the career ladder.

The latest findings from UKCES, based on interviews with over 90,000 employers, show the main rea-
son employers think young people are unprepared for work is lack of experience. Further research
shows that three quarters (74%) of employers claim experience is significant or critical when recruiting
young people. Businesses who offer work experience cite benefits such as improved brand loyalty, bet-
ter market insights and improved staff development and engagement. For young people who already have work experience on their CV
when leaving university are proven to get better degrees, earn higher wages and are less likely to be unemployed. Thus, work experience
is more than the traditional week or two week placement during the summer term of tea-making, filing, and making phone calls. Busi-
nesses can inspire young people and give them experience in many different ways, including talks in schools, mentoring, mock interviews
and more.

More information: http://www.ukces.org.uk/assets/ukces/docs/publications/not-just-making-tea-quide.pdf
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.. More information: http://www.ilo.org/global/topics/domestic-workers/lang--en/index.htm J
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COMMISSION TAKES ACTION TO CLOSE
GENDER PAY GAP

Due to the International Women’s Day on 8 March 2014, the European Commission adopted a Recommenda-
tion asking the Member States to improve pay transparency for women and men in a bid to help close the
gender pay gap. The pay gap - the average difference between women and men’s hourly earnings across the
entire economy — has barely moved in recent years and is stagnating at 16.4% across the EU.

Greater transparency in pay is an important part of tackling the pay gap, because it can reveal gender bias and dis-
crimination in the pay structures of an organisation. This enables employees, employers and social partners to take
appropriate action to ensure effective implementation of the equal pay principle. The Commission is recommending
that Member States improve wage transparency through a ‘toolbox’ of measures, such as:

Entitlement of employees to request information on pay levels, including complementary or variable components,
broken down by gender;

Employers' regular reporting of average remuneration by category of employee or position, broken down by gen-
der;

Conducting pay audits in large companies and making them available to workers' representatives and social part-
ners on request;

Inclusion of equal pay questions in collective bargaining.

Member States should implement at least one of these measures, according to their own national situation and they need
to report back to the Commission on what action they have taken to implement the recommendations by the end of 2015.

More information: http://ec.europa.eu/justice/gender-equality/gender-pay-gap/index_en.htm J

END OF RESTRICTIONS ON FREE MOVEMENT OF

WORKERS FROM BULGARIA AND ROMANIA

Since 1 January 2014 Bulgarian and Romanian citizens are able to fully exercise their right to
work in all EU countries without a work permit.

In fact, Bulgarian and Romanian citizens have already been free to work without restrictions in 19 coun-
tries that were not applying transitional measures and have of course been enjoying the right to travel
and reside in all Member States since Bulgaria and Romania joined the EU in 2007. The free movement
of people has been one of the cornerstones of EU integration and of the EU's Single Market. This right is
one of the most cherished by Europeans, with over 14 million of them studying, working or retiring in
another Member State. In fact, free movement is the right that people associate most closely with EU
citizenship.

\

More information: http:/tinyurl.com/q7b3uc3

MEMBER STATES TO IMPLEMENT THE ILO DOMESTIC
WORKERS CONVENTION

The European Commission welcomed on 28 February 2014 the adoption by the EU's Council of Ministers of a
Decision authorizing Member States to ratify the International Labour Organization (ILO) Convention concerning
fair and decent work for domestic workers.

The Decision was proposed by the Commission in March 2013, and endorsed by the European Parliament. The 2011

ILO Domestic Workers Convention requires signatory countries to take measures to ensure fair and decent working con-

ditions and to prevent abuse, violence and child labour in domestic employment. f
To implement the Convention, ratifying States will have to make sure that domestic workers:

rec?ive.tequal treatment with other workers as regards compensation and benefits, for example in the case of
maternity

are informed of the terms and details of their employment
are protected against discrimination

are offered decent living conditions

have easy access to complaint mechanisms.

Finally, the Convention also sets out rules regarding foreign recruitment.
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A public consultation on a European Area of Skills and Qualifications was launched on 17 Decem- Consultation on T A0
ber 2013 and will remain open until 15 April 2014. The objective of the consultation is to collect ~ European Area of Skills and
the views of stakeholders on the problems faced by learners and workers with regard to the trans- Qualifications .
parency and recognition of their skills and qualifications when moving within and between EU :
Member States, on the adequacy of the related European policies and instruments and on the
potential benefits of developing a “European Area of Skills and Qualifications”.

Contributions are particularly sought from stakeholders and individuals who are interested in or affected
by policies and tools on recognition and transparency of skills and qualifications, including learners and
workers, governmental bodies, education and training institutions, employers, federations of employers, ‘
trade unions, etc.
Among others the consultation addresses the following issues:
how to place a stronger focus on higher and more relevant skills
further strengthening links between education/training, mobility and the labour market
adapting to internationalisation trends

ensurinqhoverall coherence of tools and policies and further implementing the learning outcomes
approac

Iensu.ring clarity of rules and procedures for the recognition of skills and qualifications for further
earning

increasing the focus on quality assurance

providing learners and workers with a single access point to obtain information and services sup-
porting a European area of skills and qualifications

More information: http://tinyurl.com/optpnxu

The results from the most recent research on "e-Skills in Europe”, funded by the DG Enterprise
and Industry of the European Commission indicate a potential for more than half a million un-
filled new jobs for ICT practitioners by 2015 in Europe.

experts on the topic who they discussed the preliminary results of this research. The conclusion drawn
was that Europe is on the right track but there is still plenty of room for improvement especially at na-
tional Member State level to ensure that the knowledge, skills and competences of the European work-
force meet the highest world standards and are constantly updated in a process of effective lifelong
learning.

e SKI LLS The European e-Skills Conference on 10 December 2013 (www.eskills2013.eu), gathered over 300

More information: http://www.eqavet.eu/gns/news/latest-news/14-02-25/e-Skills _in_Europe.aspx

The EU's Council of Minister adopted on 10 March 2014 a Quality Framework on Traineeships to enable
trainees to acquire high-quality work experience under safe and fair conditions, and to increase their
chances of finding a good quality job.

The Council Recommendation on a Quality Framework for Traineeships in particular calls on Member States to
ensure that national law or practice respects the principles set out in the guidelines, and to adapt their legislation
where necessary. The Commission will carefully monitor the implementation of the Quality Framework in all
Member States. The guidelines will increase transparency with regard to traineeship conditions while the agreement
should cover learning content (educational objectives, supervision) and working conditions (limited duration, working
time, clear indication whether trainees will be paid or otherwise compensated and whether they will qualify for social
security).

More information: http://tinyurl.com/g4g6wsc

r
\
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COMMISSION PROPOSES

TO IMPROVE EURES JOB

NETWORK

( A proposal made by the European Commission .

aims to strengthen the pan-European job
search network EURES.

The proposed new rules would make EURES more .

efficient, recruitments more transparent and coop-
eration among Member States stronger, notably by
allowing EURES to:

offer on the EURES web portal more job .

vacancies in the EU, including those from
private employment services

carry out automatic matching through job
vacancies and CVs

give basic information on the EU labour
market and EURES to any jobseeker or
employer throughout the Union

offer candidates and employers mobility
support services to facilitate recruitment
and integrate workers in the new post
abroad

improve coordination and information ex-
change on national labour shortages and
surpluses among EU countries, making
mobility an integral part of their employment
policies.

ISSUE 7

More information: http://ec.europa.eu/social/main.jsp?langld=en&catld=89&newsld=2014&furtherNews=yes

A MODEL OF GOVERNANCE “TO SUPPORT EUROPEAN TOOLS AND
EMPLOYABILITY” PROPOSED BY THE CEDEFOP DIRECTOR

At a European Observatoire of Sport and Em- tally govern a sector in which qualifications are led =

ployment (EOSE) conference on 24-25 Febru-

ary, at Wembley Stadium in London, Cedefop .

Director James Calleja proposed a joint activity
on vocational education and training (VET) and
mobility of the sport and active leisure sector

and the international financial services sector

based on a common model of governance to
support the use of European tools and policies
related to VET, skills and qualifications.

Mr. Calleja spoke about the 7-step model, which

was finalized by EOSE in 2011. The seven stepsto .

achieve quality in VET-related qualifications are: 1.
labour market intelligence, 2. an occupational map,
3. occupational descriptors, 4. a functional map, 5.
a competence framework/occupational standards,
6. a guide to qualifications and learning outcomes,
and 7. quality assurance processes. The Cedefop
Director focused on the importance of standards in

by the governing bodies themselves;

on mobility, which allows those working in
the sectors to move from one region/
country to another with recognized know!-
edge, skills and competences;

on transparency as a tool which is today
strengthened by the European processes
the model uses, such as the EQF, ECVET,
quality assurance standards in vocational
training, Europass and others;

on employment, which the model aims to
achieve.

Some 64 participants from 20 countries had the
opportunity to present latest activities and EU policy
developments, some concrete national case stud-
ies, and to exchange views on the main education
and training challenges the sector is currently fac-
ing as well as concrete opportunities and sugges-

VET-related qualifications, which should fundamen-  iyns for the development of its workforce.

More information: http://www.cedefop.europa.eu/EN/articles/22469.aspx

EURAXESS - RESEARCHERS IN MOTION

The European Commission has launched on 3 March 2014 a pan-European information campaign to )\
help researchers find career advice and work through the EURAXESS gateway. The “EURAXESS - Re- 10)f [l
searchers in Motion” road show will visit 29 European cities in 22 countries to offer researchers and 1|
those interested in scientific careers advice on jobs, CV building and employment rights.

}c‘m‘\;

The two month campaign, with a strong social media presence, is expected to reach out to around 100,000 stu- |
dents and young researchers. EURAXESS is supported by 40 participating countries across Europe. Through its
portal, it provides a single access point to information across countries and personalised assistance by more
than 530 staff working in over 260 Service Centres.

More information: http://ec.europa.eu/euraxess/index.cfm
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SOCIAL AGENDA—FEBRUARY 2014 ISSUE

The February issue of Social Agenda explains the reasons both why Youth employment must be
seen as an investment for the future and why it has become a specific European Social Fund
Investment priority. The issue contains a special feature on the EU adopted Youth Guarantee con-
cept which aims to ensure that all young people up to 25 years old, receive a good quality offer of
employment, continued education, an apprenticeship or a traineeship, within four months of be-
YOUth coming unemployed or leaving formal education.

Some of the statistics contained in this issue: Around 7.5 million people in the EU aged 15-24 are neither
emp[gyment in employment nor in education or training. In 2012, 24.8% of the population, in the EU were at risk of
poverty or social exclusion, compared with 24.3% in 2011 and 23.7% in 2008. The most common cause
of work-related stress nowadays is job reorganisation or job insecurity (72 %), hours worked or workload
(66 %), being subject to unacceptable behaviour such as bullying or harassment (59 %), lack of support
to fulfil your role from colleagues or superiors (57 %), lack of clarity on roles or responsibilities (52 %) and
limited possibility to manage one’s own work patterns (46 %).

More information: http://tinyurl.com/pnuom>5r

EUROPEAN VACANCY MONITOR
FEBRUARY 2014 ISSUE

(" According to the February issue of the European Vacancy Monitor vacancy trends in the European (&
labour market indicate a widening gap in job opportunities between Northern and Southern coun-
tries. In particular, there is a shortage of labour supply in countries such as Austria, Denmark Swe-
den, Estonia and Latvia, while competition for jobs is increasing in countries such as Greece, Slova-
kia and Spain.

The latest issue makes a special focus on Southern Europe’s employment conditions highlighting among
others, that employment opportunities in this region (Greece, Italy, Spain and Portugal) are concentrated in i
a few fields, such as health care, sales and administration while the construction sector is the occupation
most affected by the crisis. The report also highlights the strengths and weaknesses in the recruitment mar-
kets of four Southern countries, and warns that more measures are needed to help young people find
skilled jobs and, therefore, boost labour productivity. According to EURES the top 5 jobs were:

Finance and sales associate professionals
Housekeeping and restaurant services workers

Shop salespersons and demonstrators

Machinery mechanics and fitters;

Electrical and electronic equipment mechanics and fitters

L More information: http:/tinyurl.com/06d99dz

EUROPEAN JOB MOBILITY BULLETIN

FEBRUARY EDITION

The European Job Mobility Bulletin provides an analysis of vacancies posted on the EURES jobs
portal by national public employment services. It is specifically targeted at people looking for
work outside their home region/country, and at EURES advisers aiming to help them.

According to this issue of the European Job Mobility Bulletin, based on the vacancies published on the
EURES portal, the top 5 jobs in Europe are: Finance and sales associate professionals; Housekeeping
and restaurant services workers; Personal care and related workers; Electrical and electronic equipment
mechanics and fitters; Shop Salespersons and demonstrators.

More information: http://tinyurl.com/q7b3uc3
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UPCOMING EVENTS

— First European Conference on the Future Internet
2-3 April 2014, Brussels, Belgium
http://www.ecfi.eu/brussels2014/

- High-level conference 'Youth Guarantee: Making It Happen'
8 April 2014 Brussels, Belgium
http://ec.europa.eu/social/main.jsp?langld=en&catld=88&eventsld=978&furtherEvents=yes

— Conference on Working Conditions
28 April 2014 Brussels, Belgium
http://tinyurl.com/nix5gde

— 22nd International Congress -Tourism & Hospitality Industry 2014: Trends in Tourism and hospitality management
8-9 May 2014, Opatija, University of Rijeka, Croatia
http://www.fthm.uniri.hr/index.php/thi-home

HOW TO BECOME A MEMBER

The Association is open to any individual or organisation interested or dealing with Career or Employment issues, as well as
any organisation willing to become a One-Stop-Service-Shop for Career Guidance.

The application procedure to become a member of the Association is very easy. The following link provides direct access to
the subscription webpage and all the necessary information that the applicant needs to know:
http://www.career-eu.info/index.php?id=137

The Association offers two kind of subscription schemes:
e For Institutional/Organization membership €150
e For Individual membership €100
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Makrides Gregory Zeniou Emma
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