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Outline of session

 Current position: Unemployment

 Careers / career management

 Quality guidance

 Effective – approach / skills / environment



 2,204,500 labour force 

 236,492 on Live Register (Oct 2017)

 131,300 (6%) Standardised unemployment rate (Oct 2017) 

(-26,800 annual decrease)

 68,900 signing for 12+ months - (3.1%) or 48.7% of total 
unemployment (STU-66,100)

 57,919 on activation programmes (Tús, Back to Work allowance, 
Job bridge etc.) (Sept 2017)

 Rate of unemployment for under 25 - 14%
◦ 6.2% in 2000 – 31.3% Feb 2012

CSO, INOU, Nov 2017

National Context



Barriers

 Previous Education and 

Experience

 Ability to cope /Motivation

 Self-Esteem

 Self-Knowledge

 Occupational Knowledge

 Decision Making Skills

 Environmental & Practical 

Problems



Challenges

• Multiple barriers to employment (low 
education, lack of work experience, 
literacy issues, redundant or no skills, 
personal & family issues, drug and 
alcohol misuse etc.)

• Inter-generational and community 
impact can result in high levels of 
vulnerability and marginalisation in 
labour market and tend to be 
clustered in communities like 
Ballymun

• Short-term interventions vs longer 
term robust methods

• more intensive career 
guidance/coaching process to those 
individuals who are finding it difficult 
to progress should form part of 
employment services



The Experience of Unemployment, 

Amundson and Borgen, (1984)



Defining Careers

◦ Career: a sequence of related work experiences and 

activities over a persons life (Hall, 2002)

◦ Career Management: umbrella term – various 

individual activities that shape peoples career 

transitions and experiences (e.g. career dev – career 

interests, choices, and success) and how career events 

and changes are dealt with (e.g. unemployment, 

retirement) (Wang & Wanberg, 2017)



Development of Career Guidance

Graphical timeline of the progression of career management 

literature (Wang & Wanberg, 2017) 



Choosing a career

Parsons’ (1909) three factors necessary for career choice

1. Know yourself: “a clear understanding of yourself, your 
aptitudes, abilities, interests, ambitions, resources, limitations, and 
their causes;” 
2. Know the World; “ a knowledge of the requirements and 
conditions of success, advantages and disadvantages, 
compensation, opportunities and prospects in different lines of 
work” 
3. True reasoning – informed decision making.

Parsons’ (1909) Choosing a Career (p.5)

True 
Reasoning

Know 
the 

world

Know 
yourself



Know yourself
 Interests

 Personality

 Aptitudes

 Strengths / Limitations

 Psychological capital significantly influences well-being and 
labour market status

 Psychological capital - a persons perception of self, attitudes towards work, 
ethical orientation, general outlook on life (Goldsmith et al., 1997),

 “an individual’s positive psychological state of development” hope, 
optimism, efficacy, resilience (Luthans, Youssef-Morgan, & Avolio, 2015) 

 Employability – Adaptability, Human/Social Capital, Career Identity 
(Fugate et al., 2004)



BJCs approach: adopts an activation approach tailored

to meet the needs of the individual
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Know the World

 Type of labour market

 Where are the opportunities?

 Hours of work

 Pay debate

 ‘Flexicurity’ vs ‘flex-insecurity’

 Connection between individual capabilities and 

opportunity – wider choice

 Short-term vs long-term labour market opportunities

 Secure attachment

 Career trajectories

 Future skills needs

 Up-skilling



Quality Guidance in the PES

 Start with a underlying belief/philosophy in the capacity of 

individuals –develop potential leading to a strong a skilled 

labour force…. approach / skills / environment

 Understand, assess and attend to clients’ needs - a holistic 

approach to people’s problems vs simply focusing on finding a 

job, (requires strong inter-personal skills from practitioners)

 Resources to reaching and engaging target groups

 Clients need to make clear progress throughout their 

interaction with a guidance service

 Well-trained staff, able to empathise with clients

 Close relationships with employers

 Interagency - links with other relevant support agencies to 

support appropriate referral

 Well-managed services, underpinned by quality 

enhancement / quality-assurance process, and committed to 

evaluating impact

(Hawthorn & Alloway, 2009; Hooley, 2014; Whelan, 2017 unpublished)



Relationships between employability, self-esteem, job search 

and re-employment during unemployment (McArdle et al., 

2007), adapted to include well-being, and the impact of 

the Labour Market Policy on well-being outcomes

Self Esteem

Job Search

Re-employmentWell-

being



Person as they 
present to the 

service
-high psychological 
distress
-below average life 
satisfaction
-low average self esteem
-average Hope
-average Resilience
-average Career Efficacy

-61% below LC (JC/N)
-35% 1-2yrs unemployed
-26% 3-5yrs unemployed
-39% over 5 years

-69% no Post 2nd L
-70% no/basic IT skills
-45% no driving license
-85% had worked for 
more than a year

Barriers
-Lack of Qual (23%)
-LTU (15%)
-Care (15%)
-Lack of experience (9%)
-Personal disposition 
(9%)
Self-rated competencies
-84% understanding 
employers needs
-61% high levels of self -
belief
67% high levels of 
employment motivation

Employment

Person: 
Sustainable, Career 

development 
opportunities, 

good pay

Employers: 
good performance 
/ workplace –fit / 
job satisfaction / 
positive approach

The missing 
how to

Work-First Approach

Strengths based guidance 
model
-identification of work 
interests/ work 
aptitudes/preferred work 
environment/personality 
characteristics /barriers/ 
realistic career planning / 
ongoing support

Psychological 
Capital

Career Identify
Self-belief

Self-efficacy
Hope – agency / 
pathways (career 

planning)
Optimism
Resilience

Employability
Training 

(Human Capital)
Networking 

(Social Capital -
through 
Trng/Ed/

practitioner)

Drivers of employability
well-being / increased 
psychological capital 

(both decreased due to 
unemployment spell)

Approach
(person centred / enabling / 
strengths based / positive)

Practitioner skills (counselling 
skills / knowledge/mentor)
Environment – open / non-

threatening/friendly

(Whelan, 2017, unpublished)



Any Questions?

Thank you!

whelann@bmunjob.ie / nuala.whelan.2014@mumail.ie
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