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SUMMARY

The peer visit of the ETF Forum for Quality
Assurance in Vocational Education and
Training (ETF QA Forum) in Belgrade, Serbia
from November 19t to 21st, 2024 focussed on
quality assurance mechanisms supporting
career guidance and counselling. The
Qualifications Agency of Serbia hosted the
peer visit.

The ETF QA Forum, established in 2017, is a
multi-national collaborative scientific network of
national-level institutions with a VET quality
assurance mandate in ETF partner countries in
the Southern and Eastern Mediterranean, the
South-Eastern Europe regions and Tirkiye and
the Eastern partnership. ETF Forum members
collaborate to improve quality assurance in
VET by pooling knowledge and know-how,
monitoring, and reporting on national
developments in quality assurance, engaging
in joint projects, including Peer Visits, and
developing and disseminating good examples
of policy and practice.

Members of the ETF QA Forum (external
peers) from: Armenia, Bosnia and
Herzegovina, Egypt, Israel, Jordan,
Montenegro, Morocco, North Macedonia,
Tunisia, Turkiye took part in the peer visit
hosted by Serbia. The European Training
Foundation (ETF) coordinated the overall
process and adherence to the methodology.

In the preparatory phase of the peer visit, the
Qualifications Agency shared with peers a
detailed context information on the Serbian
system of education and training quality
assurance and the system of career guidance
and counselling — by means of a written report,
and an online meeting held on November 12th,
2024.

Career guidance and counselling is a
transversal area par excellence, connecting
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with all subsectors of education and training,
lifelong learning, and the labour market. Its
quality assurance mechanisms are
multidimensional. During the first two days of
the event, peers had meetings and discussions
with all key actors: decision makers at policy
level (Ministries of Education, Youth, Labour,
Qualifications Agency, Office for Dual
Education); providers of career guidance and
counselling services (in formal VET and adult
education institutions, employment services
and among NGOs); education and training
providers in career guidance and counselling
field; representatives of employers, career
guidance practitioners and students.

On the 3rd day of the event external peers
prepared their feedback and delivered it to the
Serbian hosts. Peer feedback identified
considerable strengths in the Serbian
approach to the career guidance and
counselling, including: focus on lifelong
learning and acquisition of competences in
different learning contexts, emphasised by the
Serbian NQF; established foundational
framework and standards for quality assurance
of career guidance; commitment and
motivation of involved actors; clarity on
responsibilities of central institutions governing
career guidance and counselling.

Ideas for reflection/improvement included
establishing clear qualification standards for
career guidance practitioners, embedding
certification/licencing into broader strategy for
career guidance and counselling with devised
objectives, indicators, institutional roles and
monitoring and evaluation mechanisms;
ensuring complementarities with an accessible
and modularised training offer for career
guidance practitioners, including a possibility to
get certified by separate modules/accumulate
microcredentials.
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This report provides an overview of the 3-day peer visit of the ETF Forum for quality assurance in vocational
education and training (ETF QA Forum) in Serbia, and an insight on the quality assurance of career guidance
and counselling in Serbia and other ETF QA Forum member countries. This report simply provides a ‘taste’ of
the experience.

Beyond the thematic focus, the report provides an overview of the methodology systematically used by the ETF
QA Forum — that of peer visits. Although the Peer visit methodology was specifically developed for the ETF QA
Forum, it can be used outside of the context of the Forum. It can inspire other professionals working in the field
of education, training and employment to apply it for active and effective peer learning. The process is split in
four phases: 1) Preparation, 2) Implementation, 3) Reflection and Feedback, 4) Review.
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BACKGROUND

On 19-21 November 2024 members of the ETF QA Forum gathered for the 6™ peer visit of the ETF QA
Forum in Belgrade, Serbia, upon invitation of the Serbian member of the ETF QA Forum - Qualifications
Agency. The Agency was represented by Mr Caslav Mitrovi¢, Director, Ms lvana Cvorovi¢ Plavsié, Deputy
Director, Ms Sofija Karali¢, International Cooperation Coordinator and Ms Sladana Barali¢, International
Cooperation Coordinator.

One of the core activities of the ETF QA Forum is collaborating to develop solutions to common challenges.
It is in this context that the Forum has adopted Peer visit as its core working method and catalysts for:

Engagement of national stakeholders in an international review of VET quality assurance measures.
Receiving of external, critical but supportive observation and feedback on quality assurance measures.
Supporting the host country in self- reflection and self-assessment of its own quality assurance in VET
approaches and measures.

m  Gathering evidence with inputs from external peers for the effective reform of VET quality assurance.
The ETF Forum for Quality Assurance in VET’s Peer Visit Guidance and Training Manual - Working
Paper provides guidance and a training concept for the implementation of Peer Visits.

A Peer Visit is a form of external feedback from visiting peers that aims to support the host country in its
quality assurance development efforts. The focus of the 6 peer visit was the proposal to introduce a
certification/ licensing system for career guidance practitioners in Serbia.

Specifically, Serbian Qualifications Agency requested external peers from other QA Forum member
countries to provide feedback on 1) the extent to which the proposed certification system takes into
consideration all forms of learning/ and ways of obtaining qualifications, 2) main challenges faced
by the proposed certification system and recommendations to address them, 3) clarity of roles and
responsibilities 4) potential impact of the certification/licensing on the quality of career guidance and
counselling.

Photo: Ivana Cvorovié Plavsié, Deputy Director, Qualifications Agency of Serbia and Prof. Dr. Caslav Mitrovi¢, Director of the
Qualifications Agency and National contact person for Serbia in ETF QA Forum
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https://openspace.etf.europa.eu/resources/peer-visit-guidance-and-training-manual
https://openspace.etf.europa.eu/resources/peer-visit-guidance-and-training-manual

THE PEER VISIT — PHASE ONE, PREPARATION

In the preparatory phase, the Peer Visit is planned and organised by the host institution with relevant
stakeholders. The host institution provides relevant and up to date information to the visiting peers,
summarised in the National Context Report and SWOT analysis. Peers must be informed and prepared for
their role and their tasks.

The preparation of the peer visit started in June 2024. Firstly, the Qualifications Agency of Serbia identified
the policy area needing external feedback: quality assurance in career guidance and counselling in Serbia.

Policy area at the centre of the peer visit: quality assurance in career guidance and
counselling

Context: career guidance and counselling (CGC) in Serbia is recognised as playing a crucial role
in supporting education, training and career choices of young people and adults throughout their
life.

The NEET rate in Serbia was 12.4% in 2023, higher than the EU average of 11.2%. This highlights
the importance of career support services, especially for vulnerable young people. Quality career
guidance is also vital for the unemployed, self-employed, and those needing upskilling or job
changes. Recently, multistakeholder groups, coordinated by the Institute for the Improvement of
Education and Training and Qualifications Agency, created key documents to ensure quality career
guidance and counselling services:

- Career guidance and counselling service standards,

- Program forms for publicly recognized organizers of adult education activities for the
provision of career guidance and counselling services;

- Digital tool for collecting additional evidence in the process of external evaluation of
schools and self-evaluation of teams for CGC and professional orientation of
secondary/primary schools;

- Comparative analysis of the competences of career practitioners;

- Professional guidance for CGC Teams in secondary schools.

Serbian institutions aim to enhance the existing CGC system. They plan to propose rulebooks on
reporting career guidance activities, defining practitioner competences, and amending service
standards for quality assurance. Additionally, they are considering certifying or licensing career
guidance practitioners' competences.
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SWOT Analysis of Competences of career practitioners in Serbia (by Serbian Qualifications Agency)

Lack of formal education:

'The absence of specialized academic programs or formal
training for career practitioners can result in variations in
the quality of services and uneven levels of competence
lamong practitioners.

Unregulated system of certification and lack of
standardized criteria:

'There are no clearly defined procedures for the
certification of career practitioners. The absence of
standardized criteria for the assessment and selection of
career practitioners can make it difficult to identify the
best staff.

Insufficiently represented evaluation in the
competence standards of career practitioners:

In the standards themselves, evaluation is not
represented to a large extent as a competence of career
practitioners. Career practitioners should be able to
evaluate both their own work and the career guidance
and counselling services they provide.

The issue of quality and its improvement is not
sufficiently represented in the competence standards
of career practitioners

Although an inherent part of the standard, quality and its
improvement in the competence standards of career
practitioners are not topics to which particular attention is
paid. Quality can be observed in the context of the
provision of the services themselves, as well as the work
of career practitioners.

Diversity of qualifications of career practitioners:
Career practitioners come from different fields of
education, which provides a wide range of knowledge
land skills that they can apply in their practice.

Flexibility and adaptability:

The development of competences through informal
education enables career practitioners to adapt to new
challenges and changes in the labor market.

Connection with different institutions:

Career practitioners are present in various sectors
(educational institutions, centers for social work,
employment services, civil society organizations...),
which enables them to provide comprehensive support
to users.

Focus on empowering users to manage their own
careers:

IThere is a strong emphasis on empowering service
users to self-manage their careers and develop
personal responsibility, which improves the quality of
service provided.

Generality of the standard:

If competence standards are too general, they may not
accurately capture the specific skills and knowledge
required to perform the job successfully. This can lead to
career practitioners being underprepared for specific
challenges in their work.

Variation in the quality of services:

General standards can allow for a wide range of
interpretations and applications, which can result in
different levels of service quality among career
practitioners. This can make it difficult for users to find
consistent and quality services.

Changes in labour market needs:

Rapid changes in the labour market can make it difficult
to adapt the existing competences and skills of career
practitioners.

Program development within the formal education
system:

There is an opportunity to develop specialized
academic programs and training that could enhance
the competences of career practitioners and
standardize their skills.

Professional development support:

Investing in professional development programs can
improve the quality of work and provide career
practitioners with better tools to perform their tasks.

Increasing awareness of the importance of career
counselling:

Increasing awareness of the importance of career
counselling can lead to greater recognition and support
for this profession, as well as greater investment in
competence development.
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Lack of recognition of career guidance and ork on the development of the national
counselling as an activity: qualification standard:

Low recognition and valorisation of this activity can result [The development of a national qualification standard
in a lack of resources and support for career practitioners.[can help define clear criteria and improve the
professionalization of this field.

Unpredictability of legal and regulatory frameworks:
Frequent changes in the legislative framework or the lack [Monitoring and evaluation of CGC services

of clear regulations can create uncertainty and make it  |Developing mechanisms/tools for monitoring and
difficult to implement standards and procedures. evaluating CGC services (in order to determine the
effects/effectiveness of the services provided, as well
as the impact they have on the entire system), in order
o improve the quality of CGC services.

Peers from Armenia, Bosnia and Herzegovina, Egypt, Israel, Jordan, Montenegro, Morocco, North
Macedonia, Tunisia, Turkiye have taken part in the peer visit.

The main preparatory task for the visiting peers was to read the National Context Report, seek clarifications
and further information, in relation to questions presented by the host institution for review and feedback.

Photos: Peers arriving to the institutions visited during 19 and 20 November 2024 in Belgrade

Additionally, visiting peers conducted research on the state of play in their own countries. The Serbian
Qualifications Agency asked them to focus specifically on the existing quality assurance measures in CGC,
monitoring and evaluation of CGC services, and the challenges faced. Subsequently, Serbian Qualifications
Agency familiarised with information submitted by the peers. Qualifications Agency requested to dwell and
explore more in depth the QA of CGC systems in Israel and North Macedonia, therefore they are presented
in more detail. Detailed information (self-assessments) are included in the Annex I.
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Photos: Dr Yaron Doppelt, NCP Israel; Goran Spasovski, NCP North Macedonia

Synthesis of visiting peers’ quality assurance measures in career guidance and counselling

Quality assurance measures in career guidance and counselling systems

In Armenia, there are no standards for qualification and formal skills and knowledge assessment of career
guidance practitioners in place, neither a qualification recognition nor a certification system. Still, the
specialists for career education and career guidance services in basic, middle and high schools, VET
institutions and Unified Social Service regional centres, are trained by the CGCD Centre with an appropriate
methodology and programme developed following the framework of International Competencies for
Educational and Vocational Guidance Practitioners even if this document has not been adopted by Armenia.
The training programme lasts 40 hours, followed by professional advice and methodological support by the
CGCD Centre specialists.

In Bosnia and Herzegovina, teachers are involved in the career orientation of students through the
teachers/ council of the primary and secondary education. This work is defined by the Annual Work
Programme of the school. Pedagogical standards and norms for basic and pedagogical standards and
norms for secondary education specify work on career orientation within the scope of the work of school
pedagogues, pedagogues-psychologists and school psychologists. Public employment services provide also
information on career guidance possibilities. The competent ministries of education publish guides for
occupations (educational programs) offered to students for the next school year and VET institutions
promote their offer to students.

In Egypt, since 1990s various initiatives have been set up for career guidance: Egyptian Observatory for
Education, Training and Employment (2006-2010), Integrated migration Information System (2001-2015),
National Labour market Information System (2022, ongoing), and the School-to-Work Transition Units
(ongoing) in technical schools led by the Ministry of Education and Technical Education. These units offer
career guidance, entrepreneurship advice, labour market information. Since 2019, career guidance in
technical education become part of curriculum under the 2.0 TVET reform strategy followed by concrete
measures to promote a culture of guidance and counselling. Currently, there is no licensing for career
guidance providers in Egypt. However, several tools support the quality of CGC, such as functioning career
information system, career guidance curriculum and training materials.

In Jordan, the National Strategy for Human Resources Development 2016/2025 highlighted the need to
adopt a dedicated national strategy for vocational guidance and counselling, with focus on early vocational
awareness, addressing attractiveness of vocational and technical education.
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In Israel, career guidance is managed by the National Social Security Institute, providing support to
individuals who are unemployed or seeking career changes. Educational counselling is integrated throughout
the school system, covering Elementary, Junior High School, and High School. Education is comprehensive
and mandatory from age 3 to 18, with career guidance playing a pivotal role at key transitional points (Grade
9, grades 11-12).

4 categories of quality measures are in place: standardisation, licensing, certification, and continuous
professional development. The standards define the core competencies for CGC practitioners, incl. ethical
guidelines, confidentiality and evidence-based practices. Licencing or certification of CGC practitioners is
required and helps to reinforce quality and accountability (a master’s degree in counselling or a related field,
practical experience, successful completion of professional examinations). In secondary schools, the
counsellor is allocated 1.7 weekly teaching hours (WTH) per class. Recommendations exist for other
educational levels: 1 WTH in elementary schools and 1.5 WTH in middle schools. The counsellor must also
teach at least one-third of their position in a classroom, focusing on counselling-related topics such as "Life
Skills."

Practitioners undergo intensive initial training in counselling, psychology, or career guidance. Continuing
professional development, guided by national standards, includes specialised courses on the latest trends in
labour market and career counselling techniques. New counsellors undergo supervised practice during their
initial years.

In Montenegro, different type of QA measures are in place, among which: creation of a training program and
implementation of training for career orientation, creation of quality standards for career orientation, seting up
of a coordinating body for CG; involvement in joint EU activities on CG, encouraging the development of new
forms of career orientation work (development and introduction of career orientation programs in groups,
questionnaires, tests, workbooks, computer programs, etc,

In Morocco, guidance is an essential component of the educational system and have received much
attention in national legislation recently. In this framework, guidance counsellors are recruited in secondary
education institutions. A digital orientation platform, "My Way," by the Office for Vocational Training and
Labor Promotion was established, as well as Professional Orientation Centers. A Guidance Counsellor kit
defines the missions and roles of the various stakeholders in guidance, and the criteria for their monitoring
and evaluation. Training sessions for guidance counsellors are organised as well as young people provide
their feedback on the guidance system benefitted. Six pilot Career Centers were established within three
university campuses and three vocational training centers in Casablanca, Tangier, and Marrakech to support
young people in their transition from education to the job market. Additionally, a virtual Career Centre
(www.careercenter.ma) offers the same types of online services.

In North Macedonia, a standard of qualification for the advisor for professional career has been developed
in cooperation with the VET Centre, National Agency for European educational programmes and mobility,
and ETF to be further adopted by the NQF Board early 2025. Since 2015, the BIPO Instrument is used to
measure professional interests, values and personality of the students.

In Tunisia, there are different measures in place for secondary, vocational and higher education system.
Through the Ministry of education, counsellors of orientation are put in place to all the secondary education
system starting from the presecondary step (after 9 years). There are also specialized directorates within the
ministry of education having the role of coordinating the whole operation of guidance career of students
mainly at the end of the first year of the secondary educational level. For the VET, there are simple units in
the VET centres with a limited role to collect statistics and organise the distribution of trainees to the
classrooms.
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http://www.careercenter.ma/

In Turkiye, since 2024, the Regulation on the Promotion and Guidance of Vocational and Technical
Secondary Education Institutions sets the procedures and principles of guidance and counselling in
vocational and technical secondary education institutions. Vocational aptitude tests are conducted by the
ministerial special education and counselling departments — to create pathways for reducing mismatched
educational experiences and have students placed in programmes aligned to their interests and skills. The
MoNE’s website “Meslegim Hayatim” promotes vocational education by providing insights to various career
fields (incl. career profiles, information about vocational programs, resources for students on labour market
and potential job opportunities).

Monitoring and evaluating career guidance and counselling services

In Armenia, no universal mechanisms for evaluating the quality of career education and career guidance
practitioners exist. However, since 2015, monitoring and evaluation criteria have been developed with the
ETF support. The CGCD Centre specialists regularly visit VET facilities to monitor the services provided. A
Methodological Guide issued by the CGCD Centre frames the content and methodology for career advice,
career education, career information and other career guidance activities, both addressed to individuals and
groups. Only VET institutions have a dedicated toolkit for monitoring career guidance including a database of
career guidance and employment support activities for and with the students. The aggregated data is
submitted to the Ministry of ESCS’s VET Department twice a year.

In Bosnia and Herzegovina, the Pedagogical Institutes and the Ministries of Education are responsible for
monitoring career guidance and counselling across the country. The country is still missing a common
approach to the career guidance services, how they are implemented and what the expected results are.
There is also a need to improve standards and quality in the provision of services, access to career guidance
and counselling services, and monitoring of results.

In Egypt, 6 types of monitoring and evaluation measures are used: self-assessment, field monitoring,
continuous follow-up (career guidance officers visit technical schools), social media pages to share CG
related activities, documentation on sessions and continuous training for facilitators; feedback forms to
measure beneficiaries’ satisfaction and the quality of service delivery.

In Jordan, monitoring and evaluation of CGC is specified by legislative and technical requirements to training
and education centers from the public and private sectors. It is monitored through adherence to quality
assurance guides in terms of guidance, training, and the rights of trainees and learners.

In Israel, regular monitoring and evaluation are in place through performance measurement: different tools
assessing the quality and impact of CGC services such as client satisfaction surveys; outcome evaluation
(employment rate, educational attainment, satisfaction level) to asses service effectiveness, and programme
evaluation to ensure relevance of methods used and matching the needs of clients and job market; data-
driven decision-making to allocate resources, design programs and delivery services, and to ensure that
CGC services are adaptable, efficient and client-focussed.

In Montenegro, in schools with established career guidance and counselling teams, the monitoring is based
on the annual work plan, reports on completed activities, feedback from students, teachers, and tracking of
students. Implementation of career guidance is also monitored through external evaluation of education
providers. Related indicators are enshrined in the Methodology for Determining the Quality of Educational
Work in Institutions through external evaluation, in the area of Student Support.

In Morocco, there are several mechanisms to assess and improve the skills and effectiveness of the
counselling and guidance staff. Among them, guidance counsellor KIT defines the missions and roles of the
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various stakeholders in guidance, as well as adopting criteria for their monitoring and evaluation. Feedback
and assessment from young people who have benefited from the guidance system, particularly the digital
system, are also applied.

In North Macedonia, the position of advisor for professional career is foreseen by the new VET law for
every school. It is also a pre-requisite of the Reform Agenda of the EU support instrument for Western
Balkans. In this context, special criteria for vocational education and training are expected to be drawn, and
one of the criteria will refer to how to monitor the work of the career advisor.

In Tunisia, career guidance and counselling services are monitored and evaluated based on statistical
indicators. This approach represents a weakness because the objectives are set in terms of expected trainee
numbers within each diploma category and distributed exclusively according to available training specialities,
without considering the desires or motivations of young people.

In Turkiye, the Ministry of National Education uses a monitoring and evaluation system to monitor and
evaluate promotional and guidance activities at regional level, to collect and manage data from all
participating institutions and to gain comprehensive understanding of CG activities across different
educational settings. This data-driven approach helps to identify best practices, areas needing improvement,
enabling the Ministry to make informed decisions on enhancing the quality and CG services’ coverage
nationwide. Another tool is the Vocational Education Promotion, Career Guidance and Counselling
Monitoring and Evaluation Report, through which the MoNE has data on the types of programs offered,
student participation rates, feedback from stakeholders, the overall impact of the guidance activities on
students’ career choices. It aggregates data from schools across different regions. The report helps the
Ministry in the evaluation processes to assess the overall effectiveness of career guidance and counselling
programs.

Challenges in career guidance and counselling quality assurance

In Armenia, the career development support services and processes do not yet embed digital technologies.
Digital career guidance testing tools of the CGCD Centre are available on www.mycareer.am. There is a lack
of complete information on labour supply and demand.

In Bosnia and Herzegovina, each of the 12 administrative units has its own ministry of education/labour,
education/labour law, education/employment budget, and educational and textbook policy. There is
consequently no unique method of career guidance and counselling to ensure coordination and cooperation
in the field of career guidance policy. Therefore, a unique method should be designed.

In Egypt, the provision of career guidance is limited by resources, data, fragmented institutional framework,
geographical and accessibility barriers, cultural and social attitudes, lack of standardisation and
professionalism, need for better monitoring frameworks and tools to measure service impact.

In Jordan, career guidance and counselling scope is limited by the general unattractiveness of vocational
tracks. Private sector engagement should therefore be strengthened, role of relevant government institutions
to be enhanced for systematic update of curricula and teachers’ and trainers’ competences in line with labour
market needs.

In Israel, despite the existing quality assurance measures, still resource constraints, diverse needs and
expectations of clients (different cultural, socioeconomic and educational backgrounds), rapidly changing
labour market represent a challenge to the CGC quality assurance. There is also a need to integrate mental
health and career counselling — to have a holistic approach of CGC practitioners training.
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In Montenegro, career guidance and counselling are offered as additional option for students and represent
extra responsibility for teachers, and it is difficult to ensure continuous, high-quality support to students.
There is also lack of awareness of importance of career counselling mong students and their parents.

In Morocco, there is limited coordination and synergy between national, vocational and higher education;
lack of standardised and harmonised training for counsellors; insufficient resources and infrastructure; and
lack of unified framework for monitoring and evaluation guidance services limit to assure quality of career
guidance and counselling.

In North Macedonia, there is a need to provide specific training for Advisors for professional career, but
there is no overview at the moment on the competencies they should possess. More information is needed
on which competences the existing career guidance specialists should strengthen. It is also necessary to
create instruments for measuring achievements in competencies.

In Tunisia, the main challenges are of regulatory and organisational aspects. There is a need to explain the
career guidance and counselling services through the legal system (defining roles and responsibilities of
actors, units, institutions), and through institutionalisation of roles and responsibilities. The system should be
shaped in coherence with the human capital development system, particularly VET, and) in line with lifelong
learning approach.

In Tirkiye, the results of 2022-2023 Education Year Report on the Promotion of Vocational Education, Carer
Guidance and Counselling Activities show that the consistent implementation and participation levels in 81
provinces is an area for improvement. Strengthening funding and logistical support would contribute to the
sustainability and broader reach of these activities, thereby enhancing service quality. Developing a more
standardized evaluation process across provinces could facilitate continuous improvement in program
quality. .

THE PEER VISIT — PHASE TWO, IMPLEMENTATION

In this phase, the Peer Visit took place. The Peer Visit commenced with an online introductory session and
continued onsite in Belgrade. Peers visited the Qualifications Agency and other relevant institutions, listened
to presentations and other forms of inputs, observed, in order to gain a deeper understanding of the quality
assurance of career guidance, with focus on career practitioners’ competences. The following sections
summarise context information regarding the quality assurance of career guidance in Serbia (more detailed
description is contained in the National context report). The subsequent sections describe all the discussion
sessions that took place during the peer visit.

Background: Serbian qualifications’ scene

Career guidance and counselling (CGC) involves the process, services and activities aimed at supporting
individuals, at any age and in any part of their life, to take decisions about education, training and profession
and to manage their career. It is therefore a transversal area that concerns different subsectors of Serbian
education and training in the lifelong learning, including recognition of prior learning.

All qualifications in Serbia are classified by the 8-level National Qualifications Framework (NQF). Serbian
Qualifications Agency manages Sub-Register of National Qualifications and the Sub-Register of Qualification
Standards, as well as Sub-Register of Publicly Recognized Organizers of Adult Education Activities
(PROAEA) with the employers where PROAEA organize practical work
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Vocational education and training takes place within the formal education system, or withing non-formal
education. Formal education system in the Republic of Serbia takes place through organized programs
within the school system and represents an important segment of secondary education. According to the
data of the Ministry of Education more than 70% of secondary school students attend one of the vocational
education programs. These programs can last three or four years. Currently, more than 200 different plans
and programs of teaching and learning in the field of vocational education are being implemented in schools.
Non-formal education in Serbia includes various programs and trainings, both for personal and professional
development, which can be implemented by publicly recognized organizers of adult education activities
(PROAEA) and various other institutions (non-governmental organizations, scientific and professional
institutions, museums, cultural centres, penitentiary institutions, etc). The Qualifications Agency accredits
and monitors the work of PROAEA providers.

Vocational qualifications in Serbian can be obtained by means of formal education, training or by means of
recognition of prior learning (RPL). Currently, only secondary schools have the possibility to carry out the
RPL procedure.

Context for the Peer Visit: Career guidance and counselling

CGC services in Serbia are provided by the National Employment Service, Publicly Recognized Organizers
of Adult Education Activities (PROAEA), higher education institutions, youth offices, civil society
organizations dealing with career guidance and counselling, employment agencies and other legal entities, in
accordance with relevant laws. Also, the program of professional orientation, i.e. career guidance and
counselling of students, is implemented by primary and secondary schools, in accordance with laws and by-
laws.

CGC services differ greatly depending on the context in which the process takes place (school, work
environment, non-governmental organization premises and others).

Photos: Assia Nasry, NCP Morocco,; and Goran Spasovski, NCP North Macedonia, Ilvan Markovié¢, Alternate NCP Montenegro

Quality assurance in career guidance and counselling

Serbia recognises the importance of career guidance and counselling for both youth choosing education
paths and adults managing careers. This is reflected in national legal documents and the Youth Guarantee
Implementation Plan for 2023-2026, supported by the European Union.
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In this spirit, quality assurance mechanisms are viewed as key to ensuring quality services.

The Qualifications Agency monitors the provision of career guidance and counselling services, and the
implementation of standards for career guidance and counselling services.

The standards of career guidance and counselling services were developed by a multistakeholder group
work and adopted in 2019 by the then Ministry of Education, Science and Technological Development. They
aim at establishing a unified quality system for career guidance and counselling. They are comprised of four
sets of standards, thus regulating different dimensions of CGC:

1. Standards of career management sKills,

2. Standards of career practitioners’ competences,

3. Standards of organization of career guidance services,
4. Standards of career guidance program

To monitor career guidance and counselling services and ensure the implementation of the aforementioned
standards, primary and secondary schools, higher education institutions, PROAEA, the National
Employment Service, youth offices, civil society organizations involved in career guidance and counselling,
and employment agencies registered in accordance with employment regulations are required to submit data
on their activities to the Qualifications Agency.

Photos from left to the right: Tina Saric, RCC followed by peers of the QA Forum; Mohammad Tahseen Ali Alnawayseh, NCP Jordan
and Faycal Ben Brahim, NCP Tunisia

Focussing on the quality assurance of career practitioners’ competences

At the moment, education and training of future career practitioners is not clearly regulated in the Republic of
Serbia. Currently there is no education program for career practitioners within the formal education system,
therefore emphasis is placed on the development of competences through non-formal education programs
and informal learning.

In practice, career practitioners are teachers and professional associates in primary and secondary schools
who deal with CGC activities, employees in institutions that, in addition to other activities, also provide
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support for the career development of young people or adults (such as employees in the National
Employment Service or in social institutions protection), individuals who provide support to young people
(youth workers, employees of youth offices and others), individuals who through the work of civil society
organizations provide support to the career development.

The above-mentioned Standard of career practitioners’ competences has defined general and specific
competences that are essential for career practitioners, thus providing a national reference point.

Certification/licensing of career practitioners

Serbian Qualifications Agency and other national institutions in Serbia and considering a possibility to
introduce a system of certification/licensing for career practitioners. This measure is seen important for the
professionalization and alignment with standards by the career guidance and counselling practitioners. An
opportunity has also been identified by the national stakeholders to develop specialized programs within
formal education system and training within non-formal education system, that could enhance the
competences of career practitioners and standardize their skills. Recognition of prior learning should be
validated as a way of acquiring competences of career practitioners.

Photos from left to the right: Anush Stepanyan, Career Manager of the Armenian-French College and Ruben Topchyan, Director of
ANQA and NCP Armenia; lvan Markovic, Alternate NCP Montenegro, Slavko Karan, NCP Bosnia and Herzegovina, and Milana Sukara
Bosnia and Herzegovina

Deepening the understanding of career guidance and counselling in Serbia: clarifications from
involved actors

Following an opening session, 8 panel discussions were held to provide a comprehensive picture on the
implementation of the quality assurance measures in career guidance and counselling in Serbia, and to get
an insight from the implementors of the process and from its final beneficiaries. Panel discussions were
moderated by the Coordinator of the ETF Forum for QA in VET, the ETF Senior specialist, Mr Mounir Baati
and Junior Specialist, Ms Nadezda Solodjankina.
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Photo: Opening of the peer visit at the Faculty of Mechanical Engineering on 19 November 2024

o  Dr Aleksandar Jovic Ministry of Education
o Vedrana Perovic, , Ministry of Tourism and Youth
o Oliver Streit, Project Education to Employment

e Ivana Cvorovic Plavsic, Qualifications Agency
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Photo: Panel discussion at the Faculty of Mechanical Engineering on 19 November 2024

Panel discussion with representatives of formal vocational education and training, responsible for
managing career guidance and counselling:

Dr Danijela Mani¢, Aviation Academy, Belgrade

Milivoje Pordevic, Technical School Vlasotince

Nikola Matkovic, School for Chemical Technology Subotica
Mirjana Kati¢, Mathematical Grammar School, Belgrade

Biljana Bordevi¢, School Economics Puka Dinic, Leskovac

Prof. dr Zivana Jakovijevé, Faculty of Mechanical Engineering, University of Belgrade

Photo: Panel discussion at the Faculty of Mechanical Engineering on 19 November 2024

Panel discussion with representatives responsible for managing career guidance and counselling in
other sectors:

Dragica Ivanovic, Ministry of Labour, Employment, Veteran and Social Policy
Snezana Klasnja, Ministry of Tourism and Youth

Emilija Markovi¢, Office for Dual Education and the National Qualifications Framework
Jasmina Santi¢, National Employment Service

Mirjana Bojani¢, Project Education to Employment
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e  Zoran Spasi¢, Qualifications Agency

Photos from left to right: Mounir Baati, Coordinator of the ETF Forum for QA in VET; Panel session at the Aviation Academy on 19
November 2024 on 19 November 2024

Panel discussion with representatives of institutions working on education and training of career
practitioners:

e Maja Todorovic, Institute for the Improvement of Education and Training

e Dr Elizabeta Karalic, Institute for Education Quality and Evaluation

e Prof. dr Aleksandra Pejatovi¢, Faculty of Philosophy, University of Belgrade

e Prof. dr Dubravka Mihajlovi¢, Faculty of Philosophy, University of Belgrade

e Marko Bankovi¢, Euroguidance, Tempus Foundation

e Jelena Stefanovic, Project Education to Employment

Photos from left to the right: Panel session at the Aviation Abademy on 19 November 2024
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Panel discussion on managing career practitioners and practices in other sectors:
e  Marko Raki¢, UNICEF

e Milorad Mladenovi¢, SOS Children's Villages
e Marina Kostic¢, Caritas Serbia
e Milica Borjani¢, Serbian Youth Umbrella Organisation

e [ azar Dokovic¢, National Association of Youth Work Practitioners NAPOR

Photo: Panel session at the First School of Economics on 20 November 2024

Panel discussion with employers and representatives of employers’ organisations :
e Lidija Matijas, Chamber of Commerce and Industry of Serbia

e  Goran Srezoski Zlatiborac, member of the external committee for the matriculation exam

e Vladan Doljancevi¢, Robert Bosch, member of the CGC team at the Polytechnic School for New
Technologies and Technical School Milenko Verki¢ NeSa, Pecinci

e Teodora Pavicevi¢, MIND Group, HR Sector

e Dr Sladana Sredojevic, Association of Serbian Banks
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Photo: Panel session at the First School of Economics on 20 November 2024

Panel discussion with career practitioners:
e Jelena Kijaji¢, National Employment Service

e  Marko Cenic, Job info center Pirot
e Jelena Trajkovski, SOS Children's Villages
e Marija Milosavljevi¢, Belgrade Open School

- i
Photos from left to the right: Panel session at the Palace Hotel (School for Tourism and Hospitality) on 20 November 2024
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e Jadranka Vojni¢ PurCar, School for Chemical Technology, Subotica

e Jasmina Dordevi¢, Technical School, Vlasotince

e Miroslav Petrovi¢, Secondary School Knez Aleksandar Karadordevic, Kragujevac
e Marija Kovacevi¢ Misi¢, Music school Vojislav—Lale Stefanovi¢, Uzice

e Jelena Filipovi¢, Faculty of Economics, University of Belgrade

e [gor Gvozden, School for Tourism and Hospitality, Belgrade

e NataSa Milic/Svetlana Stojilikovi¢, Aviation Academy

Photos from left to the right: Mohamed Mousa Mohamed Houssein Emarah, NCP Egypt, Assia Nasry, NCP Morocco while speaking
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THE PEER VISIT — PHASE THREE, FEEDBACK

Reflection and preparing the Individual and Country Groups’ Peer Feedback

In phase 3, peers take time to prepare and then to provide feedback to the host institution during a
moderated final feedback session of the Peer Visit. Peers either worked individually, or in country subgroups
to prepare their feedback.

The peers identified strengths and areas for improvement based on facts and evidence, taking into
consideration how best to give reflective, constructive and motivating feedback to the host institution. In
addition, peers were invited to provide their ideas for improvement. They were guided by three assessment
questions, asked by the hosts of the peer visit:

- To what extent the proposed certification system takes into consideration all forms of
learning/education and ways of obtaining qualifications?

- What could be on the main challenges faced by the proposed certification system and what
recommendations to address them?

- Areroles and responsibilities in the certifications system clearly identified?

- To what extent the certification/licensing of career practitioners would affect the quality of CGC in the
Republic of Serbia?

Peers were also invited to provide any general feedback on the quality assurance of Career Guidance and
Counselling in Serbia, that was not addressed by the above questions.

Key points from peers’ feedback are summarized below. They represent positions of individual members of
ETF QA Forum who have taken part in the peer visit.

Photos: snapshots during the discussion sessions
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Identified strengths:

The system is structured to promote lifelong learning and workforce mobility, emphasizing the need

to adapt to societal and economic development. The National Qualifications Framework in Serbia is
explicitly designed to integrate various forms of learning. It supports qualifications acquired through

formal education (school-based programs and dual education models), non-formal learning, and the
recognition of prior informal learning such as work experience,

The responsibilities of central institutions involved in the governance of career guidance and
counselling are well-defined, ensuring effective oversight and governance of the certification
framework (Ministry of Education, Qualifications Agency, Institute for Improvement of Education),

The certification system is aligned with the National Qualifications Framework, offering clear criteria
and structured processes for assessing the competences required for career practitioners. This
alignment ensures consistency and transparency in qualification recognition, fostering a professional
career guidance workforce,

Serbia has made significant progress in establishing a foundational framework for QA of career
guidance and counselling that can be a good bases to build in further refinements and
improvements,

A firm commitment from relevant institutions to establish a certification system is essential.

Current experience in the employment sector, specifically within the National Employment Service, pertains
to the certification of practitioners' competencies.

Quality assurance measures in career guidance and counselling are supported by legislative frameworks,
including laws, bylaws, and rule books.

e

There is a clear understanding of the need for high-quality CGC by central institutions,
There is awareness of existing challenges and obstacles as regards the learning/education of career
guidance practitioners.
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Photos: Slavko Karan, NCP Bosnia and Herzegovina; Assia Nasry, NCP Morocco

SUPPORY,
W

THE ETF FORUM FOR QUALITY ASSURANCE IN VOCATIONAL EDUCATION AND TRAINING



Areas and ideas for improvement:

On the extent to which the proposed certification system takes into consideration all forms of
learning/ and ways of obtaining qualifications

- A more inclusive approach is needed (aligned with the Serbian qualifications system covering all
forms of learning, and with the procedures for Recognition of prior learning) to allow validation and
certification of career practitioners who have gained significant expertise through hands-on
experience, volunteer work, or mentorship. One approach could be modular, to allow validation and
recognition of competences acquired through non-formal and informal learning by specific modules.
This can be combined with promoting accredited micro-credential courses for further development of
CGC skills and competencies.

- Greater emphasis is needed on assessing and certifying skills that go beyond technical skills: soft
skills and specialized competencies essential for career practitioners, such as interpersonal skills,
emotional intelligence, and problem-solving abilities. Certification criteria should factor in these skills.

Main challenges faced by the proposed certification system and recommendations to address them

- Despite the NQF’s inclusive framework, there is lack of practical mechanisms to validate informal
learning, which limits the system’s inclusivity. Accessible tools and frameworks should be introduced
for evaluating and certifying informal learning, for example portfolio assessments, work-based
evaluations, and experiential learning recognition,

- Establishing clear standards for career guidance and counselling is necessary,

- Complex administrative procedures can discourage participation and delay certification processes.
To streamline certification workflows, digitized processes can be integrated,

- Evidence-based approach should be factored-in for CGC system in general, including certification of
career practitioners: devising impact indicators for CGC system, planning measurable outcomes for
the investment in the CGC mechanisms, establishing a centralized database to track career
trajectories of certified individuals, enabling a continuous monitoring and program refinement

- There is a need to establish a unique system and determine clearly defined roles and jurisdictions of
all the involved actors in CGC system. Certification should be part of a broader strategy to unify the
CGC system, addressing systemic challenges beyond certification alone. Collaboration among all
actors in the CGC system should be promoted to align the certification process with practical needs
and institutional capacities, and to avoid fragmented understanding of QA measures. This can be
done by establishing a broad working group that will include representatives of all actors and
systems involved in the implementation of career guidance and counselling,

- Current practitioners may resist mandatory certification due to the additional workload or lack of
perceived benefits. This could be mitigated by introducing bridge programs for experienced
practitioners to transition into certification through condensed training and assessments. Devising a
communication strategy and launching awareness campaigns should explain benefits of certification.
Specific guidelines for practitioners on how they will maintain their certification, such as mandatory
continuing education or role-specific responsibilities, is necessary to avoid uncertainty in the system,

- Ensuring sufficient administrative, technical, and financial support for the certification system.
Partnering with international organizations can help to secure funding and technical expertise for
designing and implementing the certification framework,
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- Absence of initial education for career practitioners and limited access to training for practitioners
(including work-based learning),

- Education and employment spheres require different types of CGC specialisations, therefore
needing two types of qualifications related to CGC for education and CGC for employment’,

The difference between licensing and certification should be distinguished.

Clearly identifying roles and responsibilities

- Most national entities at system level have specific tasks outlined. An accreditation procedure is
operative for delivering career guidance services. However, inter-agency coordination is an area for
improvement. Different society systems and segments are involved in the implementation of CQG
activities with lack of synergies and collaboration mechanisms. Clearly defined system with defined
roles of the institutions and individuals is necessary,

- A more collaborative approach to system development should be pursued. The roles of career
practitioners and key stakeholders, such as employers, should be strengthened in shaping the
certification framework, to avoid gaps in the system’s practical implementation,

- Inthe current planning of the certification system, roles and responsibilities are not clarified and not
separated between entities designing qualifications standards, monitoring the implementation and
evaluating for certification.

- The existence of Sectoral Skills Councils is an important element supporting the foundations of CGC
- through advancement of sector policies, standards, studies and data, and identifying priority
professions.

The effect of certification/licensing on the quality of career guidance and counselling in Serbia

- While the establishment of licensing would improve service quality, a caveat for its effectiveness is
the establishment of clear occupational and qualification standards for CGC practitioners, aligned
with broader National Qualifications Framework and to be updated regularly,

- Certification/licensing system alone has limited impact on the system. It needs to be integrated into a
broader strategy for CGC implementation aligned with the mission of skill development in the
country, with defined institutional roles and mechanisms (involving education and labour
market/employment sectors), objectives, indicators and monitoring mechanisms,

- While certification has the potential to significantly enhance service quality, its effectiveness will
depend on complementary with providing opportunities for training and continuous professional
development in CGC,

- Certification would lead to the standardization of practices, ensuring they all provide reliable and
consistent services, and making it easier to evaluate and compare different services and
practitioners. Certification usually comes with rules and codes of conduct, ensuring that career
practitioners follow ethical standards and provide honest, fair advice,

" ETF disclaimer. ETF experience resulting from international cooperation in the field of CGC shows that all practitioners
in all sectors have a joint common competence basis and some specialised expertise areas

o SUPPORy,
& %@, THE ETF FORUM FOR QUALITY ASSURANCE IN VOCATIONAL EDUCATION AND TRAINING
> Z,
E P 3
" ik Q
° g
2 &



- Certification/licensing will enable the establishment of a transparent process and production of
database. This will help to provide systemic solutions to national needs. For example, identify gaps
in personnel, intervene in a timely manner in areas where the demand for skills is high, and supply is
low to address needs of the economy.

- Certification can encourage research in the field of career guidance and counselling, potentially
leading to new approaches and improved practices?,

- Certification requirements can encourage career practitioners to keep learning and updating their
skills, so they stay effective in their role. This implies that there should be additional opportunities for
the professional development of career practitioners,

- Certification/licencing can increase public confidence in career guidance and counselling services,

- Certification/licencing can bring a systemic impact, leading to more successful outcomes in
education and employment,

- Certification/licencing can lead to stronger partnerships, as certified practitioners can better work
with schools, universities, and businesses to create a more connected and effective career guidance
system.

¥ L
Photos: during the discussions at the First School of Economics, 20 November 2024

Additional general feedback on the quality assurance of Career Guidance and Counselling in Serbia

- Data collection and usage is essential to assess the effectiveness of services or identify areas for
improvement. Structured and consistent methods for collecting and acting upon results are
necessary. Currently there is limited emphasis on tracking the long-term outcomes of CGC
interventions. Robust mechanisms for monitoring the performance of certified career practitioners
should also be developed. Criteria can be integrated into institutional accreditation to evaluate CGC
services,

2 ETF disclaimer. For example, actively involving research in review of policy and service effectiveness with longitudinal
studies would be effective

SUPPOR
o Ting,

THE ETF FORUM FOR QUALITY ASSURANCE IN VOCATIONAL EDUCATION AND TRAINING



- Inclusivity in terms of accessibility, particularly for practitioners in rural areas or underserved regions
should be addressed to ensure equal access to the training and certification,

- ltis important to clarify the nature of certification process: voluntary or mandatory,

- More involvement of the private educational providers within all steps of the CGC process is
advisable,

b V )
Photos: Kadir Eren Glilsoy, NCP Tiirkiye; and Ivan Markovic, Alternate NCP Montenegro during the panel session at the Aviation
Academy

Experience of Estonia in career practitioners’ professional certification

At the request of the Serbian Qualifications Agency, a hybrid peer learning session took place with Ms

Kristina Orion, Deputy head of career services department within the Estonian Unemployment Insurance
Fund.

Photo: online intervention by Kristina Orion, Estonian Unemployment Insurance Fund

In Estonia, career services are provided in the education sector by educational institutions, and in
employment sector by the Unemployment insurance fund.
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In education sector, career education is a cross-curricula topic, embedded in subjects. Every school has to
provide career services.

Professional qualification standards have been adopted in Estonia for career specialists at NQF level 6
(DIRECT LINK) and NQF level 7 (DIRECT LINK) of the Estonian NQF. Standards cover the description of
work and competence requirements.

Currently, no compact initial education and training is available for career specialist. A certification procedure
was enacted for career specialists. The awarding body to implement certification and award career
specialists qualification is the Association of Estonian Career Counsellors.

The following requirements are applied for entering the certification process, considering that it is a
competence based process — so, no specific training, hours of training or years of work experience is
requested. The competences are validated through the certification process.

- higher education, recommended Level 7 Master’s degree
- completed training(s) related to career specialist competencies
- professional work experience

The certification process entails the following steps:

e Preparation for the certification process includes two webinars held for the interested career
practitioners explaining the requirements, process, deadlines and also observations from the
previous exams. Online guidelines are available on how to fill in the documentation. Performance
indicator of each competence is described in detail. Following these preparatory steps, a training
seminar is held at the Estonian Unemployment Insurance Fund.

e Portfolio of professional activity and development, and professional CV must be presented. There
are portfolio description forms for career specialists at NQF level 6, and career specialists at NQF
level 73

e Interview if additional questions arise, may also contain a case analysis — applicants are then
expected to describe what they would do in specific kinds of situation as a career practitioner

e Both portfolio and interview are carried out online.

e There is no standardized test currently.

Financing of certification of career practitioners:
e Certification process is covered by employer or by applicant
e The awarding body members are normally not paid except a very modest fee during the examination
process (more time consuming and intensive period). The assessment committee members are
paid. In 2024 fees were as follows: first time applicant 225 Euro (one elective competence, additional
one +75 Euro) , revalidation 175 Euro.

On the development and updating of occupational qualification standard

In Estonia, the related process is regulated by the Professions Act
https://www.riigiteataja.ee/en/eli/ee/521032019015/consolide/current

3 Forms are in Estonian. Automatic translation can be used.
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https://www.kutseregister.ee/ctrl/en/Standardid/vaata/11091679
https://www.kutseregister.ee/ctrl/en/Standardid/vaata/11091734
https://docs.google.com/document/d/1VYNeOfpNH5uy3Pqr20wQZ63ib3I33Qd4/edit
https://docs.google.com/document/d/1q5o36ix2CiBeZlhxI6ErfSr4cHo0ke29/edit
https://docs.google.com/document/d/1q5o36ix2CiBeZlhxI6ErfSr4cHo0ke29/edit
https://www.riigiteataja.ee/en/eli/ee/521032019015/consolide/current

Proposals for the development of standards can be made by an awarding body or any body connected to the
specific professional sector. Decision about the need to develop occupational qualification standards are
made by a Professional Council (there are currently 14 of them in Estonia LIST). The standards are prepared
by a working group formed by the Professional Council. The working groups include experts in the relevant
field, i.e. employees, specialists, managers and trainers. The work of the working groups is organized and
the professional standards are formalized by the Estonian Qualifications Authority (Kutsekoda). The
development of occupational qualification standard is approved by the Assembly of Chairmen of Professional
Councils.

For the approved occupational qualification standards, there are public open competitions to find awarding
bodies. These competitions are managed by the Estonian Qualifications Authority (Kutsekoda). Various
institutions can apply to become awarding bodies: workers', employers', professional or specialist
associations, legal entities, state institutions. The awarding body shall set up an separate professional
committee to develop procedures for awarding of qualifications, and nominate assessment committees for
the assessment of applicants’ competences. They consists of the parties interested in awarding occupational
qualifications in the given field: specialists, employers, employees, trainers, representatives of occupational
associations and, if necessary, representatives of clients, as well as other interested parties.

THE PEER VISIT — PHASE FOUR, FOLLOW-UP

In the last phase of the Peer Visit, the focus is on the usage of peer feedback as a source for improvements
in the host country. The host institution is advised to analyse and reflect on the peer feedback and
disseminate it, as appropriate, to relevant stakeholders. As an important additional learning outcome, peer
visitors are also encouraged to think about if and how they might adapt/ transfer good practice observed
during the Peer Visit in their own countries. In this respect, the ETF methodology for peer visit recommends
a series of guidelines on this follow up phase, such as discussing the feedback with a circle of relevant
stakeholders, decision on the utilisation of the feedback, setting up of an action plan and devising
responsibilities for implementation.

In the National Context Report, Serbian Qualifications Agency outlined the following plan for improvement
after the visit of the members of the ETF Forum for quality assurance in VET:

1. Analyse individual feedback and recommendations and discuss them within the Qualifications Agency,

2. Publish the report on the official website of the Qualifications Agency for the purpose of informing all
relevant stakeholders about the received feedback,

3. Consult with policy-makers and decision-makers, consider recommendations and consider how
colleagues' suggestions can serve as a basis for reforms in the field of career guidance and counselling,

4. Apply the selected recommendations for the development of the certification system.
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https://www.kutseregister.ee/en/noukogud/?

LIST OF PARTICIPANTS

ETF FORUM MEMBERS

FORUM MEMBER NATIONAL CONTACT PERSON OF QIC-)LI?rRANCérTIEENRggs%ﬁLFORUM
INSTITUTION FORUM MEMBER INSTITUTION MEMBER INSTITUTION
National center for Ms. Anush Stepanyan
. . Mr. Ruben Topchyan Career Manager
professional (vocational and . .
higher) education qualit Director Armenian-French College
asgsurance (ANQA(; y ruben.topchyan@anqga.am (CEPFA)
stepanyananush945@gmail.com
Mr. Slavko Karan Ms. Milana Sukara
Agency for pre-primary, Department for secondary vocational | Department for secondary
BOSNIA AND . . . . :
primary and secondary education, adult education and vocational education, adult
HERZEGOVINA . . . . . .
education lifelong learning education and lifelong learning
slavko.karan@aposo.gov.ba milana.sukara@aposo.gov.ba
Mr. Mohamed Mousa Mohamed
Houssein Emarah Mr. Ahmed Abdelghaffar
EGYPT Ministry of Education and Head of the Central Administration of | Central Unit for Facilitating the
Technical Education Technical Education Schools; Head Transition to the Labor Market
of ETQAAN ahmed.daif@yahoo.com
husseinmmm1171@yahoo.com
- . Dr.Yaron Doppelt Mr. Shay Shaadon
ISRAEL Ministry of Education yarondo@education.gov.il shaysaa@education.gov.il
Technical and Vocational m;al\cvc;hasr:r:nad Tahseen Al
JORDAN Skills Development . v .
. Quality Assurance Director
Commission . .
Mohammad.AlNawiseh@tvsdc.gov.jo
National Centre for - ..
MONTENEGRO | Vocational Education and | M- Van Markovic Ms Dzana Bakovic
. ivan.markovic@cso.edu.me dzana.bakovic@cso.edu.me
Training of Montenegro
Ministry of Economic .
MOROCCO Inclusion, Small Business, ZASSSQS:; Na@s(?; ov.ma
Jobs and Skills nasy@dip-gov.
Mr. Goran Spasovski
NORTH Vocational education and fr\r:jvlirzrefr?t;?if:rc])lfni%tzr::ational
MACEDONIA training centre P .
cooperation
goran_spa@yahoo.com
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Ms. lvana Cvorovié Plavsié
Deputy Director
ivana.cvorovicplavsic@azk.gov.rs

Mr. Caslav Mitrovié
SERBIA Qualifications Agency Director Ms Sofija Karali¢
caslav.mitrovic@azk.gov.rs sofija.karalic@azk.gov.rs

Ms Sladana Barali¢
sladjana.baralic@azk.gov.rs

Mr. Faycal Ben Brahim

Ministry of Vocational Director of evaluation and quality of

TUNISIA Training & Employment o
training
faycel.benbrahim@mfpe.state.tn
Mr. Kadir Eren Giilsoy
. Ministry of National National Education Specialist
TURKIVE Education kadireren.gulsoy@meb.gov.tr;
kegulsoy@meb.gov.tr
Mr. Mounir Baati Ms. Nadezda Solodjankina
Senior Human Capital Human Capital Development Expert

Development Expert - VET nadezda.solodjankina@etf.europa.eu
Quality Assurance
Mounir.baati@etf.europa.eu

ETF

NATIONAL STAKEHOLDERS FROM SERBIA

o  Dr Aleksandar Jovic, Ministry of Education

e Prof dr Gabrijela Grujic, Office for Dual Education and the NationalQualifications
Framework

o  Enes Buhic, Ministry of Tourism and Youth

o  Vedrana Perovic, Ministry of Tourism and Youth

o  Oliver Streit, Project Education to Employment

e  Zoran Martinovic, Ministry Labour, Employment, Veteran and Social Policy

e  Prof. dr Viadimir Popovic, Faculty of Mechanical Engineering, Universityof Belgrade

e Irena Radinovic, Representative of EU Delegation in Serbia

e  Prof dr Caslav Mitrovic, Ivana Cvorovic Plavsic, Sofija Karali¢, Sladana Baralic¢, Qualifications
Agency

e Milivoje Dordevic, Technical School Vlasotince

e Nikola Matkovic, School for Chemical Technology Subotica

o  Mirjana Katic, Mathematical Grammar School, Belgrade

e  Biljana Dordevic, School Economics Duka Dinic, Leskovac
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Prof. dr Zivana Jakovljevé, Faculty of Mechanical Engineering, University of Belgrade

°
Dragica Ivanovic, Ministry of Labour, Employment, Veteran and Social Policy

o SneZana Klasnja, Ministry of Tourism and Youth
Emilija Markovic, Office for Dual Education and the National Qualifications Framework

[ ]
Jasmina Santic, National Employment Service

[ ]
Mirjana Bojanic, Project Education to Employment

°
Zoran Spasic, Qualifications Agency

Maja Todorovic, Institute for the Improvement of Education and Training

Dr Elizabeta Karalic, Institute for Education Quality and Evaluation
Prof’ dr Aleksandra Pejatovic, Faculty of Philosophy, University of Belgrade

Prof’ dr Dubravka Mihajlovic, Faculty of Philosophy, University of Belgrade

[
Marko Bankovic, Euroguidance, Tempus Foundation

°
Jelena Stefanovic, Project Education to Employment

Marko Rakic, UNICEF
Milorad Mladenovic, SOS Children's Villages

[
Marina Kostic, Caritas Serbia
Milica Borjanic, Serbian Youth Umbrella Organisation

[ ]
Lazar Pokovic, National Association of Youth Work Practitioners NAPOR

Lidija Matijas, Chamber of Commerce and Industry of Serbia
Goran Srezoski, Zlatiborac, member of the external committee for the matriculation exam

[ ]
[
Viadan Doljancevic, Robert Bosch, member of the CGC team at the Polytechnic School for New

[ ]
Technologies and Technical School Milenko Verkic Nesa, Pecinci

Teodora Pavicevic, MIND Group, HR sector

[ ]
Dr Sladana Sredojevic, Association of Serbian Banks

[
Jelena Kljaji¢, National Employment Service

[}
Marko Cenic, Job info center Pirot

Jelena Trajkovski, SOS Children's Villages

Marija Milosavijevic, Belgrade Open School
Jadranka Vojnic Purcar, School for Chemical Technology, Subotica

.
.
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.
e Jasmina Pordevic, Technical School, Viasotince
Miroslav Petrovic, Secondary School Knez Aleksandar Karadordevic, Kragujevac
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o Marija Kovacevic Misic, Music school Vojislav-Lale Stefanovic, UZice
e Jelena Filipovic, Faculty of Economics, University of Belgrade

e Igor Gvozden, School for Tourism and Hospitality, Belgrade

o  Natasa Milic/Svetlana Stojiljkovic, Aviation Academy

o SUPPORzy,
& %@, THE ETF FORUM FOR QUALITY ASSURANCE IN VOCATIONAL EDUCATION AND TRAINING




ANNEX | — Self-assessments of peers

Self-assessment: Armenia

1. What quality assurance measures are in place in your career guidance and counselling systems
system (eg standards for career guidance and counselling services, education/training, licensing
of career practitioners)?

There is no standard for the qualification and formal skills and knowledge assessment of career
guidance practitioners in Armenia. There is neither a qualification recognition nor a certification
system. However, for the implementation of the career education and career guidance services in
basic, middle and high schools, VET institutions and Unified Social Service regional centres, there is
an important precondition that these specialists must be trained by the CGCD Centre, with an
appropriate methodology and programme. The training programmes of the CGCD Centre have been
developed based on two components: the development of competencies of a career guidance
specialist and the development of knowledge and skills with the application of the proper methodology
for the specific targets of these services (school, young people, jobseekers, uncompetitive persons).
The methodologies to develop the competencies of the career guidance professionals are based on
the framework of International Competencies for Educational and Vocational Guidance Practitioners,
approved by the General Assembly in Berne in 200324. However, this document has neither been
adopted nor ratified in Armenia.

The duration of the training programme is 40 hours, after which the specialists at the CGCD Centre
continue to provide professional advice and methodological support. It can be done at the workplace
of an individual or at the office of the career guidance specialist, using counselling or coaching
techniques. The need for additional training of practitioners is assessed in the process, according to
which further training is planned.

For career guidance services, preference is given to professionals with a bachelor’s degree in social
pedagogy, psychology or social work, or with HR qualifications. However, this requirement is not
prescribed in any document. The CGCD Centre works closely with higher education institutions that
train specialists with the mentioned qualifications, to review the curricula, include and regularly update
a separate career management module, organise student internships and prepare students for future
employment. Practitioners of vocational orientation and career guidance submit their action plan to the
management board of the VET.

Institutions at the beginning of each academic year, and work towards these action plans with their
students. The services include providing training for the development of career management skills,
individual counselling, organising internships, work-based training, creating relations with the regional
employment centre, getting involved in volunteering activities, and support for future employment

In this context, one of the primary tasks is the creation of a national system of training, qualification
and skills recognition for career guidance specialists for the purpose of including the occupation of
career guidance specialist in the register of occupations of the RA.

Career support services are provided as a separate staff position under the same job title only in VET
institutions and universities. The career unit’'s coordinator of the VET Institution under the RA Ministry of
Education and Science is appointed and dismissed by the Institution’s Director. According to the job profile
of a VET institution’s career guidance specialist, the practitioner ensures the productive career guidance
service provision to the students. These services include three main scopes: providing accurate and
up-to-date information to students on career opportunities (professions, vocational training institutions,

i}{)\{ SUPPORTM’G
& Cbé THE ETF FORUM FOR QUALITY ASSURANCE IN VOCATIONAL EDUCATION AND TRAINING
= %,
':E : ** \;',
5 T i
° 3
% &



occupations, workplaces, etc.), progression routes, choices, where to find help and how to access it;
providing advice through activities that help young people to gather, understand and interpret
information and apply it to their own situation; and providing impartial guidance and professional
support to help young people acquire a better understanding of themselves and their needs, overcome
barriers, resolve conflicts, develop new perspectives and make progress.

2. How do you monitor and evaluate career guidance and counselling services?

There are no universal mechanisms for evaluating the quality of career education and career guidance
practitioners in Armenia. However, in order to monitor the work in VET facilities, the CGCD Centre,
with the expert support of the ETF, developed and introduced monitoring and evaluation criteria in
2015, according to which specialists from the relevant department of the MOESCS, together with the
CGCD Centre, regularly visit VET facilities and monitor the services provided. Monitoring is also based
on the regulations developed by the CGCD Centre, which are adhered to by all VET institutions. The
Methodological Guide developed by the CGCD Centre provides the content and methodology for
career advice, career education, career information and other career guidance activities. It also
includes career guidance service modules for individuals and groups.

All VET institutions in Armenia have a separate position for practitioners, and career guidance services
are monitored and evaluated twice a year according to two main criteria that are set beforehand. The work
carried out with students and the provision of employment for graduates. Unlike other systems, VET
institutions have a separate toolkit for monitoring career guidance. The practitioners build a database of
career guidance and employment support activities with the students (in MS Excel format), whose
summary data is submitted to the VET Department of the MOESCS twice a year. After a student turns to
the career centre, the practitioner registers them for different events and informs them about new
opportunities periodically.

3. What challenges do you face in the context of career guidance and counselling quality assurance?

Digital technologies are not yet widely embedded in career development support services and
processes in Armenia. Digital career guidance testing tools developed by the CGCD Centre are
available on the Centre’s website at www.mycareer.am. Video material with innovative VIAR
technology has been developed with the support of GIZ to present careers in the hotel industry within
the framework of career education. However, full career guidance services are not yet available to the
general public.

The lack of complete information on labour supply and demand hinders the development of sound
economic, social and educational policies.

Currently, within the framework of the employment services provided by the state, which are in the
process.

Self-assessment: Bosnia and Herzegovina

1. What quality assurance measures are in place in your career guidance and counselling systems system
(e.g. standards for career guidance and counselling services, education/training, licensing of career
practitioners)?

In the majority of laws in Bosnia and Herzegovina on primary and secondary education, it is stated that the
professional or career orientation in the school is taken care of by the teachers' council, and the department
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directly participates in the professional orientation of the students. Therefore, through these professional
bodies of the school, teachers are involved in the career orientation of students. In addition to the above,
the laws stipulate that work on career orientation is determined by the school's Annual Work Program. It is
necessary to emphasize that the pedagogical standards and norms for basic and pedagogical standards
and norms for secondary education specify work on career orientation within the scope of the work of school
pedagogues, pedagogues-psychologists and school psychologists.

According to the above, it can be concluded that, according to the legal and by-laws relating to primary and
secondary education, career guidance is an activity that should be carried out by school pedagogues and
psychologists in cooperation with the professional bodies of the school and the teachers' and departmental
council.

Public employment services also deal with career guidance in Bosnia and Herzegovina. The target group is
unemployed people, pupils and students facing the choice of future education and occupation, who are
provided with information about the importance of the choice of education and occupation, as well as current
events on the labor market, through visits to educational institutions. There are significant differences
between public employment services regarding the development of the aforementioned services.

During the school year, the competent ministries of education publish guides for occupations (educational
program) that are offered to students for enroliment in the following school year. VET schools organize and
visit final grade students in primary schools, promoting the professions they offer.

2. How do you monitor and evaluate career guidance and counselling services?

As | have already stated, according to the legal and bylaws relating to primary and secondary education,
career guidance is an activity that should be carried out by school pedagogues and psychologists in
cooperation with the professional bodies of the school, namely the teachers' and departmental councils.
Pedagogical institutes and competent Ministries of Education are responsible for monitoring career
guidance and counselling in Bosnia and Herzegovina.

From all of the above, it can be seen that there is a need to improve standards and quality in the provision
of services, access to career guidance and counselling services, and monitoring of results. Namely, there
is no generally accepted definition of what career guidance services are, how they are implemented and
what the expected results are.

3. What challenges do you face in the context of career guidance and counselling quality assurance?

The state of Bosnia and Herzegovina is organized in a decentralized manner (Republic of Srpska, 10
cantons in the Federation of Bosnia and Herzegovina and the Brcko District). Each of the twelve
administrative units with operational competences for education and employment has its own ministry of
education/labour, education/labour law, education/employment budget, determines educational and
textbook policy and has all other rights and obligations. Taking into account the above, in Bosnia and
Herzegovina we do not have a unique method of career guidance and counselling, therefore a unique
method should be designed to ensure coordination and cooperation in the field of career guidance policy,
while not entering into the constitutional competences of administrative units. Career orientation essentially
boils down to career information for students in the final grades of primary and secondary schools, i.e.
support in choosing to continue their education, but also individual and group counselling within the services
of public employment services.
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Self-assessment: Egypt

1. What quality assurance measures are in place in your career guidance and counselling systems system
(eg standards for career guidance and counselling services, education/training, licensing of career
practitioners)?

2. How do you monitor and evaluate career guidance and counselling services?

3. What challenges do you face in the context of career guidance and counselling quality assurance?

I. Egypt is currently developing quality standards for technical and vocational education and training
(TVET) through ETQAAN, which will include standards for guidance and counseling systems. Since the
1990s, Egypt has launched various initiatives for career guidance to combat unemployment, with support
from international development partners like the British Council, the EU, and the International Labor
Organization. These efforts aimed to create foundational reports, strategic guidelines, and action plans
focusing on employment guidance, labor market information, and career counseling.

Several systems and structures for career guidance have been set up in Egypt, including:

1. Egyptian Observatory for Education, Training, and Employment (2006-2010): A labor market
information system designed to track skill needs and employment but ceased operations in 2011.

2. Integrated Migration Information System (2001-2015): Facilitated Egyptian employment in Italy
but stopped in 2015.

3. National Labor Market Information System (2022): Funded by TVET Egypt and overseen by
the Ministry of Planning, it focuses on labor market information and career counseling.

Another major project was the establishment of School-to-Work Transition Units (SWT) in technical
schools, led by the Ministry of Education and Technical Education (MoETE). These units offer career
guidance, entrepreneurship advice, and labor market information. Additionally, USAID and the EU have
supported creating regional career guidance centers and employment programs, especially for technical
and vocational education students.

However, career guidance in technical education remained informal until 2019 when it became part of the
curriculum under the 2.0 TVET reform strategy. This was followed by several measures to promote a
culture of guidance and counseling, such as:

1. A ministerial decision to establish a Central Unit for Transition to the Workforce within the
Technical Education Sector of the Ministry of Education, with branches in provinces and schools
that implement the updated curriculum. These units cover four areas: career guidance,
entrepreneurship, labor market information, and employment.

2. A career guidance curriculum suitable for the target audience and updated in 2022, covering
self-awareness, opportunity awareness, and managing the transition to the workforce. This is
delivered in sessions during school hours.

3. Training materials for career guidance approved by the Professional Academy for Teachers.

4. Trained educators in technical education specialties to provide guidance.
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Certified trainers from both the Ministry and international donors to train facilitators.

A training manual for facilitators prepared by the Professional Academy for Teachers.
A regulation to pay teachers for extra career guidance sessions.

A career information system with career profiles and booklets on career paths.

A postgraduate diploma in career counseling available at some Egyptian universities.

©® NGO

Currently, there is no licensing for career guidance providers in Egypt.
Il. Career guidance services are monitored and evaluated as follows:

1. Self-assessment: Facilitators use a checklist with performance criteria rated from 1 to 5.

2. Field monitoring: Trainers observe facilitators’ sessions to assess service quality and provide
support.

3. Continuous follow-up: Career guidance officers visit technical schools to oversee the
implementation of the plan.

4. Social media pages to share activities related to career guidance.

5. Documentation of sessions and continuous training for facilitators, with recognition of high-
performing facilitators.

6. Feedback forms to measure beneficiaries' satisfaction and the quality of service delivery.

lll. Challenges in providing career guidance include:

Lack of an official job title for career guidance facilitators.

No dedicated budget, limiting resources and tools.

Large class sizes that affect service quality and increase the workload on facilitators.
No professional licensing for career guidance practitioners.

Limited awareness of the importance of career guidance.

Al ol

Generally,

l. Key steps to develop a strong quality assurance system for career guidance and counseling in Egypt
include setting clear standards, developing structured training programs, and establishing a licensing
system for practitioners. Suggested steps include:

1. Service standards focused on accessibility, confidentiality, and personalized support.

2. Training standards with a unified curriculum for career guidance and mandatory continuous
training for counselors to keep up with labor market trends.

3. Licensing and certification based on academic qualifications and standardized exams, with
licenses requiring renewal through ongoing professional development.

4. Quality of information and accessibility with a regularly updated database of job information,
developed in collaboration with industry and educational institutions.
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5. Quality assurance and monitoring by establishing an independent agency for service
evaluation based on set standards and collecting feedback from students, parents, and
employers.

Il. To strengthen career guidance services in Egypt, continuous evaluation and improvement are
essential, especially in:

Setting performance indicators such as customer satisfaction and employment rates.
Regular service reviews using quality checklists.

Customer feedback mechanisms to collect insights on service effectiveness.

Data analysis for tracking outcomes and matching services with market needs.
Consultant performance assessments and encouraging self-assessment.

Impact studies to measure the effectiveness of guidance services.

Establishing a central oversight body to evaluate performance.

NOoO O~ ON =

lll. Challenges in developing a quality career guidance system include:

1. Resource limitations: Funding constraints and a shortage of qualified professionals.

2. Fragmented institutional framework: Lack of coordination between independent organizations
results in inconsistent quality practices due to the absence of a national policy.

3. Data limitations: Limited access to reliable labor market data hinders effective guidance, and
weak data monitoring systems complicate quality assessment.

4. Geographical and accessibility barriers: Reaching rural areas lacking technological access
poses significant challenges to inclusivity.

5. Cultural and social attitudes: Low awareness of career guidance among stakeholders affects
engagement with labor market needs.

6. Lack of standardization and professionalism: The absence of uniform qualifications and a
licensing system impacts practitioners’ professionalism, and inconsistent training quality leads to
varied skills.

7. Implementation and monitoring challenges: Effective monitoring frameworks and tools to
measure long-term outcomes are needed to evaluate service impact.

Addressing these challenges requires coordinated efforts from the government, development partners,
educational institutions, and industry stakeholders to create a high-quality, sustainable career guidance
system that aligns with Egypt’s labor market needs.

Self-assessment: Israel

1. What quality assurance measures are in place in your career guidance and counselling systems
system (e.g. standards for career guidance and counselling services, education/training, licensing of
career practitioners)?

2. How do you monitor and evaluate career guidance and counselling services?

3. What challenges do you face in the context of career guidance and counselling quality assurance?
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1. Quality Assurance Measures in Career Guidance and Counseling (CGC)

Quality assurance in CGC is critical to maintaining high standards of support and achieving positive career
outcomes for clients. In many modern countries, including Israel, comprehensive measures ensure CGC
services adhere to a standardized, regulated framework. These measures include standardization,
licensing, certification, and continuous professional development.

. Standardization and Regulation: National standards form the foundation of CGC quality
assurance. These standards establish core competencies for CGC practitioners, including adherence to
ethical guidelines, confidentiality, and evidence-based practices. By standardizing practices across
various CGC settings (schools, youth services, and employment agencies), these regulations promote
consistency, build client trust, and ensure reliable service quality across diverse contexts.

. Licensing and Certification: To further reinforce quality and accountability, licensing or
certification is required for CGC practitioners in Israel and many Western countries. This certification
process is rigorous, often requiring a master’s degree in counseling or a related field, practical experience,
and successful completion of professional examinations. Additionally, practitioners are expected to adhere
to a professional code of ethics, ensuring a high standard of service and offering clients assurance of the
practitioner’s qualifications and commitment to ethical standards.

Professional Development and Training: Initial Training: Practitioners undergo intensive initial training in
counseling, psychology, or career guidance. This training provides the foundational knowledge and skills

needed to offer high-quality CGC services effectively. It also prepares practitioners to address the diverse
and evolving needs of their clients.

Continuing Professional Development (CPD): Ongoing training is essential for CGC practitioners to
stay informed about new trends, tools, and best practices in career guidance. Many countries mandate
CPD activities such as attending conferences, workshops, and webinars. CPD also includes specialized
courses focused on the latest developments in the job market and advancements in career counseling
techniques, ensuring practitioners can provide relevant and timely guidance.

2. Monitoring and Evaluation of CGC Services

To maintain high-quality CGC services, regular monitoring and evaluation are integral. Evaluation
methods help ensure CGC programs are effective and meet established national standards, while also
providing valuable insights for service improvement.

Performance Measurement: Various tools assess the quality and impact of CGC services. Key
components include: Client Satisfaction Surveys: These surveys provide feedback from clients,
highlighting service strengths and areas needing improvement. Client feedback is essential for maintaining
a client-centered approach and helps identify adjustments to improve overall service quality.

Outcome Evaluation: Tracking client outcomes, such as employment rates, educational attainment, and
satisfaction levels, enables CGC providers to assess service effectiveness. This evaluation ensures that
CGC programs are helping clients achieve their career objectives.

Program Evaluation: Regular evaluations of CGC programs ensure services remain relevant and meet
the changing needs of clients and the job market. Program evaluations allow CGC providers to assess
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which methods are most effective, making it easier to refine approaches and respond to clients’ evolving
needs.

Data-Driven Decision-Making: Collecting and analyzing data on client demographics, service utilization,
and outcomes helps providers make informed decisions about resource allocation, program design, and
service delivery. A data-driven approach ensures that CGC services are adaptable, efficient, and client-
focused, contributing to improved outcomes and optimized resource use.

Case Study: Israeli Employment Service

The Israeli Employment Service provides a valuable example of a successful CGC practice. Their career
counseling process includes:

Occupational Assessment: Identifying the job seeker's strengths, weaknesses, and career aspirations.
Barrier Identification: Addressing barriers such as lack of skills, motivation, or confidence.

Career Guidance: Providing tailored guidance to help job seekers match their skills and interests with
suitable job opportunities.

3. Challenges in CGC Quality Assurance

Despite these quality assurance measures, CGC systems encounter several challenges that can impact
service quality and effectiveness. These challenges vary by context but are often shaped by factors such
as funding, client diversity, labor market shifts, and the need for a holistic approach.

Resource Constraints: Limited funding and staff shortages can hinder CGC service quality, especially in
rural or underserved areas. Insufficient resources may reduce the availability of services, limit access to
advanced technologies, and prevent practitioners from accessing ongoing professional development, all of
which can impact service effectiveness.

Diverse Needs and Expectations: Practitioners often face the challenge of meeting the varied needs of
clients from different cultural, socioeconomic, and educational backgrounds. This requires a high level of
adaptability and cultural sensitivity to provide equitable and effective guidance for all clients. Without
tailored approaches, CGC services risk overlooking the unique needs of certain client groups, limiting their
ability to achieve meaningful outcomes.

Rapidly Changing Labor Market: Economic shifts and technological advancements continuously
reshape job markets, requiring CGC practitioners to stay informed of emerging career fields and trends.
Practitioners must be agile in adapting their guidance to reflect current labor demands, and failure to do so
can make their services less relevant to clients facing a dynamic job market.

Integration of Mental Health and Career Counselling: Increasingly, clients require a holistic approach
that includes mental health support alongside career counselling. Addressing mental health challenges
that impact career choices requires collaboration between CGC providers and mental health
professionals, as well as specific training for practitioners. This integration is essential to provide well-
rounded support, but achieving it poses logistical and resource-related challenges.

Appendices:
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Appendix A: Cultural and Contextual Influences Cultural and contextual factors significantly impact
CGC. Culturally responsive counselling, considering factors like family, socioeconomic status, and local
labor markets, enhances service relevance and client trust.

Appendix B: Technology in CGC Technology is transforming CGC. Online platforms, career
assessment tools, and VR simulations expand access and personalize support. Al and data analytics offer
tailored recommendations, but ethical considerations are crucial.

Appendix C: Ethical Guidelines and Professional Conduct Ethical guidelines ensure client trust and
professional credibility. Key principles include confidentiality, respect for autonomy, cultural competence,
and conflict avoidance. Continuous professional development strengthens commitment to client-centered
guidance.

Appendix D: Future Trends and Challenges The future of CGC involves integrating technology, lifelong
learning support, and holistic approaches. Challenges include balancing technology with human
interaction, adapting to labor market changes, ensuring ethical data use, and reaching underserved
populations.

Self-assessment: Jordan

1. What quality assurance measures are in place in your career guidance and counselling systems
system (eg standards for career guidance and counselling services, education/training,
licensing of career practitioners)?

Based on the revival and enhancement of vocational and technical education and training at this stage of
reforming general education and higher education that Jordan is witnessing, and to keep pace with the
process of development and success, the National Strategy for Human Resources Development 2016/2025
came to achieve the goals that the Kingdom seeks to achieve and enhance its vision towards creating an
integrated environment from all human, social and economic aspects. From here emerged the need to
create a national strategy for vocational guidance and counseling. Highlighting the paths and options and
finding new and innovative ways in guidance and counselling towards vocational education and training, the
main features of which have been set by the National Strategy for Human Resources for the coming years.

In line with the Jordanian government’s vision to provide all conditions for members of society and help
them engage in the labor market and choose the appropriate profession or specialization, this requires
adopting an effective system of vocational guidance and counseling to help individuals choose the
vocational education path that is compatible with their inclinations, capabilities, abilities and readiness.
Accordingly, the national strategy for vocational guidance and counselling, in cooperation with ministries,
departments, governmental and private institutions, civil society organizations and the private sector,
should focus on the following:

1- Focusing on the role of the family in guiding and directing children towards enrolling in vocational
education and encouraging them to do so by providing information about educational and work
opportunities and related conditions and requirements.

2- Spreading early vocational awareness among students through the educational system in schools and
supporting acceptance of vocational education so that guidance services are ongoing processes and an
integral part of the school’s tasks.
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3- Confronting the wrong negative perceptions about the career options available to students of vocational
and technical education and training, by activating the role of various national bodies, such as: the media,
educational institutions, and places of worship....

4- Training individuals on the skills that make them more capable of moving through the stages of their
lives to work or to the stages of learning or practical training.

5- Employing successful models in professional work and benefiting from them in motivating young people
to join professional work, through employing various media and social networking sites.

2. How do you monitor and evaluate career guidance and counselling services?

1- Providing vocational and technical training and education centers from the public and private sectors
within legislative and technical requirements and ensuring that the work environment is suitable for
receiving trainees.

2- Providing training programs designed within professional standards that meet the requirements of the
labor market and at all required technical and professional levels.

3- Designing quality assurance guides and adhering to them in terms of guidance, training, and the rights
of trainees and learners.

4- Classifying the accreditation of trainers, examining them, and evaluating their performance within the
accreditation of training and education centers.

3. What challenges do you face in the context of career guidance and counselling quality
assurance?

1- The social and cultural impression and perception that vocational education students often face is
generally a negative social perception. Many people see it as a second option for those who were unable
to succeed in traditional academic education, and this can negatively affect enrollment in this type of
program. Therefore, awareness campaigns must be launched starting from schools about the
importance of this type of education, accompanied by Jordanian success stories of students who chose
this path of education and achieved qualitative successes that would not have been achieved if they
had gone for the available traditional options.

2- Insufficient funding and resources is another major challenge. Vocational education requires large
investments in equipment, infrastructure and facilities to keep pace with modern industrial and
technological developments in the world, and here institutions in Jordan may find it difficult to obtain the
necessary funding. Therefore, the role of the private sector must be strengthened, empowered and
encouraged to invest in this field.

3- Aligning current programs with labor market needs, as this challenge lies in ensuring that vocational
education is up-to-date and in line with current and future local and international labor market
requirements. In this area, there is a need to continuously update curricula to ensure that the skills
acquired by graduates meet the needs of local and international industries. It is also necessary to
enhance the role of relevant government institutions by requiring vocational education service providers
to keep their plans and programs in line with the latest international standards.

4- The challenge of practical training and employment opportunities faced by graduates of this track.

5- The challenge of infrastructure and technological resources.
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6- The challenge of qualifying teachers and vocational trainers and regularly updating their skills to keep
pace with industrial and technological developments.

Self-assessment: Montenegro

1. What quality assurance measures are in place in your career guidance and counselling systems
system (eg standards for career guidance and counselling services, education/training, licensing of
career practitioners)?

e Campaigns for lifelong learning and career management.

e Educational activities through which individuals will get to know the attitudes and needs of
employers, required knowledge and occupations and other relevant information about the labor
market.

e Informing and training parents about ways to support children in their professional development.

e Encouraging the development of new forms of career orientation work (development and
introduction of career orientation programs in groups, questionnaires, tests, workbooks,
computer programs, etc.).

e Stimulating the career development of employees in small and medium-sized enterprises

e Creation of a training program for career orientation.

e Implementation of training for career orientation.

e Creation of quality standards for career orientation.

e Agreement on the division of roles and activities of different institutions in the field of career
guidance.

e Establishment of a coordinating body in the field of politics and career guidance.

e Involvement in joint EU activities in the field of career orientation.

2. How do you monitor and evaluate career guidance and counselling services?

In schools with established career guidance and counselling teams, their work is monitored through an
annual work plan and program, reports on completed activities, records of student attendance and
participation in career guidance and counselling activities, feedback from students and teachers, tracking of
student destinations after graduation, and other internal school monitoring mechanisms.

Beyond the school level, the monitoring and evaluation of career guidance and counselling are also part of
the Methodology for Determining the Quality of Educational Work in Institutions through external evaluation
in the area of Student Support, assessed via the following indicators: A.5.2.5: The school provides support
in professional/career orientation through guidance and counselling for students; A.5.2.6: The school keeps
records of students' career paths following graduation and A.5.2.7: For students with special educational
needs, a transition program is created, including Individual Transition Plan 1 (ITP1) for the transition to high
school and Individual Transition Plan 2 (ITP2) for the transition from high school to the labor market or higher
education institutions.

3. What challenges do you face in the context of career guidance and counselling quality assurance?

In Montenegrin secondary schools, career guidance and counselling are not mandatory activities; instead,
they are offered as an additional option for students and represent an extra responsibility for teachers who
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make up the career guidance team. Since this activity is voluntary, it is not required for either students or
teachers.

Many students are already overwhelmed with regular academic duties and extracurricular activities, making
it exceptionally challenging to integrate career counselling into their schedules. This limitation means it is
difficult to ensure continuous, high-quality support for students as they develop their career plans.

On the other hand, teachers who engage in this activity often do so without special benefits or incentives.
They take on this responsibility alongside their daily school obligations, which can reduce their motivation
and limit the quality and availability of these services. Due to a lack of additional rewards or professional
development opportunities in this field, career guidance in schools remains an extra but insufficiently
recognized responsibility.

An additional challenge is the underdeveloped awareness of the importance of career counselling, both
among students and their parents, which undervalues the potential impact that this form of support can have
on young people’s future educational and career choices. Given the importance of career counselling in
developing students' competencies, motivation, and informed decision-making for their future steps,
additional support and formalization of this process could significantly enhance the opportunities available
to students and increase teacher motivation.

Self-assessment: Morocco

1. What quality assurance measures are in place in your career guidance and counselling system (eg
standards for career guidance and counselling services, education/training, licensing of career
practitioners)?

In Morocco, guidance is an essential component of the educational system as it helps support and assist
learners in building their personal projects and defining their academic and professional choices. It also
promotes pathways that enrich learners experience, both in their educational and career journeys, ultimately
positively impacting the quality of their lives and optimizing their skills, talents, and potential.

In this regard, a series of measures and actions have been initiated, based on a forward-looking and
sustainable approach, and a methodology aligned with the transformations of educational systems, as well
as the professions of the future and the profiles of learners. These approaches leverage new technologies
and the potential of digital tools to achieve the country's intended objectives. These initiatives include:

1. The adoption, in 2019, of Framework Law No. 51-17 on the education, training, and scientific research
system, which dedicates an article 34 to guidance. This article advocates for a comprehensive review
of the school and career guidance and university advising system, focusing on: i) early guidance and
counseling, ii) modernization of pedagogical guidance mechanisms, iii) strengthening and enhancing
guidance structures and units, iv) implementing a close coordination mechanism within guidance
domains across three components, and v) establishing reference guides outlining the fundamental
principles and standards for guidance;

2. Adoption of the roadmap for the development of vocational training, which dedicates Project 5 to early
guidance and the attractiveness of vocational training;
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3. Recruitment of guidance counselors who have a workspace and tools, as well as regular access to
continuous training and professional development, enabling them to support and guide youth in
secondary education institutions;

4. Strengthening of the bridge system (sectoral and inter-sectoral), providing young people with more
opportunities for skills development and broader advancement prospects;

5. Establishment of a digital orientation platform, "My Way," by the OFPPT (Office for Vocational Training
and Labor Promotion), allowing young people to choose a training and career path that aligns with their
needs by providing all necessary information about vocational training offerings and the support tools
needed to make informed training choices;

6. Creation of Professional Orientation Centers (COP), which support the "My Way" digital platform,
providing candidates, trainees, and graduates with a conducive environment for receiving guidance and
supporting them through various stages of information, orientation, project development, and career
achievement, as well as facilitating their entry into the workforce. These COPs and the "My Way"
platform are managed by orientation counselors and Mentor-Trainers;

7. Strengthening the skills of the OFPPT's Guidance Counselors;

8. Development of a Guidance Counselor KIT that defines the missions and roles of the various actors in
guidance, along with adopting criteria for their monitoring and evaluation;

9. Establishment of six pilot Career Centers within three university campuses and three vocational training
centers in Casablanca, Tangier, and Marrakech to support young people in their transition from
education to the job market. These career centers were designed and opened by the United States
Agency for International Development (USAID Morocco), in close collaboration with the Ministry of
National Education, Vocational Training, Higher Education, and Scientific Research, as part of the
USAID Career Center program (2015-2020).

These centers provide young people with a range of free and diverse services to enhance their
employability, including personalized orientation assessments, job preparation workshops, soft skills
training, information on career fields and high-employment sectors, and opportunities to connect with
employers through internships, company immersion programs, professional interventions, and job fairs.

In addition to these physical centers, a virtual Career Center (www.careercenter.ma) offers the same
types of online services.

2. How do you monitor and evaluate career guidance and counselling services?

The guidance system in Morocco relies on several mechanisms to assess and improve the skills and
effectiveness of its counseling and guidance staff:

e Guidance Counselor KIT, which defines the missions and roles of the various stakeholders in guidance,
as well as adopting criteria for their monitoring and evaluation;

¢ Organization of training sessions for guidance counselors;

e Feedback and assessment from young people who have benefited from the guidance system,
particularly the digital system.
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3. What challenges do you face in the context of career guidance and counselling quality assurance?

Morocco gives more importance on its guidance system; this is why several projects are underway to
improve this system. Despite this, various constraints limit its efficiency and effectiveness at both regulatory
and procedural levels. These include:

1. Limited coordination and synergy between the three components of the educational system: "national
education, vocational training, and higher education"”;

2. Lack of Standardized and Harmonized Training for Counselors: Career counselors in Morocco do not
always receive uniform or standardized training. This creates variability in the quality of guidance
services;

3. Insufficient Resources and Infrastructure: Many institutions lack the financial resources and
infrastructure needed to provide comprehensive guidance services. This includes a shortage of qualified
personnel, dedicated counseling spaces, and limited access to the technological tools necessary to
effectively manage guidance services;

4. Lack of a Unified Framework for Monitoring and Evaluating Guidance Services: Despite efforts made,
the mechanisms for monitoring and evaluating guidance services are very sparsely deployed and not
widely implemented at the national level.

Self-assessment: North Macedonia

1. What quality assurance measures are in place in your career guidance and counselling systems system
(eg standards for career guidance and counselling services, education/training, licensing of career
practitioners)?

In communication (cooperation) with the Vet Center, the National Agency for European educational
programmes and mobility together with the ETF is working to develop a standard of qualification for
the Advisor for professional career. This standard of qualification has already been prepared and in
December there will be a final online meeting where the qualification standards will be finalized and
then, from December to March, they should be sent for comments to all relevant stakeholders such
as vocational schools, faculties and educational institutions. In March, at a meeting with the ETF, the
Ministry of Education and science, the Ministry of Labor and Demography and the chairman of the
NQF board, the final versions will be presented and then adopted by the NQF board.

Considering that career guidance is recognized as important, back in 2015 the BIPO Instrument was
developed by the Ministry of Education and Science with the support of the Yes Network funded by
USAID, which consists of three segments. These parts, segments measure the following
characteristics:

1. professional interests of the student
2. professional values of the student and
3. personality test.

This BIPO instrument is useful and is still in use, but of course following the new trends and progress,
it is necessary to upgrade and improve this instrument.
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2. How do you monitor and evaluate career guidance and counselling services?

Since this sphere has not yet been regulated, with the new law on VET, which we expect to be adopted
by the new year, a job position for a Advisor for professional career is foreseen in every school. In this
regard, we will be able to round off the entire process in the context of the role of SEC (State
Examination Center), which is the competent institution in the area of integral evaluation. This
envisages that special criteria for vocational education and training be drawn up, and one of the criteria
will refer to how to monitor the work of the career advisor.

At the end, taking into consideration that In the part of the Reform Agenda of the EU under the
instrument support of the Western Balkans, one of the indicators refers to the appointment of Advisor
for professional career in all schools, implies that the entire process of creating program documents
must be completed soon.

3. What challenges do you face in the context of career guidance and counselling quality assurance?

Till now, as a state and as a system of vocational education and training, we have good practices
from the YES project funded by USAID, but considering importance of establishing the new system
of career guidance, we expect adoption of the new law on VET. The training of Advisors for
professional career is a challenge for us because we do not have an overview of established
necessary competencies that a Advisor for professional career should possess. It is necessary to
determine on the basis of questionnaires what these Advisors for professional career need to
strengthen their capacities.

The next step is also, organizing and conducting specific trainings for them. It is also necessary to
create/develop instruments for measuring achievements, measuring achievement in competencies.
In this direction, it is also necessary to define the competencies that the Advisor for professional career
should possess so that the process can be completed with the evaluation section (integral evaluation).

Self-assessment: Tunisia

1. What quality assurance measures are in place in your career guidance and counselling systems system
(eg standards for career guidance and counselling services, education/training, licensing of career
practitioners)?

Quality assurance measures related to CGC systems differs in Tunisia from the educational system
(particularly secondary education) to the vocational training system or the higher education system.

For the first one, the whole system comprises specialised institutions and actors who assume the role and
responsibilities of preparing and guiding students to choose their path and career in their pursuing of
education. The steps of guiding students are planned in advance in the whole cursus of the secondary
education. So, the presecondary step (after 9 years) ends by an optional competition dedicated to students
who want to pursue their education in pioneer schools reserved to students who obtained an average over
than 15 in the national exam. The other category of students is oriented to the normal schools.

After the first year of the secondary education, the students should choose an itinerary from four choices
(sciences, letters, economy, IT). Some of them can, in addition to their choice be specialized in the field of
arts or sport since the second year of secondary school. For all this system, the Ministry of education predicts
practitioners named counsellors of orientation who are persons specialized in this field and have skills and
to guide and advise students to choose the more suitable branch according to their desires and
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competencies. There are also specialized directorates within the ministry of education having the role of
coordinating the whole operation of guidance career of students mainly at the end of the first year of the
secondary educational level.

Concerning the vocational education training, the students are oriented from the end of the pre-secondary
school as the general education, but this population are not obligated to succeed in the last 9™ year, they
are obligated to only finish it. Then access to the diploma of CAP is open to students who have finished their
presecondary school by success or not. In the second case and when they are not allowed to access to the
secondary general education, they meet themselves in obligation to continue in the VET system. So, in
Tunisia, the branch of VET isn’t a real choice, it is rather than obligation except in few cases some students
who have professional ambitions and a project idea prefer to continue their professional career in the
vocational field.

After the diploma of CAP which is equivalent to a worker’s certificate, the VET graduate has the option to
continue in the vocational training way to obtain the diploma of BTP which is equivalent to a technician’s
certificate or to integrate the labor market. The last diploma offered by the Tunisian VET system is the BTS
which is equivalent to a high technician’s certificate and can be obtained also by who have accomplished
two years in VET centers after the Baccalaureate (13 years of general education).

For all this career guidance of trainees, there are only simple units in the VET centers of which the role is
limited to make statistics and organize the distribution of trainees to the classrooms. There is neither real
psychological intervention nor flow regulation based on desires of trainees.

2. How do you monitor and evaluate career guidance and counselling services?

The career guidance and counselling services or units described above are monitored and evaluated
according to statistic indicators. This is a weakness in the system because the objectives are fixed in terms
of numbers expected of trainees in each category of diploma (CAP or BTP or BTS) and exclusively
distributed to specialities of training available. No consideration of the desires or motivations of youth is
taken into account.

So, when the number of students desiring to pursue a training in the field of IT for example, exceeds the
number of available positions (seats) in the VET centers, many students can’t obtain the speciality of their
choice. Consequently, they are condemned to choose another field or to give up. In this context, career
guidance and counselling services didn’t have a role of addressing the situation and they are not evaluated
on that. The monitoring and evaluation are limited to administrative aspects and they aren’t made by results.

3. What challenges do you face in the context of career guidance and counselling quality assurance?

Now, the Tunisian system of career guidance and counselling is working in a classic approach as explained
above. However, there are some improvements such as the introduction of IT in the operation of trainees’
subscription in VET centers, which is now carried out in a dedicated platform.

The main challenges faced in the Tunisian context are regulatory and organisational aspects. For the first
one, career guidance and counselling services should be more explicated through the legal system related
to VET system. It means, particularly roles and responsibilities of actors, units and institutions should be
institutionalised and clarified for everyone. For the second aspect, the device of career guidance and
counselling should be shaped by a systemic approach in coherence with the whole system of capital
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development resources, particularly with the VET system. The last approach should be in complementarity
with the long-life learning approach.

Self-assessment: Turkiye

1. What quality assurance measures are in place in your career guidance and counselling systems system
(eg standards for career guidance and counselling services, education/training, licensing of career
practitioners)?

The "Regulation on the Promotion and Guidance of Vocational and Technical Secondary Education
Institutions" has been enacted in 2024, with the purpose of establishing the procedures and principles
related to the promotion of programs and fields of study, as well as the guidance and counselling processes
in vocational and technical secondary education institutions.

To further support students in making informed career choices, the Ministry collaborates with its special
education and counselling departments to conduct vocational aptitude tests. These assessments play a
crucial role in identifying students' interests and skills, facilitating a more personalized approach to career
guidance.

In addition to these initiatives, MONE has developed the “Mesledim Hayatim” website, which serves as a
vital resource in promoting vocational education. This platform provides a wealth of information and insights
into various career fields, empowering students to explore diverse educational pathways that align with their
interests and skills. The website includes features such as career profiles, information about vocational
programs, and resources for students to better understand the labor market and potential job opportunities
in their areas of interest.

Overall, the combination of the new regulation, vocational aptitude testing, and the “Mesledim Hayatim”
website reflects a comprehensive strategy by MoNE to enhance career guidance and counselling within
vocational and technical education.

2. How do you monitor and evaluate career guidance and counselling services?

The monitoring and evaluation system serves as a vital tool for the Ministry of National Education (MoNE)
to monitor and evaluate promotional and guidance activities at the regional level. This system is designed
to collect and manage data from all participating institutions, enabling MoNE to gain a comprehensive
understanding of career guidance activities across various educational settings. This data-driven approach
helps identify best practices, as well as areas needing improvement, ensuring that the Ministry can make
informed decisions to enhance the quality and reach of career guidance services nationwide.

The "Vocational Education Promotion, Career Guidance, and Counselling Monitoring and Evaluation
Report" is another critical component of MoNE's efforts to strengthen career guidance at the school level.
The comprehensive data contained in these reports includes information on the types of programs offered,
student participation rates, feedback from stakeholders, and the overall impact of the guidance activities on
students' career choices. This report plays a significant role in the Ministry's evaluation processes. By
aggregating data from schools across different regions, the Ministry assess the overall effectiveness of
career guidance and counselling programs. This collective information not only helps in understanding the
current landscape of vocational education but also identifies trends and challenges that may arise in different
contexts.
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In summary, the monitoring and evaluation system and the "Vocational Education Promotion, Career
Guidance, and Counselling Monitoring and Evaluation Report" are integral to MoNE's strategy for advancing
career guidance and counselling in vocational education. These systems ensure a robust framework for
data collection, analysis, and continuous improvement, ultimately aiming to foster a more effective and
responsive career guidance landscape for students across the country.

3. What challenges do you face in the context of career guidance and counselling quality assurance?

Based on the findings of the "2022-2023 Education Year Report on the Promotion of Vocational Education,
Career Guidance, and Counselling Activities", the following challenges emerge in the context of career
guidance and counselling quality assurance:

v" While career guidance and vocational education promotion activities are encouraged across all 81
provinces, ensuring consistent implementation and participation remains an area for improvement.

v' Expanding career guidance programs and organizing promotional events require adequate
resources. Strengthening funding and logistical support would contribute to the sustainability and
broader reach of these activities, thereby enhancing service quality.

v' Active engagement from teachers, students, and parents are essential for the success of these
programs. Encouraging consistent participation across all schools and communities remains an
ongoing priority.

v' Effective monitoring and evaluation mechanisms are crucial to assess the effectiveness of career
guidance efforts. Developing a more standardized evaluation process across provinces could
facilitate continuous improvement in program quality.
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For more information, please contact the
ETF quality assurance team:

Mounir Baati (Mounir.Baati@etf.europa.eu) and
Nadezda Solodjankina (Nadezda.Solodjankina@etf.europa.eu)

S

www.etf.europa.eu
www.twitter.com/etfeuropa
www.youtube.com/user/etfeuropa

www.facebook.com/etfeuropainfo@etf.europa.eu QUClllty Assurance Forum
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