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Opening Statement 

Thank you for your invitation today to contribute to this very valuable discussion, in my role 

as chair of the Adult Education Guidance Association, as you continue your review and cost-

benefit analysis of Jobpath and the outcomes of its engagement with the long-term 

unemployed since 2015.  

The role of the Adult Educational Guidance Association (AEGA) is to support, promote and 

advocate on behalf of Guidance Counsellors and Information Officers working in the Adult 

Guidance Services (AGS) in the 16 Education and Training Boards nationwide.  

I will introduce our service first and then progress to discussion of the Jobpath delivery 

model. 

Background to the AEGS 

 The AEGS was established in 2000 in response to the Department of Education White Paper 

(Learning for Life 2000).  Adult Guidance was recognized in the White Paper as the lynchpin 

in the lifelong learning model, enabling adults to make educational, work and life transitions 

in a fast moving technologically based, globalized society.  

The Guidance Counsellors in the AEGS are professionally qualified to postgraduate level in 

guidance, as set out in the DES Course Recognition Framework document dated March 

2016. 

The AEGS provide a full-time, year round, objective, professional, quality assured, guidance 

and information service.  The service provides guidance to adults at the pre-entry, entry, 

ongoing, pre-exit and follow –up stage for those engaged in adult education/training.  The 

service is underpinned by the following principles: 

 Learner/Client Centred 

 Confidentiality 

 Impartiality  

 Equal opportunities 

 Accessibility 

 Transparency, Empowerment 

(White Paper Learning for Life 2000) 

EU and National Guidelines 

The AEGS model is informed by national and EU guidelines for guidance provision.  EU policy 

identifies “lifelong guidance as core to a successful dynamic knowledge based economy 

viewing it as an effective conduit between education and sustainable employment while 

promoting social inclusion” (Lisbon agenda 2000) 
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The SOLAS FET Strategy 

In 2014 the AEGS was recognised by SOLAS and DES as the model for delivery of educational 

and career guidance to adults in Ireland (Section 10 DES FET Strategy 2014-2019) 

The rollout of the Solas FET Strategy underlines both the need for guidance, and the 

centrality of guidance in the Government’s job strategy.  The FET strategy recognised that 

the planning process must consider and identify how the needs of the learner, the employer 

and the community are met; and how effective guidance services can ensure a return on the 

tax payer’s investment. 

As stated in the Solas FET strategy “the Adult Guidance Service enables individuals and 

(therefore) communities to achieve their developmental, personal, social, career and 

employment aspirations.  Guidance facilitates the acquisition of Career Management Skills 

and benefits employees throughout their working life.” 

The AEGS provide a professional, impartial and confidential service to all those who are over 

16 and out of school to post retirement age. Through our referral protocol with the DEASP 

(2012), and our links with the local state and voluntary agencies i.e. Local Community, 

mental health agencies, Enterprise Partnerships, Enterprise Boards, Regional Skills Fora, 

MABS, Citizens Information and social inclusion programmes, we meet with over 52,000 

clients on an annual basis, supporting them across education, training and employment. We 

can evidence this work through our national client database. This database indicates the 

outcomes, including the acquisition of new skills, increased certification and progression in 

career development all of which enhances the likelihood of long-term unemployed 

individuals eventually performing more highly skilled jobs in the workplace (See NCGE Adult 

Guidance Report 2017). 

 “Effective guidance services help ensure a return to the tax payer from the use of public 

funds “.     (A strategic review of Further Education and Training and the Unemployed; 

Professor John Sweeney 2013)  

 The Adult Guidance association supports the development of an integrated FET/guidance 

service as envisaged in the SOLAS/ FET strategy, building on the practice currently in 

operation in the AEGS.  At present because of the lack of a coherent joined up approach re 

guidance there is a fragmentation in the way guidance services are being delivered which is 

wasteful to the taxpayer. 

In our recent submission to the DES/Indecon Career Guidance Review, we recommended 

that an interdepartmental framework for adult guidance is required.  An overarching body 

should be established representing all stakeholders in Guidance, i.e. DES, DEASP, ETBI, 

SOLAS, Dept. of Business, Enterprise and Innovation, HSE, NCGE, Aontas, IGC and other non-

governmental organisations engaged in the sector.  
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Job- Path Model 

The Job Path model was based on the model being used by the G4S recruitment company in 

the UK, which was criticised by OFFSTED.  It was poor practice to lift this model and some of 

its workforce from the UK into Ireland without making any changes or adaptions for working 

with the Irish public.  

We have no difficulty with recruitment agencies as a model of accessing employment, but to 

use these services people must be highly skilled, work place ready. (Probability of Exit from 

the Live register Level 1- PEX 1) 

You have the statistics on the effectiveness of the Job Path programme over the years.......... 

 

 

 

In terms of personal client testimony, to be referred to “Turas Nua/Seetec”is to be placed in 

a very vulnerable position and denied access to further education and training.  There 

appears to have been a lack of recognition by Turas Nua of the trauma for people being at a 

major cross roads in their lives, in addition to a lack of understanding of their need to 

manage challenging barriers in terms of childcare, transport, disability, illness, bereavement, 

addiction issues and mental health issues post redundancy and financial stress. 

 The forced march pattern of this recruitment model has been unsuccessful with only 9% of 

participants securing longer term employment.   

Case Study Turas Nua (see appendix) 

Case Study KWETB Adult Guidance Service (see appendix)  

Following on from the Turas Nua case study, it is clear that the approach taken by Turas Nua 

i.e. one size fits all model does not deal with the individual circumstances and displays no 

long-term strategy towards career development, confidence building and educational 

qualifications, without which there is very limited access to sustainable employment.  One 

can compare this approach with the one taken by the AEGS. The holistic, integrated and 

professional approach over a period of time lead to better outcomes.  In our experience and 

particularly for those with very basic skills the minimum term required to gain new skills is 

1- 2 years attending a Further Education and Training QQI Level 3- 5 or accessing a 

traineeship or apprenticeship. Longer time would be required if they want to gain a degree. 

Once in employment people can continue their education through part-time options like 

springboard, evening training courses and on the job training where provided.   
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One would question how the Jobs path approach/outcomes can be validated. Also, it is 

difficult to understand how the approach blends into the National skills strategy with its 

narrow employment only focussed objective. It does not align with the broader need of up 

skilling and social inclusion and the goals of the Ireland’s National Skills strategy 2025 for 

people across Ireland.  

As stated in the Ireland’s National Skills Strategy- P17, to support the achievement of the 

National Skills strategy vision 2025 the government objectives are 

 “Education and training providers will place a stronger focus on providing skills 

development opportunities that are relevant to the needs of learners, society and the 

economy...the quality of teaching and learning at all stages of education and training will be 

continually enhanced and evaluated...there will be active inclusion to support participation 

in education and training and the labour market “ 

 

Since establishment in 2000 AEGS were the service charged to work with those who were 

unemployed and marginalised so that they can avail of education and access opportunities 

in order to obtain sustainable employment and facilitate social cohesion.  

This objective was further developed in 2012 by the referral protocol from Intreo case 

officers to our service. 

We note the recent debate about the service delivery model of Job path which has been 

awarded a budget of 140 million since 2015. Only 9% of participants have progressed into 

full-time employment and 11,000 participants who previously used Turas Nua/ Seetec are 

returning for a second year of participation. By comparison, in that same period i.e. the 4 

years 2015- 2018 inclusively, the Guidance Services have met with and progressed more 

than 208,000 beneficiaries on an annual budget of just 6.55 million with a cost to the state 

of €125 per beneficiary.  

 

Furthermore, it is crucial to mention that we provide a service to all unemployed individuals, 

including those not entitled to social welfare payment, low skilled employed, those on zero-

hour contracts, underemployed, those facing redundancy, early school leavers, and those 

who have left college without securing employment.  

One other issue that the AEGS would like to raise is the demand for progression for clients 

accessing education and training by the DEASP.   This can be counterproductive when jobs 

are changing so rapidly and their qualifications are outdated.   

In a true learning society people should be able to access education in formal and non-

formal settings as they require both in their work and personal lives, and to be allowed to go 
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up and down and across the vertical and horizontal axis of further education i.e. to be “drop 

down” from Level 8 (Honour Degree) to QQI Level 6 part-time course if they fell they need a 

specific skills input such as QQI Level 6 special purpose award in Supervisory Management 

for a new management role in industry. 

A fully resourced FET Guidance Service working alongside our second level colleagues can 

ensure that young people and adults can avail of educational, training and career 

opportunities and can continue to upskill, as they go on their career journey, rather than 

dropping out of college courses, or low skilled short them jobs, with no option but to go on 

the dole. 

Impartial professional career guidance facilitates the acquisition of career management 

skills and benefits employees throughout their working lives. 

A key component of our work is helping those who are long-term unemployed, in low skilled 

jobs or in mid-career transition to develop self-reliance and career management skills.  

As highlighted by Cambridge Professor Tony Watts, the career counselling process is not 

only focused on finding people jobs but supporting people to become resilient and to 

construct their own career journey. 

We are hopeful that the guidance review will soon be published and will ensure that a 

national lifelong career guidance strategy will be rolled out to ensure coherent career 

guidance provision is provided for all individuals, at all life stages across Ireland.   

One example of inappropriate Turas Nua work was when a DSP Intro Case officer made a 

referral to my service, a 62-year-old man who had left school aged 10, and who had 

labouring jobs prior to spending over 20 years of his life in prison. He was receiving 

Jobseekers Allowance after exiting the probation service, and experiencing anxiety, (his only 

outing was to walk to his mother’s grave in darkness). His basic skills led me to recommend 

a part-time literacy/ communications, computers and wood-working work shop in our local 

Adult Education Centre. He agreed to engage with the programme and I put counselling 

supports and made tutors aware of his anxiety issues.  After 6 weeks into the programme he 

was called up by Turas Nua and removed from his Education programme, 2 weeks later he 

came to me in an extremely agitated state asking me to make a CV as he had been ordered 

to return to Turas Nua by the end of the week with evidence of 15 job applications 

submitted. In this three week period while he was engaging with Turas Nua, 3 different 

Turas Nua advisors had contacted me for a copy of his CV. 

Our client did a full year with Turas Nua without getting any work and we have recently 

learnt that he has returned to Turas Nua and he will be with them until Sept 2019. At 

present he is not engaged in any education/training or employment, but he is required to 

attend on a monthly basis.  
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Appendix 

Case Study Turas Nua 

One example of inappropriate Turas Nua work was when a DSP Intro Case officer made a 

referral to my service, a 62-year-old man who had left school aged 10, and who had 

labouring jobs prior to spending over 20 years of his life in prison. He was receiving 

Jobseekers Allowance after exiting the probation service, and experiencing anxiety, (his only 

outing was to walk to his mother’s grave in darkness). His basic skills led me to recommend 

a part-time literacy/ communications, computers and wood-working work shop in our local 

Adult Education Centre. He agreed to engage with the programme and I put counselling 

supports and made tutors aware of his anxiety issues.  After 6 weeks into the programme he 

was called up by Turas Nua and removed from his Education programme, 2 weeks later he 

came to me in an extremely agitated state asking me to make a CV as he had been ordered 

to return to Turas Nua by the end of the week with evidence of 15 job applications 

submitted. In this three week period while he was engaging with Turas Nua, 3 different 

Turas Nua advisors had contacted me for a copy of his CV. 

Our client did a full year with Turas Nua without getting any work and we have recently 

learnt that he has returned to Turas Nua and he will be with them until Sept 2019. At 

present he is not engaged in any education/training or employment, but he is required to 

attend on a monthly basis.  

Case Study KWETB Adult Guidance Service 

Title: Redundancy in later career 

Year: 2018 

Half Year: Jan-Jun 

Keywords: redundancy, mature  

The Scenario: 

Sarah*(not her real name) first came to the guidance service in April 2018 having just been 

made redundant from her job of over twenty years.  

Despite Sarah having an extensive background in supply chain and logistics for a multi-

national organisation, she was finding it difficult to secure a new role following her 

redundancy.  She came to the guidance service for help as despite her impressive work 

history; she was not being called for interviews. 

Share what happened: 
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Sarah initially met with our Information Officer who provided her with information 

regarding rights/entitlements following redundancy and she also scheduled an appointment 

for her with a guidance counsellor.  

The guidance counsellor gave her the space to consider what she really wanted to do next.  

She had been applying for work similar to her previous roles, but after reviewing her options 

with the guidance counsellor realised that she wanted to take a step back from the 

responsibilities and hectic nature of her work and explore careers which may be less all 

consuming.  The Guidance Counsellor discussed possibilities with Sarah regarding upskilling 

using springboard courses, various options around re-training and pointed her in the 

direction of public jobs as she’d not considered working in the public sector previously. 

A few days later Sarah came back again as she wanted to review her CV and practice her 

interview techniques.  Upon reviewing her CV it became clear that she was using lots of 

‘jargon’ from her previous employer which others outside that organisation may not 

understand.  Her CV was also very detailed and it was difficult to ascertain the nature and 

the scale of the work she’d done when reading it.  We worked together on updating her CV 

with alternative wording and changes to layout.  We then practiced common competency 

based interview questions, where it became clear that she was quite modest about the scale 

of the projects and responsibilities she’d had in her work.  As a result, we discussed example 

answers that Sarah could use from her previous work which described her abilities 

accurately, without making her feel uncomfortable about ‘showing off’. 

Identify Any Key Challenges: 

Key challenges in this case were helping Sarah to adjust to life after her redundancy and to 

rediscover her confidence, which had dissipated following the non-responses to her job 

applications.  It was also key to help her to understand her options and regain her self-belief 

in her abilities.  

Strengths and Potential: 

Through an integrated team approach with the information officer, guidance counsellor and 

project worker we were able to apply our individual areas of expertise to help Sarah realise 

her transferrable skills and regain her confidence.  

Key Outcomes: 

Sarah has recently secured a new administration role within an Irish University and is 

delighted to embark on the next chapter of her career.  
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