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The Copenhagen strategy is Bill's term for the thinking behind the 2006 International
Assaociation for Educational and Vocational Guidance conference in Copenhagen. The
organisers seek what they call a ‘cross-over’ strategy — a more exploratory way of thinking,
drawing on more sources of ideas, and interested in a greater range of practice.

This monograph is a ‘cross-over’ document: it looks outside the literature of careers-
education-and-guidance. It examines other aspects of economics, psychology and
sociology. It draws on untapped areas of learning theory. It points to underlying
philosophical positions. But most of all it calls on cultural theory — describing how we all
absorb and act on ethnically acquired beliefs, values and expectations. That culture is, at
the same time, social and psychological: it is part of a person’s experience of upbringing and
also deep in her or his sense of identity.

Seeing how that is so helps you in your own development work:

taking on contemporary complexity — by using the cross-over strategy;

looking wider — for more clues about what is going on, and what we can do about it;
thinking again — re-shaping the use we make of research and the models we build;
earning credibility — working out how to gain recognition, build trust and offer
relevance;

pushing boundaries — expanding experience, deepening trust, enabling living
outcomes;

> keeping-up and moving-on — finding compass points for future progress.
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The strategy equips us with a more complicated account of our work. But there is no value
in complexity for its own sake. Complexity is valuable only if it helps you to see more ways
of understanding what is going on, more ways of diagnosing what might be going wrong and
more ways of working out how things can be made to go better.

We should only allow the Copenhagen strategy to complicate our lives in that useful way.

This monograph contains three supplementary panels:

1. ‘cultural change in today’s world’ — reviewing reports of changing
attitudes to learning in contemporary society;

2. ‘Signposter poses issues for careers education and guidance’ -
outlining a new and significant development in on-line profiling;

3. ‘what LiRRIiC does for careers education’ - setting out recent

proposals for curriculum reform, made to the British Qualifications and
Curriculum Authority.

Out of the Box develops an earlier argument, in Learning from Experience — available at:

www. hihohiho.com/underpinning/caffutures.pdf.
A PowerPoint to accompany this monograph is available at:

www.hihohiho.com/magazine/features/cafculture.ppt.
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3. getting transfer-of-learning

Both vocational training and careers-education-and-guidance need to get transfer-of-
learning; what is learned in one place must be used in another. Transterability gives
learning its relevant credibility. But it is not an automatic effect of learning. The base-
line requirement is that the classroom reminds students of their lives, so that their lives
remind them of the classroom.

We know more about this. Sara Meadows’ survey shows how to get transfer. It requires
that, while students are still in the classroom, learning must be encoded to where it will
be used. Encoding means establishing links between what people are learning and
how they will use it. These markers need to be made in some depth and detail, so that
students have a number of pointers for linking the learning to their lives (1993, pp.81-87).

It means that we need to talk in more than vague-and-general terms about what the
learning will help people to do. And we can be more specific. A role analysis can get
down to alot of detail about what you will be doing. It offers three sets of pointers -
being in a role means being: (1) in that setting, (2) with those people, (3) taking on that
task.

In vocational training markers like this are not too hard to visualise. Trainees are pretty-
well aware of what settings they will be in, in what relationships, and with what tasks.
Careers education can resemble vocationdl training. And a start-up activity for any
careers lesson might usefully be (for example) along these lines: ‘as a job applicant...’

1. this is where you will be: "...In a selection interview...’,
2. this is who else will be there: ..with arecruitment manager...",
3. and your task will be: "...to look good for that position’.

There are other job-applicant scenarios. All focus minds in terms which give learn
credibility in the eyes of students. But pushing the boundaries means that education
must do more. In education learning may be useful - but we cannot yet know all the
settings where it will be useful, ...or with whom, ...or for what.

While training focuses such links, education must expand them — and move beyond
easily-understood credibility. The four scenarios on page 16 illustrate the point. But they
can be extended: career management must be troansacted not just as student and
worker, but as mother and citizen; not just with employers and colleagues, but with
friends and family; and not just in making good applications, but in reconciling a
working life with your own well-being and the well being of people important to you.
And so career management is negotiated, not just in work-related roles, but in a whole
further range of domestic, neighbourhood and citizen roles.

Idedl training would fit you for a role, but ideal education would help you to be ready for
onything that any role throws up. Role thinking is comprehensive enough to
accommodcate all this: every decision, transition and moving-on is negotiated in role.

Where training credibly focuses down to a role, education exploratorily opens up to a life
- pushing boundaries. There is a crucial implication here: where training will equip a
person for any single role, education will ensure that no single role ever entirely captures
you.

Panel one shows how Amartya Sen worries about role capture. He is thinking of roles in
religious groups. But there are commercial, domestic, neighbourhood and political
groups that also have an interest in bringing off role capture.

We can train for career management and we can educate for it. Take labour-market
information. Understanding LMI in any exploratory depth and breadth requires an
historical appreciation of change, a geographic appreciation of distribution, a
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mathematical appreciation of probability, a scientific appreciation of cause and effect, a
media-study appreciation of social pressure and a biographical appreciation of
experience. There is no subject on any curriculum that need be left out of the possibilities
for partnership here.

A focussed role analysis can be used at start-up for learning these appreciations. They
would point to where, with whom and how you can use this mathematics, this science,
this geography — and so on. But in order to get the breadth of usefulness that transfer of
learning requires a follow-though stage must set up a wider range of role markers by
discussing...

4. ‘where else can you use this learning?...’,
5. ‘with whom?...",

6. ‘taking on what?.... ®

This kind of multiple-role-marking will more deeply embed learning, will make it more
likely that the learning will be seen as useful, and will more fully equip learners for
managing one role in relation to others. These are all increasingly pressing
preoccupdations in contemporary life.

The links will not be recognised in an instont. They are expansive and need working
through. And soitis hard to see how any of this can be done except in curriculum. But
it will need more time and space than the current edge-of-timetable position of UK
careers education usually provides.

Ways in which the such role-related transfer-of-learming can be made practicable are set
out in proposdls for curriculum reform currently under consideration by the British
Qualifications and Curriculum Authority. Part of that ‘blue-sky’ thinking is LIRRIC — a
proposal for life-role relevance in curriculum’. A central feature is to get careers
education off the edge of timetable. LiRRIC moves careers education from the margins to
the mainstream.

®  |deas about the uses of role-analysis in making effective markers for transfer are also built into

the post-DOTS analysis of aims for our work. A significant element is referred to as ‘the coverage
— opportunity, role and self’ (Career-learning Network, 2005).
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panel three
what LIRRiC does for careers education

LiRRIC radically reframes careers education. Instead of visualising a separate provision, it
restructures careers education as an integral part of mainstream curriculum.

framework
There are three key elements.

1. LiRRIC is a whole-person and one-life concept — it links together what a school- or
college-timetable separates:

(a) recognising the usefulness of any part of the curriculum to students’ lives —
drawing on the living usefulness of all ‘academic’ learning;

(b) valuing the authority of both expertise and experience — drawing on the
usefulness of both professional expertise and community-based experience.

2. LiRRIC expands learning opportunities — it organises well-resourced learning
events as-and-when they are required. This means that it can provide enough
time, at the right time and in block-lengths to accommodate the active learning
required. It also means that the most helpful human resources are engaged.
Resources are made to fit the learning needs:

(@) creating new spaces in timetable — several of these a year, some of a few
hours, some of one-or-more days, some as a series over weeks;

(b) involving teachers, advisers and community contacts who are in a position to
help, able to help and can fire-up motivated learning.

3. LiRRIC needs a central organising idea to manage this complexity. That idea is
life-role relevance:

(@) enabling students to identify clear markers concerning the usefulness of what
they learn in the classroom - to what they do in their lives;

(b) making those markers on a work-life balanced basis - including worker,
domestic, consumer neighbourhood and citizen roles.

A key term here is ‘integration’ — linking academic standards to life-role relevance, linking
institution to community, and linking each life—role to others. Integration is a departure from
fragmented and marginal careers education. It is also different from the loosely-diffused
strategy of ‘infusion’. Integration creates specific, carefully-resourced, and clearly-
programmed learning events.

dynamics

These design features of LiIRRIC take teachers, advisers, community partners and students
into a learning journey. That journey needs to be appropriately planned and signposted.

continued!/...
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.../continued

at the planning stage

> investigate learning needs — what our students need to be able to do;

> work out the life roles — where in their lives they will recognise the usefulness
of that learning;

> select academic teachers — people with useful expertise for this learning, and
that are willing and able to help;

> select community-based helpers — people with appropriate experience for this
learning, and that are willing and able to help;

> bring in community-based experts - such as appropriate guidance people;

> negotiate common-ground for the event — so that students and their helpers
know what is happening, what they can get from it and who will be doing
what;

> set up the event — to engage small-group, whole-group and individual learning
activity engaging students with sources of expertise and sources of
experience.

at delivery

> engage students in examining clear life-role markers - pointing to where, with
whom and how this learning is useful;

> engage students and their helpers in a clearly mapped learning sequence -

helping and being helped to examine, question, sort, probe, explain, try-out
and adapt the learning for its usefulness.

at the follow-through

>

>

engage students in anticipating where else in their lives they can see that
they can use this learning — other work-life-balanced roles;

engage students in recording learning outcomes and planning how they will
learn more.

at the follow-up

>

>
>

potential

take on board students’ reactions to this learning — for its relevance and its
usefulness;

identify where this learning can usefully be improved;

begin work on the up-coming LiRRIC event.

LiIRRIC is based on what is known of how learning for action works. It also locates careers
education more securely in contemporary culture — concerned as much with well-being as
with employability.

It is also supported by experience in the field: events like this already feature in some
careers education. And the British government’s Technical and Vocational Education
Initiative was at its most effective when it used life-role-relevant, locally-developed integrated
programmes. LiRRIiC makes these elements design features of all careers education.

continued!/...
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.../continued

Wherever ‘academics’ are in a position to help and are willing to do so, LiRRIC involves
these teachers in enabling students to find out what they need to know. Because that
learning is linked to life LIRRiC will increase motivation for academic learning.

There is no contradiction between the standards maintained by academic curriculum and the
relevance urged by LiRRIC: its life-role relevance needs the reliability and validity of high
standards; and high standards are more likely to be reached where learning is motivated by
students’ wider appreciation of their usefulness.

Because LiRRIiC works on an interface between academic standards and life-role relevance
it becomes a vehicle for curriculum reform. Programme managers can identify where
current curriculum coverage reflects, and fails to reflect, the learning needs of today’s
students.

issues
1. guidance, careers education

LiRRIiC is, in part, a response to cultural shifts associated with contemporary economic and
technological developments. These shifts are changing the way people deal with the
pressures on their lives. Their increasing complexity require a reassessment of the
relationship between (on the one hand) careers education and (on the other) guidance.

That partnership has never been settled. In the early days careers education was seen as a
general preparation for the specific work to be done in a guidance. Over the decades
careers educators have made various attempt to develop careers-education curriculum. But
few of these attempts have been sustained, largely because of the limited scope there is in
the way careers education is timetabled.

There will be no progress in careers education unless those limitations are dealt with. The
LiIRRIC strategy for creating adequate learning space is a necessary step in that task.

2. links, boundaries

LiIRRIC expands the possibilities the partnership between careers education and guidance.
Recent bilateral partnerships will be replaced by multilateral partnerships, involving guidance
workers in operational cooperation, not just with careers educators, but - more extensively -
with academic teachers, community-linked partners and other professionals.

The resulting organisation will be stronger on networking than on institutionalisation. An
organisation strong on institutionalisation will be careful about maintaining boundaries, on
roles, procedures, and the control of resources. An organisation strong on networking will
be careful to remain open to influence from outside itself, the contribution of non-institution-
based personnel, and the engagement of volunteered as well as designated resources.

continued!/...
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.../continued

All organisations comprise both networking and institutionalising tendencies; the former
favour stability, the latter favour movement. Stability is important: some groups in the
network will want to resist too much linking, seeing it as leading to a dilution of their own
contribution.

There are issues here. They will need careful management.

3. institutional management, programme management

Conventional thinking about management tends to be hierarchical — managers setting the
structure of roles, procedures and resources in which people work. LiRRiC management
cannot be like that. LiRRIC is delivered not just by careers educators and professional
careers advisers but by a multi-lateral partnerships of willing and able academics,
community-based volunteers, and other-than-careers professionals.

It cannot therefore be managed in conventional terms. A LiRRiC programme-management
team is managing less of a conventional institution more of a flexible network.

It will require special kinds of manager, able to think across conventional boundaries and
ready to link together what institutions sometimes keep apatrt.

The ways in which local LiRRiC managers are selected and supported will prove critical to
its success.

Find out more about LiIRRiC www.hihohiho.com/underpinning/caflirric. pdf

The implementation of LiRRIC is not possible at a stroke. It will require a long period of
implementation and learning from experience. But the lines of development set out in
LiRRIC proposals have been welcome by the Qualifications and Curriculum Authority.

Education for personal and social development is most useful thought of
as integral to the whole curriculum —
not as a series of separate supplements to an ‘academic” main event...’

The reference to knowledge gained from other subjects is a plea for thinking outside the
box — The Copenhagen strategy.

\..Indeed, leaning for personal and social development itself draws upon knowledge
gained from “academic” subjects.’
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keeping up and moving on

Careers-education-and-guidance has no clearly-bounded body of knowledge of its own;
it imports from a range of disciplines. That is how we survive - by integrating all useful
thinking. It is a decade-by-decade part of our history. The Copenhagen strategy
extends and widens the process of keeping an eye on what is happening outside the
box.

This monograph integrates further new thinking. Panel one (page 3) draws on emerging
areas of economics, psychology, sociology:; it uses recent contributions to political
economy; and it introduces theology, philosophy and cultural theory into our thinking.

It is useful because it gives us more ways of knowing what is going on, of diagnosing
what might be going wrong, and of working out what be made to go better. It is not
that complexity is invariably a good thing; but evolutionary progress is always in the
direction of complexity. We cannot work effectively except by facing up to the
complexity contemporary redlities (see Bill Law, 2005; following Daniel Dennett, 2003).

Furthermore, when it comes to working out new and useful things to do, we have long-
since passed the point where the term ‘careers-education-and-guidance’ any longer fits.
Much of what we do — and will be doing - is neither ‘careers education’ nor ‘guidance’.
That is why the Career-learning network, cited in this monograph, uses the more-generic
term ‘careers work'.

The word 'integration’ crops up a lot in the current careers-work discourse: it is freqquently
used in Youth Matters, and it is a key concept for LIRRIC. But in these uses integration
does not just refer to the discussion of other-than-careers ideas, it refers to forging parallel
partnerships with other-thon-careers help. Integration is not just a conceptual device, it is
a programme-monagement tool. It is a central part of the LIRRIC strategy.

In practical terms integration requires working partnerships which include:

> both specialist-careers and other-than-careers;
> both expert-professionals and other-than-professional.

So in what direction do we move on? We need compass points. Careers-work policy
commentator Tony Watts (2006) helps. He makes a useful distinction between two
dimensions of integration: ‘vertical’ and "horizontal’. Vertical integration is linear: it links
specialists to specialist. People in guidance services work closely with people working on
a specidlist curriculum in schools and colleges. These are compass bearings walked by
a codalition of specidalists. It allows for the delivery of well-defined programmes - of both
research and development. It also points to the extension of this specialist work into a
life-long provision. It calls upon expert professionalism.

Horizontal integration doesn't stick to that line. It draws on multidisciplinary thinking and
practice. It links to other-than-specialist and other-than-professional help. Social-work
professionals and voluntary mentors feature in its networks. Its compass bearings point
to other departments in any organisation, to other organisations in any community, and
to other people in any neighbourhood. It values experience no less than expertise. And
it enables clients and students to see career in the context of domestic, neighbourhood
consumer and citizen roles. It is as concerned with work-life balonce as with
employability.
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The useful compass in the figure suggests the question ‘who knows guidance who only
guidance knows?’. But it also guards against losing our bearings. The dangers to left
and right are dangers of enticements by diffuse ideas, inadequately linked to specific
needs. That is why the LiRRIC proposal are for integration, not infusion. Infusion is a
good way to get lost.

The danger on the linear bearing is entrenchment. A symptom of entrenchment is a
guidance literature which only cites guidance literature. The Copenhagen strategy
therefore says, though necessary, the linear bearing is not sufficient. The table on page
10 argues that it is not good enough to reply ‘'more of the same’ to every contemporary
call for help.

The left-and-right bearings may not be sufficient to the success of our work, but - in the
contemporary world — they are necessary:

looking wider — at into the social and cultural pressures on career;
thinking again - about how, in the contemporary world, careers work;
earning credibility - acknowledge habits-of-mind;

pushing boundaries —-to make change-of-mind a possibility.

vV V VYV

To take a sideways looks at that sideways look: worrying about habits-of-mind, and
opening up the possibility of change-of-mind, apply as much to us as to they do to our
students and clients. Our puzzlements concerning our inability to gain credibility with
significant audiences may have to do with our own clinging to habitual thinking -
cultures we inhabit, allegiance to people like us, impatience with complicating
intrusions. What is good for our students’ and clients’ career development will also prove
good for our own.

None of this will undermine our professionalism, although it may cause us to rethink it. It
will certainly cause us to think again about the relationship between:

> on the linear bearing - guidance and curriculum;
> on the lateral bearing - professional authorities and the authorities of
experience;

But this is work in progress. The Copenhagen compass tells us only one thing for sure: the
shortest distance between two points is not necessarily a straight line.
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