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1. Basic values, long term strategy
Falck operates on 6 basic values:

· accessibility

· helpfulness

· promptness
· reliability

· energy

· competence

These basic values suggest a staff profile that stresses 4 characteristics

· inspiring confidence
· action oriented

· service oriented

· possess a positive view on human nature

The development of the modern society calls for continuing development of the qualifications and competencies of the staff. The company will move from operating in a transport culture to operating in a health culture. The emergency personnel must be able to conduct paramedical action, develop IT expertise and take independent decisions.
2. Recruitment and Basic Education.

Career Guidance before the Basic Education.

The basic education as a rescue officer is a vocational education based on an alternating training system
. The candidate is taken on as an apprentice in Falck and the apprenticeship consists of a predetermined pattern of alternation between on-the-job training and participation in theoretical and practical classes at a technical college. So, the terms of employment depend on the company’s assessment of his/her qualifications. This assessment is made on the basis of a written application, a test (consideration test) and an interview. Afterwards Falck makes a match with a profile made of the suitable person.

In this way already in the recruitment phase an implicit career guidance/definition is made, and at the end of the interview the candidates will be informed about the fields where they do not match with the profile and guided about how to improve their qualifications for the next employment session. Falck yearly carries out two employment sessions. 

In order to make sure that so many of the applicants as possible will be qualified for an employment Falck participates in guidance at the technical college. Here both the generally professional and the personal demands are explained, and a film produced by Falck is shown in order to make the candidates understand what it means to be a rescue trainee. Recently Falck has produced a new film which exposes the new demands and the changed focus being the result of the company’s overall movement from a transport company to a part of the healthcare and rehabilitation system.

Through this relatively important use of resources in connection with the recruitment Falck wants to retain the employees in a life-long career path. So “competences of Learning” will also be an important part of the profile to match.

As part of the basic values Falck wants to reflect the population to whom services are provided. Thus the recruitment of “New Danes” and men and women in an equal measure is particularly focused by participating in education fairs focused on refugees and immigrants, projects organized by the Ministry of Integration, and the use of role models.     

Competence Development and Guidance during the Basic Education. 

During the education the trainee follows a competence development plan which is evaluated at the end of each period of practical training. The competences are described by Blooms taxonomies
, and the evaluation is made on the basis of the assessments from both the trainee and the company. In this connection special individual targets for the trainee might be laid down to be worked on both on-the-job training and in the next period at the technical college.   

All parts of the education are gathered in a log book which belongs to the trainee, and which functions as career development plan and documentation.    

The person responsible for the guidance during the education is the leader of the station or a specially assigned employee who in this way gets a coach-role to the trainee. This role is supported by an internal course.
     

3. Career guidance in company
All employees are called in for a personal interview once a year with the station leader. The aims of the interview are
·  assess the employee in relation to present job description
· clarify needs for developing qualifications and competencies

· a dialogue on relationship between employee and station leader
The employee and the leader work out a mutual agreement and a plan for competence development for the next year.
Tools for the interview/dialogue are:

· template for the employee to be filled out prior to the interview 

· template for the station leader to be filled out prior to the interview

· template for mutual agreement

There are 3 main options for competence development:

· further education and specialization within the different services of the company (emergency rescue, security, auto assistance, transport). Mainly short term external courses, may have a long term strategy

· company financed further education in spare time

· the company has a fund (managed by a liaison committee) that supports developmental initiatives regarding competence development, educational experiments, cooperational initiatives etc.
The company cooperates with the local authority when reskilling and/or special initiatives are required to maintain the workability of the employee

Main challenge for career guidance in Falck

· lack of management/leadership competences with the station leaders. They must be developed from salesmen to Change Managers. 
Action: leadership training, change management, coaching, the difficult dialogue. The station leaders are organized in action learning groups transversely to the stations plus external 3-days training modules and supervision.

3. Reflections on survey

Prior to the interview with the company’s educational leader we listed the questions we wanted to discuss:
1. long term strategy and vision for career guidance in the company

2. who takes the initiative, whose responsibility

3. who does the following up

4. how is implementation practiced

5. types of internal and external training and development of competencies
6. evaluation

7. qualifications/competencies of the persons in charge of career guidance

In this initial interview with the company we gathered a general picture of the company’s recruiting, basic education and further development of competencies. 
We did not reach a level of discussion where we were able to raise critical views and point out dilemmas. 

Further investigation/discussion with the company should include:

· is it possible to distinct between Career Management, Career Guidance and Career Development?

· further discussions of dilemmas in relation to guidance/management

· how are guidance approaches measured?

· assessment of training – internal/external

· how do the company cooperate with local authorities in connection with reskilling/upskilling?

� For basic information on the system: http://pub.uvm.dk/2005/VET/  (English Version) and for more theoretical approach: http://pub.uvm.dk/2000/didak/19.htm





� Bloom, Benjamin (1974) , Taxonomy of Educational Objectives: The Clasification of Educational Goals, New York, McKay


� Besides information on the content of the Education the participants are taught body-language, learningstyles, learning-reflections-evaluation. The duration of the course is 8 hours.





