	
	   CRITERIA
	EVIDENCE REQUIRED
	UIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	1A
	The organisation has a documented Business Plan which sets out its measurable goals and objectives and takes into account external factors e.g. Market, technological, financial, legislative and human resource requirements

20 Points


	Business Plan available for review.  Written/observed.

Copy of Business Plan showing external factors e.g. PEST Analysis, SWOT Analysis

People involved in the business planning process can describe the external analysis as well as mission, values etc.
	Key considerations for inclusion in your Business Plan

Measurable Objectives-What you are going to do, by when.

External Analysis-A review of the political, social, economic, technical and competitive factors that may affect you.

Strategies-How you intend to achieve your objectives.  Each objective may have a number of strategies.

Product/Service Portfolio

Marketing Plan

Financial Plan/Budgets

Quality Plan

HR Plan

Technical

Legislative

People Input

Managers involved in Business Planning will be able to describe how the external analysis was carried out

Consider communicating your plans with employees.

Ask them for feedback and suggestions

Key Questions

Do our plans represent an accurate reflection of what we want to achieve?
	1D
	People at all levels in the organisation can describe what the business objectives mean for their job.

15 Points
	People can explain how the business goals relate to their job at a level appropriate to their role.
	You need to cascade your business goals to employees at all levels in a manner which they understand.  This may be via organisation, division, unit, department, team and/or individual job objectives, job descriptions, forward job plans, key output areas, and operating procedures.

Key questions

Can all of our employees, irrespective of the role they carry out, explain how they contribute to business goals?

	1B
	The organisation can show how it cascades relevant sections of its Business Plan down to departmental/team plans and individual plans with measurable goals and targets

10 Points
	People can describe how the Business Plan is communicated to them at team and/or individual level.

Examples of internal communications systems e.g. employee briefing, in use.
	Your communication mediums may include:

Team briefings

Department/functional Meetings

Team Away Days

Presentations to employees

Internal systems

E-mail

Notice boards

Newsletters

Brochures/Booklet

People need to understand team and/or organisational objectives

Key Questions

Have we made our intentions clear to our employees?

How have we checked that they understand?

Have we provided them with the opportunity to give feedback?


	1E
	The organisation can show that it operates a quality improvement programme.

15 points
	Documentary evidence of quality improvement programme in operation.

People can describe how the quality improvement programme operates.
	You will need to show evidence of a quality improvement programme in place and how it links with your business goals.

You will need to show how your people are involved in the quality improvement programme either on an individual or a team basis.

Key questions

Does our quality improvement programme relate to our business goals?

Do our people understand, and in some cases contribute to, the quality improvement programme?

	1C
	The organisation can show that it reviews its Business Plans on a regular basis and communicates changes to its employees.

15 Points
	People can describe the review proces and how changes are communicated to them.

Minutes of meetings to show review process.

Any other relevant documents e.g. Team Briefing notes.


	Reviews preferably incorporated in a policy/procedure, may be via quarterly/monthly management meetings.  All changes to objectives/targets either organisational or departmental/team should be identified.

Updates/ changes to the Business Plans are communicated effectively to all employees, as is the review process itself.

Key Questions

Is our review process appropriate to meet the needs of our business?

Do our employees understand the review process?

Have we kept them informed of changes?
	
	
	
	


Example of the Organisations’ Self Assessment Criteria (Standard Level) for Effective Communication and People Involvement. 

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	2A
	The organisation has a communications policy and mechanisms which keep people informed on a regular basis and support an open and inclusive culture.
	People throughout the organisation can describe the communication mechanisms in place and how they are kept informed.

Evidence that a written policy includes an element on employee involvement and is in compliance with legislative requirements.

Documentary evidence to show methods of communications in use.
	You will need to show how your communications systems are working effectively.

You will need to show that you get direct feedback from people on the effectiveness of your communications systems.

Key Questions

Do our people feel suitably involved?

Do we receive adequate feedback from them?



	2B
	The organisation can show that groups of employees are kept informed in an effective manner e.g. departmental groups, teams, staff representative committees, trade inions etc.
	Employee representatives can describe how they are kept informed by the organisation.

Team briefing systems, team meetings, newsletters, committees, notice boards, emails etc.

People can describe the structures, processes and systems in place which facilitate involvement e.g. work teams, project teams.
	If representative groups/employee groups/teams exist you will need to show how you keep them informed on a regular basis.

Employee representatives will be able to describe how the organisation keeps them informed.

Key Questions

Do we keep employee group representatives suitably informed?

Can they provide examples of how this is done?


Example of the Organisations’ Self Assessment Criteria (Standard Level) for Leadership and People Management.

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	3A
	Managers can describe how the organisation plans and implements development to enhance their skills in line with the business plan and can provide examples of how they have applied the learning acquired.

20 Points


	Evidence of management development in place.

Managers can provide examples of development they have received in support of the business plan and the application of learning.
	You will need to demonstrate that manager skills development supports your business plan.

Management development should include people management skills.

Managers will be able to describe examples of how they have applied the learning from management development activities.
	3C
	Managers and people can provide examples of how they have been developed to participate effectively in a performance review discussion.

15 Points
	People can describe how they have received development in appraisee skills.

Verbal evidence from managers describing how they have received development in appraisal skills.

Evidence to support.
	Your people will need development on how to prepare their performance review.

People should know how to self-assess their performance.

Managers will need to be developed on how to review people’s performance in a professional and effective manner.

Key Questions.

Are we sure that our managers are confident and competent at performance reviews?

Is our performance review process contributing to our success?



	3B
	The organisation can show that all people and managers undergo a formal performance review at least once per year and can provide examples of how the review has impacted on their success in their job.

10 Points
	Evidence of completed performance reviews.

People can describe how their formal performance review takes place.

Verbal evidence confirming that performance discussions have a positive impact on individual’s performance.


	You will need to ensure that your performance review process is consistently applied.

Performance reviews should be timely.

People should contribute to the performance review discussion.

Key questions.

Do all our people receive performance reviews?

Are all our people clear on how they can improve their performance?
	3D
	People have clearly defined job objectives with measurable goals and targets

10 Points
	Written evidence of job objectives with measurable goals and targets e.g. forward job plans, job descriptions etc.

People can describe the measurable targets relative to their job.
	You will need to show the processes/documents you use to keep people clear on their job objectives e.g. forward job plans, job descriptions, operating procedures, job and customer specifications, targets, key performance indicators etc.

Key Questions.

Do our processes/documents ensure that our people know what is expected of them?

Can we measure their progress effectively?

	3E
	The organisation can demonstrate to all people that it values them as individuals and their input to business success.

10 Points
	People can provide examples of how the organisation values their input.
	You will need to show the range of approaches that you use to recognize people’s input e.g. Reward and Recognition schemes, employee of the month/year award, one to one recognition by the manager, provision of social club/leisure facilities etc.

Key Questions.

Are the Reward and Recognition schemes we use valued by our people?
	
	
	
	


Example of the Organisations’ Self Assessment Criteria (Standard Level) for Planning of Learning and Development.

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	4A
	The organisation has a learning and development policy and plan which show a direct link to the business objectives.

15 Points


	Learning and Development Policy approved by the CEO.

Learning and Development Plan in place.

Link to business objectives highlighted.
	You will need to provide evidence that a Learning and Development Policy, approved by the CEO, is in place.

You will need to show your organisational Learning and Development Plan is in place and that it links to your business objectives.

Key Questions

Is our learning and development policy understood by all our people?

Does our learning and development plan clearly identify the development required to support our organisational objectives?


	4B
	The organisational Learning and Development Plan covers all departments, grades of staff, priorities and overall costs.

10 Points
	The plan covers all departments, grades of employees, priorities and overall costs.
	You will need to show that your learning and development plan addresses the needs of all departments/functions/grades/areas within the organisation and the timeframes and relevant costs.

Key Questions

Are the cost/investment levels identified within the plan justified?

	4C
	People can describe how they contribute to the learning needs analysis and the range of learning methods available to them.

10 Points
	Verbal evidence of how the learning needs analysis takes place and people’s input to the process.

Verbal evidence to indicate the learning approach.
	People will be able to describe the learning and development review process.

People will be able to describe their input to the learning and development review process.

People will be able to describe the range of learning methods available within the organisation.

Key Questions

Is there a balance between Line Manager and people input to the review process?
	4D
	People can describe the objectives for learning and development planed for them at their Performance Review and how they fit with individual, departmental and organisational objectives.

15 Points
	Verbal evidence describing the objectives for learning and development planned for employees, departmental and organisational objectives.
	You will need to show how learning objectives are agreed between people and their manager.

People will be able to describe the objectives of the learning planned for them and how they fit with individual, team and organisational objectives.

Key Questions

Are our people clear on why the planned learning development is necessary?

	4E
	The organisation has a designated person responsible for the co-ordination of staff learning.

10 Points
	Evidence of a designated person in place.

Designated person’s verbal evidence to confirm their role.
	The designated person responsible for the co-ordination of employee learning will be able to describe their role and how it is carried out.

Key Questions.

Has our designated person received appropriate training and development?
	
	
	
	


Example of the Organisations’ Self Assessment Criteria (Standard Level) for Training and Life-long Learning.

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	5A
	Learning programmes are in place for job categories and individuals.

15 Points


	Written programmes conforming to QA 58/01 requirements or equivalent.
	You will need to show that all your learning and development programmes conform to QA 58/01 or equivalent.

Key Questions

Do our learning and development programmes meet the needs of the business?


	5B
	The organisation can show that it effectively inducts new staff and provides effective support for staff transferred/promoted to new roles.

15 Points
	Written induction programme in place for all categories of employee.

Induction programmes include a focus on equality and diversity policies and procedures and health and safety policies and procedures.

Written evidence of support provided to individuals in new roles.

Transferred/promoted employees can describe how they have been introduced to their new roles effectively.
	You will need to show that your induction orientation programmes effectively address equality, diversity and health and safety issues.

Inductees will be able to describe their learning outcomes as a result of induction and/or re-induction.

Key Questions

Are we inducting people effectively?

Can we improve on this?

Do we measure the learning from induction/re-induction/orientation?

	5C
	Line managers can describe how they contribute to the induction of new or transferred/promoted people.

15 Points
	Verbal evidence from line managers regarding their involvement in the induction of new or transferred/promoted people.
	Inductees will be able to describe how their line manager contributed directly to their induction/orientation?

Key Questions

Do our managers contribute to induction/orientation in a consistent and proactive manner?
	5D
	The organisation can show that the majority of the learning activities identified within its learning and development plan have been implemented and can show the use of accredited programmes in its delivery of learning and development.

20 Points
	Evidence of at least 80% of activities identified within its learning and development plan having been implemented.

Written/Verbal/Observed evidence of appropriated accredited programmes having been undertaken.
	You will need to show that at least 80% of your plan has been implemented.

You will need to show how you have measured you level of learning activities against the Plan.

Feedback from your people will indicate that the vast majority of the plan has been actioned.

Key Questions

How do the accredited programmes in use contribute to the achievement of our business objectives?

	5E
	The organisation can show that trainers are suitably developed in training techniques.

10 Points
	Evidence of formal training that trainers have received for their specific role.

Certificates of achievement.


	Trainers will need to describe the training they have received and show relevant and appropriate certification.

Key Questions.

What learning and development have our trainers received?
	
	
	
	


Example of the Organisations’ Self Assessment Criteria (Standard Level) for Review of Learning.

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	6A
	The organisation can show that evaluation criteria are set out for planned learning and development activities and that such activities are assessed and certified where applicable

10 Points


	Written/verbal evidence of evaluation criteria are set out for planned learning and development activities.

This may include questions, tests, demonstrations, projects, samples, etc.

Written/verbal evidence of assessment procedures.

Evidence of certification where appropriate.
	You will need to show clear evaluation criteria and how they are used to measure the outcomes of learning and development.

Where possible your assessment procedures may be externally verified.

Key Questions

Does our evaluation criteria clearly show the outcomes of the learning activity?


	6B
	Managers can provide examples of how they assist staff to evaluate the outcomes of learning activities at individual, team and organisational levels.

15 Points
	Verbal evidence from managers giving examples of their involvement in the evaluation of learning at individual, team and organisational levels.

Employees can verify the above.
	People will be able to provide examples of how managers evaluate their learning activities in an effective and consistent basis.

Key Questions

Can our managers describe how they evaluate learning?

	6C
	People can describe how learning and development activities have impacted on their performance and that of their team and the organisation.

15 Points
	Verbal evidence from people describing how learning outcomes have impacted at the three levels required.
	People will be able to describe their learning outcomes and how they have impacted on their personal performance, that of their team or group and that of the organisation.

Key Questions

Do the learning outcomes identified match the objectives of our learning and development and activities?
	6D
	Senior management can describe how they evaluate the impact of staff learning and development on the performance of the organisation and what actions they take as a result.

15 Points
	Verbal evidence from senior managers describing how they evaluate the impact of learning on the organisation’s success.

Verbal evidence from senior managers showing that they clearly understand the costs and benefits of learning and development on their organisation.
	Your senior management team will need to describe the process they use to review the cost and impact of people’s learning and development on the organisation’s key performance indicators.

Senior management will need to describe the outcomes of such reviews and decisions made as a result.

Key Questions

Do the actual outcomes match our intended ones?


Example of the Organisations’ Self Assessment Criteria (Standard Level) for Recruitment and Selection.

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	7A
	The organisation can show that its recruitment and selection policies and procedures are in line with all current and relevant legislation and also demonstrate a commitment to non-discrimination, accommodating diversity and promoting equality.

10 Points


	Written evidence from top management of compliance with all current and relevant recruitment and selection legislation prior to the assessment.
	You will need to provide written evidence that you are in compliance with legislation.

You will need to show commitment to non-discrimination, accommodating diversity and promoting equality.

Key Questions

How do we demonstrate this?


	7B
	People with recruitment and selection responsibilities can provide examples of development that they have received to support them in their role.

15 Points
	Verbal evidence from people with responsibility fro recruitment and selection that they have received support.

Policies, procedures and other support mechanisms that exist within the organisation.
	You will need to show that you have provided effective and relevant development and support to people with recruitment and selection responsibilities e.g. interviewing skills training, recruitment documentation, process knowledge, policies etc.

People will be able to describe the support they have received and how they apply it to their role.

Key Questions

Have we provided the respective people with suitable support for them to be effective, professional and fair in the completion of their responsibilities?

	7C
	The organisation can show that it has up to date and accurate job descriptions, personnel specification and/or assessment criteria for all positions being advertised.

15 Points
	Written evidence of up to date and accurate job descriptions, personnel specifications and/or assessment criteria for all positions being advertised e.g. Key Result Areas.
	You will need to show evidence of current and relevant documentation for each position advertised.  Links between the documentation and the position advertised will be clear.

Key Questions

Have we effectively reviewed the documentation/assessment criteria for the positions? Is it relevant and accurate?
	7D
	The organsiation can show that recruitment interview notes and scoring documents are retained in a confidential location

10 Points
	Written/Verbal/Observed evidence of interview notes and scoring documents retained in a confidential location.


	You will need to show that such documentation is held in a secure and confidential location.




Example of the Organisations’ Self Assessment Criteria (Standard Level) for employee Well-Being

	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE
	
	CRITERIA
	EVIDENCE REQUIRED
	GUIDANCE

	8A
	The organisation can show that it conforms with all relevant and current health and safety legislation.

10 Points


	Written evidence of compliance with relevant and current health and safety legislation prior to assessment, to be confirmed by the completion of a pro forma by the CEO. This would include e.g. having a safety statement available, evidence that risk assessments are being carried out, records of consultation are available. Confirmation that an anti-bullying and Harassment Policy is in place and all records are available.
	You will need to provide written evidence that you are in compliance with legislation. (You may refer to the Health and Safety Authority.)

Key Questions

Do we have the written evidence that shows we are in compliance with legislation?


	8B
	Managers can describe their responsibilities for the health, safety and well-being of their staff and have received appropriate development.

15 Points
	Verbal evidence from managers describing their responsibilities and development received.

People can confirm this is happening.

Documented responsibilities in manager’s job descriptions, forward job plans, etc.


	Your managers will need to be clear on their responsibilities and have received appropriate development.

You will need to show how the learning needs are identified.

Key Questions

Are all our managers clear on their responsibilities?

	8C
	The organisation has an Equal Opportunities Policy which addresses diversity, equality and disability and which has been effectively communicated to people throughout all departments and locations.

10 Points
	Evidence of equality policies and procedures in place prior to assessment.

People can describe what the equality policies and procedures mean for them.
	You will need to ensure that your equality policies cover the nine grounds named in the equality legislation i.e. gender, marital status, family status, age, disability, race, sexual orientation, religious belief, membership of the travelling community and have sections on recruitment, pay, working conditions, staff training and dismissal and have procedures to address incidents of discrimination. (In this regard you may refer to the Equality Authority and its publications.)

You will need to ensure that your people understand your Equal Opportunities policy.

Your people will be able to describe how you have communicated your policies and procedures to them.

Key Questions

Do our people really understand what our policies mean?
	8D
	The organsiation has specific strategies to ensure that all employees have equality of opportunity to have their learning needs reviewed and supported and people can describe the approaches taken.

10 Points
	Written evidence of strategies in place.

Confirmation from employees that the strategies are being implemented.


	You will need to ensure that your strategies are clearly communicated to and understood by all your people.

People will be able to provide examples of how your strategies are being implemented.

Key Questions

How do we know that our strategies are being implemented effectively?



	8E
	The organisation completes regular reviews of its policies and practices which support the needs of a diverse workforce and people with disabilities.

10 Points
	Written evidence of reviews on a regular basis.

People involved in the review process can describe the approach taken.
	The review process should consist of an examination of your organisation’s policies, procedures, practices and perceptions for their impact on equality across the nine grounds named in the equality legislation. (Further information available in the Equality and Diversity Health Check developed by Westmeath EQUAL.)

You need to show evidence of action plans agreed as a result of the review process.

Key Questions

Is our review process providing us with the information to judge the effectiveness of our policies and procedures?
	
	
	
	


Appendix 1 - FAS Standard Level Organisation Self – Assessment Guidelines 

There are 8 assessment criteria which organisations must satisfy to achieve the Excellence Through People standard:

Business Planning and Quality Improvement; 

Effective Communication and People Involvement; 

Leadership and People Management; 

Planning of Learning and Development; 

Training and Life-Long Learning; 

Review of Learning; 

Recruitment and Selection; 

Employee Well-Being.

There are 3 levels of achievement in ETP

Standard (500 points)

Gold (750 points)

Platinum (1000 points)

Organisations must be accredited to the standard level before progressing to the gold or platinum levels of Excellence Through People.

Example of the Organisations’ Self Assessment Criteria (Standard Level) for Business Planning and Quality Improvement. 

References

Boyatzis, R., (1972), The Competent Manager:  A Model for Effective Performance, Wiley, New York

Butler, M. & Fleming, S., (2002), ‘The Effective Use of Competencies In the Irish Civil Service’, CMPR Discussion Paper 19, Institute of Public Administration, Dublin.

Cheetham, G. & Chivers, G., (1996), ‘Towards a holistic model of professional competence’, Journal of European Industrial Training, V20N5, pp20-30. 

CMOD – Centre for Management and Organisational Development, A Guide to Competency Development in the Civil Service, Department of Finance, Dublin.

National Centre for Partnership Performance. Excellence through Performance- Performance Management & Development System. Ireland.

Gunnigle, P., Heraty, N. & Morley, M.J., (2006), Human Resource Management in Ireland 3rd Edition, Gill & Macmillan, Dublin.

Hall, D. & Moss, J., (1998), ‘The new protean career contract’, Organizational Dynamics, Winter, pp22-38.

Harrison, R., (1997), Employee Development, IPD, London.

Iversen, O., (2000), ‘Managing people towards a multicultural workforce: an investigation into the importance of managerial competencies across national borders in Europe – difference and similarities”, paper presented at the 8th World Congress on Human Resources Management, Paris, May. Cited in: Ruth, D., (2006), ‘Frameworks of managerial competence: limits, problems and suggestions’, Journal of European Industrial Training, V30 N3, pp206-226.

Kolb, D.A., Rubin, I.M. & McIntyre, F.M., (1974), Organizational Psychology: An Experimental Approach, Prentice-Hall, Englewood Cliffs, NJ.

Lepak, D. & Snell, S., (1999), ‘The human resource architecture: toward a theory of human capital allocation and development’, Academy of Management Review, V24, pp31-48.

Lovatt, M., (2007), Personal Communication, FAS.

Nordhaug, O., (1994), Human Capital in Organisations, Oxford University Press, New York.

Revans, R., (1972), The ABC of Action Learning, Chartwell-Bratt, Bromley.

Robinson, M.A., Sparrow, P.R., Clegg, C. & Birdi, K., (2007), ‘Forecasting future competency requirements: a three-phase methodology’, Personnel Review, V36 N1, pp65-90.

Ruth, D., (2006), ‘Frameworks of managerial competence: limits, problems and suggestions’, Journal of European Industrial Training, V30 N3, pp206-226.

Schon, D., (1987), The Reflective Practitioner: How Professionals Think in Action, Maurice Temple Smith, London. Cited in: Cheetham, G. & Chivers, G., (1996), ‘Towards a holistic model of professional competence’, Journal of European Industrial Training, V20 N5, pp20-30. 

Spencer, L. & Spencer, S., (1993), Competence at Work:  Models for Superior Performance, Wiley & Sons, New York. Cited in: Robinson, M.A., Sparrow, P.R., Clegg, C. & Birdi, K., (2007), ‘Forecasting future competency requirements: a three-phase methodology’, Personnel Review, V36 N1, pp65-90.

Stuart, R. and Lindsay, P., (1997), ‘Beyond the frame of management competenc(i)es: towards a contextually embedded framework of managerial competence in organizations’, Journal of European Industrial Training, V21 N1, pp26-34. Cited in: Ruth, D., (2006), ‘Frameworks of managerial competence: limits, problems and suggestions’, Journal of European Industrial Training, V30 N3, pp206-226.

Vloeberghs, D. & Berghman, L., (2003), ‘Towards an effectiveness model of development centres’, Journal of Managerial Psychology, V18 N6, pp511-540.

Appendix fra ca side 100 – Norsk bidrag – Hydro ISP

	Competence Catalogue HISP  ( date 2004-02-26)

	
	

	Main Structure Overview
	

	
	

	
	

	Personal Competence
	Personal skills

	
	Languages

	 
	 

	Business Competence
	Norsk Hydro

	
	Hydro IS Partner

	
	External organisations

	
	Business skills

	 
	 

	Change Competence
	Change and reegineering skills

	
	Project Management (IS)

	
	System Development Process

	
	IS Architecture

	
	Information Security

	
	IS Consulting

	 
	 

	Application Competence
	Applications, packages,system solutions

	
	Integration of systems

	
	Specific ERP systems

	
	SAP R3 Integrated Business System

	
	Trading

	
	Geology and Geophysics

	
	Information Management

	
	Information Management systems

	 
	 

	IT/IS Competence
	Hardware and HW Technology

	
	Server Operating Systems

	
	Client Operating Systems

	
	Data Bases and Data Modelling

	
	Data Communication and Networks

	
	Telecommunication

	
	Business Communication

	
	Middleware

	
	Development  and Reporting Tools

	
	Client

	
	Operation, administration and support

	
	IT/IS Security

	
	

	
	

	
	

	Definition of  competence level

	
	

	1  New Knowledge
	New competence to be developed in accordance with agreed development . Trainee

	2  Good Knowledge
	Sufficient knowledge to work with subject independently or as part of a team

	3  Improve Knowledge
	To improve the knowledge on level 2 or to improve the knowledge from level 2 to 4

	4  Expert Knowledge
	Specialist. May teach others in the subject or lead the work

	
	

	
	

	


Appendices

Useful Websites

	Association of Graduate Recruiters
	www.agr.org.uk

	Association of Graduate Careers Advisory Services
	www.agcas.org.uk

	Careers Education Support Programme
	www.cegnet.co.uk

	Careers Europe
	www.careerseurope.co.uk

	Careers Research and Advisory Centre (CRAC)
	www.crac.org.uk

	Careers Scotland
	www.careers-scotland.org.uk

	Careers Wales
	www.careerswales.com

	Connexions
	www.connexions.gov.uk

	Department for Education and Skills
	www.dfes.gov.uk

	Department for Employment and Learning Northern Ireland
	www.delni.gov.uk

	Educational Guidance Service for Adults (Northern Ireland)
	www.egsa.org.uk

	Euroguidance
	www.euroguidance.org.uk

	European Centre for the Development of Vocational Training
	www.cedefop.eu.int

	Federation of Professional Associations in Guidance
	www.fedpig.com

	Guidenet
	www.guidenet.org

	IAG Partnerships
	www.lifelonglearning.co.uk

	Institute of Careers Guidance
	www.icg-uk.org

	International Association of Career Management Professionals
	www.iacmp.org

	International Association for Educational and Vocational Guidance
	www.iaevg.org

	Jobcentre Plus
	www.jobcentreplus.gov.uk

	Learn Direct
	www.learndirect.co.uk

	Learning and Skills Council
	www.lsc.gov.uk

	Learning and Skills Development Agency
	www.lsda.org.uk

	Life-long learning
	www.lifelonglearning.co.uk

	National Association of Careers and Guidance Teachers
	www.nacgt.org.uk

	National Association for Managers of Student Services
	www.namss.org.uk

	National Association for Careers Education and Counselling
	www.crac.org.uk

	New Deal
	www.newdeal.gov.uk

	Office for Standards in Education
	www.ofsted.gov.uk

	Organisation for Economic Co operation and Development
	www.oecd.org

	Qualifications and Curriculum Authority 
	www.qca.org.uk

	The Guidance Council
	www.guidancecouncil.com

	Third Age Network
	www.taen.org.uk


Qualification in Careers Guidance Course Centres

The QCG is offered at 14 course centres across the UK.  All courses start in September/October unless otherwise stated.

Centre for Guidance Studies

Department of Health & Human Studies

Nottingham Trent University

Burton Street

Nottingham NG1 4BU

Tel: 0115 941 8418

www.ntu.ac.uk
Faculty of Education

University of the West of England

‘S’ Block Frenchay Campus

Coldharbour Lane

Bristol BS16 1QY

Tel: 0117 965 6261

www.uwe.ac.uk
Faculty of community Studies, Law & Education

Manchester Metropolitan University

799 Wilmslow Road

Didsbury

Manchester M20 2RR

Tel: 0161 247 2137

www.mmu.ac.uk
Centre for Careers Education and Guidance

School of Psychology & Sociology

Napier University

Craighouse Campus

Craighouse Road

Edinburgh

EH10 5LG

Tel: 0131 455 6284

www.napier.ac.uk
School of Psychology

University of East London

Romford Road

Stratford, London E15 4LZ

Tel: 020 8226 4502

www.uel.ac.uk
School of Social Sciences

University of Paisley

High Street

Paisley

PA1 2BE

Tel: 0141 848 3950

www.paisley.ac.uk
Faculty of Health

London South Bank University

Erlang House

103 Borough Road

London SE 1 0AA

Tel: 020 7928 8989

www.lsbu.ac.uk
Faculty of Education

University of Strathclyde

Jordanhill Campus

76 Southbrae Drive

Glasgow G13 1PP

Tel: 0141 950 3326

www.strath.ac.uk
Careers Studies Section

Department of Health & Social Care

University of Reading

Bulmershe Court

Earley, Reading, Berkshire RG6 1HY

Tel: 0118 931 8850

www.reading.ac.uk
The Business School

University of Glamorgan

Pontypridd

Mid Glamorgan CF37 1DL

Tel: 01443 482719

www.glam.ac.uk
Centre for Career & Personal Development

Canterbury Christ Church University College

Salomons Centre

Broomhill Road, Southborough

Tunbridge Wells TN3 0TJ

Tel: 01892 507511

www.cant.ac.uk
Faculty of Psychology

University of Ulster

Northland Road

Londonderry BT48 7JL

Tel: 028 7137 5208

www.ulst.ac.uk
School of Human & Health Studies

University of Huddersfield

Queensgate

Huddersfield

HD1 3DH

Tel: 01484 422288

www.hud.ac.uk
School of Health, Natural & Social Sciences

University of Sunderland

Priestman Buiding

Green Terrace

Sunderland SR1 3PZ

Tel: 0191 515 2225

www.sunderland.ac.uk

Bibliography

A career in career guidance, ICG, 2003

Access to vocational guidance for people at risk of social exclusion, Dr Pamela M. Clayton, University of Glasgow, 1999

Career guidance: Making a difference, ICG, 2003

Career(s) Education in Schools in the United Kingdom and the Republic of Ireland, NICEC, 2002

Guidance policies in the knowledge society, CEDEFOP, 2004

Investing in a career: Prosperity for Citizens, Windfalls for Government, The Guidance Council, 2004

Survey of careers and guidance in British schools, National Association of Careers Guidance Teachers, 1999

The contribution of careers education and guidance to school effectiveness in ‘Partnership’ schools, M. Morris, P. Rudd, J. Nelson, D. Davies, Sheffield DfEE, 2000

The delivery of careers education and guidance in schools, M. Morris, M. Rickinson, D. Davies, National Foundation for Educational Research, 2001

The Guardian newspaper, 2004

The impact of careers education and guidance on young people in years 9 and 10: a follow up study, M. Morris, A. Lines, S. Golden, Sheffield: DfEE, 1999

Careers Wales Corporate Plan, Careers Wales, 2002-2005

Careers Scotland Schools Partnership Agreement, Careers Scotland, 2003/2004

In Focus, The Guidance Council, September 2003

