
Learning Unit 1: Future World of Work

WP5: FLOWS Practitioner Training



LEARNING OUTCOMES
By completing this Learning Unit, you will gain

Understanding of  the indicators of the future world of work 
How to develop yourself to be ready for the future world of work



AGENDA
LU1 – Future World of Work

1. Introduction to Future World of Work 

2. Mega-trends shaping the future of work

3. The nature of the future of work 

4. Investing in continuous learning 



THE FLOWS TRAINING FOR PRACTITIONERS

LU1: Future World of Work



LU1 – Future World of Work 
1. Introduction to Future World of Work

In more recent times, there are significant challenges associated with increased globalisation,
rapid technological progress and demographic change. In advanced economies, fears of
massive unemployment from automation and globalisation have been raised. Adjustment costs
could be significant and are likely to be borne more by the low-skilled and those currently
performing more routine tasks that are more likely to be automated. Combined with a general
increase in the demand for higher skills, these trends may lead to further increases in inequality.
Moreover, the new forms of work that are emerging raise serious concerns about the quality of the
jobs that are being created.

Resource: https://www.oecd.org/els/emp/wcms_556984.pdf
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LU1 – Future World of Work 
1. Introduction to Future World of Work

https://www.youtube.com/watch?v=EuDnSqAo784

You can watch the video to understand 
What is the future of work?

https://www.youtube.com/watch?v=EuDnSqAo784


LU1 – Future World of Work 
1. Introduction to Future World of Work

In 2023, the world's population will exceed 8 billion people and is expected to continue
growing until 2050. Despite the strain on resources, the growing population will also have an
impact on the labour market. On the one hand, there will be more people available to work, but
under current economic conditions there won't be enough jobs to support the growing workforce.
This lack of opportunities could potentially lead to rising unemployment, increasing social unrest
and rising levels of poverty.

Resource: https://www.aihr.com/blog/megatrends-shaping-hr/

https://www.aihr.com/blog/megatrends-shaping-hr/
https://www.aihr.com/blog/megatrends-shaping-hr/
https://www.aihr.com/blog/megatrends-shaping-hr/
https://www.aihr.com/blog/megatrends-shaping-hr/
https://www.aihr.com/blog/megatrends-shaping-hr/


LU1 – Future  World of Work
2. Mega-trends shaping the future of work

� Technological advances are making it
possible to automate an increasing
number of tasks traditionally performed by
humans. Initially, this automation focused
primarily on routine tasks (e.g. clerical
work, bookkeeping, basic paralegal
accounting, basic paralegal work and
reporting).

Source: Future of Jobs Survey, World Economic Forum



LU1 – Future  World of WorkCompetences
2. Mega-trends shaping the future of work
� Demographic change
Population ageing is also likely to lead to
important reallocations of labour and resources
across sectors and occupations as consumer
tastes change: demand is likely to shift from
durable goods (such as cars) to services (such as
health care). In countries with young and growing
workforces, the opposite is likely to happen as the
middle class expands and rapid urbanisation
takes place. Source: Future of Jobs Survey, World Economic Forum



LU1 – Future  World of Work
2. Mega-trends shaping the future of work
� Globalisation
The world economy is becoming integrated through trade at an unprecedented rate. The
rapid decline in communication and transport costs has not only facilitated the integration
of goods and services markets, but has also facilitated an accelerated pace of
technological diffusion.
These developments have been accompanied by innovations in the organisation of firms
that have allowed new trends in trade to emerge, including "trade in tasks" - global value
chains, production segmentation through offshoring and global outsourcing - all of which
allow distant economies to be integrated into the global market.

Rescource: https://www.oecd.org/els/emp/wcms_556984.pdf

https://www.oecd.org/els/emp/wcms_556984.pdf


LU1 – Future  World of Work
2. Mega-trends shaping the future of work

Young people should ask themselves the following questions in order to identify future
trends in the world of work

• What are the most important skills needed to succeed in the workforce of the future?

• Which of these skills can be effectively taught through online systems - especially those
that are self-directed - and other non-traditional settings?



LU1 – Future  World of Work
2. Mega-trends shaping the future of work

https://www.youtube.com/watch?v=NUYmTerOsCo

You can watch the video to
understand the skills for the future or
have a look at Learning Unit 2
(Future Competences).

https://www.youtube.com/watch?v=NUYmTerOsCo


LU1 – Future  World of Work
3. The nature of the future world of work

The nature of work is evolving rapidly, with trends such as remote work, the gig economy (a free
market system in which organisations and independent workers engage in short-term work
arrangements) and flexible arrangements becoming more prevalent. Understanding these
changes will help young people adapt to new work paradigms, navigate non-traditional career
paths and take advantage of opportunities for remote work and freelancing.



LU1 – Future  World of Work
3. The nature of the future world of work

Whereas in the past companies brought people to work, for example in large factories or industrial
centres, technological advances in recent decades are influencing a shift that brings work to
people, for example in more flexible long-term remote or hybrid models, and they are now
discovering and adopting better ways of working together, both physically and digitally.
The potential for remote and flexible working to increase productivity and promote a better work-life
balance, ensuring the freedom to work from different locations and choose flexible hours that suit
individual preferences and lifestyles.



LU1 – Future  World of Work
3. The nature of the future world of work
To understand what the future of work will look like, watch the video

https://www.youtube.com/watch?v=eH1fFdjzJAw

https://www.youtube.com/watch?v=eH1fFdjzJAw


LU1 – Future  World of Work
3. The nature of the future world of work
To understand the workplace of the future,
you can watch the video.

https://www.youtube.com/watch?v=jHNetehfW9w

https://www.youtube.com/watch?v=jHNetehfW9w


LU1 – Future  World of Work
4. Investing in continuous learning 
As young people face an uncertain future, they know one thing for sure: to keep up with a rapidly
evolving workforce, they need to evolve too. That's why young people need lifelong learning now
more than ever. Lifelong learning is the source of innovation, adaptability, agility and human
resilience, especially in rapidly changing contexts..

The visual  resource: https://www.educba.com/continuous-learning/
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LU1 – Future  World of Work
4. Investing in continuous learning 
The following are key tactics for fostering a culture of continuous learning:
• Set clear learning goals: Set specific, measurable and realistic learning goals. Whether learning a new

skill or expanding existing knowledge, clear goals provide direction and motivation.
• Adopt a growth mindset: Cultivate a mindset that values challenges and sees failure as an opportunity

to learn.
• Use technology for learning: Explore online courses, webinars and educational apps. Technology

provides flexible and accessible learning platforms that allow individuals to engage in continuous
learning at their own pace.

• Build a personalised learning plan: Tailor learning experiences to individual preferences and needs.
Create a plan that aligns with personal and professional goals, ensuring relevance and ongoing
motivation.



LU1 – Future  World of Work
Conclusion
Adaptability, flexibility, and continuous learning are almost like superpowers in the future
workplace. New technologies and approaches, as well as environmental or social movements,
require companies to change their policies and shift their priorities regarding employees. By
keeping up with your industry's trends and future technologies, you'll be more likely to thrive
while being unaffected by the changing business landscape.

So, be proactive, seek learning opportunities, and show your employer that you are committed
to your professional and personal growth.

Remember that change is unavoidable, and you should embrace it in order to navigate the
difficulties that come with it.



LU1 – Future  World of Work
Exercise: Discovering interests related to the future world of work
Participants are asked to discover their interests and commonalities and to understand the jobs of the future. 

First Step, visit the link https://www.simplilearn.com/highest-paying-tech-jobs-article
Second Step:  Think about the job you would like to have and answer the following questions:

• Key words or phrases describing what you are looking for ?

• How well does this match my skills and abilities?

• Key words or phrases describing the responsibilities of the position

• How well does this match my skills and abilities?

• Qualifications listed in the job description How well do I meet these qualifications?

• Notes about the job mission, salary, location

https://www.simplilearn.com/highest-paying-tech-jobs-article
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Learning Unit 2: 
Future Competences

WP5: FLOWS Practitioner Training



LEARNING OUTCOMES
By completing this Learning Unit, you will gain

Information on the key competences for the future world of work 
Practical information on how to put them into practice. 



AGENDA
LU2 – Future Competences

1. What are Key Competences?
2. The Key Competences of OECD 2030
3.   Cognitive and meta-cognitive skills 
4.   Social and emotional skills
5.   Practical and physical skills
6.   How can key competences be put into practice?



THE FLOWS TRAINING FOR PRACTITIONERS

LU2: Future Competences



LU2 – Future Competences
1. What are Key Competences?
Today's societies place high demands on the individual, who is confronted with
complexity in many areas of his or her life. In terms of the key competences that
individuals need to acquire, what do these requirements mean? Achieving success in the
workplace requires the right set of skills and competencies in today's and tomorrow's
dynamic environment and identifying and cultivating the essential skills necessary for a
successful career.



LU2 – Future Competences
2. The Key Competences of OECD 2030

The OECD Learning Compass 2030 distinguishes three types of skills:
1. Cognitive and meta-cognitive skills, including critical thinking, creative thinking, learning
to learn and self-regulation
2. Social and emotional skills, including empathy, self-efficacy, responsibility and
collaboration
3. Practical and physical skills, which include the use of new information and
communication and communication technologies.
The resource: https://www.oecd.org/education/2030-project/teaching-and-learning/learning/skills/Skills_for_2030_concept_note.pdf
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LU2 – Future Competences

Skills

Attitudes Competences

Knowledge

Values

Skills are part of a holistic concept of competence that
involves the mobilisation of knowledge, skills,
attitudes and values to meet complex demands, and
are the ability and capacity to carry out processes and
use one's knowledge responsibly to achieve a goal.

2. What are Key Competences?



LU2 – Future Competences

• Attitudes refer to how someone feels about something. 

• Behaviors refer to how someone acts.

• Knowledge refers to a theoretical or practical 

understanding of a subject.

• Values refer to individual beliefs that motivate people to 

act in one way or another. The source of the image: www.freepik.com

2. What are Key Competences?

http://www.freepik.com/


LU2 – Future Competences

Metacognitive skills are the soft skills you use to monitor and control your learning and 
problem-solving processes, or how you think about thinking. 
a) Goal Setting

b) Planning and organizing

c) Concentration

d) Problem solving

.

3. Cognitive and meta-cognitive skills



LU2 – Future Competences

a) Goal Setting
One of the most important metacognitive skills is
knowing how to set goals - recognising what your
ambitions are and refining them into manageable
and achievable objectives. The SMART Goals
framework can a good place to start because it
goes deeper into what you know you can
realistically achieve. SMART goals stand for
Specific, Measurable, Achievable, Relevant and
Time-Bound.

The resource of the visual image: 
https://launchspace.net/blog/smart-goals/

3. Cognitive and meta-cognitive skills
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LU2 – Future Competences

b) Planning and organising

Planning is an essential example of metacognition
because it involves mapping out the route to reach
your goal, and identifying and gathering the
specific strategies, resources and support
mechanisms you'll need along the way to help the
learners learn new things.

The resource of the visual image: https://eihr.substack.com/p/the-
strategic-planning-process

3. Cognitive and meta-cognitive skills
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LU2 – Future Competences

• Planning and organising

The resource of the visual image : https://www.usemotion.com/blog/organizational-skills

Organisational skills are tools you can use
to stay focused and efficiently prioritise
your responsibilities.
Practicing organisation in your day-to-day
activities can help you manage your
workload and equip you with the tools and
strategies you need to succeed in any
role.

3. Cognitive and meta-cognitive skills

https://www.usemotion.com/blog/organizational-skills
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LU2 – Future Competences

c) Concentration
Concentration allows you to fully engage with
the information you're processing and retain
new knowledge, and it requires a high level of
mental fitness, which you can develop through
metacognition.
Developed by Francesco Cirillo in the late
1980s, the Pomodoro Technique is a
structured method consisting of processes,
tools, principles and values. It can significantly
increase your focus and productivity.

The resource of the visual image:
https://luxafor.com/pomodoro-technique-time-management-life-hack/

3. Cognitive and meta-cognitive skills
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LU2 – Future Competences

d) Problem solving
Problem-solving skills are skills that enable people
to deal with unexpected situations or difficult
challenges at work. Problem solving, both at work
and in learning, begins with recognising the
problem, analysing the details and considering
possible solutions.

The IDEAL problem solving method is one way to
teach diverse learners how to better approach
difficult situations. The resource of the visual image: https://almbok.com/problem/problem

3. Cognitive and meta-cognitive skills

https://almbok.com/problem/problem


LU2 – Future Competences
4. Social-emotional Skills

Robert Plutchik's Wheel of Emotions is a conceptual framework
that categorises human emotions into a wheel structure. The wheel
outlines eight primary emotions - joy, trust, fear, surprise, sadness,
disgust, anger and anticipation - and asserts that each has a polar
opposite. Take, for example, joy versus sadness.

The resource of the visual image: 
https://en.wikipedia.org/wiki/Robert_Plutchik

The concept of socio-emotional aspects refers to a person's
initiating, nurturing and responding to others in order to form
relationships with other people in their lives. Socio-emotional skills
are your body's way of telling you what is going on, and an
important part of knowing your emotional experience is
understanding which part of your body is activated by a particular
emotion.

https://en.wikipedia.org/wiki/Robert_Plutchik


LU2 – Future Competences

Social-emotional skills at work
Social-emotional learning makes people aware of their work environment and how their skills can help
them better set personal goals.Here are some ways you can practice social-emotional skills at work:
ü Practice listening to colleagues
Sometimes a colleague may need a moment to talk about a problem or just tell you about their day.
When this happens, listen carefully and try to gauge their emotions. This can help you improve your
emotional awareness and enable you to respond more directly to their needs.
ü Verbalise how you're feeling
If you're having trouble understanding your feelings or emotions during a workday, consider talking
about them out loud. Whether you're telling someone else or just yourself, verbalising your feelings can
help you process and manage them.

4. Social-emotional Skills



LU2 – Future Competences

ü Accept emotions and review behaviours
This two-step process involves first accepting and understanding the emotions behind a
behaviour or action, and then checking that the behaviour was an acceptable response to the
situation. If you're analysing yourself, this process can be a great way to manage your
emotions at work if you're feeling stressed or anxious. If you're analysing a colleague's
response to a situation, accepting their emotions can be an important first step before
approaching them in a respectful way.
ü Focus on empathy
If you're frustrated with a colleague at work, try looking at the situation from their perspective.
This can make you more empathetic and help you understand their actions.

4. Social-emotional Skills
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5. Practical and physical skills
Practical skills demonstrate a candidate's ability to solve real-life challenges, to work effectively
in a team and to adapt to a dynamic work environment., and typically refer to the skills that
employees acquire to perform their jobs efficiently and include interpersonal, physical, creative,
hard or soft skills.

Digital literacy
v

This skill involves the use of computers and technology such
as mobile devices, social media platforms and the internet,
to communicate or store and share information.
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Speed reading

Speed reading typically means
understanding or absorbing
documents quickly

Public speaking

Leadership skills are essential to
oversee the efficiency and
productivity of a team efficiently.

Leadership skills

Public speaking is an important form
of communication because it can help
you make connections and influence
decisions in an organisation.

5. Practical and physical skills
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Writing skills

Writing skills enable
professionals to communicate
their ideas through written
words.

Communication

This is the ability to receive and convey
information effectively. Acquiring this skill can
enable you to understand information
accurately and quickly. Communication skills
often involve active listening, public speaking
and giving feedback.

Public speaking

Social media is an
effective marketing tool
that can help a business
maximise its reach and
improve engagement.

5. Practical and physical skills
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Physical skills are the accuracy and consistency of how we use our bodies to
perform tasks, and typically refer to the skills that employees acquire to perform their
jobs efficiently.

Driving & Reading maps Gardening & Basic Botany Sports Cooking



LU2 – Future Competences

Source: Complete Wellness Solutions. Completely Well 
Newsletter, November 2023.

The Physical Activity Pyramid is a guide to help people
plan their physical activity so that it becomes an easy,
routine part of their daily lives. The aim of the Physical
Activity Pyramid is to gradually increase the amount of
physical activity you do and reduce the amount of time
you are inactive, which can help people improve their
physical skills.
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Experiential learning is the process of acquiring new skills through education, work or life
experiences. Experiential learning is an immersive, participant-centred, active approach to
learning that engages experiential learners of all ages, backgrounds and levels of experience in
an emotionally engaging learning experience.

Kolb's experiential learning theory (David Kolb, 1984) defines experiential learning as "the
process by which knowledge is created through the transformation of experience. Knowledge
results from the combination of capturing and transforming experience". The Kolb Learning Cycle
has 4 stages.

6. How can key competences be put into practice?
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https://www.simplypsychology.org/learning-kolb.html

Stages of Kolb's experiential learning theory
1.Concrete experience - the learner encounters a concrete experience. This
may be a new experience or situation, or a reinterpretation of an existing
experience in the light of new concepts.

2.Reflective observation of the new experience - the learner reflects on the
new experience in the light of existing knowledge. Of particular importance are
any inconsistencies between experience and understanding.

3. Abstract conceptualisation - reflection produces a new idea or modification
of an existing abstract concept (the person has learned from their experience).

4. Active experimentation - the newly created or modified concepts give rise to
experimentation. The learner applies their idea(s) to the world around them to
see what happens.

The resource of the visual image

https://www.simplypsychology.org/learning-kolb.html
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Use the GROW model to identify what skills/competencies do you need to work on to achieve your 

professional goal. 

The GROW model was originally developed in the 1980s
by business coaches Graham Alexander, Alan Fine, and
Sir John Whitmore. GROW stands for:
• Goal
• Current Reality.
• Options (or barriers).
• Will (or Way Forward).

Exercise: The GROW model
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Learning Unit 3: 
The FLOWS counselling process

WP5: FLOWS training for practitioners



AGENDA
LE 3 - FLOWS counselling process

1. What is the FLOWS tool?
2. The application of the FLOWS tool
3. FLOWS tool development
4. FLOWS process model and analysis
5. FLOWS competences
6. Exercise



LEARNER OUTCOMES
This learning unit provides the following:

1. Understand the development and background of the FLOWS tool and how the tool can be used in practice.

2. Understand the theoretical background and key concepts that support the FLOWS tool.

3. Learn about the assessment process and how they can help overcome some of the issues and concerns your 
organisations and participants face in a rapidly changing world of work.

4. Learn how to use the tool to help participants recognise their own competencies - already acquired in everyday 
life. 

5. Decide when it is bestto use the tool in the counselling process.



What is the FLOWS tool?
A tool to help young people identify and develop their transversal skills to facilitate their 
integration into the labour market:

An interactive, animated questionnaire with videos and audio recordings. It asks 
participants how often they carry out various activities in everyday life.
The focus is on recording skills through everyday activities that are also relevant to 
the world of work.
As a result of the interaction with the tool, a summarised report on hidden strengths 
and talents is created.
The report shows the three greatest strengths of the participants in four overarching 
categories.



Context and theories behind the FLOWS tool
According to Colardyn & Bjornavold (2004), the assessment of non-formal and informal learning relies heavily on 
standards. The measurement tools developed should fulfil the requirements of reliability, validity and quality. 

Social cognitive career theory (SCCT) states that individuals are directly and vicariously exposed to a variety 
of career-related activities at school, at home, and in their communities during childhood and adolescence 
and throughout their lives.

Through continuous activity, practice and feedback, people hone their skills, develop personal standards of 
performance, develop a sense of their effectiveness at specific tasks and thus acquire valuable 
competences.



Context and theories behind the FLOWS tool

People are most likely to develop interest in activities in which they feel effective and from which they 
expect positive outcomes. When people develop interest in an activity, they are also likely to develop 
goals to maintain or increase their engagement. 

Further activities lead to experiences of coping or failure, which in turn help to review self-efficacy, 
outcome expectations and ultimately interests in an ongoing feedback loop.



The additional benefits of the FLOWS tool
The FLOWS tool aims to strengthen the individual's self-efficacy, resilience 
and motivation to perform.

Through a positive feedback dialogue, the individual is shown the skills, abilities and knowledge 
from daily life.
The feedback profile, which is presented and discussed with beneficiaries after completing the 
questionnaire, links the individual's day-to-day learning to specific work environments and tasks. 

"People's beliefs about their abilities have a profound influence on those abilities."
- Albert Bandura (1994)



Target group in the FLOWS project
People who have difficulties gaining a foothold in the labour market. 

People with a low level of 

education 

Lack of suitable work experience 

Socially disadvantaged people 

Single parents 

Ethnic minorities 

Recovering drug users 

Early school leavers

Long-term unemployed 



Group exercise: Everyday skills

1. In groups, compile a list of two everyday activities. 

1. Look at the activities and list the tasks associated with each activity.

3. what skills do you need to fulfil the tasks?

4. Tick the activities that you have learnt outside of school/study or the 
work environment.



FLOWS tool development (1)
1. Country research focussing on the future world of work and the development of soft skills

2. Country-specific focus groups - users and counsellors

3. Everyday tasks - questionnaire and analysis

4. Development of competences for the FLOWS tool

5. Development of FLOWS reports

6. Development of the platform

7. Training for FLOWS practitioners

8. Integration and translation of the tool

9. Evaluation of the tool



FLOWS tool development (2)
The country research on the world of work and the focus groups with young people on their access to the labour market revealed 
important areas of development that should be considered in guidance, such as learning/work and communication, but also care, 
well-being, shopping, leisure and travel. In addition, young people develop many skills in areas such as the use of technology and 
media use.

During the research phase, the partners also highlighted the transversal or soft skills that are relevant for employers and the labour 
market and that are not necessarily developed through formal education or a certified degree, such as creativity, adaptability, 
time management, problem solving, conflict resolution, teamwork, integrity, self-awareness, empathy, resilience, active 
listening and many others...

The next challenge was to create a list of cross-cutting competences to be measured with our FLOWS tool that are related to the 
areas mentioned above. Therefore, the partnership decided to summarise them into the OECD's four main categories or macro-
competences: Creating New Value; Taking Responsibility; Managing Tensions and Dilemmas; Communication. Although most of 
the skills or sub-competences have been assigned to one category only, some can be repeated in more than one category, such as 
creativity and problem solving, as they are equally important for both macro-competences.



Process model methodology

Mainte
nance

Purchasing

Use of media

Leisure and 
travelling

Learning/
Working

Use of technology

Personal care and 
well-being

Communication

Different types 
of activities Analysis

Career 
match

Creating 
new values

Taking 
responsibility

Reconciling 
tensions and 

dilemmas

Communication



Task analysis... The matrix 

The matrix is made up of the following components:

4 overarching categories: Creating new values; Taking responsibility; Balancing tensions and 
dilemmas; Communication

44 sub-competences: 10-12 per category 

8 areas: Shopping; Caring; Media use; Leisure & travel; Learning/working; Use of technology; 
Personal care/well-being; Communication

73 Everyday activities: 6-14 per area

4 experts determined the average values and then the significance value for each activity in order to 
weigh the value of the answers (Never, Not very often, Sometimes, Often, Very often)



Analysing the tasks... Psychometrics
The data sheet was used to assess the "importance level" of each competency 
within each activity and the frequency of the activity.

For each activity, a line was filled in the data sheet to analyse the extent to which 
each competency was required to perform the activity.  

This was done by four "raters" from across the partnership who (individually) rated 
each task against each of the 44 sub-competences to determine whether the task 
addressed the competence.

At the same time, each sub-competence is represented by a series of activities in 
the tool, adjusting its weight so that it is equally likely to be highlighted as a top 
competence for the participant. 



How was the matrix constructed?
Each activity was evaluated with regard to the individual key competences as follows: the key competence is not 
required for carrying out the activity (0); key competence is required, but only to a small extent (1); key competence is 
required (2).

An example: The task "Planning time - shopping" was analysed: For each competence (column), a number between 0 
and 2 was entered in the row for "Planning time - shopping".

While sub-competences such as "Resilience" or "Active listening" were rated 0 for this activity, others such as "Time 
management" or "Agility" were rated 2, while the values for another activity such as "Helping or volunteering in my 
community" could be rated exactly the opposite.

The Excel spreadsheet then became a matrix indicating how much (not at all - a little - a lot) of each competency is 
required to perform that activity based on the agreed competencies for a future world of work. 

This information will feed into the analysis of the data following the piloting of the FLOWS tool. 



FLOWS competences
The definition of "FLOWS competences" is based on:

1) OECD Future of Education and Skills 2030 - Conceptual Learning 
Framework:  TRANSFORMATIVE COMPETENCES FOR 2030 
2) FLOWS WP2 research results, categorised by the following themes: 

Creating new values

Taking responsibility

Reconciling tensions and dilemmas

Communication



FLOWS competences (2)
Transformative competences can be seen as generic competences that help learners to navigate a range of different 
situations and experiences (Grayling, 2017[1]). In this sense, they are highly transferable: These skills can be used 
throughout life. 

The ability to deal with uncertainty, to develop new attitudes and values and to act productively and meaningfully even 
when goals shift remains, for the time being, a uniquely human skill (Laukonnen, Biddel and Gallagher, 2018[2]). 

Digitalisation in the workplace cannot compete with people's ability to create new value, balance tensions or take 
responsibility. These skills are increasingly needed in societies that are becoming more diverse and interdependent as 
they develop.

For example, it is less likely that jobs requiring creative intelligence will be automated in the coming decades (Berger, T. 
and Frey, B., 2015[3]). 

Dealing with tensions and dilemmas requires reading and understanding complex and ambiguous contexts - a skill that 
cannot (yet) be easily programmed into an algorithm. 



The FLOWS 
competences 



Example - Creating new values: Flexibility
Definition: Openness to change and diversity in the workplace or in everyday life.

Example tasks: (from everyday life)

You enjoy taking new paths on your daily walk and trying out new products in the supermarket when your usual brand is not available.

Everyday activities 

Searching for items on mobile devices; organising activities (sometimes via social media); interested in learning new skills or doing something 
(crafts, hobbies, etc.)

Example environment: 

Theatres, outdoors, changing locations daily, non-traditional work environments, art centres, rapidly changing environments, IT

Sample jobs: 

Retail sales, project work, start-up companies



The application of the FLOWS tool in career 
counselling

LU3: Entire counselling process



Using the FLOWS tool (1)
For disadvantaged jobseekers - without good education and work experience - it can be difficult to 
document the skills they have developed over the course of their lives. 
This is all the more true as disadvantaged jobseekers may not have a work history to fall back on.
Organisations working with these target groups often find it difficult to identify and measure skills that 
have been developed informally rather than formally and are therefore unable to get a clear picture of 
a person's skills and abilities. 
However, these competences are very important and are often transferable to the workplace, 
education and training. The lack of identification of these competences can have an impact on how we 
perceive and support participants in the counselling process.



If you are not aware of the skills, knowledge and abilities you have acquired, you cannot recognise 
and present them as valuable for your own development. 

This is one reason why disadvantaged people often end up in low-paid, low-income jobs with 
few opportunities for advancement or further training, or find themselves in training 
programmes for which they are not suited. 
The FLOWS partnership recognises that individuals have developed hidden skills, abilities 
and different knowledge bases through non-formal and informal learning that could be a 
good stepping stone for them.
The FLOWS tool provides jobseekers with an objective measurement tool to help them 
discover their hidden strengths and skills. 

Using the FLOWS tool (1)



FLOWS as a process of meaning-making (1)
Guidance practice is often seen as a 'learning' relationship in which participants are supported to 
explore themselves in a holistic process, e.g. in personal, social and professional terms. 
Most systems are based on participants being aware of their skills and abilities, being able to 
demonstrate them through their education and work experience and finally documenting them in 
their CV. 
The process of self-assessment by the participants is important. This includes interests, skills, 
values, aptitude, professional and educational experience.



FLOWS as a meaning-making process (2)
Tools and resources such as FLOWS support the individual in self-assessment and provide 
evidence of what has been learnt. The FLOWS tool emphasises learning through everyday 
situations. These can be documented and therefore utilised.
Looking back on the individual's experiences not only strengthens self-esteem and self-
efficacy, but also reveals further possibilities for future training and career opportunities.
FLOWS offers a methodology that enables disadvantaged people to objectively assess and 
visualise their hidden skills, abilities and knowledge, thereby raising their awareness. 



Exercise: Discuss in the group

• Which career counselling methods do you use and is 
there a link between FLOWS and one of these 
methods?

• When is it best to use FLOWS?
• When should FLOWS not be used?
• Is there an area where you need support when using 

the FLOWS tool?



Example process in employment counselling

FLOWS TOOL
Desired results

1. Strengthening of self-confidence

2. Improved self-esteem

3. Increased self-efficacy

4. Resilience on the labour market

Outline your current counselling 
process and determine at which 
step you would like to use the 
FLOWS tool.



The MEEG process may provide 
you and your organisation with 
interesting ideas.



Thank you for your attention!





Learning Unit 4: 
Tutorial on how to use the FLOWS Tool

WP5: FLOWS Practitioner Training



LEARNING OUTCOMES
By completing this Learning Unit, you will gain

An understanding of FLOWS Online Platform development and background and how 
this tool relates to the Guidance Process.
Know how to use the FLOWS Online Platform as a Client
Know how to use the FLOWS Online Platform as a Practitioner



AGENDA
LU4 – Tutorial on how to use the FLOWS Tool

1. What is the FLOWS tool? 
• Intro
• Guidance Process with FLOWS Online Tool
• FLOWS Online Structure 
• Minimum Requirements
2. Testing FLOWS Platform as a Client
3. Testing FLOWS Platform as a Practitioner



What is the FLOWS tool? 

LU4: Tutorial on how to use the FLOWS Tool



The FLOWS Online PLATFORM
• An interactive animated questionnaire with voice audios; it asks participants
how often they do various everyday activities

• Focuses on capturing relevant competencies through everyday activities,
which are needed in the new world of work

• A summary report of hidden strengths is generated
• The report shows a participant’s strengths from everyday life



WP4 - The FLOWS Online Platform
• will develop an online e-learning like platform which will have the capacity
to host the project tool content as developed in WP4…(FLOWS Submitted
Application)

Main tasks:
1. Review and analysis of the technical aspects of the FLOWS tool.
2. Adaption of project tool framework if possible - particularly with regard to multiple language

versions.
3. Agreement on the medium for the FLOWS tool e.g. animation, game-like, mobile tech.
4. Design and development of graphics, voice-overs, text etc.
5. Design and development of scoring system and scoring output - a database managed scoring

system and a database managed reporting system
6. Ensure built in security system for confidentiality and GDPR compliance



1. WELCOME 
AND 

INFORMATION

2. INITIAL 
PERSONALIZED 
ASSESSMENT 

AND 
IDENTIFICATION 
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3. CAREER 
EXPLORATION4. CAREER 

DECISION 
MAKING

5. CAREER 
PLANNING AND 

IMPLEMENTATIO
N

6. ONGOING 
SUPPORT/FOLL

OW-UP

ENABLING EMPLOYMENT GUIDANCE PROCESS 
WITH FLOWS ONLINE TOOL



Significant 
Rates

Piloting 

Neural 
Network?

Care

Shopping

Media Usage

Leisure and Travel

Learning/Work

Use of Technology

Personal Care and Wellbeing

Communication

Various types 
of activities

Career 
Match

Creating 
New Value

Taking 
Responsibility

Reconciling 
Tensions and 

Dilemmas

Communications

OECD Future of Education and Skills 2030 - Conceptual learning 
framework: TRANSFORMATIVE COMPETENCIES FOR 2030

Everyday Activities

Task
Analysis

Organisation for Economic Co-operation and Development

FLOWS - Model Methodology Process 



FLOWS - Platform Development Process

A process is any activity or set of activities that use 
resources to transform inputs into outputs.

Outputs 

FLOWS Online Platform

Inputs
Information:
• FLOWS Project
• FLOWS Project WPs (WP1, 

WP2, WP3, WP4, WP5)
• New Technologies
• Minimum Requirements

Time=24 months

ISO 9001

FLOWS Career Exploration
Platform Development Process

https://dev.flows-project.eu/

Client Task with 73 
animations about everyday 
activities
Task Analysis on 44 
Competencies grouped in:
• Creating New Value
• Taking Responsibility
• Reconciling Tensions 

And Dilemmas
• Communication



CAREER EXPLORATION WITH 
FLOWS ONLINE TOOL – 4 LANGUAGES

73 animations about everyday activities

44 Competencies Grouped in 4 Macro Categories 

Process of Task AnalysisClient Task/Assesment



FLOWS Tool  – Minimum requirements
• Operating System:
• Browser:
• Screen Resolution: min 1024x768 for Desktop
• Internet connection
• Sound Active
We recommend Chrome or Edge



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Client
-login with user/pass from 
practitioner 

FLOWS Task
-take assig. Task
-view results

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

Create New 
Client

Administration
-view practitioners list

Create Report
-list of taken tasks for all 
clients

FLOWS 
Organisation 

2

FLOWS 
Organisation 

N

https://dev.flows-project.eu/en/

Platform – Structure



Testing FLOWS Platform as a Client

LU4: Tutorial on how to use the FLOWS Tool



FLOWS Online Platform - Demo testing

https://dev.flows-project.eu/

https://dev.flows-project.eu/
https://dev.flows-project.eu/
https://dev.flows-project.eu/


FLOWS 
Platform 

EN

FLOWS 
Organisation:

Client
-login with user/pass from 
practitioner 

FLOWS Test
take assig. Test
view results

https://dev.flows-project.eu/en/

FLOWS Online Platform – Client login

User name and Password should be provided 
by a practitioner!

FLOWS-Practitioner_Training



FLOWS 
Platform 

EN

FLOWS 
Organisation:

Client
-login with user/pass from 
practitioner 

FLOWS Task
-take assig. Task
-view results

FLOWS Online Platform – Client Interface

FLOWS-Practitioner_Training

One task is assigned for the Client by practitioner!
Click on the FLOWS Picture and start a Task!

https://dev.flows-project.eu/en/



FLOWS Online Platform – Client - Playing the Task - Intro

Intro Animation with Sound



FLOWS Online Platform – Client - Playing the Task - Intro

Intro Animation with Sound



FLOWS Online Platform – Client - Playing the Task - Intro

Intro Animation with Sound



FLOWS Online Platform – Client - Playing the Task - Intro

Instructions with Animation and with Sound



FLOWS Online Platform – Client - Playing the Task - Intro

Replay or Skip the Intro



FLOWS Online Platform – Client Task – Categories Menu

8 Categories Available
Minimum 6 Categories Should be Completed!



FLOWS Online Platform – Client Playing one category

5 Possible Answers
Click one of them!

If necessary, Replay



FLOWS Online Platform – Client Task – Categories Menu

1 Category Completed!



FLOWS Online Platform – Client Playing another category

5 Possible Answers
Click one of them!

If necessary, Replay



FLOWS Online Platform – Client Task – Categories Menu

2 Categories Completed!



FLOWS Online Platform – Client Task – Categories Menu

6 Categories Completed!
We may finish the task or continue!

CLICK!



FLOWS Online Platform – Client Task – Finishing with Congrats!

Congrats will appear for a few secs



FLOWS Online Platform – Client Task Interface with Results

1 Task Completed
You can Log Off and contact your practitioner!

CLICK!



FLOWS Online Platform – Client Interface with a new Task

A new Test was assigned by Practitioner!
You can see also previous log results!



Action Exercise: Play Client Role – take a task!
1. Based on login data provided before the training, we strongly recommend 

you to take minimum 1 task of the FLOWS assessment tool in advance as 
CLIENT (person who needs guidance).

1. If you already completed a task then please take another one BUT try to 
answer  to all activities as you may have no constrains – only from 
perspective if you would like to do them or not 

1. Did you identify any activity where you may answer differently? Which one 
and why? 

1. What additional recommendations would you address to a client when 
taking a new task using FLOWS platform?



Testing FLOWS Platform as a Practitioner

LU4: Tutorial on how to use the FLOWS Tool



FLOWS ONLINE TOOL
Characteristics

Set of questions Delivered in a systematic 
way

Contains items that tap 
into the underlying skills 
(often hidden/ 
unrecognised)

Consistent measurement 
– competencies within 
each activity



44 Competencies grouped in 4 
Macro Categories 

FLOWS Competencies



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view client list

Client Task
-view completed tasks 
results
-view /add open task

Create New 
Client

Administration
-view practitioners list

Create Report
-list of taken tasks for all 
clients

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass 
from Org. Admin 

FLOWS Online Platform – Practitioner login

User name and Password should be provided 
by an Organization Admin

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass 
from Org. Admin 

Clients
-view client list

FLOWS Online Platform – Practitioner – Client List

Pages with list with all clients from the 
Organization

CLICK!

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

FLOWS Online Platform – Practitioner – Client Tasks

List of tasks compleated or open for the Client
You can assign another Test

CLICK!

Edit Client Details or 
Delete

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

Practitioner – Client Task Results – Top 3/X

Top 3/X
Competencies for 

each 
Macro Category

CLICK!

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

Practitioner – Client Task Results – Raw data

Raw data
List with all recorded 
answers for 73 items 

of the Test This Category was not compleated and it has no answers

This Category was compleated and it has answers

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

Practitioner – Client Task Results – Raw data

Raw data
List with all recorded 
answers for 73 items 

of the Test

CLICK!

This Category was compleated and it has answers

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

Practitioner – Client Task Results – Raw data

Dashboard
Lists 4 Macro 

Categories and its top 
3 micro competencies 

CLICK!

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass 
from Org. Admin 

Clients
-view clients lists

FLOWS Online Platform – Practitioner – Client 
List

Adding New Client

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Clients
-view clients lists

Client Tasks
-view completed task 
results
-view /add open tasks

Create New 
Client

FLOWS Online Platform – Practitioner –
New Client

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Administration
-view practitioners list

FLOWS Online Platform – Practitioner –
Administration

List with practitioners 
from Organization

https://dev.flows-project.eu/en/



FLOWS 
Platform EN

FLOWS 
Organisation 

1 

Practitioner
-login with user/pass from 
Org. Admin 

Administration
-view practitioners list

FLOWS Online Platform – Practitioner –
Administration

Create report with
taken tasks for all 

clients 

https://dev.flows-project.eu/en/



FLOWS produces reports that enables discussion …



FLOWS produces reports that enables discussion …



FLOWS produces reports that enables discussion …



FLOWS produces reports that enables discussion …



What 
does this 
mean for 
FLOWS 
use

Descriptive analysis of the pilot 
population 
Established levels of reliability

Established levels of validity

Factors underpinning the tool

Enable greater quality and usefulness 
of the tool



LEARNING UNIT 4: RESOURCES
References (books, articles, reports, links)

https://dev.flows-project.eu/

https://gs.statcounter.com/browser-market-share/all/europe

FLOWS Learning Unit 1: Future World of Work

FLOWS Learning Unit 2: Future Competences

FLOWS Learning Unit 3: Whole Guidance Process



Action Exercise: Analyze your tasks  
1. Based on login data as practitioner provided during the training identify and 

analyze Top3/x Reports for your tasks

1. There is any difference of the report Top3 between the tasks? How 
relevant is it?

1. What additional recommendation/advise would you add now for you clients 
before taking a task?





Learning unit 5: 
Carrying out the counselling & 

analysing the report
WP5: FLOWS training for practitioners



AGENDA
LO 5 - Counselling interview and report

1. preparation
• Adapt the language and intervention to the participants - we are not all the same.
• Gather background information and past experiences.
• Set realistic expectations for the counselling session.

2. conducting the counselling session
• Look for suitable times and rooms to conduct the counselling session.
• Consider the counselling session as a tool for self-awareness.
• Explain the FLOWS tool, its possibilities and limitations.

3. feedback
• Provide interactive, dynamic, positive and constructive feedback.
• Link the results to training and/or employment opportunities.



LEARNER OUTCOMES
By completing this learning unit, you will gain an understanding of the structure of counselling 
sessions:
- What background information you need to gather to conduct the counselling session.
- How to prepare the counselling session and use the tool's report.
- How to inform participants about the results obtained in the report?
- How to link the results to training and/or employment opportunities?

You will also be able to
- Tailor the counselling session to the participants
- Interpret the results independently
- Provide interactive, dynamic, positive and constructive feedback
- Link the results to training and/or employment opportunities



FLOWS TRAINING FOR PRACTITIONERS

LO 5: Conducting the consultation and analysing the report



Preparation (1)
Before the start of the consultation:
1. Find a quiet and comfortable place to conduct the introductory meeting.
2. Adapt your language and approach to the participant in order to build trust and ensure 

clear communication. And don't forget: listening is key!

*It is important that participants feel safe to speak honestly about
past experiences, whether positive or negative.



Preparation (2)
Gather background information:

1. Identify areas of career uncertainty and participants' strengths or talents.
2. Talk about educational or career options that participants have thought about...
3. Discuss background information in detail.
4. Inquire about previous "assessment" experiences and show empathy.
5. Make a note of any important information you have gathered so that you can 

address these points during the counselling sessions.



Preparation (3)

1. Encourage participants to formulate three or four questions/goals they would like to discuss in relation to their 
career. 

2. Ask the participant to discuss any barriers they see in relation to education, training or employment.
3. If necessary, ask further questions about specific causes for external reasons that cannot be influenced by the 

participant's actions/will. 
4. If the participant is struggling to ask questions, try to recognise and clarify the broad outlines of their professional 

problems or concerns.
5. This is a good time to show empathy and reflect on feelings. Check the participant's understanding and ask them to 

rephrase their questions to create a satisfactory list.   
6. Write down the three or four questions you will work on in the future. 

Set realistic expectations for the orientation session



Preparation (4)
Career counsellors should consider these points:

1. Do you have a good understanding of the participants' background?
2. Have you planned enough time for preparation?
3. Have you ensured that the client has understood the process?
4. Have you explained to the client how the information will be used and have you obtained 

their consent?



Carrying out the survey (1)
Before you start the survey:
1. Find a quiet and comfortable place for the interview and make sure that you provide all the necessary 

resources for the participants: PC/Internet, headphones, quiet, privacy, etc.

2. Make participants aware of how the information obtained will be used.

3. Consider the survey as a tool for self-knowledge and not as a "test". It is about everyday activities and 
competences and therefore there are no right or wrong answers.

4. Explain how important it is to be honest when answering the questions to ensure the validity of the results.

5. Explain to participants the process after the survey: you will analyse the results together to find the best 
options.



Carrying out the survey (2)
Explain the FLOWS tool, with all its possibilities and limitations

1. Although we aim for spontaneous interaction in the survey, it is important to give a brief explanation of the 
tool: categories asked for, activities and their relation to specific competences. 

2. Explain the purpose of the FLOWS tool and ask participants to describe what they hope to gain from 
completing the assessment.

3. Listen to any questions participants have about the tool (including practical questions) and address them 
before they start the survey.

4. Include participants' questions in the feedback session.



Participants work with the FLOWS tool



Feedback (1)
Counselling session after working with the FLOWS tool

1. Watch this short TedTalk on "The secret to giving good feedback" (Renninger, 2020): 
https://www.youtube.com/watch?v=wtl5UrrgU8c 

2. Pay attention to possible fears in connection with the assessment results
3. Emphasise the interactive nature of the feedback session and encourage participants to 

actively participate.
4. Remind participants that there are no right or wrong answers and that the evaluation of the 

survey is only ONE source of information to get closer to finding suitable employment.

https://www.youtube.com/watch?v=wtl5UrrgU8c


Feedback (2)
Consent of the participants

1. Explain that the results can be a good decision-making aid.

2. clarify how and where the report will be stored and for how long

3. observe the GDPR and the data protection guidelines of your organisation 

4. point out to the participants again that they can withdraw their consent at any time. 



Feedback (3)
FLOWS tool for practitioners: Where to find the participants' results
Example test account in EN: https://dev.flows-project.eu/
User name: flowstestpractitioner
Password: flowspractitioner2023

You will receive your personal account for the 
German version during the training. 

Click on the completed tasks, as shown in the illustration, to access the 
report. 
In the report you will see the summary of the results, starting with the 3 
highest rated competences for each macro category. Then go through 
these top 3 competences (last column), but also note the competences 
ranked below.

https://dev.flows-project.eu/
https://dev.flows-project.eu/
https://dev.flows-project.eu/
https://dev.flows-project.eu/


Feedback (4)
The FLOWS Tool Report provides 2 types of information:

• Top 3: Shows the three competences for each macro-competence that someone - according to the survey -

has developed the most. It also contains a description of each competency as well as the activities and job 

opportunities associated with it.

• Raw data report: Contains the list of questions to which the user has responded, with the date of completion, 

the answer chosen, the score awarded for that answer and the time taken to respond.



Report
Here is an example of an 
Irish report.

The top 3 competences 
are highlighted in the last 
column. 

In this case also a 4th 
competence, as this is 
very close to the top 3.



Report

Put things in perspective:

Here you can see the results of 
the macro-competence
"Communication".

Focus on the positive aspects and 
point out that competences ranked 
further down can also have a high 
score.



Report
Emphasise how important
transversal skills are, 
such as "dealing with difficult 
situations", and try to 
encourage participants to think 
about 
how and when they acquired 
important competences, such 
as 
"conflict resolution".



Report
Don't forget: all these skills and 
competences have been learnt in 
everyday life, but are of great importance 
in the working world!

For example, the more your participant 
"plans events for friends", the more 
experience she has already gained in this 
area. 
Perhaps you would make a good event 
manager?



Time for an exercise:
Use the results of your own report to get a feel for a feedback session.

1. What was your first impression of the FLOWS tool?

2. Did you find the introduction and the process clear or did you have difficulties with the input? 

3. Share the results of your own test with your seat partner and try to make good suggestions or highlight the other 
person's key findings.

4. Do the results reflect what you consider to be your strengths and do they relate to your previous experience?

5. What would you change about the tool?

6. Do you think the tool is suitable for your target group? If not, what would you need?



Raw data report
In this table you can read individual 
answers and compare them with 
previous entries. 

Example:
Your participant plans when he is going 
shopping, creates a shopping list and 
uses his calendar VERY OFTEN.

Someone is good at planning!
And this is an important skill that many 
employers are looking for. 



Report & feedback discussion
Ask the participants about any difficulties they may have in completing the tool.
Ask participants in advance what they expect from the results.
Choose the assessment results carefully and start with something positive. Then gradually 
move on to more difficult areas.
The interpretation should be easy for the participants to understand. Ask them to confirm the 
assumptions or adjust them if necessary. Listen carefully as you do so.



Report & feedback discussion

Give interactive, dynamic, positive and constructive feedback.
Use open-ended questions such as "How does this fit with your self-image"?
Ask participants to give one or two examples of each key outcome of the 
assessment. Discuss each example and its implications.
Use non-verbal communication such as nodding or smiling to acknowledge the 
participants' interpretation and examples.



Report & feedback discussion

Don't just leave out a test result because it seems difficult to address. Every career 
counselling result can be made constructive. 
Use the transformation of negative results into constructive counselling results to help 
participants avoid certain career paths.
If participants score very high on a skill, ask specifically if they would like to enter a profession 
where working with that skill makes up a large part of the working day.
Do not jump to conclusions and always remember that the FLOWS tool is only ONE way of 
assessing competences.



Report & feedback discussion
Conclusion of the discussion:

Ask if the participants have any questions and summarise what they took away from the session.
Check whether participants would like to go into more detail on some aspects.

Remind participants that they can contact you at any time if they have questions about the feedback or the storage of 
their results.
Remember to document the consent form, which will serve as your starting point for the next session.

After the feedback session, it is important that you keep a record of the key points discussed, the key findings and the 
agreed next steps. This will help you to remember the agreements made during the session at a later date.



Exercise
Turn the following sentences into positive ones:

• You are bad at... ___________________________________
• You should concentrate on... ___________________________________
• You should not work in a place that ... ___________________________________
• You should not pursue a career in the field of ... ___________________________________



References

1. "The secret to giving good feedback" (Renninger, 2020): https://www.youtube.com/watch?v=wtl5UrrgU8c

2. FLOWS TOOL https://dev.flows-project.eu/

3rd FLOWS project website: https://www.flows-project.eu/

https://www.youtube.com/watch?v=wtl5UrrgU8c
https://dev.flows-project.eu/
https://dev.flows-project.eu/
https://dev.flows-project.eu/
https://www.flows-project.eu/
https://www.flows-project.eu/
https://www.flows-project.eu/


Thank you for your attention!





Learning Unit 6: 
Transfer into Practice & 

Quality Assurance
WP5: FLOWS Practitioner Training



LEARNING OUTCOMES
By completing this Learning Unit, you will gain

the knowledge and ability to incorporate the use of the FLOWS 
training & tool into your own organisation and into wider career 
guidance practice,
in a way that assures a high-quality implementation process,
based on a good practice approach, which has already been 
evaluated in the preceding FYC-project.



AGENDA
LU6 – Transfer into Practice & Quality Assurance

1. Information on transfer into daily practice
2. Use cases & good practice
3. Templates for use cases
4. Evaluation template
5. Quality Assurance
6. Continuous improvement process
7. Further developments



THE FLOWS TRAINING FOR PRACTITIONERS
TRANSFER INTO PRACTICE

LU6: Transfer into Practice & QA 



TRANSFER INTO PRACTICE - CONTEXT

Career guidance refers to services intended to assist people of any age and at any 
point throughout their lives to make educational, training, and occupational choices 
and to manage their careers.
It helps people to reflect on their ambitions, interests, qualifications and abilities.
Helps them to understand the labour market and education systems and to relate 
this to what they know about themselves.
Comprehensive career guidance tries to teach people to plan and make decisions 
about work and learning.



Outcomes of Career Guidance

Becoming 
aware of own 
strengths and 

needs for 
development

Participation in (Further) Training

Learning & 

(Soft) Skills 

Development



TRANSFER INTO PRACTICE - CONTEXT

1. Information about training and education opportunities, occupations and their 
characteristics is central to the career guidance process.

2. Good quality career guidance and should provide:
Information on labour market supply and demand.
Information on (further) education, occupational chances and labour market perspectives 
should be linked.
Information on changes in the new world of work (LMI – Labour market information).
Information on “new” occupations (e.g. green jobs) should be provided.



TRANSFER INTO PRACTICE - CONTEXT

Career guidance is particularly significant given the changing patterns of work and the need 
for reskilling, in the context of lifelong learning.
Significant gaps exist in adults attempting to access to career guidance (OECD)
Innovative and more diverse delivery methods can be used to widen access to career 
guidance, the development of self-awareness and improved decision making in the process 
such as the FLOWS Tool.
Information on changes in the new world of work (LMI – Labour market information).
Digital Tools in career guidance needs to be seen as part of a wider suite of delivery 
methods and can be integrated in existing face to face methods.



TRANSFER INTO PRACTICE – Good practice

Guidance practitioners involved in psychometric testing should be aware of what it means 
to be a competent test user and adhere to good practice in test use (Fitzgerald & Farrell, 
2014)
The International Test Commission (ITC) guidelines for Test Use (2000) describe a 
competent test user as one who will
“use tests appropriately, professionally, and in an ethical manner, paying due regard to the 

rights of those involved in the testing process, the reasons for testing and the broader 
context in which the testing takes place”.



TRANSFER INTO PRACTICE – Good practice

A career guidance 
practitioner who is 
applying high quality 
standards ought to 
demonstrate 
competence in five 
key areas:

1. ADMINISTRATION

2. SCORING

3. INTERPRETATION

4. FEEDBACK

5. EVALUATION



TRANSFER INTO PRACTICE – Good practice
Foundation of high quality in test use:

Understanding the limits of test use.  
Awareness of the single steps needed (see graph above).

NB! It is important that we do not overplay the benefits of testing
and ignore the limitations of data derived from a series of

short assessments taken at a given moment in time.



TRANSFER INTO PRACTICE – Digitalisation
Digitalisation plays an important role and can be used in a variety of ways:

Self assessment and self awareness development, e.g. FLOWS Tool
Opportunity awareness including databases of learning and work 
opportunities, e.g. Careers Portal 
Decision learning including systems that let users match their personal profiles 
to learning or work opportunities.
Transition learning – help users implement decisions including support in 
developing action plans, CV preparation, completing application forms, 
preparing for job interviews.



TRANSFER INTO PRACTICE – Digitalisation
Digitalisation plays an important role and can be used in a variety of ways:

Practitioners need to assess people’s needs and indicate the 
resources and services which might best meet them. 

Be available for brief interventions to help them review what they 
have learned from these resources and services. 

Be available for longer interviews for those who need them.



TRANSFER INTO PRACTICE – Good practice
Psychometric tests are just one tool in developing an understanding of a jobseeker's 
career options. We should never use a piece of data in isolation as the basis of 
recommending or not recommending a particular career path – data should not be 
interpreted out of context.
When choosing any psychometric test consider the following:

The needs of the jobseeker (compatibility)
Check if the test is relevant for the intended purpose (validity)
Verify how accurate the chosen test is (reliability)
Make sure that the test experience could not harm the user (responsibility)



TRANSFER INTO PRACTICE – Good practice
Test Preparation & Administration:

A professional administration session will result in jobseekers knowing exactly what 
they are doing, as well as presenting a clear rationale as to how and why this might 
benefit them.
Differences in performance may be due to factors such as socio-economic status, 
educational background, language – it is important that prior to test administration, 
guidance practitioners identify any accommodations which will mitigate any unfair 
adverse impact.
Preparations include any modifications for those with special needs or disability, e.g. 
physical disability, dyslexia, visual or hearing impairment, to ensure an appropriate 
testing environment.



TRANSFER INTO PRACTICE – Good practice
Test Preparation & Administration:

Different cultural backgrounds should also be accounted for – differences in cultural 
context and understanding may affect expectations of engaging in the assessment.
If the practitioner feels they cannot make reasonable provisions to support users for whom 
test results could have a negative impact, then the test should not be administered.
Confidentiality is vital - ensure that test materials are kept securely, and test results are 
treated confidentially (EFPA, 2012)
Ensure materials do not circulate freely. In a career guidance context, the content and 
quality of the feedback which the jobseekers receive, will be compromised if they have 
become overly familiar with the test.



TRANSFER INTO PRACTICE – Good practice
Test Preparation & Administration:

Regulate access to online assessments by ensuring passwords are needed for access.
Inform test users prior to administration about who will have access to the results and how 
long they will be retained for.
Test users own their test results and are entitled to review or access them whenever 
necessary.
They have the right to know where their results will be stored, how they will be used and 
who will have access to them.
Results should not be stored indefinitely – preparations should be made for results to be 
destroyed after a specified amount of time.



TRANSFER INTO PRACTICE – Group Activity
Discuss specific jobseekers needs that may impact on test 
administration and engagement from test users' perspective.

What supports might test users need?



THE FLOWS TRAINING FOR PRACTITIONERS
TRANSFER INTO PRACTICE

LU6: Transfer into Practice & QA 



TRANSFER INTO PRACTICE – Use Case
Design of a Use Case:

All practitioners participating in the FLOWS 
training are required to develop at least one Use 
Case with one jobseeker to document the 
process of implementation into practice.
This Use Case will be presented in Unit 7 as part 
of the final assessment & expert talk at the end 
of the practitioner training, which is part of the 
certification process.



TRANSFER INTO PRACTICE – Use Case
Use Case - Important points to consider:

Initial situation of the jobseeker (before the guidance process): What problem did the 
jobseeker come to you with: e.g., drop-out of school, dismissal, new orientation, etc.

Describe in detail the start of the guidance process with the jobseeker: e.g. two 
telephone calls, then a personal meeting, etc. NOTE! Please describe the stage of the 
process when you as a practitioner, started to work with the FLOWS tool.
Describe the outcomes, findings and agreements you made with the jobseeker.
Document the jobseeker’s feedback.
There is space for any other points you want to mention.



TRANSFER INTO PRACTICE – Use Case
The Use Case template is available as annex 3 in Learning Unit 7:



THE FLOWS TRAINING FOR PRACTITIONERS
Quality Assurance

LU6: Transfer into Practice & QA 



QA in Career Guidance – The Challenges
Career guidance for adults has the potential to improve employment, education and training 
outcomes. To have these desired outcomes, services must be of high quality (OECD).
Assessing and assuring the quality of career guidance services is made challenging by the 
variable nature of service delivery, which is ideally adapted to different contexts and different 
user needs.
Adults who are in need of guidance do not fit one mould – each has differing needs requiring 
different resources and tools.
Different countries build their quality system in different ways by emphasizing different 
domains and approaches. Many countries have a range of associations to represent career 
guidance practitioners, often poorly linked. In Austria, registers of career guidance 
practitioners have been established to help maintain and raise standards.



QA in Career Guidance – The Challenges
Heterogeneity in Career Guidance:

Career guidance is provided by people with a wide range of training and qualifications.
Training for adult career guidance practitioners is rarely specialized and at tertiary level.
More commonly, career guidance forms part of more general guidance and counselling 
training, is limited to short tertiary courses, is in-service or based on related 
qualifications. 
Thorough grounding in the basic theories of career guidance, systematic exposure to 
its social and economic contexts and purposes and systematic applied training in 
several methodologies that form the knowledge base of its practice, is needed.



QA in Career Guidance – Next Steps in the EU
An important measure on EU level launched by CEDEFOP:

EU 2020+ policy draws attention to the need for ensuring the quality of career services. 
Monitoring and evaluation (Μ&Ε) of lifelong guidance and career development services for 
adults remains an area to develop.
In March 2022 CEDEFOP launched a workshop titled: “Supporting careers and learning: 
towards common standards for monitoring and evaluation in Europe”. 
The virtual workshop invited European and international experts, researchers and 
stakeholders working in the lifelong guidance policy field, particularly experts in monitoring 
and evaluation at different levels of the system, in public policy research and policymaking, 
guidance providers, programme facilitators, and career counselling trainers.



QA in Career Guidance – Next Steps in the EU
The main objective was to

to exchange and generate new knowledge for supporting national efforts in monitoring 
and evaluation and quality assurance, 
in building the evidence base on individual and social outcomes of interventions and 
promoting solid approaches to monitoring and evaluation in career guidance.
In particular, focus was on discussing current research trends and national practices in 
career services, and the methodological options for evaluating the outcomes and 
impacts of career development support services and measures for adults (18+), in a 
lifelong learning perspective.
The event was an opportunity for authors of six research papers to present their findings.



QA in Career Guidance – Next Steps in the EU
The main findings have been published by CEDEFOP:

This publication brings together the results of a call for papers on 
monitoring and evaluating career guidance systems and services, 
perspective of career development support to careers and learning.
The report is framed within a larger project aiming to explore the 
feasibility of achieving an integrated vision of the results of guidance 
interventions and establishing minimum standards for comparable 
monitoring and evaluation of career guidance and counselling 
services for adults in Europe from a lifelong perspective.

https://www.cedefop.europa.eu/en/publications/6209#group-downloads

https://www.cedefop.europa.eu/en/publications/6209
https://www.cedefop.europa.eu/en/publications/6209
https://www.cedefop.europa.eu/en/publications/6209


Quality Assurance in the FLOWS training
We follow the Quality Assurance Indicators as defined by OECD:

1. Client-centredness
2. Accessibility, transparency and coherence of the services
3. Well trained guidance staff
4. Valid, precise and comprehensive careers information
5. Referral to other guidance specialists
6. Follow Up



Quality Assurance in the FLOWS training
The FLOWS Continuous Improvement Process

1. Practitioners facilitating the tool must continue to engage in an ongoing process of 
self-reflection and seek ongoing training and support as necessary.

2. An awareness and implementation of high-quality processes and procedures 
contributes to a high-quality guidance organisation.

3. Reflect on own organisations adherence to the career guidance quality assurance 
guidelines and identify areas for development – bring to the attention of leaders 
and decision makers in your organisation.



Quality Assurance in the FLOWS training
The FLOWS Continuous Improvement Process
1.x
2.x
3.x

4. Ensure a wider organisational framework for guidance tools to fit into what is 
developed.

5. Adapt tools used in the guidance process to meet changing environments and 
needs.

6. Fit them to the organisations aims and purpose to encourage and facilitate long 
term use.



Quality Assurance in the FLOWS training
QA for the development process of the FLOWS Tool:

Set up channels of communication whereby users of the tool can share their 
experience of using it and support each other in the development process.
Set up a quality circle or group of practitioners who are trained to identify, analyse, 
solve any problems related to the tool use and present solutions to management in 
order to improve performance.
Provide ongoing feedback to the FLOWS tool development team.
Ensure that updated versions of the tool are implemented as developed.



Quality Assurance in the FLOWS training
QA for the implementation of the FLOWS training:

Quality assurance (QA) is an instrument to ensure the quality of the career guidance 
process, to continuously improve the training for the target groups and to adapt 
outcomes to the respective conditions in the different organisations. 
Below you find a short description of quality measures, which should be applied when 
implementing the FLOWS training and tool.
Adherence to the FLOWS training procedure is compulsory.



Quality Assurance in the FLOWS training
Adherence to the FLOWS training procedure:

As a first step in our quality approach, we have summarised the requirements for 
practitioners who want to use the FLOWS tool. 
The FLOWS training process starts by defining the Learning Agreement, which clarifies 
prior qualifications and the individual motivation of the learner/practitioner.
Then Basic Literature on the FLOWS-outcomes must be studied in the self-directed 
learning sessions (see Unit 1 and Unit 2: 4 hours in total). 
Unit 3, 4 and 5 are designed for a classical face-to-face training or as webinars if the 
situation requires it (1.5 full training days or 3 webinars: 9 hours in total).



Quality Assurance in the FLOWS training
Adherence to the FLOWS training procedure:

These face-to-face sessions are followed by Unit 6, which is dedicated to transfer into 
practice and quality assurance (5 hours in total). The practitioners should apply the tool 
into their own working field.
Unit 7 states how practitioners should prepare for the completion of the training: final 
assessment and the feedback round with experts (2 hours in total). All practitioners 
must complete the personal transcript in order to document the individual learning 
process and must document at least use case. The final expert talk closes the training 
and is the prerequisite for the certificate.

The necessary templates for this process are annexed to Unit 7.



Quality Assurance – Group Activity
Group discussion with your colleagues regarding the implementation 
process of the FLOWS tool and training.

How to increase quality in your organisational guidance process?



LEARNING UNIT 6: RESOURCES
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Good luck with implementation!
A lot of information is provided in this unit.

Of course, it is not possible to remember all of it immediately.

Use the content as a kind of checklist during the implementation process.





Learning Unit 7: 
Final Assessment & Expert Talk

WP5: FLOWS Practitioner Training



LEARNING OUTCOMES
By completing this Learning Unit, you will gain

Experience on how to comprehend the curriculum of the FLOWS training in its entirety. 
You will be able to formulate your motivation for participation and document it in the 
Learning Agreement.
Knowledge to be able to prepare all given steps including Transfer into Practice and 
Personal Transcript to help prepare for the final Expert Talk.
Insight to recognise the responsibility belonging to the task to act as a future FLOWS-
trainer by respecting needs of jobseekers.



AGENDA
Overview of the FLOWS Training for Practitioners (based on ECVET):

1. Learning Agreement: including description of Motivation and Pre-Qualification
2. Overview on self-directed Learning Units (LU1 & LU2) to get prepared.
3. Overview on Face-to-face Learning Units (or Webinars)
4. How to transfer results into practice?  Work with jobseekers and Use Case
5. How to prepare for the final Assessment & Feedback round: Fill in the Personal 

transcript and get prepared for the Expert talk



THE FLOWS TRAINING FOR PRACTITIONERS
Description of Training Process

LU7: PERSONAL TRANSCRIPT & EXPERT TALK



FLOWS PRACTITIONER TRAINING

Sign Learning
Agreement

LU 1  [2h]

Future World 
of Work

LU1 / LU2 
Self-directed learning

4 h

LU 3  [3h]

Whole Guidance Process

LU 2  [2h]

Future 
Competences

LU 5  [3h]

Providing the Guidance Session and Analysing 
the Report

LU 4  [3h]

Tutorial „How to use the 
FLOWS tool“

LU 7  [2h]

Personal Transcript & 
Feedback from Expert

LU3 / LU4 / LU5
Face to face training / Webinar

1,5 full training days or 3 webinars
9 h

LU6
Transfer into 

Practice
5 h

LU7
Feedback via Expert 

talk
2 h

LU 6  [5h]

Transfer into Practice &
Quality Assurance

Flows training process:



STEP 1: LEARNING AGREEMENT
The training process starts by defining the Learning Agreement, which
clarifies prior qualifications and the individual motivation of the
learner/practitioner. This agreement should:

1. be signed by the organisation providing the training and the 
practitioner

2. describe the pre-qualifications of learners (practitioners)
3. describe the motivation of practitioners to take part in the training



STEP 2: SELF-DIRECTED LEARNING
The next step is to go through the self-directed Learning Units (1 & 2):

1. Basic literature on the FLOWS-outcomes must be studied in 
the self-directed learning sessions, see content of Unit 1 and 
Unit 2

2. Planning: self-directed learning is approximately 4 hours in 
total

3. Work on the documents provided for the first two units
4. Search for supplementary videos and material
5. Ask your supervising trainer if you need support



STEP 3: FACE-TO-FACE TRAINING
Learning Unit 3, 4 and 5 are designed for a classical face-to-face training or 
as webinars if the situation requires it. Recommended structure:

1.5 full training days or 3 webinars: 9 hours in total
Unit 3: Whole Guidance Process
Unit 4: Tutorial: How to use the FLOWS tool
Unit 5: Providing the guidance sessions and analysing the report

NB!  Take notes for your Personal Transcript for each Learning Unit!



STEP 4: TRANSFER INTO PRACTICE
The face-to-face sessions are followed by Learning Unit 6, which is dedicated 
to the transfer into practice and quality assurance. Recommended structure:

You should invest around 5 hours for this practical exercise in                                 
LU6 applying the tool in your own field of work.
Create at least one Use Case describing the outcomes                                                       
for your jobseeker(s).
Refer to the Description of Training Modules (including sample Use 
Case) and the Practitioner Pack.



STEP 5: PREPARATION FOR EXPERT TALK
This is how practitioners should prepare for the completion of the FLOWS 
Training: Final assessment via the feedback round with experts

Complete the Personal Transcript in order to document your 
individual learning process and document one Use Case.
Refer to the Description of Training Modules (including 
sample Use Case), the Practitioner Pack and the Annexes of 
Module 7 with the templates.
The final expert talk closes the training and is the 
prerequisite for the certificate.



GOOD LUCK!
We hope you enjoyed the FLOWS training and that the tool 

helps you empower your jobseekers!

Don't forget: Everyone learns through the activities that take
place in everyday life. Use the tool to show your jobseekers

how many skills they already acquired. 
Strengthen their self-confidence 
so, they can take the next steps.





 

 
 
 
 

 
 
 
 
 
 
 
 

Learning Agreement 
FLOWS Practitioner Training 

 
 

 
 

Annex 1 to Learning Unit 7: 
Final Assessment & Expert Talk 

 
 
 



 

Learning Agreement 
FLOWS Practitioner Training 

 

 

Information about the practitioner/trainer 
Name of practitioner/trainer:  

Organisation:  

Address:  

Telephone:  

E-mail:  

Website:  

 
 

Organisation providing the training 

Organisation:  

Name of Supervising Trainer:     

Address:  

Telephone:  

E-mail:  

Website:  

 
 
 



 

 
 

Pre-Qualification of practitioner/trainer 
Topic Short Description 

Education:  

Further Training:  

Work practice:  

Other: e.g., voluntary work:  

 
 
 

 
Overview FLOWS Learning Units 
Competences acquired as defined in the FLOWS training curriculum 
 

 

# Learning Unit Title of Learning Unit  [Learning method] Duration in hrs 
 
UNIT 1  
 

Future world of work 
[self-directed learning] 

 
2 

 
UNIT 2  
 

Future competences 
[self-directed learning] 

 
2 

 
UNIT 3  
 

Whole Guidance process 
[face-to-face training /or webinar] 

 
3 

 
UNIT 4  
 

Tutorial “How to use the FLOWS tool” 
[face-to-face training /or webinar] 3 

 
UNIT 5  
 

Providing the guidance session and analysing the report 
[face-to-face training /or webinar] 3 

 
UNIT 6  
 

Transfer into practice & Quality Assurance 
[practical application with clients] 5 

 
UNIT 7  
 

Final Assessment & Feedback 
[personal transcript & expert talk] 

 
2 

 
 
 
 
 



 

 
Motivation to take part in the training: 
 

Please briefly describe your motivation: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
With my signature below, I hereby grant consent for the capture of photos or videos during the training 
sessions, which may be published by project partners within the project's scope. 
[Please cross out this sentence if you do not agree.] 
 
 
FLOWS Learning Agreement duly signed by: 
 
 
                 
____________________________________________________ 
 
Practitioner/Trainer:      Name / Organisation/Signature and date 
 
 
 
 
____________________________________________________ 
 
Organisation providing the training:   Name / Organisation/Signature and date 
 
 



 

 
 
 
 
 
 
 
 
 
 
 



 

 
 
 
 

 
 
 
 
 
 
 

FLOWS Personal 
Transcript & Guideline 

for Expert Talk 

 
 

Annex 2 to Learning Unit 7: 
Final Assessment & Expert Talk 

 
 
 
 
 
 
 
 



 

 
 

Personal Transcript  

FLOWS Practitioner Training 
 

Information about the practitioner/trainer 
Name of practitioner/trainer:  

Organisation:  

Address:  

Telephone:  

E-mail:  

Website:  

 
My experiences: 
Lessons learned, my impressions and questions: 
My lessons learned: 
 
Module 1 – Future World of Work 
 
This was clear to me and I learned: 
 

§  
§  
§  

 

This was unclear to me and I have questions: 
 

§  
§  



 

 
 
Module 2 – Future Competences 
 
This was clear to me and I learned: 
 

§  
§  
§  

 

This was unclear to me and I have questions: 
 

§  
§  
§  

 

Module 3 – Whole Guidance Process 
 
This was clear to me and I learned: 
 

§  
§  
§  

 

This was unclear to me and I have questions: 
 

§  
§  
§  

 
 
Module 4 – Tutorial “How to use the FLOWS tool” 
 
This was clear to me and I learned: 
 

§  
§  
§  

This was unclear to me and I have questions: 
 

§  



 

§  
§  

 
 
Module 5 – Providing the Guidance Sessions and Analysing the 
Report 
 
This was clear to me and I learned: 
 

§  
§  
§  

This was unclear to me and I have questions: 
 

§  
§  
§  

 
 
 

 
 

  
My Use Case 
 
Use Case: <Pseudonym of jobseeker> 
 
 

 
 
FLOWS Personal Transcript signed by <name of practitioner>: 
 
 
 
 
_________________________________________ 
Signature of practitioner/Organisation, Date 

 
 



 

Guideline Expert Talk  
for participants in the FLOWS training 

 
The Expert Talk (see Unit 7) serves for the final assessment at the end of the training 
course after completion of Unit 1 to Unit 6. This discussion between the participant 
(practitioner) and the supervising trainer serves the exchange of knowledge and is the 
prerequisite for the certification of the participant.  
 
In the following, we describe how the participants should prepare for the discussion: 

 

You need these documents: 
 

• Learning Agreement: duly signed by you and the training provider 
• Personal transcript: document your “diary” (Unit 1 – Unit 5)  in as much detail as 

possible as described above 
• One Use Case: based on this use case you will be able to explain your practical 

experience (Unit 6) in the expert talk. 

These documents are to be sent to the supervising trainer one week before the date of 
the expert talk. 

 

Please answer the following questions: 
 

1. How often have you worked with the FLOWS tool so far? 
2. Which documents/tools/exercised did you use?  
3. How do you plan to use the FLOWS tool in the future?  

 

To be sent to the supervising trainer one week before the expert talk. 

 
Thank you for your contribution! 
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FLOWS Use Case 
Instructions 

 
All practitioners participating in FLOWS training are required to develop at least one Use 
Case to document the process of implementation into practice as defined in Unit 6.  
 
This Use Case will be presented in UNIT 7 as part of the final assessment & expert talk 
at the end of the practitioner training, which is part of the certification process. 
 
 
Documentation of the Use Case: 
 

Headline and background: 
• Name of the organisation 
• Name of the practitioner/trainer 
• Pseudonym for the jobseeker 
• Basic data of the jobseeker (age, school/ job, living situation)  

 
Important points to consider: 

• Initial situation of the jobseeker (before the guidance process): What problem did 
he or she come to you with: e.g., dropping out of school, dismissal, new 
orientation, etc.  

• Describe in detail the start of the guidance process with the jobseeker: e.g. 2 
telephone calls, then a personal meeting, etc. NOTE! Please describe the stage 
of the process when you, as a practitioner, started to work with the FLOWS tool.  

• Describe the outcomes/findings/agreements 
• Document the jobseeker’s feedback  
• Add any other points you want to mention 

 



 

Use Case template 
 

Use Case  <Title> 

Name of practitioner/trainer  

Organisation  

Pseudonym for the jobseeker 
(NB: never use real names)  

 
Basic data of the jobseeker 
(age, school/ job, living situation, 
counselling setting) 
 
 
 

 

 
Initial situation of the jobseeker (before the guidance process) 
 
Add your text here and you can also use 

§ Bulltet points 
 
 
 
 
 
 

 
The start of the guidance process with the jobseeker 
 
NOTE! Please describe the stage of the process when you as a practitioner, started to work with the FLOWS 
tool together with the jobseeker. 
 
Add your text here and you can also use 

§ Bulltet points 
 
 
 
 
 
 

 



 

Describe the outcomes/findings/agreements 
 
Add your text here and you can also use 

§ Bulltet points 
 
 
 
 
 

 
Document the jobseeker’s feedback 
 
Add your text here and you can also use 

§ Bulltet points 
 
 
 
 
 
 

 
Any other points you want to mention 
 
Add your text here and you can also use 

§ Bulltet points 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

  



 

Use Case Example 
 

Use Case “Carrie” 
Name of practitioner/trainer Elaine Daly 

Organisation Ballymun Job Centre 

Pseudonym for the jobseeker 
(NB: never use real names) Carrie 

 
Basic data of the jobseeker 
(age, school/ job, living situation, 
counselling setting) 
 
 

 
Carrie’s age is 23, she has worked in various retail jobs, she also 
worked in a customer service role for 18 months, was recently made 
redundant and is unsure of her future career and her skills relevant 
to the new world of work.   

 
Initial situation of the jobseeker (before the guidance process) 
 
Carrie is currently unemployed and has her leaving certificate, she has no other certificates or higher 
education. She has over 4 years retail experience and 18 months customer service experience, her 
last job ended due to the company re locating to another county and is currently unsure of her future 
career plans or further education. 
 
 

 
The start of the guidance process with the jobseeker 
 
Upon an initial meeting with Carrie we proceeded with the registration procedure, which included 
personal details followed by education and work experience and any other barriers to employment 
that Carrie may like to disclose e.g. learning difficulties, substance difficulties and health issues. 
 
When registration was completed, Elaine allowed Carrie to talk about her career history, aspirations 
and goals and further education, identifying areas for sustained employment. Carrie ruled out jobs 
herself, which included working with children or any public health jobs. This allowed her to identify 
areas of employment in conjunction with Elaine and gave Carrie a sense of empowerment and 
motivation to move forward. 
 
Elaine explained the tool and what it is aimed to achieve and how the tool works by explaining each 
section to Carrie: It was made clear to her that it is a questionnaire but not a test and answers should 
be accurate to her daily life. Elaine explained that the tool is there to help Carrie find key areas of 
strengths and soft skills, that she may not realise to have. On the other side we wanted to rule out 
skills which would be her weakest. Carrie found the idea of the tool very interesting and was happy to 
take part in the piloting session. 
 



 

 
Describe the outcomes/findings/agreements 
 
Carrie completed all sections of the tool and was asked for feedback by Elaine upon completion. She 
found the tool very user-friendly, clearly structured and - after initial difficulties with the sound - was 
able to follow the videos well. She found the tasks described very appropriate to make herself aware 
of how much knowledge she has available through these everyday tasks.   
 
Carrie’s top 4 results  
 
Cognitive flexibility 17.42 % 
Discussing the feedback with Carrie, Elaine pointed out that she was strong in the area of attention to 
detail and a conscientious and organised person. Carrie did agree with this and said she likes to be a 
perfectionist and do things to the best of her ability. She feels she always wants to be a high 
achiever, and this sometimes may cause her anxiety and she may need to work on that.  The areas 
of employment and transferable skills are accurate to her career goal. 
 
Self-Regulation 15.71% 
The outcome of self-regulation and explaining this to Carrie, means her been able to alter and 
manage her thoughts and emotions in social and acceptable ways and avoiding arguments and 
remaining calm. She was very impressed with this result as her previous job was a customer service 
role where she would on a daily basis get verbal abuse, as it was a toll payment company and she 
always had to remain calm and maintain a professional workplace manner. Again, this is a skill that 
will benefit her career choice. 
 
Time Management 15.71% 
The high score of time management means that Carrie has a good understanding of her time 
personally and in a work based environment. Discussing this further with her, she disclosed she is an 
organised person who likes a routine and sticks to it in both personal and work life. She is aware of 
the time needed to travel to work and other activities in her life and she agrees this is a great 
transferrable skill in her future career.  
 
Active Listening 14.05% 
The high score in active listening shows that Carrie has a good attention to detail, asking the right 
questions. Following a further conversation with Carrie, she found this quite important for her future 
career plans, as with Visual Merchandising you need a lot of attention to detail, listening and looking 
at current trends and listening to and following precise briefings. Although the job matching is slightly 
different to what Carrie wants to do this is a very important transferrable skill for the role. 
 

 
Document the jobseeker’s feedback 
 
Carrie and Elaine identified various soft skills: She is competent in many areas which include 
good IT skills, good customer service skills, good cognitive behaviour skills, time management and 
everyday soft skills. Carrie has a large range of strengths and skills, which will be beneficial to 
identify areas for sustainable employment and possible further education.  
 



 

Conclusion and feed back 
Carrie found the tool useful, and she found it was excellent for clarifying what she did Not want to do. 
It was agreed that there are many skills identified and if a jobseeker is indecisive, it will benefit them 
greatly, having guidance sessions with a practitioner and deciding on a training and employability 
plan. 
 
Carrie is pleased with her top 4 strengths and believes these are great skills for her future career 
plan. She now feels motivated from the guidance sessions and the tool. She is putting  plans in place 
to go back to college in the next academic year and will be happy to work seasonally prior to that. 
 

 
Any other points you want to mention 
 
Further Review with the jobseeker 
Elaine organised a further review with Carrie, focusing on her key skills and allowing her to suggest 
her aspirations and goals. It was found that she is great with dealing with people, she has great 
customer service skills and she is good with money and retail experience. Although she had worked 
in retail for quite some time, she did rule out one area of retail but suggested another: She explained 
fashion was a passion of hers and felt she had a flare for it.  
 
Through various online sites, Carrie had explored going back to education to do a course in Visual 
Merchandising and felt this would be a long term sustainable role. She still lives at home with her 
parents so her social and economic background can allow her to do this without added barriers. The 
only difficulty is financing the course: Elaine explained the funding process, many government 
courses and supports available which eased Carries concerns, who can now approach her plans with 
high motivation. 
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CERTIFICATE 
FLOWS Training for Practitioners 

 

This certificate is issued for participation in the training for practitioners  

in the course of the FLOWS Project to 

Mr/Ms / First name / Last name 
 who successfully fulfilled all the requirements for certification.  

Scope of training: 7 Learning Units (20 hours in total) 

 
<Name of the organisation providing the training> 
 
 
<duly signed by> 
 
<place and date> 



 

 
 

 

FLOWS Learning Units 
Competences acquired as defined in the FLOWS training curriculum 
 

 

# Learning Unit Title of Learning Unit  [Learning method] Duration in hrs 
 
UNIT 1  
 

Future world of work 
[self-directed learning] 

 
2 

 
UNIT 2  
 

Future competences 
[self-directed learning] 

 
2 

 
UNIT 3  
 

Whole Guidance process 
[face-to-face training /or webinar] 

 
3 

 
UNIT 4  
 

Tutorial “How to use the FLOWS tool” 
[face-to-face training /or webinar] 3 

 
UNIT 5  
 

Providing the guidance session and analysing the report 
[face-to-face training /or webinar] 3 

 
UNIT 6  
 

Transfer into practice & Quality Assurance 
[practical application with clients] 5 

 
UNIT 7  
 

Final Assessment & Feedback 
[personal transcript & expert talk] 

 
2 

 
 
 

FLOWS Certification Process 
 

Self-directed learning 
                 

Unit 1 – Unit 2 4 LU 

Face to face training 
 

Unit 3 – Unit 5 9 LU 

Transfer into practice 
 

Unit 6 5 LU 

Personal transcript & Expert talk 
 

Unit 7 2 LU 
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