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ERIK HAGASETH HAUG, TRISTRAM HOOLEY,
JAANA KETTUNEN AND RIE THOMSEN

1. SETTING NORDIC CAREER GUIDANCE
IN CONTEXT

ABSTRACT

The introduction to this volume discusses the importance of situating career and
career guidance in context. It makes a connection to wider research and writing
that challenges the idea that career theory can be global and universal and argues
that there is a need for attention to local context and culture. It then moves on to set
the scene for a volume focusing on the Nordic countries, by defining the ‘Nordic’
and exploring key features of the region including the Nordic welfare model and
the history of collaborations in career guidance across the region. It proposes the
four ‘COs’ of Nordic career guidance (context, community, co-construction and
collaboration) before outlining the structure of the volume and looking to the future.

INTRODUCTION

The concept of ‘career’ is a powerful one when we are seeking to understand societies
and how people live in them. Career describes individuals’ paths through life,
learning and work, it describes how the individual interfaces with social institutions
including the education system, employers, civil society and the state. Because our
careers are socially and culturally embedded it matters where they are enacted. This
book will explore what kind of context the Nordic region offers for the pursuit of
career, how the development of careers are supported in welfare societies and how
career guidance is enacted in this context.

The book adopts a democratic definition of career. It argues that everyone has a
career and contests definitions of career which are hierarchical, linear and exclusively
focused on paid work. Careers can be pursued in many ways, both consciously and
unconsciously, but careers can only happen in a context. In this sense the concept of
‘career’ is a tool of psycho-social analysis. It helps us to understand how individuals
interact with society, how they engage with and move between institutions and how
such relationships are integrated into identity as well how they influence the socio-
political context.

Such a theoretical definition of career might not be immediately recognisable to
the average citizen of Oslo, Odense or Oulu. As Bakke (Chapter 2) describes, the

© ERIK HAGASETH HAUG, TRISTRAM HOOLEY, JAANA KETTUNEN AND
RIE THOMSEN, 2020 | DOI: 10.1163/9789004428096_001
This is an open access chapter distributed under the terms of the CC BY-NC 4.0 License.
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concept of career has a chequered history within the Nordic realm. Career can be seen
as being infused with individualistic, hierarchical and neoliberal attitudes (Hooley,
Sultana, & Thomsen, 2018) that are troubling to the Nordic self-image. Climbing the
career ladder, especially if you leave others on the ground as you ascend, does not
seem very Nordic. The satirical Jante’s law (Sandemose, 1999[1933], p. 66), which
is supposed to characterise the Nordic relationship between the individual and the
community begins with ‘you shall not believe that you are anything’ and goes on to
command that ‘you shall not believe you are good for anything’. While many have
critiqued how far Jante’s law provides a viable summary of Nordic culture (e.g.
Trotter, 2015) it is clear that some Nordic values (egalitarianism, collectivity and
a moral and political commitment to the welfare state) sit in tension with ideas of
career as a project of the self (Grey, 1994) and individuals as aspirational and agentic
‘life designers’ (Savickas, 2012).

The concept of career does not have a single and all-encompassing definition.
Rather it functions as what Bergmo-Prvulovic (2018, p. 151) describes as a ‘bridging
object framed by conflicting perspectives’. The contributors to this volume all bring
their definitions of career. They also describe how policy makers in the Nordic
countries bring alternative definitions, educators and career professionals bring
other perspectives and citizens still more. In this blizzard of contestation the current
volume will seek to explore the value of thinking about career more overtly within
a Nordic context, both in theoretical terms and through the social practice of career
guidance.

Defining Career Guidance

Career guidance describes a wide body of educational, counselling and active
labour market interventions which seek to support individuals with their careers.
While such activities adopt various terminologies in different countries (career
counselling, career education, carcer development, work-related learning and so
on), a recognisable body of policy and practice can be found in this area across
the world (e.g. OECD, 2004; Watts, 2014; Zelloth, 2009). Within the five Nordic
countries there is a strong tradition of career guidance which the current volume will
address and explore. In terms of research in career guidance, the Nordic countries
have followed slightly different, yet complimentary paths (Plant, 2003). The balance
between studies in guidance based on sociology, psychology, and even ethnology
and philosophy varies according to the research focus and tradition of each of the
Nordic countries (e.g. Haug et al., 2019b; Plant, 2003).

In the Nordic languages, different terms are used to describe the concept of career
guidance. These include karrierabagadallan (Sami), uraohjaus, urasuunnittelun
ohjaus, opinto-ohjaus, oppilaanohjaus (Finland), nams- og starfsradgjof (Iceland)
and aqqutissiuussineq (Greenland). Furthermore, the word veiledning (Norwegian),
végledning (Swedish), vejledning (Danish) or vegleiding (Faroese) is similar across
much of the region with the etymology of the word meaning ‘leading the way’.
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A recent article (Haug et al., 2019b) argues that the understanding of career
guidance found in the research literature from the Nordic countries between 2003 and
2016 broadly coincides with the definition of educational and vocational guidance
stated in the European Lifelong Guidance Policy Network (ELGPN) Glossary
(2014). There, educational guidance is defined as ‘helping an individual to reflect
on personal educational issues and experiences and to make appropriate educational
choices’, and vocational guidance is defined as ‘help for individuals to make choices
about education, training and employment’ (ELGPN, 2014).

Until recently career guidance in the Nordic countries has been concerned with
supporting people to make career decisions, but there has been a continuing and
increasing focus on what citizens learn from taking part in career guidance and
career education.

The ELGPN definition (2014) builds on a variety of definitions of career guidance
that have been proposed in the theoretical and policy literature. In this volume we
have utilised Hooley et al.’s (2018, p. 20) definition because it foregrounds the social
and collective aspects of career guidance in a way that aligns well with the way that
the field has developed in the Nordic countries.

Career guidance supports individuals and groups to discover more about work,
leisure and learning and to consider their place in the world and plan for their
future. Key to this is developing individual and community capacity to analyse
and problematiise assumptions and power relations, to network and build
solidarity and to create new and shared opportunities. It empowers individuals
and groups to struggle within the world as it is and to imagine the world as it
could be.

Career guidance can take a wide range of forms and draws on diverse
theoretical traditions. But at its heart it is a purposeful learning opportunity
which supports individuals and groups to consider and reconsider work, leisure
and learning in the light of new information and experiences and to take both
individual and collective action as a result of this.

As we will see in this volume, within the Nordic countries career guidance takes
many forms and is addressed to many different groups. This includes young people,
those in work, facing unemployment, moving in and out of education, refugees and
those moving into retirement. The volume will also explore the relationship between
policy and practice and how this is central to the nature of Nordic career guidance.

Putting Career and Career Guidance in Context

Most research on career guidance does not explicitly locate itself geographically
(Alexander & Hooley, 2018). Career theories are often advanced as universally
applicable. However, such claims to universality have been challenged from a
variety of perspectives including the geographical (e.g. Alexander, 2018; Thomsen,
2012), the cultural (e.g. Arulmani, 2016; Sultana, 2017b) and the epistemic (Haug,
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Chapter 14; Ribeiro & Fongatti, 2018). Such critiques highlight the differences
between places, cultures and ways of knowing and observe that the experience
of developing one’s career, or of helping others to develop their career is not the
same for everyone and in every place. Given this, we should view the globalist,
universalising urges within career theory sceptically.

Sultana (2017a) responded to these challenges with the publication of Career
guidance and livelihood planning across the Mediterranean. In this he explores
how career guidance ‘acquires diverse meanings in different cultures, institutional
traditions, and economic realities’ (Sultana, 2017a, p. 4). Sultana takes the
Mediterranean as his focus, exploring how career guidance shifts and changes
across the countries around and adjacent to the Mediterranean. He argues that the
context is important both in coming up with a meaningful understanding of how
people experience their careers, and in creating forms of career guidance that are
meaningful and relevant within the context.

Sultana (2017a) and the other authors in his volume on the Mediterranean
demonstrate that career guidance is not a fixed thing that sits unproblematically in
a context. Rather as it travels across national boundaries it acts upon and is acted
upon by the context that it travels to. In some cases, it arrives as a form of soft power
seeking to transform systems and subjectivities into forms that are favourable to
those who are introducing career guidance (see Kjargard, Chapter 6). Plant and
Thomsen (2011) have referred to this as social control in a velvet glove in their
discussion of the development of the Danish youth career guidance system. In
others, it is reimagined within the new context and transformed into something
locally relevant. Elsewhere Ribeiro and Fongatti (2018) have described this process
of the cultural integration of career guidance as recognising the interplay between
globally and locally produced ways of thinking. On one hand there are top-down
‘globalised localisms’ which take a local phenomenon, such as career guidance,
and impose it in contexts across the globe. On the other hand, there are bottom up
‘localised globalisms’ which rethink and remake phenomenon in ways that fit with
the local context. Sultana’s work (2017a) on the Mediterranean shows that both of
these processes are evident.

The growing tradition of writing that is foregrounding context, is suggestive of
a major new paradigm for research in career guidance, which the current volume
responds to. We need to move away from viewing career guidance as a global
universal and focus on how it interacts with specific contexts, cultures, places and
people. In response to this we offer a volume that explores these issues from the
perspective of our context in the Nordic states. We hope that others will pick up this
project and propose future volumes and studies that address other parts of the world.
However, this should not be viewed as a project which will be finished once we all
have a bookshelf complete with a series of books on Career guidance in ... South
East Asia ... Australasia ... Central America and so on. Rather we seek to support
a paradigm shift which changes the way in which we see what career is, how it is
enacted and reshapes what career guidance is understood to be. The focus on context
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requires us to view career and career guidance as embedded practices, to recognise
and report on the geographic, cultural, political and organisational context in which
they are found, to acknowledge that people interact with career guidance and that
this interaction changes the nature of practice and to embrace the need to localise
our theories and thinking.

This volume is a contribution to this broader paradigmatic shift. In it we bring
together discussions about career and career guidance that take place in the Nordic
countries. We have encouraged authors to view their contributions within this
specifically Nordic framing and to explore how the phenomenon that they are
describing interact with the Nordic. Given this it is important to now explore what is
meant by the term ‘Nordic’ and to consider how well that can serve as a summary of
the context within which career guidance operates in this part of the world.

DEFINING THE NORDIC

Atits mostbasic ‘Nordic’ is a geographical category that describes an area in Northern
Europe and the Northern Atlantic comprising Denmark, Sweden, and Norway as well
as Finland to the east and Iceland in the Atlantic. The Nordic region also includes the
self-governing areas of Aland, Greenland and the Faroe Islands. The region is the
home of two indigenous people; the Greelandic Inuits and the Sami in the Northern
parts of Finland, Sweden and Norway. Linguistically, Swedish, Norweigian, Danish,
Faroese and Icelandic have a common term “Norden”, “Nordur” (the North) for the
region that reinforces the geographical basis of the region and highlights its position
within global geography.

The association of different countries and areas with the Nordic is an historical
category which describes the inter-related histories of the countries which are
categorised by various forms of conquest, union and federation as well as looser
forms of treaty, partnership and co-operation (Archer & Joenniemi, 2017; Tagil,
1995).

In addition to, and as a result of, the geographical and historical components that
comprise the Nordic, the countries in the region also share a number of cultural
features including shared folklore and folk history, Protestantism, linguistic
similarities (excepting Finish, Greenlandic/Kalaallisut and the Sami languages),
leisure activities especially out-door and physical activities (e.g. walking and skiing)
and cultural values e.g. egalitarianism and collectivism (Gradén, 2016; Grendstad,
2001).

The region also shares political institutions, most notably the Nordic council
formed in 1952 and the Nordic council of ministers formed in 1971, which
formalise the Nordic into a political relationship (Strang, 2015). In addition, the
Sami Parliamentary Council (SPC) founded in 2000 provides another fora for cross-
border co-operation which brings together the Sami parliaments in Finland, Norway
and Sweden. These political arrangements are echoed in multiple forms of cross-
Nordic collaboration that exist across a wide variety of policy areas.
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These forms of cross-border collaboration are underpinned by similar, although
far from identical political systems and ideologies. The ideological similarity of
what is sometimes referred to as the ‘Nordic model” eases collaboration across the
region as it creates a situation where there are similar institutions and approaches to
policy across different countries. Key features of the ‘“Nordic model’ include mixed
economies, social democratic politics, high levels of taxation, welfare provision and
a commitment to gender equality, social cohesion and limiting income inequality
and differences between social classes (Marklund, 2017; Ryner, 2007).

It is important to recognise the multi-faceted way in which the category of the
Nordic is comprised as the geographical, historical, cultural, political and ideological
elements all interact in both explicit and implicit ways. Various writers have argued
that the idea of the Nordic has emerged in a purposeful way which serves the aims
of both internal social cohesion and the development of soft power in the world
(Browning, 2007; Marklund, 2017). The concept of Nordic ‘exceptionalism’ has
its origins in nineteenth century nationalism but became globally important during
the Cold War. At that time the idea that the Nordic countries were different from the
rest of the world (supporting peace and internationalism, bridging East and West
whilst supporting the global South, and taking a middle way between capitalism
and communism) could all be viewed as a claim to greater rationality and the
idea that these states were better than the rest of the world and offered a model
that others should follow (Browning, 2007). The idea of Nordic ‘exceptionalism’
therefore makes use of both meanings of the word (both ‘different from” and ‘better
than”).

Hvid and Falkum (2019) quote the Deputy Director of Employment, Labour and
Social Affairs at the Organisation for Economic Co-operation and Development
(OECD) who said ‘Whether you look at unemployment, employment, income,
equality, social security, or the quality of the working environment, the Nordic
countries are at the top of the international rankings’. This means that other states,
national administrations and global organisations are interested in examining the
different elements of the Nordic model in detail (e.g. Hooley, Chapter 3). This book
considers career guidance as an important element of the Nordic model and gives
a rich and detailed insight into the different approaches, practices, tools, systems
and more conceptual ways of thinking about career and career guidance that can be
found in the Nordic countries.

Since the Cold War, Nordic exceptionalism has had to be remade to take account
of the loss of the Cold War context; the increasing neoliberalisation of the Nordic
model; and the challenge to the region’s progressive liberalism that has come from
growth of the populist right (Dahl, 2012; Jungar & Jupskas, 2014; Mjeset, 2011).
This new brand of ‘Nordicity’ retains political components but is also strongly
cultural in nature. Andersen, Kjeldgaard, Lindberg and Ostberg (2019) argue that it
is characterised by a ‘complex brandscape’ (p. 214) comprised of a series of carefully
balanced tensions such as: modernity/Norse mythology; egalitarian inclusiveness/
luxury designer brands; gendered fashion/gender reflexivity and equality; and
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ethnocentrism/multi-culturalism. But, as Marklund’s (2017) discussion of the
representation of the Nordic in Monocle magazine demonstrates, the collection of,
at times contradictory, images that comprise this supra-national brand remain highly
seductive internationally. In this sense Nordicity has become an ambiguous but still
powerful and positive signifier. The Nordic is desirable, it suggests much, but it can
be difficult to pin down.

Despite their many similarities it is important to recognise that there are big
differences between the different Nordic states and areas. While there is much that
unites the region, it is far from homogeneous. The Nordic region includes large
cosmopolitan cities as well as some of the most remote and isolated areas on the
planet. Some states have benefitted from access to valuable natural resources, while
others have not. The region is becoming increasingly ethnically diverse, although the
extent of such diversity varies by state. States have also taken different positions on
key geopolitical issues including membership of the European Union and the North
Atlantic Treaty Organisation (NATO). Politically, social democracy has remained
dominant in Sweden whilst most of the rest of the Nordic states have experienced a
range of right-wing governments. We will explore this diversity further throughout
the volume.

THE NORDIC WELFARE MODEL

The Nordic Welfare model describes both a particular set of policies and an abstract
ideal. While it is enacted differently across the Nordic region authors also agree on
its similarities. Most prominently is a high level of public spending on welfare which
offers citizens a range of benefits including low cost full time professional day-care,
free primary, secondary and tertiary education, free health insurance, subsidised
dental care, and low cost elder-care. A key principle of these systems is that of
universalism, meaning that in theory at least, all citizens can access all services
(Greve, 2007). Greve (2007, p. 45) labels this ‘the Scandinavian, Socialdemocratic,
Keynesian model’ noting that in this system the state is largely responsible for
organising and financing the welfare state.

The Nordic model describes an approach to government that goes beyond the
provision of generous universal benefits. Another key feature is the system of
collective bargaining covering most of the private as well as the public labour market
(Nielson, 2016). This is accompanied by a system of voluntary unemployment
insurance run by the trade unions but subsidised by the state with a relatively high
level of unemployment benefits (the so-called flexicurity system) which is designed
to compensates for the absence of strong job security for individual employees.
The Nordic model enables a high level of labour market mobility to be combined
with a high level of employment (including high levels of employment for women
and young people) (Greve, 2007; Nielson, 2016). A key desired outcome from the
welfare system is the engagement of the populace with work and the development of
human capital (see Bakke, Chapter 2).
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Career guidance sits in the middle of several key elements of the Nordic welfare
state. It lives within the public employment services where it is asked to support
individuals to maximise their employability and remain within the labour market.
Since the 1990s, these services have increasingly adopted ‘active labour market
policy’ shifting the focus from the provision of welfare to unemployed people and
towards conditional ‘workfare’ policies which link labour market participation to the
entitlement to benefits (Kvist & Grace, 2011). Integrating career guidance into such
active labour market policies can be problematic as it requires careers professionals
to balance the development aspirations of the field with the elements of compulsion
and social control (Darmon & Perez, 2011).

Career guidance is also central to youth services and particularly to services
that seek to reengage young people in education and training who are currently not
working or studying. As has already been discussed the Nordic model places a high
value on labour market participation and consequently includes public services to
ensure that young people experience a smooth transition from education to the labour
market (Halvorsen & Hvinden, 2015). The increasing focus on active labour market
policy as a key component of the Nordic model extends to young people through
the delivery of services, including career guidance, which are designed to channel
young people back into the labour market through guidance, education and training.

Finally, it is important to recognise that the Nordic education system is at the
centre of the Nordic welfare model (Antikainen, 2006; Proitz & Aasen, 2017). As
this book will show career guidance is deeply embedded into the Nordic education
system and serves a number of key functions including helping individuals to
manage their way around the system and facilitating their transition into work.

CAREER GUIDANCE AND COLLABORATION IN THE NORDIC COUNTRIES

The Nordic countries have a long history of collaborating on career guidance practice
and policies. There has also been cross-Nordic collaboration between academic
programmes with responsibility for training career professionals and in relation to
research and evidence in the field.

The Nordic career guidance associations have organised themselves in Nordiska
forbundet for studie- och yrkesvagledning [the Nordic Union for Study and Career
Guidance] (NFSY). This body allows for the sharing of challenges and insights
among the Nordic countries.

The Nordic Council of Ministers has played an important role in establishing
and financing cross national collaboration, networks and projects in the field of
career guidance. Nordiskt nitverk for vuxnas ldarande [the Nordic Network for Adult
Learning] (NVL) was established in 2005 by the Nordic Council of Ministers who
continue to finance the network. NVL has hosted a thematic group on adult career
guidance. This group aims to put the development of career competences for adults
on the agenda and support meaningful transition in education and work. NVL has
published reports on various aspects of career guidance in the Nordic countries.
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These include papers discussing expected outputs/outcomes of guidance services
for adults in the Nordic countries (Vuorinen & Leino, 2009), career guidance and
the validation of prior learning (NVL, 2015); the coordination of guidance provision
across the region (NVL, 2017); and, in collaboration with the ELGPN, a paper
focusing on Career Management Skills (CMS) and exploring their value to the
Nordic countries (Thomsen, 2014).

Another network supported by the Nordic Council of Ministers through Nordplus
is VALA which is a network of career counselling and guidance programs at higher
education institutions in the Nordic and Baltic countries. The aim of VALA is to
increase professionalisation and strengthen ties and co-operation between higher
education institutions offering academic education in career guidance. VALA supports
student and teacher mobility and hosts a summer school in ICT and guidance at the
University of Jyvéskyla in Finland (see Kettunen, Lindberg, Nygaard, & Kardal,
Chapter 11) and, as of 2020, another summer school in social justice and career
guidance at the Inland Norway University of Applied Sciences. VALA has mapped
ten career guidance and counselling programmes in Denmark, Finland, Greenland,
Iceland, Norway and Sweden against the curriculum model developed by the Network
for Innovation in Career Guidance and Counselling in Europe (NICE) (Andreassen,
Einarsdottir, Lerkkanen, Thomsen, & Wikstrand, 2019). The results show that all
NICE core competences are represented in the curricula of the universities involved
in the education of career professionals across the Nordic region. However, there
is greater focus in some programmes on developing competences for individual
career guidance, than on developing competences for working at organisational and
societal levels.

Recently in 2019 the Nordic countries have established the Nordic Research
Network on Transitions, Career and Guidance (NoRNet). The aim of the network
is to increase research collaboration among the Nordic countries and to support
international collaboration on research topics. There is also a working group which
is seeking to develop a Nordic journal of career guidance.

THE FOUR COS OF CAREER GUIDANCE IN NORDIC COUNTRIES

In this section of the chapter we draw together some of the key insights from the
other chapters in the book to provide an overarching characterisation of Nordic
career guidance. We have described this characterisation as the four ‘COs’ of Nordic
career guidance (context, community, co-construction and collaboration). The four
COs provide a description of the key values and approaches that underpin career
guidance in the Nordic countries.

As with any model or typology describing a complex social phenomenon that
exists across multiple countries it is important to guard against simplifying differences
within and across countries. The Nordic countries do not have a single approach to
career and career guidance. This volume provides detail on all of the countries and
highlights the different sectors and approaches that exist within each. However, it is
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hoped that the four COs can act as an organising framework for thinking about key
concerns, trends and approaches within the field in the Nordic countries.
The four COs are:

* the acknowledgement of career and career guidance as embedded in context;

* community as important resource for career guidance;

* co-construction as the defining professional approach to career guidance; and

 collaboration between policy, research and practice across the Nordic countries
as the usual way in which career guidance is developed and managed.

Context

We began this chapter with a discussion of the importance of context in understanding
career and career guidance. Careers and career guidance emerge from context, they
are at once psychological and social operating at the interface of the individual
and society (Collin, 1997). Career guidance within the Nordic countries actively
recognises the importance of context when helping people to develop their careers.

The need to recognise the Nordic context and to create a version of career guidance
that is nationally and locally relevant is built into the heart of thinking about career
guidance in the region. This means that practitioners and policymakers have been
careful about importing international theories and models. Einarsdottir, Bjornsdottir,
and Lerkkanen (Chapter 12) explore the tension inherent in borrowing good ideas
from other countries whilst attending to the local context in their chapter on career
assessment instruments. They argue that emic approaches need to be used to validate
instruments that may have originated in other cultures. This is illustrative of a wider
urge to embedd career guidance practices within the Nordic context.

Other chapters in this book also pick up the importance of attending closely to
the context within which career guidance is practiced and using this to inform its
design and delivery. Alexander, Holm, Hansen, and Vahl (Chapter 5) show how
career guidance needs to be adapted for the unique contexts in the Faroe Isles
and Greenland, Vilhjalmsdottir (Chapter 10) traces the way that the Icelandic
career guidance profession emerged as part of a careful balancing of national and
international influences and Fredriksen (Chapter 21) explores how practice needs to
develop in response to the changed context of work with migrants.

As well as insisting that career guidance is embedded in Nordic cultures and
contexts, there is also an interest in actively incorporating aspects of this context into
the kinds of career guidance that are offered. Career guidance in the Nordic countries
therefore actively recognises the importance of context and encourages individuals
to notice the specific places and cultures in which they are pursuing their careers.

The way that context is recognised in careers work includes activities that allow
for young people to experience education programmes and work before making
choices to pursue them. This kind of experiential learning is central to the theories
and approaches that underpin Nordic guidance (see Thomsen, 2014). This is
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exemplified in Chapter 17, where Skovhus and Thomsen identify taster programmes
as a central component of career guidance activities for young people in schools
across the Nordic region. Reise’s contribution in Chapter 18 also highlights the
way that learning about context through practical experiences is central to career
education curricula in Norway. The provision of relevant labour market information
as a key component of career guidance in the Nordic countries provides another
example of career guidance actively fostering engagement with context (Alexander
et al., Chapter 5; Launikari, Ahlroos, Hagen, & Stefansdottir, Chapter 13).

Community

The second CO focuses on community as an important resource for career building.
Nordic career guidance questions individualistic approaches and recognises that
careers are built with others rather than alone. Individuals pursue their careers
alongside others and as part of various kinds of community and collective. In
response to this Nordic career guidance seeks to help people to develop collective
responses to challenges and opportunities as well as individual responses.

The focus on community is exemplified by the ‘career guidance in communities’
approach which was developed in Denmark by Thomsen, Skovhus, and Buhl (2013).
The aim of this model is to inspire practitioners and professionals to leave their
offices and to bring career guidance into communities that might not identify or
engage with it in the first instance. Whereas individualised approaches to career
guidance encourage people to look within themselves to develop their careers, the
community focused approaches found in the Nordic countries support individuals to
draw on wider social and community resources. People and their careers are viewed
as being part of the collective rather than atomised. Individuals’ are encouraged
to use the resources that they have in the communities that they are already part
of and supported to build bridges with new communities e.g. through involving
local business communities in career education activities (see Mordal, Buland, &
Mathiesen, Chapter 16).

Community based approaches can be seen in Chapter 21 where Fredriksen
describes the development of a collective approach to the career counselling of
refugees and immigrants arriving in Norway. In this example, career guidance is
trying to both encourage the refugees to make use of their family and community
resources as well as building bridges into wider Nordic society.

Another community-based approach is described in Chapter 22 by Thomsen,
Rasmussen and Mariager-Anderson who explore the career guidance offered by trade
unions. Trade unions provide an important form of community that brings together
workers and provide a connection between individual career development and social
and economic policy. The case study shows how, in addition to more traditional
face-to-face conversations and group dialogues, career guidance practitioners
are involved in interventions that support collective actions to build better career
opportunities through structural and political work.

11
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Co-Construction

The third CO is co-construction which describes the way in which the Nordic career
professional interacts with individuals in a non-hierarchical way and encourages
people to work together and support each other. The idea of co-constructive career
guidance challenges the idea of the professional as the repository of all of the answers
and recognises that individuals are the experts in their own careers. Within such a
conception, the role of the career professional is to support, facilitate and offer new
frames of reference for career issues.

These kinds of progressive non-hierarchical forms of practice are closely aligned
to the Nordic values that we have discussed earlier in the chapter. Political and
cultural beliefs in democratic, egalitarian and non-hierarchical societies manifest in
the practice of career guidance in the region. Recent years have seen these approaches
come more to the fore with an increased interest in group guidance methodologies,
career guidance in communities (Thomsen, 2012), career guidance in social media
(Kettunen, 2017), listening to the voices of users more carefully in the development
of career guidance services (Plant & Haug, 2018) and network building as way of
bringing people together, facilitating sharing processes and establishing supportive
environments that can endure beyond the initial intervention.

The idea of co-construction within the wider career guidance literature is typically
focused on the relationship that practitioners build with their clients in counselling
environments (e.g. Brott, 2016; Maree & Di Fabio, 2018) or their students in group
and educational settings (Cohen-Scali & Pouyaud, 2019; Kuijpers & Meijers, 2017).
This kind of non-hierarchal practice is an important aspect of Nordic career guidance.
However, the Nordic conception of co-construction goes beyond this to recognise
the need to co-construct systems and policies and to co-design the service itself.

Within the Nordic states it is common to include stakeholders and users in the
development of policy as is illustrated in the example of the National Dialogue
Forum in Denmark (Jensen, Chapter 8). A strong example of co-construction at
the level of service design can be found in the Finnish One-Stop Guidance Centres
discussed by Kettunen and Felt in Chapter 20. The development of the One-Stop
Guidance Centres used the 4P approach (private-public-people-partnership) (Ng,
Wong, & Wong, 2013) to involve service users in the design and development of the
centres. The 4P approach values bottom-up participatory strategies and places user
engagement at the centre of service design.

Kettunen et al. (Chapter 11) expand the idea of co-construction to ‘co-careering’.
They highlight that the integration of modern technologies in career services has
created a shift in guidance locus from being supplier-driven and bound by time
and space to user-driven and happening everywhere and all the time (Kettunen,
Sampson, & Vuorinen, 2015). As a concept co-careering refers to online space where
shared expertise and meaningful co-construction of career issues take place among
community members (Kettunen, 2017). The practitioner is no longer in control of
the process, but is now a participant in a process. Barnes, La Gro, and Watts (2010)
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described this shift as a progression from career guidance being led by the provider
to it being led by the user. Furthermore, it is a way to think about the kind of stance
that professionals need to take in engaging in and contributing to this kind of co-
constructive approach within the online environment.

Collaboration

Finally, Nordic guidance is defined by a range of collaborative relationships that
exist within the field. Guidance exists as a collaboration between multiple actors.
Policymakers set the framework for it to happen, researchers shape and evaluate it,
practitioners operationalise it and innovate, and clients and learners participate in
it. This multi-actor nature of career guidance applies to its operation in all countries
and parts of the world, although it is often ignored in academic commentaries on
the field. What is distinctive about the Nordic career guidance field is that the
contributions of the variety of actors are acknowledged and the relationship between
the actors is characterised by collaboration and co-operation. Furthermore, this
collaboration rests on the ideal of democratisation of both knowledge production
and policymaking processes in the career guidance field.

In Chapter 8, Jensen looks at the introduction of guidance reforms in Denmark
over the last twenty years. He argues that when these reforms worked best there were
strong collaborative mechanisms available through the National Dialogue Forum
and a clear relationship between policy, practice and research.

Finland also has a long history of good collaboration between the educational
and employment sector regarding career guidance. In Chapter 9, Toni and Vuorinen
describe the developments in lifelong guidance in Finland and provide an example
of cross-ministerial collaboration and collaborations between national and regional
government. So far, this has resulted in the One-Stop Guidance Centre model
described in Chapter 20 by Kettunen and Felt, which reflects the ideas of New Public
Governance (Osborn, 2010) and has a strong focus on collaboration and horizontal
ties between individuals and agencies.

Recent developments in Norway have also showcased the close collaboration
between research, policy and practice in relation to the development of a national
framework for quality in career guidance. Kompetence Norge (Skills Norway) has
facilitated a process of collaboration that steps up the usual approach to policy
development through consultative processes. Through seminars involving three
subject groups with practitioners from different sectors, researchers and policy
makers from different organisations have worked together to develop a national
quality framework for career guidance across all sectors. So far, this has resulted in a
national report on four key themes, quality, ethics, competence standards and career
learning (Haug et al., 2019a).

Poulsen and Buland (Chapter 15) explore an approach to collaboration between
teachers, careers professionals and researchers and supported by trade unions and
employers. They describe a process of developing career education activities and
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recommendations through the facilitation of research circles. Poulsen and Buland
analyse the development of practice through research circles as a process of co-
generative learning and argue that this approach is rooted in the Nordic tradition of
participatory action research.

Another important dimension of Nordic collaboration is the collaboration between
actors in different Nordic countries. Cross-Nordic collaborations are illustrated by
Kettunen et al. (Chapter 11). This chapter discusses an international course that
has been jointly developed by practitioners and researchers from a range of Nordic
countries to increase career practitioners’ capacity in ICT (Kettunen, 2017). Other
chapters in this volume (e.g. Chapters 4, 5, 12, 13 and 15) also demonstrate the lively
culture of cross-Nordic collaboration that exists.

ABOUT THE VOLUME
Content of the Volume

The book is structured in three parts which follow this introductory chapter. Part 1
discusses the systems and policies that are used to organise career guidance across
the Nordic region. Part 2 focuses on the profession, professional development and
practitioner competences. Part 3 explores the range of practices that can be found in
the Nordic countries.

Part 1 begins with Bakke’s discussion, in Chapter 2, of the way in which the
concept of career fits into the Nordic context. She argues that work, and therefore
career, are central concerns in the Nordic model and Nordic culture, and that
welfare is organised to ensure maximum participation in work and equal access to
employment. In Chapter 3, Hooley explores the way in which those outside of the
Nordic region see Nordic work, education and career guidance. Chapter 4, focuses
on the issue of gender and gender equality, with Schulstok and Wikstrand examining
how different ideas about gender politics across the region shape career thinking
and career guidance. In Chapter 5, Alexander, Holm, Hansen and Motzfeldt Vahl
focus on the development of career guidance in the self-governing Nordic regions
of the Faroe Isles and Greenland. In Chapter 6, Kjaergard uses Foucault’s analytical
tools to explore and examine the development of career guidance historically and
contextually. Chapters 7, 8 and 9 look at policy developments in different Nordic
countries. Lovén, Jensen and Toni and Vuorinen respectively describe the policy
environments for career guidance in Sweden, Denmark and Finland.

Part 2 focuses on the career guidance profession. It begins, in Chapter 10, with
Vilhjamsdottir’s history of the Icelandic guidance profession. She outlines four key
elements of the history of guidance in Iceland, describing them as international co-
operation, policy and legislation, the professional association and the education and
training of school counsellors. Vilhjamsdottir, argues that these four elements are
needed in the making of a guidance profession in a small country like Iceland. In
Chapter 11, Kettunen, Lindberg, Nygaard and Kardal describe the development of
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a cross-Nordic course designed to engage professionals in the use of information
communication technologies (ICT) in guidance and counselling. In Chapter 12,
the use of career assessments in the Nordic countries is discussed by Einarsdéttir,
Bjornsdottir and Lerkkanen. Chapter 13, sees Launikari, Ahlroos, Hagen and
Stefansdottir discuss how Nordic guidance professionals can support the international
mobility of learners. In Chapter 14, Haug argues that there are many different ways
to understand quality in career guidance in Norwegian schools. Part 2 finishes with a
chapter from Poulsen and Buland (Chapter 15) where they discuss how collaborative
research processes can facilitate professional learning and development in career
guidance and counselling.

The final part focuses on the range of different practices that comprise career
guidance across the Nordic countries. In Chapter 16, Mordal, Buland and Mathiesen
present the findings from an exploratory study of career guidance and career learning
in primary schools in Norway. Chapters 17 and 18 continue to focus on schools, first
with Skovhus and Thomsen exploring the participation of lower secondary students
in taster programmes in Denmark and then with Reise discussing the rationale
underpinning the curriculum in the Norwegian subject Educational Choice. In
Chapter 19, Jochumsen, describes the challenges of the digital transformation of
analogue career guidance tools and examines how they are used. Chapter 20 sees
Kettunen and Felt describe Finnish efforts to introduce and expand the service model
known as the ‘one stop guidance centre’ as a tool for youth guarantee implementation.
In Chapter 21, Fredriksen addresses the need for a more collective approach to the
career counselling of refugees and immigrants arriving in the Nordic countries.
In Chapter 22, Thomsen, Mariager-Anderson and Rasmussen examine the role of
career guidance provided by trade unions for their members and the ways in which
this guidance contributes to people’s plans for and access to funds for competence
development, adult education and further training. In the last chapter of the book
(Chapter 23), Bakke, Barham and Plant argue that older people have distinctive
career guidance needs. Drawing on research with Norwegian women they identify
the characteristics of older people and their largely unmet guidance needs.

Using This Volume

This volume shares insights from the Nordic countries with everyone who takes
an interest in developing practice, policy and research in career guidance. Career
guidance has been a central component of Nordic welfare societies for many decades
and the authors of the chapters in this volume offer insight into the organisation,
policy and practice in the Nordic countries. We have pulled some insights together
and used them to coin the four CO’s of career guidance which we hope can act
as an organising framework for thinking about key concerns within the field in
the Nordic countries and beyond and as such make a contribution to the wider
international community of career development for inspiration, discussion, critique
and development.
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We hope that the volume will be useful to policymakers, researchers, students and
practitioners in the Nordic countries. The research presented in this book reveals the
Nordic states to be a natural laboratory for career guidance where multiple initiatives
and experiments are being tried alongside longstanding practices and approaches.
We have already discussed the strong tradition of cross-Nordic collaboration that
exists in the careers field, we believe that this is one of the region’s strengths, and
hope that the material presented here can support this tradition of mutual learning
and collaboration.

We also hope that this book will be of interest to those outside of the Nordic
countries. Although this book is inspired by a need to recognise the local and cultural
specificity of career and career guidance, we are also strongly internationalist in our
approach. The book hopefully shows that the Nordic region has much to offer the
wider world of career guidance, but we are also keen to learn from other places and
engage in ongoing cooperation and sharing. The volume challenges the idea that a
single theory or practice can be implemented across the world and champions the
idea that a recognition of the cultural, political, economic and educational context is
essential to underpin effective career guidance. We hope that this inspires ongoing
dialogue between those interested in career guidance across the world and fosters a
spirit of mutual, non-hierarchical sharing, co-operation and inspiration.

BUILDING ON THE PRESENT, SHAPING THE FUTURE

Before we finish this introduction, we would like to briefly look to the future of
Nordic career guidance. To do this we want to reflect on discussions that we had with
a wide range of experts at a workshop we organised on career guidance in the Nordic
countries at the IAEVG conference in Gdoteborg in 2018. The workshop brought
together around 50 participants from the Nordic countries and beyond to engage in
dialogue about the past, present and future of Nordic guidance.

Participants described the landscape of career guidance in their countries and it
became evident that the Nordic countries are all at different stages in the policy cycle.
Some are witnessing increased interest in career guidance, others decreased interest.
They also described a range of weaknesses in policy and provision across the Nordic
countries. Participants reported that policy initiatives are often poorly implemented
and rarely evaluated. They noted that national career guidance systems are rarely
lifelong and tend to be organised on a sectoral basis and targeted at different age
groups. They also bemoaned the fact the Nordic countries were often reluctant to
promote innovative and successful career guidance initiatives internationally.

Workshop participants were clear that lifelong guidance should be seen as central
to Nordic states’ strategies on lifelong learning, labour force development and
social equity. At the heart of such strategies should be high quality career guidance
professionals and a common language that supports this profession to work cross-
sectorally. They also emphasised the importance of building on the tradition of
community, professional and user participation in the development of policy and
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practice. Finally, the participants also discussed the importance of building on and
extending the tradition of trans-Nordic co-operation on career guidance.

The chapters presented in this book build on and extend the description of the
problems and opportunities that we identified in the IAEVG workshop. It is not a
manifesto and we do not aim to present a set of ‘demands’. However, we believe that
the evidence presented here suggests that high quality, lifelong guidance should be at
the heart of the Nordic model. There is much to be celebrated in the forms of career
guidance that already exist in the Nordic countries and which we have summarise
through the four COs. But, as we look to the future, we would hope that career
guidance becomes more centrally embedded into policy and that policy support for
the field across the region becomes more consistent and less prone to the whims of
different governments. Career and career guidance needs to be viewed as a lifelong,
cross-sectoral endeavour built on professionalism and evidence. All stakeholders
should be involved in the design and development of career guidance services and
practitioners, policymakers and researchers should be in the habit of sharing ideas
with their colleagues across the region and beyond. This kind of vision of the future
of guidance would require a big shift in policy and practice. The Nordic countries
provide an ideal environment for such a shift to take place.

We hope that this book will be a step forwards into this future by stimulating
dialogue, collaboration and debate across the Nordic countries and beyond.

REFERENCES

Andersen, L. P, Kjeldgaard, D., Lindberg, F., & Ostberg, J. (2019). Nordic branding: An odyssey into the
Nordic myth market. In S. Askegaard & J. Ostberg (Eds.), Nordic consumer culture (pp. 213-238).
Cham: Palgrave Macmillan.

Andreassen, 1. H., Einarsdottir, S., Lerkkanen, J., Thomsen, R., & Wikstrand, F. (2019). Diverse histories,
common ground and a shared future: The education of career guidance and counselling professionals
in the Nordic countries. International Journal for Educational and Vocational Guidance, 19(3),
411-436. doi:10.1007/s10775-018-09386-9

Antikainen, A. (2006). In search of Nordic model in education. Scandinavian Journal of Educational
Research, 50(3), 229-243. doi:10.1080/00313830600743258

Alexander, R. (2018). Social justice and geographical location in career guidance. In T. Hooley,
R. G. Sultana, & R. Thomsen (Eds.), Career guidance for social justice: Contesting neoliberalism
(pp- 77-91). London: Routledge.

Alexander, R., & Hooley, T. (2018). The places of careers: The role of geography in career development.
In V. Cohen-Scali, J. Rossier, & L. Nota (Eds.), New perspectives on career counseling and guidance
in Europe (pp. 119—130). Cham: Springer.

Archer, C., & Joenniemi, P. (2017). The Nordic peace. London: Routledge.

Arulmani, G. (2016). Contexts and circumstances: The cultural preparation process approach to career
development. In M. McMahon (Ed.), Career counselling: Constructivist approaches (pp. 97-108).
London: Routledge.

Barnes, A., La Gro, N., & Watts, A. G. (2010). Developing e-guidance competencies: The outcomes of a
two-year European project to transform the professional development of career guidance practitioners.
Career research and development. The NICEC Journal, 25, 26-32.

Bergmo-Prvulovic, I. (2018). Conflicting perspectives on career. Implications for career guidance and
social justice. In T. Hooley, R. G. Sultana, & R. Thomsen (Eds.), Career guidance for social justice:
Contesting neoliberalism (pp. 143—158). London: Routledge.

17



E.H.HAUG ET AL.

Brott, P. E. (2016). The storied approach to career co-construction with an older female client. In
L. A. Busacca & M. C. Rehfuss (Eds.), Postmodern career counseling: A handbook of culture, context,
and cases (pp. 147-162). Alexandria, VA: American Counseling Association.

Browning, C. S. (2007). Branding nordicity: Models, identity and the decline of exceptionalism.
Cooperation and Conflict, 42(1), 27-51.

Cohen-Scali, V., & Pouyaud, J. (2019). A career education approach based on group dialogues to help
adolescents and emerging adults in their self construction. In J. Maree (Ed.), Handbook of innovative
career counselling (pp. 405-424). Cham: Springer.

Collin, A. (1997). Career in context. British Journal of Guidance & Counselling, 25(4), 435-446.

Dahl, H. M. (2012). Neo-liberalism meets the Nordic welfare state—Gaps and silences. NORA-Nordic
Journal of Feminist and Gender Research, 20(4), 283-288.

Darmon, 1., & Perez, C. (2011). ‘Conduct of conduct’ or the shaping of ‘adequate dispositions’? Labour
market and career guidance in four European countries. Critical Social Policy, 31(1), 77-101.

ELGPN [European Lifelong Guidance Policy Network]. (2014). Lifelong guidance policy development:
Glossary (ELGPN Tools No. 2). Jyvaskyld, Finland.

Gradén, L. (Ed.). (2016). Performing Nordic heritage: Everyday practices and institutional culture.
London: Routledge.

Greve, B. (2007). What characterise the Nordic welfare state model. Journal of Social Sciences, 3(2),
43-51.

Grendstad, G. (2001). Nordic cultural baselines: Accounting for domestic convergence and foreign policy
divergence. Journal of Comparative Policy Analysis: Research and Practice, 3(1), 5-29.

Grey, C. (1994). Career as a project of the self and labour process discipline. Sociology, 28, 479-497.

Halvorsen, R., & Hvinden, B. (2015). New policies to promote youth inclusion: Accommodation of
diversity in the Nordic welfare states. Copenhagen: Nordic Council of Ministers.

Haug, E. H., Holm-Nordhagen, A., Thomsen, R., Schulstok, T., Engh, L. W., Gravas, T. F., ... Gaarder, L. E.
(2019a). Nasjonalt kvalitetsrammeverk for karriereveiledning. Faglig forslag til omrdadene etikk,
karrierekompetanse og kompetansestandarder [National Quality Framework for career guidance.
Professional suggestion for ethics, career competence and competence standards]. Oslo: Kompetence
Norge [Skills Norway]. Retrieved from https://www.kompetansenorge.no/Karriereveiledning/
kvalitet-i-karriereveiledning/

Haug, E. H., Plant, P., Valdimarsdoéttir, S., Bergmo-Prvulovic, I., Vuorinen, R., Lovén, A., &
Vilhjalmsdottir, G. (2019b). Nordic research on educational and vocational guidance: A systematic
literature review of thematic features between 2003 and 2016. International Journal for Educational
and Vocational Guidance, 19, 185-202. doi:10.1007/s10775-018-9375-4

Hooley, T., Sultana, R. G., & Thomsen, R. (2018). The neoliberal challenge to career guidance: Mobilising
research, policy and practice around social justice. In T. Hooley, R. G Sultana, & R. Thomsen (Eds.),
Career guidance for social justice: Contesting neoliberalism (pp. 1-28). London: Routledge.

Hvid, H. S., & Falkum, E. (2019). Work and wellbeing in the Nordic countries: Critical perspectives on
the world’s best working lives. New York, NY: Routledge.

Jungar, A. C., & Jupskas, A. R. (2014). Populist radical right parties in the Nordic region: A new and
distinct party family? Scandinavian Political Studies, 37(3), 215-238.

Kettunen, J. (2017). Career practitioners’conceptions of social media and competency for social media in
career services (Dissertation, Studies, 32). University of Jyviskyld, Finnish Institute for Educational
Research, Jyviskyld, Finland.

Kettunen, J., Sampson Jr., J. P., & Vuorinen, R. (2015). Career practitioners’ conceptions of competency
for social media in career services. British Journal of Guidance & Counselling, 43(1), 43-56.
doi:10.1080 /03069885.2014.939945

Kuijpers, M., & Meijers, F. (2017). Professionalising teachers in career dialogue: An effect study. British
Journal of Guidance & Counselling, 45(1), 83-96.

Kvist, J., & Greve, B. (2011). Has the Nordic welfare model been transformed? Social Policy and
Administration, 45(2), 146-160. doi:10.1111/j.1467-9515.2010.00761.x

Marklund, C. (2017). The Nordic model on the global market of ideas: The welfare state as Scandinavia’s
best brand. Geopolitics, 22, 623-639. doi:10.1080/14650045.2016.1251906

18



SETTING NORDIC CAREER GUIDANCE IN CONTEXT

Maree, J., & Di Fabio, A. (2018). Integrating personal and career counseling to promote sustainable
development and change. Sustainability, 10(11), 4176. doi:10.3390/sul0114176

Mjeset, L. (2011). Nordic political economy after financial deregulation: Banking crises, economic
experts, and the role of neoliberalism. In L. Mjeset (Ed.), The Nordic varieties of capitalism
(pp. 365-420). Bingley: Emerald Group Publishing Limited.

Network for Adult Learning (NVL). (2015) Guidance in validation within the Nordic region — Challenges
and opportunities (NVL report). Oslo: NVL.

Network for Adult Learning (NVL). (2017). Samordning av vigledningen i de nordiska linderna,
Féréarna, Gronland och Aland [Coordination of guidance in the Nordic countries, The Faroe Islands,
Greenland and Aalandland] (NVL report). Oslo: NVL.

Nielson, P. (2016). Working life in the Nordic region: Challenges and proposals. Copenhagen: Nordic
Council of Ministers.

Ng, S. T., Wong, J. M. W., & Wong, K. K. W. (2013). A public private people partnerships (P4) process
framework for infrastructure development in Hong Kong. Cities, 31, 370-381. doi:10.1016/j.
cities.2012.12.002

OECD [Organisation for Economic Co-operation and Development]. (2004). Career guidance and public
policy: Bridging the gap. Paris: OECD.

Osborne, S. P. (Ed.). (2010). The new public governance: Emerging perspectives on the theory and
practice of public governance. London: Routledge.

Plant, P. (2003). The five swans: Educational and vocational guidance in the Nordic countries.
International Journal for Educational and Vocational Guidance, 3(2), 85-100.

Plant, P., & Haug, E. H. (2018). Unheard: The voice of users in the development of quality in career
guidance services. International Journal of Lifelong Education, 37(3), 372-383.

Plant, P., & Thomsen, R. (2011). Career guidance in Denmark: Social control in a velvet glove.
Orientacion y Sociedad, 11.

Proitz, T. S., & Aasen, P. (2017). Making and re-making the Nordic model of education. In P. Nedergaard
& A. Wivel (Eds.), The Routledge handbook of Scandinavian politics (pp. 213-228). London:
Routledge.

Ribeiro, M. A., & Fongatti, G. D. O. S. (2018). The gap between theory and context as a generator of
social injustice: Seeking to confront social inequality in Brazil through career guidance. In T. Hooley,
R. G. Sultana, & R. Thomsen (Eds.), Career guidance for social justice: Contesting neoliberalism
(pp- 193-208). London: Routledge.

Ryner, J. M. (2007). The Nordic model: Does it exist? Can it survive? New Political Economy, 12(1),
61-70.

Sandemose, A. (1999[1933)). En flyktning krysser sitt sport: Fortellingen om en morders barndom [A
fugitive crosses his tracks: The story of a murderers childhood). Oslo: Aschehoug & Co.

Savickas, M. L. (2012). Life design: A paradigm for career intervention in the 21st century. Journal of
Counseling & Development, 90(1), 13-19.

Strang, J. (2015). Nordic political and economic cooperation: Context, history and outlook. Retrieved
from http://www.asean-aemi.org/wp-content/uploads/2015/11/AEMI-Connectivity-Singapore
JohanStrang.pdf

Sultana, R. G. (Ed.). (2017a). Career guidance and livelihood planning across the Mediterranean:
Challenging transitions in South Europe and the MENA region. Rotterdamn, The Netherlands: Sense
Publishers.

Sultana, R. G. (2017b). Career guidance in multicultural societies: Identity, alterity, epiphanies and
pitfalls. British Journal of Guidance & Counselling, 45, 451-462.

Thomsen, R. (2012). Career guidance in communities. Aarhus: Aarhus University Press.

Thomsen, R., Skovhus, R. B., & Buhl, R. (2013). At vejlede i feellesskaber og grupper [Guidance in
communities and groups]. Valby: Schultz.

Thomsen, R. (2014). 4 Nordic perspective on career competences and guidance: Career choices and
career learning. NVL & ELGPN concept note. Oslo: Nordiskt Nétverk for Vuxnas Larande (NVL).

Trotter, S. R. (2015). Breaking the law of Jante. Myth and Nation, 23.

19



E.H.HAUG ET AL.

Tagil, S. (Ed.). (1995). Ethnicity and nation building in the Nordic world. Carbondale, IL & Edwardsville,
IL: Southern Illinois University Press.

Vuorinen, R., & Leino, L. (2009). Expected outputs/outcomes of guidance services for adults in the
Nordic countries. Oslo: Nordiskt Nétverk for Vuxnas Larande (NVL).

Zelloth, H. (2009). In demand: Career guidance in EU neighbouring countries. Luxembourg: Office for
Official Publications of the European Communities.

Watts, A. G. (2014). Cross-national reviews of career guidance systems: Overview and reflections.
Journal of the National Institute for Career Education and Counselling, 32(1), 4—14.

20



PART 1
CAREER GUIDANCE POLICY AND SYSTEMS



INGRID BARDSDATTER BAKKE

2. THE ‘IDEA OF CAREER’ AND ‘A WELFARE STATE
OF MIND’

On the Nordic Model for Welfare and Career

ABSTRACT

While they are independent states, the Nordic countries have common features. As
well as democracy and a mixed economy, a key feature is their social democratic
welfare states, often referred to as the ‘Nordic model’ where equality and universalism
have guided policymaking. The model and Nordic culture are closely connected.
In this chapter, I argue that work, and therefore career, are central concerns in the
Nordic model and Nordic culture, and that welfare is organised to ensure maximum
participation in work and equal access to employment. I then explore how the
centrality of work frames the concept of ‘career’.

INTRODUCTION

The ideology of the social democratic welfare model that underpins the Nordic
political economy shapes the relationship between the people and the state and
informs thinking about the nature of career in the Nordic countries. Career is often
considered to operate in the interface between the individual and the state and so
career is a key place where this uniquely Nordic relationship unfolds and develops.

PUTTING NORDIC INTO PERSPECTIVE

Jalava (2013, p. 258) cautions that ‘whoever enters the domain of historical and
historiographical regions should be aware of venturing into a vague and oscillating
space, which offers no steady ground under one’s feet’. Keeping this in mind I will
proceed with care as I attempt to put the concept of Nordic into perspective.

The Nordic countries of Norway, Sweden, Finland, Denmark and Iceland have,
as is discussed throughout this book, obvious similarities that often make it useful to
consider them together. But, the heterogeneity of the Nordic countries, their different
cultures, different ‘styles’ and national characteristics are evident with a closer
look. The ambiguity of the cross-regional identity co-existing with clear national
differences comes from a history of interaction and interdependence, but also one
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of conflict and striving for domination, distinctiveness and independence (Berntzen,
2017).

A part of the story of the Nordic is that the countries have been joined together
under various constellations, starting with the Kalmar union in 1397. These
constellations were characterised by various degrees of voluntariness, dependency
and duration, but they resulted in a tight network of economic, social, cultural and
political exchange since the Early Middle Ages (Jalava, 2013).

The way in which this history has been written has served a range of narrative
purposes, often supporting the distinctiveness of the nation-states rather than
highlighting the intertwined history of the region (Berger, 2016). For example, in
light of a romantic nationalism and an emancipatory ideology, the new Norwegian
nation state created after the ending of the unions with Denmark and later Sweden,
nurtured, developed and remembered what was considered uniquely Norwegian
(Bakke, 2018) at the cost of the history of Danish rule, commonly referred to as the
‘Dark Ages’ (Berger, 2016).

This period of co-dependency ended with the dissolving of the formal unions
between Norway and Denmark in 1814, and later the dissolution of Norway’s
subsequent union with Sweden in 1905, the unions between Finland and Russia
in 1917 and Denmark and Iceland in 1944. It was from this point, that the Nordic
region became five separate and independent countries, with the addition of the self-
governed territories of the Faroe Islands, Aland and Greenland (Berntzen, 2017;
Alexander, Holm, Hansen, & Motzfeldt Vahl, Chapter 5, this volume). Important
concerns for these new states were cultural, economic and ideological nation
building and solidifying the institutions and systems needed to operate the state. For
these five countries, the high level of activity in legislative work was concurrent,
and happened under the influence of major international events. Common for all
countries was the ideological influence from Germany, which had introduced large-
scale social insurance schemes during the 1880s. This inspired the Nordic states to
develop and pass similar laws. The similarities in the outcome of the nation-building
processes of the respective Nordic countries were a consequence of the concurrent
timing rather than because of a shared Nordic agenda (Alestalo, Hort, & Kuhlne,
2009).

However, the common history, the common situation of being states in
development, and geographical similarities due to being situated in the global north
did serve as a basis for a sense of community. Even though Nordicity as a meso-
regional identity was built into what it meant to be a Dane, Swede, Norwegian, Finn
or Icelander rather than being an overall concept, there was a clear Nordic identity
in the region. This identity can be understood as commonality and Nordic-ness.
Allied to these cultural and ideological elements of Nordicity was a more pragmatic
understanding of the benefit of cooperation and coordination in matters posing
similar or common challenges (Jalava, 2013).

The need for cooperation led to the establishment of the Nordic council as an inter-
parliamentary body, the joint labor market and the harmonisation of social security
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laws in the fifties. This, and the co-occurrence of similar innovative legislation gave
the Nordic countries status as the ‘avant-garde of modernity’ in the period from ca
1945 to ca 1990. This was partly an intentional, ideological strategy, demarcating
the Nordic as different from Europe: a democratic, protestant, progressive and
egalitarian North against a catholic, conservative and capitalist Europe, as well as the
communist eastern bloc (Jalava, 2013). This was intended to serve as a mobilising
vision and to engender cohesion (Ryner, 2007).

Marklund (2017) argues that since the 1950s, the Nordic countries have been
actively building a ‘brand’ as a base for cultural diplomacy, taking advantage of
positive international interest in their economic and social policies and ability to
combine the interests of capital and labour in a democratic and efficient way (see
Hooley, Chapter 3, this volume). The book Freedom and Welfare (Nelson, 1953)
published by the Nordic council addressed current trends, issues and policies of
the Nordic countries at this time, establishing the welfare state as the common
ground for Nordic cultural diplomacy, and a key part of the external image and
the common Nordic identity. At the same time, the Nordic countries competed for
attention, especially from the US (Marklund, 2017), and chose different strategies
for international cooperation, with Norway and Iceland not entering the European
union, and Sweden and Finland not entering NATO (Iso-Markku, 2018).

In other words, as well as being a description of tangible co-operation between
real countries, the concept of ‘Nordic’ is also a phenomenon of discourse constructed
and reproduced to serve diverse purposes. As such, the geographically specific
set of structures that comprise the Nordic region create a socio-spatial unit where
the everyday life of citizens are influenced in concrete ways (Jalava, 2013) by the
policies and practices of the governments, and cross-national ideology. The identity
of Nordic is, in other words, both pragmatic and ideological.

In the following sections in this chapter, I will focus on the Nordic model for
welfare as a cross-national Nordic feature and important to the ‘avant-garde’ of the
Nordic countries. I will look at the conceptual connections between Nordic welfare
as an ideology and career as concept. The rationale for doing this is that in addition
to being a type of government, welfare model ideology is a set of beliefs, values
and opinions about how the state should work and what it should do for society.
In that respect, because of the pervasiveness of the model, the ideological base is
also a part of a shared culture, where culture can be understood as ‘the collective
programming of the mind distinguishing the members of one group or category from
others’ (Hofstede, 1984, p. 21). In that respect, the collective programming from the
Nordic welfare model make up a part of the social structures influencing the lives of
the Nordic population.

THE CONTEXT OF THE NORDIC MODEL FOR WELFARE

One assumption about culture as collective programming, is that it works as tacit,
internalised knowledge. For Nordic citizens, understanding the Nordic model and
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expressing the specifics of it can be difficult, as it is just ‘there’, fostering implicit
expectations about how systems work after generations of experience with them
(Delvik, 2007). The Nordic model can be thought of as constituting a cultural field
in a Bourdieusian understanding of culture (Webb, Schirato, & Danaher, 2010), a
playing ground defined by a certain system and a certain set of rules: the doxa. The
process of internalising the doxa and the system, and the actor’s behaviour navigating
this field, is understood through Bourdieu’s analytical tools as the development of
the habitus. In the following sections, I will look at research on the Nordic welfare
model to clarify what it is, how the cultural field is constituted and how the doxa
operate in order to influence habitus, particularly as this relates to individuals’
understandings of career.

The various local specificities of what is considered the Nordic model for welfare
makes the concept ‘broad, vague and ambiguous’ (Alestalo et al., 2009, p. 2). Kvist,
Fritzell, Hvinden, and Kangas (2012) would even claim that there is no generally
accepted definition of welfare. But, while I recognise a level of conceptual ambiguity,
I believe that it is helpful to adopt Johansson’s (2001) definition of welfare as having
command over the resources required to live a good or decent life. More specifically,
it can be defined as having what one feels is needed ‘in terms of money, possessions,
knowledge, psychological and physical energy, social relations, security and so on
by means of which the individual can control and consciously direct her conditions
of life” (Johansson, 1970, p. 25, as cited in Kvist et al., 2012, p. 2).

An individual’s standard of living, and hence the concept of welfare, is
multidimensional. “What is needed’ will vary, and is dependent on both individual
and context, but the concepts of welfare relate to the experience of not having to
struggle to experience a sense of security and comfort. It is a complex mosaic made
up of many factors that are easy to recognise but not as easy to directly define, as they
are explicitly actor oriented, interrelated, non-comparable, and variable (Fritzell &
Lundberg, 2007). Individuals’ appraisals of material and intangible resources will
vary, and collective resources will be important in different phases of one’s life.
Even more importantly, as actors operate in contexts and systems, conditions will
promote or constrain individual agency variably among different groups, for instance
stratifying them by socioeconomic factors.

The influence of politics on these enabling or constraining factors and how they
are present in peoples’ lives make them an issue of politics and ideology, for instance
policies emphasising equal opportunities and equal access to education and welfare
rights (Kvist et al., 2012). In an overall pattern of welfare, governmental policies
and systems play an important role, and social factors like cultural influence, history,
socioeconomic factors, urbanity, rurality, and societal players like organisations,
unions and employers as well as the individual itself, co-determine patterns of
welfare. “What is needed’ is not the same for the have and the have-nots, those in
a job or in education, people living in an urban context or on the northern coast.
Similarly, in the Nordic countries, the welfare model and the ideology underlying it
will only be one factor in the complexity that make up a nation’s character.
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The welfare model concerns the extent to which politics influences these factors
by systematically affecting the living conditions of citizens. It is important to note
that models and ideologies as used in this article are understood as conceptual
frameworks, to analyse and organise ideas. Weberian ideal types, abstractions that
describe the most prominent features of a case, and how these ideal models describe
the actual living context can always be contested (Ryner, 2007).

However, the extent to which states do or do not assume responsibility and give
support for a citizen’s level of wellbeing is considered one of the defining features
of welfare states. Welfare states are not necessarily designed, but rather emerge from
political debate and compromise and through the struggles of a range of different
social actors. The recognition that welfare states are politically and culturally situated
helps to explain the differences that exist between the Nordic countries which all
espouse that they have a ‘Nordic welfare state’.

One important distinction between welfare regimes highlighted by Esping-
Andersen (1990) is how far they let economic markets operate and how far they
are planned and managed directly by government. Esping-Andersen (1990) defined
three clusters of welfare states, and argued that to do this, it is important to ‘begin
with a set of criteria that define their role in society’ (p. 32). All the three modes of
welfare operate in the tripartite relationship between the state, the market and the
family, but balance their importance or responsibility for the welfare of individuals
in different ways (Fritzell & Lundberg, 2007).

Esping-Andersen’s (1990) first cluster of welfare states is the ‘liberal” welfare
state, typified by means-tested assistance, modest universal transfers and social
insurance plans which mainly support the low-income, working class and state
dependents. US, Canada and Australia are archetypical examples. Entitlement is
associated with stigma, and the less needy can benefit from private but subsidised,
market-based welfare schemes. This type of welfare encourages a market economy,
and results in further stratification of social classes.

The second cluster is the ‘conservative, corporatist’ welfare state. This is
exemplified by Austria, France, Germany and Italy and has traditionally not been
preoccupied with market efficiency and commodification. Redistribution has not
been an issue, as rights have traditionally been attached to status and class, for
example by being entirely income based. As these regimes have developed under
strong influence from the church, welfare benefits emphasise traditional family
values. Support of women’s status as workers through day care and similar family
services is limited, and the state ‘will only interfere when the family’s capacity to
service its members is exhausted’ (Esping-Andersen, 1990, p. 27).

The third cluster is called the ‘social democratic’ type, and it is here we find the
Nordic countries (Alestalo et al., 2009). The dominant force behind social reform
was social democracy, and in these countries, the principles of universalism and
decommodification of social rights would include all citizens in the states’ welfare
regimes. The social democrats opposed the idea of differences between classes and
dualism between market and state, and emphasised equality ‘of the highest standard’
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(Esping-Andersen, 1990, p. 27). Services and benefits would have to accommodate
both the high standards of the middle class and guarantee the same quality of rights
to the workers, for example by ensuring a relatively generous minimum benefit as
basis, and calculate additional benefits based on past income.

Like the German welfare model, the objective of policies was to render social
citizenship entitlements compatible with economic stability and international
economic competitiveness (Ryner, 2007). However, in the German model the strategy
was to continue class stratification to maintain social order (Esping-Andersen,
2009). For the regimes in the social democratic cluster, a levelling between societal
classes is another important ideological principle with government and legislation in
the fields of employment, education, healthcare and social matters frequently aimed
at securing equal rights and opportunities.

By ensuring free education, universally affordable healthcare, family benefits
and a comprehensive system of social security covering the loss of income during
unemployment, sickness and retirement, the Nordic countries are considered
progressive and work to reduce inequalities in individuals’ chances to find a job,
form a family and excel in society (Alestalo et al., 2009; Antikainen, 2006; Kvist
et al., 2012). In that sense, in the Nordic model the states have assumed a higher
degree of responsibility for individual welfare than in other clusters (Fritzell &
Lundberg, 2007) For example, in addition to equality, Alestalo et al. (2009,
pp. 2—4) summarise the main characteristics of the Nordic model as stateness and
universalism.

Stateness concerns the notion that the state is present in most, if not all welfare
arrangements, and thus in individuals’ lives. Compared to the liberal and the
conservative welfare states, the Nordic states extend into the spheres of the market
and the family. For instance for families, the low cost and easy access to care for
children and elderly, makes it possible for women to work. Stateness implies a closer
relationship between the people and the state.

Universalism implies that services and benefits cover all, as an important realisation
was that the risk of injuries and precariousness is also universal. Universalism is a
central idea in the social democratic project. Equality complements universalism as
welfare schemes are designed to provide equal opportunities and access to welfare
for all. In the example of parental benefits, equality is affected because gender
differences will play less of a role in the economics of the family, when both men
and women can qualify for parental leave and benefits. However, outcomes might be
different, as benefits are calculated on the basis of past income.

As such, in the welfare model, non-poverty means not only sustaining a basic
standard of living and as such diminishing the worry about money, but it is also
about the ability to function, make choices and fulfil individual potential — as in
wanting both fulltime employment and family. This means that instead of securing
sustenance by minimum measures when problems arise, the focus is on prevention
through social investment (Kvist et al., 2012).
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THE CENTRALITY OF WORK

In addition to equality, stateness and universalism as main characteristics of the Nordic
welfare states, Fritzell and Lundberg (2007) argue that the countries implementing
the Nordic model have a commitment to full employment. An important dimension
in the understanding of the Nordic welfare model’s role in citizens’ lives is the
emphasis that is placed on supporting individuals’ ability to work. Active labour
market policies, generous benefit levels, high quality public care services for
children and older people, high taxation and low poverty rates (p. 3) are connected
by the master idea of guaranteeing access to employment. It can be argued, that the
level of social investment in the Nordic countries is underpinned by the fact that
societal structures exist to ensure that everyone, regardless of where, when and by
who one is born, can access employment. Equality does not necessarily mean similar
outcomes, such as prestigious jobs and high salaries for everyone. Rather people are
offered equal opportunities, underpinned by forms of social support, to work towards
the individual goal of having ‘what one feels is needed’ and to gain access to this
through paid employment. Non-poverty thus means more than having eliminated
worries about money. Looking back to Johansson’s (2001) definition of welfare, the
goal of the welfare state is not to give the individual these things, but to make sure
that individuals will be able to secure them for themselves through work. Realising
individual potential, by gaining knowledge, experiencing social integration, security
of life and property, recreation, culture, and political resources is available to Nordic
citizens through work.

Benefits and support come in bundles, designed to address the complexity of
peoples’ lives whilst ensuring access to work. An example is offered by looking at
paid parental leave (see Wikstrand & Schulstok, Chapter 4, this volume). Although
the impact of this policy is contested (Dahl, Loken, Mogstad, & Salvanes, 2016), it
aims to make it easier to combine work and family (Meagher & Szebehely, 2011).
When this policy is combined with subsidised childcare and the payment of child
benefits following parental leave, the incentive to continue working is strong for
parents. Similarly, the state provision of care for disabled people and older people
lifts the responsibility from individuals and allows them to continue working. The
centrality of work is also demonstrated by the way in which unemployment benefits
are paired with active labour market policies (Cort, Thomsen, & Mariager-Anderson,
2015) and made conditional on participation in activities designed to speed up the
transition back to work, where non-compliance can lead to harsh sanctions (Kvist
et al., 2012). Within the Nordic model work is not just incentivised, it is expected.
Being out of work is conceived as a problem for both the jobless person, and for
society at large.

Taking advantage of the benefits of the system implies a psycho-social contract
that will most often mean having contributed to it by having had taxable income,
meaning that individuals are expected to pay back what they have received and
pay forward what they are going to get (Kvist et al., 2012). In social research, the

29



1. B. BAKKE

principle of exchange between the individual and the system in the Nordic countries
has been coined collective individualism (Hernes & Hippe, 2007). Hernes and
Hippe provide an explanation for the seemingly contradictory relationship between
the individual and context in the Norwegian welfare system. Research on culture
states that Norwegians are individualists, but the political settlement enshrined
in the welfare state suggests a collective orientation. The concept of collective
individualism recognises that fulfilling individual potential is possible because
there is a collective system in place providing individual opportunities for all in
the community. This is a system that all individuals must support and contribute to
in order to keep it going, realising that their contribution will let other individuals
take advantage of the system in ways that may never be relevant or possible for
themselves. These individuals will later contribute and in turn make it possible for
other people to take advantage of the system in ways that will support their individual
journey. Hence, the collectivism denotes the idea that all individuals contribute to a
collective package of opportunity and security that may not benefit them directly and
that they will not be able to take full advantage of, but that nevertheless is available
for the individual when it is appropriate. To engage in and support such a structure,
have been suggested to foster citizenship (Ryner, 2007).

The welfare system is dependent on as high as possible participation in the work
force. The quote from Esping-Andersen (1990, p. 28) stating that in the social
democratic welfare society ‘all benefit: all are dependent, and all will presumably
feel obliged to pay’ summarises a positive vision of universalism where the wealthy
middle class will pay its share both to contribute to the common good, but also to
receive benefits from the system. But this quote can also be viewed more negatively
as describing a system where dependency and obligation means that you are obliged
to pay in order to be able to depend on the system. So while Kvist et al. (2012) states
that the Nordic populations ‘share a passion for work’, the question is rather: is it
possible to choose not to work?

NORDICITY, WORK AND CAREER

I have argued that the Nordic countries share a culture which is intertwined with a
cross-country policy theme which can be described as the Nordic welfare model.
This context provides Nordic citizens with a high level of security, though it is
something they have to work for. In this section I will turn to the issue of career and
explore how this context frames thinking about career.

A key definitional question concerns the relationship between work and career,
and the respective understanding of work and career. Career is a word and a concept
that throughout the history of its discourse has been understood differently and
carried diverse meanings, it is a question that has not been resolved and probably
never will. Although this may not be a problem, it is still a challenge that the concept
bear different meanings in different contexts.
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For example, in an exploration of the understanding of the career concept in
Norway (Bakke, 2018), I argued that the Norwegian working culture can be seen
as emphasising community values to such an extent that career, if viewed as an
individualistic upwards movement in a hierarchy, can seem alien. I argued that this
is why the word career, or ‘karriere’ in Norwegian, has not been used to denote
normal, standard, lateral trajectories in any education and any work, but have rather
been reserved for people in professions where upwards mobility is key. The twist
in the story however, is that Norwegian stakeholders and policymakers absorbed
OECD’s (2002) recommendation to make career guidance the primary framework
for lifelong learning and guidance in Norway. Furthermore, a recent green paper
advising on policy developments in career guidance in Norway in the years to come
(NOU 2016:7, 2016) recommended that activities within the field of vocational and
educational guidance should be denoted by the word career.

The term ‘career’ does not have the same connotations in all Nordic countries (see
Chapter 1, the Introduction to this volume). For example, Swedish career guidance
professionals have been called ‘karridrvagledare’ since the seventies (Plant, 2007).
Nevertheless, it is important to understand the relationship between understandings
of career and the importance of work in Nordic culture. The centrality of work, and
its endorsement in culture and policy, make it important to explore the relationship
between career and Nordic working culture.

Definitions of career have varied from being a sequence of work-related
experiences to being progression in work, from being about just paid work to being
about both education, work and life roles, from being structurally bound to fluid
and boundaryless, from being determined by the organisation or by the drive of the
individual. Metaphors to describe career have been equally diverse, describing how
they are experienced; e.g. as role, or a good or bad fit (Inkson, 2004). Law’s (2009)
distinction between metaphors of career as a race or as a journey sums up the two
poles around which understandings of career can be organised. Where career is seen
as a race, people set their course, grit their teeth, compete and are challenged, they
overcome obstacles and look for possibilities to get ahead. Where career is seen as
a journey they can explore, perhaps divert and take a detour, where the experiences
on route and the people they travel with are more important than where they end
up. Neither of them is more right, because people prefer different things, but in the
words of Law (2009), the understanding of the career as a race is the more dominant
metaphor. And as Thomsen (2014) points out when writing about career management
skills from a Nordic perspective, the understanding of career as progress up a
hierarchy is the most common understanding outside of professional use.

As I have argued above, within Nordicity work is a central part of the culture, it
is the means by which citizens participate in society and prove their worth. Work
is part of the social contract, in the words of Watts (2016, p. 330), where citizens
‘agree to devote a substantial part of (their) time to wider social purposes’ in return
for income for them to spend as preferred. To Watts (2016), (paid) work is only a part
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of career and he champions a broader conception where career is viewed as lifelong
progression in learning and work. As such, the concept of career encompasses work
but is not defined by it. It includes the idea that while work can release human
potential in itself there is more to life than just work, and humans have great potential
that lies outside the realm of work. This is also why career is a democratic concept
and should be for all.

Understanding career in relation to the Nordic welfare state and the social contract
it implies, where states assume the responsibility of providing a safety net for their
members who are viewed as active, engaged participatory citizens (Sultana, 2011),
means that whether it is a race or a journey, the individual is interacting with the
welfare system throughout. From birth, through healthcare and childcare, through
schooling and education, through employment, taxes and labor market politics
ensuring paid parental leave, sickness and unemployment benefits, to old age
through pension and geriatric care. As these benefits and services are universal, they
can be factored in, both as planned and un-planned turning points like education,
job-shifts, family planning etc, regardless of income. If career is to be understood as
a journey through life, education and work, then the Nordic career is a journey where
the individual is in a continuing transactional relationship with the state.

Individuals’ careers within the Nordic context are therefore defined at least
in part by their ability to navigate the welfare state and to integrate it into their
career journeys. As such, the Nordic welfare state constitutes a cultural field within
which individuals have to operate. Within this cultural field, a strong commitment
to paid work is central to habitus. Work is both a moral imperative and a strong
external expectation and both of these aspects influence conceptions of career,
when it encompasses work. Successful careers are therefore not simply about
extracting benefits from the system but rather about working within the doxa of
what is acceptable in terms of making contributions on one side and drawing on it
on the other.

Universalism and egalitarianism implies that contrary to liberal or conservative
welfare models, the social democratic model ensures equal rights across
socioeconomic stratification, meaning that both low earners and high earners can
benefit from the same system. Being able to secure career opportunities for upwards
mobility and higher income to finance starting a family, saving for periods of job
insecurity, financing children’s’ education or your own retirement is to a lesser extent
a pressing issue. The choice of job to maximise career prospects, which is central to
neoliberal understandings of career, is less important in the Nordic context because
participation and contributions made from all levels of the employment structure
give equal rights and access to the social insurances.

The idea that the centrality of work in Nordicity makes occupational choice
a less important part of career sounds like a paradox, but it reframes career as
something different and less individualistic. The social contract implies that there is
no individual self-determination without solidarity (Sultana, 2011). Career is from
a Nordic perspective a democratic concept and the social contract is foregrounded.
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This influences the nature of career guidance and individuals’ career management
strategies. While developing individuals’ employability to access the high-level
positions and win in the career race can be an individual preference it cannot define
career. The welfare state ensures that quality of life is not dependent on getting a
well-paid job, and so career can be pursued as a journey and the race can be left to
the ones that find it amusing.

CONCLUSION

Some researchers claim that the fall of the Nordic welfare state is imminent
(Baeten, Berg, & Lund Hansen, 2015). The economic recessions and the growth of
neoliberalism as dominant economic and political ideology over the last decades have
brought with it changes in the policies of the Nordic welfare states. Commodification,
private insurances and less generous benefits and services have developed, to the
point where some ask whether the welfare systems that exist can still be described
as the Nordic model (Knutsen, 2017). As such, it might be conceived as naive to be
singing the praise of the Nordic welfare model at this time.

Similarly, the contention that the world of work is changing dramatically and
fundamentally in the face of globalisation and technological development is a
recurring theme. Practitioners, researchers and policymakers concerned with career
face the question of how to respond to this change. There is a worry that automation
will replace low skilled jobs, and that the future of work and employment belongs
to the highly educated, flexible, resourceful and innovative worker, creating further
distance between those who do well and those who do not. There is also a worry
that career guidance will exacerbate these differences by responsibilising career
actors (Hooley, 2018). These prospects are unsettling, and as the Nordic model
is dependent on a high level of participation in the work force, the systems will
struggle to sustain themselves if employment drops — even if the ideology of the
Nordic model continues to withstand the pressures of neoliberalism.

At the same time however, the Nordic countries’ high scores on various
international measures of life quality, equality and welfare combined with a
steady growth in GDP, gives other writers reason to conclude that generous and
comprehensive welfare regimes are still viable, the proof of this is self-evident by
their continued existence in neoliberal times (Dolvik, 2007). A similar point can
be made about the future of work, how the power of continuity and slow change,
combined with human hesitation because of undeclared ethical questions and lack
of resources to implement radical changes slows the process down (Hooley, 2018).
In other words, discussing career issues related to the context at hand and being
cautiously prepared for change could be argued to be a fruitful approach.

The Nordic welfare states represent a cultural field within which career is enacted,
defined by decades of stateness, universalism, egalitarianism, co-dependencies and
critically by the centrality of work. They are also supported by Nordic cultural values
which emphasise equality and citizenship. These values are lasting and provide a

33



1. B. BAKKE

backdrop for further discussion of a democratic career concept. Nordicity reframes
career conversations in ways that do not draw so heavily on the responsibilising
and individualising notions that have characterised the careers field in many other
countries (Hooley, Sultana, & Thomsen, 2018), In this respect, a Nordic concept of
career has something to offer in the discussion of new conceptualisations of career
and career guidance. In the discussion of the open and dynamic concept of life-
career, Irving (2018) calls for deeper understandings and insights into how careers
that are liberated from economic discourses and market relations in the construction
of human value, social inclusion and cohesion actually function. There is also a
conceptual link to collective forms of career guidance, where the collective come
together, in what could be argued is a transactional process of learning, support and
debate about the role of work, leisure and learning that support conscientisation and
develop citizenship and community resources alongside the careers of individuals
(Hooley et al., 2018). Research on collective forms of career guidance and a
democratic career concept, and how they come together in theory and practice
(Thomsen, 2012) has opened up a new field of enquiry. Exploring how this concern
with community and collective guidance connects with the ideology of Nordicity is
a venue for further research.

Whether collective or individual, career guidance itself can be said to be a
part of the scaffold provided by the welfare state in the Nordic countries (Plant,
2007). Welfare states’ concern with supporting their citizens in navigating the
employment structure and negotiating the complexity of career and life by designing
and implementing different systems for career guidance in school, education,
employment and the welfare structure, can be viewed as one form of stateness. The
guidance professionals’ role is partly determined by the goal and ideology of the
welfare regime. While career professionals and interested readers who have studied
career guidance and theory realise that the career concept of today includes more
than the individualistically driven and achievement oriented hierarchical career,
this might not be the case for the people provision is intended for (see Thomsen,
Mariager-Anderson, & Rasmussen, Chapter 22, this volume). Emphasising that
career is a democratic concept that encompasses all citizens is important, as states
intervening in individual’s lives to shape their careers can be deeply problematic
if career is understood in hierarchical and racing terms. Career counselling can
be a vehicle for fostering citizenship by encouraging participation in society and
community, and career-counselling practitioners can be agents of social change
(Thomsen, 2012).

In summary, the Nordic context offers an ideal laboratory for rethinking and
recontextualising career theories and exploring how they can inform practice. This
chapter has sought to explore the cultural field of Nordicity and show how it can
inform the concept of career. The rest of the book will help to delineate the Nordic
field of career guidance further in the light of this and explore what it is, and what
it can be.
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3. PINING FOR THE FJORDS

International Perceptions of Nordic Work, Education and Career Guidance

ABSTRACT

This chapter explores the way in which Nordic work, education and career guidance
are seen by those outside of the Nordic region. It draws on an online survey of
international informants which gathered respondents’ opinions about the Nordic
countries. It finds that respondents are overwhelmingly positive about the Nordic
countries, even though they do not claim to be particularly informed about these
countries. They report that on average the Nordic countries are better places to
work, study and receive carcer guidance than their own countries. The chapter
makes the argument that the way that the brand of ‘Nordicity” has been disseminated
internationally can account for at least some of this international perception. While
the ‘Nordic’ has become a powerful and positive signifier, it is an ambiguous one
onto which the international community can project their own meanings and use to
serve their own political ends.

INTRODUCTION

I write this chapter as an admiring interloper into the Nordic world. Born in England,
I did not visit a Nordic country until I was around 40 years old. However, before I
ever set foot in a Nordic country I had formed a strong sense of the region. This was
influenced by the regions’ popular culture (from the Nordic noir that has come to
dominate television and literature to music ranging from Abba to Norwegian black
metal) and material culture (from knitwear to Nokia to Ikea and Volvo). It was also
influenced by my knowledge of the politics of the countries, the Nordic welfare
model and, as an educational researcher, my awareness of the ‘world leading’ Nordic
education system, and particularly the Finnish ‘miracle’ of outstanding performance
in the Programme for International Student Assessment (PISA) (Simola, 2005). In
my imagination the Nordic served as a utopian other which at once offered cultural
richness and sophistication and a political and economic system inoculated against
the worst excesses of neoliberalism.

My naive enthusiasm for the Nordic countries remains largely intact, although
it has been somewhat tempered as I have become more informed over the last five
years. During this time, I have begun to travel and work more and more in the

© TRISTRAM HOOLEY, 2020 | DOI: 10.1163/9789004428096_003
This is an open access chapter distributed under the terms of the CC BY-NC 4.0 License.



T. HOOLEY

region. | remain an outsider in these societies, hamstrung by my monolingualism,
but frequent visits to the region, employment at a Norwegian university and the
regular need to engage with the Nordic brand of organisational and state bureaucracy
has increased my insights into the culture and operation of these countries. I am also
blessed to be able to call on the insights of an array of Nordic friends and colleagues
who have helped me to understand and decode my experiences.

This chapter focuses on how those living beyond the Nordic region perceive the
region in relation to work, learning and career guidance. It explores how career
guidance within the countries is seen, but also how the wider educational and
employment system is perceived. In many ways it can be viewed as an attempt to
figure out if my perspectives on the Nordic countries are shared by others.

DEFINING THE NORDIC AND NORDICITY

The Introduction to this volume made the argument that ‘the Nordic’ is a complex
category which it is important to interrogate when exploring social and political
phenomenon within the Nordic states. ‘The Nordic’ concept has geographical,
historical, cultural, political and ideological components and inevitably with such
a complex category there is disagreement about what it means (see Haug, Hooley,
Kettunen, & Thomsen, Chapter 1, this volume; Bakke, Chapter 2, this volume). The
process of contesting the meaning of the concept of ‘the Nordic’ or “Nordicity’ has
considerable implications. Petersen (2011, p. 47) talks about a ‘Nordic epistemic
community’ which shares a common set of starting points for discussion and debates
about the nature and future of the Nordic region. Within the Nordic countries
arguments about what constitutes the ‘Nordic model’ are an important site on which
political debate is conducted (Ryner, 2007). Nordicity also serves as a justification
for close collaboration between the Nordic states and frames the nature of that
collaboration and the way in which it can be negotiated and changed (Strang, 2015).

This chapter is going to move away from considering the Nordic as an internal
category within the Nordic states and explore what it means externally to those
outside of the region. The Nordic states are globally important as models for public
policy and culture. Some writers have argued that the development and propagation
of the idea of ‘Nordic exceptionalism’, the idea that the Nordic states are better than
other states and that they offer a model which other states should follow, has been a
conscious strategy of branding, communication and the exercise of soft power by the
Nordic states (Andersen, Kjeldgaard, Lindberg, & Ostberg, 2019; Browning, 2007;
Marklund, 2017).

For outsiders to the region, Nordicity has become an appealing idea (Ekstrand,
2018). It suggests much, but is often light on specifics. Andersen et al.’s (2019,
p. 214) characterisation of Nordicity as a ‘complex brandscape’ is helpful as it
shows how multiple, and often contradictory, concepts, both political and cultural
are associated with the signifier of the Nordic.
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Despite the complex array of meanings associated with ‘the Nordic’ it continues
to exert a powerful influence on politics and public policy outside of the Nordic
countries (Jakobsen, 2009; Marklund, 2017; Witoszek & Midttun, 2018). This is true
in a variety of spheres, but for the purpose of this chapter it is worth noting the fact
that other countries are often drawn to borrow policies and practices from Nordic
counties in the field of education (Cardona Ldopez, Nordfjell, Gaini, & Heikkinen,
2018; Chung, 2016; Tereseviciené, Trepulé, & Treciokiené, 2018). For example,
on the Department for Education (DfE) website in England, Finland is the third
most commonly mentioned European Union (EU) or Organisation for Economic
Co-operation and Development (OECD) country (total 41 countries).! Sweden is the
11th, Norway and Denmark the 15th and 16th and Iceland the 20th. Taken together
the Nordic countries comprise 18% of all EU and OECD references made on the
DfE website.

In summary, this study is framed by the international appeal of the Nordic.
This appeal is personal to the author but has also been observed far more widely
by commentators on marketing and branding and on politics, public policy and
ideology. Within the field of education, the Nordic ‘brand’ is an important influence
on international policy and practice. The study builds on this literature to explore
whether such Nordophillia also extends to international perspectives on Nordic
career and career guidance.

ABOUT THE STUDY

To explore the issues already discussed relating to the perceptions of Nordic countries
and the pervasiveness of Nordicity I conducted an online survey which examined
how people outside of the Nordic countries perceived work, the education system
and career guidance within the Nordic countries.

The study explores the perspectives of people living outside of the Nordic
countries. As will be seen, most of the participants had very limited engagement with
the Nordic countries and often had unreliable perceptions about what the situation
was within these countries. The purpose of this study is to explore and describe
these external perspectives rather than to judge their accuracy. The rest of this book
provides extensive insights into career and career guidance in the Nordic countries.
This chapter seeks to capture how the Nordic career guidance systems are perceived
from a distance and through the distorting prism of international representations of
Nordicity.

I developed the survey in Microsoft Word and sought initial feedback from three
Nordic experts in career guidance. Following this I revised the survey and put it
into Snap Survey.? I then trialled a pilot version of the survey with two careers
professionals and three researchers. I then revised the survey and sent it out for
further review. This time I received feedback from four careers professionals, one
teacher and one researcher.

39



T. HOOLEY

The survey was then launched and left open between November 2018 and March
2019. Responses were collected from participants in online fora associated with
career and career guidance and through an email and social media campaign by the
author. In total 300 responses were gathered.

I cleaned the data to remove responses with a substantial amount of missing data,
those where respondents had not given permission for their data to be used and any
test responses. I also removed 33 responses that were submitted by respondents from
the Nordic countries. This resulted in a total of 184 valid responses from respondents
in non-Nordic countries.

Responses were received from a total of 27 countries. However, most countries
only submitted a small number of responses. For analytical purposes the sample
was divided into four categories (UK, US & Canada, EU (non-UK) and others). The
sample was dominated by responses from the UK as can be seen in Table 3.1.

Table 3.1. Responses by country

Country Number of responses
UK 114
EU (non-UK and non-Nordic) 34
US & Canada 19
Others 12

Respondents were generally highly qualified with 71% having a postgraduate
degree or higher. Around half (52%) described themselves as careers professionals
with another quarter (28%) saying that they were not career professionals but did
help others with their career in their work. I have explored the variation in results
by country and profession and although there are some differences, the limited
sample sizes make it difficult to draw any robust conclusions about whether country
or profession are driving how positive respondents are about the Nordic countries.
However, it would be valuable to retain these questions if the survey was repeated
with a larger sample. Were I to repeat the survey I would also add an additional
demographic question asking about participants’ political orientation as I hypothesise
this might be a significant factor.

The nature and size of the sample means that no claim can be made for the wider
representativeness of these findings. It would be possible to repeat this with other
samples and to find very different results. However, the results are both interesting
and provide evidence of clear patterns. Given this, they are worthy of discussion and
I would be keen to repeat the survey, or to have others do so with more precisely
specified and representative samples.

The survey began with a section asking participants how engaged they were
with the Nordic countries. It asked them whether they had read about any of the

40



PINING FOR THE FJORDS

countries, visited them, visited them for work or study or lived in them. They were
also asked for their proficiency in any of the Nordic languages. They rated their
language proficiency on a four-point scale: not at all (0); not well (1); well (2); or
very well (3).

Respondents were then asked a series of questions about what it would be like
to work, study or access career guidance in the Nordic countries. They were offered
the same five point scale for each area with the following options: is much better
than in my country (5); is a little better than in my country (4); is about the same as
in my country (3); is a little worse than in my country (2); is much worse than in my
country (1).

The data contained four open ended qualitative questions. These were as follows:

* What is the best thing you’ve heard or seen about career guidance in the Nordic
countries? (67 responses)

»  What is the worst thing you’ve heard or seen about career guidance in the Nordic
countries? (41 responses)

* Do you have any other impressions of Nordic career guidance that you would like
to share? (40 responses)

* Any other comments? (30 responses)

These data were analysed together using content analysis (Stemler, 2001) and
inductively coded in Excel. A code book was created which comprised of seven
main themes, each with a series of sub-themes: values (5 sub-themes); the state (4);
work (6); education (5); career guidance (7); professionalism (5); and migrants (3).

RESULTS
Engagement

The average participant reported that they had read about two Nordic countries
(average 2.26 countries) and visited one Nordic country (1.20). They were unlikely
to have visited any of the Nordic countries for work (0.35) or study (0.05) or to have
had a job (0.05) in any of these countries.

Respondents’ Nordic language skills were generally very weak with the average
score for each of the languages as follows: Danish (0.05 on a scale from 0 to 3); Finnish
(0.04); Icelandic (0.03); Norwegian (0.08); and Swedish (0.11). At least 90% of the
respondents reported that they had no language skills at all in each of the languages.

The questions around engagement in Nordic countries and languages were then
summed to create a single score summarising Nordic engagement. This was then
transformed into a score between 1-100. In order to score the maximum score of 100
respondents would have had to have lived and worked in all of the Nordic countries
and speak all of the Nordic languages very well. Respondents were all in the lower
half of the potential engagement score, with scores ranging between 0 and 50 with
a mean of 10.64. In summary then, the majority of the sample reported very limited
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engagement with the Nordic countries and almost none had a substantial engagement
with the countries on which they were offering their opinions.

The lack of clear experience of the Nordic countries did not mean that respondents
had nothing to draw on when rating the region. However, in some cases while the
sources of information used may have been enough to provide a general impression
of the country, they offered limited insights about the details of education and
employment policy. One example is offered by the following comment:

My first impressions come from watching Borgen on TV which portrays an
equal, fair society full of well-educated professionals. I also have a Swedish
female friend who is strongly focused on her career and against any gender
stereotypes.

Results from the survey must be understood in this context. Respondents are
generally working from a limited base of information and experiences about the
Nordic countries. Consequently, many judgements should be viewed as a best guess
by respondents about what the system in the Nordic countries is likely to be like
rather than based on clear evidence. Such impressionistic responses are useful in
judging how Nordic career and career guidance is seen internationally by non-
specialists in the region.

Work

Respondents were asked a series of questions about what it would be like to work in
the Nordic countries. The questions addressed standard of living, work-life balance,
unemployment benefits, trade union membership and equality and diversity. Table
3.2 sets out the mean responses that respondents gave to these questions.

Table 3.2. Mean responses to questions about work (1 = much worse than in my country/
3 = about the same as in my country/ 5 = much better than in my country)

In the Nordic countries my chance of Mean response
Having a good standard of living 4.47
Having a good working life 4.27
Being well paid 4.10
Being able to find good work as a woman 4.08
Being able to access good benefits if [ was out of work 4.07
Joining a trade union that is recognised by my employer 3.74
Being successful in self-employment 345
Finding a job 3.42
Being able to find good work as an immigrant 3.42
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Taken together it is noticeable that on average respondents reported that working
life in the Nordic countries is better in every sense than their own countries. They
believed that Nordic countries are better places to live and work in for everyone. It
is important to stress that these perspectives are subjective and not necessarily based
on clear evidence. Various mechanisms exist to make more objective, albeit still
contestable, judgements on the relative quality of life, work, education and career
guidance in the Nordic countries and how they compare to the rest of the world e.g.
the OECD’s Better Life Index.? The purpose of this chapter is to capture subjective
perceptions rather than to assess them against more objective measures.

The quantitative data was further illuminated by the responses to the qualitative
questions. Data that addressed work was coded to the following codes: decent work
(4 responses); workplace career development (3); low unemployment (2); family
friendly (1); precarity (1); and over qualification (1). In general, this backed up the
findings of the quantitative data.

It seems that there is a priority for personal development and happiness along
with career progression e.g. work/life balance.

Striving to keep employees happy and healthy regardless of position within
the company. Making the place of work a comfortable and happy environment.

I am also of the impression that employers take a more active role in employee
development and engagement than in the UK. As I understand that in Sweden,
employee representation in company management structures is well-embedded
and follows the approach indicated by organisations like the ILO. Employers
are also active in secondary school management structures (I understand).

Although there were some dissenting voices which suggested that ‘many people are
over-qualified for the jobs available’ and raised the issue of ‘temporary contracts’ and
‘redundancy’ these were generally running against a depiction of Nordic working
life as both financially lucrative and respectful of a good work life balance.

There was some limited discussion of the idea that this level of access to the
good life might not always be extended to the migrant populations within the Nordic
countries. Respondents discussed what support existed for this population (6) with
one noting that ‘I understand there are challenges in meeting the needs of immigrant
populations’ while another had heard more positive feedback, ‘I have heard positive
reports about research programmes focusing on how career practitioners can support
refugees’. Other respondents noted that migrants faced discrimination and racism
(2) with one reporting that, ‘I heard a Radio 4 programme criticising integration of
Muslim groups in Sweden’. Others highlighted the challenges of various language
issues (2). However, given the current importance of migration issues to Nordic
politics (Loftsdottir & Jensen, 2016), they were only raised by a small minority of
observers, with 46% feeling that the Nordic countries were better place to work as a
migrant than their own country and only 17% feeling that they were worse.
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Learning

Respondents also answered questions on whether they felt that the Nordic countries
were a better place to learn in than their own countries. These questions address
the quality of education, the experience of being in education and the quality of
vocational and higher education. Table 3.3 sets out the mean responses that they
gave to these questions.

Table 3.3. Mean responses to questions about learning (1 = much worse than in my
country/ 3 = about the same as in my country/ 5 = much better than in my country)

In the Nordic countries my chance of Mean response
Getting a good education 4.18
Enjoying my time in education 4.12
Getting good vocational and technical education 4.03
Going to a good university 3.74

Just as with work, respondents reported that on average they felt that every aspect
of education, that they were questioned about, was better in the Nordic states than it
was in their countries.

Again, the qualitative data provides further illumination as to why they felt this
way. Respondents reported that the education system in the Nordic countries was
learner centred (5); that there was a strong education system (3) which included a
commitment to both early years provision (2) and lifelong learning (3). Some also
argued that it was well aligned with the employment system, saying ‘I am also of
the impression that employers take a more active role in employee development and
engagement than in the UK’. The following two quotes provide good examples of
how the Nordic education systems are seen by respondents and how they believe that
career guidance is integrated into these systems.

My impression of Nordic countries is that overall, education is more concerned
with well-being and ‘holistic’ development than in the UK, and much less
target-driven. Career guidance in these countries may reflect a more student/
person centred approach, and a more consistent linkage between education
with eventual work life.

The Finnish education system has been praised for being exemplary I believe,
so I would think that this might include their careers guidance services to
pupils. I think the system is less academic focused so perhaps the emphasis on
developing students’ emotional wellbeing would include guidance counselling.

The idea of a ‘holistic’, ‘learner centred’ system which is attentive to the wellbeing
of the individual learner rather than being metric driven perhaps explains why
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people were convinced that not only would they get a better education, they would
also enjoy themselves more whilst in education.

Career Guidance

Finally, I asked respondents to reflect on how career guidance in their countries
compared to that in the Nordic countries. These questions addressed access to career
guidance and the professionalism of the career guidance workforce. Table 3.4 sets
out the mean responses that they gave to these questions.

Table 3.4. Mean responses to questions about career guidance (1 = much worse than in my
country/ 3 = about the same as in my country/ 5 = much better than in my country)

In the Nordic countries my chance of Mean response
Getting good career guidance while I'm in the education system 3.97
Getting good career guidance during periods of unemployment 3.97
Getting good career guidance while I’m at work 3.87
Being given guidance by a qualified professional 3.80

As with the other categories the perception of Nordic career guidance is
overwhelmingly positive, albeit a little less resoundingly so than some of the better
scoring elements of the work and learning dimensions. On average respondents
believe that in the Nordic countries they are more likely to get good career guidance
in education, employment and during periods of unemployment. They also believe
that this is more likely to be given by a qualified professional. Once again it is worth
stressing the fact that the picture of Nordic career guidance described in this chapter
does not necessarily align with the reality. It is based on international perceptions
of the situation that are often based on very limited actual engagement with Nordic
career guidance.

The qualitative data provides further illumination about respondents’
understanding of career guidance in the Nordic countries. A large proportion of the
qualitative comments (22 in total) were focused on the issue of gaining access to
career guidance. In general, these comments about access were positive, for example
‘I think that there is a much greater focus on the whole society and ensuring that
everyone can access quality guidance at all stages of their career’. However, there
were also a minority who raised concerns about access e.g. highlighting limited
provision in higher education or raising concerns about accessing career guidance in
the more rural and remote areas of the Nordic region.

Career guidance in the Nordic region was viewed as being well established (8),
and strongly embedded in the education system (12), one respondent praised ‘the
way in which careers guidance is incorporated into the education system. It is taught
from an early age and feels like it’s embedded as a principle of lifelong learning’.
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Respondents also reported that Nordic career guidance was highly professionalised.
Noting that staff were likely to be appropriately trained and qualified (15) and that
services were likely to be delivered in a professional way (6). Some also noted
that that working within the profession conferred high status (8) and good pay and
conditions (2). As one respondent summarised:

I think it’s astounding, how Norway is currently setting up a guidance system
based on specialised training for career counsellors and high-quality standards.
My impression from the other countries, especially Sweden, Denmark and
Finland is that career services are relatively well funded, and that professionals
have good training and are interested in continuous further education and
quality development.

Career guidance in the Nordic countries is also seen to be innovative (10), with
several respondents commenting on e-guidance and on innovations in community
focused guidance. It was also viewed as being underpinned by a strong evidence
base (7) and built on a humanistic and person-centred ethos (7).

Nordic career guidance appears to be a reflection of a ‘Nordic way of life’ rather
than a distinct set of policies and procedures. My impression of Nordic career
guidance therefore is that it is individual needs-based, but that individuals are
seen as part of their communities and social networks. This appears to contrast
with the more individualised, competitive paradigm that underlies career
guidance in the UK and North America.

The idea that Nordic career guidance is underpinned by different values from
that found in the English speaking world is an interesting idea which aligns to some
extent with thinking that is found across the Nordic countries (as described in the
‘four COs’ set out by Haug et al., Chapter 1, this volume). The data suggests that
this difference is perceived by some respondents from outside of the country and
generally viewed positively.

Broader Understandings of the Nordic Counties

The qualitative data provides us with further context to this overwhelmingly
positive understanding of career and career guidance in the Nordic states. Away
from the specifics of education and employment policy the region was seen as being
egalitarian (5), committed to the wellbeing of its citizens (4), and characterised by
fairness (3) and a social democratic political consensus (3).

My image of Nordic countries is a society where social inequalities as regards
to gender, socioeconomic status, and origin are weaker than elsewhere in the
world. Career guidance is part of this socially performant system and therefore
inspiring.
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This is sometimes contrasted with respondents’ own context for the purpose of
critique. As one respondent describes it ‘they [the Nordic states] are more egalitarian
than Great Britain. Great Britain is still riddled with snobbery’, while another argues
that it is different political parties and ideologies that account for the fact that the
Nordic countries are better places to live and work in; ‘the key to their success seems
to be a lack of Tories in the Nordic countries’.

Policy in the Nordic states is seen as being committed to the welfare state (3)
and underpinned by forms of social partnership (3). This means that there is a
commitment to funding public services, including career guidance, well (14) and
that there is strong public policy support for career guidance (12). Such support for
career guidance is seen as being part of the Nordic welfare state and as something
that is, as one respondent noted, ‘closely linked to government strategy’.

DISCUSSION

The findings suggest that those outside of the Nordic countries (at least as far as this
can be inferred from my sample) are overwhelmingly positive about work, learning
and career guidance within the Nordic countries. The Nordic is viewed as a utopian
other where the problems faced in domestic policy and practice have been solved.
People live happy lives, get paid well and enjoy good work/life balance. Education
is widely available and built on humanistic values that respondents feel are absent
from their own system. Career guidance is widely available and delivered by well
qualified, well respected and well-paid professionals. Things are perceived as being
better in the Nordic countries, and as ‘exceptional’.

I began this chapter by confessing to be a fan of all things Nordic, but I’'m not blind
to its faults and limitations. There are no shortage of people who are keen to write
about the ‘dark side of the Nordic model” and highlight the less frequently noticed
traditions of authoritarianism and ethno-nationalism that can be found within Nordic
culture (Cocozza & Hort, 2011; Keskinen, Tuori, Irni, & Mulinari, 2016; Ugelvik,
2011). Even for those who are enamoured with the ‘Nordic model’ there are deep
concerns that this model is under-attack from both neoliberalism and the rise of the
populist right as well as questions about whether the model still endures (Arnesen &
Lundahl, 2006; Bergholm & Bieler, 2013; Kvist & Greve, 2011). Finally, as this
book shows, the practice of career guidance in the Nordic countries is complex and
contested, with policy support for services and professionalism often waxing and
waning as in other countries.

None of these criticisms or qualifications undermine the value of looking to
career guidance in the Nordic countries. There is, as this volume shows, much in
the region than other countries can learn from. However, the presumption of ‘Nordic
exceptionalism’ without a clear understanding of the context and subtleties of
policies and practices in these countries is of limited use for those seeking to borrow
policies and practices.
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The perception that respondents in this study have of education, employment and
career guidance in the Nordic countries can be viewed in many ways as a Derridean
signifier which has become untethered from any meaningful centre (Derrida, 1970).
The current volume is intended to address this by providing a detailed and critical
account of practice in the Nordic countries. However, at present participants are
more likely to be engaged in free play with the terminology of the Nordic and the
ideas that it suggests without being able to lock these ideas onto any empirical facts.

The overt international self-branding efforts pursued by Nordic states since at
least the 1950s began the process of, narrowing the concept of Nordicity until it
came to signify a superficial version of the politics and culture of these societies
(Marklund, 2017). More recent battles between centre left and centre right parties
over the legal right to associate themselves with the, now trademarked, concept
of the ‘Nordic model” have extended this. The Nordic is something that everyone
wants to own, but meaning is deferred down a chain of signifiers which stretch out
past social democracy, skiing and Borgen on into the far north where they become
increasingly indistinct.

Actors in other countries then, can seize on these Nordic signifiers in ways that
are meaningful to them and which serve their ends. The Nordic signifier confers
power far more than it confers meaning and so it is turned to political ends. The
respondents in my survey are keen to use the Nordic to highlight the limitations of
the policy and cultural context in which their practice operates.

CONCLUSIONS

The Nordic exerts a powerful influence on the popular imagination outside of the
Nordic countries. This influence goes well beyond the focus of this book, but is also
keenly felt with respect to education and employment policy in general and career
guidance in particular.

In general, the Nordic is viewed positively with respondents to the survey arguing
that work, learning and career guidance are all better in the Nordic. However, the
brand of ‘Nordicity’ is a loosely defined signifier which is often associated with
chains of other signifiers (e.g. modernity, social democracy, the welfare state, and
good design) which can also be difficult to define. Respondents were not relaying
their experience of the particularity of any Nordic countries that they had visited or
studied, rather they were wielding the signifier of ‘Nordicity’ as part of a utopian
imagination of a ‘better place” and an implied critique of their own context.

Given the importance of the Nordic as an international signifier in career
guidance policy and practice, the work collected together in the current volume is of
critical importance. If this can enrich wider understanding of how career guidance is
practiced within the Nordic countries, it might also have the effect of strengthening
the quality of debate about the value and practice of career guidance in other parts
of the world.
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NOTES

! Department for Education website is available at https://www.gov.uk/government/organisations/
department-for-education. The analysis was conducted on the 20th May 2019 and used the ‘advanced
search option to specified ‘Department for Education within the organisation box. All EU and OECD
were searched for.

2 Snap Survey is a commercial survey tool. Further information about the tool is available at
https://www.snapsurveys.com/

3 The OECD Better Life Index is available at http://www.oecdbetterlifeindex.org
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4. GENDER EQUALITY AND CAREER GUIDANCE
IN A NORDIC CONTEXT

ABSTRACT

In this chapter we explore how the question of gender equality in the Nordic
countries is connected with career guidance. The Nordic welfare states are generally
considered to take on a higher degree of responsibility for reducing inequalities than
other state forms. Despite gender equality being high on the agenda, we argue that
the underlying strong ideology of individual free career choice creates a dilemma for
career practitioners on how to approach the issue of gender guidance. We argue that
career guidance should take an intersectional perspective and use the examples of
Norway and Sweden to highlight the importance of policy goals being followed up
with concrete measures.

INTRODUCTION

Gender equality has been an important political issue in the Nordic countries
since the middle of the 20th century (Eydal et al., 2015). Throughout the Nordic
region political decisions have been taken to ensure that families can balance and
combine working life and domestic responsibilities (Oun, 2014). As a result of such
legislation, the Nordic countries have the highest level of female participation in the
labour market in the world and a well-developed self-image of being gender equal
(Martinsson, Griffin, & Nygren, 2016). From the 1960s onwards there have been a
growing number of women in the labour market, both due to the feminist movement
and the lack of labour, with women seen as a labour reserve (Hirdman, 2001). From
an outside perspective, the Nordic countries are often identified as a utopia with
respect to gender equality and are placed highly in various gender equality rankings
(Castro-Garcia & Pazos-Moran, 2016; Green, 2015; Lister, 2009; Hooley, Chapter 3,
this volume; Martinsson et al., 2016).

Historically the focus of gender equality has been on women’s careers and
their ability to balance working life with the responsibilities of childcare and other
domestic chores (e.g. Ellingsater, 2016). The focus has now shifted to the gender
division of labour and the engagement of men in domestic and care work (e.g.
Brandth & Kvande, 2016; Reisel & Teigen, 2014). Other important questions are
boy’s underachievement in school and girls over representation in higher education
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(Lahelma, 2014; Zimmerman, 2018) and the consequences of these educational
disparities throughout the life course (NOU, 2019:3).

Career guidance practitioners, particularly in schools, are often pointed at
by interest groups and by governments as being important in solving the gender
division of labour (e.g. Meld. St nr. 7, 2015-2016; SOU, 2015:50). The way career
guidance personnel engage with this question varies between different professionals,
schools and countries in the Nordic region (Mathiesen, Buland, & Bungum, 2010;
Skolinspektionen, 2013).

Our position and theoretical grounding is based on an understanding of gender as
something socially constructed and constituted, something that is done rather than
something that is (Connell, 2004; Lykke, 2009). We can not escape the underlying
dualistic view on gender, but our ambition is to visualise and problematise this
view. The gender dichotomy constructs the expectations on individuals based on
assumptions of their biological gender (Connell, 2004). Since this is the way that
the statistics are reported in the Nordic countries, we have to discuss both gender as
biology and gender as social construct. Nordic gender equality policies are based on
this dualistic view of gender, and on the norm of families with two parents, a mother
and a father (Martinsson et al., 2016).

To discuss gender we also take into account that gender does not necessarily affect
peoples’ position in society by itself, categories such as social background, ethnicity,
functionality, sexuality, identity, age and religion are also important for understanding
power structures effect on peoples life (de los Reyes & Mulinari, 2005; Reysum,
2016). We therefore take intersectionality as an analytical perspective, emphasise
the relational aspect of gender rather than the individual and draw on the theoretical
viewpoint that politics and legislation matters for what is seen as possible by
individuals and for constructing and changing social norms in society (Bromseth &
Darj, 2010; Wikstrand, 2019).

UNDERSTANDING THE “NORDIC GENDER EQUALITY MODEL”

How a country deals with gender equality has a significant and direct impact on how
the labour market is organised (e.g. Halrynjo & Teigen, 2016). An understanding
of gender equality (and inequality) is therefore of importance for the field of career
guidance. All of the Nordic countries share a sense of fulfilment in these matters and
possess a self-image of being pioneers in gender equality. Sweden passed its first
law on gender equality in 1939 (NIKK, 2018). The Finns was the first country in the
world to grant women full political rights in 1906 (Ministry of Social Affairs and
Health, 2019). Iceland has been in the spotlight recently for implementing an equal
pay standard (described as certified equality) (Wagner, 2018). The Norwegians
take pride in being the first country worldwide to enforce the fathers’ quota, which
ensures that men take some paternity leave, in 1993 (Kittered & Halrynjo, 2019,
and Denmark can boast that it has the highest day-care coverage for young children

52



GENDER EQUALITY AND CAREER GUIDANCE IN A NORDIC CONTEXT

(Eydal & Rostgaard, 2011). These are only some examples of Nordic policies that
have contributed to the strong gender equal identity and self-image in our region.

Nevertheless, there are still challenges to deal with. The gender pay gap remains
(Holst, 2016; Magnusson & Nermo, 2014), women are more likely than men to
work part time (Oun, 2014; Statistisk Sentralbyra, 2018) and we are still facing a
care deficit, meaning that much care work is either unpaid or poorly payed (Boye,
2014). The Nordic countries also have a clear gender division of labour (e.g. Reisel,
2014). Men dominate STEM (science, technology, engineering and mathematics)
occupations and women are over-represented in HEED (Health care, Elementary
Education, and Domestic) (Tellhed, Backstrom, & Bjorklund, 2017). Tasks coded
as STEM are viewed as masculine, while tasks coded as HEED are viewed as
feminine (Wajcman, 1991). In recent years, we have seen a movement towards more
women in formerly masculine coded areas such as medicine and law. Yet within
these occupations there is still an internal gender division of labour, often referred
to as the glass ceiling, where men tend to proceed in their careers into managerial
positions more easily than women (SOU 2015:50; Teigen, 2014; Wikstrand, 2011).
One question addressed has been about women’s participation on company boards
and top leadership position (Teigen, 2015). A 40-60 % balance between the sexes is
the number identified by policymakers as ‘gender mainstreaming’ (Sjostedt, Landén,
& Olofsdotter, 2016). Different occupations have different pay, influence and power
in society and a gender balanced labour market is often recognised to provide the
best use of talents, to lead to higher profits and provide a better work environment
(Reisel & Teigel, 2014; SOU 2015:50).

Nancy Fraser (1994) has argued that a modern welfare state should recognise
the complexity of gender equality. It is situated between equality and equity,
between treating women and men exactly the same and the assumption that one
gender should be treated differently because they are different. Fraser (1994) argues
that neither of these ways of looking at gender have a significantly impact, since
they do not address exploitation in society. Furthermore, she argues for the need
to rethink gender equality through the principles of antipoverty, antiexploitation,
income equality; leisure-time equality; equality of respect, anti-marginalisation and
anti-androcentrism. From these ways of looking at gender equality Fraser argues for
a deconstruction and reconstruction of how we understand gender and how we code
gender (Fraser, 1994).

While Fraser (1994) asked ‘can we really look to the state to befriend women
in male-dominated, racist, late-capitalist societies?”, Hernes (1987) claims that the
Nordic countries with their state forms are well equipped to reduce inequalities and
transform themselves into gender equal societies. She describes three main aspects
of gender equality that are used as arguments in policies and politics.

1. The right of the individual — connected to human rights and the ideal that men
and women have equal rights to participate in society, without any concerns about
consequences.
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2. Resources in society — focus on the added (often economic) value of having both
men and women participating in society and the workforce.

3. Redistribution of power in society — men and women are assumed to have different
experiences, values and interest. Equal participation is therefore necessary to
ensure both groups interest.

Hernes argues that the second aspect, resources and economics, also referred to
as the economic equity dimension (Teigen & Skjeie, 2017), represents a more fragile
base for gender equality (Hernes, 1987). Historically this has been a strong argument
for women’s participation in the labour market (Hirdman, 1999) and can be seen in
a recent report from the OECD (2018), that highlights how the Nordic approach to
gender equality has resulted in growth in GDP per capita of between 10% and 20%.
Hernes first and third point are related to what Teigen and Skjeie (2017) portray as
the democratic parity dimension — a focus on factors like gender balance in political
decision making, equal of opportunity structures within civil society, and equal
rights to vote and hold office.

GENDER EQUALITY POLICIES IN THE NORDIC COUNTRIES

The issue of gender equality in the Nordic countries has long tradition starting in the
19th century. Gender equality is not just a labour market issue or question of access
to democratic representation but is also concerned with individual’s relationships
and family lives. The first parental leave insurance that gave fathers the right to
leave when a baby was borne was introduced in all Nordic countries in 1970’s and
1980’s. The idea that private life is important for gender equality was stressed by the
women’s movement in 1960’s and 1970’s. In some of the Nordic countries this is
still something that is left out of policies as shown in Table 4.1.

If we examine the five Nordic countries official gender equality goals and
identified prioritised areas, a slightly different take on gender equality and family
policies becomes visible. We will here present these goals, obtained from the website
Nordic Information on Gender (NIKK, 2018).

The table above shows the different gender equality goals in the Nordic countries
for 2016-2019. The Danish focus is on rights and freedom of the individual and
better utilisation of recourses and competences. This can be related to Hernes (1987)
resource argument. This focus has meant that in Denmark the argument for earmarked
paternity leave would affect the free choice of families and is therefore not possible
(nikk.no, 2018). Data from the Gender Equality Index (GEI),' reveals that Denmark,
although well above EU average, has a relatively low scores for democratic parity
compared the two other Nordic EU member countries (Finland and Sweden).

Sweden and Iceland are the two countries that address equal power based the
principle of democratic parity and addressing Hernes’ first and third point. Sweden
is the only country that addresses the equal distribution of household and care work.
The other countries equality goals are to be found some place in between these
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Table 4.1. Gender equality goals in the Nordic countries nikk.no (2018-05-22)

Country

Gender equality goals

Denmark

Finland

Iceland

Norway

Sweden

Rights and freedom for the individual
Better utilisation of resources and talents
Global gender equality measures

Promotion of gender equality in the labour market and the workplace
Supporting people’s ability to combine paid work with family life and
parenthood

Promotion of gender equality in education and sport

Reduction of violence against women and violence in intimate relationships
Improvement of men’s wellbeing and health

Promotion of gender equality through political decision-making.

Equality in political administration

Gender and power — representation in politics

Equality in the labour market including addressing the gender pay gap
Addressing gender-based violence

Equality in the education system

Addressing issues of gender equality for men

The gender equality policies aims to ensure equal opportunities and

the freedom to make choices, regardless of gender, ethnicity, religion,
functional ability and sexual orientation, among all people. Gender equality
is emphasised in areas such as:

Childcaring and education

Employment

Protection against violence and violations
The business world

Health

International contribution to gender equality

The overarching goal is to enable women and men to have equal power to
shape society and their own lives. To achieve this goal, women and men
must have the same rights, opportunities and responsibilities in all areas of
life.

Equal distribution of power and influence

Economic gender equality

Gender equality in health and healthcare

Gender equality within education

Equal distribution of unpaid household and care work
Men’s violence against women must stop

two ways of addressing the question of gender equality. The countries equality
goals have consequences for how gender is addressed in relation to, for example,
career guidance in the government’s policy texts on career guidance in schools and
throughout the life course.
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As the main focus in the Nordic countries has been on women’s entry into STEM
and the professionalisation of female coded occupations, some women’s advances
have been at the expense of others (Dahl, 2004). Using Frasers (1994) principles of
gender equalities, Dahl argues that a focus on the professionalisation of home-helpers
in terms of pay has occurred at the same time as the state uses neoliberal discourses
and management principles to reduce their work to simple and measurable tasks.
The implications may be that the positive changes in pay are merely superficial and
there will not be a recognition of their work.

In various initiatives from the governments and other stakeholders in Sweden
and Norway, career practitioners are pointed at as the group to fix the problem
(Meld. St nr. 7 2015-2016:13; SOU, 2015:50; SOU, 2015:97). A key question has
been how career guidance could be organised to effectively challenge assumptions
about gender and work. An interesting point is that career guidance itself, as an
occupational field, appears to have become massively gendered, with a considerably
female dominance.

GENDER EQUALITY AND CAREER GUIDANCE

In this part we turn our focal point more specifically to career guidance and aim to
describe how gender and gender equality is affecting career guidance in research,
policy and guidelines for career practitioners. We will look closer into Norway and
Sweden as examples of similar, but distinct approaches.

In Research and Theory

There has been a lot of research and theory development which addresses gender
across a range of disciplines e.g. gender studies, sociology, political science,
psychology and pedagogics. Such research shows how gender is an important factor
in career decision-making. Boys and girls, men and women make career decisions
that are gender stereotyped (e.g. Reisel & Teigen, 2014). Therefore, it is interesting
that the question of gender has been visible in career theory as a question about
women’s different and problematic careers (e.g. Blustein, 2015). Male careers are
viewed as a norm, for example in the International Handbook of Career Guidance
(Athanasou & Van Esbroeck, 2008). Bimrose (2008) writes an interesting and
important text on ‘Guidance for girls and women’. The placement of the chapter,
in the part that addresses problematic careers such as migration and disadvantaged
social backgrounds, shows that women’s careers are seen as different to the normal
(male) career. It is notable that there is no chapter in this handbook on ‘Guidance
for boys and men’. From a Nordic perspective, where women have the world’s
highest labour market participation (Green, 2015), it makes little sense to talk about
women’s careers as problematic.

Career development theories will generally reflect the dominant target groups in
the fixed point in time in which they are created (Bimrose, McMahon, & Watson,
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2019). Historically, most of the influential career theorist have been men, leaving
white, middle class males as the particular group of interest (Bluestein, 2015).
Gottfredson is perhaps the most well-known exception from the last century. Her
theory of circumscription and compromise recognises gender as a crucial influence
on career development (Bimrose et al., 2019; Gottfredson, 2005). The growing
prevalence of women in the workforce, lead eventually to an increase of career
theory concerned with women's career development. But as some researchers have
suggested, the somewhat limited scope seemed to continue with a focus on primarily
young, urban and well-educated women (Bimrose et al., 2019). Comparing women’s
participation in the labour force together with care responsibilities between different
countries, Bimrose, McMahon, and Watson (2015) conclude that geography matters
and that we need an intersectional approach which examines the privileges and
disadvantages of all women. Bimrose et al. (2019) suggest that some emerging
career theories, might due to their more holistic, contextual and less rigid nature, be
better suited to deal with issues of gender in the world of careers, eg. Bluestein’s the
psychology of working (Blustein, 2006), the systems theory framework of career
development (Patton & McMahon, 2014) and the chaos theory of career development
(Pryor & Bright, 2011).

NORWAY AND SWEDEN — TWO DIFFERENT APPROACHES?

Gender-equality in a country is influenced by how the concept of gender equality is
perceived, understood and debated in public (Teigen & Wangerud, 2009). Research
has shown some differences in how gender equality is discussed and framed in the
Nordic countries (Borchorst, Christensen, & Siim, 2012; Dahlerup, 2002; Teigen &
Wangerud, 2009). In a comparative discourse analysis, Borchorst et al. (2002)
identified a variation in the dominant main discourses in Scandinavia. In Norway a
discourse on gender differences has been apparent, whereas in Sweden a discourse
on women'’s subordination has been higher on the agenda, and in Denmark the focus
has predominantly been on empowerment and freedom of choice. Dahlerup (2002)
found, after analysing political discourses in Sweden and Denmark, that gender
equality was significantly more politicised in Sweden with feminism as a clearly
outspoken ideal among most political parties. Teigen and Wangerud (2009) conclude
in their analysis that while the discourse on gender equality in Norway seems to be
rooted in a strong belief in the steady linear process of harmonious development,
Sweden takes on a more radical approach in the public debate where discussions
around power systems, political insufficiencies and conflicts are more prominent.

An interesting question is how these different discourses together with the formal
goals presented in Table 4.1 are reflected in career guidance policies and practice
in each country. Using Norway and Sweden as two examples, two slightly different
approaches emerge.

From a policy perspective in both Norway and Sweden the ambition on gender
equality, especially regarding economic equity and available resources, is undoubtedly

57



T. SCHULSTOK & F. WIKSTRAND

high. A variety of governmental white papers (Meld. St nr. 7 (2015-2016), Meld. St
nr. 20 (2012-2013), NOU, 2011:18, 2012:15, 2019:3; SOU 2015:50, 2015:97) have
been produced in the last decade to pinpoint and enhance measures to cope with the
issue of gender segregation in the labour marked.

However, as a specific career guidance topic the picture is less clear. In both
countries career guidance responsibility to address gender equality issues is
written into school laws (Skolverket, 2013; Utdanningsdirektoratet, 2009). School
counselling and career guidance are positioned to play an important role to help
youth to making educational choices regardless of gender (Meld. Stnr. 7,2015-2016,
p. 13; Skolverket, 2013). Beyond this there are differences between the countries.

We argue that the Norwegian belief that this will progress nicely on its own
(Teigen & Wangerud, 2009) contributes to the lack of a clear focus on gender in
guidance strategy in Norway. Research reveals (Haugum, Mathiesen, Buland, &
Carlsson, 2016; Mathisen et al., 2010) that the Norwegian schools generally have not
put much effort into making action plans to address gender equality issues. Mathisen
et al. (2010) concludes that gender perspectives have a relatively peripheral place
in the schools, amongst the counsellors, the teachers and the management. This
study, followed by more recent studies on school counsellors (Buland et al., 2011;
Buland, Mathiesen, & Mordal, 2014; Haugum et al., 2016) confirms that gender
perspectives are rarely acknowledged in guidance work with Norwegian youth.
With the exceptions of a few enthusiasts, the majority of the counsellors report that
they find it difficult to approach this topic. In many ways they lack the tools and
meaningful approaches on how to do it (Schulstok & Svoen, 2014).

In Sweden, a more radical approach (Teigen & Wangerud, 2009), has pushed the
development on one step further. The national agency for education (Skolverket)
has produced a series of guidance for schools. In the advice for work with career
guidance in schools the legislation on gender equality is made more explicit and
responsibilities clarified. For example, the schools have a responsibility to provide
career guidance for pupils and to make sure that children’s vocational and educational
choices are not affected by ‘gender, social background or culture’ (Skolverket, 2013).

Research conducted in 2013 in 32 schools found that gender stereotyped career
choices were seen as a big problem, but that counsellors did not feel that they had
tools to work with the issue (Skolinspektionen Rapport, 2013:5). This knowledge
resulted in an initiative from the National Agency for Education in Sweden to
promote a course in gender aware career guidance in 2013 which developed into a
new approach to guidance (norm criticism) (Wikstrand & Lindberg, 2015). Norm
criticism was introduced to help students to understand power structures through
examining norms in societies. There was also a shift from only talking about gender
stereotypes to a more intersectional understanding of power structures, including
social background, race, age, religion, functionality and sexuality and how these
intervenes. Norm criticism aims to visualise taken for granted norms and show how
breaking the norms excludes people and ways of living from education, work and
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other institutions (Wikstrand, 2019). Wikstrand and Lindberg (2015) wrote a book
distributed to all headmasters in the country by the national agency for education in
Sweden. Questions addressed in the book include the culture of masculinity (e.g.
‘too cool for school’) and the way in which gender and class stercotypes shape
engagement with occupations.

CAREER GUIDANCE IN BETWEEN GENDER EQUALITY GOALS AND
FORMATION OF THE FREE WILL

Our country has not yet engaged its daughters. Thousands of forces are not in
use. (Collett, 1868)

Since those words were written, we have come a long way in the Nordic region.
Gender equality is largely taken for granted, so are women’s careers. It is men’s
careers, and what Lahelma (2014) refers to as the boys’ discourse, that are presently
in focus, as men underachieve in schools and are underrepresented in higher
education. What we need to keep in mind, is that a narrow focus on gender only,
might lead us to ignore socioeconomic background, migration and other categories
important to understand peoples transitions throughout life. It is important to take
an intersectional stand on gender to understand and work with people in transitions.

One challenge in Norway and Sweden is that most career counsellors meet the
students for individual guidance first in the eighth or ninth grade. These interviews
need to contain so much and it could be seen as encroachment to challenge individuals’
view on gender (Bueland et al., 2014; Loven, 2000). As Haug (Chapter 14, this
volume) discusses the ideology of career guidance in a Nordic context is focused
on the individual with the individual viewed as capable of making free choices.
Challenging individuals’ gender norms and assumptions can be seen as challenging
the idea of free will. The common understanding amongst the practitioners is that
their clients must make their own independent choices and this may contribute to
a general hesitation and refusal to bring forward gender perspectives, unless the
clients themselves problematise the issue (Mathisen et al., 2010).

How the welfare system supports gender equality and the opportunity to combine
family life with working life shapes how families in the Nordic countries organise
their everyday life and their careers. For the field of career guidance it is therefore
of importance to examine closer how career logic unfolds within the Nordic family-
friendly work model. Family-friendly policies have contributed to the high numbers
of females in the Nordic workforce, and made careers more available to women.
Yet we should also be aware of the challenges that come along. As Halrynjo (2017)
argues, the rules of family-friendliness rest upon the notion of collective rights,
protection, legal absence and reduced demands on achievement and performance.
The rules of career, however, tend to favour the productive, dedicated, visible and
non-stop worker who is competing in a strongly individualised competition. In
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receiving the well-intentioned and highly needed support, parents, mostly mothers,
then face the constant risk of becoming ‘the replaceable worker” and failing to meet
the expectations of the career world (Halrynjo, 2017).

The different Nordic countries have different gender equality goals. Denmark
stresses free choices for families while Sweden seeks to redistribute power in the
private sphere as well as in public sphere. The point is that there is not one way
to view or to work for gender equality in the Nordic countries. The disparities are
partly due to what is viable in the different countries, partly on which political
parties govern. Hernes three arguments for gender equality visualise that there
is not one rationality that underpins gender equality in the Nordic region. If we
compare Hernes (1987) aspects of gender equality only Sweden and now Iceland
have gender equality goals that seek to reconstruct gender norms. These countries
also apply to Frasers point about how we understand and code gender. The attention
to the gender division of labour in the Nordic countries and the lack of competences
within STEM and HEED relate to the idea of gender equality for economic reasons.
This argument urges career guidance workers to try to get young people to aspire to
occupations that challenges gender norms. But as the career guidance ideology in the
Nordic countries is not to influence the clients, most career guidance workers find
themselves in a dilemma when talking about the gender division of labour.

The idea that individuals have a free choice is strongly situated within career
guidance. This paradox between the desire to validate and support individual choice
and a recognition of structural inequality is buried in the ideology of career guidance
in the Nordic states. The Swedish and Icelandic gender equality goals emphasise the
redistribution of power and seek to reconstruct notions of masculinity and femininity.
This approach shifts the focus from trying to get girls into STEM occupations and
boys into HEED occupations towards trying to visualise and challenge the gender
division of labour through pedagogics and norm critique (Kumashiro, 2009;
Wikstrand, 2019).

Guidance approaches based on constructivism and social constructionism have
traditionally been recognised as suitable for dealing with gender equality issues, due
to their narrative focus and its ability to bring contextual and cultural elements to the
table (Bimrose et al., 2019). We need, however, to be aware of the potential danger
of the emphasis on personal agency in these approaches and the risk that career
practitioners lose sight of structural and systemic barriers to career (Bimrose et al.,
2019). The development of norm critique as a guidance approach offers one way to
address these issues that is worth exploring further across the Nordic region.

NOTE

GEI is monitored by the European Institute for Gender Equality (EIGE). The aim is to map country
variation within the EU regarding gender equality outcomes on a variety of variables such as work,
money, knowledge, time, power, health, violence against women and intersecting inequalities (Teigen &
Skjeie, 2017).
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Opportunties and Challenges

ABSTRACT

The Nordic self-governing regions (the Faroe Islands, Greenland and the
Aland Islands) pose a specific context for careers guidance policy and practice.
Characterised by their island topographies, small populations and historically
minoritised languages, these regions have in recent years gained greater autonomy
over their domestic affairs. As a result steps have been taken towards developing
domestic careers guidance policy and practice suitable for their own territories. In
this chapter case studies of two of these regions will be presented — Greenland and
the Faroes — in order to explore the specific challenges and opportunities facing
these communities. With both regions historically subordinate to the Danish crown,
these communities have a shared inheritance in terms of education, economic and
careers policy, and they also face shared challenges in terms of their distinctive
labour markets, language contexts and concerns with migration. However, as this
chapter will show the specific manifestation of these challenges, and responses to
these challenges has differed between the communities. The findings demonstrate
how the communities of Greenland and the Faroe Islands are developing approaches
to careers guidance policy and practice which draw from existing Nordic approaches,
and benefit substantially from Nordic co-operation, but which also challenge and
develop their Nordic and specifically Danish inheritances to create distinctive new
models.

INTRODUCTION: NORDIC SELF-GOVERNING REGIONS

The Nordic self-governing regions are distinctive within the Nordic region in terms
of career guidance policy and practice, because their growing autonomy has resulted
in a drive to create new territory-specific policy and systems. Historically, the three
self-governing regions have different relationships with the wider Nordic context.
The Aland Islands, situated in the Gulf of Bothnia, historically belong to Finland,
but are Swedish speaking. Greenland (situated between the Arctic and Atlantic
Oceans) and the Faroes (situated in the North Atlantic) are both historically part of
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the Danish realm. All three regions are now identified as self-governing regions,
with differing levels of autonomy in terms of their domestic affairs. The Nordic
context of these regions is established not only through their historical relationships
to the countries of Denmark, Finland and Sweden, but also through membership of
the Nordic Council, with the Faroes and Aland joining in 1970 and Greenland 1984.
Indeed, their influence within the Council has grown since the ‘Aland Document’
was adopted by the Ministers for Nordic co-operation in 2007 (Nordic Council, n.d.,
2007). Through the Nordic Council the territories are engaged in various Nordic
initiatives and co-operations.

A key consideration in creating new systems and policies for careers guidance
concerns the specific needs of the areas these systems serve. In this respect the
context of the self-governing regions have some key features — most notably their
island topographies, small populations and particular language contexts. These
create specific labour market, education and cultural contexts, all of which can affect
the career development experiences of individuals and potential policy and practice
responses (Alexander & Hooley, 2018). In this chapter the experiences of two of
the Nordic self-governing regions will be explored — Greenland and the Faroes.
Comparing these two case studies is instructive, because both share a historical
and on-going relationship with Denmark, and in many ways share cultural and
political influences which are Danish. However, through exploring the case studies
it is possible to show how the specific needs of these communities vary, as do the
trajectories they are taking towards moving beyond their Danish inheritances and
developing their own career guidance systems. This chapter will begin by exploring
some of the contextual influences on career guidance in Greenland and the Faroe
Islands, before moving on to considering case studies of the careers guidance
systems in these territories and finishing with a discussion of the careers guidance
practice and policy implications.

GREENLAND AND THE FAROE ISLANDS: CONTEXT

Both Greenland and the Faroe Islands are island communities. The Faroe Islands
are a small North Atlantic archipelago situated about halfway between Iceland,
Norway and Scotland, with a total area of about 1,400 square kilometres. Greenland
is classified as the world’s largest island, having a total area of 2,127,600 square
kilometres and covering an area of three climatic zones: high-arctic, low-arctic and
sub-arctic. Despite differences in landmass, the populations of the areas are similar
with a population in the Faroes of just over 51,000 and around 56,000 in Greenland.

A very significant difference between the Faroe Islands and Greenland stems from
the relative connectedness of the communities within these regions. In the Faroe
Islands about 85% of the islands are well connected with roads, tunnels, bridges
and subsea tunnels, while more peripheral areas are connected with ferries and
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Greenland

Faroe Islands

Aland Islands

Figure 5.1. Members of the Nordic Council (by S. Solberg J., available from
https://commons.m.wikimedia.org/wiki/File: Location_Nordic_Council.svg, under
license CC BY-SA 3.0, https.//creativecommons.org/licenses/by-sa/3.0/deed.en)

helicopters (Feroya Landsstyri, 2018). In Greenland, there are five municipalities,
each with a regional main city, however there are no roads between the cities, with
settlements only connected by sea and air traffic and digital communications. As a
result, in Greenland some of the settlements could be said to be ‘islands’ within a
larger island.

In common with other island communities, the sea has a very significant impact
on the economy and culture of both Greenland and the Faroes (Alexander, 2016;
Hayfield, Olavsson, & Patursson, 2016; Hayward, 2012). The Faroese economy is
still largely reliant on the fishing industry (including aquaculture), although there has
been some diversification in recent times (Foroya Landsstyri, 2018). In Greenland,
historically seal hunting formed a significant part of the economy, and although
this has declined in recent years, fishing more broadly remains very significant, and
fish is the main export of the country (Statistics Greenland, 2018b). Being small,
island economies can be vulnerable to economic fluctuations, and classically for
island economies ‘flexible specialisation is the watchword’: being responsive and
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capitalising on opportunities as they arise, especially those potentials arising from
global connectivity (King, 2009, p. 58). As with other island areas, both territories
have pursued some diversification in industry in recent years, with tourism a notable
growth industry for both regions.

Migration is also a key feature of island communities (King, 2009), typically with
emigration of young people due to the small labour markets of island communities
and limited ability to provide a full range of higher education (Sultana, 2006). In the
Faroes and Greenland the influence of migration — both emigration and immigration
is also acute, and a much larger concern than in other Nordic countries. In other
Nordic countries (apart from Norway) the proportions of young people leaving
their home countries for educational purposes is below 5%, while this figure in the
Faroe Islands has been above 60% for some decades (Reistrup & & Rogvi, 2012),
and in Greenland recent figures show that 40% of higher education students leave
Greenland to study elsewhere (Statistics Greenland, 2018a). In Iceland the figure is
25% but the vast majority of these return to Iceland after completing their education.

The education system is a significant influence in terms of the career and migration
routes of young people. In both Greenland and the Faroe Islands education more or
less follows the Danish system. One of the key differences to the Danish system
in the Faroes is that Faroese is the main spoken medium of education at all levels,
including higher education. However, when reaching upper-secondary education
about 80% of teaching materials are in Danish (Johannesarson, 2018). In Greenland
the language context is more complex with Greenlandic having three main varieties
which are all quite distinct from one another. In schools, children are taught Central
West Greenlandic, as well as Danish, and some English. Developing fluency in
multiple languages is a central part of the education system in both regions, and this
fluency is also necessary for potential migration to other communities on completion
of formal education.

In other remote and rural contexts research has demonstrated that through
engagement with the education system young people can ‘learn to leave’ their
communities (Corbett, 2007). The use of a language and the inheritance of a system
from ‘elsewhere’ is one way that in Greenland and the Faroes young people may learn
to look beyond their communities for educational and employment opportunities. In
addition, experiences of physical mobility are built into the education system, with
students from more remote parts of Greenland and the Faroe Islands having to leave
their home areas in order to access upper secondary schools.

Higher education is available at the University of Greenland and the University of
the Faroes, and these institutions have been instrumental in increasing the range of
courses available to students who wish to stay in their communities. However, there
remain many professions that it is impossible to train for within the islands, meaning
that young people pursing certain options including medicine, dentistry, art, foreign
languages and some engineering specialisations, have to leave. In addition, there
is a strong tradition of going elsewhere for higher education, and as a result both
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territories see large numbers of young people leave every year for the purposes
of study. Out-migration of young people is also supported by funding systems,
which mean that higher education is free of charge in Denmark and other Nordic
countries, and costs of living are covered through the Danish government’s support
for students. The information service ‘Info Norden’ provided through the Nordic
Council of Ministers also provides information and support to students to move
to other Nordic countries for the purposes of study or work. The Greenlandic and
Faroese governments also offer funding for students who wish to study outside of
the Nordic region and provide additional annual travel grants for students to return
home. Despite the funding available for study elsewhere, Denmark remains the most
common destination due to historical connections, the language context and the
social context (with students often having family or friends in Denmark).

The movements of young people show some differences between the Faroes
and Greenland. Although out migration of young people in both communities
remains a concern, recent figures from the Faroes indicate a reverse trend with
the majority of those returning to the islands being young Faroese-born couples
with children (Solstein, 2018). In Greenland net-outmigration remains high, with
1,209 immigrants in 2017 and 2,580 out-migrants. In recent years, there has been
significant immigration of highly educated younger Danish people who come with
professional skills that are needed (for example doctors, dentists, teachers, engineers
etc). These migrants are often responding to labour market needs and leave Greenland
after a short working period. There is a saying amongst the locals that the young
Danish teachers in the ‘gymnasium’ (upper secondary schools) are ‘padagogikum
ryttere’, which means riders who come to Greenland merely to get their professional
teacher training, staying for two or three years before returning to Denmark. This
is significant especially given the context where many young Greenlandic students
who choose to study in Denmark and gain professional skills choose not to return.

Migration in Greenland and the Faroes is also significant for adult workers.
Economic fluctuations in small economies with a reliance on sea-based industries,
has meant that historically migration patterns related to employment have varied
greatly. Examples include some periods of high emigration from the Faroes linked
with fluctuations in the fishing industry (Feroya Landsstyri, 2013) and high levels of
immigration in the 1950s and 60s in Greenland when the country was industrialising.
Within Greenland, supporting internal migration in order to meet labour market needs
remains a priority and adults are able to apply for funding to enable them to move
around Greenland in order to access work. It is notable that in both communities,
the structure of the labour market is highly differentiated by gender. Within the
fishery highly skilled technical jobs are mostly male, and fish processing work is
mostly female, and this has a knock-on impact in terms of the rest of the economy.
In the Faroes Hayfield et al. (2016) have noted that between 75-92% of employees
in care, cleaning, health, sales and food production are female, and between
97-99% of employees in electronics, construction, transport and fisheries are male
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(see also Hayfield, 2018; Hovgaard, 2015). Migration patterns therefore also show
some impacts of gender, with immigration to Greenland in the 1950s and 60s for
example being largely Danish men (Langgérd, 1995) with some men later marrying
Greenlandic women and settling down. In the Faroes, high levels of emigration by
women in the past has been balanced in part by an immigration of women from other
parts of the world. Indeed, in the last couple of decades the islands have experienced
an increase in in-migration with people coming from different parts of the world,
notably from Asia, Eastern Europe and Africa (Hagstova Feroya, 2011).

GREENLAND AND THE FAROE ISLANDS: CAREERS GUIDANCE

Having considered some of the contextual factors within Greenland and the Faroe
Islands, this section looks specifically at the career guidance policy and practice
context and developments in these communities. This is presented as a case study
of each region.

The Faroe Islands: Career Guidance and Counselling

In the Faroe Islands, career guidance was first introduced in upper-secondary
education in 1974 with the establishment of a two-year higher preparatory course
(HF), mainly aimed at adults who wanted to prepare for further or higher education
(Roin, 2018), and was later offered in all upper-secondary schools, in secondary
education, vocational education and higher education (Holm, 2014). The early
guidance practitioners, who were teachers, did not have access to any education and
training, but participated in events in Denmark that were organised for practitioners
in upper-secondary education. In 1989, leading guidance practitioners in the Faroes
formed a Guidance Association, (Vegleidarafelagid), and The Ministry of Education
offered a six-week training course for practitioners, based on a Danish model. The
first group completed this basic training in 1991 (Roéin, 2018), but following this
only occasional modules from the course have been offered.

In 2013 a significant step towards creating a specifically Faroese guidance system
was achieved when an MA degree in careers guidance was launched at the University
of the Faroe Islands. This came about after nearly two decades of advocacy work
by practitioners who saw the growing need for competence development and
professionalisation of the field. Until this point careers guidance was referred to
as ‘vegleiding’ in Faroese (similar to the Danish vejledning), while the new course
introduced the terminology of ‘Career Guidance and Counselling’ (CGC) to the
region. The development and planning for the MA was undertaken by a university
based working group, with assistance provided by a coordinator from Iceland, who
was instrumental in designing a programme acceptable to all stakeholders. The
Faroese Guidance Association also provided a central contribution. Drawing on the
wide-ranging expertise of the inter-Nordic VALA network, which is a network of
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career guidance and counselling programmes at higher education institutions in the
Nordic and Baltic countries, it was possible to offer a full MA programme on a
part-time basis to Faroese guidance practitioners. From the outset, the aim was to
create a nationally coordinated lifelong guidance system through the development
of the MA. Through the course students have worked on topics that are relevant to
establishing a Faroese approach to career management skills and guidance. These
include developing a needs analysis among stakeholders, and a jointly developed
strategy for lifelong guidance in the Faroes. The strategy was built on local needs
identified by practitioners and stakeholders, on expertise developed through the
dissertation topics of the students (which were targeted on key issues), and on
evidence from research and good practice. The European resource kit for lifelong
guidance policy development from the European Lifelong Guidance Policy Network
(ELGPN, 2012) was used as the basis of the strategy development. The strategy
proposal was handed to relevant ministries and stakeholders at a conference about
lifelong guidance and ICT in guidance in Térshavn in 2017.

Although careers guidance has mainly been offered within the formal education
system in the Faroes, there have been a few exceptions. Until 2010, there was an
adult guidance service in Torshavn, the capital, which offered guidance to people
outside the education system a few hours a week. Another exception was the
establishment of the International Office (Altjoda Skrivstovan), originally intended
to provide guidance to school leavers who wanted to pursue higher education outside
of the Nordic region. The most recent and innovative initiative is a part-time lifelong
guidance service offered at the Distance Education Centre (Fjarnam) in the northern
municipality of Klaksvik. This innovation is part of a movement in the guidance
community in the Faroe Islands, building on the work of the MA course and proposed
strategy, to establish a nationally coordinated lifelong guidance service for the whole
island community (Hansen, 2017).

Greenland: Career Guidance and Counselling

In Greenland, careers guidance first appeared in legislation in 1982, which required
careers guidance to be provided in primary schools and through municipality offices
through the labour office. This legislation made coordination a requirement between
educational and vocational career counselling and careers guidance provided for
citizens generally. However, in practice careers guidance provision was conducted
differently in different areas, and the guidance counsellors did not have a common
education as counsellors. In 2000 the importance of collective education for careers and
education counsellors was recognised and a basic career counselling education course
(Vejledergrunduddannelsen) was funded. In 2011, the Department of Education further
recognised the importance of a national overview of career and educational guidance
in Greenland, and a review of provision was ordered (Jessing, 2011). This review led
to new legislation and the development of a National Centre for Guidance (vejledning).
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In addition to provision in the education system, careers guidance in Greenland is
also provided in Majoriaq centres. There are 17 Majoriaq centres in Greenland with
one centre in each town. The centres provide career guidance and support for young
people and adults to upgrade their qualifications. Historically, Majoriaq centres were
established in a period (1980-1990) where there were many young people who did
not finish primary school and therefore needed some documents to evidence their
basic education and skills. The Majoriaq centres provide support for studying general
subjects such as Greenlandic, Danish, English and Maths and allow individuals to
get a completion document for compulsory education.

In addition to careers guidance services, and in recognition of the, sometimes
acute, social challenges in Greenland, school students and everyone who attends
a Majoriaq centre has access to psychological and social assistance through the
“Studenterradgivningen”, which is a student guidance service. This system is
inspired by the Danish system, but whereas in Denmark it started as an NGO, in
Greenland the system is embedded in policy and has official funding — demonstrating
the recognition of the importance of this service.

The National Centre for Guidance was established in 2014 and is the responsibility
of the Education Department of the Naalakkersuisut (n.d.) (The Government of
Greenland). The Centre was established in order to coordinate all the career guidance
services in different places including the education system and the Majoriaq
centres. The Centre is also responsible for educating career guidance counsellors.
The education provided uses a Danish curriculum, with resources also primarily
in Danish (although one of the educators is Greenlandic speaking). In 2011, the
review of career guidance in Greenland made a number of recommendations, one of
which was to consider aligning the education provision to diploma or master’s level
(Jessing, 2011). However, this recommendation has not yet been taken forward.

Because of the geographic size of Greenland and the difficulties of transportation
between communities, there is a risk that some careers guidance counsellors could
be quite professionally isolated (Vahl, 2018). Therefore, the Centre for National
Career Guidance arranges several regional network meetings for practitioners every
year in cooperation with local careers guidance institutions, as well as organising a
national conference every second year. The National Centre for Guidance is also the
host organisation for the Nordic Network for Adult Learning NVL (NVL, 2017a).

DISCUSSION: CAREER GUIDANCE PRACTICE

The communities of the Faroe Islands and Greenland share many key issues in
terms of their context: they have small and distinctive economies with a reliance
on sea-based industries, a minoritised language context, embedded experiences
of migration, and an education system which is largely based on Danish models.
However, there are also significant differences between the communities, in areas
such as connectivity between communities, the language context, relationships with
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Denmark, and trends in migration. Although these contexts share some similarity
with other island communities in the Nordic region (of which there are thousands),
and with other rural or remote areas in the Nordic region (see for example Bakke,
2018), these communities are distinct because of their capacity to develop their
own careers guidance policy and practice, rather than being governed by policy
and practice determined by mainland or urban areas. In this section, the impact of
context on the practice of careers guidance is considered, establishing a clear need
for context-specific systems and policy.

A key impact on practice is that the distinctive nature of the economies of
these regions means that for careers practitioners it is vitally important that they
have a strong, detailed understanding of the specific nature of the local labour
market. However, given the importance of flexibility and responsiveness in island
economies, and the relatively small labour markets, a culture of careers guidance
which fosters individuals’ capacity for adaptability and flexibility is also likely
to be important — resourcing individuals to have ‘chameleon careers’ in Sultana’s
terminology (Sultana, 2006). The need for flexibility is particularly acute in a
minoritised language context, such as Greenland or the Faroes, where the capacity
to bring in labour through immigration may be limited, with some professional
roles requiring functional literacy in Faroese or Greenlandic (and often Danish too).
However, in Greenland where the diversity of Inuit languages is immense in practice
many immigrants from Denmark can remain monolingual and as such there may be
fewer barriers to immigration, although potentially some additional barriers in terms
of integration of migrants (Langgérd, 1992).

In terms of resourcing individual flexibility, all-age careers guidance services are
vital, and it is no surprise that the existence of the Majoriaq centres in Greenland
recognise the value of adult guidance, as does the development of adult guidance
services through Fjarnam in the Faroe Islands. Indeed, the practitioner groups
in both the Faroes and Greenland, view such services as vital, and have a clear
vision of lifelong guidance services that are holistic, cross-sectoral and nationally
coordinated. Such services are not widely available in other Nordic countries (NVL,
2017b) despite the fact that calls for lifelong guidance services are apparent across
the region. However, the need for such services is perhaps more acute in the self-
governing regions, and given that these regions are currently thinking about and
designing their own systems, there is considerable potential for the development of
new models that are suitable for their contexts.

With mobility a key feature of the lived experience of people in the Faroes and
Greenland both in terms of work and educational transition (Hovgaard & Kristiansen,
2008), migration must necessarily become a key concern for careers professionals.
Given that the migration literature also shows that the ability to migrate (mobility
capital) is not evenly distributed among individuals (Corbett, 2007; King, 2009),
consideration of different forms of mobility capital (e.g. financial resources,
educational qualifications, social connections, fluency in multiple languages) is an

73



R.ALEXANDER ET AL.

important part of careers services (Alexander, 2018; Alexander & Hooley, 2018).
Practical implications for advisers are that as well as an in-depth understanding of the
local economy, careers professionals require significant knowledge of international
education and career systems. International knowledge includes Denmark certainly,
but increasingly as the colonial ties to Denmark loosen, and international study to
nations outside of the Nordic countries is also supported, this knowledge comprises
other European and global nations. The importance of guidance for international
mobility is clear when we consider that in the Faroes an International Office was set
up specifically to provide guidance to school leavers who wanted to pursue higher
education outside of the Nordic region.

Mobility, including the different capacities of individuals to migrate, and the
challenges of immigration into different language contexts also raises important
questions about ethical practice within careers provision in these communities,
and more widely equalities and social justice issues. Within the Nordic context,
arguably equality and social justice are strong social values and ensuring everyone
has the ability to pursue the paths they wish is a strongly held value. The existence
of generous funding in the Faroes and Greenland to enable young people to pursue
Higher Education study elsewhere is part of this commitment to social equity.
Nordic initiatives such as the information service ‘Info Norden’, and wider European
initiatives such as the Euroguidance network (which supports guidance practitioners
in 34 European countries and specifically aims to raise awareness of the value
of international mobility), are also specifically designed to reinforce and support
mobility. However, facilitating mobility through the provision of finance potentially
overlooks the importance of other forms of resource in mobility decisions, including
social and familial background, and issues of identity in how young people relate
to their communities and the choices they make (Bakke, 2018). To truly enable
individuals to have equal access to pathways outside of their communities would
require additional focus on these other forms of resources. Further there are
challenging social justice issues around the facilitation of movement when ‘what
is good for the individual may be in tension with the needs of society’ (Hooley &
Sultana, 2016, p. 4). This is particularly clear in Greenland where young people
leave to train in professions that may be needed in the community, but then choose
to stay away, potentially leaving the community depleted, and instead Greenland
experiences a steady throughput of young Danish professionals. How careers
services and professionals address issues of inequality in mobility, and balance the
needs of individuals and communities is a key challenge in these areas.

Other ethical and professional challenges may come from meeting issues of
multiple disadvantage created through migration patterns and embedded structural
issues — for example working with immigrant women to the Faroe Islands, who
are potentially multiply disadvantaged by their gender, and the language context
which can require functional literacy in two additional languages: Faroese and
Danish (Holm, O’Rourke, & Danson, 2019). Issues of social integration are also an
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important theme, particularly in terms of immigrant populations to the Faroe Islands,
and more broadly in terms of the domestic population in Greenland where some
communities experience significant geographical isolation and social challenges.
Ensuring additional support for social integration is important, and it is notable that
such support is available through the Majoriaq centres in Greenland.

DISCUSSION: CAREER GUIDANCE POLICY

Despite the specificity of the context of Greenland and the Faroes, the establishment
of careers guidance policy and practice within these communities has been
heavily influenced by Danish approaches. Education for careers professionals has
traditionally been based on Danish curricula, using Danish materials, and often,
Danish educators. Indeed, in both communities it is still the case that even where
careers guidance may be delivered in Greenlandic or Faroese, the majority of careers
resources are written in Danish. Drawing on Sultana’s (2006) observation of the
challenges of importing careers resources to small states, it is clear here that there
are potentially challenges around the relevance of Danish materials and frameworks
to Faroese and Greenlandic contexts — how far for example do these materials take
account of the specificity of the labour market, and the importance of migration in
these contexts?

Developing an approach to careers guidance policy and practice, which is
distinctly Faroese or Greenlandic is not just important for meeting the specific needs
of the communities, but also as part of establishing the autonomy and identity of
the Faroes and Greenland in their own right. Indeed work in other communities
has explored the potential of developing careers guidance frameworks as part of
an emancipatory process, which incorporate and account for specific cultural
contexts — for example in New Zealand incorporating Maori culture, and in Hong
Kong incorporating Chinese culture (Luk Fong, 2005; Miller, 2012). The question
of cultural identity is a complex and challenging one, and the development of
appropriate policy is likely to differ between regions. In Greenland, with a strong
Inuit culture, and with contemporary critics of Greenlandic education noting a clash
between Inuit and European culture (Egede, 2016), there may be particular value in
exploring models that take Inuit culture into account. Addressing what a ‘good life’
looks like for individuals in Inuit communities and providing appropriate guidance
is also important to address issues of social integration — with Flora (2007) noting
that some Greenlandic young people in remote areas find it difficult to identify a
value in education when they do not see any purpose to education in their own
communities and do not see it as a way to have a quality of life.

The importance of policy extends beyond just career guidance policy, to areas
such as education, labour market, economy and language policy. The interrelation
of these areas of policy is a key theme in these areas in terms of structuring the
opportunities individuals in these territories have. So, for example, how the
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administrations in the future balance supporting international mobility for education,
and also support the development of their local universities is likely to significantly
influence the options available for young people and the choices they make. The
role of language policy is also key as the extent of support for competence in Danish
and / or English for young people and adults will affect how possible it is to travel
for study and employment. Similarly, the extent of support for adult immigrants
in terms of learning Greenlandic, Faroese and Danish will impact on the ability of
these individuals to secure appropriate work. In both communities the significance
of language learning is recognised — for example in Greenland an organisation
(Ogqaatsinik Pikkorissarfik) has been set up to provide language education (including
Greenlandic, Danish and English) to adults using technology to allow all adults to
improve their language skills. However, fully recognising the impact of language
policy is important and there have been calls for more pro-active policy initiatives
to embed and maximise valuable human resources (Brown & Danson, 2008).
Considering adult immigrants particularly, policy initiatives need to straddle several
areas including language education, recognition of prior qualifications and lifelong
guidance systems.

Although recognising the wider policy context is important, considering careers
guidance policy specifically three important themes in the process of policy
development can be identified — the role of co-operation, education, and innovation.
These are discussed further below.

Co-operation between Nordic nations has been central to the development
of Faroese and Greenlandic careers guidance policy. Representatives from both
communities have actively participated in Nordic networks, working groups and
conferences, especially through the Nordic Network for Adult Learning (NVL), which
supports Nordic cooperation in careers guidance from a lifelong learning perspective,
and more recently through the VALA network. In particular an NVL working group
was formed in 2015 which focused on guidance provision in the three self-governing
countries, Greenland, Aland and the Faroe Islands (NVL, 2016, 2017a). This group
has organised two regional conferences so far, one in the Aland Islands in 2016 and
one in the Faroe Islands in 2017. These international collaborations have helped to
strengthen the guidance associations within the territories, allowing international
expertise to be utilised by local practitioners. In addition, a key strength of these
small territories is the close connection between practice ‘on the ground’, and policy
development, with practitioners’ groups actively involved in influencing local policy
makers and leveraging the expertise of the international guidance community. A
further important point to note is given the specific ethical and contextual challenges
of delivering guidance in these communities, practitioner networking between the
self-governing regions, and between practitioners within each region itself, has also
been important as a way of developing and supporting professional practice.

A particularly strong example of collaboration is the development of the Masters
programme in Career Guidance in the Faroes, which utilised expertise from across
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the Nordic regions — the programme was led from Iceland with expertise drawn from
Denmark, Finland, Norway, Sweden and the Faroes. This collaborative approach to
developing careers education is an excellent example of how the Faroese approach
to guidance is seeking to draw from and align to careers guidance policy, practice
and education in other parts of the Nordic world, while also establishing its own
unique approach. Co-operating in the development of educational provision has also
been instrumental in the development of a national strategy for careers guidance and
counselling in the Faroes. This highlights the significant potential of training, and
specifically higher education and research provision, in terms of wider policy and
practice innovation, and it is therefore no surprise that the development of Masters
level education has also been proposed in Greenland.

Innovation is also a key feature in the development of Greenlandic and Faroese
approaches to careers guidance policy and practice. A good example of this is the
special emphasis within the NVL working group for the self-governing regions on
exploring how ICT in guidance can widen access to guidance (see also Kettunen,
Lindberg, Nygaard, & Kardal, Chapter 11, this volume). The importance of ICT
innovations in these communities recognises that although Greenland and the Faroes
are ‘small’ territories (in terms of population), they are not homogenous, and not all
communities are equally accessible. Finding ways to address issues of geography
through ICT innovation is both a practical solution for these communities and also
demonstrates how despite being small, these communities are at the forefront of
developing solutions which may be of benefit to other larger communities. This
accords well with the findings within the island studies literature of the value of
small communities and particularly island communities as sites of innovation
(Baldacchino, 2007). A particularly exciting possibility for future innovation is the
development of an approach to careers guidance policy and practice in the Faroes
which seeks to build on the existing Masters programme to develop a three-fold
approach whereby careers education, careers research, and careers policy making are
all developed alongside each other. There have been discussions in the community
about developing this model into a globally unique training programme for guidance
counsellors which could be organised like a research hospital. The development of
practice would take place in real context with the dual aim to (1) develop consistent
and coherent lifelong guidance services for the citizens in the Faroe Islands in
accordance to the local conditions and jointly agreed policy priorities, and (2) to
produce academic results in co-operation with international experts.

CONCLUSION: CHALLENGES AND OPPORTUNITIES

Danish models and approaches have traditionally heavily influenced careers
guidance policy and practice in the Faroes and Greenland. As this chapter has
demonstrated developing models of practice and policy which are distinctively
Faroese or Greenlandic is important in order to address the context-specific needs and
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circumstances of these communities, as well as part of establishing an autonomous
identity. In developing new approaches to careers guidance policy and practice, the
importance of co-operation with other Nordic countries, the co-operation of local
practitioners, development of education programmes, and a focus on innovation
have been emphasised as key features. The Faroese development of Masters level
training for careers guidance practitioners drawing on collaboration from across the
Nordic region is particularly notable; as is the way that this educational provision
was connected to developing appropriate models of practice and policy within the
community. Alongside the development of territory-specific approaches to careers
guidance, this chapter has shown how guidance policy exists in close interrelation to
broader education and language policy, as well as more widely to economic policy,
and how these need to be considered together. A further significant conclusion is
how a lifelong approach to guidance is vital for these communities, allowing the
management of individual career flexibility, wider economic flexibility of a small
economy, and supporting incoming workers operating within a minoritised language
context.

As the case studies show, Faroese and Greenlandic models of careers guidance
policy and practice are emerging. In the future, there is a need to progress further
with embedding the training of careers guidance practitioners — in Greenland
such educational provision is only just emerging, and in the Faroes the Masters in
Careers Guidance has only run for one cohort of students so far. In addition, in both
communities there is a need to further reinforce and establish appropriate careers
guidance policy, recognising its interrelation with (and importance to) other aspects
of policy, including economic, education and language policy. The strength of the
careers guidance community within both the Faroes and Greenland, and the support
of the wider Nordic careers guidance networks have been essential in supporting the
development of Faroese and Greenlandic models so far, and it is likely that these
factors will remain significant in developing the models still further.

REFERENCES

Alexander, R. (2013). “Here you have to be a bit more fluid and willing to do different things”: Graduate
career development in rural communities. Journal of the National Institute for Career Education and
Counselling, 31(1), 36-42.

Alexander, R. (2016). Migration, education and employment: Socio-cultural factors in shaping individual
decisions and economic outcomes in Orkney and Shetland. Island Studies Journal, 11(1), 177-192.

Alexander, R. (2018). Geography, mobility and graduate career development. In C. Burke & F. Christie
(Eds.), Graduate careers in context: Research, policy and practice (pp. 85-95). London: Routledge.

Alexander, R., & Hooley, T. (2018). The places of careers: The role of geography in career development.
In V. Cohen-Scali, J. Rossier, & L. Nota (Eds.), New perspectives on career counseling and guidance
in Europe (pp. 119—130). Cham: Springer International.

Bakke, 1. B. (2018). Career choice and counselling in rural northern Norway. Journal of the National
Institute for Career Education and Counselling, 40(1), 4-10.

Baldacchino, G. (2007). Islands as novelty sites. Geographical Review, 97(2), 165-174. doi:10.1111/
j-1931-0846.2007.tb00396.x

78



CAREER GUIDANCE IN NORDIC SELF GOVERNING REGIONS

Brown, R., & Danson, M. (2008). Fresh talent or cheap labour? Accession State migrant labour in the
Scottish Economy. Scottish Affairs, 64(1), 37-52.

Corbett, M. (2007). Learning to leave: The irony of schooling in a coastal community. Halifax: Fernwood
Publishing.

Egede K. (2016). Personal development planning in Greenland Part Il The Praxiography among the
youth (Unpublished master’s thesis). Aalborg University, Copenhagen.

European Lifelong Guidance Policy Network (ELGPN). (2012). Lifelong guidance policy development:
A European resource kit (ELGPN Tools No. 1). Jyvaskyla: University of Jyviskyla.

Flora, J. (2007). Tilknytning og Selvstendighed: Unges fravalg af uddannelse [Affiliation and
independence — Young people’s choice of education]. In W. Kahlig & N. Banerjee (Eds.), Born og
unge — en antologi [Children and youth — An anthology] (pp. 148—161). Nuuk, Greenland: Mipi.

Feroya Landsstyri. (2013). Heildarcetlan folkaflyting og folkavokstur [A unified plan for migration and
population growth]. Legmansskrivstovan/Prime Minister’s Office. Retrieved from http://cdn.lms.fo/
media/3788/heildar-c3-a6tlan_-f-c3-b3lkaflyting-og-f-c3-b3lkav-c3-b8kstur.pdf

Feroya Landsstyri. (2018). 4 dynamic and resilient economy. Retrieved from https://www.faroeislands.fo/
economy-business/economy/

Hagstova Feroya. (2011). 9l telja vid [Everyone counts). Retrieved from http://www.hagstova.fo/sites/
default/files/pdf/oll-telja-vid.pdf

Hansen, D. (2017). Lifelong guidance in the Faroe Islands — A phenomenological study of progress made
and components still missing (Unpublished master’s thesis).

Hayfield, E. A. (2018). Family-centred work motility in a small island society: The case of the Faroe
Islands. Gender, Place & Culture, 25, 1138-1153. doi:10.1080/0966369X.2018.1461075

Hayfield, E. A., Olavsson, R., & Patursson, L. (2016). Part-time work in the Nordic region III: An
introductory study of the Faroe Islands, Greenland and the Aland Islands. Copenhagen: Nordic
Council of Ministers. doi:10.6027/TN2016-518

Hayward, P. (2012). Aquapelagos and aquapelagic assemblages. Shima the International Journal of
Research into Island Cultures, 6(1), 1-11.

Holm, E. (2014). Student support services, University of the Faroe Islands. Internal report, University of
the Faroe Islands. Unpublished.

Holm, A. E., O’Rourke, B., & Danson, M. (2019). “Employers could use us, but they don’t”. Voices
from blue-collar workplaces in a northern periphery. Language Policy (Advance online publication).
doi:10.1007/s10993-019-09513-4

Hooley, T., & Sultana, R. (2016). Career guidance for social justice. Journal of the National Institute for
Career Education and Counselling, 36(1), 2—11. doi:10.20856/jnicec.3601.

Hovgaard, G. (2015). Being away; being at home; being both — The case of Faroese maritime workers.
In S. T. Faber & H. Nielsen (Eds.), Remapping gender, place and mobility (pp. 175-189). London:
Routledge.

Hovgaard, G., & Kristiansen, S. M. (2008). Villages on the move: From places of necessity to places of
choice. In J. O. Barenholdt & B. Granas (Eds.), Mobility and place: Enacting Northern European
peripheries (pp. 61-74). London: Routledge.

Jessing, C. T. (2011). Evaluering af vejledningsindsatsen i Gronland. Evalueringsrapport til Gronlands
selvstyre, departement for uddannelse og forskning, juni 2011 [Evaluation of the careers guidance
efforts in Greenland. Evaluation report to the government of Greenland, Ministry of education and
research, June 2011]. VIA University College. Retrieved from http://vejledning.net/Dokumenter/
Evalueringsrapport Vejledningsindsatsen%201%20Gr%C3%B8nland _juni2011.pdf

Johannesarson, T. (2018). Leerutilfar 4 midonami — hvussu faa vit 80% a feroyskum? [Education resources
in upper-secondary schools — How to reach the 80% target in Faroese?]. Midnamsrit, 16, 22-25.

King, R. (2009). Geography, islands and migration in an era of global mobility. Island Studies Journal,
4(1), 53-84.

Langgard, P. (1992). Grenlandsksproget — tosproget — grenlandsksproget: Nogle tendenser i det dansk-
gronlandske sprogmede blandt Nuuks skolebern [Greenlandic speaking — bilingual — Greenlandic
speaking: Some tendencies in the Danish-Greenlandic language encounter amongst school children in
Nuuk]. Gronlandsk kultur- og samfundsforskning, 92, 104—128.

79



R.ALEXANDER ET AL.

Langgard, P. (1995). Er Grenland tosproget — og hvorfor ikke? [Is Greenland bilingual — and why not?].
Ilinniarfissuaq ukiuni 150-ni. Nuuk : Ilinniarfissuaq/Atuakkiorfik.

Luk Fong, P. Y. Y. (2005). Globalisation and localisation enmeshed — Towards a framework for the
development of guidance curriculum in Hong Kong. Globalisation, Societies and Education, 3(1),
83-100. doi:10.1080/14767720500046344

Miller, J. H. (2012). Editorial: Counselling and guidance initiatives in Aotearoa New Zealand. British
Journal of Guidance & Counselling, 40(3), 187-190. doi:10.1080/03069885.2012.683665

Naalakkersuisut. (n.d.). Economy and industry in Greenland. Retrieved from http://naalakkersuisut.gl/
en/About-government-of-greenland/About-Greenland/Economy-and-Industry-in-Greenland

Nordic Council. (2007). Betdnkande fran arbetsgruppen med uppgift att foresld initiativ som kan forstdrka
de sjdlv-styrande omrddenas deltagande i nordiskt samarbete [A working group report with proposals
on how to strengthen participation of the self-governing regions in Nordic cooperation). Retrieved
from http://www.norden.org/sites/default/files/2018-08/aalandsdokumentet.pdf

Nordic Council. (n.d.). Website. Retrieved from https://www.norden.org/en/information/nordic-council

Nordiskt natverk for vuxnas ldrande (NVL). (2016). Annual report. Retrieved from https://nvl.org/
Portals/0/2017/Arsrapport%202016_Sapril.pdf

Nordiskt natverk for vuxnas ldrande (NVL). (2017a). Annual report. Retrieved from https://nvl.org/
Portals/0/2017/Arsrapport 2017 _med%20omslag_OK.pdf

Nordiskt ndtverk for vuxnas larande (NVL). (2017b). Samordning av vigledningen i de nordiska
linderna, Faréarna, Gronland och Aland [Coordination of careers guidance in the Nordic countries,
the Faroe Islands, Greenland and the Aland Islands). Nordiskt samarbete.

Reistrup, H., & a Rogvi, H. (2012). EXIT Foroyar [EXIT the Faroe Islands). Faroe Islands: Sprotin.

Roin, B. (2018). Min tid sum lestrarvegleidari [My time as a student guidance counsellor]. Midnamsrit, 15,
17-19. Retrieved from https://www.glasir.fo/wp-content/uploads/2018/04/Midnamsrit 15 januar
2018.pdf

Solstein, K. (2018). Folkatalid: Foroyingar flyta heim [The population figure: Faroe Islanders return
home]. Retrieved from http:/kvf.fo/netvarp/uv/2018/04/13/flkatali-froyingar-flyta-heim

Statistics Greenland. (2018a). Education. Retrieved from http://www.stat.gl/publ/en/GF/2018/pdf/
Greenland%20in%20Figures%202018.pdf

Statistics Greenland. (2018b). Udenrigshandel 1-3 kvartal 2018 [Foreign trade, quarter 1-3 of 2018].
Retrieved from http://www.stat.gl/publ/da/IE/201805/pdf/Udenrigshandel%203.%20kvartal%
202018.pdf

Sultana, R. (2006). Challenges for career guidance in small states. Malta: Euro-Mediterranean Centre
for Educational Research.

Vahl, K. M. (2018). Vejledning i Gronland — et sporgsmal om at blive eller at rejse. En kvalitativ
undersogelse af smasamfundets og geografiens indflydelse i vejledning, Sommer 2018 [Guidance in
Greenland — A question about staying or leaving. A qualitative study about the impact of small states
and geography on guidance, Summer 2018] (Unpublished MA thesis). Arhus Universitet, Emdrup.

80



ROGER KJARGARD

6. CAREER GUIDANCE AND THE PRODUCTION OF
SUBJECTIVITY

ABSTRACT

Using Foucault’s analytical tools this chapter explores the development of career
guidance historically and contextually and examines how it is imbued with different
ideologies, discourses and forms of power to produce subjectivity. The chapter
identifies the emergence of five discourses and related productions of subjectivity
and places these in the context of the development of guidance in Norway. These are
described as the philanthropic, industrial, welfare state, neoliberal and knowledge
society discourses. Finally, Nordic counter discourses are explored. The chapter
argues that career guidance in Norway has a political function, that it produces forms
of subjectivity and acts as a governing technology.

CAREER GUIDANCE OECD AND EU

Career guidance is often presented as both a public policy tool and as a service to the
individual (Sultana, 2004). This has resulted in a range of different discourses about
the importance and purpose of career guidance. This chapter focuses on examining
these different discourses in relation to career guidance policy in Norway. In addition
to domestic traditions of career guidance, Norway’s approach to career guidance and
the discourses that are used in policy have been influenced over a number of decades
by the Organisation for Economic Co-operation and Development (OECD, 2004,
2014) and the European Union (EU) (European Commission, 2004, 2008; OECD,
2004, 2014). It is therefore important to explore the ideas of these international
organisations when examining Norwegian career guidance.

In Europe, the EU and the OECD have shaped the definition of career guidance and
developed a range of policy rationales for its use. The EU, in its 2004 resolution, states:
‘High quality guidance provision throughout life is a key component of education,
training and employability strategies to attain the strategic goal of Europe becoming
the world’s most dynamic knowledge based society by 2010’ (European Commission,
2004, p. 3). In 2004 the OECD defined career guidance in the following way:

Career guidance refers to services and activities intended to assist individuals,
of'any age and at any point throughout their lives, to make educational, training
and occupational choices and to manage their careers ... The activities may

© ROGER KJARGARD, 2020 | DOI: 10.1163/9789004428096_006
This is an open access chapter distributed under the terms of the CC BY-NC 4.0 License.



R. KJERGARD

take place on an individual or group basis, and may be face-to-face or at a
distance (including help lines and web-based services). They include career
information provision (in print, ICT-based and other forms), assessment and
self-assessment tools, counseling interviews, career education programmes
(to help individuals develop their self awareness, opportunity awareness,
and career management skills), taster programmes (to sample options before
choosing them), work search programmes, and transition services. (OECD,
2004, p. 11)

The OECD’s definition is both concrete and comprehensive. It is concrete in that
career guidance deals with questions related to education and work. It says what
career guidance consists of and states that its aim is to contribute to the lifelong
development of the individual’s career. The OECD concretises career guidance
by discussing it in terms of its relationships with context, the activities that are
undertaken as part of career guidance and by pointing out the importance of self-
management techniques. The EU, focuses on discourses of the knowledge society
and of global competitiveness, by linking career guidance to ‘employability” and
career management skills (CMS) (European Commission, 2004). At the same time,
we see that the OECD emphasises the notion of the informed, self- and labour
market-aware subject as the imagined recipient of career guidance. The EU and
OECD documents imply that the practice of career guidance is primarily based in
economic, psychological and pedagogical knowledge. Career guidance thus emerges
with a heterogeneous identity.

In order to show that career guidance has not always been justified in the ways that
OECD and EU have argued, this chapter will consider the historical and contextual
background in Norway which gave birth to modern career guidance when it was
established in the early 1900s. The analysis draws on Michel Foucault’s analytical
framework.

FOUCAULT’S ANALYTICAL CONCEPTS

Michel Foucault (1926-1984) is known for his controversial and provocative
analyses of how modern man has understood himself and how this understanding
is always connected to interventions of power (Mik-Meyer & Villadsen, 2007).
Foucault’s analyses of discourse and power, inspired by the field of post-
structuralism, shift the focus from ‘essence to constitutive process’(Sendergaard,
2000), or from an ontological standpoint to an epistemological one (Foucault,
1973). Foucault provides critical perspectives and concepts which this chapter will
use; these include discourse, power and the production of subjectivity. This chapter
will show that career guidance can be understood as a historically and contextually
conditioned ‘control practice’ tied to the educational and labour market arenas
(Kjeergard, 2012).
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Foucault’s (1973) definition of discourse is a broad; it involves more than speech,
writing or text. Objects and subjects are viewed as the product of discursive practices
and non-verbal realities such as practices and institutional frameworks that embody
discourses. This framework allows us to explore how institutional procedures as
power technologies that can be are used to control humans (Mik-Meyer & Villadsen,
2007). This chapter uses Foucault’s framework to examine how career guidance is
increasingly justified by arguments derived from economic, juridical, psychological
and pedagogical knowledge and further argues that career guidance has the potential
to function as a governing technology.

THE PHILANTROPIC AND PROGRESSIVE MOVEMENT AND
THE MORAL SUBJECT

In many European countries at the end of the 18th century, there was a conflict
between strict state regulation and Enlightenment beliefs in freedom and economic
liberalism. The French Revolution (1789-1799) was a period of radical, social,
political and economic upheavals that shook the rest of Europe (Kropotkin, 1909).
In Norway at the beginning of the 19th century, state pietism was challenged
internally by the Enlightenment priesthood. Demands for greater freedom emerged,
not least because of the bourgeoisie’s privileged position vis-a-vis the farmers.
The absolute monarchy’s authority was challenged by a rationalistic Christian
counterculture influenced by the Haugean movement. Kristian Lofthus and Hans
Nielsen Hauge emerge as two central actors who, separately, lead the movement
for agricultural reform in the 19th century in Norway. Alnes (1997) writes that they
attacked systematic control from above and the role of senior state officials, as well
as emotionally appealing to people’s sense of justice and religious needs. In this
context, Hans Nielsen Hauge is a prominent representative of the pastoral power
that emerged during the Enlightenment in the fields of education and employment.
They focused on worldly matters, were ethically pragmatic and worked for social
liberation and access to public education. Thus, Haugenism can be regarded as the
beginning of the philanthropic movement in Norway that worked for a national
Enlightment. Haugenism also emerged as a pastoral power that sought to consolidate
ideas of liberty, equality and fraternity, as well as individual independence, self-
determination and moral responsibility (Alnas, 1997).

In parallel with developments in Norway, a progressive movement emerged in the
USA. Frank Parsons (1854—1908), often considered as the founder of modern career
guidance (Jones, 1994), belonged to the US progressive movement (Zytowski, 2001).
He saw career guidance as a social instrument, but also as an individual service that
created active citizenship, hope, solidarity and harmony. He viewed career guidance
as a tool for social justice in a society where the divide between the rich and the poor
was widening (Davis, 1914; Riis, 1890).
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‘Work and Spirit’, or a religious discourse of work was a central feature of
this philanthropic endeavour (Savickas, 2008, p. 99). This voluntary, friendly and
informal guidance, however, developed into a programme that stressed the building
of character, self-discipline, morality and responsibility (Super, 1929). Both in
Norway and in the USA the focus on individual moral and ethical awareness in
career guidance was anchored in a religious discourse. Work was regarded as a
mission and terms such as ‘calling’ or ‘vocation’ were used. The individual’s ‘inner’
moral response or will was decisive for ‘coming to the right place’ — ‘Each one who
listens with a responsive heart may hear the call to service’ (Davis, 1914, p. 65).
The truthful and rational evaluation of occupation presented here is based in both
ethics and knowledge and individuals are offered the help of an expert in making this
choice. During this philanthropic and progressive period career guidance emerged
as a social instrument anchored in a religious discourse with a focus on moral and
ethical subjectivity.

INDUSTRALISATION, PSYCHOMETRICS AND THE ADAPTABLE SUBJECT

The philantrophic and progressive movement with their focus on the moral
subject, were at the end of the 19th century challenged by an increased confidence
in scientific objectivity. Industrial growth and huge demographic changes gave
birth to the first Vocational Bureau in Norway in 1897 (Arbeidsdirektoratet,
2006). Psychometrics now entered the scene as a scientific foundation for career
guidance, and we see the development of scientifically orientated discourses
within the field of career guidance which distances itself from ‘mere speculation’
by employing scientific, experimental psychology (Plant, 2009). It now became
important to isolate mental and physical features so that they could be measured.
The subject’s features were differentiated and objectified so that they could be
worked on and adjustments made to match the individual to the demands of the
workplace (ibid). In Sweden, Mattsson (1984) states that it is also possible to
see a connection between the interest in differential psychology and the specific
psychotechnics of the emerging industrial society. The increasing division
between manual and mental work corresponds, according to Mattsson (1984),
with a growing interest in the differential psychology that provides scientific
justification for this division. The traditional differentiations based on birth
or rank and explained by theology are now replaced by a scientifically rooted
rationality and discourse.

In the Norwegian context, the scope of application is related to recruitment and
education within craft apprentices. In 1925, the Oslo Vocational School conducts
the first psychotechnical tests, and there is specific testing of applicants for
programmes for typesetters, printers and metalworkers (Knoff, 1994). In this period
of industrialisation the turn to the use of psychometrics constructs the ideal subject
as someone who is adaptable to the need of the industry and workplaces.
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THE WELFARE STATE, SECURITY MECHANISM AND
JUDICIAL SUBJECT POSITIONS

Following the Second World War welfare state thinking became the key
discourse that was used to discuss career guidance. Economic growth, social and
financial security and equal rights for the citizens became the state’s governance
thinking. The citizen’s needs and rights became central, and the authorities built
the welfare state by constructing a number of new safety mechanisms that are
understood as providing comprehensive and universal care (Foucault, 2008).
Social security laws and other welfare benefits provide citizens with lifelong
safety mechanisms (see Bakke, Chapter 2, this volume). The state’s universalist
philosophy was justified in terms of the discourse of ‘scientific knowledge’.
The idea of the unitary school system (enhetsskolen) in Norway, that Sverdrup
espoused at the end of the 19th century, is now firmly established in the public
education discourse (Sverdrup, 1884). Citizens’ rights and needs are now secured
through state intervention and care. We can see the contours where the ideal of
the welfare state seeks to merge the collective societal culture with Christian love
and humanity (Dean, 2010).

Rapid technological developments demand more specialisation, however, and in
the post-war years it becomes a declared aim to create an educational system that
is adapted to this more specialised labour market. Education and economic growth
become part of the political agenda, and gain a political acceptance (Baune, 2007).

In 1957 a career orientation service for young people was established within the
compulsory education system and became part of the welfare state’s care apparatus
(Kjeergard, 2012). The career guidance discourse which emerged from careers work
with adults was anchored in psychology and this now met a new discourse that was
based in developmental and differential psychology.

In this welfare state period a universal care discourse is dominant. The citizen’s
needs and rights become the central subject positions, along with the welfare state’s
focus on economic growth, equal rights, social and financial security.

HUMAN CAPITAL, NEOLIBERALISM AND THE ECONOMIC SUBJECT

Atthe end of the 20th century we see that Frank Parsons’ vision of career guidance as a
means of bringing about an ideal society characterised by co-operation, participation
and fraternity is now almost completely replaced by neoliberal discourses in which
career guidance is described as an important tool for strengthening individual
competence in education, and work within an economic competition discourse.
This can be identified in Norwegian educational policy documents from the
1980s and 1990s as a new discursive tension where education and economic
growth are more closely linked. In official reports on higher education such as With
knowledge and will] (NOU 1988:28, 1988) and From Vision to Action (St.meld.
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nr. 40, 1990-1991) we see the emergence of an economic and social discourse,
often described as ‘human capital’ which is very explicit in the following statement:
‘As with investment in other forms of capital, investment in knowledge capital
means that incurring immediate costs will result in future gains’ (St.meld.nr. 40,
1990-1991, p. 13) (Authors own translation). Education becomes an economic
tool for an economic society