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Editorial
Best wishes for the New Year everyone! 

As 2012 drifted in, I listened to a
podcast1 that mentioned the need for a
quantum leap in how business (and
therefore personal) blueprints are
calibrated. Typically we tend to talk
about vision, mission and strategy.
While this way of thinking provides
structure and drive, it tends to anchor 
us in meanings conceived today—away
from visioning a possible future where
meaningful lives are constructed on
ambition and intention. 

Cognitive neuroscience2, a paper
recently released by Flinders University,
reflected a (sort of) similar theme. In the
context of young people (aged 5–24
years) it commented, “… young people
often find themselves trapped in the
moment …”; but when able to escape
from ‘the moment’, they become more
able to build a clearer understanding of 
a future self and a future world. 

Shifts and changes such as these
impact our profession. In turn, we must
also shift and change our practice to
maintain our integrity and professional
currency. With the implementation of
our professional standards this year, it’s
timely to consider how we calibrate our
currency—and take responsibility for the
changes we make and what we impact. 

Our industry is complex. As a collective
and individually, our work impacts across
the life span; whether the intervention
involves listening or speaking, using
resources or tools, being published in
print or soft media forms, or perhaps

embedded in myth or rumour. So
consider, whether you work within the
demand-side or the supply-side of the
career development equation or
somewhere in between, how visioning
can help you to better understand the
future economic wealth, (and I don’t just
mean money) factors, that career
practitioners influence each day. It will
help you to scaffold purpose and
flexibility in your work across individual,
community and business interests.We
are all individual covert and overt
marketeers for the profession. It is
critical—so how will you adjust and
calibrate what you will do this year? 
And what will be your barometer? 
I’d love to hear your stories.

‘til next time, 

REFERENCES
1 Economics for humans (podcast): Harvard Business

Review @ http://hbr.org
2 Westwell, M & Panizzon, D. November 2011. Cognitive

neuroscience: implications for career development
strategies and interventions. Flinders University. Victoria.
Available from ˝ deewr.gov.au/careerdevelopment



New online career
centre 
˝ careercentre.dtwd.wa.gov.au/
Pages/CareerCentre.aspx

Media release 08 December 2011
Peter Collier, the WA Minister for
Energy; Training and Workforce
Development; Indigenous Affairs
launched a new website in early
December saying it provided the
most comprehensive training and
career information in the nation. It
comprises occupational profiles
and videos, specific career planning
tools, a course search function and interactive
technologies ‘such as web chats’, and social
media communications streams including
Facebook, Twitter and YouTube. Over 340 000
visitors each year are anticipated. Ed: I welcome
your comments on this new resource!

Differing skill requirements
 across

countries and over time
˝ ncver.edu.au

This paper reports that 
factors such as econom

ic growth,

technological innovation
 and structural change 

in the labour

markets of Australia, New
 Zealand, the United St

ates and

Canada have led to diff
erences in the use of s

kills over time.

For example, the use of literacy 
skills at work increased

more in Australia than in 
the other countries, alth

ough the

starting levels were sub
stantially lower in Austr

alia to begin

with; and numeracy skills also increas
ed substantially in

Australia, while it decre
ased in the other count

ries over the

same time period. 

Cognitive
neuroscience:
Implications for career
development strategies
and interventions
˝ deewr.gov.au/careerdevelopment
Recommendations of this work
includes: supporting the development
of decision making versus supporting
decision making; avoiding categorisation
of students; and levelling the playing
field to differentially support those
from low socio-economic
backgrounds. Ed: A must read!

Preventing Multiple RiskyBehaviours ˝ childtrends.org 
“Relationships that are built on trust,
empathy, and mutuality provide a nurturing
support system that promotes positive
transitions as youth mature. Caring and
connectedness can be powerful tools to
protect young people from negative
behaviours and help them develop good
social skills and a more positive identity” 
… so says this report presenting seven
strategies for prevention among adolescents. 

Learning while
working 
˝ cedefop.europa.eu

The more highly qualified people
are, the more likely they are to
participate in learning activities.
However, people also tend to do
less lifelong learning as they grow
older, irrespective of their
qualification levels. This is
especially true in countries where
overall participation in lifelong
learning is low … Older low qualified
workers are especially difficult to
reach, even though they need lifelong
learning most. Almost 60 % of
Europe’s 74 million low-qualified
citizens are over 45 years old. This is
a matter of concern, as most of the
2020 workforce is already on the
labour market and qualification
demands are rising even in
elementary occupations.

£1bn scheme for youn
g

jobless
BBC News 25 Nov 11

 ˝ bbc.co.uk

Youth unemployment in the UK hit 1
.02

million in the three m
onths to September

2011—with one in five 16
–24s not in full-

time work, education
 or training. 

Part of the UK res
ponse to this situa

tion

involves a three-ye
ar youth contract

scheme. This will provide
 410 000 work and

 training

placements in England, W
ales and Scotland 

by giving employers

wage subsidies to
 take on 160 000 1

8–to–24 year-olds 
for six

months. The program
 begins in April an

d aims to get young

people into a rang
e of employment sectors—from retail and

construction to the
 green economy.
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Australian Bureau of Statistics
˝ abs.gov.au 

Cat: 4102.0 Australian Social Trends—International Students
One in five tertiary education students in 2009 in Australia were
international students. In 2010-11, 20% of all student visa
applications granted were from China and twelve percent were
from India.  The international education sector is important, not
only to Australian society, but also to the country's economy,
with onshore education services contributing $16.3 billion in
2010-11. Australia was the third largest provider of international
education in 2009, behind the U.S and the U.K 

Cat: 6238.0 Retirement and Retirement Intentions, Australia, 
July 2010 to June 2011 
Of the 2.6 million people who are over the age of 45 years and
working full-time, 41% intend to transition to part-time work
before they retire. However, some Australians intend to keep
working indefinitely, with 13% of older workers in the labour
force saying that they never intend to retire.

Creating the NationalCareer DevelopmentStrategy
˝ deewr.gov.au/schooling/careersand-
transitions/careerdevelopment/Pages/d
efault.aspx. 
A second element informing the
development and implementation of the
NCDS has been completed. Prepared
by Urbis, it provides an analysis of the
career development needs and wants
of young people, their parents/carers,
teachers and communities. 



FRIENDS AND COLLEAGUES
CDAA was part of the Australian Country
team at the 6th International Symposium
on Career Development and Public Policy,
held in Budapest in early December. 
A great deal of common experience and
purpose was evident at this remarkable
event that attracted 127 delegates from
31 countries—representing one sixth of
United Nations countries

The objectives of this and previous
symposia have been to build closer
international linkages between career
development policy makers in the fields
of education, employment, economic
development and social inclusion and,
with professional leaders and
researchers. There was a particular
interest in improving and strengthening
practitioner capability in all sectors;
working towards national co-ordination
of fragmented services; building
stronger partnerships between
government, industry and professionals;
and a creating stronger evidence base to
support both policy and practice.

Indeed, many of the emergent themes
bear a strong resemblance to the
recommendations of the CDAA
Leadership Forum last July, namely:

z developing a research and 
evidence base

z strengthening partnerships

z developing a consistent language
about what we do

z strengthening branding and 
marketing

z expanding leadership development 
and mentoring 

z seeking to better understand member
skills, expertise and needs

The Australian team was pleased to
learn that advances made in our 
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PRESIDENT’S REPORT

Carole Brown FCDAA
National President
0401 573 178

Largest international symposium
attracts 31 countries

country, particularly in relation to
professional standards and other quality
mechanisms continue to be
acknowledged as world leading. 
Interest in the National Career
Development Strategy and its potential
impact on our work was strong. We 
will learn more from the Australian
Government about this strategy over 
the coming months.

Other countries too have established
career development policy forums or
other co-ordination mechanisms that
provide leadership in achieving cross-
sectoral co-operation and efficiencies.
This is an initiative that Australia could
usefully pursue and we would be well-
informed by robust research into the
career development workforce.

The report of the symposium will 
be completed soon. Opportunities to
learn more and contribute to the
dialogue about its implications for 
career development in this country 
will be facilitated by CDAA and 
CICA Associations at the CDAA 
national conference, as well as through
a series of webinars and Divisional
events. I encourage you to be part 
of the conversation.

EXTEND YOUR LEADERSHIP
EXPERIENCE WITH CDAA
At this time of the year, the Association
prepares for Annual General Meetings.
They bring changes in Division and
National committee structures reflecting
a time of renewal that it brings to our
management and leadership groups. 

CDAA is very intent on developing a
culture of mentorship and leadership. It
is this that enables the Association to
thrive, while at the same time providing
members with opportunities to extend
their leadership experience and to
develop new skills. There is no doubt
that contributing to one of the
Association’s committees, on-line
groups, or other initiatives, can be of
both personal and professional value, 
as well as of enormous benefit to our
professional community. 

I encourage you to consider contributing
to our Association. Our national office
staff, the National Board and Divisional
presidents are very willing to discuss
opportunities and to support your
contribution. 

NEW WEBSITE AND SYSTEMS
UPGRADES
I am pleased to advise that with new
national office staff appointed and
accommodation secured, the
Association is now focusing its attention
on the development of a new website
and associated administrative systems.
This long overdue and major project 
will commence shortly and will take
several months to complete. I am
optimistic you will see significant
improvement by midyear.

All the best—may you be achieving what
matters most to you in life and work 

Carole

Australian Country team members: 
(L to R) Marijke Wright, Leela Darvall, 
Carole Brown, Viv Johnson, Helen McLaren
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RESOURCE

myfuture turns 10!

In 2012, myfuture will celebrate 10 years of service to the
Australian community. 

Over the past 10 years, hundreds of thousands of users have
accessed a growing range of career development information,
developed their profiles, explored career ideas and created a
career plan. 

THE NATIONAL CAREER SERVICE IS BORN
In 1999, the Department of Education, Training and Youth
Affairs (DETYA) now DEEWR, commissioned a feasibility study
for a National Career Information System (NCIS). In 2000, the
Ministerial Council on Employment, Education, Training and
Youth Affairs (MCEETYA) approved the development and
implementation of the NCIS, later formally named myfuture. 

education.au limited was contracted to develop and 
implement this internet-based ‘one stop shop’ for career 
and employment information. 

In July 2002, myfuture.edu.au was officially launched. The
initiative was embraced nationally as it aimed to reduce
duplication and maximise resource use in the career sphere. 
It soon became a leading example of how to utilise information
technology to improve access and information for the benefit
of students and career changers across the country.

myfuture was developed based upon current career
philosophies and theory to guarantee its relevance and
applicability in an ever changing world of work. A paper was
commissioned called “Career…more than just a job”, written
by Dr Mary McMahon and Peter Tatham, highlighting the
complexities of career development in the modern world. Its
premise was based on the notion that all aspects of an
individual’s life inform and are part of their career, and gone
were the days of a job for life. 

myfuture allows parents, teachers, career practitioners, 
career intermediaries, service providers, students and 
adults seeking a career change to:

z access accurate, up-to-date career information in one place;
and 

z access tools that add personalised career planning
information in a secure environment, available 24 hours 
a day, for the lifetime of the user and in support of the
principle that a career, is more than just a job.

HIGHLIGHTS
myfuture was awarded ‘Best government site’ in the 
2008 NetGuide Web Awards and highly commended as 
an ‘outstanding Australian national service’ at the Institute 
of Public Administration Australia, Prime Minister’s Awards 
in 2003.

The team at myfuture would like to thank all valued users 
who have helped build the service into a vital national career
information resource. Here are some highlights. 

z Increased site traffic each year; with over 19,500,000 page
views in 2011!

z Over 135,000 My Guide users who accessed the site 
during 2011

z Incorporation of new technologies such as Second Life,
Facebook and Twitter

z New resources such as interactive learning objects, audio
casts, videos and virtual tours

z The myfuture video competition which attracted over 
90 video entries in 2011.

WHAT’S NEXT FOR MYFUTURE?
z A mobile version of myfuture, to be launched later this year 

z A new careers event calendar.

Visit the website for updates!
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I
n today’s highly interdependent global
environment it not surprising that
opportunities to work in world affairs
are becoming more abundant.

Increasingly interdependent global
economies, unprecedented numbers of
multinational organisations and ever
increasing contact between nations
makes those individuals with the skills
and talent to work in international affairs
highly desirable. 

Careers in world affairs cover a large
variety of fields such as journalism,
international relations, international law,
humanitarian and development aid,
agriculture, public health, the
environment, business and defence. 

In some areas, the path can be relatively
clear: for example, those wishing to
pursue a career in diplomacy would look
to the Department of Foreign Affairs and
Trade (DFAT). However even here, career
paths are becoming less rigid, with DFAT
now attracting many of its officers from
other departments or from outside the
public service. In other areas, such as in
journalism, settled career paths may be
in transition as new technologies make it
possible for anyone to act as a foreign
correspondent. And in some areas there
is no straightforward career path at all. 

“One of the difficulties of building a career
in a new area is the lack of a defined
career path. As someone interested in
building a career in conflict resolution,
there were few role models to follow. This
meant a focus on gathering skills through
diverse roles and sometimes surprising
career choices. Now, almost 20 years
after graduation, I feel like all of the skills
I’ve gathered have come together. 

I graduated from Arts/Law at Melbourne
in 1992 and completed my articles at
Freehills—a superb learning experience
—before working at the Department of
Premier and Cabinet. 

I then studied in the U.S.A. at the
Fletcher School of Law and Diplomacy

completing courses at Tufts and Harvard.
My aim was almost laughably simple: 
to build a career doing something good
for the world in the international sphere.
I found myself particularly focusing on
issues of conflict resolution, including
some inspiring courses with the Harvard
Program on Negotiation and Kennedy
School of Government.

I was inspired enough that I spent the
summer training and volunteering as a
community mediator in the Bronx
(where the majority of the mediations
took place in Spanish). I rounded off my
international experience with internships
with the International Peace Academy
and Human Rights Watch in New York
and the Centre for the Study of Violence
& Reconciliation in South Africa. These
placements were immensely valuable in
building my skills in research, evaluation,
training and curriculum design. 

However this phase came to something
of an abrupt halt when I met my now
partner, an Australian constitutional
lawyer: it’s hard to imagine a less
transportable career. Returning to
Australia, my challenge was to find
internationally-oriented jobs from an
Australian base. 

I worked as Office Manager and then
CEO of the International Institute for
Negotiation and Conflict Management to
learn how a non-profit office operates.
When its funding ran out, I worked with
Sydney City Mission to learn from some
of the best fundraisers in the country.
When I realised the key role of monitoring
and evaluation to successful fundraising,
I studied for a postgraduate qualification
in program evaluation. I maintained my
conflict resolution specialty with the
Victorian Community Council Against
Violence, Reconciliation Australia and the
University of Melbourne’s International
Conflict Resolution Centre. 

In January 2006, I was appointed
National Executive Director of the

Building a career in 
international affairs

Melissa Conley Tyler and Kate McCambridge
Australian Institute of International Affairs

CAREER PROFILE

Melissa Conley Tyler
National Executive Director, 

Australian Institute of International Affairs

Australian Institute of International
Affairs (AIIA), a role where I call upon 
all the skills I’ve gathered through my
career: law, international relations,
fundraising, evaluation, publications,
events and non-profit management. 
I’m particularly pleased that I’ve been
able to contribute to others’ career
development through establishing an
internship program which has now
hosted more than 110 interns; this has
allowed them to gain experience and
skills to assist them in their future
international careers.

My advice in building an international
career is to be bold and imaginative and
make your own career path. However
don’t be surprised if you find it hard to
explain to your loved ones how it all 
fits together!”

The Australian Institute of International Affairs is
Australia’s only nationwide, independent body promoting
public interest in international affairs. It was formed in
1933 and has more than 1500 members across the country.
The AIIA publishes the Australian Journal of International
Affairs and organises more than 200 events a year on
current issues in international relations. 
To find out more, visit www.aiia.asn.au or contact 
(02) 6282 2133. For information about AIIA internships see
www.aiia.asn.au/get-involved/internships.
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S
ome people just wake up one
morning and decide that it is time
for a change. Making this 
decision of their own free will,

they set about determining what they
want to do and where they want to go.
Those of course with financial and
lifestyle stability face fewer external
pressures on what their future direction
may hold and as a result, have an
expanded horizon of opportunities.

Other people, as a result of external
circumstances, have change forced
upon them: their occupation no longer
exists, technology has removed the
usefulness of their skills base or it has
changed and they haven’t kept their
skills up to date, or they no longer have
the capability to perform the job—these
are just some examples.

When people have change thrust upon
them, they can also experience a lack of
self esteem and confidence. For many,
‘their job’ is their life, their identity, who
they are as a person and when taken
away, it can have a devastating effect.
And, the longer a person is unemployed
the more their self esteem and
confidence is impacted. 

ATTITUDES OF RECRUITERS 
AND EMPLOYERS 

A human resources manager from a
multi-national company was recently
quoted as saying, “Don’t put more than
15 years experience on your C.V. It
makes you look like a dinosaur”.1 What
message does this send to older workers!

Some employers believe that when staff
get into their 50 and 60s they are

coasting to retirement and not
interested in learning new skills. It is
almost a self fulfilling prophecy because,
in many cases, the worker then believes
they are being overlooked and adopts
the attitude of, ‘well if they don’t care,
neither do I’. 

The message is simple, older workers
need to be encouraged to participate
and to be persistent in their quest if
they are to be part of addressing any
skills shortages strategy. 

ASSESSING FOR CAREER SHIFTING
There are a number of assessment
factors to use when helping someone
career-shift—three are highlighted here.

Desires and passions: A lot of 
DOME clients, believe that they 
must keep doing or try to keep doing
what they have always done. And if 
the job they have been doing no longer
exists then they believe they are of no
use to anyone.

Sure, it may not always be an easy or
viable option for people to follow their
dreams or change their hobby into a
career, but they should have the
opportunity to consider this option. An
example is the 50 year old bookkeeper
who now works at Bunning’s selling
hardware. How could a bookkeeper 
get that job? His hobby over the past 
20 years was to rebuild/renovate two
houses. He knew all the tricks, all 
about tools and his passion was 
working with his hands and passing
those skills on to others. 

Skills: It’s important to discuss and draw
attention to both transferable skills and

job specific skills as most will consider
the former as being too obvious and
therefore, unimportant. Clients often
don’t understand that when promoting
their skills they need to consider what
can be transferred such as team work,
problem solving and communication. 

Experience: Life experiences can be
transferred to other job roles and these
too need to be highlighted. Too often
clients understate their experience
because they assume that everyone
knows that to do a certain job you need
to have particular experience. An
example is the accountant who when
declaring experience, noted high level
accounting skills and not the lower
levels, such as accounts payable and
accounts receivable; these can be just
as valuable in down-shifting a career.

In essence, we should be using any
method or process that gets people
thinking outside the square to explore a
broader range of potential opportunities.
There are numerous assessment tools
out there—the key is to find those that
work with your older clients.

Greg Goudie
Executive Director

DOME Association Inc
8 greg@dome.org.au 

˝ dome.org.au

Greg moved to the recruitment industry with DOME 
(Don’t Overlook Mature Expertise) after a career spanning
35 years in sales and marketing in the automotive 
parts manufacturing industry. Each year, DOME assists
approximately 400 mature aged people (over 40 yrs) 
into employment.

REFERENCE
1 Readers Digest, 08/11 pp42

It’s only the beginning: 
later life career shifting

BACK TO BASICS

Older people leave the workforce at greater numbers than younger people enter. One
strategy to address the consequential growth in skills shortages, is to keep more of our
older Australians in the workforce—but this means ensuring that what they do, they enjoy.

… older workers need to be encouraged …
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A
lthough many of the approaches
that you use with younger clients
are also effective for those who
are more mature, there are a few

significant differences between the two
groups that are important to consider.
The following brief tips, based on
working with hundreds of displaced
workers and individuals preparing for
retirement, are offered to help you
strategise effective interventions for your
mature clients.

Don’t assume. Mature clients are a
diverse group, with a huge range of
career goals, needs, and expectations.
Take time to explore their career
engagement (Neault & Pickerell, 2011).
If they appear ‘disengaged’ from work,
it’s important to know why; are they
overwhelmed (i.e., too much challenge
for their current capacity), underutilised
(i.e., too little challenge for what they
have to offer), or experiencing a
developmentally normal preparation for
retirement? One of Covey’s famous
principles is to ‘begin with the end in
mind’. This is essential when supporting
mature clients. Understanding their
goals will inform your interventions. 

Be prepared to talk money. Unlike your
younger clients, with many years still
ahead to prepare for retirement, mature
clients may have very specific financial
goals for working. Some may be
rethinking retirement plans due to
unanticipated changes (e.g., loss of a job
or life partner; decreased value of an
investment portfolio). Some may have
short-term goals to reach an investment
or pension milestone; others may realise
that they can’t survive on their retirement
income alone, so are looking for a longer
term solution to sustainable work. 

Explore values and motivations. A big
question for all clients to answer, but

especially important for mature clients,
is ‘Why work?’ Despite obvious financial
needs, there are many other reasons for
working. In order to help your clients
find a satisfying career fit, help them
prioritize the values they expect work to
meet (e.g., giving back, recognition,
mental stimulation, social contact,
leaving a legacy). This is also a life stage
where clients may not want to use all
the skills they’ve acquired over the
years. Tools like SkillScan
(www.skillscan.com) provide your clients
with the option to set aside skills that
they’re no longer motivated to use or
acknowledge that they’d prefer to use
them in a secondary or minor job role.
Many mature clients are looking for
more flexibility in their work (e.g.,
working less hours, the opportunity to
work from home or closer to home, the
option to take time off without pay for
travel or family responsibilities). They
may be looking for a ‘semi-leisured’
lifestyle (Neault & Neault, 2005). 

Adjust your resources. Keep in mind
that mature workers, unlike your
younger clients, are digital immigrants
rather than natives. Although many may 

have acquired excellent computer skills
and comfort with a wide range of
technologies, some will struggle to find
information on the internet, actively
engage in social media sites, complete
online application forms or format work
search documents effectively. Consider
developing ‘job aids’ (i.e., step-by-step
instructions) for completing tasks
younger clients may find more intuitive.
Also, of course, consider the font size
you’re using on handouts, posters, or
PowerPoint presentations. A quick
glance around any restaurant table, with
menus held out at arm’s length, will
remind you that many mature clients 

Meeting the needs
of mature clients

BACK TO BASICS

Dr. Roberta Neault 
8 Roberta@lifestrategies.ca 

˝ lifestrategies.ca

can’t see as well as they once did—
avoid frustration by providing tools they
can comfortably use. 

Respect their experience. Respect is
particularly salient for mature adults,
especially during times of career/life
transitions where people come to you
feeling vulnerable and perhaps, feeling
somewhat incompetent. Through your
respectful interactions you can remind
clients of their significant work/life
accomplishments and help them identify
relevant opportunities to contribute their
unique talents and skills. 

Roberta Neault is an award-winning Canadian career
development leader and counsellor-educator, past editor
of the Journal of Employment Counseling, and President
of Life Strategies Ltd, home of the Career Management
Professional Program and other fully online professional
development opportunities for career development
practitioners, counsellors, and HR professionals. 

REFERENCES
Neault, R. A., &Pickerell, D. A. (2011).Career engagement:
Bridging career counseling and employee engagement.
Journal of Employment Counseling, 48(4), 185–188.
Neault, R., & Neault, G. (2005).Consulting as a retirement
option: The myths and realities.NATCON Papers.
Available: www.natcon.org/archive/natcon/papers/
natcon_papers_2005_e11.pdf

SkillScan … provide your clients with the option to set aside 
skills that they’re no longer motivated to use
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M
entoring is one of those things
that every one talks about as
being incredibly important to
career development but nobody

can quite describe what exactly it is or
why it matters to professional success.
Whenever I ask people, “What does
mentoring mean?” they often describe a
guru-disciple relationship. A senior
person in one’s field takes a neophyte
under his wing, dispenses wisdom when
needed, cares for the person throughout
their career, and guides the individual
through the peaks and valleys of their
professional path. Unfortunately, I know
very few people who have that type of
relationship with a mentor, but I know
lots of people who feel frustrated
because they don’t have an all-knowing
guru to guide their careers and instead,
just try to figure things out themselves.

If the guru-disciple relationship is how
you understand mentoring, I want to
encourage you to fundamentally shift
from seeking a single, life-long guru-
mentor, to asking yourself the two
questions that can help you create a
powerful mentoring network: “What do
I need” and, “What is the most
strategic and efficient way to get my
needs met?”.

We all need a wide variety of assistance
to succeed, grow, and develop in our
careers including: access to new
opportunities and contacts, ongoing skill
development, emotional support,

community, accountability, sponsorship,
role modeling and evaluative feedback.
Having needs is normal. The problem
occurs when we wrap all of these needs
up into one idea called ‘mentoring’ and
somehow imagine one person can meet
all of these needs throughout our career. 

Instead, I suggest we:

1. accept that having a wide variety of
needs is perfectly normal

2. understand that our needs will evolve
and change throughout our careers;
and 

3. acknowledge that we will be more
effective in getting our needs met by
seeking specific support 

Asking someone, “Will you be my
mentor” is vague and undefined. Asking
someone “Can I have a 20-minute
conversation with you about where I
should apply for my next round of
funding?” is far more likely to resolve
the immediate need you have. Shifting
our conception of mentoring to one that
empowers people at every level, to
identify their needs and pinpoint the
contacts in their network that can best
help, is a far more effective and
empowered approach than waiting to
find a guru.

In today’s organisational reality, it’s often
your responsibility to identify what you
need and figure out how to get your
needs met. This can feel onerous when

Moving from guru-based mentoring
to needs-based mentoring

BACK TO BASICS

Kerry Ann Rockquemore 
CEO and President

National Center for Faculty 
Development & Diversity

˝ facultydiversity.org

you first start to build a mentoring
network. However, with that
responsibility comes the realization that
you have tremendous power in the
mentoring process. You don't have to be
dependent on a single guru-mentor
because YOU have the power to create
a network of support that is populated
by people who are invested in your
success. This collective will enable you
to feel supported before, during and
after problems arise. It will provide you
with opportunities, connections, and
reference groups that extend far beyond
your current workplace . And most
importantly, it will serve as a buffer to
decrease any stress that you may feel
during career transitions. 

I hope that rethinking your ideas about
mentoring will help you and those you
mentor, to feel a sense of clarity in
identifying your professional needs and
of being empowered through expanding
your network.

SO WHY NOT TRY RETHINKING YOUR APPROACH TO MENTORING? 
z if you have a guru-mentor, great! why not send him/her a thank you note for all
the support they’ve given you throughout your career

z if you don’t have a guru-mentor, release yourself from the need to have one
person oversee your professional development

z take 5 minutes to ask yourself: “What do I need to move forward in my career
right now?”

z take 5 more minutes to brainstorm: “Who can I ask, or where can I go to get
what I need” (and often it’s someone who has recently done what you don’t
know how to do); and

z consider creating a mentoring map that outlines all of the people you can 
call on to meet your professional needs (you can download a template at
http://bit.ly/z157rq)



Dr Heather Carpenter

Your thinking, your guide

T
he joy of working in careers is that
change can happen in a second.
Unlike other counselling when you
may have to work your way

through deeply embedded pathology to
help clients find a way, transformation is
possible in a split second—you see the
light go on in a clients mind, and they
see something about themselves that
they previously missed. The client’s
concept of themselves is enlarged and a
shift happens: their energy increases,
they see how their world could change
and ways to change it. The shift begins
in the mind, and continues as far as their
energy and courage takes it. 

Over and over again I have watched
clients have a powerful thought, a
moment of awareness through
realisations—and without complex
testing and analysis. They have reached
a new thought through a new idea. My
second book is based on this premise, I
have aimed to find simple ways to put
new frameworks from the world of 21st
century career management in front of
people, so that they will more easily see
what is required of them. 

We are all familiar with the new
paradigm of career and the definitions
that arise from it—and it’s great to see
this is one of the first understandings
promoted on the new WA website1. Yes,
you do have a career! Far from being an
elitist concept that applied to the
professional few, people are learning
now that it is more about their personal
journey. But many of our clients still
think in the old paradigm, and even the

very young have been influenced to see
career in old ways. 

The old concept of career is full of
myths and deeply embedded beliefs,
and one of the strongest is the ladder
construct. ‘You can’t go backwards, can
you,’ says Jane. ‘I would like to try that
role, because it has changed since I did
it, but won’t that harm my career?’ No!
It may be that the changes in that role
are now ideal to build your craft and
your reputation within the company. 
And maybe it would suit your personal
situation better! There are two new
frameworks to introduce to Jane before
she believes me. One is the ‘lattice’
concept of career. As Cliff Hakim points
out in his 1994 book, ‘We are all self-
employed; the new social contract for
working in a changed world’, a ladder
only had three options: up, down, or off.
A better perspective for career thinking
today is the career lattice:

z you can move in any direction—up,
down, across, sideways

z your focus is on contribution, not titles
or promotion

z you are rewarded for results, not
loyalty 

z work gets done by teamwork,
flexibility, and independence

In difficult times, you may be required to
move in any direction, and your best
thinking is one that focuses on
contribution and removes concepts of
backward steps as failure. A second
related concept for Jane is a revisioning
of success. The new self-managing

Part of our job as career practitioners is to be career educators in 
21st century knowledge, and offer the strategies that bring 

new powerful thinking to young and old. With success in 21st century
careers depending on changing our thinking, strategies and 
behaviours to those that work in the new ever-changing and

challenging environment of careers; it means expanding 
our knowledge, freeing up our thinking, and offering clients new
inspiration and strategies to meet the challenges of the times.
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career of the 21st century emphasises a
new idea of success—psychological
success, the path with a heart—in other
words, the success that suits you and
fulfils your goals. It has been described
as success that is personally
meaningful, with goals set by the
individual and not parents, peers,
organisations or society. It is success
without an audience, designed for
nobody but you, or you and your family.
It doesn’t have to meet anyone else’s
standards, or anyone else’s approval.
We can help our clients aspire to the
goals they really want by losing the old
‘shoulds,’ the benchmarks of status and
position, if they want to. 

And while we are on the subject of
success, let’s consider that often used
advice about ‘being realistic.’ The
powerful tools that transform careers are
mostly in our mind: the power to dream
and imagine, plan and research new
possibilities, and of course, believe in our
ability to do it. Nobody ever got to the
career they really wanted without
dreaming. Releasing yourself from those
restrictive beliefs and ideas about ‘being
realistic’ and imagining what you would
really like is the significant first step. My
heart sinks when someone says to me
“But you have to be realistic, don’t you”,
because more often than not, they are
people who talk themselves out of their
dreams. What they are really saying is “I
don’t believe I can do this”. But when
they take it step by step, it is not that
hard; and every step on the way to the
big goal offers it own opportunities. 

Career capital is made up of knowledge
capital—their knowledge, skills and
learning; connections capital—their
networks and relationships; and
motivational capital—their inspiration
and aspirations, their vision of the
future. A focus on building these, even 
if the early job seems disappointing, is 
a great way to prepare for future work.
When you work on your career capital
you stay up to date with the three
competencies that most affect your
employability and career resilience. 

I want a real job’ is the cry from new
graduates, and this is understandable as
they want challenging work so they can
stretch their abilities and test their new
learning. A new framework for young
graduates who may be finding it difficult
to get the work they want is the idea of
career capital. Its not ‘just a starter job,’
it’s an opportunity to build capital. Even
if the work offered is at entry level,
there are ways to develop themselves.
The idea of yourself as a bank in which
you make regular deposits is a simple
but effective one. An increasing portfolio
of skills and abilities, networks and
connections is like money in the bank—
an investment to draw on in the future.
Career capital is made up of knowledge
capital—their knowledge, skills and
learning; connections capital—their
networks and relationships; and
motivational capital—their inspiration
and aspirations, their vision of the
future. A focus on building these, even 
if the early job seems disappointing, is 
a great way to prepare for future work.
When you work on your career capital
you stay up to date with the three
competencies that most affect your
employability and career resilience. 

‘They didn’t train me for that!’ says 
50 year old Ella, disappointed at missing
out on a job she aspired to. Ella needed
a new framework that the young tend to
understand more clearly—it’s up to you
to invest in your own career, and to self
manage your training and ongoing
learning. New careers are managed by
the self, and career management
theorists often suggest this is one of the
most difficult new ideas to impart to
people. A good employer will give you
opportunities to grow, but you must take
them and maximise them for your own
career development. Continuous learning
is not an endless array of qualifications,
although you may have to upskill through
these or RPL2 processes, but taking all
the learning opportunities available in the
continuously changing workplace. Thus
we gather a portfolio of skills and
expertise through new challenges.

Knowledge is a key asset of 21st
century careers—you grow your thinking
by expanding your knowledge, and it
constantly surprises people that there is
a knowledge base about careers, a body
of interesting and useful research and
theory to guide and stimulate our
thinking. The biggest investment of our
lives is our career, but many people get
no further than the short tips and
strategies of the internet and
magazines, which are often watered
down summaries of research or
theories. There is some very clever
thinking about career managements to
explore. “Why didn’t we know this
before?” I have been asked many times
by students—but the theory and
research has been in the realm of
academic journals and educationists,
and has not filtered through into popular
understanding. Part of our job as career
practitioners is to be career educators in
21st century knowledge, and offer the
strategies that bring new powerful
thinking to young and old. 

The rapidly changing markets of our era
have required businesses to develop
ongoing flexibility, creativity and
innovation in their ideas and practices,
so they can survive the constant
challenges of competition. It is the same
with careers—the well maintained
career of the 21st century is the career
of the person who can demonstrate
creativity of thought, flexibility of action
and innovation when required, and a
well tuned mind, up to date with career
thinking, can do this lightly. Just the
process of thinking and working with
some new and interesting frameworks
can ensure you have the powerful
thoughts when you need them, and
responses to meet the ever present
challenges of today’s work.

Dr Heather Carpenter is the author of Your 21st Century
Career – New Paths to Personal Success. It is available
from www.thecareermaze.com; and on www.amazon.com
in paperback and ebook. 

1 ˝ careercentre.dtwd.wa.gov.au/Pages/Career
Centre.aspx

2 RPL = Recognition of Prior Learning

Career capital is made up of: z knowledge capital; z connections capital; and z motivational capital.

My heart sinks when someone says to me “But you have to be realistic, don’t you”, because
more often than not, they are people who talk themselves out of their dreams. What they are
really saying is “I don’t believe I can do this”.
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To be…or to do…that is the question
Jenni Proctor Director, Work Life Clarity

˝ http://WorkLifeClarity.com.au  ˝ http://CareerClarity.com.au

Jenni Proctor

W
hen adults speak to small
children about their future they
usually ask “What do you
want to be when you grow

up?” not “What do you want to do?” 

Children’s responses to this question
often provide rich insights into their
future. They are in the process of learning
to be themselves and so see their ideal
future through the lens of living out their
full potential. They seem to innately know
what it is that matters to them.

Over several years of running a career
education program in a primary school, 
I was always fascinated by the career
dreams that children expressed. 

‘Fantasy’ is the word that is often
associated with this stage of career
choices; but it was fascinating to notice
that behind their career preferences there
was usually a deep message. Many of the
children knew who they really were at the
core of their being. Of course they may
have expressed this in ways that sounded
like ‘fantasy’ to the jaded adults around
them, but they were expressing what they
wanted to BE, not DO. Their responses
were job titles, but those job titles, drawn
from their narrow knowledge of the world
of work, told a much deeper story. They
wanted to be a helper or express
creativity in some way. They wanted to be
knowledgeable and respected, or be in
some position of power. They were aware
that they wanted to be adventurous, or
pursue an unusual career path. These
children were tapping into their inner
understanding of themselves. Without any
concept of ambition, and little knowledge
of the world of work, they were
expressing what it would take for them to
experience fulfilment in their career.

Somewhere over the intervening years
between childhood and adulthood we
seem to lose those thoughts of ‘being’
and put the emphasis on ‘doing’. 

When I started working in my own
private practice I was often surprised by
clients who were unhappy, unmotivated,
wanting to make a career change, yet
on the surface seemed to be doing

exactly what their skills and experience
would indicate was a great career
choice for them. I felt great empathy as
I had been in a similar situation before
studying career development, and
wondered what was ‘wrong’ with me
because I felt the need to throw away a
perfectly good job to make a complete
change in my work life. Therefore when
I heard the same story repeatedly from
clients I took special note of this,
intrigued about the missing ingredient
that led so many people to experience
career dissatisfaction when, on the
surface, they were working in a job
which seemed a good match for them. 

Initial career choices are traditionally based
on interests and skills, with personality
and experience gaining more significance
as individuals refine their career path and
develop their own specialities. But it’s a
very lucky person who also, right from the
beginning of their career, is aware of their
own core values, the factors that are
deeply embedded in them. 

“We have, each one of us, an
essential inner nature which is
instinctive, intrinsic, given, natural, i.e.
with an appreciable hereditary
determinant, and which tends to strongly
persist….This inner core shows itself as
natural inclinations, propensities or inner
bent. That authentic selfhood can be
defined in part by knowing what one is
fit for and not fit for.” (Maslow, “Toward
a Psychology of Being”) 

At the 2011 CDAA Conference in Cairns
Mark Savickas shared questions he uses
to gain insight into his clients’ deepest
needs. One of the questions was “Who
was your childhood hero?” From this
seemingly trivial question came
responses that reflected the essence of
a person. When individuals from the
audience shared their responses it was
clear that these stories evoked delight in
being true to themselves.

It is that purest knowledge of who we
really are, at the core of our being,
which may hold the key to people
having more success in making career
choices which are satisfying for them.
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We need to consider the unchanging
nature of our clients, not the personality
that they have adapted through a
lifetime of interactions with others, but
the deep personal needs that each
person must satisfy to be truly content
in their work. 

Understanding what you want to be
may be the key to understanding how
you can be true to yourself, and gain
genuine fulfilment, through your work. 

The holy grail of recruitment is to hire
exactly the right person for each
position. Yet as career practitioners we
see the result of people being in jobs
that just aren’t right for them. The
impact on individuals, on their families,
on stress levels, work relationships, and
on company profitability as a result of
unhappy workers is immeasurable. 

The visual imagery of square pegs in
round holes comes to mind. There is
nothing wrong with the square peg or

FEATURE

We need to consider the unchanging nature of our clients…

the round hole; they just don’t match
properly. You could take a business
perspective and say that it is fortunate
that recruiters often don’t get it right.
After all many of us make our living as a
direct result of people not being happy
with their work, or their workplace not
being happy with them. 

Recruitment processes tend to be
thorough, with emphasis on a great
résumé, interview and often aptitude
testing results. So what goes wrong?
Often it’s not the skills or experience or
even attitude of an individual that stops
them from performing their role in an
outstanding way. If the work just doesn’t
suit their personal sense of purpose,
contribution or motivation they are unlikely
to perform their role with excellence in
the same way that they would if these
factors were well matched. 

Could it be that, to know what work will
truly satisfy someone and will enable
them to work at the peak of their
abilities, we need to go right back to
basics. Who is that person at the core of
their being, what really matters to them
and what deep values do they hold?
Would this deeper understanding of
individuals, beyond their experience or
their outstanding résumé, assist
companies with their workforce
development and productivity? 

Young children innately understand the
essence of themselves and who they
need to be to live a fulfilling life. If we
can assist our clients to strip back the
layers that they have built up over life,
to recognise who they are innately, then
their career decisions can be based on
what they want to be, not just what
they want to do.
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... reprinted with permission.

EDUCATIONAL / CAREER ASPIRATIONS
& ECONOMIC DEVELOPMENT BY RACE/
ETHNICITY IN THE USA
At least 89% of all 2010 ACT tested
high school graduates aspired to attain
at least a 2-year postsecondary degree,
regardless of race / ethnicity.

About 86% of Asian American /Pacific
Islander graduates aspired to earn at
least a bachelors degree, with 61%
aspiring to continue their formal
education beyond a 4-year degree.
American Indian/ Alaska Native graduate
were the least likely to aspire to a
graduate or professional degree (38%); a
greater percentage of African American
(44%), Hispanic (45%), and white (43%)
graduates aspired to a graduate or
professional degree. 

Graph reads: In 2010, 44% of ACT-
tested African American high school
graduates aspired to a graduate or
professional degree, 34% to a
bachelor’s degree, 8% to an associate’s
or voc-tech degree, and 14% to another
degree type (or provided no response).
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… Lucy Harvest has just retired 
from the career industry. She 

shares some thoughts on making 
the switch to organic edible

gardening and permaculture design

Healthy 
transformations

BACK TO BASICS

Over the past 20 years I have been telling my clients not to be afraid of changing
direction. Reinvent yourself, I would tell them! Face your fears and do it anyway! 
Do what you love! Find your passion! This is what all good career books tell us. 

But is it that simple? I don’t believe anyone can make a transition or reinvent
themselves until they’re ready emotionally, psychologically and of course, financially.

For me it was a natural and healthy transition.

In my case, it was my eldest son that introduced me to permaculture. He encouraged
me to participate in lectures and to visit farms that were being started up in rural
communities such as Leongatha, Heallsville and Daylesford. But I wasn’t ready to
embrace this way of life 15 years ago. But none the less, the seed was planted and
in my spare time I started to formulate a plan. I already knew that the corporate life
was not sustainable and my love of fresh and organic food made my discovery of
how to grow food, easy.

As per usual, my ideas tend to be too ambitious. But I applied everything I knew
about developing a business; talking to small groups and developing programs into
my next stage of life.

In 2006, I commenced developing a design (on paper) and dreamed about owning an
organic farm. In 2008, my husband and I purchased a property in the Mornington
Peninsula, and I enrolled in monthly lectures at the Diggers Club for 12 months. This
year I’m completing my Diploma in Permaculture Design at the Permaculture
Research Institute. I now grow 14 fruit trees, an asparagus crop, pink garlic crop,
artichokes, manage a chicken run and grow veggies year round. 

In 2012, I ran my first ‘Introduction to Organic Edible Gardening’ class. I’m happy to
say that it was FULL. I now offer weekly classes. It really is that easy to grow
organically! The key to success is to only grow what you love!

Lucy Harvest Harvest Organics, Mornington, Victoria ( 0425 748 798

Who said…
“The boom has contributed to a strong exchange rate and has drawn labour and capital into the mining and related
construction sectors. Both of these effects have placed significant pressure on other sectors of the economy, especially other
trade-exposed sectors like tourism and manufacturing.

Over the past decade, jobs in mining and construction have almost doubled, from around 750,000 to around 1.3 million.
Employment growth in mining has grown by 8.6 per cent a year for the past five years, compared with 2.4 per cent across the
non-mining economy. Even so, most of the growth in employment has been in construction rather than mining per se. Over the
same period, manufacturing has lost roughly 50,000 jobs, down to around one million people employed; its share of the
workforce dropping from 12 to 9 per cent.

The mining boom seems to have accelerated a long-term adjustment away from manufacturing. But it would be a serious
mistake to forecast the death of Australian manufacturing. That industry has a track record of remarkable resilience and
adaptability—just as agriculture adapted to industrialisation and changes in global markets in the 20th century.”

Answer of page 22
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F
inally, after a time-intensive search
and selection process, you find the
perfect candidate for that hard-to-fill
role. There is just one problem.

Their partner does not want to relocate. 

What can a HR professional do in this
situation? Will the candidate’s partner
change their mind? Should you try to
change their mind?

Ultimately, the candidate and their
partner will make the final call. However,
rather than just crossing your fingers
and hoping for an optimistic outcome,
there are some things you can do to
make the decision less overwhelming
for the couple, to boost the prospects of
a ‘yes’ response, and to help with the
success of the relocation.

1 Show empathy
Whilst relocations might be seen 

as ‘exciting’ and ‘a privilege’, relocating
families typically sacrifice all of their
support systems at home (such as
extended family, friends, babysitters,
medical specialists, counsellors,
business contacts, sports teams, hobby
clubs and more), as well as one person’s
career (often), in order to do so. 

RELOCATION IS NOT AN EASY
PROCESS AND A LITTLE HR
EMPATHY CAN GO A LONG WAY.

2 Give golden contacts
Accompanying partners crave

people to talk to in their new potential
location. They want someone to answer
their 101 questions. Who can you refer
them to? and if you don’t know, think
who might. Do some research yourself
too. Go online, make some phone calls
to current employees in the new
location, get in touch with external
networks and so on. Yes, the decision-
making couple can do some of this but
often, they are so overwhelmed and

giddy in the whole process, that any
useful names and numbers are
welcomed like ‘pots of gold’. 

THE MORE CONTACTS … 
THE HAPPIER THE DECISION-
MAKING COUPLE AND THE 
BETTER GROUNDWORK FOR A
SUCCESSFUL ASSIGNMENT.

3 Provide positive role models
From my experience, too many

accompanying partners seem to limit
their vision. I encourage the women
who write to me, to look at relocation as
an opportunity to reinvent their career 
—to be creative. For example, if in their
new location, they cannot work in their
field or organisation of choice, perhaps
they can consider, working virtually,
signing up as a volunteer, studying,
learning a new skill or experiencing a
new work role, starting a business or
doing something fun. 

NO ONE REALLY KNOWS HOW 
THE PIECES OF A RELOCATION
PUZZLE WILL COME TOGETHER 
– THAT IS WHY IT IS HELPFUL TO
PROVIDE POSITIVE ROLE MODELS 
TO CANDIDATES.

There are many examples of
accompanying partners who were 
at first reluctant, but after accepting 
the challenge, went on to love 
the experience.

Toma Haines of The Antiques Diva"!
agrees. Toma has lived abroad in France,
the Netherlands and now, in Germany.
Rather than looking at the loss of 
her traditional career as a sacrifice to 
her husband’s career, she looked at 
her time abroad as the perfect
opportunity to pursue her ideas and
passions—even if it took her a while 

to decipher what these really were.
Before starting The Antiques Diva™,
Toma thought about teaching gourmet
cooking lessons, becoming a certified
picture-framer and teaching English as 
a second language. But, when she
realised that her cooking efforts never
came out the same way more than
once, she hated measuring things (a
disaster for a professional picture
framer) and that she would pick up the
grammatical habits of foreigners rather
than correct them, Toma created her
antique shopping tour business that 
now runs in four countries.

Jo Parfitt, author of the definitive 
A Career in Your Suitcase reiterates: 
“I have reinvented myself countless
times. In Dubai, I taught computers,
French, writing, and worked as a
journalist. In Oman, I wrote a Date
cookbook and sold date chutney. In
Norway, I developed my career in your
suitcase program and started a
publishing company. During a stint back
in England, I was a journalist and editor
of a magazine, before I started helping
people to write their own books. Now,
in Holland, I focus on mentoring and
running workshops for writers. Who
knows what I’ll do next.”

As a professional, you do not need to
have all the answers. But the more
relocation ideas and options you can
present to your candidates and their
families, the more thorough a job you
will have done and, the better your
outcomes and achievements. 

Good luck!
Andrea Martins

Director and a co-founder of ExpatWomen.com
—the largest global website helping women living abroad.
Andrea has a professional background in HR and recently
repatriated to Sydney, after living in Indonesia, Mexico
and Malaysia.

HE wants to relocate, 

sHE doesn’t
... three tips to help HR mobility professionals 

HUMAN RESOURCES
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A
n action plan means helping a job
candidate to think through what
she or he would do in their first
30, 60 and 90 days of

employment—if hired. If they are serious
about an employment opportunity, they
should be thinking about this already. So,
have the job candidate write down an
outline of a 30/60/90-day plan that is
contextualised to the position to which
they are being interviewed. The plan will
need to be refined and refined again,
until it is ready to be used or presented
at interview. 

HOW DOES A 30/60/90-DAY ACTION
PLAN HELP?
Well, that’s easy—it demonstrates that
the candidate is not just showing up to
the interview hoping to have a job
handed out. It demonstrates a real
investment has already been made in
the company. The hiring manager or
interviewer will be able to see that the
candidate is willing to go the extra mile,
investing time and energy into tasks that
aren’t required in order to secure
success. These are the skills companies
are looking for. A plan has the potential
to provide concrete proof of who is
really the best person for the job!

HOW DO YOU DEVELOP A PLAN?
The first step is research. Hiring
managers always like to see candidates
who’ve done their homework before 
the interview. Job seekers will need to
find out what the company does and
what the job is likely to entail. It’s useful
for the candidate to try to identify any
current issues the company has or any
particular problems it needs to have
solved. Career practitioners can help
candidates think through how their skills
fit with the identified needs of the
company—discovered from their
research.

The first 30 days of any job are usually
focused on learning the ropes.
Candidates can expect to be trained in
company systems, products, and
customers. For the first third of the 
plan, focus it on how the candidate
would familiarise themselves with 
the knowledge and skills essential to 
the position.

help candidates think through 
how their skills fit

In days 30–60, candidates should be
less focused on training. More time
should be spent on the ground, getting
to know customers and getting
feedback from the manager.

After that, the candidate can spend the
last 30 days focusing on the job itself!
This part of the plan needs to include
concrete actions that can be initiated. In
sales, this would involve landing new
accounts or finding new ways to gain
prospects attention. In other fields, this
could involve anything that can be
actively taken charge of by the
successful candidate as their own
contribution to the company. Since the
candidate is still new at 90 days, some
focus on performance feedback ought to
be maintained. 

HOW CAN YOU USE THE PLAN IN A
JOB INTERVIEW?
A well-crafted 30/60/90-day plan opens
dialogue during the interview.
Candidates won’t have to endure what
feels like an interrogation, trying to
guess what question the hiring manager
will ask next!

Instead, the candidate will be able to
meet as professionals on equal footing,
steering the conversation to discussing

their plans and its merits—or any
changes needed. This opportunity to
demonstrate effective communication
skills linked to a plan in context to
company needs, illustrates candidate
ability; it sets them apart from other
applicants and the question of who can
do the job will be obvious to the
interviewer.

But don’t just stop at the interview—
a plan gives an extra opportunity to
interact with the hiring manager and it
can be revised along with a thank-you
note. Managers will be impressed by
professional courtesy and the ability of
the candidate to follow through.

A 30/60/90-day plan offers such a wide
variety of benefits to the job seeker that
it’s worth making the effort to create
one before each interview.

Peggy McKee is a recruiter, job search expert and CEO of
Career Confidential.
Download a free 20-page Job Interview Preparation Kit at
˝ CareerConfidential.com

Using a 30/60/90 day plan 
for success 

HUMAN RESOURCES

In today’s competitive labour market, it’s critical that job-seekers find a way to stand 
out from the crowd. Having a 30/60/90-day action plan is a simple, but very effective 

tool, to do just that during the interview process—and it isn’t hard to get started!



?
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A
fter 4–5 months of a new person being in the workplace, it is fairly typical for
an employer to come to the realization that they have settled into their role,
completed their 3 month probationary period, but find they are just not a good
fit. Whilst it is simpler and advisable to end the relationship within the

probationary period, employers do have another option.

The term ‘probationary period’ no longer appears in the Fair Work Act (Australia’s 
key piece of employment legislation), though it is still used, and enforceable in
employment contracts.

What does now appear in the Fair Work Act is a ‘minimum employment period’
(see section 383)—sometimes referred to as a ‘qualifying period’. This period
usually extends beyond the probationary period and is the period of time that 
must be served before an employee can qualify to lodge an unfair dismissal claim.
In other words, you can dismiss a person during the minimum employment period
with little risk.

The minimum employment period for small business (i.e. those employing 
14 or fewer people) is 12 months from the employee’s start date, for all others 
it is 6 months. 

One thing to be aware of in using this mechanism though, is that you may be
required to give the person a longer period of notice when terminating them.
Probationary periods typically allow for one weeks notice, with contracts allowing
for longer notice periods when this is complete.

It is important to understand that this mechanism does not protect you from 
claims of:

1. Unlawful discrimination
Note, we all discriminate every day (how else would you choose a job
candidate!) but there are about 15 forms of unlawful discrimination. These are
pretty obvious—race, gender, disability etc. so look up the Australian Human
Rights Commission if you want to swot up on these.

2. Adverse action
Adverse action is a very new concept in employment law. It is subjecting a
person to a detriment because of a workplace right that they have, or choose to
exercise. For example, where an employee who questions their employer
because they haven’t been paid superannuation (a legislated entitlement), and is
sacked soon after because of it.

3. General protections
The Fair Work Act contains additional types of unlawful discrimination, 
in particular freedom of association laws. These allow a person to 
choose (without coercion or repercussions) whether they will 
be a member of a union.

Kate Connellan
HR Advisor

DP World Melbourne
( 03 9680 0714

8 kate.connellan@dpworld.com
˝ dpworld.com 

Blog: http://workzenibytes.blogspot.com 

DISCLAIMER: Please note I am not a lawyer, nor am I qualified as one. I am however an employee relations
professional whose job it is to understand and apply employment law, often in some odd situations! 

probationary periods

HUMAN RESOURCES

stagnant
recruitment
Kevin Wheeler
in ERE Media Inc @ www.ere.net 
January 3rd, 2012

…the way we look for people and 
select them looks very much the same
as it looked 50 years ago. The question
is: why haven’t these tools and
technologies made any significant
difference?

If we look at other professions, it is
clear that technology is not what makes
the real difference. Take building as an
example. Using only primitive hand
tools, carpenters and masons from
Roman times on crafted buildings that
are enduring and emulated. The
construction methods they used are
studied and copied, while their tools
gather dust in museums. Chinese
accountants used abacuses to keep
their books and sailors had glorified
rowboats to explore the world’s oceans.
It turns out that knowing how to do
something is a far more critical skill than
what tools are used to do it. Tools do
not cause change and transformation,
but methods and processes do.

The skills involved in building,
accounting, or sailing are what make the
difference between success and failure
and often between life and death. Those
who have improved the methods of
building—the ones who figured out 
how to build skyscrapers and elevators
—have contributed more to our progress
than have the tools they used.

Technology saves labor and time and
often lets us do things we could not do
with our own muscles or brains, but it 
is not a substitute for core knowledge 
or for understanding how to do
something or for human behavior…
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How to increase your fees
without losing clients

BUSINESS

From Malaysia
The Asia-Pacific Programme of Educational Innovation for Development (APEID) UNESCO Bangkok has released two reports
about tacking unemployment and employability ˝ unesco.org

THE CASE OF GRADUATE EMPLOYABILITY 
A large proportion of Malaysian university graduates remain unemployed. Job seekers cite the shortages of jobs … employers
attribute graduate unemployment to a lack of generic skills and serious inadequacy in terms of work-related competences.

KEEPING PACE WITH A CHANGING WORLD BY STRENGTHENING TIES WITH THE LABOUR MARKET
Accelerating shifts in high-technology and the information economy, pressures the higher education system into preparing 
a competent workforce to meet changing demands for labour.

While tertiary education enrolment increased fivefold from 28.6 million in 1970 to 152.2 million in 2007, global unemployment
soared by 34 million from 2007 to 2009, thus creating a highly competitive environment for young people. In 2009, there were
80.7 million young people looking for work, an increase of 7.8 million since 2007. 

T
here are many strategies you can
use to increase profit, such as
increasing enquiries and increasing
the number of times someone

buys. But, when it comes to the terrific
strategy of increasing your prices, it
comes with a fear that does not exist
with other strategies; a fear that you
could lose a sale so business owners are
prepared to sacrifice some profit to
secure the sale. A bird in the hand you
might say. 

If only you knew what your competitors
were charging. In some sectors this is
relatively easy. Supermarkets regularly
send researchers to competitors stores
to monitor prices—so they are not
inadvertently under pricing. After all a
can of Heinz baked beans in Woollies is
the same as one you could buy from
Coles—so there can be little scope for
price variation. In the case of career
practitioners, you may know anecdotally
what competitors charge but what do
they put in their can?

Every business has overheads that must
be covered and staff to be paid, so

pricing policy becomes better safe 
than sorry. But look around your sector
and you KNOW that some of your
competitors are charging more than 
you, in some cases, a lot more. How 
do they do it?

Here are some things to consider.

Firstly, you need to understand the true
profitability of your business. Owners
routinely exclude key parts of their cost
structure and will often have hidden
cross subsidies between services. I
regularly see businesses where the
more they sell, they more they lose!
This first step tells you how much you
need to charge, as a minimum. 

The result of this analysis often scares
owners who say “I can’t possibly 
charge this, I will go out of business”
Well guess what? If you don’t you are
going out of business anyhow!

The next step is to find clients who are
reassured by price. You can buy a pair of
no-name sneakers for $30 at Kmart, or
pay $150 for a pair of Nike at a boutique

sports store. Ask yourself is it the same
people who shop at both stores? So
who might be your Best Buyers and
what is it they value? For your Best
Buyers, price is not their highest
consideration, for Kmart shoppers, it is.

What this means is, you must
understand your points of difference 
and communicate the value of them 
to your Best Buyers. Understanding 
your points of difference is a
fundamental key to increasing prices. 
If buyers do not see your points of
difference the only reason they will
choose to buy is on price. 

These are the first steps to enable you
to position yourself as a Price Maker
instead of a Price Taker, and to become
reassuringly expensive. You will then be
paid what you are worth!

Dr Greg Chapman

AUTHOR: “Price: How You Can Charge More Without
Losing Sales”. Visit www.IncreaseYourPrices.com.au to
hear an interview with Greg in the Business Essentials
program where he reveals further strategies to increase
your fees.

INCREASING YOUR FEES HAS THE EFFECT OF GOING STRAIGHT TO YOUR 
BOTTOM LINE—AND JUST A 10% INCREASE FOR MANY BUSINESSES COULD 
EASILY DOUBLE ITS NET PROFIT! 
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WHAT ATTRACTED TO YOU TO THE
ROLE OF EXECUTIVE DIRECTOR?
I was looking for a fresh challenge and
the opportunity to make a difference in
the lives of people, organisations and
businesses. After reading the job
description for the newly created position
of CDAA Executive Director, I conducted
some research and made some phone
calls and it appeared as though my goals
would be met if I was successful in
winning the position. I was invited to
attend an interview and fortunately I was
able to secure the role. I’m really looking
forward to assisting CDAA to move
forward over the coming years.

COULD YOU SHARE WITH US A LITTLE
ABOUT YOUR BACKGROUND?
I was formerly a professional table tennis
athlete where I had the opportunity to
represent Australia. I also spent time
playing for professional clubs in Germany
and Austria. Following this, I moved on
to work for the International Table Tennis
Federation as the Oceania Development
Officer. In this role I was responsible for
development, events and marketing for
the Oceania region and the role provided
me with a solid grounding in member

based organisations. I completed a
Bachelor of Business degree and I am
currently studying a Masters degree in
Business Administration through the
University of South Australia. I am
currently sitting on the Table Tennis
Australia Para Executive Committee and
in my previous job, I also sat on the
Executive Committee of the Olympic
Sports Federations of Oceania.

IT’S A GREAT WAY TO START THE 
NEW YEAR!
Yes it is. I commenced as CDAA
Executive Director on 3 January 2012.
My work will focus on providing value to
members through offering relevant
products and providing excellent service
—as well as expanding CDAA in a
sustainable fashion. 

The proactive nature of the National
Executive Committee and their desire to
expand and improve the Association is
very appealing to me. I am really looking
forward to working with you all. 

Scott Houston
Executive Director

8 executivedirector@cdaa.org.au 
( 0411 465 560

Introducing 
scott Houston

... CDaas newly appointed Executive Director

ASSOCIATION NEWS

new national office
location details

Westpac Building

Suite 35, Level 24

91 King William Street

ADELAIDE SA 5000

( 1800 222 390 
08 7129 8256 or 

08 7129 8257

ASSOCIATE 
Madeline Bassily NSW
Patricia Parish NSW
Elyce Greenaway NSW
Sharon Armstrong QLD
Lisa Forster QLD
Aaron Chong SA
Claudelle Shaw VIC
Lorraine Hall VIC
Helen Aliaga VIC
Nilab Banai VIC
Yolande Gomez WA

CORPORATE 
Adalberto Lamas NSW
Chia Chen (Erica) Wei QLD
Debby Hourston QLD
Stacey Charbachi QLD

PROFESSIONAL 
Karen Anne Douglas NSW
Joel Beeson NSW

Karen Somers NSW
Susan Robinson NSW
Erin Miller NSW
Barbara Ballas NSW
Helen Nicholson NSW
Sonya Bradford NSW
Melody Green NSW
Peter Denman NSW
Allyson Keane QLD
Bronwen Black QLD
Robyn Kieseker QLD
Sandra Stanton QLD
Tanya Pavey-Lloyd QLD
Matt Goodfellow SA
Kerrie McCarthy SA
Kirsty Ramsay SA
Emma O'Connell VIC
Sue Hamence VIC
Ailin (Erin) Guo VIC
Grace Kinch VIC
Russell Johnson VIC

Charles Opoku VIC
Chris Tonkin WA
Robert Palmer WA
Anna Black WA
Suzanne Knuiman WA
Ishmael PUAR WA

STUDENT 
Jane Jackson NSW
Elaine Fuller NSW
Shun Shing (Noris) Ma NSW
Susan Renwick QLD
Karen Bremner QLD
Alison Dunbar QLD
Lynette Martin TAS
Joanne Giannacopoulos VIC
Andrea Drew VIC
Tessa Jetson VIC
Sally Strang WA
Steven Leeder WA
Kathryn Burton WA

NEW AND UPGRADING MEMBERS 
~ welcome and congratulations ~
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D
uring September 2011, I had the
pleasure of attending the biennial
AGCAS (Association of Graduate
Careers Advisory Services—the

UK equivalent to NAGCAS) conference,
held in Nottingham, UK. And recently, 
I also attended our own annual
conference, at Victoria University.
Interestingly the focus of both
conferences was ‘change’. It may be a
cliché that change is constant; however
in the current economic climate it is
probably more relevant now than ever
before. I believe part of the reason we
find change challenging is that the rate
of change is constantly increasing.
Technology is big part of this and for
many, it’s hard to keep up. 

Will Hutton (Executive Vice Chair, Work
Foundation), a keynote presenter at the
AGCAS conference, talked about how
we need to ‘Innovate or Die!’ He talked
about General Purpose Technologies
(GPT’s) which are technologies that
drive economic growth; for example, 
the steam engine, the electric motor
and nowadays, semiconductors and
computers. He showed that through the
15th–17th centuries, two GPT’s were
invented, rising to five during the 18th
and 19th, and nine in the last century;
indicating an increasing rate of change.
His prediction? Due to the speed of
technological advancement we can
expect even more GPT’s to be
developed in the next 100 years.
Understandably, these advances have

huge ramifications for the future of work. 

While the world economy has sent
economic shock waves through many
countries, here in Australia we have, so
far at least, been somewhat sheltered.
Post GFC, graduate recruitment
numbers did drop; however, if you look
at the figures, the drop in numbers took
us back only a few years, in essence a
post-boom bust. And while a reasonably
healthy graduate market now exists,
many students have been anxious about
their ability to find work due in part, to
negative media coverage. It remains to
be seen what effect future world events
will have on the Australian economy and
as a result, the stability of the graduate
employment market.

As our clients face changing times, so
do university career services. In the UK,
the increasing cost of higher education
(for the user) has resulted in an
increased focus on employment
outcomes for universities and therefore
a spotlight on career services. This
presents both opportunities and threats
and I believe these will also reach 
our shores. Within Australia, the
professional career associations have
been working hard preparing for the
implementation of the CICA professional
standards and NAGCAS has been no
exception. The standards will enable us
to gain stronger professional recognition
of our industry and will encourage our
members to keep their skills up to date. 

We have embraced and met challenges
through widening our membership base
to include all post tertiary practitioners
and moved our primary mode of
communication between members to
the LinkedIn platform. This has been a
great success with over 80% of
members forming networks and getting
involved in online discussions. During
the recent conference, delegates were
encouraged to use Twitter and Facebook
to post conference updates and
comments; this was a popular activity.

Paraphrasing Will Hutton, if services
‘cannot innovate, then they too will die’
and so it is imperative that as professional
practitioners we continue to support one
another, share our expertise and meet
these challenges head on and make a
difference to our future workers and
ultimately our local and world economy. 

Alan McAlpine
NAGCAS President
˝ nagcas.org.au

INDUSTRY REPORT

˝ abs.gov.au  in cat. no. 6222.0

The percentage of long-term unemployed (people
unemployed for one year or more) was 19% in July 2011
compared to 18% in July 2010 ... Of these, around 83,000 (or
three quarters of long-term unemployed people) were looking
for full-time work in July 2011.

For long-term unemployed people the most common
difficulties in finding a job were 'own health or disability'
(17%), 'lacked necessary skills or education' (13%), followed
by 'too many applicants for available jobs' (11%). 

The majority of unemployed people, (81%) were unemployed
for less than one year (short-term unemployed), with over a 

quarter of these (26%) having been unemployed for less than
four weeks.

Of the short-term unemployed people, 13% reported that
they had no difficulties in finding another job.

For unemployed people aged 15 to 24 years, the main
difficulty in finding work was 'insufficient work experience'
(17%), while for those aged 45 years and over it was
'considered too old by employers' (18%).

Of all unemployed people, 20% had never worked before and
21% had worked previously, but not in the last two years. Four
out of five unemployed people (80%) had not received any
offers of employment in the current period of unemployment.

LONG-TERM UNEMPLOYMENT RISES
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G
raduate Careers Australia (GCA)
has recently released the national
summary results of its annual
Australian Graduate Survey (AGS)

of recent graduates from Australian higher
education institutions. More than 168 000
graduates responded in 2011, achieving a
response rate of over 60 per cent. 

The results can be found in the 
summary report GradStats (available 
for free download from
www.graduatecareers.com.au. 
A separate report called Grad Files (also
available), is aimed at high school students.

In the 2011 AGS, 76 per cent of new
bachelor degree graduates available for
full-time employment had found a job
within four months of completing their
studies. This is comparable with the 2010
figure and down from around 79 per cent
in 2009 but relatively low compared with
previous (pre-GFC) years (see Figure 1). 

graduate employment: 
a wide net needed

INDUSTRY REPORT

Who Said source: Australia 2011: opportunities, challenges and policy responses. Dr Henry’s final speech as Secretary, delivered at the 2011 Giblin Lecture at the University of Tasmania
on 4 March 2011. Downloadable @ www.treasury.gov.au/documents/2130/PDF/04_henry.pdf

These figures reflected the state of the
broader economic environment at the
time of the survey and should be
viewed in perspective. Three years after
the GFC we are still seeing its lingering
effects as graduate recruiter activity in
the labour market remains flat. 

However, GCA’s research also shows
that unemployment is not a long-term
concern for graduates and it’s important
to understand that getting a degree is
not about the first job after university:
it’s about the potential for huge personal
growth and a life-time of advantage in
the labour market.

FIGURE 1: Bachelor degree graduates available for full-time employment; percentage in full-time employment, 
percentage working part-time while seeking full-time employment, percentage not working while seeking full-time
employment (1990–2011).

As graduates in 2011 again experienced
slow uptake into the graduate labour
market, our attention focuses on the
successful job search strategies of those
who found full-time employment. New
graduates who found full-time
employment employed a number of
strategies, with one-in-four graduates
(26.4 per cent) in a full-time job having
found that job via the internet. Graduates
in the hunt for jobs are encouraged to
cast a wide net, as an additional 14.5 per
cent found their jobs via personal
networks (family and friends), one-in-ten
found their job via their university
careers service, and the remainder used
a variety of strategies including
approaching employers directly. 

The soft labour market conditions also
served to limit growth in graduate
starting salaries, with the median
starting salary for bachelor degree
graduates aged less than 25 and in their
first full-time employment in Australia
growing just $1 000, to $50 000 in 2011.

Bachelor degree graduates from the
fields of mining engineering, medicine
and pharmacy achieved the best
employment outcomes in 2010, with
more than 97 per cent of graduates
from these fields securing full-time
employment within four months of
graduation (see Table 2 in GradStats).
Dentistry graduates were again the
highest earners, with a median starting
salary of $80 000.

Bruce Guthrie
Research Manager

˝ graduatecareers.com.au 
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