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CAREERS AND EMPLOYABILITY SERVICES

A bit about me and my journey so far…

2019 – The impact of 
online discussion 
forums 

2021 – The value of 
email and telephone 
guidance (undertaken 
with two colleagues) 

2021 - Journal article: 
The impact of career 
focused online 
discussion forums 

2022…..

Journal article based 
on “You’ve got mail” 
research
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The research process – the worst part is getting started 

Imposter syndrome – it can be hard feeling the odd one out… 

Insert 
motivational “first 
step is the 
hardest” quote 
here
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The biggest challenges – What would Bear 
say?

Beware of Imposter Pac-Man

Am I ready?

How to decide what to research?

What does a good research 
plan/bid look like?

What methods should I use?

What digital tools will help me?

Where can I get support?

What if things go wrong (e.g. not 
enough data).

Do I have to learn as I go?
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So how did I approach these important 
questions?

Am I ready?

How to decide what to research?

What does a good research 
plan/bid look like?

What methods should I use?

What digital tools will help me?

Where can I get support?

What if things go wrong (e.g. not 
enough data).

Do I have to learn as I go?
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Quick case study example: A reliance on 
digital technology 

I used a self-completed structured Jisc online 
questionnaire. I needed to learn the package (online 
guides, videos, colleagues) and then user test 

questionnaires. I struggled to get the data.

I employed qualitative description inc coding framework of 
Open University student and career practitioner posts 
across six Careers & Employment Service hosted online 

discussion forums (ODFs). I didn’t get permission 
from all forum participants.

Thematic analysis of semi-structured interviews (online 
via Adobe Connect) undertaken with a sample of OU 

Careers & Employability Consultants.  I had too much 
data!
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Research  

‘A systematic approach to solving a 
problem and identifying new 
knowledge:  it is about asking 
questions and arriving at some 
conclusions’ 

(Neary and Johnson, 2016).

The R Value and a 
Researcher's Journey

R
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Information research (IR) leading to the 
development of services.

Outreach and Guidance Worker:
Establishment of the JET Project.

IR

P

P

IR
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National Careers Service 
Prime Contractor Manager & Masters Student 

Action Research (AR) is a form of self-reflective enquiry undertaken by practitioners in social 

situations  in order to improve the nationality and justice of their own practices, 

their understanding of these practices and the situations in which these practices 

are carried out.

(Carr and Kemmis, 1986)

AR
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Some outcomes of this research...

✓ Led to the development of a regional workforce 
development strategy. 

✓ Provided a strong evidence base for supporting Ofsted 
Inspection (examining continuous improvement and staff 
development aspects).

✓ Intelligence to support the development of our 
observation framework. 

✓ Publications of research papers – e.g. Lauder, L and 
Neary, S. (2020).

✓ Service continuous improvement strategy – independent 
business report produced on best practice as well as 
areas for improvement for future training programmes 
and workforce development activity.

Research has so many catalytic effects!  It carries practical 

applicability.  It is contagious!  It has the R factor!
P

IR P

PIRAR
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OU Careers and Employability Services:  
Applying An Evidence-Based Approach to Quality Systems

Student Facing 

Standards & 
Processes 

(One: One and 
One: Many)

Faculty Facing 

Standards & 

Processes

Employer 
Engagement

• Students and 
Alumni

• Employers / 
Partners

CES QUALITY ASSURANCE FRAMEWORK
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CES Quality Assurance Strategy

▪ Quality Assurance at CES follows an 
organic approach with responsibility 
of the full professional community of 
managers and practitioners. 

▪ Quality is driven by an evidence-
based approach (EBA) to practice.  

▪ This is a form of research also.  It is 
linked to demonstrating the impact 
that careers provision has.  

EBA

Key Activities to Achieve Strategic Aims
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Key Drivers to assessing impact

INSTITUTIONAL - does the service provide value for money? 

PROFESSIONAL – is what I do is meaningful and of value to students? 

CLIENT – does using CES help the student in some way?
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Using theories and research-based 
approaches to evidence impact.

Theory of Change

‘The theory of change describes the 
steps that need to take place 

between what you do and the 
impact that you hope to achieve. It 
helps you to think about what you 

are doing and why. It also helps you 
to establish a framework for 

evaluation and quality assurance.’  

(Hooley, 2018) 
Blended Model, DMH Associates (2020)
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An Integrated Model for Evidence Based Practice 
(Robertson, 2020)
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➢ Research takes different guises –
information gathering; action 
research; evidence-based 
approaches; academic publications. 

➢ Research is not only academic, it is 
above all very pragmatic, of 
practical value.

➢ Research is an iterative process –
and as you engage with research 
you will evolve as will your 
research! 

➢ Research can be contagious!  It’s 
got the (good) R factor!  

➢ Get involved!

Research has a high R value!

P

IR P

AR IR P

PIRAR
EB
A

PIRAR
EB
A

Ac
R

KEY:

P- Practice

IR – Information Research

AR – Action Research

EBA – Evidence Based 

Approach

ACR – Academic Research
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Thank you! 

Lydia.Lauder@open.ac.uk

mailto:Lydia.Lauder@open.ac.uk


A Conceptual Encounter Study, 2020

Sarah Snape

sarahsnape@amazonbc.com

Creating a coaching model for practitioners



Is this right for me? Do I really want this?

Should I be acting differently?I don’t feel I fit in

I don’t know who I’m meant to beI don’t like the person I am becoming

I think they regret giving me this positionWhat are people thinking/saying about me?

Motivation for the study

25

How can I become who I want to be?



Literature 

review

Initial 

conceptua

l model

Final 

conceptual

model

Experienc

e from 

coaching 

practice

Final focus 

group with 9 

women

Focus 

group with 

5 coaches

Analyse 

data/ 

modify 

concept

Interview 

with 

woman 1

Interview 

with 

woman 2

Analyses 

data/ modify 

concept

Interviews 

with women 

3-31

Amended 

conceptua

l

model

Interview 

with final 

woman 

Analyse data/ 

modify 

concept – after 

each interview

Analyse 

data/ modify

concept

Amended 

conceptual

model

Analyse data/

modify concept

Analyse data/ 

modify concept

Pilot 

Focus 

group with 

7 coaches

Analyse data/ 

modify 

concept

Conceptual Encounter Methodology
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Progression of model
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Life Events

B
e

c
o

m
in

g

1. Who am I, now?

2. Who could 

I become?

3. Who do I really 

want to be? 

4. How can I 

make this work –

and still be me?

IDENTITY PLAY

LIMINALITY, LINGERING 

AMONG IDENTITIES

MAKING

A CHOICE

1

2

3
4

1

2

3 4

1

2
3 4

EXTERNAL 

EVENTS,

DISENCHANTMENT

TRIGGER, 

CATALYS

T

The MAP (Me-As-a-Process) coaching model: 
Women’s experience of identity work in career choices and transitions
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Who could I 

become?

Who do I really 

want to be?

How can I make this work 

– and still be me?

Who am I, 

now?1

What emotions am I becoming aware of? What are they telling me?

• What’s my story? (up to this 

point)

• How do I introduce myself?

• How am I spending my time?

• Am I learning? 

• Am I fulfilling my potential?

• Am I living my values?

• How do I see myself?

• How do others see me?

• Who have I been, in the past?

• Is what I do congruent with 

who I am?

• Who am I expected to be?

• How many ‘me’s are there, 

who am I to different people?

• Am I happy (enough?)

• What are others assuming 

about me? 

• What am I assuming about 

myself?

• What motivates me?

• What are my strengths?

• Is this life right for me?

• Who do I want to be?

• In my wildest dreams, 

who could I be?

• What do I want in my life?

• Who don’t I want to be?

• Who can’t I be?

• Who inspires me?

• Who or what supports  

me?

• Who or what undermines 

me?

• How would I like others to 

see me?

• What’s leading me to 

change?

• What’s holding me where 

I am?

• Am I ready to disengage 

from the past?

• What is in my/outside my 

control?

• Do I really want this?

• How will I see myself in that 

role, how will others see me? 

• Does it fit my values? Can I be 

me?

• Does it fit in with my life’s 

purpose?

• Can I be who I want to be?

• Will I have the right amount of 

growth and stretch?

• How would I need to change?

• What would stop me?

• How could I make it happen?

• What are the pluses/minuses?

• What are the consequences?

• Could I be happy (enough)?

• Would I be more congruent in 

this role?

• How shall I explore this more, 

how can I test it out?

• What changes can I make so 

that this can work for me?

• Who will support me?

• What is my purpose here?

• How shall I navigate this new 

environment?

• What are my short- and long-term 

goals?

• What are the first steps I should 

take?

• How do I become comfortable with 

the discomfort of learning and 

growth? 

• Looking back, what patterns do I 

notice about myself in transitions?

• What is expected of me?

• What do I need to pay attention to?

• What resources will I need?

• Where might I have gaps?

• How shall I create new networks and 

support  systems?

• What behaviours will I need to 

start/stop/continue?

• Who could be role models or 

sponsors for me?

• How can I make this be what I want 

it to be?

• What’s my story now? 

IDENTITY WORK

2 3 4

MAP Coaching Questions: Which questions most resonate for you? 
(Stages may be experienced sequentially, concurrently, or haphazardly)
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Chapter 5: Key findings for this group of women participants 

Stage 1 
Who am I, now?
How women understand identity and 
identity work
How gender affects identity and 

identity work
The identity work of navigating social 

and relational expectations

• Lack of clarity about the nature 
of identity and identity work

• Strong exclusive identification 
with career, or being a mother

• Trigger events emphasise identity 
threats and catalyse change

• Anger and overwhelm at 
consequences of  gendered 
society they live in 

• Confusion at society’s (including 
their own) changing attitudes to 
women

• Strong influence of others, 
parents, and gender on identity

Stage 2 
Who could I become?
Women’s experiences of possible and 
impossible selves
Identity motives 

• Possible selves and impossible 
selves provide information by 
bringing future into the present. 
Also provide self awareness, 

temporary relief from stress, and 
increased sense of choice and 
control 

• Strongest Identity motives: 
Control and Agency; Challenge 

and Learning; Values and 
Authenticity; Meaning and 
Purpose; Finding a Balance. 

• Less strong identity motives:   
Belonging, Inclusion; Ego, Status

Stage 3 
Who do I really want to be?
The challenge of moving from 
reflection to action 
Testing and experimenting

• Challenge of moving from internal 
consequence-free contemplation 
to exposure to reality and 
consequent risks

• Time-out, or may not proceed 
with transition process

• Need for support

Stage 4 
How can I make this work –
and still be me?
Adaptation and learning
Being me

Story-telling in identity work

• Simultaneous fear and thrill, 

managing the discomfort of 
growth and learning

• Identifying needs and resources
• Temporary suspension of drive to  

‘be me’ as they navigate their 

environment
• Learning from past experiences
• Revisions to narrative
• Taking agency in designing a life 

that will fulfill their identity 

motives

3. Findings
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Sarah Snape

sarahsnape@amazonbc.com

Thank you


