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1. Introduction 

 

Tristram Hooley while visiting career development expert Kristin Cumming’s ranch in Alberta. 

(09/09/2011) 

This report sets out the findings from a research study visit that I (Tristram Hooley) 

undertook in Canada during the summer of 2011. The study visit was made possible 

by the generous funding of the Winston Churchill Memorial Trust. During the visit I 

was able to explore the career development systems in five Canadian provinces 

(New Brunswick, Nova Scotia, Ontario, Alberta and British Columbia). I was also able 

to briefly visit another two provinces (Prince Edward Island and Quebec) and to talk 

to a number of organisations with national remits.  

The visit introduced me to the incredible diversity of Canada as well as to the 

complexity of its career development system. I went from buzzing urban centres to 

rural scenes reminiscent of Westerns, from post-industrial towns in depression to oil 

fuelled boom towns. I rode trains, planes and automobilies and even managed to get 

on a boat and a canoe as I made my way across the country. As I went I took notes, 

photos and tried to capture my thoughts and the experiences that I was having. This 

report attempts to organise this material in a format that might be of interest to 

others.  

The purpose of the study visit was to examine the Canadian career development 

system and particularly to look at the implementation and influence of a career 

management skills framework called the Blueprint for Life/Work Design. Canada was 

identified because it has a strong tradition of career development and because it was 

somewhere that I had already built up some contacts. Canada also provides an 
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interesting comparator to the UK as it offers considerable similarities (language, 

culture, history) and dramatic differences (geography, climate, labour market). Given 

this I hoped that the study visit would provide learning and insights about career 

development in Canada both in its own right and as a comparator to the UK.  

International comparisons allow the investigation of counter-factual scenarios and 

provide an opportunity to think about the possibility of change. If we can find 

someone, somewhere else in the world who has done something different we can 

see if their approach is better or worse than ours. If it is better we can copy their idea 

and do it ourselves. The problem is that human societies and their education and 

employment systems are highly complex and any single decision is unlikely to 

account for everything that is different. This is the problem with reading about things 

that are happening elsewhere without understanding the context within which those 

things are happening. Yet it is this context that determines both how an intervention 

works out and whether it is possible to borrow or transplant the intervention to 

another context. 

I am grateful to Professor Ronald Sultana of the University of Malta for introducing 

me to Sadler’s dictum.  

We cannot wander at pleasure among the educational systems of the world, 

like a child strolling through a garden, and pick off a flower from one bush and 

some leaves from another, and then expect that if we stick what we have 

gathered into the soil at home, we shall having a living plant.   

(Sadler, 1900, p. 49). 

I think that it is important to remember this dictum whenever we are conducting 

comparative work. However, I’m not ready to throw out the idea of learning from 

other places, and as I hope my discussion of the Canadian experience will show, I 

believe that there are some useful lessons to be learnt. This learning is something 

that serves as an aid to reflection about policy and practice in our own circumstances 

rather than as the identification of a magic bullet that has been manufactured in 

Toronto or Vancouver.  

The decision to undertake an extended study visit in Canada was therefore motivated 

by this idea of exploring the counter-factual of the Canadian career development 

system. By actually visiting the country and, albeit briefly, embedding myself in the 

policy, practice and people that make up Canada’s career development system it 

was possible to gain a more complete understanding of what works, how it works and 

why it works than it would have been through merely reading about the country. This 

report will set out the key findings of this study visit and conclude by making some 

judgements about what can be learnt from Canada for the UK. 

This report is only one of a number of outputs that came out of the study visit to 

Canada. I have already presented two seminars informed by the trip and an 

academic article is planned for the near future. During the study visit I posted 

regularly to my blog. All of the posts relating to the trip as well as subsequent 

presentations and publications can be viewed at 

http://adventuresincareerdevelopment.posterous.com/tag/wcmt.   

http://adventuresincareerdevelopment.posterous.com/tag/wcmt
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2. What is career development? 

 

The Career Service at Simon Fraser University, Vancouver (06/09/2011) 

Career describes the path that an individual takes through their life, learning and 

work. An individual’s career is not something that develops entirely randomly. Of 

course luck plays a part and of course some individuals give very little active 

consideration to their career, but, even for these, how their career unfolds depends 

on a variety of factors including their personality, their aspirations, their skills, their 

background and networks and their ability to make the most of a lucky break. I, like 

most of the people I talked to in Canada, believe that individuals who actively 

manage their careers can achieve a greater level of satisfaction with their career as 

well as realising more of their potential. In this sense then, career development is the 

process through which an individual builds their career. Career development can be 

conscious or unconscious but we are all doing it all the time as our actions and 

decisions result in consequences for our future selves.  

Career is not something that is developed in isolation, but rather with the help of 

family, friends and colleagues. We live and work with people, we form networks, 

please or upset our bosses, take or ignore advice and so on. The people that we 

surround ourselves with therefore make a huge difference to how our careers 

develop. There is a strong strand of research that makes this point that careers 

emerge from people’s social connections (e.g. Seibert et al., 2001; Bosley et al., 

2009; Greenbank, 2011), but this report is not going to focus on this broader issue. 

However, there are an important group of “professional” career helpers who will be 

the main focus of this report. For this group helping people with their career is part of 
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their job rather than an occasional interaction with a friend or colleague. Some of 

these people have helping people with their career as the main focus of their job – in 

the UK we call these people “careers advisers”, “careers educators” or perhaps 

“career coaches” but in Canada they seemed more likely to be called “career 

counsellors” or “career consultants”.1 For others, helping people with their careers is 

an important part of their job, but not the main focus. This group might include 

managers, human resource professionals and teachers. It is therefore possible to 

also talk about career development as a form of intervention that can be made with 

individuals to help them to develop their careers. In policy terms these activities 

would be called “career guidance” and defined as follows: 

Career guidance refers to services and activities intended to assist 

individuals, of any age and at any point throughout their lives, to make 

educational, training and occupational choices and to manage their careers. 

Such services may be found in schools, universities and colleges, in training 

institutions, in public employment services, in the workplace, in the voluntary 

or community sector and in the private sector. The activities may take place 

on an individual or group basis, and may be face-to-face or at a distance 

(including help lines and web-based services). They include career 

information provision (in print, ICT-based and other forms), assessment and 

self-assessment tools, counselling interviews, career education programmes 

(to help individuals develop their self awareness, opportunity awareness, and 

career management skills), taster programmes (to sample options before 

choosing them), work search programmes, and transition services. (OECD, 

2004) 

In the UK the term career guidance is often used to refer to a narrower set of 

interventions that roughly equate to what the Canadians would call “career 

counselling” i.e. deep one-to-one interactions between a qualified professional and a 

client. In Canada the term “career development” was used to refer to all of the kinds 

of activities that are included in the OECD definition. It is therefore the main term that 

will be used in this report. It is also a term that is starting to catch on in the UK, for 

example in the name of the new Career Development Institute.  

Career development therefore describes both the individuals’ process of thinking 

about their own career and a mix of educational, counselling and human resource 

management interventions that seek to help people with their careers and to enhance 

their own capability to develop their careers. The existence of this activity therefore 

raises the possibility of a career development profession whose members spend 

most of their working lives devoted to developing the careers of others. One of the 

things that I was interested in during my research in Canada was how this profession 

was trained, developed and organised and this is something that I will return to in the 

section on the Canadian career development profession.  

                                                      

1
 The issue of job titles is addressed in more detail in Bezanson et al. (2009) who explored job 

titles through a survey and found that “employment counsellor” and “career counsellor” were 
the most common job titles in the sector in Canada, but noted that there was little consistency 
across the sector as a whole. 
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The existence of professional career development activity in turn raises questions 

about how this activity is approached and what values and ideas underpin it. During 

my visit Professor Norm Amundson of the University of British Columbia related the 

following story which illustrates some different perspectives on this.  

The parable of the three fishermen 

One day three fishermen went down to the river to fish. They had just cast 

their lines when they saw something in the distance. One of the fishermen 

lent over to the other and said “I think that there is a person down there in the 

river”. Sure enough a body floated by and the fishermen jumped into the river 

and pulled the person out just in time to save the drowning man. 

A minute later another body floated down and then another and then another. 

The fishermen were desperately trying to pull all of the bodies out and save 

people, but pretty soon they were tired and there were just too many bodies. 

“We can only do what we can, keep it up lads” said the first fisherman. 

The second fisherman suddenly stopped and said “I can’t do this any more, 

I’m going up stream.” The other two were horrified, “but you are abandoning 

all of these people. They will die” said the first. The second fisherman said, 

“I’m not abandoning them, I’m going up stream to find out who is pushing 

them in.” And off he went. 

This made the third fisherman think even harder. “I’m going as well” he 

announced. “Where are you going” asked the first as he frantically pulled the 

drowning from the water. “I’m going further upstream and I’m going to teach 

them to swim”. 

What the parable of the three fishermen sets out is three ways that it is possible to 

view the activity of career development. For the first fisherman the most important 

intervention is with those at the point of crisis. In a career development context this 

might be dealing with someone who has failed to transition from school and is 

currently unemployed or supporting the needs of adults during redundancy. Let us 

call this position career crisis support and recognise that it is important but 

insufficient.  

For the second fisherman the key task is to prevent people from failing in. In the story 

this is achieved by advocacy (dealing with the person who is pushing them in) but it 

is possible to extend this to all interventions that seek to put people on the right path 

(and to avoid the wrong path or river) and to help them make good decisions. Much 

of the thinking about career development has been underpinned by this kind of 

perspective. The job of career development is to match people to the labour market, 

provide them with impartial information, advise them on choices and support them to 

make the best decisions possible. Let us call this position pre-emptive career 

support and to again recognise that it is important by insufficient.  

Finally the third fisherman sets off to do something different. He is not directly dealing 

with the situation of people falling in the river. He is actually pulling back still further 

and teaching them a skill that will enable them to deal with the river without the need 



Tristram Hooley, Career Development in Canada 

 6 

for crisis support or pre-emptive support. What is more the skill that he is teaching 

them (swimming) is also useful for them should they fall into a lake or into the shining 

seas that you find on either side of Canada. In the context of career development this 

is about teaching someone to be good at understanding themselves and the labour 

market, adept at making decisions and following through on them, and strongly 

engaged with learning and self-reflection. Let us call this position career 

management learning and recognise that while it does not mean that people will no 

longer need pre-emptive career support or career crisis support it does have the 

potential to reduce their need for these as well as the ability to enhance their capacity 

to benefit from them. 

In England we have traditionally offered a strong form of pre-emptive career support. 

Much career development took place in schools or universities and was focused on 

supporting people to make good choices. We have also traditionally provided some 

career crisis support through agencies such as Connexions, Next Step and 

Jobcentre Plus. There has also been a growing recognition of the importance of 

approaches that foster the development of career management skills (see for 

example the Careers 2020 report (Hooley, Marriott et al., 2012) that I wrote with 

colleagues which traces the development of careers work in schools). However, 

more recently English policy in this area seems to be pushing career development 

back towards merely providing career crisis support: for example, for unemployed 

adults and “vulnerable” young people (see Watts, 2012 and CSSA, 2012).  

One of the reasons for going to Canada was that my reading had suggested that it 

was somewhere that a career management learning perspective on career 

development was more strongly embedded. I have written about the Blueprint for 

Life/Work Design2 before (Hooley, Watts et al., 2012) and I will return to this in more 

detail later on in this paper. However, in brief the Blueprint is an articulation of what a 

career management learning approach might look like.  

                                                      

2
 For further information about the Blueprint for Life/Work Design visit the website at 

http://206.191.51.163/blueprint/home.cfm.  

http://206.191.51.163/blueprint/home.cfm
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Using the… Blueprint for Life/Work Designs. A poster introducing the Blueprint.  

The Blueprint is centred around 11 statements which set out the competencies that 

an individual needs to become an effective career manager.   

1. Build and maintain a positive self-concept; 

2. Interact positively and effectively with others; 

3. Change and grow throughout one’s life. 

4. Participate in lifelong learning supportive of life-work goals 

5. Locate and effectively use life-work information 

6. Understand the relationship between work and society/economy 

7. Secure/create and maintain work 

8. Make life/work enhancing decisions 

9. Maintain balanced life and work roles 

10. Understand the changing nature of life work roles 

11. Understand, engage in and manage one’s own career building process 

From my reading before going to Canada it seemed that the Blueprint had been 

influential in the country and that if a career management learning approach existed 

anywhere in the world this was likely to be the place. So while I went to Canada with 

open eyes and ears, I was particularly interested in looking at the balance between 

these different approaches to career development and in thinking about whether a 

different balance might be appropriate for England and the rest of the UK.  
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3. Understanding the Canadian context 

 

The Canadian Museum of Civilisation (18/08/2011) 

I had visited Canada a few times before I undertook this trip (once for work, but 

mainly for pleasure) but I had never really attempted to understand the policy 

environment. However, my visit to the nations’ capital Ottawa made me think about 

the nations’ history through two iconic images. Firstly while walking through 

downtown Ottawa I passed Parliament Hill and was confronted with the image of the 

Canadian Parliament. 
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The Canadian Parliament seen from the river (22/08/2011). 

This building demonstrates the strength of the ties that exist between Canada and 

Britain. A shared history and cultural values along with a borrowed political system 

are all inscribed in the Westminsterised shape of the Canadian seat of government. 

On the other hand a walk across the Alexandra Bridge takes you into the twin city of 

Gatineau in French-speaking Quebec and to the Museum of Canadian Civilisation3. 

Walking through the galleries of the museum brings home the differences from 

Britain: the vast First Peoples’ Hall reminds you of the non-European history of the 

country; while the stunning Canada Hall explains both the rapid expansion of the 

country and the political and historical distinctiveness of its provinces. This is most 

notable in Quebec with its strong ties to France and the French language, but can 

also be seen in a variety of other ways including the increasing relationship between 

the west of Canada and the Pacific region. 

I have not got time in this paper to do justice to the complexity of Canada’s history, 

politics and culture, but if you are interested I found Morton’s short history (2006) a 

useful and accessible starting point while the Counselling Foundation of Canada’s A 

Coming of Age (2002) shows how at least some of this history intertwines with the 

growth of career development in the country. It is certainly true that the big picture of 

Canadian history continues to shape the way in which career development is 

delivered in the country. The difference between provinces was one of the main 

findings of my visit, but the First Nations context was also important for the delivery of 

                                                      

3
 The Museum of Canadian Civilisation is set to become the Canadian Museum of History in 

the near future.  
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careers services particularly in British Columbia. I am grateful to Tara Ramsey of 

Training Innovations for passing me a paper she had written (Ramsey, 2011) which 

helped me to access some of the issues related to career development and First 

Nations people. Unfortunately this was an issue that I was only able to touch briefly 

on, but it is one where there is both some existing literature (e.g. McCormick & 

France, 1995; McCormick & Amundson, 1997; Neumann et al., 2000) and a need for 

further research.  

Career development policy 

More closely related to the career development area I found the process of 

understanding education, employment and related policy in Canada to be 

challenging. There is a strong national identity which is signalled by the red maple 

leaf emblem fluttering on the national flag which can be seen on numerous 

government and commercial buildings as well as on private residences and even 

cars. This strong national identity manifests in the career development field through a 

number of institutions which provide a national infrastructure for the field. These 

include Human Resources and Skills Development Canada4 within the federal 

government, non-governmental organisations such as the Canadian Career 

Development Foundation5, the National Life/Work Centre6 and the Canadian 

Education and Research Institute for Counselling7 and an umbrella group for the 

professional associations across Canada, the Canadian Council for Career 

Development 8. Taken together these organisations knit together a diverse career 

development sector within a diverse country.  

However these national organisations and the ubiquity of the Canadian flag mask the 

political and administrative complexity of the country. Canada is made up of ten 

provinces (Alberta, British Columbia, Manitoba, New Brunswick, Newfoundland and 

Labrador, Nova Scotia, Ontario, Prince Edward Island, Quebec, and Saskatchewan) 

and three territories (Northwest Territories, Nunavut, and Yukon) which together 

comprise the world’s second largest country.  

                                                      

4
 For more information on Human Resources and Skills Development Canada visit their 

website at http://www.hrsdc.gc.ca.     
5
 For more on the Canadian Career Development Federation (CCDF) visit their website at .  

6
 For more about the National Life/Work Centre visit their website at 

http://www.lifework.ca/lifework/index.html. 
7
 For more about CERIC visit their website at http://www.ceric.ca/?q=en.  

8
 For more on the Canadian Council for Career Development visit their website at 

http://cccda.org/cccda/.  

http://www.hrsdc.gc.ca/
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A political map of Canada
9
 

Each province functions as an administrative unit with its own governmental 

functions. Crucially for a discussion of career development the education system has 

always been the responsibility of provincial government since the British North 

America Act 1867. More recently responsibility for employment policy and the labour 

market has been devolved from the Federal to the Provincial Governments (OECD, 

2002). In 2002 the OECD described the Canadian career development system as 

“multi-faceted and highly decentralised” and this decentralisation has continued in the 

subsequent decade. A good indicator of this ongoing decentralisation was the 

decision to discontinue the Forum of Labour Market Ministers Career Development 

Services Working Group effectively leaving no official national forum for career 

development. In essence this means that it would be more accurate to talk about 

Canada as having 13 career development systems than a single national one.  

One of the challenges for career development within any policy environment is that it 

can fall between different policy areas. Career development is a lifelong process that 

is attached to the individual rather than a stage that an individual passes through. 

However, governments usually need to organise services and policy areas in some 

                                                      

9
 Map taken from wikimedia 

http://upload.wikimedia.org/wikipedia/commons/thumb/1/14/Political_map_of_Canada.png/65
0px-Political_map_of_Canada.png [downloaded 30th March 2012].  

http://upload.wikimedia.org/wikipedia/commons/thumb/1/14/Political_map_of_Canada.png/650px-Political_map_of_Canada.png
http://upload.wikimedia.org/wikipedia/commons/thumb/1/14/Political_map_of_Canada.png/650px-Political_map_of_Canada.png
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way which means that career development is usually dealing with at least two 

ministries (one dealing with learning and one with work) and very commonly with very 

many more. This can lead to a diffuse delivery of career development services and 

this seemed to be the case in most Canadian provinces. The career development 

services available within schools or post-secondary education seemed to only have 

accidental relationships with the services that existed for adults. However some 

provinces were trying to explicitly tackle this through cross-departmental strategies 

like the Government of Alberta’s Connecting Learning and Work strategy which uses 

a gyroscope as a metaphor to show the place of career development within 

Albertan’s lives and consequently acknowledges its relationship to the key policy 

areas.  

  

The Government of Alberta’s Connecting Learning and Work strategy gyroscope 

The Canadian labour market 

Further challenges are also introduced to the task of career development in Canada 

due to the complexity of the Canadian labour. To some extent it might be 

meaningfully seen as a series of local or provincial labour markets. The vast 

distances involved and different economic and sectoral characters of each of the 

provinces and territories mean that the labour markets across Canada are frequently 

highly distinct with it being common for some to be growing while others are static or 

shrinking. However the various local labour markets are also intertwined and many 

Canadians are willing to move between provinces to find and follow work (Lin, 1999; 

Finnie, 2004; Day & Winer, 2011). Furthermore the Canadian labour market has 

always been highly intertwined with the U.S. labour market and this relationship has 

become stronger following a series of free trade agreements (Trefler, 2001; Singh, 

2002) and indeed the global labour market through both inward (Krahn et al., 2000, 

Reitz, 2001) and outward migration (Michalowski & Tran, 2008). 

Migration certainly seemed to be a feature of life for many of the Canadian’s that I 

met during my visit. It seemed rare for anyone in the career development field to 

spend their whole life in one province. People talked me through the complex sets of 
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circumstances and choices that had comprised their own careers and explained how, 

in many cases this had seen them moving all over Canada. From an English 

perspective it is important to recognise the vast distances involved and the 

consequent personal challenges that result from this migration. In provinces like New 

Brunswick that are experiencing little or no growth in their labour markets this raises 

big questions for career development. Is it the role of career counsellors to help 

people to let go of their communities and embrace the opportunities that might exist 

thousands of miles away on the other side of the country? These are issues that 

might appear anywhere, but they are starker in a vast country such as Canada.  

In New Brunswick I heard of young people undertaking a weekly commute to 

Northern Alberta (over 2000 miles) to work on the oil sands project10. Extracting oil 

from the oil sands is challenging, highly profitably and crucially throws up intense 

demand for both labour and skills that drives migration of various kinds. In fact the oil 

sands project seemed to be omni-present throughout my trip across Canada. In 

Toronto I got talking to a medic from Alberta over breakfast in a hotel. He explained 

that the level of funding available for his research in Alberta followed the price of oil. 

Elsewhere in Toronto I spent time in the Danforth area where students and others 

had covered much of the available wall space in protest posters outraged at the 

environmental cost of the oil sands.11 Flying out to Alberta I then saw how the oil 

sands provided both resourcing for the Albertan public sector (including career 

development), but also how it exerted a strong influence on the shape of Albertan 

education.  

The oil sands project provides a good example of the challenges of understanding 

career development as a discrete policy area in a country such as Canada. How 

individuals pursue their careers is highly influenced not just by career development or 

the education system in general, but also by broader economic and labour market 

factors. At times, as with the oil sands, these broader factors can throw up political 

and ethical issues that might impact on the way that an individual chooses to develop 

their career. Careers professionals have the challenging job of trying to understand 

all of this and to help others to understand it whilst formulating their personal 

responses.   

One of the challenges that I talked about with people was whether the career 

development landscape was responding quickly enough to the challenges that were 

being thrown up by the Canadian economy. In New Brunswick, Phil Jarvis of the 

National Life/Work Centre (now of Career Cruising) was clear that this was not the 

case. He took me to meet with some members of the Government of New Brunswick 

and to see him give a presentation called “The Perfect Storm”. A version of this 

presentation is available as Jarvis (2013). In it he argues that the great recession, 

shifting demographics, the upskilling of jobs and an unprepared workforce create a 

perfect storm that requires a radical up scaling of the level of career support required 

                                                      

10
 For further information about the Oil Sands see the Alberta Government’s website 

http://www.oilsands.alberta.ca/index.html.  
11

 For an example of the campaign against the Oil Sands see Greenpeace Canada’s website 
at http://www.greenpeace.org/canada/en/campaigns/Energy/tarsands/. For a review of the 
scientific evidence on this see Timony & Lee (2009).  

http://www.oilsands.alberta.ca/index.html
http://www.greenpeace.org/canada/en/campaigns/Energy/tarsands/
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across Canada. I found Phil’s presentation persuasive, but I did not see any strong 

evidence that Canada was currently in the process of scaling up its career 

development provision to meet these and other challenges.  
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4. Schools  

 

Olds High School, Alberta (08/09/2012) 

The parable of the three fishermen creates a hierarchy of approaches to career 

development in which a career management learning approach, based around the 

learning of new skills, knowledge and abilities, is privileged. Schools are 

organisations that are devoted to fostering the learning of skills, knowledge and 

abilities and therefore should be ideal places to find a career management learning 

approach. On the other hand schools are often disconnected from the labour market 

and focused on objectives that are defined by the education system rather than by 

the labour market. A question that I was therefore interested in during the study visit 

was how far Canadian schools were able to integrate career development with the 

wider aims of the education system.  

As has already been suggested high schools across Canada are highly diverse. 

Provincial control over education was safeguarded in the British North America Act 

1867 and so provincial education systems have been able to develop with little or no 

formal guidance from the Federal government or influence from other systems. 

Although in practice a range of pan-Canadian networks exist in and around the 

school system that allow ideas to transfer across the country.  

An example of this kind of organic knowledge transfer around Canadian schools can 

be seen in the development of the Real Game by the National Life/Work Centre. The 

Real Game is a programme of experiential learning activities that is very clearly 
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conceived around the career management learning approach (Barry, 2001; Jarvis & 

Keeley, 2003; Jarvis & Gangitano, 2007).  

 

The latest version of the Real Game is an online game produced by Career Cruising. 

In essence the Real Game offers a career development curriculum disguised as a 

game. The Real Game has been evaluated and found to be effective (Esbin, 2007) 

however regardless of the merits of the product one thing that the creation and 

dissemination of the project achieved was to create a pan-Canadian approach to the 

delivery of career development in those schools that were using it. Backed up with 

training, meetings and a network of practitioners the Real Game provides a good 

example of where a national innovation crossed across provincial policy. However, 

these kinds of pan-Canadian initiatives are relatively rare and the people I spoke to 

during my visit noted that they tended to ebb and flow with policy agendas.  

Nonetheless, despite the educational diversity in Canadian schools there are a 

number of core elements that it is possible to observe in many schools across the 

country. These include:  

1. a guidance counsellor; 

2. an accredited curriculum based course – often known as Career and Life 

Management or CALM. Although many of the people I spoke to criticised 

this as being poorly implemented in some schools; and  

3. information and resources to support students’ career exploration often 

including some kind of computer based career assessment.   

Taken together these elements provide a strong infrastructure for career learning by 

offering students opportunities for group learning within the curriculum, personalised 

learning outside of the curriculum with a guidance counsellor and self-directed 

learning through information and computer-assisted resources. The examples of 

practice observed on the study visit were generally very high quality and integrated 

these different elements effectively. However, I heard criticisms made by a number of 
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the people that I spoke to about both the guidance counsellor model and the CALM 

course that it is useful to briefly rehearse here.  

School guidance counsellors 

The school guidance counsellor model that exists in Canada and across North 

America is essentially about providing each school with dedicated pastoral resource.  

Each school has (depending on size) a guidance counsellor or counsellors whose 

role is to support the personal, emotional and career development of the young 

people in the school. There are a range of different approaches to this, but in general 

school guidance counsellors are not career specialists, rather career is an aspect of 

their role. I heard three main issues with this approach articulated during my visit.  

1. School-based guidance counsellors are counsellors first and foremost. In 

general their motivation to get involved in this kind of work was not based 

around an interest in career. Rather they became guidance counsellors to 

support young people who were struggling in the school system (crisis 

support). This is a laudable aim, but it can be a different one from the 

aspiration to work in the careers field. The delivery of a careers curriculum 

is a cross-school activity that is not necessarily targeted at struggling 

students (although it should help them) and potentially one which draws 

on different skills and interests from one to one supportive counselling. 

2. School-based guidance counsellors are busy. They have huge caseloads 

and are expected to deal with every problem student that the school has. 

Acute needs around bullying, unwise sexual behaviour, drug use, 

academic failure and so on can displace less acute needs around career 

development. 

3. School-based guidance counsellors are not very powerful in the hierarchy 

of schools. In other research that I have done I have found that the kind of 

school-wide and curriculum-based career learning programmes that seem 

to be most effective take up time and usually require a strategic lead from 

someone higher up in the school (Hooley et al., 2011; Hooley, Marriott et 

al., 2012). Even where guidance counsellors are committed to this kind of 

approach they can often find it difficult to get whole school buy in. 

The Career and Life Management (CALM) Course 

CALM is a discrete career planning course or module that sits in the high school 

curriculum usually in grade 11. The course typically covers career management, 

understanding the world of work, financial management and other forms of personal 

development. The CALM model has some clear strengths in that it provides a 

dedicated period of curriculum time for young people to think about their future and 

develop their career management skills. However, CALM has received some 

academic criticism (Witko et al., 2005) which has argued that the course is too limited 

and lacks professional input from an educator with careers expertise. These 

criticisms were echoed by lots of the people that I spoke to in Canada who 

emphasised the limited nature of the CALM course and the lack of enthusiasm for the 

course amongst those who were studying and teaching it.  
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However, despite the criticisms of CALM it also seemed clear that where the course 

was seen as an opportunity by teaching and guidance staff it did provide a vehicle for 

a positive careers education experience. This was particular the case where CALM 

was conceived as part of a wider school career development programme and was 

delivered or co-delivered by a careers specialist. There is considerable research that 

backs up this finding about the importance of integrating curriculum-based elements 

of careers education with other features of delivery. An example is the influential 

Comprehensive Guidance Program (CGP) in the United States, devised by Gysbers 

(1997) in the early 1970s (see Hughes & Karp, 2004). This model combines 

guidance counsellor interventions, work in the curriculum and access to careers 

resources with a strategic commitment at the school level. The CGP has been 

extensively evaluated and shown to be effective (Nelson & Gardner, 1998; Kucker, 

2000; Lapan et al., 2001; Gysbers, 2005). This approach, and similar approaches 

such as that described by Dik et al. (2011) or the guidance-oriented school (l’école 

orientante) in Quebec, emphasise the importance of multi-professional teams 

organised around the school and delivering careers content in ways that are similar 

to and often inter-related with other curriculum content. 

Case study: Olds High School 

Around five years ago the town of Olds in Alberta had a crumbling High School 

building situated on the edge of a main highway. The Albertan government offered 

the school some money to renovate the building. The school’s governing body turned 

this money down and argued that they needed to use this opportunity to do 

something better and more exciting with education in Olds. They did not have a clear 

plan, but they did know that the way things had always been done was not good 

enough and that they wanted better. 

So Olds High School began a process of reinventing itself from the ground up. Staff 

went out and saw others schools, they had meetings and, with some leadership from 

the school principal, gradually formed a new vision of what the school would be. 

What is more, despite the conservative town in which the school is based, they 

formed a pretty radical vision. It would be built alongside the town’s college to help 

foster a post-secondary atmosphere and to offer access to a greater range of 

vocational options. It would be organised around four houses each with their own 

physical space (a quad) which would help to foster school spirit and a learning 

community. It would have different kinds of spaces from a traditional high school 

picking up elements both from home to help students feel comfortable in the space 

and from post-secondary institutions to encourage freedom and maturity. Finally it 

would offer a self-directed learning programme (one of the quads) in which the 

pedagogy would be non-traditional and student driven. This self-directed programme 

is the heart of the school’s pedagogy, and while the school believe that it is not right 

for everyone, it does inform the way teaching happens across the school.  

This kind of environment provides an ideal space for career development. The level 

of student engagement, the availability of vocational options, the philosophy of self-

directed learning, the space in the curriculum, all combine with an excellent guidance 

counsellor/careers teacher in Louan Statchuk to enable the creation of a really 

powerful programme of career interventions. Louan has built a structured programme 
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of interventions that engage with students in every year that they are in the school. It 

includes the use of assessment tools like Career Cruising12, LMI through Alberta 

Learning Information Service (ALIS)13, the building of portfolios describing interests 

and aspirations, simulations with the Real Game, group and one-to-one 

interventions, a taught accredited course, work experience and parental involvement.  

Thoughts on career development in Canadian schools 

What I saw in Canadian schools was interesting and challenges some of my pre-

existing ideas about what makes school-based career development work. Where it 

worked well the broader curriculum, CALM, the guidance counsellor and supporting 

resources were all able to come together and provide a holistic programme of career 

development that covered the whole of a students’ school life. Where it worked less 

well these different elements were not able to cohere or some of them were missing 

or poorly delivered.  

The element that was missing from a UK perspective was the existence of a 

partnership agency that could work with schools to input specialist knowledge, share 

good practice and provide a link with the labour market. Dave Redekopp of the Life-

Role Development Group told me about an experiment that had been done in one 

area of Alberta in developing this kind of partnership role, but explained that the 

funding had been discontinued before it could really be embedded. Unfortunately 

recently government policy in England has meant that this strength is also likely to 

disappear in England.  

Canadian schools do not offer a simple model for their English counter-parts. As the 

guidance counsellor model does not exist in the UK I think that it is unlikely and 

unnecessary to invent it. However, there are some advantages in having school 

based careers professionals where the schools are committed to career development 

and where the careers professional is able to work closely with teachers and other 

professionals within the school.  

                                                      

12
 For more information about Career Cruising products visit their website at 

http://public.careercruising.com/us/en.  
13

 ALIS is freely available to view online at http://alis.alberta.ca. It will be discussed in greater 
detail later on in this paper.  

http://public.careercruising.com/us/en
http://alis.alberta.ca/
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5. Post-secondary education 

 

Simon Fraser University, Vancouver (12/09/2011) 

As with schools, post-secondary education provides a learning environment in which 

a career management learning approach should be able to flourish. However, post-

secondary institutions are generally larger and more complex than schools which can 

make it easier to push career into the periphery. Traditionally much focus has been 

placed on the transition to work following the completion of a post-secondary 

education (pre-emptive career support). I spoke to people in post-secondary 

institutions who identified with each of the three fisherman. Those who articulated the 

career management learning position were probably in the majority of those that I 

spoke to, but they generally described their efforts to shift the paradigm in this 

direction as a work in progress.  

Post-secondary education in Canada, like schools, is the responsibility of the 

individual provinces and territories. Nearly all post-secondary institutions in Canada 

have the authority to grant academic credentials (i.e., diplomas or degrees). 

Generally speaking, universities grant degrees while colleges, which typically offer 

vocationally-oriented programs, grant diplomas and certificates. I got the impression 

that the distinction between the different types of post-secondary institution was not 

quite as sharp as it is in the UK. 

All of the post-secondary institutions that I encountered offered a career development 

service of some kind. However I found it more difficult to pin down the typical shape 

or approach to career development in post-secondary institutions than in schools. 

While schools are diverse, they are at least regulated at the provincial level, which 
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leads to some broad level of alignment between the provision in different institutions. 

At the post-secondary level each institution is far freer to define its own approach.  

I noticed considerable diversity in the type of provision and level of resourcing that 

was allocated to career development activities at the post-secondary level. Each 

service was different from the next with the local flavour seeming to be highly 

influenced by leadership and enthusiasm of those within the service itself.  

So Novia Scotia Community College (NSCC) offers both a Career and Transition 

Service for prospective students and a Student and Grad Employment service for 

current students. I met with Laurie Edwards and Clarence DeShiffart from Nova 

Scotia Community College who argued that they were delivering a career 

management learning approach, seeking to integrate into the mainstream curriculum, 

and able to talk about how the approach in the college had drawn on the Canadian 

Blueprint for Life/Work Design. Like a number of the other services that I visited in 

Canada the NSCC have devoted considerable time and energy to creating resources 

that reflect their services’ approach and the local circumstances. In the case of 

NSCC this included the production of lots of engaging one page resources with 

catchy titles like “woes@work: is it an itch or is it a burn?” and “volunteering isn’t 

doing something for nothing”.  

 

Career counsellors at the University of Ottawa (17/08/2011). 

In contrast the small but energetic service that I met at the University of Ottawa were 

more clearly operating within a counseling (pre-emptive support) framework. They 

had not really encountered the Blueprint and were involved in delivering a range of 

services to help students to effectively transition to the labour market. Elsewhere 

Tony Botelho of the Careers Service at Simon Fraser University talked about his 

service were consciously not offering career counselling (which was available 

through the counselling service) but were delivering career development to an 

alternative paradigm by embracing both new technologies and the chaos theory of 

careers (Prior & Bright, 2011). Tony also introduced me to books that they use with 

students which encourage them to think about career as chaotic and influenced by 
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happenstance, for example, You Majored In What? (Brooks, 2009) and The 

Adventures of Johnny Bunko (Pink & Ten Pas, 2008), a graphic novel about career 

development.  

 

Visiting Douglas College, Vancouver 

Another important strand of post-secondary education was the provision of skills 

designed to help individuals with barriers to enter or re-enter learning and work. I 

visited Douglas College whilst I was in British Columbia and saw the workplace skills 

programmes that they offer. These programmes are learning programmes that cover 

key employability skills such as literacy, numeracy and IT skills, but combine these 

with strong elements of work-related learning and career development. Many of 

these programmes were based around the “essential skills” framework which I will 

discuss in a little more detail later in this report.  
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Case study: University of Alberta 

 

Joan Schiebelbein of the University of Alberta Careers Centre 

While I was in Alberta I spent a morning with Joan Schiebelbein (Head of Careers) at 

the University of Alberta. Joan explained that the service has been in existence for 25 

years. For its first six years the service operated alongside a university based, but 

federally funded, Canada Employment Centre. In 1992 the federal government 

decided to refocus its employment service and pulled out of post-secondary 

provision. At this point the University careers service had to expand to fill the vacuum 

that was left. The centre has a strong tradition of working with employers and has 

been able to leverage this relationship both in a financial sense and as a source of 

opportunities for students. 

Joan took me through the services that the centre provides. What struck me was the 

relatively limited role that existed for conventional professionalised career counselling 

and the much stronger focus on peer-led and social learning opportunities. The 

centre trains students to do a lot of the one-to-one guidance and many of the other 

student facing functions. This offers a massive learning opportunity for those who are 

delivering the services, but also enables the centre to scale up its activities. 

The centre’s staff are mainly involved in creating a series of career learning 

opportunities (mentoring, experiential learning, networking etc.). The approach is 

designed to help students to leverage and develop their networks and to give them 

the skills to manage their careers. In other words they are committed to a process of 

career management learning rather than to the pre-emptive career support model 
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discussed earlier. The logical next step for the centre is to move into curriculum 

based work within the academic curriculum, but so far this has been challenging to 

pull off. 

All in all this was a really impressive centre which has designed its service blend in a 

way that seems particularly fit for purpose for an era of mass higher education and 

non-linear career development. 

Thoughts on career development in Canadian post-secondary 

education 

There was much that I recognised in the Canadian post-secondary career 

development world from the time that I’ve spent in the equivalent sector in the UK 

although careers work within the mainstream academic curriculum has probably got 

a slightly firmer foothold in the UK at the moment. In general I felt (and this is just a 

guess) that UK careers services in higher education are better resourced than their 

Canadian equivalents, while UK further education careers services are generally less 

well resourced than their Canadian equivalents. I suspect that this is at least in part a 

result of viewing the post-secondary sector as a whole rather than two distinct 

sectors as we tend to in the UK.  

A second observation is that the post-secondary career development sector in 

Canada was highly diverse and included some very distinctive perspectives and 

approaches to service delivery. It may be that these distinctive approaches have 

been able to emerge and maintain because of the influence exerted by the provincial 

policy context, the geographical distances that exist between Canadian post-

secondary institutions and the diverse client groups that they serve.  

The final major observation was the absence of a national destination measure along 

the lines of the UK’s Destinations of Leavers of Higher Education (DLHE).14 

Destination measures have become such a central part of the operation of higher 

education careers services that it is almost difficult to imagine how services can 

justify their existence without them. Yet, the DLHE has serious limitations in 

measuring the effectiveness of careers services and this has led some people to call 

for much wider types of measure to be used (Nijjar, 2009). This is not to say that 

there is not good labour market information for graduates in Canada, but rather that 

the data that does exist is not seen as a performance measure for careers services 

and higher education providers in the same way. In Canada the absence of a single 

measure such has DLHE has meant that services have thought more creatively 

about how they can measure and evidence impact. For example, Tony Bothelo 

explained that they had been particularly interested in looking at the impact that their 

service had on student retention.  

                                                      

14 Further information about the Destinations of Leavers of Higher Education survey can be 
found on the Higher Education Statistics Agency website at 
http://www.hesa.ac.uk/index.php?option=com_studrec&Itemid=232&mnl=11018.   

http://www.hesa.ac.uk/index.php?option=com_studrec&Itemid=232&mnl=11018
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6. Adults 

 

A Labour Market Information Centre in Edmonton (12/09/2011). 

One of the limitations of the parable of the three fishermen is that it suggests that 

swimming (career management) is something that should be taught before someone 

ever encounters a river (life and work). In reality career management is something 

that needs to be developed throughout life. It would be possible to argue that the 

third fisherman should actually stay by the first and help those individuals to learn to 

swim. A dangerous encounter with a river, at the very least, should foster a strong 

rationale to learn to swim.  

One of the attractions of the Blueprint for Life/Work Design is that it clearly makes a 

case for career development as a lifelong activity rather than something that can be 

addressed by a one off pre-emptive intervention. I was therefore interested in seeing 

a range of different places in which adults could access career development services 

during my trip and exploring how they approached the activity of career development 

with their clients.  

Access to career development support is considerably more limited for adults than it 

is for young people and others in education. Canada is not unusual in this as, in 

general, career development for young people is stronger across the world than 

career development for adults. This is ironic as the place where most people 

experience challenges in their career is during their adult life. In the case of Canada 

understanding the services that are available to adults is essentially about 

understanding who would pay for such services and why. Broadly there seemed to 

be three possible paymasters for careers services for adults. 
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1. Provincial government pay for the provision of the public career and 

employment services that largely serve the unemployed, those with low 

skills and recent immigrants. 

2. Companies pay for career solutions that address their needs to 

reorganise or restructure or support their efforts to develop the human 

capital within their companies. 

3. Individuals pay for career coaching to help them manage their own 

careers. 

In practice these three paymasters are not always entirely distinct. For example an 

individual may pay for career coaching to pursue an issue that is identified during an 

initial interview with a public career and employment service or as part of a company-

based career solution. Furthermore the nature of the activities that are undertaken in 

each of these areas are not always distinct and this results in some people working 

across the three (although more usually across 2 and 3).  

Public career and employment services 

While in the past the Canadian federal government played a major role in the 

management of labour markets and the delivery of employment services (OECD, 

2002) this has now been largely devolved to the provinces. In some provinces 

employment services are delivered directly by government, whilst in others the 

delivery is tendered out to a mixture of private and third sector providers. I witnessed 

the tail end of a major tendering process in British Columbia and it seemed to have 

been an exhausting and stressful undertaking for many of the companies involved. It 

had also required them to restructure and rethink the way that career development 

services were delivered in the province in a fairly major way. Consequently there are 

considerable and ever changing differences in the way public careers and 

employment services are delivered.  

Each province is therefore in a position to define the nature of services differently and 

particularly to define the breadth of the entitlement to access these services. While 

some provinces have maintained the rhetoric of universal entitlement it is clear that in 

all places the client groups are dominated by unemployed and low skilled clients. The 

major exception to this is in the group of skilled immigrants who clearly make 

considerable use of employment services to provide both an induction into the mores 

and cultures of the Canadian labour market and as a gateway into the learning and 

skills system to gain both language skills and to aid in the credientialisation of 

existing skills.  

I visited public employment centre s in New Brunswick, Alberta and British Columbia. 

In comparison to the UK they do not make the same distinction between an 

employment service (e.g. Jobcentre Plus) and a careers service (e.g. the National 

Careers Service). They are also distinct from the benefits system (which is 

administered through Service Canada) so that the provision of careers and 

employment advice does not get mixed up with the policing of benefits although in 

some place career and employment services did act as the gatekeepers to some 

bursaries for education and training.  
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In general, the Canadian careers and employment centres seemed to be more open 

and empowering spaces than their equivalents in the UK. Career professionals were 

interacting with clients in a variety of ways, but clients were also using the spaces as 

a base for their job search and career building. It was also noticeable that in many of 

the centres there was considerable resourcing going into the creation of tailored local 

career and labour market information resources.   

Case study: Alberta Labour Market Information Centres 

While I was in Alberta Dave Redekopp and Kristin Cumming took me to see a couple 

of the province’s Labour Market Information Centres. I was able to visit one in 

downtown Edmonton and another in Red Deer which is a rural centre about an hour 

and a half drive from Edmonton. 

The Centres have a light and airy feel with a strong professional attitude in evidence. 

Clients have access to books, computers, the excellent products of the Alberta 

Learning Information Service (ALIS), phones and floor walking careers advisers. 

They also have the opportunity to book in for one-to-one career counselling and to 

connect to workshop programmes. The Centres’ also play a role in administrating 

access to training and development funds and it was clear from some of the staff that 

I talked to that this can be a challenging role as it requires you to strike the 

appropriate balance between policing the system, motivating people to move on and 

advocating for them to get the opportunities that they feel they need. 

All in all it comes across as a pretty comprehensive service staffed by some really 

nice and helpful people. The staff talked about how the focus of the service was to 

help people into work and to move people off of dependence on the state as quickly 

as possible. They were optimistic about the possibility of finding people work, 

although clearly needed to recognise that each individual has different levels of 

barriers. This meant that sometimes there was a reported tension between the 

individual’s desire for funded training and the service’s desire to move them back into 

the labour market as rapidly as possible.  

Staff talked about the context of employment in Alberta as being a fairly dynamic 

one. Some mentioned that the environment has changed and it has become 

apparent that there might not be work for some heavily barriered individuals. 

However, they are still operating in a fairly buoyant economy with an expanding 

labour market. One member of staff talked about how during the height of the boom 

employers had been coming to them and complaining that economic expansion was 

being held back by both skills and labour shortages. That kind of environment is 

clearly a very satisfying one in which to run an employment service. 

Overall I was impressed by the way in which the Centres created an environment in 

which clients could seriously pursue their job seeking and career building in a 

supported way. They seemed to have got a nice balance between self-directed and 

supported career exploration and to have successfully created a culture within which 

client could optimistically pursue their careers. 

http://employment.alberta.ca/CES/3153.html
http://www.edmonton.ca/
http://www.reddeer.ca/default.htm
http://alis.alberta.ca/
http://alis.alberta.ca/
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Case study: Whistler 

 

The environs and lifestyle of Whistler prove so seductive for its residents that it creates unique 

challenges for career development   (07/09/2011). 

Whilst I was in British Columbia, Tannis Goddard of Training Solutions took me to 

see the careers and employment centre in the town of Whistler. Even if you have 

never visited Canada you may have heard of Whistler as it is known as a major 

international skiing destination. The town has also been successful in establishing 

itself as a resort town even during the skiing off-season, by taking advantage of the 

breathtaking scenery to encourage hiking, mountain biking and other outdoor 

pursuits. Whistler is situated about a three hour drive outside of Vancouver and is 

therefore just beyond the usual travel to work distance for the city. This makes 

Whistler’s labour market very interesting and the job of career development within the 

town a uniquely challenging one.  

The career development professionals that I talked to described how young people 

are attracted to Whistler by their love of skiing. The town’s all year round buoyant 

labour market allows this group to pursue their lifestyle whilst working in flexible 

service jobs in the towns’ bars, restaurants and hotels as well as around the skiing 

industry itself. The problem comes after ten or more years when the attraction of the 

Whistler lifestyle either starts to wane or when people become frustrated with their 

lack of careers (and earning) progression. Career professionals working with this 

group have to engage with the identity of the individuals that they are working with 

(which is often very closely tied to the Whistler environment) while helping them to 

change, grow, rethink their options and contemplate their attachment to the town.  
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One of the things that I found interesting about the Whistler client group was that they 

were rarely suffering from acute crises like redundancy. The crisis that they were 

experiencing was essentially the result of a lack of engagement with career 

management, a strong orientation to, as they saw it, the dream life that they were 

living in the present but with very little consideration of the future. Their crisis was 

about facing up to the need to defer gratification, think long-term and start to manage 

their careers. The process of supporting them through this was clearly a difficult and 

highly subtle one.  

Career solutions 

 

A view into Toronto’s business district where I met with career solutions practitioners (04/09/2011). 

The second main area that adults can access career support from is via their 

employer. Organisations provide prospective, current and ex-employees with career 

support through both career solutions companies and their own human resource 

management functions. Broadly this activity is about: finding the right people and 
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helping them to transition into an organisation; developing talent and capacity within 

an organisation; and helping people to transition out of organisations.  

The individuals and organisations working in this area will tell you that they are able 

to work with any organisation or individual within it. In practice however this kind of 

career solutions work is strongly skewed towards the middle and upper layers of 

larger companies.  

The services that are offered as part of career solutions vary considerably but are 

likely to include some or all of the following approaches: access to information and 

learning resources; one-to-one career counselling; group counselling; training 

sessions; opportunity identification.  

Case study: Knightsbridge 

While I was in Toronto I met with Lucy Vasic of Knightsbridge.
15 Knightsbridge 

describe their business as “human capital solutions” which means that they offer 

companies help in dealing with people. Much of this work is essentially career 

development and their practice is remarkably similar to the kinds of things that 

careers workers do in schools or careers and employment centres. They talk to 

clients, run workshops, provide labour market information, offer tests, broker 

contacts, encourage action planning and so on. The practice on offer at 

Knightsbridge seemed innovative (particularly in the use of technology) and of a high 

quality. 

I talked to Lucy about who they employ. She described a fairly diverse group of 

careers workers but noted that relatively few of them had trained in career 

counselling. Most had been drawn into this kind of work from a career in human 

resources or more general management. She noted that it was rare for them to 

recruit careers professionals out of the public sector. Many of the career consultants 

at Knightsbridge are portfolio workers often combining it with work as consultants or 

career coaches.  

Career coaching 

The final way that adults outside of the education system can access career 

development services is through directly hiring a career counsellor or career coach. 

During my time in Canada I met with a number of career coaches who were mainly 

located in Toronto or Vancouver. Toronto has a particularly strong network of private 

practitioners organised through an active chapter of the Association of Career 

Professionals Internationals (ACPI) who were very helpful in supporting me to identify 

people to talk to.16 I was very interested to see whether there was any evidence that 

people in Canada were more likely to spend their own money on career development 

than those in the UK.  

                                                      

15
 For more information on Knightsbridge visit their website at http://www.knightsbridge.ca/.  

16
 For more information on the ACPI visit their website at http://www.acpinternational.org/.  

http://www.knightsbridge.ca/
http://www.acpinternational.org/
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There has been quite a lot of research on private career counselling and associated 

activities like life coaching.17 My reading of this literature is that currently it has not 

managed to establish that anything other than a very small minority of the population 

will pay for these kinds of services. I did not see anything in Canada to convince me 

that the situation was different there, although it was clear that there were 

opportunities for private careers workers both to provide individual pays services and 

to support businesses. 

I had a number of conversations with career counsellors and coaches about why it 

was so difficult to get people to buy into the idea of spending money on their career 

development. Many of them bemoaned the fact that the education system either 

ignored career or only raised it as a peripheral issue. They felt that a stronger focus 

on career development in schools would encourage people to prioritise career 

development and to value it throughout their lives. We also discussed the image of 

profession which lots of the career coaches were trying to improve with their clients 

and potential clients.  

A more challenging topic of conversations was the models of payment that were 

used by private careers practitioners. Practitioners explained that career counselling 

and career coaching do not necessarily deliver immediate results and frequently 

require multiple sessions. A system in which clients pay by the hour for one-to-one 

time with a (relatively) expensive careers professional can therefore be challenging to 

operate successfully. A number of people talked about alternative ways to organise 

the activity which might enable the individual pays career support market to be 

scaled up. These models included:  

 The call centre approach which could allow career support to be managed 
more efficiently and for costs to be driven down. However, practitioners were 
generally not very keen on this model as they felt that it could be deskilling 
and dehumanising for clients.  

 The nail bar approach. Roberta Neault and Deirdre Pickerell persuasively 
argued that the career development sector should look at the growth of nail 
bars and beauty spas as an example of a sector that managed to make a 
case to the general public that there was a need for their services and find a 
model for delivering service at an affordable level.  

 The insurance approach. Another approach that was advanced was the 
idea of career development as a lifelong service that people buy into at a low 
monthly rate and which they can then call on when they need it. 

 The course approach. Many practitioners encourage their clients to think 
about buying into a programme of sessions rather than accessing single 
sessions. Rendering career development interventions as a programme helps 
to convince clients that they are buying a structured, developmental, but time-
bounded service.  

                                                      

17
 A series of discussions relating to career coaching and private career counselling can be 

found in issue 30 of the Journal of the National Institute for Career Education and 
Counselling.  
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 The transformational experience approach. Another approach is to wrap 

career counselling in with a broader life changing experience like an 
educational programme or travel opportunity.  

Case study: Mark Franklin 

In Toronto I spent some time with Mark Franklin. Mark is a career counsellor who 

runs a company called Career Cycles.  

Mark seems to have fingers in all sorts of interesting career development pies. He 

has developed a new approach to guidance and produced academic papers about it 

(Franklin, 2006, Franklin & Detwiler, 2013), he has developed a career development 

game which he got me to play with him in his office, he runs a radio show and 

organises career development cycling trips to Cuba. This last activity struck me as 

one of the most interesting ideas I encountered (not just because I love cycling) but 

because of the way it re-imagined the way in which people might engage with 

professional career counselling and put it into a new (and potentially very appealing) 

context.  

In many ways Mark exemplified many of the private sector career 

coaches/counsellors that I met. Energetic and entrepreneurial, Mark is the ultimate 

portfolio worker (counsellor, talk show host, games developer, tour guide, academic) 

who draws all of these different roles together through his own narrative about career 

development. Like all of the private sector counsellors I spoke to he was creative 

about how he made his living and his career and did not need to rely on a stream of 

individuals coming through the door to pay for conventional counselling services.  

Thoughts on career development with adults  

Like the UK Canada does not have a career development system for adults. Rather it 

has a patchwork of career development services that adults can access. While there 

are services for unemployed workers, for learners, for some workers and for any 

individual that is willing and able to pay, this does not mean that most people are 

actively engaged in career development or accessing services to support their career 

development. As in the UK many people fall between the gaps either because they 

do not understand the concept of career development or because they cannot work 

out how best to access it.  

It is difficult to make comparisons between the UK and Canada on the kind of basis 

that I undertook this research trip. I do not have figures that enable me to quantify the 

percentage of the population that understand the concept of career development, 

that are satisfied with their careers or have accessed help and support to develop 

their careers. However, my guess is that the public career and employment services 

are a little better funded in Canada than in the UK, that career development within 

employment is probably fairly similar, and that the individual pays career 

counselling/coaching market is slightly bigger in Canada than that UK. There is a 

desperate need for someone to do some comparative work that really tries to nail 

down these issues of scale and resourcing in relation to international career 

development systems.   
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7. Using technology to deliver career development 

I have a strong interest in the ways in which technology can be used in the delivery of 

career development. I have written elsewhere that new technologies reshape career 

development in three main ways (Hooley, 2012). Firstly they change the context 

within which individuals pursue their careers both by changing the economy and 

labour market (e.g. goodbye bookshops, hello Amazon) and by changing the way 

that career is pursued within this context (e.g. online learning, e-recruitment). 

Secondly new technologies and this new context require individuals to develop new 

employability and career management skills to succeed in this new environment. 

Finally these new technologies offer new opportunities for the delivery of career 

services through online information, new digital tools and increased opportunities for 

online communication.  

During my visit to Canada I found strong interest in all of these different aspects of 

the interface between career development and new technologies. Many people that I 

spoke to recognised that new technologies were going to reshape the delivery of 

career services in the near future. However, at present no clear model emerged as to 

how this was likely to work at a systemic level. Nonetheless there were a number of 

very exciting and innovative examples of work in this area. 

In Careering Through the Web (Hooley, Hutchinson and Watts, 2010) colleagues and 

I argued that online career services can take three forms: they can provide 

information; they can provide an automated interaction such as a career 

assessment or game; or they can provide a channel for communication. I would like 

to discuss one substantive example of each of these that I encountered during my 

visit.  

Case study of online information provision: ALIS 

 

The Alberta Learning Information Service (08/09/2013). 

The provision of information about the labour and learning markets is critical to 

careers work. In many places the careers website has replaced the career library as 

a repository of information and resources relating to career. In Alberta I met with 

representatives of the provincial government who have been responsible for the 
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development of the Alberta Learning Information Service (ALIS).18 I also had the 

privilege to be hosted on the Albertan leg of my trip by Dave Redekopp and Kristin 

Cumming who have both been involved in writing content for ALIS. I formed a strong 

impression of a serious and ongoing attempt by the provincial government and its 

partners to create a high quality online career resource.  

ALIS is free to access and offers a wide range of multi-media resources including a 

career planning tool, occupational information and job profiles, information on wages 

and salaries, information about learning opportunities and accreditation, information 

about student finance, job and vacancy information, information about self-

employment and a whole host of other information of this kind. What makes ALIS 

different from lots of other resources of this kind is the fact that government have had 

a good idea, resourced it appropriately and stuck with it. Consequently ALIS has 

grown and developed rather than being constantly re-created and re-imagined as 

some equivalent products and services in the UK have.  

Alongside the online offer ALIS is also involved in publishing some excellent print 

resources which are distributed through employment centres and schools. These 

resources are well written and cover a wide range of different topics in including 

leaving school (Going Somewhere?), supporting your children’s careers (Career 

Coaching Your Teens), and mid-career decisions (A Guide for Midlife Career Moves 

and Adult Back to School Planner). These resources are designed for use by 

teachers and careers workers and along with the website provide a fantastic 

resource base for careers work in Alberta.   

Case study of an automated interaction: Career Cruising 

 

Career Cruising’s website (08/09/2013). 

Automated interactions describe online tools and experiences which respond to the 

individual. While information based resources essentially offer the same information 

                                                      

18
 ALIS is available online at http://alis.alberta.ca.  

http://alis.alberta.ca/
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to every user, automated interactions respond to the way in which the individual 

utilises them and provide a more tailored experience. A good example of this is the 

Career Cruising suite of career assessment and development products.19  

Career Cruising have a wide range of online career resources which encompass 

interest inventories, e-portfolios, administrative tools to support course selection, 

employer liaison tools and resources for teachers. At the heart of the product is the 

Career Matchmaker Interest Inventory which matches students’ interests to a range 

of possible careers. This process is designed as a starting point for career learning. 

Career Cruising’s power is in the way in which it draws together a wide range of 

different tools into a coherent career learning environment that can be used both 

individually and within schools and other learning environments.  

Career Cruising was widely used in lots of the different contexts that I visited across 

Canada. I saw the tools in use in schools, post-secondary contexts and in adult 

services.  

Case study of communication: Training Innovations 

 

Training Innovations website (08/09/2013).  

Training Innovations are British Columbia based company who offer an innovative 

online career development service. They have developed an online career learning 

environment within which an individual can engage with career information, reflect on 

its personal application for them and engage with a career professional through text 

chat. Training innovations user surveys show really strong client feedback and also 

provide information about why clients choose to engage with online services: either 

because they prefer the online format, have working or caring responsibilities that 

makes accessing face-to-face services difficult or because they are unable to attend 

face-to-face programmes due to geography.  
                                                      

19
 For more information about Career Cruising visit their website at http://careercruising.com.  

http://careercruising.com/
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Training Innovations’ President Tannis Goddard also frequently writes and presents 

on the thinking behind Training Innovations’ products.20 During my visit she explained 

to me some of thinking that the company has done about how to support career 

practitioners to form meaningful relationships with clients online to deliver meaningful 

career learning. Training Solutions approach is very clearly situated within the career 

management learning approach and conceptualises the interaction between career 

professional and client as essentially one which is about teaching the client to “swim” 

(develop their own career management skills).  

Thoughts on technology and career development 

In general my feeling was that during 2011 Canada was struggling with how new 

technologies were going to impact on career development in a similar way to the UK. 

Many practitioners I met were suspicious about things like social media, while others 

just seemed not to have really engaged with these changes. However, as in the UK 

there were a number of early adopters who were doing exciting and interesting things 

such as the three examples above.  

What I think that each of the three case study examples demonstrates is the 

importance of sustained engagement and investment in the development of online 

approaches. Each of the case studies has established their product over many years 

and through a strong commitment to ongoing product development. Despite the 

immediacy of the internet it seems clear that the development of online products and 

practices is unlikely to happen overnight. However, with sustained development the 

case studies show that it is possible to do some very exciting and impactful things 

with online career development.  

 

                                                      

20
 See Training Innovations’ news feed for recent examples http://www.training-

innovations.com/news.  

http://www.training-innovations.com/news
http://www.training-innovations.com/news
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8. The career development profession 

 

A group of career development practitioners I met in British Columbia (13/09/2011).  

Research in this area has found that the Canadian career development workforce is 

diverse in terms of training and professional background, well educated, largely 

female and that the level of job satisfaction is high (Bezanson et al., 2009). My 

experience of the sector in 2011 largely agreed with these findings.  

Canadian career development practitioners have therefore come to their jobs through 

a wide variety of training routes, with many having learnt on the job. However, I 

encountered a strong desire to professionalise the area and increase the importance 

of formal qualifications from many of the people I spoke to,  Others expressed some 

concern that this might make the profession less dynamic and open to new 

influences. There are actually a wide range of formal qualifications offered by 

Canadian learning organisations in the area of career development. The latest 

version of the Directory of Career Development Education Programs in Canada 

(Burwell & Kalbfleisch, 2011) lists courses in 27 institutions across 8 provinces. 

These qualifications vary considerably in focus and level, but demonstrate a 

considerable training and CPD infrastructure around the career development 

workforce.  

This wide range of professional backgrounds along with the existence of divisions 

between the provinces and between the different sectors within which career 

development operates has led to the development of a large number of different 

representative bodies which all have some claim to speak for career development in 

Canada. During 2011 all of these different organisations were beginning to come 
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together into the Canadian Council of Career Development Associations to create a 

single voice for career development across the country.  

However despite these attempts to unify the profession, in 2011 it remained both 

diverse and dispersed. The size of the country makes the development of a 

community of practice challenging although both Ceric and CCDF were looking at 

ways to bridge this through publications and online communities. However, the 

separation between public sector and private sector practitioners were perhaps even 

more clear than those caused by geography or the age-group of clients. Practitioners 

in the private sector are generally recruited from different pools, have different 

qualifications, go to different conferences, receive different levels of salary and have 

different career structures from those in the public sector.  

Building the evidence base 

Canada also has a strong research and development base in career development. I 

managed to meet up with a number of the key researchers during the trip and I was 

impressed by all of them. The Canadian research community includes a number of 

university based academics like Kris Magnusson and Norm Amundson, researchers 

and thinkers based in NGOs like Phil Jarvis and Sareena Hopkins as well consultants 

like Dave Redekopp and Roberta Neault. There was also a strong push to create a 

culture of practitioner researchers within the country as part of a broader drive to 

deepen the evidence base. The Canadian Research Working Group on Evidence 

Based Practice in Career Development has provided a strong focus for this activity 

and has started to draw much of it together and synthesise it into a form that can 

influence the policy discourse21.  

Much of this research and development base has emerged to meet challenges to the 

sector. A number of senior people that I spoke to during the visit told me the same 

story. This story involved the leadership of the sector being asked by a new civil 

servant to provide evidence of the effectiveness of its activity. The answer that was 

given was unsatisfactory from the perspective of policy makers and resulted in a loss 

of government support for publically funded career development. Whether this 

incident was as significant as is suggested, it was clear that many in the sector saw 

that it was going through a challenging period and that a more robust evidence base, 

alongside a professionalisation process, provided a way to engage government and 

other key stakeholders.  

The ideology of the profession 

A visit like the one that I conducted can only offer glimpses into the way in which 

professionals are thinking about their work. However, it is perhaps useful to 

summarise the perspectives that were articulated to me by practitioners whilst I was 

in Canada. Of course as has already been argued, the careers sector in Canada is 

highly complex and therefore the positions that are adopted are necessarily reframed 

within different contexts. What makes sense in a school does not necessarily work in 

                                                      

21
 For more on the Canadian Research Working Group on Evidence Based Practice in Career 

Development visit their website at http://www.crwg-gdrc.ca.  

http://www.crwg-gdrc.ca/
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an employment centre or a university. So with these caveats in mind I will try and 

give my take on the various conceptions of career development that I came across 

during my trip across Canada. 

The first position that I’ve encountered is what could be described as the traditional 

view. The people who subscribe to this position are mainly practitioners and have 

largely been trained as counsellors and then specialised in career. For them the role 

is essentially a helping one. The purpose of their profession is to support individuals 

as they make their way through their lives and careers. Their expertise is rooted in 

their ability to engage people in a process of self-discovery. This is often discussed in 

terms of getting people to “go deeper”. Career self-efficacy is seen as intrinsically 

linked to broader psychological health and the trick is to help people to address 

deeper issues that are blocking their general life progress. On to this set of 

counselling skills the traditionalists add their expertise in understanding the labour 

market and the nature of the transition process it drives. The traditionalists are also 

knowledgeable and enthusiastic about the use of tests which they use to assess their 

clients and to develop individualised programmes of action. 

The second group that I encountered could be described as paradigm changers. 

They described their practice in conscious opposition to those in the traditional group. 

This group are less likely to have trained as counsellors and frequently hold positions 

on the edge of the sector or within particularly innovative pockets within it. They tend 

to emphasise learning and skill development as their central approach to careers 

work. They frequently challenge the central tenets of the traditionalists approach, 

asking questions such as: What is the point of tests? Are one-to-one approaches 

really useful? Is it important to talk about recruitment processes? Should we be doing 

more in groups/online/in organisations and so on? They frequently cite ideas around 

planned happenstance, chaos, complexity and systems theory and draw in ideas 

from outside of the traditional careers world. Many members of this group struggled 

to identify with the mainstream traditionalists and talked about “rebuilding from 

scratch” and backing away from existing sector networks, conferences and 

communities. 

Finally I encountered a group who could be described as the diplomats. This group 

was typically playing a leadership role in the sector. Many of them have a strong 

background and personal history in the sector and have moved from practitioner 

roles towards training, management or thought leadership. This group live in the 

pragmatic world of policy and practice development. They seek to move people along 

gradually and to reform rather than call for revolution. When pushed this group will 

often articulate many of the same perspectives as the paradigm changers: the idea of 

moving careers work towards a learning paradigm; questioning test and tell 

approaches; and looking at new venues and forums for the work. However these 

changes sit within the context of the current policy, practice and workforce. The 

diplomats defend current practices while they seek to expand and develop them. This 

group is particularly committed to the interlinked projects of training, 

professionalisation and evidence-based practice. In other words they seek to defend 

the existing profession, demonstrate its value and to gradually develop its potential. 

Members of the group have strong opinions on particular approaches and ideas, but 
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they seek a more strategic positioning and are willing to compromise on these 

issues. 

Thoughts on the career development profession 

The career development profession in Canada was enormously impressive. It faces 

considerable challenges which are familiar to those active in the equivalent sector in 

the UK. The sector is divided, diverse and lacks coherence in initial training, CPD 

and theory. Furthermore it is spread across an enormous country and employed by a 

vast range of different employers in both the public and private sectors.  

Despite the challenges there is a strong will to put the profession on a more robust 

footing. The leadership of the profession have pursued a three pronged approach 

that can be summarised as follows. 

1. Unification of professional organisations and the development of a stronger 
cross-sectoral community of practice.  

2. Professionalisation through increasing the coherence of professional 
qualifications and standards. 

3. Developing the evidence base through a mixture of investment in professional 
research, mobilisation of the university base of the profession and supporting 
practitioner research.  

While in 2011 these were all very much works-in-progress there was much in this 

approach that could be learnt from.   
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9. The Blueprint and other frameworks for Canadian 
career development 

 

Phil Jarvis. One of the originators of the Canadian Blueprint for Life/Work Design who provided many 

insights during my visit to Canada.  

One of the original purposes of my visit was to investigate the Blueprint framework. 

From outside it looked like this framework might offer a mechanism for developing 

the practice of career development professional in the UK and focusing activity 

around a different, more learning centred paradigm. I remain impressed by the 

Blueprint, but I learnt through the visit that establishing a national framework is very 

challenging in a country like Canada where much of the political authority lies at the 

provincial level. In addition to the challenge in gaining agreement from all of the 

provinces to take anything forward this means that each province has distinctive 

policies, procedures and practices. It is easy to write a framework, but far more 

difficult to think about how to effectively embed this into practice. The provincial 

nature of Canada multiplies this problem.  

The story of the Blueprint seemed to me to be one of “rise and stall”. The initial idea 

for a Blueprint for Life Work Designs (Hache, Redekopp & Jarvis, 2000) was 

introduced to Canada by Phil Jarvis who had observed with interest the National 

Career Development Guidelines in United States in the late 1980s. Work on the 

Canadian Blueprint began in the fall of 1996 with support from Human Resources 

Development Canada. This sparked an intense and creative period of development 

and implementation throughout the late 1990s and early 2000s. However, by the mid-
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2000s funding had run out, the move to provincialisation was making grand national 

projects less viable and the Blueprint stalled and gradually lost prominence.  

The idea of a national policy and practice framework therefore seems to be 

something that Canada, so far at least, has not been able to realise. While the idea of 

a flexible career development framework remains appealing, I actually found that in 

some cases there seemed to be more effective ways to drive practice. So initiatives 

like the Real Game or the Career Cruising product suite were spread throughout 

Canada where the more abstract frameworks were not evidence. However, the aims 

of these kinds of products are generally more modest and while their application 

frequently shifted practice it did not fundamentally bring about the kind of rethink that 

advocates of the Blueprint sought.  

Knowledge and awareness of the Blueprint itself was highly variable throughout 

Canada. In a survey of career development professionals Bezanson et al. (2009) 

found that only 22.8% reported using the Blueprint. When I conducted my visit two 

years later I formed the impression that awareness of and use of the Blueprint was 

continuing to fall, although it remained important in certain pockets e.g. Nova Scotia 

Community College, Manitoba (Manitoba Education, 2011), it was almost entirely 

forgotten in others. While some people I met argued that the career management 

skills approach articulated in the Blueprint was now embedded in the practice of 

careers professionals, it is questionable how far this was a result of the Blueprint 

initiative, even if it was true.  

In 2011 then the Blueprint looked set to move into history across much of Canada. It 

had clearly been influential, and continued to enjoy many enthusiasts and advocates, 

but was no longer seen as an active national policy agenda. In its place it was 

possible to observe a number of other frameworks that were influencing practice in a 

variety of ways.  

The Canadian Standards and Guidelines for Career Development Practitioners22 

define the competencies that career development practitioners need in order to 

practice effectively and ethically. They are used extensively in Canada in shaping 

professional training and development programs, certification and scope of practice. 

In other words, they are a key tool for implementing the professionalisation agenda 

that I described in the previous section. However the Standards and Guidelines are 

actually a very different kind of framework to the Blueprint. The Standards and 

Guidelines set out how career development should be done whereas the Blueprint 

sets out what it should seek to achieve. Nonetheless it was clear from many of the 

practitioners that I spoke to that this was currently in their vision as an important 

framework that needed to be engaged with o a far greater extent than the Blueprint.  

Another important national framework that was influencing careers professionals 

across Canada was Essential Skills. Essential Skills is a government framework for 

employability skills. They are described by Human Resources and Skills 

                                                      

22
 For further information about the Canadian Standards and Guidelines visit http://career-

dev-guidelines.org/career_dev/.  

http://career-dev-guidelines.org/career_dev/
http://career-dev-guidelines.org/career_dev/
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Development Canada as the “skills that people need for learning, work and life” 

(HRSDC, 2009). Essential skills comprise: reading; document use; numeracy; 

writing; oral communication; working with others; thinking; computer use and 

continuous learning.  

One of the things that was interesting was the close relationship between essential 

skills and career development. This is a logical connection as the barriers to career 

development are often spread equally between career management skills (knowing 

what career to aim for and how to go about it) and employability skills (having the 

literacy, numeracy, IT and other skills that enable career development). One example 

that I came across in Ontario was the CONNECT SCALES project which sought to 

integrate literacy and essential skills into existing career and employment services.23 

Practitioners were motivated to engage with Essential Skills because of a strong 

national push from HRSDC and because it was frequently linked to the availability of 

client funding to address client need. While Essential Skills does not actually inhabit 

the same conceptual space as the Blueprint some practitioners were unable to 

articulate the differences between the two and there was clearly a sense of it having 

superseded the Blueprint.  

Thoughts about frameworks 

There is a strong conceptual appeal in developing a learner-centred framework as 

part of a career development policy. The Blueprint articulates a sophisticated 

understanding of how careers work that moves considerably beyond a matching 

paradigm. However it is also a challenging idea to sell to policy makers. In my 

conversation with him, career development academic Kris Magnussan (Simon Fraser 

University) described the frame of reference for policy makers as follows 

1. What can I get a news story for today 

2. What can I stand on at the next election 

The problem with something like the Blueprint is that it is too complex to deliver on 

(1) and too difficult to prove the impacts that emerge from it to deliver (2). This is not 

to abandon the idea of implementing a framework for career development, but rather 

to state the challenges in doing so. In Canada there seemed to be some evidence 

that a consensus had been built around the Standards and Guidelines (which 

required minimal input from policymakers) and Essential Skills (which promises very 

concrete and easy to evidence skills). Building a consensus around something like 

the Blueprint is therefore clearly more challenging, although the impacts of it can be 

remain potentially huge.  

The story of the Blueprint and in a different way of the Essential Skills framework also 

highlights the importance of public policy and associated funding. Attempts to 

introduce national frameworks, or to shift practice or thinking in an area require a 

level of national co-ordination and promotion. Occasionally, as with the Standards 

and Guidelines, this can be achieved because it is very important to a small group of 

                                                      

23
 For more information about CONNECT SCALES visit their website at 

http://collegeconnect.on.ca/projects/scales/.  

http://collegeconnect.on.ca/projects/scales/
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people (in that case the career development profession and its leadership). However, 

this is far more likely where this is seen as being a way to directly advance the 

interests of that group. Something like the Blueprint is not primarily about the career 

development profession it is primarily about the people of Canada. It therefore 

requires a very major national consensus to implement. Without strong and ongoing 

public policy leadership this kind of consensus is difficult to achieve. In the case of 

the Blueprint the loss of federal support proved critical in stalling its progress. This is 

clearly a lesson that should inform this kind of initiative in the UK or other countries.  
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10. Lessons for the UK 

 

View into the bay in Vancouver just before I returned to the UK (22/09/2011). 

In thinking about what I learnt during my trip to Canada I have tried to firstly describe 

and understand what I saw. Secondarily I have tried to draw out some of the learning 

that I believe exists for the UK. I started with a discussion of Sadler’s dictum and the 

challenges of drawing lessons from international practices. I continue to believe that 

it is important to be sceptical about the idea that another country has solved the 

problems that we are facing in the UK. Nonetheless, there is much to be learnt from 

the Canadian career development system. I would like to finish by making five key 

observations about career development policy and practice which I drew from my 

experience in Canada.  

1. Career development is important and is necessarily lifelong. One of 

the things that my visit enabled me to do was to look at the whole of 

Canada’s career development system rather than just a segment of it. 

What I saw convinced me that there was need for career development 

across the life course and also that career development practitioners were 

able to provide valuable support at every stage of this life course. What 

neither Canada or the UK have so far been able to do is to develop a 

policy framework which supports the growth of lifelong career 

development. This remains as one of the key public policy questions.  

2. Change takes time and therefore things only work where investment 

has been sustained. The story of the Blueprint itself shows how 

promising and valuable initiatives can quickly fade away if they are not 
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supported. In general the things in Canada that worked well were those 

that had been developed over a long period of time and managed in such 

a way as to ensure ongoing investment. The ALIS online provision in 

Alberta is a good example of this and the tremendous upheaval I 

observed in the restructuring of the career development sector in British 

Columbia is an example of where good quality provision is being 

endangered by throwing all of the pieces up in the air. To be successful 

career development needs strong institutions which are capable of 

achieving credibility with the profession and recognition from employers 

and the general public.  

3. A strong and united profession is key to moving career development 

forward. Canada’s career development profession faces considerably 

more challenges in drawing together the diversity of the profession than 

we do in the UK. Nonetheless the commitment and energy to create a 

coherent national profession with attendant standards and structures of 

representation is very impressive. The Canadian profession and its 

institutions feel like they are moving forwards and as a result the 

profession will become better regarded and more able to influence policy. 

4. Evidence should inform everything we do. The Canadian career 

development sector has seriously engaged with the ideas of evidence 

based policy and practice. While these ideas are frequently paid lip 

service in the UK and other policy contexts the Canadian profession itself 

has driven the evidence agenda forwards. The formation of the Canadian 

Research Working Group on Evidence Based Practice in Career 

Development has provided strategic leadership for evidence based 

practice in this area. There is a desperate need to develop something 

equivalent in the UK.  

5. We need all three of the career development fishermen, but we need 

to learn to swim most of all. At the start of this report I used the parable 

of the three fishermen to describe three approaches to career 

development: career crisis support; pre-emptive career support and 

career management learning. I suggested that my sympathies were with 

the career management learning approach and the idea that it  was 

important to view career development as a learning intervention first and 

foremost. My experience in Canada entrenched this view and provided 

lots of examples of how it could be implemented. I hope that this 

perspective continues to gather ground in Canada and that it becomes 

increasingly influential in the UK. 

Canada is a fantastic country and despite the challenges of a global economic 

downturn, provincialisation and changes in government its career development 

system remains one of the best in the world. There is much more that I could say 

about my visit to Canada, but I hope that the current report goes someway towards 

capturing the learning that I was able to do and that it is of some use to both those in 

Canada who I visited and those in the UK who I work amongst.  
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