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Executive summary 

In 2021, The Career Development Institute (CDI) commissioned the International 

Centre for Guidance Studies (iCeGS) at the University of Derby to undertake scoping 

research into the potential for the career development sector to petition for a Royal 

Charter. The research was summarised in an article in Career Matters (Moore, 

2021). The scoping research highlighted the need to understand the views of 

stakeholders about their feelings about becoming a chartered profession. This 

second phase of research has been commissioned to understand the implication and 

views of all those involved in the field of career development (for ease, referred to 

throughout this report as ‘the sector’). 

 

This research captured the views of 657 individual research participants using an 

online survey, individual interviews and focus groups and it engaged practitioners 

working across all areas of career development practises and geographical locations 

across the UK, and beyond. This is an important piece of research which will inform 

the strategic decision making, not just of the CDI but other stakeholders who operate 

across the career development sector. The research data has provided answers to 

many questions and has provided a picture of the commitment of those working 

across all aspects of career development to have their professional practise 

recognised and to have opportunities to have their competence validated. 

 

The context for this research is one of an evolving public policy agenda and 

innovation in the use of technology to deliver career development services in a post 

COVID pandemic world. In addition, there are new opportunities for people working 

in leadership roles in schools and colleges in England to undertake careers leader 

training, thus professionalising the support they provide in terms of strategic and 

operational leadership. Practitioners are developing and innovating their practices 

and whilst there is an opportunity to have these practices recognised through the 

CDI UK Register of Career Development Professionals, this is not an approach 

which is adopted by all of those practising career development. At the time of 

undertaking this research, there is no sector wide approach to recognising the 



 

 

professional standards and performance of those working to support individuals to 

make and implement decisions about life, learning and work.  

Attitudes to petitioning for a Royal Charter 

The research found a strong appetite for a petition for a Royal Charter amongst 

those working in the sector. This was not dependent on where participants live, or 

what job they do. Nor was it dependent on which professional associations they 

belong to although there is a tendency for those who only belong to the CDI to be 

more in favour of this move. The professional role of practitioners did result in a 

significant difference in responses. People who work in schools were more likely 

than those working in universities to support the idea of petitioning for a Royal 

Charter. This might be explained by the fact that those working in schools are 

generally less well paid and less professionalised than those working in universities. 

University practitioners are also available to pursue professional recognition through 

Advance HE which offers a progression framework of fellowships which can be 

worked through (Fellow, Senior Fellow, Principal Fellow). Whilst there are some who 

do not support this move into chartership, there were a significant number who do, 

and research participants provided many examples of how the sector and its 

stakeholders would benefit. These included: 

• an improved experience for clients due to a more consistent approach, role 

identity and quality standards; 

• a higher profile, more recognition of the role, and respect for the work of 

career development practitioners; 

• a greater commitment and recognition for the employers of career 

development practitioners leading to a potential increase in funding, 

recognition of the quality services they provide and an increased focus on 

developing the evidence base; and  

• an increased awareness by governments of the positive impact that career 

development practitioners can have on the achievement of a variety of public 

policy goals.  

These are positive and encouraging messages for those tasked with deciding on the 

future direction of professional recognition, support, and development for career   



 

 

development practitioners across the UK.  

 

Although the research suggests that this would be a positive move, there are some 

views which suggested this move might negatively impact on the sector. These 

issues can be grouped as follows. 

• Concerns about divisiveness and a lack of equity due to different practitioner 

pay and conditions across parts of the sector  

• The impact of a new process of individual recognition being applied unequally 

across parts of the sector and thus creating a new hierarchy and unequal 

access to advancement opportunities.  

• The costs for individuals and employers.  

The issue of cost was raised on several occasions. Participants indicated that their 

preferred level of fee for an individual chartership was set at a level which didn’t 

reflect the actual costs associated with the assessment process which will be 

required. Phase one of the research suggested several models of support for the 

process including a process of mentoring and assessment offered by individuals and 

organisations who could be commissioned to do this on behalf of the lead 

organisation, in a similar way to that offered by the organisation Advance HE. 

 

These issues raised by research participants should be examined carefully, and a 

risk assessment undertaken to ensure that these potential problems are mitigated 

The success of this activity will also rely on a strong process of communications with 

individuals involved in delivering aspects of career development across all of the 

home nations and all other professional associations and organisations to ensure 

there is total clarity of purpose and process.  

  



 

 

Understanding the differences between an individual 

charter and the existing process of registration 

The research demonstrated some confusion in people’s understanding of the 

differences between the current arrangements for registration offered by the CDI and 

those for an individual charter. These two processes are different but could coexist 

within a developmental framework. Whilst most research participants had a view of 

the current register as one which communicated positive messages about their 

qualifications, commitment to the CDI Code of Ethics and undertaking 25 hours of 

continual professional development (CPD) per year it will be important that in any 

future processes of professional recognition, the processes of monitoring and 

accountability will need to be clearly communicated. Should a petition for a Royal 

Charter be successful, a decision will need to be made on whether to award 

individual charters. The research suggests that this would be a positive move and 

one which would be taken up by practitioners. This move would require some 

consideration of whether to revise the current register and the individual chartership 

process into one developmental framework.   

Attitudes to assessment for an individual chartership 

People indicated that they would be prepared to undertake, and pay for, an 

additional assessment for this status. The preferred qualification level for an 

individual charter is postgraduate level and this is consistently the answer 

irrespective of the level of qualification individuals have achieved during their initial 

training. This indicates that practitioners are hoping for recognition of their 

competence which provides stretch. There is also a suggestion by this research that 

the offer of an individual charter could form part of a re-visioned framework of 

professional development for the sector. This could encourage practitioners to join 

as members and then progress through a series of levels which could include, 

Registered Member, Chartered Practitioner, Fellow, and Senior or Principal Fellow.  

 

There could also be a place within the framework for individuals who wish to join a 

directory of qualified practitioners which could be a list made available to the public 

so that they can identify a practitioner to meet their career development needs. The   



 

 

criteria for each level would need to be developed if and when a successful petition  

for a Royal Charter was completed.  

 

There have been a variety of assessment processes suggested for an individual 

charter. The most popular was for those seeking this status to submit a portfolio of 

artefacts demonstrating competence. For many the process should involve several 

activities including professional discussion, observation of practice and reflective 

writing.  

Challenges to a successful petition for a Royal Charter 

The research suggests that whilst there is a very strong level of support for the 

sector becoming chartered, the success of this project is not without challenges. 

There are several professional organisations who have a stake in this activity and 

phase one of the research did show that any organisation who petitioned for a Royal 

Charter should be representative of the sector seeking it. The career development 

sector is complex, and its practitioners work to different job titles and across different 

segments of the sector. This has the potential to undermine the success of a petition 

to the Privy Council. The research revealed that irrespective of which professional 

organisation individuals belonged to there was a feeling that the CDI as an umbrella 

organisation was best placed to move this forward on behalf of the sector. The 

implications of this are severalfold, for example organisations will need to align their 

codes of ethical practice, agree a framework of qualifications and progression 

frameworks. There is room within the process of individual charterships to 

differentiate individual roles. It is possible that the organisation who receives the 

Royal Charter could offer individual charterships for a range of roles such as a 

chartered careers adviser, a chartered careers leader or a chartered careers coach. 

Developing the evidence base 

Although growing evidence exists concerning the impacts and outcomes of career 

development activities, it will be important to further develop the research base so 

that it covers all segments of the career development sector to support a successful 

petition to the Privy Council. Examples of further future research which have 

emerged from this phase of the research include; 



 

 

• A mapping exercise to understand the recognition of career development 

practitioners’ competence in other international contexts. 

• An analysis of the work of self-employed career development practitioners to 

understand the numbers involved and their existing relevant qualifications, 

experiences and areas of the sector in which they work.  

• An analysis of the qualifications of those operating as career development 

practitioners. 

• An exploration of the media’s understanding of career development activities 

and their impact. 

• Understanding the public awareness and experiences of career development 

activities.  

• Mapping the outcomes of career guidance and how these meet public policy 

goals. 

• Consideration of alternatives to Royal Chartership which could achieve similar 

goals.  

It is likely that this research agenda is too much for one organisation to bear and 

therefore a cross sectoral approach should be established to audit existing research 

and identify gaps and allocate responsibility for conducting research to support the 

interests of the sector as whole and to expedite the development of a petition to the 

Privy Council for a Royal Charter for the career development sector. 

And finally 

One of the questions posed by some participants in the research was ‘what problem 

does the CDI see as existing that a Royal Charter would solve?’ There was no 

specific purpose in re-opening this discussion other than as a scoping exercise and 

research to provide an evidence base for strategic decision making, however, the 

research has highlighted several outcomes which a successful petition for a Royal 

Charter would achieve which could be seen as resolving some longstanding 

problems for the sector.  

 

For the public, a successful petition would also raise the understanding of what 

constitutes quality in the services which they seek out for life-long decision making  

 



 

 

about life, learning and work.  

 

For practitioners, a successful petition would improve the status of the career 

development profession and those that work within it. This would in turn raise the 

value of the profession in governments’, policy makers’ and the public’s  

consciousness. The CDI captures the values of career development practitioners 

when they note that 

“Being a career development professional and helping people to maximise 

their human and social capital and make the most of the transitions 

throughout their working lives is a privilege” (CDI 2021: P2) 

This altruism has long gone unrecognised, and a Royal Charter would help connect 

and recognise the work of hardworking and dedicated practitioners to the important 

national and local policy objectives of improving economic and social outcomes of 

the population.  

 

For the sector, a successful petition would result in consistency in the standards of 

qualification and practice, values and quality assurance across the UK-wide career 

development sector and would ensure transferability of knowledge and skills across 

the Home Nations and across different parts of the sector.  

 

The overall message from this research is very positive. Practitioners across the 

sector support the idea of the CDI leading a petition to the Privy Council for a Royal 

Charter for the sector. This is not without challenge and the sector needs to come 

together to speak with one voice on behalf of their members and to align some 

organisational policies and practices. It is suggested by the research that, if this can 

be achieved, the users of career development services, practitioners and those who 

employ them will benefit.  

 



 

 

Recommendations  

The following recommendations have merged from the research and relate 

specifically to the preparation for making a successful petition to the Privy Council for 

a Royal Charter and not for the career development sector more widely. The 

recommendations have been grouped under the following headings: 

• Actions specifically for the CDI  

• Actions for the professional associations representing and supporting career 

development practitioners to take. 

Actions specifically for the CDI 

Once the CDI Board has considered the evidence and arguments set out in this 

research, a decision will need to be taken about whether to continue to explore the 

potential for a Royal charter and to agree a way forward. Following a positive 

outcome to this discussion, there are two immediate actions: 

• Undertake research to understand the views of the current process for 

becoming and maintaining registered career development practitioner status. 

• Draw together a strategy group with the specific purposes of collaborating on 

a plan to prepare for and complete a petition to the Privy Council for a Royal 

Charter on behalf of the UK career development sector.  

Actions for all professional associations and associated stakeholders  

Each stakeholder organisation will need to discuss the outcomes of this research 

and determine a response. Following this, they will wish to consider the extent to 

which they wish to be involved in some or all of the following actions: 

• Undertake research to determine some consensus about job titles and how 

these might align to a new framework of individual chartership  

• Agree a communications plan across all sector organisations to elaborate and 

promote the advantages of a Royal Charter in an evidenced manner to 

everyone working in the sector.  

• Develop a clear picture across the UK of the academic levels of those 

practicing in career development. 

• Undertake research to map the outcomes and impact of career development 

activities on the public policy agenda. 



 

 

• Set out a joint programme of research to support the evidence base for a 

Royal Charter. This should include research into the following 

o A mapping exercise to understand the recognition of career 

development practitioners’ competence in other national contexts. 

o An analysis of the work of private career development practitioners to 

understand the numbers involved and their existing relevant  

qualifications, experiences and areas of the sector in which they work.  

o An analysis of the qualifications of those operating as career 

development practitioners 

o Research to explore the media’s understanding of career development 

activities and their impact 

o Research to understand the public awareness and experiences of 

career development activities.  

o Consideration of alternatives to Royal Chartership which could achieve 

similar goals.  
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A note on the terms used within this report. 

The field of career development uses many terms to describe the activities and 

interventions associated with helping people plan for the future. In writing this report, 

and to bring clarity, the authors use the following terms:  

 

Career refers primarily to the sequence and variety of work roles, paid or unpaid, 

that individuals undertake throughout their lives; but it is also the construct which 

enables individuals to make sense of valued work opportunities and how their work 

roles relate to their wider life roles. (Career Development Institute 2022). 

 

Career guidance is an umbrella term which describes a range of activities which 

support people to make and implement career decisions. UDACE produced a list of 

seven activities (Unit for the Development of Adult Continuing Education, 1986) to 

help define guidance including information; advice; coaching; education: 

 

Careers education is the delivery of learning about careers as part of the 

curriculum. Careers education is often closely related to work-experience and other 

forms of work-related learning (Business, Innovation and Skills and Education 

Committees Sub-Committee on Education, Skills and the Economy 2016). 

 

Careers information is the provision of information and resources about courses, 

occupations and career paths (Business, Innovation and Skills and Education 

Committees Sub-Committee on Education, Skills and the Economy 2016). 

 

Careers advice is more in-depth explanation of information and how to access and 

use information (Business, Innovation and Skills and Education Committees Sub-

Committee on Education, Skills and the Economy 2016).  

 

Career coaching is one of a series of collaborative conversations with a trained 

professional who operates within an ethical code. The process is grounded in 

evidence-based coaching approaches, incorporating theories and tools, and career   



 

 

theory and aims to lead to a positive outcome for the client regarding their career 

decision, work and/or personal fulfilment. (Yates 2011) 

 

Personal career guidance is a process which enables individuals to consider their 

circumstances, values and aspirations; confront any challenges; resolve any 

conflicts; build resilience and confidence; develop new perspectives; justify their 

thinking and reach a decision in the light of relevant career and labour market 

information (CDI 2017)  
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Introduction 
This document sets out the findings of the second stage of research undertaken by 

the International Centre for Guidance Studies (iCeGS) at the University of Derby for 

the Career Development Institute (CDI). It builds on the first phase of scoping 

research set out in an unpublished report to the CDI Board and in an article in 

Career Matters (Moore, 2021). The CDI wishes to understand the implication and 

views of all those involved in the field of career development (for ease, referred to 

throughout this report as ‘the sector’) about chartered status. The idea of career 

development becoming a chartered profession is not new and prior to 1989, a 

previous President of the Institute for Career Guidance (Terry Collins) conducted 

research into the potential of petitioning for a Royal Charter. Whilst Terry has been 

unable to contribute directly to this research, he was able to set the context for this 

research. In an email to Avril Hannon, current Chair of the Professional Standards 

Committee, Terry provided this response by email. 

“Done properly, the practice of career guidance should also be considered a 

‘profession’. The characteristics of a recognised professional body in this country 

were/are: 

• Gaining and keeping a necessary high level of skill and knowledge which 

could harm the well-being of clients if absent. 

• A governing body made responsible for professional training and 

assessing competence. 

• A code of ethical practice which all practitioners must observe. 

• A complaints procedure and applying sanctions on evidence of bad 

practise. 

• The maintenance of a Register of qualified practitioners. 

 

And thus, access to that Register is based on more than just personal interest, 

experience of helping, or who one happens to be employed by. The professional 

body is independent and accountable to the public at large. 
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Many colleagues of the ICG and other associations found this form of associating 

to be unnecessarily ‘elitist’. Thus, some of these requirements were adopted over 

the years into the CDI but not all of them. We have a hybrid”.  

Terry Collins, Past President of the Institute for Career Guidance, 1988-1989  

 

When the ICG were considering this move, there were many organisations operating 

within the field including those representing adult guidance practitioners, those 

working in schools and those working in private practice. In 2010, the government 

sponsored body, The Careers Profession Task Force was tasked with providing a 

vision for high-quality delivery of career development for young people. They made 

recommendations on the actions needed to develop the field of career guidance in 

England to ensure they had the capability to make well informed decisions about the 

future. (Careers Profession Task Force 2010). Whilst helpful in addressing some of 

the issues faced by the profession in England, the recommendations were not UK  

wide, did not recognise the growing interest internationally about the quality 

standards of professionals operating in the field and focussed largely on the career 

development needs of young people. Commenting on the outcomes of the Task 

Force, the Deputy Chair noted how complex the provision of career development 

services were. They noted 

“More than once, our chair depicted the career domain as tentacular i.e. 

having the nature of tentacles.  This workforce, our workforce does indeed 

have a sprawling footprint, with various degrees of occupational identity and 

commitment”. 

Mulvey, R (2011: P6) 

The report made a recommendation for the establishment of an overarching 

professional body, a professional register, new qualification levels and common 

professional standards (The Careers Profession Task Force. 2010). The Careers 

Profession Alliance (CPA) and then the Career Development Institute (CDI), 

launched in April 2013. The organisation comprised several organisations: 
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• The Association of Careers Education and Guidance,  

• The Institute of Career Guidance,   

• The Association of Careers Professionals International (ACPI); and, 

• The National Association for Educational Guidance for Adults (NAEGA) 

The CDI has worked to help the sector to be stronger and more cohesive by 

addressing these recommendations, made by the Careers Profession Task Force, 

which were also relevant for all parts of the sector and across the UK. Whilst the CDI 

provides a somewhat unified voice for those working in the field, it is not the only 

body working to support those working in the sector. The Association of Graduate 

Careers Advisory Services (AGCAS) remained a separate body. AGCAS has 

organisational or ‘service’ membership for organisations offering higher education 

programmes in the UK and beyond.  Further to this, there are bodies such as the 

Chartered Institute of Personnel and Development (CIPD) who contribute to the 

discourse on career development and the Institute of Employability Professionals 

(IEP) whose work focuses on employability in the UK and the Republic of Ireland. 

Careers England represent the employers of career development professionals and 

Unison has a specialist group which represents the interests of those working in 

publicly funded career development services.  

 

In summary, support to those working in career development remains complex. The 

voices of practitioners are not systematically and coherently represented, standards 

of practice differ and there is a lack of consistency in the way practitioners and those 

who employ them describe their roles and remunerate accordingly. This is a regular 

topic for discussion in social media and whilst this research does not attempt to 

explore this particularly phenomenon, it does serve as a useful context to the 

potential benefits, motivators, barriers and detractors of becoming a chartered 

profession.  

 

Further information to the background and rationale can be found in the Career 

Matters article ‘Should Career Development be a Chartered Profession’? (Moore 

2021) 
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The outcomes of this second phase of the project are of interest to all working to 

support people to make and implement decisions about life, learning and work no 

matter what age or stage of life they might be at. Professional standards, training 

and ethics, clarity of vision and purpose, accountability processes and a raised 

awareness of the support and services provided by anyone working in the sector 

should be of importance to all and are as true now if not more so as they were in the 

early 1980’s. The COVID pandemic has taught us that the nature of work can 

change dramatically and the need for a publicly understood and recognised 

profession to support those who are transitioning is more important now than ever. 
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Project context  
The provision of support for people across the UK who are making and implementing 

decisions about life, learning and work is a complex one.  The responsibility for this 

area of policy is a devolved one and each of the four nations which comprise the UK 

have different approaches. This section provides an overview of the UK wide support 

for career development and the differences and similarities between the delivery of 

career development services in each of the home nations. It also considers some of 

the contemporary issues relating to the delivery of career development services 

across the UK.  

UK wide support 

In February 2022, the UK Government published its Levelling Up White Paper (HM 

Government 2022). This document set out a vision for a more socially equitable 

society.  The paper notes that  

“Levelling up means giving everyone the opportunity to flourish. It means 

people everywhere living longer and more fulfilling lives and benefitting from 

sustained rises in living standards and well-being”. (HM Government, 2022 

P12) 

The authors go on to note that the vision will only be achieved through the 

investment in and development of six ‘capitals’. Amongst these are human capital 

which is defined as the skills, health and experience of the workforce, a clear link to 

career development and one for which the career development practitioners are well 

placed to support. The Prime Minister has appointed a ‘Levelling Up Minister’ to 

oversee the implementation and realisation of this vision. Further to this, the All-Party 

Parliamentary Group (APPG) for Skills, Careers & Employment is a coalition of UK 

Parliamentarians from all parties and seeks to raise the profile and status of skills 

and employment policy in the UK and exists to help parliamentarians fully engage 

with education, skills and careers policy.  

 

The Career Development Policy Group (CDPG) brings together a range of  

organisations who believe that it is essential that citizens have an opportunity to 

access support in their careers. The group works to raise the profile of career   
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development support and inform Government policies and initiatives. The CDPG has 

membership of the APPG. Although this group has the potential to be UK wide, its 

recent attention has focused on career development policy in England. It launched 

the need for a Career Guidance Guarantee in October 2021 which supports the 

vision that “England should develop its existing career guidance system and give its 

citizens a career guidance guarantee” (CDPG P1). 

Policy and models for the delivery of career development  

The delivery of career development support is complex and different in each of the 

Home Nations.  

 

In Scotland, the predominant delivery organisation is the national skills agency, 

Skills Development Scotland (SDS) who provide all-age career development support 

through their work in schools, colleges, and community settings. The Scottish 

Government published a careers strategy in 2020 (Scottish Government 2020a) 

which highlights the role that career development services in Scotland can play in 

helping to address future skills demands and deliver inclusive growth. The Careers 

Strategy highlights the following overarching aims and principles. 

• A national model for career development services with shared principles 

adopted across education, training and employability services for young 

people and adults. 

• A focus on strengthening collaborative partnerships and working more closely 

with target groups to co-create career development services designed to meet 

the needs of young people and adults. 

• A sharing of knowledge and expertise in professional development for the 

career development workforce, quality assurance, and improved outcomes, 

and  

• A pan-sectoral leadership body focused on all-age career development 

provision and continuous improvement.  

 
These shared high-level principles and ambitions for those delivering career services 

are designed to ensure that every individual in Scotland has access to high quality 

and beneficial career development services. The main goal is for a fully aligned   
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lifelong careers system so that the public can fulfil their potential. The service is  

delivered by Skills Development Scotland (SDS) which has career development 

practitioners in every state secondary school in Scotland. SDS published a Career 

Management Skills framework in (Skills Development Scotland, 2012). SDS has 

recently undertaken a comprehensive Career Review which resulted in ten 

recommendations aimed at delivering the Scottish Government’s Careers Strategy 

(SDS 2022)  

 

For those not in school, including adults, there are centres in every local authority 

area throughout Scotland, in addition to an online presence and a telephone 

helpline. There are no statutory duties for higher education establishments to provide 

career development services. All providers of higher education have their own 

careers service, staffed by appropriately trained professionals. SDS provides an 

online career development programme ‘My World of Work’ which supports learners  

from age 11-19 and beyond.   

 

Information and advice services for adults who are involved in the welfare system 

are provided by the Department of Work and Pensions through Jobcentre Plus.  

 

In Wales, career development services are offered to school and further education 

students, young people not undertaking an educational course, as well as adults. 

Currently, these services are mainly being delivered through the Welsh government 

funded organisation, Careers Wales. Careers Wales services include the following. 

• Work with schools, colleges and a range of other agencies and organisations 

to support young people’s progression through education into further learning 

or employment. 

• Support for 16- to 18-year-olds to ensure progression, including the young 

unemployed 16- and 17-year-olds. 

• Support for adults facing redundancy or who have been made redundant. 

• Assistance for unemployed adults aged 25 plus through the Skills Gateway. 
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Careers and work-related experiences are a cross cutting curriculum theme set out 

by the Welsh Government. 

 

Career guidance for adult learners is available in local communities, high street 

centres and online. The new Working Wales initiative involves Careers Wales 

working closely with local community and national partners, including the  

Department for Work and Pensions (DWP), where individuals will be case loaded 

and offered support with career coaching and employability for as long as needed, 

by trained and qualified career development practitioners 

 

Information and advice services for adults who are involved in the welfare system 

are provided by the Department of Work and Pensions through Jobcentre Plus. 

 

In Northern Ireland, the Northern Ireland Careers Service is delivered by the Civil 

Service jointly by the Department for Education which is responsible for careers 

education and the Department for Economy which provides an all-age career 

guidance service to promote employment, education and training opportunities. 

Career development practitioners operate throughout Northern Ireland from a variety 

of publicly funded centres (Job Centres, Jobs and Benefits Offices and stand-alone 

careers offices) and also work with careers teachers in schools and further education 

colleges to provide advice and guidance to pupils from 14 to 19.  In Northern Ireland, 

careers education is a statutory area of learning in the common curriculum for all 

grant-aided post-primary schools. In addition, further education colleges and higher 

education institutions also offer careers guidance to their students. The Northern 

Ireland policy for career guidance is set out in a strategy for career guidance 2015-

2020 (Department of Education and The Department for Employment and Learning, 

2015). The document includes an aim for the development of an accountability and 

quality assurance framework to ensure the delivery of impartial careers guidance 

The Northern Ireland Department for the Economy published the Skills Strategy for 

Northern Ireland (2022). Higher education institutions in Northern Ireland are  

autonomous organisations and make their own arrangement for the delivery of 

career development services. 
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Information and advice services for adults who are involved in the welfare system 

are provided by the Department for the Economy employment and skills through  

Jobs and Benefits Offices.   

 

In England the Government’s industrial strategy (2017) identifies career 

development as a mechanism contributing to  

• reskilling people,  

• increasing productivity,  

• addressing social mobility,  

• attracting people to STEM careers,  

• encouraging people to remain in the workforce for longer, and  

• the establishment of technical/vocational qualifications and apprenticeship as 

viable alternatives to traditional higher education.  

The strategy also referred to careers work that focuses on the importance of 

individuals being able to develop career plans, specifically older workers and those 

at risk of their jobs becoming automated. The Industrial strategy led to a Careers 

Strategy (2017) which was released later that year, but it expired in December 2020 

and is yet to be replaced. The Careers Strategy brought together career education, 

information, advice and guidance policy for young people and adults collectively 

within the Department for Education and within the portfolio of a single Minister of 

State for Apprenticeships and Skills. The Gatsby benchmarks (The Gatsby 

Charitable Organisation, 2014) have become a mainstay of career development in 

schools and colleges and form a significant element of the Department for 

Education’s statutory guidance (DfE 2022). The Careers & Enterprise Company 

(CEC) is a government funded body, charged with supporting schools and colleges 

to improve their programmes of career development using the Gatsby benchmarks 

as a basis for the continuing professional development and support through a 

network of enterprise coordinators and advisers and through career hubs. These 

bodies bring together organisations (schools, colleges and employers and other 

stakeholders) in a focused and coordinated way to support high quality career 

development activities.  The CEC provides a Future Skills questionnaire which helps 

learners, schools and colleges to monitor the career readiness of their learners.  
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Due to stratification of services in England which address the needs of young people 

and adults differently, there is no one single body with overall responsibility. The 

National Careers Service is the publicly funded careers service for adults and young 

people (aged 13 or over) in England. It was launched in 2012 and brought together  

some of the elements of the previous career development services (Connexions and 

Next Step). It provides career development support online, by telephone, and face to 

face (for people aged 19 and over and focused on defined priority groups). It is 

delivered through commissioned contracts from the Department of Education and 

services are funded through a payment by results model.  A lack of continuity 

between services for young people and adults results in a complex landscape in 

England, resulting in a greater level of fragmentation.  

 

Direct delivery organisations exist to provide services through contracting 

arrangements to a range of organisations including schools, colleges and community 

settings. Some organisations such as schools and colleges employ their own career 

development practitioners. In some schools and colleges, self-employed careers 

advisers are contracted by the organisation. Career development support for young 

people with special educational needs and disabilities (SEND) is delivered through 

an education, health and care (EHC) plan. Local authorities must support the 

transition of young people with SEND and are mandated to review the plans at age 

13-14 to ensure that there is specific attention given to the support requirements for 

transition from school to further or higher education.  

 

Information and advice services for adults who are involved in the welfare system 

are provided by the Department of Work and Pensions through Jobcentre Plus 

whose staff are not generally required to have career development qualifications  

 

Careers England is a trade association for organisations involved in the provision of 

career development services to clients of all ages. 

Professionals versus professionalism 

In 2010, the seminal work ‘Towards a Strong Careers Profession’ (Careers 

Profession Task Force 2010) noted that career development practitioners are a wide   
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community working across a range of contexts and settings and represented by a 

number of different professional associations.  The report noted that it was difficult to 

identify one ‘careers profession’ and that this meant different things to different  

people. The task force concluded that “this community of practice is not yet fully a 

profession. If it is, it is only weakly professionalised.” (Careers Profession Task 

Force. 2010: P9). 

 

Hooley, Johnson and Neary (2015) describe the terms profession and  

professionalism as difficult to define. They suggest that the terms are often defined 

by a set of attributes, knowledge and skills used within a set of recognisable  

professional practices. They acknowledge that it is often in the public interest to 

regulate the roles of certain professional groups and that this is usually done through 

professional associations.  The career development sector is not universally 

regulated although attempts are made by the CDI through the register of career  

development professionals. It is not mandatory to belong to the register in order to 

practise though the DfE statutory guidance does recommend that schools and 

colleges recruit qualified careers advisers from the Register.  

 

The Australian Council of Professions is helpful in clarifying our understanding of the 

differences as they define terms associated with how people operate in their work 

roles. They describe a profession as a  

“disciplined group of individuals who adhere to ethical standards and who hold 

themselves out as, and are accepted by the public as possessing special 

knowledge and skills in a widely recognised body of learning derived from 

research, education and training at a high level, and who are prepared to 

apply this knowledge and exercise these skills in the interest of others”.  

They state that inherent in a profession is a code of ethics which governs the  

behaviour and practices of those working in the profession and that this defines the 

high standards required. They suggest that governments understand and value 

professions as contributors to a stronger society. They describe the term 

‘professional’ as being broadly applied to individuals who derive their income from 

special interests or skills such as professional sport competitor.   



12 
 

 

They do however differentiate between professionals working both within and 

outside a profession.  Within the context of a profession, a professional is someone 

who is governed by a  

moral code and specialist knowledge or skills. They define a professional as 

someone who is 

“governed by codes of ethics and profess commitment to competence, 

integrity and morality, altruism and the promotion of the public good within 

their expert domain. Professionals are accountable to those they serve and to 

society”. 

 

Finally, they explain professionalism as the beliefs held by individuals about their 

own performance as a member of a profession. They suggest that this can be linked 

to a code of practice.  

 

The CDI suggest there is a difference between being a professional and acting 

professionally and distinguishes between these two terms. They note that  

“Being a career development professional and helping people to maximise 

their human and social capital and make the most of the transitions 

throughout their working lives is a privilege. To be able to do this effectively 

requires professional training and the ongoing maintenance and development 

of skills and knowledge throughout the career development professional’s 

career”. (CDI 2021: P2)  

And that 

“All of this is underpinned by professionalism: adopting professional values 

and ethical standards in all practice roles, developing and regulating 

relationships appropriately, engaging in continuous learning and critical 

thinking and advocating for the profession”. (CDI 2021: P2)  

The CDI website (n.d) makes explicit the qualifications required for different levels of 

career practice. They suggest that anyone operating within a professional role within 

the career development sector will need relevant training and set the level for 

training for these roles at level 6 (SCQF 11) and above. The CDI differentiate those 

providing first contact or support as practitioners, from those providing more in-depth   
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support and as researchers, specialists, or managers as professionals.   

 

In 2010, the Career Profession Task Force set out several recommendations to 

support the development of a strong careers profession. The report recommended 

the establishment of a register or practitioners. This was established by the Careers  

Profession Alliance (CPA) which subsequently became the CDI. The register was 

launched in 2013 after the CPA set out the principles of a new professional register 

(CPA 2012). The CPA reiterated its purpose to “bring together the professional 

bodies engaged in career development in the UK to create a careers profession  

comparable to other Chartered professions, both in public standing and in the rigour 

of its supervision of members” (2012 p2).  

 

Neary and Johnson (2015) explore the need to maintain standards of practice 

beyond initial training through a programme of continuous professional development.  

The CDI maintains a register of career development professionals for its members. 

The CDI describes the UK Register of Career Development Professionals as a single 

national ‘point of reference’ for ensuring and promoting the professional status of 

career practitioners from ‘across the whole sector’. The register currently recognises 

the professional qualifications (minimum of 60 credits at QCF Level 6/SCQF level 

11) held by practitioners, ensures adherence to the CDI code of ethics and demands 

25 hours per year of continuing professional development which needs to be 

recorded in an online log. The CDI also hosts a directory of careers leaders which 

contains the names of individuals with a minimum of a level 6 award in careers 

education and or leadership at 20 credits of learning. They too need to abide by the 

Code of Ethics and undertake 25 hours of continuous professional  

development (CPD) per year.  

 

Neary (2014) notes that there is a plethora of job titles for those working in the career 

development sector which reflect the realities of the tasks and activities that 

practitioners are asked to do and that this hinders an overarching sense of 

professional identity. 

 

The Network for Innovation in Career Guidance and Counselling in Europe (NICE) 

sets out European standards for the training of career development practitioners  
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(NICE, 2016). NICE identify five professional roles for those operating within the 

career development sector. These equate to the CDI’s professional roles identified in 

the Blueprint of Learning Outcomes for Professional Roles (CDI 2021) and form the 

basis of the Qualification in Career Development (QCD) which is a postgraduate 

award managed by the CDI for those wishing to operate in all the five NICE roles.  

The NICE professional roles for career development practitioners 

 

Career Counselling describes the professional role of career practitioners to 

support people in making sense of the situations they are experiencing, working 

through issues towards solutions, making difficult career decisions, and realising 

personal change.  

Career Education describes the professional role of career practitioners to support 

people in developing their career management competences, i.e. the competences, 

which they need for career-related learning and development.  

Career Assessment & Information describes the professional role of career 

practitioners to support people in attaining relevant information about themselves 

(e.g. their interests, talents and competences), the labour market, and educational or 

vocational options – depending on their individual information needs.  

Social Systems Interventions describes the professional role of career 

practitioners to support people and organisations in designing and developing 

adequate career pathways.  

Career Service Management describes the professional role of career practitioners 

to manage and assure the quality of their work. 

NICE (2016: P38-39) 

 

Allan and Moffett (2016) use the four stages of competence development, first 

described by Broadwell (1969) to formulate a new way of thinking about an 

individual’s professional learning journey from novice through to expert. These 

stages are Novice, Advanced Beginner, Competent, Proficient and Expert. They 

conclude by highlighting that most newly qualified practitioners in their research  
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 could differentiate between competence and professionalism with most of their  

participants suggesting that professionalism was more than competence. This 

suggests that any framework of recognition which may include individual chartered  

status may need to reflect the full range of practitioners’ abilities to perform their role. 

Professional support for those involved in career development provision 

Professional support for those working in the career development sector is 

predominantly provided through four organisations.  

 

The Career Development Institute (CDI) is the UK wide professional association 

for all those working in career development roles. Their membership covers careers 

advisers, career educators, career leaders, career coaches and talent managers as 

well as those working in supporting, administrative, research and managerial roles in 

the sector. Although predominantly a UK organisation, they offer services to an 

international audience. 

 

They also offer organisational membership and manage a quality award for 

resources. They have a code of ethics and publish the Register of Career 

Development Professionals. The CDI also publishes a quarterly membership 

magazine and have an extensive programme of continuing professional 

development (CPD). The CDI award the Qualification in Career Development (QCD) 

which is the postgraduate professional qualification for any individual working in a 

variety of career development settings. The CDI offers a range of accredited and 

non-accredited training for different career development roles, including level 4 and 

level 6 courses. The organisation awards fellowships to those who have made a 

significant contribution to the sector. They own the Career Development Framework 

for schools and colleges (11-19 years) (CDI 2021a) as well as for primary schools 

(CDI 2021b). They also act as the “enabling host legal entity” for the DfE Grant 

Funding Agreement and provide an accountancy service to  

the Quality in Careers Standard Consortium for their accounts and have two places 

on their Board. 
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The Association of Graduate Careers and Advisory Services (AGCAS): In all the 

UK Home Nations, universities are autonomous and responsible for organising their 

own provision of career development services. There are no statutory requirements 

relating to the provision of careers development services in higher education as this 

is a matter for individual higher education institutions (HEIs) to determine. 

Universities have their own careers service, staffed by appropriately  

trained professionals and these are supported by AGCAS which is a UK wide body 

whose membership comprises Universities and other higher education providers. 

Although the majority of Higher Education Careers Services in the UK are members 

of AGCAS there are some who are not. If the careers service does however join, 

then all staff of the careers service are automatically members. It has a code of 

ethics and offers a publication for members as well as a training offer. AGCAS 

provides a service members quality standard (The Association of Graduate  

Careers and Advisory Services n.d) and a work experience standard (The  

Association of Graduate Careers and Advisory Services n.d) to guide support for 

higher education students work experience.   

 

The Institute for Employability Professionals (IEP) is the UK wide membership 

body for practitioners who support others to gain work, progress in work and retain 

work.  Members work in a variety of venues including through government’s welfare 

and employment support services. They offer fellowships which recognise 

individuals’ contribution to the sector. The IEP offer a programme of courses and a 

Level 3 non-regulated qualification for employability professionals.  

 

The Chartered Institute for Personnel and Development (CIPD) are the 

professional body for those working in human resources and people development. 

Although predominantly a UK wide body, they offer services to an international 

audience.  They have a code of professional conduct and quality standards. They 

offer a framework of professional qualifications offered through universities but 

accredited by the CIPD.   

 

Support for career coaches: There is no one specific body which supports career 

coaches. Career Coaches are often included as a subset of broader groups of those 

delivering coaching services in a range of settings. The Association for Coaching  
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 (AfC) is an international organisation operating in over 80 countries. They provide 

accreditation through non-regulated qualifications and have a Code of Ethics and a 

Competency framework. The European Mentoring and Coaching Council (EMCC) 

also provide accreditation through non-regulated qualifications and have a Code of 

Ethics and a Competency framework. 

Quality standards for career development 

In England, there is now a single national quality award for career development in 

schools and college.  The Quality in Careers Standard is owned by the Quality in 

Careers Consortium, which has appointed a Consortium Board to oversee its  

implementation including setting the national criteria in England for assessment and 

accreditation of schools, colleges, and work-based learning providers. Whilst seeking  

accreditation through Quality in Careers is voluntary, schools in England  

are recommended to secure accreditation by the Department for Education in its  

Statutory Guidance as set out in the July 2021 edition and revised in September 

2022. 

 

Ofsted (in England) has placed increased emphasis on the inspection of career 

development in schools and colleges in its Education Inspection Framework (EIF). In 

2014, the Gatsby Charitable organisation published eight benchmarks of good 

career guidance (The Gatsby Charitable Organisation 2014). These were evidenced 

based standards for the delivery of career development activities in schools and 

colleges (11-19 years). The benchmarks are based on international good practise. 

The benchmarks outline the processes and practices needed for good and impactful 

career development but do not determine the curriculum content of programmes and 

outline eight areas of delivery. The Gatsby benchmarks have been adopted by the 

government for the English education system and feature in the statutory guidance 

for career guidance in schools and colleges (DfE, 2022). The benchmarks have 

attracted international interest but are not part of the quality standards and 

requirements for any of the other Home Nations other than England but can be  

applied if people or organisations wish to use these to inform their programmes.  
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The Welsh Government provides a national framework for Careers and Work-related 

experiences, which they describe as a cross cutting theme. There is statutory 

guidance for this area of the curriculum. They have produced a toolkit to support 

practitioners (The Welsh Government/ Addsyg Cymry 2022). In Wales there was a 

single, national award provided by Careers Wales, The Careers Wales Mark which 

became obsolete in 2021. Work is now being undertaken to develop a new award  

which will recognise a commitment to continuous improvement in the delivery of the 

Careers and Work-related Experiences curriculum.  

 

The Scottish Government (2020) have a careers strategy which highlights the role 

that career education, information, advice, and guidance (CIAG) services in Scotland 

can play in helping to address future skills demands and deliver inclusive growth.  

Skills Development Scotland (2022) has undertaken a Careers Review which makes 

recommendations for all stakeholders to help deliver this vision.  The review  

notes the changing context (for example, the Covid 19 pandemic, the climate 

emergency, and the evolving nature of work) for career development since the 

development of the Careers Strategy.  Currently in Scotland, there are no quality 

awards for career development in schools and colleges but, under the Scottish 

Government’s strategy, a standard for careers education (3-18) and a standard for 

work experience, have been established (Education Scotland 2015). It is anticipated 

that Education Scotland will inspect primary and secondary schools against these 

Standards.  

 

Similarly, in Northern Ireland there are no separate quality awards for career 

development, but schools and colleges can choose to seek accreditation for one of 

the Licensed Awarding Bodies for Quality in Careers in England.  

 

The matrix Standard is the UK-wide quality standard for organisations, including sole 

traders, providing information, advice and guidance on learning and work. Matrix 

accreditation is a requirement for all those receiving public funding for the provision  

of careers information, advice and guidance. As such colleges and National Careers 

Service are required to achieve the Standard.  
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Occupational standards and qualifications 

The CDI was the original custodian of the National Occupational Standards (NOS) 

for career development. In 2021 the National Occupational Standards: Career 

Development were revised by Community Learning and Development (CLD) 

Scotland following consultation with employers and stakeholders from across the 

sector and the four nations. They are used to describe the knowledge and skills  

required to perform all of the roles at any level across the sector. They form the basis 

of the Career Development Sector Progression Pathway (The Career Development 

Institute, 2015) document. The Career pathways document recognises several levels 

of practice and makes suggestions for qualification levels for each. These are 

• First Contact - QCF Level 3/SCQF 6; 

• Support - QCF Level 4/SCQF 8/7 for the Support Roles; 

• Practitioner/Specialist Practitioner/Research and Technical /Specialist Role- 

QCF Level 6+/SCQF Level 11/ICCI Certification. 

• Manager and Senior Manager - QCF Level 6+/SCQF Level 11/Experience 

 

The NOS have been adopted in each of the Home Nations other than England who 

use the Higher Apprenticeship: Career Development Professional Standard to 

underpin the knowledge, skills and behaviours required for practice. 

 

In England, statutory guidance (DfE 2022) recommends that young people should 

receive personal career guidance from suitably qualified people and states that this 

should be at a minimum of level 6 (SQF Level 11). Whilst not a statutory 

requirement, career development practitioners working for the Northern Ireland Civil  

Service are required to have a minimum of a level 6 (SQCF 11) qualification and all 

these practitioners are members of the CDI. Some practitioners have the QCD 

however, Northern Ireland does not have its own delivery centre for this qualification.  

 

In Scotland, there are no statutory requirements however, career development 

practitioners employed by SDS are required to have a SCQF Level 11  

(postgraduate) qualification and the CDI awarded Qualification in Career  
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 Development. The level of qualification required by those working outside SDS is 

determined by the employer.  

 

All career development practitioners employed by Careers Wales are qualified to a 

minimum of level 6 (SQCF 11) and all are on the CDI UK Register of Career 

Development Professionals.  

 

There are no statutory requirements set out for minimum levels of qualification for 

those practising in universities or other higher education providers, or for those 

practising as employability professionals in any of the UK Home Nations. However, 

there is an expectation that practitioners are suitably qualified to deliver their roles.  

Summary 

The provision of career development services is a devolved responsibility in the UK.  

Each of the four home nations has their own policy on career development services.  

Some countries have explicit career development strategies and in England there is 

statutory guidance underpinning the delivery of career development services in 

schools in colleges. In all the Home Nations, the delivery of career development 

services in universities is not governed by legislation and each HEI has its own 

approach. AGCAS supports universities across the UK.  

 

There is a different approach to guidance on the level of qualifications required to 

practise. In Scotland, practitioners are required to be qualified at postgraduate level 

whereas in England statutory guidance recommends that practitioners working with 

young people in schools and colleges have a minimum of a level 6 qualification in 

career development.  In both Wales and Northern Ireland, practitioners are expected 

to have a minimum of a level 6 qualification (SQCF 11) to practice. Practitioners 

working across the UK are supported by several professional associations. The 

Career Development Institute supports practitioners in all parts of the sector 

irrespective of their qualification.    

 

The pattern of employment of career development practitioners varies by Home  

Nation. In Scotland, SDS employs and supports career development practitioners   
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working in all parts of the sector other than in higher education, private practice and 

in private schools. This latter group of practitioners are supported by AGCAS who 

also support practitioners in HEI’s in England, Wales and Northern Ireland.  In 

Wales, practitioners are also employed by a large employer, Careers Wales. 

Practitioners in Northern Ireland are employed by the Civil Service.  In England, the 

picture of who employs career development practitioners is complex. The 

responsibility for delivering career guidance to young people is devolved to individual 

organisations. Some practitioners are employed by careers companies who supply 

career development services to organisations such as schools and colleges. Some 

are employed by organisations who are commissioned to deliver the National 

Careers Service contracts. Some schools and colleges employ their own 

practitioners.  Other practitioners work as sole traders and are commissioned by 

schools, colleges, and other organisations to deliver support to their learners.  

 

All the UK Home Nations have online access to career development services which 

represent an all-age career development provision.  In England for example, the 

National Careers Service provides an online portal through which much of its 

services (other than face to face interventions for adults) are delivered. Careers 

Wales and Skills Development Scotland provide support for lifelong career 

development through their portals. In Northern Ireland the Northern Ireland Direct  

services provide an online portal for all age career services which also includes a 

self-referral process for face-to-face personal career guidance. 

 

The following table summarises and demonstrates the complexity of career 

development delivery models and support across the UK. 
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Table 1: Summary of career development delivery models across the UK 

Activity or 

requirement  

Scotland Wales  Northern 

Ireland  

England  

National delivery 

organisation  

Skills 

Development 

Scotland 

Careers Wales  Northern 

Ireland Civil 

Service  

No one delivery body. 

NCS provides universal 

support, but personal 

guidance is targeted. 

Responsibility for young 

people’s guidance is 

devolved to individual 

learning organisations. 

Age or stage  All age All age All age  Differentiated service by 

need and age. The 

National Careers Service 

provides a website and 

access to online 

guidance for all  

Quality standards 

and awards  

Yes Career Wales 

Mark  

No Gatsby benchmarks 

Quality in Careers 

Standard, matrix  

Inspection and 

accountability 

Yes, through 

Education 

Scotland  

Yes, through 

Estyn 

Yes through 

the Education 

and Training 

Inspectorate  

Yes, through OfSTED 

Online programmes 

and activities  

World of Work 

programme 

Career Match 

Quiz  

No Future Skills 

questionnaire offered by 

CEC  

Curriculum 

framework for 

schools and 

colleges 

Career 

Management 

Skills 

Framework  

Cross cutting 

curriculum 

theme  

No The CDI’s Career 

Development Framework 

Statutory guidance 

or requirements  

No No Yes   Statutory guidance set 

out by the Department 

for Education  

Level of 

qualification 

required for those 

practising publicly 

funded career 

development 

services.  

Postgraduate  Graduate or 

postgraduate 

Graduate or 

postgraduate 

Below graduate level for 

some NCS practitioners 

and those working In Job 

Centres Graduate or 

postgraduate. Graduate 

level is recommended for 

those operating in 

schools and colleges. 
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Research approach and methodology 

Research approach 

In June 2021, iCeGS presented the outcomes of scoping research around the 

potential benefits and detractors for becoming a chartered body (Moore, Neary, 

Clarke and Blake n.p.). The research was inconclusive in terms of the extent to 

which stakeholders would embrace the idea of chartership given the potential costs 

weighed against the benefits. The research left many questions unanswered, and 

this research intends to build on the earlier research and seeks to clarify some of this 

uncertainty. The CDI now wishes to pursue research which helps them answer the 

following questions. 

• How would becoming a Chartered body build on the current arrangements for 

professional registration and improve public perception?  

• How might individual Chartership sit within a framework of progressive, 

professional recognition?  

The CDI set out broad aims for this research.  

• To explore and determine stakeholders’ attitudes to chartered status,   

• Make recommendations to the CDI which will inform the decision-making 

process about seeking chartered status.  

The research questions which have determined the research approach are as 

follows. 

• Who are the organisational and corporate stakeholders needed to support a 

petition for chartered status? 

• What are the perceptions of the impact of becoming a chartered profession?  

• To what extent do practitioners, employers, and other stakeholders support 

chartership for the career development sector and what are the drivers for 

this? 

• To what extent are the costs, processes and practices required to secure 

individual chartership preferred over the existing processes and practices 

associated with recognising professional standards and competences across 

current professional organisations.  

• What are the gaps in the evidence base which are needed to secure a   
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successful petition for chartered status for the professional body? 

• What are the recommendations for next steps for the chartered status 

project? 

To support the research and to ensure its transparency and sector-wide engagement 

the research team recruited a research advisory group which represented the sector 

as follows. 

• The CDI Head of Professional Development and Standards  

• A senior representative member of AGCAS 

• A representative of Careers England 

• A representative of Skills Development Scotland 

• A representative of Careers Wales 

• A representative of Unison 

• A representative of the Careers and Enterprise Company 

• A representative of the Association of School and College Leaders (ASCL) 

• A representative of the Institute of Employability Professionals 

• A representative of the National Institute for Careers Education and 

Counselling (NICEC) 

• A representative of CRAC 

• A representative of the CIPD 

A representative from Northern Ireland was sought.  

The role and purpose of the group was to  

• Help shape the research tools (surveys and interview schedules) to ensure 

that language was inclusive 

• Advise on and secure access to stakeholder groups and members to 

ensure the research is representative 

• Help interpret research outcomes to ensure that the outputs are nuanced, 

accurate and representative of all views.  

• Review outputs to ensure that they are inclusive and collaborative in 

nature. 
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Methodology 

The research team adopted a mixed methodological approach which included 

• a literature review;  

• a survey (Open from March 23rd until May 31st, 2022)  

• focus groups and consultation events (including one in Scotland, one in 

Wales and one in England); and  

• eleven individual interviews selected from volunteers from the survey 

On the face of it, this might appear a complicated methodology however, the 

research team took the stance that it was important to provide several approaches to 

gathering individuals’ views to ensure inclusivity, geographical and professional 

coverage. Whilst this research cannot be seen as representative (see information 

about the demographics of the participants below) it can be seen as indicative of 

overall trends in thinking about this topic.  

 

The survey used an online survey platform (JISC, formerly Bristol Online Survey) 

and was disseminated through several channels including through the CDI 

membership news briefings and the iCeGS mailing database. One of the roles of the 

steering group was to help engage participants through their own databases of 

contacts and membership. The research team also used the iCeGS social media 

accounts (Twitter, LinkedIn and Facebook) and the survey was disseminated  

through the CDI social media accounts (Twitter and Facebook Career Development 

Professionals Community of Practice group). A snowball approach to disseminate 

the survey was expected to reach over 5,000 people and it was hoped to receive a 

response rate of at between 500 – 1000. The actual response rate was 619 and 

therefore in line with expectations.  

 

The data was analysed using a mix of Excel and SPSS. Throughout the report there 

are references to the result of a Chi-square (χ2) test which measures the association 

or difference between two categorical variables. For example, in the report we 

explore the impact of whether a participant worked in school or university on the view 

of becoming a chartered profession. In this instance, there is one categorical variable   
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(area of sector) with 2 groups (school or university) and another categorical variable 

(becoming a chartered professional is a good idea) with 3 groups (Yes, No or  

Neutral). If the test is significant and the percentage of positive views is significantly 

higher in schools rather than in universities, in the example given, we can conclude 

that there are meaningful differences between two parts of the sector on the view of 

becoming a chartered profession which are not a result of random factors.  

The following table shows the number of participants by type of engagement with the 

research.  

Table 2: Number of unique participants by type of data collection method (n=657) 

Method of data 
collection 

Number 

Survey 619 

Scottish focus group 9 

Welsh focus group 7 

NICEC Cutting Edge 
event  

22 

Total unique 
participants  

657 

 

A further 11 participants were interviewed as a result of volunteering through the 

survey. These are not unique participants but did help provide a greater depth of 

understanding about the topic. These individuals were selected because of their 

geographical location, area of expertise, gender, or ethnicity and whether they had 

agreed or disagreed with the idea of career development becoming a chartered 

profession. Examples included: 

• A specialist in work with clients with special educational needs and disabilities 

• A careers adviser 

• A careers leader 

• A librarian and careers adviser 

• A national operations executive 

• A career coach 

• A retired independent consultant working for a professional association 

• An independent practitioner 

• A lecturer 
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• A community-based practitioner  

• An international practitioner  

Research participants demographics 

The following table shows the countries in which respondents operate. It was not 

always possible to determine this for the focus group or interview participants but 

where this is the case, this information is included in additional column in the tables 

below. 
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Table 3: Geographical area of operation of research participants (n=668) 

Country Number of survey 

responses 

Number of focus group 

or consultation 

participants 

Number of interview 

participants 

England  435 20 5 

Scotland  90 10 3 

Wales 21 7 1 

Republic of Ireland  14 0 0 

Northern Ireland  13 0 1 

Canada 13 0 1 

Other 12 0 0 

Australia 8 0 0 

Norway 2 0 0 

France 1 0 0 

Iceland  1 0 0 

Kenya 1 0 0 

India 1 0 0 

Kosovo 1 0 0 

Pakistan 1 0 0 

Portugal  1 0 0 

Thailand 1 0 0 

Singapore 1 0 0 

Saudi Arabia 0 1 0 

Total  619 38 11* 
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*These participants are counted twice in this table as they also responded to the 

survey 

Those stating other responded as follows 

Table 4: Area of operation for those responding other to a question about 
geographical location (n=12) 

Location of 

operation  

Number 

EU wide 1 

International 4 

Online 1 

UK wide 4 

No answer 2 

 

Survey participants were invited to supply a job title. The responses indicated a wide 

range of words used in job titles. The following word cloud demonstrates this 

Figure 1: Words used in participants job titles of survey research participants 

 

With so many different job titles, it was decided to code these to make survey 

analysis more effective. The following groups were used in the coding:  
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• Working in HR or talent management  

• Employability adviser or consultant  

• Careers leader, Coordinator, or manager in a school or tertiary education  

• Trainer/ lecturer/ senior lecturer in career development  

• Careers adviser, coach, counsellor, practitioner  

• School or college teacher or apprenticeship teacher or manager 

• Education manager 

• Blended role 

• Other support including widening participation practitioner or Enterprise 

coordinator  

• Career services manager 

• Unknown 

• Research including researchers, associate professors and professors  

• Other 

 

The following table shows the number of responses by job title 
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Table 5: Number of survey respondents by job role or title (coded) (n=619) 

Job title/role   Number of 

responses 

% of 

respondents 

Careers adviser, coach, counsellor, practitioner  337 54.44 

Careers leader, coordinator or manager in a school 

or tertiary education  

101 16.32 

Career services manager 56 9.05 

Other support including widening participation 

practitioner or Enterprise coordinator  

36 5.82 

Employability adviser or consultant  21 3.39 

Trainer/ lecturer/ senior lecturer in career 

development  

19 3.07 

Blended role 19 3.07 

Education manager 9 1.45 

Research including researchers, associate 

professors and professors  

9 1.45 

Working in HR or talent management  4 0.65 

Other 4 0.65 

School or college teacher or apprenticeship teacher 

or manager 

3 0.48 

Unknown 1 0.16 

Total  619 100.00 

 

Only one person responded that they worked with adult clients however the reality is 

that many who indicated that they were coaches were more likely to be working with 

adults. In terms of the impact on whether an adviser’s view of chartered status would 

be impacted by the age group of the clients that they supported will be unknown as 

the survey did not specifically ask the participants to indicate the age of the clients 

that they supported however the researchers considered that asking which part of 
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the sector individuals worked in would be a stronger indictor. The following table sets 

out the number of survey respondents by part of the sector in which they work.  

Table 6: Area of sector worked in of survey respondents* (n=619) 

 Area of the sector worked in  Number of 

responses 

% of 

respondents 

School 175 28.27 

University  135 21.81 

National Careers Service  55 8.89 

College 52 8.40 

Several of the above 48 7.75 

Private sector organisation 46 7.43 

Local Authority  30 4.85 

Other 29 4.68 

Private practise 13 2.10 

None of the above 12 1.94 

Community Based Setting 9 1.45 

Research  7 1.13 

Unknown 4 0.65 

Career and Labour Market Information 3 0.48 

Public sector organisation  1 0.16 

Total 619 100.00 

*The area of the sector which focus group participants was not always known. 

In terms of other, respondents described a range of individual activities. It was 

possible to group some responses as follows:  national health service (5), charity 

work or third sector (3), and work for a professional body (2). 

There was a wide range of experience of working within the sector and a number of 

respondents who were not directly involved in career development.   
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The following table shows the responses to this question 

Table 7: Length of involvement in career development of survey respondents* 
(n=619) 

Length of time worked in the sector Number of 

responses 

% of 

responses 

Less than 1 year 19 3.07 

1-5 years  161 26.01 

6-10 years 82 13.25 

11-15 years 87 14.05 

16-20 years 84 13.57 

21-25 years 65 10.50 

More than 25 years  107 17.29 

I am not directly involved in the sector 7 1.13 

I am a student and not yet involved in the 

sector  

6 0.97 

No response  1 0.16 

Total  619 100.00 

*The length of involvement in the sector of focus group participants is not known 

 

The gender of participants was representative of the gender makeup of the 

membership of the CDI (data supplied in July 2022). Although gender data was not 

available for other parts of the sector, the Career Development Institute being the 

largest and only UK wide professional body for the sector could be seen to be 

representative. Thus, is possible to say that the gender mix of respondents for the 

survey is largely in line with that of the sector.  
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Table 8:Gender of the survey respondents* (n=619) 

Gender Number of 

survey 

responses 

% of survey 

respondents 

Numbers 

of CDI 

members 

% CDI data 

for 

membership 

Female  501 80.94 3238 72.76 

Male  111 17.93 743 16.70 

Prefer not to say, 

other or unknown 

4 0.65 24 0.58 

No response  3 0.48 445 9.96 

Total  619 100.00 4450 100.00 

*The gender of focus group or consultation event participants is unknown  

An analysis of the data relating to ethnicity shows that the percentage of 

respondents from the group White (including English, Welsh, Scottish, Northern Irish 

or British, Irish, Gypsy or Irish Traveller, Any other White background) is 

considerably more than for the sector as a whole when compared to data received 

from CDI in July 2022. That said, the data obtained from the CDI has a very high 

percentage of individuals who do not declare an ethnicity so it may be fair to assume 

that whilst a comparison of this sort is useful in being able to generalise findings, in 

this case it will not be possible to draw any conclusions for the whole sector based 

on ethnic background. The following table demonstrates the ethnicity of the 

respondents compared to data supplied by the CDI.  
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Table 9: Ethnicity of survey respondents* (n= 619) 

How would you describe 

your ethnicity?  

Number 

of 

survey 

respons

es 

% of 

survey 

respondent

s 

Numbers of 

CDI 

members 

% CDI data on 

membership 

White (including English, 

Welsh, Scottish, Northern 

Irish or British, Irish, Gypsy 

or Irish Traveller, Any other 

White background 

561 90.63 1860 41.82 

Asian or Asian British 

(including Indian, Pakistani, 

Bangladeshi, Chinese, Any 

other Asian background) 

26 4.20 87 1.96 

Black, African, Caribbean or 

Black British (including 

African, Caribbean, Any 

other Black, African or 

Caribbean background) 

16 2.58 96 2.16 

Mixed or Multiple ethnic 

groups (including White and 

Black Caribbean, White and 

Black African, White and 

Asian, Any other Mixed or 

Multiple ethnic background) 

7 1.13 19 0.43 

Other ethnic group 

(including Arab, Any other 

ethnic group) 

2 0.32 27 0.61 

No response  7 1.13 2359 53.04 

Total  619 100.00 4448 100.00 

*The ethnicity of focus group or consultation participants was unknown.  

The survey respondents were invited to indicate the level of Advance HE 

membership they currently have. Advance HE (previously known as the Higher   
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Education Academy) is a member-led, sector-owned charity that works with  

institutions and higher education across the world to improve higher education for  

staff, students and society. Many universities encourage staff to work towards a level 

of membership which demonstrates competence within their role. There are a 

number of categories including Associate Fellow, Fellow, Senior Fellow and Principal 

Fellow. The award is seen as a way of demonstrating quality and good practise and 

is assessed through an evidence-based approach. Most universities cover the cost 

of Advance HE membership. During the first phase of the chartered status research, 

it was noted that University librarians are encouraged to become members of 

Advance HE and to work towards a level of award. This research sought to 

understand the extent to which career development practitioners working within 

universities had a level of membership of Advance HE and whether this might affect 

their responses to the chartered status research. It was hypothesized that having to 

complete two assessment processes to achieve two levels of professional 

accreditation might be off-putting. This will be pursued in the analysis. The following 

table shows how many respondents indicated that they were members of Advance 

HE and the level of membership.  

 

Table 10: Advance HE membership (n=57) 

Level of Advance HE membership  Number of 

respondents 

Associate Fellow  8 

Fellow 37 

Senior Fellow 12 

Total  57 
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Attitudes to petitioning for a Royal Charter   
This section sets out an analysis of all the research data concerning people’s views 

of pursuing a Royal Charter. People were largely divided into two groups; those who 

felt positive about the idea and those who were negative. There were a small 

number of individuals who were undecided. For each of these groups, the rationale 

for those decisions has been coded and analysed and these themes are presented 

below.  

 

Overall view of becoming a chartered profession 

Anecdotal evidence, through sources of information such as the CDI ‘Big Listen 

survey’ and social media posts suggests that those working in the field of career 

development are interested in improving the understanding and reputation of people 

working in the sector. Discussions about the potential for this move have been taking 

place for many years and whilst those leading the sector have never been in a 

position to petition for a Royal Charter, there is increasing consensus and 

collaboration across the sector through such movements as the All-Party 

Parliamentary Group for Skills, Careers & Employment. The conditions for petitioning 

are gradually becoming more favourable. With this in mind all approaches to data 

collection asked the question ‘do you think career development should become a 

chartered profession?’. In the case of the survey, it was asked twice: once at the 

start of the survey (Q 12.1) and secondly, at the end (Q20). This was to determine 

whether participants views changed as they had to think about barriers and 

detractors as well as enablers and motivators which might have been raised through 

the survey questions. All participants in the research were given the opportunity to 

read the article in Career Matters (Moore 2021) which summarised the first stage of 

the research which answered some basic questions about the process. Participants 

in the NICEC consultation group were given the opportunity to participate in online 

polling. 

  

The results were quite clear. Participants in the research strongly support the idea of 

career development becoming a chartered profession. The views of the survey 

participants remained constant throughout the survey. 
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Table 11: Survey respondents’ opinions about the career development sector 
becoming chartered. 

Q 12.1 I think becoming a 
Chartered profession is a good 
idea (n=619) 

Q 20. Would you welcome career 
development becoming a 
Chartered profession? (n=619) 

 Number %  Number % 

Yes 495 79.97 Yes 514 83.04 

No 54 8.72 No 34 5.49 

Neutral 70 11.31 Don't know 68 10.99 

No 
response  0 0 

No 
response  3 0.48 

Total  619 100.00  619 100.00 

 
 
The outcome of the question ‘should career development become a chartered 

profession’ was less conclusive in the NICEC consultation. This was the only focus 

group where this question was explicitly asked, and individuals responded using an 

online poll. Of the twenty-five participants, 28% (7 participants) thought that this 

should definitely be something which was pursued. Sixty-eight percent (17 

participants) were not sure and only 4% (1 participant) said definitely no.   

 

The effect of membership of a professional organisation or union on views about 

chartership 

The implications of the complex landscape of support across the career development 

sector is one of the factors which has the potential to affect the decision to pursue a 

Royal Charter. The research attempted to understand the impact of belonging to 

membership organisations. Firstly, the data was analysed to see if membership of 

any organisation had an impact on people’s opinions about pursuing a charter. The 

question was asked twice in the survey (Q12.1 and Q21) and analysis shows that 

the views of people is consistent across both questions. There was no statistically 

significant difference if survey participants were a member of any organisations on 

the view of whether becoming a chartered profession is a good idea (to both 

questions).  
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Table 12: Opinions of survey participants about becoming a chartered profession by 
membership of an organisation or not (n=606) 

I think becoming a 
Chartered 
profession is a good 
idea (Q12.1) 

Member of any 
organisations 

Not a member of any 
organisations 

Number % Number % 

Yes 442 80.36 43 76.79 

No 47 8.55 5 8.93 

Neutral 61 11.09 8 14.29 

Total  550 100.00 56 100.00 

 

Table 13: Opinions of survey participants about becoming a chartered profession by 
membership of an organisation or not (n=603) 

Would you welcome 
career development 
becoming a 
Chartered 
profession? (Q21)  

Member of any 
organisations 

Not a member of any 
organisations 

Number % Number % 

Yes 459 83.91 44 78.57 

No 27 4.94 5 8.93 

Don't know 61 11.15 7 12.50 

Total  547 100.00 56 100.00 

 

A Chi-square test revealed that there was no statistically significant difference 

between survey participants with both membership of CDI and another organisation, 

and those who were not CDI members when asked their view of becoming a 

chartered profession. However, there was a statistically significant difference 

between survey participants with CDI membership only, and those who were not CDI 

members (χ2 (2) =8.68, p=.013). It meant that the result did not seem to be due to 

the sampling error. Survey participants who only have CDI membership (rather than 

belonging to several organisations) were more likely than those who were not a CDI 

member at all on the view of becoming a Chartered profession in their career 

development. This analysis is set out below. 
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Table 14: Opinions of survey respondents analysed by membership of the CDI 
(n=603) 

Would you welcome 
career development 
becoming a 
Chartered 
profession? 

Member of both 
the CDI and 

another 
organisation  

CDI membership 
only 

Not a CDI member 

Number % Number % Number % 

Yes 145 85.80 224 86.49 134 76.57 

No 5 2.96 15 5.79 12 6.86 

Don't know 19 11.24 20 7.72 29 16.57 

Total  169 100.00 259 100.00 175 100.00 

 

There was no significant difference in the response between individuals who were 

only members of AGCAS or those who were members of both AGCAS and the CDI.  

 

The research provided some insights into people’s views behind this data: 

 
“The chartered status idea is something that I'll be behind. To champion, you 

know, I think we should be pushing for it without fail”. 

Scottish career development practitioner 

“I mean, I think you know, for me, the bottom line is that it is a worthwhile 

thing to do, I think it would lift the sector”. 

SEND specialist and employer 

The research sought to determine whether membership of a trade union might affect 

participants’ views of petitioning for a Royal Charter. This was explored due to 

questions raised in some social media and through the first phase of the research 

around the impact of chartership on the terms and conditions experienced by 

practitioners. The responses to questions about union membership are quite small 

and it is not possible to test for statistical significance because of this. That said, 

those who only have union membership rather than membership of a professional  

association are still positive about this move (77.78% where n=27 for Q12.1 and 

81.49% where n=27 for Q20). Likewise, if respondents were not a member of a   



41 
 

 

union, the responses suggested that this was still a positive move for the sector 

(78.73% where n=489 for Q12.1 and 81.60% where n=489 for Q20). 

 

Analysis of the survey data found that there was strong support for the idea of 

obtaining a Royal Charter from those with a fellowship of the Higher Education 

Academy. The data has been considered by number expressing a particular view of 

obtaining a Royal Charter and also by category of Fellowship. Overall 70.17% (n=57) 

either strongly agreed or agreed to this move. When analysed by level of Chartership 

the data shows that across all levels (Associate Fellow, Fellow and Senior Fellow) 

the respondents were positive about the idea of obtaining a Royal Charter for the 

sector. Those with a Fellowship were more likely to strongly disagree with this 

(13.51% where n=37) No other categories expressed this view although two 

individuals with a Senior Fellowship (16.67% where n=12) indicated that they 

disagreed. The numbers are too small to test for significance however the pattern 

which emerges is one where those within higher education who hold a Fellowship of 

the HEA are still in favour of the move towards petitioning for a Royal Charter.  

 

Table 15: Numbers of individuals with a Fellowship of the Higher Education 
Academy expressing a view of petitioning for a Royal Charter 

 Response  Total number 
expressing this 
view 

Percentage of the total 
number with a Fellowship of 
the HEA expressing this 
view 

Strongly agree 23 40.35 

Agree 17 29.82 

Neutral 10 17.54 

Disagree 2 3.51 

Strongly Disagree 5 8.77 

Total  57 100 
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Table 16: Numbers expressing a view about petitioning for a Royal Charter by level 
of Fellowship of the HEA 

 

Impact on geographical location  

The research attempted to understand if there were any differences in attitude to 

petitioning for a Royal Charter depending on where participants were geographically 

located. Due to the small sample sizes in Wales and Northern Ireland, it was not 

possible to determine this, however, there was no statistical significance in the 

survey responses from Scottish participants where the response rates were greater. 

Research participants provided insights behind the data which shine a light on the 

complexities which surround the devolved nations and the differences in approach 

and how this might impact on services. 

 
“It might be a real disadvantage to it because I would hate it that people in 

England were chartered and not in Scotland”. 

Scottish career development practitioner  

“That was how I was seeing it, really. A unification of the different 

organisations delivering careers information advice and guidance at the 

moment because we don't tend to work closely with the organisations to 

deliver it outside Career Wales. So, this is a way then isn't it of bringing the 

sector together”. 

Welsh career development practitioner  

Response Number 
of 

Associate 
Fellows 
with this 

view 

Percentage 
of those 
with this 
level of 

Fellowship 

Number 
of 

Fellows 
with this 

view 

Percentage 
of those 
with this 
level of 

Fellowship 

Number 
of 

Senior 
Fellows 

with 
this 
view 

Percentage 
of those 
with this 
level of 

Fellowship 

Strongly 
agree 3 37.5 16 43.24 4 33.33 

Agree 5 62.5 10 27.03 2 16.67 

Neutral 0 0 6 16.22 4 33.33 

Disagree 0 0 0 0.00 2 16.67 

Strongly 
Disagree 0 0 5 13.51 0 0.00 

Total  8 100 37 100 12 100 
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“I think it'd be really productive to be to be honest within our company. If we're 

all part of it together it should help all of us know what we're doing and at the 

moment the danger is that the sector could be seen as being made up of so 

many different parts”. 

Welsh career development practitioner 

Impact of job role 

The research explored the impact of job role on the attitudes towards petitioning for a 

Royal Charter. Due to the small sizes of some job roles, only participants whose job 

roles were “careers adviser, coach, counsellor, practitioner” and “career leader, 

coordinator or manager in a school or tertiary education” were compared. The result 

showed that there was a statistical difference between survey participants whose job 

roles were “careers adviser, coach, counsellor, practitioner” and “career leader, 

coordinator or manager in a school or tertiary education”, χ2 (2) =6.32, p=.043. The 

result therefore did not seem to be due to the sampling error. Participants with job 

role “career leader, coordinator or manager in a school or tertiary education” were 

more likely than those with “careers adviser, coach, counsellor, practitioner” to think 

becoming a Chartered profession is a good idea.  

 

Table 17: Opinions of survey respondents analysed by the job role of the “Careers 
adviser, coach, counsellor, practitioner” and “Career leader, coordinator or manager 
in a school or tertiary education” (n=438) 

I think becoming a 
Chartered 
profession is a good 
idea 

Careers adviser, coach, 
counsellor, practitioner 

Career leader, coordinator 
or manager in a school or 

tertiary education 

Number % Number % 

Yes 268 79.53 91 90.10 

No 25 7.42 5 4.95 

Neutral 44 13.06 5 4.95 

Total  337 100.00 101 100.00 

 
Impact on area of the sector worked in 

The research explored the impact of area of the sector worked in on the attitudes 

towards petitioning for a Royal Charter. Due to the small sizes of the responses from 

practitioners in some sectors, only participants who worked in schools and 

universities were compared. Results of a Chi-square test showed that there was a   
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statistically significant difference between survey participants who worked in schools 

and universities in both questions, (χ2 (2)=10.67, p=.005 and χ2 (2)=10.45, p=.005 

respectively). The result, therefore, did not seem to be due to the sampling error. 

Participants who worked in school were more likely than those working in a 

university to think becoming a chartered profession is a good idea.  This might be 

explained by the fact that those working in schools are generally less well paid and  

be less professionalised than those working in universities. University practitioners 

are also available to pursue professional recognition through Advance HE which 

offer a progression framework of fellowships which can be worked through (Fellow, 

Senior Fellow, Principal Fellow).  

 

Table 18: Opinions of survey respondents analysed by the sector of the school and 
university (n=310) 

I think becoming a 
Chartered 
profession is a good 
idea 

School University 

Number % Number % 

Yes 152 86.86 102 75.56 

No 14 8.00 11 8.15 

Neutral 9 5.14 22 16.30 

Total  175 100.00 135 100.00 

 

Table 19: Opinions of survey respondents analysed by the sector of the school and 
university (n=309) 

Would you welcome 
career development 
becoming a 
Chartered 
profession? 

School University 

Number % Number % 

Yes 156 89.14 106 79.10 

No 8 4.57 4 2.99 

Don’t know 11 6.29 24 17.91 

Total  175 100.00 134 100.00 

 
Negative responses 

The advantages and disadvantages of becoming chartered will be covered 

elsewhere in the report. The above section provides survey analysis about people’s   
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views of becoming chartered and there is strong support for the move. However, in 

addition to the answers to the questions which specifically asked about attitudes to 

petitioning for a Royal Charter, there were 7 specific responses in the general 

comments in the survey which provided some insights. Those expressing a definite 

‘no’ to becoming chartered in the survey expressed it thus: 

 
“No, I think it is unnecessary”. 

“I don't think becoming a chartered profession is helpful at present”.  

“I do not think chartered status is appropriate”. 
 
“I do not wish for the profession to become chartered”. 

 

“As I don't support the idea of chartered status, I also don't support the idea of 
petitioning for it”. 
 
“Pointless”. 

“Becoming chartered won’t actually do anything for the sector except for 
driving prices higher and people won’t want to pay extra when they have 
already qualified. Schools don't have budgets to pay for Career guidance as it 
is, let alone pay extra for chartered status. I think it is a waste of time and 
energy that could be better spent promoting the sector”. 

 

Some of the participants who did not think that petitioning for a Royal Charter was a 

good idea, indicated that they would prefer resources to be spent on raising the 

profile of career development with the Government and improving relationships with 

other stakeholders. 

“I would rather the CDI focussed its efforts on promoting a career guidance 

guarantee and on educating the public about the value of Career guidance 

with marketing materials targeted at specific client groups and life stages e.g. 

parents with children in secondary school, adult career changers” 

Survey participant  

“I think that investing resources on greater collaboration between different 

professional organisations in the sector will be far more beneficial in 

establishing the benefits we bring to individuals, organisations and society, 

and in influencing change”. 

Survey participant  
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“The profession needs a complete overhaul and professional recognition 

before attempting to apply for chartered status. Let’s spend money and time 

working on that instead”.  

Survey participant  

These answers express an opinion and provide an alternative viewpoint but don’t 

provide a strong rationale for rejecting this idea. However, the three quotes all follow 

a clear theme: spend the resources required for pursing a Royal Charter on raising 

the profile, gaining professional recognition and collaborating across the sector 

instead. And it is worth noting the strength of feeling of a small minority.  

 

The disadvantages of this move are explored later in the report and provide some 

useful issues for the sector to consider.  

 

Summary 

In summary, the research has discovered a strong and positive attitude towards the 

petitioning of a Royal Charter for the career development sector. Although there is a 

voice against this move, it is not a statistically significant number The overwhelming 

view is to 

move forward. There is no difference in people’s views in relationship to their  

geographical context or their area of practise. It is also not dependent on whether or 

not someone is a member of the CDI already or a member of another professional 

association. What is interesting is that there is significant difference in individuals 

working in schools compared to those working in universities. The research shows 

that this is a more popular move amongst school-based workers, though both groups 

had a strong majority in favour.  

The advantages, benefits, and motivators for of chartership 

Participants have set out several advantages to petitioning for a Royal Charter. 

These can be grouped under the following headings: 

• Impact on the public and service users 

• Impact on the professionalisation of the sector 

• Impact on career development employers 

• Impact for the government  
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• Impact on professional associations 

• Adding value 

These are elaborated below. 

 

Impact on the public and service users 

One of the areas which will be critical to a successful petition is that the move will be  

in the public interest. There were many references about this across all parts of the 

research. Most survey participants strongly agreed/agreed (83.36%) that becoming a 

chartered profession would strengthen the public’s view of the importance of career 

development.  

Table 20: Becoming a Chartered profession would strengthen the public's view of the 
importance of career development: Views of survey participants (n=619) 

Becoming a Chartered profession would 

strengthen the public's view of the 

importance of career development 

Number of 

responses 

% of 

responses 

Strongly Agree 341 55.09 

Agree 175 28.27 

Neutral 44 7.11 

Disagree 28 4.52 

Strongly Disagree 29 4.68 

No response  2 0.32 

Total  619 100.00 

 

More than half of survey participants strongly agreed/agreed (58.65%) that becoming 

a chartered profession would improve the experiences and outcomes for service 

users. 

 

  



48 
 

 

Table 21: Becoming a Chartered profession would improve the experiences and 
outcomes for service users: Views of survey participants (n=619) 

Becoming a Chartered profession would 

improve the experiences and outcomes 

for service users 

Number of 

responses 

% of 

responses 

Strongly Agree 184 29.73 

Agree 179 28.92 

Neutral 157 25.36 

Disagree 61 9.85 

Strongly Disagree 36 5.82 

No response  2 0.32 

Total  619 100.00 

 

Interview and focus group participants further elaborated these views. Many were 

convinced that becoming a chartered profession would not only improve people’s 

understanding of the scope of career development practices but would protect the 

public from sub-standard services and exploitation. The following quotations are 

indicative of the responses. 

 

“If we became chartered professionals that might give a different perception to 

the general public about what is available for them because there’s fantastic 

service available. But you know there are so very few people that are actually 

using that service and it’s often when they’re really at their lowest point that 

they come to us and it would be nice if we could meet somebody on the way 

down rather than right down the bottom, if it was just generally a service that 

everybody could use”. 

Welsh career development practitioner  

“I have read a piece in the Guardian, that said, the general public has had a 

terrible time at the hands of so-called ‘career coaches’, who have not followed 

through, and things have been unavailable, and the clients have been 

charged extortionate prices for the services and I just think you know what?   
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Our thing is do no harm, right, so that that’s really why I’m so keen on  

chartered [status]: protection first and foremost for the public”. 

Canadian private practitioner 

“It would have to raise the standard of advice that people received and would 

mean that the public could rely better on the advice they were going to receive 

and hopefully would raise the perception of the work in the eyes of the public”. 

Retired service manager 

“In terms of quality and accountability, if it helps to make the quality more 

consistent and it means that we have an accountable profession or a more 

accountable profession, then I think they should gain from this in that way”. 

University lecturer 

“In terms of clients, I’m not sure if it would mean a lot to most clients if I’m 

completely honest, but I think there’s an element of them being reassured that 

they’re getting a quality service and that there is something to say that this 

person providing them with support which is accountable and is checked in 

some way. So, I supposed from a client’s point of view that would be the main 

advantage”. 

University lecturer 

It is important to note that not all research respondents believe that becoming a 

chartered profession would positively impact on the experiences of service users. 

Whilst no participants expressed what the negative impacts might be, 9.2% (n=57) of 

the survey respondents either disagreed or strongly disagreed that becoming a 

chartered profession would strengthen the public’s view of the importance of career 

development. In addition, 15.67% (n=97) of survey participants were of the opinion 

that becoming a chartered profession would not improve the experiences and 

outcomes for service users. These are small numbers and are not statistically 

significant, however if the sector is going to make a successful petition it will be 

important to elaborate the advantages in an evidenced manner.  

 

Enhancing the quality and consistency of practice 

The CDI was created in response to recommendations from the Career Profession 

Task Force (2010). The Task Force noted that the profession was weakly   
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professionalised. It lacked the essential characteristics of a strong and autonomous  

profession and the capability to speak with one voice. It also noted that it should 

work to a common set of professional standards and a code of ethics (Careers 

Profession Task Force, 2010: p3). The implementation of the CDI in 2013 brought 

together some of the pre-existing professional organisations into one body with a  

unified code of ethics, and a progression framework. It is still not representative of all 

those providing career development services across the UK. AGCAS for example is  

a professional association whose members are higher education organisations. The 

IEP focuses on the specific work of those working with job placement and support. 

Finally, there are organisations who support coaching professionals and human 

resource professionals who regularly provide support for those making and 

implementing career decisions. In conclusion, the landscape of professional support, 

whilst more unified than it was, remains differentiated and whilst these bodies do 

come together to work on projects and to lobby for improved services, it cannot be 

said that they work to one set of standards, or a code of ethics. The petitioning for a 

Royal Charter would require some careful thinking about how new structures and 

arrangements could be put in place to achieve this as the petitioning body would 

need to be representative of the majority of individuals working in the sector. It was 

clear from the research, that participants could see the advantage in this move for 

bringing a greater degree of unification across the sector.  

 

This research aims to answer several questions about how petitioning for a Royal 

Charter might impact on the professionalisation of those working in the sector. The 

definition of professionalism for the purposes of this research is "the conduct, aims, 

or qualities that characterise or mark a profession or a professional person" as set 

out by the Merriam Webster Dictionary (n.d.). To help further with understanding the 

data from the research, the definition of professional identity as defined by Neary 

(2014: p14) is used. This is defined as “the concept which describes how we 

perceive ourselves within our occupational context and how we communicate this to 

others”. 

 

There are several specific issues associated with the question of improved   
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professionalisation as a result of a Royal Charter: 

• Do research participants view the process as one which will support 

professionalisation? 

• How would achieving chartered status differ from existing processes for the 

recognition of professional practice? 

• How would individual chartership sit within an overall framework of 

progression? 

This section will address the first of these questions. The second and third questions 

will be elaborated in separate sections later in the report.  

 

Most survey participants strongly agreed or agreed (89.34%) that being a chartered 

profession communicates high standards and quality services.  

Table 22: Being a chartered profession communicates high standards and quality 
services: Views of survey participants (n=619) 

Being a Chartered profession 
communicates high standards and 
quality services 

Number of 
responses 

% of 
responses 

Strongly Agree 373 60.26 

Agree 180 29.08 

Neutral 28 4.52 

Disagree 12 1.94 

Strongly Disagree 26 4.20 

No response  0 0.00 

Total  619 100.00 

 

Participants from focus groups and interviews supported this view. The focus of 

these comments fell into three areas. In the first, participants felt that if the 

requirements for an individual chartership were that practise needed to be quality 

assured, this would improve the experiences of clients. 

“I do definitely agree with the things that might come with chartership, 

because at that point [of becoming a chartered librarian] we had to do an 

evaluation and reflect on our personal development of where we needed to go 

next. It wasn't, ‘you've got the degree, you know everything you need to know’ 

it was very much training you to think that it's a continual process which I 

definitely agree with. 

School-based career development practitioner  
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The second focus of comments was that by individuals having their practise quality 

assured against standards, this would introduce consistency in the quality of 

services.  

“I think it would increase the confidence that they're getting a quality 

standardized service, and I mean standardized”.  

Welsh Focus group participant  

“This would also bring a measure of quality assurance, having that weight 

behind you and knowing that you'll be listened to more because you've got 

that implied standard of quality”. 

NICEC Focus group participant 

“In terms of quality and accountability, if it helps to make the quality more 

consistent and it means that we have an accountable profession or a more 

accountable profession, then I think they should gain from this in that way”. 

University lecturer  

The third view was that if practitioners needed to undertake continuing professional 

development to maintain individual chartership, this would have an impact on the 

quality of practice. 

“The fact that you start logging your CPD and they provide webinars, some of 

which are free, which is brilliant in schools when there isn't sometimes much 

of a budget for training. So, to me that is what I need and that gets passed on 

to a better quality of my work for the organisation and for the clients”. 

School-based career development practitioner  

This was reinforced in one case by an employer of career development practitioners 

“I’m going to have to be honest if it was successful and if I was recruiting and I 

had an opportunity of somebody was chartered and somebody who wasn’t, I 

would definitely take the chartered person on because that gives me an 

added dimension of quality assurance”. 

Employer of career development practitioners 

Advancing the work of those working in the career development sector  

Most survey participants strongly agreed/agreed (70.92%) being a chartered 

profession would advance the work of those employed in the field and allow for more 

innovation and development.   
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Table 23: Being a Chartered profession would advance the work of those employed 
in the field and allow for more innovation and development amongst survey 
participants (n=619) 

Being a Chartered profession would 
advance the work of those employed 
in the field and allow for more 
innovation and development 

Number of 
responses 

% of 
responses 

Strongly Agree 270 43.62 

Agree 169 27.30 

Neutral 112 18.09 

Disagree 34 5.49 

Strongly Disagree 33 5.33 

No response  1 0.16 

Total  619 100.00 

 

One of the most frequently cited advantages by focus group and interview 

participants (38 mentions) was that achieving chartered status would improve the 

professional status of those working in the sector. This was seen as important on an 

individual level and on a sector level. The following quotation demonstrates this. 

“I was going to say something about the public perception, which would 

increase and our professionalism and will give us greater recognition. I do 

think that's the case. But I think on like a personal level as well as a 

professional level for us as individuals, I think it's also a really good thing 

Welsh Career development practitioner. 

Further to this, some respondents spoke of the need to demonstrate to the wider 

public that there was a difference between career guidance delivered by someone 

who has some experience of the field and those who had a professional training. The 

act of obtaining a Royal Charter would help to raise the perception of the profession: 

“Or to someone they see in the Community Centre setting who says, look, I 

can do the same job as a careers adviser and what they're actually doing is 

just doing maybe an online search for college courses and helping the person 

doing an application form for that course rather than going through the all the 

processes leading up to making sure that's the right decision for them”. 

Welsh career development practitioner  
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“It could make people realise that what we believe: that there is an academic 

basis to the work that we do, there is a body of research that underpins the 

work that we do and it's not just a question of knowing a little bit about some 

jobs and being able to give people your opinion on what they would be. The 

best thing for them to do”. 

Retired service manager 

Simplifying job titles and roles  

Some participants noted the plethora of job titles and job roles which are described 

across the UK for those working in career development. The research participants 

themselves represented 11 groups of practice roles (see table 4 above). The CDI, on 

their website, note the range of job titles used by those working in a variety of 

contexts across the sector. Job titles used by those working across the sector 

include career adviser, career coach, career consultant, career counsellor, careers 

co-ordinator and careers teacher, careers leader, employability adviser, and 

employability coach. There has been a move to try and align these job titles under 

one umbrella term, ‘career development professional’, however there are still areas 

of practise and interest which are not encompassed such as those researching in 

career development or those producing career and labour market information. These 

roles all have a slightly different focus but work towards a similar goal: “to help 

people to make decisions about their education, training and future jobs and careers” 

(CDI n.d.).  The Institute for Employability Professionals note that the purpose of the  

Employability role is to equip “people with the skills, knowledge and resources that 

they need to improve their employability opportunities that will lead them into fulfilling 

jobs” (IEP n.d.). There is considerable alignment between these two visions of the 

work of those working in different parts of the sector.  

 

This has been researched previously by Neary (2014) who noted that ‘professional 

identity is not static but fluid and is influenced by how we see ourselves, how we 

perceive others perceive us and how we are viewed by society at large’ (Neary 2014: 

P15). Participants expressed the opinion that the process of obtaining a Royal 

Charter would help to address this and to introduce some consistency in how 

practitioners were referred to.   
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“There has to be some kind of clarity in job titles. I used to work in a university 

until December 2020, so I was in AGCAS. There are lots of different titles for 

essentially an adviser and in universities it's different. Whereas in Careers 

Wales you're either a careers adviser or an employability coach and there's a 

lot more clarity for the customer. You know, sometimes the students would go 

to the university career service, and they weren't entirely sure who they were 

seeing because of all the different kind of job titles. Would anything like that 

be solved by something like chartered status?” 

Welsh career development practitioner  

“I think we're in danger of losing career guidance. Obviously, they call it 

career counselling in in other countries. So, I'm not sure about the name and 

obviously we're called careers advisers, they're called career counsellors. I 

think sometimes the name is the problem, but I think it should be specific for 

those that have a career guidance role rather than a broader educational 

role”. 

University lecturer in career development (England)  

“The fact that there is currently somewhat of a divide between private 

practitioners and schools, or education-based careers people seems to be a 

bit of an elephant in the room for us as a profession. So, I think what will be 

great is if we could have a more unified professional identity – it would make 

us stronger”. 

Independent career development practitioner, England  

Making the profession more attractive to new recruits 

A further advantage is seen as making the profession more attractive in general. 

Many participants suggested that a chartered profession would attract ‘new blood’. 

And would help respond to a current lack of skilled professionals available for the  

vacancies which are available (Neary and Priestly, 2008).  

“It costs to have somebody doing a job properly: “pay peanuts, get monkeys”. 

So, I think there could be a cost implication there from a sector point of view. I 

don't think it's a disadvantage. I think it will attract fresh blood in actually in 

those who might have been solicitors or accountants or whatever but wanted 

to do something that made a difference to people. So, I think it might open up 

a different group or an additional group”.  

Private practitioner, Wales. 
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Aligning professional qualifications across the sector 

A final advantage would be in helping to clarify and align professional qualifications 

and standards of practise across the sector as well as clarifying the role and 

outcomes of those practising in the field. As the CDI notes on its website, 

qualifications to work in the sector are available at different levels (at undergraduate 

levels 3,4, graduate level 6, and postgraduate level 7) and through academic and 

vocational study pathways. Even amongst vocational pathways there are differences 

across the UK. For example, in Scotland there is a Career Development Modern 

Apprenticeship SQCF level 7(Level 4) and a Career Development Technical 

Apprenticeship at SCQF level 9 (Level 6) whereas in England, there is a higher 

apprenticeship in Career Development at both level 6 and level 7. This adds to 

confusion and leads to a misunderstanding of what practitioners are qualified to do. 

In response, the CDI has produced a Blueprint of Learning Outcomes for 

Professional Roles (CDI 2021). The CDI notes that career development 

professionals hold a minimum of a 60 credit, graduate level or above qualification in 

a career development subject. On completing this course of study, they can  

• use and critique a range of approaches and techniques for conducting client-

focused career guidance interactions with individuals using a variety of 

delivery methods. 

In addition, they also demonstrate critical understanding of:  

• issues relating to the production, application and client use of sources of 

career-and labour market information and assessment tools and techniques;  

• principles of learning design and apply them to a range of career related 

learning activities;  

• theoretical approaches to the study of career development from a range of 

disciplinary areas;  

• the development of contemporary career-related policy and its impact on 

service delivery and practice;  

• professional networks and partnership working; 

• personal values and beliefs, ethical and legal issues and their application to 

career development practice; and  

• demonstrate a commitment to continuous professional development as a 

career development practitioner 



57 
 

 

The Institute for Employability Professionals uses a level 3 award (The Certificate in 

Employability Practice) which has four units of study. These are 

Unit 1 – Contracting, action planning and caseload management 

Unit 2 – Interpersonal coaching and facilitation skills 

Unit 3 – Supporting informed decision making 

Unit 4 – Finding and competing for work 

There are obvious similarities between the two roles and areas of operation however 

without a complete framework which covers the whole sector’s operation it is difficult 

for practitioners to transfer between different roles and have their practices 

recognised widely. Many of the research participants suggested that a move towards 

a Royal Charter would result in the sector coming together to clarify the roles and 

outcomes of career development practises and align the qualifications more clearly 

across the UK. This could have the effect of making career development 

practitioners more flexible and able to transfer their skills into a variety of sectors and 

across the UK. The following quotations are indicative of these views. 

“We have a variety of qualifications across the whole of the sector and 

requirements across the different countries, and we wondered whether 

chartered status might actually level that up, so that you've got a benchmark 

for everybody who’s within the sector that has that recognition”. 

Career development practitioner, Scotland 

“It would help employers differentiate.  To understand the different levels of 

the profession. So, somebody employing someone who maybe claims that 

they give careers advice but isn't actually a qualified careers adviser and 

hasn't got chartered status. They would be able to differentiate more clearly 

because someone else could hold the hand up and go no, I've got chartered 

status and that's what this means. It makes it a bit clearer, less woolly and 

clearer too from the client’s point of view”. 

Career development practitioner, Scotland  

“We should look at how it dovetails with ICF [International Coaching 

Federation], for instance, and the coaching community, and how it links with a 

AC [Association for Coaching], all the coaching groups that are out there that  
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 are now starting to be active.  That's one of the things that Chartership would 

enable us to do. To say, here's the landscape of all the people that can help 

you in your working life. People that are suitably qualified and trained and 

experienced and keep up to date to help you”. 

Independent career development practitioner, Wales 

Rebranding the sector and the roles of career development practitioners 

Although research participants linked a successful petition for a Royal Charter with 

improved understanding of the roles and outcomes of those working in the 

profession, some participants suggested that this process would allow the sector an 

opportunity to rebrand, and this could have a positive impact on consistency of 

language and lead to more stakeholder and public understanding of the role. 

 “It could be a way to bring people together. The sector that can be quite 

fragmented. Being able to bring people together with the same interests but 

with job titles that aren't matched. This would be a significant benefit”. 

Career development practitioner, Scotland  

“That was how I was seeing it, really. A unification of the different 

organisations delivering careers information advice and guidance.  at the 

moment because we don't tend to work closely with the organisations do 

deliver it outside Career Wales. So this is a way then isn't it of bringing the 

sector together. 

Career development practitioner, Wales 

“I think anything that contributes to rebranding the career sector as a whole. 

That really lifts its reputation. That makes the people feel within it that they are 

there by merit. Maybe it comes back to rebranding.  I find people get their 

language mixed up. You know, what is personal guidance, what is careers 

guidance and so on. I think maybe a function of that [petitioning for a Royal 

Charter] would be to unpick the landscape and kind of identify everyone”.  

Employer of career development practitioners  

Whilst there appears to be a strong recognition by participants that professional 

standards and stakeholder recognition would improve as a result of a successful 

petition for a Royal Charter, it should be noted that this is not the only view. Whilst 

not large in numbers, there was a voice which suggests that this might not be the 

case. In responding to the question of whether being a chartered profession would  
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 communicate high standards and quality services 6.14% (n=38) disagreed or  

strongly disagreed and 10.82% (n=67) either disagreed or strongly disagreed that 

becoming chartered would advance the work of the profession and encourage 

innovation and development. These are small numbers, but the responses indicate 

that more needs to be done to explore and promote the potential impact of a Royal 

Charter on professional standards and the development of new practises. This will 

be picked up later in the report.  

Impact on the employers of career development practitioners  

The research has identified both positive and negative outcomes for employers in 

terms of chartership. It is worth noting at this point that there are two types of 

charterships which are involved in terms of employers. The first is the organisational 

charter which employers could eventually apply for through a chartered professional 

association, The second is the individual charterships which existing or potential 

employees could apply for from a chartered professional association. The comments 

below take into consideration both types of charters but should not be confused. The 

differences in each will be highlighted where appropriate. 

 

In many instances, participants cited the positive reputational impact on employers of 

career development practitioners. An organisational charter would emphasise an 

employer’s commitment to quality services to staff, clients, and stakeholders. The 

survey participants were very clear that employers would encourage their staff to 

promote a chartership logo in external communications thus demonstrating that this 

would be an important validation of quality for external stakeholders. The table below 

sets out the responses to this question. 
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Table 24: I would encourage members of our organisation to exhibit the companies 
chartership as a mark of quality in our external communications (n=329). 

Option Number % 

Agree 124 37.69 

Strongly agree 119 36.17 

Neutral 59 17.93 

Disagree 6 1.82 

Strongly Disagree 21 6.38 

Total  329 100.0 

 

Being able to promote an external validation of the quality of services has the 

potential to improve confidence in the provision and could have further benefits such 

as improved funding, and a drive towards evidence-based practises. The following 

quotations are illustrative of this view. 

“I think that it could look good for them. For example, the United Nations, 

Sustainable Development Goals, we have careers advisers and if it's a 

chartered status profession who are working towards these goals, I think it 

could help on an international basis”. 

Community based careers adviser, Scotland  

“I think they would, commit at the end of the day because it puts them in a 

strong position.  I mean that level of professionalism opens up more doors, 

more opportunity and just that recognition and that confidence that would 

come through. I really think it will. It might even open up more scope for more 

research. Employers could hugely benefit from Charter status without fail”. 

Careers adviser, Scotland 

“I think employers, would have chartered status as an independent career 

development company, Would I apply for a corporate chartered status? Yes. 

Absolutely, because it would increase our reputation and it means that we've 

gone through a rigorous process to achieve it. So, I'm kind of looking at it as a 

parallel from my HR days”. 

Employer of career development practitioners 
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“I think having that sort of benchmark would be helpful. It would be good to 

have that kind of gold standard for the college, I guess it would be very useful 

for things like inspections or for quality assurance with the personnel. An 

advantage for clients is that their careers adviser is not going to give a bad 

service. They're going to get someone who knows what is what”. 

College based careers leader  

Impact for the government 

Robertson (2021) summarises the historical public policy context for career 

development noting that previously, there were three goals for which career 

development could be seen to contribute to. These were labour market goals, 

educational goals and social equity goals. Robertson reimagines the original public 

policy goals in the light of the UNSDGS (UN 2015) and categorises six new public 

policy areas. These are 

• Labour market goals 

• Educational goals 

• Social equity goals 

• Health and wellbeing goals 

• Environmental goals 

• Peace and justice goals 

Robertson notes that career development can make a contribution to each of these 

public policy agendas. These views were supported by the survey participants. 

“We did talk about whether it might offer support in terms of levelling up”. 

Career development practitioner, Scotland 

“If you put careers at the centre of a lot of the choices, you wouldn’t have 

people dropping out of systems because they would be motivated to know 

where they were going. So actually, it’s a cheap fix for government. But I think 

this is probably going to be a lifelong challenge for many [to understand] 

unless we got Chartership.”. 

Independent career development practitioner, Wales  

“I think the government would certainly get strengthened when you think 

about the problems with the knock-on effects with many issues such as   
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COVID, with the levelling up agenda and with the fact that they’ve got to 

upskill people. They can call on these people [careers professionals] to do it”. 

Career leader, sixth form college  

Well, if we go back to the purpose of career guidance, it’s about providing 

individual support and helping people in their progression. It’s also about 

social justice. It’s also about trying to help people who don’t necessarily have 

certain advantages. It’s about trying to level up the playing field for once. And 

it’s about the economy, it’s about society and then it’s about individual 

progression as well. So, if being chartered means that we can ensure 

consistency, quality and accountability, then surely it has to be an advantage 

to the wider public. 

University lecturer, England  

These comments demonstrate that a strengthened profession with an improved 

profile would be taken seriously by governments who would come to learn of the  

contribution that career development could make to helping them achieve their policy 

agendas. 

 

Summary 

Most respondents in the research believe that petitioning for a Royal Charter would 

be a positive move for the sector. This was irrespective of the country in which they 

worked. However, respondents with career leader, coordinator or manager in a 

school or tertiary education as their job role and worked in the school sector were 

more likely to have a positive view on becoming a chartered profession. These 

positive views were qualified by examples of how the sector and its stakeholders 

would benefit. These included: 

• an improved experience for clients due to a more consistent approach, role 

identity and quality standards; 

• a higher profile, more recognition of the role, and respect for the work of 

career development practitioners; 

• a greater commitment and recognition for the employers of career 

development practitioners leading to a potential increase in funding;  

• recognition of the quality services they provide and an increased focus on 

developing the evidence base; and  
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• an increased awareness by governments of the positive impact that career 

development practitioners can have on the achievement of a variety of public 

policy goals.  

These are positive and encouraging messages for those tasked with deciding on the 

future direction of professional recognition, support and development for career 

development practitioners across the UK.  

The barriers and detractors for chartership 

 
As we have seen, there are some participants who have negative views of the 

pursuance of a Royal Charter for the sector. These voices are small however they 

have provided a useful critique of the idea to balance against the very positive 

comments and attitudes about the project. 

 

One school of thought was that the pursuance of a Royal Charter would have very 

little impact on the clients who seek support from the services. This was particularly 

the case for individuals who were mandated to attend appointments with career 

development practitioners for example, for benefit purposes.  

“For the customers that we have, because we've got a targeted approach 

where people don't seek out our service, I don’t think it will make any 

difference for them at all, because we are tapping on their shoulder and 

saying come and speak to us”. 

Survey open text response 

“I am not persuaded that users would value the service more. It would make 

no sense if chartered status didn't result in increased costs to users or funding 

bodies. Given that much of career guidance is publicly funded, I cannot see 

this as an attractive proposition, and I cannot see how it would improve the 

quality of individual professionals' delivery”. 

Survey open text response 

One practitioner expressed the view that the process of petitioning for a Royal  

Charter could ultimately lead to a feeling of exploitation as practitioners were asked 

to spend even more money on individual chartership  
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“I think it is ridiculous- just another way to get more money from educational 

establishments and to add more stress to the job.” 

Survey open text response 

A further interview participant expressed the view that individual chartership might 

become compulsory and this could leave practitioners feeling resentful.  

“Well, I think there are a lot of people who believe that they would have to.  

You know, it would become compulsory. They might think that part of the 

driver behind chartered status is the fact that it would no longer be an option 

for people. They'd have to become chartered if they wanted to practise”. 

Independent career development practitioner  

A small number of practitioners felt that having additional qualifications such as an 

individual chartership would not enhance the prospects of practitioners and could 

negatively impact.  

“Working in career development, I see clients regularly who are denied jobs 

based on credentials when they are highly qualified.  Why would an industry 

that is regularly challenged to support people to overcome these barriers add 

this barrier to its own profession?” 

Survey open text response 

A further view, similar in nature was that the move could be divisive amongst 

practitioners, allowing those with means to progress higher in their careers because 

they could afford the additional fees for an individual charter. 

“Becoming a chartered profession would create more barriers to individuals 

from a diverse range of backgrounds entering the profession. It would create 

barriers to progression within organisations for those without higher academic 

qualifications and place a financial burden on individuals wanting to progress 

in their Career. The profession benefits hugely from having individuals 

bringing a wide range of employment experience, knowledge and skills”.   

Open text survey response 
 
One practitioner noted that this would introduce a level of unnecessary hierarchy. 

“Whilst I appreciate the CDI aspire for career advisers to be fully recognised 

for the excellent professional work they do, I do not believe that currently 

applying for Chartered Status would add any additional value to the   
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profession - it would only add another level of hierarchy.  As a previous fully 

qualified Connexions Adviser, the goal posts have already been moved for 

professionals qualified at Level 4 to Level 6 - at significant time and expense”.  

Open text survey response 

A concern articulated by several participants was cost. It is unclear how much this 

would cost for the lead-chartered body to obtain a Royal Charter on behalf of the 

sector. Nor is it clear what the cost would be for an organisational charter or an 

individual charter. The following exemplify the comments from research participants 

“Becoming chartered won’t actually do anything for the sector except for 

driving prices higher and people won’t want to pay extra when they have 

already qualified. Schools don't have budgets to pay for Career guidance as it 

is, let alone pay extra for chartered status. I think it is a waste of time and 

energy that could be better spent promoting the sector”.  

Open text survey response  

“Pay rates are so low that fees for chartership/registration will equate to a pay 

cut. Schools won't pay more for chartered employees. They won't cover CDI 

fees now!” 

Open text survey response 

“Is there a question about money, and will we as a as a sector lose 

practitioners because of the money and because of the time and effort 

required to maintain it? I would think that unlikely. 

Independent career development practitioner, Wales  

“And if you're a careers leader, I think it's going to be tricky, isn't it? Because 

is the school going to pay? They might do. They might do if you're an 

independent company, like us, yes, we would pay and we would expect to 

pay. A training provider? Well, you would hope they would want to pay”. 

Employer of career development practitioners  

The costs for employers will fall into several categories: 

• The cost of obtaining an organisational charter 

• The cost of resourcing the continual professional development activities 

required to gain and maintain an employee’s individual charter 

• The cost of the fee for individual chartered status for employees  
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There was an acknowledgement by some participants of the hidden costs of 

supporting individuals to pursue and obtain an individual charter. 

“The dedication and the time from the employee that's going to go through 

chartered status then the impact and the cost that that has on the business 

that is having to take that on board and then the people that deliver it and 

support it, their time and that much how much that costs even travel aspects 

and some cases we might need to do chartered status in London right. You 

know there might be a particular area where it would need to be done” 

Career development practitioner, Scotland  

“I think from if we were looking at the timeline of a brand new emerged 

careers advisor, you know and chartered status that's going to have an impact 

on the education and training of that person. This is because there is going to 

be a longer period of time for a person to become chartered, there's going to 

be a certain amount of time that an employer is going to have to free up to 

allow that person to achieve that chartered status. And then there's the 

funding and the money that the financial impact of making that happen. I think 

that's going to be one of your biggest challenges”. 

Career development practitioner, Scotland  

Research participants were asked who they thought should pay for their individual 

charter and most felt that there should at least be some sort of contribution by 

employers. 

“Ideally it would be the organisation because it's CPD and I guess careers 

practitioners are not paid the big bucks, so it's not as if we can just find that 

somewhere so ideally it would be the employer”. 

Careers leader, sixth form college  

“Because if there's going to be benefits in this for employers, then I think that 

it is fair enough to ask them to bear some of the cost whether that be 

financially, whether that be putting their support structures in. But I think 

employers should be bearing some of the cost as well in terms of their 

investment in their workforce and maintaining a quality workforce”. 

University lecturer, England  

Summary 

Despite the research illuminating many positive reasons for the sector to consider 

petitioning for a Royal Charter there was a small voice suggesting issues which  
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might negatively impact on this project. These issues can be grouped as follows: 

• Concerns about divisiveness and a lack of equity due to different practitioner 

pay and conditions across parts of the sector  

• The impact of a new process of individual recognition being applied unequally 

across parts of the sector and thus creating a new hierarchy and unequal 

access to advancement opportunities.  

• The costs for individuals and employers.  

These issues should be examined carefully, and a risk assessment undertaken to 

ensure that these potential problems are mitigated. The success of this activity will 

also rely on a strong process of communications with individuals involved in 

delivering aspects of career development across all of the home nations and various 

professional associations and organisations to ensure there is total clarity of purpose 

and process.  
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Views of individual charterships versus the current 

processes for professional recognition 

Introduction 

In 2010, the Career Profession Task Force set out several recommendations to 

support the development of a strong careers’ profession. The report recommended 

the establishment of a register or practitioners. This was established by the Careers 

Profession Alliance (CPA) in 2013 which subsequently became the CDI. The register 

was launched in 2013 after the CPA set out the principles of a new professional 

register (CPA 2012). The CPA reiterated its purpose to “bring together the 

professional bodies engaged in career development in the UK to create a careers 

profession comparable to other Chartered professions, both in public standing and in 

the rigour of its supervision of members” (2012 p2).  

 

The current register of career development professionals is owned and operated by 

the CDI for its members. The CDI describes the UK Register of Career Development 

Professionals as a single national ‘point of reference’ for ensuring and promoting the 

professional status of career practitioners from ‘across the whole sector’. The 

register currently recognises the professional qualifications (minimum of 60 credits at 

QCF Level 6/SCQF level 11) held by practitioners, ensures adherence to the CDI 

code of ethics and demands 25 hours per year of continuing professional 

development which needs to be recorded in an online log. The CDI also hosts a 

directory of careers leaders which contains the names of individuals with a minimum 

of level 6 award in career leadership or careers education 20 credits of learning, are 

a member of the CDI and commit to using the code of ethics to inform their practice.  

 

The current approach recognises an individual’s capability to do the job based on 

their level of qualification and a commitment to the code of ethics and to undertaking 

continuous professional development. In Allan and Moffett’s taxonomy (2015) this 

would be recognised as the stage of competence.  The current register does not 

recognise an individual’s ability to grow beyond competence to professionalism as   
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indicated by Allan and Moffett (2015).  

 

Individual chartership processes have the potential to record a practitioner’s ability to 

perform beyond competence (for example at Allan and Moffett’s (2015) levels of 

proficiency and expert) and therefore require a different process of support and 

assessment. Providing individual charterships would require the following. 

• Ongoing mentoring and support for practitioners to develop their practice from 

competence to proficient and to prepare for entry as a chartered professional. 

• An assessment process which would assess someone’s proficiency. This 

could involve observations of practice, portfolios of evidence  

• Demonstrating proficiency or a reflective piece of applying knowledge, skills 

and attributes in different contexts. 

• An assessment process which provided stretch beyond initial training and 

qualifications 

It could also form part of an overarching developmental framework which might take 

into account some of the existing recognised professional groups but include others 

such as development from chartered member through advanced chartered member, 

Fellow, Principal Fellow etc).  

 

One question which arises is whether the current register would be replaced by 

individual charterships. The answer to this question lies in the purpose of each 

process of recognition. The current register acts as a source of information for the 

public about who they might contact to provide personal career guidance or coaching 

and is recognition of the level of qualification, ethical practice and ongoing CPD that 

someone has undertaken to perform the role (competence). Anyone seeking 

personal guidance or coaching from an individual on the register would be confident 

of having a good service. Likewise, the register of careers leaders would provide an 

employer with confirmation that someone is qualified, abides by code of ethics and 

undertakes ongoing CPD. Currently, the records of those on the UK Register of 

Career Development Professionals and the Register of Career Leaders are audited.   
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This is conducted by the CDI’s Head of Professional Development and Standards. 

Any member of the register who is non-compliant is notified.  

The individual chartership provides a different form of recognition. Not only does it 

recognise the qualification that someone holds, but it also demonstrates that the 

person has exhibited good practice in context which has been evidenced. Individual 

chartership therefore goes beyond initial training and demonstrates evidenced, and 

ongoing good practice (proficiency).  

 

Given that the CDI already operates the UK Register of Career Development 

Professionals, the research sought to explore how people’s understanding of the 

differences between individual chartership, and the professional register might differ. 

This section therefore sets out answers to the following questions 

• How would becoming a Chartered body build on the current arrangements for 

professional registration and improve public perception?  

• How might individual Chartership sit within a framework of progressive, 

professional recognition?  

Understanding the difference between individual charterships and 

registration 

Some research participants felt there was no difference in the two processes: 

registration or individual chartership.  

“I’m not sure being chartered actually means. Isn’t that what RCDP is?” 

Survey participant  

One participant referred to it as ‘an add on certificate’. The same practitioner 

however noted that 

 “that's why competency matters. I've seen lots of people have got 

qualifications, but I've sat in on their interviews and frankly it wasn't stellar, 

and it didn't really demonstrate application of learning in a way that helped the 

client move forward”. 

Independent career development practitioner, Wales 
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A further comment by the same practitioner indicates that clients would have more 

clarity about someone being chartered rather than registered in terms of the quality 

of services which were being provided.  

“I would guess that a lot of people, if you said to them, do you think being a 

‘chartered whatever’ indicates a higher status than being a ‘registered 

whatever’ they'd probably say oh, I think chartered probably is the higher of 

the two”.   

Independent career development professional Wales 

In trying to explain the difference, one participant felt that individual chartership was 

an elevation of registration and that it demonstrated “a recognition of the individuals 

who put themselves forward and that they are going through rigorous checks 

potentially more so. So maybe just an elevation of that (Career leader, sixth form 

college).  

 

One practitioner explained how the two processes differ 

“I think for me, the importance lies on somebody's breath and commitment to 

continuous learning, and it's not enough to participate in a course and have 

the hours clocked up. That's not enough in the sense of CPD, because we've 

got a mandated 25 hours for a full-time practitioner of CPD per year. But that 

for me it doesn't equate to whether that person has actually developed 

professionally or not. But I think that's the challenge. 

Then how do you know that somebody's moved into a different level of 

competence? I think that would be very tricky”.  

Employer of career development practitioners, Scotland  

Negative views about the current registration process 

There were infrequent negative comments about the current registration process. 

One participant expressed concern about who was following up the continuing 

professional development requirements of individuals on the register. This should be 

for 25 hours and is self-audited and recorded.  

“Is anybody following up is what I'd say.  Is anybody following up on 

someone’s CPD? I don't see evidence of that yet. Are there audits taking 

place, for example, or is somebody able, you know, legally required to 

produce that documentation because they should be? If somebody is saying 

they've attended a course, then they should be able to provide that   
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documentation at any time.  It does annoy me”.  

International practitioner 

This comment doesn’t demonstrate that these processes are not taking place but 

that the processes and procedures are not clear. In any future processes whether 

they are an evolution of the current UK Register of Career Development 

Professionals. or a new individual chartership, this must be made clear and there 

should be accountability measures and processes for the checking and compliance 

with the CPD requirements.  

Feelings about personally pursuing an individual chartership  

Not only did the research seek to determine general attitudes to the petitioning for a 

Royal Charter, but it also sought to determine how many individuals would actually 

like to become individually chartered themselves. Responses to the survey showed 

that more than 71% of respondents would wish to go through the process. A further 

17% registered as neutral with just under 10% either disagreeing or strongly 

disagreeing that they would pursue this type of recognition. The following table sets 

out the responses to the question.  

Table 25: I would like to register as a chartered individual (n=619) 

 Option  Number % 

Agree 197 31.83 

Strongly agree 248 40.06 

Neutral 107 17.29 

Disagree 33 5.33 

Strongly Disagree 30 4.85 

No response  4 0.65 

Total  619 100.00 

 

Phase one of the research found that some professional associations had a 

framework of professional recognition which was developmental in nature and 

supported discussions about career progression and development. This was popular 

with practitioners and helped to attract and keep members.  

 

The research sought to understand the extent to which individuals would like the 

process of individual chartership to be part of an overall progression framework for   
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the sector. Again, the responses indicate that this would be a popular move with 

more than 73% of survey respondents agreeing or strongly agreeing that they would 

like this to be the case. Less than 10% held negative views about this and only one 

participant did not respond to the question.  

Table 26: I would like individual chartership to be part of an overall framework for 
progression within the sector (n=619)   

 Option  Number % 

Agree 224 36.19 

Strongly agree 228 36.83 

Neutral 109 17.61 

Disagree 30 4.85 

Strongly Disagree 27 4.36 

No response  1 0.16 

Total  619 100.00 

 

The results would suggest that the CDI could incorporate existing recognition into a 

new framework which might include: 

 

Members (Who do not require any specific qualifications but do commit to the 

code of ethics and the principles of the organisation)  

Registered member (Competent) (Inclusion on a list of those wishing to 

communicate their qualifications at a minimum of 60 credits at Level 6/SCQF 

Level 11 in a career development subject, commitment to the code of ethics 

and CPD) 

Chartered practitioner (Proficient) Those wishing to have their practice 

quality assured and validated. (This group could commit to mentoring future 

applicants for chartership as part of their commitment to the organisation)  

Fellow (Expert) (These individuals who have made a significant contribution 

to the sector and would be chartered professionals. Their ongoing support 

could include helping to assess the applications for individual chartership)  

Principal/ Senior Fellow (This status is reserved for those individuals who 

have demonstrated a high level of commitment and support for the sector, are 

thought leaders and provide support to the organisation through taking on 

senior voluntary roles within the organisation. They would also be chartered 

professionals.)  
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This framework is not dissimilar to the one for CILIP (The Chartered Institute of 

Library and Information Professionals). The criteria assessment processes and 

timing for each level would need to be developed once a successful petition for a  

Royal Charter was completed.  

 

Summary 

The research has demonstrated some confusion in people’s understanding of the 

differences between the current arrangements for registration and those for an 

individual charter. These two processes are different but could coexist within a 

developmental framework. Whilst most research participants had a view of the 

current register as one which communicated positive messages about their 

qualifications, commitment to the CDI Code of Ethics and commitment to 25 hours of 

continual professional development it will be important that in any future processes 

of professional recognition, the processes of monitoring and accountability will need 

to be clearly communicated. Once a Royal Charter has been secured, a decision will 

need to be made on whether or not to award individual charters. The research 

suggests that this would be a positive move and one which would be taken up by 

practitioners. This move would require some consideration of whether to revise the 

current register and the individual chartership process into one developmental 

framework.   
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Assessment processes and associated costs 
The previous section noted a positive attitude by participants in pursuing an 

individual charter and resulted in a recommendation that this should be part of the 

overall future plan. Given that an individual chartership is a means by which an 

individual’s practice is quality assured and validated, some consideration needs to 

be given to the assessment process. The research sought the views of practitioners 

about this, and the findings are set out below. 

Appetite for an additional assessment for individual chartership 

Research respondents were positive about the need to undertake an assessment to 

be granted individual chartered status. In total 66.72 % (where n=619) said that they 

agreed or strongly agreed this would be the case. 

Table 27:  I would be prepared to undergo an additional assessment process to gain 
an individual charter (n=619)  

 Option Number % 

Agree 271 43.78 

Strongly agree 142 22.94 

Neutral 117 18.90 

Disagree 45 7.27 

Strongly Disagree 41 6.62 

No response  3 0.48 

Total  619 100.00 

 

Academic level of assessment for individual chartered status. 

The current qualifications framework for career development practitioners across the 

UK includes both graduate and post graduate level awards. The English government 

have reinforced the need for young people to have access to qualified career 

development practitioners and state that this could be at either level 6 (graduate 

level) or level 7 (Post graduate level). In Scotland, practitioners employed by SDS 

are required to be qualified at post graduate level. With this context in mind, the 

research sought opinions about which academic level an assessment for individual 

chartership should be set. Most survey participants (56.22 where n=619) indicated 

that this should be set at postgraduate level. Although only 13.09 percent of 

respondent expressed the opinion that this should be set at undergraduate level   
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30.7% either didn’t know or felt that it should not be set at an academic level. 

Table 28: The preferred level of academic assessment for an individual charter 
(n=619)  

Preferred level of assessment  Number % 

I don’t think it should be 
benchmarked to an academic 
level 115 18.58 

Postgraduate Level 348 56.22 

Undergraduate Level 81 13.09 

I don't know 75 12.12 

Total 619 100.00 

 

Further analysis of the data shows that the higher the level of the qualification of the 

research participants, the higher the academic level of an individual chartership is 

preferred. This is unsurprising given that the purpose of an individual chartership is 

to demonstrate competence and provide stretch and progression. The majority of 

respondents (60.10% where n=619) had a postgraduate (level 7) qualification. The 

second most frequent level of qualifications for respondents was level 6 

undergraduate (24.23% where n=619). When the data is analysed using a Chi-

square test, there was a statistically significant difference between the attitudes of 

level 6 practitioners and level 7 practitioners on the preferred academic level for an 

individual chartership, (χ2 (3) =48.67, p<.001). This means that the result did not 

seem to be due to the sampling error. Most level 7 practitioners would prefer the 

individual chartership to be benchmarked at postgraduate level 7 qualification 

(n=256, 68.82%). However, the pattern of the distribution was more diverse with 

level 6 practitioners. The table below sets out the findings for those survey 

participants with a level 6 and level 7 existing relevant qualification.  
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Table 29: The preferred academic level for an individual chartership for those survey 
respondents with an existing level 6 (undergraduate) or level 7 (postgraduate) 
qualification 

  
With an existing level 6 With an existing level 7 

  Number 

% with this 
level of 

qualification Number 

% with this 
level of 

qualification 

I don’t think it should be 
benchmarked to an 
academic level 30 20.00 51 13.71 

Postgraduate Level 56 37.33 256 68.82 

Undergraduate Level 33 22.00 29 7.80 

I don't know 31 20.67 36 9.68 

Total 150 100.00 372 100.00 

 

It is not possible currently to determine how this might be generalised to the UK 

population of career development practitioners as no reliable data exists for the 

levels of relevant qualifications held at a UK level. We do know that in Scotland, the 

majority of practitioners are qualified at level 7 (SCQF Level 11) however in England, 

Wales and Northern Ireland, there is no clear distinction between the levels required 

to practise with young people, university students or adults. One measure of what 

this might look like is to interrogate the CDI members data base as this is a UK wide 

picture of people working across all segments of the sector. The following table 

provides data obtained from the CDI in October 2022 concerning the numbers of CDI 

members who with a level 6 or level 7 relevant qualification. 

Table 30: CDI members with a level 6 or level 7 professional qualification 

Number 
with 

level 6 

% of 
membership 

with a 
professional 
qualification 

Number 
with level 

7 

% of 
membership 

with a 
professional 
qualification 

Total of 
members with 

a relevant 
professional 
qualification 

1184 32.71 2179 60.19 3620 

 

There are currently more people taking the level 6 each year than the level 7, so the 

level 6 population is growing faster and will make up a larger portion of the workforce 

in coming years. 
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Despite being unable to generalise this data to the whole sector, one can surmise 

that people with an existing postgraduate qualification might feel that a postgraduate  

level assessment for individual chartered status would be in keeping with their 

existing qualifications.  

Those with an existing level 6 might view this as providing stretch. The focus group 

and interview participants provided more insights into this question. 

“I think level 7 is something that would certainly be required.  I guess that 

ensures there's a certain level of expectation of what chartered means.  I think 

Level 7 would certainly demonstrate that there is a high expectation of what 

chartership is”. 

Careers leader, sixth form college  

The concerns expressed about the academic level of individual chartership were that 

it could impact negatively on the existing workforce. In one instance, a participant 

noted that people’s view of the level of individual chartered status would depend on 

their existing level of qualification. If individual chartered status was to be set at post 

graduate level they noted that it might put off many people who would otherwise 

have the skills and qualities to work in career development roles. 

“You get people who come in through different routes who bring such brilliant 

skills and talents and experience to it. Also depending on where you live in the 

country, you know it’s really tough to get people into this profession. For 

example, the islands and in the far north. And so you might be attracting 

people in through the trainee modern apprenticeship route, who wouldn’t 

necessarily have a degree but the roots and the experience and the skills and 

the qualities they bring to the role, well it seems unfair to them that they 

wouldn’t then be able to get chartered status because they don't have a 

degree”. 

Careers adviser, Scotland  

“My concerns with some of the stipulations that chartered status may be a 

Level 7 is that you will shut out a lot of people who potentially could be part of 

the workforce. So, I think in terms of promoting inclusion and diversity and you 

potentially could be sort of threatening or causing problems there”. 

University lecturer, England.  

These views expose a misunderstanding of the process and conception of individual 

chartered status which is not a standard level for practice but a level for aspiration  
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and validation of practice which would be open for anyone to work towards who had 

a pre-existing qualification in career development at level 6 or above. This highlights 

that communicating the basis of chartership and what it means for practitioners will 

be very important if a decision is made to pursue chartership. 

Process of assessment  

The current UK Register of Career Development Professionals which is operated by  

the CDI requires proof of qualification, compliance with the Code of Ethics and the 

recording of 25 hours of continuous professional development activity per year and is 

recognition of competence.  

 

For practitioners to prove proficiency for an individual charter, they will need to be 

able to demonstrate that their practice conforms to the necessary standards of 

professional practice. These standards would need to be agreed during the 

development of the individual chartered process. The research sought to identify 

how practitioners might prefer to provide evidence and to have this assessed. The 

survey participants were asked to identify their preferences from a list and could 

choose any that they thought appropriate. The preferred mode of assessment is 

through a portfolio (chosen 309 times). This is not dissimilar to the process for many 

of the current qualifications in career development including some graduate 

programmes, the Qualification in Career Development and the end point assessment 

required for the higher apprenticeship route. Other preferred modes were through 

professional discussions (chosen 220 times), a reflective piece of writing (chosen 

193 times) or observation of practice (chosen 166 times). It should be noted that 215 

people indicated that the assessment process should involve a combination of 

several of the approaches listed. The following figure sets out the answers to this 

question. 
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Figure 2: Preferences for mode of assessment 

 

Focus group and interview participants were also asked about their assessment  

preferences. There were a wide range of views which are a useful insight as many of 

the participants provide a rationale for their preferences. These views are 

exemplified in the quotations below. 

“Different assessment methods bring out the best in different people, don't 

they? And I suppose that we've not had exams for quite a long time. Most of 

us, are quite far away from studying anyway, so that might be a very specific 

way of testing someone's abilities. Seems like a portfolio maybe combined 

with conversation might be a fairer way to do it, or a way to get the most out of 

this type of practitioner because you know, we're ‘talking people’ and it might 

be better to do that. 

Community based careers adviser, Scotland.  

“I think a portfolio would probably be the main way because you can 

demonstrate capabilities from different aspects. That would maybe alleviate 

any sort of time pressures or any sort of situations where over the course of 

perhaps an academic year you would be able to demonstrate your capabilities 

of progressing onto chartership”. 

Careers leader, sixth form college 

“When you're having a conversation, it's more natural and you can see 

beyond what's presented in sense of certificates or courses or something that 

somebody's done. So, I think a conversation, how you would do that in an 

organisation that's a different matter altogether”. 

Employer of career development practitioners, Scotland  
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“It's about developing and improving practise rather than ticking a box to say 

your competent so I think that element of reflection needs to be quite clear 

and I think peer observation can really help with that”. 

University lecturer, England  

“We all know that the very nature of that interaction is changed by the power 

of observation. So it may be that if you are talking, and for that interaction to 

be observed it would have to be a recorded thing that was sent off for 

somebody to look at. And that would work for me. I'd be quite happy for that to 

happen. I quite frequently record my sessions for clients to use them and 

playback if they choose to”. 

Private practitioner, Wales  

The cost to individuals for a chartership  

The scoping research (phase 1) commissioned by the CDI in 2021 found a variety of 

costs for individuals to become chartered through other professional associations. 

For example, at the time, CILIP charged £150, whereas the CIPD had two levels: 

£2,275 for a chartered member and £2,631 for a Chartered Fellow. The current 

registration fee for the CDI is £160 in year one and £130 for each year thereafter. 

The fee includes CDI membership of £105 per year. The research sought to discover 

what participants’ views were of the costs for individual chartership. The survey 

responses indicated that people understood that there would be a fee, but the 

majority would be prepared to pay £159 or less for this. The largest number of  

responses were for the band £50 - £99 possibly reflecting the existing fee for 

becoming and maintaining membership of the CDI professional register. Another 

comparator would be the cost of a post graduate qualification in the UK which, 

according to Bennett (2022) is £8,740. This equates to £970 for 20 credits at level 7 

which would equate to 200 hours of study and is usually the minimum amount of 

credit available at a level 7 in a UK University. The responses are set out in the table 

below 
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Table 31: How much would you be prepared to pay for an individual charter? 
(n=619) 

 Cost band Number % 

£0-49 192 31.02 

£50-£99 209 33.76 

£100-149 138 22.29 

£150-£199 38 6.14 

£200+ 20 3.23 

No response 22 3.55 

Total  619 100.00 

 

It should be noted that there may be a different fee for initial assessment of an 

individual chartership to that of maintaining an individual charter.  

 

The strongest messages from the interview and focus group participants were that it 

would be difficult to benchmark without being able to compare it to other chartered 

institutes and that the cost should be in line with this. Costs were seen as a limiting  

factor for many practitioners with participants mentioning that schools would not pay 

the fee for charterships when they already found it difficult to pay for membership of 

the CDI. Another practitioner noted that if the fee was too high it would mean a real-

term cut in pay as some practitioners were very poorly paid.   

Renewing individual charterships  

Members of the CDI who have been accepted on to the register are required to 

renew their registration annually. This is accompanied by the need to record 25 

hours of CPD annually in an online portal. Research participants were asked their 

views about renewal and the largest number of respondents indicated their 

preference for this process to be every five years. An annual process was the least 

preferred. The results to this question are in the table below.  
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Table 32:  If you had to renew your Chartership, how often would you be willing to do 
this? (n=619)  

 Option  Number % 

Every year 73 11.79 

Every 2 years 237 38.29 

Every 5 Years 289 46.69 

No response 20 3.23 

Total  619 100.00 

 

Summary 

The research reveals that there is an appetite for an assessment process for 

individual chartership and that there is a slight preference for this to be benchmarked 

at a post graduate academic level. The level of assessment should provide stretch 

and be available for anyone with a relevant level 6 or level 7 qualification in a career 

development subject. The most popular mode of assessment is through a portfolio of 

artefacts. This could include reflective writing, outcomes of practice observations and 

professional discussions although other approaches to assessment should not be 

discounted. The willingness of practitioners to pay for the process of assessment is 

clear but the costs of individual chartership were unrealistic given the process of 

assessment involved. If practitioners are going to be encouraged to pay this fee, they 

will need to understand the benefits of an individual charter and have a clear and 

competitive offer of support for making this commitment to professional practice.  
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Who should pursue this on behalf of the sector.  
This question was asked of all research participants. Most survey participants were 

asked firstly if they would welcome the CDI taking this project forward on behalf of 

the sector. The overwhelming majority of survey participants (83.52% where n=619) 

were positive about this and answered yes. The full results to this survey question 

appear in the table below. 

Table 33: Would you welcome the CDI petitioning for chartered status on behalf of 
the profession? (n=619)  

Option Number Percentage 

Yes 517 83.52 

No 26 4.20 

Don't know 73 11.79 

Blanks  3 0.48 

Total 619 100.00 

 

Comments from research participants highlighted that the CDI is a UK wide 

professional body and would be well placed to undertake this on behalf of the sector. 

The following quotations exemplify this. 

“I suppose by default it's going to be the CDI because they are the only UK 

wide careers organisation”. 

Employer of career development practitioners 

“It would be the CDI because I probably don't identify with other organisations 

around the UK. The CDI for me, everybody knows it, there's no doubt that 

practitioners within Scotland are aware of the work of the CDI. The 

universities will know it very well. So, anybody who's a careers professional 

that's gone through the qualification at a university will know about it”. 

Career development practitioner, Scotland 

“I would have thought the CDI.  They are the obvious choice because with all 

the different aspects and all the different groups that are coming together from 

different sectors, I would have thought that would be the most natural 

organisation”. 

School based career development practitioner, England.  

Whilst a clear majority see the CDI as the natural lead body for this project there 

were some concerns raised by participants about the role of other sector 

organisations in the process. A small minority expressed the view that if the CDI   
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were to take this on, it could be seen as divisive. 

 

Several participants expressed the view that the CDI was an organisation which 

represented all interests and as such would be the best to represent the whole 

sector across the UK. AGCAS was only mentioned once in the survey as the 

organisation which should take this forward on behalf of the sector. There was, 

however, a clear view expressed that the CDI should work with other organisations 

to move this forward. The most frequently cited organisation with whom the CDI 

should collaborate (7 mentions to the question of who should take this forward) from 

all research participants was AGCAS.  

“I wish AGCAS, and CDI would band together. I think that separation causes 

problems with that. And if I was going to ask anybody to lead, it would be the 

CDI because they are the biggest as far as I know. I don't think the AGCAS 

are going to be in a position to lead the CDP generalists because they're 

focused on the HE side” 

Canadian career development practitioner   

The following were the comments from survey participants  

“[The CDI] should work together with AGCAS” 

“I would be happy for AGCAS to be involved as well”. 

“A combination of the CDI and AGCAS”. 

“What about professionals and organisations not part of the CDI but other 

bodies for example AGCAS, or NICEC. A CDI only approach doesn't feel very 

inclusive”. 

Summary 

As the only UK wide professional association which represents all practitioners 

supporting individuals’ career development, the CDI is well placed to be the umbrella 

organisation to move forward the petition for a Royal Charter on behalf of the sector. 

This view was widely supported by most of the participants. It will be important 

however for the CDI to work collaboratively with the other organisations who have a 

stake in this process.  
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What questions remain unanswered? 
Although growing evidence exists concerning the impacts and outcomes of career 

development activities, it will be important to further develop the evidence base so 

that it covers all segments of the career development sector to support a successful 

petition to the Privy Council. Examples of further future activities which have 

emerged from this phase of the research include 

• A mapping exercise to understand the recognition of career development 

practitioners’ competence in other international contexts. 

• An analysis of the work of self-employed career development practitioners to 

understand the numbers involved and their existing relevant qualifications, 

experiences and areas of the sector in which they work.  

• An analysis of the qualifications of those operating as career development 

practitioners. 

• An exploration of the media’s understanding of career development activities 

and their impact. 

• Understanding the public awareness and experiences of career development 

activities.  

• Mapping the outcomes of career guidance and how these meet public policy 

goals. 

• Consideration of alternatives to Royal Chartership which could achieve similar 

goals.  

•  

One participant suggested that there needed to be greater understanding and 

mapping of the outcomes of career guidance and how these meet public policy 

goals.  

“I imagine that understanding current and future national policy and strategy 

for careers education and how we as a profession help to deliver this”. 

Independent Careers Adviser, England 
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Summary 

There is a large and growing evidence base of the impact of career development. 

Much of this exists for the career development support to children and young people 

although more recently, the Gatsby Charitable Organisation has commissioned 

research about the career development support offered to adults. Whilst this 

evidence base will be an important source of information to support the petition for a  

Royal Charter, there are areas which remain a challenge. A good example will be to 

prove that the granting of a Royal Charter would be in the public interest. To provide 

evidence for this the CDI and its partners will need to set out a research agenda and 

timetable to support the petition. This could include mapping what other countries do 

to recognise the competence of career development practitioners as well as 

developing an understanding of a range of stakeholders including the public who use 

career development services.  
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Summary and conclusions  
This research sought the views of 657 individual research participants using an 

online survey, individual interviews and focus groups and engaged practitioners 

working across all areas of career development practises and geographical locations 

across the UK and Northern Ireland. This is an important piece of research which will 

inform the strategic decision making, not just of the CDI but other stakeholders who 

operate across the career development sector. As such it was important to involve 

members of stakeholder organisations to inform the research design and to help 

understand the research findings. The research was commissioned after the 

publication of a first scoping exercise into the costs and benefits of petitioning for a 

Royal Charter for the career development sector.  

 

The research sought answers to the following questions: 

• Who are the organisational and corporate stakeholders needed to support a 

petition for chartered status? 

• Which of these are currently engaged with by the CDI and which need to be 

engaged? 

• What are the perceptions of the impact of becoming a chartered profession?  

• To what extent do practitioners, employers and other stakeholders support 

chartership for the career development sector and what are the drivers for 

this? 

• To what extent are the costs, processes and practices required to secure 

individual chartership preferred over the existing processes and practices 

associated with recognising professional standards and competences across 

current professional organisations.  

• What are the gaps in the evidence base which are needed to secure a 

successful petition for chartered status for the professional body? 

• What are the recommendations for next steps for the chartered status 

project? 

The research data has provided answers to many of these questions and has   
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provided a picture of the commitment to those working across all aspects of career 

development to have their professional practice recognised and to have 

opportunities to have their competence validated. 

 

The context for this research is one of an evolving public policy agenda and new 

innovation in the use of technology to deliver career guidance services in a post 

COVID pandemic world. In addition, there are new opportunities for people working 

in leadership roles to undertake careers leader training, thus professionalising the 

support they provide in terms of strategic leadership. Practitioners are developing 

and innovating their practices and whilst there is for some, an opportunity to have 

these practices recognised through the CDI UK Register of Career Development  

Professionals, this is not universally adopted and only applies to people who are 

members of the organisation.  

Attitudes to petitioning for a Royal Charter 

The research to understand people’s attitudes to petitioning for a Royal Charter for 

the sector followed by an opportunity to apply for individual charters has found a 

strong appetite for this move. Whilst there are some who do not support this move, 

there is are a significant number who do, and this is not dependent on where in the 

UK people live. Nor is it dependent on the part of the sector in which people work. 

These positive views were qualified by examples of how the sector and its 

stakeholders would benefit. These included: 

• an improved experience for clients due to a more consistent approach, role 

identity and quality standards; 

• a higher profile, more recognition of the role, and respect for the work of 

career development practitioners; 

• a greater commitment and recognition for the employers of career 

development practitioners leading to a potential increase in funding, 

recognition of the quality services they provide and an increased focus on 

developing the evidence base; and  

• an increased awareness by governments of the positive impact that career 

development practitioners can have on the achievement of a variety of public 

policy goals.  
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These are positive and encouraging messages for those tasked with deciding on the 

future direction of professional recognition, support and development for career 

development practitioners across the UK.  

Understanding the differences between an individual charter and the 

existing process of registration 

The research has demonstrated some confusion in people’s understanding of the 

differences between the current arrangements for registration and those for an 

individual charter. These two processes are different but could coexist within a 

developmental framework. Whilst most research participants had a view of the 

current register as one which communicated positive messages about their 

qualifications, abiding by the CDI Code of Ethics and commitment to 25 hours of 

continual professional development it will be important that in any future processes 

of professional recognition, the processes of monitoring and accountability will need 

to be clearly communicated. Once a Royal Charter has been secured, a decision will 

need to be made on whether or not to award individual charters. The research 

suggests that this would be a positive move and one which would be taken up by 

practitioners. This move would require some consideration of whether to revise the 

current register and the individual chartership process into one developmental 

framework.   

Attitudes to assessment for an individual chartership 

People have indicated that they would be prepared to undertake an additional 

assessment for this status and that they would be prepared to pay for this.  Although 

marginal, the preferred level for an individual charter is postgraduate level and this is 

consistently the answer irrespective of the level of qualification individuals have 

achieved during their initial training. This indicates that practitioners are hoping for 

recognition of their proficiency which provides stretch. There is also a suggestion by 

this research that the offer of an individual charter could form part of a re-visioned 

framework of professional development for the sector. This could encourage 

practitioners to join as members and then progress through a series of levels. There 

could also be a place within the framework for individuals who wish to join a directory 

of qualified practitioners which could be a list made available to the public so that 

they can   
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identify a practitioner to meet their career development needs.  

 

There have been a variety of assessment processes suggested for an individual 

charter. The most popular was for those seeking this status to submit a portfolio of 

artefacts demonstrating competence. For many the process should involve several 

activities including professional discussion, observation of practise and reflective 

writing.  

 

This framework is not dissimilar to the for CILIP (The Chartered Institute of Library 

and Information Professionals). The criteria for each level would need to be 

developed once a successful petition for a Royal Charter was completed.  

Negative views of chartership 

Although many of the findings of the research are positive and would suggest that 

this would be a positive move, there was a small voice suggesting issues which 

might negatively impact on this project. These issues can be grouped as follows: 

• Concerns about divisiveness and a lack of equity due to different practitioner 

pay and conditions across parts of the sector  

• The impact of a new process of individual recognition being applied unequally 

across parts of the sector and thus creating a new hierarchy and unequal 

access to advancement opportunities.  

• The costs for individuals and employers.  

The issue of cost was raised on several occasions.  Participants indicated that their 

preferred level of fee for an individual chartership was set at a level which didn’t 

reflect the actual costs associated with the assessment process which will likely be 

required. Phase one of the research, suggested several models of support for the 

process including mentoring and assessment offered by individuals and  

organisations who could be commissioned to do this on behalf of the CDI, in a 

similar way to that offered by the organisation Advance HE who Commision 

Universities to undertake the assessments for fellowships and senior fellowships of  

the Higher Education Academy.  

These issues raised by research participants should be examined carefully, to   
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ensure that these potential problems are mitigated in any final decision about 

petitioning for a Royal Charter. The success of this activity will also rely on a strong 

process of communications with individuals involved in delivering aspects of career 

development across all of the home nations and various professional associations 

and organisations to ensure there is total clarity of purpose and process.  

Challenges to a successful petition for a Royal Charter 

The research suggests that whilst there is a very strong level of support for the 

sector becoming chartered, the success of this project is not without challenges. 

There are several professional organisations who have a stake in this activity and 

phase one of the research did show that any organisation who petitioned for a Royal 

Charter should be representative of the sector seeking the Charter. The career 

development sector is complex, and its practitioners work to different job titles and 

across different segments of the sector. The research revealed that irrespective of 

which professional organisation individuals belonged to there was a feeling that the 

CDI as an umbrella organisation was best placed to move this forward on behalf of 

the sector. The implications of this are severalfold for example organisations will 

need to align their codes of ethical practice, agree a framework of qualifications, and 

progression frameworks. There is room within the process of individual charterships 

to differentiate individual roles. It is possible that the organisation who receives the 

Royal Charter could offer individual charterships for a range of roles such as a 

chartered careers adviser, a chartered careers leader or a chartered careers coach. 

Developing the evidence base 

Although growing evidence exists concerning the impacts and outcomes of career 

development activities, it will be important to further develop the research base so 

that it covers all segments of the career development sector to support a successful 

petition to the privy Council. Examples of research which have emerged from the 

research include 

• A mapping exercise to understand the recognition of career development 

practitioners’ competence in other national contexts. 

• An analysis of the work of private career development practitioners to 

understand the numbers involved and their existing relevant qualifications, 

experience and areas of the sector in which they work  
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•  An analysis of the qualifications of those operating as career development  

practitioners. 

• Research to explore the media’s understanding of career development 

activities and their impact. 

• Research to understand the public awareness and experiences of career 

development activities.  

• Research which maps the outcomes of career guidance and how these meet 

public policy goals.  

It is likely that this research agenda is too much for one organisation to bear and 

therefore a cross sectoral research strategy should be established to audit existing 

research and identify gaps and allocate responsibility for conducting research to 

support the interests of the sector as whole and to expedite the development of a 

petition to the Privy Council for a Royal Charter for the career development sector. 

And finally 

One of the questions posed by some participants in the research was ‘what problem 

does the CDI see as existing that a Royal Charter would solve?’ In fact, there was no 

specific purpose in re-opening this discussion other than as a scoping exercise and 

research to provide an evidence base for strategic decision making. The research 

has in fact highlighted several outcomes which a successful petition for a Royal 

Charter would achieve which could be seen as resolving some longstanding 

problems for the sector.  

 

For the public, a successful petition would also raise the understanding of what 

constitutes quality in the services which they seek out for life-long decision making 

about life, learning and work.  

 

For practitioners, a successful petition could improve the status of the career 

development profession and those that work within it. This would in turn raise the 

value of the profession in governments, policy makers and the publics’ 

consciousness. The CDI captures the values of career development practitioners 

when they note that 
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“Being a career development professional and helping people to maximise 

their human and social capital and make the most of the transitions 

throughout their working lives is a privilege” (CDI 2021: P2) 

This altruism has long gone unrecognised, and a Royal Charter would help connect 

and recognise the work of hardworking and dedicated practitioners to the important  

national and local policy objectives of improving economic, and social outcomes of 

the population.  

 

For the sector, a successful petition would result in consistency in the standards of 

qualification and practise, values and quality assurance across the UK wide career 

development sector and would ensure transferability of knowledge and skills across  

the Home Nations and across different parts of the sector.  

 

The overall message from this research is very positive. A significant majority of 

practitioners across the sector support the idea of the CDI leading a petition to the 

Privy Council for a Royal Charter for the sector. This is not without challenge and the 

sector needs to come together to speak with one voice on behalf of all those working 

within it and to align some organisational policies and practises. It is suggested by 

the research, that if this can be achieved, the users of career development services, 

practitioners and those who employ them will benefit.  
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Recommendations  
The following recommendations relate specifically to the preparation for making a 

successful petition to the Privy Council for a Royal Charter and not for the career 

development sector more widely. The recommendations have been grouped under 

the following headings: 

• Actions specifically for the CDI  

• Actions for the professional associations representing and supporting career 

development practitioners to take. 

Actions specifically for the CDI 

Once the CDI Board has considered the evidence and arguments set out in this 

research, a decision will need to be taken about whether to continue to explore the 

potential for a Royal Charter and to agree a way forward. Following a positive 

outcome to this discussion, there are two immediate actions: 

• Undertake research to understand the views of the current process for 

becoming and maintaining registered career development practitioner status. 

• Draw together a strategy group with the specific purposes of collaborating on 

a plan to prepare for and complete a petition to the Privy Council for a Royal 

Charter on behalf of the UK career development sector.  

Actions for all professional associations and associated stakeholders  

Each stakeholder organisation will need to discuss the outcomes of this research 

and determine a response. Following this, they will wish to consider the extent to 

which they wish to be involved in some or all of the following actions: 

• Undertake research to determine some consensus about job titles and how 

these might align to a new framework of individual chartership  

• Agree a communications plan across all sector organisations to elaborate and 

promote the advantages of a Royal Charter in an evidenced manner to 

everyone working in the sector.  

• Develop a clear picture across the UK of the academic levels of those 

practicing in career development. 

• Undertake research to map the outcomes and impact of career development 

activities on the public policy agenda. 

• Set out a joint programme of research to support the evidence base for a 

Royal Charter. This should include research into the following 
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• A mapping exercise to understand the recognition of career development 

practitioners’ competence in other international contexts. 

• An analysis of the work of self-employed career development practitioners to 

understand the numbers involved and their existing relevant qualifications, 

experiences and areas of the sector in which they work.  

• An analysis of the qualifications of those operating as career development 

practitioners. 

• An exploration of the media’s understanding of career development activities 

and their impact. 

• Understanding the public awareness and experiences of career development 

activities.  

• Mapping the outcomes of career guidance and how these meet public policy 

goals. 

• Consideration of alternatives to Royal Chartership which could achieve similar 

goals.  
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