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Chapter 1 Introduction to Management

Chapter 2 Chapter title

Chapter 3 Chapter title

Chapter 4 Chapter title

S EC TI O N I

Introduction
This book is intended to go beyond the basics in examining some of 
the unique challenges encountered by diverse clients as they endeav-
our to move their careers forward while facing complex barriers to 
employment and career success. The first chapter, Examining Our Con-
text, describes the work that career development practitioners do and 
the realities of the labour market within which they work. This chapter 
provides a conceptual framework within which to situate the following 
sections. Each of those sections comprises individual chapters contrib-
uted by an eclectic group of authors who each have expertise and/or 
lived experience with many facets of diversity. 

Chapter 1 Examining Our Context (Roberta Borgen)



3

The Work of Career Development Professionals

At times, career development professional (CDP) can be an unfamiliar, elusive term for those outside 
the sector, making it difficult to express to others the value of the work we do. Although the major-
ity of CDPs work in government-funded agencies providing services to the unemployed,1 Where’s 
the Work? Helping Career Practitioners Explore Their Career Options2 provides a helpful overview of 
their diverse work roles and settings.

No matter the job title (e.g., job developer, case manager, rehabilitation professional, career coun-
sellor, coach), effective CDPs possess a core set of competencies and add specialized competencies 
relevant to their work roles, settings, and individuals served. Historically, the Canadian Standards 
and Guidelines for Career Development Practitioners3 have captured relevant core and specialized com-
petencies and served as the basis for certification across Canada. The standards and guidelines were 
updated in 2012, in part to better address diversity considerations throughout the core competencies, 
and are currently undergoing a massive multi-year overhaul with pan-Canadian consultation.4

Shifts in labour market and programming structures can affect skill requirements for CDPs to 
do their jobs effectively. In research5 supported by the Centre for Employment Excellence of BC 

1 Bezanson, L., O’Reilly, E., & Magnusson, K. (2009). Pan-Canadian mapping study of the career development sector. 
Canadian Career Development Foundation. https://ccdf.ca/wp-content/uploads/2019/02/PAN-CANADIAN-MAP-
PING-STUDY-OF-THE-CAREER-DEVELOPMENT-SECTOR.pdf
2 Pickerell, D. A., & Neault, R. A. (2012). Where’s the work? Helping career practitioners explore their career options. Life 
Strategies Ltd. http://lifestrategies.ca/projects/wheres-the-work.cfm
3 Canadian Career Development Foundation. (n.d.). Canadian standards and guidelines for career development practi-
tioners. www.career-dev-guidelines.org
4 Canadian Career Development Foundation. (n.d.). CDP competence. https://career-dev-guidelines.org/
cdp-competence/
5 BC Centre for Employment Excellence. (2013, May 17). Skill requirements for BC’s career development study. http://
www.cfeebc.org/reports/skill-requirements-for-BC-career-development-practitioners.pdf

Examining 
Our Context

Roberta Borgen

C h a p T E R 

1



4  CAREER DEVELOPMENT FOR DIVERSE CLIENTS

investigating skill requirements, several disconnects were identified between what CDPs rated as 
important to their jobs and how skilled they were. Interestingly, although ratings for both importance 
of and competency in “demonstrate respect for diversity with all clients” matched closely, the gap 
between importance and competency in “demonstrate awareness and knowledge about diversity” 
was much greater. 

The Labour Market

CDPs need to be attuned to rapid changes in the labour market if they are to provide effective guid-
ance. The Organisation for Economic Co-operation and Development (OECD)6 warned that workers 
displaced because of automation may lack the skills required for emerging jobs. OECD also noted that 
the labour market is transforming (i.e., increasing the service sector and decreasing the manufactur-
ing sector) and non-standard work (e.g., self-employment, part time, temporary) is becoming more 
prevalent. In 2019, a Statistics Canada7 report highlighted that despite “a relatively robust economy, 
low unemployment and higher levels of immigration” the participation rate8 has been decreasing; they 
attribute this largely to the retiring baby boomers. Of course, by early 2020, a global pandemic had 
changed work opportunities and working conditions in all parts of the world!

Changes are happening so rapidly these days that specialists are sometimes able to detect a notice-
able shift in hiring practices or employer expectations over a period of a single week or month. For 
example, the 9/11 terrorist attack in 2001 resulted in individuals adjusting travel plans, putting off 
major purchases, and waiting to see what would happen next; local/national governments redirect-
ing spending; and employers laying off workers. On a global level, tourism on every continent was 
impacted, manufacturing slowed or was suspended altogether, meetings were cancelled around the 
world, and business development plans and major investment activities were put on hold. In 2008, 
a worldwide recession affected the financial stability of nations for which only recently many have 
recovered. Much more recently, in 2020, COVID-19 resulted in a rapid and wide-scale economic 
shutdown across almost every industry (and country), massive migration to working and learning 
from home, and restrictive health protocols (e.g., physical distancing) affecting every facet of life 
and work. The cumulative effect has been a general uncertainty of what the “new normal” might 
look like going forward. Layered upon this has been a renewed focus on social justice, inclusion, 
and anti-racism—the Black Lives Matter9 movement is just one such example, and in Canada, the 
Truth and Reconciliation Calls to Action10 are intended to begin the process of repairing damaged 
relationships between Indigenous and non-Indigenous peoples.

6 Organisation for Economic Co-operation and Development (OECD). (n.d.). Data on the future of work. https://www.
oecd.org/els/emp/future-of-work/data/ 
7 Statistics Canada. (2019). Projections to 2036 of the labour force in Canada and its regions, para. 1. https://www150.
statcan.gc.ca/n1/daily-quotidien/190320/dq190320a-eng.htm
8 Defined as “the size of the labour force relative to the total population aged 15 and older” by Statistics Canada.
9 Black Lives Matter (n.d.). About Black Lives Matter. https://blacklivesmatter.com/ 
10 Truth and Reconciliation Commission of Canada. (2015). Calls to action. http://trc.ca/assets/pdf/Calls_to_Action_
English2.pdf 
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Working effectively amongst this backdrop of constant change and uncertainty can be difficult 
for clients, CDPs, employers, educators, and policymakers. Joan Richardt, a Canadian career spe-
cialist, has been quoted as saying, “Times are tough for everybody, and one of the biggest challenges 
is to hang on to optimism.” Optimism is indeed important; it was the only significant predictor of 
both career success and job satisfaction in my doctoral research years ago,11 and more recent work 
with the hope-action model12 has emphasized the central importance of hope in all facets of career 
development. CDPs, therefore, can be helpful just by assisting their clients with building and sus-
taining hope for their future careers and increasing their holistic focus on the overall quality of life. 
Many workers are trying to adjust to better facilitate more personal satisfaction and congruence 
between their career and personal goals—an integrated approach which accounts for all roles in 
work, life, and learning.

To help clients prepare for the changing world of work, CDPs can contribute the following:

• Stay Up to Date and Informed. Business publications, news reports, online resources, and 
key informants within the community (e.g., employers, economists) can illuminate emerging 
trends and local shifts. Use a variety of trusted and reliable resources to uncover high-quality 
information. 

• Support Interpretation. Providing access to current/accurate labour market information 
is a good start; however, clients also need guidance on how to interpret those resources and 
apply them within the context of their career journeys. Relying on statistics with no context 
may lead to misinterpretation of data and ill-informed decision making. 

• Define Terminology. Understand and communicate the difference between “top” jobs that 
are in high growth industries, are in high demand, or pay well. Depending on your client’s 
short- and long-term goals, the focus may be different. 

• Consider Alternative Work Structures. Although contract work and self-employment 
aren’t new, the emergence of the gig economy has been strengthened by the prevalence of 
apps (e.g., Uber, TaskRabbit). CDPs can introduce a full range of work alternatives (e.g., full 
time, part time, contract, and self-employment) and help their clients to determine the pros 
and cons of each.

• Consider Lifestyle Adjustments. Given the interconnectedness of our work, life, and learn-
ing, clients may benefit from exploring changes (e.g., voluntary simplicity) which could allow 
for better accommodation of future job loss, downturns, or quality-of-life concerns.

• Foster Hope, Optimism, and Resiliency. Even in the midst of layoffs or labour market 
uncertainty, CDPs can instill and foster a spirit of hope and optimism about the future. Equip 
clients with soft skills that will help them survive in the changing workplace.

11 Neault, R. A. (2002). Thriving in the new millennium: Career management in the changing world of work. Canadian 
Journal of Career Development, 1(1), 11–21.
12 CERIC. (2016). Hope-centred career interventions. https://hopecareerinterventions.com/ 
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Reconceptualizing Diversity and Inclusion

CDPs work with a variety of client groups—ranging from individual clients, each with diverse back-
grounds, to organizations and even whole communities. Diversity encompasses much more than 
just an individual’s race or ethnicity; it’s a multi-faceted construct comprising such characteristics 
as age, gender, sexual orientation, ability, educational background, spirituality, family structure, 
and socio-economic context. Both clients and CDPs bring their diverse cultural backgrounds into 
their working relationship; diversity, in turn, affects the resulting career development process and 
outcomes. Cultivating a better understanding of the cultural influences unique to each of your 
clients, as well as how your own culture, life experiences, beliefs, and values affect your work, will 
help you to create more customized, relevant, and effective interventions. 

Several frameworks, theories, and models can help CDPs adopt a more informed approach, 
including the following: 

• Culture-infused career counselling13 is a model that presents four domains for CDPs to 
consider in their work:
1. Gaining awareness of personal cultural identities
2. Gaining awareness of the cultural identities of other people
3. Understanding cultural influences on the working alliance
4. Implementing culturally responsive and socially just career interventions

• Career counselling with underserved populations14 is a model that identifies 13 keys for 
effective practice with ethnic, racial, and sexual/gender minorities:
1. Take responsibility for your own biases and prejudices
2. Know the process of cultural identity development and use it
3. Know the special issues of specific cultures
4. Directly address issues of discrimination
5. Understand that group career counselling has a strong appeal to many racial and 

ethnic minority clients
6. Pay particular attention to the role of the family
7. Pay attention to the special issues of dual-career couples
8. Be aware of the special issues when using career assessment inventories with individu-

als from various cultural communities
9. Help clients overcome internalized negative stereotypes or internalized oppression

10.  Pay attention to coming-out issues with clients for whom their cultural membership is 
not obvious

13 Arthur, N. (2019). Culture-infused career counselling: Connecting culture and social justice in career practices. In 
N. Arthur, R. Neault, & M. McMahon (Eds.), Career theories and models at work: Ideas for practice (pp. 21–30). CERIC 
(direct quote from pp. 22–23).
14 Pope, M. (2019). The career counselling with underserved populations model in practice. In N. Arthur, R. Neault, 
& M. McMahon (Eds.), Career theories and models at work: Ideas for practice (pp. 337–346). CERIC (direct quote from 
pp. 339–340).
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11.  Overcome societal stereotyping as a limitation on occupational choice, use occupational- 
role-model and networking interventions

12. Maintain a supportive atmosphere in your office
13. Provide positive social advocacy for your culturally diverse clients 

• The cultural-historical activity theory15 is rooted in equity and social justice principles. This 
model conceptualizes individual development as intertwined with systemic influences. 

• The relational-cultural theory16 is rooted in seven major tenets:
1. Growth through and towards relationships occurs over the lifespan.
2. Mature functioning happens through mutuality in relationships.
3. Growth is characterized by relational differentiation and expansion.
4. Mutual empathy and mutual empowerment are part of growth-fostering relationships.
5. Authenticity is required for engagement and participation.
6. Mutual contributions and benefits are key in growth-fostering relationships.
7. Relational competence can develop and increase throughout the lifespan.

• The cultural accommodation model17 identifies three diversity domains (i.e., universal, group, 
and individual), suggesting a number of steps for counsellors to adopt as they identify cultural 
gaps or blind spots in an existing theory that may restrict the cultural validity of the theory:
• Select current culturally specific concepts and models from cross-cultural and ethnic 

minority psychology to fill gaps and accommodate the theory for racial and ethnic 
minorities

• Test the culturally accommodated theory to determine if it has incremental validity 
beyond the unaccommodated theory

Common to each of these approaches is the emphasis that both the client and the CDP (or coun-
sellor) are affected by cultural influences—and that there’s no one-size-fits-all approach to career 
development. You will find several of these theories, frameworks, and models applied to support 
case conceptualization of diverse individuals in vignettes throughout this book. 

In recent years, the notion of diversity is often paired with inclusion, two distinct but related 
concepts. Inclusion is when diversity is leveraged to create fair communities.18 The focus of diversity 
literature is on “the traits and characteristics that make people unique,” while the focus of inclusion 
is “the behaviors and social norms that ensure people feel welcome.”19 

15 Dionne, P., & Dupuis, A. (2019). Cultural-historical activity theory: Group career counselling for social justice of 
racialized women. In N. Arthur, R. Neault, & M. McMahon (Eds.), Career theories and models at work: Ideas for practice 
(pp. 103–114). CERIC. 
16 Popadiuk, N. (2019). Relational-cultural theory: Exploring how relationships influence career development. In N. 
Arthur, R. Neault, & M. McMahon (Eds.), Career theories and models at work: Ideas for practice (pp. 327–336). CERIC 
(direct quote from p. 328).
17 Leong, F. T. L. (2011). Cultural accommodation model of counseling. Journal of Employment Counseling, 48(4), 150–152.
18 Conference Board of Canada. (2019). Diversity vs. inclusion: What’s the difference? https://www.conferenceboard.
ca/insights/blogs/diversity-vs-inclusion-whats-the-difference 
19 Built In. (n.d.). Diversity & inclusion: Definition, benefits & stats. https://builtin.com/diversity-inclusion
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As our understanding of diversity and its related construct, inclusion, grows, it’s crucially 
important not to stereotype. Although it can be helpful to begin with some broad understanding of 
characteristics common to members of various groups (as the chapters in this book illustrate), it’s 
essential to recognize the multi-faceted layers of diversity that apply to the clients we serve (and, of 
course, the colleagues, employers, and other stakeholders with whom we interact every day). Although 
it’s helpful to be informed about the effect of diversity on career development, it’s important not to 
assume which aspects of an individual’s culture or context are most salient or important to a specific 
career dilemma. It is hoped that this book will provide you with some stepping stones to support 
your tentative exploration of various individual and contextual factors that may be impacting your 
clients’ journeys towards career success. 

Career Engagement Across Diversity

The career engagement20 model (Figure 1.1) can serve as a comprehensive framework for CDPs 
working with all clients, despite their individual characteristics and contexts. This model was 

designed with diverse clients in 

individuals have the potential to find 
their work and other life activities 
engaging, as long as challenges are 
appropriately aligned to individuals’ 
capacities and the resources and sup-
port available within their specific 
context. 

Career engagement can be
defined as “current emotional and 
cognitive connection to one’s career; 
it is a state in which one is focused, 
energized, and able to derive plea-
sure from activities linked to work 
and other life roles.”21 The model 
describes the dynamic relationship 
between capacity (i.e., external pri-
orities, needs, and resources and 
individual priorities, roles, health, 
and abilities) and challenge (i.e., level 

20 Neault, R., & Pickerell, D. (2019). Career engagement: A conceptual model for aligning challenge and capacity. In 
N. Arthur, R. Neault, & M. McMahon (Eds.), Career theories and models at work: Ideas for practice (pp. 271–282). CERIC.
21 Pickerell, D. A., & Neault, R. A. (2016). Examining the career engagement of Canadian career development prac-
titioners. Canadian Journal of Career Development, 15(1), 4–14, p. 5.

Career Engagement mind, grounded in a belief that all 
High

FiGURe 1.1 Career Engagement

Figure omitted due to copyright restrictions.



Chapter 1 | Examining Our Context  9

of difficulty and how meaningful or motivating a task may be). Too much challenge for available 
capacity results in feeling overwhelmed and is characterized by anxiety/worry and stress-related 
burnout. Too little challenge for available capacity results in feeling underutilized and is character-
ized by boredom and apathy. If left unchecked, both states can lead to disengagement. Individuals 
who can manage their careers and lives to align challenge and capacity have a better chance of 
maximizing career/life engagement. Diversity considerations, of course, add additional layers of 
complexity that may contribute to individuals feeling overwhelmed, underutilized, or, on occasion, 
both simultaneously. 

Overview of the Book

Originally, Beyond the Basics provided an overview of the key issues that hundreds of CDPs iden-
tified in working with diverse clients. In this adaptation, chapters are still organized by specific 
concepts; however, each chapter has been written/revised by an individual or team of authors who 
have specialized knowledge or lived experience with the area of diversity being examined. This 
edition clusters the contributions from 36 authors of 35 chapters into seven categories, plus a pro-
gram exemplar in the conclusion:

1. Career Development Across the Lifespan
2. Gender
3. Ethnicity and Culture
4. Geographic Location
5. Physical/Mental Illness, Injury, and Well-Being
6. Transition
7. Language and Literacy

Each chapter begins with a case vignette22 and background section supported by relevant ref-
erences. This is followed by an analysis that brings to life some common concerns experienced by 
members of the specific group and some theoretically grounded, practical interventions for working 
with them. Following each case analysis are bulleted tips for successfully working with members 
of the group. 

It’s important to re-emphasize, however, that individuals are unique and can’t possibly be fully 
understood by stereotyping them according to the characteristics and anticipated challenges of any 
one group. As in the earlier versions, the descriptions and tips are not intended to be exhaustive 
or prescriptive but rather to provide a tentative starting place for customizing your approach to 
serving clients across cultures, conditions, and unique contexts. As all clients are multi-faceted, 
you may find it helpful to read several chapters to gain a more holistic understanding of a specific 
client who identifies with more than one of the groups represented here (e.g., someone may be an 
older worker, highly educated, recovering from a significant illness, and living in a remote commu-
nity)—characteristics from all, or none, of these groups may be relevant to the career challenges 
currently being encountered.

22 Composite cases and/or pseudonyms are used to ensure client confidentiality is retained.
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Figure Credits
Fig. 1.1: Roberta Neault and Diedre Pickerell, “Career Engagement: Bridging Career Counseling 
and Employee Engagement,” Journal of Employment Counseling, vol. 48, no. 4. Copyright © 2011 by 
John Wiley and Sons.
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