PAN-CANADIAN COMPETENCY FRAMEWORK FOR CAREER DEVELOPMENT PROFESSIONALS

COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: PROFESSIONAL RESPONSIBILITY

1.1 - Deliver Services Within Scope of
Practice

Purpose & Context

Career Development Professionals (CDPs) provide services within their scope of practice to
meet legal and professional obligations. In situations where clients present with complex
physical, mental, and cognitive issues, CDPs refer clients to qualified professionals for

treatment and care.

Effective Performance
Competent career development professionals must be able to:

P1.Obtain signed informed consent for all services to be delivered;
P2. Practice within professional competence and qualifications;

P3. Provide career planning services tailored to client needs, e.g. identification of career
goals, assist in career exploration, assist in job search;

P4.Maintain records and documentation;

P5. Protect confidentiality;

P6. Consult with other professionals on questions regarding ethical obligations or

professional practice;
P7.Arrange for continuation of service when required, e.g. vacation, illness;

P8. Refer clients who present with complex physical, mental, and cognitive challenges
to qualified professionals for treatment and care;
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Knowledge & Understanding

Competent career development professionals must know and understand:

K1.Professional Code of Ethics;

K2. Professional standards of practice within the CDP’s scope of work;

K3. Areas of client needs within scope of practice for CDPs:
— Pre-employment challenges, e.g. housing, addiction;
— Attitudes and attributes, e.g. self-agency, openness to change, motivation;
— Career exploration and decision-making, e.g. assessment, goal setting;
— Skills enhancement, e.g. formal training, voluntary activities;
— Job search, e.g. résumé writing, employment interviews;
— Job maintenance, e.g. teamwork, acting on feedback;

K4.Scope of practice of qualified professionals in affiliated fields;

K5. Community resources and qualified service providers, including how to access them.

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— None

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— Scope of practice: knowledge, skills and abilities necessary to provide quality career
development interventions. These competencies are identified in the Career
Development Professional competency framework.

— Self-agency: the power an individual has over their own life. Self-agency means that
an individual has a sense of control over their actions or events that may affect them.

INFORMATION SOURCES AND RESOURCES FOR CONSIDERATION

— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— Moderate Risk: CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To ensure client wellbeing, a career development professional should perform this
competency immediately upon entering practice.

Autonomy
— Practitioners typically perform this competency without supervision, and alone.

Automation
— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials
— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: PROFESSIONAL RESPONSIBILITY

1.2 - Maintain Professional Boundaries

Purpose & Context

Career Development Professionals (CDPs) maintain professional boundaries with clients to
protect the client from potential harm. CDPs have a relationship of trust with their clients, who
may feel vulnerable under certain circumstances, such as when they are disclosing personal
history and personal needs. This relationship may create a power imbalance, or a sense that the
CDP has influence on the level of services or support the client will be offered.

CDPs must use professional judgement to prevent boundary issues from arising and to
establish and manage boundaries in a variety of circumstances, including the prevention and
management of possible conflicts of interest. Managing boundaries relates to client’s personal
dignity, privacy and self-agency.

Professional boundaries extend beyond the client relationship, such as when CDPs assume
supervisory responsibilities and have influence over workplace colleagues.

Effective Performance

Competent career development professionals must be able to:
P1 Comply with Code of Ethics
P1 Maintain client relationship boundaries:
— Determine whether action or circumstance constitutes a conflict of interest;
— Communicate in a non-judgemental manner;
— Introduce self by name and professional title;
— Address client by preferred name and title;

— Respect uniqueness and diversity of each client, i.e. be aware of comments,
attitudes and behaviours that may cause discomfort or challenge client
beliefs, values, lifestyle or culture;

P2 Prevent boundary violations:

©2021 CCDF All Rights Reserved



PAN-CANADIAN COMPETENCY FRAMEWORK FOR CAREER DEVELOPMENT PROFESSIONALS

— Refrain from engaging in personal, sexual or romantic relationships with
clients;

— Refrain from giving or receiving significant gifts;
— Avoid dual or overlapping relationships, e.g. professional affiliations;

— Schedule appointments during regular work hours in professional setting,
e.g. defined work office;

P3 Identify vulnerable situations, such as:
— Sexual attraction;
— Misinterpretation of gestures, e.g. touching;
— Helping client financially, e.g. pay rent, buy lunch;

P4 Seek guidance from professional association, as required, e.g. national or provincial
association;

P5 Transfer client to qualified professional, if required;

P6 Document actions taken;
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Knowledge & Understanding

Competent career development professionals must know and understand:

K1 Common types of boundary violations, for example:

Sexual relations;

Accepting social invitations from clients;

Receipt or exchange of gifts;

Financial dealings;

Conflicts of interest;

Breaches of trust;

Seeking client advice in their area of expertise, e.g. financial investments;

Calling family members for information the client refuses to disclose;

K2 Code of Ethics;

K3 Professional practice guidelines;

Contextual Variables

Competent career development professionals must be able to perform this competency in the

following range of contexts:

— None

Glossary & Key References

Terms

Industry-specific terms contained in the standard defined here, where applicable.

— Self-agency: the power an individual has over their own life. Self-agency means that

an individual has a sense of control over their actions or events that may affect them.

INFORMATION SOURCES AND RESOURCES FOR CONSIDERATION

— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— High probability of risk: VERY CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To ensure client wellbeing, a career development professional should perform this
competency immediately upon entering practice.

Autonomy
— Practitioners typically perform this competency without supervision, and alone.

Automation
— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials
— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: PROFESSIONAL RESPONSIBILITY

1.3 — Obtain Informed Consent

Purpose & Context

Career Development Professionals (CDPs) provide clients (or a legally authorized
representative) comprehensive information that will allow them to make informed decisions on
the services to be provided. Prior to engaging with any services, CDPs must provide a written
statement of consent and review it with the client and answer all questions. Where needed,
CDPs arrange for an interpreter or translation of documents to ensure the client understands
the information being shared. When ready, clients sign the agreement.

Effective Performance

Competent career development professionals must be able to:
P1 Prepare statement of consent:
— Describe nature of all services;
— List credentials and experience;
— Outline billing arrangements, as applicable;
— Define rights to confidentiality;
— Describe limits of confidentiality;
— Explain right to refuse any service;
P2 Arrange for service of interpreter or translation of document, as required;
P3 Give copy of statement of consent to client:
— Read each statement;
— Explain risks, benefits, and other essential information;
— Explain rights and responsibilities, e.g. confidentiality and its limitations;
— Confirm understanding of information;

— Answer all questions;
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P4 Obtain signed copy of consent document;
P5 Offer copy of the signed document to client/representative;
P6 Advise client of options and referral, e.qg. if they refuse to sign agreement;

P7 Update statement of consent, as required;
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Knowledge & Understanding

Competent career development professionals must know and understand:
K1 Code of Ethics;
K2 Policy and procedures surrounding the attainment of informed consent;

K3 Legislative requirements on the use of personal information, e.g. Personal
information and Electronic Documents Act (PIPEDA);

K4 Limitations of confidentiality;

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— None

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— Informed consent: client’s right to be informed, understand, and agree to the
services to be provided, roles and responsibilities of the service providers and how
information collected during the process will released to others and for what
purpose. Signed consent is required as proof of consent. Informed consent is
obtained at the beginning of a process and may be required again if the nature of
the services provided are later updated or revised.

Information Sources and Resources for Consideration
— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— High probability of risk: VERY CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Minimal difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To become fully proficient in this competency, a career development professional
requires a minimum of one year of experience with at least 40 different clients,
representing a broad range of individuals.

Autonomy
— Practitioners typically perform this competency without supervision, and alone.

Automation
— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials
— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: PROFESSIONAL RESPONSIBILITY

1.4 — Protect Information and Records

Purpose & Context

Career Development Professionals (CDPs) obtain clients’ consent to gather, store and share
personal information. CDPs maintain and secure confidentiality of information collected. CDPs
adhere to relevant legislation regarding storage of personal information.

Effective Performance

Competent career development professionals must be able to:
P1. Explain purpose of records;
P2. Explain how records are stored, protected, and maintained, for example:
— Security measures, e.g. encryption, restricted access;
— Duration of storage;
P3. Explain right to confidentiality;
P4. Explain when confidentiality may be breached, for example:

— There are reasonable grounds to believe client will harm themselves or
others;

— There are reasonable grounds to believe client under 17 years old is at risk of
abuse or neglect;

— Disclosure of sexual abuse as required by a regulated health professional;
— Records are subpoenaed by court of law;

P5. Obtain informed consent for:
— Data collection and storage;

— Disclosure of records;
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— Transfer of records;

P6. Secure records transfer, e.g. secure mailing process, encrypted web-based
transmission, locked bag or box labelled ‘Confidential’ with a ‘Return to Sender’
address label;

P7. Use information collected only for its intended purpose;
P8. Protect records and documentation, for example:
— Leave no private documents unattended;
— Label documents as confidential, where appropriate;
— Restrict access to authorized persons only;
— Keep computer screens from the sight of others;

P9. Use non-disclosure agreements when sharing information with authorized persons,
e.g. other professionals;

P10. Use discretion when discussing confidential information:

— Ensure person has authorized access to information, e.g. signed non-
disclosure agreement;

— Discuss sensitive information in private setting only;

— Disclose only required information;
P11. Maintain records:

— Verify accuracy;

— Update information as needed;

— Destroy records in compliance with legal requirements;
P12. Secure storage, for example:

— Restrict access to authorized persons;

— Back up electronic files periodically;
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— Verify antivirus and anti-malware software is working and updated
frequently;

— Check system for infections on a regular basis;

P13. Report breach of confidentiality;
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Knowledge & Understanding

Competent career development professionals must know and understand:
K1. Code of Ethics;

K2. Legislation and procedures relevant to confidentiality and privacy, e.g. Nova Scotia’s
Personal Health Information Act, Personal Information Protection and Electronic
Documents Act (PIPEDA);

K3. Organizational confidentiality policies and procedures;

K4. Secure data storage technology, e.g. digital databases;

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— Provincial legislation may provide additional guidelines or restrictions on how clients’
data can be recorded, stored, and handled.

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— None

Information Sources and Resources for Consideration

— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— High probability of risk: VERY CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To become fully proficient in this competency, a career development professional
requires a minimum of one year of experience with at least 40 different clients,
representing a broad range of individuals.

Autonomy

— Practitioners typically perform this competency without supervision, and alone.

Automation

— It is somewhat likely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials

— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: PROFESSIONAL RESPONSIBILITY

1.5 — Represent Career Development
Qualifications

Purpose & Context

Career Development Professionals (CDPs) make accurate statements regarding their
qualifications (professional training and credentials) and professional affiliations to protect the

integrity of the practice.

Effective Performance

Competent career development professionals must be able to:

P1. Comply with certification marks usage guidelines e.g. Certified Career Development
Professional (CCDP):

— Trademarks must be displayed and reproduced according to guidelines set
by the governing body;

P2. Report unauthorized use of certification marks;
P3. Where clients have inaccurate expectations:
— Provide clear explanation of qualifications;
— Communicate limits of qualifications;
— Correct misunderstandings of qualifications;
P4. When making public statements:

— Clarify whether presenting personal views or speaking on behalf of

professional field;
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Knowledge & Understanding

Competent career development professionals must know and understand:

K1. Certification marks usage guidelines

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— None

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— Designation mark: a graphic or logo, only to be used by holders of a specific
certification.

Information Sources and Resources for Consideration

— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— Moderate risk: CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— No difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To ensure clients can make informed decisions, a career development professional
should perform this competency proficiently immediately upon entering practice.

Autonomy

— Practitioners typically perform this competency without supervision, and alone.

Automation

— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials

— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: ETHICS AND REGULATIONS

2.1 — Comply with Legislation and
Regulations

Purpose & Context

Career Development Professionals (CDPs) comply with relevant legislation and regulations to
prevent litigation, prevent reputational damage, and protect clients from potential harm.

Effective Performance

Competent career development professionals must be able to:

P1. Keep current with changes to legislation and regulations that impact professional
practice

P2. Comply with legislation and regulations relevant to practice

P3. Verify organizational policies and procedures align with legislation and regulations:
— Review organizational policies and procedures
— ldentify areas of non-compliance

— Recommend adjustments
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Knowledge & Understanding

Competent career development professionals must know and understand:

K1. Legislation and regulations relevant to employment, e.g. Human Rights Legislation,
Canada Labour Code, Privacy Act, Workers Compensation Act, Employment
Standards, Occupational Health and Safety

K2. Organizational policies and procedures

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— CDPs must be aware of, and comply with, federal legislation as well as regulations
specific to the jurisdiction in which they practice. In addition, specific client groups
(e.g. youth) may have additional legal protections that CDPs must comply with.

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— None

Information Sources and Resources for Consideration

— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— High probability of risk: VERY CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To ensure clients can make informed decisions, a career development professional
should perform this competency proficiently immediately upon entering practice.

Autonomy

— Practitioners typically perform this competency with and without supervision, and
alone and as part of a team.

Automation

— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials

— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: ETHICS AND REGULATIONS

2.2 — Follow Ethical Decision-Making
Process

Purpose & Context

Career Development Professionals (CDPs) adhere to a professional Code of Ethics. CDPs use
ethical decision-making to determine the course of action required to address professional
challenges or dilemmas.

The Code of Ethics sets requirements on key areas of practice, such as informed consent,
respecting client rights to privacy, relationships with clients, organizations, and other
professionals.

Effective Performance

Competent career development professionals must be able to:

P1. Recognize situations that present ethical challenges or dilemmas, e.g. possible
violation of Code of Ethics, professional standards, or organizational policy

P2. Review relevant information, e.g. organizational policies and procedures, Code of
Ethics, standards of practice, professional literature

P3. Identify relevant ethical behaviour, e.g. boundaries of relationship, confidentiality of
client data, scope of practice

P4. Evaluate the information:
— ldentify possible alternative courses of action
— Determine impact, e.g. short, medium, long term
— ldentify likely consequences

P5. Seek advice from others, e.g. experienced practitioners, supervisor, national
professional association, legal representative
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P6. Decide on course of action
P7. Communicate decision to affected persons

P8. Evaluate outcome

©2021 CCDF All Rights Reserved



PAN-CANADIAN COMPETENCY FRAMEWORK FOR CAREER DEVELOPMENT PROFESSIONALS

Knowledge & Understanding

Competent career development professionals must know and understand:
K1. Code of Ethics
K2. Examples of breach of ethics, for example:
— Lying or intentionally misleading others
— Violating laws or regulations
— Failing to ensure privacy and confidentiality of information
— Proceeding with insufficient expertise or lack of qualifications

— Conflict of interest

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— Stakeholder needs and preferences will vary; ethical issues often involve a wide
range of stakeholders, such as the community or environment, and additional needs
and preferences, such as dignity, rights and fairness. In addition, there may be
multiple and/or conflicting ethical issues stemming from a single situation, adding
complexity to this task..

Glossary & Key References

Terms

Industry-specific terms contained in the standard defined here, where applicable.

— Safeguards: measures or actions taken to prevent reoccurrence of an issue, to
protect someone or something or to prevent something undesirable.

Information Sources and Resources for Consideration

— None
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— High probability of risk: VERY CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Unexpectedly, e.g. when emergency arises

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— To ensure clients can make informed decisions, a career development professional
should perform this competency proficiently immediately upon entering practice.

Autonomy

— Practitioners typically perform this competency with and without supervision, and
alone and as part of a team.

Automation

— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials

— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: CLIENT-PRACTITIONER RELATIONSHIP

3.1 — Establish and Sustain Working
Alliance

Purpose & Context

Career Development Professionals (CDPs) establish and sustain a working alliance with clients
to ensure ongoing identification, monitoring and achievement of client goals remains the focus
of all interactions. Appropriate attitudes and communication skills are essential to building a
relationship of respect and trust. CDPs work with the client to ensure that all professional
behaviours and actions are focused on meeting the unigue needs of the client.

Effective Performance

Competent career development professionals must be able to:
P1. Interact respectfully:
— Be punctual, e.g. start appointments on time
— Be truthful

— Respect client’s uniqueness, e.g. values, preferences, autonomy,
ethnocultural beliefs, expressed needs

— Be open-minded, e.g. avoid individual biases, manage role perceptions, avoid
stereotyping, be willing to accept new ideas

P2. Prepare welcoming environment, for example:

— Tidy meeting space, e.g. keep desk clutter to a minimum, store materials in
their proper place, wipe down surfaces

— Provide comfortable seating

— Reduce noise and eliminate distractions, e.g. turn off radio, store handheld
device/phone, set telephone calls to voicemail, close office door
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— Welcome client by name
— Introduce self by name

P3. Identify possible barriers that limit ability to establish rapport or working alliance,
e.g. language, cultural factors, ability to access services, mental health concerns

— Work with client to identify and implement strategies to overcome barriers
P4. Discuss roles and responsibilities of CDP and client
P5. Confirm agreement to work together
P6. Respond to client’s needs in a responsive manner:
— Focus full attention on client
— Seek input and feedback to develop clear understanding of needs:
— Listen actively, e.g. allow silence, seek clarification as required

— Allow client to lead conversation, e.g. avoid dominating the
discussion, avoid interrupting

— Allow client the time needed, i.e. don’t rush the conversation

— Adapt/tailor approach to fit client’s needs considering cultural factors,
cognitive status, literacy level, religious and other requirements:

— Adjust way of communicating, e.g. use language appropriate to client
— Accommodate requests, as needed
P7. Encourage self-confidence, self-sufficiency, and self-determination:
— Describe client’s responsibilities and rights, e.g. human rights, service rights

— Reach shared understanding of respective roles in making decisions and
completing tasks

— Help client take active role in achieving goals:

— Provide information, tools, and resources to help client make informed
decisions
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— Seek agreement on next steps towards meeting goals
— Recognize efforts, e.g. acknowledge progress towards goals
P8. Ensure follow-up and next steps are clear before end of appointment

— Encourage check-ins between appointments for additional questions,
concerns, or supports, e.g. by phone, email

P9. Check on progress outside of scheduled appointments
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Knowledge & Understanding

Competent career development professionals must know and understand:
K1. Communication strategies
K2. Interpersonal skills
K3. Attitudes underpinning the working alliance.:
— Empathy, i.e. ability to understand and share feelings
— Authenticity, i.e. expressing self truly and genuinely

— Respect, i.e. acceptance of others’ feelings, rights, or customs regardless of
agreement

K4. Client’s service rights

Contextual Variables

— Competent career development professionals must be able to perform this
competency in the following range of contexts:

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— None

Information Sources and Resources for Consideration

— The Working Alliance — Training Workbook. Ottawa: VOCO Training Centre, 2019.
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— Moderate risk: CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Routinely, regular course of procedure

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

To become proficient in establishing working alliances, a career development professional
requires a minimum experience of working with 20 clients.

Autonomy
— Practitioners typically perform this competency without supervision, and alone
Automation

— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials

— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: PROFESSIONAL RESPONSIBILITY

3.2 — Build Self-Agency

Purpose & Context

Career Development Professionals (CDPs) build self-agency of clients to promote
independence and resilience, increase motivation, and reduce anxiety. Building self-agency also
helps increase clients’ sense of control, hope, and confidence in their ability to achieve career
goals.

Effective Performance

Competent career development professionals must be able to:
P1. Identify expressions of low self-agency, for example:
— Perceived incompetence, e.g. “| wouldn’t be able to do that”
— Low outcome expectations, e.g. “I could do that, but it wouldn’t work”
P2. Deliver intervention to improve self-agency, for example:
— Set achievable, short-term goals

— Select activities perceived as low-risk, e.g. list experiences to include in
résumé

— Explore expressed interests, i.e. use intrinsic motivation

— Select activities to develop independence, e.g. ask client to complete self-
assessment at home

P3. Assess impact of low self-agency beyond career development, e.g. mental health

P4. Refer to qualified professional, if required
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Knowledge & Understanding

Competent career development professionals must know and understand:
K1. Causes of low self-agency, e.g. trauma, long-term unemployment
K2. Indicators of low self-agency, e.g. expressions of perceived incompetence

K3. Effects of low self-agency, e.g. pessimism, avoidance of goal setting

Contextual Variables

Competent career development professionals must be able to perform this competency in the
following range of contexts:

— Depending on the client, low self-agency, i.e. a lack of perceived control over their
own life, can pose a key barrier to career development. In this situation, its
improvement should be a CDP’s primary goal.

Glossary & Key References

Terms
Industry-specific terms contained in the standard defined here, where applicable.

— Self-agency: the power an individual has over their own life. Self-agency means that
an individual has a sense of control over their actions or events that may affect them.

Information Sources and Resources for Consideration

— Betz, N. E., & Hackett, G. Concept of agency in educational and career development.
Journal of Counseling Psychology, 34(3), 1987, pp 299-308.
https://doi.org/10.1037/0022-0167.34.3.29919.
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Context Rating Scales

Criticality
Q: What is the consequence of a professional being unable to perform this skill according to
the standard?

— Minimal risk: SOMEWHAT CRITICAL

Frequency
Q: How frequent and under what conditions is this skill performed?

— Occasionally, e.g. generally several times in a month

Level of Difficulty
Q: Under routine circumstances, how would you rate the level of difficulty in performing this
skill?

— Moderate difficulty or complexity

Time Required to Gain Proficiency
Q: What is the average length of time or number of repeated events that are minimally
necessary for an individual to become proficient in performing the skill to the standard?

— A career development professional requires a minimum experience of working with
at least 40 clients experiencing low self-agency.

Autonomy
— Practitioners typically perform this competency without supervision, and alone
Automation

— It is unlikely that this competency will automate.

Requisite Work Aids, Tools, Equipment or Materials

— None
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COMPETENCY CATEGORY: PROFESSIONAL PRACTICE
COMPETENCY AREA: CLIENT-PRACTITIONER RELATIONSHIP

3.3 — Help Clients Address and
Prevent Conflict

Purpose & Context

Career Development Professionals (CDPs) help clients address conflicts in their professional
and personal lives. This prevents issues from escalating, prevents future conflict, and allows
clients to focus on their career development.

Effective Performance

Competent career development professionals must be able to:
P1. Discuss conflict:
— ldentify parties involved, reason for disagreement, actions taken
— Ask open-ended questions for clarification
— Paraphrase to show understanding

— Assess whether the conflict falls within the CDP’s scope of practice, referring
to other service providers, if required

P2. Outline ways to handle conflict, for example:
— Handle situations in private
— Remain calm
— Recognize areas of agreement
— Focus on behaviours rather than personalities
— ldentify opportunities for compromise

P3. Explain ways to build and sustain healthy relationships, for example:
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— Formulate views clearly to prevent misunderstandings
— Express apologies when warranted
— Seek to understand others’ perspectives, i.e. practice empathy
— Treat others as equals
P4. Establish timeline
P5. Record details of discussion

P6. Follow up

©2021 CCDF All Rights Reserved



PAN-CANADIAN COMPETENCY FRAMEWORK FOR CAREER DEVELOPMENT PROFESSIONALS

Knowledge & Understanding

Competent career development professionals must know and understand:

K1. Code of Ethics

Contex