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Introduction

Work and career are central themes embedded in many counselling clients’ concerns and hopes. Concerns might include employee-employer relationships, whether one’s work is valued in a paid or unpaid role, an unexpected decline in physical or mental health, or mass layoffs in an economic lull. Hopes could centre on retiring early, having one’s work recognized, or increasing social mobility or family flexibility in applying for a new job. Because of the complex interplay of such concerns and hopes in peoples’ lives, work and career can often be related to both flourishing and floundering (Blustein et al., 2019). Indeed, there is ample evidence that work concerns (e.g., occupational uncertainty, workplace injustice) are associated with increased risk for common mental health problems (Harvey et al., 2017). Conversely, positive work experiences are significantly linked to life satisfaction across various domains (Erdogan et al., 2012). This is because work and career can provide people with a sense of identity, belonging, competence, contribution, motivation, and so on. Work, for many individuals, is an essential part of meaning making around the activity of their lives (Bezanson et al., 2016). 

At the same time, it is important for counsellors to recognize that many Canadians face considerable obstacles to employment. This includes difficulty accessing the workforce, finding meaningful employment, or earning a living wage (Bezanson et al., 2016). Issues such as underemployment disproportionately impact underprivileged populations, including newcomers, people with intellectual and acquired disabilities, women, racialized people, transgender and nonconforming people, among others (Ng & Gagnon, 2020; Statistics Canada, 2020; Wada et al., 2019). For example, it has been shown that recent immigrants and refugees may experience difficulty finding meaningful employment upon resettling in Canada. To make ends meet, they often have to engage in precarious and dangerous work that is below their qualifications (Creese & Wiebe, 2012). Given that work is so embedded in clients’ lives, it is unsurprising that many presenting mental health concerns may be interlaced with their working lives (Zunker, 2008).

While work itself is defined as the creation of a valued good or service (Kelloway et al., 2004), the concept of working can include both paid and unpaid activities (e.g., paid labour, unpaid family care, volunteering retirees; Richardson & Schaeffer, 2013). Furthermore, the experience of working can be understood to include both those who are working, and those who want to, such as unemployed job-seekers (Blustein, 2006; Blustein, 2017). For some, working can be a means of survival, plagued by desperation or resignation, while others might experience high levels of vocational choice and opportunity, deriving identity and meaning from their work. With this diversity of occupational activity, it has been suggested that ‘working’ is a more inclusive descriptor than ‘career’ for discussing work-related topics (Blustein, 2006). Thus, to foster inclusion, succinctness, and consistency, this document will mostly refer to issues of vocation, occupation, career, and the like as ‘work’.

In the general counselling setting, work can show up as primary or contextual issues. For example, work can be a main concern for clients, or a non-work related concern may interact with their working lives (e.g., family discord may bleed into workplace functioning; Robitschek & DeBell, 2002). Although work is a major concern for many clients, evidence indicates that counsellors can have difficulty integrating work and personal concerns holistically in treatment (Spengler, 2000). This missed opportunity is concerning given the ubiquitousness of work as a contributing factor to mental health concerns. For example, in Canada, a multi-year survey of post-secondary students demonstrated that academics and career were among the top six primary presenting concerns in counselling (Cairns et al., 2010). Presenting concerns of non-student populations seeking counselling in Canada are more difficult to accurately identify, due to mental health statistics being primarily reported in terms of broad diagnostic labels that fail to detail work-related intersections (e.g., a depression diagnosis is not contextualized by possible antecedents to onset, such as work stress or harassment). Still, studies suggest it is likely a common presenting concern with 42% of a sample of working Canadians reporting that their stress is all or mostly workplace related as compared to 27% citing personal reasons (Morneau Shepell, 2018). Another 16% of Canadians say their workplace is a frequent or ongoing source of mental health problems and 65% report not feeling safe enough to address their mental health concerns with employers (Ipsos Reid, 2013). Direct associations have also been found between stress at work and physical health conditions (e.g., Blanc-Lapierre et al., 2017; Gonzalez-Mulé & Cockburn, 2021; O’Connor et al., 2021), which can subsequently trigger a constellation of mental health concerns. Just as work concerns can affect mental health, mental health can also affect work and productivity (Smetanin et al., 2011), leading to further problems that might benefit from therapeutic intervention (e.g., self-criticism, depression, interpersonal conflict, etc.).

Counsellors have a long history of vocational therapeutic work in the Canadian context (Bezanson et al., 2016), making them uniquely situated to explore and address clients’ work-related concerns and hopes. Yet, where career development professionals are encouraged to help clients manage their mental health (Competency 3.6; CCDF, 2021) and career counsellors are expected to have competencies for addressing mental health (Canadian Standards and Guidelines for Career Development Practitioners, 2012), general mental health counselling practitioners do not receive inverse guidance to address work as a factor impacting mental health. Indeed, in a survey of Canadian counsellors, most did not identify career counselling as an important part of their work (Bedi et al., 2016). This is significant, as vocational psychology and career counselling have many strengths to contribute to effective outcomes for clients (Milot-Lapointe et al., 2020). Due to the crucial role of work in people’s lives, it has been argued that a failure to assess and address work-related concerns in general mental health counselling would be inconsistent with CCPA’s ethical principles (Hudson Breen & Lawrence, 2021).

The work counsellors do is important. The easing of human suffering and improvement of people’s lives and relationships can be further enhanced through competent integration of work and career-related attitudes, knowledge, and skills to improve the mental health outcomes of clients. To support Canadian counsellors, these guidelines have been developed to provide clear and practical recommendations on how to integrate work into general counselling practice.

Glossary of Key Terms

Counselling: Defined by CCPA (2022) as a “relational process based upon the ethical use of specific professional competencies to facilitate human change. Counselling addresses wellness, relationships, personal growth, career development, mental health, and psychological illness or distress. The counselling process is characterized by the application of recognized cognitive, affective, expressive, somatic, spiritual, developmental, behavioural, learning, and systemic principles.”

Counsellor: Someone who engages in the above professional activity within the regulated counselling field. This might include but is not limited to the terms psychotherapist, counselling psychologist, clinical counsellor, or conseiller.

Career/Work: There are many definitions of career in the literature. For example, Super (1980) defines career as comprising a multitude of overlapping roles across a person’s lifespan (e.g., the role of student, parent, work, and so on, which can exist simultaneously or sequentially). Blustein’s (2001) definition of career affirms this lifespan role while also highlighting that, for some people, the work they engage in is intentional, volitional, and meaningful, whereas for others, work is primarily motivated by the need for survival. As noted above, Blustein (2006) often uses the more inclusive term of ‘work’ to include topics of vocation, occupation, and career to reflect that people’s working lives are often complex, involving various levels of choice and intentionality. While we use the term ‘career’ often in this document based on convention, many of the career-related counselling topics covered include the broader understanding of work as put forward by Blustein (2006).

Career Counselling: Defined by CERIC (n.d.) as an “individual or group process which emphasizes self-awareness and a better understanding of the world of work. It helps people to develop a satisfying and meaningful life/work direction by helping them make career, educational and life decisions. Career counselling is used to guide learning, work and transition decisions, as well as to manage responses to changing work and learning environments over the lifespan. Its predominant ethos is one of facilitation rather than of advice-giving.” Chen (2001) also notes that “life is career and vice versa.” (p. 523), highlighting that career/work happens within people’s life contexts, which calls for an inclusive, comprehensive, and intersectional approach to career counselling.
 
Career Counsellor: Defined by CERIC (n.d.) as a professional who “provides counselling in educational, career and personal domains. A career counsellor assists individuals to achieve greater self-awareness, develop a life/work direction, increase understanding of learning and work opportunities and become self-directed in managing learning, work and transitions. Career counsellors have a unique scope of practice and specialized counselling competencies–they are fully competent career development practitioners and also fully competent counsellors.”

Career Development: Defined by CERIC (n.d.) “the lifelong process of managing learning, work, leisure, and transitions in order to move toward a personally determined and evolving preferred future. There are a number of factors that influence career development, including interests, abilities, values, personality, background, and circumstances. Career development encompasses the development of the whole person and is more than just deciding on a major or a job; it really is a lifelong process, meaning that throughout life a person changes, situations change, and every individual must continually make career and life decisions.”

Career Development Professional: Defined by the CCDF (2021) as a professional who helps people navigate learning and employment transitions across the lifespan, acquire and enhance skills, seek and create employment, and access community services that support personal and professional growth in an increasingly complex, interdependent and changing world.

Career Assessment: Defined by the OCCOQ (2011) as a process of gathering information, identifying issues, needs, and clarifying personal and environmental resources in relation to the issues and needs. Assessment helps individuals to increase self-awareness; understand their career issues; establish work, learning, and/or life balance goals; and provide a foundation for taking action and an indicator of ongoing progress. Assessment methods may include a variety of formal and informal techniques such as standardized and non-standardized instruments, interviews, personality measures, questionnaires, checklists, behavioural observations, and reports by significant others. Assessment can be done in individual or group contexts.

Client(s): In this document, clients can refer to individuals, groups, or organizations accessing counselling services.

Mental Health: The World Health Organization (WHO, 2022) defines mental health as “a state of mental well-being that enables people to cope with the stresses of life, realize their abilities, learn well and work well, and contribute to their community.”

Vocational Psychology: Vocational psychology is the scientific study of career and career development (Jackson & Verdino, 2012). The applied arm of vocational psychology is career counselling.

Scope and Structure

It is important to highlight the distinction between standards and guidelines. Guidelines refer to statements that suggest or recommend specific professional behavior, endeavors, or conduct for counsellors. Guidelines differ from standards in that standards are mandatory and may be accompanied by an enforcement mechanism. Comparatively, guidelines are aspirational in intent and are meant to facilitate the continued development of the profession and to help assure a high level of professional practice. Guidelines are not intended to be mandatory, exhaustive, or applicable to every professional and clinical situation. They are not definitive and are not intended to take precedence over the judgment of counsellors, professional ethics and standards, or federal and provincial employment laws. These guidelines are also intended to be delivered within an individual practitioner’s boundaries of competency and within their professional scope of practice. Each guideline allows room for new evidence and revised and updated information as the field of counselling and career development grows and adapts. Regular applied use of the guidelines in counselling practice, training, or organizational policy development and feedback from this use can also help keep the guidelines a living document. Of note, counselling and career counselling are ever changing landscapes. Not only do licensing requirements and credentials vary by jurisdiction, these requirements are likely to evolve over time. While these guidelines provide direction for counsellors and psychotherapists to integrate career into general practice, it is important that practitioners refer to their local licensing bodies for guidance on who is licensed to do what work and in what context.

Purpose

The purpose of this project is to provide guidance to Canadian Certified Counsellors on how to integrate the substantive and empirically-supported range of career related theories and interventions in their general counselling practice. Attitudes, knowledge, and skills have been identified as important components of implementing evidence-based practices (Michie et al., 2005). Thus, these guidelines are intended to help counsellors develop attitudes, knowledge, and skills consistent with work-related competencies as to empower counsellors to incorporate and address these concerns with more confidence and effectiveness in their practice. The aim is to encourage and support general counsellors to understand the importance of work and career and to integrate this understanding into their practice. This understanding still leaves room for referrals to career development professionals when needed or desired. Economic considerations are also incorporated into the guidelines, with many cost-effective recommendations for those wanting to integrate the guidelines in under-resourced settings.

Background

These guidelines were developed by members of the CCPA Career Counsellors Chapter (e.g., Jakkapan, Michelle, Dawn, Rebecca) and in consultation with career-related specialists (i.e., a balance of academics and practitioners in the field) and career and counselling-related organizations. These guidelines were reviewed by the CCPA Career Counsellors Chapter Board of Directors, including Jen Davies, Tanya Bilsbury, Judith MacKinnon, Christine Frigault, and Prsicilla Jabouin. A special thank you to Dr. Susan Whiston, who was consulted on her development of similar APA (2017) guidelines, and Dr. Michel Turcotte, for providing perspectives from French Canadian literature. These guidelines were made possible with a Chapter Support Fund from the CCPA. The process of developing the guidelines included consultation of best practices for developing guidelines (APA, 2002), a systematic search of peer-reviewed and grey literature of evidence-based practices for integrating career into general counselling, and a review of related guidelines in counselling and career counselling subfields. During this process, attempts were made to integrate specific literature and topics relevant to the Canadian context, including that of French Canadian and Indigenous academics and practitioners.

Guidelines

Guideline 1: Cultivate attitudes that recognize the importance of work in clients’ lives and how it might play a role in psychological well-being and distress for clients seeking general counselling.
Guideline 2: Gain knowledge and skills related to various career counselling theories, practice, and assessment and/or how to apply traditional counselling theories to work-related issues. 
Guideline 3: Seek knowledge on the influence of diversity and intersectionality on work experiences and trajectories and develop skills to work from an intersectional lens.
Guideline 4: Seek knowledge on the role of work concerns and transitions across the lifespan.
Guideline 5: Seek knowledge on broader social, cultural, and economic factors that hinder or help employment, work, and career development and maintenance.
Guideline 6: Adapt TRC principles to support First Nations, Metis, and Inuit clients with work-related issues.
Guideline 7: Engage in professional advocacy for decent work and integrating career development into mental health initiatives.

Guidelines and Applications

Guideline 1: Cultivate attitudes that recognize the importance of work in clients’ lives and how it might play a role in psychological well-being and distress for clients seeking general counselling.
Clients’ working lives are intrinsically tied to their mental health, well-being, and distress. Because of this, work concerns and development can have a synergistic influence on mental health. This is reasonable, given that life concerns, such as personal growth and purpose, are often nested within people’s work environment. Given this synergy, Hudson Breen and Lawrence (2021) posit that an exploration of career and work life is intrinsic to a counsellor’s role. Canadian researchers have long highlighted how a myriad of factors in the workplace can compromise well-being (Milot-Lapointe et al., 2020; Moulin et al., 2022; Redekopp & Huston, 2020). Among these, precarious work and workplace harassment, including bullying, microaggressions, and discrimination, can have many deleterious consequences (Moulin et al., 2022). Meta-analyses have also demonstrated that low workplace autonomy (e.g., inability to make and impact decisions) and high job demands (e.g., long hours, increased workload) are risk factors to overall health and well-being (Stansfeld & Candy, 2006; Theorell et al., 2015). Unlike some countries, Canada does not have the language to describe the costs of excessive and exploitative work. For example, Korea and Japan have the words ‘gwarosa’ and ‘karoshi’, which roughly translate to ‘overwork death’. Still, global epidemiological data convincingly suggests that working conditions affect both physical and psychological health (Gonzalez-Mulé & Cockburn, 2021; O’Connor et al., 2021; Siegrist & Li, 2018; Wong et al., 2019).
It is known that both work and mental health mutually influence each other. Work conditions can negatively impact mental health, resulting in anxiety, stress, fatigue, and sleep problems (Alfonso et al., 2017). Comparatively, mental health difficulties can impede and prevent work participation (Waddell & Burton, 2006). These effects can be bidirectional, where concerns like anxiety, depression, or substance use can interfere with the ability to keep up with work demands, contributing to additional stressors in one’s work and personal life (Harvey et al., 2013; Joyce et al., 2016). On the other hand, Waddell and Burton (2006) report that work has been demonstrated to improve overall well-being, including finding re-employment for those who had been unemployed. For this reason, there is value in ensuring proper adaptation to work demands and one’s work environment within the counselling setting. For example, counsellors may help clients to address work strain and interpersonal problems in the work environment, as well as advocate for organizational justice, proper compensation, and job security.
This further emphasizes that client concerns are tied to career concerns, and that explicitly addressing them with career interventions could lead to improvements in client mental health. Recent Canadian research by Milot-Lapointe and colleagues (2020) demonstrates this very phenomenon, where the integration of career counselling and career-related interventions contributes to the alleviation of psychological distress for clients (Heppner et al., 2004; Multon et al., 2001). These findings illustrate that career counselling and personal counselling are not dichotomies. This is corroborated by Swanson (2002), who reports that counselling primarily focused on non-career issues is more effective if salient contextual career issues also are addressed. This supports long-standing assertions that career counselling inherently involves psychological processes (Gysbers et al., 2014). This has important implications, as Redekopp and Huston (2020) report that treating career issues as separate from mental health issues may lead to poorer mental health if crucial resources for career development are neglected. Importantly, it has been found that career development interventions may not only alleviate psychological distress, but can also serve as protective factors against future mental illness (Redekopp & Huston, 2020). This makes sense, given that work can greatly contribute to one’s quality of life as a source of meaning and identity, a means of social connection, and opportunity for achievement (Blustein et al., 2019; Duffy et al., 2016). This is important when considering that one’s career is inclusive of important life roles outside of formal employment, including roles such as parenting (Blustein, 2006), or even athletic endeavors (Monton et al., 2022). Such diversity in work implores counsellors to consider that aspects of one’s work life can often overlap and complement or conflict with one another. Overall, the evidence points toward a need to cultivate an attitude that recognizes the significance of work in clients’ lives and consider the role it plays in the psychological well-being of clients who seek mental health counselling.
Recommendations (summary of recommendations as identified by the evidence)

· It is important for counsellors to cultivate an attitude around work as a significant component of human psychology, distress, and well-being. Heppner et al. (1996) found that the most frequently cited positive influence on trainees’ attitudes toward career counselling was the actual process of seeing career clients and working with the diverse issues in their lives from a holistic perspective. It would seem that the use of cases in training provides many of the same affective and attitudinal reactions from trainees. Well-developed and presented cases that integrate diverse clients and client needs can provide an effective way to demonstrate the primary and contextual aspects of work in people’s lives. Krieshok and Pelsma’s (2002) article provides highly useful advice about the use of cases to demonstrate this integration.

· To continue developing an attitude that recognizes the importance of work in clients’ lives, one can draw upon attentional and memory processes (Michie et al., 2005). This can include adding cues to an office that welcome an exploration of work (e.g., posters about work and mental health). Additional cues may be embedded within intake interviews/assessments and case notes as a helpful reminder for counsellors to explore and assess clients’ work-related concerns and distress.

· The recognition of the mutual influence of work on mental health can also help counsellors to directly and actively address clients’ work uncertainties in session as a way to alleviate clients’ distress. For example, Milot-Lapointe et al. (2020) demonstrated that both in-session written exercises on career exploration and planning, as well as individualized feedback from counsellors on clients’ career choice, were helpful not only as career development tools, but also in reducing psychological distress. 
· The recognition that social support and meaningful work are shown to contribute to better mental health for those experiencing mental illness can also inform counselling practice (Waldmann, 2022). Counsellors can support clients to establish collegial support networks and develop an awareness of their work-values, including what is meaningful to them about their work, as a way to improve mental health outcomes.
Guideline 2: Gain knowledge and skills related to various career counselling theories, practice, and assessment and/or how to apply traditional counselling theories to work-related issues. 

	Counselling psychology arises from its own unique background, initially stemming from the field of vocational guidance. Sinacore-Guinn (1995) notes, where clinical psychology emphasizes the medical-psychiatric model (e.g., focus on pathology, diagnosing clients), counselling emerges from strengths-based, developmental, and environmental models (e.g., focus on wellbeing, growth, sociocultural influences on clients). Along with this difference in focus compared to clinical psychology, counselling is rooted in educational and vocational perspectives (Shepard & Mani, 2013). Up until recently, most counselling programs required career-vocation related coursework, with vocational psychology being situated as a subdiscipline of counselling psychology. This positions counselling psychology as uniquely qualified to meet the challenges of counselling on work-related topics. 

Unfortunately, the move toward a medical model in many counselling programs has led to less focus on, and thus, less familiarity with career and vocational theory among many general counselling practitioners (Sinacore-Guinn, 1995). Interestingly, many career counsellors have knowledge of general counselling theories and modalities, which they apply in career-specific counselling. These include humanistic, constructivist, emotion-focused, and acceptance and commitment therapy approaches, as well as motivational interviewing to help clients who are ambivalent about career development. There are also intersections with solution-focused approaches, empowerment theory, and anti-racist theory in career counselling. Although many career counsellors apply general counselling psychology theory in their practice, the parallel use of career theory in general counselling is less common. This might be due to some career theory being written in a way that makes it difficult to use for practitioners with limited training and education in career counselling. For instance, Herr (1996) noted that abstract language used by career theorists in describing their work has made it difficult for practitioners to translate theory into practice. Jepsen (1996) made similar observations, noting that career theorists use more conceptual and research terminology in their writing, making it less accessible to the wide range of counselling practitioners delivering career interventions. 

Still, career interventions can significantly complement traditional counselling practice by going beyond alleviating symptoms such as anxiety or depression, and addressing the root causes of issues that stem from one’s work life. This emphasizes the important benefits that knowledge and skills in career counselling theories and interventions can provide for all counsellors. Active pursuit of training and competence in career-related theory and interventions can greatly enhance the practice of general practitioners. This includes using career theory and interventions to empower clients to make vocational choices, which can contribute to significant changes among social, economic, personal, and work-related outcomes. Counsellors who practice with both career development and mental health-related outcomes in mind may potentially see much greater improvement and resiliency in client well-being, as well as impacts in the broader sociocultural context (Redekopp & Huston, 2020). 

Recommendations

· Building on the recognition of the importance and relevance of career in general counselling, counsellors may seek knowledge and training in career counselling theory, research, practice, assessment, assessment tools, and interpretation of results. This includes integrating career-related concerns in client diagnostic conceptualizations and treatment plans and the skills for implementing them. This training can include courses within university institutions, self-study of evidence-based research in career theory and practice, career-specific supervision, and workshops and education sessions through career-development organizations (e.g., the CCPA). Active engagement in career-related training is consistent with CCPA Standard A3, which mandates that counsellors must practice within the boundaries of their competence. 

· Working from an orientation of integrationism, counsellors may employ various relevant career theories in their work with clients. Prominent theories include person-environment fit, developmental self-concept, psychology of working, social learning, Holland’s theory of vocational types, career construction, engagement, system, culture, emancipation. From these theories, counsellors are encouraged to integrate career interventions into their work while remaining consistent with the fundamentals of their therapeutic orientation (Michaud et al., 2011). 

· Exploring and assessing clients’ work-related interests, beliefs, values, skills, and abilities through a variety of career counselling tools (e.g., RIASEC, values inventories, narrative methods) and connecting these to market needs (e.g., through Labour Market Information systems such as the Canadian Job Bank or similar provincial websites) can empower clients to make relevant and informed career choices. Skill development such as resume writing, job interview role-play, and how to access and use digital Labour Market Information and other work-related community resources can also give clients a sense of self-efficacy in applying for and accessing employment. Of note, the landscape of tool development and validation is ever-changing. It is, therefore, important to consult recent literature when selecting tools to use with clients to understand which populations the tools are normed for and whether they are appropriate for a given population (e.g., there are structural differences in some tools depending on intersections of ethnicity, gender, socioeconomic status, etc.; Kantamneni & Fouad, 2011; Ryan et al., 1996). 

Guideline 3: Seek knowledge on the influence of diversity and intersectionality on work experiences and trajectories and develop skills to work from an intersectional lens.

Counsellors have long appreciated the diverse cultures and identities that exist for clients. This includes a recognition of how various identities intersect and build upon each other in ways that bestow them with certain privileges or experiences of overlapping oppression (Ratts et al., 2016). In the career counselling realm, professional recommendations also encourage awareness of how clients’ social and cultural identities can interact with workplace beliefs, opportunities, and experiences (e.g., CCDF, 2021; CDANZ, 2018; IAEVG, 2018; NCDA, 2009). This is because one’s diversity and identities can greatly influence their work-related experiences and trajectories. 

The multiplicity of racialization, ethnicity, disability status, social class, gender, or sexual orientation may coalesce to bring forward experiences of oppression, inequity, or opportunity within work environments (Rogers & Kelly, 2011). For example, a White, cis-gendered, enabled man may be more likely to experience greater opportunities and less discrimination within his work and career trajectory. In contrast, an ethnic minority woman with a mobility disability may experience much greater inequities and barriers in her work setting and career development. It is important for counsellors to be mindful that those with acquired, intellectual, and developmental disabilities can be particularly marginalized when it comes to the workplace. Counsellors must also be aware that there are many types of disabilities, such as hearing, visual, and others, which are associated with greater underemployment (Government of Canada, 2018a). For example, many individuals with disabilities are offered only part-time employment, and are often more likely to earn less than people without disabilities. As such, many clients with disabilities may experience ongoing financial insecurity (Government of Canada, 2018a; Zammit & Chen, 2021), and the psychological distress associated with this. 

 Within the various layers of oppression, it is also well reported that microaggressions can commonly occur in the work environment, contributing significantly to psychological distress (Moulin et al., 2022). Degrading or intolerant messages may harm not only the subject of the microaggression, but also other colleagues who may worry that they could also be discriminated against. This is problematic, as workers who are anxious and preoccupied with feeling they have to protect themselves at work will have more difficulty with productivity and accomplishing goals. This impact on job performance can lead to further negative consequences and stressors. Counsellors should also be aware that cultural minority individuals may feel coerced into using or agreeing with stereotypes (e.g., gender, racial) as a form of survival at work (Pfafman & McEwan, 2014). This real or enacted accommodation and internalization of stereotypes can create lasting psychological injuries (Speight, 2007). Counsellors attuned to these situations are well positioned to provide support for dealing with these triggers and psychological injuries. It should be noted that when working with cases involving bullying and discrimination, counsellors should be aware that these phenomena may manifest differently between work and school organizations and environments. It is also important for counsellors to be mindful of the phenomenon of mobbing, a form of bullying by a group (Leymann, 1996). This occurs when social bullying escalates into managerial networks and processes within an organization. Mobbing can result in constructive dismissal, a phenomenon in which an employee feels they must resign as a result of a hostile or unreasonable work environment (Leymann, 1996). It is important for counsellors to be aware of these various manifestations of bullying and workplace hostilities, so that they may understand and empathize with a client’s experiences, rather than mistake them for other symptoms and disorders (e.g., paranoid symptoms or borderline personality disorder; Leymann & Gustafsson, 1996).

Viewing clients’ concerns through a lens of cultural sensitivity allows counsellors to work toward an understanding and appreciation of clients from their own frame of reference (CCDF, 2021). This is equally important in work-related counselling, as the constellation of a person’s various intersections and social locations will play a role in their work experiences and trajectory. This guideline converges with CCPA Standards for the profession, where diversity responsiveness (A12), respect for inclusivity, diversity, difference, and intersectionality (B9), and sensitivity to diversity when assessing and evaluating (C10) are integral facets of counsellors’ professional practice and identity.

Recommendations

· Counsellors should actively seek to understand how identity and diversity relates to clients’ work experiences, opportunities, and challenges through an intersectional lens. This might include taking advantage of career organizations’ literature review databases on diversity in the workplace (e.g., https://ceric.ca/literature-searches/) and recognizing the nuances and limitations of the research in understanding individual clients.

· Counsellors can actively explore with clients’ how their identities and diverse backgrounds influence their experiences at work and their work-related beliefs. This might include using a culturally sensitive career intake protocol, such as Ponterotto and colleagues’ (2000) Career-in-Culture-Inteview. They may also incorporate cultural humility and open curiosity in working with clients and their various intersecting identities.

· Counsellors can support clients to advocate for fair practices at work and provide psychoeducation on workplace discrimination and harassment based on clients’ identities. They might also provide information to interested clients on how they might access formal grievance processes, pros and cons of filing a workplace complaint, where to find information on workplace rights, and so on. Counsellors might also play an integral role in psychologically supporting clients who do choose to address workplace discrimination and harassment, as this may be a threatening and arduous process. This may necessitate engaging from a trauma-informed approach to help people to navigate the trauma associated with such processes.

Guideline 4: Seek knowledge on the role of work concerns and transitions across the lifespan.

In the 21st century, individuals can no longer expect or depend on lifelong employment within one organization or with one employer.  One important implication of this is that individuals may no longer rely on their employers for career guidance and development, and must instead navigate and plan for their career development on their own (Ackerman & Kanfer, 2020). As emphasized by Blustein (2016), current and future economic conditions indicate that many of the jobs and work of the present may be obsolete in the near future. People in contemporary times must prepare for a lifetime of work transitions. Counsellors are uniquely positioned to be in contact and intervene with clients at various points in their lives, including before, after, and during transitions, as well as preparing clients for future transitions. 

It is also important for counsellors to be aware of the impact of forced transitions across the lifespan. This can occur when an individual is no longer able to continue working within their chosen career. For example, this can assert considerable influence on the careers of adults with an acquired disability (Chen & Zammit, 2022). Counsellors should be sensitive to the fact that previously established careers and career trajectories may suddenly no longer be available for individuals with acquired disabilities. They must also develop an awareness of not just the physical, but also psychological barriers clients may face during such a career transition. This might include difficulty accessing accommodations, or the influence of workplace and societal discrimination on clients’ mental health (Chen & Zammit, 2022; Lindsay et al., 2019). These concerns will become increasingly pertinent as the proportion of Canadians with disabilities trends upwards each year (Chen & Zammit, 2022; Government of Canada, 2018a; Government of Canada, 2022). 

Lifespan models of career can be helpful in developing knowledge of career concerns at various life stages (e.g., Super, 1980). This might include an understanding of how work considerations evolve from childhood to adulthood and the various concerns that might be embedded within these stages (e.g., young adults may be concerned with identity development in early career, whereas older adults might be concerned with the loss of identity upon retirement). Ultimately, understanding how work can affect and and be affected across the lifespan is important in supporting clients’ psychological well-being.

Recommendations

· Counsellors should not hesitate to encourage clients to explore opportunities that build upon their interests and identity outside of their present or chosen vocational occupation. This can help better prepare clients to adjust to career transitions in a way that upholds life satisfaction, well-being, and cultivates a sense of balance in their career and personal lives (Gordon & Lavallee, 2012; Hansen, et al., 2018; Moncton et al., 2022).
· Counsellors can engage in career planning by emphasizing the development of skills and abilities that are robust rather than fixed, in appreciation of the fact that our labour market is in a state of perpetual change. As part of this, counsellors can work with clients to develop a whole-person understanding of their work-related attributes (e.g., knowledge, abilities, interests, attitudes, motivations) across the lifespan and how to adapt and apply these attributes in a changing work landscape (Ackerman & Kanfer, 2020). When accompanied by job projection data, this acquired whole-person understanding may support clients to position themselves for future employment that best matches their unique attributes and history. 

· In working with individuals with acquired or developmental disabilities, counsellors should be mindful of physical, psychological, and social barriers their clients may experience (Chen, 2021; Chen & Zammitt, 2022). They should also be attuned to the level of adaptation needed by clients during a career transition (e.g. adapting current work roles vs. planning for a change in vocation). Part of this may include helping them to advocate for needed accommodations and resources. 

· Relevant career theories may assist counsellors’ work with clients through instilling hope and meaning, encouraging action, and assisting in the planning of transitions across the lifespan. Seminal theories include Super (1980)’s life-span theory and C-DAC model (Super et al., 1992), Savickas (2013)’s career construction, Cochran (2011)’s narrative career counselling, and Blustein (2006)’s psychology of working theory, among others. 

Guideline 5: Seek knowledge on broader social, cultural, and economic factors that hinder or help employment, work, and career development and maintenance.
It is important for counsellors to be aware of the ways in which social, cultural, and economic factors can hinder or help with finding or maintaining employment and career development opportunities. Factors like economic recession or automation have implications for job prospects. Other factors, such as federal policies on migrant work have implications for work options and decisions. People’s access to decent work can also be greatly affected by broader environments that they are embedded in. Clients may have reduced choice and opportunity based on their social location (e.g., racialized status, disability, sexual orientation), the labour market, access to technology, and financial, practical, and health constraints. For example, newcomers to Canada, including immigrants and refugees, may have difficulty resuming careers held in their home countries (Zacher et al., 2019). They may also be less likely to find work at all, or depend on precarious “survival” work (Massengale et al., 2020), which fails to meet their basic needs for a stable and secure income. Further, Blustein (2015) notes that classism may be an impediment to career development for individuals with lower socioeconomic status. Despite the prevalence of classism, there is a general lack of awareness among counsellors about the psychosocial and class-related struggles that low-income clients may experience. Unfortunately, this may lead to the further marginalization of clients, with counsellors failing to accommodate clients’ complex needs and social locations (Goodman et al., 2012; Lott, 2002). 
Global phenomena such as the COVID-19 pandemic can also drastically alter the landscape of work, bringing about abrupt transitions. For example, even within one job, individuals may now expect more frequent transitions between office and remote and/or home work (Como et al., 2021). These can all have profound implications on one’s work and mental health. The inextricability of career and life issues have deepened since the onset of the pandemic. Many people have now transitioned to working remotely or from home, bringing one’s work-life into more intimate contact with their home and/or family life (Como et al., 2021). Since then, the boundaries between work and home life have become increasingly blurred. This is not an entirely novel phenomenon. For instance, in 2012 it was estimated that approximately 70% of Canadian employees worked at least part of the time from home (Jedras, 2013). Similarly, Gore and colleagues (2002) have long commented on how technology may work to create boundaryless lives, where the concept of work and home roles are blurred. However, this is likely to have become increasingly widespread since the pandemic has forced more workers to transition to remote work (Como et al., 2021). In a recent analysis of Canadian jobs, Deng et al. (2020) also report that nearly 2 in 5 jobs can be completed while working from home. This number may increase as both employees and employers further adapt to the possibilities and limitations of remote work. Those with differing ability statuses may also be differentially affected by these changes, where access to accommodations or technology needed to engage in work might not be readily available across workplace settings.
Ultimately, counsellors must be aware that access to work is impacted by broader social, cultural, and economic factors that are oftentimes outside of clients’ control. These impacts are important to consider in the counselling setting, as access to work, and decent work particularly (i.e., work that is “fair, dignified, stable, and secure”; Blustein et al., 2016, p. 2), is recognized as a primary social determinant of psychological and physical health (Benach et al., 2014). 

Recommendations

· Counsellors should seek out resources that inform them, as well as clients about the current work landscape in Canada. Such resources include the Government of Canada Job Bank, which lists employment openings, as well as necessary skills and requirements. Province-specific resources also exist (e.g., Alberta's ALIS, British Columbia’s WorkBC), providing guidance at the local level. This includes job prospects, income information, and prerequisite education/vocational training needed for specific careers.
· Counsellors should foster an awareness of and reflect on the implications of a post-COVID 19 environment and the widespread transition to working from home. This might include greater feelings of isolation and disruptions in balancing home and family responsibilities with work duties (Siqueira et al., 2019). For example, remote work can create difficulties in managing workload and lead to overworking, negatively impacting well-being (Grant et al., 2013). These implications can be complex, however, as in some cases, negative impacts may be partially offset by lower personal expenses and eliminating time lost to commuting (Weikle, 2018), as well as added flexibility for managing household responsibilities (Grant et al., 2013).
· Counsellors should remain informed on the issues affecting people with acquired and developmental disabilities. Evolving social, cultural, and economic factors may affect them differentially, and exacerbate existing inequities and oppression (Chen, 2021). 
Guideline 6: Adapt TRC principles to support First Nations, Metis, and Inuit clients with work-related issues.

In 2018, the Canadian Psychological Association (CPA) issued a taskforce and released a report in response to the Truth and Reconciliation Committee of Canada’s (2015) findings, titled Psychology’s Response to the Truth and Reconciliation Commission of Canada’s Report. This report aimed to establish a sense of how the discipline of psychology could make amends for the historical harm done to the First Nations, Métis, and Inuit communities of Canada. It advocated for more appropriate psychological services for these populations, including individual and community empowerment and cultivating culturally safe spaces and practices. 

While the CPA’s report does not explicitly address career development, there are valuable learnings that can be interpreted and acted upon. For example, the report illustrates the harm done by using traditional measures of intelligence and disability among Indigenous children. This is because Western tests and measures are meant to assess and predict the performance of children in Western school institutions, while completely ignoring crucial Indigenous knowledge, strengths, skills, and context (CPA, 2018). This has significant implications for counsellors engaging in career-related assessments with Indigenous clients, since Western-developed tools and interventions might misrepresent, harm, or misidentify the strengths of the Indigenous clients (Stewart & Reeves, 2013). This implores counsellors to advance beyond the familiarity of their existing practices and protocols in areas such as assessment, intervention, and program evaluation, in order to develop an appreciation for and understanding of Indigenous concepts related to wellness, growth, and healing. This may include learning about Indigenous concepts of self, family, community, and the colonial history that Canada and its institutions were founded upon (CPA, 2018). This process of learning requires counsellors to embrace cultural allyship when working with Indigenous clients. In this way, counsellors may engage reflexively with their existing practices, and explore alternative, more culturally relevant, and more empowering approaches that align with Indigenous clients and communities (Ansloos et al., 2019).

Related to this, it is important to recognize and appreciate that Indigenous communities already have their own traditional, cultural, and spiritual expertise on wellness (CPA, 2018), which may encompass the concepts of meaningful work and career development. They also have their own historical relationships with finding and maintaining work, which is tied to community (Stewart & Reeves, 2013). It becomes most appropriate for counsellors then to find their role in upholding and facilitating this knowledge, rather than to simply direct Indigenous clients toward more Eurocentric understandings and frameworks of work. Through collaborative work with Indigenous clients and communities, counsellors should seek to develop an understanding of how Indigenous peoples have used their traditional knowledge to conceptualize the role of work in well-being and its relation to mental health. 

Recommendations

· Counsellors should foster an awareness that much of counselling and psychological knowledge is rooted in colonial European values of what constitutes “normal”, and that Indigenous people in Canada have been historically forced to adapt to Western ideologies, including in the counselling context (Ansloos et al., 2019). This Western view of “normal” must also be interrogated when considering work and career development interventions with Indigenous clients.

· Counsellors should collaborate with Indigenous career counsellors, scholars, and career development practitioners to develop an understanding of Indigenous perspectives of work and career development, including the various familial, social, economic, political, and historic factors which influence career aspirations (Hennessey, 2017). Resources such as World of Wisdom (https://world-of-wisdom.ca/) in New Brunswick can provide guidance and consultation.

· Counsellors must critically appraise the career assessment tools they plan to use with Indigenous clients. Where possible, they should refer to tools and interventions developed by and/or for Indigenous populations, such as the acclaimed Guiding Circles career development resources, developed by Aboriginal Human Resource Council & Ergon Communication (2016). Workshops are offered for Guiding Circles, and counsellors are encouraged to seek training on this and similar resources.

· Non-Indigenous counsellors may respond to the TRC’s final report learning the history and reflecting on the impact of colonization in Canada. They must also develop an understanding and respect for the diverse cultures and knowledge of Indigenous peoples. This may involve establishing relationships with local First Nations, Metis, and Inuit communities. Through these relationships, counsellors may become better informed about supports, resources, and opportunities for Indigenous clients, and to better position themselves to identify and advocate for holistic community services. Relationships with these communities will also help counsellors to better understand Indigenous clients’ work experiences and needs (e.g., school and other career roles), including a better understanding of the relationship between work and mental health more holistically (McLeod, 2020).

· Counsellors should be mindful of the unique career development needs of Indigenous peoples in the post-secondary population, who remain underrepresented in university settings. This may include working with students to develop an understanding of historical and ongoing discrimination, the importance of mentorship, and the accessibility of career and educational opportunities (Stewart & Reeves, 2013).

· Counsellors should use their positions of privilege and authority to explore the barriers to Indigenous employment and student retention, and work to reduce these barriers (McLeod, 2020)

· Reference guides such as the Reference Guide for Career Development Counsellors Working With Inuit Clients (CERIC, 2020) can be used as a resource to learn about and contextualize work issues and concerns for Inuit clients, examine and integrate strategies for interventions.

Guideline 7: Engage in professional advocacy for decent work and integrating career development into mental health initiatives.
Advocacy is a crucial aspect of the social justice orientation for counsellors (Blustein et al., 2019). It is the responsibility of counsellors to advocate for decent work as a human right (Blustein et al., 2016). Counsellors will be best equipped to take action on this issue when familiar with career development theory, and part of this advocacy work can involve bringing career development into mental health initiatives.
It should be noted that many graduate counselling training programs, practica, and clinically oriented courses already address implicit aspects of career issues. These should be made more explicit, legitimizing and bringing career concerns to the forefront of counselling and mental health. For example, when students are taught what constitutes an intake interview, there is often a section asking for academic and work history. However, this information may not always be integrated into conceptualizing clients’ mental health concerns (e.g., a link between a lack of decent work and depressive symptoms). Multicultural counselling courses also often discuss occupational barriers and economic issues that are relevant to various groups, while measurement courses highlight test biases that may preclude individuals from furthering their education, in turn restricting career options. There is a need to explicitly label these as specific career components in training (Heppner & Davidson, 2002), along with providing guidance on how to use this information to advocate for clients and their mental health, rather than perpetuate counselling practices that might further oppress certain client groups.
Ultimately, further research is needed in the area of integrating career into general counselling and its effectiveness (Zunker, 2008). As the interplay between the realities of clients’ working and personal lives, economy, and society continue to evolve, this may lead to an evidence base that lends itself to further best practices and recommendations.
Recommendations

· Counsellors should explicitly name and identify issues related to work and career development within counselling training programs. This will highlight relevant areas for advocacy related to decent work and improving mental health outcomes.

· Counsellors should be mindful of decent work tied to the changing work environment related to the impact of the COVID-19 pandemic and an ever-changing economy. Issues of importance may be ensuring that employers are offering appropriate supports and viable working conditions (at home and in the office), such as ensuring boundaries from overworking, and investments in employee mental health and self care. 

· Counsellors should advocate for decent and meaningful work for those with disabilities (Chen, 2021; Chen & Zammit, 2022). This should be a collaborative effort, and entails working with clients to facilitate a greater understanding of how their disabilities may influence their career development.

· Advocacy is also needed for work-centered programs that sustain workability for older adults. This includes organizational supports for new skill learning, and agency-based programs that reduce barriers to work for older adults (Ackerman & Kanfer, 2020).

· Counselors can also advocate for policy change to increase access to decent, sustainable, and meaningful work. This might include research initiatives to educate governmental policymakers about the role of decent work in mental health or collaborating with workplace organizations and institutions to address issues of bullying and discrimination.
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