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This research project was conducted by The Malta Career Guidance Association (MCGA) in 

2016 —2017 in collaboration with Dr. Manwel Debono, Senior Lecturer at the Centre for 

Labour Studies, University of Malta. This project was financed by Euroguidance Malta (EG 

Malta). EG Malta is administered locally by the Directorate for Educational Services. The 

Centre comes under the Erasmus+ European Commission programme under the Ministry for 

Education and Employment. Euroguidance is the European network linking guidance systems 

in 35 countries. It promotes mobility and lifelong guidance.  
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1. INTRODUCTION 

 

1.1 Aims and purpose of the research project 

 

This national research project was conducted by the Malta Career Guidance Association 

during 2017 in order to investigate the current level of professionalism in the field of career 

guidance. It was funded by the Euroguidance Centre Malta, through the Erasmus + funds. 

 

Formal career guidance has existed in Malta’s educational sector at least since the late 1960s. 

Over the years, important advances took place in the field of career guidance, such as the setting 

up of Malta’s public employment services, the development of related university qualifications, 

the adoption of a career guidance policy for schools, the issuing of government scholarships in 

career guidance, the setting up of a Malta Career Guidance Association, and the recruitment of 

guidance practitioners in education and employment services. Career guidance in Malta is 

currently delivered by a growing and diverse range of service providers and practitioners within 

the education and employment sectors. The field of career guidance is fragmented and 

insufficiently professionalised. At the same time, Malta is facing various labour market 

challenges such as the need to boost active ageing, to increase overall qualification levels and 

lower early school leaving, to satisfy current and future skills needs, and to integrate foreign 

workers in the Maltese society. These and other challenges could be addressed through stronger 

and more cohesive career services.   

 

Thus, this research project aims to shed light on the existing competences of career practitioners 

in Malta. It also aims to identify the main challenges faced by the career guidance sector in 

order to strengthen service provision. The main aim of this research project is to identify and 

develop methods to strengthen career guidance services, thereby paving the way to establish a 

framework regulating the career guidance profession in Malta.   
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1.2  Situating the research project 

 

In order to achieve the above-mentioned aims, this national research project gathers and 

analyses the perspectives of many stakeholders in the field of career guidance within education 

and employment in both the public and private sectors.  

 

Full-time and part time career guidance practitioners working in the education and employment 

sectors were asked to take part in a survey investigating their perceived general and specialised 

competences. 115 valid responses were received from employment advisors, career advisors, 

guidance teachers, and Personal, Social and Career Development teachers. Besides, the 

perspectives of 17 important stakeholders on the major challenges faced in career education 

and guidance in Malta were gathered through interviews. These stakeholders are high ranking 

officials from 14 major organisations within the education and employment sectors which deal 

directly or indirectly with career guidance and education. 

 

The Malta Career Guidance Association (MCGA), which steered this research project, 

commissioned Dr Manwel Debono (Centre for Labour Studies, University of Malta) to conduct 

the quantitative and qualitative studies reported in Chapters 2 and 3, in order to ensure a high 

quality and unbiased collection and analysis of primary data. Professor Ronald Sultana (Euro-

Mediterranean Centre for Educational Research, University of Malta), who has extensive 

international experience in career guidance, wrote Chapter 4 which reviews major aspects 

involved in the professionalisation of career guidance services across Europe and beyond. 

Apart from coordinating the whole research project, the Malta Career Guidance Association 

was responsible for the writing of the remaining chapters of this document. 

 

1.3 The Malta Career Guidance Association 

 

The Malta Career Guidance Association was set up in May 2009 by a group of career guidance 

practitioners coming from the education and employment sectors.  The Association felt that it 

was time for the career guidance community to work on strengthening the sector for the 

following reasons: 

 

 The area of career guidance for lifelong learning has been identified as a priority area by 

the EU Council Resolution on better integrating lifelong guidance into lifelong learning 
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strategies (2008) with a focus on strengthening the lifelong acquisition of career 

management skills; facilitating access by all citizens to guidance services; developing the 

quality assurance of guidance provision; and, encouraging coordination and cooperation 

among the various stakeholders. 

 

 A rapidly-changing and competitive world of work where employees are facing new 

scenarios which demand complex decisions on their part and where students are inundated 

with a greater diversity of educational and training opportunities. To make the best choices 

and, in turn, maximise their success and provide returns to public investment, it is of utmost 

importance to access high quality, impartial information, advice and guidance about 

learning opportunities and work prospects.  

 

 Career guidance in Malta is delivered by a growing and diverse range of practitioners 

within the education and employment sectors who possess diverse competences and 

qualifications. Within this growing and increasingly complex environment, career 

guidance practitioners are working with other professionals such as psychologists, 

counsellors, youth workers, social workers and other who have obtained professional 

status. For this reason the need to acknowledge these competences and qualifications so as 

to place career guidance practitioners in the same playing field as other professionals was 

deemed as imperative.   

 

The Association aims to:  

 

 promote and ensure the delivery of a high quality career guidance service;   

 set ethical standards for the career guidance profession; 

 promote the recognition of professional career guidance services; 

 facilitate the ongoing professional development of members; 

 stimulate discussion and debate on issues concerning educational and career guidance; 

 encourage research in the area of career education and guidance; 

 make professional career guidance services accessible to the wider community; 

 act as a pressure group in society to eliminate educational and occupational injustices and 

to push for social equity and the right of every individual to have access to education, 
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training and work irrespective of gender, sexual orientation, class, race, sexual orientation, 

disability, belief or age; 

 encourage co-operation among  career guidance, counselling and related professionals; 

 actively strive for co-operation with organisations in other countries to share best practice 

in career education and guidance. 

 

Currently the Association has 105 members with 67 coming from the employment sector and 

38 coming from the education sector. In the few years it has been operating, MCGA has 

organised many successful training events for guidance practitioners with the aim of 

strengthening the skills of practitioners working in the field.  It has collaborated with a number 

of national entities, invited international speakers, and also established contacts with 

stakeholders in the field of career guidance.  A number of resources were also published for 

the use of both students and parents. 

 

 

2. PERCEIVED COMPETENCES OF CAREER PRACTITIONERS 

 

2.1 Rationale 

 

Career practitioners in Malta are a very heterogenous group with different experiences, 

qualifications, abilities and perspectives. In view of the need to increase the professionalism of 

career services in Malta, it is important to understand the existing competences of career 

practitioners in Malta. The following quantitative investigation aims to shed more light on the 

perceived general and specialised competences of such practitioners. 

 

2.2 Methodology 

 

Quantitative data was gathered through a questionnaire composed of 33 items dealing with 

demographics, relevance of general and specialised competences for one’s a career practice 

and a self-assessment of one’s understanding and ability to perform the general and specialised 

competences. The list of competences was adopted from the competency framework approved 

by the International Association for Educational and Vocational Guidance (AIOSP, 2003). The 

questionnaire, which was accompanied by a covering letter, was uploaded on kwiksurveys.com. 
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As a result of a piloting exercise, the specialised competency ‘counselling’ was changed to 

‘helping skills’ in order to reflect the local scenario in which the term counselling cannot be 

used outside the realm of the counselling profession. Responses were inserted in the Statistical 

Package for the Social Sciences (SPSS) and were analysed through descriptive and inferential 

statistics.  

 

115 career practitioners answered the survey, 69% of whom were women and 31% men, 

reflecting the gender imbalance within the sector in Malta. Most respondents were between 25 

and 44 years old (see Table 1). 

 

Table 1. Gender by age bracket  

 Male Female Total 

Count % Count % Count % 

15-24 years 1 2.8 3 3.8 4 3.5 

25-34 years 11 30.6 30 38.0 41 35.7 

35-44 years 13 36.1 32 40.5 45 39.1 

45-54 years 6 16.7 13 16.5 19 16.5 

55+ years 5 13.9 1 1.3 6 5.2 

Total 36 100 79 100 115 100 

 

As can be seen from the table below, the highest qualification of most respondents is an 

undergraduate qualification (often a bachelor), followed by a postgraduate certificate (normally 

a PGCE) or diploma. The largest group of practitioners has been working in the field from 5 to 

10 years. 

 

Table 2. Highest qualification by tenure in career services 

 Uni cert/ 

dip/bachelor 

Postgrad 

cert/dip 
Master 

Other/not 

indicated 
Total 

 Count % Count % Count % Count % Count % 

<1year 6 12.2 3 8.1 1 4.3 0 0 10 8.7 

1-4 years 13 26.5 11 29.7 7 30.4 3 50.0 34 29.6 

5-10 years 15 30.6 15 40.5 7 30.4 1 16.7 38 33.0 

>10 years 15 30.6 8 21.6 6 26.1 1 16.7 30 26.1 

Not applicable 0 0 0 0 2 8.7 1 16.7 3 2.6 

Total 49 100 37 100 23 100 6 100 115 100 

 

Most respondents work in the public sector in the field of education (see Table 3). 

 

Table 3. Sector (public vs private) and field (education VS other) of employment 

 Public Private Total 

Count % Count % Count % 

Education 84 91.3 8 34.8 92 80.0 

Other 8 8.7 15 65.2 21 20.0 

Total 92 100 23 100 115 100 
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The large majority of respondents (79.1%) do other tasks unrelated to career guidance in their 

job. Indeed, over half of the respondents normally dedicate only up to 50% of their time to 

career services (see table below). 
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Table 4. Job requires other tasks unrelated to career services; % of working time normally dedicated to 

career services 

 Count % 

Yes 91 79.1 

of which are dedicated to career services  <25% 26 22.6 

25-50% 34 29.6 

51-75% 19 16.5 

>75% 12 10.4 

No 24 20.9 

Total 115 100 

 

2.3 Results and analysis 

 

This section describes and analysis the main results deriving from the survey. It is divided into 

two subsections, focusing on the perceived relevance of competences, and the perceived ability 

to understand and perform such competences. 

  

2.3.1 Relevance of competences 

 

As can be seen from Table 5, the respondents’ answers as to how relevant the general 

competences are for their career practice are skewed towards the positive side of the scale. 

However, one can still notice differences in the responses related to the individual general 

competences. The competences which are deemed to be the most relevant are ethical behavior/ 

professional conduct and communication skills, followed by the ability to cooperate in teams. 

On the other hand, integrating theory and research into career practice was deemed as the least 

relevant of the general competences, followed by the skills to design, implement and evaluate 

career programs and interventions.  

 

The respondents’ positive scores on the 11 general competences indicate agreement that all of 

them are important for the proper professional conduct of career practitioners. However, 

despite their general nature of the competences investigated here, it appears that the 

practitioners’ work might lead them to appreciate more the relevance of some competences 

rather than others. One assumes that the competences related to ethical/professional conduct, 

communication and team work are aspects that practitioners in Malta use most frequently in 

their work. On the other hand, the relatively lower relevance of theory/ research is relatively 

might be due to reasons such as insufficient adequate academic training in career education 

and guidance. The respondents’ relatively low appreciation of program 
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design/implementation/evaluation might be due to the fact that these competences tend not to 

be practiced by many practitioners, who find themselves working in programmes that were 

designed by their superiors and who have insufficient opportunity to formally evaluate their 

work.        

 

Table 5. Relevance of general competences for career practice  
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  No. % No. % No. % No. %   

1 Demonstrate ethical behaviour & professional 

conduct 
0 0 2 1.7 21 18.3 92 80.0 3.78 1 

2 Demonstrate advocacy & leadership in 

advancing clients learning, career development 

& personal concerns 

2 1.7 7 6.1 42 36.5 64 55.7 3.46 6 

3 Demonstrate awareness & appreciation of 

clients’ cultural differences 
2 1.7 12 10.4 49 42.6 52 45.2 3.31 8 

4 Integrate theory & research into career practice 8 7.0 18 15.7 57 49.6 32 27.8 2.98 11 

5 Skills to design, implement & evaluate career 

programs & interventions 
4 3.5 21 18.3 42 36.5 48 41.7 3.17 10 

6 Demonstrate awareness of your own capacity & 

limitations 
1 0.9 12 10.4 54 47.0 48 41.7 3.30 9 

7 Ability to communicate effectively with 

colleagues or clients 
0 0 2 1.7 21 18.3 92 80.0 3.78 1 

8 Knowledge of updated information on 

educational, training, employment trends, labour 

market, & social issues 

1 0.9 5 4.3 27 23.5 82 71.3 3.65 4 

9 Social & cross-cultural sensitiveness 1 0.9 11 9.6 49 42.6 54 47.0 3.36 7 

10 Skills to cooperate effectively in a team of 

professionals 
0 0 3 2.6 29 25.2 83 72.2 3.70 3 

11 Demonstrate knowledge of lifelong career 

development process 
7 6.1 7 6.1 21 18.3 74 64.3 3.48 5 

 

The responses to the specific competences (see Table 6) also tend to be skewed towards the 

positive side of the scale, though to a lesser extent than the responses to the general 

competences. Results clearly indicate that some specialised competences are deemed to be 

more relevant than others within the career practice of the correspondents. Helping skills and 

educational guidance are held to be the most relevant. On the other hand, community capacity 

building, programme and service management, and assessment are deemed to be the least 

relevant specialised competences among the respondents. 
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Table 6. Relevance of specialised competences for career practice  
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  No. % No. % No. % No. %   

1 Assessment: Analysis of individuals through 

inventories, tests, interviews, etc. that measure 

their abilities, aptitudes, roles, interests, 

personality, values, attitudes, educational 

achievements, skills & other relevant info. 

11 10.2 21 19.4 46 42.6 30 27.8 2.88 8 

2 Educational Guidance: Assisting individuals to 

select courses, overcome learning difficulties, 

& prepare for post-secondary education, 

training or entry into the workforce. 

7 6.4 7 6.4 21 19.3 74 67.9 3.49 2 

3 Career Development: Fostering the attitudes, 

beliefs, & competences that facilitate mastery 

of vocational development tasks, the ability to 

plan & adaptation to work-role transitions over 

the life-span. 

4 3.7 16 15.0 47 43.9 40 37.4 3.15 5 

4 Helping Skills: Prompting self-reflection to 

clarify self-concepts, identify options, make 

decisions, & resolve difficulties. 

0 0 7 6.4 29 26.6 73 67.0 3.61 1 

5 Information Management: Collecting, 

organizing, maintaining, & disseminating 

information pertinent to education, training, & 

employment 

4 3.7 16 14.7 43 39.4 46 42.2 3.20 3 

6 Consultation & Coordination: Assisting 

parents, teachers, school administrators, & 

employers to facilitate the educational progress 

& career development of those they are in 

charge of.  

7 6.4 14 12.8 40 36.7 48 44.0 3.18 4 

7 Research & Evaluation: Studying issues related 

to career guidance & examining the 

effectiveness of interventions. 

8 7.3 20 18.3 46 40.0 35 32.1 2.99 7 

8 Program & Service Management: Designing, 

implementing, supervising & evaluating 

interventions to address the needs of a target 

population. 

14 12.8 25 22.9 44 40.4 26 23.9 2.75 9 

9 Community Capacity Building: Encouraging 

collaboration between community partners to 

assess needs, & develop plans to address the 

economic, social, educational & employment 

goals of the community. 

12 11.0 22 20.2 59 54.1 16 14.7 2.72 10 

10 Placement: Supporting individuals in their 

efforts to obtain occupational positions by 

teaching job search skills & creating 

employment opportunities. 

7 6.5 15 14.0 40 37.4 45 42.1 3.15 5 
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These results are influenced by the fact that the large majority of respondents work in the 

educational sector, where educational guidance is obviously given priority and where, 

historically, personal counselling (emphasizing helping skills) and career guidance were 

carried out by the same workers. Helping skills, thus continues to be prioritized by guidance 

practitioners within the education sector. On the other hand, respondents view as considerably 

less important the topic of community intervention, reflecting the fact that career guidance both 

within and schools might not focus much on the wider community aspects. Similarly to the 

respondents’ perspectives on general competences of designing/implementing/evaluating 

programmes, the specialized competences of programme and service management are given 

less importance, probably due to the fact that the respondents do not participate much in such 

activities.  

 

2.3.2 Ability to understand and perform competences 

 

The respondents’ replies as to how much they understand and are able to perform the general 

competences are skewed to the positive side of the scale (see Table 7). The respondents assert 

to understand and perform best the competences of communicating effectively, and behaving 

ethically and professionally, followed by cooperating in teams. On the other hand, the 

respondents admit to understand and perform relatively less the competences of integration of 

theory and research into career practice, and designing/implementing/evaluating career 

programs/interventions. 

 

It appears that respondents gave socially desirable answers and probably, their real level of 

understanding and ability to perform the investigated competences is lower than stated.  
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Table 7. Degree of understanding and ability to perform general competences  
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  No. % No. % No. % No. % No. %   

1 Demonstrate ethical behaviour & 

professional conduct 
0 0 0 0 47 49.0 49 51.0 0 0 3.51 2 

2 Demonstrate advocacy & leadership in 

advancing clients learning, career 

development & personal concerns 

0 0 3 3.2 69 72.6 21 22.1 2 2.1 3.19 5 

3 Demonstrate awareness & appreciation of 

clients’ cultural differences 
0 0 7 7.4 63 66.3 23 24.2 2 2.1 3.17 6 

4 Integrate theory & research into career 

practice 
2 2.1 14 14.7 63 66.3 7 7.4 9 7.8 2.87 11 

5 Skills to design, implement & evaluate 

career programs & interventions 
2 2.1 14 14.7 54 56.8 14 14.7 11 11.6 2.95 10 

6 Demonstrate awareness of your own 

capacity & limitations 
0 0 2 2.1 65 68.4 26 27.4 2 2.1 3.26 4 

7 Ability to communicate effectively with 

colleagues or clients 
0 0 0 0 36 37.9 58 61.1 1 1.1 3.62 1 

8 Knowledge of updated information on 

educational, training, employment trends, 

labour market, & social issues 

0 0 12 12.6 66 69.5 14 14.7 3 3.2 3.02 9 

9 Social & cross-cultural sensitiveness 1 1.1 10 10.5 65 68.4 19 20.0 0 0 3.07 8 

10 Skills to cooperate effectively in a team of 

professionals 
0 0 0 0 54 56.8 40 42.1 1 1.1 3.43 3 

11 Demonstrate knowledge of lifelong career 

development process 
0 0 9 9.5 61 64.2 24 25.3 1 1.1 3.16 7 

 

As can be seen in Table 8, respondents feel to understand and perform best the specialised 

competences of helping skills and educational guidance, while they feel they understand and 

are able to perform least research and evaluation, program and service management, and 

community capacity building.  
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Table 8. Degree of understanding and ability to perform specialised competences  
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  No. % No. % No. % No. % No. %   

1 Assessment: Analysis of individuals through 

inventories, tests, interviews, etc. that measure 

their abilities, aptitudes, roles, interests, 

personality, values, attitudes, educational 

achievements, skills & other relevant 

information. 

2 2.1 16 17.0 58 61.7 7 7.4 11 11.7 2.84 7 

2 Educational Guidance: Assisting individuals to 

select courses, overcome learning difficulties, & 

prepare for post-secondary education, training or 

entry into the workforce. 

0 0 4 4.3 66 70.2 15 16.0 9 9.6 3.13 2 

3 Career Development: Fostering the attitudes, 

beliefs, & competences that facilitate mastery of 

vocational development tasks, the ability to plan 

& adaptation to work-role transitions over the 

life-span. 

2 2.1 10 10.6 64 68.1 11 11.7 7 7.4 2.97 3 

4 Helping Skills: Prompting self-reflection to 

clarify self-concepts, identify options, make 

decisions, & resolve difficulties. 

0 0 2 2.1 63 67.0 25 26.6 4 4.3 3.26 1 

5 Information Management: Collecting, 

organizing, maintaining, & disseminating 

information pertinent to education, training, & 

employment 

1 1.1 10 10.6 67 71.3 9 9.6 7 7.4 2.97 3 

6 Consultation & Coordination: Assisting parents, 

teachers, school administrators, & employers to 

facilitate the educational progress & career 

development of those they are in charge of.  

2 2.1 12 12.8 56 59.6 12 12.8 12 12.8 2.95 5 

7 Research & Evaluation: Studying issues related 

to career guidance, & examining the 

effectiveness of interventions. 

4 4.3 16 17.0 50 53.2 8 8.5 16 17.0 2.79 8 

8 Program & Service Management: Designing, 

implementing, supervising & evaluating 

interventions to address the needs of a target 

population. 

4 4.3 17 18.1 43 45.7 7 7.4 23 24.5 2.75 9 

9 Community Capacity Building: Encouraging 

collaboration between community partners to 

assess needs, & develop plans to address the 

economic, social, educational & employment 

goals of the community. 

5 5.3 13 13.8 50 53.2 5 5.3 21 22.3 2.75 9 

10 Placement: Supporting individuals in their 

efforts to obtain occupational positions by 

teaching job search skills & creating 

employment opportunities. 

3 3.2 10 10.6 58 61.7 12 12.8 11 11.7 2.95 5 
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Respondents appear to judge highest in relevance for their career practice the general and 

specialised competences which they believe to have most and judge least important the 

competences that they believe to have least. It seems that in general, the more one understands 

and is able to perform a competence, the more one appreciates its importance.   

 

2.3.3 Bivariate analysis of attitudes towards competences 

 

The individual items composing the competences were grouped into four major dependent 

variables, namely, ‘relevance of general competences for career practice’, ‘relevance of 

specialised competences for career practice’, ‘degree of understanding and ability to perform 

general competences’ and  ‘degree of understanding and ability to perform specialised 

competences’. The following subsections deliver the results of the potential relationships 

between the four major dependent variables and selected demographic and job characteristics, 

namely gender, age, qualification in career education or guidance, highest qualification, tenure 

in career services, whether job requires other tasks apart from career services, employment 

sector, and field. In order to simplify the bivariate analysis, only the tables with the statistically 

significant findings are shown. 

 

Attitudes towards competences by gender 

In general, the respondents’ opinions on the relevance of competences and their ability to 

understand and perform them are not related to gender. Indeed, Independent Samples t-tests 

reveal no significant relationship between gender and ‘relevance of general competences for 

career practice’, ‘relevance of specialised competences for career practice’, ‘degree of 

understanding and ability to perform general competences’ and  ‘degree of understanding and 

ability to perform specialised competences’. The generally similar attitudes towards career 

practice competences between men and women are positive, indicating similar levels of 

perceived professionalism.  

   

On the other hand, a Mann-Whitney test indicate a significant gender difference in the ability 

to understand and perform the specialised competence of consultation and coordination, in 

which men were significantly more confident than women (see table below). It is unclear 

whether this result derives from or reflects a gender difference in the tasks carried out by career 

practitioners.  
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Table 9. Mann-Whitney Test of ability to understand and perform consultation and coordination by gender 

Ranks 

 Gender N Mean Rank Sum of Ranks 

Consultation & 

Coordination 

Male 29 48.36 1402.50 

Female 53 37.75 2000.50 

Total 82   

 

Test Statistics 

 Consultation & Coordination 

Mann-Whitney U 569.500 

Wilcoxon W 2000.500 

Z -2.349 

Asymp. Sig. (2-tailed) .019 

 

Attitudes towards competences by age bracket 

In general, the respondents’ opinions on the relevance of competences and their ability to 

understand and perform them are not related to the examined age brackets (<35 & 35+). One 

might have expected older practitioners to feel more confident in many of the competences due 

to their greater experience, but this was not found to be the case. As can be seen from Table 

10, the only significant difference was found with regards to understanding and performing the 

specialised competence of information management, where young persons feel more confident. 

The greater confidence of younger practitioners might be due to the overall greater ability of 

the younger generations to use ICT than older persons.   

 

Table 10. Mann-Whitney test of ability to understand and perform information management by age bracket 

Ranks 

 Rage N Mean Rank Sum of Ranks 

Information Management 

<35 28 50.39 1411.00 

35+ 59 40.97 2417.00 

Total 87   

 

Test Statistics 

 Information Management 

Mann-Whitney U 647.000 

Wilcoxon W 2417.000 

Z -2.212 

Asymp. Sig. (2-tailed) .027 

 

Attitudes towards competences by tenure in career education or guidance 

Independent Samples t Tests indicate that in general, the respondents’ opinions on the 

relevance of competences and their ability to understand and perform general competences are 

not related to tenure. However, as can be seen in the table below, respondents who have been 

working in career education or guidance for five years or more are significantly more confident 

in their specialised competences than those who have a shorter tenure. 
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Table 11. T-Test of the relationship between ability to understand and perform specialized competences 

and tenure  

Group Statistics 

 Tenure N Mean Std. Deviation Std. Error Mean 

Ability to understand and 

perform specialized 

competences 

<5 years 22 27.6818 4.55011 .97009 

5+ years 
39 30.4615 4.05129 .64873 

 
Independent Samples Test 

 

Levene's Test 

for Equality 

of Variances t-test for Equality of Means 

F Sig. T Df 

Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Ability to 

understand 

and perform 

specialized 

competences 

Equal 

variances 

assumed 1.290 .261 -2.461 59 .017 -2.77972 1.12936 

-

5.0395

7 

-.51987 

 

In particular, Mann-Whitney tests indicate that tenure is positively related to the general 

competences of advocacy and information and to the specialized competences of educational 

guidance, helping skills and placement. It appears that hands on experience increases beliefs in 

one’s knowledge and abilities to perform these competences, more than the other aspects.  

  

Table 12. Mann-Whitney test of ability to understand and perform information management by general 

and specialized competences 

Ranks 

 ryearsworking2 N Mean Rank Sum of Ranks 

Demonstrate advocacy & 

leadership… 

<5 years 34 39.59 1346.00 

5+ years 56 49.09 2749.00 

Total 90   

Knowledge of updated 

information… 

<5 years 34 38.54 1310.50 

5+ years 55 48.99 2694.50 

Total 89   

Educational Guidance 

<5 years 31 37.03 1148.00 

5+ years 52 44.96 2338.00 

Total 83   

Helping Skills 

<5 years 33 34.95 1153.50 

5+ years 54 49.53 2674.50 

Total 87   

Placement 

<5 years 32 32.50 1040.00 

5+ years 48 45.83 2200.00 

Total 80   
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Test Statistics 

 

Demonstrate 

advocacy & 

leadership… 

Knowledge of 

updated 

information 

Educational 

Guidance 

Helping 

Skills 
Placement 

Mann-Whitney U 751.000 715.500 652.000 592.500 512.000 

Wilcoxon W 1346.000 1310.500 1148.000 1153.500 1040.000 

Z -2.172 -2.319 -1.981 -3.278 -3.072 

Asymp. Sig. (2-tailed) .030 .020 .048 .001 .002 

 

Attitudes towards competences by qualifications in career guidance or education 

As can be seen in Table 13, Independent Samples t Tests show that in general, the respondents’ 

attitudes towards competences are not strongly related to whether they have a qualification in 

career guidance or education. The general competences appear to be appreciated by all 

respondents in a similar manner. However, Mann-Whitney tests reveal that those who have 

qualifications related to career services are more likely to appreciate the relevance of the 

specialised competences of helping skills, research, program management and career 

development for career services.  

 

Table 13. Mann-Whitney test of relevance of specialized competences by having a qualification in career 

guidance/PSD/PSCD  

Ranks 

 Qualification in 

guidance/PSD/PSCD N Mean Rank Sum of Ranks 

Helping Skills 

Yes 29 63.24 1834.00 

No 76 49.09 3731.00 

Total 105   

Research & Evaluation 

Yes 29 64.00 1856.00 

No 76 48.80 3709.00 

Total 105   

Program & Service 

Management 

Yes 29 64.07 1858.00 

No 76 48.78 3707.00 

Total 105   

Career Development 

Yes 28 63.43 1776.00 

No 75 47.73 3580.00 

Total 103   

 

Test Statistics 

 
Helping Skills 

Research & 

Evaluation 

Program & Service 

Management 

Career 

Development 

Mann-Whitney U 805.000 783.000 781.000 730.000 

Wilcoxon W 3731.000 3709.000 3707.000 3580.000 

Z -2.594 -2.423 -2.412 -2.559 

Asymp. Sig. (2-tailed) .009 .015 .016 .011 
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Attitudes towards competences by highest qualification 

One Way Anovas reveal that one’s confidence in understanding and ability to perform 

competences are related to qualifications (see Table 14). More precisely, post hoc tests indicate 

that master’s graduates are significantly more likely to understand and perform both general 

and specialized competences when compared to holders of a post graduate certificate or 

diploma.  

 

Table 14. Anova test of  relationship between highest qualification, and ability to understand and perform 

general and specialised competences 

ANOVA 

 Sum of Squares Df Mean Square F Sig. 

Ability to understand 

and perform 

specialized 

competences 

Between Groups 116.544 2 58.272 3.278 .045 

Within Groups 995.490 56 17.777   

Total 
1112.034 58    

Ability to understand 

and perform general 

competences 

Between Groups 74.372 2 37.186 3.620 .032 

Within Groups 739.575 72 10.272   

Total 813.947 74    

 

Post Hoc tests 

Multiple Comparisons 

Tukey HSD   

Dependent 

Variable (I) HighestQual3 (J) HighestQual3 

Mean 

Differenc

e (I-J) 

Std. 

Error Sig. 

95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

Ability to 

understand and 

perform 

specialized 

competences 

Uni 

cert/dip/bachelor 

Postgrad cert/dip 
1.77000 

1.2648

7 
.348 -1.2753 4.8153 

Master 
-1.98000 

1.4074

2 
.344 -5.3684 1.4084 

Postgrad cert/dip Uni cert/dip/bachelor 
-1.77000 

1.2648

7 
.348 -4.8153 1.2753 

Master 
-3.75000* 

1.4692

1 
.035 -7.2872 -.2128 

Master Uni cert/dip/bachelor 
1.98000 

1.4074

2 
.344 -1.4084 5.3684 

Postgrad cert/dip 
3.75000* 

1.4692

1 
.035 .2128 7.2872 

Ability to 

understand and 

perform general 

competences 

Uni 

cert/dip/bachelor 

Postgrad cert/dip .79871 .86153 .625 -1.2630 2.8604 

Master -1.79287 .93380 .140 -4.0276 .4418 

Postgrad cert/dip Uni cert/dip/bachelor -.79871 .86153 .625 -2.8604 1.2630 

Master -2.59158* .97545 .026 -4.9259 -.2572 

Master Uni cert/dip/bachelor 1.79287 .93380 .140 -.4418 4.0276 

postgrad cert/dip 2.59158* .97545 .026 .2572 4.9259 

*. The mean difference is significant at the 0.05 level. 

 

Kruskal Wallace tests further show that respondents with master’s degrees are particularly high 

in their confidence to understand and perform community capacity building, advocacy and 
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design/implement/evaluate programs, when compared to their peers with lower qualifications 

(see Table 15 below). 
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Table 15. Kruskal-Wallis test of highest qualification by the relevance of community capacity building, 

advocacy and design/implement/evaluate programs 

Ranks 

 HighestQual3 N Mean Rank 

Community Capacity 

Building 

Uni cert/dip/bachelor 28 37.75 

postgrad cert/dip 23 26.63 

Master 17 39.79 

Total 68  

Demonstrate advocacy & 

leadership… 

Uni cert/dip/bachelor 36 45.75 

Postgrad cert/dip 31 36.94 

Master 20 51.80 

Total 87  

Skills to design, implement 

& evaluate… 

Uni cert/dip/bachelor 33 33.76 

Postgrad cert/dip 26 38.54 

Master 20 52.20 

Total 79  

 

Test Statisticsa 

 

Community Capacity 

Building 

Demonstrate advocacy & 

leadership… 

Skills to design, 

implement & 

evaluate… 

Chi-Square 8.210 7.431 11.354 

Df 2 2 2 

Asymp. Sig. .016 .024 .003 

a. Kruskal Wallis Test 

 

Attitudes towards competences by whether job requires tasks unrelated to career services 

T-tests reveal that practitioners whose job does not require tasks unrelated to career services 

do not differ in their view of the relevance of competences when compared to their peers whose 

job requires other tasks apart from career services. However, respondents whose jobs include 

tasks unrelated to career services are able to understand and perform less the general 

competences (see Table 16 below). One assumes that this result derives from the fact that when 

respondents carry out career guidance tasks only, they have more time to improve their 

knowledge and skills in the field. Thus, the lack of significant differences emerging with 

regards to the specialized competences was unexpected.  

 

Table 16. Independent Samples T Test of the relationship between tasks unrelated to career services and 

ability to understand and perform general competences 

Group Statistics 

 OtherTasks N Mean Std. Deviation Std. Error Mean 

Ability to understand and 

perform general 

competences 

Yes 64 34.6563 3.29125 .41141 

No 
15 36.6667 2.71679 .70147 
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Levene's 

Test for 

Equality of 

Variances t-test for Equality of Means 

F Sig. t df 

Sig. 

(2-

tailed) 

Mean 

Differen

ce 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Ability to 

understand and 

perform general 

competences 

Equal 

variances 

assumed 
.672 .415 -2.194 77 .031 -2.01042 .91639 -3.83518 

-

.1856

5 

 

Furthermore, Mann-Whitney tests indicate that the respondents who only perform tasks related 

to career services tend to give more importance to the relevance of theory/research and tend to 

feel more confident in their ability to understand and perform the competences of integrating 

theory/research into practice, having knowledge of updated information and of the lifelong 

career development process (see Table 17).  

 

The greater confidence in these competences by those who only perform career services might 

indicate that such competences require considerable dedication in order to master them – 

perhaps even more than the other competences.    

 

Table 17. Mann-Whitney test of the relationship between other tasks unrelated to careers, relevance of 

research and evaluation, and understanding and ability to perform general competences 

Ranks 

 OtherTasks N Mean Rank Sum of Ranks 

Relevance - Research & 

Evaluation 

Yes 86 51.76 4451.50 

No 23 67.11 1543.50 

Total 109   

Integrate theory & 

research… 

Yes 70 40.47 2833.00 

No 16 56.75 908.00 

Total 86   

Knowledge of updated 

information… 

Yes 74 43.50 3219.00 

No 18 58.83 1059.00 

Total 92   

Demonstrate knowledge 

of lifelong… 

Yes 75 44.87 3365.00 

No 19 57.89 1100.00 

Total 94   

 

Test Statistics 

 

Research & 

Evaluation 

Integrate theory 

& research… 

Knowledge of 

updated 

information… 

Demonstrate 

knowledge of 

lifelong… 

Mann-Whitney U 710.500 348.000 444.000 515.000 

Wilcoxon W 4451.500 2833.000 3219.000 3365.000 

Z -2.198 -3.032 -2.764 -2.208 

Asymp. Sig. (2-tailed) .028 .002 .006 .027 
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Attitudes towards competences by sector of main employment 

Independent Samples t Tests reveal that in general, the respondents’ opinions on the relevance 

of competences and their ability to understand and perform them are not related to whether 

they work in the public or private sector. However, Mann-Whitney tests reveal that persons 

working in the public sector are more likely to value the relevance of the competence of helping 

skills, while those working in the private sector are more likely to understand and perform 

assessment than their peers in the public sector (see Table 18 below). 

 

There appear to be small differences between practitioners working in the public and in the 

private sector. The lower value that respondents in the private sector give to helping skills 

might derive from the fact that due to the greater level of economic competition in the private 

sector, less time is dedicated to the client’s long-term oriented personal development through 

helping skills, and there is a greater focus on immediate actions that may lead to job placement. 

It also appears that practitioners in the private sector are more capable in the use of assessment 

instruments, perhaps because they use them more in their work, than their peers in the public 

sector. 

 

Table 18. Mann-Whitney tests of the relationship between sector of employment, and the relevance of 

helping skills and the ability to understand and perform assessment 

Ranks 

 EmploymentSector N Mean Rank Sum of Ranks 

Relevance - Helping 

Skills 

Public 88 58.85 5179.00 

Private 21 38.86 816.00 

Total 109   

Assessment 

Public 65 39.55 2570.50 

Private 18 50.86 915.50 

Total 83   

 

Test Statistics 

 Helping Skills Assessment 

Mann-Whitney U 585.000 425.500 

Wilcoxon W 816.000 2570.500 

Z -3.157 -2.184 

Asymp. Sig. (2-tailed) .002 .029 

 

Attitudes towards competences by field of employment 

Independent Samples t Tests indicate that in general, the respondents’ opinions on the 

relevance of competences and their ability to understand and perform them are not related to 

whether they work in education or another field. However, Mann-Whitney tests show that 
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practitioners working in the field of education are more likely to value the relevance of the 

specialised competences of educational guidance and helping skills than those working in other 

fields (see Table 19). On the other hand, those working in other fields apart from education are 

more confident in their ability to understand and perform the specialised competences of 

assessment, program/service management and community capacity building than their peers in 

the field of education.  

 

The lower perception of competence of practitioners in the education sector with regards to 

assessment, programme/service management and community capacity building reflects the fact 

that they practice them less, if at all.   

 

Table 19. Mann-Whitney tests of the relationship between field of employment, relevance of educational 

guidance and helping skills, and ability to understand and perform assessment, program/service 

management and community capacity building 

Ranks 

 remploymentfield2 N Mean Rank Sum of Ranks 

Relevance - Educational 

Guidance 

Education 89 58.42 5199.00 

other sectors 20 39.80 796.00 

Total 109   

Relevance - Helping Skills 

Education 89 59.62 5306.00 

other sectors 20 34.45 689.00 

Total 109   

Assessment 

Education 64 38.91 2490.50 

other sectors 19 52.39 995.50 

Total 83   

Program & Service Management 

Education 55 33.34 1833.50 

other sectors 16 45.16 722.50 

Total 71   

Community Capacity Building 

Education 56 33.63 1883.00 

other sectors 17 48.12 818.00 

Total 73   

 

Test Statistics 

 

Educational 

Guidance 

Helping 

Skills 
Assessment 

Program & 

Service 

Management 

Community 

Capacity 

Building 

Mann-Whitney U 586.000 479.000 410.500 293.500 287.000 

Wilcoxon W 796.000 689.000 2490.500 1833.500 1883.000 

Z -2.887 -3.900 -2.653 -2.308 -3.008 

Asymp. Sig. (2-tailed) .004 .000 .008 .021 .003 

 

2.3.4 Relationship between relevance and ability to understand and perform competences 

 

Pearson Product Moment correlations indicate positive correlations between the respondents’ 

views on the relevance of the list of general and specialized competences and the confidence 
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in their own ability to understand and perform such competences. In other words, in general, 

when career practitioners believe that they are able to understand and perform a competence, 

they also view such competence as more important for career practice (see Table 20 below). 

The link between the relevance of specialized competences and their 

understanding/performance is stronger than in the case of general competences. Indeed, while 

the relevance of specialized competences is able to explain 10% of the variance of 

understanding/performing specialized competences, the relevance of general competences is 

only able to explain 6% of understanding/performing general competences.    

 

Table 20. Pearson’s Correlation of the relationship between the relevance and the ability to understand 

and perform general and specific competences 

 

Relevance of 

general 

competences 

Relevance of 

specialised 

competences 

Ability to understand and perform 

general competences 

Pearson Correlation .249*  

Sig. (2-tailed) .027  

N 79  

Ability to understand and perform 

specialised competences 

Pearson Correlation  .322** 

Sig. (2-tailed)  .010 

N  63 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

2.3.5 Suggestions from career practitioners  

 

Career practitioners were asked to give their suggestions on further professionalising career 

education and guidance in Malta. A number of remarks were given, focusing on the related 

topics of training, strengthening the links between education and industry, promoting the field 

of careers, increasing the interaction and cooperation among practitioners, and establishing a 

professional warrant. 

 

The need for further training was the most mentioned suggestion. Respondents wrote about the 

need for regular workshops and seminars, and about the need for in-service courses to be 

offered in career guidance. Such training should also be given to PSCD primary teachers. It 

was suggested that training as part of the continuous professional development of career 

practitioners, should be accredited/acknowledged by the University of Malta. The need is felt 

by the respondents that career education and guidance should be carried out by people having 

thorough knowledge and experience in the working sector. It was also remarked that “having 
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someone who has been employed forever in the same position and sector makes no sense when 

guiding students about careers”. 

 

The second most common suggestion is that of strengthening the links between education and 

work. Respondents stated that there needs to be greater collaboration between industry and 

career guidance in schools. Students need more hands-on job experience; the current one week 

of job shadowing in form four state schools is deemed to be insufficient. Respondents stressed 

that students should have greater opportunities to explore and experience careers through more 

events including career days, educational outings, listening to first hand experiences of 

different employees, tours of different job locations and so on. 

 

Respondents stressed the need to foster interaction and cooperation among career practitioners. 

One guidance teacher stated that there needs to be more time to interact with other guidance 

teachers and learn from examples of good practice in other schools. It was remarked that 

currently there is insufficient liaison with career educators and guidance practitioners from 

different sectors. Another respondent wrote that if primary PSCD teachers also act as guidance 

teachers, they would have more time to dedicate to career education and to work with career 

advisors. It was also suggested that career advisors should allocate time for primary schools in 

their work.  

 

Some respondents wrote about the need to further promote the field of career education and 

guidance so that the general public understands better its contribution to society. A respondent 

mentioned that mass media should be tapped more in order to disseminate information about 

careers and career services. Another respondent stated that “a well prepared weekly TV 

programme” could be helpful in this regard.   

 

In conclusion, the creation of a professional warrant for career practitioners was proposed. The 

development of the warrant has the potential of being a strong strategy that can tackle the above 

suggestions and other aspects to improve career services in Malta.    

 

2.4 Reflections on the survey outcomes 

 

Respondents appreciate the relevance of all career competences. As expected, the general 

competences are viewed as somewhat more relevant than the specialised ones, since the former 
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are more regularly used by practitioners when compared to the latter. Indeed, even out of the 

general competences, the more commonly used competences, such as communication skills, 

are viewed as more relevant than the less used competences of designing, implementing and 

evaluating programs and interventions. In line with this logic, practitioners working in the field 

of education are more likely to value the relevance of the specialised competences of 

educational guidance and helping skills than those working in other fields, but then they value 

less the use of assessment, since they use it less. 

  

It is of concern that integrating theory and research into career practice is viewed as the least 

relevant general competence. This shows relatively less appreciation for the academic 

knowledge required to carry out career guidance. It appears that the surveyed career 

practitioners also tend to appreciate less the specialised competences of community capacity 

building, program and service management and assessment. The perceived relevance of career 

competences does not increase with age or tenure. However, holding qualifications in the field 

does increase the appreciation of some competences, including the least valued general 

competences of research and evaluation, and program and service management.  The 

importance of qualifications in the professionalism of career practitioners is also evident from 

the fact that master’s graduates are significantly more likely to understand and perform both 

general and specialized competences when compared to holders of a post graduate certificate 

or diploma. 

 

Respondents appear to be overconfident in their ability to understand and perform career 

competences, especially the general ones. Indeed, the large majority of surveyed career 

practitioners believe to be either competent or outstanding in the listed competences. In relation 

to this finding, it is indicative that while still on the high side, demonstrating awareness of own 

capacity and limitations is among the general skills that are viewed as least relevant.  

 

It is positive to note that by and large, gender does not play an important role in the perceived 

understanding and ability to perform career competences. In this feminised sector, men are 

only significantly more confident in their knowledge and abilities than women in consultation 

and coordination. As expected, older practitioners feel less competent in the use of information 

management.  Tenure appears to increase one’s perception of competence in the aspects that 

are probably most practised, such as educational guidance, helping skills and placement. In line 

with this, practitioners whose job only requires tasks related to career services are more 
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confident in a number of competences, especially relating to the integration of theory and 

research in their work, in their knowledge of updated career information and in demonstrating 

knowledge of lifelong career development process. One might conclude that being a part-time 

career practitioner gives less time to provide a refined, comprehensive and long-term 

perspective when doing career education and guidance. 

 

Despite the overestimation of their career competences, especially the general ones, the 

respondents still emphasise the need to have more accredited training. This indicates that while 

they don’t like to admit it, respondents appreciate their limitations and would like to improve 

their skills. The survey clearly indicates that when career practitioners believe that they are 

able to understand and perform a competence, they also view such competence as more 

important for career practice.  Thus, by training practitioners in the aspects they feel to 

understand and perform less well, they will probably start valuing more the related 

competences, and ultimately give a more professional and holistic service to their clients.  

 

 

3. CHALLENGES OF CAREER EDUCATION AND GUIDANCE 

 

3.1 Rationale 

 

Despite important developments that took place in career education and guidance in Malta over 

the years, career practice is still largely fragmented, a situation that inevitably impinges on the 

quality of career services provided. The following qualitative investigation aims to delve 

deeper into the perspectives of important stakeholders on the major challenges faced in career 

education and guidance in Malta.  

 

3.2 Methodology 

 

Qualitative data was gathered through interviews carried out with 17 high ranking officials 

from 14 different organisations consisting of Malta’s Public Employment Service, two large 

private recruitment agencies, three important trade unions, a major employers’ association, 

compulsory educational institutions (government, church and private schools), postsecondary 

and tertiary educational institutions (Malta College of Arts, Science and Technology, the 
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Institute of Tourism Studies, and the University of Malta), and the Directorate for Lifelong 

Learning and Early School Leavers. Interviews were based on an interview guide consisting of 

20 open ended questions focusing on the importance of career services, staffing, delivery 

settings and resources, quality assurance, and challenges and priorities for one’s organisation 

and for the country in the field of career guidance. The interviews were carried out by four 

interviewers who were selected through a public call. All interviewers had qualifications and 

experience in career education or guidance. The interviewers were trained on how to carry out 

the interviews. Interviews were recorded. Interviewers also summarised the interviews and 

highlighted important aspects that emerged in the process. After the data was gathered, a 

discussion was held among all the interviewers in order to capture the salient results and start 

developing the main themes that are discussed below. 

 

3.3 Results and analysis 

 

There appears to be a national consensus in favour of career education and guidance in Malta. 

For instance, a union official stated that the need for stronger career guidance is brought up 

regularly during meetings of social partners that focus on the future of industry and education. 

A stakeholder working within the educational sector said that she views career guidance as an 

obligation towards the students’ wellbeing. However, the positive opinions do not necessarily 

result in concrete actions that improve the field. Indeed, the interviews indicated that while 

there has been an increased awareness about the importance of career services, there is not 

much investment in the field.  

 

The interviews revealed the strong variation in the understanding of career guidance by 

different stakeholders. For example, a stakeholder equated career guidance with counselling, 

while another stakeholder said that his organisation does not do career guidance, though it 

assists clients during selection processes. Is a clerk helping an unemployed person at Jobsplus 

doing career guidance? It is also worthwhile noting that career education or guidance forms 

only part (perhaps even a peripheral part) of the tasks of many workers. For example, a union 

official might be considered as imparting career education when explaining career progression 

with in a particular organisation, or when explaining the contents of a collective agreement to 

member. Due to such aspects, it is not surprising that the career services sector in Malta is not 

well defined and clearly delineated. It is thus also not surprising that the level of 
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professionalism of career services in Malta appears to vary considerable among different 

providers.  

 

The stakeholders were asked about the challenges of career guidance at their organisation and 

at a national level. As expected, different organisations have different challenges depending on 

their unique priorities deriving from the specific role they play. However, the various 

stakeholders shared many common ideas about the challenges faced in this field. The following 

sections outline the main challenges mentioned by stakeholders according to three main 

categories, namely the development of the career profession, the availability of resources, and 

the provision of career services. The final section of this qualitative study focuses on the issue 

of quality assurance. This aspect was not consciously prioritised by the stakeholders, but its 

importance emerged clearly when stakeholders were asked about quality assurance within their 

services.  

 

3.3.1 Development of the profession 

 

This section elaborates on the issues of the warrant, the status of the profession and public 

awareness, the qualifications and training of practitioners, and the collaboration among 

practitioners. 

 

Warrant 

Several stakeholders mentioned the relevance of having a warrant for career practitioners 

covering the educational sector and beyond. The views often focused on the need of a warrant 

to protect clients and/or to protect and improve the standing of career practitioners.  

 

It was pointed out that career advisors might suffer from discrimination since other occupations 

in the education sector have warrants while they do not. On the other hand, stakeholders 

mentioned that during the process of professionalization, it is important not to exclude 

potentially good workers (who might already have experience in such work but might not be 

qualified) by imposing very rigid criteria on who is a qualified professional. It was further 

argued that if a professional licence or warrant is set up, there has to be an assessment of people 

already working in the field who do not have formal training, so that if they pass the assessment, 

they would also be recognised. For example, it was mentioned that there are guidance 

practitioners who have worked for many years at Jobsplus, who do not have formal 
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qualifications or formal qualifications in the field, and who deal effectively with challenging 

clients. Stakeholders agree that professional recognition should not only be based on 

qualifications in career guidance, but should also take into consideration experiences and 

competences that a person acquired on the job. 

 

An interviewee warned against the use of the warrant as just a tool to improve the working 

conditions of practitioners, arguing that professionalism should not be reduced to that. Career 

practitioners need to be warranted in order to enhance their professionalism, as according to an 

interviewee, “a word from these people may affect one’s future”. It was also remarked that the 

warrant should not be considered as a one-off event certifying one’s level of professionalism – 

there should be regular training. Clients need to be reassured that guidance practitioners are 

up-to-date. A set of Standards of Procedures followed by all entities offering some form of 

career guidance would improve services through standardised practices. Related to this, a 

written Code of Ethics would help career professionals to deliver a uniform and more consistent 

career guidance service, thus protecting both the practitioners and their clients.  

 

It was pointed out that the development of licenses or warrants should not result in a “one-size-

fits-all for all career guidance personnel.” Professionalisation should be tied with an area of 

specialisation. One needs to differentiate between, for example, someone engaged by a social 

partner to give advice to adult workers, and someone working with students in a primary or 

secondary school. One could be very effective when working with adults but incapable of 

working with young students, and vice-versa. There could also be legal issues, such as who to 

place with children, especially in one-to-one sessions. If possible, such differentiation would 

be indicated within the qualification itself. If the latter is not possible, there should at least be 

a period of at least two years, during which the person is monitored and then, if there are no 

issues, the specialised warrant is issued. One should avoid a situation where by right, a person 

who has a warrant but has never stepped inside a school is allowed to work in a school without 

the authorities concerned knowing how he relates to children. 

 

The detachment of the career guidance profession from personal counselling might have 

accentuated friction among practitioners in similar or overlapping fields. Stakeholders are 

aware of turf wars between career guidance practitioners and occupations such as 

psychologists, counsellors and social workers. “The irony is that this lack of mutual 

appreciation comes from the people who should be promoting social justice”. At the moment, 
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it is difficult to point out who are the career practitioners in Malta. A warrant may help to 

further define the boundaries of the career field, thus eventually reducing frictions. Finally, 

while the clear demarcation of the field is an important step in the right direction, there should 

also be investment in other workers such as teachers, shop stewards, and clerical staff in 

employment services organisations, so that at least they are sensitized to career education and 

guidance.   

 

Status of the profession and public awareness 

Several stakeholders spoke about the need to enhance the status of the profession of career 

guidance and create a greater public awareness. One stakeholder said that “professionalising 

the service wins the respect of clients”. In the words of another stakeholder, “the problem is 

not whether you have a law that says that you are a profession, but whether people see you as 

a profession”. In relation to the insufficient recognition of the career practitioners, it was 

pointed out that everybody wants to dictate to those in charge of the Personal, Social and Career 

Development (PSCD) subject within government schools, what to include in the syllabus, and 

they are expected change it in order to accommodate them. Another interviewee focused on the 

fact that a better recognition of the field would also lead to higher remuneration, which in turn 

would result in attracting the best persons in career services. At the same time, one should note 

that the salaries of professionals in the helping professions are still rather low especially in the 

public service.  

 

Stakeholders agreed on the need to raise awareness about career guidance at a national level. 

“Make the service more accessible by demystifying it, by educating the public to remove the 

stigma associated with seeking help”. Agreeing about the current lack of awareness regarding 

the importance of career-related aspects, a stakeholder working in a private recruitment agency 

said that his organisation once held a free session on CV writing and no one attended. The 

stakeholder continued by stating that clients do not appreciate enough the impact they leave 

through a CV or the way they present themselves in an interview. Similarly, a stakeholder 

working in education stated that the greatest challenge he sees is the lack of motivation among 

students. “Career education makes sense where the children really want education, in a holistic 

way”. The situation in the case of the subject of PSCD is even more difficult since the subject 

does not lead to an exam, and so it might not viewed as important.  
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At Jobsplus, six people were hired to promote the services offered by the organisation among 

employers. Acknowledging the importance of “image”, funds are being invested on marketing 

the organisation.   

 

Qualifications and training of practitioners 

Proper professional practice is based on sound qualifications and continuous professional 

development. While stakeholders sometimes conflate the aspects of qualifications and training, 

these should be treated separately and will here be addressed in turn. 

 

A stakeholder mentioned the utility of having a tiered system of accredited career training as a 

basis for the professionalization of career guidance. The Master in Lifelong Career Guidance 

and Development at the University of Malta provides this system, where students may decide 

to discontinue their studies after a year and exit with a Postgraduate Certificate, after two years 

and exit with a Postgraduate Diploma, or do the whole three years and receive a Master’s 

degree. Persons wishing to embark on career education may specialise in Personal, Social and 

Career Development (PSCD) at the University of Malta. There are also a number of 

postgraduate courses in career guidance by correspondence (such as those offered by some 

British universities) that are relatively easy to access by Maltese persons interested in the field.    

 

The interviews confirmed that career practitioners in Malta have a huge variety of 

qualifications and experience. It appears that practitioners within the public educational system 

are more likely to have university qualifications in career education or guidance than those 

outside the sector. Indeed, formal qualifications in career guidance and required to become a 

career advisor and qualifications in PSCD are required to teach career education in public 

schools. However, guidance teachers who also carry out career guidance do not require any 

specific qualifications apart from a teaching qualification which could be in any subject. One 

stakeholder opined that when guidance teachers are only qualified in subjects that never 

touched upon helping skills or other relevant units to career guidance, they may do their work 

less effectively. On the other hand, it was pointed out that employment advisors or recruiters 

who do not have qualifications that help them understand trends in the labour market might 

also work less effectively. 

 

The issue of which are the ‘relevant qualifications’ has popped up a number of times during 

the interviews and the matter is far from clear. For instance, degrees in social science are 
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considered to be related to career guidance by the Ministry for Education and Employment in 

both the educational sector (for the post of trainee career advisor) and in the employment 

services (for the post of employment advisor). At the same time, a stakeholder working within 

private employment services stated that his organisation prefers to have recruiters who are 

specialised in the area they are trying to recruit in. For example, a person qualified in IT to 

recruit in IT, or a person qualified in finance to recruit in finance. The stakeholder maintained 

that through these sector-related qualifications, the recruiter would know more about the 

competencies and the technical issues pertaining to the particular field. 

 

Despite the above divergent opinions, there appears to be agreement among stakeholders about 

the need for career practitioners to have a tertiary level of education. One stakeholder working 

in the public sector argued that having an academic approach to work challenges the traditional 

stereotype of the government employee. “An academic background makes a difference in that 

person’s productivity and way of thinking”. Besides, as remarked by the same stakeholder: 

“how can a career practitioner unable to write a well-structured sentence in English be taken 

seriously by a graduate seeking employment?” Another stakeholder observed that 

organisations that deliver career guidance in the private sector should also recruit practitioners 

with an academic formation. Having said that, not all career practitioners in the public sector 

have a tertiary level of education. Indeed, some employment advisors at Jobsplus have been 

appointed through internal progression, without requiring specific qualifications. 

 

Apart from the importance of having tertiary qualifications, several stakeholders emphasised 

the need for practitioners to have related experience and a proper inclination for the job. A 

number of skills were highlighted, including critical mindedness, altruism, assertiveness, 

listening, communication skills, empathy, and probing.   

 

Capacity building requires not only a strong academic formation, but also continuous 

professional development (CPD). As noted by a stakeholder, technological advances make it 

difficult for even the most trained advisor to know everything, as jobs are changing very 

quickly. In general, there appears to be a trend in which managerial staff attend are exposed 

more to training than lower level practitioners. It also appears that working women might be 

less available for training than men.   
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Stakeholders mentioned various types of CPD. For instance, social partners focus on in-house 

training dealing with aspects of world of work. Similarly, at Jobsplus, the Labour-market 

Information Unit give presentations about job trends to employment advisors. A stakeholder 

working in a private employment agency said that the agency regularly organises training in 

interviewing.  Several stakeholders also emphasised the utility of receiving feedback and other 

information from industry-based experts. Indeed, a number of stakeholders stated that their 

organisations have regular interactions with employers. “If I am part of the IT team, we engage 

with IT managers and chief technical officers, who give us training about what is happening 

within the industry.” Practitioners in employment services learn how companies are developing 

and where specific industries are heading. They also get feedback about the persons who have 

been placed in employment. Stakeholders also mentioned that their staff attend local and 

international fairs, conferences, and other training events. Interestingly enough, private 

organisations mentioned the ‘opportunity costs’ involved in attending training. One 

stakeholder stated that “when the training proves to be valuable and meets our expectations, 

we do attend even seminars and conferences.” Finally, some stakeholders mentioned how 

practitioners carry out research themselves in order to upgrade their own knowledge. For 

example, they study specific employment sectors and publish such research on newspapers, 

social media, and/or the company website.  

 

Collaboration among practitioners 

As pointed out by several stakeholders, in order to provide more cohesive career services, there 

need to be stronger collaboration among practitioners themselves. Further networking between 

practitioners in different sectors would improve the services provided to clients at different 

levels, including referrals and so on. Several stakeholders admitted that they are not aware of 

career services within other institutions – the divide was particularly stark between those who 

work within and those who work outside the educational system.  

 

Stakeholders who tried to collaborate with other institutions on the provision of career services 

had varying experiences. For instance, an official from a private recruitment agency said that 

his organisation found considerable cooperation when they tried to organise initiatives in both 

compulsory and higher/tertiary educational institutions. “We carried out sort of career guidance 

workshops and presentations – telling them what kind of jobs exist in their field of studies, how 

is the industry shaping up… we carried out simulated interviews… This gives the company 

exposure, obviously, but it is also a Corporate Social Responsibility initiative, where, on our 
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part, we are contributing to candidates”. While one might legitimately discuss the ethics related 

to having specific private recruitment organisations advertising their services within the 

educational system, such experiences can surely lead to many positive outcomes. On the other 

hand, a union official said that his organisation was refused access to educational institutions. 

While the reasons for this are unclear, they might be related to the perceived politicisation of 

unions. Unions seem to find it easier to collaborate on career guidance activities with other 

organisations outside the educational system (such as Jobsplus). The large unions have strong 

links with industry and with employers’ organisations, whom they meet regularly in diverse 

fora such as the MCESD and MEUSAC. It is also worthwhile pointing out that cooperation 

from employers is a continuous challenge faced by the organisers of job shadowing, 

traineeships, apprenticeships and so on.  

 

Collaboration can even be improved within the same public sector. It appears that the 

coordination between PSCD and career advisors in the public education sector has recently 

started to be tackled consistently. For example, in Form 4, the study unit on career education 

is done exactly before the job exposure, so every school does it at a different time of the year. 

The career advisor joins the teacher in the PSCD lessons and they “facilitate the lessons 

together”. This is done to avoid repetition and because not all PSCD teachers are qualified and 

sufficiently knowledgeable in the area of careers. However, there are still “grey areas” with 

regards to the coordination between the careers provision within primary and secondary 

schools. The situation is complicated by the fact that PSCD teachers who would normally fall 

under the PSCD department, fall under the Student Services Department (DSS) when they 

carry out sessions in primary schools, and different colleges work differently.  “Who is 

responsible for the work of PSCD teachers in primary schools? So who is responsible for what 

they are doing? The Head? The College Career Advisor? The Principal?” An interviewee 

lamented that sometimes, lack of coordination takes place “when outsiders come in, or 

someone gets EU funds, and starts doing things that we would be doing already, or that 

someone else would be doing, or creates a programme which, basically, would be duplicating 

what we…are doing”. 
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3.3.2 Availability of resources 

 

This section examines three aspects regarding the availability of resources, namely, research 

and testing, a focal point for career services, and financial challenges. 

 

Research and testing 

Different stakeholders use different resources for career guidance. For instance, while 

educational institutions use prospectuses, trade unions often use collective agreements. Some 

stakeholders mentioned that guest speakers are a major source of information about the world 

of work and education. Another stakeholder said that links with similar organisations abroad 

should be tapped more as another type of resource. The level of confidence that stakeholders 

have about the resources they use varies considerably.  

 

Several of the stakeholders spoke about the dearth of useful career guidance information. 

Interviewees would like to have access to more relevant research, about the local careers 

situation. In this regard, Jobsplus is planning to carry out a project called “Occupational 

Outlook Handbook” documenting 300 occupations covering some 97% of the total occupations 

in the labour market, which has the potential of substantially improving career information in 

Malta. It is unfortunate that such projects tend not to be carried out with the support of other 

stakeholders.  

 

Not only is there little career research, but there also appears to be lack of coordination in 

carrying out such research. One stakeholder admitted that “we have duplication of work and a 

big lack of coordination”. He said that stakeholders tend to try to carry out their own studies 

and do not cooperate with other stakeholders. Besides, he said that “you often notice that when 

there is a trend in the country…everybody does research or organises a conference – you realise 

that very often there are three events that are more or less the same. So why this waste of 

resources?”.  

 

Stakeholders also expressed the need of research forecasting of future labour-market 

requirements. “I cannot help a boy or girl today on the perceptions I have today.” A major 

challenge faced by those who give career guidance to students is that of trying to predict future 

employment/ career opportunities, due to the ever changing labour market needs. It was 

remarked that past attempts at predicting future skills needs failed dramatically, such as the 
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planned need for IT specialists related to the Smart City Project. For example, in the 

educational sector itself, there was a strong drive for IT teachers, especially when there was a 

lot of talk about Smart City. However, now schools are saturated with these teachers. On the 

other hand, there is a shortage of Maths, English and primary school teachers. It was observed 

that it is especially difficult to assist students if they will eventually wish to start jobs that do 

not yet exist. As noted by a stakeholder, the government as policy-maker needs to strengthen 

research into the future needs of Malta’s employment sectors. This should be done in 

collaboration not only with local stakeholders, but also with international organisations, like 

CEDEFOP, which carry out potentially very useful studies that are hardly tapped into in Malta. 

 

Testing as a means of shedding more light on one’s characteristics and matching these to 

potential careers is an important type of resource that often requires specialised skills not 

only in its development, but also in its administration and interpretation. Some stakeholders 

view these tools with scepticism. One stakeholder said that they are rarely used “as they are 

simply technical”, while another stakeholder said that such tests are not practical. One 

stakeholder working in an employment organisation said that while the organisation does not 

promote the use of tests, they may give online access to such tests to clients if the latter asks 

for them. Several stakeholders stated that when required, such tests are outsourced to external 

organisations or professionals.  

 

Stakeholders who use psychometric tests, normally buy them from abroad. Such practice 

leads to questions regarding the tests’ reliability and validity when administered to persons 

in Malta. One stakeholder said that his organisation buys access to a foreign software 

programme which it then sells to clients. CASCAID tests (Kudos and Adult Directions) are 

used by some stakeholders in the educational sector. A stakeholder within a private 

employment agency stated that his organisation uses industry-specific situational tests (that 

measure skills, not personality) for IT-related recruitment. On the other hand, Jobsplus 

developed its own job-matching IT system which suggests a number of jobs that are related to 

the individual’s skills, and which can be accessed remotely. 
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Focal point for career services 

As mentioned above, different stakeholders are not aware of what others are doing in relation 

to career education and guidance. Acknowledging such drawback, some stakeholders 

mentioned the need to set up an organisation at a national level that unites guidance services 

across Malta. While different names for this organisation were suggested, such as “career 

guidance hub”, “national guidance service” or “national career guidance centre”, the main idea 

expressed by stakeholders is similar – that of uniting career education and guidance efforts in 

order to offer a higher quality, comprehensive and lifelong service to clients during the different 

stages of their lives. It was remarked by an interviewee that such organisation had been 

suggested in the 2007 career guidance policy for schools. The original suggestion was for such 

organisation to have three main roles, namely those of gathering research, imparting career 

information especially to practitioners, and ensuring high quality career services. 

 

Many stakeholders emphasised the need for a web portal that gathers comprehensive and up-

to-date career information. One stakeholder from the educational sector mentioned the need to 

integrate existing educational information already offered by different institutions into a 

national system; something at national level which displays all courses offered in Malta, be it 

of the University of Malta, MCAST or other educational institutions. The UK site 

“prospects.ac.uk” was mentioned as an example of good practice. A stakeholder stated that 

some efforts are being carried out by the Ministry for Education and Employment to get ESF 

funding to set up a better ICT platform.  However, in order to have a really comprehensive site, 

reaching both persons in education and beyond, such site should be developed as a 

collaboration of stakeholders within and outside education, and should also share other career 

related information and systems extending to the world of work. As was pointed out earlier, a 

greater collaboration among stakeholders would result in economies of scale, less repetition of 

work, higher quality of material and also better chances of maintaining the system over time. 

 

Financial challenges 

As expected, financial challenges were mentioned by most stakeholders as a limitation in 

relation to resources. A number of stakeholders tied the insufficient funds to the lack of 

qualified human resources. For example, an official working in education said that it is 

particularly challenging to find funds to justify a call for application for a new job. Another 

official working in education said that his organisation would like to increase contact with 

students and prospective students, but it is impeded by insufficient staff. On the other hand, a 
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union official emphasised the need to be creative in order to tackle the constant problem of 

insufficient funding. In line with this, another official working in education stated that 

networking is used to provide funds. Similarly, another stakeholder working in education said 

that since the organisation does not make available sufficient money, he has “to beg, literally, 

for sponsors”. Interestingly, the formal inclusion of the career aspect within PSD has boosted 

resources for PSD due for sponsorships from EUPA that have enabled the holding of seminars 

and the printing of workbooks.  It is also worth noting that the main problem relating to finance 

is not the money itself, but the ability to justify it and to spend it effectively. In this line of 

thought, another stakeholder said that a better reorganisation of people might be more 

important than more funds. One stakeholder working in the public sector remarked how in the 

past, his organisation has not always used effectively huge funds. The same official emphasised 

that the acquisition of funds is not a problem as there is enough economic justification for it. 

One needs to quantify the economic results stemming from career guidance in order to justify 

the existence of any service. 

 

3.3.3 Service provision  

 

This section examined two related aspects of service provision, namely a comprehensive 

approach and timely interventions, and linking education and work. 

 

Comprehensive approach and timely interventions 

Several stakeholders spoke about the need to move towards more comprehensive, more 

accessible and lifelong career services. The services offered in the public sector appear to be 

better organised and offered more regularly than those in the private sector. Focusing on career 

education as an example, there appears to be more planning and structure in the teaching of the 

PSCD subject within public schools and the training organised by Jobsplus, when compared to 

the sporadic career-related courses offered by private schools, social partners and private 

recruitment agencies.  

 

It was remarked during the interviews that at present, most career guidance is imparted in 

secondary and postsecondary schools, and little is done for other persons. A major difference 

between the services offered within and outside the educational system is that the former tend 

to be more future-oriented than the latter. Stakeholders working within both public and private 

recruitment agencies admitted that their clients are not interested in long term perspective (“the 
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future is too far away”), and that they are seeking “here and now solution[s]”. These 

stakeholders argue that investing in education is viewed as a luxury by many unemployed 

clients. Interestingly, taking a different perspective, stakeholders working within education 

stated that private recruitment agencies should be more client oriented, rather than be just 

oriented towards money making. 

 

Despite the apparent superiority of career services within education, one stakeholder mentioned 

that a study carried out among a cross section of educational dropouts found that only 2% of 

respondents talked with career guidance practitioners before deciding to leave education. Thus, 

career services within education are not reaching everyone. In the same vein, another 

stakeholder working in education mentioned the need to cater more for the less academically 

oriented, and praised the insertion of vocational courses within secondary school. On the other 

hand of the spectrum, another stakeholder argued in favour of assisting gifted children, who 

also struggle in the normal educational system.  

 

The importance of “timely interventions” surfaced several times during interviews. For 

example, a stakeholder working outside the educational system stated that the subject choices 

that students have to do at a young age may “totally impact” their future career as they limit 

their future choices. She suggested that perhaps, better career guidance is required at an earlier 

stage, including primary schools. Another stakeholder argued that, between Form 5 and post-

secondary school, there is a vacuum that needs to be filled as young people decide without 

gathering necessary information. 

 

Outside the educational system, career services tend to emphasise much more job placement 

than personal development. Cognisant of this fact, a private recruitment agency official 

mentioned the challenge for his agency to offer a more comprehensive service that moves away 

from just job matching.  

 

Interestingly, Jobsplus is striving to widen the client cohort, thus making services accessible to 

people who did not traditionally make use of public employment services, such as the graduate 

population. The Jobsplus online service is reaching more people than the traditional face-to-

face approach. The service “offers electronic guidance, because it indicates a client’s 

shortcomings, quantifying them and tells one what one needs to do to upgrade oneself”. Due 

to the ever increasing number of foreigners searching for employment in Malta, the need is 
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increasingly being felt by recruitment agencies to serve more effectively foreign clients; for 

example it was remarked that employment/recruitment officers are being confronted with 

clients who do not speak English (“Italians expect to be given a service in Italian”). On a related 

subject, one also needs to examine the wider consequences of having foreign workers in a 

situation where many Maltese workers do not want to work in manual jobs. 

 

Linking education and work 

There is a fairly spread view among stakeholders working outside the educational system that 

schools are out of touch from the real world. They believe that the world of work is not 

presented realistically to students. Indeed, one of the most commonly mentioned challenges by 

the stakeholders is that of enhancing the structural and organic links between education and 

work. It was remarked that educational institutions (including the University of Malta) do not 

make sufficient effort to link its courses to the world of work - though a stakeholder questioned 

whether the University should only be utilitarian in the strict sense of the word.  

 

One stakeholder working outside the educational system pointed out the problem that teachers 

in schools are not well informed about the labour market. It was remarked that persons in 

education should be specifically trained to carry out career guidance, and not just be a guidance 

teacher without formal training. They need to have more experience in the private sector. It 

was mentioned that teachers could be asked to spend some time working elsewhere during their 

summer holidays to acquire experience of the labour market. 

 

The current job skills mismatch was also highlighted. Employers experience difficulties to find 

employees with specific skills. “There are too many people skilled in areas which are not 

needed”. On the same theme, it was also pointed out that an NCFHE research found that many 

school leavers do not have sufficient employability skills. A stakeholder stated that MCAST is 

better than other institutions at linking education with the world of work. However, another 

stakeholder remarked that at MCAST, there are whole sections that are redundant - “No one 

finds work in these areas”.  

 

Some stakeholders working outside education advocated a directive type of guidance. They 

said that the educational sector needs to promote economically relevant courses. “You have to 

show the dark side” - to inform students about the lack of prospects in their chosen area. 

“Sometimes you have to be cruel to be kind.” It was also remarked that the education sector 
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needs to improve the quality of career education and it also needs to find ways of collaborating 

more with industry. An interesting related suggestion was offered by a stakeholder working at 

ITS who said that guidance teachers and career advisors should also visit ITS in order to acquire 

a realistic idea of what is carried out there – this would help to give a more informed message 

to students. 

 

3.3.4 Quality assurance 

 

Stakeholders did not give prominence to quality assurance as a challenge for career 

services. However, the responses given by stakeholders when asked about quality 

assurance indicate that the topic offers a major challenge for improving career services. 

 

Most stakeholders admitted not having a standard, structured system of quality assurance for 

the career services they offer, though they asserted that they cater for quality assurance in 

informal ways, as illustrated by this stakeholder: “Non-formal quality assurance is carried out 

within…[our organisation] to ensure the effectiveness of the service. We don’t have a 

performance appraisal to fill in however we do it on a regular basis and in an informal way”. 

 

A variety of answers were given with regards to how quality assurance in carried out. The 

most basic claim for quality assurance is that training is given to career practitioners. 

Some stakeholders mentioned the accreditation of their training (for example by NCFHE) as 

well as being a member of a European association as evidence of quality assurance. Some 

stakeholders said that they hold meetings in which they evaluate their quality and 

performance. Some stakeholders provide evaluation reports. Others mentioned that they carry 

out ongoing monitoring of services and provide continuous support to practitioners.   

 

Jobsplus carries out two noteworthy processes with regards to quality assurance. 1. A Quality 

Assurance Unit (QAU) studies key performance indicators – for example, how many courses 

are being offered? How many clients have found work after following a particular course? How 

many meetings are employment advisors having with job-seekers? How many job-seekers 

retain their job? Such information gives an indication about aspects such as the effectiveness 

of a course, or the productivity of an employment advisor. The data collected by the QAU is 

then analysed at a deeper level by the team of economists in order to inform higher level 

decisions and policy-making, and justify the requests for more resources. 2. Formal quality 
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checks are carried out on the work of employment advisors by their Unit Manager. Samples of 

the clients are taken and the work being done with them is checked by examining the 

documented material of what has been agreed upon between the employment advisor and the 

client. Written feedback is then given on what is documented and records are kept to provide 

documented evidence for audits.  

 

The fact that career services are increasingly being pharmed out (example, by Jobsplus, and 

also in some cases by trade unions who have been subcontracted to work for Jobsplus) produces 

an extra complication in measuring and maintaining quality career services. 

 

In general, government organisations appear to be better organised than private organisations 

with regards to quality assurance. However, there are examples of good practice in the private 

sector a well. A stakeholder from a private employment agency claimed that his organisation 

carries out quality assurance in the following multidimensional way: 1. Recorded interviews in 

which interviewers examine the recordings and discuss how they rate the candidates in order 

to ensure that there is an aligned judgement. 2. On-the-job shadowing, where new recruiters 

shadow an expert recruiter, and eventually, the recruiter shadows the newcomer to ensure that 

he/she is developing in the best possible way. 3. Surprise spot checks are carried out after the 

new recruiters start working on their own. 4. Follow-ups with clients. Three follow-ups are 

held within the first six months of a candidate’s engagement, the first after a month, the second 

after three months and the third after six months, which usually marks the end of the probation 

period. Besides these three formal follow-ups, the relationship with the clients is on-going. 

There would be telephone calls, for example, where you ask informally how a worker is doing. 

5. If the candidate leaves employment or is fired by the employer, up to three months into the 

job, a full refund is given to the client. 6. Apart from giving instant feedback to staff when 

required, internal reviews are carried out monthly with the recruiters (and every fortnight with 

newcomers) to assess their performance. These sessions are not based on appraisal forms, but 

consist of a discussion where the appraisee is asked to present his or her difficulties and the 

appraisers give feedback on the appraisee’s performance.  

 

3.4 Reflections on the interview outcomes 

 

The interviews highlight the need for more effective career services, including more 

comprehensive and timely interventions both within and outside the educational system, and 
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in both the public and private sectors, which take a lifelong perspective. The arising need to 

improve quality assurance systems within career services is apparent, also in view of the ever 

increasing number of private recruitment agencies and the pharming out of career services by 

the public sector. 

 

Despite their obvious importance, these and other issues regarding service provision should be 

given a lower priority than the more basic challenges of defining the occupation of career 

practitioners and delineating the field of career education and guidance. Indeed, there are 

considerable differences and lack of clarity among stakeholders about who should be viewed 

as a practitioner in the field and about what the field comprises. Which qualifications should 

be acceptable for one to be a qualified career practitioner? What value should different 

qualifications be given? What value should experience without relevant qualifications be 

given? Which practices can be defined as career education or guidance? Where should the 

boundaries be between career practitioners and other helping occupations? How directive 

should career education or guidance be? 

 

When these particularly contentious issues are settled, it would be easier to move on to the next 

steps of professionalising the field. Indeed, the interviewed stakeholders appear to agree that 

career practitioners need to improve their status and become more accountable in order to 

increase their professionality and for the field to attract high quality workers. Stakeholders 

mentioned several tools through which this could be done, such as warrants, standards of 

procedures, codes of ethics, publicity and so on. There is also agreement that practitioners 

should ideally have ‘relevant qualifications’ and training that bridge the worlds of education 

and work. There is also an important appreciation among stakeholders that different career 

services might require different specialisations. Other aspects such as the need for greater 

collegiality and interaction between professionals working in education and work, and the need 

for some centralised career guidance coordination (be it through a physical centre or a website) 

are also not particularly contentious, though they offer challenges to set up and maintain.  
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4. THE PROFESSIONALISATION OF CAREER GUIDANCE 

SERVICES ACROSS EUROPE AND BEYOND 

 

4.1 Introduction 

 

Considerable advances have been made in the field of career guidance services in various 

countries across the world. This section first discusses a number of important issues and 

potential solutions to the challenges of the professionalisation of the career practitioner in Malta 

in view of the experiences of other countries. Subsequently, nine strategies aimed at 

professionalising the career guidance field are delineated together with references to foreign 

examples of interesting practice.  

  

4.2 To professionalise or not to professionalise 

 

‘Professionalisation’ carries both positive and negative connotations and implications. It has 

been justified in terms of ensuring a better service for users of a service – by requiring 

specialised training through approved routes, and restricting access through qualifications, 

examination, and warranting. It however has also been criticised for setting into motion 

processes that may increase the distance between the provider (in his/her role as ‘expert’) and 

user; and leading to occupational closure (ultimately reducing the number of providers, limiting 

access to services, and putting an upward pressure on wages). Decisions to professionalise 

career guidance services in Malta need to weigh the arguments in favour professionalisation, 

and those that recommend caution. The touchstone in managing the process needs to be the 

interests of the citizen, and finding the right balance between private and public good. Many 

professions have been accused of using the mantle of ‘professionalism’ in order to justify and 

legitimise self-serving interests. As pointed out by stakeholders in the previous section, this is 

a danger that the Maltese career guidance community should do its utmost to avoid. 

 

Another related challenge is to ensure that the academicisation of the field – which is the route 

most often taken by occupations seeking the social mantle of a ‘profession’ – does not produce 

practitioner profiles that are distant from the world of work. This can be achieved by integrating 

strong field-based internships in pre-service training routes, by appropriate curriculum design 

that critically reflects on the world of work, by recruiting career development professionals that 
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have varied experiences in the labour market, and by promoting regular placements in industry 

throughout their subsequent career. Other strategies include stronger ties with staff in Human 

Resource Development departments, since the HR field can be considered to be a cognate 

profession. 

 

The professionalisation of career guidance has moreover to address the notion of a ‘tiered 

profession’. The question here is whether the range of tasks involved in providing career 

guidance services include aspects that can be delivered by staff whose levels of skills and 

qualification background are diverse. A choice that needs to be made here is whether, for 

instance, a person who is in charge of collecting, organising, and displaying career information, 

or of maintaining a career guidance Internet platform, needs the same kind and level of training 

as those who interact with clients face-to-face. The role of ‘paraprofessionals’ – including 

community-based providers – needs to be seriously considered. One policy option would be to 

have all CG workers trained to the same level (e.g. undergraduate, or post-graduate), with 

specialisation routes following initial training. However, another option would be to have 

different exit points in the training provided, in line with the complexity of skills required (as 

with the medical profession). In principle, Malta has opted for the latter, with trainees having 

the option of exiting the course with a PG certificate after one year, a PG diploma after two 

years, and a Masters after 3 years. The issue however is complicated by the fact that there is 

little correspondence between the different exit routes and employment roles and opportunities, 

as well as career progression structures, currently available to career development workers.  

 

4.3 Strategies to professionalise the career guidance field 

 

In line with other occupations, the routes to the professionalisation of the career guidance field 

may include a mix of the following nine strategies. 

 

4.3.1 Legislation 

 

This would entail formal societal recognition of career guidance as a distinct profession, with 

the special responsibilities and privileges society usually accords to professions. The claim here 

would be based on the notion that there is a body of knowledge, developed on the basis of 

specialist knowledge and expertise, as well as ‘scientifically’ founded on a tradition of 

empirical evidence and research. This means that such knowledge is not widely available, that 
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it cannot be simply ‘learnt on the job’, and that it is reflexive, i.e. such knowledge is cumulative, 

evolving under the pressure of constant critical self-evaluation. The French government decree 

on establishing a national quality label for career services is an example of a law on career 

guidance. The decree sets out the standards that need to be reached in order for an organisation 

to obtain official recognition to provide career guidance and information services to the public 

(International Centre for Career Development and Public Policy, ICCDPP, 2011). 

 

4.3.2 Identification of competences that career workers need to have in order to be able to 

practice 

  

Some competence lists are comprehensive in scope, as in the case of the one promoted by the 

International Association for Educational and Vocational Guidance (IAEVG, 2003) and used 

in Section 2 of this report.  A more recent competence framework has been developed by the 

Department of Higher Education and Training in South Africa (2015). The framework also includes 

the strategy of how to implement it. A number of competence frameworks target a specific 

range of skills in relation to the context in which career guidance practitioners work, such as in 

higher education settings or with multicultural clients (e.g. National Career Development 

Association (NCDA, Oklahoma, 2009), or in public employment services (e.g. DG 

Employment, Social Affairs and Inclusion, European Commission, 2014). Others consider the 

profession as having different levels of competence, with each being required to master a 

specific set of skills. For example, the Network for Innovation in Career Guidance and 

Counselling in Europe (NICE, n.d.) distinguishes between career advisers, career 

professionals, and career specialists. 

 

4.3.3 Establishing standards of service provision 

 

Standards of service provision can be enshrined in law (as in the example given in 4.3.1 above), 

or can be promulgated by the practitioners’ association itself (e.g. the Career Industry Council 

of Australia, 2011; and the NACE Center for Career Development and Talent Acquisition 

(2017). They can also be promoted by the entity or sector employing the service provider. 

Many of these standards are comprehensive, or they can target specific aspects of the service. 

For example, the NCDA (1992, n.d.) published standards for the use of different media in the 

delivery of career information. 
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4.3.4 Ethical code of conduct 

 

As with all professions, or occupations that aspire to professional status, various career 

guidance organisations have published codes of conduct, such as the 12 principles outlined by 

the Career Development Institute in the UK (n.d.) or the four general ethical principles of the 

Institute of Guidance Counsellors in Ireland (2012) which subsume several specific ethical 

standards.  

 

4.3.5 Specialised training routes 

 

The professionalisation of an occupation usually entails the establishment of a compulsory 

training route that is recognised as legitimate by the state and by the professional association 

concerned, and which meets the criteria set by both. Training routes could combine pre-service 

and in-service components, usually involving higher education institutions in developing 

curricula, in delivering training, and in evaluating. While the case for making higher education 

responsible for the training of professionals is strong, one needs to make sure that valid, 

community-based contributors and paraprofessionals, who have privileged access to particular 

(often vulnerable) groups of people, are not elbowed out. In such cases, the Accreditation of 

Prior Experiential Learning (APEL) gives access to deserving, less qualified staff to 

professional training (see the outcomes of a research project of the European Accreditation 

Scheme for Career Guidance Practitioners, 2008). The Network for Innovation in Career 

Guidance and Counselling in Europe (NICE) has produced a European Handbook for the 

academic training of career practitioners, based on a comparative study of training programmes 

across Europe (Schiersmann et al., 2016). The European Centre for the Development of 

Vocational Training (CEDEFOP, 2009) has published a report on Professionalising Career 

Guidance: Practitioner Competence and Qualification Routes in Europe. The National Career 

Development Association (NCDA, 2018) in the USA provides training and accreditation for 

career development practitioners internationally, with courses being offered outside a 

university environment, and through distance learning.   
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4.3.6 Formal warranting of practitioners 

 

The formal warranting includes the licensing and keeping of a register of career development 

practitioners who have fulfilled the training requirements established by law, and which can be 

in the hands of a professional association or of the relevant and competent body of the state. 

The UK Register of Career Development Professionals (Career Development Institute, UK, 

2018) is an example of such licensing and warranting procedures. The register aims to be “the 

single national point of reference for ensuring and promoting the professional status of career 

practitioners across the whole sector to other members of the profession, their customers and 

employers, as well as policy makers, funders and all other stakeholders”. Most professions 

make participation in professional development and in-service programmes a condition for 

remaining on the professional register. 

 

4.3.7 Professional association 

 

A strong, recognised professional association that is formally constituted and enjoys the 

recognition of the state. The tasks usually performed by an association include promoting the 

profession’s identity and status at a national level, creating a national policy forum including 

all stakeholders, offering in-service training opportunities to advance excellence in service 

provision, promoting and disseminating relevant research, often through the publication of a 

professional journal and newsletter, and participating in and contributing to the international 

body representing the profession (i.e. the International Association for Educational and 

Vocational Guidance, IAEVG). The IAEVG website includes a list of national career guidance 

associations. The National Centre for Guidance in Education (Ireland) and National Institute 

for Career Education and Counseling, UK (NICEC) are good examples of organisations that 

produce high quality career-related information.   

 

4.3.8 Quality assurance  

 

Quality assurance protocols which ensure on-going evaluation of both career development 

practitioners and of service providers. One of the best examples is the Matrix approach, which 

is based on the action research cycle. The International Centre for Career Development and 

Public Policy (ICCDPP, n.d.) provides a number of QA strategies, linked directly to quality 

standards, and deployed in a range of countries. Other examples include the establishment of 
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benchmarks against which a service is measured (e.g. the Gatsby Quality in Careers Standard 

in the UK (Quality in Careers Consortium, 2017), and the Career Development Benchmarks 

for secondary schools in New Zealand (Careersnz, 2017). Some have developed checklists that 

support the identification of high quality career guidance services (e.g. MEVOC Quality 

Manual for Education and Vocational Counselling, n.d.).  

 

4.3.9 Research centre 

 

A research centre dedicated to advancing research on career guidance, and helping to put the 

service on a more sound footing, such that policy and practice develop on the basis of robust 

theoretical and empirical foundations. Examples of such research centres dedicated to career 

guidance include the International Centre for Guidance Studies, University of Derby, UK, and 

the National Research Centre for Career and Technical Education, Georgia, USA. Such 

research centres are important in developing and maintaining links with advances in the 

profession internationally. 

 

 

5. CONCLUSION  

 

There is a consensus among all stakeholders - career guidance practitioners and guidance 

providers - who participated in this research project on the importance of career education and 

guidance in Malta and Gozo and on the need for more concrete action and investment in order 

to strengthen the sector.  The following important points mentioned by the different 

stakeholders are worth noting as they highlight major challenges in career education and 

guidance which need to be considered by the Malta Career Guidance Association when 

putting forward suggestions for professionalising career education and guidance in Malta: 

 

 The nature of relevant qualifications for entry into and advancing in the field, the 

relatively lower importance given to theory/research by guidance practitioners 

participating in the research project, and the insufficient academic training in career 

education and guidance emerged as matters which needs to be addressed thoroughly by 

MCGA.  The utility of having a tiered system of accredited career training as a basis 

for the professionalization of career guidance was also referred to. 
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 The need for career guidance practitioners to keep up to date with developments in the 

field and undertake continuous professional development (CPD) training in the form of 

workshops, seminars, in-service courses and so on. Training should be diversified, 

tailor made to the needs of the practitioners.  The quantitative research provides an 

indication of the different training needs of career guidance practitioners working in the 

different sectors.  

 

 The need to address the issue of warranting for practitioners working in the field.  Such 

professional status should also acknowledge practitioners who are not qualified but who 

have years of experience working in the field of career guidance.  The issuing of 

licenses or warrants tied to specific areas of specialisation was also put forward for 

consideration.  

 

 The need for a ‘Code of Ethics’ and ‘Standard Operating Procedures’ in order to 

establish consistency in career guidance services across Malta.  Indeed practitioners 

noted that the competences related to ethical/professional conduct, communication and 

team work were aspects that practitioners in Malta face mostly in their work. 

 

 The importance of setting up an organisation at national level that unites guidance 

services across the country in order to offer a higher quality, comprehensive and 

lifelong service to clients during the different stages of their lives. Such organisation 

could develop quality assurance mechanisms for the varied spectrum of career services 

entities. 

 

 The need to continue working on a clear demarcation of the role of career guidance 

(such as the detachment from personal counselling), while also investing in career 

guidance skills among relevant occupations such as shop-stewards and trade union 

representatives, employees in private recruitment agencies, teachers, administrative 

staff within employment services, and so on.  

 

 The need to offer more comprehensive career services. There should be timely 

interventions of career education and guidance throughout one’s life. Career services 

should reach out to all potential clients, including low achievers, gifted students, 
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foreigners and adults in or out of employment. Public and private recruitment agencies 

should offer more comprehensive services that move beyond job matching. 

 

 The importance of boosting awareness about the utility of career education and 

guidance. Students should recognise the potential impact of career education and 

guidance on their future career prospects. There should also be greater awareness about 

the importance of career guidance services among the general public. Improved 

awareness would increase access to such services and boost the respect towards career 

guidance practitioners by the community at large. 

 

 The need to put pressure on national authorities to improve conditions of employment 

of career practitioners, as better working conditions encourage more persons to join and 

remain in the field. 

 

 The utility of strengthening career resources through up-to-date educational and 

employment data, and resources that help to match clients with careers. There also 

needs to be more research forecasting future labour-market requirements in Malta and 

Gozo. The setting up of a well-funded web portal could integrate existing and new 

career resources and make them available to different client groups. 

 

 The need for more intensive networking and collaboration among career practitioners 

working in the same and across sectors. This would increase the coherence and 

continuity of career services and would ensure a better use of the existing resources 

(such as by avoiding duplication of work), thus overcoming some of the financial 

challenges mentioned by stakeholders. The links between education and work need to 

be strengthened for students to be better prepared for their career transitions. Career 

practitioners within education would benefit from  job shadowing experiences in 

different employment sectors in order to be more in touch with the world of work. 
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6. PROPOSALS REGARDING PROFESSIONALISATION BY THE 

MALTA CAREER GUIDANCE ASSOCIATION 

 

MCGA positively notes the consensus among stakeholders of the importance of 

professionalising the career education and guidance sector. Keeping in mind the challenges 

outlined in the research by all stakeholders, MCGA proposes the following: 

 

PROPOSAL 1:  Legislation 

 

The recognition of a distinct profession with specific responsibilities and competences backed 

by legal recognition. This is justified by the notion that the knowledge base of the career 

guidance profession is based on specialist knowledge and expertise which cannot be simply 

‘learned on the job’. Such recognition would improve the status of career guidance in line with 

that of complementary fields such as counselling and youth work. This proposal is further 

supported by the existence of specialised post graduate qualifications which aim at equipping 

practitioners with the right knowledge base and skills.   

 

PROPOSAL 2:  Warrant and Professional Register 

 

The issuing of a warrant and keeping of a professional register of career development  

practitioners who have fulfilled the training requirements established by law. It is being 

proposed that the issuing of a warrant and professional register are entrusted to a professional 

association or a relevant and competent body nominated by state. This would assist in the 

recognition of who is qualified to give career guidance services. 

 

PROPOSAL 3:  Professional Standards 

 

MCGA will develop a set of professional standards that:  

 Define the career industry, its membership and its services;  

 Recognise and specify the diverse skills and knowledge of career development 

practitioners;  

 Guide new practitioners upon entry into the industry; 

 Provide a foundation for designing career development practitioner training; 
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 Provide quality assurance to the public and other stakeholders in the industry;  

 Create an agreed terminology for the industry. 

 

PROPOSAL 4:  Professional Competences 

 

MCGA will identify a set of competences which are represented by specialised skills and 

knowledge that career guidance practitioners must demonstrate in order to practice in the field. 

As highlighted earlier, different career guidance competence frameworks are used outside 

Malta. Such competences will need to be adapted to the local needs.     

 

PROPOSAL 5:  Code of Ethics 

 

The Association will develop its code of conduct to cover the professional behaviour and 

practice required by all members and to inform the public of the ethical principles to which all 

MCGA members adhere to. 

 

PROPOSAL 6: ‘Tiered Profession’ 

 

Keeping in mind the complex guidance landscape, from young to old age with particular groups 

requiring special attention, whilst acknowledging the diverse competences of practitioners 

working in different organisations, career guidance needs to become a ‘tiered profession’.  This 

is justified by the following challenges highlighted in the research by different stakeholders: 

a) The lack of practitioners holding qualifications in career guidance; 

b) The limited number of practitioners working in the sector; 

c) The difficulty in attracting prospective employees when compared to the counselling 

field; 

d) The acknowledgement and value of practitioners who have very valid experience but 

no qualifications; 

e) The need for special qualifications to cater for particular target groups; 
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PROPOSAL 7:  Continuous Professional Development (CPD) 

 

The Association will develop a framework guiding and informing career practitioners about 

the CPD requirements to work in the sector. 

 

PROPOSAL 8:  Single career progression framework (including a work-based route) 

 

MCGA will propose a career progression framework for career guidance practitioners working 

in the different contexts - both in the education and employment sectors. MCGA will consider 

and propose how practitioners who do not have the required qualifications can progress and 

advance in the profession. 

 

 

 

7. WAY FORWARD  

 

The research ‘Professionalising Career Guidance’ shall be disseminated among career 

guidance professionals and other stakeholders involved in the area of career guidance during a 

conference which is planned to take place on 8th October 2018. This conference will be 

organised by the Malta Career Guidance Association in collaboration with the National School 

Support Services (NSSS) and will be funded by Euroguidance (EG) Malta. A keynote speech 

will take place to present the research findings and will then be followed by a number of 

workshops. Participants will be divided in groups and they will be given the opportunity to 

provide feedback in relation to the research findings, discuss the career guidance service, 

discuss the respective professionalisation process, discuss the associated challenges and the 

way forward.  

 

The research will be available through various websites, such as the MCGA and the EG Malta 

websites for feedback and further suggestions. 
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8.  FEEDBACK REGARDING PROSPOSALS PUT FORWARD BY MCGA DURING 

CONFERENCE  

A Conference entitled ‘Professionalising Career Guidance in Malta’ was held on 8th October 

2018 by MCGA.  The keynote speaker Dr Mary Mc Mahon discussed the topic 

‘Professionalising Career Guidance:  The Australian Experience.  A Journey, Not a 

Destination’.  The research findings were outlined and the recommendations for 

professionalising career guidance in Malta emerging from the research were outlined by the 

Chairperson of the Association.  Workshops followed with the aim of collecting feedback from 

the 130 participants coming from the education and employment sectors on the proposals put 

forward. The following is a summary of the main issues put forward by the participants present 

on the day: 

1. Proposal 1:  Legislation 

This was received positively by participants.  Some of the reasons mentioned include 

the following: 

a. It strengthens the status of the profession;  

b. It regulates the service and protects the service user; 

c. It strengthens public perception of the profession; 

d. It ensures legal backing and accountability of the service; 

e. Legislation makes career guidance at par with other professions in Malta, 

such as the helping professions (eg. counsellors, social workers and youth 

workers) who in Malta all have legal recognition; 

No reservations were put forward regarding this proposal. 

2. Proposal 2:  Warrant and Professional Register 

In line with the research results, the importance of warranting and the keeping of a 

professional register were recognised by the majority of participants.  However the 

following concerns were also put forward: 

a. Practitioners working in the education sector voiced their concern about the 

possibility of having to choose the area in which they will practice e.g. 

between personal or career guidance in order to be granted a warrant.   

b. The grandparent clause may exclude certain valid and experienced 

practitioners as they lack the required qualifications. The issue as to whether 

those granted a grandparent clause should be given a full or partial warrant 

was highlighted.  

c. The Restricted warrant was seen as limiting the practitioner as one is only 

professionally recognised in the organisation where he/she currently works. 

Moreover some participants also asked whether a partial warrant could lead 

to a full warrant. 

d. The issue as to which qualifications should be accepted for one to be granted 

a warrant to practice in career guidance was emphasised.   

e. Participants also pointed out that a warrant should not be restricted to 

qualifications but experience should be given its due recognition. 
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3. Proposal 3:  Professional Standards 

a. There was general consensus regarding the need for national guidelines for 

good quality career guidance provision within the education and 

employment sectors.  

4. Proposal 4: Professional Competences 

There was consensus once again regarding the need to identify a set of core 

competences required by career guidance practitioners in order to define the profession. 

The following points were given particular importance: 

a. The need for more awareness of how one can work with different target 

groups such as adolescents, minority groups, adults amongst others. 

b. The need for practitioners to be up-to-date with on-going labour market 

changes in order to provide a good quality service. 

5. Proposal 5:  Code of Ethics 

The code of Ethics were unanimously considered as very important. The following 

ethical issues were mentioned as requiring utmost attention: 

a. The keeping of confidentiality; 

b. The importance of keeping ethical boundaries;  

c. The importance of acknowledging other professionals for proper referrals, 

and 

d. The provision of an unbiased service keeping in mind the multicultural 

society. 

6. Propsosal 6:  Tiered Profession:  

The tiered system was received with reservation. 

a. A tiered system is being considered as complicated to understand. 

b. A tiered system is being seen as discriminatory as it is difficult to distinguish 

between practitioners holding different tiers but doing the same work.  

7. Continuous Professional Development 

The importance of CPD was acknowledged unanimously especially in areas such as 

labour market developments and emerging technologies amongst others. However the 

following issues were pointed out:   

a. The concern with CPD especially when practitioners have to satisfy the 

obligation of different warrant requirements, e.g. teaching warrant and 

career guidance warrant. 

b. CPD to be tailor-made according to the individual’s professional 

development required. 

c. CPD to be held during working hours 

d. There should be partial or full subsidy of CPD by the respective 

organisation. 

e. A Framework for CPD should be established by the Warranting Board. 

f. Focus should be on the provision of good quality of CPD rather than 

quantity provision. 

g. CPD to be formally accredited and in a modular delivery. 

h. A list of approved training for CPD to be provided by the Warranting Board. 

i. Individual supervision to be given priority for career guidance practitioners. 
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8. Proposal 8:  Single Career Progression framework (including a work-based route) 

a. It was suggested that top up courses should be provided for practitioners to 

improve their professional status.  

b. A career progression framework for career guidance practitioners working 

in the different contexts was highlighted together with different routes and 

opportunities to progress and advance in the profession. 
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9. CONCLUSIONS 

 

MCGA members will be informed of any developments relating to the process of 

professionalisation.  A research will be conducted with several countries including 

Euroguidance representatives in order to understand the career guidance contexts within 

respective countries.  This will further pave the way for clear proposals for professionalising 

the career guidance profession in Malta. 
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