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ICEBREAKER – INCLUSIVE 
DEFINITION

• The Salamanca statement (UNESCO,1994) 

has been identified as the international 

breakthrough for inclusive education but what 

has this meant for research in the years 

since?

• Can you type in what inclusive practice 

means to you?



INCLUSIVE 
RESEARCH
• To me, a part of inclusive practice is a 

diverse range of researchers researching 
meaningful topics that they can make an 
original ‘insider-perspective’ contribution to. 
A key point is including people from diverse 
communities doing research, and not just 
having research done on them.

• This is cutting-edge research that delivers 
impact for society by considering and 
including diverse audiences and participants.



MY RESEARCH 
AREA
• My thesis title is: ‘Diversity within Career 

Development: an investigation of the 
structural and systemic barriers and 
potential enablers which impact on the 
positive diversification of the workforce.’

• Issue: The Career Development appears to 
not be hetregenous with research by Neary 
(2020), Neary and Priestly (2018) and 

• I am adopting a pragmatic approach, using 
the Delphi Technique to explore this topic 
area.



OVERVIEW OF MY 
RESEARCH TOPIC
• The career development sector has traditionally attracted a female workforce, often 

from white, middle-aged, and older females, frequently career-changers looking for 
meaningful work which aligns with their values and ethics (Neary, 2020). This 
creates issues of homogeneity and a lack of diversity, where representation and 
relatability for young people of minority ethnics backgrounds may impact on the 
career development opportunities available to them (Frigerio, 2021; Ranavaya, 2021; 
Neary, 2020). In cases where Minority Ethnic practitioners are already working in 
the field, a recent small-scale study by Ranavaya (2021) has highlighted potential 
issues of retainment of practitioners which indicates further research into why 
recruitment, promotion and retainment may have structural and system barriers 
(Atkins, 2021). 

• These concerns present a need for a change in recruitment policies, retention and 
promotion opportunities for practitioners and an increase in the diversity of age, 
gender, ability, and ethnicity of the workforce (Ranavaya, 2021; Neary, 2020). The 
project will explore what needs to change in terms of recruitment and retainment of 
a diverse Career Development workforce and critically analyse the ways in which 
diversification is important to meet the needs of a multicultural society in England 
from a client and workforce perspective. 



IMPLICATIONS OF THIS RESEARCH

• Implications – this includes the gathering demographical composition data of the 
workforce in England. This research will shed light on positive enablers of diversity 
as well as the strategic and structural barriers including popular career guidance 
theories (Ranavaya, 2021; Ribeiro, 2021; Atkins, 2021). 

• The research will make clear the structures that have impacted on the reproduction 
of the current non-diverse workforce (Ranavaya, 2021; Neary, 2020). The 
investigation intends to uncover and better understand the changes which may be 
required to redress the homogeneity, to better represent the needs of a multicultural 
young client group (Ranavaya, 2021; Atkins, 2021) and attract and retain a more 
inclusive and diverse workforce. 

• Methodology - primary and secondary data will be collected through surveys, 
interviews, and desk research to determine the themes in the literature review. 

• Design – a pragmatic philosophical approach with an ontology of action of 
experiences adopting a mixed method inquiry of quantitative and qualitative 
methods. This will be used to identify the demographics of the career development 
practitioners working in Secondary Schools in England with a focus of an exploration 
of underrepresented Minority Ethnic professionals. 



CULTURAL LENS

• My research will focus on understanding the composition of the the career development workforce 
and exploring the barriers and enablers to diversification. I will be applying a cultural lens to explore 
why the workforce is the way it is currently and what can be done to increase the diversity of 
practitioners. I aim to narrow the focus of diversity on culture as this is all-encompassing. 

• Culture can be an obscure term to define, possibly due to its multiple meanings depending on 
context. For the purpose of my research, I will be using the definition of culture being that of the 
ideas, customs, and social behaviour of a particular people or society which make up their cultural 
context (Lowell et al, 2018). Culture is relevant for all career development practitioners due to 
personal and professional socialisation, the impact of the wider community on forming internalised 
notions of work and career as well as practice to defining career guidance, influence on 
interventions, actions, and practice (McCash, 2021; Lowell et al, 2018).

• In terms of career development, there is an abundance of literature regarding gender issues, social 
mobility and more recently some focus on internal UK migration in Scotland as well as refugees and 
asylum seekers due to political changes worldwide (Alexander, 2021; de Haas et al, 2020; Abkhezr
and McMahon, 2017), however as the field grows with a further changing demographic of clients 
and practitioners from an array of cultural backgrounds, it is important to be able to focus on 
cultural understanding and how this plays a significant role in the career development sector within 
the UK. Although culture, diversity and creating equity have been the focus of a considerable body 
of literature (e.g., Arulmani et al, 2021; Ribeiro, 2021; Leung and Yuen, 2012;McMahon and 
Watson, 2012), most of the literature has a focus on the cultural dynamics of the wider world. For 
this reason, the focus of this essay will be narrowed down to present and explore cultural 
understanding within England, as it appears there is significant gaps within literature of 
multicultural societies and career guidance and development.



REMOVING BARRIERS 
TO DOCTORAL 
EDUCATION

• Promote social mobility and break 

down systemic barriers

• Widening participations by making 

opportunities available through 

stipends and studentships



WHO ARE THESE DIVERSE 
GROUPS?
• Underrepresented genders depending on the focus area.

• People with gender dysphoria/trans groups

• Underrepresented groups including Minority Ethnics and Traveller people 

• Lower socio-economic groups

• Disabilities – visible and hidden

• People with different religious beliefs

• Same sex couples



THE BIGGER PICTURE

• Success and innovation in academic research thrive 
where there is diversity, inclusion, equality of opportunity, 
and collaboration present.

• By including researchers from all backgrounds with a 
wide talent pool of skills, cultures and insights, research 
progresses and benefits society and the economy.

WHY is this important? 

The production of knowledge should be reflective of current 
society, promote social mobility and address global 
challenges. Bringing in cultural richness and diverse lived 
experiences benefits research in making it more relevant 
and beneficial to society.



DISCOVERING ME –
MY JOURNEY SO FAR

• Feelings of excitement and nervousness

• Imposter syndrome 

• Overcoming hurdles associated with the pandemic

• What has helped me?

• Speaking to my supervisor and Director of Studies

• Bouncing back from hurdles such as illnesses and 
focusing on the longer term goal of completing a 
doctorate



ANALOGY

• For me, beginning this doctorate journey has been like 
I am driving on the motorway where there are no 
lights, but only cat lights. 

• I can only see directly in front of me and have to trust 
the process. 

• I focus on my lane positioning, become familiar to 
what is around me. 

• I know that if I drive safely, following everything I have 
been taught and apply new knowledge where there 
may be hurdles in front, I will get to my destination. 

• Similarly, doing a doctorate is a series of smaller steps 
and processes with a journey of self discovery, new 
knowledge learnt and overcoming barriers.



TIPS

• Try not to compare your journey to anybody else!

• Do have a support partner who is on their journey 
at the same time as you to share your feelings, 
thoughts and idea.

• Speak to those around you about how you feel. 
Try not to allow imposter syndrome to clout your 
judgement and thinking.

• Join research communities at university and 
online

• Engage with the sector and read widely



CONTRIBUTING TO 
INCLUSIVE PRACTICE
• Having a diverse pool of researchers increases the range of skills, talent 

and perspectives within research. 

• My background and heritage as a third generation British Kashmiri 
female brought up in a low social economic area and following the 
Islamic faith has allowed me to bring in new perspectives, ideas and 
cultural values in my research area. I have worked with the schools of 
Derby, a city in the Midlands in England, on a Career-Related Learning 
project in primary schools. This has allowed me to widen my area of 
knowledge and understand the importance of diversity.

• My background will allow me to relate to a diverse range of practitioners 
as I personally understand the need for Career Development practitioners 
to be able to relate with clients. Becoming a reflexive practitioner and 
understanding my own positionality, biases and beliefs in a critical 
approach is important to producing high-quality research.
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QUESTIONS?

• If you want to get involved in this research, 

please get in contact with me at 

i.shakoor@derby.ac.uk

• Thank you so much for listening to my 

presentation and a huge thank you to the CDI 

for allowing me this opportunity.

• Would you like to ask me any questions?

mailto:ishakoor@derby.ac.uk

