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CNPS 363, Section 003 Winter 2002 Term 2

Lesson #8


Today we’re going to focus in on career counselling for multicultural groups.  The textbook goes into a lot of detail about four main ethnic groups in the United States:  Asian Americans, African Americans, Hispanic Americans, and Native Americans.  Our cultural mix in Canada is somewhat different, so I won’t be spending any time on the ethnic groups discussed in the text.  To introduce this lesson I would like to spend some time talking about the situation in Canada and focusing on some research done in Canada.  

So the good news is that you will not need to learn any of the information or statistics related to the specific ethnic groups listed in the text for the exam.

What you will need to be familiar with are some of the overarching issues related to career counselling with someone from a different cultural background than yours.  Multicultural counselling is a relative new area of investigation for career counsellors, so in some aspects it is a burgeoning field for anyone wanting to get involved and make their mark.  As I mentioned in an earlier lecture, I don’t believe there is a one size fits all counselling model that fits everyone from any specific cultural group, including Caucasians.  As always, it is important to tailor your counselling approach to meet the needs of the individual, taking into account the client’s individuality and specific needs.

Let’s start by remembering the birth of career counselling.  Vocational services and subsequent career theories were aimed primarily at white, European immigrants, to the exclusion of racial and ethnic minorities.  Some of the basic tenets of these theories are very Euro-centric in nature and still are at the core of many North American beliefs.  Would anyone like to hazard a guess as to what some of these beliefs are?  

Offer these beliefs if not already covered by class discussion:

· Values of individualism and autonomy

· The idea that all individuals are able to economically afford individually structured career choices

· Opportunities are available to anyone who works hard enough for them

· Work plays a central factor in people’s lives

· The career development process is linear, progressive and rational

How relevant do you think these beliefs are in today’s world?  To what extent do you agree with them or endorse them?  Are there some values that are more dearly held than others?  How would the counsellor proceed with someone whose value structure was significantly different from their own with respect to career choices?

Another “hot topic” is the value of education.  I would hazard a guess that most, if not all, of us here in this room believe in the value of a higher education.  How would you feel or react to a client who does not share that same viewpoint?


These are issues and questions that tap at the heart of diversity and respecting the right of others to have differing opinions from our own, without negating or minimizing their beliefs.

So with this preamble in mind, let’s explore the question:  “What is culture?”  As suggested by the text, it is likely that each one of us in this class could offer an explanation of what culture means.  Any volunteers willing to share what it means to you?

<OH #1>

According to the text, culture is defined in a couple of different ways.  Matsumoto (1996) defines culture as:

“the set of attitudes, values, beliefs, and behaviors shared by a group of people, but different for each individual, communicated from one generation to the next”


Ogbu (1990) defines it as:

“an understanding that people have of their universe – social, physical, or both – as well as their understanding of their behavior in that universe.  The cultural model of a population serves its members as a guide in their interpretation of events and elements within their universe; it also serves as a guide to their expectations and actions in that universe or environment.”


Basically, culture is a learned behaviour, so two people coming from the same race may share some values, attitudes, and so on, but might also have very different cultural make-ups.  Can anyone give me an example?  

Zunker (p. 288-289) talks about cultural variability and worldviews <point to OH>.  Two major different worldviews discussed are those of individualism vs. collectivism (Triandis, 1994).  Individualistic cultures are found in Europe and North America, and they place a great emphasis on individual accomplishment and self-actualization.  The rugged individualist (e.g., entrepreneurs, rags-to-riches successes, cowboys in the 1800’s) are held up as examples of autonomy and independence.  Individuals are empowered to achieve and become individually responsible.  

Collectivist cultures are primarily found in Asia, Latin America, and Africa.  In such cultures, the individual’s desires are secondary to the welfare of the group.  Efforts are centered on ensuring the collective’s survival, building group solidarity.  Uniqueness is not revered – rather, the needs of the group take precedence and members are expected to identify with one’s social group and put their well-being first.  Sharing, cooperation, and social responsibility is stressed.  For individuals, this translates into choosing a career based on what’s best for the family rather than on the individual’s interests or dream.  

Can you see how this might be a challenge for career counselling, especially given the opening comments about who vocational counselling was originally intended for (white, European males)?

What sorts of things do you think need to be taken into account when counselling individuals from different ethnic backgrounds?
· The extent to which the individual has acculturated into the mainstream culture, and how it has affected the client’s worldview (this is particularly an issue for 2nd or 3rd generation ethnic groups); and related to this,

· The extent to which the level of acculturation has created conflicts for the individual (e.g., between the individual and her parents or grandparents).  It is common for older generations to want to retain the cultural rules, scripts, and roles, while the younger generation wants to adopt the mores of the dominant society.

· Differences in time orientation can be challenging when working with clients from different cultural backgrounds as counsellors would generally expect the client to show up on time for his appointment and complete career-related tasks within a certain period of time.  However, some cultures don’t put the same premium on promptness or getting things done in accordance with some arbitrary time commitment.  There is an excellent example of this in the text (p. 289, bottom of page):  a Navajo woman explains about “Indian time” (getting together whenever it is convenient) vs. “American time” (keeping a set appointment, whether it’s convenient or not).


So let’s take a look at the situation in Canada.  Canada is a cultural mosaic made up of different native groups and people from all over the world with different cultural traditions and backgrounds.  With the increased immigration of the past decades, these minority cultural groups have grown considerably.


These new Canadians bring with them different sets of social values, cultural customs, religions and political philosophies.  They also bring high hopes for prosperity and happiness in a new society and are eager to adapt.  There are, however, a number of issues affecting minority culture groups that  prevent them from realizing their potentials and their dreams.  Let’s look at these.

<OH #2>

Language:

The lack of vocabulary and knowledge of the syntax of the language can contribute to feelings of inadequacy and inferiority as the newcomer struggles to deal with government officials, employers, landlords, schools, and hospitals.

Discrimination:

A major problem experienced by minorities is that of prejudice and discrimination, ranging in degree from avoidance to blatant racism.  According to Samuda and Wolfgang (1985), Canada prides herself on being a society tolerant of racial and cultural differences yet in practice, it is permeated by prejudice, and negative stereotyping.  These attitudes contribute to the feelings of inadequacy and inferiority and to a sense of loss of dignity and peace of mind.  These minority groups face problems of alienation, discrimination and distrust as they struggle with adaptation and acculturation.  In addition, the individual faces the conflict of wishing to preserve his or her ethnic identity and native lifestyle, while at the same time desiring to become acculturated into the Canadian society.


Upon reaching the host country, the immigrant must begin an immediate job search.  Loss of cultural expertise in terms of knowing the official and unofficial rules to follow in gaining employment, loss of support groups, and the difficulty of finding work even for the well educated are problems the individual must face and deal with.  The harsh realities are rejections and disappointments.  Financial necessity, the fear of being judged negatively and the desire to regain the dignity associated with work frm the previous culture often forces the individual to take any job, making movement up the career ladder extremely difficult.

Stereotyping:

The dominant culture often expects ethnic and racial groups to gravitate toward a narrow band of occupations as a result of stereotyping:  i.e., The Indo-Canadian berry picker, the Chinese grocer, the Japanese gardener.  These erroneous generalizations based on limited samples account to some extent for the lack of occupational mobility of the culturally different.  Significant is Jsefowitz’s findings in 1981 that “executives hire and promote people who look and act like themselves” (Samuda and Wolfgang, 1985, p. 40).


One of the major problems encountered by the culturally different is finding work in their intended occupations.  Samuda and Wolfgang report that 25% of those surveyed had held skilled or professional positions in their home country, less than 3% occupied such position in Canada.


Other issues include those of inequities in opportunity.  According to Zunker, these inequities might be based on cultural isolation which limits the individual’s exposure to different elements of society thus limiting educational and employment opportunities.  There is also a lack of positive role models and often individuals from minority groups are unacquainted with what services, educational or social, are available to them.

Role of the Counsellor:

Of utmost importance is establishing rapport and a relationship of trust.  This can be developed by the sensitivity of the counsellor to different cultural orientations and world views.  The career counsellor should be able to generate a wide repertoire of responses consistent with the lifestyles and values of the culturally different.  Klineberg in Samuda and Wolfgang (1985) recommends that the counsellor become acquainted in as much detail as possible with the role of culture in general and with the special features of the client’s value orientation, socialization patterns and communication styles.


Counsellors must be aware of nonverbal behaviours.  Nonverbal behaviour varies from culture to culture and has a greater impact than words in revealing emotion, attitude, warmth, coldness and empathy.  Counsellors must be aware of the social meanings of nonverbals.


If the counsellor uses standardized tests for the purpose of interest and aptitude assessment, the assessments should be based on norms of the culture.  This is particularly important when trying to draw relevant conclusions from the test results.


Clearly, cultural values, class values, language factors, and unique experiences must be considered when determining the strategies to be used in working with clients and evaluating career interests and aptitudes.


A counselling model that has implications for cross-cultural counselling is Super’s developmental theory.  It provides a frame of reference for carefully monitoring career development throughout the lifespan, providing for career assessment.  It also emphasizes the self-concept, a critical factor for minority group individuals who must acknowledge, accept and value their differences from the dominant culture.

Cultural Differences in Work-Related Activities (text, pp. 291-292)


Hofstede’s (1984) study is one of the most provocative studies of work-related values.  He included 50 different countries in 20 different languages and 7 different occupational levels, studying how value orientations to work can be sources of workplace conflict and misunderstanding.  He identified the following dimensions of cultural differences of work-related values:

Power distance:  this is how hierarchical relationships between an individual and his/her immediate boss is handled.  In some countries, individuals maintain strong status differences (Philippines, Mexico, Venezuela, India).  In other countries, status and power differentials were minimized (New Zealand, Denmark, Israel, Austria, U.S.).

Uncertainty avoidance:  describes how different cultures and societies deal with anxiety and stress.  Some countries had low uncertainty avoidance scores, differing significantly from countries with high scores.  Differences include:  those with lower scores had lower job stress, less resistance to change, greater readiness to live by the day, stronger ambition for advancement; those with higher scores exhibited fear of failure, less risk-taking, higher job stress, more worry about the future, and higher anxiety.

Individualism/Collectivism:  cultures that foster individualism include the U.S., Great Britain, Australia and Canada (among others, but these 4 scored the highest).  People in individualistic cultures are characterized as placing more importance on employees’ personal lifestyle, were emotionally independent from the company, found small companies attractive, to name a few.  The highest scorers for collectivist societies were Peru, Columbia, and Venezuela.  These individuals are more emotionally dependent on companies, frowned on individual initiative, favoured group rather than individual decisions-making, and aspired to conformity and orderliness in managerial positions.

Masculinity:  The conclusions to be drawn from this part of the study are tentative, at best, as most people who responded to the questionnaire were men.  Therefore I’ll leave you to read about this in the text – we won’t go into it here.


Zunker (p. 292) discusses some of the challenges of becoming culturally competent counsellors.  These are a little different from the role of counsellors in multicultural counselling I gave to you earlier, so let’s spend a few minutes reviewing this material.


Sue (1978) identified 5 characteristics as being necessary to be a culturally effective counsellor:

1. An ability to recognize which values and assumptions the counsellor holds regarding the desirability or undesirability of human behaviour.  In this view, Sue suggests that it is acceptable for a counsellor to use their entire repertoire of counselling skills as long as they accept different views and are aware of the differences in these views experienced by people from different cultures.  It is imperative for counsellors to be alert to the ways in which different world views influence an individual, and to be careful about not imposing their values on others.

2. Recognizing one’s own prejudices as a counsellor is of paramount importance.  Empathy only comes from being able to understand and embrace differences arising from the role of culture and how it affects/shapes human behaviour and beliefs.  Sue suggests a counsellor begins this process by understanding and accepting her own cultural background.  Another way of putting this is that counsellors must recognize and accept their limitations and expertise.  This is not only a common sense approach, it is also required by the Canadian Counselling Association Code of Ethics, as well as the ACA and APA codes.  A model of identity conceptualization has been proposed by Carter (1995) and Helms (1990) that contains 5 stages:

a. Contact 

b. Disintegration

c. Reintegraton

d. Pseudo-independent

e. Autonomy 

The text (p. 293-294) does a nice job of describing these stages, so I won’t go into them here.  I think it is imperative that a counsellor wishing to work with diverse clients operates from stage 5 – autonomy (nonracist and internalizes a multicultural identity).

Axelson’s (1993) basic points of self-awareness are also nicely articulated in your text (p. 294) so you can read them for yourselves.

3. Understanding socio-political forces is perhaps a dramatic way of saying that it is important to be aware of subtle differences between cultures in the way they interact and communicate.  An excellent example is eye contact – it has different meanings in different cultures.  Some avoid eye contact and others may expect it while conversing.  So as a culturally aware counsellor you cannot assume someone is being difficult, secretive, or dissembling because a client refuses to look you square in the eye.  

4. Knowledge of the client’s culture is also important.  A good first step when working with a client from a culture that you are not familiar with is to look information up in an encyclopaedia or on the Internet.  I had to do that recently with a client from Afghanistan.  In order to understand his worldview, I first had to understand some of the facts about the world he came from.  The next step was to ask him questions:  who would he go to in his culture for help or advice?  How did he feel about having a female counsellor – would it be easier for him in his cultural worldview to work with a male counsellor?  What role did religion play in his life?  Far from showing ignorance, my client took my questions as a sign of respect for your client.  It contributed to establishing credibility and trust in our therapeutic working relationship.  

5. The adaptation of skills is the fifth and final stage (p. 295 Zunker text).  As the text suggests, this is the process of altering counselling paradigms and interventions to fit the client’s cultural values.  What we want to avoid, here, is a stance called ethnocentrism, which is a way of counselling clients based on the belief that one’s own cultural background, biases, values, and beliefs are superior and therefore appropriate to interpret culturally different actions and behaviours (Matsumoto, 1994).  Put simply, we expect everyone else to act and behave as we do.  Can anyone give an example of an historical mind-set that would be representative of ethnocentrism?    


Zunker (p. 302-303) outlines a number of suggestions when interviewing a person from a different cultural group.  I’m not going to go through them all now as I think the text does them justice and there’s not much more to add.  I’ve skipped over the section on Immigration and its Sequelae (p. 298-301) as much of it I covered at the introduction of this lecture, but you will want to be sure you read it to get a flavour of what people who arrive in a new country and culture are facing.  While the focus of this course is on career counselling, it’s clear that it is impossible to separate out all the other issues a person must deal with when settling into a new country.  The most pressing need for most new immigrants is finding work for their financial support.  But cultural shock, language issues, and not knowing how to navigate their way through the government bureaucracy and/or hidden job networks can be significant factors in their ability to find work. 

<OH #4>

Finally, I want to share with you a model proposed by Gerald Egan (1998, The Skilled Helper).  If you have taken CNPS 362 (Interviewing), you may already be familiar with this model, which relates norms and values associated with multicultural counselling.  This brings together many of the other models we’ve discussed tonight, and I offer it as a way of pointing out that there are many resources/sources of help out there for people wanting to move into multicultural counselling.  I suspect that clients from diverse backgrounds will continue to increase and it will become incumbent upon all ethical counsellors to ensure they are conversant with these principles and get appropriate training.  Egan points out that not all professionals would agree with this package of norms and values, which highlights the importance of your coming to grips not only with diversity but with the whole range of value questions that permeate the counselling profession.  These are not aimed specifically at career counselling, but they apply none the less.


Are there any questions about Egan’s model?
In-class, small group exercise.

