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Some career services providers think that providing effective career counselling to culturally diverse individuals is exactly the same as helping those from majority cultures. Although the foundation of providing career counselling to culturally diverse individuals is similar, the nuances that lead to assisting these adults in mastering their career issues are quite important and can be determinant in achieving successful outcomes. In this address, Dr. Pope will identify the keys to developing an approach to these important career counselling issues based on the new research in this area along with special interventions that have been identified in that emerging literature.

(*Note:  This is an abridged version containing three sections: 1) the keys, 2) interventions, and 3) a bibliography.)

The 12, er 13, Keys to Successful Career Counselling with Ethnic, Racial, and Sexual Minorities


Less than 30 years ago there was very little research addressing career counselling with culturally diverse individuals. In those last three decades, there has been a steady increase in such research.  I know that three decades isn't really all that much, but it's a start.  Here's a quick overview of some of that scholarship.


Important publications in the career counselling field regarding culturally diverse adults have included books (Betz & Fitzgerald, 1987; Diamant, 1993; Gelberg & Chojnacki, 1996; Leong, 1995) 


and special issues of journals (Croteau & Bieschke, 1996; Leong & Pope, 2002; Pope, 1995b), 


as well as special chapters in several multicultural counselling and career counselling texts (Flores, Navarro, & Ojeda, 2006; Leong & Brown, 1995; Orzek, 1992; Pope, 2009), 


along with the many individual articles in the refereed journals of our profession.  The list is long but includes (e.g., Arbona, 1990; Bowman, 1993; Chung; Croteau; Gainor & Forrest, 1991; Hoyt, 1989; Leong, 1985; Fouad, 1993; Juntunen et al., 2001; Martin, 1991; Pope, 1995a; Pope, et al., 2004; Prince; Rivera et al., 2007). 


The good news is that, for the career counsellor or vocational psychologist or career development specialist who is seeking practical advise on how to provide culturally appropriate career services, there is now a growing body of research-based information about how to do this.  

(pic 39: Key #1:  take responsibility for your own stuff.)


First of all, Key #1:  take responsibility for your own stuff.  And this one is not optional.  This is the foundational key that is the piece on which all the other s are built.


I’m not talking about the kind of "stuff" that the world famous philosopher and saint, George Carlin, who passed away this past year, rest his soul, said:  "our house is just our stuff with a roof over it."  Not that kind of "stuff."


I'm talking about the kind of psychological and emotional stuff that will influence your work with others who are different from you.  And we all have stuff.  It doesn’t matter whether you are White, African, Native, or lesbian/gay.  

You know, those kind of, many times, unconscious things that come from not really knowing yourself fully and understanding your own biases.  You know, the kind of thing that happens when you say something to your lesbian friends about their "life STYLE" - when what you meant to say was "sexual and affectional orientation."  It just crept out.  And, as you said it and as you heard yourself saying it, you thought, "oh, damn, I shouldn't have said that." (make scared face)  But it was already out.  Even just "life" would have been better, but you teamed it with "STYLE" and all of a sudden you saw your lesbian friends, shaking their heads and sighing and you knew they were thinking "I didn't know he was one of those" - read "unconscious bigot."  Oooops.  And you knew that your stock just went way down on the LGBTQQI-sensitive Stock Market.


Ok, ok, ok, so I know that there's some of you out there going, "Oh, come on. Don't be so sensitive."  But, if you take responsibility for your own stuff and spend some time with individuals from other cultural communities learning about their lives, some of this will be overlooked, some allowances will be made for your own stuff, because those lesbians know you and know that you are trying.


But, in your career counselling office, when a young, biracial, African and Vietnamese person have just come in and am meeting you for the first time, and your own stuff seeps out during the course of our initial meeting, then I don't have a relationship with you ... enough...  to overlook that.  I'm just gonna take my business and money and life and go elsewhere, if I can.  Or if I'm not paying you directly for your services, I'll just leave and never come back and maybe believe that all career services providers are like that.


Because I'm not paying good money or giving you my time to help you get over YOUR STUFF. 


So, the first thing you gotta do is be conscious and work on your stuff.


See, here's the problem.  Those subtle or unconscious biases can influence the career counselling process.  This bias against a particular culture can impact interventions that you choose to use as well as how that intervention is used.


And, even well-meaning counsellors can sometimes cause harm. For example, I wrote a chapter in a book way back in 1992 and I used the example of how heterosexually-oriented counsellors may have the idea that, if they can help a young man become more masculine in his behaviors, his sexual orientation will change and he will not have to deal with all of the problems that being gay might bring.  You know, these kinds of counsellors are simply trying to help, but these interventions are not research based and, although they may seem intuitively appropriate to some counsellors, there is no research literature that 1) suggests that training in gender appropriate behavior is a determinant of sexual orientation nor 2) suggests that a same-sex sexual orientation is subject to change anymore than an opposite-sex orientation is and 3) there is now a growing body of research that says that trying to change a person's orientation CAN DO HARM.


None of us is immune from internalizing negative stereotypes or attitudes about "other" cultures.  But, my friends, you must be honest with yourself about your own stuff.  The world is not a perfect place and we all live in communities that routinely discriminate against culturally diverse individuals - overtly or subtly.  Your stuff will be evident to clients from these "other" cultures.  We know when you are not being authentic.  We can feel it in our bones, we know when something is just not quite right.  Cause it happens to us all the time. 


The good news is that it's not a permanently disabling condition, these unconscious biases.  What can you do to overcome them is first honestly examine yourself with the goal of gaining awareness, make the unconscious conscious, as such unconscious biases can have too much power over our lives. Only when you have consciousness of these biases can you have the possibility of some control over them.  


Then, if you want to get over it and I personally always give counsellors the benefit of the doubt, expose your self to the various cultures including attending workshops, reading the professional and popular literature about and from that cultural group, and participating in the diverse cultures in your community are effective ways to acquire knowledge about those cultures. Former clients and friends who come from culturally diverse groups will be an invaluable source of information.  I want you to set out on a "Confront and Change my Stuff" regimen, if you are serious about this.


One of my favorite little jokes is "how many career counsellors does it take to change a light bulb?"  "Only one, but the light bulb has to really want to change."  


And we all have to really want to take responsibility for our own stuff and really want to change if we want to be an effective career counsellor with our clients who are different from us.  Period.

(pic 42:
Key #2:  Know the process of cultural identity development and use it.)


This next key is a critical piece of this puzzle.  Key #2: "Know the process of cultural identity development and use it."  It's the one element that's consistently recommended in the research literature.  Career counsellors and other career development professionals who work with culturally diverse adults must understand the process of developing a cultural identity, as this is a CRITICAL component in successful career counselling (Ponterotto & Park-Taylor, 2007).  


I'm not going to go into a whole description of the stages of cultural identity development or the different cultural identity development models that have been posited in the literature, but here's the executive summary of this.

Many different cultural identity models have been suggested including 

African American (Cross, 1991; Jackson, 1990), 

women/feminist (Downing & Roush, 1985); 

gay/lesbian (Cass, 1979), and 

Asian American (Sue & Sue, 1990). 

The good news is - the stages that are described in each are similar but nuanced to respond to the contextual differences that each cultural group faces in the development of their own identity.  

(pic 44: Jackson’s African American Identity Development Model

Stage 0: Naivete

Stage 1: Acceptance

Stage 2: Resistance and Naming;

Stage 3: Redefinition and Feflection

Stage 4: Multiperspective Internalization)

Generally, they follow similar stages as identified by Jackson (1990). Please note that Jackson's is a US developed model and so uses examples of the African American experience:  

Stage 0: Naivete: the individual has no awareness of self as African American; 

Stage 1: Acceptance:  accepts and conforms to White social, cultural, and institutional standards; 

Stage 2: Resistance and naming: the person is dedicated toward rejection of White social, cultural, and institutional standards; 

Stage 3: Redefinition and reflection: the individual attempts to develop uniquely African American values, goals, structures, and traditions; immerses self in African American culture; African American pride begins to develop,;

Stage 4: Multiperspective internalization: a sense of inner security develops and the person can own and accept those aspects of dominant culture that are seen as healthy and can stand against those things that are not such as racism, sexism, homophobia, and other forms of oppression.

So, now you're thinking - "I'm getting this down.  I've taken responsibility for my own stuff.  I've learned about my client's cultural identity development. I'm ready to go."  Not so fast, buddy.  

You gotta also be aware of your own culture and cultural identity development as unawareness can have disastrous effects on career counselling outcomes.  It's kinda like taking one and two and trans-mutating them.  It’s about realizing the you are a product of many cultures as well, just like your clients, and that sometimes your own cultural identity development can get in your way.

Here's what might happen without such awareness and this is even when both the counsellor and client were of African ancestry:

African American career counselors in the conformity stage (Stage 1) may not perceive certain occupations to be open to, or appropriate for, African Americans, so they may subtly dissuade clients from certain career paths. Clients in racial identity stages that are incongruent with the career counselor's stage (Stage 3 or 4, for example) ... may be less likely to pay heed to the counselor's suggestions or recommendations (and this may hurt the counselor's credibility) (Bowman, 1995, p. 140).

Further, issues of multiple identity are complex and challenging.  Martinez and Sullivan (1998) examined the complexity of identity development in African American gay men and lesbian women.  They identified three specific issues as adding the most complexity and as differentiating their identity development from most African American and gay/lesbian identity development models:  racial prejudice, limited acceptance by the African-American community, and a lack of integration into the larger, White gay community.

Cultural identity development is critical, but it is also complex.  Nobody ever said that good career counselling is easy.  It takes work.  It helps if you are naturally curious about different cultures, which takes us to Key #3.

(pic 45:
Key #3:  Know the special issues of the specific cultures.)

Key #3:  Know the special issues of the specific cultures.  Show some interest in cultures different from your own.  Become knowledgeable and aware of the special issues of these cultures.  

(pic 46:  Communication styles:  "High context vs. Low context" "Indirect vs. Direct")

Here's an important example.  There are a variety of communication styles that are in use in different cultures - some more direct (what is called in the professional literature - "low context", where you don't need to know the context to understand the meaning of what is said), some more indirect (what we call "high context" where the context is critical to the understanding)  (Leong & Gim-Chung, 1995).  

Many Asian cultures place more emphasis on indirect forms of communication, in what is termed a high context message. Such a message is anchored in the physical context where less reliance is placed on the explicit message content, extensively relying instead on nonverbals, including what was said right before the response, the history of the individuals who are communicating, their relationship, and, of course, the facial expressions and voice tone.  The meaning of the message and understanding it are, therefore, found more in what is unspoken.  This is a more person-oriented, emotion-based approach that is very characteristic of high context cultures.  And it leads to strong interpersonal bonds between individuals, creating a tendency to allow for considerable bending of individual interests for the sake of the relationship.  

For career counsellors from a low context culture (such as the dominant cultures of Canada and the US) who are communicating with high context clients, the counsellor needs to be aware of this, as the very fundamental basis for their communication may be in opposition. 

While the career counselling client from a high context culture may be uncomfortable with the explicitness of the conversation and miss key points, the counsellor, on the other hand, who is from a low context culture may not be able to fully understand the client and counsel effectively.  

Let me give you two examples.  One from the popular literature and the other from a more professional setting.

(pic 47:  Joy Luck Club book cover)

The author, Amy Tan, wrote a book called the "Joy Luck Club" which was also made into a commercial movie by the same name.  It is the story of four Chinese American daughters and of their complex relationships with their mothers, who had all been born in China.  

One particularly poignant scene has one of the daughters bringing home her White husband to meet the family.  The mother has worked hard all day making the meal for the family.  She had prepared one of her most important dishes, but, when she brought the dish to the table, she downplayed it to those at the dinner table.  She said things like "it's not as good as it usually is" and apologizing for the dish. Not realizing what was happening, the White husband of the daughter responded "it's not that bad," not understanding that this was her way of communicating how great the dish was and signaling the gathered family members that it was time to praise her and her famous cooking skills and this dish in particular.  The daughter was embarrassed, shamed, and lost face because of the response of her husband.

(pic 48:  Asian for counselling)

Here’s another example, one of these fabulous Chinese, South Asian, or Filipinos (not dressed like this, by the way) come into the office of a White career counsellor and says quite gently, "I have been thinking about my results on the Strong Interest Inventory and wondered if we could go over them one more time. If we do not have time, I understand."  The counsellor (from a low-context communicating culture) could easily misunderstand this request and dismiss it as the client had communicated this in a way that placed the request in a low priority (saying - "if we do not have time, I understand").  The reality of the request for the client could be quite different and of high importance, but it was spoken with deference to the counsellor as an authority figure.  

The request could come from a variety of sources including that the client had shown the results to skeptical family members who questioned this method of obtaining data, that the client who may not be a native English speaker and had not understood what was being said when the original inventory interpretation was provided, and many others.  

In such situations, it is the responsibility of career counsellors to, as we say, use our "third" ear to read between the lines, to use our intuition and all our powers of observation, to use our knowledge of such a client's culture  in order to develop alternate hypotheses for such a request and explore with the client the actual question and the genesis of that question, and finally to try to understand and honor the communication style of our clients so that clients can get their actual needs met.  

It was a simple request, but it is rich with opportunities to deepen the understanding and relationship between client and counsellor.

Also, counsellors who cannot be affirmative in their attitudes toward any cultural group are ethically required to refer the client to a career counsellor who has experience with that culture.  The National Career Development Association, Canadian Counselling Association, American Counseling Association, Canadian Psychological Association, and American Psychological Association have well defined ethical codes that offer guidance for individuals who work with cultural issues as well as career issues (American Counseling Association, 2005; American Psychological Association, 2002; National Career Development Association, 1994).

So you have studied these cultures and have become knowledgeable of the nuances of that specific group, so now what do you do? 

(pic 55:
Key #4:  Directly address issues of discrimination.)


Key #4:  Directly address issues of discrimination.  Discrimination is real.  And it affects the lives of our clients everyday in subtle and not so subtle ways, in their careers, their housing, in receiving medical care, in the schools, in public transportation, and many other ways.  Most of us wish that it were not so.  But it will not just go away if we pretend it does not exist.  We must not bury our heads in the sand.


Some of us think, for reasons of theoretic orientation or for reasons of gentility, that we should wait for the clients to broach the subject of discrimination and not bring it up ourselves, that somehow we will make them more self-conscious and nervous if we help to make them more conscious of this, if we do initiate a discussion of the issue, thereby increasing their awareness.  But discrimination is real and we must prepare our career counselling clients to deal with this - before it happens, as then they will be ready for it and not shocked.  This is basic prevention and it is of critical importance.


Discrimination against individuals on the basis of their race, ethnic origin, gender, disability, religion, political affiliation, sexual orientation, and other issues not directly related to a job is a fact of life in almost all societies, including Canada and the US and Mexico and the UK and ... you get my point.  If you are a professional career counsellor or a person who is assisting a person in their career development and you fail to understand this and you do not assist your clients in coping with this reality, you are doing a monumental disservice to your clients.  


And, if you think you are done when you have addressed, let's say, racism with your clients, WRONG.  Issues of dual and multiple discrimination must also be addressed when providing career counselling services.  For example, lesbian women face at least two virulent forms of discrimination in our societies -- sexism and heterosexism.  If they are also, for example, a member of an ethnic or racial minority, older, and physically challenged, they face daunting barriers to achieving their career goals.  

(pic 56: title:  "Individual Outcomes of Discrimination"
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Lowered Self-esteem, 

Loss of Hope, 
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a Tendency to Set One's Sights Lower than Necessary.)


Dr. Sharon Bowman (1995), identifying the potential individual outcomes of such discrimination, found that past experience (direct or vicarious) with discrimination may result in anxiety about one's options and lowered self-esteem, loss of hope, foreclosed horizons, and a tendency to set one's sights lower than necessary. 


Openly addressing these issues and preparing clients to cope with the more overt manifestations of racism, sexism, heterosexism, ableism, ageism, and other forms of discrimination is an important and primary role of the career counsellor. As simple as it may seem, talking openly with clients about issues of employment discrimination is VERY important. Even if clients are not the first to broach the subject, the issues ought to be discussed so that the client is aware of the career counsellor's sensitivity and knowledge in this area. When these issues are openly and fully discussed, such discussions lead to improved decision making.

(pic 57:
Key #5: Group career counselling has a strong appeal to many racial and ethnic minority clients.)


A whole bunch of us have written on this.


Group career counselling has a strong appeal to many racial and ethnic minority clients. Several characteristics of group-oriented or collectivist cultures -- primacy of group survival over individual survival, interdependency, connectedness -- make them especially suited to group career counselling techniques. For example, Asian clients' preferences for a more directive and authoritarian style of leadership along with structured situations and practical solutions, strongly coincide with the characteristics of career counselling groups in general (Pope, 1995).


The primary way that most people in more traditional, less modern countries receive psychological help is through systems of informal groups, meaning groups composed of individuals who have chosen to be a part of the group. Examples of informal groups are peer groups, book discussion groups, self-help groups, religious groups, and school groups (Chung & Okazaki).


In Islamic countries, including the Asian and Pacific Island countries of Indonesia, Malaysia, and parts of the Philippines, there is an inherent group orientation that allows group counselling to "be seen as an optimal setting and a way for Muslims to experience personal growth" (Banawi & Stockton, 1993, p. 152). 


With Filipino clients, researchers specifically recommended the use of group counselling, peer counselling, and family interventions as important because of the special attributes of Filipino culture, that include "amor propio" (love of self), "pakikisama" (group solidarity), "kapwa" (recognition of shared identity), and "compadrazgo" (extending the family with godparents), to name a few (Salvador, Omizo, & Kim, 1997)

And, although ethnic and racial minority clients tend to underutilize formal mental health services in general, career counselling is one type of counselling for which these individuals are especially likely to seek assistance and may even actually overutilize these services (Lee & Mixson, 1995). In these cultures, seeking assistance for career issues does not have the same social taboo associated with seeking help for depression, for example.

(pic 58:
Key #6:  Pay particular attention to the role of the family.)


The role of the family, defined as broad and extended, is exceptionally important in the provision of career counselling services to individuals from collectivist cultures.  In almost all important decisions in a person's life, both family and community are involved whether it’s getting married or choosing a career. Such issues, although moderated by increased levels of acculturation into the dominant culture of that country, remain important to consider in providing career counselling services to individuals from collectivist cultures.


Similarly, career decisions for such clients are also rarely made without both family and community consultation. When clients first present for career counselling, it is important that counsellors assess how much involvement of both extended family and community is needed by the client in their decision making process. This assessment of family influence should take into account such factors as the level of modernity of the family, the birth order of clients in their family of origin, clients' income in relation to the socioeconomic status of their family, and clients' educational level, occupational status, and age. 


Where family members can be involved with the process, all or selected family and community members could attend each of the group sessions or may choose to only attend selected sessions. Prior to family attendance, it is especially important for the career counsellor to discuss with the client the roles of each of his/her family and community members and to identify who are the most important persons in the group decision making process. These persons will need the most information and most deference when the client is ready to choose an occupation (Pope, 1999).  


One way to help the client identify the decision makers is through a family genogram.  Sueyoshi, Rivera, and Ponterotto (2001) described how the use of a family genogram may be a helpful and culturally-appropriate technique in career counselling with culturally-diverse adults.  This genogram was developed as part of the Career-in-Culture Interview, a 23-item semi-structured interview protocol for use in multicultural career counselling (Ponterotto, Rivera, & Sueyoshi, 2000).

(pic 59:
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The issue of dual career couples has been explored more in the sexual minority career development literature than in the ethnic and racial minority literature, where the focus there has been more on the special role of the family in career decisions.  

(pic 60: Lucia Gilbert book)

They are an increasingly common phenomenon in today’s workplace and are described in the literature as couples who pursue careers in tandem.  This implies a psychological commitment of partners to both family relations and their individual careers. Accordingly not only do they have to manage their own career aspirations and personal needs but also simultaneously give consideration to those of their partner.


Most importantly here is to work with both individuals in a relationship on dual career couple issues (Pope, 1995a). The issues are important ones especially for the male couple or female couple with no experience and only few "out" dual career couple role models.   

(pic 60a: “Such issues facing same-sex dual-career couples include:  how to present the relationship, how to introduce one's partner, whether to openly acknowledge the nature of the relationship, how to deal with social events, where to live, lifestyle that one partner would want to maintain while employed, financial and benefits issues, differences in socio-economic status between the partners, problems that one partner's job may cause for a partner who may not want to be as open about this orientation, when to tell people at work, spouse relocation, and how to handle situations which may arise at work for which the partner must be involved”)

Such issues facing same-sex dual-career couples include:  how to present the relationship, how to introduce one's partner, whether to openly acknowledge the nature of the relationship, how to deal with social events, geographic location, lifestyle that one partner would want to maintain while employed, financial and benefits issues, differences in socio-economic status between the partners, problems that one partner's job may cause for a partner who may not want to be as open about this orientation, when to tell people at work, spouse relocation, and how to handle situations which may arise at work for which the partner must be involved (Hetherington, Hillerbrand, & Etringer, 1989).

(pic 61:
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Another aspect of providing career counselling to culturally diverse persons are the special procedures that have been recommended for using psychological tests with individuals from the various cultural communities. Career counsellors need to know what special procedures are required in order to get accurate results or to make accurate interpretations. Because the use of career interest inventories, other personality tests, and card sorts are all important interventions in the repertoire of career counsellors, how these items are used with culturally diverse adults is an important issue. 


Some researchers have reported problems in the development of career interest inventories that might affect use with culturally diverse persons.  Carter and Swanson (1990) found problems with the development of the Strong Interest Inventory (1984 version).  They reported that the validity studies used small samples that included few individuals from diverse ethnic and racial groups and that those who were included from such groups were usually male.  They questioned the validity of that version of the Strong with culturally diverse adults.  Later, in the 1994 renorming of the Strong, those issues were directly addressed and were reported prominently in the new technical manual (Harmon, Hansen, Borgen, & Hammer, 1994).  Hartung et al. (1998) addressed these issues across a number of cultural groups and provided examples of how to use these inventories appropriately.


Fouad (1993) discussed the issues of bias in the construction of career interest inventories, including linguistic differences as well as the problems with functional and conceptual equivalence across vocational instruments.  


Swanson (1992) studied the structure of vocational interests for African American college students and found that, for the most part, they were similar to White college students.  In fact, cross-cultural studies of national occupational samples has found surprisingly few major differences between the criterion samples from one country to another (Harmon, Hansen, Borgen, & Hammer, 1994).


Some differences in the career interests patterns of various cultural groups have been identified in the literature.  Knowledge of these differences is important for career counsellors who are using such inventories with culturally diverse persons.  Leong has written extensively on these issues with Asian clients (e.g. Leong & Gupta, 2007; Leong & Leung, 1994).  


Leong, Kao, and Lee (2004) studied Chinese Americans with a European American comparison group. Significant ethnic differences in career interests were found. The Chinese Americans' highest career interest was enterprising, whereas the highest for European Americans was social. 


Chung and Harmon (1994) used the Self-Directed Search (SDS) and compared gay and heterosexual men of equivalent age, socioeconomic background, ethnicity, student status, and education and reported that gay men scored higher on Artistic and Social scales of the SDS and lower on the Realistic and Investigative scales. They concluded that gay men's aspirations were less traditional for men, yet their aspirations were not lower in status than those of the heterosexual men.  


These tools of the career counsellor can be misused if not used cautiously and knowledgeably.  For example, Pope (1992) identified and analyzed the use and misuse of specific subscales on five major psychological inventories used in career counselling and personnel selection (Strong Interest Inventory, Myers-Briggs Type Indicator, Edwards Personal Preference Schedule, California Psychological Inventory, and Minnesota Multiphasic Personality Inventory). Using a case study methodology, Pope wove into the cases technical and psychometric data to illustrate how psychological tests have been misused with gay and lesbian clients. He identified the following issues: fear of identification/exposure of sexual orientation especially in the highly sensitive personnel selection area, bias and prejudice (heterosexism) of the counsellor, appropriate interpretation based on identification of client response set, issues of sex-role and "sexual orientation" stereotyping (male feeling types and females thinking types), and generally the appropriate interpretation of psychological tests with a gay male or lesbian client. Later, Chung (2003) provided a broad overview of the professional and ethical issues in using psychological tests with gay men and lesbian women that specifically addressed many of these issues. 

(pic 62:
Key #9:  Help clients overcome internalized negative stereotypes or internalized oppression.)


Helping clients overcome internalized negative stereotypes or internalized oppression is another task of the career counsellor (Bowman, 1995; Chung & Harmon, 1994; Morgan & Brown, 1991; Pope, 1992). It is important for the professional career counsellor to understand the concept of internalized oppression as this may affect the client's life and occupational choices. Oppression oppresses even the mentally healthy and well-adjusted people in cultural minorities. Societal messages repeated over and over again about "evil, sick, lazy, over-sexed, stupid, etc." people may be believed and accepted at some conscious or unconscious level, as these messages permeate popular cultures. 


Internalized oppression, when it occurs, cannot be overcome easily. It is important that career counsellors understand and appreciate the effect that these messages can and do have on all cultural minorities in Canada and the US. When the client is a sexual minority, a gender minority, and a racial/ethnic minority, these issues are intensified (Keeton, 2002).  Culturally appropriate self-esteem interventions (such as positive self-talk; reframing; and forgivenesses) can be used here to help overcome these internalized negative stereotypes.

(pic 63:
Key #10:  Pay attention to coming out issues with clients for whom their cultural membership is not obvious.)


One special issue regarding clients for whom their cultural membership is not obvious such as gay/lesbian/bisexual/transgender, multiple race/ethnicity, political affiliation, religion, some (dis)abilities, and others) is the issue of whether to disclose one's culture to others.  In the sexual minority counselling literature, this is termed "coming out" and has been central for gay men and lesbian women who are seeking career counselling (Pope, 1995a). 


Even if unstated by the client, it is important for the career counsellor who knows the cultural membership to recommend this topic for discussion as part of the career counselling process.  Career counsellors can provide clients with opportunities for behavioral rehearsals directed toward developing strategies for informing others.  


For some of these cultural groups, the first step in this process – “coming out" to self – is many times followed by “coming out” to family and friends.  The final step in this process for many is “coming out” in the workplace.  For others, where family and friends are aware of the cultural membership, “coming out” in the workplace is the preeminent issue.


There are even “coming out at work” inventories.  Mary Anderson and her colleagues at Western Michigan University have developed an instrument called the “Workplace Sexual Identity Management Measure (WSIMM)”.  The early reports of its use have shown good evidence of both validity and reliability.  
Special attention also must be paid to the issue of "coming out" for lesbian, gay, bisexual, and transgender individuals in families from cultures that do not readily accept same-sex sexual orientations.  In a study by Barry Chung and Motoni Katayama, they found that "there is not much qualitative difference between Asian and United States cultures in terms of traditional attitudes toward homosexuality, but the intensity of heterosexism and homophobia is much stronger in Asian cultures than in U. S. culture" (Chung & Katayama, 1998, p. 22). The strategies that are used in more collectivist cultures (such as Asian) are different than those employed in more individualist cultures (such as Canada and the US) (Pope & Chung, 2000). 

Wooden, Kawasaki, and Mayeda (1983) addressed the issue of sexual identity development (coming out to self) in a sample of Japanese men and found that, although almost all of the sample had come out to their friends, only about half had disclosed their sexual orientation to their families. These issues must be addressed when providing career counselling to lesbian women or gay men from such cultures and strategies must be revised accordingly.  

Other authors have similarly addressed these issues for African Americans (Martinez & Sullivan, 1998; McLean, Marini, & Pope, 2003); Hispanic Americans (Merighi & Grimes, 2000); and Native Americans (Piedmont, 1996).
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Key #11:  To overcome societal stereotyping as a limitation on occupational choice, use occupational role model and networking interventions.)


Occupational role model and networking interventions are very important for special populations that have historically been limited in their occupational choices by some type of societal stereotyping. Chinese have been stereotyped as computer programmers, research scientists, and owners of restaurants or laundries.  Filipinos are supposed to work as nurses or maids. Lesbian women have been stereotyped as truck drivers, athletes, mechanics, and other occupations traditionally held by males. These very narrow stereotypes serve as "safe" occupations, in which these culturally diverse adults may feel more accepted, more able to truly be themselves; however, these occupations can also limit these individuals occupational choices. For some individuals, however, they are seen as the only possible choices.

(pic 65:
Key #12:  Maintain a supportive atmosphere in your office.)

At the programmatic level, one simple and concrete way to get the word out that you are supportive of the struggles of culturally diverse persons who are seeking career counselling is by creating a supportive atmosphere in your office.  There is much power in these often quite subtle signs.  Such as …

You could have a poster of a group in the San Francisco Lesbian and Gay Pride March held every year on the 4th weekend in June to commemorate the Stonewall Riot which marks the beginning of the modern day gay civil rights movement in the US -  Sorry, the poster would have this group holding a banner saying “We’re Here, We’re Queer, Get Use to It!”  (repeat 2 times, with motion).  Tastefully framed, of course.  (I bet you all thought this was going to be boring, eh?)

Ok, ok, so this one wasn’t too subtle, but it CAN be as simple as having a selection of culturally-appropriate books on your bookshelf, along with your other professional literature.  

(pic 66:  www.umsl.edu)

Such a list is available on my website:  www.umsl.edu.

This will help some clients realize that you are prepared to work with individuals from diverse cultures. Placing such literature in the office waiting room will send a very overt signal that you are culturally-affirming.  Popular magazines and newspapers focused on various cultural communities send obvious signals to all clients and may even help majority-culture clients gain more information about their culturally diverse co-workers.

(pic 67:
Key #13: Provide positive social advocacy for your culturally diverse clients.)


In a new book soon to be published by the American Counseling Association, I have just completed a chapter on advocating for career counselling clients.  


Advocacy or social action interventions include interventions that are focused on the external, social environment of the client. Positive social advocacy for our culturally diverse clients could include lobbying for the inclusion of their cultural group in the nondiscrimination policies of local employers or picketing a speech made by an ex-gay who claims to have been transformed into a happy, fully-functioning heterosexual. Some clients will need basic information on their cultural community as well as the facts on employment, housing, and other discrimination.


Such interventions could include counsellors knowing and providing client information on the geographic location and the size of the cultural communities in their area, information on the employment policies and equal opportunity statements of local businesses, information on local and federal anti-discrimination laws, assistance with clients' avoiding arrest, assistance to clients about constructing affirming work environments, and working to change employer-related statements or policies that discriminate.


Career counsellors working with any special culture group must be affirming of that group, going beyond the "do no harm" admonition to encompass a "positive advocacy" for their clients and their rights. 

And it is important to note that, even when laws are rescinded, people who have had such laws used against them are subject to continued problems because certain kinds of violations may remain on computerized police records for years. A professional who faces a background investigation as a routine part of employment may freeze due to fear that exposure of such a police record will lead to renewed public humiliation and loss of this potential job. Clients may decide to take the risk that previous histories may not be discovered or to not continue to pursue a particular job. 

Whatever the course of action selected, the career counsellor can expect the client to experience significant anxiety and anger that this injustice may continue to be a limitation. While not routine, situations like this may lead some clients to choose to remain in unsatisfying or limited careers. We have an opportunity to lobby law enforcement officials to stop entrapments as well as the unequal enforcement of laws. Career counsellors must take an active, advocacy approach to working with all cultural minorities.  We must walk our talk.

(pic 68:  Aretha Franklin "RESPECT")


When a client comes into your office with questions about their career, you have a special responsibility when they are from a culture or cultures different than your own.  Its not “rocket science,” but it’s also not readily obvious all the time either what you need to do.  You can approach them the way you approach all your career clients and, with high levels of acculturation into the dominant Canadian culture, you may be successful.


In difficult economic times like now, individuals from target cultures are many times hit the hardest and will need our help the most, while at the same time such help is often less available because of cutbacks in services.  For as we know, services are always the first to go.   As a result of all this, you may find yourself in such a cultural situation sooner than you expect.  I hope what you have heard here may be useful.


What I tell my career counselling students is that the key to good multicultural counselling is to not expect anyone to be the same as anyone else (especially the same as you are) and to treat everyone as an individual, deserving of the respect that you would offer any other person in the world.


I personally find that a good way to approach all people.


Thank you for your attention and patience.

(pic 69:  pic of front of book "The Cherokee Full Circle: A Practical Guide to Ceremonies and Traditions" with flute playing and then fade to a beach scene)


I would like to end with a story from my people, a Cherokee story.  The story was given to me by my Cherokee brother and medicine person of the Eastern Cherokee Band, Dr. Michael Tlanusta Garrett.  He is also one of us.  A counsellor who chairs the Department of Counselor Education at the University of Florida in the US.


“While walking in the Smokey Mountains one brisk fall day, an elder Medicine Man came upon a young Cherokee man sitting on the ground.  Sensing that the young man was troubled by something, he asked, "Why is it that you are sitting here like this?"


"I am sitting here because I do not know which way to go," answered the young man.


"You do know the path of the Sun," replied the elder.


"Yes," said the young man, "but I do not know which direction I am to follow."


The elder Medicine Man sat with the young man and reminded him of the lessons offered by the each of the Four Directions.  He suggested that the young man spend four days and four nights fasting in order to seek the lessons in each of the different directions, one for each night. On the morning of the fifth day, the young man was to nourish his body and resume his journey in the direction that seemed best, as revealed in his vision.


"But how will I know if I am moving in the right direction?" asked the young man.


The elder replied with these words of wisdom:  "Home is wherever you are. Stay in harmony and balance in your life's journey, and may the spirits guide you as you walk the path of Good Medicine." 


That, my colleagues, is also my wish for you -- that you find your path to working with those who are different from you.  It’s a life challenge for all of us, but you will know when it is right.


Thank you allowing me to be with you today and share some of what I have learned on my path. May this conference nourish your passion for helping others. And may you leave here renewed in your commitment to help those who need us.

Part II:  Interventions

Client-focused Career Counselling Interventions

Here's some specific culturally-appropriate career counselling interventions that are appropriate for your work with racial, ethnic, and sexual minority clients.  I'm not going to go through and explain each one, but I do have these on my website at www.umsl.edu/~pope.

(pic 49:  "www.umsl.edu/~pope")


These are client-focused career counselling interventions that are designed to be implemented at the individual or family level.  Many career counselling recommendations have appeared in the published literature.  


Some of these are generally appropriate for your work with racial, ethnic, and sexual minority clients (with no special parenthetical identification), while others are culture specific (and are identified as more generally appropriate for collectivist cultures or as especially appropriate for an identified culture).  


Here are a few from the literature:

(pic 50:  " Client-focused Career Counselling Interventions"

Interventions that generally have been identified to work with individuals from many different cultures:


- Address occupational discrimination issues directly


- Identify the level of occupational knowledge the client has


- Provide assertiveness and communication training


- Offer special programming on: 



(a) resume writing (what to include and what to not include)



(b) job interviewing


- Use bibliotherapy to aid the development of cultural identity by having clients read materials that directly address the specific issues relevant to their culture, including biographies and autobiographies of individuals from their cultural community, especially those that include information on their career journey (career cousellor develop and distribution bibliographies containing the references for such materials for their particular locale)

(pic 51:  Interventions that especially have been identified to work with individuals from collectivist cultures:


- Identify the level of acculturation into the dominant culture


- Involve the family in the career counselling process


- Help the person cope with the consequences of their decisions (if they go against the wishes of their support system)


- Use group career counselling 

(pic 52:  Interventions that especially have been identified to work with individuals from specific racial and/or ethnic minority cultures:


- Explore a wide variety of careers and make particular efforts to increase their awareness of nontraditional careers (especially with more traditional Hispanic females)


- Normalize the client's anxiety of not having a clear idea of what career to pursue and help client understand the various stages of career development (Asian and Pacific Islander)


- Explore issues of gender and the encouragement to strive for high-status and high-income careers along with expectations to maintain traditional gender roles as wife and mother (Asian)

(pic 53:  Interventions that especially have been identified to work with individuals from sexual minority cultures:


- Train clients in asking and responding to informational interview and job interview questions like "are you married?" and "how many children do you have?" and others.

(pic 54:  Interventions that especially have been identified to work with individuals for whom French/English is not their native language:


- Evaluate English/French language proficiency for purposes of both testing and job search (non-native French/English speakers, for ethnic and racial minorities for whom English/French is not their first language, a more specific issue is the role of French/English language proficiency in limiting career choices and as a factor in the actual process of career counselling)

Program-focused Career Counselling Interventions

Program-focused interventions include interventions that are programmatic in scope and can be implemented in an agency or institution. All of the recommended interventions here have one commonality:  each tries to create more options for the culturally diverse person making a career decision.  Even with such clients who need more focus in their decision making, the procedures identified here are important ones to precede the decision making stage of career counselling as they may suggest options which the client may not have explored. 


The interventions recommended here for career counselling include: 


support and encourage role models; 


provide information on national networks of professionals and community people such as the Society for Indian Psychologists (Native American and First Nations psychologists, allied with the American Psychological Association), Black Pages (directory of African American businesses and services in Saint Louis, Missouri), and the Golden Gate Business Association (gay/lesbian Chamber of Commerce in San Francisco); 


share information on existing local culturally-focused community resources; 


offer special programming such as talks by professionals from specific cultures; 


arrange career shadowing opportunities with other culturally-appropriate professionals; 


facilitate externships or cooperative education placements in business that are owned or operated by individuals from that culture; and 


establish mentoring programs.


Other recommendations include: 


preparing a list of individuals from that particular culture who would be available for informational interviews with clients and 


offering special programming to meet the career development needs of the specific cultural group, like an job fair or support group that is focused on or composed of members of that specific culture group.  


In the workplace, this could include mentoring programs, diversity workshops, and culturally-affirmative policies such as non-discrimination policies and domestic partners benefits.
Advocacy or Social Action Career Counselling Interventions


The interventions recommended here for career counselling include: 


support and encourage role models; 


provide information on national networks of professionals and community people such as the Society for Indian Psychologists (Native American and First Nations psychologists, allied with the American Psychological Association), Black Pages (directory of African American businesses and services in Saint Louis, Missouri), and the Golden Gate Business Association (gay/lesbian Chamber of Commerce in San Francisco); 


share information on existing local culturally-focused community resources; 


offer special programming such as talks by professionals from specific cultures; 


arrange career shadowing opportunities with other culturally-appropriate professionals; 


facilitate externships or cooperative education placements in business that are owned or operated by individuals from that culture; and 


establish mentoring programs.


Other recommendations include: 


preparing a list of individuals from that particular culture who would be available for informational interviews with clients and 


offering special programming to meet the career development needs of the specific cultural group, like an job fair or support group that is focused on or composed of members of that specific culture group.  


In the workplace, this could include mentoring programs, diversity workshops, and culturally-affirmative policies such as non-discrimination policies and domestic partners benefits.

Part III:  Bibliography

Allport, G. W. (1954). The nature of prejudice. Cambridge, MA: Addison–Wesley.
American Counseling Association. (2005). ACA code of ethics.  Alexandria, VA: Author.

American Psychological Association. (2002). Ethical principles of psychologists and code of conduct. American Psychologist, 57, 1060-1073.

Anderson, M. Z., Croteau, J. M., Chung, Y. B., & DiStefano, T. M. (2001). Developing an assessment of sexual identity management for lesbian and gay workers. Journal of Career Assessment, 9, 243-260.

Arbona, C. (1990). Career counseling research and Hispanics: A review of the literature. Counseling Psychologist, 18, 300-323.

Banawi, R., & Stockton, R. (1993). Islamic values relevant to group work, with practical applications for the group leader. Journal for Specialists in Group Work, 18, 151-160.

Betz, N. E., & Fitzgerald, L. F. (1987). The career psychology of women. San Diego: Academic Press.

Blustein, D. L. (1982). Using informal groups in cross-cultural counseling. Journal for Specialists in Group Work, 7, 260-265.

Bowman, S. L.  (1993). Career intervention strategies for ethnic minorities. The Career Development Quarterly, 42, 14-25.

Bowman, S. L. (1995). Career intervention strategies and assessment issues for African Americans. In F.T.L. Leong (Ed.), Career development and vocational behavior of racial and ethnic minorities (pp. 137-164). Mahwah, NJ: Lawrence Erlbaum Associates.

Cass, V.  (1979). Homosexual identity formation: A theoretical model. Journal of Homosexuality, 4, 219-235.

Chung, R. C. Y., & Okazaki, S. (1991). Counseling Americans of southeast Asian descent. In C. C. Lee & B. L. Richardson (Eds.), Multicultural issues in counseling, (pp. 107-126). Alexandria, VA: American Counseling Association

Chung, Y. B. (2003). Ethical and professional issues in career assessment with lesbian, gay, and bisexual persons. Journal of Career Assessment, 11, 96-112.

Chung, Y. B., & Harmon, L. W.  (1994). The career interests and aspirations of gay men: How sex-role orientation is related. Journal of Vocational Behavior, 45, 223-239.

Chung, Y. B., & Katayama, M. (1998). Ethnic and sexual identity development of Asian-American lesbian and gay adolescents. Professional School Counseling, 1(3), 21-25.

Cross, W. E. (1991). Shades of black: Diversity in African American identity. Philadelphia: Temple University Press.

Croteau, J. M., & Bieschke, K. J. (Eds.). (1996). The vocational issues of lesbian women and gay men [special issue]. Journal of Vocational Behavior, 48, 119-255.

Croteau, J. M., & Thiel, M. J.  (1993). Integrating sexual orientation in career counseling: Acting to end a form of the personal-career dichotomy. Career Development Quarterly, 42, 174-179.

Diamant, L. (Ed.).  (1993). Homosexual issues in the workplace. Washington, DC: Taylor & Francis.

Downing, N. E., & Roush, K. L. (1985). From passive acceptance to active commitment: A model of feminist identity development of women. The Counseling Psychologist, 13, 59-72.

Fassinger, R. E.  (1995). From invisibility to integration: Lesbian identity in the workplace. The Career Development Quarterly, 44, 148-167.

Flores, L. Y., Berkel, L. A., Nilsson, J. E., Ojeda, L., Jordan, S. E., Lynn, G. I., & Leal, V. M. (2006). Racial/ethnic minority vocational research: A content and trend analysis across 36 years. Career Development Quarterly, 55, 2-21.

Flores, L. Y., Navarro, R. L., & Ojeda, L. (2006). Career counseling with Latinas. In W. Bruce Walsh & M. J. Heppner (Eds.), Handbook of career counseling for women (2nd ed.) (pp. 271-313). Mahwah, NJ: Lawrence Erlbaum Associates.

Fouad, N. A. (1993). Cross-cultural vocational assessment. Career Development Quarterly, 42, 4-13.
Gainor, K. A., & Forrest, L. (1991). African American women's self-concept: Implications for career decisions and career counseling. Career Development Quarterly, 39, 263-272.

Gelberg, S., & Chojnacki, J. T.  (1996). Career and life planning with gay, lesbian, and bisexual persons. Alexandria, VA: American Counseling Association.

Guidelines on multicultural education, training, research, practice, and organizational change for Psychologists. (2003). American Psychologist, 58, 377-402.
Guidelines for psychotherapy with lesbian, gay, and bisexual clients. (2000). American Psychologist, 55, 1440-1451.
Harmon, L.W., Hansen, J.C., Borgen, F.H., & Hammer, A.L. (1994). Strong Interest Inventory: Applications and technical guide. Palo Alto, CA: CPP.
Hartung, P. J., Vandiver, B. J., Leong, F. T. L., Pope, M., Niles, S. G., & Farrow, B. (1998). Appraising cultural identity in Career-Development Assessment and Counseling. The Career Development Quarterly, 46, 276-293.

Hetherington, C., Hillerbrand, E., & Etringer, B.  (1989). Career counseling with gay men: Issues and recommendations for research. Journal of Counseling & Development, 67, 452-454.

Human Rights Campaign. (2003). The state of the workplace for lesbian, gay, bisexual, and transgender Americans - 2003. Retrieved January 15, 2004 from www.hrc.org.

Hoyt, K. B. (1989). The career status of women and minority persons. Career Development Quarterly, 37, 202-212.

Jackson, B. W. (1990). Building a multicultural school. Paper presented to the Amherst Regional School System, Amherst, MA.

Juntunen, C. L., Barraclough, D. J., Broneck, C. L., Seibel, G. A., Winrow, S. A., & Morin, P. M. (2001). American Indian perspectives on the career journey. Journal of Counseling Psychology, 48, 274-285.
Keeton, M. D. (2002). Perceptions of career-related barriers among gay, lesbian, and bisexual individuals. Dissertation Abstracts International, 63(2-B), 1075. (Transaction Periodicals Consortium, Rutgers University)

Koegel, H. M., Donin, I., Ponterotto, J. G., & Spitz, S. (1995). Multicultural career development: A methodological critique of 8 years of research in three leading career journals. Journal of Employment Counseling, 32, 50-63.

Lee, W. M. L., & Mixson, R. M. (1995). Asian and Caucasian client perceptions of the effectiveness of counseling. Journal of Multicultural Counseling and Development, 23, 48-56.
Leong, F. T. L. (1985). Career development of Asian Americans. Journal of College Student Personnel, 26, 539-546.

Leong, F. T. L. (Ed.). (1995). Career development and vocational behavior of racial and ethnic minorities (pp. 193-226). Mahwah, NJ: Lawrence Erlbaum Associates.

Leong, F. T. L., & Brown, M. (1995). Theoretical issues in cross-cultural career development: Cultural validity and cultural specificity. In W. B. Walsh & S. H. Osipow (Eds.), Handbook of vocational psychology  (2nd ed)., (pp. 143–180). Hillsdale, NJ: Erlbaum.
Leong, F. T. L., & Gim-Chung, R. H. (1995). Career assessment and intervention with Asian Americans. In F.T.L. Leong (Ed.), Career development and vocational behavior of racial and ethnic minorities (pp. 193-226). Mahwah, NJ: Lawrence Erlbaum Associates.

Leong, F. T. L., & Gupta, A. (2007). Career development and vocational behaviors of Asian Americans. In F. T. L. Leong, A. Ebreo, L. Kinoshita, A. Inman, & L. H. Yang (Eds), Handbook of Asian American psychology (2nd ed.), (pp. 159-178). Thousand Oaks, CA: Sage.

Leong, F. T. L., Kao, E. M.-C., & Lee, S.-H. (2004). The relationship between family dynamics and career interests among Chinese Americans and European Americans. Journal of Career Assessment, 12, 65-84.

Leong, F. T. L., & Leung, S. A. (1994). Career assessment with Asian-Americans. Journal of Career Assessment, 2, 240-257.

Leong, F.T. L., & Pope, M. (Eds.). (2002). Challenges for career counseling in Asia [Special section]. Career Development Quarterly, 50, 209-284.

LeVay, S. (1996). Queer science: The use and abuse of research into homosexuality. Cambridge, MA: The MIT Press.

Loveland, J. M., Buboltz, W. C., Schwartz, J., & Gibson, G. (2006). From 1994-2003: Implications and trends for practitioners and researchers from a decade of research. Career Development Quarterly, 54, 256-264.

Martin, W. E. (1991). Career development and American Indians living on reservations: Cross-cultural factors to consider. Career Development Quarterly, 39, 273-283.
Martinez, D. G., & Sullivan, S. C. (1998). African American gay men and lesbians: Examining the complexity of gay identity development. Journal of Human Behavior in the Social Environment, 1, 243-264.

McLean, R., Marini, I., & Pope, M. (2003). Racial identity and relationship satisfaction in African American gay men. The Family Journal, 11, 13-22.

Merighi, J. R., & Grimes, M. D. (2000). Coming out to families in a multicultural context. Families in Society, 81, 32-41.
Morgan, K. S., & Brown, L. S.  (1991). Lesbian career development, work behavior, and vocational counseling. The Counseling Psychologist, 19, 273-291.

National Career Development Association. (1994). Code of ethics and standards of practice (rev. 1991). In D. W. Engels (Ed.), The professional practice of career counseling and consultation: A resource document (2nd ed., pp. 26-33). Tulsa, OK: Author.

Orzek, A. M.  (1992). Career counseling for the gay and lesbian community. In S. Dworkin & F. Gutierrez (Eds.), Counseling gay men & lesbians: Journey to the end of the rainbow, (pp. 23-34). Alexandria, VA: American Counseling Association.

Parsons, F. (1909). Choosing a vocation. Boston, MA: Houghton Mifflin.

Phillips, S. D., Strohner, D. C., Berthaume, B. L. J., & O’Leary, J.  (1983).  Career development of special populations: A framework for research. Journal of Vocational Behavior, 22, 12-27.

Piedmont, O. (1996). The veils of Arjuna: Androgyny in gay spirituality, east and west. Dissertation Abstracts International,  57(6-B), 4076. (UMI No. AAM9633907)

Ponterotto, J. G., & Park-Taylor, J. (2007). Racial and ethnic identity theory, measurement, and research in counseling psychology: Present status and future directions. Journal of Counseling Psychology, 54, 282-294.

Ponterotto, J. G., Rivera, L., & Sueyoshi, L. A. (2000). The Career-in-Culture Interview: A semi-structured protocol for the cross-cultural intake interview. Career Development Quarterly, 49, 85-96.

Pope, M.  (1992). Bias in the interpretation of psychological tests. In S. Dworkin & F. Gutierrez (Eds.), Counseling gay men & lesbians: Journey to the end of the rainbow, (pp. 277-292). Alexandria, VA: American Counseling Association.

Pope, M.  (1995a). Career interventions for gay and lesbian clients: A synopsis of practice knowledge and research needs. The Career Development Quarterly, 44, 191-203.

Pope, M. (Ed.). (1995b). Gay/lesbian career development [Special section]. Career Development Quarterly, 44, 146-203.

Pope, M.  (1995c). The “salad bowl” is big enough for us all: An argument for the inclusion of lesbians and gays in any definition of multiculturalism. Journal of Counseling & Development, 73, 301-304.

Pope, M. (1999). Applications of group career counseling techniques in Asian cultures. Journal for Multicultural Counseling and Development, 27, 18-30.

Pope, M. (2009). Career counseling with diverse adults. In J. G. Ponterotto, J. M. Casas, L. A. Suzuki, & C. Alexander (Eds), Handbook of multicultural counseling (3rd ed.). Thousand Oaks, CA: Sage.
Pope, M., Barret, B., Szymanski, D. M, Chung, Y. B., Singaravelu, H., McLean, R., & Sanabria, S. (2004). Culturally appropriate career counseling with gay and lesbian clients. Career Development Quarterly, 53, 158-177.
Pope, M., Cheng, W. D., & Leong, F. T. L. (1998). The case of Chou: The inextricability of career to personal/social issues. Journal of Career Development, 25, 53-64.

Pope, M., & Chung, Y. B. (2000). From bakla to tongzhi: Counseling and psychotherapy issues for gay and lesbian Asian and Pacific Islander Americans. In D. S. Sandhu (Ed.), Asian and Pacific Islander Americans: Issues and concerns for counseling and psychotherapy. Commack, NY: Nova Science Publishers.

Prince, J. P.  (1995). Influences on the career development of gay men. The Career Development Quarterly, 44, 168-177.

Rivera, L. M., Chen, E. C., Flores, L. Y., Blumberg, F., & Ponterotto, J. G. (2007). The effects of perceived barriers, role models, and acculturation on the career self-efficacy and career considerations of Hispanic women. Career Development Quarterly, 56, 47-61.

Salvador, D. S., Omizo, M. M., & Kim, B. S. K. (1997). Bayanihan: Providing effective counseling strategies with children of Filipino ancestry. Journal of Multicultural Counseling and Development, 25, 201-209.

Shea, M., Ma, P.W.W., & Yeh, C. J. (2007). Development of a culturally specific career exploration group for urban Chinese immigrant youth. Career Development Quarterly, 56, 62-73.

Sue, D. W., Arredondo, P., & McDavis, R. J (1992). Multicultural counseling competencies and standards: A call to the profession. Journal of Multicultural Counseling and Development, 20, 64-88.

Sue, D. W., & Sue, S. (1990). Counseling the culturally different (2nd ed.). New York: Wiley.

Sueyoshi, L. A., Rivera, L., & Ponterotto, J. G. (2001). The family genogram as a tool in multicultural career counseling. In J. G. Ponterotto, J. M. Casas, L. A. Suzuki, & C. Alexander, (Eds). Handbook of multicultural counseling (2nd ed.). (pp. 655-671). Thousand Oaks, CA: Sage Publications, Inc.
Terndrup, A, Ritter, K., Barret, B., Logan, C., & Mate, R. (1997). Competencies in counseling gay, lesbian, bisexual, and transgendered clients. Retrieved January 15, 2004 from http://www.aglbic.org/competencies.html
Wooden, W. S., Kawasaki, S., & Mayeda, R. (1983). Lifestyles and identity maintenance among gay Japanese-American males. Alternative Lifestyles, 5, 236-243.

Young, R. A., Marshall, S. K., & Valach, L. (2007). Making career theories more culturally sensitive: Implications for counseling. Career Development Quarterly, 56, 4-18.

Yu, A., & Gregg, C. H. (1993). Asians in groups: More than a matter of cultural awareness. Journal for Specialists in Group Work, 18, 86-93.

