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Section 3:  Diversity 

 

Short Description  

The goal is to increase participants’ concern for all kinds of people, their openness to different 
values, and their ability to cooperate with diverse people. One goal will be to increase participants’ 
tolerance, i.e., their ability to understand and accept the diverse perspectives, values, and lifestyles 
of others. Another goal will be to increase participants’ diversity and intercultural competence so 
that they can understand the influence of culture, age, gender, religion, and social class on identity, 
needs, and emotions, and work together with diverse people better. Overall, the course shall 
enable professionals to feel a commitment and concern towards all kinds of citizens. 

 

Learning Objectives 

Training aims at assisting practitioners in being able to: 

● understand how people can differ in their way of thinking, acting, or in their beliefs, emotions 
and values; 

● demonstrate openness to new perspectives and diversity of their clients; 

● interact respectfully and appropriately with clients of diverse backgrounds; 

● recognize and critically reflect upon their own biases (conscious and unconscious) towards age, 
gender, disabilities, cultural background etc.; 

● reflect upon and understand the influence of diversity in their personal and professional 
surroundings; 

● accept similarities and dissimilarities between individuals; 
● be diversity knowledgeable and tolerant in every day counselling practice to support the 

beneficiaries of their services. 
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1.1 Theoretical background  
 

The social environment where people grow up or live affects not only their psychological processes 
and structures but also their behaviour and choices. Moreover, the social and historical 
circumstances are connected to the way people see and understand the world, unconsciously 
defining their perspectives and self-identification. As globalization goes hand in hand with 
individualism, diverse groups of people interact more frequently than even before which underlines 
the imperative need for increased tolerance and intercultural competence. 

 

Definitions  

 

Culture 
Culture can be defined as “the sum of total way of life, including expected behaviour, beliefs, 
values, language and living practices shared by members of a society; it is the pattern of values, 
traits or behaviours shared by the people within a region. It consists of both explicit and implicit 
rules through which experience is interpreted” (Herbig, 1998). The term culture, therefore, 
represents the values, beliefs, attitude, way of living and the particular characteristics of a society 
embodied within a person. People of the same culture have the same perceptions both on the way 
they are connected with the social and natural environment and of relations establishment, 
expressing of thoughts and emotions, prioritization and allocation of activities and the depiction of 
values, prices and sense of power (Chrysochoou, 2005).   

Intercultural competence 
Intercultural competence is culture-general and there are core competencies that individuals can 
develop that are not specific to any culture. Intercultural competence could be defined as a set of 
abilities, knowledge, attitudes and skills that allow one to appropriately and effectively manage 
relations with persons of different linguistic and cultural backgrounds (Portera, 2014). 

Diversity 
Diversity is defined as the existence of many different groups of people within a society. Differences 
can be attributed to (sub-) cultural characteristics, like ethnicity, skin colour, religion, politics or 
social class but more frequently to individualistic ones, such as gender, age, weight, identity, needs 
and emotions.  Arredondo et al. (1996) use the term diversity referring to “other individual, 
personal differences including age, gender, sexual orientation, religion, physical ability or disability, 
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and other characteristics by which someone may prefer to self-define, whereas the term 
“multicultural” is a little more specific, focusing on ethnicity, race, and culture. 

Tolerance 
Tolerance refers to the willingness to accept behaviour and beliefs that are different from your 
own, although you might not agree with or approve of them. As tolerance is based in acceptance, 
basic knowledge, skills and attitudes revolving around the ability to understand the diverse 
perspectives, values, and lifestyles of others are prerequisites. Therefore, effective tolerance can be 
achieved through increased culture awareness, intercultural competence and openness to diversity. 

Values, attitudes and stereotypes 
● Values are an integral part of the belief system of each person. It refers to how a person 

should act or not according to the ideal and socially acceptable behaviour. 
● Attitudes are the total preferences and emotions of a person, the prejudices, concepts, fears 

and beliefs about any objective. 
● Stereotypes are a form of categorization and generalization between people. They are 

simplified, stylized and general perceptions about a group of people (e.g. minority, nation 
etc.)  or an individual. 

According to Sue and Sue (2013) the importance of attitudes/beliefs/values cannot be 
underestimated and is particularly relevant in considering the dynamics of counselor client 
relationships when working across cultures. Assisting counselors to become self-aware and to 
examine their cultural attitudes/beliefs is an important attribute in developing cultural competence 
and increasing counselor effectiveness with culturally diverse clients. 

 

Characteristics of the diversity/culturally sensitive career practitioner 

Three are the main elements that characterize a culturally sensitive career practitioner. These are:  

● The cultural awareness of his/her values and prejudices in relation to his/her attitude and 
professional choices. 

● The understanding of beliefs of persons with different cultural background 
● The development of the appropriate intervention methods (skills) at the perspective of 

his/her role as practitioner. 

The effectiveness of a culturally sensitive practitioner is based on three pillars: 
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1. Knowledge 

The career professional must begin with the understanding of and appreciation for his/her 
own cultural heritage, background and practices. S/he has to reflect about and realise 
his/her own prejudices, attitudes and stereotypes. Other areas for self-examination 
according to Evans (2008) include examining one’s biases, recognizing unearned privilege, 
and beginning the process of understanding and informing oneself about the worldview of 
the client. Sue and Sue (2013) define cultural knowledge as understanding and sharing the 
world view of clients through cognitive empathy rather than affective empathy. 

Apart from self-examination, knowledge on the clients’ background is of equal importance. 
Culturally and diversity sensitive career practitioners should be politically aware and 
understand that clients are impacted by societal and institutional policies. They should be 
knowledgeable about the oppression and racism elements that may or may not exist in the 
client’s culture and society. They should be able to understand the social role of the 
culturally diverse groups or minorities that live in their country, know many things about the 
culture of these groups, understand the difficulties and obstacles that these people face 
when they interact with the host country’s social or other services and employers etc. 

Most importantly, they should be able to understand that culture and diversity-related 
issues speak themselves through attitudes and lifestyle, consciously or unconsciously, and 
that this same principle applies for career practitioners and clients, too. 

2. Awareness 

The practitioner has to understand his/her cultural background, understand and realize that 
his/her values, attitudes are interconnected with his/her cultural background, feel 
comfortable with the cultural differences of his/her client etc. 

Building on from knowledge and examining clients’ background, effective career 
practitioners should understand that personality and personal characteristics are influenced 
by race, ethnicity, gender, sexual orientation, and ability status, and that these 
characteristics must be assessed accurately. They need to identify and understand clients’ 
biases toward work and workers based on gender, race, and cultural stereotypes. Moreover, 
they need to be aware of and understand how poverty, discrimination, racism, and so forth 
limit client access to information, inhibit client’s ability to take action, and limit the scope of 
possibilities clients may see for themselves (Evans, 2008). According to Sue and Sue (2013) 
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the importance of attitudes/beliefs/values cannot be underestimated and is particularly 
relevant in considering the dynamics of counselor client relationships when working across 
cultures. Assisting counselors to become self-aware and to examine their cultural 
attitudes/beliefs is an important attribute in developing cultural competence and increasing 
counselor effectiveness with culturally diverse clients. Sue and Sue (2013) asserted that the 
journey toward counselor cultural competence is a developmental process. Multicultural 
training must provide continuing opportunities to use self-reflective skills to confront bias 
assumptions, attitudes, beliefs, and behaviors. Therefore, the ability to develop appropriate 
interventions, strategies and techniques are dependent on the ability to acquire and utilize 
cultural awareness, and cultural knowledge (Sue & Sue, 1990). 

 

Lastly, the identification of the client’s abilities and competences is essential for effective 
consultation and support. 

3. Skills 

It is important for the practitioner to have the ability to respect the word view of his/her 
client, have a wide repertory of verbal and non-verbal communication methods for clients 
with different cultural background, receive and transmit verbal and non-verbal messages to 
people with different cultural backgrounds and be flexible to diverse the frame of his/her 
work to benefit cultural diverse clients.  

Although cultural information and self-exploration are very important elements for a 
practitioner, they can prove to be useless unless the career practitioner utilizes them in an 
empathetic way (Lofrisco & Osborn, 2012). Accordingly, acceptance and positivity (which is 
a form of warm respect) are equal prerequisites. Career practitioners need to be able to feel 
comfortable working with people of different race, nationality, culture and beliefs and to be 
willing to constantly redefine their values, attitudes and beliefs according to the client’s 
background. Lastly, honesty and openness are a means of trustful and sincere 
communication. These are skills that actively enhance (professional) commitment and raise 
genuine concern, resulting in successful career counselling.  

 

Importance of diversity and intercultural competence for career practitioners 
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Career guidance practitioners are facing major challenges in their everyday practice because they 
need to precede the labour market developments, evolving faster than they can adjust. More so, 
career counselling is deeply interconnected with the society within it takes place. Globalisation and 
societal changes deeply affect the career landscape. High unemployment, migrating and aging 
workforce, as well as skills gaps and changing skills’ needs are shaping a blurry future in the labour 
market landscape. The current view of an individuals’ career development includes the entire life 
span, focusing not only on career orientation but also changing career pathways throughout 
someone’s life. With this in mind, career counselling approaches should incorporate the varying life 
roles, cultural reference points and contexts, ethnic implications, gender constraints, sexual 
orientation status, and disability status (Rush, 2010). Successful career counselling, therefore, 
should pay attention to and be aware of the various personal constructs.  

There are other reasons for advancing intercultural competencies of career practitioners, too. 
According to learning and cognitive theory, a person's life experiences and social position will affect 
their career choice (Zunker, 2006). Living in such a culturally diverse world, it can be expected that 
individuals will vary widely on life experiences affecting career choices, as well. Therefore, it is 
essential that career practitioners gain knowledge about diversity and understand how various 
cultures can affect career choice. Ignoring the cultural and diverse context of clients, career services 
and counselling may risk being irrelevant. 

Career practitioners are also part of the society they live in. Anderson et al. (2012) makes the claim 
that the tenets that guide or may guide career advising consist of dominant cultural values, 
privileges, and ways of thinking and viewing the world. Such biases neglect clients’ needs and 
experiences and “…that in itself is unethical. Practitioners [need to] recognize the sociocultural, 
historical, and political factors that shape clients' career development and experiences”. They 
should continuously educate themselves with empirical research and literature regarding career 
development of diverse clients and apply their knowledge and skills to practice (Flores, Lin, & 
Huang, 2005).  

Lastly, tolerance and openness to diversity are also essential components of effective career 
counselling. Practitioners’ clientele is (and can be) as diverse as the society itself. Diversity is not 
often plain to see and diversity-related issues are not easily recognizable. Therefore, career 
practitioners need to be equipped with open-mindedness, overcome conscious or unconscious 
biases and recognize their unearned privileges.  
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In conceptualizing the new perspective in terms of culturally competent career counselling, Parmer 
and Rush (2003) provided a simple yet comprehensive definition “Career counselling is a discipline 
of trained professionals dedicated to providing holistic, contextual, life-span counselling to a 
diverse clientele”.  

 

Diversity and intercultural competence in practice 

Apart from other counselling skills and techniques that can be used in all counselling sessions, 
career practitioners could engage in their practice with diverse groups the Multicultural Career 
Counselling Checklist (Ward & Bingham, 1993) and the metacognitive process of Winston and Fouad 
(2006). Those two techniques can be a practical guide for practitioners in order to be able to deal 
with culturally different groups. 

A. Multicultural Career Counselling Checklist - Ward and Bingham (1993) 

Ward and Bingham (1993) proposed a Multicultural Career Counselling Checklist as an aid/guide for 
career professionals to enhance their culturally appropriate initiatives and services, while 
investigating career assessment with ethnic minority women. This checklist is divided into three 
areas: (a) practitioner preparation, (b) exploration and assessment, and (c) negotiation and working 
consensus. Even though the checklist is based upon women of colour, it can be applicable in career 
counselling with other marginalized or diverse groups, as well.  

Selected portions of the checklist include: 

1. Practitioner preparation 

a. I am familiar with minimum cross-cultural counselling competencies.  
b. I am aware of my client’s cultural identification.  
c. I understand and respect my client’s culture. 
d. I am aware of my own world view and how it was shaped.  
e. I am aware of how my SES (socio-economic status) influences my ability to empathize with this 
client.  
f. I have information about this client’s ethnic group’s history, local socio-political issues, and 
her/his attitudes towards seeking help.  
g. I know many of the stereotypes held about my client’s ethnic group. 
 

2. Exploration and assessment  
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a. I understand how the client’s career questions may be complicated with issues of finance, family, 
and academics.  
b. The client is presenting racial and or cultural information with the career questions.  
c. I know the client’s perception of her /his family’s ethnocultural identification.  
d. I am aware of the career limitations or obstacles the client associates with her/his race or culture 
[gender, sexual orientation, disability status].  
e. I am aware of the client’s perception of her /his competence, ability, and self-efficacy. 
f. I know my stage of racial identity development as well as my client’s. 
g. I believe that the client avoids certain work environments because of fears of sexism or racism. 
 

3. Negotiation and working consensus  

a. I understand the type of career counselling help the client is seeking (career choice, supplement 
of family income, professional career etc.).  
b. The client and I have agreed on the goals for career counselling.  
c. I am aware of the client’s perceptions of the woman’s work role in her family and culture (and 
the role of children in her career plans). 
d. I understand the culturally based career conflicts generated by exposure to more careers and 
role models. 
e. I am aware of the negative and/or self-defeating thoughts that are obstacles to the client’s 
aspirations and expectations.  
f. I am aware of the client’s expectations about the career counselling process.  
g. I know when it is appropriate to use a traditional career assessment instrument with a client and 
which one to use at any given time. 
h. I am aware of the research support for using the selected instrument with clients of this ethnicity 
[gender, SES, sexual orientation, disability status]. 
i. I am aware of non-traditional instruments and approaches that might be more appropriate for 
use. 
 

B. Metacognition and Multicultural Competence - Winston & Fouad (2006) 

Expanding the application of the Culturally Appropriate Career Counselling Model (CACCM; Fouad & 
Bingham, 1995) model, Winston and Fouad (2006), proposed an expanded one, incorporating 
metacognitive processes to guide practitioners’ culturally centered career interventions. 
Metacognitive skill is developed via three processes: developing a plan of action, implementing the 
plan and self-monitoring, and evaluating the plan. 
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1. Plan 

Developing a plan of action, career practitioners need to consider their own cultural identity, their 
knowledge of the client’s racial/ethnic background and identity, and identify what they do not 
know about their client’s background. While in planning, career practitioners need to answer 
questions, such as: “what is my plan for working with this client?”, “are there any gaps in my 
knowledge about the client’s context?” and “what are my strengths and areas of challenge?”. 

2. Monitor 

The second process is implementing the plan and developing mechanisms to self-monitor. Self-
monitoring includes being open to information that is not consistent with the cultural assumptions 
made about the client and that may call for modification to the counselling plan. Monitoring 
involves identity career issues and the cultural impact upon them. Practitioners, should, therefore 
reflect on questions, such as: “what is the client’s cultural context and what are my reactions to 
that?”, “how might the client’s information be conflicting?”, “are there some cultural variables that 
I am emphasizing more than the client?” and “are there some issues that I am avoiding?”. 

3. Evaluate 

The final process is evaluating or bringing into conscious thought the questions of how effective the 
practitioner has been with interventions and decision-making processes. Practitioner’s flexibility 
and critical thinking are enhanced by metacognitive skills, including the ability to learn from 
mistakes, to adjust behaviour, as well as the facility to switch between strategies as needed, leaving 
space for improvement. Within this process, the career practitioner should reflect on issues, such 
as: “how helpful are my interventions and on what basis am I determining this?” and “how 
culturally congruent are the counselling outcomes with the client’s desired goals?”.  

 

Methods for Diversity Skills Improvement 
 
Self-exploration and self-awareness are the first steps in developing and achieving cultural and 
diversity sensitivity. This requires personal commitment and willingness. Tools such as self-
monitoring and mindfulness techniques, like journaling, can also prove useful. As far as knowledge 
is concerned, career practitioners need also to be up to date, and continuously educate themselves 
both with empirical research and literature and on a broader spectrum of cultural, political and 
diversity issues.  
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Building on knowledge, cultural and diverse awareness can be developed through behavioural 
activities as well, like the individual’s exploration with arts, experiential or perspective taking 
activities. Whether visual arts (e.g. architecture and painting), literary or performing arts (e.g. 
dance, music, cinema and theatre), they all convey (sub-) cultural elements that can be exploited.  

Moreover, career practitioners can largely benefit from experiential activities. An experiential 
activity is one that compels the “student” to utilize the material, and experience it rather than just 
learn it. Examples of such activities are to be found in Laszloffy and Habekost (2010) and described 
below: 

● Participating in an event (social, political or religious) where the subject is in the minority; 
● Exposing themselves to a religion that they had some negative reactions to by attending a 

service and talking with one of the members; 
● Walking around with a rainbow pin and holding hands with someone of the same gender; 
● Fulfilling the role of the opposite gender for one day, including: how they walk, dress and 

talk;  
● Participating in one class while blindfolded, and confining themselves to a wheelchair for 

four hours; 
Finally, perspective-taking challenges individuals to put themselves in the shoes of an individual in a 
marginalized group. Studies show that perspective-taking can spark empathy and improve 
participants’ behavior not just toward the target group but also toward all marginalized groups. Just 
by writing a few sentences imagining the distinct challenges a marginalized minority might face can 
improve pro-diversity attitudes and behavioral intentions toward these groups (Lindsey et al., 
2015). Research shows that when people actively engage in perspective taking, they are more likely 
to feel empathy with the targets of the perspective taking, including feeling concerned about their 
misfortunes (Betancourt, 1990), under-standing or identifying with their experiences (Egan, 1990), 
feeling positive about their achievements (Aron, Aron, Tudor, & Nelson, 1991), and wanting to help 
or engage in other prosocial behaviors (Batson et al., 2002). Accordingly, empathic feelings lead to 
increased concern for the well-being of others; as such, a person is more likely to have positive 
attitudes toward others than people who do not feel empathy (Madera et al., 2011). 
In a nutshell, diversity training types include awareness only, behavior only, or a combination of 
both components (Bezrukova et al., 2012). Awareness training focuses on getting participants to be 
more aware of their own and other cultural assumptions, values, and biases (Robinson & Bradley, 
1997; Baba & Hebert, 2004). Skill-building (behavioral) training educates participants on monitoring 
one’s own actions and appropriate responses to specific differences, such as identifying and 
overcoming interracial communication barriers and perspective-taking activities. Learning theories 
suggest that participants can better understand their behavior (being aware of why they are doing 

https://link.springer.com/article/10.1007/s10869-014-9384-3
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what they are doing), when diversity training combines both awareness and behavioral 
components rather than when it focuses on only one (Raelin, 1997). 
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