Development of the Multicultural and Social Justice Competencies (MCSJC)
Scale for Career Development Practitioners
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Abstract
Career practitioners are
increasingly called to engage in
social justice action with or on
behalf of their clients. However,
there is a dearth of well-researched information on the
kinds of competencies required
of career practitioners to support
a social justice agenda. The multicultural counselling competencies commonly referenced in the
literature are limited in their application to career practice, social
justice actions, and the complex
interface of gender, ethnicity,
sexual orientation, age, ability,
socioeconomic status, and religion. The measures that have
been developed to assess multicultural competency, therefore,
share these limitations as well as
other conceptual challenges.
This study focuses specifically on
the creation of a tool for assessing the multicultural counselling
and social justice competencies
of career practitioners, based on
current theoretical, research, and
applied practice knowledge and a
deliberate emphasis on social jus-
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tice. Development and testing of
the Multicultural Counselling and
Social Justice Competencies
scale are detailed.

There has been a specific
call within the field of career development to return to its early
focus on social justice issues
(Blustein, 2006; Fouad, Gerstein,
& Toporek, 2006; Sampson,
Dozier, & Colvin, 2011). Social
justice has been conceptualized
in many ways (Watson, 2010).
Career practitioners themselves
attach multiple meanings to the
concept of social justice as it relates to career development (Author2, Author1, Author3, &
Marshall, 2009). In their review
of the literature, Author2 and colleagues (2009) synthesized three
core components of social justice: “(a) fair and equitable distribution of resources and
opportunities, (b) direct action to
ameliorate oppression and marginalization within society, and
(c) full inclusion and participation of all members of society in
a way that enables them to reach
their potential” (p. 23). In the
context of career development,
specific examples include: inequities in access to education or
career development resources;
discriminant barriers to job entry,
success, or advancement; and differential experience of employed,

unemployed, or underemployed
status in society.
It has become increasingly clear in the literature, as
well as in our observations of
professional practice, that various
forms of cultural oppression have
a direct impact on the lived experiences of our clients, as individuals and as non-dominant
communities, and that the experience of social injustice is often
tied to cultural group affiliation
(Author2, 2008; Author2 & Author1, 2011; Leong, 2010). What
is also increasingly acknowledged is the importance of broadening the focus of attention from
factors within the individual to
the broader organizational, social, economic, and/or political
systems that impact people’s career development (Author2,
2008; Author2 et al., 2009). Applying a social justice lens to career development practice has
implications for how people’s career-related issues are viewed and
the direction of relevant interventions. It is insufficient to simply
increase awareness of the cultural, contextual, and societal influences on people’s career
development; career practitioners
are being called to actively engage in challenging the organizational, institutional, community,
and broader social, economic,
and political systems that lead to
marginalization and social injus-
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tices (Fouad et al., 2006: Horne
& Matthews, 2006). As a result,
career practitioners are increasingly expected to design and implement interventions and to
engage in advocacy and other social justice activities within these
broader systems. This raises a
question about how to prepare
career practitioners with competencies that support social justice
action and advocacy (Author2,
2005, 2008; Author3, Author2, &
Author1, 2008a).
This study is unique in its
focus specifically on the creation
of a tool for assessing the multicultural counselling and social
justice competencies of career
practitioners, based on current
theoretical, research, and applied
practice knowledge and a deliberate emphasis on social justice.
The development of the Multicultural and Social Justice Competencies (MCSJC) instrument,
described below, was intended to
provide a foundation for identifying multicultural and social justice competencies of particular
importance to career development practices. We begin by providing an overview of the
conceptual framework used as a
foundation for the development
of the MCSJC. The next section
provides a detailed description of
the instrument development
process. Then we describe the
implementation of the MCSJC
with a group of Canadian career
practitioners and the process of
further refining the instrument,
based on analysis of this data.
We conclude with a discussion of
limitations of the current study,
potential practical applications of
the MCSJC scale, and implications for strengthening the com-

mitment to social justice in career
development practices.

Culture-Infused Counselling
Model

This current study is
based on the Culture-infused
counselling (CIC) model that Author1 and Author2 (2010a,
2010b, 2010c) proposed as conceptual enhancement of the Sue
et al. (1982) and Sue, Arredondo,
& McDavis (1992) multicultural
counselling competencies framework. This CIC model has more
recently been adapted for application in career development
practice (Author2 & Author1,
2011). The CIC model emphasized three domains of practice.
The first domain is counsellor
self-awareness, which includes
understanding of one’s personal
cultural identity(ies), one’s position of relative privilege within
society, and any potential biases
towards individual or groups with
particularly cultural backgrounds.
Second, the awareness of others’
cultures domain includes sensitivity to a broad range of cultural
factors (age, ethnicity, gender,
sexual orientation, ability, religion, and socioeconomic status)
and the common experience of
cultural oppression based on
group affiliation. The third domain focuses attention to the influences of culture on the
working alliance, centralizing the
relationship between counsellor
and client in the bridging of
worldviews and the collaborative
negotiation of counselling goals
and processes.
The definition of culture
was expanded in the CIC model
to be inclusive of additional cul-

tural identity factors (gender, sexual orientation, age, ability, socioeconomic status, religion),
arguing that ethnicity is one of
many factors that form a complex
interface to define an individual
cultural self-identification. Each
of these elements and the interplay among them form important
considerations in coming to a full
understanding of the individual
and her/his social location (Author1, 2010). The CIC model
also assumes that all counselling
is multicultural to some degree;
both counsellor and client bring
their unique combination of cultural identities to the relationship.
Author1 and Author2 (2010a,
2010b) argue that the construct of
the working alliance provides a
more transtheoretical and conceptually inclusive category than
appropriate skills/techniques
(Arredondo et al., 1996; Sue et
al., 1992) as the third competency domain. It is in the context
of this working alliance between
counsellor and client that cultural
inquiry takes place and that the
appropriate locus of change is
identified, which may include social justice interventions such as
client empowerment, consciousness raising, advocacy, or other
systems change processes. Another strength of the CIC model
is the centrality of social justice
in case conceptualization and intervention planning. It emphasizes the importance of
developing relevant and effective
interventions directly with
clients, while inviting career
practitioners to design interventions that go beyond simply helping clients cope with or adapt to
oppressive social and systemic
conditions to targeting change in
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these contextual career barriers.
The emergent framework of CIC
competencies (Author1 & Author2, 2010a, 2010b) forms the
foundation for the instrument development in this study.

Context of the Study

The development of the
MCSJC scale was part of a larger
cross-national study of career
practitioners’ competencies related to cultural diversity and social justice in Canada and
Australia. Ethics approval was
obtained from the three universities where the researchers are affiliated. Several components of
the study have been published,
focusing on the qualitative data
from the Canadian sample (Author2 et al., 2009; Author2, Author1, Marshall, & Author3, in
press) and the Australian sample
(Author3, Author2, & Author1,
2008a, 2008b). This paper focuses exclusively on the development and validation of the
competency assessment instrument that was embedded in the
broader study. One of the purposes of this sub-study was to expand the CIC model to reinforce
a stronger focus on social justice.
There were two distinct phases to
the sub-study described in this
paper: (a) instrument development and (b) data collection and
empirical validation of the instrument.
Instrument Development

Conceptual Framework
The conceptualization and
identification of multicultural and
social justice competencies was
rooted in the CIC model, itself

based on a comprehensive review
of the literature prior to 2005
(Author1 & Author2, 2005). A
review of more recent research
was then conducted, with a particular focus on emergent social
justice competencies, as well as
multicultural and social justice
competencies specific to career
counselling. Career development
theories were reviewed to determine cultural influences on career development and critique
models of career counselling
practice with non-dominant populations. We reviewed the multicultural counselling literature to
identify competency frameworks
and standardized instruments on
multicultural counselling competencies. The national standards
and guidelines for career practitioners in both Canada and Australia were also reviewed for item
content. Based on these comprehensive reviews, we retained the
three-fold structure of the CIC
model and created a revised taxonomy of multicultural and social
justice competencies. The model
was sufficiently robust to accommodate the new competency additions.

Taxonomy of multicultural and social justice competencies. The taxonomy remained
organized according to the three
core domains of the original CIC
model, resulting in a revision to
that model (Author1 & Author2,
2010a):
1. Cultural Self-Awareness:
Active awareness of personal
assumptions, values, and biases
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2. Awareness of Client Cultural Identities: Understanding the worldview of the
client
3. Culturally-Sensitive Working Alliance

Based on the critique of
both the traditional multicultural
counselling competencies frameworks (Author1 & Author2,
2010a, 2010b) and the critical
analysis of previous assessment
tools, several key operating assumptions emerged to undergird
this taxonomy. First, some earlier instruments included more
general counselling skills (based
on the assumption of overlap between counselling and multicultural counselling) (Sodowsky,
Taffe, Gutkin, & Wise, 1994).
However, we did not include
what we considered general
counselling competencies, in an
attempt to be more discriminating
and precise about the additional
competencies required for multicultural and social justice practice.
Second, we operated from
a broad definition of culture. In
the case of earlier instruments,
the focus was on primarily ethnic/racial diversity. Constantine,
Gloria, and Ladany (2002) noted
the narrow definition of cultural
as a limitation of earlier instruments and called for future research to assess self-perceived
competence in working with
clients from multiple non-dominant populations. Hays (2008)
made the same observation in her
review and noted this as a major
limitation of these tools.
Third, we attempted to
address the conceptual ambiguity
in early instruments. Constantine
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et al. (2002) noted ambiguity inwording and unclear relationships between the items in
various scales and the constructs
they represented. We placed primacy on the three core constructs
of the CIC model and then broke
each of them down into specific
attitudes, knowledge, and skills
(AKS) statements. Similar to
Sue et al. (1992), this created a 3
x 3 matrix of competencies.
Each specific competency was
clearly worded as a learning objective, beginning with an active
verb that reflected the intended
category of learning – attitudes,
knowledge, or skills – drawing
on Bloom’s (1956) taxonomy of
learning objectives. See the
below examples of items from
the final instrument:
- Attitudes Q1: Believe in the
equal worth of all people.
- Knowledge Q2: Explain how
belonging to particular groups
can lead to certain privileges
in society.
- Skills Q5: Empower clients
to influence external factors
affecting career development.

First draft of the
MCSJC instrument. The taxonomy of multicultural and social
justice competencies was a separate product designed for educational rather than assessment
purposes. For the purpose of the
instrument development, the
number of items was then substantively reduced through detailed item analysis to identify
higher order constructs and to
eliminate redundancies. The
items were also re-organized
under the categories of attitudes,
knowledge, and skills (AKS) to
create the first draft of the

MCSJC instrument. The rationale for re-organizing the items
into an AKS listing was simply
for ease of conceptual clarity for
respondents.
One of the unique features of this instrument was that
it contained two 5-point Likert
scales for each item: The first
was designed to assess the importance of the item to the profession, and the second was a
self-assessment of personal competency level. We made this
choice as a means of also including respondents in the process of
determining direction for the profession, rather than simply lining
them up against assumed profes
sional standards.

Expert Review

International experts in
the multicultural counselling and
career development fields (N=10)
were then invited to critique the
selected items and offer opinion
about the face/content validity of
the items (Constantine et al.,
2002) and user-friendliness of the
questionnaire. The experts were
recognized leaders in research,
applied practice, or policy development, who were not directly
connected to the authors’ research. A modified Delphi approach (Author1, 1998) was used
with two rounds of feedback,
providing opportunity for the experts to respond to changes suggested by their peers. This step
guarded against researcher bias
while providing expert opinion at
the development stage of questionnaire construction. The expert reviewers were asked to first
complete the draft MCSJC as if
they were a respondent in the

study and then to critically analyze the questionnaire to: (a) add
any additional items that were
important to the comprehensiveness of the survey; (b) indicate
any current items that should be
eliminated from the survey, because they are not central to the
assessment of social justice competence; and (c) provide feedback
on the wording of items that may
enhance the effectiveness of the
survey.

Round 1. The first draft
of the instrument presented to reviewers contained 57 items, organized according to attitudes
and beliefs (17 items), knowledge (15 items), and skills (25
items). Reviewers provided
feedback on the overall survey;
however, the focus here is exclusively on the items contained in
the MCSJC scale. The feedback
from reviewers clustered into
several themes:

Invitational language.
There was a caution from reviewers about the use of terminology
or lingo related to social justice
for two separate reasons: (a) Social justice may be outside the
scope of practice and the current
professional understanding of
many counsellors, and (b) any
subtle overlay of expectation to
engage in social justice may result in defensiveness or a sense of
being assessed. A definition of
what the researchers meant by
the concept of social justice was
added to the MCSJC scale to address these concerns.

Empowerment language.
The choice of verbs, in particular,
was critically analyzed in terms
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of two potential inferences: (a)
The degree of implied counsellor
power was softened (e.g., effect
change versus facilitate or mobilize versus utilize opportunities),
and (b) the degree of client control or expertise was strengthened
(e.g., more client-centred language).

Inclusive language.
There was also some concern
about limiting the focus to nondominant populations, so a
broader group terminology was
adopted in some questions.
However, it was also clear that
the relationship of social justice
to cultural oppression of particular non-dominant groups was essential. In addition, the
implication of a right answer in
certain phrasing was noted (e.g.,
describe the theory… versus describe potential dilemmas…)

Shared meaning/understanding. There was tension related to the breadth/depth of
items – e.g., breaking competencies down into specific attitudes,
knowledge, and skills, which are
then isolated from contextual
considerations that may affect
how the competency is interpreted and assessed. In addition,
there were concerns that some
items assumed a conceptual understanding that not all career
practitioners would possess.

Comprehensiveness versus specificity. Some items potentially contained multiple
constructs or applied a construct
to more than one population or
context. A number of items were
reworded to contain a stem with a
number of sub-points to address

this concern. There was also a
concern that one survey could not
provide a comprehensive
overview of multicultural and social justice competence, so trade
offs would need to be made. The
length of the overall survey in
which the MCSJC was embedded
was a concern in terms of potential response and completion
rates.

Importance and competence scales. Apart from concerns about length of the
instrument, the reviewers supported the dual-scale approach,
noting their own reactions to reflection on expectations related to
the profession versus their own
personal competency levels.
They suggested minor modifications to the layout of the instrument, such as making it easier to
separate professional expectations and personal competence,
noting: “It was interesting to me
that, though I held a strong belief
in most of the items, it was in the
personal degree of competency
and skill that greater variances
appeared in my answers.” “I
found myself answering the same
for both the profession as for myself, even unconsciously…I think
in part because I hold the belief
that if I believe it is important for
the profession than I ought to
also hold that belief…” These
changes addressed reviewer concerns for the second round of review.
Round 2. The same experts were asked to review the
second draft of the instrument,
which now contained 80 items:
21 attitudes, 26 knowledge, and
33 skills competencies. Although

21

the number of items increased,
most items were shorter, more
concise, and contained less potential for overlapping constructs
or misinterpretation. The feedback from the second round included the following key points.

Refining the Likert
scales. All reviews were comfortable with the wording of the
Importance scale as “designed to
assess your personal perspective
on the importance of social justice to career development practice generally.” Concern was
expressed that the description of
Competence scale might still encourage responses impacted by
social desirability: The scale
“…provides an indication of your
self-assessment of professional
competence on each item” so the
wording was changed to “…indicates the degree to which you
personally feel competent…”
The scales were then labeled simply “Importance to Career Practice” and “Current Competency
Level” with 5-point Likert Scales
(1 = very low, 2 = moderately
low, 3 = average, 4 = moderately
high, and 5 = very high).

Revision of wording.
Some fine-tuning of wording was
required to ensure clarity of item
stems and sub-points, to ensure
all of the earlier critiques were
fully addressed, to ensure clarity
and reduce any remaining redundancy in the constructs, and to
again simplify the language for
practitioners responding to the
survey. The word beliefs was
also removed from the heading of
the first section, Attitudes and beliefs related to social justice, to
clearly communicate the AKS
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structure and level of learning
targeted and to avoid confusion
with what we consider a sub-construct of attitudes (e.g. attitudes
are reflected in and through particular beliefs, values, biases,
etc.).
Empirical Validation of the
MCSJC Scale

The final version of the
MCSJC instrument used in this
study consisted of 82 self-report
statements, organized according
to attitudes (20 items), knowledge (25 items), and skills (37
items). These items were rated in
terms of Importance and Competence, using the scales described
above. For the purposes of the
data analysis, in items with stems
and sub-points, each sub-point
was treated as a distinct item.
For example, the following Attitudes Q12 contained three items.
Believe that career development practitioners have a role
to play in influencing:
1. Community development
2. Organizational development
3. Broader social, economic,
and political systems

The survey was conducted online with invitations extended through professional
organizations and networks. Participants completed a consent
form and were offered a chance
to win a $100 gift certificate to a
bookstore for completing the survey. Only participants from
Canada were included in this portion of the study.

Participants

All 180 participants were
Canadian and were at least 18
years of age. Participants came
from nearly every territory and
province, with the majority from
Alberta (31%), British Columbia
(19%) and Ontario (19%). Over
75% were between the ages of 30
– 59, and 75% were female. 47%
of participants had between 3-10
years of work experience, and
47% had 11-20+ years. The majority of participants identified as
Caucasian Canadian (97%). The
majority worked for career and
employment centres (19%), nonprofit organizations (16%), and
public universities (13%), although numerous other career
counselling settings were represented.
Results and Discussion

Although the original survey items were organized according to the AKS framework, for
the purposes of the factor analysis, the items were re-organized
according to the CIC conceptual
model, based on the following rationale. First, the subjects-tovariables (STV) ratio was too
small to conduct a factor analysis
on the entire data set, but the
STV ratios were acceptable for
the three sub-scales. Second, as
noted above, the empirical studies on other instruments have not
supported the traditional AKS
factor structure. Third, building
on the conceptual/theoretical arguments presented here and elsewhere, the intent of the study was
to explore the components of the
three a priori sub-scales of the
CIC model. Fourth, we were in-

terested in the core constructs
that contribute to each of these
superordinate conceptual categories. Two separate exploratory
factor analyses were conducted
on the data from each of the rating scales: Importance to Career
Counselling and Current Competency Level of participants.

Exploratory Factor Analysis I:
Importance Ratings

A principal components
factor analysis was conducted on
the items on each of the subscales, with no factor solution
specified. There is some debate
about statistical approaches to
factor analysis; however, “principal components with varimax rotation and the Kaiser criterion”
remain most widely used
(Costello & Osborne, 2005, p.8).
The factor solution for each of
the sub-scales was selected based
on both meaningfulness/interpretability of the factors and
scree plot of eigenvalues (Kim,
Cartwright, Asay, & D’Andrea,
2003; Sodowsky et al., 1994).
The selected factor solution was
then submitted to oblique rotation
process. Varimax with Kaiser
Normalization was used to calculate the item loadings on each
factor. Items with factors loadings greater than .50 were included. Items scoring below this
cut off or loading on multiple
factors were removed (Kim et al.,
2003; Sodowsky et al., 1994).
The test of internal reliability on
the Importance ratings for the
complete instrument was .91.
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Cultural self-awareness:
Active awareness of personal
assumptions, values, and
biases. This sub-scale contained
10 items. Two factors were identified with eigenvalues greater
than 1.00. Together, these factors
accounted for 62.08% of the variance. The rotation converged in
3 iterations.

Awareness of client cultural identities: Understanding
the worldview of the client (28
items). The combination of the 6
emergent factors explained
78.34% of the variance. The rotation converged in 6 iterations.
Factor solutions of 2, 3, 4, and 5
factors were also examined; however, they yielded less interpretable solutions, had items with
lower factor loadings, and accounted for less of the overall
variance.

Culturally-sensitive
working alliance (44 items).
The combination of the 6 factors
explained 72.13% of the variance. The rotation converged in
22 iterations. In this case, factor
solutions of 7 and 8 were also examined, because these yielded
eigenvalues greater than 1.00,
along with those based on fewer
factors. However, the strongest
and most consistent item factor
loadings and best conceptual fit
emerged with the six-factor solution.
As a result of these three
exploratory factor analyses, the
overall conceptual framework for
the instrument in Table 1
emerged. The eigenvalues and
percent variance for each of the
factors is provided, along with

the total variance from the selected factor solution.
Three members of the research team collaborated in assigning construct names to the
Table 1
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petence ratings. Again, no factor
solution was specified.
Cultural self-awareness.
For the self-awareness sub-scale,
the number of factors and item

Factor Structure: Importance Ratings

Factor 1
Factor 2
Factor 3
Factor 4
Factor 5
Factor 6
Total
Variance

Self-Awareness
Eigenvalue Percent
Variance
4.792
47.919
1.416
14.165

62.083

Awareness of Others
Eigenvalue Percent
Variance
12.825
20.774
3.253
19.968
2.034
18.157
1.533
8.567
1.176
5.474
1.118
5.416
78.357

factors within each sub-scale.
Sodowsky et al. (1994) presented
a conceptual model that hypothesized the possibility of a higher
order general multicultural counselling factor, with four first
order factors accounting for the
item clusters. The
theoretical/conceptual argument
in this paper, as well as the results of this study, suggest the
possibility of a more complex
conceptual model, one that potentially identifies second order
factors, within the a priori threefold conceptualization of multicultural counselling
competencies. See Figure 1.
These second order factors offer
meaningful and applicable constructs for both training and assessment purposes.

Exploratory Factor Analysis II:
Competence Ratings

A principal components
factor analysis was also conducted on the items on each of
the sub-scales based on the com-

Working Alliance
Eigenvalue Percent
Variance
21.606
49.104
3.534
8.033
2.039
4.635
1.894
4.304
1.355
3.080
1.307
2.969
72.125

loadings matched those of the exploratory factor analysis on the
Importance ratings exactly. The
combination of the two factors
explained 62.93% of the variance.

Awareness of client cultural identities. For the awareness of others sub-scale, four
rather than six factors emerged as
the best solution. The combination of the four factors explained
72.43% of the variance. In this
case, the items consistently
loaded on the same factors; however, Importance Factors 4 and 5
merged into Competence Factor 1
and Importance Factors 5 and 6
merged into Competence Factor
4. The test of internal reliability
on the Competence ratings for the
complete instrument was .94.

Working alliance. In the
case of the working alliance subscale, for the most part, the loading of items on each factor was
supported by the emergent 5-factor solution from the Competence
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d
nt of

multicultural counselling competencies. Second order ffaactors reflect the results of both
exploratory ffact
actor analyses in this study. The number of items in each ffiirst order ffaactor are listed
according to A = Attitudes, K = Knowledge, and S = Skills nature of the competency.

data. Of the 82 AKS items on the
self-report statements on the original question bank, 43 were
placed under the Culturally-Sensitive Working Alliance domain.
Four of these were removed from
the Importance factor analysis,
because they did not load clearly
on one factor over another; 3
were removed from the Competence factor analysis. Thirty one
of the remaining 36 items loaded

on the same factors across both
sets of data (86% consistency).
Forcing the Competence
data into a 6-factor model created
a less viable and interpretable solution. The extra Importance factor contained three items.
Knowledge Q12 (List the advantages of working collaboratively
with professionals in other fields)
loaded on Factor 2, labeled Assessment, Design, and Evaluation

of Social Justice Interventions,
for competence. Skills 3a did not
meet the criteria for factor loading in the competence data set.
Skills 3b (Identify the impact of
social injustices on client career
development by assisting clients
to explore how social inequalities
have influenced their career development) loaded on Factor 4,
Expanded Professional Roles.
We were also left with uncer-
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tainty in the placement of a certain sub-items from Skills Q10.
Skills Q10 a, b, and d loaded on
Factor 1, Implementation of systems interventions, for Importance and Factor 3, Raising
social justice awareness, for
Competence. Conceptually, this
item could fit in either place (Implement interventions that target
social, economic, and political
systems by...)
Revision of the MCSJC
Instrument

The second exploratory
factor analysis supported the majority of the factors and item
loadings identified in the first
factor analysis. As noted above,
further research may be required
to finalize the factor and item
structure, particularly for the
working alliance sub-scale. It is
also possible that the qualitative
difference between an assessment
of perceived importance to the
profession and an individual’s
self-assessment of personal competence account for the minor
differences. At this point, the revised MCSJC instrument in Tables 1 through 3 reflects the first
factor analysis structure, with
questionable items in italics. It
should also be noted that the response rate dropped between the
attitudes, knowledge, and skills
sub-scales, perhaps due to the
length of the survey and the complexity of responding to both ratings for each item. As a result,
the power of the statistical analyses was lower for the working alliance subscale, which had a
higher weighting of skills items.
As noted earlier in the article, during the expert review

phase, a number of items were
separated into stems with subitems. The main purpose of this
separation was to enable us to assess whether the sub-items clustered onto the same or different
factors. So, for example, we did
not want to assume that respondents would rate each of the following in similar ways:
Believe that career development practitioners have a role
to play in influencing:
a. Community development
b. Organizational development
c.Broader social, economic,
and political systems
Table 2
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plify the instrument by collapsing
stems and sub-items where appropriate. This reduced the number of items in each sub-scale,
with the final number of items reflected in Figure 1 above. For
example, for the Professional Responsibility factor in the SelfAwareness domain, items 3 a, b, c
in Table 1 are reworded in the
final instrument as one item: Believe that career development
practitioners have a role to play
in influencing community development, organizational development, and broader social,
economic, and political systems.
Further analyses of the data

MCSJC Cultural Self-Awareness Domain
Item #

n

Factor Loading
1
2

Factor 1: Professional Responsibility
Believe it is a professional responsibility to contribute to the A Q7
178 .723
.287
elimination of social injustice.
Believe that career development practitioners could do more A Q8
176 .764
.211
to help eliminate discrimination.
Believe that career development practitioners have a role to
play in influencing:
Community development
A Q12a 177 .853
.155
Organizational development
A Q12b 178 .789
.181
Broader social, economic, and political systems
A Q12c 178 .845
.241
Factor 2: Personal and Professional Privilege
Acknowledge personal biases about work-related values.
A Q4
175 .001
.618
Explain why social justice is important to career
K Q1
147 .324
.734
development practice.
Explain how belonging to particular groups can lead to
K Q2
145 .314
.738
certain privileges in society.
Identify how I benefit in my career through belonging to
K Q3
144 .241
.816
particular groups.
Self-assess competence to facilitate activities that promote
S Q13
113 .221
.595
social justice.
Note. The loading of each item in the original MCSJC instrument onto the emergent factors from
the Importance scale data is provided. The item # specifies the original organization of the items
as A = Attitudes, K = Knowledge, and S = Skills, as well as the original question number. The
items have been reorganized to align with the conceptual structure of the revised MCSJC
instrument in Figure 1.

Based on the factor analyses, it was possible to identify
which of these clusters of items
loaded on the same factors and
which ones loaded differently, in
spite of their origins with the
same item stem. The research
team made the decision to sim-

based on mean scores for each
factor in the final MCSJC instrument are reported in Author1,
Author2, Author4, and Author3
(2013).
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Table 3

MCSJC Awareness of Client Cultural Identities Domain
Item #

Factor Loading

1
2
3
4
5
6
Factor 1: Impact of cultural factors
1. Explain how the following factors might
impact career decision-making:
a. Sexual orientation
K Q5a
143
.867
.210
.217
.123
.133
-016
b. Gender
KQ5b
143
.805
.268
.249
.202
.102
.022
c. Socio-economic status
K Q5c
143
.788
.226
.331
.180
-092
-003
d. Ethnic background
KQ5d
143
.907
.154
.162
.127
-013
.089
e. Age
K Q5e
143
.805
.197
.292
.130
.086
.033
f. Mental or physical ability
K Q5f
143
.708
.035
.425
.108
.225
.067
(disability)
g. Religion
KQ5g
142
.736
.244
.278
.208
.029
.000
Factor 2: Barriers and facilitators of social
justice
2. Identify barriers to social justice within:
a. Communities
S Q6a
117
.239
.833
.150
.089
.191
.124
b. Organizations
S Q6b
116
.255
.728
.121
.145
.174
.089
c. Broader social, economic, and
S Q6c
117
.222
.826
.095
.097
.247
.036
political systems
3. Identify facilitators of social justice
within:
a. Communities
S Q7a
117
.129
.909
.171
.174
-035
.007
b. Organizations
S Q7b
116
.142
.870
.130
.237
-053
-021
c. Broader social, economic, and
S Q7c
116
.129
.884
.185
.229
.010
-046
political systems
Factor 3: Impact of discrimination
4. Recognize the impact of discrimination
on career development based on:
a. Sexual orientation
A Q6a
178 .385
.144
.719
-.048 .175
-.086
b. Gender
A Q6b
178 .221
.178
.831
.091
.112
.112
c. Socio-economic status
A Q6c
178 .148
.263
.817
.131
-.055 .152
d. Ethnic background
A Q6d
178 .239
.067
.831
.176
.132
.036
e. Age
A Q6e
175 .279
.157
.771
.199
-.099 .075
f. Mental or physical ability
A Q6f
177
.276
.022
.775
.117
.262
.059
(disability)
g. Religion
A Q6g
176 .368
.351
.581
.047
.042
-.162
Factor 4: Systemic perpetuation of inequities
5. Describe how inequities among social
groups are perpetuated within:
a. Communities
K Q4a
143 .367
.392
.204
.743
.122
.027
b. Organizations
K Q4b
143 .319
.384
.251
.779
.096
.085
c. Broader social, economic, and
K Q4c
141 .281
.387
.173
.804
.133
.050
political systems
Factor 5: Diverse values and resources
6. Respect client points of view about the
Q A3
179 .092
.092
.104
.049
.876
.076
role of work in their lives
7. Acknowledge that certain members of
Q A5
177 .093
.316
.271
.244
.566
.123
society have less access than others to
career-related resources
Factor 6: Equality of all people
8. Believe in the equal worth of all people
Q A1
178 .129
.139
.071
-.015 -.013 .830
9. Believe in the equal rights of all people
Q A2
180 -.066 -.045 .048
.085
.157
.772
Note. The loading of each item in the original MCSJC instrument onto the emergent factors from the Importance scale data is
provided. The item # specifies the original organization of the items as A = Attitudes, K = Knowledge, and S = Skills, as well as the
original question number. The items have been reorganized to align with the conceptual structure of the revised MCSJC instrument in
Figure 1.

Reliability and Validity

n

The Cronbach’s Alpha
scores for both sets of data indicated strong internal reliability,
higher than most of the instruments reviewed. The content validity of the MCSJC was
strengthened by comparison of
the items to other competency
frameworks and instruments in
the development of the original
taxonomy and by the review of
item appropriateness, goodness
of fit, and clarity by the expert reviewers (Constantine et al.,

2002). Construct validity was
supported through the amount of
variance accounted for in both
exploratory factor analyses (Constantine et al., 2002; Hays, 2008).
In this study, the percent of variance accounted for by the factors
in each of the a priori sub-scales
was higher than the values reported in any of the previous
studies noted earlier.
The purpose of this article
is not to interpret the data related
to importance and competence
ratings of career counsellors. As
noted above, these findings are
reported elsewhere (Author1 et

al., 2012). However, in keeping
with other studies, participants’
self-reported competence was
significantly higher on many of
the factors based on both years of
experience and familiarity with
social justice. This observation
supports the criterion-related validity of the instrument (Constantine et al., 2002; Hays, 2008).
Implications and Conclusions

The conceptual/theoretical arguments underlying the
three core competency domains
in the CIC model have been previously substantiated (Author1 &
Author2, 2010a, 2010b). Although this study did not test the
tri-partite factor structure of the
instrument, the factor analysis of
the three a priori sub-scales provided meaningful and empirically
supported second order factors
that potentially contribute to our
understanding of multicultural
and social justice competence,
specifically for career development practitioners. A confirmatory factor analysis using either
the importance or competence
scale, or both, with larger samples would provide an opportunity for further validation of both
the three-factor structure (first
order factors) and specific competencies (second order factors).
There are a number of
limitations to this study, which
affect its generalizability and
leave questions to be answered in
future research. The MCSJC instrument was designed specifically for and tested with career
development practitioners. This
affected the inclusion/exclusion
and the wording of some items.
It will also be important to test
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Table 4

MCSJC Culturally-Sensitive Working Alliance Domain

Factor 1: Implementation of systemic interventions
1. Employ the professional role: Advocates with those in
positions of power
2. Implement interventions that target communities by:
a.
Developing effective networks for consultation
within client communities
b.
Collaborating with community members to
conduct needs assessment
c.
Facilitating collaboration to identify
community goals
d.
Facilitating collaboration to identify potential
intervention strategies
e.
Empowering communities to facilitate change
in external factors affecting career
development
3. Implement interventions that target organizations by:
a.
Facilitating strategic planning within
organizations
b.
Assisting organizations in clarifying their
vision
c.
Assisting organizations in increasing
responsiveness of service to members of nondominant populations
d.
Facilitating change in organizational policies
4. Implement interventions that target social, economic,
and political systems by:
a.
Building effective relationships with
individuals or groups who hold power over
resources or opportunities
b.
Building effective, collaborative interprofessional teams to address systemic social
justice issues
c.
Mediating among diverse positions
d.
Lobbying for changes in legislation
Factor 2: Assessment, design, and evaluation of social
justice interventions
5. Describe types of interventions that may be used to
promote social justice
6. Describe potential ethical dilemmas involved in:
a.
Supporting clients to influence the external
factors that affect their career development
b.
Working collaboratively with clients to
promote social justice (e.g., dual relationships)
c.
Intervening directly to facilitate change in
these external factors
7. Describe how to facilitate change in:
a.
Communities
b.
Organizations
c.
Broader social, economic, and political
systems
8. Identify characteristics of a workplace collaboratively
with professionals in other fields
9. Identify the impact of social injustices on client career
development by: Assessing the potential for clients to
change external factors affecting career development
Factor 3: Raising social justice awareness
10. Employ the professional role: Mobilize media to
promote awareness of social injustices
11. Conduct evaluations to demonstrate the efficacy of
social justice interventions in career development practice
12. Engage in research to highlight social justice issues
13.Encourage other career development practitioners to
examine social justice issues

Item #

S Q1f

n

117

Factor Loading
1

2

.527

.146

3

4

5

6

.297

.349

.087

-.020

S Q8a

116

.765

.086

.146

.242

.332

.070

S Q8c

115

.828

.165

.153

.183

.324

.036

S Q8b
S Q8d
S Q8e

116
115
113

.805
.829
.843

.074
.146
.147

.073
.140
.187

.189
.188
.179

.356
.281
.176

-.006
.054
.033

S Q9a

116

.828

.276

.202

.038

.124

.060

S Q9c

116

.857

.300

.106

.098

-.010

.022

S Q9b

116

.835

.258

.215

.028

.073

.123

S Q9d

116

.867

.278

.160

.084

.037

.072

S Q10a

115

.607

.190

.304

.449

-.009

.101

S Q10b

115

.706

.171

.358

.355

-.171

.048

S Q10c
S Q10d

114
114

.681
.604

.249
.359

.369
.529

.141
.162

-.178
-.142

.036
-.094

K Q8

143

.036

.542

.369

.363

.250

.188

K Q9a

143

.086

.678

.139

.408

.213

-.097

K Q9c

143

.200

.707

.321

.182

-.040

-.024

K Q9b

142

.284

.750

-.032

.328

.084

-.093

K Q10a
K 10b
K Q10c

141
143
143

.381
.368
.388

.709
.719
.715

.197
.182
.275

.108
.132
.159

.169
.145
.134

.215
.269
.207

S Q3c

116

.296

.470

.117

.306

.333

.049

K Q11

141

.224

.683

.293

.112

.408

.037

S Q1g

116

.425

.323

.539

.258

.047

-.118

S Q12
S Q14

114
112

.437
.259

.362
.256

.656
.728

.010
.244

.271
.313

-.013
.01

S Q11

115

.340

.275

.692

.055

.171

.183

14. Encourage professional organizations to advocate for
S Q15
111
.402
.122
.655
.359
.067
.063
social justice
Factor 4: Expanded professional roles
15. Employ the following professional roles:
a. Prevention of career development problems
S Q1a
117
.009
.122
.117
.679
.047
.219
b. Facilitate educational activities related to social S Q1b
117
.419
.292
.373
.558
.250
-.108
justice
c. Engage in consciousness-raising with regard to S Q1c
116
.461
.334
.333
.569
.130
-.055
social justice issues
d. Consult with organizations related to social
S Q1d
116
.449
.103
.278
.586
.275
-.085
justice
16. Identify individual client strengths (e.g., support
S Q4
117
.411
.178
-.085
.496
.350
.231
systems, coping strategies) that help them cope with the
effects of oppression
17. Empower clients to influence external factors affecting S Q5
117
.191
.436
.093
.603
.026
.065
career development
Factor 5: Social injustice impact assessment
18. List the advantages of working collaboratively with
K Q12
142
.105
.338
.212
.053
.628
.151
professionals in other fields
19. Identify the impact of social injustices on client career
development by:
a. Selecting culturally appropriate assessment
S Q3a
114
.322
.211
.261
.311
.569
.012
processes to determine the impact of social
injustices
b. Assisting clients to explore how social
S Q3b
114
.317
.294
.095
.396
.549
.102
inequalities have influenced their career
development
Factor 6: Commitment to client empowerment
20. Respect the rights of clients to draw on their own
A Q10
178
.115
.094
-.014
.173
.004
.795
cultural practices to make choices about their careers
21. Commit to empowering clients to influence
A Q11
176
.003
.148
.077
.052
.144
.807
environments that negatively affect them
Note. The loading of each item in the original MCSJC instrument onto the emergent factors from the Importance scale data is provided. The item
# specifies the original organization of the items as A = Attitudes, K = Knowledge, and S = Skills, as well as the original question number. The
items have been reorganized to align with the conceptual structure of the revised MCSJC instrument in Figure 1.

the MCSJC with greater numbers
of career development practitioners and in different countries.
The data drawn on for the two
factor analyses applied different
lenses to the same items: importance to the profession and personal competence. It is also
possible that combining these on
the same questionnaire skewed
the responses on the competence
measure. Unlike some of the earlier studies, there was no measure
of social desirability included,
and it could be argued that practitioners may be disinclined to rate
themselves poorly on a multicultural and social justice competency assessment (Sodowsky et
al., 1994; Gamst et al., 2004),
particularly if they have just
stated that an item is important to
the profession. However, Author1, Author2, Author4, and Author3 (2013), in their analysis of
the data from these two scales,
note significant differences in the
gaps between importance and
competency ratings across various factors, suggesting that even
with the importance scale, differential relative self-ratings of
competency were assessed. All
self-report instruments have
questionable accuracy as measure
of competence, in contrast to behavioural measures (Constantine
et al., 2002). Ultimately, we
hope that when career development practitioners claim that
competencies related to social
justice are important, they will
also be able to identify and act on
areas for further learning and implementation. The ratio of respondents to items in this study
also limited the scope of the factor analysis, resulting in selection
of the three a-priori domains for
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three independent factor analyses. This made it impossible to
assess the overall factor structure
of the instrument or to fully support, apart from the theoretical
arguments made in this paper, the
self-awareness, awareness of others cultural identities, and culturally sensitive working alliance
model.
The benefit of including
the Importance measure in this
study is that it provided career
practitioners with a direct opportunity to identity the elements
that they believed were essential
to career development and to position multicultural and social
justice principles and practices in
the context of their own practice
experiences. The resultant
MCSJC instrument serves not
only as a potential tool for practitioner self-assessment, but also as
a potential guide for and assessment measure in the design and
delivery of career counselling
and career development pre-service and continuing education
curricula. We have provided a
detailed description of the instrument development process in
hopes that it might be helpful for
future researchers who wish to
test and/or refine this instrument
or develop a new one.
To conclude the discussion, we return to comments of
the expert reviewers and a number of key statements about the
significance of this study, particularly to the field of career development: This whole survey puts
career development at a higher
level… I think this is an important area and I know we do not
deal with social justice issues in
any comprehensive way in training career professionals… I be-

lieve this is valuable research
and that the findings will greatly
contribute to the field. However,
I think the most important outcome will be to raise the awareness of career practitioners about
their role in promoting and enacting social justice strategies. It
is our hope that through engaging
career development practitioners
to consider the importance of the
competencies for career practice
and providing self-ratings of
competence will have moved participants along this consciousness- raising path and positioned
social justice a bit closer to the
forefront of professional education and practice.
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