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Dear Trainer, 
 

Through the years, our culture has moved progressively toward a more 
tolerant society. Great strides have been made to dispel racial, cultural and ethnic 
prejudices. Unfortunately, some remain in our communities, professions and families.  
With continuous growth toward a more tolerant society, we as social workers must 
strive to redefine the norms against which some are still judged. By educating 
ourselves and others about diversity and cultural sensitivity, we can play a major role 
in diminishing the misconceptions and stereotypes that still exist. 

 
This type of change is not always easy to achieve. The beliefs we hold are 

often molded and instilled over the courses of our lives. Modifying prejudicial 
behaviors and attitudes is a process that requires diligence and commitment. This 
training will offer specific processes and techniques that will help to facilitate those 
changes. 

 
It is often quite difficult for people to face their prejudices. Some participants 

may experience anger, confusion, defensiveness, bigotry, sadness and ignorance.  
Your participants may even display similar forms of resistance that they experience 
from the families they serve. While these situations may be difficult for the 
participants and for you, the trainer, keep in mind that the knowledge you are 
providing them with also has the potential to evoke joy, relief, and new perspectives.   

 
As you prepare to conduct this training, please consider the words of Dr. 

Martin Luther King Jr.: 
 
“People fail to get along because they fear each other; they fear each other 
because they don't know each other; they don't know each other because they 
have not communicated with each other.” 
 
We hope this training will provide the opportunity for your participants to learn 

the importance of communication and understanding. Issues such as these must be 
approached proactively. If problems cannot be discussed, they will not be corrected. 

 
Thank you for your commitment to the child welfare professionals of 

Pennsylvania, and best wishes in your endeavor to bring understanding and 
tolerance to your participants and ultimately, the children and families we serve. 
 
Sincerely, 
 
The Curriculum and Trainer Development Department 
The Pennsylvania Child Welfare Resource Center 
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Section I: Introduction 
 
Estimated Length of Time: 
15 Minutes 
 
Performance Objectives: Participants will be able to: 

 Course introduction 
 Participant introductions 
 Identification of course competencies and learning objectives 
 Identification of participants training needs 

 
Method of Presentation: 
Lecture, small group discussion 
 
Materials Needed:  

 Name tents 
 Colored markers 
 Flipchart stand 
 Flipchart paper 
 PowerPoint Presentation 
 Overhead projector and screen or laptop, LCD projector, and screen 
 Handout #1: Accomplished People in History 
 Handout #2: Agenda 
 Handout #3: Competencies and Learning Objectives 
 PowerPoint Slide #2: Agenda 
 Poster #1: Workshop Guidelines 
 Appendix #1: Accomplished People in History: Answers
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Section I:  Introduction 
 
Pre-Training Considerations: 
 
Participants are going to complete a BINGO activity. Ahead of time, you will need 
to have Handout #1 (Accomplished People in History) ready for each 
participant. 
 
Step 1 
 
Greet participants as they enter the training room. As participants arrive, distribute 
Handout #1 (Accomplished People in History) and ask participants to complete 
it. Instructions for the activity are on the handout. 
 
Tell participants that they can only play the game before the session begins and 
during break and lunch, as the agenda does not allow sufficient time to complete 
the activity during the course of the training day. The trainer may wish to end the 
game as the afternoon session begins. The person with the most correct answers 
may be given a small prize related to the training topic, such as a diversity 
pin/button, book mark, note card, post card, sticker/decal, or magnet. Appendix 
#1(Accomplished People in History: Answers) is available with the correct 
answers to the questions on Handout #1 (Accomplished People in History). 
 

Trainer Note: The training may start with a diversity reading from any number of 
sources, such as Maya Angelou. 

 
Step 2  
 
Welcome participants to the training and introduce yourself making sure to 
include background and experience. Explain the training rules to participants.  
The 15-minute rule states participants cannot miss more than 15 minutes of 
the entire workshop. Explain that lateness can be disruptive to the group, that 
they should turn off cell phones and pagers during the training, and that they 
may use phones, text messaging, and pagers during breaks and lunch. 
Remind participants that this learning time away from the office is for the 
purpose of improving performance back at the office; however, if participants 
must be reached by phone or pager, they are to put devices on vibrate or 
silent and are to refrain from using text messaging.   
 
Step 3 
 
Distribute Handout #2 (Agenda), and review the agenda, using PowerPoint 
Slide #2 (Agenda).    
 
Distribute Handout #3 (Competencies and Learning Objectives) to 
participants and review the course competencies and overall learning 
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objectives with participants. Ask participants if they have any questions about 
the agenda or learning objectives.   
 
Step 4 
 
Set the tone for the remainder of the training by reviewing Poster #1 
(Workshop Guidelines). 
 

Step 5 
 
Arrange participants into groups of 4 to 5 and instruct them to write their names in 
the center of their name tents with a marker. Instruct participants to write the 
county in which they work in the top right corner of the tent, their position in the 
agency in the top left corner, and the number of months with the agency in the 
bottom left corner. In the bottom right corner, participants should be instructed to 
draw a picture that symbolizes an important piece of their cultural heritage.  
Instruct participants to write what they need most to get out of this training on the 
back of their name tent. 
 
Distribute a sheet of flipchart paper to each subgroup and ask them to title it 
“WIIFM” (What’s in it For Me). Give the subgroups 5 minutes to discuss their high 
priority needs.  Each group should record the items on a flip chart sheet and post 
the sheet on the wall. Tell the groups that they should review their sheets as the 
day passes, putting a check mark next to the items they feel have been 
addressed. 
 
Ask participants to introduce themselves, providing the information on the name 
tents. As each participant introduces themselves, ask them to offer 1 of the high 
priority needs that their small group identified on their “WIIFM” flip chart page. 
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Section II: The Concept of Cultural Diversity 
 
Estimated Length of Time: 
1 hour, 45 minutes 
 
Performance Objectives: Participants will be able to: 

 Review various cultural definitions and/or concepts; 
 Discuss the difference between primary and secondary dimensions of 

diversity; 
 Identify characteristics of culture; 
 Identify points to remember about culture; 
 Define cultural competence and the components of cultural competence; 
 Identify means to achieve cultural competence. 

 
Method of Presentation: 
Lecture, large group discussion small group activity and discussion, individual 
activity  
 
Materials Needed:  

 Flipchart stand 
 Flipchart paper 
 Colored markers 
 PowerPoint Presentation 
 Overhead projector and screen or laptop, LCD projector, and screen 
 Handout #4: Who Do You Think I Am?   
 Handout #5: Primary and Secondary Dimensions of Diversity 
 Handout #6: Pennsylvania Cultural Awareness Quiz  
 Handout #7: Points to Remember About Culture 
 PowerPoint Slide #6: Culture is…  
 PowerPoint Slide #7: Definition of Culture 
 PowerPoint Slide #8: Primary and Secondary Dimensions of Diversity 
 PowerPoint Slide #9: Definition of Acculturation 
 PowerPoint Slide #10: Acculturative Attitude Styles 
 PowerPoint Slides #11-12: Characteristics of Culture 
 PowerPoint Slide #13: Components of Cultural Competence 
 PowerPoint Slide #14: Competence Means 
 PowerPoint Slide #15: Definition of Cultural Competence 
 Video #1: Knowing Who You Are 
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Section II: The Concept of Cultural Diversity 
 
Step 1 
 
Distribute Handout #4 (Who Do You Think I Am?) to participants. Break out the 
participants into small groups of 4 each. Tell the participants to place the name of each 
of the other persons in their group on the lines for "Their Name." If there are insufficient 
spaces on the front of the Handout, participants can turn it over to note other names as 
needed. Direct participants to individually respond to the eight statements about each of 
the other persons in their small group. They cannot seek any assistance in completing 
their responses. 
 
The statements are: 
 

 What is their age? (within two years) 

 What kind of vehicle do they drive? 

 What is their religious affiliation? 

 Are they Democrat, Republican or other? 

 What kind of toothpaste do they use? 

 Do they listen to country music? 

 Do they watch American Idol? 

 Do they read Rolling Stone magazine? 

 
Step 2 
 
When participants have completed their sheets, ask them to take turns sharing their 
responses in their small groups. For example, the first person would identify another 
participant, let's say Nancy, and read off their responses about Nancy. Then, everyone 
else would follow suit. Nancy would then share the correct responses for herself.  
Continue this process until everyone has been able to share his/her responses. 
 
Step 3 
 
After each small group has completed the exercise, bring all participants back together 
and ask them to share their feelings, thoughts or responses to the exercise. 
 
Step 4 
 
End the exercise by stating how assumptions are made about other people without first 
seeking the appropriate information before making judgments. 
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Step 5 
 
Display PowerPoint Slide #6 (Culture is…) to discuss the dictionary definition of 
culture. The dictionary defines culture as "the framework that guides and bounds life 
practices; not a rigidly prescribed set of behaviors or characteristics, but rather the 
framework through which actions are filtered or checked as individuals go about daily 
life." 
 
Display PowerPoint Slide #7 (Definition of Culture)  For the purpose of this training, 
the definition of culture developed by Wade Nobles, an African American psychologist, 
will be utilized. Nobles states that "culture represents the vast structure of behaviors, 
ideas, attitudes, values, habits, beliefs, customs, language, rituals, ceremonies and 
practices 'peculiar' to a particular group of people. Culture provides them with (1) a 
general design for living, and (2) patterns for interpreting reality." Culture determines 
how we see the world and the way we see the world is reflected in our behavior. 
 
Display PowerPoint Slide #8 (Primary and Secondary Dimensions of Diversity) and 
distribute Handout #5 (Primary and Secondary Dimensions of Diversity). In viewing 
the Primary and Secondary Dimensions of Diversity, the inner circle represents the 
primary dimensions of diversity while the outer circle describes the secondary 
dimensions. Primary dimensions are unalterable and extremely powerful in their effects. 
Secondary dimensions are significant in shaping us, but they are to some extent 
shapeable in return, because we have some measure of control over them. 
 
Step 6 
 
Distribute Handout #6 (Pennsylvania Cultural Awareness Quiz). Allow 3 to 4 minutes 
for completion of the questions. This activity must be done individually. 
 
Ask participants to share their responses, ensuring that the correct answers are 
revealed. The correct answers are in bold below. 
 
1.)  To “redd up” means to: 

a.)  read a book c.)  blush 
b.)  clean d.)  none of the above 
 

2.)  Which term does not belong? 
a.)  Comics c.)  String Bands 
b.)  Fancy Brigades d.)  Ragers 
 
Share the following information with participants: a, b and c are all 
Divisions of the Mummers Parade, which is held each year on New Year’s 
Day in Philadelphia. 
 

3.)  Der kopp is Pennsylvania Dutch for: 
a.)  the head c.)  the leg 
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b.)  the knee d.)  the nose 
 
4.)  “Shoo-fly" refers to a: 

a.)  brand of fly swatter c.)  type of pie 
b.)  children's game  d.)  fly species 
 

5.)  Scrapple is: 
a.)  a commotion  c.)  a fight 
b.)  a breakfast meat d.)  a coal bucket 
 

6.)  Yunz means: 
a.)  youz c.)  y’all 
b.)  plural of you d.)  all of the above 
 
Share the following information with participants: Yunz is the Pittsburgh 
form of "y'all" in the Southern U.S. The coal region version is youz.   

 
7.)  What is the Golden Triangle? 

a.)  musical instrument c.)  area of Pittsburgh 
b.)  type of necklace d.)  a mathematical equation 
 
Share the following information with participants: The Golden Triangle is 
the area of the meeting of the Allegheny and the Monongahela Rivers to 
form the Ohio River at Pittsburgh. 

 
8.)  A hex sign is what? 

a.)  highway directional sign c.)  charm bracelet 
b.)  a form of Pennsylvania Dutch folk art d.)  none of the above 

 
Share the following information with participants: Pennsylvania Dutch 
barns often display these signs.  

 
9.)  A “gob” is: 

a.)  a short term for goblin  c.)  a small rodent 
b.)  a glass of beer d.)  two small cakes filled with 

icing 
 
Share the following information with participants: Also known as a 
“whoopee pie”. 

 
10.)  A jellybucket is:  

a.)  a jar of jelly c.)  term for a lunch pail 
b.)  an overweight person d.)  none of the above 

 
Share the following information with participants: This is a term used by 
coal miners. 
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Step 7 
 
Explain that this exercise was a very simple example of Dimensions of Diversity, 
specifically secondary for geographic location. 
 
Ask participants to imagine that they are living in a setting that is very different from their 
own. For instance, if they live in a city, imagine living in a rural setting and for those who 
live in a rural setting, imagine living in a city. Ask them to think about the adjustments 
that they would have to make in their lives. Give participants a moment to consider the 
impact this move would have on their lives and then ask them to share what they might 
expect. After hearing from a couple of volunteers, ask them to now imagine moving to 
another country that has entirely different norms, religious beliefs, language, customs, 
foods, styles of clothing, politics, government, laws, etc. Do they think it would be 
challenging to adapt to this drastically new culture? How long do they think it would take 
to fully adapt to this new culture? Would they want to accept the new culture as their 
own? Do they think it would be challenging to maintain their own culture?  Do they think 
it is important to maintain their own culture? If they have children, how would they want 
their children to acculturate? What struggles do they think they would go through if their 
child had opposite views on the process (e.g. The parent finds it extremely important to 
maintain their culture and the child wants nothing to do with the family’s culture. Vs. The 
parent wishes for the child to accept the new culture, but the child is resistant and wants 
nothing to do with the new culture)?   
 
Display PowerPoint Slide #9 (Definition of Acculturation). We are talking about the 
concept of acculturation, which Merriam Webster’s Dictionary defines as: “cultural 
modification of an individual, group, or people by adapting to or borrowing traits from 
another culture; also: a merging of cultures as a result of prolonged contact.” 

John Berry, Professor Emeritus at Queens University at Kingston in Ontario Canada, 
whose main research is in the area of cross-cultural psychology, identified 4 strategies 
used to adapt to a new culture. It is important to stress that, with the exception of 
marginalization, none of these strategies are considered good/bad nor are any of them 
considered better than another, simply different approaches to adaptation to a new 
culture. They are based on one’s attitudes and values in relation to their own culture 
and the host culture. Display PowerPoint Slide #10 (Acculturative Attitude Styles).  
Berry’s model is based on two main questions. “Does the individual consider there to be 
value in maintaining their cultural identity and characteristics?” and “Does the individual 
consider there to be value in maintaining relationships with the host group?” From the 
answer to these two questions we find four strategies that one may utilize to adapt to 
the new culture. Berry identifies the four strategies as Integration, Assimilation, 
Separation, and Marginalization. If the answer to both questions is yes, the individual’s 
strategy would be integration. The integrative approach suggests that the individual 
blends various aspects of identity that one finds in each of the two (or more) traditions, 
often into a novel style of living through these traditions. If the individual answers “no” 
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regarding their own culture and yes regarding the host culture, their strategy would be 
assimilation. Assimilation suggests that the individual attempts to fully conform to the 
host culture while repressing their own culture. If the individual answers “yes” regarding 
their own culture and no regarding the host culture, their strategy would be separation. 
The separation approach to adaptation suggests that the individual maintains their 
traditional cultural and detaches themselves from the host culture. Finally, if the answer 
to both questions is no, Berry states that their adaptation approach is marginalization. 
He says that it "is difficult to define precisely, possibly because it is accompanied by a 
good deal of collective and individual confusion and anxiety. It is characterized by 
striking out against the larger society and by feelings of alienation, loss of identity, and 
what has been termed acculturative stress." 

Ask participants to consider where they would fall in Berry’s model and why.  Ask them 
to consider barriers to them using the identified strategy. Participants may identify 
issues surrounding prejudice/oppression, government, politics, laws, language, 
differences in communication, religious beliefs, etc. Ask participants to share examples 
from their caseloads that relate to difficulty adapting to a new culture. Ask participants if 
their clients may feel that Children and Youth Services may be considered a barrier to 
adapting to their new culture.   

Out-of-home placement can be one of the most difficult experiences for children and 
families of another culture. So many times children and youth are placed in a home with 
a very different culture than their own. This is especially challenging, as children are still 
trying to figure out who they are and what their role is in the world. Show the Video #1 
(Knowing Who You Are) from Casey Family Productions, which is 24 minutes in 
length. Discussion should follow regarding the impact of placement of children and 
youth in the home of a different culture than their own. 

Trainer Note: It will be important to stress the fact that culture encompasses much 
more than race and ethnicity, as points of discussion in the video only surround these 
two aspects. The purpose of the video is to get participants thinking about how 
important it is to take into consideration the culture of the children/youth that they work 
with and how detrimental it can be if they do not plan to meet the unique needs of each 
child/youth.  

Step 8 
 
Culture is often confused solely with race, ethnicity, socioeconomic status, etc. But, as 
we have begun to consider the many aspects of culture, we become aware that these 
things play a role in how culture is manifested, but they do not truly describe the scope 
and breadth of culture for human beings.   
 
Display and review PowerPoint Slides #11-12 (Characteristics of Culture). Talking 
points are outlined below. 
 
Some commonalities, or principles, arise out of the various definitions of culture. They 
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include: 
 

 Every human being has a culture.   

 Culture is learned.  It is not innate or biological. We are born into the world 
without any cultural knowledge. We could have been placed with any family, 
anywhere on earth, as a baby and we would have grown up knowing their culture 
and accepting it as our own.  

 Culture is dynamic.  It changes over time. All cultural knowledge does not 
continually collect. As new cultural traits are added, some old ones are lost because 
they are no longer useful. For example, a newly married person cuts the ends off of 
her pot roast before she places it in the pot to cook it. Her spouse asks why. She 
doesn’t know, so she asks her mother. Her mother says, “Because that is the way 
your grandmother did it.” She calls her grandmother and her grandmother laughs 
and says, “Because I didn’t have a pot big enough to fit the pot roast.” The 
granddaughter decides that she does not need to cut the ends off, because her pot 
is big enough for the entire pot roast, ends and all. 

 A large component of culture is below the level of conscious expression. This 
is especially true for those who have not been overly exposed to other cultures. The 
way we do, say and handle things in our daily lives simply seems “normal” to us.  
When we are exposed to a culture other than our own, we suddenly become very 
conscious that our cultural traits are not universal. Otherwise, we are likely to give 
very little to no thought to them.    

 People can belong to many different subcultures. 

 Culture gives us a range of permissible behavior pattern. 

 Culture determines the way we think, feel, act, perceive the world, respond to 
situations, etc. Therefore, culture consists of values, beliefs, and rules of 
conduct. 

 A society's institutions reflect the culture and its underlying beliefs and 
values. 

 Culture is a "group" phenomenon. It must be shared. Culture reflects tradition, 
having been passed from one generation to another. 

 Our culture determines how we respond to problems and daily interactions 
with others, etc. 

 Cultures no longer exist in isolation.   

 
Sometimes, we are not conscious of our culture. It is similar to habits that we take for 
granted. The only time we may become aware of our own culture is when we go to 
countries that have different cultures or we meet people that have different cultures. 
Otherwise, we seldom become aware of our culture and all of its manifestations and 
influences on the way we see things, how we understand things, or how we behave. 
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We need to understand that culture is at the foundation of communications across some 
kind of social boundary. Further, culture is identifiable in people's behaviors, thinking, 
and attitudes, suggesting that we need to look at and be aware of cultural differences in 
order to discover critical cultural information and to better understand human thoughts 
and behaviors. 
 
Ask participants, "If culture is so important to every aspect of our lives, what does it 
mean that we so easily ignore cultural differences within the American society and our 
agencies? Solicit responses and discussion from the participants. 
 
Step 9 
 
Distribute Handout #7 (Points to Remember About Culture). There are several points 
to remember about culture (Harris, 1994): 
 

 What seems logical, sensible, important and reasonable in one culture may seem 
irrational, stupid, and unimportant to an outsider. 

 Feelings of apprehension, loneliness, and lack of confidence are common when 
visiting another culture. 

 When people talk about other cultures, they tend to describe the differences and not 
the similarities. 

 It requires experience as well as study to understand the many subtleties of another 
culture. 

 Understanding another culture is a continuous and not a discrete process. 

 
Step 10 
 
There are many different terms used to describe becoming conscious of cultural 
differences. The Center for Effective Collaboration and Practice identifies 3 terms that 
convey the idea of improving cross-cultural capacity.   
 
Display PowerPoint Slide #13 (Components of Cultural Competence) and offer the 
following. 

Cultural Knowledge: Familiarization with selected cultural characteristics, history, 
values, belief systems, and behaviors of the members of another ethnic group. 

Cultural Awareness: Developing sensitivity and understanding of another ethnic group.  
This usually involves internal changes in terms of attitudes and values. Awareness and 
sensitivity also refer to the qualities of openness and flexibility that people develop in 
relation to others. Cultural awareness must be supplemented with cultural knowledge. 

Cultural Sensitivity: Knowing that cultural differences as well as similarities exist, without 
assigning values, i.e., better or worse, right or wrong, to those cultural differences. 
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Cultural knowledge, cultural awareness and cultural sensitivity are necessary 
components of cultural competence. However, these ideas are not enough to 
significantly alter the practices and perceptions of many of those working with cultures 
that differ from their own.  It is important that we move beyond knowledge, awareness 
and sensitivity and move toward cultural competence. 
 
Display PowerPoint Slide #14 (Competence Means) and PowerPoint Slide #15 
(Definition of Cultural Competence) and compare definitions. "Competence" implies 
having the capacity to function in a particular way; to have skills; to have a level of 
mastery in a situation. It is something to be achieved, something that calls for some 
level of action and activity. This is why the word "competence" is referred to the more 
passive terms of "awareness" and "sensitivity." 
 
Cultural Competence is defined as the state of being capable of functioning effectively 
in the context of cultural differences. 
 

Trainer Note: Generate discussion on the reasons why cultural competence is critical 
for human service providers. Some of the following remarks may be used. 

 
There are a variety of reasons why cultural competence is critical for human service 
providers: 
 

 More and more, we will work with those who have different cultures and racial, 
ethnic, and other backgrounds. The demographics on children in various child-
serving systems suggest that we are bound, at one point, to work with or serve 
consumers from different backgrounds than our own. 

 We cannot work effectively in those situations if we do not understand the culture of 
the consumers or if we continue to ignore cultural differences or feel uncomfortable 
when confronted with them. 

 We do children and families’ great injustices when we conduct assessments, assign 
diagnoses, prescribe treatment plans, and make prognoses without taking cultural 
differences and preferences into account and when we apply our own cultural values 
and beliefs to those who may have different cultures. 

 
Becoming skilled in interacting cross-culturally is a process of growth. It is not 
completed in a day, during a couple hours of training, or perhaps even during a lifetime. 
 
Cultural competence is a life-long process which includes the examination of personal 
attitudes, the acquisition of relevant knowledge, and the development of skills which 
facilitates working effectively with individuals and groups who are culturally different 
from you. 
 
Steps to cultural competence: 
 

 The personal recognition and acceptance that all types of cultures have a profound 
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influence on our lives. 

 The personal awareness that oppression is pervasive in our society. It is part of our 
history and, as much as we may want to escape that fact, it colors our relationships. 

 The acceptance that there are cultural differences and we need to learn to respect 
what we may not understand. 

 Having the humility to accept that we do not know everything about other cultures, 
and never will. Therefore, we need to ascertain what it is we need to know about the 
specific groups with whom we are working. 

 A willingness to pursue that information in all ways available to us. 

 When we are unable to do the above, having the courage to identify and confront 
our personal resistance, anger, and especially our fears. 
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Section III: Cultural Values and Beliefs and the Cycle of Prejudice and 
Oppression 
 
Estimated Length of Time: 
1 hour, 15 minutes 
 
Performance Objectives: Participants will be able to: 

 We obtain our values and beliefs from our environment early on 
 Review the cycle of prejudice and oppression 

 
Method of Presentation: 
Lecture, large group activity, small group activity and discussion  
 
Materials Needed:  

 Flipchart stand 
 Flipchart paper 
 Colored markers 
 PowerPoint Presentation 
 Overhead projector and screen or laptop, LCD projector, and screen 
 6 prepared flipchart papers  
 5X7 Note cards  (One per participant)  
 Handout #8: Privilege, Pride and Prejudice:  Cycle of Prejudice & 

Oppression 
 PowerPoint Slide #16: Privilege, Pride and Prejudice:  Cycle of Prejudice & 

Oppression 
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Section III:  Identifying Cultural Values and Beliefs 
 

Step 1 
 
Hold a brief discussion about values and how we obtain them. We are all domesticated 
and receive our values through our families, culture, media, schools, ethnic, political 
atmosphere, etc., early on. These values shape our world. We look through a ‘smoky 
mirror’ of our early programming that keeps us in our own ‘story’ and separate from 
others.  

 
Step 2 
 
Explain to participants that we will be doing an exercise on stereotypes. Six to eight 
prepared flip chart papers will be hung all around the room with categories written on 
the top. One of the categories should be Caucasian Male, the remaining categories will 
be decided upon by the trainer. The prepared flip chart pages should be folded over 
until the activity begins. Optional categories include:  White, African America, American 
Indian, Asian, Hispanic/Latino, Lower Class, Middle Class, Upper Class, Gay, Lesbian, 
Jewish, Catholic, Baptist, Pentecostal, Atheist, Elderly, Female, Male, etc. Trainees are 
asked to think of stereotypes that they have heard for these categories. Emphasize that 
these are NOT their opinions rather stereotypes that they have heard. They are then 
asked to take markers and go around the room writing stereotypes that they have heard 
about each category. Begin the process and model the permission to be as free as they 
can be in the process. Allow participants 3 to 5 minutes to complete this portion of the 
activity. 
 

Trainer Note: It is extremely important that emphasis is put on the fact that you are not 
asking participants to write stereotypes that they believe are true, rather things that they 
have heard, as the intention is to encourage them to be free to express whatever they 
have heard about these groups.  

 
Occasionally a participant may refuse to participate and that is all right. It can be 
addressed later if this person cares to share by asking why this was so. 
 
Step 3 
 
When all participants are seated, distribute 5X7 note cards and ask each participant to 
write down a stereotype about their own culture on a note card, preferably one that they 
have had an experience around.   
 
Step 4 
 
When participants are completed, process the information written on the flip charts.  
Elicit what kind of emotions participants feel about these stereotypes. Take up to five (5) 
volunteers. When completed, ask for volunteers to share the stereotype that they have 
written about their own culture. Ask the volunteers how they have experienced this 
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stereotype in their life and what emotions are invoked. When completed ask the 
volunteers, as a group, what they would like to do with these stereotypes. The response 
sought should be to get rid of them. Tell participants to rip the stereotypes that they 
have written about their own culture and throw them in the trash can.   
 
State that, child welfare professionals have the ability and duty to advocate for 
awareness and acceptance of diversity and to help tear down these stereotypes that 
permeate our society. At this time, have participants tear down the flip chart paper with 
the stereotypes written on them and throw them in the trash can. 
 
Step 5 
 
Many dynamics of difference are fed by early messages we receive about people who 
are different. So, we will look at how all of this is perpetuated. 
 
In the beginning, for each of us, is self. As infants, our egocentrism helps us stay alive. 
We focus on self and getting our own needs met. 
 
As children, we expand our boundaries to include a slightly broader sense of self-
interest that includes not only self, but family. 
 
Over time, we expand our boundaries further beyond family, to a circle of friends and 
the immediate community. 
 
In general, we continue as adults to feel safest and most comfortable with people like 
ourselves at those three levels. Our "comfort zone" of relationship may be within our 
socioeconomic class or our age, gender, race or any of the special groups we might 
join. 
 
Sometimes we close our communities and feel a need to be cautious about "outsiders" 
until we are able to establish a sense of safety with them. But if we do not reach out, the 
calming of fear does not come. Myths, misinformation, even lies, arise about the target 
group. The myths are passed on and we learn them. 
 
As seen in the exercise, we received a lot of early messages – both from our 
experiences and things that were told to us. 
 
Jimmy Carter published a book of poetry entitled "Always a Reckoning." In it, he writes 
of a day in early adolescence. His two boyhood friends, who were both black, 
unexpectedly opened a pasture gate for him and stepped aside so he could pass 
through first. He wasn't sure what had prompted the move, but he reflects with sadness 
that he knew from then on that nothing would ever be the same between them. 
 
Given the historical relationships between groups of color and other cultural groups and 
the white mainstream in our country, it is extremely difficult, if not impossible, not to 
have some opinions and feelings about differences that enter into every interaction. Yet, 



 

The Pennsylvania Child Welfare Resource Center 307: Valuing Diversity 

  Page 17 of 31 

we are often afraid to acknowledge or explore the dynamics of difference in our helping 
and other relationships. 
 
Step 6 
 
The Cycle of Prejudice and Oppression helps us to graphically see how we may learn 
and participate in our own and other's oppression. 
 
Distribute Handout #8 (Privilege, Pride and Prejudice: Cycle of Prejudice & 
Oppression). PowerPoint Slide #16 (Privilege, Pride and Prejudice: Cycle of 
Prejudice & Oppression) is available for use. 
 
The cycle begins with stereotypes. Stereotypes are generalizations representing an 
over-simplified opinion, attitude or judgment of a person or group. We learn stereotypes 
without meeting members of the target group. Usually, objectification and distance are 
required. A stereotype does not have to be negative to have a negative impact. Positive 
stereotypes may also have negative impacts. Positive stereotypes can create unfair 
expectations, which may create an overwhelming pressure to succeed. For example, 
one common stereotype is that all Asians are good at math. The notion that positive 
stereotypes can have negative impacts was put to the test with this stereotype. A study 
was conducted in which three groups of Asian-American women, all college students 
who had indicated that it was important for them to do well in math.  Each group was 
administered a different questionnaire, designed to focus participants on one of three 
aspects of their identity: ethnicity, gender, or individual identity. The intention of the 
questionnaires was to invoke thoughts surrounding stereotypes. While the gender and 
individual identity groups’ scores were nearly identical, the ethnicity group’s scores were 
approximately 10% lower.   
 
Eventually, as a result of these stereotypes being reinforced through socialization (e.g. 
institutions, culture, government, media, family education religion, peers, etc), 
internalization begins. This internalization may result in prejudices. Merriam-Webster’s 
dictionary defines prejudice as, “(1): preconceived judgment or opinion (2): an adverse 
opinion or leaning formed without just grounds or before sufficient knowledge.”    

When the element of power is added to these ill-informed judgments and opinions you 
have discrimination. By the term power, we are referring to the ability to deny 
opportunities, resources or access. Webster’s on-line dictionary defines discrimination 
simply as, “Unfair treatment of a person or group on the basis of prejudice.”  
Discrimination takes on many faces, to include sexism, ageism, racism, classism, etc.  
When one thinks of discrimination, one typically thinks of very overt purposeful 
behaviors. This is not always the case. Ask participants if they are familiar with the term 
“micro-inequities”, allowing them an opportunity to share their knowledge about his 
phenomenon. Share with participants that this phenomenon was named by Mary Rowe, 
PhD of MIT in 1973, when she was charged with learning how the workplace could 
improve with respect to people who were under-represented at MIT—as examples, men 
and women of color, white women, and people with disabilities. In her efforts, she began 
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to notice the importance of “little issues.” Little acts of disrespect, and failures in 
performance feedback, seemed to corrode some professional relationships. “Little 
issues” included names mistakenly left off a list, people who were not introduced at 
meetings, (or mistakenly introduced as someone else of the same race). Other 
examples include inequitable job assignments, failures to provide schedules or food or 
space that were needed by a particular group, invitations that were uncomfortable for 
gays, or women, or non-Christians (“Please feel free to bring your wife;” “There will be a 
belly-dancer at the party;” “Please join us to celebrate Christmas”).  

Dr. Rowe named these phenomena “Micro-inequities,” which she defined as, 
“apparently small events which are often ephemeral and hard-to-prove, events which 
are covert, often unintentional, frequently unrecognized by the perpetrator, which occur 
wherever people are perceived to be ‘different.’"  

She believed that much of this bias is unconscious and unrecognized. 
 
When an individual or group experiences these acts of discrimination, especially when 
these acts are continually repeated, it can lead to the next stage in the cycle, which is 
oppression. The act of oppression can be defined as, “unjust or cruel exercise of 
authority or power.” The result is a perpetuation of the cycle when the target group may 
start believing that the stereotypes and lies about them and their group are true. The 
consequences are self-doubt, loss of self-esteem, and lowered expectations for the 
future. Unfortunately, the target group may begin acting out the stereotypes. Ultimately 
reinforcing the stereotypes and prejudices and beginning a continuous cycle.     
 
Fortunately, since all of these behaviors are learned, they can be unlearned. To 
interrupt the cycle, we must unlearn and then relearn on a personal, professional and 
social basis. Later, in Section V: Taking Action, we will look at ways to break this cycle. 
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Section IV: Cross Cultural Communication 
 
Estimated Length of Time: 
1 hour, 15 minutes 
 
Performance Objectives: Participants will be able to: 

 We all make judgments of a person based on nine factors 
 Nine aspects of communication that may vary among culture 
 Communication is a product of culture 

 
 
Method of Presentation: 
Lecture, group exercises and discussion 
 
Materials Needed:  

 PowerPoint Presentation 
 Overhead projector and screen or laptop, LCD projector, and screen 
 Handout #9: Aspects of Communication 
 Handout #10: Cultural Context Inventory   
 Handout #11: Cultural Context Inventory Characteristic Sheet 
 Handout #12: General Principles of Effective Cross Cultural 

Communication 
 PowerPoint Slide #8: Primary and Secondary Dimensions of Diversity 

(Revisited) 
 PowerPoint Slide #17: The Four-Minute Sell 
 PowerPoint Slide #18: Aspects of Communication 
 PowerPoint Slide #19: Five Dimensions of Human Activity 
 PowerPoint Slide #20: The Four Spaces 
 PowerPoint Slide #21: Marking Time 
 PowerPoint Slide #22: Patterns of High/Low Context in Various Cultures 
 PowerPoint Slide #23: Cultural Context Discussion 
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Section IV: Cross-Cultural Communication 
 
Step 1 
 
Begin the section by explaining that it is not uncommon for people to fail to understand 
one another. One reason for these misunderstandings is the differences within and 
among racial and cultural groups. Communication sometimes becomes difficult because 
of lack of knowledge and understanding about differences in lifestyles, family structure, 
cultural patterns, traditions, religion, social status, and experiences.   
 
Step 2 
 
Display PowerPoint Slide #8 (Primary and Secondary Dimensions of Diversity). 
In viewing the Primary and Secondary Dimensions of Diversity, the inner circle 
represents the primary dimensions of diversity while the outer circle describes the 
secondary dimensions. Primary factors are unalterable and extremely powerful in their 
effects. Secondary dimensions are significant in shaping us, but they are to some extent 
shapeable in return, because we have some measure of control over them. 

 
Display PowerPoint Slide #17 (The Four-Minute Sell). Janet Elsea in her book, The 
Four- Minute Sell, tells us that the nine most important things noticed about people in 
our society, in order of importance, are the following: 

 

 Skin Color 

 Gender 

 Age 

 Appearance 

 Facial Expressions 

 Eye Contact 

 Movement 

 Personal Space 

 Touch 

 
Upon encountering one another, we notice, make assessments, and make decisions 
about how to interact with that individual based on these nine factors. The first three 
items on the list – skin color, gender and age – fall into the primary dimensions of 
diversity. They are virtually unalterable and extremely powerful in determining our life 
situation, from where we live and work to whom we marry and how much we earn. The 
last six on the list are culturally influenced. Whether we give a handshake or a hug, a 
direct stare or lowered eyes, a nod or a frown, is determined by the culture in which we 
are raised and is influenced by both the primary and secondary dimensions of diversity. 
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Step 3 
 
Display PowerPoint Slide #18 (Aspects of Communication) and distribute Handout 
#9 (Aspects of Communication), and discuss different aspects of communications 
and how different they can be from one culture to another. Ask participants to consider 
the numerous ways that cross-cultural communication may become challenging and 
misinterpreted. Ask for participant feedback as each aspect of communication is 
discussed.     
 
Step 4 
 
Tell participants that communication is the medium for interpersonal relationships and 
group interactions. Communication is culture bound. The way an individual 
communicates emanates from his or her culture. Of course, a person may know more 
than one culture or may be competent in a combination of cultures. Nonetheless, one 
basic truth prevails; communication is a product of culture. 
 
Anthropologist Edward Hall developed a concept that is useful in understanding the 
differences among cultural groups. He places cultures on a continuum from high to low 
context. The term context refers to the interrelated conditions in which something exists 
– the social and cultural conditions that surround and influence the life of an individual, 
an organization or a community. 
 
In a high-context culture, the surrounding circumstances of an interaction are taken into 
account.  In a low-context culture, these circumstances are filtered out. It is important to 
note that no value is assigned to either high or low context.   
 
In high-context cultures, much attention is paid to the surrounding circumstances of an 
event. With interpersonal communication, for example, the parties involved use such 
factors as paraphrasing, tone of voice, gesture, posture, social status, history, and 
social setting to interpret the spoken words. High-context communication requires time. 
Factors such as trust, relationships between friends and family members, personal 
needs and difficulties, weather, and holidays must be considered. An example of this 
kind of communication in organizations is the Japanese practice of long hours of 
socializing after work. 
 
In low-context cultures, the circumstances surrounding an event do not warrant 
attention. Instead, the parties involved focus on objective facts that are conveyed.  
Consequently, interactions in low-context cultures are characterized by speed and 
efficiency. 
 
PowerPoint Slide #19 (Five Dimensions of Human Activity), PowerPoint Slide #20 
(The Four Spaces), PowerPoint Slide #21 (Marking Time), and PowerPoint Slide 
#22 (Patterns of High/Low Context in Various Cultures) are available for use. 
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Step 5 
 
Hall has identified a number of dimensions of human activity, five of which are crucial to 
understanding cultural differences in organizations: 
 
1. Association: Our relationships with others. The preferred way of relating. 
 
2. Interaction: The verbal and non-verbal communications with others, i.e. gestures, 

silence, touching, use of humor, knowing appropriate topics of conversation, etc. 
 
3. Territoriality: Hall points out that people have several kinds of space "around 

them." Here is, briefly, what he has to say about each kind of space: 
 

 Intimate Space. This is our most private area. It lies within inches or 
centimeters of our body. We normally reserve this space for activity of the most 
intimate kind. 

 

 Personal Space. This is usually a range of a meter or yard or two. It is space 
into which we allow intimates and close friends and in which we discuss 
personal matters. 

 

 Social Space. This is the distance in which we are usually comfortable 
conversing and working with acquaintances or colleagues while transacting 
impersonal business. It is roughly one to three meters or yards. 

 

 Public Space. This is the range beyond social space. It extends out as far as it 
might be possible for us to recognize and interact with others in some way. 

 
4. Temporality: How we view time. Some cultures count time by the pulsing of a 

digital watch. They see time like money or some other commodity that can be 
used, saved, spent or squandered. Others see only the rhythm, or cycles of 
growth of people or things. 

 
5. Learning: What knowledge and skills are developed and how they are 

transmitted. 
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Hall has identified patterns of high/low context in nationality groups and in urban/rural 
groups. Additional research and literature document the applicability of the same 
framework to gender groups. It should be noted that these patterns reflect cultural 
tendencies rather than stereotypes. They do not apply to all members of a group. 
 

HIGH MEDIUM MEDIUM-LOW LOW 

Latin America Greece United States Scandinavia 

Asia France  Germany 

Africa Italy   

 Spain   

 Middle East   

 Women Men 

 Rural Urban 

 
Within a country, there may be a number of "micro cultures." In Switzerland, for 
example, the German, Italian, and French ethnic groups have distinct cultures. In 
Canada, the same is true of the French and English. In the United States, assimilation 
has traditionally been necessary in order to gain economic power and middle-class 
status. Members of groups that are economically separate from the dominant society, 
such as people of color and white women, either have retained some cultural 
differences or have become bicultural -able to function in the mode of the dominant 
culture as well as in that of their own micro cultures. The current trend toward honoring 
diversity may mean that members of micro cultures will assimilate to a lesser degree 
than they previously did. 
 
The Cultural-Context Inventory was developed as a tool for increasing understanding of 
one's own culturally based behavior at work as well as the behavior of others. It helps 
individuals to identify ways in which they are similar to or different from others but also 
points out the need to develop effective ways of managing interpersonal differences. It 
is useful in developing understanding of the broad dimensions of cultural differences. 
 
Step 6 
 
Distribute Handout #10 (Cultural Context Inventory) to participants. Allow 10 to 12 
minutes for completion of the Inventory. Emphasize that the best way to complete the 
instrument is to focus on one's preferences or what makes one most comfortable. Then 
have participants transfer their numbers to the appropriate blanks on the scoring sheet 
that is attached to the inventory. 
 
Step 7 
 
After all respondents have completed and scored the Inventory, distribute Handout #11 
(Cultural Context Inventory Characteristic Sheet). 
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Step 8 
Form three groups: 
 

 those whose high-context (HC) scores are considerably higher than their low-context 
(LC) scores, 

 those whose LC scores are considerably higher than their HC scores, 

 those whose HC scores and LC scores are close or approximately equal. 

 
(In order to avoid labeling, give no specific numerical scores for determining how to 
assemble into groups. Instead, divide the group into thirds based on their scores, 
ensuring that each group has enough members to facilitate a useful discussion.) 
 
Ask the groups to discuss their responses to questions such as these, using 
PowerPoint Slide #23 (Cultural Context Discussion): 
 

 How has membership in various cultural groups influenced your behavior? 

 How do you feel and behave with someone from a different culture? 

 What are the drawbacks of your own high- or low-context orientation? What are the 
advantages? 

 What are some of the challenges that you face in working with those whose scores 
are very different from your own? How might you meet some of those challenges? 

 What are some benefits of working with those whose scores are very different from 
your own? How might you capitalize on those benefits? 

 
Step 9 
 
Ask representatives from each of the three groups to share their responses to the 
questions. 
 
Step 10 
 
Distribute Handout #12 (General Principles of Effective Cross Cultural 
Communication) as a summary for this section. 
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Section V: Taking Action 
 
Estimated Length of Time: 
1 hour, 30 minutes 
 
Performance Objectives: Participants will be able to: 

 Cultural Diversity Continuum and the need to progress 
 
Method of Presentation: 
Lecture, group exercises and discussion 
 
Materials Needed:  

 Flipchart stand 
 Flipchart paper 
 Colored markers 
 PowerPoint Presentation 
 Overhead projector and screen or laptop, LCD projector, and screen 
 "What’s In It For Me” flip charts 
 Cultural Sensitivity Kits 
 Appendix #2: The Diversity Taskforce Brochure 
 Handout #8: Privilege, Pride and Prejudice:  Cycle of Prejudice & 

 Oppression (Revisited) 
 Handout #13: Characteristics of an Ally 
 Handout #14: Cultural Sensitivity Kit 
 Handout #15: How Do You Relate to Various Groups of People in Society? 
 Handout #16: Cultural Diversity Continuum 
 Handout #17: Action Plan 
 Handout #18: References 
 PowerPoint Slide #24: What Would I Give Up? 
 PowerPoint Slide #25: Percent Minority of the U.S. Population 
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Section V: Taking Action  
 

Step 1  
 
Divide participants into small groups of four to five individuals. Ask participants to locate 
Handout #8 (Privilege, Pride and Prejudice: Cycle of Prejudice & Oppression).  
Briefly review and ask participants to reflect on this concept while each group explores 
the questions located on PowerPoint Slide #24 (What Would I Give Up?), ensuring 
that everyone has an opportunity to speak: 
 
Tell each group to appoint a spokesperson. 
 
At the end of about 10 minutes, reconvene the large group and ask the spokesperson 
for each group to share insights from his/her group's discussion. 
 
Step 2 
 
One of the ways that we can do something about all of the issues that have been 
discussed through the day is to be an ally. An ally is someone who advocates against 
prejudice towards and oppression of a population. Ally behaviors are tactics for directly 
responding to incidents of prejudice or oppression. 
 

Trainer Note: Ask participants who are able, to stand up after each of the following 
statements if it is true for them. Read a statement, ask them to stand if it is pertinent, 
then ask them to sit down after each statement. 

 

 Please stand if you have ever been the target of a prejudiced remark or action. 

 Please stand if you have ever been told that a prejudiced remark was "just a joke." 

 Please stand if you have ever been a bystander when someone made a prejudiced 
remark. 

 Please stand if you have ever witnessed a prejudiced remark or action and not 
known what to say. 

 
Prejudice is a part of everyone’s life and each one of us has plenty of opportunity to 
become an ally. Being an ally takes lots of forms. It may be simply not laughing at a 
derogatory joke, or calling harassment when we see it. We are allies whenever we 
intervene, however subtly, using whatever power we have, to move the situation 
forward. 
 
Acting as an ally can be tricky business. There is a fine line between being an effective 
ally and taking over someone else's struggle. The challenge is to know how much to sit 
back and watch and when to leap into action. It is a delicate balancing act. But, when 
we are members of a majority group, we do have a great power to intervene in the 
actions of other people who are in our group. 
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For example, whites will sometimes be listened to by other whites on the topic of racism 
when a person of color could not be heard.   
 
A heterosexual who publicly supports expanded partner health benefits may be greeted 
with less skepticism than a lesbian speaking on her own behalf. 
 
Allies often fear "doing it wrong." We may be prepared to act, but confused about what 
to do. Nonetheless, you do not need the perfect answer in order to make an impact.  
Simply breaking the silence, even awkwardly, is powerful, and it is often a relief to 
others too. 
 
Dr. Cornel West, author of Race Matters, talks of empathy as the expansion of one's 
horizons and imagination to the point of putting yourself in the other person's shoes. To 
do so, we have to step out of our own shoes – step outside of our selves not self – 
righteously, but self-critically. We need the courage to attack our own convictions. And, 
we need to remember that we are a part of something bigger than we are. 

 
Step 3 
 
Distribute Handout #13 (Characteristics of an Ally) and review. Ask participants to 
consider which characteristics they possess and which characteristics they feel that 
they could work towards. This does not require a response, unless someone feels 
comfortable sharing. 
 
Step 4 
 
Cultural Sensitivity Kits contain the items listed on Handout #14 (Cultural Sensitivity 
Kit) placed in a plastic Ziploc-type clear plastic bag. The kits should be put together in 
advance and given to participants at this time, along with a copy of Handout #14 
(Cultural Sensitivity Kit). Assign the eight pieces of the Kit, according to Handout #14 
(Cultural Sensitivity Kit), to eight participants. The first participant chosen, for 
example, would state that a button reminds you to "button your lips" to keep from saying 
hurtful things about others.   
 
Step 5 
 
Distribute Handout #15 (How Do You Relate to Various Groups of People in 
Society?) to participants and ask them to complete it individually. 
 

Trainer Note: When participants are finished completing the handout, explain to 
participants that it is understood that this is certainly not an exhaustive list and may not 
be not a current/accurate cross section of each of the categories; however it can give 
them a general sense of where they may be hindered in providing quality service.   

 
Conduct a large group discussion on the participants' findings and feelings. 
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Step 6 
 
Acknowledging one's values may show that one has or would have a difficult time 
working with members of a particular group. Cultural competence, however, requires 
that we look honestly at our values and understand how they may impact upon our 
effectiveness in cross-cultural situations.   
 
The Cultural Diversity Continuum assists in identifying our current levels of functioning 
and describes the steps that need to be taken to increase one's level of proficiency. 
 
Distribute Handout #16 (Cultural Diversity Continuum).   
 
Cultural Destructiveness is at the lowest level of the Continuum.   
 

 It is represented by attitudes, policies, and practices that are destructive to cultures 
and the individuals within the culture 

 At this level, cultural genocide is actively promoted 

 
Cultural Incapacity is the second lowest level of the continuum. 
 

 At this level, individuals do not intentionally seek to be culturally destructive, but lack 
the capacity or willingness to help minorities 

 The system remains extremely biased; believes in racial superiority of the dominant 
group; maintains paternal posture toward what it views as "lesser cultures" through 
discriminatory hiring practices and promotions 

 The system supports segregation as desirable policy 

 The system enforces cultural policies and maintains stereotypes 

 Individuals disproportionately allocate resources 

 Individuals discriminate on the basis of whether people of target groups "know their 
place" 

 
Cultural Blindness is the midpoint on the Continuum. At this level, individuals: 
 

 Believe that color or culture make no difference 

 Believe that helping approaches traditionally used by the dominant culture are 
universally applicable 

 Ignore cultural strengths, ignore assimilation and isolate those who do not assimilate 

 View minorities as culturally deprived 

 
 
At the Cultural Pre-Competence level, an individual: 
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 Attempts to improve some aspect of services 

 May believe that the accomplishment of one goal or activity fulfills their obligation to 
diverse communities, but does explore how to serve diverse communities more 
effectively 

 Often lacks information on possibilities and how to proceed 

 
Cultural Competence is characterized by: 
 

 Accepting and respecting differences 

 Engaging in continuous self-assessment 

 Expanding cultural knowledge and resources 

 Paying attention to the dynamics of differences to better meet consumer needs 

 Seeking advice and consultation from diverse communities 

 Committing to policies that enhance services to diverse clientele 

 
At the highest Cultural Proficiency level: 
 

 An individual holds culture in high esteem 

 An individual seeks to add to the knowledge base 

 The organization advocates for cultural competence throughout the system 

 
It is extremely important that child welfare professionals become more aware of where 
they are on this continuum and make a conscious effort to progress. Display 
PowerPoint Slide #25 (Percent Minority of the U.S. Population). Race is certainly 
not what defines culture; however these statistics provide a good picture of how diverse 
our nation is becoming and demand that we, as child welfare professionals, strive to 
become more culturally competent. The U.S. Census Bureau estimates that in 2008, 
34% of the U.S. population was made up of minorities. The U.S. Census Bureau 
expects that by 2023, the population of minority children in the U.S. will increase to 
50%. And will reach 62% by 2050.  While this is very exciting, it stresses the importance 
of our child welfare system and child welfare professionals becoming more culturally 
competent.   
 
Of great concern at this time is the gross disproportionality that we see in child welfare.   
According to a report written by Robert B. Hill and published by Casey-CSSP Alliance 
for Racial Equity in the Child Welfare System, more than 50 percent of children in foster 
care are children of color, yet hard evidence shows that parents of color are no more 
likely to abuse their children than white parents. When we compare this figure to the 
current percentage of children in our nation who are considered minorities, which is 
approximately 40 percent, we begin to realize the gravity of the situation. When we 
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consider the projections from the U.S. Census Bureau, the consequences of the Child 
Welfare System and child welfare professionals continuing along this path are 
devastating.   
 
Step 7 
 
Form small groups of four to five individuals each. Provide each group with a blank 
sheet of flip chart paper and markers. 
 
Allow about 5 to 10 minutes for each group to brainstorm a list of ways that they can 
improve the quality of services received by the families with whom they work. The list 
should include action steps that they as individuals can perform or incorporate into their 
own casework practice. Each group should list their ideas on the flip chart sheet and 
identify a spokesperson to report out at the end of the activity.   
 
Step 8 
 
Reconvene the large group. Rotate among the small groups, have each group post their 
idea list and report out. 
 
Casey Family Programs identified key component areas of child welfare agency work 
that they feel must be addressed to eliminate disproportionality and disparities in 
outcomes. Under these component areas, they identified steps to accomplishing these 
goals. Listed below are several of those steps that child welfare professionals can take 
at an individual level to help eliminate disproportionality and disparities in outcomes. 
 

Trainer Note: If participants wish to see the entire list, they can locate in “Casey’s 
Breakthrough Series Collaborative on Reducing Disproportionality and Disparities for 
Children and Families of Color In the Child Welfare System.” This document can be 
downloaded from their website at www.casey.org.   

 

 Actively identify and engage the family’s informal networks of support to care for and 
protect children in their communities. 

 Identify, engage, and raise awareness of the issue of disproportionality and disparity 
of outcomes with community service providers, partners, leaders, and emerging 
leaders. 

 Educate mandated reporters regarding cultural and racial differences in childrearing 
and how this is related to child maltreatment laws and their reporting responsibilities. 

 Understand your own racial and cultural identities and the impact that assimilation 
and internalized racial oppression have on your work with families. 

 Make an effort to understand and let your practice reflect the need for continued 
family connections and the impact of placing children and young people in situations 
where their language and cultural heritage is not understood. 

 Seek ongoing support, training, and preparation for working with parents, children, 

http://www.casey.org/
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youth, communities, and tribes using child welfare core competencies including 
culturally appropriate interviewing, the use of genograms, ecomaps, family group 
decision making, and other culturally respectful and inclusive planning and decision 
making tools and practices. 

 Assure that contract providers demonstrate culturally competent practice. 

 Engage parents, youth, children, kin, tribes, and others who are significant in the life 
of the child and family as partners who shape case planning and decision-making in 
ways that build upon cultural strengths and acknowledge the impact of structural 
racism on family outcomes at all decision points. 

 Utilize family team building processes to build the capacity of parents/kin and youth 
to participate in every decision related to their situation and to advocate on their own 
behalf to sustain the safety and well-being of their children and families. 

o Fully share information with the family about: 

 An agency’s assessment of child safety and family capacity 

 An availability of agency and community based supports and services 

 An agency’s commitment to continuity in family, community, and tribal 
relationships 

 Consequences of the agency’s intervention 

 Fully share information about the rights, responsibilities, and expectations of 
parents, children, youth, the agency, and the court. 

 Utilize placement and reunification strategies that work to maintain, honor, and 
support relationships and connections between parents, siblings, children, kin, and 
significant others. Give priority to kinship placements when placement is necessary. 

 
Step 9 
 
Distribute Handout #17 (Action Plan) to participants and ask each person complete it. 
 
Step 10 
 
Review the "What’s In It For Me” flip charts that were completed at the beginning of the 
training to determine if there are any remaining issues to address or to refer to other 
resources. 
 

Trainer Note: The training may be ended with a diversity reading of the trainer’s choice.  

 
Step 11 
 
Distribute Appendix #2 (The Diversity Taskforce Brochure) and Handout #18 
(References) and ask participants to complete the evaluation at this time. 


