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ABSTRACT

OBJECTIVE: Health-related academic units need to be culturally competent to meet workforce
needs for culturally competent personnel and to establish effective academic-practice linkages.
This study was designed to test the content validity of a model, developed from a literature
review, for organizational cultural competence of health-related academic units.

METHODS: An expert panel convened as a virtual team to provide input on domains and
criteria statements that are important and relevant for academia. An iterative process was used as
a series of large and small group telephone conferences and e-mail comment period.

RESULTS: Over a 4-month period, the expert panel revised, deleted, and added domains and
criteria statements. Twelve domains with 73 criteria statements were identified and categorized
as: Organization & Administration; Personnel; Community & Environment; Curriculum &
Experiential Practice; Research; and Technical Skills & Consultation.

CONCLUSION: A model for organizational cultural competence of health-related academic
units is proposed. Although further validation is needed, this research begins to establish content
validity for the evolving model and establishes the beginning of a foundation to develop an
organizational self-assessment tool for academic units to assess and enhance their cultural
competence.
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PREFACE

The format of this thesis is included here. The thesis consists of two parts and an appendix. Part |
includes an introduction, literature review, and statement of the research question. Part 11 consists
of a manuscript for publication. The Appendix consists of detailed project methods, including the
original and evolving model throughout different stages of the research project.
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Introduction

The demographics of the United States population are becoming more diverse in terms of race
and ethnic origin, and the population as a whole is aging. [1, 2] Health disparities have been
documented among those who have health-related differences based upon race, ethnicity, age,
education, socioeconomic status, and other cultural factors.[3] National initiatives have been
designed to decrease health disparities in the short term and to address the changing
characteristics of the population over the next several decades. A 2003 report by the National
Academy of Sciences, Institute of Medicine recommends that health-related academic systems
provide cross-cultural educational opportunities to students who will become future health care
professionals.[4]

Academic settings can provide cross-cultural educational opportunities that help students
develop understanding, knowledge, and skills related to providing equal health care services for
all people. In addition, health-related academic units can establish organizational components,
such as policies, programs, and activities, to provide cross-cultural opportunities to students.

The term cultural competence has been used to describe how an individual perceives,
understands, and communicates with other people who differ from this individual in race,
ethnicity, income, education, age, gender, language, religion, worldview, or other
characteristics.[5, 6] Organizational cultural competence describes how organizational
components affect the cultural competence of the institution’s individuals, programs, and
activities.

On an organizational level, there are a few proposed models for assessing the organizational
cultural competence of health service delivery systems. Health service delivery systems can be
viewed as analogous to health-related academic units in that health service delivery systems
provide services as medical treatments to patients just as academic units offer services as
education to students. However, due to the differences between health service delivery systems
and academic departments, there exists a need for a validated model that can be used to assess
and identify the assets and deficiencies of an academic department in terms of its organizational
cultural competence. Assets cannot be built upon and deficiencies cannot be corrected without
going through a process of assessing the existing resources and identifying priorities.

The ultimate goal of this project is to enhance the cultural competence of post-secondary
students by impacting the cultural competence of health-related academic units. A validated
model for organizational cultural competence will be useful to describe how health-related post-
secondary academic departments or units have defined and implemented policies, practices, and
curricula that promote cultural competence among departmental faculty, staff, and students. The
assessment can help identify organizational strengths and weaknesses that can be used in
developing a plan to enhance the cultural competence of the academic unit.
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An organizational cultural competence self-assessment tool was developed in 2004 by University
of Tennessee Department of Nutrition faculty and students.[7] This tool defines 11 cultural
competence domains that refer to the governance, structure, personnel, environment, activities,
and outreach of a post-secondary health-related academic unit. Each domain includes statements
that set criteria for competency within that domain. Using the University of Tennessee “Manual
for Self-Assessment of Cultural Competence of an Academic Department or Unit” as a
foundation, the purpose of this project was to:

e validate the domains of a model that describes the organizational cultural competence of
a health-related post-secondary academic department or unit;

o validate the criteria statements associated with each domain in the model; and
revise the model by adding, deleting, or modifying domains and criteria statements based
upon the validation process.

This was accomplished by convening an expert panel via a series of four teleconferences. Using
an initial visual-teleconference (phone conference supplemented with a PowerPoint presentation)
and rounds of telephone conferences, this project validated the domains and criteria statements
needed for such a model.

Literature Review

DEMOGRAPHIC CHANGES

The United States population is becoming more diverse by race and ethnic origin. According to
the 2000 Census, non-Hispanic whites accounted for nearly 70% of the U.S. population.
Population projections suggest that by 2050, the proportion of non-Hispanic whites in the U.S.
population will decrease to about 50%, while population increases will occur among black,
Asian, Hispanic, and other racial and ethnic groups.[1] This population shift is projected based
on the higher fertility rates of all groups other than non-Hispanic whites. The expected shift takes
into account the births projected from net immigration since 1992.[2] Additionally, the
population as a whole is becoming older as a result of the aging Baby Boom generation born
between 1946 and 1964.[2] As these changes occur, health service delivery systems must
become more competent in delivering effective health care to individuals across all segments of
the population.

HEALTH DISPARITIES

Cultural factors such as race, ethnicity, and socioeconomic status impact health status. Research
documents that chronic disease risks such as heart disease and diabetes are increased in certain
segments of the population more than others.[8-10] For example, the prevalence of diabetes in
2005 was found to be over two times higher in the American Indian or Alaskan Native
population (101 cases per 1,000 people in the population) than among the white non-Hispanic
population (49 cases per 1,000 people in the population).[9, 11] Also, the black non-Hispanic
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population had a significantly higher prevalence of diabetes (84 cases per 1,000 individuals in
the population) than the white non-Hispanic segment.

Studies show that the existence of health disparities relates to the accessibility, quality, and
affordability of health care services.[11-13] In 2005 the white non-Hispanic population had
significantly more health insurance coverage (88%) compared to all other segments of the
American population, especially American Indian or Alaskan Native (68%).[11] Also, lack of
health insurance coverage was three times higher in poor/near-poor populations compared to
those in middle/high-income populations. In 2003 Asian, Hispanic or Latino, and black non-
Hispanic segments were significantly less likely than the white non-Hispanic population to have
an ongoing source of medical care and a usual primary care provider.[11, 12]

NATIONAL INITIATIVES TO ADDRESS HEALTH DISPARITIES

Healthy People 2010 is a national initiative between federal and state health agencies,

businesses, and community organizations that details goals and objectives for improving the
health of the American population. In response to documented discrepancies in the quality of
health care across different racial and ethnic segments of the population, Healthy People 2010 set
the following goal: “To eliminate health disparities among different segments of the population,”
which include differences by gender, race, ethnicity, education, income, and disabilities among
others.[3]

The National Academy of Sciences, Institute of Medicine [4] assessed differences in the ways
that medical care services are provided based upon racial and cultural differences, evaluated
factors related to existing health disparities, and proposed recommendations for eliminating
health disparities. Among many recommendations, the study’s report proposed that health-
related educational systems provide cross-cultural educational opportunities for students so that
future health professionals are prepared to provide equal treatment for all people and address the
factors that contribute to the problem of health disparities.

DESCRIPTION OF CULTURAL COMPETENCE

The term cultural competence has been used to describe how an individual perceives,
understands, and communicates with other people who differ from this individual in race,
ethnicity, income, education, age, gender, language, religion, worldview, or other
characteristics.[5, 6] In health-related professions, health care practitioners, educators, students,
and researchers must acquire knowledge of existing health disparities,[6, 14] understand cultural
differences among people regarding beliefs about illness and health care practices,[14, 15] and
study physiological differences related to disease risk factors and medical treatment [6, 14] so as
to improve health outcomes for individuals within all population groups. Also, cultural
competence in health care refers to an individual’s attitude toward providing accessible, equal,
and effective health care for all people.[16]
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ORGANIZATIONAL CULTURAL COMPETENCE

Cultural competence can be practiced at both individual and organizational levels. Individual
cultural competence refers to the provision of culturally appropriate care by specific health care
practitioners. In contrast, organizational cultural competence is a term used to describe the effect
of organizational components on the cultural competence of the institution’s individuals,
programs, and activities. Cross et al. describe cultural competence as “a set of congruent
behaviors, attitudes, and policies, that come together in a system, agency, or among professionals
and enable that system, agency, or those professionals to work effectively in cross-cultural
situations.”[17 (p13)]

Health care service systems and health-related academic institutions have the potential to
improve the cultural competence of individuals such as personnel and students by making their
organizations more culturally competent. For example, a university comprises individuals and
academic departments that influence the attitudes, activities, and competencies of its personnel,
including faculty, staff, and students. As such, organizational components related to
administrative policies, governance, cultural characteristics of personnel and students, curricula,
outreach, and other activities establish an environment in which students can learn about
competencies needed to work in health care systems.[7]

In health service delivery, competent health care practitioners deliver effective care to patients
when the health organization ensures that practitioners deliver appropriate services. In academia,
a similar phenomenon occurs. When faculty members are encouraged to cultivate competencies
that reflect the academic unit’s organizational priorities, students gain knowledge and skills that
reflect the competencies of both the faculty and organization.[18] Additionally, students can
experience how educators, staff, and academic programs model competencies, affording students
the opportunity to use their experiences to inform future health care practice.

MODELS FOR ORGANIZATIONAL CULTURAL COMPETENCE IN ACADEMIA

A literature review was conducted in search of models that relate to organizational cultural
competence in health-related academic programs. Only one model was found in the literature
that fit this description [7]. This model for organizational cultural competence in health-related
academic departments was developed at The University of Tennessee, Knoxville in 2004 and is
the model upon which this research project is based.

Because no other organizational cultural competence models for academic units were found, a
literature review was conducted to find models that relate to organizational cultural competence
in health care delivery systems. Several models or frameworks were found that describe and
assess the organizational cultural competence of health service delivery systems. The differences
among models demonstrate that no consensus exists on the necessary components of
organizational cultural competence for health service delivery agencies. However, each study
describes how organizational cultural competence models or frameworks were validated.
Because the purpose of this project was to validate a model for a health-related post-secondary
academic unit, it was important to understand how such a validation has been accomplished for
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health service delivery systems. The following literature review defines the key components of
different models for organizational cultural competence and illustrates methods for validating
each model.

ORGANIZATIONAL CULTURAL COMPETENCE IN HEALTH SERVICE DELIVERY
SYSTEMS

Culturally and Linguistically Appropriate Services (CLAS) standards

In 1999 the Office of Minority Health (OMH) in the U.S. Department of Health and Human
Services published draft standards for health care organizations to provide culturally and
linguistically appropriate services (CLAS) in the hope of eliminating the cultural and language
barriers that lower the quality of health care. CLAS standards were developed over a three-year
period to provide recommendations for health providers to make their services culturally and
linguistically accessible to all clients. Out of a total of 14 standards, 4 are federally mandated, 9
are recommended, and 1 is optional. CLAS standards are grouped into three categories:
culturally competent care, language access services, and organizational supports for cultural
competence.[19] Although CLAS standards do not describe a comprehensive model for
organizational cultural competence, they provide a foundation for helping health service
organizations recognize and remove the cultural and language barriers that lower health care
quality.

Validation process of CLAS standards

The CLAS standards were developed using a process whereby literature was reviewed to
compile content. An advisory committee coded cultural and linguistic competencies to fit within
specific themes.[14] In the second stage, stakeholders consisting of individuals and
representatives of health care-related organizations reviewed the standards and submitted their
comments and recommended revisions during a public comment period. The project team
revised the CLAS standards based upon recommendations from an advisory committee and the
public comment process.[14]

CLAS standards provide a theoretical framework for health agencies to follow when
implementing health care services. However, this framework does not specifically address
criteria for assessing CLAS standards or describe how they are practiced in health organizations.
Thus, one study built upon the CLAS standards to develop a framework for assessing cultural
competence in health care. Additionally, two studies were conducted to operationalize the CLAS
standards by converting the theoretical framework into specific structures and processes that give
rise to a culturally competent health care delivery system. The following three studies sponsored
by the U.S. Office of Minority Health (OMH) show how an organizational cultural competence
framework can be applied in health service delivery systems.

Study that developed an organizational cultural competence assessment framework

The Health Resources and Services Administration (HRSA) sponsored a study [20] through the
OMH that developed a framework for assessing organizational cultural competence in health
care delivery organizations. A literature review was used to develop a preliminary assessment
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framework. In a second stage, a technical expert panel (n=9), key informants (n=14), and
committee workgroup (n=8) revised the model using an iterative process. This model was
revised during a third stage using input from site visits to health organizations (n=7) in addition
to further revision by the expert panel, key informants, and workgroup. The framework consists
of 7 domains that characterize organizational cultural competence as governance,
communication, staff development, and health services/interventions, among others. Each
domain includes focus areas and indicators. Indicators describe competency within each focus
area and domain (Table 1). For the purposes of this literature review, this framework is
considered a model consisting of domains, focus areas, and indicators.

Study that operationalized CLAS standards in managed care organizations (MCOs)

Coinciding with the development of the CLAS standards, another study [21] attempted to
operationalize the CLAS standards by assessing how they were practiced in managed care
organizations (MCOs). Using a literature review, the project team (n=5), staff members at the
Office of Minority Health (n=unlisted), and an expert panel (n=13) developed a basic model of 8
assessment domains that describe organizational cultural competence in terms of governance,
policies, staff training, and patient care, among others. Each domain is subdivided into key
elements and further separated into variables that describe competence for that domain (Table 2).

The model of assessment domains was adapted into an organizational cultural competence self-
assessment tool consisting of three questionnaires designed for executives and staff personnel.
The content of the self-assessment tool was pilot tested by staff members at 3 MCOs to validate
this instrument. Subsequently, the questionnaires were administered among executives and staff
members of 77 MCOs.[21] In terms of this current literature review, the domains, key elements,
and variables of the MCOs self-assessment tool can be viewed as a preliminary model for
organizational cultural competence.

Study that operationalized CLAS standards in local public health agencies (LPHAS)

In a second study that operationalized CLAS standards, the organizational cultural competence
of local public health agencies (LPHAS) was assessed. Using literature review and lessons
learned from the MCOs study, an expert panel (n=9) and project advisory group (n=4) reviewed
the conceptual framework for delivering culturally and linguistically appropriate health care in
the MCOs study and revised it for use in LPHAs. Similar to the MCOs conceptual framework,
this model includes domains, key elements, and variables for assessing organizational cultural
competence. Table 3 presents the domains, key elements, and number of variables that assess
competence within each key element.

Organizational competence model in mental health service delivery

In another set of studies, Siegel et al. [23-25] developed an organizational cultural competence
framework for delivering behavioral health services. In this framework, culturally competent
health services are defined across three different organizational levels: administrative operations;
health service delivery entities; and staff knowledge of organizational procedures for providing
culturally appropriate health care.[25] This framework details the organizational structures
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Table 1. Organizational Cultural Competence Assessment Framework [20]
Domain Focus areas (n indicators within each focus area)

Organizational Values Leadership, investment and documentation (11)

Information/data relevant to cultural competence (8)

Organizational flexibility (2)

Community involvement and accountability (5)

Board development (1)

Policies (1)

Client, community and staff input (7)

Plans and implementation (2)

Collection and use of cultural competence-related
information/data (6)

Communication ¢ Understanding of different communication needs and
styles of client population (11)

Culturally competent oral communication (10)

Culturally competent written/other communication (6)

Communication with community (2)

Intra-organizational communication (3)

Training commitment (10)

Training content (6)

Staff performance (5)

Financial/budgetary (3)

Staffing (8)

Technology (3)

Physical facility/environment (1)

Linkages (4)

Client/family/community input (6)

Screening/assessment/care planning (7)

Treatment/follow-up (10)

Governance

Planning and
Monitoring/Evaluation

Staff Development

Organizational
Infrastructure

Services/Interventions
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Table 2. CLAS Standards Operationalized in Managed Care Organizations (MCOs) [21]

Domains Key elements (n variables within each key
element)
Organizational Governance e Governing boards, committees and positions (7)
e Organizational structure (0; includes description
of organizational type only)
CLAS Plans & Policies e Corporate planning (5)
e Corporate policies (12)
Patient Care e Assessment and treatment (3)
e Materials and environment (2)
Quality Monitoring & e Tracking system (6)
Improvement e Needs assessment (NA) and evaluation (9)
Management Information e Members (6)
Systems e Staff (5)
Staffing Patterns e Staff diversity (3)
e Staff recruitment, retainment, and promotion (3)
Staff Training & Development | e Diversity training programs (13)
o Staff development (4)
Communication Support e Translation services (9)
e Interpretation services (10)
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Table 3. CLAS Standards Operationalized in Local Public Health Agencies (LPHAS) [22]

Domains Key elements (n variables within each key
element)
Organizational Governance e Governing boards, committees and positions
()

e Organizational structure (2)
CLAS Plans & Policies e CLAS planning (5)

e CLAS policies (17)
Culturally Inclusive Health Care | e  Assessment and treatment (4)
Environment and Practices e Materials and environment (6)
Quality Monitoring & e Tracking system (9)
Improvement e Needs assessment and evaluation (9)
Management Information e Clients (8)
Systems e Staff (5)
Staffing Patterns e Staff diversity (3)

e Staff recruitment, retainment, and promotion

()

Staff Training & Development e Diversity training programs (16)
o Staff development (6)
Communication Support e Translation services (14)

e Interpretation services (16)

needed, processes for implementation, and outcomes that should be achieved to demonstrate
organizational cultural competence.

Validation process

Using a literature review to develop the conceptual model, this framework incorporates 6
domains that include: Needs Assessment, Information Exchange, Services, Human Resources,
Policies and Plan, and Outcomes. Each domain is subdivided into domain factors describing
cultural competency content areas. Each domain factor consists of indicators and performance
measures. Indicators describe competencies within each domain and performance measures
quantify each of these competencies. A 6-member project steering committee drafted and
compiled the framework of domains, indicators, and performance measures. This framework was
presented to an expert panel of 12 individuals who tested the content validity of it. Expert
panelists were selected on the basis of representing different cultural groups and professional
fields. The project committee and expert panel were selected according to their professional
expertise in four mental health disciplines and additional fields, such as medical anthropology,
cultural competence, and patient advocacy.[24] The content validity of the framework was tested
by having the panel members consider the relevancy of each domain factor to cultural
competence, the validity of each indicator to describe domain factors, and the specificity of each
domain factor to address cultural competence, among others.[23] The expert panel deleted,
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modified, and added indicators and performance measures. Subsequently, face validity of the
framework was tested by having focus groups comment on the list of domains and measures and
propose revisions and additions. Focus groups were composed of multicultural individuals
(n=134) who were consumers, family members, advocates, and providers of health care delivery
services. After focus groups were conducted, the expert panel finalized the domain content and
produced a list of domains, domain factors, indicators, and performance measures.

In Phase Il of the project, the expert panel reduced the number of performance measures from
231 to 85 using a Delphi-like process to reach consensus among panel members. Performance
measures were reduced using criteria of “importance to the implementation of cultural
competence,” among others. Performance measures then were grouped into 12 categories to
describe the areas in which they relate to organizational cultural competence. Table 4 lists the
categories within which each of 85 total performance measures are contained.

As in Tables 1-4, the categories of performance measures in Table 4 may be viewed as domains
of a model for organizational cultural competence in a health service delivery system. These four
models have structural similarities in that they all consist of domains and elements that describe
competency within each domain. The next section will describe further similarities and
differences among these four models.

SUMMARY OF LITERATURE REVIEW
Comparison between organizational cultural competence frameworks (models) in health
service delivery systems

The HRSA study that developed an assessment profile provides the basis of a model for
describing cultural competence in health service organizations.[20] This framework includes

Table 4. Categories of Performance Measures in Mental Health Service Delivery (Siegel et al.)
[23-25]

Categories of performance measures in Phase |1
l. Commitment of Organization to Cultural Competence

Il. Integration of Cultural Competence within Organization

I1l. | Activities Related to Cultural Competence in Organizational Components
IV. | Cultural Competence Advisory Committee

V. Knowledge of Cultural Needs of Target Population/Population Area
VI. | Knowledge of Cultural Needs of Service Users

VII. | Linguistic Capacity

VIII. | Services

IX. | Cultural Competence Training and Education

X. Recruitment, Hiring and Retention

XI. | Outcomes

XI1. | Consumer and Family Education

11
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domains, focus areas, and indicators that are similar to the structure of a model. The two studies
[21, 22] that operationalized CLAS standards in MCOs and LPHAs validated the content of a
self-assessment tool, not a model for organizational cultural competence in health care settings.

However, the self-assessment tools validated in the operationalization studies were developed
using a conceptual framework with domains, key elements, and variables that resemble the
structure of a model. Similar to the conceptual frameworks used to develop the assessment
profile and to operationalize CLAS standards, the framework for organizational cultural
competence in mental health service delivery systems by Siegel et al. provides domains, domain
factors, indicators, and performance measures. When comparing the Siegel framework to the
assessment profile and to the conceptual frameworks for assessing CLAS in MCOs and LPHAs,
all have domains that are divided into sub-domains referred to as focus areas, domain factors or
key elements, respectively. Also, all of these frameworks have criteria statements for assessing
organizational cultural competence within each domain, referred to as indicators in the
assessment profile, variables in the CLAS-related studies, and indicators/performance measures
in the Siegel study. However, the framework for cultural competence in mental health service
delivery systems is different from the studies that assessed CLAS in MCOs and LPHAs in that it
is a model for implementing organizational cultural competence, not a self-assessment tool.

Thus, the conceptual frameworks for assessing CLAS in MCOs and LPHAs and for
implementing a culturally competent mental health delivery system provide insight into the
appropriateness and relevance of domains and criteria statements needed in a health-related
model for organizational cultural competence. Because organizational cultural competence
frameworks and models share structural characteristics, the two words here are considered
synonymous.

Organizational cultural competence in health service delivery vs. academic settings

Organizational cultural competence frameworks in health service delivery systems and a model
for organizational cultural competence in a health-related post-secondary academic department
are similar in that they both describe cultural competence in relation to organizational structure,
governance, policies, plans, and priorities. Also, both involve current or future health care
professionals and cultural competence training for personnel.

The major difference between organizational cultural competence frameworks of health service
delivery settings compared to academic settings is that although some health-related academic
units may provide health care services to patients, many do not. In addition, the primary service
users of academic units are students, whereas those who use health service delivery systems are
patients. Lastly, in academic settings, cultural competence training is provided both to personnel
and service users (students), whereas in health service delivery settings, cultural competence is
promoted among personnel but not service users (patients).

12
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A review of the literature finds models related to organizational cultural competence in health
service delivery systems. Similarities among health service delivery and academic settings
inform a model for organizational cultural competence in a health-related post-secondary
academic unit. However, differences between health delivery service systems and academic
settings call for a model that fills this gap in the literature.

Two research examples suggest the need for a comprehensive model and describe organizational
structures and processes needed for integrating cultural competence education throughout an
academic unit’s curriculum.[26-28] The U.S. Health Resources Services Administration (HRSA)
funded a cultural competence curriculum guide that describes the relevance of organizational
change and self-assessments to successful implementation of culturally competent curricula. This
guide also proposes that academic units use organizational cultural competence models for health
care service organizations as parallel frameworks that can be adapted for academic units by
substituting language such as “research” and “education” for health care “services.”[28] An
organizational model specific for academia is needed to address its unique aspects different from
health service delivery organizations.

The University of Pennsylvania School of Nursing also has developed a blueprint for integrating
cultural competence education throughout its curriculum.[26, 27, 29, 30] This blueprint includes
organizational structures the nursing school has used to promote cultural competence throughout
the academic unit, as described by a task force. However, the blueprint does not suggest a
comprehensive model that can be evaluated through specific domains and criteria that describe
these domains.

Although both the HRSA [28] and University of Pennsylvania [26, 27] documents support that
organizational structures and processes are needed to enhance cultural competence of students, it
is unclear when these descriptions refer to curricular implementation specifically or to cultural
competence within the broader academic environment and organizational structure. Therefore, it
is important for academic settings to consider cultural competence on an organizational level of
which curriculum is only one piece. A validated model is needed to describe cultural competence
within this broader organizational context.

ORGANIZATIONAL CULTURAL COMPETENCE MODEL FOR A HEALTH-
RELATED ACADEMIC UNIT

The model developed at The University of Tennessee at Knoxville for a health-related post-
secondary academic unit can be used as a foundation for describing the components necessary
for an organizational cultural competence model in education.[7] Similar to the previously
presented models, the model was developed based upon a literature review. The following two
cultural competence assessment tools for health service delivery systems informed this
educational model (henceforth referred to as “UT at Knoxville model”).

13
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AUCD assessment of organizational cultural competence

The Association of University Centers on Disabilities (AUCD) is an organization of university
centers that facilitates education and training about developmental disabilities to university
students and health care professionals.[31] In 2004 an AUCD committee developed an
"Assessment of Organizational Cultural Competence” for use in AUCD-associated university
centers that not only provide health care services, but also train future and current health
practitioners involved in health service delivery systems.[31] This assessment instrument was
designed to help university centers identify strengths and weaknesses related to the practice of
cultural competence throughout all organizational operations. Table 5 shows the domains of the
AUCD model and presents the number of criteria statements within each domain.

The educational components of the AUCD organizational cultural competency assessment
instrument were adapted in developing the UT at Knoxville model.[7] For example, the AUCD
instrument divides organizational areas into domains, some of which include organization,
administration, technical assistance/consultation, research, and education/training. However, a
domain related to clinical service provision was not adapted for use in the UT at Knoxville
model because academic health-related units do not always serve as health care providers,
especially those units involved in baccalaureate education. Also adapted from the AUCD
assessment instrument was the use of criteria statements that describe cultural competency within
each domain. The UT at Knoxville model format arises out of the AUCD assessment tool's use
of domains and criteria statements.

Government of British Columbia Ministry for Children & Families cultural competency
assessment tool

The Canadian Ministry for Child and Families (MCF) in the Vancouver area of British Columbia
developed a "Cultural Competency Assessment Tool" that was to be used in agencies throughout
Vancouver to promote cultural competency in various types of social service organizations.[32]
This assessment tool was designed to help participating organizations identify strengths and
weaknesses in providing effective cross-cultural services to recipients of VVancouver agencies.

The MCF organizational cultural competence assessment tool is arranged according to "areas of
impact,” which are similar to domains, that describe organizational components. These areas
include program policies and procedures, program practices, personnel policies and procedures,
skills and training, organizational composition and climate, and community consultation and
communication. Similar to the AUCD instrument, each area of impact (domain) includes criteria
statements that support cultural competency for the respective area.

14
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Table 5. AUCD ““Assessment of Organizational Cultural Competence”[31]
Domains (n criteria statements)

A. Organization (4)

B. Administration (6)

C. Clinical Services (6)

D. Research and Program Evaluation (4)

E. Technical Assistance/Consultation (4)

F. Education/Training (5)

G. Community/Continuing Education (4)

Table 6 lists each area of impact and the number of criteria statements that assess competency in
each area.

The MCF assessment tool was designed for use throughout various social service agencies
including, but not limited to, health service delivery agencies. Thus, areas of impact and criteria
statements from the MCF tool that pertain to a health-related post-secondary academic unit were
adapted when developing the UT at Knoxville model.[7] The following section describes
components of the UT at Knoxville model.

UT at Knoxville Model

According to the UT at Knoxville model, [7] a culturally competent health-related post-
secondary academic organization is defined across 11 domains which can be grouped within four
general categories: administrative structure; personnel; educational environment; and curricular,
research, and outreach areas. There are a total of 85 criteria statements in the UT at Knoxville
model that describe competency within the respective domains. Figure 1 depicts the model’s 11
domains that are arranged vertically into four columns, or general categories (Table 7).

The administrative structure category refers to documented program policies, mission statements,
and procedures that promote cultural competence throughout the academic unit (domain A).
Also, the administrative structure includes the organization and governance of the academic
department to address cultural competence issues and to involve individuals from different
cultural backgrounds throughout all aspects of the organization (domain B).

The personnel of the organization includes faculty, staff, and students. The personnel category
refers to documented policies and practices that promote recruitment and retention of faculty,
staff, and students from all cultural backgrounds (domains C and D).

In addition, this category refers to initial and ongoing cultural competence training and
development for faculty and staff of the academic unit (domain E).
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Table 6. MCF “Cultural Competency Assessment Tool”[32]

Areas of impact (n criteria statements)

(7)

Organizational/ Foundation Statements and Documents

Program Policies and Procedures (7)

Program Practices (8)

Personnel Policies and Practices (8)

Skills and Training (6)

Organizational Composition and Climate (4)

Community Consultation and Communication (6)

Figure 1 - Cultural Competence Model for the Academic Department (Domains)

Cultural Awareness

Knowled%e @
Sensitivity

Proficiency <jl Competence
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Figure 1. UT at Knoxville Model Cultural Competence Domains.[7]
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Table 7. UT at Knoxville Model categories of cultural competence with respective domains [7]
Categories Domains (n criteria statements)

A. Mission and Program Policies (12)

B. Governance and Organization (5)

C. Faculty and Staff Personnel Policies, Practices,
Recruitment, and Retention (17)

D. Student Policies, Practices, Recruitment, and Retention

Administrative Structure

Personnel (14)
E. Faculty and Staff Training and Development (on
Cultural Competence) (3)

Community & F. Campus & Community Collaboration on Cultural

Competence (3)

G. Environment & Communication (5)

H. Curriculum Supportive of Cultural Competence (8)

I. Integration of Cultural Diversity in Research Projects/
Policies (5)

J. Outside Class Opportunities (field experiences,
internships, and seminars) Promoting Cultural
Competence (8)

K. Technical Assistance & Consultation (5)

Environment

Curricular, Research, &
Outreach areas

The educational environment category refers to how the academic unit uses resources and
community collaborations to promote cultural competence of academic programs (domain F). In
addition, this category includes the accessibility of the academic unit's physical environment as
well as the use of culturally appropriate communication materials throughout all departmental
activities (domain G).

The final category refers to curricular, research, and outreach areas of the academic unit. These
areas include curricula and classroom activities supportive of cultural competence (domain H),
research projects that consider the role of culture in health care (domain I), and outside class
activities, such as internships or field experiences, that promote cultural competence (domain J).

Also, this category refers to consultation with individuals who have skills working with specific
communities or cultural segments of the population (domain K).

Although previous research describes the importance of these individual domains for promoting
organizational cultural competence particularly for health service delivery, no comprehensive
model brings these components together and defines criteria statements for competencies in each
area related to academic settings. Thus, the current research project used the UT at Knoxville
model as a foundation for developing a model that contains the appropriate domains and
supporting criteria statements for assessing organizational cultural competence of a health-
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related post-secondary academic unit or department. Just as the organizational cultural
competence models for health delivery systems used an advisory committee or expert panel to
develop their models, this project convened an expert panel to validate the content of the model
and to revise it accordingly.

OBTAINING INPUT FROM EXPERT PANEL MEMBERS

Research studies described herein have used expert panels to test the content validity of
organizational cultural competence frameworks or models. The following section describes
content validity and methods that have been used to build agreement among groups of project
team members.

Content validity

This research project tested the content of the model using an assessment type called content
validity. Content validity refers to a subjective assessment of an instrument that is performed by
individuals who have expertise in the particular field of study.[33] An expert panel may consist
of people who have advanced knowledge and experience in the field. In addition, panelists who
have limited formal expertise in the subject, but who would provide an important perspective
need to be included.[33] For example, when validating a health-related model, patients of health
care services should be included in addition to health care professionals. It is critical that a model
is validated by panel members representing those who might be affected by such a model.
Content validity is determined using organized methods that enable the panel members to form
an overall opinion about the model or instrument being measured.

Large group interaction methods

Expert panels may use a variety of methods to validate a model by receiving input from panel
members. Throughout the last several decades, a variety of large group interaction methods have
been developed to gain input from participants when planning and implementing organizational
change efforts in public and private sectors. According to Bryson et al.,[34] large group
interaction methods share the following features: they involve at least eight people; are
structured to involve high participation by group members; include a variety of stakeholders; can
involve a series of workshops or conferences that take place over time; and often involve a
skilled facilitator. Bryson et al. note that skilled facilitation using “a process and not a content
expert” plays a key role in helping large group interaction methods to be successful.[34] The
facilitator role is needed to help the group “clarify the content of the issues to be addressed”
through a particular process as well as to “[manage] group interactions through the process.”[34]
World Café is a method for receiving input from a group of participants that shares the
previously described features of other large group interaction methods.[35] Its function as a
research method is discussed in the following sections.

World Café as a research method for building agreement

Large group interaction methods, such as focus groups, search conferences, Delphi method,
action research, and many others, have been used in qualitative research studies.[36] According
to a doctoral dissertation by Dennis List [36] in which consensus-building methods were
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extensively reviewed, most of these methods were developed in the following ways: they had
originated many years before they were documented, had seemingly developed unintentionally
until someone noticed that a method was forming, had a developer who began with several
central ideas from which the emerging method was derived and then modified, and were not
developed systematically from the beginning.[36] Thus, it appears that effective qualitative
research methods are based on their functionality in building agreement as opposed to being
developed from a prescribed research design.

Similar to the development of the vast majority of consensus-building methods, the World Café
method gradually emerged at a small business-related conference, has been refined over time,
and has been adapted for use in different organizational and research settings (S. Gregory, MPH,
written communication, September 2007).[35, 37] Here, the research literature supports that the
World Café method was developed in a similar fashion as other agreement-building methods that
have been widely used in qualitative research studies.[36] A discussion of World Café
procedures and settings in which it has been used follows.

World Café procedures

The World Café method has mostly been used during face-to-face meetings.[38] This method
involves placing tables in one room where participants converse with other participants in rounds
of conversation. A table host stays at each particular table for all conversational rounds and
facilitates discussions there. The host asks questions of the first round of participants and the
topic is discussed. When the first round ends, the table host initiates the same type of
conversation with the next round of participants, but begins by summarizing what others have
said in previous rounds. With the exception of table hosts who stay at their respective tables for a
series of conversational rounds, all participants have the opportunity to discuss all of the topics
that are presented in the room and learn what others have added to each topic.[35]

At the end of each conversational round, table hosts document the highlights of each table
conversation. At the end of multiple rounds of table conversations, the table host summarizes the
discussion in writing. All table hosts present the results of multiple conversational rounds to the
entire group for further large group discussion.

Settings in which World Café method has been used

World Café method used in public health nutrition research

World Café was used to generate the U.S. Department of Health and Human Services “Blueprint
for Nutrition and Physical Activity,” a document that outlines policy guidelines for communities
and organizations to improve healthy eating and physical activity among the local population (S.
Gregory, MPH, written communication, September 2007).[39] During this project, stakeholders
attended a face-to-face meeting and participated in rounds of “conversation” at five different
tables, each facilitated by a table host. Table hosts summarized conversations held at their
respective tables and encouraged participants to build upon what previous groups of participants
had contributed. At the end of conversational rounds, each table host summarized table
discussions in writing and reported the findings to the larger group. A draft of policy guidelines
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was prepared and a panel of experts revised and finalized the document (S. Gregory, MPH,
written communication, September 2007).[39]

Adaptations of World Cafée method

Many variations of World Café have been used in different fields across public and private
sectors.[40] World Café forums vary in relation to the project’s purpose and methods. Although
the World Café method has been practiced in diverse settings, it has been used for the common
purposes of building agreement among participants, gathering ideas from a heterogeneous group
of people, and building on (“cross-pollinating”) ideas from different individuals throughout
multiple conversational rounds.[35]

The World Café method has mostly been used in conferences that last one to three days.
However, an exception to this took place when the Hewlett Packard corporation used the World
Café method to get input from employees at multiple international company locations.[35] The
Hewlett Packard management asked employees for their suggestions on how to reduce safety
risks in their factories. In this case, World Café conversational rounds took place over four years
instead of at a one or two day conference. Thus, research supports that World Café can be
implemented over the course of a few weeks or months if needed.

Although the World Café process has mostly been used during face-to-face meetings, there are
exceptions to this as well. As an electronic forum, World Café has been adapted for use as an
online educational tool known as a “virtual knowledge café.”[40] In this case, students build
upon each other’s ideas by hosting or participating in a variety of online discussions. Although a
literature review of World Café settings did not demonstrate its use in phone conferences, focus
groups (another qualitative research method) have been conducted using teleconferences for
health care research among general practitioners.[41] Therefore, adapted versions of World Café
and other qualitative methods are supported by the research literature.

Virtual teams

Information technology has been increasingly used to support interactions between people who
are dispersed geographically.[42] “Virtual teams” refer to groups of people who live and work in
different geographical locations and organizations and are “brought together using information
and telecommunication technologies to accomplish one or more organizational tasks.”[42] A
review article on virtual teams reports that studies comparing the performance outcomes of
virtual teams and traditional face-to-face teams have found many similarities when virtual teams
incorporate training of group members and team building activities.[42] In addition, virtual
teams work best when there is an appropriate fit between the technology used and the specific
task to be accomplished.[42-44] Thus, the current research project incorporated these
components and factors into teleconferences and electronic communications to support the task
of validating an organizational cultural competence model.
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Using World Café method to validate content of UT at Knoxville Model

World Café is a large group interaction method that has been used in qualitative research and
adapted for use in many other settings to build agreement among participants. The research
literature suggests that the World Café method can be used to obtain input from a diverse virtual
team of expert panelists using a skilled facilitator throughout a series of synchronous distance
conferences.

Content validation of the UT at Knoxville model was accomplished by convening an expert
panel via a series of teleconferences to:

¢ validate the domains of a model that describe the organizational cultural competence
of a health-related post-secondary academic unit

e validate the criteria statements associated with each domain in the model

e revise the model by adding, deleting, or modifying domains and criteria statements
based upon the expert panel’s recommendations

Therefore, the research question asked:

What components are relevant and important for organizational cultural competence of a post-
secondary health-related academic department or unit?
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Part 2 Relevance and importance of organizational cultural competence in health-
related post-secondary academic units

27

www.manharaa.com




Abstract

OBJECTIVE: Health-related academic units need to be culturally competent to meet workforce
needs for culturally competent personnel and to establish effective academic-practice linkages.
This study was designed to test the content validity of a model, developed from a literature
review, for organizational cultural competence of health-related academic units.

METHODS: An expert panel convened as a virtual team to provide input on domains and
criteria statements that are important and relevant for academia. An iterative process was used as
a series of large and small group telephone conferences and e-mail comment period.

RESULTS: Over a 4-month period, the expert panel revised, deleted, and added domains and
criteria statements. Twelve domains with 73 criteria statements were identified and categorized
as: Organization & Administration; Personnel; Community & Environment; Curriculum &
Experiential Practice; Research; and Technical Skills & Consultation.

CONCLUSION: A model for organizational cultural competence of health-related academic
units is proposed. Although further validation is needed, this research begins to establish content
validity for the evolving model and establishes the beginning of a foundation to develop an
organizational self-assessment tool for academic units to assess and enhance their cultural
competence.
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Background

Gaps in health and health care quality have been documented among those who have health-
related differences based upon race, ethnicity, age, education, socioeconomic status, and other
cultural factors.[1-4] National initiatives [4-6] have been designed to decrease health disparities,
which include standards and recommendations for health service systems, organizations, and
individuals to be culturally competent.[7-11] In response to documented health disparities, the
National Academy of Sciences’ Institute of Medicine recommended that health-related academic
systems provide cross-cultural educational opportunities to students who will become future
health care professionals.[6] Furthermore, organizations that accredit health-related programs at
universities have developed competencies and accreditation standards that relate to cultural
competence education and diversity.[12-14] Health-related post-secondary academic programs
have aimed to produce culturally competent graduates by providing an effective culturally
competent curriculum.[15-22] Recent research suggests that to implement a culturally competent
curriculum in a health-related academic unit, organizational structures and changes are
needed.[23-26] So, which organizational components are needed to make an academic unit
culturally competent?

To our knowledge, only one model for organizational cultural competence of health-related
academic units [27] existed prior to our research. It includes 85 criteria statements to comprise
11 domains in the broad categories of administrative structure, personnel, educational
environment, and areas encompassing curriculum, research, and outreach. Development of this
2004 model was informed by a literature review and in large part by two cultural competence
assessment tools for health service delivery and training systems.[28, 29] Health care models
have been developed using literature reviews, expert panels, and an iterative process for defining
domains and criteria statements that describe competency within each domain.[30-34] We
therefore asked: “What components are relevant and important for organizational cultural
competence of a post-secondary health-related academic department or unit?”

Methods

To test for content validity, we asked an expert panel to use an iterative process to review and
refine the 2004 model [27] for organizational cultural competence of a health-related post-
secondary academic unit.

SELECTION CRITERIA FOR EXPERT PANELISTS

All expert panelists were required to have expertise working with cultural competence projects
or diverse populations. Panelists were screened further to meet at least one “diversity criterion”
such that the panel would represent both genders; include at least two races/ethnicities; involve
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different ages as identified by retirement, employment, or student status; incorporate panelists
from four U.S. geographical regions; include experts from at least five separate health
disciplines; represent academic units by including at least one administrator, faculty member,
and student; and involve personnel associated with health care delivery systems. Individuals who
met selection criteria were identified through key informants and a research literature review.

The project team consisted of the project investigator, co-investigator, and a professional
facilitator unaffiliated with the university who was not a cultural competence expert. This study
received human subjects approval from the University’s Institutional Review Board prior to the
project’s inception.

MODEL DEVELOPMENT

The expert panel focused on developing a model for organizational cultural competence of
health-related post-secondary academic departments or units (Figure 2). It functioned as a virtual
team using telephone conference calls as the primary means to operate. An adapted version of
the World Café [35-37] method was used, in which panelists were divided into small groups for
a series of three audio-recorded conference calls hosted by the project facilitator. Each round of
calls was summarized by the facilitator’s call notes and used to inform the next series of calls.
The project investigator listened to audio recordings of each small group call, drafted summaries
for each call, compared summaries against the facilitator’s call notes, and the project team
reviewed the evolving model for consistency with call discussions. To develop the model,
panelists first considered if the initial model’s 11 domains were appropriate and then if initial
and newly proposed domains were important and relevant to organizational cultural competence.
They next considered if the initial 85 criteria statements within each domain were important and
relevant for this model. Prior to each stage of the process, the project team revised and e-mailed
the evolving model to the panelists. The overall 4-month process included: (1) A full group
conference call to build collegiality and describe the project; (2) E-mail/FAX feedback on
appropriateness of each domain (“Is this domain appropriate...[for this model]?”’) and
identification of new domains for inclusion; (3) Small group conference calls to review relevance
and importance of each domain (“Is this domain relevant...?” “Is this domain important...?”);
(4) Small group conference calls to review relevance and importance of criteria statements
focused on adding, deleting, and revising statements; (5) Group conference call to review
evolved model; (6) E-mail for additional comments; and (7) E-mail to “accept or reject the
model as is.”

Results

EXPERT PANEL

Twenty-two potential panelists were contacted with information about the project’s purpose,
methods, and panelist commitment. Eleven individuals initially committed to the project;
however, two individuals declined participation after the first informational phone conference
due to scheduling conflicts. All nine panelists had expertise in cultural competence or working
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with diverse populations. The team of panelists represented both genders, three races/ethnicities
(Black/African American, Native Hawaiian/Other Pacific Islander, White), age differences
(current student, employee, or retiree), four U.S. geographical regions (North, South, Midwest,
West), and eight health disciplines (medicine, mental health, nursing, nutrition, occupational
therapy, social work, pharmacy, and public health). One panelist was a second generation
immigrant to the U.S. Further, each panelist was either associated with a health-related post-
secondary academic department as an administrator, faculty, or student; or involved with health
service delivery with diverse clients/communities; or associated with an organization offering
cultural competence consultation, technical assistance, and education.

NEW MODEL

Of the initial 11 domains, 6 remained unchanged and 4 underwent minor modifications to their
names. One domain was sub-divided into 2 domains and 1 of these new domains included new
content. The final model consists of 12 domains grouped within 6 categories (Figure 3). Eighty-
five criteria statements from the initial model were condensed into 73 new or revised statements
that describe competence within the respective domains. Eight out of the nine panelists
“accepted” the content of the new model for a health-related post-secondary academic unit. The
declining panelist explained that further validation was required.

The resulting model defines organizational cultural competence across 12 domains that were
grouped within 6 categories as described in the following text.

CATEGORIES AND DOMAINS OF THE NEW MODEL
Organization & Administration

The Mission & Vision domain includes cultural competence and diversity in its descriptions of
the academic unit’s purpose, desirable future, and what it “stands for” in all operations and
activities. Organizational mission, vision, and core values statements drive the development and
enactment of policies, procedures, strategies, and program planning. The Program Policies
domain includes documentation related to cultural competence and diversity that governs the
academic unit’s policies and procedures, except for policies related to faculty, staff, and students,
which are found in other domains. A specific criteria statement is implementation of a policy to
conduct regular organizational cultural competence self-assessments to identify priorities and
gaps in practice. The Governance & Organization domain describes organizational structures
needed in an academic unit to incorporate cultural competence principles. Criteria statements
refer to the presence of a diverse group of stakeholders in planning and operating the academic
unit as well as an organized group, such as a committee, task force, or program area, which is
specifically tasked with addressing cultural competence goals and issues. Additional criteria
statements describe the need for personnel with delegated responsibility and accountability for
initiatives related to cultural competence and diversity.

Personnel

The Faculty & Staff Personnel Policies, Practices, Recruitment, & Retention domain and the
Student Policies, Practices, Recruitment, & Retention domain describe implementation of
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Community & Environ®"

Figure 3. Schematic of Model Categories, Domains, and Number (n) of Criteria Statements for
Organizational Cultural Competence of Health-Related Post-Secondary Academic Departments
or Units

faculty, staff, and student policies on recruitment, admission/hiring, and retention to achieve
diversity and promote cultural competence. The faculty and staff domain focuses on building and
supporting a diverse workforce, promoting equity, and eliminating unfair and discriminatory
barriers to positions. The Faculty & Staff Training and Development domain describes cultural
competence training to increase awareness, knowledge, and skills. Criteria statements emphasize
that the academic unit budgets and allocates resources, such as time and money, to support initial
and ongoing cultural competence training.
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Community & Environment

The Campus & Community Collaboration on Cultural Competence domain describes
involvement with community, regional and/or national resources to promote cultural competence
overall and particularly among the academic unit’s personnel, curricula, activities, and programs.
The Institutional Environment, Climate, & Communication domain addresses physical
accessibility, culturally competent internal and external communications, and a culturally
competent social climate within the institution.

Curriculum & Experiential Practice

The Culturally Competent Curriculum domain refers to incorporation of content for the
development of students’ cultural competence as awareness, knowledge and skills. Criteria
statements include that curricula, materials, and classroom activities are evaluated for evidence
of cultural competence. The Experiential Practice Supporting Culturally Competent Skills
domain establishes the relevance of culturally competent care and services for diverse
populations. Criteria statements indicate that sites and opportunities selected to promote cultural
competence need to serve and engage diverse populations and incorporate activities that develop
culturally competent clinical and population-based public health skills. Criteria statements
include evaluation of opportunities to work with diverse populations, the cultural competence of
field faculty, and learning outcomes to promote cultural competence of students.

Research

The Culturally Competent Research domain refers to recruiting, planning, and conducting
human research projects that consider the role of culture in health care and disparities. Criteria
statements indicate that research reflects the priorities, concerns, and participation of diverse
communities and that research teams include diverse individuals from communities and the
priority research population.

Technical Assistance & Consultation

The final domain, Technical Assistance & Consultation, refers to working with diverse groups
and seeking consultants with culturally competent skills. Technical assistance is valued as a 2-
way approach in which target populations provide technical assistance and consultation to the
academic unit and vice versa.

Discussion

The purpose of this study was to validate the content of a model for organizational cultural
competence of a health-related post-secondary academic department or unit. Initially informed
by a literature review and developed in this research by a qualitative research approach using an
adapted version of World Café method, this is the first comprehensive model of its kind for
academic settings.
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Two research examples suggest the need for a comprehensive model and describe organizational
structures and processes needed for integrating cultural competence education throughout an
academic unit’s curriculum.[23-25] The U.S. Health Resources Services Administration (HRSA)
funded a cultural competence curriculum guide that describes the relevance of organizational
change and self-assessments to successful implementation of culturally competent curricula. This
guide also proposes that academic units use organizational cultural competence models for health
care service organizations as parallel frameworks that can be adapted for academic units by
substituting language such as “research” and “education” for health care “services.”[25] Our
model refines this proposal by developing an organizational model specific for academia that
addresses its unique aspects different from health service delivery organizations.

The University of Pennsylvania School of Nursing also has developed a blueprint for integrating
cultural competence education throughout its curriculum.[23, 24, 38, 39] This blueprint includes
organizational structures that the nursing school has used to promote cultural competence
throughout the academic unit, but does not suggest a comprehensive model that can be evaluated
through specific domains and criteria that describe these domains.

Although both the HRSA [25] and University of Pennsylvania [23, 24] documents support that
organizational structures and processes are needed to enhance cultural competence of students, it
is unclear when these descriptions refer to curricular implementation specifically or to cultural
competence within the broader academic environment and organizational structure. Therefore, it
is important for academic settings to consider cultural competence on an organizational level of
which curriculum is only one piece. The new model developed in this research describes cultural
competence within this broader organizational context. With that said, research related to cultural
competence curricula within academic units as well as models/frameworks for organizational
cultural competence in health service delivery systems share similarities with our model.

MODEL DOMAINS CONSISTENT WITH RESEARCH IN HEALTH SERVICE
DELIVERY SYSTEMS

Six of the 12 model domains are consistent with organizational components described in
research related to both academic units and health service delivery organizations.[23, 25, 30-34,
40-44] A seventh domain, Faculty & Staff Personnel Policies, Practices, Recruitment, &
Retention, is similar to domains from health service delivery models.[5, 30, 33, 41]

The Mission & Vision domain is supported by research describing the need for clearly articulated
mission, vision, and/or core values statements so that cultural competence is integrated into an
academic unit [23, 24] and best practices are utilized in public and private health service delivery
organizations.[34, 45] The Program Policies domain includes organizational cultural
competence self-assessments on an ongoing basis, which is consistent with similar domains
within health service delivery models.[30, 31, 34] The Governance & Organization domain
includes a diverse group of stakeholders in program planning, which is consistent with health
service delivery models.[30, 31] In addition, its inclusion of a specific group tasked with cultural
competence is consistent with the University of Pennsylvania’s Blueprint.[23]
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Domains related to student, staff, and faculty policies, practices, recruitment, and retention are
congruent with the University of Pennsylvania’s Blueprint [23, 24] and the importance of these
types of student policies is articulated by medical academic research.[46, 47] Further, models for
organizational cultural competence in health service delivery also included staff policies and
practices.[5, 30, 33] The Faculty & Staff Training and Development domain is congruent with
research literature that articulates a need for health care providers to receive cultural competence
training.[23, 42, 48] Students learn cultural competence from the curriculum, culturally
competent faculty and staff, and a broader academic environment with its own degree of cultural
competence.[23, 46, 47] Thus, an overall academic environment that is organizationally
culturally competent reinforces the cultural competence of its faculty, staff, and students.

The Campus & Community Collaboration domain addresses cultural competence across
curricula, field experiences, programs, and research throughout the academic unit’s
collaborations. It is consistent with literature describing academic-community and academic-
clinical institutional linkages,[43, 49] collaboration across university departments and
colleges,[23, 43] and community-based research.[50] The domain describing physical
accessibility and/or culturally competent communications is supported by the literature.[5, 30,
31, 33, 34] The institutional climate component of this domain is supported by Kondrat et al.’s
research [45] that identifies best agency practices for African-American clients and describes
“deeper levels of beliefs and assumptions” as a form of organizational culture impacting the
quality of health services. Also, literature related to academic units has described institutional
environments and social climates as factors that promote or undermine cultural competence
education.[23, 43, 44, 46, 47, 51]

CULTURAL COMPETENCE DOMAINS UNIQUE TO ACADEMIC SETTINGS

The remaining 5 model domains are unique to academic units. These domains are supported by
research literature, including research related to public health agencies and communities, as
follows: Culturally Competent Curriculum;[23, 25, 26, 38, 39, 43] Experiential Practice
Supporting Culturally Competent Skills;[39, 43, 50, 52, 53] Culturally Competent Research;[23,
24, 50, 54] and Technical Assistance & Consultation;[43, 50] and Student Policies, Practices,
Recruitment, & Retention.[23, 24, 46, 47] Therefore, our findings are congruent with research
demonstrating that linkages between culturally competent academic units and public health
practice settings have the potential to improve both the future workforce and existing public
health systems through academic-practice linkages.

A pivotal step toward improving the health and health care of all people begins with
enhancements in the public health workforce’s capacity to provide culturally appropriate clinical
and population-based interventions to patients and communities. The current workforce has
opportunities to learn evidence-based and culturally competent practices through training and
linkages with academic units, consistent with the aims of national initiatives to increase
academic-practice linkages.[55, 56] The future workforce depends on academic units and public
health practice settings that demonstrate the relevance of culturally appropriate services and train
professionals to provide culturally competent care.
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CULTURALLY COMPETENT ACADEMIC AND PRACTICE LINKAGES TO
REDUCE HEALTH DISPARITIES

A two-way collaboration between academic and practice institutions is needed to reduce health
disparities. Health practice settings impact the academic research agenda and influence curricula
and training of students.[50, 57] Culturally competent academic units have the potential to
impact the organizational cultural competence of healthcare delivery systems and cultural
competence of the workforce. Doutrich et al. [43, 51] describes a partnership between a
university college of nursing and county health department that has resulted in implementing
cultural competence initiatives and changing organizational practices at both institutions. This is
a prime example of a partnership between academic and practice institutions that strives to
eliminate health disparities by improving cultural competence in the existing public health
workforce (health department staff), the future public health workforce (students), and
throughout organizational practices of both.

Study Strengths and Limitations

A strength of this study included modifying the widely adapted World Café method [35-37, 58]
to engage panelists throughout phone conferences (S. Gregory, MPH, written communication,
September 2007). Because a skilled facilitator was included as a process (not content) expert to
minimize facilitator bias,[59] the method was successful in engaging participants from diverse
backgrounds during potentially contentious discussions and in eliciting their commitment to the
process, as the literature suggests.[35-37, 59-61]

Despite the strengths of the expert panel’s representation of eight health disciplines and their
associations with academic settings or initiatives that value the cultural competence of students, a
limitation of this study was the limited size (n=9) of the expert panel. Although expert panelists
were committed to the iterative process, and 8 out of 9 panelists agreed to “accept” the model’s
content “as is,” a larger group of experts may have added to the content of the model, likely by
identifying additional criteria statements.

Next Steps

The ultimate goal of this project is to enhance the cultural competence of post-secondary
students by impacting the cultural competence of health-related academic units. Further research
should: (1) refine the model with input from a larger group of stakeholders; (2) test the construct
validity of the model; and (3) lay the foundation for developing a tool for academic units to
assess their level of cultural competence and use self-assessment results to enhance their
organizational cultural competence. Research in this area is important because without culturally
competent academic units and a culturally competent workforce, it will be difficult to eliminate
gaps in health disparities consistent with the Healthy People 2010 goal.[4]
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Summary

Culturally competent academic units are needed to meet workforce needs for culturally
competent personnel and to establish effective academic-practice linkages. This research begins
the first steps in validating a model for organizational cultural competence of health-related post-
secondary academic units. The new model applies to both population-based public health
services and clinical service provision in academic settings. It is important to note that all of the
model’s domains are congruent with research relating to either academic or health service
delivery settings or both. Most importantly, this comprehensive model is unique for academic
units.
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Appendix A: Detailed project methods

The purpose of this project was to validate the content of a model for organizational cultural
competence in health-related post-secondary academic units. The research question asked:
e “What components are relevant and important for organizational cultural competence of
a post-secondary health-related academic department or unit?”

To answer this question, the UT at Knoxville model,[1] that was developed prior to this research
based upon a literature review, was tested for content validity using an expert panel. The existing
domains and criteria statements of the 2004 model were reviewed by an expert panel functioning
as a virtual team prior to and during a series of 4 telephone conferences and an e-mail comment
period. Based upon review and analysis from the expert panel, the original model was revised to
form a validated model.

Appendix A describes detailed methods about the project. It consists of the following four
sections:
e Section I includes an overview of the project's methods.
e Section Il describes selection, recruitment, and confirmation of the expert panel.
e Section 111 describes selection, recruitment, deliverables, and training of the professional
facilitator.
e Section IV describes the teleconference series process and includes outputs of the
evolving and final model

SECTION I: PROJECT METHOD OVERVIEW
BRIEF DESCRIPTION OF TELECONFERENCE SERIES

A series of synchronous distance conferences occurred from February through April, 2008.
Expert panelists attended a visual-teleconference and three synchronous teleconferences. The
visual-teleconference took place on February 1. Between 6 and 12 business days after the initial
visual-teleconference, a series of teleconference rounds using World Café method occurred as
part of Teleconference A. This series of three teleconference rounds involved panelist groups of
3, 2, and 4, respectively. It had been planned to involve 3 experts per call, but a scheduling
conflict arose for a panelist on the second call. Therefore, the third call was adapted to include an
additional panelist. The next series of phone conferences, Teleconference B, took place between
10 to 16 business days after the final teleconference A call. This second series of teleconference
rounds involved separating panelists into three groups of 3 panelists per phone call.
Teleconference C was scheduled to include the entire expert panel of 9 participants
approximately 1 month after Teleconference B. However, 5 panelists attended a first round of
Teleconference C at that time. A second round was developed one week later to accommodate
other panelists. It turned out that 2 panelists were unable to attend either Teleconference C call,
but provided e-mail comments in lieu of the call. An e-mail comment period occurred
approximately 2 weeks after the second Teleconference C call. The comment period lasted 2
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weeks. The final model was e-mailed to the expert panel approximately two weeks after the end
of the e-mail comment period and mailed shortly thereafter.

A professional facilitator with expertise in conference call facilitation lead each of the
teleconferences. Prior to the project’s inception, the facilitator participated in a phone conference
training in the World Café method, reviewed a copy of a book on World Café, and reviewed
conference scripts. The facilitator was responsible for audio recording each phone conference,
taking notes of the calls, and e-mailing call notes to panelists between rounds. After each series
of Teleconference A and Teleconference B calls, the facilitator attended teleconference meetings
with the project team to discuss call rounds and plan for future calls.

This project was approved by the University of Tennessee’s Institutional Review Board (IRB)
using a Form B “Application for Review of Research Involving Human Subjects.”

SECTION Il - EXPERT PANEL SELECTION, RECRUITMENT, AND
CONFIRMATION OF PARTICIPATION (APPENDIX B DOCUMENTY)

Criteria selection for expert panelists

The conference series convened a virtual team of 9 experts. Expert panelists were selected based
upon the following criteria:

* The group of panelists will be diverse with respect to gender, race, ethnicity, age, geographical
region, health disciplines, and expertise in cultural competence areas.

* Health care professionals will be selected based on their experiences working on a committee
or project promoting cultural competence of individuals, working with diverse populations, or
working on projects targeting diverse populations.

* Panelists will be selected from among the following disciplines:
e Medical anthropology
Medicine
Mental Health
Nursing
Nutrition
Occupational/Physical Therapy
Pharmacy
e Public Health
In addition, each panelist was selected to fulfill one of the following criteria:
e Current association with a health-related post-secondary academic department
e Associated with an organization that accredits health-related academic units. For
example, the Association of American Medical Colleges (AAMC) works in conjunction
with the Liaison Committee on Medical Education to accredit medical programs that
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grant the M.D. degree.
Involved with health service delivery with diverse clients/patients or communities
e Associated with an organization that represents families or parents of children with
specialized health care needs
e Cultural broker, or an intermediary between health care systems and clients of a
particular cultural background
e Consultant on cultural competence
Student in a health-related academic department or unit.

Panelists were selected on the basis of fulfilling the above criteria and representing diverse
perspectives. Project investigators contacted key informants for recommendations on specific
individuals and searched the literature for potential panelists.

Panelist recruitment

Expert panelists were recruited via e-mail and telephone about the project. The project
investigator tailored messages to each potential panelist by citing the expert’s past involvements
in projects or publications related to cultural competence. Potential panelists were provided with
a description of the project, panelists’ responsibilities, and the project timeline. An invitation
template (Appendix B-1) was used as the foundation for personalized messages to each panelist.
After the e-mail message was sent to potential panelists, the project investigator telephoned each
potential panelist within 3 work days from the date of sending the e-mail message to improve the
likelihood of recruitment success by answering any questions and establishing a project-related
relationship.

Twenty-two potential panelists were contacted with information about the project’s purpose,
methods, and expected time commitment. Eleven individuals initially committed to the project;
however, two individuals declined participation after the first visual-teleconference due to
scheduling conflicts.

Confirmation of panelist participation

Once panelists agreed to participate, they were e-mailed and mailed project documents to
confirm their participation in the project (Appendix B-2 and Appendix B-3). This follow-up e-
mail and letter requested that panelists complete and return to the project investigator an
Institutional Review Board’s Informed Consent Form to participate in the project and an optional
biographical sketch form for a team-building exercise (Appendix D-1). Panelists were sent a
timeline of project activities (Appendix B-4), a form for providing input on model domains prior
to Teleconference A (Appendix D-3), a Fact Sheet for the 2004 UT at Knoxville Model
(Appendix B-5), the 2004 UT at Knoxville Model Domains and Criteria Statements (Appendix
B-6), and the following journal article on organizational cultural competence, for which the
project obtained copyright permission to distribute:
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Betancourt JR, Green AR, Carrillo JE, Ananeh-Firempong 2nd O. Defining cultural
competence: a practical framework for addressing racial/ethnic disparities in health and
health care. Public Health Rep. 2003;118(4):293-302.

All panelists completed the Informed Consent Form prior to the project’s inception.

SECTION Il - FACILITATOR SELECTION, RECRUITMENT, DELIVERABLES,
AND TRAINING (APPENDIX C DOCUMENTY)

A skilled facilitator was hired to lead phone conferences.

Selection of facilitator:

The facilitator was selected on the basis of the following criteria:
e Understanding of the importance of cultural competence
Experience as a professional facilitator
Experience with World Café Method
Experience facilitating conferences, teleconferences, or videoconferences
Ability to work with a variety of representatives from organizations and programs that
have different organizational processes and structures
e Not a cultural competence expert (so as to minimize facilitator bias)

Facilitator recruitment

The professional facilitator was recruited by e-mail and phone about the project. The project
investigator provided the potential facilitator with a description of the project, responsibilities of
the facilitator, and the project timeline. A contract was negotiated with the facilitator prior to the
project’s inception. The facilitator provided a list of draft deliverables for the project (Appendix
C-1).

Facilitator training

The professional facilitator received a script that highlighted communications during visual-
teleconference and teleconference activities (Appendix C-2 contains the draft “Conference Series
Script”). A draft of domains to discuss and time allocation for Teleconference A and B
discussions was provided to the facilitator (Appendices C-3 and C-4). The project investigator
and faculty advisor met with the facilitator via teleconference to review the project methods and
discuss the draft script. The facilitator indicated that the draft script was appropriate for use and
no revisions were made to it.

SECTION IV - TELECONFERENCE SERIES AND PROJECT OUTPUTS (APPENDIX
D DOCUMENTYS)
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Teleconference sequence
Panelists attended four teleconferences as follows:

Visual-teleconference: all participants

Teleconference A: panelists attended one of four phone conferences

Teleconference B: panelists attended one of four phone conferences

Teleconference C: panelists attended one of two phone conferences (although this round
was initially scheduled to include all participants)

el N =

Panelist preparation for visual-teleconference

In preparation for the opening visual-teleconference, panelists were encouraged to provide a
biographical sketch, an electronic photo, and brief reflections on personal experiences related to
cultural competence as part of a team building activity during this initial call (Appendix D-1).
Participants were requested to contribute these personal items for the purpose of building
collegiality. The project investigator compiled panelists’ sketches into an “Introductions”
document that was e-mailed to all participants prior to the visual-teleconference. This document
gave panelists an opportunity to familiarize themselves with the other project team members’
backgrounds, expertise, and perspectives related to cultural competence before actually
“meeting” them during the videoconference.

Visual-teleconference

The project investigators, facilitator, and expert panelists all convened as a virtual team via a
visual-teleconference (teleconference complemented with a PowerPoint document).

The purpose of the one-hour visual-teleconference was to clarify the project’s purpose and
procedures that would take place over the following months, to give panelists an opportunity to
ask questions, and to build collegiality among the virtual team.

The call began with introductions of the project team. The panelists were provided with
information about the UT Nutrition program as context for the development of the 2004 model.
The project purpose was discussed and instructions were provided for navigating the PowerPoint
file during the call. The facilitator described the teleconference agenda and facilitated panelist
introductions. The project team described the UT model, a timeline for conference calls to
follow, and the World Café method. The facilitator led the expert panel in developing ground
rules for conference calls that were agreed upon by participants. Panelists were provided an
opportunity to ask questions about the project, the meeting was summarized, and the facilitator
asked panelists to evaluate the call. The final visual-teleconference agenda may be found in
Appendix D-2.

World Café method

Although World Café [2] is typically used during face-to-face conferences, a modified version of
it was used during this project’s teleconferences. The facilitator acted as a “table host” by
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speaking to several different small groups of panelists during phone conferences and by
summarizing discussions that took place during previous phone conversational rounds. The
facilitator provided e-mail summaries of previous call rounds.

Also, the World Café method involves different combinations of participants at each table. Each
of the World Café call rounds grouped panelists in different combinations during the first
teleconference compared to the second teleconference. However, to accommodate panelists’
schedules, there was some repetition across the two rounds for two call groups. Four panelists
shared both Teleconference A and Teleconference B calls with one other panelist. The remaining
five panelists met with different individuals in Teleconferences A and B.

Panelist preparation for Teleconference A

Prior to the second conference series, Teleconference A, the virtual team of panelists reviewed
independently the 11 proposed domains of the UT at Knoxville model (Appendix B-6) and
indicated the appropriateness of each to organizational cultural competence of a health-related
post-secondary academic unit using the “Proposed Domains for Model” form (Appendix D-3).
Panelists offered suggestions for additional or fewer domains on the same form. Panelists
returned the completed “Proposed Domains for Model” form via e-mail 1 week prior to
Teleconference A.

Upon receiving the expert panelists’ feedback on the “Proposed Domains for Model” form,
panelists’ input was compiled and a document called “UT at Knoxville model domains and new
domains to discuss during Teleconference A” was drafted (Appendix D-4). This document listed
11 domains that were reviewed during Teleconference A and included domains that panelists
proposed to add or delete. This document was e-mailed to panelists prior to Teleconference A
and informed the discussions that occurred on call rounds.

Teleconference A — Part |I: Domains

Teleconference A consisted of three conversational rounds that took place over three, 80-minute
telephone calls and were led by the facilitator. Each panelist participated in one 80-minute phone
call. The scheduled conferences were to include three panelists per call. However, due to a last

minute scheduling conflict, the calls included three, two, and four panelists per call, respectively.

During this series of teleconferences, panelists discussed and finalized domains needed for this
model. Panelists used the “UT at Knoxville model domains & new domains to discuss during
Teleconference A” document to inform Teleconference A discussions (Appendix D-4). The
facilitator initiated discussions about the importance and relevance of model domains throughout
each call. Relevant referred to being pertinent to the areas of an organization that impact its
cultural competence. Important was defined by how essential the component is for making
departmental organizational structures and processes culturally competent. The facilitator wrote
notes on each of the calls and e-mailed notes to panelists participating in subsequent call rounds.
For example, the facilitator sent notes from Call 1 to participants of Call 2, prior to the beginning
of the second call. Similarly, the facilitator sent notes of Call 1 and Call 2 to Call 3 participants
in preparation for the third call. Each Teleconference A phone call was audio recorded so that the
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project investigator was able to listen to all discussion rounds.
The following call components were provided to the facilitator to assist in time allocation:

Teleconference A phone call components:

Administrative Structure (A, B) — 10 minutes

Personnel (C, D, E) — 20 minutes

Community & Environment (F, G) — 10 minutes

Curricular, Research, & Outreach areas (H, I, J, K) — 20 minutes

New domains (generated by panelists on the “UT at Knoxville model domains & new
domains to discuss during Teleconference A” form) — 20 minutes

During each phone conference, the facilitator asked panelists the following about each domain:

e s this domain relevant to cultural competence?
e |s this domain important to cultural competence?

Post Teleconference A project conference call team meeting

After panelists met during Teleconference A, the facilitator sent via overnight postal mail audio
tapes containing recordings of all three teleconference calls. The project investigator listened to
the audio recordings of all teleconferences and summarized the discussion (“Summary of
Teleconference A Calls: Draft of ‘Final Domains for Model’” is found in Appendix D-5). After
the project investigator summarized calls, the facilitator’s notes were compared with call
summaries. Within a week after Teleconference A, the facilitator, project investigator, and
faculty advisor met via teleconference to discuss the results of the three phone conferences and
to finalize the domains identified by the expert panel for the organizational cultural competence
model.

E-mail sent to panelists

In collaboration with the project team, the project investigator created a document called “Draft
of Final Model Domains” that listed domains that panelists identified during Teleconference A
(Appendix D-5). The project investigator e-mailed the “Summary of Teleconference A calls:
Draft of ‘Final Domains for Model” document to panel members prior to Teleconference B calls.

Preparation for Teleconference B

Teleconference B focused on criteria statements that more fully describe each domain. Prior to
the beginning of Teleconference B, panelists reviewed each domain and its specific criteria
statements with respect to the following questions:

e Which criteria statements are relevant to the domain?
e Which criteria statements are important to the domain?
e What criteria statements are missing?
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e Which criteria statements are not relevant or important to the domain and can be
eliminated?

Teleconference B — Part I1: Criteria Statements

Using a similar format as Teleconference A, Teleconference B consisted of three conversational
rounds that took place over four, 100-minute telephone calls. Each telephone conference was
facilitated by the project facilitator, who convened a group of three panelists per call. Similar to
Teleconference A, the facilitator hosted calls in a similar manner and summarized discussions
from previous rounds. Notes from previous calls were e-mailed to subsequent call groups prior to
the following call. Teleconference B phone calls were audio recorded also.

During Teleconference B, panelists participated in discussions about the proposed criteria
statements associated with each domain. Criteria statements associated with the following areas
were discussed during each telephone conference:

Teleconference B phone call parts:

Administrative Structure (A, B) — 20 minutes

Personnel (C, D, E) — 30 minutes

Community & Environment (F, G) — 10 minutes

Curricular, Research, & Outreach areas (H, I, J, K) — 20 minutes

Generate criteria statements for new domains (from Teleconference A) — 20 minutes

The facilitator asked panelists to suggest additions, deletions, or revisions to the criteria
statements. Criteria statements were evaluated based on criteria of relevance and importance, as
stated in the previous “Preparation for Teleconference B” section.

(Refer to Appendix B-6 to review the proposed domains and criteria statements of the UT at
Knoxville model using part of the “Manual for Self-Assessment of Cultural Competence of an
Academic Department or Unit.”)

Post Teleconference B project conference call team meeting

After Teleconference B calls, the facilitator sent via overnight postal mail audio tapes containing
recordings of all three teleconference calls. The project investigator listened to audio recordings
of all teleconferences and summarized discussions (“Comparison of Criteria Statements from
Teleconference B & Draft of Final Statement” is found in Appendix D-6). Within a week after
Teleconference B rounds, the facilitator, project investigator, and faculty advisor met via
teleconference for an hour to discuss the results of the three phone conferences. The project team
developed a new draft of the model called “Results of Teleconferences A & B” that listed
domains and criteria statements panelists validated during Teleconferences A and B (Appendix
D-7). A description of the model’s evolution was developed to describe revisions to the model
and address issues raised by panelists’ input (“Summary Points of Model Evolution” is found in
Appendix D-8). In addition, a draft schematic of the model was developed.
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E-mail sent to panelists

Prior Teleconference C, the project investigator e-mailed the following documents to panelists:
“Results of Teleconferences A & B” (Appendix D-7)

“Summary Points of Model Evolution” (Appendix D-8)

“Teleconference C Agenda” (Appendix D-9)

“Draft Schematic” (Appendix D-10)

Final Teleconference C

Approximately four weeks after Teleconference B rounds, the project investigator, faculty
advisor, facilitator, and expert panelists convened for a 45-minute teleconference to discuss the
“Results of Teleconferences A & B” document. Although Teleconference C was scheduled to
include all panelists, scheduling conflicts arose for several panelists. Therefore, two rounds of
Teleconference C occurred and a summary of the first call was e-mailed to panelists participating
on the second call. Because of last minute schedule conflicts, two panelists participated via e-
mail response.

At both rounds of Teleconference C, the facilitator asked panelists the following questions:
¢ How does this new model match your views regarding its relevance and importance to
organizational cultural competence of a health-related post-secondary academic
department or unit?
e How does this new model not match your views?
What are your comments about the proposed model?

MODEL REVISION AND FINAL COMMENT

Within approximately two weeks of the Final Teleconference C, the panelists’ proposed changes
were summarized in “Results of Teleconferences A, B, and C” (Appendix D-11). The model was
updated in a document called “Model for Final Comment” (Appendix D-13). Panelists were
requested via e-mail to provide final comments on the updated model within two weeks
(Appendix D-12).

The project investigator summarized the results of e-mail comments in “Results of E-mail
Comments” (Appendix D-14). The model was revised within 2 weeks of receiving comments
from panelists. A final copy of the model (“Final Model”) was sent to panelists via e-mail 2
weeks after receiving comments from panelists (Appendix D-15). A final copy of the model was
sent via postal mail in the following weeks.

Panelists were requested to “accept or reject” the content of the model in an e-mail (Appendix D-
16). All panelists responded to the e-mail.
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APPENDIX B-1: E-MAIL INVITATION TEMPLATE

Dear )

The University of Tennessee’s Public Health Nutrition program is conducting a research study to
validate the content of a model for organizational cultural competence of a health-related post-
secondary academic department or unit. We are writing to invite you to participate in this project
as an expert panelist of a 16-member virtual team representing a variety of health professions.
The project involves reviewing the model and participating in one videoconference and three
teleconferences between the end of January through the beginning of April, 2008. I will call you
within the next week to see if you have questions and hopefully confirm your participation in this
project.

Your role in this project will be to review the proposed model for organizational cultural
competence of health-related post-secondary academic departments, comment on the
components needed for such a model, and participate in a series of four synchronous distance
conferences.

The time commitment for expert panelists is estimated at a total of 9-10 hours that will be spread
over 11 weeks. Prior to the beginning of the conference series, we will send you the model and
several documents to review. Distance conferences consist of an initial one-hour
videoconference for all panelist members at a FedEx Kinko’s videoconference site nearest you
followed by three phone conferences over the following weeks. Between the videoconference
and first phone conference (Teleconference A), you will be asked to make suggestions about the
model’s domains and e-mail or fax those to the project investigator who will summarize
panelists’ suggestions. The project investigator will e-mail you documents to review between the
distance conferences. You will participate in two 90-minute phone conferences with 3 other
panel members that will be led by a professional facilitator using World Café method. The full
expert panel will convene at the final 45-minute phone conference. An attached page shows a
timeline for project activities.

You have been selected to participate in this expert panel because of your interest, experience,
and unique perspective related to cultural competence in health-related organizations. [Tailored
this part to fit individual] We consider your (expertise/publications/role/etc. related to cultural
competence) crucial in developing this organizational cultural competence model.

Your role in this project is important for validating an organizational cultural competence model
for a health-related post-secondary academic department and we would greatly appreciate your
voluntary participation. We recognize that your time is valuable. Therefore, we have designed
the research project to efficiently get your input and build consensus among expert panelists to
validate this model.

We look forward to hearing from you about participating in this important project. Please do not

hesitate to contact either of us with any questions you may have.
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Sincerely,

Diane Krause

Graduate student in Nutrition & Public Health
University of Tennessee

krause@utk.edu

Phone: (865) 773-7931

Fax: (865) 974-3491

Betsy Haughton, EdD, RD

Professor; Director, Public Health Nutrition
Department of Nutrition

University of Tennessee

haughton@utk.edu

Phone: (865) 974-6267

Fax: (865) 974-3491
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APPENDIX B-2: FOLLOW-UP E-MAIL LETTER TO CONFIRM PARTICIPATION

Dear

Again, we are delighted by your interest in participating in the University of Tennessee's
research study to validate the content of a model for organizational cultural competence of a
health-related post-secondary academic unit. We look forward to your important contribution.

Your role will be to review the proposed model, comment on the components needed for such a
model, and participate in a series of four synchronous distance conferences.

We are in the process of confirming the participation of expert panelists. We will be in touch
with you about scheduling dates for phone conference once we have finalized our panel.

Attached to this e-mail are 3 different types of documents: 1) files to complete and return via e-
mail to Diane Krause; 2) an informed consent form for you to review and sign once you receive
two copies in the mailed packet; and 3) project documents that will be duplicated in the mailed

packet.

The following 2 forms are for you to complete and return:

1. "Biographical Sketch™ form includes instructions for sending an optional biographical
sketch, including a brief personal bio, personal photo (headshot), and brief reflections on
personal experiences related to cultural competence. This information will be used to
create a PowerPoint file about the expert panelists as a foundation for introductions and
team building in the first visual-teleconference. If you choose to complete this form,
please e-mail it to Diane Krause by January 15, 2008.

2. "Proposed Domains for Model™ form for responding about the domains of the UT at
Knoxville domains and for suggesting new domains. Please complete and return to Diane
Krause within a week after the initial visual-teleconference (date yet to be determined).

Attached is an informed consent form that will be coming in the mail. When you receive the
informational packet, please sign two copies of the informed consent form and return one copy in
the envelope we will provide you.

Also attached are 3 documents containing information about the project. You will not need to

print these, as they will be duplicated in the informational packet that will be mailed to you
shortly.
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1. A fact sheet about how the UT at Knoxville model was developed ("Fact
Sheet for UT at Knoxville Model")

2. UT at Knoxville model ("Manual for Self-Assessment of Cultural
Competence of an Academic Department or Unit™)

3. Atimeline of project activities ("Timeline of project
activities for expert panelists™)

In addition, the following article will be mailed to you:

Betancourt JR, Green AR, Carrillo JE, Ananeh-Firempong 2nd O. Defining
cultural competence: a practical framework for addressing racial/ethnic
disparities in health and health care. Public Health Rep.
2003;118(4):293-302.

We look forward to your involvement in this project. Please do not hesitate to contact either of us
with any questions.

Sincerely,
Diane

Diane Krause

Graduate Student in Nutrition &
Public Health

krause@utk.edu

Fax: (865) 974-3491

Betsy Haughton, EdD, RD
Professor

Director, Public Health Nutrition
haughton@utk.edu

Phone: (865) 974-6267

FAX: (865) 974-3491

59

www.manaraa.com


mailto:krause@utk.edu
mailto:haughton@utk.edu

APPENDIX B-3: FOLLOW-UP POSTAL LETTER TO CONFIRM PARTICIPATION

Dear

We thank you for your interest in participating in the University of Tennessee’s research study to
validate the content of a model for organizational cultural competence of a health-related post-
secondary academic department or unit. We are grateful for your interest in participating and we
look forward to your important contribution.

Your role will be to review the proposed model, comment on the components needed for such a
model, and participate in a series of four synchronous distance conferences. We are in the
process of confirming the participation of expert panelists. We will be in touch with you about
scheduling dates for phone conference once we have finalized our panel.

Enclosed are two copies of an “Informed Consent” form. Please mail one form with an original
signature to Diane Krause using the enclosed self-addressed stamped envelope and keep one
copy for your files.

Also enclosed are the following project documents for your review:

e Timeline of project activities
Fact sheet about how the UT at Knoxville model was developed
UT at Knoxville model: “Manual for Self-Assessment of Cultural Competence of an
Academic Department or Unit”
Article by Betancourt et al. entitled “Defining cultural competence: a practical framework
for addressing racial/ethnic disparities in health and health care.”

We will look forward to receiving your “Biographical Sketch” form (optional) by January 21,
2008 via e-mail.

We look forward to your contribution to this project! Please do not hesitate to contact either of us
with any questions.

Sincerely,
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Diane Krause

Graduate Student in Nutrition &
Public Health

krause@utk.edu

Phone: (865) 974-2921

Fax: (865) 974-3491

Betsy Haughton, EdD, RD
Professor

Director, Public Health Nutrition
haughton@utk.edu

Phone: (865) 974-6267

Fax: (865) 974-3491
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APPENDIX B-4: TIMELINE OF PROJECT ACTIVITIES

ACTIVITY

PANELIST
OPPORTUNITY

Review the model — 3 hours (approximately)

Panelists read documents, review model, prepare for teleconferences,
commmumnicate with project team, prepare bio

Panelists e-mail “Biographical Sketch™ form
[2 business weeks prior to visnal-teleconference]

Visual-teleconference — 1 hour
clanfy the project’s purpose and procedures, panelist questions

Panelists e-mail or fax “Proposed Domains for Model™ form
[within 5 business days after visual-teleconference]

Teleconference A —IPart I: Domains — 1.5 hours per call
Dhscuss all proposed domams
(Group 1 phone call, Group 2 phone call, Group 3 phone call, Group 4 phone call)
[ealls begin 11 business days after visual-teleconference]

Panelists receive e-mail of “Final Model Domains™
[6 business days prior to Teleconference Bj

Teleconference B — 1.75 hours per call
Dhiscuss critena statements withim all domams + make new critenia statements
(Group 1 phone call, Group 2 phone call, Group 3 phone call, Group 4 phone call)
[ealls begin 15 business days after Teleconference A

Panelists receive e-mail of “Results of Teleconferences A & B™
I3 business days prior to Teleconference Cf

Final Teleconference C
Everyone
4.5 weeks after Teleconference B]
Panelists receive e-mail of “Model for Final Comment™
2 weeks after Teleconference CJ

Panelists receive “Final Model” via e-mail & postal mail
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APPENDIX B-5: FACT SHEET FOR UTK MODEL

ORGANIZATIONAL CULTURAL COMPETENCE MODEL FOR A HEALTH-RELATED ACADEMIC UNIT
The University of Tennessee at Knoxville (UTK) model [1] for a health-related post-secondary
academic department was developed based upon a literature review. The following two cultural
competence assessment tools for health service delivery systems informed the development of
the UTK Model to describe an academic setting.

AUCD Assessment of Organizational Cultural Competence

The Association of University Centers on Disabilities (AUCD) is an organization of university
centers that facilitates education and training about developmental disabilities to university
students and health care professionals.[2] In 2004 an AUCD committee developed an
"Assessment of Organizational Cultural Competence” for use in AUCD-associated university
centers that not only provide health care services, but also train future and current health
practitioners involved in health service delivery systems.[2] This assessment instrument was
designed to help university centers identify strengths and weaknesses related to the practice of
cultural competence throughout all organizational operations. Table 4 shows the domains of the
AUCD model and presents the number of criteria statements within each domain.

Table 4. AUCD “Assessment of Organizational Cultural Competence”[2]
Domains (n criteria statements)

A. Organization (4)

B. Administration (6)

C. Clinical Services (6)

D. Research and Program Evaluation (4)

E. Technical Assistance/Consultation (4)

F. Education/Training (5)

G. Community/Continuing Education (4)

The educational components of the AUCD organizational cultural competency assessment
instrument were adapted in developing the UTK model.[1] For example, the AUCD instrument
divides organizational areas into domains, some of which include organization, administration,
technical assistance/consultation, research, and education/training. However, a domain related to
clinical service provision was not adapted for use in the UTK model because academic health-
related units do not always serve as health care providers, especially those units involved in
undergraduate education. Also adapted from the AUCD assessment instrument was the use of
criteria statements that describe cultural competency within each domain. The UTK model
format arises out of the AUCD assessment tool's use of domains and criteria statements.
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Government of British Columbia Ministry for Children & Families Cultural Competency
Assessment Tool

The Canadian Ministry for Child and Families (MCF) in the Vancouver area of British Columbia
developed a "Cultural Competency Assessment Tool" that was to be used in agencies throughout
Vancouver to promote cultural competency in various types of social service organizations.[3]
This assessment tool was designed to help participating organizations identify strengths and
weaknesses in providing effective cross-cultural services to recipients of VVancouver agencies.

The MCF organizational cultural competence assessment tool is arranged according to "areas of
impact,” which are similar to domains, that describe organizational components. These areas
include program policies and procedures, program practices, personnel policies and procedures,
skills and training, organizational composition and climate, and community consultation and
communication. Similar to the AUCD instrument, each area of impact (domain) includes criteria
statements that support cultural competency for the respective area. Table 5 lists each area of
impact and the number of criteria statements that assess competency in each area.

Table 5. MCF “Cultural Competency Assessment Tool”[3]
Areas of impact (n criteria statements)
Organizational/ Foundation Statements and Documents (7)

Program Policies and Procedures (7)

Program Practices (8)

Personnel Policies and Practices (8)

Skills and Training (6)

Organizational Composition and Climate (4)
Community Consultation and Communication (6)

The MCF assessment tool was designed for use throughout various social service agencies
including, but not limited to, health service delivery agencies. Thus, areas of impact and criteria
statements from the MCF tool that pertain to a health-related post-secondary academic unit were
adapted when developing the UTK model.[1] The following section describes components of the
UTK model.

UTK Model

According to the UTK model,[1] a culturally competent health-related post-secondary academic
organization is defined across 11 domains which can be grouped within four general categories:
administrative structure; personnel; educational environment; and curricular, research, and
outreach areas. There are a total of 85 criteria statements in the UTK model that describe
competency within the respective domains. Figure 1 depicts the model’s 11 domains that are
arranged vertically into four columns, or general categories (Table 6).

The administrative structure category refers to documented program policies, mission statements,
and procedures that promote cultural competence throughout the academic unit (domain A).
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Also, the administrative structure includes the organization and governance of the academic
department to address cultural competence issues and to involve individuals from different
cultural backgrounds throughout all aspects of the organization (domain B).

The personnel of the organization includes faculty, staff, and students. The personnel category
refers to documented policies and practices that promote recruitment and retention of faculty,
staff, and students from all cultural backgrounds (domains C and D). In addition, this category
refers to initial and ongoing cultural competence training and development for faculty and staff
of the academic unit (domain E).

The educational environment category refers to how the academic unit uses resources and
community collaborations to promote cultural competence of academic programs (domain F). In
addition, this category includes the accessibility of the academic unit's physical environment as
well as the use of culturally appropriate communication materials throughout all departmental
activities (domain G).

Figure 1. UTK Model Cultural Competence Domains.[1]
Figure 1 - Cultural Competence Model for the Academic Department (Domains)
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APPENDIX B-6: UTK 2004 MODEL DOMAINS AND CRITERIA STATEMENTS

Table 1. Cultural Competence Model with Criteria Statements for the Academic
Department or Unit

A Mission and Program Policies

Mission and program policies refer o all of the documentation that governs the
academic unit including mission statements, pelicies, and procedures. It is
important that all of the academic unit’s supporting documents reflect the goal
of cultural competence. The procedure for developing these documents must
be done in a way that promotes cultural competence.

s (Cultural competence is included in the mission statement, policies, and
procedures.

# Policies and procedures reflect that all academic unit functions, whether delivered
directly or indirectly, should be culturally competent.

s Policies and procedures promote a range of culturally appropriate practices.

s The academic unit has policies that incorporate goals of eliminating barriers of
accessibility to educational programs and services.

s The academic unit has implemented policies to eliminate barriers of accessibility
to educational programs and services.

# The academic unit has policies on multiculturalism, racism, harassment and
discrimination.

s Language in the academic unit's pelicies and procedures acknowledge the
diversity of students, faculty, staff, and communities served.

¢ The policies and procedures make reference to involving diverse groups in
decision-making.

s The process of developing/reviewing the academic unit's policies and procedures
includes input and/or participation from faculty, staff, and others from outside the
academic unit as appropriate.

s Policies and procedures are available in an accessible mode of communication, as
appropriate, such as Braille.

# The academic unit’s functions are regularly assessed with respect to identifying
and addressing gaps/barriers or inappropriate practices in terms of cultural needs.

s A complaint resolution or appeals policy is in place.

B. Governance and Organization

The governance and organization of an academic unit needs to incorporate the
principles of cultural competence. This refers to the way that the academic
unit is set up in terms of structure. One of the most important features is a
committeetask force/program area that addresses issues of cultural
competence. It is also important to invelve a diverse group of stakeholders as
appropriate in the planning of the academic unit.

s A committes/task force/program area addresses issues of cultural competence.
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# The composition of the academic unit (faculty, staff, students, boards,
commiiiees, and contractors) is diverse.

# The knowledge and experience of diverse faculty, staff, and students are
incorporated in the academic unit’s planning.

# Participants for all advisory committees and councils are recruited and supported
to ensure diverse cultural representation.

» Educational programs and services are developed reviewed through consultation
with appropriate stakeholders, including communities served.

C. Faculty and Staff Personnel Policies, Practices, Recruitment, and Retention

Faculty and staff personnel policies, practices, recruitment, and retention refer
to a diverse workforce, equity, elimination of unfair and discriminatory
barriers of accessibility to jobs. It is important to develop and implement
policies and practices that reflect the goal of cultural competence and diversity.
Policies and practices are communicated and implemented through position
descriptions and performance evaluations.

* The academic unit has an employment equity policy, which eliminates unfair and
discriminatory barriers of accessibility to jobs.

* Input was sought from faculty, staff, administration, and board members in
developing employment equity and persennel policies.

# The academic unit’s plan for employment egquity covers hiring new employees,
career pathing for existing employees, employment equity policies, needs
inventory and workforce composition that reflects cultural diversity.

# The academic unit has implemented an employment equity policy, which
eliminates unfair and discriminatory barriers of accessibility to jobs.

# The academic unit has personnel policies on multiculturalism, racism, harassment
and discrimination.

* The academic unit has implemented personnel policies on multiculturalism,
racism, harassment and discrimination.

* Personnel recruitment, hiring, and retention practices reflect the goal to achieve
diversity and cultural competence.

» Policies and procedures are communicated to faculty and staff and are understood
by them.

* Position descriptions include skills related to cultural competence, as appropriate.
Personnel performance measures include skills related to cultural competence.
Administrators conduct performance evaluations being sensitive to cultural
differences.

# Personnel are respected and supported for their desire to honor and participate in
cultural celebrations.

# The academic unit and its contractors accommodate diverse religions and
cultures.
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# The academic unit provides additional support to faculty and staff, where required
to assure and participation, e.g. sign language translation and interpretation
services.

» Fiscal resources are available to support translation and interpretation services.
Translation and interpretation assistance is available & utilized when needed.
Faculty and staff with a cultural skill, such as a second language, are recognized
or compensated if they use that skill for work that is over and above their specific
job duties.

D. Student Policies, Practices, Recruitment, and Retention

Student policies, practices, recruitment, and retention refer to policies and
practices that reflect the goal of cultural competence and diversity. This
includes advising students in cultural competent ways and mentoring students
from diverse backgrounds. It is important that the academic unit supports and
respects students” culwural diversity.

Information is gathered about the demographics of the student population.

Students are actively recruited from diverse backgrounds.

Student policies and practices are culturally competent.

The academic unit has student policies on multiculturalism, racism,

harassment, and discrimination.

# Student policies on recruitment, admission, and retention reflect the goal to
achieve diversity and cultural competence.

s Input from students from diverse backgrounds is sought in developing student
policies.

e The academic unit has implemented student policies on multiculiuralism,
racism, harassment, and discrimination.

# Fiscal resources are available to support translation and interpretation
services.

o Translation and interpretation assistance is available and utilized when
needed.

# Advising services are routinely and systematically reviewed for methods,
strategies, and ways of serving students in culturally competent ways.

» Supervisors of student workers conduct performance evaluations being
sensitive to cultural differences.

o Students from diverse backgrounds are mentored.

s Student organizations are culturally diverse.

» Students are respected and supported for their desire to honor and participate
in cultural celebrations.

E. Faculty and Staff Training and Development (on Cultural Competence)

Faculty and staff training and development reflect cultural competence training
te increase awareness, knowledge, and skills through resources. It is important
for the academic unit to allocate time and resources to support initial and
ongoing cultural competence training.
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# Faculty and staff time is set aside for initial and ongoing cultural competence
training.

* Resources are in place 1o support initial and ongoing cultural competence training.

# The academic unit provides training to all faculty and staff to increase their
awareness of cultural competence.

F. Campus & Community Collaboration on Cultural Competence

Campus and community collaboration on cultural competence needs to support
involvement with community, regional and/or national resources that promote
cultural competence. The academic unit's collaborations should promote
cultural competence of curricula, organizational assessment, fleld experiences,

and programs.

* The academic unit supports involvement with community, regional and/or
national resources that promote cultural competence.

* Community, regional, and/or national resources that promote cultural competence
are utilized as appropriate, e.g. curriculum development, organizational
assessment, field experiences, etc.

# The academic unit collaborates with other organizations, agencies, and/or
academic units to develop and deliver culwrally competent curricula, activities,
and programs.

(3. Environment & Communication

The academic unit needs to reflect diversity through the physical environment
and communication. It is impornant that all aspects of the physical
environment are accessible to everyone. The physical environment and
communication materials and modes should portray and reflect diversity of
communities.

# All aspects of the physical environment are accessible to everyone associated with
the academic unit.

» Aspects of the physical environment portray and reflect diversity of communities
through such things as pictures, posters, and signage.

* Recruitment materials are culturally and linguistically appropriate.

# Forms of communication (repors, appointment notices, telephone message
greetings, etc.) are culturally and linguistically appropriate for internal and
external audiences.

* Print and electronic materials, educational tools, and recruitment materials portray
and reflect diversity of communities.
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H. Curriculum Supportive of Cultural Competence

A curriculum supportive of cultural competence needs to incorporate content
for the development of cultural competence. It is important that curricula,
materials, and classroom activities are evaluated for evidence of cultural
competence and that consultation is sought from those from diverse
backgrounds to participate in the program.

* Undergraduate and graduate curricula and classroom activities incorporate content
for the development of cultural competence.

# The curricula, materials, and classroom activities are systemically evaluated to
determine if they incorporate cultural competence.

* Undergraduate and graduate curricula include cultural competence related
training.

# Curricula that establish the imponance of the cultural and ethnic backgrounds of
individuals and/or families that are served by health professionals.

# Undergraduate and graduate curricula establish the importance of providing
relevant and accessible services to diverse populations.

» Educational materials and class content are culturally sensitive and accessible to
diverse populations using a range of culturally appropriate teaching technigues.

¢ Special needs and cultural differences are considered when interpreting evaluation
results and making recommendations for improvement.

* Representatives from diverse backgrounds are actively sought to participate in
classroom discussions and presentations.

L Integration of Cultural Diversity in Research Projects/Policies

Integration of cultural diversity in research projects/policies refers wo
recruiting, planning, and conducting research projects that consider the role of
culture in health care and disparities. It is important that research projects
address and recognize culturally diverse populations.

# Research priorities are set based on assessments of culturally diverse populations.

» The design, metheds, and outcome measures of research projects are culturally
appropriate for the targeted research population.

# Research projects include subjects from diverse backgrounds representative of the
targeted research population.

» The researchers include members of the racial’ethnic groups to be studied and/or
individuals who have acquired knowledge and skills to work with subjects from
those specific groups.

» When food related behavior or health behavior is discussed or used in assessment
for research purposes, the cultural and ethnic background of the individual and/or
family is considered.
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L Outside Class Opportunities (field experiences, internships, and seminars)
Promoting Cultural Competence

Outside class opportunities promoting cultural competence need to incorporate
diverse populations and activities that promote development of cultural
competence skills. It is important that outside class opportunities are evaluated
te include components of cultural competence. An important feature is to use
a range of culturally appropriate techniques.

# Dutside class opportunities incorporate content for the development of cultural
competence.

» Outside class opportunities establish the importance of providing relevant and
accessible services to diverse populations.

# Outside class opportunities are culturally sensitive and accessible to diverse
populations using a range of culturally appropriate technigues.

* Representatives from diverse backgrounds are actively sought to participate in the
planning and implementation of outside class opporunities.

» Field experience supervisors, preceptors, and guest speakers are actively recruited

from diverse backgrounds.

# The content and activities of outside class opporunities are culturally and
linguistically appropriate.

# Evaluations of outside class opportunities include components of cultural
competence.

# Outside class opportunities are systemically evaluated to determine if they
achieve cultural competence.

K. Technical Assistance & Consultation

Technical assistance and consultation refers to working with diverse groups
and seeking consultants with culturally competent skills. An important feature
is that technical assistance can be provided by the academic unit or the target

populaticn.

# Technical assistance and consultation strategies recognize the linguistic and
cultural diversity of communities.

# Technical assistance/consultation activities are routinely and systematically
reviewed for methods, strategies, and ways of serving communities in culturally
competent ways.

# When providing technical assistance/consultation in communities, input from
members reflecting the diverse cultural make-up of these communities is sought
and utilized.

» Efforts are made to involve consultants who have knowledge of and experience
with the cultural group requesting the technical assistance/consultation.

# Evaluation from the recipients of technical assistance/consultation activities
includes components of cultural competence.
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Appendix C: Facilitator selection, recruitment, deliverables, and training

73

www.manharaa.com




APPENDIX C-1: FACILITATOR’S DELIVERABLES - PREPARED BY FACILITATOR

DRAFT Deliverables and Estimated Time for:
University of Tennessee, Department of Nutrition project to validate the components of a
model for organizational cultural competence in a health-related post-secondary
academic unit

The total time commitment for the facilitator is projected as approximately 33 hours. Below are
deliverables for this project:

1. Planning with project investigator:
. Meet with project investigator via telephone and email to solidify logistics for
scheduling meetings with panelists
corresponding notes between calls
clarifying communications and flow of project
ground rules for first visual — teleconference call
— 2 hours (anticipate 2 meetings, 1 prior to panelists receiving invitation and
1 after panelist respond to invitation)

o O O O

2. Schedule conference call meetings with panelists:
= After panelists send their preferences to project investigator for meeting times/dates,
follow-up with panelists to finalize/confirm times/dates for each teleconference (A, B,
and C)
— 2 hours

3. Visual — teleconference:
= Using agenda created by project investigator, facilitate and take notes for the first
conference call.
— 2 hours (1 hour of prep/notes and 1 hour for the meeting)

4. Teleconference A
= Facilitate four conference calls using World Café methods and the project investigators’
script.

= Take notes during each conference call and summarize

= Package tapes and notes and send to project investigator at completion of call number 4
— 6 hours of facilitation (4 conference calls @ 1.5 hours each)
— 2 hours of prep (1/2 hour per conference call)
— 2 hours to compile and correspond notes (1/2 hour per conference call)

5. Teleconference meeting with project investigator and faculty advisor:
= Work with project investigator to schedule meeting and prepare agenda
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= Attend/co-facilitate conference call meeting
— 2 hours (1 hour of prep/notes and 1 hour for the meeting)

6. Teleconference B
= Facilitate four conference calls using World Café methods and the project investigators’
script.

= Take notes during each conference call and summarize

= Package tapes and notes and send to project investigator at completion of call number 4
— 7 hours of facilitation (4 conference calls @ 1.75 hours each)
— 2 hours of prep (1/2 hour per conference call)
— 2 hours to compile and correspond notes (1/2 hour per conference call)

7. Teleconference meeting with project investigator and faculty advisor:
= Work with project investigator to schedule meeting and prepare agenda
= Attend/co-facilitate conference call meeting
— 2 hours (1 hour of prep/notes and 1 hour for the meeting)

8. Final Teleconference C
= Work with project investigator to schedule meeting and prepare agenda.
= Final meeting with investigator to recap the project.
— 1 hour of prep
— .75 minutes of meeting time
— .25 hour to recap project with investigator

TOTAL: 33 hours
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APPENDIX C-2: CONFERENCE SERIES SCRIPTS FOR FACILITATOR

TELECONFERENCE A

[Facilitator and 4 panelists’ introductions.]

[Facilitator: During this phone call, please let us know who is speaking by saying something
like, “This is (state facilitator’s name)” so that I can make sure we are hearing from each of you
throughout the conversation.]

Facilitator: Welcome to the [first] round of a series of phone conferences in which the expert
panel members will discuss which domains are needed in a model for organizational cultural
competence of a health-related post-secondary academic department or unit. During this phone
call, we will focus our discussion on the document that you should have received by e-mail
several days ago. The documented is entitled “UTK model domains & new domains to discuss
during Teleconference A.” This document summarizes feedback from panel members about the
UT at Knoxville model. This document presents the domains that panel members think should be
added to, deleted from, or modified within the UTK model. Also, this file presents the questions
that we want to answer during this phone conference. We ask you to consider to what extent each
domain is relevant and important to organizational cultural competence of a health-related post-
secondary academic department or unit. So, we want to answer the following 2 questions on this
phone call:

e Is this domain relevant to cultural competence?
Relevant refers to being pertinent to the areas of an organization that impact its cultural
competence.
e Is this domain important to cultural competence?
Important is defined by how essential the component is for making departmental
organizational structures and processes culturally competent.

But before we answer these questions, let me ask you to consider these questions from another
angle:

e How is this specific domain relevant or not relevant to cultural competence?

e How is this specific domain important or not important to cultural competence?

*k*x

So, let us begin discussing a domain that any of you would like to begin with. Which domain
would you like to discuss first? [pause] We can begin with domain “A” if no one has a specific
preference.

[All domains will be discussed using these questions:
e How is this specific domain relevant or not relevant to cultural competence?
e How relevant?
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e How is this specific domain important or not important to cultural competence?
e How important?

Once there has been some discussion, these questions can be answered.
e s this domain relevant to cultural competence?
e Is this domain important to cultural competence?]

In general, the facilitator will build consensus among participants by responding with questions
such as:

“[Thank you _ for your response(s).] Are there different viewpoints on this domain that have
not been addressed?”

“Have we heard from each panel member regarding this domain?”’

“We have heard from _ about this. How do others view this domain/issue?”

*** |n other World Café rounds (phone calls 2, 3, and 4 of Teleconference A), the facilitator will
summarize highlights of the previous phone conferences prior to group discussion. For example,
during the 4th phone call, the facilitator will briefly summarize discussions during phone calls 1,
2,and 3.

TELECONFERENCE B

[Facilitator and 4 panelists’ introductions.]

[Facilitator: During this phone call, please let us know who is speaking by saying something
like, “This is (state facilitator’s name)” so that I can make sure we are hearing from each of you
throughout the conversation.]

Facilitator: Welcome to the [first] round of Teleconference B, our second series of phone
conferences in which the expert panel members will discuss which criteria statements are needed
for each domain of a model for organizational cultural competence of a health-related post-
secondary academic department or unit. During this phone call, we will discuss criteria
statements associated with the domains that were discussed during all four phone calls of
Teleconference A. A document was e-mailed to you a week ago that is entitled “Final Model
Domains.” This document was based upon what the full expert panel suggested during
Teleconference A conference rounds. In addition, criteria statements from the UTK model will
be discussed during this phone conference.

We ask you to consider the following questions during this phone call:
e Which criteria statements are relevant to the domain?

e Which criteria statements are important to the domain?
e What criteria statements are missing?
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e Which criteria statements are not relevant or important to the domain and can be
eliminated?

Let us begin by asking the last question first:
e Which criteria statements are not relevant or important to the domain and can be
eliminated?

Using this question, let us discuss a domain that any of you would like to begin with. Which
domain would you like to discuss first? [pause] We can begin with domain “A” if no one has a
specific preference.

e Which criteria statements are not relevant or important to the domain and can be
eliminated?

e What criteria statements are missing?

e S0, how relevant to the domain are the rest of the criteria statements?

e How important to the domain are the rest of the criteria statements?

[Proceed through each domain of the model.]

*** In other World Café rounds (phone calls 2, 3, and 4 of Teleconference A), the facilitator will
summarize highlights of the previous phone conferences prior to group discussion. For example,
during the 4th phone call, the facilitator will briefly summarize discussions during phone calls 1,
2,and 3.

TELECONFERENCE C

Facilitator: We welcome the entire expert panel to Teleconference C. During this final phone
call, we will discuss your recommendations that have been summarized in “Results of
Teleconferences A & B.” Based on your suggestions today, Diane Krause will prepare a
document entitled “Model for Final Comment” that will be e-mailed to you in one month from
now. You will be invited to comment on this model and e-mail your comments back by

. Then, the model will be revised. A final copy will be sent to you two weeks later.

But, before we proceed with today’s discussion, the project team would like to generously thank
you for your role in this research project. It is our hope that this model will inform and promote
organizational cultural competence at health-related post-secondary academic departments or
units. So, again, thank you for your contribution!

Now, for today’s discussion. Let us begin with the revised model domains. First, we would like
to ask you:
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e How does this new model match your views regarding its relevance and importance to
organizational cultural competence of a health-related post-secondary academic
department or unit?

e How does this new model not match your views?

e What are your comments about the proposed model?

We will be in touch with you with a draft of the model for your final comments by e-mail.
Again, thank you for bringing your interest, expertise, and unique perspectives to this process.
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APPENDIX C-3: DRAFT OF DOMAINS TO DISCUSS AND TIME ALLOCATION
DURING TELECONFERENCE A

Teleconference A— PART |: Domains
Domains A, B (10 minutes)

Administrative Structure
A: Mission and Program Policies
B: Governance and Organization

Community & Environment
F: Campus & Community Collaboration on Cultural Competence
G: Environment & Communication

Domains C, D, E (20 minutes)

Personnel

C. Faculty and Staff Personnel Policies, Practices, Recruitment, and Retention
D. Student Policies, Practices, Recruitment, and Retention

E. Faculty and Staff Training and Development (on Cultural Competence)

Domains F, G (10 minutes)

Community & Environment

F: Campus & Community Collaboration on Cultural Competence
G: Environment & Communication

Domains H, I ,J, K (20 minutes)

Curricular, Research, & Outreach areas

H. Curriculum Supportive of Cultural Competence

I. Integration of Cultural Diversity in Research Projects/ Policies
J. Outside Class Opportunities (field experiences, internships, and seminars) Promoting Cultural
Competence

K. Technical Assistance & Consultation

New domains (20 minutes)
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APPENDIX C-4: DRAFT OF CRITERIA STATEMENTS BY DOMAINS TO DISCUSS
DURING TELECONFERENCE B ALONG WITH TIME ALLOCATION OF
TELECONFERENCE B

Teleconference B— PART II: Criteria Statements
Criteria statements from Domains A, B (20 minutes)

Administrative Structure
A: Mission and Program Policies
B: Governance and Organization

Criteria statements from Domains C, D, E (30 minutes)

Personnel

C. Faculty and Staff Personnel Policies, Practices, Recruitment, and Retention
D. Student Policies, Practices, Recruitment, and Retention

E. Faculty and Staff Training and Development (on Cultural Competence)

Criteria statements from Domains F, G (10 minutes)

Community & Environment

F: Campus & Community Collaboration on Cultural Competence
G: Environment & Communication

Criteria statements from Domains H, | ,J, K (20 minutes)
Curricular, Research, & Outreach areas

H. Curriculum Supportive of Cultural Competence

I. Integration of Cultural Diversity in Research Projects/ Policies
J. Outside Class Opportunities (field experiences, internships, and seminars) Promoting Cultural
Competence

K. Technical Assistance & Consultation

Generate criteria statements for new domains (from Teleconference A) — 20 minutes
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Appendix D: Teleconference series and project outputs
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APPENDIX D-1: BIOGRAPHICAL SKETCH (OPTIONAL)

To add a personal touch to the distance conferences and to build collegiality among Expert Panel
members, we are asking you to provide some brief biographical information, electronic photo,
and brief reflections on personal experiences related to cultural competence.

Diane Krause will compile panelists’ sketches into an “Introductions” document (PowerPoint
and pdf) that will be sent via e-mail to all Expert Panel members at least 3 days prior to the
visual-teleconference. This document will enable you and other project participants to familiarize
yourselves with the other project team members’ backgrounds, expertise, and perspectives
related to cultural competence before actually “meeting” them during the visual-teleconference.

1. PERSONAL BIO:
In addition to your career position and affiliation, please describe your experience related to
cultural competence (1-2 paragraphs).

2. REFLECTIONS:
Briefly describe a cross-cultural encounter/cultural misunderstanding that affected you on a
personal level and/or showed you the importance of cultural competence (1 paragraph).

3. PHOTO HEADSHOT

Please insert into this document or separately attach an electronic personal photo (headshot) so
that project participants can associate your photo with your voice on the visual-teleconference.
Please do not go to any inconvenience to provide us with your photo, and understand that this is
optional.

Thank you!

Please e-mail this document and an optional photo to Diane Krause at krause@utk.edu by January
15, 2008
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APPENDIX D-2: VISUAL-TELECONFERENCE AGENDA

Final Agenda & Draft Ground Fules

Visual-teleconference
February 1, 2008 1-2 pm EST
Toll-free Call Number: 1-866-385-6338 (Local: 865-974-9007)
Meeting ID#: 8300

Overarching Purpose:
To validate the components of a model for organizational cultural competence of a health-related
post-secondary academic unit.

Purpose of this meeting:
To meet expert panelists and project members, discuss project activities, and review expectations
of panelists and project members.

At the completion of this meeting, participants should be able to:
1. Describe the purpose of the University of Tennessee (UT) project.
2. Identify expert panelists and UT project team members.
3. Recogmze components of the project.
4. List ground mles for project teleconferences.

Items needed for this meeting are:
1. “Introductions™ PowerPoint document to inchide:
a. Project Purpose
b. Biosketches
c. Timeline
2. Final Agenda & Draft Ground Fules (this document)
3. Contact information

Agenda Topic Lead & Time | Follow Up & Notes
Welcome Betsy & Diane
* Meet project team members 10 minutes
*  Program backeround
*  Project purpose
* How to navigate the PowerPoint
*  FReview Agenda - Facilitator
Introduce Panelists Joan
& Panelists
15 mumutes
Project Components Betsy, Diane &
* UT model Joan
*  Timeline of Conference Calls 20 mmutes
* World Café methods
Ground Pules for Conference Calls Joan
5 minutes
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Final Agenda & Draft Ground Rules

Wrap Up Joan & Dhane
*  Questions/Answers 10 minutes
*  What to know before conference call
A
* Recap: Next steps & evaluate meeting

Draft Ground Rules for Teleconference Calls

. Participation on each teleconference call as scheduled is

important. In the event of an emergency and you are unable to
attend a teleconference call, please contact Joan Atkinson as
soon as possible, because the call will have to be rescheduled
for the other panelists scheduled for that call.

. Substitutes for teleconference calls are not acceptable.

Each panelist will be called on to speak. When speaking focus
on the topic and express your thoughts about it as clearly as
possible.

Listen! Reflect!

= Listen to each person as a wise person who is sharing some truth
that you may have heard before, but do not yet fully grasp

» Listen with an openness to be influenced by the speaker

» Listen to support the speaker in fully expressing him/herself

» Listen for deeper questions, patterns, insights and emerging
perspectives

» Listen for what is not being spoken along with what is being
shared

= Try not to plan your response to what is being said, as this may
detract from both the speaker and the listener

Meetings will begin and end on time.
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APPENDIX D-3: PROPOSED DOMAINS FOR MODEL

¢ What are the components of a model for organizational cultural competence in a
health-related post-secondary academic department or unit?

secondary academic department or unit?

Domains

Is this domain appropriate for promoting cultural competence of a health-related post-

Please place an ‘X’ in the appropriate column.

YES

NO

Administrative Structure

A. Mission and Program Policies

B. Governance and Organization

Personnel

C. Faculty and Staff Personnel Policies, Practices,
Recruitment, and Retention

D. Student Policies, Practices, Recruitment, and Retention

E. Faculty and Staff Training and Development (on Cultural
Competence)

Community & Environment

F. Campus & Community Collaboration on Cultural
Competence

G. Environment & Communication

Curricular, Research, & Outreach areas

H. Curriculum Supportive of Cultural Competence

I. Integration of Cultural Diversity in Research Projects/
Policies

J. Outside Class Opportunities (field experiences,
internships, and seminars) Promoting Cultural Competence

K. Technical Assistance & Consultation

If you have suggestions for additional domains, please add them below.

Suggestions for Additional Domains:

Please return this form via e-mail to krause@utk.edu or fax to Diane Krause at (865) 974-3491

by , 2008.
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APPENDIX D-4: UTK MODEL DOMAINS & NEW DOMAINS TO DISCUSS DURING
TELECONFERENCE A

Summary of Findings
Based upon panelists’ comments, some points of consideration and themes have emerged:

There seemed to be consensus on the existing 11 UTK model domains (Appendix D-4-a).
However, one person questioned the need for the “Technical Assistance & Consultation”
domain. This domain may need to be renamed to reflect components of the model that are
described by this domain’s criteria statements.

The purpose of Teleconference A is to finalize the domains for the model. Panelists’ written
comments about model domains are excellent and helpful (Appendix D-4-b). Some of the
comments seem to refer to criteria statements that will be discussed during Teleconference B.
Panelists’ comments (Appendix D-4-b) may be incorporated into forming new criteria statements
or revising existing criteria statements during Teleconference B.

Teleconference A involves identifying the necessary domains for a model that describes
organizational cultural competence in post-secondary academic settings that are health-related.
However, names of domains may need to change upon finalizing criteria statements during
Teleconference B.

New domains have been suggested. These relate to:
e Evaluation
e Clinical skills

1. Evaluation
During Teleconference A, it will be important to discuss:
e Isevaluation of cultural competence its own domain?
or

e Isevaluation of cultural competence a component to include as criteria statements that
describe a particular domain?

2. Clinical skills
During Teleconference A, it will be important to discuss:
e Are clinical skills a separate domain from already existing domains (such as
“Curriculum...” or “Outside class opportunities...”)?
or
e Are clinical skills considered components to be included as criteria statements that
describe already existing domains?

Also, it will be important to consider that the domains of this model will refer to post-secondary
health-related academic units that includes undergraduate, postgraduate, and vocational
education and training settings.
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Appendix D-4-a: UTK Model Domains

Administrative Structure

A. Mission and Program Policies

B. Governance and Organization

Personnel

C. Faculty and Staff Personnel Policies, Practices, Recruitment, and
Retention

D. Student Policies, Practices, Recruitment, and Retention

E. Faculty and Staff Training and Development (on Cultural Competence)

Community & Environment

F. Campus & Community Collaboration on Cultural Competence

G. Environment & Communication

Curricular, Research, & Outreach areas

H. Curriculum Supportive of Cultural Competence

I. Integration of Cultural Diversity in Research Projects/ Policies

J. Outside Class Opportunities (field experiences,
internships, and seminars) Promoting Cultural Competence

K. Technical Assistance & Consultation
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Appendix D-4-b: Individual Comments on Domains

All panelists said “yes” to all domains except where noted.

Comments by XXXXXXX:

[UTK model wording of domain I:
I. Integration of Cultural Diversity in Research Projects/ Policies]

Suggested rewording:
I. Research Projects/ Policies incorporate principles of cultural and linguistic
competence

[UTK model wording of domain J:
J. Outside Class Opportunities (field experiences,
internships, and seminars) Promoting Cultural Competence]

J. Outside Class Opportunities (field experiences,
internships, and seminars) Promoting Cultural and Linguistic Competence

Suggestions for Additional Domains:

(under community & environment or under Curricula, Research, Training ) community
engagement

planning, monitoring and evaluation of the academic training program (possibly under
governance & Organization)

reciprocity with diverse communities — economic & other benefits from subcontracts for
various services, research

curricula standards for levels of awareness, knowledge and skills in cultural and linguistic
competence

Comments by XXXXXXXX:
“NO” to Technical Assistance & Consultation

Suggestions for Additional Domains:

These domains encompass the organizational and structural barriers to providing cultural
competent care, but a clinical domain has to be included as the problems with the patient/
provider interaction can directly lead to poor communication, mistrust, nonadherence of
treatment protocols and adverse outcomes. Just a basic understanding that differences in
culture between the patient and provider can lead to poorer outcomes is a vital component
of any cultural competency framework. The Association of American Medical Colleges
also has a tool for assessing cultural competence components on an organizational level
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within healthcare organizations and academic health sciences centers; their website is
WWW.aamc.org.

Comments by XXXXXXX:
Suggestions for Additional Domains:

Perhaps the 85 statements in support of these Domains and Categories will provide the
detail I would envision. Let me mention some broad areas instead:

succession planning, specific to students, “graduation” as well. evaluation of the model,
for students, what about “professional development” to include mentoring, etc?

Comments by XXXXXXX:
Suggestions for Additional Domains:

I recommend including a measure to evaluate how well or to what extent was the content
or instructor presenting culturally competent material; to be done by the students as part
of the class evaluations.

Comments by XXXXXXX:

“I think that all of these are valuable to building organizational cultural competence. [Below are]
those that I feel are most critical.”

A. Mission and Program Policies

B. Governance and Organization

C. Faculty and Staff Personnel Policies, Practices, Recruitment, and Retention

E. Faculty and Staff Training and Development (on Cultural Competence)

H. Curriculum Supportive of Cultural Competence

I. Integration of Cultural Diversity in Research Projects/ Policies

Comments by XXXXXXX:
Find and use other cultural competence resources and projects for what they can offer

Comments by XXXXXxx:
At this point I can’t think of additional domains but will be anxious to see the way these domains
are broken down into the smaller components

Agreement with domains—no additional comments by
XXXXXXXK, XXXXXXXK, XXXXXXKX
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APPENDIX D-5: SUMMARY OF TELECONFERENCE A CALLS: DRAFT OF “FINAL
DOMAINS FOR MODEL”

Draft of “Final Domains for Model”

This document consists of the proposed “Final Domains for Model” (pg. 2)

All other parts of this document (Appendices D-5-a & D-5-b) demonstrate
and describe the recommendations that were made over the 3 World Cafe
calls. The appendices are provided so that you may be able to better
understand the rationale behind how the model domains on page 2 were
selected.

During Teleconference B. please use the following project documents:
* Page 2 of this document
* The other PDF document “Criteria Statements™ document (from the
UT at Knoxville model).

Consider the rich discussions in which you participated on your call and
come prepared to suggest criteria statements to add. delete, and revise.

Note:

» Most panelists agreed that it is appropriate to address “Evaluation”
and “Clinical Skills” using criteria statements. It has been suggested
that each domain have criteria statements that relate to evaluation.

* Most panelists agreed that it is appropriate to address “Clinical
Skills” with domains H (now called *“*Culturally Competent
Curriculum) & domain J (now called “Experiential Practice
Supporting Cultural Competence”

* Domain names may still be subject to change once criteria statements
are generated and grouped appropriately

* Notice that headings consisting of multiple domains have changed

« It will be unlikely to please everyone in this first draft of model
domains!
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Draft of “Final Domains for Model™

A\ dmini r—

tA} [t\-_ﬁ_:;_spp_ap_d_‘\_fi_s@qq ______________________________________________ . --1Ccmment [DE1]: Note that the
(A) here refers to the original UT
— model domain’s criteria statements.
(A) Program Policies Use the letter in parentheses to find
the criteria statements on the
Personnel

(C) Faculty and Staff Personnel Policies, Practices. Recruitment. and Retention

(D) Student Policies. Practices, Recruitment, and Retention

(E) Faculty and Staff Training and Development (on Cultural Competence)

Community & Environment

(F) Campus & Community Collaboration on Cultural Competence
(G) Environment, Climate, & Communication

Curricular & Clinical Activity
ﬂi)ﬁ]nnaﬂycmt(hnnumnd_ ______________________________________ _ .- Comment [DE2]: Thisdomain
would inchid o of
[I)ExpmmhalPﬂchceSuppmhngOﬂhnal&mdrnﬂl __________________ I P —— -
development & "Outside Class
Culturall t Research Opporminitis (fleld axpertences,
M v Competen : —— ,. )

(K) Technical Assistance & Consultation

Draft 1 2

92

www.manharaa.com




Appendix D-5 (continued): Summary of Teleconference A calls: Draft of “Final Domains for
Model”

Appendix D-5-a:
Comparison of Model Domains Among Group 1, 2, 3 Calls

(pg. 4-8)

3
Call #1 Call #2 Call#3
Administrative Structure Administrative Structure A dministrative Structure
A Mission A_ Mission and Program Policies A Missionand[Visioff |
B. ProgramPolicies | B. Govemance and Organization | B. ProgramPolicies | -r-r—m [0K5] - Panaliss
1. agreed that it 15 appropriate to spilt
.| the “Mission & Program policies™
. | mto 2 separate domams.
G and Or; tion Govemnance and O
Personnel Personnel
Personnel
C. Faculty and Staff Personnel Policies, C. Faculty and Staff Personnel Policies. | C. Faculty and Staff Personnel Policies,
Practices, Recruitment, Retention, and Practices, Recruitment, and Retention Practices, i .
|Succession Plannting | 3 and Retention | ’
D Student Policies, Practices, Recruitment, D. Student Policies, Practices, D. Student Policies, Practices,
and Retention Recrui and R i Recrui and Retention
E. Faculty and Staff Training and E. Faculty and Staff Training and E. Faculty and Staff Training and
Development (on Cultural Comp €) Develop (on Cultural Comp ) | Development (on Cultural Comp €)
Draft 1 4
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Call #1 Call #2 Call#3
Community & Environment Community & Environment
Community & Environment
F. Campus & Community Collaboration on | F. Campus & Community Collaboration | F. Campus & Community Collaboration
Cultural Compet: on Cultural Competence on Cultural Competence
G. Environment & Comnmanication | G. Environment & Communication G.| Environment, Climate, &

_______________________________ Communical

i
i
:

[Nndmmﬂzu]lmnlml
Communication

Draft 1

5
Call #1 Call #2
[Fa— Re £ Outreach

areas Curricular,
(Curricular & Clinical Activiry)

H. Curriculum Suppertive of Cultural
Competence

H. Curriculum Supportive of Cultural H.[C ly Comp
Competence

\ | ovm heading (or have 2 diffarent
Research domain moved to its own heading

J. Outside Class Opportunities (field
experiences, internships, and seminars;

| panlists because it was said fhat
1 | outreach refers more fo recruitment
I. Outside Class Opportunities (field T. |Outside Class Opportunities (field
e - Expmmoe‘s, internships, and seminars) it L hij inars)
Pr tural Comp

Bromeoting Cultural Competence ______|

experiences, ips. and
Bremotiaz Cultural Competencel ______ evordin hi e would refer o

|, | CC cumiculum content & CC
Term “Experiential practice” was ::\ SEmaTr R s
proposed

Draft 1
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Call #2

I. Integration of Cultural g

Research Projects/ Policies

1 Integration of Cultural Diversits{in___ | .G
Research Projects/ Policies

K. Techmical Assistance & Consultation

Or, atleact
change “Cultural
K. Technical Assistance & Consultation

K. [Technical Assistance & Consultation] |

Draft 1

_‘: [DE23] : Needs to be
\ | within model, but not 25 separate
| domain

Comment [DK241: [iwasageed
that clinical skills should be m

this area within “Curicula. . &
Draft 1
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Appendix D-5 (continued): Summary of Teleconference A calls: Draft of “Final Domains for

Model”

Appendix D-5-b:

Model after Teleconference A Individual Calls
Group 1, Group 2, Group 3)

(p. 10-14)
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Model after Teleconference A -- Group 1 call
A Mission

_ .- Comment [DE25]: Panelists
P - agzeed that it is appropriate to spilt
Governance and Organization ﬂn“lﬁsim:l’mgmwlidﬁ“
inte 2 separate domains,
Personnel
C. Faculty and Staff Personnel Policies, Practices, Recruitment,
D. Student Policies, Practices, Recruitment, and Reteption | _ -~ Comment [DE26]: Rationale for
) change: Succession planming
E. Faculty and Staff Training and Development (on Cultural e
Competence) that organizational roles are filled
Community & Environment Pzt
F. Campus & Community Collaboration on Cultural Competence
G. Environment & Communication / Climate |
_ .- Comment [DE27]: “Environmen
““““““““ tClimate™ could refer to the physical
| tion | sccessibility) or the climate of the
Cuwrvicular, Research, & Outreach organization for validating “who
people are.” “Communication™
i L . would be considered the public
[Curricular & Clinical Activity] relations materials and websites
presenting the arganization tw those
- — [~~~ \ outside [& within?] of the
H. Curriculum Supportive of Cultural Competence \\‘ T e
«, | separated here as 2 domains.
Comment [DE28]: Hationale for
Research domain moved to its own heading change: Ressarch & technical
J. Quiside Class Opportunities (field experiences, intemships, and asststamce mm“] whwu:;,n:l:e
seminars) Promoting Cultural Competence apprapriate to keep it under the same
category that refers mainky to smdent
activities. It was thought that
research should be its own heading
I. Integration ofmm@m & technical assistance should be its
Research Projects/ Polictes |\ e
W heading for this area). The term
5 “gutreach” was unacceptable to
'\\ panelists because it was said that
% outreach refars more to recruitment
e ==
E_ Technical Assistance & Consultation ! B O o .
could be broadened to incorporate
culiural competence throughout the
desizn and implementation of
research projects, not simply cultural
diversity in research.
Draft 1 10
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Model after Teleconference A — Group 1 call (cont’d)

- Comment [DK30]: Becsuse
evaluation may refer to multiple
maodel domains, it may be most

the model in the form of criteria

I[:I_ ical skill _ .-~ Comment [DE31]: Panelists
"""""""""""""""""""""""""""" agreed that the newly proposed
newly named category, “Curricular
& Clinical Activity.”

Draft 1 11
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Model after Teleconference A -- Group 2 call

Administrative Structure

A. Mission and Program Policies

B. Govemnance and Organization

Personnel

C. Faculty and Staff Personnel Policies, Practices, Recruitment, and Retention

D. Student Policies. Practices, Recruitment, and Retention

E. Faculty and Staff Training and Development (on Culfural Competence)

Community & Environment

F. Campus & Community Collaboration on Cultural Competence

G. Environment & Communication

Curricular, Research, & Outreach areas

H. Curnculum Supportive of Cultural Competence

Comment [DE32]: change
“Cultral Diversity™ to *“Cultural
Competence™

T Outside Class Opportunities (field experiences, intemships, and seminars) Promotind |- '[Cmt [DE33]: Suggested

Cultural Competence it i

E_ Technical Assistance & Consultation

tEvalua'lionl ________________________________________________________ _ |- Comment [DE34]: Wouven
thronghout other domains

Ctnical ity -4 Comment [DE35]: Needstobe
within model, but not as separate
domain

Draft 1 12
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Model after Teleconference A - Group 3 call

A MissionandVisiod __.-{ Comment [DK36]1: Grouphad
consensus that it would be important
— to add “Vision™ “What would it be
B. Proglml’ohud ___________________________________________________ like if we were a colturally
‘\\ competent organization?™
C. Governance and Organization .,
Comment [DE3IT]: Agreed with
Fersomne i
C. [Faculty and Staff Personnel Policies, Practices, Recruitment, and Retention] | - - Coument [DE381: Group
D. Student Policies, Practices, Recruitment. and Refention e g
spedk to succession planning, bat a
E. Faculty and Staff Training and Development (on Cultural Competence) D0 Chiaes Was BOL BECESSY,
Community & Environment
F. Campus & Community Collaboration on Cultural Competence
G.|Environment, Climate, & Commmmicatiod | - { cComment [DE391: Discussion
; Leonine ool =

Draft 1 13
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APPENDIX D-6: COMPARISON OF CRITERIA STATEMENTS FROM
TELECONFERENCE B & DRAFT OF FINAL STATEMENT

[+ ] VT uooe crems P ) p— Do
COMPARISON OF CRITERIA STATEMENTS FROM TELECONFERENCE B & DRAFT OF FINAL STATEMENT
Kev:

Blue: combine crit. statement with another
: add wording
- major rewording/revising needed
ted in yellow: place within other domain
hted in gray: strike this?
ed in aqua: rate critena statements into different domains
W e R REEIRT O R EY B ET e Overriding statement within domain

hted in iane’s attempt at writing a new criteria statement
potentially move this to climate domain (G)
question for Betsy from Diane

NC = no change

CS = cntena statement

XX = delete this

Rep eoLD caps & red= Diane’s comments to herself fideas to make sure aren't lost

(To simplify this draft, the first domain [originally domain A] will be temporarily named domain Z so that the criteria statements will not need new numbering. In the final
model, “Mission and Vision” would start as domain A, and the remaining domains will be named B, C, D, etc. in consecutive order.)

Z. MISSION AND VISION
Z-1 | Cultural competence is | Cultural competence is included in | Agree with Call 1 Agree with separating both into | Cultural competence is
included in the mission | the mission statement and vision. different domains? included in the mission
statement, policies, and vision statements.
and procedures. (split CS into 2 statements)
1
UTK MODEL CRITERLA DRAFT OF FINAL
| # | ST T Carrl Carrl CarrLd STA @
A. PROGRAM POLICIES
Domain may need an overmding
statement that includes mission &
vision. Convey in new statement that
program policies are driven by mission
& vision.
Have the rest of CS fall undemeath as
bullets. Could place statements under
as examples.
“Cultural competence is valued within
org. The following policies are
encouraged_.."
A1 Add: Cultural competence is See row above for
included in the organizational inclusion of A-1
policies and procedures.
A-2 | Policies and Program policies domain. (The rest | fsteesand Fefect ot B asademe st | Agree with Call 2 to strike - XX
procedures reflect that | of CS will be in program polici heuld be e v “vague wording"
all academic unit domain) A2
functions, whether [Awkwardly worded; not clear how
delivered directly or will be measured; redundant, b/c
indirectly, should be whole document reflects this]
culturally competent.
A-3 | Policies and Combine with A-10, using #10 as Palioies-and Promele-a-rang % | Agree with Call 2 to strike X
procedures promote a | example of this CS: Policies and Sppecpriste pracices [SaMme issUe as “vague”
range of culturally procedures are available in an accessible | Previous CS; not clear how will be
appropriate practices. | Mode of communication, as appropriate, measured; redundant, b/c whole
such as Braille. document reflects this, so strike it
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‘UTK MODEL CRITERIA DRAFT OF FINAL
| # | STA Carrl Carrl Carrd STA @

A-4 | The academic unit has | The academic unit has and The academic unit implements Agree with previous changes. The academic unit
policies that implements policies that policies that incorporate goals of NC from Call 2. implements policies
incorporate goals of incorporate goals of eliminating eliminating barriers of accessibility that incorporate goals
eliminating barriers of | barriers of accessibility to to educational programs and of eliminating barriers of
accessibility to educational programs and services. | services accessibility to
educational programs educational programs
and services. and services

A-5 | The academic unit has | The-academic unithas Agrees with Call 1 change NC from Call 2. XX (combined with A-4)
imp tted policies | imaph d-peliciesto-eli e .
to eliminate bamriers of | barrers-ofaccessibilibrte Sirsinae b
amblmym " ‘progars-and servises—{strike 5 bic folded into #4)
educational programs | (strike 5 bic folded into #4)
and services.

A-6 | The academic unit has | The academic unit has and Said that policies on racism, Multiculturalism is not mandated
policies on implements policies on harassment & discrimination were | by law (but should consider
multiculturalism, multiculturalism, racism, mandated by law so these would be | keeping this with
racism, harassment harassment and discrimination. addressed by university already. emphasizing/promoting
and discrimination. multiculturalism); maybe should

“Policies on __ are aligned with the | not all be listed together.
campus” policies. Divide this statement into 2 CS:
1) addresses racism,
#12 (complaint resolution) could be | harassment, & discrimination, 2) (A-
combined. addresses multiculturalism (see | 12 combined in here).
below)
Possible addition could be: “staff is
informed offhave access to
university policies regarding ___ "
[so that staff know there is a
mechanism].
3
'UTK MODEL CRITERIA DRAFT OF FINAL
| # | ST Cairl Carr2 Carr 3 st )
What does it mean to have a policy | 2) addresses mulficulturalism The academic unit has
on multiculturalism? and implements policies
on multiculturalism.

A-7 | Language in the NC [Den't know what 1s meant by 77 see my note
academic unit's - - “acknowledge diversity"—maybe
policies and Combine with A-4 strike? Sounds like “Branding | Maybe move to G
procedures . P issue/Reputation management™
acknowledge the i’\a:nguage s {a,mpari o;;ﬁcﬁﬁw conveys how management
diversity of students, d(ﬂ"?e.m") - ofher critena in olher | o b municates 1
faculty, staff, and ains speak to this, but is OK to
communities served combine (1 vote) Don't agree with it bei

- MNEED MORE UNDERSTANDING OF THIS bagd with #4 r;g b
GROUP’S RATIONALE To cOMBINE | ComPmned w! » could be
WiTH A4 combined with environment &
Communication domain

A-8 | The policies and The policiesand proscdues make referenocte Agreed with Combining A-8 & A-
procedures make dacision-making. 9. Policies and procedures
reference to involving [Seemed redundant b/c was of the academic unit
diverse groups in thought to be conveyed in Make language stronger than describe involvement of
decision-making. Combine governance (B) domain; Including “make reference to” diverse groups in

input from outside of department is decision-making and
A-B&A9 included in other parts of the [make sure to include are developedireviewed

(concepts similar) document; strike if] Is there enough | “involvement of diverse groups™ | to include input and/or

of this under governance domain from A-8] participation from

for this one to be dropped? Does it faculty, staff, and others

need to be moved there? Already in from outside the

B-5. academic unit as

appropriate.
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'UTK MODEL CRITERIA DRAFT OF FINAL
| # | STATEMENT Carrl Carrl Carrld STATEMENT (%)

A-9 | The process of
developing/reviewing st and

Y e | i

E:ica;:d::;lc units I['?een;l:ed rebliundanl bic was

roced i ought to be conveyed in .
{;pm a:ﬁrlndudes govemance (B) domain under B-2; Tncorporated in row above
participation from strike if]
faculty, staff, and
others from outside the
academic unit as
appropriate.

A-10 | Policies and Is an example of #3—move it there | Add bullet of #10 under #3 [Liked this CS, not seen as Policies and procedures
procedures are example of #3 (1 vote); could are available in an
available in an AGREED WITH ADDING #10 To#3 As combine or stay here (1 vote) accessible mode of
accessible mode of BULLET (ALTHOUGH CALL PREVIOUSLY communication, as
communication, as SUGGESTED TO STRIKE }#3) appropriate, such as
appropriate, such as Braille.

Braille.
[kept as its own C5
because A-3 was

A-11 | The academic unit's Change wording here—suggestion | [Move to governance domain (B) [Like this statement; like the
functions are regularly | below: underneath a criteria statement that | idea of there being an
assessed with respect | “Tunctions are assessed to identify | talks about evaluation. institutional policy for self-
to identifying and gaps in practices as it relates to assessment (so not move to
addressing institutional policies for CC” A-11 was thought to already show | governance & org section as
gaps/barriers or up in B-1].__so strike it here. previously suggested because
inappropriate practices of idea of there being a policy
in terms of cultural for self-assessment)]
needs.

A-12 | A complaint resolution | NC - enerappecicpeliepsnpizee | When considenng combining A- | See A6 for its
or appeals policy is in [Incorporate this CS within A-6. so 12 with A-6, Call 3 liked Call 2's | incorporation
place. strike (make sure complaint . suggested addition:

ﬁll]mwﬂs policy shows upin | “Gaff is informed offhave
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UTK MODEL CRITERTA DRAFT OF FINAL
| ¥ | STATEMENT Carr 1 Carr2 Carr3 STATEMENT (%)
access to university policies
regarding ___ " [so that staff
know there is a mechanism].
[Important that faculty & staff
know mechanisms for dealing
with harassment etc. even if
dealt with outside the academic
unit]
See new CS in A-6
B. GOVERNANCE AND ORGANIZATION

General comments: NEW statement:
Discussed the need for a The academic unit
statement that described identifies an administrator
“identifying a person that has to make decisions and
the authority to make decisions, | take responsibility for
implement programs & be initiatives and issnes
accountable...can’t have justa | related to culfural
staff person {to be responsible | competence and diversity
for CC & diversity-related within the unit.
issues}”

B-1 | A committee/task A committeeftask force/program A committee/task force/program [Likes “addresses” because CC | A committeeftask
force/program area area evaluates and addresses area evaluates is ongoing process so each force/program area
addresses issues of issues of cultural competence. issues of cultural competence. issue should be addressed] evaluates and
cultural competence. addresses issues of

[From previous conversation during cultural competence.
domain A, A-11 was considered CS
that could be part of this one]

B-2 | The composition of the | NC The composition of the academic Disagreed with Call 2's 'strives | Bo8
academic unit (faculty, unit (faculty, staff, students, boards, | for cultural diversity” addition bic
staff, students, boards, committees, and contractors) is it sounded weak or gave too

UTK MODEL CRITERIA DRAFT OF FINAL
| # ‘ ST - Carrl Carrl Carrd | STA @
committees, and diverse-strives toward diversity. much leeway.
contractors) is diverse.
“stnives towards diversity” wording | Call did not discuss moving this
added because CC & diversity is a | o personnel, although
process; this CS was thought to be | questioned its place here (1
addressed by personnel domain (C) | vote). “Striving for diversity’
. seemed like a goal, not a
Not finalized if want to move this to | govemnance issue’]
domain C, incorporate it within a CS
in domain C, or strike it altogether if
it is already being addressed
elsewhere.

B-3 | The knowledge and NC T Tnowldge = 2 ‘Agreed with Call 2 deletion. X7
experience of diverse . the acaderic-units pk However...
faculty, staff, and
students are [Thought to be addressed within [Questioned if this CS is talking
incorporated in the other domain] about input to policies &
academic unit’s procedures (which has already
planning. been included in B domain) or is

this talking about program
planning...make sure program
planning component is not lost]

B-4 | Participants for all Participants for all advisory ipanis-for ol advise = =3 [ NC? Diverse participants for
advisory committees committees and councils are srsre dvem e culiura-FepRcaRi R no specifc discussion on this all advisory boards,
and councils are recruited and supperted engaged to | reword: “Diverse participants for all | statement, although did not committees, and
recruited and ensure diverse cultural advisory boards, committees, and disagree with feedback from councils are recruited
supported to ensure representation. councils are recruited and engaged | Calls 1&2 and engaged to ensure
diverse cultural to ensure wide cultural wide cultural
representation. representation [offfor the representation of the

populations served]",

add concepts of 1)boards; 2)
cultural representation of the
population served

populations served.
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UTK MODEL CRITERIA DRAFT OF FINAL
| # | g Carrl Carrl Carrd ST )
B-5 | Educational programs | NC Edueaiceal peogracnsand senices s NC? XX7?

and services are
developedireviewed
through consultation
with appropriate
stakeholders, including
communities served.

ckhad

iy
[Thought to be reflected in other
domains; redundant, similar to B-

47)

no specifc discussion on this
statement, although did not
disagree with feedback from
Calls 1&2

C. FACULTY AND STAFF

PERSONNEL POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

General comments: Many of these
criteria statements refer to laws
which would reflect university

General comments:
Include expectations of learning
CC skills as a form of

policies; criteria that are
not mandates would be main ones
to include under this domain
[Diane’s inference from discussion]

CC in job description

professionalism that is
evaluated. [evaluated as
professionalism—this Is one
way to make sense out of 11 &
12]

C-1 [ The academic unit has | Combine with C4 Same comments as for A-6. Disagreed with Call 2. [Said The academic unit has
an employment equity (Should be aligned with university | that just because some of these | and implements an
policy, which The academic unit has and policy) are hmdamd by law, doesn’t employment equity
eliminates unfair and implements an employment equity mean that can’t be restated for | policy to eliminate
discriminatory barriers | policy—whieh to eliminate unfair Ahasandmpeeaisan | emphasis. Laws are “minimum” | unfair and
of accessibility to jobs. | and discriminatory barriers of oy b jobs. & designed to prevent “bad discriminatory barriers

accessibility to jobs. behavior.” There is a difference | of accessibility to jobs.
[See C-4] between accountability and
liability]
UTK MODEL CRITERIA DRAFT OF FINAL
| # | iy Carrl Carr2 Carrd st o)

C-2 | Input was sought from | Input is sought from faculty, staff, rputisagt s =< | Did not agree with Call 2 Input is sought from
faculty, staff, administration, and board b ireand) and | deleti faculty, staff,
administration, and in persennc pelaes: administration, and
board members in assessing and) developin Comments board members in
developing (employmrgnt eq)uiry andppe?scn nel | [Stricken bic policies are already : developing, reviewing,
employment equity and | policies. part of legal mandates for and revising
personnel policies. university. But include that faculty, employment equity and

[convey that this needs to be staff, board could provide valuable personnel policies. **
ongoing..add concept that this is input l)n‘ how they'll recruii]
not a one-time development]

C-3 | The academic unit’s The academic unit's plan for —— Lo p— Did not agree with Call 2 The academic unit's
plan for employment employment equity covers hiring o rpbayens_smployment ety plisies: d plan for employment
equity covers hiring new employees, earearpathing for | e imenon and weriirms compotion that equity and cuftural
new employees, career | existing employees, employment ; ; P diversity of personnel
pathing for existing equity policies, needs inventory and El;tzpr(eu]vzu&gwrr‘;ssn;ﬁfc;ﬁ%ed n includes policies for
employees, workforce composition that reflects input from these groups will be employment equity,
employment equity cultural diversity. (needs work) important for recruitment & striving procedures for
policies, needs for cultural diversity), then can recruiting and hiring
inventory and [Unclear about how stated, strike #3 almgelheri new employees,
workforce composition | Awkward wording, unevenness in procedures for retaining
that reflects cultural what is in here] Part of law employees, and

diversity.

assessment of the
unit’s workforce
composition.
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UTK MODEL CRITERIA DrAFT OF FINAL
| # oTa Carrl Cairl Carrd oA @

C-4 | The academic unithas | Combine with #1 Agreed with Call 1 (that C4 could | No comment against changes pied
impl ited an B s be combined with C-1) previously made (incorporated into C-1)
employment equity plemented an employment oquity
policy, which pohey-which—elirnastes-unfar and
eliminates unfair and | discaminatory barmers of
discriminatory barmriers | accessibiity fojobs.
of accessibility to jobs.

C-5 | The academic unit has Fhe asad “ hasans pemennst | Agreed with Call 1
personnel policies on Sscrmnatan.
multiculturalism, P . 3
racism, harassment s = . The academic unit has
and discrimination Gsarmnation. and implements

: Combine personnel policies on

C-6 | The academic unit has Ch&Ch [Stricken bic considered part of the multicuituralism, racism,
implemented policies of the university that are harassment and
personnel policies on mandated by law] discrimination.
multiculturalism,
racism, harassment
and discrimination.

C-T | Personnel recruitment, | Personnel recruitment, hiring, and Personnel recruitment, hiring,| Did not disagree with Call 2's.
hiring, and retention retention practices reflect the goal | EUUECT Y G IR (W0 Y IR suggestion to make ovemiding
practices reflect the to achieve diversity and cultural the goal to achieve diversi statement
goal to achieve competence cultural competence.|
diversity and cultural
competence. [Needs to be stronger language Considered “Overmiding statement”

than “reflect the goal,” want for this domain; other criteria
practices to be enacted] statements fall under this one as
bullet points? (msseD some
DISCUSSION B/C OF TAPE CHANGE).
WHICH ONES GO UNDER 77
10
UTK MODEL CRITERIA DRAFT OF FINAL
| # | STATEMENT Carrl Carr2 Carr 3 STATEMENT(?)

C-8 | Policies and Policies and procedures are clearly | Agree with change in wording: Agree with change in wording: | Policies and procedures
procedures are communicated to faculty and staff | Policies and procedures are clearfy | Polices and procedures are cdearly are clearly
communicated to . communicated to faculty and staff e ooty an saff o are communicated fo
faculty and staff and . faculty and staff.
are understood by
them.

C-9 | Position descriptions NC Position descriptions include skills [ NC Position descrptions
include skills related to related to cultural competence—as include skills related to
cultural competence, Hate- cultural competence, as
as appropriate. (1 vote) El ate.

C-10 | Personnel Personnel performance measures | NC NC
perfermance measures | include knowledge and skills related
include skills related to | to cultural competence. [add evaluation here]
cultural competence.

[Add word evaluation to describe
that evaluating (not measuring)
someone’s performance]
== Administrators conduct ml Agreed with deletion pred
performance evaluations being Eerorcas Move to climate and
sensitive to cultural [ thought not to be relevant...would ask if keep, revise, or
differences. be a given if cultural competency in delefe
job description
[Unclear how would be able to said that can't mandate/enforce
measure this objectively; this]

application is ambiguous]
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UTK MODEL CRITERIA DrarFT OF FINaL
‘ # ‘ STATEMENT Carl CarLl CarLd STATEMENT (7)
S e oema ra Iecpactad Jnd Supporiad foc e Agreed with deletion. Move to climate and
Combine C12 & C13; secbrions: Appreciate spirit of it, would ask if keep, revise, or
O hope it would be in the culture, | delete
The academic unit and its Suase raligions and but cannot be objectively
contractors e

{1* time have seen word
“contractors” so wonder about
consistency, get rid of word]

iStrike, b/c suggested that the law
speaks to this...

[Diane’s thoughts on this deletion:
#12 gets at an issue that is not
merely a legal one—has to do with
climate/ org. culture]

measured.

See C-13 as an organizational
climate issue... under
Environmental Climate (domain

[C-12 & C-13 have
been combined here]

C-14

The academic unit
provides additional
support to faculty and
staff, where required to
assure and
participation, e.g. sign
language translation
and interpretation
sernvices.

The academic unit provides
additional support to faculty and
staff, where required to assure-and
participation, e.g. sign language
translation and interpretation
services.

["Way too specific™—15 & 16 gets at
this]

["What is this CS doing in this
section under faculty? What
does this mean? Is thisina
cﬁ'lical or academic setting?"]

”

Fiscal resources are
available to support
translation and
interpretation services.

Combine C15 & C16

Agreed upon combining C-15 & C-
16. However, suggested that this
new CS should be moved to fit
within governance (B) domain [said
when talking about D domain]

Maybe can combine C-14, C-15,
C-16, but need clanfication

[Move to goverance or |
elsewhere?]

Translation and
interpretation

C-16 | Translation and [These services have to be on assistance is wntten
interpretation budget.., services should be into the academic unit's
assistance is available “available & utilized™] budget and these
& utilized when services are available &
needed. utilized [by faculty]

when needed.
12
UTK MODEL CRITERIA DrAFT OF FINAL
|# | oTATEN AT carrl Carr? Carrl STATEMENT ()

C-17 | Faculty and staff with a | NC aculty-and siaft wit Seklswhaa | not agree with Call 2 deletion Faculty and staff with a
cultural skill, such as a ey s ot skl for work St is aver apd above ther cultural skill, such as a
second language, are spessejebdutes: second language, are
recognized or [strike bic C-15 & C-16 say that il recognized or
oompensatpd if they provide these services; said that com pensat_ed ifthey
use that skill for work this situation should not happen if use that skill for work
that is over and above C-15 & C-16 are in place. that is over and above
their specific job if compensate someone above their specific job duties.
duties. against the idea that staff are equal]

D. STUDENT POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

Some of criteria statements would not nesd to be
i deleted if someone didn't understand the broad
ﬁ view. _it could be said that
2 “Many other topics that were suggested would
E include. ..” (if someone didn't “get it"), but in order

8 to have a concise document, these deletions

would seem appropriate

D-1 | Information is gathered | Information is gathered about the NC to Call 1 or Call 2 = Information about
about the demographics of the student Include as bullet under D-5 the demographics of
demeographics of the population. the student
student population. population is

[Gather & evaluate ...evaluate gathered and
against mission] evaluated.

D-2 | Students are actively | Combine with D-5 Shsde i recr < { NC to Call 2 XX
[:;”c}:g::;jgg‘ diverse Found within D-5, so strike

D-3 | Student pelicies and NC e Bt by NC to Call 2's suggestion | Student policies and

cti [tural [t ctit ftural
g;amp::nire culraly [under governance already? Or move it o move E(rjfnp':t&:nim culturally
there]
13
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'UTK MODEL CRITERIA DRAFT OF FINAL
| # | STATEVENT Carrl Carr 2 Carr 3 STATEMENT (7).
D4 | The academic unithas | The academic unit has and e g tpoliciac.cn NC & The academic unit
student poli on imph ts student policies on Deheled for same reason as noted in C-5 has and implements
multiculturalism, multiculturalism, racism, &CH DiD THEY DECIDE TO KEEP student policies on
racism, harassment, and discrimination. THIS ONE? KEPT WITHIN multiculturalism,
harassment, and OTHER DOMAINS SO KEPT IT racism, harassment,
discrimination. HERE WITH THE and discnmination.
ASSUMPTION THAT THIS
GROUF WOULD BE Split from above?
CONSISTENT.
D-5 | Student policies on Combine with D-2 Student policies on recruitment, [This CS refers to
recruitment, admission, admission, and retention reflect the diversity. Mot talking
and retention reflect goal to achieve diversity and cultural| about cultural
the goal to achieve competence b/c cultural
diversity and cuftural competence is more skill-
competence. This CS becomes overriding CS within based. Strike “CC’]
this domain; keep 1 & 6 as bullets under
this CS; strike 2, 3,4, 7 Student policies on
recruitment, admission,|
and retention reflect the|
goal to achieve diversi
Combine with D-10
D-6 | Input from students Input from students from diverse Might keep here for emphasis (although Agree with bulleting under | &1 Input from students
from diverse backgrounds is incorporated sesght | also perhaps found in B-4 although D-5 from diverse
backgrounds is sought | in developing student policies. students may not be referred to there). backgrounds is
in developing student Place as bullet under D-5. incorporated in
policies. developing student
policies.
D-7 | The academic unit has | s poic | The Fa = Agree with Call T to stnke | XX
i fed student | e sasrama nd pursmeye this CS and incorporate
policies on within D-4)
multiculturalism, Incorporated in D-4 Deleted bic of mandate issue described
racism, harassment, previously (A-6). campus policies
and discrimination. mandated by law
14
‘UTK MODEL CRITERTA DRAFT OF FINAL
‘n ‘ STATERENT Carrl CarrL2 CarL3 STATEMENT )
D-8 | Fiscal resources are Same discussion as in C- | [Move to goverance]
available to support 14
translation and [*"What is this CS doing in | Translation and
interpretation this section? What does | interpretation
services. - . this mean? Isthisina assistance is written
_ Combine D-8 & D-9 rAq.I' mmﬁ:ﬁ:g E:éo&(o:o qgl\;:rr‘neag_oi i‘sD_g-rt clinical or academic into the academic unit's
D-9 | Translation and of organization pa setting?”] budget and these
interpretation . services are available &
assistance is available utilized when needed.
and utilized when
needed.
D-10 | Advising services are | NC feing e [Disagreed with Call 2's
routinely and strotegies. andways-of senving sthudenis S audturaly competent | decision to delete.
systematically ey

reviewed for methods,
strategies, and ways of
serving students in
culturally competent

ways.

[Thought that retention in [.'4-5 refers to this
concept]

Den't think it is addressed
in D-5. This can be
measured by asking
students about the
services.

Combine with D-5 with D-

10. D-10 & D-12 combined
here
D-10 and D-12 could be
combined
How do we measure this? Concept | =4 Sensict Can measure this by Move to climate

is good, but how apply?

e ok
sensive o euliral Siferenses:
[Same issue from C-11. Can’t enforce]

asking students.
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| # | sTa Carrl Carr2 Carrld st o)
D-12 | Students from d Students-from-diverse-baeckgr NC D-10 and D-12 could be | [incorporated into D-10]
backgrounds are are-mentered- Mentoring is combined (mentoring &
mentored. available to all students. advising)
D-13 | Student organizations | Studsnat araculturally | Student organizations are culturally Reword: Encourage New CS:
are culturally diverse. | diversa. diverse. inclusiveness within B Student organization
student organizations. policies and
Strike this OR add criteria NO DISCUSSION ON WHY STRIKING; NO practices should
statement: “Student organization oNCALLT's N NO COMMENT ON CALL 1°s reflect cultural
policies and practices should reflect SUGGESTION competence
cultural competence”
OR
M Encourage
inclusiveness within
student
organizations.
| D | NC Student pected-and-suppertedfer | Did not discuss here. In | XX or move to climate
thair desire-to honor and participate in domain C, said liked the
cultural celebrations. spirit of this for personnel.
But did not disagree with
Strike for same reason that eliminated in Call 2 to delete.

faculty section (C-12/C-13).__bic suggested

that the law speaks to this
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UTK MODEL CRITERIA
STATEMENT

Carri

DRAFT OF FINAL
STATEMENT (7)

E. FACULTY AND STAFF TRAINING AND DEVELOPMENT (ON CULTURAL COMPETENCE)
E-1 | Faculty and staff time | NC NC
is set aside for initial
and ongoing cultural
competence training.
E-2 | Resources are in place | Resources are in place and utilized |[NC Combine E-1and E-2
to support initial and to support initial and ongoing
ongoing cultural cultural competence training.
competence training.
E-3 | The academic unit T e sy Ay | The academic unit provides fraining fo all | nclude knowledge &
provides training to all | swarsascs cioutural compolance. faculty and staff to increase their skills here
faculty and staff to Faculty and staff participate in awareness on cultural competence.
increase their education and fraining to increase
awareness of cultural | their cultural competence.
competence.
17
UTK MODEL CRITERIA C c c DRAFT OF FINAL
| # | STATEMENT L z 3 STATEMENT (7).

F. Campus & COMMUNITY COLLABORATION ON CULTURAL COMPETENCE

commenits: Utilizing resources is
different from working collaboratively & from
involvement; all 3 are slight variations on the
same thing;
Maybe 1 & 3 go together to keep concept of
involvement & collaboration

F-1 | The academic unit The academicunit supporis If combine F-1 & F-2, keep concept of Keep CS as onginal UTK | The academic unit
supports involvement | imvel with B involvement & collaboration in this domain | model supports involvement
with community, regional-andlor with community,
regional and/or ional thatpH “The academic unit supports regional and/or
national resources that | edliural competenee: LT national resources that
promote cultural promote cultural
competence. [Include campus in F-2] competence.

F-2 | Community, regional, | Campus, community, regional, [see general comments above] Keep CS as onginal UTK | Community, regional,
and/or national andlor national resources that model and/or national
resources that promote | promote cultural competence are resources that promote
cultural competence utilized as appropriate, e.g. cultural competence are
are utilized as curriculum development, utilized as appropriate,
appropriate, e.g. organizational assessment, field e.g. cumiculum
curriculum experiences, etc. development,
development, organizational
organizational assessment, field
assessment, field experiences, etc.
experiences, etc.

F-3 | The academic unit NC [see general comments above] Keep CS as original UTK | The academic unit
collaborates with other model collaborates with other
organizations, organizations,
agencies, andfor agencies, and/or
academic units to academic units to
develop and deliver develop and deliver
culturally competent culturally competent
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‘ # ‘ STa Cairl Carrl Carrd ST @
curricula, activities, curricula, activities, and
and programs. programs.
G. ENVIRONMENT, CLIMATE, & COMMUNICATION
[ “Branding/Reputation New CS related to this
management” concept idea of branding?
under Policies domain (B).
Recruiting happens with CC
communications]

Like the CS in this domain
to be separate [disagreed
with Call 2's suggestion to

combine because said that
these are not all part of the
physical environment].

No striking, no combining.

G-1 | All aspects of the All aspects of the physical NC NC All aspects of the
physical envirenment | environment are accessible to physical environment
are accessible to i are accessible.
everyone iated e Rt
with the academic unit.

G-2 | Aspects of the physical | NC NC in wording NC Aspects of the physical
environment portray [Suggested that this CS could be a bullet environment portray
and reflect diversity of under #1. Rationale: “Signage is part of and reflect diversity of
communities through accessibility”] communities through
such things as such things as pictures,
pictures, posters, and posters, and signage.
signage.

G-3 | Recruitment matenials | NC NC in wording [Suggested that this could | NC Recruitment materials
are culturally and be bulleted under #1 blc was thought to are culturally and
linguistically reflect accessibility issues] linguistically
appropriate. appropriate.
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STATEMENT STATEMENT (1)

G4 | Forms of NC Forms of communication (reports, Prefers original CS Forms of
communication appointment nofices, telephone message | (include “appropriate for | communication
(reports, appointment greetings, etc.) are culturally and internal and external (reports, appointment
nofices, telephone linguistically appreprateforinternaland | audiences” because this | notices, telephone
message greetings, sxtemal audiences. distinction is thought to be | message greetings,
etc.) are culturally and [Suggested that this could be bulleted really important etc.) are culturally and
linguisticalty under #1 bic was thought to reflect linguistically appropriate
appropniate for internal accessibility issues] for internal and extemnal
and external audiences.
audiences.

G-5 | Print and electronic NC NC in wording [Suggested that this could | NC Print and electronic
materials, educational be bulleted under #1 blc was thought fo matenals, educational
tools, and recruitment reflect accessibility issues] tools, and recruitment
materials portray and materials portray and
reflect diversity of reflect diversity of
communities. communities.

e CLIMATE ISSUES TO INSERT, MEASURED BY PEOPLE'S PERCEPTIONS

£s

o8

E
£
3.
&
=0
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STATEMENT STATEMENT (7)

]
:
3

Moved from C-12 &
C-13 & combined

Moved from

D-11

Moved from
D-14
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UTK MODEL CRITERLA
STATEMENT

CarrLd

DrarT OF FINAL
STATEMENT (7)

H CuULTURALLY COMPETENT CURRICULUM
Agree that H-1 & H-2 are
good as separate CS, but
did not disagree with
suggestions to bullets
from previous calls

H-1 | Undergraduate and Combine H-1, H-3, H4, & H-5 H-3, H-4, H-5 could be examples/bullets NC Undergraduate and
graduate curricula and | -include cuitural competence related training (H- | here of H-1 (2 votes) as suggested by graduate curricula
classroom activities 2o ecumraang | OfhEr group; Add H-6, H-7, H-8 to listed of
incorporate content for | ethnic backgrounds of individuats andior items bulleted
the development of Families that are served by health professionals
cultural competence. E'::_LH ish the importance of providing relevant | [Other person said “Does this criteria statement

and accessible services to diverse populations | go under program policy? (1 vote) |
(H5)

H-2 | The curmicula, NC NC NC The curnicula, matenals,
materials, and and classroom activities
classroom activities are systemically
are systemically evaluated to determine
evaluated to determine if they incorporate
if they incorporate cultural competence.
cultural competence.

H-3 | Undergraduate and Combine with H-1 Bullet under H-1 NC to wording, [ex: E Undergraduate and
graduate curicula university has graduate curricula
include cultural independent course in include cultural
competence related cCl competence related
training. training.

did not disagree with
suggestions to bullets

H-4 | Currnicula that establish | Combine with H-1 Bullet under H-1 NC to wording, E Cumcula that
the importance of the did not disagree with establish the
cultural and ethnic suggestions to bullets importance of the
backgrounds of cultural and ethnic
individuals and/or backgrounds of

22
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families that are served individuals and/or
by health families that are
professionals. served by health
professionals.

H-5 | Undergraduate and Combine with H-1 Bullet under H-1; as noted in previous NC to wording, & Undergraduate and
graduate cumicula comment, does this go under program graduate cumicula
establish the policies? (1 vote) disagreed with suggestion establish the
importance of to move to program importance of
providing relevant and policies providing relevant
accessible services to and accessible
diverse populations. services to diverse

populations.

H-6 | Educational matenals | NC NC in wording NC to wording, M Educational
and class content are Bullet under H-1 did not disagree with materials and class
culturally sensitive and suggestions to bullets content are
accessible to diverse culturally sensitive
populations using a and accessible to
range of culturally diverse populations
appropriate teaching using a range of
techniques. culturally

appropriate teaching
techniques.

H-T | Special needs and NC NC in wording NC to wording, B Special needs and
cultural differences are Bullet under H-1 did not disagree with cultural differences
considered when suggestions to bullets are considered
interpreting evaluation when interpreting
results and making evaluation results
recommendations for and making
improvement. recommendations

for improvement.
23
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| # | py T Carrl Carrl Carrd STA 5
H-8 | Representatives from | NC NC in wording NC to wording, M Representatives

diverse backgrounds
are actively sought to
participate in
classroom discussions
and presentations.

Bullet under H-1

did not disagree with
suggestions to bullets

from diverse
backgrounds are
actively sought to
participate in
classroom
discussions and
presentations.

g

9. Leaming outcomes for

cultural competence are included

and measured

No discussion on newly added CS

Agree with additional CS

Leaming outcomes are
evaluated and
assessed to measure
student knowledge and
skills related to cultural
competence

|. CULTURALLY COMPETENT RESEARCH

Add to descripfion “Integration of

2 cultural diversity in human

E research...”

8

I-1 | Research priorities are | NC Pesearch prors et based sfedtumly | [Disagree with deleting. Research priorities
set based on ) Revise to: “Research include the needs of
assessments of [Group deleted bic didn't understand this priorities include the diverse populations
culturally diverse or seemed inappropriate] needs of diverse
populations. populations”

I-2 The design, methods, | NC NC NC The design, methods,
and outcome and outcome measures
measures of research of research projects are
projects are culturally culturally appropriate
appropriate for the for the targeted
targeted research research population.
population.

24
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| # | STATEMENT Carrl Carr Carr3d STATEMENT (7)

-3 | Research projects NC Basearch projacs inchads subjects from.duacss Disagree with Call 2's Research projects
include subjects from [Group deleted bl said it was included in | deletion. include subjects from
diverse backgrounds I-2 (although not much discussion here)] diverse backgrounds
representative of the representative of the
targeted research targeted research
population. population.

I-4 | The researchers NC NC NC The researchers
include members of include members of the
the racialfethnic groups racial/ethnic groups to
to be studied and/or be studied and/or
individuals who have individuals who have
acquired knowledge acquired knowledge
and skills to work with and skills to work with
subjects from those subjects from those
specific groups. specific groups.

-5 | When food related NC NC NC When food related
behavior or health behavior or health
behavior is discussed behavior is discussed
or used in assessment or used in assessment
for research purposes, for research purposes,
the cultural and ethnic the cultural and ethnic
background of the background of the
individual and/or family individual and/or family
is considered. is considered.
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UTK MODEL CRITERIA
STATEMENT

Caril

DRAFT OF FINaL
STATEMENT (7)

J. EXPERIENTIAL PRACTICE SUPPORTING CULTURAL COMPETENCE
Hmm allows r:ra;:ﬁcd Really like what group 1
applica [MEASUIEMEN O did because makes this
Provides Emmic meore clinically relevant.
environment where they can practice their Agree that only keep CS
skills and provides way for them fo be proposed by calll and get
£ assessed & evaluated. rid of 1-7 from original
g Enwmfm access to working model.
£ with diverse populations and that the
8 faculty le in charge {pre
‘model cultural competence in practice.
These ideas may not be
captured by J-1-J-8. New statements
written & e-mailed fo Joan. Are in red.
Each replaces original J-1 thru J-8.

J-1 | Outside class Experiential practice sites are NC to wording (but possibly consider Agree with Call 2 & Experiential practice
opportunities sought and developed with input bullet under J-2) sites are sought and
incorporate content for | from individuals reflecting diverse developed with input
the development of backgrounds from individuals
cultural competence. reflecting diverse

backgrounds

J-2 | Outside class Experiential practice sites model Agree with Call 2's
opportunities establish | cultural competence and establish | Agree fo keep Call 1's substitute CSs suggestion that this could
the importance of the relevance of culturally and [Main message of domain; bullets could | be overriding message;
providing relevant and | !inguistically competent care and fall under this CS] Experiential practice)
accessible services to | SeTvices for diverse populations Experiential practice sites model cultural sites model cultural
diverse populations. competence and establish the relevance of]

culturally and linguistically competent

care and services for diverse populationsi
linguistically competent]
care and services fo
diverse population:

diverse population:
26
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| # | STA Carrl Carrl CarrLd STA @

J-3 | Outside class Experiential practice sites provide | NC to wording (but possibly consider Agree with Call 2 & Experiential practice
opportunities are learners with the opportunity to bullet under J-2) sites provide
culturally sensitive and | Work with diverse populations learners with the
accessible to diverse opportunity to work
populations using a with diverse
range of culturally populations
appropriate
technigues.

J-4 | Representatives from | Experiential practice sites provide | NC to wording (but possibly consider Agree with Call 2 & Experiential practice
diverse backgrounds | learners with the opportunity to bullet under J-2) sites provide
are actively sought to | Utilize and apply knowledge and learners with the
participate in the skills related to cultural competence opportunity to utilize
planning and and apply
implementation of knowledge and skills
outside class related to cultural
opportunities. competence

J-5 | Field experience Facuilty (e.g., paid/volunteer/field Already been said in previous domain— | Like this statement. & Faculty (eg.,
supervisors, experience supervisors) and others | srike? [Notes to call 3 did not paidivolunteer/field
preceptors, and guest | (e-0- guest speakers) are sought show that Call 2 said experience
speakers are actively | from diverse backgrounds and strike] supervisors) and
recruited from diverse | Mede! cultural competence others (e.g. guest

backgrounds. speakers) are
sought from diverse
backgrounds and
model cultural

J6 | The content and Experiential sites and learning NC to wording (but possibly consider Agree with Call 2 & Expenential sites
activities of outside opportunities are assessed and bullet under J-2) and leaming
class opportunities are | €valuated for providing students opportunities are
culturally and With opportunities to work with assessed and
linguistically diverse populations evaluated for
appropnate. providing students

27
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with opportunities to
work with diverse
populations
J-7 | Evaluations of outside | Faculty and others (e.g. guest Preferred original J-7 (T vote mainly); Agree with Call 2 & Faculty and others
class opportunities speakers) are evaluated for (e.g. guest
include companents of | Modeling and facilitating culturally | Asked- does J-7 refer to a student speakers) are
cultural competence in their practice setting | ayaluation of the practice sites? evaluated for
competence. or learning activity modeling and
facilitating culturally
competence in their
practice setting or
leaming activity
J-8 | Outside class Learning outcomes are evaluated NC to wording (but possibly consider Agree with Call 2 & Leamning ouicomes
opportunities are and assessed to measure student bullet under J-2) are evaluated and
systemically evaluated | knowledge and skills related to assessed to
to determine if they cultural competence measure student
achieve cultural knowledge and skills
competence. related to cultural
competence
K. TECHNICAL ASSISTANCE & CONSULTATION
K-1 | Technical wce |NC Technical assistance and consultation i e | XX
and consultation strategies strive to be CC ‘cultural diversity of communities.
strategies recognize -recognize the linguistic and cultural Delete this CS & move
the linguistic and diversity of communities. “linguistic” into K-2 or K-3
cultural diversity of
communities.
28
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K-2 | Technical NC Fechnical k [This could be main point,
assistance/consultation activities-are
activities are routinely (bullet under K-1)
and systematically -routinely and systematically reviewed for
reviewed for methods, methods, strategies, and ways of serving
strategies, and ways of communities in culturally competent ways.
serving communities in
culturally competent
ways.
y
%istica iy
K-3 | When providing NC \When providing technical NC B When providing
technical technical
assistance/consultation (bullet under K-1) assistance/consultat
in communities, input -input from members reflecting the diverse ion in communities,
from members cultural make-up of these communities is input from members
reflecting the diverse sought and utilized. reflecting the
cultural make-up of diverse cultural
these communities is make-up of these
sought and utilized. communities is
sought and utilized.
K-4 | Efforts are made to NC NC to wording NC # Efforts are made to
involve consultants (bullet under K-1) involve consultants
who have knowledge who have
of and experience with knowledge of and
the cultural group experience with the
requesting the cultural group
technical requesting the
assistance/consultation technical
assistance/consultat
ion.
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| # | STATEMENT Carrl Carr2 Carr3 STATEMENT (?)

K-5 | Evaluation from the NC (bullet under K-1) NC... what are B Evaluation from the
recipients of technical “components of CC™ that recipients of
assistance/consultation are evaluating? technical
activifies includes assistance/consultat
components of cultural ion activities
competence. includes

components of
cultural
competence.
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APPENDIX D-7: RESULTS OF TELECONFERENCES A & B

Results of Teleconferences A & B

RESULTS OF TELECONFERENCES A & B

Teleconference B took place as a series of three phone conferences over the time period of

March 4 through March 12, 2008. Criteria statements were discussed during Teleconference B
calls. Some criteria statements were deleted or added.

The following criteria statements were deleted because the content was already incorporated
in other criteria statements or was general enough to be included in domain descriptions:
+ A2 A-3 AB A-12, B-5, C-4, C-5, C-6, C-14, D-2, D-3, D-4, D-7, D13, H-1, J-3, KA1

The following criteria statements were added because they addressed deficits in the model:
+ 7-2, A-Bb, B-6, C-2h, D-13a, D-13b, G-9, H-9

Other criteria statements were revised, combined, or moved to different domains. This
document shows changes made to the model and a rationale for these revisions.

Diane Krause listened to the audiotapes of each conference call multiple times and used an
iterative process to add and revise the criteria statements found in this cument draft of the
model.

DOMAINS FROM TELECONFERENCE A

Administrative Structure Page #
(Z) Mission and Vision (this will be “A” mn the final model)
(A) Program Policies

i(B) Governance and Organization

Personnel

=R

(C) Faculty and Staff Personnel Policies, Practices, Recruitment, and Eetention 8

(D) Student Policies, Practices, Fecruitment, and Eetention 12
(E) Faculty and Staff Tramning and Development {on Cultural Competence) 16
Community & Environment

(F) Campus & Commumity Collaboration on Cultural Competence 17
(&) Environment, Chimate, & Commumcation 15

Curricular & Clinical Activity

(H) Culturally Competent Curmiculum
(J) Expeniential Practice Supporting Cultural Competence

Eesearch
(T} Culturally Competent Research

| b

[
[

Technical Skills & Consultation
(K) Techmical Assistance & Consultation 16
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Fesults of Teleconferences A & B

CRITERIA STATEMENTS FROM TELECONFERENCE B

Z. MiSSION AND VISION (NEW DOMAIN)

Domain description:

The mission of the academic unit states its purpose and values. The vision statement

describes a future identity of the academic unit that reflects what its personnel intend for it to
become. It is important that mission and vision statements reflect cultural competence. The
procedure for developing these documents must be done in a way that promotes cultural

competence.

Original Criteria Statement New Criteria Statement
£-1 Cultural competence is included in the Cultural competence is included in the
mission statement, policies, and mission and vision statements.

procedures. (A-1)
Rationale for change:

*  Split original A-1 into new domain focused on mission and vision

Z-2
(new)

MNew:

A written statement of core values
includes diversity and cultural and
linguistic competence

Rationale for change:
*  Mewly proposed to include core values that would form foundation for
mission, vision, programs and services, and marketing
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Besults of Teleconferences A & B

A. PROGRAM POLICIES

Organizational mission and vision statements drive the development and enactment of
policies, procedures, and strategic and program planning. This domain refers to all of the
documentation that governs the academic unit’s policies and procedures, except that of
personnel which are included in other domains. It is important that all of the academic unit's
supporting documents reflect the goal of cultural competence. The procedures for developing
these documents must be done in a way that promotes cultural competence.

Original Criteria Statement New Criteria Statement
A-1 Cultural competence is included in the Cultural competence is included in the
mission statement, policies, and organizational policies and procedures.
procedures.
Raticnale for change:

* Revise A-1 to include mission and vision in new domain (£-1)

A-2 Policies and procedures reflect that all [Delete]
academic unit functions, whether
delivered directly or indirectly, should be
culturally competent.

Rationale for change:
* Delete because reflected throughout document

A-3 Policies and procedures promote a range | [Delefe]
of culturally appropriate practices.

Rationale for change:
* Delete because reflected throughout document

A-4 | The academic unit has policies that The academic unit implements policies
incorporate goals of eliminating barriers of | that incorporate goals of eliminating
accessibility to educational programs and barriers to access educafional programs
SeTViCes. and services
Raticnale for change:

* Combine with A-5
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Fesults of Teleconferences A & B

A. PROGRAM POLICIES

Original Criteria Statement

New Criteria Statement

A-5 | The academic unit has implemented [Deleta]
policies to eliminate barriers of
accessibility to educational programs
and services.
Raticnale for change:
* Delete here and combine with A-4
A-6 | The academic unit has policies on a. The academic unit has a policy that makes
multiculturalism, racism, harassment reference to its alignment with university
and discrimination. policies on racism, harassment, discrimination,
and complaint resolution or appeals processes.
(4-12 incorporated here)
Mew:
b. The academic unit has a policy that faculty,
staff, and students are informed of policies on
racism, harassment, discrimination, and
complaint resolution or appeals.
¢. The academic unit implements policies on
multicutiuralism.
Rationale for changes:
* Combine A-12, D-4, and A-6 (in A-Ga)
*  Address multiculturalism in a separate criteria statement (A-6c)
*  Add statement about faculty, staff, and students informed of policies and
complaint resolution
A-T | Language in the academic unit's The academic unit's policies and procedures
policies and procedures acknowledge | include statements about the diversity of
the diversity of students, faculty, staff, | faculty, staff, and communities served.
and communities served.
Rationale for change:
* Clarify intent of original statement
A-8 | The policies and procedures make
reference fo involving diverse groups
in decision-making.
The developmentfreview of policies and
A-8 | The process of developing/reviewing procedures includes diverse groups of faculty,

the academic unit's policies and
procedures includes input and/or
participation from faculty, staff, and
others from outside the academic unit

as appropriate.

staff, and others from outside the academic
unit as appropriate.
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Eesults of Teleconferences A & B

Rationale for change:
* Combine similar concepts
+*  Strengthen language beyond “make reference to"

A. PROGRAM POLICIES

Original Criteria Statement New Criteria Statement
A-10 | Policies and procedures are available | Policies and procedures are available in
in an accessible mode of accessible modes of communication, as
communication, as appropriate, such | appropriate, such as Braille.
as Braille.
Rationale for change:

* Retain, because A-3 deleted
+* Revise for clarity

A-11 | The academic unit's functions are The academic unit has a policy fo conduct
regularly assessed with respect to regular organizational cultural competence
identifying and addressing self-assessments to identify priorities and gaps
gaps/barriers or inappropriate in practice.
practices in terms of cultural needs.

Rationale for change:

*  Focus on unit having policy for organizational self-assessment

A-12 | A complaint resolution or appeals [Deieta]
policy is in place.

Rationale for change:
* |ncorporate into A-G

A-13 | Fiscal resources are available to Fiscal resources are used for translation and

mgﬂ support translation and interpretation | interpretation assistance for faculty, staff, and

domain) | Services. (C-15) students as needed to assure participation.

Translation and interpretation
assistance is available & ufilized
when needed. (C-16)

Rationale for change:
* Combine C-14, C-15, & C-16 and move here as fiscal procedure
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Fesults of Teleconferences A & B

B. GOVERNANCE AND ORGANIZATION

The governance and organization of an academic unit needs to incorporate the principles of
cultural competence. This refers to the way that the academic unit is set up in terms of
structure. One of the most important features is a committeaftask force/program area that
addresses issues of cultural competence. It is also important to involve a diverse group of
stakeholders as appropriate in the planning and operation of the academic unit.

Original Criteria Statement New Criteria Statement
B-1 | A commitieeftask force/program area | A committee/task forcefprogram area

addresses issues of cultural addresses assessed cultural competence

competence. priorities.

Rationale for change:

*  Provide follow-up of organizational self-assessment policy (A-11) with
assignment to a committee of group

B-2 | The composition of the academic unit | [Retain]
(faculty, staff, students, boards,
committees, and contractors) is

diverse.

B-3 | The knowledge and experience of The development of strategic and program
diverse faculty, staff, and students are | plans includes diverse groups of faculty, staff,
incorporated in the academic unit’s and others outside the academic unit as
planning. appropriate.

Rationale for change:

+« Keep strategic and program planning distinct from overall policies and
procedures (A-8; A-9)

B-4 | Participants for all advisory Diverse participants serve on all advisony
committees and councils are recruited | boards, committees, and councils to ensure
and supported to ensure diverse wide cultural representation of the populations
cultural representation. served.

Rationale for change:

+* Revise as per group evolution of statement
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B. GOVERNANCE AND ORGANIZATION

Original Criteria Statement New Criteria Statement

B-5 | BEducational programs and services [Delete]
are developedireviewed through
consultation with appropriate
stakeholders, including communities
senved.

Rationale for change:

Included in other criteria statements (B-3, H-8, |-4, J-1)

B-6
(new)

NEW:

diversity.

The academic unit identifies an administrator
or faculty member responsible for inftiatives
and issues related to cultural competence and

Rationale for change:

Include designated person for diversity and cultural competence issues
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C. FACULTY AND STAFF PERSONNEL POLICIES, PRACTICES,
RECRUITMENT, AND RETENTION

Domain description:

Faculty and staff personnel policies, practices, recruitment, and retention refer
to a diverse workforce, equity, elimination of unfair and discriminatory

barriers of accessibility to jobs. Itis important to develop and implement
policies and practices that reflect the goal of cultural competence and diversity.
Folicies and practices are communicated and implemented through position
descriptions and performance evaluations.

Original Criteria Statement New Criteria Statement

C-1 | The academic unit has an The academic unituniversity implements an
employment equity policy, which employment equity policy to eliminate unfair
eliminates unfair and discriminatory and discriminatory barriers of accessibility to
harmriers of accessibility to jobs. johs.
Rationale for change:

+* Combine with C-4

C-2 | Input was sought from faculty, staff, a. Faculty, staff, administration, and board
administration, and board members in | members paricipate in developing, reviewing,

developing employment equity and and revising employment equity and personnel
personnel policies. policies and procedures.
NEW:

b. Input is sought from faculty, staff,
administration, and board members in
recruiting, hiring, and retaining individuals from
culiurally diverse backgrounds.

Rationale for change:
*  Add new criteria statement to include this concept in recruitment, employment,
and retention
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C. FACULTY AND STAFF PERSONNEL POLICIES, PRACTICES,

RECRUITMENT, AND RETENTION

Original Criteria Statement

New Criteria Statement

C-3 | The academic unit's plan for
employment equity covers hiring new
employees, career pathing for existing
employees, employment equity
policies, needs inventory and
workforce composition that reflects

cultural diversity.

The academic unit's plan for employment
equity and cultural diversity of personnel
includes policies and procedures for
recruitment, employment, retention, and
workforce composition assessment.

Rationale for change:
* Clanfy

C-4 | The academic unit has implemented
an employment equity policy, which
eliminates unfair and discriminatory

barriers of accessibility to jobs.

[Delete]

Rationale for change:
* Incorporate into C-1

C-5 | The academic unit has personnel
policies on multiculturalism, racism,

harassment and discrimination.

C-6 | The academic unit has implemented
personnel policies on multiculturalism,
racism, harassment and

discrimination.

[Deleta]

Rationale for change:

+ Move and incorporate into A-Ga, A-6b, A-Gc

C-7 | Personnel recruitment, hiring, and
retention practices reflect the goal to
achieve diversity and cultural

competence.

Personnel recruitment, employment, and
retention practices are implemented to achieve
diversity and promote cultural competence.

Rationale for change:

+ Strengthen beyond “reflect the goal” to convey importance of practices

enacted

Delete “cultural competence™ to focus on diversity; cultural competence is
skill-based and encompassed in other criteria statements.
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Results of Teleconferences A & B

C. FACULTY AND STAFF PERSONNEL POLICIES, PRACTICES,
RECRUITMENT, AND RETENTION

Original Criteria Statement New Criteria Statement

C-8 | Policies and procedures are Policies and procedures are clearly
communicated to faculty and staff and | communicated to faculty and staff.
are understood by them.

Raticnale for change:
+ Clarify, because understanding cannot be measured

C-9 | Position descriptions include skills [Retain]
related to cultural competence, as
appropriate.

C-10 | Personnel performance measures Personnel performance evaluations include
include skills related to cultural knowledge and skills related to cultural
competence. competence.

Rationale for change:

*  Strengthen to focus on performance evaluation that includes cultural
competence knowledge and skKills

C-11 | Administrators conduct performance | [Move to Domain G as {(G-6) on Environment,
evaluations being sensitive to cultural | Climate, and Communicafion]
differences.

Raticnale for change:
* Reflects perceptions of how performance evaluations are conducted; therefore
relates to climate (Move as G-6)

C-12 | Personnel are respected and
supported for their desire to honor [Move to Domain G (as G-7) on Environment,
and participate in cultural Climate and Communication]]

celebrations.

C-13 | The academic unit and its contractors

accommaodate diverse religions and

Culiures.

Rationale for change:

* Reflects perceptions of personnel as to how welcoming the environment is;
therefore combine C-12, C-13, & D-14 as a new criteria statement and move to
climate (Move as G-T)

10
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C. FACULTY AND STAFF PERSONNEL POLICIES, PRACTICES,

RECRUITMENT, AND RETENTION
Original Criteria Statement New Criteria Statement

C-14 | The academic unit provides additional | [Delefe]
support to faculty and staff, where
required to assure and participation,
e . sign language translation and
interpretation services.

Rationale for change:
* Focus on use of resources for this purpose
* Combine as part of A-13

C-15 | Fiscal resources are available to
support translation and interpretation

sSEMvices.
[Revise and move fo Domain A on Frogram

C-16 | Translation and interpretation FPolicies (as A-13)]
assistance is available & ufilized
when needed.

Rationale for change:
* Focus on availability and use of fiscal resources for translation and

interpretation
* Move to overall policies and procedures domain and combine with A-13)

C-17 | Faculty and staff with a cultural skill, Faculty and staff who use a cultural skill for
such as a second language, are work that is over and above their required job

recognized or compensated if they dusties are recognized or rewarded.
use that skill for work that is over and
above their specific job duties.

Rationale for change:
* (Clarify to emphasize rewards and recognitions for use of cultural skill beyond

usual job requirements

11
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D. STUDENT POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

Domain description:

Student policies on recruitment, admission, and retention are implemented to achieve diversity
and promote cultural competence. This includes advising and mentoring students in culturally
competent ways and making these semvices available to all students. It is important that the
academic unit supports and respects students’ cultural diversity throughout all academic
activities and student organizations.

Original Criteria Statement New Criteria Statement
D-1 | Information is gathered about the Demographic data about the student
demographics of the student population are evaluated.
population.
Rationale for change:

* Focus on use of demographic data and not just data gathering

D-2 | Students are actively recruited from [Delefe]
diverse backgrounds.

Rationale for change:
+* Delete because reflected in D-5

D-3 | Student policies and practices are [Delefe]
culturally competent.
Rationale for change:
* Delete because reflected throughout document; delete consistent with deletion
of A2 & A3
D-4 | The academic unit has student [Delete]

policies on multiculturalism, racism,
harassment, and discrimination.

Rationale for change:
* Incorporate with all program policies in these areas consistent with A-G
revisions (A-6a, A-6b, A-6cC)™
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Results of Teleconferences A & B

D). STUDENT POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

Original Criteria Statement

New Criteria Statement

Student policies on recruitment,
admission, and retention reflect the
goal to achieve diversity and cultural
competence.

Student policies on recruitment, admission,
and retention are implemented to achieve
diversity.

Rationale for change:

+ Strengthen beyond “reflect the goal” to convey importance of practices

enacted. [similar to C-7]

+ Delete “cultural competence™ to focus on diversity. Cultural competence is
skill-based and encompassed within other criteria statements [similar to C-7]

D-6

Input from students from diverse
hackgrounds is sought in developing
student policies.

Students from diverse backgrounds participate

in developing and reviewing students policies
and procedures.

Rationale for change:

* Strengthen beyond seeking input to having input through participation; be

consistent with C-2a

The academic unit has implemented
student policies on multiculiuralism,
racism, harassment, and
discrimination.

[Delete]

Fationale for change:

* Delete because reflected in D-4 {(which is deleted because reflected in A-6

revisions)

D-8

Fiscal resources are available to
support translation and interpretation
services.

Translation and interpretation
assistance is available and utilized
when

needed.

[Combine and move to A-13]

Rationale for change:

* Focus on availability and use of fiscal resources for translation and

interpretation

+  Move to overall policies and procedures domain and combine with A-13)

13
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D. STUDENT POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

Original Criteria Statement New Criteria Statement

D-10 | Advising services are routinely and Advising and mentoring services are
systemafically reviewed for methods, systematically reviewed for methods,
strategies, and ways of serving strategies, and ways of serving students in
students in culturally competent ways. | culiurally competent ways.

Rationale for change:
+*  Add mentoring from D-12, because mentoring services also need to be
reviewed

D-11 | Supervisors of student workers [Move to Domain G on Environment, Climate,
conduct perfformance evaluations and Communication (a sG-8)]
being sensitive to cultural differences.

Rationale for change:

* Reflects perceptions of how performance evaluations are conducted; therefore
relates to climate (Move as G-8)

D-12 | Students from diverse backgrounds Advising and mentoring services are available
are mentored. to all students.
Rationale for change:

*  Add advising from D-10, because all students should be advised and mentored.
* Be inclusive of all students

14
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D. STUDENT POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

Original Criteria Statement

New Criteria Statement

Student organizations are culturally
diverse.

[Delete and replace]
Mew:

a. Policies and practices of the academic
unit's student organizations are
implemented to achieve diversity and
cultural competence.

MNew:

h. The academic unit's student organizations
engage all interested students.

Rationale for new statement D-13a:

* |nclede cultural competence in policies and practices of student organizations

ERationale for new statement D-15b:

* Encourage inclusiveness in student organizations

Siudents are respected and supported
for their desire to honor and participate
in cultural celebrations.

[Move o Domain G on Environment,
Climate and Communicafion (as G-7)]

Rationale for change:

+ Reflects perceptions of students as to how welcoming the environment is;
therefore combine C-12, C-13, & D-14 as a new criteria statement and move to

climate (Move as G-7)

15
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E. FACULTY AND STAFF TRAINING AND DEVELOPMENT (ON
CULTURAL COMPETENCE)

Domain description:
Faculty and staff training and development reflects cultural competence training
to increase awareness, knowledge, and skills through resources. [t is important
for the academic unit to allocate fime and resources to support initial and
ongoing cultural competence tlaining.

Original Criteria Statement New Criteria Statement

E-1 | Faculty and staff time is set aside for
initial and ongoing cultural

competence training. Faculty and staff time and fiscal
resources are utilized for initial and
E-2 | Resources are in place to support ongoing cultural competence training.

initial and ongoing cultural
competence fraining.

Rationale for change:
*  Focus on utilization of both resources, ie., personnel time and fiscal
resources

E-3 | The academic unit provides training to | Faculty and staff participate in

all faculty and staff to increase their education and training to increase their
awareness of cultural competence. awareness, knowledge, and skills
related to cultural competence.

Rationale for change:
* Emphasize participation in training.
*  Expand outcome of training beyond awareness.
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Besults of Teleconferences A & B

F. CAMPUS & COMMUNITY COLLABORATION ON CULTURAL
COMPETENCE

Campus and community collaboration on cultural competence needs to support

involvement with community, regional and/or national resources that promote
cultural competence. The academic unit's collaborations should promote

cultural comp

tence of cumicula, field exp

riences, and programs.

Original Criteria Statement

New Criteria Statement

F-1 | The academic unit supports The academic unit rewards
involvement with community, regional | involvement with community, regional
andfor national resources that and/or national resources that promote
promote cultural competence. cultural competence.

Rationale for change:
+  Clarify “support” as “rewards”

F-2 | Community, regional, andfor national | Campus, community, regional, and/or
resources that promote cultural national resources that promote
competence are utilized as cultural competence are utilized as
appropriate, e.g. curriculum appropriate, e.g. curriculum
development, organizational development, organizational
assessment, field experiences, etc. assessment, field experiences, etc.

Rationale for change:
+  Expand to include campus resources

F-3 | The academic unit collaborates with [Retain]
other organizations, agencies, andfor
academic units to develop and deliver
culturally competent curricula,
activities, and programs.
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G. ENVIRONMENT, CLIMATE, & COMMUNICATION

Domain description:

The academic unit needs to reflect diversity throughout the physical environment,
social cimate, and communications. It is important that all aspects of the physical

environment are accessible to everyone. The climate needs to be inclusive and value
diversity so that everyone feels welcomed. The physical environment and

communication materials and modes should portray diver

of communities.

Original Criteria Statement

New Criteria Statement

-1 | All aspects of the physical All aspects of the physical environment
environment are accessible to are accessible.
everyone associated with the
academic unit.

Rationale for change:
* Expand to all aspects and for all persons.

G-2 | Aspects of the physical environment The physical environment porirays
portray and reflect diversity of diverse communities through visual
communities through such things as images, such as pictures, posters, and
pictures, posters, and signage. signage.

Rationale for change:
* Clarify criteria statement

-3 | Recruitment materials are culiurally [Retain]
and linguistically appropriate.

G-4 | Forms of communication {reports, [Retain]
appointment notices, telephone
message greetings, etc.) are culturally
and linguistically appropriate for
internal and extemal audiences.

-5 | Print and electronic matenals, Print and electronic materials,

educational tools, and recruitment
materials portray and reflect diversity
of communities.

educational tools, and recruitment
materials poriray diverse communities.

Rationale for change:

* Strengthen and clarify beyond “reflect.”
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Fesults of Teleconferences A & B

G. ENVIRONMENT, CLIMATE, & COMMUNICATION

Original Criteria Statement New Criteria Statement

-6 Administrators conduct performance
evaluations being sensitive to cultural
differences. [C-11]

Raticnale for change:
* C-11 moved here because reflects perceptions of how performance
evaluations are conducted; therefore relates to climate

G-7 | Personnel are respected and The academic unit accommodates
supported for their desire to honor and | faculty, staff, and students in their
participate in cultural celebrations. {C- | cultural and religious practices and
12) celebrations.

The academic unit accommodates
personnel in their cultural and
religious practices and celebrations.
(C-13)

Students are respected and supported
for their desire to honor and
participate in cultural celebrations. {D-
14)

Rationale for change:
+ (C-12,C-13, and D-14 combined and moved here, because reflects
perceptions of faculty, staff and students as to how welcoming the
environment is; therefore relates to climate

-8 Supervisors of student workers

conduct performance evaluations being
sensitive to cultural differences. [D-11]

Rationale for change:

* D-11 moved here, because reflects perceptions of how performance
evaluations of student workers are conducted; therefore relates to
climate

G-9 MNew:

The academic unit's core values
related to diversity inform development
of marketing and other program
materials.
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FRationale for change:
*  Add new criteria statement relating the unit’s core values (Z-2) to how it
markets itself, including “branding.”

H. CULTURALLY COMPETENT CURRICULUM

Domain description:

A curriculum supportive of cultural competence needs to incorporate content

for the development of cultural competence as awareness, knowledge and skills. It
also is important that curricula, materials, and classroom aclivities are evaluated for
evidence of cultural competence and that consultation is sought from those from
diverse badtﬁmunds to participate in the program.

Original Criteria Statement New Criteria Statement

H-1 | Undergraduate and graduate cumricula | [Defete and incorporate into domain
and classroom activities incorporate description]
content for the development of cultural

competence.

Rationale for change:

* Incorporate into domain description as over-arching component of
domain.

H-2 | The curricula, materials, and The curricula, materials, and classroom
classroom activities are systemically activities are systemically evaluated to
evaluated to determine if they determine how they incorporate
incorporate culiural competence. cultural competence content.

Rationale for change:

+ Clarify intent of original statement

H-3 | Undergraduate and graduate cumicula | [Refain]
include cultural competence related
training.

H-4 | Cumricula that establish the importance | Curricula establish the importance of
of the cultural and ethnic backgrounds | the cultural and ethnic backgrounds of
of individuals and/or families that are individuals and/or families that are
sernved by health professionals. served by healih professionals.
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Rationale for change:

* Comect grammar

H. CULTURALLY COMPETENT CURRICULUM

Original Criteria Statement

New Criteria Statement

H-5 | Undergraduate and graduate cumicula | [Refain]
establish the importance of providing
relevant and accessible services o
diverse populations.

H-6 | Educational materials and class Educational resources and class
content are culturally sensitive and content are culturally sensitive and
accessible to diverse populations accessible to diverse populations using
using a range of culturally appropriate | a range of culturally appropriate
teaching techniques. teaching techniques.

Raticnale for change:
+ Clarify intent of original statement

H-7 | Special needs and cultural differences | [Refain]
are considered when interpreting
evaluation results and making
recommendations for improvement.

H-8 | Representatives from diverse Representatives from diverse
backgrounds are actively sought to backgrounds participate in classroom
participate in classroom discussions discussions and presentations.
and presentations.

Rationale for change:
*  Strengthen beyond “actively sought” to “participate.”
H-G New:
(mew) Leaming outcomes of students are

evaluated to measure knowledge and
skills related to cultural competence.

Rationale for change:

+* Include criteria statement on student learning outcomes related to

cultural competence.
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|. CULTURALLY COMPETENT RESEARCH

Domain description:

Integration of cultural diversity in research projects/policies refers to recruiting,
planning, and conducting human research projects that consider the role of culture in
health care and disparities. It is important that research projects address and
recognize culiurally diverse populations.

Original Criteria Statement

New Criteria Statement

Research priorities are set based on
assessments of culturally diverse
populations.

Research priorities include the needs
of diverse populations

Raticnale for change:
+ Clarify and simplify

The design, methods, and outcome
measures of research projecis are
culturally appropriate for the targeted
research population.

[Retain]

Research projects include subjects
from diverse backgrounds
representative of the targeted
research population.

[Retain]

The researchers include members of
the racialfethnic groups io be studied
andfor individuals who have acquired
knowledge and skills to work with
subjects from those specific groups.

[Retain]

When food related behavior or health
hehavior is discussed or used in
assessment for research purposes,
the cultural and ethnic background of
the individual andfor family is
considered.

[Retain]
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J. EXPERIENTIAL PRACTICE SUPPORTING CULTURAL COMPETENCE

Domain description:

Experiential practice sites and outside class opportunities establish the relevance of
culturally and linguistically competent care and services for diverse populations. Those
sites and opportunities selected to promote cultural competence need to incorporate

diverse populations and activities that develop cultural competence skills. It is important
that experiential sites and leaming opportunities are evaluated for providing students
with opportunities to work with diverse populations. Also, the cultural competence of
faculty/supervisors and students are evaluated.

Original Criteria Statement New Criteria Statement

J-1 QOutside class opportunities Experiential practice sites are
incorporate content for the developed with input from individuals

development of culiural competence. | from diverse backgrounds.

Rationale for change:

* Revise to reflect that diverse individuals help develop sites useful for
developing cultural competence; revise as per group evolution of
statement

J-2 | Outside class opportunities establish
the importance of providing relevant

and accessible services to diverse Experiential practice sites model
populations. cultural competence.

Rationale for change:

*  Strengthen to focus on what experiential practice sites do to establish
the importance of cultural competence; they model it in their practices,
procedures, etc.; revise as per group evolution of statement
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J. EXPERIENTIAL PRACTICE SUPPORTING CULTURAL COMPETENCE

Original Criteria Statement

New Criteria Statement

J-3 | Outside class opportunities are [Delete. Statement proposed fram Call

culturally sensitive and accessible to 1 is incorporated info new J-4]

diverse populations using a range of

culturally appropriate technigues.

Raticnale for change:

* Incorporate as “modeling™ in new .J-2

* Expand in new J-4 criteria statement that students can work with the
diverse populations o develop their cultural competence skills; revise as
per group evolution of statement

J-4 | Representatives from diverse Experiential practice sites provide
backgrounds are actively sought fo students opportunities to work with
participate in the planning and diverse populations by applying
implementation of outside class knowledge and skills related to cultural
opportunities. [reflected i J-1] competence.

Rationale for change:

* Combine to reflect changes in other criteria statements and that
students actually have the opportunity to practice their developing skills;
revise as per group evolution of statement

J-5 | Field experience supervisors, Diverse field faculty (e.g.,

preceptors, and guest speakers are
actively recruited from diverse
backgrounds.

paidivolunteerffield experience
supervisors) and others (e.q. guest
speakers) model cultural competence.

Raticnale for change:

+* Emphasize work with diverse individuals, who also model cultural
competence in their work; revise as per group evolution of statement
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J. EXPERIENTIAL PRACTICE SUPPORTING CULTURAL COMPETENCE

Original Criteria Statement

New Criteria Statement

J-6 | The content and activities of outside Experiential sites and outside class
class opportunities are culturally and learning opportunities are evaluated for
linguistically appropriate. providing students with opportunities to

work with diverse populations.

Raticnale for change:

« Clarify that sites should be evaluated for degree to which students are
engaged with diverse populations and can develop their skills; revise as
per group evolution of statement

J-T | Evaluations of outside class Field faculty and others (e.g. guest
opportunities include components of speakers) are evaluated for modeling
cultural competence. and facilitating cultural competence in

their practice setting or leaming activity.

Raticnale for change:

* Clarify that guest speakers and other providing outside class
opportunities should be evaluated for their modeling of cultural
competence; revise as per group evolution of statement

J-8 | Outside class opportuniiies are Leaming outcomes for outside class

systemically evaluated to determine if
they achieve cultural competence.

opportunities are evaluated to measure
student knowledge and skills related to
cultural competence.

Raticnale for change:

* Clarify that outside class learning outcomes should be evaluated for the
degree to which student knowledge and skills have been developed;
revise as per group evolution of statement
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K. TECHNICAL ASSISTANCE & CONSULTATION

Domain description:

Technical assistance and consultation refers to working with diverse groups
and seeking consultants with culturally competent skills. Technical assistance and
consuliation sirategies recognize and address the linguistic and culiural diversity of

communities. An important feature is that the academic unit or the target population can

provide technical assistance.

Original Criteria Statement

New Criteria Statement

K-1 | Technical assistance and consultation | [Defete]
sirategies recognize the linguistic and
cultural diversity of communities.

Rationale for change:

* Incorporate into domain statement

*  Add “linguistic competency” to how technical assistance/consultation is
evaluated (K-2)

K-2 | Technical assistance/consuliation Technical assistancefconsultation
activities are routinely and activities are routinely and
systematically reviewed for methods, | systematically evaluated for methods,
strategies, and ways of serving strategies, and ways of serving
communities in culturally competent communities in culturally and
Ways. linguistically competent ways.

Rationale for change:
*  Add “linguistic competence™ from K-1

K-3 | When providing technical [Retain]
assistance/consultation in
communities, input from members
reflecting the diverse cultural make-up
of these communities is sought and
utilized.
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K. TECHNICAL ASSISTANCE & CONSULTATION

Original Criteria Statement

New Criteria Statement

k-4 | Efforts are made to involve Consultants are involved who have
consultants who have knowledge of knowledge of and expenence with the
and experience with the cultural group | cultural group requesting the technical
requesting the technical assistancefconsultation
assistance/consultation
Raticnale for change:

+  Strengthen to go beyond “efforts™ to “involvement” of consultants with
this knowledge and expertise.

K-5 | Evaluation from the recipients of Evaluation of technical

technical assistance/consultation
activities includes components of

assistancefconsultation activities by
recipients includes cultural

cultural competence. competence.
Rationale for change:
+ Clarify statement
144

www.manaraa.com



APPENDIX D-8: SUMMARY POINTS OF MODEL EVOLUTION (PRE-
TELECONFERENCE C)

OVERALL COMMENT ABOUT INTENT OF PROJECT

As part of this project to validate the content of an organizational cultural competence
model for a health-related post-secondary academic unit, we want to make sure that all
of the important and relevant components are present and can be understood. The
concept of criteria statements being measurable is an important issue, although we are
looking for importance and relevance during this phase of the project. Measurability of
criteria statements would take place in a project to test construct validity, but not content
validity. Validation of the model's content at this time would inform a future project that
would test construct validity (and this would be considered an important next phase of
the model).

DECISION RULES
* As Betsy and | revised the present form of the model, we made language of
certain criteria statements in a particular domain consistent with criteria
statements in other domains that shared parallel content even in cases that
panelists did not suggest. | listed the cross-reference of these parallel
statements on the document.
* Often, a single criteria statement contains one verb that may suggest several
verbs that had already occurred. For example,
o “recruits and engages” is written as “engages”
o “has and implements” is written as “implements”
o “data are gathered and evaluated” is written as “evaluated”
The implication is that you cannot implement a policy if you do not have one or
that you cannot evaluate data if you do not gather it.

[Mote: If we were using the criteria statement to assess competency within a
particular domain (performing a self-assessment), it may be appropriate to
separate out statements containing “has” versus “implements” because an
organization could have a policy but not implement it. But, this part of the project
focuses on validating the content of a model—not a self-assessment tool].

ABOUT “OVER-RIDING STATEMENTS”

Panelists considered some criteria statements redundant in that the content of these
statements were reflected within other statements or other domains. Thus, a number of
these statements were deleted. In the case of the suggestion to make a criteria
statement an “over-riding statement” of the other criteria statements within that domain,
we took that to mean that the statement did not need to be a criteria statement because
it was too general. So, these statements were moved to their respective domain
descriptions and incorporated there. The suggestion to have criteria statements
bulleted under an over-riding statement was taken to mean that they were the actual
criteria statements (because the over-riding statement was sent to the domain
description). Therefore, the criteria statements present in the model are not considered
“examples” of some other over-riding criteria statement—they are presented as actual
statements that demonstrate competency within a particular domain.
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DoOMAIN G: ENVIRONMENT, CLIMATE, AND COMMUNICATION

During Teleconference A when domains were discussed, “Climate” emerged as part of
domain G. During Teleconference B when criteria statements were discussed, there
were no additional criteria statements added during discussion of this domain. Betsy
and | have discussed that “Climate” is an area in which objective evaluation is not
possible— a welcoming climate is a matter of perception that can be evaluated
subjectively. (One group of panelists discussed that you can measure if students
perceive an academic activity as culturally appropriate/competent by asking the
students). Therefore, we have moved criteria statements that panelists said were not
objectively measured to domain G, which includes climate. A discussion is needed on
the components of the new domain G. Do these criteria statements appropriately
address the addition of climate to this domain? In other words, do we need additions,
deletions, or revisions?

LEGAL MANDATE ISSUE

The model includes racism, harassment, and discrimination to make sure that policies
are written in accordance with legal mandates, especially if the academic unit is a
stand-alone unit that does not fall within the realm of a larger institution such as a
university. To clarify this issue, revisions to criteria statements include additions such
as “academic unit/university” or “academic unit is aligned with university policies on._.."

DoMAIN Z “MISSION AND VISION™
We have added an additional criteria statement (Z-2) to the Z domain “Mission and
Vision” so as to be consistent with an addition we made in domain G (Communication)
to reflect discussions on “branding/reputation management.” If panelists do not want to
keep 7-2, we will need to address the following issue:
* |s it appropriate to have only one criteria statement for this domain? (i.e. Should
this be a freestanding domain?)
* Do we need to incorporate this Z-1 criteria statement into another domain and
change that other domain name by adding “Mission and Vision” (or whatever)?
If panelists want to keep Z-2, it would be important to ask
* |s the “Mission and Vision” name appropriate now that we have added a criteria
statement related to “core values?”

LETTERS ASSOCIATED WITH DOMAIN NAMES

We have labeled the “Mission and Vision” domain “Z" so that we could easily keep
original domain letters consistent with new domain letters. In the final model, we will
change the lettering to correspond with each domain in consecutive order. For
example, the first domain will be “A” and that will be “Mission and Vision” (assuming that
this domain name does not change in future revisions).
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APPENDIX D-9: TELECONFERENCE C AGENDA

Teleconference C

Tuesday, April 15, 2008 11:00-11:45 am EST

Toll-free number: (B66) 946-3535 - Local number: (865) 946-3535
Conference 1D: G626

Over-reaching Purpose:
To validate components of a model for organizational cultural competence in a health-
related post-secondary academic unit.

Purpose of this meeting;
To recap the results of the first two teleconference calls and discuss the final steps of the

project.

Outcomes:
1. Examine the rationale for creating the draft criteria statements
2. PReview draft of new model
3. Discuss the following questions:

a. How does this new model match yvour views regarding its relevance and
importance to organizational cultural competence of a health-related post-
secondary academic department or unit?

b. How does this new model not match your views?

€. What are your comments about the proposed model?

4 Identify next steps in reviewing and commenting on the draft model

Documents and resonrces needed for this meeting are:
1. Results of Teleconferences A and B
2. Rationale for changes in the draft model ("Summary Points for Model Evolutions™)

Agenda Topic Lead & Time Follow Up & MNotes
Welcome Back! Dane, Betsy, & Joan
5 Minmtes
Mew draft model: Diane & Betsy
0 Changes and rationale 3-10 minutes
Discussion questions regarding the All
new draft model 20 minutes
Mext steps in the project Diane
0 Participant opportunities I minutes
Fecap and evaluate mesting Joan
5 minutes
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APPENDIX D-10: DRAFT SCHEMATIC PRIOR TO TELECONFERENCE C

Draft Schematic of Model for
Organizational Cultural
Competence of a Health-Related

Post-Secondary Academic
Department or Unit

m & Experientia/ p
ot "oty

ecruitment, &
Retention

Env'\ronmem‘
climate: =
Communicatiot

Community & Environe®
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APPENDIX D-11: RESULTS OF TELECONFERENCES A, B, AND C
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Besults of Teleconferences A, B, & C 3-2-08 2od revision doc

A. Procram Poucies

Original Criteria Statement

Mew Criteria Statement

A-f | The academic unit has policies on a. The academic unit has a policy that makes
mubticulturalism, racism, harassment and | reference to its alignment with university polices
discrimination. on racism, harassment, discrimination, and

complaint resolution or appeals processes.
Mew-

b. The academic unit has a policy that faculty,
siaff, and students are informed of policies on
racism, harassment, discrmination, and
compdaint resolution or appeals.

c. The academic unit mplements policies on
st culturalism.

AT | Language in the academic unit's policies The academic unif's policies and procedures
and procedures acknowledge the diversity | include statements about the diversity of faculty,
of students, faculty, staff, and communities | staff, and communities sersed.
senved.

A-B | The policies and procedures make
reference to involving diverse groups in
decision-making. The developmentireview of policies and

- — procedures includes diverse faculty, staff, and

A-B | The process of developingfreviewing the - . -
academic unit's policies and procedures :ﬂ‘m ﬁ;;$ outside the academic unit as
ncludes input andior participation from PRropriate.
faculty, stafi, and others from outside the
academic unit &5 appropriate.

A-10 | Policies and procedures are available in Policies and procedures are available in
an accessible mode of communication, as | accessible modes of communication, as
appropaiate, such as Braille. appropriate, such as Braille.

A-11 | The academic unit's functions are The academic unit has a policy to conduct regular
regulariy assessed with respect to organizational cultural competence self-
ilentifying and addressing gapsibamiers or | assessments to identify priorities and gaps in
mappropriate practices in terms of culbwal | practice.
needs.

A-13 | Fiscal resources are available o support Fiscal resources are used for translation and

i';""‘:" translation and interpretation senvices. (C- | interpretation assistance for faculty. staff, and

dama) | 15) students as needed to assure participation.

Translation and interpretation assistance
is available & utilized when needed. (C-18)
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Besults of Teleconferences A, B, & C 5-2-08 2nd revision doc

B. GOVERMAMCE AMD QRGANIZATION

The govemance and crganization of an academic unit nesds o iNcorporate te principles of culural
competsncs. This refers to the way that the academic unit iz 2st up in terms of struciurs. One of the
mezEt important features iz a committestask force/program area that addressss izsues of cukural
competencs. It iz alao important to involve & diverse group of staksholders a2 appropriats in the

anning &nd operation of the academic unit.
Original Criteria Statement New Criteria Statement

B-1 | A committeefask force/program area A committeetask force/program area addresses
Fddresses issues of culiural competence. | assessed culural competence priorities.

B-2 | The composition of the academic unit [Redfain]
{faculty, staff. students, boards,
committees, and contractors) is diverse.

B-3 | The knowledge and experience of diverse | The development of strategic and program plans

faculty, staff, and students are
ncorporated in the academic unit's

includes diverse faculty, staff, and others outside
the academic unit as appropriate.

pla_nning.fm_ :

* Consistency of wording throughout document

B-4 | Participants for all advisory committess Diverse participants serve on all advisory boards,
and councis are recruited and supported | committess, and councils to ensure wide cultural
to ensure diverse cultural representation. | representation of the populations served.

B-G MEW:

(new ) The academic unit identifies an gggdemic
administrator or faculty member responsible for
initiatives and issues related fo cultural
competence and diversity.

*  Clarify per suggestion
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Eesults of Teleconferences A, B, & C 3-2-08 2nd revision doc

C. FacuLTy AND STAFF PERSONNEL PoOLICIES, PRACTICES, RECRUITMENT,

AND RETENTION

Diomain description:

Faculty and ataff personnel policies, practices, recruitment. and retention refer to a diveras workforce,

equity, elimination of uniair and discriminatony barriers of accessibility to jobe. &t is important to
dewelop and implement policies and practices that reflect the goal of cultural compatence and
diversity. Policies and mmmmuﬂm and implamentad through position descriptions

ane Krause SEH08 3:38 PM

1, Deleted: cutumily

ane Krause 47508 8:41 FM
Deleted: cutural

and parformance evaluations.

Original Criteria Statement New Criteria Statement
C-1 | The academic unit has an employment The academic unit'university implements an
equity policy, which eliminates unfar and | employment equity policy to eliminate unfair and
discriminatory bamiers of accessibility to discriminatory bamiers of accessibility to jobs.
jobs.
C-2 | Input was sought from faculty. staff, a. Faculty. staff, administration, and board
adminisiration. and board members in members participate in developing. reviewing,
developing employment equity and and revising employment equity and personnel
personnel policies. policies and procedures.
NEW:
b. Inpat is sought from faculty, staff.
administration, and board members in recruiting.
hiring, and retaining indwiduals from diverse
backgrounds.

+ Consistent wording

C-3 | The academic unit's plan for employment | The academic unit's plan for employment equity
equity covers hiring new employees, and, diversity of personnel includes policies and
career pathing for existing employees, pmae?lur;i{u recruitment, employment.
employment equity policies, needs retention, and workforce composition
mventory and workforce composition that | assessment.
reflects culbural diversity.

Fationale for change:
+ Consistent wording

C-T | Personnel recruitment, hiring, and Personnel recruitment, employment. and
retention practices reflect the goal o retention practices are implemented to achieve
achieve diversity and cultural competence. | diversity and promote cultural competence.

5
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Eezolts of Teleconferences A, B, & C 5-2-08 2pd revision doc

AND RETENTION

C. FAacuLTY AND STAFF PERSONNEL PoOLICIES, PRACTICES, RECRUITMENT,

Original Criteria Statement New Criteria Statement
C-8 | Policies and procadures are Policies and procedures are clearfy
communicabed to faculy and staff and are | communicated to faculty and staff.
undersioed by them.
C-8 | Position descriptions include skills related | [Retain]
to cultural competence, as appropriate.
C-10 | Personnel performance measures include | Personnel performance evaluations include
skills related to culiural competence. knowiledge and skills related to cultural
competence.

C-17 | Faculty and staff with a cultural skill, such | Faculty and staff who use a cultwral skill_for work
as a second language, are recognized or | that s over and above their required job duties
compensated if they use that skill for work | are recognized or rewarded.
that is ower and above their specific job
duties.

Fationale for change:

| - Kespasis

c-1g Mewe A poboy &5 in place io Sddress disparities in

Mew recruitment empolovment, & retention of diverse

faculty and siaff.

Fationale for change

* Heflects panelist suggestion & keeps wording consistent
1]
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Besults of Teleconferences A B, & C 5-2-08 2nd revision doc

D. STuDENT POLICIES, PRACTICES, RECRUITMENT, AND RETENTION

Dunﬂndest:'i ion:

Shudent policies on recruitment. admission, and retention are implemented to achieve diversity and

promote cultural competence. This includese

adwizing and mentoring students in culturally compatent
m‘yaand nﬁhlglhaﬂ&mmlﬂabalauﬂmh Itlarrpnﬂnrlli’lalﬂ’lam:ﬁiamu:um

ane Krause S5:08 557 AM

Original Criteria Statement

Mew Criteria Statement

D-1 | Information i gathered about the
demographics of the student population.

Demographic data about the student population
are evaluated.

0-5 | Student policies on recruitment, Student policies on recruitmient, admission, and
admission, and retention reflect the goal to | retention are implemented to achieve diversity.
achiewe diversity and cultural competence.

D8 | Input from students from diverse Students from diverse backgrounds participate in
backgrounds is sought in developing developing and reviewing students policies and
student policies. procedures.

DO-10 | Advising services are routinely and Advising and mentoring senices are
systematically reviewed for methods, systermatically reviewed for methods, strategies,
sirategies, and ways of serving students and ways of serving studenis in culturally
in culturally competent ways. competent ways.

0-12 | Students from diverse backgrounds are Advising and mentoring senvices are avalable to
mentored. all students.
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Fesuits of Teleconferences A B, & C 3-2-08 2nd revision doc

D. StupenT Pouicies, PrRacTiCES, RECRUITMENT, AND RETENTION

Original Criteria Statement

Mew Criteria Statement

D-13

Student organizations are culturally
diverse.

[Defete and repiace]

a. Policies and practices of the academic unit's
student organizations are implemented to achieve
diversity and cultural competence. .

* Panelist suggestion

ane Krause 5208 3:43 PM
Deleved: M

|b. The academic unif's shadent
oeganzatons engage all nberesied
\ Studers.

Rationals fur change
D-1 New:
New A policy is in place to address disparities in
rates of diwerse siudents.
Fationale for change:

E. FACULTY AND STAFF TRAINING AND DEVELOPMENT |

Dhelsetead: o

Domain description:
Faculty and ataff training and development reflects cultural compsatenca training to increasse
awarenazss, knowladge. and skills through resources. It iz important for the academic unit to allocate

time and I320Urces to aupport initial and m’ Whﬂ]mﬂﬂﬂlﬁ.

Original Criteria Statement

Mew Criteria Statement

faculty and staff to increase their
awareness of cultural competence.

E-1 | Faculty and staff time s set aside for initial
and ongeing cultural competence training. | Faculty and staff time and fiscal resources are
utdized for initial and ongoing cultwral competence
E-2 | Resources are in place to suppoet initial training.
and ongeing cultural competence training.
E-3 | The academic unit provides training to all | Faculty and staff participate in education and

training to increase their amareness, knowledge,
and skills related to cullural competence.
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Eezolts of Teleconferences A, B, & C 5-2-08 2pd revision. doc

F. CamPus & CoMmuNITY COLLABORATION ON CULTURAL COMPETENCE

D - —
Campus and comm

unity collaboration on culural compstence needs 0 support invobeemant with
community, regional and/or national resources that promots cultural competence. The academic
unit's collaborations should promote culural compstence of curnicula, fisld sxperiences, and

Original Criteria Statement

Mew Criteria Statement

F-1 | The academic unit supports involeement | The academic unit rewards invohrement with
with community, regional and/or national community, regional and/or national resowrces
respurces that promote culural that promote culiural competence.
competence.

F-2 | Community, regional, and/or national Campus, community, regional, and'or national
resources that promote cultural resources that promote cultural competence are
competence are utlized as appropnate, utlized as appropriate, e.g. camiculum
&.g. cumculum development, development, organizational assessment, field
organizational assessment, fiekd experiences, etc.

EXpEnences, eto.

F-3 | The academic unit collaborates with other | [Refain]
organizations, agencies, and/or academic
units to develop and defiver culturally
competent curmicula, activites, and
pfograms.

9
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Eezalts of Teleconferences A, B, & C 3-2-08 2nd rewision doc

G. [nsTITUTIoNAL ENVIRONMENT, CLIMATE, & COMMUNICATION

Domain description:
The acadsemic unit needs to reflect diversity throughout the Deiituiion's physical snvironment, social
climate, and communicationz. It iz important that all aspects of the physical sovironment are
acceazible to everyons. The climats nesds o be inclezive and valus diversity =o that svenyons feals
walcomed. The phyzical smvironment and communication materialz and modses should portray

diver

of communities.

Original Criteria Statement

MNew Criteria Statement

5-1 | All aspects of the physical environment All aspects of the physical environment are
are accessible to everyone associated accessible.
with the academic unit.

5-2 | Aspects of the physical environment The physical environment portrays diverse

porray and reflect diversity of
communities through such things as

pictures, posters, and signage.

communities throwgh visual images, such as
pictures, posters, and signage.

G-3

Recruitment materials are culturally. and

Inguistically appropriate.

Fationale for change
* _Linguistic competence encompassed within project definition of cultural competence
G-4 | Forms of communication (reports, Forms of communication {reports, appointment
appointment notices, telephone message | potices telephone mes=gge grestings, eic | gre
greetings, etc.) are culturally and culiurally gporoprgte for intemnal gnd extemg
Inguistically appropriate for mtemal and audiences
external audiences.
Fationale for change

Linguistic competence encompassed within project definition of cultural competence

G-5

Print and efectronic materials, educational
tooks, and recruitment materials portray
and reflect diversity of communities.

Print and electronic matenials, educational toods,
and recruitment matenals portray diverse
communities.

14
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Eesults of Teleconferences A, B, & C 5-2-08 2nd revision doc

G. ENVIROMMENT, CLIMATE, & COMMUNICATION

Original Criteria Statement

New Criteria Statement

G-8

Administrators conduct performance evaluations
being sensitive to culural
differences. [C-11]

-7 | Personnel are respected and supported The academic unit accommodates faculty, staff,
for their desire to honor and participate in | and students n their cultural and religious
cultural celebrations. {(C-12) practices and celebrations.

The academic unit accommodates

personnel in their cultural and religious

practices and celebrations. (C-13)

Students are respected and supported for

their desire to honor and participate in

cultural celebrations. (D-14)

[cN:] Supervisors of student workers conduct

performance evaluations being sensitive to
cudtural differences. [D-11]

Keep as is; panelists are invited to sugpest needed clarifications

" | Commeenc Besy, | iied o updals s

ane Krause S408 1110 AM

‘& bassd upon owr discussion, ahough it

niesds your wordsmithing heip....

G- MNew:
The academic unit's core values related to
diversity inform development of marketing and
other program materials.
Al students interested in parficipating in the
academic unit's student organizations feel

* D-13 moved here & reworded to describe climate issue

Wording SO izt version:
The scademic unifs shudent ongsnmabons
Engage ol Inkeresher shedenis

11
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Faszults of Teleconferences A B, & C 5-2-08 2nd revision doc
H. CuLTuraLLY COMPETENT CURRICULUM

Domain description:
A curriculum supportive of cultural competence needs o incorporate content for the developmeant of
culwral competence as awareness, knowlsdge and skille. I al=o iz important that curricula, materiaks,
and classroom activies are evaluated for evidence of culiural competence and that consultation is

ht from thosse from diverss badnirmndam participats in the program.

Original Criteria Statement New Criteria Statement

H-2 | The cumicula, materials, and classroom The curmicula, materals, and classroom achvities
activiies are systemically evaluated to are systemically evaluated to determine how they
determine if they incorporate cultural incorporate cultural competence content.

competence.

H-3 | Undergraduate and graduate curricula [Redain]
mcluede cultural competence related
traming.

H-4 | Cumicula that establish the importance of | Cuwrricula establish the importance of the cultural
the cultural and ethnic backgrounds of backgrounds of individuals and/or families that
mdividuals andior families that are served | are served by health professionals.

by health professionals.

Fatiomale bor change:
*  [Ethnic is epcompassed within cultural

12
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Eezalts of Teleconferences A, B, & C 5-2-08 2pd revision doc

H. CuLTuraLLY COMPETENT CURRICULUM

Original Criteria Statement

Mew Criteria Statement

H-5 | Undergraduate and graduate curmicula [Retain]
establish the mportance of providing
relevant and accessible services to
diverse populations.

H-6 | BEducational materials and class content A range of culurally appropriate educational
are culturally sensitive and accessibde fo [Espurces and teaching techniques gre ysed g
diverse populations using a range of address different leaming stele
culturally appropriate teaching technigues.

Fabionale tor change
= Clarify intent of original statement

H-7 | Special needs and culiural differences are | [Retain]
considered when interpreting evaluation
results and making recommendations for
mmprovement

H-& | Representatives from diverse Representatives from diverse backgrounds
backgrownds are actvely sought to participate in classroom discussions and
parbcipate in classroom discussions and presentations.
presentations.

H-2 Mewr:

(e Leamning cutcomes of students are evaluated to

measure knowledge and skills related to cultural
competence.

13
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Eezults of Teleconferences A, B, & T 5-2-08 2pd revision. doc

. CuLTURALLY COMPETENT RESEARCH

Nt res rafers to recnuiting, planming, and conducting human ressarch projects
ﬂﬂtmrmdaf the rmole of culiure in haalth care and disparities. It is |mp-:|r|:ant that rmd\ pmp{:ta
addr&a:naru:l ram-gmza dnrama pupulanm =

Original Criteria Statement

Mew Criteria Statement

Ressanch prionties are set based on
assessments of culturally diverse
populations.

Research pricrities include the needs of diverse

populations

The design, methods, and outcome
measures of research projects are

culturally approgpriate for the targeted
research populaton

[Retain]

Research projects include subjects from
diverse backgrounds representative of the

targeted reseanch population.

[Retain]

The researchers include members of the
racialiethnic groups to be studied andior
mdividuals who have acquired knowledge
and skills to work with subjects from those
specific groups.

[Retain]

When food related behavior or health
behavior is discussed or used in
assessment for research purposes, the
cultural and ethnic backgrownd of the
mdividual andfor family is considered.

S QISCUSSEed Or used

n

When health behawior

background of the ind

widual andlor

e -”ral

amily is

CIO S = 'Jg

Fationale for change-

* [Ethnic removed; is encompassed within cultural

14
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Results of Teleconferences A, B, & C 5-2-08 2nd revision.doc

J. EXPERIENTIAL PRACTICE SUPPORTING CULTURALLY COMPETENMT SKILLS

and students are evaluated.

Dornandesu'i ion:

practice srhﬁard uuﬁdedas«suppﬂrmniﬂs esﬂ:lltsh the ml-emneuf culturally

oA
promote culiural compstence medmrmrpmm :ivetaﬂpupt.llimna and mi:aﬂ Ihal dmmlup

—————————————————————— ane Krause 5308 3000 AM
e Kia

cultural competence skills |

important that experential 5 md lEEmng nppi:ﬂmrbes are Evduabd for pmnrldm students with
opportunities to work with diverse populations. Also, the cultural competence of faculty'supervisors

Original Criteria Statement

MNew Criteria Statement

J-1 | Qutside class opportunities ncorporate
content for the development of cultural

competence.

Experiential practice sites are developed with
input from individuals from diverse backgrounds.

J-2 | Outside class opportunities establish the
importance of providing relevant and
accessible services o diverse populations.

Experiential practice sites model cultural
competence.

J-4 | Representatives from diverse
backgrounds are actively sought to
participate in the planning and
mplementation of outside class
opportunities. freflected in J-1]

Experiential practice sites prowide students
opportunities to work with diverse populations by
applying knowledge and skills related to cultural
competence.

J-5 | Field expenience supervisors, preceptors,
and guest speakers are actively recruited
from diverse backgrounds.

Dwerse field faculty (e_g.. paidivohmteerfield
experience supervisors) and others (e.g. guest
speakers) model cultwral competence.

15
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Eezalts of Teleconferences A, B, & C 3-2-08 2nd rewision doc

J. EXPERIENTIAL PRACTICE SUPPORTING CULTURAL COMPETEMNCE

Original Criteria Statement New Criteria Statement
J-6 | The content and actvities of outside dass | Experiential sites and outside class leaming
opportunities are culturally and opportunities are evaluated for providing students
Inguistically appropriate. with opportunities. to work with diverse
populations.

J-T | Evaksations of outside class opporiunities | Field faculty and others (e.g. guest speakers) are

nchuede components of culbural evaluated for modeling and facilitating cultwral
competence. competence in their practice setting or leaming
activity.

J-E | Dutside class opportunities are Leaming ocutcomes for outside class opportunities
sysiemically evaluated to determine i they | are evaluated to measure student knowledge and
achieve culiwral competence. skills related to cultural competence.

14
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Eesults of Teleconferances A, B, & C 5-2-08 2nd revision.doc

K. TECHNICAL ASSISTANCE & COMSULTATION

Dornalndesu'i ion:
Tadnu:dmandmmlumnr&fmmmtngmﬁdm wind Baahngmmdwn'ﬂ

——————————————————————————————————— ane Krause 508 358 AM
puplh‘hnnmnprmﬂaﬂmﬂlnm m

assistance/consultation in
communities, nput from members.
reflecting the diverse cultural make-up
of these communities is sought and

utilized.

K4 | Efforts are made to involve Consultants are involved whi have knowledge of and
consultants who have nowledge of experience with the cultural group requesting the

| and expenence with the cultwral group | technical assistance/consultation.

requesting the technical
assistance/consuliation

K-5 | Evaluation from the recipients of Ewaluation of technical assistance/consulation
technical assistance/consultation activities by recipients includes cultural competence.
activities includes components of
cultural competence.

17
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| Original Criteria Statement New Criteria Statement
K-2 | Technical assistance/consultation Technical assistance/consuitation activites are
achvities are routnely and routinely and systematically evaluated for methods,
systematically reviewed for methods, | strategies. and ways of serving commumnities in_ - —r
| strategies, and ways of serving culurally competent ways. F—U Frepp—
commanities in culturally competent :
Ways.
Deleted linguistic: linguistic is emcompassed within cultural
K-3 | When providing technical [Refain]
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APPENDIX D-12: E-MAIL REQUEST FOR FINAL COMMENTS

Thank you again for your contributions during Teleconference C! Attached is the "Model for
Final Comment" and updated schematic. Per recommendations from Teleconference C, the
project team has included definitions of terms used throughout the model. These definitions are
based on the literature and panelist comments during the course of the project.

The model has undergone substantive revision to this point, which we appreciate. Now we would
like for you to help "fine-tune" the specifics of a model that the expert panel has developed and
agreed upon thus far. If there are ideas that you have already suggested that have not been
incorporated in the model as you envision it, now is the time for you to provide "wordsmithing"
suggestions.

Therefore, please provide your comments on the attached model by close of business
Wednesday, May 21, 2008 via e-mail to Diane Krause (krause@utk.edu). If you would like to
comment on the definitions, that would be welcomed also. After receiving your comments, we
will revise the model and send the final version to you via e-mail by June 4. You will be asked to
"accept™ or "reject” the model in its final version. In addition, we will ask you to complete an
evaluation on the process of this project.

Thank you for your participation during this phase and we look forward to receiving your
comments. Please do not hesitate to contact us with any questions you have.

Diane Krause

MS-MPH Graduate Student in Nutrition &
Public Health

krause@utk.edu

Betsy Haughton, EdD, RD
Professor

Director, Public Health Nutrition
haughton@utk.edu
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APPENDIX D-13: MODEL FOR FINAL COMMENT
Modal for Final Comment deoc

O TURAL COMPETENCE:

DESCRIBES BOW AN INDIVIDUAL PERCENVES, UNDERSTARDE, AND COMMUKSCATES WITH OTHER PEOPLE
WHO FFER FROM THES INDIVEDUAL 1K TERMS OF THE FOLLOWING CULTURAL FACTORS.

W RassE W GEMDER

W ETHMICITY W L aR3UAGE

W ESME N RELIIION

W EDUCATIONAL ATTANMERT H WORLDVIEW

W A&aE W STHER CHARACTERISTICE

CULTIMAL COMPETENGCE 18 A PROGESS OF INCREASING AN IRDWVIDUAL'S AWARERESS, HMOWLEDOE,
AND SRILLS RELATED TGO UNDERSTARDING CULTURAL DIFFERENCES AND INTERACTING EFFECTIVELY
THROUGHOUT CROSS-CULTURAL ENCOUNTERS.

NoTE:
LINGLUSTE: COMPETERCE 1S INCLUDED WITHIN CULTURSL COMPETENCE A8 THE CULTURAL FACTOR OF
LARIUAGE

L Purme=l L. A descripfion of the Pameall Mode for Culual Compeience. J TrRnsowt Nurs. Jan
200091 [11:40-2E.

R EBEstancourt JR, Gresn AR, Cario JE, Arsneh-Firermpong 2nd O. Cefieing ouibaral ooim pebemoe
A pracical framework Tor addressing racisliefnic dsparfies In heatth and health cars. Public
Hesdy Rep. 2003;115{4):293-302.

+ Croiss T, Bazron, B, Dennils, KW, sascs, M. Towaars a Guliwnaly Competent Sysiem of
Care: 4 Monograph on Efective Services for Minorty Chider Wio Are Severeiy Emotionaily
Distursad. Washingion, DG CASEP Technkal Assisance Cenber, Geonpeiown Unbeersity Child
Cievelopment Cenfer; 1585,

A A TIONAL CULTURAL COMPETERCE:

THE EFFECT OF ORGANEATIONAL CONPOMENTE ON THE CULTURAL COMPETEMCE OF THE
INSTITUTION 'S INDRMDUALE, PROGRAMS, AND ACTIWVITIES

CuLTimE [DEFRTION oF HATIONAL CENTER FOR CULTURAL COMPETENCE]:

TAN MTEGRATED PATTERM OF HUMAN BEHAVIOR THAT INCLUDES THOLMSHTE,

COMMUNICATIONS, LANGUAGES, PRACTICES, BELIEFS, WALUES, CUSTOMS, COURTESES, RITUALS,
MANKERS OF INTERACTING, ROLES, RELATMOMSHIPS AND EXPECTED BEHAVIOIRS OF A RACIAL, ETHNIC,
RELHIIOS O SOCIAL GROUP, THE ABILITY TO TRAKSNIT THE ABOVE TO SUCCEEDNG GENERATIONS]
18 BYMAMIC iKW MATURE™

Gooda, TD, Dunna, C. Glessary, Curicuds Enhancamaent Modols Sedes. Washingion, DC: NaSional
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Modal for Final Commment. doc

DvERSITY:

REFERS TO THE COMPOSTION OF THE ACADEMIC UNIT IN TERMS OF UNDERREPRESENTED SROUPE.
“UNDERREPRESENTED GROUPS" REFER TO, BUT ARE NOT LIMITED T, GROUPS BASED OM RAGE,
ETHNICITY, QEQORAPHEE LOCATION, GENDER, DISABILITY STATUS, ETC., WHO ARE
UKDERREPRESENTED N A& FIELD OF STUDY. UNDERREFRESENTED ALSO MAY REFER TO OTHER
ECONOMES O SOCIAL INDICATORS SUCH AS FERSONS FROM ECOMOMICALLY DEADVANTASED
BACHAROUNDS Of THOSE WHO ARE THE FIRET GERERATION OF THEIR FAMILY TO ATTAIN & HEJHER

EQUCATION. DVERSE REFRESENTATION NEEDS ARE ASSESSED BY AN ACADEMIC UKIT COMMITTEE
USING INPUT FROM DIVERSE MDNIDUALS.

Faguly and Trainee Diversity Workgoup. MCH Tmining Progmm Diversity Flan Guideling.  Januany
#007. Avalable at: hitp-¥mehib. hrsa gowfiraining/goal_workforon_diwrsity asp. Acoessed May 5, 2008,

A MODEL FOR ORGANIZATIONAL CULTURAL COMPETENCE OF
A HEALTH-RELATED POST-SECONDARY ACADEMIC
DEPARTMENT OR UNIT

The mission af the acadernic urit stales s purpose. The vision statement describes a fiture

idarity of the acadernic unit that rellects what s parsonnal intend for it 1o become. Core

values describe what an organization “stands for” in all operations and activities. It is important
thess documeris muist be done in a way that cultural con

&-1 | Cufwal competence s inclueded In the mission and wision siaiements.

A2 | & written statement of core values Includes diverstty and cufural competence.
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Meedal for Fimal Comnment dicc

B. PROGRAM POLICIES

Domain descriplion.

Crganizataral mission, vison, and core values stalerments dive the developrment and
anaciment of policies, procedures, and siralegic and program planning. The program policies
domain relecs 1o all of the documantation that gaverns the acadeenic Unt's poicies and
procadunas, axcep! that of parsonnel which are included in ather dormains. B is important thal
al of tha academnic unit's supparting documents reflect the goal of cullural competence. The
procadinas for developing thesa documants must be dona in & way thal promotes culiural
CEHTI 3

B-1 | Culual competence is Included In the organizational policies and procedures.

g.o |The academic unit impiements polcies that Incorporate goals of eliminating bamers o
BENICES,

access educational programs and

The academic it has a polcy that makes reference 1o s alignment with university
B-3 |pollcies on racism, harassment, discrimination, and complaint resslution or app=als

PIOCEESES.

The acadamic unit has a polcy that faculty, staff, and students are Informed of policies
on racism, harassment, discrimination, and compilaint resolution or appeals.

B-3 | The academic unit iImplements pollcies on muScuturalsm.

g5 | The academic units policles and procedures Incude siatements about the diversity of
faculty, stafl, and communiilies served.

B7 |The cevelopmentireview of pollcies and procedures Incluges diverse faculty, Sta, and
gthers from putside the academic unit 35 appropriats.

MNMMEWHMM of communication, as
appropriate, such as Brallie.

pg [|TMe academic unit has a polcy to conduct reguiar organizational cultural competence
sail-assessments to dentify pricrtes and gaps In practice.
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Meedal for Fimal Comnment dicc:

Fiscal resowces are used for iranslation and Intampretation assistance for acully, siaf,

B-10 | ana students as needed to assure participation.

C. GOVERMAMNCE & ORGAMIZATION

Dornain descrigtion.
Thes gavernance and organization of an acadermic urit neads 1 incorporate the principles of
cubtural competance. This rafars 1o the way thal the academic unit is se! up in barms of
stucture. One af the mast imponant teatunes is a commitisetask forcalrogram area that
addresses issues of cultural compatanca, I is also important ba imvelve a divarss group of
stakeholdars as iate in the planning and cperation of the academic it

A commitizeitask force/program area addresses assessed cultural competence

| Sort

c.o The compositon of the academic unit (faculty, si@f, shudents, boards, commitees, and
contractors) s diverse.

c.3 |TMme geveiopment of strategic and program plans Includes diverse facuity, 13T, and
others outskle the academic unlt a5 appropriate.

Diverse participants serve on all advisory boards, commitiees, and councils i ensure

C-4 | wige cuttural representation of the populations served.

C-5 | The academikc unlt identifies an academic administrator or facully memiber responsie
fior Inifiatives and Isswes redated o culbural competence and dvershy.
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Bdedel for Fmal Comment dec

D. FACILTY & STAFF PERSONNEL POLICIES, PRACTICES, RECRUITMENT,
& RETENTION

Dumn@p_ﬂm:

Faculty and stefl personnel polices, pracioss, recruitment, nd retartion refar to & diverss
workdorea, squity, aliminasion of urair and discriminatory barriers of scoessibility o jobs. & is
impartant % develop and implement policies and practices that rellect the goal of cultural
competance mnd Sversity. Pobicies ard practices sre communicated and implermanted thraugh
position dascriplions and periormance evaluations.

o | TMe academic unituniversty Impiements an empioyment aquity poicy 10 eliminate
unfair and discriminatory bamlers of accessibilty io jobs.

Facuity, staf, adminisiration, and board members paricipate In developing, reviewing,
0-2 | and revising employment equity and personnel policies and prOCECUTES.

Inpist Is soLght from faculty, StafT, administration, and boar Members In recruing.
hiing, and retaining Indhkiduals from diverse hackgrounds.

The academic unit's plan for employment aquity and diversity of parsonnel Inclugas
D-4 | poiicles and procedures for recruitment, emgioyment, refention, and wonions
composiion assessment.

n.5 | Personnel recrultment, employment, and retention practices are Implemented to
achieve diversiy and promate cuthwal compeience.

D€ | Policies and procedures ane clearly communicated to faculty and staff.

D-7 | Posion descriphions Include skiis related to cultural compebence, a5 approgriate.

O-8 Personngd performance evaluations Include nowiedge and sklis relabed to cuiural
compatenscs.
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Model for Final Commeant diec

Faculty and staff who wse 3 culiural skl for work that s over and above thair required

D8 | jot tuties are recognized or rewanded.
A poiicy & In place 10 30065 diGpant=s I Feciimen, Smpoy e, & reenton of
D-10 | diverse tacufty and staft

E. STUDENT POLICEES, PRACTICES, RECRUITMENT, & RETENTION

Domaln description:

Shedent policies on recrultment, admission, and relention are Impiemented to achieve diversity
and promote cultural compelence. This indudas advising and mantoring students in culturally
compalant ways and making thess sarvices available to al siudants. 1 is important that The
atademic unit suppors and respects students’ diversity throughout &l acadamic activities and
student onganizations.

Demographic data about the student population are evaluated.

E-2

Swdent podcies on recrultment, admission, and retenfion are Implemented fo achleve
@vershy.

E-3

Swdents from diverse backgrounds participate In developing and reviewing students
policies and proceduras.

E-4

Advising and mentoaing services are systematically reviewed for methods, strategies,
and ways of senving students In cufuraily compabant ways.

E-5

Advising and menioring services are avallable to all sludenis.

E-5

Pilicies and FIHIIF:-E-E of the academic mrrisnl:lentun;annaﬂum dre |[‘I1F1E|'I'IE'|'I1:E€| o
achieve diversity and cultural competence.

E-7

A policy Is In place o address dispartties in recrultment, admission, relention, &
ratuation rates of dverse shubents.
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Meedal for Final Comnmont disc

F. FACULTY & STAFF TRAINING AND DEVELOPMENT

Dornaain description.

Faculty and stalf training and development reflects culfural compelanca training o increass
awarenass, knowladge, and skills thiough resourcas. N is important Tor the acadenmic Lnil 1o
allocats timsa and resounces b su initial and ing clillural com 1rai

£.4 |Facutty and stalf tme and fiscal resources are utlilzed for Infital and ongoing cuftural
compeience tralning.

p.p | Faculty and staff participate In education and training to Increase iheir awarenees,
knowledge, and skills related fo cultural comipetence.

G. CAMPUS & COMMUNITY COLLABORATION ON CULTURAL COMPETEMCE

Dormain description:

Carmpus and communily collaboration on cullural competience needs to suppan invahwemant

wilh community, regional andior national rescurces that promols cullural compatance. The

acadernic uniTs collaborations should promols cuftural compabencs of curtcula, feid
; and programs.

The academic unit rewands Imwolvemant with community, reglonal andior national

G resouces hal promabe cufiural compeience.

Campus, community, reglonal, andior national resources that promote cultural
G-2 |compeience are uililzed as appropriate, e.g. cumculum development, organizational
assessment, fleld experiences, eic.

o3 | The academic unit collaborates with oiher organizations, agencles, andior acagamic
units io develop and dellver culurally competent cumicula, aciivities, and programs.
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H. INSTITUTIONAL ENVIRONMENT, CLIMATE, & COMMUNICATION

Domain description:
The acadamic unil needs 1o rafec diveesity througheut the instilition's physical anvironmant,
social dimate, and sornmunications. B is impartant thal all aspecs of tha physical savitenmart
are mocessichs 10 evaryone. The dimate nesds o be inclusive snd value dversity so that
averynne fesls walcormad. The physical srvitonment and communication mateials and modes
sheukd portray diversity of communities.

H-1 |Al aspecis of the physical environment are accsssibla.

The physical environment porirays diverse communities through visual Images, such as

H-2 | pictures, posters, and signage.

H-2 | Recrultment materals ars culurally appropriate.

Hog | FOMS Of communication reparts, appaointment notices, ielephone message greetings,
eic. ) are culturally appropaiate for iIntemnal and extemal audiences.

Prirt and elecionic materals, educational tools, and recrufment materials porray

A5 | diverse communities.

HE Agminisirators conduct perfommance evaluations being senslive D culural
diferarices.

H-T The academic unit accommodates facuity, staff, and students In thelr cultural and
refiglous practices and celebrations.

g | SUpenvisors of student workers conduct performance evaluations being senshive io
cultural differences.

H-O The acadamic unit's core values related to diversity Inform development of marketing

and other program materials.

173

www.manharaa.com




Modal for Final Comment disc

H-10 The academic unit's sudent onganizations are welcoming of all shedents.

. CULTURALLY COMPETENT CURRICULUM

Dumn@p_ﬂm:

A currieuum supportive of cultural compalence nesds 1 ncomporals content for tha
development of culiural competence as awsreness, knowledge snd skills, W also is mportart
that curricuia, materials, and classioom activiies are eviluated Tor esvidence of cultural
compatence and that sonsuitabon is scught fram thase tram dvarse beckgrounds 1o participate
i fhe program.

The cuamicula, materiais, and classroom activities are sysiemically evaluated o

H1 | desermine how Mey Incomorate culura compstence content

Unemgraduate and graduate curmicula Incude cuitural competence related
training.

Cumcula establish the iImportance of the cuftural backgrounds of Individualks and'or
families Mat are served by haalth professionals.

Undengradisate and graduate cumcula estabilsh the Importance of providing relevant
-4 | and accesshle senvices to diverse populations.

Lz |Armnge of cutturally appropriate educational resources and teaching techiniques are
used io address different leaming styles.

Special neads and cultural difierences are considersd when intepreting evaluation
results and making recommendations for Improvement.

L7 |Representatives from diverse backgrounds paricipate N ci3sEIOOM MSCUSSINNS and
preseniaions.

1
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Modal for Fmal Commeont diec

Leamning owicomes of sudenis ane evaluaied o measure knowledge and siills redated

| to cuttural competence.

J. EXPERIENTIAL PRACTICE SUPPORTING CULTURALLY COMPETENT SKILLS

Diomain dessipt on:

Expenential practica sites and outside class opporiuniies estabilsh the relevance of culturally
competent care and senvices for dverse populations. Those sies and opporimnities sslecisd
to promode culiural compatence need to incorparate diverse populations and activiies that
devalop culural sompatence skills inchuding both slinical skils and population-bassd public
health skils. B is important ®al expenential sites and leaming opportunities are evaluated for
providing students with opportunities to work with diverse populations. Also, the culiual
competence of facuity/suUpenisors and students are evaluated.

Experiential practice shes are deveiopad with Input from Individuals from diverse
backgrounds.

J-2 | Experiential practice siies model culhural compedence.

-3 | Expenental practice shes provide stugents opporunifies to work with diverse
populations by appiying knowiesge and skiis related to cultural competence.

4 | Diverse Nleid facusy je.q.. paldtvolunteeriield experience supervisors) and athers (e.g.
quest speakers) model cultural compstenca.

Experiential sites and cutelde ciass l=aming oppariunities are evaluated for providing

5| stuents with coportunities 1o work with diverse papulatons.

5 | Fleld facuity and others (e.g. guest speakers) are evaluated for modeling and faciitating
cufural compatencs |n thelr practice sedting or leaming activity.

J7 | Leaming outcomes for outside class opportunities are evaluated o measure student
knowiedge and skilis relaied to culhural competence.

11

175

www.manaraa.com



Culturally compéalant resaarch refars bo recruiting, planning, and conducting hurman ressarch
prajects that consider the rale of culture in health care and dsparities. R is impartant that
resaarch projects ssdress ard recognize divarss populations. Rasearch projscts must be

Resaarch priontas Include the needs: of diverse populations.

k-2

The design, methods, and oulcome measunas of reseanh projects ane culturally
appropriate for the tangeted research popuiation.

k-3

Resaarch projects Incuge subjects fom diverse backgrounds representative of the
tangeted research popukation.

k-4

The researchens Include members of the raclalisthnic groups to be studled andior
Individuals who have acquired knowledge and siills to work with subjects from those
spaciic groups.

k-5

When heatth behavior ks discussed or sed In assessment for research purposes, e
cuural background of the Indhvidual ardior family s consldersd.
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L. TECHMICAL ASSISTANCE & COMSULTATION

Domain descrigtion:

Tochnical assistance and consulation refers 1 waorking with diverse groups and seeking
consullants with culturally competent skils. Technical assisiance and consultaion strategies
recognize and address the dVersity of cOMMUNBES. An important feature is that the academic
urit ar the target population can provide techrical assistance.

Technical asslstancaicorsultation activitles are routinely and systematically evaluated
for meshods, srategles, and ways of 5eNVing communities In cufraly compatent ways.

When proviging fechnical assistance/consuitation In communities, Input from memoers
refiecing the diverse cuitural make-up of thase communities |5 sought and utlized.

L-3 Consuliants are Involeed who hawe knowiedge of and experience with the cuimal
group requesiing the lechnical assistance/consuliation.

L4 Evaluation of technical assisEancaiconsulation activiies by reciplents includes cuitural
compstencs.

13
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APPENDIX D-14: RESULTS OF E-MAIL COMMENTS

Resulls of E-mail Comments

MoDEL FOR FINAL COMMENT

This decument contains suggested revisions based upon input from panelists during
Teleconference C calls & e-malls.

Domains

(&) Mission & Vision
(B} Program Policies
) Governance & O

b= L

nization

(D Faculty and Staff Personnel Policies, Practices, f
Recruitment, & Retention

(E} Student Policies, Practices, Recruitment, & Ratention
Faculty and Staff Training and D

() Campus & Community Collaboration on Cultural
Competence

H) Institutional Envirenment, Climate, & Communication

{1} Culmrallv Competent Curriculum

K} Culturally Competent Research 12

(L} Technical Assistance & Consultation
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Resulls of E-mail Comments

ABouT MODEL

The Unimr@' |:|f Tannasaaa at Hrrmwilla mnl.nanad an E'.';DBI'I: panal o n‘alida‘la 1ha u:::umaamnfa

(15 1 x is
Personnal; {:urnwlum & Expanantlal Pral;tlw. Rﬂiﬂd'l C'DNII'IUI'III}' & Enwrunmam: and
Tal:i'mxll ﬁ.s:&lsmnua & Cumult,a'uun The deBI cunslsxsuf T3 criteria statements that

ha cultural mm n-::a -:H’1hE| aca-:lamu:: IJI'III:

GLOSSARY

CULTURAL COMPETENCE!

CULTURAL COMPETENCE CAN BE FRACTICED AT BOTH INDIVIDUAL AND ORGANIZATIONAL LEVELS. On

IHDIVIDLA T WP [ F INCREASING ONES AWA - 7 Dl CouTusAL COMPETEHCE S
KNOWLEDGE, AND SKILLE RELATED TO UNDERSTANDING CULTURAL DIFFERERCES AND INTERACTING FRACTICED AT BCTH RO AND
ORUAMPATIONLL LEVELA DN &H s,
FECTIVELY TH H T NTI B CRIBES g ]
HOW AN INDTVIDUAL PERGEIVES, UNDERSTANDS, AND COMMUNICATES WITH OTHER PECPLE WHO 7 Dielated: auE's 1

A

DIFFER FROM THIZ INDIVIDUAL 1N TERMS EF'I'IEFI:H.LO'IHHE-CUL‘I’UMI.FAE-Tmi __________ " Delered:

" Camment: & Famel i 600
b

W RACE B LANGUAGE
W ETHHICITY B RELIGION &l wirald alse beoaden this dcfmilion o ecflest
OME WORLDWIEW the nistion of his mode | The model poes

B e - Teyarsd cross culnarl encoanners {soamids koo

W EDUCATIONAL ATTAINMENT B _Di5ABILITIES ‘nierpersanal and chricall; if i abos

B AGE B OTHER CHARACTERISTICS aducarion, wEning, rsarch, curmiculie,
d.n:l.pl:nl.. arsd communiey selatioe.

W SENDER e
gﬁn:hmln-dnﬁmmﬂ.l:uml

micalion sbave.

o L8

UNEI.II-TIEE COMFETEMCE IS INCLUDED WITHIN CULTURAL COMPETENGE AS THE CULTURAL FACTOR OF - : Formatied: Bulkets and Numboring

LANGUAGE - - Comment: Paci 3000
1 helieve tha Iimguises compeience is relmed

T sEparane fom ol sompesemce and
1. Purnell L. A description of the Pumell Madel Tor Cullural Compatence. J Transeall Murs. Jan 3 e i e et i o el

2000;11(1 140445, = spprusch.
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2, Betancourt JR, Green AR, Carilio JE, Araneh-Firempeng 2nd O, Defining culiural compatence:
a practical Trarmework Tor addressing racial'ethnic disparilies in healh and heallh care. Pubiic
Haglth Rep, 2003;118(4r293-302.

3 Crosg T, Bazram, BJ, Dennig, KW, [saacs, MR Towards a Cuffuraily Compedant System of
Carg: A Monograph an Effacive Servicas for Minpnty Chitdren Who Are Savanely Ematipnally
Disturbed, Washingtan, DC: CASSP Techrical Assistance Center, Georgetown University Child
Davelepmenl Carler, 1539,

A T :

R AT T MPETEMCE IS IH PROCE EHNT, AND BEHAVIOR
ORGANIZATIONAL CULTURAL COMPETEMCE EVOLYES AND |5 FRACTICED THROUGH ARTICULATED
STRATEGIC GOALS THAT ESTABLISH EXFECTATIING AND MEASURABLE OUTCOMES FOR ALL AREAS OF

]

CULTURAL COMPETENMCE INCLUDEE EDUCATION, TRAINIMNG, RESEARCH, CURRICUAL UM DEVELOFMENT
AN MMUNITY RELATI

implamentation. Thousand Caks, CA:

Aredondo, P, Buccesshul wmm:nammmqm

CULTURE [DEFNIMION OF WaTIONAL CENTER FOR CULTURAL COMPETENCE):

“AN INTEGRATED PATTERN OF HUMAN BEHAWIDR THAT INCLUDES THOUGHTS,

COMMUKICATIONS, LANGUAGES, PRACTICES, BELIEFS, VALUES, CUSTOMS, COURTESIES, RITLALS,
MANKNERS OF INTERACTING, ROLES, RELATIONSHIPS AND EXPECTED BEHAVIORS OF A RACIAL, ETHNIC,
RELIGIQUS OR SOCIAL GROUP, THE ABILITY TO TRANSMIT THE ABOVE TO SUCCEERING GENERATION 5]
I5 DYNAMIC IN HATURE."

Gooda, TD, Dunne, C. Glogsary, Curncwa Enhancament Moduls Seras. Washingion, DC: Nalional
Center for Cullural ance, G University Center for Child and Human Dewelopment,
2004 whiml Accessed May 1, 2006,

REFERS TO THE COMPOSITION OF THE AGADEMIG UKIT IN TERMS OF UNDERREFRESENTED GROUPS AND
INDIVIDUALS WHO ERING OTHER FORMS OF DIFFEREMCE. “LINDERREPRESENTED GROUFS" REFER TO,
BUT ARE MOT LIMITED TO, GROLUPS BASED ON RACE, ETHNICITY, GEOGRAPHIC LOCATION, GENDER,
DISARILITY STATUS, ETC., WHO ARE UNDERREPRESENTED IN & FIELD OF 5TUDY. UNDERREFRESENTED
ALSO MAY REFER TO OTHER ECONOMIC OR S0CIAL INDICATORS SUCH A% PERSONS FROM
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ECONOMICALLY DISADVANTAGED BACHGROUNDS OR THOSE WHO ARE THE FIRST GEMERATION OF
THEIR FARILY TO ATTAIN A HIGHER EDUCATION, THE ACADEMI TA LEDGE MALLIE
DIFFERENCES BUCH &5 IVERSE WORLDVIEWS. DIVERSE |[NODIVIDUALS ARE INVOLVED IN ASSESSING
HEED THE DEMIC LINIT

Facuhy and Tral W . MCH Training Program Diversity Plan Guidaling: Jan
g A Nl o At ot TR Sl Rt oo R Wl P

Purrell L. A deserigtion of the Purrall Model for Cubural Cemgetence. J Trangeull Nurs, Jan
‘ 2000:11{1):40-48.

A MODEL FOR ORGANIZATIONAL CULTURAL COMPETENCE OF
A HEALTH-RELATED POST-SECONDARY ACADEMIC
DEPARTMENT OR UNIT

AL Mission & Vision

The mhs'unu!ﬂ"ua acedemic unit stetes s purpose. The vision statement describes

aspirations of the academic wnit, the dasirable futurs. Core values describe wihat an " Deleted: atulun idordty o the academic |
organization “stands for” in 2ll operations and activities. |t is important that mission, vision, and Lot smmacts Wit IN parsonnl imend
cora values statements reflect culural competence. The procedure for developing these '

documents must be done following procasses that are aligned with culbwral compatence goals

W " Deleked: musk ke done na way Fal
| s Faral

A1 | Culbwral competence is included in the mission and vision statemants.

A2 Awritten staterment of core values incudes diversity and cultural competenca.
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Organizationel mission, vision, end core values statements drive the developmant

enactment of policias, mmﬂlmmdmmmwmm BN, I:H:ri::aa

d:mmnmfmmﬂulmad:wmmtalnnmmgumﬁu . lc:ugll'iapuﬁg;

proceduras, except thet of personnel which are included in other domeins. it is important that

all of the acedemic unil's supporting documants reflect the goal of cultural compatenca. The

gocadumalurdmﬂlupi ﬂmadmrr'ramahnd implementing poficies and procedures must  f| - < Comenent: Betsy, | oried 10 Incseporate |
done in 2 way that promotes culturel competenca. ‘.“’.‘""“'E"'.’“,"“:H“‘

" dmcumeatatisa)... what de you hink?

"'ﬁ . num
| g1 Cultwral competence goals and [anguage are included in the organizational policies u.;mm w ﬁﬂ:ﬁjﬂl
and procedures. hm?r'-mh?@;?m
wefiers i fiscal resorrces, -3 m
mmplemanimion. Ao - |5 nal poley dso
The academic unit implements policies that incorporate goals of eliminating barriers to Whouit she candem - for example, B-9 palicr &
access educationsl programs and services. ﬂﬁii?ﬁm““:ﬁﬂ"h
= woong aralc non
SIEAI TR :I;Ir‘-:mmm et b than
The academic unit has a policy that makes refarence 1o its alignment with university __m oLt
B-3 | policies on racism, harassment, discrimination, and complaint resolution or appeals “Deleted & 4
B The academic unit has a policy that faculty, staff, and stwdents are informed of policies
on racism, harassment, discrimination, and complaint resolution or appeals.
Th i uniti . . rali -
B-5 e academic unit implemenis policies on muliculiu L - cﬁ:mlﬁm .
\ i i1 the b settion. |
L el find en from the NOOE sisce you
Bave ol their definiurs for oher wonds, bl
8-6 i enssccessl in finding it Masbe you
W have sooes ke one from them.
) . . [ Comenent: Fanehst XXX .
The devalopmentreview of policies and procedures includes diverse faculty, staff, and ot defmed. 1 recommend sticking wih chearty
| &7 others from outside the academic unit. | L
oo vgree, 3o definilion for mubicallaralnm
a4 Policies and procedures are available in accessible modes of communication, as " Deleted: The scacem units poices soq |
wml SI..II:"I as m :EHK;:: inchude stabyments about thi
e WS '
Deleted: ax scpmpraty ]
| a9 The academic unit jmplemanis a poficy to conduct regular organizational cultural | | Breleted: s )
competence self-assessments to identify priomties and gaps in practice.
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Fiscal policies imclude resources for translation and interpretation assistance fo meat
any identified nesds of faculty, staff, and students.

B-10

Dioman descrption:

The governance and ization of an ecademic unit neads 1o incorporate the principles of

cultural competence. This refers 1o the way thet the acedemic unit is s2t up in tarms of

structure. One of the most im features is a committestask force’program area that

addresses goals and issues of cultural competence. |t is also important to involve & diverse
of oldars as igta in tha ing and ration of the acedamic unit.

-1 A committee'task force/program area addresses assessed cultural competence
priceities arising out of the unit's organizational self-assessment.

c-z The composition of the academic unit {faculty, staff, students, boards, commitieas, and
contraciors) is diversa.

o3 The devalopment of strategic and program plans includes diverse faculty, staff, and
others outside the academic unit as appropriate.

4 Divarsa participants sarve on all advisary boards, committees, and councils 1o ensura
wide cultural representation of the populations served.

The academic unit identifies an academic administrator or faculty member with

c& dalegatad responsibiliby for initiatives and issues related to cultural competance and
diversity.

c.g | The academic unit's academic administrator is accountable for cultural competence
o] iversity of ;
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Feculty and staff personnal policies, practices, recruitment, peoplaiprofessional davelopmeant B
and rﬂtentl:lnba‘-m tha_@tarmal to |:IIJI|E| and augpurt a dll.rersa workforce, greater egquity, and * Formatind: Fontans j|

rs ig pgaitions. Ilnmpmmmdmdapa.rﬂ " Deluted: swter o 5 dwersn workfams,

L

IElmem pulmamdpmmcaa mmmﬂaﬁgﬂufulmmlmpamm arversity. euity, elimination of wfai and
PCE:IEH and pracfices are communicated and implemented through position descriptions and discriminatory taioers of accessbily o
performance evaluations) o Deleted: i

U Comenen: Fatal X3
I thizk the dermaen desciption should sy
“zulty and 1afT perscm el pokicies. and

0-1 The academic unituniversity implerments an employment equity policy to eliminate resention have the potendal 1 baild and
| wnifair and discriminatory barriers 1o positions. m; ] n“u;ﬂnwmw
y barien Ao joba®. Abw - last
acTence - ";pulnn-d;ncm alfod mane
D2 Faculty, staff, administration, and board members participate in devaloping, reviewing, e
and ravising employmeant equity and personnel policies and procadures. ..I s
rl‘r.. leted: of 5 jobis N

03 Input is sought from faculty, staff, administration, and board members in recruiting,
hiring, and retaining individuals from diverse backgrounds.

The academic unit's implemanis A plan for employment eguity and diversity of
O-4 | personnel thal incuedes policies and procadures for recruitment, employment,
retention, and workforce composition assessmant.

Personnel recruitment, employment, and retention practicas are implemented to

b5 achieve diversity and promote cultural competence.

C-6 | Policies and procedures are clearly communicated to faculty and staff.

O-7 | Position descriptions include skills related to cultwral competence, as appropriate.

Personnel performance evaluations include knowledge, skills, and ongoing  Deleted: and
professional development related to cultural competenca.
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Faculty and staff who use cultural skills for work that is owar and above their required
job duties are recognized or rewarded.

2]

" Deleted: 2

|- Comenent: Faniar XXX
demo praphic daa are evalumed for what

DR 1o amiusre
| Deleted: 0210
| Deleted: s

o - —
Student policies on recruitment, admission, and retention are implemented to achieve diversity

and cultural competence. This includes advising and mentoring students in culturally
nun!:latanl WEYS &nd me trese services aveilable to all students. It is im) that the
acedamic unit suppons respects students' divarsity i throughaut all

acedemic ectivities and student organizations.

[Demographic data about the student population are evaluated. |

Student policies on recruitment, admission, and retention are implemented to achieve

E—Ei

Students from diverse backgrounds participate in developing and reviewing student

£ jpolicies and proceduras.

Advizing and mentoring services are systematicaly reviewed for methods, strategies,

E4 and ways of serving sludents in culturally compatant ways.

E-5  Advising and mentoring services are available to all students.

E-6  Policies and practices of the academic unit's student organizations are implemanted 1o

achieve diversity and cultural competenca.

A palizy is in placa to address disparities in recruitment, admission, retantion, &

&7 graduation rates of diverse students.
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Liomain description:

Feculty and staff training and dewelopment reflects cultural competence training to increase
awerenass, knowledge, and skills through resourcas. |t is important for the ecademic unit to
allocate time and resounces to initial and ing culural com| traini

Eoi Faculty and staff time and fiscal resources are utilized for inifial and ongoing culbural
competance training.

| £z Faculty and staff participate in education,_fraining, and research to increase their

- Comenent: Pasial XX

This is &2 awkwanl actence. | think we niean
y dhat ressiirces s b Sudgenssballocsned dfor
o | Tegulry and it raiming . .

At

T Coamment: Pl X0

domaim descripoon: what B B0 meanmg of
“rhweas ph resarces” in firs sensence?
Recommensd deleiz, Posaitly sdd something
bl sugrputting Scally and stafTy scli:
dircried ppperdunilicn 1o inereme culiumnl s

-1 The academic unit rewands involvement with community, regional andlor national
resources that promate cultural competance. |

‘Campus, community, regional, andior national resources that promote cultural
G-2 competence are utilized as appropriate, e.g. cumiculum development, organizational
assessment, field expariences, atc.

Ga The acadamic unit collaborates with other organizations, agencies, andior academic
units to develop and dediver culturally competent curricula, activities, and programs.
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awarenass, knowledge, and skills related to culbural competence. Enpuilic sompeiz.
" Deleted: and
Lioman descrption:
Cempus and community collaboration on cultural competence needs to support imalvament
with mmunrg,elgl?mgl endfor national resources that promote cutural ml;lelame Tre
acadermic uni aborations should promote culiural compatence of cumicula, field
experiences, programs, end research, ! Deleted: ard B
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_ < Comenent: Feial X340
- | srbraibesd 1o o o anoifeey documant and

e Inm "organizational cimate” was part
of the ghacussion. | wanser B we can ullos
~ = — o concepl of inchusre, affirming “sociasl
W ) N ) ) lnsn® an srather indosine of
8 amic unit neads to raflact diversity throughaut the instifution's physical environment, oy horal to )
social cimate, and communications. It is important that all espects of the physical environmeant
are accessible to everyona. The dimate needs to be inclusive and value diversity so that
war);gna feels welcomed. The physical environment and communication materials and modes
should poriray diversity of communities. - A Comement: et X0
Daaes “droers iy of commauminies™ meean all or
e undemepresenced oaly?
H-1 | All aspects of the physical enviranment are accessible.
Bz The physical ervironment portrays diverse communities through visual images, such as
pictures, posters, and signage.
H-3 itrment matarial caulturall iate. |- - Comenent: Paniar XXX
m alE are I'Hj'wm I' _________________ I ddoay wrsderstmmid . 1 kniwe thie was & wpis af
s discaniuz, and when had dloars ides
of the mesning, bl o fhey are written, [ &'t
Hd Forms of communication {reporis, appointment noticas, telephone message greetings, andentend than.
ofc) are culturally sppropriate for internal and externsl audiences] 0= o wot Dol 4 defiridom of "cwarally
5 approprime” in the glessany?
y.5 | Print and elactronic materials, educational tnols, and recruitment materials portray .'-l el e
diverse communities. e
Idont erdersiznd. | know this was a logic off
s discaniuz, and when had dloars ides
i i H iF of the memnn g bl . ey ane wrsten. [ doa'
B ?dmlnlzﬂlﬁmmﬂﬂp&hmmmﬁﬂbmsbﬁtgmthuﬂMrﬂ e
" Camement Paci 00K l
VapuE - whai does Thal mean m b serte in
HT The academic unit accommodates faculty, staff, and students in their cuftural and e —
religicus practices and celebrations.] - Comment: Faia 3000
whal doci hal mean W snssodale people
sacis culteral and rolipus practiess? dees tha
RN PEEVET FoodTa T puararsessd mme off far
H-B Supervisors of student workers conduct performance evaluations being sensitive to :P‘Lﬂ”ﬂ“ .
cultural differences] - A Cammunt: Fanetat X0
""""""""""""""""""""""" e thing a8 H-4
Heg The academic unit's core values relsted to diversity inform development of marketing )
and other pragram materials, o Comenent Pk 3000
Supgedion: “The scalors: mifs ane vako
relesed o diversny nflemce e developmem

of marketing and peo gran matenals ™

LS
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B0 The academic unit's student organizations are welcoming of 2l students.

i it ] - Communt; Fansia 1008 ]
A curnculum supportive of cultural competence nesds 1o i ata content for the Lt e e e e
development of cultural competence s ewarensss, knowledge and skills. It also is im P e
thit curricula, materizls, and classroom activities are evaluatad for evidenca of cultural :sm?" - i_“:m?"'i‘.“' -
mﬂnnﬂ Eu'Tlmm consultation s sought from those from diverse backgrounds to participate 4 53pghe™ Taey are cousaltares (ieschers) 7
" { Comment: P X000
= 9 5 whward
I ¢oald fhis be in doman descripnon ™
1 The curricula, materials, and classroom achivities are systemically evaluated to I ... leaming wyles of smdeu?
daterming how they incorporate cultural competence conant, - N
2 Undergraduate and graduate curmicula include cultural competence related
training.
3 Curricula establish the imporiance of the cultural backgrounds of individuals andior
families that are served by health professionals, - - Comenent: Faneiat XX
..................... Biah he: iy 1 ke eersienla ke
. cultarally competeat has f du mare tkan
bk the ing - s evernuae ha s
Undergraduate and graduate curricula establish the imporiance of providing relevant caliaral buck ground, buth the bealth
l4 | and accessible sarvices to diverse populations.| ] [ — R e s
.| DK e aspects s akdrased i ot
o i alalement )
T —
Arange of culturally appropriate educational rescurces and teaching technigues are T r““""""“"i"“_"“_
H5 | Used o address different leamning styles. : -wﬁ?:ﬁﬁ:?ﬁ:
. ssemaible services b sveryene.
8 Special needs and cultural differences are considersd when interprating evaluation
results and making recommendations for improvament. | | - - Comement: Pencksl XXX J
""""""""" | du net wradernd memning.
7 Reprasentatives from diverse backgrounds paricipate in classroom discussions and
presentations.| - fmmM|ﬁ ]
& e 2 lea 7
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Learning outcomes of students are evaluated to measure knowledge and skills related
to cultwral competence.

Doma —
Experiential practica sites and outside class opportunities establish the relevance of culturally
competent care and services for diverse populations. Those sites and opportunities sslected
to promote cultural competence need to incorporate diverse Istions and activities that
develop cultural competance skills including both clinical skills and population-based public
hashh skills. It is important that experiential sites and learning opportunities ane evauated for
providing students with opportunities to waork with diverse populations. Also, the cultural

competence of facuty/superisors and students are evaluated.

I-B

Experiential practice sites are developed with input from individuals from diverse

+1 backgrounds.
riential practica sites model cultural - 'l Parsclial X3

J2 Expe al E culbral competence) - :—:m.“ dr‘wm o sl
st [few bt o ke a0 chane - whae i
prrpun:dm'rqlnl:.'? It mprmm.#.lhn
nﬁmq :l:q:h'u:mbh.lnq

3 Experiential practice sites provide students opportunities to work with diverse mwn;mmmmqnh

populations by applying knowledge and skills related 1o cultural competence. =300z thin “meodel” - elfiragh sl & great. |

prefies 13 - it ierms e

Diverse field faculty (e.g., paidivolunteerffield experience supervisors) and others {e.g.

H guest speakers} mode! culfural compatenca.

15 Experiential sites and outside class learning opportunities are evaluated for providing
students with opportunities bo work with diverse populations.

6 Field faculty and others (e.g. guest speakers} are evaluated for modeling and facilitating
cultural competence in their practice setting or learning actiity.

A7 Learning oulcomes for outside class opportunities are evaluated to measure student

knowledge and skills related to cultural compatenca.
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Diomain description:
Gulturzlly competent research refers to recruiting, planning, and conducting human research
projects that consider the rode of cultura in cara and disparities. It is imporiant that
rasearch projacts address and recognize diverse populations. Aesearch projects must be
conducted in a way that is culturally ppropriate for the research participants and their
muniﬂ' - < Comment: Pecial XXX
domai descripoon - | ik authrally

pompeemi resamrch is slso done collahoraomely
dparnaipmany scoon design] weh dhvorse
mridusds 23 cmaitios -
_______________ i, planing and dexding poicanch
N art alies aclioting revesreh lopies and privsitiz

Riencasch oo et shaubd seilect sore=s al
iveTs pOTTITIRn The, mione than fast "addross

¥-1 | Research priorities inchuds the nesds of diverse populstions.

Ko The damg'- meathods, and cutcomea measures of research projects are cuiturally *. | e ptze them
appropriate for the targeted research population. WL J
[ Commend; Fanchat X0%
I dissgre. | chink research pnoriies shoukd be
w3 Research projects include subjects from diverse backgrounds represantativa of the m:ﬂ}mﬂ,‘::‘:: |

targeted research population.

The researchers include members of the racial’athnic groups 1o be stedied andfor
K-4 | individuals wha have acguired knowledge and skills to work with subjects from thosa
spacific groups.

\When health behavior is discussed or used in assessment for research purposes, the

K n e - ) - - Camenent; Fansist Kx%

-5 cultural background of the individual andfor family is considered. | i -5 | oo cour dakeraiainn o ilin T dus

) foud preferenaes i mal - | think il i better bt ]
| atill just dan’t et the messing - wiry just heakh
5§ Beharvior? Doos this maan 0ot 10 S5y oF W
| unfuir, discriminsory fings shodr reseanch
| mubjects whe are oulreralhy different fhan you?

T Communt: Fancial 3008
K-% wnd reference o religion since cabure,
Baalth, religion snd spirsuabey ane aften

nicmdaal?

K- cultural facior?
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Domain descripion: | - Camment: Fasta 000
Technical essistance and consultstion refers to waorking with diverse groups and sesking | amumw-hmnhmm "IL
consultants with culturelly compatent skills. Technical assistance and consultation strategies e e e o v
racognize and address the diversity of communities. An important feature is that the academic provids iechnical mslsance” b mo
unit or the terget population can provide technical assistanca. andersund.
o Parsiat X0X: 1ha schemane
| auggesils W me that all of theic dings have

Lt Technical assistance/consultation activities are routinely and systematically evaleatad | equeal irmpract fagueal proom of pic] - & dhal the
~" | for mathods, strategies, and ways of serving communities in culturally compstent ways. | ::‘:L""J?‘-“ﬁ.m‘::ﬁa
I tlmm-mdm:?u'cimﬂ-lbmml

¢ av beeen defined. 1 would sick 0 definesd
1 | terems and hosp # as sirsple o pooadble. Maybe

When providing technical assistancal/consultation in communities, imput from members. - :
~2 | refiecting the diverse cultural make-up of thess communites is sought and wtilized. e e e T
|| amd it was incroduced relathvely later in the
¢ || proces,
L3 Cionsultants are irvolved who have knowledge of and experience with the culbural ,' Panelal XXK: In the Schersatie of the Mudel
group requasting the technical assistance/consultation. || theger "Ekillh Competence”_ iy b ane Lerm
I For skalls v cubursl compeiency? sl
i would reward oo say "Com pesen Skilk” or i i
HTRANT T PICIER: TR SADANRD 18T
Evaluation of technical assistance/consultation activities by recipients includes cultural | “abilla® and Moormpeizzey” then acpanatz
-4 compstance. P [FPeper—" -
! Faneliss J0CK: Yes 1 do mean that each
] diomain mare sharald b angled o anenssd the

| i e wwy. I I'm loclong i the schamatic,
Cvermnace & Organicsiae, razn Policic,
SCHEMATIC: ui:.'.:n.t\"ui:q.mnd::ni.mt
Coniulistion anc evienled in oac diradiom,
then Camipus & Communty Colloration cn

fCukunl Compmince and Insnoomsl
Ervironmen:, Climae & Commamication ae
anenned i 4 differen i way. b now as | ok
a2 ki again | can soc thal you are stempling
s Bavee adl dirmuains upright {rmuse resdabile
the vicwer) so perfam yorer way of doing s
Bas ] think I'm s s to having woerds all
menrirg dhe same dicection iF they are coming
ofF of a wheel or £ |2 b thae Soesns mean
3 [he way lodo & Thesefine, just think
which would be the best way of pesieniing

this, donl mrroearily change

=

“Farmatind: Smace Bules Ao, Alar
Auin

5

A
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APPENDIX D-15: FINAL MODEL

A MODEL FOR ORGANIZATIONAL CULTURAL COMPETENCE OF
A HEALTH-RELATED POST-SECONDARY ACADEMIC
DEPARTMENT OR UNIT

Department of Nulrition

University of Tennessee at Knoxville

June 2008
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ABOUT MODEL

The University of Tennessee at Knowville convened an expert panel to valldate the content of a
model for organizational cultural competence of 3 healih-related poet-secondary academic
department or unit. The model that follows desnes crganizabional culiural competence across
12 domains that can be grouped within & categories: Organization & Administration;
Personnel; Curmiculm & Expenential Practice; Research; Community & Environment; and
Technical Assistance & Consuitation. The momal conslsts of 73 critera statements that
describe compatency within the respactive domains.

The uiimate goal of validating such a mogel is to enhance the culhural competence of post-
secondary students by Impacting the cultural competance of health-related acadgemic wlts.
This moded describes the important and ralevant components needed for crganizatonal
caultural competence In a healih-related academic unlt. The content of this moded Ikely will be
used fo Inform e developmant of an organizational self-assessment tool In the fulure. A seif-
assessmeant ool ks diferent rom a moded In hat an assessmeant ool describes and ME3sUIres
onganizational cultural competence In the academic unit. A sef-assessment can help identify
onganizational strengths and weaknesses that can be usad In developing a plan to enhance
mmmmmmmﬂnurﬂ.

GLOSSARY

CLi FLRAL COMPETENCE:

CULTURAL COMPETENGCE CAN BE PRACTICED AT BOTH INDRIDUAL AND ORAANIZATIONAL LEVELS. 0N
AN INDIDUAL LEVEL, CULTURAL COMPETENGE IS & PROGESS OF INCREASING ONE'E AWARENESS,
HROWLEDSRE, AND S¥ILLS RELATED TO URMDERSTANDING CULTURAL DIFFERENCES AND INTERACTING
EFFECTIVELY THROUGHOUT CROSS-CULTIMAL ERCOUNTERS. CULTURSL COMPETERCE DESCRIBES.
HOW AN MNDMDUAL PERCEIVES, URDERSTANDS, AND COMMUNICATES WITH OTHER PEOPLE WHO
DIFFER FROM THES IMDNIDUAL IN TERMS OF THE FOLLOAWING CULTURAL FACTORS.

W RACE W A G
W ETHNICITY W RELI3ION
W RCSME B WORLDVIEW
W EDUCATIGNAL ATTARMMENT W DIEABILITIES
W &BE W 30ME OTHER CHARACTERISTICS
W 3EKDER
NGTE:

SLMEUIETIC COMPETERCE™ B2 INCLUDED WITHIN THIS MODELS DEFMITION OF CULTURAL COMPETERCE
A% THE CULTIRAL FACTOR OF LARSIARE. A DETALED DEFIRITION OF “LINGIESTIC CONPETENCE™ 19
AVAILABLE FROM THE WEBSITE OF THE MaTioa sl CENTER FOR CULTURAL COMPETENCE ﬂ.:[:[:]:
hipciguctid geongetren sdufl=sioontsnenos_calsDefinition 2005200 InguisScie

M Competenos pdf |

195

www.manharaa.com



1. Pumadl L. A descriplion of the Pumall Mods for Cultural Competence. J TrRnsowt Nurs. Jan
2000;19{1:20-£5.

2 Eetancourt JR, Green AR, Carilo JE, Ananeh-Firempong 2nd ©. Defining cuitural compebence- a
practical framework for addressing adalethric dispartes im health amd health cars. Podiic Heaith
Rep. 2003;115{4)293-30Z.

a3 Cross T, Bazron, Bd, Dennls, KW, saacs, MR, Towards a CGufraly Compeienl Sysiem of Cane:
A Woncgraph on Efecive Services for Mnonfy Children Who Are Seversly Emotionaly
Disturted. Washimgion, DG CASEP Technical Assstance Center, Georgeiown Unheersity Chikd
Development Cepler; 1989,

Do e ATIONSL CULTURSL COMPETERGES

“ORGAMZATIONAL CULTURAL COMPETERCE IS INCLUSVE OF PROGESSES, CONTENT, AND BEHAVIOR.
DRaAREATIONAL CULTURAL COMPETERCE EVOLVES AND IS PRACTICED THRGUGH ARTIS ULATED:
SETRATEMC GALS THAT ESTABLISH EXFECTATIONS AND MEASURAELE OUTCOMES FOR ALL AREAS OF
THE ORGAMIZATION.” [ARREDOMDO) A% IT EVOLVES, THE GROANIZATION'S CULTURAL COMPETENGE
EFFECTIVEMESS IS ENHANCED. N & POST-SECONMDARY ACADEMIC UNIT, OROAKZATIONAL CLLTINAL
COMPETENCE INCLUDES EDUCATION, TRAMIKG, RESEARCH, CURRSCULLM DEVELOPMENT, AKD
COMMUNITY RELATIONS.

Arredcndo, P Swccessful diversity management inEafves: A Bluepring for planning and Implementabon.
Thousand Jaks, SA- Eage, 15596,

CLLTurRE [DEFIMTION OF HATIOMAL CENTER FOR CULTURAL COMPETENCE]:

SAN INTEGRATED PATTERN OF HUMAKN BEHAVIOR THAT INCLUDES THOUGHTS, GONMUNGCATIONS,
LARGUSAGES, PRACTICES, BELEEFS, VALUES, CUBTOMS, COURTESIES, MTUALS, MANNERS OF
INTERACTING, ROLES, RELATIONSHIFS AND EXPECTED BEHAVIORS OF & RACIAL, ETHRES, RELIGIOUS O
BOCIAL GROUF, THE ABILITY TO TRAKSHIT THE ABOVE TO SUCE EEDMG GENERATIONS, I8 DYNAMIC ik
NATURE.™

Goode, TO, Dunna, C. Giessary, Curnouls Enhanoamens Modwie Soves. Washingion, DC: Mational

Camiar for Cultuml Compainnon, Georgetown Uinkrersity Cantoer for Child aind Human Devedopmant,
004, Avalinbio at: hitpc\Feww nooooumiouln infoigiossary iiml. Aoocessad May 1, 2008,

DvERSITY.

REFERS TO THE COMPOSITION OF THE ACADEMEC UNIT IN TERMS OF UNDERREPRESENTED GROUPS AND
INDIVIDLAAL & WHG BRIBG OTHER FORMS OF DIFFEREMCE. “LINDERREPRESENTED GROUPE"™ REFER TO,
EUT ARE NOT LIMITED TO, GROUPS BASED ON RACE, ETHRECITY, SEQORAPHIC LOCATION, GENDER,
DISABILITY STATUS, ETE., WHO ARE UNDERREPRESENTED IN A FIELD OF BTUDY. UMHDERREPRESENTED
ALSC NAY REFER TO OTHER ECORONIC OR SOCIAL ININCATORE SUCH AS FERSONS FROM
ECONOMICALLY DISADVANTAGED BACKOROUNDS OR THOSE WHO ARE THE FIRST GENERATION OF THER
FAMILY TO ATTAIN & HIIHER EDUCATION. THE ACADEMIC UKIT ACKNOWLEDGES AND VALLES.
DFFERERCES SUCH AS DVERSE WORLIVIEWS. DIVERSE MDNVIDUALS ARE INVOLVED IN ASSESSING
NEEDS OF THE ACADE MIC UNIT.
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1. Faculty and Traines Diversity Workgroup, MCH Tmining Program Diversity Plan Guidading.
<anuary 2007, Avaiiable af: hitp¥mohb. hrsa.gowimining/'goal_workforon_dhvarsity asp. Acosssed

May 5, 2008,

2 Pumail L. A descripSon of the Purnall Model for Cultural Compatenos. J Transoult Nurs. Jan
2000:11]1):80-46.

L T L T AL

REFERS TCHINTERACTIONS IN WHICH DIFFERERCES RELATED TO CULTURAL FACTORS ARE RESPECTED,
WALUED, AND CELEERATED. WWHILE THERE MAY BE SOME COMMON CULTURAL BELIEFS OR VALLUES,
INDIVIDUALS ARl GROUFS ARE ENCOURASED TO PRESERVE THEIR CULTURAL IDENTIFIES iN CONTRAST
T ASSUINING THOSE OF THE DOMINANT CUL TURE.

A MODEL FOR ORGANIZATIONAL CULTURAL COMPETENCE OF
A HEALTH-RELATED POST-SECONDARY ACADEMIC
DEPARTMENT OR UNIT

The mission of the academic unit siaies ils purposs. Tha vision statement describas aspiations
of e academic unit, the desiable future. Core valwes describe whal an organization “stands
far® in all operations and activities. It is important thal mission, vision, and cora values

A-1 | Culbural competence is Inciudad Inthe mission and vision slalements.

A aritten statement of core values Includes diversity and cultural competence.
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Crganizational mission, vision, and core values stalements deive the devalopmient and
anaciment of policies, procedures, siralegies, and program planning. The program

dornain refers 1o all of B documentation that gaverms e academic unit's policies and
procedures, axcept that of parsonnel which &re induded i olhar domains. 1L is Fgortant that all
ol $ha academic Unil's supporing docurmants refiect $e goal of cultural competence. The
procadunes for developing thesa docurmeants and implermanting 1he resulling policies and

ures must be dons in 8 way thal culiral

5. |Cutural competence goals and language are ncluded In the organizational polkcies and
prOCedures.

B | Theacademic unitimplements policies that Incorporate goals of elminating barmens io
access educational programs and services.

The academic unit has a policy that makes reference fo its allgnment with university
E-3 |polkies on racism, harassment, discrimination, and complaint resolution of appeals
PIOCEssas.

The academic unit has a policy that faculty, staff, and students are Informed of policies
on ractsm, harassment, discrimination, and compiaint resoiution or appeas.

B-5 | The academic uni Imglements polickes on multicurturalism.

mg |DMersity goals and language about the diversity of faculty, Sta, and communities served
are Included In e omanizational policies and procedures.

g7 |Thedevelopmentreview of policies and procagures Includes diverse faculty, Staf, and
ohers from outslde the acagemic unit.

Policies and procadures are avallabie In accesslble modes of communication, 35
appropriate, such as Brallie.
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The academic unit iImplements 3 policy to conduct reguiar organizational cultural
competence self-asEeEsmants to identify prioties and gaps In practice.

Fiscal policies Incdude resounces for ranslation and Inerpretation assisiance o meet any

B0 | \dentified needs of faculty, sta, and students.

C. GOVERNANCE & ORGAMNIZATION

LDornain description

The governance and organization of an academic uril neads i incorporate The principhes of
culural sompabancs. This refians 1o the way that the acsdamic unil is e up in iermmns of stnuciune.
O of the most important Teatures is an organized group, such as & committes, lask foroes, o
program area, which addresses goals and issues of culiural compatence. It is also imporant ta
ifrvalve & diverse group of stakehalders as appeopriate in the planning and cpetation of the
académic unil.

A commiitee, t3sk force, program area, or odher entity addresses assessed cultural
compedience priorties ansing out of the uniT's organizational self-assessmeant.

The composition of the acasemic unit {facuity, staff, students, boards, commitiees, and
contractons) is diverse.

c.3 | Thedevelopment of sategic and program plans Includes diverse faculty, St and
ofhers outside the academic unit as appropriate.

Diverse participants semve on all advisory boards, commifiees, and councls 1o ensure

-4 wide cuitural representation of the populations sened.

The academic unk identifies an academic administrator or faculty member with

€% | selegated responsibilty for INkiatves and lssues related to cubural competence and

C-F The academic uni's amdemic adminisirator = accountable for cultural competence and
diversity of the wnit
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D. FACULTY & STAFF PERSONNEL POLICIES, PRACTICES, RECRUNTMENT, &
RETENTION

Domain geseriphon:

Faculty and stall persarnel policies, practicas, recruitment and relention, and professional
devalopmant have the patential to bulld and support a diverse wordorce, promobte equity, and
elminate unfair and Mscriminatony Damiers o PosIons. It is impartant 1o develop and implemant
policies and practices that rellect the goal of cultural sompetence and diversity. Palicias and
practices are commuricated and implamentsd trough position desciplions and pecfarmancs
avaluations

Oy | The lamger academic unit and its component parts impiement an employment equity
palicy to elminate untalr and discriminalory Damlers to positions.

Faculty, 5, administration, and board members paricipate In develphg, reviewing,
0-2 | and revising employment equity and personnal policies and procagures.

Input s sought from faculty, staff, administration, and board memibers In recrulting,

D-3 | ruring, and retaining individuals from diverse backgrounds.
Acagemic units implement a plan for empilayment equity and divessity of parsonnel that
D-4 |includes policies and procegures for recrultment, employment, retention, and workiorce

Ccomposfion assessment.

D | Personnel recruitment, employment, and retention practices are Implemented to achieve
diversiy and promate cullal compeience.

D€ | Polices and procedures are ciearty communicated o faculty and stai,

D-7 | Postion descriptions Incluge skills refated o cultural competence, as appropriate.

D | Personnal performance evaluations Include knowiedge, skils, and angoing professional
developmant related to cultural compedance.
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Faculty and staff who use cultural skills for work that ks over and abowe thelr reguired job

D9 | guties are recognized or rewanded.

E. STUDENT POLICIES, PRACTICES, RECRUITMENT, & RETENTION

Domain descripion:

Student polides on recruliment, admission, and retention are iImplemented o achleve divershy
and promoie cultural competence. This includes advising and mantoring sludants in cullurally
compaient ways and making thess services mailable 1o all students. Bis imponant fatl the
acadamic uril suppors and respects students” diversity in the classroom and throughout all
academic activiias and shudant organi (-8

E-1 |Demographic data about the student papulation are evaluated i promate dverskty.

Student palicles on recrultment, admisslon, and retlention are Implemented o achleve

E2 divessity.

Shudents from diverse backgrounds participate In developing and reviewing student-

=3 | retaten polcies and procedures.

Advising and mentoring senices are systematically reviewed for methods, strategles, and

B4 | ways of serving stugerts In culturally competent ways.

E-5 | Adwising and menioring serdces are avallable to all students.

E-i | Policles and practices of the academic unit's studant crganizations are Implemenied o
achieve diversiy and culiural compeatence.

.7 | A policy Is In piace to address dispartties In recrutment, admission, ratengon, and
graduation rates of Miverse students.
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F. FACULTY & STAFF TRAINING AND DEVELOPMENT

Domain descriplion .

Faculty and stall training and devalopmant refect cultutal compelsnce training 1o inosase

awareness, knowledge, and skils. B is imporian that the ssademic unit budgets and allocates
such @ lima and 1 inifial and culural com ¥ airing.

Faculy and s£aff ime and fiscal resounces are wiled fior inldal and ongoing culural

-1 competence training.

Faculty and staff participaie In education, tralning, and research io Increase thalr
awareness, inowlagge, and skilis related to culral compeisnce.

G. CAMPUS & COMMUNITY COLLABORATION OM CULTURAL COMPETENCE

F-2

Domain descrighion:
Campus and community sollaboration on cullural compatence nesds 1o suppor imobsaman with
comimunity, regional andior national resounces that promote cullural compalanca, The acadanmic
unit’s collaborations should promols cultural corpelsnca of custicula, fiald expariances,

rarms, and rasaanch.

The academic unlt rewarss facuity, 56, and student Involvement wih communky,
reglonal and'or nafional resowrcas hat promode cultural compelence.

Camipus, comimunlty, regional, andior national resources that promode cultural
3-2 | compatence are utliized as appropriate, .. curmiculum development, organizational
assessment, Nield experiences, sic.

MMUmmmnﬂmmmaaﬁmmmaﬂHNnut
1o develop and deliver culturally competent curmicula, activities, and programs.

1
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H. INSTITUTIONAL ENVIRONMENT, CLIMATE, & COMMUMICATION

Domain descriphion:

The academic unit nesds to reflect diversity throughout the institution’s physical emvironmant,
social dimate, and communications, B is imponant that all aspedts of the physical enviarement
are accessibhe io svaryone. Tha social climate neads 1o ba inclusive and value diversity to affirm
thal averyons is walcomed. The physical emdironmeant and communicafion malerials and modes

sheuld portray diversity.

H-1

Al aspects of the physical environment are accessibie.

H-2

The physical environment porirays diverse communities Srough visual Images, such as
plctures, posters, and signage.

Recrulbment matertals are culturally compedant.

Forms of commaunication {reports, appoiniment nodices, telaphone message greetings,
ebe ) are culturally competent for internal and extemal audiences.

Print and alectronic materials, educational tools, and recruttment materals poriray
diversity.

Adminisirators condwcd performance evaliations belng sensitive to culural
diffarences.

H-T

The academic unit accommodates faculty, staff, and stuterts In their culiural and
religious practices and celebrations.

Supendsors of sludent workers conduct performance evaluabiions being senslive o
culural diferencas.

The academic unit’s core values related to diversity Influence how marketing and other
program materais are developad.

11
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H-10 | The academis unit's student organizations are welcoming of all students.

I. CULTURALLY COMPETENT CURRICULLUM

Domain iR
Urdergradusie and graduate curricula nesd io incorporate conlent foe the develaprmant of
cullura competances as awananass, knowledga and skils. 1 ales is important that curricula,
materials, and classoom aclivilies are evaluated for evidence of cullural cormpetence. An

impartand fealire is that individuals fram diverss backgrounds particiosts in the program as
il and discussants,

The caricula, matefals, and classroom actvities are sysiemically evalualed to defermine

H how they Incorporate cultural competence conbent.

Lp | Unoergraduats and graduate cuTicula INclude cLITUFAI COMpetence retated
training.

L3 Curricula establlsh the health-relatad relevance of the culural backgrounds of Indiiduals
ardior famillies that are senved Dy health professionals.

uate and graduate curricula establish the Importance of providing relevant and
-4 Mmammumm

A range of culturally appropriate educational resources and eaching techniques are used
D address different leaming shyles of sudents.

Lg |SPecial needs and cutural diferences are conskiered when Interpreting student
evaluation results and making recommendations for Improvemeant

L7 |Representatives from diverse backgrounds participate In classroom discussions and
presentations (2.0., gues! spaakers, panel members, and disCussars).

17
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Learning outcomes of siudenis are evaliated © measure inowledge and sklis relabed o
cultural comgpetence,

J. EXPERIENTIAL PRACTICE SUPPORTING CULTURALLY COMPETENT SKILLS

Domain fescriptbon:

Experentlal practice sltes and outside class apporiunites establish the relevance of culhurally
competent care and sendces for dverse popuiations. Those sies and opporunities selacisd o
pramods culiural compatence nesd 10 incorponals diverse populations and activilies that devslop
ciiltural compebancs skils induding bath dinical skils and population-bassd public health skils.
I is impartant that axperiential shes and lsaming opparfunities are evaluated for providing
shudents with opportunities o work with diverse populations. Also, the cultural compstence of
faculty, supenvisors and shdents are evaluaied.

Experientlal practice site are developed with Input from Individuals rom diverse

1| hackgrounds.

-z | Expeniential practice sites mode! cutural competence.

13 |Experiential practice sites provide students opportunities %o work with diverse populations
by applying knowledge and skills refated %0 cufiural competence.

14 | Diverse field facuity {e.q., paid, volunteer, and fiekd experience SUPENVSors) and ofhers

{e.g. guest speakers) model cultural compstence.

J-5

Experientlal sites and outsiie class leaming opportunities are evaluated for providing
students with opportunities %0 work with diverse popuiations.

J-6

Fleld faculty and others je.q. guest spaakers) are evaluated for modaling and faclitating
cultural compeience In Miel pracice satting or leaming activity.

J-T

LE‘H'I'I“'E oumcomes for pulside Ciass uppmunlles are evaluaied o measune student
knowledge and skils related to cuural competence.

13
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K. CULTURALLY COMPETENT RESEARCH

Culturally compabant ressarch rafans o recruiing, planning, and conducting human resasarch
projects that considar the role of culture in health care and disparities. It is imporiant thal
resaarch raflacts the concarms of divarse communities and thal resaanch #I:tlh:mulﬂu:l
colabaraivaly with diverse ndividuals and cernmunities. Aesearch projects must be condacied
that i culiu far Bus rassarch and thait seenmunitiss.

Researczh priorities are eslablished collaboratively with Individuals from diverse
backgrounds and communities.

The design, methods, and DUbSOME MEasUres of research projects are culturally
appropriate for the tampeted research population.

k.3 |Fesearch projects Include subjects from diverse backgrounds reprasentative of the
targated research populaton.

The researchers Incdude memoers of the radal and'or sthinlc groups 1o ke sludied and'or
E-4 | Individuals who fave acquired Enowledge and sklls 1o work with subjecis from those

Epecific Qroups.

The impact of culiure on the heaih-related behaviors of Indiidwals, families, and

K53 | communities ks considered when planning, conducting, and Inferpreting reseanch.

14
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L. TECHNICAL ASSISTANCE & CONSULTATION

wiry approach in which targel pepulations pravide techrical assstance and consultation 1 #ie
acadamic uril and vics varsa.

Technical assistance and consultation achviles are routinely and systematically
L-1 |evaluated for methods, strategles, and ways of sarving communiies In culturally
compatant ways.

When providing iechnical assistance and consullaton in communities, input from
L-2 | members refiecting the diverse culiural make-up of these communiies is sought and
utlized.

Consaltants are Involved who have Enowiedge of and experence with the cutural

L-3 group requesting the technical assistance and consuRation.

Evaluation of technical asslstanceiconsultation activities by reclplents Includes culural

L compstanca.

15
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APPENDIX D-16: E-MAIL TO REQUEST “ACCEPTANCE OR REJECTION” OF
MODEL

Hello! Thank you again for all of your input on the model.

Attached is the final model for your review. We would like you to indicate only if you "accept"
or "reject” the model as is. May | ask you to please respond to this e-mail by Wed, June 11?
(Please let me know if this date will not work).

Within the next week, we will send you an e-mail asking you to complete an evaluation of the
process to validate this model.

We look forward to your response to this e-mail.

Thank you,

Diane
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