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CULTURAL PROFICIENCY—WHAT IS IT? Beliefs, Behaviors, Assumptions
It’s PERSONAL
. It is an inside-out approach and a model for change;
. 1t is about being intentional about how we react to those different from us;
. It is a mind set; a way of being; a paradigm shift for some.

It’s ORGANIZATIONAL
. It is the use of specific tools for effectively assessing our progress and describing, and planning for the changes

we want to make;
. It is the policies and practices at the organizational level, and values and behaviors of the leader that enable
effective cross cultural interactions among service providers, families, and community partners.

CULTURAL PROFICIENCY—THE FOUR TOOLS

#1. Cultural Proficiency—Guiding Principles
The Guidelines are the core values—the assumptive foundation upon which cultural proficiency is built.

. Culture is a predominant force; you cannot NOT be influenced by culture,
. People have group and individual identities.

. There is diversity within and between cultures.

. Unique cultural needs are respected.

. People are served in varying degrees by the dominant culture.

#2. Cultural Proficiency—S5 Essential Elements

The Essential Elements set the behavioral standards that guide our behavior.

. Name the differences: Value diversity.

. Claim differences: Assess your own cultural membership and status and that of others.

. Reframe the differences: Manage the dynamics of difference and cultural conflict.

. Change because of differences: Adapt to diversity.

. Train, teach and model new behaviors in all you do: Institutionalize cultural knowledge.

#3 Cultural Proficiency—Continuum of Practice
Six points along the Cultural Proficiency Continuum indicate unique ways of perceiving and responding to
differences. (Destructiveness, Incapacity, Blindness, Pre-Competence, Competence & Proficiency)

#4. Cultural Proficiency—Understanding the Barriers to CP and the Dynamics of Difference and
Cultural Power
. The presumption of entitlement and uncarned privilege;
. Systems of oppression and privilege, perpetuating the domination/victimization of individuals and groups;
. Unawareness of the need to adapt;
: Resistance to change, not recognizing need to change/adapt, and believing only others need to adapt to you.

HOW TO GET THERE: Seven Strategies for Drawing Strength from Diversity (Chang, H. California Tomorrow)

1. Involve people from diverse neighborhoods and constituencies in program design and development; 2. Focus on
assets and strengths; 3. Value the role that culture sand language play in developing healthy families, individuals and
communities; 4. Hire staff who reflect the community; 5. Create opportunities for people to spend time in different
groupings—separate and integrated; 6. Use disaggregated data to hold programs accountable for equal access and
equally good outcomes for all; children, youth and families; 7. Apply these principles in all interactions—with

individuals, programs, organizations and policy making.
Adapted by S. Graham from Jungwirth, L., Lindsey, R.B., & Pahl, J. 2011
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Self-Assessment-The Five Essential Elements of Cultural
Proficiency-WHO you are

Read each of the essential elements and the indictors below it. Place a mark in the

column that best describes your ability to describe manifestations of each indicator. This is not a
test, but a needs assessment to provide you with a profile of what you already know and what you
have yet to learn. Marking Yes indicates you can provide the requested descriptions. Marking No
indicates that you do not have sufficient knowledge to provide the descriptions. Marking Not Sure
indicates that you may be struggling with the meaning of the description or are not certain if you
can provide the requested descriptions. After marking your responses, assess which ELEMENTS
(in bold face) are easiest for you and which are most challenging to understand, describe and
demonstrate.

Assessing Cultural Knowledge YES NO  NOTSURE

I can name and describe the cultural groups to which
[ belong.

[ am aware of the status of some of the cultural groups
to which I belong.

I can describe ways in which my culture(s) affect those
I work and interact with who are like me.

I can describe ways in which my culture(s) affect those
who are different from me.

Valuing Diversity

I can describe how inviting “various voices to
the table” maximizes learning and perspectives
and optimize the effectiveness of decisions.

I can describe how aspects of my and others’ cultures
are assets and strengths to optimize effective teaching,
learning, working and leadership.




Managing the Dynamics of Culture YES NO

I can describe effective strategies for resolving
conflict.

NOT SURE

[ understand that conflict may naturally arise when
talking about culture, but I do not let this deter my
engaging with such conversations, because I know
out of conflict comes learning and understanding.

I can describe some strategies for facilitating conversations
and mitigating confusion in conversations
about race, culture an ethnicity.

Adapting to Diversity

I can describe ways in which I change to meet the
needs of people who are different from me.

I can describe ways to help others understand their
effectiveness in meeting the needs of all students.
customers or stakeholders.

Institutionalizing Cultural Knowledge

I can describe ways that I and others in my
organization can create cultures of
collaboration and inclusive decision making in order

to make a positive difference for the clients we serve.

I can describe ways for myself and my colleagues to
continue to learn, deepen our conversations and grow
our individual and collective capacity to close

outcome and service gaps for the clients we serve.

Stephanie Graham-Rivas, Darline Robles, 2013



