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 Identifying a problem 

 

 Engaging in an authentic learning process 

 

 Working definition of cultural competency 

Cultural Competency PD Learning 
Community 



 Cultural and linguistic competence is a set of 
congruent behaviors, attitudes, and policies that come 
together in a system, agency, or among professionals 

that enables effective work in cross-cultural situations. 

(Adapted from Cross, 1989) 

 

Cultural Competence 



 Volunteers 

 

 Group Norms 

 

 Setting the Agenda based on the Data 

 

 Creating a Trusting and Transparent Learning 

Community  



 Listen Actively  

 Speak from your own experiences instead of 

generalizing 

 Do not be afraid to respectfully challenge one 

another by asking questions, but refrain from 

personal attacks focus on ideas. 

 Participate to the fullest of your ability 

 

Group Norms 



 Instead of validating somebody else’s story with 

your own spin on their experience, share your own 

words and experiences. 

 The goal is not to agree, it is to gain a deeper and 

more meaningful understanding 

 Be conscious of body language and nonverbal 

responses.  

Group Norms 



 Research indicates that frequent suspensions 
significantly increase academic underperformance 
(Davis & Jordan, 1994)  

 According to Raush and Skiba (2004) African 
American students are at a greater risk of being 
suspended or expulsed from Mid-Western suburban 
school districts where resources are plentiful. 

 

What we know from the Data 



Authentic, meaningful, 
relevant problem-

finding linking theory 
and principal practice 

Involves sense-making 
around critical 

problems of practice 

Develops confidence in 
leadership 

Requires collaboration 
and interdependence  

Explores, critiques, 
deconstructs from 
equity perspective 

(race, culture, 
language) 

Places both the 
professor and student 
in a learning situation 

Learners are 
empowered and 

responsible for own 
learning 

Shifts perspective from 
classroom to school, 
district, or state level 

Has a reflective 
component 

 
Key Attributes of a  

Powerful Learning Experience 
Developed by the Urban Leadership Development Project, 2008 

 



Multi-faceted 

Complex 

Dynamic 

Individual, Systematic and Structural Barriers 
November 9, 2011 

  

Cultural Competence Development Is: 



 A system that maintains advantage and disadvantage 
based on stereotyped social group memberships. 

 

 Operates on individual, institutional, and 
social/cultural levels 

Oppression 



Disadvantage for Marginalized Groups 

+ 

Privilege for Advantaged Groups 

 

Privilege=Unearned, unasked for, often invisible 
benefits and advantages not available to members of 

marginalized groups 

 

Oppression Creates 



 Individual Acts of Prejudice, Ignorance, and Hatred 
(intentional and unintentional) 

 

 Institutional Policy, Practice, Norms (intentional and 
unintentional) 

 

 Cultural Assumptions, Norms, and Practices 
(intentional and unintentional) 

Levels of Marginalization 



Social Identity Privileged Social 
Group 

Border Social 
Group 

Oppressed 
Social Group 

Ism 

Race White People Biracial People 
(White/Latino, 
Black, Asian) 

Asian, Black, 
Latino, Native 
People 

Racism 

Sex Bio Men Transsexual 
Intersex People 

Bio Women Sexism 

Gender Gender 
Conforming Bio 
Men and 
Women 

Gender 
Ambiguous Bio 
Men and 
Women 

Transgender, 
Genderqueer, 
Intersex People 

Transgender 
Oppression 

Sexual 
Orientation 

Heterosexual 
People 

Bisexual People Lesbians, Gay 
Men 

Heterosexism 

Class Rich, Upper 
Class People 

Middle Class 
People 

Working Class, 
Poor People 

Classism 

Ability/Disability Temporarily 
Abled-Bodied 

People with 
Temporary 
Disabilities 

People with 
Disabilities 

Ableism 

Religion Protestants Roman Catholic 
(historically) 

Jews, Muslims, 
Hindus 

Religious 
Oppression 

Age Adults Young People Elders, Young 
People 

Ageism/Adultism 

Matrix of Oppression 



Comfort 
Zone 

Status 
Quo 

Threat 

Fear  

Awareness 

Information 

Challenging Our Comfort Zone 



A trigger is something that an individual says or an 
organizational policy or practice that makes us, as 
members of social groups, feel diminished, offended, 
threatened, stereotyped, discounted, or attacked.  
Triggers do not necessarily threaten our physical safety.  
We often feel psychologically threatened.  We can also 
be triggered on behalf of another social group.  Teaching 

for Diversity and Social Justice 2nd Edition, Routledge, 2007 

Triggers 



 Leave: Physically remove ourselves from situation 
 Avoidance: Avoid future encounters with or withdraw 

emotionally from people/situations that trigger us. 
 Silence: Do not respond despite being upset.  Endure 

the situation without saying/doing anything. 
 Release: Notice trigger, but do not take it in.  Choose 

to let go. 
 Attack: Respond with an intention to hurt or offend 

whoever/whatever has triggered us.  
Teaching for Diversity and Social Justice 2nd Edition, Routledge, 2007 

 

Responses to Triggers 



 Internalization: We internalize the trigger.  We believe it to 
be true. 

 Rationalization: We convince ourselves that we 
misinterpreted the trigger, that the intent was not to hurt 
or that we are overreacting so that we can say it is not a 
trigger. 

 Confusion: We feel upset, but are not sure why. 

 Shock: We are caught off guard, unprepared and have a 
difficult time responding. 

 Teaching for Diversity and Social Justice 2nd Edition, Routledge, 2007 

 

Responses to Triggers (continued) 



The mission of the Pennsylvania Training and Technical 
Assistance Network is to support the efforts and 

initiatives of the Bureau of Special Education and to 
build the capacity of local educational agencies to serve 

students who receive special education services. 

 

Where does the Group fit? 

Connections to the PaTTAN Mission  



 Sharing of Personal Experiences 

 

 Accountability to the Group 

 

 Better understanding of Perspectives 

 

 Honoring each other and the Group 

Team Successes 



 Violating Group Norms 

 Equality of Group Members 

 “Personally” other people’s lived experiences 

 “Go-To” meetings  

 Open spaces that allow all to share 

 Self-evaluation (personal, professional, institutional) = 
vulnerability   

Team Struggles 



 Better support for LEAs – How do we bring this work 
to LEAs?  What will it look like in practice? 

 Will better individual understandings of educational 
marginalization effect individual actions and thereby 
reduce educational disparities as it relates to 
Schoolwide Positive Behavior? 

Potential Outcomes 
 



Culturally responsive classroom management is 
currently in the three-year training plan. 

 

Questions and Discussion 

Resources 

 

Next Steps 
 


