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I. Introductions 
 
II. Purposes: 

• Assess whether your office is “Window Dressing” or “Culturally Competent” 
• Obtain a comprehensive Mission and/or Vision Statement 
• Adapt the “Cultural Competence Self-Exercise” to be used on your campus 
• Apply the “Components of Culturally Competent Practice” 
• Put to use “Best Practices for Valuing Diversity” 
• Have a good time as you look through the Windows 
 

III. Overview and Disclaimers 
 
IV. Exercise: What Does Your Window Look Like? 
 Handout Windows  
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Window Dressing:  

We look great, we act great, we have great programs BUT the office does not have the beliefs, knowledge and 
expertise to teach, encourage, and challenge the campus to strive towards Cultural Competency.   
 
Question: 
Is your office just looking good but not utilized as a stockholder on campus as developing a Culturally Competent 
university? 

 
Cultural Competency Lens:  

When we look through the Cultural Competency lens at our school we see the University has a goal which 
includes an international focus.  In turn the International Office has a mission that includes focusing on a staff that 
is Culturally Competent, utilizing the international population on campus when developing cross-cultural 
education programs, and is respected and seen as the expert by the international students/scholars/their dependents 
in Cultural Competency. 
 
Question: 
Does your university/college have a goal with an international focus?  In your office is there a focus on 
developing the staff to be Cultural Competent?  Does your staff include international students/scholars/ and their 
dependents when developing educations programs?  Does the campus perceive your office to be the experts on 
campus for Cultural Competency? 
 
What experiences do the individuals in your office have that lead to Cultural Competency?  How does your office 
support individuals in developing Cultural Competency skills? How does your office work with the entire campus 
on developing Cultural Competency skills for all students, staff and faculty? 
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V. Cultural Competence Self-Assessment 
 
VI. Discussion of Cultural Competence Self-Assessment (Groups of 3) 
 Questions: How knowledgeable are you about the various communities living in your area? 
   How involved are you with the groups you work with? 
   What are your linkages? 
   Is your staff knowledgeable about other cultures? 
   What are the organizational policies you have to work within or with? 
   Do you reach out to the community? 
 
VII. Mission Statements 

 Handouts: Strategic Planning 
   University of Iowa Mission Statements and the Big Ten Schools 
   The internationalization of the Campus: Why We Do It, How We Do It, and Why This Doesn’t Work 

 
VIII. Discussion about Your School’s Mission Statement, Goals and Strategic plan (Groups of 3) 
 
IX. Who are the Players on Your Campus When Developing Cultural Competence? 
 Handout of Plays on Campus 
 
X. Who are the Players in Your Community When Developing Cultural Competence? 
 
XI. Looking at Your Office 

• Do you include the international students and scholars in your programs (orientation, training, 
development of programs)? 

• When you want information on how to best serve your population, “Do You Ask Them”? 
• Focus groups 
• How does the Leadership support these efforts?  
• If not, how do you get them to “buy in”? 

 
XII. Cultural Universals 
 Handout Cultural Universals 
 
XIII. Perceptions 
 Handout How We Perceive 
 
XIV. When I Wished I Had Cultural Competence - Crisis Situations 
 Handout Who to Include 
 
XV. Developing Training and Outreach 
 Handouts:  Considerations in Designing a Cross-Cultural Workshop 
   Global Series 
   State of Nevada Resolution for International Education 
   Pronunciation Guide to Chinese Surnames 
 
XVI. Implementing Cultural Competency 
 Handouts Components of Culturally Competent Practice 
   Best Practices for Valuing Diversity 
 
XVII. Closing 
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A Guide to… 
Planning and Implementing Cultural Competence 
Organizational Self-Assessment 
  
 
Rationale for Self-Assessment 
Health and human service organizations are recognizing the need to enhance services for culturally and 
linguistically diverse populations. Assessing attitudes, practices, policies and structures of administrators and service 
providers is a necessary, effective and systematic way to plan for and incorporate cultural competence within an  
essential aspect of this process. The Maternal and Child Health Bureau (MCHB), through its Title V–Children With 
Special Health Care Needs programs (CSHCN), supports self-assessment as a tool that assists with the development 
of State Block Grant applications. The MCHB also emphasizes self-assessment as a key strategy to address Goal III, 
Objective 3.9—To increase the percentage of states that implement culturally competent policies, practices and 
procedures to 100%. 
 
Essential Elements in Achieving Cultural Competence 
The National Center for Cultural Competence (NCCC) embraces a conceptual framework and model for achieving 
cultural competence adapted from the work of Cross et al., 1989. Cultural competence requires that organizations 
and their personnel have the capacity to: (1) value diversity, (2) conduct self-assessment, (3) manage the dynamics 
of difference, (4) acquire and institutionalize cultural knowledge, and (5) adapt to the diversity and cultural contexts 
of the individuals and communities served. Consistent with this framework, a major focus of the NCCC is the 
provision of technical assistance to conduct self-assessment within health care and human service agencies. The 
focus includes the development of assessment instruments and processes for both organizations and individuals. 
 
The Benefits of Self-Assessment 
The NCCC supports the concept that cultural competence is a developmental process and evolves over an extended 
period. Both organizations and individuals are at various levels of awareness, knowledge and skill acquisition along 
the cultural competence continuum. The capacity to engage in self-assessment helps organizations to: 
I 

gauge the degree to which they are effectively addressing the needs and preferences of culturally and 
linguistically diverse groups; 
I 

establish partnerships that will meaningfully involve families/consumers and key community stakeholders; 
WINTER 2002 
improve family/consumer access to and utilization of services and enabling supports; 
I 

increase family/consumer satisfaction with services received; 
I 

strategically plan for the systematic incorporation of culturally and linguistically competent policies, 
structures and practices; 
I 

allocate personnel and fiscal resources to enhance the delivery of services and enabling supports that are 
culturally and linguistically competent; and 
I 



determine individual and collective strengths and areas for growth.  There are numerous benefits to self-assessment. 
Such processes can lead to the development of a strategic organizational plan with clearly defined short-term and 
long-term goals, measurable objectives, identified fiscal and personnel resources, and enhanced consumer and 
community partnerships. Self-assessment can also provide a vehicle to measure outcomes for personnel, 
organizations, population groups and the community at large. The NCCC views self-assessment as an ongoing 
process, not a one-time occurrence. It offers organizations and their personnel the opportunity to assess individual 
and collective progress over time. 
 
The NCCC’s Values and Guiding Principles of Self-Assessment 
The NCCC uses a set of values and principles to guide all of its self-assessment activities including the development 
of knowledge and products, dissemination, and the provision of technical assistance and consultation. 
I 

Self-assessment is a strengths-based model. 
The purpose of self-assessment is to identify and promote growth among individuals and within organizations that 
enhances their ability to deliver culturally and linguistically competent services and supports. Self-assessment 
emphasizes the identification of strengths, as well as areas of growth, at all levels of an organization. The process 
also allows organizations to identify and acknowledge the internal strengths and assets of personnel that in many 
instances are inadvertently overlooked. 
I 

A safe and non-judgmental environment is essential to the self-assessment process. 
Self-assessment is most productive when conducted in an environment that: (1) offers participants a forum to give 
honest statements of their level of awareness, knowledge and skills related to cultural and linguistic competence; and 
(2) provides an opportunity for participants to share their individual perspectives in a candid manner; and (3) assures 
that information provided will be used to effect meaningful change within the organization. The NCCC embraces 
the concept that cultural competence is developmental and occurs along a continuum (Cross et. al.) It matters not 
where an individual or organization starts, as long as there is continued progression towards the positive end of the 
continuum. 
 
I 

A fundamental aspect of self-assessment assures the meaningful involvement of consumers, community 
stakeholders and key constituency groups. 
Principles of self-determination and cultural competence assure that consumers are integrally involved in processes 
to plan, deliver, and evaluate services they receive. These principles extend beyond the individual to the community 
as a whole. Self-assessment must solicit and value the experiences and perspectives of consumers and families who 
receive services. Similarly, opinions should be sought from key stakeholders and constituency groups within the 
broad integrated service delivery system. An inclusive self-assessment process can forge alliances and partnerships 
that have long-lasting benefit for the organization and the larger community. 
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The results of self-assessment are used to enhance and build capacity. 
The intent of the self-assessment process is neither to render a score or rating nor to label an individual or an 
organization. Rather, it is intended to provide a snapshot as to where an individual or organization is at a particular 
point in time. Results should be used to strategically plan long- and short-term objectives to enhance the 
organization’s capacity to deliver culturally and linguistically competent services at all levels within the 
organization, including: policy makers, administrators, providers, subcontractors and consumers at both the state and 
local level. The NCCC’s experiences with self-assessment have demonstrated that comparisons between 
professionals and among organizations are of little benefit.  Greater benefit is derived from individual and 
organizational self-comparison over extended periods of time to ascertain the extent to which growth has occurred. 
I 

Diverse dissemination strategies are essential to the self-assessment process. 
Se their unique needs. The NCCC has employed an array of dissemination strategies that are tailored to the specific 
interests of the participating organization. This involves identification of the audiences and the presentation of the 
data in formats that are most useful and accessible. Additionally, this recognizes that the need for information will 
vary for policy makers, administrators, service providers, consumers and other stakeholders. Examples include but 
are not limited to: 
– comprehensive reports and executive summaries 
– Power Point presentations 
– conference calls 
– on-site program and workgroup consultations 



– “Town Hall” style meetings, and 
– strategic planning sessions. 
The NCCC has provided linguistic and sign language interpretation services and translation of materials that respond 
to the needs of varied constituency groups. These strategies demonstrate an understanding of and respect for the 
diverse communication and learning styles among individuals and groups. 
 
Useful Steps for Planning and Implementing Self-Assessment 
The process of self-assessment is as important as the outcome. The NCCC has found the following steps to be very 
be 
 
Cultivating Leadership. It is incumbent upon leadership to establish a rationale for and to promote self-assessment 
as an organizational goal and priority. Cultivating leadership, in this instance, would encompass identifying 
members from all strata of an organization to fulfill leadership roles in the self-assessment process. “Effective 
leadership usually involves relinquishing or sharing power...at manylevels” (Mahan, 1997). An emphasis should be 
placed on encouraging personnel to assume leadership roles at all levels of the organization. Shared power is an 
integral principle of leadership development 
(Kouzes & Posner, 1990; Covey, 1996; Melaville & Blank, 1991; Lipman-Blumen, 1996). 
 
Getting “Buy-In”. Establish a shared vision that conveys the importance of the self-assessment process to the 
overall organization, its personnel, the families/consumers and communities served. “Sharing a view of the future 
represents the most important context for effecting change” (Roberts & Magrab, 1999). When individuals are 
involved in the generation and use of knowledge... this enables different groups of people to act collectively based 
on informed decisions (Selener, 1990). A major benefit is the formation of a coalition of stakeholders, who are 
informed and prepared to affect and sustain change to improve the delivery of services and enabling supports. 
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Assuring Community Collaborations & Partnerships. A major principle of cultural competence involves 
working in conjunction with natural, informal, support and helping networks within diverse communities (Cross et 
al., 1989). From the inception of the self-assessment process, include community partners and key stakeholders in 
meaningful ways. Some examples are developing a shared vision, identifying leadership roles and responsibilities, 
distributing tasks equitably based on capacity, and allocating resources. It is important to recognize that individuals 
and groups will choose different levels of involvement and ways to participate. This may vary from serving on task 
forces or workgroups, participation in focus groups, making in-kind or other fiscal contributions, sub-contracting for 
specific services to providing meeting facilities and other accommodations. It is essential to demonstrate that the 
contributions of each community partner are valued and respected. 
 
Structuring Support for the Process. Convene a committee, work group or task force that will assume 
responsibility for the self-assessment process. The group should have representation from policy making, 
administration, service delivery, consumers and other community stakeholders. It should also reflect the diversity of 
the organization and the community at large. This group is the primary entity for planning and implementing the 
self-assessment process, and should have ready access to decision makers or have the ability to make decisions. 
 
Allocating Personnel and Fiscal Resources. Conducting a self-assessment process is resource intensive.  It 
requires a dedicated budget and level of effort for organizational personnel. This may also extend to community 
partners and key stakeholders involved in the process. Budgetary considerations may include subcontracts for the 
self-assessment process such as consultants/facilitators, meeting or conference facilities, and interpretation and 
translation services. There may be other associated costs for: stipends/honoraria for consumer participation and 
family supports; local/domestic travel reimbursement; and printing, mailing and other dissemination activities. 
Consideration should be given to the necessary level of effort for personnel who have responsibility for this process. 
This will entail delineating responsibilities and determining the duration and intensity of time required for personnel. 
It may require deferment or reassignment of current workload/duties. The self-assessment process depends on a 
well-crafted allocation of personnel and fiscal resources. 
 
Managing Logistics. The ability to effectively coordinate numerous logistical tasks is vital to the self- assessment 
process. The task force or workgroup needs to insure sufficient time to plan and prepare, timely dissemination of 
information to all involved and the development of a calendar and schedule of activities (e.g. sites and times for 



regular meetings, teleconferences, focus groups, administering the self-assessment instrument, data collection and 
analysis and dissemination of results). 
 
Analyzing and Disseminating Data. The active involvement of individuals, groups and communities is a highly 
valued and integral aspect of the self-assessment process. Task force and workgroup members need to plan their 
involvement in data collection (Census and program needs assessment data blended with the data from the self-
assessment), analysis, interpretation, presentation and dissemination. This approach is commensurate with 
culturally competent and participatory action designs in research and evaluation (Brandt, 1999; Caldwell, et al, 
1999; Goode & Harrison, 2000). 
 
Taking the Next Steps. The self-assessment process can yield a wealth of information about organizational 
strengths and areas for growth. Careful consideration should be given to: 
– establishing organizational priorities; 
– developing a strategic plan with goals and objectives to sustain strengths and address growth areas; 
– allocating necessary resources to accomplish strategic plan goals; 
– sustaining and maintaining partnerships with community stakeholders; and 
– incorporating self-assessment results into the state block grant planning and development process. 
 
The self-assessment process may lead to changes in: organizational mission, policies, structures and procedures; 
staffing patterns; position descriptions and personnel performance measures; delivery of service and supports; 
outreach and dissemination approaches; composition of advisory boards and committees; professional development 
and inservice training activities; and management and information systems (MIS) and telecommunication systems. 
Achieving cultural competence is a long-term commitment. Remember that it is accomplished one step at a time. 
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Tawara D. Goode, Wendy Jones & James Mason 
National Center for Cultural Competence 
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Voice: 800-788-2066 or 202-687-5387 • TTY: (202) 687-5503 • Fax: 202-687-8899 
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The mission of the National Center for Cultural Competence (NCCC) is to increase the capacity of health care and mental health 
programs to design, implement and evaluate culturally and linguistically competent service delivery systems. The NCCC conducts an 
array of activities to fulfill its mission including: (1) training, technical assistance and consultation; (2) networking, linkages and 
information exchange; and (3) knowledge and product development and dissemination. Major emphasis is placed on policy development, 
assistance in conducting cultural competence organizational self-assessments, and strategic approaches to the systematic incorporation of 
culturally competent values, policy, structures and practices within organizations. The NCCC is a component of the Georgetown 
University Child Development Center and is housed within the Department of Pediatrics of the Georgetown University Medical Center. 
It is funded and operates under the auspices of Cooperative Agreement #U93-MC-00145-07 and is supported in part from the Maternal 
and Child Health program (Title V, Social Security Act), Health Resources and Services Administration, Department of Health and 
Human Services. The NCCC is a collaborative project between the Georgetown University Child Development Center and the following 
Federal government agencies: 
 
Health Resources and Services Administration 
I 

Maternal and Child Health Bureau (MCHB) 
I 

Bureau of Primary Health Care (BPHC) 
I 

Bureau of Health Professions (BHPr) 
I 

Office of Minority Health (OMH) 
Department of Education 
I 

Federal Interagency Coordinating Council (FICC) 
Although the FICC project is not under the auspices of the Cooperative Agreement, the Statement of Work for this effort is directly 
related to 
increasing the capacity of Federal agencies and their funded programs and partners, to incorporate culturally competent policies and 
practices. 
Permission is granted to reproduce this document for distribution. The only requirement is that proper credit be given  
to the National Center for Cultural Competence. 
 

Suggested Citation: 
Goode, T., Jones, W. and Mason, J. (2002). A guide to planning and implementing cultural competence 
organization self-assessment. Washington, D.C.: National Center for Cultural Competence, Georgetown 
University Child Development Center. 
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Diversity In Action: Reflection For Professionals 
 

How do your professional roles and your professional relationships foster competency to 
address diversity issues? 

 
What are you as a professional doing to (intentionally or unintentionally) enhance or 
detract from an inclusive environment? 
 
What are some of the diversity challenges that you have encountered while working in your 
respective professional role(s)? 
 
As a professional, can you say that you are equally inclusive toward all diverse 
cultures/groups? 
 
What professional activities do you participate in that reflect diversity engagement? 
 
As a professional, what have you done to address your personal challenges with comfort 
level?  
 
What types of professional cultural tools/skills do you need in order to work effectively 
with those who are culturally different from you?  
 
How has your respective profession positively or negatively impacted your and others 
perceptions of diversity?  
 
As a professional, have you explored the dynamics of oppression and privilege especially as 
it relates to your respective field? 
 
How can you be an agent of social change in your respective profession? 
 

 

 

 

 

 

Valerie Garr, Director of Diversity Relations & Outreach, Office of Admissions 
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Crisis Management 
 
Crisis Management itself begins at the point after which all that might 
have been done to prevent harm or injury to students has been done, and 
after students have been properly warned and thoroughly oriented to 
their new environments.  It is when, in spite of all possible safety and 
security precautions that have been put in place, something serious 
happens to a student or a group of students.  While the crisis may be on 
your doorstep or far away, planning for that sudden and always shocking 
moment can and should begin now. 
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I. Who are your Constituents/ Stakeholders? 

• A flexible, pragmatic, and comprehensive plan synthesizes into an operational blueprint 
the wisdom of all institutional stakeholders—defined as those campus offices that are 
affected directly and indirectly when crises occur  

• Determine who the primary stakeholders are (Campus personnel with whom you otherwise 
may have little or no direct contact) 

• General and specific guidelines for each identifiable situation. 
• Who, what, where, when and how of notification, level and degree of consultation for each 

decision 
• Look at your institutional plan for domestic students and then make revisions to support 

the international person.  Typically, extra effort must be made to bring this about and to 
raise consciousness about the special needs and circumstances of international students. 

 
II. Process of Developing a Plan 

• Develop a Draft by working with stakeholders 
• Review the Draft  
• Accepted  
• Thoroughly understood by everyone who will have to act or react in an emergency 
• Approval by the higher levels of the institution 
• Training and updating of the plan to stakeholders 
• Testing the plan for actual crisis 

 
III. Who develops the plan? 

• Office of International Programs and Services or Study Abroad 
• Risk Management Personnel 
• Legal Counsel 
• The Office of Student Life 
• Academic Deans and Departments 
• Counseling Center 
• Campus Ministry 
• Public Relations Office 
• Campus Security 
        Burak, P., and Hoffa, W., Crisis Management, NAFSA, 2001. 
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Case Statement for the Year of Public Engagement 

Summary: President Skorton has declared the 2005-2006 academic year the "Year of Public 
Engagement." During this year, the University community will be encouraged to intensify its efforts and 
sharpen its focus on engagement with the public and public issues at the local, state, national, and 
international levels. The Kellogg Commission on the Future of State and Land-Grant Universities describes 
“engaged” public institutions as those that go beyond traditional notions of outreach and service to 
become “even more sympathetically and productively involved with their communities, however 
community may be defined.”1 Such institutions commit themselves to a “tri-partite mission of learning, 
discovery, and engagement in the public interest.”2 
 
The activities of the Year of Public Engagement will be directed toward two general levels of effort: (1) 
engagement, outreach, and service activities conducted within the normal activities and pursuits of the 
University’s mission, including teaching and research as well as service; and (2) engagement, outreach, 
and service activities conducted outside of the University’s normal duties and professional pursuits, 
including philanthropic and volunteer activities conducted by individuals and groups of faculty, staff, and 
students, as well as by units and organizations. 

Background: As a public university, The University of Iowa has a fundamental compact with the state 
that created us, the state and national citizens who support us, and our students and their families. That 
compact, viewed through the lens of an engaged institution, commits to “educational opportunity that is 
genuinely equal; to excellence across the board in our curricula; to the civic purposes of higher learning; 
to complex and broad-based agendas for discovery, research, and graduate education; and to active 
engagement that brings the resources of our institutions to bear in a coherent way on community, state, 
national, and international problems.”3 

Public engagement occurs at two general levels at our University. First, each college and unit on our 
campus has outreach and service, including in teaching and research, as part of its core mission. Second, 
individual faculty, staff, and students at The University of Iowa are strong contributors to our local and 
greater communities through philanthropy and volunteerism outside of normal duties and professional 
pursuits. The Year of Public Engagement builds on over 150 years of contributions at both levels.  

Two Major Platforms of the Year of Public Engagement 

Within the University Mission: 
Core Teaching, Research, and Service Activities 

The University of Iowa has a long tradition of outreach and service in its undergraduate, graduate, and 
professional curricula; its research, scholarly, and creative activities; and its ongoing commitments in such 
areas as public health, human rights, economic development and technology transfer, and many others. 
During the Year of Public Engagement, we will raise the profile of these traditional activities, rededicate 
ourselves to their importance in our mission, and explore new and innovative ways for the University 
community to engage themselves with the public. In addition to maintaining and intensifying traditional 
core engagement activities, we will place increased emphasis on (1) service learning, to foster civic 
participation among our students; (2) improving access to the University for financially challenged 
families, to help ensure equal educational opportunity to the broadest possible spectrum of Iowa’s 
citizens; (3) economic development, especially entrepreneurship, to bring our intellectual resources and 
discoveries to bear on the public good; (4) international efforts, to help ensure that our University 
community and our state as a whole continue to integrate well into an increasingly globalized world; and 
(5) diversifying the campus in terms of race, ethnicity, gender equity, sexual orientation, and many other 
dimensions of diversity, to fulfill our obligations in the area of human rights, to exemplify the highest 
values of social fairness and justice, and to create a University community that reflects the greater 
society.  

 

 



Outside Normal Duties and Professional Pursuits: 
Volunteerism and Philanthropy 

In addition to the myriad activities that fall under the core missions of the University, we will increase our 
commitment to volunteerism and personal philanthropy of University of Iowa faculty, staff, and students. 
The philanthropy will emphasize needs of the greater community in addition to those on campus.  

Resources for the Year of Public Engagement 

As part of the Year of Public Engagement, the Office of the President has identified resources to facilitate 
engagement efforts. The office has established a new award, the President's Award for State Outreach and 
Public Engagement. Each year, beginning in the Year of Public Engagement, three such awards will be 
given — one each to faculty, staff, and students (individuals or groups). Each award will include a $1,000 
cash award to the recipient(s). The first call for applications and nominations for this award was issued on 
April 13, 2005. A faculty, staff, and student committee is reviewing the candidates, and awards and will be 
announced in early September. 

In addition to the President's Award for State Outreach and Public Engagement, a competitive 
Engagement Grants program will be established in which 10 to 20 grants of $5,000-$10,000 each will be 
awarded (total pool of $100,000). The grants will be given for demonstration projects in the spirit of the 
Year of Public Engagement. Preference will be given to new projects that demonstrate innovative 
approaches to how we as a University can engage with the public, and those that show great promise for 
sustainability in the future. Details will be forthcoming very soon in a call for applications.  

Aside from monetary awards, encouragement and recognition of engagement efforts will play a central 
role in the Year of Public Engagement. A primary method will be a web site that will regularly feature 
individuals or organizations who are conducting noteworthy public engagement activities. All colleges, 
departments, and units are encouraged to develop forums and methods by which engagement efforts can 
be celebrated and recognized.  

A Year of Public Engagement committee of faculty, staff, and students will be formed in the near future, 
co-administered by Thomas Dean, Special Assistant to the President, and Steve Parrott, Director of 
University Relations. A call for proposals for the demonstration grants will be issued this summer, with a 
deadline set in the early part of the fall semester. Questions and inquiries can be directed to Thomas 
Dean, 335-1995, thomas-k-dean@uiowa.edu.  

1Third Report, Returning to Our Roots: The Engaged Institution, 1999, p. 9. 
2Sixth Report, Renewing the Convenant: Learning, Discovery, and Engagement in a New Age and Different 
World, 2000, p. 13. 
3Sixth Report, Renewing the Covenant, p. 13.  

June 30, 2005  

 

 

 

 

 

Window Dressing OR Having the Cultural Competency Lens Throughout Campus 
Claire Cardwell Claire-Cardwell@uiowa.edu and Melissa Zuroff Melissa-Zuroff@uiowa.edu, University of Iowa 



Best Practices For Valuing Diversity 
 

1. Link cultural diversity to your organization’s mission, strategic plan, budget, departmental goals, 
customer/client/constituent marketing, workforce, suppliers/vendors you work with. You want diversity to be 
integrated into the organizational development of your profession and not seen as a “separate issue on the side”.  

 
2.    One of the quickest ways to tell how serious an organization/department is about diversity is to see where in the 

organization/department’s structure the responsibility for diversity is located and how much power/influence lies 
behind the diversity effort.  The best situation for success is for the diversity responsibilities to be close to the 
sources of power in the organization/department and to have a high degree of influence. (That includes 
financial/budget power-influence.) The boss is champion of diversity initiatives. 

 
Where is your organization/department’s diversity leader on the organizational chart? 

 
_________________________________________________________________________ 

Far from Power        Close to Power 
 
3. Keep a commitment to develop senior-level sponsorship for on-going diversity coaching and management training 

for all organizational/departmental position levels; provide on-going awareness and skills-based diversity training; 
transfer of skills from training room to workplace. 
  

4. Do consistent review and overview of organizational systems and cultures to see how you are meeting the needs 
of an ever-changing diverse workforce, and how you are interfacing/interacting with diverse 
clients/customers/constituents and community.  

 
5.  Include cultural diversity in organizational/departmental communication be it publications, websites, voice 
 mail/phone tree systems, speeches, presentations, outreach, email, etc… to reinforce organizational/departmental 
 commitment. 
 
6. Make workplace cultural diversity measures a mandatory part of employee evaluation or promotion systems--- 

reward diversity efforts of current employees and evaluate the demonstrated diversity engagement of prospective 
employees in the hiring process… 

 
7. Partner with your employees/colleagues in doing community diversity volunteerism; participate in events/activities 

that are specific to targeted cultural groups; allow for internal employee diversity network groups to build intra-
cultural and inter-cultural alliances for support/mentoring; invite colleagues to be internal cultural diversity 
trainers or watchdogs for societal diversity issues/trends that impact your work/profession. 

 
8. Talk with your community’s chamber of commerce to find out who the minority-women owned vendors/service 

providers are and partner with them. 
 

9. Identify quantifiable success measures through data; recognize diversity change takes time (months-years) 
before you see change; also value qualitative success measures 

  
10. Provide flexible benefits/scheduling to meet diversity needs of employees/colleagues: 

Ex. Domestic partnership, childcare, elderly care, religious observances, mental health 
 
 
 
 
 

Cultural Competency and Beyond: Working Effectively in Today’s Iowa 
“Workplace Strategies For Professionals: Best Practices For Valuing Diversity” 

Adapted from Executive Diversity Systems by Valerie Garr (June 24, 2005) 
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MISSION STATEMENTS 
 
 
The University of Iowa: 
 
University Mission Statement 
 
The University of Iowa seeks to advance scholarly and creative endeavor through leading-edge research and artistic production; to 
use this research and creativity to enhance undergraduate, graduate, and professional education, health care, and other services 
provided to the people of Iowa, the nation, and the world; and to conduct these activities in a culturally diverse, humane, 
technologically advanced, and increasingly global environment.  
 
Office of the Provost 
 
The Office of the Provost provides academic leadership to the University.  Its fundamental mission is to champion innovation and 
excellence in teaching, research, creative production, and service. 
 
Office of International Programs 
 
International Programs at The University of Iowa provides leadership and support for internationally oriented teaching, research, 
creative work and service. IP administration, faculty and staff have the common objectives of internationalizing the undergraduate, 
graduate and professional curricula across departments and disciplines, promoting international scholarship and educational 
exchange, enhancing the Iowa experience for international students and scholars, furthering international knowledge and activities 
across the state, and helping create a community and society responsive to the increasingly international needs and obligations of 
citizenship. 
 
Office of International Students & Scholars 
 
The Office of International Students and Scholars of the University of Iowa provides leadership in international education and 
intercultural learning through services to international students and scholars, their dependents, the University, and the surrounding 
community. We enhance the academic, cultural, and social pursuits of our students and scholars through exceptional immigration 
and personal advising as well as outstanding cross-cultural programming and training. 
 
 
 
 
Other CIC Schools International Office Mission Statements: 
 
Purdue 
 
The Office of International Students & Scholars (ISS) is committed to the internationalization of Purdue University by providing 
appropriate services and support to international clientele, University departments/offices, and the Greater Lafayette community.   
The office seeks to enhance the academic, cultural and social pursuits of students and scholars from abroad through knowledge and 
expertise in admissions, immigration, advising, and cross-cultural programming.  The office also serves as a liaison between 
government and private agencies and University clientele. 
 
Illinois 
 
The Office of International Student Affairs is committed to providing culturally sensitive services of the highest quality. As the 
campus office devoted to international students, we strive to create an environment that allows for successful educational and 
personal experiences through orientation, advising, programs and outreach. 
 
Michigan 
 
The International Center is dedicated to the promotion and facilitation of international education and intercultural learning at the 
University of Michigan by providing expertise, service, advocacy, and information.  
 



Northwestern 

The mission of the International Office is to assist Northwestern University’s international community by providing them with a 
wide array of support services including:  

• Interpreting U.S. immigration regulations  
• Serving as a liaison to appropriate local, state, and federal governmental agencies 
• Providing programs that enhance the educational experience of students and scholars 
• Promoting intercultural understanding  
• To accomplish its mission, the International Office will utilize the best practices available in the field of international 

education.  

Indiana 

Our mission is to foster cross-cultural understanding and enable our international students and scholars to accomplish their 
educational, social, and professional objectives at Indiana University. We achieve these goals through a wide range of quality 
services, including immigration and financial advising, ongoing orientation, and cultural programs. 
 
Ohio State 
 
The mission of the Office of International Education (OIE) is to assist in the development and the accomplishment of the 
University's goals in international education and exchange.  In order to achieve these goals, OIE: 
 
• provides programs, services and written material for foreign nationals in order to assist them in achieving their educational 

and personal goals for study at The Ohio State University; 
• serves as the focal point on campus to organize, coordinate, and integrate diversified areas of responsibility on the campus and 

in the community to respond to the needs of foreign students, scholars and their families; 
• in conjunction with faculty and academic units, develops, coordinates and promotes programs for students interested in study 

or work abroad; 
• promotes cross-cultural understanding on the campus and in the community; and 
• works with academic and academic support units on campus to help define and achieve institutional goals regarding 

international education and exchange. 
 
Michigan State 
 
The mission of the Office for International Students and Scholars (OISS) is to support and enhance the international students’ and 
scholars’ academic, cultural, and social interaction at Michigan State University. It also aims to serve as the primary link between 
the international students/scholars and the university, community, federal government, and public and private agencies. OISS also 
desires to promote a positive and symbiotic cross-cultural environment through international education and exchange.  
 
Wisconsin 
 
International Student Services exists to assist the University of Wisconsin-Madison in fulfilling its commitment to international 
education by providing orientation, documentation, information, and education to and about international students and their 
dependents. 
 
Minnesota 
 
The mission of International Student and Scholar Services at the University of Minnesota is to support international student and 
scholars in successfully accomplishing their academic and career goals; to support international student and scholars in 
maintaining their legal status while in the U. S.; and to assist the University of Minnesota in fulfilling its commitment to 
international education. 
 
 
 
 
 
 

Window Dressing OR Having the Cultural Competency Lens Throughout Campus 
Claire Cardwell Claire-Cardwell@uiowa.edu and Melissa Zuroff Melissa-Zuroff@uiowa.edu, University of Iowa 



EARN A GLOBAL CERTIFICATE
Consistent with the UI commitment to diversity, the 
Offi ce of International Students and Scholars (OISS) 
and UI Learning & Development (UILD) are offering 
workshops on skills and insights useful to faculty and 
staff as they seek to educate and serve international 
students and scholars. Those participants, who 
complete the required introductory workshop plus their 
choice of four specialized workshops, within a two-
year period of time, will be given a global certifi cate.

PROGRAM OFFERINGS FOR 2004 - 2005 

There are no fees for any of the workshops. All 
workshops will take place in the Iowa Memorial Union 
(IMU). Participants must register for all workshops in 
advance by the “Register by” date to receive a written 
confi rmation letter through campus mail.  Register in 
the following ways:

• Visiting the UI Learning & Development’s webpage 
(www.uiowa.edu/~fusstfdv/) and select the month of 
the offerings you’d like to take, or by
• E-mailing dorian-walker@uiowa.edu with the course title, 
date, and your name, department, and campus address.

Participants who plan to earn a certifi cate must 
register for and attend the introductory course and 
at least four specialized courses of their choice. For 
questions, please call OISS at: 335-0335 or UI Learning 
& Development at 335-2687. 

INTRODUCTORY WORKSHOP
(REQUIRED FOR CERTIFICATE PROGRAM)

Offered 9:00 AM to 12:00 PM, Thursday, September 
16th, and repeated on Wednesday, February 2nd

The introductory workshop will start off by providing 
an overview of the international student and scholar 
population at the University of Iowa.  Participants will 
also have opportunities to discuss the special issues and 
concerns typically experienced by international students.  

Workshop facilitators:  Scott King, Director, Helen 
Jameson, Assistant Director for Programming, OISS, & 
Buffy Quintero, Outreach Coordinator, International 
Programs. Register by 9/7/04 for the September 
workshop, or Register by 1/24/05 for February.

Individuals with disabilities are encouraged to attend 

all University of Iowa events.  If you are a person with a 

disability who requires an accommodation in order to 

participate in any of these workshops, please contact the 

Offi ce of International Students and Scholars at 335-0335 

and ask for Helen Jameson. 

The University of Iowa prohibits discrimination in employment and in 
its educational programs and activities on the basis of race, national 
origin, color, creed, religion, sex, age, disability, veteran status, sexual 
orientation, gender identity, or associational preference. The University 
also affi rms its commitment to providing equal opportunities and 
equal access to University facilities. For additional information on 
nondiscrimination policies, contact the Coordinator of Title IX, Section 
504, and the ADA in the Offi ce of Equal Opportunity and Diversity, 
(319) 335-0705 (voice) and (319) 335-0697 (text), 202 Jessup Hall, 
The University of Iowa, Iowa City, Iowa 52242-1316.

COMMUNITY
OFFICE OF INTERNATIONAL STUDENTS & SCHOLARS

INTERNATIONAL PROGRAMS

A Certifi cate Program for 
University of Iowa 

Faculty and Staff

OFFICE OF INTERNATIONAL 
STUDENTS AND SCHOLARS

MISSION STATEMENT:

The Offi ce of International Students and 

Scholars of the University of Iowa provides 

leadership in international education and 

international learning through service 

to international students and scholars, 

their departments, the University and the 

surrounding community.  We enhance the 

academic, cultural and social pursuits of our 

students and scholars through exceptional 

immigration and personal advising as well 

as outstanding cross-cultural programming 

and training.

Building
Our Global



The Challenges of Learning English for 

Non-Native Speakers 
TUESDAY, NOVEMBER 9th  
This workshop will give participants a heightened 
awareness of the aspects of English structure that are 
particularly challenging for second language speakers 
of English.  This session will help individuals minimize 
miscommunications in everyday interactions with 
those whose fi rst language is not English.  
Workshop facilitator: Maureen Burke, Coordinator, 
UI English as a Second Language Program, 
Department of Linguistics.  Register by 10/29/04.

SPRING 2005 SKILLS WORKSHOP
(All workshops wil be held from 10:00AM 
to 12:00 PM, IMU)

Employment Issues for Internationals

WEDNESDAY, FEBRUARY 9th 
International who are in this country on temporary 
visas gain benefi ts and face restrictions related 
to employment in this country.  This workshop 
will provide an overview of how internationals 
obtain permission to work,  and the rules they 
must follow in order to maintain their legal status.  
Workshop facilitators:  Laura Prince, Human 
Resources Specialist, Immigrations Services & Susan 
Fullenkamp, International Student Adviser, OISS.  
Register by 1/31/05.

SEVIS: Impact Beyond the Law 

WEDNESDAY, FEBRUARY 10th

This workshop will include information about the 
Student and Exchange Visitor Information system 
(SEVIS) and its functionality.  The implementation 
process as well as the UI’s responsibilities to students 
& scholars and to the federal government will be 
outlined. Workshop facilitator:  Scott King, Director, 
OISS.  Register by 2/1/05.

Creating Supportive Environments Via 

Cross-Cultural Understanding

TUESDAY, MARCH 22nd 

This workshop is designed for faculty and 
professional staff who supervise, teach, advise 
and/or provide programs for international students. 

SPECIALIZED WORKSHOPS 
(In addition, choose four of the workshops listed 
below to earn the certificate.)

FALL 2004 SKILLS WORKSHOP
(All workshops wil be held from 10:00AM 

to 12:00 PM, IMU)

Learning to be Successful in a New Cultural 
and Academic System 
WEDNESDAY, OCTOBER 6th 
The cross-cultural adjustment process that international 
students typically experience will be the focus of 
this workshop. Tips for helping students adjust and 
understand this new environment as well as available 
resources will be presented. Workshop facilitator:  
Scott King, Director, OISS.  Register by 9/27/04.

How Cultural Values Affect Us: Who Am I?

THURSDAY, OCTOBER 7th

This workshop will focus on differing worldviews and 
encourage participants to develop an understanding 
of their own cultural identity.  Workshop facilitators:  
Eva Schoen, Staff Psychologist, University Counseling 
Service (UCS) & Helen Jameson, Assistant Director for 
Programming, OISS.  Register by 9/28/04. 

An Introduction to the Immigration 

Regulations that Affect Foreign Students

WEDNESDAY, OCTOBER 13th 
This workshop will provide an overview of the visa 
regulations affecting international students studying 
at the UI, as well as the benefi ts and responsibilities 
associated with each.  Workshop facilitator:  
Lee Seedorff, International Student Adviser, OISS. 
Register by 10/4/04.

Dragons, Doormats and Dynamite Staff  Part 1 
TUESDAY, OCTOBER 26th

The session will focus on why front line staff play such 
an important role in easing the cultural transitions many 
international students experience.  Participants will begin 
to assess their own work environments and styles, and 
how one can best meet the needs of the international 
community.  Workshop facilitators: Claire Cardwell 
& Leanne Seedorff,  International Student & Scholar 
Advisers, OISS.  Register by 10/15/04.

There will be an emphasis on confl ict resolution and 
creating supportive environments for international 
students.  Workshop facilitators:  Dau-shen Ju, Staff 
Psychologist & Helen Jameson, Assistant Director for 
Programming, OISS.  Register by: 3/11/05.

Dragons, Doormats and Dynamite 

Staff- Part 2
THURSDAY, APRIL 7th

The session will take a more in-depth look 
into misunderstandings between staff and the 
international community and the underlying cultural 
differences involved.  Role plays and discussions will 
examine more specifi c “hot button” areas.  Workshop 
facilitators: Claire Cardwell & Leanne Seedorff, 
International Student & Scholar Advisers, OISS.  
Register by 3/29/05.

COUNTRY CULTURE WORKSHOPS:
These workshops will present staff with the opportunity 
to acquire knowledge about the different cultural, social, 
and political trends in a particular country or culture. 
Participants will learn practical information on cultural 
issues in order to work with students from specifi c 
regions of the world more effectively.  See below.
(All workshops will be held from 10:00AM 
to 12:00 PM, IMU)

China - Tuesday, April 12th 
Workshop facilitator: Guangming Du, SEVIS 
Coordinator, OISS.  Register by 4/1/05.

Bosnia-Herzegovina - Wednesday, April 13th 
Workshop facilitators: Claire Cardwell, International 
Student Adviser, & Zana Friganovic, Graduate 
Assistant, OISS.  Register by 4/4/05.

India - Thursday, April 14th 
Workshop facilitator: Lee Seedorff, International 
Student Adviser, OISS.  Register by 4/5/05.

The Offi ce of International Students and Scholars 
(OISS) provides departments & offi ces with specifi c 
cross-cultural training programs, which address 
specifi c needs. Contact Helen Jameson at 335-0335 
or helen-jameson@uiowa.edu for more information. 
Most of the workshops will also count toward the 
certifi cate earning program.



STRATEGIC GOALS (University of Iowa)  

1. To create an undergraduate experience that enables students to fulfill their intellectual, social and career 
objectives.  

o Provide cognitive and experiential learning opportunities for students to become aware of their place and 
responsibilities in the world, to learn respect for and embrace differences among people, and to become 
aware of the global interdependence of peoples of different societies and cultures and their environment.  

o Nourish the undergraduate experience through support of a curriculum that encourages interactive 
learning and technological innovation and that prepares students for life after graduation.  

o Focus on developing one or two core components of the undergraduate experience in areas in which the 
University can offer special strengths.  

o Enhance undergraduate teaching and learning through optimizing our unique resources as an international 
research university.  

2. To achieve premier graduate and professional programs in a significant number of areas.  
o Identify new, more effective ways to attract, retain, and develop a first-rate, diverse faculty and student 

body.  
o Revise graduate and professional education programs, according to recommendations of recent national 

reports relating to enhancing communication and technical skills, providing opportunities for a broader 
preparation for an array of career options, and enhancing career planning and placement service 
throughout the graduate career.  

o Enhance career preparation programs that will encourage students to plan for professional life after 
graduation and foster their development of an ongoing relationship with the University.  

o Create incentives that encourage faculty and staff to seek external funding, participate on review panels, 
or engage in other visible activities that enhance the quality and reputation of individual graduate and 
professional programs.  

3. To foster distinguished research, scholarship, and artistic creation.  
o Create an intellectual environment that supports the exchange and critical analysis of ideas.  
o Cultivate a distinguished and diverse research community of scholars that actively involves 

undergraduates as well as graduate students.  
o Accelerate enhancements to infrastructures supporting research, scholarship, and creative activities in 

selected areas of strength and promote opportunities for increasing external funding in all areas.  
o Promote the role of the University in technology transfer and economic development.  

4. To facilitate interdisciplinary interaction in teaching, research, and service.  
o Lower barriers and increase rewards for interdisciplinary activities such as teaching, curriculum reform 

and collaborative research including the pursuit of funding opportunities.  
o Provide interdisciplinary opportunities for every student.  
o Establish international prominence by nurturing interdisciplinary initiatives that build on areas of 

acknowledged strength.  
o Focus on support of interdisciplinary work within existing administrative structures by providing a 

"program incubator" able to provide shared services and administrative support to incipient 
interdisciplinary projects.  

5. To develop a highly productive organization that supports the mission and values of the University.  
o Review, modify, and modernize administrative processes and information technologies with the goal of 

removing unnecessary barriers to progress.  
o Develop and mandate a comprehensive system of individual performance assessment, development, and 

goal setting for all faculty and staff.  
o Advance accountability through more sophisticated measurement and evaluation of needs and outcomes.  
o Create an environment that supports and encourages training and professional development.  
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Strategic Planning 
 

Vision Statement: 
A vision statement is a one paragraph statement that 
articulates a desired future (five to ten years in the future) 
state of the organization.  The vision statement should 
reflect something that is significantly better than what 
currently exists and should be based on shared values and 
beliefs.  A vision statement should be positive, credible, 
clear, and inspiring. It should shed light on the desired 
future. 
 

Mission Statement: 
A mission statement articulates how the organization’s 
vision will be achieved.  It is simply developing a guide 
that your organization will follow to achieve its vision. 
 
The value is to spell out the purpose of an organization 
and identify the constituencies who are served by it. 
 

Remember: 
• Mission statements are generally short, concise 

and easily remembered. 
• Without one an office lacks direction and vision. 
• Continually revise. 
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THE AMERICAN EDUCATIONAL ADMINISTRATOR:  EXAMINING SOME ASSUMPTIONS 
 

Gary Althen 
 
One way to defuse the negative feelings that sometimes arise from our intercultural interactions is to become more conscious 
of the assumptions that underlie our reactions and behavior.  This article concerns some assumptions that American 
educational administrators bring to their work, assumptions that often contribute to misunderstanding and discord when 
administrators interact with students and scholars from abroad. 
 
Many of the negative feelings that arise between foreigners and Americans on a campus result from the fact that foreign 
students and scholars do not share the American staff members' assumptions about the institution itself, the way it works, and 
the staff members' roles in the institution.  On a moment's reflection, we realize that there is no reason to suppose the foreign 
students and scholars would share our assumptions on these matters.  How could they, when they have grown up in places 
where organizations operate in very different ways? 
 
College and university staff members may not realize how much power students consider them to have.  Staff members control 
a number of goods students want:  grades; academic credit (especially that which might be granted as a result of studies at 
another institution); financial aid; jobs on the campus; certifications about various matters (for example, being in good 
standing, being a full-time student, needing a certain amount of money for education and living costs); positive letters of 
recommendation; and, more abstractly, recognition or respect for the student's efforts and accomplishments. 
 
When students approach American college and university staff members for these or any other goods, they bring with them 
unspoken and usually unconscious assumptions about the staff member and the institution.  Often those assumptions are at 
variance with the Americans'.  Here are some assumptions that American college and university staff members are likely to 
make, and are likely to suppose--incorrectly--that everyone shares: 
 

•My institution is legitimate, with recognized and accepted reasons for being and ways of operating. 
 
•My institution's rules, procedures, and requirements are reasonably related to the achievement of its purposes, and 
are generally fair, and logical. 

 
•I got my job as a result of demonstrating my competence. 

 
•I have the knowledge and information I need to do my job. 

 
•My ability to do my job is not a function of my age or gender. 

 
•My purpose in doing my work is to carry out the tasks in my job description, so the overall institution can carry out 
its larger responsibilities, and so I can earn an income. 

 
•It is appropriate and expected that students will approach me if I control some good they want. 

 
•When students approach me, I will treat them fairly and reasonably, as long as they treat me politely (according to 
locally accepted concepts of politeness), make clear what they want, and tell me the truth.  (There is a truth.) 

 
•It is efficient and effective to use forms, form letters, and written information sheets to carry out routine procedures, 
and being efficient and effective is desirable. 

 
•In determining whether a student warrants the good he or she is seeking, I will objectively match the facts of that 
student's situation with the (written) policy, standards, or criteria I am responsible for implementing.  (The important 
things--such as rules, policies, procedures, criteria, and deadlines--are written down, and people should read them 
and know what they say.) 



 
  

 
•When I give my decision, the student should accept it, since I have applied reasonable rules and standards to the 
facts of the case, and made an objective judgment. 

 
When our assumptions are spelled out like this, we can quickly see how many there are, and how fragile is the web they 
weave.  If a student has just one assumption that is not in accord with those listed above, the web begins to disintegrate.  For 
example, a student might assume I got my job as a result of family connections and not competence.  Some foreign students 
make that assumption because that is the norm in the country where they spent their formative years. 
 
Students and scholars from abroad bring with them a wide array of assumptions on the matters listed above.  A few examples: 
 

•American higher educational institutions are not really legitimate.  After all, secondary graduates with poor 
academic records can almost always get into one, since there is no standardized entrance examination to screen out 
the academically inept.  American postsecondary institutions grant academic credit for such things as bowling, high-
school level mathematics, and science courses that students in some other countries complete by age 15. 

 
•A true education involves studying a limited number of topics in depth.  The "liberal arts philosophy" just wastes 
students' time (and tuition money) on superficial, irrelevant courses. 

 
•Younger people and females are not entrusted with significant decision-making responsibility.  I have to see the boss, 
who is nearly always a male. 

 
•What's written down is not as important as what passes personally between two human beings.  You can bend the 
rules if you like me, or feel sympathetic towards my case. 

 
•If a matter is important, I should go personally to talk to the administrator involved.  The telephone is not an 
appropriate way to carry out important business. 

 
•If I'm asked to fill out a form, nothing is likely to happen. 

 
•"Facts" and truths" are relative, and besides, what matters most are people's feelings.  I need to gain the human 
sympathy of staff members who have something I want.  They should take the time to talk with me. 

 
•It is very important to treat people politely.  Being polite requires me to speak softly; keep questions and 
disagreements to myself, so I don't put the other person on the spot; avoid insulting the other person's intelligence by 
spelling out in detail what I want; and, perhaps avoid mentioning certain unpleasant "truths." 

 
•I don't ask for things lightly, and when I'm denied something I think I need, I will keep asking until I get It.  If you 
won't give me what I need, I'll find someone else who will. 

 
College and university staff members will be able to reduce the frequency and intensity of their negative reactions toward 
foreign students if they reflect on their own unexamined assumptions and realize that foreign students and scholars (1) cannot 
be expected to share them and (2) have their own assumptions, equally unexamined and equally "reasonable."  Discussing their 
divergent assumptions with foreign students and scholars is a further step toward more harmonious interactions. 
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The University of Iowa 

 
Mission for the University of Iowa  

The University of Iowa seeks to advance scholarly and creative endeavor through leading-edge research and 
artistic production; to use this research and creativity to enhance undergraduate, graduate, and professional 
education, health care, and other services provided to the people of Iowa, the nation, and the world; and to 
conduct these activities in a culturally diverse, humane, technologically advanced, and increasingly global 
environment.  

 

Mission for Office of the Provost 

The Office of the Provost provides academic leadership to the University.  Its fundamental mission is to 
champion innovation and excellence in teaching, research, creative production, and service. 

 

Mission for International Programs 

The mission of International Programs is to internationalize the undergraduate, graduate and professional 
curricula at the University; promote international scholarship and educational exchange; enhance the Iowa 
experience for international students and scholars; further international knowledge and activities across the 
state; and, help create a community and society responsive to the increasingly international needs and 
obligations of citizenship. 
 

Mission for the Office of International Students and Scholars 

The Office of International Students and Scholars of the University of Iowa provides leadership in international 
education and intercultural learning through services to international students and scholars, their dependents, the 
University, and the surrounding community. We enhance the academic, cultural, and social pursuits of our 
students and scholars through exceptional immigration and personal advising as well as outstanding 
cross-cultural programming and training. 
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Useful Steps for Planning and Implementing Self-Assessment 
 

The process of self-assessment is as important as the outcome. The NCCC has found the following steps to be vital. 
 
Cultivating Leadership. It is incumbent upon leadership to establish a rationale and to promote self-assessment as an organizational goal 
and priority. Cultivating leadership, in this instance, would encompass identifying members from all strata of an organization to fulfill leadership 
roles in the self-assessment process. “Effective leadership usually involves relinquishing or sharing power...at many levels” (Mahan, 1997). An 
emphasis should be placed on encouraging personnel to assume leadership roles at all levels of the organization. Shared power is an integral principle 
of leadership development 
(Kouzes & Posner, 1990; Covey, 1996; Melaville & Blank, 1991; Lipman-Blumen, 1996). 
 
Getting “Buy-In”. Establish a shared vision that conveys the importance of the self-assessment process to the overall organization, its 
personnel, the families/consumers and communities served. “Sharing a view of the future represents the most important context for effecting change” 
(Roberts & Magrab, 1999). When individuals are involved in the generation and use of knowledge... this enables different groups of people to act 
collectively based on informed decisions (Selener, 1990). A major benefit is the formation of a coalition of stakeholders, who are informed and 
prepared to affect and sustain change to improve the delivery of services and enabling supports. 
PAGE 3 
Assuring Community Collaborations & Partnerships. A major principle of cultural competence involves working in 
conjunction with natural, informal, support and helping networks within diverse communities (Cross et al., 1989). From the inception of the self-
assessment process, include community partners and key stakeholders in meaningful ways. Some examples are developing a shared vision, 
identifying leadership roles and responsibilities, distributing tasks equitably based on capacity, and allocating resources. It is important to recognize 
that individuals and groups will choose different levels of involvement and ways to participate. This may vary from serving on task forces or 
workgroups, participation in focus groups, making in-kind or other fiscal contributions, sub-contracting for specific services to providing meeting 
facilities and other accommodations. It is essential to demonstrate that the contributions of each community partner are valued and respected. 
 
Structuring Support for the Process. Convene a committee, work group or task force that will assume responsibility for the self-
assessment process. The group should have representation from policy making, administration, service delivery, consumers and other community 
stakeholders. It should also reflect the diversity of the organization and the community at large. This group is the primary entity for planning and 
implementing the self-assessment process, and should have ready access to decision makers or have the ability to make decisions. 
 
Allocating Personnel and Fiscal Resources. Conducting a self-assessment process is resource intensive.  It requires a dedicated 
budget and level of effort for organizational personnel. This may also extend to community partners and key stakeholders involved in the process. 
Budgetary considerations may include subcontracts for the self-assessment process such as consultants/facilitators, meeting or conference facilities, 
and interpretation and translation services. There may be other associated costs for: stipends/honoraria for consumer participation and family 
supports; local/domestic travel reimbursement; and printing, mailing and other dissemination activities. Consideration should be given to the 
necessary level of effort for personnel who have responsibility for this process. This will entail delineating responsibilities and determining the 
duration and intensity of time required for personnel. It may require deferment or reassignment of current workload/duties. The self-assessment 
process depends on a well-crafted allocation of personnel and fiscal resources. 
 
Managing Logistics. The ability to effectively coordinate numerous logistical tasks is vital to the self- assessment process. The task force or 
workgroup needs to insure sufficient time to plan and prepare, timely dissemination of information to all involved and the development of a calendar 
and schedule of activities (e.g. sites and times for regular meetings, teleconferences, focus groups, administering the self-assessment instrument, data 
collection and analysis and dissemination of results). 
 
Analyzing and Disseminating Data. The active involvement of individuals, groups and communities is a highly valued and integral 
aspect of the self-assessment process. Task force and workgroup members need to plan their involvement in data collection (Census and program 
needs assessment data blended with the data from the self-assessment), analysis, interpretation, presentation and dissemination. This approach is 
commensurate with culturally competent and participatory action designs in research and evaluation (Brandt, 1999; Caldwell, et al, 1999; Goode & 
Harrison, 2000). 
 
Taking the Next Steps. The self-assessment process can yield a wealth of information about organizational strengths and areas for growth. 
Careful consideration should be given to: 
– establishing organizational priorities; 
– developing a strategic plan with goals and objectives to sustain strengths and address growth areas; 
– allocating necessary resources to accomplish strategic plan goals; 
– sustaining and maintaining partnerships with community stakeholders; and 
– incorporating self-assessment results into the state block grant planning and development process. 
 
The self-assessment process may lead to changes in: organizational mission, policies, structures and procedures; staffing patterns; position 
descriptions and personnel performance measures; delivery of service and supports; outreach and dissemination approaches; composition of advisory 
boards and committees; professional development and in-service training activities; and management and information systems (MIS) and 
telecommunication systems. Achieving cultural competence is a long-term commitment. Remember that it is accomplished one step at a time. 
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Who are the Players on Your Campus When 
Developing Cultural Competence 

 
1. Administration, Staff, and Faculty 

• Vice Presidents 
• Deans 
• Department Chairs 
• Graduate College 
• Admissions 
• International Offices 
• Study Abroad 
• Counseling Centers 
• Student Health 
• Office of Students with Disabilities 
• Residence Halls 
  Food Service 
• ESL 
• Academic Advising  
• Registrar 
• Athletics 
• Career Centers 
• University Police 
• Computer Support 
• Libraries 
• Affirmative Action 
• Office of Equal Opportunity and Diversity 

2. Domestic Students 
3. International Students 
4. International Scholars 
5. Dependents of the Students and Scholars 
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Who are the Players on Your Community When 
Developing Cultural Competence 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Window Dressing OR Having the Cultural Competency Lens Throughout Campus 

Claire Cardwell Claire-Cardwell@uiowa.edu and Melissa Zuroff Melissa-Zuroff@uiowa.edu, University of Iowa 



Glossary 

Acculturation: Cultural modification of an individual, group, or people by adapting to or borrowing traits from another 
culture; a merging of cultures as a result of prolonged contact. It should be noted that individuals from culturally diverse 
groups may desire varying degrees of acculturation into the dominant culture.  

Assimilation: To assume the cultural traditions of a given people or group. 

Culture: An integrated pattern of human behavior that includes thoughts, communications, languages, practices, beliefs, 
values, customs, courtesies, rituals, manners of interacting, roles, relationships and expected behaviors of a racial, ethnic, 
religious or social group; the ability to transmit the above to succeeding generations; is dynamic in nature.  

Cultural awareness: Being cognizant, observant and conscious of similarities and differences among cultural groups. 

Cultural sensitivity: Understanding the needs and emotions of your own culture and the culture of others. 

Ethnic: Of or relating to large groups of people classed according to common racial, national, tribal, religious, linguistic, or 
cultural origin or background. 

Ethnicity: Ethnic quality or affiliation. 

The Institute on Medicine (IOM), in a 1999 report edited by Haynes, M.A. and Smedley, B.D., defines ethnicity as how one 
sees oneself and how one is “seen by others as part of a group on the basis of presumed ancestry and sharing a common 
destiny …” Common threads that may tie one to an ethnic group include skin color, religion, language, customs, ancestry, 
and occupational or regional features. In addition, persons belonging to the same ethnic group share a unique history 
different from that of other ethnic groups. Usually a combination of these features identifies an ethnic group. For example, 
physical appearance alone does not consistently identify one as belonging to a particular ethnic group.  

Linguistic Competence: also see 
http://gucchd.georgetown.edu/nccc/documents/Definition_of_Linguistic_Competence.rtf for a broad definition. See 
additional definitions in Compendium of Cultural Competence Initiatives in Health Care (2003). Kaiser Family Foundation. 
Available at http://www.kff.org/uninsured/6067-index.cfm 

Race: There is an array of different beliefs about the definition of race and what race means within social, political and 
biological contexts. The following definitions are representative of these perspectives:  

• A tribe, people or nation belonging to the same stock; a division of humankind possessing traits that are 
transmissible by descent and sufficient to characterize it as a distinctive human type;  

• Is a social construct used to separate the world’s peoples. There is only one race, the human race, comprised of 
individuals with characteristics that are more or less similar to others;  

• Evidence from the Human Genome project indicates that the genetic code for all human beings is 99.9% identical; 
there are more differences within groups (or races) than across groups.  

The IOM (Haynes & Smedley, eds., 1999) states that in all instances race is a social and cultural construct. Specifically a 
“construct of human variability based on perceived differences in biology, physical appearance, and behavior”. The IOM 
states that the traditional conception of race rests on the false premise that natural distinctions grounded in significant 
biological and behavioral differences can be drawn between groups. 
 
National Center for Cultural Competence Website: http://gucchd.georgetown.edu/nccc/ 
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