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SUSAN CASTILLO
State Superintendent of Public Instruction

OREGON DEPARTMENT OF EDUCATION
Public Service Building, 255 Capitol Street NE, Salem, Oregon 97310
Phone (503) 378-3569 • Fax (503) 378-5156 • www.ode.state.or.us

June 16, 2004
Dear Colleague:
It is my pleasure to share with you the Proceedings from the statewide Invitational Summit on
Cultural Competency, held last month at Lewis & Clark College. The Summit and this report
reinforce the importance of engaging educators and communities statewide in the effort to close
the achievement gap. It also will assist us in fostering a teacher and leadership workforce that is
equipped to meet the needs of Oregon’s increasingly diverse P-16 student population.
As I mentioned in my opening comments at the Summit – now is the time for action. For my
part, I am directing the staff of the Department of Education to review these Proceedings,
analyze the input provided to the agency, and demonstrate progress in enhancing the cultural
competency of the agency staff and Oregon’s P-16 workforce. The Department of Education
will also be examining strategies to integrate our efforts in cultural competency with school
district improvement planning.
In this report we have identified a working definition of cultural competency and outlined key
indicators for what it means to be a culturally competent educator. We have also set out clear
indicators for what a culturally competent education system is and identified initial steps to
accelerate progress. However, this report is not complete without the input of educators,
lawmakers, and community leaders like you. It is my hope that educators across the state will
use this document to inspire thought and action at the personal and system level.
If we are to create the kind of education system that truly helps every student achieve success,
then educators and citizens across the state need to make public their personal and institutional
commitment to every student. I call upon our state and local education leaders to advance this
essential work with dialogue and timely action. Our collective leadership is imperative in order
to close Oregon’s achievement gap and create more opportunities for our students to achieve
their dreams.
Thank you for your dedication and contribution in this urgent need. I look forward to hearing
from you after you review the report findings, and I look forward to continuing our statewide
partnership as we move toward our goal of every student, every day—a success!
Sincerely,

Susan Castillo
Superintendent of Public Instruction

INVITATIONAL SUMMIT ON CULTURAL COMPETENCY
MAY 19, 2004
CULTURAL COMPETENCY SUMMIT PROCEEDINGS
Introduction
On May 19th , 2004 over 100 of the State’s leaders in education gathered in Portland at Lewis and
Clark College to engage in a dialogue about cultural competency. The Summit was sponsored by
the Oregon Department of Education, Oregon University System, Teacher Standards and
Practices Commission, Eugene School District LEAD Project and the Oregon State Action for
Education Leadership Project and was supported by a grant from the Wallace Foundation.
The Summit is the latest step in the State’s 30-year effort to craft a diverse K-12 educator
workforce. 1 Senator Avel Gordly’s persistent advocacy at the state level for policies leading to a
cultural competent education system was—and continues to be—instrumental in creating the
political momentum this work requires. Key statewide initiatives impacting the development of a
diverse and culturally competent K-12 educator workforce include: implementation of a TSPC
Discrimination Workshop requirement for licensure (1970’s), the Minority Teacher Act of 1991,
and Senate Bill 103 on Multicultural Education (2003). In 2001, the Oregon University System
conducted a national study of state policies on cultural competence requirements for K-12
educators. Two years later, the Teacher Standards and Practices Commission (TSPC) proposed a
Cultural Competency Plan of Action to its Commission. The Summit builds on this work by
engendering the focus and commitment from a diverse group of stakeholders required to
transform education policy and practice.
State Superintendent Susan Castillo set the stage for the day with an impassioned opening
address in which she asserted that to be successful with all students, the state of Oregon required
a culturally competent P-16 education system. Evoking notions of equity and social justice,
Superintendent Castillo commented: “The work we do today is about keeping the doors open for
all students.” Superintendent Castillo also noted the urgency in moving from talk to action: “The
time for talking is over. We must roll up our sleeves and get to work.”
A. Participants
For many participants, the most compelling aspect of the Summit was “the people”. They valued
the opportunity to converse with a diverse set of stakeholders who share a commitment to
crafting an educator workforce with the skills required to educate all students to high levels. The
Summit pulled together an ethnically, racially, and linguistically diverse group of education
leaders from multiple segments of the Oregon education system. 2 Given that the state of Oregon
is 86% white, it was striking that 50% of the participants were people of color. Additionally,
representatives from the K-12 system, higher education and the policy arena were present
including teachers, principals, district administrators, legislators, representatives from the
Oregon Department of Education, education association representatives, deans and faculty from

1

A complete chronology of statewide initiatives impacting the creation of a diverse and culturally competent
educator workforce can be found in the appendix.
2
Participants were selected by the Summit Steering Committee, which had representation from key sponsors.
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higher education and community colleges, and representatives from community based
organizations.
B. Summit Objectives
The group was charged with crafting a definition of cultural competency, identifying indicators
of cultural competency, delineating system expectations and needs, and identifying the actions
required to move from concept to implementation. 3
Summit participants were organized into twelve tables seating eight people each. Most of the
work occur red at the tables with opportunities for each table to report back to the entire group.
Participants were organized into stakeholder groups at the end of the day to outline their
respective action plans.
C. The Report
By the end of the Summit, the walls of the conference room at Lewis and Clark were plastered
with pieces of poster paper representing the collective work of the participants. In an effort to
provide participants with a transcript of the day’s work, the poster paper notes were transcribed,
almost verbatim, and organized into summary documents that can be found in the appendix of
this report.
This report aims to both document and analyze the work of the Summit by capturing the process
and the products of the day. As a working document, it synthesizes the work and moves it
forward, thus maintaining the momentum generated by the Summit.
Summary Analysis
A. Definition of Cultural Competence
Before the Summit, the Cultural Competency Summit Steering Committee circulated the
following working definition (shown on the following page) to be used as a reference point for
the Summit discussion. Summit participants began the day by reflecting individually on a draft
working definition of cultural competence. They were asked to identify what they liked, what
concerned them, and suggestions to improve the definition. Each table was charged with
identifying and agreeing on the essential elements of a definition of cultural competence. 4

3

The day’s agenda and an outline of the work are provided in the Participant Guidebook . A copy of the Guidebook
can be found in the appendix of the report.
4
See “Definitions of Cultural Competence” in the appendix for a summary of each table’s work.
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Working Definition of Cultural Competence
Cultural competence is a developmental process occurring at individual and system levels that evolves over
an extended time period. Cultural competence requires that individuals and organizations:
a.) Have a defined set of values and principals, demonstrated behaviors, attitudes, policies and
structures that enable them to work effectively in a cross-cultural manner.
b.) Demonstrate the capacity to 1.) value diversity, 2.) engage in self-reflection, 3.) manage the
dynamics of difference, 4.) acquire and institutionalize cultural knowledge, and 5.) adapt to the
diversity and the cultural contexts of the communities they serve.
c.) Incorporate and advocate the above in all aspects of leadership, policy making, administration,
practice, and service delivery while systematically involved customers, key stakeholders, and
communities.

While some tables opted to create their own definition from scratch, overall, the majority of the
tables crafted a definition of cultural competence by editing or amending the working definition.
Several common elements or themes emerged from this work:
Notions of Equity and Social Justice: The work notes produced by many tables indicate a
consensus that cultural competence is more than more just effectively meeting the needs
of all students by providing teachers with the requisite knowledge and skills. Rather,
cultural competence entails actively challenging the status quo and advocating for equity
and social justice. For example, one table noted the need to incorporate “institutionalized
notions of power, privilege, and oppression” into the definition. Another table noted the
need to “acknowledge power differences and silencing.” Thus, for many, cultural
competence is transformative and political.
Define Culture: Most of the tables felt that the overall definition of cultural competence
required a definition of culture. Many tables added pieces of the fourth and fifth sample
definitions of cultural competence that was provided to Summit participants. 5 Moreover,
noting that the working definition seemed too narrowly focused on racial and ethnic
diversity, several tables expressed the need to incorporate economic and language
diversity.
Individual and System: Overall, participants agreed that cultural competence occurs at an
individual and system level and appreciated that this was captured in the working
definition.
Developmental Process: Many participants agreed that cultural competence is an ongoing
developmental process; that cultural competence requires individuals and organizations
to possess a set of dispositions (principles, values, knowledge, skills, and policies) that
5

All Summit participants received a Pre -Summit Packet that included: the working definition of cultural
competence, a list of the sample definitions, a chronology of key statewide initiatives impacting the development of
a diverse K-12 educator workforce, essays (6) from state leaders in education outlining the importance of a
culturally competent educator workforce, and an overview of the demographics of Oregon’s student population. A
copy of the Pre-Summit Packet can be found in the appendix.
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facilitate and promote respect for all and allow them to work effectively in a crosscultural manner.
Word Choice: For many, the term “competence” was either inappropriate or inadequate.
Several tables suggested “proficiency” instead. Additionally, although the definitions
suggested by many tables did not reflect it, most tables objected to the term “customer”
opting instead for “individuals and communities.” For some, “customers” indicated a
corporate tone.
Overall, there was agreement among participants about the essential elements of a definition of
cultural competency. With the exception of four tables, most tables simply tweaked the working
definition by adding elements and editing the language. The following page shows a new
working definition of cultural competence that attempts to incorporate the essential elements of
cultural competence identified by Summit participants.
Revised Definition of Cultural Competence
Cultural competence is based on a commitment to social justice and equity.
Culture refers to integrated patterns of human behavior that include the language, thoughts,
communication, actions, customs, beliefs, values, and norms of racial, ethnic, religious, or social
groups .
Cultural competence is a developmental process occurring at individual and system levels that evolves
and is sustained over time. Recognizing that individuals begin with specific lived experiences and
biases, and that working to accept multiple world views is a difficult choice and task, cultural
competence requires that individuals and organizations:
a.) Have a defined set of values and principles, demonstrated behaviors, attitudes, policies
and structures that enable them to work effectively in a cross-cultural manner.
b.) Demonstrate the capacity to 1) value diversity, 2) engage in self-reflection, 3) facilitate
effectively (manage) the dynamics of difference, 4) acquire and institutionalize cultural
knowledge, and 5) adapt to the diversity and the cultural contexts of the students, families,
and communities they serve, 6) support actions which foster equity of opportunity and
services.
c.) Institutionalize, incorporate, evaluate, and advocate the above in all aspects of leadership,
policy-making, administration, practice, and service delivery while systematically
involving staff, students, families, key stakeholders, and communities.

B. Indicators of Cultural Competence
Participants were asked to identify key indicators of cultural competence. They were prompted to
think about what educators should know and be able to do; to identify the skills and knowledge
educators should possess.
There was amazing convergence around several issues. Overall, the indicators identified by
participants fell into the following categories6 :
6

An unabridged and unedited list of the indicators identified by Summit participants can be found in the appendix.
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Equity Issues
• Exhibits capacity to promote equity of student access and outcomes
• Advocates for social justice
• Exhibits awareness of key concepts: privilege, affirmative action, assimilation vs.
pluralism, color blindness vs. color awareness, meritocracy, etc.
• Ability to identify, discuss, and challenge institutional racism and bias
• Recruits and promotes the success of a diverse staff – creates a respectful and
collaborative environment
• Awareness of laws and policies affecting learners
Educator Self-Awareness
• Ability to suspend and reflect on cultural assumptions
• Ability to receive and integrate critiques of cultural competence
• Shows a commitment to continuous education about the educational implications
of race, class, and language diversity
• Seeks knowledge of diverse cultural perspectives
• Ability to engage in personal self- reflection around issues of race, ethnicity, class,
and privilege
• Shows awareness and understanding of the ways in which culture influences
one’s actions and other’s perceptions of you
• Exhibits and awareness of one’s own cultural identity, biases and beliefs
• Exhibits and non non-judgmental openness to new experiences
• Understands the history of oppressed groups
Interpersonal Skills
• Demonstrates respectful and welcoming verbal and non- verbal interaction skills.
• Ability to forge relationships with someone from a different culture
• Exhibits strong cross-cultural interpersonal skills
• Ability to bridge differences and build community
• Ability to empathize
• Ability to listen
• Ability to navigate conflicts around race, ethnicity, class, and language in a safe
and productive manner
Classroom and School Environment
• Ability to create an environment that is respectful and safe
• Ability to establish trust and build relationships
• Ability to ensure the safety of all students, especially those that are physically,
emotionally or socially vulnerable
• Ability to engage in respectful communication that puts people at ease
• Ability to act in an nonjudgmental and sensitive way

____________________________________________________________________________________________________________________________________________________________
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•
•
•
•
•
•

Ability to create an environment that is culturally inclusive
Ability to identify and capitalize on the cultural assets of students to promote
learning for all
Ability to be inclusive of all students, staff, and parents
Ability to create an environment where multiple perspectives are valued
Ability to work collaboratively with students, staff, and parents from diverse
racial, ethnic, class, and language backgrounds.
Ability to facilitate and inclusive learning environment

Curriculum and Teaching
• Promotes high expectations for all students and colleagues
• Ability to use disaggregated data to evaluate efficacy of instructional strategies
and class content
• Exhibits ability to teach students to value and respect diversity
• Exhibits the ability to embed culture in curriculum and instruction
• Ability to teach to each student and differentiate instruction and assessment
• Demonstrates knowledge of effective classroom practices
• Exhibits a strong foundation in principles of multicultural education
• Ability to transform the curriculum to enable students to learn new concepts,
issues, events, and themes from the perspectives of different racial, ethnic, class
and language groups
• Exhibits knowledge of student, staff, and community demographics
Organizational/Institutional Indicators
• Cultural competence part of the school mission
• Open to formative assessment and evaluation of equity
• Reduces the achievement gap and ensures success for all students
• Implements a mechanism for feedback from diverse stakeholders
• School communications are translated into the languages spoken by student
population
• Engages in community dialogue around values, beliefs, and commitments
As with the definition of cultural competence, participants identified indicators of cultural
competence focused on educational equity. For many, cultural competence was more than
making school environments more welcome to parents and communities, implementing a
multicultural curriculum, and staffing schools with culturally sensitive educators. Culturally
competent educators understand the ways that schools reproduce inequality and thus not only
work to ensure equity in access and educational opportunity, but they strive for equity in student
outcomes.
C. Building for the Future: Stakeholder Roles and Actions
Participants were asked to identify the roles and responsibilities of various stakeholders in
moving from the concept of cultural competence to the implementation of standards and
expectations in the educational system. Everyone had an opportunity to state what they needed or
expected from each stakeholder group represented in the room including associations, district
____________________________________________________________________________________________________________________________________________________________
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leaders, higher education and community colleges, legislature, Oregon Department of Education,
teachers and counselors, Teacher Standards and Practices Commission, and school leaders.
Later, participants were reorganized into stakeholder groups and charged with outlining specific
actions to take over the next 6 months, 1 year, and 5 years. 7 Below is a summary of the action
plans recommended by each stakeholder group.
Stakeholder Roles and Actions
Teachers and Counselors
6 Months
• Model respect and cultural competence
• Create an inclusive classroom and a welcoming environment
• Promote collegiality and advocate for one another
• Provide training and incorporate strategies
• Communicate with and advocate for parents and families
• Know the curriculum and students
• Teach the whole child
• Hold students accountable
• Become a lifelong learner and self-reflective professional
1 Year
• Link students with community
• Teacher empowerment – mentor one another
• Share student stories with stakeholders
5 Years
• Demonstrate and document cultural competence through work samples and lesson plans
• Design curriculum that reflects diversity
• Identify, incorporate and act on knowledge of diverse perspectives – demographic shifts/trends, learning
styles
• Embrace and implement standards
• Implement practices that reflect multiple perspectives and learning styles (differentiated instruction)
• Apply competencies and believe it
• Implement distributive leadership model
School Leaders
6 Months
• Model culturally competent behavior
• Create a dialogue among school staffs to strengthen the learning community and increase cultural
competence
• Recruit and hire culturally competent staff
• Develop a plan for increasing cultural competence among school leaders
1 Year
• Communicate with district employees about need for cultural competence
• Align SIP with district goals (incorporate cultural competence into goals at both levels)
• Set annual SIP that reflects cultural competence
o Establish plan for staff development
o Allocate resources according to SIP
o Include Title I and ELL goals with SIP
• Develop methods for assessing/evaluating the cultural competence of teachers, administrators, staff
5 Years
• Create a sustainable culturally competent school culture and climate
• Increase pool of skilled administrators who are bilingual and culturally competent

7

A complete list of stakeholder roles and actions organized by stakeholder group can be found in the appendix.

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competency Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 7

Stakeholder Roles and Actions Continued
District Leaders
6 Months
• Develop a plan for cultural competence
• Engage the community -share data and vision
• Establish and set the tone for Board, school administration, staff, and community with courage and
determination
• Assign lead person and create leadership density
• Identify and allocate resources – professional development
• Provide collegial support
• Replicate and celebrate exemplars and best practices
1 Year
• Review, revise and develop polices
o Specific policy relating to cultural competency
o Inclusion of cultural competency in all existing policies
• Implement plan for cultural competence
• Examine and retool recruitment/hiring practices and incentives
• Design accountability systems
5 Years
• Monitor and re-assess (ongoing)
Oregon Department of Education
6 Months
• Develop a cultural competence plan
• Focus effort on diversity of staff
• Review and align federal and state rules and policy
• Expand material information
• Add cultural competence to the CDIP review process and other accountability measures
• Add cultural competence to existing professional development
1 Year
• Set state standard
• Assess /publish best practice information
• Enhance professional development opportunities
• Continue the dialogue on cultural competence
• Legislative activity
• Identify/gather data
5 Years
• Gather data – track progress
• Publish district guidance
• Revise state policy
• Analyze curriculum standards
• Diversify ODE staff and provide ongoing professional development
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Stakeholder Roles and Actions Continued
Teacher Standards and Practices Commission
6 Months
• Update Civil Rights workshops – improve/re-approving for July 2004
• Keep cultural competency in work sample
• New administrator licensure standards – hearings July 2004
• Expand outreach to teachers, administrators, and counselors for information
1 Year
• Work with professions to prioritize cultural competency
• Accept alternative work experience (out-of-country teachers)
• Provide alternatives for diverse candidates (reciprocity states)
• Communication issues
o Listen to stakeholders
o Publish best practices from other states (Web)
• Licenses for alternative paths
• Review rules of culturally competent standards (licensure, discipline)
• Review role of cultural competence in all levels of licensure
5 Years
• Program approval
o Collaborate with higher education to develop cultural competency standards
o Develop measurable cultural competency component in teacher preparation curriculum
o Hold higher education accountable for cultural competent candidates
o Set high standards for “fitness to teach” as it relates to cultural competency from life to death
o Train program evaluators
• Revise rules, after review, to achieve high cultural competency standards including possible revocation of
licensure for culturally incompetent behavior
• Establish cultural competency endorsement
• Upgrade TSPC policies for cultural competency alignment
• Ensure licensed educators are culturally competent
o New workforce & existing workforce
• Require cultural competence for licensure renewal
Associations
6 Months
• Continue collaborative work (OEA, OSBA, COSA, OSPA, OABE, OSPRA)
• Continue professional development opportunities
• Advocate and raise awareness
• Help identify model programs and practices/share experiences and issues (Website links)
• Show connection between cultural competence and closing the gap
1 Year
• Collaboratively present “program” to diverse groups around the state
• Provide leadership, direction and resources to promote recruitment/retention
• Showcase best practices
• Work with ODE and NWREL to be a clearinghouse for calendaring of events, workshops, and
conferences
• Self-assessment
• Support diverse candidates
5 Years
• Continue self-assessment
• Build collaborative relationship with subject area organizations (TESOL, math & social science teachers)
• Long-term planning
• Mentoring, support of new teachers, etc.
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Stakeholder Roles and Actions Continued
Higher Education and Community Colleges
6 Months
• Lobby legislature on open enrollment into community college and university
• Coordinate meeting to share best practices and resources (NY Times offer)
o develop online support process
o common website/database (OUS)
• Faculty self-assessment and system assessment
• Investigate “grow your own” non-traditional students
1 Year
• Evaluate courses/curriculum
• Recruit culturally competent faculty – policy review, systems level, salary
• Lobby legislature
• Develop deeper partnership with diverse K-12 schools
• CTL, CCL, CAL, school psychology license content
• Retool assessment of pre-service students
• Research questions
• Pre-service educators develop knowledge about alternatives to licensure requirements
5 Years
• Attract resources to support diverse student population and improve access and support for success
(negotiate system mentoring)
• Research outcomes
Legislature
6 Months
• Accountability
• Enforce bills (ex: Multicultural Education Bill, Oregon History Bill)
• Read reports on cultural competency and follow up
• Realistic laws and support to promote policy and funding with timelines and implementation as it relates
to cultural competency
• Identify stable funding for education and equitable funding for diversity
• Statutory authority for standards for cultural competency
• Make laws re: cultural competency
• Walk the talk
• Collaborate with executive branch on education agenda
• Advocate for money at federal level
• Spend time in schools to develop understanding of schools and school issues related to cultural
competency
1 Year
• Identify incentive packages for recruiting teachers and administrators of color
• Bring in and listen to experts
• Examine and take lead on equity and access issues for all students
• Support for minority teachers (recruitment and training)
• Monitor cultural competency initiatives (ongoing)
• Fund schools and schools of education to develop culturally competent teachers (ongoing)
• Provide thoughtful leadership to effect systemic change re: cultural competency
• Utilize a variety of tools, methods as a legislative body and as individuals
5 Years
• Funding
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Stakeholder Roles and Actions Continued
Others
Student, Parents, Community
• Have a voice – get involved in the dialogue
• Hold schools and districts accountable for standards for cultural competency
• Support students, teachers, and schools
School Boards
• Link to community
• Expect progress reports
Business
• Provide opportunities to students to address equity
• Resources for special projects
• Support adequate tax base for quality education for all
Governor
• Advocate for funds at the federal level
• Reward best practices, share ideas
• Work with legislature to promote and fund training and reward models
Legislation
• SB 770 Tribal governments
• SB 690 Native languages
• SB 103 Multicultural Educational Research and Reform Implementation of Oregon Alaskan native
statewide Indian Education Plan
• Communicate with and recognize Native Americans
Media
• Promote education and cultural competency
• Inform community/public through responsible reporting
• Highlight student, school, district, and state accomplishments
• Combat stereotypes

Participants found the opportunity to speak across and within stakeholder groups very powerful.
As is evident from the list above, creating a culturally competent educator workforce requires the
focused commitment from all segments of the education system.

Impacts/Outcomes
The work products outlined in this report represent the tangible or concrete outcomes of the
Summit. There were many less visible, but equally powerful outcomes. Many people spoke of
the power of simply sitting in a room with 100 colleagues who shared their passion and
commitment to creating an educator workforce that more effectively meets the needs of all
students, especially students of color, low income students and second language learners.
Many participants found the conversations, both formal and informal, one of the most powerful
aspects of the day.
The [most compelling aspect of the day] was the people who showed up. Great energy
and passion! (Diversity Consultant)
I found it exhilarating to be in a room filled with people who are dedicated to
transformation. (Professor)
____________________________________________________________________________________________________________________________________________________________
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I work at a school that has very little diversity. To be in a room filled with such amazing
people who are and have accomplished so much was just empowering. I was amazed that
with the diversity we had in our group our thoughts and desires were the same. (Teacher)
The most compelling part of the day was working with a diverse group who were all
coming at the subject from a different vantage. Listening to the wide variety of viewpoints
was enlightening. (Teacher)
Specifically, several participants appreciated the time to share their personal experiences and
stories about cultural competence and incompetence. For some, the personal stories helped bring
focus and urgency to the work.
As is often the case with conferences, the Summit allowed participants to network with people
both within and outside their immediate professional circles. In the days following the Summit,
participants began using the participant list to circulate information relevant to cultural
competence. As such, the Summit not only helped to generate statewide commitment to and
investment in the creation of a culturally competent workforce, but it fostered stronger
connections between the necessary segments of the education system.
For some participants, the opportunity to collaborate and connect with likeminded colleagues
helped mitigate the isolation often experienced by educators.
It is easy to feel isolated in the field where we encounter cultural misunderstandings and
misapplied assumptions and the problems in communication they invariably lead to. It
was like coming home to be in a place where this journey of learning about others is
understood and valued. (Principal)
It is nice to know many people from many groups care about this issue. We are more
successful in collaborative endeavors. (Professor)
Participants valued the opportunity to converse with colleagues across professions and to tackle
this issue with representatives from key stakeholder groups.
For many, the Summit validated their work and reinvigorated them.
It strengthens my commitment knowing the wide involvement this initiative is receiving.
(Superintendent)
I have chosen this as my life’s work. The Summit was very validating. (Diversity
Consultant)
The Summit was energizing and affirming for me. I thoroughly enjoyed the exchanges,
the way ideas flowed, the shared values and common ground we found, and the vision for
increased cultural competency in our educational institutions at all levels. (Principal)
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The Summit validated my own work in my classroom and reminded me that there is so
much that still needs to be done. (Teacher)
Some participants left with their own personal plans of action. For them, the Summit not only
generated commitment but helped them to identify how to translate that commitment into action.
I have a great list of ways to address this learning as we get our new Teacher Education
Program up and running next year, especially in the areas of curriculum development
and department practices. (Dean – Teacher Education)
It was very powerful to be able to concentrate a whole day on this topic. Whereas my
commitment was already strong, I felt empowered and at that same time challenged to
broaden my definition as well as expectations. Listing practical steps brought to light the
specific areas I could address and advocate for in my own work. (Teacher)
The Summit engendered tremendous focus and commitment from a diverse group of education
leaders.

Conclusion
As noted by Avel Gordly in her closing comments, the Summit was “an historic day.” It brought
together essential segments of the education system for the singular purpose of identifying the
critical elements of a state policy designed to create a culturally competent educator workforce.
In so doing, the Summit not only supported existing relationships between participants both
within and across stakeholder groups, but it facilitated the development of new ones. An
expanded and growing network of educators committed to transforming Oregon education into a
more equitable and culturally competent system emerged from this Summit.
The commitment of the majority of attendees for the entire day was reflective of the positive
energy that has been generated around the task of “rolling up our sleeves and getting to work.”
The Summit allowed the various education sectors to bring some focus to a cross-functional
definition for cultural competency in a way that will allow them to develop paths for improving
the cultural competency of our current and future workforces without being at cross-purposes.
This document synthesizes the collective work of participants. As a working document, it will be
reviewed and considered by State Superintendent Susan Castillo’s Advisory Team on
Underrepresented and Minority Student Achievement (UMSAAT), the State Consortium for the
State Action for Education Leadership Project (SAELP), the State Board of Education, and the
Teacher Standards and Practices Commission (TSPC). The report will also be presented to the
Oregon Senate Education Committee and the Oregon Legislature for policy consideration and to
document state progress to date.
This Summit was the first step. It succeeded in building broad commitment and focus, but did
not truly map the path to credible action. Attendees, as individuals and representatives of
segments of the education system, must develop the accountability steps to see that the
suggestions and proposed actions outlined in this report reach fruition.
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CULTURAL COMPETENCY SUMMIT
PRE-SUMMIT PACKET FOR PARTICIPANTS
MAY 19, 2004

(The following definitions, gathered by the Summit Steering Committee, will be used in a facilitated
session to analyze and synthesize key elements for a working definition of cultural competence)

DRAFT Working Definition For Cultural Competence

***
Cultural competence is a developmental process occurring at individual and system
levels that evolves over an extended time period. Cultural competence requires
that individuals and organizations:
a.) Have a defined set of values and principles, demonstrated behaviors,
attitudes, policies and structures that enable them to work effectively in a
cross-cultural manner.
b.) Demonstrate the capacity to 1) value diversity, 2) engage in selfreflection, 3) manage the dynamics of difference, 4) acquire and
institutionalize cultural knowledge, and 5) adapt to the diversity and the
cultural contexts of the communities they serve.
c.) Incorporate and advocate the above in all aspects of leadership, policymaking, administration, practice, and service delivery while
systematically involving customers, key stakeholders, and communities.
***
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SAMPLE DEFINITIONS OF CULTURAL COMPETENCE
Listed below are examples of definitions associated with cultural competence that may serve as a
starting reference point in the Oregon Summit on May 19th :
1. “Cultural competence is … to seek knowledge of one’s own culture and cultural
assumptions, then make the choice to challenge one’s own fear and expectations about
cultural difference, then seek awareness, acceptance, and understanding of multiple
worldviews and what others believe, then incorporate multiple world- views into
preparation experiences, then make connections between knowledge, awareness and
behaviors that lead to an enhanced understanding and advocacy between individua ls and
groups.”
(Lewis & Clark EDAD and SCED, Defining Cultural Competence)
2. “What is cultural competence? Put most simply, it is the ability to successfully teach
students who come from cultures other than your own. It entails mastering certain
personal and interpersonal awarenesses and sensitivities, learning specific bodies of
cultural knowledge, and mastering a set of skills that, taken together, underlie effective
cross-cultural teaching.”
(Jean Moule, OSU, Cultural Competence, Diller and Moule, in press)
3. “Oregon’s laws may serve as an example of a state’s efforts to serve diverse populations.
Included in their standards, which are required of all teachers certified in the state and, in
many instances are found in the very documents that are used for student teacher
observations, are the following:
a. Affirm the dignity and worth of all students, and provide the positive support
students need to be effective teachers;
b. Respect cultural patterns and expectations that operate within a school;
c. Interact thoughtfully and courteously with students and their parents, and resolve
conflicts in a professional manner, respecting the cultural context of the
community;
d. Use a variety of research-based educational practices that reflect how students
learn, are sensitive to individual differences and diverse cultures, and encourage
parent participation.”
(Cultural Competence, Diller and Moule)
4. “Culture refers to integrated patterns of human behavior that include the language,
thoughts, communications, actions, customs, beliefs, values and norms of racial, ethnic,
religious, or social groups.”
(Oregon Partners For Children and Families, SB 555, adopted in 2003)
5. “Cultural competency is congruent attitudes, behaviors, and skills supported by polices
and procedures within systems and agencies that guide individuals to respond to
culturally diverse individuals, families, and communities in an inclusive, respectful, and
effective manner.”
(Oregon Partners For Children and Families, 2003)
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6. “Cultural competence is defined as a set of congruent behaviors, attitudes, and policies
that come together in a system, agency, or among professionals and enables that system,
agency or those professionals to work effectively in cross cultural situations.”
(Cross et al, l989, Isaacs and Benjamin, 1991)
7. “Operationally defined, cultural competence is the integration and transformation of
knowledge about individuals and groups of people into specific standards, policies,
practices, and attitudes used in appropriate cultural settings to increase the quality of
services; thereby producing better outcomes.”
(Davis, 1997)
8. “Cultural competence is a developmental process that evolves over an extended period.
Both individuals and organizations are at various levels of awareness, knowledge and
skills along the cultural competence continuum. Cultural competence requires that
organizations:
a. Have a defined set of values and principles, and demonstrate behaviors, attitudes,
policies and structures that enable them to work effectively cross-culturally.
b. 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 diversity and the cultural contexts of the communities they serve.
c. Incorporate the above in all aspects of policy making, administration, practice,
service delivery and involve systematically consumers, key stakeholders and
communities.”
(National Center for Cultural Competence)
9. “Culture implies the integrated patterns of human behavior that includes thoughts,
communications, actions, customs, beliefs, values, and institutions of racial, ethnic,
religious, or social groups. The word competence is used because it implies having the
capacity to function in a particular way: the capacity to function within the context of
culturally integrated patterns of human behavior defined by a group. Being competent in
cross-cultural functioning means learning new patterns of behavior and effectively
applying them in the appropriate settings.”
(King, Sims, & Osher, “How Is Cultural Competence Integrated in Education?”)
10. “Linguistic competence – the capacity of an organization and its personnel to
communicate effectively, and convey information in a manner that is easily understood
by diverse audiences including persons of limited English proficiency, those who have
low literacy skills or are not literate, and individuals with disabilities. The organization
must have policy, structures, practices, procedures and dedicated resources to support this
capacity.”
(Goode & Jones, 2003)
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STATE OF OREGON
ESSAYS ON THE IMPORTANCE OF A
CULTURALLY COMPETENT EDUCATOR WORKFORCE

These essays were published by the New York Times, in partnership with the Wallace
Foundation, as part of a series on Educational Leadership and Public Policy. They appeared on
line in early May 2004 at www.nytimes.com/leadership

1. We Need to Know our History

2. Why We Believe Cultural Competence of
Staff is Critical to Oregon Schools
3. Cultural Competency and Educator
Licensure: From Lip Service to Action

4. Implications for a University System:
Creating the Infrastructure to Develop a
Culturally Competent Educator
Leadership Workforce

The Honorable Avel Gordly
Oregon State Senate
Susan Castillo
Oregon Superintendent of Public Instruction
Vickie Chamberlain
Executive Director
Teacher Standards and Practices Commission
Holly Zanville
Associate Vice Chancellor for Academic Affairs
Oregon University System
Yvette Webber-Davis
Director of Diversity Planning & Special Projects
Oregon University System

5. Culturally Competent Leaders for the
21st Century

Peter W. Cookson, Jr.
Dean, Graduate School of Education
Lewis and Clark College

6. Preparing Culturally Competent Leaders

Phyllis J. Edmundson
Dean, Graduate School of Education
Portland State University
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We Need to Know Our History
By AVEL GORDLY
I will begin my answer to the question of why cultural competence has risen to the level that it
has in the Oregon legislature and Department of Education with a statement that was made by a
high school student at a recent community forum in Portland. The meeting was one of several
convened by community members in the wake of a spate of other gang-related violent crimes
that included the shooting of a 14- year old girl.
The girl was walking home with her friends when she was struck without warning by a stray
bullet. To onlookers it had seemed that she was suddenly lying on the sidewalk with a terrible
head wound. The suspect, now in police custody, is 16 years old.
The adults at the community meeting asked the young people present to speak about their needs.
The kids responded with statements about the lack of encouragement, emotional support and
love they felt — and especially about the absence of caring adults in their lives.
One student spoke words that resonated with all of us there, young and old alike: “We need to
know our history. We don’t know who we are. All we know is that we once were slaves. We
need to know our history.”
This statement, and those of others who spoke that night, were rooted in their lack of self-esteem,
a burden they all shared. It also reflected their desire to achieve academically, and in other areas,
a desire that remains unfulfilled.
The struggle to develop and deliver a curriculum that address the variety of cultures, races and
ethnicities that make up our student populations, and that values and honors those groups, began
20 years ago. We began to recognize that the population of our state was growing more and more
diverse, and that succeeding in an increasingly international marketplace of ideas, services and
products would require an overhaul of our educational priorities. It has been obvious for some
time that our state’s eurocentric curriculum was not meeting the short or long-term needs of our
students.
Some 25 years after Brown v. Board of Education, the Black United Front was battling in
Portland for an end to busing, for more black teachers and administrators in the schools and for a
multicultural curriculum that addressed the needs of students. The Front used tactics including
boycotts and demonstrations. A North Portland middle school, named after Harriet S. Tubman,
stands as a reminder of those years of struggle. It was not — and is not— enough.
In 1991, as a member of the Oregon House of Representatives, I began preparation to introduce
legislation requiring Oregon schools to put multicultural curricula in place. The bill was denied a
hearing in the 1993 and 1995 sessions of the House.
In 1996, I was elected to the Oregon Senate. I reintroduced the bill in the 1997 session, where it
received a so-called “courtesy” hearing, a procedure by which a committee permits limited
testimony and discussion, but has no intention of acting on the bill. In the 1999 session, with the
____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 20

bipartisan assistance of Senator Tom Hartung, we were able to move the bill, by then known as
Senate Bill 103, and see it signed into law.
SB103 required that the superintendent of public instruction direct the Department of Education
to take several important actions:
1. To increase efforts to evaluate the distribution of ethnic, racial and cultural backgrounds
of Oregon’s public school students and advance the use of demographic data for curricula
and program planning. (We needed data that described the actual demographics of each
school district.)
2. To examine strategies to inform school district boards, administrators, teachers, parents
and the public about multicultural and diversity laws and policies.
3. To identify and review exemplary multicultural curricula for different grade levels based
on the needs of Oregon’s public school students. (Exemplary curricula exist. What was
lacking—and still is lacking—was a systematic way of identifying, connecting, sharing
and delivering this curricula.)
4. To identify and review strategies to integrate multicultural curricula with other
educational programs.
5. To evaluate how current laws on diversity and multicultural education are being
implemented and applied throughout the public school system.
SB103 identified some key issues and necessary steps, but represented only part of the scope of
work we need to accomplish in order to serve our students and the state of Oregon. These efforts
are fundamental investments in our shared futures.
The 2001 and 2003 legislative sessions passed without a compliance report from the
superintendent of public instruction. Multicultural curricula and competency were clearly on the
back burner at the state level; but at the local and community level, there was much frustration
and increasing calls for action.
In the 2003 session, I introduced a budget note requiring the Department of Education to conduct
an evaluation of the requirements of SB103 and report its findings to the 2005 Legislative
Assembly. I—along with many, many community members across the state—look forward to
seeing that report, from our new superintendent of public instruction, Susan Castillo.
Also in 2003, at the urging of my office, the Teachers Standards and Practices Commission
began developing cultural competence standards for the certification of teachers and
administrators.
I recall a conversation I had in 1999 with a young, bright law student from the University of
Oregon. I asked her if she knew the story of Shirley Chisholm. She was not familiar with the
name. Shirley Chisholm, a descendant of slaves, was elected to the United States Congress in the
state of New York, serving many terms. Besides her many accomplishments as a lawmaker, she
stands as the first African American woman to run for the presidency of the United States of
America.
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How can we graduate a student from the University of Oregon Law School, and not reach that
student—somewhere in the curricula—with the history of our great nation, a history that reflects
the multiplicity of cultures, ethnicities and races that inhabit our land?
The absence of such information in our public schools magnifies the struggle our students make
to find themselves as they learn and mature. This is a great and tragic failing directly related to
students’ self-esteem and academic achievement.
That cultural competence has risen to the level that it has in 2004 is not because the focus on it is
new. Many people have been working on it for decades, some heroically and at great personal
sacrifice. It is that work—their work—that has brought the issue to the forefront today. The
institutional and social lethargy that has blocked progress in cultural competency is still with us
today.
The struggle to know and understand the history of our people continues. We owe it to our young
and to future generations to deliver that knowledge, and to do so with competence and integrity.
Our students need their history. We must deliver it.
Avel Gordly is a State Senator from Oregon.
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Why We Believe a Culturally Competent Staff is Critical to Oregon Schools
By SUSAN CASTILLO
Oregon classrooms have changed significantly in the past 20 years. The numbers reflect both the
historical accomplishment of public education in Oregon, as well as the current challenge facing
our teachers. In this period, Oregon has shown significant improvement in the academic
achievement of racial and ethnic minorities and students of limited English proficiency. Third
grade and fifth grade performance in reading and mathematics show steady and significant gains
among students of color in our state. We are making good progress, especially in our elementary
schools, at closing the achievement gap.
Historically, minority students have looked to public education as the gateway to the
opportunities available in our country. Oregon schools, like public school systems throughout
our United States, have continually refined what it means to provide an equal educational
opportunity to every student we serve. In the 1950s this meant eliminating segregated schools. In
the 1960s it meant eliminating the disadvantage caused by poverty. In the 1970s schools targeted
barriers to students with disabilities and gender barriers. In the 1980s, funding systems were
equalized. In the 1990s school systems focused on clarifying the desired outcomes of education
through standards and assessments. The focus now is on universal proficiency: helping every
child reach the academic goals that were set in the previous decade.
The number of students with special needs in our state has risen dramatically in the last 20 years
and will continue to increase in the years to come. Between 1980 to 2002, the Hispanic student
population in Oregon increased 513 percent. Currently 67,591 Hispanic students are served in
Oregon, and that number is projected to increase by another 100,000 students by 2020. The same
demographic shift has not occurred in the teaching population. While 12.2% of the current
student population is Hispanic, only 2.0% of teachers are Hispanic.
Children learn best in environments that are safe, respectful and nurturing. Their teachers should
understand how their backgrounds influence their school experience. Every teacher and principal
needs to gain a thorough understanding of the culture, family and social values, community
beliefs and expectations of the students they serve. Students, families and community members
deserve schools that provide strategies for effective communication, such as translated materials
and access to bilingual staff.
The first step is to train teachers in the teaching strategies, curriculum and instructional materials
that are effective with diverse populations. In Oregon, we are working closely with our licensing
board and with our university community to strengthen teacher and administrative preparation in
this area. We need more research on the practices that close the gap and accelerate learning of
our minority students. Schools and districts will need to be laser- focused on the use of federal,
state and local professional development funds to assist teachers in acquiring the strategies that
will be effective.
One of the most effective ways to ensure a climate of welcoming support for students and
families is to increase the number of staff who share their racial and cultural background and
who can speak their language. With the student population shifting, it is critical that we seek
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ways to diversify our workforce and attract more teachers and administrators of color and with
bilingual skills into our schools.
These goals cannot be accomplished without leadership. Our participation in the State Action for
Education Leadership Project (SAELP) reflects our focus on developing the leadership skills to
analyze policy, develop and use performance data and implement effective professional
development plans. Principals and superintendents must ask the difficult questions about the
achievement gap in their schools and districts, and courageously initiate strategies that will
improve them.
With local school decision- making and the creation of smaller learning communities, teachers
are also accepting the challenge of leadership. Creating a school climate that is responsive to the
culture of the students and their community is necessary if we are to accomplish our goal of
bringing every student up to the high levels of academic performance we know they can achieve.
Susan Castillo is the Oregon superintendent of public instruction.
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Cultural Competency and Educator Licensure: From Lip Service to Action
By VICKIE CHAMBERLAIN
In 1977, the Oregon Legislature mandated that every candidate for educator licensure
demonstrate knowledge of federal and state statutes prohibiting discrimination. Like many such
mandates, this one missed the mark. It assumed that knowledge of what constitutes antidiscrimination would result in equitable treatment for all children in the classroom. Twentyseven years later, we know that this mandate has had absolutely no impact on determining how
educators will treat children or colleagues. If anything, the mandate has created resentment
around the issue as an extra “hoop” through which educators must jump to become licensed.
Rather than testing knowledge, we need to measure an educator’s commitment to valuing human
differences across cultural lines. We need to develop the requisite standards to measure any
teacher’s multicultural awareness and capabilities.
Educators make a difference in children’s lives, both positively and negatively. The impression
an adult role model can have on a child can be lifelong. I once attended an event honoring
“teachers of the year” where the icebreaker at a table of ten high-achieving adults was to describe
the best teacher each of us had ever had and how that teacher made a difference in our lives. One
participant had trouble identifying a single teacher who had encouraged him. For years, he
believed that, because he was considered poor and lower class, he was destined to be a failure.
He was finally able to recall that in the second grade his teacher had said to him: “One day you
are going to be a leader, but that won’t be for a long time.” Today he is employed in the upper
levels of government and has an impressive resume related to leadership in activist causes.
Stories like this one play out every day in classrooms across America. This culture of the
classroom, and how educators influence it, is at the heart of Oregon’s goal to assist our educators
in becoming culturally competent and caring adults. Educators who discount children need to
seriously evaluate their commitment to the profession. In addition, educators who discount any
child for any reason probably ought to find a career that does not have the potential to damage
children’s lives.
I am frequently asked, “What is cultural competency?” It can quite simply be defined as the
ability to treat each child, regardless of socioeconomic status, with dignity and respect. Cultural
competency is the ability to understand that a child’s background will have significant effects on
the way the child responds in learning and interactive situations. Having cultural competency
signifies that you can eliminate such differences as a barrier in the classroom. Cultural
competency recognizes the child’s uniqueness and celebrates the value that cultural differences
bring to our lives. Cultural competency is anti-discrimination in action.
Senator Avel Gordly deserves the credit for bringing cultural competency to the forefront in
Oregon’s education circles. For the past several legislative sessions, she has proposed legislation
that would require teachers and administrators to demonstrate cultural competency as part of
licensure or employment. In the course of writing this legislation, Senator Gordly has examined
the efforts of the licensure commission and the higher education institutions to prepare culturally
competent educators. It has taken several years for her reform efforts to gather the support and
momentum to become something other than just another legislative proposal.
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Using a multifaceted approach, Orego n’s education profession is actively changing in every
classroom in the state. Administrator preparation standards and licensure requirements are being
reviewed to determine how we can lead this effort from the top. The standards will be overt and
deliberate, not embedded into other standards.
Today’s emphasis in the federal No Child Left Behind Act has increased our awareness of the
need to improve strategies for children that have truly been left behind. To personalize
instruction for each child, our efforts have to progress beyond “brain-based” learning and also
focus on “heart-based” instincts. The federal legislation hits the mark when it identifies the need
to prove we are helping every child to achieve. However, teaching is both art and science, and
the legislation misses the mark by basing the definition of a “highly qualified teacher”
exclusively on academic credit hours related to specific subject- matter areas.
The best academic does not necessarily make the best teacher. The successful teacher loves
children; she is artful and creative. She has special skills that motivate children to exceed their
potential.
We are working to define standards that will allow us to measure an educator’s cultural
competence. Next, we will identify how this will become embedded in teacher preparation
programs and into Oregon’s existing educator workforce.
It is never too late to make a difference in a child’s life. Ask yourself, am I contributing to the
dignity and worth of every child I teach or reach? If not, then ask yourself — why not?
Vickie Chamberlain is the executive director of the Oregon Teacher Standards and Practices
Commission.
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Implications for a University System: Creating the Infrastructure to Develop a
Culturally Competent Educator Leadership Workforce
By HOLLY ZANVILLE and YVETTE WEBBER-DAVIS
Considerations of diversity and race/ethnicity are evolving. In the Oregon university system,
we’ve moved beyond traditional policies of “counting” (the quantity of diversity), to newer
policies that focus on inclusion and engagement of diverse people, voices and points of view
throughout our campuses (the quality of experience). The challenge is how to move the entire
educational pipeline — K-12, community colleges and universities — toward environments
conducive to learning for all students. On the front line are the K-12 teachers and administrators
who are trained in our colleges and universities. Together, we must institute a culturally
competent educator workforce.
In an age when “diversity” has come to encompass the provision of educational and employment
opportunities as well as opportunities for people to appreciate and celebrate differences, we face
difficult questions. As a state, are we making the investments that will enhance classrooms of
tomorrow? As a collection of universities, are we producing educators with the skills and
knowledge to address the needs of growing multicultural school populations in standards-based
classrooms? Are we making progress in producing teachers who will connect with diverse
students and communities and serve as role models for all our students? Are we producing
educators who are action-oriented and sensitive to fostering and sustaining schools free of racism
that encourage all children to achieve at the highest possible levels? These questions frame the
guiding principles of cultural competence efforts.
The infrastructure for cultural competence efforts in higher education includes several
components:
1. Recruitment and retention of students, faculty and staff from diverse cultures
2. Resources to assist recruitment efforts (e.g., student scholarship funds, salary incentive
packages for faculty and staff)
3. Policies and initiatives that encourage inclusion and engagement (e.g., campus goals for
inclusion and engagement and evaluation of university leaders based on achievement of
goals)
4. Effective curricula and opportunities to educate ourselves about others so that the
educational benefits of diverse environments can be realized (e.g., general education
requirements, diversity in academic majors and minors, international study opportunities)
5. Targeted initiatives to produce culturally competent K-12 teachers and administrators in
university preparation programs (e.g., required coursework in multiculturalism for future
educators, assessment of cultural competence for initial licensure through work samples
or portfolios)
6. Collaborative efforts among educational sectors to leverage resources and facilitate
statewide progress (e.g., developing common terms around cultural competence,
communication tools to include websites, newsletters, statewide planning)
7. Accountability at all levels
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Implementing this infrastructure requires leadership, resources and policies. The Oregon
University system comprises the state’s seven public universities, which report through their
presidents to the Oregon State Board of Higher Education. The Board, with authority established
by statute and Oregon administrative rules, has a number of policies related to diversity that
support the infrastructure. For example, the Board requires annual reports on the progress made
by the universities, which must include data on diversity enrollment, graduation rates, faculty
and staff diversity and progress on diversity of the curriculum. The Board also requests periodic
reports on campus climate and initiatives related to diversity.
Intentional, sustained and broadly conceived measures are needed to make significant progress in
cultural competence. The university system is working on collaborative efforts to build on
initiatives that support cultural competence. Examples of collaborative efforts include:
•

•

•

•

Accountability Studies. The Minority Teacher Act of 1991 directs the educational sectors
to collaborate each biennium to report data (K-12 enrollments, college graduates,
applications to teacher preparation, completers, pass rates on teacher tests, school
employment) used to judge progress in meeting a commitment to a more diverse,
representative profession. These efforts assist in monitoring and addressing the ongoing
challenges related to Oregon’s rapidly changing demographics. Given the complications
in working with data from multiple sectors and applying policy perspectives to this effort,
the O.U.S. has completed the state’s reports for the past three biennia.
Inventories. O.U.S. conducts inventories of state and campus-based teacher reform
initiatives that focus on increasing diversity in education (e.g., “bridge” funding for
faculty recruitment and hiring, outreach to students of color via conferences and forums,
community-based recruitment, student organizations, task force discussions, outreach
programs to middle and high school students, multicultural curricula, research, retention
programs, and career ladder projects for instructional aides). This information is made
available to state policy-makers and campus representatives as part of the state’s
accountability in making progress in diversity.
Comparative Policy Studies. O.U.S. studies other state policies requiring cultural
competence for teachers for Oregon policy- makers. Recent findings include: Most states
have a generic statement that teachers should have cultural awareness; a small number of
states have specific requirements for cultural competence, with most including cultural
competence as part of performance- and outcome-based standards; determination of
cultural competence is left to teacher training institutions; training in cultural competence
is largely done through specific courses offered by higher education institutions; and
where outcome-based assessments (portfolios) are used, they are time-consuming,
expensive and implementation is dependent on significant state funding.
K-16 Planning. As Oregon grapples with two key diversity goals (increasing the pool of
diverse and highly qualified candidates entering K-12 education and addressing the
cultural competence of all educators), a new strategy has emerged to embed diversity and
cultural competence issues in a K-16 approach. The K-16 model improves on current
practice by pulling together the separate activities of key stakeholders, leveraging
resources and developing a systemic commitment to policy development and joint action
planning. A new statewide action plan will address priorities in cultural competence (e.g.,
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policy coherence and accountability, teacher preparation, data used by multiple
stakeholders and professional learning and retention).
With this infrastructure in place and new K-16 initiatives planned, the Oregon University System
can continue to play a vital role in educating K-12 leaders and administrators who will lead the
way in modeling cultural competence in our schools.
Holly Zanville is associate vice chancellor for academic affairs at the Oregon University system.
Yvette Webber-Davis is the director of diversity planning and special projects in the Oregon
University system.
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Culturally Competent Leaders for the 21st Century
By PETER W. COOKSON Jr.
From its inception, the public school system has attempted to create unity from diversity. In
doing so, states have often adopted policies that emphasize unity over diversity, creating school
systems that are unfriendly to student populations outside of the cultural and racial mainstream.
These policies are not only damaging to children and their families, but they result in a tragic
loss of talent to the economy and to civil society. Excellence requires equity if we are to draw on
the broadest talent pool available in the future.
The issue of equity in a diverse society is one that will become more intense in the coming years.
By 2040, Americans of European descent will be in the minority. Even today, over a hundred
languages and dialects are spoken by students in urban school systems. Moreover, the divisions
between races and classes in the United States show little sign of closing in the coming years; in
fact, they may become more institutionalized and dramatic.
The recognition that the school system must provide an excellent education for all children —
whatever their ethnic, racial or class backgrounds — is an important step forward in reimagining
the purposes and the structure of public education. To meet the challenges of the future we need
a new kind of leadership, one that is based in cultural competency and a commitment to an
inclusive and just educational system. How can state policy encourage the development of
culturally competent educational leaders? How can we ensure that educational leaders in Oregon
and elsewhere have the values, skills and character necessary to create a multicultural
educational environment that holds itself accountable for student achievement?
What does it mean to be a culturally competent educational leader in the 21st century? To my
way of thinking culturally competent leadership should appreciate cultural and linguistic
differences and celebrate those differences as the basis for genuine education. Currently there are
those that argue that academic content is more important than teaching methods. I would argue
that good teaching always begins with an assessment of the learner’s level of development and
builds a teaching strategy from that base. This means that a school that celebrates diversity and
encourages cultural competency organizes its curriculum and teaching around the needs and
aspirations of the students. What do we say to a recent immigrant about the importance of his or
her background and culture? How do we understand the struggle many families and children face
finding their way through the dominant culture and a competitive economic environment?
Leaders are role models and it is critical that school leaders exemplify not only tolerance, but
also the understanding that differences are to be celebrated and are the basis of an exciting
educational environment for all children.
Culturally competent leadership should create cultural “spaces” at their schools and in their
school districts for dialogue, debate and exchange. Several years ago I participated with
Professor James Banks of the Center for Multicultural Education at the University of
Washington and a group of colleagues from around the nation to create a set of design principles
to be used by educational leaders for creating genuine and positive learning environments for all
children. The twelve design principles developed by this group can be used as essential
principles for creating inclusive, democratic and productive schools. The design principles
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focused on teacher learning, student learning, intergroup relations, school governance,
organization and assessment. In terms of leadership, one idea is that “leaders should develop
strategies that ensure that all public schools, regardless of their locations, are funded equitably.”
Throughout the design principles the theme of group membership, intergroup relations and social
skills is emphasized.
Culturally competent leaders should lead statewide efforts to ensure that the celebration and the
understanding of human diversity are at the core of meaningful educational processes and
activities. The next generation of educational leaders must develop the ability to become
effective statewide and national players in the politics of public education. Up to the present,
most educational leaders rose through the ranks of the teaching profession. As a consequence,
few had the opportunity to test their skills in non-educational environments such as business,
government and non-profits. Tomorrow’s leaders are required to become sophisticated thinkers
and doers capable of translating ideas and concepts from one culture to another and from one
institution to another. Translation builds community, giving voice to those who are otherwise
silent, either in the profession or as a constituent, is a critical aspect of leadership.
What state policies would maximize the chances of creating the kind of culturally competent
leaders described above? First and foremost, the pool of potential leaders must be expanded to
reflect the demographic characteristics of the emerging culture. Men and women of color, men
and women of diverse social class backgrounds, and men and women who think differently must
be supported as emerging leaders. States have the power and capacity to create effective
mentoring programs, provide financial support to educational leaders and organize continuing
professional development programs.
The licensing of culturally competent leaders should be rethought to include not only the
traditional college and university degree route but also alternative routes to leadership based on
experience and achievement in nontraditional educational environments. For instance, a
successful C.E.O. of a community organizing agency might be an ideal principal for a school
with students from highly diverse backgrounds if he or she were given a year of training and
apprenticeship under the direction of an experienced and successful principal. We need to think
creatively about how leadership is discovered, encouraged and supported. This creativity means
that we ought to be thinking more about performance-based professional development for
educational leaders than credit-based programs that are not action and performance oriented.
Typically, public school leaders find themselves in politically fragile situations. Principals are
under continuous scrutiny by their communities requiring incumbents to understand the
potentials and pitfalls of public life. State policies ought to be created that support leadership in
terms of ongoing mentoring, information sharing and opportunities for reflection. Statewide
educational leadership networks utilizing traditional as well as virtual forms of communication
can create a sense of cohesion that is essential for leaders to sustain themselves over time.
Masters and doctoral programs ought to be rethought and shifted away from the “graduate
school” model to the “professional” model. Educational leaders are required to take action.
Therefore, their advanced educational experiences should emphasize the development of their
leadership capacities, the refinement of their judgment and their ability to quickly and accurately
assess complex challenges and implement the best solutions.
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I am happy to say that Oregon has stepped forward to meet the challenge of developing
culturally competent leaders and has been assisted in this challenge by the State Action for
Education Leadership Project. This statewide undertaking, involving critical stakeholders
including the Governor and State Superintendent, signals to the educational community in
Oregon that cultural competency is critical if we are to close the achievement gap.
For many years Oregon has led the nation in educational quality and innovation. The recognition
that yet another leap into the future is required signifies the seriousness of purpose that is the
hallmark of the state’s leaders. In terms of immigration, Oregon is a favorite destination of many
of the world’s poorest and most educationally needy populations. The understanding that
leadership is an essential ingredient for ensuring that all students in Oregon achieve at their
maximum levels is a tribute to the leadership of the state and to the state’s educators. Together
they are creating a system of schools where all children can learn and where cultural acceptance
is the norm rather than the exception.
Peter W. Cookson Jr. is the dean of the Lewis & Clark Graduate School of Education.
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Preparing Culturally Competent Leaders
By PHYLLIS J. EDMUNDSON
Demands on school leaders in Oregon’s public schools have escalated in response to changing
demographics and pressures for high levels of student achievement. At the same time, programs
that prepare those leaders have come under increasing scrutiny. The public wants assurance that
schools can serve diverse communities and expects culturally competent leadership from
principals and superintendents.
An emphasis on the need for culturally competent leaders reflects the influence culture has on
learning and behavior. A group’s shared beliefs, values, customs, definitions of right and wrong,
family structures and expectations for behavior condition how and what they learn. The cultural,
linguistic and economic diversity of today’s schools require leaders who can help create
communities that support learning by all its members. These leaders are called to act on their
commitment to culturally responsive practice in the service of just, humane and equitable
schools.
Oregon’s new standards for programs that prepare school leaders align closely with the standards
for principal licensure and with the most current national standards. A three-stage process linking
principal and superintendent licensure requires continuous learning and professional
development. The standards emphasize the responsibility of educational leaders to improve
learning and achievement of all students. The State Action for Educational Leadership Project
(SAELP) developed language that explicitly requires programs to prepare candidates with
“...the cultural competence to improve learning and achievement of all students by collaborating
with families and other community members, responding to diverse community interests and
needs, and mobilizing community resources in order to demonstrate and promote ethical
standards of democracy, equity, diversity, and excellence, and to promote communication among
diverse groups.”
The Graduate School of Education at Portland State University prepares the largest number of
school administrators of any institution in the state. We have a schoolwide commitment to
cultural responsiveness and reciprocity that guides our work and influences our practice. We
work to foster multicultural education and to eliminate oppression and discrimination from our
institution and ourselves. Our ambitious — and not yet fully realized — action agenda focuses
on recruiting and supporting diverse faculty and students, implementing curricula and
assessments that incorporate multicultural perspectives, and developing an intentionally inclusive
community that promotes social justice. The program to prepare school leaders is situated within
that agenda.
The preparation of school leaders begins long before they enter formal licensure programs, and
their ongoing development requires collaborative efforts by school districts and the university.
Aspiring leaders develop visions of what it means to lead by watching others in leadership roles.
Their internships with experienced principals have a profound influence on their practice. The
shortage of explicit models of culturally responsive leadership in schools and in society increases
the pressure on preparation programs to explicitly incorporate multicultural perspectives.
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The university and public schools share an interest in encouraging people from diverse cultural
backgrounds to consider leadership roles. We work together to recruit diverse candidates, and
our admission process requires a recommendation from a school leader confirming the
candidate’s potential for leadership in diverse settings. We ask candidates to provide evidence of
experience working effectively in diverse communities and we assess their openness and
willingness to explore the difficult issues of institutional racism and oppression. Our program
focuses on attracting aspiring leaders who have a genuine interest in leading change in culturally
diverse organizations. The program’s faculty includes successful school leaders and university
professors with close ties to schools. They work together to assure alignment of courses and the
program (wherever it is offered) with the values and goals we have adopted.
Over the course of a year each group of prospective school principals actively engages in
exploring the theory and practice of leadership in a multicultural society. They analyze case
studies, inquire into their school’s policies and practices, examine community and school data
and lead school change efforts in their internship settings. They share experiences and learn to
work cooperatively toward common goals. They come to recognize institutional racism and
understand how unquestioned patterns of power and privilege limit learning opportunities for
many students in their schools. They build the habits of continuous learning and accept the moral
responsibilities of school leadership.
Our ongoing work with new and experienced school leaders is based on shared beliefs about
leadership and cultural responsiveness. School leaders and their communities must share
responsibility for gaps in achievement that create chasms in opportunity. Leadership requires
actions grounded in a deep understanding of the leader’s own culture and of the ways culture
shapes perceptions, influences behavior and affects learning. It involves confronting the effects
on students and schools of the dynamics of power and privilege in contemporary society.
Leadership calls for a clear-eyed view of the benefits of cultural variation and the challenges in
working across cultural boundaries.
Let’s shift our focus from the program and its foundations to see how cultural responsiveness
develops in a newly licensed Oregon public school principal. Until she became a teacher, Jane
had had few experiences with people from other cultures. She didn’t know anyone who spoke
another language until she was in college. And now she finds herself in a vibrant and often
unruly intersection of cultures. In her school, children and their parents speak more than ten
different languages; one in ten students is Latino or African American; 15 percent of children
receive special education services; and more than half the children qualify for free and reduced
lunches. Fewer than 60 percent of students meet state achievement standards. Jane’s recognizes
that it is her job to help create a community that supports high levels of learning by all children
and includes all who have an interest in the school.
She knows the importance of budgets, schedules, time management, resource acquisition and
analysis of data. However, her preparation for leadership helped her see that improvement in this
multicultural school will require more of her than technical expertise. Research shows that
culturally responsive teaching increases student achievement, promotes curiosity and encourages
creativity. She reasons that culturally responsive leadership will similarly benefit the community.
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From the beginning of her tenure as a principal, Jane has sought experiences with other cultures,
accepts uncertainty, and cultivates humility and openhearted curiosity. As she practices listening
deeply and reflecting on what she hears, she learns to suspend judgment and wait for
understanding. She acknowledges that she is a beneficiary of privilege, a party to perpetuating
institutional racism, an unconscious oppressor and an imperfect exemplar of cultural
responsiveness. Out of discouragement and conflict she discovers new possibilities and untapped
resources in herself and others.
Jane is learning that she leads best by relentlessly focusing attention and action on difficult
questions and enduring problems. She is opening her eyes to the realities of oppression and
works with others to eliminate it from the school. Living with the effects of injustice expands her
commitment to root out the institutionalized policies and practices that serve to divide and
oppress. She is finding her voice, developing political savvy and adding advocacy to her
portfolio. She is sometimes exhilarated by the challenges, often overwhelmed by the demands,
but stays the course because she knows the children are watching. At the end of the day Jane
often has more questions than answers.
She takes some comfort in Ronald Heifetz’s reminder: “One may lead perhaps with no more than
a question in hand.” In the Graduate School of Education we embrace the importance of
questions and their value to leaders. We prepare leaders to recognize and seek answers to the
most important questions — and what question could be more important than how to assure that
all students achieve their highest potential?
Phyllis J. Edmundson is the dean of the Graduate School of Education at Portland State
University.
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PARTICIPANT GUIDEBOOK
CULTURAL COMPETENCY SUMMIT

Outcomes:
•

Agree on the key elements of a working definition of cultural competency.

•

Identify possible indicators of cultural competency.

•

Delineate system expectations and needs regarding this issue.

•

Identify actions needed to move from concept to implementation.

Agenda:
Welcome and introductions
Defining cultural competency
--Prototype and examples
--Review and analysis
--Our definition
Indicators of cultural competency
Stakeholder Roles
Stakeholder Actions: Building for the Future
--Next Steps
Summit Ground Rules
These ground rules will help to ensure the best use of everyone’s time and contributions:
•
•
•
•
•
•
•
•
•

Everyone has a chance to speak and be heard.
Balance talk time at table groups.
All ideas add value; we need not always agree.
Honor time frames; help move discussion along.
One conversation at a time.
Manage your own personal needs.
Humor is appreciated, but not at anyone’s expense.
Take cell phone conversations out of the room.
___________________________________________________

•

___________________________________________________
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Roles in Small Groups
Appoint these roles every time you work together as a group. Assigning roles will help your group stay
on task and on time! Rotate roles so that everyone shares the responsibility and the work.

Timekeeper

Recorder

Reporter

Facilitator

Keeps track of the passage of time, and keeps
group informed about the time available to
complete its task.
Records group ideas on charts using the key
words of the speaker; organizes visual summary
of ideas for group report.
Organizes the results of the group task into
information requested for the large group report;
speaks for the group.
Helps to keep the group focused on its task;
encourages balanced participation from all
members.
Task 1: Review of Draft Definition

Individual reflection: Please review the working draft definition for cultural competence and
the sample definitions from other sources that have been provided.
With regard to the working draft definition….
What do you like about it?

What concerns you about it? Is there anything missing?

What suggestions do you have to improve the definition?

Table group conversation:
Please introduce yourselves around the table.
Go around the table and share your responses to the questions above.
Recorder: Please record the individual comments on a flip chart page so that you have a visual
memory of the group’s thinking.
When you have had an opportunity to share your perspectives, please go on to task 2.
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Table Group Task 2: Our Suggested Definition
As a group, please convert your analysis and suggestions from task 1 into your group’s sugge sted
working definition of cultural competency.
Recorder: Please write your suggested definition on a flip chart page so that all can see it.
Note: If, after analysis, you believe the original draft should be kept as it is, please indicate
“original draft” on your flip chart page.

Our suggested definition:

Task 3: Indicators of Cultural Competency
Part 1: Individual reflection:
What examples of cultural competency (or lack of cultural competency) have you observed or
experienced yourself?
Group discussion: Share several examples from your group as illustrations. (Please note: There
will not be time for everyone to share a story.)
Part 2:
• Individual reflection: Please note what you would identify as indicators for cultural
competency. What sho uld educators know and be able to do? What skills and knowledge
should they have?
Notes:

Group discussion:
Go around the table and share your ideas about indicators of cultural competency. When
everyone has had an opportunity to share, please put each separate idea in writing, using 6-10
words to describe. You don’t need to agree on the indicators!

Recorder: Please write each different indicator on a separate sheet, using marking pen. Write
boldly so that all can see your group’s work.
Reporter: Please array your sheets on your table so that they can all be seen and wait for further
instructions.
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Task 4: Stakeholder Roles
Part 1: Individual reflection:
In moving from the concept of cultural competence to the implementation of standards and
expectations in the educational system, what is the role that each of these stakeholders should
play? What do you need and expect from them?
Associations

Legislature

District Leaders

School Leaders

Higher Education

Teachers

Oregon Department of Education

Teacher Standards and Practices
Commission

Others

Task 4: Stakeholder Roles
Part 2: Table group discussion
At your table, designate a different person to record the list of needs and expectations for each
stakeholder group. After your discussion, that person should take the group’s ideas and record
them on the appropriate posted chart. If the ideas are already noted on the chart, no need to rewrite. Just indicate your agreement by adding a check mark to that item.
Stakeholder group:_______________________________________
Notes:
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Task 5: Building for the Future
Reorganize into stakeholder groups according to the directions of the summit facilitator.
In your stakeholder group:
Review the needs and expectations sheets. Ask for clarification on any items that are not clear.
Keeping in mind the needs and expectations expressed here, prior work and planning already
underway, and your own thoughts about what should be done, outline the actions that are
appropriate for your stakeholder group to take within the timeframes below:
What we can do within the next six months:

What we can do within one year:

What we can do within five years:

Recorder: Record your actions on a flip chart page.
Reporter: Be prepared to briefly review your actions for the whole group.
Next Steps…
Thank you very much for taking the time to participate in this important stakeholder summit. The
next steps that will follow from this session include:
1. Materials from today’s session will be assembled into a final report and will be sent to all
participants, invited participants and wait- listed participants.
2. The Final Report and Working Definition will also be reviewed and considered by:
•
•
•
•

Superintendent Susan Castillo’s Advisory Team on Underrepresented and Minority
Student Achievement (UMSAAT)
State Consortium for the State Action for Education Leadership Project (SAELP)
State Board of Education
Teacher Standards and Practices Commission

3. The Final Report will be presented to the Oregon Senate Education Committee and the
Oregon Legislature to document state progress and for policy consideration.
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CONFERENCE NOTES:
DEFINITIONS OF CULTURAL COMPETENCY BY TABLE
KEY ELEMENTS

DEFINITION
TABLE A

Definition
• Individual and system
• Advocacy
• Outcomes/reasons: “to what end?”
• Expand the definition of the following
elements: communities, culture, competence
(proficiency)
• “Institutionalized” concepts of power, privilege
and oppression
• Role of economics
• Enhancement for society and community
• Personal and organizational enrichment –
receiving value from the cultural differences
(not “us” giving “it to them”) It is not
something the dominant culture “gives”
• Continuously personally proactive by critically
examining the status quo (power, privilege,
oppression)
• Stay aware that diversity is/could be broad –
but not allow to distract from “real” issues
around race and ethnicity
• Cultural competence is not something just for
white people to have
Outcomes
• Transformation
• Incorporate action into the definition
• Inclusiveness
• Dignity
• Climates/cultures of respect
• Focus on each child
• Inclusion of parents, families, social
organizations – value their voice
• Awareness of “cultural differences” within
“cultural groups”
• Cultural competence is not something just for
white people to have
Indicators
• Accountability
• Continuum of awareness and skills
• Climates/cultures of respect
• Educators’ relationship to parents, families, and
social organizations

•
•
•

What do we mean by cultural competency?
What does cultural competency achieve?
What does cultural competency look like?

•

Concern about terms “competence” and
“proficiency”

Note:
Table A identified key elements and then categorized
them (definition, outcomes, indicators)
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KEY ELEMENTS

•
•
•
•
•

•
•
•
•
•

DEFINITION
TABLE B
Cultural competence is a developmental process
Choice to change is difficult
occurring at individual and system levels that evolves
Culture is not necessarily (just) ethnicity
How do we operationalize rhetoric and balance over an extended time period. Recognizing that
individuals begin with specific lived experiences and
pragmatic and intellectual concerns
bases, and that working to accept multiple world views
Acknowledge power differences, silencing
is a difficult choice and task. Cultural competence
Respect for each other and our humanity isn’t
requires that individuals and organizations:
happening
a.) Have a defined set of values and principals,
demonstrated behaviors, attitudes, policies
and structures that enable them to work
effectively in a cross-cultural manner.
b.) Demonstrate the capacity to 1.) value
diversity, 2.) engaged in self-reflection, 3.)
manage the dynamics of difference, 4.)
acquire and institutionalize cultural
knowledge, and 5.) adapt to the diversity
and the cultural contexts of the
communities they serve.
c.) Incorporate and advocate the above in all
aspects of leadership, policy making,
administration, practice, and service
delivery while systematically involving
customers, key stakeholders, and
communities.
Words to add:
Accountability; power differentials; equity;
transformative; supportive structure
Words to change or remove:
Customer
TABLE C
Recognizing, engaging, and respecting differences
leading to success for all children.
TABLE D
“That evolves and is sustained over time” (omit Cultural competence is a developmental process
occurring at individual and system levels that evolves
“exended”)
and is sustained over time. Cultural competence requires
Edit Part A to read “demonstrated behaviors,
that individuals and organizations:
KNOWLEDGE, SKILLS, attitudes…to work
a.) Have a defined set of values and principles,
effectively CROSS-CULTURALLY”
demonstrated behaviors, knowledge, skills, attitudes,
Edit Part B Section 3 to read “FACILITATE
policies and structures that enable them to work
EFFECTIVELY the dynamics”
effectively cross-culturally
Add to Part b “6.) SUPPORT ACTIONS
b.)
Demonstrate the capacity to 1.) value diversity, 2.)
WHICH FOSTER EQUITY OF
engage in self-reflection, 3.) facilitate effectively the
OPPORTUNITY AND SERVICES.”
dynamics of difference, 4.) acquire and
Edit Part c: find a new word for customer
institutionalize cultural knowledge, 5.) adapt to the
diversity and the cultural contexts of the communities
they serve, and 6.) support actions which foster
equity of opportunity and services.
c.) Incorporate and advocate the above in all aspects of
leadership, policy making, administration, practice,
and service delivery while systematically involving
customers, key stakeholders, and communities.
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KEY ELEMENTS

Likes
•
•
Needs
•
•
•
•
•
•
•
•
Dislikes
•
•
•
•
•
•

DEFINITION
TABLE E
Culture implies the integrated patterns of human
behavior that includes thoughts, communications,
Systems
actions, customs, beliefs, values, and institutions of
Orientation to clients
racial, ethnic, religious, or social groups.
Cultural proficiency is integrated behaviors
Expectations
demonstrated at all levels within a system. Behaviors
Personal commitment
include personal commitment, leadership to expect
Outcomes
cultural competence in individuals and organizations and
Transformational nature
Leadership responsibility to promote culturally to value students as capable learners who add value to
our schools and community.
competent individuals
Value student experience and expectations to
achieve
Proficiency
White privilege
Corporate language
Lacks transformational capacity
Lacks results
Evolves-much too long
Lacks cross-cultural
Developmental
TABLE F
Cultural competence is a process of developing skills
and abilities to a.) validate each child’s culture, b.) teach
and learn from each child effectively with high
expectations, dignity and respect, and c.) provide a safe
and nurturing environment. Cultural competence occurs
at individual and system levels that evolve over an
extended time period. Cultural competence requires that
individuals and organizations:
a.) Have a defined set of values and principles,
demonstrated behaviors, attitudes, policies and
structures that enable them to work effectively in a
cross-cultural manner.
b.) Demonstrate the capacity to 1.) value diversity, 2.)
engaged in self-reflection, 3.) manage the dynamics
of difference, 4.) acquire and institutionalize
cultural knowledge, and 5.) adapt to the diversity
and the cultural contexts of the communities they
serve.
c.) Incorporate and advocate the above in all aspects of
leadership, policy making, administration, practice,
and service delivery while systematically involving
customers, key stakeholders, and communities.
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KEY ELEMENTS

DEFINITION
TABLE G
Cultural competence is the ability to understand and
respond to individual and group differences in an
inclusive, respectful, and effective manner.
TABLE H
Cultural competence is the ability to successfully teach
students who come from a culture other than your own. It
is a developmental process occurring at individual and
system levels that evolves over an extended time period.
Cultural competence requires that individuals and
organizations:
a.) Have a defined set of values and principles,
demonstrated behaviors, attitudes, policies and
structures that enable them to work effectively in a
cross-cultural manner.
b.) Demonstrate the capacity to 1.) value diversity, 2.)
engage in self-reflection, 3.) manage the dynamics of
difference, 4.) acquire and institutionalize cultural
knowledge, and 5.) adapt to the diversity and the
cultural contexts of the communities they serve.
c.) Incorporate and advocate the above in all aspects of
leadership, policy making, administration, practice,
and service delivery while systematically involving
customers, key stakeholders, and communities.
TABLE I
Culture refers to integrated patterns of human behavior
that include the language, thoughts, communication,
actions, customs, beliefs, values, and norms of racial,
ethnic, religious, or social groups. Cultural competence is
a developmental process occurring at individual and
system levels that evolves over an extended time period.
Cultural competence requires that individuals and
organizations:
a.) Have a defined set of values and principles,
demonstrated attitudes, structures and policies that
come together in a system, agency, or among
professionals and enables that system, agency or
those professionals to work and communicate
effectively in cross-cultural situations
b.) Demonstrate the capacity to 1.) value diversity, 2.)
engage in self-reflection, 3.) manage the dynamics of
difference, 4.) acquire and institutionalize cultural
knowledge, 5.) adapt to the context of the students,
families/communities, 6.) be sensitive to individual
differences/diverse cultures, and encourage parent
participation, and 7.) comprehend new patterns of
behavior and apply them in the appropriate settings.
c.) Incorporate, evaluate, and advocate the above in all
aspects of leadership, policy making, administration,
practice, and service delivery while systematically
involving customers, key stakeholders, and
communities to increase the quality of services,
producing better outcomes.

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 46

KEY ELEMENTS

Common elements:
• Self-reflection/examination – it’s a process
• Individual AND systems/organizations
• Inclusive

DEFINITION
TABLE J
Cultural competence is based on a commitment to social
justice and equity. [provide definition of culture here:
either CODAC from University of Oregon or “Culture
refers to integrated patterns of human behavior that
include the language, thoughts, communication, actions,
customs, beliefs, values, and norms of racial, ethnic,
religious, or social groups.”] Cultural competence requires
that individuals and organizations:
a.) Have a defined set of values and principles that are
reflected in behaviors, attitudes, policies, and structures
which enable them to work effectively for equity and
social justice in a cross-cultural manner.
b.) Demonstrate evidence of valuing and respecting
diverse people and perspectives, engage in ongoing
self-reflection and assessment….(all else unclear)
c.) Institutionalize, incorporate and advocate the above in
all aspects of leadership, policy making,
administration, practice, and service delivery while
systematically involving customers, key stakeholders,
and communities.
TABLE K
Cultural competence develops as individuals and
organizations become aware of and examine
commonalities and differences among people and cultures.
Those developing this competence take action that results
in inclusive and respectful practices and behaviors.

The definition needs:
• To be more specific and direct
• Add “respect”
• More inclusive
• Active engagement
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

TABLE L
Suggestions:
What is culture?
• Blend sample definition #5 into working draft
Just and equitable society
• Health, safety and well-being of all students
What values are
• To advocate on behalf of all learners
Complexity of difference among people
• Sample #5 as a lead in with #4
Measurement
• Prefer competence, not competency
Educational focus
Proposed definition:
Individual and organizational
Cultural competence is a developmental process that
Comprehensive
requires individuals and organizations to advocate on
What is competence?
behalf of learners by:
Teaching successfully cultures other than your
a.) Demonstrating behaviors, attitudes, policies, and
own
structures that enable them to work effectively in a
Effective with diverse families and communities
cross-cultural manner with children and adults from
Teaching students about other cultures
all backgrounds
See sample definitions #4 and #5 as good
b.) Demonstrating the capacity to 1.) value diversity, 2.)
examples
engage in self-reflection, 3.) manage the dynamics of
Name groups
difference, 4.) acquire and institutionalize cultural
Diversity as an asset; culture; language
knowledge, 5.) respond to the diversity and the
Economically distressed family should be
cultural contexts of the communities they serve, and
included as part of cultural diversity
6.) advocate for the success and well-being of all
Linguistic, poverty
learners, their families and communities.
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KEY ELEMENTS

•
•
•
•
•
•
•
•

DEFINITION
TABLE L CONTINUED
7.) Incorporating and advocating for cultural
Societal norms of behavior
competence in all aspects of leadership, policy
Educational attainment is a cultural change agent
making, administration, practice, hiring, service
Define norm
delivery while systematically involving individuals
Honor diversity in perspective and viewpoint
and communities.
Institutionalize what we know
Cultural “responsiveness”
“Economically, culturally and linguistically” (#5)
Advocate on behalf of all learners
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CONFERENCE NOTES:
INDICATORS OF CULTURAL COMPETENCE
Creating a Respectful Climate where Students
are Safe and Valued
• Respect and value me; Not tolerate
• Establish a trusting environment and build
relationships
• Be welcoming, open, hospitable; show you care
• Ability to maintain and ensure the safety of
those who are vulnerable both physically,
socially and emotionally
• Maintains openness to learning, growing,
sharing; acts in nonjudgmental/sensitive ways;
values critique, correction from others
• Effective forms of communication
• Openness to learning how to navigate the
unknowns with the goal of students’ safety and
success in learning
• Address stereotypical statements and language
to take action
• Respectful communication style that puts
people at ease
• Respect as a default, observable constant
• Listening and speaking in ways that are
respectful and promote two-way
communication
• Communicates in a respectful way
• Creates a welcoming, safe, respectful,
collaborative environment
• Respectfully engages all families into the life
and learning in and out of school
Eagerly Gain Knowledge of Diverse Multiple
Cultural Perspectives
• Continuous education, experience, and
exposure
• Open to new experiences in a nonjudgmental way
• Trans-cultural cross-cultural “world
traveling”
• Able to receive and integrate new
information about your cultural
competency from other sources
• Demonstrate skill of working with diverse
populations
• Develops knowledge about other cultures
(general/specific)
• Knowledge on how to access information
• Suspend assumptions
• Willingness to learn and change your mind
• Teachers should be life -long learners

Create Culturally Inclusive Classroom/School
Environment
• Continuously adapt the learning
community to be inclusive of all groups
• Identify cultural assets (strengths)
represented in room/school
• Capitalizes on cultural strengths in order to
promote new learning
• Visibly open acceptance of difference that
is readily evident in others
• Acts on the expectation that everyone has
something valuable to communicate
• Evidence of affirming dignity and worth of
all (students/families)
• Ability to hold multiple perspectives and
model it for others
• Acknowledges the legitimacy of others
opinions and ways
• Ability to communicate with parents
• Works collaboratively/effectively with
other adults (parents, community, staff,
families, etc)
• Be able to learn from students and parents
• Affirm dignity and worth of all
• Be aware of possibilities for making
connections (reaching out)
• Valuing parent/community perspectives
and involvement
• Assess/facilitate inclusive learning climate
Educator Self-Awareness, Self-Knowledge and
Self-Responsibility
• Ability to self-reflect and question
• Makes choice to challenge one’s own fear
and expectations about cultural difference
• Engage in personal self-awareness in race,
class, privilege, etc issues
• People correcting their own behaviors
• Self-reflection to examine bias
• Willingness to move out of comfort zone
• Recognition of own culture and how it
influences your actions/thinking and how it
influences others’ perceptions of you
• Awareness of one’s own cultural identity,
bias, and beliefs
• Ability to self-reflect on barriers I create
for others different from me
• Self-assessment of cultural identity (biases
and perceptions)
• Define your own values and understand
others; engage in self-assessment of values
• Taking action to address cultural issues
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INDICATORS OF CULTURAL COMPETENCE CONTINUED
Promote Equitable Access with Vigor
• Encouraging/nurturing capacity to
advocate social justice
• Ability to advocate for all learners
• Questioning the status quo and taking
action
• Willingness to take action in response to
potentially hurtful comments or behaviors
• Sensitivity and responsiveness to
comments and behaviors that could hurt.
• Courage
• Takes responsibility for own actions, for
speaking up about others’ actions, for the
organizations’ actions.

Curriculum and Teaching
• Value and knowledge of “whole” learners
• High expectations of learner and educators
• Celebrating and including cultures and
histories
• Mastering bodies of cultural knowledge
• Implement multicultural curriculum
• Culturally specific programming (funds)
• Critical evaluation of class content and
teaching strategies – use data as a tool
• Demonstrates knowledge of effective
classroom teaching strategies (professional
development provided by the system)
• Be able to teach students to value and
respect diversity in the classroom
• Use research-based best practices
• Build knowledge of different cultures
• Infuses knowledge about diverse cultural
perspectives into everyday life
• Educator knows how to embed culture in
curriculum and instruction
• Mastery of multiple cultural points of view
• Understand history of oppressed groups
• Ability to transform the curriculum to
enable students to learn new concepts,
issues, events, and themes from the
perspectives of diverse racial and cultural
groups
• Knowledge of issues (content)
• Differentiated instruction/assessment
• Differentiating instruction to reach all
learners (students and adults)
• Adapt assessment to reflect the knowledge
and skills of the students

Demonstrate Respectful and welcoming verbal
and non-verbal Interaction Skills
• Ability to forge relationships of quality
with someone from a different culture
• Willingness to apologize
• Empathy
• Ability to bridge differences and build
community
• Empathy; ability to see other’s perspective
• Active listener
• Cross-cultural, interpersonal skills
• Ask questions when you don’t know
• Ability to ask questions
• Ability to listen deeply
• Sensitivity and flexibility to reflect on
personal biases while demonstrating
exceptional listening skills.
Organizational/Institutional Indicators
• Everyone should be able to promote
cultural competence
• Measurable accountability
• Recognize the level and limits of
your/organizations’ ability to address
culture
• Cultural competence is part of a mission
that we see on campus daily
• Awareness of laws and policies affecting
learners
• Improvement goals for the institution
around multicultural issues
• Ongoing training and education and
ongoing staff development
• Reduces achievement gap; ensures the
success for all students
• Open to formative assessment/evaluation
of equity
• Mechanism for feedback from diverse
stakeholders
Conduct community dialogue around values
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INDICATORS OF CULTURAL COMPETENCE CONTINUED
Recruits/Supports the Success of a Diverse Staff
• Recruitment/retention of
bilingual/bicultural staff at all levels
• Knowledge of flexibility in hiring
• Uses resources targeted for diverse student
for their benefit; identifies and attracts
resources (communities, families, etc)
• Creates welcoming, safe, respectful,
collaborative environment; recruits and
supports diverse staff
Be Aware of Key Concepts: Privilege,
Affirmative Action, Assimilation vs. Pluralism
• Proactively address institutional bias in
curriculum
• Institutional material review for bias
• Be able to address issues of cultural bias
• Acknowledge institutionalized racism
Cross-Cultural Conflict Resolution
• Be able to manage conflict and turn it into
a “teachable moment”

High Expectations for All
• Establish high expectations
• Expect the best
• Being able to “really teach”
• Be prepared for anything
• Multiple approaches
• Knowledge of demographics of students,
staff, and community
• Know who they are serving
Multi-Lingual Communication
• Be bicultural and bilingual
• Understand language differences [?]
subtleties
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CONFERENCE NOTES: STAKEHOLDER ROLES
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

ASSOCIATIONS
What others think you should do
Action Plans (developed by each stakeholder group)
6
Months
Research – data collection
• Continue collaborative work (OEA, OSBA,
Professional development
COSA, OSPA, OABE, OSPRA)
Literature
•
Continue professional development
Policy statements
opportunities (OEA Minority Affairs
Collective bargaining assistance (more
Leadership Conference, OSBI)
collaborative, less adversarial)
•
Advocate
Promote sharing of ideas/information
•
Raise awareness, share information and
Support
resources
Advocate for cultural proficiency in K-12 schools
•
Help identify model programs and
and other levels (16-20+)
practices/share experiences and issues
Advocate cultural competence as a contract issue
•
Show connection between cultural
for teacher and administrators
competence and closing the gap
Clearinghouse for information
•
Website links
Develop action plan to role out
Recruit for diversity
1 Year
Networking information
• Collaboratively present “program” to diverse
Walk the talk
groups around the state
Advance legislation
• Provide leadership, direction and resources to
Resource support
promote recruitment/retention
Provide opportunity to enhance cultural
• Showcase best practices
competence among members through advocacy
• Work with ODE and NWREL to be a
and resources
clearinghouse for calendaring of
Support teachers, districts, and schools
events/workshops/conferences
Facilitate dialogue that includes cultural
• Assess where we’re going – how we’re doing
competence
• Support diverse candidates
Educate about the needs of various groups
Build bridges for consensus seeking
5 Years
Coalition building
• In addressing retention of diverse staff, how
Internalize organization responsibility
do we impact the community climate to also
be inclusive
• Continue assessment feedback on how we’re
doing
• Build collaborative relationship with subject
area organizations (TESOL, math teachers,
social science, etc)
• What can we do to replenish the poll as the
knowledge base retires?
• Mentoring, support of new teachers, etc
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CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

DISTRICT LEADERS
What others think you should do
Action Plans (developed by each stakeholder group)
6
Months
Assign lead person to cultural competency
• Assign lead person but create leadership
Assist school leaders to achieve goals they set
density
Pay good people good money
•
Identify and allocate resources
Set the tone for the district – equity valued
o Professional development
Have courage
•
Develop
a plan
Money for staff release time
o
Vision/mission
setting
Resources
o
Goal
setting
Learn then teach
o Strategies
Include cultural comp etency in district mission
o Identify resources
statement and improvement plan
•
Community
and family engagement
Provide staff development opportunities
o Share data and vision
Yield to the experts
• Replicate and celebrate exemplars and best
Examine hiring practices
practices
Support funding needs where diverse needs exist
• Establish and set the tone for Board, school
Not “equal funding” but “equitable funding”
administration, staff, and community with
Model and support cultural competency
courage and determination
Make room for cultural competency in more
• Start conversations – examine language
venues
o Internal
Hold principals accountable
o External
Create/foster environment that are welcoming –
• Collegial support
mentoring across cultures
• Leadership development
Hold schools accountable and guide through
o Consistent and insistent
implementation
Include cultural competency in performance
1 Year
evaluation
• Recruitment practices and incentives
Reward creativity
• Examine hiring practices
Vision and goal setting for cultural competency
o Recruitment
Establish observational protocol that questions
o Training
whether effective practices are in place
o Retention
High expectations for all schools
• Implement plan
Policy development
• Accountability systems and evaluation
Community engagement – meeting w/ community
• Review, revise and develop polices
stakeholders
o Specific policy relating to cultural
Replicate and celebrate exemplars and cultural
competency
competency best practices
o Inclusion of cultural competency in
all existing policies
5 Years
• Ongoing monitoring and re-assessment

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 54

CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
•
•
•
•
•
•
•
•
•
•
•
•

•
•
•
•
•
•
•
•
•
•

HIGHER EDUCATION AND COMMUNITY COLLEGES
What others think you should do
Action Plans (developed by each stakeholder group)
6
Months
Cultural competency evaluation
• Push legislature on open enrollment into
Bring teachers into COE to teach graduate
community college and university
students
•
Higher education coordinate meeting to share
Make it easier for minority students to attend
best practices and resources
(including undocumented)
o develop online support process
Infuse cultural competency in pre-service
o common website/database (OUS)
programs instead of single course in multicultural
• Faculty self-assessment – where are the holes?
education
• Begin system enlightenment
Recruit, hire, retain diverse faculty and students
• Use New York Times offer
Expose pre-service candidates to diverse students
• Investigate “grow your own” non-traditional
Partner with school district to further cultural
students
competency issues
Research and disseminate best cultural
1 Year
competency practices
• Course evaluations/curriculum
Model cultural competency in classroom teaching
• Recruit culturally competent faculty – policy
Are the right people in place for change?
review, systems level, salary
Offer/require courses which teach diversity issues
• Lobby legislature
All faculty develop their own “cultural
• Develop deeper partnership with diverse K-12
competencies” by engaging in self-reflection first,
schools
then model in classes – be open to own areas of
• CTL, CCL, CAL, school psychology license
blindness
content
Outreach to K-12 students
• Assessment of per-service students
Select highly qualified candidates for licensure
• Research questions
Take risks to push issues; infuse difficult issues
• Pre-service educators develop knowledge
into conversations
about alternatives to licensure requirements
Build bridges with other stakeholder groups
Return research back to schools in understandable
5 Years
form – usable research
• Attract resources to support diverse student
Work with licensing agency in developing
population and improve access and support for
standards and measures for cultural competency
success (negotiate system mentoring)
of educators
• Research outcomes
Expand awareness and tools for practicing
cultural competency across disciplines
Provide funding to facilitate progress
Graduate only culturally competent candidates
Facilitate resources for teachers and other
educational personnel

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 55

CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

LEGISLATURE
What others think you should do
Action Plans (developed by each stakeholder group)
6
Months
Accountability
• Accountability
Public information sharing (“bully pulpit”)
• Enforce bills (ex: Multicultural Curriculum
Grants
bill, Oregon History bill)
Mandates/statues
•
Read reports on cultural competency and
Provide incentive funds and resources
follow up
Enforce bills (ex: Multicultural Curriculum bill,
•
Realistic laws and support to promote policy
Oregon History bill)
and funding with timelines and
Identify incentive packages for recruiting teachers
implementation as it relates to cultural
and administrators of color
competency
Read reports on cultural competency and follow up
•
Identify stable funding for education and
Allow avenues for undocumented students to access
equitable funding for diversity
higher education
•
Statutory authority for standards for cultural
Legislate cultural competency at all levels
competency
Listen
•
Make laws re: cultural competency
Realistic laws and support to promote policy and
•
Walk the talk
funding with timelines and implementation as it
•
Collaboration between legislative and
relates to cultural competency
executive branches on education agenda
Tie administrator distribution formulas to spending
•
Advocate for money at federal level
Identify stable funding for education and equitable
•
Spend time in schools to develop
funding for diversity
understanding of schools and school issues
Bring in and listen to experts
related to cultural competency
Provide for affordable housing and healthcare
Hold other bureaucracies accountable for educating
students
1 Year
Examine and take lead on equity and access issues
• Identify incentive packages for recruiting
for all students
teachers and administrators of color
Statutory authority for standards for cultural
•
Bring in and listen to experts
competency
• Examine and take lead on equity and access
Make laws re: cultural competency
issues for all students
Walk the talk
• Support for minority teachers (recruitment and
No unfunded mandates related to cultural
training)
competency
• Legislature will be held accountable for
Don’t micro-manage
monitoring cultural competency initiatives
Funding
(ongoing)
Support for minority teachers (recruitment and
• Fund schools and schools of education to
training)
develop culturally competent teachers
Legislature will be held accountable for monitoring
(ongoing)
cultural competency initiatives
• Provide thoughtful leadership to effect
Site visits
systemic change re: cultural competency
Fund schools and schools of education to develop
o Utilize a variety of tools, methods as
culturally competent teachers
a legislative body and as individuals
Collaboration between legislative and executive
branches on education agenda
5 Years
Spend time in schools to develop understanding of
• Funding
schools and school issues related to cultural
competency
Support the Dream Act (federal)
Advocate for money at federal level
Reward and promote best practices
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CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
OREGON D EPARTMENT O F EDUCATION
What others think you should do
Action Plan (developed by each stakeholder group)
Summit participants created an extensive list of
6 Months
tasks/actions for ODE. The ODE group organized the list
• Gather stakeholders to develop a cultural
of tasks/actions into categories (color-coded).
competence plan
• Review then align federal rules and stat rules,
Professional Development
policy
• Data collection
• Expand material information
• Civil Rights compliance review
• Add to the CDIP review process and other
• Accountable standards\
accountability measures
• Accountability
• Focus effort on diversity of staff
• Capitalize on flexibility of NCLB
• Add to existing professional development
• Setting expectations, monitor, review
• Capitalize on NCLB (?)
• Cultural competency training of trainers for
educators
1 Year
• Professional development list/activity –
• Set state standard
accountability to the state showing how districts
• Assessing /publishing best practice
meet cultural competency requirements
information
• Require a second language from kindergarten
• Professional development opportunities
OARs
• Continue the dialogue
• Establish accountability structure and standards
• Legislative activity
• Hold K-12 responsible for integration of cultural
• Identify/gather data and report best practice
competency issue
• Monitor the implementation
5 Years
• Gather data – track progress
Accountability (goals, mission, assessment)
• Publish district guidance
• Monitoring implementation – measure and report
• Revise state policy
• Assessments that are not culturally biased
• Trend analysis
• Revisit mission statement
• Analyze curriculum standards
• Use inclusive lens/district Improvement Plans
• Staff diversification and ongoing training at
• Rethink assessments and advocate at state and
ODE
federal level for change – what really helps?
.
Resources
• Funding local initiatives
• Publication/dissemination of best practices
• Diversity staff (recruit and support)
• Follow money for diverse groups funding
• Grants
• Legislative advocacy
• Identify resources
• Provide support through resources, time and
training
Best Practices
• Modeling best practices
• Provide information on best practices
• Model cultural competency collaboration with
state agencies (ex: work currently with DHSHealthy Students Learn Better)

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 57

CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
OREGON D EPARTMENT O F EDUCATION
What others think you should do
Action Plan (developed by each stakeholder group)
Materials
• Curricular support and materials
• Integration of multicultural education in
curriculum standards – across the agency
• Include cultural competency materials in state
approval process
Policy
•
•
•
•
•
•
•

Guidance to districts
Alignment and integration with federal rules and
regulations
Research
Inclusive policy
Develop standards for cultural
competency/proficiency for students and teachers
Policy interpretation
Clarify policies

Convene/Plan
• Convene leaders of key stakeholders to develop
an implementation plan
• Provide forums for teacher/school district input
• Act as coordinating entity between different
institutions efforts
Develop statewide strategic plan bringing stakeholders
together
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CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

SCHOOL LEADERS
What others think you should do
Action Plans (developed by each stakeholder group)
6
Months
Protect teachers from too many agendas
• Recruit and hire culturally competent staff
Staff development
• Develop a plan for increasing cultural
Support and advocate
competence among school leaders (support
Encouragement
group)
Model, facilitate, sustain cultural competence
•
Create a dialogue/conversation among school
Promote an environment of cultural inclusivity for
staffs to strengthen the learning community
addressing issues
and increase cultural competence
Promote high expectations for all (students, parents,
•
Model culturally competent behavior (e.g.,
teachers)
respectful, safe, high achievement for all)
Encourage the system to work
Be a role model for students and parents
1 Year
Develop staff opportunities for growth at the building
• Set annual SIP that reflect cultural
level – develop community
competence
Involve schools in appropriate endeavors promoting
o Establish plan for staff development
cultural competence
o Allocate resources according to SIP
Create a school wide dialogue
• Include Title I and ELL goals and evaluation
Assure students a safe and welcoming environment
of goals with SIP
Hire bilingual staff and those who possess cultural
• Communicate with district employees
competence – annually evaluate for cultural
(including superintendent) about need for
competence
commitment to increase cultural competence
Disseminate information on cultural competence
throughout the district
Create school climate that reflects respect and
• Align SIP with district goals (incorporate
belonging for all
cultural competence into goals at both levels)
Learn about the wider educational community of
• Develop methods for assessing/evaluating the
school
cultural competence of teachers,
Develop building plans for cultural competence –
administrators, staff
clear SIP goals)
Provide resources
5 Years
Provide feedback
• Sustain culturally competent school culture
Model: “walk the talk”
and climate (i.e., climate is not dependent on
Establish learning communities
one person or a few)
Demand accountability
• Increase pool of skilled administrators who
Actively recruit culturally competent individuals
are also bilingual
Become a part of all communities
Reflect district goals
Establish environment
Encourage, educate, value, embrace
Get out in the community – outreach
Work collaboratively
Be vigilant
Identify exemplary practices
Creative approaches to assessment
Demonstrate principled, ethical behavior
Communicate with all families
Set a tone of respect
Set building improvement goals
Evaluate district leaders et al
Ongoing self-assessment for school
Supervise teaching and learning for curriculum
oversight and teacher evaluation for multicultural ed
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CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
TEACHERS AND COUNSELORS
What others think you should do
Action Plan (developed by each stakeholder group)
Professional Development
6 Months
• Professional development
• Promote respect and collegiality
• Promote respect and collegiality
• Training/incorporating strategies
• Training/incorporating strategies
• Ask for help
• Self-reflection on practices
• Look beyond obvious behavior for
reasons/causes (in-services)
• Link students with community
• Understand how to communicate and
• Documentation of cultural competency training
advocate for parents and families
(portfolio)
•
Create a welcoming environment
• Ask for help
• Model respect and cultural competency
• Teacher empowerment – mentor one another
behaviors
• Curriculum (knowing curriculum) that reflects
•
Create an inclusive classroom
diversity
• Look beyond obvious behavior for reasons/causes
• Know the curriculum and students
(in-services)
• Hold student accountable
• Distributive leadership model
• Tread lightly/empower the students
• Knowledge of historical perspectives, multiple
• Communicate with and advocate for families
perspectives – demographic shifts/trends, learning
• Teach the whole child
styles
• Become a lifelong learner
• Demonstrate cultural competency in work
• Self-reflection on priorities
samples and lesson plans
• Advocate for one another
• Understand how to communicate and advocate for
parents and families
1 Year
• Share student stories with stakeholders
• Link students with community
• Teacher empowerment – mentor one another
Classroom/Community
• Share student stories with stakeholders
• Create a welcoming environment
• Model respect and cultural competency behaviors
• Embrace and implement standards
5 Years
• Create an inclusive classroom
• Documentation of cultural competency
• Know the curriculum and students
training (portfolio)
• Hold student accountable
• Curriculum (knowing curriculum) that reflects
diversity
• Tread lightly/empower the students
•
Knowledge of historical perspectives, multiple
• Develop/deliver curriculum that reflects diversity
perspectives – demographic shifts/trends,
• Assign work samples that are culturally unbiased
learning styles
• Communicate with and advocate for families
•
Demonstrate cultural competency in work
• Implement practices that reflect multiple
samples and lesson plans
perspectives and learning styles (differentiated
• Embrace and implement standards
instruction)
• Develop/deliver curriculum that reflects
• Teach the whole child
diversity
• Assign work samples that are culturally
Personal Development
unbiased
• Become a lifelong learner
• Implement practices that reflect multiple
• Self-reflection on priorities
perspectives and learning styles (differentiated
• Apply competencies and believe it
instruction)
• Distributive leadership model
• Apply competencies and believe it
• Advocate for one another
• Distributive leadership model
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CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

TEACHER STANDARDS AND PRACTICES COMMISSION (TSPC)
What others think you should do
Action Plans (developed by each stakeholder group)
6
Months
Diversify staff
• Update Civil Rights workshops – improve/rePut teeth in student summary reports re: cultural
approving for July 2003
competency
•
Keep cultural competency in work sample (no
Train evaluators for program approval
plans to change)
Strengthen civil rights workshop
•
New administrator licensure standards – hearings
Ensure culturally competent educators
July 2004
Senate Bill 690
•
More outreach to teachers, administrators, and
Develop reciprocity between states and countries for
counselors for information
licensure
Incorporate cultural competency into CTL
1 Year
Expand Civil Rights exam
• Work with professions to prioritize cultural
Build expectations for cultural competency into
competency
initial licensure requirements
• Accept alternative experience (out-of-country
Revoke licenses for culturally incompetent behavior
teachers)
Accountability
• Provide alternatives for diverse candidates
Policies to diversify workforce
(reciprocity states)
Work with professions to prioritize cultural
• Communication issues
proficiency
o Listen to stakeholders/policy
Expect high cultural proficiency standards in
o Web: best practices from other states (examples,
program approval
bibliographies, exemplars)
Adopt cultural competency standards for educator
o Licenses for alternative paths
licensure
• Review rules of culturally competent standards
Identify core competencies
• Review role of cultural competence in all levels
Provide alternatives for diverse candidates
of licensure
Accept professional experiences/courses for
5 Years
licensure
• Program approval
Identify best practices/knowledge (other states –
o Collaborate with higher education to develop
more global)
cultural competency standards (include active
Listen, communication, outreach
“other’ culture exposure/experience)
Do not allow teacher licensure without exposure to
o Develop measurable cultural competency
another culture besides their own
component in teacher preparation curriculum
Mandate teacher prep programs and hold higher
o Hold higher education accountable for cultural
education accountable
competent candidates
Collaborate with higher education to develop
o Set high standards for “fitness to teach” for
cultural competency standards
cultural competency from life to death
Have a cultural comp etency component with
o Train program evaluators
measurable component
• Revise rules, after review, to achieve high cultural
Maintain website of best practice ideas, example,
competency standards including possible
bibliographies, exemplars
revocation of licensure for culturally incompetent
Keep cultural competency component in work
behavior
Redo/revise/improve Civil Rights workshop and
• Establish cultural competency endorsement
materials and PDF file
(possibly)
Facilitate sharing of mo del programs and practice
• Upgrade TSPC policies for cultural competency
New administrative licensure standards
alignment
Resources for university assessments (w/ flexibility)
• Ensure licensed educators are culturally
Set high standards for “fitness to teach” as it relates
competent
to capacity to achieve cultural competency from life
o New workforce
to death
o Existing workforce
Ensure that ESOL/Bilingual endorsement moves to
• Require cultural competence for licensure
include cultural competency
renewal
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CONFERENCE NOTES: STAKEHOLDER ROLES CONTINUED
OTHERS
What others think you should do
Business
• Provide opportunities to students to address
equity
• Resources for special projects
• Support adequate tax base for quality education
for all
Student, Parents, Community
• Have a voice – get involved in the dialogue
• Help the school system – hold them accountable
for the standards for cultural competency
• Respect the classroom – keep kids in class
Governor
• Advocate for funds at the federal level
• Reward best practices, share ideas
• Work with legislature to promote and fund
training and reward models
Media
•
•
•
•
•
•

Promote education and cultural competency
Inform community
Highlight accomplishments
Responsible reporting
Combat stereotypes
Tell good stories as the norm – they sell and
inspire

School Boards
• Link to community
• Expect progress reports

Other
•
•
•
•
•
•
•
•
•

Action Plans (developed by each stakeholder group)
6 Months
• Involve more student, parents and community
in cultural competency dialogue and hold
school to standards
• Increase student attendance and parent
involvement with social support services
1 Year
• Annual progress reports, report cards from
ODE
Ongoing
• SB 770 Tribal governments
• SB 690 Native languages
• SB 103 Multicultural Educational Research
and Reform Implementation of Oregon
Alaskan native statewide Indian Education
Plan
• Communication with and recognition of
Native Americans
• Inform public, good press
Misc
•
•
•
•

Provide opportunities for students to address
equity
Resources for special projects
Corporate and industry stakeholders to invest
in the community
Create partnerships with educational
institutions which foster cultural competency

SB 770
SB 690
SB 103
Implementation of Oregon Alaska Native
statewide Indian education plan
Communication with Native Americans and
recognition
Parents as stakeholders
Corporate and industry stakeholders
Invest in the community
Create partnerships with educational institutions
which foster cultural competence
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CHRONOLOGY OF KEY STATEWIDE INITIATIVES IMPACTING
DEVELOPMENT OF A DIVERSE K-12 E DUCATOR WORKFORCE *
1970s
1980s
1991
1995
1996

19971999
1998

1999
2000
2001

2001
2001
2002
2002

2002

2003

Teacher Standards and Practices Commission required completion of a Discrimination Workshop
for the licensing out of state teachers.
Underrepresented minority scholarship programs implemented by Board of Higher Education:
Portland Teacher Program, Underrepresented Minority Undergraduate Program. (In mid-1990s,
programs were re-directed by federal mandate to support students by diversity.)
Legislature passed Minority Teacher Act of 1991; hearings held biennially to review progress.
Teacher Standards and Practices Commission required teacher preparation programs to have
outcomes related to diversity. These are reviewed during TSPC program site visits.
Governor John Kitzhaber signed Executive Order EO-96-30 in recognition of the important
relationship between state government and federally recognized Indian tribal governments
located in Oregon. The initiative established a forum to maximize intergovernmental relations
through a cluster arrangement. An Education Committee developed from this effort.
Board of Education identified a “citizen” goal for K-12 students that related to diversity.
Joint Boards of Education (Board of Education/Board of Higher Education) considered diversity
in the educator workforce, recommending this is an important “common” issue for multiple
boards/groups to address and proposing the development of an “Action Plan for Diversity in the
Educator Workforce.”
Legis lature passed senate Bill 103 relating to multicultural education policy of public schools.
Board of Higher Education expanded its definition of diversity to move beyond definitions
categorizing underrepresented people by race/ethnicity.
Oregon University System produced 10-year study of preparation of teachers by race/ethnicity
for “Minority Teacher Act Report” on behalf of state agencies, community colleges, and
universities for Legislature. New sections were added to extend reporting beyond counting
numbers/percentages of underrepresented minorities in education pipeline, to include campus and
statewide in recruitment, curriculum enhancement, task forces, centers, research, etc.
Oregon University System conducted national study of state policies on cultural competence
requirements for K-12 educators, with findings presented to Legislature and stakeholder groups.
Oregon Quality Assurance in Teaching Project, O-QAT (State Title II Teacher Quality
Enhancement) developed teacher education website that included category on “Diversity” at
<http://www.ous.edu/aca/studies.htm > Major reports on diversity reside at this site.
Oregon Association of Colleges of Teacher Education (OACTE) held “Statewide Diversity
Forum” for faculty information sharing on practices to better prepare teachers for new cultural
competence expectations.
Oregon University System institutions, including representatives from Colleges of Education,
participated in “2002 SB 770 Statewide Training” to learn more about the Government-toGovernment process, Oregon’s tribes, tribal customs, and needs.
Oregon Association of Teacher Educators (OACTE) and Oregon Quality Assurance in Teaching
(O-QAT) co-sponsored “Statewide Forum on Multiculturalism & Teacher Education,” attended
by 176; forum provided information on practices to better prepare teachers for new cultural
competence expectations; keynote speaker was James Banks, University of Washington.
Oregon University System produced “Minority Teacher Act Report” on behalf of state agencies,
community colleges, and universities for the Legislature. Sections beyond required counting of
numbers and percentages of underrepresented minorities in education pipeline, to include campus
and statewide in recruitment, curriculum enhancement, task forces, centers, research, etc.
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CHRONOLOGY OF KEY STATEWIDE INITIATIVES IMPACTING
DEVELOPMENT OF A DIVERSE K-12 EDUCATOR WORKFORCE CONTINUED
2003
2003
2003
2003
2003
2003
2004
2004

2004

Oregon Department of Education with SB103 Advisory Committee develo ped/adopted preamble
and definition elements of multicultural education, resulting in Program Guidelines for
Multicultural Education.
Teacher Standards and Practices Commission proposed Cultural Competency Plan for Action to
its Commission.
Eugene School District’s LEAD project (“Leadership for Education Achievement in District”)
funded by Wallace Foundation’s national leadership initiative established performance indicators
and measures for cultural competence to assess K-12 school administrators
Oregon Association of Colleges of Teacher Education (OACTE) sponsored campus-based
meetings to enable Education & Arts/Sciences faculty to review their campus-based diversity
initiatives, as part of the O-QAT project.
Oregon Association of Colleges of Teacher Education (OACTE) established “Subcommittee on
Diversity” to plan an expanded agenda for future action.
Oregon University System published third edition of The OUS Native American Resource Guide.
State Action for Educational Leadership (SAELP) project funded by Wallace Foundation’s
national K-12 leadership initiative received Trailblazer’s award to sponsor “Cultural Competency
Summit.” Planning for summit began in February 2004, for meeting scheduled in May.
Invitational “Cultural Competency Summit” funded by Wallace Foundation to SAELP, to be
held at Lewis and Clark College. Estimated 96 attendees to include state policy makers, college
and university teacher and administrator preparation programs (deans + their faculty who teach
multiculturalism classes), legislators, K-12 school leaders, others.
Oregon Department of Education received a continuation grant for the State Action for
Educational Leadership Project (SAELP) funded by the Wallace Foundation. The three-year
initiative will address leader development and conditions of practice for educational leadership,
in relation to cultural competency, K-12 Literacy, and high school reform.

*Does not include campus-specific initiatives that support diversity in the educator
workforce.
See http://www.ous.edu/aca/OACTEdiversity.htm for further details of the Oregon
University System initiatives addressing diversity.

May 2004
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OREGON LEGISLATIVE BUDGET NOTE
The following budget note, as expressed by the 2003 Ways and Means Subcommittee on
Education, reflects the state’s policy focus on diversity and the needs of students of color. This
legislative priority directs the Oregon Department of Education to coordinate statewide
initiatives to enhance cultural competency, training, mentoring, and recruitment of minority
educators in Oregon.

1. The Department (of Education) will report on the status of cultural competency of education
staff. The report shall include the status of coordination with the Teacher Standards and
Practices Commission (TSPC) and the Higher Education System (OUS) in defining
proficiencies for teachers and administrators for demonstrating cultural competence,
incorporating training into teacher pre-service programs, and establishing regional training
cadres.
2. The Department will report on the status of recruitment, training and retention of a culturally
diverse work force, including consideration of a long-range plan for diversification of
Oregon's education workforce in partnership with universities, TSPC, OEA and school
district HR directors. The plan will include review of an Oregon Teacher Incentive program
to offer financial incentives and tuition reimbursement to underrepresented teachers who
work in high- need Oregon schools and the Oregon Teacher and Administrator Mentor
Program to focus support for an induction program targeted to retaining new minority
teachers.
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STATE LEGISLATIVE HISTORY RELATED TO CULTURAL COMPETENCY
The following pages contain current Oregon statute that relate to the development of cultural
competency:
1.
2.
3.
4.

Multicultural Education Act
Minority Teacher Act
Oregon Teacher Corps
Beginning Teacher and Administrator Program
***

MULTICULTURAL EDUCATION ACT
336.113 Multicultural education; advisory committee. (1) The Superintendent of Public
Instruction shall direct the Department of Education to increase efforts to:
(a) Evaluate the distribution of ethnic, racial and cultural backgrounds of the public school
students of Oregon and the use of demographic data by school districts for curricula and program
planning as reflected in school districts’ consolidated improvement plans;
(b) Examine strategies to inform school district boards, school administrators, teachers,
parents of students and the public about multicultural and diversity laws and policies;
(c) Identify and review exemplary multicultural curricula for different grade levels based on
the needs of Oregon’s public school students;
(d) Identify and review strategies to integrate a multicultural education program with other
education programs of school districts; and
(e) Evaluate how current laws on diversity and multicultural education are being
implemented and applied at the state and school district leve ls.
(2) The superintendent shall:
(a) Seek federal and other funds to develop and implement multicultural education;
(b) Seek federal and other funds to provide funding and technical support for school districts
to develop and implement multicultural curricula and educational programs; and
(c) Report to the State Board of Education on the funds available, the success in obtaining
funds, the plans to develop and implement multicultural education and the development of a
system for evaluation.
(3) The superintendent may appoint an advisory committee to accomplish the requirements
of this section. The superintendent and the advisory committee shall seek and incorporate input
from the business community, educators and minority representatives that reflect the
demographics and geographic regions of this state. [1999 c.1042 §1]
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MINORITY TEACHER ACT
342.433 Definitions for ORS 342.433 to 342.449. As used in ORS 342.433 to 342.449 and
351.077:
(1) “Minority” means a person who is:
(a) A person having origins in any of the black racial groups of Africa but who is not
Hispanic;
(b) A person of Hispanic culture or origin;
(c) A person having origins in any of the original peoples of the Far East, Southeast Asia, the
Indian subcontinent or the Pacific Islands; or
(d) An American Indian or Alaskan Native having origins in any of the original peoples of
North America.
(2) “Teacher” includes a teacher or an administrator. [1991 c.434 §6; 1993 c.45 §175]
342.435 [1977 c.635 §8; repealed by 1981 c.469 §6]
342.437 Goals. The State of Oregon is committed to ethnic-racial equity and, therefore, it is
the goal of the state that by the year 2001 the number of minority teachers, including
administrators, employed by school districts and education service districts shall be
approximately proportionate to the number of minority children enrolled in the public schools of
this state. [1991 c.434 §2]
342.440 [1971 c.755 §2; repealed by 1973 c.536 §39]
342.443 Reports to legislature; comparative data; data collection. (1) The Education and
Workforce Policy Advisor shall report biennially to the Legislative Assembly longitudinal data
on the number and percentage of:
(a) Minority students enrolled in community colleges;
(b) Minority students applying for admission to public four-year institutions of higher
education;
(c) Minority students accepted in public four- year institutions of higher education;
(d) Minority students graduated from public four-year institutions of higher education;
(e) Minority candidates seeking to enter public teacher education programs in this state;
(f) Minority candidates admitted to public teacher education programs;
(g) Minority candidates who have completed approved public teacher education programs;
(h) Minority candidates receiving Oregon teaching licenses based on preparation in this state
and preparation in other states;
(i) Minority teachers who are newly employed in the public schools in this state; and
(j) Minority teachers already employed in the public schools.
(2) The advisor also shall report comparisons of minorities’ and nonminorities’ scores on
basic skills, pedagogy and subject matter tests.
(3) The Oregon University System, the Department of Education, the Teacher Standards and
Practices Commission, community colleges and school districts shall cooperate with the advisor
in collecting data and preparing the report. [1991 c.434 §3; 1997 c.652 §30]
342.445 [1977 c.635 §9; renumbered 342.485]
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MINORITY TEACHER ACT CONTINUED
342.447 Plans for recruitment, admission, retention and graduation of minority teachers;
rules. (1) The State Board of Higher Education shall require each public teacher education
program in this state to prepare a plan with specific goals, strategies and deadlines for the
recruitment, admission, retention and graduation of minority teachers.
(2) The state board shall review the plans for the adequacy and feasibility of the plans and,
after making necessary revisions, shall adopt the plans.
(3) The state board shall adopt rules governing:
(a) The contents of the plans;
(b) The state board’s initial and biennial review process, including timetables for revising
plans; and
(c) Other matters necessary for carrying out the provisions of ORS 342.433 to 342.449 and
351.077. [1991 c.434 §4]
342.449 Short title. ORS 342.433 to 342.449 and 351.077 shall be known and may be cited
as the Minority Teacher Act of 1991. [1991 c.434 §1]
342.450 [1965 c.390 §1; 1969 c.647 §1; repealed by 1973 c.536 §39]
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OREGON TEACHER CORPS
329.757 Oregon Teacher Corps. (1) There is hereby created an Oregon Teacher Corps
program within the Oregon Student Assistance Commission to encourage the entry of certain
qualified persons into the teaching profession through the use of forgivable student loans for
those who complete three years of successful teaching in a public school in this state.
(2) All programs in ORS 329.757 to 329.780 are subject to the availability of funds
appropriated therefor. [Formerly 348.120; 1999 c.704 §5]
329.760 [Amended by 1953 c.538 §2; renumbered 330.145]
329.765 Administration of corps. (1) The Oregon Student Assistance Commission shall
administer the Oregon Teacher Corps program insofar as practicable in the same manner as the
loan program under ORS 348.050 is administered and make rules for the selection of qualified
applicants.
(2) Eligibility for the Oregon Teacher Corps is limited to those prospective teachers whom
the Oregon Student Assistance Commission determines to have graduated, or currently rank, in
the top 20 percent of their high school or college class. The commission shall assess each
applicant’s potential for teaching through such means as essays written by the applicant, letters
of recommendations from teachers and others, descriptions of relevant teaching experiences, and
other appropriate measures. Allowance shall be given for those applicants whom the commission
determines to be in at least one of the following categories:
(a) Minority individuals as defined in ORS 200.005;
(b) Prospective teachers in scarce indorsement areas, as defined by the Teacher Standards
and Practices Commission; or
(c) Prospective teachers who agree to teach in remote and difficult to serve school districts in
this state.
(3) Recipients of loans under ORS 329.757 to 329.780 shall be enrolled at least half time in
an approved teacher education program at an Oregon institution of higher education. [Formerly
348.125; 1999 c.704 §6]
329.770 [Amended by 1953 c.513 §3; renumbered 330.155]
329.775 Loans; amounts; interest; repayment; waiver of repayment. (1) Upon approval
of the loan application of an eligible student by the Oregon Student Assistance Commission, the
commission may lend an amount from the Oregon Teacher Corps Account to the student in
compliance with this section. The loan shall be evidenced by a written obligation but no
additional security shall be required. Notwithstanding any provision in this section, the
commission may require cosigners on the loans.
(2) Loans granted under this section to eligible students by the commission shall:
(a) Not exceed $2,000 in a single academic year to an undergraduate student enrolled in a
teacher education program leading to a basic or initial license.
(b) Not exceed $4,000 in a single academic year to a graduate student enrolled in a teacher
education program leading to a basic or initial license.
(c) Not exceed $8,000 for all loans made to a student under this section.
(3) Borrowers are required to pay at least seven percent interest per annum on the unpaid
____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 70

OREGON TEACHER CORPS CONTINUED
balance from the date of the loan as provided in subsection (4) of this section.
(4)(a) Repayment of the principal and accruing and deferred interest on loans shall be
commenced not later than 12 months after the student’s completion of the teacher education
program or other termination of the student’s education. Repayment of loans under ORS 329.765
shall be delayed for the period of time the student is teaching at least half time in a public school
in this state but becomes payable under the usual terms if the student ceases teaching before
completing three full years. Repayment of loans shall be delayed up to three years upon
application of the borrower showing inability to locate suitable employment.
(b) Repayment shall be completed in a maximum of 120 months from the time repayment is
commenced. However, nothing in this section is intended to prevent repayment without penalty
at an earlier date than provided in this section or to prohibit the commission from extending the
repayment period to a date other than permitted by this subsection.
(5)(a) An eligible student who receives a loan under this section, preparing to be an
elementary or secondary school teacher in this state, is not required to repay a loan made under
this section if the student completes:
(A) At least three years of equivalent full-time teaching in a public elementary or secondary
school within the five-year period following completion of the teacher education program in this
state; or
(B) At least three years of teaching under a full- time contract working at least three- fourths
time in classroom teaching and no more than one-fourth time not in classroom teaching duties
during regular school hours in a public elementary or secondary school within the five-year
period following completion of the teacher education program in this state, as approved by the
Oregon Student Assistance Commission upon written request of the borrower.
(b) Repayment of remaining principal and interest shall be waived upon the death or total and
permanent disability of the borrower. [Formerly 348.130; 1997 c.383 §8; 1999 c.704 §7]
329.780 Oregon Teacher Corps Account; use. (1) There is established in the State
Treasury separate from the General Fund an account to be known as the Oregon Teacher Corps
Account into which shall be deposited all repayments of loans with interest to the Oregon
Student Assistance Commission pursuant to ORS 329.775. Any interest accruing to the account
shall be credited thereto.
(2) Amounts in the account established under subsection (1) of this section are continuously
appropriated to the Oregon Student Assistance Commission for the purposes of ORS 329.757 to
329.780 and the Oregon Opportunity Grant program under ORS 348.260. [Formerly 348.135;
1997 c.28 §1; 1999 c.704 §8; 1999 c.1070 §10]
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BEGINNING TEACHER AND ADMINISTRATOR PROGRAM
329.790 Findings on teacher and administrator programs. The Legislative Assembly
finds that:
(1) The quality of teaching and administration in the public schools is of vital importance to
the future of this state;
(2) This state has a special interest in ensuring that the induction of beginning teachers and
administrators into their profession enhances their professional growth and development by
making a positive impact on student learning; and
(3) The formal assignment of mentors who have demonstrated the appropriate subject matter
knowledge and teaching and administrative skills should substantially improve the induction and
professional growth of beginning teachers and administrators in this state, as well as provide
mentors with additional and valuable opportunities to enhance their own professional growth.
[Formerly 342.784; 2001 c.317 §3]
329.795 Beginning teacher and administrator program established; district
participation; use of grants. (1) The State Board of Education shall establish a beginning
teacher and administrator mentorship program to provide eligible beginning teachers and
administrators in this state with a continued and sustained mentorship program from a formally
assigned mentor teacher or administrator.
(2) Any district is eligible to participate in the mentorship program.
(3) Two or more school districts may operate jointly a mentorship program if they meet all
the requirements of ORS 329.790 to 329.820.
(4) Educational consortia established for approved teacher or administrator education
credentialing programs pursuant to rules of the Teacher Standards and Practices Commission are
eligible to operate a mentorship program to serve beginning teachers and administrators in a
participating school district if:
(a) All moneys received as grants-in-aid for the mentorship program are administered by the
participating school district to provide direct services to beginning teachers and administrators;
and
(b) All other requirements of ORS 329.790 to 329.820 are met.
(5) To the extent practicable, school districts may coordinate with institutions of higher
education in the design, implementation and evaluation of mentorship programs.
(6) All programs in ORS 329.790 to 329.820 are subject to the availability of funds
appropriated therefor. [Formerly 342.786; 2001 c.317 §4]
329.800 Application; content. (1) Each school district that wishes to participate in the
beginning teacher and administrator mentorship program shall submit a formal application to the
Department of Education. The application shall include:
(a) The names of all eligible beginning teachers and administrators employed by the school
district and a description of their assignments and extracurricular duties;
(b) The names of mentors selected by a school district and a description of their assignments
and the endorsement area in which they are licensed; and
(c) A description of the proposed mentorship program, which must provide a minimum of 90
hours of direct contact between the mentors and beginning teachers and administrators, including
observation of or assistance with assigned duties.
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BEGINNING TEACHER AND ADMINISTRATOR PROGRAM CONTINUED
(2) The school district shall certify in the application that no eligible beginning professional
educators are or may be under a conditional license, except as provided in rules of the Teacher
Standards and Practices Commission. [Formerly 342.788; 2001 c.317 §6]
329.805 Grants-in-aid; amount; distribution; rules. (1) Subject to ORS 291.232 to
291.260, the Department of Education shall distribute grants- in-aid to qualifying school districts
to offset the costs of beginning teacher and administrator mentorship programs. A qualifying
district shall receive annually up to $3,000 for each full- time equivalent beginning teacher and
administrator approved for support.
(2) If the funds are insufficient for all eligible proposals, the Department of Education shall
award grants on a competitive basis, taking into consideratio n geographic and demographic
diversity.
(3) The State Board of Education may adopt such rules as it considers appropriate for the
distribution of grants- in-aid under this section.
(4) A district that is determined by the Department of Education to be in violation of one or
more of the requirements of ORS 329.790 to 329.820 may be required to refund all grants-in-aid
moneys distributed under ORS 329.790 to 329.820. The amount of penalty shall be determined
by the State Board of Education. [Formerly 342.790; 2001 c.317 §7]
329.810 Workshops for mentors and beginning teachers and administrators. After
consulting with representatives of teachers, administrators, school boards, schools of education,
the Oregon University System and such others as it considers appropriate, the Department of
Education shall develop or approve workshops to provide training for mentors and beginning
teachers and administrators in programs qualifying for grants-in-aid under ORS 329.790 to
329.820. [Formerly 342.792; 2001 c.317 §8; 2001 c.382 §5]
329.815 Mentor teachers and administrators; selection; stipend. The selection, nature and
extent of duties of mentor teachers and administrators shall be determined by the school district.
The following guidelines shall apply:
(1) A teacher or administrator may not be designated as a mentor unless willing to perform in
that role;
(2) For purposes of actions taken under ORS 342.805 to 342.937:
(a) A mentor teacher or administrator may not participate in the evaluation of a beginning
teacher or administrator assigned to the mentor; and
(b) Any written or other reports of a mentor regarding a beginning teacher or administrator
assigned to the mentor may not be used in the evaluation of the beginning teacher or
administrator;
(3) Each mentor shall complete successfully a training workshop provided or approved by
the Department of Education while participating in the beginning teacher and administrator
mentorship program; and
(4) The stipend received for each beginning teacher or administrator may be used by the
school district to compensate mentors in addition to their regular duties or to compensate other
individuals assigned duties to provide release time for teachers or administrators acting as
mentors. [Formerly 342.794; 2001 c.317 §9]
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BEGINNING TEACHER AND ADMINISTRATOR PROGRAM CONTINUED
329.820 Evaluation of programs. The Department of Education shall be responsible for the
regular and ongoing evaluation of programs under ORS 329.790 to 329.820 and may contract for
such evaluation. The evaluation shall include, but not be limited to, assessments of the following:
(1) A survey and follow-up of all eligible mentors, beginning teachers and administrators and
appropriate school district officials, to assess satisfaction with and the effectiveness of the
beginning teacher and administrator mentorship program;
(2) The amount and quality of the contact time between mentors and beginning teachers and
administrators;
(3) The effectiveness of workshops and other training;
(4) The effectiveness of the mentorship program in the retention of new teachers and
administrators in the school district;
(5) The desirability of extending this assistance program to students participating in teacher
and administrator preparation programs; and
(6) Student performance on statewide and other assessments. [Formerly 342.796; 2001 c.317
§10]

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 74

MAY 19 2004 C ULTURAL COMPETENCY SUMMIT ROSTER
Harriet Adair
Area Director
Portland Public Schools
PO Box 3107
Portland 97208-3107
503 916-2000
hadair@pps.k12.or.us
Jan Albrecht
Director of Graduate Studies
Concordia University
2811 NE Holman St
Portland 97211
503 493-6231
jalbrecht@cu-portland.edu
Gus Balderas
Principal
Peter Boscow Elementary
452 NE 3rd Ave
Hillsboro 97124-3195
503 648-3137
balderasg@hsd.k12.or.us
Chris Boatwright
Teacher
Lebanon SD
485 S. 5th Street
Lebanon 97355-2602
541 451-8511
chris_boatwright@lebanon.k12.or.us
Dew Anna Brumley
Director of Teacher Education
Warner Pacific College
2219 SE 68th Ave
Portland 97215
503 517-1080
dbrumley@warnerpacific.edu

Karen Adams
Teacher
Westside Elementary
410 SW 4th St.
Madras 97741-1210
541-475-4820
kvadams@509j.net
Eduardo Angulo
Director
Salem/Keizer Coalition for Equality
PO Box 4296
Salem 97302
503 363-3909
Eduardoangulo@bigplanet.com
Marita Baragli
Diversity Coordinator
Oregon Dept. of Human Services
rd
5690 SW 3 Avenue
Portland, OR 97219
503 731-4002 xt889
marita.baragli@state.or.us
Meredith Brodsky
Director of Teaching Research
WOU
345 Monmouth Ave.
Monmouth 97361
503 838-8824
brodskm@wou.edu
Pat Burk
Deputy Superintendent
ODE
255 Capitol St. NE
Salem OR 97310
503 378-3600 xt2222
patrick.burk@state.or.us

Shauna Adams
Family & Community Involvement Coordinator
Portland Public Schools
st
3215 NE 61 Ave.
Portland, OR 97231
503 282-0851
sladams@pps.k12.or.us
Mark Ankeny
Associate Dean/School of Education
George Fox University
414 N. Meridan St. #6068
Newburg 97132
503 554-2838
mankeny@georgefox.edu
Greg Bell
Trainer
GregBell Consulting
PO Box 12650
Portland 97212
503 963-8817
greg@gregbell.net
Julie E Brown
PSU Graduate School of Education
Teacher Program
PO Box 751
Portland 97207-0751
503 725-4696
jebrown@pdx.edu
Scott Butterfield
Principal
Lee Elementary
5650 Venice St SE
Salem 97306
503 399-3134
butterfield_scott@salkeiz.k12.or.us

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 75

Dana Buttler
University of Portland
5000 N. Willamette
Portland 97203
503 246-4581
buttler@up.edu
Carolyn Carr
License Program Coordinator
PSU
Portland 97207-0751
503 725-4694
carrc1@pdx.edu
Johanna Cena
Teacher
Tigard-Tualatin SD
6960 SW Sandburg St.
Tigard 97223-8039
503 431-4000
jcena@ttsd.k12.or.us
Krista Chronister
Associate Professor/Counseling Psychology
5252 U of O
Eugene 97403-5251
541 346-2415
chronisterk@uoregon.edu
Sean Cruz
Legislative Aide
Senator Avel Gordly
10809 NE Fremont St.
Portland, OR 97220
503 288-0837
sean.cruz@state.or.us

Remie Calalang
Multicultural Coordinator.
Bethel SD
4640 Barger Drive
Eugene 97402-1297
541 607-1454
rcalalang@bethel.k12.or.us
Maria Carrillo
Teacher
Sunset HS
13840 NW Cornell Road
Portland 97229-5403
503 259-5050
maria_carrillo@beavton.k12.or.us
Tatiana Cevallos
Bilingual Literacy Coordinator
Heritage Elementary
440 Parr Road
Woodburn 97071-5568
503 981-2850
tcevallos@woodburn.k12.or.us
Maria Ciriello
Dean/School of Education
Univ. of Portland
5000 N. Willamette Blvd
Portland 97203
503 943-7135
ciriello@up.edu
Larry Dashiell
Principal
Jefferson HS
5210 N. Kerby Ave
Portland 97217-2699
503 916-5180
ldashiel@pps.k12.or.us

Krissa Caldwell
Strategic Teams Manager
Comm. Coll. & Workforce Develpmt.
255 Capitol St. NE
Salem 97310
503 378-8648 xt236
krissa.caldwell@state.or.us
Susan Castillo
State Superintendent
ODE
255 Capitol St. NE
Salem 97310
503 378-3600 xt2209
susan.castillo@state.or.us
Vickie Chamberlain
Executive Director
TSPC
465 Commercial St. NE
Salem 97301
503 373-1260
vickie.chamberlain@state.or.us
Peter Cookson
Dean
Lewis & Clark College
0615 SW Palatine Hill Rd.
Portland 97219-7899
503 768-7000
cookson@lclark.edu
Maria De La Melena
Teacher
Reynolds School District
2801 SW Lucas
Troutdale 97060-1287
503 491-1935
maria_delamelena@reynolds.k12.or.us

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 76

Martha Dietz
Teacher
Madras SD
445 SE Buff
Madras 97741
541 475-7308
mdietz@509j.net
Lou Farrow
Interim Director
Confederated Tribes of the Umatilla
PO Box 638
Pendleton 97801
541 276-3165
loufarrow@ctuir.com
Loretta Fitterer
Teacher
Sunset Elementary
300 E. Catherine Avenue
Hermiston 97838-1889
541 667-6700
fittererl@hermiston.k12.or.us
Ernestina Garcia
Director of Oregon Migrant Ed Service Center
WESD
2611 Pringle Rd SE
Salem 97302-1533
503 488-5330
tina.garcia@wesd.org
Senator Avel Gordly
Oregon Senate
900 Court St. NE, S302
Salem 97301
503 986-1723
sen.avelgordly@state.or.us

Phyllis Edmundson
Dean/Graduate School of Education
PSU
PO Box 751
Portland 97207-0751
503 725-4697
edmundp@pdx.edu
Jonathan Fernow
Title III TOSA
Hillsboro SD
3083 NE 49th Pl.
Hillsboro 97124-6009
503 844-1500
fernowj@hsd.k12.or.us
Linda Forest
Associate Dean/Academic Programs
U of O
College of Education
Eugene 97403-5251
541-346-1607
forrestl@darkwing.uoregon.edu
Sylvia Garcia
Teacher
Gervais HS
PO Box 195
Gervais 97026-0195
503 792-3656
sylvia_garcia@gervais.k12.or.us
Cathy Gwinn
Chair
TSPC
rd
10480 SW 63 Drive
Portland 97219
503 259-3845
cathy_gwinn@beavton.k12.or.us

Karen Edwards
Coordinator of Teacher Education
TSPC
465 Commercial St. NE
Salem 97301
503 373-1260
karen.edwards@state.or.us
Teresa Ferrer
Consultant
OEA
6900 SW Atlanta St 1 Plaza SW
Portland 97223-2513
503 684-3300
teresa.ferrer@oregoned.org
Connie Garcia
Teacher
Central HS
1530 Monmouth St.
Independence 97351-1097
503 838-0480
cogarcia@central.k12.or.us
Jay Gense
Student Learning Partnerships
ODE
255 Capitol St. NE
Salem 97310
503 378-3600 xt2361
jay.genes@state.or.us
Emilio Hernandez
State Board Member
State Board of Education
1018 N. 1st St.
Springfield 97477-3706
541 346-0882
ehjr@oregon.uoregon.edu

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 77

Linda Herrera
Camp Project Director
Chemeketa Community College
4000 Lancaster Bldg 2, Rm 230
Salem 97309
503 589-7764
herl@chemeketa.edu
Michael Jaeger
Dean/School of Education & Business
EOU
One University Blvd.
La Grande 97850
541 962-3682
mjaeger@eou.edu
Kris Kain
President
OEA
6900 SW Atlanta St. 1 Plaza SW
Portland 97223-8598
503 684-3300
kris.kain@oregoned.org
Johnny Lake
Graduate Teaching Fellow
U of O
Dept of Ed Leadership
Eugene 97403-5267
541 346-5185
jalake@darkwing.uoregon.edu
Margaret Mahoney
Coordinator of Licensure & Accreditation
College of Education
U of O
Eugene 97403-5251
541-246-1491
mmahoney@darkwing.uoregon.edu

Elaine Hopson
State Representative
Oregon Legislature
PO Box 656
Tillamook 97141
503 288-0837
rep.elainehopson@state.or.us
Lionel Johnson
George Fox University
Project Access & Equity Coord
414 N. Meridian St. #6068
Newberg, OR 97132
503 554-2842
zjohnson@teleport.com
Cynthia Khawaja
Teacher
Harold Oliver Intermediate
15811 SE Main
Portland 97233-3297
503 762-3207
cynthia_khawaja@centennial.k12.or.us
Terry Leary
Equity & Diversity Coordinator
Eugene 4J SD
200 N. Monroe
Eugene 97402-4295
541 687-3338
leary@4j.lane.edu
Carol Mack
Associate Dean, School of Education
PSU
PO Box 751
Portland 97207-0751
mack@pdx.edu

Kent Hunsaker
Executive Director
COSA
707 13th St. SE, Ste 100
Salem 97301-4035
503 581-3141
kent@cosa.k12.or.us
Shawn Jones
Academic Dean
Cascade College
9101 E. Burnside
Portland 97216
503 255-7060
sjones@cascade.edu
Kris Kibbee
Teacher
Ash Creek Intermediate Ctr
1610 Hoffman Road
Monmouth 97361
503 838-0030
kkibbee3@attbi.net
Virginia LeRoux
Teacher
Hedrick M.S.
1501 East Jackson Street
Medford 97504-7091
541 482-5700
Virginia.leroux@hdms.medford.k12.or.us

Charles Martinez
Director, Latino Research Team
Oregon Social Learning Center
th
160 East 4 Ave.
Eugene 97401
541 485-2711
charlesm@osic.org

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 78

Kevin McCann
OSBA
PO Box 1068
Salem 97308-1068
541 740 0299
kmccann@osba.org
Nancy Meltzoff
Associate Professor of Education
Pacific University
40 East Broadway Ste 250
Eugene 97401
541-485-6812 xt.16
meltzofn@pacificu.edu
Bonnie Morihara
Program Associate
OUS
Acad. Affairs/PO Box 3175
Eugene 97403
541 346-5770
bonnie_morihara@ous.edu
Marsha Moyer
Director, Employee Staffing
Salem-Keizer SD
2450 Lancaster NE
Salem 97305
503 399-3061
moyer_marsha@salkeiz.k12.or.us
Patricia Pickles
Chief Academic Officer
PPS
PO Box 3107
Portland 97208-3107
503 916-3203
ppickles@pps.k12.or.us

Phil McCullum
Administrator/Licensing Program
U of O
Dept of Ed Leadership
Eugene 97403
541 346-0804
pmccullu@oregon.uoregon.edu
Keith Menk
TSPC
523 NW Heather Pl
Sublimity 97385
503 769-9727
keith.menk@state.or.us
Laurie Moses
Principal
South Eugene HS
th
400 E. 19
Eugene 97401-4190
541 687-3201
moses@4j.lane.edu
Nathan Nguyen
Asian Family Center
4424 NE Glisan St
Portland 97213
503 235-9396
apanocommunity@yahoo.com
Larry Ramirez
Teacher
Vale Union High
505 Viking Drive
Vale 97918-1499
541 473-0272
lramirez@vale.k12.or.us

Maureen McGlynn
Curriculum Resource Director
Chemeketa Community College
PO Box 14007
Salem 97309
503 399-6145
maureen @chemeketa.edu
Nicolasa Mohs
Director of Migrant Ed
WESD
2611 Pringle Rd SE
Salem 97302-1533
503 588-5330
nicolasa.mohs@wesd.org
Jean Moule
Associate Professor
School of Education
OSU
Corvallis 97331
541 737-3529
moulej@oregonstate.edu
Carlos Perez
Deputy Superintendent
Hillsboro SD
3083 NE 49th Place
Hillsboro 97124
503 844-1500
perezc@hsd.k12.or.us
Debra Robinson
TSPC Commissioner
Parkrose MS
11800 NE Shaver
Portland 97220-1498
503 408-2937
robindeb@parkrose.k12.or.us

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 79

Ignacio Robles
Principal
Henry Hill Elem.
750 5th St.
Independence 97351-1899
503 838-6982
irobles@central.k12.or.us
Hilda Rosselli
Dean College of Education
WOU
345 No. Monmouth Ave.
Monmouth 97361
503 838-8371
rossellih@wou.edu
Clementina Salinas
Superintendent
Oregon Trail SD
PO Box 547
Sandy 97055-0547
503 668-5541
salinasc@ortrail.k12.or.us
John Shuford
Center on Diversity & Community
U of O
110 Gerlinger Hall
Eugene 97403
541 346-3212
shuf@oregon.edu,
Courtney Vanderstek
Assistant Executive Director
OEA
6900 SW Atlanta St. 1 Plaza SW
Portland 97223-8598
503 684-3300
courtney.vanderstek@oregoned.org

Susan Rodriguez
Principal
Echo Shaw Elem
914 S. Linden St
Cornelius 97113-6505
503 359-2489
srodriguez@fgsd.k12.or.us
Tom Ruhl
Associate Professor, Administrator Education
Lewis & Clark Coll.
0615 SW Palatine Hill Rd
Portland 97219-7899
503 768-6088
ruhl@lclark.edu
Linda Samek
Director of Teacher Education
Western Babtist Coll
5000 Deer Park Drive SE
Salem 97301
503 375-7019
lsamek@wbc.edu
Loretta Smith
Field Representative
Senator Ron Wyden
700 NE Multnomah Ste 450
Portland 97232
503 326-7525
loretta_smith@wyden.senate.gov
Yvette Webber-Davis
Director of Diversity Planning
OUS
Acad. Affairs/PO Box 3175
Eugene 97403
541 346-5727
yvette_webber-davis@ous.edu

Peggy Ross
Director of Affirmative Action
Governor's Office
155 Cottage St. NE
Salem 97301
503 373-1224 x26
peggy.c.ross@state.or.us
James Sager
Education Advisor
Governor's Office
100 Public Service Bldg.
Salem 97310
503 378-3921
jim.sager@state.or.us
Sho Shigeoka
Counselor
Westview HS
th
4200 NW 185
Portland 97229-3050
503 259-5240
sho_shigeoka@beavton.k12.or.us
Michael Tanner
Associate Professor
Warner-Pacific College
2544 Lily Ave.
Eugene 97408
541 349-8718
dtanner@ram-mail.com
Chuck White
Director of Personnel & Curriculum
Sillver Falls SD
210 East C Street
Silverton 97381-1444
503 873-5303
white_chuck@silverfalls.k12.or.us

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 80

Tabitha Whitefoot
Coordinator Of Native American Center
PSU
2208 SE Ivon
Portland 97202
503 239-8539
tabithawhitefoot@hotmail.com
Elaine Yandle-Roth
CCWD
255 Capitol St. NE
Salem 97310
503 378-8648
Elaine.yandle-roth@state.or.us

Nan Willis
Interim Associate Dean of Teacher Education
NCC
828 E 11th Avenue
Eugene 97401
541 343-1641
nwillis@nwcc.edu
Holly Zanville
Associate Vice Chancellor
Office of Academic Affairs
OUS PO Box 751/PO Box 3175
Eugene 97403
541 346-5726
holly_zanville@ous.edu

Carol Witherell
Teacher Education
Lewis & Clark College
0615 Palatine Hill Rd.
Portland 97219-7899
503 768-6011
csw@lclark.edu
Jan Zarate
Teacher
Madras HS
390 SE 10th St
Madras 97741-1525
541 475-7266
jezarate@509j.net

Felice Nudelman
Reporter
New York Times
229 W. 43rd St.
New York, NY 10036-3959
212 556-4581
nudelf@nytimes.com
Nanci Schneider
Senior Program Advisor
NWREL
101 SW Main Ste 500
Portland 97204-3297
503 375-9557
nancischneider@aol.com

Kathleen O'Connell
Education Sales Director
New York Times
1205 Tropical Ave
Pasadena CA 91107
626 351-0771
oconkm@nytimes.com

OBSERVERS
Ed Dennis
Chief of Staff
ODE/Office of Superintendent
255 Capitol St NE
Salem 97310
503 378-3600 xt2216
ed.dennis@state.or.us
Gwenn Stover
Director of Development & Communication.
Lewis & Clark College
0615 SW Palatine Hill Rd.
Portland 97219-7899
503 768-6044
stover@lclark.edu

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 81

STAFF
Brienne Carpenter
Educational Administration
Lewis & Clark College
0615 Palatine Hill Rd.
Portland 97219-7899
503 768-6082
brienne@lclark.edu
Rob Larson
Director of SAELP & Federal Liaison
ODE
255 Capitol St. NE
Salem OR 97310
503 378-3600 xt2354
Rob.larson@state.or.us
Anna Richter Taylor
Communications Officer
ODE
255 Capitol St. NE
Salem 97310
503 378-3600 xt4421
anna.taylor@state.or.us

Carolynn Gillson
Executive Assistant
ODE/Office of Educational Policy
255 Capitol St. NE
Salem 97310
503 378-3600 xt.4509
carolynn.gillson@state.or.us
John Lenssen
ODE Education Specialist
School Community Partnerships
255 Capitol St. NE
Salem 97310
503 378-3600 xt2709
john.lenssen@state.or.us

Elise Huggins
Ed Specialist
th
1423 NE 19 Ave.
Portland 97310
(503) 331-9868
elisehuggins@msn.com
Vicki Willis, Facilitator
Asst. President for Organization Development
Chemeketa Community College
PO Box 14007
Salem, OR 97309
503 584-7268
wilv@chemeketa.edu

____________________________________________________________________________________________________________________________________________________________

Oregon Department of Education
Cultural Competence Summit Proceedings

Susan Castillo, Superintendent of Public Instruction
Page 82

ADDITIONAL RESOURCES ON CULTURAL COMPETENCY
American Institutes for Research (AIR) Resources on Cultural Competence
http://www.air.org/cecp/cultural/default.htm
Howard, Gary R. (1999). We can't teach what we don't know: white teachers, multiracial
schools. New York: Teachers College Press.
Intercultural Communication Institute, http://www.intercultural.org/icihome.swf
Lindsey, R.B., Robins, Kikanza Nuri, Terrell, Raymond D. (2003). Cultural proficiency: a
manual for school leaders. Thousand Oaks: Corwin Press, Inc.
National Center for Cultural Competence, http://gucchd.georgetown.edu//nccc/
New York Times Leadership for Learning Project with Wallace Foundation (includes the
following essays on Cultural Competency), www.nytimes.com/college/collegespecial3/
Oregon Report Card: An Annual Report to the Legislature on Oregon Public Schools, Oregon
Department of Education, http://www.ode.state.or.us/resources/annreportcard/rptcard2003.pdf
Paley, V. G. (1979). White teacher. Cambridge: Harvard University Press.
SAELP I Studies and Reports (currently housed at the OUS Research Studies and Reports
website), http://www.ous.edu/aca/SAELP/
Spring, J. (2000). The intersection of cultures: Multicultural education in the United States and
the global economy. Boston: McGraw Hill.
Wallace Foundation - Education Leadership Project
www.wallacefoundation.org/WF/GrantsPrograms/FocusAreasPrograms/EducationLeadership/
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