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A MESSAGE FROM BRUCE DEWAR, CHIEF EXECUTIVE OFFICER,
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When people reach out to different ethno-cultural groups in the community,
they begin a wonderful journey of adventure. That journey can take difficult and
challenging turns but with commitment and an openness to new ideas, it can bring
many rewards. Reflecting the Community: A Guide for Building Culturally Responsive
and Inclusive Organizations has been produced to help organizations and community
groups build meaningful relationships with cultural groups located in their own
backyards.
The earlier the process of diversity planning begins, the sooner an organization gains
a deeper understanding of the needs within their community so they can deliver
more relevant programs and services. By making that commitment to reach out, they
begin the process of building a stronger community.
Bruce Dewar,
Chief Executive Officer
2010 Legacies Now

Diversity, generally understood and embraced, is not
casual, liberal tolerance of anything and everything
not yourself. It is not polite accommodation. Instead,
diversity is, in action, the sometimes painful awareness
that other people, other faces, other voices, other
habits of mind, have as much integrity of being, as much
claim on the world as you do…And I urge you, amid all
the differences present to the eye and mind, to reach
out to create the bond that…will protect us all. We are
meant to be here together.
–William M. Chase from “The Language of Action”
The Workbook, Vol. 19, No. 1, Spring 1994
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Purpose of the Guide
The purpose of this guide is to help individuals, organizations, and groups
that provide services and programs to the public to be responsive to the
cultural diversity in the communities they serve.
The guide could also be useful for specific ethno-cultural groups to
strengthen and enhance their relationships with other cultural groups in the
wider community. While the aim of the guide is to assist organizations to
involve different cultural groups in their community, it can also be used by
organizations wishing to become generally more inclusive.

Who could use the Guide
The guide could be beneficial to a number
of organizations such as community service
organizations, community planning and
development committees, community
agencies, board members, staff, volunteers,
program and event organizers, policy
makers, service providers, and so on.

Content of the Guide
The content includes ideas for building
a culturally responsive organization,
suggestions on how to go about achieving
this objective, and ways to assess the
results. The guide provides information
for people who are genuinely interested
in reaching out to diverse cultural groups
in order to make their organization more
culturally responsive. The guide user is
encouraged to assess their organization,
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determine the areas that require action,
and set some objectives for becoming a
culturally inclusive organization.

Motivation for using the
Guide
By using the guide, you will:
• Get a picture of what a culturally
responsive organization looks like
• See examples of how other organizations
have become culturally responsive
• Be encouraged to select and apply
tools and techniques to increase your
organization’s cultural responsiveness
• Realize that it is possible to make your
organization more culturally responsive,
even by taking small, gradual steps
• Be encouraged to reach out to cultural
groups not now involved in your
organization or its programs

INTRODUCTION

• Be able to assess what you are doing well
regarding cultural responsiveness, and
check on your progress
• Experience the benefits of being
culturally responsive
• Enjoy the sense of adventure in
the journey

An Important Note about
the Process of Becoming
Culturally Responsive
The reality is that, for many people, it is a
huge risk to step outside their own culture
to reach out to members of different cultural
groups. You may feel insecure, and lacking
in both confidence and competence. If you
are feeling uncertain about all the things
that you do not know, you are not alone.
You are going through the same experience
as other people who have successfully done
this work.
Discouragement is part of the process
of any community outreach work. Each
apparent setback prepares you to deal
with the next one. Don’t be discouraged
by a lack of enthusiasm or indifference. Be
encouraged by the politeness and interest
that you will encounter. You will go through
the full range of experiences, and this is all
part of the process of achieving
the benefits.

Start small, and view it as an adventure.
Think of it as a journey that will give you an
experience that you cannot have any other
way. You can conquer your insecurity by
recognizing it as an opportunity to learn.
Genuinely wanting to learn is always valued
and respected, and is much more acceptable
than:
• not making the attempt to know
• pretending to know but really not
knowing
• imposing what you think is right for
others
• assuming that you do know (which is
often wrong)
Remember, you do not have to do this
alone. Using a team approach with a small
group from your organization, including
board members and volunteers, can be very
exciting. You can also recruit some members
from the cultural groups that you want to
reach out to, people whom you or others in
your organization know, and invite them to
help you.
So, see your position of “not knowing” as a
precious gift. Value it! Use it to give yourself
an opportunity for:
• going on a learning adventure
• respecting those who can teach you
• taking a risk
• increasing your knowledge, skills and
community connections
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PART ONE: CULTURAL RESPONSIVENESS

Part One

Cultural
responsiveness
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What is Cultural Responsiveness?
Cultural responsiveness is based on values
that include:
• respect for cultural differences
• respect for human dignity
• respect for civil rights
• equality of opportunities
• accessibility of programs and services
• inclusion of diverse cultural groups in all
aspects of the organization
• fairness
• service to members of diverse cultural
groups in the community
• the importance of culture

A culturally responsive organization has
these values and continually takes action to:
• become aware of the culturally diverse
groups in their community
• develop basic knowledge about cultural
practices and customs of different
cultural groups
• develop skills to effectively serve
different cultural groups in their
community
• promote awareness and accessibility of
programs to diverse cultural groups
• collect feedback from different cultural
groups about its operations and program

Factors that Lead to Success in
Cultural Responsiveness
In becoming a culturally responsive
organization, research indicates that
progress is associated with the following
factors:
• commitment at the senior levels of the
organization
• designated staff responsibility
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• supporting policies
• encouraging and motivating employees
• valuing and promoting open discussion
among all staff and volunteers
• support for staff and volunteer
development in diversity training
• regular reviews of progress
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EXAMPLE: One Organization’s Path to Cultural
Responsiveness
The Family Center – the
Circle of Change*
At a staff meeting, the issue of diversity was
brought up, “[The community] is changing,
our client-base is not. There are only a
few staff of color; we are mostly a white,
female, middle and upper-middle-class
organization.”
The organization, led by the executive
director at that time, embarked on a journey
that has brought progress, hardship at
times, but remarkable change that has
only served to strengthen and keep the
organization vital.
The beginning was not auspicious. There
was, in the organization’s own viewpoint, a
disastrous two-day retreat (run internally)
that polarized people and would have done
more harm than good if the leadership had

not recognized that “our arrogance got in
the way” and decided to start again – but
start differently with smaller conversations.
It took six to nine months, but the
organization made the work a key priority
(devoting business time to meetings and
activities) and:
• started smaller group conversations
• began formal cultural sharing
• did informal training – for instance,
identifying films to watch together and
to discuss
After the first year, the organization began
looking at its culture, policies and practices.
The organization’s commitment to action,
not just talking, enabled staff to develop
their knowledge and skills, including one
who grew in her capacity to train externally
on the issue of diversity.

Developing Skills for Culturally
Responsive Practice**
• awareness of one’s own culture and its
limitations
• developing solid knowledge about the
cultural groups being served
• openness to cultural differences

• oriented to learn from the cultural
groups being served
• locating and utilizing cultural indigenous
resources
• acknowledging cultural integrity

*Adapted from “Nonprofit Effectiveness—Inclusiveness Matters: The Case for Dialogues that Reach Across Difference,” Executive
Summary (2003). Third Sector New England website (www.tsne.org).
**from Green, James W. 1999. Cultural Awareness in the Human Services: A Multi-ethnic Approach, 3rd Edition. Needham Heights, MA:
Allyn and Bacon.
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Part Two

Why become
culturally
responsive?
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The main reason for becoming culturally responsive is to realize the
many benefits to your organization and the community. Other reasons
include government legislation, the multicultural reality of our society and
professional responsibility.

The Potential Benefits of Being
Culturally Responsive
For the organization
• improves customer service for a changing
clientele
• improves types and quality of programs
• increases creativity and innovation in
planning and problem solving
• increases the range of skills among staff
and volunteers
• increases sustainability and relevance of
the organization
• increases opportunities for community
partnerships
• improves reputation and image in the
community
• improves competitive advantage as a
community service organization
• increases potential to adapt to changing
community diversity
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For the board, staff and
volunteers
• introduces a sense of adventure and
excitement in their work
• encourages rewarding journeys of
discovery and exploration in the
community
• reduces their fear of taking risks
• encourages teamwork
• enhances their knowledge base of
the different cultural groups in the
community
• encourages learning about the resources
of diverse cultural groups
• improves their skills in working effectively
with different cultural groups
• widens their service networks
• increases the variety of their viewpoints
and perspectives
• improves feeling of being more
connected to the community
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For cultural groups in
the community
• reduces feelings of isolation and
segregation
• increases member participation and
involvement
• increases knowledge and skills
• strengthens human capital in the
community
• improves interaction between different
cultural groups in the community

• helps to build stronger, caring, and
cohesive local communities
• supports the social value of equality
• promotes the civil rights and citizenship
of community members
• strengthens the social, economic,
cultural, artistic, and recreational
development of the community

Government Legislation
In addition to the above benefits, legislation
at both federal and provincial levels requires
that services be provided to members of
society in a way that is respectful of their
culture.

3 (h) generally, carry on government 		
services and programs in a manner 		
that is sensitive and responsive to
the multicultural reality of
British Columbia.

The British Columbia Multiculturalism Act
(1993)
3 (g) Recognize the inherent right of 		
each British Columbian, regardless 		
of race, cultural heritage, religion, 		
ethnicity, ancestry or place of origin
to be treated with dignity, and
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The Canadian Human Rights Act (2002)
Chap. H-6, 5. It is a discriminatory 		
practice in the provision of 			
goods, services, facilities or
accommodation customarily 		
available to the general public
a) to deny, or to deny access 		
to, any such good, service, facility
or accommodation to any individual, or
b) to differentiate adversely in 		
relation to any individual, on a 		
prohibited ground of discrimination.

The Canadian Charter of Rights and Freedoms
(1981)
Equality Rights
15. (1) Every individual is equal before
and under the law and has the right
to the equal protection and equal
benefit of the law without 		
discrimination and, in particular,
without discrimination based
on race, national or ethnic origin,
colour, religion, sex, age or mental 		
or physical disability.

The Multicultural Reality of Our
Society
Canada is one of the most multi-ethnic
countries in the world and cultural diversity
is a defining feature of our society.

Organizations that serve our communities
must take into account this cultural diversity
in their planning and delivery of programs.

Professional Responsibility
Program planners and service providers
generally belong to organizations that
have a philosophy or a set of principles
that guide their work. Other staff belong
to professions that have ethical codes of
conduct that govern their practice. In
both cases, these principles or codes of
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conduct emphasize values of inclusion,
and respect for people regardless of their
culture, ethnicity or ancestral background.
So, ensuring that programs and services are
available to diverse cultural groups in the
community is responsible practice.

PART THREE: HOW TO BECOME A CULTURALLY RESPONSIVE/INCLUSIVE ORGANIZATION

Part Three

How to become
a culturally
responsive/
inclusive
organization
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How to Use this Section
This section is divided into two steps. The first step – Working With
Your Organization – contains information and exercises to help your
organization become more culturally responsive. It will guide you in
transforming your organization’s commitment by establishing a Vision,
expanding your Mission Statement, increasing diversity among your staff
and volunteers, adjusting policies, and improving the delivery of
programs and services.
The second step – Working With Your Community – gives you tools and
information to help your organization respond to the cultural diversity in
your community. It will assist you in getting to know the various cultural
groups in your community. It offers ideas on how to establish contacts
and build relationships, involve members of diverse cultural groups in
your organization, and increase your organization’s responsiveness to
cultural diversity.
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STEP 1: Working with your
Organization

Working with your Organization
		
		
		
		
		
		
		
		

1.1 Develop the Commitment
1.2 Develop the Vision
1.3 Revisit your Mission Statement
1.4 Diversify the Composition of your Board, Staff and Volunteers
1.5 Make your Workplace Welcoming
1.6 Review your Organization’s Policies, Procedures and Practices
1.7 Develop Culturally Responsive Programs
1.8 Include Cultural Diversity in Program Evaluation
1.9 Assess your Organization’s Progress

1.1 Develop the Commitment
Depending on your organization’s current
level of cultural responsiveness, you may
have to develop, reaffirm, or strengthen your
commitment. Remember that an organization
is created by the individuals in it.

responsive and inclusive. As well, you and
your organization really have to want to do
this work. Learning how to do it becomes
the easy part if you really want to do it.
Wanting to do this work is also crucial to
keep the momentum going.

The values and commitment of the people
in the organization are key factors in
whether or not the organization responds
to cultural diversity. So, you have the
power to make your organization culturally
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EXERCISE: Self Assessment
An important starting point is for all the people working in the organization to do a self
assessment. To become culturally responsive, it is crucial that board, staff, and volunteers
answer two basic questions.
What is your personal commitment to incorporating diversity as a core value of the
organization?
Not
committed

Somewhat
committed

Very
committed

Where do you rank your
commitment to incorporating
cultural diversity as a core
value of the organization?

How do you personally respond to cultural differences?
We respond to cultural differences in a variety of ways. From the list below, check how
you respond. Feel free to add other items not on the list and to check all that apply.
 With a sense of curiosity
 With a desire to learn, instead of assuming “I know”
 Feeling insecure and uncertain about how to act around members of different
cultural groups
 Getting accurate information and becoming informed about the culture
 Becoming aware of differences in the culture, such as customs, protocols, etc.
 Understanding the significance and meaning of differences in the culture
 Believing that my cultural values are superior to others
 Being sensitive to and respecting cultural differences
 Getting acquainted with people from the cultural group
 Avoiding elements of the culture that are strange to me
 Attending and participating in events and activities of the cultural group
 Imposing my cultural values on others
 Experiencing differences by immersing myself in the culture
 Adopting and integrating some elements of a different culture into my own
 Rejecting elements of the culture that clash with my cultural values
 Avoiding contact with members of different cultural groups, when possible
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1.2 Develop the Vision
An organizational vision is a picture of what
you would like your organization to be in the
future. The vision is your picture of what
your organization would look like if it were
culturally responsive and inclusive. This is
not a wish list. It is what you really believe
can – and will – happen.

groups to participate. This would ensure
that the vision is supported by both your
organization and the community that you
serve. Involving members from different
cultural groups in developing the vision
can be very helpful in becoming a culturally
responsive/inclusive organization.

So, take some time out to visualize the
organization you would like to be. Use your
imagination. Be as creative as you can.

Once the vision is developed, members of
the board, staff, and volunteers should all
commit to it, and develop a plan to
achieve it.

You can develop the vision internally
with staff and volunteers. Or, you can
also invite members of different cultural
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EXAMPLE: Visioning Exercise
Staff and board members of the Harrison
Festival Society were interested in planning
what their organization should look like
five years into the future. A volunteer
facilitator assisted them with the process
of developing the vision. Staff and board
members set aside an afternoon to work on
the vision with the facilitator.
The facilitator took the participants through
an imaginary journey into the future. In
this imaginary world, five years had now
elapsed, and all their hopes and dreams for
their organization had now been realized.
Participants were asked to share what all
aspects of the organization and its programs
now looked like.

The process involved the following:
Individual visioning – Individual
members recorded their visions on
index cards.
Reporting to the whole group –
Sharing individual visions with the whole
group. This generated discussion and
stimulated additional visions.
Recording the collective visions –
After two weeks, collecting, collating,
and circulating all the visions to the
participants and asking them to identify
their own top priorities.
Deciding on the vision – Taking the
recommended priorities to the board
for decision and action.

1.3 Revisit your Mission Statement
An organization that wants to be culturally
responsive and inclusive should include
this as a goal in its Mission Statement and
similar documents. By doing so, you send
a clear message to board members, staff,
volunteers, and the community that you are
serious about valuing diversity and inclusion.
If you do not have a Mission Statement
or Statement of Purpose, you can use the
examples below to develop one for
your organization.

PAGE 18

If you already have a Mission Statement,
check its content. Make sure that it
indicates that your organization aims to
serve the diverse cultural groups in
the community.
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EXAMPLE: Mission Statements
The Law Foundation of B.C.
To use our income for the benefit of the
public of the province of British Columbia
by supporting programs that advance and
promote the rule of law and a just society.
The Law Foundation recognizes the diversity
of the people of British Columbia and
endeavours to be responsive to the diverse
public of British Columbia in its workforce,
board and grant making.
Association of Neighbourhood Houses of
Greater Vancouver
We are a volunteer-driven, community
service agency. Our mission is to make
neighbourhoods better places to live. Our
goal is to enable people to embrace their
lives and strengthen the communities. Our
challenge is to work with communities to
develop innovative programs and services
that meet the changing needs of a diverse
population.
We are children, youth, adults and seniors of
all races, all religions, all cultures, all abilities,
and all economic levels. We speak many
languages. We are men and women of all
sexual orientations. We value diversity. We
endeavour to reflect the diversity of our
neighbourhoods in our membership, our
Boards of Management, our volunteers and
our staff. We respect all neighbours. We
expect that all who come to our Houses,
all those who provide or who receive

services, will extend the same respect to all
those they meet here. Therefore, we will
act to promote the inclusion of all in our
Association and in our community.
The Catalyst Centre
The Catalyst Centre is a non-profit worker
co-op. Our legal name is “The One-Stop
Pop-ed Shop Worker Co-op.” The Catalyst
Centre celebrates and promotes innovative
learning, popular education, research
and community development to advance
positive social change.
Our Values
• Recognizing the uneven distribution of
political, economic and social power
in every aspect of our lives, we aim to
provide a forum for critical thinking
and collective learning.
• We believe in supporting research
by those who do not traditionally
have access to research monies and
infrastructure.
• We believe in creating a space where
communities can gather to draw on
the abundance of adult learning
experience and expertise.
• We recognize our differences - social,
cultural, political or otherwise - and
draw strength from our diversity. By
identifying the connections between
our struggles, we can take collective
action towards positive social change.
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1.4 Diversify the Composition of your Board, Staff
and Volunteers
Clearly, no organization can ever fully reflect
all the cultural groups in the community.
However, you can take steps to increase the
cultural diversity among the people in your
organization.

Board and volunteer
recruitment
Consider recruiting board members from
those cultural groups in the community that
are not currently represented in
your organization.
Encourage your board members, staff, and
volunteers to think about individuals from
different cultural groups who might be
approached to serve.
Ask people in your own network to
recommend potential board members and
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volunteers from different cultural groups,
or contacts who could suggest potential
volunteers.
Contact staff at ethno-specific organizations
and clubs in your community. Ask them for
the names of key contact people in their
cultural group, and suggestions of people
who may be willing to serve in
your organization.
Invite members of culturally diverse groups
to serve on special task forces, committees,
and working groups.
When new board members are elected,
match them with existing board members
in a buddy system to help orient them and
ease their way into working with
the organization.
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EXAMPLE: Volunteer Recruitment
One organization used the idea of hosting
a reception for potential volunteers. Lunch
was provided. Potential volunteers, who
were the guests, were seated together
with current board, staff, and volunteer
members of the organization. They chatted
informally over lunch and were able to ask
any questions they wished. They were taken
on a guided tour of the agency’s building to
observe the range of programs and activities.

Later, the organization followed up with
each of the potential volunteers to provide
additional information, and to invite them as
observers at a board meeting.

Staff recruitment

If no full-time staff vacancy exists, consider:
• Recruiting for part-time or project staff
positions from non-represented cultural
groups.
• Using student field work placements
from local high schools, colleges or
universities.
• Contracting with non-represented
groups for fee-for-service tasks.
• Using seconded staff from ethno-specific
organizations with whom you have
partnered.

When vacancies occur, seek applications
from cultural groups not yet represented in
your organization.
Ask people in your own network if they
could recommend potential candidates from
different cultural groups, or people who
could assist in finding potential applicants.
Advertise job postings in local community
and ethno-specific media, ethno-specific
organizations, clubs, businesses and
gathering places.
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EXAMPLE: Staff Recruitment
A community services agency did not have
any current staff vacancies. The agency
developed a project and submitted an
application for funding. An expressed goal
of the project was to hire a person from
the cultural group that the agency was
attempting to involve in its programming
and general operations.

Another agency arranged to have a
university student do her field practicum
at the agency. The student’s field work
assignment included developing a list of the
different cultural groups in the community
being served by the agency, as well as a
“bank” of their various resources. This
project helped to connect the agency with
several cultural groups in the community. As
well, the cultural groups that were contacted
learned more about the organization.

1.5 Make your Workplace Welcoming
The workplace can create a welcoming
atmosphere by having culturally diverse staff
or volunteers, as well as information and
symbols in the reception and waiting room
areas. These could include:
• approachable, friendly front-of-office staff
members
• photographs, posters showing people from
different cultural groups
• brochures, information sheets in different
languages
• books, magazines, toys, games that relate
to different cultures
• music from diverse cultures
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• art work created by people from different
cultural groups in the community
• pictures of people participating in
culturally diverse activities
• displaying a list of languages spoken
by staff
In general, the idea is to make sure the
environment is welcoming to people from
diverse cultural backgrounds. Seeing people
from different cultural backgrounds serving
as board, staff and volunteers sends a strong
message that the organization values cultural
diversity.
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EXAMPLE: Workplace Welcoming Initiatives
An agency on Vancouver Island did some
research on best ideas for making their
reception area a welcoming place to
members of different cultural groups. They
found that the most appreciated effort was
to display signs saying: “Welcome. We are
here to serve you.” in the various languages
of these groups.

One agency found that when they hired
staff from diverse cultures, people from
those cultural groups began to come to the
agency for services and programs.
The Law Foundation of British Columbia
has a plaque in the reception area showing
the different languages spoken by its staff
members. There is visible cultural diversity
among the staff members and on the Board
of Directors.
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1.6 Review your Organization’s Policies, Procedures and
Practices
Determine if your policies include objectives
related to cultural diversity.
Review policies relating to board, staff,
and volunteer recruitment, orientation,
and development. Examine what your
organizational policies state about the

composition of your board and staff. Look
at how you actually put these policies
into practice. For instance, if you have an
employment equity policy, is this
being followed?

EXAMPLE: Culturally Responsive Policies
An agency has put in place a policy on
the awarding of agency contracts. The
policy outlines the contracting process and
provides information on how to reach out to
the diverse communities that the
agency serves.

A ministry of the provincial government of
B.C. has established a culturally sensitive
employee sudden death protocol. The
protocol guidelines recognize and
respect the diverse customs and rituals of
members of different cultural groups in the
community.

Personnel policies and
practices

• The local community and ethno-specific
media are used for job postings.
• There is on-going training for all staff
and volunteers to help them develop the
knowledge and skills necessary to work
effectively with people from different
cultural groups. Also, the organization
has allocated sufficient resources and
time for this training.

Pay particular attention to personnel
practices. Examine personnel policies and
practices to ensure that:
• There are no organizational barriers
for employment of members of diverse
cultural groups.
• Recruitment and hiring procedures are
fair, and not exclusive or culturally biased.
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EXAMPLE: Culturally Responsive Personnel Policies
An organization has annually designated a
budget item for board, staff, and volunteer
development in the area of cultural
sensitivity and competence. Every year, the
organization sets aside a day for this activity.
Over the years, they have used presenters
from different cultural groups, facilitators
to conduct workshops on diversity, and
presentations by other agencies that have
been successful in this work.
One agency asked for feedback from
potential candidates on their advertising
policy for staff vacancies. They were
told that when candidates see that a
language other than English (or French) is
a requirement of the position, rather than
preferred, they know that the organization
is serious about employing people from

diverse cultural groups, and they will take
the time to actually apply.
The University of British Columbia has an
Employment Equity Policy. The Statement
of Principle reads as follows:
The fundamental consideration for
recruitment and retention of faculty and
staff at the University of British Columbia
is individual achievement and merit.
Consistent with this principle, the University
will advance the interests of women,
aboriginal people, persons with disabilities,
and visible minorities; ensure that equal
opportunity is afforded to all who seek
employment at the University; and treat
equitably all faculty and staff.
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1.7 Develop Culturally Responsive Programs
Culturally responsive programs identify
the resources of different cultural groups
and use them as appropriate. For example,
members of these cultural groups can
serve as program organizers, program
coordinators, leaders, coaches, supervisors,
etc. Also, culturally responsive programs
identify and use venues within cultural
communities that could house programs for
that specific cultural group.
A culturally responsive organization
focuses on:
Program Awareness. Members of cultural
groups know about the programs.
Program Relevance. Members of cultural
groups find the programs are meaningful
and meeting their needs.
Program Equity. Members of cultural

groups are treated fairly in terms of program
availability, adequacy and quality.
Program Accessibility. Members of cultural
groups do not experience difficulty in
attending or participating in the programs,
and barriers to their involvement are
eliminated or minimized. Some of these
barriers include:
• program location, venue and timing
• transportation issues
• lack of information and awareness of the
program
• program costs
• program requirements (equipment, etc.)
and eligibility
• irrelevance of the program
• participants feeling out-of-place or
unwelcome
• negative attitudes and behaviour of
program staff

EXAMPLE: Program Responsiveness
A sports organization brought together
established leaders of two different
cultural groups to discuss how it might
attract youth from their cultural groups
to participate in its sports programs.
The consultation offered many ideas
about creating awareness, advertising
strategies, and provision of incentives.
One of the suggestions, which was
accepted, focused on the following idea:
The leaders would recruit youth from

their cultural groups to come to a session
where they would play soccer. The
sports organization agreed to host the
events. In the first round, teams stayed
in their own cultural group, but were
mixed in the second round. Judging from
the enthusiasm, the games were a huge
success. Two more sessions of exhibition
games were held with the same groups.
Some of the youths from these two
cultural groups later enrolled in soccer
programs in the wider community.
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1.8 Include Cultural Diversity in Program Evaluation
Evaluate the effectiveness of programs in
terms of awareness, relevance, equity and
accessibility.
Ask for feedback from cultural groups in the
community on how to be more effective in
providing culturally responsive programs
and services.
Include criteria of the particular cultural
group to determine whether the program is
successful and effective.
Arrange with particular cultural groups to do
specific evaluations related to their group.

PAGE 28

Use evaluation methods such as:
• Individual interviews of a random or
selected sample of members of a
particular cultural group
• Mail-out survey questionnaire to a
selected sample of cultural group
members
• Feedback from focus groups facilitated
by a member of the same cultural group
• Satisfaction surveys of program
participants
• Direct, on-site observation of programs
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EXAMPLE: Survey or Focus Group Questions
Do you know about the _________________________________________________
program?
 yes
 no
Have you participated in the program?
 no
 sometimes

 often

Rate how enjoyable you find the program?
 not enjoyable
 fairly enjoyable

 very enjoyable

What do like best about the program?
What do you not like about the program?
What are some of the things that make it difficult for you to participate in the
program or prevent you from participating?
What are some of your suggestions for improving the program?
What could be done to encourage others to participate?
What criteria do you use to judge whether a program is successful?
What are some of your suggestions for other programs that should be offered?
Other comments:
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EXAMPLE: Program Evaluation
One organization uses volunteers from
different cultural groups to do on-site
evaluation of its programs. Volunteers are
trained to do random interviews of program
participants using a survey questionnaire
that they carry on a clipboard.

its programs and services. The discussion
was facilitated by a consultant who was
not connected to the organization in any
way. The feedback from the meeting was
documented and sent to the organization
and to the meeting participants.

Another organization invited members of
different cultural groups to a dinner meeting
to discuss the relevance and effectiveness of

1.9 Assess your Organization’s Progress
To assess your organization’s progress, ask
the following questions:
• What is your mandate and purpose?
• Who are your potential clients,
customers, and users of service or
programs?
• Who is not attending or participating?
• Do you need to change your approaches
and strategies to involve members of
different cultural groups?
• What are you not doing that you should
be doing?
• Are you becoming the change you want
to see? Are you realizing your vision?
Also, consider the types of organizational
responses to diversity listed below,
and check which response fits your
organization.*

Resistance – not interested and does not
see the value of responding to cultural
diversity
Business as Usual – talks about being
interested in being culturally responsive but
does not work towards significant change
Tokenism – interested to a superficial
degree; initiates some peripheral programs
and activities, but core of the organization
does not change
Culturally Responsive – organization
fundamentally changes what it does and
how it operates in order to value cultural
diversity

*Adapted from Seebaran, Roopchand B. & Johnston, Susan P. 1999. Assessment and Analysis of Ministries and Crown Corporations
Annual Reports on Multiculturalism. Vancouver, B.C.: Ministry of Multiculturalism and Immigration.
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STEP 2: Working with your Community
See the community that you are serving as a place that has a vast range of resources. See the
people in the different cultural groups as the greatest resource for your organization. See the
members of these groups as having talents, skills, and knowledge that you can use to help your
organization better serve the entire community.
See your role as:
• Studying and learning about the diversity in your community
• Finding the different cultural resources in the community
• Using these resources effectively

Working with your community
2.1 Get to Know the Diversity in your Community
		 2.2 Reach Out and Build Relationships
		 2.3 Hold Community Consultations
		 2.4 Communicate and Relate Respectfully with Cultural Groups

2.1 Get to Know the Diversity in your Community
Learn about the diverse cultural groups within the area your organization serves. A
Community Diversity Map will help you realize the rich diversity in your community.
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TOOL: Develop a Community Diversity Map
A Community Diversity Map is a picture of
the range of diverse cultural groups in your
community. It could be as elaborate as a
colourful chart on the wall, or as simple as
a list of the different cultural groups in your
community. If your organization serves a
specific segment of the community, such as
youth or women, develop a map that also
looks at the diversity within that
particular population.
The process of developing a Community
Diversity Map is also important. Get
your staff and volunteers involved. As
well, you could put together a Diversity
Panel – a diverse group of people from the
community – to help develop it.
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Developing a Community Diversity
Map is an on-going process. Don’t be
overwhelmed by the task; just start it and
keep working on it at intervals. Go back
to the map periodically and ask yourself:
“Do any other cultural groups need to be
included?” Keep the Diversity Map in a
place where it is visible and accessible, and
encourage staff and visitors to add to it.
Look at the map regularly to note changes
in your community.
Organizations that have a provincial scope
should develop Provincial and Regional
Diversity Maps.
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Sources of information for developing a
Community Diversity Map include:
• documents and published materials
• Statistics Canada community profiles
• government offices and departments
• municipal planning departments
• local universities, colleges
• religious leaders, churches, temples,
mosques, and other places of worship
• board members, staff and volunteers
• colleagues and people in your network –
friends, neighbours
• local newspapers, telephone books, local
community directories
• service clubs and groups in the local
community
• local community service agencies and
organizations
• local public and private schools

• student associations at local colleges
and universities
• B.C. Teachers’ Federation and its local
chapters
• city councillors, local politicians
• real estate agencies and personnel
• businesses and retail outlets in your
community
• local libraries
• attending local events such as
community festivals, parades,
celebrations, etc.
• direct observation of activities and
events in your community
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EXAMPLE: Community Diversity Map
Community Divers ity Map: Abbotsford, B.C.*
Iranian

Latvian
Arab

German

Scottish
Acadian

Haitian
Turkish

Irish

Algerian
Czech

West Asian

Finnish

Ukrainian

Chinese

South African

South Asian

Russian

Norwegian

Polish

Egyptian

Czechoslovakian

Salvadorean

Syrian

Taiwanese

Bulgarian
Armenian

Yugoslavian
Australian
Sri Lankan

Lebanese
Vietnamese

Peruvian

Southeast Asian
Filipino

Swiss

American
Spanish

Chilean
Japanese

Hungarian

Barbadian

Colombian

Estonian

Lithuanian

Italian

Slovak

Guyanese

Slovenian
Maltese
African

Danish

Belgian

Peruvian
Tamil

English

Jewish

Inuit
Aboriginal

* Source: Statistics Canada 2001 Census Data, Community Profile
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Somalian

Korean

Portuguese

Croatian
Japanese

Cambodian

Romanian

Austrian

Estonian
Bosnian

Serbian
Ethiopian

Black

Trinidadian

Pakistani

Romanian
Mexican

Welsh

Icelandic

Métis

Abbotsford, B.C.

Iraqi

Ghanian

Laotian
Greek

Jamaican
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TOOL: Develop an Organizational Diversity Map
The purpose of developing this map is
to become aware of the diversity in your
organization, and your personal connections
to diverse cultural groups in the community.
To develop a Diversity Map of your
organization, have each board, staff, and
volunteer member list the following:
• their ethno-cultural backgrounds
• the languages they speak
• their relationships and connections to
different cultural groups in
the community

You may want to set aside a lunch session
for this activity. Make it fun! Participants
can develop their lists individually, and then
share them with the whole group. Combine
the lists from all the participants to create
your Organizational Diversity Map.
Compare your Organizational Diversity
Map with the Community Diversity Map to
see the extent to which your organization
reflects the community you serve.
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EXAMPLE: Organizational Diversity Map
Map of Board, Staff, and Volunteer Diversity

an

German
English
Punjabi
Spanish
Dutch
French

L
First Nations group members
German cultural society
Filipino community member
Japanese business owner
Mennonite church
Greek community
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e Connections to:
Hav

Sikh community

Aboriginal
Indo-Canadian
Polynesian
German
Japanese
Western European
Canadian

d
un
ro

es Spoken
g
a
gu

Cultural B
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g
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TOOL: Identify the Cultural Groups that are Involved
in your Organization
Refer to the Community Diversity Map and
identify which of the different cultural groups
are involved in your organization.
Look at the level at which people from
these cultural groups are involved in your
organization. Are they board or staff
members? Are they program participants?

Are they members of a committee or advisory
group? Are they volunteers?
Decide if you want to strengthen or increase
their involvement. For example, you could
encourage a program participant to become a
board member or volunteer.

TOOL: Identify your Organization’s Connections to Diverse
Cultural Groups
Refer to the Community Diversity Map
and identify the types of connections you
currently have with the different cultural
groups. Decide which of these connections
you want to strengthen. Connections
could include:
• Communication. There is a two-way
transfer of information. You send them
material; they send you material. You
keep them informed, and they keep you
informed about what they are doing.
• Consultation. You ask them for advice.
You consult with them and use them as a
reference point.
• Promotion. They advertise and promote
events for you in their own cultural
communities.

• Participation. They participate in programs
and events that your organization offers.
• Partnership. They co-sponsor your events,
or partner with your organization to
present joint events.
• Formal organizational connections. You
ask to use their facilities as a venue for
your programs, or ask for their help with
interpretation and translation.
• Personal connections. The board, staff,
or volunteers in your organization have
personal connections to different
cultural groups.
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2.2 Reach Out and Build Relationships
Refer to the Community Diversity Map
and identify which cultural groups your
organization is not connected to. Decide
which cultural groups you want to reach out
to and involve.

Realistically, you cannot reach out to all the
diverse groups that are not involved in your
organization all at once. Start by choosing
one or two cultural groups where you think
you will be successful. This experience of
success will give you confidence to reach out
to other groups.

TOOL: Develop Ethno-Specific Group Maps
Your next step is to develop Ethno-Specific
Group Maps of the cultural groups that
you have chosen to reach out to and
involve in your organization. The process
of developing these maps will increase your
knowledge about these cultural groups.
Ethno-Specific Group Maps are maps of
specific cultural groups in the community.
They include a listing of the leaders,
associations, assets, and resources of the
particular cultural group.

Developing Ethno-Specific Group Maps can
be an interesting, fun experience. Involve
your board, staff, and volunteers in
this exercise.
Use your imagination and creativity to
develop maps, charts, or graphics that work
for you. The important point is that you
should be able to easily understand the
information, use what is currently there, and
add to it regularly.
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EXAMPLE: Ethno-Specific Group Map
Sikh Community in Abbotsford, B.C.*
Executive members of local organizations
Staff at community service organizations
Radio program host

Temple
Arts programs
Sports teams

Volunteers

Vaisaki
Dewali
Sikh Parade

Cultural Celebrations

TV program host

Religious leaders

Program coordinator
e.g., celebrations
Real estate agents

Business association

Banquet hall

Dentists
University professors

City councillor

Sikh
Community

Berry growers association

Developers
University student groups
Doctors

Artists and performers
Temples

Newspaper columnists
Contractors

Political party members

Taxi operators

Lawyers

Language classes

Bhangra dance clubs
Cricket clubs

Owners of businesses

Retail outlets
Restaurants
Grocery stores Local newspaper publisher

University of the Fraser Valley
Centre for Indo-Canadian Studies
* Source of Ethno-Specific Group Map: Roopchand B. Seebaran & Susan P. Johnston
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Farmers
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TOOL: Develop a List of Contacts
Look at your Ethno-Specific Group Maps.
For every item on each map, try to identify
one or more contact people, and how to get
in touch with them (phone number, email
or mailing address). If you wish, you could
make this a team effort with everyone in
your organization.
Identify any contact people that you may
already know who belong to the cultural
groups you want to involve. Use them to
find other contacts in their cultural group.
Ask friends and colleagues if they have any
contacts in that cultural group, or if they
know of others who can provide
contact names.

If you don’t know anyone in the cultural
group, find out who are the leaders or
important contacts in that group. Use the
sources of information identified earlier in
preparing the Community Diversity Map,
such as local newspapers, phone books,
local community organizations, religious
organizations, etc. See Page 33.
You can also use other strategies to develop
a personal list of contacts.
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EXAMPLE: Developing Contacts
One community worker regularly shopped
at a corner store run by a Korean family
to buy the daily newspaper. He used his
regular visits to get to know the family.
Through them, he developed contacts in
the Korean community.

Another worker regularly attended
multicultural events in her community.
Through these visits she got to meet and
eventually develop working relationships
with a teacher from the Chinese community
and a social worker from the
Sikh community.

TOOL: Create a Binder of Contact Names
Keep track of all your contact names and
their relevant information in a binder. This
makes it easy to add to the list as you learn
about more people from the diverse cultural

groups in the community. If a contact gives
you a business card, add it to the binder
with that person’s name and
contact information.

TOOL: Reach Out and Make Contact
Make personal telephone calls and send
letters to those people who have been
referred to you. Explain who you are and
what your organization does. Say that you
would like to meet with them to get their
advice and ideas about how to involve
members from their cultural group in your
organization and its activities. Let them
know that you will send them an information
package, and give them a phone call after
they receive it to arrange to meet with them.
Follow-up the phone call with a package of
information on your organization, including
who you are and how you would like to
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involve them. Be specific about the type of
involvement you are seeking from them.
Meet with them at a place of their choosing,
at a time convenient to them (evenings,
weekends, etc.). Give the potential board
members or volunteers information about
your organization, what it does, and the
role and responsibilities of board members
and volunteers. Explain why you want to
have people from different cultural groups in
your organization. Make sure they have an
opportunity to ask questions. Invite them
to attend a board meeting. Have a special
reception and invite them to meet other
volunteers in your organization.
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TOOL: Building Relationships and Partnerships
Building relationships and partnerships with
different cultural groups involves continually
reaching out to them, and regularly involving
them in your organization. You can do
this by:
• Caring about the people you wish to
involve
• Getting to know them as individuals, not
just in their professional role
• Sharing information, resources, ideas, or
problems with them
• Helping them with their projects and
activities
• Asking them to help you with your
activities and tasks
• Inviting them to your events and
programs
• Visiting with them, and attending their
activities and events
• Demonstrating your interest in them
by keeping in regular contact, such
as having coffee or lunch together, or
attending a social event with them
Personal interaction between you and
members of the cultural group is very
important in helping your organization to
become culturally responsive. The personal
relationships that you build during the
course of your work will help to develop
partnerships between your organization and
cultural groups in the community.

It is critical that building relationships
and partnerships not be characterized by
tokenism, where the organization or staff
members reach out to diverse cultural
groups mainly to meet their own needs for
organizational sustainability or improved
community image. These partnerships
or relationships should not be based on
expediency. Organizations should not
expect one member of a particular cultural
group to “represent” the diversity in
the community at large. Neither should
organizations consider that it is sufficient
to reach out to, and involve, one or two
members from a couple of different cultural
groups in the community.
Rather, engaging the diversity in the
community should be seen as an on-going
task to involve and include as many of the
culturally diverse groups as possible. Efforts
to do so should reflect a sincere belief in
the positive value of the knowledge, skills
and resources that members from different
cultural groups can bring to the activities
and role of the agency. These efforts
should be based on genuine appreciation,
acknowledgement and respect for
cultural differences.
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EXAMPLE: Building Partnerships
An organization decided to increase its
efforts to involve more cultural groups in
its programs. Two cultural groups were
selected to begin with. Staff from the
organization met with a publisher of a local
ethnic newspaper, who belonged to one of

these cultural groups, to discuss their plan.
After a couple of face-to-face meetings,
a partnership was established, and the
publisher offered to advertise the programs
in both English and the first language of the
cultural group at no charge.

Types of partnerships you
can build

• Using each other’s facilities, equipment
and other resources.
• Co-operating and collaborating on
special events.

• Putting on activities and programs with
the cultural group’s support.
• Supporting them with their activities and
tasks.
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2.3 Hold Community Consultations
Consulting with different cultural groups
shows that your organization genuinely and
meaningfully wants to involve them in the
work of your organization. Cultural groups
in the community are more willing to provide
consultation when:
• They realize that you are genuinely
interested in seeking their help.
• You demonstrate that you are actually
using their suggestions and ideas to
benefit the community, not just your
own organization.
• They get satisfaction from working
with you.

Types of consultations
• One-on-one. Meeting face-to-face with
one person at a mutually convenient
time and comfortable location.
• Members of an agency. Meeting with
staff and volunteers from a community
service agency, preferably at their offices.
These can be agencies that serve the
general population, including members
of different cultural groups. They can
also be ethno-specific agencies that
serve a particular ethnic group.
• Social grouping. Meeting with a
group of friends, a family, or a couple of
families, at a time and place convenient
for them.
• Mixed focus group meeting. Meeting
with a group of people, preferably
whom you have met already in an earlier
round of consultation. Although you
are consulting again with them, an

important bonus is the discussion and
interaction between the people in the
group. If facilitated effectively, this type
of meeting usually generates
additional ideas.

Some consultation topics
• Are there some people in their cultural
group who might be interested in serving
as volunteers, on your board, and on its
committees?
• Ways to contact and involve members of
their cultural group
• How to make members of their cultural
group aware of your programs and
events
• Are your programs and events useful to
members of their group?
• How to make it easier for members
of their group to participate in your
programs
• What might help to make your programs
more accessible, such as childcare, group
transportation, etc.?
• Ideas on how to offer programs for them
to be successful (location, time, etc.)
• Their ideas for programs and events that
you might develop together
• Ways to promote and advertise your
programs and events for them to be
successful
• Ways to communicate with their cultural
group, including print and electronic
media
• Protocols that should be followed in
contacting leaders and members of their
cultural group (customs, traditions, etc.)
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TOOL: Planning the Consultation
Important things to consider when planning
a consultation:
• The type of meeting, such as a lunch or
dinner session
• Where to hold the consultation
• Whom to involve from your organization
• Whom to involve from the particular
cultural group
• What information to have at the session
• When and where to have the session
(day, time, venue)
• Agenda and format of the session
• The steps to follow during the
consultation
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• How the session will be facilitated and
discussion encouraged
• How to begin and end the session –
traditions, customs, etc.
• Plans for follow-up, such as a convenient
date, time, and place to update
participants
Depending on suitability, e-mail surveys,
telephone conference calls, and video
conferencing can be also used for
consultation. However, these should only
be used where a good working relationship
has already been established.
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EXAMPLE: Group Consultation with an Aboriginal
Community
An organization held a group consultation
with members of an Aboriginal community.
The staff of the organization asked
their known contacts in the Aboriginal
community to invite their families and
friends to the consultation. Planning for
the consultation was done with some
members of the Aboriginal community who
had agreed to help. The consultation was

held over a dinner session at the Aboriginal
Resource Centre of the nearby University
College. Dinner was provided by a caterer
from the Aboriginal community. An Elder
opened and closed the session with prayers,
songs, and drumming. The session was
facilitated using the talking and sharing
circle approach. Below is the agenda for the
consultation.

Consultation Agenda*
Opening Ceremony
Welcome and Introductions
Information About the Agency Seeking the Consultation
- mandate and role of the agency
- programs and activities
Purpose of the Consultation
Items for Consultation
- ideas for possible programs
- barriers to participation
- ways to make members of their community aware of programs
- members who might be interested in volunteering
- best times of year and locations for holding events and activities
- other ideas
Next Steps
Closing Ceremony

* Adapted from Seebaran, Roopchand B. 2005. Culturally Diverse Arts Programs: A Guide to Planning and Presentation.
Harrison Hot Springs, B.C.: Harrison Festival Society.
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2.4 Communicate and Relate Respectfully with Cultural
Groups
A culturally responsive organization sees
communication as a two-way process – from
the organization to the cultural groups, and
from the cultural groups to the organization.
Most importantly, it understands that
communication includes the actions and
practices of the board, staff, and volunteers.
What they do (their behaviour), and how
they do it (their attitudes) send powerful
messages to people in the community.
• Keep cultural groups regularly informed
and updated on activities
• Make annual reports of activities
accessible and available to the various
cultural groups being served
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• Hold meetings or events with different
cultural groups to report on activities
and to seek feedback on future plans
• Involve different cultural groups in
the planning and arranging of public
meetings or events, especially regarding
venue, dates, and time
• Seek feedback from diverse cultural
groups about the value and effectiveness
of your programs and services
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Part Four

Some guiding
principles
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PART FOUR: SOME GUIDING PRINCIPLES

SOME GUIDING PRINCIPLES*
• Put the values of respect, honesty, trust,
flexibility, openness, and caring into your
work with diverse cultural groups.
• See the cultural group as a rich resource,
and as an essential and equal partner in
the development of programs
and services.
• Don’t rush or short-circuit the process in
order to meet your organizational timeframe or deadlines.
• Use your uncertainty and lack of
knowledge about different cultural
groups as a positive factor. Respect the
knowledge and skills of members of the
cultural groups, and learn from them.
• Respect the differences between diverse
cultural groups and within specific
cultural groups. Do not assume that
outreach methods that work for one
cultural group will work for others.
• Don’t take over events that specific
cultural groups wish to keep within their
own community.
• Don’t impose your culture and program
traditions on the events presented by
other cultural groups.

• Don’t exploit cultural groups for your
own organizational gain and public
relations value.
• Don’t give up on outreach efforts,
even if support and encouragement is
not immediately forthcoming from the
particular cultural groups.
• Don’t blame the cultural group or its
members if they are not responsive to
your ideas, time line, or your ways of
presenting programs.
• Walk the Talk. Make sure that your
board, staff, and volunteers are
reflective of the cultural diversity in your
community. Continually take steps to
enhance and develop these aspects
of your organization. Remember that
actions speak louder than words.
• Realize that diversity work will have its
ups and downs. Be patient with the
process and see it as a
worthwhile journey.

* Adapted from Seebaran, Roopchand B. 2005. Culturally Diverse Arts Programs: A Guide to Planning and Presentation. Harrison Hot
Springs, B.C.: Harrison Festival Society

PAGE 51

RESOURCES

Resources
PAGE 53

2010 Legacies Now: Reflecting the Community: A Guide for Building Culturally Responsive and Inclusive Organizations

List of Resources
Book and Articles
Anderson, A.B. & Frideres, J.S. Ethnicity in
Canada: Theoretical Perspectives. Toronto:
Harcourt Brace Jovanovich, Canada.
British Columbia. 1993. Multiculturalism Act,
Chapter 57. Victoria, B.C.: Government of
British Columbia.
Chase, William M. Spring 1994. “The Language
of Action,” The Workbook, Vol.19, No.1.
Christensen, Carole. P. 2001. “Immigrant
minorities in Canada.” In J.A. Turner &
F.J. Turner (Eds), Canadian Social Welfare,
4th Edition. Toronto: Pearson Education
Canada, Inc.
de Bono, Edward. 1985. Six Thinking Hats.
London: Penguin Books Ltd.
Dei, George J. Sefa. 2000. “Contesting
the future: Anti-racism and diversity.” In
S.E. Nancoo (Ed.) 21st Century Canadian
Diversity. Mississauga, Ont.: Canadian
Educators’ Press.
Dobson, Charles (Ed.). 1995. The Citizen’s
Handbook: A Guide to Building Community
in Vancouver. Vancouver, B.C.: Vancouver
Citizen’s Committee.
Fleras, Augie & Elliott, Jean Leonard. 1999.
Unequal Relations: An Introduction to Race,
Ethnic and Aboriginal Dynamics in Canada.
Scarborough, Ont.: Prentice Hall Canada.
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Fleras, Augie & Elliott, Jean Leonard.
2002. Engaging Diversity: Multiculturalism
in Canada. Toronto: Nelson Thomson
Learning.
Frank, Flo & Smith, Anne. 1999. The
Community Development Handbook. Ottawa,
ON: Human Resources Development
Canada.
Government of Canada. 1981. Canadian
Charter of Rights and Freedoms.
Government of Canada. 1985. Canadian
Human Rights Act.
Graveline, Fyre Jean. 1998. Circle Works:
Transforming Eurocentric Consciousness.
Halifax: Fernwood.
Green, James W. 1999. Cultural Awareness in
the Human Services: A Multi-ethnic Approach,
3rd Edition. Needham Heights, MA: Allyn
and Bacon.
Henry, Frances & Tator, Carol. 2000. “The
theory and practice of democratic racism in
Canada.” In M.A. Kalbach & W.E. Kalbach
(Eds) Perspectives on Ethnicity in Canada.
Toronto: Harcourt Canada Ltd.
Henry, Frances et al. 2000. The Colour of
Democracy: Racism in Canadian Society, 2nd
Edition. Toronto: Harcourt Brace.
Kalbach, M.A.& Kalbach, W.E. (Eds.) 2000.
Perspectives on Ethnicity in Canada. Toronto:
Harcourt Canada Ltd.

RESOURCES

Law Foundation of British Columbia. 2003.
Diversity Profile of British Columbia. Vancouver,
B.C.: Law Foundation of B.C.
Li, P.S. (Ed.) 1999. Race and Ethnic Relations in
Canada, 2nd Edition. Don Mills, Ont.: Oxford
University Press Canada.
Mawhiney, Anne-Marie. 2001. “First Nations
in Canada.” In J.A. Turner & F.J. Turner (Eds),
Canadian Social Welfare, 4th Edition. Toronto:
Pearson Education Canada, Inc.
Multiculturalism B.C. 2000. Effective Factors
in Promoting Institutional Change. Vancouver,
B.C.: Ministry of Multiculturalism and
Immigration.
Nancoo, Stephen E. (Ed.) 2000. 21st Century
Canadian Diversity. Mississauga, Ont.:
Canadian Educators’ Press.
Seebaran, Roopchand B. 2000.
“Ethnocultural Diversity and Social Policy.”
In S. Nancoo, (ed.) 21st Century Canadian
Diversity. Mississauga, ON: Canadian
Educators’ Press.
Seebaran, Roopchand B. 2005. Culturally
Diverse Arts Programs: A Guide to Planning
and Presentation. Harrison Hot Springs, B.C.:
Harrison Festival Society.

Seebaran, Roopchand B. & Johnston, Susan
P. 1999. Assessment and Analysis of Ministries
and Crown Corporations Annual Reports on
Multiculturalism. Vancouver, B.C.: Ministry of
Multiculturalism and Immigration.
Seebaran, Roopchand B. & Johnston, Susan
P. 2001. Impact of Anti-Racism Programs: A
Study of Three Selected Communities in B.C.
Vancouver, B.C.: Ministry of Multiculturalism
and Immigration.
Sichel, J.L. 1982. Program Evaluation Guidelines:
A Research Handbook for Agency Personnel.
Human Sciences Press, New York, NY.
State of Victoria. 2005. A Fairer Victoria:
Creating Opportunity and Addressing
Disadvantage. Melbourne, VIC: Department of
Premier and Cabinet.
Stevens, S.B. 1993. Community-Based Programs
for a Multicultural Society. Planned Parenthood
Manitoba.
Thomas, D.A. & Ely. R. J. 1996. “Making
Differences Matter: A New Paradigm for
Managing Diversity.” Harvard Business Review,
Sept./Oct., 78-90.
Vancouver Ethnocultural Advisory Committee.
(n.d.) Cultural Competency Assessment Tool.
Vancouver, B.C.: Ministry for Children /
and Families.
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Some Useful Websites
www.welcomebc.ca/en/index.html
Provincial government website: Contains
a directory of multicultural and immigrantserving organizations in B.C.
www12.statcan.ca/english/census06/
data/profiles/sip/Index.cfm
Website of Statistics Canada. Using 2006
census data, provides tables on ethnicity
and visible minority status for Canada, the
provinces and territories, and individual
census metropolitan areas.
www.immi.gov.au/about/charters/_pdf/
culturally-diverse/practice.pdf
Website of the Department of Immigration
and Multicultural Affairs, Canberra,
Australia. Contains a document titled
“A Good Practice Guide for Culturally
Responsive Government Services” (1998)
(19 pages-PDF).
www.eccq.com.au/downloads/
Publications/Advocacy/Culturally%20
responsive%20service%20delivery.pdf
Website of the Ethnic Communities
Council of Queensland, Australia.
Contains a document titled “Culturally
Responsive Service Delivery: Information
for Service Providers” (2006) by Irene
Opper (13 pages-PDF).
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www.naaee.org/programs-and-initiatives/
diversity/cultural-diversity-eetap/fall2006/assessing-cultural-competencyfall-2006
Website of the North American
Association for Environmental Education
(Washington, DC). Under “Assessing
Cultural Competency,” contains a
document titled “Cultural Competence in
a Multicultural Society: A Checklist” by
Jean Lau Chin, Ed.D. (5 pages-PDF).
www.dds.ca.gov/Publications/docs/
Culturally_Responsive.pdf
Website of Department of Developmental
Services, Services & Supports Section,
Sacramento, California. Contains a
document titled “How to be Culturally
Responsive” (1997) (8 pages-PDF).
www.thegreenbook.info/documents/
El_Paso_toolkit.pdf
Website of the El Paso County Greenbook
project, Colorado Springs, CO. Contains
several measures that make up the
“Organizational Cultural Competency
Assessment”. These include a Staff
Survey, CEO Interview Protocol, Facilities
Checklist, Document Review, Consumer
Survey, Volunteer Survey, and Senior
Management Survey.

ONLINE RESOURCES

www.extension.umn.edu/units/diversity/
index.html
Website of the University of Minnesota
Extension Service. Under “Building an
Inclusive Organization”, contains articles
such as “Diversity Task Force Report”,
“Serving Diverse Audiences”, and links to
resources on diversity.
www.tsne.org/site/c.ghLUK3PCLoF/
b.1479327/k.5E44/Publications__
Diversity_Initiative_Evaluation.htm
Website of Third Sector, New England,
Diversity Initiative (Boston, MA).
Contains an “evaluation report of the
Diversity Initiative illustrating effective
practices and lessons from the field” in
both Executive Summary and full-length
forms. Includes input, strategies, and
output measures for short-term, mid-term,
and long-term outcomes, as well as case
studies (2003).

www.prismdiversity.com
A commercial website offering products
and services relating to diversity, including
workshops, training materials
and exercises.
www.diversitycouncil.com
Website of the Association of Diversity
Councils. Offers membership in the
Association, which includes tools,
resources, discussions, a newsletter, and
access to experts in the field
www.cre.gov.uk/index.html
Website of the Equality and Human Rights
Commission, London, England. Contains
information on policies, strategies,
practices, research, and publications
on diversity.

www.commongroundproject.ca
Website of the Common Ground
Community Mapping Project (Victoria,
B.C.). Contains information on
community mapping, including references
and steps to take when undertaking
community mapping.
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