
C2P2 Tools Team
UJIMA Community Services
6419 Martin Luther King, Jr. Way South
Seattle, WA  98118-3149
206-760-3456  
www.ococujima.org and click on C2P2 Program
 

logo, cover, design and page layout by                          wwwhiawathad.com
 

          



 

 
 

2 

The Culturally Competent Professional Practice (C2P2) Project Team 

 
Wanda L. Hackett, Ph.D., Project Manager – www.whecare.com 

Gwendolyn Lawson Townsend, Project Director and Coach – 
www.ococujima.org 

Gregory Townsend, Lead Project Coach – www.ococujima.org 
Dawn Hanson Smart, Project Evaluator – www.cleggassociates.com 

Linet Henry, Data Analyst 
 
 

©UJIMA Community Services 2006, Seattle, Washington 
 
 

 

 

 

 

Funding for this project was provided by the Children’s Bureau, Administration 

of Children and Families, Department of Health and Human Services through the 

Northwest Institute for Children and Families Frontline Connections Quality 

Improvement Center (90CA1700). 

 

The content was developed by the Culturally Competent Professional Practice 

(C2P2) Project Team in association with the Office of African American 

Children’s’ Services (OAACS) Region 4 Division of Children and Family 

Services, State of Washington Children’s Administration and UJIMA Community 

Services. 



 

 
 

3 

Table of Contents 
ACKNOWLEDGMENTS _______________________________________________________ 5 
ABSTRACT __________________________________________________________________ 7 
ORGANIZATION: HOW TO USE THIS GUIDE ____________________________________ 8 
PREFACE ___________________________________________________________________ 9 
SECTION ONE ______________________________________________________________ 13 

THE PROBLEM _____________________________________________________________ 13 
Table 1: Summary of Children Entering or In the System _______________________________19 

THE OPPORTUNITY: BUILDING A COMMUNITY-PUBLIC AGENCY PARTNERSHIP____________ 20 
C2P2 Project’s Objectives _________________________________________________ 23 

Table 2: C2P2 Project Logic Model________________________________________________25 

Operational Focus________________________________________________________ 27 

KEY COMPONENTS OF OAACS’ CULTURALLY COMPETENT PRACTICE FRAMEWORK _______ 31 

Exhibit A: Core Components of Cultural Competence _________________________________32 

Table 3: African American Cultural Framework for Culturally Competent Practice___________34 

SECTION TWO______________________________________________________________ 37 

COMPONENT 1: BUILD POSITIVE RELATIONSHIPS WITH CHILDREN AND FAMILIES BY 

UNDERSTANDING AND USING RELEVANT CULTURAL NORMS _________________________ 37 
COMPONENT 2: RECOGNIZING AND ENGAGING FAMILY, KIN AND COMMUNITY AS RESOURCES42 
COMPONENT 3: USING STRENGTH-BASED PROCESSES WHEN CONDUCTING ASSESSMENTS___ 51 
COMPONENT 4: DEFINING CHARACTERISTICS OF CULTURALLY COMPETENT PROFESSIONALS 58 

Table 4: Excerpt from C2P2 Social Worker Performance Competencies ___________________67 

Table 5: Excerpt from Service Provider Cultural Competence Survey _____________________70 

COMPONENT 5: USING EVALUATION AS A TOOL FOR PROGRAM MONITORING AND 

IMPROVEMENT _____________________________________________________________ 73 
Key Findings of C2P2’s Systematic Evaluation _________________________________ 73 

Cultural Competence in Evaluation __________________________________________ 76 

SECTION THREE: OPPORTUNITIES, CHALLENGES, AND LESSONS LEARNED _____ 87 

 OAACS AND OTHER CHILD AND FAMILY SERVICES ORGANIZATIONS __________________ 87 



 

 
 

4 

LEARNINGS AND RECOMMENDATIONS ___________________________________________ 90 
SECTION FOUR: TOOLS _____________________________________________________ 93 

TOOL #1: STRENGTH-BASED QUESTIONS _________________________________________ 93 
TOOL #2: LIST OF POSITIVE ADJECTIVES ________________________________________ 101 

TOOL #3: SOCIAL WORKER COMPETENCIES______________________________________ 103 

TOOL #4: SOCIAL WORKER PERFORMANCE ASSESSMENT ___________________________ 105 
TOOL #5: SAMPLE SERVICE PROVIDER CULTURAL COMPETENCE SURVEY ______________ 109 

AFTERWORD______________________________________________________________ 115 

 



 

 
 

5 

Acknowledgments 

C2P2’s heartfelt appreciation goes to Dr. Joseph Bell and Woody Hodges for their 

expert assistance in the development of the C2P2 proposal, especially for pointing 

us in the right direction. The codification of the OAACS culturally competent 

practice framework would not have been possible without the expertise, 

assistance, perseverance and dedication of C2P2 Design Team members Debbie 

Buford, Deanna Grace, Priscilla Bell Lowe, Jennifer Johnson and Kathy Taylor.  

 

Our sincere thanks to participants attending presentations of the C2P2 Project 

who took time to give us valuable feedback. 

 

The C2P2 Project Team would also like to thank the Northwest Institute for 

Children and Families Frontline Connections Quality Improvement Center for 

their advocacy and support and special thanks to Frontline Community Advisory 

Board members, and program administrators and staff: Dr. Katherine Cahn, Indra 

Trujillo, Dee Wilson, Maggie McKenna and Noel Bain. 

 

Dedication: To the dedicated social work staff at OAACS, 

our heartfelt appreciation for a powerful learning experience. 



 

 
 

6 



 

 
 

7 

Abstract 

The Culturally Competent Professional Practice (C2P2) Project Team’s purpose 

in developing this set of tools to enhance cultural competence is ultimately 

through their use to mitigate the disproportionate representation of children of 

color in the various social service systems across the United States. By sharing 

our unique three-year learning experience working with the Office for African 

American Children’s Services (OAACS), the only culturally-specific public child 

welfare office in the nation, we hope that the lessons learned, insights gained and 

tools developed will assist others in helping professionals to examine their 

practice models and enhance their cultural competence. 

While the OAACS practice model is specific to both social work practice and 

African Americans, we quickly learned when presenting our operational 

definitions and findings to a broader audience that they could be generalized 

beyond social work (e.g., to educators, health and mental health care 

professionals, and other fields) and to other cultural contexts, including Latinos, 

Asians, American Indians, and other groups. 
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Organization: How to Use this Guide 

This guide begins by providing readers with the background information they will 

need to understand culturally competent professional practices and the C2P2 

Project. Section One starts by exploring the scope and characteristics of the 

overrepresentation of African Americans in the child welfare system nationally. It 

then proceeds to tell the reader about C2P2’s context in Seattle, including a 

snapshot of Seattle’s child welfare system and background information on the 

partnerships that led C2P2 to undertake this project. It also describes the key 

decisions, definitions, and principles that guided C2P2’s work and its outcomes. 

 
Section Two provides practical guidance - key lessons, ideas, tips, and questions - 

that C2P2 would recommend to other organizations seeking to follow its lead, 

interspersed with illustrative information from the C2P2 and OAACS 

experiences. The section is split into five key guidance areas: (1) building positive 

relationships with children and families by understanding and using relevant 

cultural norms, (2) recognizing and involving family, kin and community as 

resources, (3) using strength-based processes when conducting assessments (4) 

defining the characteristics of culturally competent professionals and (5) using 

evaluation as a tool for program monitoring and improvement. 

 
Section Three takes a broader view, offering lessons learned, general tips for other 

organizations, and opportunities for further work in this field. 

 
The guide concludes with Section Four, which contains forms and tools for 

organizations to use and adapt. They correspond with the suggestions and ideas 

provided throughout the guide. 



 

 
 

9 

Preface 

My Learning from a Journey towards Cultural 
Competence 
 

Wanda L. Hackett, Ph.D. Organization Psychologist and the  

Culturally Competent Professional Practice Project Manager 

 

Bridges to Engagement: Tools to Enhance Cultural Competence is a compilation 

of the lessons learned during a three and one-half year journey exploring the 

power of culture from both ethnic as well as organizational perspectives. This 

“tool kit” provides insights into some of the key components of cultural 

competence, provides snapshots of a culturally specific social work model, and 

shares tools developed to support culturally relevant professional practice.  

 

As an organizational effectiveness consultant for the past 30 years I have worked 

with hundreds of organizations, and thousands of employees working on teams to 

accomplish their organizational missions and goals. I’ve consulted in the public, 

private and non-profit sectors, to Fortune 1000 firms, to high tech companies, 

public utilities, Wall Street law firms, public and private schools, early childhood 

education centers, to name a few, all exploring what is necessary to attain high 

performance and exceed their customers’ expectations, to utilize their workforce 

diversity as an asset and to effectively plan and implement large systems change 

initiatives.  
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For the past three and one-half years instead of consulting to a team, I have been a 

member of a high performing team the mission of which was to understand how 

culture (both human and organizational) could be effectively utilized to mitigate 

the disproportionality of African American children in a public child welfare 

system and in doing so (unbeknownst to me at the beginning of this journey) to 

contribute to the dialogue and the debate raging in the United States today relative 

to the need for and importance of cultural relevancy in professional practice 

arenas including social work, education, health care/mental health, juvenile 

justice, etc. where our outcomes as professionals fall short in meeting consumer 

needs. 

 

The debate in one sense is about the legitimacy of utilizing different cultural ways 

of knowing, different belief systems and frames of reference to inform the way in 

which services are delivered to diverse populations. It’s also more importantly 

about sharing power, changing the way we engage with families and children, and 

implementing processes that support families and communities to become active 

participants in capacity building efforts versus passive recipients of services. 

Everyone learns and benefits from such a process. Here are some of the things I 

have learned. 

§ Mitigating disproportionality is hard work that requires highly skilled 

professionals, who are willing to try new approaches, take risks and share 

power by engaging in shared decision making to achieve shared goals. 

§ Cultural competence is hard work that requires vigilance in recognizing my 

preconceived notions, and having the discipline to manage them in order to 

mitigate decision bias; as well as the humility to learn about and effectively 
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utilize the cultural norms of diverse children, families and communities in my 

professional practice. 

§ Partnering and collaborating is hard work that requires checking my ego at the 

door in order to listen and problem solve utilizing the synergy of multiple 

ideas; sharing power and engaging in shared decision making; releasing my 

need for individual recognition in order to take pride in shared 

accomplishments; learning from our mistakes as a team versus blaming 

individuals; and realizing we really do achieve more together. 

§ Systems change is hard work that too often requires failing in order to uncover 

the learning that is the key to success, the secret—don’t stop, don’t go 

backwards—just keep moving forward by engaging in the next indicated 

action. 

My greatest learning, however, was the power of an organization’s values to 

shape individual perspectives and behaviors. I’ve taught this theoretically for 

years, but I experienced it during the life of this project. The more we understood 

the underpinning values—safety and respect through shared decision making—

the more they became apart of our team’s frame of reference and operating norms. 

As I participated in the codification of this unique social work practice model, I 

realized how much I believed in its tenets. It became less about me and more 

about “us” and our shared goals. It became important to accomplish our goals 

within a relationship that was respectful, and empowering versus competitive. 

During the project the individual capacity of the partnership increased as well as 

our collective capacity.  
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This document summarizes moments along the way of a unique expedition in 

systems change, which will continue as you the reader become a part of the 

process, as such our contribution to systems change is not at an end—but at a 

beginning with yours. 

 

Wanda L. Hackett, Ph.D. 

March, 2006 
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Section One 

This section describes the problems facing African American children, the set of 

challenges and opportunities that brought the Project Team together, the members 

of the Culturally Competent Professional Practice (C2P2) Project Team, the 

operational definitions that guided our joint work, and the features of cultural 

competence that emerged from the codification of the Office for African 

American Children’s Services (OAACS) practice model. The section also 

documents the major findings from this three and one-half year project to 

understand how culture informs social work practice and to contribute to more 

effective engagement of African American families. 

The Problem 

National Snapshot 

While African American children and youth constitute 15% of the U.S. child 

population, they are overrepresented (their incidence exceeds the number in the 

general child population) in the child welfare system. They are also 

overrepresented among children and youth diagnosed with special needs and 

placed in special education classrooms across the nation, and those detained in the 

juvenile justice system. 

 

African American children’s presence in the child welfare system nationally 

increased over 130% between 1967 and 1999 (from 27% to 64%). Their presence 

in the child welfare population is more than four times their representation in the 

U. S. child population. African American children are retained in the system more 
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than twice as long as white children, with stays exceeding 18 months, and are 

twice as likely to be placed in out-of-home care (foster care). Thomas Morton’s 

review of national research data reported there is no higher incidence of abuse or 

neglect in any racial or ethnic group. Therefore, we must assume that any higher 

incidence must have other causes.1 

 

Similar social indicators have been reported2 relative to the disproportionate 

representation of African American children placed in special education (18.3%); 

diagnosed as having serious emotional disturbance (26.4%); or enrolled in classes 

for the educationally mentally retarded (33%), where they are almost three times 

more likely to be enrolled than white children though African American children 

constitute only 17% of the national school enrollment. 

 

The Civil Rights Project at Harvard University3 reported similar findings in their 

1997 national study: 

 
Much of the empirical research in this book explores patterns of 

overrepresentation of minority children by disability category and 

whether, once identified, they experience relatively less access to the 

general education classroom than similarly situated white children. The 

evidence suggests that black over-representation is substantial in state 

                                                 
1 Morton, T. D. “ The increasing colorization of America’s child welfare system. The Policy and 
Practice Social Work Journal. December 1999, p.23. 

2 National Association for the Education of African American Children with Learning Disabilities 
(2006). Website: www.charityadvantage.com/aacld/ArticlesandPublications.asp 
3 Dan Losen and Gary Orfield (2002). Racial inequity in special education. Harvard University 
Civil Rights Project. Cambridge, MA: Harvard Education Publishing Group. 
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after state. The studies reveal wide differences in disability identification 

between blacks and Hispanics and between black boys and black girls that 

cannot be explained in terms of social background or measured ability    

(p. xvii). 

 
Both the statistical and qualitative analyses suggest that these racial, 

ethnic and gender differences are due to many complex and interacting 

factors, including unconscious racial bias on the part of school 

authorities, large resource inequalities that run along lines of race and 

class, unjustifiable reliance on IQ and other evaluation tools, educators’ 

inappropriate responses to the pressures of high-stakes testing, and power 

differentials between minority parents and school officials (p. xviii). 

 
Additionally, the 1999 National Report on Minorities in the Juvenile Justice 

System,4 which reported data from the 1997 National Longitudinal Survey of 

Youth, found that: 

 
Minorities made up about one-third of the juvenile population nationwide 

but accounted for nearly two-thirds of the detained and committed 

population in secure juvenile facilities While black juveniles ages 10- to 

17 made up about 15% of the juvenile population, they accounted for 26% 

of juveniles arrested and 45% of delinquency cases involved detention. 

About one-third of adjudicated cases involved black youth, yet 40% of 

juveniles in secure residential placements were black. These are numbers 

that cannot be ignored (p. 9). 

                                                 
4 Juvenile Justice Bulletin (December 1999). 1999 National Report Series: Minorities in the 
Juvenile Justice System. 
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The National Report also stated that African American youth, even after 

controlling for the offense, were twice as likely to be placed in secure detention as 

their white counterparts. 

 

These reports describe the overrepresentation of African American children and 

youth in several human service systems, which cannot be explained by social 

background. They beg the question “What factors contribute to these alarming 

outcomes?” Racial bias was repeatedly recognized as one key contributing factor. 

Local Snapshot: King County, Washington 

Using Thomas Morton’s child welfare research finding that there is no greater 

incidence of child abuse and neglect amongst African American families than 

other ethnic groups, the King County Coalition on Racial Disproportionality5 

commissioned a study. Supported by funding from Casey Family Programs and 

the Stuart Foundation, the study’s purpose was to understand where 

disproportionality exists and to what extent, and factors that contribute to racial 

disproportionality in the King County, Washington child welfare system. 

 

A review of 2002 Division of Children and Family Services, Washington State 

Children’s Administration management data revealed that the representation of 

African American children in the child welfare system, when compared to white 

children, mirrored the national trend and evidenced significant overrepresentation 

at every decision point in the system. Disproportionality was operationally 

                                                 
5 King County Coalition on Racial Disproportionality Study (November 2004). Racial 
disproportionality in the child welfare system in King County, Washington. Seattle, WA: 
http://www.catalystforkids.com/  
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defined as having a greater representation in the system than occurred in the 

general child population. So while African American children constituted 7% of 

the child population in King County (Seattle and surrounding areas) they were 

overrepresented upon entry into the child welfare system and their representation 

increased at every decision point. For example they represented: 

§ 19% of cases referred for investigation by Child Protective Services 

(CPS);  

§ 23% of new out-of-home (foster care) placements in King County; 

§ 27% of all children who become dependencies of the state; and 

§ Of those in out-of-home placement 

� 27% of children who have been in foster care for more than two 

years, and 

� 39% of children who have been in foster care for more than four 

years. 

The above statistics, while similar for Native Americans in King County, were 

quite different for white children who came to the attention of the child welfare 

system. White children are 68% of the child population in King County and upon 

entry to the child welfare system and at every decision point showed a decreasing 

trend. They represented: 
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§ 54% of cases referred for investigation by Child Protective Services 

(CPS);  

§ 52% of new out-of-home (foster care) placements in King County; 

§ 51% of all children who become dependencies of the state; and 

§ Of those in out-of-home placement: 

� 40% of children who have been in foster care for more than two 

years, and  

� 38% of children who have been in foster care for more than four 

years.  

Table 1: Summary of Children Entering or In the System depicts the 2002 child 

data for white, African American and Native American children in the King 

County, Washington child welfare system. In response to the inequitable 

representation displayed by these statistics, the King County Coalition on Racial 

Disproportionality’s study recommended more culturally competent child welfare 

professionals (e.g., social workers, court officials, court appointed special 

advocates, attorneys, etc.) at each level of the system, beginning with the decision 

to refer for investigation and including the assessment of safety and risk, the 

decision to file for dependency and place in out-of-home care or terminate 

parental rights, and the approach used to plan and implement permanency efforts. 
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Table 1: Summary of Children Entering or In the System 

Summary Children Entering or In the System

6% 5% 10% 9% 11%
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The Opportunity: Building a Community-Public 
Agency Partnership 
The plight of African American children, described above, both nationally across 

several human service systems and locally for the King County child welfare 

system, provided a catalyst for action in King County. Community organizations 

seized the opportunity to strengthen longstanding partnerships and form more 

interdependent relationships with the Division of Children and Family Services to 

better serve African American children in the child welfare system, hoping it 

would lead to important learning and a change in direction, specifically for one 

King County child welfare office and ultimately for everyone who reads this 

guide. 

A Brief History of the Key Partnerships 

The Office for African American Children’s Services 

The Office for African American Children’s Services’ (OAACS) culturally 

competent social work practice framework was developed through a collaborative 

community design process spearheaded by the Black Child Development Institute 

(BCDI)—Seattle affiliate.6 The OACCS practice model was developed by senior 

African American social workers on their own time, meeting in church basements 

during the mid-1990s. This followed their involvement in several studies 

conducted by BCDI, which reported the overrepresentation of African American 

children in the child welfare system and a pattern of culturally unresponsive 
                                                 
6 OAACS is the culmination of over 27 years of research, leadership and advocacy for the 
mitigation of disproportionality and the provision of culturally relevant and effective child welfare 
services in King County by Black Child Development Institute, the Seattle affiliate on behalf of 
the African American community. 
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approaches to social work practice within the King County Division of Children 

and Family Services (DCFS). 

 

In 1999 these efforts germinated into what would become OAACS. Dr. Joe Bell, 

then Regional Administrator for Region 4 (King County), now retired, approved a 

demonstration project and established the African American Children’s Section. 

The Section was located within a DCFS office and carried a caseload of African 

American children and families. Many of the social workers who had participated 

in the design of the practice model were assigned to the Section.  

 

The child and family results from 1999 to 2002 were promising and the practice 

model was deemed effective. As a consequence, the Section was expanded to a 

full office (OAACS) in 2003. Staff increased from 25 to 70 social workers and 

from two social work units—one Child Protective Services unit (CPS) and one 

Child Welfare Services unit (CWS)—to seven units (3 CPS units, 2 CWS units, 

one adoption unit and one adolescent unit). In 2001 the Section accepted 528 

cases referred for investigation; two years later OAACS accepted 1,718 cases, 

more than three times as many. 

 

UJIMA Community Services 

From its inception, OAACS closely partnered with community agencies and had a 

special relationship with One Church One Child of Washington State, now known 

as UJIMA Community Services, a non-profit, non-sectarian licensed African 

American child placement agency. UJIMA Community Services has an 

outstanding record of recruiting and supporting foster, adoptive, and kinship 

placements for African American children. UJIMA staff represent the African 
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American community on OAACS’ Child Protective Teams and participate on 

many of the Offices’ prognostic staffings. As a consequence of their long history 

and positive working relationship, a mutual trust and respect has developed, 

which is uncommon between public child welfare agencies and African American 

community-based agencies. 

 

The Culturally Competent Professional Practice Project (C2P2) 

In 2002 the Northwest Institute for Children and Families (NICF) at the 

University of Washington School of Social Work became the site for the Frontline 

Connections Quality Improvement Center (QIC), funded by the U.S. Children's 

Bureau. The QIC, in partnership with community organizations including BCDI, 

designed an initiative to develop the evidence base regarding effective CPS 

services for African American and Native American families. Researchers and 

practitioners in Oregon, Washington and Alaska worked on research projects to 

further what we know about engagement of African American and Native 

American families, kin and community involved with CPS due to neglect.  

 

Given the longstanding relationship between OAACS and UJIMA Community 

Services, they agreed to partner and responded to the request for proposals 

published by the Quality Improvement Center in late 2002. The proposal they 

submitted recognized the effectiveness of OAACS’ culturally competent CPS 

family engagement practice model, which had practice-based supporting evidence 

and  would provide several benefits to the Office: (a) codification of the unique 

features of its culturally competent practice framework; (b) a systematic 

evaluation to strengthen the evidence base surrounding its culturally competent 

practice framework; and (c) coaching support for its social workers and 

supervisors as OAACS’ staff expanded.  
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UJIMA Community Services would also benefit from the partnership by 

strengthening their relationship with OAACS and further developing their internal 

coaching, program development and program management capabilities. The 

Northwest Institute for Children and Families would benefit as well by 

strengthening their relationships with community-based organizations. 

 

The Culturally Competent Professional Practice Project (C2P2) was born when 

the proposal was funded for three and a half years (November 2002 through 

March 2006).7 The Project approach was based on one underlying hypothesis:  

 

Frontline worker decision bias is a major contributing factor in the 

overrepresentation of African American children in the state’s child 

welfare system; by engaging in culturally competent shared decision-

making as practiced within OAACS, the decision bias of service 

professionals is effectively mitigated and overrepresentation is reduced. 

C2P2 Project’s Objectives 

The Project’s primary objectives were to: (a) understand and codify the unique 

features of OAACS’ culturally specific practice model; (b) support the consistent 

implementation of the model by social workers and supervisors by providing 

briefing sessions, coaching, and human resource consulting to the supervisory 

team; (c) conduct a systematic three-year evaluation to measure child outcomes 

resulting from implementation of the OAACS’ culturally specific practice model; 

and (d) disseminate the research findings and tell the OAACS story so that other 

organizations could consider adopting its promising practices. 

                                                 
7 Two other culturally specific projects form the 2002 cohort of projecs, the Nooksack Indian 
Tribe and the Eklutna Village of Alaska. 
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Many approaches were utilized to implement the C2P2 Project objectives, 

including facilitating meetings with the OAACS Design Team to codify the 

culturally relevant features of the OAACS practice model, conducting briefing 

sessions and coaching events, hosting employee recognition events, developing 

theme giveaways to remind professionals to use the model components, and 

educating stakeholders regarding OAACS’ efforts and outcomes. Table 2: C2P2 

Project Logic Model summarizes the change factors that were the Project’s foci, 

key strategies to attain desired Project outcomes and Project impacts. 
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Table 2: C2P2 Project Logic Model 
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Operational Focus 

During the proposal development stage the C2P2 Project Team made a decision to 

focus the project approach on the required knowledge, skills and abilities of child 

welfare professionals to deliver culturally competent services identified during the 

model’s codification rather than on individuals’ attitudes. The C2P2 Team 

believed that workplace diversity efforts aimed at increasing awareness of 

assumptions and preconceptions while valuable, would take more time and 

resources than were available. Given the expansion of OAACS in 2003 it was 

critical to help staff become competent in the practice model as quickly as 

possible. Skill building therefore would be supported by coaching and social work 

supervisors would receive consulting to support effective performance 

management, including the development of social work and service provider 

competencies. 

 

The Nguzo Saba 

A cultural framework specific to African Americans—the “Nguzo Saba (the 

Seven Values of Kwanzaa)8 emerged during the codification of the practice 

model as a foundation for the culturally relevant features of the OAACS practice 

framework. The seven principle values of the Nguzo Saba as delineated by 

Maulana Karenga9 are: 

                                                 
8 Maulana Karenga (2000). Kwanzaa, a celebration of family, community and culture. Los 
Angeles: CA: University of Sankore Press. 
9 Maulana Karenga (2000). Kwanzaa, a celebration of family, community and culture. Los 
Angeles: CA: University of Sankore Press. 
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§ Unity (UMOJA)—the practice of coming together as families, extended 

families and within communities to dialogue, celebrate, problem solve, 

and lend support, guidance, and assistance 

§ Self Determination (KUJICHAGULIA)—is the cultural mandate to define, 

defend and develop ourselves10 to empower families to act in their best 

interests and assure the well being and safety of their children. 

§ Collective Work and Responsibility (UJIMA)—is epitomized in the act of 

shared decision-making. Working together we can find a mutually 

agreeable solution. 

§ Collective Economics, Resources and Strengths (UJAMAA)—is a 

commitment to community capacity building. Through collective efforts 

the resources and strengths of families and community-based 

organizations are utilized to support children and families. 

§ Purpose (NIA)—our commitment as a collective people is to build, 

develop, and defend our community, its culture and history11 in order to 

play our role in human history and make our contribution. 

§ Creativity (Kuumba)—to restore12 and when necessary reconnect families 

using creative approaches that result in empowerment rather than 

dependency, and respect rather than victimization. 

                                                 
10 Ibid. p. 50 
11 Ibid. p. 59 
12 Ibid. p. 64 
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§ Faith (IMANI)—a deep belief in the family and community’s capacity to 

take control of their destiny and daily lives and shape them in their own 

image and interest13 to ensure the safety and well being of our children. 

How these seven principles were used to implement the OAACS culturally 

competent practice framework will be explored in Section Two. 

 

Defining Culture: Multiple Funds of Knowledge 

The culture of a people is the [general] way in which the individuals live 

their lives, the [collective] way they express their being.” (Dr. Eleanor 

Lynch & Dr. Marci Hanson, Professors of Special Education)14 

 

[Culture is] . . . the integrated pattern of human behavior that includes: 

thoughts, communications, actions, customs, beliefs, values and 

institutions of a racial, ethnic, religious, or social group.” (Terry Cross, 

Director, National Indian Child Welfare Association)15 

 

As the expression of all that constitutes the every day way of life of a 

people, culture defines and gives meaning to everything experienced by 

the living. Accordingly, culture defines and gives meaning to the notion of 

human development . . . . (Wade Nobles, African American Psychologist)16 

                                                 
13 Ibid. p. 66 
14 Lynch and Hanson (1998) 
15 Terry Cross (1988). Cultural competence continuum: Services to minority populations. 
Focalpoint: A national bulletin on family support and children’s mental health, 3(1), 1-4. 
16 Wade Nobles (1986). African psychology: toward its reclamation, reascension & revitalization. 
Oakland, CA: A Black Family Institute Publication. 
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The above operational definitions informed the C2P2 Project Team’s 

understanding of culture and guided our work with OAACS to codify their 

culturally competent practice framework and delineate how culture was used day-

to-day in their social work practice. 
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Key Components of OAACS’ Culturally 
Competent Practice Framework 
A reciprocal decision-making and learning process is central to the OAACS 

practice model, along with four key components underpinning OAACS’ culturally 

specific approach to social work and engaging African American families. These 

four overarching components were: (a) understanding and using cultural values 

and norms; (b) conducting strength-based assessments; (c) recognizing family, kin 

and community as resources; and (d) referring to culturally competent 

community-based service providers. 

 

These four elements emerged early in Year One of the Project and became the 

cohering themes around which the C2P2 Project Team began to develop tools to 

support child welfare professionals’ consistent implementation of the OAACS 

practice framework. Exhibit A “Core Components of Cultural Competence” 

depicts the four central components of the framework and provides examples of 

how they inform OAACS’ social work practice. 
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Exhibit A: Core Components of Cultural Competence 
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A Process of Reciprocal Learning and Decision-making  

Shared decision-making supported by reciprocal learning was found to be at the 

heart of the OAACS practice model. By creating an environment in which people 

could work together (family members, community representatives and social 

work professionals) to attain shared goals, the decision bias believed to contribute 

to disproportionality was often mitigated. OAACS strove for the best interests of 

the child and his/her family and ensured the attainment of the shared goals of 

child safety and well being by encouraging the voicing and consideration of 

multiple perspectives, selecting the most viable options, and reaching agreement 

by both the family and OAACS.  

 

When social work professionals described the nature of their engagement with 

families they reported a reciprocal process of respect that resulted in mutual 

learning and enhanced family engagement. 

 

Families bring their strengths, actively participate in the resolution of 

issues, and everyone engages in a learning process (both the family and 

the social worker). As an outcome families get support and empower 

themselves versus becoming dependent upon the Department. Everyone 

(family, community and Department) works together interdependently. 

and OAACS gets feedback on the effectiveness of the model. 

OAACS Supervisor 

 

This reciprocal process was reportedly guided by two African American adages: 

“Do no harm to the family” and “People can and do change,” and the four core 
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components of OAACS culturally competent practice framework voiced within 

the cultural context of the Nguzo Saba. Table 3 shows how the two adages, the 

Nguzo Saba, and the four core components were integrated into OAACS’s 

culturally competent child welfare model, reflecting the importance of the family, 

use of shared decision-making and community resources, and opportunities for 

placement prevention as well as permanency planning following out-of-home 

placement.  

 

Table 3: 

African American Cultural Framework for Culturally Competent Practice 

(Four Core Components Appear in Italics) 

 

§ UMOJA (Unity) 

– Partnership with Family Using African American Cultural Norms 

§ KUJICHAGULIA (Self Determination) 

– Focus on Family Empowerment 

– Shared Decision-making 

§ UJIMA (Collective Work & Responsibility) 

– Shared Family/Community Decision-making by Recognizing Family, 

Kin and Community as Resources 
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§ UJAMAA (Collective Economics, Resources and Strengths) 

– Comprehensive Assessment Process Using Strength-based 

Assessments 

– Concurrent Permanency Planning Recognizing Family, Kin and 

Community as Resources 

– Intensive In-home Services Utilizing Culturally Competent 

Community-based Service Providers 

§ NIA (Purpose) 

– Child Safety and Well Being 

– Do NO Harm to the Family 

– Placement Prevention 

§ Kuumba (Creativity) 

– Shared Decision Making 

– Creative Problem Solving 

§ IMANI (Faith) 

– Empowered Families in Partnership with the Community to Work 

Together to Keep Children Safe 

– A Belief that People CAN and DO Change 

 

In the following sections, each of the four components of the OAACS 

professional practice model will be described and the tools developed to support 

cultural competence presented. 
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Section Two 

The seven Nguzo Saba principles provided a cultural context which informed how 

the Office’s policy and procedures were implemented. We learned that while 

OAACS had the same mandate and resources as other Division of Children and 

Family Services Offices in King County, the manner in which those services were 

implemented was quite different, as one would expect when cultural adaptations 

are made in response to the needs of children and families. In this section we 

describe the four key components of OAACS’ culturally competent practice 

framework and provide suggestions for organizations interested in replicating it.  

Component 1: Build positive relationships with 
children and families by understanding and using 
relevant cultural norms 
Mutual respect between families, professionals and OAACS as a public child 

welfare agency was the first criteria to emerge as essential to a culturally 

competent approach. The second was to partner and work together with families 

as well as colleagues across the child welfare system. 

 

How does one demonstrate respect, since it is culturally determined? Respectful 

behavior varies depending upon the presenting culture. We asked social workers 

to tell us how “respect” was communicated in their day-to-day interactions with 

families from an African American cultural perspective. They described the 

following behaviors. 
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Respectful Behavior 

Given the systemic nature of race prejudice, African American families have a 

shared history of being discounted and treated in demeaning ways, including not 

being addressed respectfully. As a consequence, asking how a person wants to be 

addressed is one way of signifying respect. Social workers described a number of 

behaviors that would communicate mutual respect. 

 

Establish name preferences 

§ Ask for the correct pronunciation and spelling of someone’s name; 

§ Refer to the person as “Mr.” or “Mrs.” or “Ms.” until told to do otherwise, 

regardless of age; and 

§ Ask the person what they prefer to be called rather than assuming that 

“Bill instead of William or Bob rather than Robert” is acceptable. 

 

Mindfulness of body language 

Since we are always communicating, our body language, it was suggested, was an 

important form of communication. 

§ Give appropriate eye contact to the person you are speaking to, and/or the 

elder in the home; 

§ Watch and respond to family members’ body language (e.g., if they appear 

anxious or upset, reflect that in your comments, saying “I can see you are 

upset,” etc.); and 

§ Be conscious of your own body language and what it might convey. 
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Remember that you are a guest in someone’s home 

§ Wait to be invited into a person’s home; 

§ Stand until invited to take a seat; 

§ Act in a respectful manner to elders; and 

§ When offered food or a beverage, understand the implications of not 

accepting it. 

 

Manage your assumptions 

§ Take care not to pre-judge; 

§ Listen to everyone’s perspectives; and  

§ Work to achieve a shared understanding of what has happened and what 

needs to occur to ensure the child’s well being and safety. 

 

The OAACS practice model may be "just good social work practice” as some 

social workers have suggested, but the reality of work within child protective 

services — with the seemingly relentless environment of change and the 

necessary focus on adhering to regulations and administrative documentation — 

makes it exceedingly difficult for workers to give their full attention to cultural 

competence within their practice. By requiring a culturally specific and 

responsive practice, and for OAACS the culture is specifically African American, 

social workers are supported systemically in bringing the sensitivity, knowledge, 

and conscious attention necessary to effectively engage families and create a 

partnership conducive to shared decision-making.  
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By having developed a culturally competent practice framework, and with C2P2's 

effort to codify and support it, it appears that OAACS made it more possible for 

frontline workers to carry out their work in a culturally responsive manner than 

likely would be true in an environment that is not focused on how cultural 

variables impact service delivery and outcomes for families and children.  
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Questions to Explore 

 

1. Have you analyzed your practice model to determine how culturally 

appropriate it is for the diverse children and families in your service 

population? 

 

 

 

2. Have you taken time to reflect on your practice and how it may affect the 

different cultural values and norms of the groups you serve? 

 

 

 

3. In providing services to diverse children and families, do you make 

culturally specific adaptations to your interventions? If so, what theoretical 

or cultural framework are your adaptations based upon? 

 

 

 

4. Does your professional practice model include culturally specific 

behaviors to convey respect utilizing the cultural norms of diverse children 

and families? 
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Component 2: Recognizing and engaging 
family, kin and community as resources 
 

An OAACS’ Worker’s Story 

This mom gave birth to twins in February, and her first child was already 

a dependent, and she hadn’t done anything for the first child, and I went 

and was at the hospital with her for two days in a row for four hours, 

trying to get her to sign a voluntary placement agreement, and when I was 

up there she said, ‘Just a minute, I need to make a phone call.’ She called 

her relatives in Florida, and her aunt and her grandmother got the money 

together to send the grandmother up. We had this little conference right 

there in the hospital room – talked to Grandma, talked to the aunt, talked 

to the mom - and she signed the VPA. This grandmother was already 

caring for, I think, three other of her grandchildren, so the twins would 

have been her great-grandchildren. She flew all the way up here and sat in 

on a meeting. The mom did show up for the meeting. We had a great 

family meeting. We helped raise the money for her to send the children 

back with her, so now the twins are not in care. They’re with their great-

grandmother in Florida. 

Family Engagement 

Recognizing and engaging families and community supports is an African 

American cultural value and norm. The OAACS practice model 

operationally defines “family engagement” as: 
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A process of reciprocal learning: family brings strengths and gets 

learning and support; OAACS brings support and gains knowledge 

and feedback on the effectiveness of its professional practice 

model. 

OAACS Unit Supervisor 

 

In the above description of engagement, the goal within OAACS is to 

create an environment that empowers families to actively participate in the 

resolution of the issues which brought them to the attention of the Division 

of Children and Family Services (DCFS). OAACS’ role is to facilitate and 

support the process and promote self determination through shared 

decision-making that results in child safety and well being. The family’s 

role is to identify their strengths, challenges and the supports necessary to 

ensure child well being. The ultimate goal is empowerment rather than 

dependency on the system. OAACS social workers described two key 

factors associated with family engagement: creating a spirit of inclusion 

and partnering with families using effective and respectful 

communications. 

Creating a Spirit of Inclusion  

OAACS’ operational definition of inclusion emphasized who is invited to 

participate in meetings and how they are treated during meetings. In cultures with 

a communal history such as the African American culture, extended family, 

friends, elders and/or leaders in the community are viewed as “members of the 

family” and central in the lives of children and families. Inclusive behavior 

connects families to their natural support networks, an embodiment of the Nguzo 

Saba principle of Umoja or unity that includes: 
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§ Seeing family, kin and community (extended family, church and other 

community-based social service organizations) as evidence of a family’s 

strengths;  

§ Asking (more than once and over time) who the family would like to 

participate in the process (which might be a family conference, problem 

solving/Individualized Education Program planning, or conflict resolution, 

etc.) and ensuring they are invited and made to feel welcome. This 

includes “non-relative kin”—family members of no specified blood 

relationship (godparents, “play” aunts, uncles, cousins, etc.); and 

§ Facilitating conflict resolution, mediation and/or negotiation sessions, 

family unity sessions and family group conferences to support and 

promote family cohesion in an environment respectful of elders and the 

diversity within families. 

Partnering with Families 

Shared decision-making is at the heart of the OAACS family engagement model. 

Establishing a partnership is important to the engagement process. Three factors 

were very useful in developing a good working relationship with families: 

connecting families to their past successes, effective communication and family 

engagement in shared decision-making. 
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§ Engage families in problem solving by asking their perspective on the 

issue; helping them to explore successful strategies families have used in 

the past to resolve problems; and facilitating brainstorming of alternative 

approaches to resolve the presenting issue. 

§ Effective Communication is key, including establishing a balanced tone 

and a shared sense of power. To set a collegial tone, the OAACS 

culturally competent practice framework supports: 

• Paying attention to what you say and do, including giving 

information immediately regarding the nature of the issue or 

opportunity and a summary of any mandatory processes that must 

be followed; 

• Describing your role in the process and avoiding hidden agendas 

by really listening for understanding and avoiding the tendency to 

“tell” by asking strength-based questions;  

• If taking notes, conveying why you are taking notes and explaining 

the importance of documenting “their story” to ensure accuracy 

and to use to follow up on commitments (yours and theirs) made; 

and 

• Being honest, a key norm in African American culture, allows you 

to convey the reality of your perspective (what law, policy and 

procedure require) while recognizing the family may perceive the 

situation differently. 
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§ Engage the family in a process of shared decision-making, which includes 

engaging the family in identifying any child issues (e.g., child safety, 

education, behavior management, etc.) and their goals or desired outcomes 

for resolving those issues. To facilitate shared decision-making: 

• Assisting the family in brainstorming what they would like to see 

happen; identifying resources available to them, including their 

family and community support system, and alternative approaches; 

• Remembering, as more people are brought in to support the family, 

it is important to be open to creative ideas that such an ingathering 

will generate; and  

• Empowering the family to consider their resources (family, 

community and DCFS) and options and to make mutually 

acceptable decisions. 

The majority of OAACS workers has internalized this culturally responsive 

approach to family engagement and is working with families to overcome the 

long-standing distrust many families have of DCFS. Family members who 

completed C2P2 surveys following participation in a family group conference 

were three times as likely to describe a positive rather than negative interaction in 

terms of how workers involved with their case treated them. More than half the 

family members completing surveys felt that they, their families, or another 

family member had the most say in their case. Most family members completing 

surveys in Year 3 found OAACS to be helpful in terms of actions taken to resolve 

their case. 
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In making sure that the family is engaged with the worker, or that the 

worker is engaged with the family, I think what ends up happening is the 

family ends up disengaged with the system itself, and that’s where we want 

our families – not to be engaged with CPS, not engaged in court services, 

actually disengaged with that and more engaged with their own families, 

engaged with their own children, engaged in providing safety for their 

children. 

C2P2 Coach 

 

Seeing family members coming together and saying “I’ll be there for you” 

was amazing. And it happens so often in these families. 

OAACS Social Worker 

Partnering with Community-based Organizations 

Working with community partners, we have to walk our talk about 

engaging our partners. We have to demonstrate the same behaviors that 

we are expecting from others as they work with families and children. We 

need to trust the wisdom of the people that are doing the work. We need to 

support the leaders of the initiative, not be the leaders of the initiative. We 

need to believe in and support the champions of the work. 

Indra Trujillo 

University of Washington, School of Social Work 

Northwest Institute for Children & Families 
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Over the three years the C2P2 Project worked with OAACS, the Project Team 

began to understand that our working relationship was a microcosm of the 

opportunities and challenges the Office faced when working with families and 

other community-based organizations (the broader African American community, 

community-based service providers, etc.). As strong a partnership as C2P2 

enjoyed with OAACS, it was not officially a part of OAACS. The C2P2 Project 

Team brought much strength to the partnership, which, at times along the way, 

emerged as a challenge, given the continual environment of transition evident in 

OAACS. 

 

For example, while the Project Team included social workers and case managers, 

they were employed by a private agency (UJIMA)—not OAACS—and as a result 

there were differences in experiences, cultural background and perspectives. The 

project manager was a trained organization psychologist rather than a social 

worker. While she brought useful information and opportunities for skill building 

relative to program design and implementation, which was necessary to codify the 

practice model and implement the project, as well as performance management 

useful in the delineation of social work competencies, she did not have a 

background in social work nor was it easy for her to understand why the day-to-

day fire fighting consistently received higher priority than the careful planning 

needed to ensure consistent implementation of the culturally competent practice 

framework so important to successful child outcomes. 
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Without a high level of cooperation and teamwork, C2P2 could never have 

succeeded in resolving the inevitable problems that arose, including at times a 

“we–they” dynamic. The Project was able to continue to move forward because 

C2P2 enjoyed three key indicators of a successful collaboration: 

§ Shared goals; 

§ Respect of the initiative leaders (the Area Administrators and other key 

partners); and 

§ An environment of trust. 

Shared goals, mutual respect and trust allowed Project partners to negotiate 

priorities, resolve conflicts and communicate effectively from multiple 

perspectives. 

 

Walking the talk, we learned, while not an easy task, is an essential one. Painful 

lessons were learned about the difficulty of relationship-building and developing 

trust of frontline social workers, while at the same time encouraging workers to 

implement their practice model with fidelity, and monitoring their progress in 

doing so. It was a delicate balance. We learned anything that can be done to create 

and strengthen the partnership between the many players in an initiative will serve 

it well as that project unfolds — doing so is at the heart of the work.  
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Questions to Explore 

 

1. How expert are your facilitation skills relative to conflict 

resolution, problem solving and negotiation? 

 

 

 

2. Do you actively assist families in resolving conflict in order to 

engage in effective problem solving?  In shared decision-making? 

 

 

 

3. Does a “we-they” attitude pervade some relationships with: 

a. Families? 

b. Community organizations? 

c. Cross agency departments? 

 

If so, what is at the root of the divide?  

 

 

 

4. What might you do to create a win-win attitude where divisiveness 

exists today? 
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Component 3: Using strength-based processes 
when conducting assessments 

 

Focusing on problems rather than strengths in a culture may limit our 

ability to see other possibilities for our people. By moving from the deficit 

orientation to the strengths perspective, we empower ourselves not to be 

seen as the victim anymore.17 

 

The Project Team’s work with OAACS deepened our belief that culture is 

embedded in the fabric of the home, community institutions, and learning 

environments—as air is to mammals or water to fish. The professional providing 

services to diverse children and youth has an opportunity to become a bridge 

between what is learned within the home and community (the cultural context) 

and underpins an individual’s conceptions of reality and how these diverse ways 

of knowing when viewed as strengths can be leveraged for successful interactions 

within the broader society’s institutions—in schools, public service agencies, and 

other arenas.  

 

When families’ “funds of knowledge”18 are viewed as strengths, families are 

empowered to partner with service professionals and engage in shared decision-

making. The service professional has an opportunity to create a “bridge of 

understanding” that supports families interacting as equal partners rather than 

                                                 
17 Charlotte Goodluck. (2002). Native Amercian children and youth wellbeing indicators: a 
strengths perspective. (p. 14). Northern Arizona University, College of  Social and Behavioral 
Studies, Department of Sociology and Social Work. Funded by the Casey Family Programs. 
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treating families as victims dependent upon the system, not only for services but 

for direction. A strength-based approach acknowledges that families have a great 

deal of knowledge to bring to the table and draw upon as they work with service 

professionals to resolve the issues they face. 

 

The OAACS culturally competent practice framework identified strength based 

assessments that ensure shared decision-making as one of the most important 

features critical to building bridges and engagement with families. The model 

supports the identification of family strengths, as well as the strengths and 

resources of community-based partners. With OAACS acting as facilitator, 

bringing families and community-based partners to the table, a process of 

engagement is developed that empowers families to act in the best interests of 

their children and allows service providers to use their resources to support 

families’ efforts in achieving self determination. 

 

While the C2P2 Project team observed a strength-based approach to assessment 

occurring within OAACS, it was dependent on individual staff members. Some 

but not all social workers used a strength-based approach and there was no 

consistent strength-based approach used by all OAACS social workers to guide 

risk and safety assessments. Since developing a consistent practice was an 

important OAACS goal, the C2P2 Project utilized its resources to sponsor training 

on this topic. The training was intended to give OAACS social workers exposure 

to theories such as neuro-linguistic programming to understand our propensity for 

deficit-based questioning rather than strength-based questioning. It included 
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consulting from a trained psychologist19 who provided examples and the 

opportunity to practice developing asssessment questions that were strength-

based. OAACS social workers worked together in small groups to first delineate 

typical questions posed during a family assessment. Then, with coaching to 

reframe them when needed, turned them into more strength- based questions like 

the following. 

§ What do you think happened here? Rephrased to: 

• There has been an allegation—a referral to  CPS for---have 

you any idea why someone would report this? 

§ Do you know why I’m here? Rephrased to: 

• Why might people be concerned about your family? 

§ Do you know why I’m here? Rephrased to: 

• There are two sides to every story; can you tell me from your 

perception what happened? 

§ Why were your children removed from your care? Rephrased to: 

• What has happened to cause OAACS/CPS to be involved with 

your family? Or 

• Tell me how you got to this point (removal of your children 

from your care)? 

§ Let’s discuss your felony charges. Rephrased to: 

• Tell me about the time in your life when you were involved 

with the criminal justice system? 

                                                 
19 Training was provided by Janine Jones, Ph.D. www.forachild.net  
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See Tool #1 for other examples of strength-based questions developed by 

OAACS social workers. 

 

As a consequence of this training and the lessons learned, OAACS social workers 

engaged one another in a dialogue regarding the differences between the two sets 

of questions. There was widespread agreement that the rephrased questions 

represented the type of relationship epitomized in the OAACS culturally 

competent practice framework—respectful, engaging, and empowering—which 

they were all striving to create. The following stories and statements depict the 

strength-based approach which is central to the OAACS practice approach. 

 

Oftentimes, a lot of our social work - we go into families and we’re just 

focusing on those negative aspects of what’s brought this family into the 

system – drug and alcohol abuse, domestic violence, criminal history, 

anger management – and oftentimes we go in and our main focus is to just 

look at that and to help the parents do the court-ordered service. We use a 

different approach in this office where we really go out of our way to try 

to find those positive things, and oftentimes that happens by a social 

worker just looking around, asking about family…. We’ll talk about the 

problems, but we’ll also talk about what positive things did you see there? 

Oftentimes, almost all the time, there are positive things that we can build 

on. 

OAACS Supervisor 
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I’m currently working with a family – it’s a mom with three kids - and I 

became involved when the youngest one was born and we got the referral 

because mom had tested positive for drugs throughout the pregnancy. But 

when we first – when I came on the picture - she had gotten herself clean 

and sober the last month and a half, and we were able to come up with a 

plan where she could go home with the baby in a safe manner. And she 

came from a chaotic and abusive family, so we couldn’t pull on those 

resources, but we put a lot of service providers around her and public 

health nurses and family preservation services, and she did really well for 

the first couple months but started to slip then. And we put a lot of 

resources in there, but she was still missing her UAs and wasn’t quite 

getting on the ball, and she eventually was arrested for a drug warrant for 

something she was picked up on a couple months ago before we were 

involved. And she was sent to King County jail and eventually sent to 

prison. But in the meantime, her baby was in foster care because we 

couldn’t find a viable relative, but we really kept pushing her on it – 

‘What other relatives do you have? What other relatives do you have?” – 

and she started to mention some sisters who she hadn’t seen in a year and 

she wasn’t real close to, and she didn’t think they were going to step up to 

the plate, but I explained in crisis situations families really come together, 

so she started to describe them, and I realized that I knew one of them. 

And so I was able to find her, and she was willing to take this infant in a 

month. So in the meantime mom wrote me a letter from jail just expressing 

her appreciation of all that I’d done. Even though it didn’t come out how 

she had wanted to, she felt good about her baby going to a relative and 

knowing who’s caring for her child. 

OAACS Social Worker 
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Being approached as a nice person helps families engage – looking at 

each family as individuals, identifying their strengths and saying “I’ll help 

you through this” – but being honest and saying “You’ve got these 

problems you have to address, but we’ll work together on these problems. 

OAACS Supervisor 

 

The belief is that everyone has something positive going for them, whether 

it’s individual or someone within that family setting, or whatever that 

support group may look like. And that’s different. We usually focus on 

what’s wrong, and if you start with what’s good, then you have something 

to build on.  

Former Regional Administrator 
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Questions to Explore 

 

1. List three questions you typically ask families at a first meeting: 

 

 

 

 

 

2. Go to Tool #1 and read the OAACS developed strength-based questions: 

§ Check those questions that are similar to the questions you listed 

above. 

§ List those questions that you like and plan to use in the future: 

 

 

 

 

 

3. Was there any significant difference between the questions you typically 

ask and the strength-based questions developed by OAACS social 

workers? What insights did you gain from this exercise: 
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Component 4: Defining characteristics of 
culturally competent professionals 

 

A culturally competent professional “acknowledges and incorporates . . . 

the importance of culture, the assessment of cross cultural relations, the 

need to vigilantly recognize the dynamics that result from cultural 

differences, the expansion of cultural knowledge, and the adaptation of 

services to meet culturally unique needs.20 

Terry Cross 

 

The above operational definition describing “competence,” and more specifically 

“cultural competence,” emphasizes the C2P2 Project’s skill-based approach. It  

describes a person with multiple “funds of knowledge” or ways of knowing who 

is able to utilize that knowledge when working with diverse children, families and 

communities in ways they experience as respectful and empowering rather than 

discourteous and victimizing. 

 

Cultural competence is a life long learning experience. There is no one way to 

exhibit cultural competence. The C2P2 Project Team’s learning from OAACS 

about the knowledge, skills, behaviors and tools that support culturally competent 

professional practice from an African American cultural perspective is one 

example and only one approach. We hope readers will take what they can from 

our experiences to enhance their own learning. Ultimately, the true measure of a 

                                                 
20 Terry Cross (1988). Cultural competence continuum: Services to minority populations. 
Focalpoint: A national bulletin on family support and children’s mental health, 3(1), 1-4. 
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person’s cultural competence is the extent to which the interaction, relationship 

and/or services provided were effective, empowering, and facilitated mutual 

capacity building (learning and action) at multiple levels. 

 
The following examples reported by OAACS social workers and supervisors 

present some of the situations that require a culturally competent lens and the 

behaviors and perspectives employed. 

 
The culture of “keeping things private” can be seen as being 

uncooperative. We have [learned to] look beyond … behind this. 

OAACS Social Worker 

 

C2P2 has helped create sensitivity to the African American norm of 

physical discipline as a showing of love and devotion.  

OAACS Social Worker 

 

We have to take into consideration what we’re reading when that referral 

comes in, but we also have to have an open mind that when we go out. Our 

personal judgments or opinions that have been formulated – those have to 

be put on a shelf, and we have to be able to go out and really hear and 

listen to what that parent or what that relative may be telling us. 

OAACS Supervisor 

 

When we lay it on the line, saying to parents “You’ve got a problem and 

we have to deal with it. How can we help you?” they can deal with it. 

We’re being honest but we’re treating them with respect. 

OAACS Social Worker 
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If someone were to ask me what the difference was that I saw between a 

culturally competent unit or office and any other office in the city or the 

state or the United States, I would have to say the interaction that I see 

between the family and the worker. When you look at workers and families 

and their relationships, and why the relationships are there, it’s usually 

around CPS allegations or something like that. And so here is a worker 

coming into your life because of an allegation of CPS, and it causes an 

automatic negativity to set up between the two of them. So when a worker 

can establish a real good working relationship with that family, then you 

know something has changed. 

C2P2 Coach 
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An OAACS CPS unit supervisor told the following story, which illustrates the 

importance of a strength-based approach. 

 

We had a case in our CPS unit where the mother had lost, due to her 

substance abuse and chronic history [of] hooking up in domestic violence 

relationships – she’s lost three kids, three children. She’d had her 

parental rights terminated on three kids. Seven years went by and she had 

another baby and when we had heard that she’d had a baby – the hospital 

made a referral – we went out and investigated. And we were at first – we 

were pretty much assuming that things were going to be just the way they 

were seven years ago. And in this particular situation, the CPS worker 

went out, mom did not test positive for drugs, the baby was healthy. We 

did put in some support systems – a home support specialist, we gave mom 

some referrals. And we kept the case open, but we didn’t remove that 

child. It wasn’t in that child’s best interest to be removed from its mom. 

The mom had made some changes – some significant changes – and I 

think most of us think that when you’ve had your parental rights 

terminated on three children, that that fourth kid is probably headed in the 

same direction. And I think that we have to step back and take a look at 

where people are – don’t make assumptions – and work with people where 

they are at that particular point in time. And that mother still has her 

[baby] – we closed our CPS case, and the last I heard, she’s doing just 

fine. 

OAACS CPS Supervisor 
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The C2P2 Project Team was very interested in understanding what skills, 

knowledge and behavior underpinned the type of interactions and insights 

described in the above statements. In Year 3 a major part of the C2P2 Project 

activity was focused on working with the OAACS Supervisory Team (comprised 

of the Area Administrator and the CPS and CWS Unit Supervisors). Meeting 

bimonthly, we worked together to explore the critical knowledge, skills, and 

abilities for social worker success in OAACS. Five overarching domains were 

identified: (a) job knowledge, (b) team work and positive relationships, (c) 

professionalism, (d) balanced advocacy, and (e) time management. See Tool #3 

for a summary of the key domains and sub-domains identified. 

 

Additionally a cursory review of the literature21 was conducted from several 

professional perspectives (health care, social work and education) to inform our 

understanding of what other researchers had found to be important characteristics 

of cultural competence. This review surfaced five key characteristics of culturally 

competent professional behavior:  

§ Validating: acknowledges the cultural norms and practices of others as 

legitimate; 

§ Taking a Comprehensive View: considers the whole person, takes a 

strength-based approach and engages families in shared decision-making;  

                                                 
21 Eleanor Lynch & Marci Hanson (1998). Developing cross cultural competence: a guide to 
working with children and families. Baltimore, MD: Paul Brookes Publishing; and 
Roberta Greene & Marie Watkins (Eds.) (1998). Serving diverse constituencies. New York: 
Aldine de Gruyter; and 
Geneva Gay (2000). Culturally responsive teaching, theory, research and practice. New 
York: Teachers College, Columbia University. 
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§ Taking a Systemic Approach: works from law/policy/court orders, as 

well as social and historical realities of oppression, poverty, experiences of 

families, needed resources, etc. 

§ Empowering: supports the development of families’ enhanced self 

confidence, courage and the will to act; taps into motivation; 

§ Transformative: builds positive relationships, has high expectations for 

families, understands the change process, helps families to develop 

effective skills, and has a proven track record of successful interventions; 

and 

§ Emancipatory: mitigates institutionalized bias, supports pride and 

encourages self efficacy—a belief in one’s ability to succeed. 

While the Project Team’s review of the literature did not surface professional 

standards guiding the cultural competence of social work professionals 

specifically, our review did surface fourteen standards published by the U. S. 

Department of Health and Human Services (DHHS), Office of Minority Health22 

that while written for health and mental health care agencies were very useful in 

informing the C2P2 Project Team’s thinking. Of the fourteen standards the first 

three proved the most relevant to the C2P2 Project’s work with OAACS. 

                                                 
22 US Department of Health and Human Services, Office of Minority Health (March 2001). 

“National standards for culturally and linguistically appropriate services in health care: Final 

Report. 
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§ Standard 1: . . . organizations should ensure that  . . . consumers receive 

from all staff members effective, understandable, and respectful care that 

is provided in a manner compatible with their cultural . . . beliefs and 

practices and preferred language. 

§ Standard 2: . . . organizations should implement strategies to recruit, 

retain, and promote at all levels of the organization a diverse staff and 

leadership that are representative of the demographic characteristics of the 

service area. 

§ Standard 3: . . . organizations should ensure that staff at all levels and 

across all disciplines receives ongoing education and training in culturally 

and linguistically appropriate service delivery. 

C2P2 Competencies 

The competencies developed by the C2P2 Project Team were particular to 

cultural competence and specific to the four core principles which underpin the 

OAACS practice model. These principles and resulting competencies inform how 

professionals might implement the law, policy and procedures that are mandated 

by the organization (in this case OAACS and the Department of Children and 

Family Services). They guide a style of interaction and in no way are meant to 

suggest that the law, policy and procedure mandated by the organization can be 

circumvented.  
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The C2P2 Project Team’s work was underpinned by Parry’s operational definition 

for competency: 

 

A cluster of related knowledge, skills, and attitudes that affects a major 

part of one’s job (a role or responsibility), that correlates with 

performance on the job, that can be measured against well-accepted 

standards, and that can be improved via training and development                   

(p. 50).23 

 

Additionally, Lucia’s and Lepsinger’s (1999),24 recommended approach to 

competency development was adapted and integrated with Parry’s definition, 

resulting in the following:  

§ The five key characteristics of a culturally competent professional presented 

above were used as job related knowledge, skills and attitudes;   

§ The supervisory team identified  list of “Critical Knowledge, Skills & 

Abilities for Social Worker Success” (see Tool #3) was indicative of 

performance on the job; and 

§ The DSHHS standards of cultural and linguistic competence provided support 

for the development of competencies for each of the four core components of 

OAACS’ culturally competent practice framework (i.e., understand and use 

cultural norms, recognize family, kin and community as resources, use 

strength-based approaches, and refer to culturally competent service 

providers). 

                                                 
23 S. R. Parry. “The quest for competencies.” Training, July 1996, pp. 48-56. 
24 Anntoinette Lucia and Richard Lepsinger (1999). The art and science of competency models: 
pinpointing critical success factors in organizations. San Francisco, CA: Jossey-Bass/Pfeiffer. 
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For illustrative purposes, the discussion and tables that follow will review only 

one of the competencies developed: “builds positive relationships with families 

using African American cultural norms.” 

 

The C2P2-developed competencies were structured across a typical performance 

management spectrum beginning with a description of skills representative of the 

highest level of performance (Above Standard), followed by skills which would 

constitute adequate performance (Meets Standard) and then by a description of 

skills which would be unacceptable (Below Standard). The expected “knowledge, 

skills, and abilities” are clearly identified. For example the “Above Standard” 

competency for building positive relationships with families using African 

American cultural norms includes the following characteristics: 

§ Validating: recognizes and respects the African American cultural 

expressions which families utilize to guide their lives . . . 

§ Comprehensive: Utilizes a strength-based approach and engages families  

in shared decision-making 

§ Systematic: Considers the family’s cultural beliefs and experiences 

§ Empowering: Skillfully utilizes information to build respectful 

relationships that motivate engagement in shared decision-making 

See Tool #4 for examples of other competencies developed in the C2P2 Project 

with OAACS. 
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Table 4 

Excerpt from C2P2 Social Worker Performance Competencies 

 

Competency: BUILDS POSITIVE RELATIONSHIPS WITH FAMILIES USING 

AFRICAN AMERICAN CULTURAL NORMS 

Above Standard Meets Standard Below Standard 

Quickly recognizes and respects 

the African American cultural 

expressions which families utilize 

to guide their lives including 

cultural traditions and customs 

(e.g., collective orientation, 

kinship & extended family bonds, 

high context communication, 

etc.), race/cultural history and 

shared experience (e.g., shared 

experience of oppression and 

racism, etc.), values orientation 

(e.g., coping and survival skills, 

etc.) and spiritual orientation 

(e.g., belief in God and 

relationship to ancestors, etc.); 

and skillfully utilizes this 

knowledge to guide respectful 

interactions, build positive 

relationships, and conduct a 

shared and empowering approach 

to decision-making.   

Adequately recognizes 

that African American 

cultural norms are 

different from 

mainstream Western 

cultural norms; 

adequately utilizes this 

information to 

adequately examine 

and manage his/her 

perceptions and 

assumptions; and 

generally makes 

acceptable 

interventions to 

support problem 

solving and conflict 

resolution with 

families necessary for 

shared decision-

making to occur. 

Fails to recognize that 

African American 

cultural norms differ 

from Western cultural 

norms; and as a result 

uses only Western 

cultural norms as an 

acceptable standard for 

family functioning and 

decision-making; and is 

unskilled in making 

interventions to resolve 

miscommunications 

which lead to 

contentious and 

ineffective relationships 

with families.  
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Assessing Cultural Competence among Service Providers  

In an effort to build on and disseminate definitions of culturally competent service 

provision, the C2P2 Project Team co-sponsored a series of Service Provider 

Showcases and developed criteria to assist OAACS social workers in assessing 

the cultural competency of service providers. 

 

The first Service Provider Fair for OAACS social workers provided an 

opportunity for community-based service providers to talk with OAACS workers 

about the services they offered and their philosophy and approach to culture 

competence with African American families. Through much of Year 3, the 

Project Team struggled with the best way to assess the cultural competence of 

current DCFS service providers. As a result, the Project Team developed a 

Service Provider Cultural Competency Survey that was reviewed and approved by 

OAACS supervisors. 

 

The survey covers the first three components of the OAACS culturally competent 

practice framework and assesses whether or not the service provider has 

demonstrated experience, a history of effective service outcomes for African 

American families, and/or takes a comprehensive approach when working with 

families. See Tool #5 for the Service Provider Survey. 
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Questions to Explore 

 

1. Does your organization use a competency-based approach to identify the 

characteristics of cultural competence required of staff? If so list the key 

competencies: 

 

 

 

 

 

2. Have you determined what characteristics are representative of cultural 

appropriateness for the diverse populations you serve? If so, list the key 

culturally specific characteristics: 

 

 

 

 

 

3. What standards or key characteristics do you use to assess cultural 

competence?  
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Table 5: Excerpt from Service Provider Cultural Competence Survey 

 

SERVICE PROVIDER AGENCY: __________________________________________________________ 

CONTACT PERSON:  __________________________________________________________________ 

DATE OF ASSESSMENT: _______________________________________________________________ 

SOCIAL WORKER MAKING THE ASSESSMENT: _____________________________________________ 

 

Competency Below Expectation Meets Expectation  Exceeds Expectation 

1. AWARE OF & 

USES AFRICAN 

AMERICAN 

CULTURAL NORMS 

 

Fails to recognize that 

African American cultural 

norms differ from Western 

cultural norms; and as a 

result uses only Western 

cultural norms as an 

acceptable standard for 

family functioning and 

decision-making; and is 

unskilled in making 

interventions to resolve 

Adequately recognizes that 

African American cultural 

norms are different from 

mainstream Western cultural 

norms; adequately utilizes this 

information to make acceptable 

interventions to support 

problem solving and conflict 

resolution with families 

necessary for shared decision-

making to occur. 

Recognizes and respects the African 

American cultural expressions which families 

utilize to guide their lives including cultural 

traditions and customs (e.g., collective 

orientation, kinship & extended family bonds, 

high context communication, etc.), 

race/cultural history and shared experience 

(e.g., shared experience of oppression and 

racism, etc.), values orientation (e.g., coping 

and survival skills, etc.) and spiritual 

orientation (e.g., belief in God and relationship 
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Competency Below Expectation Meets Expectation  Exceeds Expectation 

miscommunications which 

lead to contentious and 

ineffective relationships with 

families. 

to ancestors, etc.); and skillfully utilizes this 

knowledge to guide respectful interactions, 

build positive relationships, and conduct a 

shared and empowering approach to decision-

making.  

Sample Questions: 

- How would you describe your experience working with African American families? 

- What is the cultural orientation of your service delivery approach? 

- What type of decision-making process do you use with families? 

- In what ways do you utilize this knowledge in your service delivery approach? Do you make any cultural adaptations to your service 

delivery model? If so, please describe. 

Rating (circle one) 1 2 3 4 5 

Comments 
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Component 5: Using evaluation as a tool for 
program monitoring and improvement 

Key Findings of C2P2’s Systematic Evaluation 

Fidelity to the OAACS Practice Model: 

√ Staff adherence to and confidence in their ability to implement the 

OAACS professional practice model improved over the three years of 

the project’s implementation. 

√ Over the course of the C2P2 Project, quantitative and qualitative data 

demonstrated clear progress in the first two components of the 

OAACS model – building positive relationships with families by 

understanding and using African American cultural norms and using 

strength-based processes when conducting safety and risk 

assessments. 

√ Workers reported strong fidelity to the latter two components of the 

model – recognizing family and kin as resources when considering 

placement options and referring to culturally competent service 

providers; but policies prohibiting unrelated kin placements in court-

ordered placements and limiting OAACS control over the DSHS 

service provider contracting process made full implementation of the 

OAACS model difficult. 
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Positive Outcomes for Children and Families 

√ An increasing number of neglect cases were referred to OAACS 

between 2001 and 2005. The proportion of referrals for Risk Tags 3, 

4, and 5 did not change significantly as a percentage of all cases. 

√ In 2005, 93% of children referred remained at home rather than being 

placed out-of-home, a higher percentage than seen in previous years. 

√ The number of voluntary placements increased dramatically in 2005 to 

40% of placements, far exceeding previous years.  

√ Although the percentage of children never placed with a relative 

increased to 51% in 2005 compared to 43% in 2003 and 46% in 2004, 

the figures are fairly comparable to 2001 and 2002 figures, 51% and 

53% respectively. 

√ Although cases where children were placed only with a relative 

decreased in 2005, “relative plus other” placements (where the child 

was placed in non-relative care and with a relative) more than doubled 

over 2004, reaching their highest level during the data collection 

period.  

√ The number of children returned home during the year increased 

significantly from 28% in 2004 to 45% in 2005. The number of 

children still in placement at year end correspondingly dropped from 

74% in 2004 to 56% in 2005. 
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√ According to 2004 data, the most recent year available, no children 

returned home after a placement re-entered the system within a year 
and a very small number (3%) of children never placed re-entered the 

system within a year.  

Comparison of Outcomes with Cases in Region IV 

√ OAACS outcomes for children and families in 2005 were more 

positive than either the comparison group of children and families 
from Region IV or that for African American children and families 

served by other offices in the Region.  

In 2005: 

√ OAACS had a lower rate of out-of-home placements for children 

(7%) as compared to Region 4 (12%) and African American children 
and families served by other offices in the Region (13%). 

√ OAACS had a significantly higher rate of families using voluntary 
placement agreements (40%) as compared to Region 4 (5%) and 

African American children and families served by other offices in the 
Region (3%). 

√ All three categories had similar rates of placing children with relatives 

when out-of-home placement was necessary. 

√ OAACS had a higher rate of children returned home during the year 

(45%) than either Region 4 (30%) or African American children and 
families served by other offices in the Region (17%) 
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Cultural Competence in Evaluation 

The C2P2 Project was the opportunity for everyone involved to examine what 

cultural competence means, and for the evaluation in particular, how the cultural 

dimensions of the OAACS practice model could and should influence how we 

evaluated the project. UJIMA, OAACS staff, and the evaluators all participated in 

decision-making regarding the evaluation design and each member of the team 

participated in the evaluation process over the course of the project. We found 

that the four components of the OAACS model also guided us toward a more 

culturally competent evaluation.  

§ Understanding and using African-American cultural norms — to build 

relationships with all the stakeholders in the project and its evaluation. 

§ Using strength-based processes — respecting the differing perspectives 

and appreciating the expertise each individual brought to the evaluation 

table. 

§ Using family and kin as resources — where family and kin equated to the 

staff and project stakeholders who provided input and assistance with the 

evaluation. 

§ Using culturally competent community providers for services — when we 

needed additional expertise, we looked for individuals who demonstrated 

an understanding of culture competence. 

All the how-to articles on cultural competence start with “know yourself and 

reflect, listen well, ask rather than assume, show respect, and be flexible and 

open.” These are all appropriate, but we learned other things that changed the 

evaluation. 



 

 
 

77 

If you think you know, you can’t learn 

C2P2 gave us the chance to challenge what we thought we knew, as well as the 

chance to explore and learn. It’s about making space at the table for equal sharing 

of expertise and ideas. We understood the evaluation, staff knew their program, 

and together we helped each other learn. 

 
Be present and aware that you are re-presenting and translating information 

Standing alongside the client helped us recognize that what we were seeing and 

understanding had to be interpreted through more than our own lens. We quickly 

saw that we had to take very seriously our role in re-presenting the viewpoints of 

the program, the clients, the workers, and the other stakeholders. We had to 

translate these perspectives in a way that met the needs of the project funder, but 

had to be careful not to change the meaning of the information for the project and 

its stakeholders. 

 

Take a risk 

It takes a willingness to be uncomfortable, or perhaps risk looking foolish, 

looking like you don’t know what’s going on or exactly what to do. Humility 

served us well — asking questions, admitting what we didn’t know or when we 

had made a mistake. We were fortunate with this project to have a safe place to 

take risks to learn from each other. 

 

Flexibility and shared decision-making  

Flexibility and shared decision-making are essential. It can be hard not to impose 

what you think you know on a situation, a program, a system, or a group that you 

may not understand at all. 



 

 
 

78 

It takes time 

Culturally competent evaluation requires trust and a relationship. It takes time to 

listen, to reflect, to learn. With our evaluation “hats” on, we tended to focus on 

gathering information, making decisions, and moving ahead with the project. We 

learned that the relationship must come first, before progress can be made on the 

evaluation.  

Other Components of Evaluation 

Start with a Clear Focus 

Evaluation can provide information in great breadth and depth, but you have to 

ask yourself, “What data do you need and how will you use it?” What do you 

need to know about the program and why do you need to know it? Who else is 

interested in your results and what interests them the most? The answer to these 

questions should form the basis for undertaking evaluation in the first place. Some 

of the reasons to evaluate and the approaches that may best suit them include: 

§ The need to report whether the program has been effective in achieving 

agreed-upon or contracted performance measures in order to satisfy a 

funder’s requirement or request for evidence that the program merits 

continued funding. This may entail a fairly simple approach to tracking 

service delivery. 

§ The need to understand and report on a program’s impact, perhaps in 

response to a funder’s request or as part of an internal planning process. 

This would involve more attention to examining the variety of ways the 

program affects it participants or clients. 
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§ The need to make improvements in how the program is delivered will lead 

you to focus equally on both how the services are being delivered and the 

results for participants or clients you serve. 

§ The need to identify what success looks like for a program and how it 

achieves that success can mean a more open-ended, exploratory approach 

to evaluation. 

Having considered the purpose of the evaluation, coming back to the question 

“what do you need to know about the program?” will help narrow the focus 

further.  

§ What questions are you trying to answer?  

§ What outcomes are of most interest to your key stakeholders and 

audiences? 

Questions focusing the C2P2 evaluation included: 

§ Was the OAACS practice model implemented by workers as intended? 

§ Did shared decision-making result in family engagement? 

§ Did the OAACS practice model result in positive outcomes for African 

American families and children referred for neglect? 
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Identify Who Will Take Part in the Work 

Don’t take on evaluation work alone — create a group within your organization to 

share the decision-making and responsibilities. Start by putting together a small 

team of people to manage the process. Consider who on your staff has first-hand 

knowledge of the program, has the knowledge and skills to access data you will 

need, can help coordinate the work. Are there board members, advisory group 

representatives, or other volunteers who might be important to include? 

 

Evaluation results have the greatest likelihood of being used if the people most 

directly affected have meaningful input to the design and implementation of the 

process. Make the process a participatory one and you’ll likely have a much better 

experience and a better product. 

 

Do you need help with the evaluation? Think about your organizational capacity. 

Does the staff have the skills and time necessary to do the job? Are they capable 

of doing some evaluation activities? Do you need more specific expertise to 

develop data collection tools, design a data management system, or analyze your 

data? You may be able to tap into the expertise of board members or other 

volunteers. Depending on the type and location of the data you intend to collect, 

you might need technical assistance from someone who can access data easily 

from your system. Or you may decide to contract with an evaluator.  
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Outcomes and Outcome Chains 

An outcome is best defined as the benefit or change that happens because of your 

work and your program, specifically for the individuals, families, or organizations 

your program touches — the people or groups you serve. Good outcomes are: 

§ Relevant to your work — directly related to the “core business” of your 

program;   

§ Useful and meaningful for the program —  helping you understand 

whether or not your program is successful; 

§ Achievable — realistic and attainable given the intensity and duration of 

the services you deliver; and 

§ Feasible and practical to measure — something you can afford to collect 

data on 

For C2P2, some key outcomes included:  increase in children referred for neglect 

who remained at home, increase in children who were removed from their homes 

who were placed with a relative, and a decrease in children returned home after a 

placement who re-entered the system. 

 

Outcome chains are tools that can help you organize the way you think about 

your program and identify the short-term, intermediate, and long-term effects you 

hope your program will have on the people you serve. 
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Think about the last big trip you took. Most likely you had a destination and a 

number of waypoints en route. You planned your trip by figuring out what route 

to follow to get to your final destination. Short-term, intermediate, and long-term 

outcomes are a lot like waypoints and destinations on a trip. There is often a goal 

that is comparable to your final destination with short-term, intermediate, and 

long-term outcomes in between that indicate whether you are on the right road. 

An outcome chain is like an itinerary; it creates a logical progression of the short-

term, intermediate, and long-term outcomes en route to the goal. 

 

For C2P2, for example, one shorter-term outcome was “OAACS workers will 

recognize family and kin when considering placements,” which was followed by 

the intermediate outcome of “increase in family and kin placements” and a 

longer-term outcome of “reduction in the amount of time children who are placed 

out-of-the-home remain away from the custodial parent.” 

 

Data Collection 

There are a number of ways to collect data — surveys, interviews, observation, 

record review. Depending on your program, one method may be more appropriate 

than another. If you need the “voice” of the client, you want to use surveys or 

interviews. If you have the option of watching clients’ behavior or their 

interactions as they participate in the program, then observation will be a valuable 

tool for data collection. If you have up-to-date records that include the 

information you need, pulling data on your outcomes for the forms or system you 

have will serve you well. 

 



 

 
 

83 

The best way to keep evaluation manageable is to build on what is already in 

place. Using existing opportunities to collect data can lessen the burden for 

everyone involved with the evaluation. It is less intrusive for clients. It is the most 

efficient and economical approach to data collection. 

 

Existing systems in any organization include data collected as a normal process of 

implementing a program that could be used in your evaluation. A wide variety of 

data may be available that cover administrative, service delivery, or client 

information. Individual case records, if the agency offers case management 

services, can provide documentation on client needs, goals, or behaviors. They 

can offer information about client outcomes. 

Once you have identified the outcomes for your evaluation, take the time to look 

at every form clients or staff now complete. You may be able to revise the form or 

add one or two questions that will provide what you need. Look at every 

interaction clients have with your organization. You may be able to capture 

needed information during that interaction. 

 

To do a step-by-step analysis of your current data collection: 

§ Identify and locate all forms and documents used to collect data within the 

agency 

§ Review each form and procedure and determine if it currently includes or 

could include some information you could use for your evaluation 

§ Learn how the data are collected — the procedures used, the timing for 

data collection, and who is responsible for collecting the information 
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If the data are already being collected, you may need just a few tweaks in order to 

get the information necessary for your evaluation. You may have to make more 

substantial revisions that will turn existing forms or records into data collection 

tools that meet your needs. Or if the existing system does not contain everything 

you need for the evaluation, you may have to supplement what exists by 

designing a new data collection tool that feeds into the system. 

 

Once you’ve determined that data exist in the system or have made changes or 

additions that allow needed data to be entered into the system, you’ll need a 

mechanism to get information out of the system. This may be where you need the 

assistance of a technical specialist. 

 

For C2P2, a data analyst hired for the project was able to access the state’s 

database that contained information on: the number of referrals to OAACS, the 

number of children remaining with family and the number placed out-of-home, 

the number of children returning to the custodial parent within 90 days, and the 

number of re-referrals within 12 months. The data analyst also was able to access 

the database to compare this information for OAACS over a number of years and 

to compare OAACS to other child protective services offices in the county. This 

was invaluable information for the evaluation, helping the project show key 

successes for OAACS. 

 

Understanding and Using Your Evaluation Findings  

Organizations use evaluation findings in a variety of ways. Results can 

demonstrate accountability to funders and stakeholders, to support efforts to 

enhance a program’s public image, or to market the program’s successes. 
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Evaluation results also serve as a useful tool in supporting program improvement 

by identifying where changes might be made in a program or in an organization in 

order to increase effectiveness and better meet the needs of the intended 

population. 

 

Using evaluation results, first and foremost, is an organizational learning activity. 

With change occurring at an ever increasing pace, with new reporting 

requirements, and with increasingly tight funding, organizations have to pay 

attention to efficiency, effectiveness, and innovation. 

 

Analysis of your evaluation results may help you tell the story of your successes 

or may point to programmatic changes to improve your outcomes. What do the 

data really mean? What do they tell you about your program’s strengths and 

weaknesses? Did participants make progress towards achieving your program’s 

desired outcomes? 

 

Bring key staff together to discuss the data and the implications of your findings. 

From this deliberation, staff can plot a course of action. Collectively, they can 

identify key messages to communicate about the program or alternative program 

improvement strategies. Could resources be shifted among the various program 

activities to ensure better results? Should we increase the amount of interaction 

between staff and clients? Should you add new activities or develop collaborative 

agreements that expand services to your clients? The group can determine which 

actions are most feasible and likeliest to succeed. They can set priorities. The 

product of their effort should be an action plan that lays out what will be done, by 

whom, how, and when. 
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Questions to Explore 
 

1. What are the purposes for your evaluation? 

 

 

 

 

2. What questions are you trying to answer? 

 

 

 

 

3. What outcomes do you hope to achieve? 

 

 

 

 

4. What existing data collection systems can you utilize for the evaluation? 

What additional data collection might you do? 

 

 

 

 

5. How will you give attention to cultural competence in your evaluation? 
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Section Three: Opportunities, 
Challenges, and Lessons Learned 

Opportunities and Challenges for OAACS and 
Other Child and Family Services Organizations 
 

The real test for this [culture specific work] is whether or not there 

remains commitment from the top of the child welfare system and the 

departments that administer child welfare services. If there is not that bold 

commitment, then more likely than not, and as times get hard, as 

resources shrink, we will proceed not with boldness, but with timidity, and 

if we proceed with timidity, we’re likely to begin to put the welfare of the 

organization ahead of the welfare of children. 

Former Regional Administrator 

 

OAACS was designed to ensure the safety and well being of children and mitigate 

disproportionality by integrating a culturally competent practice framework into a 

social work model, thereby influencing the nature and quality of social worker 

decisions with regard to the families they were serving. C2P2 has shown that 

when the model is practiced with fidelity, outcomes for African American 

children in the system can and do improve. Leadership, training, and support are 

key for maximizing fidelity. Extensive training and assistance were not necessary 

for success, but it did require senior management commitment, leadership, 

support for a culturally specific practice framework, persistence, and 

encouragement to keep the practice model in the forefront of workers’ minds. 
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Maintaining this commitment and focus, as well as taking advantage of the tools 

developed by C2P2 for sustainability are important for OAACS in the future, and 

for other child and family services organizations. 

 

Every change that arises from DCFS or elsewhere, is a potential distraction from a 

professional’s focus on their practice, yet as is true in every large system, change 

is ever-present. Professionals daily face a new policy, a new requirement, new 

staff, and new circumstances affecting the work. Administrators, supervisors, and 

professionals will have to stop and ask themselves “How can this change be 

implemented in a culturally responsive way?” 

 

Budget cuts are an additional challenge. These reductions chip away at 

professionals’ ability to implement culturally competent practices. Without the 

ability to make culturally relevant practice adaptations, make referrals to 

culturally competent community-based service providers, and participate in 

ongoing professional development in cultural competence, professionals are 

limited in the extent to which they can incorporate culturally responsive practices 

to help children and families. Without the chance to identify and select culturally 

competent vendors, consultants, materials, and service providers, professionals 

are restricted even further. Funding must be available to support culturally 

competent professional practice. 

 

C2P2 provided the “outside eyes” for OAACS, focused on supports that help 

social workers maintain their culturally competent practice framework. With the 

completion of the C2P2 Project, this role must be assumed by the leadership of 

OAACS. Through this leadership, the focus on mitigating disproportionality, on 
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workers’ decisions, on shared decision-making with families, and on the four 

components of the culturally competent practice framework can continue despite 

the day-to-day challenges facing social workers. Without this leadership and 

without infrastructure and budget support, it all could slip away. 
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Learning and Recommendations 
 

#1 

C2P2 did not design anything new within OAACS. It made what already existed 

more visible by helping supervisors and social workers create definitions of 

culturally competent behavior, and then found ways to support and strengthen it. 

Those who want to replicate the process should start by identifying what kind of 

model is in place and building on it. 

 

#2 

Success is dependent on having the buy-in, support and leadership of the 

administrators and supervisors within the organization. If they don’t understand 

the importance of a culturally relevant practice and then walk the talk, nothing 

will happen. An outside group cannot provide the foundation on which culturally 

competent practice is based and cannot instill the confidence among professionals 

that their efforts are on target. 

 

#3 

People need to see how a project like C2P2 will help them. It is essential to find 

ways to connect the project to the day-to-day-realities professionals face, to 

develop tools that are useful to them, and to provide data that show them how 

they are doing on performance measures they care about. 
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#4 

Administrators and supervisors need to carry out orientations for new staff and 

coach individual professionals on the key components of their agency’s culturally 

competent practice model. They will need to find ways to bring training to staff or 

connect staff to training opportunities that support their practice. They will need 

to sponsor events that celebrate successes in serving diverse children and families. 

Supervisors need to develop and embrace the competencies identified for staff 

and make them part of their ongoing performance management process. 

 

#5 

Culturally responsive organizations should get the word out — within their 

organizational system and in the community — about their work, the practice 

model, and achievements. Organizations need to develop and/or utilize 

community advisory boards to assist with communication and to encourage 

community support and involvement. 

 

#6 

Culturally responsive organizations should be considered an incubator for 

culturally competent best practices. Larger systems can utilize the innovations and 

the learning from organizations like OAACS and from the C2P2 Project to 

support staff throughout the system in becoming increasingly culturally 

competent. 
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#7 

There can never be too much collaboration. Without a high level of cooperation 

and teamwork, C2P2 could never have succeeded in resolving the inevitable 

problems that arose. 

 

#8 

Keep moving forward! Don’t get discouraged when things change. Use the 

culturally competent practices that have been identified as the lens through which 

to view each new challenge. Never lose sight of your vision, purpose and shared 

goals. 
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Section Four: Tools 

Tool #1 

Strength-based Questions 

The following questions were developed by OAACS social workers. They are 

presented here to serve three purposes: (a) to provide a guide for professionals to 

use when constructing strength based questions by contrasting questions which 

are not strength based (column two) with those which are strength-based (column 

three); (b) to give professionals a sense of the type of relationship and the positive 

tone of the interaction that OAACS strives to create with families; and (c) to 

provide professionals with a set of questions to use, when appropriate, as they 

conduct family assessments. 

 

The reader should not construe the intent of the following list of questions to be 

either proscriptive or exhaustive, but rather informative. See also Tool #2 for a 

“List of Positive Adjectives” social workers found to be a useful tool when 

formulating strength-based questions. 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

1. Support Domain Protective Factors/Strengths 

Family 
Strengths 

Tell me about yourself 

I see there are a lot of 
people around. 

Who lives in the house? 

Tell me about your 
family? 

How many of your extended 
family members can you count 
on to provide support to you? 

Tell me about your family: 

- Who do you turn to for 
help and support? 

- What types of activities 
do you do together as a 
family? 

Who did you turn to in the past 
for support? 

Who do you call when you need 
help? 

Who might you now turn to in a 
crisis? 

What type of support do you feel 
you need? 

What do you think your family 
needs? 

Is there anything else you feel 
you or your family need? 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

In the future, how do you want 
things to look? 

What are the reasons you want to 
have your relative child in your 
home/part of your family? 

  What would you like to 
accomplish with a family 
meeting? 

  How can I help you to get your 
kids back/to be successful? 

Social Supports Have you ever had any 
contact with OAACS or 
Child Protective 
Services before? 

Outside of your family, where do 
you go for help when you need 
it? 

Have you ever talked to a CPS 
worker? How was that? 

Community 
Involvement 

What services are you 
currently involved with? 

What does “social 
worker” mean to you? 

 

In what way are you and your 
family involved in the 
community (Church, support 
groups, etc.)? 

What are the services that are 
helping you in your recovery? 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

Are you willing to 
participate in our 
program? 

How can we work together? 

How would you like me to 
provide support to you? 

How can I be of assistance to 
you? 

In what ways can OAACS or the 
DFCS help/assist you? 

How can I assist you in obtaining 
your goals? 

How or what can I do to help? 

What kind of services do you 
need? 

What do you need me to do to 
help you? 

What can I do to help you 
participate in our [OAACS] 
program? 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

2. Interpersonal Strengths Domain Protective Factors/Strengths 

Child/caregiver 
Characteristics 
(e.g., 
interpersonal 
strengths, 
parenting skills, 
nurturing/bonding 
behavior, coping 
skills, physical 
resources, health, 
lack of abuse 
history, etc.) 

Tell me about yourself? 

What do you do when 
you get angry with your 
kids? 

In what ways have you 
been in compliance 
with the service 
plan/safety plan, etc.? 

How are you feeling now? 

How have you managed to get 
through everything that has 
happened? 

Describe the last time you felt 
your family was doing well? 

What’s going well right now? 

What are three things you want 
me to know about you? 

What do you see as your 
family’s strengths?   

What do you do well? 

What do you like to do? 

When you have free time, what 
are some things you and your 
family like to do for fun? 

What makes you happy? 

In what ways do you deal with 
stressful situations? 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

What are your best skills as a 
parent? 

What have you done for your 
child that makes you feel good? 

How do you get your child to do 
what you want him/her to do? 

What types of discipline 
techniques work best with your 
child? 

What are your main challenges 
right now? 

What are you willing to do in 
order to get through this 
situation? 

How are you doing with all that 
is being asked of you? 

What skills have you gained in 
this process? 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

3. Social/Political and Economic Domain Challenges and Obstacles 

 What do you think 
happened here? 

Do you know why I’m 
here? 

Who do you think made 
this referral? 

Do you know why I’m 
here? 

Can you tell me what 
happened? 

Why were your children 
removed from your 
care? 

Let’s discuss your 
felony charges. 

There has been an allegation—a 
referral to CPS for (give the 
allegation), have you any idea 
why someone would report this? 

Why might people be concerned 
about your family? 

There are two sides to every 
story; can you tell me from your 
perception what happened? 

What can you tell me about your 
side of the story? 

What has happened to cause 
OAACS/CPS to be involved with 
your family? 

Tell me how you got to this point 
(removal of your children from 
your care)? 

Tell me about the time in your 
life when you were involved with 
the criminal justice system? 

Economic 
resources 

Tell me what you do for 
a living?  How do you 
make it? 

Tell me what jobs you have 
done? 

What are you doing for a living 
now? 
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Questions to Inform OAACS’ 
Strength-Based Family Assessment Process 

Assessment 
Domains 

Questions 
Not Strength-Based 

Questions 
Strength-Based 

4. Psychological and Physiological Obstacles 

Abuse/violence 
history 

Limited 
emotional 
resources 

Poor health 

Poor history of 
protecting child 
safety 

Substance use 
(lack of good 
coping) 

 Tell me how you got to this point 
(removal of your children from 
your care)? 

What has happened to cause 
OAACS/CPS to be involved with 
your family? 

Closing Conversation with Family 

 Tell me anything you 
don’t understand about 
what we have talked 
about? 

How can I help you to get your 
kids back/to be successful? 

How are you feeling now? 

Tell me what you understand 
about our conversation today? 
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Tool #2 

LIST OF POSITIVE ADJECTIVES 
List of adjectives to use to describe family members’ responses 

during the strength-based assessment process25 

Able Self-directed Optimist Sincere 

Acceptable Effective Optimistic Skillful 

Accessible Efficient Organized Sociable 

Accommodating Empathic  Patient Splendid 

Accomplished Enduring Peace Keeping Strong 

Accountable Energetic Perceptive Successful 

Active  Enjoyable Pleasant Sweet 

Affectionate Exceptional Polite Sympathetic 

Agreeable Expressive Positive Tactful 

Ambitious Fair  Precise Talented 

Amicable Faithful Productive  Task-oriented 

Assertive Fantastic Professional Tenacious 

Attentive Fearless Prominent Thoughtful 

Beloved Gentle Proud Tolerant 

Benevolent Genuine Punctual Tough 

Best Good Purposeful Trustworthy 

Blessed Health Qualified Unbelievable 

Blossoming Impressive Quiet Unique 

Calm Intriguing Radical Valuable 

Caring Joyful Reasonable Victorious 

                                                 
25 Provided by Dr. Janine Jones, OAACS “Strength-based Family Assessment” training, August 
2004. 
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LIST OF POSITIVE ADJECTIVES 
List of adjectives to use to describe family members’ responses 

during the strength-based assessment process25 

Cautious Joyous Receptive Warm  

Clever Lovable Refreshing Well defined 

Compassionate Loved Regarded Willing 

Confident Masterful Relaxed Wise 

Consistent Mature Reliable Wonderful 

Cooperative Mellow Reserved  

Creative Methodical Resourceful  

Curious Meticulous Resilient  

Decisive Mindful Respected  

Dedicated Musical Respectful  

Delicate Mysterious Responsible  

Delightful Neat Right  

Dependable Neighborly Satisfactory  

Determined Nice Scholarly  

Devoted Obedient Sensitive  

Disciplined Objective Sentimental  

Dynamic Observant Serious  
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Tool #3 

Critical Knowledge, Skills & Abilities for 
Social Worker Success26 

A. JOB KNOWLEDGE 

1. Knowledgeable of the law 

2. Knowledgeable of agency policies, procedures, court processes, agency’s 
operational practices, etc. 

3. Conducts strength based assessments* 

4. Knowledgeable use of criteria to identify and refer culturally competent 
service providers* 

5. Uses clear and effective writing skills (i.e., case documentation and report 
writing) 

6. Uses clear and effective verbal communication skills 

B. TEAMWORK AND POSITIVE RELATIONSHIPS 

1. Engages effectively with others 

2. Acknowledges and recognizes others’ contributions 

3. Builds positive relationships with families using African American cultural 
norms 

4. Recognizes family & kin as resources and when considering placement 
options* 

5. Effectively mentors others 

6. Employs effective critical thinking skills 

7. Employs effective communication skills including active listening and 
reflective listening skills 

8. Employs effective negotiation skills 

9. Honors and follows through on commitments 

10. Flexible, adaptable, creative, etc. 

                                                 
26 * bold italic font indicates an OAACS core component 
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Critical Knowledge, Skills & Abilities for 
Social Worker Success26 

11. Helps and assists others 

12. Provides back up and support to others 

C. PROFESSIONALISM 

1. Meets DCFS’ standards regarding ethics, morals and honesty 

2. Knowledgeable of and ensures clients’ rights are maintained 

3. Holds self accountable for commitments 

4. Treats others fairly 

5. Uses effective interpersonal skills 

6. Self motivated in approach to work efforts (e.g., self-starter, problem solver, 
etc.) 

7. Relates to families using cultural values and norms* 

8. Reliable 

9. Respectful of clients, colleagues, and others 

D. BALANCED ADVOCACY  

1. Seeks and attains an optimal balance between DCFS standards and OAACS’ 
practice model goals (e.g., cultural competence, strength-based assessments, 
shared decision-making, etc.) 

2. Recognizes families’ progress toward goals and their development of strengths 

3. Supports clients in navigating through other service agencies internal and 
external to DCFS 

E. TIME MANAGEMENT 

1. Timeliness with reports, case documentation, etc. 

2. Successfully prioritizes using OAACS/DCFS priorities 

3. Develops concrete, clear timelines to accomplish goals and monitor client 
progress 
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Tool #4 

C2P2 Social Worker Performance Competencies 

Competency: BUILDS POSITIVE RELATIONSHIPS WITH FAMILIES USING 

AFRICAN AMERICAN CULTURAL NORMS 

Above Standard Meets Standard Below Standard 

Quickly recognizes and respects 

the African American cultural 

expressions which families utilize 

to guide their lives including 

cultural traditions and customs 

(e.g., collective orientation, 

kinship & extended family bonds, 

high context communication, 

etc.), race/cultural history and 

shared experience (e.g., shared 

experience of oppression and 

racism, etc.), values orientation 

(e.g., coping and survival skills, 

etc.) and spiritual orientation 

(e.g., belief in God and 

relationship to ancestors, etc.); 

and skillfully utilizes this 

knowledge to guide respectful 

interactions, build positive 

relationships, and conduct a 

shared and empowering approach 

to decision-making.   

Adequately recognizes 

that African American 

cultural norms are 

different from 

mainstream Western 

cultural norms; 

adequately utilizes this 

information to make 

acceptable 

interventions to 

support problem 

solving and conflict 

resolution with 

families necessary for 

shared decision-

making to occur. 

Fails to recognize that 

African American 

cultural norms differ 

from Western cultural 

norms; and as a result 

uses only Western 

cultural norms as an 

acceptable standard for 

family functioning and 

decision-making; and is 

unskilled in making 

interventions to resolve 

miscommunications 

which lead to 

contentious and 

ineffective relationships 

with families.  
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Competency: Recognizes family and kin as resources and when 

considering placement options 

Above Standard Meets Standard Below Standard 

Quickly understands the 

continuum of family structures 

possible in African American 

families; expertly utilizes both 

African American cultural norms 

and DCFS information systems to 

identify and locate family and 

kin; skillfully engages in 

reciprocal dialogue/listening and 

shared decision-making in order 

to incorporate family input into 

family plans; effectively builds 

strong working relationships with 

families; and knowledgeably  

involves the community (e.g., 

churches, support groups, etc.) as 

family support resources. 

Consistently asks 

about the whereabouts 

of family and kin in 

every conversation; 

adequately utilizes 

agency information 

systems to locate 

family when identified; 

and generally identifies 

and utilizes community 

resources to support 

families. 

Infrequently asks about 

the whereabouts of 

family and kin; and/or 

fails to consider 

extended family and/or 

kin; or fails to identify 

and/or involve 

community resources to 

provide family support. 
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Competency: Uses strength-based process when conducting  safety 

and risk assessments 

Above Standard Meets Standard Below Standard 

Effectively empowers family 

members to see both their 

strengths and challenges; expertly 

facilitates shared decision-

making regarding referral and 

engagement in services with 

culturally competent community-

based service providers; 

consistently assesses and 

articulates family progress in 

achieving family plan goals; and 

keeps flawless documentation 

which is updated regularly. 

Timely assessment and 

documentation of 

safety and risk; with 

generally adequate 

service referrals made 

through a shared 

decision-making 

process involving the 

family. 

Fails to describe family 

strengths and/or 

challenges; uses an 

authoritarian approach 

to service referral; rarely 

recognizes or articulates 

areas of family 

improvement; and is 

negligent with regard to 

documentation. 
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Competency: REFERRING TO CULTURALLY COMPETENT COMMUNITY-BASED 

SERVICE PROVIDERS WHEN OFFERING SERVICES 

Above Standard Meets Standard Below Standard 

Expertly assesses the cultural 

competence of service providers 

to ensure their approach to 

working with families is: 

validating, comprehensive and 

systemic, empowering, 

transformative and emancipatory; 

engages families in shared 

decision-making regarding the 

choice of service provider; and 

refers only to service providers 

who have demonstrated 

effectiveness working with 

African American families and 

are catalysts for change. 

Works collaboratively 

with other social 

workers to develop a 

list of culturally 

competent service 

providers; adequately 

engages families in the 

selection process and 

documents the service 

providers’ 

effectiveness. 

Utilizes the agency list 

of service providers 

without assessing their 

cultural competence and 

effectiveness in working 

with African American 

families; and does not 

engage families in 

shared decision-making 

regarding the selection 

of service providers. 
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Tool #5 

Sample Service Provider Cultural Competence Survey27 

SERVICE PROVIDER AGENCY: __________________________________________________________ 

CONTACT PERSON:  __________________________________________________________________ 

DATE OF ASSESSMENT: _______________________________________________________________ 

SOCIAL WORKER MAKING THE ASSESSMENT: _____________________________________________ 

 
Competency Below Expectation Meets Expectation Exceeds Expectation 

1. AWARE OF & 

USES AFRICAN 

AMERICAN 

CULTURAL NORMS 

 

Fails to recognize that 

African American cultural 

norms differ from Western 

cultural norms; and as a 

result uses only Western 

cultural norms as an 

Adequately recognizes that 

African American cultural 

norms are different from 

mainstream Western cultural 

norms; adequately utilizes this 

information to make acceptable 

Recognizes and respects the African 

American cultural expressions which families 

utilize to guide their lives including cultural 

traditions and customs (e.g., collective 

orientation, kinship & extended family bonds, 

high context communication, etc.), 

                                                 
27 Competencies and Questions Adapted From: Eleanor Lynch & Marci Hanson (1998) Developing Cross Cultural Competence: a 
guide to working with children and families. Baltimore, MD: Paul Brookes Publishing; Roberta Greene & Marie Watkins (Eds.) 
(1998) Serving Diverse Constituencies. New York: Aldine de Gruyter; and Geneva Gay (2000) Culturally Responsive Teaching, 
Theory, Research & Practice. New York: Teachers College, Columbia University 
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Competency Below Expectation Meets Expectation Exceeds Expectation 

acceptable standard for 

family functioning and 

decision-making; and is 

unskilled in making 

interventions to resolve 

miscommunications which 

lead to contentious and 

ineffective relationships with 

families. 

interventions to support 

problem solving and conflict 

resolution with families 

necessary for shared decision-

making to occur. 

race/cultural history and shared experience 

(e.g., shared experience of oppression and 

racism, etc.), values orientation (e.g., coping 

and survival skills, etc.) and spiritual 

orientation (e.g., belief in God and relationship 

to ancestors, etc.); and skillfully utilizes this 

knowledge to guide respectful interactions, 

build positive relationships, and conduct a 

shared and empowering approach to decision-

making.  

Sample Questions: 

- How would you describe your experience working with African American families? 

- What is the cultural orientation of your service delivery approach? 

- What type of decision-making process do you use with families? 

- Do you make any cultural adaptations to your service delivery model? If so, please describe. 

Rating (circle one) 1 2 3 4 5 

Comments 

 

 



 

 
 

111 

 

Competency Below Expectation Meets Expectation Exceeds Expectation 

2. USES STRENGTH-

BASED AND 

EMPOWERING 

PROCESSES WHEN 

DELIVERING 

SERVICES 

Fails to describe family 

strengths and/or challenges; 

uses an authoritarian 

approach to service referral; 

rarely recognizes or 

articulates areas of family 

improvement; and is 

negligent with regard to 

documentation. 

Timely assessment of service 

needs; and works adequately 

engages families to 

participate in a shared 

decision-making process that 

recognizes and values family 

strengths. 

Empowers family members to see both their 

strengths and challenges; expertly facilitates 

shared decision-making regarding the 

development and implementation of family 

plans; and consistently articulates family 

progress in achieving identified goals 

Sample Questions: 

- What assumptions about people underlie your service delivery approach? 

- What are examples of African American family strengths you have observed? 

- How do you utilize your knowledge of these strengths when working with African American families? 

- How do you give feedback to families? 

- How would you describe the typical results of your approach with African American families? 

Rating (circle one) 1 2 3 4 5 

Comments 
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Competency Below Expectation Meets Expectation Exceeds Expectation 

3. RECOGNIZES 

FAMILY, KIN AND 

COMMUNITY AS 

RESOURCES WHEN 

DELIVERING 

SERVICES 

Infrequently asks about the 

whereabouts of family and 

kin; and/or fails to consider 

extended family, kin or 

community resources to 

provide support to families in 

achieving their service plan 

goals. 

Consistently asks about the 

whereabouts of family and kin 

in every conversation and; 

adequately works to 

incorporate them into the 

implementation of family 

service plans. 

Expertly understands the continuum of family 

structures possible in African American 

families; and skillfully works to involve and 

incorporate family input and community 

resources (e.g., church, etc.) into the 

development and implementation of family 

plans. 

Sample Questions: 

- How do you define family? 

- Give an example of how you have used families as resources. 

- What community resources do you typically use to provide assistance and support to African American families? 

Rating (circle one) 1 2 3 4 5 

Comments 
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Competency Below Expectation Meets Expectation Exceeds Expectation 

4. HAS 

DEMONSTRATED 

EXPERIENCE AND A 

HISTORY OF 

EFFECTIVE SERVICE 

OUTCOMES WITH 

AFRICAN AMERICAN 

FAMILIES 

Has limited or no knowledge 

of African American cultural 

norms, history and cultural 

experiences; and/or has 

marginal outcome results 

working with African 

American families. 

Is somewhat knowledgeable 

of African American cultural 

norms, history and cultural 

experiences; or is in the 

process of acquiring such 

knowledge; and/or has 

adequate outcome results 

working with African 

American families. 

Is knowledgeable of African American cultural 

norms, history and cultural experience of 

racism and oppression; and has exceptional 

outcome results working with African American 

families. 

Sample Questions: 

- How knowledgeable are you of African American culture/history? 

- Describe your professional preparation or development relative to working with cultural/racial diversity. 

- What is the impact of racism and oppression on African American families? 

- How do you utilize that information in your service delivery practice? 

- How successful have your outcomes been with African American families? 

Rating (circle one) 1 2 3 4 5 

Comments 
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Competency Below Expectation Meets Expectation Exceeds Expectation 

5. TAKES A 

COMPREHENSIVE 

APPROACH WHEN 

WORKING WITH 

FAMILIES 

Uses a narrow, authoritative, 

judgmental and/or 

prescriptive approach when 

delivering services to families. 

Uses multiple perspectives to 

engage families and assist 

them in understanding their 

choices; and adequately 

engages families in shared 

decision-making regarding 

the development and 

implementation of their 

service plan 

Validates the realities and challenges families’ 

face; and provides culturally responsive, 

comprehensive and systemic services with the 

goal of engaging, inspiring and empowering 

families to participate fully in making service 

plan decisions and taking ownership to ensure 

successful implementation. 

Sample Questions: 

- In delivering services to African American families, what factors do you consider? 

- What perspectives do you utilize to engage families? 

- What approaches do you utilize to engage families in the development and implementation of their family plan? 

Rating (circle one) 1 2 3 4 5 

Comments 
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Afterword 

C2P2 also salutes the Black Child Development Institute - Seattle Affiliate for 

twenty-seven years of outstanding leadership, service, courage and advocacy for 

African American children and families culminating in the establishment of the 

Office for African American Children’s Services in King County, Washington. 

 



C2P2 Tools Team
UJIMA Community Services
6419 Martin Luther King, Jr. Way South
Seattle, WA  98118-3149
206-760-3456  
www.ococujima.org and click on C2P2 Program
 

logo, cover, design and page layout by                          wwwhiawathad.com
 

          

Oct 1, 2005




