
 

 
 

 

inclusion Powell River 

Cultural Competency and Diversity Plan 

2019-20 
 
 

 

 

 

 

 

 

 

 

 



Cultural Competency and Diversity Plan 2019-2020 
 

  Page 2 of 6 

OVERVIEW: Powell River has a growing multiracial and multiethnic community.  In keeping with evidence based practice in the 

field of psychology inclusion Powell River Society will build cultural competency through the development of organization wide 

Cultural Humility.   Cultural Humility encompasses more than just gaining competence/knowledge – it as Hook, Davis, Owen, 

Worthington and Utsey (2013)  1  contend the “ability to maintain an interpersonal stance that is other-oriented in relation to aspects of 

cultural identity that are most important to the individual”.    

DEFINITION: The methodology of cultural humility goes beyond the concept of cultural competence. Cultural competency implies 

that one can function with a thorough knowledge of the mores and beliefs of another culture; while cultural humility acknowledges 

that it is impossible to be adequately knowledgeable about cultures other than one's own.  Within this context, humility cannot be 

interpreted to denote a kind of meekness or humbleness, but instead is used to denote a willingness to accurately assess oneself and 

one’s own limitations. Cultural humility is the ability to acknowledge gaps in one’s knowledge, an openness to new ideas, 

contradictory information, and advice.  

Why is cultural humility important?  

 Cultural humility aligns with iPR’s values of client centered care and extends this to create a culture within the organization that 

recognizes and appreciates the richness that a diverse culture brings as a whole 

 Cultural humility is an important step in helping to “redress the imbalance of power. 

 Cultural humility challenges one’s own perspectives, assumptions and prejudices to ensure respectful interactions with the person (s) 

seeking involvement. 

 Over the course of the coming fiscal year, training sessions designed to challenge our understanding of cultural differences and help 

move us toward cultural humility will serve the organization well in enhancing our effectiveness at engaging the communities we 

serve. 

                                                           
1 Hook, J. N., Davis, D. E., Owen, J., Worthington Jr., E. L., & Utsey, S. O. (2013). Cultural humility: Measuring openness to culturally diverse clients. Journal of 
Counseling Psychology®. doi:10.1037/a0032595 
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STATEMENT OF DIVERSITY: 

Inclusion Powell River acknowledges and respects the value of a diverse community. This recognition includes culture, gender, age, 

disabilities, sexual orientation, spiritual beliefs, socio-economic status and language.  Our mandate is to maintain an environment that 

is supportive of these elements by promoting inclusion within the organization and the communities we serve. 

 

We commit to: 

 Provide services that are respectful of the persons served. 

 Promote awareness of the value of a diverse community  

 Create a worksite that is respectful of individual differences 

 Reflect the diversity of our community, specifically of the people that we serve, throughout the organization.  

This includes staff, volunteers and members of the Board of Directors. 

 Supervisors support ongoing and open discussions regarding cultural differences and diversity at staff meetings which are 

documented in staff meeting minutes and/or supervision notes.  

 

 Supervisors mentor line workers to develop goals, activities and personal networks that reflect the cultural origins and interests 

of the persons served.  Client’s goals will be respectful of their cultural origins and of the cultural diversity of the community.   

 

 Staff invite feedback from local First Nations communities and other culturally specific groups as appropriate to enhance their 

cultural learning and understanding of how to put their learning into practice.  
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CONTINUOUS IMPROVEMENT: 

As we continue to develop and improve our Cultural Humility, we ensure that the following are always incorporated:  

 Assistance of individuals from a culturally diverse group and/or recognized professionals who have cultural expertise.  

 Principles of non-discrimination. 

 Review and comparison of demographics to inform our decision making of where to focus learning efforts.  

 Feedback from persons served, volunteers and employees through surveys, the complaint process, and one on one feedback. 

 

CONCLUSION:  

The goal of this Cultural Humility Plan is to raise the consciousness of the organization and increase our ability to serve a culturally 

diverse community respectfully, create an environment where IPRS staff are prepared and motivated to address power imbalances, 

and develop partnerships with people and groups that advocate for others. Our belief is that multiracial and multiethnic individuals and 

communities illustrate the cultural richness of our great nation and that we have a responsibility to recognize and value the diversity of 

our clients.  Thus, iPRS must enter into all our relationships – residents, staff, community partners, and board members – with 

humility and an acknowledgement that we are always in the process of learning.   
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ORGANIZATIONAL VALUES 

Goal Indicators  Activities Timeline 

Who’s 

Responsibl

e 

Q2 Update 

Q3 Update Q4 Update 

Person Centered 

plans are created 

with the individuals 

we support that 

recognize and reflect 

individual 

uniqueness  

Person Centered Plans  

document cultural 

variables inclusive of 

Culture, Age, Gender, 

Sexual Orientation, 

Spiritual beliefs, 

Socioeconomic status, 

and Language 

Cultural issues are 

routinely addressed in 

the assessments and 

other services delivery, 

with treatment amended 

as needed 

Ongoing  

as needed 

Program 

Directors  

ISP’s annually 

 

ES discoveries 

Connector LIFE 

CI programs 

 

 

 

ISPs to be 

completed by 

Mar 31, 2020 

 

Clients and 

employees feel 

respected and free of 

discrimination  

Number of complaints. Investigate all 

complaints.   

Annual as 

needed 

Program 

Directors 

Zero complaints 2 employee 

incidents 

 

Provide Respectful 

Workplace Training 

to all staff. 

Staff participate in 

discussion and training in 

area of diversity  

Respectful Workplace 

Training.  

Also included in 

MANDT training. 

Annual Program 

Directors  

Completed Apr 

2019 

Booked for Mar 

2020 

 

Offer opportunities 

to the people we 

serve to learn about a 

diverse community 

Employees take clients to 

a diverse number of 

community events 

Supervisors to 

encourage staff to take 

clients to the annual 

Cultural Diversity 

Festival.  

ongoing Program 

Directors 

ongoing ongoing  

Improve and update 

the  employee 

training content for 

cultural humility 

Evidence of cultural 

humility  training in the 

training plan 

Mandatory training is 

provided. 

Annual Program 

Directors 

Cultural diversity 

training on line 

completed by all 

employees 

ongoing  

Success of the 

cultural humility 

training program 

Reduced number of 

complaints from 

community partners and 

local First Nations 

Community.  

Mandatory training is 

provided. 

Annual 

surveys  

Program 

Directors  

No complaints No complaints  

COMMUNICATION  
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Goal Indicators  Activities Timeline 

Who’s 

Responsibl

e 

Q2 Update 

Q3 Update Q4 Update 

Respectful 

Communication is 

the norm 

Reduction in complaints Review complaints. 

Also included in 

MANDT training 

ongoing Program 

Directors 

Concerns are 

addressed and 

learning plans have 

been provided to 

staff who are 

struggling with 

respectful 

communication 

Ongoing 

support, 

mentoring and 

coaching 

continues 

 

ESL employees feel 

supported in their 

workplace 

Employee engagement 

survey will indicate that 

staff feel supported in 

their workplace 

Employee orientation ongoing Program 

Directors 

ongoing Look into 

having training 

modules 

available in 

alternate 

languages 

 

 


