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ACA a n d  PERF are proud to offer you  this  c u r r i c u l u m  in Cu l tu ra l  
Differences.  One  of the  goals of this c u r r i c u l u m  is to m a k e  the  t ra in ing  avai lable 
to as  m a n y  people working in the juveni le  jus t i ce  sys t em as  possible.  

HOW TO USE TH~S C U ] ~ C U L U ~  

B e c a u s e  of the  changing  demograph ics  of the  United Sta tes ,  a n d  the  ever 
chal lenging need  for clear  communica t ion ,  th is  course  is essen t ia l  for everyone 
in the  field. The subjec t  of cul tura l  diversi ty as  it affects law en fo rcemen t  a n d  
juveni le  j u s t i ce  services is crucial  to examine ,  to analyze  a n d  to m a k e  
c o m m i t m e n t s  about .  

The sub jec t  of cu l tu ra l  diversity c a n  be a p p r o a c h e d  m a n y  w a y s  m from a 
complete ly  theore t ica l  me thod  to a completely experient ial  one. F inding  the  r ight  
mix  for all g roups  of people is n e a r  impossible.  Tha t  is w h y  we offer th is  
c u r r i c u l u m  which  is a mixture  of bo th  theory  a n d  exper ience m lec ture  a n d  
prac t ica l  exercises .  

Often,  pa r t i c ipan t s  in cul tura l  diversi ty c lasses  will w a n t  a list of 
cha rac t e r i s t i c s  t h a t  per ta in  to different cu l tures .  Wan t ing  this  type of in fo rmat ion  
is u n d e r s t a n d a b l e  because  par t i c ipan ts  m a y  t h i n k  t h a t  ff they  have  s u c h  a list, 
they  will be  more  p repa red  to in terac t  wi th  m e m b e r s  of a cer ta in  cu l ture .  

But ,  f rom the  beginning,  t ra iners  shou ld  emphas ize  t h a t  the  t r a in ing  is 
des igned  to help  t h e m  relate to m a n y  different cu l tu res  and  to va ry ing  indiv iduals  
wi th in  a cu l tu r a l  group r a t h e r  t h a n  to p roduce  exper ts  in a n y  specific cul ture .  
We believe t h a t  l ea rn ing  how to learn a n o t h e r  cu l tu re  - -  to discover  the  s t r u c t u r a l  
a n d  func t iona l  p a t t e r n s  of ano the r  cu l tu re  m is the  m o s t  i m p o r t a n t  goal  of th is  
course .  

We believe t h a t  by giving m i n i m u m  cul ture-specif ic  t ra in ing,  the  
p a r t i c i p a n t s  will be  forced to discover for themse lves  the  ways  of in te rac t ing  with  
people successfu l ly .  The par t i c ipan t s  shou ld  be u rged  to decide wh ich  behav io r s  
are  p a t t e m s  a n d  which  behaviors  are  s imply pe r sona l  charac te r i s t i cs .  

In th i s  cu r r i cu lum,  we have provided some  genera l  in format ion  on  some of 
the  minor i ty  g roups  in the  United Sta tes ,  s u c h  as  Afr ican Amer i cans ,  As ians ,  
H i span ic s  a n d  Amer i can  Indians .  Bu t  th is  in format ion  m a y  or m a y  no t  app ly  to 
p e r s o n s  a c r o s s  the  country ,  or even to p e r s o n s  wi th in  g roups  in y o u r  commun i ty ,  
pa r t i cu la r ly  b e c a u s e  individuals  fall a long a cu l tu ra l  con t i nuum.  
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Although  we can  lea rn  fac tua l  information abou t  the  his tor ical  b a c k g r o u n d  
of a people, the i r  l anguage ,  religion, celebrations,  or clothing, we still need  to 
cul t ivate  genera l  c ros s -cu l tu ra l  communica t ion  skills to c o m m u n i c a t e  effectively 
wi th  the  individuals  wi th in  a given cul tura l  group. 

WHAT'S IN THE PACKAGE 

The Cul tu ra l  Differences cur r i cu lum package  is m a d e  up  of three  
componen t s :  the  Tra iner ' s  Manua l ,  the  Par t ic ipant ' s  Workbook  a n d  a video. 

T h e  T r a i n e r ' s  M a n u a l  con ta ins  the cur r i cu lum and  is des igned  for opt imal  
u s e  by  law enforcement ,  juveni le  judges ,  and  the  s p e c t r u m  of juveni le  jus t ice  
t ra iners .  The course  is a r e source  for both new and  ve te ran  t r a ine r s  of cu l tu ra l  
diversity.  The word-for-word fo rmat  will ass i s t  new t r a ine r s  who m a y  need  help 
in f leshing ou t  the  sub jec t  mat te r .  Experienced t r a ine r s  can  s imply  follow the  
out l ine of ideas  as  they  are  presen ted .  They can  also select  topic a r e a s  t h a t  are 
pe r t i nen t  for the i r  t r a in ing  needs .  We urge t ra iners  to cus tomize  the  t ra in ing  to 
m e e t  the  needs  of the i r  own par t ic ipants ,  to reflect the  types  of s i tua t ions  t h a t  
p a r t i c i p a n t s  mee t  in the i r  communi t ies .  

The va r ious  n a t u r e  of each  of the  disciplines re la ted to juveni le  jus t i ce  often 
requ i res  individual  appl ica t ions  of the principles involved in u n d e r s t a n d i n g  
diversi ty a n d  c ross -cu l tu ra l  communica t ion .  For this  reason ,  we have  added  four  
job-specif ic  append ices  to the  core curr iculum.  Each  a p p e n d i x  inc ludes  job- 
re la ted  i l lus t ra t ions ,  examples  a n d  exercises specifically for: law enforcement ,  
juveni le  judges ,  juveni le  ins t i tu t ions  and  juvenile c o m m u n i t y  workers .  

The c u r r i c u l u m  is divided into four sections: 

A. NOTES TO THE TRAINER: Tips and  t echn iques  for t ra iners ,  th is  
sect ion also con ta ins  the  t ra iners '  survey,  t r a in ing  eva lua t ion  forms,  
ins t ruc to r s '  a g r e e m e n t  and  t ra in ing s u m m a r y .  

B. INTRODUCTION: Informat ion abou t  the  project  a n d  t ra in ing  
concerns .  

C. PRESENTATION: Composed of four  modu les  wh ich  are  as  follows: 

l o  

2. 
Why t h i s  Tra in ing  Is Important  
Cultural  D i f f e r e n c e s  ~ What Is It?, including: 

* Cul tu re  
~ Selective Percept ion 
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o 

4 .  

o Classification 
o Values  
o Prejudice and  Bias 
o Stereotyping 
o Racism 
o Discr iminat ion 

C~oss-C~r C o ~ m ~ n i c a r  
] I m p l i c a t i o n s  Fo~ ~ ' o ~  J o ~  

NoCe: E a c h  module  h a s  a Cover Shee t  indicat ing Objectives,  Eva lua t ion  
Techn iques ,  Methods a n d  the Mater ia ls  needed  for delivering the  t ra ining.  
E a c h  also h a s  its own sect ions for Handou t s ,  Ove rhead  T ranspa renc i e s ,  
a n d  S u p p l e m e n t a r y  Readings.  Each  module  con ta in s  exercises  a n d  
a l t e rna t e  exercises to provide the  t r a ine r  wi th  a var ie ty  of opt ions  to 
faci l i tate the  learning objectives. The S u p p l e m e n t a r y  Read ings  r e p r e s e n t  
a d iverse  mix  of viewpoints a n d  information,  they  are  in t ended  to provoke 
t h o u g h t  a n d  do not  necessar i ly  r ep resen t  a n y  official poin t  of view. 
T r a i n e r s  c a n  copy any  of these  mate r i a l s  for h a n d o u t s  or  t r a in ing  a ids  to 
give to par t i c ipan ts .  Tra iners  should  also add  a n y  in format ion  ga the r ed  
f rom magaz ines ,  n e w s p a p e r s  or art icles t h a t  they  feel will e n h a n c e  the  
in fo rma t ion  base  for the  par t ic ipants .  

E a c h  module  conta ins  a g lossary  of t e rms  re levant  to the  in format ion  
provided  in the  module.  This g lossary  is in tended  to provide the  t r a ine r  
wi th  b a c k u p  mater ia l  and  o ther  sources  of in format ion  so t h a t  they  can  be 
fully p r e p a r e d  to facilitate d iscuss ion ,  clarify i s sues  b r o u g h t  up  in the  
t r a in ing  a n d  to general ly conduc t  the  t ra in ing  with  self  confidence.  

D. AIPIPIEI~-IDIICIES: Four  sect ions personal ized for: 

(> 

<> 

Law Enforcement  

Juven i l e  Cour t s  

Juven i l e  Ins t i tu t ional  Workers  

Juven i l e  Communi ty  P rog ram Workers  

E a c h  a p p e n d i x  con ta ins  informat ion  and  exercises  t h a t  a re  specific to the i r  
p rofess iona l  a reas .  Tra iners  should  use  the  append ix  app rop r i a t e  for the  
ind iv idua ls  who  are  being t ra ined to s u p p l e m e n t  the  in fo rmat ion  in the  genera l  
c u r r i c u l u m  a n d  to m a k e  the  t ra in ing  more  specific to t h a t  discipline.  T ra ine r s  
shou ld  develop a n  outline of w h a t  in format ion  will be p r e s e n t e d  f rom the  genera l  
c u r r i c u l u m  a n d  the  append ix  a h e a d  of time. These profess iona l  append ices  have  

*: :~: :~:~: : :~:~: :~:~:~: :~: : :~: :~:~: : : : :~ :~:~:~:~: : :~: : :~:~:~:~:~*: :~: : :~: :* :~*: :~:~: : : : : :~ :~:~:~:~: :~: :~:~:~: : : : :~ : :~:~:~:~:~: : :~:~:~:~:~:~:~:~: :~: : :~: : : : : : : :~ :~: :~:~: : : : :~ : :~:~:~:~: : : : :~ :~:~:~:~:~:~: : :~:~:~:~:~:~: : : : : :  
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been  provided to a s s i s t  t r a ine r s  in developing a t ra in ing p r o g r a m  t h a t  can  be 
profess ional ly  specific. 

PARTICIPANT WORKBOOK 

The Participants'  Workbook includes  the workshop  objectives a n d  a note-  
t ak ing  out l ine of each  sect ion of the  lesson plan. Pa r t i c ipan t s  c a n  u se  these  
workbooks  as  r e sou rce s  long af ter  the  workshop  is over. 

VIDEO 

This video is to be u s e d  as  a supp lemen t  for t r a ine r s  to p r e p a r e  for the  
p r e s e n t a t i o n  of the  wri t ten  cu r r i cu lum as  well as  to e n h a n c e  the  t ra in ing  
exper ience for pa r t i c ipan t s .  This video should  not  be u sed  to rep lace  live t raining.  

TRAINER SKILLS 

Tra ine r s  of cu l tu ra l  differences will discover tha t  they  need  to fac i l i tate  the  
l ea rn ing  exper ience  more  t h a n  they  need to present  informat ion .  Faci l i ta t ion 
m e a n s  "ass is t ing,  encourag ing  a n d  advanc ing  the  c o m m u n i c a t i o n  a n d  learn ing  
of the  pa r t i c ipan t s . "  

Ta lk  is crucia l  in c ross -cu l tu ra l  training, b u t  somet imes ,  occas ional  
f r u s t r a t i o n s  will e rupt .  Each  of the  disciplines involved in juveni le  jus t i ce  m u s t  
m a k e  decis ions  a b o u t  juveni les  t h a t  will affect the res t  of the  juveni les '  lives. 
W h e n  these  decis ions  are  m a d e  within  cul tura l  s i tua t ions  involving d i f f e r ing  
va lues ,  p a r t i c i p a n t s  often t end  to express  themselves  negatively.  

Tra iners ,  therefore,  need  to know how to get pa r t i c ipan t s  to see th ings  from 
differing perspec t ives  a n d  how to enable  all the pa r t i c ipan t s  to be  r e sou rces  for 
each  other .  

T ra ine r s  also need  to know their  par t ic ipan ts  a n d  the  juven i les  t h a t  the  
p a r t i c i p a n t s  re la te  to. They should  have a �9 u n d e r s t a n d i n g  of the  
d e m o g r a p h i c s  of the i r  communi ty ,  including the  var ious  e thn ic  g roups  t h a t  live 
in the  commun i ty ,  the  m e d i a n  ages  of the groups,  and  w h e t h e r  the  g roups  vary  
in the  the i r  p r e d o m i n a n t  family or �9 social s t ruc tu res .  

T ra ine r s  have  a var ie ty  of sources  to obta in  in format ion  on specific e thnic  
a n d  cu l tu ra l  g roups  as  well as  regional  demographic  informat ion .  A resource  list 
h a s  b e e n  provided in this  t ra in ing  package  to a ss i s t  the  t r a i n e r  in gett ing 
informat ion .  C o m m u n i t y  civic groups ,  local government  publ ic  affa i rs  offices, 
local c h a m b e r s  of commerce ,  universi t ies,  colleges as  well as  publ ic  
s e r v i c e / h u m a n  service d e p a r t m e n t s  are also good local in fo rmat ion  resources .  
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Another  way to gather relevant information, including authent ic  examples 
of real life cul tural  conflicts (which may be used  in the curriculum), is to ask  the 
par t ic ipants  before the training. 

~n order  to ef fect ively  co~dmcted, C ~ t ~ a ~  Di f ferences t ra in ing  i t  is 
imperat ive  that  the  trainer be k~owledgeable  o f  the  subject  matter ,  fee~ 
co=~fortable present ing  the  s~b~ect matter ,  is s ens i t i ve  and be l i eves  in ~he 
ideas  be ing  presented .  This type of  training shotdd not  be clone by a traine~ 
who is  ~ o t  fanfiliar with it. An inexper ienced ,  incapable  trainer  has  the  
p o t e n t i a i  to cause irreparab]e damage to bo th  an o r g ~ z a t i o n  az~d ~ e  
indiv iduais  in training~ Experience  has  shown that  the  potent ia l  for c~ l t~ra i  
d i f f erences  programs to become  pol i t i c ized  end spil l  over  nega t ive ly  into  the  
c o m m u n i t y ,  warrants  c a r e f ~  a t tent ion  to detai l  regarding the  s e l e c t i o n  of  
ins tructors ,  co~rse  content ,  prese~ ta t io~  s ty le ,  ~ se  o f  scenar ios ,  e x e r c i s e s  
and role  plays.  Before conduct ing  any c ~ t u r a i  d i f ferences  training in yo~r  
~ e n c y  or organizat ion,  here is a c h e c k  ~ist o f  th ings  to cons ider  and do: 

Seek  approva~ a~d e n d o r s e m e n t  of  k e y  a d ~ n i s t r a t i v e  a~d c o ~ a z ~ d  
personne l  This sends the ~essage ~hat such t ra in ing is i=~po~a~t  to 
~he ~gan iza t io~ ,  a~d ~ai~e~ by i t .  

~ b ~ c i z e  t r a in ing  w~thin y o ~  ~ency/orga~r~ization ~sing  ~ e y  
a d ~ n i s t r a t i v e  ~d~ c o m ~ a ~  pe~so~eJL 

Do no t  wa i t  ~ t f l  a major  inc ident  s~rrc~L~ding ~acia i /e thnic  issues 
ar i se  before  conduct ing c ~ t u r a i  di f fe rences  t ra in ing .  This  t y p e  of  
~raining by  i ts v e ~  n a t u r e  is n o t  ef fect ive  as a too~ of  crisis 
in te rvent ion .  

]~n select ing paz~icipa~ts fo~ tra~'~ing, do not  singlte ~ "]perceived 
~ro~ble ma~ers" ~o~e to at ten~ the t r a i ~ n ~ ,  gdea~y, th is  ~ ra i~ng 
s h o e d  be c o n d u c t e d  o n  a d e p a r t m e n t  by  d e p a r t m e n t  basis for e/~ 
~ p ] o y e e s .  

~ n s ~ e  tha t  the t r a i ~ g  team is ~no~ledgeable abo~t the func t ions  o f  
~he ~gency/orgar~ization for w h o m  t h e  t r a in ing  is be ing  conducted .  ~t 
is a iways  bes t  r have a training t e ~  that  is d ive rse  e o m a i e / f e ~ a i e ,  
wh i te /b lack ,  etc. This a~ows for the estab~shment  of  comfo r t  zones 
for  part ic ipants .  Many people  are t h r e a t e n e d  by this  type  of  t r a in ing ,  
because t h e y  perceive i t  as an e f fo~  to co~reet type soc i~  ~ o n g s  of  
h is tory ,  and[ an effort  to ble.~e indiv id~ais for ~hese ~rongs.  This is 
~o~ the p~cpose of  the t ra in ing. ] t  is geared a~ p~o~ding ind i~d~a is  
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wi th  an  o p p o r t u n i t y  to u n d e r s t a n d  t hemse lves ,  how cu l tu re  i m p a c t s  
t h e i r  behav ior ,  t he  behav io r  of  o thers  and  how all t h i s  app l ies  to t he  
p ro fess iona l  r e spons ib i l i t i e s  of law e n f o r c e m e n t  and  t he  j u v e n i l e  
j u s t i c e  s y s t e m .  Having  a diverse,  knowledgeable  and  s e n s i t i v e  t r a i n i n g  
t e a m  is key  to t he  success  of th i s  t ra in ing .  

Again,  on ly  c o m p e t e n t ,  knowledgeable  t r a ine r s  shou ld  c o n d u c t  t h i s  
t ype  of t r a in ing .  Ensu re  t h a t  t r a ine r s  have  t h e s e  qua l i t i e s  and  have  
p repa red  a d e q u a t e l y  to conduc t  the  t r a in ing  se s s ion  by  b e i n g  f a m i l i a r  
w i th  t he  c u r r i c u l u m  i t s e l f  and  all the  t r a in ing  aides.  

A good work ing  knowledge  of the  e t h n i c / r a c i a l  groups,  i s sues  and  
c o n c e r n s  of  t he  a g e n c y / o r g a n i z a t i o n  and  the  c o m m u n i t y  whe re  t he  
t r a i n i n g  is b e i n g  c o n d u c t e d  is impor tan t .  This  will  al low the  t r a i n i n g  
to be more  spec i f i c  and  the re fore  more  re levant .  A t r a ine r s '  su rvey  
follows t h i s  s e c t i o n  w h i c h  will ass i s t  you  in  g a t h e r i n g  s u c h  
i n f o r m a t i o n .  

Recogn ize  t h a t  ones '  e t h n i c  background  does no t  qua l i fy  t h e m  as an  
expe r t  in  cu l t u r a l  d i f fe rence  in  genera l  and  t h a t  sk i l l ed  t r a i n e r s  m a y  
no t  be c o m p e t e n t  in  all  a reas  of the  cu r r i cu lum.  Ass ign  t r a i n e r s  ba sed  
u p o n  t h e i r  s t r e n g t h s  and  wherever  n e c e s s a r y  a s s ign  t e a m s .  

TRAINERS SURVEY 

Trainers  can use  the following series of questions (if they are applicable) to 
expand their  cul tural  knowledge base in preparing for the training. It is in tended 
to ass is t  t ra iners  in gathering information specific to the group tha t  will be 
trained. This information will help trainers to customize the sess ion to the 
par t ic ipants  to address  their  needs and concerns. This survey is not to be used 
by the part icipants.  It is specifically geared for use by the trainer. Trainers  
should  be aware, however, that  the statistical information they receive on some 
cul tural  groups might  be incorrect. Some groups, for example, may  have a 
significant n u m b e r  of recent immigrants  or undocumented  individuals.  
Undocumented  individuals  typically do not have social securi ty n u m b e r s  and 
funct ion in a somewhat  invisible fashion within the community.  The actual  
t ra iners  survey has  been  put  on the following pages to allow the t ra iner  to remove 
the survey easily from the curr iculum. 
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NOTES TO THE TRAONER 

SURVEY 

{FOR T R A I N E R  U S E  ONLY) 

. W h a t  are  some of t he  r a c i a l / c u l t u r a l / e t h n i c  conce rns  in the  (a) c o m m u n i t y  

a n d  (b) agency /o rgan iza t ion  (e.g., rival gang activity, b ias  cr imes,  l awsu i t s  

on d i s c r imina to ry  practices,  t ens ion  be tween  staff  a n d  mino r i t y  juveni les) .  

. List t he  pe rcen tage  of all cu l tu ra l  g roups  in your  c o m m u n i t y  in  the  s m a l l e s t  

ca tegor ies  t h a t  are s ta t is t ical ly  available.  For example ,  say  10% 

V i e t n a m e s e  and  15% Korean, r a t h e r  t h a n  inc lud ing  these  g roups  u n d e r  a 

ca tegory  called Asian .  Also inc lude  the  d o m i n a n t  cu l tu r a l  g roup  in  y o u r  

l ist ing.  In m a n y  communi t ies ,  the  d o m i n a n t  cu l tu ra l  g roup  is white ,  b u t  

in  some  a reas  of the  country,  o ther  g roups  are dominan t .  

l o  

B. 

C. 

D. 

E. 

% 5 Years Ago % Today  % 5 Years From Now 

. List o the r  cu l tu ra l  groups  in you r  c o m m u n i t y  t h a t  are  no t  t r ad i t i ona l ly  

i n c l u d e d  in  available s ta t is t ics  ~ for example,  pe r sons  of different  s e x u a l  

o r i en ta t ion ,  pe r sons  with disabil i t ies.  
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P l e a s e  a n s w e r  the foUowing  ques t ions  f o r  the cultural  g r o u p s  t ha t  y o u  l i s ted  

in q u e s t i o n s  one  a n d  two. Note: B e  sure  to b a s e  your  a n s w e r s  on  i n t e rv i ews  

c o n d u c t e d  w i t h  three  or more  p e r s o n s  f r o m  the part icular  cul tural  group.  

. Are a major i ty  (over 50%) of the  persons  in the  cu l tu r a l  g roups  recen t  

i m m i g r a n t s ?  

. Do a major i ty  of the  individuals  in the cu l tura l  g roup  m a i n t a i n  prac t ices  

(for example ,  r i tua ls  a n d  ceremonies)  from their  g roup ' s  place of origin? If 

so, wh ich  ones?  

. Does  the  cu l tu ra l  group celebrate  its own hol idays?  If so, w h a t  are  they  

a n d  w h a t  is the  s ignif icance of each one? 

. W h a t  l a n g u a g e s  o ther  t h a n  Engl ish  are spoken  by  m e m b e r s  of the  cu l tu ra l  

g roup?  

. W h a t  behav io r s  (words, actions) on the pa r t  of some  indiv iduals  in each  

cu l t u r a l  g roup  have  con t r ibu ted  to m i s u n d e r s t a n d i n g s  wi th  employees  a t  

y o u r  agency?. 

. W h a t  behav io r s  on the  p a r t  of the agency employees  have  con t r ibu ted  to 

m i s u n d e r s t a n d i n g s  wi th  some individuals  in the  cu l tu r a l  g roup?  
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I0. How could such misunders tandings  be avoided in the fu ture?  

11. Are there specific types of crimes usual ly  committed agains t  m e m b e r s  of 

the cul tural  group? If so, which ones? 

12. Is the cul tural  group centered in a par t icular  neighborhood or do the  

member s  live in various par ts  of the community?. 

13. Where do the juveniles of each cultural  group usual ly  "hang out"? 

14. Wha t  k inds  of social events do the members  of the cul tural  group usua l ly  

a t t end?  

15. Who are the communi ty  leaders of each cul tural  group? 

16. Wha t  organizations can provide information about  each cul tural  g roup?  
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WAYS TO FORMAT THE WORKSHOP 

This  l esson  p l an  is versat i le  so tha t  you can  use  it in several  ways .  If you  
choose,  you  can  p r e s e n t  mos t  sect ions in one e igh t -hour  day.  If y o u r  t ime is 
limited, however,  you  can  p re sen t  the  mater ia l  in smal ler  blocks.  For  example,  
a more  re laxed schedu le  migh t  be two four -hour  t ra in ing days .  

To help you  des ign a personal ized workshop,  we have  worked  out  the  
m i n i m u m  a m o u n t  of t ime you  might  need to p re sen t  each  module .  

In t roduc t ion  to Training (30 minutes)  

W h y  This  Tra in ing  Is Impor t an t  (2 hours)  

Cu l tu ra l  Differences - - W h a t  Is It? (2 hours)  

C ros s -Cu l tu r a l  Communica t ion  (2 hours)  

Impl ica t ions  for Your J o b  (2 hours)  

Note:  The Action P lan  is located after  the  Job Implications Module. This 
p l a n  c a n  be u s e d  t h r o u g h o u t  the  cu r r i cu lum ~ no m a t t e r  h o w  you  des ign 
the  workshop .  If you  choose not  to use  the  Action Plan,  we r e c o m m e n d  
t h a t  you  u s e  the  ques t ions  a t  the  end of each modu le  as  conc lud ing  
exercises .  

We've bui l t  m a n y  individual  a n d  group exercises into this  workshop .  If you  
choose  no t  to inc lude  all of them,  the  module  t imes  will change .  How m u c h  the  
c lass  pa r t i c ipa te s  will also affect the  workshop  time. If you  do use  sma l l e r  b locks  
of t ime to p r e s e n t  th is  workshop ,  however, you will need to develop t r ans i t i ons  
f rom one modu le  to the  other.  

W h e n  you  are  r e a d y  to use  the  cur r icu lum,  we sugges t  t h a t  you r e a d  
t h r o u g h  each  of the  sect ions.  Then,  based  on the  n u m b e r  of h o u r s  you have  
a l located for the  t ra ining,  choose the  specific topics t h a t  you  t h i n k  would  m o s t  
benefi t  y o u r  pa r t i c ipan t s .  

Use the  topics  as  they  are p resen ted  in the  core c u r r i c u l u m  as  the  b a s e  of 
the  t ra in ing.  P u t  the  m a i n  ideas  into your  own words  a n d  persona l ize  t h e m  to 
mee t  the  needs  of y o u r  s i tuat ion.  Then,  choose the  examples ,  c a se s  a n d  exercises  
t h a t  a re  re levan t  to y o u r  discipline a n d  to your  agency. If a n  a p p e n d i x  h a s  been  
developed specifically for y o u r  occupat ion,  you m a y  w a n t  to sk im the  app rop r i a t e  
a p p e n d i x  in add i t ion  to the  genera l  cu r r i cu lum to de te rmine  w h i c h  por t ions  of 
bo th  will bes t  m e e t  the  needs  of you r  audience.  
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NOTES TO THE TRAONER 

The core c u r r i c u l u m  offers m a n y  i l lus t ra t ions ,  examples  a n d  exerc ises  to 
help re inforce a concept.  Other  exercises  are  sugges ted  in the  ALTERNATE 
EXERCISE sect ion,  and  in the  APPENDIX t h a t  w a s  developed for y o u r  discipline.  

W h e n  you  a re  p r e s e n t i n g  the  c r o s s - c u l t u r a l  
communica t ion  module ,  you m a y  choose  to h a v e  
par t i c ipan ts  role p lay  the  "Jose  Silvera" s i tua t ion ,  or  y o u  
m a y  choose o the r  s i tua t ions  from ei ther  the  ALTERNATE 
EXERCISE sect ion or f rom the APPENDIX t h a t  p e r t a i n s  
to your  discipline. 

The more  t h a t  you can  personal ize the  exercises  a n d  u s e  i l lus t ra t ions  f rom 
y o u r  own agency,  the  more  effective y o u r  t ra in ing  will be. 

N~:c:  Specific exercises m a y  no t  p roduce  the  l ea rn ing  you  in tended .  
T h o u g h  unexpec ted ,  the  learn ing  t h a t  does  emerge  is likely to be  a s  
va luable .  It is up  to the  t r a ine r  to roll wi th  the  p u n c h e s  a n d  be able  to 
capi tal ize on  wha tever  happens .  The pa r t i c ipan t s  a n d  the i r  l ea rn ing  s h o u l d  
neve r  be  sacr if iced to an  exercise. 

Always  develop a schedule  of how y o u r  avai lable t r a in ing  t ime will be  
al lot ted for lecture ,  exercises and  group  d iscuss ion .  Remember ,  the  c u r r i c u l u m  
is flexible a n d  c a n  be offered in s egmen t s  a t  vary ing  t imes.  Do no t  al low for too 
m u c h  t ime to l apse  be tween each t r a in ing  sess ion.  This will defeat  the  overal l  
p u r p o s e  of the  t r a in ing  and  m a k e  it difficult for the  pa r t i c ipan t s  to follow. Always  
jot  down  poin ts  f rom prior sess ions  t h a t  m a y  need  to be a d d r e s s e d  in s u b s e q u e n t  
sess ions .  
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YOUR ROLE AS A TRAINER/FACILITATOR 

Your role as a t rainer  of this curr iculum is that  of a facilitator. As a 
facilitator or helper, you should lead the participants through the material .  You 
answer  questions;  you clarify points or concepts; you tailor the information to 
your  specific group's situations.  Although most of the information is easy to 
u n d e r s t a n d  and  use, you may discover that  the concepts are not always easily 
accepted, and  the skills are not always easily practiced by your part icipants.  The 
art of communica t ing  this material  requires that  you help your  group break  
through the layers of doubt  and conditioning that  may still separate  them from 
accepting and  applying these concepts to their own lives. It also requires 
sincerity, sensitivity to the group's needs and responses,  friendliness,  and  a 
positive, optimistic approach. It requires that you be encouraging, open and  non- 
threatening,  relaxed and  self-assured. 

QUALITIES OF SUCCESSFUL FACILITATOR 

A facilitator should demonstrate credible knowledge and  experience 
in present ing the curriculum. They should be knowledgeable about  
the subjects  of cul tural  differences, law enforcement and  the juveni le  
jus t ice  system. 

A facilitator should have a high energy level, yet show a quali ty of 
res t ra int  while facilitating. Enthusiasm,  plus  a knowledge and  belief 
in the material ,  s t imulates  interest. This will promote acceptance by 
the part icipants.  

The learning experience should be supportive and  cooperative, ra ther  
t han  a long lecture by the facilitator. A good facilitator should  be 
j u s t  that  - -  one who simplifies and supports  the learning process. 

A good facilitator m u s t  be a person who does not allow h i s / h e r  
personal  beliefs to get in the way of the material .  Making s ta tements  
tha t  are prejudicial  or biased will only serve to devalue the training. 
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With p repara t ion ,  you can  provide qual i ty  t r a in ing  for y o u r  staff. 

<> Become famil iar  with this  cu r r i cu lum a n d  r ead  all the  s u p p l e m e n t a r y  
r ead ings  as  well as  o ther  mate r i a l  on the  sub jec t  as  neces sa ry .  

Read  th rough  the  t ra iner ' s  m a n u a l .  Famil iar ize  yourse l f  wi th  a n y  
ins t ruc t ions  you need to provide the  t ra ining,  or  a n y  ques t i ons  y o u  
m a y  need  to a s k  the  par t i c ipan ts .  

<> Read  th rough  the  par t i c ipan ts '  m a n u a l .  Become famil iar  wi th  t he  
a r e a s  in the  lesson where  you  a s k  the  pa r t i c i pan t s  to t ake  notes .  

<> Decide w h a t  topics f rom the  lesson p l a n s  you  w a n t  to p re sen t .  
P repa re  an  outl ine of the  workshop  a n d  the  in fo rmat ion  you  will be  
present ing .  Decide on the  exercises  you  will u s e  a n d  a n y  t r a i n i n g  
a ids  t h a t  you will need.  Be innovat ive w h e n  p repa r ing  y o u r  
p resen ta t ion ,  t ry to find the  bes t  combina t ion  of lecture,  g r o u p  
exercises  and  group d i scuss ion  t h a t  will accompl i sh  the  e s t a b l i s h e d  
l ea rn ing  objectives. 

P repa re  the  f l ipchart  in advance  of the  workshop .  Later  on in th i s  
sect ion,  we have provided more  in -dep th  t ips on how to p r e p a r e  a 
f l ipchart .  

<> Pract ice  with the  overhead  projector.  Pract ice  u s i n g  t h e  
t r a n s p a r e n c i e s  as  you will du r ing  the  t ra in ing  p rogram.  We also give 
t ips  on us ing  t r a n s p a r e n c i e s  a n d  the  projector  la ter  on in th i s  
sect ion.  
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SOME BASIC TRAINING TIPS 

ThroughoUt  the  Preface of th is  cur r icu lum,  we have  inc luded  m a n y  t ips on 
how to u se  t r a in ing  aids,  how to p re sen t  a topic to the  class,  a n d  how to p repa re  
for the  workshop .  There  are some bas ic  t ra in ing tips to m a k e  th i s  a success fu l  
t ra in ing  experience.  

Begin a n d  end  the  c lass  o n  t i m e .  

Give y o u r  pa r t i c ipan t s  a 5 or 10 minu te  b r e a k  a t  the  end  of every 
h o u r  or h o u r  a n d  a half. 

Be sensi t ive to the  needs  of the par t i c ipan ts  b u t  t ry  to keep  t h e m  on 
the  t a s k  they  are doing. 

Be p repa red .  

N o t e :  The Cu l tu ra l  Awarenes s  quiz (located in the  In t roduc t ion  to Tra in ing  
m sec t ion  3) is a good way  to check  your  par t ic ipants '  c u r r e n t  knowledge 
of cu l tu ra l  differences.  After the  par t i c ipan ts  have  f in ished the  tes ts ,  collect 
them.  You c a n  look at  the  tes t s  la ter  dur ing  the  day.  

TRAINING TECHNIQUES 

The nex t  sect ion expla ins  several  of the  t ra ining t e c h n i q u e s  you  migh t  u se  
inc luding  G r o u p  Discuss ions ,  Lecture,  Answering Ques t ions ,  a n d  Role Play, as  
well a s  the  t r a in ing  aids:  t r a n s p a r e n c i e s  a n d  fl ipcharts .  

TRAINING GROUP SIZE 

Cul tu r a l  Differences t ra in ing  is mos t  effective w h e n  offered in g roups  t h a t  
do no t  exceed approx ima te ly  twenty-s ix  (26) par t ic ipants .  This  type  of group size 
allows for effective group  in teract ions ,  ins t ruc to r  control  a n d  faci l i tat ion of 
exercises.  We r e c o m m e n d  t h a t  a n y  group of less t h a n  app rox ima te ly  six (6) 
p a r t i c i p a n t s  migh t  be  too smal l  to facilitate any  mean ingfu l  i n t e rac t ion  a n d  migh t  
d imin i sh  the  impac t  of the  t ra ining.  
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L A R G E  G I I O U P  D ] ~ S C U S S ] ~ 0 1 ~ S  

Large group  d i scuss ions  are never  ea sy  to conduct .  M a n y  fac tors  can  
interfere  wi th  a smoo th  discussion.  Inat tent ive  pa r t i c ipan t s ,  a no isy  room or 
ex t reme t e m p e r a t u r e s  are j u s t  a few examples  of interference.  To conduc t  
effective g roup  d iscuss ions :  

i .  Plaz~ az~ p~ep~ute. 

Learn  you r  subject .  Know the  cu r r i cu lum.  A glossary,  b ib l iography 
a n d  resource  list have  been  provided in th is  p a c k a g e  for you  to do 
fu r t he r  read ing  and  r e sea rch  ff desired.  

Develop a d i scuss ion  plan.  Al though  we have  out l ined the  p a t h  of 
th is  workshop  for you, t ake  some t ime to outl ine a d i s c u s s i o n  p lan  
for y o ~ r  par t ic ipants .  

<> Know the  par t ic ipants .  Become famil iar  wi th  the i r  job  env i ronment ,  
a n d  some of the problems they  face. 

<> Ant ic ipa te  s i tuat ions ,  problems,  a n d  ques t ions  t h a t  m a y  ar ise .  The 
more  accura te ly  you can  predic t  these  s i tua t ions ,  the  less  likely you 
are  to be th rown  off ba lance  du r ing  group  d iscuss ion .  

Know the  limits of your  role. You are there  to provide knowledge  a n d  
guide  the  d i scuss ion  so t h a t  the  objectives are  reached .  You are  no t  
there  to force you r  own ideas,  concepts ,  or ph i losophies  on the  
pa r t i c ipan t s .  

. 

s ~ c ~  o~" ~ach mc~duI~. Tell the  pa r t i c ipan t s  t h a t  you  are  in te res ted  in 
the i r  reac t ions .  You should:  

<> 

<> 

Des ign  y o u r  ques t ions  to get reac t ions  to specific po in t s  in the  
t ra in ing.  

A s k  ques t ions  t ha t  are specific to keep the  c lass  f rom w a n d e r i n g  f rom 
the  topic. 

Don ' t  a s k  ques t ions  t ha t  c an  be a n s w e r e d  with  a "yes" or  "no". 
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3.  C o n d u c t  t h e  d i s c u s s i o n .  

Get full par t ic ipat ion.  Remember  m good d i scus s ion  m e a n s  
par t ic ipat ion.  All pa r t i c ipan t s  should  have  a n  equa l  oppor tun i ty  to 
contr ibute .  If the  group is larger  t h a n  10-12 pa r t i c ipan t s ,  b r e a k  
t h e m  into smal l  g roups  of 5-6. 

E n c o u r a g e  se l f -express ion of though t s  a n d  opinions.  Do n o t  allow 
pa r t i c ipan t s  to ridicule the  cont r ibut ions  of o thers .  S u c h  behav ior  
is the  f a s t e s t  way  to s h u t  down discussion.  

Keep the  d i scuss ion  moving on ta rge t  and  genera l ly  positive. If it 
becomes  evident  t h a t  the  p lanned  app roach  is no t  going to achieve 
y o u r  objectives, be flexible and  prepare  to adop t  a different  a p p r o a c h  
t h a t  will  succeed.  

Give occas ional  s u m m a r i e s .  Repeat  the  m a i n  poin ts  a n d  i s sues  
f requent ly  m at  leas t  a t  the  end of each  sect ion of each  module .  

Listen careful ly  a n d  intently. Show positive in te res t  in the  t h o u g h t s  
of the  pa r t i c ipan t s .  Build on their  comments .  Be s u r e  to u n d e r s t a n d  
w h a t  they  have  sa id  - -  p a r a p h r a s e  it back.  S incere  positive in te res t  
will set  the  tone for the  group. 

Develop s p o r t s m a n s h i p .  Every par t i c ipan t  is ent i t led to a n  opinion 
- -  m a k e  s u r e  everyone realizes this. 

Main ta in  y o u r  sense  of h u m o r  and  pat ience.  It t a k e s  t ime to th ink.  
Protect  the  sensit ivit ies of the par t ic ipants .  

Never e m b a r r a s s  par t ic ipants .  This is pa r t i cu la r ly  i m p o r t a n t  ff they  
are  to con t inue  work ing  with peers,  s u b o r d i n a t e s  or  supe rv i so r s  who 
m a y  be presen t .  

G r o u p  d i scuss ion  is one  of the  mos t  effective t ra in ing  t e c h n i q u e s  you  can  
use .  Be flexible a n d  open to change  in direction ff the  original  p l a n  is not  
working.  You can  achieve the  s a m e  goal t h rough  slightly different  m e a n s .  
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S ~ L L  GRGU]P DISCUSSXGN 

. 

. 

. 

. 

. 

. 

Fol low t h e s e  gu ide l ines  w h e n  d iv id ing  y o u r  c l a s s  in to  s m a l l  g roups :  

Divide  t h e  c lass  in to  g roups  of b e t w e e n  four  a n d  s e v e n  m e m b e r s  ~ five, s ix  
or  s e v e n  m e m b e r s  in  a g roup  is perfect .  

You  c a n  divide t he  c lass  in  severa l  ways:  

D e s i g n a t e  peop le  who  are  s i t t ing  n e x t  to e a c h  o t h e r  to a g roup ,  o r  

A s s i g n  people  of t he  s a m e  r a n k  to a g roup ,  or  

C o u n t  off a r o u n d  the  c lass ,  giving e a c h  p e r s o n  a 1, 2 or  

All n u m b e r s  o n e s  will m e e t  in  one  c o m e r ,  all n u m b e r  twos  in  a n o t h e r  
c o m e r ,  etc.  

A s k  e a c h  g r o u p  to choose  a g r o u p  leader .  Th is  p e r s o n  will  be  r e s p o n s i b l e  
for k e e p i n g  t he  g roup  focused  on  t h e i r  t a s k  a n d  for r e p o r t i n g  g r o u p  
r e s p o n s e s  b a c k  to the  class.  

E n c o u r a g e  g roup  p roduc t iv i ty  ~ se t  a t ime  l imi t  for e a c h  s m a l l  g r o u p  
d i s c u s s i o n .  

Tell  t h e  g r o u p  t h a t  e a c h  p e r s o n  n e e d s  e n o u g h  t i m e  to c o m p l e t e  t h e  t a s k  
e.g., w o r k  t h r o u g h  exerc ises .  
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LECTURE 

A shor t  lec ture  or p re sen ta t ion  of mater ia l  can  be effective. We have  kep t  
the  ac tua l  lec ture  t ime to a m i n i m u m .  Lecturing is effective, however,  w h e n  you  
need  to t r a in  large n u m b e r s  of pa r t i c ipan t s  when  they are  no t  fami l iar  wi th  the  
subject .  The lec ture  is also usefu l  w h e n  there  is little t ime avai lable  for t ra ining.  

Here are  some  tips for the  u se  of the lecture technique:  

Get  the i r  a t t en t ion  r ight  from the star t .  
(Attention-gett ing visual  aid, an  appropr ia te  story,  
provoking quest ion,  a controversial  opinion, etc.) 

a t hough t -  

Ma in ta in  their  interest .  
(Carefully pace  the  p resen ta t ion  and  use  v isua l  aids.) 

Ma in ta in  eye contact .  
(Make eye con tac t  with people from all sect ions  of the  room - -  t ake  
in everyone.) 

W a t c h  how the aud ience  reacts .  
(Alter vocal  tones,  pitch, volume or inflection so t h a t  it does no t  
become  monotonous . )  

ANSWERING QUESTIONS 

Q u e s t i o n s  f rom pa r t i c ipan t s  are a good indicat ion of the  level of the i r  
a w a r e n e s s ,  a t t en t ion  a n d  in te res t  in your  subject.  They have  va lue  in helping you  
to clarify, modify  or  fortify poin ts  or to test  an  idea for i ts potent ia l .  R e m e m b e r  
t h a t  a n s w e r i n g  a ques t ion  is a short ,  impromptu  response .  Relax, m a i n t a i n  you r  
poise, keep  y o u r  a n s w e r  shor t  a n d  to the point. 

PLANNING FOR QUESTIONS 

. Ant ic ipa te  the  types  of ques t ions  par t i c ipan ts  will ask ,  the  types  of 
ques t i ons  you  m a y  encounte r ,  and  p lan  how to h a n d l e  them.  Before you  
talk,  p r e p a r e  a list of ques t ions  you are mos t  likely to get  a n d  p repa re  y o u r  
a n s w e r s .  

2. P lan  how a n d  w h e n  ques t ions  will be handled .  
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. One way to s t imula te  group d i scuss ions  is to a sk  ques t ions  of the  a u d i e n c e  
af ter  you r  presen ta t ion .  Tell the  group t h a t  you  are in te res ted  in  t h e i r  
r eac t ions  to several  aspects  of the  in fo rmat ion  you have  p resen ted ,  a n d  in  
order  to evaluate  thei r  react ions,  you  would  like to a sk  a few q u e s t i o n s  of 
the  group.  

Make sure  your  ques t ions  are des igned to get r eac t ions  to specif ic  
po in t s  in  your  talk. 

Don ' t  a sk  ques t ions  t ha t  can  be answered  by a "yes" or "no." 

H A ~ L ~ G  ~ U ~ S T ] ~ S  

<} Be brief. 

<> 

(> 

Res ta te  the  ques t ions  for the  ent i re  group,  and  direct  y o u r  a n s w e r  to 
the  aud ience  and  not  to the  ind iv idua l  ques t ioner .  

Defuse emot iona l  ques t ions  by politely a sk ing  for c la r i f ica t ion  of 
nonspeci f ic  words like hedging,  suspic ious ,  n o n - c r i m i n a l ,  
pussyfoot ing,  etc. 

<> 

Rephrase  ques t ions  t ha t  are u n c l e a r  or rambl ing.  

Avoid a one- to-one c o n v e r s a t i o n / a r g u m e n t  wi th  a m e m b e r  of t h e  
group.  

<> Be hones t .  If you  don ' t  know the  answer ,  admi t  it. 

Don ' t  let one or two people domina t e  the  d iscuss ion .  
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T E C H N I Q U E S  F O R  HANDLING S P E C I F I C  P A R T I C I P A N T  
S I T U A T I O N S  

ENCOURAGE FURTHER QUESTIONS BY FRIENDLY COMMENT. 

"That ' s  a good  q u e s t i o n .  I 'm glad you  r a i s ed  it. (Anyone h a v e  a n  answer? )"  

HELP THE M E M B E R  WHO HAD DIFFICULTY EXPRESSING HIM OR 
HERSELF.  

"I w o n d e r  if w h a t  you ' r e  s ay ing  isn ' t  t h i s . . . ? "  or  

"Doesn ' t  w h a t  y o u  sa id  tie in  wi th  ou r  s u b j e c t  s o m e t h i n g  l ike t h i s . . . ? "  

THE INDIVIDUAL WHO ATTEMPTS TO GET YOUR OPINION RATHER THAN 
GIVING HIS OR H E R  OWN. 

Toss  t h e  q u e s t i o n  b a c k  to t h e  to group;  t h e n  ask,  "Does t h a t  a n s w e r  y o u r  
q u e s t i o n s ?  . . . .  Do y o u  agree?"  

THE INDIVIDUAL WHO CARRIES PERSONAL ANIMOSITY. 

If t h e  a n i m o s i t y  is d i r e c t e d  toward  a n o t h e r  m e m b e r  of t h e  g roup ,  avoid  
d i s c u s s i o n  b e t w e e n  t h e m .  Toss  a q u e s t i o n  to s o m e  o t h e r  m e m b e r .  

BREAK UP A HEATED ARGUMENT. 

"I t h i n k  we all k n o w  h o w  Bob a n d  T o m  feel a b o u t  th is .  
e lse  h a v e  a c o m m e n t ? "  

Now d o e s  a n y o n e  

THE INDIVIDUAL OR PARTICIPANT WHO KNOWS IT ALL. 

A s k  o t h e r s  in  t h e  g r o u p  for t he i r  op in ion  of h i s  s t a t e m e n t .  
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. THE INDIVIDUAL WHO FEELS THAT HE KNOWS HIS J O B  AND DOESN'T 
WANT TO BE TOLD HOW TO DO IT. 

Exp la in  t h a t  he or she  is j u s t  the  ind iv idua l  you  are looking for, t h a t  t he  
m e e t i n g  is to exchange  ideas a n d  po in t s  of view t h a t  will benef i t  all, t h a t  h i s  
exper ience  will be va luable  to all. 

. AVOID PASSIVITY. 

Always  t ry  to get clear answer s  from par t i c ipan t s .  Make  su re  t h a t  y o u  ful ly  
u n d e r s t a n d  the  commen t s  made .  Ask  for c lar i f ica t ion if n e c e s s a r y .  
E n c o u r a g e  pa r t i c ipan t s  to be po in ted  in  voicing the i r  c o m m e n t s  a n d  
conce rns .  For example:  

"Kirn, c an  you  give me a n  example  of the  k i n d s  of p rob l ems  you ' r e  
coming  up  aga ins t  at  the  momen t?"  

. THE INDIVIDUAL WHO DOES NOT PARTICIPATE IN THE DISCUSSION. 

Call  on  h i m  or he r  by  n a m e  to give a n  a n s w e r  or opinion,  b u t  give a n  e a s y  
task .  T h e n  pra ise  the  response .  

i0 .  THE INDIVIDUAL WHOSE MIND IS ON SOMETHING ELSE. 

Call  on  h i m  or he r  by  name  to a n s w e r  a ques t ion ,  expres s  a n  opin ion ,  or 
r e c o u n t  a n  experience.  

11. THE INDIVIDUAL WHO TALKS TOO MUCH. 

Poli tely i n t e r r u p t  h im  or her  wi th  a s t a t e m e n t  like 'Well,  le t 's  drop t h a t  for 
t he  m o m e n t  a n d  get back  to it later," or '"~Ve can  d i s c u s s  it on  the  b r e a k .  
The re ' s  a n o t h e r  i m p o r t a n t  po in t  we need  to d i s c u s s  a n d  we are  r u n n i n g  o u t  
of t ime." Thus ,  you  regain  control  of t h e m e e t i n g .  If the  p a r t i c i p a n t  t r i e s  
aga in ,  recognize some other  m e m b e r  a n d  say  "Let's give so a n d  so a c h a n c e  
to r e spond . "  

12. CUT OFF A SPEAKER WHO IS TOO LONG-WINDED: 

'~rhat 's  a good point  and  let 's h e a r  from some of the  o thers ."  
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13. S U G G E S T  THAT T H E  DISCUSSION IS WANDERING FROM T H E  POINT: 

' T o u r  p o i n t  is  a n  i n t e r e s t i n g  one,  b u t  ge t t ing  u s  a l i t t le  off t r a ck ,  I'd l ike to 
d i s c u s s  it  f u r t h e r  w i t h  y o u  a f te r  the  meet ing ."  

14. BRING T H E  GENERALIZING SPEAKER DOWN TO EARTH: 

" C a n  y o u  give u s  a specif ic  example  on  t h a t  p o i n t ?  Your  g e n e r a l  i dea  is  
good,  b u t  I w o n d e r  ff we c a n ' t  m a k e  it  more  concre te .  Does  a n y o n e  k n o w  
of a c a s e . . . ? "  

15. T H E  INDIVIDUAL W H O  IS IN ERROR, BUT WHOM O T H E R  PARTICIPANTS 
IN T H E  GROUP,  OUT OF RESPECT,  R E F U S E  TO CORRECT.  

A l w a y s  avo id  d i rec t  c r i t i c i sm,  s a r c a s m ,  a n d  r id icule .  U s e  i n d i r e c t  m e t h o d s .  
A n a l y z e  a s i m i l a r  c a s e  w i t h o u t  re fe rence  to t he  i n d i v i d u a l  p e r s o n a l l y  or  t a l k  
a t  t h e  n e x t  b r eak .  

16. R E G I S T E R  STEPS  OF A G R E E M E N T  OR DISAGREEMENT.  

"Am I co r r ec t  in  a s s u m i n g  we all  agree  (or d isagree)  on  t h i s  po in t?"  

17. HOLD O F F  A PREMATURE QUESTION. 

"Good po in t ,  a n d  one  I 'm go ing  to be cover ing  in  j u s t  a m i n u t e .  W o u l d  y o u  
m i n d  h o l d i n g  t h a t  q u e s t i o n ,  a n d  b r ing  it u p  a g a i n  if  I d o n ' t  cover  i t  l a t e r?"  

18. HANDLE A QUESTION YOU CAN'T ANSWER. 

"I d o n ' t  know.  W h o  h e r e  does?"  

19. D E F U S E  A HOSTILE QUESTION.  

"I c a n ' t  a n s w e r  y o u r  who le  ques t ion ,  b u t  if p a r t  of  w h a t  y o u  w o u l d  l ike  to 
k n o w  is __ ,  m y  a n s w e r  is  ~ If y o u  m e a n  m,  t h i s  ~ ,  t h e n  m y  a n s w e r  
is  " 
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THE ]~OZ,]~ FLA~ 

A role p lay  is: 

W h e n  a pa r t i c ipan t  a s s u m e s  and  acts  out  the  role of a n o t h e r  pe r son  ( such  
as  a supervisor ,  police officer, p roba t ion  officer, a juven i le  officer, offender,  
etc.) while  a n o t h e r  pa r t i c ipan t  ac ts  ou t  a role t h a t  enab les  the  two to 
i n t e r ac t  in  the  context  of a h u m a n  re la t ions  problem.  

Role p lays  are one of the  mos t  effective tools t h a t  a t r a ine r  h a s  to t r a in  s ta f f  
in the  m o s t  f u n d a m e n t a l  aspec ts  of our  jobs  ~ the  c u l t u r a l / h u m a n  i n t e r a c t i o n  
be tween  the  s taff  and  juveni les  or h i s / h e r  family. It is a n  effective t e c h n i q u e  t h a t  
focuses  on  the  n a t u r e  and  impor tance  of the  world we live a n d  work  in. It e n a b l e s  
the  p a r t i c i p a n t s  in the  t ra in ing  program to  gain  an  inc reased  awarenes s  of t he  
cri t ical  role t h a t  percept ions ,  feelings and  emot ions  play in  the i r  work. These  very  
subjec t ive  a spec t s  of our  world color everything t h a t  we do and  every th ing  t h a t  
we s ense  a b o u t  those  a r o u n d  us.  Tra in ing  staff  in  h u m a n  re la t ions  a n d  c u l t u r a l  
di f ferences  is c rucia l  to improving the  effectiveness of s taff  a n d  mee t s  a need  t h a t  
is read i ly  recognized by staff  when  faced with angry  or hos t i le  ci t izens or of fenders  
in a d i rec t  conf ronta t ion .  

A l t h o u g h  role p laying is an  excellent  t e chn ique  for effective t ra in ing,  it is t he  
m o s t  diff icult  to use.  In th is  regard, the  t r a ine r  shou ld  take  great  care  to k n o w  
exact ly  w h a t  skil l  is to be demons t r a t ed  by the  role p lay  a n d  s t r u c t u r e  t he  
scena r io  in  s u c h  a way as to increase  the  l ikel ihood t h a t  the  skil ls  will be seen .  

The  t r a i ne r  shou ld  keep in m i n d  t ha t  the  role p lay  is p robab ly  the  m o s t  
t h r e a t e n i n g  t h ing  t h a t  can  confront  the  par t ic ipant ,  for t he  very n a t u r e  of t he  role 
p lay  r equ i r e s  t h a t  they  m u s t  perform in job- re la ted  s i m u l a t i o n s  before the i r  peers ,  
s u b o r d i n a t e s  a n d  somet imes  supervisors .  The po ten t i a l  for pe r sona l  a n d / o r  
p ro fess iona l  e m b a r r a s s m e n t  is enormous .  It is y o u r  respons ib i l i ty  as  a t r a i n e r  to 
use  t he  role p lay  t echn ique  respons ib ly  and  wi th  grea t  care  to p reven t  s u c h  
e m b a r r a s s m e n t .  

B e c a u s e  it is r i sky  to the  par t ic ipant ,  pa r t i cu la r ly  in an  e m p l o y m e n t  
s i tua t ion ,  role p lays  shou ld  no t  be used  immedia te ly  in  a n y  t r a in ing  p rog ram.  
O the r  act ivi t ies  a n d  exercises shou ld  be used  to bu i ld  r appo r t  a n d  t r u s t  in  t h e  
t ra iner .  Th is  r educes  fear and  will u sua l ly  m a k e  the  use  of role p lays  m o r e  
effective w h e n  t hey  are used.  
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GENERAL RULES FOR THE USE OF ROLE PLAYS 

Build t r u s t  a n d  r appor t  first. 

Ask  for volunteers ;  do not  direct t h a t  someone  be the  f irs t  to do a role 
play. 

Make  the  role play scenar ios  very non - th rea t en ing  a n d  eas ie r  a t  first. 
The role p lays  should  become more  difficult as  the  works hop  
progresses .  

Don ' t  coerce anyone  to play a role t ha t  he or  she  se r ious ly  objects  to 
performing.  As a genera l  rule, it is bet ter  to get vo lun tee r s  for each  
s i tua t ion ,  a l though  there  m a y  be t imes w h e n  everyone needs  to 
pa r t i c ipa te  or  w h e n  it is a lways the  same  people who  vo lun tee r  a n d  
it is n e c e s s a r y  to recrui t  addi t ional  pa r t i c ipan t s  f rom the  class .  (This 
shou ld  be done very tactfully and  usua l ly  du r ing  breaks . )  

Know exact ly  w h a t  you w a n t  to demons t ra te .  

Take  grea t  pa in s  to avoid people being h u r t  by  a role p lay  t h a t  gets  
ou t  of h a n d ,  e.g.: 

a c tua l  emotional  o u t b u r s t s  
inabil i ty for a role player  to s tay  in c h a r a c t e r  

pe r sona l  and  professional  e m b a r r a s s m e n t  
where  the  p layers  lose sight  of the  exercise as  a s t imula t ion  
a n d  it becomes  real. 

S top the  role p lay  earl ier  r a the r  t h a n  later. 

Let the  pa r t i c ipan t s  crit ique themselves  first  before the  i n s t r u c t o r  or  
the  c lass  cr i t iques  them;  this  defuses  m u c h  of the i r  anxiety.  

The t r a i ne r  shou ld  be in the  first several  role p l ays  to bui ld  
p a r t i c i p a n t  confidence.  
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~]B~S II~ C~I~-DUC~ING A R~LE FLA~ 

0 1~repaze a ~cemari~ -- Identify the  behaviors  to be d e m o n s t r a t e d  a n d  
write a brief  scenario of the  s i tua t ion .  (This m a y  no t  a lways  be 
poss ible  if the  role play is spon taneous . )  

S e t  u p  t h e  s iCua t ion  - -  Identify the  problem t h a t  is s ign i f ican t  or  
i m p o r t a n t  to the  group. It is often more  effective if the  g roup  c a n  
ident i fy  the  problem they  are  to deal  wi th  in the  role play. 

S e e  t h e  s t a g e  - -  Describe the  role p lay  s i tua t ion .  Define the  role of 
the  players .  Be specific a b o u t  w h e n  a n d  where  the  ac t ion  t a k e s  p lace  
a n d  w h a t  condi t ion  or s i t ua t ion  b r o u g h t  the  m a t t e r  to a head .  K e e p  
i~ shoz~. �9 

<> 

<> 

B r i e f  Che zo~tc p]~aycrs - -  Make sure  t h a t  each  p layer  u n d e r s t a n d s  
h is  or  he r  role and  t ha t  of the  o ther  player(s). DO NOT i n s t r u c t  t h e m  
on  how to play the i r  roles; j u s t  allow t h e m  to p lay  the i r  roles  as  t h e y  
t h i n k  s u c h  a person  would behave  in real  life. 

Volun tee r s  shou ld  be allowed to select  the i r  own roles ff poss ible .  

S t a g e  C h e  a c ~ i e n  - -  Posi t ion the  role p layers  a n d  ac t  ou t  t he  
s c e n a r i o / s i t u a t i o n .  Ask the  observers  to look for specific factors .  

~op Che acr - -  Call "time out" when:  

0 

0 

0 

0 

the  d i scuss ion  be tween  p layers  becomes  repet i t ive 
a p layer  becomes  emot iona l ly  upse t ,  d i s t ressed  or beg ins  to 
reveal  deep-seated  a t t i t udes  or emot ions  t h a t  m a y  e m b a r r a s s  
t h e m  or o thers  
a p layer  drops out  of c h a r a c t e r  a n d  becomes  h imse l f  or he r s e l f  
enough  in te rac t ion  h a s  occur red  
the  conc lus ion  of the  role p lay becomes  obvious  
the  players  reach  a conc lus ion .  

~-'~a]l~a~e ~he ac~icr~ - -  the  MOST IMPORTANT STEP: 

Let the  role players  c o m m e n t  first  on the i r  pe rcep t ions  of t he i r  
performance.  When  they  are first  to c o m m e n t  on  the i r  feel ings 
a n d  reac t ions  in the  role, it he lps  to p ro tec t  the i r  feel ings of 
insecur i ty  and  reduce  the i r  vulnerabi l i ty .  
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Guide the  c o m m e n t s  toward the  p rob lem a n d  the  s i tua t ion ,  
NOT THE ACTING ABILITY of the  players .  

Focus  the  a t ten t ion  of the  players  a n d  the  o the r s  on w h a t  they  
l ea rned  a b o u t  the i r  behavior  and  t h a t  of o thers .  

Ask  t h e m  a b o u t  the  a t t i tudes  a n d  feelings of the  people in the  
role s i tua t ions .  

Ask  t h e m  to identify behavioral  a l te rna t ives  t h a t  m a y  have  
been  usefu l  in s imilar  real  life s i tua t ions .  

TRAINING AIDS 

You will u se  a t  leas t  three  types  of t ra in ing a ids  du r ing  th is  w o r k s h o p  
overhead  t r a n s p a r e n c i e s ,  the  f l ipchar t  and  wri t ten exercises.  

O ~ E R I - I ~ A D  TRANSPARENCIES 

T h r o u g h o u t  th is  cu r r i cu lum,  we provide you with all t r a n s p a r e n c y  m a s t e r s .  

You will w a n t  to keep  all the  topics on your  t r a n s p a r e n c y  covered unt i l  you  
a re  r e a d y  to reveal  them.  Showing a n  entire t r a n s p a r e n c y  c a n  be d i s t rac t ing  a n d  
t a k e  a t t en t ion  away  f rom w h a t  you  a r e  saying. Tips on u s i n g  t r a n s p a r e n c i e s :  

Have s epa ra t e  spo ts  on the overhead projector  table  for b o t h  the  
"used" a n d  " to-be-used" t ransparenc ies .  

Wheneve r  possible,  s t a n d  next  to the sc reen  in s t ead  of the  projector .  
This  keeps  you  f rom blocking the  screen  a n d  allows you  to project  a 
more  c o m m a n d i n g  presence.  

The sc reen  shou ld  be placed to your  left. Always  poin t  a t  the  words  
in the  s a m e  direct ion t h a t  people read.  

Before you  p r e s e n t  this  workshop,  prac t ice  r e h e a r s i n g  y o u r  
p r e s e n t a t i o n  while us ing  the t r anspa renc i e s .  

Always  check  the  l ight bulb in your  overhead  projec tor  before the  
w o r k s h o p  begins .  To be sure  you  are p repa red ,  have  a n  ex t r a  bu lb  
in the  room. 
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NOTES TO THE TRAINER 

FLEPCI~LRTS 

<> Write on the  f l ipchart  in  the  order  the  page will be u sed  in  t he  
workshop .  

Leave a b l ank  shee t  of pape r  be tween each  f l ipchar t  page t h a t  you  
write on. Words from a n o t h e r  page often bleed t h r o u g h  m a k i n g  it  
difficult to read. 

If you  need  to write d u r i n g  the  workshop,  you  can  also p repa re  pages  
a h e a d  of time. With a pencil ,  write the  i n fo rma t ion  you  need  l i g h t l y  
on  the  f l ipchart  page. Then  dur ing  the  class,  write ove~ y o u r  
penci l led  words with a marker .  

<> 

If possible,  p r in t  your  words.  Using colorful  marke r s ,  m a k e  y o u r  
le t ters  abou t  two inches  high. Leave white  space  be tween  words  a n d  
be tween  lines. Remember:  1less is  more .  Do no t  c r am the  page  full  
of ideas.  Only three  or four  l ines shou ld  go on a full page. 

Using mask ing  tape  tabs  for each  shee t  you 've prepared .  This  way,  
you' l l  have  h a n d y  tabs  for each  sect ion a n d  you  can  find y o u r  pages  
quickly.  

Also, tape  the  bo t tom c o m e r s  of each  f l ipchar t  page. This  a d d s  
weight  to the  bo t tom a n d  allows you to t u r n  the  page in one  f luid  
mot ion .  

<> S t a n d  to the  left of the  t l ipchar t  and  r e m e m b e r  to s p e a k  to t he  
par t i c ipan t s ,  n o t  to the  fl ipchart .  

<> Tes t  the  marke r s  you  will be us ing  a h e a d  of t ime to m a k e  su re  t h e y  
will no t  m n  out  of ink  while you  are t ra in ing.  Also, have  more  t h a n  
one  m a r k e r  at  h a n d  in case one does r u n  ou t  of ink.  
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WRITTEN E X E R C I S E S  

Wri t ten  exercises  are also excellent t ra ining tools. 
pa r t i c i pan t s  to experience a n d  learn  first h a n d  abou t  the  
teaching.  Tips for wr i t ten  exercises:  

They  allow the 
sub jec t  you  are 

Make  s u r e  all the  pa r t i c ipan t s  u n d e r s t a n d  the  direct ions.  It is eas ier  
to clarify in s tn l c t ions  be fo rehand  t h a n  to r emedy  m i s c o m m u n i c a t i o n  
a f t e rwards .  

While the  pa r t i c ipan t s  are completing and  exercise,  wa lk  a r o u n d  the  
room. Ask  the  pa r t i c ipan t s  how they are doing. Show y o u r  in te res t  
in the i r  activity, a n d  offer them an  oppor tun i ty  to a s k  ques t ions  ff 
t hey  are  confused.  

Give the  pa r t i c ipan t s  adequa te  t ime to complete  each  exercise.  If 
t hey  are  f inished ear ly or need more  time, be qu ick  to g r a n t  the i r  
r eques t s .  

W O R K S H O P  CHECK LIST 

The following is a Workshop  Check  List to use  as  you  p r e p a r e  the  t ra in ing  
p rogram.  

T r a i n i n g  R o o m  

Size a d e q u a t e  for n u m b e r  of par t ic ipan ts  

No pos t s  or obs t ruc t ions  in the  room 

E n t r a n c e / e x i t  shou ld  be a t  r ea r  of room 

Lighting controls  ~ where  they are and  how to opera te  t h e m  

T e m p e r a t u r e  control  location 

El imina te  possible in te r rup t ions  (e.g., a t e lephone  t h a t  m a y  ring) 

Res t room location 

Ex tens ion  cord ff needed  

Name  t a g s / n a m e  ten ts  if u sed  

B l a c k b o a r d  / overhead  / flip char t  

Se t -up  

Sea t ing  comfortable  (everyone can  see) 

Moni tors  (TV's), video equ ipmen t  set  up  and  working.  
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<> 

<> 

<> 

<> 

Video player  (format correct) 

TV set  (one per  15 people) 
Spl i t ter  cables  (ff more t h a n  one TV is used) 

Overhead  projector 

Table  for cards,  mater ia ls ,  etc. 

Videotapes  for sess ion 

H a n d o u t  mate r ia l s  
Back-up  equ ipmen t  (know where  to locate in  a hurry)  

Par t i c ipan t  Workbook for each  pa r t i c ipan t  

Your Tra iner ' s  Manua l  and  notes  

Your t r anspa renc i e s  

Pens,  penci ls  and  paper  for activities. 
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TRAINING EVALUATIONS 

The measure  for success  of any training program can be discovered through 
the evaluations that  are received. The following evaluation sheets  have been 
provided for you to distr ibute to each participant for completion at the end of the 
t ra ining session. We have developed evaluations for the Cultural  Differences 
Training and  evaluations for the Training of Trainers Component.  Please make  
copies of these evaluation sheets  for future use. 

E v a l u a t i o n  S h e e t  ~ Cultural  D i f f erences  Train ing  

This evaluation sheet  can be used to solicit feedback from par t ic ipants  on 
how well the overall content  of the curr iculum was delivered and received. This 
should be dis tr ibuted to each participant at the end of the t ra ining session. 
Always allow 10 minu tes  at the end of the session for the completion of these 
evaluations.  

Tra in ing  o f  Tra iners  in  Cultural  D i f f erences  for Law E n f o r c e m e n t / J u v e n i l e  
J u s t i c e  P r a c t i t i o n e r s  - -  Cri t ique  S h e e t  

This critique sheet  should be used by part icipants and  the ins t ructor  to 
provide feedback to par t ic ipants  when they complete their  presenta t ions  in the 
t ra ining for t ra iners  session. Each participant and the t raining facilitator should 
complete a sheet  once they have seen a presentation. Each presenter  should be 
given these completed critique sheets for their own records. Always allow 10 
minu tes  at the end of each presentat ion for the completion of these evaluations.  

E v a l u a t i o n  S h e e t  m T r a i n i n g  for Trainers  in  Cultural  D i f f e r e n c e s  for Law 
E n f o r c e m e n t / J u v e n i l e  J u s t i c e  Prac t i t i oners  

This evaluation sheet  can be used to solicit feedback from par t ic ipants  who 
part icipated in the Training for Trainers sessions. This evaluation sheet  will allow 
the ins t ructor  to receive feedback regarding the overall content, delivery and  
impact  of this session. Always allow 10 minutes  at the end of the sess ion for the 
completion of these evaluations. 
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NOTES TO THE TRAINER 

]~ST]~UCTO]~S AGREEI~]~I~T 

At the end of the Training for Trainers session you will be asked to read and 
sign an  ins t ructors  agreement. This agreement ensures  that  both you and the 
American Correctional Association under s t and  and have es tabl ished that  the 
t raining material ,  quality of training and professional integrity while providing this  
t ra ining will not be knowingly compromised in any  way. 

This  s u m m a r y  should be completed and re turned to the American 
Correctional Association after the completion of any t ra ining that  you conduct  
us ing  t he  mater ia ls  from the Training in Cultural  Differences for Law 
Enforcement / Juven i le  Just ice  Practitioners Training Package. This s u m m a r y  will 
allow ACA to keep track of the training that  is being provided, to whom it is being 
provided, how often it is being provided and to ass is t  t ra iners  with further  
t ra ining information ff they so desire. Please make  copies of this b l ank  s u m m a r y  
so tha t  you can  use it every time you conduct  training. 
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A~EF~CAI~ COI~REC~OONAIL ASSOCgA3=~O~ 

EVALUATION SHEET 
CULTURAL DIFFERENCES TRAINING 

Circle the number that best represents your feelings about the training. 

Outstand ing  = 5 Very  Good  = 4 A v e r a g e  = 3 Fair  = 2 Poor  = 1 

1. I found the written materials to be: 5 4 3 2 
(notebooks, handouts, etc..) 

2. The small group activities were: 5 4 3 2 

3. The large group activities were: 5 4 3 2 

4. The overall training by the staff was: 5 4 3 2 

5. Organization of the training session was: 5 4 3 2 

6. The amount of information presented 
during the training was: 

The amount of time allotted for the entire 
training session was: 

The objectives were clear and achieved: 

This training is useful for Law Enforcement/ 
Juvenile Justice Practitioners: 

. 

= 

9. 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 



10. What did you like best about the program? 

11. What did you like least about the program? 

12. What could be done to improve the program for Law Enforcement/Juvenile 
Justice Practitioners? 

13. Additional comments on the training session: 



L 

IL 

~ o  

IV. 

V. 

V•o 

H. 

IN CULTURAL DIFFERENCES FOR LA W~FORCEMENT/JUVENILE JUSTICE PRACTITIONER~ 

CRITIQUE SHEET 

M O D U L E :  PRESENTER:  

KEY: 4=Excellent, 3=Good, 2=Fair, l=Poor, 0=Not Evident 

INTRODUCTION 

A. Motivation (Grabber) 
B. Statement of clear, Measurable Objectives 

CONTENT PRESENTATION 

A. Knowledge of Subject Matter 
B. Clear Organization 
C. Use of Training Aids 
D. Audience Involvement 
E. Eye Contact 
F. Voice (Volume, Speed, Etc..) 
G. Now-Verbal Movement (Gestures, Movement) 

APPLICATION 

SUMMARY 

A. Content Summarized 

EVALUATION 

A. Objectives Met 

BEST PART OF PRESENTATION 

SUGGESTED IMPROVEMENTS 

4 3 2 1 0  
4 3 2 1 0  

4 3 2 1 0  
4 3 2 1 0  
4 3 2 1 0  
4 3 2 1 0  
4 3 2 1 0  
4 3 2 1 0  
4 3 2 1 0  

4 3 2 1 0  

4 3 2 1 0  

Evalua~r 



A~ER~CAN CORRECTIONAL ASSOC~ATBOIN 

EVALUATION S H E E T  

TRAINING OF TRAINERS IN CULTURAL DIFFERENCES FOR LAW 
ENFORCEMENT/JUVENILE JUSTICE PRACTITIONERS 

Please us this sheet to evaluate the overall Training for Trainers workshop. Circle 
the number that best represents your feelings about the training. 

Outstanding = 5 Very Good = 4 Average = 3 Fair = 2 Poor = 1 

1. I found the trainer related information: 5 4 3 2 1 

2. The amount of information presented was: 5 4 3 2 1 

. The information was relevant in preparing 
me to be an effective trainer in Cultural 
Differences: 5 4 3 2 1 

. The time allotted for the Training for 
Trainer session was: 5 4 3 2 1 

. I found the written and verbal feedback 
provided me at the end of my presentation 
to be: 5 4 3 2 1 

6. The instructors manual was: 5 4 3 2 1 

7. The other materials used were: 5 4 3 2 1 

8. The overall session was: 5 4 3 2 1 



9. What did you like best about the Training for Trainers session? 

10. What did you like least about the Training for Trainers session? 

11. What could be done to improve the Training for Trainers session? 

12. Additional comments: 

D 



iNSTRUCTORS AGREEMENT 

TRAONUNG iN CULTURAL DIFFERENCES FOR LAW ENFORCEMENT 
AND JUVENOLE JUSTOCE PRACTOTOONERS 

Juvenile Projects American Correctional Association 

This agreement, made and entered into this day of 
of 19 by and between 

hereinafter referred to as "Instructor" and 
Juvenile Projects American Correctional Association hereinafter referred to as "ACA." 

The American Correctional Association and the Instructor desire to join together 
as herein set forth to promote and teach Cultural Differences for Law Enforcement and 
Juvenile Justice Practitioners. Jointly we desire to maintain the integrity of the training 
program and the high level of quality of the training materials and the instructional level. 
Accordingly, The American Correctional Association and Instructor agree as follows: 

. Instructor is hereby authorized to teach the Cultural Differences for Law 
Enforcement/Juvenile Justice practitioners training course herein referred to as 
Cultural Differences. All such instruction and other use of Cultural Differences 
shall always be conducted and referred to as The American Correctional 
Association/Police Executive Research Forum training program. 

. Instructor agrees to teach Cultural Differences according to written and oral 
instructions provided by The American Correctional Associations. Instructor agrees 
not to make substantive changes, additions, or deletions to the content or 
procedures of the course without the prior written approval of ACA. 

. Instructor agrees to send to The American Correctional Association a summary 
sheet (copy attached) that identifies: the date of the training; location of the 
training; number of participants; and statistical information about the makeup of the 
participants, including the number of males and females, and their ethnic origin. 
The instructor agrees to provide this information each time the training program is 
taught. 

. Instructor agrees to send a summary and/or specific copies of the evaluation each 
time the program is conducted (evaluation form is attached); however, the 
instructor is free to evaluate the program on any evaluation form that is used by 
his/her agency. 



. 

. 

. 

. 

. 

10. 

11. 

Instructor agrees that the training material is for his/her use in conducting the 
course and may be duplicated for that purpose only. The instructor agrees that 
he or she will not at any time reproduce or permitany other person to reproduce 
any of the training for purposes other than conducting the Cultural Differences 
Training. 

Instructor agrees not to sell all or any part of the training material nor to reproduce 
any or all of the material to sell. 

ACA prefers that all Instructors of Cultural Differences for Law 
Enforcement/Juvenile Justice Practitioners be trained by ACA. However, if the 
Instructor deems it necessary to have co-trainers or assistants, they may train and 
provide direct supervision to those individuals. The Instructor must assume 
ultimate responsibility to maintain the integrity of the program and the quality of 
instruction. 

Instructor shall indemnify and hold the American Correctional Association harmless 
against and in respect to any and all claims, demands, losses, costs, damages, 
suits; judgments, expenses, and liabilities of any kind or nature whatsoever, 
including attorney's fees arising directly or indirectly out of or in connection with the 
offering or teaching of Cultural Differences. Such indemnity shall include, but not 
be limited to, any loss or damage resulting from the violation by the Instructor, its 
officers, agents or employees of any applicable laws or regulations of any 
governmental authority in the use of the premises or in the conduct of the course. 

The American Correctional Association agrees to provide the Instructor any 
modifications, updates or changes to the Cultural Differences program. This 
material will be provided free unless it is deemed necessary to charge for actual 
expense and postage. 

This Agreement shall continue in full force and effect for a term of three years for 
the date hereof. 

In Witness whereof, the parties hereto execute the Agreement as of the date 
indicates. 

Instructor's Signature 

Address: 

Karen B. Shepard 
Grant Administrator 
Cultural Differences 
American Correctional Association 
4380 Forbes Blvd. 
Lanham, MD 20706 



TRAINING OF TRA;tNERS WORKSHOP SCHEDULE 

Please  note  t h a t  the  Cu l tu ra l  Differences Tra in ing  of T r a i n e r s  

w o r k s h o p  is a 2 1 /2  day sess ion.  The Cu l tu ra l  Differences t r a i n i n g  

is a n  8 h o u r  sess ion  t ha t  c an  be offered in i ts en t i re ty  or as  two 4- 

h o u r  ses s ions .  

The  following is a n  example  of a Cu l tu ra l  Differences Tra in ing  of 

T ra ine r s  w o r k s h o p  schedule .  You m a y  elect to follow th i s  s chedu le ,  

or develop a s chedu le  t h a t  will fit in wi th  y o u r  avai lable  t r a in ing  t ime  

wi th in  y o u r  agency /o rgan iza t ion .  

8 :00  a .m.  

10:00 a .m.  

[] 

[] 

[] 

[] 

[] 

[]  

I n t r o d u c t i o n s / E x p e c t a t i o n s  
Course  Overview 
Why  This  Tra in ing  Is I m p o r t a n t  

Diversi ty 
Values  
Pre judices  a n d  S te reo types  
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TRAINING OF TRAINERS WORKSHOP SCHEDULE 

12:00 L u n c h  

1:00 p .m.  �9 

2:30 p .m.  �9 

5:00 p .m.  �9 

Rac i sm and  Disc r imina t ion  

Cross  Cul tu ra l  C o m m u n i c a t i o n  

Feedback  and  Closure  

Day 2 : ( 9  hours) 

8:00 a .m.  

10:30 a .m.  

J o b  Implicat ions  

Faci l i ta t ion Skills 
Prevent ion / In te rvent ion :  G r o u p  D y n a m i c s  
Lesson  Ass ignmen t s  ( two-member  teams)  

12:00 

1"00 p .m.  

L u n c h  

�9 Lesson  Development  a n d  P r e p a r a t i o n  
�9 Individual  work  

3:00 p .m.  

6:00 p .m.  

P resen ta t ion  of Lessons  

Feedback  and  Closure  

Day 3 : ( 5  hours) 

8:00 a .m.  

12:30 a .m.  

P resen ta t ion  of Lessons  (cont inued)  

W r a p - u p  of P re sen ta t ions  
F e e d b a c k / C l o s e o u t  

1:00 p .m.  m Certif icates 
�9 Evalua t ions  
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~NTRODUCTiON TO TRAINING 
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Trainer  will begin with introduction,  welcome, 

credentials  and experience of t raining team. 

descript ion of 

Trainer  should address administrat ive issues such  as: 

breaks  

0 smoking 

meals  

messages  

~ @ U ~  ~ / ~  ~R<~J~C? 

The cul tura l  

juvenile  jus t ice  

differences workshop for law enforcement  and  

practit ioners is presented by the Amer ican  

Correctional Association and the Police Executive Research F o r u m  

u n d e r  a g ran t  from the Office of Juveni le  Jus t ice  and Del inquency 

Prevention. 
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INTRODUCTION TO TRAINING 
~: ~:: : ; :  ;:~s ~: 3:  ~ s :~:~:: :~::: :  ~: : ~ : : : :  ~, :~: ~: ~: ~: ~:~:::: ~ ~ : :  ~i~:, ~ : : : : : : : : : : : :  ~ ~,  ~ ~;  ~ ~: ~ : : :  ; : :  ; ~ :  ~: ~:~ s ~: : : : : : :  s : : : : ,  ~ : ; : : : : :  :~:~:~:;~ ~ ~: ~: :s~;: ~ : : :  ;~, ,~;~; ;~: : : :  ~ : :  : ; : : : : :  :~s: : : :  :~: :~: :~::: ~ : : : :  ~ : :  ::.~: ~: ~: ~: ~: : : :  ~:~:: ~::; ~s~: ~ ~ : ~  ~: : : : : :  ~: :;:~::: ~:~: ~: :~:: ~: ~:,:: :~:: ;~ s : :  :~::: ~ : ~ :  ~:~:~:~:: ;: ~ : : : : :  ~ ~: ~:~:::: :~:~:;:::: ~: ~:: ; : : :  ~;~:~:~:~: :~:~::: :~::: ~:  :~: ~'~:: ~: ~: ~ ~ ~ : : :  ~ : : ' ' : : :  :~ : : : : : : : :  ~ : : : : '  : : :  :~ :  ~ s  ~; : : : :  ~: ~: ;:: ~: 8 : :  ~ : :  ~ : :  ~ : : : : : : : : :  ~: s : : : : : : : : : : : : : : : :  

This  g ran t  h a s  th ree  major  purposes :  

. To compile  a n  inventory of the  ma te r i a l s  on  cu l tu r a l  

differences t h a t  are a l ready available in  the  field ~ so t h a t  

we c a n  see w h e r e  we are, and  w h e t h e r  we ' re  keep ing  pace  

wi th  ou r  c h a n g i n g  popula t ion  in the  90s.  (A p re l im ina ry  

repor t  con ta in ing  the  compila t ion of avai lable  m a t e r i a l s  h a s  

b e e n  comple ted  and  is available as  reference  mater ia l . )  

. 
To develop a bas ic  c u r r i c u l u m  in cu l tu ra l  differences t h a t  

c a n  be  u s e d  na t iona l ly  by all sec t ions  of the  juven i le  ju s t i ce  

sys tem.  

3. To d i s s e m i n a t e  the  c u r r i c u l u m  t h r o u g h  a s y s t e m  of 

Tra in ing  of Tra ine r s  workshops .  

In  developing th i s  cu r r i cu lum,  staff  have  a t t e m p t e d  to a d d r e s s  

the  n e e d s  of the  va r ious  sec tors  of the  juveni le  j u s t i ce  sys t em.  

~ : ~ : ~ : ~ : ~ s ~ : ~ : ? ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ : 1 : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ s ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ s ~ s ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ s ~ : ~ : ~ s ~ s ~ s ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ ; ~ : ~ : ~ : ~ : ~ . > 8 ~ : ~ : ~ : ~ : ~ ; ~ s ~ : ~ : ~ : ~ s ~ :  
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INTRODUCT~ON TO TRAiNiNG 

The cur r icu lum was  developed for the  entire r ange  of 

juvenile just ice professionals from law enforcement  t h r o u g h  

parole or aftercare and  is in tended  for the  staff  of 

probat ion,  courts,  detention,  as  well as  c o m m i t m e n t  

facilities. 

The cur r i cu lum is generic e n o u g h  to meet  the  needs  of l ine 

workers  th rough  supervisors  and  admin is t ra to r s .  

The m a n y  hours  of mater ia l  were condensed  into an  e ight  

h o u r  course to accommodate  the limited available t r a in ing  

t ime in m a n y  agencies. 

In addi t ion  to the cur r icu lum,  we are providing a Tra in ing  of 

Tra iners  ~ (Section 1) componen t  with ins t ruc t ions  on how to t r a in  

us ing  va r ious  strategies a n d  aids. 

offered t h r o u g h o u t  the cur r icu lum.  

Training sugges t ions  are a lso 

It is our  in ten t ion  to t ra in  the  

t r a ine rs  so t h a t  the cul tura l  differences mater ia l  will be p r e sen t ed  in 

a profess ional  manner .  We do not  envision the  wr i t t en  c u r r i c u l u m  
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INTRODUCTION TO TRAiNiNG 

being t augh t  to practi t ioners without  specific t ra ining provided by 

skilled t rainers .  

TRAINING CONCERNS 

As you are aware, the subject  of cul tural  differences is very 

complex. Personal  beliefs, emotions, practices, level of acceptance  

and  m a n y  local variables make it difficult to generalize. The t ra iner  

m u s t  be skilled at  managing  the potential conflict this  cur r icu lum 

could elicit from a group. 

In addi t ion to adapt ing the material  into different occupat ional  

groups as ment ioned above, the material  mus t  be individualized by 

the t ra iner  to: 

Specific localities (i.e. New York/Peoria) 

Loca l  c u l t u r a l  a n d  s u b - c u l t u r a l  g r o u p s  (i.e. 

Asians/Koreans) 

The levels of par t ic ipant  experience and  educa t ion  

, Local political or community  issues. 
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IINTRODUCTION TO TRAINING 

Here are  four poin ts  t ha t  you  m a y  wi sh  to d i s cus s  wi th  t he  

p a r t i c i p a n t s  before s ta r t ing  the  first module .  

~1. W h y  is  ~: se  ~iffie~l~: ~:o Calk abo~r e~1~:~rall i s s u e s ?  

We're  not  u s e d  to ta lk ing  a b o u t  racial  or e thn ic  i s s u e s  in  

publ ic ,  and  especial ly not  a m o n g  people  of different  r a c e s  

or e thnici t ies .  

(> We don ' t  have  a lot of exper ience  ta lk ing  a b o u t  t h e s e  

i s sues .  They are not  the  k ind  of th ing  you ta lked  a b o u t  

a r o u n d  the d inner  table.  

Cu l tu r a l  i s sues  are p e r s o n a l - - t h e y  get to the  h e a r t  of w h a t  

you  t h i n k  a b o u t  people, b u t  don ' t  often reveal. 

People fear offending o thers  if they  voice the i r  op in ions  or 

t h o u g h t s  on racial,  e thnic ,  gende r  a n d  o ther  i s sues .  

Key  point: these  i s sues  are hard to talk about, but  w e  need  to become  

more comfortable talking about and  dealing wi th  dif ferent  cultures.  In 

the law  en forcement  and  juveni le  jus t ice  profession,  w e  can't  p ick  a n d  

choose our customers,  so we  need  to be able a n d  prepared  to dea l  

ef fect ively wi th  a w ide  variety o f  people. 

~:~:3~?r 
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INTRODUCTION TO TRAINING 
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.. A f e w  w o r d s  about  w h a t  th i s  t ra in ing  is  not:  

It is not  a s tudy  of a par t icular  cul ture  nor  a r eques t  for 

special  t rea tment .  

It is not  a p rogram for white males  to learn  a bou t  e thnic  

groups,  b u t  ra ther  a program for all types of people to learn  

abou t  diversity. 

This is not  a whi te-male  bash ing  program. 

It is not  an  affirmative action program or an  EEO program.  

This is not  a typical t ra ining session, in t ha t  there  are no 

ha rd  and  fast  rules,  universal  guidel ines or absolu tes .  

. Other  i m p o r t a n t  p o i n t s  about  t h i s  training:  

It is critical t ha t  the t rainees actively part icipate;  any th ing  

goes, in the  sense  tha t  t ra inees need to express  their  t rue  

feelings to gain something from this t raining.  

While th is  should  be a free-ranging forum, we also m u s t  

respec t  each  other  dur ing the training,  b e c a u s e  we'll all 

have to cont inue  to work together after the t ra ining.  
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iNTRODUCTiON TO TRAiNiNG 

<> Much of the material  on communica t ion  skills is not  

radically new. 

The instructor  is best  described as a facilitator, because  

police officers and juvenile just ice pract i t ioners  already 

possess  many  communica t ion  skills; the t ra ining is 

designed to fine tune  those skills t h rough  an  exchange of 

information, and self-reflection. 

This t raining is about  valuing diversity and  unde r s t and ing  

cul tura l  differences. Valuing diversity in the juvenile 

jus t ice  system means  tha t  everyone has  someth ing  to offer. 

Valuing diversity recognizes tha t  everyone has  different 

s t rengths  and that  everyone at the workplace is important .  
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INTRODUCTION TO TRAINING 

TRAINING OBJECTIVES 

The cur r icu lum was developed 

performance objectives in mind: 

1. Learning Objectives 

with specific learning and  

@ To look at  the impact  of culture from (1) the t rainee 's  

personal  and  professional background  and  (2) the 

background  of the juveniles in the jus t ice  system. 

To provide trainees with the tools necessa ry  to 

communica te  more effectively and  handle  specific 

s i tuat ions  more competently when  serving juveni les  

from varying ethnic backgrounds.  
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iNTRODUCTiON TO TRAINING 

~~ 

At the end of the training par t ic ipants  should be able to: 

List and explain the major  influences in one 's  

personal life and u n d e r s t a n d  how personal  va lues  

motivate and promote certain behaviors. 

<> Identify personal prejudice. 

List and  explain the key factors in c ross -cu l tura l  

communicat ion.  

(> List at  least five ways tha t  agencies can apply effective 

cross-cultural  communica t ion  skills on the job. 
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PARTICIPANT INTRODUCTION 
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~NTRODUCT~ON TO TRAiNiNG 

C~It l~aE oErEx~I~EW 

This course  has  five major sections: 

to Why This  T ~ ~ g  Ks Xa~xp~t.axa, 

This section d iscusses  the impor tance  of cu l tu ra l  

diversity and the need for t raining of juvenile jus t i ce  

staff. 

~ C~allt.z~r~ ~ i g f ~ e m c ~ s  ~ W h a t .  ~ Xt.? 

This section describes 

problems of cul tura l  

and defines the potent ia l  

diversity and  provides a 

background for under s t and ing  words and  concepts .  

~o 

This section d iscusses  the methods  and  impor tance  

of cross-cul tural  communicat ion.  

This section teaches  the juvenile jus t ice  prac t i t ioner  

how to apply cul tura l  diversity t ra ining to job- re la ted  

activities. 
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INTRODUCTION TO TRAINING 

. Action P l a n  (optional) 

Depend ing  on the t ra iner ' s  style, t ime cons t r a in t s ,  

a n d  the  needs  of the  par t ic ipan ts ,  the  t r a ine r  c a n  take  

t ime a t  the  end  of e a c h  modu le  to have  the  

pa r t i c i pan t s  complete  the  ac t ion p l a n  exercise  or 

a n s w e r  the  ques t ions  at  the  end  of e a c h  module .  

The r e a s o n  for the  act ion p lan  or the  q u e s t i o n s  is to 

have  the  t r a in ing  end wi th  prac t ica l  r esu l t s .  The 

t r a ine r  s h o u l d  work  wi th  the  ideas  a n d  the  s t ra teg ies  

p r e s e n t e d  here  and  choose the  ones  t h a t  the  

pa r t i cu l a r  agency  can  use  af ter  comple t ing  th i s  

workshop .  

E a c h  sect ion,  exc lud ing  the  Action Plan, is divided into six p a r t s  

I In t roduc t ion ,  Objectives,  Presenta t ion ,  Applicat ion,  S u m m a r y ,  a n d  

Eva lua t ion .  
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C $ ara   wareaeaa Q ia 

Please circle one correct answer  for  each question, except for  #3 & #9. 

I. A Native A m e r i c a n  tr ibe is cons ide red  a sovere ign  n a t i o n ?  

Ca} T r u e  {b) False Cc) Don ' t  Know 

. In Bos ton ,  the  word  "tonic" is u s e d  to refer  to: 

Ca} s o d a  
~ )  med ic ine  
{c} type of s o u p  
{4i) s t r e n g t h  
C~) d o n ' t  k n o w  

3. The  n a m e  of the  Black  Nat ional  A n t h e m  is: 

4. H a n d i n g  s o m e t h i n g  to a C a m b o d i a n  wi th  the  left 
c o n s i d e r e d  impolite.  

Ca} T r u e  ~b) False C~} Don ' t  Know 

h a n d  is 

. For  A r g e n t i n i a n s ,  "mate" refers  to: 

Ca) 

Cc) 
Ca) 

a n  a c q u a i n t a n c e  
h o t  t e a  
a type  of rec rea t ion  
a spec ia l  hol iday  
d o n ' t  k n o w  

. "Patois" is a type of J a m a i c a n  b read .  

{a) T r u e  (b) False  Cc) Don ' t  Know 



7. In J am a i ca ,  a "nappie" refers to a: 

(a) table cloth 
(b) bed  
(c) serving t ray 
(d) d iaper  
(e) don ' t  know 

. W.E.B Dubois  was  a famous  African American:  

{a) m u s i c i a n  (b) a u t h o r  and  social activist (c) baseball player 

. A Vie tnamese  immigran t  has  the name  Nguyen Van Hai, s ta te  
wh ich  n a m e  is the: (write correct par t  of n a m e  on the  b l a n k  line) 

(a) given n a m e  
(b) middle  n a m e  
(c) family n a m e  

10. All Hispanics  sha re  the same cul tural  and  racial  character is t ics :  

(a) True  (b) False (c) Don't  Know 

1 1. In Wisconsin ,  the  word "bubbler" refers to a: 

(a) d r ink  
(b) pool 
(c) s t r e am  
(d) wa te r  founta in  
(e) don ' t  k n o w  

12. For Native Americans ,  "pima" is a: 

(a) god 
(b) sacred  object 
(c) tr ibe 
(d) type of ceremonia l  clothing 
(e) don ' t  k n o w  

13. In J a p a n ,  s ipping soup  loudly is considered polite. 

(a) True  (b) False (e) Don' t  Know 



I 

C u ~ u r ~  A w ~ e n e s s  Q u i z  ~ A u s ~ e ~  K e y  

1. (a) t rue  

2. (a) soda  

3. Lift Every Voice and  Sing 

4. (a) t rue  

5. (b) hot  tea  

6. (b) false 

7. (d) diaper  

8. (b) Author  and  Social Activist 

9. (a) Hai, (b) Van, 

10. (b) false 

11. (d) wate r  founta in  

12. (c) tribe 

13. (a) t rue  

{c) Nguyen  
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Module 1: WHY TNUS TRA#NUNG US #MPGRTANT 

TARGET POPULATnON: 
Law Enforcement/Juvenile Justice 
Practitioners. 

TBME ALLOCATION: 
1 1/2 Hours 

SPACE REQIJnREMENTS: Tables set in U shape; classroom or rounds of 5/6. 

t 

PERFORMANCE OBJECTUVES: 

At the end of this module, 
participants will be able to: 

0 List five professional benefits 
of studying cultural diversity. 

EVALUATnON PROCEDURES: 

<) Oral Summary 

<> List at least five professional 
benefits of cultural diversity 
training. 

METHODS: 

Lecture 
Group Discussion 
Group Exercise 

TRA~NHNG SUPPUES, ANDS, AND 
EQUHPMENT: 

Flipchart 
Transparencies 
Over-head Projector 
Handouts 
Writing Paper 
Pens or Pencils 
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Module 1: WHY THIS TRAINING ~S ~iViPORTANT 
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We've all had numerous hours of pre-serv~ce and in-semce 

training to perform our jobs properly. We've learned the mission, 

policies and procedures of our organ~a~ons, and what is expected of 

each  of us  in our  posit ions ~ in law enforcement ,  in the  cour t room,  

in juveni le  facilities and  in c ommun i ty  programs.  

We have  been t ra ined according to our  role in the juveni le  j u s t i c e  

sys tem.  Regardless  of our  t ra in ing  and  place in the juveni le  j u s t i ce  

sys tem,  we all touch the lives of juveni le  offenders on a daffy bas i s .  

But,  we need to recognize tha t  our  jus t ice  sys tem opera tes  w i th in  

the larger  context  of the society we live in. And it 's t rue  to say t h a t  

wha teve r  is going on in our  society affects wha t  goes on in our  sys tem.  

The H u d s o n  Inst i tute  has  pub l i shed  a s tudy,  conduc ted  in 1987, 

called Work  Force 2000, which  addres ses  the changes  in the  w o r k  

force s ta t i s t ics  from 1987 to the  year  2000.  Their  f indings a n d  the  

impl ica t ions  of their  findings addres s  the popula t ions  we serve in o u r  

ne ighborhoods  and  the juvenile offenders we a p p r e h e n d  a nd  c o m m i t  

to facilities a n d  programs.  

~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ a ~ s  ~ : ~ : ~ : ~ : ~ s  ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~  ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~  :~:~::::~::~:, : ~ :  : ~ a ~ :  ~ : : : :  ~ :  ~ , : :  :::~ ~:~::::~s, _ ' : ~ s  . ~  ~ ~ ~,~k~ ~::: : a  : ' : : : :  ~ ' :  :~: :~,.~-:~ .~.,. .::_v:._ 
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Work Force 2000 states tha t  between the year 1987 and  the year 

2000, the populat ion of white males in the work force will dec rease  

by two thirds,  and  the populat ion of minorities and women in the 

work force will i n c r e a s e  by two thirds. 

The populat ion in the United States is shifting for m a n y  reasons,  

bu t  especially because  of an  increase in the n u m b e r  of immigran ts  to 

this count ry  and  an accelerated birth rate among minori ty  groups. 

These demographics  m e a n  that  the world a round  us  will 

cont inue  to change, and therefore the old rules for communica t ing  are 

changing.  If we don' t  stop and analyze the changes in the work force, 

and specifically in the just ice system, we will fast become outdated.  

Law enforcement  and juvenile justice practi t ioners have become 

increasingly concerned with the issue of cul tural  diversity. They are 

faced with the reality tha t  offender populations are disproport ionately 

composed of ethnic minorities.  In 1991, the ethnic breakdown of 

juveniles  in custody was: Native Americans 1.2%, Asians 1.5%, 

Hispanics  18.2%, African Americans 46.3%, Whites 31.8%, and other 

1.0% (The Corrections Yearbook 1993, Juvenile Corrections Criminal 

Jus t ice  Ins t i tu te  1993, pg. 9). According to the Minority Youth in the 

Juveni le  Jus t i ce  System: A Judicial  Response (NCJFCJ pg. 1), 

: ~ : ~ : ~ : ~ : ~ : ~ : m : ~ : ~ : ~ : ~ : ~ : ~ : ~ $ ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : i : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : 1 ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : 1 ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : : ~ : ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~  
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I} 

I} 

Nodule 1: WHY THIS TRAiNiNG iS ~NPORTANT 

"Minority you th  are disproportionately represented in a r res t  rates ,  

detent ion and  jail facilities..." These s tat is t ics  raise the ques t ion  of 

how fair, sensitive and consis tent  the juvenile jus t ice  sys tem is when  

address ing  the needs of minorities involved in the system. No doubt,  

these  inconsis tencies  have negative implications for minori ty  you th  

specifically and  society in general. 

W h a t  is m e a n t  by minor i ty  ove r - rep resen ta t ion  or 

d ispropor t ionate  representa t ion? Simply put,  these  are t e rms  used  to 

describe "...the discrepancy in percentage of a par t icu lar  group of 

minori ty  you th  in the juvenile just ice  sys tem when  compared  to the  

group 's  popula t ion  in the larger society. ''I 

A great  deal of l i terature and  several s tudies  have been  done 

focusing on the issue of minority over-representat ion.  The l i tera ture  

and  s tudies  point  to the fact tha t  there is selection bias in the juvenile  

jus t ice  sys tem and  tha t  the system does not  practice racial  neutral i ty .  

They all agree tha t  minority you th  are more likely t h a n  their  white  

coun te rpa r t s  to become involved in the juvenile jus t ice  system. 

Feyerherm and  Pope, two researchers  who have done extensive work 

Minority Youth in Juveni le  Jus t i ce  System: A Judic ia l  Response,  NCJFCJ  
1990/voi .41 No. 3A, pg. 3 
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~:~ ~: ~:~: ~ ~ ~ ~:~: :~;:: :~: ~: ~: ~:~: ~:~;~: ~:, :~:: :~: :~: :~: ~:~:~: ~:i::: ~:::::: ~ ~:: ~: ~: : :  ~;~:: : : , : : :  : :  ~ ~:::~:~: ~:~:: ~: ~: ~:: :~ ~:~c~:~;~s~!~;~: ~:~:~:~, ~:~;~: ~: ~ ~ ~: ~ ~: ~::: ~: ~: ~: ~: ~: ~: ~:~: ~:~: ~ ~ : ~ : ~  ~ ~ ~::~: ~: ~::: ~: ~:: :~: ~ ~:~:~: ~ :  ~: ~:: ~: ~:~:~:~:i:~:~:~:~:~ ~ ~: ~:: ~: ~: ~: ~: :~ :~  ~ ~;~: ~:~,~: ~: ~ a  ~ ~ :  ~ ~:i~ ~ ~: ~ :  ~: ~: ~: ~: ~: ~:~:i~:~:~: ~: ~:: ~I: ~: ~:~:i~:~:~: ~ ~ ~: ~:: :~:: :~: ~: ~: ~: ~;~ ~;~;~:~: ~: ~: ~:~:~:~:~:~ ~ ~ ~ ~:~: ~:  ~ ~: ~: ~: ~ ~ ~ ~ : : :  ~: ~: ~ ~ ~: ~: ~:: ~:  :~:::: ~: ~: ~: ~: ~ ~;~:~:~, ~: s~:~ ~ ~ : ~  ~::~: ~: ~:~: ~:: ~: ~: ~: ~: ~:~: I ~: ~: :~ :  :~: s ~ a : ~  ~ 

in this  area state that:  

decision points, they may be direct or indirect, 

accumula te  as youth  continue through the system. 

Some states have focused at tention on 

"The effects of race may be felt at  various 

and they may 

minori ty  over- 

representa t ion  by conduct ing studies to unde r s t and  the problem. For 

example, New Jersey, Oregon, Florida, Arizona, North Carolina, and  

Iowa have conducted such  studies. Work is jus t  beginning nationwide 

to find solut ions and develop policies to overcome this imbalance.  The 

juvenile just ice  system is at the crossroads of finding solut ions and 

developing policy. 

training, and  the inst i tut ion 

minori t ies  and  minori ty  issues. 

One of these solutions is cul tura l  differences 

of policy tha t  takes into account  
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~odule 1: WHY TH~S TRAiNiNG IIS BiVIPORTANT 

At the end of this module, part icipants  will be able to: 

Define diversity 

List five professional benefits of s tudying cultural  diversity. 
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Module 1: WHY THIS TRAINING IS IMPORTANT 
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PRESENTATION GUIDE 

Before we d i s cus s  cu l tu ra l  awarenes s  and  c u l t u r a l  differences,  

let u s  t ake  a m i n u t e  to d i s cus s  w h a t  "diversity" m e a n s .  We u s e d  th i s  

word  severa l  t imes,  so it is impor t an t  t ha t  we have  a work ing  

def ini t ion of the  concep t  a n d  how it appl ies  to the  juven i le  ju s t i ce  

sys t em.  

The  word  "diversity" is f requent ly  used  to descr ibe  the  m a k e - u p  

a n d  cha rac t e r i s t i c s  of our  popu la t ion  today. Qui te  s imply,  diversi ty 

m e a n s :  

Transparency 1.1 

DIVERSITY 

A point of respect in which things differ. 
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iVlodule 1: WHY THgS TRAOHIHG 0S 01ViPORTANT 
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Fur thermore ,  in the context of wha t  we are ta lking abou t  n a m e l y  

cul ture ,  the  word "diversity" ha s  an  even more specific m e a n i n g  a n d  

tha t  is: 

~i!iiiiiiiiiii i i i!ii i i i i ~!i!~i!iiiii!i~i~i!i~i~i~ii~iii~iiii!iii!i~]~!~i~i~iiiii!iiii~i~iii!~i!iiii!ii~i i 
i 

m, q ~ q r  . . . . .  

Transparency 1] =2 

IDIIVi~IRSOTY 

Different cultures - -  racial, ethnic, religious and subcultures such 

as male/female, juvenile/adult, gay/lesbian, rural/urban, physically 

challenged individuals having beliefs, values, arts, morals, habits and 

customs that are different from those of others. 

W h e n  we talk abou t  and  address  the i s sues  of diversity, it is 

i m p o r t a n t  to r emember  tha t  diversity shou ld  be recognized w i t h o u t  

be ing  j u d g e d  as  right or wrong. Because  someth ing  is different f rom 

w h a t  we are accus tomed  to does not  m a k e  it bad.  For example,  so me  

people in the  Car ibbean  eat boiled green b a n a n a s  a t  m a n y  mea ls ,  

~:~:?~:~:~:[:~:~:~:~:~:~:~:~:~:~:~:~]:~:~:~:~:~:~:~;]~:~:~:~:~:~:~:~:~:~:~:~;~:~i:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~$~:~:~:~:~:~:~:~:~:~:~:[~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:i~ 
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Module t,: WHY THIS TRAINING !S IMPORTANT 
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while other  eat  rice or bread. The fact tha t  one group of people 

include boiled green b a n a n a s  as apar t  of their  diet and  ano the r  group 

includes  rice or b read  does not make any groups'  pract ice bet ter  or 

worse t h a n  the other. It is a cus tom tha t  has  legitimacy wi th in  the 

par t icu la r  cul ture.  

The concept  of diversity allows us  to take a look at  people in a 

variety of ways  wi thou t  pass ing  judgements .  The benefit  of diversity 

is t ha t  it gives us  an  opportuni ty  to recognize and  apply beliefs, 

a t t i tudes ,  ideas  and  cus toms  from other cul tures  to form new and  

creative ways  of resolving issues  and developing programs.  As a law 

enforcement  professional  or juvenile just ice practi t ioner,  diversity ha s  

direct impl icat ions  for how effectively you do your  jobs  and  serve the 

juveni les  wi th  w h o m  you come in contact  with. Unde r s t and ing  and  

apprec ia t ing  the fact tha t  several juveniles might  have difficulty 

u n d e r s t a n d i n g  your  role as a practi t ioner might  s p a r k  the 

development  of a p rogram tha t  would help juveni les  to u n d e r s t a n d  

your  role, the  role of law enforcement  and  tha t  of the  juveni le  jus t ice  

system. For example,  p rograms such  as Law Related Educa t ion  (LRE) 

focus on teaching  juveni les  about  the law, the jus t ice  process  and  how 

it impac t s  their  lives. 
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N o w  tha t  w e  have d i s c u s s e d  the  c o n c e p t  of  diversity ,  let  u s  t a k e  

a m i n u t e  to def ine  w h a t  "culture" is. 

We've i n c l u d e d  m o s t  of the  major  c o n c e p t s  that  def ine  cu l ture .  

Let's u s e  th i s  a s  our "working" definit ion.  
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Transparency 1.3 

DEFINITION OF CULTURE 

Culture is a set of beliefs, values, 

arts, morals, habits and customs held 

by a specific group of people. 

(Imogene M. Montgomery) 

Train ing  in cul tura l  

become a popu la r  i ssue  

awareness  and  cul tura l  differences h a s  

these  days, bu t  m a n y  people resis t  the  

t ra ining,  a n d  for as  m a n y  reasons  as there are people. So, before we 

j u m p  into the  subject,  we need some hones t  communica t ion .  

Cu l tu ra l  Differences is a topic tha t  br ings m a n y  words  to mind,  

words  like prejudice,  s tereotypes,  racism, discr iminat ion.  And for the  

m o s t  part ,  pa r t i c ipan ts  si t t ing in a room like this,  t h ink  tha t  these  

words  are a imed at  t hem ~ tha t  somehow, they ' re  to ' b l ame  for 

some th ing  w h e n  they're only trying to do their  jobs  well. This course  

isn ' t  abou t  blame.  
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IViodule 1: WHY THiS TRAiNiNG IS ~iViPORTANT 

Still, these  issues  are h a r d  to talk about ,  especially if we are  

feeling a t tacked.  So let's deal with our  opinions openly and  directly. 

To s ta r t  you off, we've listed some of the r easons  t ha t  some  

people m a y  resis t  this  training. 

I I 
f 

To'anspa, '~ncy 1] =4 

I~IEASONS S O ~ E  PEOPLE I~AY RESOST TI~AIINI]NG 

o "It's just a fad" 

o Used as an excuse 

o "They should do it our way!" 

o "They should learn our language!" 

o "1 already know about Cultural Differences." 

~:~:~$~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~;:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~: 
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Module I :  WHY THIS TRAINING IS IMPORTANT 

Reasons Some People May Resist Training 

"It's j u s t  a fad." 

"Juvenile de l inquents  use their  "culture" as a n  excuse to 

get away with  something." 

"They live in our  country! They should  do it our  way!" 

"I'm not  going to learn their  language.  They shou ld  learn  

ours!" 

"I a l ready know enough  about  this subject  to do my job." 

These  are some b la t an t  reasons  some people res is t  th is  t raining,  

b u t  each  of us  shou ld  have a chance to be heard.  
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I 

Nodule  ~: WHV THiS TRABglING iS INPORTANT 

~ e a a ~ a a  ~'~ ~ a k ~  ~'h~ ~ 'r~n ing  

We h a v e  m a n y  good r e a s o n s  to t a k e  th i s  course .  A l m o s t  all of 

t h e s e  r e a s o n s  re la te  in some  w a y  to p r e p a r i n g  ou r se lves  to do o u r  j o b s  

be t t e r .  
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Module 1: WHY THIS TRAINING IS iMPORTANT 

W e  c a n  a p p r o a c h  t h i s  c o u r s e  w i t h  two b a s i c  o b j e c t i v e s  i n  m i n d .  
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Transparency 1.5 

BASIC OBJECTIVES 

Know ourselves better 

Know other people better 

K n o w  o u r s e l v e s  b e t t e r  so  t h a t  w e  c a n  u n d e r s t a n d  o u r  

o w n  i m m e d i a t e  r e a c t i o n s  to j u v e n i l e  o f f e n d e r s  a n d  t h e  

c o m m u n i t y .  A n d  b y  u n d e r s t a n d i n g ,  m a y b e  a d a p t i n g  o u r  

o ld  m e t h o d s  of  b e h a v i o r  ~ t h o s e  t h a t  a r e n ' t  w o r k i n g  for  u s  

w e  c a n  p r o t e c t  o u r  l ives,  o u r  j o b s  a n d  t h e  c o m m u n i t y .  

K n o w  o t h e r  p e o p l e  b e t t e r  so  t h a t  w e  c a n  u n d e r s t a n d  the ir  

i m m e d i a t e  r e a c t i o n s  to u s .  A n d  b y  u n d e r s t a n d i n g  t h e i r  

m o t i v a t i o n s  a n d  c o m m u n i c a t i o n  p a t t e r n s ,  w e  c a n  s t o p  

s m a l l  s i t u a t i o n s  f r o m  e s c a l a t i n g  i n t o  m a j o r  p r o b l e m s .  
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~odule 1: WHY TH~S TRAINING ~S ~iVIPORTAI~T 

Now let's d i scuss  some of the specific benefits  of this  training 

that pertain directly to our jobs  and our professional  lives. 
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Module 1: WHY THIS TRAINING IS IMPORTANT 

Okay, we've got some good responses  here. Let's look at  some others: 

Transparency 1.6a 

PROFESSIONAL BENEFITS 

Increased safety 

Compliance with agency directives 

Increased job satisfaction 

Reduction in citizen complaints against agency 

Transparency 1.6b 

PROFESSIONAL BENEFITS (cont.) 

Minimized risk against successful lawsuits 

Decreased paperwork/hearings due to complaints and lawsuits 

Increased community involvement/cooperation 

Increased effectiveness 
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IViodule 1: WHY THIS TRAINBNG IS AMPORTAi~T 

Two of the greatest  threa ts  to law enforcement  a nd  juveni le  

jus t ice  pract i t ioners  are verbal and  physical  confrontat ions.  For  th i s  

reason,  in our  own training, we've spen t  a great  n u m b e r  of h o u r s  

developing our  communica t ion  skills. Speak ing  and  l istening, r a t h e r  

t h a n  us ing  any  a m o u n t  of force, are the mos t  efficient, leas t  in t rus ive  

and  safest  skills we can  use to do our  jobs.  This workshop  e x p a n d s  

on  the  bas ic  communica t ion  skills, with a slightly different e m p h a s i s .  

In this  course,  we are focusing on the cu l tura l  a spec t s  of 

ourselves  and  other  people, to learn more  abou t  those  th ings  t h a t  

tr igger au tomat i c  "cultural" reactions.  If we can  recognize t he se  

aspec t s  before we react, before we're in the middle  of a s i tua t ion ,  we 

will have a chance  to defuse our  own reactions,  and  take the  t ime to 

l is ten and  ta lk  to others.  We will also have a be t te r  chance  of solving 

p rob lems  more  quickly and  safely. 

For  ins tance ,  mos t  people resent  cer ta in  n a m e s  or words  or 

references  to their  family members .  A de tent ion  worker  who refers  

Hispan ics  as "spies," or Italian Amer icans  as  "wops," and  on a nd  on, 

could incite some kind of verbal or physical  retal iat ion.  
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Module 1: WHY THIS TRAiNiNG iS iMPORTANT 

Inf lammatory  name-cal l ing,  however, is only one ~ a l t hough  a 

m o r e  obvious ~ kind of provocation. 

workshop ,  there  are m a n y  other 

As we'll learn  t h r o u g h o u t  this  

cul tura l  behaviors  t ha t  ~ if 

m i s u n d e r s t o o d  ~ could escalate simple s t a t emen t s  or p roblems into 

major  s i tuat ions .  We might,  for example, m i s u n d e r s t a n d  direct  eye 

contac t  or lack of it, and  make  a faulty decision abou t  w h e t h e r  it 's a 

sign of respect ,  anger  or guilt. Each of these  different in te rpre ta t ions  

may  call for different act ions on our part.  

The more aware we are of cul tural  norms,  the bet ter  able we'll be 

to m a k e  more  reliable in terpreta t ions  and  decisions. And the  more  we 

know, the safer we'll be. 

Compliance With Agency Directives 

Most law enforcement / juveni le  just ice  agencies  have  policies 

concern ing  civil r ights  and  h u m a n  relat ions issues .  These  policies 

can  range  from a single sentence  to several pages  long. 

The policy m a y  be s imilar  to this: 
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Nodule 1: WHY TH~S TRAINING gS ~NPORTANT 

Transparency 1 =7 

This agency, or any of its operatives, shall not discriminate 

against anyone on the basis of race, color, creed, religion, national 

origin, gender, disability or other characteristics, such as sexual 

orientation, that may be protected by federal, state or local law. 

Not complying with our  agency 's  directives can  lead to 

d isc ip l inary  action, suspens ion  or te rminat ion.  W h e n  we u n d e r s t a n d  

the  bas i s  for these  rules and policies, however,  following t h e m  c a n  
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Module I :  WHY THIS TRAINING IS IMPORTANT 

become easier. Cultural  awareness is a large par t  of unders tanding .  

For example, familiarity with rules and regulations agains t  calling 

cul tura l  group members  derogatory names will prevent  a slip of the 

tongue in a par t icular lyviolent  or stressful crisis. 

I N C R E A S E D  J O B  S A T I S F A C T I O N  

To different people, job satisfaction can mean  different things.  

Positive encounte rs  with members  of the communi ty ,  conflict 

resolut ion wi thout  force or antagonism toward the police and juvenile 

jus t ice  practi t ioners,  fewer incidences of disciplinary action, 

successful  probat ion and parole agreements, and  choosing the mos t  

appropria te  and  responsive disposition are all examples of th ings  tha t  

br ing job satisfaction. When these things don' t  happen,  we feel 

s t ressed and  frustrated.  

Cul tura l  awareness  can help us to increase our  job satisfaction. 

Consider  these two examples: A judge has an  African American 

American Correctional Association 20 Instructor's Manual 
: : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : :  



I) 

Module 1: WHY THiS TRAiNiNG iS iMPORTANT 

juveni le  come to his or her  cour t room for disposit ion.  If the  j u d g e  

recognizes t ha t  this juvenile, by vir tue of his  being an  Afr ican 

American,  m ay  be better  helped in a p rogram tha t  add re s se s  h is  

cu l tu ra l  identi ty as well as his de l inquent  behavior,  the  judge  m a y  be 

incl ined to refer h im to such  a program. An in take  counse lor  h a s  a 

juveni le  who speaks  with an  accent  or a different dialect. Bu t  the  

counse lo r  u n d e r s t a n d s  tha t  the accent  or dialect is cu l tu ra l  a n d  no t  

a s ign of the  juvenile 's  level of intelligence. The counse lor  c a n  

proper ly  classify or refer this  juvenile.  

We can  take pride in a job well done where  the  system,  the  

communi ty ,  and  the juvenile have been  equally served. 

Agenc ies /o rgan iza t ions  somet imes  receive compla in t s  f rom 

cit izens a b o u t  ac t s  of 

d iscr iminat ion ,  of force. 

Many t imes  these  complaints  are unfounded;  however,  some are  

legi t imate and  could have been  avoided had  the juveni le  be e n  dea l t  

unneces sa ry  and  unfa i r  t rea tment ,  

cases  of unfair  a r res t  and  excessive use  

wi th  differently. 
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Module 1: WHY THIS T.R.A!NIHG !S IMPORTANT 

Mistakes  somet imes  ha ppe n  when  the cu l tura l  i s sues  in a 

s i tua t ion  are not  addressed  or even unders tood.  For example,  a law 

enforcement  officer comes across a Native Amer ican  juveni le  and  

th inks  he is a gang  m e m b e r  because  he has  a tatoo a nd  is wear ing  a 

comba t  jacket .  The officer immediately approaches  the  juveni le  

ask ing  h im which  gang  he belongs to and where his  budd ie s  are. The 

you th  is s i lent  and  s tu t te r s  as he tries to tell the officer t ha t  he is not  

a m e m b e r  of a gang. The police officer pers is ts  and  the  juveni le  

becomes  irri tated, ask ing  the officer if he is crazy. 

Minimized Risk Against  Successful  Lawsuits 

When  citizen compla in ts  are filed, and the agency  does not  

adequa te ly  addres s  the complaint ,  they can escalate into lawsui ts .  

Lawsui t s  can  be filed directly as a resul t  of cu l tura l ly -b iased  

pract ices  or as  a resu l t  of failure of the agency to adequa te ly  address  

a cu l tu ra l  d i sc r imina t ion  complaint .  

The example  of the Native American juvenile men t ioned  in this  

sect ion could resu l t  in a direct lawsuit .  More likely a compla in t  would 

be made  verbally. Many persons,  par t icular ly minori t ies ,  are not  

famil iar  wi th  formal agency grievance sys tems or are unfami l ia r  with 
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how to properly write a complaint.  Failure to address  this  verbal  

compla in t  in a meaningful  m a n n e r  could snowball  into a lawsui t .  

By reduc ing  the ins tances  of unfai r  pract ices  and  by addres s ing  

complaints ,  we can reduce the potential  for lawsuits .  

Citizen complaints  and incidence tha t  lead to l awsui t s  involve 

m a n y  hours '  wor th  of paperwork and  hearings.  By reduc ing  the  

incidence of citizen complaints  and  lawsui ts  aga ins t  the  agency, we 

can  significantly reduce the a m o u n t  of paperwork  we m u s t  complete  

and  the  t ime we m u s t  spend in hear ings.  Consider  t ha t  the  

chronology of one incident  can go like this: the incident,  a report ,  the  

complaint ,  a report, the investigation, a report, the  resolut ion,  a 

report.  This  one incident, tha t  did not  even involve a lawsuit ,  requi red  

four separa te  reports.  By reducing the k inds  of errors  t h a t  lead to 

compla in ts ,  hear ings  and  lawsuits ,  we improve our  services to the  

juveni le  and  communi ty  as well as improve our  efficiency as  

professionals .  
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Increased Community Involvement/Cooperation 

Good re l a t ionsh ips  wi th  our  communi t i e s  axe vital to the  s u c c e s s  

of o u r  efforts ~ bo th  law enforcement  and  juven i le  jus t ice .  The 

c o m m u n i t y  p l a y s  a large role in providing in fo rmat ion  to law 

enforcement ,  m u c h  of w h i c h  c a n  lead to be t te r  a r r e s t s  a n d  inc reased  

safe ty  for officers. The re la t ionsh ips  tha t  develop b e t w e e n  the  officers 

a n d  the  c o m m u n i t y  c a n  also prevent  p rob lems  from escala t ing .  

The juven i le  j u s t i ce  prac t i t ioner  also h a s  m u c h  to ga in  f rom a 

good r e l a t ionsh ip  wi th  the  communi ty .  There  axe r e sou rce s  s u c h  as  

job  refer ra ls  for juveni les ,  vo lun teer  services a n d  dona t i ons  t h a t  can,  

a n d  shou ld ,  be t apped .  If we do not  m a i n t a i n  c o m m u n i c a t i o n  a n d  

coopera t ion  wi th  our  communi t i e s ,  not  only would  we m i s s  ou t  on 

t he se  oppor tun i t i e s ,  b u t  we migh t  end up  f ight ing a ba t t le  wi th  

u n h a p p y  ne ighbors .  For example,  a juveni le  j u s t i ce  agency  is 

e s t a b l i s h i n g  a g roup  h o m e  for ad judica ted  juven i l e s  in a res iden t ia l  

c o m m u n i t y .  The r e s iden t s  are  concerned  tha t  the  juveni les ,  who  are  

largely f rom a n  u r b a n  area,  will escape and  jeopard ize  the  safe ty  of 

the  c o m m u n i t y .  The agency  m u s t  u n d e r s t a n d  the se  c o n c e r n s  a n d  be  

able  to a d d r e s s  t hem.  
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W h e n  the  c o m m u n i t y  feels informed a n d  inc luded  in  o u r  

activit ies,  it is m u c h  more  likely to be cooperat ive a n d  helpful  in  o u r  

efforts. W h e n  it fee ls  its needs  a n d  

add re s sed ,  the  r e s e n t m e n t  d imin i shes .  

insight into 

c o m m u n i t y ,  

min imized .  

c o n c e r n s  are  h e a r d  a n d  

W h e n  we have  a g r e a t e r  

our  communi ty ,  especial ly  in a cu l tu ra l ly  d iverse  

m i s u n d e r s t a n d i n g s  a n d  m i s i n t e r p r e t a t i o n s  c a n  be  

For  l aw enforcement  and  juveni le  j u s t i ce  p rac t i t ioners ,  t h e  

c h a n c e  to m a k e  a difference in the  lives of ind iv idua l s  occur  daffy. 

W h e n  we are  not  equ ipped  wi th  the  tools n e c e s s a r y  to do o u r  j o b s  

effectively it is often f rus t ra t ing .  As m e n t i o n e d  a t  the  beg inn ing  of t h i s  

modu le ,  t he  society in wh ich  we live is very diverse,  r e p r e s e n t i n g  a 

var ie ty  of opinions ,  beliefs and  ways  of doing th ings .  As p ro fe s s iona l s  

we n e e d  to be  equ ipped  at  all t imes  to do a n  effective job. A large p a r t  

of the  job  involves bu i ld ing  r e l a t ionsh ips  a n d  t r u s t  w i th  the  peop le  

t h a t  we  serve.  Law enfo rcement  officers work ing  in  a c o m m u n i t y  wil l  

s ay  t h a t  t h e y  find the i r  jobs  a whole  lot eas ie r  w h e n  they  have  g a i n e d  

the  t r u s t  a n d  confidence of m e m b e r s  w i th in  the  c o m m u n i t y .  A n y  
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juvenile jus t ice  practi t ioner will say that  a large par t  of their  jobs 

involve bui lding relat ionships so as to better unde r s t and  and serve the 

juveniles tha t  they m u s t  work with. Being aware and sensitive about  

the cul tura l  backgrounds  of clients can help in the awareness  of 

cul tural  specific resources to help juveniles. It can also assis t  in the 

development of t rea tment  plans that  are geared to the specffic/"rear '  

needs of the juveni les  tha t  we serve. 

This course is designed to assist  law enforcement and  juvenile 

just ice  pract i t ioners  unde r s t and  cultural  differences within the 

context of the juvenile just ice system. It can be said tha t  juveniles 

themselves make -up  a unique  sub-culture.  In the following module  

we will be d iscuss ing the dynamics of this sub-cul ture  tha t  is the 

center  of our  professional lives. 
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HANDOUT 1.1 

As a concluding exercise to this module on the importance of cultural differences, 
answer the fol lowing questions. Write your answers individually. 

1. Cultural differences is important to me personally because? 

2. Understanding cultural differences is important to me professionally because? 

3. The most important thing I have learned from this module is: 

4. I intend to use this information on the job by: 
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iVioflule 1: WHY THiS TRA~NING iS IMPORTAHT 

In th i s  module ,  we've deal t  wi th  some of the  r e a s o n s  w h y  people  

migh t  r e s i s t  t r a in ing  in cu l tu ra l  differences.  We also b r a i n s t o r m e d  a 

n u m b e r  of benef i t s  for t ak ing  th i s  course ,  the  first  a n d  fo remos t  of 

w h i c h  is p e r s o n a l  safety. 

As we have  seen  from th i s  module ,  the  t r a in ing  t h a t  we will 

receive in c u l t u r a l  differences c a n  go a long way  to benef i t  u s  a s  

profess iona ls .  It can  also allow u s  to deal  wi th  the  j uven i l e s  we come  

in c o n t a c t  w i th  more  effectively. 

Now t h a t  we u n d e r s t a n d  the  re levance  of th i s  t r a i n i ng  in o u r  

p e r s o n a l  a n d  profess ional  lives, we need  to t ake  some  t ime to explore  

the  dif ferent  a s pe c t s  a n d  e lement s  of cu l tu ra l  diversity.  
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Module 1: WHY THIS TRAINING IS iMPORTANT 

EVALUATION 

training. 

Define diversity,  a n d  list a t  least  one benefi t  of diversity.  

List at least five professional benefits of cultural diversity 

(Accept any of the following, or similar answers.) 

* Compl iance  wi th  agency directives 

* Reduc t ion  of verbal  and  phys ica l  conf ron ta t ions  a n d  

inc reased  safety 

* Inc reased  job sat isfact ion 

* Reduc t ion  in compla in t s  aga ins t  agency  

* Inc reased  protec t ion aga ins t  law s u i t s / c l a i m s  of civil 

r ights  violat ions 

* Decrease  in p a p e r w o r k / h e a r i n g s  due  to compla in t s  

a n d  law su i t s  

* Increased  c o m m u n i t y  involvement a n d / o r  coopera t ion 
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~odule 1: WHY THiS TRABNING BS B~PORTA~T 

Disproport ionate  Minority Representation: A term used  to refer to the  

d iscrepancy in percentage of a par t icular  group of you th  in the  

juvenile jus t ice  system w h e n  compared to the groups'  popula t ion  in 

the larger society. 

Diversity: Refers to systemic, organizational and  personal  development  

in suppor t  of long term productivity and profitability. Diversity goes 

beyond ethnici ty and gender to value such  differences as  age, race,  

religion, phys i ca l /men ta l  disability, social-economic class and  sexua l  

orientation.  

Cul tura l  Differences Training: Refers to learning activities a n d  

exercises t ha t  are designed for several purposes .  Among these  are: to 

allow individuals  a chance to look at  their  own cul ture  and  cu l tu ra l  

identity, to teach  professionals about  the  mul t i -cu l tura l  society in 

which they live, to enhance  awareness  of cul tura l  differences a n d  to 

give profess ionals  some tools on how to effectively serve their  mul t i -  

cu l tu ra l  client base.  
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Ethnic  Group: A group of people who share the same cul tura l  traits. 

Juveni le  Jus t ice  and Delinquency Prevention (JJDPI Act of 1974- This 

is a manda te  to reduce disproportionate confinement  

youth.  Section 223(a)(23) of the J JDP Act and 

require tha t  a state develop a plan to reduce 

juveniles  detained or confined in secure detention facilities, secure 

correctional facilities, jails and lockups who are members  of minori ty 

groups  if such  proportion exceeds the proportion such  groups 

represent  in the general  population. 

of minori ty 

28 CFR 31.3030) 

the proport ion of 

Juveni le  Jus t i ce  System: Is referred to as a separate judicial  system 

of processing and service delivery for youth  in trouble with the law. 

It is defined more specifically by each state's juvenile court  s ta tutes .  

States  use age as the major factor to determine jurisdict ion.  

Minority (minority group): Sociologists define this as a group of people 

who are singled out  for differential and unequa l  t r ea tmen t  on the 

bas is  of their  physical  or cul tural  characterist ics and who regard 

themselves  as objects of collective discrimination (sociologist Louis 

American Correctional Association 32 Instructor's Manual 



lVtodule 1: WHY THIS TRAINING iS BiViPORTANT 

Wirth). The  t e r m  minor i ty  does not  a lways  imply  n u m e r i c a l  minor i ty  

in society. For  example,  apa r the id  exis ted in S o u t h  Africa for decades  

wi th  a whi te  minor i ty  group hav ing  power,  control  a n d  d o m i n a n c e  

over a b l a c k  g roup  who n u m b e r s  far  s u r p a s s e d  the i r  own. The  b l ack  

group  w a s  however  considered the  minor i ty  b e c a u s e  for a long t ime 

they  h a d  no  social, political or economic  power.  

Select ion Bias:  Many s tud ies  have  proven t h a t  the  p r o c e s s i n g  of 

dec i s ions  in  m a n y  s ta te  and  local juven i le  ju s t i ce  s y s t e m s  are not  

racia l ly  neu t r a l .  Minority y o u t h  are  more  likely t h a n  the i r  whi te  

c o u n t e r p a r t s  to become involved in the  sys tem.  S tud i e s  have  b e e n  

done  t h a t  s h o w  t h a t  ones  race h a s  a n  impac t  on the  dec i s ions  m a d e  

on the i r  b e h a l f  wi th in  the juveni le  ju s t i ce  sys tem.  

Race: A g roup  of people who s h a r e  the  s a m e  dis t inct ive  phys i ca l  

cha rac t e r i s t i c s .  For example,  sk in  color. People of different  r aces  c a n  

be long  to the  s a m e  e thnic  group.  An example  of th i s  wou ld  be  the  

p o p u l a t i o n  of m a n y  Car ibbean  i s l ands  who  come from vary ing  races  

b u t  s h a r e  the  s a m e  cu l tu ra l  her i tage  a n d  prac t ice  the  s a m e  t rad i t ions .  
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Module 1: WHY THIS TRAINING IS IMPORTANT 

Workforce 2000: Through the s tudy of populat ion trends,  social, 

economic, political and stat ist ical  data, projections have been made  

regarding the character is t ics  of the U.S. workforce. These projections 

include descript ion of the people tha t  will make up  this  workforce as 

we move towards  the year  2000. Basically, these  projections s ta te  

tha t  by the year  2000, the workforce will consis t  primarily of 

minorit ies,  women and immigrants.  The percentage of white males  

will significantly decrease. 
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Transparency 1.'0 

DIVERSITY 

A point of. respect in which 

things differ~ 



0 0 0 



Transparency 1.2 

DIIVERSITY 

Different 
religious 

cultures ~ racial, ethnic, 
and subcultures such as 

male/female, iuvenile/adult, gay/lesbian, 
rural/urban, physically challenged 
individuals having beliefs, values, ~rts, 
morals, habits and customs that ~re 
different from those  of others~ 





0 

Transparency ~.3 

DEFINITION OF CULTURE 

Culture is a set of beliefs, values, 

arts, morals, habits and customs held 

by a specific group of people~ 



0 0 0 



~sparency 1.4 O 

REASONS TO RESIST TRAINING 

"~ jus t  a fado ~~ 

Used as an excuse~ 

"They shou ld  do it our  way!  ~176 

"They  shou ld  learn our  language!  ~176 

'~l a l ready  k n o w  
d i f ferences~ ~176 

abou t  cu l tu ra l  
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0 
Transparency 1.5 

BASIC OBJECTIVES 

Know ourselves better 

Know other people better 



0 0 0 



Transpat'ency 1.6a 
I O 

PROFESSIONAL BENEFITS 

increased safety 

O Compliancewith agency directives 

increased iob satisfaction 

Reduction in citizen 
against agency 

complaints 





1.6b 

PROFESSIONAL BENEFITS (conto~ 

Minimized risk against 
lawsuits 

successful 

Decreased paperwork/hearings ~ue 
to complaints and lawsuits 

increased community 
i nvoivementlcooperation 

increased effectiveness 





sparency 1.7 

This agency, or any of its operatives, 

shall not discriminate against anyone 

o n  the basis of race, color, creed, 

religion, national origin, gender, 

disability or other characteristics, s~ch 

as sexual orientation, that may be 

protected by federal, state or local ~w~ 





~ O U ~  





�9 ~ ~ D O U ~  ~ o  

As a conc lud ing  exercise to th is  module  on the  i m p o r t a n c e  of 
c u l t u r a l  differences,  answer  the  following ques t ions .  Write y o u r  
a n s w e r s  individually.  

1. C u l t u r a l  differences is i m p o r t a n t  to me persona l ly  b e c a u s e ?  

. U n d e r s t a n d i n g  cu l tura l  differences is i m p o r t a n t  to m e  
profess ional ly  because?  

3. The  m o s t  impor t an t  th ing  I have lea rned  from th i s  modu le  is: 

4. I i n t e n d  to u se  th is  informat ion on the  job by: 
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DXSPROPORT ONATE CONFINEMENT 

by Mark Roscoe and Reggie MoRon 

The Xssue 

National data and research have documented 
disproportionate representation of minorities in sr162 
juvenile facilities across the country. Accordingly, States 
have been entrusted with the responsibility of examining race 
and ethaicity as factors influencing decisions at various 
points within the juvenile justice system (e.g., decisions to 
arrest, detain, commit to training school, etc.). 

Research under OSYDP's Causes and Correlates Program 
indicates that the type of community in which the juveailr 
lives has a stronger effect on his likelihood of becoming 
involved in delinquency than his racial characteristics. 
African-Americans living in nondisadvantaged areas did not 
have higher rates of delinquency than whites living in 
nondisadvantaged areas. 

African-American juveniles comprise a dlsproportionately 
higher percentage of juvenile an'ests than other races: 27% 
in 1992. In pasticular, African-American juveniles accounted 
for 49% of the arrests for violent crimes. Data from the 
National 3uvenfle Court Dah~ Archiv~ indicate that African- 
American juveniles constitntr a disproportionate proportion 
of the delinquency cases brought before the court. In 1990, 
African-Americans wezr involved in 31% of such cases. 

African-American and g-r=pa~ic youth are disproportionately 
represented in detention centers. In 1991, 43% of juveniles 
in detention centers were black, 35% were white, and 19% 
were Hispanic. In examining offenses with which detained 
youth were charged, blacks were most overrepresented 
among drug offenders (64%) and person offenders (49%). 

youth securely detained prior to adjudication is more 
�9 .~ely to be subsequently incarcerated. Indeed, 
preadjudication detention is one of the best predictors of 
commitment to a State juvenile corrections facility. 

In 1991, about 44% of the juveniles in public juvenile 
fadlities were black. 18% were H~anic .  34% were white. 
In training schools--the most restricth~ environment-black 
juveniles comprised 47% of the population, whes'e, as in 
private fac/lit~-often less r ~  and ~owde.d-black 
juveniles comprised 32% of th~ population, with whi~e 
juveniles constituti~ 57%. 

The States' assessment of minority over~ept~.sentafion show 
higher rates of minority than white i n e a ~ r ~  In one 
State, it was estimated that I in 64 whim males would be 
taken into State custody before his Z3th birthday, compared 
to 1 in 13 Ah'iean-Ameriean male, s. In ever7 State studied, 
minority males had a higher probability rate of incarceration 
before age 18 than the.it white 

The ~ p o ~ e  

To reduce dispropo~onate minority conranemcnt, the 
community mus~ wozk togcthcg to adckess the muses by 
enhancing p~.;'~mion and d;vr programs and expanding 
alternatives to secure detention ~Lnd r 
in minority neighborhoods. Local initiatives to hrcolve 
f ~ e s ,  neighborhoods, and communlty-based agencies 
serving minority youths in this effort should be developed 
and implemented. Policies, legislation, and practices need to 
be reviewed and, as necema.,% r to ensue that race., 
ethaicity, and gender do not determine the= decision to 
or incareeaa~. 

Strategies to reduce the dis~opo~omtr c o - - e a t  of 
minority juveniles include the ~ of risk and need 
assessment instruments, cultural competency u'aining for law 
enforcement and other juvenile justice pzofessio=~.% incH- 
viduslized home-based care, me, ntozs, thesapeutic foste~ c~e~ 
communky-based family-oriented se~ce% rdntegration 
services for juvcxdles placed outside the home., independent 
living, job training, and in=cased accessibility to trcaUnenL 



"l'ae Law 

Section 223(a)(Z3) of the Juvenile Justice and Delinquency 
Prevention Act of 1974, as amended (Public Law 93-415), 
requires States to make efforts to reduce the proportion of 
minority juveniles detained or confined in secure detention 
fac~itics, secure correctional facilities, jails, and lockups if 
such proportion exceeds the proportion such groups 
represent in the general population. 

B e g i n n ~  with Fiscal Year 1994 funds, as a condition of full 
pamdpafion in the JIDP Act Formula Grants Program, 
States must determine whether disproportionate minority 
confinement exists, identify the causes, and develop and 
implement corrective action. States failing to address the 
overrepresentation of minority youth in confinement will be 
ineligible to receive 25% of their Formula Grant allocation 
for the year. 

Plier Sites 

In 1988, the Coalition for Juvenile Justice (then the National 
Coalition of State Juvenile Justice Advisory Groups) 
focussed national attention on disproportionate minority 
confinement in their annual report to Congress, A Delicate 
Balance. In that same year, the Office of Juvenile Justice 
and Delinquency Prevention commissioned the University of 
Wisconsin and Portland State University to review research 
literature and program models addressing this ~ue .  Their 
report, Afinorities and the Juvenile 1ustice System, concluded 
there was substantial evidence that race plays a direct and 
indirect role in the outcome of many juvenile justice 
decisions. 

In 1991, OJJDP issued a Request for Proposals seeking the 
participation of States to analyze disproportionate minority 
confinement and develop model programs to address its 
canses. Arizona, Florida, Iowa, North Carolina and Oregon 
were selected. Over the past two years these sites have 
engaged in comprehensive efforts to collect data regarding 
the~ alL, proportionate rate of minorities in secure juvenile 
detention, to analyze the decision-making process at all steps 
in the juventte justice system, and to formulate specific 
strategies and programs to address the problem. 

Technical Assistance 

To facilitate and assist the five States in these efforts, 
OJJDP contracted with Portland State University (I'SU) and 
Community Research Associates (CRA) to provide training 
and technical ~r on all aspects of the mandate to 
States upon request. PSU and CRA are developing a 
planning manual to assist States in implementing the 
mandate. This publication will include sections on data 
collection and analysis, corrective action planning, program 
implementation, monitoring, and evaluation. CRA can 
provide additional information on innovative programs to 
address dispropordonate minority confinement. 

Evaluation 

OJJDP's evaluation contractor, Caliber Associates, is 
conducting a two-phased national evaluation on the im 
and outcomes of States' efforts to address 
disproportionate representation of minorities in secure 
confinement. Caliber will assist pilot States in designing and 
conducting evaluations of the planning and implementation 
of their intervention programs. Caliber will conduct 
impaa/outceme evaluations on interventions where a 
~i~if;e~nt impact can be projected and measured. The 
national evaluation will include intervention efforts in three 
nonpllot States in order to provide a broad overview of State 
efforts to reduce minority overt'e-presentation. 

Anticipated Outcomes 

As John J. W'dson, Acting OJJDP Administrator, has stated, 
"The goal of this unprecedented, concerted effort to address 
the issue of disproportionate minority confinement should be 
greater objectivity in decision-making at each step in the 
juvenile justice system and the eLimination of the unequal 
risk of confinement for minority youth." 

For Further Information 

Technical assistance is available to assist States and 
commmfities in their efforts to address dL~proporfionate mi- 
norky confinement. For further information, contact: 

State Relations and Assistance Division 
Office of Juvenile Justice and Delinquency Prevention 
633 Indiana Avenue, HW. 
Washington, D.C. 20531 
(2O2) 307-5914 or (202) 307-5924 

This Fact Sheet was coauthored by Mark ~ State Rcprcr.entati~ 
Western Region, OJIDP, and Reggie Martoa, Community 
.~soc~t~. 
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The purpose of this monograph is to underscore the importance of including a 
multicultural perspective in the processing of juveniles through the juvenile justice 
system and to provide some practical approaches and recommendations for achieving 
an awareness and sensitivity to different cultures. In addition, it is an effort to decrease 
miscommunication and enhance interaction between practitioners and juveniles thereby 
reducing the negative impact that cultural diversity may have on decision making. 

The need for a multicul~zral perspective in the juvenile justice system arose in 
part because of the increasingly disproportionate incarceration rates of minority juveniles 
nationwide. Research on the matter indicates that the attitudes, perceptions, prejudices 
and biases of system officials may be related to the problem. 
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Kratcoski and Kratcoski (1990) indeed found 
this to be true. They indicate that the type 
of training and personal prejudices and 
opinions of police officers affected the way 
a juvenile's case was handled. In addition, 
the  youth's attitude, race, sex, and social 
class affected case processing. Other 
practitioners, too, may unwittingly allow 
negative perceptions to influence how 
juvenile cases are handled. Because of this, 
it is important to develop mechanisms that 
ensure that personal attitudes and 
perceptions do not adversely influence 
decision making. This can be accomplished 
by increasing one's knowledge, empathy 
and respect for cultural diversity. 

The recent movie, "Dances with 
Wolves," emphasized the need to learn 
about different cultures. In the movie, 
Kevin Costner portrays a Union soldier on 
the frontier who is at first frightened by his 
confrontations with the Indians. By the end 
of the movie, the culture and language he 
thought strange had become a part of him. 
He learned to value and respect the Indian 
culture - to embrace i t  as his own. In 
essence, that  is the purpose  of 
multiculturalism: to learn about other 
cultures, to recognize and understand their 
differences, and to value and respect them 
for being different. 

In real life we live in a multicultural 
and multilingual society. We see and 
interact with Asians, African Americans, 
Hispanic.s, Native Americans and people of 
many other nationalities. As a result, we 
must create an environment where we can 
work, serve, educate and communicate with 
culturally diverse people. We can do this by 
increasing our knowledge, understanding 
and respect for other cultures - by noting 
our differences and learning how to work 
with one another. This can be done through 
awareness training, which is an effective 
method of promoting multicultural  
understanding. 

Culture refers to a set of beliefs, 
values, arts, mores, habits and customs held 
by a specific group of people. These groups 
may include ethnic, racial, religious, 

professional and social groups. Therefore, 
not only do Hispanic.s, African Americans 
and Asians have distinctive cultures, but 
youth gangs, senior citizens, divorcees, and 
juvenile probation officers do also. An 
expanded definition of culture is given by 
Porter cited in Nadier et al .--  

' (c)ultrue involves the cumulative 
deposits of knowledge, experience, 
meanings, beliefs, values, attitudes, 
religions, concepts of self, the universe, 
and self-universe relationships, 
hierarchies of status, role expectations, 
spatial relations, and time concepts 
acquired by a large group of people in 
the course of generations through 
individual and group striving' 
(1985:89). 

In addition, the patterns of our 
culture influence the way we communicate 
and interact with others. As a result, we 
many tend to feel that our own culture is 
correct and other cultures are not as 
reflected in this statement by Nadier and his 
colleagues: 

An individual's value system 
significantly affects that person's 
perception of a situation...the more an 
individual fundamentally accepts a basic 
system of values, the more he is likely to 
view his won interpretation of an act as 
the morally correct one and the other 
fellow's as falling short of grace 
(1985:89). 

This attitude exemplifies the notion 
of ethnocentrism, which is the belief that 
one's culture is superior to another. 
Therefore, a critical aspect of awareness 
training includes that of self-discovery. This 
involves the need to observe the self in 
ourselves to other cultures and to critically 
analyze one's perceptions of others. 

Multiculturalism challenged the 
concept of the melting pot in which people of 
different ethnic and racial backgrounds gave 
up their traditions and heritage to assimilate 
into American culture. Today, the melting 
pot is gone. People with different cultural 
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backgrounds no longer decide to shed their 
identifies; instead the hake pride in them. 
that pride is a characteristic of 
multiculturalism, which says that the ethnic, 
racial and social identities of American 
citizens should be valued, studied and 
respected in their own right. In other 
words, to be different is okay and worthy of 
appreciation and respect. That is the 
difference with the new wave of 
multiculturalism. People are concerned 
about cultural differences and are 
identifying ways to accommodate them. 

Multicultural awareness is impacting 
school curriculums. For example, in Dade 
County, Florida, students represent 123 
different countries. In New York, 1 out of 4 
children under the age 10 have nonEnglish 
speaking parents (TIME Magazine, 1991). 
Multiculturalism is also beginning to affect 
the future labor market. According to US 
News and World Report and Work Force 2000, 
the increase in the ethnic population will 
lead to critical changes in labor and 
development. A major change will be in the 
development of management skills. 
Managers will need to be skilled in working 
with culturally diverse people and 
developing sensitivity to differences in 
others. This new type of manager is 
predicated to be one of the top twenty 
career positions of the fut-m'e. 

Changes adopted by education and 
labor suggest that the juvenile justice system 
must also begin to accommodate the needs 
of the growing ethnic population. 

The Multnomah County Juvenile 
Justice Division in Portland, Oregon is a 
unique example of a juvenile justice system 
that has begun this process. The Division 
developed a systematic plan to incorporate 
cultural awareness activities into it's entire 
operation. Efforts to increase awareness of 
cultural diversity arose in response to a 
concern for the increasing numbers of 
minority youth committed to state 
institutions. It was determined that hiring 
and re~rdng a multiculttmal staff that 
reflected youths in the system were 
important ways to address the problem. In 

addition, the Division required awareness 
training for all staff members to increase the 
system's ability to work with a culturally 
diverse population. These training sessions 
are provided by a number of qualified 
professionals. 

The intentions of Multnomah County 
Juvenile Justice Division to increase numbers 
of minority staff and to increase awareness 
skills of all staff led to the development of a 
Five Year Diversity Plan in July 1991. 
Implementation of these goals are currently 
underway. The following are the goals of 
the Five Year Plan. 

Goal 1. Promote an environment 
which attracts, retains and 
fosters  a d ivers  and  
multicultural staff. 

Goal 2. Facilitate and encourage 
cross-cultural communication 
within the Division 

Goal 3. Ensure the development and 
implementation of cross- 
cultural diversity, knowledge, 
empathy and respect in 
policy, planning and service 
delivery systems within th e 
Division. 

Goal 4. In partnership with the 
service provider community 
and in the community at 
large, seek and receive 
knowledge, information and 
r e s o u r c e s  f r o m  t h e  
community to improve our 
knowledge, empathy and 
respect of the various 
community collectives 

Goal 5. Provide bold and innovative 
leadership through advocacy 
for diversity and cross- 
cultural knowledge, empathy 
and respect in the service 
provider commurdty and in 
the community at large. 
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Recognizing Cultural Differences 
The goal of multiculturalism is to 

increase knowledge, awareness, empathy 
and respect for different cultures. 
Practitioners need to be culturally aware in 
order to increase their effectiveness in their 
j o b s  a n d  to r e d u c e  c o n f l i c t s ,  
misunderstandings and most importantly, 
stress. In recognition of the increasingly 
disproportionate incarceration rates of 
minority youths, multicultural awareness is 
also needed to reduce potential bias in 
decision making. 

Practitioners can begin to increase 
their awareness by learning about the verbal 
and nonverbal communication styles of 
different cultures. These differences may be 
due to a lack of knowledge about the 
meaning of the verbal or nonverbal 
communication in that culture. The verbal 
communication of a culture may be direct 
(assertive) or indirect (nonassertive), 
boisterous or silent (Gudykunst, et al., 1988). 
For example, in Asian cultures, there is a 
tendency to be less assertive in speaking and 
to be indirect. However, in African 
American cultures verbal communication 
appears to be assertive. There is a tendency 
to talk loudly and use "street talk" when 
communicating with each other. As a result, 
practitioners from Hispanic or white cultures 
should avoid adopting the African 
American's verbal style in one-to-one 
communication; it may adversely affect the 
practitioner's credibility (Cesarz, 1991). 

Still another difference can be found 
in Hispanic cultures, where dialogue may 
sound more intimidating than it actually is. 
This may be attributed to the language 
difference. The fact that English is a second 
language in this culture suggests that 
practitioners need to be aware of the tone 
and inflections used in a culture's language 
( C ~ ,  1991). Practitioners should be 
aware that juveniles from African American, 
Asian or Hispanic cultures who exhibit these 
verbal styles are simply reflecting the 
patterns of their culture not reacting to the 
practitioner personally. Therefore, the 
perception that the juvenile's loud, 
boisterous or intimidating communication 

style is disrespectful, may be simply a 
matter of cultural differences. 

Nonverbal communication also varies 
among cultures. Some cultural groups 
convey messages by using more nonverbal 
behavior than verbal communication. For 
example in Hispanic cultures mach/smo is a 
value in males which conveys a strong self- 
image. It is characterized by stares, silences 
and an air of "coolness." Mac.hismo is valued 
in Hispanic cultures and explains why men 
resist taking orders from non-Hispanics and 
women. If the practitioner is a women, she 
should declare her official role in the first 
meeting with the Hispanic juvenile. This 
will increase her credibility and reduce 
future resistance. Because of the value of 
machismo in Hispanic culture, practitioners 
should beware that one-to-one, direct 
communication works best when dealing 
with members of this cultural group (Cesarz, 
1991). 

In Native American cultures, stares 
and silences are used to convey different 
messages. A firm look indicates seriousness 
and maintaining eye contact is a sign of 
disrespect (Cesarz, 1991). In Asian cultures, 
silences are used to emphasize meaning and 
to show power (Gudykunst et al., 1988). 
Eye contact is also viewed by Hispanic and 
African American cultures as a sign of 
disrespect. In white cultures, direct eye 
con tac t  c o n v e y s  t r u s t w o r t h i n e s s ,  
forthrightness and sincerity (Hanna, 1984). 
If the practitioner is white, lack of eye 
contact may be viewed at lacking integrity. 

There are also differences in the 
amount of touching within a culture. In 
Hispanic and African American cultures, 
handshaking, slapping hands or hugging 
tend to be used for added expression 
(Gudykunst et al., 1988). In white cultures, 
touching or closeness when speaking may 
be viewed as an invasion of space (Hanna, 
1984). 

Practitioners should also be aware of 
what is valued in a culture. In some 
cultures, religion is highly regarded. For 
example, in Hispanic, Native American and 
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African American cultures there is a great 
deal of respect for religion and spirituality. 
With this in mind, the practitioner may seek 
assistance from the juvenile's minister, priest 
or spiritual leader when handling juveniles 
from these backgrounds (Bailey, 1991). 

In addition, practitioners should be 
aware of the value of family among different 
cultures. In Hispanic, Asian, and African 
American cultures family relationships are 
highly regarded. In Hispanic cultures, 
carino, signifies caring and protections of 
each other in the family (Bailey, 1991). In 
Asian cultures, mutual support, cooperation, 
interdependence, family pride and honor are 
valued. Problems in Asian cultures are 
generally handled within the family and 
outside influences are unwelcome. In 
African American cultures, the family 
consists of extended households that are 
frequently headed by an older woman. A 
mutual aid system is common in African 
American cultures - welfare of the family in 
these extended households is a primary 
obligation (Selected Cultural Contrasts). 
Practitioners should consider the value of 
the family unit and consult with family 
members, religious leaders or other 
authority figures when in contact with 
juveniles from these cultural groups. 

The cultural differences presented 
here are general characteristics that have 
been observed in some groups. However, 
practitioners should keep in mind the 
following basic facts about culture when 
they encounter juveniles from different 
cultures. 

Cultures continue to change; 

Cultural  differences are 
related to (and affected by) 
economic status, education, 
age, region, and sex; 

Cultures and members of a 
culture should not be 
stereotyped (Wright, 1991). 

Practical Ways ~or Increasing Cultural 
Awareness 

An important way to become familiar 
with the communication styles of different 
cultures is by using role play exercises. Role 
plays can increase awareness and tolerance 
of other cultures. In a role play, the 
practitioner can be taught to recognize the 
differences in verbal and nonverbal 
communication and to respond with 
attitudes and behaviors that encourage 
communication and acceptance. This is 
accomplished by the practitioner playing the 
role of the juvenile. Roleplays should be 
done in a controlled setting and directed by 
a trained professional. One example of a 
role play places the setting for the exercise 
as the first encounter between the juvenile 
and the practitioner (Moriarty, 1991). The 
practitioner acting as the juvenile should be 
instructed to be loud, to use street slang and 
to avoid eye contact with the practitioner. 
The practitioner should be allowed to 
respond without any cues. The purpose of 
this role-play exercise is to allow 
practitioners to note the non-verbal signals 
and gestures of the juvenile and the 
responses of the officer. Practitioners in the 
group can then discuss the interaction. 

Practitioners can also develop 
sensitivity toward juvenile from other 
cultures by examining their own feelings 
and perceptions about cultures and by 
reading and studying the history and 
literature of different cultures. In addition, 
the following steps may be adopted for use 
when handling juveniles from culturally 
diverse backgrounds. They were noted from 
"State of the Art Nonverbal Behavior in 
Multicultural Counseling," by Aaron 
Wolfgang. The recommendation is to: 

Try to avoid dealing with the 
problems of culturally different 
juveniles from your desk, i.e. 
preoccupying yourself w i th  
administrative duties, showing little 
interest, or being superfich~l. 

Showing noninvolvement with your cases is 
a major obstacle to effective performance. 
Behaviors practitioners may use that show 
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noninvolvement include: avoiding eye 
contact, keeping social distance and showing 
facial expressions that are either neutral or 
negative. A second measure that 
practitioners can corporate into their daily 
routines which maybul ld  a rapport with the 
juvenile is to: 

Try to like the juvenile whose 
culture is different from your own. 
Show an interest in the juvenile. 

The examples of showing that you are 
interested in the juvenile include: smiling, 
positive head nods, or forward body signals. 
These behaviors have to be careful not to be 
overdone or they may be viewed as forced 
or faked. Finally, practitioners could 
enhance the interaction with juveniles if 
they: 

Try to understand and see the value 
of the juvenile's culture, the lifestyle, 
and the values important to that 
culture. 

We will require some major effort on 
the part of the practitioner but these results 
will be well worth it. Practitioners will tend 
to be flexible, willing to change 
preconceptions of a culture, willing to accept 
cultural, ethnic and racial differences, and 
willing to overcome any belief that their 
own culture is superior. The behaviors that 
practitioners can use to show they 
understand include: expressions of warmth, 
positive involvement and confidence. 

The practitioner who takes the time 
to learn about different cultures will be an 
asset to the profession by helping juveniles 
recognize the strengths and weaknesses of 
both cultures, and by helping them develop 
competency skills to get along in different 
situations. Being sensitive to cultural 
references enables positive relationships 
between the practitioner and the juvenile. 

Cultural Awareness Training 
In addition to the efforts of the 

Multnomah County Juvenile Justice Division 
to increase cultural awareness, the National 
Center for Juvenile Justice has developed a 

cultural awareness training module as part 
of the Fundamental Skills Training for Juvenile 
Probation Officers, funded by the State Justice 
Institute. The training module is designed 
to be used by trainers to sensitize juvenile 
probation officers to t h e  verbal and 
nonverbal communication differences that 
are related to culture. The curriculum, 
entitled Appreciating Cultural Diversity was 
created by Vicki Wright, Director of Training 
and Staff Development, Texas Juvenile 
Probation Commission. Through this effort 
the communication and job skills of the 
practitioner will be greatly enhanced. In 
addition, the possibility that bias will be a 
factor in juvenile case processing is likely to 
be reduced. 

The training module begins with a 
general introduction and discussion of 
culture and race. Also included is a role 
play exercise which underscores the 
importance of an individual's perceptions of 
a culture and how nonverbal communication 
is critical to the understanding of a specific 
culture. The conclusion of the training 
module focuses on a discussion of the 
audience's perceptions of the role play as 
well as the perceptions of those who 
participated in the exercise. The entire 
module gives further credence to the need to 
consider the whole picture when we serve, 
work and communicate with others who are 
different from ourselves. 

For information about the Mulnomah 
County program contact Harold Ogburn, 
Director, Multnomah County Juvenile Justice 
Division, 1401 N.E. 68th, Portland, OR 
97213. (503) 248-3460 

For information about the cultural 
awareness training module contact Vicki 
Wright, Director of Training & Staff 
Development, Texas Juvenile Probation 
Commission, P.O. Box 13547, Capitol 
Station, Austin, TX 78711. (512) 443-2001 
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days  of are oVero 

Source-unknown 

T h i s  traditional metaphor for assimilating 
ethnic and racial differences doesn't apply 
anymore, says Dr. R. Roosevelt Thomas, Jr., 
executive director of the American Institute 
for Managing Diversity, Inc., at Atlanta's 
Morehouse College. 

First, if it ever was possible to melt 
down Scotsmen and Dutchmen and 
Frenchmen into an indistinguishable group, 
you can't do the same with blacks, asians, 
and women. Their difference don't melt so 
easily. Secondly, most people are no longer 
willing to be melted down, not even for 
eight hours a day. And third, the thrust of 
today's collaborative management style 
requires a tenfold or twentyfold increase in 
our tolerance for individuality. 

A more appropriate metaphor for 
describing how corporations have to start 
looking at their diverse work force is a salad 
bar. A premier salad bar has many different 
items, each with instinctive flavor and color, 
all perfectly prepared and seasoned. 
Likewise, a premier company is one where 
employees reach their potential because the 
company places a priority on individualism 

and diversity. 
Just as you wouldn't want all foods 

in a salad bar to taste alike, you wouldn't 
want all your employees to think alike or 
act alike. The best salad bars are a result 
of diverse ingredients. 

"Managing diversity is not a moral 
issue, not a legal issue, not a social 
responsibility issue, but a business issue," 

explains Thomas, who published a 
recordbreaking article about diversity in The 
Harvard Business Review last year. 

A m e r i c a n  c o r p o r a t i o n s  a re  
scrambling, according to Thomas, to become 
more adaptable, to compete more 
successfully for markets and labor, and to 
attract all the talent they can find. Thomas 
explains that a corporation that chooses to 
focus on managing diversity is interested in 
tapping the potential of all individuals in its 
organization, regardless of how similar or 
dissimilar they might be. The corporation 
says, in effect, "Let's create an environment 
where everyone will do their best work." 

Although more than half the U.S. 
workforce now consists of minorities, 
immigrants and women, the "diversity" in 
managing diversity is broader than just 
race, gender and ethnicity. Examples of 
other types of diversity include age, 
number and age of dependents, tenure 
with an organization,  educat ional  
background, job function, and diversity 
related to acquisitions and mergers. 

Managing diversity doesn't refer to 
white males managing minorities and 
women, but rather to any manager tapping 
the full potential of all of his or her people. 
the concept of diversity includes white 
males because they too are a divers group. 

~s this a wark place where 
"we" is everyane? 



"A major barrier to moving forward 
with managing diversity is the way we 
think about managing," Thomas says. "Our 
research has shown that most managers are 
not expected to manage people in the sense 
of empowering or enabling. But in my 
view, the manager's job is not primarily to 
do, but to enable his or her people to do. 
And that's a totally different perspective on 
managing." 

Thomas says there are three ways of 
approaching diversity: affirmative actions, 
valuing diversity and managing diversity. 

Affirmative action historically 
focused on creating a diverse work force. It 
got people in the door. But as Thomas 
points out, "Individuals who reach top 
positions through affirmative action may not 
be effective models for younger members of 
their race or sex. What, after all, do they 
model?" Advancement for minorities and 
women should always be a question of pure 
competence and character insists Thomas, 
which is why we have to move beyond 
affirmative actions. 

Valuing diversity looks at the 
relationships among individuals with the 
idea of fostering greater acceptance, 
appreciation and understanding. Learning 
more about a co-worker's culture (one 
different than your own) is a good example 
of valuing diversity. 

"Managing diversity, the third 
approach, is a mutual change process that 
naturally enables a diverse group of people, 
including white males," Thomas explains. 
"Managing diversity talks about a mutual 
process, with both the individual and 
corporation adapting to one another. It does 
not mean controlling or containing diversity; 
it means enabling every member of your 
work force to perform to his or her 
potential. 

"Managing diversity calls for changes 
in a corporation's system and culture, 
changes that would be equivalent to a 
personality change for an individual." 

"How many of us 
have v i s i ted  
claim office 
h e a r d  
adjusters 
loss reports 
three  or 
languages?" 

a 

and 
o u r  

taking 
in 

f o u r  

Thomas has identified a cycle found 
in many corporations in which the ideal of 
creating a diverse and productive work force 
falls short. In such a scenario a corporation 
recognizes it may have under-representation 
of minorities or women, and addresses it by 
attempting to recruit "the right kind" of 
people who will fit in the organization. 

In many cases, these individuals do 
n o t  meet the corporation's expectations, 
leading to frustration on both the part of the 
manager and the individuals. The situation 
often goes into a state of dormancy, a time 
when issues of affirmative action of 
diversity are not discussed. Eventually a 
crisis, either internally or externally 
stimulated, triggers the need for change and 
the corporation may begin the flawed cycle 
over again. 

"The question for that corporation 
becomes, 'How do we break this cycle?'" 
Thomas observes. "While affirmative action 
and valuing diversity are very appropriate 
and should be continued, only managing 
diversity has the capability of getting you 
out of that cycle." 

But managing diversity is no quick 
fix. Thomas estimates that while it would 
take a particularly progressive company 
about 15 years to begin to effectively 
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manage diversity, in a typical corporation 
the change would take from 20 to 25 years. 

Allstate tastes salad bar offerings 

"Allstate recognizes that to begin to 
help managers think in terms of managing 
diversity, we must be careful not to just roll 
out a new program, and consider our job 
finished," says Gloria Farrow, assistant vice 
president of corporate human resources, 
employment and work diversity. 

'To effectively manage diversity, we 
must change our whole  concept of diversity 
and the way we think of people who are 
different. And we need to help managers 
learn to capitalize on those differences. In 
effect, we're talking about changing 
Allstate's corporate culture," continues 
Farrow. 

At Alls tate  the Chai rman 's  
Affirmative Action Committee of the board 
was renamed the Chairman's Diversity 
Management Committee in spring of 1990, a 
change signaling the company's new 
perspective on diversity. A Diversity Action 
Team has also been formed to develop a 
strategic plan for managing diversity. It is 
made up of 20 officers, directors and senior 
line managers from all business units. 

"When Chairman Wayne Hedien 
declared managing diversity as one of six 
strategic initiatives to be given special 
attention by Allstate's board of directors," 
Farrow says, "he put the issue on par with 
such important initiatives as public policy, 
finance and information technology,." 

The customer information Allstate 
has, such as the retention study and 
strategic market research findings, will help 
the company understand customer and 
consumers needs and respond to those 
needs better. "When we think about our 
customer base, we have to ask ourselves, 'Is 
our employee base a reflection of our 
consumers?'" asks Kathy Honaker, a 
member of the Diversity Action Team. 

"How many of us have visited an agent 
location lately and observed the diverse 
group of people being served out of one 
location? Or how many of us have visited a 
claim office and heard our adjusters taking 
loss reports in three or four languages?" 

Adds Honaker: "When we look to the 
near future of flatter organizations and a 
work process that will be accomplished by 
themselves versus the individual, we must 
ask ourselves, 'How can we assure we are 
tapping the potential of each individual?'  
That's what managing diversity is all 
about: getting from a heterogeneous work 
force the same productivity, committee to 
quality and profit that we got from the old 
homogeneous work force. It means enabling 
every member of the team to perform to his 
or her potential. It means getting from 
employees, everything we have a right to 
expect, and, if we do it well, everything they 
have to give." 

The concept of managing diversity is 
really an attempt to redefine the role of the 
manager," Thomas adds. "While many 
managers may understand managing 
diversity form an intellectual standpoint, the 
major challenge is to operationalize the 
concept so that managers change the way 
they think and act." [] 

By Mary Sue Mohnke 
l~ohnke, a fTee-lancer who lives in culturally 
diverse Evanston, ILL., has written for the 
Chicago Tribune and North Shore Magazine. 
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Melting Pot 
[] Sees differences as problematic. 

[] Choose (to mentor,  promote) based 
on similarity; comfort  and 
predictability. 

[] No need to change performance 
s tandards  or set up special 
programs.  

�9 �9 Manag g �9 

Salad Bar 
�9 Sees differences as competi t ive 
advantage. 

[] Choose (to mentor,  promote)  
based on pure competence and 
skills. 

[] Requires innovative thinking, 
pioneering and dedication. 

[] Asks: "Are we promoting enough [] Asks: "Is this a workplace where  
minorities and women?" 'we'  is everyone?" 

[] Affirmative Action is a legal issue. [] Diversity is a business issue. 

Easing Uneas iness  at Xerox 

Managers at Xerox get a chance to see 
diversity at its worst. Rather than 
helping their employees reach their full 
potential, these �9 are intent on 
putting them down. And they do it on 
purpose. 

All this is carefully staged theater 
designed by the Cornell University's 
theater department to help Xerox 
executives face the challenge of 
managing a diverse work force. Xerox 
has presented this half-day show to 
more then 1,300 managers to supplement 
video training tapes, reports the Wall 
Street Journal. 

The program succeeds by 
touching feelings, says Comell's Janet 
Salmons-Rue. A scene in which a 
Hispanic manager's heavily accented 
words are ignored by whites makes one 

participant recall his uneasiness with 
asking a Hispanic employee to repeat 
things slowly. "I'm not quite sure if I'm 
embarrassing him," the manager says. 
The answer, a Xerox training tells him, is 
to ask. 

Dr. R. Roosevelt Thomas, Jr., 
estimates that only a handful of U.S. 
corporations have begun to recognize 
and deal with managing diversity. 
Among the most successful is Xerox. 

Xerox has chosen to emphasize 
overall management skills, not just 
managing diversity. This decision was 
made after the company studied its 
managers' behavior and discovered that 
many managers didn't  know enough 
about managing people in general, let 
alone people quite different from 
themselves. 
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The Labor Department at 75 

Workforce 20(}0 agenda recognizes 
Hfe ong need improve skills 

By: William Brock 

W h e n  I came to the Labor 

Department as its Secretary in May 1985. I 
told the employees that I hoped we could 
open ourselves to new ideas and initiatives, 
not just from within our own ranks, but 
from all of the people and organizations 
which have a stake in the Department's 
wide-ranging activities. I was not 
disappointed. There is a growing awareness 
that the world is changing rapidly and the 
methods and concepts which served us well 
in the past must be rigorously reexamined. 

We are beginning to have a national 
dialogue on the relevant issues and 
questions that will determine our economic 
future, and I am gratified that the Labor 
Department contributed to that through a 
project called "Workforce 2000." 

The program, politics, and issues that 
are part of Workforce 2000 are rooted in 
Labor Department studies and projects in 
the future, and who will be available to do 
them. For example, 3 of every 4 workers in 
the year 2000 will be people who are already 
in our Nation's labor force. Eighty percent 
of the new entrants will come from three 
groups - -  women, minorities, and 
immigrants. 

Of the new jobs expected to be 
created over the next 13 years, every 
category requiring higher skills will grow 
faster than these requiring less skills. 
Almost half of the 20 occupations projected 

to lead the growth over the next decade are 
related to the computer and health fields. 
The occupational mix of jobs also will 
change, with employment in managerial and 
professional positions growing almost five 
times as fast as operative and laborer jobs. 

Unless every portent of where the 
domestic and work economies are headed is 
wrong, the workers of the future will have 
to be better educated and better trained than 
our current labor force, or we will be unable 
to maintain a leadership position in the high 
technology industries and services that offer 
the greatest promise for America's continued 
prosperity. 

Each of the groups that will account 
for the bulk of new workers-women, 
immigrants,  and minori t ies-presents  
particular challenges. The growing number 
of women in the labor force has highlighted 
the problem of parents who must balance 
the demands of the jobs with child care 
responsibilities. Immigrants often must 
overcome language barriers that make it 
difficult for them to find and keep jobs and 
to learn skills. Minority and disadvantaged 
youths are more likely to be functionally 
illiterate, to drop out of school, to become 
pregnant as teenagers, or to abuse drugs 
and alcohol. 

The specter of millions of youngsters 
continuing to reach adulthood without 
acquiring the basic skills needed to become 
productive, self-supporting, self-respecting 
members of society is especially disquieting. 
We run the risk-and it is a risk with grave 
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consequences-of creating a permanent 
underclass, a group of people who are not 
just unemployed, but unemployable. 
Because of the importance of this problem, 
the Labor Department ~ as part of 
Workforce 2000 ~ increased the emphasis 
on basic education in its youth programs, 
especially programs serving young people in 
welfare families. Society must concentrate 
more employment and training resources, 
private as well as public, on young parents 
a n d  children in welfare families because 
they can benefit most from such help. 

Our economy is expected to produce 
more than 10 million new jobs by 1995. At 
the same time, our population and work 
force will be expanding at an unusually 
slow pace, and the number of young people 
seeking jobs actually will decline. The 
convergence of these trends could result in 
a shortage of workers, particularly at the 
entry level, but for some higher paying 
skilled jobs as well. All of this adds up to a 
potential "window of opportunity: to bring 
minority youth, the handicapped, and others 
with longstanding employment problems 
into the mainstream of the U.S. economy. It 
is an opportunity we dare not squander by 
failing to give these people the tools to take 
advantage of it. 

There is no tool more important to 
workers today than education and training 
that will enable them to function in a job 
market requiring more flexibility and 
adaptability than ever before. Yet many of 
our educational institutions and job training 
programs persist in preparing people for a 
first occupation as though it will also be the 
last. The average American wage earner 
today can expect to work in three or more 
careers in a lifetime. 

Education and occupational training 
too often are viewed as institutional 
processes that end when a young person 
begins earning a living. We need to look 
beyond the classroom and realize that 
education ~ especially work-related 

education and training - -  is a lifelong 
endeavor. We must make the rhetoric of 
"continuing education" a reality. Every 
industry and every union should be 
involved in programs to train, retrain, and 
upgrade the skills of workers. If it has 
taught us nothing else, the human suffering 
and economic waste caused by cutbacks in 
steel and other basic industries should have 
demonstrated the folly of waiting until 
workers are faced with redundancy before 
preparing them for new jobs. 

Although the private sector must 
take the lead in worker training, the 
government has a role to play. To improve 
the effectiveness of the government's efforts, 
the Labor Department's Workforce 2000 
agenda includes a proposed new worker 
adjustment program. 

Helping dislocated workers must be 
a cooperative effort that brings together 
labor and management in a common cause. 
The same can be said of every aspect of our 
Nation's drive to produce quality goods and 
services that are fully competitive in what is 
fast becoming an integrated world economy. 
Confrontation no longer is a viable approach 
to labor-management relations. American 
business and industry must not just accept 
but invite involvement in every phase of 
their operations from design to productions 
to marketing. Organizations that stress 
employee participation will be the most 
successful and the best prepared to lead 
america into the competitive cauldron of the 
next century. 

Acceptance of the need for change, 
however, is not necessarily followed quickly 
by substantive change in the way 
government operates. That should not be 
surprising - -  the laws of human nature are 
not easily revoked - -  nor is it all bad. 
Government services and protections that 
affect millions of people should not imitate 
the commercial consumer market where 
periodic remodeling of products all too often 
reflects advertising considerations rather 
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than improved quality. Still, in looking back 
on 2 1/2 rewarding and stimulating years. 
I must admit the measured pace of 
institutional change probably ranks as my 
chief frustration. 

The Employment Services, for 
example, has been bringing together workers 
and employers for more than half a century. 
Techniques for matching jobs and jobseekers 
have changed, but the relationship between 
this essentially local activity and the Federal 
Government is little different than it was 
during the depression years of the 1930's. 
That does not make much sense. Labor and 
job market conditions vary widely in a 
Nation as geographically vast and 
economically dynamic as ours. Workers and 
employers would benefit if States exercised 
greater control over the financing and 
programs of the Employment Service. We 
made a start in that directions, but a good 
deal more remains to be done. 

Few, if any, Labor Department 
responsibilities are more important than 
protecting the health and safety of American 
workers. It is a daunting mission in size and 
complexity as well as in the controversies 
and passions it engenders. Rulemaking is at 
the heart of administrating the job safety 
law, and it can be, and at times has been, a 
cumbersomeif not chaotic process. 

In its first 16 years of existence, the 
O c c u p a t i o n a l  Safe ty  and Hea l t h  
Administration approved fewer than 20 
standards for handling toxic substances. 
Admittedly, developing such standards is 
difficult, involving as it often does 
passionate partisans for and against every 
p r o p o s a l ,  s u b s t a n t i a l  e c o n o m i c  
considerations, and complicated and even 
conflicting scientific data. But part of the 
problem was the agency's decision to set 
out on a course of establishing a separate 
standard for each of the hundreds, or 
perhaps thousands, of substances that might 
be hazardous to workers. That way lies 
madness. 

Generic regulations and mediated 
rulemaking are better approaches. In generic 
rulemaking, a general standard is 
established for a whole range of hazardous 
substances. The standard requires 
employers to inform workers about 
hazardous substances they may encounter 
on the job and to train them in the proper 
handling of such substances. 

Mediated rulemaking involves the 
establishment of committees composed of all 
interested parties to draft regulations on 
specific job safety and health issues. 
Participants normally include representatives 
of labor, management, government, and, 
where appropriate, the scientific community. 
The Occupational Safety and Health 
Administration reviews the work of the 
committee, makes any changes it deems 
necessary, and then issues the rule as a 
proposal for public comment. The idea is 
that disagreements will be diminished and 
the process accelerated if those who have 
the biggest stake in job safety regulation are 
given a role in formulating them. Although 
mediated rulemaking is no panacea, its 
potential for resolving difficult issues is 
evident in the progress that has been made 
on  e s t a b l i s h i n g  a s t a n d  f o r  
methylenedianiline. 

Generic standards and mediated 
rulemaking are steps in the right direction. 
That they are not yet standard operating 
procedures, and that they have been so long 
in coming attest to the difficulty of achieving 
institutional change. 

Rules governing working at home, a 
new program to help dislocated workers 
return to productive employment, and 
stronger protections for private pension plan 
participants are some other ares in which we 
sought to alter the status quo in ways that 
would make Labor Department programs 
and policies compatible with our changing 
economy. None of these efforts was 
compete at the time of my departure, but 
home work rules based on common sense 
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and fair play were near the finish line, an 
expanded program to help displaced 
workers had broad support, and pension 
issues were nearing a very positive 
resolution on Capitol Hill. My 
disappointment in the inertia that seems 
built into most large institutions was 
tempered by the acceptance of the need for 
change in what some might consider an 
unlikely quarter ~ labor-management 
relations. Cooperation may not yet be the 
dominant theme in labor-management 
relations, but it is gaining adherents on both 
sides of the bargaining table at a rate that 
only the most optimistic would have 
thought possible just a few years ago. The 
Labor Department has played a limited but 
important role in this development by 
encouraging labor and management to work 
together and by serving as a clearinghouse 
for a broad range of information on 
innovative approaches to employee 
participation. 

The growing interest in an 
acceptance of labor-management cooperation 
could not have come at a better time. 
L a b o r - m a n a g e m e n t  cooperat ion,  or 
employee participation, which is another 
name for the same concept, is an essential 
element in building the skilled, flexible work 
force the Nation will need as we move into 
the 21st century. 

American faces a future of great 
challenge and great opportunity. We have 
an unmatched history of accomplishment 
and keen competitive instincts. Time and 
again, we have demonstrated our ability to 
adapt to change. But the term "adapt to 
change" implies taking action after the fact. 
That is no longer good enough. We must 
anticipate change and be ready to make the 
most of it. 

Change has been one of the constants 
of the American experience. As a Nation, 
we have embraced it, not feared it, because 
we are optimists. We must maintain that 
philosophy, but adopt a new timetable in 

applying it. If we do, and if business, labor, 
and the academic community work together 

in the national interest as well as in 
mutual self-interest - -  then when the 21st 
century dawns, American's will be ready. ~1 

4 



II1OI])LILE SLD  AF Y 

Meduge 2: CULTURAL GUFFERENCES ~ WHAT US UT? 

TARGET POPULATION: 
L a w  Enforcement/Juvenile Justice 
Practitioners. 

Tg•E ALLOCATUON: 
2 1/2 Hours 

SPACE REQUURE~ENTS: Tables set in U shape, classroom or rounds of 5/6. 

PERFORMANCE OBJECTaVES: 

At the end of this module, 
participants will be able to: 

<> Explain the concept of culture 
and cultural diversity. 

<> Define the following: 
o culture 
o subculture 
o values 
o prejudice 
o stereotyping 
o ethnocentrism 
o raci s m 
o d i s c r i m i n a t i o n  

o acculturation 
o a s s i m i l a t i o n  

EVALUATUON PROCEDURES: 

<) Oral Summary 

<> Explain the concept of culture 
and cultural diversity. 

<> Define the following: 
o culture 
o subculture 
o values 
o prejudice 
o stereotyping 
o ethnocentrism 
o racism 
o d i s c r i m i n a t i o n  

o acculturation 
o a s s i m i l a t i o n  

METHODS: 

Lecture 
Group Discussion 
Group Exercises 

TRAUNUNG SUPPLUES, AUDS, AND 
EQUUPMENT: 

Flipchart 
Transparencies 
Over-head Projector 
Participant Manual 
Vdting Paper 
Pens or Pencils 

H=2 
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KI~IT~@E~ILI�9 

As we mentioned in the last module  on the impor tance  of 

cul tura l  differences, the concept of cul ture has  long been of in teres t  

as we try to unde r s t and  h u m a n  behavior and the motivational forces 

for var ious  behaviors. Culture provides the rules tha t  people live by; 

it shapes  their  thought  patterns,  perceptions and  communica t ion .  As 

our  count ry  becomes more and more cultural ly diverse, the concept  

of cu l ture  becomes increasingly impor tant  for all sectors of society. 

The existence of a mul t i -cul tura l  society demands  tha t  we operate  

with an  open view to things, appreciat ing tha t  there are a variety of 

different ways of functioning. Learning to appreciate someone else 

m e a n s  first being able to unde r s t and  them, their  lifestyle and  the  

th ings  t ha t  they believe in. 

It is critical tha t  juvenile justice, law enforcement,  probation,  

court, ins t i tu t ion  and communi ty  pract i t ioners u n d e r s t a n d  the  

juveni les  whom they encounter  in their  work. Only by u n d e r s t a n d i n g  

t hem will we be able to perform our  jobs safely and efficiently a n d  

avoid the problems tha t  could h inder  our  general  job performance.  

American Correctional Association ~ ~nstructor's ~anuaB 
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T h i s  m o d u l e  a d d r e s s e s  t h e  def in i t ions  of a n u m b e r  of c u l t u r a l  

c o n c e p t s  t h a t  will  s e rve  a s  a f o u n d a t i o n  for u n d e r s t a n d i n g  o u r s e l v e s  

a n d  t h e  b e h a v i o r  of o the r s .  

OBJECTIVES 

At t h e  e n d  of  t h i s  m o d u l e ,  p a r t i c i p a n t s  will be  ab le  to: 

E x p l a i n  t h e  c o n c e p t  of  c u l t u r e  a n d  c u l t u r a l  d ivers i ty .  

Def ine  t h e  fol lowing t e r m s :  

�9 c u l t u r e  

�9 s u b c u l t u r e  

�9 v a l u e s  

�9 p r e j u d i c e  

�9 s t e r e o t y p i n g  

�9 e t h n o c e n t r i s m  

�9 r a c i s m  

�9 d i s c r i m i n a t i o n  

�9 a c c u l t u r a t i o n  

�9 a s s i m i l a t i o n .  

~z~:{:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:z:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:{:~:~:~:~:~:~:~:~:~:~:~:~:~i~:~:~:~:~:~:~:~:~:~:~s~:~:~:~:~s~:~:~:~:~:~:~s~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~ 
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We s t a r t e d  the  las t  module  wi th  a work ing  defini t ion of cu l tu re :  

Transparency 2.1 

DEFINITION OF CULTURE 

Culture is a set of beliefs, values, arts, 

morals, habits and customs held by a 

specific group of people. 
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There are other definitions of cul ture and they range from the 

complex to the simple. One of the more simplistic definitions is: 

Transparency 2.2 

CULTURE 

"A set of traditions and rules that 

shape the feelings, thoughts and 

behaviors of a group of people." 

(Light & Keller) 
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fVlodule 2: CULTURAL DIFFERENCES ~ WHAT iS RT? 

A n o t h e r  defini t ion is: 

. . . . . . . . . . . . . . . . . . . . . . .  J !  . . . . . . . . . . . . . . . .  ,111 ~ . . . .  ~ J L  

Transparency 2.3 

CULTURF_ 

"An integrated system (of human behavior) with its own ~I~TERI~L 

LOGIC. At the deepest level of culture is a co~'e I~eBi~fI' system which 

feeds a vaBu~ s t ~ ' u c t ~  which drives the I~ehavi~'s. To understand 

culture, it is necessary to tap into all three levels." (Green Circle 111) 

E x p e r t s  agree  t h a t  cu l t u r e  is a n  i n t eg ra t ed  p a t t e r n  of  b e h a v i o r ,  

m e a n i n g  t h a t  w h a t  we t h i n k  a n d  believe, w h a t  we v a l u e  a n d  h o w  we  

ac t  a n d  r e a c t  a re  a t t r i bu t ab l e  in large p a r t  to o u r  "cu l tu re . "  

O n e  w a y  to look a t  c u l t u r e  is to t h i n k  of it a s  a n  iceberg.  As  y o u  

c a n  see  on  th i s  t r a n s p a r e n c y  dep ic t ing  a n  iceberg,  s o m e  c u l t u r a l  

c o n c e p t s  a re  visible  or "above the  w a t e r  line," whi le  o t h e r  c o n c e p t s  a r e  

invisible ,  or  be low the  surface .  
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Transparency 2.4 

CULTURE 

(Drawing of iceberg) 

The  tip of the  iceberg is the  consc ious  p a r t  of o u r  c u l t u r e  ~ ou r  

l anguage ,  o u r  c u s t o m s ,  the  way we dress ,  the  way  we ce lebra te  

th ings .  T h e s e  are  the  t h ings  t h a t  people can  see a b o u t  us ,  a n d  they  

are  a lso the  eas i e s t  t h ings  to change ,  a d a p t  or inf luence .  The  base of 

the  iceberg,  the  p a r t  t h a t ' s  u n d e r  water ,  r e p r e s e n t s  the  s u b c o n s c i o u s  

p a r t  of c u l t u r e  - -  the  core beliefs, the  va lues  a n d  t he  t h o u g h t  

p a t t e r n s .  

If we c a n  inc rease  o u r  u n d e r s t a n d i n g  of t he  c h a r a c t e r i s t i c s  of 

c u l t u r e  a s  t hey  p e r t a i n  to the  va r ious  g roups  of j u v e n i l e s  t h a t  we 

come  in c o n t a c t  with,  we m a y  be able to avoid u n n e c e s s a r y  

m i s u n d e r s t a n d i n g s .  
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Let 's examine  a few of those  cha rac t e r i s t i c s  of cu l t u r e  t h a t  a re  

pr imar i ly  ~m our  awareness :  

Transparency 2~ 

CNAIRACTERIST~CS IN OglR AWARENESS 

Language and Communication 

Diet and Eating 

Dress and Appearance 

L a ~ g ~ a g ~  a ~  C ~ m z a ~ c a ~ i ~  

People 's  c o m m u n i c a t i o n  sys tems ,  bo th  the  verbal  a n d  nonve rba l ,  

d i s t i n g u i s h  one group from ano the r .  Bu t  the  s y s t e m s  a r e  

overwhelming.  There  are  m u l t i t u d e s  of "different" l a n g u a g e s ,  

a n d  some  na t ions  have 15 or more  l anguages .  Often, w i t h i n  one  

g roup  of people, the re  are dialects ,  accen t s ,  s lang,  j a rgon ,  etc.  
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D i e t  and E a t i n g  ~: 

The w a y  t h a t  va r ious  groups  of people select, p repare ,  p r e s e n t  

a n d  ea t  the i r  foods var ies  according to the i r  cu l tu re .  Many  

g roups  of people,  especial ly the 99-p lus  mil l ion people  who  have  

b e e n  served by  McDonald 's ,  love beef. Bu t  beef  is forb idden  by  

the  H indus .  The Chinese  and  m a n y  other  g roups  ea t  pork,  b u t  

pork  is forb idden  in the  Moslem and  J e w i s h  cu l tu re .  The way  

t h a t  g r o u p s  of people ea t  also differ - -  from one 's  h a n d s  a n d  

chop  s t i cks  to full se t s  of cutlery. Somet imes ,  a p e r s o n ' s  cu l tu re  

even tells t h e m  w h i c h  h a n d  shou ld  hold the  fork m the  r ight  or 

left. 

D r e s s  and  A p p e a r a n c e  

The w a y  a g roup  of people dress  or m a r k  the i r  bodies  is often a 

cu l t u r a l  choice.  T h i n k  abou t  the  J a p a n e s e  k imono,  the  African 

h e a d d r e s s ,  the  Native Amer ican  Indian  h e a d b a n d .  The  Ya raba  

of Wes t  Africa (Nigeria) m a r k  the  faces of the i r  ch i ld ren  from 

b i r t h  as  a s ign of beau ty ,  t r ibal  pride a n d  recogni t ion.  Many  

s u b c u l t u r e s  w e a r  d i s t ingu i sh ing  clothing, s u c h  as  the  colors of 

the  y o u t h  gangs. 
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Nodule 2: CULTURAL DgFFERENC[=S ~ WHAT ~S gT? 

Now, let 's  look at  a few of those  cha rac t e r i s t i c s  of c u l t u r e  t h a t  

are j~aI~ lb~llew our  level of awareness :  

I i ii i i i i! ii iiii iii!il i~i ii ~i~i!!i~,ii'~ ', iiii~,~,iill ~,', i i,'i!:',',','i'ili~,~i'!~,'i'ii ~i: ~i',=~!i':',~i'!~i',~ii iii i i 

Transparency 2.6 

Relationships 

Use of Space 

~> Values 

T h i n k  a b o u t  the  m a n y  ways  a g roup  a n d  ind iv idua ls  w i t h i n  t h e  

g roup  re la te  to one ano ther .  Many  of the  r e l a t i onsh i p s  t h a t  we  

have  are  fixed in our  minds .  Many  g roups  of people r e l a t e  

"down" to y o u t h  and  revere the  elderly. Many  g r o u p s  re la te  in  

va ry ing  ways  to pe r sons  of s t a t u s ,  wea l th  or power,  whi le  
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ignoring the ordinary  or poor person. In m a n y  groups,  the male 

is head  of the family, and  in some groups,  the female is the 

head.  In some groups,  women wear  veils and  do not  play a 

visibly active role in society; in other  

cons idered  equal,  ff not  superior,  to men. 

groups,  w o m e n  are 

Some groups  pract ice 

m o n o g a m y  (one h u s b a n d ,  one wife), while o ther  g roups  accept  

polygamy (one h u s b a n d ,  several wives) or even polyandry  (one 

wife, several  husbands ) .  

Use of Space (spatial relations) 

Cul tu re  ha s  m u c h  to do with how people use  and  respect  their  

space  and  tha t  of others.  Some groups require  d i s tance  be tween  

individuals  who are speaking  to each other; o ther  g roups  need 

individuals  to be m u c h  closer to the person  wi th  w h o m  they are 

speaking .  Some groups  are s t ruc tured  and  formal, while o thers  

are flexible and  informal.  Some groups have a series of different 

"space" r equ i remen t s  tha t  depend on var ious  s i tua t ions .  

American Correctional Association 10 Instructor's Manual 
: : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : : :  



~:~:~?~2:~:~:~:~:~:~:~:;:~:~:~:~:~:~:2:~:2:~:~:~:~:z:~:~>::~:::::~:::~:2~:~:~:~:;:~a:~:~:~:;:~:;:~:~:+:~:::~:~:~:~:~:~:~:~:~:~2~::;:~:~:~:~:~:~:~:~.~:~:~:~:~:~.;:~:~:~:~a~:::~:~:~:~:~:~:~:~:~:~:~:~:~?~:~:~:~:;:~:~:~:~:~ 

Niodule 2: C U L T U R A L  DDFFERENCES ~ W H A T  IS I]T? 
~ : :  ~ ; ;  :~:~:~:~:~:: ;~ :  ~ : :  ;:: ~: ;: ;'::~:~:~: ~ ;~ ; : : : : : : : : : :  ~: ~:~:~:~:~: ~: ~: ~: ;~:~: ;: ~: ~: ~:~:;:~ ~: :~: ~:~: ~::: ~ ~:: ;: :~:~::: ~:  ~ ~ ~ ~:~:: ~ ;  ~: ;: :~:: ~:~:: :~: ~: ; : : :  $:~:~:~: ~: ~:: ~ : :  :~:~: : : : : : :  ~:~: ~: ~: :  ~: : ; : : : :  :~;:: :~;: ;:: :~: ;:~:;: ;:: ~:;,~:~:~: ~ : ; ;  ~ ~: ;:;:;: :~: :~:~:~;~; ~;;;~: ~: ~: ~: :~: ~:  ~: ~: ~ ~ ;; ~:~:~: ~:~:~: ~: ~: ~: ~: ~: ~: :;:~;: :~a~: ~ : : : : :  ;:: : ; :  ~: ;: ;: ~: ;: ~: ~:;;~:;:;:~:;~:~:;;:: :~: ~:  :~: : : :  : ; : :  : ; : : :  : ; :  :~:;~:~:: ; : : :  ;: ~: ;~ ;: ~: ~:~: ~: ~ ~: :~:~: ~ ~: :~: :~: :~: ~ : :  ~ ~;: ~;~ ~:: ~ ~:~:~: :~:: :~:: :~::: ~: ~:: ~:~: ~: ~: ~: ~: :~: ~::: ;~: ~ : : : :  ~:~:: ~: ~ ~:~:~: ~:: : ; :  ~: ~:~: ~ ~ ~ ~;::: 

Values  relate to beliefs and behaviors  we strongly believe in. 

Values  have a great  deal to do with personal  and  social "needs." For 

example,  groups  of people who are operat ing on a survival level va lue  

acqui r ing  food, clothes and  shelter, while groups  who are opera t ing  a t  

higher,  more  affluent levels value mater ia l  things,  or professional  a n d  

persona l  growth, like improving the quali ty of their  lives and  r each ing  

serf-fulfillment. Anthropologist  Ina Brown says: "People in different 

cu l tu res  are pleased, concerned, annoyed or e m b a r r a s s e d  a b o u t  

different th ings  because  they perceive s i tua t ions  in t e rms  of different 

sets  of premises."  

A cu l tu re  has  many,  m a n y  facets B which  differ from one group  

of people to another .  As the iceberg graphical ly depicts,  so m u c h  of 

w h a t  people think,  believe, value and  act  upon  is "below the surface" 

of the i r  awareness .  

TWo anthropologists ,  William G u d y k u n s t  and  Young Yun Kim 

express  the  same  concept: 
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Transparency 2. 7 

CULTURE IS HIDDEN 

The way we perceive the world, what we expect of it, and what we think 

about it, is so basic and so ingrained, is buried so deep in us and in our 

unconscious that we continuously act and react without thinking why 

without even realizing that we might think why. 

(Gudykunst & Yun Kim) 

This "subconscious"  way of approaching  the world doesn ' t  m e a n  

t ha t  people were born  with their  ideas and opinions.  Bu t  it does 

m e a n  t ha t  from very early in childhood, people learned more  abou t  

how to live t h a n  they  were consciously taught .  They observed wh a t  

thei r  families and  friends of their  families did, a n d  said. They 

w a t c h e d  how the i r  families related to others, reacted to s i tua t ions  and  

t hen  abso rbed  those  ways as being the right ways.  For  example,  in 

m a n y  cul tures ,  m a n y  people ma in ta in  s t rong ties wi th  thei r  extended 

family (grandparen ts ,  aun ts ,  uncles,  cousins ,  and  is some cases,  
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Nodule 2: CULTURAL  DIFFERENCES - -  W N A T  gS IT? 

friends). In other  cultures,  people may  become independent  and  leave 

their  families, or may have fewer ties with the extended family. 

Children l is ten and learn and absorb how to relate to others.  

We've all absorbed an amazing n u m b e r  of a t t i tudes,  beliefs and  

behaviors  wi thout  actual ly being t augh t  abou t  them. 

Small  group exercise. 

Ibaxag~age ~ C ~ ~ i c a ~ o  Give examples  of speech  

pa t t e rns  and body language, including eye contact ,  ges tures ,  

d i s t a n c e / s p a c e  philosophy of your  group. 
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 

Relationships. What  does your group believe about  the role of 

f ami ly  members?  How does your group relate to o thers  based  

on the following characterist ics:  

* a g e  (younger children, elderly grandparents)  

| g e n d e r  (how women and men relate to each other) 

. a u t h o r i t y  (school, work, law enforcement,  judges,  

juvenile just ice  workers). 

T i m e  and  Space .  Is time important?  Does your  group view tha t  

being early for an  appointment  is impor tant?  Is being late an  

insul t?  Does being late mean  anything?. How does your  group 

use  space when  they speak informally, when they are with their  

peers,  when  they speak  to authori ty? 

~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:1a~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~a:~::~:~:~:~:~:~:~ 
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T h e  r e a s o n  t h a t  i t 's  i m p o r t a n t  to ge t  in  t o u c h  w i t h  t h e  c o r e  

be l ie fs  a n d  v a l u e s  of o u r s e l v e s  a n d  o t h e r s  is b e c a u s e  to a m a j o r  

ex t en t ,  t h e y  g r ea t l y  i n f luence  b e h a v i o r .  As  we  s a w  w i t h  t h e  i c e b e r g  

c o n c e p t ,  m a n y  of t h e s e  bel iefs  a n d  v a l u e s  m a y  be  d e e p l y  i n g r a i n e d  

a n d  o f t en  h i d d e n  f rom o u r  a w a r e n e s s .  

To k n o w  a n d  u n d e r s t a n d  t h e  c u l t u r e  of o t h e r s ,  we  m u s t  f i r s t  

k n o w  a n d  u n d e r s t a n d  o u r  own  c u l t u r e ,  delve in to  o u r  o w n  core  be l i e f s  

to d i s c o v e r  h o w  we h a v e  b e e n  m a k i n g  s e n s e  of  o u r  wor ld .  As  w e  

p r o c e e d  w i t h  t h i s  m o d u l e  on  c u l t u r a l  d ivers i ty ,  t he re fo re ,  we ' l l  a l s o  do  

i n d i v i d u a l  a n d  s m a l l  g r o u p  e x e r c i s e s  to  u n d e r s t a n d  o u r s e l v e s  b e t t e r .  
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M o d u l e  2: CULTURAL DIFFERENCES - -  WHAT IS IT? 
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 
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Here 's  an  overview of the topics we'll d i scuss  to 

u n d e r s t a n d  diversity and  its impact  on our  jobs: 

a t t emp t  to 

Transparency 2.8 

OVERVIEW OF TOPICS 

Selective Perception 

Classification 

Acculturation 

Assimilation 

Values 

Ethnocentrism 

Bias and Prejudice 

Stereotypes 

Racism 

Discrimination 

~ :~ :~ :~s~ :~ :~ :~ :~s~ :~ ;~ :~s~ ;~ :~ ;~sz~ :~ :~s~ :~ :~ :~ :~ :~ :~s~s~ :~ :~ ;~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ ;~ :~ :~ :~ :~s~s~ :~s~ :~ :~ : : : ~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~s~ :~ :~ :~ :~ :~ :~ :~s~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~s~z~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~s~ :~s~ :  

Amer ican Correctional Association 18 Instructor's Manual 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . .  ~ "  �9 u . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  ~ �9 . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . .  ~ . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  :~.::~:,::~:~.>>>:.:.,.~ ........................ : . : , ,  : : : : : :  : =~ : :  : : : : :w::: : : :  = : , : : ; : ~ :  : : : :  : : : :  : : :~  : : : : :  ~ : :  ; : : ; :  : : : : :  : : : : : : : : : : : : : : : : : : : : : : :  ~= : : , ~  



Nodu le  2: CULTURAL DIFFERENCES ~ WHAT ~S E ?  

~ E E C ~  ]P~,]~C~,]FJ~]~OI~ 

The pr inc ip le  of selective pe rcep t ion  m e a n s :  

: ::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::: ::ii::i::i::: iii;;~i::ii::::::!~i::iii::::iii~i::i~ ii~ii~ ~i::i::~::iii::ii::::i::~:::i i:::;~ii:i;i i!::~::~i~!~!iii~i~i!i~!ii~i~i~::~i!i!~ii~;~.~ii~;i~i~ ~:~::i~ii~i~;~i~i~i::~i;ii~i~!i~i~i~:~i~ii~:~i~;;!~:~i~:~!~i~i~;~i:~!~ ; ~  ~ ; ~ i !  
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Trana~arancy 2~ 

@ELECTIVE PI~RCEPT~ON 

An interpretation of physical 

sensation in the light of experience. 

(Webster's) 

Very s imply,  selective pe rcep t ion  m e a n s  t h a t  people  have  e i ther  

exper ienced  or have  been  t a u g h t  to perceive the  world  a r o u n d  t h e m  

in a ce r t a in  way.  The world is filled wi th  senso ry  informat ion .  Sights ,  

smel ls ,  s o u n d s ,  t a s t e s  and  t ex tu res  b o m b a r d  us .  If people  t r ied to 

g r a sp  all of the  informat ion  a r o u n d  them,  they  m i g h t  go crazy. So, to 

keep  sane ,  a n d  to m a k e  sense  of the  env i ronment ,  it is n e c e s s a r y  for 

one g e n e r a t i o n  to t each  the next  how to screen,  filter, a n d  perceive the  

wor ld  selectively.  
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Module 2: C U L T U R A L  D IFFERENCES ~ W H A T  IS iT? 

Transparency 2.10 

FIFTY-FIVE MEN 

FIFTY-FIVE MEN OF UNKNOWN ORIGINS FOUND FAME AND 

FORTUNE IN THE MARATHON AND WERE ALL FOUND TO BE 

SOUND OF BODY AND FIT AS FIDDLES BECAUSE THEY 

FOLLOWED THE RULES OF THE RACE. 
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iViodule 2: CULTURAL DIFFERENCES ~ WHAT ~S ~T? 

People tend to perceive and  select those th ings  tha t  they have  

been  t a u g h t  are acceptable,  and  they ignore all other  possibil i t ies 

unt i l  someone  is successful  in point ing t hem out. There are m a n y  

examples  of th is  phenomenon  in daffy life. Th ink  abou t  the  way  t h a t  

some groups  of people dress. Each  group m a y  focus on ce r t a in  

aspec t s  of clothing - -  the color, the style, the cu t  - -  and  not  on o the r  

aspects .  Or people focus on clothing at cer ta in  t imes and  no t  a t  

others .  For ins tance,  each group knows tha t  one type of c lo th ing is 

appropr ia te  for work, for meetings,  for cour t  a p p e a r a n c e s  or d i n n e r  

par t ies ,  and  ano ther  type is appropr ia te  for picnics  or spor ts  out ings .  

And the  choices tha t  different groups make  for each  occasion will va ry  

according to their  customs.  
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 

CLASSIFICATION 

Transparency 2.11 Overview 

CLASSIFICATION 

After l e a rn ing  how to selectively perceive the  world  a r o u n d  them,  

people  begin  to classify th ings  t ha t  appea r  to be alike, a n d  give t h e m  

a label.  In the  a r e a  of clothing,  for ins tance ,  if y o u t h  are  w e a r i n g  the  

red a n d  b lue  colors of k n o w n  gangs,  people label the  w e a r e r s  as  gang  

m e m b e r s  - -  w i th  all the  emot ions  tha t  "gang" connotes :  fear, d i s t r u s t ,  

violence. If people  w e a r  Kente cloth shawls  or headgear ,  s o m e  g roups  

classify the  w e a r e r s  in some way  - -  according to h o w  they 've  b e e n  

t augh t .  Favorab le  or unfavorable .  If people w e a r  the  j u d g e ' s  robe, or 

the  police officer's uni form,  or conservat ive b u s i n e s s - w o r l d  sui ts ,  

o the r  people  will c lassify t h e m  ~ and  immedia te ly  feel t he  emot ions  

they  have  b e e n  t a u g h t  a b o u t  the  var ious  groups .  
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Nodule 2: CULTURAL  DIFFERENCES ~ W H A T  ~S iT? 

Most  exper t s  agree t h a t  classifying or g roup ing  w h a t  is perceived 

is n a t u r a l ,  a n d  is, in fact, g ~ e ~ a ~ m ~ a J l  to the  t h i n k i n g  process .  If 

people  did no t  classify information,  they  would  no t  be  able  to 

u n d e r s t a n d  or relate  to all the in format ion  they  c o n s t a n t l y  receive. 

People f rom all cu l tu res  classify. The p rob lem is t h a t  t he  w a y  

g r o u p s  c lass i fy  th ings ,  and  a t t ach  m e a n i n g s  a n d  emot ions  to those  

th ings ,  is no t  universa l ,  and  therefore  t e n d s  to c rea te  a g rea t  deal  of 

m i s u n d e r s t a n d i n g  and  trouble.  

Once  a g roup  of people classif ies someth ing ,  t hey  often forget all 

the  deta i l s  t h a t  m a k e  each  of the  i t ems  different or un ique .  Once  the  

g roup  is classif ied,  people opera te  on a u t o m a t i c  pilot. If one  group,  

therefore ,  perceives  t h a t  people d re s sed  in African c lo th ing  will t end  

to be  mi l i t an t ,  they  "selectively perceive" every p e r s o n  d r e s s e d  t h a t  

w a y  as  "mil i tant ."  If one group d e t e r m i n e s  t h a t  H i span i c s  or A m e r i c a n  

I n d i a n s  are  lazy, u n w o r t h y  of recognit ion,  they  t h e n  "selectively 

perceive" t h a t  every Hispanic  or Amer i can  Ind ian  is lazy. 

People a lso classify cer ta in  behav io r s  ~ w h i c h  b e c o m e s  a n o t h e r  

c a u s e  of m i s u n d e r s t a n d i n g .  For ins tance ,  a juveni le  looking into the  

eyes of the  j u d g e  du r ing  a cour t  hea r ing  m i g h t  be  s een  as  a s incere  

p e r s o n  in  s o m e  cu l tu res ,  b u t  is a n  inso len t  in Hi span ic  cu l tu re .  

~ :~:,-.. :~ ~ : ~ : ~ :  :. ~.~ ~ , ~  �9 , ~ .  ~.~ : - : : ~  : ~*,~.~ ~ ~ ~ :~ ~ . ~ a  ~ ~ a ~  : ~:~::~:~:~ ~ , : ~  ~ ~:~:: : ,  * : : :  : :  ," ~ : : : ~ : * : ~ : ~ a , ~ ; ~ : ~ : ~ :  : : : : :  ~ : :  : ~  ~ ~ ~a  ~ : ~ : ~ a ~ a ~ : ~ : ~ r  ~ , ~ , ~  
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Module 2: C U L T U R A L  DIFFERENCES ~ W H A T  IS IT? 
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Transparency 2.12 

KEY POINT 

Once people I of any culture ~ have classified their world, they 

forget the details or the features that made the individual items 
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~odule 2: CULTURAL DIFFERENCES - -  WHAT iS W? 
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Everyone  finds it difficult to ~ec~aaaify the  i t ems  or even to look 

a t  t h e m  ou t s ide  of the i r  categories  again.  Becoming  aware  of the  w a y  

t h a t  we selectively see th ings  a n d  classify them,  then ,  is a f irst  a n d  

maj or s tep  in p repa r ing  to lea rn  o ther  cu l tu res .  If we don ' t  k n o w  h o w  

we a u t o m a t i c a l l y  perceive the  world - -  a n d  ff we don ' t  realize t h a t  o u r  

pe rcep t ion  is only ~ e  of m a n y  ways  to perceive it - -  we will neve r  be  

able  to a c c e p t  the  percept ions  of someone  from a different  cu l t u r e .  

It is i m p o r t a n t  to note  t h a t  cu l tu re  is no t  s t a g n a n t ,  b u t  t h a t  it is, 

in fact, a lways  changing.  The  cu l tu r e  of t he  Afr ican A m e r i c a n  is 

different  t oday  t h a n  it was  twenty  or th i r ty  y e a r s  ago. The  c u l t u r e  of 

w h a t  w a s  once  k n o w n  as  the  Soviet Union  is u n d e r g o i n g  d c a s ~ c  

c h a n g e s  wi th  the  fall of c o m m u n i s m  a n d  the  i n t r o d u c t i o n  of w e s t e r n  

in f luences .  

The  va r i ous  c h a n g e s  t h a t  a n  individual ,  or even  a g roup ,  

u n d e r g o e s  as  a r e su l t  of ou ts ide  in f luences  a re  called a c c u l t u r a t i o n  

a n d  ass imi la t ion .  
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS iT? 

Transparency 2.13 Overview 

ACCULTURATION 

The modification of cultural characteristics 

due to influences from another culture. 

(Light and Keller) 

Transparency 2.14 

ASSIMILATION 

The acceptance of the cultural patterns of 

the larger society by members of a subculture. 

(Light & Keller) 

B o t h  t h e s e  t e r m s  a r e  i n t e r r e l a t e d .  
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~odule 2: CULTURAL  DIFFERENCES ~ W H A T  ns liT? 

All immigran t  groups coming to the United Sta tes  undergo  a ~  

form of accu l tu ra t ion /ass imi la t ion .  Many try to resis t  it. Some 

groups  ass imi la te  j u s t  enough to ensure  their  basic  survival, like food, 

clothes and  economic security. For ins tance,  they m a y  learn  the  

language  enough  to unde r s t and  it, b u t  not  enough  to speak  it. One 

of the  p rob lems  tha t  often plagues immigran t  families is t h a t  t hey  

often do not  accu l tu ra t e / a s s imi l a t e  a t  the  same  rate. While the  

chi ldren tend  to assimilate the values  and  behaviors  of w e s t e r n  

cul ture ,  thei r  pa ren t s  tend to hold on to the t radi t ional  va lues  of the i r  

home land. 

The children,  then,  quickly become ~ - ~ ~ ' a ~  ~ bas ical ly  living 

and  opera t ing wi thin  two cultures,  b u t  favoring wes te rn  cu l tu rk l  

no rms  over the  norms  of their  tradition. Parents  and  g r a n d p a r e n t s  

often see this  s i tua t ion as frustrat ing.  Their  chi ldren m u s t  often be 

the l anguage  l ink be tween them and  the outside world. W h e n  the  

chi ldren are involved in the juvenile jus t ice  system, not  only is 

c o m m u n i c a t i o n  difficult, bu t  acquir ing cooperat ion from p a r e n t s  a n d  

signif icant  o thers  is near  impossible.  
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Modu!e 2: CULTURAL DIFFERENCES i WHAT IS iT? 
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 

The acquisition of values is a p r o c e s s  that  begins at birth, and 

ends at death. Through everyday living, people usual ly  find legitimacy 

and personal  satisfaction from the value concepts they hold. 

Individual value systems, however, may undergo several changes  as 

people move through the various stages of life. People tend to accept 

or deny certain values either because they find new needs to fill or 

because  they have assimilated different views of life. 
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One way tha t  m any  groups pass  on their  va lues  to ch i ld ren  is 

t h r o u g h  proverbs ~ little sayings t ha t  embody  a great  deal  of 

information.  Remember  tha t  these  proverbs  don ' t  necessar i ly  t e a c h  

w h a t  everyone considers  positive values.  Proverbs can  t each  va lu e s  

of any  kind.  

i'a~i;ia~!e~ 2 ~ ~ i'i'~ ! ~  i~ie'~ ~i"~ 

Tt'~nsparency 2.16~ 

PROVERBS 

"If at first you don't succeed, try, try again." 

"A bird in the hand is worth two in the bush." 

"A penny saved is a penny earned." 

"Early to bed, early to rise, makes a man 

healthy, wealthy and wise." 
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Module 2: CULTURAL DIFFERENCES - -  WHAT iS iT? 

Transparency 2.16b 

PROVERBS (cont.) 

"Spare the rod, and spoil the child." 

"Children should be seen but not heard." 

"Luckless is the man who loses his horse, 

lucky is the man who loses his wife." 

"It takes an entire village to raise a child." 

Values ,  then ,  are  selectively t a u g h t  and  selectively perceived.  

E a c h  g roup  of people  bel ieves in and  accepts  w h a t e v e r  m a k e s  sense  

for them.  E a c h  g roup  of people also classifies the  th ings  they  perceive 

m ideas,  people,  s i tua t ions ,  behaviors  m as  good or bad ,  r ight  or 

wrong,  des i rab le  or undes i rab le ,  according to the  w a y  they  perceive. 
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iVlodule 2: CULTURAL DIFFEREHCES ~ WHAT ItS W? 

This  po in t  bea r s  repet i t ion.  One of the  p rob lems  w i t h  c lass i fy ing 

is t h a t  once a group  classifies someth ing ,  a n d  accep t s  it, t hey  f ind it 

difficult to accep t  o ther  ways  of perceiving a n d  class i fying th ings .  

For in s t ance ,  m a n y  of us  were  t a u g h t  from early ch i ldhood  t h a t  

" taking o the r  people 's  things" is called steal ing,  a n d  is wrong,  a n d  we 

t e a c h  ou r  ch i ld ren  the  same  th ing .  Well, he re ' s  a n  example  of one  

g roup  of people  who don' t  classify " ~ a k ~ g  ~h~g~"  as  s tea l ing.  

A c o u n s e l o r  who had  a n  Amer i can  Ind ian  chi ld in  he r  g r o u p  

h o m e  repor t ed  t h a t  she  was  receiving a great  n u m b e r  of c o m p l a i n t s  

f rom the  o the r  ch i ldren  in the  h o m e  t h a t  th i s  chi ld  h a d  s to l en  

s o m e t h i n g  f rom t h e m  ~ a comb, a swea te r  or a book.  The  c o u n s e l o r  

told the  chi ld  t h a t  it was  wrong  to s tea l  a n d  t h a t  he  m u s t  s top t a k i n g  

o ther  people ' s  th ings .  

B u t  the  child got confused  a n d  told the  counse lo r  t h a t  he  w a s  

s imply  a ~ a ~ g  ~ not  stealing. The counse lo r  d i s c u s s e d  the  p r o b l e m  

wi th  he r  supe rv i so r  who  told h e r  t h a t  a m o n g  some g r o u p s  of A m e r i c a n  

Ind ians ,  t h i n g s  are often sha r ed  a m o n g  relat ives a n d  f r iends  a n d  t h a t  

the  idea  of pe r sona l  ownersh ip  is no t  impor t an t .  

After she  t h o u g h t  a b o u t  it, the  counse lo r  exp la ined  t h i s  

~ i ~ x ~ c ~ s ~ a ~ g  to the  o ther  chi ldren,  b u t  it h a d  no effect. T h e y  
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS ~T? 
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still felt t h a t  t ak ing  th ings  t h a t  belong to someone  else cons t i t u t e s  

"stealing" a n d  is wrong.  

W h a t  these  ch i ld ren  h a d  not  even tr ied to find ou t  is t h a t  if t h e y  

h a d  bor rowed  s o m e t h i n g  from the A m e r i c a n  Ind ian  child, he  would  

not  expec t  it to be r e tu rned .  The chi ldren were a l ready  so locked into 

the i r  own  va lues  t h a t  they  couldn ' t  see the posit ive side of the  

A m e r i c a n  Ind ian  cus tom.  They resen ted  the  idea of hav ing  s o m e t h i n g  

stolen f rom them,  and  they  reacted  emotionally.  

They  could not  re-classify the child 's  behav ior  from s t e a l i n g  to 

s h a r i n g ,  a n d  so they  rejected bo th  the behavior  a n d  the  child.  

W h e n  we t ry  to u n d e r s t a n d  values  m our  own  or t hose  of o ther  

g roups ,  it m i g h t  be eas ie r  to look at  w h e t h e r  the  cu l tu r e  p u t s  the  

ind iv idua l  first  or the  g roup  first. 
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~odule 2: C U L T U R A L  DIFFERENCES ~ W H A T  IlS liT? 
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Some cul ture  groups  emphasize  the "I Approach" to life and  the i r  

va lues  tend  to be centered a round  the individual .  People in t h e se  

g roups  might  th ink  in these terms:  

family and  I need to be provided for. 

"I need to m a k e  it in life. My 

And w h e n  I'm in some k ind  of 

t rouble,  o ther  people don' t  have an  obligation to take care of me.  

They migh t  help me, bu t  there 's  no ~ b ~ g a r  to care for me." 

Other  cul ture  groups  emphas ize  the '~vVe Approach" to life. They  

believe t ha t  people belong to communi t i e s  ~ and  t ha t  everyone ~a 

obligated to take  care of everyone else. They also believe t ha t  loyal ty 

to the  g roup  is more impor tan t  t h a n  any one person ' s  success .  

Gro ups  of people who wandered  in the deser t  often h a d  th is  '~r162 

Approach"  to life. For instance,  the Bedouins  who at  one t ime  

inc luded  a great  n u m b e r  of Arab nat ions ,  held these  values .  Let 's  

look a t  a few of them. 
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Module 2: CULTURAL DIFFERENCES - -  WHAT iS IT? 

Transparency 2.17 

"WE APPROACH" VALUES 

Hospitality 

Generosity 

Courage and Bravery 

Honor 

Self-respect 

Hospitality 

This va lue  s t r eng thens  the group. People will open the i r  homes  

a n d  give a meal  and  a place to anyone who a sks  for it. No one 

is a s t ranger .  

Generosity 

This va lue  also s t r eng thens  the group. Wha t  is mine  is yours .  

Those  who  are weal thy  give freely to the poor. 
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J 

~odule 2: CULTURAL DIFFERENCES - -  WHAT ~S ~T? 

C e ~ r a g e  amd I~zavery 

The people a re  willing to bear  great  physical  or emot ional  pa in  

wi thou t  showing tha t  they are in pa in  - -  for the  sake  of the 

group.  They will give their  lives for the  group.  

Honor  in this  cul ture  me a ns  s t and ing  up  for the  g roup  - -  not  

be t ray ing  the group - -  not  t ak ing  "more" (food, water ,  etc.) for 

yourse l f  ff the group needs it. 

geNo~eSpecr 

The single mos t  impor tan t  way to gain and  keep self-respect  in 

some g roups  tha t  have this  a pp roa c h  is for the  m e n  to take  

responsibi l i ty  for the sexual  behavior  of their  w o m e n  - -  their  

s i s te rs  or their  daughters .  Somet imes ,  tha t  responsibi l i ty  might  

m e a n  killing the w oma n  who b r o u g h t  s h a m e  to the  group.  

~:~:~:~:~:~:~:~:~:~:l:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~`:~:~:~:::~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~a~:~:~:~:~:~:~:~:~:~:~:~a~:~`~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~,~:~:~:~:~:~:~:~:~:~:~:~:~:~:~: 
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The following is a n  a c c o u n t  of the  Tangu  people of New G u i n e a  

a n d  the  va lue  they  place  on winning.  

"The Tangu ,  a people  who  live in a remote  p a r t  of New 

Guinea ,  p lay  a game  called taketak ,  w h i c h  in m a n y  w a y s  

r e s e m b l e s  bowling.  The game is p layed wi th  a top 

f a sh ioned  from a dried fruit  wi th  two g roups  of coconu t  

s t a k e s  t h a t  are  dr iven into the g round  (more or less  like 

bowl ing  pins).  The p layers  divide into two t eams .  The  

m e m b e r s  of the  first  t e a m  step to the  line a n d  t ake  t u r n s  

t h rowing  the  top into the i r  ba t ch  of s takes;  every s t ake  they  

hi t  t hey  remove.  T h e n  the  m e m b e r s  of the  second  t e a m  

toss  the  top into the i r  b a t c h  of s takes .  The object  of the  

game,  su rpr i s ing ly ,  is no t  to knock  over as  m a n y  s t a k e s  as  

possible .  Rather ,  the  game con t inues  un t i l  b o t h  t e a m s  

have  removed  the  s a m e  n u m b e r  of s takes .  W i n n i n g  is 

comple te ly  i rrelevant ."  (Light & Keller, 1982) 

In some  c u l t u r e s  w i n n i n g  or coming first is h ighly  va lued .  

s t a t u s  is s een  as  powerfu l  a n d  admirable .  

S u c h  
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Transparency 2.18 

"11APPROACN" VALUES 

Materialism 

Success 

Work/Activity 

Progress 

<} Democracy 

Many people judge things in material  or f inancial  terms. And 

m a n y  get more excited about  "things" t h a n  they do abou t  ideas,  

people or art. 
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Success 

This value especially focuses on the individual. Many people 

judge success  in terms of materialism. They believe tha t  there 

will always be another  opportunity, another  job, ano ther  stock 

marke t  option, another  chance at the lottery. "If at  first, you 

don' t  succeed, try, try again." 

Work/Activity 

Any kind of movement  - -  doing, working, keeping busy  - -  are 

valued as "ends" in themselves. Remember the proverb: "Idle 

h a n d s  are the devil's workshop?" 

Progress 

This value is like success. Many people believe tha t  individuals,  

society and  the world can keep on progressing unt i l  they are 

perfect. Unfortunately,  some people equate "new" with "best." 

Democracy 

Many people believe tha t  all men  and women are created equal 

and  tha t  government  is for and by the people. 

American Correctional Association 41 Instructor's Manual 
::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::: 



. . . . . . . . . . . . . . . . .  �9 ":" . : .  ",:.:':,~:-:. ~: : : . : : . . : , : : :  ~: ;: :: :: ,: ~:: ~:: :: :: ,: :: :: :: ~ ~ ~ a ~ ~ ~: ~ ~: ~ :  ~: ~: ~ ,,: ~: ~: ~: ~: ~: ~: ~: ~ :  ~: ~a ~-~: ~: ~: ~: ~ ~ ~: ~: ~: ~: ~: ~: :: :: ~: ~ :  ~: ~: ~: ~: ~: ~: ~4 ~: ~: ~: ~ :  ~, ~: ~: ~: ~ ~: ~ :  ~: ~ :  ~: ~: ~: ~: ~: ~: ~: ~ :  ~: ~: ~ :  ~ ~: ~: ~: ~: ~ :  ~: ~: ~ 9~: ~:~: ~: ~: ~: ~ :  ~ ~: z: ~: ~4: ~: ~: ~'~: ~: ~: ~: ~: ~:: ~: ~: ~; ~; ~: ~: ~: ~: ~: v~: i: ~ :  ~: ~: ~: ~: ~: ~ :  ~: ~: ~: ~: ~: ~ :  ~: ~,~: ~: :: ~: ~: ;: ~: ~ ~: ~ ~ 4: ~ ~ ~: ~: ~ ~: ~: ~: ~: ~ ~ ~: ~ ~: ~ :  ~ :  ~ :  ~ ~ ~: ~ :  ~ ~: ~: ~ ~: ~: ~: ~: ~: ~: ~: ~: ~ ~ ~ :  ~: ~: ~ ;: ~: ~: ~4: ~: ~: ~: ~: ~: ~: ~: ~: ~: ~: ~: ~ :  ~ 4: ~: ~: ~: ~: i: ~: ~, ~: ~: ~: ~: ~: ~: ~: ~: ~: ~: ~: ~: ~: :: ~: ~ ~ 9~: ~ :  ~: ? ~, :: ~: ~ :  ~: ~: ~: ~: ~: ~: ~ ~: ~: ~: ~a: ~: ~: ~: ~: ~: ~: ~ :  ~a:  ~: ~: ~: ~: ~: ~: ~: ~4:~4 4: ~: ~:~:~ ~: ~: ~ 4: ~: ~ ~ ~ ~: ~: 

~odule 2: CULTURAL DIFFERENCES ~ WHAT ~S ~T? 

:~ W h e n  we ta lk  a b o u t  the va lues  t h a t  a ce r ta in  ~ l $ ~ r ~  g ~  

has ,  r e m e m b e r  t h a t  not  all pe r sons  in the  g roup  th ink ,  feel a n d  ac t  

the  same .  Smal le r  g roups  wi th in  one larger  g roup  m a y  d e m o n s t r a t e  

va ry ing  degrees  of "I Approach" or %Ve Approach"  va lues .  T h e s e  

sma l l e r  g r o u p s  m a y  have the s a m e  bas ic  va lues ,  b u t  m a y  s imp ly  l e a n  

f u r t h e r  t oward  the  'T' or '~r162 a p p r o a c h  t h a n  the  original  g roup  as  a 

whole.  Smal l e r  g roups  tha t  th ink ,  feel a n d  ac t  differently t h a n  the  

la rger  g roup  are  called subcu l tu r e s .  

. . . . . . . . . . . . . . . . . . .  1 

Transparency 2o ~9 

SUBCULT~r~ 

"A group whose perspective and lifestyle are significantly different from 

those of the cultural mainstream, and who identify themselves as 

different." (Light & Keller) 
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Within  a subcu l tu re ,  va lues  and behaviors  - -  tha t  are acceptable  

wi th in  the  d o m i n a n t  cul ture  ~ are exaggerated, and  therefore take  on 

new meanings .  For example,  street gangs ~ which  are a s u b c u l t u r e  

don ' t  entirely oppose the dominan t  culture; they j u s t  exaggerate  the 

concept  of self-preservation,  or the right to bear  a rms ,  and  they 

t r ans la t e  these  va lues  into 'justifiable" acts of violence. 

Juven i l e s  m a k e - u p  a sub-cul ture .  The extent  to which  we 

u n d e r s t a n d  this  group will influence how well we do our  jobs.  

Take a few m i n u t e s  and  th ink  back  to your  own youth .  Th ink  

abou t  some of the th ings  you did, your  lifestyle, your  friends, your  

family, your  school days  how you percieved society and  your  place in 

it. Many of us  look back  on these  days and say "those were the  days." 

Many  of us  are e m b a r r a s s e d  now by some of the silly th ings  we did, 

m a n y  probably  wish  they had  done things  differently and  still o thers  

of us  are quite h a p p y  with  our  youth.  Nonetheless,  we can  all agree 

t ha t  our  y o u t h  was  a t ime w h e n  we were gett ing to know ourselves,  

t ak ing  chances ,  exper iement ing  and rationalizing all of our  behaviors .  

How would  you  character ize  your  behavior  and  the  behavior  of yo u th  

today?  How are they  the same?  How are they different? 
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~odule 2: CULTURAL DIFFERENCES ~ WHAT iS 0T? 

We seem to agree tha t  juveni les  often have a different se t  of 

morals ,  values ,  cus toms  and beliefs when  compared  to m a n y  adul t s .  

Many have  said tha t  the condit ion of youth,  or wha t  we can  call the  

s tage of adolescence  is more a s tate  of mind  t h a n  a condi t ion of the  

body. Youth  today often receive confus ing a nd  cont rad ic tory  

messages .  They are influenced by family, parents ,  peers,  p r in t  a n d  

the electronic media.  There act ions  are largely ba s e d  on these  

inf luences  to their  value system. Some charac ter i s t ics  t ha t  typify the  

va lues  of juveni les  as a sub-cu l tu re  are: 
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Module  2: CULTURAL DIFFERENCES - -  WHAT IS IT? 

Transparency 2.20 

CHARACTERISTICS THAT TYPIFY THE VALUES OF 
JUVENILES AS A SUBCULTURE 

Vulnerable to peer pressure 

Require peer group recognition 

Search for a sense of belonging 

Ambivalent about power and authority 

V u l n e r a b l e  t o  P e e r  P r e s s u r e  

Often t imes the peer group tha t  a juvenile associa tes  with, sets 

up the pa ramete r s  tha t  dictate individual behavior.  The sense of 

want ing  to belong and receive peer group approval  is impor tan t  for 

m a n y  juveniles.  Many juveniles find their behavior  legitimized by 

their  peer  groups even if t ha t  behavior is considered inappropr ia te  to 

the wider society. 
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Most juveni les  wan t  to have a sense  of belonging to s o m e t h i n g  

or someone.  They are able to easily find this  type of recognit ion f rom 

indiv iduals  who are very m u c h  like themselves .  They are likely to 

conform to the  es tabl ished and  accepted behaviors  of the  peer  g roup ,  

so as  to avoid rejection. 

This sense  of belonging for mos t  juveni les  comes out  of a n eed  

to find some type of legitimacy for their  beliefs, hab i t s  and  va lues .  

Adolescence is often a time for decision making,  value tes t ing  a n d  

exper iment ing .  

Adolescence is a time w h e n  individuals  undergo  a s ense  of 

g randeur .  Probably at  no other  t ime in our  lives do we have a g r ea t e r  

percep t ion  of being powerful and  fearless. Many juveni les  see power  

and  au tho r i t y  displayed by adul t s  as  an  i ssue  t ha t  does not  or s h o u l d  

not  apply  to them. A sense of free sp i r i tedness  is quite dominan t .  
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 
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Let us  d i scuss  the sub-cu l ture  of u r b a n  youth.  One of the 

principles of some u r b a n  youth  is the tolerance of individual  behavior.  

The self destruct ive behavior  of others is seen as "ain't none  of my  

bus iness ."  Many adul ts  have a very difficult time u n d e r s t a n d i n g  this  

type of menta l i ty  as it goes against  the grain of social responsibil i ty.  

In the u r b a n  you th  culture,  this  mental i ty  finds legitimacy as a way 

to survive the h a r s h  realities of the street. 

These character is t ics  influence the perception tha t  juveniles  have 

of the juvenile  jus t ice  system, making  the job of serving t h e m  even 

more difficult. As practi t ioners,  we need to u n d e r s t a n d  the 

perspective from which  m a n y  juveniles tha t  we serve come. Within 

the context  of cu l tura l  differences these character is t ics  become even 

more complex. Unders t and ing  this perspective can  help u s  to develop 

ideas to foster be t ter  communica t ion  and defuse the "us aga ins t  them" 

mental i ty.  
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Module 2: CULTURAL DIFFERENCES - -  WHAT BS BT? 

It is safe to say t h a t  all g roups  of people are  b o u n d  or l imited by 

the i r  own core beliefs, va lues  a n d  behaviors .  It 's a p h e n o m e n o n  cal led  

e t h n o c e n t r i s m .  

Transparency 2.21 

ETIH]NOCI~TF~II$~ 

"The belief that one's own culture represents 

the natural and best way to do things..." 

(Rosman and Rubel) 
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Module 2: CULTURAL DIFFERENCES ~ WHAT IS IT? 

Each  group of people th inks  that  its group is the bes t  one, the  

r ight  one, the super ior  one. Each  group believes tha t  the  way tha t  

t h e y  see th ings  is the way tha t  things are supposed  to be seen. Each  

also looks out  from the center  of a personal  and  cul tura l  universe.  

Each  cul ture  has  its own value system; the more one accepts  (or 

internalizes) this  value system, the more a person is likely to view his  

in te rpre ta t ion  as morally correct and the other person ' s  as "falling 

shor t  of grace" or immoral .  From this e thnocentr ic  point  of view, 

people (and the group they belong to) are in the center.  Other  people 

and  events  revolve a round  them.  

The t r u t h  is t ha t  people have many  personal  and  cu l tura l  points  

of view. Even within  your  own culture, you are the only person  wi th  

exactly your  outlook. Here again, tha t ' s  because  it's not  only your  

cu l tu re  t ha t  de termines  who you 

depends  on your  early family 

are. Much of your  personal i ty  

experiences, your  psychological  

development ,  your  level of serf-esteem, your  degree of educat ion,  etc. 

It 's easy to say: '"Walk a mile in someone else 's shoes" ~ b u t  it 's 

not  easy  to do. We can  observe, study, talk, listen, 

empa th ize  wi th  others,  b u t  our eyes, ears,  mind  

exper iences  still in terpre t  w h a t  we take in. 

imagine and  

and  personal  
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Module 2: CULTURAL DIFFERENCES ~ WHAT nS BT? 
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 
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~odule 2: CULTURAL DIFFERENCES ~ WHAT iS iT? 

HANDOUT 2~ 

For each category, check whether it would be the same or different, if 

you woke up tomorrow and belonged to a different race or ethnicity. 

Same l~iffere~t 

Residence 

Social Group 

Occupation 

Religion 

Music 

Car 

Entertainment/ 
Hobbies 
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Module 2: CULTURAL DIFFERENCES WHAT IS = "~ 
a T  

Ethnocent r i sm may lead people to exaggerate everything tha t  

their  own group does and is. 

e thnocentr ic  nat ion? For 

Think about  the United States.  

example, when the United 

Is it an  

States  

government  intervenes in the politics of other countries,  is this an  

e thnocentr ic  action? Why?. 

From this  discussion of ethnocentr ism and  the values  tha t  

var ious groups  of people hold, it 's easy to see how people can  develop 

biases  and  prejudices or negative feelings toward different groups of 

people. And prejudices then, lead to the formation of s tereotypes 

abou t  these  groups, which in turn, leads to behavior  which 

discr iminates  against  par t icular  groups of people. 

Let 's ta lk about  bias and prejudice. 

~:~:~:~:~:~:~;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~;~:z:~:~:~:~:~:~:;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~: 
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~odule 2: CULTURAL DIFFERENCES ~ WHAT BS I~T? 
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Bias ~z~ Y~re j~ce  

Transparency 2.22 

An inclination toward or against someone or something. 

PIRIEJUD~CE 

"An attitude toward someone or something 

whereby one prejudges the other, usually negatively." 

(Henslin & Light) 

"Bias" and "prejudice" are almost  synonymous.  Bias is a n  

incl inat ion toward or against  something and prejudice literally m e a n s  

"pre-judgement." Everyone who classifies objects and people pre- 

judges  them. We a~l, therefore, possess under lying biases  a n d  

prejudices tha t  affect our work in some way. 
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Module 2: CULTURAL DIFFERENCES m WHAT IS IT? 
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Do you  t h i n k  t h a t  you have  a t endency  to favor y o u r  own e thn ic  

g roup?  

Has  a n y o n e  ever told you t h a t  you were p re jud iced?  

If so ,  do you  t h i n k  t h a t  th is  was  due  to you r  own e thn ic i ty  or 

due  to y o u r  t r e a t m e n t  of t h a t  pe r son?  

W h a t  types  of b i a ses  do you  th ink  t h a t  juven i les  p o s s e s s ?  

People who  are  locked into thei r  own beliefs a n d  a t t i t u d e s  c a n  do 

two  th ings :  
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Module 2: CULTURAL DIFFERENCES ~ WHAT iS liT? 
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Transparency 2.23 

H~GHLY P~EJ~DncE~ PEOPLE 

1. They'll ignore any new information that doesn't fit into their 

categories or that might prove them wrong. 

2. They'll interpret what they do see to fit their categories. 
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Module 2: CULTURAL DIFFERENCES ~ WHAT IS IT? 
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Here's an  example of how a highly prejudiced person  might  act: 

Transparency 2.24 

HOLDING ON TO OLD CATEGORIES 

Detention Worker A: The trouble with these macho Hispanic kids is 

that they're always looking for a fight. 

Detention Worker B: But, that's not really true. Look at the records. 

Last month, we had twice as many white kids 

involved in fights. 

Detention Worker A: See, that's my point! That shows they're 

sneaky too. 
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Module 2: CULTURAL DIFFERENCES ~ WHAT IS BT? 
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Detent ion  Worker A is so locked into his  own prejudices  a b o u t  

Hispanic  you t h  tha t  even in the face of the facts, he can ' t  change .  

Psychologists  call this p h e n o m e n o n  a "confirmation bias." People t ry 

to fit new informat ion in old categories, to ma ke  w h a t  they  learn  agree  

with w h a t  they  already know. 

Ano the r  tendency  tha t  highly prejudiced people do is called "fill 

in the  b lanks ."  People a s s u m e  tha t  persons  who are good at  one t h i n g  

will be good at  something  else. For example,  they  will a s s u m e  t h a t  a n  

a c c o u n t a n t  probably  manages  his  or her  persona l  f inances  well, or 

t ha t  a k ind  and  indulgent  manage r  will also be a good "family" pe r son .  

And ~ even more damaging  ~ they a s s u m e  the reverse: t h a t  a 

pe r son  who is poor at one th ing will be poor at  someth ing  else. For  

example,  a juvenile  who m u m b l e s  whe n  he speaks  will also fal ter  

w h e n  he reads  or writes, and  therefore be unproduc t ive  t h r o u g h o u t  

his  or he r  life. 

Somet imes ,  highly prejudiced people even infer t ha t  a p e r s o n  of 

a different cul ture  who fails at  a par t  of his  or her  job is s imply  

inferior a n d  will not  succeed at  anything.  

Often, th is  inference comes from a stereotype.  
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Stereotypes 

Transparency 2.25 

STEREOTYPES 

"An exaggerated, [fixed, rigid] 

belief consisting of 

unfounded generalizations 

of what people are like." 

(Henslin & Light) 

Most groups of people tend to stereotype the different racial and 

ethnic groups  tha t  make up their  society. These stereotypes are often 

so powerful tha t  even personal  knowledge of friends and  public figures 

may not  change them. 
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Once again,  and �9 keep repeat ing this  idea, classifying ideas,  

th ings  a n d  people is the way tha t  our  minds  operate.  We ~ to 

simplify our  world so tha t  we  can  know it a nd  u n d e r s t a n d  it. We 

canno t  ~o~ stereotype. 

Unfor tunate ly ,  the selective percept ions  t ha t  people choose�9 to  

form a s tereotype are usual ly  not  correct; the var iables  t ha t  t end  to 

pu t  people into certain categories are often not  ba s e d  on facts or 

logical r eason ing  ~ bu t  on personal  bias  and  prejudice.  Yet, once 

people define their  categories, they general ly become rigid a n d  

inflexible. Tha t  is why people find it difficult to ques t ion  or analyze  

the  bas i s  of a stereotype. It's j u s t  ~ a s ~  to accept  t h e m  a s  facts.  

If you  t h i nk  about  it, any one group can  be charac ter ized  in a n  

a lmos t  infinite n u m b e r  of ways.  It is, therefore, impossible  to k n o w  

there  is to know about  tha t  par t icu la r  group.  

S te reo types  s tar t  this  way: 
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Transparency 2.26a 

. 

T W O  S T E P S  TO S T E R E O T Y P I N G  

People are grouped together because they have a few 

common traits, attitudes or behaviors. 

For example:  Men. Women.  

Amer ican  Indians .  Police Officers. 

could go on and  on. 

Children. African Americans .  

Judges .  Probat ion Officers. We 
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i  iii, i i, i ........................ I ii!!ii!i!iii!ii iiiiiiiil 
Transparency 2.26b 

. 

T~O STEPS TO STEREOTYP~ING ~cOn~o) 

The same traits, attitudes and behaviors are applied to ~ v ~  

member of the group. 

P e o p l e  t e n d  to  g e n e r a l i z e .  So,  t h e y  s a y  ... M e n  a r e  ... W o m e n  

a r e  ... C h i l d r e n  a r e  ... A f r i c a n  A m e r i c a n s  a r e  ... A m e r i c a n  I n d i a n s  

a r e  ... Po l i ce  Of f i ce r s  a r e  ... P r o b a t i o n  Of f i ce r s  a r e  ... J u d g e s  a r e  ... 

P e o p l e  s t e r e o t y p e  a g r o u p ' s  r a c e ,  e t h n i c i t y ,  g e n d e r ,  age ,  r e l i g i o n ,  

d i s a b i l i t y ,  s e x u a l  o r i e n t a t i o n  o r  o c c u p a t i o n ,  e tc .  

T h e  f a c t  t h a t  p e o p l e  t h e n  b e c o m e  d e p e n d e n t  o n  s t e r e o t y p e s  c a n  

b e  a m a j o r  s o u r c e  of  conf l ic t .  O n e  d a n g e r  t h a t  is  i n h e r e n t  i n  

s t e r e o t y p e s  is  t h a t  t h e y  give p e o p l e  a f a l s e  s e n s e  o f  w h a t  to  e x p e c t  o f  

a p a r t i c u l a r  g r o u p  ~ w h i c h  in  t u r n  s e t s  u p  a seK-fu l f f l l ing  p r o p h e c y .  

T h e  s t e r e o t y p e s  t h e m s e l v e s  a c t u a l l y  i n f l u e n c e  h o w  o t h e r  p e o p l e  d o  

ac t .  F o r  i n s t a n c e ,  if  a n  off icer  a s s u m e s  t h a t  s o m e o n e  wil l  r e s i s t  
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ar res t ,  a n d  t r e a t s  t h e m  as  t h o u g h  they will, they  wil l  ac tua l ly  a p p e a r  

to be res i s t ing  ar res t .  

If a police officer t h i n k s  t h a t  African Amer i can  or Hispan ic  or 

As ian  ch i ld ren  will c a u s e  trouble, and  t r ea t s  t h e m  as  ff they  will, t hey  

will ac t  in a s u s p i c i o u s  way. 

Most  of ou r  b iases ,  pre judices  and  s te reo types  are  l e a rned  in 

m u c h  the  s a m e  way  t h a t  we learn  va lues  ~ t h r o u g h  pe r sona l  

exper ience ,  in fo rmat ion  we receive from our  family, fr iends,  t e ache r s ,  

t he  c h u r c h  or the  media:  radio, movies, television a n d  n e w s p a p e r s .  

Here ' s  a n  example  of a s tereotype ba sed  on p e r s o n a l  exper ience .  

And it 's  a t r ue  story. 
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M o d u l e  2: CULTURAL D I F F E R E N C E S  - -  W H A T  ~S N '?  
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An I r i sh -Amer ican  w o m a n  and  he r  th ree  y o u n g  d a u g h t e r s  h a d  

all b e e n  v ic t ims  of verbal  and  phys ica l  a b u s e  at  the  h a n d s  of the  girls '  

I r ish  fa ther .  Some t ime after the  fa ther  was  a r r e s t ed  a n d  h a d  left 

the i r  home ,  the  w o m a n  shocked  he r  own c o m m u n i t y  by  m a r r y i n g  a n  

Afr ican Amer ican .  She mar r ied  h i m  b e c a u s e  he  w a s  good to he r  a n d  

to h e r  ch i ldren .  Each  of the th ree  d a u g h t e r s  grew u p  and ,  in t u r n ,  

m a r r i e d  Afr ican Amer icans .  None of the  girls h a d  ever even d a t e d  a 

m a n  f rom the i r  own cul tura l  group.  They were  afraid to. They  h a d  

genera l ized  the i r  exper iences  wi th  bo th  the i r  Dad a n d  the i r  s t e p f a t h e r  

to en t i re  g r o u p s  of men.  

A n o t h e r  grea t  source  of the  s te reo types  t h a t  people  have  is t h e  

media .  Movies, television, radio, n e w s p a p e r s  ~ all h ighly  access ib le ,  

h ighly  conv inc ing  forms of c o m m u n i c a t i o n  ~ often d e t e r m i n e  h o w  

people  c lass i fy  those  of different groups .  W h e n  they  wri te  a b o u t  or  

b r o a d c a s t  only  the  negative facets  of va r ious  g roups  of people,  t h e y  

have  the  abi l i ty  to s t r eng then  a n d  p e r p e t u a t e  false beliefs.  
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Notice how the media  often portrays people as one-dimensional  

characters .  

I~ Do certain ethnic groups have a greater tendency to be involved 

in organized crime? 

I~ Are males  or females more likely to take pr imary  responsibil i ty 

for child rearing? 

Do people with disabilities make valuable contr ibut ions  to the 

larger society.9 

Do members  of certain racial groups have a tendency to belong 

to you th  gangs? 

The fiat images in movies, television, and advertising, then, do 

tend to form a n d / o r  reinforce the assumpt ions  and biases  tha t  mos t  

people have about  certain groups. When people are consistently 

portrayed negatively, the image takes on a reality of its own and is 

then  accepted as fact. 
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~odule 2: CULTURAL DIFFERENCES - -  WHAT BS ~T? 

As practi t ioners within the juvenile just ice  system, we are often 

faced with a double whammy: the negative media  images and  the 

personal  experiences we have with juveniles in trouble. We routinely 

see the Hispanic child who is involved in gang activity; the African 

American juvenile who might  have been caught  dealing drugs. It's 

difficult to continually encounter  these images and negative s i tuat ions  

and ~@~ form ideas about  certain ethnic groups as a whole. 

The tendency to stereotype negatively, a l though easy to 

unde r s t and ,  is dangerous,  because it influences the way tha t  people 

act. 

It's crucial  then  tha t  we in the juvenile just ice  system recognize 

the stereotypes we may have against  minori ty offenders. Only 

t h rough  awareness  can we prevent stereotypic th inking from tu rn ing  

into discr iminatory behavior. 
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R a c i s m  

Transparency 2.27 

RACISM 

"The [attitude or] belief that some 

races are superior to others." 

(Light & Keller) 

R a c i s m  is a lso  the  ex tens ion  of a n  a t t i t ude  or bel ief  into s o m e  

k ind  of ac t ion .  A l t h o u g h  we are  focus ing  on behavior ,  a t t i t u d e s  are  

of c ruc ia l  i m p o r t a n c e ,  b e c a u s e  they  are  the  mo t iva t i ona l  forces  t h a t  

d e t e r m i n e  w h a t  k i n d  of ac t ion  a pe r son  takes .  

Rac i sm,  t h e n ,  c a n  also be defined as  a n y  activity,  i nd iv idua l  or 

i n s t i t u t iona l ,  d e l i b e r a t e  or  n o t ,  bu i l t  on  a belief  t h a t  one  e thn i c  g r o u p  

is s u p e r i o r  to a n o t h e r .  
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iViodule 2: CULTURAL  DIFFERENCES - -  W H A T  iS BT? 

If r ac i sm is s tudied systematically,  we can  see how i m p o r t a n t  

a t t i tudes  are. They are one of the ma in  factors t ha t  p roduce  va r ious  

acts  of oppress ion  and  repression of one group by another .  At t i tudes  

and  act ions  are inseparably  b o u n d  to each other. 

Rac ism develops because  of ignorance.  Var ious  g roups  of people  

do not  t ake  the  time to know enough  abou t  one another ,  a n d  

unfor tuna te ly ,  they act on their  "lack of knowledge" a nd  thei r  beliefs 

of superiori ty.  

Slavery in this  country is one of the mos t  vivid examples  of 

ins t i tu t iona l  racism. The t r ea tmen t  and  sys temat ic  killing of J e w s  in 

Nazi G e r m a n y  is another  vivid example.  Hitler enslaved a nd  killed the  

J e w s  to e n s u r e  the longevity and  "pureness" of the "superior" Aryan  

race k his  race. 

The J o i n t  Commiss ion  on Mental  Heal th  of Chi ldren  wrote: 
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Transparency 2.28 

RACISM 

"Racism is the number one public health problem facing America. The 

conscious and unconscious attitudes of superiority which permit and 

demand that a majority oppress a minority are a clear and present 

danger to the mental health of all children and their parents... Its 

destructive effects severely cripple the growth and development of 

millions of our citizens, young and old alike. Yearly, it directly and 

indirectly causes more fatality, disability, and economic loss than any 

other single factor." The Joint Commission on the Mental Health of 

Children. 

R a c i s m  is  a n  a t t i t u d e  t h a t  t r a n s l a t e s  i n to  s o m e  k i n d  of  a c t i o n .  

B u t  w h e t h e r  a n  a c t i o n  is  r a c i s t  o r  no t ,  t r e a t i n g  s o m e o n e  u n f a i r l y  

b e c a u s e  o f  t h e i r  r a c e ,  co lor ,  re l ig ion ,  sex ,  n a t i o n a l  o r ig in ,  age ,  o r  

d i s a b i l i t y  ~ is  c a l l e d  d i s c r i m i n a t i o n .  
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IViodule 2: CULTURAL DIFFERENCES ~ WHAT BS BT? 

Transparency 2.29 

I~g$CI~NAT~ON 

"The act of singling out for unfair treatment." 

(Henslin & Light) 

T h e r e  a r e  d i f fe ren t  t ypes  of d i s c r i m i n a t i o n .  D i s c r i m i n a t i o n  c a n  be :  

T~'a~spare~cy 2.3~ 

TYPES OF D~SCF~NA3=~ON 

Intentional 

Unintentional 

Institutional 
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Module 2: C U L T U R A L  DIFFERENCES m W H A T  IS IT? 
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In tent iona l  D i scr iminat ion  

In t en t iona l  d i sc r imina t ion  inc ludes  activities t h a t  a re  i n t e n d e d  

to hu r t ,  exclude  or limit a m e m b e r  of a different group.  

examples  migh t  inc lude  the  pract ice of  a p a r t h e i d  in 

Africa, the  activit ies of the  Ku Klux Klan, 

r e fus ing  to sell or r en t  to a pa r t i cu la r  group.  

Some 

S o u t h  

segrega t ion  laws, 

U n i n t e n t i o n a l  D i scr iminat ion  

U n i n t e n t i o n a l  d i sc r imina t ion  inc ludes  ac t ions  of ind iv idua l s  or 

g roups  t h a t  unin tent iona l ly  have a negat ive  effect on a n  

ind iv idua l  from a different group. 

b e c a u s e  of ignorance  or a lack 

These  ac t ions  u s u a l l y  occur  

of u n d e r s t a n d i n g  a b o u t  the  

sens i t iv i t ies  of others .  An example  might  be a s s u m i n g  t h a t  non-  

s t a n d a r d  Engl i sh  speak ing  individuals  work  a t  m e n i a l  t a sks ,  or 

t h a t  people who  a s s u m e  a bowed pos tu re  do no t  u n d e r s t a n d  

w h a t  is be ing  said.  
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~odule 2: CULTURAL DIFFERENCES ~ WHAT nS liT? 

Inst i tu t ional  discrimination includes policies or pract ices 

es tabl ished by an organization tha t  are intended to be ~ e ~ a ] l  

and  apply to everyone, bu t  have an adt~re~ae ~ e c ~  on 

individuals  or groups identified by their  race, color, religion, sex, 

nat ional  origin, age, or handicapping condition. For example, a 

juvenile  facility might  have a policy of serving cheeseburgers  on 

Wednesdays.  This policy is intended to be neutral ,  for the whole 

group. It is an  example of inst i tut ional  discrimination,  however, 

to those juveniles who cannot  eat meat  and dairy together  due  

to religious beliefs. 

iliii if! i ii i 'i i -ii I 
i ~ii~i~ i ~  ~i~i~i!i~ii~ ~i~i~i~i~ ~i~iii~i~iiii~i iiii i iii iiiii I 
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS IT? 
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D i s c r i m i n a t i o n  

To be effective in our  role as  law e n f o r c e m e n t / j u v e n i l e  j u s t i ce  

p rac t i t ioners ,  we m u s t  recognize our  own b iases  a n d  pre judices ,  the  

s t e reo types  we believe and  m a k e  a c o n s c i o u s  d e c i s i o n  not  to m a k e  

dec i s ions  b a s e d  on t he se  emot ions  and  faulty beliefs. 

To p reven t  d i sc r imina to ry  behavior,  then:  

Transparency 2. 3 l a 

r 

r 

STEPS TO PREVENT DISCRIMINATION 

Be aware of your assumptions and stereotypes. 

Recognize that your culture is no better or worse than any 

other culture. 

Understand that cultural differences are not inherently negative. 
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Nodule 2: CULTURAL DIFFERENCES ~ ~ H A T  0S iT? 
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Tr~nsp~rer~cy 2~ l b 

~TEP$ TO PRIEVE~T Dg$CI~0~0~TO@~ {c~nto} 

Respect the individuality of each person. 

Set a personal example of professional behavior. 

Use neutral language. 

Take time to learn about the cultures of other people. 
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M o d u l e  2: CULTURAL DIFFERENCES ~ WHAT IS IT? 
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HANDOUT 2.7 

As a final exercise to this module, answer the fo l lowing 
quest ions.  Write your answers individually. 

. What is the difference between culture and cul tural  d iversi ty? 
What dif ference does that make to me? 

. The terms I learned in this module that I did not fu l ly  
understand before are: 

3. The most  important  th ing i have learned from th is  module is: 

4. I intend to use this information on the job by: 
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iVtodule 2: CULTURAL DIFFERENCES ~ WHAT gS iT? 

g g J g g ~ f  

In th i s  module ,  we've covered a grea t  deal  of in format ion .  We 

d i s c u s s e d  the  concept  of cu l tu re  and  w h a t  it m e a n s .  

We sa id  tha t ,  to mee t  the i r  vary ing  needs ,  g roups  of people  

devise a way  of living t ha t  su i t s  the i r  pu rposes .  Some  of t he  

cha r ac t e r i s t i c s  of each  cu l tu ra l  group c a n  be  seen,  s u c h  as  t h e i r  

l a n g u a g e  a n d  c o m m u n i c a t i o n  styles - -  b o t h  verba l  a n d  non-ve rba l ;  

the i r  diet  a n d  ea t ing  habi ts ;  the i r  d ress  a n d  a p p e a r a n c e .  Some  of t he  

cha r ac t e r i s t i c s  of each  group are so ingra ined  t h a t  a l t h o u g h  we c a n  

observe  people ' s  behaviors ,  the  ac tua l  origins of the  cha r ac t e r i s t i c s  a re  

h idden .  These  inc lude  the ways  t h a t  va r ious  group  m e m b e r s  re la te  

to one  ano the r ;  the i r  use  or n o n - u s e  of space;  the i r  va lues .  

We t h e n  covered, in sequence ,  a n u m b e r  of i s s u e s  s u r r o u n d i n g  

cu l tu re ,  inc luding:  

S e l e c t i v e  IPe~eep~iog, w h i c h  m e a n s  t h a t  e a c h  g r o u p  o f  

people  in te rpre t  life, the  world,  w h a t  they  see in  s l ight ly  

different  ways ,  depend ing  on the i r  exper iences  in  the  wor ld .  

American Correctional Association 84 0nstructor's ~/tanuaU ::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::: 



~:~$~:~:~$~:~:~:~:~:~:~:~:~:~:~:~a:~:~:~:;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~:~:;:;:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:;:~:~:~:~:~:~:~:~:~:;:;:~:~:~:~:~:~:~:~ 
Module 2: CULTURAL DIFFERENCES - -  WHAT iS iT? 

r 
Classification. After learning how to selectively perceive 

the world around them, people begin to classify things that 

appear to be alike, and give them a label. Once a group of 

people classifies something, they then forget all the details 

that make each of the items different or unique. Once the 

group is classified, people operate on automatic pilot. 

We also talked about: 

r Values. We discussed 

approaches to life, the 

Approach." The Wee Approach" groups value hospitality, 

generosity, courage and bravery, honor and self-respect. 

The "I Approach" groups tend to value materialism, 

success, work and activity, progress and democracy. 

how there are basically two 

"We Approach" and the  "I 

We discussed: 

r 

r 

Ethnocentr i sm,  or being the center of one's own universe. 

Prejudice, actually pre-judging things, events, people. 

~:~#~:I~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~$~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:;:~:~:~:~:~: 
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Module 2: CULTURAL DIFFERENCES ~ WHAT BS RT? 

0 g~r162 or ha l f - t ru ths  t h a t  people believe a b o u t  o the r  

people,  t h a t  are often t a u g h t  by  our  p a r e n t s  a n d  fr iends,  or  

t h a t  we experience persona l ly  or in the  media .  

~ t a c i ~ ,  a belief t h a t  one race is supe r io r  t h a n  ano the r .  

l ~ a c ~ i ~ a ~ i ~ ,  the  ac t  of t rea t ing  ind iv idua ls  or g r o u p s  

unfa i r ly  b e c a u s e  of the i r  race,  color, religion, sex, n a t i o n a l  

origin, age, or disability.  
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Module 2: CULTURAL DIFFERENCES = WHAT IS iT? 

EVALUATION 

At the beginning of this module, we said that  you would be able to: 

Explain the concept  of culture and cultural diversity.  

* "Culture is a set  of traditions and rules  tha t  shape  the 

feelings, thoughts  and behaviors of a group of people." 

* Cul tural  diversity can include a variety of definitions 

or descriptions. Participants should  include at least  

the basic approaches  to thinking pa t te rns ,  values, 

orientat ion and behaviors. 

Define the following terms: 

* Subculture 

A group whose perspective and  life style are 

significantly different from those of the  cul tura l  

mains t ream,  and who identify themselves  as  different. 

~:~:~:~:~:~:;~z~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:i:~:~:::~i:~:~:~:~:~:: ~:~:?~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~:~:~:~:~:~:~:~:~:~:~:~:~i~:~::~?~:~:~:~:~:~:~:~:~:~.~:~:~:~;~:~:~:~:~:~:~:~:~:~:~:~:~:~;~;~;:~:~:~:~:~:~:~:~:~:~;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:;:~:~: 
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~odule 2: CULTURAL DIFFERENCES ~ WHAT ~S ~T? 
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0 

0 

0 

0 

0 

General  ideas about  wha t  is good or bad,  r ight  or 

wrong, desirable or undesirable.  

The belief tha t  one's own cul ture  represents  the  

na tura l  and best  way to do things.. .  

The modification of one's own cul tura l  charac te r i s t ics  

due to influences from another  culture.  

"The acceptance of the cul tura l  pa t te rns  of the la rger  

society by members  of a subcul ture ."  

An at t i tude toward someone or something whereby  

one prejudges the other, usual ly  negatively. 

An exaggerated, (fixed, rigid) belief cons is t ing  of 

unfounded generalizations of wha t  people are like. 
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Module 2: CULTURAL DIFFERENCES - -  WHAT iS iT? 

- '  :'~:-- " * R a c i s m  

The (at t i tude or) belief t ha t  some races  are  supe r io r  to 

others .  

* D i s c r i m i n a t i o n  

The act  of s ingl ing out  for unfa i r  t r e a t m e n t .  

~:~;:~:~:~:z~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~?~:~:~:~:~:~:~:~;~:~:~:~:~:~:~::~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~::~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~ 
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Module 2: CULTURAL DIFFERENCES - -  WHAT US UT? 
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Ableism-- Policy/pract ice of discrimination based  on disability. (action) 

Policy/pract ice of discrimination based  on age. (action) 

Assumpt ions :  Abstract,  organized, general  concepts  which  inf luences  

a person ' s  out look and behavior. 

Behavior-- The manne r  in which a person conducts  themself.  

Bi-cul tural ism:  is the flexible and ba lanced integrat ion of two 

cul tures .  Many immigrant  families experience this  when  they are 

faced with assimilat ing into a new cul ture  while holding on to the  

va lues  and  beliefs of their old culture.  This process  can  be very 

cha l lenging  for many, particularly adolescents,  who assimilate  into the  

new cul ture  a lot faster than  their  parents .  

Diversity_ Educat ion:  Educat ional  programs designed to promote  

awareness ,  unders tanding,  m u t u a l  respect  and ha rmon ious  re la t ions  

be tween different cultures.  The t ra ining programs may  be cu l tura l ly  
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Module 2: CULTURAL DIFFERENCES ~ WHAT IS iT? 

specific or culturally general, focusing on increased communication,  

conflict resolution and other job related skills. 

_Ethnorelativism: A judgmenta l  approach that  regards all cul tures or 

ethnic groups as having equal value, no culture is superior  to another.  

Homophobia:  Policy of discrimination based on sexual orientation. 

Melting Pot: The expectation that  the European immigrants  who came 

to the United States would "melt", that  is interact and intermarry to 

form a new cultural  and biological blend (Henslin & Light.) The 

problem with this new American cultural identity was that  it was very 

Anglo-Saxon in influence. Many immigrants had  problems 

conforming to this new cultural  identity and value system. They were 

not  willingly 

America, the 

to sacrifice their own culural indentity. Today, in 

theory of diversity tends to promote the value of 

individual cultural  identity which all contributes to the well being of 

society as a whole. 
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Module 2: CULTURAL DIFFERENCES ~ WHAT iS ~T? 

Norms: Values  which are explici t  and  are repeatedly  invoked to 

descr ibe or jus t i fy  action. They provide inaccu ra t e  descr ip t ions  of 

behavior  (i.e. v i r tues  of self reliance). 

P lura l i sm:  A view tha t  describes the m o s t  heal thy,  product ive  a n d  

cooperat ive way to educate,  work and  live together.  P lu ra l i sm is m o r e  

ana logous  to a "salad bowl" t h a n  to a "melt ing pot," ~ dif ferent  

cu l t u r e s  a n d  t radi t ions  are to be respected,  preserved and  allowed to 

exist  together .  

Sexism: Pol icy/pract ice  of d i scr imina t ion  based  on gender.  (action) 
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Module 2: CULTURAL DIFFERENCES - -  WHAT IS 'T? 
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Transparency 2.1 

DEFINITION OF CULTURE 

Culture is a set of beliefs, values, 

arts, morals, habits and customs hetd 

by a specific group of people~ 



ID ID Ib 



Transparency 2.2 

CULTURE 

~'A set of traditions and rules tha~ 

shape the feelings, thoughts and 

behaviors of a group of peopleo ~~ 



ID ID ID 



Transparency 2.3 

CULTURE 

'~An integrated system (of human behavior) 

with its own INTERNAL LOGIC~ A~ ~he 

deepest level of culture is a core belief 

system which feeds a value structure which 

drives the behaviors, To understand c u ~ r e ,  

it is necessary ~o tap into all three level~o ~176 
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Transparency 2.4 

CULTURE 

~Drawing of iceberg) 
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Transparency 2.5 

CHARACTERISTICS IN OUR 

AWARENESS 

Language and Communication 

Diet and Eating 

Dress and Appearance 
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Transparency 2.6 

CHARACTERISTICS NOT IN OUR 

AWARENESS 

Relationships 

Use of Space 

VaRues 



0 0 0 



esparency 2. 7 

C U L T U R E  IS HIDDEN 

The way we perceive the world, wh=~ we 

expect of it, and what we think about it, i8 so 

basic and so ingrained, is buried so deep in 

us and in our unconscious that we 

continuously act and ~eact without thinking 

why-== without even realizing that we might 

think why~ 
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2.8 

OVERVIEW OF TOPICS 

Selective Perception 

C~assificatio~ 

AccuUturatio~ 

Assimilation 

Values 

Ethnocentrism 

Bias and Preiudice 

Stereotypes 

Racism 

Discriminatio~ 



0 0 0 



0 0 
Transparency 2.9 

SELECTIVE PERCEPTION 

An interpretation of physical 

sensation in the light of experience~ 
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Transparency 2.10 
0 

FIFTY-FIVE MEN 

FIFTY-.FHVE MEN OF UNKNOWN ORIGINS 

FOUND FAME AND FORTUNE IN THE 

MARATHON AND WERE ALL FOUND TO BE 

SOUND OF BODY AND FiT AS FIDDLES 

BECAUSE THEY FOLLOWED THE RULES OF 

THE RACE~ 





0 
Transparency 2.11 Overview 

CLASSIFICATION 
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Transparency 2.12 

KEY POINT 

Once people ~ of any c u l t u r e - - h a v e  

classified their world, they forget ~he 

details or the features that made ~he 

individual items unique~ 
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Transparency 2,13 Overview 

ACCULTURATION 

The modification of cultural 

characteristics due to influences f ~m 

another culture~ 
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Transparency 2.14 

ASSIMILATION 

The acceptance of the cultural 

patterns of the larger society by 

members of a subculture~ 





0 
Transparency 2.15 

VALUES 

~'Generai ideas about what is 

good or bad, r ight or wrong, 

desirable or undesirable. ~ 



ID lid lid 
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Transparency 2.16a 

PROVERBS 

'~ a~ f irst you don' t  succeed, try, try agai~o ~~ 

'~ bird in the hand is worth two in the b~ho  ~~ 

'~ penny saved is a penny earned~ ̀~ 

"Early to bed, early to rise, makes a ma~ 
healthy, weal thy and wise~ ~176 
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Transparency 2,16b 

PROVERBS (cOnto) 

"Spare the rod, and spoit the childo ~ 

"Chi ldren shoutd be seen but not heard~ ~176 

"Luck less is the man who toses his ho~se, 
tucky is ~he man who loses his wife~ ~176 

"it takes an entire vi l lage to raise a childo ~~ 
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sparency 2.17 O 

"WE APPROACH" VALUES 

Hospitality 

Generosity 

Courage and Bravery 

Honor 

Self-respect 
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~parency 2.18 

"ll APPROACH" VALUES 

Materialism 

S u ccess 

Work/Activity 

P~ogress 

Democracy 
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Transparency 2.19 

SUBCULTURE 

group whose perspective and 

lifestyle a r e  significantly different from 

those of the cultural mainstream, ~nd 

who identify themselves as differento ~ 
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Transparency 2.20 

CHARACTERISTICS THAT TYPIFY 
THE VALUES OF JUVENILES 

AS A SUBCULTURE 

t Vulnerable to peer pressure 

Require peer group recognition 

Search for a sense of belonging 

Ambivalent about power and authority 



Q tD tD 



Transparency 2.21 

ETHNOCENTRISM 

~176 belief that one~ own cultur~ 

represents the natural and bes~ 

way ~o do things,,o ~ 



tD Q tD 



Transparency 2.22 

BIAS 

~An incl ination toward or agains~ 

someone or something. ~ 

PREJUDICE 

~176 attitude toward someone o~ 

something whereby one prejudge~ 

the other, usual ly negatively~ ~~ 





Transparency 2.23 

HIGHLY PREJUDICED PEOPLE 

1 [] They'll ignore any new information 
that doesn~ fit into their categories 
or that  might prove them wrong~ 

They'll interpret what they do ~ee 
to fit their categories~ 
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2.24 

HOLDING ON TO OLD CATEGORIES 

Detention Worker A: The trouble with these ~ c h o  

Mexican kids is that ~h~y"re 

atways looking for a figaro 

Detention Worker B: 

Look 

month, 

white 

tha~Os not realty 

at the records. 

we had twice as 

~rue~ 

[Last 

kids 

~any 

involwed in fights~ 

Detention Worker A: See, that's my point~ Yhat 

shows they"re sneaky too~ 



0 
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Transparency 2.25 

STEREOTYPES 

~ exaggerated, ~fixed, rigid] 

betief consisting of 

unfounded generalizations 

of what people are like. ~176 





e e 
Transparency 2.26a 

TWO STEPS TO STEREOTYPING 

1o People are grouped together 

because they have a few common 

traits, attitudes or behaviors. 
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Transparency 2.26b 

TWO STEPS TO STEREOTYPING 
(cont.) 

2o The same traits, attitudes and 

behaviors are applied to every 

member of the group~ 





0 
Transparency 2.27 

RACISM 

~'The [at t i tude or] bel ief  that som~ 

races are super io r  to others,  ~176 



0 0 0 



2.28 0 

RACISM 

"Racism is the number 

facing America~ The 

attitudes of.sgperiority which 

a maiority oppres~ 

danger ~o the menta~ 

parentSooo ~ts destructive 

growth and development of 

young and old aiikeo Yearty, 

causes more fatality, disability, 

any other single factOro ~ 

On~ public 

and 
[ ]  

COnSCiOUS 

minority 

health problem 

unconscious 

permit and deman~ ~Hat 

are a clear and p~esent 

heatth of ati children an~ ~Heir 

effects severely crippD~ ~he 

mittions of our r174 

it directly and indiFect~y 

and economic Ios~ ~an 
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Transparency 2.29 

DISCRIMINATION 

~ act of singling out 

for unfair t r e a t m e n t .  ~' 
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Transparency 2.30 

TYPES OF DISCRIMINATION 

Intentional 

Unintentional 

Institutional 
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Transparency 2.3 l a 

STEPS TO PREVENT DISCRIMINATIO~ 

Be aware 
stereotypes~ 

o~ your assumptions ~nd 

Recognize tha~ your culture is no bette; or 
worse than any other cuitureo 

Understand that cultural differences are ~ot 
inherently negativeo 
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Transparency 2.3 l b 

STEPS TO PREVENT DISCRIMINATION 
(con o) 

Respect the individuality of each pers~Ho 

Set a personat 
behavio~o 

exampte of professional 

Use neutral tanguageo 

Take time to 
o~her peopieo 

~earn about the culture8 of 
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AARTXCZPA~ 
~OUTS 
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The Drawbridge 

As he  left for a visit  to h i s  out ly ing dis t r ic ts ,  t he  j e a l o u s  b a r o n  
w a r n e d  h i s  p re t ty  wife: 

"Do n o t  leave the  cast le  while I a m  gone, or I will p u n i s h  y o u  
severely w h e n  I re turn!"  

The  h o u r s  p a s s e d  however,  a n d  the  y o u n g  b a r o n e s s  g rew lonely,  
a n d  desp i t e  h e r  h u s b a n d ' s  w a r n i n g  she  dec ided  to vis i t  h e r  lover, w h o  
lived in  t he  coun t rys ide  nearby .  The  cas t le  w a s  s i t u a t e d  on  a n  i s l a n d  in  
a wide, fas t - f lowing river. A d rawbr idge  l inked  the  i s l and  to t he  
m a i n l a n d  a t  t he  n a r r o w e s t  poin t  in  the  river. 

"Sure ly  m y  h u s b a n d  will no t  r e t u r n  before dawn,"  she  t h o u g h t ,  a n d  
o rde red  h e r  s e r v a n t s  to lower the  d rawbr idge  a n d  leave it down  un t i l  s h e  
r e t u r n e d .  After  s p e n d i n g  several  p l e a s a n t  h o u r s  wi th  h e r  lover, t h e  
b a r o n e s s  r e t u r n e d  to the  drawbr idge ,  only to f ind it b locked  by  a 
g a t e k e e p e r  wildly waving a long, c rue l  knife. 

"Do n o t  a t t e m p t  to c ross  th is  bridge,  Ba roness ,  or  I will h a v e  to kill  
you,  t he  b a r o n  ordered  me  to do so," sa id  the  ga tekeepe r .  F e a r i n g  for 
h e r  life, t he  b a r o n e s s  r e t u r n e d  to h e r  lover a n d  a s k e d  for help.  "Our  
r e l a t i o n s h i p  is only a roman t i c  one, a n d  I will no t  help," sa id  the  lover. 

The  b a r o n e s s  t h e n  s o u g h t  ou t  a b o a t  owner  on  the  river, e x p l a i n e d  
he r  pl ight ,  a n d  a s k e d  to be t a k e n  ac ro s s  the  r iver  in  t he  boat .  "I will do  
it, b u t  only  if y o u  can  pay my  fee of one t h o u s a n d  dollars ."  "But  I h a v e  
no m o n e y  wi th  meY" the  b a r o n e s s  p ro tes ted .  "That  is too bad .  No 
money ,  no  ride," the  boa t  owner  sa id  flatly. 

He r  fear  growing,  the  b a r o n e s s  r a n  crying to the  h o m e  of a f r i end  
a n d  af te r  exp la in ing  he r  d e s p e r a t e  s i tua t ion ,  begged  for e n o u g h  m o n e y  
to pay  t he  b o a t  owner  the  fee. 

"If y o u  h a d  no t  d isobeyed y o u r  h u s b a n d ,  th i s  w o u l d  no t  h a v e  
h a p p e n e d , "  t he  fr iend said.  "I will give you  no money ."  

W i t h  d a w n  a p p r o a c h i n g  a n d  the  las t  r e s o u r c e  e x h a u s t e d ,  t h e  
b a r o n e s s  r e t u r n e d  to the  br idge in  despe ra t ion ,  a t t e m p t e d  to c ro s s  to t h e  
cast le ,  a n d  w a s  s la in  by the  ga tekeeper .  

This exercise was developed by Sgt. Charles Howard, Fort Lee, Virginia and modified by Dr. Warring and Dr. 
Hennessy. Reprinted with permission from Leadership Inc. Scottsdale, Arizona --  A Cultural Awareness Manual 
For Law Enforcement Officers. 





~ u U  ~J'Jt" ~o~ 

Vatues {A~ternate Exercise) 

Of the  following list of ten  i tems,  r a n k  each  i tem in o rder  of 
pr ior i ty  it h a s  for you. Tha t  is, decide w h i c h  i tem is m o s t  i m p o r t a n t  
to you,  w h i c h  is second,  third,  and  so on. 

. P r o f e s s i o n a l  Yreedor~ (working in a n  e n v i r o n m e n t  
where  your  knowledge a n d  abil i ty are no t  in  
question.)  

. 8ocia~ Approvalt  (a pos i t ion  of be longing a n d  s t a t u s  
wi th in  my  own group.  To be  seen  wi th in  t h a t  g r o u p  
as  a model  of behavior.} 

. F i~a~cia~ 8ee=r i r  (a 
cu r r en t  f inancial  needs  
con t inue  to mee t  them.) 

r ea sonab le  abil i ty to m e e t  
wi th  a n  expec ta t ion  to 

. ~ o ~ i o ~ a ~  We~l-beimg 
all a reas  of your  life. 
mind.)  

(an abil i ty to func t ion  well  in  
Inne r  s t r e n g t h  a n d  peace  of 

. PersoaN1Safe~y (being r e a s o n a b l y  free from p h y s i c a l  
h a r m  - -  free enough  not  to need  to t h i n k  a b o u t  it.) 

. Got1 (a s u p r e m e  being, c rea tor  a n d  keeper  of the  
universe .  The u l t imate  power  a n d  decis ion maker . )  

. F a m i l y  Ne la t io • sh ips  (a s h a r i n g  of life wi th  spouse ,  
chi ldren,  siblings and  o the rs  in family group.  A 
c o m m o n  effort to be happy.} 

. P o w e r  (possess ing au tho r i t y  over p e r s o n s  a n d / o r  
events .  Making decis ions  a b o u t  others.)  

. Love  (a genu ine  concern  for the  h a p p i n e s s  a n d  well-  
be ing  of another ;  to give freely a n d  w i t h o u t  
reserva t ion  of oneself  so t h a t  a n o t h e r  p e r s o n  c a n  
benefit.) 

10. S e l f - r e s p e c t  (self-esteem, feeling good a b o u t  yourself ,  
feeling wor thy  of the  r e spec t  of others.)  





HANDOUT 2o3 

For each  category, check whe the r  it would  be the s ame  or 
different, if you woke up tomorrow and  belonged to a different race or 
ethnicity.  

Residence 

SAME DXFFEREN~ 

Social Group  

O c c u p a ~ o n  

Religion 

Music 

Car 

E n t e r t a i n m e n t /  
Hobbies 





D 

~ D O ~ T  1!1,4 

The  Bomb She~te~ 

World War  III is about  to start .  You are the head  c o m m a n d e r  a t  
a c o m m a n d  post  with 10 other civilians who have been  r a n d o m l y  
ass igned  to the base  tha t  day for d isas ter  t raining,  as  has  been  the  
recent  cus tom.  You receive word tha t  a nuc lea r  bomb is en route  a n d  
will hi t  the  a rea  in 8 minutes .  You have 5 m i n u t e s  to decide wh ich  6 
of the  10 people will be able to take refuge in the bomb shelter,  as  the  
s t ruc tu re  only has  room for six people p lus  yourself,  who mus t ,  by  
regulat ion,  take  cover. The only knowledge you have abou t  the  10 
people is the  following. They are: 

. A 16-year-old Hispanic female who is t h o u g h t  to be of low 
intell igence and  is 4 mon ths  pregnant .  

. A former police officer who still carries a gun.  The officer w a s  
t h r o w n  off the force for excessive use  of force. 

3. A 54-year-old male member  of the clergy. 

. A 36-year-old female physic ian who is unab le  to have ch i ld ren  
and  is know to be racist. 

. 
A 46-year-old  Hait ian male p lumber  who spen t  seven yea rs  in 
p r i son  for narcot ics  possession.  He ha s  been  out  of jail for the  
pa s t  six months .  

6. A 20-year-old black male "militant". 

. A 39-year-old former prost i tute,  who retired four years  ago a n d  
now works  as a b a n k  teller. 

. 

. 

10. 

An archi tec t  who is openly gay. 

A 26-year-old  male law s tudent .  

A 25-year-old female who is the law s tuden t ' s  wife. She  h a s  
spen t  the last  year  inst i tut ionalized for men ta l  illness. She  is 
still heavily medicated.  She and  her  h u s b a n d  refuse to be 
separa ted .  



H_AN.DOUT 2.4 cont.  

B e c a u s e  the  n u c l e a r  bombs  headed  for t h e  U.S. could  des t roy  
m u c h  of the  count ry ,  the  people who survive will be very i m p o r t a n t  for 
m a n y  r easons .  As the  commander ,  you have to m a k e  the  call. Who 
will s t ay  a n d  why?. 

List the  six survivors:  

. 

. 

. 

. 

. 

. 



D 
HANDOUT 2~ 

Ask for 5 volunteers  to participate in this  exercise. 

Take volunteers  out  of the t ra ining room to provide t h e m  wi th  
ins t ruc t ions  for the exercise. Each  volunteer  is to be given a label. 
Trainer  can  make  labels on 3" x 8" str ips of paper.  These labels can  
read "alcoholic," "juvenile delinquent," "don't speak  English," "pretty," 
"ugly" or any  categorical labels tha t  the t ra iner  might  wish  to use.  

Each  volunteer  should have a label p inned to their  backs .  The 
volunteers  should  not know wha t  label they are wearing.  

Ins t ruc t  each  volunteer  to go into the t ra ining room and  in t roduce  
themselves  to each member  of the class. They m u s t  show their  label 

to each par t ic ipant .  

Ins t ruc t  the  other  par t ic ipants  to read the labels on the backs  of each  
volunteer  and  t rea t  them according to the label tha t  they are wearing.  
Par t ic ipants  can  not tell the volunteers  wha t  their  label says.  

After 10 m i n u t e s  ask  the volunteers  to come to the front of the  room. 

Ask each volunteer  to guess wha t  their  label might  be based  on how 
they were treated.  The volunteer can  then  see w h a t  label they  are 
wearing.  Ask volunteers  how they felt about  the t r e a tmen t  they  were 

given. 

ASk par t i c ipan t s  how they felt relating to each volunteer  according to 
their  label. Wha t  motivated them to t reat  the volunteers  the  way  they  

did. 

Be p repared  to discuss  how stereotypes can  help to promote  
d iscr iminatory  behavior. Discuss  how discr iminat ion can  negatively 
affect people and  wha t  it does to decrease social unity.  





HANDOUT 2o6 

Ask for 2 volunteers to play the role of an  African American 
couple having to talk to their daughter  about  her  shoplifting charges  
and her  cour t  date. Volunteers should not be African American. Ask 
the couple to "act" African American, or how they perceive tha t  African 
Americans  would act in such a situation. 

Give the volunteers 10 minutes  to prepare outside the t ra in ing  

room. 

Ins t ruc t  the other part icipants to look for stereotypes tha t  are 
displayed when the couple act out  the scene. 

<> At the end of the scene, ask part ic ipants  to identify any  
stereotypes they observed. 

Be prepared to respond to part ic ipants  who insist  t h a t  
stereotypes are true, (e.g., language pattern,  body language,  
problem solving techniques). Point out tha t  while par t ic ipants  
may have observed the behavior in some members  of the e thnic  
group, all members  of the group do not  exhibit the behavior.  
Have part icipants  provide examples tha t  contradict  the  

stereotype. 

<> This exercise can be subst i tu ted  with any ethnic group in the  
scene. Volunteers should always be from a different e thnic  
group t h a n  the one tha t  is used in the scene. 
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H A N D O U T  207 

As a f inal  exerc i se  to t h i s  m o d u l e ,  a n s w e r  t h e  fo l lowing  
q u e s t i o n s .  Wr i t e  y o u r  a n s w e r s  ind iv idua l ly .  

. W h a t  is t h e  di f ference b e t w e e n  c u l t u r e  a n d  c u l t u r a l  diversi ty?.  
W h a t  d i f fe rence  does  t h a t  m a k e  to m e ?  

2. T h e  t e r m s  I l e a r n e d  in  t h i s  m o d u l e  t h a t  I d id  n o t  fu l ly  
u n d e r s t a n d  before  are:  

3. T h e  m o s t  i m p o r t a n t  t h i n g  I h a v e  l e a r n e d  f r o m  t h i s  m o d u l e  is: 

4. I i n t e n d  to  u s e  t h i s  i n f o r m a t i o n  o n  t h e  j o b  by: 





~UPPL~M~N~A~ 
~ADINGS 
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SCIENCE 
pSYCHOLOGY 

The S b 1 er Shades of Racism 
Private Emotions Lag Behind Public Discourse 

By Malcolm Galdwell 
Washington Post Staff Writer 

T he  people in the experiment were 
well-intentioned white liberals, men and 
women who swore they would never 
deliberately discriminate against anvone on 
the basis of race. 

But then the telephone call came--a 
"wrong number" that turned into a request 
for help. The caller said his car had broken 
down, he had just used his last dime, and 
he needed someone to call a tow truck. 

Whenever the psychologists in this 
now-classic study had an identifiably black 
voice make the call, the participants were six 
times more likely to hang up prematurely 
than when the call came from someone who 

sounded white. 
"I thought that liberals weren't going 

to discriminate. I thought they were going to 
be the great white hope," said Samuel 
Gaertner, the University, of Delaware 
psychologist who conducted the study. "But 
it didn't  work out that way. In a number of 
situations we found that well-intentioned 
people do in fact discriminate." 

Gaertner's study was one of the first 
to describe the phenomenon known within 
psychological circles as aversive racism. 
This is not the open and deliberate prejudice 
of the Ku Klux Klan. Nor does this term 
refer to people who are racist but who lie 

about it. 
Rather, psychologists describe this as 

more subtle. These are the subconscious, 

discriminatory acts and feelings of people 
who genuinely do not want to be that way. 
This is the racism of people who would vote 
for a black president but might  
unconsciously steer away from sitting next 
to a black person on the Metro. 

Aversion and Persistent Discrimination 
In the more than 10 years since the 

Gaertner experiments, dozens of field and 
laboratory experiments have explored 
aversive racism, which is now considered by 
many psychologists to be the most common 
form of racism in the United States. The 
theory of aversive racism is used to explain 
why discrimination persists in a country 
where more than 85 percent of whites 
routinely profess in opinion polls to hold 
exemplary, attitudes on race relations. 

But even after years of study, 
aversive racism remains something of a 
mystery. Researchers don't know whether 
blacks have the same kind of feelings 
toward whites. Nor do they know to what 
extent this kind of modern racism is 

conscious. 
Did the self-described liberals on the 

phone, for example, hang up quickly on the 
black voice without realizing they had made 
a racially discriminatory judgment? If so, 
the prospects for improvement seem dim. 
Or were they aware of their feelings but, as 
with a bad habit, unable to stop the reflex? 
If this is the case, psychologists see some 
hope for changing attitudes. 

"There are two ways of looking at it," 
said John Dovidio, a Colgate University, 
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S ~ ] ~  ~ - '  ~ "  p y,.~Lol,.,~, who, with Gaertner, has been 
among the leaders in psychological research 
into prejudice. "You can see this as a new 
form of racism which is a necessary step 
toward its elimination--people who haven't 
yet been able to overcome their natural 
biases .... The other possibility is that this 
could be the mutant of the virus that is 
resistant to change. We used to get rid of 
racism by saying to was bad, illegal or 
immoral. But with modem racism, that 
message doesn't produce any real change in 
behavior because people don't think it 
applies to them." 

Aversive racism differs from more 
virulent forms in several ways. One is a 
matter of degree. It is rarely expressed in 
terms of overt hate or hostility, but surfaces 
instead in less dramatic feelings of 
discomfort, uneasiness, disgust or fear. It is 
also not a consistent response, but slips out 
inadvertently in situations when the rules of 
socially correct behavior are ambiguous. 

In one experiment by Gaertner and 
Dovidio, for example, subjects who 
professed not to be racist were told they 
were going to participate in an ESP 
experiment with another person in an 
adjoining room, who was actually a 
confederate in the experiment. The subjects 
were introduced to the person before the 
experiment and could see whether they 
were black or white. After the putative ESP 
experiment started, the subject would hear 
the sound of chairs falling and the 
confederate calling for help. The researchers 
counted how often the subjects came 
running. 

What they found was that the race of 
the person in distress made a difference only 
under certain circumstances. If the subject 
thought they were the only ones who could 
hear the "accident," they almost always 
responded. But if the subjects were told 
there were several other people listening to 
the confederate, they were only half as likely 
to respond to blacks in distress as to whites 
in distress. 

In other words, when their social 
responsibility to help was unambiguous, the 
subjects didn't  discriminate. But when it 
wasn' t  so clear, when it was possible to 
rationalize inaction, the buried prejudices 
surfaced. 

The same two researchers also did an 
experiment in which whites who professed 
to have liberal attitudes on race were 
introduced to a confederate who was 
supposed to help them in carrying out a 
fairly complicated task. The confederate was 
identified either as their supervisor or their 
subordinate and described privately as being 
either high ability or low ability. After the 
introduction, the confederate "accidentally" 
knocked over a can of pencils. 

The experimenters found that the 
subjects were more likely to come to the aid 
of blacks described as being low-ability than 
to help low-ability whites. They also were 
far more likely to be helpful to blacks 
introduced as their subordinates than to 
supervisory blacks. When the other person 
was white, the subjects had the opposite 
reaction--they helped white supervisors but 
not white subordinates. 

Debate Over Awareness of Preiudice 
Once again, in other words, the 

underlying racism of those who professed 
racial tolerance was not simple, crude 
bigotry. They didn't  mind helping blacks in 
a jam. But they were most likely to help 
those blacks who fit the racist stereotype of 
being of low status and intelligence. 

Psychologists say these buried 
prejudices, which their studies show to be 
endemic among white Americans, are 
holdovers from an earlier, more racist era. 
While American public discourse has largely 
been cleansed of racism, they say, private 
emotions have laggedbehind,  repressed by 
people who no longer find them personally 
or socially acceptable. 

"The majority of people who say they 
are not prejudiced probably are at some 
level," said Dovidio. "Most whites don't 
have the necessary experience and cultural 
background to make them truly non-racist." 

But how deeply have these emotions 
been buried? Dovidio and Gaertner 
interpret their studies to mean that aversive 
racism is completely below the level of 
awareness, that those who practice it have 
no inkling of what they are feeling, saying 
or doing. 

Others disagree. In a number of 
recent papers, University of Wisconsin 
psychologist Patricia Devine argues that 
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liberals are aware of those instances in 
which their personal convictions are 
contradicted by their actions and actually 
feel guilty about it. 

She said this makes her optimistic. 
Because people are aware---if only 
belatedly--of  their prejudice, she believes 
they can act on it, and their guilt can serve 
as a motivator. 

"I look on reducing prejudice as the 
breaking of a bad habit," she says. "It's like 
biting your nails or weight regulation. 
People have a goal they are trying to 
achieve and sometimes they succeed and 
sometimes they fail. But ultimately they 
will learn how to internalize their feelings 
and learn how to conquer it." 

(c) 1991,92 THE WASHINGTON POST REPRINTED WITH PERMISSION 
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The Washington Pose 

Mos ; Re :a{  Nega ;{ve Bel{efs About; 
Survey F{nds 

By Lynne Duke 
Washington Post Staff Writer 

A majority of whites questioned in a 
nationwide survey said they believe blacks 
and Hispanics are likely to prefer welfare to 
hard work and tend to be lazier than whites, 
more prone to violence, less intelligent and 
less patriotic. 

Authors of the survey, conducted by 
the National Opinion Research Center at the 
University of Chicago, said the results 
released yesterday show that despite 
progress in race relations since the 1950s, 
whites' negative images of blacks and other 
minorities continue to be pervasive. 

"Since the beginning of the civil 
rights movement there was great emphasis 
on ending segregation and creating a series 
of laws that treated all racial, religious and 
ethnic groups equally," said Tom W. Smith 
of the research center, who wrote the report. 
The feeling was "we'll intermingle and we'll 
get to know one another and the stereotypes 

will drop away." 
Instead, strong negative beliefs about 

minorities continue to underlie the policy 
debate on many racial issues, according to 

the survey. 
The beliefs in part explain white 

resistance to government help such as 
affirmative action and quotas for minority 
groups, and the opposition of some whites 
to race-mingling and neighborhood 
integration--even though they may support 
equality in theory. 

"All this says is that in part the 
reason why people are against affirmative 
action or quotas is that they have images of 
minorities that brand, minorities as 

undeserving of help, that is' they think they 
are less hard-working and they think they 
are more likely to want to live off welfare," 

Smith said. 
The sources of these feelings are 

historically complex and rooted deeply in 
the culture, said Lawrence Bobo, professor 
of sociology at the University of California 
at Los Angeles and head of a committee that 
designed the survey questions. 

"Once you have well ensconced some 
system of unequal relations between 
majority and minority groups, a set of ideas 
that sort of justifies that societal order are 
likely to take shape, and that will include a 
set of ideas about the traits of minority 
group members that putatively explain why 
it is they should occupy a lesser, 
subordinated status," Bobo said. 

The survey series, which is 
sponsored by the National Science 
Foundation, has focused on various social 
issues almost yearly for two decades, and its 
methodology is respected. 

The latest survey was conducted 
between February and April of last year. 
Individuals in randomly selected households 
in 300 communities were asked to rate the 
behavioral or personality characteristics of 
whites, Jews, black Americans, Hispanic 
Americans, Asian Americans and southern 

whites. 
Of the 1,372 survey respondents, 

about 170 were black, 50 were Hispanic, 30 
were Jewish, fewer than 10 were Asian and 
the rest were white, including 330 southern 
whites. Because the sample included so few 
minorities, their views on whites were 
considered statistically insignificant .  
Respondents were presented with a scale on 
which to rate each group. 



In presenting +h,~i,-...~.~ percep~ons ul̂ c 
black Americans, a majority of the white, 
H i s p a n i c  a n d  o t h e r  n o n - b l a c k  
respondents--78 percent--said blacks are 
more likely than whites to "prefer to live off 
welfare" and less likely to "prefer to be self- 
supporting." 

Further, 62 percent said blacks are 
more likely to be lazy; 56 percent said they 
are violence-prone; 53 percent said they are 
less intelligent; 51 percent said they think 
blacks are less patriotic. 

Hispanics were rated at equally 
negative levels. Among non-Hispanics, 74 
percent said Hispanics are more likely to 
prefer to live off welfare; 56 percent thought 
them more lazy, 50 percent thought them 
more violence-prone, 55 percent thought 
them less intelligent and 61 percent thought 
them less patriotic. 

T h i r t y - f o u r  p e r c e n t  of the 
respondents said Asians are likely to be 
lazy, 30 percent said they are violence- 
prone, 36 percent said they are less 
intelligent, 46 percent said they prefer to live 
off welfare, and 55 percent said they are less 
patriotic. 

On many of the indicators in the 
survey, whites rated Jew higher than 
themselves, with the exception of patriotism. 
Overall, each group rated itself significantly 
more positive than white rated it. 

This persistence of negative racial 
images was a pervasive theme yesterday as 
the National Urban League presented its 
16th annual State of Black America report. 

It documented, as it has in previous 
years, the spectrum of economic, political, 
e d u c a t i o n a l ,  soc ia l  and  c u l t u r a l  
disadvantages still faced by blacks. 

The report reiterated the league's call 
for an "urban Marshall plan" to bring jobs, 
economic development and anti-crime 
measures to inner cities. And Urban League 
President John Jacob said the civil rights 
measure that President George Bush called 
a "quota" bill and vetoed last fall is "a litmus 
test of American's resolve that it is 
unacceptable to deny job opportunities to 
people because they are black" or members 
of other minority groups. 

Ironically, however, such calls for 
help from representatives of black 
communities, while they are based on real 
and legitimate needs, may serve to reinforce 

the negative perceptions held by whites, 
Bobo said. 

It is a fact that a disproportionate 
number of blacks are incarcerated, that 
blacks are victims and perpetrators of a 
disproportionate number of homicides, are 
disporportionately represented on welfare, 
and that a disproportionate number of U.S. 
blacks live in poverty. 

In these facts, those whites who are 
already prone to hold negative images of 
blacks can find a "kernel of truth" to support 
their views, Bobo said. 

Bobo and Smith said possible 
solutions to this persisting racism include 
better education of whites about minority 
groups and more interaction. Smith 
suggested that whites need to see more 
minority role models whose success defies 
stereotypes. 

In addition, Jacob and Derrick Bell, a 
Harvard University law professor who 
wrote an essay for the Urban League, said 
whites need to understand that their 
negative views of minorities and the 
resulting discrimination have a direct 
economic impact in terms of potentially lost 
productivity as the work force over time 
becomes populated by fewer whites and 
more minorities. 

(c) 1991,92 THE WASHINGTON POST 
REPRINTED WITH PERMISSION 



The B ggest Myths 

Lerone Be ett  ro* 

IlN PROPAGANDA against the Negro since emancipa t ion  in this land.  W.E.B. Du  Bois 
said, "we face one of the most s tupendous efforts the wor ld  ever saw to discredit  h u m a n  
beings, an effort involving universities, history, science, social life and  religion." 

Nowhere  is this more clearly visible than  in the pervasive and cont inuing effort 
to discredit Black fathers, mothers, and children. And  it is scarcely possible to 
unders tand  the problems and enduring strengths of the Black family if we do not  at the 
least make  an effort to unders tand and dispel the misconceptions,  myths  and outr ight  
lies men  and w o m e n  have invented to hide themselves from Black reali ty and Amer ican  
racism. There are, of course, scores of misconceptions about  Black sexuali ty and  Black 
kinship networks,  but  the vast p ropaganda  campaign  against  the Black family is 

generally organized around ten major myths. 

| RAW AND L r N c o ~ O  LLED SE~ 
ACCORDING TO THE BIGGEST AND MOST 
PERVASIVE MYTH, ~S AT THE ROOT OF 
THE BLACK FAIRLY PROBLEM. 

THIS is the most enduring of all lies 
about Blacks, and sociologists and historians 
froth at the mouth and strain at the leash of 
synonymity ("riotous debauchery," "unbridled 
passions," "wild and primitive emotions") in 
passionate attempts to express this academic and 
political voyeurism. For most, if not almost all, 
critics of the Black family, there is always at the 
back of the mind this myth, this image of Black 
America as Babylon, where the Studs and 
Sapphires are always making babies, where--in 
the words of the myth-- "They do it, honey, 
fight out in the of the streets." And one of the 
most challenging problems we face is 

confronting scholars, journalists and politicians, 
who have repeatedly used the Black family to 
exorcise the demons of their own sexuality and 
the guilt of their complicity in oppression. What 
makes this so difficult is that we are dealing here 
with a magical idea that is impervious to "facts." 
There are, in fact, no facts in this area, for there 
has never been a systematic analysis of the 
sexual differences between American Blacks and 
American Whites. And the few facts we have 
(see Robert Staples, "Black Male Sexuality," 
EBONY, August 1983) contradict the supersex 
theory of Black history and suggest that the 
difference between racial groups are relatively 
small, especially when you correct for economic 
and historical differences. More to the point, 
Blacks, according to the statistics, are not even 
in the running in the areas of wife-swapping and 
other experiments of the Sexual Revolutions. 



~) THE ROOT CAUSE OF THE 
PROBLEM, ACCORDING TO THE SECOND 
MOST WIDELY DISSEMINATED MYTH, IS 
LOOSE MORALS. 

Tms myth has a thousand lives and 
has surfaced repeatedly in the last 300 years. It 
has even seduced some Black writers, male and 
female, who have created a new and curiously 
popular literature based on the idea that Black 
America is a vast emotional wasteland populated 
by hustlin' men and maimed women. 

In this instance, as in the preceding one, 
we are dealing with explosive emotions that exist 
in areas of the psyche that cannot be reached by 
the light of evidence. Some Blacks, for 
example, have children out of wedlock, but so do 
millions of Whites, including stars who are 
celebrated by the same media which browbeat 
and humiliate poor Blacks. The mythmakers 
know this, but they cannot be convinced by 
facts, for their knowledge precedes the facts and 
makes the facts. And when they say that Blacks 
are immoral, they mean that there is a Black way 
and a White way of making babies and a Black 
way of being immoral. 

A case in point is the controversy over 
illegitimacy. For a common impression to the 
contrary notwithstanding. Black America has 
always condemned unrestrained sexual 
expression and has insisted--with a singular lack 
of support from the American government and 
White institutions--on stable and responsible 
mating patterns between knowledgeable and 
economically qualified parents. But Black 
America has refused to follow White America in 
the barbarous practice of condemning infants. It 
has said, to its credit, that there are no 
illegitimate children, only illegitimate parents 
and, it must be added, illegitemate societies 
which make it impossible for parents to fred the 
work and wherewithal (the day-care centers and 
the network of supporting images and 

�9 institutions) to become responsible parents. 
Another important point is that there 

have been marked changes in the last 15 years in 
the marriage and childbearing patterns of both 
Black and White young women in the United 
States. In a letter to the New York Times. 

Constance A. Nathanson, a professor of 
population dynamics in the Johns Hopkins 
University School of Hygiene and Public Health, 
said: "These changes, however, have been more 
profound among Whites than among Blacks: in 
1983 there were, for the first time, more births to 
single white than single black teen-agers." She 
added: " The tradition of finding the causes of 
social ills in the victims of those ills, and 
particularly in their supposed inadequacies as 
spouses and parents, has a long history in 
America. The true causes, however, lie deeply 
imbedded in our social and economic structure." 

Assuredly, and this is the point we want 
to make: the real moral problem is our failure to 
deal with those causes and not some mysterious 
self-perpetuating "pathology" in the Black family 
or the Black community. 

~) B L A C K S  L A C K  A F A M I L Y  
TRADITION AND CAME TO AMERICA 
WITHOUT A SENSE OF MORALITY AND 
A BACKGROUND OF STABLE SEXUAL 
RELATIONSHIPS.  

F A R  from harming Blacks, this myth 
maintains. Whites did them a favor by 
~ansporting them from an oversexed land to a 
hospitable climate of cottonfields, chastity, and 
nuclear families. Cottonfields apart, there is not 
a word of truth in this. In fact, Blacks came 
from an ancient culture where there were stable 
and non-European marriage patterns and where 
men and women were not cursed by the sexual 
demons that pursued the Puritans and the sexual 
demons that pursue the sons and daughters of the 
Puritans. Two other points are relevant, The 
first is that polygamy was sanctioned in some of 
these cultures, although in practice the poor, like 
the poor everywhere, contented themselves with 
monogamy. The second is that this non-Puritan, 
non-uptight ethos was the basis of the great 
synthesis Africans made of  African and 
European forms. This synthesis began with a 
revealing family pact that seems to have bound 
together all slaves who came over on the same 
ship. For, according to scholar Orlando 
Patterson, "it was customary for children to call 
their parents' shipmates 'uncle' and 'aunt.'" and 
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for men and women to ~look upon each other's 
children mutually as their own (my emphasis)." 

Thus contrary to the myth, the African- 
American adventure began not in chaos, but in 
love and in a higher morality. And it began in 
a way with the story of Antoney and Isabell, two 
of the first Black immigrants to English 
America, who married in Virginia in 1623 or 
1624. Isabell was soon brought to bed with 
what was probably the first Black child born in 
English America. In 1624, the child, a boy 
named William, was baptized in Jamestown. 
And since his parents were for all practical 
purposes free, the Black family in America was 
born not in slavery but in freedom. 

From all this it is clear that the Black 
American family is the product of a particular 
history and the we must explain the family by the 
history and not the history by the family. 

@ THE BONDS OF THE BLACK 
F A M I L Y  W E R E  DESTROYED IN 
SLAVERY. 

CERTAIN scholars. Daniel Patrick 

Moynihan in particular, have argued that the 
problems of the Black family are rooted in the 
slave experience and a 300-year "cycle of self- 
perpetuating pathology." But Moynihan and his 
followers misread the plantation records and the 
tracks of the Black spirit, and pathf'mding studies 
by Herbert C. Gutman (The Black Family in 
Slavery and Freedom) and other scholars. Black 
and White, have destroyed the myth and 
established three major points: 

. Most slaves lived in families headed by 
a father and a mother and "large 
numbers of slave couples lived in long 
marriages," some for 30 years of more. 

. In slavery (and afterward), Blacks were 
more open and honest about sex, but 
they did not condone indiscriminate 
mating and begetting. And although 
premarital sex was fairly common, the 
slave community expected a pregnancy 
to be followed by marriage. 

. In slavery (and afterwards), slave 
marriages were buttressed by extended 
family groupings that seemed to include 
most members of Slave Row. Slave 
children, according to numerous sources, 
were taught to respect and revere older 
persons whom they called "aunt" and 
"uncle." It was customary for adult 
slaves to call each other "brother" and 
"sister." 

The implications of Gutman's massively 
documented study are extensive and require a 
total revision of the traditional picture of 
matriarchal families and unstructured sexual 
relationships. Gutman's data also demolish 
superficial "cycle of pathology" studies which 
say that the "problem," to be precise, is not the 
Black family but the society that oppresses the 
Black family---is almost insoluble. For, as 
Professor Gutman said, "a vast difference exists 
in dealing with a problem rooted in three 
centuries of exploitation and one caused by 
massive structural unemployment. 

| THE BLACK FAMILY COLLAPSED 
AFTER EMANCIPATION. 

DEALING with this myth, we ha~,e 

to notice first that it offers a theory of history 
and a theory of race. For we are asked to 
believe that the "fragile" roots of Black 
familyhood nourished by nearness to ol'marsa 
and Scarlett O'Hara ("Lawdy, Miss Scaflett, I 
don't know nothin' "bout birthin' no babies.') 
withered and almost died after the "mean" 
Northerners separated Blacks from the guiding 
model of White families and the guiding light of 
White morality. This, of course, is preposterous, 
for White morality was the problem: and once 
the obstacle was removed Blacks exploded in a 
post-Emancipation festival of family building. 
According to almost all witnesses, the roads of 
the South were clogged in 1865 with Black men 
and women searching for long-lost wives, 
husbands, children, brothers, and sisters. The in- 
gathering continued for several years and began 
in most communities with mass marriage 
ceremonies that legalized the slave vows. This 



was a voluntary process, for husbands and wives 
were free to renounce slave vows and search for 
new mates. Significantly, most freedmen, some 
of them 80 to 90 years old, decided to remain 
with their old mates, thereby giving irrefutable 
testimony on the meaning of their love. No one 
understood this better than Albion Tourgee, a 
North Carolina Reconstruction judge, who said: 
"Let the marriage bond be dissolved throughout 
the state of New York today, and it may be 
doubted if as large a proportion of the intelligent 
white citizens would choose again their old 
partners." 

~) THE BLACK FAMILY COLLAPSED 
AFI 'ER THE GREAT MIGRATION TO THE 
NORTH. 

A C C O R D I N G  to this myth ,  

urbanization and the defiling lights of Chicago 
and Harlem destroyed the last vestiges of Black 
institutional life and doomed the Black family. 
The evidence does not support this view. The 
hard fact is that the Black family was an 
unusually strong institution for several decades 
after the Great Migration. According to Gutman 
and others, the overwhelming majority of Black 
households (85 percent in New York City in 
1925) were headed by fathers and mothers until 
the 1930s. It has also been established that 
Black families were at least as stable as the 
households of Northern White ethnics. 

t~ THE BLACK FAMILY IS A 
PRODUCT OF WH ITE PATERNALISM 
AND GOVERNMENT WELFARE. 

T i n s  theory turns Black history upside 
out, like a glove, and gives missionaries and 
government agencies credit for the heroic efforts 
of Black men and women. For it was internal 
giving, it was communal sharing the caring, that 
ensured the survival of Black America. From 
the very beginning of the Black American 
adventure, Black people, slaves and quasi-free 
people, assumed responsibility for one another 
and for the young, the weak, the halt and the 
blind. After Emancipation, the first Black 

schools and welfare institutions were founded not 
by White missionaries, as we have been told, but 
by Black men and women. Many, perhaps most, 
of the large number of Black orphans, were 
taken in by Black families, and Black churches 
and lodges raised thousands of dollars for 
indigents. The most significant fact about this 
period is that the Freedmen's Bureau assisted 
only 0.5 percent of the four million freed Blacks. 
The Black tradition of self-help spilled over into 
the 20th century with the work of Black club 
women and Black churches and fraternal 
organizations. If Blacks are alive and reasonably 
well today, it is not because of missionaries and 
welfare agents--it is because of the extended 
Black family and house rent parties and church 
suppers and Black schools and Black churches. 

| THE B L A C K  F A M I L Y  HAS 
A L W A Y S  BEEN A M A T R I A R C H Y  
CHARACTERIZED BY STRONG AND 
DOMINEERING WOMEN AND WEAK 
AND ABSENT MEN. 

Tins is a half-truth which hides and 
distorts and lies. For it is a'ue that Black 
America has produced a long line of strong and 
beautiful Black women, and there is no need for 
anyone to apologize for it. Because of repeated 
and continuing attempts to destroy the economic 
foundations of Black manhood, these women 
paved crucial and pioneering roles in the history 
of Black people and the history of  women. But 
all this must be seen in proper perspective. For 
Black America has also produced a long life of 
extraordinary fathers, and Black fathers and 
mothers working together ensured the survival of 
Black people. Anyone who doubts this need 
only read the records (plant.qtion records, 
Freedmen's Bureau records, census records) 
which tell us that the Black family was a whole 
in spirit and in fact until the beginning of the 
fifty-year Depression (except for World War II 
and the Korean War) in the 1930s. For some 
reason, it is not fashionable to celebrate that 
wholeness in popular plays and movies. Among 
the notable exceptinas are Sounder and Nothing 
But a Man. Nor can we overlook the great 
scene inA Raisin In The Sun, when the allegedly 
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matriarchal Maua Lena Younger remembers the 
strong Black man, now dead, who gave the 
family the Dream. 

@ BLACK MEN CANNOT SUSTAIN 
STABLE RELATIONSHIPS. 

~[N SIMPLE and insulting terms, this 

myth asserts that Black men are no-good 
philanderers who were not made for monogamy. 
Although the factual lies of the present may 
appear to give some validity to some aspects of 
this myth, it is a prevention of the truth. What 
is so egregiously lacking in these assertions is a 
sense of social structure and a sense of the 
dynamics of oppression. For in every oppressed 
group, certain men (and women) destroy 
themselves---with drugs, with knives, with guns, 
with impotent rage---in vain attempts to destroy 
the loathsome images the oppressors have 
installed within them. In other cases, in every 
oppressed group, certain men (and women) use 
alienating means, including sex, to affirm 
themselves and to make themselves real in their 
own eyes and in the eyes of others. These 
aberrations, inevitable in any situation of 
oppression, are expressions not of Black 
sexuality but of oppressed Black sexuality. And 
it should be borne in mind, in dealing with this 
myth, that although enforced unemployment and 
lives of harrowing insecurity have corrupted 
some men and reduced others to despair and 
macho futility, most Black fathers are still in 
their homes, and the Black center is still holding, 
despite poverty, despite drugs, despite 
everything. There is additional evidence which 
seems to indicate that middle-class Black fathers 
are often-times more family-oriented than 
middle-class 'White fathers. 

THE HISTORY OF THE BLACK 
FAMILY IS A HISTORY OF FUSSIN' AND 
FIGHTIN' BY HARD-HEARTED MEN AND 
HEARTLESS WOMEN. 

T H E  IMAGES and tones of this myth 

are part of the national fantasy life. In movies, 
books and plays, in newspaper stories and TV 

documentaries, Blacks made in the image of this 
fantasy are always screeching at each other and 
playing the marital fool. Rarely if ever do they 
speak in civil and loving tones. Like archetypes, 
frozen in time, they seem to be destined to play 
prefabricated roles in portable and prefabricated 

Catfish Rows. 
"For the vast majority of Negroes," 

author Charles Keil wrote, "the battle of the 
sexes is no mere figure of speech. In the ghetto, 
men and women are considered to be separate 
and antagonistic species...." 

Common sense, the Black birthrate and 
census figures contradict this idea, which would 
be funny if it did not carry so much weight in 
the myth of the Black love deficit. 

So persuasive is this myth, so 
intimidating is its constantly repeated themes, 
that even Blacks who know better, even Blacks 
who were raised in the center of an 
overpowering love, are apologetic and say that 
there must be something wrong with us. 

There is nothing wrong with us. And we 
must avoid the hyperempiriscist fallacy of 
constructing theories of Black biology and Black 
history on the basis of the economic dislocations 
of today. For when all is said and done the most 
significant social and sexual fact of our history 
is that we survived and that the overwhelming 
majority of Black men and women lived and 
loved in two-parent households until the 1930s 
and 1940s. There can be no understanding of 
this crucial and still undefined moment in their 
adventure together. For if, as the statistics say, 
the overwhelming majority of Black men and 
women were still living in double-headed 
households after 200 years of slavery and 80 
years of segregation, if after all that time, after 
the hunger and the cotton and the lies and the 
blood, they were still together in their hears and 
in their homes, then the true story of the Black 
family is the precise opposite of the myth, and 
Black men and women deserve credit for 
creating one of the great love stories of our era. 

Far from being ciphers, then, we are and 
always have been dreamers, witnesses, and 
lovers. The most persuasive evidence on this 
score is that we endured and created out of the 
miracle of our survival jazz and the blues and 
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the cakewalk and Little Sally Walker and For 
Once In My Life and Fine and Mellow and Satin 
Doll and When Malindy Sings and When Sue 
Wears Red. * 

When Susanna Jones wears red 
A queen from some time-dead 

Egyptian night 
Walks once again. 

Blow trumpets, Jesus/ 

And the beauty of Susanna Jones 
in red 

Burns in my heart a love-fire 
sharp like pain. 

Sweet silver trumpets, 
Jesus: 

TrmsE and other pieces of evidence, 

conventional and unconventional, tell us that we 
have been sold a false bill of  goods in this 
country and that we are greater, more loving and 
more giving than White media say. And to 
understand the trumpets and the love-fire of our 
experience, to understand how we got over and 
what we must do now to overcome, we must 
forget everything we think we know about Black 
women and Black men and go back to the rich 
soil of  our tradition and dig there for the 
spreading roots of  a love that slavery and 
segregation couldn't kill. 

It is on this deep level, and in the 
context of  personal family responsibilities, that 
the crisis of  the Black family assumes its true 
meaning. For given the 300-year war against 
Black manhood and Black womanhood, and 
given the circumstances under which most Black 
fathers and mothers are forced to live, the 
mystery is not that some have fa l len~the 
mystery is that so many still stand and love. 

Sweet silver trumpets 
Jesus/ 

*Copyright�9 1926 by Alfred A. Kaopf, Inc., renewed 1954 by 
Langston Huge~ From Selected Poez~ of Langston Hughes. 

Reprinted from November, 1989 Ebony Magazine 
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l . r  h i m  Ill '  w a n h ] d  l , i  go  lr till ' Ill;in++ l ing. 

Whl 'n  ;111 a( (|ll aHll;llli,'1' oI[, 'l*'(l I s  lwlll  h h n  <q. ,n .= ll,lm~U 
sl .+c , I  I | ; l l l immc, IIc h'al+l .It Ih,' I h ;u ,  I'. ,.+,'n Ih,m~h I .  h., t  
no kn,)wh' l lgc at lhe [cl ; l i l  I I-;Idl'. Ihr liqu,,r mdush v *~l 
l~all i l l lole auld i l l  l i ( ' l~i l l )qi i l""" in 

It was a (lisaslur. 
Sre KUIIM,~. AIIJ. t ' .I. I 
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Struggle to Survive Ibis Molded Koreans Into Merehanls 
KIIHEANS. From AI 

lan,l~cal~ ol indnslrialized society." said l lyunR Cball 
I~illl, ai l lhl ir iI| "Ti le KtJll'ilU Iti;l~l~lra" alid a pro|l~ss(ir 
al Wt!Sleln Washhit:hln [h i iv t ' ls i l t ,  

l l la l l  Ednulnd~lui, r'dihlr iu due[ i)| /~nil'Hcaii Ih'n. i-  
graldi i~ inagazilie, said i l l  Ihelii, " lh l .y  owii inure hnsi- 
liC~(.s pt'r housclil~lll than any ~llher elhnic IrOUl I, in- 
chiding noii-Ili~panic wlniie~. T l iars  really incredihk'." 

hi la,'l, .~l)llie ~ee Iliese ilnlliil~r;ilils, unisl i l l  wbonl 
,ill, lii)l yi,I I1.$ cili~l'ns, a5 hid siirces~lill. 

"'1 hey have hlken advaiihiRt' or a .Mlnaliun whele 
l l i l 'y bavl' Drlil~rl~s~('ll i:~lil i l i i i i i l ally oi l  ol lhe h;it'ks i l l  
tin' Ahiran connnunily." s;,d Ihe Ri.v. Willk. F. Wil- 
.r IIm mlhlenlial ll;isllii + o| [Jlill)ll TI,nil)le I~aplisl 
( [ l i i l l l  h in/~naroslia. 

I~liii';lil /linielir Ila~l. llllll~ hi' i ' l l  viewed wilh a 
nllXhll i '  i l l adnlir;illr i ' l ivy alid ir.~aqllnlelll in |l(illll~l 
na,il~lih.ll..id~ wlu' i l '  Ibcy donlinall: Ihe niarkelplal'e. 
AIIhlluRh ?(I i~.rcelil ot local Korean busiuesses ale in 
Ilie I) istricl, only ah(inl 900 i l l  Ihe area's 44.000 Ku- 
icali~; live ill Ilu' cily, 

Wi, h'r llnhlic al l i : l i l i l i l l  hlcu~l!d Oil Kll leans re,enl iy  
wheli rllllers in Los Ang,'les directed much o|  their 
lucy on Kmean stores and television audiences around 
Ihe world saw a Wihl West-slyle shoolout belween 
l i l i l i ' lS and Korean shollkeepers. 

l l n "  sl(iry ell hllw Koleaus Ilallll~ I l l  IranshlrOi lhe 
|; .  ~ . I  Inany 11,5. cilic~l, I iowever, ~,l,'llls wi lh a Wll- 
llh , I..iliR ;l~; ~,l'w'lclv . l l l l l l '~ , l 'd  as any civil izatiml in 
hisl . ry,  AS lecenl ly ;is ~ili )'ears ago, Kolea wa~ col- 
llliized and ~ cnpi('d by il~ Japanese neillllhors, who 
inily ll.Celilly al kllowh'dRed Ioundin ! n p  hulldfeds (l| 
lli(JiiSailds (i| Kolean l i r l s  and Women and |orci l l l l  
Ihl.ili h) ~l'rvl' ii~i ~i'l( ~l,lvl'~ | l i t  Japanese IrOOl)S tint- 
ins, W. ih l  Wal II. I~hi l i .n~ bl.lwl'en the I~urean and 
J;il). i i l l ,~i, |~i)V(' l l l l i l l* l l lb; slill ;l ie slfai l i l 'd bl%'all:4i! id 
I h;ll ,nld l l lh l ' f  i illllliial al i I~i l  i i 's 

I~-ill;lli~i il l l line i~ 115 surllri~ed ii~ Iht. KoleallS 
l|itqlP.l'lvl's I)y IIn-ir Irans[llrll laliOll illlO America's 
e l i l l l ' [ l l l ' n l q i f s .  F i r~ l .  they have very l i l t le hislory i l l  
bl'ili~ ~l';i l lr 'rl ' l l allonl tin' t~hilli', ellinllh)l~isls say. Hil l  
Dilly is S~.llh ~ l l l . a  sni;ilh'r Ihan Virginia, bul Kll- 
l l 'ailk l l 'adlly de~;crihl' Ilil!lli~l.lves as iqovhicial. '['lie 
l liiih.d Slal(,~ i~ lii l l ' i~l Ihi. hi sl l l l i i l l l i i l 's  l i t which 
;ti l l/Kll l l. i l l lS Iliil~.l;lil'il v .h l i i l lu i ly .  

#~ l l ' l l 'n l ly  ;ts IIII) ~'l'afs ;lt~.l), Wlll'n nll.rcalil l le l ip 
dl.iii~ Wl,l(, ~l.l l i l i  l till ~lllil)~. ill ~ | r i t ; i  aild Sllnlheasi 

A T O W E R I N G  UI_N_GUA_G__E: _BA_RR!ER_ . . . . .  

K 
orean grammar is so C,ll,lplc~ and sa diJ~,rent from E~:glish that even an ext~em,'ly sP~lple 
sentence becomes alnl.sl Irldecipherable when #anslated wvrd for wo~d. 

ENGUSH: 

l~lSl nighl, I ale rice inslcad or bread 

KOREAN: 

Yesterday CVClliiig in rice inslead of bread aic. 

__1__ _ l _ . l .  _ l _ _ l _  J _  I - 

�9 " /  I llll llll l inil  illilli ,il r 5 ili~ i~li~ i,i 
__ _ J  L . . . .  ~ . . . . .  ~ " . . . . . . . .  Ihe velb K . . . . . . .  bsal . . . . . .  
Nop . . . . . . .  I#l Still I I e , . . ~ l ~  . . . .  I lhu lynlel dennles ~ Ici~arlile d ~ m i l ~  Ihe slalus ~ 
IlllliaSOd I t)ll~ld~l t KOleai~i, lllllll liOlllrl $ Ihat "Ibna4d" E lll4e _ _  Ihe plel~l IO VvhOIrl u .lie 
p~Imunl llldlducmlllomm# . . . . . . . . .  ~176176 I I ~ . ~ , . I  Ihllllldir 
. . . . . . . . . .  L__ _ I iI~l senlen(e, t pohte fo~r~ I ~~176 ~ "~ . ~ , . . o  i . . . . . . . . . . . . .  J 

. . . . . . . . . . . . . . . .  llll WA%HI~I(I~ PU~ I 

Asia and the Ovr.rseas Cbinese were establishing in 
Sanilal~re, Ind.oesia and Malaysia, Korea was legend- 
ary Ihr.nt:h-ul Asia a.'.l "lln' Ilrlaml Iqligd.oul " 

Scaling the Wall o| Words 
Koreans did not have gent.lalions ol ancestors with 

worldly experience to advise |heun oil what they 
w,ulld be facing. "[hey are making up their respooses 
hi Ihe IJnded ~l;i les a~; lhi 'y I~o a l o n g  Many ol 11lOSe 
le~poli%l~5 SUlllli~ic eV(.ll IlielU. Area Korl.an~ lalk 
al)oul sll~ll |undauienlal sh~k~ as Ih ink i l i i  Iheir 
scl lool inl had lau lh l  lhem Eaigli~h. I:ven Ihe rnosl 
educaled and snpll isi i(aled s l ru lg le  with Ihe vasl dd- 
Icll~llces I~ lweei i  I l le Iwo |alil~llal~l!~, 

"Whl'n I leave iny connlry in 1977, I Ili(liil~lil I had 
enoi i lh ability Io speak Enl~li~h--I dl l ln ' i  l iave prob- 
leln d I wcre hi're." recalh.d Wllil .~iili, who Ioday is 
secltq; i ly I~ellelill It| Ilil~ I . l , i l  Ki)ll '; in Aniefican 
ChalliLl~l ot Collnlll.rcl!. 

"When I l l l l  liul i l l  N;ili l l i i; i l Ai i l iNr l--~dl  li ly God. 

yon kliliW, people start talking and thi'n I couhhi'l un- 
derstand any smi le wo rd  N,ithmg. I i'{lilhl l t.ml--.Ihis 
n rl ,sl;nl lanl, I I i i t  i~i "[`WA. l lnl  Ihe ~l,eakinR- l i~ lh in i  
nla(|l. %(.ll~e ;11 all, I le~i~41l'll'd il l Ai l i l . f i i  all l i i l i i l ' f -  
.Mly. I:IIM hl)l l l, ;I h'clnle. I l i lUhl l l ' l  i l l ldl ' lsl. i l id ;lily" 
Ihiug |IDOl tim h~al'lll:l. Tohi l ly l l la i ik  I Icll l i i l~Cl,i l lh. 
Misurable. I already said g(.l(lliy~ ' hi li ly |l ielld~. I 
could nol Ril back. I bad li ly I)rhle. '' 

"]'hcse innliil~ralil5 have bllh" hl ' ,h,iy ;l:i i l . laih'i 's 
lind ~llllllket'lX'Is- hi tin: Inela l l l l ica l  ( ' . l ih i l l lUl  ~y~- 
lelu, nlerchants were viewed as Uilpi'(idutlivc h:r'(_hes 
at tile bottom of tile brap. Tl ley ranked far below 
scholars and even farmers, alld just al~)ve prosli lutes. 

Most knew nolhil ig rd busiliess bel . re arr iv ing in 
the Uni led States. Many were all edm ;li('d pl-'i,l)le-- 
choir directors, nurses. (hlctors of phi l .~, l lJ ly 

"When you're talking ab.ul  comlx'lizal~ wnlll Ihcse 
l i lyS, yon're lalkinl[ about t ' l l l l lp~l i l i l  v, it l l  I lrrnier 
a l loy |~ellt'fal~;, doclOl ~, lawyers," said Ail;li l iMia hnsi- 
ili'Ssnlan I~oll Kiull. 

i l i e i r  work i, Iliic i5 ~- kl.~'ll Ih.il Ili,'y i r h ' l  hi J,q'" 

i I ~ u t  what else doyou 
D have? What else can 

you do than do a retail 
business? What's left? 

- -  EDWARD NAMTU K U H M $  

lie of labor: Gloria Mj'o.g S.k.  
)u~. and her hu~ban,l. Edward 
mtu Kuhms, who immigrah'd Io 
United States in 1976, operate 

i small store, left, in Anacostia. 
i, who speaks little English, works 
fhe counter or the griil.from early 
,rning until late at night. 

;:., 

;lllt':,e as " lbl '  I;Izy t '~hl i l .~," JJiil Ih ly  JiJd li i, i l I~iiue .~. 
rance and desperati(ni werl: l l l . , i te r  lactol:i i l l t i l t ' i ! ;  
decisions to buy into w(irk-inlensive shrillS. �9 

Thus the extent to which KoICall inlni igranl l i i~i tor l l  
Ii;i~ ht.couil: brahh'd wi lh Ihal i l l  U.S. black~o ulgli l 
I l l i l i i  Il ie Slall, is a l~ieal l i i . , l l i lh Il i, i lvel, 51 bolals sayl 

In the 5arne year lhai L:linlri 'ss ptsscd the Volio I 
l t i lh ls  l c l  i l l  19tiS, the US. i lnnl i i la l ion law was oiler, 
h,illled In leflecl a new oi l ier and admit more peoph' 
color. The spirit n| the lime is clear ill the congressioiial 
leslinlnny ('oncerninl new innnilral ion I iol icy--an at- 
lelnpl is I~' inl mad~ to cicalc a new Unilcd Stales with. 
lint fe lard In rule, cohtr, Cll~('d or nalional l l l i l i i l  

I ly Ihal l ime, a l ler  ball a cenluly ol  J,iDalle~e i' l l l- 
onizalion Iol luwrd by ilu" hh.)l ly Koleal i  filial. ~,, l i lh 
~orea wa~i one ol  Ihe Wiilhi's i~ll lresl uaiillllS alld 
i i l l i re crowded than hldia, l ineiul~lnymenl was elldenl- 
ic, and mole Ihao 2~ I)er('elil i l l  Ihe unl'nil l loyl!d were 
ilOlVerSll y i~l aduales. 

Walking Through America's Opeu Doors 
Soon alter lhe immigration law (hanged, Kore,uls 

ih:;cllvered tile IJmted Slates. 
"They didn't h,lve a teal l~r idi'a id l l l l . pI;ice 

where they were going," said Ivan I.igllt, .1 t i l t  [)ni- 
versdy o[ Caldllrnia at I.o ~, Angeles and auth. r  ,d "hn- 
lnl|~ran[ l ':nlrepr('neur s." 

"|hnt lhey did k l l .w thal IG.c,m ',,.'.~gc h.'.'l~ wc~c 15 
percent ol ours ;it lhl' hum', II y,m la-. ;m Amer . ,m I 
,tA, i!it. lllJi(llli~ $ I !i,tJ|||) ;llilt vt,ll fh . .g ld  y,. l  , . . h l  alml..e 
$1(1l).000 fOl tim san." Wlllk m Kow.I. wh;it w,mid y,,u 
do~ i 'i hat was the l'ah nl.illlin they Wl're inaklnl~ " 

IJ,S, iillnlil~raliOll policy lint a plef l i in l l i  l i l l I~i i l ral is 
~lIo had Sll~Oi|iCalll skill~ ;nld advanced d(~glet'~., and 
linty Ib~cked h) hll skilh'd lohs. 

I |ul Ihey lull illlO Ilii~ i'lllilllIOU~ l l i i i l i l l ' l l l :  ] h t '  Kit 
r e i n  lanRnale is o11i. ol the nlosl dl l i l t  l i l l  Ill the w=,! hi. 
"The {enl ra l  real i ly --Ilu~ lalilU;IRl~ is ilml hell," ~aid 
i l ln i ig -Key I~iln-I~l~liaild, who i~i il l (ha lgc o| I~olU;ili 
studies at (;eorlte W,lsl l ini lnn l imvers i ly .  

Koreans have a ler l ih le  l inie wi lb  laii~tial41' in Ill i~ 
cl i l l l l l ry,  i~Vell npl le 5o Illall l i l t  (:lllill.5r' alid V lC l l l l l l l -  
e~e. Ai  least the u l ider ly in l  Ml i ic lu l t ' s  (JI ( ' l i i ne~  a n l  
Vit, lnal ln 'sf  a le an;ilol~on$ Il l  ~:ilgli~h, hlil i i i$1s sayl  
l int iii Kluean, not Dilly is Ihr w. ib  i i l . .ed aher  illel 
(ibll.cl ;iud the il leaii i l i~ i l l  tin" hi i l i l  pal l  o| a 5t'l l l l ' l iCll 
l iequl 'n l ly  indt'clllhcl;ihh' i l l lhl Ihe hal k i'nd i~ tmllWll, 
hut the lallRuage Ila.s twicl, as nlall)' vowels as Enilli~l!, 
aud verbs can be conjuRated in any o| bye ~ays, da- 
imnding lin the relat ive slatu:, of Ihe I~'(Iple d O l l l l  the 
talking and Ihe listening. 

l l lu~,  ill Ihe cal ly  '711~. K.re;uis |lnilid Illal if Ilic~ 
h:ul I(ill*14" dl ' l l~r l 'es alld ih:sllalJle ~>kill~. Ih l ' l  l l l l l ld 
i i l i l n i l la le  Il l  IIn' Ih l i l l 'd  .~lale~--" lh l '  die,l i l t  I,ili~l," 
Wlll ' le '~ Ihlrd, t ' l i l l  |',Ill III;Ike IIIOIll>y. '' ;l'; I{ l l l l ' ; l l l  
Ati l l ' rh an lawyer (;ene J {:~lll l I)ul it. 

I|ul Olil(~ IIn'y lIut hcle0 Ihey Well" $1uiinl'd hy how 
i l io ron ih ly  langual( ,  amoui I o i l ier  l i i in l~,  li locked 
Iheir prole:~iilnllil i 'all.l!lS. 

" l l  lakcs a really Imi l  l init ' bi adiusl i l . ' .  skill ', in 
the, col l l i l ry."  Sinl ~;11(I. "l':i'l,n IhllllRh yqill ;irl, a ilnl~l'. 
}~lii jii~l calili,it 14o illl,~ Ille hospital and ~ay, ' l .e i  nn" 
be ;i IlUl ~e.' . . . i h l ' y  hurl ' I l l  I;ike Il lai r.xl i3 i ,mlih'  
i l l  yl 'al~ Il l  hi' ii l i ' l~l~ll '[t ' l l  ilnr!,l', which wil l  I,il~e 
Milln. nlllney, eli, > .~o allii~l~i i.vt'l y lainlly had I l l s  i 
,ihiilll |ll.llll~ ~hil l '  i l l l l l ( , i  " l 



Children Are Sab a ion for a Unfulfilled  eams 
Ill;lit litl ;I l l ' lad l l u . . i l l i ' ~  Wti,iI ~ h'l l?" hi' .i,.k, d. 

"',ul Iht '  I . I , l i i lk i  l l . . i l  i ~t ; ih.  i l i , l l i . .h V l i l l i l r l t  l i l i l  I l l  
Wit I ' l l '  I l i l l i t i l ' t  l i ly1 ' . .~ l l  wll l ' i l  hi' hi . l l l l  i l l .ill 
o l  Innll  y i l l  l i l l t ' l l  a ti~h ~;tlil t' in Allal oM i t .  hr  
red lii~ tallnly l i t  a t iuy ~li-I I al I I Ih ~ i i l . i ' l  ;iiiil 
ill II-II*: 14oad .%1';. wlit'~e h*' Mil l  i~ hld,iy. 
Ih* '  i.i-iililinli(:~ il l l l~l i  t t ' l l "  l i i i  k l l l lh ' i  l i t  hl l l l ,  a l ld  
al l l .n lp l  It) g('l into thl '  l l 'a l  t 'Mat(' hu'din':,s ill 
ginia was ~. l l l i l l . f l r lo lh 'd Ily bnll~l' lY I~iililli~i 
fdl.d In lenl l ive ii tnlnl i l  I f l l ln lii~ ~llilial cold, 
~o Inday, he and his |anii ly iuid iheni:,elve~i in a 
m little shop iii Analog.ill ~l.lling candy. Ih.dskins 
~S. SI l l l i l t  K jill's, ( ' i l4all . ' t l l 'S, ~ a l i l l w i l h l ' s  ;inll  
lalt 'vt 'r i~l~' Ihey (an think i l l  l l l; i l i i i lghl i l l '  u~elld 
Ihe ne ighho l l i l i d  w i lb  nile il l Ihe Di~t~ Id 'b  li i l l ie-~l 
r rall!s. Il is wile i .m he | lnind workn ig  
u cl lnnler nr l i l t  f i l l  I[Olii 1.ally n i l i i n i l i l  nnti l  late 

nighl.  
Kuhlll~i, a di41iill~ In~hell'hillkllil~ i i iali wi lh hu~h7 
t.blllW~ ,nid a lt.~t-lVVd digni ly ii i~ i i i in ' i l  l i2, ;iiiil 

ht.ldlh is de ie l i l i ra l i l i l ,  l ie  ie~ i ' l i l ly  iUl ihir l !d a 
ooli ves.~el anll .',liil Ull a Il inl i l l h l - -d  i h e  hnii i ly 
is no heallh hlSill ;illl:t~. 
So Kuhms lind <, hilnscll h~)killg hack at lii~ lih'. I l l  

Lies l l i i l  express regrets about co ln in l  tit Ibe h i [ l ied 
tMl'S. Itut lie does sonl~lhlieS allow himsell Io think 
b(inl how n lu lh  better hie ni lght have hl't!n hall he 
lid l ln In Ihal i(ll) keelul i l l  t ra lk  Ill Miil 'k I l ir 
4 i in l lnn i l . [y  Ward. ~ lnnf t i l i ie~ his i*yt.~ hn ;i~ hi, 
;ilk5 l l |  nliiulli lh~ll di cantS, 

" l tu l  what i.l~l" iIo ylli i li,ivl'# Wh,iI i.l:,r ~ ,ill t l i i i  dll 

KUiiM.~. i,,;i,i At 

..0;,.t,i,. di;7.]7 ~ , ~ ; i . - ' e , i  i;,: .;:,,;, w,,,k<.,i,,,i., 
Iny More. lie a~ki*d ine il I had I IOnl. I said. 'Nn!' l ie 
5aid, 'Wl.ll, you hl. l l l : r  I~el lillt!. u i l i l l y  t() lie l i l l l ! i i  
in Ihi~ alea wi lh ln l l  any pl( i l t . t l i l l i i . '  

"N l . i I  i lay lie IJlOLighl pal ier " -ap l  Ihl 'al l~ Iui Iht! 
p i i l l l iast '  i l l  a gril l . . . .  Sit we Inlll'ha.%t'd a I~liit. ' i 'ht 'n 
a I l iend l l |  nl i l ie b l . igh l  nil* a Ini lh. lpr(~l l  iackel. 

'1 hall thai hldh. lpr l~l i  ia,'hel. I had Ihe I~illi ~tuck 
iii iny h i l l .  And I thonghi  t l l  nly!;l ' l l: I I no lh l  a war 
ah lady.  I I l l 'Vl '[ eXl Ivcle(I I0 l ighl  a war agail l ." 

Morellver, he had I10 idea how Io relate Io the poor 
wli i l t '~ and blacks who were Ira> c1151nlllt'r.';~ 

i l l  I.~t iii~ ~,ll i l i .  

On ~o Colorado Ior Ano!h~.l'_rY . . . . . . .  
- i l ,; , / . , i; ,; ,7,,~7",~',; ,<;ii  (:,d,,r,d ....... h ....... i,,~, 
hr  h;id hl',n d..%o ~ i l l i  vW' l )  Iliilil4 Ihey l iwnt 'd slu|[ed 
inl,I a ~,iali.n wal',Oli alii l a i l i l a u l  Ir~iilt'r. i l l ' , lli~ 
Ih l l ,e t h i ld i l 'n  :ind his wih' ,  ( ; Imia l~yiilil~ .%uk, h' l l  
l l i r  Ih.l lVPf tit hily ~ ni 'w l i l l i l l l r  s lole.  

' l ' ln 'n the Inice *il oil I'ollal i~ed. and sn did the 
i,i Oliliniy tit Ihe I ; f l i i i l  I~;iiige. " lhe Ki ihnises hnllt~ m 
iht. l l ,  h l l  six ye.ilS, i inl  in ,3 Ma~li; i l l l  el:ti i lnnly a Sillal 
siui e l l i l l l l l  lit)l hold inlt l l l l l~Vt' l againsl I l ic 
dl~(l l l i l i l l  i~..~l) ill VJStl, Knliln.% hlhh'd ili~ It 'nl ~igaln 
ll i i~ l l lnl" In head Io I:lorid.i. "lht" l it lulir biisilw.',:~ W,l~ 
n,i l l l i igt' l Iol hiin. I l l '  wa~ 10mlg i i i l l l  l l 'a l  I!~lall!. 

;tllilit~| il l ' lnalll l lnl~ an .lli~Wl'(. 
I~hllll!thl,h.~s. lli~ l i l . laih's i l l  ~tl lllD~k" h,lvt" i l ia tit till" 

till naught. 

P~ovlding Hope lot ~!s.C~!ld~en 
-Kl;t;l/l~'s ieTliu~-e-s s-~lli;./I a~ lie iook~ ai lil~, iiiilll,',,. 
I,ll'k when he def idt 'd l i t  h.live .%onlb Kl i l i 'a,  hi. ~,lld. 

"1 knew the Uni ted Stale~ to I~' not a land oi 
pl lad se, and that there ale t r o m l l ,  t~ al l l l i l lg 
the faces. But nio~t i l l  ~ r l a n l  Y . �9 " i wa~; i l l  Vi l l i i 'd 
thai i shonld be ahie In provide li ly khls with 
nliP(ilti l l l i l ie~i th:lt we l l ' n ' l  aial l . lhh' in 
K i l l ea - -edn la l i on ,  geltinl~ ahead il l th l ' l l  hvt'..." 

And sure elmuIlh. Kuhlns's lall, atticuLite0 
25-year-old daughler,  Calalina. sl l l i  pilcht's in I . .huid 
Ihe re l i s le i  al lhe ht l le MOle. ~o illicit ~}l i  I)avnl. 24, 
who sporls Ihe assured l l lalnn'r ol a youlil~ inaii lii>;t 
[}ltlk Ir i i l i i  l u l g u i l  a ;l it-pound l; idi i i  a[ l lnni l  lill lliiil~ 
l ia l r l i  I hehin|l el lelny lines il l haq  ill ,1 .~iX-liian ~llU;lil 
~[ the IOIsi Ai lbor l ie '5  Loli l~l~aiig I' I~l '( i i l i l l , i l"~rli i~ r 

I le lachnienl .  
They wi l l  liOl be there hlrl'Vel 
Catalina Is I~'llsed I0 tlnihh ht'r al'l i l l lnhlii~ Ili'l',l ' " 

;it Ihe Univelsity ol Maryland. John is studying i i~ d 
el igineeri l ig Ihere. 1"licit bro lher ,  Maik, is F;llldVilll4 
CnllipntelF; at I~rinle Gl~lirl~e'~ Cti l l l lnnli i t  y ( ' l* lhT., 

The i r  i u tme  is n01 Iheir lai ln 'r '~. In lhai .  I:,l~.~i,I 
Nal l i l l l  !%l!!ilil~ Ilii.i rl.~;llUllllilit~ly ii l i l l a i l r d  

- , i . r l  I'-ni l l , . in 

WI. II lib ,tr~l ,* L ' I v ' "  th, ~ I,.,I., d ~,,.,ll,[ t, , ,  ,~,. 
I,* surviw.:, wb,d tl*vy .,,,l',v w,l~ Ihr (h ' t i l l th  oJ the i 
t9581o,,t~. T i le Kn lea .s  ha~l only tilt" v,~Ktit'~t li:h .i oi i 
wbat had happened, many a~konwledK,'. Itut t lwy ,lid 
know thi~{: "Wher, ,ver y .u  ~ll. ylnl Call r .(,('e the 
h)r-lease sigll i)lit their" nll ti lt ' sta)l(.F; ~ii, l lhat dr...; i 
not le l tn i fe that n in th  ()( thc inii[)ey t i) I1(. a ~,[llll, o'll;li - 
el ,"  Sinl recalled. "l'r,dJ.lbly law or t t .o  i l l, l l i t l l  *,1 Ih,' I 
Sl't'Ulity deposit. Ti lars  how we all started " 

Sheer ignorance oi what they were getting hlto un- 
d.ubtl'dly played a crucial lnie. "it ins1 m3y lie th,d be- 
cause they doll't have ally hafkglOUlid tit ('xlR'llt~nct'. it 
was easier lot them to iu~t iunlP ill." C)nil  s,i i l l  

[ tesp('r; i t iol l  w,l• i lnpor lanl  " l "hvy didn't ha'<t+ a 
{buice." ~hn said. They had lantdie~ to SUl)p*~rt. AJid 
besides, they had aheady changed flit'it lives so rad- 
ically hy t'ilnnlll~ I l l  l iw i hiltr 'd ~tatt '~ tltat thl '  ~,bo* k ot 
l i l t '  nvw (wt'upation W;I~ imhl  hy C(llllllari~'[lll, lie 5.Od 

.l-;tuhhnlit p l ide had 5olnethinl~ to till wi l l t  tl tllo. 
"Thvsr were people whn'd gilt i ' ldl~ ;tnd ill:~l 

t 'tt l i idn't get a job," ~aid Kim-I~enaud. wh,i I} l .hrves 
thai al l t i -Asial l  preindice WAS 5igndic;l l l t. "'()[ when 
they gnl a job. they lelt incredibly unla i [ ly  treated. So 
rather titan undergo tile bnmiliathm ol doing some- 
tiling that normally a l 'hD wouldn't do. they decided 
to he theii  OWtl bo:~si'5. Pit Ica~;t it ~tal ted thM way. 
"['ht'n they began to rvalizl '  it wa% iioi a ~h;lllW|ul thing 
to dn these things, hi that way, they Rot ; .*  u l tu i ; i t rd  
il l a dd lvr t 'n l  nlannvl  ." 

Q u i c k  M a s t e r s  oO t h e  A r t  nO t h e  Dea l  

Whatever the case. it didn't  lake long h)r the~,e cd- 
m'ated Koreans, many ol whonl  started wol l ,  mg in ti le 
United States as c.onvenlence storl t:h-rk~, lit quit kly 
[cain the ropes of basic retailing 

' l 'hell canle the key i)bselvatiul l :  II t h i y  t ollld htly ;i 
snlan store cheap and het.p it open |1~ h , . . s  ,i (lay, 
seven days a week, with little (it no hired hl' l l l---J ust 
by employing vastly l ume houxs ol  lalni ly lab~)x than 
the typical American wa~ wil lmR In c n n l l i b . l e -  thl 'y 
would have a sig,libl ant advantage i ,wr proph'  .a.ho 
i.lused to live such a Ide. 

They learned to shun o)mpet i t iou wdh the 14r('at 
i1 S it.tad juggcr.auts.  No way (nnhl th,*lr ~mlple 
giClt i.ly go I fad to I cad with (;iant. Or thvlr Like(till 
lak(. lilt [*lb I litliahl'~, hi% t';I .V ~.) i ,, i Oill lilt lit". 
Ill.it w r l e  trill ~llhll[ Itll tln'>t' h 't* hllh,ln'', 

"lh;i l is how KOll', ln~ i-alnl" Il l ~.l'e ti i)tluItl i l l l [~ ' I Hv" 
I I~t'ly lit thil%t! inalkl't% thai challiS, dil l  [lilt ?~l'e a"~. 
l l l l l t h  ~ t ' lV i i in8- -  niaily i l l  which Wclt' p ) . r  alld ida, k '  ; 

And. I~mlts out Kt,nnclb ~hl, .wn~ l  nl the Chhw:~e 
Car lynnt  on Good i h l l ~  Road in Aiiaclisti i. t ,e appar-. 
I ' i l i  I lhi l loi tnn~nels O| As all e i l t lep i i 'n t ' i l lS i5 Inislea " : i 
ing There  are vastly more black and whl!e IW-,Ph' In..! 
the la~l-lot~l i idustry than Iht ' le  are ~siali~, lie i n ' ,  i I 
.~ ~t~. It t they ow I mainstream irancil ises. : t 

A:>iMl~i he sad have Ii~l'n i l l lVl ' l l  In trick lip i h , " ; l  
f l un i  ~ tat these chamt hai l !  i l i i l rOll~;ill .led W*>lllt-;' I 
while. I r s  not thai they ale so wild about w n l k m i  in " I 

:': :", ',ga ':I ' I 
Ew e R,.v. Wil.,)n, . -  tall . I  K,,iv.ln ~ll, q,krl'l e l .  i [ 

i~klillwlt' ge5 thai il hi' KliiCali~i Wl'll' ililt l i lnl i l i lg I I 
I'y II liila|ll~l' WllUkl it(it I~' oill ' l l at ;lU t I~ tiller" b;t Ol e'i, 

~ ' t 'n if) this lleighbniliil~l~l s l i in l ' i  I '1 have hleral ly 
iq lelat l i r  i l l  an A~;i ill tiil~.lilt'~s l e t  kil led, h lo~ l  i~, . n  I II 
the siih,walk, they Ci,llle nnt, br ing sonil" water iuid t I I  
wa..h ii ih lwn, the si,, ic i~ ,,pen ag;ml. 1hal  may h ! ) ! l  
he ,; i ; ir  ol the lanuly, or the n in thr l  Iwh. I,,, 

llt.t, il kilh'dl. ;illd thai liil~illl.-~ t l l l ihi l l l t 'S In i ipl! fal l ' .  
think any ol t in' t~oP Ic in our Ihla,kl i 'Oll i l i l i lni ly iq i  
i~ili l l l l i) |) i ' lale it Illl~illl'~i~ al l '  al l . l i l l  {d li lt ' vilil l i l l l"  
"l h i y  i ;in't ih,;il w l lh  Ih.il ." 
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ti3APITALIZINU ON IHI: , /4Ml:KiUP, iq Ul t r .~m 
KOREANS AND THE CHANGING FAC~ OF SMA~ BU~NF.SS 

rmury Klm. an owner or ,  Ho,~ on ,h. m. re,sun=, help, �9 c=mmr. 
Her family, who had scant know|edp of Imrbemm or food servi~ built 
a ~ outlet into a chain of 1'/rusmumnts. Story on Pap  A12. 

Lives Defined b,y Saci _flce 
.~"'~ . ' : - i ~ i . ~ -  ;..~:--,~ .'~'~:= ,/~.-:. ::.p 

Business O Oices Mirro "Oon cian] Values 
S~ond o/three a~.les 

By J~l Garreau 
WmlmNl~m Pm ~ w ~  

Every week in the Korean pa- 
pers they appear. Ads listing 
hundreds of small businesses in 
the Washin~on area begging to 
be bought---opportunities to 
launch yet another Korean fam- 
ily toward the Amencsn Dream. 

Most of the derails are com- 
prehensible only if one reads Ko- 
rean. But key facts leap out in 
the universal language of dmllars. 
They reveal not orgy the eco- 
nomic calculations potential buy- 
era are making, but also their 
underlying values. 

For example, the asking price 
for a liquor store is oRen a great 
deal more than the price of a 
grocery store that would bring in 
the same amount of cash each 
week. The explanation: Liquor 
stores must be closed on Sunday, 
giving a family a guaranteed free 

day. The fact that a day off is 
considered a precious commod- 
ity worth a higher price counters 
the stereotype that Koreans 
choose to be workaholics. 

Someumes Koreans buy busi- 
nesses that appear odd choices 
for people new to U.S. cuR'm'e--- 
running a black-oriented jazz and 
gospel record store, for exam- 
ple. But each new store owner 
has made studied decisions about 
whether to enter business, what 
sort of business to buy and how 
to finance it. 

Analysts such as Nami Moon 
Purdy, Kathy Kim and Keae 
Crowley of SJM ProperTies, in 
Aunandale. said there are four 
primary factors in the decisions 
about what businesses to buy: 
,. Language: How much English 
does this business take to run? 
.. Time: Can this business be 

See KOREA~S, AI2~ CoL 1 



I'.Vl'ly UlOlUll, IIli:~l" I'llllilll'~ u . . . . . . . . . . . . . . . .  
il'g'i tO the l i , iup -savings ~,queezed oul by sacrilic- 
ill R Ino';t "lP re ( - l i ndo | ts  and working several jobs, 
"l.iving is terrihle---oll good Io,ld. good c othes, good 
~;~ - . I .p . l y  i l l i .  IIo~ klh." said Ki Illick Choi. a ineln- 
h, i ill the I~lill'an Assllcialillu id Greater Washington. 

hi .ioccl'l'lliliK ui,inlhs, eel b laulily in ruin walks 
alway wllh Ihe I.,I, whhh can Iolal $20,t11)1) or more. 
"1 he I,IOliis Iriliii I)il~;ilii's~e ~ slalled willl sucb saviugs 
~llleii ai(! pl.wed I);ick iuhi ;lli~lllu'l kr'h Ihai hlels Ihe 

i.;e ill illllll' llusilil's~t's. 
"Kilil!au AiiieliCaU bn,~illess has ,;plt'ad so quickly 

a.d visibly Ih;ll ~;luile Alul~licans have ~p~culaled 
Ihele lliU!il ill,. ~ii.~ ll.I Kllrl,ilU gllVelllllls OiOUl'y, fir 
sllelial AUll.ri(all !~ lIVeflunent assislancr', ol even 
mouey holu Ihe so-called Mooilie Ilmticalion 
{hutch," sahl Youlig Ja Kilu, a couinuniily lelalions 
~dvisei. "ltul none id Ibal is hue." 

"]'lie next I:~rior is time, ~hich Korean shopkeepers 
appear ready to s;.: l i lke Io Iheir work in staggelilill 
qilaulilies, ill pall becanse ,if their Cmilucian duly Io 
pl ovide |or Ibe edllcalion ol their ihihhen. 

"l~olea is lhe lilOSl Conlucian cmullry Oll ~arlh," 
sahl socioloRisl h'au I. i lhl ,  . I I h e  Ihl iveisi ly ol Cal- 
iloHiia al Los Aul~eh's. wlio ~ludied Koreins ellen- 
sivcly Ior llis blink "hnnliKr;lui I'~ullel Irenenrs," A cen- 
llal icnei iu Conbician philosopby is Ihal educalion is 
Ihe luudauleiilal uil'au.s ol peileclinK inan. 

" the  presliKe of workinR such shops is very low, 
;,,id Ihal botlu'rs K,,reans a hll." I.ighl said. "lhii Ihey 
lakv IIo~ llllil~s,,I,hi~al vicw "lhcv'll live liul Ihis geli- 
ilall,iU lliakilil nlliillly, slid Ilieil i hihhcli will live oill 
Ilu_' illl';llO (i| a lllliles~i ~)lial job." 

hi lacl. C)ile at lhe cl.iliuuing le;isons Ior Korean 
i, lliitlalillli- even lhllogh llie ~otllh Korean economy 
ll;l~ lu~t'u gillwiug taslel Iban Ihe U..l~. economy--IS 
flu' Sill)l'riol ,dl �9 ii lal oppollnililies here. 

"/~I luiule. Knit.airs halve Io fighl f . r  au edlicaliOll," 
I. i lhl ob~.lvl,d. "' lhi.y ~.l. Allu'H~a jiisl Riviiig this 
~1.11 away." 

The' re.hull - I  Illi~ sal f i lhe ,,# linie, however, is "a 
ltie;il ir,lny," said YouoK-Key Kini-Renaud, who is 
h(,ad ol Korean studies ai Georle Washinllon Uni- 
w,l~iiy. "l'h~.y will w . lk  . i l b l  aud day, sacrilicing 
whalew'l il hikes Io K~'l their kid~ inlo Ihe riRhl 
scll.,~ls. Ihil Ihe |lllCe is, Ihey arl' lit'vet hlune lo all- 
swer lhP (llil'sli~ns Ilill~ie childleu have," 

'Not a fVtee~l People' 
()liCe lhne, lallguage aud iUOlU'y aie accounted lot. 

pclsonal sah'ly i~l llle remaining lacior. These immi- 
irali ls Iloni Ihe lar side ~[ Ibe globe, niany ol Ihem 
liheral arts gl,-idoates, ale lilnuiu K shops in neighhor- 
lu.)d~ willi siuiu~ ol lhe hilhesl r~)llhery aud assaull 
i;ll l-, iii Wa~,hhigl~iu. 

'"1 hc.le wa'; no choite" iu Ihe early days of iuioli- 
gialilui, ~aid W~lli .'~ilii, HI tli(~ Korean Aiiieriian 
I.haiilbi'r id t~l~lliilierce. "11 was survival. ~Oll ha(I 1o 
p~ovide lot your |aniily." In adddion, markel aualyM 
ICilhy Khu uoled, "Sllnle people belil've in 1ale. Tlley 
d,) i l . l  Ihink il is Iheir lale to die iu a Irocery shlle." 

I'Iu'u aRain. K.reans "ColUP wilh a kind of hardness 
;Ih,.ll Ibl'm." I~,lll Kiug. a hlalk bn~liUe~lsmao hi 
~liialo'~|i.i. said. '"Ni~'y Walll lit make ~Uile liley Wiili'l 
hi, r-lied over ou, so Ibey co e Ionlh." 

Ill,tory has made Ihem SO, said James Kyong Eup 
Kilu. chairinan at Ihe conununily relations commillee 
ol Ihe aica's K.lean AInetican I.:hanib~r ol Cnln- 
ili#'llP. 

it llllilil wul/ vu ev  . . . . . . . .  
Mary Elm, above, an o~ner 
of the itogs on the Hill o~ilel 
at 14th and U streets NIT', 
top, discusses counter 
#jrocedures with employee 
Shirley Walker. The Kims 
are struggling to leans/arm 
the original Capitol Hill 
reslaurant inio a 
nationwide .franchise. 

rocky undertekeng: 
Chul Kim, right, in the 
chain's 14th Streel 
headquarters. Kim has 
round lhat methods that 
work tuell for mum and pop 
slores do not always 
lranslate well for larger. 
more complex businesses. 

"We have IonKht invasions from the north throuKh- 
out our history--Manchus and MouRols aud Chinese," 
he said. "We have hmKht against the Japauese. The 
North. Maybe it's in our blood . . . .  You just have In 
liRhi to ~urvive." 

South Korea is oue of Ihe loosl heavily mililaiized 
ialious in Ihe |I.S. orbil as it sits uneasily next to 

conunuuist North Korea. which has the filth-largest 
army in the world and is striving for nuclear weapons. 
Just about every middle-age Korean nlan in every 
shop in AlUelica is a product nl that reuse military 
expelience. 

"We are not a meek people." said Eugene Chuul, of 
Oaklon. Chunk is Ihe 795-pound. 6-1oat-5 Virginia 
Tech offensive Iiueolan who was picked ill April as a 
Iirsi-round Nalional Fo.lhall I.eaKue dealt choice. 

Thus, alihouKh salety is a powerhd consideration 
when opportunity is assessed, it does not necessarily 
reign supreme. In fact. personal lime often is more 
important, ao'ording to ilyounK Ki Kiel, secretary 
/euelal of the Kl~reau American Grocers Association. 

"Bill step np is to own a liquor store," Kid said. "lie- 
cause in the Distrhl. ylin ale foi led Io (lo+;e Oil Snip 
day. Day oil! I'1. oh.ice!" 

AdvanlaKes ol linu! ale i.V(.li illllle alll;iclive when 
Ihe nnderlyiull ecoii,,uiics are i . , . I .  A nice thing 
about liquor stores, a spiikeliuan for the Korean 
Anu'li, an RHail I.iqu-t Ih.;di.ls A~s~.:i;lliqm gaid. is 
that iu Wa~;hillgl ~ al h',,~;I, Ilil 'y ;qlpl'al hi hi' feces- 
lion-penal. 

"Nliw nlany Koreaii petlple who went out Irolii the 
liquor business have conle back," Ihe sl~ikesnlau said. 
"They have a sale feelilIg with the liquor busiuess." 

The lully grail, luiwever -eVf i l  iilOlP coveted than 

a liquor store--is a newsstand or ca[ry-(lut in a laluy 
oflice tower, KJel and others said. 

These lobbies are empty not only ou Sunday, bill 
frequently on Saturdays and holidays Ion. Two days 
oll iu a row--aud workdays that slrelch ouly ham 7 
a.ln. to 7 p.m.-  has resnlted i .  an iustaulaneoUs KIrl. 
rean reslponse, Crowh'y said. Su, h carry-ouls no "*' 
have asklnK prices 50 percent m more hiKber ihar~ 
grocery stores with coulparahle sales. 

lho SPVz-Hour Oream Week 
llaeng Ja Chuug knows all about this. Sl|e Js the 

)roud proprietor ol a little Monday-through-Friday 
hole in the wall on Vermont Ave,me NW called Ver- 
mont News and Variety. 

It's not easy to prosper while workinK such 
"short" 57V=-hour week, ChulIg said But il there's a 
trick to it, she believes, it is to have soolethinR for 
everybody, cheap. 

With a ready Kiggle and de.clog eyes, (]'hunk shows 
oil the |1 computer arcade and pinball Ranirs that 
lure nlotorcycle nlesseugers in h,alln'r as wl:ll ;is ill- 
lice workers iu tui~iiiess soils Io the inlelisf' aud ad- 
dictive lures ol "l~oholron" alid "Niuja Tecnm." 
>acked in lhe rest id lhe spacr is ;ol t.ch'ctic alray uf 

items lhal coold slocka haidwal," s t . - '  aud a all.g- 
store, to .gay noll i inl ill SllllVl'nil SIIOiiliS, ~l lalu, ie- 
dacenieul keys. ueckl;ices, h,.lls, hhlebl'rly uudtius. 

dice, .,duielaces, lypi l l l  llaprl, in l l  acliv;ihlr, Wiiuh':i, 
dill pickles and u~led books h,r $l .75 iaulliUl I ; i .o  
"llilly Graham, Evanlelisi to the World" In Ilallequiu 
bodice-rippers with titles such as "Total Surrender." 
And, oh, yes, news--from the Fiil:ulcial 'l'iiues to Ibe 
tabloid with the headline "Wax Ihnluny Found in 
Elvls's Collin!" 

:',;,TC/~;~;:;[~;l~ ;;i ~, ;,;n,phca,ed A.i,e,ica. 
busiile~s r smh as Iraocbising. 

Aud tha! is a heada~ he for Chul Kim. For 
despite all his plaus to the contrary, the 
bulk ol I,s ilanvhist'c's air  Kmeau. 'Ibis 
complicates his allihiti(lus 

Fol exalnph'. Ilu' Kinis hav(' lealiied hy 
trial aud error that it ioakes a lot of sense 
to hire local llcople iu their restaurants. 
"' lhe person wlni brsl meets the {osIomel 
in a reMaUl;llil has au inipoilanl job," 
Kl~lilly Kiln said. "lb. ha~ i .  make him fl.el 
wclclline." 

So the Kims slrnnglY encourage their 
franchisees to stay in the background and 
let people from the m~iKhborhood work the 
front. Unlortunalely, they have discoverr 
thai most small bushiess ownei l  i re loath 
to let anylx)dy I till the cash register except 
lamily menders. But the Kilns are 
insistent: It is essential thai when 
custoniels conie into the restatirlnt, they 
Ire thinking Minlkl'd iibs, nol eilmiciiy. 
And il people want Io Ihiuk thai Kenny Kim 
learned the barbecue bushless at his 
daddy's knee in the North Carolina 
Piedmont. thai would be fine hy him t i l l  

--  Joel (;orreou 

Few itelns cost more than $5. but the nickles and 
dimes add up. It's natural to look at the store and 
imagine that Ibere is a fifth variable in Korean busi- 
ness values in addition to time, lanRnaRe, dank rr and 
money. 

It might be characteli~ed as iugennity 
The ChunKs originally came to the tlmted States hi 

1980 ~cause Sam Suk In Chunk was a banker as- 
signed to the New Yolk bianch ol .~)uth Korea's 
prominent Cho lluntl hank. In 1983, the lamily was 
scheduled to retm0l t,) Korea. lout flu" two teenagers 
wanted to slay m the Slates I . r  hiRh <icho~)l and col- 
lege. 

At litst, the plan was to allow the children to live 
with relatives in Washiugton and g" [o school But the 
transpacific separation became too painlul, so the par- 
ents returned. Sam en, ed up rnnning a small grocery 
seven days a week on Rhode Island Avenue, and h s 
wile, Haeng Ja, stalled the Vermout Aveuue news- 
stand and became a traditional hoosewile oo week- 
cuds. 

T ley uu.asull! Ihr StlCCl'S~ Ihlllogh Sue Ann 
Seniti l'~iin Chuiig. a danlbier w Io i.sl Rradualed 
Irlnn Ihe l luivelsi ly ol Virginia aiill is sclieduled In 
enlei ( ;eorle Wa~hililhni University's law school in 
the lall, and Ibeir son, Sr,;lii Scnlig ()ok Chmig. wlio 
just graduah'd Ii,lui Ihe Ilniversdy ol Maryland. A 
spevialisl in iuhlllnalinu systems management, lie is 
ahmii Io I l l  lo wc~ik bit Mobil Oil Corp. 

I:oi llifnl~clvc.I, Ille Chiuigt ate I l ihikinl id selling 
their grocery stall' un lthiRIr Island Avenue. with it0 
Kruebng seveii-day schedule, they  have a word for Q 
mere 57Vl-hool woik week in a little newsstand on 
Verliunil Avemu'. They think ol ii as "reli ienienl." 

NEX 17 Culturt' clash 

. . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . .  

I l l  



CAPITALIZING ON THE AII'~[AN DREAM 

'l ,.le 0 o . �9 ' ' - f f s ,  Sacrffnces Define l reans' Business 
. . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . .  

II*11 'Allh II's'~ 11%111 I I ~1 | l l l ln  ' d+~S ~Ind ~evlqt+(kl'9 ' wt't'k+::~ 
I ~+*h'l~ ~ ' h a l ' s  lh , '  m'i~hhqlh,.}+l hk+ "+ 
II l%l,,ii,'~+', (thdo,,,,IY ilt~lulIl;llil, hul  +,.Iv i,i l r m h  ,,[1 
'~,lJ+ lit,: ,dIR'f  |Jilt't" ~ari;d,h".. 

I +, h.,k al d i |h. le l l l  I~'1.'~; rd |lllsill/.,.geS Ihat I~llle;In5 
Iblv, h'+ItRht s h o w s  th , '  t a b  l i l .d ions  t lwy  have  n lade  
~llt,l tli,ll Jl ;It.lilt th" i I  * . l l u t e  am|  valne+, l a k e  the  
k i , . l  ,d t,h. c wh,.r+" K,,r,  .it, e t l t r l ' l . l ' ru ' i i l+ ,hi l )  stalh 'd 
ill flu'  Wa.hit+EI+.i ;iI, '~ in lh+ , .arly "Tit,+: in ,ml  311,l 
l " l '  RI , .  i ill ' . .  

H,,,*I ,*,ul l . . l  ~ RI*. +II +'~, .111. l , . l ; ,hvvl )  il1+'xll!"11'.ivP, 
l h c  ;.*all, .I~ ,,l*.+'Iv, ' l h ,  Inh '  ,d  lhund+ | . r  a l ;m 
p , l , ' ,  211 to :!S t in l , ' s  f lu '  w,.vkl> R,+,sm lhu++, i |  the  
s l , . , '  .-,'II + $ ' , . | I t l( l  '.+;oI lh  +ii ~4*l+tl~ ill +1 "Arl'k, ,1 l l ' ; Islnl  
+11,1,' l . l i , ,  + i++ $11III.ilIHI I,, $1'.!5 tlllO { lh+11 ju:.l p u t  
,h , ,  .+.n flu- hl~+me..~. I I .  I . . . I  Imlle~ + il ;rod l he  hudd .  
tll+t Jlr+n* tn~ l( ~++ll+.l :,lly .i, e .x+iu.d hy solncb,~dy e l se . )  

l I s , . ,  lr+,m a st , , ' , ' ,  l+l ,di tabil i ly |mist*e,  l ive .  a llltnll 
al+<l l,+Jl I Kit.. e ly  w~,.hl  al)p,'ar Io be a l+lei ly  J~ood 
4hal F i l ly  th,.+m:m,I d,dt+.m +l,,,+n h.dl the ,1~kinR 
illi~+, Jltl~q ,1 gl.l+' Ihal i,~*ll.I i'h';Ir Ih+ll i I Imh  . I  
Ill,P|+' +'+1( h ~+l'~r 

11111 t h e  k tw  1 3",h Ill It 4" , v i i , ' ,  I'+ .~ ~;1111111111~ ~,at l l | l l ' ( '  
++I 11111,, l ' . I d v  ~},+IIII~ ~)III II i!, II+~I llllll '.Ual I . !  a lli+llll 
~lhl~ i . , i  I i/l ,U (.i p ~,I,+14, I,~ ,+pl.ll ;iI 7 +1 I n  .111,1 mr;l)' ii|ii.ii 
1111111 nH,lllq~lll ol  |;)If,l, ~+.vl'n d;+ym ,i wl.~,k. 

I h,",~' art" l~,.II .+ IIIM tl~.U'111)' will lip ~.ta|h'd ellli~(,ly 
hx l h l  +},+Vlll,l +iii,I llpl | . l l l l l l y  | |IIIIIR plllt+l,~y+'12'~ i.~l l+tll 
. I  I I .  q+l+..li, m I hi.Jr w,+R+'~ ~,mhl +a~ilv P;l| l lp l ha  
pl ,d~l ,  l h ' . ,  e,  il i ~ . . . t  u n w . . M  l, ,r  a K m e a n  husb ,1 .d  
; . . I  w.h.  I,, '.I,+',.I v i r l . : d l y  lh~'it Pn l i l e  wak in  R live+ 
I,. I**,*,I II~r+l , l ' l l lSI~'r .  lltlll'+| l h ,y lmR Lee .  I)IP~i+|pII |  O| 
flu'  l~i, l l . lrl  A~,.i,t I;III~HI O| ( ; l ( ' ; l IPl  V~;IS|IilI~IOII. aIId 
, , lh , , l~ 

bl,,l ,,.I~, , .  h . . '  :* h+ .h .  ,,II ~;,+ i'+ ,l .mm,'r,  .'++;..:all 
t . l , l l+ ii+ .. i.,iiii+ii +,dUll+ Ii" x~+lll ;I h'~l+llh;~fl '~ll~'h a'~ 
~+,dl ~+ ix ',+i llll~'v + ttlllV+' ill l | l l  + ;lhbt'llr (' I)J .+tl(h t III11" 
I "  hll,,*+ I li.,l h ,q .+ 'n th '  ,m'.m'. h* I+.,l!h n+'iRhh-I 
h,,, . I ,  u, ~vhl, h I . ) , .  I.',q~h" ha'.,' f, 'w ++;.~. 

lhl l  , . ,  th+' pill4 aid(' in l l le  loKit +d buying a RrO~ e l y  
*I u,' iS l:,i*l~U;~R ++ t : ~ t , n n , ' I s  ~Is~t+111y fil~llrP +}tit by 
II,, ,n ' .d+c . .  w ha l  lll+'V +x.lnl ,rod hlhll~ +I to flu'  t he tk -  
i,l;l I ~IIIIIII+I wilh<lilt  I f . '  +wed i . .  I h a t l t ' l .  

S, ,m, '  K,,r, ' ,+ns h . m ' d  to d,y.( le;mmR eslahlish- 
. , , ' l i1~ xx1,,ngly h+l i rvhl  R th;il l,)11nll+l Itansa,' l i(,ns 
, , , . I , I  I . '  .ut,mq)h~.h,'d ~ i th  ;* h)w we|l l ) l+mth'ed 
w,q,l+, and l iar. |  R+.~.lulcs. 1+11..I I I w . l y  did not l;~ke 
I I Ihp ; i , ,  t l l l l l l  I)1 ~llpl~'nl~ ',;114|1 +1 ~ ' , t ; l i l l '+. 

~,+Iki l l l h i t h ,  'l~r|11) +111ive,I i .  lhe  l l n l h . d  ~ t a l e s  S'5 
}'+',it'+ ;*R-, acl'. +is a k m d  cd |ll'l?l,1111+l! l) l l lhUd~lllan 
t~ll, ,I h l ' l  f , i+ ' , . Is  haxl :  prt+bJ+'InS wilh r llStOlllelm..i~he 
lw.l , . l l s  he r  P~/P-~ al l he  l l lPnli , ,n id milk hl<)uses 

"'. i lk I,l,.~s+.. y,,u ~1,11 whi le whir' (ill it~ You dnn'l 

i~l.+~l,+, y , . I  d+,n'l k n . w  it 's |here, Ihl l  i I ly  cleallilll~ 
( I l l  I I I l l  I1% ~ l l  4)11 Cl)1114P'4 n u I  v . ' i lh  h|41"wil M ; l i n .  E t l~ -  
I / ,?II(I  *+ill+,llll~ llh)llgl' I(1%1; $1Hll  |'i*T~Oll ;It | | IP 
(,HtllI~ I II1,+~ I,~ ,.xllJ.lln ~rilo' " LIlII ~.1. ;ih~,~dy thl.ll-. 
IhF~ . , ,  .~ '  

sc ! imp i , ,+g ,  S a+vh!g as a Group . . . . . . . . . . . .  

(tr+,'t' p l : )Sp( ' r  b u s m e 4 s  . w n e r s  de lP r l l l i ne  l he  
hrtlll:lli,,ll>, Ih:ll la .R.+ge w,. Iht  plate on I l le ir  opliotl$, 
Ih,. I~,xl b~l~ i,:..~, ~ i+; '+'. ha'I,' Ih,. IIl,,m.v i<; Rohl R tO I~  

lu , , I ,h . . . .d  I{+, ,+m* I h I , h  I,r u, l l t , " .  I I , '  Ih~' nl,~,.I 
h .,1111 I!1 I I I n ~ + ' l  

h* Ilu. | ! l ; I h ,  nH,,I I~,~ll'+ln I.lllllhl+~, ~;11111' up '~-ith 
Ill, ' , l , ,wn | , ; l)llI, ' l l l  b~; l . . , h l l g  lhe l r  leS,*lli ,  l.P+ wi lh I 0  
,,+ 70 ,~th,.I I...,li,+~ i,, ,1 I i ,m,.  iM r~ .q . ' l a l iw"  t:;llh',1,1 
.L, II l~(lh,+llRh lll;illV IH.IV III*W h l l l l  141 II;+dili+)rl.ll l ' I I ' d l t  

I II 'm amazed at whal my 
II brother did, but l'm not 

surprised . . . .  t i e  went 
through a lot o / t a s t i , g . p  

- -  Cttl lL K IM,  
a ,  owner ot II,~Ks O.  the Hill 

Trial, Enor in a Barbecue P/t 

o 

Dec|sons 

K 
e,m~ Kim i ,m.d .u t  l lw  h. . , l  ~.,y 
|h.lt h;liht'( H(' work~, he~l v, IIh 
hi, k . r y  w , . . l  as l l r "  hwl+ 

l ie  n,ak,'~ ,1 la(-,- ;,,.I says. +'T,,. , . m t  
b~'hl'vs how had it la~.lt's whll+ 1,,hi c ~:~,k It 
On pine." Ih '  k l . ,ws l ie  I l i , 'd  

Al th-ugh Kim had here: t iav , ' l rd  la+l lwr 
$Olllh Ihall |:+11if;ix ,lllt.i cominl~ Io  Ihl' 
Llni led Slall.s l it)I l l  Ki)lt.a. his 
I i ' ia l -and-et lol  ,'Xl)~'lim,'nl;dinn led I,I .t 
chain of . rs tan, ;mts gl .wmRly lev iewcd hy 
One [,m<l cl l l ic a ~, havmR ribs, collard 
~r~rllS ,1nd coin hread "r ight out . |  a 
,~llul|iel n ~r,1ndnl;l'S kih'hell." 

I(i111 R-I into the h;trlwl ur hti~.lrle'+~+ at 
Ihe are  ,d :~:1 w l . 'n  a la,lli ly hwnd  btms a 
bui ld |he  i .  M . n n l  l ' IPasant  tha t  inc luded  an 
aband , nwd  l e s t a u r a n t  thai Mill had exhauM 
h,md~ aud a pit. Al though  Kini  k n e w  
no th ing  ,1bone the  , 'u is ine  and a l t hough  h i s  
peak restatlfatl l  experience cmisi '+led O| 
working in an Arthur  "J're,ll her's,  he So<m 
had cuslo.*e~'s dr iv ing al l  h o o f  l l n e  Way to 

line up ,11 hi~ c~u ry oul window. "l+.|.y. 
ll-Rs ,., dw lldl *~ a thain .f 17 
l l .5 |at l l  AIIIS. 

"l*in a l n a l P d  +11 '.++h:ll llly hl+olhq'Ir did.  ++ 
C h . l  Kim said. "It*It 1'111 Iud 51trpl i+,ed. 
Evq' lyb .< ly  h:u+ till* %+111117 |Olll~lle. | RIlI'%~; 
Alld he Wrtlt l h l l m K h  a l,d - I  laMill~."  

Like many Kt,t,',1ns. K im succc('drd by 
hard v+.,ik, a l i l lh! lu~ k and a d,)Kgcd 
wll l inR.es~ I .  *R.,+:e p, Poph' who had 
ralion,11ly c,m,+h.h'd lh,1l what hc was d<ml R 
was impo.+sibh' lh '  h,*d never Pv,,n 
dlsq 11s~,.,l l l , '  slil,j~.~:1,11 baHlwem. ,+*.ilh the 
prl.vi,*ll~, . I . ' I  a l , ) l ' . . l  lhl" l , 's l , ' l l l l . l l l l ,  l+,lq k 
wh('n It +,~a ++ +.dh'd S* *~11'~. 

~el l l ly ~i l l l  I~ .1 tJa~++%ll b,.ll~lt,q+ 
e l l | l e l l l e l l fn l r ,  lie was s,, 511appt'd Wlll 'n lie 
01~Piled h l s  l i l '~l f ; l l  in l'e~.talll+anl DII Capi to l  
l l i l l  lh+1t I+  l a , l  h . i t  ks  him+, ' l l  Io l:~shi,m 
the  hack wMl 

I lul  h ,  avid h i .  hl,~lh,.i h,1w. Silll/e 
d i . . t . ve r ,d  I |w h . .d  way Ih;*l i t 's .m.  thmR 
t .  L . . .  h .i ...,. ,,-'. ,I.,I ~,..dl r,.Maur.*nl m 
tins camnlrv It'+, :t I,d m , . e  ddl i< .h t .  t l y  
t o  e l i ,  a l e  ;t Nt ' l lOI l~  t t i t  p t t l ' . l t l t l l l .  

Back it, I ! t90, [::11111 Ki ln it.aS.l ied that il 
I I -Rs o .  Ihe I l i l l  w inked h,r his youi,g,'r 
brothel  in Olle r t s t a U l a l i l  on Capi to l  lhl l .  a 
Geolge Washi,lgton Ihf ivers i ly- t ra ined 
b, tsinesslllan like hini~el |  sh.uhl he able I,I 
fram:hise the cnn~ ept nationwide, l ' Iohl '~ 
shouhl have l. ', ' ,* as juicy ;*s l ih  tip~ ill 
SaUle .  

lhd t w .  ,o. ky years lal, 'r. Chql Kiln h:is 
Jt'~llllt" d a |I'.W 11.1141 I(+~,~,ltll+;. ( | t i c  Ill th[" lllqlSt 
i m p o r t a n t ,  he 11,1+. discovt'l+vd, is lha l  
m e t h o d s  lha l  wot  k Sl~t  lac l i l .u ly  l . t  
SIInRI~IilIR, lil sl+lll l le l ( , , leaf l  enl t '+.pl l ' l l , ' t l lS 
d .  not necessarily yivhl Al l l ( ' t i tan 
COll~)lale H iUlllph. 

"ll ' l.:S -U Ihe I l i l l  is not a n.m~-,n.l- l .sp 
knid Id httsir*es~." ( h u l  H im n . h ' d  ruelnlly+ 
"Jl PIIHIIi+y~I ~.IX l*l SL'V(*II l'l'**ph'+ W , " l e  
l l y lu  g It) l l l Jke lh*.+ hke  ,* l ' , q . ' y , " s ,  l h ' , , '  
l h r  I n h b , m d  ;*I*~l '+. ih '  P:h*mhl Rcl ilil,1 
lll,lll;il~l'l+l('Ilt s ide.  l .et  . t h l ' t  pet ,ple  R"I 
hlv,~lv,',l. I.cl olh, ' I  I . 'oph' t-+~k; Ie! oth, ' l  



K rea+s+ Culture 
the G+eat D v[de 

lIe' I. ' it~hl.,,b,,,.I th,' l . . l ic '~t areas t)ehlg v.,helv 
It . '  .llttt, ti~"~t I),'t~t)h" a l l  t,~tlltd 

"Witbh| the last y<.a, , .  ~.). Knife. I l ls  have started 
I. m~ . l , . c  rcsl)e~tful Now tlo'y gt~ oil| ql| thei[ way 
t,, I . . . i ,  ,.." '.aht lhlward A, llaml)hm, 45. ,it Ite.ning 
l,t,,;.l SI,, .~ h,~ihh.lt m,.Hl!, ', t , .  lh,' (;c0..~al ~civices 
/'idJ IH Hi~.i i ;ii i~llt 

I1,' I,,~tlh'd I,, .~ liqH,,r SI,'I(' ill th<' I'('lln Ihalwll  
nh,qq,tll}~ ,:e'tllvr, t',lll'14' tht' Il lajolity ,d Stores are 
uV+'lU',l hy Kq,re;qu:L allll rel'oullted how tile clerk had  
p, . . Ic ,I  . . I  a m'w Icelau.lic brand oi liqueur no sale |or 
h., .  all.ill IIw I,lawl hc wa~ c..'~ideeh~g. 

"l Iwn 'dw said '1 hallk y-u, '  " I . '  re.tOtalled. "That 's  
;ill r,'lah~vly IIL'w." 

Ih' added lit;It I)l+d+h'ltlS re l l l3 i l l ,  alld recalled one 
J'~ore'all sh,q~k,el~er le:~t}Olldinl~ to a COMoloer who 
'.'.'as Ir,.htg to ua.hlrrl ;t telmis .racket by calling the 
p, dh e. Al l t ) lh<' l  tilllC, a Il lerdlaot re|used to replace a 
II.iw,.d t..al Ilamld,m's datll~lflel bool~llt "l never ~el 
Ill.If al !~('al ~ qll I~tlqllg,~llll'r~" W;II t I 's  or Ilecht's, So I 
I lit l lt]l ;It~t'd bt'r li<d I,) lmy h+ K()reanl slo[es i| site Rots 
I , , ,  ,t, ,I lil~e Ill.it " 

I'.~llh'h I).lvis, '~1 I.h.hd,' II,,ad ~E. a. employee of 
Ib,' It.~. Ih'l~alltm'nl ol I'~nnvrg)'. m,id shopkeepers 
I,.,~,, I .~ , , . . . . . e  hiendly mice the Los Angeles erup- 
lll)ll..lllhulll~h he s;lid be is treated belier wheu wear- 
hilt ;, I,u-ill,"~. Sllit. l ie add,'d Ihat lint all cl)nflicts are 
,,,... i, l,., l. 

'.% l,,l ,,I I,I,~+ I,.~ h.,v,  .m .ullHll+h. I ,qllhl g eli lq~ Ibe'+e 
�9 h,i, ~ lh+"r Utl~,++l Ib.lt l l . 'y l,t-t Ib+~e ,+hile~l e.~l+ 
t.Jdr.l. ,l .  It+'+ a.  il lht.y llhe K~,reaw+l ate lakml,I it 
awa+ b, ,m them. ~,~ t l . 'y sit back and lalk nasly for no 
r,',,+.,,n Itut I 've bva'n aloilnd; l was a. Army inedic 
v.ilh lhe .t4lli hlcdi~al Ittil~ade m Korea [or a year. 
"I h,..e t.:oph, save m,mey . . .  so they expand and 
I "'~ I " " -  l 'c')l 'h' sh . . Id . ' t  gel up~el with arbor people 
itl~l blq ;~ll+=,( ' lilly wahl to pe,)gless." 

Tenslons Are Higher in Poorer Areas 
lit I)o, prel oeighholho,)ds, complaints tend to take 

-u ;m :mgrier hm('. " l he  majority get alone very flue." 
~-ahl I)aalyl Naylor. 26. a s,:cmity guard at the Ko- 
Ul':lll ,)Wllt',l ~V:ll(.lillilse Market ill AllaCostia. |tilt lie 
,dh.ll Imds bims+'If hlll'iVellml{ ill conflicls. 

I II~I+HII+I~, "~+Xt" II1(' SIuII ah,~ot w.rkinR h+r the 
", hhlk , '  l ' tvh)g t<~ g,.l +<,)in+.Ibhlg slatl+:ll. Itrhlg II l} 
lh ,I I. /~ Ibmg i,v,,hnl0,m ~lull; Ibat tbete 's  going 

'l,'. N .  black i,++,,i)I, ' wi)tk+lll~ lhe <ash 

p ,. x~,llu a l' II f l i p  l lal l  lhe lhlle tllP 

Upbea~ business: 
Karl Kim, I@, outside his 
family owned record store, 
Sabin's. in the Penn 
Bramh shoppitaz ('erzt,'r at 

Record Store Is 
Tuned Area 

O lie i~| tile alea's iliure edq'q~li c is162 %lcffes is 
OUt i'eunsylvama Avenue SI'~ acros+~ the 
Anar r i ve r  uear IIw Maryland Ime. 

One entire wall o| Sahi. 's  is devoted I .  religh)os 
music, such as Margalct Alliso. and tile Aug,'lic 
Gospel Shlgeu s album, 'l+,~rd Yon ( ;ave Me Auother 
Chance." The back wall is dew,had t,) rhythm ;t01d 
blues, broadly d,.|ine,I, im hulmg "l'anl T o .  Sexy." by 
the giottp I~ight Said I 'red S, mw alhutu~ caeuy 
watmng Mickers thai lead 'Taneutal Advi~.,I y: 
Explicit Lyrics." 

The centel o| flu! st-re, n..a.wbde, is hdl - I  
classic jazz alliSt5 such as (,a,ly I : ta.k Smat,a a .d  
Charlie Byrd. 

1"here's a lot of history to lbr+ solorgasb . rd  The 
store wa~ Iounded a ge.erati(m ago by Ira ~lbio. who 
edits the periodical Jazz "]'imes. Ilence the jazz. It 's  in 
a neighborhood with a lot ol churches. Ileoce the 
gospel. And it 's iu a solidly middle- to 
upper-middle-class black m,ighborllo~M with a lot of 
adults, which is the market for the broad selectiml of 
R&B. 

] ' h i s  lilil~til s~q'lii h) tit" shHldy a ~ h'ver vxaunnldl" I)t 
nit:lie marketmR, all illdellell(lelll (Olllpctinlg 
suvcesstully with disc(m.[ chains by ('apitaliziuR on it.~ 
owners" sopllistlcaled one(h'rstau.lhlg ,~| tbe grt'at 
range of black nmsical tastes. 

Except for role thing. 
For the last 11 years., it 's l. ',.n ,r.','m'd ,rod 

operated by the Kiul family, wh .  a0 rnv,-d ham K.rt 'a 
in 1971. 

Soon Yoo.g Kim, the family mat riarch wh,, mink' 
the decisiou In buy Ibe shire, staeled wi l l i  ill) mole 
musical backRuound lh:ul a castial liking ed cla.~sical. 
Her previous busi.ess exlwriem e was in troy grocel y 
stores. To this day she has a lin"ted command of 
English. 

Stoch|ng Shelves grom Memory 
,Today her 2G-year-old son, who was born Kang 

Kim but legally dlanged his name to Karl wbcn he 
became a U . S .  citizen, says tbe st,~:k is lilled thanks 
to an impressive feat of memory. 

"My mother, she pretty nmcll learned hy wllal 's 
demanded. She can renlelld),.!r ttanles, label.'+ mid 
numbers. You have a label - M o t o w n .  CBS,  RCA. 
T h e  serial uunzbers mt  tile re (or ( Is  a le  very easy to  
remember and to learn. They ' re j .st  digits, usually 
on the side. Sometimes they have the bar code." 
e~(plained Karl Kim, now the store 's  ma.al~er. 

For his toother, lie said. it was just a iuattel of 
carefully watcliing the" serial uumbers o| what the 
customers bollglll to "l,h k Ill) Oil wbo'~, h,d." 



"S<,ntr,liiin's ill the nnllriliull. Ihey complain ol tliP 1 
smell Ilr<,ul Ih,' Ilu+,r imlps Think i f s  chicken spoiling, 
ioe;it ..ptlilint% say Ihry ~ir'li harl meal. t Iry Io r orrecl 
th,,m, Inln ii around. l h .  rhickeu is line. Fresh today. 
~aw ilienl deliver it." 

Na)h,r said he ollen Call calm situalionl because 
'Tm a honieboy" who uuder~tands both cultures. Such 
under,lauding is essential because cultural dil ler- 
�9 ,,ces so olten play a Irole iu Ihe clashes. 

"lhele alre leaS<ms. |Oi example, ihal Koreans ollen 
appear slnlid or even angry IO Westelrnelrs. said 
YItllll~ Kl'y Kiut-Renaud. who is in charRe ol Koreau 
strnlir': al I;,..r gl' WashinRIrni IIniver qily. Uuder Con- 
fuciml lidr'~ o| tlehavior, to show Olle'S emolions 
leadily i~ I .  trlvlalizc them. It is a mark - f  inshlcerity. 
":ll=d R.irt'a.s really Rive a very, very. very MiOIIg 
,..iptm~is .n bein!l silwere." Kiru-Renaod said 

lu Korea..~lle noted, brides do not even sortie in 
their weddioR photos. In lacl. Ihe .~lutli Korean Roy- 
elllnlPUl pI,l,.le'rPd Ih~' lilPSS;ll~e ".qnlile .'it Slranllers" 
all .v,+r l l l l ' l i l l i l i l iv dii l i l ig Ihe 191111 I)l~'nipics in 

~.,'otll. 
~u, II IrllIP'+shm al~,J lliealiS IbM when einoli,:ns 

Sill h ;i'; ;iliyCl air' l ioally relrased. "il l,,oks very vi- 
<deal.' Killi.Reilalid %'lid. Aclually. it is "au accuniu- 
I:iliou id clnolionf Itial bulr~ll." 

Olficer 'laRIl.ait said she has seen that h;Ippeu. She 
tohl lhe Kllleall bllSiliPSs represeutalives, "Wlien I 
foloi, tO Ihe Sl'elil' O| the inr I t ry to make sure 
lh:lt )'l+ii have Ioi  all your hoslil i ly oul, even il I h i t  f 
to sltnd Ihl,le anti lislell Il l Ibai Korean person shout 
in lease, whidl  niosl ol Ihe lime Ihey drl. I undersland 
IhM Ihal's lust lheir manner." 

I'y+" ro i l ia f t  siii~ilaily is a Conlucian issue: Aimin l  
olie'~- eyes d<lwn i~ a me.ms oi shuwing Irespecl. Look- 
in I ;11 SlilOeUUe dilreclly iS a demonslration ,d intense 
eillolill i l. :nld ihl" odd~ are 50-50 thai means angel. 

Kl l leai i l  whll slap change nn Ihe counlel ralher 
Ihall piii it inhl custolllel$' hands may shnply misuu- 
delr'+talid whal I.'ople ple|er, blishlesS leaders say. 
itihl.l+~ ni i l t i i  ll~ l ly i i i  ! Io hnsIIP cnsloniers Ihrougb 
Iht' ,'heckilul proless aS quickly as possible to avoid 
hiring aVl :iddili,lual cashier --as miRhl be rlecessary il 
lhey h)ok Ihe li l l ie to COUlll Ihe chanle ill | i l lu l  at Ihe 
i ilSt+lrliel, Allielrir:lU st yle. 

~,>liie Kl,leallS s'*Uil)alhil �9 iboul Ihe lension Ihis 
C;lll I'allSP, '1 h;ite hi It,I Io KOleall Ironers," said 
Tr,ung t(anl, a Koieari civh + leader, half+j-kintly �9 
",|hey're rude Io ev<.ryllody." 

Worlds Olvlded by Words and Images 
Another factor in the equation concerns taboos in I 

Korean cullulre, whelre physical conlacl is a complex 

issue. 
In ~mth Korea. a touch can be nllensive il it comes 

(IOnl a pers,n who is yolinger or o| lower rauk. Even 
a pal on the ~houldr'r for a j~b well-done from a bosa is 
s rate thiog, noted Doyuug Lee. president o| the Ko- 
Ircau As<lociatiou of Greatelr Washington. 

lhPn IhPlr+"$ the i~s ie ol rpeakilill a lauiRnage olher 
lharl I':iiRli~h in Ironl ol lhe cushmler+ 

/% ~tt iki .g 115 t.elceut ,rt :ill Washin!It-n area Ko- 
r,';lli~ 4till H.':lh K<ill';in al li,,li;+', atculdili lt Io the 

I ll!llt I P I I ~ I I ~  I Ill a t,ll~hi+'~is silualioli. "11 idlelnl~ ilie, ~llid I knllw 
heller." 5aid I{oli King, prnpiielm + ol Ihe Bus ~li lp 
.~ll,,p on (;,I,id II,~pe Rt~aJ SE. who haq he,'n arrive in 
lhr' i l l lcrra, ial An;ll ,,~tia I'vub,ssitmal and I%lercliauls 
A ,,<,0+ iat iilll 

"It 14,1~ ,lit ytii i l danui l ieivl 's . . . .  II's like il we 
~+ll.i t. I+l .,I;ir I ~'dli',llli inR hi Iltinl id ylill. Wtiuldn'l yilil 

. . . . . . . . . . . . . . . . . . . . . . . . .  

| "~ IIi 11 .~1 llrll i11 i1 ill t i ul 

~rlllich avenues SE 
lhe Disl~ict-Pri~ce 
George'~ County lin~ 
above with regular 
cu~lomer Kin Wea~ 
disc jockey at WPFt 

A music master: 
Kim, right, chooses l 
to ~lav hi the store, I 
offers a wide ra,ge , 
religious nltrsic, jaz 
rhythm altd blues. 
Inventory has been l 
through the intpres~ 
ability o~ lfim's tool 
who ~eaks little E~ 
to remember record 
and serial number,. 

s;w'~l w;; ' i i ; i~';Psli i ;g-"!i v tilat Ibe rsvp, tom wa 
very easy--keeping Ira~ / invenhpvy vlr'ly 
simple |or my molber t~t .'$mlB~.,;tand." 

Meanwhile, Karl and his brother, Tat ' ,  w e r e  
learning about the United Slales iu the I' l im e 
George's County school syalem. 

"[hey are both fluent in American popular cul lure 
In |act, Karl programs the music lhal plays in Ibe 
store to encourage impulse buys. l ie  prides himse.~ 
on.his ability to reconnnend to his cusloror'rs nulsIC 
Ihey may never have heard helore. 

As the bush~ess evolved, the Kims have kept 
blallrhing OUl Io serve i l . ' i t  rustmoerg. "lhe rer- rd 
alore now I.rasls a Ticket Master onllet. A |).(-:+ 
Lotlery uachiuie I I owed, as did a public X r i o s  
machine, a Westelrn Unnul outlet and a |at dlly Io 
wri le ni-ney ord,~irs. Io valious COlln!lP. l l |  Ihe Mot~ 

can find blr sale (illachory Air Flesliener il 
you also "Love" ainl "Ralril~irw ~ainplrr;" t9 scents such as 
racks at snnRlasses and hats, s~Ulle o| Ihent |e:ltl lri l 
Kente cloth; a display case bill ol jewelry; and amu 
selecii~ui o| radi,,+coulrolled miniature BMWs. 

ll~nd one Ihing leads I -  aoolher. Now, at Ihe lien 
Bralnh ~hopllhil ceult'r servi l i l  a relatively allluer 
black neiihborhu~ in .~iiiilieaM Waslii l i l  It"i, Ilie 
StOleS are owned and operated hy Koreans. iuchldi 
ii beauty supply st,ere, a pizza-orienled last-l-od 
store, a mini-mart and a liqulir store, as well as 

�9 Sahin's Records i 

think we were saying something bad ahout you? It's 
just rude." 

Sometilvies what customers perceive as disrespect 
is simply exhaustion, said James Kyonlt Eup Kivn, 
chaifniall OI the conlnmnity relations committee Of 
the local K,trean American Chamber o| Commerce. 
"By nature. Koreans are a tim-loving people. Only 
pra,blem is. when overextemled, no energy, wa,rking 
15 or 20 hours a day, you are so tired you lost make 
rn= tinle to smile. they  say they have no time to die." 

I11 additiml to relatively innocent, if entrenched. 
cultulral dillicullies, some KorearlS are simply preili- 
diced. Kolrean business leadelrs acknowledge wheel 
closely pressed and promised anonymity. 

"[he lilrsl l ime v,.e ever saw black people was 
Anielrican GIs." said 011e association exe,'utive "All 
the had language." "lhe racial judgments of some nier- 
chants--perceiving unemploynlenl as due to laziness, 
(or example--frequently mirror the negative stereo- 
types o! the larger cnliure and "are based on limited 
expelrience" in touRh iieighborhoods, another associ- 
ation ol|icial added 

L I  Charles Fonville, who is in charge o| 7th Dis- 
trict detectives, said shopkeepers tend to lie more 
suspicious of blacks than ol whites, following the lot- 
met hut not the latter around their stores. And the 
suspicions cut both ways. Korean association execu- 
tives believe that because some o[ the shops they now 
own welre previorlsly owned hy Jews, ve~ltiges of anti- 
seinili<in at+' S+llu<'iinir's tlraoslerred to theul, lot ex- 
ample. 

Al~o, Ihe K,irean COlmrlmlity was shock,'d last Iqo- 
veinhrr when Srmlg Kwon Palrk. who had jii.q taken 
o~r't the Juhih'e Markr l  iri the 3200 block ol Fo. r ih  
Street HE. wa~ ~h,,t ,lead alter lie handed his as- 
saibot the conteots o| the cash Iregi~ter. The crime 
remains unsolved. Koreans worry that I'alrk was killed 
simply because he was Korean. 

The I)olire add that while Korean success is a inon- 
UlIIPIII Il l whM can I~ accomplished Il lr l l i l l l l i  

single-nlin,lednes~. ~uch tunnel visi,n has its Iiniita- 
tious. For exanrpte. Korean merdlauts are notorious 
among the r~lice Ior heiog uliwilling to testily against 
crimiual suspects, inr even l ea ) I t  t'riules. 

They rhru'i llave the lime, so l l rs ted  i o u u i  Ja Rim. 
I colrmmnity relalhms specialist wilh the D.C. Lot- 
tery [heard. who pre~iously worked with the police 
department. In a thly operation, speuding the day in 
Court can meau sllnlliog dowlr the hnsiness--while 
Ille iIIOlrlllllle COlilinlle~l Io oniulil. 

Ilowevrlr, "onl' o| the plrohlelliS thai you ion into," 
noted Ulle yllilng I .dhe ellil+et. "b+ ylru'le ,.in the m r i le 
o[ flip clrilue, and . . . Ihey Wlili'l t-lllse the slil le. Yqu 
go to tire '-;celn" of a robbery-  ;irid eVPU I'%'e h~en to 
the s,ene of a sh(~tiiig--anid they're still selling li- 
qnot. You tell them. "You have t<~ c lo~  the door in 
olrdel tit Irlrlt t'ss Ihr i l i l l lp c,telll'," alld I l i rv (hm't un- 
delrllalld Ih:it." 

Bulldlnt Bridles at Onderslindlnl 
Whatever the ca,le, iulproving relations with cns- I 

tamers has become a crusade among Korean hllsilless 
leadelrs who vividly recall the racially charged, if nii- 
siicces~ful, hoycolt attempts they have seen in Wash + 
iugton. 1he lirst came in 1986. alter a Chiuese calr- 
ryout owner who waved a gull at a patron was mis- 
taken |or a Korean. The most recent was in t990, 
when K.ireans bonght the Mel~a Foc, ds Store on II 
.'.~llPel NF Irli ln it ~, Uli.SilCl e.sslul black owuers. 

"1 lie liew~h'tlel of the Ktlrrall Alueticao Glrtlcrr's 
Ass,.iali~ln drills in I,.,4SllliS; +'.~pl,:ik llilly I']u!tlish ou 
the ~rllililZ tltlitl +lid air%if+elf lhe llhone in EnRlisIf'; 
"/%llll+,ul~h ,+iltli sli,le i l i i i t  lie idd. kerp it clr'Ao alid 
all l : i l  I ivr"; "l.P:illl ahqltit Ii~llitllly~. celebrated liy volu" 
cll~loliiPis Slit h a~l Mari i l i  Lulhel Rilllt'S birlhday alid 
del tnalc y, . l i  ,~lilil, a~TotdiliRly" and "{'ln,'-i hilly ball- 
tile .+ill rl lhli i l l lt ' l t+iililil;lilll+ -lll?'+f'r i l l , i l l '  with ;i i i l~- 
Illlller +" 

I he  I~rlil':iil /lilueriran (]ilnelr'~l A~is,icialhm has 
awaidrd III IPJIII ~c holalships Ill I)lark lludPIII'L It 

makes a point ol giving annual c o i n  nnitv servi 
awalrds ta~ top police ollicclrs hi each ol the city's ~l 
eul I~lice districts. 

The Korean Amerkan Chamber o| Commerce I 
Riven h()nleless people Christmas dinner. ()ire gr<~"q 
handed out 1.000 Thanksgiving baskets, loiut s 
vice~l between churches are bmgeoithlrg, such as' 
one olgauized in Malrch by the Rev. Albert (;alia 
Jlr.. of Mount Carutel Baptist Clmrch. A Good Hq 
Road SE bl,,rk party that served 650 members o| 
connronldy 450 i~runds ,if sholrt Iribs was ,urly one 
sevelral ~|lrisllnastilne qd)selrvaln, es atienlPiioll 
bridge the Rap. 

Leah)ird Williams, a Iolrma'ir I tS.  State Depaulnl 
o|licer who believos hisrr~el! to be one ol |ewet th: 
hal| dr)zen lilac ks iur tile United Slates Iluenl in 
realr, has lleeo ,active rryanizitrg outreach proglaU 

Deputy Chief Richard Pennington o| the 7lh Pc 
Disllrict in AnacosUa has linen to Korea Il iree tinre 
the |ilrst time I,ir a Irlreak heui a loire ,d duty in % 

Ham. �9 
M. re  recerltlV, he visited dnring a totlr spofl~ 

by a local black church glr,,up, and one sponsor~ 
local K,,rean husinessou'u, l ie has tried I ,  brine 
lesso,s he learned back to Washington II was hi: 
|orts that produced the nleetinR with Korean I 
nessnien at which Tagf~art spoke 

"Prob,~bly the most ilnportaut thine I teariied 
the hard drive, the iootivatioo o[ I(oveali people. 
iol,'rIsily level I.ir t|lr'lU to sncceed is just so high 
the) hirer Ihal to Aulr'rica. Aoothel Ihi.R | lea 
was their willingneas to help eat h other . . . Iht,hr 
ily valu,'s a,e very strong 

"ihlt it's diflic!,.It t,,r K.reans to stand tip all, 
lllh~in l lle~e lhhrg; bet a.~c at th," language bal l i , 
hl Iov Pr,.rr'lllali+m% I brillR to tln' cI|IlunUIliIy 
haod knowh'dfze ~1 all the , ullural diveuSily tha 

learned." 
Such under~tanding, he said. ig th ,~ k,,v th:l 

"hii i i l l  hath paltiPS together." 
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For I rean Merchants,. Cuit ai Clashes 
/ ,  

Fan the Flames of M s mderstanding 
Gulf Between Area Shopkeepers, Patrons Nder in Poor Communities 

Last o/three articles 

By Joel Gatreau 
W:o~m~on P,~t $ta~ Writer 

Each night D.C. police Officer Catherine Taggart 
scrambles to position her squad car to ~rotect as many 
Korean-owned businesses in Anacostia as possible. 

But when she goes into those same stores as a cus- 
tomer in civilian clothes, this black woman does not 
always feel welcome. In a recent meeting between of- 
ricers and Korean businessmen, she bluntly told them 
how gratified yet "shocked" she was recently to find a 
Korean shopkeeper "talking to me and thanking me for 
just buying the newspaper, and telling me to come back 
into his store." 

"I had to turn around and look," she told those at the 
meeting. "Normaily my money is taken and nothing is 
:ald, Peo0ie just want to hear, 'Hi! Thanzs for comm~ 
!nto my store.' Just 'Thank you,' " 

Her reaction is a reflection of the ciasi~ that is reen- 
acted every day in shops owned by Korean immigrants 
and patromzed by Americans, often poor black peopie in 
:he areas toughest neighborhoods, The conflict deto- 
nated in the Los Angeles riots, where more than two- 
thirds cf all businesses damaged or destroyed in the 
South-Central area were owned by Koreans, 

The comiicts that do arise are frequent!v described 
is racial, But beyond that, the Confucian-based culture 

that Koreans bring with them directly contrabutes to 
:~:e m~sunderstandtngs that are so irritating to nauve- 
-,)rn Americans. 

F.usiness, church and police leaders agree that ethnic 
relations in the Washington area are nowhere near as 
explosive as in Los Angeles, Although animosity be- 
tween blacks and Koreans is easy to find locally, it is 
equally easy to find black customers who are satisfied 

CAF' TALnZHNQ ON 
THE AMCelCAN DeEAM. 

KOREANS AN[:) THE CHANGING FACE OF SMALL BUSINESS 

,xith the treatment in many area Korean stores and who 
~iaow empathy for the shopkeepers. 

"[ feel a rapport ',vtth them.  sald Christo0her Reed. a 
24.year-did courter WhO was snoDpmtz m a iargeiy mld- 
d!e-class black neighborhood. "They are a sad. bleak 
.:eopie." 

Three themes emerged from scores of interviews 
with black customers of Korean shops locally: some 
bitterness lingers and peopie can cite slights they have 
~u/ferea, vet many add they have noticed improve- 
ments in laowasnopKeepers treat customers, Moreover. 
many agreed that the intensity of conflict depends on 

See KOREANS. AI0. Col. I 
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E EHIALLI~NGE OF D~VERS~TY 

Just~ce~ Community and 
Differences: The Challenge 

from Indian Country 
Seeing differences as worthy of 

honor and respect requires education 
and understanding 

I) 
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Frank R. Pommersheim 

' ,V i th the Dersoecu` 'e or one w h o  comes  

: t o m  l n m a n  coun t rY ,  i . ` 'ouid l ike to 

2 \ D I o r e  t ~ r e e  t3.aSlC t h e m e s  t h a t  pear nn 

-,",e cna i lenee  or ui~ers~ty. First. me ~ssue 

,,r m o a l  sovereignty:  ,econd~ deve tomng  

_n u n a e r s t a n u , n e  ot now we think about  

and  a ~ p r o a c n  me  norton or d i f fe rence :  

cnta lastly, ant] [ think mls ~s particularly 

:mtgortant tor people  wno actually work  

;n :,tales ,x.un ,q~n,ficant indian Dopula- 

: :ens .  the issue or reconcliiatlon. 

i t  s o m e o n e  ,acre to a:,K " H o w  many 

. , , , , e r e lo_ns  e x i s t  in th i s  coun t l " , '  ?" : ~ o s t  oI 

...-, w o u l d  i m m e t l l a t d l } ,  a n s w e r  t w o .  the 

: e J e r a i  ~o`"emment  and me ~,tates. Pen-  

.,a. Co..,,e closet]. \Veil. :>,at an sw er  haD- 

_ 'ens  to Pc ~ ron-_ .  e e c a u s e  t h e r e  are 

7as lcai lv  mree >overe l -ns  ~. ~tialn our  con- 

,~ tu t lona i  ,,v.,tem. The mlr~ sovere ign,  ot 

- p u r s e .  :> me indian in~es or the Indian 

qa t tons .  

~ '~ '~ - - '~ '~  ~ ' ~  ~ ? L : ~  
~ ~ , ~ - , , . ~ , . : ,  .,. 

a/ . .  " _:. . ; .  

. . . . .  - -'Z_-~ ' -  .-..~ ,e ~ - .  
\ "  ' . ~ " ~ - - / "  : - - e ~  ,( , 

C-------.7 

(t is imDor ' t an t  ! o r  all o t  u> engageCl  in 

the educat ional  cnter'nr~se ,.o make ~ure 

:,hat mls  `.erx ha~,lC poin t  e e c o m e s  me 

az)merstone ul any educational tgrograms 

fo r  N a t t ' , e  A m e n c a n s  a~ , a e | l  as  i:or ,non- 

Native A m e n c a n s .  F,,r many reasons.  ~t 

, aoso lu t c l} ,  c n t l c a l  !o r  n o n - i n d i a n  p e p -  

pie to ieam ,nat tribes na'.e reco~ 

.overelgnty.  
o n e  t)t the a rop tems .  ~,l cr, urse. t~ that 

the const i tu t iona l  dtmenslons and oaram- 

clefs o! tribal ,,o`'erel'__'nty are not ai,aavs 

clear. It ~, not ai,.vav,, r~o,smie to define 

'.he na ture  or .'.tiDal . ,o~ere:gnty in an,,' 

part icular  c l snute .  \~. hat ~> ;,--nDonant it, 

'.hat ail the c | t | z ens  m m i s  country'. Indian 

.and non- ind ian  alike. ,eal,ze mat t,nDat 

,overe lgnty  exists ,  becau~,e ,.,.itnout tnls 

7 e a i i z a t l t ) n  a i i  o u r  conce rns  l o r  N a t i v e  

\mer l can~ , .  : o r  t r i be s  anu rnr  i nd ian  

natlon~, rail  h`' , he  , .~a, , , ide.  i n d i a n  

nat ions  and Indian eeoote naxe to men 

,pend  so mucn or their ume , t m g g u n g  to 

c o n v i n c e  a e o o i e  tnat  the,, r ea l ly  are 

,overe lgn Detore even getting to me issue 

in d i spu te . .Much  energ.v-- .md,  arguamy.  

need le s s  e n e r g . v - - ~ ,  e x p e n d e d  in con-  

, . inc ,ng  p e o p l e  at the l o c a l  , ta le  and 

nat |opal  iexet that tri~es reati`" do na ; e  

,overelgnty.  Lntfl that ts ox ercome. ~t c':m 

be very. , . e~  ditficuit  tot  Nauve A m e n -  

cans and mi~es to ta re  tnelr nent tu i  mace 

.̀̀ ' tthin our c o n s u t u n o n a i  d e m o c r a c y  

One  Donatide ques t ion  people  c, tten 

ask is " ,Vhere  does  tribal , o ` ' e r m g n t y  

come trom. '"  You m~ent reac the Consu-  

UtlOn anu ,av. ' W e l l .  ,.~ here :s it."" v',eil. 

as tar as i can tell. m at lea~t t~n  places. 

T h e  iir, . t  ~, tn Ar t~c ie  I. S e c t i o n  ,"5, 

r e t e r r e d  to as the  i n d i a n  C o m m e r c e  

Clause.  ,anicn recoenlzes  that Congress  

h a s  a nL, ht to reo_ulate trade ret ;veen the 

. t a l e s .  foreign nat ions and Indian tubes.  

Tribal Sovereignty Recognizea 
VChile not bein-_ very definit ive,  this is 

r e c o g n i t i o n ~ i n  the C o n s t i t u t i o n - - t h a t  

Indian m 0 e s  are sovereign.  The tnbes  are 

not qu i te  f o r e ign  na t ions ,  aecause  the 

exuress ion  ' f o r e i g n  nation" i, also used. 

but the.,.' are aoparentry not states because 

the term "'Indian t r i b e  b, used as weft as 

zhe word "',;late". Thus .  there ts a kind or  

,pecta t  , ,overeign reco,.znitton of  Indian 

tribes within the Consti tut ion.  

L'nfortunateiy.  both Congress  and oar- 

: cu larP ,  m e  S u p r e m e  C o u r t  h a v e  ~ e e n  

, e ~ '  u n c l e a r  o v e r  t h e  DaM J O 0  v e a l s  Ln 

. pec l ty ing  the nature m moal  soverev_-m- 

7,. , . e t  it >, ' . e r 'v  d e l q n l t e i v  m e n t i o n e d  lrl 

:he C o n s u t u u o n .  

The second  source ot tubal  sovereign-  

:v a r i s e s  f r o m  tne c o n c e p t  of  t reat ies �9 
,9_. ,h~: This  ,s Darttculariy ~mnortant in i 'a ~ " " 

5 0 0 t h  a n n , v e r s a r ' , '  n f  the  a r r i v a l  or 

C o l u m b u s  m me Americas .  incidenu', . .  ! 

- o u t  dulte unders tand  ~̀ ' nv v.e ceieorate 

:he vo' ,a~ ot  someone w n o  was lost anu 

J i d n t  k n o w  v.nere ne '.,.as. The c o m m o n -  

i`.-netd n e r s o e c u v e  on mls event is that 

, .7 ,qumous 1: d i s c o v e n n o _  , o m e m l n g :  

the vlexv i,, f rom nls >niP. in mv opinion.  

:his  ~s m e  ~`'ron~_ e m p h a s i s .  W h a t  `.~e 

, ,u~nt  to oe c o n c e r n e d  w~tn is how me 

:.unplug ~ooked to me ~ e o o i e  ~.vno ~`'ere 

a l ready nere. This ~s not mstory' as it 14 

general iy  tauent ,  and it~ not necessani ' .  

2ieasant .  
W h a t  naDpeneu `.~nen Columpu~ anu 

h i s  E u r o p e a n  foi iov,  ers  c a m e  to tn~> 

country'  and round Depute here? DesPite 

~he a c c o u n t s  _..glxen in o u r  c o n v e n t l o n a i  

h i s to~ '  ~ooks ,*inch ciaim mat this ~`'as a 

'. iF_gin ter r i tory ,  t~-,,is ,.,.as not reaiiy me 

c a s e .  Obvious ly .  It Is easier to steal some-  

' . h l n g  It  ', t ,u  so.',' mat no one ,,;'as here. But 

it vou  accept  t~at there w e r e  t~eooie here 

vvnen C o i u m D u s  a m v e u ,  then you must  

a i s o  i o o K  at how tnose peddle were d e a l t  

w u n .  The ind igenous  peddle of  A m e n c a  

,.`'ere deal t  w~th in different  ways .  One  

,.*.'as s i m p l y  to kill them and take m e | r  

l a n d - - - t e a l  it and expropriate It. [ d o n t  

mean  mat  as an exaggerat ion:  it is - , Inlbl ' ,  

a fact. 
But ~t ~s also true mat in the ~,Vestem 

iec, ai tra~aition we proless  a c o m m i t m e n t  

to the rule of  law. and try.. as a general 

,,-ale. to deat v,ith Deo0le In a lawful, le~ai 

manne r ,  not s tm0iy  to steal what  beiono-s 

to o thers .  
The  leaal device that was used in deal- 

in,, w i t h  i n d i a e n o u s  people ,  at least in 

s o m e  cases .  ~vas the not ,on ot a treaty. 

T h i s  is i m u o r t a n t  0ecause  implici t  in a 

t r ea ty  is a r e c o g n i t i o n  of  s o v e r e i g n t y .  

Tha t  is. you  d o n t  make a treaty with a 

g rou  0 that  is not  a nauon,  a c r o u p t h a t  
lacks  n a t i o n h o o d  status.  Therefore .  the 

l~nnctpie or  sovere ignty ,  besides residin~ 

in the C o n s t i t u t i o n ' s  Indian C o m m e r c e  

Clau.,,e. o.iso r e s ide s  in the prac t ice  of  

,~21, 



..tax m g  made over  -nO t reaues  w)tn v a n -  

[u~ ind ian  ,.:rouDs m mls  count~ ' .  

S u o r e m e  Law ot tl~e Lana? 

7ir,at and  foremos t ,  treaties are e r e m l s e d  

.,n an  a c c e p t a n c e  ot the , , overe lgn ty  ot 
the DeoDte you  are u-eating ,.,.~tn. O n c e  a 

:reap.  ts . , iened. the S u n r e m a c y  C l a u s e  o) 

:,~e ~on:,lttUtlOn ,,tares that t reat ies are me  

. uDreme  iaw or the  iand. So. %lt~ these  

&( tO- ,d ine  t r e a t i e s ,  b a c k e d  uo  rw the  

S u p r e m a c y  C l a u s e ,  one  in ten t  c o n c l u d e  

:hat m e  Indian tr ibes ou_nt  to De on <olid 

: o o t m a .  iegait.v sped>and.  
Hov,ever ,  one  of  the t rends  that  devel -  

.'Deal m our  ie,.zal sx , ; tem over  t ime.  par- 
ucu t a r i y  , s u n  r e e a m  to Native A m e r i c a n s  

a n d  t h e i r  trtDal ~ o v e r e t g n t y .  is a real  

, c n ~ z o o n r e n t c  ~ e w  a t  , x n a t  t r i b a l  

- o ' , e r e t g n t y  ~s. O n  o n e  h a n d  ts t he  

,o~ e re tgn ty  recoo.ntze~a in treaties,  decked  

ao ev  me  S u o r e m a c y  C lause  w h i c h  rec- 

. , en t ze s  treaties as tne  s u p r e m e  iaw or the 

, and .  But .  on the  d i n e r  hand .  t he r e  are 

dec I s t ons  hv the S u p r e m e  Cour t  ma t  rec- 
,- ,~nlze--,arid c o n t i n u e  to recoo-nlze to rots 

d a x ~ h e  umia te ra i  n e n t  ot C o n e r e s s  to 

. m r o e a t e  t r e a u e s ,  it 5; very  ha rd  to ,,ee 

h m v  these  t`.~o d n f e r e n t  a p p r o a c h e s  can 

)e  reconctiecL but  t ins is ~ust one  o f  the 

; e n s t o n s  and  a m m g u l t i e s - - - ~  ~ er',' n a rmt u t  

d e s t a 0 f l i z i n g  a m m g u i t y - - t n a t  w e  are  

t a r e d  vvitn m ind ian  Law. 
2n t h m K i n e  a o o u t  I nd i an  t r i be s  and  

n e , . r  r : ,mts .  , o v e r e i g n t y  ~'; an  a 0 s o t u t e  

-~edrock 0nnc tDie .  T h e  c rea te s t  n u m o e r  

,,t o r o n l e m s  c o n c e r n i n g  mDai  sove re i gn -  

:,. t oday  generali?.  m , .o ixe  me  ex t en t  or 

a u t n o r w ,  tha t  i n d i a n  t r i bes  n a v e  o ' , e r  

n o n - i n m a n  n e o m e  ,a ho ii,.e, r e s ide  and  

,~t,. n broper ty  on r e s e r v a u o n s .  
O n e  thin- ,  m a t  s u r o n s e s  o e o o i e  ~at 

'.east tt s u r n ~ s e d  m e  t , .nen i first c a m e  to 

! n a i a n  c o u n t r ? . L  :s the  d i s c o v e r y  m a t  

. - e , ; e rvauons  are  not  s t r l c t iy  for  I nd i an  

. ' : eome and  tha t  n o n - I n d i a n  o e o m e  live 

, n a  o w n  e roDer tv  ' .here as wel l .  W h e n  

j i s n u t e s  a n s e  Oet,.veen i nd i ans  and  non-  

[nc, ians .  the cent ra i  i s sue  is f r e a u e n t i y  the 

e x t e n t  o t  tribal a u m o r i t y  ove r  n o n - i n d i -  

a n s  a n d  thei r  brobert .v.  O f  c o u r s e ,  non-  

I n d i a n s .  by d e f i n i n o n .  ' i r e n t  I n d i a n s .  

T h e y  d o n t  p a r n c i b a t e  d i r e c t l y  in the  

poi i t ica l  life of  a tr ine:  they  c a n ' t  run for 

o f f i c e  a n d  the ' , '  c a n ' t  v o t e .  in  r e c e n t  

ea r s .  at least  m the last  30 to 40  ``ears or 

, o .  t he r e  has  b e e n  a t r e m e n d o u s  resur -  

g e n c e  o t  c l a i m s  o f  t u b a l  s o v e r m g n t y  as 

miges  seei<, to a s se r t  thei r  au t ho r i t y  o``er 

n o n - l n d i a n s  a n d  thei r  proper ty .  It is of ten  

t h e s e  c l a i m s  e s t a o l i s h  the t ) a ramete r s  for 

the  v a r i o u s  i s s u e s  w h i c h  ar i se  in Indian 

c o u n t r y .  

One  mw_ht tRtnk Ulat lhe [..)emocratlc 

arid RCDUDilcan ~a r t t e s  , a , m l d  c o n c e r n  

:hemse ives  wtth these  > , u e s .  This  ts not 

the ca~e. at least  not  ~n S o u m  Dako ta .  

Indian 12olltical >,ue~, ~la}. no vine wha t -  

.de'vet In tl"le IorlTlal ~OllttCaI hfe  o f  the 

qa te  in terms or ' he  ma lo r  t3OlltlCal bar- 

:Ins. 
It a u u e s u o n  a r i ses  m S ,mtn  D a k o t a  

~,n an t~,ue that relates  to ind ians ,  rio one 

:::,ks ' W h a t  ts the D e m o c r a u c  a o s m o n : "  

or �9  is the R e ~ u o l i c a n  D o s m o n . " "  

There  are no no ,quons .  V, ,hv '  O n e  mi , ,n t  

argue that there ~s a mstor,, '  (~t r ac i sm,  and  

"hat is a small  part or the answer .  But  the 

' .araer reason is finat mo~t ot the  beob te  

involved m minor  c, arty pol i t ics  have  iit- 

tie knowtedge  or t hese  p,,,,ues and  don t 
.~ant  to talk a b o u t  m e r e .  I-his is o n e  

e x a m o i e  of  wn`.. m e r e  1, a ~ r e m e n d o u s  

need for educat ion  on m e s e  :ounda t lona l  
~,~ues. .An educa ted  CIIIzcnr'),' I'~ dssent la l  

~( these  ~ , u e s  are  to take  i nmr  rio_httui 

~lace m me o t f i c ia i  e d u c a t i o n a l ,  le-~al. 

and Doimcai di.~course ~ ~thm me  state.  

Looking at Di f ference 

',,Iv ,~econu theme v, m e n .  [ think,  ts relat- 

ed to inn t i r s t ,  c e n t e r s  on t h e  w h o l e  

: :orion of  " d i f f e r e n c e .  T h i s  n o u o n  ~ 

exoiored in Man i l a  Minov , " ,  , t i m u i a u n g  

and insightful  book  . U a k m e  .4ll m e  O~t: 

t e r e n c e ,  w h i c h  I h i g h l y  r e c o m m e n d .  

W h e n  dea l ing  ,.,.tth r e s e r v a t i o n s ,  t n b a i  

.overe~gnty .  and  i n d i a n  c e o m e ,  lust  as 

.~l th o m e r  e r o u n s  ~n o u r  , o c l e t y .  m e  

.,,noie u u e s u o n  ot  ' j i f f e - < c e  a r i s e s .  

E v e n  today  t h e r e  a re  De. : : e  ~,,no a sk  
- ' W hv  dO I n d i a n s  , t a v  on  m e  r e s e r v a -  

tion 5' Many ind ians  on r e s e r ' v a n o n s - - a t  

least m South D a k o t a - - a r e  ~ m o o v e n s h e a  
and  face  a va r i e ty  ,,r <octal  p r o b l e m s .  

',Vhv do mev ,ta~ ' W h y  c o n t  the}' )urn 

"he m a i n s t r e a m  w n e r e  , r . e re  ts m o r e  

.?pponumty  ' 
},lost Nan,.e . \ m e n c a n s  don t ,.,,ant to 

leave the r e se rvauon .  The, .  nave  ~ n d e  m 

, :heir  ov .n  iario-ua'.:'e, cu i t u r e  a n d  h o m e -  

!arid. F e r  t h e m .  a ' h o m e l a n d ' "  is no t  

me re l y  a pnys t ca t  n i e c e  ~ut  a s p m t u a l  
and emot ional  real i ty  that  n o u n s h e s  t h e m  

ndlv idua l lv  and  cmlec t i , . e i y .  T h e s e  are 

d i f f e r ences  that are  ~mbor tan t  for  us  to 

unders tand  and respec t .  
Of ten  m the law. we  take the  laudable  

Jew that d i f fe rences  are s t i g m a t i z i n g  and  

harmfu l .  We see the  stw_ma o f  d i f fe rence .  

and we march  f o r w a r a  unde r  the  banne r  

,~t the Euual Pro tec t ion  and  Due  Process  

C l a u s e s  to e r ad i ca t e  it. Th i s  a t t e m p t  to 

e r a s e  the s t i gma  ot d i f f e r e n c e  is a very  

pos i t ive  thrust  ~ u n i n  ou r  legal  s y s t e m .  
But pan  of our  u n d e r s t a n d i n g  is m i s s i n g .  

~ecause  w h o a  .there ~s the s t w m a  o f  dtf-  

t e rence ,  me re  Es ai:,o the pr ide ot d i f f e r -  

e n c e .  a d i s t i n c t i o n  ma t .  in m y  ~ lew.  lb 

:mpor t an t  to learn and  k n o w  
LD~e st iL'ma o t  d i f fe rence  ,s to be e rad -  

icated:  that .  [ th ink.  ~s s o m e m i n E  we  can  
all ao ree  on.  But  [ a lso th ink  that  s o m e  oi 

as.  pa r t i cu la r ly  those  ot us w h o  are f r o m  

:he m m o n t a n a n  s o c l e t v m a n d  Dart~cuiar- 

) .  m a l o n t a n a n  whi te  m a m s m m u s t  real-  

:ze that  m e r e  ts a lso  a o n d e  o t  d i f f e r ence .  

W e  n e e d  to u n d e r s t a n d  where  that  pr ide  

,ff d i f f e r e n c e  c o m e s  f rom and  h o w  to r e c -  

, ~ _ o n t z e  It. 

The Pr ide of Di f ference 

U n d e r s t a n d i n  o _ the d i s t i n c u o n  t~e tween  

:he : , u e m a  of  d i f f e r ence  and  the D n n e  ot 

d i f f e r e n c e  is real ly a cn t ica i  i ssue:  to try 

:o u n d e r s t a n d  w h e n  there ls a su_~ma or  

, ; J r terence.  ,.``hen Indian  o e o m e  are  Oemg 
- l s c n m m a t e a  aga ins t  and  w h e n  m a t  st,o- - 

-ha ou_ont to de  c r u s n e d .  B u t  w e  a l s o  

, h o u t d  be s e n s m ` ` e  to r e c o g m z m g  a n d  

n o u n s m n g  m a t  Dnde  ot d i f f e r e n c e  a n d  

not  c r u s h i n g  it. e i t he r  m a d v e r t e n t l y  or  

adver~ent iy .  Pride ot  d i f fe rence ,  a f t e r  all. 

.s ,.,,nat a o iura i i s t ic  socie ty  ts ail a b o u t .  

[t is t m p o r t a n t  to e n c o u r a g e  tn o u r  

p r o g r a m s  and  in ou r  s tuden t s ,  pa r t i cu la r ly  

~n t h e s e  t imes ,  w h i c h  e c o n o m t c a i l y  a n u  

o t h e r w i s e  are very. c o n s m c n n g ,  to wei-  

c o m e  d i f f e r e n c e s ,  to c e i e b r a t e  d i f f e r -  

e n c e s ,  to a p p r o a c h  m e r e .  b e c a u s e  Ov 

do ing  so  we can  find s o m e m i n g  to iearn  

a n d  s o m e m i n g  to c e i e o r a t e ,  in  t n e s e  

t i m e s  w e  s e e m  to be m o v i n g  tn o t h e r  

d i r e c n o n s ,  because .  I ,.kink. 'de tea r  dif-  

: e r ence  and  are m r e a t e n e d  by it. W e  fee, 

c o m [ o r t a b l e  o m v  i t  p e o m e  are  u k e  us.  

T h a t  is d a n g e r o u s ,  and  s imp ly  t m o o s s l b i e  

:n a soc i e ty  like ou r  ours .  wi th  its t r e e >  

',ton o f  ~ i u r a l i s m ~ w e  jus t  d o n t  h a v e  a 

an l  l O r m  s o c i e t y .  
W e  m u s t  e n c o u r a g e  b r o g r a m s  t h a t  

?,eio o u r  s tuden t s  iearn to r e soec t  d i f fe r -  

ence  a n d  hono r  d i f fe rence .  If t hey  d o n t .  

:he fu tu re  d o e s n t  au , ,u r  very  wei l .  In a 

g!obal  con tex t ,  peop le  wan t  the i r  d i f fe r -  

e n c e s  r e snec t ed .  T h e y  say ' W e  are  d i f fe r -  

en t  t r o m  you  and  we  want  you  to r e s p e c t  

that.  W e  can  get  a long .  W e  can  be  f r i en d s  

b o t h  i n d i v i d u a l l y  a n d  as n a t i o n s ~ b u t  

you  m u s t  r e soec t  us ."  Respec t  is j u s t  no t  

g o i n g  to be f o r t h c o m i n g  it" you r  goal  is to 

m a k e  peop ie  o v e r  in your  o w n  i m a g e .  A 

grea t  dea l  o f  space  is requi red  if  p eo p l e  

are  to t ake  on the i r  ind iv idua l  a n d  s o m m  
i d e m m e s .  Par t  o f  wha t  we th ink  is i m p o r -  

t a n t  in t h i s  c o u n t r y  is t h e  n o t m n  o f  
cho i ce ,  that  peop le  shou ld  have  the  r ight  

to c h o o s e  h o w  they  ident i fy  t h e m s e l v e s  

and  w h a t  k ind  o f  d i f f e rences  t hey  w a n t  to 
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_xr on .  t~ut In c o n s t r u c t l n g  and  v l e ` ' v m -  o 

.~.,.;.t S o c l e t v .  l [  Is i m p o r t a n t  that  w e  ',ee 

- e s e  m t t e r e n c c s  as v, o rmv  ot our  resoect  

. a n  honor�9 

M`., final t h e m e  ts one  that  is ~mpor- 

- n t  m Indian  coun t ry  nse i f ,  and  that ~s 

: e , : o n c m a u o n .  In S o u m  Dakota  two .,.'ears 

a co .  the  go,. 'ernor official ly p r o c t a . m e u  a 

. e a r  o f  r econc l i i auon  be tween  ind ian  and 

z , , - n - i nu i an  r~eonte. This  was  s e e n  as a 

�9 ~."x" p o s i t i v e  k i n d  O[ action, that is until 

, ' h e  t~eetea away  s o m e  of  the iavers  anct 

, ' x a m m e d  the real mean ing .  Does  recon-  

, : : ! ; a t i o n  m e a n  t h a t  we s h o u l d  s h a k e  

7:~nos `'`ltn Indian  beopie and ,.:o to pow-  

~,,,a,.~ and  o ther  s u c h  even t s?  Wel l .  t h a t s  

:2.':.e. out  lr t h a t s  as far as It goes .  it is too 

�9 ~eer r ic ia i .  

Confronting History 
7 ,econc l i i a t ion  is abou t  c o n t r o n u n g  ms to-  

- . .  a n d  In the con tex t  ot Indian and  non-  

: = a l a n  r e i a t i o n s n i n s  the h i s to ry  ts not  a 

e ~  p l easan t  one .  tt is not  s i m p i y  a case  

: iooKlno_ r a c k  t h rough  his tory  and  say- 

=.-- ' W e l l .  t h a t s  in the past ."  O n e  hears  

:.-."-.~ r e t r a in  uu l t e  o f t e n ~ " O h ,  m a t  hao-  

v e n e d a  ion-, n ine  a g o .  But  h is tory  is not 

.a :r:e ~ a s t - - ~ t s  n~-ht here. n g n t  next  to 

__-. R ' s  o u r  s h a d o w  and i t 's  a l w a y s  wire 

, , .  ,,Ve can  t jus t  th ink  dr;out m e s e  th ings  

..-: a i inear  f a s h i o n  hecau.<e history, isn t 

: . " .ear . .Mis takes  m a d e  in me  past .  un less  

�9 ~ e act l` .eJy try to u n d e r s t a n d  and  undo  

::'.era.. `'viii c o n t i n u e  to distort  the present .  

For  e x a m p l e ,  in S o u m  D a k o t a  mere  ~s 

.. 2 e a u u t u i  a rea  In the wes te rn  tgart ot the 

. : a r e  c a l l e d  the  B lack  Hil ls .  T h e  Black 

El ! i s .  P~ma Sand as m e v  are ca l l ed  bv the 

L_<ota .  are Dart or the t radi t ional  Lakota  

- _ - m e t a n d .  r e c o o n l z e d  and  tgreserve~ in 

�9 .-'.e Fort  L..u-amle Treat', ' or  1868. S h o m y  

_ : : e r  t h e  t rea t ' , '  ~ a s  s i g n e d .  G e n e r a t  

S=,_'rge C a s t e r  ied a sc t enn t i c  e x p e o i u o n  

- : h e  H i l l s  a n d  d i s c o v e r e d  g o t d .  O r  

. _"_:rse. '.~ n e n e v e r  t~eome f r o m  E u r o p e  

x:_-cover ,.:bid the,,' , ,gem to iose all con-  

�9 r.'5'_l o t  thel r  ra t lonai  facu~ues . . -ks  a result  

-.f C a r t e r s  d i s c o ' e r y ,  people  b o u r e a  into 

:.':.e B l a c k  Hi l l s  to p r o s p e c t  for  gold .  it 

�9 ., a,;n t their  l and  but  they c a m e  jus t  me  

G i v e n  the  t reaty ,  the federa l  gove rn -  

m.en t  sa id  " 'Well .  we ' l l  n ego t i a t e  a new 

: r ed ly  a n d  see  if  the  L ako t a  peop le  ,.'`ill 

c e d e  the  B lack  Hil ls  to the Un i t ed  States.  

' .Ve ' i i  t ~  to buy  it f r om m e m .  T h a t s  fair 

~_nough.'" V`.'hen the  of f ic ia ls  a m v e d  f rom 

" . " ,asn ing ton  to n e g o u a t e ,  the L ako t a  peo-  

v i e  sa id .  ' N o .  we  d o n t  `',,ant to seil this 

l and .  It is a s a c r e d  part  of  our  l andscape .  
.-k n o r m a i  reac t ion  wou l d  be to reply 

' " ) k a y .  t h a t s  the  e n d  o t  it. W e  c a n t  buv 

:t b e c a u s e  tile,,' t t o n t  ,,21i i t .  3Ut  t i la t" ,  

~ o w  n o w  l h e  [ e d e r a l  _ ' o v e r n m e n t  

r e sponded  to the Lakota:  ~t rest toow the 

land. C o n g r e s s  , , imply passed  a umia t eml  

ac t  in v m [ a t l o n  ot  the  For t  L a r a m i e  

Trea ty  and c o n f i s c a t e d  - - mill ion acres  

;n the Black H i l i s - - . u ~ t  , tole tt o u m g h t .  

Now.  how can  ,.ou deal ,.vttil a s i tuat ion 

like that, '  How can  ' `ou r~ut th ings  n g n t ?  

F r o m  the v e ~ '  t, e g m n m g  the Lako ta  

p e o p l e  w a n t e d  to m a k e  t h i n g s  ri~,nt. 

U n f o r t u n a t e i y .  ~n i g 7 7  I n d i a n  t r i b e s  

d i d n t  have  s t a n d i n g  to sue  the  Un i t ed  

States  g o v e r n m e n t .  The`.' had to walt  until  

1920 for a specla i  ) u n s d l c n o n a i  act wn lch  

au thor ized  their  iawsul t .  This  lawsui t  lan- 

g u i s h e d  in the cou r t s  lor DO `.'ears before 

it f inal ly  r e ached  the Sur~reme Cour t  In 

1980. T he  Cour t  c o n c i u d e d  that me  eov-  

e r n m e n t  did take me  lanti. Out cou id  have  

done  so  a n y w a y  becaube under  the bower  

o f  e m i n e n t  d o m a i n ,  tile g o v e r n m e n t  nas  

the aumor i t y  to take r~nvate property  tor 

p u n i c  use. The  on ly  p roo iem was  mat  me  

g o v e r n m e n t  t o rgo t  to bay tOT it back  in 

1877. ~o the C o u r t  o rdered  the eo ' ` e rn -  

m e n t  to pay tor the iand. more  m a n  11)0 

' `ears  iater. 

What the Lakota Want 
F or  t he  L a k o t a  p e b b l e ,  h o w e ` . e r ,  the  

imoor tan t  i ssue  Is r e tum of  the tana. not 

c o m o e n s a u o n  (or ~ts c o n f i s c a t i o n .  The  

tederai  le,,ai : , , ,stem has  never  au thor ized  

or ordered  the re turn ot conf i sca ted  land 

to an  Indian tnbe .  C o n g r e s s  has  done  so 

o c c a s i o n a l l y  but  the  cou r t s  neve r  nave .  

T h e  Lako ta  Deome  re fuse  to a ccen t  the 

m o n e y  t r om m e  1980 i u a , , e m e n t ~ t  i~ 

-,ull s i tung  In 0anKs 0acK m Washm~_ton 

ea rn i ng  interest .  The  Lakota  ~,a`.' " 'We do 

wan t  the  m o n e y ,  out  v,e `'`'ant the mone`.' 

pius the land. A n d  unu l  we get the land 

~ , , e r e  no t  g o i n g  to t a k e  t he  m o n e y .  

because  '`ve know that once  we take the 

m o n e y .  ,.`'e 11 neve r  cet the land." 

M u c h  o t  t h e  7 7  m i l l i o n  a c r e s  l~ 

o w n e d  by m d i ' l d u a t  n o n - i n d i a n s :  s o m e  

is o w n e d  by qa te .  coun ty  and  local eov-  

e r n m e n t s .  T h e  L a k o t a  d o n t  w a n t  tha t  

land back:  all they  '`,,ant is the land sttil 

o w n e d  bv me  tederai  g o v e r n m e n t ,  about 
1.2 mt i l ion  acres .  "'Just give us back  the 

land  the federal  g o v e r n m e n t  still ov, n s . "  

the  L a k o t a  ~av. ' t u r n  it o v e r  to us  in a 

t h o u g h t f u l  way .  and  n o n - I n d i a n  o w n e d  

land  will not  De af fec ted ."  
O n e  w o o d  th ink  that  the Lako ta  offer  

p r o v i d e s  an  i n c r e d i b l e  o p p o r t u n i t y  to 

r ight  this  h i s t o n c a i  v, rong.  Usua l ly  w h e n  

h i s t o r i c a l  w r o n g s  h a p p e n  there  is little 

c h a n c e  to c o r r e c t  t h e m .  T h i s  s i t u a t i o n  

p r e s e n t s  a t r e m e n d o u s  c h a l l e n g e  to ou r  

c o m m i t m e n t  to msuce ,  in Sou th  Dakota .  

h o w e v e r ,  there  s o v e r w h e l m i n g  o p p o s l -  

t lon to the  Lako ta  proposa l .  T h e  g o v e r -  

nor.  bo th  h o u s e s  o f  the state leo is la tur  e. 

: w o  U n i t e d  Sta tes  s ena to r s  and  the o n e  

c o n e r e s s m a n  all o p p o s e  it. E v e n  t h o s e  

w n o  c o n s i d e r  t h e m s e l v e s  s y m p a m e u c  to 

i n d i a n  ~ssues and  c o n c e r n s  are  o p p o s e d  

to an,,' B lack  Hills se t t l ement .  For  man.',' 

peoDte,  th is  ts an i s sue  that  s e e m s  veT-,' 

d i f f i cu l t  to d iscuss �9  
A g a i n .  the p r o b l e m  ts twofold .  O n e  is 

that  s o m e  people  c a n t  be l ieve  this ve~ ' .  

, ,erv b r ie f  s v n o o u c  his tory  that  I ' ve  giv-  

en .  T h e y  , a v  ' W h a t ?  [ n e v e r  l e a r n e d  

t h a t . "  O n e  o f  the  as t )ec t s  o f  e d u c a t i o n  

,a n i c h  a g m n  m a n i f e s t s  i tself  very  of ten  m 

tlne c o n t e x t  or  e d u c a u o n  a b o u t  i n d i a n  

i s s u e s  is that  not  only  do we s o m e t i m e s  

taii to t e acn  basic  facts  to crea te  a know) -  

edo_e ba se .  but  we na`.'e s u c h  an inves t -  

m e n t  in e d u c a t i o n  ma t  educa t t on  cer t i f ies  

a ce r t a in  ` .ers lon or  his tory as au then t ic .  

If y o u  d i d n t  learn about  the  Black  Hills 

Lssue. i t  y o u  d i d n t  learn about  m b a l  gov-  

e r n m e n t ,  n o t  o n l y  do  , , ou  i a c k  t h a t  

k n o w i e d g e  b a s e .  r u t  w h e n  it is i n t ro -  

d u c e d  to y o u  as an  adu l t  y o u  see  It as 

m a u m e n u c  as well .  

Marginalizer in History 
.-k~ a r e s u l t ,  t h e  t r i b e s  m u s t  s t r u g g i e  

a g a m s t  th is  s~ tuauon ,  a Sl tuat ton w i n c h  

r e a r , r e a l i z e s  I n e m  in t he  e d u c a t i o n a i  

p r o c e s s ,  i t s  v e r y  m f f i c u i t  to c a 0 t u r e  

a u t h e n t i c i t y  , ,~hen ~ o u ' ` e  b e e n  

marg :aa i i zec i .  Of ten .  robes  are not  e v e n  

m a r g l n a i i z e d :  the`.' are  lUSt ou t  of the  

2 i c t u r e  e n t t r e i v .  B e i n g  on  m e  m a r g i n  

i n d i c a t e s  tha t  y o u  re a c t u a l l y  on  ~o m e  

h o m e r ,  in m a n y  cases .  Nat ive  A m e n c a n s  

in history.' na`.e not  even  been res ide  the 

- , c n o o i h o u s e  at all. 

E v e n  w h e n  s i g n i f i c a n t  n u m b e r s  o t  

i n d i a n  p e o p i e  a r e  n o t  p r e s e n t  ,n a 

p a r u c u l a r  i o c a u o n ,  t h e s e  i s s u e s  a re  ot 

, m s o t u t e i y  c n n c a i  ~mDortance. For bet ter  

v r  for  w o r s e ,  man: ,  or  these  i s s u e s  v, lil 

be d e t e r m i n e d  at the federal  level ,  and .  

t h e r e f o r e ,  c i t i z e n s  a r o u n d  t he  c o u n t r y  

n e e d  to  be  i n f o r m e d  a b o u t  i s s u e s  

i n v o | v i n g  N a t l ` . e  A m e r i c a n s .  I d o n t  

t h i n k  i t s  a c c e p t a b l e  to s ay  " W e l l .  '``.'e 
d o n ' t  h a v e  any  Indian people  or  r o b es  in 

o u r  s t a te  so  it 's not  lmnortant . '"  [t is j u s t  

as i m p o r t a n t .  
T h e r e  are  three  : m p o r t a m  s u g g e s n o n s  

r e l a t i ng  to reconc i l i a t ion  mat  1 w o u l d  like 

to l e ave  wi th  you .  O n e  is to l isten.  Th i s  

, e e m s  to be very  di f f icul t  for n o n - i n d i a n  

p e o p i e  to do.  W e  like to fill space .  W e  

l ike  to ta lk .  to h a v e  s o m e  sor t  o t  b u z z  
~contmued on par  45) 
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&ad >CODe t)[ [he  .Jt/c()os(/~'/ d e c i s i o n  in 

iLlture cases  in Which e n t r a o m e n t  is raised 

as a ,defense. B e c a u s e  the S u o r e m e  Cour t  

�9 ~e ' ,er  <poke ot due  orocess  or  any  other  
cons t i t u t i ona l  o rov i s lon ,  it m a v  wel l  be 

~ a t  t r ig  Jtac'~)t)~on d e c i s i o n  w, i l  t )ntv 
a f fec t  federal  courts. 

Noth ln~  In the J a c o o s o n  dec i s i on  wdl 

a f fec t  the abil i ty o r  g o v e r n m e n t  a g e n t s  to 

e n g a g e  ,n u n d e r c o v e r  o p e r a t i o n s .  

J i t /aougn ~t )s ooss tb le  that s o m e  o f  those  

o o e r a u o n s  may  not  lead to c n m i n a l  con-  

v ~ c u o n s ,  tn the  o v e r w h e l m i n ~  b u l k  o f  

ca ses ,  a defenctant  '. ',no w d l i n g i y  viola tes  

"he !av, after the e o v e m m e n t  t:)rovides an 

o p p o r t u n i t y  to do so  wall be f o u n d  to be 

? r e n l s p o s e u  to break  the law d e s m t e  the 

aosen ce  t)i" any  p roo f  that the d e f e n d a n t  

e v e r  D r e v t o u s i v  v i o l a t e d  t h a t  l a w  or  

e x o r e s s e d  a ' . ' . , l l i n g n e s ~  to d o  so .  It 

. repeats  mat  Jus t i ce  O ' C o n n o r .  m he r  dis-  

-ent .  has  en_~a,a_ed in a c o m m o n  pract ice  

, ,r d i s s en t e r s  or e x a g g e r a u n ~  rne e f fec t  of  

a dec i s i on  w)th w h i c h  she  did  not  agree .  

~t ~s or course  poss io l e  that he r  d i s s en t  is 

, :or rec t  m v i e w i n g  Jacoi').~on as  havln_,2 

.rod(differs tmor  iaw r ega rd ing  e n t r a o m e n t .  

It that  ~s Ime.  c n t r a o m e n t  wtil n e v e r t h e -  

less  r e m a i n  a d i f f i cu l t  d e f e n s e  to p rove  

: i thou, . :n  its scope  m a y  nave  been  s l igh t ly  

Droacienec~ bv the  c o u r t s  d e m s i o n .  __- 

-~/(llz Rd19tzaet t~ ~z,z .-L~Soclate P r o r e s s o r  

. , r  L::;~ ~t  Lo \ ' o ia  L ' n t ve r~ t t v  C h i c a g o  

Sci toot  ~r Lx.'w He snec ta i t ses  m teachtn". 

,r the ~lreets ,)r t'rlrrlltl(.!l 162W dTr~i ,oroce- 

..tlre. 

Challenge 
~ortttntted rt'orn nt'lffe .~ ) 

:~e d e ' . e l o o m e n t  o r  DOSltlVe s p i t - e s t e e m  

.n .2 ,rncan A m e n c a n  s tuden t s .  S h e  c i tes  

:ne o m e c t t v e s  or the  l n d i a n a o o i i s  Publ ic  

- c i a o o l ~  mUltlCUtturai e d u c a t i o n  , ' , rogram 

as an  e x a m p l e  ot a p p r o a c h e s  m a t  r e s o o n d  

:o a need  an(a should be rep l i ca ted  e lse-  

�9 v here .  
W h a t  ts the ' A m e n c a n  E x o e n e n c e ? ' "  

D a m e i  R a m l r e z  s c o l o n u l  d e s c r i p t i o n  o f  

'.he nl` ,erse,  e x p a n d i n g  H i s p a n i c  c o m m u -  

nity in the Uni ted  S ta tes  ( f o c u s i n g  on  m e  

C h i c a n o )  ~s in te rs t )e rsed  a m o n g  h i s  ana l -  

' . s i s  o r  the  i n t e r s ec t i on  b e t w e e n  A m e r i -  

c an  iaw.  wi re  its r o o t s  in A n , , l o - S a x o n  

t r amt ion ,  an(a C h i c a n o  cu l tu re  a n d  h i s to -  

~ ' .  T h i s  b l e n d i n g  o f  peoo i e  a n d  h i s to ry  

o f fe r s  a s m k i n g  commentary . '  on  the  con -  

>tam conf l i c t  P e t w e e n  H i s p a n i c  a n n  non -  

H i s p a n i c  cu l tu res  an(a the  fa i lure  o f  l aws  

anti  pol i t ical  anti  e d u c a t i o n a l  po l i c i e s  t6 

:nltl-oate mese  t o n i ] i r i s .  

,r'he q r a m e d  r e i a t l o n s m p  igetween me  

Native A m e n c a n  beop ie  and  n o n - N a t i v e  

4 m e r l c a n s  o i l e r s  an d l u s t r a t l o n  o f  the  
f a i lu re  or  law to) o r o t e c t  m e  r i g h t s  o[ 

groups  from me in te res t s  ot the ma.)onty.  
F r a n k  P o m m e r s h e l m  e x p l o r e s  o r  t h e  

Ie~al o n m n s  (at m b a l  s o v e r e l o n t v  wi th in  

me  Un i t ed  Sta tes  C o n s t , t u t , o n  anti  the  

, :omoiex  > s u e s  or r i gh t s  m d i rec t  con -  

:]ict. He e x a m , n e s  d i f f e rence ,  ur_,alntz me  

erac t icauon o( the  s t i g m a  of  d i f f e r e n c e  

and the nounshin_,2 o f  the Dnde o f  di f fer-  

: a c e .  P ro fessor  F ' o m m e r s n e l m  r a i l s  for 

an increased unoers tan(a lng  o f  the  h~story 

,>r Natlve . a .mencans  w)thln  the  e l e m e n -  

tary anct >,econaar~ schoo l  c u m c u l u m ,  in 

addition, ne asks  for m(a iv idu~  ac t ion  to 

<upport  me  r e so lu t i on  o f  l o n g - s t a n d i n g  

le_oai conflicts.  

[ am _oratetu[ to these  a u m o r s  for their  

p r e sen t a t i ons  at the  s e m i n a r  as wei t  as 

met r  effor ts  m 0 r e D a n n g  t he se  a r t ic ies .  

T h e s e  a r t l c t e s  , a u e s t l o n  r o u n d a t i o n a i  

:la,nkine an(a chaiien,:,e us  to c o n m b u t e  m 

'he  redes l~nm_ c, ot ou r  n a u o n a i  idenurv .  

[ al~o ~,.~sn to e x o r e s s  m y  t h a n k s  to 

t h o s e  e d u c a t o r s  w h o  c o n t r l b u t e c l  t he  

c i a s s r o o m  a c t i v i t i e s  c o n t a i n e d  in th i s  

i ssue.  ] 'he i r  e f fo r t s  i i lus t ra te  h o w  taw-  

related e~ucanon  can  l i l umlna te  s o m e  or  

'.he h i d d e n  an(a s h a d o w y  a r e a s  o f  o u r  

n a t i o n s  bas t  w h i l e  h e l p i n g  s t u d e n t s  

a d d r e s s  d txe r sx tv  tn a thou,2htrUl  a n d  

inSl,,htful manner .  

W e  hoop  tha t  t h i s  is . ,ue or U o d a t e  

hetos to mr otto d i s c u s s i o n s  abou t  mui t i -  

ca i tura t  l,sUeS in SChOOlS an(a the  , xavs  

that law-remteO e d u c a t i o n  o t te r s  a f r ame-  

',~orK for :u rmer  e x a m i n a t i o n  o f  the  crlti-  
cal u u e s t l o n s  or ~vnere ,.ve n a v e  b e e n .  

, , . h e r e  ,.,e a re  a n d  v, h e r e  '.,.e a r e  

going.  

G e o r e e  S. ?errv.  Jr. :.~ Gues t  Ed i t o r  ,,r 

:ius issue ,.Utd ts Assrsrant  Smrr Direc tor .  

ABA Suectaz C o m m i t t e e  ~,n Foutir Educa-  

:ion t o t  L':[l.'s 

]Indian Country 
comi nuea  #ore p a g e  i 9 ) 

going  on. But we d o n t  p a m c u t a r l y  wan t  

to listen. Just c o n s i d e r  v o u r  o w n  e v e ~ , -  

day conve r sa t ions  and  y o u l l  un(aersrand 

what  I mean.  W h e n  we ~av ' I  u n d e r s t a n d  

,xhat  y o u r e  savm_,z" ,.:r ' S u r e .  i k n o w  

~ n e r e  you re comln-~ t r o m "  we are  ac tu-  

ally c o m m u n i c a t i n g  m e  e x a c t  o p p o s i t e  

because  w e r e  not  bomenn_-  to l is ten to 

that person.  

L i s t e n i n g - ~ n d  U n d e v s ~ n a i n g  

For Ind ians .  be ing  l is tened to anct rea l ly  

b e i n g  u n d e r s t o o d  are e x t r e m e l y  i m p o r -  

'.ant. W e  have  to keep in m i n d  tha t  t h e y  

are  o f t e n  c o m m , ,  f r om a very  d i f f e r e n t  

p i ace  t han  the p lace  that  w e ' r e  in.  It is 
e s s e n t i a l  to know whe re  t h e y ' r e  c o m l n g  

f rom n i s t o n c a l l v ,  cul tura l ly  and  soc i a l l y .  

W h a t  do  the', '  h a v e  to b r i n g  to t h i s  

p r o c e s s  : For  e x a m p l e .  Nat ive  A m e r i c a n s  

h a v e  a ve ry  d i f fe ren t  v iew o f  h i s t o r y ,  a 

~ery. d i f f e r en t  v iew o f  the m e a m n g  o f  the  

land.  T h e  land is not  lus t  somethin_,a to be 

c ' . : ' t o i t ed  for profit.  M a n y  Indian  o e o p i e  

r , : . :ard the  l and  as s ac r ed .  L i s t e n i n g  is 
~ m p o r t a n t .  as is its co ro l l a ry ,  to t e a m .  

N o n - l n d i a n s .  and  non - Ind i an  e d u c a t o r s  m 

pa r t i cu l a r ,  m u s t  be c o m m i t t e d  to i e a rn -  

~n_~. S o m e n m e s  as adults ,  as b u s y  p e o m e .  

i t s  hard to c o m m i t  ou r se lves  to iear'nln_~ 

this.  But .  on a n o m e r  level, i t s  no t  u n d e r -  

, t an(sab le  or  accep tab le  because  o e o o t e - -  

if t hey  remlv  are s e n o u s - - m u s t  c o m m i t  

t h e m s e l v e s .  

M v  last  s u g g e s t i o n  is to act. It is no t  

e n o u g h  s i m p l y  to ga in  k n o w l e d g e :  y o u  

h a v e  to be w t i l i ne  to act on tt as  w e i l .  

, .vhether in you r  fa int ly . . , ,our  c o m m u n i t y .  

, . o u r  c h u r c h ,  o r  , . 'our worKDiace .  Y o u  

m u s t  be w d l i n ~  to talk about  t he se  i s s u e s .  

B e c a u s e  there  ts a cer ta in  a m o u n t  or  r isk 

in t a l k ing  about  i s sues  that are u n m e a s a n t  

or  u n o o o u l a r ,  m a n y  t imes  we rust let ~t ~o 

by .  F o r  I n d i a n  p e b b l e  a n d  f o r  t h e i r  

f u t u r e - - ( o r  the fu ture  or  all o f  us .  rea i -  

I v - - w e  c a n t  let tr go by. 

F r o m  d i s c u s s i o n s  wlth m v  f r i e n d s  in 

[ nd i an  c o u n t r y .  [ . ,ense that t h a t s  ',~,nat 

they  w a n t - - t h e y  want  to see. \Vhv  ) It >, 

b e c a u s e  Ind ian  pedd le  are very  o_ooct at 

v ,a tchin_m T h e y  h a v e  hea rd  m u c n  o v e r  

the `, 'ears. m a n y  words  spoken  born  D n -  

va te lv  an(a pubiicl.v by those  w h o  o r o f e s s  

:o be c o m m m e d  to their  i ssues .  For  Indi -  

an pedd l e ,  ac t ions  are m u c h  m o r e  imt )o r -  

~ant t h a n  w o r d s ,  a n d  t hey  ,a ,atcn v e r y  

ca r e fu l l y  wha t  people  are ac tua l ly  d o i n m  

It is  i n c u m b e n t  u o o n  us .  t f  ' x e  a r e  

c o m m i t t e d  to ] u s u r p  and  to n g h t m a  the  

wrona_s o f  his tory,  to act. Not to ac t  r e c k -  

l e s s ly  o r  heed le s s iv ,  but  to act in c o n c e r t  

wi th  Ind i an  peopie  in a r e l a t ionsn io  tha t  

a c k n o w l e d g e s  d i f f e r e n c e s  a n d  v i e w s  

t h e m  as w o r t h y  o f  honor  and re spec t .  _ 

F r a n k  R. P o m m e r s i ~ e t m  ts P r o f e s s o r  or 

L a w  a t  the  Un ive r s i t y  o/ Sou th  D a k o t a  

S c h o o l  o / L a w .  He  a lso  serves  a s  C h i e f  

Ju s t i c e  o t  the  C h e y e n n e  R iver  S i o u x  Tr ib -  

al C o u r t  o.r A p p e a i s  ana  is A s s o c i a t e  d, ts-  

rice o.f the  R o s e b u d  Siou.~ t r i ba l  C o u r t  o t  

Appea l s .  
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AFR]~CAN AMERJ[CAN BACKGII~OUND ~ F O R I V ~ A T I f O N  

Excerpts Taken From: Twelve Training Modules for Rehabilitation Service Providers 
Rehabilitation Continuing Education Programs Consortium (R CEP ) 
January 1992 

There are several key factors that warrant attention any time African American culture 

is discussed. Some of these factors include: 1) the manner in which African Americans came 

to America; 2) their role and treatment once in America; 3) the impact of racism on growth and 

development in interracial relations; 4) the power of the Civil Rights Movement (Martin Luther 

King, Jr., Malcolm X, Reverend Jessie Jackson, Stokley Cannichael, Rosa Parks, etc.); 5) the 

need to embrace an asset-orientation fit should be noted that most of what people think about 

African Americans is negative); 6) history classes in the overwhelming majority of schools in 

America do not teach a comprehensive view of American history. Thus, many of the 

contributions of African Americans are lost, not discussed, or diminished; and 7) the need for an 

empowering philosophy dealing with African Americans recognizing the circumstances that 

African American youth must experience in their journey into dominant society. 

Any attempt at crystallizing ideas about African American culture must consider those 

aspects shared with other oppressed people, those aspects drawn l~om the majority, and those 

unique aspects of African Americans. Thus, before Juvenile Justice staff can work effectively 

with African American youth, they must have some knowledge, understanding, and considerable 

respect for these youth's uniqueness. Although African American culture is multi-faceted, it 

includes the arts, music, art literature, the role of religion and church, social organizations, family 

influence, and extended kinships. 

Cottingham (1974) emphasized some important aspects of black culture when he stated: 

The formal and informal devices that contribute to black residential segregation 

also reinforce distinct aspects of urban black culture or ways of perceiving reality. 

This can also be said of rural and Southern blacks. Despite the fact that slavery 

eradicated African social and political influence upon blacks in America, oral 

forms of communication have ensured plus the saving of certain aspects of music, 

religion, and lifestyles. Blacks basically share the values of American culture but 

their past has provided them with perceptions and idioms which cannot be entirely 

duplicated by white America though often imitated (p.11). 



Black culture is observed most vividly in situations that are separate from other groups. 

In their culture, African Americans express their desires, feelings, and intentions. As a result, 

the essence of African Americanism is labeled "Soul". For African Americans, "soul" involves 

identification with other members of their group, endurance, and a particular lifestyle. Thus 

"soul" represents a key to African American culture because it depicts a mode of communication 

and understanding. 

There is no such thing as a single personality type for describing the traits of all African 

American person. The concept of "black power", which is viewed by most African Americans 

as reflecting positive aspects of their personality, is important. The issue of "black power" was 

seriously raised during the summer of 1966 and as a result, numerous definitions of the concept 

were advanced. Any and all of these definitions have relevances to understanding African 

Americans. For the purpose of advancing an asset-orientation toward African Americans, "black 

power" is viewed as being proud of black, self aware, and acknowledging the accomplishments, 

achievements, and culture of African Americans. In addition, "black power" means that: African 

Americans are capable of conducting affairs of their community; African Americans possess self 

love and esteem; African Americans can acquire skills and perform useful tasks; African 

Americans can and have made useful contribution to American society; and "Black is Beautiful" 

(Atkins, 1979). 

Another notable area in better understanding African American culture and history is the 

value placed on education. Lee (1983) stated: 

... Many black American families have believed that an education was the route 

to a better life and a step up the social-economic ladder. 

It should be remembered that the goal of this mini review of African American issues was 

not to be a comprehensive or inclusive body of knowledge. Rather, the goal was to highlight 

some of the important aspects of the African American experience in the hope that Juvenile 

Justice staff will assume responsibility for more study of in-depth information to heighten their 

awareness. Juvenile Justice staff should understand the experience of African Americans in this 

country, the forced manner in which they were brought to this country, their similarities to and 

difference from the rest of America, and their self identification. These experiences are all part 

of the knowledge base needed by competent rehabilitation counselors to promote the most 

effective service delivery system possible especially for African American youth. 



African American Youth and Family Issues 

The link between African Americans and their families is significant. Although the 

research focused on adolescence in general is limited, the study of African American youth is 

even more sparse. Yet, many think that they know who the African American youth is in this 

society. Much of the "knowledge" is derived from newspapers, magazines, and television 

headlines which characterize these youth in most frightening and negative ways. It is often 

thought that the youth has the opportunity to value him or herself and find the strength to 

withstand the negative images of themselves so vividly displayed in newspaper headlines. 

Adolescence has been defined by McKinney, Fitzgerald, and Stommen (1977) as "a time 

of transition, a period in the growth cycle which marks the end of childhood and the promise of 

adulthood. For many youngsters it is a period of uncertainty and even despair; for others it is 

a time of close friendships, of breaking ties to parents, and/or of dreaming of the future" (,p.21). 

This description of adolescence is appropriate for the African American youth. 

Yet, adolescents live in an organic crazy-quilt of environments. The patches that 

make up their daily existence are in a constant state of flux, their colors and 

positions changing, seemingly without sense or purpose. Yet, in time as the 

adolescent passes into adulthood, this crazy-quilt takes on a more recognizable, 

orderly, and stable design (Glynn, 1984, p.271). 

The following information is an attempt to introduce the Juvenile Justice staff to some 

of the factors that warrant consideration when dealing with African American youth that relate 

to family concerns. First, Hall and King (1982) have identified five key strengths of the African 

American family. They defined family strengths as "those traits which facilitate the ability of 

the family to meet the needs of its members and the demands made upon it by systems outside 

the family unit" (p.540). The strengths that Hall and King cited are kin-structure, elastic 

household, resilient children, egalitarian two-parent relationships, and steadfast optimism. 

Similarly, Hines and Boyd-Franklin (1982) support the belief that it is critical for the 

Juvenile Justice professional to understand and include resources and strengths that can be 

mobilized to provide assistance to African American families. They cite kinship bonds, role 

flexibility, extended kinship networks, religion, work, and education as important variables. The 



high value that African Americans have placed on education, religion, and work are viewed as 

being most important in helping to eliminate some of the problems faced by African American 

youth. Slavery disrupted the kinship bond. Despite efforts to totally disassemble the African 

American family, loyalty and strong kinship bonds have'been passed from generation. In 

addition, the concept of the female head of household is one of  considerable debate and it is 

important that the Juvenile Justice staff remember that female head of households have both 

assets and limitations associated with them. 

It is imperative to understand the importance of work and education in the African 

American family. Hines and Boyd-Franklin (1982) remind us that: 

Work and education are highly valued in black families ... the attempts of parents 

to instill these values in their children are potentially undermined by the realities 

of the racist American systems . . . .  Education is viewed as a process most likely 

to ensure work security and social mobility. Great sacrifices may be made so that 

at least one child can go to college or graduate school . . . .  Black parents generally 

expect their children to take advantage of opportunities that they were denied and 

to surpass them in achieving the "comforts of life". Youth are encouraged to 

pursue careers that offer the greatest security. Children who earn enough to be 

self-supporting and to maintain a comfortable standard of living may win as much 

parental approval as those who pursue a professional career (p.98). 

Numerous factors impact upon the African American family and its members. 

Pinderhughes (1982) points out that three major sources of influence impact African American 

families: (a) residuals from Africa; (b) adaptations; and (c) responses to the "victim" system. 

These factors provide significant challenges for African Americans to sustain themselves. The 

sensitivity to these factors is crucial. 

. External systems, such as the extended family, friends, ministers, employers, or 
the school are able to support the family. 

2. The family has flexible boundaries and can use appropriate external support. 



3. There is congruency in perceptions of roles among family members. 

4. There is a stabilized power of balance. 

5. Family members are differentiated (Pinderhuges, 1982, p.115). 

As with any group, assets can become liabilities. Therefore it is necessary for the 

rehabilitation counselor to individually evaluate each family to determine its strengths and 

liabilities. 

Lee (1983) reminds us that the family is often cited as the major player in assisting youth 

in developing the necessary values and self-awareness to function as appropriate adults. Clearly, 

the area of self-esteem for African American youth needs to be incorporated into any 

understanding of African American youth. 

In summary, Juvenile Justice staff must approach the African American family from the 

perspective that there are strengths within the cultural and social contact of their environment. 

In addition, staff need to foster positive self-esteem by promoting a sense of worth, embracing 

acceptance and understanding and celebrating the assets of being an African American. The 

Juvenile Justice staff must be sensitive to "cultural paranoia" (Hines & Boyd-Franklin, 1982, 

p.104), the role of racism in the development of the African American family, and the over- 

whelming need for consistent, comprehensive, and long term involvement of all citizens in 

eliminating the lack of access to American's mainstream for many African American families and 

their youth. 



ASIAN AMERICANS AND PACIFIC ISLANDERS 
BACKGROUND INFORMATION 

Excerpts taken from: Asian American and Pacific Islanders- Lawrence K. Kosela', DSW - 
manuscript to be included in a book entitled Understanding Cultural 
Diversity, American Correctional Association, 1993 (expected publish 
date). 

According to the U.S. Census Bureau, the term Asian Americans/Pacific Islanders refers 

to a set of the U.S. population subgroups with roots in countries of origins in the Far East, 

Southeast Asia or the Pacific Islands (American Public Health Association 1982). Also included 

are people from the Indian subcontinent (O'Hare 1992). As the term suggests, the classification 

consists of two major population subgroups. The Asian Americans include peoples whose 

ancestral origins are from Bangladesh, Bhutan, Burma, Cambodia, China, Taiwan, Mongolia, 

Japan, Korea, Hong Kong, Macua, Malaysia, Indonesia, Maldives, Nepal, Pakistan, India, 

Singapore, Sri Lanka, Laos, Thailand, Vietnam and the Philippines. The Pacific Islanders are 

represented by such peoples as Fijians, Guamanians, Native Hawaiians, Samoans, Tongans and 

Micronesians (O'Hare and Felt 1991; Wykle and Kaskel 1991), the latter from such island nations 

as the Commonwealth of the Northers Marianas, Marshall Islands, Palau and the Federated States 

of Micronesia. 

There are more than thirty distinct ethnic groups which comprise the Asian 

American/Pacific Islander census category. Such a classification is essentially a socio-political 

category since each of the ethnic groups do not share a common language, religion or culture. 

This classification was, in part, conceived in the late 1960's and early 1970's as a census-type 

definition to accommodate the demands from Asian and Pacific Island communities in the late 

1960's and early 1970's. With the very small numbers, various Asian and Pacific Island groups 

realized the need to coalesce to draw 

organizations to their problems and needs. 

keenly aware of society's misconception 

attention of governmental and non-governmental 

This was especially critical since the AA/PIs were 

and pervasive stereotypes of Asian and Pacific 

Americans being model citizens who took care of their own problems (Koseki 1976). 

Asians have a long history in the United States. The Chinese immigrated to America as 

early as the 1820's (Tseng and Char 1974) and possibly earlier (Miller 1969). Japanese and 



Filipinos ~ were other major waves of immigration from the Asia-Pacific Basin in the late 1800's 

and early 1900's. As a result, these groups are represented by sixth and seventh generation 

Americans as well as recent immigrants with discernible social and cultural differences among 

the multigenerational groups within each ethnic group. In contrast, common among these early 

immigrants were the prejudice, injustices and racism that they all experienced. Another common 

characteristic was the fact that they all represented cheap labor imported to do the kinds of work 

considered unfit for whites (Jacobs and Landau 1971). Recent immigrants, especially from 

Southeast Asian countries face similar problems of earlier immigrants -- that of low English 

literacy, low socioeconomic status, difficulties in adapting to the customs and mores of their 

newly adopted country -- and the racism and discrimination that all minority groups experience. 

Before the term Asian Americans/Pacific Islanders became institutionalized, various Asian 

and Pacific Island groups relied upon their ethnic-specific, hyphenated American label, e.g., 

Chinese-American, Japanese-American, Korean-American and Filipino-American. Such labels 

were a message to the majority of society that they too were American citizens despite their 

different physical characteristics and the fact that many of their parents were non-English 

speaking aliens without rights of citizenship. For Japanese-Americans, being a hyphenated 

American took on a greater meaning upon the outbreak of World War II with serious challenges 

to their patriotism and loyalty and by the mass evacuation to concentration camps without due 

process (Thomas and Nishimoto 1969; Weglyn 1976). 

Interestingly, while most Asian groups used hyphenated ethnic labels with their ethnicity 

first, Hawaii's Japanese-Americans preferred the term Americans of Japanese Ancestry or AJA's. 

The Asian Americans and Pacific Islanders in the U.S. represent more than thirty ethnic- 

specific population subgroups with no common language, religion and cultural background. All 

have had similar encounters with racism, injustices and prejudice. With different immigration 

waves even within specific ethnic groups, the AMPIs are less homogenous than they first appear 

by such factors as ethnic-specific groups, cohort and generational differences. This population 

represents the most diverse of America's major minority groups. 

1The term "Pilipinos" is preferred by Pilipino communities since there is no "f" consonant 

in the alphabet. 
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Occupation and Employment 

Although the distribution of AA/PIs by occupation follow a similar pattern as whites, they 

are more likely to work in manufacturing and trade and in managerial and professional positions 

and less likely to be in mining, construction, fishing and farm work. 

Contrary to popular belief that AA/PIs are reluctant to receive government assistance, 59 

percent of AA/PI families in 1990 (compared to 50 percent for whites) received public assistance 

in the form of cash assistance, Medicaid, food stamps or low-income energy assistance (O'Hare 

and Felt 1991). Despite their image as shopkeepers and small business operators, AA/PIs are less 

likely than whites to own small businesses (55 per 1,000 AA/PIs v. 76 per 1,000 whites). These 

data need to be reviewed within the context that 59 percent of the total AA/PI population in 1980 

were foreign born (O'Hare and Felt 1991) and were more likely to speak a language other than 

English in their homes (Chen 1993). 

Participation rates in the labor force show similar overall patterns when compared with 

whites. However, the AA/PI young adults were more likely to be in school. Among the older 

age groups, AA/PIs tend to retire later than their white counterparts. This may be due to cultural 

work ethics and/or because of economic necessity (O'Hare and Felt 1991). Unemployment rates 

are about the same for AA/PIs and whites. In 1990, the AA/PI rate was slightly lower (3.5%) 



than for whites (4.2%). This low unemployment rate for AA/PIs in attributable to their high 

educational attainment and their concentration in large metropolitan areas where more jobs are 

available (O'Hare and Felt 1991). 

Interracla] Marriage and Segregation 
Two variables reflect the assimilation and acculturation process for minority groups and 

newcomers. One is the extent AA/PIs marry people outside their own race. In 1990, 17 percent 

of AA/PIs reported being married to people of other races. This proportion is about the same 

for Hispanics but quite higher than the 3% for African Americans. The second variable deals 

with residential segregation. Based upon 1980 figures, AA/PIs tended to experience much less 

residential segregation than African Americans and slightly less segregation than Hispanics 

(O'Hare and Felt 1991). 

Conc~usiora 
The differences among the various AA/PI groups is precluded by space limitation and the 

sheer number and complexities of each of the population subgroups. However, several cultural 

dimensions and factors are offered as a beginning guide to increase ethnic awareness of the 

AA/PIs as a very diverse and heterogenous population group: 



. 

. 

. 

The term. AA/PIs is not a cultural or ethnic classification that is useful in 

understanding the cultural influences on an individual's behavior or lifestyle. One 

important aspect then, is to ascertain the ethnic-specific group that an individual 

identifies with or perceives to be. 

AA/PIs are multigenerations in the U.S. and differ significantly in their 

acculturation and adaptation to American lifestyle; many others, however, are 

foreign born and speak little or no English. 

Within each distinct ethnic group, discemible region of origin can be differentiated 

such as Japanese and Oldnawans and between Japanese and various prefectures 

from the main islands of Japan; for Filipinos, differences by ethnic subgroupings 

and dialects such as Ilocano, Visayan and Tagalog; for Vietnamese, there are 

differences by whether one is Vietnamese or Vietnamese of Chinese origin 

(Warren and Palafox 1985). 



GAY, LESBIAN AND BISEXUAL YOUTH 
BACKGROUND ]INFORMATION 

"Lesbian and gay youth axe the most invisible and outcast group of young people with whom you 
will come into contact." In particular, minority gay youth "face more severe social and cultural 
oppression than other gay youth and far more serious problems than other adolescents. ''1 

For gay kids, adolescence can be an extremely difficult time--much more so than it is for 
heterosexual teenagers. Unlike adult gays and lesbians, young gay people rarely have social 
support systems, and few adult gay organizations have programs to meet the needs of minors. 

For a wide variety of reasons, including negative societal and parental attitudes toward gays, 
social isolation and low self-esteem, gay youth are more likely than straight teenagers to abuse 
alcohol and drugs, drop out of school, run away from home, become involved in prostitution and 

commit suicide. 

As a result, gay kids are overrepresented in the juvenile justice system. In addition, "gay youth 
face discrimination in contacts with the juvenile justice system and foster and group home 
placements. Many families and group homes refuse to accept or keep an adolescent if they know 
he or she is gay. A report by the San Francisco Juvenile Justice Commission found that gay 
youth stay in detention longer than other youth awaiting placement because of a lack of 

appropriate program resources. ''2 

]Issues for Law Enforcement and Juvenile ,~ustice Professionals to Consider When Working 

with Gay ~fouth 

Homelessness 

A disproportionate number of youth who runaway from home or live on the street axe gay; it is 
estimated that between 25-40% of street youth are gay 3 4. Many of these teenagers are forced out 
of their homes by their parents. According to one study, one in four gay or bisexual males is 
forced out of the parental home prematurely due to issues surrounding sexual orientation. Up to 
half of these youth resort to prostitution in order to support themselves .5 

Violence. 

A survey by the National Gay and Lesbian Task Force found that, because of their sexual 
orientation, 45 percent of gay men and 20 percent of lesbians were the targets of verbal 
harassment and physical assaults in high school. 6 In fact, "the fear of violence and harassment 
has caused some lesbian and gay students to become chronic t r u a n t s .  ''7 

In a study of 500 New York City youths served by a gay/lesbian youth services agency, 40 
percent reported a violent physical attack. Forty-six percent of those reporting physical assaults 
reported that the assaults were gay-related. Sixty-one percent of the gay-related violence occurred 

in the family) 



Suicide 

Gay youth are at least two to three times more likely to try to kill themselves than are male 
heterosexual adolescents. In addition, it is estimated that up to 30% of youth suicides are 
committed by adolescent gays and lesbians. 9 

Strategies for Making Gay Youth More Comfortable in the Law Enforcement and Juvenile 
Justice System 

[The following information is adapted from material published by the Hetrick-Martin Institute (see "Additional Resources" 
for more information on this and other organizations concerned with gay youth.)] 

Recognize that gay juveniles exist. Police and juvenile justice practitioners should not 
automatically assume that a teenager or juvenile is heterosexual. Doing so can preclude 
practitioners from learning important information about the juvenile and from providing 
the juvenile with helpful referrals. For example, a police officer responding to a young 
assault victim might miss clues that a bias crime was committed if he or she does not 
consider the possibility that the juvenile could be gay. A juvenile counselor who does not 
consider the possibility that a young offender might be gay, may not realize that the 
individual could be at a higher risk for suicide than the youth's heterosexual counterparts. 

Recognize that they have a right to their identities. According to studies, many kids 
know that they are attracted to persons of the same sex in their early teens. 1~ Like most 
heterosexual teens, they are not "confused" about their sexual identities. 

. Provide programs for gay youth as you would for members of any minority group. 

Create an atmosphere that signals acceptance and does not tolerate staff or juvenile 
bigotry. Make available pamphlets and publications on gay and lesbian issues. 

Validate the topic of gay youth for discussion within your agency; raise it in case 
discussions. 

Ask youth about their sexual orientation on intake--if staff do not ask this question, 
they may never find out the answer. Also, data drives many programs; if this 
information is not collected and it appears that gay juveniles are not served by your 
agency, programs to assist them will not be developed and implemented.* It should be 
noted that most gay, lesbian and bisexual adolescents hide their sexual orientation from 
their family and friends. 11 Many fear rejection and/or violence, if their sexual orientations 
were to become known. Consequently, they may also hide their sexual orientation from 
police and juvenile justice practitioners. 

*However, NYPD recruit training materials caution against police officers ever asking juveniles 
if they are gay or lesbian and suggest the use of open-ended questions to elicit information about 
a person's sexual orientation, if that information is relevant to the person's contact with the police 
(i.e. suspected bias crime or pick-up robbery victim, runaway, etc.). The NYPD materials 
suggests asking questions such as, "Do you have any idea why these people would have done this 
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to you? .... Do you think some kind of bias might have been invoived?" or "What made you leave 

home? .... Did you do so voluntarily?" 

For more information on counseling gay and lesbian youth, please see "Appendix B" to the 1989 
Report of the Secretary's Task Force on Youth Suicide, U.S. Department of Health and 
Human Services, which can be found at the end of this section of the curriculum. 

Addifionan Resources. 

Publications 

Whiflock, Katherine. ]~ridges of Respect: Creating Support for Lesbian and Gay Youth 
(second edition), a resource guide from the American Friends Service Committee, 1501 Cherry 

Street, Philadelphia, PA 19102; ($7.50). 

National Lesbian, Gay and Bisexuan Youth Organization Directory, Hetrick-Martin Institute, 

2 Astor Place, New York, NY 10003; ($5). 

New York City ]Police Department Recruit Training Program: Gay/Lesbian ~sues (1991), 
New York City Gay and Lesbian Anti-Violence Project, 208 West 13th Street, New York, NY 

10011. 

Report of the Secretary's Task Force on Youth Suicide, U.S. Department of Health and 

Human Services, 1989. 

Organizations 

American Friends Service Committee, Bridges Project, 1501 Cherry Street, Philadelphia, PA 

19102; (215) 241-7133. 

Hetrick-Martin Institute, 2 Astor Place, New York, NY 10003; (212) 674-2400. 

Parent and Friends of Lesbians and Gays (P-FLAG), 1012 14th Street, NW, Suite 700, 

Washington, DC 20005; (202) 638-4200. 

Sexual Minority Youth Assistance League, 333 1/2 Pennsylvania Avenue, SE, Washington, DC 

20003; (202) 546-5940. 
1. Paul Gibson, "Gay Male and Lesbian Youth Suicide," Report of the Secretary's Task Force on Youth 
Suicide (Washington, DC: U.S. Department of Health and Human Services, January 1989), pp. 110-142. 

2. Ibid. 

3. Orion Center, Survey of Street Youth (Seattle, WA: Orion Center, 1986). 

4. Gibson, "Gay Male and Lesbian Youth Suicide." 

5. Ritch C. Savin-Williams, "Theoretical Perspectives Accounting for Adolescent Homosexuality," Jourraan of 
Adolescent Health Care 9 (1988):95-104. [Text from the Center for Population Options, Washington, DC.] 



6. Ronald F.C. Kourany, "Suicide Among Homosexual Adolescents," Journal of Homosexuality 13 (1987):111- 
117. 

7. Joyce Hunter and Robert Schaecher, "Stresses on Lesbian and Gay Adolescents in Schools," Social Work in 
Education 3 (1987):180-189. 

8. Joyce Hunter, "Violence Against Lesbian and Gay Male Youths," Journal of Interpersonal Violence 5 
(September, 1990):295-300. [Text from the Center for Population Options, Washington, DC.] 

9. Gibson, "Gay Male and Lesbian Youth Suicide." 

10.M.I. Saghir, E. Robin and B. Walbian, Male and Female Homosexuality (Baltimore, MD: Williams & 
Willdns, 1973). 

11. John C. Gonsiorek, "Mental Illness Issues of Gay and Lesbian Adolescents," Journal of Adolescent Health 
Care 9 (1988):114-122. 
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APPENDIX B 
COUNSELING GAY AND 
LESBIAN YQLfTH 
Those of us who work with young people 
need to be able to ide:atify gay and lesbian 
youth, aczept them for whom they are and 
support them in rezolving their problems. 
Many of there problems are d i r~dy related 
to their s,m~al orictatatiom If wc can't iden- 
tity theme youth, we probably won't be able to 
hetp them. The f.rst step is being able to talk 
about sexuality conce,"as with any youth 
under your care. 

Sexual~t'y Counseling 
Don't be afraid to talk with youth about 
se=-~aality issues. You do not incur 'any 
liability for doing so. Initial interviews should 
include qu~t ioas  about the youth's sexuality 
just as they include other issue~ that aff~t  
their life (ke., family, school, substance ~e ,  
suicide, and depression). It is appropriate to 
do further sexuality counseling with a young 
per--.~on if you have a good relationship with 
him/her and necessary if you feel that 
sexuality ccn.~cts are an important part of 
the situation. It ks good to examine your own 
attitude= and mirdmize prejudices so that 
youth cz= feel free to convey the;,r feelings 
and ~rper'ienc..~ to you. The principle of 
nonjudgmental therapeutic intervention i.s 
e~pe...~atly important in working with gay and 
l~bian youth. Feet comfortable with your 
own sexuality in order to k ~ p  temions be- 
t'w~= you and your ctlezt to a minimum. 

Sexual Orientation 
Don't be afraid to ask youth directly about 
their sexual orientatiom Sexual orientation 
should be routinely included'in questions and 
discussions related to sexuality concerns. 
Some youth will volunt~r  the information 
that they, have a gay or lesbian orientation. If 
you st.rongb/f~t that a youth ks gay, the only 
way to find out may be simply to ask. This 
does not refler negatively on you, and your 
intuition ~ often correc'. Even if you are 

wrong, it rare!y hurts your rapport with the 
youth if approached in a sensitive way. If you 
are unabte to broach the subject with them, 
it ~ most likely a reflection of your own dis- 
comfort with the issue- Remember that one 
of the greatest mk factors in the problem gay 
youth face i~ ~e  wall of silence surrounding 
the subj,'.= The silence ne,,-'=d-~ to be broken 
if you are to enter the lonely place where 
many gay and lesbian youth reside. It may be 
good to let ~ u t h  know in some way thatyou 
accept young people regardl~s of their 
sexual orientation before asking them. Ee 
prepared to give youth accurate and positive 
information about homosexuality. Assure 
them it is a healthy and positive form of 
human e~rmsion. Gay youth will be l~ten- 
ing clc,,~iy. 

A c c e p t a n c e  

Accept the youth's sexual orientation as they 
report it to you. Their sexual identity should 
be based on the self reporting of their feel- 
ing~ and ~--'perie.ncez. Do not label a youth 
as h e t e ~ a l  or homosexual based on your 
own assumptions. A~ure gay youth it iz not 
sick, bad or wrong for them to be the way they 
are and that you are not going to try and 
change them. Let them know you care about 
them just as much after the disclosure as 
before. They. are used to being rejected by 
others who find out they are gay. Rezpect 
them for being open and h o n ~ t  with you. It 
was probably hard for them to do and shows 
that they tru.~t you. 

Sexual Orientation Contusion 
Do not assume a youth ks confused about 
their se-x'ual orientation if they identify as gay 
or bisexual. Many ~ o p l e  both gay and 
straight have trouble accepting that an in- 
dividual ks bksexuaL It is important to validate 
bksexuality as a viable opt ion for youth. 
However, some youth are genuinely con- 
fused about their sexual orientadon. It ks im- 
portant for them to know that it is alright to 
be confusecL. They should not feel pre:~ured 
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to label them.scivm oneway or another. A 
~efu l  method in he!ping them to clarify, a 
confused or undecide.d orientation is the 
K i ~  Percentage Scale. This technique al- 
low, the youth ' to  be any combination of 
homos~-ual and hete~l fc=Un~ and 
experience~ that adda up to 1130 perr2nt. 
They can be 85 percent straight and 15 per- 
cent gay. Or they can be 40 perr2nt straight 
and 60 perr~nt gay. It l* important to let 
them know you will ac~pt  them no matter 
where they fail on thh scale. The purpose of 
thh method is to give youth a context that al- 
lows them to identify, their orientation along 
a continuum. It is easy. ta move fi'om here to 
discu=ing spr fee;.[ng~ and m'pe., rienc-"~ 
with them. 

Gent ler  lclenttty 

Assure effeminate yuung gay maim and mas- 
cuRne young le~biam that it is alright for 
them to be that way. C-r nonconformity 
is common among gay youth and may be a 
way for them to ai~rm their identity. Some 
gayyouth, however, 5cc.~mc con~ by cul- 
tural steremtylxa that "m~ist gay men be like 
w~men and le=biar, s be like men. They fe=l 
they actually have to be a person of the op- 
posi te  gender in order to be gay. Be 
prepared to talk with them about their per- 
ception.s of what it is Like being a young gay 
male or l~bian.  Help them to separate so- 
cial adaptation i.~um frem whether they re.al- 
ly believe they are a pe,'~on of the opposite 
sex. Assure them they do not have to Ix: any 
p a r t i c u l a r  way  in o r d e r  to be gay. 
T r a ~ a i  youth will ~-'#rm.t a persistent 
dmire to be a person of the opposite sex and 
live as that pe.'~on over time_ They will 
engage in fi'=quent crt~ dr=zing and adapt 
the name of a person of the opposite ~ It 
is important foryou to aca~ t  theze youth for 
who they believe they. are and call them by 
the name they want to be called. Thl* is criti- 
cal to mtablhhing basic rapport with thcr~ 
youth and cffc..-':,/vely addrmsing their con- 
Ger 'n .~ 

Self Esteem 

Gay and lesbian youth frequently suffer" 
low self rote=re. They have often recei, 
disproportionate amount of negative at:en- 
tion be.cau.~ of their sexuality. Being gay has 
be~n the.foca.s of problems and stigmatim- 

�9 don for them. Assure them there is nothing 
wrong with being gay and that it is the 
re~pon..~ of others to homosexual, that is the 
sourc.= of the problem. Help them to develop 
pride in who they are and a positive id=ntirv 
as a gay male or lmbian. Sometimes the.., 
have had too much of their identity focused 
on their.~x'uality. It is easy for them to come 
to ~ them.~ivm as se:rual be in~ after be. 
coming known as homosem~l*. Assure them 
that.,,ex'uality is only part of who they arc. Ex- 
plore other arcaz of potential growth that 
$~ve them a broader understanding of them- 
seivm as individuals. Know the potential of 
gay youth under your care and work with 
them in a way that allows them to ach~:e  
more tucr.c~ than failure. Give positive 
i'e~IBack whenever Possfblc. Be confident 
and optimistic of their ability to improve their 
situation and lead stable and happy I.iv~ as 
gay male and I~bian adults. 

Fami ly  

Gay and lesbian youth sometime~ m/stake 
their parents inability to acr.zVt their se~a t  
orientation as a r e l a t i on  of them as in- 
dividua~ Frec..uently, parents still love their 
child but n ~ d  time to come to understand 
and ac.=.=pt them as gay. Gay youth have 
trouble r=mgnizing that an initial negative 
reaction by parents may change in the future. 
Help fam~m to clarify their fect in~ for cacb 
other and encourage gay youth to be patient 
in gaining acr~ptance- Thos~ gay and Imbian 
youth who have not come out to their parents 
should not be pre~ut'~.d to do so. It h a per- 
tonal dcchion that they should make careful- 
~ly. F'maily, assure gay and le.,bian youth that 
th~  too will have t'amilim as adults. While 
not the traditional family, their familim will 
Ix: comprised of thosr friends, Iovtrs, and 
reladv~ who remain c I ~ :  with them over a 
long period of time. Their relationships can 
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be a.s r~ch and rewarding ~ those of other 
people.  Being a gay mate or lesbian doe~ not 
moan that you are going to b~ alone. 

o 
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Homosexuality 
The New Frontier" 

in Sexuality Education 

Andrew J. Humm 

A mong the many controversies over school- 
based sex education courses, none has 
raised so many red flags as the topic of 

homosexualiw. Other subiects--abortion, birth 
control, extra-marital s e x - - m a y  be debated more 
often. Homosexuality has been so "hot" that it 
often does not even reach the floor l'or argu- 
ment. 

Today, however,  educators are scrambling to 
learn how to deal with the topic. Although state- 
mandated  HIV/AIDS curncula deal with homo- 
sexuality in very limited and inadequate wavs. 
lessons about MDS have opened up discussions 
about  the subiect in famih" life and sex education 
courses- - i f  only because most young people 
still view .adDS as a gay disease (a consequence 
of  street and media messages about MDS and 
the desire of young people to deny that .-kIDS 
could touch them). 

Whats  more, it isn't possible to teach the 
natural and social history of the AIDS epidemic 
in the United States without dealing with homo- 
sexuali W and the response of the gay and lesbian 
communi ty  to the health crisis. 

In addition, gay and lesbian communities--- 
plawaed bv an epidemic of  bias-related violence 
predominantly perpetrated by teenage males--- 

are turning to schools in their towns and cities to 
develop programs and curncula that will break 
the silence about homosexualitv, relieve the 
isolation of gay and lesbian youth, and reverse 
the anti-gay prejudice of  young people, whose  
pr imal '  education about sexual orientation is 
often based on myths and stereotypes. 

School districts are beginning to take the 
initiative in this area. In Los Angeles, schools 
operate a counseling and support program for 
gay and lesbian youth called Proiect 10. In San 
Francisco. each school is required to designate a 
'gay sensitive" staff member  to w h o m  students 
can turn if they have concerns. 

In Seattle. where  a mayoral task force on gay 
and lesbian vouth called tbr greater outreach to 
this population, teams of volunteer educators 
speak in the schools. Faiffax. Virginia, integrates 
homosex'uali~" into the family living/sex educa- 

�9 tion curricula. And the New York Cits" Board of 
Education passed a resolution in 1989 mandat- 
ing that all curricula and programs be revised to 
reflect diversity- on a variety.' of  bases, including 
sexual orientation. 

Also in New York. professional educators 
from The Hetrick-Martin Institute for Lesbian 
and Gay Youth guest lecture in classrooms from 
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grade school through college about the nature of 
sexual orientation and the realities of gay and 
lesbian life. 

if you are trying to stimulate a classroom 
discussion on homosex'ualit3, you have a num- 
ber of choices. But first.as with any controversial 
issue, be mindful of administrative and/or FLE 
advisora" cornlruttee guidelines for discussing con- 
troversiaI issues before you introduce the topic ' 
in your classroom. 

;xou can and should integrate information 
about homosex-uali~" into general discussions on 
human sexual i~ ' --but  be prepared for the many 
questions that mentioning the topic can gener- 

ate. 
Some educators invite representatives of gay 

and lesbian organizations to be guest speakers. 
They share their stones with students and re- 
spond to questions. Other educators, particularly 
those in very, conservative districts, introduce the 
subiect in the context  of a debate be tween  
supporters of gay and lesbian rights and oppo- 
nents. Or supporters and opponents could be  
scheduled on different davs. 

However  vou appr~ the topic, you need to 
be  versed in the current thinking and research. 
The twenty questions that follow are the ones 
most commonly  asked about homosexuality by 
high school students. When discussing this topic, 
give students the opporruni~" to submit written 
questions anonymously  in addition to participat- 
ing in the classroom discussion. 

Twenty Questions and Answer's About 
HomosexuMity 
1. W h a t  is serum1 or ien ta t ion?  

Everyone has a sexual orientation. 
Sext~al orientation is the emotional and physi- 

cal attraction a person feels for the other and/or  
same sex. Orientation to the other sex is called 
heterosexualirv, to the same sex. homosexuality. 
and to both sexes, bisexuality. You know your 
sex-ual orientation bv knowing who 'turns you 
o n .  that is, w h o  x;ou want to be with in a 
special, intimate and loving relationship. 

2. Wl'ta~ m a r e s  a p e r s o n  homosemm.[? 
We don't know the answer to that question 

any more than we  know why most people are 

14 

heterosexual. About 10% of all men and w o m e n  
are exclusively homosexually oriented--that  is. 
they are only sexuallv attracted to the same sex. 
AnOther 30% of men and l~,g of w o m e n  have 
some adult homosexual  experience, but prima- 
rily see themselves as heterosexual. A few see 
themselves as bisexual, able to feel attraction to 

people of both sexes. 
Homosexua l ly  is not a character defect or 

mental illness. ~The ,~-nerican Psychiatric Asso- 
ciation removed homosexualit3: from its list of 
mental disorders in 19-3.) It is the capaciD to 
have a sexual and, or emotional relationship with 

someone of the same sex. 

You know your sexual 
orientation by knowing...who you 
want to be with in a special, 
intimate and loving relationship. 

No reputable psychiamst believes nov," that 
having a homosexual  orientation is a mental 
illness. But many other people see those  .who 
are different a s  sick. In psychology courses .  
homosexuality used to be  discussed in courses  
on "Abnorrnai Psychology. '  People used to look 
for 'reasons" wl'{v a person was homosexual .  
Homosexuality was said to be caused by  every- 
thing from overprotective mothers to being mo-  

lested as a child. 
Today, through scientific research and the 

empirical evidence of millions of gay and lesbian 
lives, we  know that homosexual  people  can be  
just as psychologically healthy as heterosexu-  
als---some more so. HomosexualiW is n o w  seen  
as a natural variation in human sexualiw. It is 
how vou adjust to your sexual orientation that 
determines the degree to which you are mentally 
healthy. If you hate yourself for being gay, that is 

dearly unhealthy. 

3. Can  a p e r s o n  w h o  is h o m ~  c h a n g e  
and become  h e t e ~  

Before homosexuality was removed from the 
list of mental disorders psychiatrists often told 
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their gay patients that therapy could help them 
alter their sexual orientations. Some of these 
patients did succeed in changing their behavior, 
i.e., they learned how to function heterosexualIy. 
But there is no documented case of a successful 
change from one sexual orientation to another. 

4. Do h o m o s e x u a l s  dislike the opposi te  sex? 
A person who is gay or lesbian does not 

dislike the other sex.  He or she is sexually 
attracted to some members of the same sex and 
does not have the capacity---or has a very lim- 
ited capacity---for sexual attraction to the other 
sex. Homosexuality is not the result of failed 
relationships with the opposite sex. Close and 
loving nonsexual relationships between gay 
people of one sex and people of'the other sex 
are quite common. 

5. Do m a l e  h o m o s e x u a l s  want  to be fe- 
male,  and  vice  versa? 

Being homosexual has nothing to do with 
being confused about one's sex. Most gay men 
are perfectly secure as males, most lesbians are 
secure as females. A person who wants to be the 
other sex---or who is born very much "in be- 
tween" on the gender spectrumDis a trans- 
sexual. 

6. W h y  d o n ' t  h o m o s e x u a l  people  wan t  chil- 
d ren?  

Many gay men and lesbians have children-- 
some from marriages to or relationships with 
partners of the other sex. others through adop- 
tion or alternative insemination. Being gay or 
lesbian has nothing to do with the instinct or 
capacity to be a parent. 

7. Will c h i l d r e n  o f  gay o r  lesbian parents  
g r o w  up  to be  homose_xuals? 

The children of gay rooms or dads turn out to 
be homosexual in the same percentage as the 
children of parents who aren't gay. The sexual 
orientation of a parent has no effect on the 
sexual orientation of a child. Remember. the vast 
majority of gays and lesbians grew up in homes 
where both parents were heterosexual. In fact, 
few gay and lesbian youth have the opportunit'y 
even to meet an openly gay person during their 
formative years. 

8. Cart pa r e n t s  do  s o m e t h i n g  that  causes  
t h e i r  chi ld  to  b e c o m e  homosexua l?  

Again. this question comes from the myth that 
an overprotective mother and a distant father 
cause a male child to be homosexaaal and vice- 
versa for a female. Parents are a big influence on 
their children. They are role models for how to 
behave as a couple. But a parent cannot influ- 
ence a child's sexual orientation any more than 
he or she can change the child's eye color. 
Sexual orientation is innate. 

9. How do mos t  tmtx-mts react  w h e n  they 
discover that  t he i r  chi ld  is homosexual?  

Unfortunately, many parents reject their child 
when they find out that he or she is homosexual. 
Because many parents grow up believing homo- 
sexuality, is morally wrong and/or sick, it is the 
last thing they want their child to be. Many 
believe they can make their gay son or lesbian 
daughter ct~age by rejecting them. 

- r "  
i he sexual orientation of a 

parent has no effect on the sexual 
orientation of a child. 

Young people who realize that they are ho- 
mosexual are not advised to tell their parents 
about their gayness unless they have a means of 
support and another place to live. The reaction 
of parents can vary from acceptance to expul- 
sion from the home or violence---and it cannot 
be predicted. 

If parents do reject a child after discovering 
his or her homosexuality, the young person 
should work with a sympathetic counselor on 
an appropriate response---keeping the family 
together if possible, counseling them together if 
willing. 

Today, many parents are learning to accept 
and embrace their gay children. Some get help 
from Parents and Friends of Lesbians and Gays, 
a self-help support group with chapters through- 
out the United States and in some foreign coun- 
tries. 

10. Do h o m o s e x u a l s  moles t  cJxildren? 
This question comes out of the myth that gay 

people "recruit" young people by molesting 
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them. Being sexually violated is a terrible thing 
and can hurt a person emotionally, but it does 
not have anything to do with a persons sex-ual 
orientation. Over  95% of adults who sex-ually 
molest children are heterosex'ual. 

The act of taking sexual advantage of children 
)f either sex is neither a heterosexual nor homo- 

sexual act. It is the action of a pedophile {some- 
~)ne who  is sex-ually attracted to children,. 

11. In  a gay or lesb~.n relationship, does  
o n e  partner play the  man  and the other play 
the w o m a n ?  

There was a time when gay couples tended 
toward playing the roles that heterosexual part- 
ners played. But just as heterosexual men and 
w o m e n  are less likely to assume traditional roles 
in todays  more enlightened world (such as men 
working outside the home and women keeping 
house ~. most gay and lesbian partners are work- 
ing to equalize their partnerships rather than 

play roles. 

12. H o w  do  h o m o s e x u a l s  make love? 
The ways in which ~ o  people enioy each 

other se,xuailv is not that different for homosex'u- 
als and heterosexuals. They kiss. hug, caress. 
sttmulate, stroke, and pleasure each other geni- 
tally and in many other parts of the bodv. 

Neither all gay men nor all lesbian women  
enioy the same things sexually. For example. 
there are gay men who never engage in anal sex 
and others who  enioy it as their primary wav of 
having intercourse. 

13. What  d ~  ~in fl'te closeC mean? 
When people conceal their sexual identities 

from others, they are said to be hiding "in the 

closet." 
Many people  who  have partners of the other 

sex are proud of their relationships. They hold 
hands in public, introduce their lovers to their 
friends and keep a picture of their partners on 
their desks. S o m e a r e  m a m e d  in a ceremony 
attended bv relatives and friends. 

From a very young age. however, many gay 
men and lesbians hide their identities to avoid 
being reiected by peers and parents. The "'com- 
ing out" process is one of accepting oneself and 
then sharing the truth of your gay life with 
others--f i rs t  a communi~ '  of supportive gay 
people  and then family, co-workers, and non- 

16 

gay friends. 
Coming out does not mean telling eyeD'body  

else what  you do in bed or marching in a 
demonstration.  It means being honest  about  
your identi~' in ways that heterose.xual people  

take for granted. 

14. H o w  could  people  still be h o m o s e x u a l ?  
Aren't they. worr ied  about AIDS? 

A person cannot change his or her sexual 
orientation out of fear of AIDS. Unfortunately. 
many gay men contracted the H1XI virus in the 
late i970s and early 1980s. Once they learned (in 
1984) i~ow it wassp read ,  they learned how  to 
enjoy sex-ual relations safely, i.e.. without trans- 

mitting the virus. 
A lot of people blame gay people  for AIDS 

and that creates more animosity, toward  and 
discnmination against gay people. But AIDS has 
also brought a lot of gay people out of  the closet 
and into the forefront of the fight against AIDS 

and bigot~'. 

Coming out...means being 
honest about your identity in 
ways that heterosexual people 
take for granted. 

15. At w h a t  age  does  a p e ~ o n  b e c o m e  gay  

or l e sb ian?  
Most gay men and lesbians will tell you  that 

they knew that there was something "different" 
about  themselves as young as age four or five, 
but they had no word for their feelings. Most 
studies indicate that a person's sexual orientauon 
is set either before birth or within the first year of 

life. 
Most people awaken to their sexuality, in early 

adolescence.  But a young person w h o  feels 
attracted to the same sex often denies  those 
feelings at first--somettmes for several years. It 
usually takes many years to a ckno w le dge  to 
oneseif  and accept being gay or lesbian. 

16. ~ y  do  h o m ~  p e o p l e  calt them-  
se~ves "gay" and "lesbian"? 
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The use of  the word  gay for homosex~aallv 
oriented people  originated in 18th centura" En- 
gland where  female prostitutes were called 'gay 
girls." Since male prostitutes were almost exclu- 
sivelv homosex-ual, when  the 'gay" label was 
attached to them it took on connotations of 
homosexuality. 

In this country for a very long time the word 
' g a y  was used as a code  word among gay men 
and lesbians. The m o d e m  gay and lesbian move- 
ment began with the Stonewall Riots in New 
York's Greenwich Village in 1969. The groups 
that were  formed during that time all put the 
word  "gay" in their titles. 

Lesbians take their name from the Greek 
island of  Lesbos where,  in ancient times, the 
poet  Sappho wrote love poems about her love 
for other women.  

The word  "homosexual"  was coined bv some 
gay German doctors in the 19th century.. Today it 
is seen as too clinical a term to be used as a 
noun. 

There are s o m e  radical gay men and lesbians 
today w h o  call themselves "queers," a term which 
is often used to put d o w n  gay people. They 
reason that taking the word  on themselves will 
take the sting out  of  it. But the vast majority of 
the community, uses the t e rmsgay  and/esb/an  at 
present. 

17. If  a p e r s o n  ha s  jus t  a f ew  h o m o s e x u a l  
experiences, d o e s  tha t  m a k e  h i m  o r  h e r  
gay? 

What you do d o e s n t  matter as much as how 
you feel. Prior to this time of gay and lesbian. 
iiberation, many people  knew in their hearts that 
they were  attracted to people of the same sex. 
but they led totally heterosexual sex lives as a 
c o v e r .  

Similarly. people  can engage in homosex-ual 
sex, but ii" they feel heterosex'ual inside, thats 
what they are. Heterosexual  people in prison. 
for instance, will sometimes have same-sex part- 
ners while incarcerated and go back to partners 
of  the other sex when  they get out. 

18. Is h o m o s e x u a l i t y  aga ins t  t he  law? 
Sexual acts be tween  two people of the same 

sex are still illegal in 2-t states including Massa- 
chusetts, which has a state gay rights law and has 
sent two openly  gay men- -Barney  Frank and 
Gerry S tudds- - to  the United States Congress. In 

some states, these archaic anti-sodomy laws also 
outlaw non-vaginal intercourse be tween  hetero- 
sexuals (including married couples  in a few 
states ). 

While most states with sodomy laws do not 
enforce them. they remain on the books and can 
be invoked at anv time. In 1986. the United 
States Supreme Court upheld (by a 5-4 vote) the 
conviction of  a Georgia man. Michael Hardwick. 
who was having sex with a man in his own 
bedroom when a police officer entered his house 
on another matter and arrested him. 

In most major cities...it is illegal 
to discriminate against gay men 
and lesbians in employment, 
housing or public 
accommodations. 

In most major cities-=-New York. Los Angeles. 
Washington. San Francisco. Chicago. and about 
200 others-- i t  is illegal to discriminate against 
gay men and lesbians in employment,  housing 
or public accommodations.  Four states==-Hawaii. 
Connecticut. Wisconsin, and, as noted. . \ lassa-  
chuset ts--also protect gay rights. The federal 
government, however ,  is ve~" anti-gay. Our mili- 
tary still calls homosexualit3" "incompatible with 
militar%" serx'ice'" and regularly expels several 
thousand soldiers and sailors each year for being 
gay or lesbian. There are several court chal- 
lenges to this regulation. 

19. I sn ' t  h o m o s e x u a l i t y  aga ins t  God?  
It is true that most major religious sects teach 

that homosexualiry is morally w r o n g  Many Jews 
and Christians cite the Bible's Old Testament 
Levitical Code which says "'that if a man lie with 
a man as with a w o m a n  it is an abomination. 
they shall be  put to death." Mmost nobody  still 
believes that people  should be  put to death for 
homosexuality, but  many religious people  cling 
to the idea that G o d  disapproves of  homosexu-  
ality. 

Many religions today are making great progress 
toward embracing their gay and lesbian mem- 
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hers. There is a national gay and lesbian 51etro- 
politan CommuniD' Church within Christianity m 
most ,~nerican cities. The Unitarian Church per- 
forms ceremonies of holy union for gay couples. 
The Episcopal Church ordains gay and lesbian 
priests and Reform Judaism ordains gay and 
lesbian rabbis. 

20. W h y  d o  p e o p l e  h a ~  h o m o s e x u a l s  so  
m u c h ?  

People hate and fear what thev dont  know 
and what they d o n t  understand.. ',lost of what 
we know about gay and lesbian people is based 
on rlnsintormation and,"or stereotypes. We use 
disrespectful words like 'fag" and "dyke  with- 
(>ut really thinking of the people bel-u, nd the 
names. We hear that gays molest children or lead 
irresponsible lives. It's not surprising that so 
many people develop a tear and hatred for ga.,; 

people. 
Young people who discover that they are 

attracted to members of their own sex also hear 
all these negative things. ,-ks a result, they at first 
deny to themselves that they could be one of 
�9 "thc~e people." . ~  thev get older, many hide 
their behavior to fool others and themselves into 
believing that they're not gay. Most young gay 
men and lesbians don't  come out until they are 
out of high school. Some take even longer to 
accept themselves. 

.as more and more gay men and lesbians do 
come out in more and more places and profes- 
sions, myths about gay" people are being re- 
placed b;," facts. ?dthough the .adDS crisis has 
been a retable tragedy to gay communities, it has 
also taught the larger society, that gay people are 
real people who can be tough, resilient, respon- 
sible and compassionate. 

R urce  for P #e 
.'~ou, That I Know bv Norma Klein. I988. ~Bantam 

Books. 666 Fifth Ave.. New York, ,',W 10103.) A 
ninth-grade girl comes to terms with her parents 
divorce and her father's gayness. Fiction. 

One Teenager In Ten: Writings By Gay and Lesbian 
Youth edited by .~m Heron. 1983. (Alyson Publi- 
cations. Inc. 40 Plympton St.. Boston..XL~. 02118. 
Available in paperback.) Writings by 26 gay and 
lesbian young people. Represented are different 
ettmiciti'es, religions, races, classes and back- 
grounds. 

Reflections of a Rock Lobster by Aaron Fricke. 19gl. 
t Alvson Publications. Inc. -~0 Plvmpton St., Bos- 
ton..MA 02118. Available in paperback.) Rhode 
Island high school student descnbes coming out 
in the Lg-0s and taking his bovmend to his senior 

prom. 
Rutytfruit,lun~le by Rim Mae Broxxn 19"3. Repnnted 

in 1988. t Bantam Books. 00o Fifth Ave., New 
York. N~" 10103. Available in paperback. ) A young 
lesbians coming of age story reiated in spirited 
prose. Fiction. 

Young, Gay. and Proud edited by Sasha Alvson. 
1980. 1985. (Alvson Publications. Inc., -~0 Plympton 
St.. Boston. Y, IA 02118. Available in paperback.) 
Basic handbook on coming out to parents and 

�9 friends, gay and lesbian sexuality and health care. 
finding support groups, etc. 

/ ost of what we know about 
gay and lesbian people is based 
on misinformation and~or 
stereotypes. 

R urces for Educators 
Bridges of Respect: Creating Support for IJesbian and 

Gay ~buth. A Resource Guide from the American 
Friends Service Committee by Kathenne Whitlock. 
Edited bv Rachael Kamet. 1988. (Yanerican Friends 
Serx'ice Committee. l'~Ol Cherry >t.. Philadelphia. 
PA 19102. Available in paperback. ) Resource book 
for youth workers seeking to better serve gay and 
lesbian youth. 

Lorqng Someone Gav bv Don Clark. 19,'77,. 1978. 
(Signet. NAL Penguin.Inc.. 1633 Broadway. New 
York. N'Y" 10019. Available in paperback.) A good 
basic title to give to anyone wiao knows a gay or 
lesbian person. 

Who's Afraid of Project I0? A film by Scott Greene. 
1990. 23 rmnutes, t University of Southern Califor- 
ma. Contact Scott Greene. 213-056-7327, for avail- 
ability.) Debate over counseling service for gay 
and lesbian youth in Los Angeles Public Schools. 

O aniza ions 
The Hetrick-Martin Institute. Inc, 401 West St., New 

York. NW 10014. A multi-se~'ice agency, for les- 
bian and gay youth and their families; counseling, 
advocacy and education service,. 212-633-8920. 
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Due to the influx of immigrants from .Latin America and Caribbean countries, the U.S. 

Hispanic population in particular has increased and is projected to grow between 27 and 42 

million by the year 2010 (Exter, 1987). Although recent legislation may have a deterrent effect 

on immigration, it is clear that Hispanics are a fast-growing segment of the American population. 

People of Mexican origin are one of the fastest growing sectors of the U.S. population 

and constitute the largest ethnic minority in the Southwest U.S. (Fierro & Leal, 1988, pg. 35). 

The Bureau of the Census (1988) study reported that the Hispanic population in the United States 

now totals 19.4 million. Ninety percent of these individuals live in the states of California, 

Texas, New York, Florida, Illinois, Arizona, New Jersey, New Mexico, and Colorado (Medina, 

Marshal, & Fired, 1988, p. 40). 

Staff in the juvenile justice system who work with Mexican American clients must be 

aware of potential sensitivity to the various labels used to describe them. Juvenile Justice staff 

need to consider the uniqueness of the various segments of the Hispanic collectivity. Also, ethnic 

identity may not be salient, but if it is, pay attention to the regional and generational factors as 

well as cultural awareness and ethnic loyalty. 

Language presents a special challenge when working with Mexican American clients. At 

one extreme where only Spanish is spoken, interpreters may be needed. However, affect is tied 

to communication and Mexican Americans may have emotional issues surrounding their use o r  

lack of use of the Spanish language and expectations from their own ethnic group or society in 

general regarding language dominance. Moreover, it is important to remain open both to clients' 

individualself-identification-aswell as the sociocultural and historical aspects of their heritage. 

There are two things to remember about Hispanics, regarding the juvenile justice service 

delinquency. First, to some extent Hispanics lack knowledge about, and experience with the 

juvenile justice system. Second, the Hispanic culture stresses individual and collective self- 

sufficiency: Hispanics tend not to rely on others outside their community. 



This cultural trait of self-reliance has two aspects. One is that Hispanic men in particular 

view themselves as totally responsible for taking care of themselves and their families. Having 

a child in the juvenile justice system or public programs is an admission they cannot meet a 

fundamental responsibility. 

A second aspect is that Hispanic community tends to rely upon itself. In general, 

Hispanics tend to have a sense of responsibility for helping other Hispanics. The Spanish term, 

La Familia, and its importance to Hispanics is vital to understand in this context. It represents 

more than family in the English sense of the word. It connotes a strong sense of bonding m 

Hispanics' reliance on Hispanics m which is deeply rooted in culture. Much of this has to do 

with the lifestyle that Hispanics are accustomed to living, especially in the isolated pans of the 

U.S.; where most Hispanics have tended to live until the very recent past. 

Socio-Cultural Characteristics 

Traditionally, the United States has been defined as a melting pot in which various 

cultures are blended. Immigrants mold their beliefs to the general population. Progressively, the 

melting pot image has given way to a more pluralistic ideal in which Hispanic immigrants 

maintain their cultural identity while learning to function in the American society. Hispanic 

immigrants are still flocking to America from Cuba, Guatemala, E1 Salvador, Mexico, and other 

countries (La Fromboise, 1985). Penderson concluded that this diversity creates three major 

difficulties for juvenile justice staff working with Hispanics: 

1. The staffs own culture, attitudes, and theoretical perspective. 

2. The client's culture, attitudes, beliefs, and values. 

3. The multiplicity of  variables comprising any individual's identity. 



Cunture, Attitudes, ]Beliefs, and Values 

Although the variety of Hispanic cultures is vast, the sociocultural characteristics must 

be considered. There are many factors that affect each situation. There is always the danger of 

stereotyping clients and confusing other influences, especially socioeconomic and cultural 

influences. Pederson (1986), concluded that the most obvious danger is to oversimplify the 

clients' social system by emphasizing the most obvious aspects of their heritage. More 

specifically, Ibahim (1985) concluded that, although universal categories are necessary to 

understand the human experience, losing sight of specific and individual factors leads to ethnic 

violation. Juvenile justice staff must view the identity and development of Hispanic people in 

terms of multiple, interactive factors, rather than a strictly stereotypical framework. Juvenile 

justice staff needs to consider all facets of the clients' personal history. Arcenega and Newlou 

(1981), included family history, social, and cultural orientation in the personal history. In fact, 

Bernal and Flores-Ortiz (1982), concluded that Hispanics view the family as a primary source 

of support. 

Custom and Tradition 

In the early times of Mexican Americans, life was lived on two levels: the official world, 

consisting of church and state authorities whose responsibility was to administer the laws and 

regulations entrusted them by the viceroyalty in Mexico City, and the folk world. The few 

emissaries who made up officialdom in the provinces did not share in the cultural life of the 

community, because they were regularly transferred or replaced. However, the settlers, who were 

mostly folk, provided the unbroken cultural chain that bound them as a people. There was a 

greater continuity among the folk, first, because they were permanently located, and second, 

because they guided themselves by traditional ways and customs enriched by necessity. Local 

improvisions in time became part of the body of regional customs. These additions eventually 

gave each region the characteristic stamp that produced New Mexicans, Californios, Tejanos, and 

Arizonos and determined each succeeding change in the folk culture of the internal provinces. 

Although each region had its own personality, the people shared a common bond of Spanish 

heritage, a traditional heritage that is still evident. 



A salient realization must be made when working with Hispanic people. This realization 

must be made regardless of the level of assimilation and acculturation. The realization is that 

the Hispanic people have a culture that is based not only on necessity but also on the fact that 

the culture and the transmission of that culture revolves around an agrarian society. Unlike the 

Native American tribes who were put on reservations, the Hispanic culture found revenue and 

life in the growing of crops. I am sure that you are familiar with the term migrant/seasonal farm 

worker. The term is most commonly referring to Hispanic people that migrate from place to 

place to plant and harvest crops. After the crops were harvested they returned to where they 

came from, whether that be Mexico, New Mexico, California, or Texas. Some, due to other 

circumstances, have settled and consider themselves Mexican Americans and may not even speak 

Spanish, but still relate on the emotional level to the general Hispanic culture. 

Hombre  

In the rugged life of the west, where men had to survive by ingenuity and hard work, it 

was essential that young boys become men as early as possible. Being muy hombre was a virtue 

aspired to by both the young and old, for it meant that a man was able to give a good account 

of himself in crises. The same was said of the girls who stayed home and learned to be able 

housekeepers and eventually wives. Of them it was said that they were muy mujerotas, or 

senoras de sus casas when they set up housekeeping. The mothers attended to this training at 

home, but the boys who grew up in the open learned from other men the skills by which the 

colonists survived; planting, hunting, house building, and stock raising. Necessity dictated, above 

all, that men become horsemen. That meant learning all they could about these useful animals. 

Horses had to be loved, raised, cared for, broken to the saddle and the plow, and trained for the 

hunt. It was here that the caballerang, the horse wrangler of many decades later, developed in 

the west from the Spanish caballerizo, who had groomed the king's horses. 

The preoccupation with being muy hombre in colonial days cannot be equated with 

present-day machismo. Hombre meant courage to work hard, to endure hardships, to face the 

enemy no matter what the odds, to wrest a living from nature, and to survive. In Spain this is 

known as hombria. 



Machismo is a display of daring with no useful purpose, a show of maleness in the animal 

sense, a provocative show of courage that encroaches on the rights of others, with no more end 

in view than selfish satisfaction and dramatic display. Many writers confuse machismo with what 

Mexicans refer to as muy macho. Muy macho is used to describe men who exude maleness, 

sometimes without knowing it. When they are aware of it, they may capitalize upon it and 

become Don Juans. Being muy macho does not preclude being muy hombre, and when the two 

qualities are combined in a man, they constitute a threat to the romantic aspirations of other male 

members of society. 

Machismo has been loosely interpreted and overplayed; some try to account for all sorts 

of behavior by attributing them to machismo. More often than not, it is a compensation for an 

inferiority complex, a defense mechanism for men who are frustrated because nature has not 

endowed them with admirable qualities, either physical or moral. They find an easy way out by 

showing sexual potency in order to prove to themselves and others what powerful males they are. 

A man who is muy macho by nature or muy hombre by principal has no need for machismo. 

Being muy hombre also had a moral significance, a meaning embodied in the expression 

palabra de hombre, "word of man," a phrase assuring veracity and honesty. Eventually the 

expression was shortened to simply palabra, hombre being implied. The word of a man was his 

bond. With palabra de hombre and a handshake, contracts were made without written 

documents, and statements were attested to without witnesses. Years ago, this was the way of 

Hispanic people. 

La $'amilia 

The juvenile justice worker must realize that any suggestion that the family is not 

fulfilling an obligation can bring shame, intensify stress levels, and especially, increase reluctance 

to cooperate with authorities. 

The Hispanic individual, from a cultural perspective, is expected to practice self-respect 

(respeto propio) and respect (respeto) for others. The person in the Hispanic family who is well- 

educated (bien educado) is the person who treats others with a sense of respect. 

La familia nuclear includes Padre (Father), Madre (mother), hijos (Sons), hijas 

(Daughters). At times there are set and defined roles and expectations for each family member. 



Urbanization and acculturation has changed many things in the Hispanic family. For the best 

part, lafamilia is viewed as a protection from an alien and hostile environment. It is considered 

disloyalty to ask for help outside of the nuclear family. 

La familia nuclear includes primos (cousins), abuelitos (grandparents), concunos (brother- 

in-law), and tios/tias (aunts and uncles), nietos/as (grandchildren), et al. Generally, the juvenile 

has someone within this kinship system that is close to him or her. In fact, the lack of 

understanding of this fact can be a hindrance by not realizing that some members of the client's 

extended family may want to be involved in the situation. 

El compadrazgo System: The literature has different views about the functionality of this 

system. Again, in some areas it remains very strong; in other areas it has gone through 

transition. This unit includes those individuals who have "stood up" for Baptisms, marriages, and 

other religious ceremonies. Such persons become support systems for family members. 

Historically, those who participate in these ceremonies have a spiritual responsibility to that 

person and to the family. Within the compadrazgo systems, compadres (male coparents) and 

comadres (female coparents) can develop extremely strong spiritual affinity. Explore this area 

during your investigation and evaluation. In some cases the compadres have been known to and 

are expected to take the child of a compadre and finish raising the child after the parent(s) have 

met with an untimely death. 

Hispanic Label 
Differences exist within each group of those labeled as Hispanic. Even though they share 

many characteristics, they may not share the value and belief structures of a common culture. 

Juvenile justice staff need to consider the uniqueness of the various segments of the Hispanic 

collectivity. Even in the cases where ethnic identity may not be salient, close attention to 

regional and generational factors as well as degree of cultural awareness and ethnic loyalty may 

reveal valuable outcomes. This may well be the most important factor encountered when dealing 

with Hispanic people. Staff who understand and respect dialects and the accompanying 

nonverbal language as well as the idiosyncratics of clients and their families meaning, are more 

likely to achieve positive outcomes with Hispanic clients. 



"Hispanic" is a confusing and controversial term. It is used in this article because of its 

widespread use. The term Hispanic is the term that the U.S. Census Bureau chooses to use as 

a descriptor in the collection of data. The origin of this term goes back to the push by the Carter 

administration to "save paper". Therefore, many categories of ethnicity were lumped together 

under one name. However, juvenile justice staff are faced with uncertainty as to how to identify 

or refer to juveniles when interacting or to understand what meaning, if any, the term "Hispanic" 

holds. Often there may be discomfort and hesitation on the part of staff because of uncertainty. 

Although the term "Hispanic" is used here, it must be remembered that scientific and 

political limitations, as well as controversy, surround the use of this term (Hayes-Bautista, 1980). 

This umbrella term and its parallel "Latino" has been used to refer to Mexican Americans, Puerto 

Ricans, Cuban Americans, and others collectively. This label is considered by many Latino 

scholars as euphemistic and externally imposed rather than reflecting the identity of the 

collectivity (Padilla, 1985). In fact, Moore (1990) questions whether or not there actually is a 

collective Hispanic identity. She writes, "Hispanic and Latino have nothing to do with ethnic 

identity as it has been traditionally conceived, but they have a lot to do with the changing 

situation of Chicanos, Puerto Ricans, and other Hispanics locally, regionally, and especially 

nationally" (p.44). More importantly, juvenile justice delivery systems may be responding to a 

generalized Hispanic culture that in reality does not exist. Even though a pan-Hispanic pattern 

has slowly evolved in Los Angeles and the Midwest, the reality, unfortunately, is that such 

approach fails to take into account the differences and uniqueness of various Latino groups. 

The largest segment of the Hispanic group is people of Mexican origin (12.6 million), 

followed by Puerto Ricans (2.3 million), Cubans (1.1 million), and Central and South Americans 

(1.5 million)(United States Bureau of the Census, 1990). Moore concludes about Mexican 

Americans' identity, stating "...it is almost certain that Mexican Americans have the most 

complex history of all, and are the least likely to opt for a collective Hispanic Identity" (,P. 35). 

In addition, Moore states "..."the census had to  include at least three self-identifiers for persons 

of Mexican origin. As a result of the diversity of the Mexican American collectivity the self- 
II " II 

identifiers were "Mexican American", Chicano , and "Mexican". 



Mexican Americans share a common language and cultural heritage unique to them. They 

have experienced prejudice, discrimination, and lack of equal opportunity in the areas of 

education, employment, income, and housing and are considered "an at-risk population" (Fierro 

& Leal, 1988). Heterogeneity is the hallmark not only of Hispanics but of Mexican Americans 

as well (Lacayo, 1982). Generational, regional, and attitudinal differences related to acculturation 

add to the complexity in establishing a monolithic profile of Mexican Americans. The Bureau 

of the Census states that Mexican Americans are the youngest and least educated of the Hispanic 

sub-groups. Further, 25 percent of Mexican American families live below the poverty level 

(United States Bureau of the Census, 1990). 

The term "Hispanic" has been selected for this training module as it is the term of choice 

by the U.S. Census Bureau. During the Carter Administration, the term Hispanic was used to 

identify persons claiming they were of Spanish-speaking ancestry and/or originated from a 

country that claims Spanish speaking ancestry. Medina, Marshall, and Fried (1988) concluded 

that the term "Hispanic" is an umbrella term that also includes Puerto Rican, Cuban, Central 

American, South American, and Mexican origin of people. Other labels are often used with 

Hispanic and require clarification. A juvenile's choice of term will give the juvenile justice staff 

some insight into a person's life-style and values. 

Ethnicity 

Ethnicity among Mexican Americans is remarkably enduring. This has been attributed, 

in part, to the continuous migration from Mexico. Keefe and Padilla (1987) identified two 

primary processes of sociocultural change affecting Chicano ethnicity: Acculturation and ethnic 

clarification. They defined acculturation as "...the loss of traditional cultural traits and the 

acceptance of new cultural traits..." (P. 6). Ethnic identification was defined in terms of cultural 
awareness and ethnic loyalty. 

They found that acculturation did not necessarily proceed a linear, continuum model. 

Rather, what emerged from their California study was a topology of acculturation and ethnic 

identification. Even forth generation Mexican Americans retained some aspects of Mexican 

culture while giving up others. In some cases, Mexican Americans who virtually had lost all 

remnants of cultural traits (e.g., speaking Spanish) identified strongly with Mexican culture. The 



relationship between language usage and ethnic identification is important to understand. 

Estrada's study (1984) revealed that while 75 percent of the Hispanic population reported some 

degree of Spanish language use, English dominant bilingualism was the most common type of 

language usage. Mexican Americans had the lowest rate of Spanish language usage. Espin 

(1987) reported that the Spanish language may remain the language of emotions even if fluency 

in the Spanish language is lost. Further, bilingual speakers who did not feel proficient in the 

Spanish language appeared withdrawn or reluctant to interact when faced with the expectation 

of communication in that language. 

It would be difficult to discuss Hispanic juveniles without mentioning the influence of 

many additional factors. The poverty that many Hispanic juveniles face daily in urban areas or 

as members of migrant farm communities (campo) may increase the susceptibility to "illegal" 

behavior. 

The influx of Hispanic gangs may compensate for dysfunctional home, school, and 

community life. We cannot place all of the blame on just one factor. There are many reports 

of a child being labeled as learning disabled in school just because he/she does not understand 

English. 

The national dropout rate is 70 percent (United States Bureau of the Census, 1990). In 

1989, 49 percent of the Hispanic youth in Denver public schools dropped out (Denver Post, 

1989). Also, persons educated to a certain grade level in Mexico may not have received a 

comparable education as youth educated in the United States. 



NATIVE AMERICAN BACKGROUND INFORMATION 

Excerpts Taken From: Twelve Training Modules for Rehabilitation Service Providers 
Rehabilitation Continuing Education Programs Consortium (RCEP) 
January 1992 

Once the only inhabitants of the land that is now the United States, Native Americans 

today make up a tiny proportion - -  less than 1 percent - -  of the U.S. population, but they are 

a growing number. There were about 1.6 million Native Americans in 1980, up sharply from 

less than 1 million in the 1970 census. Once in control of their destiny, later generations of 

Native Americans are among the most socioeconomically deprived ethnic groups in the nation. 

Nevertheless, there is continuing strength and pride in the richness of tribal cultures, and 

linguistic diversity still exists. 

Geographic Distribution 

The majority of today's Native American population lives west of the Mississippi River, 

where five states alone account for over 40 percent of the population: Arizona, California, New 

Mexico, Oklahoma, and Washington. 

Over half of Native Americans counted in the 1980 Census lived in cities. Among the 

urban areas with 10,000 or more Native Americans were: Chicago; Detroit; Los Angeles-Long 

Beach; Minneapolis-St. Paul; New York-Jersey City-Newark; Oklahoma City; Phoenix; San 

Diego; San Francisco-Oakland; Seattle-Everett; and Tulsa. 

Some Native Americans live on farms, but most who are Counted as "rural" live on one 

of the 250 reservations which range in size from the huge Navajo Reservation covering portions 

of Arizona, New Mexico, Colorado, and Utah (where over 200,000 Navajos reside) down to 

small California "rancherias" with fewer than 10 inhabitants. In 1980, the federal government 

held "in trust" 52 million acres of Native American land, as reservations or other acreage. 

Language and Culture 

English is the primary language spoken by Native Americans, although about 30 percent 

of them speak an indigenous language; 4 percent speak Spanish (Olson & Wilson, 1984). 

Estimates vary, but well over 100 languages are believed to be in use (McNickle, 1973). Living 



patterns are strongly influenced by tribal cultures. These cultural traditions have been further 

shaped by the specific tribal histories and the effects of their socioeconomic situations today. 

The issue of language difference is an important one for juvenile justice staff because the 

quality of the "second language" or "limited English" speakers can greatly influence behavior. 

Although the number of native speakers is declining, there are still over 250 native languages in 

the United States today (Chafe, 1974). Mass media and increased mobility are influencing the 

American Indian's increased use of English. Additionally, many Indians who relocate to an urban 

area do not have family or friends to converse with in their native language. 

Although many bilingual speakers can converse in two languages, some may experience 

limited proficiency in one or both languages. Limited proficiency can be attributed to two 

factors: (a) quality of the English-speaking model for the young American Indian learner may 

be someone with limited ability to speak English well, and (b) the structure of most native 

languages is very different from that of English, thus there is not a one-to-one correspondence 

from one language to the other. 

Since American Indians, as a population, have successfully retained many of their 

traditional values, beliefs, and practices, efforts to work with American Indians must acknowledge 

these cultural differences in order to be successful. 

Socioeconomic Situation 

The plight of Native Americans in the areas of employment and income is dismal. On 

most reservations, job development has failed to occur due to demographic isolation, lack of 

skilled labor, and the absence of capital investment. And where lands have been exploited for 

their natural resources, they have been depleted, and abandoned by investors. 

Racism and lack of education hamper the Native American's job search off the 

reservation. During this past decade, unemployment rates varied from reservation to reservation 

but averaged 40 percent for Native Americans, the highest of all ethnic groups around the nation. 

When employment can be found, lack of education has limited most Native Americans to low- 

paying jobs. In the early 1980's, nearly 35 percent of Native American men worked in unskilled 

or semiskilled factory, service or farm occupations; that compares to a nationwide average for 

these occupations of less than 15 percent (Orlansky & Trapp, 1987). 
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According to a report by Morgan and O'Connell (1987) ...the average Native American 

is much younger than the average individual from the general population. According to the 1980 

census data (U.S. Bureau of the Census, 1983), 23 percent of the Native American working age 

population falls between the ages of 16 and 21. 

Some possible barriers to successful communication may be poor English proficiency on 

the part of some Native American clients. Normal written forms of communication used by 

juvenile justice staff may be too difficult for some Native American clients to understand. Also, 

many Native Americans retain more than one place of residence, often one on and one off the 

reservation in order to maintain contact with the extended family while securing employment. 

Written correspondence sent to the client may not successfully track the client's movement on 

and off the reservation. 

Family Systems and Social Organizations 

The extended family system forms the economic and social base for American Indian 

society (Pedigo, 1983) in contrast to the nuclear family system of the dominant society (mother, 

father, and children). The extended family system of American Indians may consist of three or 

more family units all closely related. Clan members are considered relatives with the same 

influence on an individual's life as parents, brothers, and sisters. Indians consider many more 

people to be their relatives than do members of the dominant society. Family relationships are 

very important. For example, within tribes such as Blackfeet and Acoma (to name two), aunts 

are referred to as mothers, uncles as fathers, cousins as brothers and sisters. 

Today, the extended family continues to be a resource network for many American 

Indians (Everett, Proctor, & CartmeU, 1983). Members of the extended family have 

responsibilities to and for one another. Interdependence among family members is a predominant 

characteristic and needs are met through this network. Thus, extended families provide a primary 

source of support forthe family member. Strategies which include the extended family network 

can be useful for an American Indian involved with the juvenile justice system. However, for 

some American Indians, the extended family may not be intact because if varying degrees of 

acculturation. 



In American Indian languages there is no equivalent word for religion (Brown, 1982). 

American Indian religions represent traditions that have been present in North America for 

thousands of years. These traditions have not only survived the test of acculturation, but in many 

cases they are being reexamined and reaffirmed by the American Indian people. In American 

Indian society, there is a rich plurality of highly differentiated types of religions. This makes it 

almost impossible to define or describe American Indian religions in generalities. 

Brown (1982) lists three "primal elements" that are universal to all North American Indian 

religions, past and present: (a) American Indian religion cannot be separated from any aspect 

of Indian culture; (b) in American Indian culture, people's understanding of their language is an 

integral part of worship and the spoken word possesses power, just as words have power, the 

unspoken thought is considered to have power of its own; and (c) the concept of time is cyclical 

and is a very important aspect of American Indian religious ceremonies. 

These "primal elements" may be said to constitute living religions in the sense that core 

elements of sacred lore, values, and the native language are held and lived by certain segments 

of American Indian society. Today, many American Indians still follow traditional forms of 

worship that may be specific of their tribal or cultural group. Some American Indians have 

integrated other forms of worship, such as Catholicism, into their lives. Further, American 

Indians consider religion to be a very private matter for the participants and discussion with non- 

tribal members or non-Indians is typically considered taboo. - 

Acculturation 

Acculturation has been defined differently by various disciplines, but one focal aspect to 

consider is how this affects the individual involved. Johnson (1974) defines acculturation "as the 

processes and results of contact between two or more different cultures and this brings about 

considerable diffusion of cultural traits in one or more directions" (p. 1). Along with this, other 

processes occur such as development of new intercultural roles and the growth of new customs 

not found in either culture, and the disintegration of the old culture. 

Lowery (1983) identified three adaptations to the dominant culture among the Navajo 

Indians. These adaptations are considered to be similar for other American Indian tribes. 

Adaptations of the people were characterized as three groups: (a) acculturated people, (b) 

autonomous people, and (c) traditional people. The acculturated people are those who have been 



educated in universities and have returned to the reservation. These people may have grown up 

on the reservation and want their tribe to move into the modem world, maybe at the expense of 

losing aspects of their culture. These people may not be comfortable in either world. 

Autonomous people can move comfortably between the cultures. They may be college educated, 

but they value their traditions and language. In addition, they are determined to bring their 

people into the modem world without compromising any of their traditional systems. The third 

adaptation is the traditional people who have managed to keep the influence of the dominant 

society to a minimum. These people still retain their language, customs, and belief systems and 

see no need to change. Indian people across the country can be characterized with orientations 

ranging on a continuum from traditional to autonomous to acculturated. 

This finding has been somewhat updated to give a current idea of classifications, again 

using the Navajo tribe to explain the four labels. 

In comparison to the above three classifications, the four groups are as follows: 

. Isolated - -  Meaning the family home was located in a remote area of a 

reservation and there was a strong preference for use of the native language. 

. Families in the Traditional category had bilingual homes and actively participated 

in tribal ceremonies. 

. Families in the Biculturai category lived on a reservation and engaged in 

traditional ceremonies but preferred speaking English. 

. In the Acculturated Native American home, English was the primary language 

and family activities approximated White norms (Riner, 1979). 

Some Native Americans who live and work in cities and non-reservation rural areas return 

to the reservation for ceremonies or to visit relatives. Many Native Americans have never lived 

on a reservation and have life-styles similar to those of their neighbors in either non-reservation 

rural or urban areas. These Native Americans may have never used a traditional healer and may 

not receive any tribal benefits. 



Given the diversity of the Native American population, one must be careful to avoid 

stereotyping Native Americans based on general assumptions. Lloyd (1987) pointed out that 

differences within cultural groups can be greater than differences between such groups and 

cautioned that studying generalities about a particular culture can blind a counselor to the 

uniqueness of the client. Parker (1987) suggested that staff can benefit from studying the client's 

culture but must keep in mind that individual clients will vary in the degree to which they reflect 

their culture. It is generally recognized that ignoring cultural background does the client a 

disservice (Larson, 1982; Thomason, 1991). 

Health and Medicine 
The American Indian concept of health and medicine is at variance with that of the 

dominant society. For many American Indians, health is a state of harmony within one's life 

whereas disease is caused by disharmony within the individual and/or disconnection with the 

family, community, and universe. Many American Indians believe that the being is comprised 

of mind, body, and spirit (Locust, 1986). The physical body cannot be separated from the mind 

and spirit. Thus, if one treats the physical being without treating the mind and spirit, the 

treatment is not likely to achieve its goal. 
In contrast, western medicine provides treatment for illness due to infection, physiological, 

and psychological malfunctions (Clark, 1985). Thus symptoms are treated rather than the source 

of affliction. 

Education Status 

School-age Children 
The percentage of American Indian children, ages 7 to 15 years, attending elementary and 

secondary schools is proportional to that of the White and Black populations. In 1980, 96.6 

percent of American Indians, 97.3 percent of Eskimos and 97.0 percent of Aleuts for this age 

group were enrolled in school. For the White population, 99.0 percent of the 7 to 13-year age 

group were enrolled, and 98.1 percent of the 14 to 15 year age group. Similarly, the Black 

population had 98 percent of the former age group enrolled and 97.9 percent in the latter age 

group. 



Differences in student enrollment begin to occur for the age 16 and 17-year old student 

populations. Among the American Indian students, those of ages 16 and 17 years who were 

enrolled in school were as follows: 76.6 percent of American Indian, 83.4 percent Eskimo, and 

81.6 percent Aleut. This compares with 89 percent of the White student population enrolled in 

school in the same age range, and 87.9 percent among the Black student population. 

The percentage of high school graduates among all American Indians 15 years of age and 

older was 55.8 percent for American Indians, 44.3 percent for Eskimos, and 58.4 percent for 

Aleuts. Within the White population, 68.8 percent are high school graduates, as are 51.2 percent 
of the Black population. 

Higher Education 

In the Fifth Annual Status Report on Minorities in Higher Education (1986), overall, the 

population of minorities is 21.3 percent. However, enrollment of minorities in institutions of 

higher educations is 17 percent. For the period of 1980-84, enrollment of American Indians 

decreased at two-year institutions by 4.2 percent, but remained steady at four-year institutions. 

State institutions that had an increase in American Indian enrollments at both two-year and four- 

year institutions were those in Montana, North Dakota, North Carolina, Texas, New Mexico, and 

Washington. Increased enrollment at four-year institutions only was reported for the states of 

Arizona, South Dakota, Wisconsin, and Minnesota. Enrollment of American Indians increased 

2.6 percent from 1980 to 1984; however, American Indians remained at .7 percent of the total 
enrollment. 

Enrollment of American Indians in graduate school decreased 6.4 percent for the years 

from 1980 to 1984. During this same period, enrollment in law schools increased 11.6 percent. 

Of 20 states reporting data, the number of baccalaureate degrees awarded between 1978 and 1984 

increased by 16.5 percent. At the master's level, the overall increase was 19.3 percent; this 

represented a 1.9 increase in-the percentage of American Indians receiving master's degrees. At 

the doctoral level, the number of degrees conferred from 1975 to 1984 doubled. In 1975, 

American Indians received. 1 percent of the doctoral degrees; in 1984, .3 percent of the doctoral 

degrees conferred were awarded to American Indians. 



Health 
Although there have been notable improvements in the health of American Indians, it is 

not yet comparable to that of the general U.S. population. However, one must be cautious in 

making overall statements about the health status of American Indians since an improvement in 

one area could mean a deterioration of health in other areas. For example, 11 Indian Health 

Services (IHS) areas (data was not available for California) showed a decline in the crude 

mortality rate, which was counterbalanced by increased rates of disease in other areas like heart 

and liver. Further, although accidents are no longer the leading cause of death, heart disease has 

now surpassed accidents as the leading cause of death for Indians (U.S. Congress, Office of 

Technology Assessment, 1986). 
One particularly significant factor in the health status of Indians is the high mortality rate. 

In the three-year period from 1980 through 1982, 37 percent of the deaths among Indians were 

45 years of age or younger. In the general U.S. population, 12 percent of the deaths occurred 

within this age group. In a report from the Secretary's Task Force on Black & Minority Health 

(1985), data from 1984-85, the death rate for the same age was reported to be 43 percent. In 

addition, excess deaths (the difference between observed rates and the rate within the White 

population) among American Indians accounted for 87 percent of the deaths before the age of 

45; the comparable rate for Blacks was 39 percent. 
Hospitalization rates paralleled the mortality rate. In 1984, 75 percent of the IHS hospital 

patients were under 45 years of age, compared with 48 percent of the patients in U. S. hospitals 

who were of the same age. 
Of the 15 leading causes of death among American Indian, 11 of the causes occurred at 

levels greater than that for the general population. For example, accidents and adverse affects 

was 3.4 times the rate of the general population, liver disease/cirrhoses was 4.2 times greater, 

diabetes mellitus was 2.8 times greater, nephritis was 22.8 greater and tuberculosis was 7.0 times 

greater. Sirnilarlyr the Task force on Black--& Minority Health (1985) found that 80 percent of 

the excess deaths for American Indians before 45 years of age was attributed to the following 

six causes: unintentional injuries, cirrhosis, homicide, suicide, pneumonia, and diabetes. 



Unemployment 

In the 1980 Census, unemployment rates for all persons 16 years and over were twice that 

of all races at 13.2 percent for American Indians, Eskimos and Aleut, as compared with 6.5 

percent for all races. The Bureau of Indian Affairs (1987), however, reported an unemployment 

rate of 38 percent during 1986 for the Indian population living on or near reservations. 

Rates of unemployment among American Indians vary greatly by state as they do by tribe. 

For example, Kansas reported an unemployment rate of 13 percent whereas the states with 

unemployment rates of 58 percent or greater were Alaska (50 percent), Iowa (59 percent), 

Michigan (54 percent), Minnesota (60 percent), Nebraska (59 percent), New York (51 percent), 

North Dakota (51 percent), South Dakota (61 percent), Washington (53 percent), and Wyoming 

(54 percent) (BIA, 1987). Rates among tribes also vary; examples of unemployment are Jicarilla 

Reservation, 13 percent; Rosebud Reservation, 82 percent; Acoma Pueblo, 51 percent; Blackfeet 

Reservation, 25 percent; Navajo Reservation, 39 percent; Osage Tribe, 9 percent; and Seminole 

Tribe, 19 percent (BIA 1987). Eighteen years ago in 1969, estimates of unemployment among 

American Indians ranged from 12 percent to 74 percent. The average unemployment rate among 

'American Indians was 38 percent which was 10 times greater that the national rate (U.S. 

Department of Labor, 1969). Within a span of 18 years, the rate of unemployment continues to 
be an average of 38 percent. 

Although tribes have established criteria for tribal membership for use within their 

respective tribes, they have resisted efforts to establish a uniform set of criteria which would be 

applicable for all tribes. Examples of varying criteria for tribal membership are: (a) the 

Cherokee Tribe, who requires proof of descendance; Co) the Citizen Band Potawatomi Tribe, who 

presently requires one-eighth blood quantum (a proposal to change tribal enrollment based on 

descendance will be determined by election in June, 1987); and (c) the St. Croix Chippewa Tribe, 

who requires one-half blood quantum. More than 25 percent of the tribes use the criteria of one- 

forth as the minimum level of blood quantuminorder to be recognized as a tribal member. 
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At the end of this module, 
participants will be able to: 
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components of effective 
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List at least 4 factors that 
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List at least 5 factors of 
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[- EVALUATION PROCEDURES: 

Oral Summary 
Define effective 
communication, listing the 4 
components of effective 
communication. 

0 List at least 4 factors that 
impede the communication 
process. 
List at least 5 factors of 
effective cross-cultural 
communication. 

0 List three automatic actions 
people take when they 
witness an event. 

0 List at least two styles of 
communication. 

METHODS: 

Lecture 
Group Discussion 
Group Exercises 

TRAUNING SUPPUES, AUDS, AND 
EQUIPMENT: 

Transparencies 
Over-head Projector 
Participant Manual 
Writing Paper 
Pens or Pencils 
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CROSS-CULTURAL COMMUNICATION 
INTRODUCTION 

The art  of effective communication can sometimes be difficult 

even under  the best  circumstances.  

communicat ion,  an idea can be 

Frequently, in cross-cul tural  

completely lost through 

misunders tanding.  These misunders tandings  can arise because 

people from different cultural backgrounds can have a variety of 

different styles of communication. 

Many juvenile offenders, for example, may not speak English 

well, if at all. Like people in all cultures, some may change their 

speaking pat terns  according to the situation they're in or the people 

they're with. In certain cultures, words could have differing 

meanings,  or could be used simply to be polite or to unders ta te  a 

situation. 

Non-verbal communicat ion can also be misinterpreted.  For 

example, some American Indians'  protocol in speaking to authori ty  

figures is no t  to look them directly in the eyes, out  of respect  for the 

"window of the soul." Many people might mistakenly interpret  this 

action as rude. 
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We c a n n o t  know all th ings  a b o u t  all cu l tu res .  B u t  it is a fac t  

t h a t  in every cul ture ,  people c o m m u n i c a t e  b e c a u s e  they  w a n t  to be  

unde r s tood .  And in every cul ture ,  people r e s p o n d  well  w h e n  they  are  

given respec t .  

It ~a poss ib le  to increase  our  effect iveness as  c r o s s - c u l t u r a l  

c o m m u n i c a t o r s  a n d  p rob lem solvers. It ~a poss ib le  to be  more  a w a r e  

of w h a t  t he re  is to be aware  of. 

Even  t h o u g h  there  is u n c e r t a i n t y  in diversi ty ~ wi th  to le rance ,  

a n  open  m i n d  a n d  pat ience,  law en fo rcemen t  a n d  juven i le  j u s t i c e  

p r ac t i t i one r s  will be able to c o m m u n i c a t e  ac ros s  cu l tu res .  However ,  

effect iveness  in the  process  of c ros s -cu l tu ra l  c o m m u n i c a t i o n  c o m e s  

t h r o u g h  pract ice ,  knowledge a n d  c o m m i t m e n t  ~ no t  by  acc ident .  
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Module 3: CROSS-CULTURAL COMMUNICATION 
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OBJECTIVES 

At the end of this module, part icipants will be able to: 

Define effective communication,  listing the 4 components  

of effective communicat ion.  

List at  least 4 factors tha t  impede the 

process. 

List at  least 5 factors of effective 

communica t ion  

communicat ion.  

cross-cul tural  

List three automatic  actions people take when  they witness 

an  event. 

List at  least two styles of communicat ing  in the following 

ways: 

�9 words and speech pat terns 

�9 eye contact  

�9 gestures  

use of space 

approaches  to problem solving. 
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Module 3: CROSS-CULTURAL COMMUNICATION 
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Let's begin by defining communication. 

Yranspare#cy 3.1 

COI~II~UNnCATOON 

Communication is the sending of 

a message from a source to a 

receiver with the/east possible 

loss of meaning. 

Giving and receiving ~eec~lback is a key element in the 

communication process. The complete definition of communication, 

therefore, involves four components. 

. . . . . . . . . . . . . . . . .  ,•̀ ,̀•••••••̀••••••̀ `̀ •••̀ •̀ ••••̀••••:•:•:•••••••••:•:••;:••••::•:•:::•••:•::::•:••••:•:•:••:•:•:••:•:••••:•:•:•:•:•:••••:;:•:••••:••:•••••• :••:•:••;•••••:•:•:•:•:•:•:•:•:•••••••••:•••:•:•:•••:•:1:•:•••••:•:•:•:••••:•:•:•:•:•:•••:•••:•:•:•::;:•:•:•:::•:•::•::::•:••:::::::•••:•:•:•:••:•:':•=•••:•::••:••••••••••••••••••••••••••• . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
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Module 3: CROSS-CULTURAL COMMUNICATION 
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Transparency 3.2 

THE FOUR COMPONENTS OF COMMUNICATION 

a speaker 

a message of some kind 

a receiver 

feedback 

Transparency 3.3 

THE COMMUNICATION PROCESS 

The speaker sends a message that is in some kind of code. The 

listener decodes the message and responds, thereby giving the 

speaker feedback. The code includes: 

: ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ; : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ $ ~ : ? ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ :  
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Nodule 3: CROSS-CULTURAL CONIMUNICATION 
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Transparency 3.4 

CODE 

Words 

Facial expressions 

0 Voice 

0 Eye contact 

0 Gestures 

<~ Posture 

Distance 

Perceptions 

Assumptions 

<> Values 

W h e n  one person sends  a message  to another ,  he or she ac tua l ly  

c o m m u n i c a t e s  on m a n y  different levels. The words  and  non-ve rba l  

act ions,  the  thoughts ,  the beliefs, and  the a s s u m p t i o n s  are all a p a r t  

of the  message .  
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Module 3: CROSS-CULTURAL COMMUNiCATiON 
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W h e n  the communica t ion  is effective, the receiver 

under s t ands  the meaning of the speaker 's message. This 

clearly 

simple 

equation becomes complicated, however, if the listener does not k n o w  

the code. To override some of the barriers and ensure  effective 

communication,  the following three skills are basic" 

Transparency 3. 5 

EFFECTIVE COMMUNICATION SKILLS 
�9 

2. 

3. 

Listening 

Checking Perceptions 

Asking for Feedback 
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iViodule 3: CROSS-CULTURAL COiViMUNICATION 

Yransparency 3. 6a 

<> 

~. LBSTEN~NG 

People are more concerned about what they want to say than 

with what the other person is saying. 

People men ta l l y  p repare  the  nex t  s t a t e m e n t  they  will m a k e  - -  

a n d  are  r eady  to j u m p  in wi th  it as  soon  as  they  see t h a t  the  o t h e r  

p e r s o n  h a s  s topped  talking.  This  is often the  p r o b l e m  w i t h  

nego t i a to r s  w h o  face young  gang  m e m b e r s .  They  wai t  for a lul l  in  

w h a t  t hey  t h i n k  are loud ~ a a ~ g ,  so t h a t  they  c a n  call t he  m e e t i n g  to 

order  to beg in  the  negot ia t ions .  Negotiators  are  s o m e t i m e s  m o r e  

c o n c e r n e d  a b o u t  the i r  agenda  t h a n  a b o u t  l i s ten ing  to c o m p l a i n t s .  
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Module 3: CROSS-CULTURAL COMMUNICATION 

Transparency 3. 6b 

1. LISTENING (cont.) 

People jump to conclusions before the other person completes 

his or her statements. 

People hear words rather than the mean//7 E of the words. 

After h e a r i n g  only a few of a speaker ' s  words  or ideas ,  m a n y  

people  t h i n k  t h a t  they  k n o w  where  a n  a r g u m e n t  is headed ,  a n d  m a y  

e i the r  i n t e r r u p t  the  speaker ,  or silently decide on the i r  nex t  ac t ions  D 

before the  s p e a k e r  h a s  comple ted  his or he r  though t .  
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~odule 3: CROSS-CULTURAL COMMUNICATION 

Yr~n~par~ncy 3.~c 

~. L~$TEN~ING {c~nt.} 

People make assumptions about what other people mean when 

they speak -- and they base their assumptions on their own 

perceptions and classifications. 

This tenet  is best  shown in the age-old definition of the  

communica t ion  problem: 

. . . . . . . . . . . .  ~ , _ . _  ,~  . . . . . . . .  ~ : : ,  ~ : $ :  ~ :  ~ :: ~::: : : : :~ : :  : ~  : ~ ~ : :  : ~ $~:~$7~:~ $~a:~:~:~a:~:~:~:~:~$ ~ $ ~ $ ~ : ~  ~ : ~ $ ~ : ~  ~:~$~:~:~:~:~:~:I:~ 

:~:~$~:~::~a:~a:~:~:~a$~:~:~:~r ~ $ ~ a ~ $ ~ 7 ~ B ~ 7 ~ a a ~ r  : : :~ : : :  :~ : ~ : ~  ::: :  : ~:~:~::::~:~ . . . . . . . . . . . . . . . . .  
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Transparency 3. 7 

THE COMMUNICATION PROBLEM 

I know you think you understood 

what I said, but I'm not sure that what 

you heard is what I meant to say. 

A second skill in cross-cultural communication is automatically 

checking our own perceptions by asking ourselves the following 

questions: 

: ~ z : ~ : ~ : ~ : ~ : ; : ~ : ~ : ~ : ~ : ; : ~ : ~ : ~ : ~ : ~ : ~ : ~ : 5 ; : ; : ; : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : s : ~ : ~ : ; : ~ : ~ : ~ : ~ : ~ : ~ $ ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ; : ~ : ~ : ~ : ~ ; : ~ : ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ :  
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Nodule  3: CROSS-CULTURAL CONNUNICATION 

Yran~parency 3.8 

20 CHECE, NG PERCEPTBON$ 

What do I think is happening in this situation? 

What does the juvenile think is happening in this situation? 

Too often, b e c a u s e  we w a n t  to control  every s i t ua t i on  a n d  get  

w h a t  ~ w a n t  from it, we don ' t  wa~r long e n o u g h  to a s k  o u r s e l v e s  

t h e s e  ques t i ons .  We tend  to j u m p  r ight  into a s i tua t ion .  

B u t  even w h e n  we do take  the  t ime to th ink ,  it 's fair to s ay  t h a t  

t he re  m a y  still be some degree of m i s u n d e r s t a n d i n g  in c r o s s - c u l t u r a l  

c o m m u n i c a t i o n .  To be su re  t h a t  we are  cor rec t  in a n y  s i t ua t ion ,  

a s k i n g  for verba l  feedback  is ~Hr 
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Transparency 3. 9 

3. ASKING FOR FEEDBACK 

Paraphrase what you think the other person means by what he 

or she said or did, and 

Ask the other person if your perceptions are correct. 

O b t a i n i n g  f e e d b a c k  c a n  s o m e t i m e s  be  r i s k y  - -  we  r u n  t h e  r i s k  

of  o f f end ing  t h e  p e r s o n  we a re  t ry ing  to  u n d e r s t a n d ,  a n d  it c a n  be  a 

t i m e - c o n s u m i n g  p r o c e s s .  But ,  i t 's  w o r t h  t h e  effort to p a r a p h r a s e  w h a t  

we  h e a r  so t h a t  t h e  p e r s o n  we a re  t a l k i n g  to c a n  c o n f i r m  t h a t  we  

u n d e r s t o o d  w h a t  h e  or  s h e  sa id .  I t ' s  a lways  w o r t h  t h e  t r o u b l e  to 

e n s u r e  we  a r e  c o m m u n i c a t i o n  p r o p e r l y  a n d  ge t t i ng  t h e  r i g h t  m e s s a g e .  
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Nodule 3: CROSS-CULTURAL CONMUNICATION 

i l ?i!i ilill i!iill i i iil iiiiiiiii iiiiiiiiiiiiiiiiiiiiiii ii ii iiiiiiiiiiiil 

Transparency 3. ~Oa 

How accurate were the Committee's perceptions and 

predictions? 

How many of the predictions were influenced by the 

Committee members' own cultural backgrounds? 

What cues did the Committee use to make their predictions? 
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Module 3- CROSS-CULTURAL COMMUNICATION 

Transparency 3. lOb 

QUESTIONS FOR DISCUSSION (cont.) 

How often do people make judgments and predictions on the 

basis of insufficient information? 

Did the Committee communicate effectively with the 

interviewee? Did the Committee members listen well and ask 

for feedback? 

What did the committee members assume? 
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iVlodule 3: CROSS=CULTURAL COMiVtUNiCATION 
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Transparenc ies  3.1 l a  and 3.1 lb  demons t ra te  the factors t h a t  

influence effective cross-cul tural  communica t ion .  

i i ! i  ili iilii iii ii i i!!iiiill iii!!ii iiiil iiiii ii!i ii! il ii iiil ii ii iii! !iii ii !iii!!i iiiiiiiii i!! !iil !ii!i !i!i!iill ili iiiiiiiii i i i 

F A C T O R S  0NFLUENC~NG 15FFECT~VE 

CRO$S~ CO~UNOCAT0�9 

EVENT 

VALUES and A3=~TUDF=S 

(What is important to me...) 

PERCEPT~�9 

(I see, I hear, I think, I feel...) 

~$~:~:~:~:~:~:~:~:~:~:~;:~:~:~:~:~:~:~:~:~:~`~:~:~:~:~:::~:~:~:~:~:~:~:~:~:~:~:~`~:~:~:~:~:~:~:~;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:::1~:~:~`~:~:~:~:~:~a:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~$~:~:~:~:~:~:~: 
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Module 3: CROSS-CULTURAL COMMUNICATION 
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Transparency 3. ! Ib 

FACTORS INFLUENCING EFFECTIVE 

CROSS-CULTURAL COMMUNICATION (cont.) 

ASSUMPTIONS and SUSPICIONS 

(I assume that he or she said this because...) 

COMMUNICATION STYLE 

(What and how he or she said it -- 

verbally and non-verbally) 

Let 's  look a t  t h e s e  fac tors  wi th in  the  con tex t  of a rea l  s i t ua t ion .  

~ : ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ $ ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ~ : ~ : ~ : : : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ ; ~ : ~ : ~ : ~ : ; : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ :  
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Moclule 3: CROSS-CULTURAL COMMUNICATIOI~ 

A V i e t n a m e s e  g r a n d m o t h e r  who  is in charge  of he r  t e enage  

g r a n d s o n  is home alone. Officer B, a four th  gene ra t i on  I r ish-  

Amer ican ,  knocks  at  her  door to w a r n  he r  t h a t  he ' s  s e e n  h e r  

g r a n d s o n  assoc ia t ing  wi th  k n o w n  gang  m e m b e r s .  

Ws~l=@s a~xd &r162162 (What is i m p o r t a n t  to me...) 

The  officer ha s  come as  a goodwill ges tu re  to w a r n  

g r a n d m o t h e r  to keep her  g r a n d s o n  away  from the  gang.  

t he  

~P*~c~lp*iox~s: (I see, I hear ,  I th ink ,  I feel...) 

W h e n  the  g r a n d m o t h e r  opens  the  door, a n d  sees  the  officer, s h e  

a p p e a r s  app rehens ive  and  w i t h d r a w n .  The officer doesn ' t  

u n d e r s t a n d  the  g r a n d m o t h e r ' s  pos ture ,  nor  the  fact  t h a t  s h e  

doesn ' t  look at  h im or l is ten to h im.  He beg ins  to feel a n n o y e d .  

He t a lk s  louder  - -  th ink ing  t h a t  m a y b e  she  doesn ' t  h e a r  well.  
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Module 3: CROSS-CULTURAL COMMUNICATION 
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Assumptions and Suspicions: (I assume that he or she said this 

because...) 

The g randmothe r  who has  been in America for less t h a n  a year 

r emembers  the authori t ies  in Vietnam who used in t imidat ion to 

instill  fear in the people. She is immediately filled with fear for 

her  own life and her  family. The officer a s sumes  tha t  eittier the 

old woman  is deaf, or doesn' t  want  to communica te  with him. 

Communica t ion  Style: (What  and  how  he or  she sa id i t  ~ ve rba l l y  

and non-verbally) 

Partly because  of her  fears, partly because of the author i ty  of the 

officer, the g randmother  immediately goes into a pose of humil i ty  

and  respect  by bowing her  head and lowering her  eyes. She also 

speaks  in a low voice. When the grandmother  finally mumbles  

someth ing  tha t  the officer doesn't  unders tand ,  he sh rugs  and 

says something like: '~7r jus t  keep him inside," and he walks 

away. 

~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:2:~:~:~:~:~:~:~:~:~:~a~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:::~:~:~:~:~a:~:~:~:~:~:~:~:~:~:~:~:~?~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~: 
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iVlodule 3: CROSS-CULTURAL COMMUI~iCATION 

B e c a u s e  of the  var ious  va lues  a n d  a t t i tudes ,  the  w a y  t h a t  bo th  

people  selectively perceived one ano ther ,  m a d e  faul ty  a s s u m p t i o n s  

a b o u t  the  other ,  m i s u n d e r s t o o d  the c o m m u n i c a t i o n  cues  of the  other ,  

the  g r a n d m o t h e r  is left t rembling,  a n d  the  officer w a l k s  a w a y  

f rus t r a t ed .  

For  c ro s s - cu l t u r a l  c o m m u n i c a t i o n  to be  effective, people  need  to 

t ake  the  t ime to k n o w  more  a b o u t  each  o ther ' s  cu l t u r e  ~ the  

c u s t o m s ,  the  beliefs, the  values ,  the  way  the  o the r  exp re s se s  a 

m e s s a g e ,  even  w h a t  the  periods of "silence" m e a n .  O u r  own va lues ,  

p e r c e p t i o n s  a n d  faul ty  a s s u m p t i o n s  c a n  se t  u p  ba r r i e r s  to 

c o m m u n i c a t i n g .  

Fea r  m a y  be ano the r  ba r r i e r  to effective c r o s s - c u l t u r a l  

c o m m u n i c a t i o n .  Using cu l tu ra l  differences as  a n  excuse ,  some  

ind iv idua l s  m a y  take  ~r  of, or ~ r  the  law 

e n f o r c e m e n t / j  uveni le  jus t i ce  sys tem.  

The  y o u n g  Vie tnamese  g randson ,  for example ,  h a s  p robab ly  

a t t e n d e d  school  in the  Uni ted S ta tes  for a few years .  And  he  p robab ly  

u n d e r s t a n d s  m u c h  more  a b o u t  the  law t h a n  his  g r a n d m o t h e r  or 

m a y b e  h i s  pa ren t s .  If he ' s  inclined,  he  could  u s e  h is  u n d e r s t a n d i n g  

of b o t h  c u l t u r e s  to u n d e r m i n e  the  police a~r h is  family. 
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Module 3: CROSS-CULTURAL COMMUNICATION 
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Here 's  how he  migh t  do it. 

In Vie tnam,  the re  is no bail  sys tem for y o u n g  teenagers .  So, 

w h e n  a police officer a r r e s t s  a Vie tnamese  offender, the  p a r e n t s  t h i n k  

t h a t  the  police are  going to keep him. Then  w h e n  they  see the  child 

b a c k  on the  s t ree ts ,  they  t h i n k  t h a t  e i ther  he  r a n  a w a y  or t h a t  he 

m a d e  a deal  w i th  the  police. In e i ther  case,  the  older  V i e t n a m e s e  

people  wor ry  a b o u t  police retal iat ion.  

The impl i ca t ions  are unfo r tuna te .  The families become  so fearful 

t h a t  t hey  wi thho ld  in format ion  and  do not  cooperate  wi th  au tho r i t i e s  

to get he lp  for the i r  chi ldren.  Law enforcement  a n d  juven i l e  jus t i ce  

p rac t i t i one r s  m a y  become  so f rus t ra ted  t h a t  they  m a y  decide to stop 

or a t  l eas t  l imit  ~ the i r  involvement  wi th  a juveni le ' s  family.  

s~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:z:~:~:~:~:~:~:~:~:~:::~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~;~;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~;~:~;~:~:~:~:~:~:~:~:~:~:~:~:~s~:~:~:~;~:~:~:~:~:~: 
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Niodule 3: CROSS-CULTURAL COE.'lfVlU~ICATION 
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z~3PPLECAT~O~ 

In one of the articles in your supplementary  readings,  the au t ho r  

descr ibes  what  happens  when  a Nigerian cab driver runs  a red light. 

This inc ident  i s  typical of the kinds  of m i s c o m m u n i c a t i o n  that  can  

h a p p e n  be tween  different groups of people.  And it can  be applied to 

a lmost  all s i tuat ions  involving juveni le  offenders. 

*I~It~: P l ease  s e e  Law E n f o r c e m e n t  appendix ,  C r o s s - C u l t u r a l  C o m m u n i c a t i o n  S e c t i o n ,  

for a l t ernate  exerc i s e s .  

;~:~a:~:~$~:~:~:~:~:~:~:~:~:~:;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~;~:~:~:~:~=~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~i:~:~ 
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Module 3: CROSS-CULTU~L COMMUNICATION 
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In th is  s i tua t ion ,  the  officer s a w  disregard  for his  c o m m a n d s ,  

a n d  he  s c r e e n e d  o u t  a n y  o the~  in te rpre ta t ion  of the  cab  driver 's  

ac t ions .  

W h e n  c o m m u n i c a t i o n  b r e a k s  down and  the s i tua t ion  is s t ressful ,  

bo th  people  have  a feeling of being out  of control  a n d  b o t h  take  

fu r t he r  ac t ions  to gain  b a c k  the  control. 

The  cab  driver  kep t  moving closer and  yell ing louder .  And the  

officer moved  in to m a k e  a n  arres t .  

As law en fo rcemen t  a n d  juveni le  jus t ice  prac t i t ioners ,  we  are  in 

the  pos i t ion  of au thor i ty ,  a n d  be ing  in  control  and  t ak ing  a p p r o p r i a t e  

ac t ions  are  m o s t  impor t an t .  Bu t  this  is also the  m o s t  i m p o r t a n t  t ime 

to e x a m i n e  mot ives  or ac t ions  in te rms  of the  o ther  pe r son ' s  cu l t u r e  

a n d  no t  from a n  e thnocen t r i c  position. As we will d i s c u s s  in more  

detai l  later,  y o u r  job safety, efficiency, and  succes s fu l  comple t ion  of 

a t a s k  m a y  h inge  u p o n  y o u r  abil i ty to c o m m u n i c a t e  to a juven i le  of a 

different  cu l ture .  
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iVlodule 3: CROSS-CULTURAL COIVtMUNICAT~ON 

Three  a u t o m a t i c  th ings  h a p p e n  w h e n  we see a n  event:  

i I !!!:i!iiii i:i;ii ii!iiiiii:ii i i ili ii! 

T~an~parency 3.12 

PIERCEPTBOINS a~d DECL~ �9  

1. We DESCRIBE what we see. 

2. We INTERPRET what we see --  based on our own 

perception. 

3. We JUDGE what we see --  based on our own percept ion. 

In t he  case  of the  Nigerian cab driver, the  officer: 

1. ~ e s c z i b e d  w h a t  he saw: 

The  dr iver  is moving toward  me a n d  waving  his  a r m s  a n d  t a l k i n g  

fas t  a n d  loud. 

. I~te~preter  w h a t  he  saw: 

The  dr iver  is ou t  of control.  

Maybe  he  h a s  a gun.  

There ' s  going to be a confl ict .  
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Module 3: CROSS-CULTURAL COMMUNICATION 
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. J u d g e d  w h a t  he saw: 

I d o n ' t  l ike th is .  I n e e d  to be  calm,  ca lm h i m  down,  a n d  t a k e  

con t ro l  of t h e  s i t ua t i on .  I need  to s top h i m  before  h e  h u r t s  

s o m e b o d y .  

All of t h e s e  t h i n g s  h a p p e n  w i t h i n  s e c o n d s  in  o u r  h e a d s .  W h a t  

we  t h i n k ,  a n d  h o w  we  t h i n k  a b o u t  it is a u t o m a t i c  for u s .  

U n a w a r e n e s s  of o t h e r  people ' s  c u l t u r e s ,  t he i r  bel iefs ,  v a l u e s  a n d  

c u s t o m s  c o u l d  h a v e  even  m o r e  d i s a s t r o u s  c o n s e q u e n c e s  t h a n  

e s c a l a t i n g  a s i m p l e  s i t u a t i o n .  

T h e  p r a c t i c e  of h o n o r  d e a t h  for a p a r t i c u l a r  g r o u p  of peop le  is 

to ta l ly  b a s e d  on  c u l t u r e .  T h o u s a n d s  of y o u n g  w o m e n  b o t h  in  t h e  

Middle  E a s t  a n d  in  t h e  Un i t ed  S t a t e s  have  b e e n  ki l led t h i s  w a y  by  

t h e i r  f a t h e r s ,  or  b r o t h e r s ,  or  u n c l e s  over the  yea r s .  S e n d i n g  a y o u n g  

r u n a w a y  girl - -  w h o  w a s  f rom t h i s  g r o u p  ~ b a c k  to h e r  fami ly  m i g h t  

be  s e n t e n c i n g  h e r  to d e a t h .  

To be  ab le  to pe r fo rm  o u r  j o b s  effectively, o u r  k n o w l e d g e ,  o u r  

a w a r e n e s s ,  o u r  p e r c e p t i o n s ,  a n d  o u r  abil i ty to be  o p e n  to o t h e r  

i n t e r p r e t a t i o n s  of w h a t  we see  a n d  h e a r  a re  c ruc ia l .  

~:~:~`~:~:~?~:~:~:~.~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~?~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:i~:~:~:~:~:~:~:~:~:~a:~:~:~:~:~:~:~ 
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Each  culture,  subcul ture ,  and  even groups  wi th in  s u b c u l t u r e s ,  

develops its own style of communica t ion .  Gestures ,  smiles,  w ink s  

the way  tha t  people touch or don' t  touch  other  people ~ a~l of t he se  

are factors t ha t  are used  to communica te  ~ b u t  thei r  ~ a m ~ m g a  m a y  

vary. This var iance  is one of the major  sources  of c o m m u n i c a t i o n  

difficulties. 

Some of the  rules  for communica t ing  are clear; some are not; 

some depend  on s i tua t ions  and persons  involved. For ins tance ,  h o w  

do people k n o w  to line up outside a thea te r  to wai t  for movies  or 

b u s e s ?  In some cul tures ,  people wait  for the other  pe r son  to sit first, 

s peak  first, eat  first. In other  cul tures ,  people s ta r t  r ight  in ~ wai t ing  

for no one. In some cultures,  contradic t ing  ano the r  pe r son  is a n  

insult ;  in o ther  cul tures ,  speaking  out  aga ins t  au thor i ty  is seen  as  

hea l thy  and  good. 

Even the  way  tha t  conflict is processed  ~ who s pe a ks  first; h o w  

to resolve the  conflict; wha t  is public and  w h a t  is private ~ will va ry  

from cu l tu re  to cul ture.  
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Module 3: CROSS-CULTURAL COMMUNICATION 
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It is essent ia l  t ha t  each  par t ic ipant  learns  abou t  the people in his  

or her  c o m m u n i t y  to: 

identify the  specific groups of people t ha t  they  serve 

everyday, and  to 

discover the  communica t ion  factors t ha t  are impor t an t  for 

t h e m  to know. 

It's impor t an t  to have at  least some awareness  of the different 

styles of c o m m u n i c a t i n g  so tha t  when  we're in the  middle  of a 

s i tua t ion ,  we'll have the  ability to stop and  think,  and  ques t ion  w h a t  

is r ea l l y  going on. 

We will base  th is  section on the two app roaches  to th ink ing  

a b o u t  life ~ the  "I Approach" and  the '"We Approach." Some general  

p a t t e r n s  in five a reas  of communica t ion  include: 

: ~ ` . ` < ` . ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ z : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ i ~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ a ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ s ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~ : ~  ~ '  ~: ~: ~:~: ~ ~ :~ :~  ~: ~:~: ~:~:~: ~:~: ~:~:~: ~:~: ~: ~: ~ ~ ~:~:~: ~:~'~: ~:~:~: ~: ~: ~:~ ~:~:~ ~ ~ ~:~: ~: ~: ~: ~: ~' ~: ~: ~' ~ ~:~:~ ~ ~ :  ~ ~: ~ ~:: ~:~: ~: ~: ~'~s~:~:~'~'~:~'~'~:~:~:~:~:~:~'~:~:~:~:~:~ 
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Module 3: CROSS-CULTURAL CO~MUNICAT~O~ 

iiiii iii iiii!i iii!i ii ii :ii i !i !iilil i!ii! i:iiiiii!!!ii!i :il i!iili iiiii!?iil iiii:! il iiliii i!i ilili iii !i:ill !:ill iiii:iiiiii:i: iii i iiiiili ;iiili 
I~ . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  " "  r l  

CO~UN~CATBO~ STYLES 

1. Words and Speech Patterns 

2. Eye Contact 

3. Gestures 

4. Use of Space 

5. Problem Solving 

Tra~.~par~ncy 3.1# 

<> 

WORDS AND SPEECH PA=~'IE~N$ 

"1 Approach" groups -- Direct 

"We Approach" groups --Indirect 
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In 

direct .  

"certainly." 

are saying: 

point." 

"I Approach" cultures,  people have a tendency to be very 

They use definite words like "absolutely," "positively," and  

People will either say ~ or give the impress ion tha t  they 

"Spit it out. Don't beat around the bush .  Get to the 

In contrast ,  many  people in the '~r approach" cul tures  tend to 

be i n d i r e c t  in their  pa t te rn  of speech. They will often i m p l y  ideas, 

and fill their  conversation with evasive remarks like: %Vell, what  do 

you th ink?  What  would be better?" They will also use m a n y  qualifiers 

like: "maybe," "perhaps," "probably," and "somewhat." 

Many people tend to be indirect because they do not  want  to 

have any conflict with others. Saving face is often extremely 

impor tan t  to them, and when they are in the mids t  of some kind of 

friction, they can feel ashamed.  They often become wi thdrawn and 

may look like they are being deliberately uncooperative. 

On the other hand,  some groups of people can be indirect bu t  

appea r  to be direct, because  they are passionate about  their  ideas or 

positions. They might  speak rapidly and use inf lammatory  words for 

effect ~ to get a t tent ion or to explain their feelings. For instance,  it 

might  be common  for a Hispanic person to shou t  to his friend: "I'm 
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going to kill you if you do that  again." To some people, those are 

fighting words, and are taken as a threat.  But  in the context of the  

general  Hispanic culture, shout ing those words might  simply m e a n  

tha t  the speaker  is angry, or that  the speaker  j u s t  wants  to emphas ize  

a point. 

People use words differently ~ and they argue differently. Some 

people might  th ink  tha t  an  emotional, verbal a t tack will lead directly 

into a full blown conflict. But many  African Americans,  for ins tance ,  

th ink  differently about  such  situations.  For them, verbally s ta t ing  a 

posit ion with feeling shows sincerity, and threa ten ing  ~ v e ~ a  

not  angry  words ~ will lead to a fight. 
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2. EYE CONTACT 

"1 Approach"  g roups  - -  Direct 

"We Approach"  g roups  - -  Indirect  

Most people from the "I Approach" groups interpret  direct eye 

contact  dur ing  conversat ion as forthrightness and honesty.  And they 

believe tha t  people who do not or will not meet their  eyes are rude, 

defiant, or deceptive or simply uncooperative or uncaring.  

Most people from the '~We Approach" groups, however, often 

show respect  and humil i ty  by averting their  eyes in conversation. 

They will often look down or away when they speak to ano ther  person. 

And, except for int imate  or loving relationships,  they find it 

uncomfor table  or even rude of other people to look directly into their  

eyes. 
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Yransparency 3.16 

0 

3= GESTURES 

"1 Approach" groups -- Few gestures 

"We Approach" groups -- Many gestures 

A M a n y  "I Approach"  g roups  - -  especia l ly  people in  a u t h o r i t y  

m a i n t a i n  a pzogeas~oa~  posture ,  w h i c h  h a s  b e e n  in t e rp re t ed  to m e a n  

s t a n d i n g  as  s t r a igh t  and  as still as  possible.  
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And w h e n  they speak  to each other, many  people from these  

groups  are restrained.  "How do you do?" "Fine, t h a n k  you." "How 

are you?" "Fine, t h a n k  you." Probably, nei ther  person  will d i scuss  

any  more t h a n  "fine." And tha t ' s  not because  nei ther  one is interested,  

b u t  b ecause  the initial greeting is over and both can  get on with  the 

next  th ing  to be done. Very professional. 

Unfortunately,  it 's the professional pos ture  tha t ' s  often 

upse t t ing  to m a n y  older people from different cul tures ,  the families of 

the chi ldren we serve. These older people might  expect  people in 

au thor i ty  to be friendly or unfriendly, and know how to deal wi th  tha t  

image. But  seeing a neutra l ,  non-expressive, "nothing b u t  the  facts," 

pos ture  migh t  make  them suspicious.  Many people in '"We Approach" 

groups  find it difficult to communica te  w i t h o u t  moving or gesturing.  

Because  they believe tha t  gestures  add mean ing  and  r i chness  to 

communica t ion ,  m a n y  people have developed a series of t h e m  to 

indicate  respect  and  love. In some cul tures  m a n y  people use  both  

h a n d s  w h e n  they are giving something to a super ior  or to an  elderly 

person.  Many groups  use  gestures  to greet one another .  For 

ins tance ,  in some cul tures  m e n  embrace one another;  while in other  

cu l tu res  people greet each other  with hugs  and kisses.  
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<> 

<> 

4. USE OF SPACE 

"1 Approach" groups -- Need for Distance 

"We Approach" groups -- Need for Closeness 

At times, all people have a need for p~vacy .  People need space 

ju s t  to collect their  thoughts  and decide what  they're going to do next.  

That ' s  why m a n y  people in the "I Approach" groups  value separa te  

rooms. And ff they can' t  have a closed door t ha t  says "Leave me  

alone" they will create other ways to get the privacy they need. 
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For instance,  some people might  set up a psychological barr ier  

against  others. This frequently happens  on an elevator. 
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i 

on t ra ins  or buses.  

s i tuations,  people 

psychological barriers,  and simply act 

huddled  up agains t  them were not  there. 

When people are in an y  crowded situation, they develop 

mechan i sms  to cope. In Japan ,  for instance, most  people travel on 

public t ranspor ta t ion,  so it's not u n u su a l  to see people tightly packed 

To compensate  for the forced closeness of these 

develop coping mechanisms.  They set up  

as if the people tha t  are 
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I n t i m a t e  D i s t a n c e  

From 0 to 18 inches  s eems  to be abou t  the  r ight  d i s t ance  for 

in t imacy.  

P e r s o n a l  D i s t a n c e  

About  1 a n d  1 / 2  to four  feet seems  r ight  w h e n  they  are  wi th  

the i r  close fr iends.  

Social  Distance 

About  4 to 12 feet is the  d i s tance  t h a t  s e e m s  to be m o s t  

comfor table  for doing b u s i n e s s  and  ta lk ing  to people who  are  

a c q u a i n t a n c e s .  T h i n k  a b o u t  how m a n y  offices are  a r r anged ,  or 

how the  lobbies of hote ls  are set  up.  People c a n  h e a r  a n d  see 

e a c h  o the r  well, b u t  they  may  not  be as  f ine - tuned  to e a c h  o the r  

as  w h e n  they  are  closer. 

Publ i c  D i s t a n c e  

Abou t  12 to 25 feet s e e m s  acceptable  to th i s  group.  They  u s e  

th i s  d i s t ance  u s u a l l y  for formal occasions ,  or for publ ic  

speake r s ,  or w h e n  someone  of h igh s t a t u s  visits.  
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Module 3: CROSS-CULTURAL COMMU~0CATION 

Even  t h o u g h  we n a m e d  these  var ious  d i s t ances ,  the re ' s  qui te  a 

lot of l eeway  wi th in  each  one. Some people feel more  comfor table  

be ing  close to ano the r  pe r son  w h e n  they  c o m m u n i c a t e ,  a n d  o ther  

people don' t .  Whatever  d i s tance  people feel comfor tab le  wi th  is okay. 

The  p rob l em comes w h e n  one pe r son  ~ m r 1 6 2  a n o t h e r  

p e r s o n ' s  n e e d  for d i s tance  or c loseness  as  a n  i n su l t  or as  a s ign of 

d i s respec t .  

M a n y  people  in the '"We Approach"  g roups  feel more  comfor table  

t a lk ing  to everyone at  w h a t  o thers  migh t  cons ide r  the  ~mr162  

d i s tance .  

In s o m e  cu l tu r e s  people are often nose  to nose,  t o u c h i n g  one 

a n o t h e r  a n d  b r e a t h i n g  in one ano the r ' s  faces w h e n  they  c o m m u n i c a t e .  

This  style of c o m m u n i c a t i n g  goes b a c k  a long t ime,  a n d  it 's p a r t  of a 

bel ief  a n d  va lue  sys tem.  To some people,  smel ls ,  good or bad ,  are  

cons ide red  p leas ing  and  a way  of be ing  involved w i t h  e a c h  other .  

They  like be ing  close enough  to smel l  the i r  fr iends,  a n d  they  believe 

t h a t  h id ing  or covering your  b r e a t h  is like ac t ing  a s h a m e d .  

O t h e r s  c a n n o t  ta lk  comfor tably  wi th  each  o the r  u n l e s s  they  are  

very close ~ a t  l eas t  close enough  to t o u c h  each  o the r  on  the  a r m  or 

shou lde r .  
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You will need to observe how the different groups  of people in 

your  own communi t ies  use space. If you are not aware of the various 

comfort zones, you may th ink  that  by touching a juvenile on the 

shoulder,  you are showing concern, but  the juvenile may  th ink  tha t  

you're being overbearing. Or the opposite may happen.  Depending 

on the si tuat ion,  you may th ink  tha t  by mainta in ing  a distance of 2 

or 3 feet, you're being profess ional ,  bu t  the juvenile ~ who is upset  

may  th ink  tha t  you're being uncaring. 

Lastly, let's take a brief look at how people from different 

cul tures  approach  problem solving. 

Transparency 3.19 

5. PROBLEM SOLVING 

"1 Approach"  groups - -  Unemot ional  

"We Approach"  groups --  Emot ional  
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Module 3: CROSS-CULTURAL COMMU~ICATIOi~ 

M a n y  people  from the "I Approach"  g roups  solve p r o b l e m s  in  a 

fac tual ,  induct ive  way. They look for the  facts  in a s i tua t ion ,  e x a m i n e  

t h e m  in a n  u n e m o t i o n a l  way a n d  come to a conc lus ion  a b o u t  w h a t  

s h o u l d  be  done.  The Officer in the  Nigerian cab  s tory  desc r ibed  w h a t  

w a s  h a p p e n i n g ;  he in terpre ted  it, he  j udged  it a n d  m a d e  a dec i s ion  to 

act.  

The  "I Approach"  e m p h a s i s  on facts,  logic a n d  a lack  of e m o t i o n  

often a p p e a r s  cold or condescend ing  to people  of o ther  g roups .  T h e y  

m i g h t  also t h i n k  t h a t  people who  have s p e n t  a lifetime l ea rn ing  h o w  

to solve p r o b l e m s  in a s tep-by-s tep ,  logical f a sh ion  are  ac tua l ly  n o t  

p a s s i o n a t e  a b o u t  w h a t  is going on. 

The  ' ~ e  Approach"  g roups  t end  to solve p rob l ems  in  v e r y  

different  ways .  Some groups  migh t  begin  wi th  a n  emot iona l  pos i t i on  

a b o u t  some th ing ,  a n d  t h e n  connec t  a var ie ty  of facts  ~ s o m e h o w  

to r e a c h  a conc lus ion .  
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While a gang of Hispanic youth were talking with the police at a 

local youth center, the leader of the gang began making a "long, 

impassioned speech, punctuated with gestures and threats." The 

other members of the gang then joined in, shouting their 

encouragement. When the police negotiator wanted everyone to settle 

down, the gang members shouted louder, and accused the police of 

"bad faith, deception and unwillingness to really negotiate." Neither 

group could see what the other group was seeing. The officers wanted 

to have a rational, logical, quiet discussion to begin negotiations. And 

the gang members, by shouting their passionate position, thought 

that negotiations had already begun. 

People with an "I Approach" might think that the other group is 

either too irrational, illogical or out-of-control to solve problems 

effectively. 

:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~!~:~:~:~:~:~:~:~;~:~:~:~;~:~:~:~;~s~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~s~:~:~;~:~:~:~:~:~:~:~:~:~:~:~:~:~:~s~:~:~:~:~;~:~:~:~:~:~:~:~:~:~:~:~::: 
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And, people  who  have a '~Are Approach" might  th ink  that  the  

other group is indifferent, superficial  or insincere.  

A r g u m e n t s  are then lost, and c o m m u n i c a t i o n  s tops  ~ not  

b e c a u s e  of who's  right or who's  wrong  ~ but  b e c a u s e  of di f ferences  in 

h o w  each  group approaches  problem solving. 
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HANDOUT 3.1 

As a concluding exercise on cross-cultural communication, answer the fol lowing 
questions. Write your answers individually. 

. I think the most important factors that interfere with cross-cultural 
communicat ion are: 

2. I think the most important things which help cross-cultural communicat ion are: 

3. The most important thing I have learned from this module is: 

4. I intend to use this information on the job by: 

: ~ :~ :~ :E :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ : : : ~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :1 :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ : z :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ : : ~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~ :~  
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This module  covered the definition of c o m m u n i c a t i o n  ~ the  

send ing  of a message  from a source to a receiver wi th  the  ]t~asr 

possible  loss of meaning,  and the impor tance  of giving a nd  receiving 

feedback  to ensure  effective communica t ion .  

We examined  the code tha t  people use  w h e n  they  c o m m u n i c a t e ,  

and  found  tha t  the code conta ins  m u c h  more  t h a n  the  words,  facial  

express ions ,  tone of voice, pos ture  ~ the  visible s igns  of 

c o m m u n i c a t i o n  ~ given by the speaker  and  listener.  It also i nc ludes  

each  pe r son ' s  values,  a t t i tudes,  percept ions,  a s s u m p t i o n s  a n d  

therefore,  his  or her  stereotypes. 

W h e n  one person sends  a message  to another ,  he or she  ac tua l ly  

c o m m u n i c a t e s  on m a n y  different levels. 

We also d i scussed  the three mos t  basic  skills for effective c ross -  

cu l tu ra l  communica t ion :  listening, checking percept ions  a nd  a s k i n g  

for feedback.  

We t h e n  looked at two general  approaches  to a t  leas t  five a r e a s  

of communica t i on :  words  and speech pa t te rns ,  eye contact ,  ges tu res ,  

use  of space,  and  approach  to problem solving. 
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Module 3: CROSS-CULTURAL COMMUNICATION 
~:~, ~: ~:~:~: ~: :~: ~: ~: ~: ~: :~: ~:: ~: ~: ~:::: ~a?~: ~: ~: ~: ~: ~ ~: ~: ~::: :~:~: : ~ : : : : , : : :  ::: :~: : : : : : : :  ~:: :~:: ~:: ~:::::: ~: ,  :~: ~:,, : : , : : : : : : : : : : : :  ~: ~: ~:: ~:~:: ~:~:~:~:~:~: :~: :~: ~: : ~:~:~:~: ~:~: :~: ~:~: ~: : : : : : : : :  :~:~:~:~ ~,~:~:~: ~: ~: ~:: ~::: :~, ,~,~:~:: ~:~: ~: ~: :~: :~:: : : : :  ~:: ~: ~:~: ~: ~ ? ~: ~:~:~:~: :~:~:: :~:~: ~:: ~::::: :~:~: ~:~:~:: ~:: ~: :~  ~: ~: ~: ~: : :  :~:~ ~:~: ~: ~: : :  :~:~:~:~:~: ~::: :~: ~: :~::: :~:~:~:~:~: ~: ::~: :~:~: ~:~:: :~: ~: :  ~:  :~:~:~:~:~:~;:~:~:~: ~ : : : : :  :~:~:~:~,~:: :~:: :~:~:: ~: ~: ~: ~:~:~: ~: ~: ~ ~::: :~:~: ~: ~ ~: :~: ~: ~: ~,~ ~:~::, :~:: ~: ~: ~ ~: ~: ~: ~:: ~: ~: ~:~: :~ : : : : :  ~:  :~ ~:~:~:~, ~: ~:~: ~:: ~::: ~:::: 

Finally,  we l ea rned  tha t  w h e n  c o m m u n i c a t i o n  b r e a k s  down,  

f ru s t r a t i on  s e t s  in a n d  t empe r s  flare. And w h a t  s t a r t s  ou t  as  a s imple  

m i s u n d e r s t a n d i n g  c a n  quickly blow up  into a potent ia l ly  d a n g e r o u s  

s i t ua t i on .  U n d e r s t a n d i n g  the  p rocess  of c r o s s - c u l t u r a l  

c o m m u n i c a t i o n  c a n  give u s  a sense  of control, a n d  the  abi l i ty to do 

ou r  jobs  effectively. 
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Module 3: CROSS-CULTURAL COMiVlUNICATBON 
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C o m m u n i c a t i o n  is t h e  s e n d i n g  of a m e s s a g e  f rom a s o u r c e  t e a  

r ece ive r  w i t h  t h e  least poss ib le  loss  of m e a n i n g .  

T h e  fou r  c o m p o n e n t s  of c o m m u n i c a t i o n  are :  a speaker, a 

message  of s o m e  k ind ,  a receiver, a n d  feedback.  

Not l istening to the other, not checking our  perceptions, not  

a s k i n g  for f eedback ,  o u r  fears ,  o u r  v a l u e s  a n d  a t t i t u d e s ,  

a s s u m p t i o n s ,  c l a s h  in  c o m m u n i c a t i o n  s ty les ,  e t h n o c e n t r i s m ,  etc .  

~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~a~:~:~:~:~:~;~:~:~:~:~:~:~:~a~:~:~:~:~:~:~:~:~:~:~:~`<~$~;~:~:3~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~ 
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List at l eas t  5 factors  of  e f fec t ive  cross -cu l tura l  

c o m m u n i c a t i o n .  

T h e  five f ac to r s  of effective c r o s s - c u l t u r a l  c o m m u n i c a t i o n  

i nc lude :  t h e  even t  itself, t h e  va lue s  we b r ing  to it, or  t h e  w h a t  is 

i m p o r t a n t  to m e  a t t i t u d e ;  pe rcep t ions :  w h a t  I see,  h e a r ,  t h i n k ,  

feel; a s s u m p t i o n s  a n d  s u s p i c i o n s :  "I a s s u m e  t h a t  h e  or  s h e  s a i d  

t h i s  b e c a u s e . . . "  a n d  c o m m u n i c a t i o n  style: w h a t  a n d  h o w  he  or  

s h e  s a i d  it m ve rba l l y  a n d  non-verba l ly .  

List  three  a u t o m a t i c  ac t ions  people  take  w h e n  t h e y  w i t n e s s  

an event .  

We D E S C R I B E  w h a t  we  see.  

b a s e d  on  o u r  o w n  p e r c e p t i o n .  

o n  o u r  o w n  p e r c e p t i o n .  

We INTERPRET w h a t  we  see  

We J U D G E  w h a t  we  see  - -  b a s e d  

Lis t  a t  l e a s t  two s ty l e s  of c o m m u n i c a t i n g  in  t h e  following: 

O 

| 

W o r d s  a n d  S p e e c h  P a t t e r n s  (Direct  a n d  indi rec t )  

Eye C o n t a c t  (S t r a igh t fo rward  a n d  aver ted)  

G e s t u r e s  (An ima ted  to a l m o s t  still) 
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Module 3: CROSS-CULTURAL COI~MUNICATIO~ 

o Use of Space 

some occasions) 

o Approaches  to Problem Solving (Emotional  a n d  

unemotional)  

(Closeness for all occas ions  a nd  d i s tance  for 

~:~;~:~:~:~:~:~:~:~:~:~:~:~r 
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Module 3: CROSS-CULTURAL COMMUNICATION 

GLOSSARY 

Cul ture  and  Symbols:  Communica t ion  is an  impor t an t  pa r t  of any  

cul ture .  This  communica t i on  does not only occur  t h r o u g h  verbal  

expression.  The use  of symbols  are also important .  Symbols  are par t  

of a cu l tu re ' s  communica t i on  system. In some cul tures ,  ach ievement  

and  a t t a i n m e n t  are symbolized with the acquisi t ion of mate r ia l  things.  

While in o ther  cu l tures  achievement  and a t t a inmen t  are  symbolized 

by the level of respect  an  individual  receives from others .  Al though 

the  symbols  u sed  to communica t e  ideas differ from cu l tu re  to cul ture ,  

the concept  of symbols  and  cul tura l  communica t ion  are universal .  

Cul tu re  and  C om m un i ca t i on  Styles: Each cul ture  ha s  c o m m u n i c a t i o n  

styles appropr ia te  for tha t  cul ture.  In some cul tures ,  m e n  openly kiss  

and  embrace  as  a sign of comradery  and greeting. While in other  

cul tures ,  a s t rong  firm h a n d s h a k e  communica tes  the  very same  thing. 

The ru les  of com m un i ca t i on  vary from cul ture  to cul ture .  It is this  

var ia t ion  t ha t  causes  ambigui ty  and  gives rise to the  need for 

clarif ication and  the use  of effective c ross-cul tura l  c o m m u n i c a t i o n  

skills. One shou ld  never a s s u m e  tha t  c o m m u n i c a t i o n  styles are 

universa l .  
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Gudykunst ,  William B., and Young Yun Kim. Communicating With 

Strangers: An Approach to Intercultural Communication.  2nd 

ed. New York: McGraw-Hill, Inc., 1992. 
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Transparency 3.1 

COMMUNICATION 

Communication is the sending of 

a message from a source to 

receiver with the least possible 

~oss of meaning. 
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T~ransparency 3.2 O 

THE FOUR COMPONENTS OF 

COMMUNICATION 

t a speaker 

a message of some kind 

a receiver 

feedback 
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~Oansparency 3.3 

THE COMMUNICATION PROCESS 

The speaker sends a message that i~ in 

some kind of cocleo The listener 

decodes the message and responds, 

thereby giving the speaker feedback~ 

The code includes: 



0 0 0 



rsparency 3.4 

CODE 

Words 

~aciaH expressions 

Voice 

Eye contact 

Gestures 

P~sture 

Distance 

Perceptions 

Assumptions 

V~ues 
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Transparency 3.5 

EFFECTIVE COMMUNICATION SKILLS 

Listening 

0] Checking Perceptions 

17 Asking for Feedback 
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Transparency 3.6a 

LISTENING 

People a~e more concerned a~out 

what they want to say than with what 

the other person is saying. 
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sparency 3.6b 

[ ]  LISTENING (cont.) 

People jump to conclusions before 

the other person completes hi~ or 

her statements~ 

People hear words rather than ~he 

meaning of the words~ 
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Transparency 3.6c 

1 [ ]  LISTENING (cont.) 

People make assumptions aDout 

what other people mean when t~ey 

speak and they base their 

assumpt ions  On their  �9 

perceptions and classificationso 



lip 



Transparency 3. 7 

THE COMMUNICATION PROBLEM 

know you think you unde rstoo~ 

what l said, but t~ not sure that what 

you heard is what l meant to sago 
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Transparency 3,8 

2~ CHECKING PERCEPTIONS 

What do ~ think is happening in ~his 

~ituation? 

What does the iuvenile thin~ is 

happening in this situation? 
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Transparency 3.9 

3[] ASKING FOR FEEDBACK 

Paraphrase what you th ink the other 

person means by what he or she 8aid 

or did, and 

Ask the other person if ~our 

perceptions are correct~ 
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Transparency 3. ~Oa 

QUESTIONS FOR DISCUSSION 

How accurate were the Commi~e0s 
D 

perceptions and predictions? 

~ow many of the redicti P [] ons were 
influenced by the Committee members , 
own cultural backgrounds? 

What cues did the Committee 
make their predictions? 
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'sparency 3. lOb 

QUESTIONS FOR DISCUSSION (cont.} 

How often do people make iudgment~ and 
predictions on the basis of insuff,icient 
r ' l  

~nformatior~? 

e Did the 
effectiveJy 
Committee 
~or feedback? 

Committee communicate 
with the interviewee? Did the 
members listen well and ~sk 

e What did 
~ssume? 

~he committee members 



ID 



~ ,sparency 3.1 la 

FACTORS INFLUENCING EFFECTIVE 
CROSS-CULTURAL COMMUNICATIO~ 

EVENT 

VALUES and ATTITUDES 

(What is important to meoo.) 

PERCEPTIONS 

~J see, ~ hear, ~ think, l feel ooo) 
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Transparency 3.1 lb 

FACTORS |NFLUENCING EFFECTIVE 
CROSS-CULTURAL COMMUNICATION (conto) 

(t 
ASSUMPTIONS and SUSPICIONS 

assume that he or she said this becauseooo) 

COMMUNICATION STYLE 

~What and how he or she said it 

verbalty and nonoverbally) 
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Transparency 3.12 

PERCEPTIONS and DECISIONS 

We DESCRIBE what we se~ 

~D We INTERPRET wha t  we se~ ~-= 
based on our  own perceptio~o 

3 We JUDGE what  we se~ 
based on our  own perceptio~o 
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Transparency 3.13 

COMMUNICATION STYLES 

Words and Speech Patterns 

Eye Contact 

D Gestures 

D Use of Space 

F1 Problem Solving 
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Transparency 3.14 

[ ]  WORDS AND SPEECH PATTERNS 

~176 App roach  '~ g roups  ~-  Direct  

~"We A p p r o a c h  ~~ g r o u p s - - i n d i r e c t  
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Transparency 3.15 

1--I EYE C O N T A C T  

~176 A p p r o a c h  ~~ g r o u p s  ~ -  Direc~ 

~ A p p r o a c h  ~176 g r o u p s - -  I n d i r e c t  
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Transparency 3.16 

[E] GESTURES 

~ App roach  ~176 g roups  ~ Few ges tures  

~176 App roach  ~ g r o u p s - -  Many 

ges tures  
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Transparency 3.17 

D USE OF SPACE 

~ A p p r o a c h  ~176 g r o u p s  ~-~ Need for  

D is tance  

~~ A p p r o a c h  ~176 g r o u p s - -  Need for  

C iosenes~  
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Transparency 3.18 

THE "1 APPROACH" TO SPACE 

intimate Distance 

Personat Distance 

Social Distance 

Public Distance 
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Transparency 3.19 

5r--i P R O B L E M  S O L V I N G  

~~ A p p r o a c h  ~176 g r o u p s  ~ U n e m o t i o n a l  

~We A p p r o a c h  ~' g r o u p s  ~-- E m o t i o n a l  
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P ~ T Z C X P ~  

~ D O U T ~  
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This article focuse~, on the cui- 
rural aspects of communica t ion  and 
behavior. It describes the basic na- 
ture of culture and then addresse,, 
the naive as.,,umptions held bv man,. 
Americans regarding cultural di~ er- 
>it,,'. The article concludes \,, ith rec- 
ommendat ions  to ove rcome  barriers 
to cross-cultural communicat ion .  

The Basic Nature of Culture 
The complexit.~ of  culture c:m 

best be explained b.\ compar ing  it to 
an iceberg. The tip o t  the iceberg 
represents the external or consciou> 
part of cu i tu re - - i :mguage ,  customs. 
food. etc. The portion that lies be- 
neath the ,.,.ater's ,,urface. ,.\hich 
makes up by far the larger part ot the 
iceberg, corresponds to the internal 
or subconscious aspects of culture. 
This includes the beliefs, thou_eht 
patterns, and v.orld \ i ews  shared bv 
all people in the same social ,.zroup. 

Fur thermore .  internal culture 
d e t e r m i n e s  behav ior .  To  real ize 
what motivates  other p e o p l e s  be- 
havior and hov, the,,' explain their 

}~cha\ ' ,oiL it i> i n l p t } l t a n t  it, ~t:":?fecl- 

,~te their internai cuiture. 
When internal cuiture,, come 

t,>.zether, it is a~, if a collision ,~ccur> 
at the b::>e of the tv, o iccber'..:-. The 
effects o( this impact depend o.n the 
understandine that exists bet\ ' ,een 
the t~\o cultures. 

Naive Assumptions Regarding 
Cultural Diversity 

While ~e  all knov. that peopie 
from other cultures eat different  
types of food and speak different 
lan_~ua,.zes. ~e  often fail to realize 
;hat the\ ab, o have different \ ,:iues. 
l:,eliefs, and thought patterns..",lore 
importantly,  we seldom recoenize 
that our own cultures also program 
us with a particular ,~et of  \a iues .  
beliefs, and thought patterns. 

People hold a number  of as- 
,,umptions about those from cul- 
tures other than their own. These 
assumptions must be examined be- 
fore an,, consideration can be s 
to overcoming barriers to cross-cul-  
tural communicat ion.  

The criminal justice 
community needs to 
wea ve cross-cultural 

awareness into all 
aspects of law 

enforcement training. 

Dr. Weaver is a professor of international and intercultural communications tn The 
School of International Service at The American University, Washington, D.C. 

~ ~.~l l l l l ,19[ l~H1 r : /  ' . ~.~ . h t ~ C I C ( V  ~ l l l ( l  

[ / l d  WtH'KT~)/'L't' .~H/C'OIIIC lt?(H'd 

Jiverw. dift~'rcJ,.ce.s Iwc~,m' 
/c'S.'f I l l lp~ )l'[r 

Simpi.v ip, txin,..: culturail~ dif- 
ferent people togeti-ler does not re- 
,otve misunderstandings and con- 
t'iict. Quite the contrar\ .  Differences 
usuall,, become more apparent  and 
hostilities can actually increase dur- 
in~ encounter ' ;  betv.een culturally 
diverse indi\ iduab,.: 

-ks lon,~ a~, indix iduals >urround 
tnemseixes with those ~ h o  ,i~are 
basic ,. aiues, beiiets, and beha\  iors. 
cuiture can be taken tot  ,.z, ranted. 
Ho,,,,e\er. v, hen these individuab, 
interact xvitin people ~,.ho are cuitur- 
ailv different ,  they see contrasts  
and make comparisons.  In turn. they 
become more av.are of  their ov, n 
culture. 

I ronical l \ .  the best v,av to 
cover  o n e s  culture is to leave it 
enter another. This is especial ly true 
of  internal culture. For example ,  the 
black identity m o v e m e n t  amone  
college ~,tudents in the late 1960s 
did not be,..z'in on black campuses.  
Rather.  it started ,ahen predomi-  
nantly ,,vhite coile,,.:es recruited lar,..:e 
numbers  of black :,tudents. \Vhen 
these Af r i can -Amer i can  students 
f o u n d  t hemse i , , e s  l i t e ra l ly  ,,ur- 
r ounded  b ;  whi te  peop le ,  they 
d idn ' t  become white. They :,imply 
b e c a m e  more  ax~aie o t  ,,,,hat it 
means to be black. The value and 
importance of their racial identities 
d idn ' t  diminish: the,, increased. 

A s s u m p t i o n  #2: "' W e ' r e  all the 

.vame " in :he A m e r i c a n  

meltin% p~)t. 

The notion that '~,,e are all the 
s a m e  spins ot f  the so-called "'melt- 
ing pot" mvth. Granted. some truth 
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lies in the idea that .-kmerica i~ a 
nation of immierants.  Tradi t ional l \ .  
people came from around the world. 
:hre~v their culture into the Ameri- 
can m e l t i n g  pot." and advanced 
economica l ly  because of their o~n  
individual  efforts.  Unfortunatelx.  
this notion represents an exagger-  
ated and romanticized truth. All cul- 
tures did not mel t  into the pot 
equally'. 

What  man,,' immigrants  found 
could be descr ibed as a cultural 
cookie c u t t e r - - a  white, male. Prot- 
es tant . . -knglo-Saxon mold. Those 
who could fit in the mold more 
easily advanced in the socioecon- 
omic system. The Irish. Italians. and 
Poles could get rid of their accents. 
change their names, and blend into 
the d o m i n a n t  white c o m m u n i t y .  
But. African Americans.  American 
I n d i a n s .  and  L a t i n o s  c o u l d n t  
change the color of  their skin or the 
texture of their hair to fit the mold. 
They were identifiably different.:  

During the various cultural and 
racial identity movemen t s  of  the 
1960s and 1970s. people asserted 
their right to be different within a 
plural is t ic  soc ie t \ .  These  people  
cont inual l \  asked. ' W h y  couldn ' t  
individuals retain their differences 
and still have an equal opportunity"? 
Why is it necessary to give up these 
differences to become part of  the 
mains t ream or dominant  culture?" 
The,,' wanted to be recognized not 
for fitting into the white, middle 
class, male mold. which people of 
color and women  could never  do. 
but for their differences. 

Along these same lines, all cul- 
tural, racial, and _e.ender differences 
do not d i sappear  when someone  
dons a uniform. Even though law 
enforcement  asserts that everyone  is 

the same ~hen  ~ear inu blue. tt be- 
comes  practicail~ impos~,ible to 
den,,' the diversity that show,  itsei( 
in the ranks. \Vhat law enforcement  
needs to do is to accept and to man- 
ace this diversitx. In the lon~ run. 
this oniv ,<rengthens law enforce- 
ment oreanizations. 

...as society and the 
law enforcement 

workforce become 
more diverse, the 
ability to manage 
cultural diversity 

becomes essential. 

99 
Assumption #3." It's just a 
matter of communication and 
c o m r t t o l t  ,7~11,7e. 

At least 90 percent of  the mes- 
sages that people send are not com- 
municated verballx, but by posture. 
facial expressions, gestures, tone of 
xoice, etc." These nonverbal mes- 
sages express and shape attitudes 
and feelines toward others. No one 
teaches their meanin_os in school. 
Rather. people subconsciously learn 
the meaning of nonverbal  messages  
bv grooving up in a particular cul- 
ture. At the same time. the,,' assume 
that everyone shares these mean- 
ings. In realitv, just the opposite is 
true. 

C o n s i d e r  the Folloxving 
scenario: 

A Nigerian cab driver runs a 
red light. An officer pulls him 
over in the next block, stop- 

ping the patrol car at least 
three car leneths behind the 
cab. Before the police of f icer  
can exit the patrol car, the 
cabbie gets out of his vehicle 
and approaches the officer.  
Talking rapidly in a high- 
pitched voice and mak in e  wild 
gestures, the cab dr iver  
appears to be out o t  control ,  or 
-~o the officer believes.  

.-ks the officer steps f rom his 
car. he veils for the cab dr iver  
to ,~top. but the cabbie cont in-  
ues to walk to,yard the officer.  
When he is about 2 feet away.  
the officer orders the cabbie  to 
step back and keep his hands 
to his sides. But the cab dr iver  
continues to babble and 
advance toward the officer .  He 
does not make eve contact  and 
appears to be talking to the 
ground. 

Finally. the off icer  c o m m a n d s  
the cab driver to place his 
hands on the patrol vehicle and 
spread his feet. What  began as 
a routine stop for a traffic 
violation culminates  in charges  
of  disorderly conduct  and 
resisting arrest. 

This scene typifies many  of  the 
encounters  that take place daily in 
the United States between law en- 
forcement  and people of  other  cul- 
tures. A simple traffic ; io la t ion  es- 
calates out of control and b eco mes  
more than a matter  of c o m m u n i c a -  
tion and common  sense. It repre- 
sents t~vo i cebe rgs - -d i f f e r en t  cul- 
t u r e s - c o l l i d i n g  with devas t a t i ng  
results. 

To unders tand the final out- 
c o m e .  we need to e x a m i n e  the 
breakdown in nonverbal  c o m m u n i -  
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cation. First. most Americans kno~ 
to remain seated in their vehicie~, 
when stopped b \  the police. But the 
Nis exited his cab because lie 
wanted to shoxv respect and hum~l- 
it,, by not troubline the officer to 
leave his patrol car. The >uspect 
used his ov,n cultural rule of thumb 
~common sense ~. which conveyed a 
completely different messaee to the 
officer, who viev,ed it as a challenge 
to  his authorit\ .  

The Ni~_erian then i,..:nores the 
c o m m a n d  to ' - , tep b a c k .  .klost 
l ikeh,  this d o e s n t  make an,, sense 
to him because, in his e,. e~,. he is not 
even close to the officer. The seem[ 
distance for conversation in Nigeria 
is much closer than in the tn i t ed  
States. For Nigerians. it may he less 
than t5 inches, whereas 2 feet repre- 
sents a comfortable  conversat ion 
zone for Americans. 

Another nonverbal communi-  
cat ion behav ior  is e,,e contact .  
Anglo-Americans expect eve con- 
tact durin_~j con" xe rsauon" the lack of 
it usua lh  ,;i,_,nifies deception, rude- 
hess. defiance, or a means to end a 
conversation. In Ni,.zeria. tmxvexer. 
people often sho,,v resp, ect and hu- 
miiit \  by axerting their e~es. While 
the officer sees the cabbie defianth 
"'babbling to the ground." the Nige- 
rian believes he is sending a mes- 
sage of respect and humility. 

Most likeh', the cab driver is not 
even av,are of his wild _estures. 
high-pitched tone of  voice, or rapid 
speech. But the officer believes him 
to be "'out of control." 'unstable ."  
and probably. "dan_qerous." Had the 
cab driver been an Ans 
can. then the officer 's  reading of the 
cabbie 's  nonverbal behaxior v,ould 
have been correct. 

One o( flw primar.,. :c-,uhs t,~ a 
meakdo~vn in commLm~cations i,, a 
-cnse n( bein,..: out e lcontrol :  ,.et. in 
!a~.v enlorccnlcnt. COll[lO] ,rod act:on 
are tantamount. Lnfoltunatelx. ;,i',e 
need for control combined with the 
need to act often make> a ,,ituation 
,,vnrse. ' D o n t  iust ,,tand there. Do 
,omethin,,: ' .  i-, a xer,, An,.:lo-Amer'.- 
can admoniuon. 

V','ith the Ni,.zerian cab driver. 
the officer took control usine hi< 
cuiturai common  ,,cn>e ,.,.hen :" 
mi,..:ht ha',e been more u,,eful to io~k 
at x,,hat ~,,as actually :akin" place. 
(]t  course, m ambi,,uou, and ,-,tl,2.-;,,- 
Iul ~,ituations, people ,cidom take 
time to t ruh examine the rnotixat- 
in,_, behaviors in terms of culture. 
Rather. they x iev. ,.,,hat i:, happening 
in terms of their mvn experiences. 
\',hich comes off heine ethnocen- 
t r i c - a n d  usualh x,, rong. 

i;i; 
Law enforcement 

professionals need 
to develop cultural 

empathy. 

Law enforcement professionals 
need to develop culmru/ c m p a H l \ .  
The,,' need to put themselves in 
other peoples, cultural :,hoes to un- 
derstand xvhat motivates their be- 
havior. Bv understandine internal 
cultures, they can usualh explain 
why situations develop the ~vav the\  
d o . . A n d  it" the,,' kno~ [heir o ~ n  
internal cultures, they al>o knov, the 
reasons behind their reactions and 
realize ~,.hv the,,' may feel out of 
control. 

-Ls.sumpnon ,v ..1.. C~)nrlic': l,, 

c(mrlic.:, rca, urdle.<s ~)r the 

~Hlltlrd. 

Durins face-to-face ne,..:otia- 
tions v,ith police at a local 
youth center, the leader of a 
,.zan_o of Mexican-American 
adolescents suddenlx be:.:ins t,~ 
make Ion,,,. m~passioned 
,~peeches. punctuated v,iffl 
gestures and threats. Other 
members ot the group then 
join in by shoutins ,.,.ords o( 
encouraeement  and a,.zreement. 

.~ police nes tries to 
settle the group and get the 
ne_ootiations back on track. 
This only leads to more 
shouting from the Chicano 
,,an-, members. They then 
accuse the police of bad 
deception, and an unv.ill 
ness to ' real ly  negotiate. 

Believins that the neo_otiations 
are breaking down. the police 
negotiator begins to leave, but 
not before teilins the leader. 
' W e  can ' t  negotiate until ,.,~u 
get ,,'our act toeether ,.',here ',~ e 
can deal with one spokesper- 
son in a rational discu.,,sion 
about the issues and relevant 
facts.'" 

At this point, a Spanish- 
speaking officer interrupts. He 
tells the police negotiator. 
"'Neeotiations a r en t  breakin,, 
down. Thev 'xe  just begun." 

Among  members orcertain eth- 
nic groups,  inf lammatory  words 
or acce le ra ted  speech are often 
used for effect, not intent. Such 
~v ords and s serve as a means 
to get attention and communicate  
feelines. 
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J-~)r c \ampic .  J:din~ ::n ar'Ju- 
.:lent. it v, Ollld tlO[ De "lnconlmon lor 
,t . \ l e x i c a n - A m e r l c : ~ n  to ",Jlotlt [o h i ,  
; r i end .  ' I ' : n  <_'oln,_: ' . ,  ~,iii \~m ii \(~u 

, io  that  ; . i T a i n .  In me An,.zio CUItLue. 
:i~is cicarlv demoi]-trates a ti~reat to 
do harm. But. in the context t)i the 
Hispanic culture, this simpt.v con- 
'.evs anger. Thererere. the Spamsn 
word "'matar'" Ire kiil~ is often u~,ed 
to show feelin<es, not intent. 

In the ,zane ,,cenario. ti~e an,.zrv 
,~ords merely  indicated , incere  
,_'motionai involvement by the ,..z:.tn~ 
members, not ttlre'ats. But to the 
,elite ne,_'c)tiator. ,,.ppeared :> ~r 
!le ,, *' _ e l l _  \ ' ,Lib, dll , . . [r ' ,  :tTationaJ..Lild 

,,ut ot controi. In reality, the emo- 
tional outburst she\red that the ean~ 
members \ \anted to beein the ne,.z,o- 
tiation process. Te them. until an 
e x c h a n g e  o f  s incere  emot iona l  
words occurred.  :;o ne,.zotiations 
could take place. 

Each cul ture presents  argu- 
ments d i f f e r en th .  For example.  
Anglo-Americans  tend to assume 
that there is a short distance betxveen 
an emotional, xerbal expression of 
disaereement and a full-bloxvn con- 
il ict . . '~lrican-Americans think oth-  

erwise. F~r  black Americans. >tat- 
ing a position with feeling sho~vs 
,inceritv. Howexer. white Ameri- 
cans might interpret this as an indi- 
cation of uncontrollable anger or 
instability, and even worse, an im- 
pending confrontat ion.  For most 
blacks, threatenin_~ movements,  not 
angr.v words, indicate the start of a 
fight. In fact. some would argue that 
fights d o n t  begin ,.\hen people are 
talkim_, or areuine, but rather, when 
the',' stop talking. 

Mainstream Americans expect 
an ar_vument to be stated in a factual- 
inductive manner .  For them. facts 

:'re~,cnted inl t iaJ i \  :;! a i a i r l x  
,~ilelllOtlOrlLtl '.ALI',. Jk'c:d tO Cl L ' t ) n c ' J t l -  

-:{~n. -[-!~C '...[reLtteF ~lt l i ] lDer ~I reie\  LIR{ 
:dOt> ,.it tilt20Il',et, :l:e lllore {?eiSkla- 
-ixe tile ar'_'ument. 

A f r i c a n - A m e r i c a n s .  ,~n the 
.,ther hand. tend to he more affec- 
:ixe-intuitive. -Fhex i~e,'in ~ ith the 
~'!110Hon:ll m~,airion I,qlo~.v,-,~t 

mainstream presentation as insin- 
cere "rod impersonal, while ~hite 
\mericans see the black presenta- 

iion a~ iprationai and too personal. 
\ l anv  times, ars are lost be- 
cause of differences in style, not 
,ubstance. Deciding w h o ' s  right 
and ~vhos wrong depends on the 
cultural style of communicat ion and 
thinking used. 

Differences in argumentat ive 
,~tvles add tension to any disa~ree- 
merit. As the Chicano gang leader 
presented his a t fec t ive- in tu i t ive  
argument ,  o ther  gang  member s  
joined in with comments  of en- 
couragement, agreement, and sup- 
port. To the police negotiator, the 
',3'-an-E member s  a p p e a r e d  to be 

, . I I 1 i t c d  i n  L{ CIiL~LIC L [ n d  t ) l l  tF le \ e [ - g e  

. , I d  c o i 1 t r o n t a t i o l l .  

~ O n l e t l  n l d ~ .  \ l ] , J  I o -  A l l l c F i c a n s  

;,. 'act h\ \', l tJ ldra\k ill~ In to  a >uper-  
tactuai-inductl \e mode in an effort 
to calm thin<_,.,,, down. Unfortunately. 
ihe emphasi> on facts, los pre- 
-cntation. and lack or emotion often 

~rc , s t  m tnc ~ ~e~.s o~ umcrs. 
Law e n f o r c e m e n t  o f f i c e r s  

,houtd remember that racial and cul- 
tural perceptions affect attitudes and 
R1oti\ate behavior.  In c lose-kni t  
ethnic communities,  avoidins loss 
of face or shame is often very impor- 
tant. Combatants find it difficult to 
back away or disengage from a con- 
flier. A s  a result, third parties must 
intervene to avoid  loss o f  face. 
These intermediaries must know all 
disputants. Their goal is to bring 
about compromise  because every- 
one has to continue livim, to~ether 
in the community.  

This is exactly the role Presi- 
dent Carter pla.ved in negotiations 
bet~veen Israel and Egypt. Begin 
and Sadat could not have signed the 
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c n l : o r c e l T t e n t  ~ o r i < [ o t c e  i?eC{}lllC 
m o r e  d ixe r se ,  the a b i i i t \  to m a n a e e  
c u l t u r a l  d i v e r s i t y  become '<  c-.>,en- 
~iai. Tho>,c a s  ~hat do  nt~t 

.:, H i > p a n i c - .  I n s t e a d .  ~he t e r m  

�9 C h i c a n o  i, u~uall~ u>ed b \  .x',lexi- 
, : a n - A m e r i c a n s .  t~h i le  the  t e r m  
' L a t i n o  i, ~retetTed b\  tho>e I rom 
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. . , \ , t rench, ,  into all :i-,pect., ,~t lu~\ 
c:l l-+,) lCClllCIlt  [l:.liFlill'_'. L+L'.\ e l l l  

�9 "icIlt .  CXCCLIEi\C>, R+IU>t ',"2il[iZC 

:.- not cnous to brine i~ a '..z'endcr" 
expert af ter  . , o m e o n e  ; iIes , c x u a l  
]~,j.l;.lS,>lllellt chLIFs Of  :.l "TLIC+2'" ..ix- 

r c r t  af ter  u racial  i n c i d e n t  , , t ou r , .  
T h r e e - i t o u r  ~\ orkshoDs on :t -,pocil{c 
(,~!')IC ,_ i , ) ; tO(  ", t+iSC ProDi~2R1- .  t ~ ' : , ' - - -  

jLt:,ELIILLI ;.-Lit..'-, cLlC ',ilLeI'7..':t..[CL'.i 17,c'. 

+ . : i t t l O t  :"J vli ' ,COtilleC',Cv-I. 

( ) v e r c . m i n a  B a r r i e r s  to Cross -  
c u l t u r a l  C o m m u n i c a t i o n  

W h a t  c a n  t h e  c r i m i n a l  iu , t i cc  

, J ,~l l lFl l t . lni t}  d~.) t o  c n > L l t e  a ; l l O I e  c t ! i -  

!uraiix axvare ~x ori, .Iorce .~ T,~ beg in .  
!: .t\  t, e l l [ O l C C l l l e r l t  p r o r e , > i o n a l >  l l lU'+,t  

l,l~gn, H?c t ,  , , u n  , ~ z [ u , c  E,.el \ (me 
: ted>,  t,~ a p p r e c i a t e  the i m p u c t  ,,( 
' .heir i n d i x i d u a i  cu t t u t e>  ,m their  
. a i u e s  :md b c h a \ i o r s ,  bt)llletlllle>. 
~he bc.,t ~vu\ to ,.z'ain ~ili>, kno\v icd'..:c 
{, by in ten> , t \ c l \  interactin'_" ,.~ilh 
:i~ose x~i~o arc c u i t u r a i i \  d i f fe ren t .  
H e \ r e \ e l .  llt\', e n f o r c e m e n t  prolc~,- 
, ional>, IIILIs ;.tlV,,LIVx bear  ill tl-ll 
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{nat culture, b,, definition, i~ ,t een- 
~.'ralization. (Tuhural rule> ,,r pat- 
~erns nexer appi> t,~ cxer,,one i l l  

exerv ,~ituation. 
The next :~tep i~, to /own Ut')(Hll 

:'he JiffY, rent (tt/tme'x rbmt j  ~:~fittn 
, ' / ld UL'UIICV t l l l J  i l l  [ l i d  c ( ) t l l IH I I I I [ [ \ ' .  

Hov, ever. no one hhouid [el,, on 
cuttural-:,peciric ' ,guidebooks" ,~r 
, implis t ic  do ' s  and d o n t s  lists�9 
While >uch approaches to cultural 
awarene.,,~, are tempting, the\  do not 
provide sufficient insieht and are 
,fften counterproducti \  e. 

First. no ~uidebook can De ~ti~- 
-olutel', accurate, and man,, cover 
important issues in abstract or ge- 
neric terms. For example. . ,everat  
different nations comprise South- 
east Asia. Therefore.. when promot- 
ing cultural awareness, la~ enforce- 
ment agencies should concentrate 
on the nationality that is predomi- 
nant ;vithin their respective commu- 
nities, i.e.. Viemamese.  Laotian. 
Cambodian.  etc. At the same time. 
these agencies should keep in mind 
that cu l tu re s  are c o m p l e x  and 
chancing. .Managine cultural diver- 
,it,, al>o means heine able to ad- 
iU.',t tO t h e  transformations that m a y  

be occurrin,e \~ithin the ethnic 
communi t \ .  

Second. reh'in~2 on a euidebook 
approach can be disastrous if it does 
not provide the answers needed to 
quest ions arising durimz a crisis 
situation. It is much more useful to 
have a broad framev, ork  from which 
to operate when analvzino. _ and inter- 
preting any situation. Such a frame- 
work should focus on internal, not 
just external, culture. Knov.ing \'al- 
ues. beliefs, behaviors, and thouo_ht 
patterns can onh '  assist law enrorce- 
ment when dealine v, ith members of 
ethnic communities.  

Law e n l o r c e n ] e n t  p r o l e ~ > i o n a i >  

.houid aI>o mMcr~;wzJ [/~' Jwzwn- 
;t.', (~[ C'l'()', S-c'll/[Ill'(.ll { 'O IH I I I I I I I I { ' ~ I -  

[U ) I I .  c t d i l l . ~ [ l l l C I l [ .  ~'ll([ (~U I [ ' / I ' ( ' [ .  

When communication breaks down. 
frustration >cts in. When this hap- 
pens. law enforcement reacts. This 
presents a ~ cry ,,criou.,,. and poten- 
t ialh daneerous. >ituation for offi- 
cers because of the emphasis placed 

The criminal justice 
community cannot 
afford to ignore the 
diversity of cultures 
in American society 

or within the 
profession itself. 

on ahvavs beim: in control. Under-. 
standing the process of cross-cul- 
tural interaction eixes a sense of  
control and allows for the develop- 
ment of copin,,:, stratemes. 

Final lx .  law e n f o r c e m e n t  
,hould &'ve i ,p  crrt~.~-c'zdtmo/ Cr,n- 
I I l l l lUL 'U[ I ' t 'g ,  dIIUIVtI'L'UI', dllg[ i l l [ # l ' -  

pre to t i ve  ~kil ls. Awareness and 
knowledge are not enough�9 Know- 
ing about the history and religion of 
a particular ethnic group does not 
necessarily allow a person to corn- 
municate effectively with someone 
l:rom that group. The ability to com- 
municate etfectixelv can only be 
learned through experience, not by 
readin- books or listenin- to lec- 
tures. At the same time. being able 
to anahze  and interpret a contlict 
between people of different cultures 
can also only be mastered throueh 
experience. 

Conc lus ion 

Culture regulates people':, bc- 
~',, lor and thought patterns. Durin~ 
.m encounter hetv.cen ~ndi\ idual~ o( 
dif ferent cultures, ti~e d~namic:, of  
: : oss -cu l tu ra i  in terac t ion come:, 
into pia.',. An inabilit\ to comnluni-  
c,.:te on the part of those ~nvol \ed 
',-a~ses barriers that oftentimes mac-  
niP, the differences and escalate the 
conflict. 

The criminal iustice c o m m u n i t \  
cannot afford to i,.:nore the diversity 
~,t cultures in American >octet\ ,,r 
v,~tnin me [)rore>,~on it>elf..",Iain- 
[amin~ traditional expectations and 
norms only ,c r \es  to broaden the 
chasm bet,aeen lav,. en fo rcemen t  
agencies and the citizens xvhom the', 
,,erve. 

Police professionals need to un- 
derstand the cultural aspects of  com- 
munication. They also need to real- 
ize that the i~,>ue centers not on 
eliminatine diversity, but rather on 
how' to manage it. and more impor- 
tantly, on hox,, to learn from it..0- 
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Gainesville parole officer W.R. Berry visits a Hispanic parolee and his family. The mans son, center, helps translate their conversation. 

Georgia 
Language.and 

Parole Officers Confront 
Barriers 

by M a r s h a  Bailey 

G ainesville.  Ga.. streets are congested on  Friday 
,af ternoons ,aith cars and pickups pulling in and out 
of bank parking [ors. tractor-trailers on their way to 

,rod from poultry-processing plants and peonie ileadin,.z tor 
downtown shops. The scene is reminiscent o[ an earlier era 
when lain1 families made their weekl\  piignmages to the 

nearest decent-s ized town to stock up on suppl ies  and 

conversation. 
But today ", scene is cosmopoli tan.  A glance at pedestrian?, 

reveal,, a cuituraJly diverse population in this t i t \  of ig.()()(L 

Continued on page 120 
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I'he "Poultry Capital of the World" now draws job-seekers 
from many parts of the world, particularly Central America 
and Mexico, helping to expand the Hall County population to 
nearly 100,000. Gainesville parole officers are among the 
local social service and law enforcement workers learning to 
work within a broader cultural context. 

District Chief Ronnie Forrester says there are not large 
numbers of Hispanics on parole. Perhaps each of his 14 
officers supervises just one during a year. However, that's 
likely to increase over the next few years due to the steadily 
rising population of Hispanics in Georgia---especially 
Gainesville--and due to the increased reporting of crimes 

within the Hispanic community. 
Irene Baraniuk, human services director of the Latin 

American Association in Atlanta, says that the Hispanic 
influx is due to job opportunities in Georgia--particularly in 
Gainesville's poultry-processing plants. They attract im- 
migrants directly from Mexico, diverting them from a Cali- 
fornia or Texas destination, where job markets are glutted. 

"The people drawn here are true workers," says Brendan 
Brennan, the association's social services director, who is 
also a consultant for law enforcement agencies. "They work 
constantly to send money back home or to establish a decent 
living here. Often Anglos have the attitude. 'I must go to 
work.' These Hispanic immigrants willingly work extra 
hours, two jobs, do anything to send more money back home. 
The work ethic keeps most out of trouble: the undocumented, 
especially, tread carefully, aware of their precarious situa- 

tion." 
Parole statistical categories do not accurately indicate the 

number of Hispanics under parole supervision. A random 
statewide survey of parole officers reveals only an occasional 
Hispanic on district caseloads, with a higher number in urban 
areas such as Columbus and Atlanta. Gainesville has more, 
not only because of its growing Hispanic population, but also 
because out-of-state Hispanic parolees, particularly from 
Texas, transfer to the area to be with relatives who will help 

them find work. 
While the work ethic prevents most from getting into 

trouble, the desire for money sometimes lures others to the 
quick profits of drugs. "Of course, some of this is deliberate," 
Baraniuk says, "but some also stems from a newly arrived 
Hispanic being taken advantage of by another Hispanic. It 
may also be the result of simply doing something without 

giving it any thought. 
"Many migrants are not literate in Spanish. much less 

English." Baraniuk adds. "They become easy victims." 
Both Baraniuk and Brennan caution against lumping all 

Hispanics into the same category. Aside from individual 
educational and attitudinal differences, customs of countries 
vary widely. They say, however, as a start in working with 
His'panics whose English is poor or who have not adopted 
American culture, there are some general facts parole officers 

can use: 
Religion. Hispanics. churchgoers or not. generally have 

great respect for religion. Whether they are Catholic or Prot- 

estant or a member of a non-mainstream religion such as 
Espiritismo or Santeria--both of which mix belief in Catholic 
saints with psychic powers and the spirit world--Hispanics 
generally listen to the counsel of religious leaders, it i: 
for parole officers to work with ministers, priests or 
in establishing supervision plans for Hispanic parolees, espe- 
cially if they have special needs. The church is also a likely 

place to locate translators. 
Family. Hispanics have a united family. Many live in 

extended family households in which carino--unqualified 
canng and protection--is evident. Parole officers should 
always enlist the aid of the family in working with Hispanic 
offenders. Brennan says it is often productive to speak to each 
family member about the benefits of a parolee entering a 
counseling program, for example, since the desire to help 
family members is part of carino. Older family members may 
also be much more influential than in the average Anglo 

family. 
The negative side of carino is that families may be hesitant 

to condemn aberrant behavior in parolees. For this reason 
parole officers must quickly establish trust with families to 
receive critical information about a parolees' behavior. 

Machismo. According to Brennan, the Hispanic male's 
relationship with women is determined by the definition of 
roles. A female parole officer should have no Problem super- 
vising a male Hispanic as long as she establishes her official 
role initially. The Hispanic male may continue to treat other 
women in his environment differently, but most Hispanics are 
very much aware of the status of women in American soc ie j j lL  

Communication. Brennan and Baraniuk say parole o ~  
cers may hear a lot of commotion during field visits to 
Hispanic homes. Hispanics generally are more immediate 
and vocal in communication: sometimes the dialogue sounds 
more intimidating than it really is. In dealing with Hispanic 
offenders, parole officers should be direct and to the point 
when instructing, and should expect to See more reaction from 

parolees. 
Brennan reminds parole officers that most people learning 

a new language understand it better than they speak it. Hispa- 
nic parolees may not be able to respond rapidly or correctly 
in English, but usually if they have been here for a while, they 
comprehend clearly spoken English. 

Brennan and Baraniuk understand the difficulties public 
agencies have in dealing with non-English speakers, but they 
decry the idea that immigrants must learn English before they 

get help. 
"True, to function well in society you must learn English," 

Baraniuk says, "but it's unreasonable to expect immigrants 
to incorporate immediately into a new culture. I believe there 
is an obligation for public service agencies to reach the people 
they are mandated to serve. Hopefully, they will hire bilingual 
workers, but, in the meantime, those working with Hispanics 
should at least learn the Spanish pronunciation of the alphabet 

Q *  , ,  

and how to ask in Spanish. 'Would you spell that for me.~tb ,  
Ah 

Marsha Bailey is an editor for Georgia Parole Review. 

printed with permission. 



C mmu j atJo  
Improving Law Enforcement"' , image 
By 
GARRY L. PRITCHET-I", M.Ed. 

A n officer pulls over a ve- 
hicle for running a red 
light. While approaching 

the driver, the officer automatically 
rests a hand on the butt ofa  holstered 
pistol. Then. leamng down and glar- 
ing, at the motorist through the open 
window, the officer sarcastically 
comments. "'They d o n t  make red 
lights anv redder than the one you 
just ran. buddy. I want to see your 
driver 's license, vehicle registra- 
tion. and proof of insurance--nght 
now!'" 

The majorib' of police-citizen 
contacts occur face-to-face---either 
one-on-one or in small groups--  
during traffic encounters, inter- 
views, media briefings, or other 
conversations in both formal and 
informal settin_qs. The manner in 
which officers present themselves. 
both verbally and nonverbatly, has a 
great impact on their, professional 
image. It also affects the public's 
view of their departments and its 
attitude toward law enforcement in 
general. 

Because of the complexities of 
the communication process and the 
effects that poor communication 
can have on police officers, their 
departments, and law enforcement 
as a whole, police departments need 
to develop effective communication 
training programs. This article pro- 
rides an overview of the communi- 
cation process, as well as guidelines 

" r  
t'--. 

. --., . - ~  
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:or  police administrators to follow 
~hen implementing communica- 
;ion training in their departments. 

THE C O M M U N I C A T I O N  
PROCESS 

Interpersonal communicat ion 
involves understanding the dvnam- 
its of sending and receiving verbal 
and nonverbal messages. Whether 
officers realize it or not. their ability 
to relate to others directly affects 
every action they perform on duty. 
This includes not only what the or- 
ricers say but also the way thev sav 
it. Their tone of voice, facial expres- 
, ions.  posture, and general de- 
meanor  broadcast  messages  to 
those with whom they interact. Of- 
ten. these nonverbal elements send 
stronger messages to the listener 
than verbal ones. 

Paralanguage 
An individual sends messages 

not only through language and 
words but also by tone of voice. 
pitch, and inflection. This form of 
communica t ion  is ca l led  para- 
language. Like body language.  
paraiangua~_e also expresses  
ctnotions. 

Active emotions, such as anoer 
and fear. tend to be expressed bv a 
fast rate of speech, loud volume. 
high pitch, and "'blaring" tone. In 
contrast, passive emotions, such as 
,adness. are communicated bv a 
~lower rate of speech, lower vof  
ume. lower pitch, and a more reso- 
nant quality. Furthermore. a high 
ratio ot pause time to speaking time 
characterizes grief, while anxiety 
produces nonfluency or blockages 
in speech. 

These voice characteristics can 
also provide clues to the truthful- 

aess ot the person speaking. A de- 
ceptive individual may become 
less fluent and stutter more fie- 
quently. Deceptive answers to ques- 
tions will liken be tess plausible. 
lon_aer, and contain more fillers. 
such as "uh.'" -va know." or other 
common expressions. 

Hearing Versus Listening 
Heanng simply means the abil- 

ity to perceive sounds. Merely hear- 
ing what another says prevents of- 
ricers from contributing to the 
communication process and causes 
misunderstandings, mistakes, frus- 
tration, and less successful conflict 
resolution. 

In contrast, police officers who 
learn effective listening skills ac- 
auire additional facts that allow 
them to form accurate judgments 
about incidents or individuals .  
Armed with more accurate informa- 
tion. officers can respond or act 
more intelligently and identify bet- 
ter alternatives to resolve situations. 

Effective listenin~ also demon- 
,trates to others that the officer is 
aware ot and sensitive to their emo- 
tions. 

Kinesics 
Through kinesics, the study of 

nonverbal behavior, scientists have 
learned that facial expressions,  
gestures, posture, and other body 
movements transmit messages that 
either reinforce or contradict the 
spoken message. Understanding the 
possible meanings of expressions 
and gestures provides important in- 
qght into a persons feelings. 

For example, the directions of a 
person's gestures can signal truth- 
fulness or deceit. Individuals telling 
the truth tend to gesture away from 
themselves, while those trying to 
deceive usually gesture toward their 
bodies. 

Nonverbal behavior also com- 
municates information, expresses 
the personality of the communica- 
tor. and integrates the ongoing 

gl 
Officers adept at 
interpreting the 

nonverbal behaviors of 
others will be more 

effective interviewers 
and interrogators. 

Lieutenant Pritchett serves with the 
Pocatello, Idaho, Police Department, 
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communication process. Individu- 
als most often use body language to 
express emotion. And. because they 
usually learn body language sub- 
consciously over time. it becomes 
almost an extension of themselves. 

In fact. research data suggest 
that information obtained from 
nonverbal behavior accurately re- 
flects the personality, and emotions 
of the person being observed. Fur- 
thermore, individuals who accu- 
rately express emotion can better 
judge the expression of emotions in 

others. 

Proxemics 
To communicate  effectively. 

officers need to understand and re- 
spect the importance of proxemics. 
or personal and social space. In 
American culture, individuals des- 
i~nate concentr ic  "'bubbles" of 
s)ace around themselves and allow 
only certain people into these 
�9 "bubbles." There are four categories 
of individual space--intimate, per- 
sonal, social, and public. 

Intimate space extends from ac- 
tual physical contact outward, from 
6 to 18 inches. Only close friends 
can enter this space. Personal space 
continues from 18 inches outward to 
.,t feet. Individuals allow personal 
and business acquaintances entry. 
here. Social space encompasses 
distances of 4 to 12 feet from the 
body. Individuals granted access to 
this'space include informal business 
and formal social contacts. Public 
space includes everything 12 feet 
and beyond. 

When uninvited persons vio- 
late another's personal space and 
approach the intimate space, the 

intrusion invokes tension, fear. 
and a sense of being crowded. The 
person whose space has been invad- 
ed may react with the fight-or- 
flight response. 

In addition, an invasion of an 
individual's personal space pro- 
duces anxiety, and most people find 
it increasingly difficult to lie when 
they feel crowded. Therefore. police 
officers who adeptly manipulate 
spatial relations when conducting 
interviews or interrogations will 
most likely enjoy ~ea te r  success in 
ferreting out the truth. 

Cultural Considerations 
The United States has become 

a multicultural nation. The allure 
of individual freedom and the pur- 
suit of personal ambitions continue 
to draw people from around the 
world. Although the early immi- 
~_rants settled in larger metropolitan 
areas, today, every, area of the coun- 
try, whether urban, suburban, or ru- 
ral. will likely house individuals 
from different cultures. Therefore. 

law enforcement officers need to 
learn both the verbal and nonver- 
bal ways bv which various groups 
communicate. 

The communicat ive process. 
while different for each culture, is 
comprised of essentially three com- 
p o n e n t s - l a n g u a g e ,  culture, and 
ethnicitv. These three components 
are important factors in the forma- 
tion of a self-concept, as well as in 
the development of cognitive and 
coping skills. Each culture has dif- 
ferent �9 "rules" regarding speaking 
and listening. Awareness of these 
cultural rules enables officers to be 
sensitive and responsive to the ex- 
pectations and restrictions oovern- 
ing the communication process of 

the culture. 
Body contact is the area of 

nonvert~al c o m m u n i c a t i o n  that 
causes the most trouble with cross- 
cultural interaction. Society houses 
both contact and noncontact cul- 
tures, and police officers need to 
recognize which cultures are contact 
cultures and which are not. In con- 
tact cultures, physical closeness. 
occasional touching, and frequent 
o_esturing are important and desired 
components of the communication 
process. Typical contact cultures in- 
clude Arabs. Southern Mediter- 
raneans, and Latin Americans. 

On the other hand. people from 
noncontact cultures interact with 
others from distances that preclude 
physical contact. Examples of these 
cultures include the En,,lish and 
Northern Europeans. Anglo-Ameri- 
cans tend to fall in between the 
two. but most lean toward non- 
contact interactions. Police officers 
who understand the communicative 

24 / FBI Law Enforcement Bulletin 



patterns of specific cultures can 
more accurately interpret the non- 
verbal behavior of the members of 
these groups. 

C O M M U N I C A T I O N  
S K I L L S  TRAINING 

Unfor tunate ly .  many police 
training programs give insufficient 
attention to the importance of devel- 
oping effect ive communica t ion  
skills. These agencies simply as- 
sume that officers" communication 
skills will develop as they gain ex- 
perience. However. without formal 
training, officers may learn only 
from the examples set bv others. 
They will then employ these skills. 
whether effective or not, both on 
and off  the job. 

To communicate effectively,  
police officers must gain an under- 
standing of the myriad of verbal and 
nonverbal message elements that 
are communicated consciously and 
subconsciously bv the participants 
in all interactions. In addition, thev 
must not only learn appropriate 
communication behaviors but also 
how to match those behaviors to the 
demands of particular situations. 
Officers exhibiting poor communi- 
cation skills mav be perceived as 
havin_~ a 'bad attitude" or 'abrasive 
personality." not only bv their su- 
pervisors and peers but also bv the 
citizens with whom they come into 
contact. 

Training Issues 
Police managers should con- 

duct communication training at a 
very basic level. Training issues 
should evolve from situations that 
police officers and other agency per- 
sonnel encounter every dav. These 

may include dealing with peers, su- 
pervisors, superiors, subordinates. 
and farmlv members, in addition to 
typical situations encountered in 
calls for police sen'ice. 

Attitude can be the greatest ob- 
stacle when implementing an effec- 
tive communication training pro- 
gram within a police agency.  
Individual police officers often 

The person whose 
space has been 

invaded may react with 
the fight-or-flight 

response. 

view efforts to improve their com- 
munication skills as either a criti- 
cism of their abilities or an attempt 
to discredit their "tough" image. 
They mav believe that such training 
interferes with their ability to take 
charge of the situations in which 
they often find themselves thrust 
with little or no advance warnin_~. 
The,,' may not recognize how com- 
municat ion skills relate to the 
stresses of police work. 

For example, police officers at- 
tempting to control a hostile situa- 
tion may establish themselves as the 
authority and expect or demand that 
evervone comply with their orders. 
In such a case. poor communication 
mav only inflame the situation and 
provoke a violent reaction, thus lim- 
iting the officers options for resolv- 
ing the incident. 

Command and staff personnel 
within an agency often profess the 
importance of effective communi- 
cation skills but do not allocate de- 
partmental funds to develop and im- 
plement a communication skills 
training program. Yet. most agen- 
cies' performance evaluation pro- 
cedures establish standards for 
evaluating the oral and written com- 
munication skills of individual of- 
ricers. Officers who receive a low 
or unsatisfactory score in either 
of these categories rarely receive 
any department-sponsored, formal 
training to help them improve their 
communication skills. 

Therefore. an effective commu- 
nication training program begins 
with efforts to change the attitude of 
all employees within the police 
agency. Everyone must believe that 
improved communicat ion skills 
will benefit not only the individual 
employee but also the organization 
as a whole. 

Guidelines 
The first critical step in achiev- 

ing a professional level of compe- 
tencv rests with the command  
personnel of a law' enforcement 
agency. The process cannot be~in 
until the command staff commits 
itself to developing organization- 
wide competence in communica- 
tion. Teaching personnel effective 
communica t ion  skills improves 
the per formance  of the entire 
agency and enhances its ability to 
meet the demands for efficient 
public se~ice. 

Next. police administrators  
must determine who should re- 
ceive training. Three groups of 
people within the agencv should 
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-eceixe priority. Command-level  
?ersonnet. critical to the agency s 
"unction. should receive first atten- 
qon. Improvements in their ability 
:o communicate xvill often result in 
:neasurabie improvements in over- 
all department productivity. Sec- 
ond. employees who regularly deal 
with the public, either directly or 
through the media, must receive 
training because they can build a 
healthv, productive communication 
relationship between the agency' and 
the community'. 

Finally. employees  who are 
critical to the departments  internal 
networking function should receive 
training�9 These individuals may be 
clerical personnel, managers  of 
laboratory operations, telephone 
operators, or division super~'isors. 
among others. 

R o l e - P l a y i n g  

One of the more successful 
methods of teaching effective com- 
munication involves role-playing. 
Role-pla.vine places off icers  in 
different scenarios, thus allowing 
them to practice different  com- 
munication skills. It also affords ot- 
:leers the opportunity to gain in- 
.io_ht into anothers  point of view 
and to accept this perspective as 
ie~_itimate. 

BENEFITS OF G O O D  
C O M M U N I C A T I O N  

Effective communication helps 
police officers to identify addition- 
al. alternative courses of action 
when responding to calls for serv- 
ice. Bein~ ~_ood listeners and under- 
.tanding'-tl~e importance of spatial 
relations and other nonverbal com- 
munication allow officers to de- 
fuse potentially violent situations 
and resolve them in a peaceful 
manner. 

Body' movements Ikinesics~. 1 
body position ~proxemicsl. and 
paralan~ua~e are spontaneous and 
involunta~' messages that can pro- 
~ide ciues to the speakers emotions 
and accurately indicate deception. 
Officers adept at interpreting the 
nonverbal behaviors of others will 
be more effective interviewers and 
interrogators. Likewise. effective 
communication enables officers to 
deal more successfully with their 
peers, as well as their superiors. 

Furthermore. improved com- 
munication provides a more effec- 
tive tlow of information throughout 
the poiice agency. This. in turn. fa- 
cilitates better coordination among 
the various departments, resulting 
in increased productivity. 

CONCLUSION 
The rapid changes in our society 

since the tumultuous 1960s and 
1970s have resulted in the public's 
holding' law enforcement to a higher 
standard of behavior. Never before 
in the history of law enforcement 
have police officers been held more 
accountable for their actions, not 
only bv the public but also bv the 
court and other law enforcement 
aoencies. 

- Bv learning to be more effective 
communicators, police officers can 
achieve the standards of conduct 
expected of them by' the public. 
without surrendering authority', re- 
,ponsibility. or discretion�9 With 
proper training, the traffic stop can 
become: 

�9 Good morning. I stopped you 
because you failed to stop for 
the red light at the last inter- 
section. May I see your 
dnver's license, vehicle 
re oistration, and proof of 
insurance, please?" ~" 
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.-I spec~rai reDort  on a'n 'ers~tv  

"LANGUAGE SHOULD DESCRIBE THE ACCOM- 

PLISHMENTS OF THE HUMAN RACE IN TERMS 

OF ALL WHO CONTRIBUTED TO THEM. 

ROSALIE 5IAGGIO.  THE .\'O.\5EXIST Y~"ORD FL\DER 

TEe 
of 

"F 

BY CATHuRI.  E 5 I .  PETRI.XI 

~ros are what  hold - ,  <,- 
eta' t o g e t h e r .  said .5ma~ 
C h a s e .  an A m e r i c a n  

economts t  and author.  Untortuna~eiy. 
the  w o r d s  c h o s e n  by many speakers  
,rod wri ters  o u e n  push  peop i e  anan  
\ \ o r d s  m a k e  a d i f f e r e n c e .  Tra |ner> 
,md manauers  \ \ n o  use them ~\eii ,or  
bad]v~ can  i laxe an e n o r m o u s  roll.u- 
once on entpioyee attitude,>. 

Lan~uaue used in business corrl.mtl- 
n |ca t |ons  q ]ou id  be . . reclusive .-atner 
than 'exciusive. <iv divers,t3" exty=rts 
In c~mer words ,  it si~ould encomr~a>s 
:rod respect  the wide vaner ,  or peoDie 
in t he  v , o r k t o r c e .  Tha t  w o r k f o r c e  

a n d  e t h m c  b a c K z r o u n d s ,  rei i ,alons.  
,,,,ues. pnvs,cai  anti mental cnaractens- 
:tcs. and sexuai {)rientatlons. 

LANGUAGE THAT RESPECTS DiVERSiTY 

BEGINS WITH s UNDERSTANDING THAT 

PEOPLE ARE PEOPLE FIRST. WERE ARE 

SOLVE GUIDELINES FOR t~s sURE 

YOUR BUSINESS COMK~UNICATIOHS RE" 

FLECT THE DIVERSITY OF YOUR WORK" 

FORCE AND CUSTOI~ER B/ISE. 

Lanflua,~e ti]at r e spec t s  d i \ e r ~ [ ~  
be~tns ~ith an understanding ti]at oco- 
pie are peop ie  first. Employees ~houid 
be  def ined  by the .-kills they bring to 
the workr)[ace, not by physical or cui- 
trot-at charactenst~cs d-rot are irrelevant to 
thei r  !obs. Of cour>e,  c h a n g i n g  t h e  
h a n d i c a p p e d  to p e o p i e  with disabih- 

not transtorm amtuoes. BLI[ it c a n  c o n -  

tr ibute to an a tmosDnere  ,n ~\hlch an 
empio~,~ s lob Denonn~nce is >e~n a~ 



more  important  than his or  her  physi-  
cal ci~allenges. 

Cus tomers  a re  d ive r se  as  well .  I t s  
just bad  bus iness  to use  sa les  letters. 
t raining manua l s ,  p ress  r e leases ,  and  
p resen ta t ions  that are  l ike ly  to ai ien-  
ate po ten t ia l  cl ients .  Most  o f  us pre-  
fe r  to d o  b u s i n e s s  w i t h  f i r m s  t ha t  
s h o w  us s o m e  r e s p e c t .  In g e n e r a l .  
p e o p l e  s h o u l d  b e  c a l l e d  w h a t  t he ' ,  
w a n t  to be  c a l l e d ,  as  l o n g  as  t h o s e  
terms are accurate and  clear. 

For  e x a m p l e ,  m a n y  p e o p l e  w h o  
h a v e  AIDS o r  t es t  p o s i t i v e  for  HIV 
s a y  t h e ' ,  a r e  o f f e n d e d  b y  t h e  t e r m  
"AIDS v ic t im."  w h i c h  t h e y  f ind  d i s -  
e m p o w e r i n g .  An a c c e p t a b l e  a l t e rna -  
t ive .  ' p e o p l e  w i t h  AIDS."  is o b j e c -  
tive. accurate ,  and  eas i ly  u n d e r s t o o d .  

Some  cr i t ics  o f  " 'pol i t ica l  c o r r e c t -  
n e s s  a r g u e  tha t  w e  s h o u l d n t  a l t e r  
the  l a n g u a g e  j u s t  to a p p e a s e  a few 
extremists ."  But the  n u m b e r  of  ' n o n -  
tradit ional" w o r k e r s  in the  l abo r  force 
is more  than  "few." In fact. it 's more  
t h a n  half. a c c o r d i n g  to  t h e  H u d s o n  
I n s t i t u t e s  Workforce 2000. Bes ides .  
t h e  rea l  r e a s o n  fo r  u s i n g  b i a s - f r e e  
w o r d s  has more  to d o  wi th  c lea rness  
a n d  a c c u r a c y .  M a n v  t r a d i t i o n a l .  
exc lus ive  t e rms  a re  m i s l e a d i n g ,  con-  
fusing, or  d o w n r i g h t  incorrect .  

B u t  w h e n  I w r i t e  "man. '  I m e a n  
w o m e n ,  t o o .  is a c o m m o n  a r g u m e n t  
fo r  r e t a i n i n g  t e r m i n o l o g y  t h a t  
e x c l u d e s  s o m e  p e o p l e .  But c o m m u -  
n i c a t i o n  i n v o l v e s  m o r e  t h a n  the 
\ \ r l t e r -  i n t e n t .  Ii: s o m e  r e a c i e r s  
. t > s u m e  t h a t  m a n  i n c l u d e s  o n l y  
m a i e s ,  t h e n  the  i n t e n d e d  m e a n i n g  
has not been  conveyed . . -Vnd  if some  
reade r s  have  to p a u s e  for a m o m e n t  
~o d e t e r m i n e  t h e  i n t e n t ,  t h e n  t h e  
wri ter  has i n t r o d u c e d  an  u n n e c e s s a r y  
:~mbigmty. W h y  use  a t e rm that  may  
confuse  or  mi s l ead  m e m b e r s  of  '`'our 
a u d i e n c e ,  w h e n  c l e a r e r  o p t i o n s  
, s u c h  as ' h u m a n )  are  ava i lab le?  

5 o n ] e  o f  t h e  n l o s t  u s e f u l  a n d  
a p p r o p r i a t e  w o r d s  are  t h o s e  that  are 
tl~e most  s i m p l e  a n d  ob j ec t i ve .  Here  
are  "~ome g u i d e l i n e s  for m a k i n g  sure  
t h a t  t he  l a n g u a g e  y o u  c i ~ o o s e  
inc ludes  a n d  r e spec t s  the  ind iv idua l s  
ti~at m a k e  u p  y o u r  d i v e r s e  w o r k -  
force. 

Gender issues 
W o m e n  m a k e  u p  54 p e r c e n t  of  the  
p o p u l a t i o n ,  bu t  man,," p e o p l e  ( m e n  
an t i  w o m e n ~  c o n t i n u e  to  u s e  i an-  

guage  that ignores or tnvial izes  them. 
Do not use gende r - spec i f i c  nouns  

a n d  p r o n o u n s  to re fer  to "gene r i c "  
g r o u p s  o r  p e o p l e .  F o r  e x a m p l e .  
' E v e r y o n e  s h o u l d  turn  on  his com-  
puter." is an i napprop r i a t e  instruct ion 
in a t r a i n i n g  s e s s i o n  tha t  i n c l u d e s  
men  and women .  

Some  p e o p l e  s u g g e s t  u s i n g  the  
p lura l  p r o n o u n  ( " they" )  in al l  such  
cases.  Somet imes  that 's  an exce l l en t  
solunon,  but it shou ld  be  d o n e  care- 
fullv. "Everyone shou ld  turn on  their  
computer"  is ungrammat i ca l :  "even, -  
o n e "  r e q u i r e s  a s i n g u l a r  p r o n o u n .  
Instead.  t~" -.~1 t ra inees  s h o u l d  turn 
o n  the i r  c o m p u t e r s . "  "Each  o f  vou  
s h o u l d  turn  on  y o u r  c o m p u t e r . "  or  
'Eve ryone  shou ld  turn o n  his or  her  
computer ."  

A.nother c o m m o n  a rgumen t  against 
gender -neu t ra l  p r o n o u n s  g o e s  some-  
th ing  like this: "I u s e d  ' he '  b e c a u s e  
practically all of the workers  I was  talk- 
ing about are men." But ff even  one  of 
the  worke r s  was  a w o m a n ,  t hen  the 
statement was illogical and  exclusive. 

. \ lanv c o m m o n  n o u n s  a n d  v e r b s  
are also need les s ly  sexist.  For  exam-  
ple .  your  d e p a r t m e n t ' s  " M a n p o w e r  
Stud'`-- m i g h t  e a s i l y  b e  r e t i t l e d  
'Staffing 5tudv." 

If '`our c o m p a n y  has job titles that 
spec i fy  sex (such  as f o r e m a n ,  chair-  
man. or salesman),  cons ider  changing  
t h e m  to e n c o m p a s s  al l  q u a l i f i e d  
applicants. When mascul ine  terms are 
u sed  :,or s u p p o s e d l y  ' g e n d e r - f r e e  
conce .~ t s ,  s t u d i e s  s h o w  t h a t  b o t h  
w o m e n  a n d  m e n  a r e  m u c h  m o r e  
likeh- ~o assume that the'`" target men. 
says Rosalie .',lagg~o in 77)e .\bnse.x'ISt 
Word Finder(Beacon Press .  1988)  
I t s  best  to c l e a r  up  an'`" a m b i g u i t y  
and  avoid  g iv ing  of fense .  T h e  solu-  
t i on  c o u l d  be  as  s i m p l e  as  u s i n g  
' c o u n e r  instead o)  d e l i v e m ' m a n . "  or 
' w o r k e r  instead of  ' w o r k m a n .  

lob desc r ip t ions  br ing  u p  a no the r  
c o m p e i l i n g  r e a s o n  to a v o i d  g e n d e r -  
biaseci  ! a n g u a g e :  A iob  d e s c r i p t i o n  
tha t  uses  e x c l u s i v e  l a n g u a g e  m a v  
leave a c o m p a n y  v u l n e r a b l e  to EEO 
lavvsums, according to gu ide l ines  pub- 
l i s h e d  by  the  C l e v e l a n d - b a s e d  
I n t e r n a n o n a t  Wr i t i ng  Ins t i tu t e .  And  
g e n d e r - b i a s e d  l a n g u a g e  t h a t  is 
i n fused  th rou j2hou t  v o u r  o r g a n i z a -  
t ionai  cul ture  c o u l d  l eave  you  o o e n  
to "env~ronmenta i  sexua l -ha rassment  
[ aw ' su l t s .  

When  dea l ing  wi th  l a n g u a g e  invo lv-  
ing  r a c e  a n d  e t h n i c  h e r i t a g e ,  t h e  
wa tchwords  are sens i t iv iw a n d  accu-  
racv ,  But s o m e t i m e s  t h e  a r r a v  of 
choices  can be confus ing ,  e v e n  to a 
d ivers i~ ' -minded  b u s i n e s s p e r s o n .  

For e x a m p l e ,  h o w  d o  y o u  k n o w  
w h e t h e r  to u s e  t h e  t e r m  ' b l a c k s .  
"African A m e r i c a n s , "  o r  " p e o p l e  o f  
co lo r "  in y o u r  d i v e r s i t v - a w a r e n e s s  
class? 

S e v e r a l  f a c t o r s  c o u l d  i n f l u e n c e  
that decision.  

If y o u r e  n o t  a m e m b e r  o f  t h e  
g roup  to wh ich  v o u r e  refer r ing ,  the  
best  so lu t ion  is to f ind s o u r c e s  w h o  
are. Interview staff, ask p e o p l e  a b o u t  
their  p re fe rences ,  a n d  k e e p  u p  wi th  
c u r r e n t  t r e n d s  a n d  r e s e a r c h .  But  
r e m e m b e r  that  p e o p l e  a re  i n d i v i d u -  
als. One  p e r s o n s  o p i n i o n  i s n t  neces -  
sarily represen ta t ive  of  a large  g roup .  

In the  e x a m p l e  a b o v e ,  a l l  t h r e e  
o p n o n s  m a y  be  c o n s i d e r e d  a c c e p t -  
ab l e .  "Black"  is s t i l l  t h e  p r e f e r r e d  
t e r m  a m o n g  b l a c k  A m e r i c a n s ,  
a c c o r d i n g  to  a r e p o r t  in  a r e c e n t  
issue of  Dicnonames: Journal of the 
Dictlonarv Soczetv of  North Amemca 
r c i t ed  in Copy Editor. D e c e m b e r  
1 9 9 2 , ' J a n u a r v  1993) .  But  " A f r i c a n  
A m e r i c a n  is g a i n i n g  in p o p u l a r i t y .  
says the stud',', and  s o m e  g r o u p s  pre-  
fer ' p e o p l e  of color." 

Your  c h o i c e  wi l l  d e p e n d  o n  the  
exact meaning  you are trying to con-  
vev: the three terms are not  svnonv -  
mous .  A f r i c a n  A m e r i c a n  m a y  no t  
i>e app rop r i a t e  it s o m e  e m p l o y e e s  of  
Mrican descent  are  not  A m e n c a n  cit- 
i zens .  ( A n d  r e m e m b e r  t h a t  s o m e  
p e o p l e  w h o  c o n s i d e r  t h e m s e l v e s  
Africans are  wh i t eL  And  ' p e o p l e  o f  
c o l o r  f requent ly  e n c o m p a s s e s  m e m -  
bers of a variety of  races. K n o w  vour  
a u c i i e n c e  a n d  c h o o s e  a w o r d  t ha t  
will be  a c c e o t a b l e  to its m e m b e r s - -  
bu t  a l s o  m a k e  s u r e  t h a t  y o u r  
in tended  mean ing  is clear.  

The same genera l  p r inc ip les  a p p i y  
to o t h e r  cu l tu ra l  g r o u p s .  For  e x a m -  
pie. s o m e  m e m b e r s  of  H i span ic  cui-  
tures  o r e f e r  '~he t e r m  " L a t i n o  o v e r  
H i s p a n i c .  In gene ra l ,  e i t h e r  o n e  ~s 
a c c e p t a b l e ,  bu t  the'` '  a r e  n o t  i n t e r -  
c h a n g e a b l e .  ' L a t i n o "  re fe r s  o n l y  to 
p e o p l e  from Latin Amer ican  cul tures .  
It d o e s  no t  a p p l y  to  E u r o p e a n  
Hisoan ics .  ' H i s p a n i c  e n c o m o a s s e s  
both groups .  
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" ,  ,nd r e m e m b e r  tha t  b o t h  t e rms  
Puallv refer to a var iety of  distinct 

cultures. A dearer  and more  respectful 
choice of terrmnoiogy acknowledges  a 
p e r s o n s  c o u n t r y  o f  o r ig in ,  if i t s  
known.  " P e r u v i a n  or  "Venezuelan."  
for in s t ance ,  m a y  be  p r e f e r a b l e  to 
Hispanic"  or 'Latmo." 

A similar guideline applies when  re- 
fernng to native .~Ttencans. For exam- 
pie. c h o o s e  " S i o u x  or  " C h e r o k e e  
over "'native ,~merican," if that infor- 
mauon is available. 

Bv the  w a y ,  o p i n i o n s  d i f fe r  on  
" 'native A m e r i c a n "  a n d  " A m e r i c a n  
Indian ."  B o t h  are  n o w  in c o m m o n  
usage. If v o u r  a u d i e n c e  prefers  one  
over the other, use it. Agam. ' i f  y o u r e  
not part of the g roup  you ' re  refernng 
to. you'll be a more  effective commu-  
nicator if you  learn from its members  
about their preferences. 

The area of personal  charactenstics--- 
especially physical disabilit ies--brings 
up s o m e  of  the  m o s t  c o n t r o v e r s i a l  
' m g u a g e  issues. N o w h e r e  is it more  

tpo r t an t  to  d e f i n e  p e o p l e  first as 
)eople (or  emp loyees ,  w h e n  appro-  
p r i a t e ) - -no t  as the bearers  of  irrele- 
vant  p e r s o n a l  traits  or  {worse )  the 
�9 v i c t ims  of those traits. 

This issue sparks a lot of  disagree- 
ment. even a m o n g  professional  busi- 
ness c o m m u m c a t o r s .  C o n s i d e r  the 
: - ecommendanons  of  the newlv pub- 
[ ished ed i to r i a l  s ty le  g u i d e  to The 
E c o n o m i s t  m a g a z i n e .  T h e  g u i d e  
adv i se s  wr i t e r s  th.at "'the h e a n n g -  
~mt)azred are s impP/  d e a f  It is no 
disrespect to the disabled sometimes 
to describe them as crippled. " (Italics 
are from the original.) 

Despite that r ecommenda t ion ,  you 
shoulci avo id  refer r ing to p e o p l e  as 
d e a f  or 'b l ind"  in general  business 
commumcat ions .  For one  thing, very 
few p e o p l e  ac tua l l y  fall into those  
c a t e a o r i e s :  in m o s t  c a se s ,  a m o r e  
accurate choice  w o u l d  be something 
like this: w i t h  hear ing impairments  
or 'wi th  low vision." 

C r i p p l e d "  is m o r e  o f f e n s i v e  
I d e n t i f y i n g  an  e m p l o y e e  as. for  
example .  ' t h e  c r ipp led  a c c o u n t a n t .  
places the disabil i ty a b o v e  the per- 
son and  the  iob: it c o n n o t e s  some-  
o n e  w h o  is to  be  p i t i e d .  T h e  
accountan t  w h o  uses a w h e e l c h a i r .  
carries no nega t ive  conno ta t ions ,  it 

s imply identifies the pe r son ,  in the 
same way that "'the accoun tan t  w h o  
sits in the third cubicle" would.  

Many commonly  used terms cart3" 
similar connota t ions ,  even  w h e n  the 
wri ters  or s p e a k e r s  in tended  mean-  
ing is innocuous.  

In mos t  c o n t e x t s .  ' p e o p l e  w h o  
suffer from c a n c e r  (or any illness or 
condi t ion~ is p r e s u m p t u o u s ,  e spe -  
cially w h e n  it c o m e s  t rom a pe r son  
who'  does not have cancer .  It's also 
likely to be inaccurate or  unverifiable 
if u s e d  to re fe r  to  a l a r g e  g r o u p .  
�9 "Cancer patients," whi le  appropr ia te  
m some cases, is f requendy misused. 
O n l y  p e o p l e  w h o  are  u n d e r g o i n g  
treatment can be cons idered  patients. 
Also. the term de f ines  p e o p l e  on ly  
t h r o u g h  their s ta tus  as pa t ients .  In 
b u s i n e s s  con t ex t s ,  a be t t e r  c h o i c e  
might be the more  neutral  " 'employ- 
ees with cancer." 

'Re ta rded"  and  "senile" are com-  
monly  used  peiora t ively .  D o n t  risk 
alienating your  audience.  Refer to the 
specific condi t ion instead: for exam- 
ple. A l z h e i m e r s  or  D o w n s .  If the  
cond i t ion  is u n k n o w n  or  the usage  
must e n c o m p a s s  a b r o a d e r  range of  
individuals. "peopte  with mental  dis- 
abilities may be appropriate.  

You d o n t  have to sacrifice clarity" 
in order to avoid offense. Some peo- 
ple suggest  ' d i f f e r en t l y  abled"  as a 
subsntute for "with disabilit ies. '  The 
intennon ~s admirable, but the mean- 
,,ng is unciear .  All of  us are differ- 
enflv abled.  D i s a b i l i t i e s  carr ies  a 
m e a n m g  that  is m o r e  l ike ly  to be  
cons is tent ly  u n d e r s t o o d  bv readers  
or  l isteners 

If you find vourseif  reaching for a 
m u d d y  euphem~sn ' ,  to  r e p l a c e  an 
offensive word,  stop. Think carefully 
abou t  y o u r  i n t e n d e d  m e a n i n g ,  Go  
back tO your  network of sources and 
f ind a n o t h e r  w a y  to e x p r e s s  w h a t  
you want to say. Then  sav it in a way 
{hat ~s both sensitive and dear .  - 

CathQr174 p| zs manur ing  editor 
of Training & D e v e i o p m e n t  magazzne. 

To purchase reDmnts of  this article. 
p l eas e  s e n d  y o u r  o r d e r  to ASTD 
Customer Support. 1640 King Street. 
Box 1443. A l e x a n d r i a .  VA 22313-  
204 ~ 5in,~le reprznts,  at 5(S eacb.  
mus) be prepazd. Bulk  orders ~ 50 or 
more~ may be hilled. Phone 703/68~- 
,~129 jbr  pr'ice |nJorrnation. 

m a n a g e r s .  

The challenge ot empowerment is 
learmng to manage others not on the 
basis ot formal organizanonal power 
but on the basis of personal influence 

This seminar on self-management an( 
the management of others helps 
participants learn 

~ behavior is a vehicle for 
meeting personal goals 

~ to look behind behavior to 
uncover motivation 

oHow to manage confl ict 

oHow to build successful teams 

Solutions Management, Inc. 
Corvallis, Oregon 97330 
(503~ 757-8521 
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.labia I.gles! 
Knowing basic street talk can mean survival 

BY ROBERT L. DE~T 

3Iancopa Co,mtv 5hent]'s O..~ce deputy' talks with some local men. 

av, en fo rcemen t  of f icers  face the 
potenua! for tragic misunderstand- 

ines when dea l ing  with non-Eng l i sh  
~peaking people.  Learning a few sim- 
ple basic words can reduce those pos- 

sibilities. 
In this coun t ry  there is a g rowing  

need for officers to have the abili ty to 
communica te  with Spanish-speaRing 
people under a wide vanetv of circum- 
stances.  Some  off icers  now confront  

this need on a daily basis. 
-~ l anguage  barr ier  has long sepa- 
:1 off icers  from basic communica-  
with H i s p a n i c  peop l e ,  a bar r ie r  

that s o m e t i m e s  t h r e a t e n s  or  cos t s  a 
life. Too often it has cost the life o! an 

o f f i c e r  who r e c e i v e d  no t r a in ing  in 

basic "'Survival Spanish." 
"'Survival Spanish" encompasses  a 

b r o a d  s p e c t r u m .  It is the a b i l i t y  to 
c o m m i t  to m e m o r y  bas i c ,  s u c c i n c t  
commands  and phrases that can make 
the difference be t~een a simple arrest 
and a deadly confrontation. This abili- 
ty p rov ides  off icers  ~ i t h  the tools  to 
,.:am control  of s i tuauons  where they 

never were before. 
Survival  Spanish also assures offi- 

cer safety, improx es communi ty  rela- 
uons and provides an effective method 
of communica t ing .  It is the abi l i ty  to 
ask an ~niured person to point to their 
injury: and to communicate to a fri_,zht- 

ened child at an accident scene that his 
mother or father will be OK. It is com- 
municating in a polite manner in order  
to elicit  cooperat ion and respect while  
diffusing a potential ly dangerous situ- 

ation. 
It a l so  a l l o w s  o f f i c e r s  to m a k e  

i n v o l v e d  p e r s o n s  a ~ a r e ,  t h r o u g h  
act ions  and speech,  that the}' are f a i r  
and impar t ia l .  It can be ~erv f rus t ra t -  
ing for an officer to carry out a profes-  
sional invesugat ion if his communica-  
tion or attitude is misinter9 feted bv the 

victim, witness or suspect. 
Off icers  ~hould be a~are  that  for-  

ei , ,n-born subiects  ma~ have miscon-  
cepnons  about the poilce and iudic ia l  
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,vstem. Thev may be completely igno- 
rant of the American .judicial s;,stem 
as well as their own. The presumption 
or innocence is not part of many other 
judicial systems. 

Some foreigners may be too timid 
to interact  with people outside their 
immedia te  communi ty  and linguistic 
group. Many fear the police. 

Pol ice  off icers  must  deve lop  the 
conf idence  of the non-English speak- 
ing person. Regardless of  percept ion 
of  guilt, differing cultural values and 
n a t i o n a l  o r ig in ,  o f f i c e r s  s h o u l d  

acknowledge  the humanity of those 
they encounter. 

Ongoing tramtn~ is crucial to team 
about differin_a cultural perspectives. 
Understandin,2_ these perspectives can 
enhance an off icer 's  personal safety 
during escalauon of any tensions. 

Communities of immigrant popula- 
t ions are often highly cohesive  and 
rumors  of  problems with police are 
perceived to affect the entire commu- 
nity. A police action approached with 
p ro f e s s iona l i sm  will withstand the 
scrutiny of  open court and enhance the 

Pollce;  Equipment ? 

SPECIFY "HWC" 
As the Police ECluiDment Division of Hamburger Woolen Co., Inc. we 
maintain an in-stocK service on more titan 200 items of police ecluip- 
ment, inc luding badges, handcuffs,  night sticks, leather goods, 
flashligl~ts, whist les and whis t le  chains, and much more. Each of 
these items is manufactured to meet the highest quality standards 
that our  I~arent com0any  has o f fe red for over  50 years. We sell 
tl~rougn dealers ONLY! 

440 Lafayette Street. New York. NY 10003 
Ask for our new catalog 

Call Toll Free: 800-221-3464 for  i n fo rma t i on  on dealer locat ion.  
FAX-212.979-0671 

reputation of the officer and his agency 
within the communi ty  

O f f i c e r s  who  are not p roper ly  
t r a i n e d  r e g u l a r l y  lose cour t  cases  
because they fail to correctly advise a 
person of  their rights or ask for con- 
sent to search as mandated by law ~r 
depa r tmen t a l  policies.  Many t i m e ,  
through no fault of the officer, cnm~ 
nal su spec t s  go free because  polic~ 
cannot  commun ica t e  with victims to 
obtain timely information. Paramedics 
c a n n o t  ask  acc iden t  v ic t ims  where  
they  are  in ju red ,  and o f f i c e r s  are 
injured or  killed because they cannot 
e f f e c t i v e l y  c o m m u n i c a t e  even  at a 
very basic level. 

There  is a need to train officers of  
the s lang and profanities used by the 
H i s p a n i c  c r i m i n a l  e lement .  Use  o f  
p r o f a n i t y  is o f ten  an ear ly  warning 
i n d i c a t o r  tha t  the encoun te r  is pro-  
gress ing beyond  the bounds of  polite 
c o n v e r s a t i o n .  O f f i c e r s  w o r k i n g  in 
bilingual settings should be able to lis- 
ten and recognize  slangs and profane 
words. Their lives could be at stake. 

When  teaching "Survival Spanish," 
I first ask if any student knows how to 
say "No , "  in Spanish. Of  35 students. 
normally three will raise their hands. I 
then ask the remaining students what 
they would say to a non-English speak- 
ing. Hispanic suspect if they saw him 
r e a c h i n g  for  a gun. Usual ly  there is 

frightening silence. 
I po in t  out that if the s tudents  do 

not  e v e n  k n o w  h o w  to say " 'No" in 
Spanish. the.',' are not going to be able 
to control  this or an',' other type of life 
threatening situation. I"No" is same in 
Spanish as it is in English.) 

Following are some important, basic 
phrases officers should know: Please: 
Thank  you:  Hello:  You ' re  welcome:  
Mav I help ,,ou?: What is your name?: 
What  is , ,our date of birth?: Can you 
read'?: Can vou write?: May I see .','our 
..... ?: Do you understand'?: D o n t  move: 

No Talking. 
Adminis t ra tors  frequently tell me 

that the,,' have a Spanish speaking offi- 
cer  ava i l ab l e  to translate for a non-  
S p a n i s h  speakin,-" o f f i ce r  if one is 
needed.  Or that one can be called to 
the scene  or a te lephone t ransla t ion 
service can be used. I reply that offi-I 
cers in the field seldom can wait for a 
t r ans l a to r  to arrive and c o m m a n d a  
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~uslgect to: Drop the gun'.: Put your 
hands up!. D o n t  mo~e!, etc. Nor can 
8aey wait to tetl an accident victim not 
~o move. or ask him to point to where 

~ ,njured. 
iticers must be able to recognize 

the "red flags" of potenual violence by 
.mderstanding the slang and profani- 
~;es used by the c r i m t n a i e l e m e n t .  
Officers must know that slang, profan- 
!ties and idioms used by the criminal 
element are ever changing. Frequent. 
updated  t ra in ing  is needed to stay 
abreast of the street vernacular. 

The only viable solution to the prob- 
lem is adequate training. Patrol offi- 
cers must be educated and made aware 
of the words/phrases used by Hispanic 
suspects  to warn a c c o m p l i c e s  of  
impending  d i scovery  or action that 
will e f f ec t  thei r  f r eedom.  These  
words /phrases  are used to disguise  
verbal messages and are intended as a 
secret communication. 

There  are also p re -a t t ack  verbal  

cues such as: 
-Aguas! (Officer is in deep water) 

I AH-goo-ahs) Lit:--waters 
Tumba ~ Slang for heroin or the offi- 

will be killed) (TOOM-bah)  Lit: 

,b 
Madre.  en la IKill him. Send him 

back to his mother ' s  womb) I MAH- 
dreh. en lahl Lit: in the mother 

Sumeie ~To stab the officer~ iSOO- 
meh-ieh~ Slang for: stick it in 

Sofoque  tOr ten  refer red  to as a 
~oiice officer~ ~oh-FOH-keh~ Slang 
for: A ~tupid person, in Tex-Mex used 

for dummy/crazy person. 
Sacaie Ios pedos ~Terrif.v or scare 

~he officer~ ~SAH-kah-ieh [ohs PEH- 

dohs~ Lit: Let his ~as out 
Azuies ~ Police officer; lah-SOO- 

lehs~ L~t: the ones in blue. Other slang 
inciutle: Chota. Placa. Narco. La Jura. 

Caplro 
]a le  ~HAH-leh~ Slang for: the 

quff/thmg/contraband 
Escu~e ~Slang for rifle or shotgun~ 

tess-KOO-peh~ Lit: to spit 
Cohuete Slang for: firearm I KOH- 

et-en ~ Lit: rocket/firecracker. ~ Fierro. 
like the ~:ar. i~ bider term for f i rearm 

Lit: Iron 
La inca tlah PEE-kah) Slang for: 

knife 
B r o n c a l b r o h n - K A H ~  Slang for: 

bad s~tuat,on/proOlem 

Pinta Pinto t PEEN-tah) I PEEN- 
toh~ Slang for: pnson, ex-convmt 

The public expects law enforce-  
ment officers tooay to be well trained 
aria responsive to ~ts needs. Meeting 
that expectation will enhance the pro- 
fessional image and standards of law 
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I ODULtE SUMMARY 

0 
Medule 4: gMPL#CAT#�9 FOR YOUR JOB 

TARGET POPULATION: 
Law Enforcement/Juvenile Justice 
Practitioners. 

TBME ALLOCATUON: 
2 Hours 

SPACE REQUHREMENTS: Tables set in U shape, classroom or rounds of 5/6. An 
open area for role play exercises. 

PERFORMANCE OBJECTIVES: 

At the end of this module, 
participants will be able to: 

List 5 questions you need to 
ask yourself when you deal 
with persons from a different 
cultural group. 

<> Respond effectively to 
encounters with persons from 
different cultural groups on 
the job m based on the skills 
you learn in role play 
situations. 

EVALUATUON PROCEDURES: 

<> Oral Summary 

<> List 5 questions you need to 
ask yourself when you deal 
with persons from a different 
cultural group. 

<> Respond effectively to 
�9 encounters with persons from 
different cultural groups on 
the job m based on the skills 
you learn in role play 
situations. 

METHODS: 

Lecture 
Group Interaction 
Role Play Exercises 

TRAINING SUPPUES, AIDS, AND 
EQUIPMENT: 

Flipchart 
Transparencies 
Over-head Projector 
Participant Manual 
Writing Paper 
Pens or Pencils 
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iViodule 4: liViPLICATIONS FOR VOUR JOB 

Let's begin our  final module: Implications For Your Job. Actually,  

~ve~3T~ing tha t  we've talked about  today has  definite impl ica t ions  for 

your  job. When  we talked abou t  how you see things,  how you 've  

unknowing ly  stored so many  ideas, va lues  and  opinions in your  own 

s u b c o n s c i o u s  minds,  we're talking abou t  w h a t  you br ing to the  job.  

W h e n  we ta lked about  how m u c h  of your  subconsc ious  is filled 

wi th  pre judices  and  stereotypes b bu t  j u s t  below your  level of 

awa renes s  ~ we're talking about  wha t  you br ing to your  job. 

One of the first implications of this  course  for you, then,  is to 

work  on y o u r s e l f ~  to become more aware  of your  au tomat ic  t h o u g h t s  

and  act ions.  To ask  yourself  some basic  ques t ions  and  then  r 

how to act  w h e n  you encounte r  someone of ano the r  cul ture.  

Unfor tunately ,  what ' s  been happen ing  in our  count ry  a nd  in o u r  

agencies  - -  and  wha t  will cont inue to h a p p e n  is tha t  mos t  of u s  get  

c a u g h t  up  in an  au tomat ic  '"We're Right" and  "They're Wrong" cycle. 

W h e n  tha t  happens ,  everybody loses. 

s~:~s~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~z~:~:~:~s~:~:~:~:~:~:z~s~:~:~:~:~:~:~s~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~:~s~:~:~:~:~:~:~:~:~:~:~:~:~s~:~:~:z~:~:~:~:~:~:~s~:~:~:~:~:~s~:~:~:~:~:~:~:~:~s~:~:~s~:~:~:~: 
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Module 4: IMPLICATIONS FOR YOUR JOB 

You c a n  s t o p  t h e  cycle k at  l eas t  for y o u r s e l v e s .  You  c a n  be  

o p e n  to t he  ideas ,  v a l u e s  a n d  c u s t o m s  of o t h e r  people ,  a n d  y o u  c a n  

u s e  a m o r e  b a l a n c e d  a p p r o a c h  to c o m m u n i c a t i o n  

OBJECTIVES 

At t h e  e n d  of  t h i s  m o d u l e ,  you  will be  able  to: 

r Lis t  5 q u e s t i o n s  y o u  n e e d  to a s k  y o u r s e l f  w h e n  y o u  dea l  

w i t h  p e r s o n s  f r o m  a d i f ferent  c u l t u r a l  g r o u p .  

r R e s p o n d  effectively to e n c o u n t e r s  w i t h  p e r s o n s  f r o m  

d i f f e ren t  c u l t u r a l  g r o u p s  on  t he  j ob  - -  b a s e d  o n  t h e  sk i l l s  

y o u  l e a r n  in  role p lay  s i t ua t i ons .  
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Module 4: llVIPLICATIOi~S FOR YOUR JOB 

Did you  ever see a tight rope walker  perform? I'll t ry to d raw one 

for you here.  This is a ~all~ t ightrope walker.  If the t ightrope wa lk e r  

leans  t oo  m u c h  in one direction, he will lose his  ba lance  and  s t a r t  to 

fall. So, w h e n  he finds himself  leaning too far, he will compensa te ,  

and  lean slightly in the other direction. That ' s  how he will m a i n t a i n  

his  ba lance .  

The a a ~  principle applies to communica t i ng  across  cu l tu res .  

If we give our  own opinions too m u c h  weight  in a conversat ion,  the  

c o m m u n i c a t i o n  becomes unbalanced ,  and  we miss  the impor t an t  cues  

and  m e a n i n g s  tha t  other  people send us.  

To ba l ance  the communica t ion ,  then,  we need to be like the  

t ightrope walker .  We need to pu t  aside our  filters and  l is ten carefully, 

check  our  own percept ions and  a sk  the other  pe r son  for feedback.  

And, we need  to keep asking for feedback unt i l  we are sure  t h a t  

everyone involved in the s i tua t ion  u n d e r s t a n d s  w h a t  is happen ing .  
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Module 4: IMPLICATIONS FOR YOUR JOB 

T h e r e  are a n u m b e r  of w a y s  tha t  w e  c o m e  in to  c o n t a c t  w i t h  

j u v e n i l e s .  R e g a r d l e s s  of  e a c h  of  our  p o i n t s  of  c o n t a c t ,  t h e r e  are s o m e  

b a s i c  q u e s t i o n s  t h a t  w e  s h o u l d  ask,  to e n s u r e  t h a t  w e  b a l a n c e  t h e  

c o m m u n i c a t i o n ,  a n d  n o t  let c u l t u r a l  d i f ferences  c l o u d  t h e  s i t u a t i o n .  

~: ~' ,~ ~: ~: ,: ~ ~: ~: ~: ~: ~: ~: ~: ~' ~' ~' ~ ~ ~ ~ ~, ~ ~: ~: ~:~:~ ~: ~:~: ~: ~: ~: ~ ~: ~ ~: :' ~: ~: ~: ~: ~:~ ~ ~ '  ~: ~ ~,' :~: ~:~: ~.~:~ :~ :~: ~ ~ ~ '  ~,~ ~ ~ :~ ~ ~.~ ~: ~: ~: ~ ~ ~ :~ :~: ~ :~ :~ ~: ~. ~: ~ ~ ~: ~:~ :~ ~ :~: ~: ~: ~' ~ ~ ~ :~ ~ ~: ~: ~: ~:~ :~ :~ :~ ~ ~ :~ ~ :~ ~ ~ ~ :~ :~ :~: ~ ~' ~'~' ~'~: ~' ~' ~ ~' ~' ~' ~ '~ '~ :~ ~: ~ ;~ ~ ~ ~ ~ ; '  ~ ~ ~:~: ~' ~:~ ~' ~ ~ ~ '~ :~: ~: ~: ~: ~'~ :~: ~: ~:~: ~:~:: ~:~' ~ :  ~: ~' ~ ~ ~: ~ ~: ~ ~ ~:~ :~ :~: ~: ~: ~: ~ ~ ~: ~ ~ '~ ~ ~ ~ ~ ~ ~: ~: ~: ~'~ ~ ~: ~ :~ :~ :~: ~: ~: ~: ~: ~: ~'~ ~: ~ ~ ~' ~' ~' ~:~: ~: ~: ~: ~: ~ ~'~ '~ ~: :~: ~' ~' ~' ~' ~' ~' ~: ': ~:~ ~ :~: ~:~: ~: ~: ~: ~: ~:~ ~ ~: ~:~: ~ ~: ~:~: ~ :~ ~:~ :~ ~' ~ ~:  ~ ~' ~' ~ ~ ~ ~ ~: ~: ~: ~'~ ~'~ ~: ~:~:~ ~' ~' ~'~' ~' ~' ~ ~ ~: ~: ~:~: ~:~ :~ ~: ~' ~: ~: ~: ~:~: ~ ~: ~: ~:~ :~ ~: ~ ~ ~:~ :~ :~ ~: ~: ~' ~' ~ ~ ~: ~:~: ~:, ~: ~:~: ~:~:~' ~' ~' ~: ~: ~ 
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iViodule 4: IMPLICATIONS FOR YOUR JOB 

Here  a r e  s o m e  o t h e r  ba s i c  q u e s t i o n s  to c o n s i d e r :  

Transparency 4~ la 

<> 

0 

<> 

QUESTOON$ TO ASK YOURSELF 

Is there a cultural issue in this situation? 

What is the cultural issue? 

Does this culture have authority issues? 

Transparency 4. lb 

@UIESTOON$ TO .~$K YOURSELF {con~.} 

e How do i respond to these issues to get the 

job done? 

Am I acting respectfully? 

Is there someone else who can help? 
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Module 4: IMPLICATIONS FOR YOUR JOB 

Is T h e r e / k  Cul tural  I s s u e ?  

In any  s i t u a t i o n  w h e n  we deal wi th  other  people, we often size up  

the  o ther  p e r s o n  in our  minds .  The o ther  pe r son ' s  cu l t u r a l  ident i ty  

c a n  and  s h o u l d  be p a r t  of th is  a s s e s s m e n t .  This a s s e s s m e n t  is no t  to 

j udge  the  p e r s o n  in any  way, b u t  to focus on how to i n t e rp re t  the i r  

behav ior  w i th in  a cu l t u r a l  f ramework,  so t h a t  we c a n  u n d e r s t a n d  

t h e m  and  keep  the  c o m m u n i c a t i o n  moving. 

What  is  t h e  Cul tural  I s s u e 2  

Once we realize t h a t  there  are cu l tu ra l  i s sue s  a t  play, we need  

to decide how they  specifically affect the  s i tuat ion.  For example ,  if a n  

Af r ican-Amer ican  juveni le  r eac t s  to a juveni le  j u s t i ce  i n t ake  counse lo r  

in a loud, vocal  m a n n e r ,  the  counse lor  could perceive the  juveni le  as  

be ing  aggressive.  B u t  if the  

a s s e s s e s  the  juven i le ' s  words  

counse lor  p a u s e s  for a m o m e n t  a n d  

and  tone of voice wi th in  a cu l tu ra l  

f ramework ,  he  or she  may  identify this  behavior  as  c u l t u r a l  a n d  not  

as  in ten t iona l ly  aggressive.  The counse lor  is, then ,  more  able to 

r e s p o n d  objectively. 
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Niodule 4: IMPLICATIONS FOR YOUR JOB 

It's the na tu re  of our  bus iness  tha t  we are often in a posi t ion  of 

au thor i ty  over the people with w h o m  we come into contact .  This  

au thor i ty  can  be exaggerated whe n  we work  with juveni les .  Therefore,  

u n d e r s t a n d i n g  cul tural  author i ty  i ssues  is vital to per forming o u r  

professional  dut ies  well. 

Author i ty  is a fact of life. Persons  from all cul tures ,  d e p e n d i n g  

on their  roles, react  to it in different ways.  Some pe r sons  become  

pass ive  in the face of authority;  some become aggressive; some,  

defensive. The impor tan t  thing for us  to do is to recognize w h e t h e r  

the behavior  coming from the juveni le  is par t  of the juveni le ' s  cu l tu re  

or pa r t  of someth ing  else. We need to a sk  ourselves: Is this  reac t ion  

or r e sponse  cu l tura l  or behavioral? 

Recognizing and adjus t ing for these  i ssues  is essen t ia l  to 

achieving the level of communica t ion  necessa ry  to get the job done.  

Every s i tua t ion  is different a nd  no one can  tell us  specifically 

how to do our  jobs  with respect  to pe r sons  of every cu l tu re  we m a y  

encounte r .  W h a t  we hope to accompl ish  t h rough  this  t ra in ing  is to 
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Module 4: IMPLICATIONS FOR YOUR JOB 

become more  aware  of the  fact t ha t  differences exist  a n d  t h a t  we may  

need  to a d j u s t  our  t h ink ing  a n d  behavior  to improve o u r  dea l ings  wi th  

juven i l e s  of different cu l tu res .  

Once we recognize a n d  identify the cu l tu ra l  i s sue  t h a t  exis ts  in 

any  given s i tua t ion ,  we can  modify our  reac t ions  accord ing  to the  cues  

we receive from the  juveni le .  When  we act  wi th  the  o the r  pe r son ' s  

perspec t ive  in mind,  we have  a greater  chance  of get t ing the  job done.  

Am I Acting Respectfully? 

Everyone,  r ega rd less  of age or cul ture ,  w a n t s  to be t r ea t ed  wi th  

respec t .  In  mos t  cases ,  we re spond  more cooperat ively toward  o the r s  

w h e n  we feel t h a t  we are be ing  respected.  The first  s tep  in ac t ing  

respectful ly ,  then ,  is s imply to ask  ourselves  ff we are  t r ea t ing  o the r s  

wi th  r e s pe c t  the  way  t h a t  we would w a n t  to be t rea ted .  

Unfor tuna te ly ,  we f requent ly  need to deal wi th  juven i l e s  who are  u p s e t  

a n d  often verbal ly  abus ive .  

Respec t  is a word we use  all the  time, a n d  even t ake  for g ran ted .  

How do you  know w h e n  you  are t rea t ing  someone  wi th  r e spec t  or 

w h e n  they  are t r ea t ing  you  wi th  respect?  
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Module 4: IMPLICATIONS FOR YOUR JOB 

T h e s e  are  very good responses .  To s u m  up,  we c a n  r e d u c e  all of 

t h e s e  ac t ions  into one sentence:  Respec t  m e a n s  m a i n t a i n i n g  t he  ba s i c  

h u m a n  digni ty  of people. 

Xs Tlhere ~ o ~ e o ~ e  I$1se Wlho Cam Nelilp? 

One pe r s on  c a n n o t  be expected to have  the  knowledge  to 

r e s p o n d  effectively to the cu l tu ra l  differences of every group.  We of ten  

need  help,  wh ich  can  come in the  form of a co-worker  who s p e a k s  t he  

s a m e  l a n g u a g e  as  a pa r t i cu la r  juveni le ,  or a co-worker  who is f rom t h e  

s a m e  ne ighborhood  as a juveni le  or peer  counse lo r s  who  m a y  be ab le  

to re la te  be t t e r  to the  juvenile.  It 's i m p o r t a n t  to r e m e m b e r  t h a t  we do 

have  r e s o u r c e s  in the  c o m m u n i t y  a n d  the  people we work  wi th  t h a t  

c a n  be inva luab le  in deal ing with  the  i s s u e s  of a cu l tu ra l ly  d iverse  

juveni le .  
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Module 4: IMPLICATIONS FOR YOUR JOB 

APPLICATION 

Let's stop now, and put some of the principles we've learned 

today into action. 
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iViodule 4: IMPLICATIONS FOR YOUR JOB 

The res t  of u s  are the observers .  We need  to pay  ca re fu l  

a t t e n t i o n  to I~o~r the  s i tua t ion  is ac ted  out.  Wa tch  for a n d  jo t  d o w n  

no tes  on the  d i s cus s ion  ques t ions  l is ted on the  obse rva t ion  shee t s .  

Also, wri te  down all of the c ro s s - cu l t u r a l  skills t h a t  the  p e r s o n  in 

a u t h o r i t y  u s e s  wi th  the o ther  pe r son  or pe rsons .  Look for a n y  

c o m m u n i c a t i o n  bar r i e r s  t ha t  you t h i n k  each  of the  p layers  display.  

Also, wri te  down some examples  of the  good behav io r s  you  see. 
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Module 4: IMPLICATIONS FOR YOUR JOB 

HANDOUT4.3 

. 

2. 

. 

4. 

5. 

6. 

. 

Observation Sheet 

What were the sources of confl ict  between the characters in the si tuat ion? 

What were the differences in motivation, approach and perspective of each of the 
players? 

What kinds of feel ings did the players show? 

What inf luences did the culture of each player have in the encounter? 

Was author i ty an issue in this situation? 

Listening ski l ls 
Did the person in authori ty:  
�9 Show respect? 
o Wait unt i l  the other person completed his or her thoughts  before speaking? 
o Paraphrase what the other person said? 
�9 Ask the other person if what is happening at this meeting has the same 

meaning for him or her as it does for the speaker. 

Communicat ion Styles 
�9 Was the speaker too close to the listener? Too far away? 
�9 How did the distance between the players add to or take away from the 

communicat ion? 
�9 How was the eye contact between the speakers? 
�9 How did each player try to adjust to the eye contact patterns of the other? 
�9 Were the speech patterns of both players direct or indirect? 
�9 Was there any miscommunicat ion because of different styles? 
�9 Was there a lot of gestur ing? Hardly any? Did having it or not having it help 

or hurt  the communicat ion process? 
o If an argument started, or a problem was posed, how did each person react 

to the style of the other? 
�9 Did each player try to "see" what the other person was "seeing" in the 

s i tuat ion? How could you tell? 
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iViodule 4: IMPLICATIONS FOR YOUR JOB 

HANDOUT 4.5 

As a final exercise on job implications, answer the fol lowing questions. Write 
your answers individually. 

1. The most important job implications I learned in this module are: 

2. The exercises taught me: 

3. The most important thing I have learned from this module is: 

4. 0 intend to use this information on the job by: 
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Module 4: IMPLICATIONS FOR YOUR JOB 

In this  module  we d iscussed  the implications for your  job. We 

ta lked abou t  the  ques t ions  you need to ask  yourself  w h e n  you deal 

wi th  persons  

include: 

from a different cul tural  group. These ques t ions  

Is there  a cul tura l  issue in  this s i tua t ion?  

Wha t  is the cul tura l  issue? 

Does this  cul ture  have author i ty  i s sues?  

How do I respond  to these i ssues  to get the job done? 

Am I act ing respectfully? 

Is there  someone else who can help? 

We also par t ic ipa ted  or observed a role play to experience how 

c ross -cu l tu ra l  communica t i on  might  occur on the job, and  w h a t  we 

could do to avoid some of the communica t ion  prob lems  we observed. 
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Module 4: IMPLICATIONS FOR YOUR JOB 

~ V ~ U A T ~ O I ~  

. 

. 

. 

. 

. 

. 

Is  t h e r e  a c u l t u r a l  i s s u e ?  

W h a t  is  t h e  c u l t u r a l  i s s u e ?  

D o e s  t h i s  c u l t u r e  h a v e  a u t h o r i t y  i s s u e s ?  

H o w  do I r e s p o n d  to t h e s e  i s s u e s  to ge t  t h e  j o b  d o n e ?  

A m  I a c t i n g  r e s p e c t f u l l y ?  

Is  t h e r e  s o m e o n e  e l s e  w h o  c a n  h e l p ?  
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Module 4: IMPLICATIONS FOR YOUR JOB 

GLOSSARY 

Cultura l  Competence:  occurs when an agency or organizat ion 

becomes effective in dealing with and working with  individuals  from 

different racial, ethnic and cul tural  backgrounds.  This requires  basic  

cu l tura l  knowledge and  ability to adapt  practice skills to fit the needs  

of the client wi th in  their  cul tura l  context. This is a model  tha t  m a n y  

correctional  and  correctional related agencies and  organizat ions are 

working towards  as they a t t empt  to provide effective and  meaningfu l  

services for the individuals tha t  they serve. Cul tura l  competence can  

occurs  at  two levels, the individual level (law enforcement  and  juvenile 

jus t ice  practi t ioners) and the organizational level (law enforcement  

and  juveni le  jus t ice  agencies and  organizations). 

On t h e  i n d i v i d u a l  l eve l  t h e  c o m p o n e n t s  are: 

Awareness  of ones own cul tural  values: Unders tanding  and  awareness  

of ones  cu l ture  and  how it impacts  our behavior and  rela t ionships .  

Awareness  and  acceptance  of difference: Being open to the cu l tures  

of others.  
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iVlodule 4: IMPLICATIONS FOR YOUR JOB 

U n d e r s t a n d i n g  the dynamics  of difference: Developing a n  open  m i n d  

a n d  e m b r a c i n g  the  concept  t h a t  "different does not  m e a n  bad."  Th i s  

t akes  a c o m m i t m e n t  to try to u n d e r s t a n d  difference. 

Deve lopmen t  of cu l tu ra l  knowledge:  Ga in ing  a t rue  s e n s e  of 

u n d e r s t a n d i n g  of a cu l tu re  t h r o u g h  reading,  t a lk ing  to i nd iv idua l s  

who  be long  to t h a t  cu l tu re  and  exper ienc ing  life wi th in  t h a t  cu l t u r e .  

Abili ty to a d a p t  i s sues  of diversity: F inding  ways  to a d a p t  d ivers i ty  to 

the  s i t u a t i o n s  faced every day. 

O~ ~ : ~  orgaxaigatioaxal~ ~excell t h e  c o m p o = e ~ s  w e :  

Valu ing  diversity: U n d e r s t a n d i n g  how diversi ty can  be  a n  a s s e t  

i n s t e a d  of a liability to the  organizat ion.  It c a n  cer ta in ly  e n h a n c e  

c o m m u n i t y  re la t ions  a n d  boost  c o m m u n i t y  suppor t .  

C u l t u r a l  self  a s s e s s m e n t :  Ask the  ques t ion  - - W h e r e  does th i s  a g e n c y  

or o rgan iza t ion  exist  on the  cu l tu ra l  compe tence  c o n t i n u u m ?  m Is t h e  

agency  or organiza t ion  cu l tu ra l ly  sensi t ive in its service a n d  o p e r a t i o n  

a p p r o a c h  or is it insens i t ive?  Are there  i m p r o v e m e n t s  to be  m a d e ?  
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Module 4: IMPLICATIONS FOR YOUR JOB 

Managing for the dynamics of difference: Once the agency or 

organization unde r s t ands  where it exists on the cul tural  competence 

cont inuum,  then  it can set about  making plans to integrate cross- 

cul tural  services and issues into its services and opera t ions .  

Inst i tut ionalizat ion of cul tural  knowledge: Policy, miss ion s tatement ,  

att i tude, promotion, commitment  from administrative heads  towards 

cross-cul tural  approach.  

Adaptat ion of diversity: Having the services tha t  are needed. 

Unders tanding  tha t  culture changes and having the flexibility to make 

changes  when and where they are needed. 

Authority: author i ty  is the legalized use of power in the ins t i tu t ional  

s t ruc ture  of society. Authority is an important  component  law 

enforcement  and juvenile just ice practitioners. Without  author i ty  

working with juveniles  within the system would have no substance.  

How this power is used and perceived is important .  
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Transparency 4. la 

O 

QUESTIONS TO ASK YOURSELF 

is there a cultural issue in this 

situation? 

What is the cultural issue? 

Does this culture have authority 

issues? 





Transparency 4. ~b 

0 

QUESTIONS TO ASK YOURSELF 
(co.t.) 

How do I respond to these issues to 

get the iob done? 

Am I acting respectfully? 

is there someone else who can he~p? 
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 DOUT 40 

J o s e  Si lvera Role  PXay 

Ch~ac~rs 

J o s e  Si lvera :  You are  f rom a w a r t o r n  s e c t i o n  of S a n  S a l v a d o r .  You  
w i t n e s s e d  c o u n t l e s s  a c t s  of v io lence  a s  a y o u n g s t e r ,  
i n c l u d i n g  the  s h o o t i n g  d e a t h  of y o u r  o lde r  b r o t h e r .  
You lived in  fear,  n e v e r  k n o w i n g  w h o  to t r u s t .  To you ,  
a n y o n e  wi th  a u n i f o r m  a n d  g u n  c o u l d  be  - -  a n d  o f t e n  
w a s  - -  a n  enemy .  

You t u r n e d  16 t o d a y  a n d  r ece ived  y o u r  d r i v e r ' s  
l icense .  

Mr. S i lvera :  You a re  a p r o u d  m a n  a n d  a s t e r n  f a t h e r  w h o  is 
k n o w n  to h a v e  a s h o r t  t e m p e r .  You w o r k  a s  a l a b o r e r  
for a large  c o n s t r u c t i o n  c o m p a n y  a n d  b a r e l y  m a k e  
e n o u g h  m o n e y  for t h e  nece s s i t i e s .  Y o u r  f ami ly  l ives  
in  y o u r  b r o t h e r ' s  h o u s e ,  b u t  y o u  d r e a m  of  h a v i n g  
y o u r  own  p lace  s o m e d a y .  

You m o v e d  y o u r  f ami ly  to t h e  U n i t e d  S t a t e s  so  t h a t  
t h e y  cou ld  h a v e  a c h a n c e  a t  a b e t t e r  life. You  i n s i s t  
t h a t  y o u r  c h i l d r e n  w o r k  h a r d  a n d  ge t  a n  e d u c a t i o n  m 
to t a k e  a d v a n t a g e  of o p p o r t u n i t i e s  t h a t  y o u  n e v e r  
h a d .  

You s p e a k  little E n g l i s h .  

Mrs .  S i lvera :  You a re  a s o f t - s p o k e n  w o m a n  w h o  is d e v o t e d  to  h e r  
family.  Like y o u r  h u s b a n d ,  y o u  w a n t  t h e  c h i l d r e n  to  
do well  a n d  s u c c e e d .  B u t  y o u  still  f ea r  for t h e i r  s a f e t y  
m espec ia l ly  in  s u c h  a s t r a n g e  place .  

You dis l ike  y o u r  h u s b a n d ' s  t e m p e r  a n d  t h i n k  h e  is 
o f t en  too h a r d  on  t h e  ch i l d r en .  You  r a r e l y  c o n f r o n t  
h im ,  however ,  b e c a u s e  he  is h e a d  of t h e  h o u s e h o l d .  

You  s p e a k  little E n g l i s h .  



HANDOUT 4.1 cont.  

Officer Barnes :  You have  been  on the force for th ree  years .  Your 
fa ther  was  a quiet  m a n  who often yielded to his  
dominee r ing  and  controll ing wife. Your  m o t h e r  was  
o u t s p o k e n  and  encouraged  you  to choose  a solid 
career .  You decided to p u r s u e  you r  desi re  to become 
a police officer. 

On patrol ,  you  have had  m a n y  "run- ins"  wi th  E1 
S a l v a d o r a n  teenagers ,  inc luding  some  who have 
formed gangs.  You try to s teer  those  who have  gone 
a s t r a y  in the  r ight  direction. 

I n c i d e n t  

W h e n  Jose  Silvera was  12, he moved to the  Uni ted  S ta tes .  His 
a d j u s t m e n t  to a new way  of life was  slow, b u t  h is  easy-going n a t u r e  
enab led  h im  to m a k e  new friends. 

J o s e  t u r n e d  16 today  and,  like mos t  Amer i can  t eenage r s ,  was  
thr i l led to finally receive his  driver 's  license. His p a r e n t s  are  p r o u d  of 
h is  ach ievement .  As a reward,  Mr. Silvera lets J o s e  t ake  the  family 
car  for a few hours .  

He is so excited a b o u t  tak ing  the family ca r  for a sp in  t h a t  he  
r u n s  t h r o u g h  a s top sign. Suddenly,  he hea r s  a s i ren  b e h i n d  him, 
a n d  he panics .  All the  old memories  of un i fo rms  a n d  g u n s  come 
r u s h i n g  back.  I n s t e a d  of pull ing over to the  side of the  road  a n d  
s topping,  J o s e  s t eps  on the  gas. And a chase  e n s u e s .  

Officer B a r n e s  radios  ahead  for help. Two o the r  pa t ro l  ca rs  
r e s p o n d  a n d  cu t  J o s e  off. The police officers leave the i r  vehicles,  d r a w  
the i r  w e a p o n s  a n d  s h o u t  c o m m a n d s  at  Jose .  

Terrified, J o s e  slowly rolls down the window a n d  peers  out.  He 
beg ins  ta lk ing  rapidly  in Span i sh .  

The  officers keep repea t ing  their  c o m m a n d s .  And, one of J o s e ' s  
f r iends  in the  ca r  ins i s t s  t h a t  he get out  before the  s i t ua t i on  worsens .  

J o s e  s t eps  ou t  of the  ca r  slowly and  begins  t a lk ing  to the  officers 
aga in  a n d  waving  his  h a n d s .  Officer Barnes  orders  J o s e  to place his  
h a n d s  on the  ca r  a n d  s p r e a d  his  feet. 

J o s e  obeys b u t  keeps  talking.  Eventually,  wi th  the  help of Jo se ' s  
fr iends,  the  officers realize t h a t  the s i tua t ion  is a m i s u n d e r s t a n d i n g .  
Bu t  Officer B a r n e s  doesn ' t  w a n t  it to h a p p e n  again.  So, he  follows 
J o s e  h o m e  to ta lk  to h is  pa ren t s .  



H  DOUT 

Rolle Play   ternate Exercise) 

C~aJrac~rs 

Director  D a n  O'Sullivan: You are a n  I r i sh -Amer ican  who is t he  
director  of a t r a in ing  school.  You h a v e  a 
c lean facility, good p r o g r a m s  a n d  a n  
excellent  staff. You believe in  a 
par t ic ipat ive style of m a n a g e m e n t ,  w h i c h  
allows all the  staff  to voice the i r  op in ions .  

You are g o o d - n a t u r e d  a n d  have  a f i rm 
c o m m i t m e n t  to be t t e r  the  juven i l e s  in y o u r  
care. Recently, you  have  received a n  inf lux  
of S p a n i s h - s p e a k i n g  juveni les .  You h a v e  
only one staff m e m b e r  who s p e a k s  f l uen t  
S p a n i s h  and  only a couple  o the r s  w h o  
know a few words  here  a n d  there .  

In a staff  meet ing  today,  a c a r e w o r k e r  will 
express  conce rn  over a new g roup  of 
juven i les  who have  been  s p e a k i n g  in  
Span i sh .  You will r u n  the  mee t ing  a n d  
in tervene  only to keep the  mee t ing  going, 
to help resolve conflict, or to avoid t h e  
imp lemen ta t ion  of a poor  p rocedure .  

S u p e r v i s o r  Phyllis Bell: You are a n  African Amer i can  w o m a n  w h o  
h a s  been  a superv i so r  for th ree  years .  You 
are a s t rong-wil led w o m a n  who be l ieves  
t h a t  the  t r a in ing  school  ac t s  as  a mode l  
home for the  juveni les .  As far as  y o u ' r e  
concerned ,  the  r ecen t  influx of S p a n i s h  
speak ing  juveni les  h a s  posed  m a n y  
positive cha l lenges  for the  staff. 

You feel t h a t  these  juven i l e s  shou ld  be  ab le  
to s p e a k  in the i r  nat ive  l anguage  d u r i n g  
rec rea t ion  t ime m b e c a u s e  it m e e t s  t h e i r  
needs  for se l f -es teem a n d  belonging.  



HANDOUT 4.2 cont.  

Careworker  Clarence  Barner :  You are an  o u t s p o k e n  African 
Amer ican  male  who  h a s  been  a 
careworker  for four years .  You enjoy 
working with  the juven i l e s  But,  you  
believe tha t  they will "take advan tage  
of you if you let them."  

You have overheard  th ree  juveni les  
ta lking S p a n i s h  in the  corner  of the  
recreat ion room. You are conce rned  
tha t  they may  be "up to someth ing"  
and  p e r h a p s  are p l a n n i n g  to escape.  
In the staff mee t ing  today,  you  will do 
your  u t m o s t  to convince  the  Director  
and  your  superv i sor  tha t :  

1) juveni les  s h o u l d  be told to 
speak  only in Eng l i sh  

2) the conversa t ions  of foreign- 
speaking  juven i l e s  shou ld  be 
moni tored  for compl i ance  to the  
new policy 

3) the three  juven i l e s  shou ld  be 
confronted a b o u t  the i r  behav ior  

I n c i d e n t  

At tend ing  a staff  mee t ing  today are the di rector  of the  t ra in ing  
school,  a supe rv i so r  and  a careworker .  They are  d i s c u s s i n g  the  
ca reworke r ' s  conce rns  over juveni les  speak ing  a foreign language .  



~DOU~ 4~ 

O b s e ~ a t i o n  Shee~ 

. W h a t  were  the  sources  of conflict be tween  the  c h a r a c t e r s  in the  
s i t u a t i o n ?  

. 

. 

. 

W h a t  were  the  differences in motivat ion,  a p p r o a c h  
perspec t ive  of each  of the p layers?  

W h a t  k inds  of feelings did the  p layers  show?. 

a n d  

W h a t  in f luences  did the  cu l tu re  of e ach  player  have  in  the  
e n c o u n t e r ?  

. 

. 

. 

Was  a u t h o r i t y  an  i ssue  in this  s i t ua t ion?  

Lis ten ing  skills 
Did the  pe r son  in authori ty:  
o S h o w  respec t?  

o Wai t  unt i l  the  o ther  pe r son  comple ted  his  or h e r  t h o u g h t s  
before speak ing?  

~ P a r a p h r a s e  w h a t  the  o ther  p e r s o n  sa id?  
o Ask  the  o ther  pe r son  if w h a t  is h a p p e n i n g  a t  th i s  m e e t i n g  

h a s  the  s ame  mean i ng  for h im or he r  as  it does  for the  
speaker .  

C o m m u n i c a t i o n  Styles 
o W a s  the  speake r  too close to the  l i s tener?  Too far a w a y ?  
o How did the  d i s tance  be tween  the  p layers  add  to or t a k e  

away  from the  c o m m u n i c a t i o n ?  
o How was  the  eye con tac t  be t ween  the  s p e a k e r s ?  
o How did each  player  t ry to a d j u s t  to the  eye c o n t a c t  

p a t t e r n s  of the  o ther?  
Were  the  speech  p a t t e r n s  of bo th  p layers  d i rect  or i nd i r ec t ?  
Was  there  any  m i s c o m m u n i c a t i o n  b e c a u s e  of di f ferent  
s ty les?  
W a s  there  a lot of ges tu r ing?  Hardly  any?  Did hav i ng  it or 
no t  hav ing  it help or h u r t  the  c o m m u n i c a t i o n  p r o c e s s ?  
If a n  a r g u m e n t  s tar ted,  or a p rob lem was  posed,  h o w  did 
e a c h  pe r son  reac t  to the  style of the  o ther?  
Did each  player  try to "see" w h a t  the  o the r  p e r s o n  w a s  
"seeing" in the  s i tua t ion?  How could you tell? 

O 

O 

O 

O 



0 

0 

0 



~ D O U ~  4 ~  

~ a l l  Qr~ ~zer~se 

. Ass ign one of the following s i tua t ions  to small  g roups  to explore. 

a .  African American client calls you a racist.  Wha t  are y o u r  
choices for dealing effectively with this  type of s t a t e m e n t ?  

b. African American client tells you you can  never  u n d e r s t a n d  
h i s / h e r  s i tuat ion because  you are no~ African Amer ican .  
Wha t  are your  choices for dealing effectively wi th  this  type 
of s t a t ement?  

. Group / ind iv idua l s  are to make  specific r e c o m m e n d a t i o n s  for 
deal ing with the above two si tuat ion.  (5 minutes)  

3. Each  pe r son  present  one idea and  brief explanat ion.  

4. Group  m e m b e r s  m u s t  reach a c ons e ns us  of s uppo r t  for one idea.  





~DOU~" 4~ 

As a f inal  exerc ise  on job  impl i ca t ions ,  a n s w e r  t h e  fo l lowing 
q u e s t i o n s .  Wri te  y o u r  a n s w e r s  indiv idual ly .  

. T h e  m o s t  i m p o r t a n t  job i m p l i c a t i o n s  I l e a r n e d  in  t h i s  m o d u l e  
are :  

2. T h e  exe rc i s e s  t a u g h t  me: 

3. T h e  m o s t  i m p o r t a n t  t h ing  I h a v e  l e a r n e d  f rom th i s  m o d u l e  is: 

4o I i n t e n d  to u s e  th i s  i n f o r m a t i o n  on  t h e  job  by: 
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The implications of cultural diversity constitute one of the most 
critical issues facing the United States today. Census data 
show rapid increases in nonwhite populations, a vast reserve of 
human potential that makes a multicultural focus imperative 
for career education and development (Locke and Parker 
1991). What is meant by a multicultural perspectivE? Wurzcl 
(1984) def'mes it as a critical and retlcctive understanding of 
oneself and others in historical and cultural contexts, an 
awareness of both differences and human similarities. For 
career educators and counselors, it means infusing practice 
with an awareness of their own personal and cultural back- 
ground and experiences as well as those of their students or 
clients. 

Self-concept and identity are crucial to career development. 
Cultural vah, es and beliefs have creat influence on the for- 
mation of self-concept; therefore, ctfcctive career development 
must take culture into account (Rifenbary 1991). The purpose 
of multicultural career education and development is to foster 

g ositive self-concepts and career choices rc~zardless of cultural 
aekr encourage understanding of the contributions of 

all cultural groups, and develop effective intercultural com- 
munication skills. This ERIC Digest examines how career edu- 
cation and development can respond to the cultural diversity of 
school and workplace. 

Cultural Identity and Career Development 

World view-the attitudes, values, opinions, and beliefs with 
which a person perceives the world-is influenced by cultural 
Imritaf, e and life experiences. Locke and Parker (199:1) explain 
how d~fferent combinations of Locus of Control (LC) and Lo- 
cus of Responsibility (LR) affect the formation of world view. 
Four combinations are as follows: (i) Internal LC-lnternat 
LR-feeIings of high personal control and personal attributions 
of success or failure; (2) Extcrnat LC-lnternal LR-acccptancc 
of the dominant culture's definition of self-responsibility: 
(3) External LC-External LR-fcetinc, s of a lack of both control 
and rcsr~onsibilitv; and (4) Internal [.C-External LR-bcl icf  in 
individual efficacy but perceptions of external barriers to 
action. 

The category that corresponds with an individual's world view 
derives from his/her cultural background as well as the histor- 
ical, social, and  economic experience of that cultural group. 
This is the context in which students will attempt to act on 
their career choices (ibid.). One of the dangers of multicul- 
turalism is thinkiniz that all members of a group share identical 
characteristics. However. cultural awareness must begin with 
understanding of such differences as world view. bearing in 
mind that people are a complex product of gender, cthnicity, 
and individuality (Gainor and Forrcst 1991). 

Another dimension of difference is nonverbal communication 
styles. Interpretations of words, gestures, spatial and tcmporat 
rdlationships, and touch can vary among groups (Herring 
1985). Other  values and perspcc[ives on which groups may 
.,:re-_ are as follows: cause and effect, holistic versus linear 

ng, competition versus harmony, long- versus short-term 
view of the teacher or counselor as authority or facili- 

tator, collectivism versus individualism, degree of toferance for 
ambiguity, assertiveness versus restraint, and authoritarian 
versus democratic family structures (Leong 199h Rifcnbary 
1991; Wurzel 1984). Accordinc, to Herring (1985), intercultural 
communication means the ability to approvmatc another per- 

son's mcanincs, without necessarily agreeing with them. A 
culturally effective career educator has a wide repertoire of 
skills to ~ntcrpret the world views and communication styles of 
students and to select the best strategies and techniques to help 
them. 

How does culture affect career development? An El Paso, 
Texas, project provides an example. Hispanic females have 
hiah dropout rates and the lowest college attendance rate of 
any ethnic population (Tinajero, Gonzalez, and Dick 1991). 
Tl{e alienation of many Latinas from school stems from lack of 
role models and counseling, stereotypes in curriculum, and 
low teacher expectations. Mothers are a strong influence, but 
many mothers have low educational levels and lower expecta- 
tions for their dautzhters libid.). The Mother-Daughter Pro- 
gram iointly opera(ed by the University of Texas, the YWCA. 
and El Paso School District builds on "the strong maternal in- 
tluence. Sixth-~zrade ~zirls and their mothers participate in a 
program design)d to acquaint them with careers and  college, 
raise aspirations, introduce them to Hispanic female role 
models, and help mothers to be role models. The program 
targets sL,~th-eraders because it is felt that the pre-hilzh school 
period is a critical time before girls conform to cultural norms 
and restrict their own options. Pro m'am activities include 
campus tours, career day, community service prpjects, awards 
ceremonies, attd summer camp, a 2-day immerston in campus 
life. An important factor in the program's success is respect 
for the participants' language (using bilingual materials) and 
cultural traits. 

Techniques for Multicultural Career Development 

A key to effective career education and development for di- 
verse'groups is the sensitivity and awareness of educators and 
counselors. Locke and Parker (1991) describe the cross- 
cultural awareness continuum, which educators and counselors 
c:m use to gauge their growth in intercultural competence, a 
lifelong, ongoing process. The levels of the continuum are as 
follows: 

o Self-awareness 
o Awareness of one's own culture 
o Awareness of racism, se.,dsm, and poverty 
o Awareness of individual differences 
o Awareness of other cultures 
o Awareness of diversity 
o Career education skills/techniques 

Culturally skilled career counselors or educators are aware of 
their own ethnicity and personal prejudices, have knowledge 
and understandimz of culturally diverse groups, and have 
knowledge of cultu}ally relevant strategies, skills, materials, and 
resources (Rifenbary 1991). 

Examples of a secondary and a postsecondary program illu- 
strate ways of intc,.:ratin~ multicultural techniques. The Iowa 
Department of Public Instruction's (1986) approach to second- 
ary multicultural career education begins with the premise that 
stt~dents must see themselves reflected in the curriculum and 
must see the potential for themselves in various careers. The 
curriculum has five parts: (1) self-concept (including race. sex. 
national oriein, and physical condition); (2) understandintz of 
the world of"work; (3) understanding of the contributions o1 all 
groups to society: (4)commonal i t ies  of the human race. 
uniqueness of indi\,iduals and cultural groups; and (5) interpcr- 



serial and intenzroup communication. Thc Iowa curriculum 
includes a self--evatuation checklist to assess the loilowing 
aspects of schools and programs: 

~ Diverse role models on staff 
�9 Diverse student enrollments across courses and curricula 
~ Multicuttural, nonsexist content integrated into curricuium 

~hilosophy, goals, objectives, and evaluation 
,, instructional matcriais representative of cultural divcrsitv 

and gender 
~ Culturally aware teaching strategies, behavior, and attitudes 

Case Western Reserve University's Minority Career Awarcncss 
Proeram addresses three factors considered imr)ortant in 
min~)rity career development: friendly atmosphere. 'lcadcrship 
opportunities, and a sense of success (Barnard. Burney. and 
Hurlev 1990). The program fcatures the student-run Carccrs 
UnlLmited Corporation (CUC), which sponsors workshops that 
provide interaction with minority professionals. The CUC 
simulates workplace situations, cnabting students to develop 
and tcst lcadership abilities in a supportive environment. 
receive feedback, on interpersonal skills, and learn about 
organizational dynamics. 

The following strategies svnthesizc fro,n a number of sources 
some approaches to multicultura[ career education/ 
development: 

,, Teachers and counselors should establish a climate of accep- 
tance, have high expectations for student achievement, and 
foster positive self-concepts and cultural identitv. Gainer 
and Forrest (1991) consider it important to assess the 
strengths of the multiple parts ot self-concept: psycho- 
physiological, ethnic/cultural, and indMdual. 

�9 A cultural group should not bc thomzht_ of as homogcncous. 
For example. Asians arc composed of many dilTercnt sub- 
,_:roups (Lce and Richardson 1991). Native American differ- 
ences appe..".r amonc tribes, in urban and rural environ- 
ments, and intergenerationally (ibid.). Tcaciacrs should 
strive for a balanced view of students as individuals and 
group mcmbcrs  (Locke and Parkcr t991). 

~ Curriculum materials should bc representative of all groups 
in a wide ran~,e of careers. 

~ Bilinguatism should be valued and students' ianguagc and 
culture incorporated in instruction. Students should bc 
helped to learn the difference between lr of super- 
iority and pride in ones  heritaec (Locke and Parker 1991). 
Rcflcctive teaching practices (C~Vurzcl 1984) and sharin,.: of 
thc teacher's own cthnicitv and back,,round (Rifcn(~arv 
1991) can foster a sense of community . -  

~ Differences in communication styles, lcarnin,.z ~,tvlcs. and 
decision-makine styles should be asscsscd and appropri,tc 
t ' ach inc  and c~mnsclin," methods ~clccted (Hcrrmt, 19S5: 
Leong 1991: Rifcnbarv i991). 

Issues in a Multicultural Approach 

Althouc, h a coal of carccr development is cmpowcring people 
to chance tffcir lives, a focus solch' on individual competence 
iL'norcs'thc effects of external forccs. Tc:tchcrs and counselors 
are encoura(,ed to be advocates for studcnts b~ recognizing 
problems that are systemic rather than individual (Rifcnbary 
1991). Actintz as cl'mmze agents, they can scck commitment 
from adminisi'rators for a muhicuht, ral perspective, examine 
institutional practices and the v:.tlucs they represent. ,rod 
question the assumed universality of thcorics, methods, and 
instruments used in career dcvclopmcnt. 

Lee and Richardson (1991) rccognize the potential of coun- 
so!ors as systemic chance :meats but identify some concerns 
about an overbroad dcfinitqon of multicul(uraiism and thc 
potential for a ncw kind of racism by ovcrcmpiaasis on differ- 

~nces. They present the following considerations for a 
caitural approach: 

�9 The importance of a group's history, the way its perspective 
is derived from exclusion from power 

�9 The level of ethnic identity and acculturation 
�9 [nllucnce of family, sex rote socialization, and religion 
~ The ~av a croup has been named or labeled 
�9 .~omc groups traditional mistrust of counseling and educa- 

tion as topis of social control 

Lockc and Parker (1991) conclude that system commitment to 
mcanintz(u[ career education, a belief that students can learn 
and want to learn, and educators and counselors who value the 
worth and dignity of all students are the keys to successful 
multicultural career development. 
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M nor t | Court 

The Special Role of the Courts 

The judicial system is, by its very nature, simply unlike other 
governmental institutions. The fundamental goal of our state judicial 
system is to uncover truth and dispense justice, to act as the ultimate 
arbiter of what is right and wrong. There is no place here for unequal 
or unfair treatment stemming from bias--individual,  institutional, or 
otherwise. Aesop, who by all accounts was born a slave and whose 
fables have become part of American folklore, uses this simple image 
to make the point: 

A swallow had built her nest under the eaves of a Court 
of Justice. Before her young ones could fly, a serpent gliding 
out of his hole ate them all up. When the poor bird retumed to 
her nest and found it empty, she began a pitiable wailing. A 
neighbor suggested, by way of comfort, that she was not the 
first bird who had lost her young. "True," she replied, "but it is 
not only my little ones that I moum but that I should have been 
wronged in that very place where the injured fly for justice. ''~ 

From Aesop's  Fables 

Translation contained in M. Frances McNamara, "2000 Famous Legal Quotations," 129-30 (1967). 



ISSUES ASSOCIATED WITH MINORITY OVER.REPRESENTATION 

IN THE JUVENILE JUSTICE SYSTEM 

Recent years have seen an increasing differential processing of minority juvenile offenders 
within the juvenile justice system. This has led to a disproportionate representation of minorities 
(Black, Hispanic, Native-American, Asians) in public detention centers and correctional 

institutions. 

Despite this trend, policymakers, legislatures and courts have paid relatively little attention 
to the issues surrounding this problem. These issues are highly emotional. Race relations (racial 
equality) in any content, is simply a problem no one wants to talk about or address. 

So why this disparity? 

Is it based on images that people in the juvenile justice system have of minorities? The 
word images is used instead of the words prejudice or stereotyping. These latter words give rise 
to many emotions and in many instances create more problems than solutions. 

The over-representation of minority juvenile offenders is detention centers and public 
correctional facilities may be based on the images that people (law-enforcement officials, 
probation personnel, judges, among others) may have towards ethic groups. And if this is true, 
we need to know if such images impact (influence) attitudes and behaviors toward the ethic 
groups. I recognize that this may simply be impossible to measure or evaluate as people in 
general will not admit to having prejudices towards minorities or admit to stereotyping ethic 
groups (Blacks are more violent and lazy; Hispanics have a lower intelligence than Whites). 

Or, is the over-representation based on other factors, such as, systemic racism, social 
status of offenders, the belief that minorities commit more crimes (image), lack of training of 
juvenile justice professionals in the area of cultural sensitivity, or lack of minority staff at the 
critical stages of the juvenile justice system? 

Or, is the over-representation issue, so complex in our American society, that it eludes 

answers and solutions? 

In my opinion, while this complex societal problem may not be totally solved, not only 
must it be addressed, but solutions must be explored, found, and implemented. However, we 
must be careful that in finding todays' solutions, they do not become tomorrow's problems. 
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Law-enforcement agencies need to develop standards (criteria) for the handling of 
juvenile offenders, based on offenses, not social characteristics, race, or socio-economic 
status. 

Law-enforcement agencies need to develop alternatives to arrest and referral to detention 
facilities, based on type of offenses and not socio-economic status of offenders. In 
developing alternatives, law-enforcement agencies must collaborate with the minority 
community. 

Law-enforcement agencies need to develop training programs in race relations and racial, 
cultural and ethic values. The programs should reflect the type(s) of minorities found in 
their respective communities. 

Probation departments (intake level) need to develop standards (criteria) for the release 
and detention of all juvenile offenders, based on offense and public safety. 

Probation departments need to develop alternatives to secure detention for minority 
juvenile offenders. This could include foster homes, home detention, group homes, 
relative placement, and electronic monitoring. 

Probation departments, at intake level, need to develop alternatives to the traditional 
juvenile court process for juvenile offenders, who do not pose a danger to their 
communities, irrespective of their socio-economic status. In this respect, collaboration 
with the minority community is needed to develop services or referral sources. 

Probation departments (court services level) need to develop dispositional standards 
(guidelines) based on: public safety and needs of juvenile offenders, irrespective of socio- 
economic status or social characteristics. 

Probation departments, at court services level, need to develop alternatives to public 
correctional facilities through collaborative efforts with the minority community, in order 
to assure that minority juvenile offenders are not warehoused in public institutions, simply 
because there are no alternatives for minority youth, such as third-party insurance or funds 
for private placements. 

Probation departments need to develop training programs in race relations and racial, 
cultural and ethic values for all juvenile justice professionals employed in those 

department. 

Prosecuting attorney (state-wide or local) need to develop specific written criteria for 
making charging decisions, based on alleged offenses and protection of the community. 
Race, socio-economic status, social characteristics should never enter into charging 

decisions. 
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§ Juvenile court judges need to be made aware through education and training about the 
issue of the disproportionate representation of minorities in the juvenile justice system, 
including the courts. 

Juvenile court judges and staff need to develop training programs in race relations and 
racial, cultural and ethnic values. 

�9 Juvenile court judges need to develop objective, race neutral dispositional guidelines. 

Far more collaborative efforts on the part of juvenile court judges and the minority 
community are needed in order to provide comprehensive alternatives and services for 
minority youth. 

�9 Areas for study remain regarding: 

What are the characteristics of juvenile offenders in public detention and 
correctional facilities? 

4, What are the characteristics of juvenile offenders in private (mental health and 
residential) institutions? 

4, What are the characteristics of the families of the youth in public and private 
facilities? 

Are the family characteristics, needs, services and outcomes different for minority 
youth than for non-minority youth? If so, why? 

THE ROLE OF THE ENVIRONMENT: POVERTY AND POOR HOUSING 

Juvenile justice professionals and policymakers on the national, state and local level need 
to study the role of the environment on the decision-making process from the point of 
arrest to disposition as it affects the detention and institutionalization of minorities in 
public facilities. 

Source Unknown 
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C onsider the following traf- 
fic stop: 
Officer  Smith pulls over a 

motor vehicle occupied b ;  four His- 
panic males. She approaches the 
driver of the vemcle and asks for his 
license and vehicle re,zistration. Not 
understanding Enetish. the driver 
replies. "No hablo ingles." Officer 
Smith. ~xho does not speak Spanish. 

:~C;O CCL;'2eS': 2" ~=.C:r~a ,~OSZC~; 

- -  a 

,' I ,;a/" 

continues to make inquiries in En- 
glish, which results in both parties 
becoming frustrated and excited�9 

The officer then motions for the 
driver to exit the vehicle. Within 
moments, the repeated attempts at 
communication and apparent mis- 
understanding between the driver 
and the officer lead to a confronta- 
tion in which Officer Smith sustains 

iniurie~,. The men then drive a~vav. 
,rod a hi,zh->peed cha~,c follo~ ,,. The 
pursuit ends x~ ilen the dr iver wreck~, 
his vehicle. 

This ,,eeminglv routine uatfic 
, top result:, in severe consequences.  
The  d ep a r tm en t  places  O f f i c e r  
Smith on injury leave. The innocent 
b',standers iniured as a result ot  the 
hi~h-~,peed chase brin,_, civil action 
a,.:ainst the law enforcement a,_,encv. 
The occupants of the stopped ve- 
hicle ,a f te r  iniuries, which lead to 
their ilo~,mtalization. And. t\xo po- 
lice crub, ers remain out ot  ,,crvice 
f,~r an extended eeriod of time. 

Untortunatelv. ,,ituations ~,uch 
as this will likely increase as scores 
~t people from foreign countries 

continue to immigrate, both legally 
and illeeallv, to the United States. 
For the most part. these immigrants 
experience many. difficulties while 
trying to assimilate into American 
society. They also pose problems 
for criminal justice personnel be- 
cause of laneuaee barriers and cul- 
tural differences that neither group 
fully comprehends. 

This article e~~lains some orthe 
' k 

reasom, behind the misunderstand- 
in,,s and lack orcommunica t ion  that 
occur  between law en fo rcemen t  
and the various ethnic communities.  
It then suggests that one way to 
overcome these problems is to in- 
corporate foreign language instruc- 
tion into criminal justice trainin,z 
programs. 

REASONS FOR LACK OF 
C O M M U N I C A T I O N  

Language Barriers 
The primary reason ~vhv law 

enforcement  officers and many for- 
eign-born residents of the United 
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States fail to communicate  is that 
neither group can ~,ufficienttv com- 
prehend the native lan,.z'ua,'e of the 
other. Ol-ten. immierants have little 
or no knowledge of the English [an- 
,,ua~,e when they come to the United 
States. and the,,' experience great 
difficult,,. learning the language 
once the;' arrive. 

Compoundin,,= the situation i.,, 
the fact that their children often also 
have difficult , , '  c o m m u n i c a t i n , ,  
Since their parents do not speak En- 
glish, the language of their native 
country i> the only one the,,' learn at 
home. 

In the school s \s tem,  these chil- 
dren often face isolation from fellow 
students, which sometimes leads to 
discrimination and blatant hostility. 
One metropolitan newspaper  edito- 
rial described the tauntin,, of  His- 
panic students with epitaphs of  ' G o  
Home."  Students voice "'what man,, 
adults not only hope but also be- 
l i e v e - t h a t  the Central American 
' p r o b l e m . . . w i l l  d i s appea r ,  that 
t hese  p e o p l e  will =,,o home to their 
[native] countries."" 

Placement of students in En- 
,_,lish-as-a-Second Language classes 
also isolates them from the main- 
stream. Although such action may 
be necessary, it is somewhat  self- 
defeatin,.z in that it reinforces the 
segregation of these students. Also. 
man,,, schools cannot afford bilin- 
gual counselors,  who could help for- 
eign-born students or those born of 
i m m i g r a n t s  a s s imi l a t e  into the 
school svstem. 

Mistrust of the Criminal .Justice 
System 

For  m a n y  i m m i g r a n t s ,  the 
criminal justice systems in their na- 
tive countries acted as puppets of  the 

...a working knowledge 
of ethnic languages 

and cultures... 
enhance[s] 

communication and 
understanding. 

Oeouty Colvarcl serves with the Loudoun 
County. Virginia. Sheriff's Office. 

ruling political regimes. For them. 
�9 L a w  enforcement  is feared, not 
respected."-' 

,-ks an assistant director of the 
Miami Human Resources Depart- 
ment s tated.  "'In a major i ty  of  
countries. . .police officers are not 
seen as community servants, but as 
oppres.sors .... "" This makes it ex- 
tremely difficult for these people to 
change their beliefs of taw enforce- 
ment once they arrive in this coun- 
try. As a result, the;' do not trust and 
will not cooperate with criminal jus- 
tice personnel. 

Fear of Deportation 
Another segment of immigrants 

include those who fled the eco- 
nomic and political oppression in 
their  coun t r i es  and en te red  the 
United States illegally. These immi- 
grants fear depor ta t ion  because  
they see it as tantamount to a death 
sentence upon their return. This 
!ear. as well as their inability to 
comprehend  the d i f fe rences  be- 
tween the criminal justice system of 
the United States and that of their 
nati``'e countries, augments the pos- 

qbil i tv o f  violence it an encounter 
,~hould take place. 

W H A T  L A W  E N F O R C E M E N T  
CAN DO 

To  begin ,  law e n f o r c e m e n t  
must realize that the United States 
will continue to be a sought-after 
refuge for immigrants. In fact. bv 
the year 2010. more than one-third 
of all children in the United States 
will be black. Hispanic. or Asian: 
whites or European descent will no 
loneer be the ma.iority.= 

This means that law enforce- 
merit must put forth a concerted or- 
fort to ensure that officers will be 
able to communica te  with and relate 
to members  of ethnic communities. 
One xva',' for this to occur is to incor- 
porate training in the foreign lan- 
guages  and cul tures  into police 
academies.  

Academy Training 
The Northern Virs Criminal 

Justice Academ,, .  a regional police 
academy servin,.z over 20 police 
departments,  offers a 2-day "Sur- 
vi``al Span i sh"  course for those 
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being trained at the facilitv. Enroll- 
ment is open to all sworn and civil- 
ian personnel. The course consists 
of verbal, visual, and practical exer- 
cises and concentrates on com- 
monly used phrases and questions. 

During the course,  students 
learn the vocabulary needed during 
an encounter with a Spanish-speak- 
ing person. They learn to identify 
certain Spanish words and phrases. 
including those that might show 
hostile intent. At the end of the 
class, they receive a cassette tape of 
what was taught so they can con- 
tinue to practice their language 
skills. 

This regional police academy 
also offers a "cultural sensitivity:" 
workshop that addresses the differ- 
ences between the current main- 
stream culture of the United States 
and the cultures of  both Latin 
America and Asia. This course cov- 
ers such areas as "'body space." "ma- 
chismo." and "'touching," among 
others. 

Another course currently under 
consideration is a Spanish course 
designed specifically for telecom- 
munications operators. This course 
would concentrate on the proper 
words and phrases needed to obtain 
the information that dispatched po- 
lice units need to know when re- 
sponding to calls for service. 

College Courses 
Many universities and colleges 

offer foreign language courses. 
which provide another avenue for 
law enforcement officers. While 
such courses are geared to the entire 
student population, foreign lan- 
guage departments may oblige local 
police departments bv tailoring a 
course to meet the specific needs of 

law enforcement personnel. This 
would include incorporating com- 
monly used greetings, questions. 
and commands, as well a vocabu- 
lary needed to obtain physical de- 
scriptions or to use during traffic 
stops and other general enforcement 
situations. 

...law enforcement 
must put forth a 

concerted effort to 
ensure that officers will 

be able to  
communicate with and 
relate to  members of 
ethnic communities. 

One county police department 
made arrangements for a commu- 
nity college language instructor to 
come to the police department to 
teach Spanish to its employees. Ac- 
cording to a police officer who at- 
tended this training session. ' I t ' s  a 
survival tool. When one guy tells 
another that he's going to pull a 
cuchillo (knife) on me, I don't have 
to see it to know about it." The same 
off icer  then noted,  " 'Speaking 
Spanish...is a positive public rela- 
tions tool, reducing distrust between 
the Hispanic community and the 
police department. "'s 

Those police departments that 
choose to work with colleges in 
s tructuring a language  course  
should keep in mind that patrol 
officers are not the onlv ones who 
need language instruction. Courses 
should also be tailored for adminis- 
trative, communications, and cot- 

rections personnel. For these de- 
partment members, knowledge of 
a language spoken bv many resi- 
dents of their community will help 
them to perform administrative, in- 
vestigative, and public relations 
functions. 

TRAINING BENEFITS  

As America  becomes  more 
ethnically diverse, police train- 
ing. especially in language and cul- 
tural sensitivity, becomes  more 
critical. Training develops better 
police officers and lessens the 
chance ot lawsuits brought against 
the department. 

When officers are afforded lan- 
guage and cultural sensitivity train- 
ing, the possibility of  misunder- 
standing between law enforcement 
officers and members of  an ethnic 
community decreases. Such trhin- 
ing can also avert violent encounters 
or at least diminish the extent of 
violence should such a confronta- 
tion occur. 

Language and cultural sensitiv- 
ity training can also result in sub- 
stantial cost savings for a depart- 
ment. Obviously, a department can 
save money by taking everv step 
necessary, to protect itself from liti- 
gation. It can also save the cost of 
acquiring translators for street en- 
counters in which officers cannot 
understand what suspects are sav- 
ing. In such situations, law enforce- 
merit personnel with a workin~ 
knowledge of the language could 
serve the department just as well, or 
even better, than a paid translator 
performing the same service. 

Most importantly, officers who 
can understand and speak a foreign 
language demonstrate to that ethnic 
community that they are committed 
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t o  serve them as best they can. 
People appreciate knowing that 
their police department is trying to 
communicate with them in order to 
better understand their wants and 
needs. This fosters trust and im- 
proves the department's .public 
image in the community. In turn, 
the community members may be 
more willing to come forth with 
information about local crimes and 
problems. 

CONCLUSION 
Law enforcement  agencies 

throughout the United States serve 
members of various ethnic commu- 
nities. For this reason, police depart- 
ment employees should be afforded 
practical training in both foreign 
languages and cultures. 

Such training averts future 
problems. Providing criminal jus- 
tice personnel with a working 
knowledge of ethnic languages and 
cultures through academy, college, 
or agency training can enhance 
communication and understanding. 
It can also guard against encounters 
that could threaten the prospect of a 
peaceful coexistence. § 
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Re 'or s Needed to Erase Raciail B as in Juvenile JusHce 
Systen% Socia]l Werkers, Police, Advocates Say 

Social workers, police officials 
and juvenile justice advocates have 
called upon the Congre~ to increase 
funding for community-based pro- 
grams to decrease the disproportion- 
ate number of minority youth in the 
juvenile justice system. 

Witnesses testifying at a June 
hearing before the Senate Judiciary 
Committee also said that a lack of 
understanding of the special needs of 
high-risk youth has contributed to 
their over-representation in the jtrve. 
nile justice system. 

Senator Herb Kohl ('D.WI), chair- 
man of the judiciary committee's 
Subcommittee on Juvenile Justice, 
s~id he was concerned about the over- 
representation and ~ted recent saud. 
ies showing that blacrc teens are four 
times more tiketv to face prison th~n 
their white peer~ who commit the 
~me offense. In addition, the study 
revealed that more young black men 
are in the cr'iminal justice system than 
are in college, Kohl said. 

The senator cited studies that 
found that minority ~uths, including 
black. Hispamc, A.sh~n-Americ~n and 
Native American youths, l~ve repre- 
sented a 93 percent increzse in the 
justice system since 1980. 

Carol Williams, senior research 
analyst of the Center for the Study of 
Social Policy in Washington, D'.C.. 
testified that the fate of troubled 
youths often is decided arbitrarily 
depending on the biases of judges, 
police officers, or social workers. 
Although soc~at services initially are 
provided equally to whites and mi- 
noritie~ the minorities receive less 
follow.up care, Williams mid. 

Isaac Futwood, chief of the Met- 
ropolitan Police of Washington. D.C., 
testified that minorities in the city are 
more tikety than whites to be placed 
in corrections programs. The num. 
bet of minorities being phced in cot. 
rection programs is increasing every, 
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year, according to Fuiwood. Greater 
funding for programs is needed. 
Fulwood said, to prevent mmonrv 
youths from entering the system. 

Judge David Ramirez, of the 
Denver Juvenile Court in Colorado 
testified that he did not think attor- 
neys were intentionally racast, but that 
they may discriminate on the basas of 
the youth's risk factors. Risk factors 
include, for example, povenT., trtmncy., 
a dy. sfunaionat famib" " , a single parent 
family, drug history, and high-crame 
neighborhoods. 

Ramirez also said that many 
juveniles nationwide are represented 

Bias, cont'd on page 2 
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bv inexoenenced court.appointed 
iawvers. Juvemie court is "more or 
less a training ground" for inex.oert- 
enced attorneys, Ramirez said. 

Ramlrez testified that many of 
,hem iawvers are un~amii]ar with the 
sooo-ec~nomac problems o{ the jure. 
nlies and are not sensitive to their 
~pecaai ethnic neeci~. The judge advo- 
cated the broadening o[ law school 
curriculums to include visits to juve- 
nile detention canters, inner-city 
neighborhoods, and studies of juve- 
nile problems. 

Several of the witnesses said that 
increased funding shouM be used to 
create Late.night athletic programs to 
keep juveniles off the streets, pro- 
grams to promote parental and faro- 
iN, invoivement, and programs aimed 
at reducing theexposure to guns and 
drugs among juveniles. 

Larry. LaF3ort, associate professor 
" the Department of Criminal Jus- 

,ct at the University, of Southern 
Mississippi, testified that increased 
ac.~ to juvenile recorcls is crucial to 
combat bias problems and other in- 
adequacies in the swstem. "We need 
to know what's going on in order to 
cban~e our strategy," LaFlore said. 

C~.ord O'DonnetL dix~ctor of the 
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Center for Youth Research in Hon- them establish house ruies` and to 
olulu, Hawaii, testified :hat public function as role models for their chil- 
funds should go to private, commu- dren. Fui'wood said. Witnesses testi- 
nity programs, rather tl'~an insutu- fled that socaal workers aLso must De 
tional or correctional programs, on caLl for emergencies 24 hours a 
"The institutional programs are in- day. 

herentlv taiiures,'" �9 said. 
�9 _ Rudv.CL,xvez. the as.s~tant execu- 

tive director of Youth Deveiopment 
Inc. in Albuquerque, H.M.. said the 
program has successfully curded de- 
linquency by providing a variety of 
programs for youths, including indi- 
vidual counseling, drop=out preven- 
tion, services for the mentally im- 
paired, a community center. General 
Education Diploma (GED~ prepara- 
tion. entry.level employment, Ac- 
quired Immune Deficiency. Syndrome 
(AIDS') prevention training, recrea- 
tion for latchkey children, and gang 
intervention. Many of the programs 
target children as young as six years 
okl u~ang innovative methods suca as 
puppetry., to discourage young chil- 
dren from joining gangs. The pro- 
gram's youth employment ~'ystem 
teaches entrepreneurial skills to juve- 
niles who then work in their commu- 
nities. 

Williams testified that the progre= 
of minority, youths through the juve- 
nile justice system should be moni- 
tored more carcfuUy.. Better momtor- 
ing will help identify, potential prob- 
Lems and measure the impact of incar- 
ceration on youths, she said. The 
success of reforms also must be ana- 
[y7.,ed, Williams added. 

O'Donneil testified that social 
workers and juvenile justice officials 
must be sensitive to the juvenile's 
background so that programs "are 
more m tune with those [they] mrve." 

Reduang contact among high-risk 
youths, O'Donnell added, should be 
a top priority,. Youths cannot be al- 
lowed to re-create the adverse envi- 
ronment of the streets within correc- 
tional programs. O'Donneil said. 

"If you oould turn f juveniles] back 
to a home with a socnal worker (pres- 
ent], this woukl make a critical differ- 
enct," Fui'wood said. Social workers 
need to work with parents to help 
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A merica continues to be a 
primary destination (,)r 
IL'lU~2ee:., [r(llTI al()Ulld the 

�9 '.,,rid. The mo~t recent ~nIlux ,>1 
:mm~grants to the United States ar- 
; ived from Southeas t  Asia. In 
Oroxille. California. Laotian retu- 
gees. consisting primarily of the 
Hmong. Mien. and Lao. represent 
the largest immigrant population. 

.-~s with other people from 
Sc)utheast Asia. Laotian rerueees 
brine with them a culture ~lnd 
iiI-estx le quite different from that of 
Western popula t ions .  Unfortu- 
natel,,. ~uct] differences can inhibit 
the acceptance of refugees bv the 

community, thereby creatine di.~- 
harmony and threateninL, ti'te\tatus 
quo. 

One ',:;.iv c t )mmuni t ies  can 
bridge the gap betv.een dit'ferine 
cultures is to support ethnic and cul~ 
rural events. The Hmone New Year 
celebration provided sucTh an oppor- 
tunity for the Cit\  or Oroviile. 

"i'his article ctescribes how the 
Oroville Police Department '.;orked 
~ith the Hmong community to pre- 
pare fora cultural celebration. It also 
provides a model for how other law 
enforcement agencies could better 
prepare for similar events in their 
communities. 

Immigration of Southeast Asians 
Laotian refugee>, comprise an- 

proximately 25 percent ot ihe clt~", 
12.500 residents. Althou,.,-il the cltv 
has made progress toward inteera- 
/ion since their aiTival in the mid- 
1980s. citizens still exper ience  
~,ome difficult,,, acceptin,..z these 
people into the cornmunitv.- 

Unfortunateh.. the mistrust and 
contempt {)f government  in~,titu- 
/ions that the re tueees  brou,...,ht 
'with them compounff the problem. 
In addition, the Laotian community  
",utters from a Iorm of cultural and 
Iamilx dys func t ion  when  their  
,voung readily accept  Amer ican  
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,,rays. :into man',' of the traditional 
Laotian values differ significantly 
[Fore tho~,e or their ne~vi\ adopted 
,,ociet\'. 

One tradition that the Hmong 
continue to celebrate i> their new 
\ear.  ~hich takes place dunng No- 

ember and December. This public 
celebration mixes religious expres- 
,ion, social interaction, and com- 
pet i t ive sporting events.  Local 
Hmong families coordinate the fes- 
tixities and invite other family 
members from throughout the re- 
,_,ion to attend. 

Preparing for the Event 
Approximately 6 weeks before 

the celebration. Hmong leaders re- 
quested the police department to as- 
sist with security. From the begin- 
ning. the celebration challenged the 
d e p a r t m e n t s  staff and planning 
,,kills. 

The d e p a r t m e n t s  concerns  
centered on three issues. First. the 
depar tment  wanted to curb the 
poss ib i l i ty  of violent  confron-  
ta t ions  be tween  rival Asian 
,treet gangs. Second. it wanted 
',o ensure the ~,atety of all citizens 
in the community. And third, the 
depar tment  wanted to promote  
trust between department person- 
nel and members of the Hmong 
community'. 

Site Location 
While the department planned 

~or security. Hmong leaders located 
a place in which to hold the cetebra- 
t ion--a  local middle ~,chool. They 
received permission to use the 
school  only after thex assured 
school officials that no more than 
a.00 people would attend. Site loca- 

One way communities 
can bridge the gap 
between differing 

cultures is to support 
ethnic and cultural 

events. 

Captain Pitter is tt~e commander of the Ooerations Division and 
Technical Services Diwsion of the Orowlle, Califorma. Police DeDarrmem. 

tion alone posed a problem for lax,, 
enforcement. 

The site chosen borders the city/ 
county limits, which is a predomi- 
natelv black working class commu- 
nity that experienced difficulty ad- 
justing to the c i tys  grooving cultural 
pluralism. Unfortunately', the influx 
of Southeast Asian refugees to the 
area created friction with the other 
ethnic groups that occupied this area 
tor years. 

In addition, directly across from 
:he middle school is a IYark well- 
known tor nightly' drug activity and 
drive-by shootings. Because the cel- 
ebration would extend into the 
night, and depending on the degree 
of pedestrian and ~ehicle traffic. 
parking in and around the park could 
incite territorial confrontations be- 
tween ethnic groups. 

The police depar tment  ad- 
dressed these concerns to black 
community. leaders. These leaders 
helped to diffuse a potentially ex- 
plosive situation by providing po- 
lice with emergency contact num- 
bers they could call should trouble 

start to develop betxveen ri~al 
groups. 

Gathering Information 
When the police department 

first became a~vare or the pending 
celebration, it started to s ti~c 
informauon necessary to manage 
the event successfully. To begin. 
department officials contacted the 
Yuba County Police Department. 
which policed a >imiiar event tile 
previous year. This department un- 
derest imated attendance. ',',i;ici~ 
strained tile resources or the depart- 
ment. Also. durim, the first hour. 
Yuba  Count> police confiscated 
over 24 o_uns, mostly small re\oiv- 
ors and automatics, trom suspected 
gang members. This event aiso re- 
suited in a gang-related homicide. 

The Oroville Police Depart- 
men t s  gang officer also receixed 
information from a local Hmong 
gang member that several gangs 
from other cities planned to attend 
the event. This informant stated that 
approximately 3.000 people should 
be expected, not the 400 originall.~ 
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,0u= t a ~ a r a t l o n  Ot a n  ethnic event offers 
the opportunity for cultural awareness." 

anticipated. In light of this informa- 
tion. the department decided to re- 
main in constant contact with local 
gang members to gain information 
and to promote concern about the 
safety of the celebration,  partici- 
pants and other segments of the 
communitv. 

Briefing 
Two days before the exent, the 

department held a briefine for oftl- 
eers. During the briefing. ,uper- 
visors passed on intelligence infor- 
mation and addressed entorcement 
strategies, particularly re~ardin~ 
allocation and dep loymentof  pe~ 
sonnel and parking and traffic 
regulations. The department also 
invited other local  public safety 
agencies to attend the briefing, in 
case their services would be needed. 
as well as officers from neighboring 
jurisdictions. 

Because of the cultural differ- 
ences between members of the de- 
partment and the Hmong commu- 

airy. the departments gang officer 
explained the Hmong culture to 
those in a t tendance.  Of f ice rs  
learned of the importance of status 
among the Hmong and of their in- 
creased emphasis on the extended 
family, fatalism, harmonv with na- 
ture. and interdependence. 

They also learned that to show 
respect, they should address the el- 
dest male or female in the group and 
that they should not point their fin- 
gers or cross their arms ',',hen talk- 
ing. For the Hmong. pointing fin- 
gers is reserved for small children 
and animals, and crossing one's  
arms signifies that the person is 
bored, which the Hmong consider 
insulting. 

At the same time. the depart- 
meat wanted the officers to profit 
from the event. It encouraged offi- 
cers to participate in the activities. 
talk and interact with the partici- 
pants, and taste the traditional food. 
as long as their actions didn't inter- 
tere with their duties. 

Local Gangs 

The information gathered 
~ardin,, .4~ian ean~ movement ,.~ 
'ns t rumenta i  in dictat~n~ :I 
department',; response. The d~enax 
ment kne`,v that local gang membe 
x,. ould arri`,e in compact cars. po~,s 
bly '~porring fluorescent ~ indshie 
wipers and distinctive license pta, 
frames. -\ledallions and certai 
types of decals also marked gan 
vehicles. 

Intelligence also suggested th~ 
gang members `,`,ould gather i 
groups of four to six and ,tar on th 
outskirts of the activities, hecam,, 
joining in was just "'not cool.'" Nlos 
gang members could be identifie{ 
by their dress, e ,, different coh)rec . . ~ . .  

bandannas. :,hoes and shoe laces 
black jackets  with p ro fe s s iona  
sport emblems, or by their distinc- 
tive look. e ,, slicked-back hair or 
punk/Ne~v Wave hairstyles. 

The department believed that 
violence could occur, but not in the 
form of stereotypical ,-:ane fiehts. 
Gangs would most likelv~eta']iate 
later, either at the exent or ,ome- 
where else in the community. Gane 
members nqigbt also try to conceai 
handguns. ~uch as :,mail frame re- 
~ olvers and semiautomatics. Larger 
weapons possessed by ean_o mem- 
bers ~vould. most likel,,'7, remain in 
their vehicles. 

Officer Beha~ior 
While on patrol durin~ the cel- 

ebration, department supervisors 
ins t ructed both un i fo rm and 
plainclothes off icers  to remain 
highly \isibte, to contact kno`,vn 
gang members rrequentlv, and to 
always obtain consent tor'voluntarv 

12 / FBI Law Enforcement Bulletin 



searches. Supervisors also directed 
officers to avoid physical contact. 
not to interfere with gang mem- 
bers" freedom of movement, and 
if possible, not to move them from 
the original point of contact unless 
they intended to arrest them. Addi- 
tionally, officers were always to 
assume that gang members carried 
weapons. 

The supervisors wanted the of- 
ficers to remain assertive, but to 
show the gang members respect. 
They told officers that they should 
obtain any gang member ' s  full 
name, not just the street moniker. 
And. whenever possible, officers 
should photograph gang members 
and their vehicles. 

The officers" enforcement ac- 
tivities primarily entailed gathering 
information, collecting evidence. 
identifying suspects, and addressing 
criminal complaints. This allowed 
the optimum number of officers 
to remain conspicuously on the 
scene. Of course, the officers would 
act immediately if a violent crime 
occurred. 

The Celebration 
The celebration lasted 2 days- -  

Saturday and Sunday. On the first 
day, approximately 2.800 persons 
attended the festivities: on the sec- 
ond day, an estimated 2,000 people 
joined in the celebration. 

The scheduled Saturday night 
dance caused the most concern for 
law enforcement, because it posed 
the most opportunity for violence. 
For this reason, the department 
took extra precautionary, measures 
by assigning additional personnel 
and requesting assistance from 
sheriff's departments to maximize 

Important Tasks When 
Policing Cultural Events 

Talk with organizers and gang informants 
frequently to make them aware that the police 
department is prepared for the event. 

Do not rely completely on event organizers for 
information. Check with other law enforcement 
agencies that policed similar celebrations for 
intelligence information. Retv on law enforce- 
ment resources for planning and ensure those 
offering their facilities know what to expect 
before they authorize use. 

Advise the local health department of the cele- 
bration to ensure food concessions and restroom 
facilities meet local regulations. 

Legislate for an ordinance requiring that fees for 
public events be paid at least 30 days before the 
event. 

Brief officers on the group's culture. Encourage 
officers to partake in the activities if invited and 
if it does not take them away from their duties. 

Do not take enforcement action for minor 
offenses, thereby depleting the number of 
available personnel. 

Deploy officers using an inverted pyramid 
model, i.e.. have more officers on duty as the 
event progresses into the late afternoon and 
evening hours. 

Establish a secure command site for bookings 
and collecting evidence. 

Debrief officers shortly after the event and share 
information with other law enforcement agencies 
that police similar populations and events. 

Manage the event by promoting respect for the 
culture of the event organizers. 
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the law enforcement presence at 
the event. 

Sergeants supervised the site 
for the duration of the event, while 
captains made periodic inspec- 
tions. Each new contingent of offi- 
cers reporting t'or dutv received an 
information sheet that covered the 
event,  Hmong cultural mores, 
gangs, and authorized tactics. 

The department also set up a 
command post for officers to use as 
a break area. The command post 
officers controlled the entrance to 
the school parking lot. with only 
one point available for entering and 
exiting the area. And, because of 
the possibility for violence away 
from the celebration, officers also 
patrolled the Hmong neighbor- 
hoods. 

During the event, officers in- 
tervened in only one gang-related 
incident. They also received six 
prank 911 hang-ups originating 
from the school during the event. 
However. no visible alcohol or 
drug use occurred. 

After the Celebration 

The department subsequently 
contacted one of its informants to 
determine why this particular cel- 
ebration did not experience many 
of the same problems that other 
similar celebrations had. The infor- 
mant told police that the numerous 
contacts they made with local gang 
members and the Hmong commu- 
nity made it appear that the depart- 
ment was well-prepared for the 
event. 

Another informant later told 
the police that presumably a gang 

concealed two guns along the school 
fence, although this was onlv hear- 
say. In addition, a registrations check 
of vehicles parked around the event 
site verified that participants came 
from as far as 100 miles awav. 

In another instance, dealers" 
records of sale received bv the police 
department showed that a local resi- 
dent with a Federal firearms license 
sold three small semiautomatic pis- 
tols to Hmong from the Sacramento/ 
Gait area. The Oroville Police De- 
partment relayed this information to 
the proper jurisdiction. 

Conclusion 
Throughout the celebration, the 

Oroville Police Department focused 
primarily on the safety of the people 
attending the Hmong New Year 
celebration. To do so, it depended 
on intel l igence-based planning, 
which provided the key to success 
in policing this cultural event. The 
police department developed and 
maintained open lines of communi- 
cation with the sponsoring ethnic 
community,  gathered data from 
other law enforcement agencies po- 
licing similar events, and mana~,ed 
the event with respect for the Hmong 
culture. 

The celebration of an ethnic 
event offers the opportunity for cul- 
tural awareness. It yields a wealth of 
information about the people, their 
culture, and the obstacles they face 
integrating into the community. For 
the Oroville Police Department. suc- 
cessfully managing the Hmong New 
Year celebration strengthened the 
department's abilitv to deal more ef- 
fectively with cultural diversity..ff 

Police 

The Air Bag 
Rescue System 
A New Solution to 
an Old Prob/em 

en the New York City 
ransit Police recog- 

nized a need for an emergency unit 
on the subway line. it formed the 
Emergency Medical Rescue Unit 
(EMRU). Initially. the unit's 
primary goal was to assist subway 
riders who became ill. However, 
the transit police soon realized that 
the unit could respond to other 
types of emergencies as well. 

Emergency S~tuations 
One of the most life-threaten- 

ing situations results when a 
person becomes trapped under a 
train. Oftentimes, the victim is still 
alive and pinned under the wheels 
when the unit arrives. Previously, 
it took approximately an hour to 
jack up the train and free the 
individual, using a complicated 
configuration of hydraulic jacks 
and wood cribbing. 

Administrators realized that 
due to advances in medical tech- 
niques, they could save many 
limbs and lives if a quicker and 
safer means of extraction existed. 
After research, officials decided 
that the air bag rescue system 
could best accomplish the job. 

Equipment  

The EMRU worked closely 
with both the manufacturer and the 
Transit Authority' s Car Equipment 
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Bringing Mumticu turalism 

Mural painting is one of many cultural activities offered in the ar l ist .m-res,oence program. 

by Celedonio Vigil 

T 
he New Mexico Youth Diagnostic and Develop- 
ment Center and Girls' School, a training school 
in Albuquerque. handles a highly diverse juvenile 

population. Here's a look at the facility's programs and its 
multicultural approach to serving youths. 

* Students display more interest and pride when 
classes involve materials relevant to their cultures. 
Our English curriculum includes literature from 
Hispanic, Native American and African American 
authors. The goal is to gather a wide spectrum of 
information representing various perspectives and 
relating positively to various lifestyles. This helps 
the students develop healthier attitudes toward 

themselves and society. 
* The annual artist-in-residence program involves 

the youths in poetry, writing, mural painting, song 
writing, singing, flamenco dancing, videography 
and crafts. The project is sponsored by the Na- 
tional Endowment for the Arts (NEA) and the New 
Mexico Arts Division. Artists. who are selected 
from a list provided by the NEA. are hired to give 
in-house instruction to the youths. The program of- 
fers the juveniles unique ways of expressing their 

cultural backgrounds. 
* The Cinco de Mayo celebration commemorates the 

Battle of Puebla. 
Mexico, in which 
General Zaragoza's 
troops, though out- 
numbered three to 
one, defeated Napo- 
leon III and his 
troops in an 1862 at- 
tempt by the French 
to capture rule of 
Mexico. Residents are 
entertained with Ma- 
riachi music while en- 
joying an elaborate 
selection of Mexican 
foods. Each riving unit 
helps create a poster 
depicting Cinco de 
Mayo festivities. The 
youths then decorate 

the cafeteria with a display of the posters. 
* The weekend of Christian living is a retreat in 

which religious volunteers from various churches 
provide ministry, and act as role models for the 
youths. The weekend is designed to recognize dif- 
ferent denominational backgrounds. All vouths, 
whether Catholic. Protestant, Jewish or Moslem, 
may attend. The volunteers counsel the juveniles 
but do not promote specific theological teachings. 

A specially developed mediation program enables 
youths to resolve problems created by cultural differences. 
The program trains staff and youths to serve as neutral 
third-party mediators for conflicts and disagreements. Par- 
ticipants begin to understand cultural biases and how they 
influence perceptions. The program focuses on improving 
relationships, communication and understanding, and it 
promotes cooperation and the constructive expression of 

different opinions and values. 
The school's programs offer a variety, of materials and 

activities to help juveniles respect and understand cultural 
differences. They allow the youths to develop personal pride 
and self-confidence and an appreciation for their culture. 1~  

Celedonio Vigil is superintendent of the N o '  Mexico Youth 
Diagnostic and Development Center and Girls" School. 
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"When officers answered  calls from 
Vietnamese residents ,  we were s tuck  
because of language barr iers .  And 
we realized tha t  these  people often 
weren't  calling the police because  
they knew we cou ldn ' t  help," recalls 
Lt. Joy  Citta of the  Lincoln, Nebraska  
Police Department .  This  f rus t ra t ing  
situation, in combina t ion  with  in- 
creasing violence and  o ther  cr imes  
among refugees reset t led in Lincoln, 
spurred the police to apply  for a 
federal grant  t h rough  the  Nebraska  
Depar tment  of Social Services and  
develop the C o m m u n i t y  A w a r e n e s s /  
Assimilation Project. 

Vie~tnamese H~red A s  
L~aison Officers 
Implemented in J a n u a r y  1992. the 
project first hired two Vie tnamese  
IA~son Officers. Maria Vu a n d  J u n g  
Nguyen. Former refugees  them-  
selves, Vu and  Nguyen  have devel- 
oped an  extensive ou t r each  p rogram 
tha t  includes b rochures  t r ans l a t ed  
into Vietnamese, t ra in ing  for police 
officers, a bilingual newslet ter .  
Neighborhood and  Bus ine s s  Watch  
programs, and  p resen ta t ions  to 
schools. English as  Second  Language  
(ESL) classes, and  c o m m u n i t y  
groups. They also serve on var ious  
communi  W boards  a n d  t r ans l a t e  
whenever needed --  a labor  room in 
the hospital, the a i rpor t  w h e n  a Viet- 
namese  passenger  became ill. a 
domestic violence call an swered  by 
the police, a d r u n k  driving arrest .  

"We've noticed a d r a m a t i c  inc rease  in 
reporting involving the  V i e m a m e s e  
communi ty ,"  says  Cit ta .  "In fact, 
we're often overwhe lmed  wi th  calls 
for help[" 

Because  of its t r ack  record  as  a 
s tate  tha t  success fu l ly  copes  wi th  im- 
migrants .  Nebraska  is one  of 20 
c lus ter  sites de s igna t ed  for refugee 
rese t t lement  by the  federal  govern- 
ment .  Refugees. p r e d o m i n a n t l y  
Vietnamese,  now r ep re sen t  3% 
(6,000 people) of Lincoln ' s  popula-  
tion. A 348% increase  in refugee 
arrivals between 1989 a n d  1991 over 
the previous t h r ee -yea r  period 
s t r a ined  exist ing r e sources .  In 
addi t ion,  the police n o t e d  inc reases  
in crime, general ly  c o n u m t t e d  by 
Asians  aga ins t  Asians .  Problems 
were c o m p o u n d e d  by cha rac t e r i s t i c s  
of the  new refugees who  h a d  less 
educa t ion ,  greater  h e a l t h  problems.  
and  more d i s t r u s t  of author i ty ,  t h a n  
earl ier  arrivals.  

Lincoln's conce rns  mi r ro r  a na-  
t ional  issue.  In a r ecen t  s t u d y  of law 
enfo rcement  agencies  c o n d u c t e d  by 
the Police Executive R e s e a r c h  F o r u m  
(PERF), the majority, r epor t ed  prob- 
lems in delivering services  to cu l tu r -  
ally diverse popu la t ions ,  wi th  the  
mos t  f requent  being c o m m u n i c a t i o n -  r 
difficulties. Half  of the  r e s p o n d e n t s  
repor ted t h a t  minority cit izens were 
unwIJling to report  c r imes  or cooper- 
ate wi th  the police, whi le  45% sa id  
t h a t  the police have a negat ive  image 
in cu l tura l ly  diverse c o m m u n i t i e s .  

ConHnued on page 



Refugees, f rom /:~ge I 

A Multlagency, 
Multifaceted Effort 

The  C o m m u n i t y .  A w a r e n e s s / A s -  
s imi l a t ion  Projec t  focuses  on 
r e f u g e e s  w h o  have en te red  the 
U n i t e d  S t a t e s  within the las t  
t h r e e  y e a r s  a n d  are on publ ic  
a s s i s t a n c e .  This  mul t iagency.  
m u l t f f a c e t e d  o u t r e a c h  effort  
b u i l d s  o n  p a s t  exper ience  and  a 
c o m m u n i t y %  c o m m i t m e n t  to 
he lp in g  even  the  mos t  d i sadvan-  
t a g e d  r e f u g e e s  a d a p t  to Amer ican  
c u l t u r e .  "It 's an  educa t i on  proc- 
ess ,"  s t r e s s e s  J o y  Citta. "These 
p e o p l e  w a n t  to obey  the  laws, b u t  
t h e y  n e e d  in format ion  so  they  can  
m a k e  i n f o r m e d  Judgemen t s .  We 
be l ieve  t h a t  educa t ion ,  no t  more  
pol ice,  is t he  key." 

T h e  pol ice  d e p a r t m e n t  works  
c lose ly  w i th  r e s e t t l emen t  agen-  
cies,  soc ia l  services ,  rel igious or- 
g a n i z a t i o n s ,  colleges, ci ty and  
c o u n t y  gove rnmen t ,  b u s i n e s s e s ,  

Editor: Mary Jo Marvin 

C a t a h j s t  is publ i shed  regularly by the 
Natlonml Crime ~ t l o n  Council  1700 
K Stree t .  NW. Second Floor, Washing- 
ton.  DC 20OO6-3817. 202-466-6272.  
J o h n  A. Ca lhoun .  Executlve Direcuar. 
Th i s  publ ica t ion  was ffmde possible 
th_~u~ C o o ~ t w ~  ~mdmg ~ e n t  
No. 92-DD-C-X-K022 from the  Bureau of 
J u s o c e  A.~81sts.nce. Office of Jus t i ce  
P rog rams .  U.S. Depa runen t  of Jus t lce .  
Optr t lons  are  those  of NCPC or clted 
s o u r c e s  a n d  do not  necessar i ly  reflect 
U.S. D e p a r t m e n t  of Just.lee policy or 
poslt . lons.  The Bureau o f J u s U c e  A.~m- 
t a n c e  is a c o m p o n e n t  of the  Office of 
J u s t i c e  Programs.  whlch also includes  
t h e  B u r e a u  of Jus t l ce  Stat is t ics .  the 
NatJonal  Ins t i tu te  of just . lce,  the  Ofl]ce 
of j u v e n i l e  j u s t l c e  and  Dellnquency 
Preven t ion .  a n d  the Ofllce for VlcWns of 
Crime.  
The Nat ions/Crt rne  Preventlon Council ts 
a non/:~flt, t a x ~ ~  Cm- 
tmilmttt~r~ are  w e l t ~ m e d  a n d  are tax de.  

duct tbte .  

Puonca t , on  ~unoe~ ov 
B u r e a u  01 JU~liCe .-~5~l.SlBnce 

and  c o m m u n i  .ty groups  who help 
refugees.  An Immigrant  and 
Refugee T a s k  Force mee t s  
month ly  to add re s s  refugee con- 
cerns  and  needs  and identify. 
gaps in services:  its m e m b e r s  
were i n s t rumen ta l  in developing 

R 

"We believe that 
education,  not  more 
police, is the key." 

the C o m m u n i t y  Awareness /As -  
simflatlon Project. Trans la ted  
into Vie tnamese  by community.  
l iaisons Vu and  Nguyen. pr inted 
mater ia ls  cover  crime prevention.  
immuniza t ion  and o the r  public  
heal th  services,  domest ic  vio- 
lence, d rug  prevent ion,  victlm 
services,  a n d  safe driving. A 
"How To" guide  for new refugees 
explains services  avai lable in the 
communi ty .  Neighborhood and 
Bus ines s  Wa tch  p resen ta t ions  
and mate r i a l s  are available in 
different languages .  

Police officers and  c o m m u n i t y  
liaison officers have con tac ted  
over 1,000 non-Engl i sh  speaking  
refugees t h rough  ESL classes ,  
forums,  a n d  c o m m u n i t y  meet-  
Ings. P resen ta t ions  in publ ic  and 
parochial  schools  reach  ou t  to 
refugees '  chi ldren,  emphas iz ing  
that  police officers are  fr iends 
who can  help.  Semina r s  explain 
cul tura l  differences to law en- 
forcement ,  teachers ,  and  others  
who come  in con tac t  wi th  refu- 
gees. The police d e p a r t m e n t  has  
made  recrui t ing  minor i ty  officers, 
especial ly S o u t h e a s t  Asians,  a 
priority. 

Moving from Outreach to 
Partnerships 
The Lincoln Police Depa_nment. 
in coopera t ion  with the  Nebraska  
D e p a r t m e n t  of Social Services,  
has  s o u g h t  and  won  addi t ional  
federal funding  to t ake  cu r ren t  
p rograms  a s tep  fu r the r  and  

I build c o n t a c t s  with the  refugee 

p o p u l a U o n s  into par tne r sh ips .  
While ex ls t ing  activities will 
cont inue ,  n e w  initiatives seek  to 
e n h a n c e  refugees '  abiiities to hel 
t hemse lves  a n d  prevent  their  vlc- 
t l m i ~ t i o n .  F u t u r e  p lans  include: 

| Help ing  re fugees  form their  own 
n e i g h b o r h o o d  assoc ia t ions  and  
becoming  p a r t  of the Mayor 's  
Ne ighborhood  Associa t ion 
R ound t ab l e :  
�9 Developing an  ou t r each  project,  

; wi th  h u m a n  service agencies ,  to 
a d d r e s s  chi ld  a b u s e  and  neglect,  
domes t i c  violence,  and  alcohol 

i abuse :  
i * Hos t ing  m o r e  w o r k s h o p s  on 

cu l tu ra l  d i f ferences  and  succes s -  
ful re fugee  p rog rams  for s ta te  
and  city agencies :  
| Organiz ing  a Youth Counci l  for 
S o u t h e a s t  As ian  refugees:  

T~4V 

"The Police Depar tment  
has made  recruit ing 

m i n o r i t y  officers, 
e s p e c i a l l y  Sou theastern 

Asians, a priori ty ."  

o W ork i ng  wi th  Head S ta r t  pro- 
g rams ;  
* E s t a b l i s h i n g  a Resource  Center,  
i nc lud ing  a video library; 
| E x p a n d i n g  t rans laUon  services,  
u s i n g  v o l u n t e e r s : a n d  
| C o n t i n u i n g  to ass i s t  police 
officers a n d  vict ims of cr ime 
d u r i n g  c r i_ rn lnad  I n v e s U g a t l o n a .  

"The peop le  we  hired. Maria Vu 
a n d  J u n g  Nguyen,  are  the  back-  
b o n e  of  o u r  program."  says  Lt. 
Cit ta.  She  emphas i ze s  that ,  
"Many  p r o g r a m s  ac ross  the  
c o u n t r y  do w h a t  we do, and  
more.  Help  is available to law 
e n f o r c e m e n t  and  o the r s  - from 
us .  f rom s t a t e  refugee coordina-  
tors ,  a n d  the  federal Office of 
Refugee  Set t lement ."  

For  informat ion,  c on t a c t  Lt. 
J o y  Ci t ta  or  Sgt. Gary  Hoffman,  
 p  nent of Ponce 
10th  Street ,  LLncotn, r~r~ o o o u ~ 1  P 
2293 .  4 0 2 - 4 7 1 - 7 2 2 8  or  402-471-  
7261 .  ) 

N'ATTONAI, CRIME PREVENTION COUN 
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A P o l i c e  E x e c u t i v e  R e s e a r c h  F o r u m  P u b l i c a t i o n  

R e p o r t i n g  on I n n o v a t i v e  A p p r o a c h e s  to P o l i c i n g  

V o l u m e  5. N u m b e r  3 Sunanae r  199i  

SoQving Crim s 
Against 
Hmmigrants in 
Yonkers 

, , ,  , , 

By Lt. Thomas Sullivan 

A patrol car cruises slowly 
down a darkened street and 
comes upon a group of men beat- 
hag and robbing, another man. 
The officers apprehend the 
suspects. The victim is shaken 
and afraid. The officers attempt 
to intervaew the victim, but he 
refuses to cooperate and seems 
more fri_zhtened of the police 
than his attackers. Speaking in 
broken Enztish the victim tells 
the police that he does not want 
to prosecute and just wants to go 
home. He is adamant, so the 
police release the suspects, file a 
report and resume patrol 
frustrated bv the victim's ap- 
parent apathy. 

This scenario is played out 
over and over a~,am in com- 
mumdes where undocumented 
immigrants comprise a poruon of 
the population. The ciw of 
Vonkcrs. New York. is one such 

commumtv. Located just north of 
New York City., Yonkers is the 
fourth largest city. in New York 
State with a population around 
188,000. The latest census 
showed that I-Iispamcs had 
recendy supplanted blacks as the 
largest racial or ethnic group in 
the city., comprising 17 percent of 
the population. Yet police offi- 
dais and Hispanic leaders feel 
this percentage undercounts 
Yonkers' large number of illegal 
immigrants, believed to be ap- 
proximately 10.000. 

The infBux of suctl a 
~arge, divers~ group 
of Hrarnigrants 
created new and 
unique cha l l enges  
for the Yonkers 
Ponice Department. 

t 

The majority, of these illegal 
immigrants axe from Mexico. 
Central and South America. The 
influx of such a large, diverse 
group created new and unique 
challenges for the Yonkers 
Police Department. particularly 
the officers of the third precinct. 

(Cont. on ne.xr page) 

EdHtor's Note: 
The Ne:  
Generation 

By Rand Sampson 

The current generation of 
police leaders contains a num- 
ber of chiefs who have a new 
vision about policing_ that in- 
cludes transforming the profes- 
sion away from an efficiency. 
model towards an effectiveness 
model. Within policing, dais has 
been a time for ckamze. These 
reform-minded police execu- 
tives have had the courage to 
speak out about altering the 
course of police work and the 
determination to try and 
refocus police departments 
towards that end. 

Change, however, does not 
occur overni_u.ht, especially in 
policing. One individual in a 
department cannot change 
police work for the long term. 
The change must come from or 
be supported witkin a depart- 
ment to sustain itsetL It will. in 
all likelihood, take at least 

:Cont. on page 7) 
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Officers starteci noucing an 
Aarmmg increase m the number 
of robberies and assamts m which 
illegal immigrants were me vic- 
tuns. Conventional mernoas of 
poiicing were unaole to reauce 
mese incidents. 

SpeaKing in OroKen 
English, the victim 
told the police that 
he Old not want to 
prosecute. 

in June 1991. the POP con- 
c :o t  was introduced to the 
Yonkers Police Deoartment. Ail 
precinct sut)ervasors attenaed a 
p,vo-aay seminar raven by PERF. 
Problem sowing, throuza anawsis 
and commumty involvement. 
would be the new direcuon for 
the department. This concept m 
the basis of Police Commxssioner 
Robert K. Olson:s approach to 
poiicing m the 1990s for Yonkers. 

Usin~ concet~ts learned at the 
-~emmar. a p r o ~ a m  was started 
bv then Serzeant Thomas 5ul- 
!','an ann three 5t)amsh-soeaximz 
;fficers m his sauaa. Luis Le- 
3ton. WLison Gonzaiez az0 .lose 
?Laa. Thev determined that me 
=rooiem oi immizrant victimiza- 
tion cored not be addressed until 
~ o  quesuons had been amwerea: 

Vvqav was this group 0em~, 
tar~,eted as vactims ? 

) ~.Vhvwere thev afraid to 
report or prosecute? 

The oirlcers went into the 
-ommumrv for answers. Thev dis- 
covered a new derogatory term 
_'emz USed Vv the criminai ele- 
ment to describe these robberies 
-dried "'::.co hunting. '  This term 

referred to me attackers Deue/s 
that members ot the ta.rzet zrouD 
were easy vacum.s. Azaivsts 
siaoweo that 0ecause of the me~zu 
status of the victims, mw iaaa so- 
cial security num0ers. Without a 
socaal security number, mey were 
una01e to ot)en a bank account or 
get paid bv check. Theretore. 
they tenaed to carry iarze 
amounts ot cash on their person. 
sometimes meir enure sabra_ms. 

.-ks for the second ouestion on 

whv these vactmas were at, raid to 
report and prosecute, a survev of 
cnme victims uncovered several 
r e a s o n s ,  

* Lazzua~e oarners 

�9 Fear ann mistrust of poiice 

�9 Fear ofdeDortaUon 

�9 A lack of understanding of 
the justice svstem. 

.-~'med with this knowledge, 
the officers were able to focus 
their attenuon on the next step. 
An outreach program was mat~ie- 
menteci with the assistance o[ 
commtmarv and reiimous leaaers. 
To generate trust ann inform 
peopie of the pro~am,  me of- 
ricers attencied various social aza 
church fi.mcuons. Spamsh lan- 
guage flyers were distributed that 
encoura=ed crime vactims to 
come forward. If necessary, they 
were instructed to contact the of- 
ricers directly at the precinct. 
creatm~ a more oersonziiTed 
form oi servme. 

Next. commumtv meetmms 
were orgamzed. At these meet- 
in~, Spamsh-speaxing o~cers  
addressea each zrouo m their na- 
tive ton~'ue. For the tirst time. tn*, 
worxm~ o[ the t)oiice ceoart- 
mcnt ann the criminal iusuce svs- 

~em were e.x~iamea ira a stmme 
, ha  familiar manner. 

_he most tmoortant messaze 
at  t i le  mecr2da~.3 c o m m U ~ C a t e c i  

was the de~arrment:s policy on 
the han~llm, of iilegai immxgrant 
crime v~cums. Commumrv mem- 
bers were i.tdormea that the 
Yonkers Police Department was 
not the immi~rauon aumority; 
the immim'ation status or victims 
would not be ouestionea: and 
their comoiamts would be hand- 
led. "no ouesrious aszea." Assis- 
tance would be raven to all equal- 
Iv. This policy alone seemed to 
aJ.lav the fear manv iile~ai im- 
tmzrants nan before attending 
the meetmms. 

Crime prevention and per- 
sonal sas inatrucuon on how to 
avoid becoming a victim was aiso 
provided. In addition, repre- 
sentatives from me Victim Assis- 
tance Services Agency. attended 
and provided counseling and in. 
formational materials. Lastly, an 
AT&T "l:m_maage translation hot- 
line" was introduced, facilitating 
communication and resuiting in 
improved police resoome time. 

Because they could 
not get soc=ai 
security numoers or 
banK accounts, 
immigrants tended 
to carry large 
amounts of cash. 

The feedback received from 
these meetings has been extreme- 
ly positive, it was suggested that 
more Spamsh-speaxmg otficers 
be assio'neo m nei~iabornoocir 
that are precommanuy Hizpamc. 
In response, recent redepioy- 
ment of tmrsonnel ~irtuatiy as- 

: Cont.  on page 9) 



. : : t u n e r  Valley. com. ~ o r n  p. o] 

3 tzo aoout cn,ancxncr the con(at- 

:ons. 

)fficer Hanev  s u ~ e s t e d  a 
: 2 D e s  o{ meetmms oetween me 
=anager ,  poiice and  resments to 
:iscuss oossible somtions.  Fee 
~eetm~.s tocusea  on oDin crmae- 
-2rated incidents  and  envtron- 

7zentaJ factors ma t  contr ibuted 
..3 tJ3,e Da/'K:S Door c o n d i t i o n .  

cverai m e e t m ~  were acid over 

= o e n o d  of m o n m s  and restated 
in the following resoonses:  

, New tenan t  rmes were 
:s ta0i ishea  reatm'm~z 

:esments  to Keeo metr 
:Daces clean ancl 

~.mciuttereo bv aoanflonec 
vemcics. 

o Several o rob lem residents 
were omcidv evicted from 

the parK. 

A new t rader  ~arK 
resident r e n u m o e r e c  all 

of the t rader  spaces m 
exchanve for rent. Since 
~ht in(z  was too exoemsxve. 
: luorescent  p a i n t  w a s  u s e o  

:o the numoer s  cauad be 
:2cn at m~nt.  

) Ten a o a n o o n e c  venicies 

were towed from me D a r K .  

.4, local salvage comoanv 
removed the vemcies tor 

scrao m e t a l  

) Residents  of the ~arx 
orc, a m z e a  a c, ener:u 
Ci, e a n t l D  Of t r a s h  aDO 

re/use. 

The ~uoiic barn:ODin was 

: e p a u e a .  r eoamtea  aria 
~rooer  iiv_htmv r u s t l e d  
bv me manager .  

b tudents  I rom io0 cords 

�9 ocat ionm training, 
p rowams  re~a.tre~a a 

2 u m D e r  or  D i u . m o m t z  a n n  

i ! ~ t m g  prooiems.  

J The s ~  poor w a s  

:,'caned. r e o a m t e a  ano a 
new tittering system was 
~staded.  The  uoot  was 
:.oenea to me entire 
2 0 IXI1~LI.nl FV'. 

) Speed blAmDs were 
:.nstaded to stow vemcies 
m d  reduce r e s m e n t s  

commamts.  

Assessmem 
7de mutuaJ efforts of the 

:Dace deoar tment ,  traaier uarK 
=anavement  ana  res:cients 
:esmted in a s~mafica.nt reduct ion 

~n came and ceils for s e m c e .  
C",/Is for s e m c e  have Oeen 
:eaucec to their o d o r  ievei of 2 
:o 3 low onor i rv  cad.s oer  monm.  
And the neimabornood meeunms 
~reauv imoroved the r e i a t i ommo 

between the oarx ma na ge r  anti 

reslcients. 

:a their follow-uo msDecuons. 
the heaith deoa r tmen t  and city 
buiidin~ msoector  to tma  siv- 

~ c a n t  tmorovements .  The ma- 

-.rovements were a t tn0utecl  to 
:de work comoie tea  0v ioo corns 

_ ~ ( a e n t s .  

�9 ~ a r e smt o t  this cotiective 
effort, the overad env i ronmen t  
and duality ot life in P a n m e r  Val- 
',ev was tmorovea.  The oonce  

~eoartment cont inues  to momtor  
the area. Out they arc comiden t  
:hat the wori~ bv Svt. Tone  and 
Officer Hanev  with the tra.der 
~arx manmzer and res idents  v, aii 

?.ave a lone-term, p o s i t i v e  e .qgc t  

on cringe ann dLsoroer m ~an tner  
~," a.i.lg v. 

.~onaio Glensor  ss oeourv cmei  
.f o o i i c e  for the RenD (:,W') 

?olice Oenar tment .  

W A T C H  O U T  F O R  

T H E  F A L L  I S S U E  O F  

PSQ: 

i T W I L L  

F E A T U R E  S P E C I A L  

. % R T I C L E S  F R O M  

T H E  1992 P O P  

C O N F E R E N C E  

IN S A N  D I E G O ,  

. I m m t e r a n t s .  com. ~ o m  z~. 2)  

i sures me avmiabiiity or a 
S pa.m.sn-s0eaxmg oif iccr  
around the ciock. In  the ~ t u r e .  
Spamsn lan_maage courses  will 

be made avauable to ail of- 
ricers. Officers nave r e s p o n d e d  
enUausiastically to the p r o p o s e d  

classes, which will be  _raven on  a 

voiuntarv Oasis. 

"A is too eariv in the DroLrram 

!to measure its success aUanUta- 
tiveiv. BUt. it" word of mou th  is 

: any mciicauon, thi~ a p p r o a c h  

' . ',as w c u - r c c e i v e ~ a .  H[sOa.mc.s 

f r o m  o u t - o r - t o w n  a n d  o u t - o f -  

state dave come to YonKers to 
reoort mcidems c ommi t t ed  in 

' their nometowus. Tke local 
HisDamc commumrv appcars 

less hostile and more  trustmtz ot 
the ooiice. This i m o r o v e c  oer-  

I 
, ceution in and of itself is a smaii  
, victory tor the Yonkers  Pol ice  

! Dcoar tment .  These accomoi i sh-  
' meats and new ideas 0ode  weti 

i for me future oi Yormcrs  P O P  

t efforts. 
I 

L L . . ~ . o m a s  3 u l l i v a n  Is a 

m e m o e r  ot t h e  "fonxers P o l i c e  

D e o a r t m e n t .  
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Relta  r g 
T 

his week i went to Mount 
Pleasant Street  NW to see 
Officer  lion I ianlpton of 
ttte National Black Police 

Association, an organizat ion 
about which ! knew exact ly  noth- 
ing. 

About five seconds of covering 
the police are  necessary  to notice 
the close relat ionship between 
law enfurcement  arid race  - -  ev- 
e rywhere ,  at all levels, all the 
time. Some of us try to pretend it 
isn't so, or to say the system is 
colorblind because we wish it 
were, but it istft. 

I f igured Officer  I himplon 
might say something interest ing 
on the matter, l i e  did. 

Maybe whites need to look at 
the police through black eyes. 
Blacks r e tnember  a lot of things 
we in the suburbs don't. 

For example,  Officer  i l amplon  
told me, "In my memory,  
Afr ican-Amer ican  off icers  were 
not allowed to r ide in police cars,  
and they could only work where  
whites didn't want to. All they 
camld work in was palrul. Not in 
Internal Affairs I) ivisiun. not in 
data processing,  only on patrol." 

He tells the story of Isaac Full- 

race 

wood, a black man who was the 
most recent  chief  of police in 
Washington befure tl,e current  
chief, being stood tip by a white 
off icer  who parked ra ther  than 
let a bhick off icer  share  his car  
when cars  were finally inte- 
grated. 

Sure, this doesn't  happen now, 
but - -  well,if I r e m e m b e r e d  such 
t rea tment  f rom my youth, it 
would affect my at t i tudes too. 

Officer l tampton is acutely 
conscious of the difference in 
t rea tment  by police exper ienced  
by the middle class and by the 
poor. Maybe we all know about 
this, really. But since the poor in 
Washington tend to be black, the 
t r e a t m e n t  l a k e s  un racial over- 
tones---  even though the mis- 
t rea tment  may be perpet ra ted  by 

policing 
t~ 

cops of e i ther  color. 
If  l ,ee lacocca  got ar res ted  

dressed np like a homeless  guy, 
he'd get t reated one way. i f  the 
off icers  then found out who he 
was, then he'd get a lot of respect  
aqd good ca re  no mat te r  lmw he 
was dressed.  That 's  how it is. Is 
that r ight? 

No. But class - -  and Officer 
Hampton does not make it 
a purely racial  issue - -  does de- 
te rmine  the degree  of courtesy 
and respect  f rom police, t lav ing  
been a disreputable-looking kid 
hi tchhiking around America ,  I 
know what it's like. 

Now, my quest ion to Officer  
i l ampton  was: The force is 65 
percent  black, and the chief  is 
also b l a c k  I just don't see how 
you can b lame rac ism for much 

O 

a CI[  
when blacks are  in charge.  

i l l s  answer, which I will para- 
phrase,  was in t r igu ing  l i e  told of 
knowing a black kid who grew up 
and went to the police academy. 
l i e  got assigned to Georgetown, a 
rich white area,  and complained 
to Officer  Hampton about it. 

"1 want to work in Anacostia, 
where  the police tell the public 
what to do, not in Georgetown, 
where  the people tell the police 
what to do: '  he said. 

This  alti tude, Officer I lampton 
said, was engendered  by the po- 
lice academy. The  kid grew up in 
black neighborhoods,  he said, and 
didn'l have any such at t i tude to- 
ward poor blacks until he became 
a cop. In training, police pick up 
the notion that the poor can be 
treated badly. 

I think he's right. When I am 
with the police, everyone is "Sir"  
and "Ma ' am: '  When repor ters  a re  
not around, it isn't always so. 

We also talked about some- 
thing l have often noticed, the dif- 
fe rence  in news coverage accord-  
ing to race. In Washington, we 
have 400 or  500 murde r s  a year. 
Almost all of the dead a re  blacks, 
mostly kids between, say, 15 and 

22 While Washington reacts  to 
the carnage with abstract  horror  
- -  "My gracious, what is the 
world coming to?" Each murder  
gels a few paragraphs,  unless it is 
somehow bizarre  or  unusually 
hideous. For example,  the kid 
who opcos fire in a dance hall. 

What happens when a black 
kid goes into the shiny white 
burbs and kills somebody white, 
as flit example  Pam Basu in Ilow- 
ard County? Everybody goes 
crazy. Investigations are  de- 
manded. Special task forces COlllt2 
into being, l .aws are  pa.ssed 
against tsiu.iilCkilig What haplli:u,'i 
when equally grisly ml l rders  of 
blacks occur  downtown? Nothing. 
llUSiUCSS ;iS u s u a l .  

I don't auhlmalical ly give 
credit to racial gruusiug. A Iol ill 
it is uuflmnded. Yet Ihere really 
is, if not racial discriminaliuu,  at 
least social discr iminat ion thai 
falls on hhlcks. Somet imes  it's 
subtle, as Officer  l l ampton  points 
out. Somet imes  it isn't. 

Aside f rom the nnfairnesa of 
it, I suspect  the result is to inten- 
sify a sense of g r ievance  amung 
the urban black populat ion Given 
the increasing polarization of 
black and white, and the potential 
consequences  down Ihe line, 
mayht; we'd bel ier ihl Sillnelhillg 
ahoul it. Now, 

R E P R I N T E D  U I T l l  P E R M I S S I O N  FROM TIlE WASltINGTON T I M E S  
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RESOURCE LIST 

(Inclusion of trainers and training agencies in this list does not 

constitute an endorsement.) 

A~e~can-2~rab .~-Disc~i~a~o~ C c ~ e e  

Suite 500 
4201 Connecticut Avenue, NW 
Washington, DC 20008 
202/244-2990 
202/244-3196 (fax) 

A m e ~ c a ~  Cit izens  fo~ Just2ce,  ]I~c, 
Suite 108 
15777 W. Ten Mile Road 
Southfield, MI 48075 
313/557-2772 

/k~er lca~ Jewish Com~wi~ee 
1156 15th Street, NW 
Washington, DC 20005 
202/265-2000 
202/785-4115 (fax) 

William L. A~d[~ews (Trainer) 
Chaplain 
Director of the Chaplains Section 
Maryland State Police 
Human Relations 

~ : i - D e f a m a ~ o ~ .  League 
823 United Nations Plaza 
New York, NY 10017 
212/490-2525 
212/867-0779 {fax} 

.:.:~.:.:.:~:.:.~.:.:'~':.:~:̀ :.:.:.;.:.:~;.~.:.~.:~:~:.~.:':.:~.:.:.;.~':.:.:':.:.:.:.:.:':<.:~:':':.:.:~:.:.:.:.:':.;.:.~.:':.:':':.:~:.:.:.:.:.:':̀ :':'~.:̀ ;':':':.:';.:':':':.~:.:.:'~.~:.~ :̀.:':.:.:.:.~.:~:.:.:.:.~ :̀ 
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RESOURCE LIST 

James Arnott {Trainer) 
Northwest Training and Development 
Minneapolis, MN 
{612) 871-3525 

Stephen Hennessey (Trainer) 
Leadership, Inc. 
Scottsdale, AZ 
(602) 443-2737 
Dealing Effectively with Cultural Diversity in a Chan~in~ Community 
(gays and lesbiarls, African-Americans, Native Americans, Asians) 

Jack Atherton 
Program Manager 
Bureau of Prisons 
Building #21 
F.L.E~T.C. 
Glynco, GA 31524 
(912) 267-2889 

David Barlow, Ph.D. {Trainer) 
Professor 
University of Wisconsin 
P.O. Box 786 
Milwaukee, WI 53201 
(414) 229-4851 

Robert Baughman 
Executive Director 
NCSJJAG 
1211 Connecticut Avenue NW, Suite 414 
Washington, DC 20036 
(202) 467-0864 

Ondra L. Berry 
Lieutenant 
Police Department - -  City of Reno 
455 East 2nd Street 
Reno, NV 89502 
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RESOURCE LiST 

Susan ]Burto~ 
Florida Department of Law Enforcement 
Division of Criminal Justice Standards and Training 
P.O. Box 1489 
Tallahassee, FL 32302 
(904) 487-0493 
(helped develop state-mandated "Human Diversity Training") 

Bobbie Buffer 
Equal Employment Officer 
Michigan Department of Corrections 
206 East Michigan Avenue 
P.O. Box 30003 
Lansing, MI 48909 
(517) 373-4654 

Cambo~ia~ l~leCwork Color, till 
713 D. Street, SE 
Washington, DC 20003 
202/546-9144 
202/546-9147 (fax) 

Kathy A. Capra (Trainer) 
Senior Personnel Representative 
Hennepin County Personnel Department 
Minneapolis Police Department 
Minneapolis, MN 
(612) 348-6762 
Work lace Diversi : You Make the Difference 
(race, gender, class, disability, religion, lifestyle, etc.) 

C o ~ i ~ e e A g ~ s ~ A ~ - A s i ~ V i o ] e ~ c e  
191Eas t3 rd  Street 
New York, NY 10009 
212/473-6485 
212/473-5569(fax) 

Terry Cross 
Northwest Indian Child Welfare Assoc. 
(503) 725-3038 
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RESOURCE LIST 

Maudine Cooper  
C.E.O./President 
Washington Urban League 
3501 14th Street NW 
Washington, DC 20010 

John CrisweH 
Chief 
Delinquency Services 
1317 Winewood Boulevard 
Tallahassee, FL 32399-0700 
(904) 488-1850 

Sylvester Daughtry 
Chief of Police 
Greensboro Police Department 
300 West Washington Street 
P.O. Box 3136 
Greensboro, NC 27402 
(919) 373-2450 

Defense Equal Opportunity Management Institute 

Tony Ervin (Trainer) 
Detective 
Gwinnett County Police Department 
Lawrenceville, GA 
(404) 513-5300 
.Black Culture 

Sarah Ford 
Director of Training 
Peace Corps 
1990 K Street, NW 
Washington, DC 20526 
(202) 606-3398 
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RESOURCE LIST 

David J.  G~bl~e  
Manager of Curriculum and Training 
National Council of Juvenile & Family Court  Judges  
PO Box 8970 
Reno, NV 89507 
{702} 784-4836 

Edward G. Gar te r ,  M.A. (Trainer) 
Gay and Lesbian Police Advisory Task Force 
Los Angeles Police Depar tment  

Patricia Campbell G~[e~ (Trainer) 
US DOJ Communi ty  Relations Service 
Eas t  Orange Police 
Eas t  Orange, NJ 
Police Communi ty  Relations 

Gordon J. Graham (Trainer) 
Center for Criminal Just ice  Research and Training 
California State University 
Long Beach, CA 
Long Beach County Police Depar tment  
(213) 466-7787 
Civil and Criminal Liability 

401 West Street 
New York, NY 10014 
(212) 633-8920 
(Organization concerned with gay and lesbian youth) 

Petrita He~a~dcz 
Director 
Division of Hispanic and Cultural  Affairs 
NY State Depar tment  of Correctional Services 
State Campus,  Building #2 
Albany, NY 12226 
(518) 457-4898 
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Hispanic  Amer ican  Police C o m m a n d  Officer A s s o c i a t i o n  
4559 Rayburn  Street 
Westlake Village, CA 91362 

Dennis Hubbard 
Program Development Specialist 
U.S. Depar tment  of Jus t ice  
Federal Bureau  of Prisons 
Management  & Specialty Training Center 
791 Chambers  Road, Suite 580 
Aurora, CO 80011 
(303) 361-0557 

H u d s o n  Ins t i tu te  
Herman Kahn Center 
5395 Emerson  Way 
Indianapolis,  IN 46226 
(317) 545-1000 

H u m a n  Rights  Resource  Center 
615 "B" Street  
San Rafael, CA 94901 
4 1 5 / 4 5 3 - 0 4 0 4  
4 1 5 / 4 5 3 - 1 0 2 6  {fax} 

Portia H u n t ,  President \ Liz Golden ,  Associate Director of Marketing 
Eclipse Consul tan t  Group 
609 Eas t  Sedgewick Street  
Philadelphia, PA 19119 
(215) 248-5777 

Claude H. Hurs t ,  J r .  {Trainer} 
CH Hurs t  Associates, Inc. 
Miami, FL 
{305} 361-0651 
J a n e  A. To r t e s  {Trainer} 
Inter-american Management  Consulting Corporation 
Saraso ta  Police Depar tment  
Communi ty  and Human Relations for Law Enforcement  

.:.:.:.:.:.:.:.:.:.:.:~:~:.:.:.:.:.:':':.:.:.:.:.:~:~:~:.:':.:.:.:.~.~.:.:.:.:.:':':':':.:.:`:.:.:~:.:~:~:~:.:.:~:.:.:':':':':.:.:.:.:.:.:~:.:~:.:.:.:.:.:~:.:.:.:`:.:.:.:.:.:.:~:-:.:.:.:.:.:.:.:.;.:.:~:.:':`:.:':.:`:.:. 
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~ e r a a f i o ~ a l  .~ssocta~o~ oi" Wome~ lPolI~ce 
P.O. Box 371008 
Decatur, GA 30037-1008 
404/388-5019 

Dr. Nathaniel Jackson,  Ph.D. (Trainer) 
Dean of Vocational and Occupational Education 
El Camino College 
Los Angeles Police Department 
Black Culture 

Adele J a n u a r y  
Director of Affirmative Action 
New York State Division for Youth 
52 Washington Street 
Resselaer, NY 12144 
(518) 474-3715 

Japax~ese . ~ ' a e H c a ~  C~tfize~s Leag'ue 
1765 Sutter Street 
San Francisco, CA 94115 
415/921-5225 
415/931-4671 (fax) 

Timothy J. Joh~so~ 
Chief, Field Coordination 
U.S. Department of Justice 
Community Relation Service 
5550 Friendship Boulevard 
Chevy Chase, MD 20815 
(301) 492-5969 

Robert Joe Lee 
Chief 
Administrative Office of the Court CN037 
State of New Jersey Court Interpreting, 

Legal Translating and Bilingual Services Section 
Trenton, NJ 08625 

~:`:.:~:.:.:~:~:.:.:.:.:.:+:.:.:~:~:.;.;.;~:.:.:+:.:~:.:.:.:~:.:.:.:~;':.:+:~.:.:.:.:~;.:.:~:.:`:.:.:.:.:.:.:.:.:`:`:.:.;.:.:~:.:.:.:~:.:.>:.:.:.:.:.:.~:.:.:+:.:.:':':.:.:.:.:':.:.:.:~.:.:~...>:~:.:.:.;.:.:.• 

American Correctional Association 7 Instructor's Manual 



RESOURCE LIST 

Larry LeFlore,  Ph.D. 
Associate Professor 
Insti tute of Juvenile Just ice  Administration 

and Delinquency Prevention 
University of Southern  Mississippi 
Hattiesburg, MS 
(601) 266-4509  

Desiree B. Lelgh 
Consultant:  Teachia l /Ethnic  
Bias Issues in the Jus t ice  System 
2502 33rd Avenue South  
Seattle, WA 98144 
(206) 684-8087 

Beverly Lewis-Moses 
Super in tendent  
E than  Allen School 
PO Box 900 
Wales, WI 53183-0900 
(414) 646-3341 

Aaron Lowery (Trainer) 
Aaron Lowery and Associates, Inc. 
Southfield, MO 
Minneapolis Police Depar tment  
(313) 557-9587 
Human  Environmental  Awareness Training 
(gender, ethnic, age, race, religious, sexual orientation) 

Carol Lujan 
Arizona State University 
School of Jus t ice  Studies 
Tempe, AZ 85287-0403 
(602) 965-6977 

Mexican American Legal Deferlse and Eclucatio~ Fund 
733 15th Street, NW, Suite 920 
Washington, DC 20005 
2 0 2 / 6 2 8 - 4 0 7 4  
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RESOURCE LIST 

J o h n  B. I ~ : l ~ s  
Director 
Professional Development Center 
University of Sou th  Florida 
13301 Bruce B. Downs Blvd. 
Tampa,  FL 33612-3899 
(813) 974-4606 

Yoshio l ~ a k a w a  
151 San Carlos Avenue 
El Cerrito, CA 94530 
(415) 524-7041 

School of Social Administration 
Room 593, Ritter Hall Annex 
Temple University 
13th & Cecil B. Moore Avenue 
Philadelphia, PA 19122 
(215) 787-1208 
(215) 787-8703 
(Contact: Cheryl Owens Coordinator) 

I~laflo~al .~sociat.R)= ~'o~" ~he Adwa~ce~e~ o~ Cok~:~r ~eop~le 
4805 Mount Hope Drive 
Baltimore, MD 21215 
410 /358-8900  
41 O~ 764-7357 (fax) 

l ~ l a f l o ~  Bllack Police/kssocilar 
3251 Mt. Pleasant Street, NW 
Washington, DC 20010 
202 /986-2070  
202 /986-0410  (fax) 

N a ~ I o ~  Conference of ChHst la~sand  Jews 
71Fff thAvenue ,  Suite i i 0 0  
New York, NY 10003 
212 /807-8440  
212/255-6177(fax)  

-:.:.;-:':':.:4:':':':':':':':':':".':'~:':':<':':':':'~:'~:"':r r <4:.`..:.:.:.:.:.:.:.:.:.:.:.~:~:.:.>:.:....:.:.:.:.:<.:.:.2:.:.:.:.:~:.:.:.:.:.:.:4:,:.:.:.:.:.:.:.:.:.:.:~:.:.:.:.:.:.:.:.:.:.:':.:.:~:~:.:+~:~:~.:.:.:~:.:.:.:.;.:.:.:.:`:~:.:.:.:.:.:':,:`:4:.:~:~:.:.:.:.:.:.~..:~:~:. 
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RESOURCE LIST ' t  

National  Counci l  on Crime and De l inquency  
685 Market  Street, Suite 620 
San Francisco, CA 94105 
(415) 896-6223 

National  Gay & Lesbian Task Force 
1734 14th Street, NW 
Washington, DC 20009-4309 

2 0 2 / 3 3 2 - 6 4 8 3  
2 0 2 / 3 3 2 - 0 2 0 7  (fax) 

National  Immigrat ion ,  Refugee and Ci t izenship  F orum  
220 I Street, NE, Suite 220 
Washington,  DC 20002 
2 0 2 / 5 4 4 - 0 0 0 4  
2 0 2 / 5 4 4 - 1 9 0 5  (fax) 

National  Ins t i tute  Against  Prejudice and Vio lence  
31 S. Greene Street 
Baltimore, MD 21201 
4 1 0 / 3 2 8 - 5 1 7 0  
410 /328-7551  (fax) 

National  Law Enforcement  Cultural Awareness  Assoc ia t ion  
c /o  Leadership, Inc. 
7418 E. Helm Drive 
Scottsdale,  AZ 95260 

National  Organizat ion of  Black Law E n f o r c e m e n t  E x e c u t i v e s  
4609 Pinecrest  Office Park Drive 
Alexandria, VA 
7 0 3 / 6 5 8 - 1 5 2 9  
7 0 3 / 6 5 8 - 9 4 7 9  (fax) 

National  Urban League 
1111 14th Street, NW, Suite 600 
Washington,  DC 20005 
2 0 2 / 8 9 8 - 1 6 0 4  
2 0 2 / 6 8 2 - 0 7 8 2  (fax) 

.:.:.:.:.:.:.:.;.:.:.:.:.:.:~;.~.:.:.:.:.:.:.:~:.:.:.:.:.:.:.:.:.:.:.:.:.:.:`:~:.:.:.:.:.:.:.:.:.:.:.:-:~:~:.:.:.:.:.:.:.:~:~:~:~:.:.:.:~:~:~:~:.:.:.:.:.:.:.:.:.:.:.:~:~:~:.:.:.:.:~:~:.:~:.:`:.:.:.:.:.:.:.:.:~:.:~:.:.:. 
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RESOURCE LIST 

S. I. I ~ a q ~ ,  Cpl. (Trainer) 
Instructor 
Shreveport Police Academy 
Shreveport, LA 
Police Community Relations 
(minority relations) 

I~ew Yo~k City Gay and Lesbian ~ - V ~ o l e n c e  ~-ojcc~ 
208 West 13th Street 
New York, NY 10011 
{212} 807-6761 

Hal Og~o~'~c 
Directory 
Multnomah County Juvenile Justice Division 
1401 N.E. 68th Avenue 
Portland, OR 97213 
(503) 248-3460 

Organizat ion of Chinese .z~-acHca~s 
Suite 707 
1001 Connecticut Avenue, NW 
Washington, DC 20036 
202/223-5500 
202/296-0540 {fax} 

Carl Pickha~dt, Ph.D. {Trainer} 
Austin Police Department 
Austin, TX 
{512} 452-4543 
Social Authority and Cross-Culture ConfliCt 

Sgt. Nat Po~erfle~d (Trainer) 
Louisiana State Police, Troop B 
Louisiana State Police Academy 
Baton Rouge, LA 
(504) 925-6121 
Sensitivity Training 

.:.:~:.:.:.:':':.:':`:.:`:`:.:.:.:.:':`:':.:.:.:.~':.:':':.:.;.:.:.:':.:':.:.:.:~.:.:.~.:~:.~:`:.:.:`:`:.:.:.:.:~:.:':.:.~.:.:.:':.:.:.:.:.:.:~:':`:.:.~.:':'~.:.~.:.:':.:.:`~.~':.:.:~:`:.~`:`:.;.:':':.~`:.~`;.;.~.~.~.~. 
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RESOURCE LIST 

Robert S. PortiUos 
Secretary 
New Mexico Youth Authority 
435 St. Michael's Drive 
Santa Fe, NM 87501 
(505) 827-7602 

Majahid Ramadan 
Coordinator 
State Substance Abuse Programs 
Office of the Program for Substance Abuse Education, 

Prevention, Enforcement and Treatment 
2701 East Sahara  Avenue 
Las Vegas, NV 89104 
(702) 486-4181 

Catherine Ray (Trainer) 
McRay Company 
Minneapolis Police Department 
Minneapolis, MN 
(612) 475-4003 
Creative Communication Techniques for Community Relations 
(communication of "us" vs. "them") 

Cheryl D. Reynolds 
Program Manager 
State Justice Institute 
120 South Fail-fax Street 
Alexandria, VA 22314 
(703) 684-6100 

Prany Sananlkone,  M.A. (Trainer) 
Assistant Director/Program Director 
Los Angeles, CA 
Mental Health & Social Adjustment Counseling Services 
Los Angeles Police Department 
(213) 599-2210 
Southeast  Asian Culture 

";.;`; .:`: .: .: .: .: .: .; .:~:.:~:~:~;.: .: .: .:`: .: .: .: .: .: .:~:`: .:`: .: .:`;~:.:~:`:~:.: .: .: .: .: .: .: .: .: .: .: .: .: .: .:`: .:`: .: .: .: .: .: .: .: ' : .:~:.; .: .: .: .: .:`: .: .: .:`:`: .: .:~:.:`: .: .: .: .: .: .: .:`:`: .:`: .: .: .: .:~:.: .: .; .: .: .: .:`:`  
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RESOURCE LIST 

Jerry S ~ l e r s  
Commander 
San Diego Police Department 
1401 Broadway 
San Diego, CA 92101-5729 
(619) 531-2000 

W i ~ l i ~  Sheer  Assoc iates ,  l~c .  
P.O. Box 1336 
Mill Valley, CA 94942 
(415) 383-5426 

Cheryl Simmo~ds-O1iver 
Director 
Fordham-Tremont Community Mental Health Center 
817 East 180th Street 
Bronx, NY 10457 
(212) 933-1500 

Dr. Raj K. Si~gh (Trainer) 
Technical Services Division 
Los Angeles County Sheriffs Department 
(310) 946-7274 
Dave Spilaak (Trainer) 
Training Program Services Bureau 
Los Angeles County Sheriff 
(916) 739-5305 
Cultural Awareness 

Judi th  A. S~erkey 
President 
The Starkey Group, Inc. 
333 West Wacker Drive 
Suite 700 
Chicago, IL 60606 
(312) 444-2025 

�9149149149149149 :+:': ' :" ~:': ': ': ': ': ': ': ': ': ': ':" ~ :';�9 :':�9 ~' ' : '2: ' : ' ' :§149149149149149149149 § ~ ~ ~:':': ': ':" :<': ' : ' : ' ' : ' : ' : ' : ' : ' :  ~': ' : ' : ' ; ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' ; ' : ' : ' :+: ': ' : ' : ' : ' : ' :" ;+ : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' : ' ~ : ' : ' : ' : ' : ' : ' : "  
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RESOURCE LiST 

Samuel  Sublet t ,  Jr. 
Accreditation Manager 
Illinois Depar tment  of Corrections 
PO Box 246 
38 West 360 Route 38 
St. Charles, IL 60174 
{708} 584-0750 

Diane S u t t o n  
Sut ton  Enterprises 
5702 Colorado Avenue, NW 
Washington:  DC 20011 
{202} 723-6870 

Jose  S z a p o c z n i k  
University of Miami, Coral Gables 
Depar tment  of Psychiatry 
1425 NW Tenth Avenue, Suite 302 
Miami, FL 33136 
{305} 326-0024 

J o h n  M. Taborn,  Ph.D. {Trainer) 
J.  Taborn Associates 
Psychological Services 
Minneapolis Police Depar tment  
(612} 624-0297 
Law Enforcement  and Cultural  Diversity 
(Native-Americans, Asians, blacks, Hispanics} 

Jim and Marscha Tarver  {Trainers) 
Fresno County Sheriff 
Cultural  Awareness and Ethnic Diversity 

Rodolfo E. Torres,  Ph.D. (Trainer) 
Executive Assis tant  to the President 
California State University 
Long Beach, CA 
Long Beach County Police Department  
Cu l tu ra l /E thn ic  Relations and the Police Latino Cul ture  

. :~:~:.: . : . : . : . : . : .~:.:~:.: . : . :~: ' : . : . : . :~:.: . : ' : ' : . : . : . : . :`: . : . :~;.: . :`: . :`:~:.: ' : ' : ' : . :` : '~.:. : ' : . : .~.~.:. : . : . : . : . : ' : ' : . : ' : ' : ' : ' : . : . : . : . : . : . : . : . : . : . : . : ' : ' : . : ' : ' : ' : . : ' : . : . : . :~.:. : .~.~.: ' :~:.: . : . : . :`: . :-:`: . :`: . : . : .~`:` 
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RESOURCE LIST 

Juan i ta  E. Veasy 
Executive Director 
Black Children's Institute of Tennessee 
PO Box 22634 
Nashville, TN 37202-2634 
(615) 242-7209 

Gloria Teresa Vergas {Trainer} 
Police Officer III 
Academy Instructor 
Crisis Intervention Unit 
Los Angeles, CA 
Los Angeles Police Department 
Communi ty /Human Relations 

Myra Walll 
Administrator 
Criminal Justice Training Commission 
2450 South 142nd Street 
Seattle, WA 98168 
(206) 764-4301 

Gary Weaver, Ph.D. 
Professor of International and Intercultural Communication 
School of International Service 
The American University 
4400 Massachusetts Avenue, NW 
Washington, DC 20016 
(202) 885-1637 

BurreU West, Ph.D. 
Middle Tennessee State University 
Psychology Department 
(615) 898-2581 

":. : . : . : . : . : .~.:. : . : ' : . :~:~:.: . : ' :`~`:.: . :~: ' : . : . : . : . : . : . : ' : . : . : . : ' :~: ' : . : ' : . : . :~:.:~:.~.:. :~:~:.: . : .~.:. : . : . : . : . : .~': ' : .~`: ' : ' : ' : ' : ' : ' : . : . : . : . : . : . : . :`:~: ' : ' : . : . : . : . : . : . :~:~:.: . : . : . : '~' : ' :~:~:~: ' : . : . : . : . : . :`:~:`:. : . : . : .  
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RESOURCE UST 

Leon M. We s t  
Project Director 
National Anti-Drug Campaign 
Congress of National Black Churches 
1225 Eye Street, NW 
Suite 750 
Washington, DC 20005 
(202) 371-1091 

J. B. Wi lho i t  (Trainer) 
Officer 
Gwinnett County Police Department 
Lawrenceville, GA 
(404) 513-5290 
The Mid-East 

Don G. Wilson (Trainer) 
Selling With Integrity 
Minneapolis, MN 
Sales/Management Consultant and Trainer 
Minneapolis Police Department 
(715) 795-2841 
Meaningful Connections 
(minorities) 

Roscoe Wilson  
Executive Director 
Midlands Marine Institute 
1970 Shivers Road 
Columbia, SC 29210 
(803) 772-8191 

Bruce Wolford, Ph.D. 
Eastern Kentucky University 
Training Resource Center 
217 Perkins Building 
Richmond, KY 40475 
(606) 622-1498 
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RESOURCE LIST 

Anthony J. Wo~g 
Chief Inspector 
Philadelphia Police 
C.I.B. 
39th & Lancaster Street 
16th Police District 
Philadelphia, PA 19139 
(215) 686-3396 

Herb Wcng (Trainer) 
Workshop Leader 
San Mateo Police Department 
San Mateo, CA 
Workshop on Cultural Diversity 
(Asians} 

Vicki Wrigh~ 
Director 
Training and Staff Development 
Texas Juvenile Probation Commission 
2015 South IH 35 
Austin, TX 78741 

Diane L. Toctss (Trainer) 
Gwinnett County Police Department 
Lawrencevflle, GA 
(404) 513-5300 
Cross-Cultural Communications 

Christine Z ~ i  
Tribal Judge 
Taos and Isleta Pueblos 
c /o  PO Box 402 
Isleta Pueblo, NM 87022 

<.: . :< ' : . :~:<.: . : ' : . :+: .~.: . : - :~<' : . : . : . : r  
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VIDEO LiST 

Anytowax U.S.A., KCRL News 4: PBS: Kold Eyewitness News: NCCI, Northem 
Nevada 

"ArrcstAxxg ]t~rcjudice," MTI Film and Video, (800) 621-2131. 

A CXass Di~dded (suggested by Steve Bunting, 302-645-4080) 

"Cc~unlcaflng Across Cultures," Valuing Diversity Series (Copeland Briggs, 
San Francisco, Califomia, 415-668-4200}. 

"Eye ct. ~hc Storm," This video can be obtained at most local libraries. (60 mlns.). 

Facfl1~at.lng Cultuz~ ~ivezsl ty  qrrah~ng Far Tz~ncrs, National Institute of 
Corrections Academy, Boulder, Colorado, 800-995-6429. 

"F~ashpai~0" a video by Robert Massey, show how a person's age, race, gender 
and upbringing affect the way they think about virtually everything, as weU as 
how hard it is to change these thinking pat tems.  This video is highly 
recommended for police audiences. 

"]~roz~Inc: "R'hc Co~o~" ot.'~'o~" Skl~"  (58 minutes). 

L]BZ'N 4-part series (John Miller, 800-223-2786). 

"l~ac1~e~-Lchrcr ~ Divcrsi~y" ( 18 minutes). 

"Paradigms," This video can be found at most business school libraries. 

"Raclsm in 1992" series, Oprah Winfrey Show, J o u m a l  Graphics, Denver 
Colorado. 

"The "talc at" O" - Films Incorporated, Chicago, Illinois, 800-323-4222. 

. . . . . . . . . . . . .  . ~ r  = s 1 6 3  . . . . . . . . . . .  
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VIDEO LIST 

~ e t l ~ ,  CA ]Ponce Dep~'~men~: 

'~v'ith Respect" 

Ausr "~g Ponce De~s.H:raen~: 

"Prejudice" (25 minutes) 
"Class Divided" (20 minutes) 
'The Gromada Family" 
'The Sophia Kasper Story" 
'The Marinelli Family" 
'The Spankos Family" 
"I'he Shrader Family" 
"Gabriele Bouldin" 
'The Olson Family" 
"The Gift of Rice" 
"Latin American Culture" 
"I'he Hernandez Family" 
'~I'he Garcia Family" 
"l'he Brooks Family" 
"I'he Fukiyama Family" 
"American Indian Overview" 

F1ori~a Highway IPa~oll 

Metro-Dade Haitian Culture (28 minutes) 
Metro-Dade Police Culture (19 minutes) 
Metro-Dade Black Culture (20 minutes) 
Metro-Dade Cuban Culture (19 minutes) 

For~ Worth, T g  Ponce D e p a ~ e n ~ :  

"Cadence" 

F~t~le~o~, CA ]Ponce Depa~:me~. 

'The Law and You" (English, Vietnamese, Espanol, Laotian, Cambodian, Hmong) 
"New Neighbors, New Changes" 

G~r!_~e~,  GA C o w r y  ]Ponce D e p a ~ e ~ t  

Miami Vice/Santeria 

Amedcan Correctional Association 
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VIDEO LIST 

Honolulu,  HI Police Department  

Samoan Culture Values 

Parsippnny Troy Rills, NJ Police Department 

"Hate Crimes" (New Jersey DOJ) 

Petersburg, VA Bureau of  Police 

'The Day Everything Went Wrong" 

St, Petersburg, FL Police Department  

Harris video 
Morris Massey - -  "You Are What You Were When" 
Race Portraits from Rutgers College 

Shreveport,  LA Regional Police Academy 

"Hate Crime: A Training Video for Police Officers" 
Police: The Human Dimension #8 Community 

Svrin_pffleld, MO Police Department  

"Police the Human Dimension-Authority" 
"Prejudice: Perceiving and Believing" (27 minutes) 

Washln~ton,  DC Metropolitan Police Department 

"El Norte" 
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 deo=ing 
Diversity 

A REVIEW OF TRAINING VIDEOS ON 
WORKFORCE DIVERSITY 

BY DaviD C. ~X/IGGLESWORTH 

O 
ne  of  ',Ee c u r r e n t  " h o t  bu t -  
t o n s  :n h u m a n  r e s o u r c e  
d e v e i o a m e n t  r e l a t e s  to the  

'.-_-des revoivm.~ a r o u n d  w o r k f o r c e  
..a'iverslt\. D ive r~ l tv  w a s  on~aina i ly  
:~erceived to r :  ~ased  on ethnic~w. 
,..:)tot. a n d  r . :~ :onai  c~ngin. N o w a -  
2a,.>. ~t aiso :r.g.udes issues or gen-  
.~e: pnys ica i  _-:.fiitv. , e x u a l  p re fe r -  
ence.  and eve.":. ~rofesslon. 

7he  word  g . :ve rs i rv  emphas i ze s  a 
:,>cus on differences, and it :s true mat 
we  are  all d n : ~ : e n t .  But as h u m a n  
be,.n~s, we  also nave  m u c h  in corn- 
:non .  As Shvie,, .k asb:ed in S h a k e -  
-r)eare s The .','~ercbant o f  ~,'emce. "!f 
vou r)nck us. do we not bleed?" 

~: appears  :e me that the t endency  
:n some of these :rims is to value these 
-aferences  aim.c~-t to the point of umn- 
~nuonai lv  rmr_'c'cmg stereotypes. 

X e  n e e d  ~.- v a i u e  d i v e r s n v .  \ \ e  
:2eed to knox', :.-.at we  can learn from 
,,tner cuiture: ,  X e  need  to r e c o g m z e  
:i:at not eve~c." .e  soives p r o b l e m s  in 
: h e  s a m e  v,-av \ \ ' e  n e e d  to  k n o w  
�9 '.,nat there  are gu i tu ra i  d e t e r m i n a n t s  
mat  affect con :mun~cauon ,  in te rper -  
-,)nai re la t ions . .and product ivi ty .  \ \ ' e  
n e e d  to ieum:v..:ze the d i s c u s s , o n  t~t 
t he se  d i f f e r ences  in the w o r k o i a c e .  
But we  must 7 :  e x c e e d i n g l y  carerut  

not  to let s t e r e o t y p i c a l  p e r c e p t i o n s  
g e t  ~n the  w a y  o f  o u r  c o m m o n  
humamv," and not to create m o r e  dif- 
t icuit  ba rne r s  bv a s c r i b i n g  cu l tu ra t  
va r iances  as the cause  of  p r o b l e m s  
that may well be based  on  subs tan-  

tive Issues. 
A vaiue  in h a v i n g  a s e l e c t i o n  of 

diversity video~, is that it g ives  addi-  
u o n a i  i eg i t tmacv  to the top lc .  Film 
c o m p a n i e s  have  inves ted  heav i ly  to 
p roduce  h igh-quai iw training mater> 
als that not oniv  conf i rm the d e m o -  
g raph ics  of d ivers i ty ,  but  that  o f f e r  
ways of visualizing many  of the  key 
issues. The,." brm= awareness ,  knowi-  
e d g e .  and  sk i l l s  t ha t  c a n  o n i v  
e n h a n c e  {he efforts  of  t ra iners  v ,no  
are  w o r k i n g  wi th  d i v e r s i t y  i s sues .  
�9 V i d e o - m ~  d i v e r s i t y . o f f e r s  t ra iners  
practicai assistance ,.n a c o m p l e x  and 

, ensmve  area. 
What follows ave reviews of  some 

videos  that deai with diversi ty in the 

work~tace.  
Gr P~oduc~io.~ 8nc. w a s  :t v ideo  
p ionee r  m the dlvers i tv  field. Griggs 
started looking at intercultural  issues 
in its G o i n u  Internat ional"  series.  In 
\ a i u m ~  Diversiv. ' .  Griggs broke  new 
, , r ound  The series mmai iv  cons is ted  
,)t cmiv t o u r  t l ims ,  but  G r i g g s  i~as 

recently added another three. These 
films present  case scenarios  a n d  key  
leaders  from the worid of  work .  a n d  
they promote  a posture ,mage  of  w h y  
we  shouid vaiue diverslt3. 

T h e  : :rst  v i d e o  :n t h e  s e r i e s .  
�9 '.Mana.mna Diversity. :-. an e x c e i l e n t  
lntroducuon. The ,,~.u-~,v,,aKers sugges t  
tha t  mana~amR e , , e r " .one  t h e  s a m e  
re i ies  on the tracutionai w n i t e  m a i e  
standard,  and that there ,s a n e e d  to 
r e c o g m z e  that ' c o m p e t e n c e  is g e n -  
d e r -  and  r a c e - n e u t r a i  " T h e  o t h e r  
t h r e e  v ideos  of  the ~)nginai f o u r  in 
t he  se r i e s  c o v e r  b i c u i t u r a i i s m  a n d  
success m an orgamzauon.  The,." l ook  
at the need  in c o m m u m c a t i o n  to lis- 
ten. respect, test. anna adlust, and  the,," 
suggest  mat eve ryone  can be  a facili- 
tator on a diverse work team. 

The three new v,,cieos m the ser ies  
address  super'vision and s ugges t  that  
vaiuin~ diversi ty ~s ai~out o r o d u c t i v -  
itv. They p rov ide  tiara in s u p p o r t  of  
the idea that workm~ e f fecuve ly  w'~th 
a d ive r s e  worb:force ,,s e s s e n n a l  for  
the  e c o n o m i c  anu  h u m a n  r e s o u r c e  
d e v e i o p m e n t  of  the U n i t e d  S t a t e s .  
The  last v ideo  in the ~-eries p r o v i d e s  
p r o f i l e s  o t  c o r p o r a t i o n s  t h a t  h a v e  
met  and are meeun' . :  the  c h a i l e n g e s  

~t diversity. 



T h e  f i lms  h a v e  a t e n d e n c v  to 
present  relat ionships that set mainly 
white males against all other groups: 
:hey d o n t  give full force to intercul- 
,urai  issues a m o n g  Hispanic .  Afro- 
A.mer:can. Japanese.  or other groups. 

But the videos are very well done.  
clear, and concise. And the,," provide 
v a l u a b l e ,  m e m o r a b l e  l e s s o n s  a n d  
ins~=nts. In breaking new ground for 
film nroducers  and trainers to follow. 
they set a high s tandard and a clear  
call  to m a n a g e m e n t  to r e c o g n i z e .  
value, and work  with diversity.'. 

Each  of  t h e s e  e x c e l l e n t  v i d e o s  
c o m e s  with a t e a c h e r s  and t r a ine r s  
grade that suggests ways of using the 
v~deo and provides  a full text of  the 
scnnt, as well as additional resources. 

T h e  " 'Valu ing  D i v e r s i t y "  s e r i e s  
inciucies the following seven videos: 

~ , lanagmg Differences" 
Diversity. at Work" 

D Communica t ing  Across Cultures '  
t) Y o u  Make the Difference" 
) ' s upe~ ' i s ing  Di f fe rences  

C h a m p i o n s  of Diversity." 
�9 Profiles in Change." 
Griggs  Produc t ions  is at 302 23d 

A v e n u e .  San Franc i sco .  CA 9,-)121: 
-, 15 6o8-~ 200. 
BNA Oomm,m~c,, t ion~ has p r o d u c e d  
�9 B a d g e s :  Skil ls  for  M a n a g i n g  a 
Diverse Workforce."  a series of nine 
v~deos. The series includes an intro- 
duction r~ius eight modules  that form 
:i;e co>re o t a  highly structured .series 
,( ~c:,-ons. 

7 h e  set  c o m e s  w i th  a t r a i n e r  s 
manuai,  as weil as pamcipan t  manu-  
als :or each trainee. The manuals  are 
�9 ,aa i  to understanding the material in 
me  ', :deos. 

The  i n t r o d u c t o r y  v i d e o  sets  the  
t heme  and inciudes some  brief  dra- 
.mas. the new d e m o g r a p h i c s ,  and  a 
review of m a n a g e m e n t  responsibi l i -  
t i e s  The  thrus t  o f - t he  ser ies  is on  
de , ,~ iopmg and reinforcing sensitiv- 
!w and awareness  and on deve lop ing  
,K~iis for manamng.  

7he  videos do not p romise  pana-  
ceas nut tocus on discovery,  interac- 
tion. and par t ic ipan ts  o w n  personal  
e x p e r i e n c e s  to he tp  t hem use their  
.qmmannes to bridge differences. 

The first four modules  in one  wav 
,>r anotner  deal with s te reowpes  and 
m a k e  v~ewers  q u e s t i o n  the i r  o w n  
a s sumnnons  and  values. Succeedinu 
: : :o~u ics  a d d r e s s  i ' ) e i o n ~ n u  ~ " i n  

g roups  and  'ou t"  groups) ,  intercul-  
tural conflict and culture-gender con- 
flict. and intercultural communication 
barriers,  wh,ch  tie back  to the first 
m o d u l e s  discuss ion of percept ions  
and vames. 

�9 B a d g e s  is a p o w e r f u l  se r ies  
w h e n  u s e d  w i th in  the  s t r u c t u r e d  
f r a m e w o r k .  The  manua l s  are clear  
and easy to understand: they provide 
training depar tments  with a packaged 
program that can be quite effecuve. 

T h e  e i g h t  m o d u l e s  of  the  
�9 "Bridges:  Skil ls  for  M a n a g i n g  a 
Diverse Wor~orce"  program: 
D ' Intercultural Perception" 
D ' G e n d e r  S~ereoty. pes" 
D "Subtle Racial Stereotypes 
D �9 I d e n t i t y  a n d  O r g a n i z a -  
tional Culture �9149 
) 'Intercultural Conflict" 
D 'Culture and Gender  Stereotypes" 
D " ' I n t e r cu l t u r a l  C o m m u n i c a t i o n  
B a m e r s  

BNA Communica t ions  is at 94,439 
Key Wes t  A v e n u e .  Rockvi l le .  MD 
20850: 301.'948-0540. 
F I I ~  ~ f l u  Humam'tl~s ami ScUm:roD 
produces "The Mosaic Workplace." a 
ser ies  of  10 v i d e o s  that  of fer  n e w  
ins ights .  The  i n t r o d u c t o r y  v ideo .  
which asks 'Why  Value Diversln'?" is 
probaPtv the best introduction I have 
seen. It places diversl~" in its historical 
p e r s p e c n v e  and offers the contrasts 
amonu monocuitucaiism, nondiscnmi- 
nanon ,  and  mui t icu l tura l i sm in the 
business com.rnun~w. 

This v ideo  finds diversivf in lan- 
guage usage, nanonal origin, ethnic- 
itv. g e n a e r ,  re l igion,  age.  physica l  
abihues ,  and  sexual  preferences .  It 
answer s  the t,tle question by explain- 
m~ d e m o g r a p h i c s ,  the compe t i t i on  
for taient, me  need for creauviry and 
innovation, the challenge of change. 
good business, and survival. 

The first v~deo sets the stage for 
the o the r s .  Each v i d e o  c o n c l u d e s  
w~th on-screen discussion questions. 

Each v m e o  is l l ighly  f o c u s e d .  
�9 " U n a e r s t a n d i n g  O u r  Biases  a n d  
A s s u m p t i o n s  helps us see that they 
()tten s tem from beliefs acquired  in 
o u r  f o r m a t i v e  ' ` 'ears f r o m  fami ly .  
frienas, church . ' s ch0o l s ,  the media.  
movies, and other sources. 

�9 "Men a n d  W o m e n  \ 'Corking 
To.~emer looks at chan~mg roles and 
m~ssea cues. trussed steps, and missed 
, )ppor tunmes .  S e x u a l  Harassment  

documents  the cost of sexual har~ 
ment lawsmts to Fortune 500 com 
nies at about  SO.- million a year total. 

., t h r ee -pa r t  series.  --Managing a 
Diverse Workplace  ..�9 provides v,deos 
on  ' R e c r m t i n g  and  I n t e r v , e w i n g .  
' H e l p i n g  N e w  E m p l o y e e s  Feel  
V a l u e d .  a n d - U n d e r s t a n d i n g  Differ- 
eat  Cukural Values and S~ ' ies .  

-Meeting the Diversity C h a l l e n g e  
says it is m a n a g e m e n t  s job to get a 
clear  p ic ture  of  the workfo rce .  The  
video lists a set of six minoritT chal- 
l enges  r ang ing  f rom not  fitting the 
norm to being overlooked. It also pro- 
vides I0 ways of meeting those chal- 
lenges, including conf ronnng  preiu- 
dice. e n c o u r a g i n g  ne twork ing ,  and  
i n v e s t i n g  m m e m b e r s  o f  m i n o r n y  
groups through such activities as tram- 
ing and mentonng.  

-Success Strategies for , l i n o r i t i e s  
d o e s n t  s e e m  to fit wi th  the rest of  
the  s e r i e s .  It l a cks  v i g n e t t e s  a n d  
high.qualitw product ion features. It is 
a v ideo of a w o r k s h o p  that is some-  

- wha t  r epe t i t ive  in its d i scuss lon  of  
e m p o w e r m e n t ,  rage as a sou rce  c r -  
strength, and success. 

�9 "The Future Is Now: C e l e b r a t m ~  
D i v e r s i t v  ties into the in t roductory  
video and addresses educational sys- 
tems. the lack of an adequate ly  pre- 
pa r ed  wori~force, and  the p o t en n a l  
role of corooranons m educauon. The 
call is to ceiebrate and value ci,versLv, 
at all levels and on ail fronts. 

�9 T h e  .Mosaic W o r k p l a c e '  , e r , e s  
includes the follo,x'm~ vldeos: 
) "Why Value Diverstn'?" 
D " U n d e r s t a n d i n g  O u r  Biases and  
A s s u m p n o n s  
) - M e n  a n d  W o m e n  W o r k i n g  

T o g e t h e r  
D 'Sexual  Harassment" 
D ' .Managing a Diverse W o r k p l a c e  

three parts) 
) M e e t m ~  the Diversity C h a l l e n g e  
) "Success Strategies for .Minonttes 
) T h e  Future Is Now: Celebra t ing  

Diverslt3". 
In a d d i t i o n  to ' T h e  .Mosaic 

W o r k p l a c e "  s e r i e s .  F i lms  for  the  
H u m a n i t i e s  and  Sc i ence  also p ro -  
d u c e s  �9 "Black Urban  P r o f e s s m  
P r o b l e m s  of  B L ' P P I E S .  ' T h e  
Minor i t y :  Whi t e  A m e r i c a n s . "  
�9 "The A.sianizauon of Amer ica .  

F i lms  for  the  H u m a m t ~ e s  a n d  
Sciences  is at Box 20~3. P rmce ten .  
Yl 08-5-)3-20"33:800 ='~ -:>1_6. 
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'iWg0 ~8~mg a.~ V~r haS 
proouceu the materials /or a half-clay 
13 hours and 15 mmutes~ packaged 
workshop with a leaders guide anti a 
p a m c i p a n t s  workbook based on ~ts 
32-minute video. 'The .\Iuiticuhurai 
W o r k p l a c e .  which inciudes drama- 
tized scenarios and discussions with 
experts.  Emphasis is on, values sys- 
tems. The program suggests that the 
way we work is determined bv our 
cultural heritage. 

Corone t /MTI  is at -+20 Academy 
Drive. Northbrook. IL 60062: 800/621- ! 
2131. 
C ~  F~0~a offers  "The Work fo rce  
DiversiV" Series." This ' s e r i e s  seems 
to be an attempt to link a set of four 
v ideos  with different  formats  mid 
some sort of package. 

'Managing Diversi ty is the intro- 
duc to~ '  unit. It is cleariv a divers~w 
video.  It looks at s tereotypes,  con- 
flict, a t t i t udes  t oward  p o w e r  and 
authori tv ,  and tolerance for uncer- 
taint ' .  It views communication as the 
key m a n a g e m e n t  tool and suggests 
wavs of  enhancing  o n e s  communi-  
cat ion stvle w h e n  managing  diver- 
sitv. It has merit. 

�9 "Communica t ion .  the Nonverbal  
A g e n d a "  is c o n c e r n e d  with domi-  
nance styles and bodv language, The 
c o n c t u s i o n s ,  w h i c h  n e e d  to be 
emDiqasized, are listed at the end or 
:he \ i d e o .  but they go bv too :ast 
,mci are printed too small ~ior my ~a 
men screen~ to be of muci~ vaiue. 

Resoh ' i ng  Conflicts �9 is deariv not 
a tilm expressPy made for diversity i 
training, it suggests  that con(lict is t 
ba sed  on  caring and that it creates i 
stress for all. including observers, it i 
talks about  avoidance, compromise.  , 
and collaboration. 

The message of the fourth v~deo. ,= 
P e r c e p t i o n .  is that p e r c e p t m n  ~s ! 
determined bv culture, that it ~s sub- ! 
iective, and  that we may share ,he i 
percepnons  of those close to us. i 

CRM is at 2233 Faraday Avenue. 
Carisbad. CA 92008:800.-~21-0835 : 
C~isp ~�9 p r o d u c e s  'Workin~z To- , 
getner: Managing Cultural Divers,,rv. a i 
wetl t h o u g h t - t h r o u g h  program that ! 
inciudes a 7~-rmnute video, a leaders i 
gu ide ,  and  a w o r k b o o k  for pamci-  ! 
pants, called W brktn~ ToRetber' Hou" ! 
To B e c o m e  More EJfect~z'e :n a I 
. l lultic'u/IttraJ Oraant..-allon. by ! 
Georae Simon. 

The most aclvanceO pen slzecl S T ~  
Laser Poi t ; SiLver Only 

B N F U IN U T IE   ,.c edi ae 
for your presentations ~ ~ ~ - ~ ~  IL@~ {PI?~(~ 

$ 6 . 0 0  S&H 

�9 Range to 55 yds. 
Q~| I ~ ' :  �9 Battenes Included 
o ~ $ ~ |  �9 5 1,,'2"lon&7/16"dia 

55 Oak Court Danwite CA 94526 . �9 �9 ,, ~"  �9 
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Now You Can Teach 
"Team Building/Prob]lem So]lying' 

/ YourseK- and Save! 

P~]['s 
Transparency 
, P r e s e n t a t i o n  

Makes  You 
an Expert 

Today 's  Qual i ty  Age firms want  team-building and problem- 
solving training -- but often balk at the cost. Now you can 
provide this vital training in-house for thousands  less, with PJI 's 
complete scripted "Team Building/Problem Solving" overhead 
t ransparency presentation. 

Consisting of 105 dazzling full color overheads  with annotated 
script, this course teaches two of today s most vital quality tools. 
Learners find out all about Quality Circles. Process Improvemen t  
and other types o/ teams. They aisc discover powerful  tecnniques 
for analyzing, diagnosing, and ' sowing  t o d a y s  tough )ob-ormnted 

problems. 

Start trainin~ the instant the package arrives, or edit it to /it your  
special neecis. It 's effective training, f rom a recognized leader in 
quality improvement ,  proven in hundreds  of classrooms 
worldwide.  Best of all, you save the cost of classroom prep time. 
outside trainers, travel expenses, excessive down-time.  

Other full-color scripted t ransparency presentat ions:  

Basic SPC 5PC for Healthcare Providers 
SPC Chart Intervretation Total Quaiity Management 
SPC for .4dmrmstratzve and ISO 9000 

5ervzce Functzons Deszgn of Experiments 

Call  for vour  free t r a n s p a r e n c y  s a m p l e  kit n o w [  

18ool 800-0450 
or (313] 3 5 5 - 4 4 1 0  

Workbooks are also available 

ll!l~, P E R R Y  J O H N S O N ,  I N C .  
3000 Town Center. Suite 2960 

5outhfieid Michigan 48075 Fax: ~3131 356-4230 
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This v ideo  is on managing  diver- 
si~" and productivi W through manag- 
ing y o u r  m i n d .  A c c o r d i n g  to the  
video, a person can do that by under- 
s tanding fear. discomfort ,  preludice. 
and the ways in which people  are dif- 
ferent t biologically, sociallv, and pro- 
fessionallv) and  have different values 
and s~'les of  communicanon.  

This a p p r o a c h  invoives managing 
c o m m u n i c a t i o n  and  a t t i t u d e s  b y  
b e i n g  a w a r e  o f  h o w  w e  m a n a g e  
words,  use gestures,  and get caught  
in cultural double-b inds .  We should 
be  p r e p a r e d  to m a n a g e  the future.  
says the v ideo ,  th rough  e m b r a c i n g  
change with new organizational st~'les 
a n d  i n f o r m a t i o n  e x c h a n g e s ,  and  
through e n h a n c i n g  producnv, ty  and 
providing avenues  for empowermem.  

The video augments  the book. but 
it is clear that the book came first: it is 
indispensable to the use of the videol 

Cr i sp  is at 95 First S t ree t .  Los 
Mtos. CA 94022-9803:415,'9,-)9-.4888. 
8~r F i lms has  p r o d u c e d  "Bridging 
Cuhura l  Ba rne r s :  Manag ing  E thmc 
Divers i ty  in the  W o r k p l a c e . "  a 23- 
rmnute video that is based on Sondra 
Thiedermans  book.  Bnd~tng Cultural 
Barners f o r  Corporate Success: How To 
M a n a g e  the  M u l t i c u i t u r a l  Worie 
Force. " T h i e d e r m a n  a p p e a r s  in the 
vtdeo to introduce key points. 

The introducnon highiights changes 
in i m m i g r a n t  d e m o a r a p h i c s .  New 
imm~arants and mamstream comorate  
management  both face new. unfamil- 
iar cultural factors that relate to values. 
neecis,  a n d  p e r s p e c n v e s .  ~avs the 
video. These factors affect monvanon 
and management  ~ssues. 

The v i d e o  p resen t s  the d i l e m m a  
of a manager  w h o  wants to promote  
a Hispan ic  e m p l o y e e  to a mana=e-  
m e n t  p o s i t i o n  a n d  w h o  n e e d s  to 
h a v e  a n o t h e r  e m p l o y e e ,  an Asian 
woman ,  par t ic ipate  more  activeiv m 
m a n a g e m e n t  m e e t i n g s  bv m a k m =  
p r e s e n t a t i o n s  to the  g r o u p  on her  
ongotn.= work.  

The video is sensitive to the needs 
of  b o t h  t h e  e m p l o y e e s  a n d  the  
depar tment  manager .  The manager  ,s 
at a loss m trying to uncierstand why 
t h e v . . . d o n t  want  to strut their stuff." 
And the two  emp loyees ,  w h o  come  
from cuitures that value famti~es, coi- 
l aboranve  efforts,  and snunnmE the 
t imeii~ht ,  a re  f inding tt difficuit  t<o 
adapt  to the demands  ot their ~obs 

The manager  works  with each  of 
the emoJovees to deveioo synergistic 
soluuons that minimi;;e nsk and that 
w o r k  w~thin the  cu l tu ra l  v a l u e s  
f ramework of each empioyee ,  while  
still mee tma  the needs  and goals  of  
the department.  

The video comes  with a 22-page  
l e a d e r s  guide that includes a sum-  
m a r y  of  the  v i d e o ,  a w o r k s h o p  
des ign  for n e o p h y t e s ,  and  s u g g e s -  
tions on how to use the v ideo  in a 
w o r k s h o p ,  a l o n g  wi th  a p r e t e s t .  
exercises ,  and  s teps for d e v e l o p i n g  
an action plan. 

This v ideo  h a s , m u c h  to r e c o m  = 
mend  it. It covers the bas,cs, and it is 
interesting, catalytic, sensit ive,  and  
easy to stop at key points to involve 
the particiPants in "what would  you  
do now?" segrnentsl 

Barr Films is at 1201 S c h a b a r u m  
A v e n u e .  Box 7878. I r w l n d a l e .  CA 
91706==878: 800/23,+=7878. 
Menningor Management Ins*ituto has 
produced -Bevond Divermtv: .\lanag- 
ing In te rpersona l  Differences ."  The  
series' three pans  look at the follow- 
ing issues: 
) 'Sources of Individual Differences" 
) ' D y n a m i c s  of In terpersonal  Rela- 
t ionsh ips  
) 'Strategies for Successful . \ lanage- 
m e n c '  

The series focuses on a manufac-  
turer of  medical technology and  the 
interpersonal management  p rob lems  
;hat stem from a plant relocation, the 
recall of a product, umon difficulties. 
a new acamsition, and pre~s relation- 
ships as they relate to indiv iduals .  
families,  co -worke r s ,  d e p a r t m e n t s .  
and the orgamzation itself. 

A pamcipant  s manuai is included. 
a long with a facilitator s gulde  that  
,~rovtdes mstructions about  w h e n  to 
<top the tapes to introduce exercises  
a n d  fac i l i t a t e  d i s c u s s i o n .  T h e s e  
guidelines are essential to the effec- 
nveness of the program. 

- T h i s  ts a t h o u g h t f u l  ,,dries tha t  
points out effectively that differences 
promote  excitement and product iva3 
as we l l  as d i saa reements .  The  p ro -  
g r a m  g o e s  b e l o w  the  , u r f a c e  to 
show that individual d i f ferences  do  
not fit s te reotypes  based  on cul ture  
or ethmcitw. Managing cultural differ- 
ences means managln~ interpersonal 
differences. 

In the l - -minu te  video.  ' Sou rce s  

or" Individual D i f f e r e n c e s .  
unfolds with brief vignettes. 
tures ,  and  e x e r c i s e s .  The  :ourc~ 
referred to in the title relate to r art 
lies. beliefs and values,  birth orcie 
social  roles,  gender ,  the itt e cvci 
and self-understanding. 

The s econd  segmen t .  "Dvnamt,  
of  I n t e r p e r s o n a l  R e t a t i o n s n m s .  
about  1-4 minutes long. It follows tr 
s a m e  pat tern  as the first v ideo  aE 
a d d r e s s e s  un i la te ra l  r e l a n o n s m p  
relationships based on psvchoiog~c 
contracts ,  fo rmal ized  r e t a n o n s h m  
a n d  c o r p o r a t e  cul ture .  Discuss ,or  
c o v e r  p o w e r ,  conf l ic t ,  anger .  ~nt 
macv. and unfulfilled expectatlons. 

The  final segment .  'Strate~,es fl 
Successful .Management." address~ 
the ground rules for effecnve cnan~ 
and the mow,'at ion for chan~e.  Th 
18-minute video reviews kev aspec 
of  in terpersonal  re la t ionshi~ strat, 
gies: assessment ,  clarificauon, ten, 
go t la t ion ,  res t ruc tur ing ,  and  thin  
parw intervention. 

The series provides amole  o ~ c  
tuniB" for pamcipant  m v o l ~ ; e m ~  
for rev iew of the differ ing a ~ I P '  
tions, expecta t ions ,  feelings, value 
pe rcep t ions ,  threats  to moraie ,  ar 
unfulfilled expectations. 

As the title indicates ,  th~s serif 
g o e s  ' B e y o n d  D i v e r s l t v .  and su: 
ges t s  that  m a n a g e r s  n e e d  :<3 n o r  
their interpersonal skills to v,'c~rK wit 
individual differences,  reearclies,: , 
the ongin of those differences  

The three videos are avmiaPi~ rro 
.Menninger . \ l a n a ~ e m e n t  l.,-,stttut+ 
F_xecume Librar% Mennmger Founci 
tion. 5800 Southwest Sixth. Box 82 
Topeka. KS 660u0: 800, 288-0318 
MOO Inc. h as  a 4U-minute video. T !  
Power of DiversttT.'" an excmng pr 
gram that offers a new look at clive 
sitv in the workforce  and  soc i e ty  
f o c u s e s  r io t  5o  m u c h  o n  m a n n ~ t r  
divermw as on the power  or d,vers~ 
to enhance productiviw and ~rofms. 

Part 1 p rov ide s  a h i s tonca i  r~e 
specnve on the growth of our ~tver 
population, many of whose  contnD 
t ions have not been  ackx 
and  on the potentml  dar  
nat ional  strife and  hate  
may stem from exclusionary poh,.. 
and pracnces. 

T h e  v i d e o  r e c o g m z e s  t~at  tt 
ennre populanon ts diverse. T~.e ,':. 
m a r y  ~ i e m e n t s  ~n tha t  c:xer~'. 



include race. ethniciw, gender,  age. 
and  s e x u a l  o r i en ta t ion :  ~econdarv  
e l e m e n t s  inc lude  g e o g r a p h i c  loca- 
tlon. religion, income  level, marital 
status, and education. 

It is at their o w n  risk that organt- 
ca t ions  fail to va lue  the p o w e r  of  
diversiw, says the video. The demo- 
graphics of  the work, force are chang- 
ing: o r g a n i z a t i o n s  are  n o w  be ing  
r a n k e d  in te rms of  h o w  g o o d  they 
are  for  =. 'omen.  b lacks ,  a n d  o the r  
groups. The video w a r m  that institu- 
t iona l i zed  rac ism or  sex i sm within  
o rgan iza t ions  may  limit the size of  
the talent pools that are available to 
t h e m .  In a g l o b a l  e c o n o m y ,  it is 
e s s e n t i a l  for  c o m p a n i e s  to k n o w  
o t h e r  c u l t u r e s ,  b o t h  at h o m e  and  
abroad. Understanding and using the 
p o w e r  of  diversi ty just makes  good  
busmess sense. 

The  v i d e o  po i n t s  out  a n e e d  to 
communica t e  the power  of diversi~" 
from the top d o w n  in organizations. 
and  to d e v e l o p  new models  of  par- 
t icioative m a n a g e m e n t  that a r e  best 
for all employees .  ' 

Part 2 examines specific aspects of 
d ivers i ty  in the work fo rce ,  such  as 

" s t e r eo~p ing  and  the ways in which 
hosti le env i ronmen t s  t such as those 
that encourage semsm, racial epithets. 
and off-color jokes) affect productw- 
:rv. it discusses "vic t im traits such as 
demai of self. wtthdrawai, aggression. 
over-achieving and resultant bum-out.  
anti  p a r a n o i a .  E m p i o v e e s  may  
Ceve iop  such behaviors  in a hostile 
environment,  leading to high turnover 
and a nonproduct ive climate. 

The v ideo  sugges ts  that effective 
m a n a g e r s  n e e d  to r e c o g n i z e  that  
they have  a responsibi l i ty  to under- 
stand the power  of  diver, iN in order 
to h e t p  all o f  t he i r  e m p l o y e e s  
b e c o m e  successful =.'tthln the orgam- 
zat~on. Tha t  calls for r each ing  out. 
va iu tng  all. and  accep t ing  the new 
posi t ive changes  that can s tem from 
the p o w e r  of diversi~-. 

T h e  p r o g r a m  c o m e s  wi th  a 16- 
p a g e  l e a d e r s  guide.  A par t ic ipant  s 
w o r k b o o k  will  s o o n  be  ava i l ab le .  
MDG is at 3780 Kilrov Airport Way. 
Sui te  200. Long Beach .  CA 90806: 
310/~90-313~ [] I 

Dmv6d W m g ~ g ~ w @ ~  ~s Oreszdent o/i! 
DCtV Researcta ,q.~octates htternattonai. I 
Bar ,+400. Foster Cit~; ~4 94-tO4-CMO0 

~- . 

REPRINTED FROM TRAINING & DEVELOPMENT AND AUTHORED BY DAV 
C. WIGGLESWORTH. COPYRIGHT DECEMBER 1992, THE AMERICAN 
SOCIETY FOR TRAINING AND DEVELOPMENT. REPRINTED WITH 
PERMISSION. ALL RIGHTS RESERVED. 

' +~-  - .  r 

,--~ - )  , . r .  



t 

0 

B 



X-~I~DOUT 3o 

As a c o n c l u d i n g  exercise on c r o s s - c u l t u r a l  c o m m u n i c a t i o n ,  
a n s w e r  t he  following ques t ions .  Write y o u r  a n s w e r s  ind iv idua l ly .  

. I t h i n k  the  m o s t  i m p o r t a n t  fac tors  t h a t  in terfere  w i t h  c ro s s -  
c u l t u r a l  c o m m u n i c a t i o n  are: 

. I t h i n k  t he  m o s t  i m p o r t a n t  things w h i c h  help  c r o s s - c u l t u r a l  
c o m m u n i c a t i o n  are: 

3. The  m o s t  i m p o r t a n t  th ing  I have  l e a r n ed  f rom th i s  m o d u l e  is: 

4. I i n t e n d  to u se  th i s  i n fo rma t ion  on the  job  by: 
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