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The audience for the provider forum was Chief 
Executive Officers (CEOs) or their staff who had 
the authority to speak on behalf of the organiza-
tion. Providers were recruited through email and 
the Systems Change Project website to participate 
in the virtual forums. NCCC faculty and staff used 
Qualtrics, an online survey platform, for registra-
tion and consent. Providers who registered and 
consented received a Zoom link for their respec-
tive sessions based on their Region and their 
selected forum date. 

During each session, providers were asked to 
answer 14 questions: 13 questions via Zoom 
polls and one question using ThoughtExchange. 
ThoughtExchange is a software platform that 
allows participants to anonymously share their re-
sponses to an open-ended question and rate the 
“thoughts” shared by others in the session. The 
questions assessed various aspects of an organi-
zation’s commitment to cultural competence, lin-
guistic competence, equity, diversity, and inclusion. 
The questions were presented to explore areas 
such as whether organizations have: 

1.	established definitions and frameworks for cul-
tural competence and linguistic competence,

2.	current action plans to implement practices for 
cultural competence and linguistic competence, 

3.	developed policies and structures to support 
cultural and linguistic competence, 

4.	the need for technical assistance (TA) and con-
sultation, 

5.	allocated fiscal resources to advance cultural 
competence, linguistic competence, diversity, 
equity, and inclusion, 

6.	organizational capacity to evaluate the impact 
of these efforts, 

7.	barriers they face in advancing cultural and 
linguistic competence, and 

8.	established a definition and framework for 
advancing equity. 

After each session, providers were invited to com-
plete an evaluation form via Qualtrics. This report 
provides results and recommendations based on 
data collected from the Regional Provider Forums. 

Demographics 
There were 640 providers who registered for the 
forums. A total of 324 providers participated in 
the forums for a participation rate of 51%. A great 
survey response rate is generally considered to 
be anything above 30%; however, depending on 
the survey type and audience, a good response 
rate can range between 20% and 30%, with any-
thing above 50% being considered exceptional. 
This summary highlights the results from the anal-
ysis of the demographic questions.

•	 The highest percentage of participants was from 
Region 4 (35%), followed by Region 3 (20%) and 
Region 1 (14%).

•	 10% of forum participants represented 
multiregional provider organizations, and twelve 
percent of participants represented Region 2, 
while nine percent of participants represented 
Region 5.  

•	 43% of participants identified as “staff desig-
nated by the CEO to respond on behalf of a 
registered provider organization” or “CEO of a 
registered provider organization” (16%).

•	 Participants indicated that they have worked in 
their current role in their organization for “more 
than 6 years” (32%), followed by “5-6 years” 
(21%), and “1-2 years” (20%).

•	 The majority of participants (79%) indicated that 
their organizations provided supports and ser-
vices through OPWDD for “more than 6 years.”

https://nccc.georgetown.edu/opwdd/index.php
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•	 96% of participants indicated that they were 
knowledgeable of their organization’s policies 
and practices related to cultural competence, 
linguistic competence, equity, diversity, and 
inclusion for the population of persons with IDD 
and their families served and supported.

•	 The types of supports and services provided by 
the organizations were “community habilitation” 
(17%), “structured day programs” (15%), and 
“certified residential services” (14%).

•	 Participants self-identified by race and ethnic-
ity as 49% “White (non-Hispanic),” 28% “Black 
or African American,” and 6% “Asian.” A total of 
77% selected “non-Hispanic or Latino” and 23% 
identified as “Hispanic or Latino.”

The greatest number of respondents to the polls 
and open-ended questions across all forums was 
275. It should be noted that not all participants 
responded to polling and open-ended questions 
or stayed for the duration of the session. There-
fore, the number of participants is higher than 
the greatest number of respondents to questions 
and polling, and the respondent counts are not 
the same for all questions. The next section pres-
ents the analysis and results from the polling and 
open-ended questions.

Analysis and Key Findings 
for Polling and Open-Ended 
Questions 
The NCCC Research and Evaluation team con-
ducted quantitative and qualitative analysis of the 
results from the Zoom polling and open-ended 
questions.

The results from the ten virtual forums convened 
on May 2 to May 10, 2024, highlighted various 
differences between Regions.

•	 Respondents from Region 1 (57%, n=23), Region 
2 (72%, n=25), and Region 3 (65%, n=31) indicat-
ed that their organizations have developed and 
reached consensus on a framework and defini-
tion for cultural competence.

•	 Similarly, the majority of respondents from 
Region 1 (55%, n=22), Region 2 (57%, n=23), and 
Region 3 (52%, n=31) indicated that their organi-
zation is in progress of developing and reaching 
consensus on a framework and definition for 
linguistic competence.

•	 The majority of respondents from Region 1 
(55%, n=17), Region 2 (78%, n= 23), Region 3 
(71%, n= 21), and Region 5 (62%, n=13) indicat-
ed that they are in progress of developing sup-
porting practices to implement culturally and 
linguistically competent supports and services.

•	 A majority of respondents in Region 5 (54%, 
n=13) and moderate percentages of respon-
dents from Region 3 (47%, n=32) and Region 4 
(48%, n=23) said their organization could benefit 
from technical assistance and consultation in 
advancing cultural and linguistic competence to 
a great extent.

•	 The majority of respondents from Region 1 
(52%, n=21), Region 2 (64%, n=25), and Region 3 
(57%, n=30) indicated that they have an in-prog-
ress definition and framework for advancing eq-
uity. In Region 4, there was a higher percentage 
of respondents who did not have a developed 
nor in progress definition and framework for 
advancing equity (42%, n=24) than those who 
had in progress ones (38%, n=24). 

When asked to elaborate on how their definition 
and framework for advancing equity guides their 
work, respondents indicated the following:
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•	 To inform staff training initiatives,
•	 Incorporating into mission statements, policies 

and practices, and
•	 To enhance workplace culture.

The results from the Multi-Regional forums also 
highlighted differences between organizations in 
response to the various questions.

•	 Specifically, of the 13 respondents who an-
swered this question, 46% reported that their 
organization is in progress and 36% reported 
that their organization has fully developed and 
reached consensus on a framework and defini-
tion of cultural competence. 

•	 In contrast, respondents (33%, n=12) indicated 
that their organization is not in progress or has 
not developed and reached consensus on a 
framework and definition of linguistic compe-
tence.

•	 86% of respondents (n=14) indicated that their 
organization has a current action plan to incor-
porate culturally competent practices across all 
programmatic operations, while 62% of respon-
dents (n=13) indicated that their organization 
has a current action plan to incorporate linguis-
tically competent practices across all program-
matic operations. 

•	 Majority of respondents indicated they are in 
progress for developing supporting policies 
(57%, n=14), structures (77%, n=13), and prac-

tices (64%, n=11) to implement culturally and 
linguistically competent supports and services.

•	 45% of respondents (n=11) said they have an 
in-progress definition and framework for equity 
and 27% of respondents (n=11) have fully devel-
oped definitions and frameworks. 

When asked to elaborate on how their definition 
and framework for advancing equity guides their 
work, respondents indicated the following:

•	 goal setting,
•	 informing policy and training,
•	 communication,
•	 data collection, and
•	 decision-making.

Results from the make-up session, convened on 
August 13, 2024, showed the organizations’ varied 
responses.

•	 48% of respondents (n=125) indicated “yes, 
in progress,” followed by 23% of respondents 
(n=125) who said “yes, fully developed” for the 
status of their organizations’ framework and 
definition for cultural competence.

•	 For linguistic competence, 34% of respondents 
(n=132) indicated “yes, in progress” and 30% 
indicated “not sure” (n=132) on whether they 
developed and reached consensus on a frame-
work and definition.

•	 A moderate percentage of respondents (42%, 
n=138) said that they have a current action plan 
to incorporate culturally competent practices 
across all programmatic operations. 

•	 36% of respondents (n=129) indicated that they 
were not sure if they have a current action plan 
to incorporate linguistically competent practices 
across all programmatic operations.

•	 Moderate percentages of respondents indicated 
that they are in progress for developing poli-
cies (44%, n=137), structures (47%, n=138), and 
practices (45%, n=132) to implement culturally 
and linguistically competent services.

•	 Respondents indicated that their organization 
could benefit “quite a bit” from technical assis-
tance and consultation to integrate cultural and 
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linguistic competence in its policy (36%, n=130), 
administration (36%, n=130), practices (36%, 
n=130), services and supports (37%, n=128), 
meaningful inclusion of persons with lived ex-
perience of IDD and their families (37%, n=126), 
and community engagement (36%, n=124).

•	 37% of respondents (n=110) indicated “yes, in 
progress” when asked whether their organiza-
tion has a definition and framework for equity 
while 26% of respondents (n=110) indicated “no, 
neither developed nor in progress.”

Respondents indicated that their organization 
could benefit “quite a bit” from technical assistance 
and consultation to integrate cultural and linguistic 
competence as follows: 

•	 1) mission (29%, n=131), 2) policy (36%, n=130), 
3) administration (36%, n=130), 4) practices 
(36%, n=130), 5) services and supports (37%, 
n=128), 6) the meaningful inclusion of persons 
with lived experience of IDD and their families 
(37%, n=126), and 7) community engagement 
(36%, n=124).

•	 37% of respondents (n=110) indicated that their 
organization has an in-progress definition and 
framework for equity while 26% of respondents 
(n=110) indicated that they have neither devel-
oped nor have an in-progress definition and 
framework for equity.

When asked to elaborate on how their definition 
and framework for advancing equity guides their 
work, respondents indicated the following: 

•	 cultivating staff knowledge through training and 
education, 

•	 developing and abiding by employee policies, 
and 

•	 evaluating and assessing policies related to 
equity.

Analysis and Key Findings 
from ThoughtExchange 
Question
Participants were asked an open-ended ques-
tion using ThoughtExchange, a software platform 
technology, regarding the primary barriers that 
their organization faces in advancing cultural and 
linguistic competence. Results from the Thought-
Exchange question include a qualitative analysis of 
the themes that emerged from the respondents’ 
answers.

ThoughtExchange responses from respondents 
from Regions 1-5, convened on May 2 to May 
10, 2024, indicated that the primary barriers to 
advancing cultural and linguistic ccompetence to 
advancing cultural and linguistic included:

•	 funding and resource constraints,
•	 need for staff and training,
•	 lack of clear organizational structures and 

practices,
•	 complexities with aligning organizational efforts 

and policies for systemic change, 
•	 resistance, and 
•	 geographical barriers.

ThoughtExchange responses from the Multi-Re-
gional forum, convened on May 10, 2024, indicat-
ed that the primary barriers faced by organizations 
in advancing cultural and linguistic competence 
included:
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•	 financial and resource constraints, including 
shortage of staffing and leadership support,

•	 time and effort in implementation,
•	 navigating understanding of and commitment to 

cultural and linguistic competence, and
•	 lack of adequate interpretation services.

ThoughtExchange responses from the make-up 
forum, convened on August 13, 2024, highlighted 
that the primary barriers to advancing cultural and 
linguistic included: 

•	 funding and resource constraints, 
•	 need for training and education, 
•	 need to prioritize and understand the impor-

tance of cultural and linguistic competence, 
•	 policy and structural barriers,
•	 staffing constraints,
•	 barriers related to language, 
•	 need for community engagement, and 
•	 resistance/leadership buy-in. 

Summary of Participants’ 
Evaluation of the Provider 
Forums
The NCCC Research and Evaluation team con-
ducted an evaluation after each virtual forum. A 
summary of these survey findings revealed that 

the majority of respondents indicated that the 
Regional Provider Forum objectives were met. 
Most of the respondents reported that they were 
satisfied with the forums. Insights from open-end-
ed responses highlighted respondents’ satisfaction 
with the forum, and an increase in their knowledge 
about definitions and frameworks for cultural 
competence and linguistic competence. Respon-
dents recommended that the forum content could 
be simplified, that real-world examples be provid-
ed through case studies, more time to respond to 
questions, and guidance on how to apply the infor-
mation learned to a large organization. This may 
indicate that the respondents did not understand 
the purpose of the forum which was designed to 
elicit data from providers about system capacity 
for cultural competence, linguistic competence, 
and equity and to develop a comprehensive report 
of findings along with recommendations to OP-
WDD. It appears that some providers viewed the 
forum as a webinar or training event rather than a 
data gathering activity.

Observations and 
Recommendations

Observation 1. 
The forums described in detail widely accepted 
definitions and frameworks for cultural compe-
tence, linguistic competence, diversity, equity and 
inclusion as a basis for providers to consider when 
responding to survey questions designed to as-
sess what these concepts and terms mean within 
their respective organizations. 

The great majority of responses from provider 
organizations that participated in the forum ex-
pressed a clear commitment to and understand-
ing of the critical need for cultural competence, lin-
guistic competence, diversity, equity, and inclusion 
within New York State’s system of supports and 
services for persons with IDD and their families.  
Analysis of survey data indicates that there are 
widely varying conceptualizations of cultural com-
petence, linguistic competence, and equity across 
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regions. Guidance from OPWDD is required that 
defines exactly what constitutes cultural compe-
tence, linguistic competence, and equity and how 
such policies and practices are demonstrated and 
measured. In absence of this guidance, each indi-
vidual provider organization will approach cultural 
competence, linguistic competence, and equity in 
its own way which may impede a coordinated and 
comprehensive approach to systems change. 

Survey data indicated that while some provider 
organizations described themselves as “culturally 
competent” and “linguistically competent,” many 
others stated that they can benefit from technical 
assistance and resources to strengthen their ca-
pacity to serve people with IDD and their families 
in a manner that is responsive to their cultures, 
languages, and the communities in which they live. 

Recommendation 1. 
OPWDD developed a vision statement for cultur-
al competence, linguistic competence, diversity, 
equity, and inclusion within the IDD system in 
New York State. OPWDD also developed defini-
tions and frameworks for cultural competence, 
linguistic competence, and equity for its internal 
functions as a state entity and which extends to 
the IDD system as a whole. It is recommended 
that OPWDD engage the network of providers in 
a multistep process to: 1) present its vision state-
ment and definitions and elicit feedback from the 
perspectives of voluntary providers; 2) make any 
modifications to the vision statement and defini-
tions based on provider insights and experiences; 
3) determine the fiscal and staffing implications of 
cultural competence to providers in general and 
for linguistic competence in particular; and 4) de-
velop a multi-year action plan that is responsive to 
the interests and needs of provider organizations 
across all regions.

It is recommended that OPWDD engage persons 
with IDD and their families across diverse racial, 
ethnic, linguistic, cultural and other identity groups 
to review the vision statement and definitions and 
elicit feedback based on their lived experience.

Observation 2. 
Providers identified numerous barriers to imple-
menting cultural competence, linguistic compe-
tence, and equity within their respective organi-
zations. These barriers are delineated in detail in 
the narrative and tables of this report. Cultural 
competence is a developmental process that 
occurs over time. Systems and organizations are 
at stages along a continuum ranging from cul-
tural incapacity to cultural proficiency. Based on 
survey data, provider organizations in New York 
State have knowledge and expertise in supporting 
people with IDD and their families across diverse 
racial, ethnic, cultural, linguistic, and other identity 
groups. Providers that indicated they have not yet 
started this work could benefit from the knowl-
edge and expertise of other providers. 

Recommendation 2. 
OPWDD, in partnership with self-advocacy orga-
nizations and the provider network in New York 
State, should create a structure, with dedicated re-
sources, to launch and maintain an “organizational 
learning and exchange community” dedicated 
to: 1) sharing best and emerging evidence-based 
practices for cultural and linguistic competence 
and equity; 2) offering mentoring and coaching to 
the leadership, boards, and other staff to increase 
capacity for cultural and linguistic competence and 
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equity; 3) including persons with IDD and family 
member as “subject matter experts” on their lived 
experience to guide the work of the organizational 
learning and exchange community. 

Observation 3. 
Training was frequently described by provider 
organizations as one of the primary approaches 
to advance cultural and linguistic competence and 
equity. Other approaches are necessary to facili-
tate and maintain organizational change.

Recommendation 3. 
OPWDD and other provider organizations should 
consider: 

•	 Applying organizational and individual change 
theories to guide the work of advancing cultural 
and linguistic competence and equity. For ex-
ample, Managing Complex Change, as originally 
developed by The Leadership Spectrum® En-
terprise Management Limited 1994, is an excel-
lent framework to guide organizational change 
efforts. This framework identifies five elements 
of change and the outcomes if any element is 
missing. This is particularly relevant given the 
survey data responses that highlight skills, re-
sources, and action plans as missing elements.

•	 Conducting policy audits and reviews to deter-
mine the extent to which organizational values 

and policies align with efforts to advance cultur-
al and linguistic competence and equity.

Observation 4. 
Provider organizations participating in the forums 
described problems advancing cultural and linguis-
tic competence, and equity based on the demo-
graphic makeup and geographic location within 
New York State. These barriers include historical 
inequities, marginalization and minoritization, dis-
parities in resource allocation, and socio-cultural 
contexts related to diversity, equity, and inclusion, 
frequently refer to as DEI. There is growing oppo-
sition to “all things DEI” in many areas of the U.S. 
and New York State is no exception. 

Recommendation 4. 
Given recent changes in attitudes and policies in 
some states and nationally, provider organizations 
will need to develop compelling rationales why 
cultural and linguistic competence are essential 
to the provision of supports and services to all 
persons with IDD and families that reside in New 
York State. This may involve but is not limited to: 
1) providing data on disparities affecting persons 
with IDD and their families across all racial, ethnic, 
linguistic, cultural, and other identity group; 2) 
describing all persons with IDD as an underserved 
population and highlighting the disproportionate 
impact on specific groups; and 3) deciding if and 
when to use the term “DEI” when describing efforts 
to ensure equal access to supports and services 
as specified in federal and state statute. 
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Regional Provider 
Forums Data Report

Background and Context
The New York State Office for People With De-
velopmental Disabilities (OPWDD) is contracting 
with Georgetown University National Center for 
Cultural Competence (NCCC) to conduct a systems 
change project with a goal to: Advance policies and 
practices of cultural and linguistic competence, 
diversity, equity, and inclusion in all components 
of the intellectual and developmental disability 
(IDD) system of New York State. This partnership, 
Advancing Cultural and Linguistic Competence, Di-
versity, Equity, and Inclusion: OPWDD-Georgetown 
University NCCC Partnership for Systems Change 
(herein referred to as the Systems Change Project) 
began in October 2022. 

One major effort of the Partnership was to con-
vene virtual Regional Provider Forums that en-
gaged the IDD provider network in a process to: 

1.	Define and differentiate cultural and linguistic 
competence, diversity, equity, and inclusion and 
what they mean for the IDD system of supports 
and services in New York State. 

2.	Assess the extent to which service providers 
have existing policies, practices, and resources 
for cultural and linguistic competence, diversity, 
equity, and inclusion.

3.	Elicit input on the successes and challenges 
of implementing policies and practices that 
support cultural competence, linguistic com-
petence, diversity, equity, and inclusion within 
their respective organizations.

4.	Develop a report of findings and recommen-
dations to strengthen capacity for cultural and 
linguistic competence, diversity, equity, and 
inclusion within the provider network. 

Through the IDD provider network component, 
the NCCC has been engaging and providing con-
sultation and technical assistance to the New York 
State provider network and the New York State 

Community of Practice on cultural and linguistic 
competence in developmental disabilities. The aim 
of this component is to assist these organizations 
to advance cultural and linguistic competence, 
diversity, equity, and inclusion in the system of 
supports and services for persons with IDD and 
their families across all racial, ethnic, cultural, and 
linguistic groups. The NCCC conducted statewide 
Regional Provider Forums, engaging members of 
the service provider network to assess existing 
strengths and areas of growth to advance cultural 
competence, linguistic competence, and equity 
in their respective organizations and in the IDD 
system of New York State. This report provides 
results and recommendations from the Regional 
Provider Forums that were convened as a part of 
the Systems Change Project.

Methodology
The NCCC convened a total of 12 virtual provid-
er forums from May – August 2024. Two virtual 
forums per Region (1-5) and one Multi-Regional fo-
rum were held from May 2 to May 10, 2024. There 
were two sessions per Region from which provid-
ers could choose to attend, and a Multi-Regional 
session was offered for organizations that provide 
services in more than one Region. One make-
up virtual forum was held on August 13, 2024 to 
accommodate those that were unable to attend 
any of the previous forums. The forums were 
conducted using Zoom, a cloud-based communi-
cation platform, and lasted 90 minutes each and 
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were facilitated by faculty and staff from Georgetown 
University NCCC. 

The provider forums’ audiences were Chief Executive 
Officers (CEOs) or staff designated by CEOs who had 
the authority to speak on behalf of the organization. 
Providers were recruited through email and the Sys-
tems Change Project website to register and consent 
to participate in the virtual forums. NCCC faculty and 
staff used Qualtrics, an online survey platform for 
registration and consent. Providers who registered 
received a Zoom link for their respective sessions 
based on their Region and their selected forum date.

The forums were designed to:

•	 Present frameworks and definitions for cultural 
competence, linguistic competence, diversity, equi-
ty, and inclusion.

•	 Gauge the extent to which each is implemented 
among New York’s network of IDD service provid-
ers.

•	 Elicit input on the successes and challenges of 
implementing policies and practices that support 
cultural competence, linguistic competence, diver-
sity, equity, and inclusion within their respective 
organizations.

•	 During each session, providers were asked to 
answer 14 questions: 13 questions via Zoom polls 
and one using ThoughtExchange. ThoughtEx-
change is a software platform that allows partic-
ipants to anonymously share their responses to 

an open-ended question and rate the “thoughts” 
shared by others in the session.

The questions were designed to assess:

•	 Whether organizations have developed and 
reached a consensus on a framework and defini-
tion for cultural competence and linguistic compe-
tence.

•	 Whether organizations have a current action plan 
to incorporate culturally competent and linguisti-
cally competent practices across all programmatic 
operations.

•	 Whether organizations develop supporting poli-
cies, structures, and practices to implement cul-
turally and linguistically competent supports and 
services.

•	 The extent to which organizations could benefit 
from technical assistance (TA) and consultation 
in advancing and including cultural and linguistic 
competence in their a) mission, b) policy, c) admin-
istration, d) practices, e) services and supports, f) 
meaningful inclusion of persons with lived experi-
ence of IDD and their families, and g) community 
engagement.

•	 The extent to which organizations allocate fiscal 
resources to advance a) cultural competence, b) 
linguistic competence, c) diversity, d) equity, and e) 
inclusion.

•	 The organizational capacity to evaluate the impact 
of efforts that advance a) cultural competence, b) 
linguistic competence, c) diversity, d) equity, and e) 
inclusion.

•	 Primary barriers that organizations face in advanc-
ing cultural and linguistic competence.

•	 Whether organizations have a definition and 
framework for advancing equity, and ways they are 
used to guide their work.

After each session, participants were invited to 
complete an evaluation form via Qualtrics. An analy-
sis of their responses is included in this report. The 
evaluation form included demographic questions 
including the size of organizations based on the 
number of employees and Region. Likert scale ques-
tions were included to measure respondents’ level 
of agreement (i.e., strongly agree, agree, disagree, 
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strongly disagree) on the extent to which the forum 
objectives were met and their satisfaction from the 
forum. Open-ended questions were also included for 
respondents to share comments.

Organization of the Report
There are six sections to this report that present: 1) 
participant demographics, 2) analysis and findings 
from the ten virtual provider forums for Regions 1-5 
(disaggregated based on Region), 3) the Multi-Re-
gional forum, 4) forum make-up session, 5) the 
evaluation survey, and 6) recommendations. Results 
from the polling questions include a quantitative 
analysis of the percentage of respondents who 
selected each of the options available, and results 
from the open-ended questions included a qualita-
tive analysis of the themes that emerged from the 
respondents’ answers. The responses were analyzed 
for their manifest content. The themes were geared 
at emphasizing the content of participant respons-
es to the open-ended questions without assigning 
latent themes based on the interpretation of NCCC 
team members. This section of the report outlines 
the respondents’ answers to the fourteen questions 
and are divided by Regions 1-5.

Participant Demographics
This section presents the demographic information 
of participants based on 1) the Region their organi-
zation is based in, 2) their designation in their orga-
nization, 3) the number of years they have worked in 
their current role, 4) their knowledgeability of their 
organizations’ policies and practices, 5) the number 
of years their organization has provided supports 
and services through OPWDD, 6) the types of sup-
ports and services their organization provide, and 
7) their racial and ethnic background. The greatest 
number of respondents to the polling and open-end-
ed questions in the forums is also included.

There were 640 providers who registered for the fo-
rums on Qualtrics. There was a total of 324 providers 
who participated in the forums resulting in a partici-
pation rate of 51%.

Table 1 presents the percentage of participants 
based on Region. The highest percentage of partici-
pants came from Region 4 (35%), followed by Region 
3 (20%) and Region 1 (14%).

Table 1: Distribution of participants based on 
Region (n=324)

Region Percentage
Region 1: Western New York & 
Finger Lakes

14%

Region 2: Central New York, 
Broome & Sunmount

12%

Region 3: Capital District, Taconic 
& Hudson Valley

20%

Region 4: Metro, Brooklyn, Staten 
Island & Bernard Fineson

35%

Region 5: Long Island 9%
Multi-Region 10%

Table 2 presents the percentage of participants 
based on their job role. The highest percentage of 
participants identified themselves as “staff designat-
ed by the CEO to respond on behalf of a registered 
provider organization” (43%). A total of 37% of partic-
ipants selected “other.”
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Table 2: Distribution of participants based on 
their job role (n=324)

Designation Percentage
Staff designated by the CEO to 
respond on behalf of a registered 
provider organization with OP-
WDD

43%

CEO of a registered provider 
organization with OPWDD

16%

Staff designated by the CEO to 
respond on behalf of a CCO with 
OPWDD

4%

CEO of a Care Coordination Orga-
nization (CCO)

1%

Other 37%
Total 100%

Table 3 presents the length of time that partici-
pants worked in their current role in their orga-
nization. The highest percentage of participants 
selected “more than 6 years” (32%).

Table 3: The length of time participants have 
worked in their current role in their organiza-
tion (n=324)

Number of years participants 
have worked in their current 

role in their organization
Percentage

Less than a year 21%
1 - 2 years 20%
3 - 4 years 13%
5 - 6 years 9%
More than 6 years 32%
Other 6%
Total 100%

Participants were asked to report whether they 
had knowledge of the organization’s policies and 
practices related to cultural and linguistic compe-
tence, diversity, equity, and inclusion for the pop-
ulation of persons with IDD and their families that 
they serve and support. Table 4 shows that 96% of 
participants responded “yes.”

Table 4: Participants’ knowledge of their or-
ganization’s policies and practices related to 
cultural and linguistic competence, diversity 
and inclusion (n=324)

Knowledge of organization’s 
policies and practices Percentage

Yes 96%
No 4%
Total 100%

Table 5 presents the percentage of participants 
who responded to the question of how long their 
organization has provided supports and services 
through OPWDD. The majority of participants se-
lected “more than 6 years” (79%).

Table 5: Length of time that the organization 
has provided supports or services through 
OPWDD (n=324)

Number of years participants’ 
organizations have provided 
supports or services through 

OPWDD

Percentage

Less than a year 2%
1 -2 years 1%
3 - 4 years 2%
5 - 6 years 5%
More than 6 years 79%
Other 11%
Total 100%

Table 6 presents the distribution of participants 
based on the types of supports and services their 
organization provides through OPWDD. Partici-
pants could select more than one type of supports 
or services. Participants selected “community ha-
bilitation” (17%), “structured day programs” (15%), 
and “certified residential services” (14%).
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Table 6: Types of supports and services the or-
ganization provides through OPWDD (n=1,275)

Types of supports and services 
participants’ organizations 
provide through OPWDD

Percentage

cCommunity hHabilitation 17%
sStructured dDay pPrograms 15%
Certified Residential Services 14%
Respite Services 14%
Employment Supports 12%
Self-Direction Supports 9%
Clinical Supports 8%
Other supports and services 5%
Care Coordination 4%
Institutional Services 1%
Managed Care 1%
Total 100%

Table 7 presents the racial background that par-
ticipants selected. Participants could select more 
than one option. A total of 49% of participants 
indicated they identified as “White (non-Hispanic).”

Table 7: Participants based on their racial back-
ground (n=324)

Participants’ racial background Percentage
White (non-Hispanic) 49%
Black or African American 28%
Asian 6%
Native Hawaiian or Other Pacific 
Islander

1%

Two or more races 2%
Other 15%
Total 100%

Table 8 shows the distribution of participants’ 
ethnicity. A total of 77% of participants selected 
“non-Hispanic or Latino.”

Table 8: Distribution of participants based on 
their ethnicity (n=324)

Participants’ ethnicity Percentage
Hispanic or Latino 23%
Non-Hispanic or Latino 77%
Total 100%

Table 9 presents the greatest number of respon-
dents to the polls and open-ended questions 
across all forums per Region. It should be noted 
that not all participants responded to polling and 
open-ended questions or stayed for the dura-
tion of the session. Therefore, the number of 
participants is higher than the greatest number 
of respondents to questions and polling, and the 
respondent counts are not the same for all ques-
tions. Thus, for each of the presented questions, 
there were varied number of responses.

Table 9: Greatest number of respondents to 
the polls per Region

Region Number of 
Respondents

Region 1: Western New York and 
Finger Lakes

23

Region 2: Central New York, 
Broome, and Sunmount

25

Region 3: Capital District, Tacon-
ic, and Hudson Valley

32

Region 4: Metro, Brooklyn, Stat-
en Island, and Bernard Fineson

30

Region 5: Long Island 13
Multi-Region 14
Make-up Session 138
Total 275
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Section I: Results from 
Regions 1 to 5
This section presents the results from the ten 
forums conducted on May 2 – May 10, 2024. This 
analysis presents the findings from the 12 quan-
titative polling questions, and two open-ended 
questions.
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Quantitative Analysis

Polling Question 1: Framework and Definition for Cultural 
Competence
Respondents were asked if their organization developed and reached consensus on a frame-
work and definition for cultural competence. The response options were: Yes, fully developed; 
Yes, in progress; No, neither developed nor in progress; Not sure. These response options 
were the same for questions 3, 5, and 7.

The majority of respondents responded with “yes, in progress” in Regions 1 (57%), 2 (72%) and 
3 (65%). Region 4 (27%) had the highest percentage of respondents who indicated “yes, fully 
developed.” See Figure 1 for the graphic representation of this item.

Figure 1: Status of the organizations’ framework and definition for cultural competence
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Polling Question 2: Current Action Plan to Incorporate Culturally 
Competent Practices
Respondents were surveyed on whether their organization has a current action plan to in-
corporate culturally competent practices across all programmatic operations. The response 
options were: Yes; No; Not sure. These response options were the same for questions 4 and 
12 as well.

The majority of respondents in Regions 2 (54%), 3 (53%), and 5 (64%) said “yes” to having a cur-
rent action plan to incorporate culturally competent practices across all programmatic opera-
tions. Region 4 (46%) had the highest percentage of respondents who said “no.” See Figure 2 
for the graphic representation of this item.

Figure 2: Status of the organizations’ current action plan to incorporate culturally 
competent practices across all programmatic operations
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Polling Question 3: Framework and Definition for Linguistic 
Competence
Respondents were asked if their organization developed and reached consensus on a defini-
tion of linguistic competence.

The majority of respondents in Regions 1 (55%), 2 (57%), and 3 (52%) said “yes, in progress.” 
See Figure 3 for the graphic representation of this item.

Figure 3: Status of the organizations’ framework and definition for linguistic competence
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Polling Question 4: Current Action Plan to Incorporate 
Linguistically Competent Practices
Respondents were questioned on whether their organization has a current action plan to in-
corporate linguistically competent practices across all programmatic operations.

Region 2 (52%) had a majority of respondents who indicated “yes” to the presence of such a 
plan. Additionally, for Regions 1 (38%) and 3 (48%), the highest percentage of respondents 
selected “yes.” The majority of respondents in Region 5 (54%) said “no.” See Figure 4 for the 
graphic representation of this item. 

Figure 4: Status of the organizations’ current action plan to incorporate linguistically 
competent practices across all programmatic operations
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Polling Question 5: Supporting Policies for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization has developed supporting policies to implement 
culturally and linguistically competent supports and services.

In Regions 2 (70%) and 3 (65%), majority of respondents said “yes, in progress” as to whether 
their organization has developed supporting policies to implement culturally and linguistically 
competent supports and services. The highest percentage of respondents in Regions 4 (42%) 
and 5 (50%) selected “no, neither developed nor in progress.” See Figure 5 for the graphic rep-
resentation of this item.

Figure 5: Status of the organizations’ supporting policies to implement culturally and 
linguistically competent supports and services
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Polling Question 6: Supporting Structures for Culturally and 
Linguistically Competent Supports and Services
Respondents were inquired if their organization developed supporting structures to imple-
ment culturally and linguistically competent supports and services.

In Regions 2 (67%) and 3 (63%), the majority of respondents said “yes, in progress” as to wheth-
er their organization has developed supporting structures to implement culturally and linguis-
tically competent supports and services. In Region 4, there was a higher percentage of respon-
dents who selected “no, neither developed nor in progress” (46%) than “yes, in progress” (31%). 
See Figure 6 for the graphic representation of this item.

Figure 6: Status of the organizations’ supporting structures to implement culturally and 
linguistically competent supports and services
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Polling Question 7: Supporting Practices for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization developed supporting practices to implement 
culturally and linguistically competent supports and services.

Majority of respondents across Regions 1 (55%), 2 (78%), 3 (71%), and 5 (62%) responded with 
“yes, in progress.” See Figure 7 for the graphic representation of this item.

Figure 7: Status of the organizations’ supporting practices to implement culturally and 
linguistically competent supports and services
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Polling Question 8: Extent to which Organizations could Benefit 
from Technical Assistance and Consultation in Advancing 
Cultural and Linguistic Competence
Respondents were surveyed on the extent to which they think their organization could benefit 
from technical assistance and consultation in advancing cultural and linguistic competence. 
The response options were: To a great extent; Quite a bit; Somewhat; Not too much; Not at all. 
These response options were the same for questions 9 and 11. 

Fifty-four percent (54%) of Region 5 participants reported that their organization would benefit 
“to a great extent.” Regions 3 (47%) and 4 (48%) had similar trends, as a moderate percentage 
of respondents indicated that their organization could benefit “to a great extent.” Overall, while 
there was considerable variation across and within the Regions, most responses fell within the 
“to a great extent” to “somewhat” range. See Figure 8 for the graphic representation of this 
item.

Figure 8: The extent to which organizations could benefit from technical assistance and 
consultation in advancing cultural and linguistic competence
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Polling Question 9: Areas in which Organizations could Benefit 
from Technical Assistance and Consultation
Respondents were surveyed on the extent to which they think their organization could benefit 
from technical assistance and consultation to include cultural and linguistic competence in its: 
(1) Mission, (2) Policy, (3) Administration, (4) Practices, (5) Services and Supports, (6) Meaning-
ful Inclusions of Persons with Lived Experience of IDD and their Families, and (7) Community 
Engagement. The percentages of responses to each of these factors is below.

a. Mission

The majority of respondents in Region 2 (58%) indicated “somewhat.” In Region 1 (37%), the 
percentage of respondents who said, “not at all” was the same as those who said “somewhat.” 
See Figure 9a for the graphic representation of this item.

Figure 9a: The extent to which organizations could benefit from technical assistance and 
consultation to include cultural and linguistic competence in their mission
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b. Policy

For Regions 4 (46%) and 5 (46%), the highest percentage of respondents selected “to a great 
extent.” The highest percentage of respondents in Regions 2 (46%) and 3 (42%) selected “quite 
a bit.” See Figure 9b for the graphic representation of this item.

Figure 9b: The extent to which organizations could benefit from technical assistance and 
consultation to include cultural and linguistic competence in their policy

21%
17%

35%

46% 46%

32%

46%
42%

27%
23%

37% 38%

16% 15%

31%

5%
0%

3%
0% 0%

5%
0%

3% 4%
0%0% 0% 0%

8%

0%
0%

10%

20%

30%

40%

50%

60%

70%

80%

Region 1 (n=19) Region 2 (n=24) Region 3 (n=31) Region 4 (n=26) Region 5 (n=13)

Pe
rc

en
ta

ge

Policy

To a great extent Quite a bit Somewhat Not too much Not at all NA

c. Administration

The majority of respondents in Region 2 (58%) selected “somewhat.” The highest percentage 
of respondents in Region 4 (42%) indicated “to a great extent.” See Figure 9c for the graphic 
representation of this item.
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Figure 9c: The extent to which organizations could benefit from technical assistance and 
consultation to include cultural and linguistic competence in their administration
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d. Practices

The majority of respondents in Region 3 (52%) selected “quite a bit.” In Region 4 (50%), “to a 
great extent” was selected the most among its respondents. See Figure 9d for the graphic rep-
resentation of this item.

Figure 9d: The extent to which organizations could benefit from technical assistance and 
consultation to include cultural and linguistic competence in their practices
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e. Services and Supports

The highest percentage of respondents in Regions 1 (42%) and 3 (45%) indicated “quite a bit.” 
In Regions 4 (42%) and 5 (46%), the highest percentages of responses were for “to a great ex-
tent.” See Figure 9e for the graphic representation of this item.

Figure 9e: The extent to which organizations could benefit from technical assistance and 
consultation to include cultural and linguistic competence in their services and supports
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f. Meaningful Inclusion of Persons with Lived Experience of IDD and their Families

In Region 4 (42%), the highest percentage of respondents indicated “to a great extent.” In Re-
gion 3 (45%), the highest percentage of respondents selected “quite a bit.” See Figure 9f for the 
graphic representation of this item.
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Figure 9f: The extent to which organizations could benefit from technical assistance and 
consultation to include cultural and linguistic competence in its meaningful inclusion of 
persons with lived experience of IDD and their families
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g. Community Engagement

In Regions 1 (53%) and 2 (54%), the majority of the respondents indicated “somewhat.” The 
highest percentage of respondents in Regions 3 (48%) and 5 (54%) selected “quite a bit.” See 
Figure 9g for the graphic representation of this item.

Figure 9g: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in their community 
engagement
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Polling Question 10: Definition and Framework for Advancing 
Equity
Respondents were asked if their organization has a definition and framework for advancing 
equity.

The majority of respondents in Regions 1 (52%), 2 (64%), and 3 (57%) indicated “yes, in prog-
ress.” See Figure 10 for the graphic representation of this item. See Polling Question 14 (page 
43) for the qualitative analysis of the ways that organizations use their fully developed or 
in-progress definition and framework of advancing equity to guide the work of their organiza-
tion.

Figure 10: Status of the organizations’ definition and framework for advancing equity
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Polling Question 11: Fiscal Resources Allocated to Advance 
Cultural and Linguistic Competence, Diversity, Equity, and 
Inclusion
Respondents were surveyed on the extent to which their organization allocates fiscal resourc-
es to advance: (a) cultural competence, (b) linguistic competence, (c) diversity, (d) equity, and (e) 
inclusion.

a. Cultural Competence

The majority of respondents in Region 1 (67%) indicated “somewhat.” The highest percentage 
of respondents in Regions 2 (50%), 3 (42%), 4 (32%), and 5 (45%) also reported “somewhat.” 
See Figure 11a for the graphic representation of this item.

Figure 11a: The extent to which organizations allocate fiscal resources to advance 
cultural competence
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b. Linguistic Competence 

The majority of respondents in Region 1 (62%) reported “somewhat.” The highest percentage 
of respondents in Regions 2 (41%), 3 (50%), 4 (32%), and 5 (45%) indicated “somewhat.” See Fig-
ure 11b for the graphic representation of this item.

Figure 11b: The extent to which organizations allocate fiscal resource to advance 
linguistic competence
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c. Diversity

The majority of respondents in Regions 1 (62%) and 5 (73%) indicated “somewhat.” The high-
est percentage of respondents in Region 2 (50%) selected “quite a bit.” See Figure 11c for the 
graphic representation of this item.

Figure 11c: The extent to which organizations allocate fiscal resources to advance 
diversity
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d. Equity

Region 2 (64%) had a majority of respondents who indicated that fiscal resources for equity 
were allocated “quite a bit.” The majority of Region 5 (55%) respondents selected “somewhat.” 
Similarly, the most common response across Regions 1 (43%), 3 (46%), and 4 (36%) was “some-
what.” See Figure 11d for the graphic representation of this item.

Figure 11d: The extent to which organizations allocate fiscal resources to advance equity
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e. Inclusion

The majority of respondents in Region 5 (55%) indicated “somewhat.” Similarly, the highest 
percentage of responses from Regions 1 (48%), 3 (42%), and 4 (40%) also selected “somewhat.” 
Region 2 (45%) respondents reported the highest proportion of respondents who indicated 
“quite a bit.” See Figure 11e for the graphic representation of this item.

Figure 11e: The extent to which organizations allocate fiscal resources to advance 
inclusion
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Polling Question 12: Organizational Capacity to Evaluate Efforts 
to Advance Cultural and Linguistic Competence, Diversity, 
Equity, and Inclusion
Respondents were inquired on whether their organization has the capacity to evaluate the im-
pact of its efforts that advance: (a) cultural competence, (b) linguistic competence, (c) diversity, 
(d) equity, and (e) inclusion. 

a. Cultural competence

In Region 3 (60%), the majority of respondents selected “in progress” for organizational capaci-
ty to evaluate the impact of efforts that advance cultural competence. Notably, Regions 4 (36%) 
and 5 (42%) had the highest proportion of respondents who indicated “no.” See Figure 12a for 
the graphic representation of this item.

Figure 12a: Organizations’ capacity to evaluate the impact of their efforts that advance 
cultural competence

35%

27%

13%

28%
25%

45% 45%

60%

32% 33%

20%

27% 27%

36%

42%

0% 0% 0%
4%

0%
0%

10%

20%

30%

40%

50%

60%

70%

80%

Region 1 (n=20) Region 2 (n=22) Region 3 (n=30) Region 4 (n=25) Region 5 (n=12)

Pe
rc

en
ta

ge

Capacity to evaluate the impact of cultural competence efforts

Yes In Progress No NA



34   Survey Results and Recommendation Report: Advancing Cultural and Linguistic Competence, Diversity, Equity, and Inclusion

b. Linguistic competence

The highest percentage of responses in Regions 1 (45%), 2 (41%) and 3 (50%) was “in progress.” 
On the other hand, “no” was the most common response for Regions 4 (48%) and 5 (50%). See 
Figure 12b for the graphic representation of this item.

Figure 12b: Organizations’ capacity to evaluate the impact of their efforts that advance 
linguistic competence
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c. Diversity

The highest percentage of respondents in Regions 1 (50%), 3 (43%), and 5 (42%) said “in prog-
ress.” The most common response for Regions 2 (45%) and 4 (44%) was “yes.” See Figure 12c 
for the graphic representation of this item.

Figure 12c: Organizations’ capacity to evaluate 
the impact of their efforts that advance diversity
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d. Equity

The highest percentage of respondents from Regions 1 (50%), 3 (50%), and 5 (42%) indicated 
“in progress.” There were 41% of respondents who said “yes” from Region 2, and 40% of re-
spondents who said “no” from Region 4. See Figure 12d for the graphic representation of this 
item.

Figure 12d: Organizations’ capacity to evaluate the impact of their efforts that advance 
equity
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e. Inclusion

The highest percentage of respondents from Regions 1 (50%), 3 (53%), and 5 (50%) indicated 
“in progress.” Regions 2 (41%) and 4 (40%) had “yes” as the most common response. See Figure 
12e for the graphic representation of this item.

Figure 12e: Organizations’ capacity to evaluate the impact of their efforts that advance 
inclusion
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Section I: Results from Regions 1 to 5

Qualitative Analysis

Question 13: Primary Barriers Faced by Organizations in Advancing 
Cultural and Linguistic Competence
Respondents were asked an open-ended question on ThoughtExchange regarding the primary barriers 
that their organization faces in advancing cultural and linguistic competence.

Across the Regions, responses indicated that the primary barriers to advancing cultural and linguistic 
competence in organizations include financial constraints, insufficient knowledge and awareness about 
cultural and linguistic competence, lack of resources in terms of time and personnel, including trained 
staff, and overall lack of organizational capacity and staff experience to develop and implement effective 
policies and procedures to advance cultural and linguistic competence. Additionally, general resistance 
and lack of sustained commitment to cultural and linguistic competence initiatives were also a recurring 
theme. Sample responses based on Regions are presented in Tables 10 to 14.

Table 10 - Region 1: The primary barriers organizations face in advancing cultural and linguistic 
competence

Region 1 (n=22)
Themes Frequency Illustrative quotes

Limited organi-
zational capacity 
and lack of clear 
structures

8

“We are an organization of 400 people so getting information to 
everyone and feedback can be a challenge. We also have multiple 
locations in different. Continuity will be important in this process.”

“A new leadership team trying to catch up on a lot of organizational 
needs that were neglected -- it's one of many things crying out for 
attention. Lots of fires to put out and many organizational needs 
competing for attention and resources.”

“Lack of defined expectations by OPWDD makes it difficult to know 
what/how to train staff that are overwhelmed by workloads. This is 
important because ultimately the people receiving services suffer.”

Limited staff 
capacity and 
experience 
in navigating 
and advancing 
cultural compe-
tence

5

“I think one barrier would be how to go about advancing competen-
cies. Without knowing how to advance these properly, people have 
fear of offending others or not being inclusive and equitable in their 
approach.”

“Not enough experience working with people of different cultures. 
To ensure they are not being disrespectful unknowingly of what can 
be perceived as being disrespectful when it may only be a lack of 
knowledge.”
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Region 1 (n=22)
Themes Frequency Illustrative quotes

Funding and 
resource con-
straints

5

“Getting funding for dedicated resources. I think we have training but 
would advance with dedicated personnel.”

“Limited resources - insufficient funding/staffing dedicated to ad-
vancing these competencies. This is important because without the 
resources to hire/train qualified staff, there is a lot left up to inter-
pretation.”

Systemic barri-
ers

3

“Staff feeling unsure that they are really free to speak up based on 
years of systemic racism and backlash from outside the org.”

“Stereotypes and prejudices.”

“Acceptance of change and respect of everyone. This is a barrier that 
we are working on in different areas in the agency. When everyone is 
willing to accept everyone and is willing to accept difference the work 
force from the director down becomes invested in each other.”

Geographical 
barriers 

1
“Geographical challenges (at times). Operating in diverse locations 
with different cultural norms and languages pose logistical challeng-
es for staff who are already burnt out.”

Resistance 1 “Create an environment that gets at the resistance of staff.”

Table 11 - Region 2: The primary barriers organizations face in advancing cultural and linguistic 
competence

Region 2 (n=23)
Themes Frequency Illustrative quotes

Need for staff 
and training

11

“Lack of Staff. The staffing crisis causes staff to focus on providing 
quality services each day and makes it difficult to focus on work 
beyond this.”

“Acquiring the proper training for staff—who will do the training, 
when, and how to have a minimum level of knowledge and expertise 
in conducting the training.”

“Turnover in direct support professionals. It requires us to start over 
regularly.”

“Training and Education. Staff at every level need to understand how 
language and behavior shape culture and the importance of inclu-
sion and acceptance of all people.”
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Region 2 (n=23)
Themes Frequency Illustrative quotes

Funding and 
resource con-
straints

5

“Resources - People and dollars. We need the people to be able 
to develop the policies/practices and the dollars to support these 
important roles.”

“Lack of resources to help develop and implement these practices 
into our organization. It's important to understand the cultural and 
linguistic needs of the individuals and families we serve to help im-
prove communication and services.”

“Limited internal capacity, resources and expertise to move this for-
ward. To advance this in impactful way, requires someone on staff to 
research, develop a plan and facilitating the process across or $$ to 
hire external con.”

Need help with 
planning and 
implementation 

5

“We have not developed a cohesive strategy/plan. We contemplate 
these when talking about hiring, when comparing data, when talking 
about ESL. We are increasing serving persons and employing per-
sons from diverse backgrounds which is such a good thing. We need 
to help them be successful.”

“We don't know what we don't know. Based on our learning, we are 
trying to follow our action plan and revamp policies and procedures, 
but we have no internal champions/experts on staff."

“Defining cultural competence with the entire organization. Everyone 
has to have a shared understanding in order to have meaningful 
dialogue.”

“Developing written policies that match what we are doing in these 
areas. So that it is stated and known by all.”

Resistance 2

“Denial that formalized plans/policy statements in this area are even 
needed. Staff in our rural area thought ‘we aren't racist,’ so why are 
we dedicating so much time to DEI discussions? We have moved the 
needle...slowly."

Geographical 
barriers 

2 “Very rural location. Limited access to people of other cultures.”
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Table 12 - Region 3: The primary barriers organizations face in advancing cultural and 
linguistic competence 

Region 2 (n=23)
Themes Frequency Illustrative quotes

Complexities 
with aligning 
organizational 
efforts and poli-
cies for systemic 
change 

8

“Large organization, getting all departments on the same page. 
Efforts need to be organization wide- systemic change is critical for 
progress.”

“Creating a forum where all organization stakeholders can regularly 
collaborate to first begin to assess where we are, to move forward. 
Implementing this process could be a challenge due to the nature of 
the day-to-day work; finding an effective mechanism to communicate 
these practices.”

“Development of clear policies related to such. We are a policy driven 
agency so if we had clear steps to follow we could progress further.”

“Turnover, large organization, lack of commitment throughout orga-
nization and over time These are structural issues hindering many 
change efforts.”

Funding and 
resource con-
straints

8

“Not being funded sufficiently by the State. It's important because 
technology is expensive and without its use we can't go very far in a 
fair amount of time. Also, low wages affect work quality.”

“Need more supports for individuals that are deaf and need inter-
preters for evening hours. Communication purposes.”

“The rate of pay that we can line up for our direct-care workers is 
so lacking, that we often struggle to hire and keep good people. We 
can't really be too picky with hiring, meaning we don't always hire 
and maintain the most judgment-free, thoughtful people. We need 
more resources.”

Resistance 5

“Pushback and unwillingness to incorporate ideas related to this 
area. I consider this to be an important barrier because we cannot 
move forward if our team members do not value the importance of 
this initiative.”

“Staff not interested in learning about other cultures. Open mind-
edness and a true curiosity and respect for other cultures fosters a 
better arena for advancing cultural competence in an organization.”

“Getting buy-in from all levels. This is a living process and will need 
continued input and evaluation.”

“The C-Suite isn't fully onboard with this. It created barriers in moving 
our initiative forward.”
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Region 2 (n=23)
Themes Frequency Illustrative quotes

Need for cultur-
al and linguistic 
competence- 
specific educa-
tion and training 

5

“Training of what is cultural and linguistic competence people under-
standing the importance of cultural and linguistic competence."

“Training of what is cultural and linguistic competence. People un-
derstanding the importance of cultural and linguistic competence.”

Need for staff 
and training 

4

“Staffing. Need staff to develop and implement policies, practices 
and change.”

“Lack of sufficient staff to implement an action plan. To ensure the 
advancement grows and it is sustainable.”

Need diversity 
and represen-
tation in leader-
ship 

2

“Mid-level management staff as well as upper management staff is 
not diverse in background, race, gender or age. It's important be-
cause we have to exemplify our objectives and show staff that we 
mean what we say.”

“Employment of various staff in leadership. Hiring of leadership staff 
with various cultural background will advance the immersion of di-
versity in our agency.”

Table 13 - Region 4: The primary barriers organizations face in advancing cultural and linguistic 
competence

Region 4 (n=24)
Themes Frequency Illustrative quotes

Need for staff 
and training

6

“Primary barriers are staff training.”

“Ability to ensure all receive training and participation in DEI activi-
ties. Staffing shortage is a challenge.”

“Short staffed so support writing up the policies in needed.”

“Need staff to spear the program and would need training.”

“Insufficient staff to drive this important initiative forward. We are a 
mid-size organization, lacking resources to manage the work.”

Barriers due to 
agency culture

6

“Agency culture. Won’t be fully implemented even if becomes sup-
ported through policy.”

“Too heavy at the top/leadership role with a particular ethnicity and 
gender. No real room for others from diverse background who may 
not speak fluently or act in certain way to get up the ladder.”

Funding and 
resource con-
straints

5
“As a non-profit organization, we are limited to resources and hiring 
and retaining talent become very challenging.”

“Resources - staffing and funding.”
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Region 4 (n=24)
Themes Frequency Illustrative quotes

Lack of clear 
organizational 
structures and 
practices

4

“Organization of practices and procedures in line with established 
overarching standards. The theory is great but without established 
practices, it will inevitably not create sustainable change or impact.”

“I believe our agency needs clear protocols as it pertains to servic-
ing individuals' personal cultural preferences like Region, food, and 
clothing. It’s essential to a person center approach when treating the 
person.”

No barriers 3

“At this time the organization has no barriers. The staff, volunteers, 
contractors are human beings of diverse cultural and level of under-
standing.”

“We are a cultural competent agency.”

“N/A.”

Table 14 - Region 5: The primary barriers organizations face in advancing cultural and linguistic 
competence

Region 5 (n=13)
Themes Frequency Illustrative quotes

Need for staff 
and training

7

“We also struggle with implementing effective training for frontline 
employees.”

“Availability of people. Many staff pulled in many directions. Need to 
be and meet with people to also drive home the cultural aspect of 
working for the organization.”

“Staff participation. We need to make this training important to staff. 
DSPs already have a large responsibility and adding additional learn-
ing puts pressure on them.”

“Ability to have consistent training for staff to ensure they are en-
acting culturally competent practices, especially in areas with high 
turnover.”

Lack of clear 
organizational 
structures and 
practices

3

“Introduction to the cultural and linguistic competence; adapting to 
and managing diversity and inclusion. Important infrastructure that 
is needed to advance both cultural and linguistic competence.”

“The primary barrier my organization faces in advancing cultural 
and linguistic competence is in policy making and implementation. 
A structured policy would give us a uniform approach to cultural 
competency.”

“Multiple locations/levels of organizations and ensuring consistency 
across all locations/programs.”
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Region 5 (n=13)
Themes Frequency Illustrative quotes

Funding con-
straints

2

“Limited time, heavy workloads and restricted budgets all impact a 
non-profit ability to implement cultural linguistic competence topics.”

“With the tight budget, we need to work with finding resources to 
support this effort that can take time and energy that often is diffi-
cult for teams.”

Support of lead-
ership

2

“Finding the time needed to take a thoughtful approach to educat-
ing leadership on cultural/linguistic competence, then putting into 
policies/action. Ensuring our staff and persons receiving services feel 
they are seen and understood and are able to fully understand and 
participate in the community.”

“Gaining the buy-in from the workforce, especially the leadership 
team who consists of primarily white individuals and do not have 
negative experiences. The support of leadership is needed to pro-
mote and maintain change.”
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Question 14: Ways Organizations use their Definition and Framework 
for Advancing Equity to Guide their Work
Respondents were asked in Polling Question 10 (see Figure 10, page 23) if their organization has a defi-
nition and framework for advancing equity and whether it was in progress or fully developed. A total of 
10% of respondents (n=113) indicated “fully developed” and 52% of respondents (n=113) indicated “yes, 
in progress.” Respondents were then asked how they use the definitions and frameworks to guide the 
work of their organization. Across the Regions, respondents indicated:

•	 To inform staff training initiatives
•	 Incorporating into mission statements, policies and practices
•	 To enhance workplace culture

Tables 15 to 19 present the themes and illustrative quotes for each Region regarding the ways in which 
organizations use their definition and framework for advancing equity.

Table 15 - Region 1: Ways that organizations use their definition and framework for advancing 
equity to guide their work

Region 1 (n=15)
Themes Frequency Illustrative quotes

Cultivating staff 
knowledge 
through training 
and education

5

“Helping people we serve & staff understand race, power, and privi-
lege.”

“For training staff and ensuring they are better informed.”

“Designed to help staff become the fairest, most transparent, diverse, 
and inclusive organization.”

Integration and 
operationali-
za-tion of equity 
frameworks and 
practices 

4

“Incorporated into mission statements, agency-wide meetings and 
then local and Regional meetings.”

“Evaluating policies and procedures, trainings, and daily operational 
practices.”

Enhancing 
leadership and 
advocacy 

2
“Self-advocacy. Creating a safe space for people to share their view-
points and resources and support to achieve.”

“Leading by example.”

N/A 4
“No framework developed or in-progress at this time.”

“N/A”
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Table 16 - Region 2: Ways that organizations use their definition and framework for advancing eq-
uity to guide their work

Region 2 (n=15)
Themes Frequency Illustrative quotes

Cultivating staff 
knowledge 
through training 
and education

5

“In staff training and development.”

“We add DEI statement to most of our trainings, especially super-
visory trainings so they are reviewed. Gives training some related 
context."

“We include discussions at team meetings.”

“Sharing information and educating staff and supervisors.”

Integrating val-
ues into policies 
and practices

4

“As a guiding value and expectation.”

“We incorporate our framework with the work of our anti-racism 
champions group.”

“I think we are working hard for more equitable pay scales.” 

“We are just getting information on this. Training and policies will be 
implemented so we can create a better understanding for everyone.”

Advocating for 
and respect-
ing individual 
choices

3

“All individuals with IDD have the same rights and opportunities as 
those of us that are intellectually normal. For example, we often have 
staff who want to restrict individuals from eating unhealthy food be-
cause it's bad for them and they do not know better BUT you and I 
can choose to eat unhealthy and so should they be allowed to make 
that choice.”

“Promoting dignity of risk as a starting point.”

N/A 3
“Not applicable as we do not have or are not in progress with this.”

“Not yet.”
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Table 17 - Region 3: Ways that organizations use their definition and framework for advancing 
equity to guide their work

Region 3 (n=17)
Themes Frequency Illustrative quotes

Informing ser-
vice provision 
and program 
practices

3

"As a provider of services, having a better understanding of DEI aids 
me in better providing person-centered practices.”

“We examine our systems, policies and practices to ensure that ele-
ments of equity are considered throughout.”

“In hiring as well as implementing individual plan of care.”

Comprehensive 
review of equity 
framework

3

“We are striving to advance equity by assessing issues on three mer-
its and not placing them all together.”

“Linking equity in intellectual disabilities to healthcare and educating 
everyone on equity issues.”

Engaging per-
sons with IDD at 
various levels of 
the work 

2

“Utilizing self-determination meetings/committees, having individuals 
receiving services participate in interviews and committee meetings, 
hiring new staff and asking for input in various projects that will im-
pact them directly. Using the philosophy: Nothing about us, without 
us.”

“Interview process, selection of candidates. Meaningful activities for 
individuals with ID/DD.”

Cultivating staff 
knowledge 
through training 
and education

2

“My agency mandates annual training for all staff related to equity 
and stresses the importance of leadership continuing to be an ex-
ample of such.”

“We are trying to incorporate some of it in orientation and training 
to improve the quality of work being done which in turn will affect 
quality of services rendered.”

Advocating for 
and respect-
ing individual 
choices

1

“We are working to advance further the concept of dignity of risk 
and a presumption of competence or ability to achieve competence 
within our support approach practices. We are in the early stages of 
this culture shift.”

N/A 6

"It's still a work in progress. Not there yet.”

“My organization does not have one.”

“I’ll use today’s presentations as inspiration to jumpstart the work. 
We don’t currently have a definition or framework in place.”
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Table 18 - Region 4: Ways that organizations use their definition and framework for advancing 
equity to guide their work

Region 4 (n=20)
Themes Frequency Illustrative quotes

Cultivating staff 
knowledge 
through training 
and education

6

“Training modules for advancement in leadership.”

“Leadership training. Forums with staff and people supported, and 
families. Feedback surveys.”

“Ensuring participation in offered workshops and trainings. Being 
mindful of my own action. Leading by example.”

Improving work-
place culture

3

“Creating a workplace where everyone feels valued and respected 
and has equal opportunity to succeed.”

“We use it to guide our practices in how we interact with staff and 
clients. We also utilize it in our ERG's as well.”

N/A 11
“Since it is in progress, there is yet a form of implementation.”

“We do not have an in-progress definition for advancing equity.”

Table 19 - Region 5: Ways that organizations use their definition and framework for advancing 
equity to guide their work

Region 5 (n=7)
Themes Frequency Illustrative quotes

Evaluating and 
developing pol-
icies and prac-
tices

3

“Incorporate them into written policies/procedures at organizational 
and program levels.”

“We use them to review our hiring processes as well as promotion 
process. How we advertise. We're also developing a system to evalu-
ate current policies to ensure they are equitable.”

Being aware of 
differences in 
cultures

2
“Being mindful of the different cultural backgrounds. Educating on 
discrimination.”

“Awareness and education of differences.”

N/A 2
“N/A”

“N/A: Framework not developed.”
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Section II: Results from the Multi-Regional 
Session
This section presents the results from the Multi-Regional session conducted on May 10, 2024. 
This analysis presents the findings from the twelve quantitative polling questions, and two 
open-ended questions.

Quantitative Analysis

Polling Question 1: Framework and Definition for Cultural 
Competence
Respondents were inquired if their organization developed and reached consensus on a 
framework and definition for cultural competence. The response options were: Yes, fully de-
veloped; Yes, in progress; No, neither developed nor in progress; Not sure. These response 
options were the same for questions 3, 5, and 7. 

The highest percentage of respondents indicated “yes, in progress” (46%). Figure 13 presents 
the results for this question.

Figure 13: Status of the organizations’ framework and definition for cultural competence 
(n=13)
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Polling Question 2: Current Action Plan to Incorporate Culturally 
Competent Practices
Respondents were surveyed on whether their organization has a current action plan to in-
corporate culturally competent practices across all programmatic operations. The response 
options were: Yes; No; Not sure. These response options were the same for questions 4 and 
12 as well.

Majority of respondents said “yes” (86%). See Figure 14 for the graphic representation of this 
item.

Figure 14: Status of the organizations’ current action plan to incorporate culturally 
competent practices across all programmatic operations (n=14)
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Polling Question 3: Framework and Definition for Linguistic 
Competence
Respondents were asked if their organization developed and reached consensus on a defini-
tion of linguistic competence.

An equal percentage of respondents indicated “yes, in progress” and “no, neither developed 
nor in progress” (33% for each). It should be noted 41% indicated “not sure” or “no, neither 
developed nor in progress.” Figure 15 presents the result for this item.
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Figure 15: Status of the organizations’ framework and definition for linguistic 
competence (n=12)
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Polling Question 4: Current Action Plan to Incorporate 
Linguistically Competent Practices
Respondents were surveyed on whether their organization has a current action plan to incor-
porate linguistically competent practices across all programmatic operations.

Majority of respondents selected “yes” (62%). See Figure 16 for the graphic representation of 
this item.

Figure 16: Status of the organizations’ current action plan to incorporate 
linguistically competent practices across all programmatic operations (n=13)
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Polling Question 5: Supporting Policies for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization has developed supporting policies to implement 
culturally and linguistically competent supports and services.

Majority of respondents indicated “yes, in progress” (57%). Figure 17 presents the results for 
this item.

Figure 17: Status of the organizations’ supporting policies to implement culturally and 
linguistically competent supports and services (n=14)
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Polling Question 6: Supporting Structures for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization developed supporting structures to implement 
culturally and linguistically competent supports and services.

Majority of respondents selected “yes, in progress” (77%). See Figure 18 for the graphic repre-
sentation of this item.

Figure 18: Status of the organizations’ supporting structures to implement culturally and 
linguistically competent supports and services (n=13)
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Polling Question 7: Supporting Practices for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization developed supporting practices to implement 
culturally and linguistically competent supports and services.

Majority of respondents said “yes, in progress” (64%). Figure 19 presents the results for this 
item.

Figure 19: Status of the organizations’ supporting practices to implement culturally and 
linguistically competent supports and services (n=11)
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Polling Question 8: Extent to which Organizations could Benefit 
from Technical Assistance and Consultation in Advancing 
Cultural and Linguistic Competence
Respondents were surveyed on the extent to which they think their organization could benefit 
from technical assistance and consultation in advancing cultural and linguistic competence. 
The response options were: To a great extent; Quite a bit; Somewhat; Not too much; Not at all. 
These response options were the same for questions 9 and 11.

The highest percentage of respondents indicated “quite a bit” (50%). See Figure 20 for the 
graphic representation of this item. 

Figure 20: The extent to which organizations could benefit from technical assistance and 
consultation in advancing cultural and linguistic competence (n=12)
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Polling Question 9: Areas in which Organizations could Benefit 
from Technical Assistance and Consultation
Respondents were surveyed on the extent to which they think their organization could benefit 
from technical assistance and consultation to include cultural and linguistic competence in its: 
(1) Mission, (2) Policy, (3) Administration, (4) Practices, (5) Services and Supports, (6) Meaning-
ful Inclusions of Persons with Lived Experience of IDD and their Families, and (7) Community 
Engagement. The percentages of responses to each of these factors are below.

a. Mission

Responses predominantly fell into either the categories of “somewhat” (38%) or “not at all” 
(31%). See Figure 21a for the graphic representation for this item.

Figure 21a: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its mission (n=13)
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b. Policy

An equal percentage of respondents indicated “quite a bit” and “somewhat” (38% each). Figure 
21b presents the results for this item.

Figure 21b: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its policy (n=13)
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c. Administration

The majority of respondents indicated “somewhat” (54%). See Figure 21c for the graphic repre-
sentation of this item.

Figure 21c: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its administration 
(n=13)
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d. Practices

Majority of respondents selected “quite a bit” (54%). See Figure 21d for the graphic representa-
tion of the results.

Figure 21d: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its practices (n=13)
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e. Services and Supports

Majority of respondents selected “quite a bit” (54%). Figure 21e presents the results for this 
item.

Figure 21e: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its services and 
supports (n=13)
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f. Meaningful inclusion of persons with lived experience of IDD and their families

There was a range of responses for this item with the highest percentage of respondents indi-
cating “somewhat” (38%). See Figure 21f for the graphic representation of this item.

Figure 21f: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its meaningful 
inclusion of persons with lived experience of IDD and their families (n=13)
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g. Community Engagement

There was a range of responses for this item with the highest percentage of respondents se-
lecting “somewhat” (31%). Figure 21g presents the results for this item.

Figure 21g: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its community 
engagement (n=13)
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Polling Question 10: Definition and Framework for Advancing 
Equity
Respondents were asked if their organization has a definition and framework for advancing 
equity.

The highest percentage of respondents indicated “yes, in progress” (45%). Figure 22 presents 
the results for this question. See Polling Question 14 (page 77) for the qualitative analysis of 
the ways that organizations use their fully developed or in-progress definition and framework 
of advancing equity to guide the work of their organization.

Figure 22: Status of the organizations’ definition and framework for advancing equity 
(n=11)
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Polling Question 11: Fiscal Resources Allocated to Advance 
Cultural and Linguistic Competence, Diversity, Equity, and 
Inclusion
Respondents were surveyed on the extent to which their organization allocates fiscal resourc-
es to advance: (a) cultural competence, (b) linguistic competence, (c) diversity, (d) equity, and

(e) inclusion.

a. Cultural competence 

The highest percentage of respondents selected “quite a bit” (50%). Figure 23a presents the 
results for this question.

Figure 23a: The extent to which organizations allocate fiscal resources to advance 
cultural competence (n=10)
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b. Linguistic competence

The majority of respondents indicated “somewhat” (60%). Figure 23b presents the results for 
this question.
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Figure 23b: The extent to which organizations allocate fiscal resources to advance 
linguistic competence (n=10)
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c. Diversity 

The majority of respondents indicated “somewhat” (60%). Figure 23c presents the results for 
this question.

Figure 23c: The extent to which organizations allocate fiscal resources to advance 
diversity (n=10)
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d. Equity

The highest percentage of respondents indicated “quite a bit” (50%). Figure 23d presents the 
results for this question.
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Figure 23d: The extent to which organizations allocate fiscal resources to advance equity 
(n=10)
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e. Inclusion

There was an equal percentage of respondents who indicated “quite a bit” and “somewhat” 
(40% for each). Figure 23e presents the result for this item.

Figure 23e: The extent to which organizations allocate fiscal resources to advance 
inclusion (n=10)
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Polling Question 12: Organizational Capacity to Evaluate Efforts 
to Advance Cultural and Linguistic Competence, Diversity, 
Equity, and Inclusion
Respondents were asked whether their organization has the capacity to evaluate the impact 
of its efforts that advance: (a) cultural competence, (b) linguistic competence, (c) diversity, (d) 
equity, and (e) inclusion.

a. Cultural competence 

An equal percentage of respondents indicated “yes” and “in progress” (45% for each). Figure 
24a presents the result for this item.

Figure 24a: Organizations’ capacity to evaluate the impact of their efforts that advance 
cultural competence (n=11)
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b. Linguistic competence 

An equal percentage of respondents indicated “yes” and “no” (45% for each). Figure 24b pres-
ents the result for this item.
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Figure 24b: Organizations’ capacity to evaluate the impact of their efforts that advance 
linguistic competence (n=11)
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c. Diversity

Majority of respondents indicated “yes” (64%). Figure 24c presents the result for this item.

Figure 24c: Organizations’ capacity to evaluate the impact of their efforts that advance 
diversity (n=11)
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d. Equity

The highest percentage of respondents indicated “yes” (45%). Figure 24d presents the result 
for this item.

Figure 24d: Organizations’ capacity to evaluate the impact of their efforts that advance 
equity (n=11)
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e. Inclusion 

The majority of respondents indicated “yes” (55%). Figure 24e presents the result for this item.

Figure 24e: Organizations’ capacity to evaluate the impact of their efforts that advance 
inclusion (n=11)
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Section II: Results from the Multi-Regional Session

Qualitative Analysis

Question 13: Primary Barriers 
Faced by Organizations in 
Advancing Cultural and Linguistic 
Competence
Respondents were asked an open-ended question 
about the primary barriers that their organization 
faces in advancing cultural and linguistic compe-
tence.

Responses indicated a range of primary barri-
ers faced by provider organizations in advancing 
cultural and linguistic competence that include: 
1) inadequate funding/financial limitations, 2) 
staffing shortages including trained interpreters, 
3) time constraints, 4) lack of essential resources, 
and 5) leadership buy-in and support. Respon-
dents indicated that these barriers significantly 
impact their capacity to develop and implement 
the necessary policies and practices to advance 
cultural and linguistic competence at an organiza-
tional level. Additionally, respondents expressed 
the need for a clear understanding of expectations 
and enhanced knowledge of cultural and linguistic 
competence.

Respondents’ comments were recorded via 
ThoughtExchange and included below:

Financial and resource constraints, including 
shortage of staffing and leadership support: 

“Adequate funding to employ robust personnel 
able to concentrate efforts on DEIBA initiatives, as 
well as buy-in from full leadership and others. Suc-
cess requires attention and dedication, in addition 
to motivation to incorporate these initiatives in 
every aspect of org operations.”

“Limited by financial constraints. If we had more 
resources we would be able to hire higher level 
staff to guide us and possibly a consultant. Even 
implementing policy will cost money.”

“Lack of financial and other resources. Short staff-
ing.”

“Capacity & cost of translation of materials is not 
specified or provided for in funding, plain language 
may not capture required elements. Priority of 
competence not supported by funding.”

“Information and resources about cultural and 
linguistic competence. Designating a staff to these 
topics. Need resources and funding to develop 
policies, structures, and practices.”

Time and effort in implementation: 

“Time and resources.”

“While we are moving forward, barriers can some-
times be time and wanting to ensure we “get it 
right” - knowledge. It’s such an important topic, 
that needs to be developed properly. It should not 
be rushed.”

Navigating understanding of and commit-
ment to cultural and linguistic competence

“Understanding the full expectation. Without that 
understanding we are unsure if our policy and 
practice meets the recommendations and are 
complete.”

“One barrier is that it can be difficult for some to 
not lose sight of our long-term goals in terms of 
cultural and linguistic competence/DEI. We have to 
stay focus and steadfast in order to advance and 
embed our commitment to cultural and linguistic 
competence/DEI for progress.”
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Lack of adequate interpretation services 

“Language. Difficulty getting interpreters.”

“Deaf community limited multicultural interpreters. 
We serve deaf folks of all races.”

No barriers experienced

“No real barriers. Most Board and staff are open. 
To better support all people with I/DD who come 
to us for services.”

Question 14: Ways Organizations 
use their Definition and 
Framework for Advancing Equity 
to Guide their Work
Respondents were asked in Polling Question 10 
(see Figure 22, page 64) if their organization has a 
definition and framework for advancing equity and 
whether it was in progress or fully developed. A 
total of 27% of respondents (n=11) indicated “fully 
developed” and 45% of respondents (n=11) indi-
cated “yes, in progress.” Respondents were then 
asked how they use the definitions and frame-
works to guide the work of their organization.

Respondents’ comments were recorded via Zoom 
polling and included below:

“Our in-progress definition and framework provide 
a foundation for conversations, goal-setting, data 
collection, and measuring progress/success.”

“To inform training, policy, communications, and 
agency events.” 

“Internal advances, codes of conduct, job descrip-
tions.”

“Reflecting on the framework when making deci-
sions and developing policy.”

“N/A”
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Section III: Results from the Make-Up Session
This section presents the results from the make-up session conducted on August 13, 2024. 
This analysis includes the findings from the twelve quantitative polling questions, and two 
open-ended questions.

Quantitative Analysis

Polling Question 1: Framework and Definition for Cultural 
Competence
Respondents were asked if their organization developed and reached consensus on a frame-
work and definition for cultural competence. The response options were: Yes, fully developed; 
Yes, in progress; No, neither developed nor in progress; Not sure. These response options 
were the same for questions 3, 5, and 7. 

The highest percentage of respondents indicated “yes, in progress” (48%). Figure 25 presents 
the results for this question.

Figure 25: Status of the organizations’ framework and definition for cultural competence 
(n=125)
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Polling Question 2: Current Action Plan to Incorporate Culturally 
Competent Practices
Respondents were asked whether their organization has a current action plan to incorporate 
culturally competent practices across all programmatic operations. The response options 
were: Yes; No; Not sure. These response options were the same for questions 4 and 12 as well.

The highest percentage of respondents said “yes” (42%). Figure 26 presents the results for this 
question.

Figure 26: Status of the organizations’ current action plan to incorporate culturally 
competent practices across all programmatic operations (n=138)
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Polling Question 3: Framework and Definition for Linguistic 
Competence
Respondents were asked if their organization developed and reached consensus on a defini-
tion of linguistic competence.

The highest percentage of respondents selected “yes, in progress” (34%). It should be noted 
that “no, neither developed nor in progress” and “not sure” combined was 54% of responses. 
See Figure 27 for the graphic representation of this item.

Figure 27: Status of the organizations’ framework and definition for linguistic 
competence (n=132)
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Polling Question 4: Current Action Plan to Incorporate 
Linguistically Competent Practices
Respondents were surveyed on whether their organization has a current action plan to incor-
porate linguistically competent practices across all programmatic operations.

The highest percentage of respondents indicated “not sure” (36%). It should be noted that “no” 
and “not sure” combined was 71% of responses. Figure 28 presents the results for this ques-
tion.

Figure 28: Status of the organizations’ current action plan to incorporate linguistically 
competent practices across all programmatic operations (n=129)
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Polling Question 5: Supporting Policies for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization has developed supporting policies to implement 
culturally and linguistically competent supports and services.

The highest percentage of respondents selected “yes, in progress” (44%). It should be noted 
that “no, neither developed nor in progress” and “not sure” combined were 44% of responses. 
Figure 29 presents the results for this question.

Figure 29: Status of the organizations’ supporting policies to implement culturally and 
linguistically competent supports and services (n=137)
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Polling Question 6: Supporting Structures for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization developed supporting structures to implement 
culturally and linguistically competent supports and services. 

The highest percentage of respondents indicated “yes, in progress” (47%). It should be noted 
that “no, neither developed nor in progress” and “not sure” combined were 45% of responses. 
Figure 30 presents the results for this question.

Figure 30: Status of the organizations’ supporting structures to implement culturally and 
linguistically competent supports and services (n=138)
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Polling Question 7: Supporting Practices for Culturally and 
Linguistically Competent Supports and Services
Respondents were asked if their organization developed supporting practices to implement 
culturally and linguistically competent supports and services.

The highest percentage of respondents indicated “yes, in progress” (45%). It should be noted 
that “no, neither developed nor in progress” and “not sure” combined were 46% of responses. 
Figure 31 presents the results for this question. 

Figure 31: Status of the organizations’ supporting practices to implement culturally and 
linguistically competent supports and services (n=132)
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Polling Question 8: Extent to which Organizations could Benefit 
from Technical Assistance and Consultation in Advancing 
Cultural and Linguistic Competence
Respondents were asked the extent to which they think their organization could benefit from 
technical assistance and consultation in advancing cultural and linguistic competence. The re-
sponse options were: To a great extent; Quite a bit; Somewhat; Not too much; Not at all. These 
response options were the same for questions 9 and 11.

The highest percentage of respondents indicated “to a great extent” (40%). See Figure 32 for 
the graphic representation of this item. 

Figure 32: The extent to which organizations could benefit from technical assistance and 
consultation in advancing cultural and linguistic competence (n=132)
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Polling Question 9: Areas in which Organizations could Benefit 
from Technical Assistance and Consultation
Respondents were asked the extent to which they think their organization could benefit from 
technical and consultation to include cultural and linguistic competence in its: (1) Mission, (2) 
Policy, (3) Administration, (4) Practices, (5) Services and Supports, (6) Meaningful Inclusions of 
Persons with Lived Experience of IDD and their Families, and (7) Community Engagement.

a. Mission

The highest percentage of respondents selected “somewhat” (31%). It should be noted that 
“to a great extent” and “quite a bit” combined were 47% of responses. Figure 33a presents the 
results for this question.
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Figure 33a: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its mission (n=131)
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b. Policy

The highest percentage of respondents selected “quite a bit” (36%). It should be noted that “to 
a great extent” and “quite a bit” combined were 70% of responses. Figure 33b presents the 
results for this question.

Figure 33b: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its policy (n=130)
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c. Administration

The highest percentage of respondents selected “quite a bit” (36%). It should be noted that 
“to a great extent” and “quite a bit” combined were 70% of responses. Figure 33c presents the 
results for this question.

Figure 33c: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its administration 
(n=130)
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d. Practices

The highest percentage of respondents selected “quite a bit” (36%). It should be noted that “to 
a great extent” and “quite a bit” combined were 70% of responses. Figure 33d presents the 
results for this question.

Figure 33d: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its practices (n=130)
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e. Services and Supports

The highest percentage of respondents indicated “quite a bit” (37%). It should be noted that 
“to a great extent” and “quite a bit” combined were 71% of responses. Figure 33e presents the 
results for this question.

Figure 33e: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its services and 
supports (n=128)
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f. Meaningful inclusion of persons with lived experience of IDD and their families

The highest percentage of respondents selected “quite a bit” (37%). It should be noted that 
“to a great extent” and “quite a bit” combined were 71% of responses. Figure 33f presents the 
results for this question.

Figure 33f: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its meaningful 
inclusion of persons with lived experience of IDD and their families (n=126)
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g. Community Engagement

The highest percentage of respondents indicated “quite a bit” (36%). It should be noted that 
“to a great extent” and “quite a bit” combined were 71% of responses. Figure 33g presents the 
results for this question.

Figure 33g: The extent to which organizations could benefit from technical assistance 
and consultation to include cultural and linguistic competence in its community 
engagement (n=124)
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Polling Question 10: Definition and Framework for Advancing 
Equity
Respondents were asked if their organization has a definition and framework for advancing 
equity. 

The highest percentage of respondents indicated “yes, in progress” (37%). It should be noted 
that “no, neither developed nor in progress” and “not sure” combined were 47% of responses. 
Figure 34 presents the results for this question. See Polling Question 14 (page 109) for the 
qualitative analysis of the ways that organizations use their fully developed or in-progress defi-
nition and framework of advancing equity to guide the work of their organization.

Figure 34: Status of the organizations’ definition and framework for advancing equity 
(n=110)
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Polling Question 11: Fiscal Resources Allocated to Advance 
Cultural and Linguistic Competence, Diversity, Equity, and 
Inclusion
Respondents were surveyed on the extent to which their organization allocates fiscal resourc-
es to advance: (a) cultural competence, (b) linguistic competence, (c) diversity, (d) equity, and (e) 
inclusion.

a. Cultural competence 

The most common response was “somewhat” (34%). Figure 35a presents the results for this 
question.

Figure 35a: The extent to which organizations allocate fiscal resources to advance 
cultural competence (n=96)
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b. Linguistic competence

An equal percentage of respondents who indicated “quite a bit” and “somewhat” (32% for 
each). Figure 35b presents the results for this question.

Figure 35b: The extent to which organizations allocate fiscal resources to advance 
linguistic competence (n=96)
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c. Diversity 

The highest percentage of respondents selected “somewhat” (41%). Figure 35c presents the 
results for this question.

Figure 35c: The extent to which organizations allocate fiscal resources to advance 
diversity (n=96)
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d. Equity

The most common response was “somewhat” reported by 34% of respondents. Figure 35d 
presents the results for this question.

Figure 35d: The extent to which organizations allocate fiscal resources to advance equity 
(n=96)
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e. Inclusion

The highest percentage of respondents indicated “quite a bit” (35%). Figure 35e presents the 
results for this question.
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Figure 35e: The extent to which organizations allocate fiscal resources to advance 
inclusion (n=96)
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Polling Question 12: Organizational Capacity to Evaluate Efforts 
to Advance Cultural and Linguistic Competence, Diversity, 
Equity, and Inclusion
Respondents were asked whether their organization has the capacity to evaluate the impact 
of its efforts that advance: (a) cultural competence, (b) linguistic competence, (c) diversity, (d) 
equity, and (e) inclusion.

a. Cultural competence 

The highest percentage of respondents indicated “yes” (39%). Figure 36a presents the results 
for this question.

Figure 36a: Organizations’ capacity to evaluate the impact of their efforts that advance 
cultural competence (n=90)
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b. Linguistic competence 

There was an equal percentage of respondents who reported “yes” and “in progress” (35% for 
each). Figure 36b presents the results for this question.

Figure 36b: Organizations’ capacity to evaluate the impact of their efforts that advance 
linguistic competence (n=90)
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c. Diversity

The most common response was “yes” reported by 43% of respondents. Figure 36c presents 
the results for this question.

Figure 36c: Organizations’ capacity to evaluate the impact of their efforts that advance 
diversity (n=90)
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d. Equity

The highest percentage of respondents indicated “yes” (37%). Figure 36d presents the results 
for this question.

Figure 36d: Organizations’ capacity to evaluate the impact of their efforts that advance 
equity (n=90)
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e. Inclusion 

The highest percentage of respondents indicated “yes” (37%). Figure 36e presents the results 
for this question.

Figure 36e: Organizations’ capacity to evaluate the impact of their efforts that advance 
equity (n=90)
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Section III: Results from the Make-Up Session

Qualitative Analysis

Question 13: Primary Barriers Faced by Organizations in Advancing 
Cultural and Linguistic Competence
Respondents were asked an open-ended question about the primary barriers that their organization 
faces in advancing cultural and linguistic competence.

Respondents highlighted that the primary barriers include financial limitations, insufficient resources, 
lack of understanding and knowledge of cultural and linguistic competence, and lack of training and 
staffing. Additionally, many respondents underscored the lack of formalized policies and structures, 
lack of community engagement, language barriers, and overall resistance to change as barriers. Sample 
responses are presented in Table 20. 

Table 20: Primary barriers organizations face in advancing cultural and linguistic competence
Make-up session (n=122)

Themes Frequency Illustrative quotes

Funding and 
resource con-
straints

25

“Financial Resources. It takes financial resources to be able to ded-
icate the time and person power needed to implement effective 
practices to advance competence.”

“Time and money. Resource Limitations: Insufficient funding & 
resources to support initiatives like hiring bilingual staff, providing 
language services, or training.”

“Time Constraints - Our funding doesn't allow us to hire a person to 
lead this work so we use existing staff who have limited time avail-
able.”

“Fiscal responsibility. How much will this cost? How do we imple-
ment without taking from something else.”

Need for train-
ing and educa-
tion  

20

“Training and self-assessment. We need more training for staff on 
cultural and linguistic competence. Self-Assessments will help to 
identify what training is needed.”

“Consistently training and have consistent professional develop-
ment to make sure their competence is getting better as they work 
with clients. Can’t remain stagnant and ignoring skills development 
must have measures in place and expectations to reach specific skill 
milestones.”

“Not enough training sessions to employees on cultural awareness 
and sensitivity to improve workplace interactions. More inclusive 
and effective environment.”
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Make-up session (n=122)
Themes Frequency Illustrative quotes

Need to un-
derstand the 
importance of 
cultural and 
linguistic com-
petence 

14

“Understanding different cultures. Member have rules at their home 
and different request and religious belief, which can be uncomfort-
able following.”

“Agency needs to first understand the importance of improving 
cultural and linguistic competence. Without understanding, there is 
no motivation.”

“Understanding the full dynamic of each competence and how to 
not only recognize but what to implement to be successful. This is 
important for agency growth.”

“Everyone understanding what is cultural and linguistic competence. 
It is important because inclusion is important so we have to under-
stand and appreciate our demographics culture and how to best 
communicate with them.”

Policy and 
structural bar-
riers

13

“Agreement on direction and "how far to go" to advance C & L bar-
riers. Both issues are important: 1) to advance C & L competence 
and, 2) maintain / develop consensus around direction to advance C 
& L competence.”

“Barriers faced are the lack of structures that enforce the L and C 
competence. Structure is important because it is the foundation of 
the test for policy. Policies are so that each time the issue arises it is 
handled the same way.”

“Understanding is one thing, implementing, practicing and reinforc-
ing (evaluating) is another all equally important. To keep up with the 
progress policy changes technological changes government policies 
and so on.”

Staffing con-
straints

10

“Staffing. Cause you need the staff to assist with these barriers.”

“We are a small staff, plus it is difficult to hire staff that are represen-
tative both culturally and linguistically of the populations we serve. 
Need to increase salaries and benefits to make work in our sector 
more attractive to diverse communities.”

“Turnover rate, budget, policies. Higher turnover means we will have 
more employees who will need training and exposure to this area, 
which then would require more training budget.”

“Staffing limitations to develop and distribute memorandums and 
procedures with expectations. The information needs reach the 
team to be able to apply it in the field.”
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Make-up session (n=122)
Themes Frequency Illustrative quotes

Barriers related 
to language 

10

“Materials in various languages not available. Be more inclusive.”

“There are language barriers. It is hard for parents and staff to com-
municate.”

“I believe my organization faces a language barrier. This is important 
as people speak different languages. People can still face misunder-
standings and gaps in communication due to dialectical barriers.”

Need for com-
munity engage-
ment 

8

“I think it is difficult to find experts in this field to provide consulta-
tion in this area. It is important to have people with lived experience 
to provide meaningful consultation and ongoing support.”

“Limited partnerships with diverse community organizations. Im-
proved health outcomes: In healthcare, cultural and linguistic com-
petence leads to better health outcomes and reduced disparities.”

“How do we get our community involved? The Agency and its rep-
resentatives may not know how to build those community partner-
ships.”

“Barriers that our organization may face is getting through to other 
cultures due to the high percentage of cultural diversity in the com-
munity. It’s is important because overcoming that cultural barrier 
and being able to get involved with other cultures makes us capable 
to fulfill our mission.”

Resistance / 
Leadership 
buy-in 

7

“Buy in" from everyone - starting at the top (administration) all the 
way through to direct care, individuals, families, etc. People need to 
believe in it to practice it.”

“Everyone is not on board. Because there is not true commitment 
without everybody not being on board and actively participating.”

Systemic bar-
riers

2

“It is horrible that the staff working to remove barriers to integration 
for people with DD are themselves subject to mistreatment. Staff 
are traumatized with racism with no one to discuss this with.”

“Racialized identity. We are determined to solve the issue of margin-
alization of people with disabilities while ignoring race. Race colors 
everything in America. Ignoring it is futile.”

Little to no 
barriers 

6

“I don't see any barriers in my office setting. It is very important to 
me.”

“None we try our best to appeal to all languages as best as possible. 
It is important to cater to everyone he may not understand things 
as quickly as others.”

“N/A.”
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Question 14: Ways Organizations use their Definition and Framework 
for Advancing Equity to Guide their Work
Respondents were asked in Polling Question 10 (see Figure 34, page 93) if their organization has a defi-
nition and framework for advancing equity and whether it was in progress or fully developed. A total of 
15% of respondents (n=110) indicated “fully developed” and 37% of respondents (n=110) indicated “yes, 
in progress.” Respondents were then asked how they use the definitions and frameworks to guide the 
work of their organization. Respondents indicated the following:

•	 To inform staff training and education,
•	 To develop and abide by employee policies, and
•	 To evaluate and assess policies related to equity.

Table 21 presents the themes and illustrative quotes regarding the ways in which organizations use their 
definition and framework for advancing equity.

Table 21: Ways that organizations use their definition and framework for advancing equity to 
guide their work

Make-Up Session (n=60)
Themes Frequency Illustrative quotes

Cultivating staff 
knowledge 
through train-
ing and educa-
tion

11

“Developing training and mentorship programs.”

“We do not have this in place. We frequently encourage our folks to 
get trained in Self Direction related Service provision so we can sup-
port their career development through our provider network too.”

“We have implemented an introductory Implicit Bias workshop 
agency wide. There is a framework to continue to train new hires 
and to roll out a more advanced workshop in the future.”

“Our organization dedicates 30 minutes of every monthly staff meet-
ing to the Chief of Organizational Equity. This person also produces 
on a regular basis information for staff to contemplate on issues of 
DEI. This officer has an active part in reviewing all P&P.”

Enhancing col-
laborations with 
persons with 
IDD, families, 
and community 
partners

9

“Our organization incorporates a holistic approach working with the 
families with children with disabilities. Every child's needs are unique 
and we strive to identify and advocate for the supports and services 
that match the child's learning needs and provide access to educa-
tional resources in the least restrictive environment.”

“To provide inclusive and appropriate level of services tailored to 
each individual's needs and ensuring that the organization is re-
sponsive to everyone's needs.”
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Make-Up Session (n=60)
Themes Frequency Illustrative quotes

Evaluating and 
assessing poli-
cies related to 
equity

8

"We use it to evaluate our current policies, standards, and practices, 
while also using it to inform our next steps.”

“Develop equity-focused policies and procedures.”

“Conduct equity impact assessments on programs and services.”

“Embed equity considerations into daily operations and deci-
sion-making processes.”

Developing and 
abiding by em-
ployee policies

4
"Built into employee policies & procedures. For financial equity in 
community programming - scholarships available.”

“I follow all rules, policy and regulations that office has.”

Not yet devel-
oped/NA

27

"We do not have a fully developed/in progress definition and frame-
work for advancing equity. We are seeking guidance with some of 
these initiatives.”

“My organization has not even began having discussions regarding 
advancing equity.”

“Not applicable as I am unaware of any such policy/practice and/or 
guidelines.”

“N/A”
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Section IV: Results from the Evaluation Survey

Background 
This summary provides results from the evalu-
ation survey of the Regional provider network 
forums as a part of the Systems Change project. 
The forums were entitled New York State Regional 
IDD Provider Network Forums: Guiding capacity 
for cultural competence, linguistic competence, 
diversity, equity, and inclusion. A total of eleven 
virtual provider forums were convened from May 
02, 2024 – May 10, 2024, lasting 90-minutes each. 
A make-up session was convened on August 13, 
2024. The forums were attended by CEOs of pro-
vider organizations or their designees across New 
York State and facilitated by faculty and staff from 
Georgetown University National Center for Cultur-
al Competence. 

The forums were designed to: 

1.	Present frameworks and definitions for cultural 
competence, linguistic competence, diversity, 
equity, and inclusion. 

1.	Gauge the extent to which each is implement-
ed among New York’s network of IDD service 
providers.

2.	Elicit input on the successes and challenges 
of implementing policies and practices that 
support cultural competence, linguistic compe-
tence, diversity, equity, and inclusion. 

After the forum, participants were asked to com-
plete an evaluation survey via Qualtrics. The 
evaluation consisted of: (1) Region and date of 
attendance, (2) size of organizations based on the 
number of employees, (3) Likert scales designed 
to measure respondents’ level of agreement (i.e., 
strongly agree, agree, disagree, strongly disagree) 
on the extent to which the forum objectives were 
met and their satisfaction from the forum, and 
(4) an open-ended question to share any other 
comments. There was a total of 324 providers who 
attended the twelve forums and 146 respondents 
who completed the evaluation survey, resulting in 
a response rate of 45%. A great survey response 

rate is generally considered to be anything above 
30%; however, depending on the survey type 
and audience, a good response rate can range 
between 20% and 30%, with anything above 50% 
being considered exceptional. 

Results Regarding Region 
and Date of Attendance 
Respondents were asked to indicate their Region 
and the date they attended the provider forum. 
Table 22 shows the distribution of the responses 
to the evaluation survey.

Table 22: Region and number of respondents

Region Number of 
Respondents

Region 1: Western New York and 
Finger Lakes

15

Region 2: Central New York, 
Broome, and Sunmount

17

Region 3: Capital District, Taconic, 
and Hudson Valley

17

Region 4: Metro, Brooklyn, Staten 
Island, and Bernard Fineson

10

Region 5: Long Island 8
Multi-Region 8
Make-up Session 71
Total 146
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Results Regarding Organization Size 
Respondents were asked to indicate the size of their organizations based on the number of 
employees. A total of 38% of respondents indicated the size of their organization was small, 
37% indicated large, and 25% indicated medium. Figure 37 shows the responses.

Figure 37: Size of organization (n=131)
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Results Regarding the Objectives 
Respondents were asked to indicate their level of agreement about whether the forum ob-
jectives were met. They were also invited to indicate their level of satisfaction with the overall 
forum. Each survey item is presented, including a summary and graphic representation. 

Objective 1: Cultural competence, linguistic competence, 
diversity, equity, and inclusion were defined in the context of 
intellectual and developmental disabilities. 
Majority of respondents (98%) either strongly agreed (58%) or agreed (40%) that cultural com-
petence, linguistic competence, diversity, equity, and inclusion were defined in the context of 
intellectual and developmental disabilities. See Figure 38 for the graphic representation of this 
item. 
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Figure 38: Respondent feedback on whether cultural competence, linguistic 
competence, diversity, equity, and inclusion were defined in the context of intellectual 
and developmental disabilities (n=146)
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Objective 2: Focus on the extent to which cultural competence, 
linguistic competence, diversity, equity, and inclusion are 
implemented in participants’ organizations. 
Majority of respondents (96%) either strongly agreed (47%) or agreed (49%) that they had an 
opportunity to focus on the extent to which cultural competence, linguistic competence, diver-
sity, equity, and inclusion are implemented in their organization. Figure 39 presents the results 
for this item.

Figure 39: Respondent feedback on whether they had an opportunity to focus on the 
extent to which cultural competence, linguistic competence, diversity, equity, and 
inclusion are implemented in their organization (n=146)

47% 49%

4%
0%

0%

10%

20%

30%

40%

50%

60%

Strongly agree Agree Disagree Strongly disagree



94   Survey Results and Recommendation Report: Advancing Cultural and Linguistic Competence, Diversity, Equity, and Inclusion

Objective 3: Provide input on the successes and challenges 
of implementing policies and practices that support cultural 
competence, linguistic competence, diversity, equity, and 
inclusion in my organization.
Most respondents (95%) either strongly agreed (44%) or agreed (51%) that they had an oppor-
tunity to provide input on the successes and challenges of implementing policies and practices 
that support cultural competence, linguistic competence, diversity, equity, and inclusion in my 
organization. Figure 40 presents the results for this item.

Figure 40: Respondent feedback on whether they had an opportunity to provide input 
on the successes and challenges of implementing policies and practices that support 
cultural competence, linguistic competence, diversity, equity, and inclusion in their 
organization (n=146)
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Results Regarding Satisfaction 
The survey was also designed to gather information regarding respondents’ satisfaction result-
ing from provider forums. The results for these items are presented below. 

Satisfaction 1: I am satisfied with the Regional Provider Forum.
Majority of respondents (94%) either strongly agreed (45%) or agreed (49%) that they were 
satisfied with the provider forum. Figure 41 shows these results.
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Figure 41: Respondent feedback on satisfaction (n=146)
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Satisfaction 2: My organization is likely to participate in other 
activities of the OPWDD-Georgetown University National Center 
for Cultural Competence Partnership for Systems Change 
project.
Most respondents (98%) either strongly agreed (57%) or agreed (41%) that their organization is 
likely to participate in other activities of the OPWDD-Georgetown University National Center for 
Cultural Competence Partnership for Systems Change project. Figure 42 shows these results.

Figure 42: Respondent feedback on whether their organization is likely to participate 
in other activities of the OPWDD-Georgetown University National Center for Cultural 
Competence Partnership for Systems Change project (n=146)
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Results on Respondents’ 
Additional Comments 
Respondents were asked to share any other 
comments they may have. Their comments were 
recorded via Qualtrics and included below based 
on themes:

Theme 1: Respondents provided 
comments related to the 
structure, and purpose of the 
provider forum, and complexity of 
the content covered. 
•	 “Thank you for the flow of the session for Pro-

viders (May 10, 2024) and to the presenters for 
being clear and timely. One suggestion: Some 
of the poll questions seem to overlap a bit or 
seem repetitive, at least at first glance. Perhaps 
provide verbal examples while the question is 
up on the screen.” 

•	 “I was looking forward to updates and strate-
gies to utilize to strengthen the DEI culture in 
my agency, and I felt as though it was more of a 
data collection exercise (which is important) but 
felt like the mission of the forum was missed.” 

•	 “This forum seemed like it was just asking us 
if our agency did this or that. There were not 
any suggestions offered as to HOW to go about 
implementing it.” 

•	 “Need more space to write out answers. Needs 
to be a better time management of the forum. 
I think there was too much information being 
provided. Maybe the forums. Part one which 
deals with Cultural Competency and Cultural 
Linguistics and part two dealing with Equity, Di-
versity, and Inclusion. The topics are so encom-
passing that it was difficult to address the areas 
comprehensively during a 90-minute forum. 
This is especially true because New York State is 
investing a tremendous effort in this project for 
the entire state should be divided up into two 
parts.” 

•	 “The education needs to be simplified and 
shortened. The educator needs to do a “check 

in” with the audience on each definition to 
ensure they understand the topic and how it 
applies in the real world. Case studies and real 
scenarios would be helpful on how a company 
made this happen in every day employment. 
This is comping from an HR, employment per-
spective.” 

•	 “Items were not defined enough in order to an-
swer questions. Also, the question with the grid 
format was completely confusing. The thought 
share was good but not enough time to com-
plete. the rating should be done after because 
you’re trying to share and then you see things 
pop up and you’re not sure what’s happening. 
Need more time to define content and learn. 
the questions were too complicated and left 
interpretation.” 

Theme 2: Respondents provided 
general affirming comments. 
•	 “Thank you for providing this forum to assist 

agencies like mine to become more diverse, 
provide opportunities for equity and ensure 
everyone has a seat at the table. You are help-
ing us be more aware of our own cultural and 
linguistic competence.” 

•	 “Very well done. The interactive component 
was very important and helped to keep your 
audience engaged. I also appreciate the variety 
of speakers and presenters. I learned many 
new things that I will spearhead in the next 
few weeks, months and beyond. Thank you 
once again. On a scale of 1 to 10 (1 = least, 10 
= most), you scored a 12 in my books. I look 
forward to more sessions like this one. Stay 
well, diverse, culturally competent, inclusive, and 
relevant!!” 

•	 “I enjoyed the different presentations and ways 
of presenting. With the main focus being on 
collecting data, I do hope it is used to help with 
created solutions for the organizations- includ-
ing families, people who are receiving support, 
and employees.” 
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•	 “I enjoy this session regarding session, cultural 
competence, linguistic competence, diversity, 
equity, and inclusion.” 

•	 “Thanks for your time and thought-provoking 
questions. I hope we are able to fulfill our mis-
sion with DEIB!” 

•	 “The webinar was well done and provided con-
crete definitions of the various terms. It was a 
good level setting activity.” 

•	 “The forum was informative and educational. 
The presenters were all excellent.” 

•	 “This meeting was very informative and I am 
happy to have participated.” 

•	 “I’m eager to keep learning so that I can assist 
others in learning at my organization.” 

•	 “This is such an important topic. I greatly appre-
ciate OPWDD’s work with this.” 

•	 “Presenters were extremely knowledgeable on 
the topics discussed.” 

•	 “Well done! Looking forward to future trainings 
and resources.” 

•	 “The more help you can give, the better! THANK 
YOU!” 

•	 “Many thanks for your time and information!” 
•	 “Thank you. It was informative and inspiring.” 
•	 “It was great presentation.” 
•	 “Great information for moving forward.” 
•	 “Looking forward to further sessions.” 
•	 “Enjoyed the training.”
•	 “Beautiful presentation.”
•	 “Great webinar.”
•	 “Excellent.”
•	 “Thank you!” (3)

Respondents also provided other 
additional comments: 
•	 “Encourage NCCC to audit OPWDD materials 

and policies for linguistic and cultural compe-
tence - In particular the recent INF on FASD and 
on Evidence-Based Communication Modalities.” 

•	 “Get rid of racial categories. They are not help-
ful. And, yes, I do understand why they are 
included in all data collected by the federal 
government.” 

•	 “Not satisfied with the quality of American Sign 
Language Interpreter and also would like to 
have a list of other organizations in case we 
want to work together.” 

•	 “Very difficult when in a small org with no finan-
cial resources and staff to participate. It just be-
comes another job for someone with an already 
full plate.” 

•	 “None at this time.” 
•	 “N/A.”
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Conclusion
This report provides results from respondents’ 
answers to the 12 polling questions and two 
open-ended questions from the Regional Provider 
Forums, and their evaluation survey responses. 

Summary of Findings from 
the Regional Provider 
Forums
The questions respondents were asked during the 
Regional Provider Forums were based on:

•	 Developing and reaching a consensus on a 
framework and definition for cultural compe-
tence and linguistic competence.

•	 Whether organizations have a current action 
plan to incorporate culturally and linguistically 
competent practices across all programmatic 
operations. 

•	 Whether organizations develop supporting 
policies, structures, and practices to implement 
culturally and linguistically competent supports 
and services.

•	 The extent to which organizations could benefit 
from technical assistance and consultation in 
advancing cultural and linguistic competence 
and to include cultural and linguistic compe-
tence in its mission, policy, administration, prac-
tices, services and supports, meaningful inclu-
sion of persons with lived experience of IDD and 
their families, and community engagement.

•	 The extent to which organizations allocate fiscal 
resources to advance cultural competence, 
linguistic competence, diversity, equity, and 
inclusion.

•	 The organizational capacity to evaluate the 
impact of efforts that advance cultural compe-
tence, linguistic competence, diversity, equity, 
and inclusion.

•	 Primary barriers that organizations face in ad-
vancing cultural and linguistic competence.

•	 Whether organizations have a definition and 
framework for advancing equity, and ways they 
are used to guide their work.

The results from the data analysis revealed a wide 
range of progress across OPWDD’s Regions in New 
York State about their understanding and devel-
opment of definitions and frameworks for cultural 
and linguistic competence, diversity, equity, and 
inclusion. While some organizations have estab-
lished definitions, frameworks, and action plans, 
many are still developing these foundational con-
cepts as a prerequisite to implement and evaluate 
their work. Fewer indicated that they are unsure of 
their progress. There are considerable variations 
across and within Regions in the development 
of supporting policies, structures, and practices 
necessary to ensure the provision of culturally and 
linguistically competent supports and services for 
persons with lived experience of IDD and their 
families. Most are still in the early stages of de-
velopment. The results also show that there are 
multiple areas where respondents think their or-
ganizations can benefit from technical assistance 
and consultation in order to strengthen cultural 
and linguistic competence within their organiza-
tions. Common barriers to advancing cultural and 
linguistic competence included but are not limited 
to 1) limited resources, 2) financial constraints, 3) 
lack of knowledge and awareness about cultural 
competence, linguistic competence, and equity, 4) 
insufficient organizational capacity, 5) resistance to 
change, and 6) lack of leadership buy-in. Moderate 
fiscal allocation (budget and personnel resources) 
for cultural and linguistic competence, diversity, 
equity, and inclusion were reported. Organization-
al capacity to evaluate these efforts also varied 
across Regions, with some stating they are well-
equipped and others citing lack of capacity. Data 
collected from the forums indicate that organiza-
tions throughout New York State are at various 
levels of awareness, knowledge, skill, and capacity 
which affects overall system capacity for cultural 
competence, linguistic competence, and equity.
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Summary of Findings from 
the Evaluation Survey 
Results from the evaluation highlights respon-
dents’ responses regarding the following: 

•	 Region they belonged to and size of their orga-
nization 

•	 Whether the provider forum objectives were 
met 

•	 Their satisfaction with the provider forum 
•	 Additional comments 

The results of the evaluation data summary re-
vealed that the majority of respondents felt that 
the objectives were met and that most respon-
dents were satisfied with the provider forums. 
Insights from open-ended responses highlighted 
respondents’ satisfaction with the forum, and the 
increase of their own cultural and linguistic com-
petence. Some respondents also indicated simpli-
fying the content, providing real-world examples 
through case studies, allowing for more time to re-
spond to questions, and difficulty of applying what 
they learned due to the size of their organization. 

Observations and 
Recommendations

Observation 1. 
The forums described in detail widely accepted 
definitions and frameworks for cultural compe-
tence, linguistic competence, diversity, equity and 
inclusion as a basis for providers to consider when 
responding to survey questions designed to as-
sess what these concepts and terms mean within 
their respective organizations. 

The great majority of responses from provider 
organizations that participated in the forum ex-
pressed a clear commitment to and understand-
ing of the critical need for cultural competence, lin-
guistic competence, diversity, equity, and inclusion 
within New York State’s system of supports and 
services for persons with IDD and their families.  
Analysis of survey data indicates that there are 
widely varying conceptualizations of cultural com-
petence, linguistic competence, and equity across 
regions. Guidance from OPWDD is required that 
defines exactly what constitutes cultural compe-
tence, linguistic competence, and equity and how 
such policies and practices are demonstrated and 
measured. In absence of this guidance, each indi-
vidual provider organization will approach cultural 
competence, linguistic competence, and equity in 
its own way which may impede a coordinated and 
comprehensive approach to systems change. 

Survey data indicated that while some provider 
organizations described themselves as “culturally 
competent” and “linguistically competent,” many 
others stated that they can benefit from technical 
assistance and resources to strengthen their ca-
pacity to serve people with IDD and their families 
in a manner that is responsive to their cultures, 
languages, and the communities in which they live. 
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Recommendation 1. 
OPWDD developed a vision statement for cultur-
al competence, linguistic competence, diversity, 
equity, and inclusion within the IDD system in 
New York State. OPWDD also developed defini-
tions and frameworks for cultural competence, 
linguistic competence, and equity for its internal 
functions as a state entity and which extends to 
the IDD system as a whole. It is recommended 
that OPWDD engage the network of providers in 
a multistep process to: 1) present its vision state-
ment and definitions and elicit feedback from the 
perspectives of voluntary providers; 2) make any 
modifications to the vision statement and defini-
tions based on provider insights and experiences; 
3) determine the fiscal and staffing implications of 
cultural competence to providers in general and 
for linguistic competence in particular; and 4) de-
velop a multi-year action plan that is responsive to 
the interests and needs of provider organizations 
across all regions.

It is recommended that OPWDD engage persons 
with IDD and their families across diverse racial, 
ethnic, linguistic, cultural and other identity groups 
to review the vision statement and definitions and 
elicit feedback based on their lived experience.

Observation 2. 
Providers identified numerous barriers to imple-
menting cultural competence, linguistic compe-
tence, and equity within their respective organi-
zations. These barriers are delineated in detail in 
the narrative and tables of this report. Cultural 
competence is a developmental process that 
occurs over time. Systems and organizations are 
at stages along a continuum ranging from cul-
tural incapacity to cultural proficiency. Based on 
survey data, provider organizations in New York 
State have knowledge and expertise in supporting 
people with IDD and their families across diverse 
racial, ethnic, cultural, linguistic, and other identity 
groups. Providers that indicated they have not yet 
started this work could benefit from the knowl-
edge and expertise of other providers. 

Recommendation 2. 
OPWDD, in partnership with self-advocacy orga-
nizations and the provider network in New York 
State, should create a structure, with dedicated 
resources, to launch and maintain an “organiza-
tional learning and exchange community” dedicat-
ed to: 1) share best and emerging evidence-based 
practices for cultural and linguistic competence 
and equity; 2) offer mentoring and coaching to 
the leadership, boards, and other staff to increase 
capacity for cultural and linguistic competence and 
equity; 3) including persons with IDD and family 
member as “subject matter experts” on their lived 
experience to guide the work of the organizational 
learning and exchange community. 

Observation 3. 
Training was frequently described by provider 
organizations as one of the primary approaches 
to advance cultural and linguistic competence and 
equity. Other approaches are necessary to facili-
tate and maintain organizational change. 

Recommendation 3. 
OPWDD and other provider organizations should 
consider: 

•	 Applying organizational and individual change 
theories to guide the work of advancing cultural 
and linguistic competence and equity. For ex-
ample, Managing Complex Change as originally 
developed by The Leadership Spectrum® En-
terprise Management Limited 1994, (see Figure 
43 below), is an excellent framework to guide 
organizational change efforts. This framework 
identities five elements of change and the out-
comes if any element is missing. This is partic-
ularly relevant given the survey data responses 
that highlight skills, resources, and action plans 
as missing elements.

•	 Conducting policy audits and reviews to deter-
mine the extent to which organizational values 
and policies align with efforts to advance cultur-
al and linguistic competence and equity. 
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Figure 43: Managing complex change

Vision + Skills + Incentives + Resources + Action Plan = CHANGE

              Skills + Incentives + Resources + Action Plan = Confusion

Vision + Incentives + Resources + Action Plan = Anxiety

Vision + Skills + Resources + Action Plan = Gradual Change

Vision + Skills + Incentives + Action Plan = Frustration

Vision + Skills + Incentives + Resources = False Starts

Observation 4. 
Provider organizations participating in the forums 
described problems advancing cultural and linguis-
tic competence, and equity based on the demo-
graphic makeup and geographic location within 
New York State. These barriers include historical 
inequities, marginalization and minoritization, dis-
parities in resource allocation, and socio-cultural 
contexts related to diversity, equity, and inclusion, 
frequently refer to as DEI. There is growing oppo-
sition to “all things DEI” in many areas of the U.S. 
and New York State is no exception. 

Recommendation 4. 
Given recent changes in attitudes and policies in 
some states and nationally, provider organizations 
will need to develop compelling rationales why 
cultural and linguistic competence are essential 
to the provision of supports and services to all 
persons with IDD and families that reside in New 
York State. This may involve but is not limited to: 
1) providing data on disparities affecting persons 
with IDD and their families across all racial, ethnic, 
linguistic, cultural, and other identity group; 2) 
describing all persons with IDD as an underserved 
population and highlighting the disproportionate 
impact on specific groups; and 3) deciding if and 
when to use the term “DEI” when describing efforts 
to ensure equal access to supports and services 
as specified in federal and state statute. 
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Appendix A: All 
ThoughtExchange 
Responses
Click on the links below to access all the responses 
on ThoughtExchange for: 

Regions 1-5 Sessions 
https://nccc.georgetown.edu/opwdd/dir/Re-
gions1-5-CombinedThoughtEx.pdf

Multi-Region Session 
https://nccc.georgetown.edu/opwdd/dir/
May10-Multi-RegionalForums.pdf

Make-Up Session 
https://nccc.georgetown.edu/opwdd/dir/Au-
gust13-Make-UpSessionResponses.pdf

Appendix B: Regional 
Provider Forum Slides
Click on the link  below to access the PowerPoint 
slides for the Regional Provider Forums:

Regional Provider Forums 
Presentation  
https://nccc.georgetown.edu/opwdd/dir/
Slides-RegionalProviderForums508.pdf

https://nccc.georgetown.edu/opwdd/dir/Regions1-5-CombinedThoughtEx.pdf
https://nccc.georgetown.edu/opwdd/dir/May10-Multi-RegionalForums.pdf

https://nccc.georgetown.edu/opwdd/dir/May10-Multi-RegionalForums.pdf

https://nccc.georgetown.edu/opwdd/dir/Regions1-5-CombinedThoughtEx.pdf
https://nccc.georgetown.edu/opwdd/dir/May10-Multi-RegionalForums.pdf
https://nccc.georgetown.edu/opwdd/dir/August13-Make-UpSessionResponses.pdf

https://nccc.georgetown.edu/opwdd/dir/Slides-RegionalProviderForums508.pdf
https://nccc.georgetown.edu/opwdd/dir/Slides-RegionalProviderForums508.pdf
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