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DEVELOPMENT AND INITIAL VALIDATION OF THE WILLIAMS-PROCTOR 

CULTURAL COMPETENCE SCALE: ASSESSMENT FOR YOUTH 

DEVELOPMENT PROFESSIONALS AND PARAPROFESSIONALS 

Bonita Williams 

Dr. Bob Stewart and Dr. Michael Mobley, Dissertation Supervisors 

ABSTRACT 

The purpose of this study was to develop a reliable and valid instrument to assist 

with the self-assessment of the cultural competence of youth development practitioners 

and para-professionals surrounding program planning, design and implementation, and 

evaluation and accountability.  Data from 259 youth development professionals and 

paraprofessionals in 13 states were analyzed; the participants represented 4-H, Girl 

Scouts, and YMCA.   Instrument development procedures included item development 

employing a focus group and related theory, content validity using content experts, and 

testing for reliability, and discriminate and convergent validity.   

 The 44 item instrument yielded five factors:  Cultural Skills, Cultural Knowledge, 

Personal Cultural Awareness, Cultural Accountability, and Cultural Program 

Implementation and Evaluation and is named the Williams-Proctor Cultural Competence 

Scale.  The initial estimates of validity and reliability indicate that the scale is reliable and 

valid.  The overall reliability based on Chronbach alpha was α = .964 and the reliability 

for the factors ranged from .84 to .94.  Validity was estimated using the Miville-Guzman 

Universal Diverse Orientation Scale and the Marlowe-Crowne Social Desirability Scale.  
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CHAPTER 1 

“The challenges facing cultural competence researchers are not solely, or even 

primarily, methodological. What is needed in the study of cultural competence is 1) 

theoretical elaboration of key constructs; and 2) clear delineations between ideological 

assumptions and empirically tested propositions” (Harlem, 2002, p. 1).  This statement 

was made by Dr. Andrew Harlem of the Harvard Medical School. Several disciplines, 

agencies, and organizations have recognized the need to be more culturally competent; 

included among them have been health, medicine, mass media, business, social work, 

education, and counseling psychology (Sue, Arrendondo, & McDavis, 1992; Lynch & 

Hanson, 1998; Lum, 1999).  

The professionals in organizations are encouraged to self-assess themselves to 

improve professional practice. Self-assessment theory according to Albert Bandura 

(1977) is inclusive of self-observation, self-judgment, and self-evaluation. It entails 

behavior observation, behavior evaluations, and a reaction to the evaluation. It is more 

than measuring performance; it is inclusive of performance interpretation.  

According to the National Center of Cultural Competence (NCCC, 2002), it is 

important for administrators and service practitioners to assess their attitudes, policies, 

practices, and structures in an effective and systematic way to incorporate cultural 

competence in an organization. Additionally, the NCCC (2002) further stated that it is 

important for culturally competent organizations to conduct self-assessment. 

Cultural competence is the ability of individuals and systems to work or respond 

effectively across cultures in a way that acknowledges and respects the culture of the 

person or organization being served. Cultural competence differs from diversity 
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according to Developing Cross-Cultural Competence: a Guide for Working with Young 

Children and Their Families (Lynch & Hanson, 1998). It was more than just gaining 

knowledge. Cultural competence is something one works toward; it was not achieved 

overnight or in a single workshop setting. Cultural competence is said to replace earlier 

ideas of cultural sensitivity and awareness, which are often embraced; however, typically 

no corresponding action followed a change in individual behavior or no organizational 

change occurred. 

Public educators have known for some time now that educators must possess 

several competencies to be effective. For the public educator, some of these competencies 

include judgment, improvisation, conversation, human qualities, expert knowledge, skill, 

and professional commitment (National Board for Professional Teaching Standards, 

2000). For the youth development practitioner such as an extension youth educator, a 

Scouting professional, or a youth worker with the Boys and Girls Club, Inc., those 

competencies have included knowledge of youth and adult growth and development, 

knowledge of organizational systems, sound research and management practices, learning 

strategies, and professional commitment. 

Program planning is one way to accomplish effective incorporation of cultural 

competence in an organization. Program planning allows for effective planned change in 

a learner system. This quantitative study assessed several factors related to program 

planning and the incorporation of cultural competence. The factors assessed were: 

assessment, planning, design and implementation, and evaluation and accountability. The 

factors were based on Boone‟s Conceptual Programming Model (1985/2003) and Sue & 
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Sue‟s Cultural Competence Model. An instrument was developed to measure the level of 

cultural competence in youth development educators. 

Need for the Study 

The previously mentioned competencies are just some of the competencies 

necessary for youth development practitioners to be effective. Changing demographics 

have for decades yielded the need to add one more competency to the list, which is 

cultural competence. The United States (U.S.) is known as the melting pot of modern 

society and has been associated with diversity of peoples inclusive of religious mixtures, 

ethnic varieties, and racial multiplicity (Zungolo, 2002). By the year 2050 racial/ethnic 

groups will make up 48% of the total US population (Ingvarson, 1996). Because of this 

demographic change, service and educational programs must change to adapt program 

delivery procedures to meet the needs of youth and families. In addition, the tax paying 

public is requiring greater accountability of access to the quality of the services rendered 

to youth and families. 

One study indicated that most of the training in the U.S. in the 1980‟s was mono-

cultural. This mono-culturalism resulted in a lack of effectiveness in working with 

minorities (Kocarek, Talbot, Batka, & Anderson, 2001). This may be related to gender, 

racial, and social class inequities when equal opportunities may not exist for all groups; 

this could impact educational change. This is related to social justice (Vera & Speight, 

2003).  Current and previous efforts of adult educators to motivate and effect change in 

disadvantaged segments of society where motivations and value systems differ from the 

norm have been and continue to be a perplexing but challenging task (Boone et. al, 2002).   
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Stanley Sue (2003) indicated that there is a need to know the effectiveness of 

cultural competence, its definition and how it is measured.  Dunn, Smith, and Montonya 

(2006) further stated that in order to evaluate cultural competence, professionals should 

know what instruments are available to assess the construct.  They further state that the 

professional should be “confident in the reliability and validity of scores from these 

instruments” (p. 471). 

Statement of the Problem 

According to the National Center of Cultural Competence (NCCC, 2002), it is 

important for administrators and service practitioners to assess their attitudes, policies, 

practices, and structures in an effective and systematic way to incorporate cultural 

competence in an organization. Additionally, the NCCC (2002) further stated that it is 

important for culturally competent organizations to conduct self-assessments. 

Program planning is one way to accomplish effective incorporation of cultural 

competence in an organization. Program planning allows for the effective planned change 

in a learner system. The programming cultural competence process factors that were 

assessed include: planning, design and implementation, and evaluation and accountability 

with the incorporation with knowledge, skill, and awareness factors.   

It is important for practitioners to be culturally competent to be an effective 

practitioner in an ever-changing global society. A program cannot be programmatically 

competent until it is culturally competent, according to the Minnesota Department of 

Human Services (2004). 
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Purpose of the Study 

The purpose of this study was to assess the level of the active cultural competence 

for youth development professionals and para-professionals. A self-assessment tool was 

developed and used to assess the level of cultural competence in the programming 

process. This quantitative study assessed several factors related to program planning, 

program design and implementation, program evaluation and accountability, and the 

incorporation of cultural competence; the factors are based on Boone‟s validated 

Conceptual Programming Model (1985) and the Sue and Sue Cultural Competence 

Model (2003). An additional sub-scale was added to measure training and professional 

development as it relates to cultural competence. Exploratory factor analysis was used to 

assess the factors. 

Research Questions 

These following questions were formulated to guide the study: 

1). To what extent are the subscales of the instrument reliable (i.e., awareness, 

knowledge, and skills)? 

2). To what extent does the awareness subscale demonstrate adequate discriminant and 

convergent validity? 

3).  To what extent does the knowledge subscale demonstrate adequate discriminant and 

convergent validity? 

4).  To what extent does the skills subscale demonstrate adequate discriminant and 

convergent validity? 
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5). What other factors (subscales) are present in the scale? To what extent are they 

reliable? And, to what extent do these factors (subscales) demonstrate adequate 

discriminant and convergent validity? 

6).  To what extent does the Williams-Proctor Cultural Competence Scale (WPCCS) 

demonstrate adequate discriminant and convergent validity? 

Definition of Terms 

 The following terms were used to guide this study.  Programming Process is a 

macro-system process in which the adult education organization and its adult educators 

engage to facilitate and effect planned change in the behavior of targeted learner systems 

(the adult learner, adult learner groups, and institutionalized learner systems) through a 

planned program/curriculum. It includes three inter- connected sub processes: a) 

planning; b) design and implementation; and c) evaluation and accountability (Boone et. 

al, 2002, p. 283).   Planning is the “rational continuing sequence of conceptually driven 

actions implemented by adult educators operating from an organizational base (context) 

through which the adult education organization establishes and maintains linkage with its 

target publics” (Boone et. al, 2002, p. 283).  Design and Implementation is the “planned 

response to the expressed and analyzed needs of its target public(s)” (Boone, 2002, p. 

283).  Accountability and Evaluation is the concern with making informed judgments 

about effectiveness of the planned program and its plans of action based on established 

criteria known as observable evidence” (Boone et. al, 2002, p. 283).  Adult Learners are  

participants in any adult learning opportunity, whether formal or informal, to acquire new 

knowledge, skills, or qualifications, or to improve existing skills and qualifications” 

(Boone et. al, 2002, p. 283).    
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 Cultural Competence was defined by Sue and Sue (2003) to include the following 

terms in their model.  Awareness is the realization or perception of cultural biases, 

beliefs, behaviors, and feelings; an ability to communicate clearly and with empathic 

understanding (Sue & Sue, 2003).  Knowledge is the range of information and 

understanding of the differences between individuals from diverse groups as well as an 

understanding of within group differences (Sue & Sue, 2003).  Skills are the abilities 

needed to work with clients from diverse backgrounds, experiences, and cultures (Sue & 

Sue, 2003).  Culture is the set of values, perceptions, belief, norms and assumptions that 

determine how individuals see reality in their environment (Sue & Sue, 2003).  Lynch 

and Hansen defined cultural competence as the ability of individuals and systems to work 

or respond effectively across cultures in a way that acknowledges and respects the culture 

of the person or organization being served (Lynch & Hanson, 1998).  Active Cultural 

Competence is a series of educational activities that support cultural competence 

(Williams, 2001).    

Attitude is “a positive or negative feeling learned and organized through 

experience that exerts specific influence on a person‟s response to people, objects, and 

situations” (Gibson, Ivancevich, & Donnelly, 1991, p. 70).  Behavior is defined as an 

action that results from an attitude (Gibson et. al, 1991, p. 737). 

Paraprofessionals are individual employees who receive direct supervision from a 

professional regarding the planning, producing, and processing a client‟s desire. 

Professionals are persons who plan, produce, and process the products or solutions that 

the clients want. 
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Assumptions of the Study 

The following assumptions were made in conducting the study:  Planning 

attitudes/behaviors related to cultural competence can be assessed through the use of a 

Likert-scale instrument.  Program design attitudes/behaviors related to cultural 

competence can be assessed through the use of a Likert-scale instrument.  Program 

implementation attitudes/behavior related to cultural competence can be assessed through 

the use of a Likert-scale instrument.  Program accountability attitudes/behaviors related 

to cultural competence can be assessed through the use of a Likert-scale instrument.  The 

subjects used for pilot-testing the instrument were from a similar population as the one 

for which the instrument was developed.  Individual responses may be affected by 

emotional reactions to the instrument and/or the content of the questions; the assumption 

was made that these reactions would occur at random and would not significantly bias the 

results.  Programs are reflected in an identifiable level of cultural competence.  Program 

para-professionals and professionals make up the system/organization and reflect the 

attitudes and behaviors supported by the system/organization. 

Delimitations of the Study 

The following constitute the delimitations established for the study.  The 

instrument was developed to evaluate the level of “active” cultural competence of youth 

development program para-professionals and professionals.  The instrument was 

designed to measure program planning, program design and implementation, and 

program evaluation and accountability in relation to cultural competence. 
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Limitations of the Study 

The results of the study were limited by the following factors.  The instrument 

was developed and validated for youth development program  para-professionals and 

professionals; therefore, it may not be an appropriate measuring device for other 

populations.  Because of the seemingly sensitive nature of the subject, individuals may 

respond to items in socially desirable manner. 

The sample included para-professionals and professionals from Girl Scouts of 

America, 4-H, and YMCA from thirteen Mid-western states.   This study may not be 

applicable to other parts of the country.  
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Chapter II  

Literature Review 

This chapter will deal with the review of literature and the exploration of several 

concepts that make up the concept of cultural competence in relation to this study.  It will 

propose to validate an out-come based instrument that will assess the level of cultural 

competence of youth development educators/professionals/paraprofessionals. This review 

will address: programming, Boone‟s Conceptual Model, competence, measuring 

competence, cultural competence, continuum of competence, and cultural competence 

and programming (Fong & Furuto, 2001).  As well, it will address Sue and Sue‟s (2003) 

Multicultural Competence Model which includes dimensions of awareness, knowledge, 

and skills. 

This study addressed the practice of cultural competence in youth development 

programs. Historically, practitioners have dealt with terms such as cultural sensitivity, 

multiculturalism, and diversity just to name a few. These terms deal with knowledge of 

cultural norms and values.  Fong and Furuto (2001) indicated the need to be culturally 

competent, moving beyond knowledge acquisition. These authors encouraged the use of 

cultural traditions and activities, intervention, and evaluation at all levels of practice. 

Knowledge just deals with the baseline information to guide the practitioner. Perhaps 

practitioners need to look at applying effective practices to an ever-changing, 

increasingly diverse population. The evaluations of interventions should consider the 

cultural context of those being served.  
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Programming 

Programming as a construct is composed of a number of interrelated concepts that 

Boone (1985) orders into three sub processes:  assessing, planning, design and 

implementation, and evaluation and accountability. These sub processes provide a way 

for the adult educator to have planned change that is successful in educating adults. 

The adult educator serves in several different capacities and can serve in many 

different agencies and organizations. Some of the agencies and organizations include: 

higher education, community colleges, cooperative extension programs, mental health 

agencies, and community-based programs. Though youth agencies, such as 4-H and 

scouting, typically train adults to serve in para-professional or in volunteer capacities; the 

professional has to provide continuing education, these adult educators have several 

different roles and functions that support the programming process. 

 Conceptual Models 

Boone‟s conceptual programming model (1985) consists of three sub processes of 

planning, design and implementation, and evaluation and accountability.  The conceptual 

programming model addresses the programming in adult education from a holistic 

systems approach; it includes three interdependent and connecting processes.  The 

programming model is designed to assist adult educators with a consistent framework for 

understanding and providing meaning to the various activities in which they engage when 

assessing, planning, designing, implementing, and evaluating educational programs.  

Boone‟s conceptual programming model was developed from work in community 

colleges and community based programs, divisions, the Cooperative Extension Service, 
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university continuing education programs, volunteer organizations, and public health 

units, for example.  It has for its bases, practical application (Boone, et al, 2004).  

 The planning sub processes is a series of theoretically based actions executed by 

the adult educator.  This educator maintains contact with their target public, their 

program leaders and their stakeholder groups. The adult educator and the various 

stakeholders collaborate to identify, assess, and analyze each stakeholder‟s educational 

needs. The planning process has two separate dimensions: the organizational renewal 

process and linkage of the organization to its identified publics (Boone, et.al, 2002). The 

main purpose of the planning process is to respond to the expressed and analyzed 

educational needs of the organization‟s target publics.  

Design and implementation is the next component of the theoretical approach to 

programming. This sub-process proposes two dimensions; they are the planned program 

and program implementation.  Evaluation and accountability are the last sub-processes of 

the programming model.  Accountability involves making informed judgments about the 

effectiveness of the planned program. 

Sue and Sue‟s (2003) Multicultural Competence Model is outlined in the text 

entitled, Counseling the Culturally Diverse:  Theory and Practice.  The cultural 

competence model consists of three distinct dimensions:  cultural competence: 

awareness, knowledge and skills.  Each dimension is supported by specific tenets.   

Cultural competence is defined for the helping professional as the ability to create 

circumstances that develop the client (participant) and the client (participant) system.  

The authors indicated that this is necessary to be an effective helper.  They further stated 

that the helper acquires awareness, knowledge, and skills to effectively function in a 
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society such as the United States (U.S.) that is democratic and pluralistic.  It is important 

that the helping professional possess the ability to communicate, interact, negotiate, and 

intervene for the clients who hale from diverse backgrounds.  This should be done at the 

organizational level to develop new policies, practices, and theories to be responsive to 

all groups (Sue & Sue, 2003). 

Conceptual Framework 

This study used as a conceptual framework both Boone‟s Conceptual 

programming Model and Sue and Sue‟s Multicultural Competence Model. Sue and Sue 

(2003) have advocated for the helping professional to integrate the multicultural factors 

as a part of their work to be effective.  They indicate the importance of cultural 

competence.  A culturally competent helping professional, according to Sue and Sue 

(2003), is one who is becoming aware of their own suppositions concerning human 

behavior, biases, values, and beliefs. 

Boone‟s (2003) complex model is useful to the practitioner who plans, implements, and 

evaluates community-based programs in a number of professions.  It provides a 

comprehensive, conceptual framework in a variety of contexts regarding the 

programming process.  The multidimensional Sue model (2003) is beneficial to the 

helping professional to function at an effective level of cultural competence.  Both of 

these models were used in this study to support the development of a scale that measures 

cultural competence for the helping professional such as the youth development 

practitioner. 

According to Bootha (2005), a conceptual framework is used to investigate a 

course or courses of action to present a preferred approach to an analysis project. The 

http://en.wikipedia.org/wiki/System_analysis
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framework is designed from a set of concepts associated  with  a planned or existing 

system of methods, behaviors, purposes, and objects.   

Competence 

Competence, according to Defining and Measuring Competence is “characterized 

by marked or sufficient aptitude; satisfactorily or moderately able, possessed of 

knowledge, judgment, or strength” (Pottinger & Goldsmith, eds, 1979, p. 2). They further 

stated that an important aspect to determine what works best is the proper identification 

of knowledge, skills, and abilities that define minimum levels of competence. Therefore, 

competence must be translated into measurable variables.  In some cases, competence is 

viewed narrowly, as in knowledge or in a broader sense, the inter-mix of knowledge, 

behaviors, and concealed variables. Further, the authors stated that the professional 

practice domain is complex and multi-dimensional. On this same topic Edward Hundert 

(2002) referred to professional competence as “the habitual and judicious use of 

communication, knowledge, technical skills, clinical reasoning, emotions, values, and 

daily practice for the benefit of the individual or community being served” (p. 228). 

Measuring Competence 

The National Center for the Study of Professions (1978) indicated that traditional 

modes of assessing competence have not gone far enough; more must be investigated 

concerning attitudinal and behavioral competencies.  Klemp (1977) stated that it is more 

important for an individual to be willing and able to learn; acquisition and use of 

knowledge does not distinguish an outstanding performer. It is not the information 

processing skills related to recall learning and forgetting that are so paramount. More so, 

http://en.wikipedia.org/wiki/Framework
http://en.wikipedia.org/wiki/Concept
http://en.wikipedia.org/wiki/System
http://en.wikipedia.org/wiki/Method_%28software_engineering%29
http://en.wikipedia.org/wiki/Behavior
http://en.wikipedia.org/wiki/Object_%28philosophy%29
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it is the conceptual skills that allow one to bring order to information chaos that 

characterizes one‟s everyday environment.  

Klemp (1977) further stated that there are three cognitive skills related to 

competent performance a) the ability to see thematic differences regarding information 

and the ability to organize and communicate those differences; b) The ability to 

conceptualize the many sides of an issue; and c) The ability to learn from experience. All 

three are considered cognitive skills.  

Cultural Competence 

Concepts inclusive of culture, subculture, cross-cultural change, cultural bias, and 

the culture of specific social groups increasingly are part of an adult educator‟s cognitive 

map.  Previous and current attempts of adult educators to motivate and effect change in 

disadvantaged segments of society where motivations and value systems differ from the 

norm have been and continue to be a confounding but demanding task (Boone et.al, 

2002). 

For the past two decades, several professions have been concerned with cultural 

appropriateness and cultural effectiveness of services offered to ethnically diverse 

audiences (Lum & Lu, 1997; Lynch & Hansen, 1998).  Some of those professions have 

included education, health, counseling, social work, and psychology. 

Cultural competency is the set of knowledge and skills that must be developed in 

order to work with multicultural clients, according to Lum & Lu (1997). Cross, Barzon, 

Dennis, and Isaacs (1989) further defined cultural competence as “a set of congruent 

behaviors, attitudes, and policies that come together in a system, agency, or among 

professionals and enables that system, agency, or those professionals to work effectively 
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in cross-cultural situations” (1989). There are four areas, according to Lum, that a 

practitioner needs to be concerned with, they are:  cultural awareness, knowledge 

acquisition, skill development, and continuing education (1997).  Further stated, 

Multicultural Counseling Competencies indicates “culturally skilled counselors are 

actively in the process of becoming aware of their own assumptions about human 

behavior, values, biases, preconceived notions, personal limitations, and so forth” (p. 481, 

1992).  Beliefs, attitudes, knowledge, and skills exemplify the manifestation of self-

awareness (Sue et.al, 1998).  

Fong and Furuto (2001) indicated that it is important for social workers to be 

more sensitive “to the values of their clients, and then conceivably, social services could 

have a context and impelling force with which to work” (p. 5). This conceptualization 

could also apply to other human service organizations as well. These social scientists 

further suggested a paradigm shift to understanding the clients‟ cultural values and the 

importance of those values to their lives. 

Continuum of Competence 

James L. Mason of Portland State University (1993) indicated that individuals and 

organizations can measure their cultural competence by utilizing the continuum that has 

five progressive steps. The progressive steps are listed.  Cultural destructiveness, the 

most negative end of the continuum is indicated by attitudes, policies, and practices that 

is ruinous to individuals and their cultures.  Incapacity, the system or agency does not 

intentionally seek to be culturally ruinous or destructive; however, the system may lack 

the capacity to assist different cultures of individuals and/or communities.  Blindness, at 

the midpoint of the continuum, the system and its agencies provide services with the 
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expressed intent of being unbiased. They function as if  the culture makes no difference 

and all people are the same.  Pre-competence, individuals and organizations move toward 

the positive end of the continuum by acknowledging cultural differences and making 

documented changes. Competence, the most positive end of the continuum is indicated 

by acceptance and respect of cultural differences, continual expansion of cultural 

knowledge, continued cultural self-assessment, attention to the dynamics of cultural  

differences, and adoption of culturally relevant service delivery models to better meet 

needs. 

A culturally competent organization has the following characteristics: 

1) Generally committed to diverse representation at all levels of the organization. 

2) Actively aware of the importance of maintaining a supportive, open and 

responsive environment. 

3) Actively working toward and purposefully including fundamentals of diverse 

cultures in its ongoing organizational processes. 

4) Realistically responsive to issues the organization has to confront; and 

committed to changing policies, procedures and processes that obstruct 

cultural diversity (Barr & Strong, 1987, p.85). 

Current Instruments 

The development of cultural competence scales is credited to the decade of the 

1990‟s (Dunn, Smith, & Montoya, 2006).  Some of the instruments in counseling 

psychology include the Cross-Cultural Counseling Inventory-Revised (CCCI-R; 

LaFramboise, Coleman, & Hernandez, 1991) and the Multicultural Awareness, 

Knowledge and Skills Scale (MAKSS; D‟Andrea, Daniels, & Heck, 1991).    Both of 
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these scales use the multicultural model by Derald Wing Sue and colleagues developed 

(Sue, Arrendondo, & McDavis, 1992).   Further, Dunn, Smith, and Montoya (2006) 

stated that these instruments need further psychometric validation. 

It is apparent from the literature that an instrument that measures the cultural 

competence of youth development program professionals has not yet been developed.   

However, there are some instruments that have been developed to measure cultural 

competence.  One such instrument is the Cultural Competence Self-Assessment 

Instrument developed by the Child Welfare League of America (1998).  It was designed 

to assist organizations in measuring their level of cultural competence in administrative 

procedures and practices, but this instrument‟s reliability and validity has not been 

established.   Another such survey was developed by Torres (2001) and is titled The 

Diversity Management Survey; it determines the inner-workings and structural 

components that deal with an effective work-place. It met the minimum requirements to 

be reviewed by the Buros Institute of Mental Measurements; however, this instrument is 

out of print.  

Cultural Competence and Program Planning 

The Georgetown University Child Development Center (1989) indicated that 

agencies must have the wherewithal to change the way they provide services and increase 

their respective organization‟s cultural competence. Attitudes are a state of mind, the 

direction in which one leans, and in general, a habit of thinking. Organizations have 

culture and are influenced by the two components of attitude and behavior. They 

influence each other as well; behavior influences attitudes and organizational culture. On 
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the other hand, attitudes influence behavior and organizational culture. Values also 

influence attitudes. Values determine a person‟s view of the world. 

Professional Development 

Professional development is indicative of vocational training (Jarvis, 1993).  

Generally stated, it is any activity that builds knowledge and skills.  It can be systematic 

training that increases professional expertise, knowledge, skills, and abilities. 

According to Cross et. al (1989), cultural competence is a developmental process 

that extends over time.  Cultural competence is a developmental process that cannot be 

accomplished in one workshop setting. 

 Self-assessment promotes awareness, knowledge, and skills development that 

guides individuals and organizations to higher levels of attainment along the cultural 

competence continuum.  Self-assessment as a process can create change in policies, 

organizational structure, professional performance, composition of advisory boards, in-

service activities and professional development (NCCC, 2002)  

 Individuals in the learning mode develop a more sophisticated understanding of 

their relationship to communities and their professional role as health educators and the 

learners gain experience to work effectively as part of a team to learn specific skills.  This 

thought can also be applied to other disciplines as professional development is designed 

to increase understanding and to learn specific skills. 

Youth Development 

Youth development according to the U.S. Department of Health and Human 

Services (2003) is defined as “an approach toward all youth that builds on their assets and 

their potential and helps counteract the problems that affect them” (p. 1).  Related to 
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youth development is community youth development.  Further stated, according to 

Villarruel, Perkins, Borden, and Keith (2003), community youth development is defined 

as: 

Creating opportunities for young people to connect to others, develop  

skills, and utilize those skills to contribute to their communities that, 

 in turn, increase their ability to succeed. As with positive youth  

development, a community youth development orientation involves  

shifting away from just concentrating on problems toward concentrating  

on strengths, competencies, and engagement in self-development and  

community development. As such, community youth development  

is defined as purposely creating environments that provide constructive,    

affirmative, and encouraging relationships that are sustained over  

time with adults and peers, while concurrently providing an array  

of opportunities that enable youth to build their competencies, and  

become engaged as partners in their own development as well as  

the development of their communities (in press). 

Several youth development organizations operate in the United States. Among 

them are the YMCA, Boy Scouts, 4-H, and Girls Scouts; these types of organizations are 

generally considered community-based youth organizations (Pittman, Diversi, & Ferber, 

2002).  Generally, these organizations have the following characteristics in common:   

they are community-based; they plan, implement, and evaluate programs for youth ages 

5-19; they train adult volunteers to work with youth and they have advisory boards.   As 

well, most youth development organizations offer programs at the group level as 
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highlighted by Sue and Sue (2003) for groups of people where similarities and 

differences are expressed. 

Scale Development 

 The literature provides statistical analysis guidelines which are important in scale 

development.  This section presents a brief overview of major procedures that may be 

used.  

 Sample Size 

According to sample size determination theorists such as Goldberg and Digman 

(1994), sample sizes between 500 and 1000 are required to conduct a factor analytic 

study.  Gorsuch (1983), a classic theorist suggested a minimum item to participant ratio 

of five to one; that is, five participants per item.  Recent factor analytic theorists have 

commented that the classic rules of thumb are not useful or valid; it is impossible to 

obtain a sample size that would be suitable for all situations.  According to Kahn (2006), 

classic theorists overlooked communalities.  Sample size should be established by the 

degree to which the factors are over-determined; a sample size of 100 may be adequate if 

the structural coefficients are consistently high.  Communalities within the .50 range 

would be appropriate for sample sizes between 100 and 200; further, low communalities 

are “required to converge on the appropriate solution” (Kahn, 2006, p. 700).  Giadagnoli 

and Velicer (1988) also stated, in contrast to the popular rules concerning sample size 

that the most important consideration should be component saturation “(the absolute 

magnitude of the loadings) and the absolute sample size” (p. 372).  The number of 

variables per component bears some importance.   
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Factor Analysis 

For factor analysis the assumptions for this procedure were the same ones that 

underlie correlation analysis. Those assumptions include: normal distribution for each 

pair of variables; no outliers; interval data (Nunnley & Bernstein, 1994); linearity; 

moderate to high intercorrelations without multicollinarity; and adequate sample size. 

Another is that all unique factors are uncorrelated with each other and with the common 

factors.  

“Factor analysis is a mathematical technique which permits the reduction of a 

large number of interrelated variables to a smaller number of latent dimensions or 

factors” (Kass & Tinsley, 1979, p. 120). This analysis is done for a minimum loss of 

information. The components of factor analysis include the following: correlation matrix, 

eigenvalues, scree plot, factor loadings, and possibly rotated factor loadings (Ary, Jacobs 

& Razavieh, 2002).  

Exploratory Factor Analysis   

Exploratory factor analysis (EFA) seeks to uncover the underlying structure of a  

relatively large set of variables. The investigator assumes that any indicator may be 

associated with any factor (Hatcher, 1994).  EFA is used to categorize a set of latent 

constructs underlying a battery of measured variables (Fabrigar, MacCallum, Wegener, & 

Strahan, 1999). With exploratory analysis, exploration of empirical data is designed to 

discover relationships without indicating a definite model on the data. 

Data reduction involves taking the scores on a large set of measured variables 

and reducing them to scores on a smaller set of composite variables; these variables 

retain as much information as possible from the original variables. The goal of EFA is to 
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achieve an economical representation of the associations among the measured variables 

appropriate for analysis (Fabrigar, MacCallum, Wegener, & Strahan, 1999).  One form 

of data reduction is Principal Axis Factoring (PAF; Fabrigar, et. al, 1999). 

Principal Components Analysis (PCA) is a method of data reduction. The purpose 

of PCA is to reduce the dimensionality of a multivariate data set to the least number of 

meaningful variables. The analysis can also provide interpretable linear functions of the 

original measured variables that may serve as valuable indices of variation (Hatcher, 

1994).  PCA determines if there is a linear combination of variables; if there is a linear 

combination, then the maximum variance is extracted from the variables. It then removes 

this variance and seeks a second linear combination that explains the maximum 

proportion of the remaining variance.  The emphasis in PCA is to reduce the original 

variables to the least amount of factors.  PCA analyzes total variance that is composed of 

both common and unique variance (Tabichineck & Fiddell, 2001). It does not explain 

relations; with Principal Components Analysis, all communalities are 1.  PCA allows a 

set of correlated variables to be transformed into a set of uncorrelated variables (Stevens, 

1996).    

Principal Axis Factoring is a procedure of common factor analysis used for data 

reduction. Common factor analysis is used to clarify the underlying factors or 

dimensions reflecting what the stated variables share mutually (Hair, Anderson, Tatham, 

& Black, 1995). The factors that result from common factor analysis are based on 

common variance only.  Principal Axis Factoring excludes unique variance. 
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Rotation 

Oblique rotation was designed to increase the interpretability of factors.  Oblique 

rotation is used when the relationships between variables are expected to be correlated.  

Stevens argued that correlated factors are more reasonable to assume in many cases 

(Stevens, 1996).  According to Basilevsky (1994), when using oblique rotations, the 

assumptions of the independent factors would be relaxed forming new axes which are 

free to assume any position in the factor space; however, the degree of correlation that 

would be allowed among factors would be small.   Two highly correlated factors are 

better explained as one factor. Oblique rotations allow for simplicity of interpretation.  

The direct oblimin rotation was developed by Jennrich and Sampson (1966).  

With direct oblimin, the factors are rotated and allowed to correlate with one another.  

As well, it allows for easier interpretation (Clarkson & Jennrich, 1988). 

Factorability indices include the Kaiser-Meyer-Olkin (KMO) measure for 

sampling adequacy. The initial factor extraction method of principle factor analysis 

explains most of the variation in a set of variables. The factor extraction procedures yield 

eigenvalues, scree plot, and the total variance to explain the factors. The oblique method 

with a direct oblimin rotation highlights the factor loadings (Hatcher, 1994; Tabichineck 

& Fidell, 2001). The eigenvalue for a given factor measures the variance in all the 

variables, which are accounted for by that factor. If a factor has a low eigenvalue, then it 

is contributing little to the explanation of variances in the variables; therefore, it may be 

ignored as redundant with more important factors. Eigenvalues measure the amount of 

variation in the total sample that is accounted for by each factor (Hatcher, 1994).  A 

scree plot was used to establish where the factors no longer make a contribution to the 
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overall solution. It is a pictorial view of the cutoff point. The cutoff is identified as the 

point on the curve where an elbow or the bend appear (Tabachnick & Fidell, 2001). 

Summary 

Several concepts were essential to the literature review, covering a range of 

interdisciplinary topics.  This chapter covered four major areas: programming, conceptual 

models, current instruments, and scale development.  The conceptual framework for this 

work included Sue and Sue‟s (2003) Multicultural Competence Model along with 

Boone‟s (1985, 2003) Conceptual Programming Model.   
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Chapter III 

Methodology 

The first purpose of the study was to investigate the construct-related validity of 

an instrument that proposes to measure the cultural competence of youth development 

professionals and para-professionals. This instrument, Williams-Proctor Cultural 

Competence Scale (WPCCS), was developed to measure the cultural competence of 

professionals and para-professionals who assess, design, implement, and evaluate youth 

development programs. The study was also designed to test the discriminant and 

convergent validity as well as the reliability of the instrument.  The items dealt with the 

level of competence, race/ethnicity, and economic status.  The following demographic 

variables were included in the survey:  a) age, b) race/ethnicity, c) gender, d) residential 

area, e) state of residence, f) zip code, g) educational level, h) occupational level, i) 

current position, j) organization of employment, k) diversity workshops attended, l) 

number of years with current organization, and m) number of years as a youth 

development employee.  Participants were also asked to provide demographic 

information regarding the racial/ethnic make-up of their service area and the income 

demographic make-up of their service area. 

This chapter will provide an explanation of the method; a description of the 

participant sample used in this study; a description of all measures, including 

demographic variables, and measures of validity; a description of procedures used to 

implement the study; and, a brief discussion of analysis, including exploratory factor 

analysis, and reliability analysis. 
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This new self-assessment tool was used to operationalize the construct of cultural 

competence as it relates to assessing, planning, designing and implementing, evaluating 

and accounting for, and developing professionals. These variables consisted of knowing 

the organizational mission and goals, developing volunteer/leader, development of plans 

of action, managing processes, analyzing current and emerging publics, identifying 

formal and informal leaders of target publics, identifying spokespersons of relevant 

stakeholder groups, and incorporating expressed needs into the planned program.  

Study Design 

The main purpose of this study was to develop a scale that would assess cultural 

competence of youth development professionals and paraprofessionals engaged in 

serving racial and ethnic minorities. The instrument developed in this study used Likert-

scale development methods outlined in Educational Testing and Measurement (Kubiszyn 

& Borich, 1984). The knowledge, skills, and awareness representing the four constructs 

of planning, design and implementation, evaluation and accountability, and professional 

development were identified as well, in a cultural context (Boone, 1984; Lynch & 

Hanson, 1999; Pedersen, 1988; Sue & Sue, 2003; Hogan, 2003). 

The study followed the recommended outline for constructing new measurement 

scales: (a) determine what is to be measured, (b) develop an item pool, (c) determine the 

format of the measure, (d) secure experts to evaluate the items, (e) consider including 

validation items, (f) administer the scale to the development or test sample, (g) evaluate 

the item pool, and (h) determine an optimal the scale length (Worthington & Whitaker, 

2006). 
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The professional and para-professional groups for this study that were utilized for 

test construction were the expert content review panel, focus group, pilot group, and the 

test validity group.  Each sample is described in the following paragraphs and the study 

was divided into five phases.   The groups were considered purposeful samples of the 

targeted group. 

Scale Development 

Phase One:  Item Development 

 Phase one consisted of item generation.  Items were developed using the 

conceptual framework of Boone‟s Conceptual Programming Model (1985 & 2003) and 

Sue and Sue‟s Cultural Competence Model (2003) inclusive of professional development 

issues and multicultural competence models which highlight the importance of assessing 

cultural awareness, knowledge, and skills related to racial and ethnic minorities (Sue & 

Sue, 2003; Sue, Ivey, & Pedersen (1996).  A total of 137 items were generated by the 

investigator across the following content domains: (a) 18 awareness items; (b) 36 

knowledge items; (c) 59 skills items; and (d) 24 professional development items.    

Phase Two: Content Validity 

Content validity in this study was used to indicate that the items were measuring 

the intended cultural competence construct.  Expert judgment was employed to assess 

content validity (Vogt, 1999).  Content validity according to Babbie (1990) is “the degree 

to which a measure covers the range of meanings included within the concept” (p. 134).  

Content validity is not based on empirical data (Cronbach & Meehl, 1955).   Further 

stated, it is a prescribed review by expert individuals; the experts determine if the 
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constructed test reflects the particular purpose for which it was designed (Rust & 

Golombok, 1999).   

 The Campus Institution Review Board (IRB) application was approved for this 

phase of the study.  For each subsequent phase of the study an application amendment 

was submitted to the IRB for approval. 

Participants 

Seven content experts were utilized. They were faculty and professionals from 

Georgetown University (National Center of Cultural Competence), North Carolina State 

University, California State University-Fullerton, Iowa State University, Stanford 

University, and University of Missouri-Columbia. These were experts and academicians 

in youth development, adult development, and cultural competence; they had an average 

of 24 years of experience in their respective areas.  The demographic make-up of the 

content validity experts was as follows:  male (n = 6); female (n = 1); White/Caucasian (n 

= 4); and Black/African-American (n = 3).  

Procedures    

The content validity experts were asked to rate each item for its relevance, clarity, 

and accuracy using a five-point Likert scale that ranged from 1 (not appropriate at all or 

not clear) to 5 (very appropriate or clear).  Items which received a rating of 1, 2, or 3 

were reworded or deleted; items which received rating of 4 or 5 were simply retained.  

Experts were asked to examine the items in accordance with the following five criteria: 

(a) determine if the items were reflective of the questions this research explored, (b) 

determine coverage of the content domains, (c) eliminate unnecessary or redundant items, 

(d) revise any confusing items, and (e) provide general feedback that would assist in 
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developing a scale that would assess cultural competence of youth development 

professionals and paraprofessionals engaged in serving racial and ethnic minorities.  

Based on results from the seven experts, 16 items were eliminated. Thus, 121 items were 

retained for further content validity assessment using a focus group. 

Phase Three: Focus Group 

 The third phase consisted of three focus groups consisting of professionals and 

para-professionals from 4-H, YMCA, and Girl Scouts.  The focus group members were 

asked to assess 121 items and they were interviewed and asked six questions related to 

race and ethnicity and their individual organizational processes. 

Participants 

The focus group consisted of 21 youth development practitioners (17 women and 

4 men) from three youth organizations, Girls Scouts of America, 4-H, and the YMCA 

from nine counties in Missouri. The racial/ethnic background of the focus group 

members were 28% Black/African-American (n = 6), 66% White/Caucasian (n = 14), and 

6% Hispanic/Latino (n = 1).  Youth organization representation included 12 individuals 

from 4-H, 3 individuals from YMCA, and 6 individuals from the Girl Scouts. Among 

practitioners there were 76% professionals (n = 16) and 24% paraprofessionals (n = 5). 

Procedure 

The focus groups which lasted 1.5 hours each were held in youth organization 

offices in three Missouri cities: St. Louis, Kansas City, and Jefferson City.  The 

appropriate protocols were reviewed then the participants completed the consent forms 

which were both approved through the Institution Review Board amendment (Appendix 

A).  The focus group members reviewed the 121-item survey and determined if the items 
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applied to their programs, their organizations, and their professional work and to 

determine if the language was intelligible and clear.  Focus group members were asked to 

respond in their own words what they thought the item was asking (Fowler, 2002). They 

were asked to suggest any modifications and to assist in deletion of items.  Based on 

focus group members‟ feedback, six (6) additional items were added to the survey and 

they suggested improving the verbiage for 17 items to increase item clarity.  This phase 

of the focus group produced a final total of 127 items for the scale. 

To assess the underlining conceptual framework of the scale, the focus group 

members were interviewed about their understanding of cultural competence, race, and 

ethnicity.  The following stimulus questions and probes were included: (1) When you 

think of race, what do you think about?, (2) When you think of ethnicity, what do you 

think about?, (3) What comes to mind when you think about race relations in this 

country?, (4) What comes to mind when the term cultural competence is used?; Probe: 

(5) How is cultural competence important to your work?, (6) What process do you use 

when you carryout youth development programs from beginning to end?; Probe: (7) Do  

you apply a particular theory or common mode of practice?; and If so what is that theory 

or common mode of practice?; (8)  What process do you use to recruit volunteers for your 

program? The entire interview protocol is listed in Appendix B. 

Results 

 Summative feedback from the interview with group members indicated that all 

group members did not clearly delineate the difference between the concepts of race and 

ethnicity. Race and ethnicity are clearly delineated in the literature; the terms according 

to Helms (1990) are not the same.  Race is often used to refer to the genetic marker of 
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skin color at birth.   Helms (1990) stated that “race is a subgroup of peoples possessing a 

definite combination of genetic origin, the combination of which to varying degrees 

distinguishes the subgroup from other subgroups of mankind “(p. 4).   Ethnicity is 

defined as one‟s identification with a particular group and the group‟s perception of their 

collective identity, belonging, and connection or stability.  Further stated by Ponterotto 

and Pederson (1993), ethnicity is “described as a group of individuals “who share a 

unique social and cultural heritage (e.g., language, custom, religion) passed on between 

generations (p. 6).  As a consequence of the summative feedback, the investigator 

decided to collapse the terms using the phrase, racial/ethnic. 

The focus group also shared their general reaction to the survey noting, “It felt 

like an exam” and “it was too long.” Based on such feedback, it was determined that 

further refinement of the survey items was necessary. 

At the completion of the focus groups, a drawing was conducted. Members of the 

focus group were asked if they were interested in their name being entered in the 

drawing. Of the participants who agreed to enter the lottery, three names were drawn and 

each of the participants received a $25.00 Wal-Mart gift card.   

Further Refinement   

 Based on focus group members‟ feedback, the 127 items were further refined with 

the intended goal of decreasing the overall number of survey items.  Worthington and 

Whittaker (2006) indicated that the items should be written in a clear manner, concise, 

distinct, and should be reflective of the scale‟s purpose. The primary investigator and a 

faculty committee member refined the survey items during a four hour session by 

eliminating similar items, deleting complicated wordy-items, and reducing the overall 
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number of items within each domain category. As a result 56 items were removed from 

the survey.  This process produced 71 items which would be administered during the 

online pilot study.  

Phase Four: Pilot Study      

           For phase four, an IRB amendment approval was obtained to conduct a pilot study 

using the revised 71 item survey.  A total of 20 professionals and paraprofessionals 

participated in the online pilot study.  This pilot group reflected the sample of 

convenience that would be tested in the test validity sample (Rust & Golombok, 2002).  

After reading the online consent form participants were asked to provide feedback 

concerning the clarity and comprehensiveness of the items and the Internet procedure.  At 

the end of the survey, the research benefits were explained, inclusive of a chance to win 

one of three (3) $25 Wal-Mart gift cards. The participants had two weeks to complete in 

the survey. 

Schonlau, Fricker, and Elliott (2002) indicated that on-line surveys should be 

conducted if:  a) the survey is conducted with a convenience sample; b) the organization 

being surveyed has a mailing list for the target population; c) the sample size is 

reasonably large; and d) the target population is representative of a larger population.  

The web-based survey consisted of 71 items (Appendix E). 

Participants  

              A total of 20 professionals and paraprofessionals (13 women and 7 men) ranging 

from program CEO‟s to program assistants associated with 4-H, Girl Scouts, and the 

YMCA from seven counties in Missouri participated in the online pilot study. The 

racial/ethnic background of participants were 10% Black/African-American (n = 2), 85% 
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White/Caucasian (n = 17), and < 1% Hispanic/Latino (n = 1).  The participants 

organizational positions included: 10% program assistants (n = 2); 55% program 

directors (n = 11); 10% chief executive directors/chief operating officers (n = 2); and 

25% educators (n = 5). 

Procedures 

The professional administrators of one Missouri YMCA organization and two 

Missouri Girl Scout Councils were contacted to determine if they would share the survey 

with their staff.  For the professionals and paraprofessionals of the 4-H organization, 

individual staff members were contacted.  Pilot members were recruited to voluntarily 

participate.  The pilot group was a sample of convenience.  The participants were given 

information to login to the online website to complete the instrument; participants were 

informed that it would take 30 minutes to complete the survey. The online administration 

included the following measures: (1) 71 item survey, (2) the Marlowe-Crown Social 

Desirability Scale – Short Form (MCSF-11, Crowne & Marlowe, 1960, Appendix C), and 

(3) the Miville-Guzman Universe-Diverse Scale –Short form (MGUDS-S, Miville, 

Romans, Johnson, & Lone, 2004, Appendix D).  Upon completion, the participants were 

asked to react to the survey by completing a form concerning instrument clarity and 

completion time.  

The average time to complete the online survey was 35 minutes. Based on pilot 

participants‟ feedback all of the 71 items would be retained (Appendix F).  In addition, 

85% of the participants indicated that determining their level of cultural competence 

would be beneficial while only 15% indicated that it would not be beneficial.  All 
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participants (100%) indicated that the survey was easy to understand. The results from 

the pilot were used to update the procedures and instrument for the validity test sample. 

Phase Five: Validity Test 

 The purpose of this phase of the study was to administer the survey to potential 

participants on-line.  The participants also participated in instrument validity testing; the 

two types of validity testing included convergent and discriminant validity. 

Participants 

The test sample was selected from among 13 Midwestern states. Program 

presidents and executive directors from the following states were contacted: Oklahoma, 

Illinois, South Dakota, North Dakota, Indiana, Iowa, Michigan, Kansas, Nebraska, 

Wisconsin, Ohio, and Missouri.  A total of 98 executive directors of YMCA 

organizations, Girl Scout Councils, and 4-H Association presidents agreed to share the 

information with their staffs or association members.  There was an estimated potential of 

650 participants across the three organizations. The participants were secured in the 

following manner: 4-H state presidents had access to their membership lists; the 

presidents notified the members and e-mailed the survey information to the membership; 

YMCA chief executive officers (CEOs) were contacted using a roster and they asked 

their presidents to e-mail the survey information to their youth development staff; and 

finally, CEOs from the Girl Scouts were contacted and they e- mailed the survey 

information to their respective staff members. A total of 271 participants completed the 

online survey for a 42% return rate.   

A description of the participant data is based on 259 participants, unless otherwise 

indicated as missing.  The demographic data dealt with 16 categories.  Concerning 
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gender, there were 77% (n = 195) females and 23% (n = 57) males.  The mean age was 

40.22.  There were five categories which included ethnicity/race; they were:  

Caucasian/White 90.7% (n = 235), African-American/Black-5% (n = 13), 

Latino/Hispanic 1.9% (n = 5), Biracial/Multiracial <1% (n = 2), American Indian/Native 

American <1% (n = 1), Asian/Pacific Islander <1% (n = 1); and other <1% (n = 2).  The 

place residence was divided into three different categories (one missing):  rural 39.4% (n 

= 102), urban 34% (n = 88) and suburban 26.3% (n = 68).  Sixteen states responded to the 

study:  Nebraska 17.4% (n = 45), Michigan 13.9% (n = 36), Wisconsin 13.5% (n = 35), 

Illinois 11.2% (n = 29), Ohio 10% (n = 26), Kansas 8.9% (n = 23), Oklahoma 6.6% (n = 

17), Iowa 5% (n = 23), Minnesota 4.2% (n = 11), Indiana 2.7% (n = 7), South Dakota 

1.9% (n = 1.9%), North Dakota 1.5% (n = 4), Missouri 1.5% (n = 4), Kentucky < 1% (n = 

2),  Massachusetts < 1% (n = 1),  and Wyoming <1% (n = 1). Degree completion varied 

from high school to doctoral degree:  high school 1.9% (n = 5), some college 7.7% (n = 

20), associate‟s degree 2.7% (n = 7), bachelor‟s degree 50.2% (n = 130), master‟s degree 

34% (n = 88) and doctoral degree 3.5% (9).  For the occupational level, 15 participants 

chose not to indicate their occupational level:  professional 87.6% (n = 227) and 

paraprofessional 6.6% (n = 17).   

The next set of data gave the participants‟ position and years of service.  Seven 

categories are indicated by actual position:  Chief Executive Officer (CEO)/Chief 

Operating Officer (COO) 10.8% (n = 28), Director 26.6% (n = 69), Program Manager 

31.1% (n = 34), Educator 25.5% (n = 66), Program Assistant 5% (n = 13), Professor 

2.3% (n = 6) and other 16.6% (n = 43).  Employing organization:  Girl Scouts- 31.1% (n 

= 101), 4-H- 29.7% (n = 77), YMCA/YWCA- 28.6% (n = 74), after school- <1% (n = 1) 
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and other- 1.5% (n = 4).  The average years in youth development was five years and the 

years with the current organization was four years. 

Procedures 

The directors and the presidents of the respective organizations were contacted by 

phone initially to request their participation in the study.  Those responding in the 

affirmative were contacted at a later point with specific details inclusive of recruitment 

materials for their staff.  The program directors and presidents of the organizations passed 

the survey onto their professional and paraprofessional staffs' to participate voluntary in 

this research project.   

The participants completed an online consent form (Appendix F). A letter was 

attached to the online survey to explain the purpose of the research, the benefits of 

participation, explanation of the drawing, and the instructions for completing and 

submitting the questionnaire (Appendix E). Participants‟ were asked to complete a 

demographic profile indicating the percentage of racial/ethnic group members and an 

estimated income distribution for individuals their organization served. Participants were 

asked to refer to this demographic service area profile as they completed the 71 item 

survey. Given the sensitive nature of this data, confidentiality was emphasized noting that 

only the researcher and data tabulators would have access to the participants‟ responses.  

The survey was open for a total of three months. A message was sent at the 2-

week mark as a reminder to complete the questionnaire. At the 3-week mark, a second 

reminder was sent to the participants. Upon submission of the questionnaires, a drawing 

was conducted to award $15.00 Wal-Mart gift certificates to 20 eligible participants. 
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Measures 

 For this phrase of the study three surveys were administered: (a) the Williams-

Proctor Cultural Competence Scale (WPCCS), (b) the Miville-Guzman Universality-

Diverse Scale (MGUDS-S), Short Form, and (c) the Marlowe-Crowne Social Desirability 

Scale (MCSDS). 

 The WPCC Survey was designed to measure the cultural competence of youth 

development professionals and paraprofessionals.  Participants completed a 71-item 

Likert-type survey with responses ranging from one to six.  The response sets included:  1 

(strongly disagree) to 6 (strongly agree) and 1 (not at all) to 6 (extremely well). 

 The Marlowe-Crowne, Short form (Appendix C) consisted of 11 items which 

were designed to measure social desirability.  It was used as a basis to estimate 

discriminant validity for this study.  The original Marlowe-Crowne (1960) consisted of 

79 items and offered a true/false response set.  According to Reynolds (1982), the 11 item 

Marlowe-Crowne demonstrates a reliability score of .74; this was based on Kuder-

Richardson (KR-20) reliability. 

 The Miville-Guzman Universal-Diverse (MGUDS), Short Form was designed to 

measure diversity, a similar construct to cultural competence.   The MUGDS was used to 

estimate convergent validity for this study.   

The construct, universal diverse orientation (MCSDS-S) as defined by Miville 

(1999), “is as an attitude of awareness and acceptance of both the similarities and 

differences that exist among people” (p.291).  This attitude is the basis of the 

philosophical framework that “human beings share commonalities with each other (i.e., 

universal), while at the same time having important differences” (Miville, et.al, p.291).  It 
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is displayed by the openness and agreement expressed by the members of the different 

cultures to which clients belong; this is based on counseling various clients.  MCSDS-S 

has been correlated with feminism, positive racial identity (Miville et. al, 1999).  In 

counseling, MCSDS-S has been a significant variable in explaining multicultural 

knowledge and awareness with counselors (Fuertes & Probst, 2002; Munley, Lidderdale, 

Thiagarajan, & Null, 2004; Yeh & Arora, 2003). 

Test re-test reliability for this instrument measured .94 (Miville et al., 1999).  

Participants completed the 15 item Likert scale; responses ranged from 1 (strongly 

disagree) to 6 (strongly agree). 

Analyses 

Principal Components Analysis  

For this study a preliminary Principal Components Analysis (PCA) was 

conducted to determine the number of eigenvalues greater that one.  The number of 

eigenvalues greater than one was 12.  The range of eigenvalues was 39.195 to 1.505.  

The highest items loaded on the first five components with a range of 39.195 to 2.088. 

Reliability 

Reliability was defined by Nunnally (1967) as “the extent to which 

[measurements] are repeatable and that any random influence tends to make 

measurements different from occasion to occasion is a source of measurement error” (p. 

206).  Alpha is known as the measurement of reliability (Cortina, 1993). 

Cronbach alpha (alpha coefficient) was used to establish the internal reliability of 

the scales. SPSS, 14.0 (2006) was utilized for the analysis for reliability. Cronbach alpha 

is used to measure attitude scales and is an index of reliability (Ary et. al, 2002). Co-
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efficient alphas were used to determine internal consistency for each subscale.  Subscales 

with alphas higher than .90 were considered very good (Tabachnick & Fidell, 2001). 

Cronbach alpha is important as a measure of the reliability of a scale.  Cronbach alpha 

indicates the level for which survey items can be treated as reliable or internally 

consistent (Nunnley & Bernstein, 1994). 

Reliability for the   Miville-Guzman Universality-Diversity Scale; the Short Form 

(MGUDS-S) was as follows:  Diversity Contact Cronbach alpha = .80; Relativistic 

Appreciation Cronbach alpha = .70; Comfort with Differences Cronbach alpha = .70.  

The for the scale was Cronbach alpha = .78 

Validity 

Validity indicates the scientific effectiveness of an instrument; stated another 

way, does the instrument measure what it is stated to measure (Nunnally, 1994).  

Validity, according to Cronbach and Meehl (1955) describes the meaning of scores 

created by a measure.  Validity has three specific meanings; one of which is construct 

validity.  Construct validity measures psychological characteristics.  Construct validity is 

indicated by two types of validity:  discriminant and convergent validity. 

Discriminant validity indicated that the cultural competence measure was not 

directly related to another construct, diversity (Foster & Cone, 1995).  Discriminant 

validity was measured by the Miville-Guzman Universality-Diversity Scale; the Short 

Form (MGUDS-S) which contains three short subscales:  Relativistic Appreciation, 

Diversity of Contact, and Comfort with Differences (Miville, Romans, Johnson, & Lone, 

2004).    

http://en.wikipedia.org/wiki/Reliability_%28statistics%29
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The  Marlowe-Crowne Social Desirability Scale (MCSF-11) is a scale used to 

measure convergent validity.  High correlation on the MCSF-11 supports convergence.  

Social desirability is the desire of individuals to project a positive image of themselves 

during times of social interaction (Crowne & Marlowe, 1960).  Silverstein (1983) 

suggested the use of the 11 item short form for its brevity and reliability; the 11 item 

short form was used for this study.  The MCSF-11 must be reversed coded to evaluate the 

divergent validity.  Literature was found which indicates that multicultural competency is 

related to social desirability (Dunn, Smith, & Montoya, 2006). 

Summary 

This method section elaborated on the explanation of instrument development that 

measures the cultural competence for youth development practitioners.  The instrument 

was subject to initial validity and reliability assessment.  The phases included the content 

validity phase, the focus group phase, the pilot phase, and the test validity phase. 
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Chapter IV 

Results 

 This chapter will review the results of the study.   Exploratory factor analysis was 

utilized to determine the underlying variables related to the cultural competence 

construct. 

Scale Development 

Kaiser-Meyer-Oklin Measure 

The Kaiser-Meyer-Oklin (KMO) Measure of Sampling Adequacy is a measure 

that indicates if the “distribution of values is adequate for conducting factor analysis” 

(George & Mallery, p. 372, 2005).  The overall KMO for this study was excellent 

(KMO=.936; Bartlett‟s test of sphericity = 8449.970. p <.001).  Bartlett‟s test of 

sphericity is a measure of the multivariate normality of a set of distributed data (George 

& Mallery, 2005). 

Exploratory Factor Analysis 

Eigenvalues, according to Hatcher (1994) are used to help make decisions 

concerning the number of factors to retain.  An eigenvalue represents the amount of 

variance that is accounted for by a given factor.  This study had eight eigenvalues greater 

than 1.00.  This study had five interpretable factors which accounted for 56.34% of the 

total variance.  The scree plot was used to assist in determining the interpretable factors.  

The scree plot is a pictorial view of the eigenvalues plotted on a line; it is used to identify 

the normal breaking point for the factors (Cattell, 1966). 

The third factor rotation yielded the five factor solution.  The items with 

communalities lower than .40, inclusive of shared variance were eliminated.  Other items 
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were eliminated because they did not load on any factor.  Items which loaded higher than 

.40 were evaluated for cross-loading.  If cross-loaded items indicated a difference of +/- 

.15; they were eliminated.  The exception was item 93; it was determined as essential to 

scale development.  Item 93 also had a negative correlation as well as the other items in 

the subscale.  Items which cross load are indicative of a strong relationship with more 

than two factors.  Overlapping items affect interpretability of the subscales. 

In total, initially, sixteen factor solutions were attempted using both promax and 

direct oblimin rotations; the solutions were attempted using the nine, seven, and five 

factor solutions.  The five factor solution was the best solution. Both promax and direct 

oblimin rotations are suitable for oblique rotations or for factors that co-vary. The direct 

oblimin yielded solutions that were easier to interpret for this study. 

Defining the Factors 

The five factor model (See Table 1) produced the following factor labels:  

Cultural Skill (culskill/CS), Cultural Knowledge (culknow/C/K), Personal Cultural 

Awareness (pcaware/PCA), Cultural Accountability (culacct/C/A), and Cultural 

Programming Implementation and Evaluation (culpie/CPIE).  Items were retained if they 

maintained an adequate factor loading and fit conceptually with the other items that were  

identified as part of a factor.  Items with low communalities (below .40) were not 

retained.  In summary, the WPCCS results demonstrate a multidimensional scale that 

consists of five latent factors with five items.  The five factors will be outlined in the next 

section. 
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Factor Labels 

Cultural Skill 

The first factor, Cultural Skill, appears to measure the skills that youth 

development professionals and paraprofessionals should possess who are actively 

practicing cultural competence.  This factor yielded 15 items. Variance for this factor was 

39.1%. The mean for this factor was 66.25; the maximum and minimum range was 30.00 

- 90.00; the standard deviation was 12.3.  The item factor ranges were .47 - .71 (see Table 

2).  For this factor, communalities ranged from .302 - .737 (see Table 1).  The reliability 

for the factor was α = .94.   

 The skills encompass programming for ethnically and racially diverse individuals 

and communities as well as consideration for economic status.  The skills include such 

dimensions as:  program content, program success, program adaptability, needs 

assessment, communication, mentoring volunteers, and recruitment.  Some of the items 

include:  “I have the ability to assess the learning needs of racial/ethnic minorities” and “I 

possess the ability to implement effective strategies for individuals who are living at the 

poverty”.   A high score on this factor would indicate a high level of skill when 

programming for various cultural, ethnic, and economic groups in a particular service 

area.  The first factor explained the greatest amount of variance (39%, see Table 2). 

Personal Cultural Awareness 

Personal Cultural Awareness (PCA) was the third factor.  It deals with an 

individual‟s level of understanding his/her own awareness of their own culture, values, 

and how their own culture and values may interact with economic, racial, and ethnic 

groups „that are not like their own.‟  This factor yielded five items.  The reliability was  

α = .89. 
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The mean for this factor was 24.02; the standard deviation was 3.96; the 

minimum and maximum ranges were 29.00 - 72.00; the skewness was -.632 and the 

kurtosis was .670.  This factor accounted for 5.28% of the variance and generated five 

items (see Table 2).  Communalities ranged from .404 - .634 (see Table 1).  Item factor 

ranges were .44 - .68.  The items in this factor cover elements such as awareness of one‟s 

own economic, racial, and economic background, personal value systems, and awareness 

of one‟s own ethnic and racial background and how it may impact one‟s planning efforts 

for youth programs.  Some of the items for this factor are inclusive of the following:  “I 

am aware of how my value system impacts how I plan “and “I know how my own 

racial/ethnic background influences how I design programs.”  High scores on this factor 

would indicate that the youth development professional is aware of how their personal 

ethnic, racial, and economic background affects their program planning and design. 

Cultural Knowledge 

The second factor, Cultural Knowledge explained 4.63% of the variance and 

produced 12 items (see Table 2).  The mean was 55.00; the standard deviation was .617; 

the minimum and maximum ranges were 29.00 - 72.00; the skewness was -.305 and the 

kurtosis was -.656.  Item factor ranges were .48 - .84.  Communalities for this factor 

ranged from .492 - .760 (see Table 1).   The reliability was α = .90. 

This factor assesses the cultural knowledge of the professional and 

paraprofessional.  The dimensions covered by this factor include:  exploration of cultural 

differences, reading educational information about ethnicity/race, valuing ethnic and 

racial differences, and studying the history of various racial and ethic groups.  Some of 

the items included in this factor include:  “I value learning about other cultures” and “I 
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have studied the history of the various racial/ethnic groups in my service area.”  High 

scores on this factor indicate a high degree of cultural knowledge regarding the racial, 

ethnic, and economic groups in the youth development practitioner‟s service area.   

Cultural Accountability 

       The fourth factor was Cultural Accountability (CA).  This factor yielded five items 

and the variance was 4.04% (see Table 2).  The mean for this factor was 19.15; the 

standard deviation was .345; the minimum and maximum ranges were 5.00 - 30.00; the 

skewness was -.195 and the kurtosis was -.244.  The item ranges for this factor were .54 - 

.78.  Communalities ranged from .356 - .713 (see Table 1).  The reliability for this factor 

was α = .84 

        Some of the aspects of this factor consisted of the practitioner‟s accountability 

regarding whether various racial, ethnic, and economic groups‟ change (knowledge, skill, 

and behavior) as a result of participation in youth development programs.  Items that 

loaded on this factor included elements such as outcomes related to reports of behavior 

change as a result of program participation and the practitioner‟s level of cultural 

awareness increasing as a result of being mentored by a racial or ethnic minority.  Some 

of the items that loaded on this factor consisted of the following:  “racial/ethnic 

minorities have reported increases in skills as a result of participating in my program” 

and “my level of cultural awareness has increased as a result of being mentored by a 

racial/ethnic associate”.  Individuals scoring high on this factor would have program 

outcomes that produced change in a range of racial, ethnic, and individuals at various 

economic levels as a result of program participation.  A low score on this factor indicates 

that the outcomes would not be high in racial and economic groups. 
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Cultural Program Implementation and Evaluation 

Regarding the fifth factor, Cultural Program Implementation and Evaluation 

(CPIE), seven items loaded on this factor.  This factor variance was 3.31% with seven 

items (see Table 2).  The mean for this factor was 25.78; the minimum and maximum 

ranges were 9.00 - 42.00; the standard deviation was .459; the skewness was -.019 and 

the kurtosis was -.632.  The item factor ranges were -.40 -  -.75.   Communalities ranged 

from .459 - .672 (see Table 1). The reliability was   α = .94. 

The various items that were a part of this factor include content such as 

integration of research-based practices, studying various culturally appropriate evaluation 

methods, and programs that intentionally meet the needs of individuals living in poverty.  

Some of the items that were a part of this factor included:  “My evaluation methods are 

culturally sensitive” and “I integrate research-based practices when implementing 

programs for individuals from various income levels.”  Scoring high on this factor would 

indicate that the professional or paraprofessional would possess cultural programming 

practices that would include program implementation and program evaluation.  Scoring 

low on this factor specifies that the practitioner would not possess cultural programming 

practices inclusive of programming implementation and program evaluation.  

The Williams-Proctor Cultural Competence Scale 

 The total scale has been named the Williams-Proctor Cultural Competence Scale.  

The scale accounts for 56% of the variance based on analysis of the data (see Table 3).  

There were 44 items identified with absolute factor loadings ranging from .40 - .84.   The 

compiled factors for this scale would need to be reliable in order to be useful to the youth 
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development practitioner.  The overall reliability was α = .964.  The next section reviews 

the relationship of scale scores to demographic variables. 

Discriminant and Convergent Validity Estimates 

 In this study five questions were posed by the researcher to investigate convergent 

and discriminant validity across anticipated subscales (awareness, knowledge, skills, and 

others) associated with the development of cultural competence. It is important to assess 

the degree to which ascertained subscales relate to existing measures purported to be 

related and unrelated to the construct of cultural competence. In this study two existing 

measures, the Universe-Diverse Orientation (UDO) Scale and the Marlowe-Crowne 

Social Desirability Scale (MCSF-11), were used to examined convergent and 

discriminant validity.  

The Universe-Diverse Orientation (UDO) Scale (MGUDO; Miville, Roman, 

Johnson, & Lone 2004) was assessed among participants to provide an estimate of 

convergent validity.  It was expected that significant correlations would exist between 

UDO subscales and the WPCCS.  Overall, the UDO evidenced significant positive 

correlation with the total score of the WPCCS (r =.30, p<.01, see Table 4).  In addition, 

most of the subscales of the WPCCS demonstrated significant correlations with the UDO 

subscales with the exception of the Cultural Accountability subscale. WPCCS Factor 1: 

Cultural Skill is significantly negatively correlated with Relative Appreciation and 

Comfort with Differences (r = -.23 and -.23 respectively) and the total UDO scale (r = -

.13) which indicates that participants with a high level of skill in working with 

racial/ethnic minorities and low socioeconomic individuals manifest acceptance of 

differences and similarities among individuals as well as a level of comfort with 
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culturally diverse individuals.  A similar relationship exists between Cultural Skill and 

the total UDO score.   

The WPCCS Factor 3: Personal Cultural Awareness was found to be significantly 

positively correlated with the three subscales and total scale of the UDO (r = .27, .16, .16. 

and .24, respectively). Such empirical significant correlations suggest that participants 

who exhibit a high level of personal cultural awareness are likely to feel comfortable, to 

have diverse contact with individuals and demonstrate relativistic appreciation towards 

others from similar and different cultural backgrounds. In regards to WPCCS Factor 2: 

Cultural Knowledge was found to have moderately high positive significant correlations 

with the subscales and total scale of the UDO (r = .61, .41. .41, and .36, respectively) 

which may indicate that participants with high level of cultural knowledge about the 

target populations are more likely feel culturally comfortable, acknowledge relativistic 

appreciation, and experience diverse contact with individuals from similar and different 

cultural backgrounds than the participant.  

In regards to WPCCS Factor 4: Cultural Accountability, there was a significantly 

positive correlation between diverse contact (r = .36) and the total UDO (r = .28).  Unlike 

the previous three WPCCS factors, the participants who score high on the Cultural 

Accountability subscale are more likely to report achieved program outcomes for 

racial/ethnic minorities and individuals at various economic levels who participate in 

their programs.  Results further suggest that these participants who scored high on 

Cultural Accountability also evidence significant interpersonal contact with others similar 

and different from themselves as well as a universe-diverse orientation in their 

perspective about others.  Finally, WPCCS Factor 5: Cultural Program Implementation 
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and Evaluation was found to be significantly positively correlated with each UDO 

subscale and the total scale (r = .43, -.21, -.21, .30, respectively).  Such results suggest 

that participants who score high on Cultural Program Implementation and Evaluation 

appear to experience comfort, relativistic appreciation, and interpersonal contact with 

culturally diverse others thereby demonstrating a universe-diverse orientation in their 

worldview. Pearson product-moment correlation coefficients among the WPCCS and the 

UDO subscales and the total scale score are presented in Table 4. 

The Marlowe-Crowne Social Desirability Scale (MCSF-11) was assessed among 

participants to provide an estimate of discriminant validity in relationship to the WPCCS.  

It was expected that the correlations between the subscales and total scale score of the 

and the MCSF-11 would be nonsignificant.  As expected, the MCSF-11 was not 

significantly correlated with three of the WPCCS subscales (Cultural Knowledge, 

Personal Cultural Awareness, and Cultural Accountability) or with the WPCCS total scale 

score (r = .05, -.09, -.03, and .09, respectively, p = ns).  Unexpectedly, the MCSF-11 was 

significantly positively correlated with two WPCCS subscales: Cultural Skill and Cultural 

Program Implementation and Evaluation (r = .14, p < .05 and .18, p < .01, respectively).  

Pearson product-moment correlation coefficients among the MCSF-11 and the WPCCS 

subscales and the total scale score are presented in Table 4. 

Relationship of Scale Scores to Demographic Variables 

 Demographic variables were examined in terms of subscales in order to determine 

which demographic characteristics were correlated with factors of cultural competence in 

serving youth.  ANOVA was performed for the gender variable.  Results from an analysis 

of variance with gender (see Table 7) as the independent variable and the five WPCCS 
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factors as dependent variables were statistically significant, Wilks‟ lambda = .94, F (5, 

246) = 3.01, p < .01.  Univariate tests and mean examinations revealed that significant 

differences in Cultural Skill, F (1, 564) = 3.90, p < .05 and Cultural Accountability, F (1, 

157) = 5.19, p < .05.  For the Cultural Skills domain of cultural competence, males (M = 

68.72) scored higher than females (M = 65.14).  Similarly, for the Cultural 

Accountability domain of cultural competence, males (M = 20.58) scored higher than 

females (M = 18.69).  ANOVA results were significant for gender. 

  Multivariate analysis variance (MANOVA) was performed on five dependent 

variables of the WPCCS subscales.  Independent variables were participants‟ (a) 

geographic region (see Table 5); (b) number of diversity workshops attended (see Table 

6); (c) type of community-based youth organization (see Table 7); (d) subscales for 

gender (See table 8). Results for all independent variables were significant: geographic 

region, Wilks‟ lambda = .89, F (10, 502) = 2.89, p < .01; number of diversity workshops, 

Wilks‟ lambda  = .87, F (10, 504) = 3.63, p < .001; type of community-based youth 

organizations, Wilks‟ lambda = .86, F (10, 490) = 3.73, p < .001. 

 ANOVA results were significant for gender.  Wilks‟ lambda = .86, F (10, 490) = 

3.78, p < .001.  Multivariate analysis of variance (MANOVAs) was conducted in order to 

examine demographic differences across dependent variables. Significant differences 

were found among several dependent variables.  Specifically for geographic locales, 

urban (M = 58.68) participants demonstrated significantly higher levels of Cultural 

Knowledge, F (2, 738) = 7.85, p < .001 than rural (M = 52.67) and suburban (M = 54.89) 

participants, respectively.  Urban (M = 20.54) participants also demonstrated 

significantly higher levels of Cultural Accountability, F (2, 131) = 4.33), p < .01 than 
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rural (M = 18.04) participants.  Among the urban group the differences were important.  

Those in urban centers may have greater exposure to diverse populations.  Give that, they 

may have greater requirement to be more culturally accountable.  The post hoc results 

indicated no significant difference between groups.   

When considering the number of diversity workshops attended by participants, 

MANOVA results showed significant differences were found across the five domains of 

cultural competence among professionals and paraprofessionals in youth development 

(see Table 6).  For the number of diversity workshops attended, the greatest difference for 

all the domains was among the groups who had none or just one workshop and those who 

attended two or more workshops.  For cultural skill, there was a significant group 

difference between participants who attended one (M = 64.37) versus two or more (M = 

69.25) workshops.                      . 

  In regards to type of community-based youth organization, the MANOVA found 

a significant difference for three domains of cultural competence (Cultural Skills and 

Cultural Knowledge) among professionals and paraprofessionals in youth development 

(see Table 7).  There was a significant difference between the YMCA, the Girl Scouts 

and 4-H for the Cultural Skills and Cultural Knowledge.  In both cases, 4-H practitioners 

(M = 61.27 and M = 51.04) scored lower than both YMCA (M = 67.51 and M = 56.82) 

and Girl Scouts (M = 69.31 and M = 56.28) in relationship to Cultural Skills and Cultural 

Knowledge respectively.      

 

 

 

Summary 
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 The initial estimates of validity and reliability for the WPCCS indicate that it was 

reliable and valid.  The overall reliability estimates were based on Cronbach alpha 

(α=.964).  Each individual scale indicated estimates of reliability; reliability indicates the 

consistency of a set of measures in scale development. 

 Estimated validity was indicated through convergent and discriminant validity.  

The convergent validity was assessed through the MCSDS-S.  The overall convergent 

validity estimates for the WPCCS were .302; this indicates significance.  As well, the 

instrument measures a similar construct that the MCSDS-S is measuring.  For convergent 

validity, there were no significant relationships.  This indicates that the WPCCS had no 

significant relationship with the MCSF-11; this means that the WPCCS did not converge 

with the MCSDS-S.  Participants did not respond in a socially desirable manner. 

 For most of the subscales of the WPCCS and the MCSDS-S there was a significant 

correlation.  The exception was the Cultural Accountability subscale (WPCCS) 

correlation results with the Relativistic Appreciation subscale (r = -.09) and the Comfort 

with Differences (r = -.09).  There was no significant correlation between those subscales. 
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Chapter V 

Discussion and Implications 

The purpose of this study was to develop a scale to assist youth development 

professionals and paraprofessionals to measure their level of cultural competence.  The 

WPPCS was developed; the results indicate initial validity and reliability.  The study 

resulted in five factors with 44 items.  The scale captures cultural competence as it relates 

to Boone‟s Programming Process Model (1985/2003) and Sue and Sue‟s Cultural 

Competence Model (2003). 

Discussion 

Scale Multidimensionality 

Question one was, is the Williams-Proctor Cultural Competence Scale (WPCCS) 

reliable?  The WPCCS was determined reliable and supported through factor analytic 

techniques.  The initial factor rotation produced evidence that the sample was adequate 

for this type of analysis and that the scale was indeed factorable.  The Kaiser-Meyer-

Olkin (KMO) indicated that the sample was adequate.  The initial factor extraction 

revealed eight factors with eigenvalues greater than one; this accounted for 69% of the 

variance in the correlation matrix.  This indicates that the WPCCS does not appear to be a 

unidimensional construct.  The additional 16 rotations that were conducted established 

multiple indices supporting the WPCCS‟s multidimensionality.  A study conducted by 

D‟Andrea, Daniels and Heck (1991) produced a multidimensional construct; it was the 

Multicultural Awareness, Knowledge, and Skills Scale (MAKSS, 1991).    The Cross-

Cultural Counseling Inventory-Revised was produced by LaFramboise, Coleman, and 

Hernandez (CCCI-R, 1991).  Further, the Multicultural Teaching Competency Scale 

(MTCS), a multidimensional scale was developed by Spanierman, Oh, Heppner, Neville, 
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Mobley, Wright, and Dillon (2007).  In summary, the WPCCS was found to be 

multidimensional.  This denotes that, at least assessed by this scale, that cross-cultural 

competence cannot be conceptualized as a unidimensional construct. 

Scale Dimensions 

 The exploratory factor analysis did determine that the factors were consistent with 

previous measures of cultural competence.  The factors that emerged were related to: 

awareness, knowledge, and skills for the WPCCS.  Two additional factors emerged that 

are specific to the field of youth development:  cultural program implementation and 

evaluation and cultural accountability.  The factors emerged through psychometric 

evaluation of the WPCCS.  These five factors will be discussed further. 

Explanation of the Dimensions 

 The Cultural Skill (CS) factor refers to the complex skill set that youth 

development professionals and paraprofessionals should possess to have a successful 

program that has an impact on racial/ethnic minority as well as those who are living in 

poverty (see Table 1).  This subscale includes items such as:  “I have the skills to 

implement successful programs regardless of the racial/ethnic make-up of the group”; “I 

am able to develop program content that meets the needs of racial/ethnic groups in my 

service area; and, I possess the skills to attract diverse participants in my program.”  This 

myriad of complex skills is necessary as indicated by the population change that the 

United States is experiencing and this population change will continue to increase.  By 

2050 the minority population is projected to be the majority.   According to population 

growth statistics of the U.S. Department of Commerce (1996), the White/Caucasian 

population will grow by a rate of 7%; the Latino/Hispanic and the Black/African-
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American population combined will grow by 129% (Day, 1996)   Additionally, the 

racial/ethnic groups with the highest projected population growth will be the Hispanic-

origin and the Asian and Pacific-Islander groups (Day, 1996).  It will be important to 

posses the skills necessary to meet the needs of the population that will inhabit this 

country.  These changes in the demographics of the United States will have to be 

addressed by educators specifically, as well as professionals in other professions (Caslin 

& Parks, 2002). 

 For the past 30 years there has been a proliferation of youth development 

programs.  This is due in part to the increased need for after school programs and 

programs necessary to meet the needs of youth during out-of-school hours.  These 

programs are set in a series of domains ranging from community, to school, to the 

workplace (Catalano, Berglund, Ryan, Lonczak, & Hawkins, 1998).  This supports the 

need for a Cultural Skill subscale.  

 Finally, the content and underlying dimension of Cultural Skill with the 

theoretical view that the United States has a Euro-world view gives indication for the 

need for cultural competence. This view affects how we think, act, make decisions, and 

define our events. Cultural competency is focused at the individual level because of this, 

cultural competency can impact how organizations act, behave, and define organizational 

events.  Culturally skilled professionals and paraprofessionals could seek out educational 

training experiences that enhance their understanding and efficiency in working with 

culturally different populations (Sue, et. al, 1998; Lynch and Hansen, 1998).   

 The Cultural Knowledge factor appears to assess a level of knowledge a youth 

development professional and paraprofessional should have to understand the various 
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cultures he or she may be responsible for in their respective program area.  The items 

appear to tap willingness to explore cultural differences, willingness to learn about 

various cultures, and valuing various cultures and ethnicities.  

 The Cultural Knowledge subscale may be understood by review of the Sue and 

Sue Counseling the Culturally Diverse:  Theory and Practice (2003).  According to Sue 

and Sue (2003), the competent professional possesses specific knowledge and 

information about a certain group for which he or she may be responsible.  As well, the 

culturally competent individual has a good understanding of the sociopolitical systems in 

operation in the United States; this is important when providing interventions (programs) 

for “marginalized” groups in this society (Sue & Sue, p. 21).  The culturally competent 

professional and paraprofessional would acknowledge their attitudes, beliefs, and feelings 

regarding people who are a different race or ethnicity from their own. 

 The Cultural Knowledge factor taps into the knowledge that the professional may 

need to possess to be culturally competent.  The culturally competent practitioner would 

need to know information concerning the racial/ethnic and economic groups that he/she is 

responsible for providing services.  The culturally competent professional and 

paraprofessional would read educational information concerning racial/ethnic and 

economic groups; they would study the value system of racial ethnic groups; and 

challenge their own belief system regarding racial/ethnic and economic groups for which 

they would have responsibility. 

 The third factor, Personal Cultural Awareness, appears to measure one‟s level of 

personal awareness, knowing and understanding their own values, attitudes, and beliefs 

regarding racial and ethnic individuals.  Personal cultural awareness has an impact on 
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how the professional plans and designs their programs.  Planning is the second phase in 

the programming process and it impacts all the subsequent processes; assessment is the 

first phase in the programming process.  The subsequent processes include: design and 

implementation, and evaluation and accountability (Boone, 1985; Boone et. al, 2003). 

According to Sue et. al (1998), the culturally competent professional is aware of their 

own cultural background experiences, attitudes, values, and biases.    

 The Cultural Accountability factor seems to assess ones abilities regarding 

educational accountability and the professional or paraprofessional‟s ability to produce 

change in the lives of racial and ethnic program participants.  As well, it measures a level 

of cultural awareness that the professional or paraprofessional has attained.  Our cultural 

conditioning and how we approach our work, is reflected in our work with culturally 

different groups (Sue & Sue, 2003).  Culturally competent professionals and 

paraprofessionals are aware of their own cultural conditioning.  It can be further stated 

that self-awareness is reflected in beliefs and attitudes, knowledge, and skills.      

This subscale is at the personal level for the professional and paraprofessional; the youth 

development practitioner scoring high on this subscale would be exhibiting a high level 

of cultural accountability in relation to race, ethnicity, and economic status of participants 

in their programs. 

Limitations 

This instrument only examined the cultural competence of professionals and 

paraprofessionals as it relates to the race, ethnicity, and economic status of youth and 

volunteers.  This cultural competence measure was not to measure other marginalized 

groups in this country (i.e. older adults, persons with disabilities, and LGBT).   Some of 
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the marginalized groups or issues include older adults, persons with disabilities, and 

sexual orientation.   

Structural Equation Modeling (SEM) could be done as a next step to confirm and 

determine model validity.  The items could be tested to determine if they fit the model. 

Conclusions 

 Based on the study assumptions and limitations the following can be stated 

concerning the instrument.  The WPCCS in its initial development is estimated to be 

reliable and valid for youth development professionals and paraprofessionals who 

function in community-based programs. The WPCCS in its initial development is 

estimated to be valid for youth development professionals and paraprofessionals who 

function in community-based programs.  The WPCCS, when used, needs to be used in 

whole not in part to maintain the integrity of the reliability and validity estimates. 

The development of this instrument should be beneficial to youth development 

practitioners to self-assess their level of cultural competence.  The instrument is 

psychometrically sound, which is critical to the development of instruments that are 

reliable, valid, and useful. 

Implications 

It is important for the practitioner to self-assess their skill set regarding cultural 

competence and adjust his or her skills for the benefit of the clients or participants.  If 

individuals self-assess their own skills, attitudes, and behaviors it will have an impact on 

organizations to meet the needs of the clientele they are charged to serve.  Cultural 

competence is an element that affects the efficiency of a program or organization.  This 

assessment may be done at all levels of the organization.  This is especially important due 
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to the changing demographics in the U.S.  According to the National Center of Cultural 

Competence (NCCC, 2002), it is important for administrators and service practitioners to 

assess their attitudes, policies, practices, and structures in an effective and systematic way 

to incorporate cultural competence in an organization.  The professional or 

paraprofessional should infuse or address the race/ethnic and economic levels of 

participants in training sessions offered to volunteers to ensure delivery of culturally 

appropriate services. 

 The construct of cultural competence is necessary to meet the needs of a diverse 

social structure.  It is a construct rooted in both the psychological domain and the applied 

arena.  This instrument could be used in the field to train staff to improve service to low 

income and ethnic/racial youth in the U.S.  Boone et. al (2002) states that practitioners 

should understand program participants where motivations and value systems differ from 

the norm.  Cultural competence demonstrates that practitioners through knowledge, 

awareness, and skills could overcome the seeming perplexing challenge of reaching, 

educating, or meeting the needs of a diverse population or the disadvantaged segments of 

society. 

 The practitioner, through the WPCCS survey can self-assess their cultural 

competence and take action to change or improve their level of cultural competence to 

meet the needs of the audience or public for which they may be responsible.  The catalyst 

for change would require training, further education, or greater accountability in the area 

revealed by the self-assessment.   

 This study would have implications for the professionals and paraprofessional, 

they will have the capability to self-assess.  As well, there will be implications for the 
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organization.  As individuals with an organization become more culturally competent, so 

does the organization.  Arredondo (2002) stated: 

  For organizations, cultural competency is a goal and a 

  developmental process, desligned primarily for the clients 

                        being served.  Organizational competence is built on a  

                        philosophy of inclusiveness and fairness, a sense of community,  

                        client and employee well-being, and ongoing learning and  

                        enrichment….  Cultural competence is the responsibility of organizational  

  administrators and the board of directors.  It is a life-long process 

                        (p. 2). 

Cultural competence is not only essential for individuals to be effective, but also 

for organizations to be effective, particularly, given the changing demographics of our  

Democratic societies as well as the increasing call for accountability by the funding or 

taxpaying public.  To respond and to achieve these goals, administrators are strongly 

encouraged to utilize the WPCCS as a means to assess cultural competence among 

professionals and paraprofessionals in the youth development field. 

 The WPCCS is a tool that can be used to change the service delivery for youth.  

The use of this instrument should be beneficial to youth development practitioners to 

self-assess their level of cultural competence.  When the instrument is use to self-assess 

the level of cultural competence, the organization could benefit when practitioners 

increase their level of cultural competence; the organization becomes more likely to 

increase capacity to impact change.  The instrument is psychometrically sound, which is 

critical to the development of instruments that are reliable, valid, and useful. 
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   Recommendations for Future Research 

The following suggestions for future research were identified in conducting the 

study.  This study represents initial validation; no one study indicates validity, further 

validation needs to occur.  While there are five factors, there is some concern for the 

cultural accountability factor.  The study should be conducted with other community-

based youth serving agencies such as the Boy Scouts and the Boys and Girls Clubs.  

Future studies could include a larger number of after school professionals and 

paraprofessionals, given the small representation in this study.  Though the numbers were 

small, some after school professionals participated in the study. 

Another possible development could deal with the use of observation as an 

assessment technique for cultural competence. An observational assessment form could 

be used to compliment the WPCCS.  An observer rating form completed by a supervisor 

based on skills could be developed.  This is a different measure from self-report; the 

WPCCS is a self-report measure.   

Further study and instrumentation for volunteers would be an avenue for further 

study; it may assist the professional with training needs to assist the volunteer who plans, 

designs/implements, and evaluates programs for youth.  In many youth development 

programs, volunteers serve as part of the “unpaid” staff that has direct contact with youth; 

the volunteers make significant contributions.  The validity and reliability could be 

assessed using the WPCCS.  This type of study could be a companion study. 

Further study should be done with the concept of Cultural Accountability.  There 

are various types of accountability that are requirements of the evaluation process such as 

financial accountability and learning accountability.  Cultural accountability, as a 
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component of cultural competence as measured by the WPCCS would entail the 

professional and paraprofessional accepting responsibility for the knowledge, behavioral, 

and skill changes of ethnically/racially and economically diverse audiences.   

Further validation is recommended using confirmatory factor analysis using 

structural equation modeling.  Structural equation modeling could be done as a next step 

to confirm and determine model validity. 
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Focus Group Consent Form 
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Informed Consent 

 

Your Involvement 

You have been asked to voluntarily participate in a study focus group for the 

“Assessing the Active Cultural Competence of Youth Development Professionals and 

Paraprofessionals.”  Your involvement in this study has no positive or negative bearing 

on your employment with your agency/organization.  Your involvement is totally 

voluntary.  A focus group is a research method of collecting information through group 

interaction. Your participation will require 90 minutes of your time. 

 

Purpose of the Study 

 

 The purpose of the study is to develop a survey that will assist youth development 

professionals and paraprofessionals measure their level of cultural competence.  The 

study will be in four phases.  This is the second phase of the study.  The survey study 

may be published in a research journal; however, no participant identifying information 

will be published. 

 

Procedure 

 

 Participation in this phase of the study will involve the following two 

components: 
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 Participation in a focus group to discuss ethnicity, race, and cultural competence.  

This segment will be taped. This discussion will last approximately 30-35 

minutes.   The taped information will be retained for at least a three (3) year 

period.  No names will be used or connected to any printed form of this research.   

The dates and notes from the focus group will be stored in the investigators office 

in a locked file. 

 

 Participate in a focus group discussion of survey items that will measure the 

cultural competence of youth development.  Each participant will view 137 

survey items and rate each item according to the items application to his/her 

professional or paraprofessional position/role.  The ratings will be done on a 

rating scale and turned into the investigator at the end of the focus group session. 

This discussion will last approximately 45-50 minutes. 

 

Benefits/Risks 

 

 Your participation will assist in the development of an instrument that will help 

youth development professionals and paraprofessionals measure their level of cultural 

competence. 

If you participate, and wish to participate in a drawing, your name will be placed in a 

drawing for one of four $25.00 Wal-Mart gift cards.  The drawing will take place at the 

conclusion of the three (3) focus groups.  They will be mailed to the winners by May 31, 

2006. 
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 There are no foreseen risks to the participants in this study. 

 

 

Your Rights 

 You have the right to withdraw from this study at any point.   

 Your withdrawal will not affect your name being placed in the drawing; it will be 

placed in the drawing, if you desire. 

Contact Information  

 If you have any questions after your focus group participation, please feel free to 

contact Bonita Williams, student investigator at 573-632-6762.  My advisor is Dr. Bob 

Stewart.  You may also contact the University of Missouri-Columbia Institutional Review 

Board (IRB) for any questions or concerns concerning human subjects research at 573-

882-9585. 

Participant Statement 

 This study has been explained to me; and, I have been given contact information.  

I volunteer to take part in this focus group.  I may contact the student investigator at 573-

632-6762.  The student‟s advisor is Dr. Bob Stewart.  If I have questions or concerns 

concerning human subject‟s protection I may contact the University of Missouri-

Columbia Institution Review Board at 573-882-9585. 

1). Participant signature: (Please sign in ink) 

______________________________________ 
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2). Participant‟s printed 

name__________________________________________________ 

 

3). Date___________________   

 

4). I would like to participate in the drawing (initials) ___________ 

 

5). If you would like to be included in the drawing, please include your e-mail 

address: 

_____________________________________________________________________ 
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Appendix B 

Focus Group Protocol and Interview Questions 
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Introduction 

 

Introduce facilitator and thank the participants for their willingness to participate.  

Bonita Williams will serve at the facilitator. 

There are two purposes of this study:  

The first is to discover how you as a youth development professional or 

paraprofessional think about race, ethnicity, cultural competence and your programming 

process.  The second is to allow you to discuss and rate the items of a survey, in its 

current state that will be used to measure cultural competence of youth development 

professionals and paraprofessionals. 

Informed Consent 

The facilitator will pass out and explain the consent form. 

The Procedure 

Everything you say will he held confidential, and your names and any other 

personal identifiers will not be used and will not be used in any part of the survey or 

future documents.  It will be tape recorded and transcribed.  The transcribed notes will be 

incorporated in to the survey that you will review.     

We only have 90 minutes; so, from time to time I may have to interrupt to insure 

things move along.  As well, it will be important that we hear from everyone who wishes 

to speak and share comments.  For the first part of the focus group meeting, we will meet 

for about 30-35 minutes. 

We will take a five-ten minute break and then proceed to the second part of the focus 

group meeting.  The second part will last approximately 45-50 minutes. 
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First Question 

When you think of race, what do you think about? 

Second Question 

When you think of ethnicity, what do you think about? 

Third Question 

What comes to mind when you think about race relations in this country? 

Fourth Question 

What comes to mind when the term cultural competence is used? 

Probe 

How is cultural competence important to your work? 

Fifth Question 

What process do you use when you carryout youth development programs from 

beginning to end? 

Probe 

Do you apply  a particular theory or common mode of practice?  If so what is that 

theory or common mode of practice? 

Sixth Question 

What process do you use to recruit volunteers for your program? 

Debriefing 

Thank you so much for your valuable participation.  I would like to restate that your 

comments today will be held confidential.  No part of what you share, this includes 

names or other identifying personal information will be used in any written form or 
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shared publicly.  The combined information from all the focus groups may be 

incorporated in the survey. 

I would like to afford you the opportunity for you to ask me any questions.  Do 

you have any questions? 
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Appendix C 

Marlowe-Crowne Social Desirability Scale 
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Marlowe-Crowne Social Desirability Scale 

 

Q120: It is sometimes hard for me to work if I am not encouraged. 

 1 TRUE 

 2 FALSE 

Q121: I sometimes feel resentful when I don't get my way. 

 1 TRUE 

 2 FALSE 

Q122: No matter who I'm talking to, I'm always a good listener. 

 1 TRUE 

 2 FALSE 

Q123: There have been occasions when I took advantage of someone. 

 1 TRUE 

 2 FALSE 

Q124: I'm always willing to admit it when I make a mistake. 

 1 TRUE 

 2 FALSE 

Q125: I sometimes try to get even rather than forgive and forget. 

 1 TRUE 

 2 FALSE 

Q126: I am always courteous, even to people who are disagreeable. 

 1 TRUE 

 2 FALSE 

Q127: I have never been irked when people expressed ideas very different from my own. 

 1 TRUE 

 2 FALSE 
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Q128: There have been times when I was quite jealous of the good fortune of others. 

 1 TRUE 

 2 FALSE 

Q129: I am sometimes irritated by people who ask favors of me. 

 1 TRUE 

 2 FALSE 

Q130: I have never deliberately said something that hurt someone's feelings. 

 1 TRUE 

 2 FALSE 
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Appendix D 

Miville-Guzman Diversity Universality Scale 
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Miville-Guzman Diversity Universality Scale (MGDS-S) 

 

Q105: I would like to join an organization that emphasizes getting to know people from different 

countries. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q106: Persons with disabilities can teach me things I could not learn elsewhere. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q107: Getting to know someone of another race is generally an uncomfortable expericence for 

me. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 
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Q108: I would like to go to dances that feature music from other countries. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q109: I can best understand someone after I get to know how he/she is both similar and different 

from me 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q110: I am only at ease with people of my race. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q111: I often listen to music of other cultures. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 
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 6 strongly agree 

 

 

Q112: Knowing how a person differs from me greatly enhances our friendship. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q113: It's really hard for me to feel close to a person from another race. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q114: I am interested in learning about the many cultures that have existed in this world. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q115: In getting to know someone, I like knowing both how he/she differs from me and is similar 

to me. 

 1 strongly disagree 

 2 Disagree 
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 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q116: It is very important that a friend agrees with me on most issues. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q117: I attend events where I might get to know people from different racial backgrounds. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 

Q118: Knowing about the different experiences of other people helps me understand my own 

problems better 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 
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Q119: I often feel irritated by persons of a different race. 

 1 strongly disagree 

 2 Disagree 

 3 disagree a little bit 

 4 agree a little bit 

 5 Agree 

 6 strongly agree 
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Appendix E 

Web-based Pilot Study Items 
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Youth Development Cultural Competence Assessment  

 

 

                                                                                               Completed      

 

  

Please read the Informed Consent Statement before proceeding by clicking here 

  

If you understand the Informed Consent Statement (see link above), please  

click 'yes' below.  By doing so you understand and agree to participate.  

    - I understand the information shared in this consent form.  

    - I voluntarily agree to participate in this study.  

- I will allow the results to be used for the research purposes outlined  

- in the consent.  

  

  

 
Yes, I agree to participate in this consent form 

  

 
No, I do not wish to participate in the study 

 

  

 

http://rennierassociates.com/YDCCA/
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<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

QuestionWeb.com Disclaimer 

 

 

 

 

Youth Development Cultural Competence Assessment  

 

 

                                                                                                    Completed      

 

  

 

DIRECTIONS:  This survey will help us better understand the cultural 

competence of youth development professionals and paraprofessionals 

like yourself.  It is designed for an individual who assess, design and 

  

http://www.questionweb.com/qw/disclaimer.htm
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implement; and evaluate programs, as well, those who  

train volunteers.  

Your frank and candid responses concerning your experience as you carry  

out your program will be appreciated.  When responding, think about your  

service area of responsibility during the past year.  

Duration:  It will take approximately 30-35 minutes to complete this survey.  Please keep track of the  

time it takes for you to complete the survey from start to finish.  

Benefit:  At the end, if you are interested in your name being entered in the drawing, please  

e-mail the survey and your contact information back to Bonita Williams.  

Section III:  You will need the demographic information for the programming area you are  

responsible for.  You will need information from your last year-end report or from the most  

current census data.  You will need to report percentages of the racial/ethnic make-up and the  

income data of your program area (state, region, county, or local).  Please secure that information 

 to complete section three.  

 

 

 

<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  
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QuestionWeb.com Disclaimer 

 

 

 

 

 

 

 

 

 

 

 

Youth Development Cultural Competence Assessment  

 

 

                                                                                                         Completed      

 

  

Section I - Demographic Data 

  

2.  Gender 

  
  

  

http://www.questionweb.com/qw/disclaimer.htm
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Select One
 

  

3.  What is your age? 
 

 

  years 
 

  

4.  Race/ethnicity: 

  

  

 
African-American/Black    

Caucasian-White 

  

 
American Indian/Native American    

Eskimo/Aleut 

  

 
Asian/Pacific Islander    

Latino/Hispanic 

  

 
Biracial/Multiracial    

  

 Other:   

  

5.  In what type of area do you live? 

  

  

Select One
 

  

6.  In what state do you live? 

  

  

Select One
 

  

7.  What is your zip code? 
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8.  What is your highest educational degree? 

  

  

Select One
 

 

 

 

<< Back
 

Finish Later
 

Next >>
 

 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

 

 

 

QuestionWeb.com Disclaimer 

 

 

 

Youth Development Cultural Competence Assessment  

 

 

http://www.questionweb.com/qw/disclaimer.htm
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                                                                                                Completed      

 

  

Section II - Occupational/Professional Information 

  

9.  What is your occupational level? 

  

  

Select One
 

  

10.  Which of the following best describes your current position? 

  

  

 
Educator    

Program Manager 

  

 
Professor    

Program Assistant 

  

 
Chief Executive Officer / Chief Operating Officer    

Director 

  

 
Researcher    

  

 Other:   

  

11.  By which of the following organizations are you employed?  (check all that apply) 

  

  

 
YMCA/YWCA 

  

 
After School Program (please list below) 
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Boy Scouts 

  

 
Other (please list below) 

  

 
4-H 

  

 
Boys & Girls Club 

  

 
Girl Scouts 

  

A.  Please list 'other' and after-school programs below: 

  

  

 

  

12.  In the past 12 months, I have participated in the following number of diversity workshops. 

  

  

Select One
 

  

13.  I have worked in youth development for _______. 

  

  

Select One
 

  

14.  I have worked with my current organization for ________. 

  

  

Select One
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<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

QuestionWeb.com Disclaimer 

 

Youth Development Cultural Competence Assessment  

 

 

                                                                                                             Completed      

 

  

Section III - Racial/Ethnic and Income Demographics 

  

We are asking the next two questions so that you will be better prepared  

to answer some upcoming questions. 

  

15. For this section, you will need to be familiar with the demographic information  

  

http://www.questionweb.com/qw/disclaimer.htm
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16. of your service area.  Please draw upon the most current census data for your  

17. service area or the information you submitted on your most recent reports.   

18. Complete both the racial/ethnic demographic section and the income  

19. demographic section.  Think about your work in your current position  

20. during the past 12 months or less if you have not held your current position  

21. for 12 months.  The total percentages should equal 100%. 

  

 

 % African-American/Black (Non-Hispanic)   

 % American Indian/Native American (Tribal Affiliation)   

 % Asian/Pacific Islander (i.e., Chinese American)   

 

% White European American (i.e., Jewish American, German 

American) 
  

 % Latino American/Hispanic (i.e., Mexican, Cuban)   

 % Biracial/Multiracial (i.e., Mexican American, Chinese American)   

 % Other   

 

 

 

<< Back
 

Finish Later
 

Next >>
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© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

QuestionWeb.com Disclaimer 

 

 

 

Youth Development Cultural Competence Assessment  

 

 

                                                                                                        Completed      

 

  

16.  Please list the income demographic make-up of the area for which you are responsible.  List 

the percentage of households in that income bracket.  The total percentages should equal 

100%. 

  

 

 % Below $10,000   

 % $10,000 - $14,999   

 % $15,000 - $24,999   

  

http://www.questionweb.com/qw/disclaimer.htm
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 % $25,000 - $34,999   

 % $35,000 - $49,999   

 % $50,000 - $74,999   

 % $75,000 - $99,999   

 % $100,000 Plus   

 

 

 

<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

QuestionWeb.com Disclaimer 

 

 

 

 

 

http://www.questionweb.com/qw/disclaimer.htm
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Youth Development Cultural Competence Assessment  

 

 

                                                                                            Completed      

 

  

Section IV - Agree/Disagree? 

  

Throughout the survey you will find several terms,  

which are defined for you; please refer to the terms  

throughout the survey.  

Please keep the definitions of the following terms in your mind as you  

answer each item.  

Culture refers to the beliefs, values, traditions, ways of behaving, and language of any social group.  

A social group may be racial, racial/ethnic, or religious (Miville & Guzman, 2000).  

Cultural Norm refers to a belief, value, or an activity that is shared by specific members of  

a cultural group (Adler, 1994).  

Race refers to a sub-group of people possessing common physical or genetic characteristics.   

Examples include American Indian, Black, or White (Miville & Guzman, 2000).  

Racial/Ethnicity or Racial/Ethnic Group refers to specific social groups sharing a unique  

cultural heritage [i.e. customs, beliefs, language, etc.].  Two people can be of the same  

race [e.g. Asian], but be from different racial/ethnic groups [e.g., Korean American,  

Japanese American] (Miville & Guzman, 2000).  
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Income Group refers to a group defined according to their income status or income  

level (i.e. poverty level, middle income, etc.)  

Value is a quality or principle that is intrinsically esteemed.  

Country refers to groups that have been politically defined; people from these groups belong  

to the same government (e.g., France, Ethiopia, United States).  People of different  

races (White, Black, Asian) or ethnicities (Italian, Japanese) can be from the same  

country (United States).  

 

 

 

<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

QuestionWeb.com Disclaimer 

 

 

 

 

Youth Development Cultural Competence Assessment  
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                                                                                              Completed      

 

  

Section IV (cont'd) 

  

17. Indicate your level of agreement/disagreement with each of the following statements 

concerning your working during the past 12 months or less if you have not held  

18. your current position for 12 months. 

  

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I am aware of the specific 

racial/ethnic groups who have not 

been full participants in my 

program. 

       

 

I have studied the history of the 

various racial/ethnic groups in my 

service area. 

       

 

I feel comfortable communicating 

with racial/ethnic minorities 

residing in the various 
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neighborhoods in my service area. 

 

I am sensitive to cultures other 

than my own. 
       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I feel comfortable communicating 

with individuals who are living in 

poverty. 

       

 

I know how my value system may 

interact with the participants who 

are not in the same income group 

as mine. 

       

 

I am aware of the lack of impact 

that my national organization has 

had on various racial/ethnic 

groups. 

       

 

I am aware of various 

racial/ethnic groups in my area. 
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Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I have a clear understanding of 

my own values and beliefs. 
       

 

I understand how socioeconomic 

issues impact racial/ethnic groups 

in my service area. 

       

 

In the past 12 months, I have 

participated in racial/ethnic events 

(such as festivals, cultural history 

month celebrations etc...) other 

than my own racial/ethnic events. 

       

 

I have studied the value system 

of racial/ethnic groups. 
       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I understand why different 

cultures volunteer for my 

programs. 
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The program guidelines we set 

are inclusive of the values of 

racial/ethnic groups in my service 

area. 

       

 

I create learning experiences and 

opportunities for racial/ethnic 

volunteers in my service area. 

       

 

I am able to effectively mentor 

racial/ethnic volunteers. 
       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 
 

 

 

<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  
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QuestionWeb.com Disclaimer 

 

 

 

 

Youth Development Cultural Competence Assessment  

 

 

                                                                                                    Completed      

 

  

Section IV (cont'd) 

  

19. Indicate your level of agreement/disagreement with each of the following statements 

concerning your working during the past 12 months or less if you have not held your  

20. current position for 12 months.  Think about the demographic information you  

21. completed earlier regarding your service area. 

  

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I make an effort to include 

perspectives of racial/ethnic 

minorities in our decision-making 

       

  

http://www.questionweb.com/qw/disclaimer.htm
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process. 

 

When implementing programs, I 

build in flexibility to meet the 

learning style of culturally diverse 

groups. 

       

 

I have effectively developed 

strategies for recruiting 

racial/ethnic volunteers in my 

service area. 

       

 

I understand how my own cultural 

values interact with other 

racial/ethnic individuals. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I have a clear understanding of 

how the various racial/ethnic 

groups interact with each other in 

my service area. 

       

 

I am aware of how cultural 

differences may affect my 
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program planning. 

 

Click on 'slightly disagree' to the 

right. 
       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I am aware of how value 

differences may influence my 

program planning. 

       

 

I have the skills to implement 

successful programs regardless of 

the racial/ethnic make-up of the 

group. 

       

 

I am aware of how my own 

racial/ethnic background impacts 

how I plan programs. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 
 

 



 114 

 

<< Back
 

Finish Later
 

Next >>
 

 

 

© Copyright 2006 Bonita Williams.  All rights reserved.  

Questions? Comments? Contact Bonita Williams at 573.632.6762 or bewd74@mizzou.edu.  

 

 

 

QuestionWeb.com Disclaimer 

 

 

 

 

Youth Development Cultural Competence Assessment  

 

 

                                                                                                      Completed      

 

  

Section IV (cont'd) 

  

Indicate your level of agreement/disagreement with each of the following  

statements concerning your working during the past 12 months or less if you have  

not held your current position for 12 months.  Think about the demographic  
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information you completed earlier regarding your service area. 

  

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I am aware of how my own socio-

economic background impacts 

how I plan programs. 

       

 

I know what racial/ethnic 

minorities consider as 

disrespectful attitudes. 

       

 

I am aware of how my value 

system impacts how I plan 

programs. 

       

 

I know how my own racial/ethnic 

background influences how I 

design programs. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 I possess the ability to implement        
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effective strategies for individuals 

who are living at the poverty 

level. 

 

I know what racial/ethnic 

minorities consider as 

disrespectful behaviors. 

       

 

I utilize language that is culturally 

sensitive of individuals from 

various income levels. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I possess the ability to implement 

effective strategies in motivating 

racial/ethnic youth to participate 

in my program. 

       

 

Racial/ethnic minorities have 

reported increases in knowledge 

as a result of participating in my 

programs or workshops. 

       

 Racial/ethnic minorities have        
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reported increases in skills as a 

result of participating in my 

programs or workshops. 

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 
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                                                                                        Completed      

 

  

Section IV (cont'd) 

  

Indicate your level of agreement/disagreement with each of the following statements  

concerning your working during the past 12 months or less if you have not held your  

current position for 12 months.  Think about the demographic information you completed  

earlier regarding your service area. 

  

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 I value racial/ethnic differences.        

 

I am able to adapt my program to 

meet the expressed needs of 

racial/ethnic groups in my service 

area. 

       

 

I know how to assess the needs 

of various racial/ethnic groups. 
       

 

I am able to recognize 

racial/ethnic stereotypes. 
       

 

  



 119 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I understand the "lived 

experience" of racial/ethnic 

groups in my service area.  (Lived 

experience is related to the 

influences people encounter in 

life.) 

       

 

I value learning about other 

cultures. 
       

 

Racial/ethnic minorities have 

reported changes in behavior as a 

result of participating in my 

program or workshops. 

       

 

I have effectively developed 

marketing strategies to increase 

the participation level of 

racial/ethnic groups in my service 

area. 
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Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I understand the "lived 

experience" of poor people. 

 (Lived experience is related to 

the influences people encounter in 

life.) 

       

 

I am able to develop program 

content that meets the needs of 

racial/ethnic groups in my service 

area. 

       

 

I have the ability to assess the 

learning needs of racial/ethnic 

minorities. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 
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                                                                                                  Completed      

 

  

Section IV (cont'd) 

  

Indicate your level of agreement/disagreement with each of the following statements  

concerning your working during the past 12 months or less if you have not held your  

current position for 12 months.  Think about the demographic information you completed  

earlier regarding your service area. 
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Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 I value racial/ethnic differences.        

 

I am able to adapt my program to 

meet the expressed needs of 

racial/ethnic groups in my service 

area. 

       

 

I know how to assess the needs 

of various racial/ethnic groups. 
       

 

I am able to recognize 

racial/ethnic stereotypes. 
       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I understand the "lived 

experience" of racial/ethnic 

groups in my service area.  (Lived 

experience is related to the 

influences people encounter in 

life.) 

       



 123 

 

I value learning about other 

cultures. 
       

 

Racial/ethnic minorities have 

reported changes in behavior as a 

result of participating in my 

program or workshops. 

       

 

I have effectively developed 

marketing strategies to increase 

the participation level of 

racial/ethnic groups in my service 

area. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 

 

 

I understand the "lived 

experience" of poor people. 

 (Lived experience is related to 

the influences people encounter in 

life.) 

       

 

I am able to develop program 

content that meets the needs of 
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racial/ethnic groups in my service 

area. 

 

I have the ability to assess the 

learning needs of racial/ethnic 

minorities. 

       

 

     
Strongly 

Disagree 

Moderately 

Disagree 

Slightly 

Disagree 

Slightly 

Agree 

Moderately 

Agree 

Strongly 

Agree 
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Youth Development Cultural Competence Assessment  

 

 

                                                                                                  Completed      

 

  

Section V - Frequency of Behavior, Awareness and Skill Usage 

  

19. Indicate your level of belief in that the statement below describes your behavior  

20. concerning your work during the past 12 months or less if you have not held  

21. your current position for 12 months. 

  

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I use cross-cultural 

communication skills in working 

with key racial/ethnic 

stakeholders in my service area. 

       

 

In the past 12 months I have 

read articles or other educational 

information about various 

racial/ethnic minorities. 
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 I am multiculturally aware.        

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

In planning programs, I integrate 

culturally accepted norms of 

specific racial/ethnic groups in my 

service area. 

       

 

I am aware of my own 

racial/ethnic biases. 
       

 

I possess the skills to attract 

diverse participants in my 

program. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I develop programs that 

intentionally meet the needs of 
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individuals living at poverty level. 

 

My programs incorporate 

educational strategies that 

address the needs of individuals 

across income levels in my 

service area. 

       

 

My level of cultural awareness has 

increased as a result of being 

mentored by a racial/ethnic 

supervisor/manager or coworker. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 
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                                                                                                 Completed      

 

  

Section V (cont'd) 

  

Indicate your level of belief in that the statement below describes your behavior  

concerning your work during the past 12 months or less if you have not held your  

current position for 12 months. 

  

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I integrate research-based 

practices when implementing 

programs for various racial/ethnic 
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groups. 

 

My level of cultural awareness has 

increased as a result of being 

mentored by a racial/ethnic 

associate. 

       

 

When designing evaluations, I 

consider the value system of the 

racial/ethnic groups in my service 

area. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I have attended local community 

cultural events (such as festivals, 

cultural history month 

celebrations...) to increase 

knowledge about minority 

populations. 

       

 

My evaluation methods are 

culturally sensitive. 
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I integrate research-based 

practices when implementing 

programs for individuals from 

various income levels. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

In the past 12 months, I have 

read articles or other educational 

information regarding how 

poverty impacts lives of 

individuals. 

       

 Click on 'Frequently' to the right.        

 

My level of cultural awareness has 

increased as a result of attending 

diversity training. 
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Section V (cont'd) 

  

Indicate your level of belief in that the statement below describes your behavior 

 Concerning your work during the past 12 months or less if you have not held your  

current position for 12 months. 
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 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I have the ability to recruit 

minority participants to my 

program. 

       

 

I incorporate feedback provided 

by racial/ethnic individuals to 

improve my programs. 

       

 

I use culturally appropriate 

methods to evaluate my 

programs. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I posses the skills to retain a 

culturally diverse advisory 

committee inclusive of 

racial/ethnic minority members. 
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 I explore cultural differences.        

 

I challenge my own values and 

beliefs concerning cultural 

differences. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 

 

 

I possess the skills to recruit a 

culturally diverse advisory 

committee inclusive of 

racial/ethnic minority members. 

       

 

I have studied various culturally 

appropriate evaluation methods 

to get program feedback. 

       

 

  

 How well does the statement describe you? 

 
Not At All 

Not So 

Well 

Minimally 

Well 

Somewhat 

Well 

Moderately 

Well 

Extremely 

Well 
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                                                                                                      Completed      

 

  

Section VI - Describes You? 

  

20. Please indicate how descriptive each statement is of you.  This is not a test, so there  

21. are no right or wrong, good or bad answers. 
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strongly 

disagree disagree 

disagree a 

little bit 

agree a 

little bit agree 

strongly 

agree 

 

 

A.  In getting to know someone, 

I like knowing both how 

he/she differs from me and is 

similar to me. 

       

 

B.  I am only at ease with people 

of my race. 
       

 

C.  I would like to go to dances 

that feature music from other 

countries. 

       

 

     
strongly 

disagree disagree 

disagree a 

little bit 

agree a 

little bit agree 

strongly 

agree 

 

 

D.  Knowing how a person differs 

from me greatly enhances 

our friendship. 

       

 

E.  I often listen to music of other 

cultures. 
       

 F.  It is very important that a        
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friend agrees with me on 

most issues. 

 

     
strongly 

disagree disagree 

disagree a 

little bit 

agree a 

little bit agree 

strongly 

agree 

 

 

G.  I attend events where I might 

get to know people from 

different racial backgrounds. 

       

 

H.  Persons with disabilities can 

teach me things I could not 

learn elsewhere. 

       

 

I.  I can best understand 

someone after I get to know 

how he/she is both similar 

and different from me. 

       

 

     
strongly 

disagree disagree 

disagree a 

little bit 

agree a 

little bit agree 

strongly 

agree 

 

 

J.  Knowing about the different 

experiences of other people 
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helps me understand my own 

problems better. 

 

K.  It's really hard for me to feel 

close to a person from 

another race. 

       

 

L.  I often feel irritated by 

persons of a different race. 
       

 

     
strongly 

disagree disagree 

disagree a 

little bit 

agree a 

little bit agree 

strongly 

agree 

 

 

M.  I am interested in learning 

about the many cultures that 

have existed in this world. 

       

 

N.  I would like to join an 

organization that emphasizes 

getting to know people from 

different countries. 

       

 

O.  Getting to know someone of 

another race is generally an 

uncomfortable experience for 

me. 
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Section VII - True/False 

  

21.  Please indicate whether each item is true or false for you personally. 

  

     True False 
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A.  I have never been irked when people expressed ideas very different 

from my own. 
   

 B.  I sometimes feel resentful when I don't get my way.    

 C.  There have been occasions when I took advantage of someone.    

 

D.  There have been times when I was quite jealous of the good fortune of 

others. 
   

 E.  I am sometimes irritated by people who ask favors of me.    

 F.  I am always courteous, even to people who are disagreeable.    

 

     True False 

 

 G.  It is sometimes hard for me to work if I am not encouraged.    

 H.  No matter who I'm talking to, I'm always a good listener.    

 I.  I have never deliberately said something that hurt someone's feelings.    

 J.  I'm always willing to admit it when I make a mistake.    

 K.  I sometimes try to get even rather than forgive and forget.    
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Section VII - True/False 

  

21.  Please indicate whether each item is true or false for you personally. 

  

     
 

True False 
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A.  I have never been irked when people expressed ideas very different 

from my own. 
   

 B.  I sometimes feel resentful when I don't get my way.    

 C.  There have been occasions when I took advantage of someone.    

 

D.  There have been times when I was quite jealous of the good fortune of 

others. 
   

 E.  I am sometimes irritated by people who ask favors of me.    

 F.  I am always courteous, even to people who are disagreeable.    

 

     True False 

 

 G.  It is sometimes hard for me to work if I am not encouraged.    

 H.  No matter who I'm talking to, I'm always a good listener.    

 I.  I have never deliberately said something that hurt someone's feelings.    

 J.  I'm always willing to admit it when I make a mistake.    

 K.  I sometimes try to get even rather than forgive and forget.    
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                                                                                                       Completed      

 

  

Section VIII - Final Questions 

  

22.  Do you have any comments for the researcher now that you have completed this survey? 
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23.  Are you interested in being entered in a drawing for one of twenty $15.00 gift cards from Wal-

Mart?  (if yes, you'll need to provide your name, email address and state) 

  

  

 
Yes 

  

 
No 
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Youth Development Cultural Competence Assessment  

 

 

  

Thank you for participating in this important research project.  

Click the 'Send Answers' button below to finalize your responses.  
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Web-based Consent Form 
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Web-based Consent Form 

 

Cultural Competence Self-Assessment for Youth Development Professional Survey 

 

This survey instrument is a self-assessment tool, not a test.  There are no right or wrong 

answers.  All the information collected will remain confidential.  Currently, the survey is 

in the developmental stages; we are trying to determine if the survey is reliable and valid.   

It will take your honest input to determine the survey‟s validity and reliability.  Your 

responses are only for survey design research purposes. 

 

Informed Consent Statement 

 

The purpose of this study is to develop a valid and reliable instrument for youth 

development professionals and paraprofessionals to assess their level of cultural 

competence.  The researcher hopes that the voluntary input from youth development 

professionals and paraprofessionals will determine initial validity and reliability of the 

instrument so that it may be useful to other youth development professionals. 

 

This consent requests your voluntary participation and permission to allow the researcher 

to analyze the information you share through a statistical test called factor analysis.  The 

survey at this point will not be analyzed to assess your level of cultural competence, but it 

will be used to assess the “suitability” of each item for youth development professionals.   
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Your acceptance to voluntarily participate will involve minimal risk to you; the following 

procedures will be taken to insure your protection against all risks. 

 

Voluntary Participation 

 

1. Your participation is completely voluntary.  Your participation will not be tied to 

your job at all.  You have the right and the will to freely participate or not to 

participate.   

2. You have the right to withdraw from the study at anytime, and there will be no 

repercussions. All participant responses will be completely confidential.  Your 

data is accessible only to people with the correct log-in and password information; 

only the researcher will have access to this information. All data downloads from 

the QuestionWeb control panel are encrypted with a 128 bit Verisign certificate; a 

Verisign certificate has a secure web ID. 

3. All participant information will be held in complete confidence.  Your responses 

will only be available to the researcher.  Your name and identifying information 

will not be used in any reports, publications, or presentations; at no point will 

identities be revealed.  Responses will be reported as aggregate data. Data will be 

stored in a secure computer and a locked file in the researcher‟s office.  All data 

will be kept on file for a three year period.   
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Benefits 

 

1. The primary benefit will be the understanding that you assisted in developing 

a survey that will be useful in the field of youth development. 

2. Each participant, who is interested, will be eligible to enter a drawing for a 

single $15.00 Wal-Mart gift card. The name of twenty participants will be 

randomly drawn.  At the end of data collection the survey will request your 

name, address, telephone number, and e-mail address if you wish to 

participate in the drawing. You are not obligated to participate in the drawing. 

The twenty winners from the drawing will receive their gift cards via U.S. 

mail by January 31, 2007. 

 

Costs 

 

1. There is no monetary cost to participate in this survey.  Each participant will 

invest approximately 30-35 minutes of their time to participate. 

 

Contact Information 

 

  1.   If you have any questions or concerns regarding this research study or your   

participation, please contact Bonita Williams at 573-632-6762 or 

bewd74@mizzou.edu.  My dissertation chairperson is Dr. Bob Stewart, 

stewartb@missouri.edu.   

mailto:bewd74@mizzou.edu
mailto:stewartb@missouri.edu
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      2.   Please contact the University of Missouri-Columbia Institution Review Board 

(IRB)   

            regarding human participation in research.  The IRB Office contact 

information is:   

 

            483 McReynolds  

            University of Missouri  

            Columbia, MO 65211 

        573 882-9585 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q056  I have the skills to 

implement successful 

programs regardless of the 

racial/ethnic make-up of 

the group. 

.708     4.65 1.15 .555 

Q072  I am able to develop 

program content that meets 

the needs of racial ethnic 

groups in my service area. 

.684     4.38 1.03 .737 

Q069  I am able to adapt 

my program to the 

expressed needs of 

racial/ethnic groups in my 

service area. 

.670     4.53 .95 .693 

Q065  I possess the ability 

to implement effective 

strategies for individuals 

who are living in poverty. 

.606     4.38 1.20 .614 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q071  I know how to 

assess the needs of various 

racial/ethnic groups. 

.605     4.06 1.13 .625 

Q073  I have the ability to 

assess the learning needs 

of racial/ethnic minorities. 

.553     4.14 1.13 .621 

Q047  I feel comfortable 

communicating with 

racial/ethnic minorities 

residing in various 

neighborhoods. 

.549     5.01 .94 .482 

Q046  I am able to 

effectively mentor 

racial/ethnic volunteers. 

.543     4.42 1.19 .494 

Q063  I know what 

racial/ethnic volunteers 

consider as disrespectful 

behaviors. 

.522     4.16 1.13 .573 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q052  When implementing 

programs, I build in 

flexibility to meet the 

learning style of culturally 

diverse groups. 

.518     5.01 .94 .543 

Q039  I feel comfortable 

communicating with 

individuals who are living 

in poverty. 

.505     4.90 1.03 .436 

Q043  The program 

guidelines that we set are 

inclusive of the values of 

racial/ethnic groups in my 

service area. 

.503     4.67 1.14 .302 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q055  I have a clear 

understanding of how the 

various racial/ethnic 

groups interact with each 

other in my service area. 

.488     .408 1.14 .445 

Q086  I possess the skills 

to attract diverse 

participants in my 

program. 

.485     .423 1.14 .618 

Q062  I know what 

racial/ethnic minorities 

consider as disrespectful 

attitudes. 

.468     .419 1.11 .570 

Q098  I explore cultural 

differences. 

 .681    4.54 1.15 .643 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q080  In the past 12 

months I have read articles 

or other educational 

information about various 

racial/ethnic groups. 

 .662    4.48 1.37 .543 

Q035  In the past 12 

months I have read articles 

or other educational 

information about various 

racial/ethnic minorities. 

 .610    4.10 1.54 .419 

Q092  I have attended 

local community cultural 

events (such as festivals, 

cultural history month 

celebrations etc…) other 

than my own racial/ethnic 

events.    

 .557    3.95 1.54 .539 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q100  I challenge my own 

values and beliefs 

concerning cultural 

differences. 

 .520      4.51 1.20          .525 

Q093  In the past 12 

months, I have read articles 

or other educational 

information regarding how 

poverty impacts lives of 

individuals. 

 .493    -.421 4.11  1.54          .571 

Q081  I am multiculturally 

aware. 

 .493      4.78   .99          .620 

Q074  I value learning 

about other cultures. 

 .483      5.52   .72          .404 

Q040  I have studied the 

value system of 

racial/ethnic groups. 

 .482      4.15 1.32          .483 

Q075  I value racial/ethnic 

differences. 

 .458      5.46   .77          .436 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q 37  I have studied the 

history of the various 

racial/ethnic groups in my 

service area. 

 .450      4.05 1.29          .411 

Q038  I am sensitive to 

cultures other than my 

own. 

 .441      5.36   .69          .470 

Q058  I am aware of how 

my own socio-economic 

background impacts how I 

plan programs. 

  .839    4.83   .95          .714 

Q060  I know how my 

own racial/ethnic 

background influences 

how I design programs. 

  .821    4.66 1.11         .702 

Q059  I am aware of how 

my value system impacts 

how I plan programs. 

  .790     4.90   .88         .684 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q057  I am aware of how 

my own racial/ethnic 

background impacts how I 

plan programs. 

  .773     4.77 1.00         .579 

Q054  I am aware of how 

value differences may 

influence my program 

planning. 

  .483       4.85   .87         .492 

Q067  Racial/ethnic 

minorities have reported 

increases in skills as a 

result of participating in 

my program. 

   .783    4.16 

 

 

1.23       .760 

Q066  Racial/ethnic 

minorities have reported 

increases in knowledge as 

a result of participating in 

my program. 

   .744   4.12 1.23        .680 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q068  Racial/ethnic 

minorities have reported 

changes in behavior as a 

result of participating in 

my program. 

   .694   4.00 1.22        .713 

Q082  My level of cultural 

awareness has increased as 

a result of being mentored 

by a racial/ethnic 

superior/manager or 

coworker. 

   .538   3.45 1.70        .356 

Q089  My level of cultural 

awareness has increased as 

a result of being mentored 

by a racial/ethnic associate. 

   .537   3.15 1.71        .484 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q095   I integrate research-

based practices when 

implementing programs for 

individuals from various 

income levels. 

    -.750  3.79 1.39        .635 

Q090  When designing 

evaluations, I consider the 

value system of the 

racial/ethnic groups in my 

service. 

    -.685  3.63 1.29        .666 

Q094  I integrate research-

based practices when 

implementing programs for 

various racial/ethnic 

groups. 

    -.681  3.75 1.36        .672 
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Table 1 

 

Factor Matrix Loadings of the WPCCS:  Pattern Matrix, Means, Standard Deviations, 

and Communalities 

 

Items Factor 

 

 

 1 2 3 4 5 

 

Mean SD h
2
 

Q102  I have studied 

various culturally 

appropriate evaluation 

methods to get program 

feedback. 

    -.599  -3.03 1.38        .540 

Q096  My evaluation 

methods are culturally 

sensitive. 

    -.532  3.89 1.20        .619 

Q097  I use culturally 

appropriate methods to 

evaluate my programs. 

    -.506  3.75 1.24        .659 

Q084  I develop programs 

that intentionally meet the 

needs of individuals living 

at poverty level. 

    -.401  3.94 1.38        .459 

________________________________________________________________________ 
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Table 2 

WPCCS Factors and Total:  Mean, Standard Deviations, Skewness, Kurtosis, and Range 

 

 

 

N Mean Standard 

Deviation 

Variance Skewness Kurtosis Range 

WPCCS Factor 5  259 25.78 7.38 3% -.019 -.632 9.00-42.00 

WPCCS Factor 4 259 19.15 5.56 4% -.195 -.244 5.00-30.00 

WPCCS Factor 3 259 24.02 3.96 5% -.632 .670 29.00-72.00 

WPCCS Factor 2 259 55.00 9.93 5% -.305 -.656 29.00-72.00 

WPCCS Factor 1 259 66.25 12.13 39%         -.305 1.148 30.00-90.00 

WPCCS Total 259 190.19 32.13 56% -.121 -.687 116.00-263.00 
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Table 3 

 

Factor Variance Explained 

 

Factor Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation 

Sums of 

Squared 

Loadings 

 

 

 

       

 Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

     Total 

 

 

 

 

 

 

     1 17.610 40.023 40.023 17.192 39.073 39.073 12.026 

        

2 2.753 6.256 46.279 2.325 5.284 44.357 9.411 

        

3 2.459 5.589 51.868 2.037 4.629 48.986 8.493 

        

4 2.215 5.034 56.902 1.780 4.044 53.031 6.787 

        

5 1.839 4.179 61.081 1.454 3.305 56.336 8.735 

        

6 1.306 2.967 64.048     

        

7 1.181 2.684 66.731     

        

8 1.056 2.399 69.130     

 

_______________________________________________________________________
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Table 4 

Correlation between YDCC Factors, Universe-Diverse Orientation, and Social Desirability (N = 259) 

Measures CulSkill CulKnow PerCulAware CulAcct CulPIE YDCCTotal DiveCont RelAppre ComfDiff MCSDS Total MCSD 

CulSkill      _           

CulKnow .052      _          

PerCulAware .052 .484(**)     _         

CulAcct -.031 .487(**) .487(**)     _        

CulPIE .176(**) .660(**) .459(**) .521(**)      _       

YDCC Total .091 .855(**) .660(**) .690(**) .843(**)        _      

DivCont .028 .610(**) .267(**) .364(**) .434(**) .520(**)        _     

RelAppre -.229(**) -.409(**) -.163(**) -.090 -.213(**) -.313(**) -.313(**)        _    

ComfDiff -.229(**) -.409(**) -.163(**) -.090 -.213(**) -.338(**) -.313(**) 1.000(**)        _   

MCSDS-S Total -.134(*) .355(**) .238(**) .275(**) .302(**) .302(**) .707(**) .254(**) .254(**)        _  

MCSD .136(*) .052 -.091 -.031 .176(**) .091 .028 -.229(**) -.229(**) .302(**)        _ 

Note. CulSkill = Cultural Skill ; CulKnow =Cultural Knowledge ; PerCulAware = Personal Cultural Awareness; CulAcct = Cultural Accountability ; CulPIE = 

Cultural Programming Implementation and Evaluation; YDCC Total = Youth development Cultural Competence Total ; DivCont = Diversity Contact  ; 

RelAppre = Relativistic Appreciation; ComfDiff = Comfort with Differences ; MCSDS-S Total = Universality-Diversity-Orientation Total ; MCSD = Marlowe-

Crowne Social Desirability Total; * p < .05.  ** p < .01
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Table 5 

 

MANOVA Five WPCCS Subscales for the Geographic Region 

________________________________________________________________________ 

  Rural  Suburban      Urban          F             p           n 

  (n=102)           (n=88)       (n=68) 

________________________________________________________________________ 

 

CulSkil           64.88 (10.96) 65.98 (12.83)      68.76 (12.71)     2.14        .119           .02 

CulKnow       52.67a (9.62) 54.89b (10.19)      58.68ab (9.14)     7.85        .001           .06 

PCAware       23.68 (3.54) 24.24 (4.33)      24.26 (4.11)       .643        .527           .01 

CulAcct         18.04a (5.68) 19.35 (5.02)      20.54a (5.79)      4.33          .01     .03 

CulPIE           25.64 (6.80) 25.34 (7.48)      26.53 (8.14)       .522         .594          .00 

_______________________________________________________________________________________________
Note.  CulSkill = Cultural Skill ; CulKnow =Cultural Knowledge ; PerCulAware = Personal Cultural Awareness; 
CulAcct = Cultural Accountability ; CulPIE = Cultural Programming Implementation and Evaluation; WPCC Total = 

Williams-Proctor Cultural Competence Total ; DivCont = Diversity Contact  ; RelAppre = Relativistic Appreciation; 
ComfDiff = Comfort with Differences ; MCSDS-S Total = Universality-Diversity-Orientation Total ; MCSF-11 =  
Marlowe-Crown Social Desirability Total. 
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Table 6 

 

MANOVA Five WPCCS Subscales for Number of Diversity Workshops 

________________________________________________________________________ 

               None                        One                            Two +  

                          (n=85)                   (n=105)                     (n=69)         F          p         n 

________________________________________________________________________ 

 

CulSkil         65.56 (13.09)     64.37a (11.72)         69.25a (10.81)   4.72   0.01   .04 

CulKnow     51.82a (11.17)     54.77b (8.80) 59.26ab (8.40)  11.61   .000     .08 

PCAware     23.38a (4.46)     23.77 (3.82)             25.17a (3.29)    4.36   .014     .03 

CulAcct       17.75a (6.16)     19.19 (5.32)             20.80a (4.68)    5.94   .003   .04 

CulPIE         24.79a (7.18)     25.04b (7.62) 28.14ab (6.80)    4.99   .007     .04 

________________________________________________________________________________________________ 

Note.  CulSkill = Cultural Skill ; CulKnow =Cultural Knowledge ; PerCulAware = Personal Cultural Awareness; 
CulAcct = Cultural Accountability ; CulPIE = Cultural Programming Implementation and Evaluation; WPCC Total = 
Williams-Proctor Cultural Competence Total ; DivCont = Diversity Contact  ; RelAppre = Relativistic Appreciation; 
ComfDiff = Comfort with Differences ; MCSDS-S Total = Universality-Diversity-Orientation Total ; MCSF-11 =  
Marlowe-Crown Social Desirability Total.  

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 167 

Table 7 

 

MANOVA Five WPCCS Subscales for Type of Community-based Youth Organization 

Employer 

________________________________________________________________________ 

                     Girl Scouts               4-H         YMCA/YWCA        F           p          n 

                        (n=101)              (n=77)            (n=74) 

________________________________________________________________________ 

  

CulSkil        67.51a (12.15)    61.27ab (12.51)    69.31b (10.35)    9.97     .001        .07 

CulKnow    56.82a (9.01)      51.04ab (10.13)    56.28b (9.89)      8.96     .001        .07 

PCAware    24.37 (3.59)        23.64 (3.87)    23.85 (4.60)      .796        .45        .01 

CulAcct      19.46 (5.54)        17.75 (5.55)        19.86 (5.47)       3.20      .042*      .03 

CulPIE         25.98 (7.18)       24.26 (7.06)         26.62 (7.36)       2.13      .12          .02 

_______________________________________________________________________________________________ 

Note.  CulSkill = Cultural Skill ; CulKnow =Cultural Knowledge ; PerCulAware = Personal Cultural Awareness; 
CulAcct = Cultural Accountability ; CulPIE = Cultural Programming Implementation and Evaluation; WPCC Total = 
Williams-Proctor Cultural Competence Total ; DivCont = Diversity Contact  ; RelAppre = Relativistic Appreciation; 
ComfDiff = Comfort with Differences ; MCSDS-S Total = Universality-Diversity-Orientation Total ; MCSF-11 =  
Marlowe-Crown Social Desirability Total.  
*No significant mean difference was found between groups. 
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Table 8 

 

MANOVA Five WPCCS Subscales for Gender 

________________________________________________________________________ 

          Male     Female            F        p  n 

                   (n=57)                     (n=195) 

________________________________________________________________________ 

 

CulSkil           68.72 (11.54)      65.14 (12.16)        3.90              .049             .02 

CulKnow       54.40 (11.17)      54.97 (9.88)         .144              .705  .00 

PCAware        24.30 (4.13)      23.90 (3.89)         .455              .500  .00 

CulAcct           20.58 (5.24)      18.69 (5.57)         5.19              .024             .02 

CulPIE             27.12 (7.35)      25.23 (7.35          2.92              .089  .01 

_______________________________________________________________________________________________
Note.  CulSkill = Cultural Skill ; CulKnow =Cultural Knowledge ; PerCulAware = Personal Cultural Awareness; 
CulAcct = Cultural Accountability ; CulPIE = Cultural Programming Implementation and Evaluation; WPCC Total = 

Williams-Proctor Cultural Competence Total ; DivCont = Diversity Contact  ; RelAppre = Relativistic Appreciation; 
ComfDiff = Comfort with Differences ; MCSDS-S Total = Universality-Diversity-Orientation Total ; MCSF-11 =  
Marlowe-Crown Social Desirability Total. 
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