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Frequently Asked Questions (FAQs)

What is cultural competency? 

Cultural competence is the ability to work efficiently with individuals from different cultural backgrounds. It involves a set of congruent behaviours, attitudes and policies, which enables an agency, system or professionals to work in a multicultural or diverse environment effectively (Ravi Unites, 2018). Therefore, people who differ in their ethnicities, abilities, nationality, race, religion or social background among others should tolerate each other's differences and work together towards a common goal.

What is the value of cultural competence to an organization?

According to Ravi Unites (2018), cultural competence in an organization is necessary because the level of respect and mutual understanding among the parties involved increases. Additionally, problem-solving in different situations becomes easy as new ideas, perspectives and strategies from people from different backgrounds are tolerated. Cultural competence also increases trust and cooperation, and therefore, the focus of employees is only on achieving the goal. Unproductive stereotyping is resisted in a culturally competent organization.

What are the features or characteristics of a culturally competent organization?

A culturally competent organization should value diversity and acknowledge the importance of culture. That means that an organization respects the differences that exist between and within cultures (Washington & Patrick, 2018). Employees from different ethnicities, race, and nationalities, among others, should be respected. Individuals may be of the same gender or race but have different cultures. 

An organization that institutionalizes cultural knowledge and skills is culturally competent. An organization should integrate cultural knowledge into each of its facets (Cross, 2010). Employees should be trained to ensure they gain the necessary knowledge and skills and utilize them. Policies within an organization should also be responsive to cultural diversity. 

A culturally competent organization also conducts cultural self-assessments to create awareness. These assessments include how people from different cultures behave or communicate. For instance, an employee may be touching the arm of a colleague when talking to them. That may be misunderstood by others who come from a different culture. The role of conducting a cultural self-assessment is to prevent such miscommunications. Organizations can also teach their employees of the way their culture.

Why is it important for individuals within the organization to internalize cultural competence for the sake of the organization and themselves?

Individuals within organizations need to internalize cultural competency so that they can acknowledge the importance of different cultures and recognize the possible impacts of cultural differences. Once they have internalized cultural competence, they will accept people from different cultures and show respect to each other. They will thus work harmoniously and in cooperation towards the achievement of a common goal. 

Diversity increases creativity and innovation in organizations. Therefore, an organization will benefit in the sense that there will be an increase in creativity amongst the employees. Problem-solving within an organization also becomes easy since employees have accepted and internalized cultural competence. The overall impact on an organization is that the possibility of achieving targets and being profitable increases (Ravi Unites, 2018).

What is the role of human resource in fostering cultural competence? 

HR should also provide opportunities for cross-cultural interactions. Employees from various cultures, backgrounds, ethnicities and genders, among others, should interact with each other. For example, the HR department can organize social events where people socialize and interact with each other. 

HR is required to execute diversity programs within the organization to ensure there is cultural competence. The programs should incorporate employees at different levels, including the managers and junior staff. The team need to understand the importance of tolerating people from different backgrounds and cultures. For example, there could be mentorship between or among people from different cultures 

HR should take the lead in ensuring that all employees treat each other with respect. An organization should also treat the staff equally regardless of their backgrounds and cultures. When proper treatment starts from the top, the chances are that junior employees will also treat each other well. For example, employees doing the same work should have equal benefits regardless of their cultures and backgrounds.

References
Cross, B. (2010). Cultural competency – Is it the third wave of diversity? The Diversity Factor, 18(4). Retrieved from https://workforcediversitynetwork.com/res_articles_culturalcompetency_bcross.aspx.
Ravi Unites. (2018, July 19). How cross-cultural competence impacts workplace culture and effectiveness [Web log post]. Retrieved from https://raviunites.com/2018/07/how-cross-cultural-competence-impacts-workplace-culture-and-effectiveness/.
Washington, E., & Patrick, C. (2018, September 17). 3 requirements for a diverse and inclusive culture. Retrieved from https://www.gallup.com/workplace/242138/requirements-diverse-inclusive-culture.aspx.
