
 

 

 
 
 
 
 
 
Understanding the cultural diversity and competency skills of your organisation 
 
It is important to look at and assess your organisation’s policies and mission/values that assist staff 
in their journey of building cultural competency. This will identify what your organisation currently 
does and will need to do to build overall capacity. An assessment also ensures that the organisation’s 
leaders supports cultural competency and demonstrates it as an important operational responsibility. 
The Cultural competency audit tool found here may be of assistance with your assessment.  
 
Staff Level 
An assessment, for example a staff survey, could be conducted and include the following areas: 

 Determining if and when staff have undergone cultural competency training 

 Experiences with cultural competency training 

 Determining the current cultural competency of staff and what is required to equip them in their 
role/sector 

 Perceptions of cultural competency and working with people from diverse backgrounds (for 
example, is it more difficult or easier) 

 
This focusses on the individual capacity of staff to work with staff and clients from backgrounds 
differing to their own. Although this method relies on self-reporting, it is a good starting point to 
understanding the cultural competency of staff which can be accompanied by an in-depth analysis 
of the organisation as a whole. 
 
Organisational Level 
An assessment of your organisation’s cultural competency looks at the commitment to cultural 
competency and diversity throughout all levels and can be seen through your vision or mission, 
policies, and external company image. An assessment would cover your organisation’s: 

 Philosophy 

 Mission statement 

 Policy, structures, procedure, practices 

 Levels of knowledge and skills of staff around diversity 

 Dedicated resources and incentives 

 Community engagement and partnerships 

 Published information 

 Advocacy1 
 
Leadership 
Elevating cultural competence considerations and associated resource allocation is both a 
management and leadership responsibility that: 

 Attributes priority to culturally competent practice and training and skills enhancement as 
critical to organisational success 

 Ensures appropriate resources are allocated to training and resource development to facilitate 
culturally competent practice 

 Integrates cultural competence as an essential component in staff training and professional 
development at all levels of the organisation  

                                                           
1 ‘Cultural Competence: GUIDELINES AND PROTOCOLS’, ECC Victoria, 2006 
[http://eccv.org.au/library/doc/CulturalCompetenceGuidelinesandProtocols.pdf]  

 

https://www.communities.qld.gov.au/resources/reform-renewal/ndis-qld/cald/op-audit-tool.pdf


 

 

 
 
 
 
 
 
 

Cultural Competency Training 
 
Identify where your workplace sits in the journey of building cultural competency. Whilst cultural 
competency isn’t achieved through a single day of training or by taking a course, training is a good 
place to start in bringing cultural competencies to the forefront of your business practices. 
 
Engaging the expertise of diversity training consultants to deliver training or targeted diversity 
capacity building is recommended. 
 
The following describes tiers of cultural competency training that your organisation can take. It is 
important to select the type of training which best suits your organisation’s cultural competency gaps 
and needs.  
 
Organisational – Training to deliver cultural competency as a minimum in organisational practices. 
Training may include: 

 Promoting anti-discrimination/non-discriminatory practices 

 Understanding cultural bias 

 Identification of the validity of cross-cultural practice 
 
Systemic – Applied cultural competency training in your area of operation. This is cultural 
competency being introduced into everyday practices of the organisation. This involves crafting 
training that is specific to your organisation, sector and engagement with communities. For example: 

 The disability sector 

 Health literacy in communities with a diversity of backgrounds 

 Aboriginal people and Torres Strait Islander people 
 
It is important to consider how your organisation, or an individual staff member, would deal with 
diversity in these contexts. 
 
Individual – Skills training for staff at an individual level. Training may include: 

 Development and use of appropriate resources for cross cultural practice  
o Physical resources: for example, guides around how to use translated resources or 

assessing cultural barriers to assist individuals/work with clients 
o Non-physical resources: for example, guides around how to assess if an interpreter is 

needed or how to work with an interpreter  

 The application of resources and building confidence of staff to use them or create them (for 
example, resources for the use of interpreting services) 

 Empathetic approaches to diversity in the workplace  

 How to address cultural bias 
 
Experiential Capacity Building – This involves a deep understanding of cultural diversity and 
competency through personal experience. While this is not something which can be taught through 
training or cultural competency courses, it can be done through business practices such as:  

 Assisting staff to work in different cultural settings 

 Sending staff on Cultural Tours 

 Valuing diverse experiences in current and future staff (such as working or studying overseas) 
 


