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Executive Summary

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

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

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

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

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

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

This report provides results and recommendations 
based on data collected from the Regional Provid-
er Forums. 

Methodology 
The NCCC convened a total of 12 virtual provid-
er forums from May – August 2024. Two virtual 
forums per Region (1-5) and one Multi-Regional fo-
rum were held from May 2, 2024 to May 10, 2024. 
Additionally, one makeup virtual forum was held 
on August 13, 2024 to accommodate those that 
were unable to attend any of the previous forums.
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The audience for the provider forum was Chief 
Executive Officers (CEOs) or their staff who had 
the authority to speak on behalf of the organiza-
tion. Providers were recruited through email and 
the Systems Change Project website to participate 
in the virtual forums. NCCC faculty and staff used 
Qualtrics, an online survey platform, for registra-
tion and consent. Providers who registered and 
consented received a Zoom link for their respec-
tive sessions based on their Region and their 
selected forum date. 

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

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

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

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

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

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

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

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

8. established a definition and framework for
advancing equity.

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

and practices, and
• To enhance workplace culture.

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

• cultivating staff knowledge through training and
education,

• developing and abiding by employee policies,
and

• evaluating and assessing policies related to
equity.

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

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

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

practices,
• complexities with aligning organizational efforts

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

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

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

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

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

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

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

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

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

Observations and 
Recommendations

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

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

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

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

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

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

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

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

Recommendation 3. 
OPWDD and other provider organizations should 
consider: 

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

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

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

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

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