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Introduction

The 2010 U.S. Census, with its profound shift in demographic changes, marks a
“turning point in the nation's social, cultural, geographic, racial and ethnic fabric” (Nasser
& Overberg, 2011). With every passing year, people and populations are interacting at
faster speeds, broader ranges, and further reaches. As more and more channels of
communication are opened, the kinds of relationships we might form and the possibilities
for new cultural exchanges grow. For counselors and counselor educators, this
accelerating pace of diversity presents both old and new challenges. While cultural
competence and multicultural sensitivity have long been tenets of ethical codes, our
clients, students, and the populations that we encounter may be finding themselves
having quickly to adapt to an increasingly changing world. Therefore, developing cultural
competence is more crucial than ever for our effective work with both students and
clients.

Many training programs and educational institutions alike promote cultural
competence for their students, faculty, and staff. Missouri State University, as an
example, considers cultural competence “critical to [its] public affairs mission by
encouraging community engagement through ethical leadership” (Missouri State
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University, 2011). Practicing counselors, counselor educators, and counselor trainees
have further obligations to their ethical codes as well (American Counseling Association,
2005). However, the climate from which many students are entering university is one of
increasing segregation (Orfield, Bachmeier, James, & Eitle, 1997; Orfield & Lee, 2006).
In fact, a more recent study shows that schools are more segregated now than they were
40 years ago (Orfield, 2009). Educators are faced with the challenge of fulfilling this goal
of developing cultural competence in a rapidly changing world that seems to be getting
more segregated as it becomes more diverse.

One way to help fulfill these obligations and support a movement towards greater
cultural competence is to educate student leaders through courses in diversity
engagement. Such courses have been shown to decrease racial prejudice and lead towards
greater social justice activism (Chang, 2002; Hogan & Mallott, 2005; Laird, Engberg, &
Hurtado, 2005). Furthermore, diversity courses have been shown to aid in cognitive
development and moral reasoning skills (Bowman, 2009).

The authors propose a model for an experiential diversity engagement course
directed at student leaders and facilitated by an experienced counselor/supervisor and
advanced counselors-in-training, to develop cultural competence skills in student leaders
while enhancing multicultural facilitation skills in future counselors.

The three facilitators are from the Counseling Program at Missouri State
University, having become acquainted as instructor and students in the “Multicultural and
Diversity Issues for Counselors” class. Many conversations ensued during and after that
class about effective strategies to offer diversity or “cultural competence” training. The
facilitators’ different perspectives (as male and female, Black and white, from 24-51,
seasoned professional and student) were valued as sources of input necessary and
beneficial for successful delivery of the course. One co-facilitator was exploring this
topic for her thesis and the other co-facilitator was taking an advanced directed readings
class, leading us to develop this course together. Our experiences first as mentor and
advanced counseling graduate students, then as proponents of social justice, and finally as
co-facilitators led us to these reflections from our experience developing and delivering a
diversity course to graduate and undergraduate student leaders called “Diversity
Engagement in Leadership.”

Class Composition

Class members were recruited to represent diversity in these areas: gender,
race/ethnicity, sexual orientation, socio-economic class, and religious identity, with every
effort made to avoid having any one individual be the “only” representative of their
identity group. A diverse composition of students is important in facilitating inter-group
dialogue, a component that is positively associated with student adaptation to diverse
campuses (Cole & Arriola, 2007; Cole, Case, Rios & Curtin, 2011). Especially when
cultural competence is relatively low, heterogeneous training groups facilitate the
learning process (Roberson, Kulik, & Pepper, 2001).

Student participants were all involved in leadership roles: of campus
organizations, residence halls, or other leadership positions. This “leadership” framing of
the class is consistent with findings that framing diversity training as more advanced
(rather than remedial) increases motivation and subsequent level of learning (Holladay,
Knight, Paige, & Quinones, 2003). One long-term goal of focusing on student leaders
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was to encourage them to share their experiences and knowledge with the students they
would eventually encounter in their various roles across campus, providing a “ripple”
effect.

The counseling student co-facilitators were also enrolled in an advanced
“diversity engagement” practicum, and fulfilled requirements associated with course
development, group facilitation, didactic content delivery, and post-course evaluations.
This course for the co-facilitators was designed to create “diversity competent group
work” skills, and to develop their diversity-related skills and conceptualization beyond
the individual counseling paradigm (Arthur & Achenbach, 2002; Okech & Rubel, 2007).

Content Areas

The course was developed with multiple diversity content areas (impact of
gender, race, socioeconomic status, religion, and sexual orientation) and was framed
within the context of developing leadership skills in an increasingly diverse world. We
utilized the following foundations: Ground Rules and Course Objectives, Leadership
Model, Diversity Challenges for Leaders, Individual/Group Differences (using Ken
Wilber’s [2000] four-quadrant model), and Dialogue and Conflict Resolution Skills;
building upon this structure to discuss diversity directly. “For the likelihood of transfer,
for both men and women and remedial and advanced assignments, diversity training with
a broadly focused content frame would be the most effective” (Holladay et al., 2003, p.
259). Throughout the course, diversity issues were engaged using skills developed within
the course’s foundational content areas. Students engaged with issues of privilege, power,
and difference; including gender, race, class, sexual orientation and religion. This array of
topics was chosen to promote student empathy, which is an outcome associated with
effective diversity courses (Gurin, Nagda, & Lopez, 2004). Most topics had at least one
activity or film to prompt discussion. The co-facilitators had also carefully reviewed and
explored all materials and had identified learning objectives or desired outcomes from
each activity or film.

Multimodal Material Selection

Our goal in material selection was to activate affective, cognitive, and behavioral
components of learning. The course included didactic instruction, films, activities, and
extensive opportunities for dyad, small-group, and large group discussion among the 14
students and three instructor/co-facilitators. We intentionally assigned students to bonding
(“like me”) and bridging (“different from me”) dyads to create bonds and to enhance the
experience. Putnam (2000) postulates that bonding and bridging work in concert as an
element of a harmonious culturally diverse environment, Since our course operated as a
microcosm of the global society where students are members in a variety of roles (as
students, citizens, workers, and leaders), the curriculum sought to counteract the tendency
for participants to be minimally invested and mistrustful of one another on the basis of
identity group differences through strategically directed bonding and bridging activities.

We selected materials on the basis of their ability to help us reach training goals.
Materials were expected to elicit strong feelings, for which we planned both individual
response activities (through journals), small group processing (mostly in dyads), and in
large group discussions. Most topics had at least one activity or film to prompt discussion,
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and meals and snack times were assigned a “task,” such as “Choose someone who you
think is similar to you with whom to share lunch, and discuss your reactions to the
film/activity.” During another meal the assignment might be, “Choose someone whom you
think is different from you....” In the group sessions following, we typically did a “check-
in” round and then discussed the new awareness. As co-facilitators, we had also carefully
reviewed and explored the materials and had identified learning objectives or desired
outcomes from the activity or film. To this end, we prompted key phrases or questions
designed to elicit those topics. However, we discovered that a group member usually
reacted non-verbally if not in discussion, so we intentionally watched for those responses to
further the discussion, so that the activity stayed “within the group.”

Activities in the first few hours of the course were chosen based on their ability to
allow participants to know one another personally based on similarities. According to
Putnam (2000), “bonding social capital is good for undergirding specific reciprocity and
mobilizing solidarity (p. 22).” Insuring some homogeneity within the group created a safe
space for participants to explore course content candidly. To this extent, we designed
early small group engagement with a “similar to me” focus. With this foundation of
camaraderie in place, the course shifted into activities and films that highlighted the
differences between groups. The facilitators noted that when participants had first made
connections within their identity group they were more likely to empathize with others.
“Being able to be empathic requires an ability to suspend judgment and bias to walk in
the other’s shoes” (Greason & Cashwell, 2009, pg. 4). The experiential learning context
activated empathy across differences by participants’ doing, feeling, analyzing, and
reflecting on each other’s experiences (Cruz & Patterson, 2005). Although the films and
activities were helpful in activating empathy in participants, additional facilitated
processing was necessary for participants to link their personal experiences and
relationships to current institutional practices. To this end, we prompted key phrases or
questions designated to elicit responses to those topics. Using Putnam’s (2000) concept
of social capital, in which bonding social capital allows us to feel connected with others
we perceive like ourselves, and bridging social capital allows us to build connections
with those different from ourselves; both are necessary to build and sustain healthy
communities. In order to sustain the bonding capital within the group, dyads were
continued through the course. To increase bridging capital, both “different from me”
dyads and large group processing were employed.

Multifaceted training approaches are recommended for diversity training (Ridley,
Mendoza & Kanitz, 1994). Since stereotypes and cultural assumptions are embedded in a
variety of ways by the culture around us (through media, spoken word, non-verbal
messages, patterns of behavior, and other ways), it is helpful to provide a variety of ways
for participants to identify and challenge those internalized beliefs. Counselor trainees
and student leaders alike often possess biases and, depending on their experience and
exposure to different groups of people, may lack knowledge and awareness. To be
effective, diversity coursework should provide a framework for promoting the
development of these areas of knowledge, skills, and self-awareness (Ancis & Ladany,
2010). Delivery of multicultural coursework should include traditional (didactic),
exposure (engagement with others different from oneself), and participatory strategies
(introspection, discussion, role-plays) in order to maximize student learning (Dickson &
Jepsen 2007; Dickson & Shumway, 2011). Presenting a variety of materials in exploring
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aspects of diversity and stimulating a new level of thought and application of concepts of
privilege and difference is thought to be particularly crucial for the education of white
participants (deFrietas & McAuley, 2008).

We intentionally chose materials that were likely to create tension (including
films such as The Color of Fear (Lee, 1994), activities such as The Privilege Walk (Kivel,
2002), and dyadic assignments such as “for discussion, pair with someone whom you
consider to be ‘different’ from you”). In these curricular choices, we intended to promote
a “risk discourse” about race in which contradiction and tension are seen as both a more
honest reflection of social dynamics and necessary elements for effective learning to take
place (Leonardo & Porter, 2010). Experience with culturally different others in personal
lives has been shown to be a component of influential multicultural development
(Coleman, 2006).

Group Process and Co-Facilitator Role

As with most group processing, this course offered time for students to practice
their cultural competence. The effectiveness of group process in developing empathy
with participants relies heavily on the skills of the facilitators. “CACREP (Council for
Accreditation of Counseling and Related Programs; 2009) standards emphasize the need
to understand group theory and dynamics, group leadership styles, group counseling
methods, ethical standards, approaches needed for different kinds of group work, and
relevant research. However, these standards do not specify how to translate this
knowledge into skills” (Furr & Barret, 2000, pg. 94). As a solution, we employed the use
of a structured group design. This format allowed us the ability to facilitate a
psychoeducational balance that was responsive to the skill level of all of the facilitators
(Furr & Barret, 2000), and allowed us to maximize the participant’s experience.

Offering a course addressing diversity engagement requires facilitators be willing
to process unfamiliar and often polarizing viewpoints in a way that fosters respect and
understanding. Prior to facilitating a course of this nature it is imperative that co-
facilitators are willing to initiate conversations about cultural issues and issues of power,
oppression, and privilege (Glosoff & Durham, 2010). Whether this occurs as a
component of supervisory experience or among colleagues is independent of its
necessity. To increase cohesiveness as co-facilitators, we met beforehand to practice co-
facilitation style with one another through role play. Special attention was given to
factors of power, oppression, and privilege related to race/ethnicity, gender, sexual
orientation, and spirituality that provided us opportunities to view the experience as a
group member and co-facilitator (Lassiter, Napolitano, Culbreth, & Ng, 2008). This
allowed use to develop a rhythm with and establish trust in one another during course
development.

Throughout the course development we were continuously curious of one
another’s perspective on the class organization, materials, and assessment. In addition to
the group “check-ins,” we set time aside throughout the course to “check-in” with one
another. These times were especially enriching because we were able to offer each other
support, identify parts of ourselves that would be useful in sharing with the group without
operating outside the facilitative role, and regulate the pace of the course/group process.

To best facilitate these dynamic topics, a group process described as intergroup
dialogue was utilized in order to encourage students to participate in an educational
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process consisting of conversation and activities that help improve cross-cultural
relations. In group dialogue, the process is collaborative, members are encouraged to
search for the strengths in the others’ positions, personal experience is key, and the goal
is to “identify express, and work with as much of the impact of our exchange as we can in
the moment and to bring the other after-effects of our dialogue back to the dialogue
process” (Kardia & Sevig, 2007). As co-facilitators we adhered to methods aligned with
Lee Mun Wah’s (2004) suggestions for mindful facilitation such as, observing what is
and what is not said, being aware of the impact culture has on relationships, and
embracing anger and conflict as an intimate experience and opportunity. Although most
participants were able to use this format to voice their perspectives within the natural
discourse of the group, co-facilitators also used structured “check-ins” to allow all

participants time to “use the floor.”

Course Delivery Outline

This outline of suggested topics and activities is based on three consecutive 8-hour
days. Appropriate adjustments could be made for alternate delivery.

Topic | Activity/Modality

DAY 1

GROUND RULES Didactic

LEADERSHIP QUALITIES AND Discussion/Group Process

DIVERSITY CHALLENGES

DEEPENING DIALOGUE Skill Building

SELF-AWARENESS Journal Activity

GENDER Film-Killing Us Softly (Jhally, 2010)
Journal reflection and discussion

RACE History film-Race: Power of an Illusion: Part |
(Adelman, 2003)
Reflective Journal and discussion

DAY 2

PRIVILEGE-CLASS Race/Class Walk

RACE History film-Race: Power of an Illusion Part |1

(Adelman, 2003)

Reflective Journal

INDIVIDUAL/GROUP EXPERIENCES

Didactic; Group process

SEXUAL ORIENTATION

“It Gets Better” (Burns, 2010)
Heterosexism Activity
Reflective Journal
Discussion/Group Process
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DAY 3:
ENGAGEMENT Film-Color of Fear (Lee, 1994)
“GETTING REAL” Reflective Journal
Large group process
COLOR BLIND Film-Color Blind (Wise, 2010)
Reflective Journal
Discussion/Group process
Film-Race is the Place (Telles & Tejada-Flores,
2005)
LEADERSHIP Didactic Application of Leadership Principles
Group Process
CLOSING/APPLICATION Personal Action Plan
Final Round—Group Process

Recommendations for Counselor Educators Developing Coursework

Know your population! Be sensitive to the contextual issues impacting issues of
diversity in your particular area and have the ability to utilize local historical
references and/or materials.

Expand your repertoire for possible materials to be utilized. It is a good idea to have
more activities ready than you may be able to use and make final decisions as you
convene the group, or as dynamics develop.

Dedicate time to reviewing material beforehand. Constantly ask yourself the purpose
of this material and what you can pull out of it. Don’t just consider the content;
consider what the discussion will be. Ask your own questions and work out the
answers. You are not the only “expert.”

Be aware of the student’s racial identity development, comfort with conflict, skill
level, and openness to supervision. Utilize reflective questioning as suggested by
Glosoff and Durham (2010).

Relationally, establish a partnership with student facilitators from the beginning that
sets an expectation of ownership, trust, and competence.

Question trainees’ rationale throughout the experience so they may discern what is
appropriate behavior as a facilitator versus a participant.

Encourage co-facilitators to bring their complete selves to the process. The leaders
serve as models of healthy interaction for participants.

Highlight trainees’ strengths and allow them opportunities to showcase them through
group leadership.

When trainees make mistakes, discuss it, but allow them space to rectify those
independently within the group.

Be open to the growth your co-facilitators will provide you, through feedback and
their own style of facilitation. Discuss and explore, so that you can coordinate these
styles before the class begins.




Ideas and Research You Can Use: VISTAS 2012, Volume 1

Recommendations for Counselor Trainees Aspiring to Be Co-Facilitators

Clearly identify your own goals personally and professionally.

BE OPEN to growing and to bringing your own full self to the process.

Be willing to offer input throughout the development and delivery of the course.
Examine all parts of yourselves: your identity (age, gender, racial, sexual orientation,
religious, etc.), your emotions, your fears.

Do your best to keep your channels clear and receptive to the experiences of your
peers and the group.

Trust your instincts, they might surprise you!

Give yourself a break.

Set aside time for meditation/ reflection.

Be aware that what you do not take time to process internally will manifest non-
verbally within the group.

e Find a mentor and work with him/her closely. The largest, and sometimes most
significant, part of our development as counselors, students, and persons during our
graduate program is due to the relationships we develop with our mentors.

Conclusion

In January of 2011, this framework was used to facilitate an intense and powerful
24 hour encounter with a diverse group of university student leaders. The reaction that the
facilitators observed was overwhelmingly positive. While the range of emotions that came
out during this weekend was wide, from anger to joy, the lasting sentiment seemed to be
excitement and ambition. Numerous times since this course was offered, students (both
returning and brand new) have requested this course again. Some are identifying ways to
share skills obtained through this course within their student organizations; almost all have
voiced their desire to advocate that this type of class be made part of the curriculum. It
seems that not only is there an ethical need for cultural competence, but also a deeper and
more personal need being voiced by the students to engage in this type of educational
experience.

These student voices provided a great deal of anecdotal evidence; however, more
systematic investigation is needed into the changes in and outcomes for student attitudes
and reactions to this framework. Further research should examine the short- and long-term
consequences for both students and the campus community of participating in intensive
diversity engagement as well as exploring ways to measure and define its effectiveness.

References

Adelman, L. (Executive Producer). (2003). Race: The power of an illusion
[Documentary]. San Francisco, CA: California Newsreel.

American Counseling Association. (2005). ACA Code of Ethics. Alexandria, VA: Author.

Ancis, L., & Ladany, N. (2010). A multicultural framework for counselor supervision. In
N. Ladany & L. Bradley (Eds), Counselor Supervision (4th ed.). New York, NY:
Routledge.



Ideas and Research You Can Use: VISTAS 2012, Volume 1

Arthur, N., & Achenbach, K. (2002). Developing multicultural counseling competencies
through experiential learning. Counselor Education and Supervision, 42, 2-14.

Bowman, N. (2009). College diversity courses and cognitive development among
students from privileged and marginalized groups. Journal of Diversity in Higher
Education, 2(3), 182-194.

Burns, J. (2010). Joel Burns tells gay teens "it gets better." Retrieved January 5, 2011,
from http://www.youtube.com/watch?v=ax96cghOnY4

Chang, M. J. (2002). The impact of an undergraduate diversity course requirement on
students’ racial views and attitudes. Journal of General Education, 51, 21-42.

Cole, E., Case, K., Rios, D., & Curtin, N. (2011). Understanding what students bring to
the classroom: moderators of the effects of diversity courses on student attitudes.
Cultural Diversity and Ethnic Minority Psychology, 17(4), 397-405.

Cole, E. R., & Arriola, K. R. J. (2007). Black students on White campuses: Toward a
two-dimensional model of Black acculturation. Journal of Black Psychology, 33,
379-403.

Coleman, N. (2006). Critical Incidents in Multicultural Training: An examination of
student experiences. Journal of Multicultural Counseling and Development, 34,
168-182.

Council for Accreditation of Counseling and Related Educational Programs (CACREP).
(2009). CACREP 2009 Standards. Retrieved from http://www.cacrep.org/
doc/2009%20Standards%20with%20cover.pdf

Cruz, B. C., & Patterson, J. (2005). Cross-Cultural simulations in teacher education:
Developing empathy and understanding. Multicultural Perspectives, 7(2), 40-47.
doi:10.1207/s15327892mcp0702 7

deFreitas, E., & McAuley, A. (2008). Teaching for diversity by troubling whiteness:
strategies for classrooms in isolated white communities. Race, Ethnicity and
Education, 4, 429-442.

Dickson, G. L., & Jepsen, D. A. (2007). Multicultural training experiences as predictors
of multicultural competencies: Students’ perspectives. Counselor Education and
Supervision, 47, 76-95.

Dickson, G. L., & Shumway, B. A. (2011). A framework of multifaceted approaches to
multicultural training. Retrieved from http://counselingoutfitters.com/vistas/
vistas11/Article_69.pdf

Furr, S. R., & Barret, B. (2000). Teaching group counseling skills: Problems and
solutions. Counselor Education & Supervision, 40(2), 94.

Glosoff, H. L., & Durham, J. C. (2010). Using supervision to prepare social justice
counseling advocates. Counselor Education & Supervision, 50(2), 116-129.
Greason, P., & Cashwell, C. S. (2009). Mindfulness and counseling self-efficacy: The
mediating role of attention and empathy. Counselor Education and Supervision,

49(1), 2-19.

Gurin, P., Nagda, B., & Lopez, G. (2004). The benefits of diversity in education for
democratic citizenship. Journal of Social Issues, 60, 17-34.

Hogan, D., & Mallott, M. (2005). Changing racial prejudice through diversity education.
Journal of College Student Development, 46, 115-125.



Ideas and Research You Can Use: VISTAS 2012, Volume 1

Holladay, C., Knight, J., Paige, D., & Quinones, M. (2003). The influence of framing
and attitudes toward diversity training. Human Resource Development Quarterly,
14(3), 245-249.

Jhally, S. (Director). (2010). Killing us softly 4: Advertising's image of women
[Documentary]. Northampton, MA: Media Education Foundation.

Kardia, D., & Sevig, T. (2007). Difference between debate and dialogue [Unpublished
work]. Ann Arbor, MI: The University of Michigan.

Kim, B. S. K., & Lyons, H. Z. (2003). Experiential activities and multicultural counseling
competence training. Journal of Counseling & Development, 81, 400—408.

Kivel, P. (2002). The Class-Race Activity. Retrieved from http://pkivel.com/index.php/
resources/exercises/item/126-examining-class-and-race

Laird, T. F. N., Engberg, M. E., & Hurtado, S. (2005). Modeling accentuation effects:
Enrolling in a diversity course and the importance of social action engagement.
Journal of Higher Education, 76, 448-476.

Lassiter, P. S., Napolitano, L., Culbreth, J. R., & Ng, K. (2008). Developing multicultural
competence using the structured peer group supervision model. Counselor
Education and Supervision, 47(3), 164-178.

Lee, M. W. (Producer). (1994). The color of fear. Oakland, CA: Stirfry Seminars &
Consulting.

Lee, M. W. (2004). The art of mindful facilitation. Oakland, CA: Stirfry Seminars &
Consulting.

Leonardo, Z., & Porter, R. (2010). Pedagogy of fear: toward a Fanonian theory of ‘safety’
in race dialogue. Race, Ethnicity and Education, 13(2), 139-157.

Missouri State University. (2011, August 29). Missouri State values diversity. Retrieved
from http://www.missouristate.edu/diversity/

Nasser, H. E., & Overberg, P. (2011, August 10). Census tracks 20 years of sweeping
change. USATODAY.com. Retrieved from http://www.usatoday.com/news/nation/
census/2011-08-10-census-20-years-change n.htm

Okech, A., & Rubel, D. (2007). Diversity competent group work supervision: An
application of the supervision of group work model (SGW). The Journal for
Specialists in Group Work, 32(3), 245-266.

Orfield, G. (2009). Reviving the goal of an integrated society: a 21st century challenge.
Los Angeles, CA: The Civil Rights Project/Proyecto Derechos Civiles at UCLA.

Orfield, G., Bachmeier, M., James, D. R., & Eitle, T. (1997). Deepening segregation in
American public schools: A special report from the Harvard Project on School
Desegregation. Equity and Excellence in Education, 30, 5-24.

Orfield, G., & Lee, C. (2006). Racial transformation and the changing nature of
segregation. Cambridge, MA: The Civil Rights Project at Harvard University.

Putnam, R. D. (2000). Bowling alone: the collapse and revival of American community.
New York, NY: Simon & Schuster.

Ridley, C. R., Mendoza, D. W., & & Kanitz, B. E. (1994). Multicultural training: Re-
examination, operationalization, and integration. The Counseling Psychologist,
22, 227-289.

Roberson, L., Kulik, M., & Pepper, M. (2001). Designing effective diversity training:
influence of group composition and trainee experience. Journal of Organizational
Behavior, 22, 871-885.

10



Ideas and Research You Can Use: VISTAS 2012, Volume 1

Telles, R., & Tejada-Flores, R. (producers). (2005). Race is the Place [Documentary].
Berkeley, CA: Paradigm Productions.

USA Today. (2011). Census tracks 20 years of sweeping change. 8-10-2011 Retrieved
October 23, 2011, from http://www.usatoday.com/news/nation/census/2011-08-
10-census-20-years-change n.htm

Wilber, K. (2000). Integral psychology. Boston, MA: Shambhala.

Wise, T. (Author). (2010). Colorblind: The rise of post-racial politics and the retreat
from racial equity [Documentary]. Colorado Springs, CO: Speakout Productions.

Note: This paper is part of the annual VISTAS project sponsored by the American Counseling Association.
Find more information on the project at: http://counselingoutfitters.com/vistas/VISTAS_Home.htm

11





