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“I believe that most
educators do have the best
interests of students at heart. I
believe that most educators
want their students to be
successful, both for their
students’ futures and for their
own sense of
accomplishment and
satisfaction. But I also believe
that most educators do not
know enough about how
race and culture impact
everyone’s lives – the
students, their parents, the
community, and the
educators. Lacking that
understanding typically leads
to a series of missteps that
result in a lack of trust and
ability to work together.”
-Gloria Ladson-Billings

Introduction
Dear Culturally Responsive School and District Leaders,
The concepts of teacher attitudes, values, and beliefs regarding English Learners (ELs) and
culturally responsive teaching are very “close to my heart” topics.
I grew up as a German Learner and English Learner in academic settings, having moved to
Germany as a younger student and then back to an American high school at the end of my
secondary education. My experiences occurred before the days of a focus on second language
learning supports, best practices, and educator understanding.
I remember one of my teachers telling my parents at conferences that I needed to work on my
language skills and participate more in class. His solution to support that was to give me a
folder of grammar charts to use in my speaking and writing. I don’t think that this teacher really
understood my needs or where I was struggling. I don’t think that he valued what I brought to
the table or had the beliefs, values, and assets mind-set, or the understanding of culturally
responsive teaching to effectively approach my needs. Another teacher who was a bit more
understanding, and possibly more culturally responsive, often provided me written copies
of texts to take home and intentionally chose class discussion topics which he knew I had
background knowledge in. Additionally, I was fortunate enough to have plenty of willing
classmates, who probably thought I was a novelty, and were willing to help me understand
lectures, copy notes, and comprehend new vocabulary and academic content.
In the years since these experiences, I have often wondered what my school and teachers could
have done to help me better understand the content, feel a part of the school community, and
have some sense of achieving academic success – because believe me: I felt none of those
things. There were more occasions than I can count on test days or during class assignments
where I wrote my name on the paper and turned it back in because I did not even have a
foundational grasp of the concepts.
As I became an educator, I did not set out to work with English learners, but soon I got drawn
in. I realized that, while I could not relate to every single one of their situations or experiences, I
understood their struggles and frustrations. My understanding helped me build relationships
with the ELs in my school. They and their families shared with me, came to me for help, and
opened up about their needs and wants for their children’s education and future. I became
both a supporter and an advocate. I also continually strove to build values, attitudes, and
beliefs regarding these students, their families’ cultural norms and needs, as well as their
academic success. This advocacy resulted in my implementation of culturally responsive
practices, an asset view of who ELs are, and ultimately ELs’ academic mastery of the content at
hand. I also intrinsically built a value of and skill to constantly question my actions, practices,
and thoughts to ensure they were culturally appropriate, responsive, and equitable.
Then came the 2010-2011 school year. The district I taught in was placed under the supervision
of the Department of Justice because there had been a complaint to the Office of Civil Rights in

relation to how our ELs were being instructed and the resources available to them. Every
teacher in the district was required to complete 90 hours of English as a Second Language
professional development. What I observed was heart breaking – especially for the needs of
our ELs. I watched so many of my fellow educators turn on the video lessons for their training
and then walk out of the room to complete other tasks. I heard comments in the halls about
how the training was a waste of time and why we do not need to do anything different for
these students -- and this was in a Title 1 school with high percentages of ELs, traditionally
underserved students, and students receiving Free and Reduced lunches.
I was devastated. Here was the chance for teachers to grow in intercultural competence
(positive beliefs, values, and attitudes) and culturally responsive practices and it was being
undervalued by many of the teachers I observed and spoke with. It was the opportunity for our
ELs to get the understanding and social, emotional, and academic support they needed and, for
lack of a better term, it was being thrown away. However, my devastation drove me to seek
understanding in order to make a change. Five years later, I became an administrator in a
predominantly upper-middle class high school south of Denver, Colorado. ELs made up less
than 3% of our overall school population and I began to hear that because they were such a
small part of the school, we weren’t going to do anything different for them. It was at this same
time that the Colorado Department of Education mandated 45 hours of English Language
Development training for all teachers due to several Office of Civil Rights Complaints. I was
excited at the prospect of supporting our teachers with the ELs in our schools. Conversely, I
worried about whether I would observe the same teacher attitudes regarding this training as I
had previously. I began to wonder what I could do to support our ELs and our teachers through
this process – and hence this study was born.
In the study, I sought to understand teacher intercultural competence and practice: the
contribution of teachers' beliefs, values, and attitudes to the implementation of culturally
responsive practices and mandated ELD professional development via the research
question: How do culturally responsive teachers' beliefs, values, and attitudes
contribute to their implementation of culturally responsive practices? This resource guide takes
the recommendations from this study and puts them in an easy-to-use format to support
educational leaders guiding the work of building intercultural competence and culturally
responsive practices among the teachers in their building and district.
With Great Admiration and Support for Your Work,
Deborah Ormsby

Why This Resource Guide?
As school leaders we have several responsibilities, among which is instructional leadership. In
this process we must interpret practices we observe in order to determine whether or not they
support our students in all realms. In the case of coaching teachers who work with
English learners, knowing which practices are effective and supportive vs. counterproductive or
ineffective is sometimes difficult. Furthermore, when we observe a teacher, whose practices
are supportive and effective with ELs, as leaders we have the responsibility to communicate
and coach other teachers to implementing these practices. Sometimes this is difficult to do in
the midst of all our other responsibilities. It is the purpose of this resource guide to help leaders
more easily identify these positive practices,
help effective teachers share them with
other teachers, and
help leaders communicate and share these
INTERCULTURAL COMPETENCE:
practices with their staff so that they are
implemented more universally. This will
REFERS TO ONE’S ABILITY TO
ultimately
support our English learners – and
“ACUTATELY UNDERSTAND AND
all learners – in our schools.
ADAPT BEHAVIOR TO CULTURAL
DIFFERENCE AND
As a researcher and school leader myself, I
COMMONALITY” (HAMMER, 2011,
value balance. I believe that research and
P. 3). INTERCULTURAL
best practices are important, however I also
know that sometimes what research says is
COMPETENCE MAY BE USED
difficult to carry out in schools given
INTERCHANGABLEY WITH
restrictions. These include time, funding,
TERMINOLOGY REFLECTING
and school and district goals. The hope is
TEACHERS’ BELIEFS, VALUES, AND
that this resource guide can make growing
ATTITUDES TOWARDS NOT ONLY
teachers' beliefs, attitudes, and values, and
ENGLISH LEARNERS AND THEIR
therefore their culturally responsive
practices, more manageable as you work
NEEDS, BUT ALSO BEING
with individual teachers and building-wide
CULTURALLY RESPONSIVE AND
staff in a daily basis. This resource guide is
EMPLYING CULTURALLY
aimed to enable you to do this in a manner
RESPONSIVE PRACTICES.
which can be balanced with all the other
priorities and restrictions.
What makes this resource guide so helpful and different from other texts? For school leaders
there is never enough time in the day to read texts and research on how coaching culturally
responsive instruction can be achieved on an effective level. There is also never enough
funding or human capital to address all the areas we wish we could. The purpose of this
resource guide is to be a reference and starting point for you in your mission to develop
culturally responsive beliefs, values, and practices among your teachers – in a manner which

considers the resources available. While this is important work, remember it isn’t an “all or
nothing” commitment. Beginning small is better than nothing!
NOTES AND REFLECTIONS

How This Guide is Organized
This guide is organized into four sections:
1. What are your teachers’ current beliefs, values, and attitudes regarding ELs and
culturally responsive practices?
2. How do we grow teachers’ intercultural competence and culturally responsive
practices?
3. What practices are supportive of a culturally responsive school and classroom
atmosphere?
4. Where do we go from here? Some implications and next steps.
Each section supports the following findings from research:
•
•
•
•

•

•
•

•

The difference in teachers’ levels of intercultural competence – even when relatively
small – make an impact on the culturally responsive practices teachers engage in.
Culturally responsive teachers have a
growth mindset and are reflective.
Culturally responsive teachers value
relationships and communication with ELs
If your school is not able or willing
and their families.
to engage a school-wide process
Culturally responsive teachers are
for developing teacher
intentional about their practice and make
their classroom a safe and welcoming
intercultural competence and
place for ELs.
culturally responsive practices at
Culturally responsive teachers analyze the
this point in time, don’t stop
curriculum and their instruction to ensure
reading. Everything described
it is equitable, representative of their
students, is linguistically appropriate and is
herein can be used with and is
culturally responsive.
beneficial for small group or
Culturally responsive teachers value their
individual teacher coaching when
students’ identities, cultural norms and
needs, and their home language.
the interest or need arises!
Culturally responsive teachers value having
an asset mindset towards ELs and holding
them to an equitable level of expectation,
accountability, and rigor.
Culturally responsive teachers value partnerships with others to help them become
better teachers and practitioners of culturally responsive practices.

Additionally, each section is aimed at specific aspects of a teacher’s development along the
path of culturally responsive development. Each section contains different tools, ideas,
resources, and supports aimed at that section’s focus. It is encouraged that you read this

resource guide in its entirety so you have an encompassing understanding of
why teachers’ beliefs and values impact their practices, how practices may be indicators of
values and beliefs about ELs, and how to grow teachers in their beliefs, values and practices.
However, as you partner with other leaders in you district and teachers to carry out this
important work, revisit this guide often to refresh your memory, gain new insight, prompt new
reflection, and revisit the growth made by teacher(s) and where you can prompt growth next.
NOTES AND REFLECTIONS

Some Important Notes Before You Get Started
Teachers’ values, beliefs, attitudes, and practices go hand in hand. Growing a teacher to have positive
beliefs and values towards ELs and cultural responsiveness is not a linear process. Teachers’ beliefs,
values, and attitudes may be more culturally responsive in some areas than in others. They may even
fluctuate from day to day depending upon situations, experiences, interactions, personal thoughts, and
reflections. Sometimes it may feel like great progress one day and ten steps back the next. As a leader in
this work a strong commitment and desire to
see culturally responsive practices
implemented in your school and district is
EDUCATIONAL LEADERS
important. However, a belief that this is what is
SHOULD CONSIDER REFLECTING
best for our ELs – as well as all of our students,
UPON AND IDENTIFYING
school communities, and families -- is also key.

CURRENT SYSTEMS, STRUCTURES,
AND PARTNERSHIPS WITHIN THE
DISTRICT AND SCHOOLS THAT
EXIST TO PROMOTE SYSTEMATIC
IMPLEMENTATION OF THESE
RECCOMENDATIONS AND
OTHER ASPECTS OF BUILDING
INTERCULTURAL COMPETENCE
AND CULTURALLY RESPONSIVE
PRACTICES AMONG TEACHERS.
MAYBE THEY EXIST BUT ARE NOT
CONSISTENTLY IMPLEMENTED
SYSTEMWIDE OR MAYBE THERE
ARE NOT ANY SYSTEMATIC
PROCESSES AND PROCEDURES
IN PLACE.

While beliefs and values are the building blocks
of implementing culturally responsive practices
in your district or schools, the reality is that
time is of the essence. We cannot wait for
teachers to have strong, positive beliefs, values,
and attitudes regarding ELs, cultural
responsiveness, and intercultural
competence before we start working with them
on their practices. Instead, both sides of this
work – addressing beliefs, attitudes, values, and
growing practices must occur simultaneously
(Aguilar, 2020).

Just like any important work in education, this
work involves human beings and their identity.
Anytime we dialogue with teachers about
beliefs, values, and attitudes it is a personal
conversation. When we add topics like cultural
responsiveness, and intercultural competence
to the mix, the level of emotions involved
increases. Approaching the conversations,
professional development topics, and coaching feedback opportunities described herein hinges on the
prerequisite that there is a positive relationship and trust between those involved. If that is lacking, I
highly encourage there to be a step back to build those before and during this process.
While some of these the recommendations may seem simplistic or you may say to yourself, “we do that
already” I would highly encourage you to revisit, reflect upon, and talk with teachers across your district
or school before you go with your initial thoughts or perceptions. I had some of the same feelings

initially, but then realized, that while that may be my thinking, the teachers included in the research
study indicated a perspective different than my own, and some things needed to be revisited, be made
more intentional, or be more explicit.
Regardless of where a district and school stands, this is an opportunity for educational leaders to reflect
and grow to better support their ELs and teachers.
NOTES AND REFLECTIONS

Two Frameworks to Support your Work
As you engage in this work there are two frameworks that may support you in better
understanding the teachers you are working with and the relationship of their beliefs, values,
and attitudes to culturally responsive practices.
THE DEVELOPMENTAL MODEL OF INTERCULTURAL SENSITIVITY
The first framework is Milton Bennett's Developmental Model of Intercultural Sensitivity (1986,
1993, 2013, 2017), as seen in Figure 1:
Figure 1
Milton Bennett’s Developmental Model of Intercultural Sensitivity

The stages of this model reveal how a person moves incrementally toward greater recognition
of, acceptance of, and adaptation to difference. As you hear and observe your teachers make
comments, share events that have happened, talk about their backgrounds, tell stories, and
implement practices in their professional duties, this model can help you understand the
teachers and where they are coming from. It will also help you identify where they might be on
their journey to intercultural competence and how you might support them in the process.
The first three stages of this model are denial, defense, and minimization which fall under the
realm of “ethnocentricism.” This is "assuming that the world view of one's own culture is
central to all reality" (Bennett, 1993 p. 30). The centrality of one's own culture and views often
results in negative behaviors and actions such as racism, negative views of differing/other
cultures, and in-group or out-of-group judgments (Bennett, 1993).

The last three stages of the model are acceptance, adaptation, and integration, and are
classified as “ethnorelative” stages. People in these stages begin to view differing cultures as
relative to each other and that behavior and actions must be viewed through a cultural lens. In
these stages one's views, actions, and behaviors demonstrate that there is not one culture or
worldview which is more central or better/worse than others (Bennett, 1993).
As humans grow, they do not necessarily progress in a linear fashion through this framework.
One might move forward in the continuum regarding one belief, value, attitude, or action, but
backward in another, or forward at some point and then backward again. However,
this framework does indicate the progression of development that people eventually move
through with intentional, reflective work.
NOTES AND REFLECTIONS

CULTURALLY RESPONSIVE TE ACHING FRAMEWORK

The second framework, Figure 2, is a modified version of Geneva Gay’s Culturally Responsive
Teaching (CRT) model. The CRT model has five aspects: cultural diversity knowledge base,
designing culturally relevant curriculum, demonstrating cultural caring and building a learning
community, cross cultural communication, and cultural congruence in classroom instruction
(Gay, 2000; Gay, 2002). This model can help educational leaders in remembering the key
aspects of culturally responsive practices when working with and observing teachers. It also
reinforces the concept that teachers’ levels of intercultural competence impact the rest of their
practices.
Figure 2
Modified version of Geneva Gay’s Culturally Responsive Teaching Model

SECTION 1: What are your Teachers’ Beliefs, Values, and
Attitudes Regarding ELs and Culturally Responsive
Practices?
The study that this resource guide is
based upon began with determining
“. . .We might be able to instruct a teacher
participant teachers’ level of
in new behaviors [practices], but those will
intercultural competence. Before you
have limited impact. At some point, the
begin the work of developing
teacher will get tired and his underlying
culturally responsive practices in
beliefs [intercultural competence] will
teachers, it is important to know their
percolate up and direct his behaviors . . .”
level of intercultural competence.
- Elena Aguilar
Their current beliefs, values, and
attitudes towards ELs will impact
their openness to and willingness to engage in the work and the process. If a teacher has an
ethnocentric, lower level of intercultural competence, then you will need to work with them
differently than a teacher who has a higher, ethnorelative level of intercultural competence.
The following is a recommend tool and process option for assessing your teachers.
BEGINNING THE PROCESS

I recommend you begin this process by using a self-assessment tool. I have used
Joseph Ponterotto’s (1998) Teacher Multicultural Attitude Survey (TMAS) for several reasons: it
is short (20 items), easy to administer, the questions are non-leading, teachers answer on a
scale of strongly agree to strongly disagree (1 to 5 Likert scale), it is validated and normed by
other research, it is easy to score, it has stood the test of time, and it is free to use. There are
certainly other measures out there to consider, but this is my choice.

To Access the Teacher Multicultural Attitudes Survey:
Contact Dr. Ponterotto at Ponterotto@Fordham.edu
Or you can access it via this article: Ponterotto, J. G, Baluch, S, Greig, T, &
Rivera, L. (1998). Development and initial score validation of the teacher
multicultural attitude survey. Educational and Psychological Measurement,
58 (6), 1002-1016.

There are some things to consider as you prepare to administer the TMAS (or whichever
intercultural competence tool you choose):
WHAT QUESTION(S) ARE WE TRYING TO ANSWER WITH THE TEACHER MULTICULTUAL
ATTITUDES SURVEY?

 Like any good problem to be solved, you should approach this process with a guiding
question in mind. What data or information are you looking for by administering the
TMAS/tool? What do you intend to
do with the information you
THIS WORK, WHILE
uncover?
IMPORTANT, WON’T HAPPEN
 The premise of this resource guide is
to support educational leaders in
OVERNIGHT. THIS IS
growing teachers’ intercultural
ESPECIALLY TRUE FOR
competence and culturally
TEACHERS WITH LOWER
responsive practices – which begins
LEVELS OF INTERCULTURAL
by identifying where teachers are in
COMPETENCE. BEING
their intercultural competence. If
this aligns with your purpose, then
CONSISTENT WILL WIN THIS
your guiding question might be
RACE!
“What are my teachers’ beliefs,
values, and attitudes regarding
English learners?”

TMAS Sample Item:
I believe that the teacher’s
role needs to be redefined
to address the needs of
students from culturally
diverse backgrounds.

WHO WILL PARTICIPATE IN THE TEACHER
MULTICULTUAL ATTITUDES SURVEY
ADMINISTRATION?


Will your entire staff – administration,
teachers, mental health providers, educational
assistants, instructional coaches, building tech
support, etc. participate in the TMAS?

If your entire staff is not going
to participate, then what is your reasoning for that?
 Remember, it is fine if only part of your staff participates, just be sure that you have
intentional reasons for who is/is not participating.
 The TMAS’ items or questions are geared towards teachers but could easily apply to
school mental health providers and others who interact with students and families
daily.

WHEN WILL OUR TEACHERS PARTICIPATE IN THE TEACHER MULTICULTUAL ATTITUDES
SURVEY?

 Thinking Logistically:
o Will you send out an email to all your staff with a link to the TMAS?
o Will you have them participate
during a department or team
meeting?
TMAS Sample Item:
o Will they take it during the weekly
staff meeting?
To be an effective teacher,
o Will they complete it during a
one needs to be aware of
building wide professional
development event?
the cultural differences
o Are there other opportunities
present in the classroom.
within your school or district
which might be better options?
 Each of these different options may
impact the number of teachers who participate and the level of responses you receive
based upon the teachers’ perceived importance of their participation and their
answers.

HOW WILL WE INTRODUCE THIS PROCESS AND THE TEACHER MULTICULTUAL ATTITUDES
SURVEY?

 In my experience, how an activity like the TMAS is prefaced makes a huge difference in
how teachers approach it, the number of teachers
who participate, and the accuracy of their answers.
o If you simply send teachers a link or have them
TMAS Sample Item:
take the survey at the beginning of a staff meeting,
they are less likely to take it seriously and focus on
I find teaching a diverse
answering accurately.
o Conversely, if you preface the administration of the
group of students
TMAS with information on why the data the TMAS
rewarding.
collects is useful, how it will benefit each teacher on
an individual level, and how it will impact the
upcoming professional development in the building
and/or district you are more likely to obtain a higher
level of participation and honesty in their responses.

HOW WILL WE ADMINISTER THE TEACHER MULTICULTUAL ATTITUDES SURVEY?


Will you administer the TMAS as a
pen/pencil
and paper survey?
TMAS Sample Item:
o
This format does make it more difficult for
teachers to share their responses/scores should
Regardless of the makeup
you desire for this to happen.
of my class, it is important
o
This format may help teachers better
understand their level of intercultural competence
for students to be aware of
if you have them hand score their own survey.
multicultural diversity.

Will you administer the TMAS as a digital
survey through a program like Google Forms or
Survey Monkey?
o The digital format makes it easier to score the survey and share the results,
should that be desired.
o This format may make it more difficult for teachers to return to their
scores/responses at a later time or have an understanding of their current level
of intercultural competence since they are not scoring it themselves.
WHO WILL SEE OUR TEACHERS’ RESULTS FROM THE TEACHER MULTICULTUAL ATTITUDES
SURVEY?

 There are pros and cons for each of the options below:
 Have only the teachers themselves have access to their own results. This
removes teacher fear that their responses could impact their performance
evaluation, employment, or pay, as well as gives them the opportunity to reflect
upon their results. However, it also sets teachers up to have to select where they
go when it comes time for the professional
development, which may lead to misplacement
TMAS Sample Item:
and teachers not fully reaping the benefit of the
professional development.
Being multiculturally aware

Give both teachers and other leadership
(instructional coach, administrator, etc.) access to
is not relevant for the
teachers’ results:
subject I teach.
•
This opens the door for teachers to be able
to reflect upon their results.
•
This could cause teachers to worry about
how their responses will impact their pay, performance
evaluation, and employment. There might also be a level of
embarrassment if a teacher does not believe they have scored
as high as they should have.

This allows leadership to either place teachers in their
professional development or make a recommendation as to
which professional development options the teacher ought to
engage in, but allow the teacher to have the final choice.
 Alternatively, only the teacher and the instructional coach are
given access to the results which may mitigate some of the
above concerns, but also allow for some of the benefits.
 The last option would be that only leadership is given access
to the participants’ TMAS results.
• This option leads to some of the same concerns as above
and does not offer teachers the opportunity to reflect and
grow from their participation.
 I suggest that as you consider which of these options you will use within your
organization that you think about the following and use it as part of your decisionmaking process:
o The history of your organization.
o The current level of trust with staff.
o How each option will positively or negatively impact your ability to effectively
work with teachers in this process.
o
The implications of teachers’ perspectives
of employment, evaluation, and pay as related to
TMAS Sample Item:
this.
•

I frequently invite extended
family members to parent
teacher conferences.

HOW WILL WE USE THE TEACHER
MULTICULTUAL ATTITUDES SURVEY RESULTS?


For this I refer you back to the very first
thought in this section, “What question(s) are we
trying to answer with the TMAS?”
o
In line with the purpose of this resource
guide and the premise of its creation, I encourage you to use the data resulting
from the TMAS to better understand your teachers’ beliefs, values, and attitudes
related to differences and intercultural competence, help them to better
understand their own intercultural competence, and ultimately to use it to
inform the next steps in growing both their beliefs, values, and attitudes towards
ELs and their culturally responsive practices through professional development.
o Think about : What other steps, in addition to the TMAS, might need to be in
place as follow-ups to identifying teachers’ levels of intercultural competence?

WHAT OTHER STEPS DO WE NEED TO TAKE TO HELP US UNDERSTAND TEACHERS’ LEVEL
OF INTERCULTURAL COMPETENCE?

 Part of this process should include information gathering related to teacher’s
experiences – or lack thereof – which would impact their ability to engage with the PD
and implement culturally responsive practices.
 This might occur through conversations between staff members, coaching conversations
with the school’s instructional coach, or even conversations between the teacher and a
trusted building administrator.
HESITANT OR RESISTANT TEACHERS?

It is important to recognize that some teachers may display a hesitance or resistance to
participate in the TMAS. For this purpose, hesitancy would be related to a teacher who values
intercultural competence and culturally responsive practices on some level. However, they are
worried about the potential impact of their responses on their evaluation, pay, or even
employment. A resistant teacher, on the other hand, has little to no initial value of intercultural
competence or culturally responsive practices and may even believe that we should not be
offering supports to ELs or providing translation services for their families, as an example.
The hesitant teacher has some legitimate concerns which, if you have built relationships and
trust within your institution, can be more easily addressed with a conversation and
reassurance. The resistant teacher is a more difficult challenge, as they are some of the
teachers who need this training and learning the most. You can best address this by being
strategic with resources and addressing those teachers on a more individual level. This might
involve individual coaching or reflective conversations which allow you to get a better idea of
the teacher’s intercultural competence to then ensure that they partake in the appropriate PD
level. They might even become a teacher who due to their beliefs, values, and attitudes, might
even forgo group PD at the beginning and only work with individual coaching to ensure that
their views are not toxic to others in the school. If this is the case, look at Sections Two and
Three of this resource guide for ideas and supports to get started.
TMAS PLANNING TEMPLATE

The template on following pages can help you work through the recommendations made in this
section and be useful in organizing your thoughts as you plan to administer the TMAS (or other
intercultural competence measure) to your staff.

TMAS PLANNING TEMPLATE

TMAS Planning Template

What question(s)s are
we trying to answer with
the TMAS?

What is our goal for
administering the TMAS?

Who will participate in
the TMAS?

When will our staff
participate in the TMAS?
What are the logistics of
their participation?

Teachers
Administration
Counselors
Other Certified Staff: _______________________
All Certified Staff
Educational Assistants
Paraprofessionals
Other Classified Staff: _______________________
All Classified Staff
All School Staff
Other: _____________________________________
Date:
Time:
Event:

What resources do we
need?

What is the anticipated
impact of this plan on
the results and
information we will
gather?

How will we preface the
administration of the
TMAS?

How will staff participate
in the TMAS

What will teachers need
to bring with them?

Pen/Pencil and
Paper
Google Form
Survey Monkey
Other:
__________________

Pen/Paper
Laptop
Other:
__________________

Who will communicate
with teachers and what
will we tell them?

What do we need to do
to prepare?
Who will get access to
the TMAS results and
why?

What will each party do
with the results?
How will the results be
kept confidential?
What organizational
information do we need
to think about in this
process (background,
history, current staff
status, climate, culture,
current events, level of
stress, etc.)?
How can we be
cognizant of the
organizational
information and address
them to ensure success
on our “mission”?
How will we use the
TMAS results?

Online TMAS
Copies of the TMAS (how many)
Other: _____________________________________
Staff (participants
Why?
to their own
results)
Administration
Instructional
Coach
Department Chair
Other:
__________________

Building-wide professional development
Small group professional development
PLC or department work
One-on-One coaching
Other:

What other steps might
be needed to be in
place as follow-ups to
identify teachers’/staff’s
level of intercultural
competence?

What other things
(challenges/supports)
anticipate in this
process?

What staff members do
you anticipate being
supportive or
hesitant/resistant?

How can we proactively
address these staff
members or be
prepared if these
concerns arise?

NOTES

Small group conversations
PLC/department conversations
One-on-one conversations
Other:

Introduction to Sections Two and Three
Sections two and three involve a challenging question: How do we grow teachers’ intercultural
competence and culturally responsive
practices? The reality is that there is no easy answer
to this question. In education we are working with
HOW DO WE GROW TEACHERS’
human beings – each with different backgrounds,
INTERCULTURAL COMPETENCE AND
needs, desires, and hopes. A one-size fits all
CULTURALLY RESPONSIVE
approach for teachers to help grow their
PRACTICES?
intercultural competence, cultural responsiveness,
and beliefs/values/attitudes towards ELs is not a
functional approach. However, growing these
aspects is essential to moving teachers in the direction of the implementation of the equitable
and culturally responsive practices needed to support ELs. The knowledge of what will work
best with each teacher, school staff, and district comes from building relationships and trust,
flexibility, and an unwavering commitment by leadership that this is important work – even
when the going gets tough. . . because this work will be challenging at times.
Working with people’s beliefs, values, and attitudes is personal work. Beliefs and values stem
from one’s experiences, identity, and background. Therefore, it is emotional work when
someone’s intercultural competence is
challenged. Likewise, practices and
actions are impacted by beliefs,
“Values are like fingerprints. Nobody’s
whether or not someone realizes it. This
are the same, but you leave them all
work can and will challenge what people
over everything you do.”
believe to be true in their reality – even
if “their reality” is not the “true reality”
Elvis Presley
(Aguilar, 2020). When these tough,
challenging, and emotional events and
conversations happen, having a strong relationship with your teachers is something you can fall
back on. Even if they don’t like what is happening or what they are being challenged to think
about, teachers will hopefully be able to recognize that you have their best interests at heart.
Sections two and three of this resource guide discuss and provide tools related to how to grow
teachers’ intercultural competence and culturally responsive practices. They may be
used separately or in tandem depending upon your needs, time, and resources. Section two
addresses a more encompassing approach for growing teachers' beliefs, values, attitudes, and

culturally responsive practices through a leveled professional development approach. This
would be appropriate for and beneficial to a large majority of your staff – whether it be for a
school or district-wide initiative or for a small group of teachers (department, opt-in
professional development, PLC, grade level team, etc.). Section 3 presents a more one-one-one
approach that can be used for several different scenarios: to prompt conversations between an
administrator and teacher, as part of the coaching process, to meet the needs of a teacher that
has a high level of intercultural competence (95 or higher on the TMAS), or to use with resistant
teachers who might benefit from the opportunity of individual reflective conversations.
NOTES AND REFLECTIONS

SECTION 2: How do We Grow Teachers’ Intercultural
Competence and Culturally Responsive Practices?
The focus of this section is to consider staff-wide or large group professional development for
teachers based upon their TMAS results. The TMAS data is important in this step, because the
data in the study that resulted in this guide indicated that a ten-point difference could have an
impact on the culturally responsive practices that teachers engage in. Additionally, this data can
tell us a teacher’s level of intercultural competence. It is important to be certain that teachers
are privy to a level of professional development that meets them where they are at and grows
them from there. This is especially true as growing someone to slowly rethink their beliefs,
values and attitudes is a challenging task and teachers with lower, ethnocentric intercultural
competence will be less ready to take on higher-level culturally responsive practices. On the
other hand, a teacher who already has a high, ethnorelative level of intercultural competence
and is already implementing many culturally responsive practices will need a very different type
of support in their professional development.
As educational leaders we know how to differentiate professional development. Below are
some recommendations that are specific to the needs of teachers regarding intercultural
competence and culturally responsive practices. Following the recommendations are some
tools that might help in your reflection and process for the planning of the professional
development. In this process thoughtfulness, purposefulness, and intentionality are key to
ensuring that these belief-and-value related topics are addressed in a manner that honors
where the teacher is at, and yet does not allow them to stay there.
PROFESSIONAL DEVELOPMENT LEVEL ONE

This level of professional development may address those teachers that have the lowest level
of appreciation and awareness of culturally responsive practices and intercultural competence
as measured by the TMAS. The Likert type range mean for these teachers on the TMAS would
range from 0 to 2.99 with an overall score of 0 to 59. This would correlate with the Likert
individual item scale used on the TMAS of ”Disagree” or ”Strongly Disagree.”
From an intercultural competence perspective these teachers need the support to begin to
identify that there are other cultures besides their own. This might occur through meeting with
ELs and their families and hearing them share about their own values and norms, attending
events at their own or other schools which promote the engagement of Els’ families, or reading
vignettes. These vignettes might include the stories and experiences of Els, families and
teachers who have worked with Els and other traditionally underserved populations
Participants might be encouraged to work in small groups to discuss their own backgrounds and

values and to consider how others in the group may or may not be different from themselves.
Care should be taken, in any of these scenarios, to set the environment and norms of the
situation to ensure that all participating feel safe to both share and listen. Given the value that
the interviews in the study placed on reflection and the impact of personal experiences, it
would be beneficial to either authentically or artificially (through using staff members who
speak different languages) or local events to help these teachers experience what ELs
experience on a daily basis in life and in the classroom. There should also be a strong
component of reflection regarding the teachers’ beliefs, values, and attitudes and how these
interactions make them feel. Care should be given that these reflection opportunities are well
thought out and intentional, so that they not only offer value to the teachers (i.e. not feel like
busy work), but also challenge the teachers in their current intercultural competence.
Regarding culturally responsive practices and guiding teachers in growing these at this level, it is
important that the teachers can see the value of the practices for all students – not just ELs.
Conversations about why family engagement and communication are important and providing
them the resources to communicate with the families of ELs might be a start. Have the teachers
spend some time reflecting upon their classroom culture and how they help students feel
welcome and safe and whether or not there are things they can change to ensure all students
feel welcome is another area to work on. Additionally, have these teachers consider the
differentiations they might make within the curriculum and instruction in order to support the
learning for all students – visuals, breaks, conferences, cooperative learning strategies,
sentence stems and frames, etc. Finally asking teachers to reflect upon how they might connect
their learnings and experiences from the PD regarding intercultural competence to their
practices is a key step in moving them towards the implementation of culturally responsive
practices from a place of positive beliefs, values, and attitudes.
Some teachers will be placed in this level of professional development simply because in life
they have not had the opportunity to learn and experience different cultures. However, there is
the potential pitfall of participants who have chosen to have the level of intercultural
competence that they have. These teachers may be completely closed minded or unwilling to
grow or consider the needs and values of ELs. Facilitators should be cognizant of negative
comments such as, “they just need to learn English” or “this is America. . . . .” In these cases,
encourage teachers to reflect upon why they got into the profession, what their goals are as a
teacher, and how what they are learning benefits all students – not just ELs. In cases where
these beliefs and values are strong, it may be wise to invite that teacher to have one-on-one
support from a building instructional coach or a mentor in addition to or instead of the group
professional development, as these beliefs, values, and attitudes can be toxic and hurt the
growth of other teachers.

PROFESSIONAL DEVELOPMENT LEVEL TWO

This level of professional development may address those teachers that have a mid-level of
appreciation and awareness of culturally responsive practices and intercultural competence as
measured by the TMAS. The Likert type range mean for these teachers on the TMAS would
range from 3.00 to 3.99 with an overall score of 60 to 79. This would correlate with the Likert
individual item scale used on the TMAS of ”Uncertain.”
For teachers participating in the second level of professional development, everything from
level one is still beneficial and might/should be implemented. The focus of norms and reflection
should also remain. These teachers, based upon their TMAS scores may have some areas where
they lean toward the level one PD and areas where they lean towards the third level. Taking
time to have conversations with these teachers to really understand them is important.
These teachers would benefit from the opportunity to continue their growth in learning about
the backgrounds, norms, and needs of cultures other that their own, being able to have
impactful experiences and to have discussions regarding the idea of “We do it this way, they do
it that way. We’re not right, they're not wrong; They’re not right and we’re not wrong. We are
just different – and often there is a reason for that.” Working on digging into the background
and/or historical reason for those differences might build the capacity to begin to self-question
and reflect upon intercultural competence and assumptions that they might be making.
Teachers should also be encouraged to discuss experiences they have had and to be guided in
thinking through why things happened, their feelings and reactions, as well as considering the
value of other’s language and culture.
From a culturally responsive practice standpoint, these teachers should be given the
opportunity to visit model classrooms where teachers are proficient at implementing culturally
responsive practices. These visits should be followed up by a debrief with the observed teacher
and a reflection from the participants. At this stage, teachers may recognize that certain
students have specific needs. This is an opportunity for teachers to work together to determine
practices that might support that student or family and for the teacher to further grow their
repertoire of culturally responsive practices. Teachers should also begin to recognize the
differences with other cultures and the values of the needs and differences. With this in more
specific targets and practices should be modeled and taught. Be sure to include practices and
ideas of things teachers can implement easily without much work the next time they have
students in their classroom. Challenge teachers to try out a couple of new practices and to
share about their experiences at the next PD meeting. In this manner they can celebrate their
successes and obtain feedback when things don’t go as planned. Within this process, it is
important to remind these teachers that it is okay if the practice or strategy does not go
perfectly or (in their perception) fails; it is all about the trying and having little successes.

Finally, level two teachers should be encouraged to begin to build professional partnerships and
find a though partner within their school environment with whom they can reflect upon their
intercultural competence and share support regarding culturally responsive practices.
Additionally, encourage teachers to begin to build a strategic relationship with one or more of
their EL’s families. Teachers might facilitate this by making positive communications home or
personally inviting these families to school events via the support of a translator or family
liaison.
PROFESSIONAL DEVELOPMENT LEVEL THREE

This level of professional development may address those teachers that have the highest level
of appreciation and awareness of culturally responsive practices and intercultural competence
as measured by the TMAS. The Likert type range mean for these teachers on the TMAS would
range from 4.00 to 5.00 with an overall score of 80 to 100. This would correlate with the Likert
individual item scale used on the TMAS of ”Agree” or ”Strongly Agree.” With these teachers,
the recommendations from the level one and two professional developments are still beneficial
and useful.
These teachers’ location on Bennett’s (1986, 2993, 2013, 2017) DMIS indicates that in general
they have positive values, beliefs, and attitudes towards ELs and value culturally responsive
practices which are ethnorealative in nature. However, these teachers may also not know what
they don’t know. In terms of both continuing to grow intercultural competence and culturally
responsive practices with these teachers, building skills related to self-reflection and selfquestioning is beneficial. Prompt teachers to use strategies like the Five Whys (Serrat, 2009) or
reflection journals to help with this. Continue to use the suggestions and ideas from levels one
and two as well as work with teachers to grow knowledge of cultural norms and needs, build
partnerships, facilitate coaching, work on growing relationships with EL families, and
brainstorm new practices. At this level, teachers can also be guided in and supported to assess
the curriculum and their instructional practices for cultural responsiveness. These teachers can
also be focused on reflections about where they need/want to grow in intercultural
competence and culturally responsive practices, guided to think intentionally about their
instruction and language usage during instruction as well as to think with intentionality about
how they might learn from their ELs.
ADDITIONAL PROFESSIONAL DEVELOPMENT RECCOMENDATIONS

Teachers that scored a 95 or above on the TMAS may need supports in other areas. Their
responses on the TMAS indicate a high level of attitudes, values, and beliefs towards ELs, their
families, cultural norms and needs, and the desire to implement equitable, culturally responsive
practices. As indicated in the interviews, these teachers may have highly unique needs related

to their continued growth. Some may need coaching on how to develop a culturally responsive
curriculum or how to have conversations with others about intercultural competence and
culturally responsive practices. These culturally responsive teachers may want to work with
school leadership to build an Equity Team in their schools or determine how their school can
better partner with the families of ELs. Other teachers may be in the place that they desire
training on how to mentor other teachers in this important work. Culturally responsive
teachers, the interviews indicated, desire to grow and learn. Taking the time to observe their
classes and have follow up conversations about observations, their goals, and desires is a good
way to begin this process.
PROFESSIONAL DEVELOPMENT PLANNERS

The templates on following pages can help you work through the recommendations made in
this section and be useful in organizing your thoughts as you plan to facilitate your staff through
this professional development. Two planners have been provided: one for the overview of each
professional development level and a second to help plan and guide individual professional
development sessions.

PROFESSIONAL DEVELOPMENT OVERVIEW PLANNER

Professional Development Planner: Overview

Professional
Development Level or
Name
What level will be taking
part in this PD (TMAS
score range or other
indicator)?
Based upon the TMAS
results and Bennett’s
DMIS, what are some of
these staff members
strengths?
Based upon the TMAS
results and Bennett’s
DMIS, what are some of
these staff members
areas for growth?
What else do we know
about these teachers
(from conversations,
meetings, etc.)?
Which of these strengths
do we want to build on
in this PD?
Which of these areas for
growth do we want to
focus on throughout this
level of PD? At the
beginning? At the
middle? At the end?
What are some
strategies that might be
used in this professional
development?

Kagan/Co-operative learning strategies
Reading vignettes on the topic of:
__________________________________
Meeting with Els on the topic of:
__________________________________

What is the purpose for
each of these activities
or strategies?

What challenges will be
given to participants to
help them grow?

Meeting with families on the topic of:
____________________________________
Meeting with other teachers on the topic of:
____________________________________
Going out into the community
Attending community events
Reflective journals (or other reflective writing
opportunity)
Reading a book or book study. Possible text:
_____________________________________
Surfacing current realities (via writing,
discussion, anonymous sharing, etc.)
Building professional peer partnerships
Modeling culturally responsive practices
Role-playing
Interviewing members of the community
Having Els in classroom/family complete a
needs assessment
Completing a self-assessment in one or more
areas from the culturally responsive indicators
check lists.
Looking at school data
discussion about __________________________
Conducing peer observations of culturally
responsive practices in class
Observe a model classroom as a
group/individual
Other: _____________________________________

Reflect upon a belief and how it was
founded
Create a reflection journal
Implement one or more new practice and
report back
Reach out to one of their ELs’ families
Attend a community event
Find a situation to use a translator to
communicate with a family

Who will facilitate this PD
and why?
What types of formal
and informal
assessments will be used
to assess the progress of
participants?

What types of formal
and informal
assessments will be used
to assess the
effectiveness of the PD
in supporting staff in
growing their
intercultural
competence and
culturally responsive
practices? How will we
know it is effective from
the data?

Other: _____________________________________
Discussions
Conversations
Writings
Changes in behavior
Implementation of practices
Feedback from participants
Other:
____________________________________________

PROFESSIONAL DEVELOPMENT SESSION PLANNER

Professional Development Planner: Sessions

Session number:

Intended session
outcome:

Strategies to achieve
intended outcome (see
strategies on overview
planner):
Culturally responsive
practices to model:

Follow-up activities or
challenges

Staff self-assessment:

Assessment of sessions
effectiveness towards
the intended outcome
Notes or reflections:

SENTENCE STEMS

Below are some sentences stems and frames you or the professional development facilitators
might use to diffuse emotional situations, prompt reflectiveness, or help teachers surface and
think about their reality.
Tell me [more] about. . .
I hear you saying. . . . tell me more about where that thought came from.
What experiences do you have around. . . . ?
Help me to understand. . .
I’ve noticed . . . . tell me more about that.
Tell me more about how you came to that belief.
What are you getting from holding that belief/value?
How does that belief/value/perspective benefit you/your students? How does it harm
you/your students?
 What would have to be different for you to be willing to engage in that?
 What would have to be different in order for you to change that belief/value/perspective?
 What is within your sphere of influence regarding . . . ?










NOTES AND REFLECTIONS

SECTION 3: What Practices are Indicative of a Culturally
Responsive Teacher?
Interviews conducted with culturally responsive teachers (as determined by the TMAS) indicated
a series of practices that may be indicative of an interculturally competent teacher and a
classroom that supports ELs. In this section, each of these indicators are laid out in a check-list
format. Each indicator is listed as the overarching theme, with a check box list of individual
practices that point back to the indicator. Additionally, “guiding questions” are listed for each
indicator to help you ask general, non-leading reflective questions of your teachers. You can start
by asking the initial questions listed (if
needed) and then ask the teacher follow-up
reflective questions based upon their
response.
Are you ready to be challenged
and feel uncomfortable? How do
For example, one of the indicators is
you know?
“identifying and valuing cultural norms and
needs.” That is the overarching practice or
indicator which is demonstrated by
culturally responsive teachers. Below that, in the checkbox list, are a number of practices that
fit into the indicator. These practices were shared and/or observed of culturally responsive
teachers via the interview process. If you are trying to determine whether a teacher is
implementing or practicing this this indicator, you would see if they are currently
demonstrating practices on the list, such as “seeking to understand and values the cultural
differences” or “seeking to understand how cultural norms and needs impact the student’s
ability to access instruction.” Conversely if you are trying to grow a teacher’s intercultural
competence and culturally responsive practices, you would work to develop and coach this
indicator by growing the practices listed.
WHEN AND WITH WHOM SHOULD THESE INDICATORS BE USED?

The opportunity to use these indicator checklists is vast and varying depending upon the
teachers in your school or district. When using them, take care to note the teacher’s level of
intercultural competence from Section 1,
when they participated on the Teacher
Multicultural Attitudes Survey. Consider the
Are you ready to make difficult
practices you have observed previously from
decisions? What to you think this
this teacher and the conversations you have
will be like and how do you know
had with them. If the evidence suggests a
you are ready?
lower level of intercultural competence, I
recommend taking a step back from these
checklists, consider section 2 of this guide, and reflect upon whether the teacher currently has
the beliefs, values, and attitudes to engage in this work. It may be that, before broaching these

topics, you look at the level one or level 2 ideas in section three and implement those on a
group or individual level. If it has been perceived that a teacher has a lower level of
intercultural competence, but indicates on their own that they want to be engage in this work,
begin by asking them “Why are you ready to
do this?” Use their answer to this
question and those questions in the boxes
Who are you as a teacher, leader,
throughout this section guide you in your
education, role model, and human
next steps (Section 2 or the indicator
being?
checklists).
For a teacher whose TMAS score,
conversations, practices, and actions have indicated a higher level of intercultural competence,
these checklists are a prime starting point to grow their intercultural competence and culturally
responsive practices as well as take them to the next level.
HOW TO USE THESE INDICATORS

Each indictor checklist is on its own page that you can print or copy easily from this resource
guide and is intended to be used in several different ways: 1) to take notes while observing, 2)
to provide feedback after an observation, or 3) to guide a reflective, coaching conversations
related to culturally responsive practices. Underneath each indictor set and accompanying
practices is a space for notes during the observation and coaching process.
Begin your work with the teacher by considering together the questions in the boxes
throughout this section. Set norms for your conversations and work, set a meeting schedule,
and select one of the indicators to begin
working on. This decision might be made
based up what the teacher does well already
Why are you ready to engage in
and wants to continue their growth in, an
the work of becoming a culturally
area of perceived growth needed, the
responsive educator?
teacher's personal preference, or recent
experiences the teacher has had. I
recommend that you only focus on one
indicator at a time and realize that there is no timeline or quick process to develop these
processes. The purpose of this process is not that every teacher already displays these
indicators or implements the related culturally responsive practices exactly, but rather partner
with the teacher through the reflective and questioning process to not only develop the listed
practices and other unlisted culturally responsive practices, but even more important to build
the self-assessment and reflective skills to determine when a teacher’s actions or thoughts are
not culturally responsive and how to address that internally within themselves. The interviews

that led to these indicators suggested that the indicators and practices were developed in the
teacher though continual self-reflection and self-questioning, intentionality, passion,
persistence, and hard work.

CULTURALLY RESPONSIVE INDICATOR: IDENTIFYING AND V ALUING CULTURAL NORMS
AND NEEDS

Culturally Responsive Indicator: Identifying and valuing cultural norm and needs.
Potential Guiding
• Based upon your knowledge of and respect for students' home cultures and
Question(s):
cultural norms, describe how you have included aspects of each into your
classroom? What has including them contributed to the overall classroom
culture?
• What are cultural norms and needs?
• Tell me about your own cultural norms and values?
• What are some of the cultural norms of the students in your classroom/our
school?
• How do you perceive cultural norms and needs as impacting the ELs in your
classroom?
Culturally
Have the understanding that an EL’s/family's cultural norms and needs maybe
Responsive
different than their own.
Teachers . . .
Seeks to understand and values the cultural differences.
Seeks to understand how cultural norms and needs impact the student’s
ability to access instruction.
Determines what needs the student has to be academically successful and
addresses them.
Determines what needs the family has for them to be able the family to
engage in their student’s learning and partner with the school and
address them.
Knows what the common cultural norms and needs are within the EL
community at their school.
Knows how to and regularly self-questions to seek out what they don’t know
about a particular people or group or how cultural norms/needs might impact
a situation.
Builds relationships with school staff and the families of ELs in order to feel
comfortable asking questions when they don’t know about the cultural norms
and needs.
Knows that it is ok to not know, but doesn’t remain in ignorance – rather they
seek out answers and information.
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: BEING REFELCTIVE AND HAVING A GROWTH
MINDSET RELATED TO ELS, INTERCULTURAL COMPETENCE, AND CULTURALLY
RESPONSIVE PRACTICES

Culturally Responsive Indicator: Being reflective and having a growth mindset related to ELs,
intercultural competence, and culturally responsive practices.
Potential Guiding
• Tell me about how you determine whether or not your curriculum,
Question(s):
instruction, activities, resources, and classroom supports are culturally
responsive.
• Tell me about a time you questioned your values, beliefs, or attitudes
regarding someone different that yourself. How did that come about? What
was the result of that process?
Culturally
Self-question why they think particular ways about ELs: beliefs, values,
Responsive
attitude and practices.
Teachers . . .
Ask themselves: Why do I feel, think, act this way? What has caused me to
think, believe, act this way? What might I do differently? How might I
challenge my beliefs, values, and attitudes?
Are open to push back about their thoughts regarding ELs, their practices,
beliefs, values, and attitudes and take the feedback with an open mind.
Actively seek out feedback and ways to grow their values, beliefs, attitudes,
and culturally responsive practices.
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: PAYING ATTENION TO AND SELF-QUESTIONING
THE ASSUMPTIONS AND INFERNECES THEY ARE M AKING

Culturally Responsive Indicator: Paying attention to and self-questioning the assumptions and
inferences they are making.
Potential Guiding
• What do “pay attention to self” and “self-questioning assumptions” mean and
Question(s):
look like to you?
• What kind of assumptions do you find yourself making?
• How do you know when you are making assumptions?
• What is the harm in making assumptions?
Culturally
Responsive
Teachers . . .

Recognize when they are making assumptions regarding ELs and their
families.
Consider the assumptions they are making regarding ELs and their families
Self-question and reflect upon their assumptions and inferences. Ask
themselves “why?,” “what might the reasons for this be?,” “what do I need to
consider here?,” “what am I missing?,” or “who can give me more
information?”
Are open to the feedback and coaching they get when making assumptions
and inferences.
Recognize when they are making assumptions regarding ELs and their
families.
Consider the assumptions they are making regarding ELs and their families
Self-question and reflect upon their assumptions and inferences. Ask
themselves “why?,” “what might the reasons for this be?,” “what do I need to
consider here?,” “what am I missing?,” or “who can give me more
information?”
Are open to the feedback and coaching they get when making assumptions
and inferences.

Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: RECOGNIZING WH AT THEY DON’T KNOW AND
SELF-QUESTIONING SO THEY KNOW WH AT THEY DON’T KNOW

Culturally Responsive Indicator: Recognizing what they don’t know and self-questioning so they know
what they don’t know.
Potential Guiding
• What is your process when you realize you don’t know something?
Question(s):
• How do you recognize or realize you don’t know something?
Culturally
Responsive
Teachers. . .

Recognize when they don’t know something and seek out answers or advice.
Self-question situations, actions, processes, assumptions, practices, etc. to
ensure that they are culturally responsive and equitable – even when at “first
sight/thought” they appear to be so.
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: V ALUING COMMUNICATION WITH ELS AND
THEIR FAMILIES

Culturally Responsive Indicator: Valuing communication with ELs and their families.
Potential Guiding
• Tell me about the communication you have with parents and families –
Question(s):
specifically with multilingual families.
Culturally
Responsive
Teachers. . .

See the value of communicating with ELs and their families and what it brings
to supporting students academically.
Understand how communicating with ELs and their families help families
support students at home through engagement and partnerships with the
school.
Communicate with families in their home language or access resources
(translators, family liaisons) to help with communicating with families in ways
they understand.
Welcome responses from families in their home language and seek out how
to have this translated into English as necessary.
Recognize that because an email, flyer or other information is translated into
the home language does not necessarily mean that the family will understand
or be able to access the content.
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: BEING INTENTIONAL ABOUT CRE ATING A
CLASSROOM TH AT IS SAFE FOR ELS

Culturally Responsive Indicator: Being intentional about creating a classroom that is safe for Els.
Potential Guiding
• Describe the learning community in your classroom and the steps you have
Question(s):
taken to ensure that multilingual students feel part of this community.
• What have been the biggest hurdles to building an inclusive learning
community in your classroom? If you had all the time, resources, and tools
needed, how would you overcome those hurdles?
Culturally
Responsive
Teachers. . .

Are intentional about building a classroom environment where ELs fee safe
and valued.
Ensure representations of ELs in class materials and displays.
Permit and value the use of ELs’ home language in the classroom and
academic setting.
Do not tolerate derogatory and hurtful language and comments towards and
regarding ELs.
Facilitate classroom dialogues which promote the value of differences,
student identities, culture, etc.
Guide discussions about what is not permissible within the classroom and
why.
Model words and actions that show a value of ELs' language, identity, culture,
needs, etc.
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: BEING INTENTIONAL ABOUT CRE ATING A
CLASSROOM TH AT IS SAFE FOR ELS

Culturally Responsive Indicator: Building and valuing relationships with students and families.
Potential Guiding
• Talk to me about how you have engaged students and families – especially
Question(s):
those of multilingual students to be full participants in their child’s education
and the school.
• What is required to build relationships with ELs and their families?
• What challenges have prevented you from building relationships with

Culturally
Responsive
Teachers. . .

ELs and/or their families and how have you overcome those road
blocks?

Intentionally build relationships with all students, including ELs and their
families.
Build relationships with the purpose of building trust, supporting students
academically, and helping families engage and partner with the school for
their child’s academic success.
Are intentionally cognizant of the Els and the families’ cultural norms and
needs.
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: V ALUING AND IMPLEMENTING EQUITABLE
PRACTICES

Culturally Responsive Indicator: Valuing and implementing equitable practices.
Potential Guiding
• What does “equitable” mean to you?
Question(s):
• Talk to me about the difference between “equal” and “equitable”?
Culturally
Intentionally implement practices to ensure that ELs are given the chance to
Responsive
share, answer questions, ask questions, and feel comfortable doing so.
Teachers. . .
Use structured strategies to ensure all students are called upon.
Give students think time and the opportunity to share with others before they
are called upon.
Set the expectation that students are risk takers and mistakes/wrong answers
are not only ok but also expected.
Offer linguistic support for answers (sentence frames, word walls, etc.).
Builds a classroom system that supports students in figuring out the answers
when they don’t know instead of accepting “I don’t know.”
Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: ANALYZING THE FORM AL CURRICULA FOR
LINGUISTIC AND CULTURALLY RESPONSIVE ELEMENTS AND MAKING ACCOM ADATIONS
TO THE CURRICULA AS NEEDED B ASED UPON THE ANALYSIS

Culturally Responsive Indicator: Analyzing the formal curricula for linguistic and culturally responsive
elements and making accommodations to the curricula as needed based upon the analysis.
Potential Guiding
• Describe to me your curriculum (both formal and informal) and how it
Question(s):
does or does not address the needs of the diverse and multilingual

•
Culturally
Responsive
Teachers
(and teams). . .

learners in your classroom.
If there were no constraints, what changes would you make to the
curriculum to better meet the needs of the multilingual students in
your classroom?

Reflect upon the curricula and are cognizant of items, readings, activities, and
assignments which are not culturally responsive.
Modify, remove, or replace unresponsive curricula with ones which are
culturally responsive.
Ensure that materials used in class are representative of their student
population and perspectives.
o This might include, for example, looking at the history of Colorado
through the lens of a brown person, or reading texts from people who
look like, speak the same language or have a similar cultural or
historical background as students, etc.
Intentionally reflect upon whether their self-developed curriculum is
culturally responsive and ensure that a wide variety of culturally responsive,
appropriate, and representative materials are used.
Cognizant of the vocabulary and language used in the curriculum.
Modify vocabulary and language as needed to not only meet students’
language levels and needs, but to also strategically grow their English abilities.

Observation and Coaching Notes:

CULTURALLY RESPONSIVE INDICATOR: V ALUING AND STRATEGICALLY USING THE
STUDENT’S HOME LANGUAGE

Culturally Responsive Indicators: Valuing and strategically using the student’s home language.
Potential Guiding
• What is your perspective on the use of a student’s home language in the
Question(s):
classroom or academic setting?
• What are some times or examples of when a student’s home language should
or should not be used in the classroom or academic setting? Why?
Culturally
Value the students’ home language and recognize the value of its use in the
Responsive
academic learning process.
Teachers. . .
Permit and encourage students to use their home language with others in the
classroom as a means to support learning, brain storming, academic
conversations, partner work, etc.
May strategically use the students’ home language themselves (if they have
the language knowledge) to promote academics, directions, or offer
opportunities to complete strategically placed assignments (like the daily
question) in the home language.
May use assignments or resources in the students’ home language to help
promote academic mastery or understanding of complex concepts and ideas.
o For example: literature about the function of the body’s organs in an
anatomy physiology course.
o Please note that this requires a careful balance of supporting the
student in acquiring academic English and mastering the content
though use of English and home language resources while also
showing the value of student’s language.

CULTURALLY RESPONSIVE INDICATOR: SUPPOTING INSTRUCTION FOR ELS CULTURALLY
AND LINGUISTICALLY

Culturally Responsive Indicator: Supporting Instruction for ELs culturally and linguistically.
Potential Guiding
• Talk to me about your delivery of instruction and how it addresses the needs
Question(s):
of the multicultural/multilingual students in your classroom?
Culturally
Utilize best practices for ELs in the instructional and cultural realm:
Responsive
Reflect upon classroom instruction to ensure that it is culturally
Teachers. . .
responsive for all students.
Self-question if instructional practices address students' cultural norms
and needs.
• For example: expecting student to make eye contact, when lowering
one's eyes is a sign of respect in their culture
• For example: considering the student’s cultures thought on what we
consider cheating: is it accepted in their home country and how might
that be addressed.
Think with intentionality about how content, activities, and assignments
are presented to ensure the language is both comprehensible to ELs, but
also grows their English.
• Incorporate strategies to support ELs such as:

Observation and Coaching Notes:

Explicitly teaching vocabulary
Break down vocabulary, word walls, sentence stems, sentence frames
Visual representations of learning (visuals, videos, pictures)
Anchor charts
Break down content and assignments
Graphic organizers
Learning targets that are discussed with students
Model what is expected
Exemplars of assignments
Wait/think time
Student-teacher conferences
Pre-teaching key vocabulary
Helping student identify previous knowledge
Frequent check-ins with students
Strategic groupings
Frequent breaks
Small group or partner work
Use of movement
Cooperative learning/Kagan strategies (Kagan & Kagan, 2017; Kagan, et
al.; 2019).

CULTURALLY RESPONSIVE INDICATOR: V ALUING STUDENT ACCOUNTABILITY, ABILITY,
OWNERSHIP OF LE ARNING, AND THE ASSETS ELS BRING TO THE SCHOOL COMMUNITY

Culturally Responsive Indicator: Valuing student accountability, ability, ownership of learning, and the
assets ELs bring to the school community.
Potential Guiding
• Describe your expectations of the ELs in your classroom?
Question(s):
• There are a lot of challenges that ELs have to overcome in the academic
setting. What are some of the positives that ELs bring to your classroom or
our school?
Culturally
Hold ELs equally accountable as their native English-speaking peers.
Responsive
Hold ELs to an equitable level of high expectations academically and
Teachers. . .
behaviorally as their native English-speaking peers.
Recognize the positive assets that ELs bring to the classroom and/or academic
setting.
Identify how these assets might be used to overcome the challenges ELs
face.
Observation and Coaching Notes:

SECTION 4: Implications and Next Steps
The next steps in growing your teachers’ intercultural competence varies as much as your
teachers vary. However, the following suggestions, based upon my research, should be useful:
TAKE TIME TO CELEBRATE

Before moving on to the steps below, take a minute to stop and relax. Regardless of where your selfassessments and reflections have led, you and your teachers have accomplished great things. Celebrate
with staff and the community. Recognize the growth and achievements among your teachers, your
school, the district, and your community. Consider, reflect upon, and celebrate:





The shifts in English learner academic and socioemotional growth.
English learner, family, and community engagement and partnerships.
The experiences of teachers, English learners, and families.
The increase in teacher and leadership efficacy and satisfaction.
FOR TE ACHERS CONTINUED GROWTH

 Self-assess the effectiveness of the steps you have taken thus far: are teachers talking
differently, do you see more of the outcomes from section three occurring in your school(s) and
classrooms?
 What are you hearing and seeing from ELs and their families? Are they more involved? Are
there indicators of an increase in content mastery? What are these indicators?
 Have you thought about, after a year on this path of building intercultural competence and
culturally responsive practices, having teachers revisit their initial TMAS scores and/or have
them re-take the TMAS as a self-reflection tool?
 Remember to have new staff members brought into this process through the TMAS and either a
leveled PD, induction, or one-on-one
coaching.
 You may choose to continue the
“Yesterday I was clever, so I wanted
differentiated PD levels and supports for
the foreseeable future or have them
to change the world. Today I am
revisited once or twice a year and support
wise, so I am changing myself.”
those who desire or have the need with
one-on-one coaching.
Rumi
 Intentionally maintain the systems,
structures, and relationships built in this
process.
 Support culturally responsive teachers’ growth into leadership roles, mentor roles, teaching
model classrooms, and cross-curricular work with other culturally responsive teachers.
 Encourage and support professional conversations and partnerships among teachers regarding
intercultural competence and culturally responsive practices.

 Continue to build and model the value of intercultural competence and culturally responsive
practices among teachers.
 Be intentional to include language and values that support and model intercultural competence
and culturally responsive practices in your meetings, conferences, and coaching sessions.
FOR SCHOOLS AND DISTRICTS

 On a regular basis have leaders self-evaluate their intercultural competence, culturally
responsive practices, and value of ELs. Encourage leaders to reflect and dialogue about where
their intercultural competence is at and where they need support to continue their growth.
 Continue to provide teachers with clear resources to support ELs and build relationships with
multilingual families. Consider how you might disseminate this information on a yearly basis and
highlight new resources.
 On a regular basis revisit systems, structures, procedures, and policies regarding ELs and
communicate with teachers regarding these.
 As building and district mandates, strategic plans and goals shift and change continue to frame
them in and connect them to intercultural competence in culturally responsive practices.
 Continue to grow the EL community involvement in the district or school and strengthen
existing relationships.
 As a school and/or district consider:
o EL cultural norms and needs in all situations.
o Multilingual parent information nights/mornings/afternoons.
o Hosting events within the ELs’ community (at the apartment clubhouse, a local popular
restaurant, etc.)
o Creating a Multilingual parent group to support the school and other multilingual
families.
o Creating a school and/or district Equity Team
o Creating a content teacher team that can both share practices, but also support and
coach the growth of others.
o Offering ELD and/or GED courses to ELD families and offer teachers the opportunity to
teach them.
 Revisit and assess the systematic implementation and efficacy of any steps toward intercultural
competence and culturally responsive practices.

“A different language is a
different vision of life.”
-Federico Fellini

Resources for Culturally Responsive Educational Leaders
Aguilar, E. (2020). Coaching for equity: Conversations that change practice. Wiley & Sons Incorporated.
Calderón, M. (2020). Breaking down the wall: Essential shifts for English learners' success. Corwin.
Eurich, T. (Host). (2017). Increase your self-awareness with one simple fix [TED talk].
TED. https://www.ted.com/talks/tasha_eurich_increase_your_self_awareness_with_one_simpl
e_fix?language=en.
Hammond, Z. (2015). Culturally responsive teaching and the brain: Promoting authentic engagement
and rigor among culturally and linguistically diverse students. Corwin: A SAGE Company.
Kagan, S., & Kagan, M. (2017). Kagan cooperative learning. Kagan Publishing.
Kagan, S., Kagan, L., & Kagan, M. (2019). 60 Kagan structures: More proven engagement strategies.
Kagan Publishing.
Serrat, O. (2007, February) The five whys technique. Knowledge Solutions: The Asian Development Bank.
https://www.adb.org/sites/default/files/publication/27641/five-whys-technique.pdf
Singleton, G., & Ladson-Billings, G. (2015). Courageous conversations about race: A field guide for
achieving equity in schools (2nd ed.). Corwin
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