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Executive Summary	

        Statistics suggest that the Borough of State College is culturally blind according to the 

Continuum of Cultural Competency spectrum. The demographic statistics show that the vast 

majority of the borough community is comprised of white individuals. Furthermore, retention 

rates at the Pennsylvania State University are noticeably lower for students of minority 

background. This is indicative of a culturally blind community, being that the diversity and 

inclusion within a community has been proven to significantly impact an individual's decision to 

remain a member of that community. The borough needs to increase cultural competence 

amongst community members to attract more diverse residents and improve the level of 

inclusion amongst individuals.	

This policy paper proposes cultural competence training for the businesses within the 

Borough of State College. This policy directly relates to the United Nations’ sustainability goals 

10 and 16. A cultural competency training program sponsored by the Pennsylvania State 

University will benefit both the residents of the borough, the businesses within the borough, and 

the students and faculty of the university. Increasing cultural competence will improve the 

relationship between borough residents and business owners and employees. Furthermore, by 

sponsoring the training course, the university will improve the relationship between the 

community, students, and faculty. Lastly, the participating businesses will benefit financially 

because cultural competence certification will increase business.	

To carry out this policy the university must sponsor an in-person or online cultural 

competence training program. As a group, we recommend an in-person class be the method used 

for this training. We feel it is the most effective method in getting the business to understand the 

importance of cultural competency. While an online method could possibly make the process 



 
 

 

faster, it could also open the option for the businesses to click through the training rather than 

taking the time to understand each part of the program. Although this is our recommendation, 

this policy paper outlines the benefits and drawbacks of both options, as well as the reasoning for 

implementing a policy to improve cultural competence within the borough and methods of 

incentivizing participation in a training program. 	

	

Background	

Society cannot create a sustainable future without adding social sustainability into the 

conversation. Thus, the focus on cultural competency.  This policy relates to the United Nations’ 

sustainability goals 10, Reduced Inequalities, and 16, Peace, Justice, and Strong institutions.	It 

relates to goal 10 because allowing for businesses to understand their customers reduces, if not 

eliminates, possible incidences where inequalities could be introduced. Cultural Competency 

also relates to goal 16 due to the fact that a competent environment increases the diversity of the 

community, specifically pertaining to Penn State and State College. This then creates a stronger 

institution for Penn State all together. However, before getting to the sustainability 

improvements, addressing the problem is just as vital.	

There is no question that implicit bias is everywhere in society. In fact, implicit bias and 

the effect it has on society interactions has been studied so extensively, there have been several 

definitions of it. The Kirwan Institute for the study of Race and Ethnicity at the Ohio State 

University has an excellent denotation of the word. The institute defines implicit bias as “the 

attitudes or stereotypes that affect our understanding, actions, and decisions in an unconscious 

manner.” By this definition, it allows for others to understand that although most people would 

consider themselves to be impartial to all they come by, they are in actuality not.	



 
 

 

Several studies have been conducted over time to analyze implicit bias tendencies 

amongst different groups of people. Lawrence T. White Ph.D., a professor of psychology at 

Beloit College, synthesized such data to emphasize inform others of the effect that unconscious 

bias has within communities. He reported that approximately two-thirds of whites associate the 

word white with being good. Approximately one half of blacks also associate the word white 

with being good. Conversely, White, Asian, Hispanic, and even black individuals involved in the 

study expressed a strong association between the words black and weapon (Banaji & 

Greenwald). This data demonstrates that the unconscious mind of most individuals inherently 

believe that whiteness is good, while blackness is bad (White).	

Implicit bias is commonly assessed via an online examination, known as the Implicit 

Association Test (IAT). The exam is comprised of many different images on the screen. The test 

taker would use his or her keyboard to respond to the images immediately, allowing them to 

express an association between certain images. The computerized results determine the person’s 

unconscious bias (White).	

Demographic data for the borough of State College and the Pennsylvania State University 

shows the lack of diversity in the community. The most recent data shows that the population of 

State College is 78.1 percent white, 11.2 percent Asian, 4.5 percent Hispanic, 3.9 percent black, 

0.1 percent American Indian, and 0.08 percent Native Hawaiian and Pacific Islander. Similar 

demographic trends are seen on the Pennsylvania State University campus. During the 2016 – 

2017 academic year, the student body population was 65.2 percent white, 5.3 percent African 

American, 5.8 percent Asian American, 6.3 percent Hispanic, 0.1 percent Native 

American/Alaskan Native, and 0.1 percent Native Hawaiian/ Pacific Islander.	



 
 

 

As Penn State becomes increasingly diverse it is increasingly important for the State 

College community to keep up with the changing times. With implicit bias being more and more 

talked about, it is important that we as individuals question how culturally competent we are. 

Washington State University states that “being culturally competent means having a working 

knowledge of other cultural values, norms, behaviors, traditions, expectations and customs -- the 

ability to recognize and respond to personal perceptions that lend themselves to unintended bias 

mistakes and to make better decisions based on that understanding.” In order to continue creating 

a more diverse Penn State, we must ensure that our community is as inclusive as possible 

through cultural competence training.	

        There are various dimensions of cultural competence. The first is at the structural 

level.  This refers to an awareness of how societal structures differ across cultures. The structures 

include expectations about knowledge and values. The structures also include the public policies 

and practices that shape, define, and limit both what is accepted and allowed and how individuals 

and groups have access and opportunity. The second dimension of cultural competence is at the 

institutional level. This refers to an understanding of the way social institutions help to shape 

social norms and expectations, as well as how they have been impacted by historical factors. 

These social institutions include, but are not limited to, school, family, media, church, and even 

government. The third dimension of cultural competence is at the interpersonal level. This is 

reflected in an awareness of the difference in the way others think, an appreciation for diversity 

of thought, and an ability to engage effectively with those with who think differently than you. 

The last dimension of cultural competence is at the individual level. This is reflected in an 

understanding of your own values and how those values influence how you think and act (3).	



 
 

 

        The dimension that should be focused on the most within the State College community is 

at the interpersonal level. This can be focused on through scripted, interactive exercises that put 

people in day to day situations to help them become aware of their own “blind spots.” These 

situations can be based in the classroom, workplace, marketplace, as well as others. Various 

different colleges have cultural competence training programs, but many are structured similarly.	

The retention rates of students at the Pennsylvania State University must also be 

considered to evaluate the cultural competency of the community. For the freshman students at 

the university, 93.1% are expected to return the following semester. However, the white 

population has a retention rate that is higher than the university average, while both the black and 

Hispanic/Latino races have retention rates that are lower than the university average. 

Specifically, 93.5% of white students are expected to return to the university for their second 

year, but only 88% of blacks and 90.7% of Hispanic/Latino are expected to do the same.	

This trend does not plateau throughout the years, but actually worsens. After the 

completion of two years at the university, 84.1% of Hispanic/Latino students and 85.4% of black 

students are expected to return for the following school year. However, white students have a 

retention rate of 90.2% after two years of study at the university. After three years of education, 

the retention rate of black students falls to 78.2% and the retention rate of Hispanic/Latino 

students falls to just 81.1%. The retention rate of white students remains the highest at 87% after 

three years.	

        Overall, the data shows that the retention rate of white students is the highest each year 

and drops the least between school years. The retention rate of white student’s drops a total of 



 
 

 

6.5% across three years at the university. Conversely, the retention rate of Hispanic/Latino 

students and black students drops 9.6% and 9.8%, respectively, over the same time period.	

The next step to this revelation is to understand how society can counter their unconscious bias 

against one another. The institute approaches this with the idea that all biases are malleable and 

because of the complexities of the brains, the biases we have can be unlearned with several 

“unlearning” techniques.	

Methodology	

Cultural Competency training is important for the State College area because statically 

and interpersonally, there is a deficit in diversity and comprehension of others. The lack of 

diversity then allows residence and businesses to become culturally blind and not recognize 

certain aggressions and microaggressions that could be considered offensive.	

An argument to be made for reasons that led to the need for this training is the lack of 

diversity within the faculty. Faculty working at the University Park campus make up a great 

percentage of the Borough population and income. However, the ratio of white faculty members 

compared to persons of color is highly disproportionate. All of races besides Caucasian only add 

up to 554 faculty members while the number of Caucasian faculty members adds up to 

2,093(Full-Time Employees). This is brought into consideration because, as stated before, the 

faculty make up a large part of the population of the Borough besides students. They create lives 

and grow families in this area and have become an integral part of not only Penn State, but also 

the Borough.	



 
 

 

Another argument to be made is the student population. Although only here for a limited 

period of time, the students directly influence the borough and the businesses of the borough. 

Having an institution that is predominately white allows for this culturally blind environment to 

be enabled. As stated in the background, Penn State’s population is 65.2 percent white (Home). 

The other percentages are broken down into numbers that cannot compete and the numbers for 

the LGBTQA population is believed to be even smaller. With not much intersection and 

understanding from the majority and minority, the borough follows the lead of the popular 

culture of students, blindness.	

This sort of blind mindset the Borough is currently in because of the lack of diversity, 

might allow those minorities to be placed in certain hostile environments or situations. Recently, 

there was a survey sent out among students by the State College Community Diversity Group to 

understand their relationship with the borough businesses. Most of the students reported okay 

relationships with the businesses located downtown but there were several reports of 

microaggressions and aggressions. One student even reported that when he, an African American 

male, asked a worker for something he was repeatedly denied, but once a white student asked for 

the same thing their request was accepted. Another student reported that their friend had been 

denied a job because of his real name. The pair found this out when the student applied under a 

more “Eurocentric” name he got the job.	

Just last year a culture competency issue happened at Home D Pizzeria when Salua 

Kamerow, a customer of minority descent, was approached by another customer asking her and 

her party if any of them spoke English and then proceeded to ask for their green cards (Thomas). 

The experience left the woman in shock and discomfort. The real problem was how the business 

handled the issue. Upon interview the business said the most they could do was ban the customer 



 
 

 

from visiting the restaurant. The problem with this is that there was not any action during the 

moment when Salua Kamerow needed it, not after her traumatic experience. The real focus 

should have been action then and there as well as after to make sure a situation like this does not 

happen again.	

This is why cultural competency training is needed in the State College. It is known that 

experiences like Salua’s and ones from the student survey stick with the person. As State 

College’s population becomes more diverse in its population due to more focus on diversity 

within the student and faculty population, a big makeup of the Borough population, it is time the 

businesses that profit from these citizens to take the time to understand where they are coming 

from.	

Literature Review	

Many universities currently offer Cultural Competence training for their faculty and 

surrounding businesses. One university that is commonly regarded for their commitment to 

diversity and inclusion in Pennsylvania is Temple University. Though many point to their 

location in the middle of the city of Philadelphia for their success with institutional diversity, 

Temple university dedicates the resources to ensure the retention of their diverse student body. 

One way that they do this is by offering a Certificate in Diversity Leadership which is sponsored 

by both their office of Institutional Diversity and their College of Education. This certificate is 

not only offered to their university students and employees but outside professionals as well. In 

order to get this certificate, the student must complete 4 graduate level courses at the university. 

In addition to this certificate program Temple University’s office of Institutional Diversity also 

offers cultural competence workshops that can be between 1 and 2 hours long. These workshops 

can range in topics that include:	



 
 

 

·       bystander intervention from a social justice lens	

·       creating an inclusive work environment	

·       implicit/unconscious bias	

·       communicating across differences	

·       LGBTQIA issues	

·       safe zone Series 1	

·       political diversity and social justice	

·       gentrification of urban cities	

·       capitalism's impact on social justice	

Michigan Tech has an 8-step cultural competence training process that can be used as 

reference.  The first step of the Michigan Tech training focuses on defining diversity and 

exploring identity development. This training focuses heavily on socialization as way of 

understanding how our values and behaviors are affected by our interaction with the world 

around us. The next step focuses on deepening self-awareness. This training explores social 

identity groups that we identify as members of, what it means to be a part of these groups, and 

how being a part of these groups impacts our lives. This training also looks at what it means to 

be outside of your identity group and how we think others are impacted by not being part of our 

identity groups. Step 3 of Michigan Tech’s program involves “unpacking your cultural baggage.” 

This training is focused on discussing the impact bias, stereotypes and prejudice can have on 

different people. The next two steps both focus on the concepts of privilege and oppression in 

society which are possibly some of the most important lessons that some people can get. Many 

fail to acknowledge the importance of these concepts which is essential in understanding the 

experience of people from other cultures. The last two steps of the training involving learning 



 
 

 

how to progress as a culturally competent individual. This involves various aspects including 

learning how to use the privilege that you hold to advocate for others who may not share that 

privilege. (2)	

In addition to these different workshop topics, their office also offers the ability to 

customize a workshop centered around social justice, diversity, inclusion, and cultural humility. 

In addition to Temple many other schools offer cultural competency training programs. These 

schools include but are not limited to Washington State University, Michigan Tech University, 

Georgetown University, and many more.	

Policy Options and Recommendations	

        Two options for implementing a cultural competency training program for the businesses 

within the Borough of State College have been analyzed. The first option is an in-person cultural 

competency training program and the second option is an online cultural competency training 

program. The Pennsylvania State University is recommended to sponsor the course for either 

option. Both course options present similar benefits; however, the in-person course requires 

physical space on campus, while the online course requires the resources to maintain an online 

infrastructure. The participants will receive certification that they have been educated and trained 

in cultural competency training after successfully completing the chosen program. The design of 

each course, as well as the benefits and drawbacks of each option, are further analyzed in this 

section.	

 



 
 

 

I. University Sponsored Cultural Competency Training Program	

One way in which cultural competency training can be implemented in the borough of 

State College is by utilizing the resources and impact of the Pennsylvania State University. The 

university can sponsor a cultural competency training program that is accessible to any operating 

business in the borough. This policy option is beneficial to both the university and the borough 

members.	

The university will be the driving force of increasing inclusion and diversity in the 

borough, which will improve the complex relationship between the students, faculty, and 

university by showing that the university leadership is dedicated to creating a learning 

environment that embraces and welcomes individuals of all cultural backgrounds. This can lead 

to more diverse incoming classes in the future and improve the retention rates of historically 

marginalized ethnic groups at the university. Furthermore, a cultural competency training 

program at the university that is targeted for local businesses can more easily be transitioned into 

faculty and student cultural competency training programs than if an outside organization took 

on this role for the borough.	

The local businesses within the borough of State College will also benefit from 

participation in a university sponsored cultural competency training class. Completion of the 

training program will give the business owners the right to advertise themselves as culturally 

competent. They will receive an easily identifiable sticker for the storefront that marks the 

business as certified by the Pennsylvania State University as culturally competent. They will also 

have the right to include their cultural competence certification on any paper or electronic 

advertisement. The program will create a new standard for how businesses operate, and 



 
 

 

completion of the program will set that business apart from other competitors. Overall, the 

completion of a cultural competency training program is expected to aid the business financially 

by increasing the number of customers and sales. Additionally, the owners and employees at 

each participating business will personally benefit from the training program by improving the 

way in which they communication and interact with customers that are affected by cultural 

incompetence in any way. This will create a more comfortable environment for both customers 

and employees, which will encourage customers to return to the given establishment, resulting in 

an increase in consistent business.  Lastly, any employee that gains personal cultural competency 

certification will benefit by making them more employable in the future. 	

The training course will be designed by qualified faculty members and offered as 

frequently as possible to give businesses a greater opportunity for participation. Students can be 

involved in all aspects of designing the course as well. However, qualified staff members will 

run the program.	

Any business within the borough of State College that wish to take part in the cultural 

competency training program must be registered for the program by owner(s) of the business via 

the programs online website. To gain the certification the business owners and one half of their 

staff must participate in the entirety of the program.	

Any employee of a business within the borough of State College does have the option to 

register themselves for the cultural competency training program to receive personal 

certification. They will receive a badge to wear on their uniform to inform customers that they 

are have been certified as culturally competent. However, the business itself will not be given the 

culturally competent recognition. If the business registers themselves for the training program in 



 
 

 

the future, any already certified employee will count toward the total number of employees they 

need to gain certification, meaning the pre-certified employee will be counted toward the 

minimum one-half staff participation.	

A free cultural competency training program will result in a greater number of 

participants from the borough. As a result, the program is expected to have a positive impact on 

the community much quicker. This is a feasible option if the program is supported by volunteer 

faculty members and fundraising from connecting university groups, such as the Paul Robeson 

Cultural Center (PRCC), the Multicultural Resource Center, the Office of Educational Equity, 

the cultural caucuses, and/or the LGBTQ Resource Center. However, if the program is 

effectively advertised as vital to the businesses within the borough, a program fee may not deter 

from the success of the program. It will be imperative to keep the fee as low as possible to raise 

the incentive for businesses to choose to participate.	

II. Online Cultural Competency Training Program	

A university sponsored online cultural competency training program is recommended to 

be implemented in the same manner as the in-person program. The university is still expected to 

see an improvement in student, faculty, and university relationships and an increase in on-

campus diversity. The certified business is also still expected to see an increase in sales and 

business, and employees will still have the opportunity to improve their resume.	

The online course will allow participants to complete their certification in a more flexible 

manner. As a result, more businesses and employees will be inclined to seek out the certification, 

and the community will experience a greater positive impact as more businesses undergo cultural 



 
 

 

competency training. Although the flexibility of an online program may attract more participants, 

an in-person cultural competency training program is expected to be more impactful than an 

online cultural competency training program in that it will lead to a better comprehension of 

course material.	

Qualified faculty members will be needed to design the program, including individuals 

capable of creating a user-friendly course and website for the program. Students can be involved 

in all aspects of designing the course. The course should include both reading material, videos, 

and interactive modules to try to create the greatest impact on the participant.	

Qualified faculty members are also needed to carry out the program. Although an online 

course alleviates the need for faculty members to run the program in-person, the faculty must 

still be available to field questions from participants to optimize the impact of the program.	

A free online cultural competency training program will result in a greater number of 

participants from the borough, as expected with the in-person program. This program will also 

benefit from support by volunteer faculty members and fundraising from connecting university 

groups, such as the Paul Robeson Cultural Center (PRCC), the Multicultural Resource Center, 

the Office of Educational Equity, the cultural caucuses, and/or the LGBTQ Resource Center. 

However, if the program is effectively advertised as vital to the businesses within the borough, a 

program fee may not deter from the success of the program. It will be imperative to keep the fee 

as low as possible to raise the incentive for businesses to choose to participate.	

 

 



 
 

 

Issues	

The proposed policy has some expected issues that can be addressed. The first issue is 

how to incentivize people and businesses to participate in the program.	

For businesses, it all comes down to money. The only reason for a business owner to pay for 

such a program is if they will see an increase in revenues and business volume as result. The best 

way to guarantee this is through student involvement and engagement. Almost every store 

downtown has advertisements and promotions geared towards college students because the 

student population drives their revenues. If this policy were to grow to be something valued and 

sought after by students, then businesses will feel the direct implications of going through a 

cultural competency training program.	

        One of the proposed ways to generate student engagement with the program is by having 

informational and promotional events sponsored by older Penn State students for freshman to go 

to. At these panels, freshman can hear about the positive experiences brought on by this program. 

This could be something of a changed mindset or hearing what it is like to work, live and 

function in a culturally competent and educated community. The spreading of ideas from year to 

year is a driving force in shifting culture and having freshman hear from older students will help 

future years appreciate cultural competence which will then directly affect the businesses who 

this policy is directed toward.	

The proposed student panels and informational sessions can also be held for businesses as 

well. The students can reach out to business owners through these assemblies and explain the 

importance of the program to the student body and how it has influenced their purchasing and 

business decisions. Convincing business owners that students will be more inclined to visit their 

business if they are certified as culturally competent will be a large incentivizing factor for 



 
 

 

gaining participation in the program. Businesses will see how students strongly prefer cultural 

competent businesses for both employment and general decision making and thus feel more 

inclined to go through this program as well.	

        Another proposed way to incentivize businesses to participate in the training program is 

by advertising those select businesses on campus to students, visiting families, and faculty 

members. The businesses that are certified as culturally competent can be advertised in NSO 

packets, move-in packets, and accepted student packets. By doing this, new students will be 

introduced to these businesses and be driven to discover and visit them early in their Penn State 

careers. As a result, the business will gain young customers that will be inclined to return if they 

have a good experience at the establishment. Overall, this type of advertisement will increase 

revenues for culturally competent businesses.	

Furthermore, pamphlets can be circulated to educate students about the importance of 

cultural competency, including a list of certified businesses suggested for them to visit. 

Informing students which businesses have gone through the training program will not only 

influence their buying behavior, but it will also influence their work decisions. A student will be 

more inclined to look for employment at a business that is culturally competent, which will 

further incentivize businesses to go through the program.	

The second issue to be addressed is how to finance the cultural competency training 

program. It is very clear that no student wants their tuition fees to rise; therefore, it is imperative 

for all funding to come from fundraising efforts and volunteers.	

A lot of the program will not actually need financing at all. In fact, there are already a lot 

of leaders on campus that can become invested in creating a culturally inclusive State College. 



 
 

 

One such example is the director of the Paul Robeson Cultural Center (PRCC), Carlos Wiley. 

The mission statement of the PRCC reads as follows:	

“The Paul Robeson Cultural Center provides programs and support services to encourage and 

cultivate the appreciation and celebration of the diverse perspectives, experiences, and cultures 

of many under-represented communities at Penn State.”	

This program ties directly to much of the work of Mr. Wiley and the PRCC. Mr. Wiley is 

qualified to run a cultural competence training program, and it can be seamlessly integrated into 

his job description. As a result, a qualified faculty member will run the training program at no 

additional cost. Penn State currently has plenty of tools, resources, and culturally educated 

faculty to implement such a program with little to no cost. The school already implements 

strategies to improve cultural inclusion and education with speakers and leaders such as Mr. 

Wiley. Therefore, once the program is proven effective, cost efficient, and beneficial for both 

students and business it will not be difficult to get a passionate program head and educator. Other 

resources that can be utilized to fund this training program are the Multicultural Resource Center 

(MRC) and The Office of Educational Equity. These organizations share very similar goals to 

the PRCC and will be motivated to create a culturally competent State College. Each of these 

Penn State organizations can come together to support the program and provide the resources 

needed to implement this policy.	
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