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ABSTRACT

Racialized people comprised 16.3% of Winnipeg' s population in 2006.
Only 5% of all social workersin Winnipeg areracialized social workers. The
literature indicates that non-White social workers do not experience social work
practice the same as their White cohorts. The goal of thisresearchisto
understand the experiences of non-White social workersin Winnipeg and their
perceptions of social work practice with multicultural populations. Using
qualitative research methods, interviews were conducted with e ght non-White
social workersin Winnipeg, Manitoba that have worked with non-White and
White clients. Theanalyss of the data indicates that non-White social workers
feel that by virtue of being ‘ visible minorities', they are perceived differently by
employers, co-workers, and the clientsthey work with. The participants feel the
colour of their skinis often more of a factor in being perceived as competent,

than their actual professional skills, training, and abilities.
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CHAPTER ONE Introduction

I ntroduction

Cultural competence, equity, sendtivity, and racial relatedness are among the
many terms that recur in reference to working with racialized populations. What doesit
really mean, and whoisreally consdered ‘racialized’? Lum (1999) defines racialized
as people of aminority racial or ethnic group that are numerically minority and are
disadvantaged receiving unequal treatment in society. The Government of Manitoba
posts the following statement on their advertised Employment Opportunities:
“Employment Equity isafactor in selection. Applicants are requested to indicatein
their covering letter or résumé if they are from any of the foll owing groups. women,
Aboriginal people, visble minoritiesand persons with disabilities’ (Government of

Manitoba, 2009).

For the purpose the research | limit and define the terms* visible minority’,
‘minority’ and ‘racialized’ to include persons who are not of the majority in terms of
cultureaswell as being visble minorities. This definitionis not meant to exclude
certain minority groups (e.g., immigrant groups from Europe) but rather to narrow the
sample population for the scope of this small scale sudy to non-White partici pants.
This was important because the criteria for this study needed to have clear and defined
guidelines with respects to how the participants viewed their personal and professional

locations.



1.1. Research Questions

The primary goal of thisresearch wasto determine if non-White social workers
in Winnipeg fed their visble minority appearance affects how others see them as
professionals. | was curiousto seeif non-White social workers perceived that clients,
co-workers and employers viewed them as culturally competent compared to White

social workers with similar or equal training, education and experience.

Theresearch questions for this study were:

i What are non-White social workers perceptions of how they are viewed
inrelation to cross-cultural competence with colleagues and clients?
Doesit make them approach their practice differently?

ii.  How do non-White social workers perceive the expectations and
assumptions of their supervisors and work environments towards them in
agencies and organizations that are not designated specifically for
servicing ethno-cultural minority populations?

iii.  How are non-White social workers categorized in relation to their ethno-

cultural, language, and non-dominant appearance at work?

1.2. My Social Location

| am aracialized female. Asa Canadian born citizen | have been fortunatein
experiencing lifeaswhat my social work education haslabelled as being ‘bi-cultural’ in
terms of integration (Saloojee, 2005). | am equally as comfortable in my minority status

community as| am being Canadian.



Asasocial worker | have worked in a number of positionsin variousfields
including advocacy, child welfare, crisis stabilization, disabilities, education,
employment, youth justice, and acute care. In my personal experience | fed that | have
not always been viewed firs and foremost asa social worker. My ass gnments have not
always been based my sills, expertise, and ability to work with diverse clientele, or
other desirable professonal attributesthat has shaped my caseloads. It hasalso been
partly due to my statusasafemale, visible minority, cultural minority, and racial

minority.

At the beginning of my social work career | began to notice that | seemed to
frequently have casel oads that appeared ‘ different’ than those of my dominantly located
counterparts. |1 would frequently be assigned cases of clients with compound issues that

appeared to be much more than what was indicative of my agency’ s mandates.

My moment of epiphany wasin December 2000 when | was working in child
wefare. At ateam meeting my supervisor read down alist of new cases assigned to our
office. Looking around the room | was surrounded by co-workers who were mainly
dominantly located with the exception of three other workers. Asthefileswere
assgned | noticed that the Aboriginal social worker was assigned the Aboriginal family.
Thelanded immigrant social worker was assigned the refugee family, and | was
assgned the Asan family. Therest of the files were dispersed among the team with
labels of *addictions’, ‘neglect’, ‘ physical abuse’, and ‘reunification’. At thetimel
thought nothing of it. Truthfully I thought thelogic behind it wasto match the clients
with workers that would best understand their situation. Was this not the * best fit' or

cultural sameness that we were taught during our social work education in action? Was



it not inthe client’ s best interest to have a worker that would be from a similar

background as so many of our social science books would have us believe?

Moments after the meeting dispersed | went in to the common area and saw my
co-worker sitting at the table with alook of displeasure. | engaged in conversation only
to find that he was upset about his case ass gnment to the ‘ fresh off the boat’ family. He
was deeply offended and commented on how he always seemed to be assigned client
cases of immigrants, refugees, and newcomers before anybody el se. Hethen asked why
| was not offended that | was always assgned the files with * Brown peopl e...other than

Aboriginal because those seemed to be reserved’ for our Aboriginal co-worker.

| was not sure what | was feeling, or what to think of my co-worker’ stheory of
pre-meditated case assgnments. | went back to my officeto read my new file. Asl
read further into my file | realized that the main issue with the family wasaddictions. |
was not an expert on addictions, whereas my office partner had worked as an addictions
counsellor for 8 yearsin a non-voluntary treatment program. | began to think that there
was something to my co-worker’ stheory. | discreetly asked my supervisor if there was
aspecific direction or ideathe agency had in mind for assgning metothefile. The
supervisor’ sresponse was that the parents did not speak English well so | could talk to
them better in their language. Wasit assumed that all Asans spoke the same language?
Was | mistakenly believed to be from a different background? Was my well educated,
highly respected, authority figure of a supervisor ignorant about my cultural background

or just making uninformed decisons?



Asl| moved on to other positions and regions across Canada, the list of questions
that lingered in the back of my mind began to get longer. | began thinking of them
more, and | began to question and become more suspicious of the motives of
supervisors, co-workers, and clients. | noticed that no matter what field in which | was
employed there seemed to be atheme: racialized workers appeared to be assigned
racialized clients more often than their dominantly located co-workersif there appeared
to be a perceived cultural, racial or language commonality. | observed thisto bethe
case with race and culture as well as where there wereissues such as gender identity,
religion, and philosophical beliefs. | questioned how many of my skills were being
recognized as opposed to perceived ‘ skills attributed to me by virtue of being a
racialized person. | questioned theissues of tokenism, employment equity, access to
information, and level of education. After all of my hard work, professional experience,
education, struggles and efforts, | began to wonder whether it was worth it if | was
never seen primarily asa social worker with skills rather than identified only for the
colour of my skin, and perceived attributes of being Asan-Canadian. If indeed | am an
authority on culture and social work practice just by virtue of being racialized, do | have
theright, the responsibility or the authority to teach others? Do | have more expertise
than learned scholars, professional's, and colleagues who are dominantly located? Isthis

something that | can ligt as ‘ special skills on my résumé and be paid more for?

Now after more than a decade as a practicing social worker, and over 15 yearsin
social services, | fed the need to find out if these experiences are unique to me or a part
of a bigger social dynamic that social work needs to address, given our increasngly

diverse ethno-cultural population in Winnipeg. We need to accurately educate and



prepare all of our future social workersand current colleagues to recognize that thereis
amore diverse professonal pool of social workersthan ever before. It needsto be
guestioned whether clients are best served by social workers who are assigned to them

primarily because of assumed ethno-cultural smilarities.

1.3. Overview and Pur poses of the Study

The purpose of this study isto explore non-White social workers' perceptions of
how clients, co-workers, supervisors and management view their professonal work,
cultural sengtivity and intervention with multicultural populationsand whether and how

stereotyping may play roles.

Thisresearch is done from an emic perspective whereas|, the researcher and all
the participants are non-White social workersin Winnipeg. As such, theresearch was
approached from an insder perspective. The perspectives of the respondentsin this
study are those of professional racialized social workers working with multicultural

clients.

The goal of this study wasto learn whether non-White social workers feel they
are perceived as having a different level of skill or ability than their dominantly located
counterparts due to their racialized status. | was interested in knowing whether these
social workers perceived that they had experienced stereotyping in their workplaces and
in work with clients due to their ethno-culture, race or minority background. Arethey

viewed as having inherent skills due to having a different skin colour which can better



suite them to deal with other cultures and races out of kinship, presumed cultural

likeness, or assumed historical sameness?

Thisisimportant to social work and social servicesin general because of the
greater number of newcomersand problem stuationsthat are apparent in the current
health care systems. For example, | have heard pleas for ass stance from the general
public to help with language trand ations for newcomer clients. Announcementsare
heard over the general intercom saying, “If thereis any person in the building ableto
speak (Arabic, Mandarin, Vietnamese, Punjabi, etc.), and willing to lend
assgtanceintrandation?’) From a professonal standpoint, isthisnow an acceptable
practice? How can clients be assured confidentiality and privacy? Being part of smaller
cultural communities often leavesindividual s much more recognizable and the
protection of aclient’ s personal information and affairs may be shared without recourse,

evenif it isout of good intentions or concern.

Theincrease of racialized social workersin the field has great significanceto
social work aswe are currently experiencing acrissin jails, child welfare, and health
servicesin Manitoba where increas ng need of newcomers and appropriate services are
not always available (Government of Manitoba, 2011). Some of the needs of the
population are not being met and there has been an increasein immigration into a
system that is not prepared or able to accommodate for language trandation or cultural
difference. Thisisnot compatible with the multiculturalism that Canada is known for

and proud of (Cameron, 2007).



The following chapters review the literature on racialized social workersand
cross-cultural competency. Inthisresearch | approach the problem asaracialized social
worker. Intheliteraturereview, | explore whether there are differencesin how people
perceive service to be delivered based on a social workers visble minority status. In
my research | investigate what comprised the difference from the perspective of other

non-White social workers willing to share their experiences.

In this study the research participants reported that what they perceive asracism
towardsthem is not always blatant or actual racism. It isoften the way they interpret
interactions from their personal experiencesand location asracialized social workers.
Actual racism and perceived racism can greatly affect the way a person interprets and
understands their relationships and interactions with others. The goal of the researchis
to examine how racialized social workers feel about how they are perceived by
colleagues and clients when working with ethno-cultural minority populations. The
research will examine whether racialized social workersfed they are sereotyped, or
fed that there are different expectations or assumptions by othersin terms of delivering
cross-culturally competent service. It will explore whether these views affect the way

these social workers approach their practice.

Summary
Winnipeg isvery culturally diverse population. Asa practising racialized social
worker | have had many experiencesthat have shaped the way | practice with both
racialized and marginalized populations. Assuch, | wondered if other racialized social

workers had smilar experiencesin their workplaces and practice in general.



This study provides an opportunity for all social workersto gaininsight in to
how our racialized colleagues perceive their locations as social workers, the barriersand
advantages of their non-dominant locations at their work, and how they perceivethey

are viewed as professonals.



CHAPTER TWO Literature Review

I ntroduction

In response to the changing demographics of North American population,
literature on cultural diversity has grown in the area of racial and cultural diversity
(Este, 1999; Y ee, 2005). Many social workers do not feel comfortable in working with
cultures different from their own. Most social workers often come from dominantly
located backgrounds and have little knowledge and experience working with difference
(Y eg, 2005).

Most social work literature until the 1980s on ethno-racial minority communities
carried prejudicial values of the times (Y eg, 2005). Minority communities were largely
viewed from the perspective of writers who were dominantly located. As such, the
dominant group’ sability to shape, define and determine the knowledge base about
minority cultures documents their power to speak on behalf of those who are
marginalized in society. It also reiterates how society itself normalizesthe inferior
position of minority cultures (Y ee, 2005).

Many practicing social workers want to acquire cultural information about
ethno-racial minority groupsin order to feel comfortable in working with difference.
Thisattitudeis prevalent in broader socio-political contexts where ethno-racial minority
people are sereotypically labelled asthe “other,” that is, as foreign and exatic to the
dominant cultural norm. Many of these practices reflected the norms and values of the
dominant and/or majority group and therefore failed to respond to the “ different”

cultural and linguistic needs of various ethno-racial minority communities (Y eg, 2005).

10



Stereotyping of culturesis commonly found in social work practice (Saloojee,
2005). Social work practitioners did not need to internalize their cultural backgrounds,
and focused more on knowing the culture of their clients. Often when asked about
working with cultural difference, White social workers would comment that they would
like a brochure or book that would inform them of “different” cultural practices so that
they can have a guiddine or reassurance that they are not being offensive (Saloojee,

2005: Y ee, 2005).

With changing national demographic, Canadian social workersare likely to
work and interact with clientsand professionals from different cultural backgrounds and
experiences. Thus, there are increas ng demands from diverse populations of service
providersto be more sensitive and responsive to issues and needs of different groups.
Thereisaso ademand for enhanced opportunities for clientsto becomeinvolved in
planning and delivery of services by these different groups (Este, 1999; Sal oojee, 2005,

Y on, 2006).

Canadian society is becoming increasngly complex along cultural, linguistic,
and racial lines. Onein five of all Canadian children under the age of 15 is anew
immigrant or arefugee. Anincreasingly significant youth sub-populationin Canada,
immigrant and refugee youth are culturally diverse, with backgroundsreflecting any of
247 diverse ethno-cultural originsaswell as variousworld regionsin Asia, the
Caribbean, South and Central America, the Middle Eagt, and Africa (Del & Rummens,

2011).

11



Almost three quarters (73 percent) of immigrants who arrived between 2001 and
2006 are members of diverseracialized populations (Stati stics Canada, 2008). These
new migrantsjoin longer established racialized populations that include our African and
Asan Canadian communities as well as our Aboriginal peoples (Vanharten, 2005). Itis
estimated that by 2016 Canada’ s visble minority population will account for one fifth
of thetotal population — and one quarter of all of Canada's children. These figures are
already much higher in larger urban centres; it is estimated that close to half of all
elementary and secondary school studentsliving in Toronto are from racialized
populations. The majority are first- and second-generation immigrants and refugees
from Asa, the Caribbean, South and Central America, and Africa(De & Rummens,

2011).

Cross-cultural competency in social work practice has attracted s gnificant
attention in Canada as we are a multicultural nation and need to develop killsto
respond to the health and social service needs of Canadians from diverse backgrounds.
As such, this research project uncovers information that contributesto skill devel opment
and education for all social workers. We are often educated on the importance of
recogni zing, respecting and adjusting our practice to different cultures. Very rarelyis
there mention of how a person of a non-dominant culture should work with people of
cultures other than their own, or even with those who are dominantly located. This
research gave racialized social workersin Winnipeg the opportunity to speak about their
experiences, needs, and recommendationsin cross-cultural work. It gave them avoice

and vehicleto uncover the struggles that they faced as workersin a unique situation.

12



Practitioners are being urged to utilize skillsand knowledge that help them
become culturally competent in order to prevent the underutilization and premature
termination of services by minority individuals (L eeca, Quervalu, Nunes & Gonzales

1998; Fong, 2005).

Exact cultural sameness of a client and worker is not always a possibility. Noris
it necessarily desred. We must explore how thiskind of similarity is percelved by
employers, workers, and clients. Thereare no guidelines for how racialized workers
should work with other minorities, clients or professonals. Most workersare trained
from dominantly located perspectives (Rashid, 1982, Lum, 2004). Cross-cultural
sensitivity training and education are given mostly by assuming that the worker is
dominantly located and the client isracialized. In an older work, Rashid (1982, p.233)
explains, “When | decided to consider it serioudy | feared that | would automatically be
expected to work with Asian clientsand communities. The response of fear seems
aurprising, for superficially it would seem sengble...l would have advantages of
language, custom, and acceptability...| feared that employers would assume that an
Asan worker would wish to work only or perhaps be fit to work only with Asan

clients’).

Based on research conducted by Rashid (1982), Wright, Saleeby, Watts &
Leeca, (1983), Chau (1990), Henderson (1994), Devore & Schlesinger (1999), Lie
(1999) and newer studies by Potocky-Tripodi (2002) and Fong (2005), it was found that
racialized people aretreated differently dueto their race and culture. These studies
which have been conducted outside of Canada show that there is no consensus on how

dominantly located and racialized social workers and clients are matched for social

13



workersto deliver cross-culturally competent services. For thisreason, it isimportant
to distinguish what culturally competent social work skills are, compared with generic

‘skills’ or ‘knowledge' .

Rashid (1982) believes that social workers from dominant cultures have much to
learn from their racialized colleagues and clients about *cultural conflict’, theimpact of
racial discrimination and hostility, and the strengths and shortcomings of the host
community. Many racialized workers, like Rashid, faceissues attached to race and
culturein social work practice. “My colour and racial origin merely provided a difficult
client with a convenient peg upon which to hang his hogstility” (Rashid, 1982, p. 235).
Thereisatendency to pathol ogi ze experiences and behavioursthat deviate or are
different from the norm (Lie, 1999). Race and oppression are major factorsin how
racialized people function in society. The culture of Whitenessand cultural awareness
in conjunction with social incluson and social exclusion, aso have an effect on how
racialized social workersinteract and deliver cross-culturally competent practice (Y ee,

2005).

2.1 Multiculturalism in Canada

Canada pridesitself in being known for having a multicultural society that
‘works'. Individualsin countries like Canada and the United States that have pluralistic
cultures often participate within their ethnically distinctive milieu and the mainstream
socio-cultural setting (Draguns, 2008). Canadians cel ebrate difference and value the

human rights that define the quality of democratic normsand practice.
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The Government of Canada is committed to reaching out to Canadians and
newcomers and is devel oping lagting relationships with ethnic and religious
communitiesin Canada. It encourages these communitiesto participate fully in society
by enhancing their level of economic, social, and cultural integration. CIC’'s

Multiculturalism Program draws its mandate from the Canadian Multiculturalism Act.

(Citizenship and Immigration Canada, 2011).

At best, multiculturalism in Canadaisinclusive, rather than exclusonary
(Mullaly, 2007). Canadians generally respect difference, didike any kind of
stereotyping and make a conscious effort to avoid giving gratuitous offence. Canadians
continue to overwhelmingly support immigration and are proud to be multicultural.

Multiculturalism has become part of Canadian identity (Stein, 2007).

Multiculturalism isaterm used to describe the ethno-cultural diversity arisng
out of immigration together with the long-term cultural diversity public policies
designed to accommodate it (Cameron, 2007). In Canada, the first phase of
multiculturalism was a response to the recommendations of the 1970 final report of the

Royal Commission on Bilingualism and Biculturalism (Sal oojeg, 2005).

In 1971 an official policy of multiculturalism was enacted. The
Multiculturalism Act followed in 1985, and Section 27 of the Canadian Charter of
Rights and Freedoms in 1982. The relationship between individualsand collective
rights continues to be awork in progress as Canada adapts to the Charter (Stein, 2007).
The discourse of multiculturalism in the 1980s recogni sed that the plurality of cultures

created a demand for practitionersto seek knowledge about the cultural characteristics
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of clients so they could provide services more appropriatedy (Y eg, 2005). Multicultural
discourseisvery different from the Multicultural Act. By 1987 the parliamentary
Standing Committee on Multiculturalism stated that the old policy was* floundering”
and needed “ clear direction” (Saloojee, 2005). Thiswas because the needs of the
population were not being met by existing policy. It needed to be revamped to reflect
the changing population (Y ee, 2005). Multiculturalism encourages racial minorities to
maintain their culturesand in effect assumesthat all culturesare equal. The approach
effectively denies the occurrence of racism and stands above issues of inequality (Y ee,
2005). It does not recognise that different culturesaretreated differently in society or
acknowl edge the good stereotypes versus bad ones. Stereotypes are not always true, but

need to be considered when examining racism and social injustice.

For over hundreds of years, immigrants have come from across the world to
settle and live in Manitoba. As such, the Government of Canada devel oped a series of
policiesin the hopes of nurturing and promoting the multicultural character of Canada
(Government of Manitoba, 2011). Below isa summary of the multiculturalism policies
and legidlation that the Government of Canada has passed over the past few decades

(Government of Manitoba, 2011):

1947: Canadian Citizenship Act - Canadiansto begin considering a national identity for

themselves, independent of itsBritish ties. After World War Il there wasan influx of
European immigrants to Canada, which caused policy makersto rethink the role and

gatus of other ethnicities within Canadian society.
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1960: Canadian Bill of Rights - Federal agencies were prohibited to discriminate on the

grounds of race, origin, colour, religion or sex.

1962 & 1967: Changes to Canada's | mmigration Act and | ntroduction of "Points

Sysem" - This permitted immigration from a greater number of source countries

including Asia, Southern Europe and the West Indies.

1971: Canada’ s Multicultural Palicy - This policy was devel oped to assist cultural

groupsretain and foster their identity, assst cultural groupsto overcome barriersto ther
full participation in Canadian society, promote cregtive exchanges among groups and

assst immigrantsin acquiring at least one official language.

1982: Canadian Charter of Rights and Freedoms - L ocated multiculturalism within the

wider framework of Canadian society by ensuring that its provisons were “interpreted
in amanner cond stent with the preservation and enhancement of the multicultural

heritage’.

1988: Canadian Multiculturalism Act - Thisact further acknowl edged multiculturalism

asafundamental characteristic of Canadian society.

1993: Multiculturalism Program - This program was created within the Department of

Canadian Heritage.

2005: Canada’ s Action Plan Againgt Racism - The plan promotes social cohesion,

Canada’ s human rights framework and the Welcoming Communities Initiative which
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promotes the increased participation of new immigrants in Canada’ s economic, social

and civic spheres

Historically, the social welfare of minoritiesin Canada has been ignored and
neglected. Historical accounts of Canadian social welfare, social servicesand social
work almost invariably fail to mention the presence and plights of Aboriginal people,
immigrants and minorities altogether, which indicates the extent to which these groups
were marginalized and excluded (Christensen, 1999). Only recently have racialized
peopl e originating from the Third World, been part of the Canadian mosaic. These
newer immigrants were not accompanied by greater awareness about newcomers
cultures and thus, they were not well integrated into Canadian society (Christensen,
1999). Questions such as, “where are you from?’ are common in environments such as
social ingtitutions, including education. Racialized Canadians are often asked where
they are from, even if they have been in Canada for many years or were even born in
Canada (Christensen, 1999; Mullaly, 2007). In many cultural communities asking a
person wherethey are from isinsulting because there is often a perception that a person

isnot seen asan equal, particularly for people not born in Canada.

Racialized peopl e have become a much more s gnificant phenomenon, given
cultural, racial, religious, and linguistic distance between new communities and the
existing Canadian population and shiftsin the earlier migration of peopleto Canada
who were originally primarily from Europe and the United States (Cameron, 2007).

Christensen (1999, p. 303), raises the issue of stereotyping and its effectsin social work:
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...visble differencesin skin colour are sill used asthe basis on which to impute
that certain individuals and groups hold deviant values that determine deviant
behaviours. Such expectations held by social workers often create a myth of
deviance for those whose values and lifestyles are neither known nor understood.
Instead social workers need to be mindful that many racialized people viewed as

immigrants have a history of several generations or several centuriesin Canada.

If the intent isto enhance cultural pluralism in Canada, this meansat minimum
that ethnic, religiousand linguigtic differentiation of somekind is seen as a positive
benefit (Cameron, 2007). If our multicultural mosaic is meant to be a sructural feature
in Canadian society it needs to bereflected in greater diversity among those wielding
power and on the core cultural character of society that needsto alter the national

identity (Valpy, 2007).

Recent immigrantsto Canada are not doing as well as previous generationsin
terms of employment and income earning (Stein, 2007). The failureto create
opportunities for new immigrants is especially worrying as Canada’ s population begins
to age and new immigrants become moreimportant to its economic growth and
productivity (Stein, 2007). Newcomers strongly identify with their homelands rather
than Canada and insist that they face cons stent patterns of social and economic

excluson (Stein, 2007).

Stein (2007) maintains, “ Canadians are uncertain about what limits, if any, areto
embedding diverserdigiousand cultural traditions within the Canadian context. We

know pretty well what the “multi” in multicultural means, but are much less confident
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about the“ culture’ (p. 4). It ishuman natureto be suspicious of people that are
different from us. Robert Putnam (cited in Valpy, 2007) says, The effect of diversity is
worse than had been imagined. Andit’snot just that we don't trust people who are not

likeus. Indiverse communities, we don't trust people who don’'t look like us.

2.1.1. Barriersin Multiculturalism

In Canada the opportunity to upgrade education and training means better jobs
for immigrants. Access may be difficult due to high costs, no English-language
ass stance, and lack of other resources. Educational equity and affirmative action are
two ways used to level the playing field for people who may otherwise not have access
or be able to participate at the same level as dominantly located peers (Heinonen &
Spearman, 2006). Some social workers do not feel comfortable in working with
culturesdifferent from their own. They often come from dominantly located
backgrounds and have little knowledge and experience working with difference (Stein,
2007). In social work, practitioners are trained to encourage clients to express their
thoughts and feelings freely. It isnot appropriate in some cultural groupsto be
expressve or open to strangers, particularly authority figures. This deters some cultural
groups from seeking help or devel oping trusting relationships with social service

agencies and workers (Heinonen & Spearman, 2006).

Mullaly (2007) maintainsthat multiculturalism is mainly equated with ethno-
cultural festivals and little attention is paid to the obstacles and difficultiesthat exist in

Canada such as gaining access to resources and finding gainful employment. For
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immigrants, upgrading and opportunities for training and education are avenues to
acquiring better jobsand securing their futuresas productive people living in Canada.
These actions are not always effective due to the numerous barriers and problems with
recognizing foreign degrees and credentials in many professions (Heinonen &
Spearman, 2006). Thisis ggnificant to the research dueto the fact that some of the
partici pants have had professional education and professional experience from other
countries and experienced difficulties as professional s integrating into profess onal

social work positionsin Canada.

2.1.2. Canadian Climate for Ethno-Cultural Diversity

Canadaisa*“datistical outlier” among western democraciesin the breadth of our
ethnic, linguistic and religious diversity. Canada has a proactiveimmigration policy
and is becoming more multicultural by the day (Laczko, 1994; Kymlicka, 2007). As
Canada s diversity has changed, so has the implementation of Canada’ s
Multiculturalism Policy. Itis evolving to respond to emerging needs and challenges

(Citizenship and Immigration Canada, 2011).

In 2009, the Multiculturalism Program introduced new policy objectives that
focus on building an integrated, socially cohes ve society; making institutions more
responsive to the needs of Canada’ s diverse population; and engaging in international
discussions on multiculturalism and diversity (Citizenship and mmigration Canada,
2011). The Multiculturalism Program supports the Citizenship and Immigration

Canada’ s mandate and the Canadian Multiculturalism Act by assisting the socio-
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economic integration of individualsand communities and their contributions to building
an integrated and socially cohesive society. The Program promotes intercultural
understanding through public education and outreach initiatives, Historical Recognition
Programs and Canada’ s Action Plan Againgt Racism, and by supporting civil society
organi zations through the Grants and Contributions Program. Activities range from
reaching out to the community through diversity education programs, such asthe
Mathieu Da Costa Challenge, to recognizing the contributions of individual Canadians
through the Paul Y uzyk Award for Multiculturalism (Citizenship and Immigration

Canada, 2011).

A key goal of the Multiculturalism Act isto ensure that the government is
sensitive and responsive to Canada’ s multicultural reality. The Multiculturalism
Program ass s federal and public institutionsin their effortsto integrate
multiculturalism into the development of their policies, programs and servicesthrough
networks, partnershipsand joint activities. The Program al so coordinates the production
of results-based reports submitted by federal institutions on the operation of the
Canadian Multiculturalism Act and produces and disseminates multiculturalism

research and other products (Citizenship and Immigration Canada, 2011).

In Canada, we have adopted a policy of recognizing and accommodating ethno-
cultural diversity within our public ingtitutions and cel ebrating it as an important
dimension of our collectivelife and collectiveidentity. There have been a number of
specific programsthat are supported under this policy including anti-racism campaign

pilot programs on how to improve ethnic representation and cultural sensitivity in the
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schools, the health care system, police, and museums, academic studies of the history of
ethnic groupsin Canada and their contemporary circumstances and funding for multi-

ethnic fegtivals (Kymlicka, 2007).

Growing ethnic diversity has generated two intersecting policy agendas
throughout the western democracies, one cel ebrates diversity and the other focuses on
social cohesion and social integration (Shriver, 2003; Robbins, Chatterjee & Canda,
2006; Valpy, 2007). Children of immigrantsacquire their education and work
experiencein Canada. Thusthey can expect to do better than their parentsin
educational attainment and in the labour market (Reitz & Banerjee, 2007). The second
generation faces obstacl es unique to them (Kymlicka, 2007). Even though they do well
in terms of education and income, second-generation racialized Canadians often have
less sense of belonging to Canada than other Canadians, largely due to the perception
that they are discriminated againgt (Kymlicka, 2007; Reitz & Banerjee, 2007). Reitz
and Banerjee (2007) state, “It is striking that indications of lack of integration into
Canadian society are so significant for second-generation minorities, snce they are
regarded asthe harbinger of the future.” Racialized people rate themselves asless
integrated than Whites. Among all ethno-cultural groupsin Canada, racial minorities
clearly havethe lowes relative household income and the highest poverty rates (Valpy,

2007).

Canada has opened its doors to hundreds of thousands of people whose home
cultures are far removed from the mainstream culture of Canada. Many newcomers
view themselves as victims of discrimination and alienation. Despite high levels of

education and training they are faring worsein the labour market that earlier migrantsto
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Canada (Mullaly, 2007). They areliving morein segregated resdential areas (Mullaly,
2007; City of Winnipeg, 2009). Thelir children, the second generation either bornin
Canada or raised in Canada from childhoods are of the greatest concern. Canadaisthe
only country this new generation knows and calls home. Y et an alarmingly sgnificant
percentage of them feel even less welcome and more alienated that their parents, less
able than their parentsin dealing with acculturation into mainstream Canada (Valpy,
2007). They do not fedl accepted in Canada, do not understand its values, and do not
feel Canadian. Research shows that thisisageneration raised in the rhetorical milieu of
both multiculturalism and the Canadian Charter of Rights and Freedoms, young people
who expect to betreated as equals in Canadian society and who are discovering angrily
that they are not. Their dissatisfaction has gone largely unnoticed in academic research
until now because the numbers of racialized second generation people are statistically
small but growing (Valpy, 2007). For example, some of the participantsin this study

are born Canadian. One participant reported they fet,

...encouraged to be proud of my heritage, but not too proud. For example, people
at work knew that | celebrated certain religious holidays. They seemed genuinely
interested, but also made comments on how ‘it makes no sense’ in some ways. |

felt like my beliefs were being tolerated, not accepted.

Our racialized youth, both newcomer and Canadian-born, grapple with negative
societal messages and stereotypes, negative school climates that alienate racialized
students, negative student-administrator relationships, unfair, arbitrary, or ineffective
discipline systems, inequitabl e school structures and systems, as well asa school
curriculum that does not reflect their lived realities and experiences (Dei & Rummens,
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2011). Theseracialized students are furthermore over-represented in families from the
lower socio-economic bracket; sxty-three percent versusthirty-eight percent for “non-
vigble’ populations (Cheng & Yau 1999). They also need to cope with the attendant
risksand challenges associated with accessto fewer resources, poverty, and social -

gigmatization (Del & Rummens, 2011).

2.1.3. Acculturation

Atkinson (2004) defines acculturation as the process of cultural change that
takes place when two or more cultures come into contact with each other. It involves
acquiring the cultural values, norms, language, and behaviour of the dominant society.
“Acculturation hasto do with the extent and nature of conforming to the dominant
culture and incorporating it into actions, beliefs, attitudes, values, and feelings. Identity
determines the degree of retention of the threads of on€ sancestral, ethnic, or racia

background and their absorption into one' s self-concept” (Draguns, 2008, p. 23).

Acculturation isa powerful process with many potential effects on individuals
and families. It isa powerful process becauseit definesa personal |ocation and how a
person perceives the world (Phinney, 2003; Lee, Blando, Mizelle & Orozco, 2007). The
third and later generations of immigrants grow up in North Americaand experience
acculturation in terms of culture and identity. However, they may find that no matter
how much they fed they fit into mainstream culture, they continue to face
discrimination based on their ethnicity. It isat this point that many descendents of

immigrants rediscover their grandparents culture, perhaps developing an interest in
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what isnow a “foreign” language, taking ethnic studies classes, and finding other ways
of learning about their history and cultural roots. This phenomenon of the third
generation trying to recapture what the second generation has lost has been called the
Hansen effect, yet | ess than 5% of third generation will acquire a new heritage language

(Kitano, 1989).

Researchers are recognizing more that immigrants can retain values and
behaviour from their cultures of origin while simultaneously adopting values and
behaviours from anew culture (Lee, Blando, Mizelle & Orozco, 2007). Static and
exclusvely Eurocentric views of normality are problematic (Milner, 2010). To assess
the degree of acculturation of a client, a worker needs to inquire about language
preference, primary language spoken in the home, place of birth, community and social
relationships and food and clothing preferences (Dana, 1993; Lee, Blando, Mizelle &

Orozco, 2007).

Measures of acculturation try to assessthe extent to which clientsretain their
ethnic group behaviours but also adapt to dominant culture, whereas measures of ethnic
identity development assess the extent to which individuals perceive themselvesto be
part of their ethnic group and how postively their group membership is experienced

(Lee, Blando, Mizelle & Orozco, 2007).

The degree of acculturative stress experienced by an individual dependson
several factors. Oneimportant factor for stress hasto do with theleve of tolerance for
ethnic diversity present in the dominant society. The leve of acculturation for

immigrantsis greatly affected by policy makersand health professional s because they
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make decisionsthat shape how much access and support are available. The quantity of
bilingual education policies and bilingual mental health services can help to reduce

acculturative stress (L ee, Blando, Mizelle & Orozco, 2007).

In addition to assessing a person’ s level of acculturation, it isimportant to utilize
other assessment procedures that take an emic perspective. The emic approach
demands that the assessor must be particularly knowledgeable about cultural factors

(Dana, 1993; Lee, Blando, Mizelle & Orozco, 2007).

Acculturation affects not only current immigrants, but al so the descendents of
immigrantsin future generationsaswell. The generational effects of growing up in
Canada may mean that immigrants speak a language other than English at home and in
their communities. Their English language proficiency is often far superior than that of
their parentsasthey learn it in school and are often equi pped with the knowledge that
Canadian employment opportunities are contingent on learning in school. Many arein
the position of trandators for their families. They may be embarrassed at their parents
lack of ability to communicate and negotiate institutions and procedures. As such, they
often lose respect for parental authority and are privy to information that may not
otherwise be shared with them (L ee, Blando, Mizelle & Orozco, 2007).
Intergenerational conflict and erosion of the family structure isa major problem for

some newcomers (Lefley, 1989; Lee, Blando, Mizelle & Orozco, 2007).
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2.2 Race

Raceis mostly associated with physical traits that distinguish the various groups
comprising the human species, such as skin colour. The concept of raceisa social
congtruct that has no empirical grounding and no scientific merit. It isbased on
physical appearance and not on functional, rational, measureable differenceson a
scientific scale (Sal oojee, 2003). Race isused to categorize people even though it lacks
scientific validity and evidence from biology. It isa powerful and pervasive social
congtruction that makes sense of the world by dividing peopleinto assumed biological
categories (Thompson, 1998; Mullaly, 2007). Race also has a powerful and digtinct
political meaning. It isused to structure society and to distribute social and economic
rewards and punishments (Thompson & Carter, 1997). “Race isa structure of
oppression at least as basic as class or gender” (Young, 1990, p.62). Raceis often seen
not only as social and political features but also asa cultural or biological property of a

non-White population (Jeffrey, 2009).

Raceis defined primarily on the basis of visible markersrelated to biological
features that are primary distinct markersfor race. Itisdifficult to alter or hideand
“should not be seen as something tangible that exists in the outs de world which has to
be discovered, described, and defined....[It i] a cultural creation, a product of human
invention” (Smedley, 1993, p.6). Asa socially constructed category, raceis often used
to “ classfy humankind according to common ancestry and is reliant on differentiation
by such physical characteristicsas colour of skin, hair texture, stature and facial
characteristics’ (Henry, Tator, Mattis & Rees, 2000, p. 409). It isusually associated

with skin colour and type of hair, yet there are no anthropological standards asto the
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physical definition of one race versus another (Ho, 1990; Lee, Blando, Mizelle &
Orozco, 2007). Race still carries meaning within political and popular discourse and
often creates generalizations and stereotypes about people based on common sense
(Mason, 2000; Y ee, 2005). Recognizing how the definition and meaning of race has
changed over time demonstrates the problematic nature of discussing the concept of it

(Y ee, 2005).

The congtruct of race invokes to a group of people who share biological
characteristicsthat come to signify group membership and the social meaning such
membership hasin the society at large. It becomes the bas's for expectationsregarding
social roles, performancelevess, values, and norms and morals for group and non-group
members and in-group members alike. Since thereisa compelling tendency to
categorize individualsinto groups, and s nce the phenotypes of racial factors are easly
detected, race is one of the most salient grounds for social categorization regardless of

world location (Jones, 1991; Saloojee, 2005).

The concept of race was devel oped by racial theorists as a meansto classify
humankind in away that established hierarchies based on appearance and moral quality
(Smedley, 1993; Saloojee, 2005). Itisasocia construction that is”...wielded by White
European and Americansto establish social demarcations, € evate the White race, and
justify oppression and expl oitation of certain ethnic groups who were presumed to be

inferior in intelligence, physcality, morality, and culture’” (Thompson & Carter, 1997,

p.3).
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Raceis conventionally associated with visible features that are linked with
certain moral, intellectual and cognitive dispositions (Thompson & Carter, 1997). Itisa
combination of physcal characteristics with generic origins, which distinguish one
group from other groups of human beings, even though there may be ethnic variations

among racial groups and racial variations among ethnic groups (Helms, 1995).

Despiteits scientific discreditation, Smedley (1993) maintains that race provides
unspoken guidelines for daily interaction among persons defined as different races. The
standards and rules of conduct for minority races exist even if individuals are not
conscious of it. These guidelines apply to intraand interracial interactions. However,
race can also bethe basis for immediate camaraderie and lasting unions (Thompson &

Carter, 1997).

Raceis often confused with culture and ethnicity. Cultureisdefined asa
learned pattern or system of meaning passed down through generations. “A culture can
be defined asa highly specific pool of collective representations, and ways of knowing,
understanding and interpreting stimuli, asaresult of common history” (Landrine &
Klonoff, 1996, p. 37). Ethnic identification generally islost after three generationsin
order for a person to blend into the mainstream, whereas race | asts across generations
(Helms, 1995). Thereis some overlap between culture and race dueto the fact that the
determination of race by theorists was based somewhat on cultural characteristics and

some overlap with ethnicity (Thompson & Carter, 1997).

Thereis cons derable confusion surrounding the meaning of race making it a

highly misunderstood and poorly studied construct. Such confusion contributesto
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uncertainties about the impact of race on psychological devel opment and functioning
(Thompson & Carter, 1997, Helms, 1994, Y ee, Fairchild, Weizmann, & Wyatt, 1993).
The effects of these problems on the professonal development of mental health workers
also apply to the professions, including social work (Sal oojee, 2005; Thompson &

Carter, 1997; Fernando, 1988, Jacobs & Bowles, 1988).

Mass media, education and ingtitutions are socializing forcesthat are vehicles
for continuing racial stratification (Gaines & Reed, 1995). We are socialized to believe
that someraces are inherently inferior and this pattern of rigid racial stratification has
become accepted and often remain unchallenged (Frederickson, 1988; Fong 2005).
Social racial dynamics have the potential to congtrainindividual self-expression for
some racial groups while falsely inflating feelings of self-worth in others (Thompson &

Carter, 1997).

Thompson & Carter (1997) maintain that raceis inadequately addressed in
training and practice of social service workers because thereisafear of what
conscientious scrutiny of its social meaning would reveal. Addressing race means that
we have to magnify and inspect it in a way that we forcefully dismantle it and can

examine and face the reality of racism.

2.3.  Racism and Discrimination

Racism isthe belief that human abilities are determined by race and genetics.
The assumption that racial classifications can be made on the basi's of biological
differences underpinsracism (Mullaly, 2007). Racial categoriesare not value-neutral.
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They conditute a hierarchy of racial groupsin which White peopleasagroup are
dominant because of their socially constructed superiority (Ahmad, 1990; Mullaly,
2007). Itisboth anideology and a set of practices. Asan ideology, racism seeksto
both legitimatize and create inequality faced by racialized groups and proclaim the
superiority of theracial group that congtitutes the status quo. It conssts of a set of
mechani sms to ensure soci o-political domination over minority racial groups (Sal oojee,

2005).

Therearethree major responsesto race and racism in the literature: assmilation,
multiculturalism, and anti-racism (or the politics of difference). Cultural differences
should be celebrated but cultural equality must also be pursued (Mullaly, 2007).
Combined with class and gender there isarace-specific form of exploitation. Itis
perpetuated in the social organization of our society by members of racialized groups
performing menial tasks for White people (Mullaly, 2007). Whenever racism existsin a
predomi nantly White society thereis an expectation that members of racialized groups
will bethe servants, unskilled labourers, and minimum wage and | ow-status workers for

the dominant White group (Y oung, 1990; Mullaly, 2007).

The stereotypes, practices and belief systems applied to those who are culturally
imperialized brand them as deviant and inferior, and are so pervasivein society that
they are seldom questioned (Mullaly, 2007). This negative view of one' s specific
culture and experience makes it increasingly difficult for the dominant group to parade
itsvaluesand norms as universal and neutral (Mullaly, 2007). Racism is congantly

evolving with thetimes. Even though the new form builds onthe old, it isalso
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importantly connected to present-day social, economic and political factors (Bagihole,

2009).

Therearetwo waysto discriminate: treat those who are the same asif they were
different or treat those who are different asif they were the same. Treating alike as
unalike, and treating sameness differently, isthe basis for most discrimination cases

(Bagihole, 2009)

When dealing with the topics of cultural diversity, ethnicity, and raceitis
impossible to ignore racism and the effect it has on how social systems are shaped
physicaly, structurally, and psychol ogically within the general population. The failure
of some profess onalsto address racism reinforces their clients distorted outlook on
reality and minimizesthe existence of racial stratification and its adverse consequences.
It allowsracism to thrive without opposition while perpetuating the cycle of oppression

(Thompson & Carter, 1997).

Hamilton (2001) definesracism as the belief that objective or alleged differences
between racial groups are judtification for asserting superiority of one racial group over
another. There are two ways of doing this. Firgly, at anindividual leve, actionsare
performed by one person or a group that produces racial abuse. Secondly, at an
ingtitutional level, the system of structural arrangementsthat allow accessto social
resources based on beliefs about the superiority of oneracial group and inferiority of the
other. Itisnot adirect action likeindividual racism, but part of aracist behaviour
pattern resulting from erroneous dominant cultural assumptions. It involves

discrimination based on racial practices built into such prominent structures asthe
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political, economic, and education syssems and other social inditutions. It isdigtinctly
sociological and emphas zes social structures that establish norms guiding peopl€e' s

behaviours. Ingtitutional racism isthe prime factor in maintaining racism (Fong, 2005).

According to Fong (2005), racism is developed and maintained by more
complex human systemsrather than exclusvely by individuals. Werefer to
organi zational and institutional racism when the structures and processes that establish
and perpetuate racism develop alife of their own that exists apart from individuals who
may fulfill rolesand responsibilitiesin the higher-order systems. Racism at theleve of
ingtitutionsis often indirect and may be subtle. However, itsimpact can be profoundly
effective. Institutional and cultural racism arose when Europeans founded coloniesin
many parts of the world, subjugating their lands and people and created social systems
of subordination, exploiting people who were culturally different from them. In North
Americaracial supremacy began at first contact with Europeans with indigenous people

(Thompson & Carter, 1997; Fong, 2005).

Cultural racism occurs when one cultural group believes that another group is
inferior in some way and possesses the power to impose its sandards on the other
groups. This broadensthe definition of racism to include not only ethnicity, but all of
the‘isms’ that cultural groups share. Some peopl e experience discrimination based on
an aspect of their culture that they themsel ves cannot change. The failureto
acknowledge cultural differences of a group carries with it implicit failure to
acknowl edge discrimination that the group may experience. 1t may be difficult for
someone who is part of the cultural majority in power to acknowledgetheir cultural

racism (Lee, Blando, Mizelle & Orozco, 2007).
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Thereis often little dialogue about it because racism is seen as negative and
undesired in Canadian society. Racismis often not discussed nor approached in the
workplace or classrooms where changesto address i ngtitutional racism may be
necessary. Human needs for acceptance, affiliation, and approval make conformity to
the social order more appealing than creating discomfort. The denial of racism entails
introspection and a close examination of social norms and admitting ownership over

fedlingsthat may not be right, but seem to be popular (Thompson & Carter, 1997).

Cultural norms, values, and assumptions such as stereotypes and structural
relationships across different social categories are highly significant factorsin social
excluson (Thompson & Carter, 1997). Discrimination can often be unintentional in so
far as someone acting in a discriminatory fashion may be doing so in ways that reflect
wider cultural and structural factors without intentions of being oppressive or unfair.
Unintentional discrimination hasthe potential to be highly oppressive and istherefore

unacceptabl e (Thompson, 2009).

Discrimination is not a matter of chance or random distribution. Patterns of
discrimination are embedded in society in which our arrangements are structured and
organi zed (Payne 2005, Thompson, 2009). There are complex social, political and
historical reasons for this development. Racism isa matter predominantly affecting
people from ethnic minorities. It isnaive not to recognize that such matters are firmly
ensconced in the social fabric and not s mply matters of individual prejudice
(Thompson, 2009). Discrimination undermines citizenship and erodes a person’ s ability

to devel op their talents and capacities (Saloojee, 2005).
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2.3.1. Racism and Social Work in Winnipeg

The number of foreign-born resdentsin Canada will grow four times faster than
therest of the population dueto dropping fertility rates among the Canadian-born
population (Rabson, 2010). 1n 2006, 101,900 people or 16.3% of Winnipeg’'s
population were racialized people (City of Winnipeg, 2009). It is projected that by 2031
that 27% of Winnipeg's population will be visible minority (City of Winnipeg, 2009;

Rabson, 2010).

Rabson (2010), maintains that Canadians will have to start thinking about races
inadifferent way, not just racialized people visa vis the Caucasan population. Itis
expected that by 2031 the fundamental demographic change in Canada's complexion
will bereflected inthe workplace or in government. Winnipeg isexperiencing a‘criss
in social services. There are more clientsin need of culturally appropriate services and
many social servicesagenciesare now adding “language’ to the list of qualifications
they are seeking in candidates (Manitoba Job Futures, 2010). Theinflux of immigrants
and inadequate services being provided has prompted agencies such as I mmigrant
Centre and the Needs Centre to respond by offering resourcesto ass st newcomersin

access ng resources necessary for successfully adjusting to Canadian living.

Recently, a colleague of mine interviewed for a social work position that was
clearly advertised as* Cultural Worker”. During theinterview the social worker was
asked, “Have you ever worked in a cross-cultural capacity or with a different race?’
The social worker responded by telling them most of the work she or he has done has

been with races different from their own, and that they were multicultural asthey were
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from immigrant families congsting of several minority ethno-cultural groups. Their
response was, “We areinterested in knowing if you can work with people from Africa
and othersthat have limited capacity to communicatein English.” In conversation with
another colleague that interviewed for the same position, it was discovered that the
experience was not unique. The second colleagu€e s response was, “Don’t worry, | was
also basically told | was also the wrong colour brown. | didn’t bother to tell them |
livedin Freetown for 8 years. They should have advertised more explicitly if they were
aiming for a certain population.” Were these two social workers dismissed for being the
wrong minority? Both social workers said they felt uneasy, discriminated towards,
humiliated, and angry. Were neither of them qualified enough or was this experience
racismin action? Wasit perceived or actual racism? Racism is not always obvious and
can often be mistaken or misunderstood in lieu of other social dynamics. Perceived

racism can cause as much distress as actual racism (Skillings & Dobbins, 1991).

In social work practice the goal isto provide servicesthat are culturally
appropriate and relevant to various ethno-racial minority communities. The culture and
ethnicity of various communities often becomes synonymous with the concept of race

(Y ee, 2005).

Thelack of quality care for culturally different clientsislikely toresultin
human service profess onal s feeling incompetent or inadequate when treating racialized
people; optimum care delivery is not impossible without cultural understanding
(Henderson, 1994). Practitioners must be aware of their own cultural attitudes and
valuesin order to optimally help clientsin other cultures. One way isfor educational

ingtitutions and human service organi zations need to recruit and train more racialized
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people who comprise less than 10% of all college-trained human serve practitioners
(Henderson, 1994). It is often assumed that because aracialized social workerisa
professional, he or sheis assumed to beimmune from the prgudice that other minorities
have to face. They may be seen asa‘ superior coloured’ or ‘exceptional’ visible

minority person (Liverpool, 1982).

All social workers need to accept that they are raciststo varying degrees and/or
in different situations and that trying to work through these attitudes, cannot possibly
get rid of them completey due to the fact that they are so much part of aperson’s
congtitution and are constantly reinforced by the predominant society (Fong, 2005).
Some members of racialized groups believe that more effective relationships can be had
with ‘one’ s own kind' and with more racialized social workers employed in the
profession, matching isincreasingly possible. Thus social workers need to be well
aware of both their own culture and the client’ s so they can appreciate the significance
of the differences and importance of leaving the client free to make the most appropriate
adaptations. Social workers need to be comfortable with their own racial identity so
they can help their multiracial clients. Geographically based identity may not be an
important issueto a multiracial person, but the White social worker needsto have some
sense of understanding of hisor her own ethnic identity to be empathetic in working

with amultiracial client (Fong, 2005).

Denial of racism isakey congtruct in North American society. Itisadrategy
used to minimize therole of racein structurally imposing inferior characteristics on
minorities and positive, superior characteristics on Caucasians (Skillings & Dobbins,

1991). A by-product of denial isdismissve strategy. The present climateis one where
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race has become a senditive topic because people are silenced. Another dismissive by-

product isthe belief that racism no longer exists (Thompson & Carter, 1997).

2.3.2. Racial Socialization & Segregation

People areracially socialized. We are constantly bombarded with evidence of
individual, ingitutional, and cultural racism. Media and ingtitutional policiesand
practices exact influence by permitting dominantly located systemsto avoid or suppress
their unresolved dilemmas and by encouraging their beliefs of deserved White
entitlement and the inferiority of minorities. Stereotyping of culturesis commonly

found in social work practice work (Y ee, 2005).

Racial socialization refersto the processindividuals experience in constructing
appraisals of themselves and other racial beings (Thompson & Carter, 1997). Theracial
composition of a person’s community can offer cluesabout their social class and, by
implication, the quality of their educational experiences. Knowledge of a person’s
social class often conveysimages of the racial composition of their community. Race

and social class factors are inextricably linked (Bishop, 2005).

Racial separation inresdential living for newcomers was established by force
and legal statutes with prohibited interracial contacts, housing covenants restricting
particular people on the basis of race and religion, and unfair lending practices. What' s
especially powerful about racial images and messages isthat they are not always

communicated directly (Thompson & Carter, 1997).
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Separate or racially homogenous communities exist across the world. The city
of Winnipeg isnot exempt from this phenomenon. When examining communities such
asthe Maples, North End, and St. Boniface, we can seelarger concentrations of certain
ethno-cultural and racial groups within the city limits (City of Winnipeg, 2009). Ethno-
cultural segregation isanorm and as communities and families serve as powerful
socializing factors, raceisan integral component of our socialization experience

(Thompson & Carter, 1997).

Racial segregation in Winnipeg is directly proportional to socio-economic class
divisons. The most poverty stricken areasare typically home to racialized groups that
have been historically disenfranchised and have little access to resources. The most
impoverished groups include racialized people, recent immigrants, and Aborigina
peopl es concentrated around the downtown area where housing is cheaper and crime

rates are higher (City of Winnipeg, 2009).

Resdential segregation and employment discrimination operate asingtitutional
and cultural practices that have powerful effects on socialization and identity formation.
Skin colour and physical appearance also become associated with moral, intellectual,
and behavioural characteristics. Different communitieslive side by side but not
necessarily together in Canadian cities. Thereisredativey little cross-cultural violence
(Stein, 2007). Mass media contributesto the sociali zation process by reinforcing the
lessons and rulesthat are taught in our immediate environment (Thompson & Carter,
1997; Fong 2005). Carter (1995) arguesthat racial-role socialization is smilar to sex-

role socialization. Inthe same way children are rai sed to assume the proper attitudes
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and behaviours commensurate with gender, so isone raised to behave appropriately in

one sown identified racial group.

Individual s are faced with messages that determine appropriateness and
inappropriateness of their rolesasracial beings through racial socialization (Carter,
1995; Bishop, 2005). Race socialization intersects with socializing factors such as
social class, gender, ethnicity, religion, skin colour, and generational belief affected by

present day racial climates (Bishop, 2005).

2.3.3. Social Inclusion and Exclusion

Canada’ s patterns of immigration and its experience with cultural pluralism may
have led to somewhat |ess exclusion of racialized communities from the mainstream of
Canadian life (Cameron, 2007). Racismisa form of social excluson and racial
discriminationin al its forms and manifestations is the process by which that excluson
occurs (Saloojee, 2005). Social exclusion isa discourse that includes a structural
approach that focuses on historical processesthat continually reproduce oppression,
discrimination and exclusion. The focusisthe value of recognizing participation by
peoplethat are excluded from full participation in society and the benefits of society as

awhole (Saloojee, 2003).

Y outh's personal and social identities affect how our young people see
themselves, how they are perceived by educators and school peers, how they engage

with schooling, and how they produce knowledge about everyday experiences. Socia
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exclusion based on shared identities disproportionately affects youth whose “otherness’

ismost apparent (Del & Rummens, 2011).

Racism consigts of a set of mechanismsthat ensure certain racial groups
maintain social -political domination over racialized groups. It involves discriminatory
practices that work to constantly marginalize, exclude and di sadvantage subordinate
racialized groups and reproduce the power, privilege and domination of the dominant
group (Flerasand Elliot, 1992; Saloojee, 2003). It involvesincomplete citizenship,
undervalued rights, undervalued recognition and undervalued participation (Sal0ojee,

2003).

In Canadian society women, racialized individuals and communities, persons
with disabilitiesand Aboriginal peoples entering the labour market, educational system,
and generally seeking goods and serviceswill face social structures where opportunities
that are mitigated by their race, gender, disabilities, and other featuresare not valued in
society dueto the existence of discrimination and barriers (Sal oojee, 2003). All people
in Canadian society, regardless of geographical origin, do not start from the same spot
and do not compete on an equal footing with each other. Structural racial excluson is
(Saloojee, 2003, p. 4). “The process by which individual s from the dominant white
racialized group in society are better positioned than areindividual s from subordinate
racialized and minority groupsto secure a greater share of society’ s valued goods,
services, rewards and privilegesin society.”

Ingtitutional racism can be very subtle and difficult to detect because it can be
done under the guise of customs, norms, policies, or practicesthat are not illegal but

result in inequities. For example, service providers who only speak English can easly
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contribute to arestricted ethnic diversity of clientele. It resultsin inevitable service
provision by dominantly located workers to ethnic minority clients (Lee, Blando,

Mizelle & Orozco, 2007).

Racial inequity and discrimination are products and confirmation of power
imbalancesin society. They are structural congtraints that are rooted in the fabric of
society manifesting at theindividual, structural, and systemic levels (Saloojee, 2003).
Dueto fact that racism is multidimens onal and has multiple manifestations of racial
discrimination, it is difficult to provide precise measures and explicitly quantifying
racism has been problematic (Henry et al., 1995). Theindicators of racism are
important asthey affect how programs and policies are shaped as well as how practice
isapproached. Many researchersare rigidly attached to the intersection of race, gender,
classand disability. The challenge of measuring racial discriminationisthat itis
extremely difficult to measureintentionality. Measures of racial discrimination focus
on the effects of the discriminatory actions not on the intentions of the perpetrators

(Saloojee, 2003).

One of the mogt pervasive myths about racialized groups isthat Snce many
groups are found in the workforce, thereis not widespread discrimination at entry level.
It isargued that racialized groups progress only up to a certain point before
encountering the ‘ glass ceiling’ . The glass ceiling theory suggeststhat thereisan
invisble barrier that prohibits upward mobility within the workplace or organi zati onal
hierarchy. Members of racialized groups cannot advance past the glass ceiling. They
can see the upper echelons of the hierarchy but cannot detect the barriers preventing

their attaining those positions (Sal oojeg, 2003).
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The glass ceiling theory attributed to John Porter (Saloojee, 2003) assumes that:

i Members of racialized groups do gain entry to the active labour force, they
are hired, and they do haveafoot in the door.
ii.  Once hired there is movement up the hierarchy to a certain point.

iii.  Thelr retention rate is not a sgnificant human resource problem.

Saloojee (2003) maintainsthat prior to entering the workforce, preudice and
discrimination in society guarantees that members of racialized minority groups
encounter the ‘ steel door’. The gatekeepers of the steel doors bar and facilitate entry to
employment. Assuchracialized groupsinitially encounter prejudice and discrimination
in the pre-employment stage before facing other forms of discrimination at the
workplaceitself. Thus, the discriminationis at the access level of employment, and
then at the organizational level if employment is gained (Hill & Thomas, 2000;

Saloojee, 2003).

At the pre-employment level, unequal accessto employment disadvantage is
manifested in several areas including differential unemployment and labour force
participation rates compared to White able-bodied males, and occupational
ghettoization. For racialized people, that secure employment, indicators of
disadvantage include income levels, occupational clustering, ghettoization, poor upward
mobility and promotion rates, limited distribution across the organizational employment
hierarchy, low rates of retention and experiences of harassment. It isimportant to
recogni ze that these disadvantages are the result of direct intentional discrimination and

systemic discrimination by the gatekeepers of the steel door (Saloojee, 2003). When
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peopl e are denied access to employment opportunities or work in poisoned work
environments, when their advancement within the organization is hindered dueto their
gatus as members of racialized groups, it is clear that they are excluded and

disadvantaged and that discrimination has occurred (Sal oojee, 2003).

Jackson (2001) maintainsthat racialized minorities in Canada are divided into
two digtinct groups, those born in Canada and those who are foreign born. He maintains
that racialized persons from immigrant groups who are fully employed earn less than
their Canadian born counterparts. Canada loses over $15 billionin earnings due to
‘brain waste due to the discounting and undervaluing of education, profess onal
training and the experiences of immigrants prior to coming to Canada. White

immigrants reported fewer inequities than immigrants of colour (Jackson, 2001).

Barriers to employment for racialized groupsinclude (Sal oojee, 2003):

Blatant overt discriminatory hiring policies,

o Job requirementsthat have nothing to do with what’ s needed to perform
thejob;

o Unfair assessment of qualifications and work experience from abroad;

o Invisble barriers such as biases, stereotyping, and discrimination based on
aperson’ s colour, rather than an assessment of a person based on his/her
actual skills and performance;

o Thevicious cycle of lower expectations |eading to lower achievement;

. A hostile or poisoned work environment caused by racial jokes, abusive

dursand, on occasion, physical abuse.
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These barriers create unequal accessto the labour market, the glass ceiling that
sgnificantly inhibits promotion to higher skilled better paying jobs and thereality of a
split labour market over-determined by race. This contributes greatly to the

racialization of poverty (Saloojee, 2003).

Canada has attempted to deal with racial discrimination and determine the nature
of state-minority relations within aliberal tradition that encourages group social
cohesion, social inclusion and equity. Multicultural policies encourage socia group

cohes on and support the preservation of culture and language (Sal 0ojee, 2003).

Social inclusion involves social cohesion, citizenship, removal of barriers, anti-
essentialism, rights and respons bilities, accommodating differences, and incorporating
new ways of thinking about problems of injugtice, inequality, and exclusion (Saloojee,
2003). The moveto socia incluson iseroded when the rights of minorities are not

respected and accommodated and racialized groups fed “ Othered”.

Jeffrey (2009) states, “ Demographic changes attributabl e to recent Canadian
immigration do not represent the profession’ s first encounter with understanding and
intervening with the Other. “Other” isaterm often used to refer to that which isforeign
to us, for example, in terms of culture, race or ethnicity, that it, someone other than who

we are and what we know” (p.48).

Walker and Walker (1997), define social inclusion asa comprehensive
formulation, which refersto the dynamic process of being shut out, fully or partially,
from any social, economic, political or cultural systems which determinethat social

integration of a personin society. The minimum precondition for achieving social
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inclusion isto advance the notion that equality does not mean sameness, rather it means
that we haveto treat differences between groups of people differently. The Supreme
Court of Canada has noted that minority rights do not erode democratic citizenship,
rather “the accommodation of differencesisthe essence of true equality” (Saloojee,

2005).

Racial excluson resultsin economic, political and cultural disadvantage. Social
excluson may therefore be seen as the denial non-realization of the civil. Those who
areincluded in society have access to valued goods and services while those are
excluded do not. The disadvantaged and marginalized are seen as*” other” and do not
have access to valued goods and services. It isa mutually reinforcing relationship
between excluson and disadvantage that is cyclic and takes many forms such as
poverty, less education, lower paying jobs, and less access to resources (Sal oojee,
2003). Theroots of excluson are deep, historical and continually reproduced in both
old and new way in contemporary society (Freiler, 2001; Saloojee, 2005; Henry &

Tator, 2009).

2.4. Oppression

Oppression can have adverse effects on how people functionin life. It can affect
people on micro, mezzo and macro levels (Mullaly, 1997). Everything from an
individual’ s mental health to the survival of a culture can be affected by oppression
(Shera, 2003; D&l & Rummens, 2011). The two major responses that oppressed people

have to their oppression are inferiorization or rejection (Y oung, 1990; Mullaly, 1997).
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“Oppression refersto structural phenomena that immobilize or diminish a group”

(Young, 1990, p.57).

In traditional usage, oppress on meansthe exercise of tyranny. It traditionally
carries a strong connotation of conquest and colonial domination (Y oung, 1990; Mullaly
1997). Inthe past oppress on occurred through imposition of ill-intending laws by the
ruling group whereby oppressors view the oppressed as a dangerous class that must be
controlled for the good of the whole society (Mullaly, 1997). Historically oppression
was not a quiet dynamic. The enforcement of oppression came in many formsand by
many means. Oppression has resulted in many of the world’ s most hel nous episodes
such as war, genocide, civil and political unrest. “Oppresson refersto structural
phenomena that immobilize or diminish a group” (Y oung, 1990, p.57). “Oppression
protectsa kind of citizenship that is superior to that of the oppressed. It protectsthe
oppressors preferential accessto and preferential treatment from our social
ingtitutions...In short, oppression carries out certain social functions for the dominant
group by ensuring that society reproduces itself and maintains the same dominant-

subordinate relationships’ (Mullaly, 1997, p. 139).

Modern day oppressionis structural. It occurs through systemic constraints on
non-dominantly groupsin the form of unquestioned norms, behaviours, and symbols
and in the underlying assumptions of ingtitutional rules (Mullaly, 1997). Often
members of the dominant group do not realize that they are part of an oppressive order.
“The dominant group in society probably does not really subscribe to oppressive
behaviour as a means of protecting its favourable position. Most people do not consider

themselves to be oppressors. In fact, most people probably believe that oppressive
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behaviour should not be a part of democratic society” (Mullaly, 1997, p. 139). “The
conscious actions of many individual s daily contribute to maintaining and reproducing
oppresson, but those people are usually simply doing their jobs or living their lives, and

do not understand themselves as agents of oppresson” (Y oung, 1990, p.56).

24.1. Forms of Oppression

Y oung (2004) categorizes five forms of oppresson: exploitation,
marginalization, powerlessness, cultural imperialism, and violence. “The presence of
any of these five conditionsis sufficient for calling agroup oppressed. But different
group oppressons exhibit different combinations of these forms, as do different
individualsin the groups’ (Y oung, 1990, pg. 69). Not all oppressed groups experience
all five of these forms or oppresson however they usually experience more than one
(Young, 1990; Mullaly, 1997). Different oppressed groups exhibit different
combi nations of the five conditions of oppression (Y oung, 1990). Comparisons can be
made of the waysa particular form of oppression occursin different groups or of the
combi nations of oppression that group’ s experience. This framework has significant
potential for hel ping social workers understand better the oppression of people with

whom they work in their professional practice (Mullaly, 1997).
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2.4.1.1. Exploitation

Mullaly (1997) defines exploitation as the social processes whereby the
dominant group isable accumulate and maintain status, power, and assets from the
energy and labour of subordinate groups. Exploitation is most frequently understood on
adigributive model (Y oung, 1990). The primary victims of exploitation are the
working class, women and racialized people (Y oung, 1990; Mullaly, 1997). A personis
exploited when the amount of labour embodied in any bundle of goods he could receive,
in afeasble digtribution of society’ s net product, isless than the labour expended. The
injustices of exploitation cannot be eiminated by redistribution of goods, for aslong as
ingtitutionalized practi ces and structural relations remain unaltered, the process of

transfer will re-create and unequal distribution of benefits (Y oung, 2004).

The digtribution of work is a systematic processthat yields the relations of
power and inequality. “Exploitation is realized through a structural relationship
between the have and have-not groups’ (Mullaly, 1997, p.146). Many forms of
expl oitation cannot be eliminated by the redistribution of material resources and cannot
be altered unless the transfer of energy and labour from the exploited to the dominant

group reproduce equal digtribution of goods and benefits (Mullaly, 1997).

Exploitation can be race specific (Y oung 1990; Mullaly 1997). Racialized
groups often perform menial labour tasks for White people and become sub-servant
subordinates. Mullaly (1997) states, “ Jobs involve atransfer of energy whereby the

servers enhance the status of the served” (p. 147). This contributes to the oppressed
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having little autonomy, low wages, unskilled labour, and low-status work (Y oung,

2004).

24.1.2. Marginalization

Marginalizationis a process of social de-valuation that servesto justify
disproportional accessto scarce societal resources (Del & Rummens, 2011).
Marginalization constitutes a bas ¢ feature of injustice and oppression. It isarguably
one of the most dangerous forms of oppresson because it excludes entire groups of
peopl e from participating in society in a useful and meaningful way and severdy
depriving them of materials (Y oung, 1990; Mullaly 1997). “Marginalizationisunjust
because is blocks the opportunity to exercise capacitiesin socially defined and

recognized ways’ (Y oung, 1990, p.62).

Marginalization primarily affects groups that congtitute the underclassand are
permanently confined to the margins of society because the labour markets do not
accommodate them (Shera, 2003). These groups includeracialized people, €derly,
youth, single mothersand their children, physically and mentally disabled people,
unskilled workers, and North American Aboriginalsin Canada (Mullaly, 1997).
Marginalization may still occur if material deprivation is not present (Mullaly, 1997).
For example, racialized people that may have stable professonal jobs may still be

marginalized for their skin colour, perceived bdiefs, or cultural background.

Welfare systemsin North America have not eliminated large-scale suffering

despite attemptsto redistribute wealth (Y oung, 1990; Mullaly, 1997). Welfare
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bureaucraci es have often treated poor people, old people, and disabled individuals who
rely on them for support and services with punitive, demeaning, patronizing, and
arbitrary policiesand regulationsthat interfere with their basc rights to privacy, respect,
and autonomy (Mullaly, 1997). To overcome marginalization requires both a
restructuring of productive activity to addressa right of participation within the wage
system and establishing some socially productive activity outside the wage system

(Mullaly, 1997).

2.4.1.3. Powerlessness

Powerlessnessis oppression in addition to exploitation of non-professonals
(Young, 1990; Mullaly, 1997). “The powerless are those who lack authority of power
even in this mediated sense, those over whom power is exercised without their
exercising it; the powerless are stuated so that they must take orders and rarely have the
right to give them. Powerlessness also designates a position in the divison of labour
and the concomitant social position that all ows person little opportunity to develop and
exercise XKills. The powerless have little or no autonomy, exercise little creative or
judgment in their work, have no technical expertise or authority, express themselves
awkwardly, especially in public or bureaucratic settings, and do not command respect”

(Young, 1990, p. 65).

Mullaly (1997, p 148) defines powerl essness as

...inhibitions in the development of one' s capacities, alack of decison-making
power in on€ sworking life, and exposure to disrespectful treatment because of
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the status one occupies. It affects primarily non-professional workers, but also
peopl e of colour and women to alesser extent. It isbased on the social division
of labour but is more complex that the tradition between the ‘middle class and
the ‘working class to be a social divison of labour between profess onalsand

non-professionals.

Most workplacesin advanced capitalistic societies are organized hierarchy. The
powerless are those who do not have power or authority to reside over decision-making
but exerciseit asdictated. Non-professionals suffer thistype of oppression more than
professionals (Mullaly, 1997). The power and respectability that accompany the
privileged status of being a professonal also involveracist and sexist dynamics.
Professonal racialized people and women who are profess onals must repeatedly prove
their respectability whereas working-class White men are often given respect until their
working-class statusis discovered. Professional racialized people and women are more
often not treated with respect unlessit isrevealed that they are‘ professonals (Mullaly,
1997). In other words, the status privilege of professonalsis not automatically afforded
to racialized professionalsasit isto non-professional dominantly located individuals.
Thisisggnificant becausetypically, professonal s receive more respectful treatment in
our society than non-professionals (Y oung, 1990; Mullaly, 1997). Injustices of
powerlessness have digributional consequencesthat are fundamentally issue of the
divison of labour that bring into question the social divison of those who make

decisions and those who carry the decisons out (Del & Rummens, 2011).
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2.4.1.4. Cultural Imperialism

Feminist and Black liberation theoristsidentify cultural imperialism as
oppresson that comes about when the dominant group universalizesits experience and
cultureasthe‘norm’ for society (Mullaly, 1997). Cultural imperialismisthereby

experience in varying degrees by all oppressed and racialized groups.

Social ingtitutions are based on the culture and experiences of the dominant
group. Our education, media, entertainment industry, literature, and marketing of
productsreinforce the notion of auniversal culture. We arethus socialized into this
ethnocentric view of the world and the dominant group reinforces its position by

measuring against themselves as deviant or inferior by stereotyping (Mullaly, 1997).

Culturally dominant groups tend to be defined from the outside. Their own
experiences and perspectives are thus made invisible to the dominant group, and forces
oppressed groups to look at themselves through the eyes of a dominant group, that
views them with contempt or amusement (Y oung, 1990; Mullaly, 1997). The oppressed
group’ sown experience and interpretation of social life findslittle expresson that
touches dominant culture, while the same culture imposes on the oppressed group its

experience and interpretation of socia life.

The culturally imperialised may reect the dominant meaning and attempt to
assert their own subjectivity, or the fact of their cultural difference may put thelieto the
dominant culture simplicit claim to universality (Y oung, 1990). To overcome cultural
imperialism it is necessary that culturally oppressed groupstake over the definition of

themselves and assert a positive sense of group difference (Mullaly, 1997).
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2.4.1.5. Violence

Violence includes physical attacks, harassment, ridicule or intimidation that
stigmatizes group members. Almost all oppressed groups suffer systemic violence
because they are members of the subordinate group. “The oppresson of violence lies
not only in direct victimization, but in the congtant fear that violence may occur, soley
on the basis of one sgroup identity” (Mullaly, 1997, p. 150). Violence also includesthe
daily knowledge shared by all members of an oppressed group that they are liable to

violation, solely on the account of their group identity (Y oung, 1990).

Violenceis systemic becauseit is directed at members of a group smply
because they are members of a group (Y oung, 1990). “Violenceisa social practice. It
isasocial given that everyone knows happens and will happen again. Itisalwaysat the
horizon of social imagination, even for those who do not perpetuateit. According to the
prevailing social logic, some circumstances make such violence more “ called for” than
others’ (Young, 1990, pg. 68). Violenceisaform of injustice that a distributive

understanding of justice seemsill equipped to capture (Y oung, 1990).

Violenceis structural when it istolerated, accepted, or found unsurprising by the
dominant group, or when perpetrators receive light or no punishment. It isa social
practice when people from a dominant group seek out people from oppressed groupsto
beat up, rape or harass (Y oung, 2004). To reform ingtitutionsand social practicesthat
encourage, tolerate, or enable violence againsgt members of specific groupswill requirea
change in cultural images, stereotypes, and the day-to-day reproduction of dominance

and averson (Mullaly, 1997).
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2.5. The Culture of Whiteness

To clearly understand race and power dynamics of dominantly located and
racialized groups, a theoretical understanding of the concept of Whitenessis required.
Whitenessisthe key ingredient in holding together racist structural formationsasit
works together with racism to create systems of domination and subordination (Y ee,

2005).

Recognizing how Whiteness affects non-White workersisan important part of
my research. Y ee(2005) defines Whiteness as*a complex social sructure that
perpetuates and maintai ns the dominant and/or majority groups power within arange of
ingtitutions, including social service organizations, and isthe primary mechanism that
prevents anti-racist social workers from changing today’ s societal ingtitutional

arrangements’ (p.89).

Dei (2000) defines Whiteness as institutionali zed privilege that perpetuates a
system of dominance. Racism occursthrough the process of false consciousness and is
rooted in thought and the socially created structures. “Whiteness has power by
remai ning unnamed and unmarked in contrast to theracial ‘other’ who is classified,

ordered and defined into cultural and ethnic categories’ (Y eg, 2005, p. 93).

Jeffrey (2009) refersto Whiteness an asset of locations that are historically,
socially, politically and culturally produced and are fundamentally linked to relations of
domination. “Whitenessisabout being inconspicuousto the point of invigbility, and
yet racially dominant” (Jeffrey, 2009, p. 54). Whitenessisnot defined asa* colour,”

but rather asan implicit and universal norm against which “people of colour” are
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defined and evaluated. The power and accompanying privilegesthat Whiteness
discourse generates reproducesitsalf regardless of intention or goodwill because of the
fact that it just appearsto be“normal.” Theterm normal isused to distinguish between

what is good or proper and deviant or substandard in society (Jeffery, 2009).

The culture of Whitenessisreflected in social service agency practices. AsYee
(2005) asserts, “underlying much of current social work practice are raceideol ogies or
rather strategies of Whiteness that work to legitimate the hidden power of the dominant

and/or magjority group, which helps maintain the status quo” (pg. 96).

Examining how the dominant and/or majority group uses strategies of Whiteness
to create systems of dominance can better illustrate the productive and reproductive
functions of power and control. “In the Canadian context, most understand White
privilege and dominance to mean those who come from the dominant and/or majority

group” (Y ee, 2005, p. 97).

Although raceis a concrete dimenson of diversity, White people are not
biologically genetically, or innately superior to other groupsin terms of intelligence.
Thereisadifferencereflected in the types of jobs and education held by White and
racialized people, however it isnot dueto these factors. Assuch, we need to redirect

our practices from an achievement gap and toward an opportunity gap (Milner, 2010).

Many academic writersand social work practitioners speak of White privilege in
generic terms without making the process visible or highlighting the strategies by which
Whiteness operates within social ingitutions, including social services. Whiteness

operates by making sure that the dominant culture never definesitself while defining all
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the so-called “different” cultures of society or ethnic minority communities as owing a
culture. One cannot speak about Whitenessuntil one hasa firm understanding of how

raceisasocia congruction in modern Western culture (Y ee, 2005).

The acceptance of fixing culture to peopl€ sidentity failsto recognize the
ideological power of how the “culture of Whiteness’ is Eurocentricly valued as*the
only” culture. The emphadg'son various non-White cultures and ethnicities by
professional s, for example, social workers, reflects the current social relations of power

that exist in Western society (Y ee, 2005).

In today’ s society there are many cultures but one dominant culture, which
reflects the norms, values, shared patterns of thinking and worldview of the dominant
group (i.e.,, aWhite, male, bourgeois group). All other culturesare viewed as inferior
and therefore the solution to the problems members of these groups experience could be
resolved if they would assmilateinto the dominant culture (Mullaly, 2007). The
assmilation approach encourages peopl e from different ethnic backgrounds to conform
to the dominant and/or majority group’ s norms and values, while the pluralism approach
worksto help peopleto maintain their ethnic identity, which isseen in policies such as

multiculturalism (Y ee, 2005).

Whites do not readily perceive themsel ves as members of aracial group, or as
responsible for perpetuating racism (Thompson & Carter, 1997; Y ee, 2005). Some
White clients may openly refuse avist from minority workersin avoidance of contact.
Clients may be accustomed to seeing minoritiesin menial jobs, rather than as competent

professionals. Thereisatendency on the part of racialized groupsto accept and
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internalize this socially constructed and imposed identity and to act in ways that

reinforce the stereotypes of White people (Liverpool, 1982; Mullaly, 2007).

Approaches such as cultural competency, multiculturalism, and ethnic sensitivity
were not devel oped by ethno-racial minority groups. They were primarily developed by
White practitioners struggling with cultural sensitivity, awareness and understanding in
working with culturally diverse clients (Y ee & Dumbrill, 2003). These ideas have
dominated Canadian social work knowledge, and run contrary to an anti-racist

perspective. They “...are heavily steeped in strategies of Whiteness’ (Y eg, 2005, p. 90).

Racism and Whiteness work together in creating systems of domination and
subordination. Racism cannot be thoroughly discussed or understood until Whitenessis
recognised as a basis of power relations (Boston, 1988;Y ee, 2005; Blume & DeReus,
2009). Whites perceptions of racialized groups refl ect ambival ence and contradiction.
They have been seen asinferior, but super competent or exceptional if they achieve
success in the workplace. They are acceptabl e as nurturers and caring figures but not as
equals to their White counterparts. Racialized groups are seen asangry when they
appear arrogant (as Whites are not) and as frightening when they appear competent, act
assertively, or demonsdtrate ability to cope with racism without being demoralized

(Hamilton, 2001; McKinney, 2005).

The assumption of racial superiority has had substantial negative effects on
racialized peopl e within most European societies and the countries they colonized.
Racialized peopl e are subject to disparaging stereotypes and are oppressed at the

personal, cultural, and structural or ingtitutional levels of society. The effects of racism
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at the personal level include the imposition of an identity by the racially dominant group
that is often stereotypical, essentialist, and inferior (Mullaly, 2007). Minorities have not
yet had an opportunity equal to that of Whitesto experience substantial degrees of
assmilation in anumber of spheres of life. Most people want equality of opportunity.
At the same time, many people want to maintain their tiesand identity with their ethnic

groups (Devore & Schlesnger, 1991; Mullaly, 2007).

The concept of being “colour blind” essentially meansthat the colour of
someone’ s skin makes no difference to how social service clients should be served. As
such no cultural modifications are seen as needed. In practice failureto appreciate
difference can trandate as disrespect for the client’ s cultural background and lead to

inappropriate or ineffective treatment (Lee, Blando, Mizelle & Orozco, 2007).

2.6. Developing Cultural Awareness

Thefirgt step in developing cultural awareness is to acknowledge that racism
exigs. Denying that racism exists can be compared to the denial that exists around
addictions to alcohoal, illegal drugs, and gambling (Wilkins, 1995; Lee, Blando, Mizelle
& Orozco, 2007). Breaking through denial can be an emotional and cognitive process
often facilitated by experiential exercises between professonalsto increase sdlf
awareness. It can be a very unsettling experience because examining and
decongtructing personal beliefs means putting the spotlight on feelings and opinions that

may not be positive (L ee, Blando, Mizelle & Orozco, 2007).
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The second step in devel oping cultural awarenessis to increase appreciation of
cultural differences. Anincreased knowledge and understanding of different cultures
leads to more accurate beliefs about minority groups and reduces prejudice. Informal
learning opportunities can be s mpl e activities such as exposure to movies, community
events, devel oping new friendships, reading novels or current media, increasing travel
or experiencing mealsin authentic cultural restaurants. Any means of exposure can be
an opportunity to learn and embrace cultural diversity (Lee, Blando, Mizelle & Orozco,

2007).

Formal learning opportunities can be such things as seeking out professional
development activities, courses, workshops with cultural focus, and consulting
colleagues with different cultural backgrounds for professonal simulation. To bea
culturally aware worker, one must welcome multicultural experiences as opposed to
being forced through activities such as professional devel opment workshops, or
tolerating cultural activities by clients and other professionals. Professionals must
accept differing worldviews as legitimate, even if they do not match your personal
beliefs (Lee, Blando, Mizelle & Orozco, 2007). One must actively embrace the never-
ending process of becoming aware of their own assumptions about human behaviour,
values, and biasesto understand contrasting world views and perspectives presented in
social work practice (Abreu, 2001; Arrendondo & Arciniega, 2001). Culturally skilled
workers must engage in incorporating intervention strategiesthat are relevant and
sensitiveto goals, life experiences and cultural values of their clients (Sue & Sue,

2003).
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If we areto equip all learners with the requisite tools to function in
contemporary society, the issue of marginality and youth res stance in education must
be fully addressed. As educators, we must bring a critical understanding to youth
marginality and resistance ... and then act uponit. To do thiswe need to better
understand, consider, and respond to the social location and life circumstances of our
diverse sudents. We need to acknowledge both their social and personal identities,
listen attentively to their voices, seek to address unique needs associated with social
location, and understand the sources of their res stance or protest. Most of all we need
to unfailingly recognize the inherent potential in each learner and ever grive to see this

potential fully realized (Del & Rummens, 2011).

For our newcomer immigrant and refugee students, this means understanding
that magtery of the language of ingructionis critical. Migration and resettlement
stresses can also present daily challenges, particularly for recent newcomers. The need
for both parentsto work long hours, often at multiple jobs, can readily trandate into less
parental presence and supervison, aswell asincreased responsbility for care of
younger siblings and household tasks; parental underemployment can in turn lead to the
need for youth employment to help support the family. Teachers, principals, vice-
principals, counsdlors, and school staff who understand these unique challenges can
more effectively support their studentsin their educational trajectories. Initiatives that
make areal difference include: assessment and recognition of previous academic
accomplishments; strong, secure, sustained English-as-an-Additional-Language
programming; administrator, teacher, staff awarenesstraining; facilitation of integration

within the school; support linkagesto relevant social and/or resettlement services,
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outreach to parents and communities, and implementation of cultural competence within
the classroom. For older students, school flexibility interms of balancing
family/work/home/school responsibilitiesis often key to ensuring successful

educational outcomes (Del & Rummens, 2011).

2.7. Culturally Competent Approach to Social Work Practice

Culturally competent or cross-culturally senstive approach was created to
confront the issues that are generated by aracially and culturally diverse population. It
asks social workersto become more aware of and sensitive to the norms an nuances that
are specific to awide range of cultural and ethnic groups with the goal to recognize that
some behaviours and ways of speaking and actions may beinappropriate to the cultural
mores of the person or family with whom the worker engages. Deve oping a heightened
sensitivity to these specific types of needsis seen to be beneficial to the working
relationship and result in more suitable service ddlivery (Jeffrey, 2009). Jeffrey (2009,
p. 49) gates, “ The cultural competence model wasthe orthodox means of addressing
differencesin professonal social work contextsin the 1980sand 1990s, and it remains
common in some sectors. In thisapproach, packaged and oversmplified forms of
ethnographic knowledge were taught to social work students because these were seen to

offer a way to manage the differences embodied in their clients’.

The cultural competence approach to social work practice devel oped from the
emergence of multiculturalism (McGoldrick, 1982; Quinn, 2003; Maiter, 2009). There

isthe belief that it is necessary to learn about cultural differences. This perspective

63



suggests that there isa need to understand the norms, values, and practices of a culture
so asto be able to provide services within the framework of the culture (Maiter, 2009).
One ill that social workers canrely upon is building relationships. The waysin which
we conceptualize the qualities and impact of social differences such as race and culture,
shape the waysin which we organize our practice and the expectation we have in our

professional relationships (Jeffrey, 2009).

According to Potocky-Tripodi (2002) attitudes and beliefs for culturally
competent practice are important for fostering postive relationships. Culturally

competent social workers:

o are aware that practice cannot be neutral, value free or objective;

o are aware of and sendtive to their own cultural heritage;

. are aware of how their own cultural backgrounds and experiences,
attitudes, values, and biases influence psychological processes,

o are aware that their decisons may be ethnocentric;

. are aware of their negative emotional reactionstoward other racial and
ethnic groups that may prove detrimental to their clients;

. are aware of gereotypesand preconceived notionsthat they may hold
toward other racial and ethnic groups,

. are willing to make purposive changesin the fedings, thoughts, and
actions toward other ethnic groups,

. value and respect differencesthat exist between themselvesand clientsin

terms of race, ethnicity, culture, and beliefs, and are willing to contrast
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their own beliefs and attitude with those of their culturally different clients
in a non-judgemental fashion;

o respect clients religiousand/or spiritual beliefs and values about physi cal

and mental functioning;

o respect indigenous hel ping practices and respect ethnic community

intring ¢ hel p-giving networks,

o value bilingualism and do not view another language as an impediment to

practice;

o value the social work profession’s commitment to social justice; and

o recognize the limits of their competenciesand expertise.

Cultural competence has grown in many directions and has emerged as a distinct
concept that has moved beyond cultural sendtivity and cultural awareness. It integrates
and transforms knowledge about individuals and groupsinto specific standards. The
scope of cultural competence changes the operations of practitioners, providers, and

social service organizations (Lum, 2004).

2.7.1. Critiques and Limitations of Cultural Competent Practice

Cultural competence or cross-culturally competent practice i s seen to encourage
openness to difference, expertisein the use of cultural resources and respect for cultural
integrity. Many theorists have noted culture often comesto be viewed as a blueprint for
human behaviour, values and beliefs. One magjor critique of the approach isthat itis

overly general, smplified depictions of non-dominant, immigrant, racialized and
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Indigenous communities, reinforcing stereotypes and creating students and workers a
sense for professonal anxiety over obtaining and applying information correctly
(Jeffrey, 2009). It isunrealistic to expect that any one person can be knowl edgeabl e and

sensitive about all cultures and be culturally specific in delivering servicesall thetime.

It leads to problems with access and equity in social services being attributed to
cultural differences, rather than the social, economic or political factors that hold
systemic inequitiesin place. Racism then becomes defines as a matter of individual
prejudice, and “ cultural barriers’ are positioned asthe cause for unequal treatment
(Jeffrey, 2009). “Social work programsin Canada have become more aware of
problems with de-historicized and stereotyped approachesto conceptualizing social

differencein general, and cross-cultural practice specifically” (Jeffery, 2009, p.51).

Cross-cultural approaches to service delivery and education in the West are seen
to provide predominantly White social service professionals with a better capacity to
communicate with non-dominant groups (Laird, 2008; Jeffery, 2009). The model has
come under congderable critique from those who charge that it puts forth and applies
smplistic and deeply flawed notions of ethnic and racial differences. “Social work is
founded on the idea that the social world and its problems can be studied and
understood, resulting in rational solutions that ssmply need to be followed through”

(Jeffrey, 2009, p.46).

Despite the critique the pers stence and evident appeal of the approach for
professional s who seek to understand clients who are different from themselves in that

they come fromracially and culturally different backgrounds (Jeffery, 2009). “The
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major problem with cultural competence, within modern Western multicultural context,
isthat it reproduced enduring assumptions about the Other that were not far removed

from paternalism, imperialism, and racism of early social work” (Jeffrey, 2009, p.49).

Although the cultural competence model has flaws it was viewed as accepting
the growth of cultural and ethnic diversity. One of the greatest flaws isthat any attempt
to become the expert of other cultures resultsin oversimplification which resultsin
more harm than good. Further, it resultsin negative judgements as non-dominant

groups are compared to dominant society’ s Western norms and values (Maiter, 2009).

Social workersare urged to practice from a social justice and anti-oppressive
perspective (Lundy, 2004; Maiter, 2009). Whilethereisagreater focus on structural
approach there isa strong tendency for agencies and social workersto work from a
social control perspective. Structural inequalities based on class, gender, race, sexual
orientation, age, ability and geographic region wereignored, and i ntervention focused
on changing the behaviour of individuals (Lefley, 1989; Fook, 1993; Hick, 2006;

Maiter, 2009).

Maiter (2009) suggests that implications for practice are:

1. Itisimportant to recognize that discusson of history, power relations,
dominance and White privilege raises feelings of guilt and anxiety in white
peopl e about the deeds of our ancestors even as we continue to benefit

from this unearned power and privilege.
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Summary

We need to resi st stereotypical and generalized thinking about people from
diverse ethno-racial backgrounds. People from both Western and non-
Western backgroundsinternalize their culturein a multiplicity of ways.
Providing equitable resources for families from diverse ethno-racial
backgrounds does not mean non-involvement, asthiswould |eave children
in harmful stuationsand families without needed help.

Despite changes in immigration policies and continued favouring from
White nations, many immigrants are members of diverse ethno-racial
groups.

In order to move forward we need to examine specific skillsthat will assst

usto work collaboratively with clients,

Thethere are many factors that affect how culturally competent social work

practice isapproached by racialized social workers. Winnipeg isa culturally diverse

city where multiculturalism, race and oppression are all prevalent factorsin how people

function in society.

Race, discrimination and oppression are major factorsin how racialized people

relate and function in society. The culture of Whitenessis also a factor in how people

relate to each other. Understanding that Whiteness affects both White and non-White

peopleisamajor factor in developing cultural awareness and culturally competent
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CHAPTER THREE Theoretical Framewor k

| ntroduction

In this chapter | will discussracial identity theory and oppression theory and
how they relate to this study. These theories examine how racism affects people and
their ability to function asindividual s with racial identities, acculturation to racial
groups and within ingtitutions and systems where racism has historically shaped
fundamental democratic ingtitutions such as education and social welfare. They also
address how social structure such as oppression affectsindividual and professonal

devel opment.

3.1. Racial Identity Theory

Every person has multiple social identities. For people with multiple racialized
identities, such as bi-racial persons, the development of self-esteem may be more
difficult dueto negative reactions to one of their group memberships from peoplein
other groups. The processes and stages a person goes through in order to develop an
identity areindividual, involving conceptualized tasks and personal adjustmentsin a

generally hogtile environment (Appleby, 2001).

Ethnic identity and general acculturation provide descriptors of quality of life
(Lieber, Chin, Nihira, & Mink, 2001). Theleve of acculturation a person can indicate

how well she or he copes and functions asracialized peoplein society.
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Racial identity isabout how people view themselves and the world through
racialized lenses (Thompson & Carter, 1997). A person’ sunderstanding of her or his
social and personality identities helpsto form their racial identity development

(Appleby, 2001).

Social identity refersto aspects of oneself which form the basis of shared group
membership. Self-categorization includes acts of self-labelling and adoption over time
of normative behaviours, characteristics, and values associated with the particular group

membership (Cox & Gallois, 1996).

Personality identification refers to agpects of behaviours, traits, and values
individual s see as characterising themsalves as distinct from other individuals. We
aspireto anidentity in which both aspects are perceived positively resulting in higher
self esteem determined primarily through social group comparison. Having a healthy
and postive personality identification contributesto postiveracial identity

development (Appleby, 2001).

Helms (1990), focuses her racial identity development theory primarily upon
race and not on ethnicity or the intersection of both. Thistheory was developed largely
in responseto practice in psychological counselling with individualsin one-on-one
interpersonal settings. Racial identity theory hasasits central proposition that
individual s differ and may changein relation to identification with their racial group. It
focuses on individual-to-racial group relations and | ocates change processes within the

individual and between an individual and their racial groups (Alderfer, 1997).

70



Identity is about how people see themselvesin connection with others. Itis
about a sense of rootednessto particular places, cultures, histories, contexts, and
politics. It isalso about comparisons based on percelived similarities and differences,
and the concomitant demarcation through identity construction and negotiation of social
boundaries that serveto ether include or exclude individual s and groups from access to

social resources and statuses (Del & Rummens, 2011).

For young people, the development of their identitiesas unique individualsisan
integral part of their identity formation across the developmental trgjectory. This
process occurs within societal contexts that seek to include, marginalize, or exclude
both individual sand the social groups to which they are seento belong (Del &
Rummens, 2011). Various cultural, racial, religious, linguigtic, national, age,
sex/gender, socio-economic class, territorial, and other identification criteriaareused in
these personal and social identification processes, all of which reflect various types of
commonality or difference deemed socially salient at the time. The corresponding
identity “markers’ serve at once to affirm oneself and the relevant collectivity, while
smultaneoudy demarcating “1 — you” and “we—they” boundaries. The resulting
personal and social identities may be myriad and complex; they may intersect or
overlap; they are in congtant flux, as they are constructed, negotiated, and sometimes
even contested. They may al so intersect with disadvantaged racialized statusesin ways
that either intensify oppressionsand marginality or empower individuals to work for
social change and transformation. (Helms 1990; Alderfer, 1997; Rummens 2003; Del &

Rummens, 2011).
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Helms (1990) conceptualization of theracial identity interaction mode focuses
on how racial identity influences and fosters human interaction in super ordinate-
subordinate relationships. For example, postions of power are mainly held by
dominantly located persons and racialized groups occupy subservient positions. Racial
identity is*a sense of group collectiveidentity based on on€' s perception that he or she
shares a common heritage with a particular racial group” (Helms, 1990, p.3). It
involvesan individual’ s continual and conflicting assessments of the people who
comprise their external ascribed reference group and people who comprise other racial

groups (Helms, 1995).

Four conceptualizations form what isknown as Helms' racial identity theory

(Thompson & Carter, 1997):

1.  Black identity development theory

2.  People of Colour identity devel opment theory

3.  Whiteidentity development theory

4.  People of Colour-White Interaction model (formerly Black-White

interaction model)

According to Alderfer (1997), the stages of racial identity development are:

1. Individuaslargdy unaware of how racial group memberships affect their
lives.
2. Individuals begin to realize how their own and others' lives are shaped by

their physical racial group memberships. Peoplerespond to them and to
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othersin part asa function of their racial group membership. They are no
longer able to deny the effects of racein their livesor in thelives of others.
3. Individualsare primarily concerned with claiming membership in their
own racial groups.
4. Individuals proceed to develop more balanced relationships with their
racial groupsand fashion relationshipsthat leave a place for their unique
personalities aswell astheir group affiliations. They look outwards from

the perspective of individuals who are members of their own racial groups.

Originally Helms portrayed the natural progresson of stagesasfluid. A person
would progress but not everyone necessarily go through all the stages (Cross, 1991;
Alderfer, 1997). The stages of racial identity development mature sequentially and can
change as society changes. 1n 1995 Helmsreformulated her model to include regression
which means that a person can go back to previous levels that were mastered, instead of

progression to the next level (Helms, 1995).

The process of determining which group to identify with, or not, entails
choosing the qualitiesthat appear most desirableto on€' s social and political
environment (Thompson & Carter, 1997). Racial identity development involves
changes or shiftsin world views, experiences, self-reflections, and moral decison
making. Itisalifeong process of self-actualization (Helms, 1990, 1995). It also entails
continual and deliberate practices of self-examination and experiencing. In developing
racial identity, people undertake careful reflection on the extent to which racia

indoctrination hasinfluenced and continues to influence their lives and the manner in
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which they relate to others who are racially smilar or dissmilar to themselves. These

experiences are ongoing and lifelong (Thompson & Carter, 1997).

In accordance with racial identity theories, influential leaders who are ableto
resolve racial issuesand create dynamic learning environments for other minoritiesare
characterized as operating at the advanced stages as they can model what they have

learned for othersto learn from (Thompson & Carter, 1997).

The application of racial identity to groups and organizationsis critical to the
North American workforce because, more often than not, racial issuesand conflicts
exig in these settings. Racial climate plays a powerful role ininfluencing individual
behaviours within the group. Understanding the power of perception among group
members needs to be considered within the context of a society. They are marked by
ambival ences, whereby organizations may claim to be concerned with certain important
racial issues but will establish policiesand practices that ignore or refute these concerns
(Thompson & Carter, 1997). Thisisimportant because democratic soci eties are shaped
by how the population understands and communi cates their needs. With changing
demographics, Canada’ s ethnic diversity will influence how policies and practices will

best meet the needs of its citizens.

Racial identity theory fitsthe proposed research in that the research respondents
will not likely all be fromasingleracial group. The way that each person experiences
their social and personal identities shapes hisor her racial identity in away that is

unique. The particular demographicsand social conditionsin Winnipeg will likely
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influence how each study respondent shapes his or her personal social work frame of

reference and how they function as professonalsin the field.

According to Y oung (1990), “ Groups are an expression of social relations, a
group exigsonly inrelation to at least one other group. Group identification arises, that
it, in the encounter ant interaction between social collectivitiesthat experience some
differencesin their way of life and forms of association, even if they also regard
themselves as bel onging to the same society” (p. 57). Also, “ Social groups are not
entities that exist apart from individuals, but neither are they merdly arbitrary
classfications of individuals according to attributes which are external to or accidental

to their identities’ (Y oung, 1990, p.59).

3.2. Oppression Theory

Theoriesthat examine racial oppress on emphasize the institutional nature of
oppresson and the intergroup dynamics that sustain it (Turner, 2011). “Oppresson
theory is derived from several different disciplines ant theoretical traditions and
encompasses a broad array of concernsrelated to power, privilege, domination,

gratification, structural inequality and discrimination” (Robbins, 2011, p. 343).

Y oung (1990) examines oppression asa structural concept. The systemic
character of oppression impliesthat an oppressed group need not have a correlate
oppressing group. While structural oppression involves relations about groups, these

relations do not always fit the paradigm of conscious and intentional oppression of one
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group by another (Y oung, 1990). Oppression occurs at theingtitutional, intergroup and

individual levels (Turner, 2011).

Oppression can be based on a variety of factors, including social class, race,
gender, ethnicity, sexual orientation, disability, or other categories by which people are
defined as*”lesser than” (Turner, 2011). Marsigliaand Kulis (2009) have noted two
basic ingredients necessary for oppressonto exist, “ A group that is being oppressed and
an oppressor who benefits from such oppresson” (p.33). “Privilege, domination, and
exploitation are central features of oppression, and theorist have started to examine
multiple levels of oppression and, in particular, the ways in which oppressionislinked
to interlocking systems of privilege or domination...oppression cannot exist in the

absence of privilege as that are interdependent on one another” (Turner, 2011, p. 344).

Oppression is perpetrated and perpetuated by dominant groupsand is systemic
and continuousin itsapplication. Itisgroup-based (i.e., mainstream groups tend to be
the oppressors of groups outs de the mainstream), another feature of oppression isthat it
isnot accidental nor isit usually intentional. “...itiscrucial to have an understanding of
the nature of oppression, its causes and sources, its production and reproduction, its
dynamics, its effects on the oppressed, including itsinternalization, and the social
functionsit carries out in the interests of the dominant groups (i.e.: the oppressors) in
society” (Mullaly, 1997, p. 138). Theresearch participantsin this sudy are all
racialized individuals. Assuch they all experience oppression to some degree. Various
forms of oppression are viewed as intersecting with each other creating atotal system of

oppresson (Mullaly 1997).
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Mullaly (1997) maintai ns assumptions about the nature of people enable social
workersto make sense of situations. “Perceptions are never theory-free because they
are based on certain fundamental assumptions about the nature of people, society, and
the relationship between thetwo” (p.100). Social work isbased on humanitarianism
and egalitarian ideal s but operates within a social order based oninequality inthat a
minority dominates controls and exploits the majority (Mullaly, 1997). Many people
both inside and outside of social work subscribe to socialist values such as social
justice, equity, collective care, and structured opportunities so that all classes, races,

genders, cultures sexualities, ages, and abilities maintain personal and social fulfillment.

3.2.2. Social Work and Oppressed Groups

It isimportant to acknowledge personal |ocation of individual oppresson and
various types of internalized oppresson will enable social workersto better understand
how oppressed persons may be experiencing and coping with their stuation of
oppression (Carniol, 1992; Mullaly, 1997). Our social ingtitutions function in such a
way that they discriminate againgt people along the lines of class, gender, race, sexual

orientation, disability and so on (Mullaly, 1997).

Oppression isa social congruction where dominant-subordinate relations create
such notion and practices such as ‘ blaming the victim’ (Y oung, 1990; Mullaly 2004;
Die & Rummens, 2011; Turner, 2011). For changeto occur on the structural level,
decongtruction of oppressive practices and recongtruction of society characterized by

true social equality must occur. All forms of oppress on are not the same and will not
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be experienced to the same degree by all individuals or groups. They require different

responses and different actions (Y oung, 1990; Mullaly, 1997).

Social solutions may not occur without understanding that oppression isa
systemic Situation that is produced and reproduce in everyday social processes and
practices. It carries out many important functions for the dominant group (Mullaly,
1997; Turner 2011). Oppressed people need to feel it isimportant mechanism for
oppressed people discovering themsaves, reclaiming their identity, creating community
and solidarity, and developing a group specific voice and perspective. The politics of
difference will also encourage social workersto advocate for policies and decison-
making mechanisms that give full recognition and representation to the voices of

oppressed groups (Young, 1990; Mullaly, 1997).

Oppression is not experienced the same by all oppressed people (Y oung, 1990;
Turner 2011). They are different kinds of oppression that are often facilitated by
ingtitutions, and that people do not all have the same barriers or advantages in society
because of therm. Thisis significant to this study because all of the respondentsare
racialized however report that their experiences are diverse dueto their personal

location. (Mullaly, 1997).

Summary

Racial identity theory and structural social work theory aretheoriesthat are

suitable for thisresearch. Both theories are based on populations in the United States
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and Canada, therefore are developed from research on racialized North American

groups.

Racial identity theory also recognisesthat all individuals do not experience
identity development the same way. People develop their own identities around race
and how they affiliate with racial groups dependent on various factors. A person’slevel

of acculturation can indicate how well they cope and function as minoritiesin society.

Oppression theory addresses issues that all of the research participants
experience asracialized social workers. As such the theory addresses many of the
issuesthat research participants identify with, while recognizing that al people do not

experience oppression the same way.
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CHAPTER 4 M ethodology

| ntroduction

Thisresearch isa qualitative study from an emic perspective usng
snowball sampling and in-depth semi-structured interactive interviewsin a collective
case study. Careful consideration was given ethical issues, and the sendtivity that is
inherent when working with racialized people. Theinterviews were digitally recorded,
the research participants were easily identifiable and confidentiality was extremely
important due to the sendtive nature of the research topic, data management was

carefully maintained and respected.

4.1. The Nature of Qualitative Research

Knowledgeis produced from a variety of rich resources and perspectives on
social reality. Qualitative research stressesthe importance of interpretation aswell as
how individuals experience their lived reality (Hesse-Biber, Nagy & Leavy, 2006;
Padgett, 2008). Assuch, it isappropriate for my study because the research subjects are
from diverse backgrounds and each spoke of their own experiences.

Qualitative research allowsresearchers to explore from the perspective of the
individual. Qualitative methods have an inherent appeal to social workers and other
practitioner-researchers due to the fact that they are rapport-driven inquiry. The

srength and success of qualitative research liein the researcher’ sability to be flexible
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rather that alwaystrying to control the process (Mazzei, 2003; Padgett, 2008).
Researchers can ground their analysisin the data collected and seek to make as few
assumptionsas possible. Semi-structured interview questions are used to enable
comparability acrossinterviews gained from participants. Participants share their
personal views and experiences independent of the ideas of their interviewer.
Researchers seek to identify what is congdered important in the study topic from the
viewpoints of participants (Sheppard, 2004).

Qualitative research allows the respondents the opportunity to speak freely about
their experiences while emphas zing detail s of importance. Depth in the responsesto
interview questions was extremey important to the research because there islittle
information about thetopic. It allowed the respondentsthe freedom to speak about
what they wanted to without inhibitions (Sheppard, 2004).

Qualitative research isused to examine how or what questions and is used to
explore atopic, to develop a detailed view, to take advantage of accessto information,
to writein expressive and persuas ve language, to spend timein the field, and to reach
audiences receptive to qualitative approaches (Creswell, 2004). Thisfit was appropriate
for the research as the research questions revolved around how the respondents have
experienced cross culturally sensitive social work practice, and what they thought about
their experiences. Sands (1990), maintainsthat social work researchersand
practitioners prioriti ze reaching discovery of the explanations behind the shaping of
human nature and social phenomena through the use of qualitative methodol ogies.

Qualitative research isalso consi stent with studying oppressed people.

“Oppression theories most typically rely on qualitative methods, due to their ability to
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provide arich description of the lives and realities of the oppressed” (Turner, 2011, p.
351). There are multiple truths about society, social relationships, and the nature of
reality, thus, it isimportant to embrace research methods that accurately describe these
multiple truths (Turner, 2011). Assuch, qualitative research isappropriate for the

theoretical framework of this study.

4.2. Ethical Considerations

The standard University of Manitoba research ethicsreview process was
submitted and approved. The ethical consderations closely relate to protecting their
confidentiality and preserving their anonymity. Thisisextremely important due to the
fact that there are very few visible minority social workersin Winnipeg. It would not
be difficult for the participants to be identified if senstive information that they shareis

not appropriately protected.

| discussed the consent forms with each participant before they signed them and
gave them opportunity to ask questions and rai se concerns. None of the participants
identified any concerns during the course of the research that were not addressed in the

consent forms.

4.2.1. Informed Consent and Participant’s Rights

It wasimportant to complete consent forms and be sure that the participants
were aware of their rightsto privacy, discontinuation of involvement, protection of

privacy over personal information and sendtive topics discussed throughout the study. |
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read over the consent forms with each participant to ensure that they understood their
rights and had an opportunity to ask questions and raise concerns. None of the

partici pants i dentified concerns or issues.

To be part of the study, it was necessary for the participants to be working as
social workers. This put them in a vulnerable stuation as they were speaking about
some of their perspectives on practices and issuesthat come up in their present
workplaces. None of the participants expressed concerns about confidentiality or being

identified by others.

Consent forms for voluntary partici pation were completed prior to interviewing.
Each participant had the opportunity to review the form and clarify with the researcher
prior to signing. Signed consent forms indicated that the participant understood the
reguirements of the research and was willingly participating. Each participant received

acopy of their sgned consent form (See: Appendix F).

Dueto the fact that the Winnipeg community of racialized social workersis
small, information was disguised in the transcripts with the consent of participants.
Direct quotesthat could have been identifiable were paraphrased and re-worded so that
the source was protected. Parti ci pants were asked to review the findingsto be sure they

felt comfortabl e with the content.
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4.2.2. Race, Culture, and Anticipated Difficulties

When dealing with culturally diverse groupsit isimportant to consider cultural
differences. During the process of data coll ection, analyzing and writing the researcher
needs to acknowl edge and consider cross-cultural communication (Marshall, 1985;
Hesse-Biber, Nagy & Leavy, 2006). Assuch it wasimportant for meto be clear on my
personal |ocation, perspectives, and awareness about how they influenced the research
process. It was also necessary to be aware that | may have personal biases that affected

theway | interacted with respondents during interviews.

Before each interview | reviewed my interview questions and tried to put myself
“inthe shoes' of therespondents. | knew that | had a very diverse group of respondents
and wanted to be sensitive and appropriate to all of them. | was very open with the
participants about my personal location if they asked direct questions. | felt it was
important to only answer questions that participants asked so the focus would stay on

their stories, experiences, and sharing.

Itiseasy to conclude that if the interviewer and interviewee are of the same
gender, class, and ethnic background, this might go a long way towards establishing an
open dial ogue between researchers and researched and provide a maxi mum opportunity
for the voice of the respondent to be heard and represented (Hesse-Biber, Nagy &
Leavy, 2006). Several of the respondents and | shared characteristics such as being
female, social workers, being Canadian born, and being M.S.W. students. These shared
characteristics helped astopics for ice breaking conversations and rapport building prior

to the interviews.
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Sometimes sharing some insider characteristics with respondentsis not enough
to ensure the researcher can capture the lived experience of those they research and
might impede it (Hesse-Biber, Nagy & Leavy, 2006). Although | shared many of the
same characterigtics as some respondentsit did not mean that | could empathise or relate
to their experiences according to specific sameness. For example, when one of my
femal e respondents shared her experience about being treated like a maid by her co-
workers, | did not relate to her story from a gender perspective, | related to her from a

minority perspective.

Few human services practitioners have fully mastered the ability to
communicate with culturally different clients. Working across cultures takes skill and
accumulated experience. Social workers can misread and misdiagnose client problems
unless practitioners understand how to work effectively with diverse populations, they
will intervene at the wrong time or with the wrong family members. Helpishep only
when it is perceived as such. Little good islikely to be accomplished if a hel per uses
unexplained jargon or ignoresindigenous ways of communicating (Henderson, 1994;

Fong, 2005).

Ethnicity is neither an automatic guarantee nor deterrent to establishing rapport
with clients. There are many sub-cultures and dynamics in communities such as class
and socio-economic statusthat can affect how dynamics form in interpersonal
communication and interaction (Fong, 2005). Professonal attitudes and human
relationship skills are moreimportant factors. Anger about their perceived low status
causes some peopl e of colour to view professional workers not of their ethnicity with

deep suspicion (Henderson, 1994). Thisisimportant to the research as| am interested
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in finding out whether these stereotypes affect how racialized social workers practice.
Stereotypes and suspicion can shape how people perceive visible minority workers

based on race (Fong, 2005).

4.2.3. Reflexivity

Hesse-Biber, Nagy & Leavy (2006) define reflexivity as the process through
which aresearcher recognizes, examines, and understands how his or her own social
background and assumptions can intervene in the research process. Researchersare
products of their society and its structures and ingtitutions. Their backgrounds and
feelings are part of the process of knowledge congtruction. It isimperative for the
researcher to be aware of their personality. The set of attributesthat aresearcher brings
with them into the research project includes gender, ethnicity, classand any other
factorsthat may influence the research process.

Reflexivity requires usto be mindful of the importance of differenceto our
research project asawhole (Hesse-Biber, Nagy & Leavy, 2006). It wasimportant for
me to examine my personal biases, beliefs, and views prior to interviewing so that | was
aware of how my biases and assumptions shaped the results of the research.
Researchers have construed the interview as an active relationship occurring in a
context permeated by issues of power, emotionality, and interpersonal process (Holstein
& Gubrium, 1995). Researchers decide on their questions and topics of interest prior to
interviewing (Sheppard, 2004). To prepare, | examined my beliefsand phrased

questions carefully. The questions were tested in a pilot interview to ensure that they
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did not inadvertently lead or influence research participants by being suggestive or

supporting stereotypes.

4.3. Collective Case Study

Case study research is all-encompassing and coversthelogic of design, data
collection techniques, and specific approaches to dataanalyss. It isnot limited to being
adata collection method alone or to aresearch design. It allowsresearchers to have the
flexibility to use data collection techniquesthat help to enhance qualitative research
results (Stoecker, 1991). A case study can be on any topic but it must use some
empirical method and present some empirical data. Therationale for usng case study is
related to its compatibility with a study that examinesthe community and society ina
multicultural city (Yin, 2009). Thisisa special and unique case that meritsintensive
investigation. This wasan appropriate methodology for this study because the
respondents spoke about their real life experiencesin relation to the community where
they live, work and socialize in (Rubin & Babbie, 2007).

A collective case study approach is used for thisresearch. In this sudy about
racialized social workers experience of multicultural social work in Winnipeg, itis
appropriate to use a case study methodol ogy because there is a specific population
uniqueto a geographic area, practicing social work at a particular period in time with a
specific population. AsYin (2009) notes, case study research aims to understand
contextual conditions which is compatible with research whose purpose isto uncover
information about real life phenomenon in depth. Inthis case study, a current cohort of

Winnipeg social workers who are racialized comprised the case. Their perceptions of
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how their non-White, visble minority status affects how they are perceived as culturally
sensitive social workers waskey to the goals of this study.

The collective case study is designed with a small sample and cannot be
generalized to the larger population. When selecting participants for a study, sampling
of attributes was not the highest priority as balance and variety wereimportant. The
relevant characteristics were numerous so that only a few combinations were digible to
beincluded. Severa desrable typeswere omitted as | earning about the topic from the

sudy participants perspective was the primary goal (Stake, 1995; Swanborn, 2010).

Studies of “bounded systems of actions’ (Snow & Anderson, 1991, p. 152) draw
on the ability of the qualitative researcher to extract depth and meaning in context.
Regardless of its subject matter, the case study draws on multiple perspectives and data
sources to produce contextually rich and meaningful interpretation. Case study methods
are not as explicitly described as other methods and leave more analytic discretion to the

researcher (Padgett, 2008).

The*case in thisresearch was defined as currently employed racialized social
workersin Winnipeg having experiencein culturally sensitive social work practice. All
of the participants experiences had occurred in Winnipeg. Y eigidis & Weinbach
(2006) maintain that case study isappropriate in stuations where little is known about
the area being studied and when it isimpossible to draw a representative sample of
participants. As such it was appropriate for sudying non-White social workersin

Winnipeg about their experiencesin cross culturally sensitive practice.
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In qualitative research, interviewers must be able to interpret and observe a wide
variety of verbal and non-verbal communication. Data collected conssts of both
unstructured and presd ected questions as well as the interviewer’ s observations of

participants (Y eigidis & Weinbach, 2006).

Case studies can be used in many situations to contribute to knowledge about
individual, group, organizational, social, and political conditions. Case sudiesallow
investigators to retain holistic and meaningful characteristics of real life events such as
individual life cycles, small group behaviour, organizational and managerial processes,
neighbourhood change, school performance, international relations, and the maturation
of industry (Yin, 2009). Dueto the fact that racialized social workers working in
multicultural communities have not been greatly explored from an emic approach, case
study was a good fit for my research. It ispreferred in examining contemporary events

when relevant behaviours cannot be manipulated (Yin, 2009).

Using case study for the purposes of thisresearch was hel pful for examining the
unique Situation of racialized social workersin Winnipeg. A case study of this
phenomenon allowed me to examine the impact of current policies and procedures that

might inform policy in other regions (Rubin & Babbie, 2007).

4.4. DataCollection

Data was collected from in-depth semi-structured interactive interviews. The
research participants were recruited by circulating an Introduction to Invitation (See:
Appendix B) and a L etter of Invitation (See: Appendix C) through snowball sampling.
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Theinterviews were digitally audio taped with consent of the participants.
Immediately following each interview | made personal notesregarding topics, themes,
and situational occurrencesthat the participant emphasized or that stood out during the

interview.

In this study, the data collection was stopped after eight interviews. At this point
my observations and field notes indicated that no new insights were being presented
(Taylor & Bogdan, 1984). Qualitative researchers continue to collect data until they
reach a point of data saturation. Data saturation occurs when the researcher is no longer
hearing or seeing new information. Saturation isachieved when additional analyses of

data bring redundancy and reveal no new information (Morse, 1995; Padgett, 2008).

Unlike quantitative researchers who wait until the end of the study to analyze
their data, qualitative researchers analyze their data throughout their sudy (Siegle,
2002). Assuch, | continuoudy worked with the interview tapes and transcriptions

while making notes and keeping track of themes throughout the entire study.

4.4.1. Sample Selection Criteria

Inthis section | describe my study sample, their demographics and the themes
that were derived from the interviews. Thisis sgnificant to theresearch in that several
respondents who were not first generation immigrants were borninto racialized groups
in Canada. Their feelings of “belonging” sgnificantly impacted how the research
interview questions were received and answered. Thisgroup is different from other
qualitative groups becauseit isunique to the present population of Winnipeg. The
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demographics of the sample are unique to the population’ s present social climate and

reflect the attitudes and perspectives of the time.

| advertised the study by e-mail posting that was distributed by my
adminidrative assstant (see: Appendix B) to agencies that were know to have racialized
social workers. A letter of invitation was also sent for respondents to circul ate to other
racialized social workersthey thought would beinterested in participating (See:
Appendix C). Once participants called me about my study | reviewed the criteriathey

needed to meet to participate over the telephone (See: Appendix D).

Therationale for investigating only racialized social workerswasthat by virtue
of being visible minorities, there is often an immediate reaction and interaction based
grictly on appearance. Social preudice, misrepresentation, and stereotypes play a
primary rolein how people are perceived and received by others as professionals and as

human beings in general (Fong, 2005).

Thetarget population group was racialized personsincluding immigrants,
refugees, and multi-racial social workers. All respondents self identified as racialized,
visible minorities when agreeing to be part of the sudy. Thisinformation was verified

prior to the interviews with a verbal review of the consent form.

With respect to social work experience, it was important in this study, that the
participants were comfortable in speaking about their experience as racialized social
workers. They needed to be comfortable in self identifying as racialized and had to be
prepared to answer questions about how their experiences made them feel as

professionals, as part of minority society, and asindividuals. Personsinthe sample
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were required to have worked as social workersin Winnipeg for a minimum of two
years, with experiencein social work agencies that are not designated for working with
specific ethno-cultural groups. Respondents had to have experience working with
racialized clients from backgrounds different from their own. They also had to have
experience working with dominantly-located clients. This was necessary o that they
could compare their experiences and report whether they felt thereisadifferencein
how they are perceived in terms of skillsand experience. | aso wanted to compare how
they approach their work and to digtinguish if and in what waysthe study participants

thought it was shaped by their visible minority status.

It was al so necessary for the respondents to be able to communicate in the
interviewsin English. Although the fact that respondents from different backgrounds
spoke different languages, | did not have the resources or time to find interpreters,
trandate manuscripts or learn cultural meanings of different termsand/or dang. |
conducted all of theinterviews and transcribed all of the recordings myself. Thereforel
wanted to be sure that there was clear and concise communication between all of the

participants and myself in order to get the most accurate data possible for this study.

The pilot interview that was he pful in preparing me for the interviewing. |
changed some wording in the questions, changed the order | asked some questions, and

got a sense of how much time | would need to conduct an interview.
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4.4.1.1. Background Information, Demogr aphics and Char acteristics of the

Sample

Several questions were asked of all participantsin order to provide me with
some information about their background (See: Appendix E).The study includes eight
research participantsthat all generously donated their time. Theresearch was
conducted in March 2011 in Winnipeg, Manitoba at Henderson, Monroe, and
Millennium branches of the Winnipeg Public Library. Theinterviewsranged from
approximately 1 to 2 hours. The average time of the interviews was approximately 75

minutes each.

Each participant shared with me their experiences of being social workersin Winnipeg
in one-on-one, in-depth, semi-structured, interactive interviews. Therange in years of
social work experience of the participants was from 3 to 36 yearsin many different
fields. The participantsin this sudy were diversein age, experience, cultural
background and perspectives of cultural competence. Half of the participants were

mal es and the other half were females.

The age of the participants ranged from mid-twentiesto late-fifties. Three
parti ci pants completed their social work education as mature adults while the other five
werein their early to mid-twenties when they graduated. Three of the participants had
Masters of social work degrees. Five participants had a bachelor of social work degree.

Of those five, three of them are currently working on a Masters degree in Social Work.
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4.4.2. Snowball Sampling

Snowball sampling was appropriate for this research because the population
cong sts of a minority and oppressed population with small numbers of potential
partici pants and locating them wasan issue. This sampling method was chosen because
members of the population fitting the research criteria were difficult to locate (Yin,
2009). Snowball sampling isa commonly used technique in research on minority and
oppressed populations and is often necessary in order to have successful recruitment
(Rubin & Babbie, 2007). It wasappropriate for the population for the purposes of my
research because only 10% of the workforce in Manitobais comprised of visble
minorities and only 5% of all social workersin Manitoba are visible minorities

(Manitoba Job Futures, 2010).

| provided an Introduction to I nvitation (See: Appendix B) and a L etter of
Invitation (See: Appendix C) to a person, via e-mail, not affiliated with the study to
digtribute to organizations where non-White social workers were known to be
employed. They were asked to pass the letter on to others who might be interested by
forwarding the e-mail. The letter also provides information about what topicsand kinds

of questions potential participants could expect in theinterview.

One limitation of snowball sampling isthat the research participantsthat the
researcher can engage rely mainly on the previous participants already interviewed
(Daly, 2007; Cadtillo, 2009). Representativeness of the sample cannot be guaranteed.
Theresearcher has no idea of the true distribution of the population and of the sample.

Sampling biasis aso likely due to the fact that initial subjectstend to nominate people
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that they know well. It ishighly possiblethat the subjects share the same traits and
characteristics, and thus, it is possble that the sample that the researcher will obtainis

only a small subgroup of the entire populations (Cagtillo, 2009).

4.4.3. TheIn-Depth Semi-Structured I nter active Interviews

The nature of semi-structured interviewing isthat it is not always possibleto
know what direction the interview will take. Research participants may lead the
interview in completely different directions than the researcher may anticipate. Thus, it
isimportant to have some prepared questions that focus the interview (Christensen,
1999). Interviews are now commonly understood as collaborative, communicative
events that evolvetheir own norms and rules (Briggs, 1986; Kvale, 1996). Thus
interviewers should not focus solely on the words of the interviewees but al so examine
the collaborative activities of the interviewees from which these outcomes are produced
(Futrell & Willard 1994; Hertz, 1995; Jorgenson, 1995; Langel lier & Hall 1995; Miller
1996; Suchman & Jordan 1992). Collaborative activities of the interviewees with the
researcher may consist of body language that is congruent with what is being expressed
in words, tone, mood, questionsand similar or connected subjects raised or expressons

of interest for further exploration of the subject matter.

An interactiveinterviewing context requiresthat an interviewer listens while
being empathetic and attentive (Mies 1983; Stanley & Wise 1983). Many interactive
researchers have heeded the call for research that gives something useful back to
respondents and their communities, rather than research that isaimed primarily at

academic audiences (Bochner & Ellis, 1996). Interactive interviews offer opportunities
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for sef-consciousreflection by researchers and well asrespondents (Ellis & Berger,
2003). Assuch providing a research summary to participants allowed all involved to
reflect on the research and experiences that they have had in the past that could help
them shape their future practice and build self awareness. Participants al so benefited

from having their views heard, validated, and/or affirmed.

Most traditionall y-oriented minorities do not readily volunteer information about
their relatives or friends (Henderson, 1994). Thereis often uncertainty about how
meanings may be misinterpreted or misrepresented by outsdersin a way that may be
harmful to their loved onesand community asawhole. There are many cultural and
social factorsthat contribute to such dynamics. For example, political backgrounds,
interaction with outsiders, perception of research and experience as participants, social
and economic backgrounds, cultural identity, values, beliefs, and gender roles can all
affect how interviewees react to being researched. It isimportant to consider such
factors when carrying out research with racialized people dueto the fact that the needs
and experiences of participants may be different from those of the researcher and

require greater sengtivity on the part of the researcher (Henderson, 1994, Fong, 2005).

The success of an interview greatly depends on the ability of the interviewer to
establish and maintain a good relationship with the interviewee. The interviewer must
establish and maintain a functional interpersonal relationship and demonstrate warmth,
sensitivity, and a genuineinterest for what is being shared by research participants.
Speech, appearance, movement, facial expressons, and demeanour all convey
acceptance or rejection to some degree. These areimportant factorsto consider when

interviewing across cultures because they are not universal in meaning. For example,
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eye contact is seen asa sign of respect in some cultures whereasiit is seems a sign of

disrespect in others (Henderson, 1994).

| conducted the interviews following a guideline approved by the Research
Ethics Board (See: Appendix A). Theinterviewstook place in mutually agreed upon
locations that the respondents and | felt was appropriate. Thelocations of the
interviews were private rooms at the Monroe, Henderson and Millennium branches of
the Winnipeg Public Library. These private settings were necessary so that personal
and/or sendtive, information about professional experiences disclosed about the
research subject matter could remain confidential. Data was collected using in-depth
semi-gructured interactive interviews. | conducted the interviews with the research
participants in face-to-face sessons. The eight separate interviews ranged from one to

two hours with an average of seventy-five minutes.

45. CodingtheData

Coding the data consisted of memo taking during the interviews and analysis
while placing prominent and recurring themesinto separate electronic files. Open-
coding helped to explore the assumptions and ideas that appear and possibly lead to new
discoveriesin the findings (Rubin & Babbie, 2007). In open-coding the researcher
formsinitial categories of information about the phenomenon being studied by
segmenting information. Similar eventsand incidents will be labelled and grouped to

form categories (Creswell, 2004).
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Once the interviews were transcribed, coding was done manually on the paper
using line-by-line coding. The main goal of the line-by-line coding wasto break down
the text and to attach and develop categories putting them into an order in the course of
time (Lofland, 1995; Flick, 2006). Each interview was examined for prominent themes.
Once the themes were identified in the data, they were explored for commonalties and

factors.

4.6. Data Management

| tried to devel op arapport with each participant by interacting with themin a
collaborative relationship that allowed them to define their own reality in their own
words (Krysik, 1999). It was helpful to identify myself asaracialized social worker
because my acknowledgement of being a minority showed the participants that | could
relate to what they reported asa peer and equal. | was mindful of my tone, mannerisms,
wording, and senditive to the cultural and social context of the questions being asked
(Henderson, 1994; Hesse-Biber, Nagy & Leavy, 2006). | feel that | was quite
successful with communication during the interviews because al of the participants
answered all of my questions and appeared comfortabl e giving examples of personal
experience. All eight participants completed their interviews and none mentioned

terminating at any point.

Memo taking throughout the research process ass sted in keeping track of

themes and ideas that arose as| worked with the data. These ass sted mein data
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analysis and writing up the findings through highlighting topics and themes that were

emphas zed during the interviews.

Additional confidentiality was warranted due to the fact that some respondents
sdlf-identify with ethno-cultural groupsthat are not difficult to match with their voices
on their audio recordings. For example, a respondent that self-identified as being an
immigrant from South America was easy to identify on the tapes due to the spoken
accent. It would have been easy to identify the social worker in the small Winnipeg

social work community.

To ensure that each participant was not identifiabl e through the recorded
transcripts, no names, contact information or other identifying information were
included on transcripts. Participants remained informed about their rights about
confidentiality and terminating involvement with the study at any time throughout the
research process. They were encouraged to seek clarification and ask questions

throughout their participation in the research.

Three of the eight participants asked how many other interviews were being
conducted. | told them there were eight respondentsin total. Transcripts and the
summary of findings were offered to research participantsif they requested them. None
of the respondents requested a summary. Five of the eight respondents verbally

indicated that they were confident that | would report the findings accurately.

Transcriptionisa form of data transformation that can enrich or detract froma
study depending on how it is handled by the researcher (MacClean, Meyer, & Egable,

2004). | transcribed each interview myself immediately afterwards. Due to the fact that
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| used a digital recorder to record each interview the transcription was fairly easy to
complete. The sound quality of the recorded interviews was clear, concise and easly
accessblefor reviewing. There were several advantages such as giving me the ability
to fill in unclear passages, insert explanations or clarifications, and obtain timely
feedback on my interviewing techniques. | wasthereby ableto adjust accordingly for

future interviews (Padgett, 2008).

My notes, transcriptions, and consent forms were kept in alocked cabinet in my
home office. | wasthe only person with accessto the office and keysto the locked
cabinet. The notes, transcriptions, and consent formswere all coded so that no
identifying information of any research participant wasrevealed. |dentifying

information was shredded on July 1, 2011 when | completed writing about my findings.

Summary

Qualitative research was chosen for this study to allow respondentsto report
their experiences and express their fedingsin their own words while being ableto

emphas ze and speak freely about that isimportant to them.

A collective case study approach was used with snowball sampling. These were
appropriate for this population dueto the fact Winnipeg hasa small proportion of non-

White social workers.

There were several factorsthat affected how respondentsinterpreted and

answered theresearch questions. The respondents came from diverse backgrounds.
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These factors al so affected how questions were posed and communicated throughout the
interviews. There were several cond derations taken into account regarding personal

location, ethics, and data interpretati on.

101



CHAPTERS Findings and Discussions

| ntroduction

In this chapter | will discussthe findings of the study and discuss how it relates
toracia identity theory and the theory of oppresson. | will discuss what the
participants reported as important to them as non-White social workers presently
practicing in Winnipeg, while examining how it relates to the development of their

identity asracialized workers, and oppressed persons.

Participants had much to say on their experiences as minority social workersin
Winnipeg. The findings from the study are organized by themes derived from the
participants’ accounts. All of the participants spoke about feeling oppressed and
racialized to varying degrees based on their personal and professional backgrounds.
Thethemesthat emerged from this study consist of how the participants felt about
advantages and disadvantages, perceved assumptions, defining competence, working
with different populations, and racism in the workplace. The demographic background
of participants al so gives perspective to their responses, perspectives and personal

framework for practice.

The participantsin this study expressed a great deal of passion about their work
asracialized social workers. They were eager to share their fegdlingsand experiencesin

cross-cultural social work practice. All of the participantsreported that being racialized
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affected their personal devel opment and how they worked with all clients, co-workers,

supervisors, and collateralsin their fields of social work practice.

5.1. Location of Non-White Social Workers

All of the participants self identified as“Canadian”. Four participants were born
in Canada, two came asimmigrants, and two arrived asrefugees. Several of the
participants i dentified as multi-racial and multicultural. Thisisimportant to note as
Canadian demographics are reflecting more multiple associations by the general
population characterized by generational and multi-racial unions. The respondents sdlf
identified as representing a wide range of cultural backgrounds from geographical areas
including Canada, Pakistan, India, England, Ireland, Scotland, France, China, Japan,
Pacific Idands, Jamaica, Portugal, Trinidad, Chile, Brazil, and the Philippines. Not all
of these areas are traditionally racialized areas, however, some participants identified as

multi-racial and/or coming from minority cultures and multi-cultural backgrounds.

There was a broad range of work experience represented by the participants over
their social work careers. The respondents collectively specialized in many areas
including youth justice, adult corrections, disabilities, child welfare, acute care,
addictions, community development, newcomer services, aging, school counselling,
family therapy, couples counselling, advocacy, gender transitioning, employment and
income ass stance, housing, crisis stabilization, mental health, and international

development. These diverse backgrounds were shared throughout the interviews and
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cited on several occasions as significant factors in how some of the respondents

understood and interpreted work place scenarios and personal experiences.

Although all of the participants shared that they worked with all cultures, only
two participants worked specifically with populations that identified their clientsas
specifically designated as‘ cultural’, but not specific to any one background. In other
words, all of the participants were expected to work with all cultures and not have any

specific skills designated for any specific ethno-cultural population.

The participantsin this study reflected on how they experienced oppression, and
better understand how it influenced how they defined their personal locations as
workersand individuals. All of theresearch participants reported that they felt being
racialized made a difference in how they were perceived as professonal social workers
by both clients and other professonals. All of them reported that they did not fed it
was possible to for them to be equal to their White counterparts based on their skin

colour.

One participant explained,

It's hard to put into words what | mean when | say I’ m not treated the same as
the White workers. | useto think that | couldn’t say anything because I’ m not
White, so how can | know what they’re feeling or what their experiencesare?
Then | realized, all of my cultural senstivity workshops and classes were always
taught by Whiteinstructorsl Why isthe reverse acceptable? | know how | fed,

and | fed that I’ m treated differently from my White co-workers. My Aboriginal
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co-workersare treated differently, and | know that our expectations to be more
culturally competent to ‘our own peopl€e’ isdifferent. If a White person wereto
listen to methey’ d way something like “that’ sjust perception, I’m sureit’ s not
meant that way”. If aminority hearsit, they’ Il know what I’ m talking about. It
doesn’t matter if something is meant in maliceif it makes someone fee oppressed
and subordinate. That’swhy laws on multiculturalism are so weak. Feelingsare
not concrete evidence. It'sjust likeall the grey areasthat exist in mental health.
If there’ sno medical explanation the person must just be crazy! | remember
studying Bob Mullaly’ s structural social work practicein my B.S.W. program. |
didn’t quite understand how oppresson got built into institutions at the time.
When | had more and more of the workplace experiences where | fdt like | had to
keep my mouth shut, | had many ‘ Ah-hal” moments. Me not sticking up for
myself or othersreally perpetuated the poor treatment and subordination of non-

White people, in my workplace at |east.

According to Hems (1990), racial identity interaction model, this participant

focused on how their racial identity influenced and fostered human interaction in super

ordinate-subordinate relationships. The participant reported that they felt they were

treated differently due to their skin colour and that their own silence perpetuated the

oppression intheir own workplace. Due to the fact that racial identity devel opment

entail s continual and deliberate practices of self-examination and experiencing many of

the ‘ah-ha momentsthat this participant reported will result islifelong process of self-

actualization (Helms, 1990, 1995). Thisin turn will involve changes or shiftsin world
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views, experiences, sdlf-reflections, and moral decision making in professional and

personal arenas (Helms, 1995).

All of therespondents of this study reported that the oppressive nature of
knowing that you belong to a marginalized group makesthem feel closer to other
racialized individual s because they have a common bond in being ‘ others. Turner
(2011) maintainsthat oppression cannot exist in the absence of privilege because they
are directly proportional. If a participant istreated differently in a negative manner,
another party is reaping the benefitsin some way eveniif it isnot overt. The oppressive
party may not even realize that they are benefiting (Y oung, 1990; Mullaly 2007; Turner
2011). Inthe workplacethis can perpetuatein instanceslike aracialized worker fed
that they are silenced or cannot be as vocal, therefore can be seen as not having strong
leadership skills or ableingigate activitiesindependently. Thiscan later effect
promotion when compared to other candidates that were not ingtitutionally oppressed.
Thisisimportant because oppression is group-based. It isnot accidental nor isit
usually intentional, therefore in this scenario, it would affect all racialized workers even
without specific intent towardsan individual (Mullaly, 1997; Marsglia & Kulis, 2009).
Arguably this can affect any worker who is part of a culturally non-assertive group.
Oppressed workers may never riseto supervisory level positions due to belonging to an

oppressed group that exhibitsleadership in less assertive ways. One participant shared,

| was at the same place for about 15 yearsand finally left when | fdt that |
would never be seen as ‘ management material’. | watched many people be

promoted past me and | was never even considered for certain postions. | was
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just very uncomfortable * showing interest’ in the ways that seemed to work for
others. | applied, the sameaseveryone dse. | worked longer hoursthan | was
paid for, and volunteered to help whenever the opportunity arose. | even chaired
some committees and did fundraising. | come from a very srict background
where you must know your place. Usurping other’ s from their duties was not
my style, nor something I’d ever liketo evolveinto asaworker. Theway | was
brought up wasthat you give your opinion when it' sasked of you. Not just
because you fed like one-upping someone or feel that you haveto add your own
flavour to the soup for the sake of being in the kitchen. | understand how some
peopl e would see that as not taking initiative, or having alack of contribution,
but in my house, we' d get severely disciplined for speaking out of turn. | can’t
blame the work for that. | can’t blame my culture either. All | candois
recognizethat | need to change things about myself attributed to my cultural
background if I want to fit into the system in that kind job. It'sjust not an easy
task or something. That’s enough to deter me from even considering mysdf asa

candidate to apply.

5.2. How Non-White Social Wor kers Feel About Being Visible Minorities

Asl interviewed the racialized social workersabout the areasrelated to my
research, many themes and sub-themes emerged. Each of the themes and related sub-

themes were prominent in that all the respondents had nearly identical responses.
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In this study the participants unanimously reported they felt that being racialized
workersis better in building trust in cross-cultural with other racialized peoplein
working relationships. They report that there isa sense of common backgrounds,
cultural respect and positioning. Thereisa sense of authentic empathy and they do not
feel they haveto explain asthey feel a minority worker understands the real experience.
The participantsin this study all felt that minority clientsare morelikely to open the
door to minority workers. One of the participants reported that they were much more
successful than their White co-workersin being invited into the homes of racialized

clients, regardless of the clients' racial or cultural background. They stated,

Whenever | go to seea minority client it’ susually a pleasant experience. Most
of thetime | can sense some reservations from them about having me vist their
home when we speak over the phone. When | get to the house and meet them
face-to-face there susually a different reaction. | can't tell you how many times
people have cracked open the door with the chain still secureto peek at me
beforeinviting mein. I've had clientsliterally say that they were expecting a
White person and asked for my work identification. | have been invited to stay
for many family meals, community eventsand traditional cultural celebrations.

Not many of my White co-workers have enjoyed the same hospitality.

According to the study participants, being racialized definitely makes a
difference in how they are perceived as professional social workers by many clients, co-

workers, and employers. All eight respondents reported they felt that racialized location
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absolutely makes a difference in their work environments. One participant described

his or her personal experience and explained,

People act differently when they find out I’m not White. Over the phone when |
set up initial meetings you can’t tell because | don’t have an accent. When we
meet in person I’m usually asked about my cultural background before my skills
and credentials. Clients, co-workers, collaterals and employers have changed
the way they speak, body language, leve of interaction and shown different
levels of over or under exaggerated interest. | use tothethink it was just me but
I’ ve seen this with other non-White workerstoo. When | talked with my friends

and family about it, many of them had the same experiences.

Mullaly (1997) maintai ns that women and racialized people are not seen as
professionalsimmediatdly. They are not immediately assumed to be professionalsand
often must prove time and time again that they are educated and skilled. Society is
sructurally oppressveto certain groups. As such, internalisation of oppression can

perpetuate the cycle of subordination (Mullaly, 2007).

According to Alderfer (1997), one stage of racial identity devel opment isthat
individual s begin to realize how lives are shaped by their physical racial group
memberships. People respond to them and to othersin part as a function of their racial
group membership. Whether it isfrom clients, co-workers, collaterals or employersthe
respondents of this study are all clearly saying that they do not deny the effects of race
in their livesor in the lives of others (Helms, 1995; Alderfer, 1997). They recognize

that they areracialized and that it affects how they are perceived by othersas
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professional s regardless of what degree they experience exploitation, marginalization,

powerlessness, cultural imperialism, of violence (Y oung, 1990; Mullaly, 1997).

The mgjority of the study participants felt that it was good to be recognized for
thelr ability to work with diverse communities. All of the participants reported that they
were awarethat they were not percelved the same as White co-workers. One participant

asserted,

| don’t necessarily think that they think I’ m better or worse than White workers,
it'sjugt different. When people act differently it isdistressng and
disempowering when colour isrecognised morethan kill. It can beisolating
and alienating. It ispainfully obviousthat thereis still racism in society despite
‘professional education’ and social gains. It feelslike you need to be
exceptional and work harder to be recognised as a competent professional.
Different is not always bad, but in certain stuations will make you fee more or
less valued because of your background and expertise in working with diversty.
There are many assumptions about the level of knowledge you have based on

your colour.

One of the participants reported that in their community, the darker your skin,
the poorer otherstreated you. They speculated that the samekind of racism existed in
the larger community, and thus affected the way that clientsand other professonals

perceived them. They stated,
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| don’t get offended when | get asked to fill out self-declaration papersfor job
interviews. | get offended when they tell me that they think I'm ‘very skilled’
but they are looking for someone that can work with a specific population. It's
like telling me *thanks for being brown, but you’ re the wrong colour brown'’. 1
end up feding likel’ ve been penalized for not being White, and then
discriminated againgt for not being the right kind of minority. I’ve asked myself

many times why | even bother applying.

Feelings of marginalization and powerl essness were common for many of the
participantsin this sudy. Many reported they viewed themselvesas‘undesired’ by
employers, ‘tolerated’ by co-workers, and ‘undeserving' by people vying for similar
positions at |east once throughout their social work careers. According to Mullaly
(2004), non-profess onals suffer this type of oppresson more than professonals,
however, the researcher participants reported that they felt they had no power or
authority to resde over decison-making. Some reported that they s mply exercise what
is dictated and hope that people will see they are hard workers and competent despite

racialization.

Racism in the workplace affects whether clientsand workers view you as
competent regardless of culture. Racism is entrenched into our social fibre at different
levels. One participant spoke about the way they tried to explain racism in the
workplaceto their child. “Don’t fool yoursaf into thinking that it doesn't exist because
there sa‘zero-tolerance policy in place...wait for the first potluck and seeif they ask if

you're bringing ‘those little things whilethey bring their Costco three bean salad.”
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This participant showed that you with their racial identity they not only belonged
to a certain race, but also located themselves as no belong to the dominantly located
group. Using ‘they’ and acknowledging that they have internalized expectations of the
‘norm’ and ‘ other showsthat this participant is conscious of their group interactions,
sense of belonging and how racial identity influences and fosters human interactionin
super ordinate-subordinate relationships. The demarcating “1 — you” and “we—they”
boundaries are markers that help people to affirm oneself (Alderfer, 1997). Personal
and social identities may be complex asthey are in congtant flux and individuals at
times may bein internal conflict over issuesthat they have vested interestsin (Helms,

1990; Alderfer, 1997; Rummens 2003; Del & Rummens, 2011).

One participant described internal conflict by sharing their progression through
racial identity and accepting their personal location. He or shereported that they
remember how their feelings, perceptions and sense of belonging were in flux, and they
often felt confused and often in positions they felt they needed to assert their loyalty to

being “ Canadian” or “minority”.

When | wasin universty | took alot of cultural courses. | have a multi-racial
family and | felt it wasan opportunity to learn about my history while
completing some course requirements. | had never felt such sense of shame in
my life as when | came faceto face with some survivors of Canadian
persecution. | took a Canadian history class and there were guest speakers from
different racial backgroundsthat wereinvited to speak. There werethreein

particular that | could not look inthe eye. One wasan Aboriginal man who
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shared his story of surviving residential schooling. He talked about the sexual
abuse, physical abuse and forced separation from his family. Hetold us how his
grandmother told stories of children trying to run away from the school and was
found in the wilderness lost and eventually dead. The second was a Japanese-
Canadian woman. She shared with us her family’ s experience when their
property was stripped from them and they were taken away to campsand
accused of being spies. My heart broke for her. She wasonly achild. | began
thinking of my own children and how they’ ve had such a blessed life. Thethird
was a middle aged man. He was Black and from Nova Scotia. He told us about
his ancestors that came to Canada escaping from Americathrough the
Underground Railway. He shared storiesabout his personal experiences and
things that his grandparents would tell him about being spit on, people pelting
and throwing thingsin public, being called derogatory names, being treated as
less than normal and less than a person. The stories that these speakerstold
made me fedl truly ashamed of how Canada hastreated some people. Then |
realized, these were my people! | have the same roots as some of them! How
could | be a proud Canadian knowing what happened to my ancestors? How
could | be proud knowing that my democratic government made policies
throughout history to not only discriminate but to degrade some people? How
could | be proud knowing that it still happens today? How could | be a proud
Canadian knowing how much ingtitutionalized racism there is? I’ m ashamed!
I’m ashamed that Canadian’ saren’t told thereal storiesthroughout grade

school. | knew nothing of the struggles of some of our speakers. It was hidden
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fromusin history textbooks. Just likeracismishiddenin plain view for us now.
I want my children to know the truth. They are not better and definitely not
worsethan anyone else. They need to learn how to fight for the respect they
deserve. | know they will have to fight more because they are minorities. The

very definition of ‘minority’ meansthat you are not like the majority.

Group identity and a sense of belonging was complex for many of the research
participants. Several of the participants reported that they were from multi-racial and
multicultural heritage. Many reported that they had many life changes, epiphaniesand
trangtionsthroughout their professional and personal lives. Some reported that they
had experienced confusion and “ muddled through” when “learning about” their
backgrounds and “ navigating and choosing” what they wanted othersto know about
their livesand leve of acculturation (Dilworth-Anderson, Burton & Klein, 2005;
Mullaly, 2007; Turner 2011). Asaresult, many reported they felt they were both proud
and ashamed of their Canadian heritage (Helms, 1995; Del & Rummens, 2011). One

participant explained,

When was growing up | was so confused at school. In retrospect | guess| was
confused at first aswhy | didn't have the same stuff asthe other kids, then
embarrassed because | realized | wasn’t like everyone else. | was so
embarrassed when my mom sent me to school with lunch. | would get picked on
al thetime. A few timesthe teachers called home wanting to talk to my mom
about if we had enough to eat. | didn’t have sandwiches, cookies, cheese strings,

fruit cups or anything like that. | usually just had whatever wasleft over in the
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fridge. Usually rice with some sort of stir fried looking dish. | didn't even have
alunchbox. My mom gave me a plastic bag from the grocery store. | was
embarrassed of my parentsand their poor English. | was embarrassed that they
couldn’t fill out simple permission slips for school trips. | was embarrassed that
| didn’t know the Lord’ s Prayer. | was embarrassed about everything to do with
not fitting in and being like the other kidsthat were all White except for two
others. | know nothing of what struggles my family had to come to Canada. At
such ayoung age you just don't know. You don't even care. All you know is
you’'re not like everyone el se and they’re all making fun of you because you
smell funny, or dress funny, or your hair is funny. All you want to doisfitin. |
wasn’t ashamed of my background, | was just embarrassed to be different and

not didn’t understand why | wasn’t like all the other kids.

| remember being so embarrassed one time when my mom called the school and
summoned me home. She needed me to be the trandator for a guy that was thereto

take the water metre reading.

When | became older and travelled more | developed a different sense of how |
felt to be Canadian. Internationally | was treated so much nicer if | said | was
Canadian. Canadiansarereally well liked in other countriesand it made me fed
proud. People would tell me how much they loved Canadians because we were
so friendly and generous. They’ d ask me about hockey and the great outdoors.
It was s0 nice to know that | could be wel comed and respected just by being

associated with such great nation.
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5.2.1. Advantages of Being a Non-White Social Wor ker in Winnipeg

According to study participants, some of the advantages of being aracialized
worker are that gathering information and helping to ease tensions for racialized clients
comes more naturally and easly. Thereisan assumed shared cultural sameness and
peopl e often think that minorities are more culturally sensitive or appropriate. Stronger
and quicker rapport is established when shared minority status makes clients more open.
The relationships that workers can form with racialized clients are unique and leave
professional s with a sense of progressive productiveness. Trust can be established in
sharing stories and speaking the same language. Participants spoke of there being an
assumed empathy when there isa shared background as it can help in understanding

obstacles faced in professional relationshipsin the past.

One participant stated, “ People remember you and your work. If you are
working with minority clients they usually remember you because of your minority
gtatus and the difference in approach that you may have had.” Another research

participant stated,

| worked with a client many years ago and ran into her at a grocery store. She
approached me and told me that she remembered that | helped her in hard times.
She said that she used me an exampl e to encourage her daughter to become a
working professional. She thanked me for helping her even when her English
was so bad. It made methink of my parents and how they struggled. My mom
aways said she remembered the nurses at the hospital after | was born because

she would sit and draw pictures with her for hourstrying to communicate with
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her. The nurse made her feel ‘like a person, not a stupid immigrant’ that didn’t

understand ‘dow and loud’ English.

Alderfer (1997) maintains that individual s devel op more balanced relationships
with their racial groups and fashion relationshipsthat |eave a place for their unique
personalities as well asthe groupsthey affiliate with. They look outwards from the
perspective of individuals who are members of their own racial groups. Assuch, itis
important to recognize that racialized social workers can maintain an emic perspective
inthefield. In order social work to progressvely move ahead and meet the needs of

clients, the needs of oppressed workers need to be addressed.

5.2.2. Disadvantages of Being a Non-White Social Wor ker

All of the participants reported feeling disadvantaged as a racialized worker at
some point in their careers. Many reported that they felt “ different” as soon asthey
began their social work education and training. According to all of the participants, one
of the biggest disadvantages of being aracialized social worker isthat people often see

colour before skill. One of the research participants said,

From the day that | applied at the Faculty of Social Work and was admitted asa
visgble minority | felt different. Other studentsawaysassumed that | only got in
because of my colour. My classmates would ignorantly and unintentionally
make comments about how they applied several timesand wished that they

could ve gotten in asa minority or Aboriginal. They didn’'t carethat admissions
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were set up to equal the playing field for us. | felt ashamed and embarrassed
because | never thought peoplethought | belonged. They would never see meas
an academic peer that they would want to do group work with. They didn’t

think | wasas smart asthem. | guessit’ sjust my perception, but it’ sreal to me.

There are many negative stereotypes attached to racism both in the workplace
and in the greater society. There are pre-conceived notions and expectations that exist

whether welikeit or not. One of the research partici pants shared,

| alwaysknew growing up that | was different because | never quite fit in with
any group. My parentswerein a bi-racial marriage that wasn’t accepted by the
family. When | got older, people would tell methat my grandparentsrefused to
go to the hospital when | was born because they didn’t want to see“the half-
breed”. One of my grandparentstried to console my mom by saying “it might
be ok, ‘it" might be light enough to passastanned”. | remember my mom
telling me that my dad’ s parentsuse to talk to her like she was “ completely
retarded”. | knew exactly what she meant when she said people would speak
louder and dower thinking that it would make us comprehend better. All it does
is frustrates you because not only do they think you're stupid for not taking the

time to learn English, they also seem to think that you’'re “deaf and slow”.

This participant shared his or her experience of being racialized by his or her
own family. They had a strong sense of resentment and disbelief of how they were

treated even before she was born by family. The participant further explained that he or
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she congtantly felt that being “different” was something that she was born with, had to

live with, but could control in her own world.

| can accept that I’'m and “other”. | can even accept that it means| may never fit
in. Butittook mealongtimeto realizethat | can control how | feel about it.
For along time my self worth asa minority was something | wasn’'t comfortable
with. It was never nourished or even acknowledged when | was younger,
egpecially sncel wasawaysaround White people. | learned later inlife that
being “ different” just meansthat you are just that, “different”. It doesn’t mean
better or worsethan. However you internalize it makes the difference. I'm
darker skinned. Whether | likeit or not, that’ s what people see first. But it’ sup
to me whether | fed good about it or not. Sowhat if my skinisdarker? Don't
peopl e go to the beach to get tansand have “alittle more colour”? Thekey is
knowing and being comfortable with your self asaperson. You'rethe only
person that hasto live with yourself till your dying day. If you aren’t happy or
confident asa person you cannot be the most effective social worker that you
can be. Y ou're too worried about yourself to help others the way that they

deserveto be hel ped.

Althoughit is helpful to match a worker with a client from the same community
itisnot always desired by either party. Trust ishardto gaininsmall communities. |If
the community isvery small, thereisahigh likelihood that thereis some sort of social

connection. One of the research participants stated,
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Being from a small community of immigrantsit’s hard sometimes. 1’ ve been
asked by people that know my family to do favours such as trying to influence
the higher powers. When | can’'t or won't do it I’ ve been snubbed, criticized and
my family was attacked for not supporting my ‘own peopl€ . They often say
that I’m completdy * big shot...educated Canadian now...don’t give a damn about
us embarrassing country grammar any more' . They often fear that I'll go back
and sharether confidential information with othersin the community.
Sometimesit just isn’'t the best idea. 1t makes me physically sick at timesto
now know what I’ [I be walking into when I’ m asked to work with my own

community members.

Racial identity theory hasasits central proposition that individuals differ and
may change in relation to identification with their racial group. It focuses on individual -
to-racial group relations and | ocates change processes within the individual and between

anindividual and their racial groups (Alderfer, 1997).

Another disadvantage that the research participants were all very passonate
about was assumptions by othersthat you are bi-cultural or that you fit into the
community they perceive you to belong to. It is often assumed that minority people are
comfortable in groups of others with their own cultural heritage. Racial identity theory
mai ntains that individuals may fluctuate or change their sense of belonging in relation to
their racial group over time (Helms, 1995; Alderfer, 1997). The process of changeis
located within the individual and occurs between an individual and their racial group

(Alderfer, 1997; Turner 2011). Thusan individual may alternate or go through phases
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when they identify with their racial group. Helms (1995), maintainsthat racial identity
isaprocessthat is ever changing and non-linear in progress. As such people can go
through phases when they are not comfortable in being associates with ther racial

groups. One research respondent said,

White peoplethink that we all speak other languages, can cook cultural food,
know every other person of the same perceived race, and fed that
complimenting us on how good our English isflattersus. | came from an
English-speaking country but | have an accent. | think people would treat me
differently if | had a British accent. The scary thing isthat people are usually

being sincere and don’'t even realize how their ignorance hurts my feelings.

Mullaly (1997) maintainsthat there are different forms of oppression. They are
not the same and will not be experienced to the same degree by all individuals or
groups. They require different responses and different actions. The respondents of this
study reported that they feel their needsare not met asracialized social workers. Some
of them reported that they understood why some people make assumptions but that it
was no lessinsulting. Other respondents reported that preconceived ideas around
language did not bother them because they were aware of their own accents. Although
many of the respondents had similar experiences of being able to speak other languages
they all interpreted and experienced it differently. Some felt that they were being
marginalized while others reported that they were not bothered by the language

assumptions but did not appreciate the “ difference” in how they were treated.

Another respondent concurred, saying,
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Sometimes people just gart talking to mein another languagethat | don’t even
recognise. They seem offended when | respond in English telling them | don't
understand them. I’ ve been criticised for not speaking my ‘ own language’, but
my parents never learned it neither. My children are now fourth generation

visble minority Canadians. | had hoped they wouldn’t have to suffer the same

discriminations as my grandparents.

People from oppressed groups are often marginalized and exploited and many
areisolated to their own communities with limited opportunities to increase their
language skills, education or social skillswith other Canadians (Cheng & Y au, 1999;

Mullaly, 2007; Turner 2011).

5.2.3. Perceived Assumptions Reported by Non-White Social Wor kers

Being different is not always bad, but in certain situations it can make
professionals feel more or less valued because of their background and expertisein
working with diversity. There are alot of assumptions about the level of knowledge
based on a person’ s colour dueto racism and stereotypes. All of the participants of this
study reported that it is often assumed that they speak other languages, eat different
foods, and celebrate * ethnic holidays not on the calendar or that are considered a

gatutory holiday. One participant elaborated in saying,

Speaking with an accent means that peopl e think they need to talk to dower,

louder, in smple words and continuoudy ask ‘ does that make sense’ or * do you
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understand? If | had an accent from afirst world country | don’t think people
would react the same. People think that | am always coming from a‘ cultural’
perspective and do not consider that | just may not agree with how things are
generally disrespectfully done. For example, strong arming or without
compass on regardless of culture. Sometimesit has nothing to do with culture

and it smore general oppression.

The research participants reported that it is often assumed that racialized
workers have a preference to work with * cultural’ clients or other racialized people.
They reported that racialized workers are often perceived as experts on ethno-cultural
diversity. The participants reported they are often perceived as having the ability to

bring more cultural awarenessin any workplace. One participant stated,

| fed likel don’t fitin with my White co-workersat times. Sometimes| feel
like they see me as Human Resource’ stokenized worker. | fed likel’mthe
equivalent to the cultural Wikipediaat times. In my experience, clientsdon’t
really careif you don’t have the same background as them aslong asthey’'re
serviced well and are satisfied. It’snot that | don’t enjoy working with White
co-workers, | just wish that | had more co-workersthat actually get what it’ slike
to be discriminated agai nst because of the shade of my skin and are more
sensitiveto it without making assumptions. |I’d rather people ask honest
guestionsthat may seem stupid than just make assumptions based on stereotypes
or the social climate of the time. Minority workers are perceived as experts

bringing moreto cultural awareness in any workplace and in positions of
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“authority” that are not common for non-White workers. We're seen as
exceptional and “really unusual for peoplelike you”. Sometimes people think
that it’ sa compliment without realisng how much they’ re actually insulting you,

and your entire community.

Oppress on perpetuates when there is no catalyst for change (Mullaly, 2007).

The participants of this study are oppressed people that need to feel it isimportant to

discover themselves, reclaim their identity, create community and solidarity, and

develop a group specific voice and perspective (Y oung, 1990; Mullaly, 1997).

According to all of the research participants, racialized clients enjoy working

with racialized social workers because clients fed that these social workers understand

them better. Employers and co-workers value and recogni se the advantages that

racialized workers bring to social work. It isoften assumed that all racialized people

have a‘ cultural background’ that is different from the majority and that their practice

centersaround ‘culture before anything else. Thisisnot always the case. One research

participant explai ned,

My family has been in Canada for four generationsand are ‘ Canadianized’ for
the mogt part. | have to admit that I’ m pretty much as unaware of the customs
and traditions of my forefathersas White people. When | lived in Toronto and
Vancouver, | didn’'t get as many comments on my English being good, or if |
was born in Canada. Winnipeg is pretty multicultural, but to me, people are not
asaccepting asthey arein other parts of Canada. | wouldn’t say that people are

meaner or more ignorant...they just seemto seeit asmore of anissue. Inatruly

124



multicultural society | think people would just be moreaware. That’sjust how |
feel from my experiences. I’ m sure others may fed differently, but I’ m sure that
the other peoplein the study will say that they’ ve felt different because of their

colour for onereason or another...good or bad.

Several of the research participants reported that they often encounter people
that spoke foreign languages to them assuming that they were of a particular
background. They further reported that if they were not able to speak the language, they
perceived a decline in their conversation and sometimes call ed derogatory names.
Several of the participants who were born in Canada shared their experiences about
being both proud and ashamed of their ‘ Canadian’ heritage. They talked about being
‘too Canadian’ when they did not meet the expectations of their community, and ‘ not
getting it” when they did not fit into mainstream ideals. Thiswasimportant to the
research because several of the participants had experienced thisintergenerational
conflict both in their work and personal lives. Participants were able to talk about the
fedingsthat emerged when they are put in positions by workplace demands of being an
interpreter. They reported that it was similar to the familial relationship they

experienced as children growing up in new immigrant homes. One participant said,

Over the course of my career |” ve faced many ignorant peopl e including co-
workers and employers. 1’ ve sat through interviews and been complimented on
how good my Englishis. I’ve heard many comments about how | should fed
really accomplished and my parents must be so proud that | have a good job

coming from a third world country. I’m seen as an outlier, not as a stereotypical
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brown person that came fresh off the boat and worksin a factory or under the

table at a restaurant.

Another participant stated,

| remember having a hard timein school with relating to me peers because of
my background. My parents immigrated and had me and my sibling shortly
after. They spoke our language at home. The only English that was spoken in
my house was from television shows like Sesame Street and Mr. Rogers. As|
got older | was embarrassed of my parents and their poor English language
skills. | wasanxiousand try to rush them away before anyone could hear them.
Asateenager my dad would yell at meand say | shouldn’t act so ashamed of my
family because they were good enough to get me the things | was so proud of,
like my music and videogames that taught meto be disrespectful. | know it hurt
my dad to know that | was embarrassed, but it hurt metoo that he didn’t
understand where | was coming from as ‘that kid’ that never fit in. If | told him
thekidsat school said my lunch wasweird and smelled funny, he'd tell me that
they did not know good food and they were use to hamburgers and potatoes so

anything elseisa‘weird'.

Another participant shared his or her experience with intergenerational conflict

and experiences with the following statements,

It was so awkward being expected to interpret for my parents. It wasaways

assumed that | could interpret for my mom. No one ever asked me. It put mein
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an awkward stuation. Onetime my parents went came to parent-teacher
interviews with me. My teacher had caught me giving answersto my friend ona
test and wastrying to discipline me for cheating. She started talking to me about
itinfront of my parents saying she didn’t want meto get in troubl e but wanted
meto promise not to doit again. Shetold me to translate to my parents
something to the effect that | needed to concentrate on my own work more. |

got a good beating when | got home. My teacher didn’t realize that just because
my parents didn’t speak English, didn’t mean that they didn’t understandit. My
dad was embarrassed because he felt like my teacher though he was a moron and
that she could pull the wool over his eyeswith my help. Another timel went to
the bank with my mom and had to translate for theteller so that my mom knew
that she didn’t have enough money to pay the bills. That’ s stuff kids should not
know. It shook my confidencein my parents. Fromthat day on | was always
afraid we' d run out of money. I'd even pretend to lose my permission dips for

field trips so that my parents wouldn’t have to be strapped for cash.

Del & Rummens (2011) maintain the identity isabout how people see
themselves in connection with others. Particular places, cultures, histories, contexts,
and politicsare at theroot of connections. Identity isalso about comparisons based on
perceived s milaritiesand differences. The perceived smilaritiesreported by the
participants indicate that there are many misconceptions based on generalizations and
sereotypes due to association. Acculturation isuniqueto individual s and cannot be
assumed to be the same among family or group members despite smilar backgrounds

and experiences (Atkinson 2004).
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5.2.4. Defining Cultural Competency and ItsRolein Social Wor k Practice

Theresearch participantsin this study were very forthcoming with their feelings
about their experiences as social workersworking in as multiculturally diverseacity as
Winnipeg. When asked about cross-culturally competent social work practice and what

it meant to them they were very open in dialogue.

One of the research participants framed their definition as follows:

Cross-cultural social work is crucial when working with clients of any culture. It
isimperative to ethical practice. It helps usto incorporate strengths and
perspectivesin mutually progressive and respectful ways. It helpsusto embrace
how culture affects how people perceive challenges and life. It sdifferent from
what they try to teach in theory. Everyone haslimitations. | don’t think
everyone can achieve the sameleve of cultural competence because not
everyone s experiences have been the same, positively or negatively. It’sjust
different for those of usthat have been on the receiving end. It'skind of like
when people travel to other countriesand have cultural shock when they don’t
understand why people do things differently. Now imagine having that
mentality while having some authority or power over the thingsthat happen to
other people. Sometimes even if we mean well, it doesn’t mean that we won't

cause someone harm.

Another participant concurred,
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A culturally competent social worker is one that isrespectful of othersand
understands that culture has an effect on how people perceive the world and events.
They can incorporate strengths and are cognisant of how their own cultural beliefshelp

to develop the best care plan.

All of the social workersin this sudy felt that cross-cultural competence was
important to best serve clients. All of them shared experiences to demonstrate
how culture has been a part of their personal social work frame of practice, and
why they felt it wasimportant. I1nterms of being prepared by their education for
theredlities of the workplace and being cross-culturally competent, there wasa

difference based on when the social workers completed their education.

The participantsin this study ranged from completing their social work
experience from three to thirty-six yearsago. Of the more experienced workers, many
had completed their BSW education over twenty years ago. These more senior workers
reported that they did not fed that cultural competency was addressed adequatdly in

their education. Once participant explai ned,

When | wasaB.S.W. student | had already worked in social servicesfor many
years. | went back to school as a mature student. | don’t remember too much
about talking about culture or consdering how it affected clients. Most of what
| learned was later on through professional development through work or in the
field. 1 know that the curriculum has changed with the timesto be more
sensitive to the needs of the clients. | hope this hel ps students feel more

prepared than | did.
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The more recent graduates reported that they felt that the education that they had

on cross-cultural competency was helpful. One participant shared,

| was glad that culture was included in our courses, but it didn’t prepare me for
the redlities of the workplace asa visible minority worker. | was more confident
in working with minority clients, not in how | ended up being received as a
minority worker. In hindsight most of my instructors were White, and had good
intentions, but | guessat thetime |l didn't giveit a second thought. Now | think
that it would have been really good if we got perspectives from minority
workers. Maybeif some guest speakers could’ ve shared stories of their

experiences.

Mullaly (1997), maintai ns that oppression institutionalized and perpetuates when
oppressed people continue to betreated as subordinate. The participantsin this study
reported that they felt they were not adequately prepared to enter the workforce as
racialized social works oncethey graduated. Many commented on feeling that
messages were recel ved more clearly and seemed more authentic when coming from
racialized presenters. All of the participants reported that their educatorsand trainers
were predominantly White. As such, the oppressed group of racialized social workers
continue to be affected by the oppressive group, being dominantly located educators.
Thisissgnificant because several of the respondentsreported that they were educated
from a dominant perspective of how to ddiver cross-culturally competent social work.

It was assumed that the social was White and the clients were culturally diverse. None
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of the respondents recalled receiving education or training on how to be aracialized

social worker.

5.2.5. Working with Different Populations

All of theresearch participantsindicated that they enjoyed working cross-
culturally. Working with clientsthat are of the same background isimportant to some

racialized social workers. One participant explained,

It'simportant to meto work with other minorities because | fed like I’m helping
my community, regardless of what culturethey are. Newcomer populations and
acculturation face struggles regardl ess of ethno-cultural background. ‘ Canadian culture
ischallenging. Racialized people bond over not being White. It'sassumed that | know
and understand all of the majority cultures beliefs, values, religions, and social

etiquettes.

Every research participant reported feeling that being able to work with different
cultures was extremely important for social workersin Winnipeg. One of the

partici pants explained as follows:

Being able to work with different culturesisimperative for Winnipeg's social
workers. | don't think that you can responsibly serve our population without
being ableto work with diverse clientele. Weare so lucky to have such a

multicultural community and opportunities to learn from each other. I've
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learned so much from peoplethat I’ ve worked with. I’ ve been so fortunate to
have such authentic and genuine mentors and resources to help me be a better
social worker. They’ ve not only showed me what | was doing wrong, but
reassured me on what | was doing well. | was able to re-evaluate my own values
and ethicsto adjust my practice. | learned more from the community about
culturally competent practice than from school. With the drastically changing
cultural population it should be compulsory in all practicum courses. It doesn’'t
matter where we work, we will all have to work with the culturally diverse

population in some capacity.

Another participant explained,

It'simportant for meto stay closeto my roots. | was borninathird world
country and my family immigrated to Canada when | was very young; so young
that | don’'t remember my life before coming to Canada. As far as me or any of
my family is concerned | am Canadian. But | know that because of my colour,
I’ ve been treated like an immigrant by many people all of my life. If | St
slently some people think | can’t communicate in English. Or people have
made assumptions about my ethnicity and started talking o mein foreign
languages. |’ ve shared these feeling with friends that have had the same kinds
of experiences. | useto think it wasjust me, but it'snot. | can’'t help theway |
look, just like | can’t help how other people see me and make assumptions. | do
ittoo. Weall do. It'shuman nature. | didn’'t have alot of professional tolook

up to. Most people from my community are poor and not highly educated. My
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family put all their resourcesinto me because | was academically very good.
My grandma told me that | needed to work hard and become something to show
peopl e that we were a srong and intelligent people. She escaped genocidein
her homeland and always carried with her a sense of having to prove she was not
undeserving of thingsthat other people didn’'t have to work for. Her
understanding of education was so limited that she didn’t even know that there
were different things you went to school for. Shejust thought going to
university meant that you were smart and could get a great paying job asa
doctor or lawyer. | think she was surprised when | went into social work
because she asked why | wanted to spend time working with poor people when
that’ sall we knew growing up. | thought about it many timesand | fedl likel
need to be arole model for my community. | know there are stereotypes out
there and assumptions made associated with my race. My people need
professionalslike me to show them that wetoo are capable. We too are smart
enough! Wetoo can work instead of standing inthe welfare line. Wetoo can
send our children to school! We too can contribute as productive members of
society! 1 think if I had more role models | would have seen my potential
differently. 1 had so many sdlf doubts and insecurities. Even in school | never
felt likel belonged. Evenif | don't work with someone from my own
community | can still relate to Smilarities. | think it’s helpful for them and for
me. Working with other cultures has made me feel much lessisolated asa
minority worker and asa person in general. | fed it's my responsibility and duty

to pay it forward.
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5.2.6. Racism in the Wor kplace

Racism in workplace affects whether clients and workers view a social worker
as competent regardless of culture. Racism iswoven into our social fibre at different

levels. One participant shared that,

People are fine with me being visible but treat me different because | have an
accent. People are fine with me over the phone but have been surprised to see
mein person. Someti mes they assume that | am completely assimilated and
migtrusting of me as a professonal and helper. Minority clients seem more
likely to open doorsto me than my White co-workers. | seem to be more
successful in establishing rapport. Not that they can’t have a good working

relationship. It seemsto be different in quality too.

All of theresearch participants reported that they feel ‘tokenised’ in the
workplace. They all expressed that they feel there are different standards of
expectations for the quality of their ‘cultural’ work compared to the cross-cultural work
of their White counterparts. Six participants reported that they fed like they are put
under a microscope and judged more than their White colleagues All of the
participants reported that they have experienced numerous occasionsat work when it
was assumed that they spoke other languages, understood other cultural customs,
holidays, and beliefs held by other racialized people that ook similar to them in race.
An example given by one of the participants was that they are often asked if they

celebrate Chrigsmasat ‘home’. The participant explained,
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People at work alwaysask me what ‘traditional’ things| do for Chrismas
because they often assume that | don’t do the same things as they do. Maybe
they think that Brown people can’t buy turkey or ham during the season? I'm

surethey don’t mean to be offensve and don't realize how ignorant it is.

All of theresearch participants expressed that they did not feel that the cultural
values of healing were addressed enough in their workplaces for clients or staff. One

participant said,

In my workplace | feel that cultural values for healing aren’t considered. T here
seems to be more consideration given to Aboriginal clients only because there
are designated positions for Aboriginal outreach. There probably hasto be
designated cultural positions for other populations as well. That way there will
always be an advocate in place within the system. It’s not easy for people to

speak up in big systems without someone to help them navigate through it.

Racialized workers report that they feel like their experiencesas minoritiesis
different from that of their White co-workers. They also report they fed thereis respect

for being capable of working with both minority clients and workers.

Four of the research participants shared that they felt like they were compared to

previous non-White workersin their workplaces unfairly. One participant explained,

When | started my current position and met all of the staff through training | got
agood sense of how people felt about the * cultural’ work my predecessor did.

They’d say thingslike ‘she did this...but you don’t haveto’, or ‘sheredlly liked
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to spend timein the community, but you make the job your own however you
want to. Just attend the events that you think might beinteresting’.
Incorporating cultural events to better understand and experience what others
live by was approached like an optional course. Not something that was taken
seriously or valued until the topic of food is mentioned. They had no troublein

expressng how forward they looked to the lunch spread.

Racism does not only exist among White workers. Racialized workers hold
their own perceptions about other racialized groups, Whites, and their own
communities. One participant shared that she and her co-workers had nicknames for

each other in good humour. She explained,

Just because someone’ s hot a minority, doesn’t mean that they don’t get it.
When | firg started on my team | was pretty horrified when | heard them
referring to each other as ethnic food names. Then | wondered if it was ok for
meto doit. Likeif I call my kidsidiots, it's ok, but if someone € se saysit,

that’ s not ok!

Another participant stated,

I don’t think White people are as aware of stereotypesthat we have about them
aswe are about the onesthey have about us. | think that’s why comedians like
Russell Petersare so popular with our generation. He appeals to the masses of
minority Canadians with his own experiences. Experiences that White people

probably don’t hear about often because upbringing is so different in cultures.
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For example, if a child is spanked here people get up in arms about physical
abuse. If you get yelled at and people hear, people get anxious that someone’'s
getting abused. | was hit many times by many family members growing up. In
our house, if you didn’t get ‘a discipline’ it meant that people didn’t care enough
to sraighten you out. It isway worseto me if someone that cares about me
doesn’t bother to guide me. Getting ignored and having the feeling that
someone gave up on me was a million times worse than getting a smack. A

smack only stung fro a few seconds.

Racism in the workplace is contingent on theracial climate of the times.
Tolerance for racism has lessened for some groupsin time, but has increased for others.
For exampl e, the global climate towards |damic culture following the 9/11 attacks on
New Y ork’s Twin Towers hasincreased whil e tolerance for groups such as the Ku Klux
Klan have decreased over time. Oppression of certain groups congtantly change, as do
how peopleidentify with their race (Turner 2011). Several of the multi-racial
respondents in this study reported that they were careful of how much information they
shared in the workplace about their background. They explained that it does not always
fed safeto divulge personal information. As such violence perpetuates even amongst

professional, civilized workplaces (Y oung, 1990; Mullaly, 1997; Turner, 2011).
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5.2.7. Stereotypes Affecting Social Wor k Practice

Many of the research participants reported that they were painfully aware of
racism in society despite ‘ professional education’ and social progresstowards
multiculturalism. All eight of the participants said they realized that they were seen as
minorities before they were seen as professonals. They reported being recognised for

their skin colour, not their social work sKkills.

Not only did the respondents fed that there was a difference in perception from
White people, but also for other racialized people. An examplethat one respondent
providesisthat an Aboriginal client who told her that she was not qualified to work
with her because her family was not the same as newcomers. She wastold that she
needed a different approach to understand the client’ sneeds. She said, “I felt
disempowered by my colour. My ethnicity should have nothing to do with how skilled
peoplethink | am. People assume connected with all people of the same colour despite

culture”

Another participant explained,

| fedl like co-workers see measan expert onall Asans. It'salmogt likea
guessing game for people. More often than not people will inquire about my
background the conversation startswith * Y ou're Filipino aren’t you? Japanese?
Chinese? It'slike saying that all Asians|ook the same. It’s not only
insensitive, but insulting. Therearelong standing political issuesand attitudes

between some countries that people don't alwaysrecall. It’ slike when people
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ask Canadiansif we're Americans. Internationally we are seen very differently.
I’m a proud Canadian...I don’t want to be mistaken for anything el se whether
people mean it as a compliment or not. Whether welikeit or not, racism exists.
Sometimes we can't tell what the intent is behind what’ s being said, but it

doesn’'t mean the words hurt |ess.

Perceived racismisvery difficult to explainin alogical manner. Four of the
study participants were familiar with the term and the other four weren't. One of the
participants shared his or her feelings about perceived racism in the workplace. She

Stated,

People have seen mein person, heard my accent and assumed that | was not as
knowledgeable. | have changed the way | talk, body language, leve of
interaction, etc... 1’ve often felt | needed to work harder to be recognized as a
competent professional. I’ ve heard people say racist things about other workers
and wondered what they say about me. Thingslike‘lookslikethey're on
Aboriginal time,” and ‘ Maybe they don’t understand because they haven't been
herelong. They're still fresh off the boat.” Obviously these are things that are
casually said. The zero tolerance workplace environment policy has one major
flaw: you have to be ableto proveit. It takesabout a second to call someone a
derogatory name, to physically intimidate them, or even just to cause some sort
of discomfort. If you ‘blow the whistle doesthat make you look like ahero or

an overly sendtive troublemaker?

Another participant stated,
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I’ve worked in social servicesfor alongtime. Even before becoming a socia
worker. In my experience being a visible minority far surpasses whatever job
position I’ ve held. When | was a group home worker my dynamics were
different with the minority kids. Asasocial worker, I’ve had similar
experiences. There are advantages and disadvantages that | don’t think people
understand unlessthey’rein our shoes. | know that just because someoneis not
avighble minority that it doesn’t mean that they don’t understand our struggles,
but | don’t fed that it’ s as authentic when a White person tries to tell me about
how | struggle asa minority. It’'slike, how can a parrot tell you about being a
pelican? It's way more believable when it comes from someone that’ s not the
physical embodiment of your oppressor. In university sometimesit would be
almost laughable that they expected me to take them seriously especially when
they talked about all of their years of experience and research with minority
people. | don't think they realized that minorities don’t react to White people
the way they relateto other minorities. Thethingsthat | tell you in this
interview are probably much more honest that | would be if you were White.
Not that I'd purposely be with holding, but more because | know you know what
I mean. Or at least | fed like you understand it better and will report it more

accurately.

According to the participantsin this study, the racism that isingitutionalized is

not obvious, blatant or necessarily intentional. One of the study partici pants explained,
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| was an Educational Equity student when | did my B.SW. program. | was
hired under employment equity at my first job after | graduated. Both systems
were put in place to equalize the playing field but they actually create a bigger
gap between colleagues that don’'t meet the criteria. Many people have told me
that they don’t think it’ s fair and they wish they were a minority so they could
“getin more easily too”. It’slike they inadvertently tell me to my facethat they
didn’t think that | was qualified and | was actually reducing the quality of my

profession.

Individual s bel onging to groupsthat are historically marginalized and or
exploited often face difficult barriersin proving that they are capabl e of
accomplishments that are seen as ‘norms’ for non racialized groups (Milner 2010). In
order to addressthis issue the participants of this study recommend that more instructors
come from racialized groups. Thiswould create more opportunity for racialized
workersto ask questions, receive validation, and create networks. As such, racialized
social workers could create their own support networksin lieu of “non-existent
supports’. This could potentially mobilize racialized social workersin Winnipeg to

empower themsel ves towards minimizing negative feelings caused by oppression.

Many of the participants reported that they fed it isimportant to be role models
in their communities and to show young people that goals can be achieved despite
oppresson. Assuchitisimperative that racialized social workers have the opportunity
to generate awareness, advocate for social support, and show solidarity and commitment

to their collective battle againg the ingtitutional oppresson. Racialized social workers
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are not acknowledged as“different”, positively or negatively by current social work
education, training or workplace policies. Thisinvisibility can be compared to
swimming in a sea of other workers, but never having had swimming lessons.
Racialized workers are shown the tools but not how to use them in their own context.
This putsthem at a severe disadvantage as they are not on an equal playing field and the
nature of ingtitutionalized oppress on perpetuates the “us versusthem” dynamics. One

of the participants stated,

Not all birds can fly, not al fish can swim, but Darwinism says we either adapt
or die off. Some of uswill struggle morethan others, but in profession that is
built on ethics and advocacy, social work needsto recognize the needs of our
own. If we don’'t take the offence we will have to practice on the defence, and

that just means our work is not progressive, but reactive.

Summary

Theresearch participants had diverse backgroundsin ethnicity, experiences as
Canadians, and as non-White social workers. They all self-identified as Canadians and

shared their personal experiences as racialized persons and social workers.

All of the participants shared their experiences about being racialized social
workersin Winnipeg. They all felt that there are both advantages and di sadvantagesto

being racialized. They gave examples of personal experience as social workers when
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they fet their racialized status helped them do their job better and more effectively and

contrasted negative experiences.

The research participants report they felt they were perceived differently by
clientsand other professonals based on their skin colour. Several participants stated
that they fet they were judged for their skin colour more than for their social work
skills. The participants reported they felt frustrated because they did not feel that their
Kills seemed obsol ete no matter how much they achieved. They reported feding
isolated and unsupported by their workplace and peers. They do not fed they can safely
speak openly about their experience as racialized workers without being viewed
negatively when implementation of equity policies have been established in work and

educational ingtitutions.

According the participants, racism in the workplace needs to be discussed in
more detail in social work education. It isalso necessary to better prepare racialized
social workers for the culturally diverse workplace in terms of what to expect from
professionalsand clients based on being visible minority. All workersneed to be
sensitive to how racialized workers are perceived by othersif issues identified by the

research participants are to be addressed.

Theresearch participants identified many stereotypesthey report as being
harmful to them as professionalsand as people. Racialized social workersare greatly
emotionally and mentally affected by their work in ways they don’'t feel White social

workers don’t understand or appreciate. The participants report that they fee thereisan
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unspoken kinship between racialized people, regardless of theracial background, that

they do not share with dominantly located people.
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CHAPTER 6 Recommendations and Conclusions

I ntroduction

This research was done from and emic perspective of racialized social workers.
The participantsin this study wererecruited for their experience being non-White social
workers working in Winnipeg, Manitoba. The literaturereview done for this study
showed that there was not very much writing by racialized workers from insider’s
perspective. Assuch, thisresearch will contribute to sharing the voice, perspectives,
and understand of how racialized social workers practice and the barriers that they face
in the workplace. Thisissgnificant withtheincreasingly culturally diverse community

locally in Winnipeg and nationally in Canada.

Theissuesidentified by the research participantsin their interviews can be
addressed in workplacesin proactive waysto ensure that the needs of racialized workers
are met while being supportive and respectful of their personal and professonal
boundaries. | used the suggestions from the participants in conjunction with the themes
that arose from the data to make recommendations for social work education, employers

and cultural sengtivity to racialized social workers.

The research participants reported that social work education and training could
be improved to better meet the needs of racialized workers. The mgjority of the
respondents reported that they did not feel their social work education prepared them

adequately for working cross-culturally with racialized clients. The respondentsalso
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reported they felt employersand White social workers could also benefit from
recommendations of how to engage and effectively work more sensitively with

racialized social workers.

6.1. Recommendationsfor Social Wor k Education Programs

Social work has always been at the forefront of addressing social need. Some of
the core values of social work areto encourage advocacy, autonomy, and diversity.
Meseting the needs of minority students makes sense. As such it only makes sense to

advocate for social workersthat areidentifying needs within our profession.

Many social work access programs have deve oped in response to needs of
disadvantaged groups such as visible minorities. Learning institutions are becoming
increasingly diverse and it is more difficult for instructors to educate culturally diverse
students without acknowledging that all students do not learn the same. “These
diversity aspects include but are not limited to, race, ethnicity, gender, sexual
orientation, language, religion, ability, and socioeconomic background” (Milner, 2010,
p. 5). Educators generally grasp that they need to understand themselves and how their
experiences shape who they are in relation to others (Milner, 2010). Students often fed
insulted, embarrassed, ashamed, and angered when reading and hearing negative
portrayal s of their ethnic groups compared to if they did not hearing anything at all

(Gay, 2000).
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It isthe respons bility of educatorsto prepare students for the issues that they
will be facing in the workplace environment. All students need to be more educated
about how important one' s social location isin practice. Social workers must be
comfortable with themselves while understanding how aspects of their personal makeup

affect their practice and self devel opment.

Racialized people are considered “ other” than those in the mainstream
population. There are structural barriers woven into society for anyone that is‘ other’
than mainstream due to the nature of systemsthat reflect the power of majority
populations. Students in predominantly White settings should have opportunitiesto
engage inrace and diversity related learning opportunities. The experiences and
outcomes of White studentsare “the norm” by which “ others’ are compared, measured,

assessed, and evaluated (Milner, 2010).

The participantsin this study articulated that there needs to be greater
acknowl edgement that theories and interventions should reflect a combination of social
work and cultural values. Seven of the eight participants made specific mention that
many theoriestaught in social work education are not devel oped by minorities, nor are

they specifically meant to be applied to racialized group populations.

Canada is multicultural and has been for generations. Visble minority or
racialized status does not automatically mean different culture, beliefs, or that a person
isanew immigrant or refugee. Visible minorities need to be aware that due to the
nature of being ‘visible' they can’t hide and must deal with certain stereotypes by

others, clientsand professonalsalike. According to the research participants, people
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often see those who are visble minorities as exceptional because there are few people
who are racialized that achieve the samelevelsin a professon and/or in a position of

authority.

One of the research participants made a comparison about how they feltin

relation to their education in cross-culturally competent social work practice.

For me, | wasn't receptiveto the learning from my middle aged White male
ingructor. It waslikeif you had a support group for sexually vulnerabl e teenage
girls being facilitated by aknown rapist. | did not see any authenticity or feel
like hereally understood what he was trying to teach only because an empathetic
perspectiveis not the same as an actual lived perspective. It actually made me
mad to think that someone somewhere felt that whatever empathy he had was
equated to how I’ ve felt when there s been blatant racism in the workplace.
Some people have no idea what it’ slike to actually feel racism... it’ smore than a
dirty look, a snideremark, or blatant disrespect. It’s something that’ s hard to

explain to peoplethat have never felt and experienced it.

Educators need to focus more training on what to expect in social work jobs as
minority workers, not just on working with minority clients. Racialized social workers
need to fed safe and supported in their effortsto promote self determination and
autonomy for themselves. Racialized social workers need to have strong voicesto
advocate not only for clients but for themselves as racialized workers. It isimportant to
train with people from the community. It isjust asimportant to train with

representatives from the community that are receiving services asthose that are
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providing them. Let them tell you what they need instead of social workerstelling them

what they require.

6.2. Recommendationsfor Employers

Canada is recognised as a multicultural society on an international level. Weare
comparatively a young country at 144 yearson Julyl, 2011. Weare a country that,
adgde from First Nations people, is populated by people who are not indigenous to
Canada. Asaresult many people in Canada have multiracial and multicultural
backgrounds, refl ecting their unique heritages and different ideas, beliefs, and

per spectives.

Workplaces are doing some things to address cultural diversity interms of hiring
practices and workshops for sendtivity. Most are aimed at White workers being more
sensitive to non-White clients. Some are supporting community partners and

networking with agencies to provide services for newcomers.

Recommendations from the participants of this study include the need to
recognise and support racialized social workersand to respect that they have
respong bilities and limitations attached to their ethno-cultural locations, profess onal

positions, and social service agencies.

The public generally accepts additional efforts by employersto increase the

employment of racialized group members, especially when it entails broadening the
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pool of applicants (Lee, Blando, Mizelle & Orozco 2007). Providing moretraining for
racialized social workers beforethey enter the workforce can prepare them to be more
effective with clients, peers, and employersin away that will benefit and embrace the
changing needs of our increasngly diverse population. Workplaces need to make a real
effort to address cultural competency and be sure that all social workers are competent
to work with arange of ethno-cultural groups. It should not be assumed that workers are

culturally competent by virtue of being non-White.

Many of the research participants shared that they were often assumed to be
more capabl e to work with minority populations due to assumptions made by
employers, co-workers and collaterals. All social workers need to be educated about
expectations of minorities as resources because it is not always appropriate. All social
workers should be trained in cultural sensitivity and taught to be aware of the impacts of

ethno-cultural ignorance and biases on others.

One of the research participants described hisor her experience of working with
clients from their own ethnic backgrounds. The participant was born and raised in
Canada as were her parents, and spoke English asa first language. The social worker
was ass gned to work with a family that refused to speak English with her, even though
they had gone through interviews and the intake processin English with all other
professionals. The family criticized the social worker with personal attacks and unfair
presumptions. The social worker was called many names such as, “traitor, White-
washed and Canadian brained.” The clients made personal attacks and criticized the

social worker to show their displeasure. For example, they criticized the worker for not
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speaking her ‘own language’, bringing troubl e into the community, thinking they were
better with their Canadian education, spying to bring shameto the community, and

setting a poor example for younger generations.

When we decongtruct what that means on the individual level we see that we
cannot all be painted with the same brush. racialized status does not automatically mean
that a person has a different cultural background or beliefs. We are not all new to

Canada.

Racialized social workers and community members should facilitate training
that enforces cultural awareness whenever possible. According to the participants of
this study, sengtivity and knowledge are the keysto all practice. A research partici pant

explained,

Social workers can gill be culturally sensitive and be respectful if they are
willing to be open and flexible enough to work with the valuesthat others have. White
social workers need to be made more aware of the way their dominant | ocation affects
how others will view them, how minority co-workers will be perceived differently, and
how sensitivity needs to be addressed. If White social workers show that they are open
to ‘non-maingtream’ interventions without having to be forced by workshops, senstivity

training. It would help create a more open and wel coming attitude that will spread.

It is not uncommon for workplaces to provide training around cultural
sensitivity. When asked about how the research participants felt about their workplaces

they all answered that there needsto bea shift in focus. They said that there needs to be
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more focus and more training on working with racialized professionalsand not just on

working with racialized clients.

Workplaces need to be more aware of the needs of all minority workersand the
interactions and dynamics that occur with their co-workers, and support them through
wading through their perceived notions of equality and inequality. There also needsto
be recognition of the different groups of minorities, such as racialized groups and
newcomers. Racialized and audible minorities face different struggles with some
overlapping areas, however they have very different experiences with social
interaction. People do not behave the same towards racialized people with foreign

accents as they do to vis ble minorities speaking fluent Canadian English.

One of the research participants explained that she or he was from a multi-racial
family where her or his skin tone was darker than that of her or hissblings. The
participant said that even though her or his sblings worked in similar jobs, her or his
experiences with racism in the workplace were very different, as captured by the

statement, “the darker the skin, the harder to fit in”.

Six of the eight research participants reported that employers should recognise
cultural holidays that are not recognised as traditional statutory holidays. Three of these
partici pants indicated that they would even be happy if their employers merely
recognised their holidays, and did not force them to work. Asone stated, “1 would even
be happy if they |et me take the day off without pay, but it’s not even an option. | have
been mandated to work in some organi zati ons despite communicating how i mportant

certain daysareto my beiefs.”
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6.3. Recommendationsfor Non-White Social Wor kers

All of the participants reported that they felt thereis a definite differencein
working with non-racialized social workers as compared to working with social workers
that areracialized. Racialized social workers need to be aware that they are visble
minorities and thus they cannot hide and must deal with certain stereotypes by others.
According to the participantsin this study, people often see them as exceptional, due to
thelr racialized backgrounds. Often there are not alot of racialized, non-White
individuals who can achieve the same leve in a profession and to a position of

authority, thusthey were seen as must be outstanding anomalies.

From the findingsin my research, it seems imperative that racialized social
workers feel every bit asvalued for their skillsastheir White co-workers. All of the
research participantsindicated that it is easer to share with other racialized workers
because there i s often an unspoken kinship in sharing minority status. When working
with other non-White professional s regardless of ethno-cultural sameness, thereis often
afeeling of ease that they will support theracialized social workers effortsin

advocating for cross-cultural intervention and planning.

Several of the research participants spoke about fedling tokenized in the
workplace. Some strategiesthat the participantsin this sudy suggested that would help

to combat these negative feelsare:

1. Beprepared to work with racialized groups and expect to be perceived as

knowl edgeable.
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Beawarethat as aracialized social worker that social location will affect
service delivery and self devel opment.

Reinforce that asaracialized social worker, you need to have a strong
voice to advocate not only for clients but for yourself asaracialized
person.

Train with people from the community. Training with service recipientsis
equally important as training with professionals. The clientsare the
expertsin receiving services, thus are the best peopl e to advocate for the
needs of their ethno-cultural communities. They need to tell social
workers what they need rather than being told what servicesthey will be

given.

Implicationsfor Social Wor k Practice

The recommendations made by the participants for social work education

programs, employers and racialized social workers have strong implications for social

work practice. Interms of the potential value of the findings, thisresearch may help by

shedding light on the perspectives of racialized social workers on their experiencesin

cross-cultural practice. It can also point to directionsthat social work and other human

social services should take in theimmediate future to best servethe culturally diverse

population of Canada.
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Theresearch findings will show how racialized social workers view their
professional work and make sense of experiences in which they perceived their race
and/or ethno-culture as factorsin their work with clientsand in social work agencies.
The contributions of the study helpsthe social work profession understand the
contributions and experiences of visible minority social workers to the profession and
the way racialized social workers perceive their work environments. From these
findings, it is possbleto identify waysto support both racialized social workersand
their more dominantly-located social work colleagues to understand and practice more
effectively across cultures with both co-workers and clients. The urgency of this
research istied to Manitoba' sincreasing cultural diversity. It isestimated that cultural
minorities will become the dominant portion of the population in larger Canadian cities
by 2017 (Belanger & Malefant, 2005). It isimportant to recognize that the needs of the
population for social services and programsand will be directly proportional to this

shift.

This research helps assess according to the experiences and views of a sample of
eight social workers, the current state of social work servicesto Manitoba' s
multicultural population, specifically in pointing to how client and social worker
cultural diversity can be better understood and acknowledged in service delivery. This
case study focused on a small sample of visible minority social workers practicing in
Winnipeg at a particular time. Their accounts generated findings that offer a snapshot

of current professonal and workplace experiences of racialized social workers.
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The findings of this study led to recommendations and suggestions for social
service delivery overall. Moreresearch isnecessary to determine with greater precison,
the needs of culturally racialized clients, but also the needs of culturally non-dominant
social workers providing servicesto them and to others. Thisresearch can provide
insgght into how social work education on minority issues can be delivered not only for
the benefit of clients, but also for social workers. This has a sgnificant bearing due to
the fact that with the increasingly diverse population, it can also be expected that the
student body, in general, will proportionally become more diverse. Ingtitutions of
higher learning that educate social workers have a responsibility and obligation to
respond by helping current and future students to better understand diversty issuesand
to promote culturally sensitive services for program delivery and for supporting social

workers and students in these efforts.

6.5. Contributionsto Social Work Literature

Thereisvery little literature on culturally competent social work practice written
by racialized authors. The majority of literature on cross cultural social work practice is
written with the presumption that social workers are dominantly located and will be
working with racialized clients (Hamilton, 2001). The emphasisin these worksison
how cultural differences should be considered by dominantly located social workersto

accommodate racialized clients.

156



The emic perspective presented by the racialized social workersin this study
givesingght into what professional and personal issuesarisein work related situations.
Theredlity that racialized social workersliveisthey cannot hide nor disguise their
physical appearance. There are many assumptions and stereotypes that exist in society
impacting on how any person relatesto othersregardl ess of work, personal or general

social interactionsis perceived.

Theracialized social workersin this study reported feeling that White social
workers do not seem to be aware that racialized communities have generated
stereotypes and assumptions about them. Although thereis some literature on the
culture of Whiteness by White scholars (Christensen, 1999), there islittle written from
the perspective of racialized social workers on Whiteness (Cox and Ephross, 1998;

Chrigtensen, 1999; Hamilton, 2001).

Summary

Thereis not an abundance of literature written by White social workers on their
experiencein culturally competent practice. The need for such researchisvaluable to
all social workers, not just racialized workers because of the increasingly diverse
population of Winnipeg. Thereare more culturally diverse clients, and more culturally
diverse social workers. Racialized social workers are expected to work with members
of their own communities at times and are often placed in awkward Stuations with

unrealistic expectations by clients, peers, co-workers, supervisors and management.
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This research has great implications for social work practice. It helpsto identify
specificissues experienced by racialized workers. The respondents of this study
identified specificissuesthey facein their work. Many of their experiences are
supported by literature. These issues can be discussed and addressed so that the needs
of racialized social workers can be addressed and best service delivery can be achieved

regardless of aworker or client’ s personal |ocation.

Theresearch participantsin this study shared many personal and professional
experiences that suggest that social work education programs and workplaces need to
better train and educate all social workersin working with cross-cultural competency

and sendtivity not only with clients but also with racialized colleagues.

Many of the respondents in this study reported that they did not fed that they
were adequately prepared asracialized social workersto enter the workplace as
racialized workers. Several of the respondentsin this study also reported that they did
not feel that they were ableto connect with White co-workersas swell asthey could
with racialized workers. Many had experiencesin the workplace that made them feel
that they were not perceived the same as their White co-workers and that they leve of

cross-cultural competent skills that they had were automatic.

It isrecommended that racialized workersare moreincluded in cross cultural
sensitivity training and education and are supported in the workplaces more through
awareness, inclusion and encouragement to share and educate others about their culture
while providing opportunities to engage in cultural activities with other racialized

groups.
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Appendix B E-mail Script Introduction to Invitation

Dear Prospective Participant,

Thefollowing isaLetter of Invitation to participatein a study by Ms. Florence
See-Toh. Sheis currently in the Masters of Social Work Program at the University of
Manitoba and recruiting for research participants who would beinterested in speaking
about experiences as non-white social workersin Winnipeg and working within a

diverse multicultural community.

All information will be kept confidential and identifying information will be
deleted or altered. If you areinterested in participating in this study, please contact the
researcher directly. You will have an opportunity to review your transcripts for correct
representation and content prior to data analysis, aswell asa copy of the summary of

findings should you desre.

If you know of any other non-white social workers that would be interested in
participating and fit the criteria, please forward thisletter astheir invitation. Thank you

for your interest and ass stance.

XXXXX, Adminigrative Ass stant
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Appendix C Letter of Invitation

Dear Colleague:

My nameis Florence See-Toh and as part of my Masters of Social Work degree,
| am conducting a qualitative study to examine how visible minority social workers
experience culturally sengtive practice in Winnipeg. | am hoping that you can help me

in participating asan interviewee for thisresearch.

My research is entitled: Non-White Social Workersand Their Experiencein
Social Work Practice with Multicultural Populationsin Winnipeg. Thetarget
population group will be non-white personsincluding immigrants, refugees, and multi-
racial social workers. All respondents will sdlf identify as non-white visible minorities

when agreeing to be part of the study.

Theinterviews will be conducted on a one-on-one basis with mein a private
room that we will choose that is convenient and appropriately private. Some options are
local public library conference rooms or pre-booked rooms at facilitiesat the University

of Manitoba campuses.

The following arethe questions| will ask at theinterview:

1.  How do non-white social workers perceive themsea ves as seen in terms of
being cross culturally competent by colleagues and clients?
2. How do non-white social workers perceive the expectations and

assumptions of their supervisors and work environmentsin agenciesand
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organizations that are not designated specifically for servicing ethno-
cultural minority populations?

3. How are non-white social workers stereotyped according to their ethno-
cultural, language, and non-dominant appearance at work? Doesit make

them approach their practice differently?

| am looking for about 8 participants who meet the following criteria:

i Self identify as visble minority
ii.  Havebeenasocia worker in Winnipeg for a minimum of 2 years
iii.  Have worked with both white and non-white clients living in Winnipeg

iv.  Cancommunicatein English for interview purposes

As part of your position in the community, | understand that you may know
social workers who could be interested in participating in my study. If you are
interested or know anyonethat would be interested in participating in the sudy please
provide them with thisletter. They may contact me directly at XXXXXXX or viae-

mail me at X XXXX

If you or potential participants have any questions or concerns, they can contact
me. | would liketo ask that interested participants contact me before March 15, 2011.
Thank you for your time and consderation in assisting me with my recruitment and

M.S.W. research work.

Sincerdy,

Florence See-Toh
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Appendix D Telephone Script

Thank you for calling me and showing interest in my study. Can you tell me

how thistopic interests you?

Theletter of invitation that you may have received specified some criteria for

being part of the study. These are:

1.

Self identify as visble minority

Have been a social worker in Winnipeg for aminimum of 2 years

Have worked with both Caucasian Canadian (white and raised in Canada)
and non-white clients

dominantly located and minority clients

Can communicate in English for interview purposes

Do you meet all them? Do you have any questions about any of them?

I’m interested in hearing about your experience asa visible minority social

worker in Winnipeg. Would you be interested in spending and hour and a half to two

hoursin an interview with me at a place and time of your convenience? When would

you be available? (Time and place will be discussed and s&t).

Participation in this study means that you agreeto join me for one interview

which will lagt approximately 1.5 to 2 hours. Inthisinterview, | will ask you to tell me

about your experiences of providing social work servicesto multicultural populationsin

places you have worked in Winnipeg. The interviews will be conducted on a one-on-

one bas s with mein a private room that we will choose that is convenient and
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appropriately private. Some optionsare local public library conference rooms or pre-

booked rooms at facilities at one of the University of Manitoba campuses.

All information will be kept confidential and identifying information will be
deleted or altered. If you areinterested in participating in this study, please contact the
researcher directly. You will have an opportunity to review your transcripts for correct
representation and content prior to data analysis, and receive a copy of the summary of

findings should you desire.

Thank you again for expressing interest in my study. | am looking forward to

meeting you.
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Appendix E Guidelinesfor I nterview Questions

Prior to beginning the interview, the consent form will be reviewed and the
voluntary nature of participation will be emphasized. It will be stressed that participants

can pass on any question and do not need to give any explanation for doing so.

Background I nfor mation

The following questions are asked of all participantsin order to provide me with

some information about your background.

1.  What ethno-culture or cultures do you identify with?

2. If you were not born in Canada, how did come (example: international
student, refugee, immigrant, etc...)?

3. What isyour current job title?

4.  What isyour highest leve of social work education and when did you
achieveit? (Example: B.SW., M.SW,, Ph.D.)

5. Howlong collectively have you been a social worker? Please do not
include periods of unemployment or other work not designated as social
work positions.

6. Isyour current employer mandated to work with a specific ethno-cultural
population? If not, what is the main ethno-cultural background of the

clientele you work with?
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Appendix F Consent Form

Research Project Title: An Emic Approach of How Visble Minorities Experience
Social Work Practice with Multicultural Populationsin

Winnipeg
Researcher: Florence See-Toh
Thes s Supervisor: Dr. TuulaHeinonen

This consent form, a copy of which will be left with you for your records and
reference, isonly part of the process of informed consent. It should give you the basic
idea of what the research isabout and what your participation will involve. If you
would like more detail about something mentioned here, or information not included
here, you should feel freeto ask. Pleasetakethetime to read this carefully and to

understand any accompanying information.

Participation in this study means that you agreeto join me for oneinterview
which will last approximately 1.5 to 2 hours. Inthisinterview, | will ask you to tell me
about your experiences of providing social work servicesto multicultural populationsin
places you have worked in Winnipeg. Theinterviewswill be conducted on a one-on-
one basiswith mein a private room that we will choose that is convenient and
appropriately private. Some optionsare local public library conference rooms or pre-

booked rooms at facilities at one of the University of Manitoba campuses.

| am hoping to audio tape the interview, should you be comfortable with this. If

you do not wish to be audio taped, | understand and can either take notes during or after
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theinterview. All materialsincluding audiotapes, memos, and transcripts contai ning
identifying and sensitiveinformation will be destroyed after thethessis written. All
identifying information will be removed from transcripts and in the write up of the
report. Consent formswill be shredded within 18 months of the interview or lessif the

thesisis submitted earlier.

All documents will be stored in alocked filing cabinet in my home office. | will
be the only person with accessto the files. Some transcripts will be shared with my

thessadvisor. These will not have any names or workplaces on them.

Results of all interviews will be compared for common themes. There will be
times where| will want to use specific information you have shared in order to show
these themes. Any information that could identify you will be altered (without changing
the meaning) to disguise your identity. Y our name will not appear inthereport. To
ensure accuracy and your comfort with what | have written about, | can provide you a
copy of the findings chapter to ensure you are comfortable with representation of your
information. I nterview transcriptions will be available in April 2011, and a summary of
findingsin July 2011. Thesewill be mailed to you if you provide a non-work related

address on the final page of this consent form.

Choosing not to answer any question isaways optional. Further, you may stop

your involvement at any time, including removing information that you have provided.

Sometimes talking about stressful experiences can bring up distressing emotions.
If this happens during or after our interview, and you would like to speak with someone

about it, you may wish to meet with your preferred counsellor or a supportive resource.
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You may call Klinic crigsline at 1-888-322-3019 in the event you would like to speak
to someone over the phone. The crisgslineisavailable 24 hoursa day, toll free. The
WRHA also provides free counsdlling through the WRHA ACCESS sites. Participants
may contact ACCESS River East (975 Henderson Highway, Ph: 938-5000), ACCESS
Transcona (845 Regent Avenue West, Ph.: 938-5229), and ACCESS Downtown (2-640

Main Street, Ph.: 948-4048) for specific dte scheduled services.

Asaresearcher | am obligated to contact the proper authoritiesif thereisa
disclosure of abuse during theinterview. It will be reported to authorities as per legal
obligations and the Child and Family Services Act of Manitoba and the Vulnerable
Persons Act of Manitoba. Follow-up will be contingent upon local authoritiesand their

assessment of the information provided.

Participants are encouraged to seek clarification or ask questions throughout

participation in the research.

Your sgnature on this form indicates that you have understood to your
satisfaction the information regarding participation in the research project and agree to
participate as a subject. In no way does this waive your legal rights nor release the
researchers, sponsors, or involved ingitutions from the study at any time, and/or refrain
from answering any questions you prefer to omit, without preudice or consequence.
Your continued participation should be as informed as your initial consent, so you
should feel free to ask for clarification or new information throughout your

participation.
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The principal researcher for this project is Florence See-Toh and can be
contacted at XXXXXX or XXXXXX. Thethesis supervisor Dr. Tuula Heinonen,

Faculty of Social Work, Univergty of Manitoba and can be contacted at 474-9543.

This research has been approved by the Psychology/Sociol ogy EthicsBoard
(PSREB). If you have any concerns or complaints about this project you may contact
any of the above-named persons or Margaret Bowman, Human Ethics Secretariat at

474-7122 or margaret_bowman@umanitoba.ca. A copy of this consent form has been

given to you to keep for your records and reference.

| may make conference presentations or write articles for journal s based
on thisresearch. No names or identifying features will beincluded. Dissemination of

this research may be useful for social service systemsand policy making.

Participant’ s Signature Date

Researcher’ s Signature Date

In order that | can forward you your interview transcript prior to data analysis
and a summary of findings section after the study’ s completion please provide a non-
workplace mailing address below. Thisinformation will also be kept in alocked filing

cabinet.

Name:

Street Address:

Postal Code:
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Appendix G Interview Questions

Resear ch Question #1: How do non-white social workers perceive themselves as seen

in terms of being cross culturally competent by colleagues and clients?

i How do you understand cultural competency in social work. Do you think
it' simportant when working with clients?

ii.  Udng your own definition of culturally competent, what do you consder
asa culturally competent social worker?

iii.  How do you fed about cross culturally senditive practice and delivery by a
dominantly located worker versusa worker? Inwhat ways do you think it
isthe same, different, better or worse? Do you think that your non-

dominant location make a difference?

Resear ch Question #2: How do non-white social workers perceive the expectations
and assumptions of their supervisorsand work environments in agencies and
organi zationsthat are not designated specifically for servicing ethno-cultural minority

populations?

i Can you tell me your thoughts on how social work needs to addressissues
of increasing cultural divergty in clientele and social workers? In what
ways do you think it is currently being addressed in your workplace? How
does it affect you asa non-white social worker and isit important?

ii.  Inwhat waysdo you fed being a minority benefits or disadvantages you

asasocial worker when working with clients? Examples?
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iii.  Canyou tell me about your experience in sharing cultural sameness with
clients? In what waysisit the same or different from working with other

minority located clients? Examples?

Resear ch Question #3: How are non-white social workers stereotyped according to
their ethno-cultural, language, and non-dominant appearance at work? Does it make

them approach their practice differently?

i Can you tell me about any personal experiences you’ ve had asa social
worker when you'’ ve felt that stereotyping has affected you asa
professional? Wasthis by other professonalsor by clients? How did it
affect you?

ii.  Canyou tell me about how you think non-white social workers are
perceived by their employer, coworkers, and clientsin terms of their
visible minority status and culture? In what ways does it make a
difference in work relationships and ability to deliver services? Examples?

iii. Do you have any recommendations about training for non-dominantly
located social workersto better prepare for social work practice? What
about for dominantly located social workers working across cultures with

their colleagues and superiors?
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