Cultural Competence Criteria for HRSA Applications: 

Applicants must include a clear and concise project plan for increasing workforce diversity and strengthening cultural competence of graduates:

1. Institution’s strategic plan, policies, and initiatives that demonstrate a commitment to increasing the number of diverse health professionals.

The School of Nursing Strategic Plan 2005-2010: includes as one of its seven goals, “Champion the integration of diversity concerns in all aspects of the School’s work.” Subgoals include 1) Educate future leaders in nursing practice, education, and research to conduct their activities in ways that are culturally competent, and to actively integrate and address health disparities in their work; 2) Promote and support use of different scientific  inquiry methods to investigate human experiences related to groups diverse in age, gender, ethnicity, “race,” class, sexual orientation and ability; 3) Share the job of cultural sensitivity and working with diverse populations amongst all faculty, staff, and students, not just ‘diverse’ faculty, staff, and students; 4) Promote UW SoN participation in international experiences in ways that contribute equally to the host country and to the participant; Promote an environment of respect, teamwork and mutual understanding among students, staff, and faculty; 6) Champion the integration of diversity concerns in all aspects of the School’s work.
The SoN self study was completed in 2000 as a part of SoN’s CCNE Accreditation process. The SoN is accredited through 2010; this Self-Study is part of a regular written update to CCNE. Areas for continuous improvement for Program Quality include “increasing the ethnic diversity of faculty and staff is a priority for the School….Active recruitment of faculty and staff who represent diversity is a priority.” The Self-Study’s action plan includes the SoN’s plans to “…develop a tool for students, staff, and faculty to assess the climate of the School as it relates to cultural sensitivity, and to use these data to create a School-wide plan regarding diversity. The School will continue to implement and refine its student recruitment plan over the next five years.”

The 2005 Graduate School Review reports: In 2001-2002, the SoN committed itself to a conceptual framework for proceeding with the work of enhancing diversity in a systemic fashion. A School-Wide Diversity Task Force (DTF) consisting of students, faculty, and staff was established in 2002. In 2004, the SoN’s DTF officially became the Diversity Committee. The UW is bound by Washington State Voter Initiative 200, enacted in 1998, which prohibits granting preferential treatment based on “race, sex, color, ethnicity or national origin” in public education.
Students. The rate of retention in the BSN program is close to 98%. The Master’s program retention rate is 90% while the PhD program has a 93% retention rate. Challenges faced in retaining underrepresented students vary and are sometimes limited by circumstances beyond the School’s control, including family changes and lack of funds for school. Factors that aid efforts to retaining underrepresented students include various forms of consistent support (financial, personal, and professional) offered through the community, coordination with UW programs designed to recruit and retain minority students, professional organizations, etc. and an increasingly improving climate at the SoN and UW.

Faculty. The SoN implemented a multi-faceted approach to increasing diversity among faculty, including the leveraging of technology to assist search committees in recruiting diverse faculty candidates, broadening the spectrum of print and internet venues in which the School advertises faculty openings, coordinating with other schools of similar size across the UW campus to share ideas and strategies for recruiting faculty of color, and increasing the School's interaction with professional and academic associations for underrepresented nursing groups to identify community leaders who can support recruitment and retention of a diverse nursing faculty. Despite these efforts, the SoN experiences significant challenges in recruiting and retaining underrepresented minority faculty. During the 2004-2005 academic year, approximately 90% of the School's faculty members (in the categories listed above) were Caucasian; 3% were African American; 8% were Asian or Pacific Islander; 2% were Hispanic; and, 1% were American Indian/Alaskan Native. Unique to nursing, as compared to other health sciences disciplines where men are in the majority, only 6% of faculty members were men. This figure is below the national trend in which 10% of those involved in the various aspects of nursing are men. Some barriers to recruitment and retention, such as stagnant faculty salaries at the UW and the high cost of living in Seattle area, affect all health sciences disciplines, including nursing. Recently, for example, two Latina faculty members left the state due to spousal job offers in other parts of the country. The serious underrepresentation of nurses of color across the nation exacerbates these problems. The SoN sees its efforts to recruit and retain diverse students in part as a means of addressing the long-term problem of under-representation in nursing: the students of today are the nurses and faculty members of tomorrow. The SoN remains concerned about finding innovative ways to increase and retain its numbers of faculty of color to build a quality learning climate that supports and affirms diverse students, promotes culturally competent learning and care provision, and moreover, where faculty of color serve as positive role models for those learners who are the potential pool of future faculty members. The 2005-2010 SoN Strategic Plan reflects the School’s aim to address these concerns in the coming five years.

Impact on Curriculum. Changes have been generated in curriculum and academic culture and climate. A UW Diversity Appraisal Implementation Award was given to the SoN in 2005. In addition, the School embeds multi-cultural content into the curricula by directly integrating diversity goals in its degree programs. For example, graduates of the BSN program must ‘Demonstrate cultural sensitivity as shown by thought processes and behavior.’ The Master of Nursing (MN) program has five objectives, one of which is to ‘utilize knowledge and skills in professional practice among diverse and multi-cultural populations’. PhD graduates are expected to ‘be informed by social, cultural, and political issues related to their area of scholarship’. Diversity is also entrenched in all of the School’s program evaluation strategies. 

2. SON or eligible entities need to show evidence of past performance in admitting, retaining, and graduating students from underrepresented minority groups and/or students from disadvantaged or low-income backgrounds. 

See Student Tables (separate document)
NOTE that we have tried to obtain specific data for students who are educationally and economically underrepresented. However, current SoN student data does not track this information. We will review our data processes and work to capture this data in future years. 
3. Highlight strategies that have been effective in assisting students from underrepresented minority groups and students from educationally and economically disadvantaged backgrounds to successfully graduate.

In addition to the recruitment strategies defined in the School’s 5-year Recruitment plan, School of Nursing faculty, staff and students continually participate in recruitment of underrepresented students. For example, one undergraduate visited northwest Native American Reservation schools (“Rez Rounds”) to increase awareness of nursing as a career. One faculty recruited an underrepresented student, who is a registered nurse, for the Master of Nursing program while he provided care to her following surgery. 
Which local hospitals provide scholarships for SoN undergraduate students in exchange for their commitment to work at these hospitals for 1-2 years following commencement? 
During the past year, UWMC gave three scholarships (2 to students of color); Harborview gave two scholarships (one to a student of color). UWMC offered loan repayment to 13 SoN students, 8 of whom are students of color. 
SoN scholarships for underrepresented students include the Rieger Scholarship, which provides $6,000 annually to underrepresented student with the highest need. The Vivian O. Lee Fund provides a small amount to minority students. 

4. Provide a detailed description of the project plan to recruit, retain, and graduate students from underrepresented minority groups and students from educationally and economically disadvantaged backgrounds.

UW School of Nursing (SoN) Diversity Inventory Current Goals and Initiatives (March, 2006).

The 2004-2009 UW School of Nursing Five Year Student Recruitment Plan features five goals, three of which focus on diversity: involve all School stakeholders in recruitment efforts and provide individualized follow-up to prospective students; boldly use the website and SoN databases as recruitment and retention tools; fortify relationships with professional nursing associations as a means of increasing numbers of diverse and qualified graduate applicants; build a SoN community that promotes diversity and effectively provides support services for diverse students; and finally, develop funding as a recruitment tool for diverse students. Also included in the plan are offering diversity workshops to entering students at orientation each Fall.
Community collaboration includes working with ethnic health care organizations such as Mary Mahoney Professional Nurses Organization, Washington State Black Professionals in Health Care, and the Chicano Latino Mentorship Network as a way for the School to support current students of color and to establish meaningful community partnerships. The UW SoN Continuing Nursing Education (CNE) program offers an annual conference on Health Care/Concerns of Diverse Populations.  
A new faculty teaching award, “Outstanding Commitment to Diversity through Teaching Award,” was established in 2006. A committee of students will establish the criteria for nomination; the award will be presented at the SoN Convocation. 
A School-Wide Diversity Implementation Project: Improving the Institutional Climate of the SoN, funded by the President’s Diversity Appraisal Implementation Fund, The Center for Curriculum Transformation, and the SoN, aims to improve the sociopolitical climate of inclusiveness at the SoN by making explicit and changing the way unacknowledged White norms, beliefs and behaviors inhibit efforts to be racially inclusive. Participants meet bi-weekly in a seminar that analyzes the institutional context of the SoN and the psychological, behavioral, and structural/historical dimensions of climate from a critical perspective.  
5. Institution’s strategic plan, policies, and initiatives that demonstrate a commitment to developing culturally competent health professionals.

Diversity is entrenched in the SoN’s program evaluation strategies. For example, MN program objectives are assessed via curricular threads that prescribe how the School measures the achievement of each objective. The ‘Cultural Competency’ thread is cross-listed with five outcomes. The overall evaluation plan includes assessing student competency at entry into the program, at the end of the program, and at specified intervals following graduation. Program evaluation data is reviewed annually.
The following area hospitals (most of which serve diverse patient populations) donate time of expert nursing staff as loaned faculty to help teach in the undergraduate program: 

Virginia Mason: .5 FTE (9 months) 

Northwest Hospital: .75 (12 months)

UWMC: .5 (9 months) 

Northwest Kidney Center: .5 (9 months) 

Loaned faculty (specific hours not available) also provided by Harborview, Children’s Hospital and Medical Center, and Veterans Administration Medical Center.
6. Offer courses and/or learning experiences that will develop student’s knowledge and appreciation of how culture impacts health, and the delivery of quality healthcare services.

7. Provide a rationale for how the course and/or learning experiences will increase the student’s self-awareness of multicultural issues and engage individuals, families, and communities from diverse social and cultural backgrounds in their own health care.

Complementary and Alternative Medicine (CAM) use, with emphasis of CAM use in a cultural content, has been incorporated into the curriculum at all levels. In a Spring 2006 survey of faculty (N=45), forty-eight percent indicated that they had incorporated CAM content in their courses. In 2005-2006, SoN offered NURS 531, “CAM, Integrative Health Care, and Wellness” (10 students registered). 

BNHS has refined its Culturally Competent Care course (NSG 514). This course prepares clinicians to integrate their experience and knowledge with creative approaches and evidence-based strategies to improve cross-cultural health care, including complementary and alternative medicine/healthcare (CAM) practices. The focus is on relationships between clinicians, clients, and families, in the context of health care systems and community. Emphasis is on discovering commonalities among cultures that will enhance collaboration. Cultural diversity creates an opportunity to innovate, expand our view of the world, and develop creative approaches to improving health. The videostreamed lectures will feature clients, cultural mediators, interpreters, advocates, and clinicians speaking from their cultural viewpoint. The assignments will be experiential provide the opportunity for introspection and exploration related to culture.
Information from Nancy Woods’ State of the School message (Fall 2006)
Goal 7: Champion the integration of diversity concerns in all aspects of the School’s work

Accomplishments: 

· We have begun a program focusing on white privilege and its consequences in academic life for faculty, staff, and students (Carole Schroeder)

· We continue to recognize that having a culturally sensitive and competent school is a work in progress!

Special Emphases for 2006-2007

· Continued support for efforts to enhance the climate for diversity in the SON

