Volunteerism in Immigrant Communities

Frequently Asked Questions (FAQ)

The following are FAQs gathered from our presentations about Volunteerism in Immigrant Communities. Questions have been categorized. The categories are:

· Challenges/Barriers to Engaging Volunteers

· Cultural Awareness and Skill Building

· Relationship-building

· Resources and Tools

· Research-Specific

· Other

If you have a question that is not on this list and would like Dr. Mai Moua to respond, please email her directly at mai@leadershipparadigms.com . As she responds to your question, we will update this FAQ list so to help others who may be interested in the information.
Challenges/Barriers to Engaging Volunteers

1. My organization can’t function with volunteers on an as-needed basis.  We need to know in advance if a person can fill a position on a regular basis.  What are suggestions you have for this type of help?  

If you know that you must have volunteers on a regular schedule, then you need to inquire volunteers at the beginning (in application process, interviews, or recruitment process) about their time commitment to volunteer. You can ask, or place in an application, a question that gets at the time commitment such as: 

· What times are you available to volunteer? 

· Of the following times listed, please check your first, second, or third choice

· How flexible are you with the times you’ve indicated? No flexibility, Some flexibility, Lots of flexibility, It Depends on the volunteer situation, etc.
Additionally, don’t rule someone out who can’t fit into your schedule. If there is a volunteer who genuinely wants to participate and is very motivated to be a part of your organization, find ways to integrate that individual into other roles. If you can’t find a role for that person, discuss this with the individual and be specific about following-up and maintaining a consistent relationship with them. This helps them to know that you’re still interested in the value they offer and bring to your place of work.
Cultural Awareness & Skill Building

1. What can one say to initiate a conversation with a prospective volunteer about their culture?

If you’re looking to hire a prospective volunteer and would like to know more about his/her culture and background, here are some suggestions:

In the application, make space for a question that asks the volunteer for his/her interest. This helps you to learn more about the volunteer’s motivations and can provide some personal history. 

Either in person or in the application process, ask the volunteer to describe themselves and how they like to volunteer. 

Please note, that you should be careful in crafting your questions so that they not discriminatory.
After the hiring of the volunteer, you can explore this individual’s cultural history as you would with other individuals you are interested in learning more about. For example, taking the time to sit down and share stories of your own cultural history and asking them to share theirs. It’s okay to ask. If it’s not, the individual will let you know because reasons for sharing differ for each person. However, my work with different cultures indicates that people want to share their story; they want someone to listen to them; they want someone to acknowledge them. If you are respectful, observant, open, and patient, you will find that you can build trusting relationships with any groups.

2. Are there specific examples of questions to begin learning about a person's culture?

Rather than begin with another culture, it’s important to start with yourself and your own beliefs, values, and assumptions. Ask yourself:
· What beliefs do I have about learning about another culture?

· What assumptions am I making about cultures?

· What values are specific to me? What might I encounter that is different? How would I feel if I encountered this?

Then, I suggest writing down and taking the time to respond to the following questions:

· Why am I interested in this other culture?

· What am I seeking? What am I looking to gain for myself?

· What do I know about this other culture? 
· What information do I still need to learn about this culture?

· Where can I find information about this culture? 

· How can I be mindful of my cultural values when entering into another culture?

· What ways can I monitor my learning about this culture?
These questions will help you to determine your intentions when learning about new cultures. My suggestion is that every time you have a question or you collect information, keep it in a journal. Write out your experiences and the thoughts you have related to cultural differences. This is an excellent way for preparing yourself mentally and emotionally for working with different cultures. 
3. I work with clients on MFIP that need to volunteer to get their public assistance benefits. How do we educate non-profits to see the value in working with immigrant volunteers who have limited or no English-speaking skills?

If your organization wants to make a difference in the MFIP services (or any services/programs) you provide, and your organization wants to continue to best serve this clientele population, then it’s critical that all staff and board work to ensure the successful integration and inclusion of these volunteers.

Start by emphasizing the importance of these volunteers to accomplishing the mission of your organization and to achieving the strategic goals your agency and your program has developed. The value proposition is such that volunteers from these communities help your organization to stay focus on your mission, and in return, your organization provides them with formal skills and information that can be translatable.
Next, identify specific challenges and barriers that volunteers from these communities may face in volunteerism. You must be able to identify the challenges and the specific causes in order brainstorm solutions to the situations.

Then, identify what resources you have to meet or address the challenges and barriers including the challenges you face. This could range from lack of cultural understanding and competency skills to not having transportation or child care services to meet this population’s needs. It could also mean a lack of understanding of the value that volunteers from immigrant communities provide to your agency.

Finally, work together to brainstorm ways to address the challenges and close the gap.
This process is not linear; rather, it is cyclical and must be emphasized and re-strategized all the time. 

4. Once someone from an immigrant community volunteers, what kind of recognition is preferred?
Like any other individuals, volunteers from immigrant communities differ in their motivations, preferences, interests, and needs. You can obtain this information about recognition by checking with the individual about the type of recognition that he/she would like. You can sometimes ascertain this information from learning about their history and culture, including finding times to share each other’s history.
Relationship-building
1. How do you find influential individuals or target the individuals you need to from within immigrant communities?

It’s always helpful if you have a liaison or know of someone who can connect you to the community and help you build the relationship with the influencers of these communities. If you don’t have connections to the community, it is definitely more challenging. Once you connect with the community and/or individual, you have to remember that it will take time to build the relationship. Here are ways to help you build those connections:

· Attend local or community events to show your support and your need to learn about the culture.

· Partner with local culturally-specific organizations on events, grants, programming, etc. Through this partnership, you will learn who the influential people are in the community.
· Read newspapers and listen to news about individuals from the communities you like to engage. You may hear the name of a person or organization that can be helpful to you.

· Check with your business associates, colleagues and friends who might have connections to the communities you want to learn from. Forums like Linkedin are great networking tools.

· Connect with executive directors of culturally-specific organizations to see if they can assist.

· Create your own event and invite people from different communities to attend; see who shows up and build relationships with those who are there.

· If you’re working with volunteers from immigrant communities, some of them may already know who are the influential leaders and people within their community.

· Check with local organizations (United Way, Girl Scouts, educational institutions, etc.) to see who they know and how best to connect to these individuals.

The other piece you should remember is that leadership, power, and decision-making is not necessarily formal within these communities. The types of leaders or influencers you may be looking for can hold informal positions. You can learn about this by gathering and building your knowledge base of the cultural group. 
2. How do we reach out to volunteers from immigrant communities? What is the best way?
A simple response to this question is: know your audience. 

Find out what they read, listen to, what they like to watch, where they gather, what organizations they like to work with, who do they go to when they have problems or need issues resolved, what types of people they like to work with, what are issues and concerns they have, and so on. By compiling a list of demographic and socio-economic information you create a composite of your audience, and then you can find the proper strategies to addressing outreach. 

As an example, if you find out (through your own research and connections) that there is a common newspaper that people within the Latino community read, then find a way to get into that newspaper either through advertisements, building a relationship with the editor or columnists, write an article, and so on. 

Much of outreach is relationship-building. And, an element of relationship-building is finding the resources that best help you to learn about the cultural community you would like to engage. Finally, as a reminder, it’s important to recognize that cultural communities differ from within the culture itself; this is why it’s best to really get to know your audience.

Resources and Tools

1. What resources are available regarding cultural competency trainings in greater MN?

I am not aware of specific groups who conduct training in Greater Minnesota, but here are suggestions for finding groups in your local area:

· Check your local Chamber of Commerce or the Minneapolis/Saint Paul Chamber of Commerce for information about culturally-specific businesses or networking groups.
· Contact the Culturally-Specific Chambers of Commerce in Minnesota and ask whether they know of networking groups or training in Greater Minnesota. Here are some examples:

Hispanic Chamber of Commerce of MN

www.hispanicmn.org
Hmong Chamber of Commerce of MN

www.hmongchamber.com
African Chamber of Commerce

www.africanchambermn.org
· Contact local Latino church groups and mosques to inquire about trainers, consultants, or programs they might offer.
· Connect with local schools, colleges, universities, and technical and community colleges. Often times these educational institutions bring in speakers or lecturers who train or consult in the areas of cultural competency.
· If there is a culturally-specific newspaper in your area, pick one up and look for information on people or organizations that can help you.

· Call a local or university librarian. Librarians are great tools for accessing local, state, and national information and resources that can point you in the right direction.

· Check with your state nonprofit association. In the state of Minnesota you can contact the Minnesota Council of Nonprofits www.mncn.org. Ask if they have knowledge of or a list of nonprofits in your area (or close to your area) that are culturally-specific.

· Contact your local foundation or an area foundation. Many times foundations will have a list of organizations they have funded, training in cultural competency, or a list of consultants who conduct training and provide resources.

Also, here is a list of national training and resources that you can benefit from:

	National Cultural Competency Resource List

Organizations may wish to collaborate with each other or with the County or State to access some of these more comprehensive and expensive opportunities. 

	National Multicultural Institute, www.nmci.org, 202-483-0700

Founded in 1983, the National MultiCultural Institute (NMCI) is proud to be one of the first organizations to have recognized the nation's need for new services, knowledge, and skills in the growing field of multiculturalism and diversity.

	Intercultural Development Inventory, www.idiinventory.com, 410-208-1120

IDI LLC, owned and operated by Mitchell R. Hammer, Ph.D. specializes in the assessment and development of intercultural competence based on the Intercultural Development Inventory® (IDI®).

	Society for Intercultural Training, Education, and Research, www.sietarusa.org, 206-859-4351

The Society for Intercultural Education, Training and Research in the United States of America (SIETAR-USA) is an educational membership organization for those professionals who are concerned with the challenges and rewards of intercultural relations. Our members work within many environments and professions—business and industry, consulting, training, K-12 and higher education, counseling, all aspects of the media and arts, to name a few. SIETAR-USA members bring a vast array of experience and perspectives to the field of intercultural relations, both in the USA and around the world. There is a MN Chapter that meets monthly.

	Intercultural Communication Institute, www.intercultural.org, 503-297-4622

The Intercultural Communication Institute (ICI) is a private, nonprofit foundation designed to foster an awareness and appreciation of cultural differences in both the international and domestic arenas. ICI is based on the beliefs that 1) education and training in the areas of intercultural communication can improve competence in dealing with cultural difference and thereby minimize destructive conflict among national, ethnic and other cultural groups; and 2) we therefore share an ethical commitment to further education in this area. This website has links to inventories, tools, and reference materials

	Kozai Group, www.kozaigroup.com, 314-960-1641

The mission of the Kozai Group is to assist companies with global operations to develop effective human resource strategies to support their business objectives. We help clients create effective policies and practices for the selection, development, training and reintegration of globally mobile personnel. They have inventories on cultural competencies.

	Via Character Institute, www.viacharacter.org, info@viacharacter.org
VIA Institute on Character is a non-profit organization founded to advance the science and practice of character development.  The VIA Institute supported the creation of the VIA Classification, The VIA Survey  and Character Strengths and Virtues, by Drs. Martin Seligman and Christopher Peterson. These tools are used by researchers, clinicians, consultants, coaches and educators.  The Institute provides the VIA Survey, advances the science of character and educates practitioners.

	Cultural Detective, www.culturaldetective.com, 913-764-2624

Cultural Detective®, is a dynamic series of tools that develop invaluable intercultural and global business competence in individuals and organizations. The series results from collaboration among dozens of acclaimed intercultural experts worldwide. Cultural Detective® materials are beautifully designed, pre-packaged and ready for immediate individual or enterprise-wide use. Cultural Detective®  enables your organization and your leaders to meet the high-performance demands of an increasingly global economy.

	Intercultural Press, www.interculturalpress.com, 888-273-2539

As the premier publisher of books about the principles and practice of cross-cultural communication for over 25 years, we offer resources for living, working, studying and thriving around the globe. Our country guides and travel memoirs educate and entertain; our practical and comprehensive guides to international travel and relocation help develop cultural competency. We also have a selection of training DVDs, simulations and activity books that provide resources for trainers and businesspeople and promote cultural awareness and sensitivity. 

	Intercultural Conflict Style Inventory, www.icsinventory.com, 410-641-8833

A critical – yet unrecognized – difficulty we face in our organizations, communities and families is many of our disagreements across cultures are often grounded in very different approaches people take for authentically resolving disputes with one another. Hammer Consulting LLC provides  a set of tools based on the Intercultural Conflict Style (ICS) model and inventory developed by Mitchell R. Hammer, Ph.D for effectively managing and resolving disagreements and conflict across cultural boundaries. 

	National Center for Cultural Competence, http://www11.georgetown.edu/research/gucchd/nccc/index.html, 202-687-5387

The mission of the National Center for Cultural Competence  is to increase the capacity of health care and mental health care programs to design, implement, and evaluate culturally and linguistically competent service delivery systems to address growing diversity, persistent disparities, and to promote health and mental health equity.

	Putting Our Differences to Work, http://www.puttingourdifferencestowork.com
A practical guide that changes the prevailing rules of how we think, behave, and operate in the 21st century. Debbe Kennedy's book and website helps organizations to discover how they can put their knowledge of differences to work

	Taylor Cox & Associates, http://www.taylorcoxandassociates.com/tca_approach, 248-681-3273

Diversity articles and models


Research-Specific 

1. Are there any particular sectors within non-profits (healthcare, advocacy, eldercare, faith communities, etc.) that have experienced greater success in involving immigrant communities? Are there any sectors that are particularly challenged with this? Are there any specific institutions that have shown improvement or success?
Our research analysis did not look at these factors; however, we can go back to the original data gathered to see if there is any correlation. If we do, we will make sure to share the results of the further analysis.

What we found from organizations, who thought they were successful, was a common thread about one’s ability to be adaptable and flexible. This main piece of cultural proficiency helped organizations to manage their challenges and to strengthen their understanding of immigrant volunteers. 

2. Do you think the definition of volunteerism as “helping out” is rooted in culture? And, is it possible that this idea of helping out is more familiar to those who have not yet fully acculturated? That is, those that are more acculturated view helping out as “volunteerism”?

Research shows that consequent generations within immigrant communities volunteer more formally than their first-generation parents, siblings, kins and relatives. It is easier to find volunteers from immigrant communities who are second, third, or fourth generation because they are accustomed to the formal notions of volunteerism within a western society. 
Additionally, the word, helping out, is an informal word used for volunteering within these communities; however, the way it is expressed is not entirely the same as what we understand volunteerism to be. As an example, helping out in the Somali community is both religious and social obligation to the community in which the individuals are from. Oftentimes in a western context, volunteerism can be seen as a strategy for upward mobility in career or personal development.
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