Procedure                     2.5 Cross - Cultural Awareness and Mentoring

Parnell District School

Rationale

The staff and students at Parnell District School come from a wide range of cultural backgrounds.  This provides the school with a rich cultural resource, and also the need for some empathy and understanding of the various cultural perspectives that exist in our school
Cross Cultural Mentoring is a form of mentoring that occurs between individuals of diverse cultural backgrounds.  The goal is to build a cultural awareness between the individuals that will allow them to see management dilemmas from each culture's unique perspective.  The objectives of cross cultural mentoring for our school are:

We will:
· learn to work with people of diverse backgrounds through one-on-one, direct contact mentoring relationships.

· work to increase people's awareness of the strengths of diversity, and identify ways to use these strengths for positive contributions to the organization

· work to increase staff knowledge of corporate culture and programmatic directions, thereby raising the level of their potential contributions to the organization

· broaden staff  institutional views through cross-training and collaboration

· tap into unused talent, wisdom, and skills, and find opportunities for personal growth and revitalization

A study by Pederson lists the following characteristics of an individual who possesses a cultural awareness.

· Ability to recognize direct and indirect communication styles.

· sensitivity to nonverbal cues

· awareness of cultural and linguistic differences

· interest in the culture and stereotypical assumptions about cultures
· addressing the myths and stereotypes of the culture

· concern for the welfare of persons from other cultures

· ability to articulate elements of his or her own culture

· appreciation for multicultural teaching

Cross-cultural awareness leads to a change in behaviour.  It is important to realize that with awareness, change has to occur in both parties involved. For successful change to occur there must be a reciprocal mentoring relationship for staff and children Cross-cultural mentoring often occurs between equals or sub-ordinates where they openly discuss their differences and perceptions and find ways to work together and involves accepting different cultures and welcoming the differences.( possibly making a  shift in perspective)
The creation of mentor/ mentee partnerships should be done carefully.  Research has found that the potential for a successful mentoring program was enhanced if the participants possessed the following attitudes:

· open to different approaches and perspectives

· self-motivated

· willing to take risks

· committed to the time and effort necessary for maintaining the relationship

· unafraid to ask for assistance

· able to keep mentoring discussions confidential

Staff Development will include
· ESOL staff meetings 

· Professional development for teachers acquiring language both formal and informal 
· Have links on the electronic newsletter/website  for translation 

School Culture

 * The school should be welcoming from secretary to teacher 

* The school will hold nights where things are explained in different languages ( if practicable)  

Teachers are referred to the cross cultural resources produced by the Ministry of Education which include:
· Good practice examples of collaborative approaches to intercultural relations between international and domestic students outside the classroom to enhance cultural awareness (e.g. peer-pairing, community programmes).
· Cooperative classroom learning strategies to improve willingness to interact with members of other groups, enhance academic performance and foster intercultural friendships.

· Intercultural activities and strategies within international students' residential situations (home-stay and boarding hostel) to increase intercultural knowledge, interactions and friendships.

· Resources fro teachers – labels, books in other languages 
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Appendix2.5a:               Peralta Associates
People skills for a global economy

10 CULTURAL MINDSETS

Although people from different cultural backgrounds may appear to be the same on the surface, they may have different ways of thinking and believing that affect they way they relate to each other and to their roles and functions within an organization.  Mindsets consist of beliefs (how we see the world) and values (what is important to us).

Mindsets are learned from our families, schools, and communities during our formative years.  Mindsets are affected by many factors, including gender, social class, religion, race, sexual orientation, and generational differences, among others.  Mindsets remain more or less stable throughout life, although people may adopt and practice different sets of values,, beliefs,, and attitudes depending on their circumstance and environment (home or work, for example).

The following are 10 cultural mindsets and their impact on work styles and attitudes.  All mindsets are on a continuum and are relative, not absolute qualities.
 MINDSET #1 HOW WE IDENTIFY OURSELVES

People who were raised in the United States, Western Europe, and Australia tend to identify themselves first as individuals rather than members of a group.  Those from more group oriented cultures (Asia, Latin America, Africa, Middle East) feel a stronger sense of affiliation and obligation to members of their group, whether extended family, town/region of origin, and/or shared ethnicity, language, or religion.

MINDSET #2 How WE RELATE TO OTHERS

Those who see themselves more as individuals tend to value self reliance and competition to a high degree.  Those who are more group oriented tend to view their role as cooperating with others and maintaining harmony within an organization or work group.
MINDSET #3 HOW WE VIEW TIME

Some cultures view time as a fixed commodity and schedule their time in blocks of tasks or appointments. Other cultures view time as more fluid and "bend" schedules accordingly to accommodate many demands at once or to develop and maintain relationships.

MINDSET #4 How WE COMMUNICATE

Some cultures value directness and informality as virtues and telling the truth, no matter how painful, as beneficial to a relationship.  Other cultures value manners and "saving face" as essential to maintaining relationships.  They tend to communicate in a more indirect and formal fashion.

MINDSET #5 HOW WE RELATE TO STATUS AND AUTHORITY

Some cultures are reluctant to give those in authority much privilege or status preferring them to conduct themselves as if they were equals to subordinates.  Other cultures view authority as deserving of special favour and more readily overlook personal transgressions from those in position of higher status.

Some cultures tend to favour individual achievement and ability as the stepping stones to higher status and authority, while others tend to reward seniority and status in the community and organization (class, rank, age, family name)with positions of higher authority.

MINDSET #6 HOW WE VIEW IDEAS

Some cultures tend to value the practical application of ideas while others value the intellectual nature of ideas, whether they have any practical application or not.

MINDSET #7 How WE GET THINGS DONE

Some cultures tend to view rules and procedures as absolute and universal while others rely more on relationships to facilitate tasks and agreements.

MINDSET #8 How WE VIEW CHANGE

Some cultures favour change and almost always see it as an improvement.  Other cultures favour tradition and are suspicious of change for change's sake.

MINDSET #9 HOW WE VIEW RISK AND FACE UNCERTAINTY

Some cultures tend to believe in the concept of "being in control" of one's life, the environment, and the future through technology and human intervention.  Other cultures believe that humans have only so much control over their lives and the natural world and that fate or religion plays a  key role in determining events and outcomes.

MINDSET #10 HOW WE MEASURE SUCCESS

Some cultures view success in terms of material and professional achievements while others value the quality of life over constant striving to achieve.

Note: Mindsets are inspired by the work of prominent theorists and practitioners in the intercultural and diversity fields, including Bob Kohis, Gary Weaver, Edward T. Hall, Geert Hofstede, and Fons Trompenaars.
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