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Our goal:
Help reduce health 
disparities among 
Hispanic and Latino 
experiencing mental 
disorders

The National Hispanic and Latino MHTTC 
serves as a key subject matter expert and 
resource for the mental health and school 
mental health workforce across the U.S. and its 
territories to ensure:

• High-quality services;

• Effective mental health treatment;

• Recovery support services; and

• Implementation of evidence-based and 
promising practices



We offer free:
NEEDS 

ASSESSMENTS
PRODUCTS TRAININGS TECHNICAL 

ASSISTANCE
SYMPOSIUM & 
CONFERENCES

To learn more about services visit: https://mhttcnetwork.org/hispaniclatino





Specialized Products





YouTube 
Channel:

HiLaMHTTC



Overview of Training

Session 1:  Introduction/Latinos in the US;

Assessing Risk and Protective Factors.

Session 2: Assess the cultural dynamic of the client-
clinician-supervisor relationship;

Assess the organizational environment to 
identify cultural adaptation needs for the 
Hispanic/Latinx population. 

Session 3: Incorporate strategies to effectively 
engage and intervene with Hispanic and 
Latinx clients.



Objectives

• Participant will be able to identify elements of 
organizations that are impacted by culture

• Participant will be able to identify elements of 
culturally competent supervision

• Participant will be able to identify three 
adaptations in their practice to develop a 
culturally competent organization. 
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Consider:

What is your greatest barrier 

to being culturally humble?



Understanding Need

Pew Research Center, 2020



Culture

Cultural norms are patterns of 

behavior that are typically noted in 

specific groups of people.  These 

behaviors include the values, 

attitudes, beliefs, and behaviors 

within the context of their own 

organizational culture.

A group of specific cultural norms 

which are attributed to a specific 

population is called a culture.  

This Photo by Unknown Author is licensed under CC BY-NC-ND

http://latinosexuality.blogspot.com/2010/03/latinegrs-project-womyns-herstory-month.html
https://creativecommons.org/licenses/by-nc-nd/3.0/


Cultural Competence

• An awareness of ourselves and of the 
individual

• Knowledge of how to ask crucial questions 
that will help us discover the perspective of 
our client. 

• Skills to know how to modify treatment 
interventions to increase efficacy. 



Cultural Dynamics 
within the Organization

This Photo by Unknown Author is licensed under CC BY-ND

https://www.ednc.org/levante-leadership-supporting-migrant-farmworkers-to-and-through-college/
https://creativecommons.org/licenses/by-nd/3.0/


Adapting the Organization for the 
Hispanic/Latinx Population

Assess your 
Community 
and Context

1

Assess your 
Organization

2

Do something!
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Assessing 
Your 
Community

Examples of Questions to assess your community’s 
cultural background:

• What part of the general population is Hispanic (both 
number and percentage)? 

• Which Hispanic subcultures are significantly present 
(e.g., Cubans, Mexicans, Puerto Ricans, Central or 
South Americans?) 

• In which neighborhoods do Hispanics live? Are they 
concentrated in certain areas or counties? 

• To what extent are they literate in Spanish and 
English (consider verbal as well as written skills)? 

• What assistance are they now receiving and how 
have these programs reached them? 

• To what extent are Hispanics with disabilities in your 
client’s area getting needed services? 

• Do gaps in services in your area exist and if so, why? 



Cultural Markers that Influence 
an Organization
• Values

• How the organization brings people in
• Hiring
• Admission

• How the organization communicates

• What does the data say?



Adapting the Organization for the 
Latino Population

Does the organization provide space 
for collectivist values (familismo)?  Are 

the values based on lifting up the 
community, developing a personal 

relationship (personalismo), respect 
(respeto) and professionalism 

(simpatia)? 

Do your employees reflect your 
community? Is it comfortable for 

Latinx individuals to enter the 
organizational space?

Who receives the organization’s 
communication?  Who does not? Who 

is it written for?  Is it available in 
Spanish?  Does it hold information 

relevant for the Latinx population?  Is 
it accessible?

What does the data say? What staff 
are you retaining? What clients are 

you retaining?  Are there differences 
based on race/ethnicity?  Is feedback 

being gathered?  Engaging promotoras 
or other community advisors can help 
an organization identify opportunities.  



Cultural adaptation happens through 
formal and individual leadership

This Photo by Unknown Author is licensed under CC BY-ND

https://satisfyingretirement.blogspot.com/2017/09/working-after-retirement-not-all-that.html
https://creativecommons.org/licenses/by-nd/3.0/


Developing Culturally 
Humble Staff

This Photo by Unknown Author is licensed under CC BY-NC-ND

https://thehalfsheet.org/post/188131908573/improving-federal-and-state-credits-would-boost
https://creativecommons.org/licenses/by-nc-nd/3.0/


Developing a Culturally 
Humble Organization 
through Supervision and 
Leadership

Professional supervision is defined as the 
relationship between supervisor and 
supervisee in which the responsibility and 
accountability for the development of 
competence, demeanor, and ethical practice 
take place. 

The supervisor is responsible for providing 
direction to the supervisee, who applies 
theory, standardized knowledge, skills, 
competency, and applicable ethical content in 
the practice setting. The supervisor and the 
supervisee both share responsibility for 
carrying out their role in this collaborative 
process.
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What does this look like in supervision? 

The powerful metaconcept of cultural humility is a 
valuable tool to incorporate a commitment to critical self 
reflection, self-evaluation, and self-critiquing, essential to 
multicultural awareness. 

Adopting a stance of cultural humility offers an approach 
to address and redress power dynamics and imbalances 
in client-worker-supervisor dynamics, instilling humility in 
relationships with both clients and supervisees that are 
respectful of individual and community-contextual mores 
and practices. 

(Tervalon & Murray-Garcia, 1998.)
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Supervision 
Theory

Practice theory as a model –
Alfred Kadushin

• Administrative

• Educational 

• Supportive



Administrative

Administrative supervision is synonymous with 
management. It is the implementation of 
administrative methods that enable social 
workers to provide effective services to clients.

Administrative supervision is oriented toward

agency policy or organizational demands and

focuses on a supervisee’s level of functioning on

the job and work assignment. 

26



Adaptation for 
the 
Hispanic/Latinx 
Population

• In supervision, are culturally humble 
practices discussed?

• Is the client provided with staff that can 
meet their linguistic and cultural needs?  
If not, are adaptations made? 

• Are staff assigned to clients based on 
best fit? Are staff weaknesses 
addressed?

• Is agency policy regarding culture 
discussed? 



Educational

Educational supervision focuses on professional 
concerns and relates to specific cases. 

It helps supervisees better understand social work 
philosophy, become more self-aware, and refine 
their knowledge and skills, and focuses on staff 
development and the training needs of a social 
worker to a particular caseload. 
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Adaptation for 
the 
Hispanic/Latinx 
Community

• Is cultural adaptation discussed?

• Does the supervisor assess the cultural 
knowledge of the supervisee?

• Are protective factors of this population 
discussed?

• Are risk factors discussed?

• Are you adapting outreach to mitigate 
those factors?



Supportive

Supportive supervision decreases job stress that 
interferes with work performance and provides 
the supervisee with nurturing conditions that 
compliment their success and encourage self-
efficacy.

Supportive supervision is underscored by a 
climate of safety and trust, where supervisees 
can develop their sense of professional identity. 
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Adaptation for 
the 
Hispanic/Latinx 
Community

• Are the employee’s values assessed?  
Are there cultural values that provide 
the employee with meaning? (Respeto, 
fatalismo, personalismo, simpatia)

• Are there cultural triggers impacting 
staff? (Apathy, overidentification, guilt, 
etc.) (Comas-Dias & Jacobsen, 1991)

• Who is your employee connecting 
with?  Who are your consumers 
connecting with?



The combination of educational, 
administrative, and supportive supervision is 
necessary for the development of competent, 

ethical, and professional staff.
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MECA

Using a multidimensional, ecosystemic, comparative 
approach (MECA) integrates culture into all 
elements of supervision.  

The worker is encouraged by the supervisor to 
always view families in a comparative, sociocultural 
context. 

Only one do and don’t:  Do ask, and Don’t assume. 
(Falicov, 2014). 
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The overarching goal is to raise awareness of 
the impact of cultural issues on the supervision 
relationship and on the Hispanic/Latinx client.  

To do this, a proactive, intentional stance is 
needed. 
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Adaptation to Supervision

• Modeling reflectivity and cultural humility, 
including disclosing multicultural identities and 
challenges to multicultural competence;

• Valuing and respecting the supervisee’s 
multicultural identities and perspectives;

• Considering with the supervisee the impacts of 
diversity and multicultural identities within the 
supervisory relationship;
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Adaptation to Supervision

• Presenting, discussing, and providing didactic 
material about the ways in which gender, class and 
ability (as well as other factors) contribute to 
relationships of privilege and oppression within the 
Latinx population; (Hernandez, 2008);

• Directing and supporting reflective activities, such 
as mindfulness, both in session and outside of 
sessions;

• Using self-assessment and inquiry tools to 
enhance reflection;
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Adaptation to Supervision

• Addressing barriers to multicultural competence by empathy 
based attention to sources of discomfort related to difference; 

• Engaging in collaborative reflection and assessment of the 
effectiveness of supervisory activities aiming to support the 
development of multicultural competence and eliciting 
recommendations for improvement.  

• Encouraging training on working with the Hispanic/Latinx 
population to increase competence and awareness.

(Falender, Shafranske, Falicov, 2014.)
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Cultural Adaptions for 
the Organization



Cultural Adaptation

Cultural adaptation requires cross-cultural 
differences to be addressed and handled within 
organizations. 

Cultural adaptation changes the entire 
organization to be cultural humble for staff and 
consumers of services.



Leadership

• Do your leaders know about the cultural 
differences between staff? Between 
consumers?  Between staff and 
consumers?

• Do your leaders know how cultural 
differences impact the receipt of services?

Decision makers at the organization set the 
tone for cultural change within the 
organization. 

This Photo by Unknown Author is licensed under CC BY

https://esheninger.blogspot.com/2017/11/3-simple-yet-powerful-leadership-lessons.html
https://creativecommons.org/licenses/by/3.0/


Basic Cultural Adaptations

1. Provide interpreter services

2. Recruit and retain minority staff

3. Provide training to increase cultural awareness, knowledge, 
and skills

4. Coordinate with traditional healers

5. Use community health workers

6. Incorporate culture-specific attitudes and values into health 
promotion tools

7. Include family and community members in health care decision 
making

8. Locate clinics in geographic areas that are easily accessible for 
certain populations

9. Expand hours of operation 

10. Provide linguistic competency that extends beyond the clinical 
encounter to the appointment desk, advice lines, medical billing, 
and other written materials



Do a Cultural Inventory

• What does your organization do to intentionally 
encourage all stakeholders to engage?

• Who is talking about culture in your 
organization?  Who is listening? Do you have 
cultural translators from your community that 
can advise? 

• Can you see goals for cultural humility set in 
the organization’s guiding documents? 



Identify your Motivation

• Does your organization have values that 
support cultural humility?

• What are your guiding principles regarding 
diversity and inclusion? 

• Are the organization’s motivations congruent 
with the employee and consumer culture? 



Resources

National CLAS Standards – Think Cultural Health: 

https://thinkculturalhealth.hhs.gov/clas/standards

Evaluation Tool – SAHMSA TA tool:

http://.cbcs.usf.edu/projects-
research/_docs/CLASStandardsCLCAssessmentTool_FINAL.
pdf

Principal Standard

Provide effective, equitable, understandable, and respectful 
quality care and services that are responsive to diverse 
cultural health beliefs and practices, preferred languages, 
health literacy, and other communication needs.

https://thinkculturalhealth.hhs.gov/clas/standards
http://.cbcs.usf.edu/projects-research/_docs/CLASStandardsCLCAssessmentTool_FINAL.pdf


Application



A report was received by the state Child Protective Services department 

regarding Gabriela and John.  Gabriela is a 24-year-old Spanish speaking 

Mexican woman who immigrated to the United States 6 months ago after she 

married John.  John is a 43-year-old bilingual Mexican man who has lived in the 

United States for over 25 years, and who is a United States citizen.   A report 

was made by police reporting that John had slapped Gabriela in front of her 4-

year-old son, Samuel.   Samuel is Gabriela’s son from a previous relationship; 

she is also four months pregnant.  

John and Gabriela met when John went to visit family in Mexico, where he was 

introduced to Gabriela.  He reports that he went to Mexico specifically to find a 

wife. John was previously married and has two teenage children. John owns a 

construction business, and his house.  John has a history of depression and 

alcohol use, but the specifics of his current use are unknown.  

Gabriela reports that she is currently in the United States on a VISA, and she 

cannot work.  Gabriela’s family lives in Mexico, however, she has developed a 

strong relationship with her neighbors, and helps them out by cooking for them 

on a regular basis, which they pay her for.  She has also developed 

relationships at the church and is on friendly terms with John’s ex-wife.  



Your thoughts?

1. If this family walked into your organization, who 
would feel the most comfortable? 

2. What elements would help them feel comfortable?  
What elements would cause them to feel 
uncomfortable?

3. How might the worker’s supervisor support the 
worker in delivering culturally competent services to 
this family? 

4. How might the supervisor help the worker adapt 
treatment? 



Thank you!

Michelle Evans, DSW, LCSW

DrMichelleEvans115@gmail.com

mailto:DrMichelleEvans115@gmail.com


Website: http://www.mhttcnetwork.org/hispaniclatino/
Email: hispaniclatino@mhttcnetwork.org

Ibis Carrión, Psy.D.

Director

ibis.carrion@uccaribe.edu

Angel Casillas, MHS

Project Manager

angel.casillas@uccaribe.edu

Your opinion is very important to us. 

Please complete today’s evaluation form: 

https://www.surveymonkey.com/r/83VC7G9

Scan me!

mailto:ibis.carrion@uccaribe.edu
mailto:angel.casillas@uccaribe.edu
https://www.surveymonkey.com/r/83VC7G9

