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DeEtta Jones is Founder and Principal of DeEtta Jones and Associates 

(DJA), a consulting firm that provides services to enhance workplace culture 

and performance. DeEtta has 25+ years of experience as management 

consultant, equity, diversity and inclusion educator, and organization 

development and training professional. She helped to design and launch 

thirteen leadership programs, the Multicultural Community Retreat, 

facilitated countless strategic planning and organizational culture consulting 

engagements, offers leadership and management trainings all over the 

world, and recently launched the Equity Toolkit™ and Implementation 

Playbook™. 

Before launching DJA, DeEtta served as Director of the Office of Leadership 

and Management Services and Director of Diversity Initiatives at the 

Association of Research Libraries. Previous experience also includes 

Director of Human Rights, Advocacy and Education for the City of Fort 

Collins, CO, and Coordinator of Multicultural Training and Education at 

Colorado State University. She has has taught courses on leadership and 

EDI at Colorado State University and for the MLIS Program at The Catholic 

University of America. 

She DeEtta has an MBA from The Johns Hopkins University, an MS in 

Student Affairs and a BS in Psychology from Colorado State University and 

attended the MLIS Program at The Catholic University of America. 

DeEtta Jones, Principal



12:45 pm Welcome, 
introductions

Objectives 

1:30 pm Cultural competence       
core concepts

Implications for you            
as leaders, for your 
libraries

2:30 pm The journey 

Agenda



4

Participate 

Lean into your discomfort

Help the group learn

Give each other the benefit of the doubt 

Listen to understand

Take care of comfort needs

Help manage time

DeEtta as facilitator

Give and receive constructive feedback

Respect confidentiality 
4

Norms for Learning
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Contemporary Language and Approach to EDI
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The Equity Factor
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Effectiveness in 

creative tasks

Monocultural Teams

Multicultural

Teams

Multicultural

Teams

+

+

+

+
+

+ +

+

c. Milton J.Bennett, 2008

Leader acknowledges & supports 

cultural difference

Cultural difference an asset to 

performance

Leader ignores or suppresses 

cultural difference

Cultural difference an obstacle to 

performance

MoreLess

Impact of Diversity

On Team Performance

+ +
+

+
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The capability to shift cultural perspective and adapt behavior 

to cultural commonality and difference requires:

8

Cross-Cultural Competence

Deep cultural 

self-awareness
Deep understanding of 

the experiences of 

people from different 

cultural communities—

in perceptions, values, 

beliefs, behavior and 

practices

1. Diversity “mix” 

dimensions

2. Dominant/non-

dominant relations 

(e.g., power, privilege)

Ability to adapt—

or bridge—

across these 

various cultural 

differences
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Trend #2: “People are seeking talking points and associated 
behaviors that represent their organizations EDI values 
without getting into politics.” 

At your table:

Share 1-2 examples of times when you have or have 
witnessed local leaders needing to speak up about an issue 
that can be construed as political. 

• What happened? 

• What worked/did not work? Why?

• What is the lesson learned? 

How Do You Respond?



Cultural Competence Begins with Me
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1. Are the first steps in your cultural 

proficiency journey 

2. Is necessary for understanding the 

lenses through which you see and 

interact with others

3. Allows you to harness the power of 

YOUR story as a practitioner, 

leader and ally

Understanding and 

embracing

elements of your 

identity

11
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Modified from the Developmental Model of Intercultural Sensitivity (DMIS), M. Bennett, 1986 

The Intercultural Development Continuum



Foundations of Culture
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The sum total of shared values, 

beliefs, meanings, symbols, 

attitudes, languages, patterns of 

thought and expression, 

products, artifacts, aesthetic 

standards and styles of 

communication—all of which 

have been created by a group 

of people, which have been 

transmitted, learned and 

internalized. 
Clyde Kluckhohn, Mirror for Man, 1949

What is Culture?
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• What actions can I take to promote 

equity and inclusiveness in my 

workplace? With my team?

• What privilege do I have as a leader 

that allows me to enjoy access not 

necessarily available to others?

• Even if I am not from an 

underrepresented group, how can I 

promote the safety, visibility, and 

access to privileges that I take for 

granted? 

Key Questions for Leaders
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→ A conceptual model for deconstructing your own 

thinking.

→ Communicate more transparently with others.

→ Invite others to share.

→ Share the Ladder of Inference with your team or 

group.

→ Model the way.

→ Connect the dots. 

17

How You Can Use the Ladder of Inference to 

Enhance Workplace Communication
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Model the way. Create a Path.
Leaders AS ALLIES
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… Once upon a time there was a great flood and involved in this flood 

were two creatures, a monkey and a fish.  The monkey being agile and 

experienced, was lucky enough to scramble up a tree and escape the 

raging waters.  As he looked down from his safe perch, he saw the poor 

fish struggling against the swift current.  With the very best of intentions, 

he reached down and  lifted the fish from the water.  The result was  

inevitable…

Old Asian Fable
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1. Allies do your own work. 

2. Make your values known. 

3. Seek proximity. 

4. Spend time with people who have different life experiences or worldviews from you. 

5. Model the behavior. 

6. Create the space. 

7. Believe them. 

8. Speak up. 

9. Question your own thoughts and behaviors, without feeling guilty or ashamed. 

10. Create mechanisms for assessing your own progress. 

11. Give yourself, and others, the benefit of the doubt. We are all learning, all the time. 

12. Be patient. 

12 Things Allies Do

Consider “ally” a 

verb, not a noun or 

a badge to wear. 



21

• Explore your own stereotypes, perceptions and beliefs.

• Host a brown bag discussion with colleagues in your department to share what you 

are learning.

• Place a picture of the Ladder of Inference in your group meeting space, and 

encourage people to use it.

• Use inclusive language and model the same for others.

• Commit to specific actions, tied to the Libraries’ strategy, that you will pursue and 

share those with your team. Help them tie new behaviors or expectations to 

organizational values and strategy. 

• Give feedback to people for the positive contributions, intentionally acknowledging 

different styles, approaches, levels in the organization and individuals. 

• Engage in structured EDI professional development experiences and support your 

staff to do the same. 

Next Steps: Some Options
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www.DeEttaJones.com 

@DeEttaMJones

DeEtta Jones and Associates


