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Sue (1995) suggested that agencies strive to become what he called Multicultural 
Organizations.  He indicated that Multicultural Organizations value diversity as opposed 
to just tolerating diversity.  Additionally, Sue noted that Multicultural Organizations 
work to develop a multicultural vision for the agency.  The first step that Sue 
recommended for an agency committed to transforming itself into a Multicultural 
Organization is to conduct an internal audit of its current multicultural status.  OPA has 
taken these admonitions to heart.  The Executive Council charged the Diversity 
Committee with conducting a diversity assessment of the Ohio Psychological Association 
(OPA) to identify areas of strength and areas of concern that need to be improved.   
 
The Diversity Committee’s first step was to conduct a review of the literature and assess 
what resources were available to assist with the task.  Members of the committee spoke to 
a number of professionals in the field about possible methods for conducting a cultural 
diversity assessment of the organization.  One theme from these conversations was that it 
was not enough merely to survey members about possible shortcomings of the 
organization – it was necessary for the leadership of OPA to make a firm commitment to 
the importance of diversity and multicultural issues.   
 
The OPA Executive Committee and the Diversity Committee agreed that the first step 
prior to conducting an organizational assessment would be for the Council to participate 
in additional training on multicultural issues.  The Diversity Committee arranged for 
experts in the field of diversity issues to facilitate two separate experiential trainings for 
the members of the Executive Committee.  The trainings were well received and the 
Executive Committee and the Diversity Committee agreed that the organization was 
ready to conduct its diversity assessment.   
 
The Diversity Committee explored a number of options for conducting the diversity 
audit, including conducting an assessment of ourselves versus having an outside agency 
do the work for us.  In the end, it was agreed that it was best to do diversity assessment 
internally as a way to help us grow as an organization and save money. 
 
The items on the Diversity Assessment Questionnaire were inspired by the review of the 
literature on the topic.  Central articles included D’Andrea and Daniels (1995), D’Andrea 
et al. (2001), and Sue (1995).  One of the primary purposes of the questionnaire was to 
start a dialog with members about how they perceived OPA’s strengths and weaknesses 
with regard to diversity issues.  Judging by the number of responses to the diversity 
questionnaire on OPA’s list-serve, it appears safe to say that an initial discussion has 
been sparked within the membership.     
 
 
 



 
Methodology 

 
The method of sampling involved the distribution of a 10-item survey to all 1,472 
members of the Ohio Psychological Association as of April 5, 2004. The survey was 
distributed via e-mail, so that those with computer access could respond electronically.  
In addition, mass mailing was also employed.  During the month of May, an electronic 
reminder was forwarded to all OPA members and a final request of submission was sent 
out in early June to remind members of the June 30 deadline for submission of all 
responses.  A formal process of eliminating or controlling for “double responders” was 
not imposed for this process.  The respondents were presented with several options by 
which they could return a completed survey i.e., e-mail, U.S. postal service, or fax.  
Measures to ensure anonymity were less defined. The respondents were not encouraged 
to provide OPA with identifying information unless they specifically wanted to be 
notified by the organization. 
 
As of June 5, 2004, there were 1,493 active members; of that total, 217 responses were 
returned either electronically or by U.S. postal service, yielding a 14.7% return rate – 
slightly below the expected 20%. 
 
In terms of demographics, the majority of our respondents were private practitioners 
(63.8%), followed by 8% who worked in the public sector, and 7% who were employed 
in academic settings, while others (21%) identified forensics, university counseling 
centers, or prison as their primary place of employment.  A few members reported being 
retired and a small number of psychologists said they worked in multiple settings.  
 
The racial composition of the respondents was 72.5% Caucasian, while the remaining 
27.5% were African American, Hispanic, Pacific Islander, American Indian/Eskimo, 
Multi-racial, Appalachian, or Asian/Asian American.  For the purposes of this 
investigation, due to the limited number of respondents in each of the racial/ethnic 
categories, the groups were lumped together and two separate categories were identified: 
Caucasian and Non-Caucasian. 
 
 
 
 
 
 
 
 
 



 
Results 

 
Statistical analyses were performed on the questionnaire responses that were returned. 
Overall, respondents rated OPA highest on the following items:  “OPA celebrates and 
affirms the diversity of all persons…OPA is committed to working to achieve social 
justice for all persons…OPA’s commitment to diversity issues is reflected in its policies, 
procedures, and bylaws” with average scores of 5.91, 5.74 and 5.81 out of seven of the 
items, respectively.   We would like to also acknowledge that there is room for 
improvement on the following items.  Readers are encouraged to be aware that the mean 
scores for all of the following items remain above the scale’s overall midpoint; however, 
respondents rated OPA lowest on the following questions: “OPA’s leadership accurately 
reflects the diversity found within Ohio (i.e., the leadership of OPA is diverse)”…”OPA 
is committed to partnering with other organizations to further the principles of 
multiculturalism”… “OPA is an effective change-agent in promoting the interests of 
persons from all backgrounds.” 
 
Two statistically significant differences were found between whites and non-whites 
regarding OPA’s training and leadership opportunities.  Whites were more likely to agree 
that OPA offers useful training opportunities for therapists to increase their level of 
cultural competence (x = 5.62), compared to non-whites (x = 4.87) (t = 3.284, p < .05).  
In addition, whites were more likely to agree with the statement that OPA’s leadership 
reflects the diversity found within Ohio (x = 4.90), whereas non-whites were less likely to 
be in agreement with that statement (x = 4.38), t = 2.049 p < .05.  Although the following 
two items failed to show statistically significant differences between groups, the data 
reveals a trend in the following areas: whites are more likely to agree with the statement 
“for the most part,” that OPA celebrates and affirms the diversity of all persons (x = 
6.06), whereas non-whites are more likely to agree with the statement “somewhat” (x = 
5.60, t = 1.91, p = .060).  Secondly, whites may be more likely to view OPA as being 
committed to working to achieve social justice for all persons (x=5.90), whereas non-
whites are less likely to agree with the statement “somewhat” (x = 5.48).  t= 1.802 p = 
.073). 
 

Discussion 
 

The findings of this limited survey are encouraging. Our primary goal was to gather more 
objective data from our members regarding their perceptions of OPA’s commitment to 
the issues of diversity.  The results indicate that there are a significant number of 
members of color who feel that OPA has not been overly attentive to their needs in terms 
of providing training opportunities that will increase their level of comfort to provide of 
cultural context and provide trainings that will foster the development of effective 
intervention strategies for working with culturally diverse clients.  OPA’s heightened 
awareness of this concern led us to not only request that all presenters mindfully integrate 
issues of multiculturalism into their presentations, but to also identify those professionals 
in the community who could provide culturally specific trainings at this year’s 
convention.  This year, our convention offered a range of topics in the area of 



multiculturalism.  OPA is committed to making trainings applicable to all of its members 
– and in particular an affirmation of the needs of its members of color.   
 
The OPA Board has been aware for many years that non-white members have been less 
inclined to agree with the perception that OPA’s leadership accurately reflects the 
diversity found in Ohio.  Over the past few years, we have engaged members of the 
Columbus Chapter of the Association of Black Psychologists in dialogue about why there 
is a seemingly low level of involvement with OPA among non-white psychologists. We 
have more recently sent a letter to all of our members to engage them in an informal 
brunch, where they will have an opportunity to meet with Board members in their area.  
Our hope is to build relationships and to encourage involvement with OPA on all levels. 
 
The comments section of the questionnaire was also illuminating and consistent with 
regard to how members perceived OPA’s multicultural competence.  A number of themes 
emerged throughout this qualitative section.  One theme was the respondents’ perceptions 
that there is a lack of strong consensus within the association’s membership on the 
relative importance that should be placed on the advocacy of social justice issues versus 
focusing more narrowly on strictly professional issues.  A second concern that was 
voiced by a number of respondents was that individuals were unaware of the work that 
OPA does with regard to diversity issues.  OPA has made a commitment to provide our 
membership with more updated information regarding training that the Board is 
undergoing in the area of multiculturalism, by informing membership via the newsletter, 
the diversity web page, as well as the Ohio Psychologist magazine.  An additional theme 
was that there was a desire for more multicultural training opportunities to be offered by 
OPA. This issue has been addressed above.   
 
As part of our continuing efforts to further increase the level of comfort in terms of 
cultural context, we invite you to actively become part of our process by submitting a 
proposal for workshops, by participating in OPA’s conventions, and by providing us with 
your feedback around this issue of cultural context.  We have made numerous gains over 
the past three years and the Board excitedly welcomes ongoing growth and development 
in the area of cultural sensitivity. 
 
The Diversity Committee is grateful to all of the people who took the time to respond to 
the questionnaire.  In particular, we would like to thank the Executive Committee for its 
strong commitment and support of diversity initiatives.  In response to the findings of this 
survey, the Board has embraced the concept of having “difficult dialogues” with 
members of OPA who share very different views to increase understanding between 
groups.  We envision these encounters to be face-to-face exchanges of information to 
further enhance our understanding and level of comfort in terms of cultural context. 
 
 

 
 
 

 



 
Table 1 

Diversity Assessment Questionnaire 
 

The 2002 American Psychologist Association’s Ethical Principles of Psychologists and Code of Conduct 
states, “Psychologists respect the dignity and worth of all people… Psychologists are aware of and respect 
cultural, individual, and role differences, including those based on age, gender, gender identity, race, 
ethnicity, culture, national origin, religion, sexual orientation, disability, language, and socioeconomic 
status.”  The following questionnaire was developed by the OPA Diversity Committee as part of its effort 
to conduct a diversity assessment of OPA.   
 
Please indicate the extent to which you agree with the following statements about the Ohio Psychological 
Association (OPA) by using the following criteria: 
 
 1 – I completely disagree with the statement. 
 2 – I disagree with the statement for the most part. 
 3 – I disagree with the statement somewhat. 
 4 – I am neutral about the statement. 
 5 – I agree with the statement somewhat. 
 6 – I agree with the statement for the most part. 
 7 – I completely agree with the statement. 

 
 
1.  OPA celebrates and affirms the diversity of all persons. 
 

1 2 3 4 5 6 7 
 
2.  OPA works diligently to ensure that its membership is diverse and reflective of the broad array of 
cultures within the state of Ohio. 

 
1 2 3 4 5 6 7 

 
3.  OPA offers useful training opportunities for therapists to increase their multicultural competence in 
working with all clients. 
 

1 2 3 4 5 6 7 
 

4.  OPA communicates to its members about the importance of diversity issues on a regular basis (e.g., via 
mailings, website, monthly newsletter). 
 

1 2 3 4 5 6 7 
 

5.  OPA’s leadership accurately reflects the diversity found within Ohio (i.e., the leadership of OPA is 
diverse). 
 

1 2 3 4 5 6 7 
 
 
6.  OPA is committed to working to achieve social justice for all persons. 
 

1 2 3 4 5 6 7 
 

7.  OPA’s conferences accurately reflect the importance of diversity issues in the field of psychology and 
the state of Ohio. 
 



1 2 3 4 5 6 7 
 
8.  OPA’s commitment to diversity issues is reflected in its policies, procedures, and bylaws. 
 

1 2 3 4 5 6 7 
 

9.  OPA is committed to partnering with other organizations to further the principles of multiculturalism. 
 

1 2 3 4 5 6 7 
 

10.  OPA is an effective change-agent in promoting the interests of persons from all backgrounds.   
 

1 2 3 4 5 6 7 
 

 
 

 

 

 

 

 

 

 



Table 2 
T-Tests: 
 
The two tables below indicate that there are some differences between 
White and Non-white participants in their ratings. 
 
 Group Statistics 
 

  
ethnic  white vs 
non- white N Mean Std. Deviation 

Std. Error 
Mean 

White 143 6.06 1.182 .099 Q1 
Non-white 55 5.60 1.640 .221 
White 143 5.48 1.373 .115 Q2 
Non-white 55 5.07 1.730 .233 
White 143 5.62 1.174 .098 Q3 
Non-white 55 4.87 1.528 .206 
White 144 5.44 1.462 .122 Q4 
Non-white 54 5.41 1.434 .195 
White 142 4.90 1.572 .132 Q5 
Non-white 53 4.38 1.632 .224 
White 143 5.90 1.403 .117 Q6 
Non-white 54 5.48 1.526 .208 
White 142 5.51 1.265 .106 Q7 
Non-white 54 5.19 1.493 .203 
White 141 5.97 1.242 .105 Q8 
Non-white 52 5.52 1.379 .191 
White 139 5.22 1.532 .130 Q9 
Non-white 54 5.07 1.315 .179 
White 140 5.32 1.441 .122 
  

 
Q10 

Non-white 55 4.93 1.597 .215 
 
 

  

 
 
 
 
 
 
 
 
 

 
 
 
 
 
 



 
Table 3 

 
 

Independent Samples Test 
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Levene's Test for Equality of 

Variances 

    F Sig. t df 

            
Q1 Equal variances 

assumed 9.924 .002 2.204 196 

  Equal variances 
not assumed    1.911 76.582 

Q2 Equal variances 
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