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Symposium Details

Symposium Title:

Doing Better for the Next Gen: Incorporating Diversity Equity and Inclusion in Forensic
Training

Abstract for the symposium session:

The American Psychological Association (APA) has issued a call for “all psychologists to
eliminate processes and procedures that perpetuate racial injustice in research, practice,
education, and training” (APA, 2021, p. 3). Ensuring just and equitable treatment also
requires considering the range of identities our trainees, students, and clients hold,
including gender identity, national origin, sexual orientation, disability, language, and
socioeconomic status. The goal of eliminating practices that perpetuate injustice is
perhaps uniquely pressing in forensic psychology, given the vulnerability of individuals



involved in the legal system, the fact that legally-involved individuals are likely to hold
marginalized identities (e.g., Beck, 2021; Spinney et al., 2018), and the preponderance of
individuals with privileged identities among forensic psychologists and trainees (APA
Center for Workforce Studies, 2015; Christidis et al., 2019). We must create a safe,
inclusive environment for diverse trainees and prepare trainees to provide
culturally-informed and humble services. This panel will address the full educational
spectrum, from undergraduate education to post-doctoral fellowship. The panelists will
address challenges and strategies for implementing DEI principles in the classroom and
the supervision room. Panelists will provide a brief presentation regarding their practices,
followed by an extended period of conversation with the Chair, Discussant, and audience.

Please include 3-4 learning objectives for the session:

1. Attendees will learn at least one strategy for creating a safe, inclusive space and a
sense of belonging for students and trainees with minoritized identities.
2. Attendees will learn at least one strategy for helping students/trainees reflect on their
own sociocultural identities and their impact on their interactions with others in
professional settings (classrooms, therapy rooms, evaluations, research).
3. Attendees will learn at least one strategy for helping students/trainees become more
reflective about or aware of the impact of intersectional identities on the lived experience
of those with whom they work.
4. Attendees will learn at least one strategy for helping students/trainees incorporate
cultural factors in their work.

Symposium Chair First Name: Danielle

Symposium Chair Last Name: Rynczak

Symposium Chair Affiliation (select
"other" if your affiliation is not listed): Other

Other Affiliation: University of Massachusetts Medical School

Symposium Chair Degree: JD and PsyD

Independent Discussant

The Independent Discussant is the
same as the Symposium Chair: No

Discussant First Name: Amanda

Discussant Middle Initial: M.

Discussant Last Name: Fanniff

Discussant Email: afanniff@paloaltou.edu



Discussant Affiliation (select "other" if
your affiliation is not listed): Palo Alto University

Discussant Degree: PhD

How many Papers will be in this Symposium?

Select the number of Papers in the
Symposium: 4

Manual Entry - Paper 1 First Author

First Author First Name: Christina

First Author Middle Initial: L.

First Author Last Name: Riggs Romaine

First Author Email: riggsromaine_christina@wheatoncollege.edu

First Author Affiliation (select "other" if
your affiliation is not listed): Other

Other Affiliation: Wheaton College

First Author Degree: PhD

Manual Entry - Symposium Paper 1

Paper Title: From the Beginning: EDI in Undergraduate
Training

Abstract:

This presentation will consider ways to promote equity, diversity, and inclusion (EDI) in
undergraduate education. Strategies to reduce systemic barriers and promote the
success of diverse students will be discussed, as well as ideas that can be applied to
individual courses and projects. Ways to diversify the perspectives students see
represented in the field and promote cultural humility in this early stage of training will be
considered as a way to allow a more representative body of students to see pathways to
success and involvement in the field.

Summary:

If education not only teaches curricular information but also shapes students’ worldviews
through a process of socialization (APA Task Force on Race and Ethnicity Guidelines in
Psychology, 2019), then undergraduate education is the introduction to the worldview of
psychology and the specific lens of forensic psychology. When students in the midst of



this introduction to the field were studied, undergraduate psychology majors of color
perceived that the field of psychology represented their racial/ethnic groups in
stereotypical ways and reported that the field needed to give greater attention to diversity
(Lott & Rogers, 2011). As a field, and as a specific discipline within psychology, we need
to consider how we can do better. In undergraduate contexts, faculty with specialties in
psychology and law often teach a range of general and specialized courses, and may be
uniquely situated to make meaningful change. How can we create an equitable, diverse
and inclusive (EDI) educational environment that will introduce a diverse body of future
scholars and practitioners to the field?
Using the Education and Training section of the 2019 APA Guidelines on Race and
Ethnicity in Psychology as a starting point, this presentation will consider ways to promote
equity, diversity, and inclusion in the first stage of psychological training, undergraduate
education. First, system-level (i.e. departmental or major/area of study level) issues will
be considered, including important ways that privilege, and the lack thereof, may be
inadvertently perpetuated by departmental/institutional practices and thus perpetually
disadvantage students of BIPOC and other marginalized identities. This will include
considering:
• System (department or area) practices for how teaching assistants, research assistants,
and honor’s theses students are identified and practices such as public calls and
application processes that may extend these stepping-stone opportunities to a more
diverse body of students through equitable processes.
• Unstated expectations of college coursework and faculty interaction (e.g., what office
hours are for, when it is appropriate to ask for an extension) that can be made explicit for
all students to promote more equitable footing for first-generation and other students not
familiar with college-practices.
• Adoption of department-wide antiracist education plans as one method to promote
systemic consideration of EDI across courses and areas. This can include plans to
decolonize readings, diversify voices and perspectives highlighted across the curriculum,
and pay focused attention to retention of diverse students.
Second, ways that undergraduate faculty can promote equitable access to and
experience within undergraduate psychology courses will be considered. This will include
strategies relevant to general psychology courses (e.g. Abnormal Psychology or
Research Methods) as well as, whenever possible, specific Forensic or Psychology &
Law applications. This will include:
• Developing students’ ability to consider individuals within the context of their community
and culture. At early stages of learning and training, this may be an academic exercise
(e.g. learning about available community resources to support the individual in their case
study vignette), but such activities can acculturate students to a worldview of considering
individuals in a context and community, both of which may be uniquely influenced by race
and ethnocultural identity. An increased focus on community will also help advanced
forensic-focused trainees to better address challenges at re-entry, transitions, and to
engage in risk management.
• Incorporating diverse perspective in course readings. Published, empirical research will
provide one perspective, but cannot expose students to a full variety of perspectives.
Qualitative research and personal narratives (e.g., Moore, 2019) can develop students’
awareness and understanding of diverse experiences. In the legal system specifically,
these may be more compelling and illustrative to students. The lived experiences of
individual persons of color (e.g., the details of one black man’s case and experience on
death row detailed in Just Mercy by Bryan Stevenson) can bring depth and another
perspective to students’ consideration of polices and practice (e.g., capital punishment).
Personal narratives allow integration of perspectives and experiences not yet quantified



by empirical research, but important for understanding lived experiences, developing
future research questions and creating policies that will affect those lives.
• Modeling and training students to recognize positionality. The guidelines note our history
of a “neutral and detached stance” and application of ethical standards without context
(APA, 2019). Across clinical psychology and forensic psychology specifically, careful
consideration of roles and boundaries are certainly important. However, the traditional
“neutral” stance denies the reality of our own positionality, the contexts in which we are
now operating and those that have influenced the individual in question (be that an
evaluee or a supervisee). Without critical, self-awareness, many instructors and
supervisors may default to the perspective of whiteness (due to either their own
whiteness or indoctrination to a field that’s default lens has been that of the white
experience). Rather than apply a “neutral” stance, we propose that careful application of
self-awareness, critical thinking, and reflexive practice are key.
This presentation will provide both specific and general strategies to promote EDI at the
undergraduate level, and consider how those strategies may allow a more diverse body of
students who occupy and represent more diverse and intersectional identities to engage
in the field and find an intellectual home where they are invited in and can make
meaningful contribution.

Please confirm, if this symposium is not accepted::

If this symposium is not accepted, I would like Paper 1 considered for an individual Paper

Please include 1-2 learning objectives for this paper:

1. Attendees will be able to identify at least two systems-level factors that disadvantage
students with marginalized identities commonly present in undergraduate educational
institutions.
2. Attendees will be able to identify at least one strategy they can implement to promote
equity and inclusion in undergraduate psychology courses.

Is there more than one author?: No

Manual Entry - Paper 2 First Author

First Author First Name: Jorge

First Author Middle Initial: G.

First Author Last Name: Varela

First Author Email: jgv002@SHSU.EDU

First Author Affiliation (select "other" if
your affiliation is not listed): Sam Houston State University

First Author Degree: PhD

Manual Entry - Symposium Paper 2



Paper Title:

Developing Cultural Competence&Ensuring Diversity&Inclusion in Clinical Forensic
Psychology Trainees

Abstract:

The demographic landscape of the U.S. is changing rapidly and will continue to do so in
the decades to come. The field of psychology, including forensic psychology, has not kept
pace with these changes. Consequently, it is common for forensic practitioners to deliver
services across cultural, gender, and language divides. As part of this symposium, we will
describe our efforts to create a diverse training pipeline and train the next generation of
psychologists to deliver culturally competent services.

Summary:

The past few decades have witnessed remarkable change in the demographic
composition of the United States. Currently, 60.1% of the current population identifies as
non-Hispanic White (U.S. Census Bureau, 2019); however, by 2045 that number is
expected to decrease to below 50% (Frey, 2018). The psychology work force has not kept
pace with these changes. According to the APA Center for Workforce Studies (CWS;
2018), 84% of psychologists identify as White. The number of people who have limited
proficiency in English has grown; 22% of people in the U.S. speak a language other than
English at home, most often Spanish (U.S. Census Bureau, 2019). In contrast, a recent
survey of forensic practitioners found only 14% of respondents endorsed providing
services in Spanish (Canales et al., 2017). It is well known African American and Latinx
persons are incarcerated at much higher rates than their White counterparts (Bureau of
Justice Statistics, 2020). The prison population in the U.S. is overwhelmingly male (i.e.,
93%; BJS, 2020), while 70% of the psychology workforce identifies as female (CWS,
2018). Thus, it is common for psychologists working in forensic settings to deliver
services across an ethnic, racial, gender, and language divide. The field of forensic
psychology must adapt to these changes by developing a workforce that is inclusive of all
groups and ensuring the next generation of practitioners possesses the cultural
competence to deliver effective services.

Creating a Diverse and Inclusive Profession

Psychologists in training settings—universities, predoctoral internships, and postdoctoral
fellowships—effectively serve in gatekeeping roles. Creating a diverse and inclusive
workforce begins with the decisions related to who enters the training pipeline. For many
years, graduate programs have relied on grade-point averages, CVs, standardized
testing, personal statements, and letters of recommendation in making admissions
decisions. More recently, doctoral programs have begun to recognize creating a more
diverse training pipeline will involve reconsideration of our selection processes. One
change has been a growing willingness to place less weight on GRE scores or omit these
scores altogether. This has been accompanied by a recognition that other qualities, such
as intellectual curiosity, perseverance, and strong work ethic (among others) are
important to success in graduate study and should be considered alongside other
markers. There have also been discussions in training circles that some of our traditional
markers, such as time spent in the lab as an undergraduate, may disadvantage lower
SES and first-generation college students. Students who hold part-time (or more) jobs
may not have the same opportunity for research involvement and first-generation



students may not be aware of how to prepare for graduate study. Moreover, these same
students may be less likely to attend the top tier universities with highly research active
faculty.

In our doctoral program in clinical psychology, which emphasizes forensic training, we
have adopted a holistic review process for doctoral admissions. This takes into account
most of the traditional markers mentioned above but also allows each faculty member to
consider additional qualities. Like many doctoral programs, we have omitted the GRE
from our admission requirements during the COVID-19 pandemic. This necessity has
created a natural “experiment” to examine the impact of admissions without standardized
testing. A few years ago, our program adopted a more rigid mentor model for admissions
and research training. While this provided greater predictability for students and faculty,
decisions without consideration of the entire applicant pool unintentionally led to more
homogenous admissions cohorts. When we recently applied greater intentionality in our
decision-making, the result was more diverse admissions cohort.

Ensuring a Culturally Competent Workforce

Psychologists must be trained to deliver culturally sensitive services to be effective in our
increasingly diverse society. The importance of this is reflected in the requirement that all
accredited health service psychology (i.e., clinical, counseling, school) doctoral programs
ensure competence related to individual and diversity. In the case of our program, the
multicultural orientation framework (MCO; Davis et al., 2018), which incorporates the
constructs of cultural humility, cultural opportunities, and cultural comfort, provides a
useful guide for organizing training activities.

Cultural Humility. Through didactic and experiential training, we encourage students
recognize their own culture, biases, values, and influences. We help students develop the
humility to accept the lived experiences of another cannot be fully understood, especially
when crossing multiple intersecting identities. Consequently, we work to instill an
other-oriented approach to working with all forms of diversity and commitment to a
life-long pursuit of cultural competence.

Cultural Opportunities. We seek to maximize the effectiveness of our training by providing
students the opportunity to engage in cultural exploration. We have partnered with
training sites with diverse clients, continuously encourage trainees to take on these
challenges, and guide trainees as they engage in cultural exploration with evaluees and
treatment clients. Many of our practicum sites involve assessment and treatment of
justice-involved adults and adolescents, many of whom are members of minority groups.
Of particular value has been the opportunity to train students in the delivery of services in
Spanish. The presence of Spanish-speaking supervisors on campus and at external
practicum sites has facilitated these efforts. These students have found providing
services—assessment or therapy—for people who might not otherwise receive services
very rewarding. Further, their supervisors have found a sense of reward in training new
psychologists capable of addressing the need for culturally sensitive services.

Cultural Comfort. Our didactic and experiential training centers on teaching our students
how to approach their work rather than providing a circumscribed list of facts regarding
diverse groups. We provide students specific coursework related to multicultural
psychology but also infuse multiculturalism across classes related to research and
practice. As trainees embrace cultural humility and engage cultural opportunities, they will
experience greater ease and less reactivity when addressing the diverse identities of the



recipient of their services. Even the moments of discomfort can be opportunities for
greater self-understanding and concomitant professional growth, especially with
supportive supervision and consultation.
Note - title should be: "Developing Cultural Competence and Ensuring Diversity and
Inclusion Among Clinical Forensic Psychology Trainees"

Please include 1-2 learning objectives for this paper:

1. Attendees will learn the importance of admissions procedures in creating a diverse
training pipeline; and
2. Attendees will learn the application of the multicultural orientation framework in
promoting cultural competence among doctoral students.

Is there more than one author?: No

Manual Entry - Paper 3 First Author

First Author First Name: Jessica

First Author Last Name: Britt-Thomas

First Author Email: brittjy@gmail.com

First Author Affiliation (select "other" if
your affiliation is not listed): Other

Other Affiliation:

Medical College of Georgia/ Augusta University-Psychiatry and Health Behavior
Department

First Author Degree: PhD

Manual Entry - Symposium Paper 3

Paper Title:

Cultural humility in internship training: Beyond checking the box

Abstract:

Preparing psychology interns for practice in forensic psychology requires deep
consideration of cultural factors. This cannot be accomplished by embedding a "cultural
discussion" into a didactic to check a box for required trainings; internships must cultivate
an environment that encourages trainees and supervisors alike to examine and question
how our own identities factor into our daily decisions and interactions. Cultural humility
requires self-reflection of one’s cultural identities as it relates to others, including
privileged and oppressed identities. Having such discussions early and often during the
internship year can establish expectations and build a culture of reflection, openness, and
ongoing growth.



Summary:

Cultural humility at its core focuses on awareness and self-reflection of one’s cultural
identities as it relates to others. From a training perspective, I work with trainees by first
identifying and examining different intersections of their own identities. This can be done
with either an exercise (e.g., cultural wheel), a general discussion regarding
intersectionality, or a combination of both. I find it also helpful to do this exercise and/or
participate in discussions by sharing my own identities and how they relate to my
interactions with patients and vice versa. It’s important to incorporate this into training as
early into the year as possible because discussions should be ongoing and are subject to
change as we face different experiences and serve populations. I also think
self-disclosure is an important training tool as it lends a safe space for trainees to have
more candid conversation regarding discrimination and disadvantages, they may have
experienced. Self-disclosure also facilitates the awareness of oppressed identities that
may be less obvious to others. Training doesn’t just come from one person therefore
trainees are also encouraged to have ongoing discussions with others including their
colleagues, supervisors, and clients if deemed appropriate. In conclusion, the focus is not
checking a box and embedding a “cultural discussion” into a didactic to ensure your
program meets those respected competencies. Instead, it’s about cultivating an
environment that encourages us to constantly examine and question how our own
identities factor into our daily decisions and interactions with others.

Please confirm, if this symposium is not accepted::

If this symposium is not accepted, I would like Paper 3 considered for an individual Paper

Please include 1-2 learning objectives for this paper:

1. Attendees will be able to identify at least one exercise to assist psychology interns in
reflecting on their own identities.

Is there more than one author?: No
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Degree: PsyD
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Last Name: Rynczak

Affiliation: Other

Affiliation
(If Other): University of Massachusetts Medical School

Degree: JD and PsyD

Manual Entry- Paper 4 First Author
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Manual Entry - Symposium Paper 4

Paper Title:

Incorporating Race, Ethnicity, Culture, and Equity into Postdoctoral Forensic Psychology
Training

Abstract:

Despite ethical imperatives to strive toward fairness, equality, and respect for individual
and cultural differences (APA, 2017) and to refrain from discrimination, understand how
various identities relate to involvement with the legal system, and consider cultural factors



in testing (APA, 2013), there are few established standards that guide the consideration
of race, ethnicity, and culture (REC) in forensic mental health assessment. Supervisors
and faculty may experience difficulty building these competencies into the training
experience. Consideration of REC and equity can be incorporated into postdoctoral
forensic psychology training in several ways. We will review strategies in training and
supervising postdoctoral fellows.

Summary:

The Ethical Principles of Psychologists and Code of Conduct (APA, 2017) identifies
among its aspirational principles justice and respect for people’s rights and dignity,
tasking psychologists with striving toward fairness, equality, and respect for individual and
cultural differences. Similarly, the Specialty Guidelines for Forensic Psychology (APA,
2013) note that forensic psychologists should refrain from discrimination, understand how
various identities are related to people’s involvement with the legal system, and consider
cultural factors in testing. The Race and Ethnicity Guidelines in Psychology (APA, 2019)
provide guidance in how psychologists are to understand race and ethnicity, as well as
incorporating this understanding into education, training, practice, and research. There
are also general recommendations around considering the role of examinee culture in
communication, testing, and diagnosis (Aggarwal, 2012; Carter & Forsyth, 2009; Tseng,
Matthew, & Elwyn, 2004).

However, beyond this, there are few established standards that specifically guide the
consideration of race, ethnicity, and culture (REC) in forensic mental health assessment.
As a result, forensic psychologists often struggle in their efforts to incorporate REC into
their work and to develop their knowledge (Fanniff, York, Montena, & Bohnsack, 2021).
As such, it appears that while incorporation of REC and pursuit of equity are considered
important to ethical and competent psychological practice, supervisors and training faculty
may find themselves at a loss at how to specifically build them into the training
experience. With thoughtfulness and intention, consideration of REC and equity can be
incorporated into postdoctoral forensic psychology training in several ways. We will
review strategies that have been developed and adopted in training and supervising
postdoctoral fellows.

In our overall approach to training postdoctoral fellows, we have adopted a stance of
cultural humility; this is recognition that, in comparison to a cultural competence stance in
which individuals can attain sufficient knowledge, there are gaps in our knowledge about
particular cultures and others’ experiences (Abbott, Pelc, & Mercier, 2019). This stance
also emphasizes the importance of ongoing learning about a range of human experiences
outside our own. This stance encourages acceptance of the fact that, despite being
trained, experienced, and credentialed faculty who are responsible for training competent
professionals, we are not absolute experts. Finally, the limited guidance beyond ethical
aspirations and general practice recommendations means that we must learn and grow
alongside our trainees.

We present didactic seminars in race, ethnicity, and culture in forensic mental health
assessment. In doing so, we address the historical and structural foundations leading to
the current need for considered incorporation of REC in forensic work. We draw from,
assign, and discuss readings that do not focus exclusively on forensic psychology, but
also draw from broad areas of psychology. We also discuss American history, including
slavery, attitudes and perceptions of immigrants, categorization of people, intergroup
relations, and racism. We explore how these histories emerge in American society,



including in the forms of disparities, marginalization, and privilege. We also acknowledge
that individual and structural racism exists and is embedded in multiple aspects of
American society, including in the mental health and the criminal justice systems. We
describe how and where disparities occur in forensic mental health. This discussion
contextualizes psychologists’ work in forensic mental health. We next discuss how to
directly incorporate REC in forensic mental health assessment, utilizing case presentation
or vignette; one recent didactic consisted of a case presented by multiple clinicians who
were involved in different capacities (i.e., screening, evaluating, and supervising),
followed by discussion. To supplement the didactic, postdoctoral fellows are also
expected to attend other statewide and local seminars that discuss incorporation of REC
into forensic mental health assessment.

In supervision, we focus on how to put what is learned in the classroom into clinical
practice. We have adopted the practice of beginning the supervisory relationship by
asking supervisees about their backgrounds, including about their racial and ethnic
identities and any other aspects of their identities that are a part of their self-concept. This
practice prompts supervisees to think about their own positionality. This also models how
we might ask similar questions of forensic examinees and provide the space and
opportunity to disclose this if they choose. Throughout the rotation, we prompt them to
consider how REC and various social structures emerge and interact in forensic
casework, how to conceptualize this in a case, and how to communicate this through
report writing and possible testimony. We also discuss the boundaries of our knowledge,
and how to expand these through readings, collateral interviews, and consultation.
Additionally, we have created a recurring REC case conference, involving trainees and
regular staff, in which one clinician presents a case and the relevant diversity variables
are discussed. This conference provides further space to discuss cases, grapple with
puzzling or difficult considerations, consider how to explore matters of identity and
communicate them in reports, and continue the learning process.

In considering the incorporation of REC and equity in forensic work, we should recognize
that this is uncomfortable and difficult. For this reason, we also support trainees across
multiple aspects of growth. Such support includes discussion of the experience of
discomfort, and how to manage it. We also recognize that because we are all learning
together, mistakes are inevitable; this encourages in trainees a process of reflection and
commitment to continuing improvement. We also provide support and validation for
trainees who experience injustices tied to their own identities and who find themselves in
spaces that do not reflect them. We also teach trainees to think about acting as
psychologists more broadly; that is, contributing their professional skills in ways beyond
individual assessment cases and considering whether and how they could apply them in
addressing the structures that perpetuate harm. Our efforts have areas for growth and
continued improvement. These include developing more intentional and targeted efforts to
recruit diverse trainees, as well as examination of the results of our efforts to recruit and
train culturally humbled forensic psychologists.

Please confirm, if this symposium is not accepted::

If this symposium is not accepted, I would like Paper 4 considered for an individual Paper

Please include 1-2 learning objectives for this paper:

1. Attendees will be able to identify at least two ways to incorporate aspects of race,
ethncity, and culture in didactics for forensic psychology postdoctroal trainees and in



continuing education for forensic psychologists.
2. Attendees will be able to identify at least two ways to incorporate cultural sensitivity in
supervision with forensic postdoctora trainees and forensic psychologists.

Is there more than one author?: Yes
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