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THANK YOU TO…
The LeadingAge 

Minnesota Foundation 
(LAMF) who is proud to 

lead this work, on behalf 
of our LeadingAge 

Minnesota members.
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The Employer Voices 
Advisory Council and 

Immigrant Voices 
Advisory Council — 
comprised of LAMN 

members and partners.

This work was made 
possible through the 

generous support of the 
MN DHS Grants, Equity, 

Access, and Research 
Division.

Westlund Enterprises — a 
valued consultant and 
LAMN member who 
helped create and 

facilitate the training you 
see today.
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Understanding the Cultures of Minnesota’s 
Emerging Care Workforce

Focused topics include: 

• Learn from a panel of community members that represent Minnesota’s largest 
immigrant communities

• Discussions around communication best practices, work/life balance, ways to 
interact with different cultures and communities

• Panelists will share their experiences with employers that led to increased 
dedication or frustration
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Presenter Introductions
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Tecla Welch (Director of Health Services) – 
Catholic Elder Care

Iryna Petrus (Program Manager) – 
Ukrainian American Community CenterZehra Rizvi (CEO) – YouEd

Lily Moua-Yang (Change and 
Transformational Coach & 

Realtor) – Community Activist

Salah Mohamed (Director of the 
Board) – Somali American Social 
Service Association of MN and 
Director of Lulu Logistics and 

Consulting  

Khadija Ali (Executive 
Director) – Pamoja Women & 
Healings Home Health Care
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Communication

What are cultural norms for communication? 

In your opinion, what is the best way to provide a promotion to people 
from your community/ies when considering communication?
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Salah Mohamed – Communication

The elders are peacemakers, resolve conflicts, and will have the last word

A nomadic lifestyle has developed a certain way of life or culture

Individuals typically will be comfortable asking for more responsibility or promotion at an organization – 
very frank at times!

Somali children are taught to speak up for what they want and to ensure they are heard

Individuals can be very blunt – if there is trust between the two individuals. Jokes or good-natured jabs will occur 
when trust is high.

Nicknames are common and are not received in a negative way
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Salah Mohamed (Director of the 
Board) – Somali American Social 
Service Association of MN and 
Director of Lulu Logistics and 

Consulting  
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Tecla Welch – Communication
Elders are at the top of the hierarchy and families are expected to take care of elders

Very humble, no bragging about skills or accomplishments 

Not typical to approach the boss – you don't ask for anything, you just stay humble

People will not ask for a promotion – it's up to the employer to see the potential in a 
person to be a leader or put them in a leadership role

Interviewees might be very soft spoken, quiet, and humility may be perceived as timid. 
Humility is a cultural norm, where bragging about skills and accomplishments are not 
normal.

Humility is not a timid character trait, but rather a cultural value
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Tecla Welch (Director of Health Services) – 
Catholic Elder Care
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Zehra Rizvi – Communication

Elders are valued and there is an expectation that you will care for them

South Asian cultures tend to be less direct than other cultures – being direct is 
a sign of deep trust and connection between the individuals

Individuals will be incredibly respectful and humble in a work setting – think of 
it as the opposite of a LinkedIn profile!

People with talent will wait for their superiors to notice, to compliment, to 
promote

Creating and maintaining a safe and respected work environment will be 
noticed and higher retention will occur
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Zehra Rizvi (CEO) – YouEd
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LAMF’s Employer Guide
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Recruitment

What culture clashes have you experienced in your professional field?

Are they conundrums, or do you feel that there could be ways to resolve 
these clashes?

What can employers do to ensure that people from your community can 
show up as their true selves and feel comfortable?
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Lily Moua-Yang – Recruitment

Families take care of their elders as they age. They also honor three 
generations prior to their parents and take care of them in ceremonial ways.

Traditional career fairs are not well attended by the Hmong community – 
getting out INTO the community is better

Hmong centers and community gatherings are great locations to interact and 
spread the word about job openings – strong community ties are important

Employers: Bring your opportunities to the source to find the right talent
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Lily Moua-Yang (Change and 
Transformational Coach & 

Realtor) – Community Activist
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Khadija Ali – Recruitment
Celebrating employee’s cultural backgrounds are essential to ensure retention efforts are 
successful

Pay attention to religious beliefs and requirements – some individuals might not be able to work on 
certain days of the week, others might need time to pray several times a day

Friday is a holy day in Islam

Ask the right questions about culture – don’t be superficial with inquiries. Take time to learn from 
each other.

Cultures communicate regularly and frequently, and if there is a good place to work, people will 
know about it

Employers: Build partnerships with culturally specific Community-Based Organizations because 
word of mouth and trust occur this way and are proven effective recruitment strategies.
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Khadija Ali (Executive 
Director) – Pamoja Women & 
Healings Home Health Care



www.leadingagemn.org

Tecla Welch – Recruitment

Bring recruitment efforts to Kenyan churches and 
communities

Flyers, notices, and physically stopping into churches and 
community gatherings will go a long way to those in the 
community

Celebrating culture and being genuine about it is very 
important, including food, clothing, and practices
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Tecla Welch (Director of Health Services) – 
Catholic Elder Care
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Culture Clashes & Bereavement

What kind of bereavement policy would best fit your 
culture/community?

What should employers consider?
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Iryna Petrus – Culture Clashes
Many Ukrainians understand and speak Russian in addition to Ukrainian

Elders live at home with the family, who cares for them. Aging Services is an unfamiliar concept to 
Ukrainians.

Ensuring that elders are happy and feel loved when they pass away is a cultural value to Ukrainians

Make sure to ask the individual what do they need specifically – treat each scenario as unique and 
focus on the requests

Review policies to understand specifics and how they might affect the individual

Bereavement policies tend to be outdated and are not appropriate for today’s workforce – different 
cultures have different needs and requirements of time and energy

Ukrainian funerals happen quickly (typically within one week of the individual passing), which can 
make planning ahead for time off very challenging

16

Iryna Petrus (Program Manager) – 
Ukrainian American Community Center
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Salah Mohamed – Culture Clashes

When someone passes away, the burial is quick, usually when 24-48 hours 
so little notice is given to employers

The family of the deceased spends a lot of time hosting, caring for family 
who have traveled to attend the funeral, and taking care of related tasks

Offer condolences, ask how one can help, give grace to those suffering

Depending on their role, an employee might be needed in the community 
for extended amounts of time to offer guidance and support
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Salah Mohamed (Director of the 
Board) – Somali American Social 
Service Association of MN and 
Director of Lulu Logistics and 

Consulting  
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Khadija Ali – Culture Clashes

Show up to cultural events, including funerals

Inquire about cultural specifics, what to say, and how to act during 
events (weddings, birthday parties, funerals) – it shows a high level of 
dedication and respect

Advocating for the requirements of a culture should not be viewed as a 
“problematic employee” – their culture/religion/spiritual beliefs are 
important
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Khadija Ali (Executive 
Director) – Pamoja Women & 
Healings Home Health Care
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Inclusive Workspaces 

If you had the power to create an ideal, uplifting workplace, what would 
it look like?

How can leaders help create this?

What does a successful day look like to you?
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Zehra Rizvi – Inclusive Workspaces 

Pay is not the only reason to stay at a job but it does matter, 
even if the employee is too humble to say so

Hours adjustment during times of religious or spiritual 
importance can be a significant driver of retention

Don’t micromanage. Do offer work-related feedback that is 
useful for professional growth.
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Zehra Rizvi (CEO) – YouEd



www.leadingagemn.org

Khadija Ali – Inclusive Workspaces 

Communications and expectations should be very clear, very 
concise, and understood by everyone at all levels of the 
organization

Check to see if employees feel “stuck” – are there areas they are 
interested in growing or responsibilities they’re interested in 
taking on?

Include employees in decisions to have them be part of a solution, 
be part of a team, be part of the organization’s growth

22

Khadija Ali (Executive 
Director) – Pamoja Women & 
Healings Home Health Care
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Iryna Petrus – Inclusive 
Workspaces 

Joy at work is incredibly important and individuals don’t want to 
lose that with a promotion or professional growth

We grow together – when I grow you grow

Money is not always the focus when looking for professional 
growth, or a job in general

Honest, straightforward, clear, and compassionate 
communication feels respectful
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Iryna Petrus (Program Manager) – 
Ukrainian American Community Center
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Let’s Recap
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• A panel of community leaders from 
Minnesota’s largest immigrant 
communities shared their experiences

• Discussions centered around 
communication best practices, 
work/life balance, ways to interact with 
different cultures and communities
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Thank You!
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