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Resumo 

 

Os estudos de diversidade baseiam-se nas diferenças de valores, comportamento, visões de 

mundo, entre outros. Intervenções foram projetadas para preencher as lacunas que geralmente 

são desencadeadas por mal-entendidos, falta de conhecimento, consciência ou conflito de 

expectativas e valores. Pesquisadores que se concentram na diversidade cultural têm defendido 

o método do Incidente Crítico (IC) como uma ferramenta apropriada para intervenções porque 

contextualiza as situações de comunicação interpessoal, esclarecendo mal-entendidos que 

ocorreram devido a estas diferenças. Todavia, pouco se sabe até que ponto os ICs têm sido 

usados em treinamentos de diversidade com o objetivo de abordar questões relacionadas a 

grupos minoritários e como eles são usados como uma ferramenta nesses treinamentos. 

Portanto, é importante ter uma visão geral da literatura sobre o assunto. Pelo levantamento que 

realizamos, tal revisão não está disponível no momento. O objetivo desta revisão é fornecer 

uma visão geral da literatura sobre o uso de Incidentes Críticos no contexto de intervenções de 

diversidade. Seguimos a metodologia descrita no Manual do Instituto Joanna Briggs para 

Síntese de Evidências (JBI), que envolveu um critério de inclusão abrangente e uma estratégia 

de busca aplicada para buscar fontes no PsycINFO. Um total de 43 dos 869 registros foram 

considerados elegíveis. Resultados indicam que o uso de Incidentes Críticos em intervenções 

de diversidade é baseado na diversidade cultural. Estudos relataram sucesso das intervenções. 

Embora o IC tenha sido usado com outras ferramentas, pesquisas futuras devem indicar a 

eficácia independente desse método. Tamanhos de amostra maiores e grupos de controle devem 

ser usados. 

 

Palavras-chave: Intervenção de Diversidade; Técnica de incidente crítico; Incidente critico; 

Microagressão 

PsychINFO codes: 

2930 Culture & Ethnology 

3020 Group & Interpersonal Processes 
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Abstract 

 

Diversity studies are based on differences in values, behavior, worldviews, among others. 

Interventions are designed to fill gaps that are often triggered by misunderstandings, lack of 

knowledge, awareness, or conflicting expectations. Researchers who focus on cultural 

diversity have defended the Critical Incident (CI) method as an appropriate tool for 

interventions because it contextualizes situations of interpersonal communication, clarifying 

misunderstandings that have occurred due to these differences. However, little is known to 

what extent CIs have been used in diversity training to address issues related to minority 

groups and how they are used as a tool in these trainings. Therefore, it is important to have an 

overview of the literature on the subject. Based on the survey we carried out, such a review is 

not currently available. The purpose of this review is to provide an overview of the literature 

on the use of Critical Incidents in the context of diversity interventions. We followed the 

methodology as described in the Joanna Briggs Institute Manual for Evidence Synthesis (JBI), 

which involved a comprehensive inclusion criterion and a search strategy to search for 

sources in PsycINFO. A total of 43 of the 869 records were considered eligible. Results 

indicate that the use of Critical Incidents in diversity interventions is based on cultural 

diversity. Although studies have reported successful interventions outcomes, CI has been used 

with other tools, future research should indicate the independent effectiveness of this method. 

Larger sample sizes and control groups should be used. 

Keywords: Diversity Intervention; Critical Incident technique; Critical incident; 

Microaggression 

PsychINFO codes: 

2930 Culture & Ethnology 

3020 Group & Interpersonal Processes 
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CHAPTER 1 

Introduction 

 

Since the 1980s, a number of initiatives have been developed to deal more effectively with 

diversity issues in societies. For instance, in the United States, the uncertainties related to the 

continuation of Affirmative Action Laws – which had been previously introduced to curb the 

issue of inequality towards minority groups – and the consequential need to implement 

diversity management strategies in the organizational context, led to the introduction of 

diversity programs, which included antidiscrimination policies, training and recruitment 

practices (Kelly & Dobbin, 1998).  

At the same time, initiatives to improve intercultural relations were developed in 

Europe. The establishment of the ‘European Region Action Scheme for the Mobility of 

University Students’ in 1987 (Erasmus Commission, 2017), popularly known as the Erasmus 

program, shed a light on the need for intercultural training in the context of cultural 

exchanges. Such trainings are consistent with the premise of diversity management.  

Moreover, organizations nowadays have an increasing diverse workforce due to the 

effects of globalization comprising employees with different behaviors, expectations, and 

needs (Berzukova et al., 2016). Schools are also becoming more multicultural, which requires 

teachers to develop cultural competencies to accommodate diverse groups of children (Stier et 

al., 2012). Therefore, it is not surprising that the demand for diversity trainings across various 

settings is continuously growing with an emphasis on intergroup, interethnic, and interracial 

relations and dynamics.  

The general goal of diversity management is to provide knowledge, awareness, and 

skills and to address issues related to cultural diversity, culture clashes, unequal treatment, 

discrimination, and prejudice in organizations or other domains (Alhejji, et al. 2016). Hence, 

with diversity training we refer to educational interventions that aim to make trainees more 

aware of diversity issues (e.g., in the workplace, communities, schools etc.) as well as their 

own beliefs and biases about diversity. The goal is usually to increase competencies and skills 

that facilitate intergroup interaction. The importance of diversity intervention has been 

progressively recognized and the demand of these types of trainings has increasingly grown in 

the last decades.  



 

Trainers and researchers focusing on cultural diversity have found the use of Critical 

Incidents (CI) to be a helpful tool in addressing intercultural and intergroup conflicts 

(Triandis, 1977; Stier et al., 2012). There are various definitions of a ‘Critical Incident’ in the 

literature depending on the contextual framework in which this tool is used and one of the 

goals of this review is to obtain more clarity about its conceptualization. Therefore, for the 

purpose of the current review, we started out with a general concept of CIs by relying on the 

intercultural literature in which the terms “Critical Incidents”, “intercultural sensitizers” or 

“culture assimilators” refer to the same training tool and have been used interchangeably or in 

conjunction with each other ( Fiedler et al., 1971; Kim & Leong, 1991) In this context, we 

consider Critical Incidents as: 

Situations that are indicative of underlying trends, motives, and structures, they appear 

to be ‘typical’ rather than ‘critical’ at first sight but are rendered critical through 

analysis. Therefore, Critical Incidents are produced by the way we look at a situation 

and the interpretation of the significance of a given situation” (Tripp, 1993:24-5,27 as 

cited in Spencer-Oatey, 2013). 

This method represents a useful tool for diversity interventions because it provides a 

contextualization of the situation regarding misunderstandings between parties which have 

occurred due to differences in cultural outlook or as an indication of underlying factors such 

as biases and prejudice in various social contexts. The aim of the current review is to explore 

and map the literature on the usage of Critical Incidents in diversity trainings in general, and, 

more specifically to uncover how Critical Incidents have been used, in what contexts they 

have been applied and to what extent the interventions using Critical Incidents as training 

tools have been effective in facilitating intergroup relations.  
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CHAPTER 2 

Literature Review 

 

2.1. Diversity Interventions 

Diversity intervention is defined as a training that addresses issues such as unequal 

treatment, discrimination and prejudice by improving participants’ knowledge, awareness, 

and skills (Reio & Ghosh, 2009). Although diversity interventions find their origin in the 

organizational context, over the decades they have been expanded to be applied in different 

areas of society. Cultural differences or even just conflicting worldviews or insensitivity for 

minority issues can result in confusion and disconnection, thereby increasing the risk of 

misunderstandings in intergroup contact. In addition, many organizations are making more 

efforts to have a public image that reflect their inclusivity and as a result diversity training are 

common practice in larger organizations (Ghai, 2006).  

Diversity interventions with a focus on culture are generally aimed as preparations for 

intercultural contact targeted at people who are going to visit or are moving to other countries 

for various reasons such as employment engagement, attending an international university, 

volunteering for peace corporations amongst others (Erasmus Commission, 2017, Agency for 

Fundamental Rights [AFR], 2019). These trainings in cross-cultural competence have taken 

either the form of culture-specific trainings, i.e., trainings that are designed specifically for a 

particular culture or they can be designed as culture-general, which are trainings that increase 

the trainees´ level of cultural competence and coping strategies when engaging with a new 

culture (Fiedler et al., 1971; Kim & Leong, 1991; Triandis, 1977). It has also been argued that 

culture competence trainings increase self-awareness (King et al., 2013), which is an 

important condition for interventions to take effect as it is considered an important element in 

the learning process. When people know themselves well, they can engage more effectively in 

interpersonal interactions (Faloughi & Herman, 2020; King et al., 2013). 

Researchers have found that when people engage with different cultures, they are likely 

to experience culture shock, which is defined as feelings and experiences that can be 

uncomfortable when travelers find themselves in new and unfamiliar places (Ward et al., 

2001). Therefore, cultural competence provides the skills and knowledge to engage 

effectively with others in intergroup settings (Diller, 1999). Several scholars strongly suggest 

that cultural trainings have a positive effect on cultural competence and previous engagement 



 

in these types of diversity training was found to be a predictor of developing the required 

cultural competencies ( Guy-Walls, 2007; Hall & Theriot, 2016). The outcome of diversity 

training can also lead to a reduction of biases, and can therefore, lead to less discrimination as 

well as an increased disposition to provide equal opportunities for underrepresented groups 

which is especially relevant in the organizational or educational context. When the outcomes 

of diversity interventions are positive, participants also understand the importance of 

respecting differences, and the impact they have on others and society at large (Faloughi & 

Herman, 2020). Studies from the organizational context indicate that when a diversity 

program is successful, members of the majority groups also indicate satisfaction with their 

jobs (Bond & Haynes, 2014). However, the failure of diversity efforts can result in minority 

members suffering more discrimination and losing trust towards the organization (Mor Barak, 

2005; Brown, 2004; Cropanzano & Rupp, 2008). Hence, failed diversity trainings can even 

backfire.  

While Berzukova, et al., (2016) reported that some diversity trainings have large effect 

sizes resulting in improved diversity related outcomes, the literature as a whole is quite 

inconclusive when it comes to the effectiveness of diversity trainings (Litlrell & Salas, 2005; 

Selmer, 2005; Black & Mendenhall, 1990). This might be due to the great diversity of training 

tools, study designs and methods that are used. Therefore, there is a need to have a clear 

comprehension of what diversity training approaches worked and what did not work, in order 

to arrive at a clearer picture of the factors that contribute to their effectiveness. For this 

purpose, it is important to compare what is comparable, for example, by examining the 

effectiveness of studies that use similar training tools but differ regarding their design and 

study method. A promising training tool from the intercultural training literature is the Critical 

Incidents (CI), it has been widely used during culture diversity trainings (Herfst et al., 2008; 

Spencer-Oatey, 2013) and which may be particularly helpful to sensitize trainees in regard to 

biases and instances of discrimination (Morell et al., 2002).  

For the purpose of the current study and given the variety of contexts and industries 

within which diversity interventions can be found, we define a diversity training or 

intervention as any instructional program intended to sensitize participants about various 

aspects of diversity within their environment which can involve race, ethnicity, gender, age, 

religion, sexual orientation, disability or any other minority characteristics.  
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2.2. Critical Incident Technique 

The reference to Critical Incidents can be traced back to the introduction of the Critical 

Incident Technique (CIT) by John Flanagan. The seminal work by Flanagan (1954), provides 

details of how the technique was carried out and the way valid Critical Incidents were 

determined and subsequently used in trainings in the army. The CIT method was initially used 

to identify Critical Incidents in organizational context across various industries to determine 

the job requirements that are considered critical for jobs (Butterfield et al., 2005). The CIT 

has become a widely used qualitative research method and it is currently recognized as an 

effective exploratory and investigative tool (Chell,1998; Woolsey,1986). To put into 

perspective, the Critical Incident technique is a method of data collection aiming to retrieve 

incidents considered “critical” or significant from the participants’ experience. There are 

different ways of obtaining recalled or retrospective data in the form of Critical Incidents: (1) 

individual interviews; (2) group interviews; (3) questionnaires; and (4) record forms which 

record the details of these incidents (Flanagan, 1954). A Critical Incident is then an output or 

unit of analysis that is established through the CIT process and procedures defined by 

Flanagan (1954) as follows: 

Any observable human activity that is sufficiently complete to permit inferences and 

predictions to be made about the person performing the act. To be critical, an incident 

'must occur in a situation where the purpose or intent of the act seems fairly clear to 

the observer and where its consequences are sufficiently definite to leave little doubt 

concerning its effects (p. 327) 

In order to understand how we framed the concept of a Critical Incident to guide the 

process for the current literature review, it is important to consider the developments in the 

literature as well as the evolution of the Critical Incident Technique as the original basis for a 

Critical Incident. The CIT was originally intended to facilitate the observation and 

categorization of human behaviours so that the critical requirements of a particular activity 

could be formulated (Byrne, 2001; Flanagan, 1954). Therefore, the premise of CIT was to 

explore and determine what helps or hinders in a particular situation or experience (Borgen, & 

Amundson, 2009) 

 While Flanagan is often referenced by researchers who make use of the Critical 

Incident technique or just use the Critical Incident itself, there have been a lot of 

developments and deviations from his original work. Many researchers highlighted the 

emergence of new terminologies and frameworks that apply some of the principles of CIT. 

For example, this is the case for the Critical Incident report, Critical Incident study technique, 



 

or Critical Incident exercise, to name a few (Bradbury-Jones & Tranter, 2008; Butterfield et 

al., 2005). These inconsistencies and variations in the literature indicate that a definition of a 

Critical Incident potentially varies depending on the framework that is used. 

The current study does not focus on CIT or on the creation of the Critical Incidents, but 

rather on the usage of the Critical Incident itself as a diversity intervention tool. However, it is 

important to consider that the above-mentioned inconsistencies in the perspectives and 

definitions of Critical Incidents as a technique could be reflected in the development and 

usage of Critical Incidents as training tools as well.  

 

2.3. Critical Incident as a Training Tool 

Critical Incidents have been used in various training context such as healthcare, 

education, but often in culture-focused trainings. The definitions and descriptions of Critical 

Incidents vary across the literature; however, in the context of culture-focused trainings, the 

situations reported are generally using the original approach of retrospective self-reports as 

suggested by Flanagan (1954). Moreover, Critical Incidents teach people from different 

cultural groups to make isomorphic attributions regarding the behavior of people from another 

culture (Triandis, 1977). They are based on experiences or events that are usually something 

atypical or not commonplace (Fiedler et al., 1971; Kim & Leong, 1991; Triandis, 1977). The 

Critical Incident method (CI) provides an example of an intercultural training tool that can 

link skills and knowledge competencies in ways that are appropriate (Engelking, 2018). 

Intercultural researchers were amongst the first to recognize the usefulness of Critical 

Incidents. By the 1960s, they had started to collect the experiences of international volunteers 

about their experiences in foreign cultures (Wight, 1995). As such, Critical Incidents have 

been used frequently in intercultural trainings, where trainees are sensitized about another 

culture leading towards cultural competency (Herfst et al., 2008; Spencer-Oatey, 2013; Tran 

& Saab, 2019). In the context of intercultural training, the incident can sometimes begin as a 

simple description of a situation where cultural differences caused a misstep, conflict, or 

misunderstanding. The description most often takes the form of a narrative text (Wight, 1995) 

which is why it could also be considered to be a vignette.  

Another variation of using Critical Incidents in culture focused trainings is the culture 

assimilator or intercultural sensitizer. Culture Assimilator, which is a training format that 

allows for the analyses and interpretation of a collection of Critical Incidents. In this case 

participants are given multiple-choice options, some of which are culture-relevant while 

others are culture-irrelevant but may still seem plausible from the participant’s perspective. 
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As the participants compare their choice with the correct option, they learn about cultural 

nuances that may be very different from their own (Fiedler et al., 1971; Kim & Leong, 1991; 

Triandis, 1977). Critical Incidents can be very important because they provide a way of 

enabling participants to be more aware of the nature of their values and associated issues, to 

question their own practice, and to concretise their generally abstract notions of values such 

as social justice (Tripp, 1993). Raising awareness is especially relevant when it comes to 

implicit biases and subtle forms of discrimination.  

 

2.4. Diversity Interventions and Discriminations 

Different diversity trainings have been used to decrease prejudices and discrimination 

towards minority groups by addressing both blatant forms of discrimination (e.g., rude 

treatment of a colleague or fellow student) and subtle forms of discrimination (e.g., 

microaggressions, such as assumptions and comments about a person based on race, gender, 

sexuality etc.). The latter are especially relevant as they tap into implicit biases which have 

become more common over the past four decades due to anti-prejudice norms (Plant & 

Devine, 1998), but are also somewhat hidden. Microaggressions are defined as:  

Subtle, innocuous, preconscious, or unconscious degradations, and putdowns, often 

kinetic but capable of being verbal and/or kinetic. In and of itself a microaggression 

may seem harmless, but the cumulative burden of a lifetime of microaggression can 

theoretically contribute to diminished mortality, augmented morbidity, and flattened 

confidence (Pierce 1995, p. 281). 

These situations are cumulative in nature of and have effects on minorities mental 

health and wellbeing (Omi & Winant 1994; Sue et al. 2007a, 2007b). Microaggressions as a 

subtle form of discrimination are especially difficult to detect for majority members because 

they are usually not aware that they hold implicit biases that are expressed in subtle ways 

(Sue, Lin, et al., 2009; Sue et al., 2009.). Hence, it is even more important to find effective 

training tools that uncover the biases of majority members.  

The rise in human rights policies and a greater awareness about discrimination have 

made good progress in the reduction of blatant discrimination. In recent years, the growing 

amount of literature about microaggressions towards different minority groups has 

contributed to raise awareness about subtle discrimination in different contexts and has 

brought to the development of several diversity interventions aimed at addressing the issue. 

Moreover, Sue’s work on microaggressions was very important for raising awareness about 

the shift from blatant to subtle forms of discriminations from the targets´ perspective. 



 

Findings related to the effectiveness of these interventions are mixed (Williams, 2020). For 

example, Williams (2020), indicated the importance of contextualizing micro aggressive 

incidents and strengthening ethnic identity for black students, while improving interracial 

connections, therefore, they developed the Racial Harmony Workshop (RHW). The method 

encourages intergroup contact, vulnerability through mutual sharing of experiences between 

white and black participants, as well as discussions about racial microaggressions, including 

meditation sessions. Although positive results were found with the workshop; the outcomes 

indicate that the workshop benefited white students than black students in the main outcome 

measure. The authors assume that perhaps the intervention put black students in difficult 

interracial situations and indicate the need for diversity trainings that do not privileging one 

group over another. Although RHW workshop also uses personal experiences as sensitizers, it 

also emphasizes connection between minority and majority groups. Critical incidents 

approach on the other hand, is generally geared towards providing clarity, knowledge or 

understanding where situations of interest are presented with full contextual reference and 

analysed (Herfst et al., 2008) 

Some scholars suggest that Critical Incidents can be used to address issues related to 

subtle discrimination and microaggressions (Morell et al., 2002). For example, a study using 

video recordings of participants interacting with people from different cultures were analyzed 

for Critical Incidents. The analyzed incidents were then used as sensitizer, this process moved 

participants away from the unconscious stage of being incompetent or unaware of their 

unconscious bias to allowing for the opportunity to interrogate the implicit biasness they did 

not know they carried with them (Morell et al., 2002). In another study, a Critical Incident 

that was experienced by a student while living in a different cultural context was subsequently 

applied in the classroom as a teaching lesson with their peers. In this case the one person’s 

Critical Incident allowed for the generation of group knowledge (Engelking, 2018). These 

situations indicate the versatility of the Critical Incident method. The Critical Incident method 

is commonly used in intergroup contacts such as intercultural contact situations which can 

also include patients in the healthcare system. An intervention with Critical Incidents can be 

delivered through many ways such as readings, assignments, group activities, and with trained 

facilitators. The incidents can sensitize participants and allow for connection across 

differences (Griffin, 2003; Morell et al., 2002). 

To date, the extent to which Critical Incidents have been used in diversity trainings 

and more specifically, to address subtle discrimination, is unknown. For this reason, the 

purpose of this scoping review is to map and systematize the literature about diversity training 
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that adopted Critical Incidents as an intervention tool. More specifically, we will map 

information about the content and context of the diversity training using Critical Incidents, as 

well as the findings of the literature, specifically about the effectiveness of this method. 

Lastly, we aim to understand the research gaps of the literature in this context. 
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CHAPTER 3 

METHODS 

We followed the methodology outlined in the Joanna Briggs Institute Manual for Evidence 

Synthesis (Aromataris & Munn, 2020) and in the Joanna Briggs Institute Reviewers’ Manual 

(2020). The main objectives of the study were to identify if there was any evidence of Critical 

Incidents being used in diversity trainings, and how research was conducted in this context, as 

well as to determine the effectiveness of this method. We particularly aimed to determine 

whether they were used in diversity intervention, how they were used and defined and whether 

such interventions were effective or not. Therefore, the framework for conducting scoping 

reviews proposed by Arksey and O’Malley (2005) was followed. The scoping review 

methodology was considered relevant in this current study because this type of synthesis is 

useful for various purposes: (a) to identify the types of available evidence in a given field; (b) 

to clarify key concepts/ definitions in the literature, (c)To examine how research is conducted 

on a certain topic or field. Scoping reviews are intended to provide analytical interpretation of 

the literature. The outcome of the review may also provide background for systematic review 

or help to identify areas where existing research is limited or needs to be explored further (Munn 

et al., 2018). 

The procedures of this scoping review were informed by a a-priori study protocol, which 

was redacted at the beginning of the review process (Appendix A). The creation of the protocol 

followed the JBI recommendation of applying the PCC mnemonic, which stands for Population, 

Concept, and Context. The PCC framework was instrumental in guiding the creation of the 

main search concepts and parameters for inclusion criteria. The review involved following five 

stages: (1) identifying the research questions, (2) search strategy (3) selection of sources of 

evidence, (4) charting the data, and collating, (5) summarizing, and reporting the results. 

 

3.1. Identifying the research question 

The research questions were established through ongoing discussions among the authors. An 

agreement was reached to address the following two main questions: 1) How have Critical 

Incidents been used in the context of diversity training? 2) To what extent is the Critical 

Incidents tool effective in facilitating intergroup relations?  

The more specific sub questions were as follows (a) What are the objectives of the 

diversity training that use Critical Incidents (e.g., increasing intercultural competence; 

inequality awareness; unconscious biases)? (b) What are the key concepts and definitions of 



 

Critical Incidents as applied in diversity training (e.g., if Critical Incidents are defined as case 

studies, vignettes, intercultural sensitizers, etc.)? (c) Do the studies included in this review 

tackle issues related to discrimination? And how are different forms of discrimination (blatant 

vs. subtle) addressed in this context? (d) Does the study provide evidence that the objectives 

have been fulfilled? Is there any post-intervention evaluation and how is the effectiveness of 

the training evaluated? 

 

 

3.2. Search Strategy 

The search strategy was conducted through electronic database, focusing specifically 

on PsycINFO.  PsycINFO was selected because of its relevance for psychological studies and 

because it served our subgoal to better understand the psychological processes involved in 

diversity trainings using Critical Incidents. PsycINFO was also found to be common amongst 

previous reviews in social sciences. The primary search terms focused on the concepts of 

diversity, Training and Critical Incident. We also included related synonyms and common 

references of the concepts in the literature (see Table 1). The Boolean term “AND” was used 

between the three key concepts. The search based on the above-mentioned search strategy 

was conducted on the 21st of March 2021.  

 

Table 1  

Keywords entered in relevant database 

Database Search terms 

PsycINFO Divers* OR *Cultur* OR Competenc* OR Awareness  

AND Training OR intervention* OR program OR Education*  

AND "Critical Incident*" OR "Intercultural Sensitizer" OR "*Cultur* 

Assimilator*" OR Vignette* 
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3.3. Selection of sources of evidence 

An inclusion strategy was set up through discussions between the authors and piloted by the 

main author. There were several criteria for inclusion which were consistent with the 

objectives of the current review and they were listed in the protocol as follows: a) Population: 

[interventions/training with] participants of all ages, regardless of their gender, 

ethnicity, culture, and any other demographic information. b) Concept: in the context of this 

review, Critical Incidents are considered to be a narrative methodology, or a tool applied 

during diversity training. Sources were included when that explicitly mentioned the usage of 

the following training tools: Critical Incident, Vignettes, Cultural Assimilator, or Intercultural 

Sensitizer. The above-mentioned tools are generally referenced interchangeably or in 

conjunction with each other (Fiedler et al., 1971; Kim & Leong, 1991), because there are 

overlapping definitions between the tools, we consider them to be the same or similar 

concepts. Sources that did not explicitly mention these training tools or that only mention 

other narrative tools (e.g., Case studies, Wight, 1995) were not included; c) Context: sources 

that indicated that the tool (Critical Incident or similar) was applied in an educational and/or 

training context related to diversity issues. Sources had to explicitly refer to an instructional 

program intended as a training, intervention, or educational tool for individuals and/or groups 

to sensitize them about various aspects of diversity within their environment.  

To be included, sources also had to focus on factors such as, but not limited to cultural 

competency, intergroup contact, group identification, cultural differences, intercultural 

conflict, issues faced by various minority groups such as stigma, bias, prejudice, and/or 

discrimination, etc. (Faloughi & Herman, 2020; Bezrukova et al., 2016). Sources referring to 

trainings performed in any cultural context and setting (e.g., academic, organization, 

communities etc.) regardless of geographical location were included. We excluded sources 

that mentioned diversity interventions but did not refer to the usage of any of the tools 

(Critical Incident; Vignettes; Cultural Assimilator; Intercultural Sensitizer), as well as those 

that made reference to instructional programs but did not focus on diversity issues (including 

but not limited to cultural competency, intergroup contact, group identification, intercultural 

conflict, issues faced by various minority groups such as stigma, bias, prejudice, 

discrimination, etc.). 

Sources also had to be published after 1954, which corresponds to the first publication 

of the Critical Incident Technique (Flanagan, 1954). Our focus was on peer-reviewed articles 

published in the psychological domain. All types of primary empirical studies (qualitative, 

quantitative, mixed methods) as well as all types of secondary studies (reviews) and 



 

theoretical articles were included. For ease of analysis and because of limited resources for 

translations, the sources had to be written in English (regardless of the language in which the 

training was conducted). 

A total of 957 records were identified in PsycINFO and imported in Mendeley. After 

duplicates were removed, a total 869 records were identified for the first screening phase and 

ultimately 42 articles were included in the second screening phase. One article featuring two 

interventions; therefore, it was coded as two separate articles bringing the final included 

articles as 43 in total. 

After importing the results of the search to Mendeley, duplicates were removed. A two-

stage screening process followed (Figure 1). First, the abstract and titles of the retrieved 

articles were assessed in terms of the inclusion criteria by the main author. Uncertainties 

about whether to include or exclude a certain abstract were resolved with a second reviewer. 

Secondly, the full text of the selected articles was then screened in terms of the inclusion 

criteria; uncertainties were again solved with a second reviewer. Articles meeting the 

inclusion criteria were included for data extraction. 
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Figure 1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3.4. Data Charting Process 

A coding scheme was developed in a word document following the structural principles of the 

chart described in the JBI reviewer’s manual (Aromataris & Munn, 2020) with a focus on the 

specific research questions for this study. Table A in the (see Appendix 2) provides an 

overview of what was coded. The main author piloted the coding scheme by coding eight 

articles on an excel sheet, and then discussed and validated the process with the other two 

team members. Adjustments were made to the code book and the excel sheet upon validation 

and the main author coded the rest of the articles.  

Reports assessed for eligibility 

(n = 94) 

Reports excluded: 

Not related to diversity (n =18) 

Use of critical incident as a measure not sensitizer (n = 19) 

Reflection no intervention (n = (9) 

Editors letter (n = (6) 

 

 

 

 

Records identified from: 

Databases (n = 957) 

 

Records removed before screening: 

Duplicate records removed (n 

=88 

Records screened 

(n = 869) 

Records excluded 

(n = 773) 

Reports sought for retrieval 

(n = 96) 

Reports not retrieved 

(n =2) 

Studies included in review 

(n =42) 

Identification of studies via databases and registers 
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3.3. Synthesis of results 

The analyses of the results were conducted using SPSS version 27. We primarily used the 

frequency functionality because it was fit for purposes of the current study. 

 

3.5. Results 

A total of 43 studies were included in accordance with our inclusion criteria. The publication 

dates for all included articles ranged between 1969 and 2020. There were gaps in the data 

where certain years did not have any publications. (see Figure 2). The pattern of publications 

per year was consistent throughout the time range of the included articles. There was also a 

long gap between publications in 1976 to 1985 until a publication by Brislin (1985), which 

was a theoretical article on the development of culture assimilators in cross-cultural trainings. 

The presented studies indicate that post Brislin (1995), the frequency of publications 

increased to at least one article a year, and this trend was identified from 2002 with a steady 

increase and subsequently a spike in 2011. 

 

Figure 2 Frequency of publications 

 

Five years 

 

3.5.1. Study Characteristics 

The coded information for each paper with regards to the general study characteristics 

are reported in Table 1. The studies were conducted in 11 different countries, with the 

majority of studies (74.4%) being conducted in the United States of America (USA). This 
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overrepresentation could be attributed to general historical tendency for research to be carried 

out in Western countries, particularly the USA, in comparison to other parts of the world 

(Henrich et al., 2010). The remaining 26% was distributed amongst all other countries as 

follows: Australia, Greece, India, Iran, Israel, Italy, Netherlands, Sweden, Thailand, featuring 

one article per country, the exception was Germany with two articles. One article reported 

two studies that were carried out in multiple countries, with a unique sample. The studies 

were coded and presented separately (42, 43.1).  

Of the retrieved studies, 60.5% (N = 26) reported empirical procedures while 39.5% 

(N = 17) adopted a theoretical perspective. With regards to the methodologies employed by 

the above-mentioned percentage of empirical studies, it was found that they were quasi-

experimental, 38.5% (N = 10), experimental, 30.8% (N = 8), and qualitative, 26.9% (N = 7), 

with one paper utilizing mixed methods, 3.8% (N = 1). We were also interested in the 

information about the instructors, a total of (N = 6) studies provided the instructor or 

facilitator qualification, moreover (N = 3) articles also mentioned the racial identities and two 

of them included gender of the instructors. 

There was great a variety with regards to the populations that was targeted with the 

diversity trainings in the articles. For ease of understanding, we refer to target population as a 

collective term to indicate ‘study sample’ in empirical studies and ‘target audience’ in 

theoretical papers.  

Below is the distribution of the various target populations for all the articles included 

in the study (N = 43). University students and mental health practitioners (inclusive of 

psychologists, psychiatrists, and social workers) each accounted for 16.3% (N = 7) of 

included articles. Similarly, the army (used as an inclusive term for all employees that were 

employed by the military, including civilian workers), and academic supervisors each 

accounted for 9.3% (N = 4). High school students, community health workers, and teachers 

each accounted for 7% (N = 3); community members 4.7% (N = 2), while police officers, 

primary school children and families each made up the 2.3% (N = 1). Three articles targeted 

mixed populations 7% (N = 3). 

When it comes to empirical studies in particular, only a few studies reported the 

representation of women (N = 8) with the percentages ranging between 44% to 86%, (M= 

56.6%). The percentage of women in each study can be seen in Table 3. The duration of the 

interventions varied greatly across studies: the number of training sessions ranged from 1 to 

 
1 Numbers refers to the article references in Table 1& 2  



 

12 sessions, with each session lasting between 42 minutes to 7 hours. The sample sizes in 

general varied greatly across selected articles, ranging between 17 to 640 participants.  There 

was an outlier with 10000 participants (30), a longitudinal study using drama with culture 

appropriate cues. This study assessed participants through a written evaluation that was based 

on the Theory of Planned Behavior. The total sample size reported above is a representation 

of all the participants who viewed the drama and completed the pre and post-test immediately, 

although only 2660 valid assessments were received during a follow up to measure long term 

effects of the intervention. The high drop-out rate in sample sizes between different points in 

time was found to be common across the studies that have adopting a pre-post-test design. For 

all empirical studies, the study designs were distributed as follows: nine studies applied 

between groups pre-post-test design (N = 9), eight studies applied the within groups design (N 

= 8), seven studies used qualitative design (N =7); one study applied experimental vs control 

(N = 1)  

The interventions were generally carried out in person through facilitators or lectures, 

however two studies used web-based assessments (19,21) as the primary intervention method. 

There was a general tendency to use a combination of various materials such as films, 

assignments in addition to Critical Incidents or Vignettes as intervention tools. 

The theoretical papers identified, 39.5%  (N = 17) in the current review covered 

variety of  diversity topics as follows; culture, 29.4% ( N = 5), race, 23.5% ( N = 4) and 

multicultural supervision, 11.8% (N = 2); the rest of the topics each accounted for 5.9% (N = 

1) and were as follows: disability, language diversity, minority health, religion, sexual 

orientation and socio-economic class. 
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Table 2 

Frequencies of Population, (N=43) 
  

 
 Frequency  Percentage 

Mental Health/Social work 7 16.3 

University Students 6 14.0 

Army 4 9.3 

Healthcare 4 9.3 

Academic Supervisor 4 9.3 

High school students 3 7 

Community Health Workers 3 7 

Mixed Population 3 7 

Teachers 3 7 

Community Members 2 4.7 

Police Officers 1 2.3 

Primary School Kids 1 2.3 

Business Employees 1 2.3 

Families 1 2.3 

Total 43  

 

 

3.5.2. Objectives of Diversity Intervention 

The highest proportion of the studies addressed cultural diversity, 48.8% (N = 21). The 

high proportion of articles addressing this topic is not surprising because it is consistent with 

the common usage of Critical Incidents in intercultural trainings (Spencer-Oatey, 2013). 

Some of the articles included in the current review are well known for their contribution to the 

theory and application of Critical Incidents in culture-focused trainings, particularly in using 

Critical Incidents within the scope of Culture Assimilators (5, 6, 8, 15, 23, 32, 42, 43).  

Minority health access and race were each addressed in 11.6% (N = 5) of the studies. 

Studies dealing with race aimed to improve race relations and increase participants 

competency to deal with the implications of racial dynamics within their context such as 

therapeutic and counselling strategies related to racial minorities (1, 4). They also referred to 

the need to increase racial understanding and awareness (10, 24) as well as addressing 

unconscious race related biases (31). The minority health access interventions were found to 

focus on health-related accessibility challenges such as the development of culturally adapted 



 

clinical tools in the provision of psychiatric services (3), the health providers’ ability to 

recognize the manifestation of mental disorders that may be unusual because of influences of 

cultural behaviors and values (16), and the development and implementations of health 

promotion activities that took a bottom-up approach  to provide culturally and linguistically 

relevant interventions. Moreover, some of these interventions focusing on health promotion 

adopted unconventional delivery methods, such as multimedia communication or drama-

based tools. For example, some interventions used vignettes in brochures and others randomly 

displayed vignettes with cultural cues in-between the drama scenes, (30 ,34, 40). In addition, 

identified diversity issues, 9.3% (N = 4), included learning processes as well as the impact 

and effects of language for service delivery. Studies addressing these issues aimed to increase 

knowledge, confidence, and attitudes with regards to factors such as the importance of 

reliable interpretation resources in healthcare and the attitudes required to deal with demands 

around limited language skills (19) and teaching requirements (17). The remaining topics 

focused on disability challenges or multicultural supervision, with each accounting for 4.7% 

(N = 2) of the articles. Multicultural supervision differs from other diversity themes because it 

emphasizes the issue of unbalanced power relations between supervisors and trainees, which 

is not always present in general cultural interactions. We also found that 32.6% (N = 14) of 

articles made reference to the aspects of power relations in conjunction or related to the 

specific diversity issue that is being addressed in the article. 

It is worth mentioning that the categories created to identify diversity issues were not 

mutually exclusive. For example, although only four articles (9.3%) were primarily focused 

on language diversity, other studies recognized the language needs of participants during the 

intervention, mentioned language as a sub-goal of the intervention or acknowledged the role 

of language as a barrier (33,35,14,39,16). Similarly, some of the articles that had a key focus 

on diversity issues such as religion, disability, sexual orientation, gender or phenotypical 

characteristics such as race and ethnicity, made mention of intercultural processes and set 

intervention goals related to cultural competencies (4,10,13,31,36). In this context, the 

application of concepts derived from cultural psychology to address these diversity issues 

could be explained based on the definition of culture as “broad, and potentially inclusive of all 

salient, ethnographic, demographic, status, or affiliation identities” (Pedersen, 1999, p. 3). 

Furthermore, culture is a basis for common understandings such as beliefs and attitudes (e.g., 

stereotypes and prejudices), which are often unstated but shared by members of a community 

and generally assumed to be valid, making culture fundamental to the way groups and 

individuals make sense of the world (Elfenbein & Ambady, 2002). However, the diversity 
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categories mentioned in this review are pertinent issues in modern society, therefore, it is 

justifiable that they should be addressed independently, as they are addressed and categorized 

by human rights organizations (Gender Equality Institute [EIGE], 2020; Agency for 

Fundamental Rights [AFR], 2019). Of the 26 empirical studies identified, 48.8 (N = 21) 

focused on culture diversity. In contrast, theoretical papers tended to focus on other types of 

diversity themes (e.g., religion, disability, sexual orientation, gender) as mentioned above.  

In general, the aims of the studies followed the same pattern, focusing on developing 

participants’ knowledge, awareness, and skills about a specific diversity or cultural issues. 

Therefore, it seems probable that the studies adopting this focus are based on the tripartite 

model of competence which organize competency into three areas - knowledge, skills, and 

awareness. The model was developed as a standard for well-equipped and inclusive mental 

health practitioners (Sue et al., 1982) and updated (Sue et al., 1992; Sue et al., 1998). 

 

Table 2 
  

Frequencies of types of Diversity Topics, (N=43) 

  Frequency Percentage 

Culture 21 48.8 

Race 5 11.6 

Minority Health Access 5 11.6 

Language Diversity 4 9.3 

Disability 2 4.7 

Multicultural Supervision 2 4.7 

Sexual Orientation 1 2.3 

Religion 1 2.3 

Learning and development 1 2.3 

Socio economic class 1 2.3 

Total 43  

 

 

3.5.3. Key Concepts and Definitions of Critical Incident  

A preliminary search at the beginning of the current study showed that there are various 

definitions of a ‘Critical Incident’ in literature, depending on the contextual framework in 

which this tool is used. Therefore, to guide our search strategy we relied on what the literature 

defined as “Critical Incidents”, “intercultural sensitizers” or “culture assimilators”. The idea is 



 

that these definitions often refer to the same training tool and have been used interchangeably 

or in conjunction with each other (Fiedler et al., 1971; Kim & Leong, 1991). On basis of this 

information, we sought to find the different definitions given for these tools in the included 

sources. As already mentioned, all selected articles had to refer to Critical Incident, and/or 

culture assimilator and/or intercultural sensitizer. We also included a more general reference 

to “vignettes”, to avoid the possibility of missing Critical Incidents that were labeled under 

this term. The definitions provided in the articles were analyzed through thematic qualitative 

analysis. For a clear contextual reference, the definitions or descriptions of Critical Incidents 

were classified with some examples as reported below: 

a) Critical Incidents were commonly defined as brief vignettes representing episodes of 

conflict or misunderstanding, within the context of an interaction. Some of the 

definitions made mention of the implicit meanings that accompanies such interactions: 

“critical incidents vary and can be…subtle interactions that are grounded in differing 

racial/cultural worldviews, or they can be more blatant occurrences of racial conflict” 

(10,3)  

b) Critical Incidents often have an emotional dimension, for example, some of the 

retrieved definitions referred to the feelings of anxiety that often accompany 

misunderstandings or conflicts: 

“As part of the study, students reflected on Critical Incidents, which display 

misunderstandings or conflicts that arise as a result of cultural differences. In dealing 

with these cases, students were encouraged to reflect on their own cognitive and 

affective processes (such as categorization and judgement) in order to become aware 

that thoughts, emotions and actions are socially and culturally influence.” (7, 11) 

c) Although the Critical Incidents are mentioned as being used to sensitize the 

participants, they are often contextualized instead of defined (e.g., in the context of a 

study program, culture, counselling training, cultural differences): 

“A Critical Incident in the program is described using participant observation to 

illustrate how the program’s reflection-inaction pedagogy promoted collaborative 

learning in addressing diversity” (25). “The incidents were adapted from the 

electronic data bases. Each vignette describes an intercultural setting where an 

incident and its consequences were given without explaining the cultural differences 

that led to the situation” (7, 11) 
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Although the definitions of Critical Incidents identified in the articles were 

structured differently and even using different concepts and definitions, there were some 

recurring themes in the majority of the definitions as emphasized on the quotes above. 

Key themes were misunderstandings and emotions, particularly as it related to intercultural 

encounters (5,7,24,10,39). This could be indicative of the common usage of literature in 

culture-focused trainings that uses Critical Incidents. However, despite the identified 

common themes retrieved, the definitions were very heterogeneous and presented very 

different aspects of Critical Incidents.  Furthermore, some of the definitions were longer 

and provided a lot more context, while others were very short. Moreover, most articles 

simply referred to a general vignette. The reference to vignettes in most papers instead of 

the conceptual term Critical Incident could be linked to the various approaches that apply 

some aspects of CIT and simply call the unit of analysis as a vignette. The themes 

identified in the definition of Critical Incidents as indicated above, do not show a 

structured framework of applying Critical Incidents in trainings, although many articles 

referenced vignettes that fit the basic criteria for Critical Incident, as per our 

predetermined criteria in relation to the current study. 

Some of the included sources also provided a description of “culture assimilators”.  

The application of culture assimilator was commonly referenced as a tool used in culture-

based training. The culture assimilators are developed from critical incidents in cultural 

diversity. However, the structured and clear methods provided by this tool allows for its 

application and replication of studies in different contexts. The culture assimilator is 

defined as: 

A training technique designed to reduce the conflicts, tensions, and misunderstandings 

frequently resulting from encounters between individuals from different cultural backgrounds. 

This is accomplished by exposing the trainees to culturally relevant information presented to 

them so that they become sensitized to subtle cues important in social interaction with 

representatives of another culture. The information is presented in the form of many short 

episodes which briefly describe interpersonal situations often encountered in cross-cultural 

contexts, along with alternative explanations for the events presented (24, p. 3). 

One of the main differences with Critical Incidents, where participants must conduct a critical 

analysis of the situation, is that the culture assimilator provides multiple answers to select 

from during training (5,24). Cultural Assimilators were originally developed by Fiedler et al., 

(1971) and applied and modified by other researchers in various training contexts (Chemers, 

1969).  



 

 

 

 

 

Table 3 
  

Frequency of Key Concepts (N=43) 
 

  Frequency Percentage 

Vignettes 24 57.1 

Culture Assimilators 7 16.7 

Critical Incident 6 14.3 

Mixed (both Critical incidents & Culture Assimilators) 6 11.9 

 

 

3.5.4. Reference to Discrimination 

More than 50% (N = 25) of the articles mentioned concepts related to discrimination 

such as prejudice, bias, negative attitudes, discrimination, and stigma, as common occurrences 

in intercultural interactions. However, only four of articles included directly addressed 

discrimination as a topic during the intervention (4,20,24,31). Negative attitudes and biases on 

basis of cultural background, disability, sexual orientation, religion, and race were amongst 

factors addressed (4;2,36). One study referred to both subtle and blatant discrimination (10), 

while two articles (20,28) referred to subtle and microaggressions. Two articles referenced a 

combination of discriminatory concepts such as implicit biases, prejudice, negative attitudes 

or stigma (29,31).  

3.5.5. Effectiveness of the Intervention 

The determination for effectiveness was based on the overall outcomes mentioned in the 

studies. Out of the 26 empirical studies included, (69.2%, N = 18) of the studies reported that 

the diversity intervention implemented was effective (see Table 2). The remaining (30.8 %, N 

= 8), reported partial success of the intervention, partial success indicates the results for some 

of the expected outcomes were successful while others may have not shown significant results 

in accordance with the hypothesis. There was no intervention reported as completely 

ineffective. 

The effectiveness of the studies in relation to the design were as follows:  
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a) Between group design accounted for (N = 9), four studies reported outcome as 

effective, while 5 studies reported a combination of effective and non-effective 

outcomes on the measures, therefore, they were classified as partially effective.  

b) Within groups accounted for (N = 9), six of the studies reported outcome as 

effective, whereas 3 studies reported a combination of effective and non-effective 

outcomes on the measures, therefore, they were classified as partially effective. 

c) Qualitative (N = 7) Studies that applied qualitative methods were all reported as 

effective.  

d) Mixed design (N = 1), was only used in one study which was reported as effective 

The empirical studies addressed the variety of populations as follows: university 

students 19.5% (N = 5); the army and healthcare each accounted for 15.5% (N = 4); 

community health works, high school students accounted for 11.5% (N = 3); community 

members and teachers each accounted for 7.7% (N = 2), police officers accounted for 3.8% 

(N = 1). There was also 7% (N= 2) of mixed populations. 

 

3.5.6. Limitations of the selected studies 

A number of study limitations were mentioned in the articles. Some of the key areas were in 

relation to (a) participants: issues presented were related to small sample size, and whether the 

results can be generalized to other populations; (b) Assessment methods: the concern that the 

measurement methods can lead to biases and compromise the reliability of the results; in 

addition, the reliability of qualitative measures was also mentioned,; (c) Control group: some 

articles indicated concern with confounding variables for studies where there was no control 

group,; (d) Length of intervention: various articles mentioned concerns about the short 

duration of the interventions. A frequent concern was that a short time frame makes it difficult 

to predict long term effects of the intervention on behaviour. Similarly, in cases where pre and 

post-test were conducted within a shorter time frame, there were also concerns regarding the 

prediction of long-term effects of the intervention; (e) Gender representation: while there 

were only eight studies that reported the gender representation, only one study made reference 

to gender as a limitation. 
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CHAPTER 4 

DISCUSSIONS 

 

This review aimed to identify and synthesize research done on the usage of the concept of 

Critical Incidents in diversity interventions. We found that almost 75% of the studies were 

published in the United States of America (USA). The dominance of articles from the USA is 

indicative of the historical bias of research from the West. Given that research plays a role in 

guiding practice and other aspects of social norms, the prevalence of Western studies 

consequently makes the western perspective of social and psychological frame of reference as 

ideal and standard. The context and extent of this bias is well documented in the article titled 

“The weirdest people in the world” by Henrich et al., (2010).   

The common thread amongst both empirical and theoretical articles was that the aim 

of the studies cantered around improving knowledge, awareness, and skills. This is consistent 

with the tripeptide model by Sue et al. (1998) which has been originally formulated for mental 

health practitioners who have sufficiently acquired competence to attend to the diversity of 

clients they meet. Some of the identified articles showed that interventions were incorporated 

into the curriculum of the courses as an ongoing learning process (Cross et al., 2008; Ikram et 

al., 2015) with the intent to provide ongoing awareness, skills, and knowledge. This is 

important to equip competent service providers that can address the needs of a multicultural 

society. Cultural competence in psychology has been influenced by the universality of 

psychological laws and theories that excludes cultural practices outside of the western 

principles (Sue, 2001). The advancement to equip mental health practitioners with relevant 

skills is indicated (Bäärnhielm & Sundvall, 2018; Uribe Guajardo et al., 2018). It is 

considered important because of the rate of migration particularly forced migration that is 

often accompanied by trauma. The continuous unrest in the Middle East and some parts of 

Africa could be contributors to the ongoing challenges. The sporadic flare-ups in war 

situation, often requires urgency on emergency personnel, therefore it is indicated in the 

articles that mental health practitioners need to be able to identify symptoms even when they 

manifest differently from what they are accustomed to (Bäärnhielm & Sundvall, 2018). The 

focus on these topics is clear as also identified in the frequency of publication around 1997 

onwards, in comparison to previous years where there were some years that did not have any 

publication based on the articles identified in the current review. This may well reflect 

globalization with increased migration patterns, particularly as it relates to refugees. 



 

The current study also identified some broad categories of diversity topics. In this 

context, many of the empirical studies focused on cultural diversity. This focus on culture 

makes sense because intercultural specialists were the early adopters of the Critical Incidents 

to address issues of cultural misunderstanding (Wight, 1995).  Given the current situations of 

global unrest, the need for interventions will probably continue in an upward trend. In contrast 

to empirical articles, we found that theoretical papers tended to reference a variety of diversity 

situations which reflect global narratives around these issues over the last decades. Problems 

such as the etiology and manifestation of trauma because of factors such as skin colour 

discriminations in therapy (Adames et al., 2016) are addressed on basis that the effects may 

not be obvious to psychologists; therefore, such problems may not be considered as the 

possible causes of depression and other mental health issues-unless the therapist is aware of 

the topics or if they are included in the diagnostic process. Similarly, topics around social 

class (Storck, 2002) as they manifest in a therapeutic context are raised as well as the 

implications of police brutality as a function of unconscious racial biases (Moon et al., 2018). 

Although the theoretical papers have indicated a broader spectrum of diversity issues, 

they also generally propose culture-focused interventions. The cultural approaches might be 

effective in some cases and not others, for example, “psychologists have indicated that an 

inclusive definition of multiculturalism can minimize the understanding and study of race as a 

powerful dimension of human existences” Sue, (2001, p 791). This indicates that pertinent 

issues of racial discrimination might be avoided as it makes people uncomfortable, where 

people rather focus on broader topics of culture. It is imperative that therapist intentionally 

address such issues. While cultural frameworks maybe effective in clarifying general 

misunderstandings in intercultural contexts, some of the issues that occur in intergroup 

settings require a deeper delve beyond general cultural norm and behaviours. Ongoing efforts 

to develop a framework of diversity interventions, such as the multidimensional model of 

cultural competence (MDCC) (Sue, 2001), is proposed in one article (Collins & Pieterse, 

2007) where the authors suggest that although the model was developed to deal primarily with 

racial issue, it has been applied to culture and can potentially be applied to other areas such as 

gender, disability, and sexual orientation as well. These kinds of developments that go further 

into the problem are much needed to tackle the various kinds of conflicting situations that go 

beyond cultural mishaps. However, they also need to be empirically tested.  

Diversity issues are generally complex and carry with them the aspects of power 

relations and privilege. This was evident in the current review as 32.6% of the articles referred 
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to the impact of power-relations in various intergroup context. Moreover, how such power 

dynamics changes in various contexts due to multiple identities that people carry with them, 

for example the shift in privilege due to being a racial minority but also being an able-bodied 

and heterosexual male (Jendrusina & Martinez, 2019). The effects of trainers, facilitators or 

instructors is also important because they have an impact on the dynamics of the diversity 

intervention; “who we are and the identities we bring with us shape and are shaped by the 

participants commentary” (Dunn et al. 2014, p.1). A good example of facilitation challenges 

that can come up in diversity intervention setup are reflected in (Leigh et al., 2010), and how 

they can be addressed as a learning process. Therefore, self-awareness and declaration are 

considered important in relation to subject expertise, but also to be able to identify own 

biases, privileges, and power dynamics - which links to the competency of the facilitator to 

create a safe space for the participants to address complex topics (Dunn et al., 2014; Hall, 

2008). In the current review, there were six articles, 14% in total that explicitly mentioned the 

facilitator or authors’ background as it directly relates to the topic being addressed. Three of 

the six articles mentioned a variation of other personal identities such as ethnicity, gender, 

religion etc., moreover they have linked such identities to power dynamics (Roysircar, 2003; 

Jendrusina & Martinez, 2019; Rovegno & Gregg, 2007). Based on the implications of the 

personal identity influences or impact on diversity interventions and trainings as indicated 

above, it goes without saying, that the identities and backgrounds of the trainers, facilitators 

or instructors are considered part and parcel of the diversity dynamics and gets reported in 

future studies. 

The definitions and conceptualization of Critical Incidents varied greatly amongst the 

included studies. It was also common for articles to just refer to a vignette to describe the 

situation that is considered problematic. Moreover 9 out of the 26 used culture assimilators as 

sensitizers for the intercultural and cross-cultural trainings. One of the findings that we found 

to be interesting was the way culture assimilators are created from critical incidents. What 

was particularly important about this method is that Critical Incidents can be collected 

according to needs of the specific context and then systematized within a framework that 

allows for empirical testing (Landis et al., 1985), and, therefore, they can subsequently use 

them as intervention sensitizers. This indicates the usefulness and versatility of Critical 

Incidents as tools that can be structured and conceptualized as needed, at the same time this 

also renders the tool a somewhat elusive concept as evidently identified in the variability of 

the definitions that was found in this review. It was also indicated how the Critical Incidents 



 

can be constructed to reflect nuances of a specific context (national culture, issues within a 

specific organization or interaction), or as general as needed (Brislin, 1986).  

The articles that explicitly mentioned a Critical Incident and provided a clear 

definition pointed to a hindsight problematic situation that was then used as a point of 

discussion amongst participants. This is consistent with the premise of Critical Incidents as a 

retrospective situation that has enough contextual reference to allow for analysis. The length, 

structures and tone of the incident also differed greatly, and this made sense while reading 

through the incidents because various issues present themselves differently. The tone of the 

incidents tended to reflect elements of misunderstanding and generally created equal 

discomfort on both parties. However, incidents related to other diversity such as the ones 

experienced by people living with disability (Andrews et al., 2013); and biases as well as 

stereotypes based on race (Beckett et al., 1997); the burden of the incident seems to be carried 

by the minority group, that is they are the one that identify the incident as problematic or 

offensive. It could be assumed that this is because generally such incidents are embedded in 

subconscious beliefs within the individual or the influences of the society they belong to. 

Therefore, the majority or the individual probably do not think they are saying or doing 

anything wrong.  

Discriminations and biases faced by minority groups such as religious beliefs can be 

influenced by many other factors such as political climate between nations (Roysircar, 2003), 

similarly sexual orientation is rooted in social norms and cultural beliefs. However, it is clear 

that they are not unique to any particular cultural reference, people from various walks of life 

can deviate from heteronormative sexual orientations (Malpas, 2011), and  the same can be 

said about racism, especially in relation to implicit biases (Moon et al., 2018); the devasting 

effects on minority groups in this regard requires that they be addressed within their 

contextual framework based on their unique Critical Incidents. This clearly points to the need 

for interventions that are effective at sensitizing participants with full contextual reference. 

Regarding the effectiveness of the studies, we found that they were very promising, indicating 

that there might be some potential for using Critical Incidents. However, it is worth noting 

that most interventions applied various tools therefore it may not always be very clear 

whether it is the Critical Incident itself or the duration of the interventions or other factors that 

rendered the training effective. Moreover, only 10 of the articles applied a control group 

design. Most of the empirical studies adopted the pre and post-test design, therefore they were 

able to observe the effects of the intervention. However, the post-test method can influence 
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the reliability of the results because participants may guess the hypothesis, which is known as 

a demand effect, thereby influencing the results. Although in the current review we did not 

identify a consistent pattern between studies that have used control groups and those that did 

not in terms of effectiveness of the intervention, there was one example where this was 

observed in the study by Busse & Krause (2015), here the impact of the intervention was only 

identifiable on the measure that was not included in the pre-test, therefore this indicates that it 

is  important to use control groups to guard against confounding effects, but also include some 

measures that can confirm the impact of the intervention. 

Limitations of the current review 

A major limitation of the current review has to do with the time and resources required to 

carry out a scoping review thoroughly in terms of considering all available literature including 

the grey literature. In our case we only searched the PsycINFO database to mitigate the 

resource factor, while making sure we can find more psychology related articles. The second 

limitation is that in order to be systematic, our inclusion criteria meant that we consider those 

articles where the abstract read in such a way that it indicates or suggests that an intervention 

was conducted, this may have made us miss other studies that were not clear about this aspect 

on the abstract. Another limitation is that we had initially aimed to explore the psychological 

processes at play when engaging with Critical Incidents, however this question was not 

addressed because we found that this was not generally explicitly indicated in the studies, 

therefore we left the question out due to time constrains; it is important that future studies 

allocate more time towards answering this question because the information is not always 

available or easy to identify. Exploring the psychological processes question in future 

research studies will be a valuable contribution to research. This information will particularly 

be important in determining the kinds of intervention that leads to long term effects 

particularly as it relates to cognitive processing and behavior.  

Conclusion 

In conclusion the current review mapped 43 studies on the usage of Critical Incidents covered 

in diversity interventions and indicated the limitations of the theoretical frameworks and 

empirical literature on this topic. We also highlighted how other diversity topics are often 

confounded with cultural diversity. More research is needed on interventions using the 

Critical Incidents in domains other than cultural competence, given that it seems to be a 

promising training tool to provide contextual reference in situations of conflicting values, 



 

misunderstandings and with potential to bring the unconscious biases and behaviors to the 

surface.  
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Appendix 1 

Scoping Review Protocol 

Protocol title 

The usage of critical incidents in diversity training: a scoping review protocol 

 

Author’s information 

Itumeleng Magoai, ISCTE-IUL (Instituto Universitário de Lisboa), imigt@iscte-uil.pt 

Elena Piccinelli, ISCTE-IUL (Instituto Universitário de Lisboa), ElenaPiccinelli@iscte-iul.pt  

Christin-Melanie Vauclair, ISCTE-IUL (Instituto Universitário de Lisboa), 

Melanie.Vauclair@iscte-iul.pt  

 

PCC elements 

Population: Trainings featuring all participants regardless of age.  

Concept(s): In the context of this review, Critical Incidents are considered to be a narrative 

methodology, or a tool applied during diversity training. 

Context: In the context of this review, diversity training is defined as any instructional 

program intended as a training or intervention to sensitize participants about various aspects 

of diversity within their environment.  

We consider diversity within any setting such as workplace, schools, universities, and 

communities regardless of geographical location or context where they were conducted. We 

will only consider papers that are written in English. 

 

Scoping review objective (s) 

The main objective of the current scoping review is to map the literature on the use of 

critical incidents in the context of diversity training. 

Specifically, the review will synthesize the following information: 

- The geographic context, domain, and industrial settings where the diversity training 

using critical incidents have been implemented. 

- The demographic profiles of the parties involved in the training (trainers and 

participants) 

- The key concepts related to the critical incidents, the mode of delivery and the content 

of the narratives. 

mailto:imigt@iscte-uil.pt
mailto:ElenaPiccinelli@iscte-iul.pt
mailto:Melanie.Vauclair@iscte-iul.pt


 

- The psychological (cognitive and emotive) processes related to the usage of critical 

incidents. 

- The findings regarding the effectiveness of the critical incident and how this is 

measured.  

- The limitations and research gaps presented in the papers. 

 

Scoping review question(s) 

General research question: How have critical incidents been used in the context of 

diversity training? To what extent is the critical incidents tool effective in facilitating 

intergroup relations? 

Sub-questions: 

- What are the objectives of the diversity training that use critical incidents (e.g., 

increasing intercultural competence; inequality awareness; unconscious biases)?  

Demographic information, the context of training and socio-psychological processes 

- Who is the target audience (demographics), and in which context have the training s 

been conducted (e.g., settings, cultures, countries)? 

- What are the professional backgrounds of the trainers/facilitators of the training? 

- Do the authors of the included studies acknowledge the eventual implication of the 

training/intervention/methodology (e.g., influence of power dynamics between 

trainers/facilitators and participants, social and political implications of the 

training)? 

- What are the psychological processes that are assumed to play a role when 

engaging with critical incidents in diversity training?  

- Do the studies included in this review tackle issues related to discrimination? And 

how are different forms of discrimination (blatant vs. subtle) addressed in this 

context? 

Key concepts and effectiveness: 

- What are the key concepts and definitions of critical incidents as applied in 

diversity training (e.g., if critical incidents are defined as case studies, vignettes, 

intercultural sensitizers, etc.)? 

- Does the study provide evidence that the objectives have been fulfilled? Is there 

any post-intervention evaluation and how is the effectiveness of the training 

evaluated?  

- What are the findings regarding the effectiveness of the critical incident and how is 

this measured?  



 

47 

- Did the trainers ask for participants’ feedback at the end of the training, in order to 

better understand possible issues related to the effectiveness or (lack of it) of the 

usage of critical incidents? 

Research gaps: 

- What are the research gaps in relation to the use of critical incidents in diversity 

training?  

 

 

 

Background (≃1000 words) 

 

In the 1980s, the uncertainties related to the continuation of Affirmative Action Laws – 

which had been previously introduced to curb the issue of inequality towards the minority 

groups in the United States – and the consequential need to implement diversity 

management strategies in the organizational context, led to the introduction of diversity 

programs, which included antidiscrimination policies, training, and recruitment practices.  

(Kelly & Dobbin, 1998).  

At the same time, in Europe, the establishment of ‘European Region Action Scheme for the 

Mobility of University Students’, popularly known as the Erasmus program, in 1987 

(Erasmus Commission, 2017), shed a light on the need for intercultural training in the 

context of cultural exchanges. Such trainings are consistent with the premise of diversity 

management, which takes into consideration the inclusion of disadvantaged groups. 

Therefore, it is not surprising that in the last decade, the demand for diversity training across 

various settings is continuously growing with emphasis on global mobility and other 

intergroup dynamics.  

Organizations have more diverse workforce, comprised of employees with different 

behaviours, expectations and needs (Berzukova et al., 2016).  Pre-schools are becoming 

multicultural, which requires teachers to develop cultural competencies to accommodate 

diverse group of children (Stier et al., 2012). The general goal of diversity management is to 

provide knowledge, awareness, and skills, in order to address issues including, but not 

limited to, cultural diversity, culture clashes, unequal treatment, discrimination, and 

prejudice in organizations (Alhejji, et al. 2016).  

With diversity training we refer to educational interventions that aim to make trainees more 

aware of diversity issues (e.g., in the workplace, communities, schools etc.) as well as their 

own beliefs and biases about diversity. The goal is usually to increase competencies and 

skills that facilitate intergroup interaction.  



 

The current review seeks to contribute towards the need for better understanding of the 

growing multicultural society (Van Assche, 2019). In the context of this review, diversity 

training is defined as any instructional program intended as a training or intervention to 

sensitize participants about various aspects of diversity within their environment (Bezrukova 

et al., 2016). Readings, assignments, group activities, and trained facilitators, can sensitize 

participants and allow for connection across differences with the intention to better 

understand the self and others (Faloughi & Herman, 2020).  

 

The outcome of diversity training can be positive, leading to a reduction in discrimination as 

well as provision of equal opportunities for underrepresented groups. In such positive cases, 

participants also understand the importance of respecting differences, and the impact they 

have on others and society at large (Faloughi & Herman, 2020). Studies in organizational 

context indicate that when a diversity program is successful, members of the majority 

groups also indicate satisfaction with their jobs (Bond & Haynes, 2014). When diversity 

efforts fail, the impact can result in minority members suffering more discrimination and 

losing trust towards the organization (Mor Barak, 2005; Brown, 2004; Cropanzano & Rupp, 

2008). Research indicates that certain training approaches and design of the diversity 

training procedures have large effect size, resulting in persistent diversity related outcome 

(Berzukova and colleagues, 2016). Therefore, there is a need to have a clear comprehension 

of what diversity training approaches worked, what didn’t work and possibly have a clear 

picture of the contributing factors from the literature. 

The current scoping review will focus on the literature exploring diversity 

training/interventions that have used critical incidents (CI) as an intervention method. 

Critical incidents (CI) are defined as a narrative methodology or a tool applied during 

training. In the literature, there is a reference to two aspects of the Critical Incident 

Technique (Flanagan, 1954). The method is used as a retrieval of critical incidents through 

interviews as well as the usages of the incidences themselves. In the current review we are 

focusing on the usage of the critical incidents.  

There are various definitions of a ‘Critical Incident’ in literature depending on the 

contextual framework in which this tool is used. Therefore, for purposes of the current 

review, we rely on what the literature has defined as “critical incidents”, “intercultural 

sensitizers” or “culture assimilators”. These definitions often refer to the same training tool 

and have been used interchangeably or in conjunction with each other (Fiedler et al., 1971; 

Kim & Leong, 1991). In this context, we consider that critical incidents “appear to be 

‘typical’ rather than ‘critical’ at first sight but are rendered critical through analysis. 

Therefore, critical incidents are produced by the way we look at a situation and the 

interpretation of the significance of a given situation” (Tripp, 1993 as cited in Spencer-

Oatey, 2013). These tools have been used in trainings aimed at, among others, addressing 

culture differences, LGBTQ, ethnic and religious minority issues allowing for inquiry of 

issues of power structures, facilitation of cultural competencies and the improvement of 
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relationships between diverse individuals and groups (see Griffin, 2003; Halquist, 2009, p. 

190; Tran & Saab, 2019).    

Critical incidents are commonly used in intercultural training where narratives are presented 

with full context of the story to the participants (Spencer-Oatey, 2013) and can be presented 

in various formats (e.g., vignette, video, images, audio records, etc.). Moreover, the 

application of critical incidents in training appeared to sensitize participants to consider 

different perspectives and to shift focus to broader contextual/societal issues (Nelson, 2001).  

The current scoping review seeks to map the extent to which this method is used in the 

context of diversity training. This focus on diversity trainings that applies narrative method 

with detailed contextual information is a warranted contribution to academic knowledge. 

Although the application of critical incidents in trainings is evident, there is no clear 

indication of the amount of literature that focuses on the usage of critical incidents in the 

context of diversity training. As such, a scoping review would allow us to map the available 

literature in a specific field of interest and seeks to provide a descriptive overview of the 

reviewed material, without assessing the quality of the evidence (Arksey H, & O’Malley, 

2005; Pham et al., 2014; Yu et al., 2020).  

We conducted a preliminary research on PROSPERO and EBSCO Host and no undergoing 

or past reviews about this topic were found (JBI, 2020). The key objective of this review is 

to assess the scope of literature on the usage of critical incidents in the context of diversity 

training. We also aim to map information about the content and context of the diversity 

training using critical incidents, as well as the findings of the literature, specifically about 

the effectiveness of this method and the psychosocial processes related to its effectiveness. 

Lastly, we aim to understand the research gaps of the literature in this context.  

The objectives, inclusion criteria and methods for this scoping review will be specified in 

advance and documented in this protocol (JBI, 2015). 

 

 

Eligibility criteria 

 Inclusion Exclusion 

Population Training with participants of all ages, 

regardless of their gender, ethnicity, 

culture, and any other demographic 

information. 

 

Concept 1. Sources that explicitly mention the 

usage of the following training 

tools: Critical Incident; Vignettes; 

Cultural Assimilator; Intercultural 

Sensitizer. The above-mentioned 

1. Sources that DO NOT 

explicitly mention the 

following training tools: 

Critical Incident; 

Cultural Assimilator; 



 

tools are generally referenced 

interchangeably or in conjunction 

with each other (Fiedler et al., 

1971; Kim & Leong, 1991); 

therefore, because there are 

overlapping definitions between the 

tools, we consider them to be the 

same or similar concepts. 

 

Intercultural Sensitizer; 

Vignettes or that only 

mention other narrative 

tools (e.g., Case studies) 

(Wight, 1995) 

 

 

 

Context Sources must indicate that the tool (critical 

incident or similar) was applied as 

educational and/or training context related 

to diversity issues.  

1. Sources that make reference to 

any instructional program 

intended as training or 

intervention for individuals 

and/or groups to sensitize them 

about various aspects of 

diversity within their 

environment 

AND 

2. Sources that focus on factors 

such as, but not limited to 

cultural competency, intergroup 

contact, group identification, 

Cultural differences; 

intercultural conflict, issues 

faced by various minority 

groups such as stigma, bias, 

prejudice, discrimination, etc. 

(Faloughi & Herman, 2020; 

Bezrukova et al., 2016).  

3. Any cultural context and any 

setting (e.g., academic, 

organization, communities etc.) 

regardless of geographical 

location (countries) 

Sources that focus on 

diversity training but do 

NOT refer to the usage of 

any of the tools (Critical 

Incident; Vignettes; Cultural 

Assimilator; Intercultural 

Sensitizer) 

 

Sources that make reference 

to instructional programs but 

do NOT focus on diversity 

issues including but not 

limited to (e.g., cultural 

competency, intergroup 

contact, group identification, 

intercultural conflict, issues 

faced by various minority 

groups such as stigma, bias, 

prejudice, discrimination, 

etc.) 

Type of 

sources 

1. Sources published from 1954 (i.e., 

time frame of the first introduction 

of critical incident technique 

(Flanagan, 1954) 

1. Sources published 

prior to 1954 

2. Non peer reviewed 

articles 

3. Non-English papers 
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2. Sources that are published in 

Psychological domain. 

3. All types of primary empirical 

studies (qualitative, quantitative, 

mixed methods) 

4. All types of secondary studies 

(reviews) and theoretical articles. 

5. Peer reviewed published articles. 

6. Sources written in English 

(regardless of the language in 

which the training was conducted). 

 

 

Methodology 

 

The scoping review will follow the JBI Scoping Review methodology as outlined in  

the Joanna Briggs Institute Manual for Evidence Synthesis (2020) and in the Joanna Briggs 

Institute Reviewers’ Manual (2020). 

Search strategy 

Following the JBI reviewers’ manual (2020), a multiple-step search strategy will be 

adopted:  

1. The following search string will be applied in PsycINFO. The database was selected on 

basis of its relevance to psychological studies, thus allows for consistency in the sources to 

be analyzed. The search will be restricted to an abstract. Furthermore, results will be refined 

according to the above-mentioned inclusion/exclusion criteria. 

 

Divers* OR *Cultur* OR Competenc* OR Awareness  

AND  

Training OR intervention* OR program OR Education*  

AND  

"Critical Incident*" OR "Intercultural Sensitizer" OR "*Cultur* Assimilator*" OR 

Vignette* 

 



 

2. Other sources (e.g., reviews and articles known to the authors) may be consulted in order 

to identify records that may fit with the inclusion criteria 

 

3. After the full text screening is done the reference lists of the selected articles will be 

searched for further sources. 

 

Screening and assessment for inclusion: 

 

After importing the results of the search on Mendeley, duplicates will be removed. The 

screening process will be based on two different phases: 

1. Abstract screening: The abstract of all retrieved articles will be assessed for 

inclusion 

2. Full-text screening: The selected articles will be screened again through full-text 

reading and assessment, and articles meeting the inclusion criteria will be included in the 

review for coding. 

In both phases uncertainties about whether to include/exclude a source will be discussed 

with a second reviewer. 

 

Data Extraction  

 

The coding scheme will be developed following the structural principles of the chart below 

(Adopted from JBI reviewers manual 2020). A pilot process will be conducted by one 

reviewer and discussed/validated with two team members.  Reliability will be insured 

through intercoder agreement with one other researcher reviewing up to 10% of the 

sources. Disputes will be resolved through discussions with guidance from 

inclusion/exclusion criteria. The following coding scheme is a draft and will be refined 

when required during the coding process. Modifications will be reported and justified in the 

scoping review. 

 

Source characteristics 

1. Author(s) 

2. Year of publication: 

3. Aims/purpose of the study 

4. Population (ages and gender) and sample size 

5. Type of source (empirical studies - qualitative, quantitative, mixed methods – 

theoretical paper, review) 

6. Mentioning of discrimination blatant/subtle (Yes/No) 

7. Identified Research gaps 
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Diversity training characteristics 

8. Aims of the diversity training 

9. Target audience 

10. Context of the training countries, settings (e.g., organizational, schools, 

communities etc.) 

11. Trainers’ characteristics and profession (specify; when applicable) 

12. Mode of delivery of training (online/presential) 

13. Training feedback and method of collecting feedback (specify; when applicable) 

14. Limitations related to delivery of the training 

 

Critical incidents characteristics 

15. Conceptualization/Definition of the narrative methodology used: (Critical incident, 

Cultural assimilator, Vignette, Intercultural Sensitizer) 

16. Content of the incident   

17. Mode of delivery of Critical incidents 

 

Results of the study 

18. Socio-psychological links to critical incidents (Yes/No) 

19. Effectiveness of the usage of critical incidents.  

Data analysis and presentation of reviews 

A qualitative content analysis will be conducted based on the computation of frequency 

counts of the categories in the coding scheme. Furthermore, qualitative thematic analysis 

will be conducted and classified under main conceptual categories. Results will be 

presented following the PRISMA Flow Diagram for the Scoping Review Process (JBI, 

2020). A table of coded data will be presented, followed by a narrative description of key 

findings. The usage of figures and diagrams will be applied if necessary, for best 

presentation of data. 

 

Conflicts of interest 

All sources in the scoping review that were authored by one of the reviewers, will be 

screened and coded by another reviewer, therefore, limiting any bias that may occur 

(Harfield et al., 2015). 
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Appendix 2     

Table A1     

Evidence table of article characteristics    

Article 

ID 

Author country Target 

Population 

Type of 

paper 

Diversity topic Aims Delivery 

mode 

  

1 (Adames et al., 

2016) 

USA Mental 

Health/Social 

work 

Theoretical Race To present a multiracial/multi-ethnic/multicultural competency 

building model (M3CB), which is presented to provide guidance 

to help practitioners in addressing the role of skin color/racial 

features in the treatment of Latino/as. 

n/a 

  

2 (Andrews et al., 

2013) 

USA Academic 

Supervisor 

Review Disability To explore legal and ethical concerns, cultural considerations of 

disability as an aspect of human diversity during the professional 

journey of training future psychologists with disabilities. 

n/a 

  

3 (Bäärnhielm & 

Sundvall, 2018) 

Sweden Mental 

Health/Social 

work 

Theoretical Minority Health Access To discuss how clinicians in Sweden can deal with a series of 

challenges in a changing globalized society and finding 

culturally adapted clinical tools. n/a 

  

4 (Beckett et al., 

1997) 

USA Mental 

Health/Social 

work 

Theoretical Race To propose a model aimed at enhancing social work practice by 

promoting and increasing multicultural social work 

understanding and competence. n/a 

  

5 (Bhawuk, 1998) USA University 

Students 

Empirical Culture To examine the role of theory in cross-cultural training and to 

compare culture-general and culture-specific assimilators, which 

are evaluated in view of the findings of the study. in-

person 

  



 

6 (Brislin, 1986) USA Not Applicable Theoretical Culture To describe a set of cross-cultural training materials which were 

designed to be useful in a wide variety of orientation programs 

(Brislin, Cushner, Cherrie, Bi Yang, 1986).  

n/a 

  

7 (Busse & 

Krause, 2015) 

Germany Mixed Population Empirical Culture To explore the usefulness of the problem-based learning unit 

developed for the intervention and to observe students' reaction 

to a teaching approach that focuses on cooperative learning and 

affectively oriented methods. 
in-

person 

  

8 (Chemers, 1969) Iran Mixed Population Empirical Culture To design a cultural training so that it will change the 

individual's work relations and test the effects of training in 

appropriate work contexts. 

in-

person 

  

9 (Clabby, 2017) USA Healthcare Empirical Culture To enhance learners’ organizational curiosity when they enter a 

system, by proposing the concept of culture humility. in-

person 

  

10 (Collins & 

Pieterse, 2007) 

USA Mental 

Health/Social 

work 

Theoretical Race To discuss Critical Incident analysis as a tool for increasing 

active racial/cultural awareness. A sample analysis and 

suggestions for implementation are provided. 

n/a 

  

11 (Cross et al., 

2008) 

USA University 

Students (Nurses) 

Empirical Culture To describe a comprehensive Faculty Development Program at 

the School of nursing school to address the complex issues of 

diversity and cultural competence in health care. in-

person 

  

12 (Damron & 

Halleck, 2007) 

USA University 

Students 

Theoretical Culture To present the development of a university game using culture 

assimilators. One of the goals of the game is to help international 

students negotiate the American university system and 

understand various aspects of a new culture. 
in-

person 
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13 (Darvin, 2011) USA Teachers Empirical Culture To determine whether the pedagogical strategy of using Critical 

Political Vignettes had merit and to see what impact, if any, it 

had on the teachers to deal with culturally and politically 

sensitive issues in their classrooms and schools.  

in-

person 

  

14 (Filmer & 

Herbig, 2020) 

Germany Community 

Health Workers 

Empirical Culture To assess whether a training intervention in cross-cultural 

communication can positively impact attitudes, knowledge, and 

behaviour and to investigate possible dependencies between 

these components. 
in-

person 

  

15 (Harrison, 1992) USA Army Empirical Culture To examine the effects of combining two highly effective 

cognitive and experiential approaches in Cross Cultural 

Training.  

in-

person 

  

16 (Hofmann-

Broussard et al., 

2017) 

India Community 

Health Workers 

Empirical Minority Health Access To increase recognition of mental disorders, enhance appropriate 

response and referral, support people with mental disorders and 

their families, and improve mental health promotion in 

communities. 

in-

person 

  

17 (Hornberger, 

2004) 

USA Teachers Theoretical Language Diversity To illustrate the potential of the continua model of biliteracy 

uses heuristic in continually (re)writing the bilingual or language 

educator’s knowledge base in response to the demands of 

educational policy and practice 

n/a 

  

18 (Hunter et al., 

2011) 

USA Community 

Members 

Empirical Race To Illustrate the experiences of African Americans living with or 

caring for someone with chronic disease, and to create a forum 

through which photographs and words can communicate these 

experiences to increase public awareness of African Americans 

health. 
in-

person 

  



 

19 (Ikram et al., 

2015) 

Netherlands Healthcare Empirical Language Diversity To increase knowledge and self-efficacy: e-learning module was 

developed for medical students about using professional 

interpreters during the medical interview, and evaluated its 

effects on students’ knowledge and self-efficacy 

Online 

  

20 (Jendrusina & 

Martinez, 2019) 

USA Academic 

Supervisor 

Theoretical Culture To enhance the presence of a multiculturally informed approach 

in supervision and client care. Examples in the supervision 

process that were notable in relation to racial minority 

supervision, as being either multiculturally responsive or 

unresponsive. 

n/a 

  

21 (Kalet et al., 

2005) 

USA Healthcare 

(medical students) 

Empirical Language Diversity To develop and evaluate a web-based curriculum to introduce 

first year medical students to the knowledge and attitudes 

necessary for working with limited English proficient (LEP) 

patients through interpreters. Online 

  

22 (Kirshblum et 

al., 2020) 

USA Healthcare Empirical Disability To assess the knowledge and comfort level of first-year medical 

students towards People with Disability (PWD)before and after a 

mandatory educational session focused on the health disparities 

and appropriate care of (PWD).  
in-

person 

  

23 (Landis et al., 

1985) 

USA University 

Students 

Empirical Culture To conduct a culture assimilator and behavioural interaction 

training materials and procedures, scales to test 

knowledge/sensitivity of Black culture and the subjective level 

of anxiety. 

in-

person 
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24 (Landis et al., 

1976) 

USA Army Empirical Race To describe the development and initial evaluation of a new 

technique for increasing racial understanding in the army 

context. 

in-

person 

  

25 (Leigh et al., 

2010) 

USA Business 

Employees 

Empirical Learning and 

Development 

To examine a leadership development program dedicated to 

developing diverse leaders. It teaches participants how to lead 

collaboratively within diverse groups; and it establishes a strong 

sense of cohort support, which bridges gender, race, ethnicity, 

and institutional diversity. 

in-

person 

  

26 (Lonner, 1997) USA Mental 

Health/Social 

work 

Theoretical Culture This special issue features different answers to an important 

question facing the education, training, and preparation of 

applied “global” psychologists. n/a 

  

27 (Malpas, 2011) USA Families Theoretical Sexual Orientation/ 

LGBTQI 

To Illustration of how The Multi-Dimensional Family Approach 

(MDFA) supports gender nonconforming children and their 

parents in negotiating a series of tasks, often ordinary to the life 

cycle of prepubertal child-rearing families, yet highly 

complicated by the nonconformity of the child.  
in-

person 

  

28 (McKinley, 

2019) 

USA Academic 

Supervisor 

Theoretical Multicultural 

Supervision 

To contribute to the existing research on the needs and 

experiences of international students in U.S.-based counselling 

and psychology graduate programs. By focusing specifically on 

the supervision needs of international counselling students.  

n/a 

  



 

29 (Mirsky, 2011) Israel University 

Students 

Empirical Culture 1) An intermediate aim, central to the training model, is to help 

trainees develop the awareness of their own subjectivity and of 

their cultural attitudes and biases. Modelling is offered for a 

continuous reflection and. 2) The long-term goals of the training 

are (1) to help practitioners develop empathy toward clients from 

various cultural backgrounds, (2) enrich their knowledge about 

clients’ culture, and (3) help them implement culture-attuned 

interventions. 

in-

person 

  

30 (Mitschke et al., 

2010) 

USA High school 

students 

Empirical Culture To describe the development and implementation of a tobacco 

prevention drama for Asian and Pacific Islander youth. 

Especially important is a need to implement culturally relevant 

methods to reach youth. 

Drama 

  

31 (Moon et al., 

2018) 

USA Police Officers Theoretical Race To provide a recommendation for police officers receive 

intercultural competence assessment through the Intercultural 

Development Inventory (IDI; Hammer, 2011; Hammer et 

al.,2003) as part of training and ongoing development to 

decrease frequency of police-involved shootings of people of 

color, especially Black men. 

Review 

  

32 (O’brien et al., 

1971) 

USA High school 

students 

Empirical Culture To investigate the effects of a task-related assimilator on the 

productivity of groups working for a considerable period. 

in-

person 

  

33 (Qi et al., 2019) USA Academic 

Supervisor 

Theoretical Multicultural 

Supervision 

To highlight some of the complexities of supervision with 

Chinese international trainees.  (China vs. United States and 

other countries) and race/ethnicity (Chinese vs. others). 

n/a 
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34 (Rios-Ellis et al., 

2008) 

USA Community 

Members 

Empirical Minority Health Access Longitudinal project featuring needs assessment and 

intervention. Thematic analysis of qualitative findings revealed 

limited awareness of risk factors, and a need for culturally and 

linguistically appropriate, family-centered HIV/AIDS education 

incorporating Latino values. 
in-

person 

  

35 (Rovegno & 

Gregg, 2007) 

USA Police Officers Empirical Indigenous 

Cultures/Education 

needs 

To describe a research project focused on teaching a Native 

American folk dance a classroom geography unit and to 

interrogate our curriculum decisions in relation to Native 

American scholar Carol Cornelius’ (1999) theoretical framework 

for respectfully teaching about different cultures. 

in-

person 

  

36 (Roysircar, 

2003) 

USA Mental 

Health/Social 

work 

Theoretical Religion To discusses reasons why therapists should develop an 

understanding of Islam. This information is useful to therapists 

in any nation that is struggling with increasingly diverse 

populations and the effects of international relations. The author, 

reflecting on her Hindu socialization in India and her working 

graduate training in diversity issues in the United States (U.S.) 

n/a 

  

37 (Sinnema et al., 

2011) 

USA Teachers (Post-

graduate teachers’ 

course) 

Empirical Indigenous 

Cultures/Education 

needs 

The central research question was: ‘What is the impact of 

evidence-informed collaborative inquiry in efforts to improve 

teaching and learning for diverse social studies learners?’ This 

article argues for the use of evidence-informed collaborative 

inquiry in efforts to improve teaching and learning for diverse 

students. 
in-

person 

  



 

38 (Storck, 2002) USA Mental 

Health/Social 

work 

Theoretical Socio economic class To addresses a few myths that devalue the contested concept of 

class and explores values that enrich a new psychosocial 

perspective about social class. 

n/a 

  

39 (Surian & 

Damini, 2014) 

Italy High school 

students 

Empirical Culture To identify educational and teaching conditions that help 

students to develop interest and open mindedness towards 

diversity, especially cultural diversity.  in-

person 

  

40 (Uribe Guajardo 

et al., 2018) 

Australia Community 

Health Workers 

(Refugees mental 

health) 

Empirical Minority Health Access To evaluate whether the tailored Mental Health Literacy Course 

on providing help to Iraqi refugees with mental health problems 

was effective in changing participants’ knowledge, intentions, 

confidence, and attitudes.  
in-

person 

  

41 (Wilson et al., 

2018) 

USA University 

Students 

Theoretical Culture The authors posit that reflective supervision can support cultural 

sensitivity, relationship building, professional growth, and 

positive infant and family outcomes 

n/a 

  

42 (Worchel & 

Mitchell, 1972) 

Thailand Army Empirical Culture To evaluate the effectiveness of culture assimilator training for 

Americans working in Thailand  in-

person 

  

43 (Worchel & 

Mitchell, 1972) 

Greece Army Empirical Culture To evaluate the effectiveness of culture assimilator training for 

Americans working in Greece.  in-

person 
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Appendix 3 

 Table A2 

 Evidence table of Empirical studies 

Article ID 

(as reported 

in the text) 

Author study 

methodology 

Study 

design 

Effectiven

ess 

Population N sample Post test Age 

mean 

Female 

representa

tion in 

Target 

population 

Intervention 

duration 

Scales 

5 (Bhawuk, 

1998) 

Experimental Experiment 

vs Control 

group 

Partially University 

Students 

N = 102 

IG = 76 

CG = 26 

 
21.00 

 

N.Session:  

Time range: Two 

weeks 

Intercultural Sensitivity Inventory ICSI 

Category Width Scale 

Attribution making 

Reaction measures  

(information and opinion)  

Behaviour 

Recall 

7 (Busse & 

Krause, 

2015) 

Quasi-

experimental 

Experiment 

vs Control 

group 

Partially Mixed 

Population 

N = 56 

IG1 = 13 

IG2 = 21 

CG = 22 

t1 = 20 

t2= 20 

Less than 

one month 

19.98 

(2.11) 

46% 

N. of sessions: 3 

(over two weeks) 

Hours: 90 minutes 

per session 

cultural misunderstandings 

8 (Chemers, 

1969) 

Experimental Experiment 

vs Control 

group 

Effective Mixed 

Population 

N = 48  

IG = 24  

Less than 

one month 

 

 

N. of sessions: 4 

Hours/session:5 

Time range: 4 

Days 

Fiedler's esteem for less preferred co-worker (LPC) scale  

Culture assimilators based on Stolurow (1965) 



 

CG =24 

 t1 =24 

 t2 = 24 

 
9 (Clabby, 

2017) 

Qualitative Qualitative Effective Healthcare N = 18 
  

 

N. of sessions: 1 

Hours/session: 

Time range: 

Qualitative: Self disclosure activity 

11 (Cross et 

al., 2008) 

Qualitative Qualitative Effective University 

Students 

n/a 
  

 

Time range: 2 

years 

Cultural Competence Health Practitioner Assessment  

(CCHPA) 

cultural trigger films - Kaiser Permanente Foundation (2003) 

13 (Darvin, 

2011) 

Quasi-

experimental 

Pre-

test./Post-

test 

Effective Teachers N = 44 

t1 = 43 

t2 = 43 

1-6 Months 
 

 

Time range: 

Semester 

Cultural and Political Vignettes (CPVs) 

14 (Filmer & 

Herbig, 

2020) 

Experimental Pre-

test./Post-

test 

Partially Community 

Health 

Workers 

N = 463 

IG = 88 

CG = 104 

t1 = 58 

t2 = 38 

1-6  

months 

48.5 

(9.60) 

 

Hours: 2-3 hours Self-reported subscale ‘cultural communication 

sub- scale ‘perspective taking  

Interpersonal Reactivity Index 

15 (Harrison, 

1992) 

Quasi-

experimental 

Experiment 

vs Control 

group 

Partially Army N = 65 

IG = 11 

IG = 11 

IG = 11 

IG = 10 

IG = 10 

CG = 12 

 

Less than 

one month 

43.00 

60% 

N. of session: 3 Cultural assimilator (reaction, learning) 

Behavior modeling 
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16 (Hofmann-

Broussard 

et al., 

2017) 

Quasi-

experimental 

Pre-

test./Post-

test 

Partially Community 

Health 

Workers 

N= 70 

t1= 66 

t2= 46 

1-6 Months 37.00 

86.4% 

 
interviewer-administered Mental Health Literacy Survey 

18 (Hunter et 

al., 2011) 

Qualitative Qualitative Effective Community 

Members 

N = 24 
  

 

Time range:2 

months 

Qualitative analysis: Short Form (MOS SF-36) 

19 (Ikram et 

al., 2015) 

Quasi-

experimental 

Pre-

test./Post-

test 

Effective Healthcare N = 324 

t1 = 281 

t2 = 281 

  

80% 

Time range: Two-

week training 

knowledge and self-efficacy in interpreter use pre-post-test  

on 1 (lowest) – 10 (highest) scale 

21 (Kalet et 

al., 2005) 

Quasi-

experimental 

Pre-

test./Post-

test 

Effective Healthcare N = 640 

t1 = 456 

t2 = 155 

Same day 
 

 

Hours/Session: 42 

Minutes 

Pre and post knowledge 

Pre and post attitudes 

22 (Kirshblum 

et al., 

2020) 

Quasi-

experimental 

Pre-

test./Post-

test 

Partially Healthcare N = 355 

t1 = 355 

t2 = 278 

valid 

sample 

Same day 26-30 

49% 

longitudinal course 

over the first two 

years of the 

curriculum, Health 

Equity and Social 

Justice, which 

focuses on health 

and healthcare 

disparities and 

identifies 

interventions that 

can help lead to 

greater health 

equity. 

Pre and post knowledge 

Pre and post comfort levels 

23 (Landis et 

al., 1985) 

Experimental Experiment 

vs Control 

group 

Partially University 

Students 

N = 45 

t1 (IG 

+CG) = 45 

t2 (IG 

+CG) = 45 

Less than 

one month 

25.78 

 

N. of sessions: 2 Culture Assimilator  

Behavioral interaction 



 

24 (Landis et 

al., 1976) 

Experimental Experiment Effective Army N = 310 

IG= 85 

  

 

Hours: 4 hours Culture Assimilator  

Intercultural Sensitivity 

25 (Leigh et 

al., 2010) 

Quasi-

experimental 

Pre-

test./Post-

test 

Effective Business 

Employees 

N = 58 

IG = 27 

CG = 25 

t1 = t2 

  

44.4% 

Time Range: 8 

Months 

Kouzes and Posner’s Leadership Practices Inventory based in an action 

learning model 

29 (Mirsky, 

2011) 

Qualitative Qualitative Effective University 

Students 

 

N = 26 
  

 

N. of sessions: 

Weekly 

Hours/session: 50 

hours 

Time range: 1 year 

Qualitative: Narrative analysis (sense making) AND  

The exploration of group processes 

30 (Mitschke 

et al., 

2010) 

Mixed methods Pre-

test./Post-

test 

Effective High school 

students 

 

N = 10000 

t1= 10000 

t2= 10000 

t3 = 2660 

Same day 

and 

assessment 

follow up 

12.02 

48.6% 

Longitudinal 

project 

Theory of Planned Behavior 

Knowledge 

attitudes 

Intended behaviour 

32 (O’brien et 

al., 1971) 

Experimental Experiment 

vs Control 

group 

Effective High school 

students 

 

N = 265 

IG = 119 

CG = 146 

  

 

N. of sessions: 

Weekly 

Hours/session:5-6 

hours: 

Time range: 1 

Month 

Culture Assimilator 

34 (Rios-Ellis 

et al., 

2008) 

Qualitative Qualitative Effective Community 

Members 

 

71 
  

 

Longitudinal: 

Project activities 

took place over a 

3-year period in 14 

cities throughout 

the United States 

and Puerto Rico. 
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35 (Rovegno 

& Gregg, 

2007) 

Qualitative Qualitative Effective Primary school 

kids 

 

N = 17 
 

8.00 

59% 

N. of Sessions: 12 Qualitative:  

Cornelius’ (1999) framework- respect different  

worldviews and ways of life. 

 
37 (Sinnema 

et al., 

2011) 

Qualitative Qualitative Effective Teachers 

 

N = 26 
  

 

Time range: 1 year Qualitative: postgraduate course 

39 (Surian & 

Damini, 

2014) 

Quasi-

experimental 

Pre-

test./Post-

test 

Effective 

 

High school 

students 

 

N = 127 

t1 = 127 

t2 = 102 

6-12 

Months 

 

 

Through monthly 

training sessions, 

Bennett's Development Model of Intercultural Sensitivity 

40 (Uribe 

Guajardo et 

al., 2018) 

Quasi-

experimental 

Pre-

test./Post-

test 

Partially Community 

Health 

Workers 

 

N= 86 

t1=86 

t2=86 

1-6 Months 44.10 

82.6% 

Sessions: 2 (One 

day) 

Hours:7 hours and 

6-month follow up 

Demographics Recognition of PTSD,  

Recognition of depression 

Knowledge of helpfulness of interventions for PTSD and  

depression, 

Social distance towards PTSD and depression 

Stigma towards PSTD and depression  

Weak‑not‑sick subscale 

Dangerous/unpredictable subscale 

Offer help to a person with PTSD and depression related  

problems 

Confidence helping a person with PTSD and depression  

related problems 



 

Helping intentions 

General mental health knowledge Helping behaviours 

42 (Worchel 

& Mitchell, 

1972) 

Experimental Experiment 

vs Control 

group 

Effective Army 

 

N = 51 

t1=45 

t2=37 

1-6 Months 
 

 

N. of Sessions: 2 Culture Assimilator (incident and responses 

 in Fiedler et al., 1971).  

Thai Culture and Behavior" (Benedict, 1946) 

43 (Worchel 

& Mitchell, 

1972) 

Experimental Experiment  Effective Army 

 

N = 76 

t1= 14 

(Random 

selection 

for 

assimilator 

training) 

t2= 14  

1-6 Months   

 

N. of Sessions: 2 Greek assimilator consisted of 68 items in one 

Book (Mitchell, Gagerman, & Schwartz, 1969) 

IG = Intervention Group; CG = Control Grou
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Appendix 4 

 

SECTION ITEM PRISMA-ScR CHECKLIST ITEM 
REPORTED 
ON PAGE # 

TITLE 

Title 1 Identify the report as a scoping review. i 

ABSTRACT 

Structured 
summary 

2 

Provide a structured summary that includes (as 
applicable): background, objectives, eligibility 
criteria, sources of evidence, charting methods, 
results, and conclusions that relate to the review 
questions and objectives. 

vii 

INTRODUCTION 

Rationale 3 

Describe the rationale for the review in the context 
of what is already known. Explain why the review 
questions/objectives lend themselves to a scoping 
review approach. 

1 

Objectives 4 

Provide an explicit statement of the questions and 
objectives being addressed with reference to their 
key elements (e.g., population or participants, 
concepts, and context) or other relevant key 
elements used to conceptualize the review 
questions and/or objectives. 

2 

METHODS 

Protocol and 
registration 

5 

Indicate whether a review protocol exists; state if 
and where it can be accessed (e.g., a Web 
address); and if available, provide registration 
information, including the registration number. 

n/a 

Eligibility criteria 6 

Specify characteristics of the sources of evidence 
used as eligibility criteria (e.g., years considered, 
language, and publication status), and provide a 
rationale. 

Appendix 1 

Information 
sources* 

7 

Describe all information sources in the search (e.g., 
databases with dates of coverage and contact with 
authors to identify additional sources), as well as 
the date the most recent search was executed. 

12 

Search 8 
Present the full electronic search strategy for at 
least 1 database, including any limits used, such 
that it could be repeated. 

13 

Selection of 
sources of 
evidence† 

9 
State the process for selecting sources of evidence 
(i.e., screening and eligibility) included in the 
scoping review. 

13 

Data charting 
process‡ 

10 

Describe the methods of charting data from the 
included sources of evidence (e.g., calibrated forms 
or forms that have been tested by the team before 
their use, and whether data charting was done 
independently or in duplicate) and any processes 
for obtaining and confirming data from investigators. 

15 

Data items 11 
List and define all variables for which data were 
sought and any assumptions and simplifications 
made. 

n/a 

Critical appraisal 
of individual 
sources of 
evidence§ 

12 

If done, provide a rationale for conducting a critical 
appraisal of included sources of evidence; describe 
the methods used and how this information was 
used in any data synthesis (if appropriate). 

n/a 

Synthesis of 
results 

13 
Describe the methods of handling and summarizing 
the data that were charted. 

16 

RESULTS 



 

SECTION ITEM PRISMA-ScR CHECKLIST ITEM 
REPORTED 
ON PAGE # 

Selection of 
sources of 
evidence 

14 

Give numbers of sources of evidence screened, 
assessed for eligibility, and included in the review, 
with reasons for exclusions at each stage, ideally 
using a flow diagram. 

15 

Characteristics of 
sources of 
evidence 

15 
For each source of evidence, present 
characteristics for which data were charted and 
provide the citations. 

16 

Critical appraisal 
within sources of 
evidence 

16 
If done, present data on critical appraisal of 
included sources of evidence (see item 12). 

n/a 

Results of 
individual sources 
of evidence 

17 
For each included source of evidence, present the 
relevant data that were charted that relate to the 
review questions and objectives. 

Appendix 2 
Appendix 3 

Synthesis of 
results 

18 
Summarize and/or present the charting results as 
they relate to the review questions and objectives. 

Appendix 2 
Appendix 3 

DISCUSSION 

Summary of 
evidence 

19 

Summarize the main results (including an overview 
of concepts, themes, and types of evidence 
available), link to the review questions and 
objectives, and consider the relevance to key 
groups. 

27 

Limitations 20 
Discuss the limitations of the scoping review 
process. 

30 

Conclusions 21 
Provide a general interpretation of the results with 
respect to the review questions and objectives, as 
well as potential implications and/or next steps. 

30 

FUNDING 

Funding 22 

Describe sources of funding for the included 
sources of evidence, as well as sources of funding 
for the scoping review. Describe the role of the 
funders of the scoping review. 

n/a 

JBI = Joanna Briggs Institute; PRISMA-ScR = Preferred Reporting Items for Systematic reviews and Meta-
Analyses extension for Scoping Reviews. 
* Where sources of evidence (see second footnote) are compiled from, such as bibliographic databases, social 
media platforms, and Web sites. 
† A more inclusive/heterogeneous term used to account for the different types of evidence or data sources (e.g., 
quantitative and/or qualitative research, expert opinion, and policy documents) that may be eligible in a scoping 
review as opposed to only studies. This is not to be confused with information sources (see first footnote). 
‡ The frameworks by Arksey and O’Malley (6) and Levac and colleagues (7) and the JBI guidance (4, 5) refer to 
the process of data extraction in a scoping review as data charting. 
§ The process of systematically examining research evidence to assess its validity, results, and relevance before 
using it to inform a decision. This term is used for items 12 and 19 instead of "risk of bias" (which is more 
applicable to systematic reviews of interventions) to include and acknowledge the various sources of evidence 
that may be used in a scoping review (e.g., quantitative and/or qualitative research, expert opinion, and policy 
document). 
 
 
From: Tricco AC, Lillie E, Zarin W, O'Brien KK, Colquhoun H, Levac D, et al. PRISMA Extension for Scoping Reviews 

(PRISMAScR): Checklist and Explanation. Ann Intern Med. 2018;169:467–473. doi: 10.7326/M18-0850 

http://annals.org/aim/fullarticle/2700389/prisma-extension-scoping-reviews-prisma-scr-checklist-explanation

