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BUT WHERE ARE YOU REALLY FROM? Exploring Anti-Racism, Allyship & Belonging 

Pre-Session Work Instructions: 

Before the session: 

• Read through and familiarize yourself with the Key Concepts and Definitions. Please make note of any questions 
that arise while you are going through these concepts. You will have an opportunity to ask your questions 
during the workshop.

• Watch the video "What Kind of Asian Are you?" https://youtu.be/DWynJkN5HbQ
• Take a look at the Racism in Canada Timeline (developed by BCTF). If you are not familiar with some of the 

events, policies etc. that appear on the timeline then I invite you to do some self-directed research and reading. 
We will not have time to go over this timeline in detail during the workshop but knowledge of this aspect of 
Canadian history will provide us with the necessary foundation for our workshop.

• If you are not already familiar with the Intersectionality framework you can watch this short 2 minute video by 
Kimberlé Crenshaw and/or this 18.5 minute TED TALK by Kimberlé Crenshaw. The attached Wheel of Power & 
Privilege is also a good visual resource to help you understand Intersectionality.

• Read through Microaggressions: Themes & Messages
• Watch this 3 min video by Jay Smooth on how to have that conversation about racism.

• Read the enclosed article titled “A Story From the 20 Bus” by Dr. Vikki Reynolds – and think about the different 
ways that allyship is enacted in the story.

• Watch this video - "Walk with Me: A Woman of Colour's Journey in Nonprofit Organizations"
https://youtu.be/ETjjClfsunY

• Read through the enclosed document titled “White Dominant Culture & Something Different Worksheet” 
created by the ACCE and adapted from the work of Tema Okun. Please chose 2-3 "pivots" to focus on and jot 
down some ideas.
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ANTI-RACISM EDUCATION 

 

Key Concepts + Definitions*  

 

Ableism 

Prejudiced thoughts and discriminatory actions based on differences in physical, mental and/or 
emotional ability that contribute to a system of oppression; usually of able‐bodied/minded 
persons against people with illness, disabilities or less developed skills. 

 

Ally/Allyship 

A person who supports and celebrates equity seeking groups, interrupts and challenges 
oppressive remarks and actions of others, and willingly explores biases within themselves. 
Being an ally requires action: telling colleagues that their jokes are inappropriate; advocating for 
the health, wellness, and acceptance of people from underrepresented or marginalized groups. 
An ally takes action to support people outside of their own group.     

 

Optical Allyship 

The visual illusion of allyship without the actual work of allyship. Also known as 
performative allyship or ally theatre. 

. 

Anti-Oppression  

Strategies, theories, actions, and practices that actively challenge systems of oppression on an 
ongoing basis in one’s daily life and in social justice/change work. Anti-Oppression work seeks 
to recognize the oppression that exists in our society and attempts to mitigate its effects and 
eventually equalize the power imbalance in our communities. It challenges the systemic biases 
that devalue and marginalize difference. Oppression operates at different levels from individual 
to institutional and so does anti-oppression work. 
 
 Systems of Oppression 

“Systems of oppression are discriminatory institutions, structures, norms, to name a few, 
that are embedded in the fabric of our society. All the “-isms” are forms of oppression. In 
the context of social justice, oppression is discrimination against a social group that is 
backed by institutional power. That is to say, the various societal institutions such as 
culture, government, education, etc. are all complicit in the oppression of marginalized 
social groups while elevating dominant social groups.” (SFPRIG) 

 
Anti-racism 

The active process of identifying and eliminating racism by changing systems, organizational 
structures, policies and practices and attitudes, so that power is redistributed and shared 
equitably. 

 

According to Ibram X. Kendi - "The opposite of racist isn't 'not racist.' It is 'antiracist.' What's the 
difference? One endorses either the idea of racial hierarchy as a racist, or racial equality as an 
antiracist. One either believes problems are rooted in groups of people, as a racist, or locates 
the roots of problems in power and policies, as an antiracist. One either allows racial inequities 
to persevere, as a racist, or confronts racial inequities, as an antiracist. There is no in-between 
safe space of 'not racist.'" (How To Be An Antiracist, p. 9) 



 
 

 
Anti-Black racism 

“Policies and practices rooted in Canadian institutions such as, education, health care, and 
justice that mirror and reinforce beliefs, attitudes, prejudice, stereotyping and/or discrimination 
towards people of Black-African descent.” 

 

“The term ‘Anti-Black Racism’ was coined by Dr. Akua Benjamin, a Ryerson Social Work 
Professor. It seeks to highlight the unique nature of systemic racism on Black-Canadians and 
the history as well as experiences of slavery and colonization of people of Black-African descent 
in Canada.” (Black Health Alliance)  
 
Anti-Indigenous racism 

Indigenous peoples in Canada’s experience of racism and its impacts on their daily lives are 
unique due to the ongoing impacts of colonization. Anti-Indigenous racism is often the 
underlying cause of many social determinants of health for Indigenous communities.   

 

BIPOC  

Acronym for Black, Indigenous, and People Of Colour. 

 

Cisgender 

Identifying with the same gender that one was assigned at birth. A gender identity that society 
considers to “match” the biological sex assigned at birth. The prefix cis- means “on this side of,” 
in reference to the gender binary model. A term used to identify people who are not trans, and 
the experiences of privilege granted based on being cisgender. 

 

Colonialism/Colonization 
Colonialism is an intentional process by which a political power from one territory exerts control 
over a different territory. It involves unequal power relations and includes policies and/or 
practices of acquiring full or partial political control over other people or territory, occupying the 
territory with settlers, and exploiting it economically. 

 

Cultural Safety 

A concept that originated and is primarily used in the healthcare domain. The concept 
emphasizes the power imbalance inherent in the patient/client-practitioner relationship. A 
culturally safe environment is spiritually, socially, and emotionally safe, as well as physically 
safe for people; where there is no assault, challenge, or denial of their identity, of who they are, 
and what they need. 

 

The term was developed by Maori nurse Irihapeti Ramsden in the context of nursing care 
provided to Indigenous peoples in New Zealand. The term has since been extended and applied 
to Indigenous peoples in other countries where service inequalities persist. This concept shifts 
power and authority to the Indigenous patient receiving care, who is given the ultimate say in 
whether care provided was culturally safe or not. It centres upon sharing: shared respect, 
shared meaning, and shared knowledge and experience, of learning together with dignity and 
attention.  

 

Decolonization 

The active resistance against colonial powers, and a shifting of power towards political, 



 
 

economic, educational, and cultural independence and power that originate from a colonized 
nation own indigenous culture. This process occurs politically and applies to personal and 
societal, cultural, political, agricultural, and educational deconstruction of colonial oppression. 

 

Diverse Abilities/Disabilities (visible and invisible) 

The disability rights movement have made many strides in emphasizing a people first approach 
to framing disability (e.g. “persons with disabilities” vs. “disabled person”). An anti-oppressive 
and empowerment model also considers systemic and physical barriers as the primary cause of 
oppression and marginalization of people who live with disabilities rather than locating the 
problem with the person. 

 

Equity/Equitable 
Working toward fair outcomes for people or groups by treating them in ways that address their 
unique advantages or barriers. 

Equity refers to achieving parity in policy, process and outcomes for historically and/or currently 
underrepresented and/or marginalized people and groups while accounting for diversity. It 
considers power, access, opportunities, treatment, impacts and outcomes, in three main areas: 

1. Representational equity: the proportional participation at all levels of an institution; 
2. Resource equity: the distribution of resources in order to close equity gaps; and 
3. Equity-mindedness: the demonstration of an awareness of, and willingness to, address 

equity issues. 

 

Emotional Labour 

The process of managing feelings and expressions to fulfill the emotional requirements of work. 
More specifically, workers are expected to regulate their emotions during interactions with 
superiors and clients. For many BIPOC individuals, this includes managing feelings and 
expressions when encountering incidents of racism, white fragility, and microaggressions daily. 

 

Gender Identity 

A person’s internal and psychological sense of themself as man, woman, both, in between, 
neither, or another understanding of gender. People who question their gender identity may feel 
unsure of their gender or believe they are not of the same gender they were assigned at birth. 

 

Heteronormative 

Refers to social roles, structures, language etc. that reinforce the idea that heterosexuality is the 
presumed norm and is superior to other sexual orientations. 

 

Inclusion 

Inclusion is an active, intentional, and continuous process to address inequities in power and 
privilege, and build a respectful and diverse community that ensures welcoming spaces and 
opportunities to flourish for all. Workplace Inclusion is an atmosphere where all employees 
belong, contribute, and can thrive. Requires deliberate and intentional action. 

 

Intersectionality  

The intertwining of social identities such as gender, race, ethnicity, social class, religion, sexual 
orientation, and/or gender identity, which can result in unique experiences, opportunities, and 



 
 

barriers. A theory coined by Kimberlé Crenshaw in the 1980s to draw attention to how different 
systems of oppressive structures and types of discrimination interact and manifest in the lives of 
marginalized people; for example, a queer black woman may experience oppression on the 
basis of her sexuality, gender, and race – a unique experience of oppression based on how 
those identities intersect in her life. 

 

LGBTQ2S+ 

Acronym used to refer to Lesbian, Gay, Bisexual, Trans, Queer and Two-Spirit (2S) people. 
Additional letters, or a + sign, are sometimes added to this acronym (i.e. LGBTQ+, LGBTQI2S, 
etc.). Making fun of the length of this acronym can have a trivializing or erasing effect on the 
group that this longer acronyms seek to actively include. 

 

Microaggressions  

Everyday insults, indignities and demeaning messages sent to historically marginalized groups 
by well-intentioned members of the majority group who are unaware of the hidden messages 
being sent. 

 

Marginalization 

A social process by which individuals or groups are (intentionally or unintentionally) distanced 
from access to power and resources and constructed as insignificant, peripheral, or less 
valuable/privileged to a community or “mainstream” society. This term describes a social 
process, so as not to imply a lack of agency. Marginalized groups or people are those excluded 
from mainstream social, economic, cultural, or political life. Examples of marginalized groups 
include, but are by no means limited to, groups excluded due to race, religion, political or 
cultural group, age, gender, or financial status. To what extent such populations are 
marginalized, however, is context specific and reliant on the cultural organization of the social 
site in question. 

 

Non-Binary 

A continuum or spectrum of gender identities and expressions, often based on the rejection of 
the gender binary’s assumption that gender is strictly an either/or option of male/men or 
female/women, based on sex assigned at birth. Non-binary can be both a specific term of 
identification, and/or an umbrella term. 
 
Privilege 
Refers to the social, economic and political advantages or rights held by people from dominant 
groups on the basis of gender, race, sexual orientation, social class, etc. Unearned social power 
(set of advantages, entitlements, and benefits) accorded by the formal and informal institutions 
of society to the members of a dominant group (e.g., white/Caucasian people with respect to 
people of color, men with respect to women, heterosexuals with respect to homosexuals, adults 
with respect to children, and rich people with respect to poor people). Privilege tends to be 
invisible to those who possess it, because its absence (lack of privilege) is what calls attention 
to it. In other words, men are less likely to notice/acknowledge a difference in advantage 
because they do not live the life of a woman; white people are less likely to notice/acknowledge 
racism because they do not live the life of a person of color; straight people are less likely to 
notice/acknowledge heterosexism because they do not live the life of a gay/lesbian/bisexual 
person. 
 
 



 
 

Racism 
The term “racism” specifically refers to individual, cultural, institutional, and systemic ways by 
which differential consequences are created for different racial groups. Racism is often 
grounded in a presumed superiority of the white race over groups historically or currently 
defined as non-white. Racism can also be defined as “prejudice plus power.” The combination 
of prejudice and power enables the mechanisms by which racism leads to different 
consequences for different groups. 
 

Interpersonal Racism 

Occurs between individuals. When private beliefs are put in interaction with others, 
racism resides in the interpersonal realm. Examples: public expressions of racial 
prejudice, hate, bias, and bigotry between individuals. 
 
Institutional racism  

The ways in which institutional policies and practices create different outcomes for 
different racial groups. The institutional policies may never mention any racial group, but 
their effect is to create advantages for whites and oppression and disadvantage for 
people from groups classified as people of colour. 

 

 

SOGI 

An acronym that stands for Sexual Orientations and Gender Identities; often used in institutional 
settings (i.e. health care or education), SOGI, or SOGI Minorities, is used in place of 
LGBTQ2S+ acronyms. SOGI may be preferred as it decreases the risk of erasure, since the 
LGBTQ2S+ acronym omits identities or terms of self-identification. SOGI as an acronym fails to 
capture the spectrum of romantic orientations, and intersex folk. Alternatives: SGM (Sexuality 
and Gender Minorities). 

 

Tokenism  
The practice of making only a perfunctory or symbolic effort to do a particular thing, especially 
by recruiting a small number of people from underrepresented groups to give the appearance of 
equality within a workforce. 
 
Tone Policing 

A tactic used by those who have white privilege to silence those who do not by focusing on the 
tone of what is being said rather than the actual content. Tone policing does not only have to be 
spoken out loud publicly. People with white privilege often tone police BIPOC in their thoughts 
or behind closed doors. 

 

Unconscious Bias/Implicit Bias 

An implicit association, whether about people, places, or situations, which are often based on 
mistaken, inaccurate, or incomplete information and include the personal histories we bring to 
the situation. Unconscious (or implicit, hidden) biases are mental processes that operate outside 
of our consciousness, intentional awareness, or control. Unconscious biases include: Affinity 
bias: The tendency to show favour and/or feel more kinship towards people who are more like 
us. It may be based on some aspect of identity that we share with that person, or it could be 
similar interests and backgrounds. Attribution bias: How people explain the behaviour or 
outcomes for themselves or others. For example, attributing a person’s success to their natural 
abilities, versus seeing that success as the result of luck or favouritism. Confirmation bias: The 



 
 

tendency to more easily accept, search for, interpret, or favour information that aligns or agrees 
with one’s existing beliefs and opinions. Performance bias: An assessment of people’s 
competence based on some aspect of their appearance or identit 

 

Universal Design 

Universal Design is the design and composition of an environment so that it can be accessed, 
understood, and used to the greatest extent possible by all people, regardless of their age, size, 
ability, or disability. An environment (or any building, product, or service in that environment) 
should be designed to meet the needs of all people who wish to use it. Universal design 
constitutes the equitable access to spaces, objects, environments, and services. 

 

White Centering 

The centering of whiteness and white people, white values, white norms, and white feelings 
over everything and everyone else. The belief, whether conscious or not, that whiteness is 
“normal” and BIPOC are “other.”  

 

White Fragility 

A phrase coined by author Robin DiAngelo, defined as “a state in which even a minimum 
amount of racial stress becomes intolerable, triggering a range of defensive moves.” 

 

White Saviourism 

A colonialist idea that assumes that BIPOC need white people to save them; that without white 
intervention, instruction, and guidance, BIPOC will be left helpless, and that without whiteness, 
BIPOC, who are seen and treated as inferior to people with white privilege, will not survive.  

 

White Supremacy  

Historically based, institutionally perpetuated system of exploitation and oppression of 
continents, nations, and peoples of colour by white peoples and nations of the European 
continent; for the purpose of maintaining and defending a system of wealth, power and privilege. 

 

 

Curated by The H.E.A.R.T Collaborative from the following sources: 

 

Alberta Civil Liberties Research Centre 

Black Health Alliance 

How To Be An Anti-Racist by Ibram X. Kendi 

Me And White Supremacy by Layla F. Saad 

National Collaborating Centre for Indigenous Health 

QMUNITY 

Racial Equity Tools 

SFU Public Interest Research Group (SFPIRG) 

Simmons University Library 

http://www.theheartcollaborative.com/
http://www.aclrc.com/antiracism-defined
https://blackhealthalliance.ca/home/antiblack-racism/
https://www.ibramxkendi.com/
https://www.meandwhitesupremacybook.com/
https://www.meandwhitesupremacybook.com/
https://www.nccih.ca/en/
https://qmunity.ca/wp-content/uploads/2019/06/Queer-Glossary_2019_02.pdf
https://www.racialequitytools.org/glossary
https://sfpirg.ca/info-hub/
https://simmons.libguides.com/anti-oppression/welcome


 
 

UBC Equity & Inclusion Office 

University of Washington 

 

*This is not an exhaustive list. We are always looking for opportunities to add to this resource. 

Contact adeline@thecommonsconsulting.com or theheartcollaborative@gmail.com if you have 

suggestions for additions or changes. 

 

SELECTED RESOURCES 

How to talk about racism  

• Jay Smooth is host of New York's longest running hip-hop radio show, the Underground 
Railroad on WBAI 99.5 FM in NY, and is an acclaimed commentator on politics and 
culture.  

https://youtu.be/b0Ti-gkJiXc 

https://youtu.be/MbdxeFcQtaU 

 

• Decoded: How to rock an apology: 

https://youtu.be/C8xJXKYL8pU?t=3m7s 

https://youtu.be/C8xJXKYL8pU 

 

Historical & Current Look at Racism  

• Racism in Canada Timeline by BCTF 
https://bctf.ca/uploadedFiles/Public/SocialJustice/Issues/Antiracism/RacismTimeline.pdf 

• An Anti-Racism Reading List from Penguin Random House Canada 

• A mostly Canadian Anti-Racism Reading List and How to Support Anti-Black racism 

work 

 

Intersectionality videos 

• A short 2 minute video where Kimberlé Crenshaw talks about Intersectionality. 

• A more thorough 18.5 minute TED TALK on Intersectionality by Kimberlé Crenshaw. 

 

Anti-Racism Organizational Culture Assessment 

• White Dominant Culture worksheet by the Centre for Community Organization 

 

 

https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://epi.washington.edu/sites/default/files/website_documents/DEI%20Glossary_Formatted_20190711.pdf
mailto:adeline@thecommonsconsulting.com
mailto:theheartcollaborative@gmail.com
https://youtu.be/b0Ti-gkJiXc
https://youtu.be/MbdxeFcQtaU
https://youtu.be/C8xJXKYL8pU?t=3m7s
https://youtu.be/C8xJXKYL8pU
https://bctf.ca/uploadedFiles/Public/SocialJustice/Issues/Antiracism/RacismTimeline.pdf
https://www.penguinrandomhouse.ca/list/1779/anti-racist-reading-list
https://caseythecanadianlesbrarian.com/2020/06/01/10-canadian-books-about-racism-anti-blackness-and-anti-racism-plus-places-to-put-your-money-where-your-mouth-is/
https://caseythecanadianlesbrarian.com/2020/06/01/10-canadian-books-about-racism-anti-blackness-and-anti-racism-plus-places-to-put-your-money-where-your-mouth-is/
https://youtu.be/ViDtnfQ9FHc
https://youtu.be/akOe5-UsQ2o
https://coco-net.org/wp-content/uploads/2020/09/WhiteDominantCulture.pdf


 



  





 

 

Theme Microaggressions Message Structural or Institutional Discrimination 

Ascription of 

Intelligence 

• “You are a credit to your race.” 

• “How did you get into that school?” 

• “You are so articulate.” 

• BIPOC are generally not as 

intelligent as white people. 

• You do not belong in this 

educational institution. 

• Labour Market Discrimination – “Are Emily 

and Greg More Employable than Lakisha and 

Jamal?” 

Belonging • “Where are you really from?” 

• “You speak English really well.” 

• You are a foreigner. 

• You do not belong here. 

• Being passed over for promotions and being 

told that you “need to work on your 

communication skills” because you have an 

accent. 

• No BIPOC in senior leadership positions. 

Colour 

Blindness 

• “I don’t see colour.” 

• “There is only one race; the human race.” 

• “I treat everyone the same.” 

• “All lives matter.” 

• Your identity is not 

relevant. 

• Your experiences are not 

real. 

• I do not have white 

privilege. 

• If you can’t see it, you can’t talk about it, you 

can’t understand the problems of racism, 

much less fix the problems. 

• Racist discrimination impacts opportunities, 

perceptions, income, and so much more. 

Criminality • Following a BIPOC around a store. 

• Locking your car door when you see a 

group of BIPOC, especially young men. 

• You are dangerous. 

• You cannot be trusted 

• Police/Campus Security “carding” practices 

(racial profiling). 

• Over-representation of Indigenous people in 

Canadian legal system. 



Theme Microaggressions Message Systemic or Institutional 

Discrimination 

Pathologizing Cultural Values • Asking a BIPOC to be “less 

animated” or “loud.” 

• Asking a BIPOC to dress “more 

professionally” to the office. 

• You need to assimilate to the 

dominant culture. 

• “Professional” dress code 

policy 

Myth of Meritocracy  • “My great, great grandfather 

was an immigrant. He worked 

hard and made something of 

himself.” 

• The playing field is even, so 

any problem encountered is 

lays with the individual.  

• Labour Market Discrimination 

– “Are Emily and Greg More 

Employable than Lakisha and 

Jamal?” 

Environmental  • A university named after a 

white man with colonial roots, 

and buildings named after 

wealthy white men/families 

• TV/Movies/Books that feature 

predominately white 

protagonists 

• You don’t belong. There is only 

so far you can go here. 

• You are an outsider. You don’t 

exist. 

• These are macro-level 

microaggressions that are 

more apparent on systemic 

and environmental levels 

 



I'm going to tell you a story about the number 20 bus.  In East Van, the 20 goes through the Down-

town East Side, the poorest part of Vancouver, and the poorest off-reserve part of Canada. I live on 

Commercial Drive so I'm on the 20 a lot. I tell all my counselling students, “Go sit on that bus, you'll 

learn everything you need to know. Figure out how to respond. This is where you are going to get 

your education”. 

I get on the 20 bus late at night, and like most wom-

en, I can tell you exactly how many drunk men are 

on the bus. But there is one guy that requires all of 

my attention because he's loud, he's standing up 

and he's shouting racist things at an elder Chinese 

woman. I freeze, I'm paralyzed and I think, what am 

I going to do? The first thing I think about is, I can't 

take on a great big, drunk man. I've tried this in my 

life, it hasn't worked for me and I'm scared of great 

big drunk men. I'm not required as an ally to take on 

that guy unless I have the power to do it. I am re-

quired to be an ally to this woman.  

I looked at the Chinese elder woman and I kind of threw my love at her. I wanted her to know I was 

there, I'm with her. I'm going to try to figure out what I'm going to do. She's got her head down, 

she's got her groceries on her seat next to her and she's tucked in tight. She's not looking at my 

love that I'm throwing at her. This is a good tactic, but it's not working. While I'm trying to figure out 

how the heck I'm going to respond, a young sweet lovely person who I could not tell the gender of 

slips by me, Aikido style, and picks up the groceries, puts them on their lap and sits next to her. 

What I saw as a full seat, this person saw as a seat without a person in it. Beautiful, what a beauti-

ful thing. So now, there is a body between this elder Chinese woman and this man who is attacking 

her with racism. The Chinese woman doesn't thank this person. I can tell this person is looking to 

say, “Should I put my arm around you? Should I talk to you?” And the Chinese woman is letting 

them know she’s not engaging with them either.  

There's a whole bunch of us on the bus that are thinking, “OK. What's the next thing we should do? 

”. This guy is still going. Now I'm rooting for this young person, and I'm worried for them. My read is 

that they are possibly trans, or gender variant and maybe they are queer, so they could be next to 

be attacked. Why should they be in front of this big angry guy? This is not good.  

There's a really large First Nations guy on the bus. I can't tell whether or not he's had a few beers 

or he's doing performance art because he's by the window, and he slips by the person on the aisle 
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seat, puts his hand on the bar and swings around, you know, takes all the room on the bus. In my 

head I'm thinking, “Oh man! Big guy stuff, there's big guy and big guy; this is going to be bad”. 

But no, I totally mistrusted this guy. He's being an accountable man, what he's saying is bring it 

on, bring it over here. One of the nasty things the white guy had said to the Chinese woman was 

"Get back on the boat. Go back to China". And the big First Nations guy says to the white guy, 

with humour, "Hey man, you are the original boat person. Christopher Columbus was your cap-

tain. Get back on you own damn boat" and he's laughing as he says this.  

Everyone on the bus exhales because we know we are going to be OK-enough, and then every-

body leans in, and the guy looks at me, and though I do seem inept, I am available to be an ally. 

He looks at me and he says, "What the hell boat did you come from?” I timidly say, “Ireland, New-

fy, a little bit of England". He says "You can stay, you know your boats".  He starts holding court, 

inviting other folks into the fray. 

As all this is going down I notice the elder Chinese woman picks up her groceries and slips out 

the door at the next stop. I go out with her. The bus goes on. I don't get to see the rest of this les-

son in 500 years of resistance to colonization, but I envision it: It makes me happy. But I'm left on 

the sidewalk with the Chinese woman, and I'm wondering if she wanted me to accompany her, 

does she feel safe-enough to go to her home. She puts her head down and she kind of runs, 

dragging her groceries behind her. She's probably not new to this. She probably has really good 

reasons to not trust me either. I'm not a perfect ally to her, she doesn't love me, she doesn't 

thank me: She takes off.  

I realize I cannot follow her. A big white person following her would be scary, so I try to let go of 

what I want to do. I want to be the perfect ally, but she's saying, “No”. This is what no looks like. I 

work at WAVAW (Women Against Violence Against Violence) a rape crisis centre. We work real-

ly hard to hear no and listen to no. So I’m thinking "Vikki, you've got to hear no too". So I know 

this is going to be imperfect, she's probably OK-enough, and she's probably lived with this her 

whole life.  

I turn around, there are three other women at the bus stop and we are a real multiplicity of wom-

en. And one of them looks at me, looks at everyone else, and says "This is nobody's stop is it?" 

and we say "No". "We’re all going to wait for the next bus?”.  We all chuckle and respond, 

"Yeah".  

And that was my moment of the social divine, that four different women would get off at the 

wrong stop to accompany this woman who didn't need us to walk her home, and didn't thank us. 

This is a beautiful moment. When people do the right thing. And there I was saying "Oh man. 

What am I doing alone at night at an unfamiliar bus stop? This isn't the best scene for you Vik". 

But I have these other women in solidarity on this street, and I know there are accountable men 

on that bus. This changes things for me, it matters for me. I hold this moment of the social divine 

alongside the terror of the racism this Chinese woman experienced. That's the real story, and 

that's a heart breaking story.  
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Vikki Reynolds is the Clinical Supervisor at WAVAW. To learn more about Vikki 
please visit her personal page www.vikkireynolds.ca. To learn more about Clinical 
Supervision at WAVAW, please view page 2 of the “First Newsletter of 2012”. 

http://www.vikkireynolds.ca/


The “Problem” Woman of Colour in the 
Workplace

The Woman of Colour 
enters the organization

Retaliation
• the organization decides that the 

woman of colour is the problem and 
targets her

• the organization labels the conflict 
as a “communication issue” or 
claims that she is not qualified or 
“not a good fit

Reality
• the Woman of Colour points out 

issues within the organization
• she tries to work within the 

organization’s structure and policies
• she pushes for accountability

Honeymoon
• the Woman of Colour feels 

welcomed, needed, and 
happy

Response
• the organization denies, ignores, and 

blames
• the responsibility of fixing the problem 

is placed on the Woman of Colour 
• People of Colour are pitted against 

one another

The Woman of Colour 
exits the organization
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WHITE	  DOMINANT	  CULTURE	  &	  SOMETHING	  DIFFERENT	  

a	  worksheet	  	  
	  

	  
	  
	  

‘Preservation	  of	  one's	  own	  culture	  does	  not	  require	  contempt	  or	  disrespect	  for	  other	  
cultures.’	  –César	  Chávez	  
	  
‘All	  learning	  happens	  through	  culture.	  Thus,	  we	  all	  have	  culture.’	  –Zaretta	  Hammond	  

	  
	  
We	  all	  have	  culture	  which	  we	  express	  in	  observable	  ways,	  how	  we	  interact,	  what	  we	  value	  and	  
hold	  to	  be	  true.	  No	  culture	  is	  better	  than	  another.	  As	  lovers	  of	  freedom	  and	  justice,	  we	  can	  aim	  
to	  create	  inclusive	  spaces	  where	  we	  all	  can	  bring	  our	  best	  and	  highest	  selves.	  At	  the	  same	  time,	  
we	  can	  be	  mindful	  of	  how	  our	  environments	  impede	  our	  ability	  to	  unleash	  our	  unlimited	  
potential.	  	  
	  
In	  our	  society,	  the	  dominant	  culture	  that	  shapes	  our	  institutions,	  our	  media,	  the	  way	  we	  see	  
ourselves	  and	  each	  other	  is	  that	  of	  the	  white,	  middle	  class.	  Racial	  equity	  trainer	  Tema	  Okun	  
suggests	  that	  the	  characteristics	  of	  white	  dominant	  culture	  can	  be	  harmful	  not	  in	  and	  of	  
themselves	  but	  ‘when	  they	  are	  used	  as	  norms	  and	  standards	  without	  being	  pro-‐actively	  named	  
or	  chosen	  by	  the	  group….	  These	  attitudes	  and	  behaviors	  can	  show	  up	  in	  any	  group	  or	  
organization,	  whether	  it	  is	  white-‐led	  or	  predominantly	  white	  or	  people	  of	  color-‐led	  or	  
predominantly	  people	  of	  color.’	  
	  	  
In	  the	  table	  below,	  Okun	  calls	  the	  attitudes	  and	  behaviors	  in	  the	  left	  column	  aspects	  of	  white	  
supremacist	  culture.	  The	  definition	  of	  white	  supremacist	  culture,	  or,	  white	  dominant	  culture,	  
that	  we	  like	  to	  use	  is	  simple	  and	  expansive:	  	  

The	  explicit	  to	  subtle	  ways	  that	  the	  norms,	  preferences	  and	  fears	  of	  white	  European	  
descended	  people	  overwhelmingly	  shape	  how	  we	  à	  organize	  our	  work	  and	  institutions,	  
see	  ourselves	  and	  others,	  interact	  with	  one	  another	  and	  with	  time,	  and	  make	  decisions.	  	  

	  
We	  invite	  you	  to	  take	  a	  look	  at	  the	  characteristics	  of	  white	  dominant	  culture	  in	  the	  left	  hand	  
column	  (‘Norms	  of	  White	  Dominant	  Culture’).	  Think	  about	  how	  they	  might	  apply	  to	  you	  as	  an	  
individual	  or	  play	  out	  in	  your	  organization.	  Take	  a	  look	  at	  the	  right	  hand	  column	  for	  some	  
antidotes,	  or,	  alternatives,	  to	  white	  supremacist	  culture	  (‘Something	  Different’).	  How	  are	  you	  or	  
could	  you	  apply	  those	  to	  yourself,	  your	  work	  or	  your	  organization?	  
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What	  can	  you	  personally	  do	  to	  make	  a	  change,	  or	  pivot,	  from	  the	  left	  column	  to	  the	  right	  column?	  What	  
can	  your	  organization	  do?	  

	  

‘NORM’	  of	  White	  Dominant	  Culture	   PIVOT	   SOMETHING	  DIFFERENT	  

Either/or	  thinking	  
Believing	  people	  are	  racist	  or	  not	  racist,	  good	  or	  bad.	  
Seeing	  incidents	  of	  inequity	  as	  isolated	  events.	  

	  

Systems	  and	  complexity	  thinking	  
Understanding	  context	  and	  intersectionality.	  Seeing	  
patterns,	  holding	  contradictory	  thoughts	  &	  feelings	  
simultaneously.	  	  

Paternalism	  	  
No	  consultation	  or	  transparency	  in	  decision	  making.	  
Taking	  over	  campaigns,	  mediating	  and	  facilitating	  others.	  
	  

	  

Partnership	  
Decision	  making	  is	  clear,	  affected	  parties	  are	  consulted.	  
Evaluations	  include	  staff	  at	  all	  levels.	  Leadership	  of	  
Frontline	  communities	  is	  respected	  and	  nurtured.	  	  

Competition	  
Taking	  unearned	  credit	  for	  wins.	  Coopting	  local	  organizing	  
efforts,	  or	  the	  work	  of	  other	  staff.	  	  Treating	  core	  
campaign	  issues	  as	  more	  important	  than	  issues	  that	  other	  
people	  are	  working	  on.	  

	  

Collaboration	  
Taking	  time	  to	  build	  relationships	  based	  on	  trust.	  Focus	  
is	  on	  ‘building	  a	  bigger	  pie’	  instead	  of	  fighting	  over	  a	  
slice.	  Mutual	  support	  and	  promotion	  of	  each	  other's	  
campaigns	  and	  issues.	  

Power	  hoarding	  
Ideas	  from	  less	  senior	  people	  are	  treated	  as	  a	  threat,	  
information	  and	  decision	  making	  is	  confidential.	  Holding	  
on	  to	  resources,	  scarcity	  mindset.	  

	  

Power	  sharing	  
Ideas	  at	  all	  levels	  are	  valued	  for	  the	  positional	  expertise	  
they	  represent,	  ideas	  from	  others	  are	  requested	  and	  
space	  is	  made	  for	  them	  to	  be	  heard.	  Budgets	  are	  made	  
available	  for	  viewing,	  providing	  input	  on,	  and	  resources	  
are	  shared	  equitably	  and	  appropriately.	  	  

Comfort	  with	  predominantly	  white	  leadership	  
Defaulting	  to	  all	  or	  mostly	  white	  leadership	  using	  urgency	  
and	  lack	  of	  available,	  qualified	  people	  of	  color	  as	  
justifications	  for	  doing	  so.	  

	   Leadership	  representative	  of	  the	  communities	  most	  
affected	  by	  inequity	  
Take	  time	  to	  weave	  into	  the	  fabric	  of	  the	  organization	  a	  
critical	  mass	  of	  equity-‐oriented	  people	  of	  color	  in	  
leadership	  and	  on	  staff	  at	  large.	  Create	  inclusive	  
culture.	  With	  graceful	  awareness,	  acknowledge	  that	  
we’re	  all	  unconsciously	  socialized	  to	  see	  physical	  
features	  that	  are	  more	  white	  European,	  including	  
lighter	  skin,	  as	  ‘better’.	  Be	  mindful	  of	  how	  norms	  of	  the	  
white,	  middle	  class	  can	  easily	  permeate	  the	  main	  
organizational	  culture.	  

Individualism	  &	  Separateness	  
Focus	  is	  on	  single	  charismatic	  leaders,	  Working	  in	  
isolation,	  from	  each	  other	  and	  from	  other	  organizations.	  

	  
	  
	  
	  
	  

Community	  &	  Collectivism	  
Working	  together,	  working	  from	  a	  movement	  lens.	  
Understanding	  that	  to	  change	  everything	  it	  takes	  
everyone.	  Understanding	  interdependence	  of	  all	  social	  
struggles.	  Working	  for	  all	  who	  are	  impacted	  by	  
destruction	  and	  seizing	  of	  land,	  air,	  water	  and	  climate,	  
especially	  those	  hit	  first	  and	  worse.	  

Fear	  of	  open	  conflict	  	  	  
Right	  to	  comfort.	  Politeness	  is	  valued	  over	  honesty.	  White	  
fragility	  goes	  unchecked.	  Those	  who	  bring	  up	  discomfort	  
for	  others	  are	  scapegoated.	  Useful	  feedback	  not	  given	  in	  

	  

Direct	  and	  constructive	  feedback/	  Growth	  and	  
learning	  
Peers	  call	  each	  other	  in	  and	  continuously	  learn	  from	  
each	  other.	  Managers	  are	  skilled	  at	  providing	  timely,	  
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timely	  manner	  resulting	  in	  underperformance,	  lack	  of	  
growth	  and	  distorted	  sense	  of	  how	  one	  is	  doing.	  Smaller	  
problems	  left	  unattended	  become	  bigger	  ones	  down	  the	  
road.	  

supportive	  feedback	  in	  culturally	  and	  individually	  
responsive	  ways.	  

Priorities	  and	  timelines	  that	  perpetuate	  white	  
supremacy	  culture	  
Sense	  of	  urgency	  for	  funder-‐driven	  deliverables,	  but	  not	  
for	  community	  building,	  capacity	  building	  or	  equity	  work	  
implementation.	  

	  
	  
	  
	  
	  

Priorities	  and	  timelines	  set	  for	  sustainability	  and	  
equity	  
People	  have	  space	  for	  what	  comes	  up	  that	  is	  important	  
to	  address	  in	  the	  moment.	  More	  realistic	  timeframes	  
set.	  Allocating	  time	  for	  the	  unexpected	  and	  based	  on	  
how	  long	  things	  actually	  took	  last	  time.	  

Superiority	  of	  the	  nonprofit	  written	  word	  
If	  it’s	  not	  written	  down,	  it	  is	  not	  valued.	  If	  it’s	  written	  
down	  in	  any	  way	  other	  than	  “Standard	  American	  English”,	  
it	  is	  seen	  as	  incorrect	  or	  less	  intelligent.	  Superiors	  
“correct”,	  edit	  and	  change	  documents	  to	  reflect	  a	  
particular	  normalized	  language	  for	  that	  non-‐profit.	  

	  

All	  forms	  of	  communication	  valued	  and	  taken	  
seriously	  
Communication	  is	  treated	  simply	  as	  communication,	  
stripped	  of	  “right”	  or	  “wrong”,	  recognizing	  that	  an	  
individual’s	  use	  of	  language	  involves	  culture,	  power,	  
lived	  experience	  and	  geography.	  Editing	  focuses	  solely	  
on	  communicating	  more	  clearly	  to	  a	  particular	  
audience	  and	  done	  with	  permission	  of	  the	  writer.	  
Appreciation	  for	  how	  in	  some	  communities,	  info	  
relayed	  effectively	  through	  relationship	  networks	  and	  
the	  spoken	  word,	  not	  just	  the	  written	  word.	  

Comprehensiveness	  	  
Continual	  research	  and	  writing	  that	  leads	  nowhere.	  
Creating	  multiple	  reports,	  groups,	  committees	  that	  are	  
working	  in	  isolation	  and	  don’t	  build	  on	  each	  other’s	  work.	  
Vision,	  values	  and	  goals	  that	  no	  one	  can	  remember	  nor	  
easily	  refer	  to	  in	  a	  meeting.	  

	  
	  
	  
	  
	  
	  

Clarity	  &	  alignment	  for	  action	  
Simple,	  memorizable	  and	  repeatable	  shared	  vision,	  
values	  and	  goals.	  

Transactional	  relationships	  
Detached	  “professional”	  communication,	  for	  the	  purpose	  
of	  completing	  a	  transaction	  and	  efficiency.	  Reaching	  out	  
or	  acknowledging	  people	  only	  when	  you	  need	  something	  
from	  them.	  

	  

Transformational	  relationships	  
Building	  relationships	  internally	  and	  externally	  that	  are	  
based	  on	  trust,	  understanding	  and	  shared	  
commitments.	  Even	  in	  the	  simplest	  ways,	  taking	  time	  
to	  see,	  greet	  and	  acknowledge	  each	  other	  to	  sustain	  
caring	  connections,	  especially	  when	  there’s	  ‘no	  time’	  to	  
do	  so.	  Space	  to	  appropriately	  be	  in	  one’s	  majesty,	  and	  
share	  in	  each	  other’s	  cultural	  bounty.	  
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Transactional	  goals	  
Transactional	  deliverables	  /	  quantifiable	  are	  
ranked	  above	  meaningful	  engagement	  or	  
qualitative	  goals.	  Rushing	  to	  achieve	  numbers.	  
	  

	  

Transformational	  goals	  
Working	  towards	  meaningful	  engagement	  with	  
depth,	  quality;	  using	  qualitative	  goals	  in	  
addition	  to	  whatever	  deliverables	  a	  foundation	  
is	  asking	  for.	  The	  timeline	  for	  the	  deliverables	  
Includes	  enough	  time	  for	  quality.	  

Defensiveness	  
Nowhere	  to	  air	  grievances.	  Focus	  placed	  on	  
protecting	  power	  instead	  of	  addressing	  harms,	  
naming	  intention	  instead	  of	  acknowledging	  
impact.	  

	  

Vulnerability	  
Give	  and	  receive	  feedback	  non-‐defensively,	  
have	  a	  clear	  structure	  to	  hear	  and	  address	  
grievances.	  Skills	  are	  supported	  in	  being	  both	  
self-‐critical	  and	  self-‐loving.	  

Progress	  is	  bigger,	  more	  
Focus	  on	  quantity;	  less	  focus	  is	  put	  on	  the	  cost	  
of	  growth	  on	  people,	  communities	  and	  
relationships.	  

	  
	  
	  
	  
	  
	  

Progress	  is	  sustainability	  and	  quality	  
Cost/	  benefit	  analysis	  includes	  all	  costs.	  Focus	  
is	  on	  sustainability.	  

Over-‐working	  as	  unstated	  norm	  
Encouraging	  people	  to	  work	  through	  weekends	  
and	  into	  the	  night	  (directly	  or	  passively	  by	  
setting	  up	  work	  plans	  that	  are	  unachievable	  in	  
a	  40	  hr	  week)	  -‐	  ignoring	  how	  Black	  and	  Brown	  
people	  have	  been	  historically	  and	  systemically	  
requested	  to	  take	  on	  physically	  taxing	  work	  by	  
white	  bosses.	  
	  

	  

Self	  Care/	  Community	  Care	  	  
Actively	  encouraging	  a	  culture	  of	  self-‐care	  and	  
community	  care	  in	  which	  people	  care	  about	  
each	  other’s	  physical	  and	  emotional	  wellbeing,	  
support	  time	  boundaries	  and	  are	  considerate	  
of	  time	  zone	  difficulties,	  parental	  needs,	  
personal	  health	  issues,	  etc.	  Work	  plans	  include	  
20%	  of	  unscheduled	  time	  to	  enable	  space	  for	  
the	  inevitable	  unpredictable	  tasks	  that	  emerge.	  	  

Perfectionism	  
Mistakes	  are	  seen	  as	  personal,	  reflect	  badly	  on	  
the	  person	  -‐	  the	  person	  is	  seen	  as	  a	  mistake.	  
Little	  time	  for	  learning.	  

	  

Appreciation	  
Mistakes	  are	  valued	  as	  opportunities	  for	  
learning.	  People	  verbally	  show	  their	  
appreciation	  for	  one	  another	  

Skeptical	  management	  
As	  new	  hires	  slowly	  learn	  their	  job,	  it	  is	  subtly	  
or	  directly	  communicated	  that	  they	  “must	  
prove	  themselves”,	  setting	  them	  up	  to	  hide	  
mistakes	  or	  face	  discipline.	  

	  

Supportive	  management	  
As	  new	  hires	  slowly	  learn	  their	  job	  they	  are	  
supported,	  given	  freedom	  to	  make	  mistakes	  
and	  learn	  from	  them.	  	  Supportive	  feedback	  is	  
provided	  in	  real-‐time	  or	  soon	  thereafter.	  

White	  mediocrity	  
People	  of	  color	  given	  extra	  work,	  and	  
scrutinized	  while	  white	  staff	  with	  more	  years	  
and/or	  formal	  credentials	  are	  given	  a	  pass,	  or	  
promoted.	  

	  
	  
	  
	  
	  
	  

Fair	  evaluations	  and	  just	  promotions	  
Based	  on	  a	  broader	  range	  of	  competencies	  
than	  what	  has	  been	  historically	  valued	  (skills	  in	  
the	  left	  column)	  
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Equity	  washing	  
Signing	  on	  to	  big	  lofty	  values,	  but	  not	  
enacting	  them.	  Hiring	  people	  of	  color	  but	  not	  
supporting	  a	  culture	  shift	  to	  retain	  them,	  
focusing	  on	  inclusion	  internally	  while	  the	  
field	  work	  perpetuates	  inequities.	  

	  
	  
	  
	  
	  
	  

Real	  equity	  
Focus	  on	  all	  dimensions	  of	  the	  organization	  

Official	  title	  outweighs	  experience	  
Regardless	  of	  someone’s	  broad	  skill	  and	  
experience	  base,	  they	  are	  treated	  as	  though	  
they	  only	  know	  how	  to	  do	  what	  is	  in	  their	  job	  
description,	  and	  their	  ideas	  are	  valued	  based	  
on	  organizational	  rank.	  When	  offering	  to	  do	  
more	  or	  different,	  are	  told	  to	  “stay	  in	  their	  
lane”	  	  

	  

Holistic	  view	  of	  people	  
People’s	  experience	  and	  skills	  are	  understood	  to	  likely	  
expand	  beyond	  what	  they	  have	  been	  hired	  to	  do,	  and	  
opportunities	  to	  contribute	  more	  of	  who	  they	  are,	  are	  
offered.	  	  

Changing	  the	  subject	  away	  from	  the	  role	  of	  
race	  
Limited	  understanding	  of	  how	  biases	  
(preferences	  and	  dislikes)	  based	  on	  race	  and	  
culture	  interplay	  with	  all	  aspects	  of	  our	  lives	  
and	  systems.	  Seeing	  difference	  as	  bad.	  
Perception	  that	  talking	  about	  biases	  is	  an	  
attack	  on	  white	  people	  or	  that	  white	  people	  
can’t	  handle	  the	  conversation.	  

	   Compassionate	  curiosity	  about	  how	  race,	  cultural	  
differences,	  racial	  bias	  may	  be	  at	  play	  With	  360-‐degree	  
compassion,	  assume	  there	  may	  be	  unconscious	  biases	  
at	  work	  with	  respect	  to	  race	  to	  some	  extent.	  Create	  an	  
environment	  that	  celebrates	  the	  courage	  to	  explore	  
racial	  bias	  in	  all	  its	  forms,	  avoiding	  ‘gotcha’	  and	  good	  
person/bad	  person	  dynamics	  and	  camps.	  Acknowledge	  
we	  all	  carry	  unconscious	  bias	  that	  is	  not	  helpful	  and	  
each	  have	  a	  role	  in	  addressing	  it.	  Focus	  on	  building	  
stamina	  and	  healing	  for	  self-‐reflection;	  focus	  on	  the	  
consciousness	  and	  behaviors,	  not	  on	  shaming	  the	  
person.	  

Narrow	  valuation	  of	  intelligence	  /	  
performance	  	  
Assessing	  higher	  value	  to	  left	  column	  
attributes	  over	  right	  column	  attributes.	  
Verbal/linguistic	  and	  logical-‐mathematical	  
intelligences	  treated	  as	  superior	  

	  
	  
	  
	  

Broad	  appreciation	  of	  differences	  	  
Valuing	  attributes	  on	  the	  right	  column.	  Including	  spaces	  
for	  work	  that	  needs	  musical-‐rhythmic,	  visual-‐spatial,	  
bodily-‐kinesthetic,	  interpersonal,	  intrapersonal,	  and	  
naturalistic	  intelligences.	  

	  
	  

Adapted	  for	  ACCE	  from	  adaptation	  by	  Partners	  for	  Collaborative	  Change	  based	  on	  “White	  
Supremacy	  Culture”	  By	  Tema	  Okun	  and	  Kenneth	  Jones,	  for	  large,	  majority	  white	  environmental	  
organizations,	  using	  interviews	  with	  staff	  and	  partners	  of	  these	  organizations.	  	  

Tema	  Okun’s	  Partial	  Bibliography:	  Notes	  from	  People's	  Institute	  for	  Survival	  and	  Beyond	  
Workshop,	  Oakland,	  CA,	  spring	  1999.	  Notes	  from	  Challenging	  White	  Supremacy	  Workshop,	  San	  
Francisco,	  CA,	  spring	  1999.	  Beverly	  Daniel	  Tatum,	  Why	  Are	  All	  the	  Black	  Kids	  Sitting	  Together	  in	  
the	  Cafeteria?	  NY:	  HarperCollins,	  1997.	  Derrick	  Jensen,	  A	  Language	  Older	  Than	  Words.	  NY:	  
Context	  Books,	  2000.	  Paul	  Kivel,	  Uprooting	  Racism.	  PA:	  New	  Society	  Publishers,	  1996.	  Anne	  
Wilson	  Schaef,	  Living	  in	  Process.	  NY:	  Ballantine,	  1998.	  For	  complete	  bibliography,	  see	  complete	  
notebook	  for	  dRworks	  Dismantling	  Racism	  process.	  dRworks	  is	  a	  group	  of	  trainers,	  educators	  
and	  organizers	  working	  to	  build	  strong	  progressive	  anti-‐racist	  organizations.	  
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