Race Equity Training Handouts
Spokane RED January 18-19, 2018
1. The Five Levels of Race Equity Work;
2. Dr. Leticia Nieto short articles, Parts I, 2 and 3;
3. Glossary of Terms (REJI);
4. “Equity versus Equality” drawing;
5. Embodied Coping Strategies;
6. “Detour-spotting for White Anti-Racists” - Joan Olsson;
7. Stereotype Content Model;
8. Ladder of Inference;
9. Debiasing Article – Bill Kennedy;
10. Microaggressions Chart;
11. Anti-Oppression Frameworks Sheet - Dr. Leticia Nieto;
12. UCLA Law Review Article Discussion Questions;
13. UCLA Law Review Article on Implicit Bias; (not included)
14. Washington State REJI (Race Equity & Justice Initiative) “Acknowledgements &
Commitments”.
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PART 1

Understanding
Oppression

Strategies in Addressing Power and Privilege
By Leticia Nieto

Leticia Nieto, incorporating ideas and models

and Margot F. Boyer

from developmental theory, diversity models
and her own work as a therapist, teacher,

Ed. Note: The first of a series of columns
addressing personal development, race and

artist and cross-cultural worker.
We’re all members of many different

oppression. Send questions for Leticia at

groups. Many of these memberships reflect

cuetzpalin@aol.com

our choices and lives in ways that are neu-

E

tral or positive. Some of us come from big
veryone who has tried to address the

families, and some are only children. Some

social realities of oppression and privilege

of us have pets and some don’t. Some of us

knows that these are tough subjects.

are basketball fans, symphony lovers, veg-

Even saying the word “oppression,” or the more-

etarians or film enthusiasts. We can enjoy

loaded “racism,” “sexism” and “heterosexism,”

these affiliations and know that we are

will get some people’s back up. Many folks

not likely to face discrimination because

start to feel angry, guilty, ashamed or upset

of them.

when these topics are raised, no matter how we
approach them.
But we can’t have a more just society without

Other social memberships are troublesome.
Because of our socially ascribed memberships
in certain groups – based on gender, ethnicity,

talking about injustice. How can we address

social class and other groups – we will experience

these topics in a constructive way that will help

either oppression or privilege. We don’t sign up

people to listen and grow, not just create conflict

to join these groups, nor do we sign up for the

and ill feelings?

system of oppression and privilege, yet they are

In this series of columns, we’ll outline an

part of our lives. We use the term “Rank” to

approach that can help people grow in their

describe this system, and we believe that people

understanding of oppression, and their compas-

can develop access to better skills for responding

sion for self and others. This approach is largely

to oppression in each of the rank areas. Later on,

a psychological one, and we use the language

we’ll describe those skills in detail, but first we’d

of imagery and feeling more than that of politics

like to lay some groundwork for understanding

or activism. We believe that people can develop

how the system works.

more appropriate and useful skills to address the

In this model we distinguish among three terms

skills, and we’ve found that when people learn

Rank and Power. The “Onion” diagram shows

about these skills they find it easier to tolerate

these as layers or ways to understand social

discomfort, change their own behavior and work

interactions. Status is the outermost layer, the

with people whose experiences differ from their

one that is easiest for other people to see and
the one we are most likely to be aware of, rank
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that are sometimes treated as synonyms: Status,

plified it for this space. We teach it in the course

depending on certain social memberships, and

of a one- or two-day workshop, or over an aca-

power is the innermost layer, related to the core
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issues of oppression just as they develop other

own.

demic semester as part of a graduate program in

of our being.
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descendents, to

This is a complex model, and we’ve greatly sim-

counseling psychology. This column will offer a

refers to the system of valuing people differently

Power relates to our connection to that which

sketch of these ideas, which were developed and

is greater than ourselves, to the numinous or the

synthesized by the co-author of this piece, Dr.

divine. It signals our connection to ancestors and

nature and to the
whole of creation.
Any person can have access
to power; it’s not a function of
social role or worldly success. We connect with power through our spiritual practices and our creative lives, through our mentors
and loved ones, and through anything that allows
us to move from a genuine center. In workshops,
we ask people to envision a person or being that
has this kind of power, and to imagine walking in
their footsteps, as a way of getting in touch with
personal power.
Remembering our power enables us to work
with the challenges of our lives and to cut
through the social constructs of status and rank
effectively. Usually other people cannot see our
power, though they might feel it in some situations.
Status, in contrast, is the most superficial level
of interactions, one which is easy to observe. We
all know how to take a high-status or low-status
position, and we all get lots of practice in both.
High-status behavior is marked by a dominant
or assertive posture and verbal messages of
assertion, leadership, dominance or knowledge.
Low-status behavior is marked by a submissive or
passive posture, and verbal messages of agreement, compliance, acceptance, and support.
Both high- and low-status moves can be useful
in some situations or destructive in others – these
are fundamental modes of behavior, not good or
bad in themselves.
Like other animals, human beings continually
play status games. Most of us take both high-

and low-status positions throughout
the day. With close friends, partners and colleagues, status play can

Bainbridge Graduate Institute
& ColorsNW Magazine
$5,000 to $10,000
CAPA COLORSNW MBA
SCHOLARSHIPS

Ask Leticia
If you would like more

become very fluid, with both parties

information about these ideas,

taking each position in turn. Certain

please contact Dr. Nieto at

social roles evoke particular status

cuetzpalin@aol.com. If you

behavior, and we’ll talk more about

have specific questions, situa-

those later on.

tions you’d like us to address

It’s easy to observe status play at

in future columns or thoughts

any bus stop, family meal or busi-

on these concepts, e-mail us at:

ness meeting. Watch an interaction

naomii@colorsnw.com.

unfold, and you’ll likely see people
switching status positions regularly.

Why are Bainbridge Graduate Institute
& ColorsNW Magazine offering these
scholarships?
To help future leaders obtain a cutting edge MBA
in Sustainable Business. To promote greater
diversity within BGI’s MBA program, particularly
from underrepresented people of color, and
ultimately to promote diversity as a corporate and
social value.
How much are the awards?
Will award up to 6 scholarships ranging from
$5,000 to $10,000 each. A scholarship is renewable
from year to year if you remain in good standing.
And you will also be eligible to receive additional
need-based ﬁnancial aid.
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How do I know if I am eligible?
The most important requirements are an undergraduate degree (it doesn’t have to be in business)
and to be accepted by BGI into the 2- or 3-year
MBA in Sustainable Business program.
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Deadline is April 28th. For more
information, and to apply, visit:

www.bgiedu.org
Or call, Aly Tibbetts, Director of Admission at

206-855-9559

This is important, because status is

examples of status play come into

not a permanent state or role; it’s

the conversation. However, the fact

a temporary behavior. Unlike rank

that some members of devalued

memberships, which are generally

social groups experience success

stable, status play is mobile.

and exhibit high-status behavior

High-status behavior includes
many positive activities: leading a
group, teaching a class, speaking up

does not change the underlying
dynamics of rank.
The middle layer of the Onion,

for a principle, asserting connection.

rank, is complex. Because rank

High-status behavior also includes

is difficult to discuss, we use a

the whole spectrum of aggression,

series of metaphors to attempt to

from positive action to confronta-

understand how it operates. One

tion and even violence. Violence is

metaphor is that of an essentially

a high-status move, and this is true

mechanical system, a conditioned

no matter who does it. When a per-

response that everyone is trained

son who is a member of a socially

to make when they are very young.

marginalized group commits an act

We call it the Rank Machine. It

of violence against someone who is

operates like an old-fashioned

a member of a socially over-valued

clockwork or a primitive industrial

group, we see that as a high-status

system, like an assembly line of 100

move. It’s a temporary situation,

years ago, but it happens within

a snapshot of an interaction, that

and around us.

doesn’t change the underlying

The rank machine does only

dynamics of societal and institution-

one thing: It sorts people into two

alized inequity.

piles, a small pile of people who

Similarly, when someone who is

are overvalued and a larger pile of

a member of a socially over-valued

people who are devalued. We call

group or holds social privilege takes

these two piles Agents and Targets.

a low-status position in a particular

Since the rank machine is part of

interaction, that does not change

our deep conditioning, we rarely

the rank memberships of the people

become aware of what it does, or

involved. To use an extreme exam-

even that it’s operating. The effects

ple, a slave-owner could be kind,

of rank would need to be measured

friendly or submissive to a particular

in nanoseconds. We meet a person,

slave in a given situation, but that

and the rank machine has assessed

would not change who was the

them as well as us, and categorized

owner and who was the slave.

them and us, often before either of

It’s helpful to keep discussions of

us speaks. We don’t have control

status and rank separated to better

over this; it just happens. What

understand the issues in both areas.

we do have some control of is our

Often when people talk about rank,

awareness of the rank machine, and

how we respond to the categoriz-

ethnic groups. People are not either

ing that goes on in ourselves and

“white” or “people of color;” we

others.

are various and complex. This is

In the United States, the rank
machine sorts people in nine dif-

About Dr. Leticia Nieto
Leticia Nieto, M.A., Psy.
D. was recently named

the truth.

Outstanding Faculty of

At the same time, this rank

ferent categories. We use the

system, as absurd as it is, has a tre-

the Year at St. Martin ‘s

acronym ADRESSING (developed by

mendous effect on our lives. Being

College. Dr. Nieto brings

Pamela Hayes) to remember them:

categorized as male or female, as

an innovative approach to

Age, Disability, Religious Culture,

straight or gay, or any other rank

her training and facilita-

Ethnicity, Sexual Orientation, Social

assignment, can make a difference

tion work. She draws on

Class, Indigenous Background,

in the access, opportunities and

expressive techniques to

National Origin and Gender. In

comforts of our lives. This is the

involve participants deeply and provide opportunities for them to open

these nine categories, people are

reality for life in the U.S. As you

to insight and change. She has successfully brought her skills to higher

classified as either agents or targets.

read about these models, we’ll ask

education and other learning communities, to service providers in help-

Agents receive advantages or privi-

you to keep both of these in mind:

ing agencies, to workplace teams, and to many community groups.

lege, while targets receive liabilities

the truth that rank categories are

Leticia has been a practicing psychotherapist since 1983, and is

absurd and false, and the reality

involved in training counselors as a core member of the faculty of

One problem with this whole

that rank categories affect our lives.

the Saint Martin’s University Master of Arts in Counseling Psychology

rank system, of course, is that the

In our next column we’ll take a

program in Olympia , Washington . As a teacher, consultant, and stu-

categories are ridiculous and false.

look at how we can build skills, and

dent services professional, Leticia has been associated with a number

People don’t fit well into binary,

examine the specific agent and tar-

of higher education institutions on the Pacific coast of the U. S. and

yes-or-no categories. To use one

get skill sets. n

in Mexico . Leticia earned a B.A. in theatre and psychology, an M.A.

or oppression.

in human development, and a Psy.D. in clinical psychology. Her areas

obvious example, racial categories
are only social constructs, and many
people have ancestors from many

Have a question for Dr. Nieto?

of specialty include developmental psychology, expressive and arts

Send it to naomii@colorsnw.com.

therapies, psychodrama, sociodrama, anti-oppression, and cultural
awareness in counseling.

places and connections with many

www.wcsap.org/events/trainingseries.htm
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Understanding
Oppression

Strategies in Addressing Power and Privilege
Second Installment: Skill Sets for Targets
by Leticia Nieto
and Margot F. Boyer
In our last column, we talked

small children, we learned a par-

respond effectively

skills. The larger skill sets give
us more choices, more possibilities
for action, and a truer sense of ourmeans

selves and others. The earlier skills

to Rank dynamics,

follow in a mostly unconscious way.

gaining specific skills. The skills we

are still with us, though, and we

– three different layers of interac-

We learned what Rank member-

internalized as young children often

will still use them much of the time.

tions between people. To make

ships were assigned to us (based

won’t serve us well in taking on the

This process of growth that incor-

sense of systems of oppression and

on our gender, our ethnicity, our

difficult situations we encounter

porates earlier stages into later ones

privilege, such as racism, sexism or

having or not having a disability,

as adults, but we can learn bet-

is sometimes called a “holarchy,”

homophobia, we find it helpful to

etc.), and how we should behave

ter, more effective skills. One set

and the process of moving to more

separate these elements.

as members of those groups. We

of skills applies to us in our Target

inclusive skills is called “transcend
and include.”

also learned to sort and categorize

memberships, and a different set

dynamics, Status refers to the

other people based on their social

relates to places where we have

superficial level of interaction that

membership assignment, and to

Agent membership.

humans share with other animals,

expect certain behavior from them

the one-up, one-down dynamics

because of their Rank makeup.

shows the way that Agent and

learn to read short words, then

of day-to-day interactions. Status

Even as adults, we frequently react

Target Ranks are assigned currently

longer words and sentences. As we

dynamics are fluid and change from

to these categories before we have

in the United States. There are

grow up, we might master read-

one moment to the next, and most

a chance to think about them – we

nine categories in which people are

ing novels, computer manuals and

anyone can take a high-status or

respond to people in nanoseconds,

ranked. These are socially ascribed

social theory. Yet the fundamental

a low-status position in a given

automatically, based on the social

memberships – we don’t get to

skills of knowing the alphabet and

moment.

rules we internalized as children.

choose them. Most of them are

decoding short words remain part

When we respond this way, our

permanent and can’t be changed

of our repertoires.

connection to source or the sacred,

actions are mechanical and scripted,

by our actions. Take a look at the

our core. Anyone can have access

even robotic. We don’t have much

chart and notice the places you are

level skills, and we tend to choose

to this kind of Power; it’s not a

consciousness or choice about what

assigned an Agent rank and the

the easier path that uses less-devel-

function of social role or posi-

we perceive, nor about the subtle

places you are assigned a Target

oped skills. Many people find that

tion. Power is usually invisible, but

aspects of what we do and say.

rank. Most people will find they

if we are not required to read dif-

have been given both Agent and

ficult books for school or work, we

sometimes we can see it in action.

Overcoming this social condition-

The Agent/Target Rank chart

A similar process happens as we
learn to read. As small children
we learn the alphabet. Later, we

It takes more effort to use higher-

It’s not a temporary condition, but

ing takes a lot of work. We can

Target assignments. That means

gravitate to newspapers and exciting

something we can strengthen over

learn to see through the Rank cat-

we all need to develop both kinds

novels rather than complex techni-

the course of our lives.

egories, to act from a deeper, more

of skills.

cal or theoretical works. When we

The Rank layer of interactions is
O C TO BE R 06

against oppression, to

ticular set of social rules, which we

We use Power to refer to our

C OL ORSN W

the ability to struggle

about Status, Rank, and Power

In our model for analyzing social
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Of course, none of us signed up
to be part of the Rank system. As

conscious, real self, our Power,

The model of skill sets here does

have the flu, we might find a book

the most complex and troublesome.

regardless of the social memberships

not describe “stages” of develop-

too demanding and choose to read

Rank refers to a socially constructed

assigned to ourselves and those

ment that we stay in permanently,

magazines or just watch TV. We

system in which some people are

around us. With practice, we can

but a set of skills inside skills like

don’t always make use of our ability

socially overvalued (sometimes

get better at responding to each

a set of nesting bowls or nested

to read challenging books, and the

called “privileged”), while others are

situation with integrity, bringing cre-

dolls. As we grow and practice our

less energy we have, or the more

systematically undervalued and sub-

ativity and wisdom to the challenges

anti-oppression skills, the skills we

stress we are dealing with, the less

ject to oppression. We call these

presented by oppression and privi-

learned earlier don’t disappear, but

likely we are to utilize our high-level

two groups Agents and Targets,

lege, the whole system of Rank.

they are included in a repertoire,

reading skills.

Like other kinds of learning,

which also includes more mature

respectively.

Like reading skills, our ability

to respond to Rank dynamics can

much explanation, nor awareness

develop over a lifetime, yet we will

that they were teaching us so much

often opt for the less-demanding,

about how to be in the world.

more familiar and automatic skills

Since most of us have both Agent

D. was recently named

that use less of our energy. We

and Target role assignments to ful-

Outstanding Faculty of

learned the basic skills that fit our

fill, the rules are complex.

the Year at St. Martin ‘s

Rank roles when were growing up,

In our Target memberships, we

About Dr. Leticia Nieto
Leticia Nieto, M.A., Psy.

College. Dr. Nieto brings

as part of our social conditioning.

learn skills that help us fit in with

an innovative approach to

We learned certain skills that fit with

Agent expectations for our group.

her training and facilita-

our Target social memberships, such

Some of us may have many Target

tion work. She draws on

as so-called appropriate behavior for

memberships, while some of us

expressive techniques to involve participants deeply and provide oppor-

a girl, or for a person of color. We

have only one or two. (The small

tunities for them to open to insight and change. She has successfully

learned other skills that fit with our

minority of people who have no

brought her skills to higher education and other learning communities,

Agent memberships, such as the

Target memberships at all are often

to service providers in helping agencies, to workplace teams, and to

recognized behavior for a boy, or

referred to as “mainstream,” which

many community groups.

for a member of the middle class.

says a lot about how the system of

We also learned which social

privilege works.) The description of

groups are overvalued, the Agent

Target skills will be easiest to follow

here apply only to the members of

we unconsciously attempt to meet

groups (adults, able-bodied persons,

if you look at the Agent/Target chart

Target groups within those specific

the goal of this skill set, which is to

heterosexuals, non-immigrants,

and identify just one Target mem-

Target memberships.

make members of the Agent group

White people and so on). We

bership that you hold right now.

We call the first skill set for

comfortable and to meet demands

learned which social groups are

Think about the Target skills from

Targets Survival. Survival skills

based on the Agent group’s defini-

under valued, the Target groups

the point of view of just that Target

enable us to stay alive and in rela-

tion of what is normal or okay.

(children and elders; people with

membership that you know very

tive safety by conforming to Agent

The second Survival skill is to fit

disabilities; Jews, Muslims and other

well. (Any readers who hold no

expectations. There are two ways

the stereotype that the Agent group

non-Christians; people of color,

Target memberships can think back

we express Survival skills. The first is

has of our Target group: to move,

gay/lesbian and bisexual people; and

to the experience of being a child or

to approximate Agency – to move,

think and talk in conformity with

so on). The adults in our lives prob-

adolescent to understand the skills.)

think and talk like a person who has

Agent expectations for our group.

ably passed on these rules without

Bear in mind that the skills described

Agent membership. In doing this,

For girls and women, this means

www.wcsap.org/events/trainingseries.htm
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meeting the requirements of socially

tions for our group. Survival skills

expected “feminine” behavior: to

for Targets can also include hori-

have the right size, the right tone of

zontal oppression, which is when as

voice and, especially, the right atti-

Targets we direct hostility, prejudice,

tude towards men. In other words,

discrimination or even violence at

as women using Survival skills, we

members of our own Target group.

do whatever is necessary to make

we call Confusion. Describing

scious, though sometimes verbal-

Confusion as a skill may seem

ized, agreement with sexist norms.

strange, but moving from Survival to

actively recruits
employees and agents
from the community,
providing jobs and
career development
opportunities.
We have insurance
agents on site.

CO LO RSN W
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Come visit us for all
your insurance needs.
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Safeco Jackson Street Center
306 - 23rd Ave South, Suite 200
Seattle, WA 98144
206.925.1864

SAFECO
JACKSON
REACHING
OUT
INSURING
YOUR
COMMUNITY
STREET CENTER

Everyone gets practice in Target

Safeco Jackson
Street Center

www.safeco.com/safeco/jacksonstreet

The second skill set for Targets

men comfortable, including uncon-

Confusion takes work. Confusion

Survival skills, because everyone

skills arise when we notice how

has been a child, and all children

exhausting it is to use Survival skills,

are age Targets. For a few people,

and begin to realize that some-

age Targetship is the only type they

thing is amiss. We might spend a

ever experience. Most of us experi-

long time going back and forth

ence other areas of Targetship, so

between Survival skills and the start

we’ve experienced using Survival

of Confusion before we notice that

skills in those memberships too.

some people are valued differently

Although we’re usually not aware

than we are, that we are encoun-

that we’re using them, Survival

tering oppression. We begin to

skills are exhausting because they

see the Rank dynamics, and in our

require us to constantly change our

hearts we know that the subtle and

shapes to conform to the expecta-

not-so-subtle inequity we experience

tions of the Agent group and the

is real, and that we should not have

Agent-dominated environments we

to conform to it

encounter every day. Yet, we get

. Yet understanding and respond-

so much practice in these skills that

ing to oppression is a huge task,

we become very good at them, and

one we may not yet be ready to

when we feel threatened or stressed

take on. We know that we’re

we are likely to unconsciously fall

encountering inequity, but we do

back on Survival skills.

not yet have the language or the

Part of using Survival skills is to

support to make sense of it. This

be unconscious of Rank dynamics.

mixture of knowing and not-know-

Using these skills, we may say that

ing we call Confusion. We may

there is “no such thing” as sexism

still present ourselves in the ways

or racism or classism, whatever form

that Agents expect of us, but we

of oppression operates against our

also begin to notice, for example,

Target group. We might assert to

that the leadership at work is white

ourselves and others that we have

while the workers are Latino and

never experienced discrimination

African American, or that the men

because of our Target member-

in our organization earn more than

ships, or that we don’t let those

the women.

experiences affect us or get in our

Using our Confusion skills, we

way. As Targets using Survival skills,

may contradict ourselves and doubt

we will even criticize ourselves or

the evidence of our senses. We say

other Targets for failing to meet the

things like, “That doesn’t seem fair,

expectations for our group. This

but there must be a good explana-

is sometimes called internalized

tion.” We might even say, “I’m

oppression. For example, as women

confused,” or “I don’t understand”

using survival skills, we may assess

or “I’m taking this personally.” We

and criticize our own appearance

admit the possibility that something

and that of other women to make

is wrong, but we do not yet call it

sure we meet the social expecta-

sexism, racism or a violation of our

civil rights. We might still act in the

use a certain skill set, but rather to

ways assigned by our Target role,

use the skills that are most function-

following those rules we internalized

al in a given moment. Each skill set

earlier in our lives, but sometimes

has some value. We can support

we think or say or do things that do
not fit the role.

ourselves and other Target group
but constant marginalizations,

tions, when to confront individual

members best when we have appre-

sometimes to the exclusion of every-

Agents, when not to act. We align

ciation for the value and necessity

is limited to only Survival and

thing else. It’s painful, but it keeps

ourselves with the best values and

of each skill set. When we receive

As long as our skill repertoire
Confusion skills, we remain sub-

us awake, like pressing on a bruise

norms of our own Target group

appropriate support for the skill set

ject to internalized and horizontal

to see where its edge is and how

and spend less time reacting to the

we are currently using, it becomes

oppression. We may act in ways

it hurts. When we speak about the

Agent group and Agent expecta-

possible to shift into higher skill

that are hurtful to ourselves and to

oppression we wake up more and

tions. Strategy skills free us to make

sets, and to create more effective

people who share our Target mem-

more, which can help us avoid slid-

choices that support our group and

solutions to the challenges posed by

berships, and we will probably not

ing back into the unconsciousness

ourselves. We can appreciate other

the Rank system.

know that, nor why we are doing it.

of the earlier skills.

members of our group because

Anti-oppression work aims to

These skills reflect unconsciousness

Target group members using

of their personal qualities, rather

free everyone from the harmful

of the whole Rank system and lack

Empowerment skills will bring up

than the Target group membership

and dehumanizing effects of the

of access to our own Power.

the issue of oppression in many

itself. We find we can selectively

Rank system. As we develop better

different interactions. We seek out

appreciate individual Agents who

skills, we gain the ability to liberate

Empowerment, takes an enormous

information about our own group

show themselves to be allies in our

ourselves and others and to move

amount of energy from within and

and the history of oppression we

struggle. Strategy skills conserve

through the world as whole human

without. It can feel like waking up

have faced, and express solidarity

our energy and maximize our effec-

beings in spite of the limiting defi-

from a deep sleep or responding

with other members of our group.

tiveness in anti-oppression work.

nitions that societal conditioning

to a life-threatening situation. To

We express anger at Agent norms,

As we continue to use Strategy

make this big move we must have

Agent institutions and individual

skills, we begin more and more to

In our next column, we’ll take a

access to Empowered Target-only

Agent members. This constant focus

discern our own optimal, liberating

close look at the skills used by mem-

space, a place where people who

on the issue keeps us activated. The

norms and values from oppressive,

bers of Agent groups. n

share a common Target member-

energy of Empowerment helps us

dehumanizing ones, and to support

ship get together to talk about what

mobilize to resist oppression, take

members of our own and other

we face, how it feels and what do

action, learn everything there is to

Target groups. We acknowledge

to about it. This could take the

learn about the nature of supremacy

the significance and impact of ineq-

form of a women’s group, a black

and how to counter injustice. Yet,

uity due to Rank memberships and

students alliance, a GLBT center,

constant focus on the dynamics of

make increasingly congruent and

a labor union or any space that

oppression is often exhausting for

adaptive choices. We find more

belongs to members of our own

the Target and everyone around

ready access to our true Power,

Target group. Those of us who

us. There’s a sense that there’s no

and are able to bring it to bear

hold multiple Target memberships

down time. We may bring it up in

on our daily lives. We call these

may need to join several groups

many environments and at moments

the Re-Centering skills. Using Re-

to become Empowered in each

that are unproductive, even in situa-

Centering skills, we collaborate with

of those memberships. (For orga-

Shifting to the next skill set,

tions where we risk our own safety.

other Targets and with ally Agents

nizations that want to empower

As we use Empowerment skills,

to challenge system of oppression

Targets, supporting access to this

we may notice that we can’t sustain

in the most effective, humanizing

kind of space is a critical step.)

the energetic demand of constantly

and streamlined ways. We use our

In Empowered Target-only space,

sion to move into leadership roles in

common experience, what happens

and what doesn’t, and to make

our social-change work.

to us every day, and often we see

more conscious choices about

others nodding in recognition even

when to bring up the issue, when

Centering skills, and even the most

before we finish the story. We talk

to walk away, when to concentrate

wise and skillful Targets use these

about the historical roots of the

on other matters. We call these

skills only some of the time. As

problem, the social conditions that

Strategy skills. Using Strategy, we

Targets with access to all of these

support the status quo and so on.

start to choose our battles and sort

skill sets, we use each one, depend-

Using our Empowerment skills, we

out the most effective action: when

ing on the situation and how

need to talk about our experience

to work with other Targets, when

much energy we have in a specific

of oppression, especially the subtle

to make demands of social institu-

moment. The goal is not to always

Few Targets get to use Re-
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understanding of systems of oppres-

We begin to evaluate what works
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confronting oppression head-on.

Targets listen and talk about our

tends to impose.
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ences.
Status-level
interactions

n previous columns, we’ve dis-

verbal put-down to a violent assault

can grab our

cussed Status, Rank and Power

are high-status moves. Similarly,

attention in a

– three separate layers of inter-

low-status behavior is not always

in that
interaction. Rank

actions between people. We envi-

benign. Passive-aggressive behavior,

given moment,
but we can

sion these as a model of concentric

refusing to acknowledge someone

change them

circles, like layers of an onion, with

or ignoring a problem are low-status

Status on the outer surface, Rank

moves. High-status and low-status

by shifting our
behavior. One

under that and Power in the center.

behaviors are not, in themselves,

strategy for

We use the term Power to refer

good or bad; they’re just part of

getting

to our connection to our core, our

what it is to be a human being.

along with

marginalizing others. Because Rank
dynamics are not as distinct in time

dynamics, though,
are operating full-time.
Rank describes how society
systematically and consistently
advantages the same people while

people is

as Status dynamics, we have found

are at our best moments. A person’s

is to ask “when did it start” and

to notice the style preference

it useful to envision Rank as an

ability to be grounded, to exercise

“when did it stop.” Status-play

of the person we’re with, in that

essentially mechanical system that

compassion, to use humor in a heal-

interactions come and go; we may

moment, and to let them have their

sorts people into two groups. The

ing way, to love without demands,

play high-status in one situation and

preference. When both people insist

system automatically (and mostly

and to support themselves and

low-status in another. Our status

on taking a high-status position,

unconsciously) favors some people,

those around them can indicate the

style preferences reflect our individ-

there’s likely to be conflict. When

who we refer to as Agents. Agents

presence of Power.

ual personality, and also our profes-

both choose the low-status position,

are members of groups that are

sional roles, our family and cultural

the interaction can be stagnant and

socially overvalued. Sometimes this

down dynamics of interactions, a

background, and the styles of our

the pair may find it impossible to

is referred to as having “privilege,”

type of behavior that humans share

geographical region. Many people

make decisions or move forward.

but because the Rank system is

with other animals. Status play can

in Seattle use a low-status style,

Flexibility in status play can enhance

mostly unconscious, Agents rarely

be as light as teasing among sisters.

sometimes described as “polite but

our interactions, free up conflict and

notice being privileged. It takes a

It can also be hurtful, upsetting and

not friendly.” It’s a cool, correct,

allow more vitality and energy in

lot of work to perceive the ways

dangerous. Actions that assert our

introverted way of relating. People

our relationships. Movies, television

that the Rank system overvalues,

own importance, value or point of

who move here from other regions

and theater are full of changeable

favors or advantages us.

view are high-status moves. We

sometimes find it chilly, and many

and dramatic status play, which can

The system also categorizes

can do this in a way that is helpful

say that it’s hard to make friends

be fun to watch and to participate

some people as Targets, who are

and positive for those around us,

with Seattleites. New Yorkers, in

in – especially when we don’t take it

members of groups that are socially

by exercising leadership, speaking

contrast, often have a high-status

too seriously.

undervalued, sometimes referred to

out on injustice or teaching a skill.

style that is both friendlier and more

Our focus here is on issues of

Likewise, low-status behavior can

aggressive. This style is hotter, loud-

Rank, as distinct from Power or

ence of being socially undervalued

be positive and supportive, as when

er, more likely to embrace and more

Status. When specific discriminatory,

or oppressed is unpleasant, Targets

we actively listen to someone else’s

likely to fight. Visitors to New York

exclusionary or prejudiced acts can

are more likely to notice the Rank

story, lend our support to another’s

may find this exciting or frightening

be seen as discrete in time, we can

system, even when we don’t have

idea, or share our appreciation for

– depending on their status prefer-

examine the function of Status play

words for it.

Status play refers to the up-and-
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be used in harmful ways too – the
ranges of aggressive actions from a

authentic self and the person we
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someone. High-status behavior can

The key to identifying status play

as “oppressed.” Because the experi-

About Dr. Leticia Nieto
Another helpful metaphor is

sified as Targets around the age

to think of Rank like a barcode

of 65. Disability rank may change,

beneath our skin that is scanned in

for example, if we experience tem-

many subtle ways in all situations.

porary or permanent ability loss

This happens so quickly we don’t

through an accident or illness. Most

even notice it. One small part of this

of our Rank memberships are pretty

scanning process is our scanning of

stable throughout our lives. This is

each other: In the instant of meet-

important to remember because,

ing, we identify the age, ethnicity,

unlike Rank, Status can change

gender and other “rank” roles

moment to moment, giving us the

that each person plays. If we can’t

illusion of a much more flexible or

figure out how to classify the other

moveable social system.

person, we might feel uncomfort-

Because most of us are classified

able or even ask “What are you?”

with both some Agent and some

This discomfort reveals how much

Target memberships, effective

we rely on knowing how to classify

anti-oppression work requires us to

each other in order to figure out

develop better skills on both sides.

how to relate. It can be useful to

The skills for Agents and Targets

think of Rank as being made up of

are different; we need both sets of

all the socialized messages we have

skills, but we use them in different

internalized about the groups we

situations. These skill sets are like

belong to and those we don’t.

toolboxes. The early skill sets resemble a small toolbox, with only one

Pamela Hays’ ADDRESSING frame-

or two tools in it. As we grow and

work to remember nine rank

practice our anti-oppression skills,

areas currently important in the

the early skills don’t disappear, but

United States: Age, Disability,

we get new tools to add to our col-

Developmental and Acquired

lection. We still use the earlier skills,

Disabilities, Religious culture,

but we have more ability to choose

Ethnicity, Social class, Sexual

appropriate skills that will serve our

Orientation, Indigenous background,

anti-oppression purposes. These

National origin and Gender. Most

are not “stages” of development

of us have been assigned Agent

– we don’t gain some new skills and

rank in some areas, and Target rank

then use them reliably 24 hours a

in others. We don’t get to choose

day. Rather, we are more able to

these memberships; they are stuck

respond effectively to oppression,

to us by society, or socially ascribed.

more of the time, when we have a

Each of these Rank areas, or social

bigger toolbox. We are more likely

memberships, is constructed – that

to use our high-level skills when

is, invented as ways to categorize

we are feeling calm, supported

people. Our position is that they are

and well. Anything that causes us

fairly faulty rather than accurate,

distress, like being hungry or tired

but that they operate as if they

or angry, makes it more difficult

were valid, so we must deal with

to use the high-level skills. For this

them.

reason, we see taking good care of

Most of these Rank memberships
are permanent. Age changes in the
course of our life; we experience

ourselves as an important dimension
of anti-oppression work.
In this article, our focus is on antioppression skills for Agents, mem-

Agency when we become adults,

bers of groups that are socially over-

around age 18, and are again clas-

valued. From childhood, part of our

the Year at St. Martin ‘s
College. Dr. Nieto brings
an innovative approach to
her training and facilitation work. She draws on

Margot Boyer, left, Leticia Nieto

expressive techniques to involve participants deeply and provide opportunities for them to open to insight and change. She has successfully
brought her skills to higher education and other learning communities,
to service providers in helping agencies, to workplace teams, and to
many community groups.
www.wcsap.org/events/trainingseries.htm

training in being an Agent is to be

on the part of other people around

unconscious of the whole Rank sys-

us; often they are passing on behav-

tem and of the ways we are overval-

iors and attitudes that they are not

ued by society. Even as adults, we

aware of. We absorb these mes-

don’t know that this is happening,

sages unconsciously, too.

and the people around us often pre-

The first skill for Agents is

vent us from figuring it out. Usually,

called Indifference. When we use

they don’t know they’re doing this

Indifference skills, we are able to

because they are also unconscious

not notice the existence of Targets

of the rank system. We learn to not

and their life conditions, and the

notice differences and the way that

whole system of Rank. It can be

they affect our experience and our

as innocent as saying, “I don’t

access to resources.

know any _____ people.” A person

Before you read the rest of this

who lives in a small community

article, identify one area where the

might have a similar attitude, “I’ve

Rank system identifies you to be

never met any _______.” “There

an Agent. Stay in that “channel”

aren’t any ________ around here.”

as you read the skill descriptions

Often, however, a person using

– think about how you might have

Indifference skills will not notice the

experienced these skills as an Agent.

existence of a person with Target

(For the Target skill sets, please

rank, even when they are talking

check out the October 2006 issue of

directly to them. Saying, “I’ve never

this magazine.)

met a _______” while talking to a

In our Agent memberships, we

member of the group being named

learn skills that allow us to make

is an extreme, but not unusual,

ourselves and people who share

example of Indifference skills at

our Agent rank comfortable. We

work.

learn not to notice the existence of

The physical posture we associate

the Rank system and the ways in

with this skill set is a simple shrug

which we are socially overvalued.

of the shoulders that says, “I don’t

We learn to not notice members of

know,” “It’s not my problem” or

the Target group, and to not value

“I don’t know what you’re talking

them as much as we value ourselves

about.” The key to understanding

and other Agent group members.

Indifference skills is to remember

Most of this training is unconscious

that we all must select a portion of
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Targetship growing up, acquire
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We use psychologist and author

Leticia Nieto, M.A.,
Psy. D. was recently named
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AGENT/TARGET RANK
Rank memberships can be deciphered using the acronym ADDRESSING as a guide to where Agent and Target ranks are ascribed.
These social memberships are assigned by society, not chosen by individuals.

Social Rank Category

Agent Rank

Target Rank

Age

Adults (18 – 64)

Children, Adolescents, Elders

Disability

Able-persons

Persons with Disabilities

Religion (relates to religious culture )

Cultural Christians, Agnostics and Atheists

Jews, Muslims, and all other
non-Christian religions

Ethnicity

Euro-Americans

People of Color

Social Class

Owning and Middle Class (access to higher

Poor and Working Class

education)
Sexual Orientation

Heterosexuals

Gay men, Lesbians & Bisexuals

Indigenous Background

Non-Native

Native

National Origin

US Born

Immigrants and Refugees

Gender

Male

Female ,Transgendered, and Intersexed

the information and stimuli that we

This skill set is more complex

this doesn’t necessarily change the

for hours, Distancing skills take a lot

are exposed to. Through condition-

than Indifference; it has three dif-

underlying attitude. Another ver-

of energy. They don’t come easily.

ing as Agents in various social areas,

ferent positions. One is “distancing

sion of this skill set is the attitude of

Organized hate groups, societies

we learn which elements “matter”

out.” The physical gesture of this

wanting to “help” or “convert” or

organized around oppression and

or are “relevant.” These tend to be

skill is holding our arms in front of

“heal” the Target away from their

difference, are ways of providing

Agent-related elements. The result

us, rigidly, as if holding something

Targetship and towards something

group support for the difficult act of

is that Target-related elements are

away from our bodies. The words

resembling Agency.

maintaining the distancing posture.

out of our consciousness without us

sometimes verbalized as, “I don’t

The third Distancing skill is “dis-

But distancing is uncomfortable,

even trying to ignore them. It is not

have anything against _____; and

tancing up.” Distancing up allows us

especially when we find ourselves

difficult to notice that what bolsters

the sometimes unsaid next thought

to see members of the Target group

interacting with Target group mem-

indifference is a socially enforced,

may be, “I just don’t want to live

in a pseudo-valuing way, perhaps as

bers a lot. At that point we are likely

passive aversion and devaluing of

next door to them.” Or it may take

special, beautiful, even spiritual or

to shift into the next skill set, which

Targets and Target-related aspects

this shape: “They can do what they

magical. The gesture is of holding

feels like a big relief.

of life.

like as long as they stay in their own

our arms up and away from us with

neighborhood.” The feeling here,

our hands open as if to frame a

some advantages over distancing.

amount of energy from us. They are

sometimes just beneath the surface

beautiful view. The verbal messages

Using Inclusion, we focus on the

the skills we default to in the areas

and often unconscious, is of disgust,

of such distancing up express appre-

similarities between Target group

where we have been assigned Agent

perhaps dislike, or fear. “Just keep it

ciation for the group’s special quali-

members and ourselves. We use ver-

membership. When we encounter

away from me” is the message.

ties – but without awareness of the

bal messages that emphasize simi-

Rank system, the fact of Agent privi-

larity and connection, like “We’re all

Indifference skills require the least
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Target group members and can no
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The skill of “distancing down”

The skill set of Inclusion offers

longer use Indifference skills, we

is the one we are most likely to

lege – or for the individual qualities

children of God,” “fundamentally,

use the next skill set – Distancing,

recognize as bigoted or oppressive.

of target group members. Verbal

we’re all the same,” “treat everyone

which allows us to hold members of

The gesture of distancing down is

messages associated with this skill

as an individual,” and “every human

the Target group at arm’s length, to

holding our arms rigidly and down,

include “_____ are so spiritual,” “_

being suffers.” The physical posture

keep them “away” from ourselves.

as if trying to push a lid down on

_____ seem really close to nature,”

associated with Inclusion is arms

Our feeling is that when we do this,

something, trying to close a garbage

“_____ make beautiful music,” or

open, as if to embrace members of

we are actually trying to distance

can, or trying to shove something

___ are so amazing, exotic, heroic.

the Target group. As Agents, we

the awareness of our own unearned

down into a container. This skill set

Often this skill is accompanied by

experience Inclusion as liberating.

advantage, rather than those who

is verbalized with overtly negative

appropriation of things associated

It feels like we’ve finally gotten out

have been labeled “other.” Using

messages toward the Target group:

with the Target group, such as col-

of the oppression business. We can

distancing skills, we emphasize

“They’re sick,” “they’re dirty,”

lecting art or music by Target group

appreciate members of the Target

the difference between the Target

“they should be in jail.” Sometimes

members or imitating a cultural style

group. This seems terrific, to us.

group and ourselves. We notice how

people using this skill set learn not

from that group.

much they are not like us.

to verbalize these feelings, but

Like holding our arms rigidly raised

It takes a while to notice the
limitations of Inclusion skills, and

many of us never do. In society as a
whole, Inclusion is often seen as the
height of intercultural appreciation,
diversity and liberation. Yet Inclusion
is still an Agent-centric skill. Using

The Agent Skills Model
As Agents develop anti-oppressive consciousness, they build better skills for understanding and responding to oppression. This development is a holarchical sequence of skills sets, as shown below. Each of these skill sets represents
some tools for dealing with oppression. As we move toward Allyship, we have more and better tools to work with.

Inclusion, we do not recognize

Experience of Allyship Awareness

the Rank system, the ways we are
consistently overvalued, and the

Indifference

consequences of our privilege and

Distancing

Inclusion

Awareness

Allyship

of Target marginalization. Without
realizing it, we see our own group,

Agent-centric
Skills

and its values and norms, as the
standard, and expect everyone

Agent-relative
Skills

to align with Agent-centrism and
Agent-supremacy. We want others
to meet our expectations. We may

One danger of the Inclusion skills

until we wake up.

Inclusion skills for the majority of

host an intercultural potluck, but we

set is that, being very clear that we

will likely feel annoyed if the people

do not subscribe to or hold negative

us to move well out of our comfort

who come bring up the topic of

views about Targets, we can resist

zone and out of the conventional

is immobile or frozen. We may feel

oppression. We feel happy to

the perspective that oppression is

rules of our culture. It’s a difficult

nauseated or panicked, and we

welcome Targets – but we uncon-

essentially a supremacy problem,

transition that we’re unlikely to

may verbalize horror and shame.

sciously expect them to conform to

rather than one of prejudice and

make without a powerful moti-

“I can’t believe I never saw this

our expectations, to make us com-

discrimination. When we use

vation. Usually it takes a strong

before.” “Everything I say is oppres-

fortable and to avoid issues that we

Inclusion skills we are not conscious

personal relationship with a Target

sive, because I’m the oppressor.”

don’t want to talk about, and even

of the Rank system, and we can’t

group member – a close friend,

“I should have done...” Awareness

to be grateful to be included.

work effectively against oppression

lover, family member or mentor

skills are difficult to stay with,

– to care enough about the issue

because they are so uncomfortable.

to confront our internalized Agent

Usually, when we access Awareness,

supremacy and step into the next,

we will shift back to Inclusion at the

most difficult skill set, Awareness.

first opportunity.
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Moving beyond Inclusion requires

Awareness is initially experienced

the time.
The physical posture of Awareness

Practicing Awareness skills takes

Awareness skills, we feel cold, para-

settings in society discourage us

lyzed and even disoriented by emo-

from using Awareness skills, so it’s

tions such as guilt and shame. We

helpful to have friends, allies and

see the reality of the Rank system

colleagues who can confirm the

and realize how much it favors us

reality of oppression regardless of

as Agents, and we notice the work-

our perceptions. Awareness skills

ings of oppression and privilege all

are, at heart, an opportunity to

around us. We realize the many

listen to and learn from the experi-

ways we have been overvalued in

ence of Targets. Using Awareness,

our lives, and we see the ways that

we realize that we don’t know

the Targets around us are under-

what it’s like to experience oppres-

valued. We are likely to remember

sion in this particular Rank channel

incidents in the past, situations

(even though we may experience

where we used lower skill sets,

other kinds of Targetship). We can

where we failed to speak up about

practice what writer and priest Henri

injustice, where we took advantage

Nouwen called “learned ignorance”

of our privilege. The whole Rank

by thinking and, when appropriate,

system is revealed to us, and we

saying, “I don’t know what that’s

�����������������������������������������

are rightly horrified, particularly

like. Would you tell me more?” We

���������������������������������������������

because it becomes readily obvious

can notice the discomfort we feel

����������������

to us that we are going to continue

when we use Awareness, name it

to use Indifference, Distancing and

and stay with it as long as we can.
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It’s a good opportunity to pay atten-

in developing anti-oppression skills

gently helping other Agents to gain

our best skills, we can practice lis-

tion to what Targets have to say

and to support Targets. The key to

access to a new skill set.

tening to other Agents and helping

about their experience.

understanding Allyship skills is notic-

Even if we sometimes can access

them, too, to wake up to the reality

ing the shift from dreading experi-

Allyship, we will not use those skills

of Awareness, listen to the experi-

ences of Awareness to a stance

all the time. When we are busy,

ences of Targets, believe Targets

of welcoming such experiences.

distracted or caught up in the dra-

on ways to help ourselves and oth-

who speak about their experience

Another way to describe this shift is

mas of our own lives, we probably

ers develop more comprehensive

of oppression (especially when their

a growing sense of being comfort-

aren’t doing anti-oppression work.

skills. n

experiences do not fit with our

able only when being uncomfort-

Our commitment to Allyship means

sense of the world), and delay a

able – which signals that Awareness

a process of waking up, over and

shift back into Inclusion, we may be

is happening.

over again, to the Rank system and

If we can tolerate the discomforts

able to access the precious skill set

Using Allyship skills, we can take

its operation in our lives. As we see

of Allyship. Using Allyship skills we

on the challenging process of help-

that we ourselves don’t always use

are, for that moment, fully aware

ing other Agents wake up to the

of the reality of oppression and

reality of the Rank system. We can

of the privilege we receive under

listen to Agents we might describe

the rank system. We acknowledge

as bigots and help them move to

that we can never fully understand

the next skill set – increasingly with-

the experience of Targets in that

out judgment. We recognize the

rank area. We see the Rank system

need for, and can support, Targets

operating within us and in others,

in creating Empowered Target-Only

and we recognize the dehumanizing

space. We can use the social agency

effect this has on all of us. At the

of our rank to change the system,

same time, we remain able to think

to challenge the social hierarchies

and to act. We are not paralyzed;

that favor ourselves. Allyship can

we can choose to work against

mean listening. It can mean speak-

oppression, to midwife other Agents

ing out on injustice. It can mean

of rank and privilege.
In future articles we’ll share ideas

Summer Programs
for grades 1-12, June, July,
& August
Programs include:
Summer Experience
(grades 1-5),
Song Writing (grades 1-6),
Geometry (grades 9-12),
Algebra (grades 9-12),
College Essay Writing
(grades 10-12), and More!
For more information:
www.bush.edu/summer07
Gary Emslie 206-326-7749
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GLOSSARY OF TERMS
Term

Definition

Debiasing

“Self, situational, or broader cultural interventions can correct systematic and consensually
shared implicit bias…recent discoveries regarding malleability of bias provide the basis to
imagine both individual and institutional change.” – Mahzarin Banaji and Jerry Kang (Kang, J., &
Banaji, M. (2006). Fair measures: A behavioral realist revision of affirmative action. California
Law Review, 94, 1063-1118)

Implicit Bias

“The attitudes or stereotypes that affect our understanding, actions, and decisions in an
unconscious manner. Activated involuntarily, without awareness or intentional control. Can be
either positive or negative. Everyone is susceptible.”
- Implicit Bias: State of the Science Review 2016, Kirwan Institute for the Study of Race and
Ethnicity, http://kirwaninstitute.osu.edu/wp-content/uploads/2016/07/implicit-bias-2016.pdf

Internalized
Racism

(1) The poison of racism seeping into the psyches of people of color, until people of color
believe about themselves what whites believe about them -- that they are inferior to whites; (2)
The behavior of one person of color toward another that stems from this psychic poisoning.
Often called “inter-racial hostility;” and (3) The acceptance by persons of color of Eurocentric
values.
- (Virginia Harris and Trinity Ordoña, “Developing Unity among Women of Color: Crossing the
Barriers of Internalized Racism and Cross Racial Hostility,” in Making Face, Making Soul:
Hacienda Caras. Edited by Gloria Anzaldúa. SF: Aunt Lute Press, 1990. p. 310).

* Most terms drawn from a 2004 Race and Public Policy Conference presentation by Keith Lawrence, Aspen Institute on Community Change, and
Terry Keleher, Applied Research Center at UC Berkeley, with additional references included within. See
http://www.intergroupresources.com/rc/Definitions%20of%20Racism.pdf for more.

Anti-Racist vs.
Non-Racist

To be “non-racist” is to deny responsibility for systemic racism, to maintain an aura of innocence
in the face of racial oppression, and to shift responsibility for that oppression from whites to
people of color. Responsibility for perpetuating and legitimizing a racist system rests both on
those who actively maintain it, and on those who refuse to challenge it.
Anti-racists, as applied to white people, are people who make a conscious choice to act to
challenge some aspect of the white supremacy system: including their own white privilege, as
well as some form of oppression against people of color.
Anti-racist, as applied to people of color, might be synonymous with terms like freedom fighter,
activist, warrior, liberation fighter, political prisoner, prisoner of war, sister, brother, etc. In
practice, it is difficult for an activist of color not to be an anti-racist activist, since the struggle
against racial oppression intersects with every issue affecting people of color.

Race Anxiety

“Racial anxiety is discomfort about the experience and potential consequences of interracial
interaction. People of color can be anxious that they will be the target of discrimination and
hostile or distant treatment. Whites can be anxious that they will be assumed to be racist and,
therefore, will be met with distrust or hostility.”
- Addressing Implicit Bias, Racial Anxiety and Stereotype Threat in Education and Health
Care, The Science of Equality, Volume 1. Perception Institute, November 2014

Racial Justice

Racial Justice is the proactive reinforcement of policies, practices, attitudes and actions that
produce equitable power, access, opportunities, treatment, impacts and outcomes for all.
- Racial Justice ≠ Diversity (Diversity = Variety)
- Racial Justice ≠ Equality (Equality = Sameness)
- Racial Justice = Equity (Equity = Fairness, Justice).

Racism

Racial Prejudice + Power = Racism. (People’s Institute for Survival)
- Prejudice is a pre-judgment in favor of or against a person, a group, an event, an idea, or a
thing. An action based on prejudgment is discrimination. A negative prejudgment is often
called a stereotype. An action based on a stereotype is called bigotry.
- “Power” is a relational term. It can only be understood as a relationship between human
beings in a specific historical, economic and social setting. It must be exercised to be visible.
Power can be control of, or access to, resources of the state or institutions sanctioned by the
state and the capacity to make and enforce decisions based on this ownership and control
(definition in part by Barbara Major of People’s Institute for Survival and Beyond, New
Orleans); Power can be the ability to define reality and to convince other people that it is
their definition (definition by Dr. Wade Nobles).

Stereotype Threat

“Stereotype threat, which occurs when a person is concerned that she will confirm a negative
stereotype about her group. Stereotype threat can affect anyone, depending on the prevailing
stereotypes in a given context. Stereotype threat has been most discussed in the context of
academic achievement among students of color, and among girls in STEM (science,
technology, engineering and math) fields. Whites can suffer stereotype threat when concerned
that they may be perceived
as racist.”
- Addressing Implicit Bias, Racial Anxiety and Stereotype Threat in Education and Health
Care, The Science of Equality, Volume 1. Perception Institute, November 2014

Structural Racism
or Structural
Racialization

While “racism” is often thought of as instances in which someone intentionally or unintentionally
targets others for negative treatment because of their skin color or other group-based physical
characteristics, “racialization” encompasses the ways in which complex systems of
organizations, institutions, individuals, processes, and policies interact to create and perpetuate
social/economic/political arrangements that are harmful to people of color and to society as a
whole. Structural Racialization lies underneath, all around and across society. It encompasses:
(1) history, which lies underneath the surface, providing the foundation for white supremacy in
this country. (2) culture, which exists all around our everyday lives, providing the normalization

and replication of racism and, (3) interconnected institutions and policies, the key relationships
and rules across society providing the legitimacy and reinforcements to maintain and perpetuate
racism. Examples include racist history, dominant cultural representations, popular myths, and
compounded and chronic inequities, etc.

White/Whiteness

The term white, referring to people, was created by Virginia slave owners and colonial rulers in
the 17th century. It replaced terms like Christian and “Englishman” to distinguish European
colonists from Africans and indigenous peoples. European colonial powers established white as
a legal concept after Bacon’s Rebellion in 1676 during which indentured servants of European
and African descent had united against the colonial elite. The legal distinction of white
separated the servant class on the basis of skin color and continental origin. “The creation of
‘white’ meant giving privileges to some, while denying them to others with the justification of
biological and social inferiority. (Margo Adair & Sharon Powell, The Subjective Side of Politics.
SF: 1988. p.17.)

White Fragility

“White Fragility is a state in which even a minimum amount of racial stress becomes intolerable,
triggering a range of defensive moves. These moves include the outward display of emotions
such as anger, fear, and guilt, and behaviors such as argumentation, silence, and leaving the
stress-inducing situation. These behaviors, in turn, function to reinstate white racial equilibrium.”
- Dr. Robin DiAngelo
- White Fragility Leads to White Violence: Why Conversations About Race with White People
Fall Apart, Monique Judge, http://www.theroot.com/white-fragility-leads-to-white-violencewhy-conversati-1791233086

White Supremacy

White supremacy is an historically based, institutionally perpetuated system of exploitation and
oppression of continents, nations and peoples of color by white peoples and nations of the
European continent; for the purpose of maintaining and defending a system of wealth, power
and privilege.

EQUALITY vs. EQUITY

Equality = Sameness

Equity = Fairness

GIVING EVERYONE THE SAME
THING
It only works if
everyone starts from the same
place

ACCESS TO THE SAME
OPPORTUNITIES
We
must ﬁrst ensure equity before we
can enjoy equality

Equity image credit: Please note, this image was adapted from an image adapted by the City of Portland, Oregon, Oﬃce of Equity and Human Rights from the
original graphic: http://indianfunnypicture.com/img/2013/01/Equality-Doesnt-Means-Justice-Facebook-Pics.jpg

+

Core Embodied Coping
Strategies

Detour Spotting
Within a Social Justice Framework
#. Detour
• Examples of attitudes or behaviors that signal a detour or wrong turn into guilt,
denial or defensiveness.
	

 	

	

Social Justice Re-Frame

1. Blame the Victim
• “We’ve advertised everywhere, there just aren’t any qualified people of color for this
job.”
• “She goes looking for racism everywhere.” (As if racism is so hidden or hard to
uncover that people of color would have to search for it.)
• “Women are just too sensitive.”
	

	

All “blame the victim” behaviors have two things in common. First, they evade the
real problem: racism, classism, sexism, etc. Second, they delete from the picture
those with privilege and institutions, which either intentionally perpetuate or
unintentionally collude with oppression. As long as the focus remains on the
people with marginalized identities in the situation we can minimize or dismiss
their reactions, and never have to look directly at our own responsibility or
collusion.
2. Innocent by Association
• “I’m not sexist, I’m friends with lots of women.”
• “I’m not racist, my partner is Black/I donate to anti-racist causes.”
• “I’m not classist, I work with people who are homeless.”
	

	

This detour into denial wrongly equates personal interactions with people with
marginalized identities, no matter how intimate they may be, with anti-oppression.
It assumes our personal associations free us magically from the messages we’ve
been socialized with. Unlearning internalized dominance is a lifelong process that
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helps us become as accountable as possible in our friendships/partnerships/family
relationships/community networks.
3. The Well-Meaning Missionary
• “My education and outside perspective gives me the insight to know what’s best for
your community.”
Racist, classist and paternalistic assumptions lead well meaning people with
privileged identities to believe that we know what’s best for people with
marginalized identities. Decisions, by people with privileged identities, are made on
behalf of people with marginalized identities, as though they were incapable of
making their own. This is another version of “blame the victim”. It places the
problems at the feet of people with marginalized identities and the only
“appropriate” solutions with people with privileged identities. Once more the selfdetermination is taken from people with marginalized identities. Regardless of
motive, it is still about people with privilege maintaining power.
4. The Isolationist
• “What happened to so-and-so was an isolated incident.”
• “I thought we resolved this issue (racism, classist, sexism) when it came up at the
retreat last year.”
• “Don’t complicate it by bringing up irrelevant incidences of the past.”
Attempts are made to isolate a particular incident that’s related to oppression
from the larger context. When trying to resolve an accusation of racism/classism/
sexism/etc. within an institution, we often see the incident in a vacuum, or as an
aberration, in isolation from historic patterns. These systems of privilege and
oppression have been so institutionalized that every “incident” is another
symptom of the pattern. If we continue to react incident to incident, crisis to
crisis, as thought they are unconnected, we will find genuine resolution only
further from our reach.
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5. Teach Me, Please
• “I want to stop acting [racist, sexist, classist], so please tell me when I do something
wrong.”
People with privileged identities often assume we can learn about oppression
from people with marginalized identities. We further assume that people with
marginalized identities have the energy and/or desire to do this teaching. Many
people with marginalized identities are weary of educating people with privileged
identities about oppression. We people with privileged identities will get stuck.
We’ll get frustrated and impatient with ourselves and other people with privileged
identities in this struggle. And we’ll stay stuck if we don’t seek help from people
who share our privileged identities. We should seek out people who share our
privileged identities BEFORE we go to people with marginalized identities.
Perhaps, when we become more trustworthy allies, we will build genuine
relationships with a few people across identities who will share their reflections
with us when we get stuck. This is at their discretion, not ours. We can’t assume
people with marginalized identities should be so grateful for our attempts at antioppression work that they will be willing to guide us whenever we are ready to be
guided.
6. The Certificate of Innocence
• Sometimes we seek or expect from people with marginalized identities some public
or private recognition and appreciation for our social justice work. Other times we
look for a “certificate of innocence” to tell us we are “one of the good ones”.
If our ally commitment depends on positive reinforcement from people with
marginalized identities, we set ourselves up for sure failure. The first time a person
with marginalized identities is displeased with our actions, we could respond,
“Well, if the people I’m doing all this for don’t want my help, then why bother? I
quit.” Clearly, we’re challenging systems of privilege and oppression for “them”
not for us. We have not identified our self-interest, as people with privilege, in
fighting oppression. Until we do, we cannot stay on this lifelong journey.
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7. Smoke and Mirrors
• We use the appropriate language; we listen to the right music; we’re seen at the
right meetings with the right people. We even interrupt racist/classist/sexist remarks
when the right people are watching and when there is no risk to us.
This is the “Avon Ally,” the cosmetic approach. People with marginalized identities
and other people with privileged identities working towards social justice see
through this pretense quickly. This pseudo-allyship, when our words don’t align
with our actions, only serves to collude with systems of privilege and oppression,
and weakens the credibility of all allies.
8. The Accountant
• “I’ve done so much for racial justice, how could you think that of me?”
• “I’m engaged in social justice every day when I come to work... what more do you
want from me?”
In this detour, we keep a tally sheet of our ally moments, and expect something in
return. The message here is that people with marginalized identities should be
grateful for any acts of allyship, and should not ask us to stay accountable in the
long run.
9. Silence
• We stay silent.
Our silence may be a product of our guilt or fear of making people angry or
disappointed with us. We may be silent because our guilt stops us from
disagreeing with people with marginalized identities. We may be afraid that
speaking out could result in losing some of our privilege. We may be silenced by
fear of repercussions. The reasons for our silence are many, but each time we
miss an opportunity to interrupt racism/classism/sexism/etc., or to act as allies, or
to interact genuinely with people who share our privilege or people who are
marginalized. And no action is taken as long as we are silent.

Adapted from Detour Spotting for White Anti-Racists by Joan Olsson
thrivesocialjustice.com

4627 Stauffer Place

Oakland, CA 94619

510.479.0775

Debiasing Techniques
__________________________________________________________
The starting point for any debiasing intervention is implicit bias training. A group of interactive exercises
that allow the participant to experience the functions, quirks and limitations of their own brain, creates a
starting point to understand ones’ own bias and provides insight into the formation of bias in others. It
provides the language of the cognitive processes that opens the door to a discussion of debiasing. Implicit
bias training implicates our life personally, interpersonally, in our programs and in our advocacy. It is the
necessary starting point for any debiasing effort.
Debiasing techniques are designed to interrupt decision making process at the unconscious level where
bias resides and to insert into the thought process filters and associations that may lead to more equitable
outcomes. In this interventions guide you will find brief summaries of successful debiasing techniques
that have been tested and peer reviewed by cognitive scientists. We then, offer examples of applications
of these techniques in the context of legal services delivery. The examples are not intended to be
exhaustive. They are a starting point for examination of debiasing interventions in your program. All will
need to be contextualized to the systems in each program.
Ten year ago debiasing studies focused on interventions at each point in a decision making process seeking
to reduce the automaticity of certain negative associations related to race, ethnicity, gender, LGBTQ issues
et al. Recently cognitive scientists and social psychologists have found that success in mitigation requires
programs to simultaneously take stock of racial anxiety and stereotype threat that may exist in the
culture of the program in which the decision making process unfolds. Following their lead, this list of
interventions in this manual has five sections. They are:
I.
II.
III.
IV.
V.

Building the Foundation – Awareness of Implicit Bias
Fostering Diversity in the Workplace
A. Direct Intergroup Contact
B. Indirect Intergroup Contact
Debiasing Decision Making in The Case Handling Process
Strategies to Address Racial Anxiety.
Stereotype Threat Interventions.

I have also included an appendix with links to the scientific articles that support the suggestions made in
this manual.
Today, you will use this list of debiasing techniques as they apply to the exercise you have been given on
case handling procedures.

I.
Building the Foundation
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Intervention 1

AWARENESS OF IMPLICIT BIAS

Description

It is not sufficient to adopt a commitment to anti bias practices. This external
motivation will likely have little effect upon the implicit bias that manifests in
the workplace. (Devine et al., 2002; Hausmann & Ryan, 2004). The first step to
overcoming implicit bias in systems is to have individuals believe that it exists
and then act upon it. (Dasgupta & Rivera, 2006; Devine et al., 2002; Hausmann
& Ryan, 2004) (Benaji & Greenwald, Blindspot, p. 149). These are the goals of
awareness interventions.

Goals

•
•
•
•
•
•
•

Examples

•
•
•
•
•
•
•
•

Create a foundation for understanding implicit bias, racial anxiety and
stereotype threat.
Create the language necessary to undertake debiasing.
Debias through education and awareness
Understand the manifestations of implicit bias & preference, cognitive
dissonance, change blindness, cognitive modeling, inattentional
blindness, task driven understanding, etc.
Create safe space for voluntary discussion of social issues.
Avoid accusatory tones and negative associations
Incorporate implicit bias lessons in all aspects of program services,
operations and management.
Start early and ongoing implicit bias training for all staff. Contextualize
the training for staff that hold different positions in your program.
Encourage & make time to take the implicit associations tests. 1
Set aside time for staff to discuss their experience with the IAT.
Amend new employee orientation process to include racial justice
training.
Discuss current events to examine the role implicit bias may have
played. Focus on the specific manifestation of bias and potential legal
challenges.
Share court decisions and briefs on implicit bias.
Share articles, video lectures and media about implicit bias with staff.
Use program media/listserv to discuss, disseminate and share
information on racial justice advocacy. Manage listserv to show
application across substantive areas of law.

II.
Fostering Diversity in the Workplace
1

Since bias can manifest at all levels in a system it is important that all staff participate in this activity. Our
experience suggests that these tests should be taken alone and with sufficient time to process the results.
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Intervention 2
Description

Goals

A. Creating Direct Intergroup Contact

RECRUIT, HIRE & MAINTAIN A DIVERSE STAFF

This complex subject will be addressed in a separate exercise but many of the
decision making interventions we will be using in this exercise are also relevant
to debiasing the hiring process.
•
•
•
•
•

Examples

•
•
•
•

•
•
•
•

Intervention 3

Cultivate a diverse applicant pool.
Debias hiring process to check implicit bias.
Provide internship and fellowship opportunities using the same criteria
as used in hiring.
Retain diverse staff through inclusivity & acceptance.
Internships and collaborations can diversify staff as short-term
interventions.
Outreach for candidates should be an ongoing effort.
Link internship and volunteer programs to hiring.
Conduct a “pre mortem” meeting prior to having a vacancy. Identify
filters that may unnecessarily limit the talent pool.
Review hiring practices
o Use a diverse hiring committee
o Set and commit to criteria that values diversity.
o Do not review resumes or applications until criteria are agreed
upon.
o Use agreed upon areas of inquiry for all candidates tied to
hiring criteria.
o Allow time for reflection between last interview and hiring
decision.
Debias workplace and case handling structures.
Create regularly scheduled racial justice discussion groups in
office/program. Teach facilitation Conversations About Race Equity
(CARE discussions).
Implement suggested interventions for racial anxiety and stereotype
threat.
Ensure that diverse voices are welcomed and present in major
structural, goal setting, mission and scope of work decision.

DIRECT INTERGROUP CONTACT
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Description

Goals

Face to face interaction between groups has been shown to reduce prejudice
and stereotypes. [Kang & Banaji, Fiske & Gilbert, Asgari, Dasgupta & Asgari].
There are several key conditions necessary for positive effects to emerge from
intergroup contact, including individuals sharing equal status and common
goals, a cooperative rather than a competitive environment and the presence
of support from authority figures, rules and customs. [Allport, 1954]
•
•
•
•
•

Examples

•
•
•
•
•

Encourage frequent intergroup integration to reduce bias and racial
anxiety.
Foster and reward collegiality and not hierarchy in working groups.
Communicate explicit common goals for staff.
Diversify workgroups, boards, and community alliances.
Minimize fear and competition which leads to heightened group
preference.
Allow diverse leadership in working groups without regard to tenure
or position.
Create shared opportunities to talk about the racial aspects of events
and share perspectives without immediately trying to problem solve. 2
Adopt a community lawyering practice where staff is required to meet
clients in the community.
Hire diverse interns and actively learn from them by soliciting their
perspectives and ideas on projects. Learn from your interns as they
learn from you.
Sponsor events with other firms who have diverse staff. Listen closely
to their perspectives.

II. Fostering Diversity in The Workplace
2

Racial anxiety often causes participant feeling discomfort that fuels a desire to move from sharing perspectives
to a discussion of the solution which ends the conversation. The open sharing of perspectives is the primary goal
in these discussions.
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B. Indirect Group Contact

When direct intergroup contact is not available within the program or cannot be sustained, cognitive
scientists have found the next three interventions to show promising results. Counter stereotype
training, stereotype replacement and counter stereotype imaging used in combination with other
interventions can reduce the activation of negative associations and racial anxiety in a workplace

Intervention
4

COUNTER STEREOTYPE TRAINING

Description

It is, by far, easier for people to learn new implicit associations about groups
than to unlearn old stereotypic associations (Gawronski et al, 2007; Gregg, Seibt
& Banaji, 2006). How is this done? Cognitive scientists suggest it may be as
simple as showing images representing a negative stereotype and having the
subjects say out loud “no” to them and “yes” to images of positive associations.
(Kawakami, et al., 2000). These findings emphasize the importance of not just
counter-stereotypic instruction, but also the need for consistent repetition of
this instruction over time. (see Kawakami, Dovidio, & Kamp, 2005).

Goals

•
•

•
•

Examples

•
•
•
•
•

Intervention 5
Description

Foster learning of new implicit associations about groups
Debias through initial and ongoing trainings
o Central goal → to develop new, positive associations
o Create space to challenge perceiver to deal with stereotypeinconsistent information & discuss results.
Challenge staff to recognize stereotype activation and work on
preconscious control.
Create space in meetings to challenge perceiver to deal with
stereotype-inconsistent information & discuss results
Set schedule of ongoing trainings and discussions of debiasing.
Discuss role of “context” in stereotype formation when evaluating the
merits of a case or the level of service to be provided.
Staff should identify stereotypes at play in the community they serve.
Take time at staff meetings to tell stories and show images that create
positive associations with people from all races and ethnicities.
Training people to avoid bias works best if instructions are concrete and
specific rather than abstract.

STEREOTYPE REPLACEMENT
This strategy involves replacing stereotypical responses with non-stereotypical
responses. Using this strategy involves recognizing that a response is based on
stereotypes, labeling the response as stereotypical, and reflecting on why the
biased response occurred. Next, one considers how the biased response could
be avoided in the future and replaces it with an unbiased response (Monteith,
1993).
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Goals

•
•
•

Examples

•
•
•
•

Intervention 6
Description

Goals

Discuss common stereotypes attached to clients in different
neighborhoods and how framing and individuation may counter their
negative aspects.
Discuss how stereotypes are manifest in court or at hearings. Discuss
framing pleadings and arguments to mitigate stereotype formation or to
create positive associations.
Translate the discussion of external stereotyping to mitigate possible
activation in your program.
Develop a supportive practice of calling colleagues when stereotyping
may be occurring. (We all do it!)

COUNTER STEREOTYPE IMAGING
Some cognitive scientists and social psychologists have found that exposure to
non-stereotypical exemplars decreased the automatic White preference effect
as measured by the IAT. Emphasizing that implicit biases change, the authors
suggest that “creating environments that highlight admired and disliked
members of various groups … may, over time, render these exemplars
chronically accessible so that they can consistently and automatically override
preexisting biases” (Dasgupta & Greenwald, 2001, p. 807). The effect of these
interventions has been mixed but early success and the ease of implementation
suggests that these interventions should be considered.
•
•
•
•
•
•

Examples

Interrupting the automaticity of stereotypical associations.
Developing a practice of replacing stereotypical associations with non
stereotypical associations.
Shift focus from group characteristics to individual characteristics.

•
•

Create inclusive, positive work environment.
Exposure to positive exemplars that promote favorable imagery
activation.
Accessibility with a particular focus on language access
Use debiasing agents to decrease automatic preference
Make debiasing agents the norm, not the exception
The strategy makes positive exemplars salient and accessible when
challenging a stereotype’s validity.
Examine posters, pamphlets, photographs and public materials that may
reveal negative implicit associations. Show ordinary people in counter
stereotypical settings to activate favorable schemas.
Review office for micro messaging where small messages are sent,
typically without conscious thought or intent.
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•
•

Take time at staff meetings to tell stories and show images that create
positive associations with people from all races and ethnicities.
Create a screen saver with counter stereotypical exemplars.

III.
Debiasing Decision Making in the Case Handling Process

Patricia Devine and colleagues (2012) found that after four weeks of engaging in
the interventions described below, group participants had lower IAT scores than
control group participants. And these effects held when participants retook the
IAT another four weeks later, leading researchers to conclude that the
reduction in implicit race bias persisted throughout the eight-week interval.
These data “provide the first evidence that a controlled, randomized
intervention can produce enduring reductions in implicit bias” (Devine et al.,
2012).
Intervention 7

FOSTER EGALITARIAN MOTIVATIONS

Description

Internal motivations to be fair, rather than fear of external judgments, tends to
decrease biased actions.
Considerable research has shown that once a staff is aware of the unconscious
operation of bias, fostering egalitarian motivations can counter the activation
of automatic stereotypes (Dasgupta & Rivera, 2006; Moskowitz, Gollwitzer,
Wasel, & Schaal, 1999). Stone and Moskowitz write, “When activated,
egalitarian goals inhibit stereotypes by undermining and counteracting the
implicit nature of stereotype activation, thereby cutting stereotypes off before
they are brought to mind” (Stone & Moskowitz, 2011, p. 773). For example,
work by Dasgupta and Rivera found that automatic biases are not necessarily
inevitable, as the relationship between automatic antigay prejudice and
discrimination was moderated by individuals’ conscious holding of egalitarian
beliefs (Dasgupta & Rivera, 2006 3

Goals

•
•
•
•

3

Encourage desire to be fair.
Affirm or restate equitable goals that counter activation of automatic
stereotypes.
Challenge comfortable egalitarianism.
Recognize in-group helpfulness and commit to matching this for outgroup members.

The Kirwan Institute, Implicit Bias, State of the Science 2013.
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Examples

•

•
•
•
•

Develop inclusive race conscious mission statement
o Include mission statement on key recruitment documents
o Post in work space
o Remind staff and volunteers of mission before important
decisions are made.
Bring community leaders and speakers to training events to discuss the
values in action.
Guide case selection and assignment of resources to consciously close
opportunity gaps.
When evaluating cases, ask advocates to identify the race and ethnic
issues in the case. (All cases have a racial/ethnic dimension)
Recognize that cases with a racial/ethnic dimension may take more
time.

Intervention 8

DELIBERATIVE PROCESSING

Description

Implicit biases are a function of automaticity (what Daniel Kahneman refers to
as “thinking fast”). “Thinking slow” by engaging in mindful, deliberate
processing prevents the activation of our implicit biases determining our
behaviors.
Implicit bias manifests most often when decisions are quickly made without
time for deliberation. Deliberative processing can negate unconscious bias and
negative associations. Implicit bias may enter decision-making process if people
haven't committed to the decision criteria that are most important to them.
(Hodson, Dovidio & Gaertner, 2002) Deliberate processing includes awareness
of one's’ own emotional state in decision-making. (Dasgupta & De Steno, 2009)

Goals

•
•
•
•
•

Examples

•

Clarity of purpose is needed at each step in a decision making process.
Reduce cognitive load by slowing down.
Train decision makers to self check for bias before and during decision
making process. (see mindfulness intervention) Unchecked decisions
allow for spontaneous judgments that provoke reliance on stereotypes.
Consider diverse perspectives.
Caution: Receiving the benefits of being in the in-group tends to remain invisible for
the most part. And this is perhaps why members of the dominant or majority groups are
often genuinely stunned when the benefits they receive are pointed out. Blindspots hide
both discriminations and privileges… - Blindspot, p 144

Start each case review/case acceptance meeting with a reminder of the
criteria you will apply in selection. 4 This clarity is needed at each step
in a case handling process.

4

A program does not have to restate the entire criteria at the beginning of each session. Reference to the criteria
at the outset, Let’s recall the criteria we have committed to in case selection. Specific applications can also be
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•
•
•
•
•
•
•

Intervention 9
Description

Start each case selection meeting with a reminder of the criteria you
will apply in selection. 5
Use mindfulness to self check bias before and during decision making.
Intake interviews should ask questions about racial/ethnic elements of
each case.
Opening memos should articulate racial/ethnic elements of the case.
Create checklists that commit to unbiased decision making.
Create data feedback loops which demonstrate activity toward your
goal of achieving equitable outcomes.
Allow time for effortful processing.

CREATE DOUBT
The greater the extent to which one presumes the capacity to be objective, the
greater the risk that the person will inadvertently allow bias to influence
decision-making. There is some evidence to suggest that teaching people
about non conscious thought processes will lead them to be more skeptical of
their own objectivity and, as a result, be better able to guard against biased
evaluations (Pronin, 2007). 6

Goals

•
•
•

Interrupt the automaticity of negative associations.
Reinforce deliberate decision making.
Shift focus to outcomes.

Examples

•
•

Teach implicit bias and the non conscious aspects of decision making.
Invite staff to take an opposing position as a check on the automaticity
of biased associations.
Create data loops that allow frequent review of progress toward
outcomes.

•

Intervention 10 INDIVIDUATION
Description

This strategy relies on preventing stereotypic inferences by obtaining specific
information about group members (Brewer, 1988; Fiske & Neuberg, 1990).
Using this strategy helps people evaluate members of the target group based
on personal, rather than group-based, attributes.

noted. We will not be taking this case not because it doesn’t have merit but because it does very little to achieve
the mission of our program.
5
A program does not have to restate the entire criteria at the beginning of each session. Reference to the criteria
at the outset, Let’s recall the criteria we have committed to in case selection should be sufficient. Specific
applications can also be noted. We take this case with the conscious goal of closing the achievement gap that
exists along racial lines.
6
THE SCIENCE OF EQUALITY, VOLUME 1: ADDRESSING IMPLICIT BIAS, RACIAL ANXIETY, AND STEREOTYPE THREAT
IN EDUCATION AND HEALTH CARE, p 47.
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Goals

•
•

Examples

•
•
•
•

Create a culture where challenging staff on stereotype activation is
seen as supportive.
Use “intake interview guides” to identify potential stereotypes and
gather counter stereotypical information.
Identify stereotypes that may be in play in your community and gather
counter stereotypical information to make informed acceptance
decisions.
Advocacy plan should be reflected in case documents and should
include identification of potential stereotype activation and strategies
to mitigate them.
Identify specific “frames” that may counter commonly held stereotypes
and negative associations.
Share cases in which positive stereotypes were activated or negative
stereotypes were mitigated.

Intervention 11 PERSEPCTIVE TAKING.
Description

Goals

Cognitive scientists have found that perspective-taking was effective at
debiasing, as it “tended to increase the expression of positive evaluations of the
target, reduced the expression of stereotypic content, and prevented the hyper
accessibility of the stereotype construct” (Galinsky & Moskowitz, 2000, p. 720).
The active consideration of other’s mental states and subjective experiences,”
can decrease implicit outgroup bias and inter group bias. (Todd & Galinsky,
2014, p. 374)

•

•

Examples

•

•
•

Practice perspective taking
o Review program objectives and decisional impacts through the
lens of all involved.
o Create an expectation to consider diverse viewpoints.
o When seeking approval for an action or activity present the
request from the client’s perspective.
Support deliberative, inclusive mindfulness.
Modify intake interview sheet to include a statement such as one of the
following:
o Now describe the case from the client’s perspective.
o What outcome does the client want?
Allow the client to explain the full complexity of their situation in their
own words. (linked to question on opening memo to present case from
clients’ perspective)
Solicit perspectives of others in case evaluation to check one’s own
bias.
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•

Identify perspectives of those in the decision makers where that case
will be heard.

Intervention 12 DECISION-MAKER ACCOUNTABILITY
Description

Implicitly biased behavior is best detected by using data to determine whether
patterns of behavior are leading to racially disparate outcomes. Once one is
aware that decisions or behavior are having disparate outcomes, it is then
possible to consider whether the outcomes are linked to bias.
Implicit biases are a function of automaticity (Kahneman, 2011). “Thinking
slow” by engaging in mindful, deliberate processing prevents our implicit
schema from determining our behaviors. Ideally, decisions are made in a
context in which one is accountable for the outcome, rather than in the throes
of any emotion (either positive or negative) that may exacerbate bias.
Having a sense of accountability, meaning “the implicit or explicit expectation
that one may be called on to justify one’s beliefs, feelings, and actions to
others,” can be another powerful measure to combat bias (Lerner & Tetlock,
1999, p. 255). If we think we are being monitored or may have to explain our
decisions, we are more motivated to act in an unbiased or debiased way.
[Benforado, Ziegert] But it is important that the accountability be to a superior
who him/herself offers a clear unbiased approach. [Jost Beyond Reasonable
Doubt]

Goals

•
•
•

Examples

•
•
•
•
•
•

Create explicit expectations that results of decisions will be reviewed
for their outcomes.
Closely review formal and informal internal case handling policies for
implicit bias or colorblind evaluation.
Examine your decisions, actions and outcomes on a regular basis.
Create frequent data feedback loops that measure outcomes.
Publish and release quarterly summaries of progress in closing
opportunity gaps.
Discuss the many factors that can lead to implicit bias and disparate
outcomes and commit to expanding interventions to achieve equity.
Commit to ongoing training on implicit bias & debiasing.
Make staff aware that decisions at all levels will be reviewed for their
outcomes.
Leaders must be positive exemplars for staff and be mindful of
unintended micro-messaging.
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Intervention 12 MINDFULNESS
Description

Implicit biases are a function of automaticity. By engaging in mindful,
deliberate processing our implicit biases are prevented from kicking in and
determining our behaviors.
Mindful practice has been found to consistently inform a community lawyering
effort. (A. Harris, et al, 2007)
In a new approach to reducing implicit bias toward Black and homeless
individuals, Kang and colleagues looked at loving-kindness meditation, a
Buddhist tradition defined as having a focus of developing warm and friendly
feelings toward others (Y. Kang et al., 2014). Participation in loving-kindness
meditation significantly decreased participants’ implicit outgroup bias toward
Blacks and homeless people (Y. Kang et al., 2014)

Goals

•
•
•
•
•

Mindfulness meditation is offered as a benefit to staff.
Create a culture where mindfulness activities are valued.
Measure outcomes data after implementation.
Incorporate mindfulness in a community lawyering practice.
Use mindfulness to sharpen advocacy skills.

Examples

•

Staff are trained in the practice and value of mindfulness to enhance
services to our clients.
Staff are asked to spend a few moments before each interview in
mindfulness to bring known implicit biases to the conscious mind and
place them in check.
Staff are asked to “be present” and allow the client up to 3 minutes to
explain their situation before information is processed.

•
•
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IV.
STRATEGIES TO ADDRESS RACIAL ANXIETY

The mechanisms for reducing racial anxiety are related to – but are not identical to – the reduction of
implicit bias. They are distinguished primarily by the goal of the interventions. A combination of
intervention strategies is vastly more likely to be successful than either approach in isolation.

Intervention 13

INTERGROUP CONTACT

Description

The role of intergroup contact in reducing anxiety and bias underscores the
role of emotion in racial interactions. It is not enough for people to be taught
that negative stereotypes are false or to believe in the morality of nonprejudice. People need to feel a connection to others outside of their group;
once people feel connected, their racial anxiety decreases and so does their
bias (Pettigrew & Tropp, 2008; Voci & Hewstone, 2003).

Goals

•
•
•
•
•
•

Create a shared sense of identity.
Frequent intergroup integration to reduce bias and racial anxiety.
Foster collegiality and not hierarchy in working groups
Communicate explicit common goals for staff
Diversify workgroups, boards, community alliances
Minimize fear and competition which leads to heightened group
preference.

Examples

•

Sponsor intergroup social interactions for staff. Friendships are most
effective way of dealing with racial anxiety.
Foster diversity through inter office work groups.
Prime staff to think of prior positive intergroup experiences.
Establish equal status between group’s members, cooperation,
common goals, and institutional support for the contact.
If your staff is not diverse sponsor events with other firms who have
diverse staff. Listen closely to their perspectives.
Adopt community lawyering as one aspect of service delivery.

•
•
•
•
•

Intervention 14

INDIRECT OR EXTENDED CONTACT

Description

In light of current patterns of racial segregation in so many life domains,
sustained interracial interaction may not always be easy to achieve (powell,
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2012). Racial anxiety is often a byproduct of living in a racially homogenous
environment, which renders future intergroup interaction less likely and
increases the chances that it will be less positive if it does occur (Plant &
Devine, 2003).
One important approach is known as the “extended contact” effect, which
refers to the idea that knowing that members of your group have friends in the
other group can positively shift your attitudes toward and expectations for
contact with members of those other groups (Wright et al., 1997; Turner et al.,
2008; Gómez et al., 2011). Extended contact research shows that even if a
person does not have opportunities to interact directly with members of other
groups, knowing that others in their own group have positive relations can help
to shift their own attitudes more positively toward members of other groups. 7
Goals

•
•

Establish positive intergroup attitudes through perspective sharing.
Highlight the role that norms play in shaping attitudes toward other
groups and expectations for cross-group interaction

Examples

•

Train managers of the value of eliciting many perspectives on issues
affecting clients.
Establish norms including both in-group norms demonstrating how
members of our group should relate to others and out-group norms
indicating how we can expect to be received by members of other
groups.
Encourage staff to gather and share perspective on client &
community issues.

•

•

7

THE SCIENCE OF EQUALITY, VOLUME 1: ADDRESSING IMPLICIT BIAS, RACIAL ANXIETY, AND STEREOTYPE THREAT IN
EDUCATION AND HEALTH CARE pps. 50-51.

Page 14 of 21

Law Office of William Kennedy – Race Equity Project

V.
STEREOTYPE THREAT INTERVENTIONS

These interventions are largely premised on the idea that, so long as a person is not worrying that he
or she will be judged or presumed to confirm a stereotype about her or his group, the threat will not
be triggered and the behavioral effects of the threat will not occur. The mechanisms to address ability
threat and character threat are quite similar – and sometimes overlap. In most cases the same
interventions that reduce the negative aspects of stereotype threat can also reduce the conduct of the
actor that triggers the threat.

Intervention 15

SOCIAL BELONGING INTERVENTIONS

Description

When people worry that they don’t belong or aren’t valued because of their
race, they are likely to interpret experiences in a new environment as evidence
that their race is an impediment to their belonging and success. The “social
belonging” intervention in the context of education is based on survey results
showing that upper-year students of all races felt out of place when they
began, but that the feeling abated over time. In a study of this intervention,
both black and white students were given this information, along with a series
of reflection exercises. The intervention resulted in improvement in black
students’ grades, at the same time as it had no effect on the grades of white
students (Walton & Cohen, 2007). As such, the intervention protected
students of color “from inferring that they did not belong in general on
campus when they encountered social adversity” (Erman & Walton, in press)
and helped them develop resilience in the face of adversity.

Goals

•
•

Reduce the sense of isolation in the work setting.
Develop resilience in the face of workplace adversity.

Examples

•

At orientation of new employees, share stories that show that all staff
struggle to find their place in the program.
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•
•
•

Intervention 16
Description

Establish a peer to peer mentorship program to discuss challenges of
adjustment and progress toward personal & professional goals. 8
Direct mindfulness exercises at belonging.
Use website & media to associate staff with values.

WISE CRITICISM
A significant challenge for people of color in school or work settings is
determining whether negative feedback is a result of bias or, just as
detrimental, whether positive feedback is a form of racial condescension. This
uncertainty – coined attributional ambiguity by Crocker and Major (Crocker et
al., 1991) – hinders improvement by putting people of color in a quandary in
terms of deciding how to respond to feedback. Cohen et al. (1999) developed
an intervention used with college students that addresses this quandary by
having teachers and supervisors communicate both high expectations and a
confidence that the individual is capable of meeting those expectations. 9

Goal

•

Reduce attributional ambiguity in workplace

Examples

•
•

Train supervisors in the wise criticism approach.
Adopt evaluation standards and materials that reflect the wise
criticism approach.
Communicate both high expectations and a confidence that the
individual is capable of meeting those expectations.

•

Intervention 17
Description

Goals

GROWTH MINDSET

This concept is based on work by Carol Dweck (Dweck, 2006) showing that
abilities can be conceptualized as either an entity (“you have it or you don’t”)
or an increment (“you can learn it”). If one holds the former concept, then
poor performance confirms inadequacy; however, if one holds the latter view,
then poor performance simply means one has more work to do. Having the
“growth mindset” has been useful in the context of stereotype threat because
it can prevent any one particular performance from serving as “stereotype
confirming evidence” (Steele, 2010).
•

Teach staff that abilities, including the ability to be racially sensitive,
are learnable/incremental rather than one shot fixes.

8

At LSNC our peer to peer mentorship program paired advocates from different offices to foster better communication about
perceptions.
9
The wise criticism (or high standards) intervention has been tested in other contexts, including criticism of middle school
essays (Yeager et al., 2013). In this experiment, when students received a note on a paper which read, “I’m giving you these
comments so you have feedback on your essay,” 17% of black students chose to revise and resubmit their essay a week later.
When the note read, “I’m giving you these comments because I have high standards and I know that you can meet them” –
thereby disambiguating the reason for the critical feedback – 71% of black students revised and resubmitted their essay (Yeager
et al., 2013).
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Examples

•

Reduce conduct that can be interpreted as stereotype confirming
evidence.

•

Supervisors should be trained to adopt the learnable incremental
approach to training.
Performance should be evaluated in the context of continuum and not
in a judgment of inadequacies.
Evaluation materials should be amended to adopt this theme.
Peer to peer mentorship program can reduce concerns.

•
•
•

Intervention 18

VALUE AFFIRMATION

Description

This intervention, like the social belonging intervention, helps students
maintain or increase their resilience. Students experiencing stereotype threat
often lose track of “their broader identities and values – those qualities that
can make them feel positively about themselves and which can increase their
resilience and help them cope with adversity” (Erman & Walton, in press).

Goal

•

Increase resilience among staff and help them to cope with adversity.

Examples

•

Encourage staff to recall their values and reasons for engaging in a task.
This can be accomplished at staff meetings, case review or in closing
memos
Linking staff members to values in printed reports, electronic media and
materials.
Create recognition through “values” awards.

•
•

Intervention 19

BEHAVIORAL SCRIPTS

Description

Setting forth clear norms of behavior and terms of discussion can reduce
racial anxiety and prevent stereotype threat from being triggered. The studies
referenced herein have investigated the utility of behavioral scripts in
preventing behavior associated with threat or anxiety. In their distancing
study, Goff et al. (2008) found that when white participants were given a
“position” to present during interracial interaction in which racial profiling
was the subject, white participants no longer moved further away from their
black conversation partners than from their white conversation partners.
Researchers concluded that when directed to share an already constructed
position, the white person’s “self ” was no longer at issue in the discussion
because the person had been given a position to take and was not at risk of
being judged as prejudiced based upon a comment or opinion he or she held.

Goals

•

Reduce Stereotype threat with agreed upon norms of behavior.
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Examples

•
•

Honor and embrace diverse perspectives on issues.
Create opportunities for voluntary sharing of personal information.

•

In initial meetings or reconvenings, encourage staff to share things
about themselves or recent experiences.
Set aside time for conversation on race and equity (“CORE”
conversations) with agreed upon norms.
Approach CORE conversations in a collegial open manner drawing out
many perspectives.

•
•
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Examples of Racial Microaggressions
Theme
Alien in own land
When Asian Americans and Latino
Americans are assumed to be
foreign-born
Ascription of Intelligence
Assigning intelligence to a person of
color on the basis of their race.

Microaggression
“Where are you from?”
“Where were you born?”
“You speak good English.”
A person asking an Asian American
to teach them words in their native
language.
“You are a credit to your race.”
“You are so articulate.”
Asking an Asian person to help with a
Math or Science problem.

Color Blindness
Statements that indicate that a White
person does not want to
acknowledge race

“When I look at you, I don’t see
color.”
“America is a melting pot.”
“There is only one race, the human
race.”

Criminality – assumption of criminal
status
A person of color is presumed to be
dangerous, criminal, or deviant on
the basis of their race.

A White man or woman clutching
their purse or checking their wallet as
a Black or Latino approaches or
passes.
A store owner following a customer of
color around the store.
A White person waits to ride the next
elevator when a person of color is on
it.
“I’m not a racist. I have several Black
friends.”
“As a woman, I know what you go
through as a racial minority.”

Denial of individual racism
A statement made when Whites deny
their racial biases
Myth of meritocracy
Statements which assert that race
does not play a role in life successes

“I believe the most qualified person
should get the job.”
“Everyone can succeed in this
society, if they work hard enough.”

Pathologizing cultural values /
communication styles
The notion that the values and
communication styles of the
dominant / White culture are ideal

Asking a Black person: “Why do you
have to be so loud / animated? Just
calm down.”
To an Asian or Latino person: Why
are you so quiet? We want to know
what you think. Be more verbal.”
Speak up more.”
Dismissing an individual who brings
up race / culture in work / school
setting.

Message
You are not American
You are a foreigner

People of color are generally not as
intelligent as Whites.
It is unusual for someone of your
race to be intelligent.
All Asians are intelligent and good in
Math / Sciences.
Denying a person of color’s racial /
ethnic experiences.
Assimilate / acculturate to the
dominant culture.
Denying the individual as a racial /
cultural being.
You are a criminal.
You are going to steal / You are poor
/ You do not belong / You are
dangerous.

I am immune to races because I have
friends of color.
Your racial oppression is no different
than my gender oppression. I can’t
be a racist. I’m like you.
People of color are given extra unfair
benefits because of their race.
People of color are lazy and / or
incompetent and need to work
harder.
Assimilate to dominant culture.
Leave your cultural baggage outside.

Theme

Microaggression

Message

Second-class citizen
Occurs when a White person is given
preferential treatment as a consumer
over a person of color

Person of color mistaken for a
service worker
Having a taxi cab pass a person of
color and pick up a White passenger
Being ignored at a store counter as
attention is given to the White
customer behind you
“You people …”

Environmental microaggressions
Macro-level microaggressions, which
are more apparent on systemic and
environmental levels

A college or university with buildings
that are all names after White
heterosexual upper class males
Television shows and movies that
feature predominantly White people,
without representation of people of
color
Overcrowding of public schools in
communities of color
Overabundance of liquor stores in
communities of color
“Indian giver.”
“That’s so gay.”
“She welshed on the bet.”
“I jewed him down.”
“That’s so White of you.”
“You people …”
“We got gypped.”
Imitating accents or dialects
Others?

People of color are servants to
Whites. They couldn’t possibly
occupy high-status positions.
You are likely to cause trouble and /
or travel to a dangerous
neighborhood.
Whites are more valued customers
than people of color
You don’t belong. You are a lesser
being.
You don’t belong / You won’t
succeed here. There is only so far
you can go.
You are an outsider / You don’t exist.
People of color don’t / shouldn’t value
education.
People of color are deviant.

How to offend without really trying

Adapted from:
Wing, Capodilupo, Torino, Bucceri, Holder, Nadal, Esquilin (2007). Racial Microaggressions in Everyday Life: Implications for Clinical Practice.
American Psychologist, 62, 4, 271-286

STATUS, RANK & POWER
Rank

AGENT/TARGET RANK

STATUS
(high status/low status
play)

• Socially
ascribed
memberships
• Not
about
identity
• Dualistic;
not a
continuu
m
• Operates
all the
time

RANK
(socially ascribed
target/agent memberships)

POWER
(power to
power with)
EMPOWERMENT
(psychological
and
spiritual power)

Status
• Interaction
Style
• Changes
easily,
moment to
moment
• Whoever is
more aware
of status-play
has more
influence
• High status
among
empowered
targets may
signify
closeness

Power
• For Agents, awareness and allyship skills sets
• For Targets, empowerment, strategy & re-centering skills sets
• Psychological Power & Spiritual Power

THE AGENT SKILLS MODEL

Rank can be deciphered by using Pam Hays' ADRESSING acronym as a guide to where
Agent and Target rank are ascribed

Social Rank
Category

Agent Rank

Target Rank

Age

Adults (18-64)

Children, Adolescents,
& Elders
Persons with Disabilities
Jews, Muslims, and all
other non-Christian
religions
People of Color
Poor & Working Class

Disability
Religion (relates to
religious culture)

Able-persons
Cultural Christians,
Agnostics & Atheists

Ethnicity
Social Class

White Euro-Americans
Owning & Middle Class

(relates to class culture)

(access to higher education)

(no access to higher
education)

Sexual Orientation

Heterosexuals

Indigenous Heritage
National Origin
Gender

Non-Native
U.S.-born
Biologically Male

Lesbians, Gay men,
Bisexuals, Queer, &
Questioning
Native
Immigrants & Refugees
Female, Transgendered,
& Intersexed

Developed by Dr. Leticia Nieto; ADRESSING acronym by Pamela A. Hays, "Addressing the "Complexities of Culture and Gender in
Counseling", Journal of Counseling and Development, March/April 1996, Volume 74.

THE TARGET SKILLS MODEL

• Holarchical skills sets (not stages).
• Moment to moment; we don't always use the highest skill level we
have access to.
• A life-long task.
©2002 Leticia Nieto, M.A., Psy.D.

• Holarchical skills sets (not stages).
• Moment to moment; we don't always use the highest skill level we
have access to.
• A life-long task.
Cuetzpalin@aol.com

UCLA Law Review Article on Implicit Bias
UNDERSTANDING THE DANGER
1. The article describes the dangers of Implicit Bias influencing the ways in which all who
are engaged in law & justice systems work:
a. Interpret evidence
b. Understand the facts
c. Parse legal principles
d. Make judgment calls.
2. The article distinguishes between EXPLICIT & IMPLICIT:
a. "ATTITUDES" (for example, an association of a social group and an evaluative
valence (positive or negative value), and
b. "STEREOTYPES" (for example, an association between a social group and a trait).
Note that while attributes and stereotypes may be related, this is not always the casethey can iterate separately, so, for example, we could have a positive association with a
group while also holding negative stereotypes about that group’s traits.
3. The article identifies the dangers of what it terms “judicial exceptionalism”, although,
along with lawyers, there is no inherent reason to think judges are immune from implicit
biases.
WHAT CAN WE DO TO DECREASE IMPLICIT BIAS IN OUR WORK?
Summary of interventions in the article that build on overlapping scientific and political
consensus, including:
1. Exposure to counter-typical associations to overcome negative attitudes & stereotypes
through:
a. Direct contact/proximity;
b. Vicarious contact, mediated by images, videos, simulations not requiring
direct face-to-face contact/interaction;
c. Physical environmental opportunities for counter-typical exemplars to be
shown (art, images, etc.),
2. Breaking the link between Bias and Behavior:
a. Doubt your own objectivity (97% of judicial officers in a study believed they
were in the top quartile in avoiding racial prejudice in their decision-

making—like Lake Woebegon, where all the children are above average…
mathematically impossible!); the danger: believing ourselves to be objective
puts us at particular risk for behaving in ways that belie our self-conception);
b. Increase motivation to be fair by gaining actual scientific knowledge about
implicit social cognitions through early job trainings, orientation, when
individuals are most likely to be receptive, using least threatening biases as
entry points to the learning about implicit biases;
c. Improve conditions of decision-making (deliberativeness; mindfulness);
d. Find ways to count (produce objectively collected data about outcomes
disaggregated by race) for analysis;
e. Education of law & justice systems workforce on implicit bias;
f. Create a “pledge”, e.g.:
“I pledge I will not base my decision-making on biases. This includes gut
feelings, prejudices, stereotypes, personal likes or dislikes, sympathies or
generalizations. I will not make decisions based on implicit biases. I will
evaluate the evidence, facts and data carefully and resist jumping to
conclusions based on personal likes or dislikes, generalizations, gut feelings,
prejudices, sympathies, stereotypes or biases. Our system of justice is
dependent upon all of us who operate within it to make decisions fairly,
based on facts, evidence, data, and not on biases.”
g. Encourage category-conscious strategies:
i.

Foreground social categories (e.g., “priming” to counter “colorblindness” and to give permission to expressly raise issues);

ii.

Engage in perspective shifting (putting oneself into the shoes of the
outgroup party);

h. Add your suggestions here:

INVITATION TO JOIN
We are people, communities and organizations working together for racial fairness and
justice in the law, legal profession, and justice systems.
The Race Equity & Justice Initiative (REJI) is a call for action to all who understand that we
need to work together to challenge the racial bias that has been built into our societal
fabric. Tensions and fears from tragedies in Ferguson, Baltimore, Charleston, Flint, Pasco,
and so many other places continue to increase due to recent contentious national events.
As a result, many vulnerable communities, especially communities of color, are targeted
and treated as less worthy. We ask those who are dedicated to equity and justice to join us
by signing on to the following principles and commitments.

VISION
A fair and just society respects basic human rights and allows all people to thrive and
reach their potential. We share a vision of a community free from bias, systemic unfairness
and oppression, where everyone is treated with dignity and respect. Everyone deserves
access to affordable, safe, and stable housing, quality education and health care, a legal
system that delivers justice to all, a sustainable source of income, fair treatment by
financial institutions, ample and nutritious food, clean water, and freedom from
environmental hazards.

FRAMEWORK
There are many ways to think about and understand racial justice, but by sharing common
language, we can gain greater strength and understanding. REJI uses Professor john a.
powell’s powerful tools for talking about race equity work, aiming for a society where
everyone belongs within the Circle of Human Concern as full members of society, without
exception. But, we recognize that our social, economic, legal, civic, and political structures
reflect, produce and maintain racialized outcomes, meaning that the structures and
systems we have created systematically bar certain racial groups from fully participating in
society, target them for discrimination, and take away power and resources. Our work is
about ending these historic patterns.

www.waraceequityandjustice.wordpress.com
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REJI ACKNOWLEDGMENTS
1. Policies, structures, and systems that deny people and communities of color what is
necessary for a full and fair life exist in the United States and in our local communities.
These structurally racialized systems have been built and are maintained by conscious
and unconscious racial bias that pervades society, to the benefit of white people and to
the disadvantage of people of color.
2. These racialized systems work to keep communities of color outside the Circle of
Human Concern and perpetuate harm. Examples of how laws, rules, and norms
operate today include disproportionately pulling members of communities of color into
the civil, juvenile and criminal justice systems; zoning and forcing communities into
substandard and unaffordable housing; denying adequate health care, education, and
jobs; seizing familial and community land and wealth; threatening personal and
physical safety; and, isolating communities of color from social, economic and political
power.
3. Bias and structural oppression based on factors such as gender or gender identity,
immigration status or nationality, age, disability, religion, poverty and social class,
sexual orientation, membership in an indigenous (native) group or ethnicity are equally
harmful to individuals, communities, and the notion of a just society. Further, the
damaging effects of oppression are multiplied when race intersects with these other
identity factors.
4. The effects of bias and structural racialization are especially damaging to the social
fabric of our democracy when they are woven into the law, legal profession and justice
system, where they can weaken the ability of these systems to safeguard equity and
justice under the rule of law.
5. True justice cannot be achieved until the legal and justice systems and all who work in
these systems are conscious of and able to counter the impact of racialized systems,
racialized structures and bias. Doing so requires acknowledging that different groups
are situated differently, and that targeted, intentional approaches may be needed to
reach just and equitable outcomes.
6. Progress toward equity and justice has largely come from the wisdom and courage of
people from communities most harmed by bias and systemic oppression. Thus, race
equity work must be pursued in direct solidarity with, and guidance from, communities
of color and community-based movements.
7. Structurally racialized systems take their most direct and immediate toll on communities
of color. They are also damaging to white people, as white privilege is understood,
whether consciously or not, to be unearned and gained through the stolen humanity of
others. This means that white people and people of color have very different as well as
common work to do to expose and dismantle racialized systems.
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REJI COMMITMENTS
As signers and supporters of the Washington Race Equity & Justice Initiative, we commit
to:
1. Work together with, take guidance from, be part of, and hold ourselves accountable to
community-based movements in communities most affected by structural racialization
and structurally racialized systems.
2. Change structures, policies, processes, and practices in the law, legal profession, and
justice system that allow harm and disparate outcomes for communities of color to
continue unabated.
3. Promote and support legal and policy reforms to advance race equity and racial justice,
recognizing that differently situated groups may require different strategies to achieve
more equitable outcomes.
4. Continuously examine whether we and the organizations we work with operate in ways
that align with the race equity and justice values and goals we support. This
commitment includes ensuring that race equity is reflected in policies and practices for
recruitment and hiring, work acceptance, priority-setting, governance, organizational
culture, and community partnerships and accountability, particularly with low-income
communities of color.
5. Continually explore how race and poverty intersect to make worse the effects of racial
discrimination.
6. Expand and strengthen the REJI alliance to include diverse partnerships and the
sharing of our resources with anyone who is committed to dismantling structurally
racialized systems.
7. Ensure our organizations invest in active, ongoing learning that will teach us to see,
reveal, and transform structures that create racialized outcomes and push communities
of color outside the Circle of Human Concern. This commitment requires that we help
members of our organizations and communities to actively and expressly challenge the
use of racist language and behaviors, openly listen when we ourselves are challenged,
and learn techniques and tools for reducing and eliminating implicit and explicit bias.

Additional details, definitions, and examples can be found at the Race Equity &
Justice Initiative’s website, http://waraceequityandjustice.wordpress.com. To
request additional information or sign onto the REJI Acknowledgments and
Commitments, please contact jenniferw@justleadwa.org.
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