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Session Four 

 

Session Overview:  This session is devoted to learning about culture, 

oppression, discrimination, and privilege. We will also define white supremacy 
culture and the impact on advocacy.  
 
We will then delve into the theory of intersectionality and the importance of it to 
being a responsive and effective advocate. We will discuss the three building 
blocks of intersectionality: social identities, systems of oppression and the ways 
in which they intersect and interact. 
 
With that foundation, we will look at how to incorporate the theory of 
intersectionality to assist clients who have suffered interpersonal and gender-
based violence. We will look closely at the difference between cultural 
competence and cultural humility. We will provide tools to apply these concepts 
in your life and your role as an advocate. 
 
We will conclude by defining implicit bias and microaggressions and their impact 
advocacy.  
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Foundational Concepts: Culture, Oppression, Discrimination, 
Prejudice, Cultural Racism and Privilege 
 
 

 

 

 

 

 

 

You can’t deal with a problem if you don’t name it… 
 once you name it, you can think, talk and write about it. 
 
You can make sense of it by seeing how it is connected… 
 to other things that explain it and point towards solutions.   
 

Allan G. Johnson, Privilege, Power and Difference 

Objectives 

• To develop a common language related to issues of oppression and privilege.  

• To deepen an understanding of intersections between domestic violence intervention, 

prevention and issues of oppression, privilege and implicit bias.  

• To explore personal privilege and to develop tools to become better allies committed to 

promoting equity and inclusion to clients and others. 

Culture 

• Shared societal, institutional and personal experiences that create a commonality 

among a group of people in knowledge, beliefs, ideas, customs, taboos, rituals, 

ceremonies, codes, symbols, language, works of art, and ways of being.  

• Culture can reside within and across race, ethnicity, age, gender, sexual 

orientation, body type, geographic location, social economic status, spirituality, 

religion and other identities.  

• Culture is a way of life of a group of people - the behaviors, beliefs, values, and 

symbols that they accept, generally without thinking about them, and that are passed 

along by communication and imitation from one generation to the next. 
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• Culture is a collective programming of the mind that distinguishes the members of 

one group or category of people from another.  

Oppression 

• Oppression is a system of structured inequality where the goods, services, rewards, 

privileges and benefits of the society are available to individuals according to their 

presumed membership in social identity groups.  

• This system is supported and reinforced by the power structure (money, military, 

police) etc.  

Discrimination 

• The treatment or consideration of, or making a distinction in favor of or against, a 

person based on the group, class, or category to which the person is perceived to 

belong rather than on individual attributes.  

• This includes treatment of an individual or group, based on their actual or perceived 

membership in a certain group or social category, in a way that is worse than the way 

people are usually treated. 

Prejudice 

• Prejudice is a prejudgment based on myth, missing information, misinformation/lies or 

stereotypes.  

• These prejudgments are often toward people or a person because of gender, political 

opinion, social class, age, disability, religion, sexuality, race (biology), ethnicity 

(culture/customs), language, nationality, or other personal characteristics. 

Cultural Racism 

• Cultural racism is how the dominant culture defines reality to advantage white 

people and oppress People of Color. 

• Cultural racism uses cultural differences to overtly and covertly assign value and 

normality to white people and whiteness in order to rationalize the unequal status 

and degrading treatment of People and Communities of Color. 

Privilege 

• Many political theorists argue that oppression persists because white individuals 

fail to recognize it; that is, discrimination may not be visible to those who are not in the 

midst of it.  

• Privilege refers to a sociopolitical immunity one group has over others derived from 

particular societal benefits.  
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• Many of the groups who have privilege over gender, race, or sexuality, for 

example, can be unaware of the power their privilege holds. These inequalities 

further perpetuate themselves because those who are oppressed rarely have access 

to resources that would allow them to escape their maltreatment. 
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White Supremacy Culture 

 
What is white supremacy culture? 
 
White supremacy culture is the idea (ideology) that white people and the ideas, 
thoughts, beliefs, and actions of white people are superior to People of Color and their 
ideas, thoughts, beliefs, and actions. 
 
White supremacy culture is an artificial, historically constructed culture which expresses, 
justifies and binds together the United States white supremacy system.  
 
It is the glue that binds together white-controlled institutions into systems and white-controlled 
systems into the global white supremacy system. White supremacy culture is reproduced by all 
the institutions of our society  
 
White supremacy is a term used to characterize various belief systems central to which 
are one or more of the following key tenets:  
 

1. whites should have dominance over people of other backgrounds, especially where they 
may co-exist;  
 

2. whites should live by themselves in a whites-only society;  
 

3. white people have their own "culture" that is superior to other cultures;  
 

4. white people are genetically superior to other people. As a full-fledged ideology, white 
supremacy is far more encompassing than simple racism or bigotry. Most white 
supremacists today further believe that the white race is in danger of extinction due to a 
rising “flood” of non-whites, who are controlled and manipulated by Jews, and that 
imminent action is need to “save” the white race. 
 

Adapted from Showing Up For Racial Justice, White Supremacy Culture -  https://www.showingupforracialjustice.org/white-

supremacy-culture.html and Anti-Defamation League Glossary https://www.adl.org/resources/glossary-terms/white-supremacy  

 

 

 

 

https://www.showingupforracialjustice.org/white-supremacy-culture.html
https://www.showingupforracialjustice.org/white-supremacy-culture.html
https://www.adl.org/resources/glossary-terms/white-supremacy
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Characteristics Of White Supremacy Culture 

Culture is powerful precisely because it is so present and at the same time so very difficult to 

name or identify.  

One of the purposes of listing characteristics of white supremacy culture is to point out 
how organizations which unconsciously use these characteristics as their norms and 
standards make it difficult, if not impossible, to open the door to other cultural norms 
and standards. As a result, many of our organizations, while saying we want to be 
multicultural, really only allow other people and cultures to come in if they adapt or 
conform to already existing cultural norms. Being able to identify and name the cultural 
norms and standards you want is a first step to making room for a truly multi-cultural 
organization. 

The list of white supremacy characteristics includes: perfectionism; a sense of urgency; 

defensiveness; valuing quantity over quality; worship of the written word; belief in only one 

right way; paternalism; either/or thinking; power hoarding; fear of open conflict; individualism;  

belief that progress is bigger and more; a belief in objectivity; and claiming a right to comfort. 
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The characteristics listed above are damaging because: 

• they are used as norms and standards without being pro-actively named or chosen by 

the group.  

• they promote white supremacy thinking.  

• are damaging to both people of color and to white people.  

Perfectionism 

• little appreciation expressed among people for the work that others are doing; 
appreciation that is expressed usually directed to those who get most of the credit 
anyway 

• more common is to point out either how the person or work is inadequate 
• or even more common, to talk to others about the inadequacies of a person or their 

work without ever talking directly to them 
• mistakes are seen as personal, i.e. they reflect badly on the person making them as 

opposed to being seen for what they are -- mistakes 
• making a mistake is confused with being a mistake, doing wrong with being wrong 
• little time, energy, or money put into reflection or identifying lessons learned that can 

improve practice, in other words little or no learning from mistakes 
• tendency to identify what is wrong; little ability to identify, name, and appreciate what is 

right 

Antidotes: develop a culture of appreciation, where the organization takes time to make sure 

that people’s work and efforts are appreciated; develop a learning organization, where it is 

expected that everyone will make mistakes and those mistakes offer opportunities for learning; 

create an environment where people can recognize that mistakes sometimes lead to positive 

results; separate the person from the mistake; when offering feedback, always speak to the 

things that went well before offering criticism; ask people to offer specific suggestions for how 

to do things differently when offering criticism 

Sense of Urgency 

• continued sense of urgency that makes it difficult to take time to be inclusive, encourage 
democratic and/or thoughtful decision-making, to think long-term, to consider 
consequences 

• frequently results in sacrificing potential allies for quick or highly visible results, for 
example sacrificing interests of communities of color in order to win victories for white 
people (seen as default or norm community) 

• reinforced by funding proposals which promise too much work for too little money and 
by funders who expect too much for too little 

Antidotes: realistic workplans; leadership which understands that things take longer than 

anyone expects; discuss and plan for what it means to set goals of inclusivity and diversity, 

particularly in terms of time; learn from past experience how long things take; write realistic 

funding proposals with realistic time frames; be clear about how you will make good decisions 

in an atmosphere of urgency 
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Defensiveness 

• the organizational structure is set up and much energy spent trying to prevent abuse 
and protect power as it exists rather than to facilitate the best out of each person or to 
clarify who has power and how they are expected to use it 

• because of either/or thinking (see below), criticism of those with power is viewed as 
threatening and inappropriate (or rude) 

• people respond to new or challenging ideas with defensiveness, making it very difficult 
to raise these ideas 

• a lot of energy in the organization is spent trying to make sure that people's feelings 
aren't getting hurt or working around defensive people 

• the defensiveness of people in power creates an oppressive culture 

Antidotes: understand that structure cannot in and of itself facilitate or prevent abuse; 

understand the link between defensiveness and fear (of losing power, losing face, losing 

comfort, losing privilege); work on your own defensiveness; name defensiveness as a problem 

when it is one; give people credit for being able to handle more than you think; discuss the 

ways in which defensiveness or resistance to new ideas gets in the way of the mission. 

Quantity Over Quality 

• all resources of organization are directed toward producing measurable goals 
• things that can be measured are more highly valued than things that cannot, for 

example numbers of people attending a meeting, newsletter circulation, money spent 
are valued more than quality of relationships, democratic decision-making, ability to 
constructively deal with conflict 

• little or no value attached to process; if it can't be measured, it has no value 
• discomfort with emotion and feelings 
• no understanding that when there is a conflict between content (the agenda of the 

meeting) and process (people's need to be heard or engaged), content will prevail (for 
example, you may get through the agenda, but if you haven't paid attention to people's 
need to be heard, the decisions made at the meeting are undermined and/or 
disregarded) 

Antidotes: include process or quality goals in your planning; make sure your organization has 
a values statement which expresses the ways in which you want to do your work; make sure 
this is a living document and that people are using it in their day to day work; look for ways to 
measure process goals (for example if you have a goal of inclusivity, think about ways you can 
measure whether or not you have achieved that goal); learn to recognize those times when 
you need to get off the agenda in order to address people's underlying concerns 
 
Worship of the Written Word 

• if it's not in a memo, it doesn't exist 
• the organization does not take into account or value other ways in which information 

gets shared 
• those with strong documentation and writing skills are more highly valued, even in 

organizations where ability to relate to others is key to the mission 
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Antidotes: take the time to analyze how people inside and outside the organization get and 
share information; figure out which things need to be written down and come up with 
alternative ways to document what is happening; work to recognize the contributions and skills 
that every person brings to the organization (for example, the ability to build relationships with 
those who are important to the organization's mission) 
 
 
Only One Right Way 

• the belief there is one right way to do things and once people are introduced to the right 
way, they will see the light and adopt it 

• when they do not adapt or change, then something is wrong with them (the other, those 
not changing), not with us (those who know the right way) 

• similar to the missionary who does not see value in the culture of other communities, 
sees only value in their beliefs about what is good 

Antidotes: accept that there are many ways to get to the same goal; once the group has made 
a decision about which way will be taken, honor that decision and see what you and the 
organization will learn from taking that way, even and especially if it is not the way you would 
have chosen; work on developing the ability to notice when people do things differently and 
how those different ways might improve your approach; look for the tendency for a group or a 
person to keep pushing the same point over and over out of a belief that there is only one right 
way and then name it; when working with communities from a different culture than yours or 
your organization's, be clear that you have some learning to do about the communities' ways 
of doing; never assume that you or your organization know what's best for the community in 
isolation from meaningful relationships with that community 
 
Paternalism 

• decision-making is clear to those with power and unclear to those without it 
• those with power think they are capable of making decisions for and in the interests of 

those without power 
• those with power often don't think it is important or necessary to understand the 

viewpoint or experience of those for whom they are making decisions 
• those without power understand they do not have it and understand who does 
• those without power do not really know how decisions get made and who makes what 

decisions, and yet they are completely familiar with the impact of those decisions on 
them 

Antidotes: make sure that everyone knows and understands who makes what decisions in the 
organization; make sure everyone knows and understands their level of responsibility and 
authority in the organization; include people who are affected by decisions in the decision-
making. 
 
Either/Or Thinking 

• things are either/or, good/bad, right/wrong, with us/against us 
• closely linked to perfectionism in making it difficult to learn from mistakes or 

accommodate conflict 
• no sense that things can be both/and 
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• results in trying to simplify complex things, for example believing that poverty is simply a 
result of lack of education 

• creates conflict and increases sense of urgency, as people are felt they have to make 
decisions to do either this or that, with no time or encouragement to consider 
alternatives, particularly those which may require more time or resources 

Antidotes: notice when people use either/or language and push to come up with more than 
two alternatives; notice when people are simplifying complex issues, particularly when the 
stakes seem high or an urgent decision needs to be made; slow it down and encourage people 
to do a deeper analysis; when people are faced with an urgent decision, take a break and give 
people some breathing room to think creatively; avoid making decisions under extreme 
pressure 
 
Power Hoarding 

• little, if any, value around sharing power 
• power seen as limited, only so much to go around 
• those with power feel threatened when anyone suggests changes in how things should 

be done in the organization, feel suggestions for change are a reflection on their 
leadership 

• those with power don't see themselves as hoarding power or as feeling threatened 
• those with power assume they have the best interests of the organization at heart and 

assume those wanting change are ill-informed (stupid), emotional, inexperienced 

Antidotes: include power sharing in your organization's values statement; discuss what good 
leadership looks like and make sure people understand that a good leader develops the power 
and skills of others; understand that change is inevitable and challenges to your leadership can 
be healthy and productive; make sure the organization is focused on the mission 
 
Fear of Open Conflict 

• people in power are scared of conflict and try to ignore it or run from it 
• when someone raises an issue that causes discomfort, the response is to blame the 

person for raising the issue rather than to look at the issue which is actually causing the 
problem 

• emphasis on being polite 
• equating the raising of difficult issues with being impolite, rude, or out of line 

Antidotes: role play ways to handle conflict before conflict happens; distinguish between being 
polite and raising hard issues; don't require those who raise hard issues to raise them in 
acceptable ways, especially if you are using the ways in which issues are raised as an excuse 
not to address the issues being raised; once a conflict is resolved, take the opportunity to 
revisit it and see how it might have been handled differently 
 
Individualism 

• little experience or comfort working as part of a team 
• people in organization believe they are responsible for solving problems alone 
• accountability, if any, goes up and down, not sideways to peers or to those the 

organization is set up to serve 
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• desire for individual recognition and credit 
• leads to isolation 
• competition more highly valued than cooperation and where cooperation is valued, little 

time or resources devoted to developing skills in how to cooperate 
• creates a lack of accountability, as the organization values those who can get things 

done on their own without needing supervision or guidance antidotes: include teamwork 
as an important value in your values statement; make sure the organization is working 
towards shared goals and people understand how working together will improve 
performance; evaluate people's ability to work in a team as well as their ability to get the 
job done; make sure that credit is given to all those who participate in an effort, not just 
the leaders or most public person; make people accountable as a group rather than as 
individuals; create a culture where people bring problems to the group; use staff 
meetings as a place to solve problems, not just a place to report activities 

• I'm the only one 
• connected to individualism, the belief that if something is going to get done right, I have 

to do it 
• little or no ability to delegate work to others 

Antidotes: evaluate people based on their ability to delegate to others; evaluate people based 
on their ability to work as part of a team to accomplish shared goals 
 
Progress is Bigger, More 

• observed in systems of accountability and ways we determine success 
• progress is an organization which expands (adds staff, adds projects) or develops the 

ability to serve more people (regardless of how well they are serving them) 
• gives no value, not even negative value, to its cost, for example, increased 

accountability to funders as the budget grows, ways in which those we serve may be 
exploited, excluded, or underserved as we focus on how many we are serving instead 
of quality of service or values created by the ways in which we serve 

Antidotes: create Seventh Generation thinking by asking how the actions of the group now will 
affect people seven generations from now; make sure that any cost/benefit analysis includes 
all the costs, not just the financial ones, for example the cost in morale, the cost in credibility, 
the cost in the use of resources; include process goals in your planning, for example make 
sure that your goals speak to how you want to do your work, not just what you want to do; ask 
those you work with and for to evaluate your performance 
 
Objectivity 

• the belief that there is such a thing as being objective 
• the belief that emotions are inherently destructive, irrational, and should not play a role 

in decision-making or group process 
• invalidating people who show emotion 
• requiring people to think in a linear fashion and ignoring or invalidating those who think 

in other ways 
• impatience with any thinking that does not appear logical to those with power 

Antidotes: realize that everybody has a world view and that everybody's world view affects the 
way they understand things; realize this means you too; push yourself to sit with discomfort 
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when people are expressing themselves in ways which are not familiar to you; assume that 
everybody has a valid point and your job is to understand what that point is 
 
Right to Comfort 

• the belief that those with power have a right to emotional and psychological comfort 
(another aspect of valuing logic over emotion) 

• scapegoating those who cause discomfort 
• equating individual acts of unfairness against white people with systemic racism which 

daily targets people of color 

Antidotes: understand that discomfort is at the root of all growth and learning; welcome it as 
much as you can; deepen your political analysis of racism and oppression so you have a 
strong understanding of how your personal experience and feelings fit into a larger picture; 
don't take everything personally 
 
Source: Showing Up For Racial Justice The Characteristics of White Supremacy Culture by Tema 
Okun -  https://www.showingupforracialjustice.org/white-supremacy-culture-characteristics.html  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://www.showingupforracialjustice.org/white-supremacy-culture-characteristics.html
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From Cultural Awareness To Cultural Humility 
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Cultural Considerations In Providing Services To Marginalized 
Groups 
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Implicit Bias, Microaggressions and Impact on Advocacy 

 

Polishing The Lens 

As writer Anais Nin said, we don’t see things as they are, we see things as we are. Oftentimes 
we are unaware of the filters through which we see the world.  
 
Lenses of Perception 
 
Lenses of perception are ways of seeing. They frame everything we perceive and at times, 
can limit what we see. Lenses of perception are psychological processes that assist us in 
making sense of the situations we find ourselves in, the people we meet - even the ways we 
see ourselves.  
 
We see the world through these lenses of perception. These perceptions are mutable and 
shaped throughout our lifetime and learned in a variety of ways: 
 

• Cultural Learning (norms, language, values, behaviors, practices) 

• Historic Group Learning & Cultural Narrative (experiences, stories, history, thematic 
beliefs)  

• Individual Learning & Narrative (individual experiences, trauma, & history)  

• Social & Institutional Learning (patterns of historic behavior in relevant institutions) 
 
Don Miguel Ruiz, author and renowned spiritual teacher, calls this the process of 
domestication and the beliefs it instills our agreements.  

 
What is implicit bias? 
 

Implicit bias refers to the attitudes or stereotypes that affect our understanding, actions, 
and decisions in an unconscious manner.   

These biases, which encompass both favorable and unfavorable assessments, are activated 
involuntarily and without an individual’s awareness or intentional control.   
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Residing deep in the subconscious, these biases are different from known biases that 
individuals may choose to conceal for the purposes of social and/or political 
correctness.  Rather, implicit biases are not accessible through introspection. 

The implicit associations we harbor in our subconscious cause us to have feelings and 
attitudes about other people based on characteristics such as race, ethnicity, age, and 
appearance.   

These associations develop over the course of a lifetime beginning at a very early age through 
exposure to direct and indirect messages.  In addition to early life experiences, the media and 
news programming are often-cited origins of implicit associations. 

 

A Few Key Characteristics of Implicit Biases 
 

• Implicit biases are pervasive.  Everyone possesses them, even people with avowed 
commitments to impartiality such as judges. 
 

• The implicit associations we hold do not necessarily align with our declared 
beliefs or even reflect stances we would explicitly endorse. 
 

• We generally tend to hold implicit biases that favor our own ingroup, though 
research has shown that we can still hold implicit biases against our ingroup. 
 

• Implicit biases are malleable.  Our brains are incredibly complex, and the implicit 
associations that we have formed can be gradually unlearned through a variety of 
debiasing techniques. 

 
 

Project Implicit – Harvard Implicit Bias Association Tests 
 
How can we become more aware of our implicit biases and thus start to dismantle 
them?  
 
Harvard University developed Project Implicit to educate about implicit bias. Project Implicit is a 
non-profit organization and international collaboration between researchers who are interested 
in implicit social bias - thoughts and feelings outside of conscious awareness and control.  
 
The Implicit Association Tests (IAT) measure attitudes and beliefs that people may be unwilling 

or unable to report. The IAT may be especially interesting if it shows that you have an implicit 

attitude that you did not know about. 

Project Implicit provides fifteen different tests to measure your implicit bias such as: race 

(black-white), transgender, disability, sexuality, gender-career, Asian, age, weight, skin tone. 

To take a test go to: https://implicit.harvard.edu/implicit/selectatest.html  

https://implicit.harvard.edu/implicit/selectatest.html
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What are microaggressions? 

 
Microaggressions are the everyday slights, put-downs, and insults 
that marginalized people experience in their daily interactions.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Microaggressions are often linked to our implicit biases, occur outside of our 
consciousness, and may be unintentional. Microaggressions may occur verbally (“you 
speak good English”) or nonverbally (clutching one’s purse more tightly when passing 
someone on the street) and can make people feel ashamed and dehumanized. 

Microaggressions are more than just insults, insensitive comments, or generalized jerky 
behavior. 

• They're something very specific: the kinds of remarks, questions, or actions that are 
painful because they have to do with a person's membership in a group that's 
discriminated against or subject to stereotypes.  

• Microaggressions often appear to be a compliment or a joke, but contain a hidden 
insult about a group of people. 

https://lovehasnolabels.com/resources/glossary/#marginalization
https://lovehasnolabels.com/resources/glossary/#implicit-bias-unconscious-bias
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• And a key part of what makes them so disconcerting is that they happen casually, 
frequently, and often without any harm intended, in everyday life. 

• Research has shown that microaggressions can take a real psychological toll on the 
mental health of their recipients. This toll can lead to anger and depression and can 
even lower work productivity and problem-solving abilities. 

Examples of common microaggressions: 
 

✓ Where are you REALLY from? 
✓ But you don’t look like a lesbian.  
✓ Can I touch your hair? 
✓ You are so lucky to be black 

because it is so easy for you to get 
into college. 

✓ You have such a pretty face if you 
just lost some weight. 

✓ I just can’t call you by your “girl” 
name. 

✓ You don’t even sound black.  
✓ I just love gay men. You are so good 

at decorating! 
✓ It must be great to always have a 

place to sit with your wheelchair! 

 

It's not very hard to put some thought into the biases you might hold, become curious about 

the way your words and actions are perceived by others, listen when people explain why 

certain remarks offend them, and make it a habit to stop for a beat and think before you speak, 

especially when you're weighing in on someone's identity. Here are some helpful suggestions 

in dismantling your implicit biases: 

1. SELF-REFLECT. Be vigilant and honest with yourself about personal biases and fears.  

2. DO YOUR OWN PERSONAL WORK. Google is your friend! Do not expect BIPOC, 

LGBTQIA+ to be your encyclopedia.  

3. MAKE CONNECTIONS with people who differ from you in terms of race, culture, sexual 

orientation, ethnicity, etc.)  

4. LISTEN! Drop any defensiveness. 

5. WHEN YOU HAVE PRIVILEGE – Leverage that privilege to create equity. For example, 
interrupt or call out microaggressions.  

Wondering what this has to do with being an 
advocate? Everything!  
 
The more we are aware of ourselves, the clearer our lens of 
perception. Like the process of moving into cultural humility, it 
is a life-long process.  
 
Polishing our lens can be unsettling as we shine light on our 
own beliefs but also rewarding. With a clearer lens, we can 
more easily step into and embrace another’s viewpoint and 
life experience.  
 
By being aware of our implicit biases, it will be much less 
likely that we will alienate our clients with 
microaggressions.  
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As advocates, we are there to provide information to the client but also to be that listening ear 
to help them through crisis. Being heard, accepted and respected can go far in helping them feel 
safe and better able to access their power and heal from interpersonal violence.  
 
 
 
Adapted from the following sources: Examining Our Unconscious Bias and Perceptual Lens., Britt Gamble Associate Director for Multicultural Affairs 

Cornell University School of Industrial & Labor Relations , Power Point Presentation, 

https://cardi.cals.cornell.edu/sites/cardi.cals.cornell.edu/files/shared/documents/CMCI/Gamble%20Britt%20Examining%20Our%20Unconscious%20Bias

.pdf  Accessed 1-11-18.   What are Lenses of Perception? Doug Marman  http://lensesofperception.com/2016/03/what-are-lenses-of-perception/ 

Accessed 1-10-18. Understanding Implicit Bias. Kirwan Institute. http://kirwaninstitute.osu.edu/research/understanding-implicit-bias/ Accessed 8-15-20. 

What Exactly Is A Microaggression? Vox. https://www.vox.com/2015/2/16/8031073/what-are-microaggressions. Accessed 9-2-20. 
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