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Use this participant guide to support your learning during both the 
live event and follow-up reflection work. You can capture your notes 
digitally in various sections of this PDF – be sure to save your file 
locally so you can refer to your notes again. You can also print this 
guide and take notes by hand during the sessions. 
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PART 1:
Live, Interactive

Event



Purpose
This workshop investigates what it means to be a white DEI 
practitioner, and if you’re a BIPOC DEI practitioner, it explores how 
your work may be impacted by your white colleagues. 

Together, we examine our past experiences and times when we felt 
our work was being hindered by white supremacy culture traits. We 
accomplish this by examining the DEI approaches featured in the 
2021 Global Diversity, Equity and Inclusion Benchmarks, and 
identifying those approaches commonly used in our practice. 

We discuss how these approaches have aligned or conflicted with the 
most current anti-racist dialogue. You will gain awareness of how 
white supremacy culture traits may show up in various DEI practices. 
The facilitators will provide a tool to build a belonging culture within 
your professional practice.

Objectives
By the end of the workshop, participants will:

1. Understand how being white, or working with white peers, 
impacts your DEI practice.

2. Identify effects of the DEI approaches from which you operate.

3. Apply strategies for dismantling white supremacy culture in 
your professional practice.
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White Supremacy Culture Traits
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White Supremacy Culture 
Traits

Examples

1. Perfectionism Little appreciation among people for the work that others are 
doing; more common to point out either how the person or the 
work is inadequate; making a mistake is equated with being a 
mistake.

2. Sense of Urgency Speed makes it difficult to intentionally include, encourage 
democratic and/or thoughtful decision-making, to think long-term, 
and frequently results in sacrificing potential allies for quick wins.

3. Defensiveness Energy spent to 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 & criticism of those with power is 
viewed as rude & threatening.

4. Quantity over Quality Resources dedicated to producing measurable results, and things 
that can be measured are more highly valued than those that can’t 
(i.e., outputs of widgets over human relationships). Content 
prevails over process.

5. Worship Written Word If it’s not in writing, it doesn’t exist, and the organization does not 
value other ways in which information is shared. Those with strong 
writing skills are more highly valued, even in where ability to relate 
to others is valued.

6. One 1 “Right Way” The belief that there is only one “right way” to solve a problem, 
and once others see this “right way,” they will go along with the 
approach. Failure to adapt or change indicates something is 
wrong with that person.

7. Paternalism Decision-making is clear to those with power and unclear to those 
without it and those with power think they are capable of making 
decisions for and in the interests of those without power.

8. Either/Or Thinking A binary way of seeing the world in 0’s and 1’s. There is no room 
to accommodate nuance, which results in trying to oversimply 
complex challenges creating conflict and a sense of urgency. 

9. Power Hoarding Sharing power isn’t an option because power is a scare; those 
with power feel threatened when anyone suggests changes in 
how things should be done. Belief that requests for change reflect 
poorly on leadership.

10. Fear of Open Conflict Leaders are scared of conflict and try to ignore it when a direct 
report raises an issue that causes discomfort. The response is to 
blame that person for rudely raising the issue and to emphasize 
being polite. 

11. Individualism Little experience or comfort working as a team. Each person feels 
they are responsible for solving problems alone. Desire for 
individual recognition and credit leading to isolation. Competition 
is valued over cooperation.

12. Progress is Bigger, More Infinite growth is a way to determine success. The progress of an 
organization expands with more staff, more money, more 
resources. There is no value to the cost of expansion (increased 
accountability, risk, etc.)

13. Objectivity The belief that humans can be rationale, and that emotions are 
inherently destructive. Invalidating anyone who shows emotion, 
requiring people to think in a linear way, and impatience with those 
who fail at this approach.

14. Right to Comfort The belief that those with power have a right to emotional & 
psychological comfort, scapegoating those who cause discomfort 
and placing a dominant group’s comfort over the marginalized 
group’s safety.
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Belonging Culture Traits
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Perry, R. (2021). Imagine Belonging. Manuscript in preparation.

Belonging Culture Traits Examples
1. Appreciation Make sure that people’s work & efforts are appreciated; develop a 

learning environment where it is expected that people will make 
mistakes and that the group can learn from them; separate person 
from mistake.

2. Intentionality Develop realistic workplaces with leadership that understands that 
we move at the speed of trust, and plan together for what it means 
to set and advance diversity, equity, and inclusion commitments 
over time.

3. Listen to Understand, Not 
Respond

Name defensiveness as a problem when it is one and understand 
the link between defensiveness and fear of loss. Listen to 
understand, observe without judging, express feelings, express & 
clarify needs & make a request.

4. Quality over Quantity  Include process and quality goals in planning, ensuring your 
organization has a values statement which express the ways in 
which you want to do your work, and make sure the statement is in 
the way you do your work.

5. Cross-Cultural 
Communication  

Take time to consider how people inside the organization gain and 
share information and find ways to document what is happening 
beyond simply writing. Recognize skills of building relationships 
equally important.

6. Adaptability There are many different paths to reaching a shared goal, and 
notice how others may do things differently, and how those 
differences may improve your approach; never assume that a 
dominant approach is the “right” one.

7. Trust Make sure that everyone knows and understands who makes what 
decisions and that they understand their level of responsibility and 
authority, including people who are affected by the decisions. 

8. Both/And Thinking Push others to come up with more than two alternatives and notice 
when people are oversimplifying complex issues. Slow down 
decision-making and encourage people to take a deeper analysis. 

9. Power Sharing Giving people what they need so they can do their best work by 
sharing power. Include shared leadership as a value; underscore 
that good leaders develop the power and skills of others by 
“dropping down the ladder.”

10. Gifts of Feedback Feedback is a gift, even when it’s difficult to receive it from a 
leader’s biggest critic. Conflict is actually a good thing for a group, 
and it should be expected. Equip leaders with the skills on how to 
manage it when it arises.

11. Cooperation Recognize that accountability goes up and down with power as well 
as out to peers. This means working together to delegate to 
strengths and evaluation people based on their ability to work 
together to reach goals.

12. 7th Generation Thinking Ask how the actions of the group today will impact people 7 
generations from now; make sure that any cost/benefit analysis 
includes all the costs, not just the financial ones, include process 
goals in your planning.

13. Sonder Realization that each random person you pass is living a life as 
vivid and complex as your own, and that inner world is 100% 
invisible to you. Assume that everyone has a valid POV, and be 
okay with discomfort.

14. Psychological Safety Remember that a dominant group’s comfort is secondary to a 
marginalized group’s safety. We must remember that a marginalized 
group’s safety comes before a dominant group’s comfort to advance 
our JEDI goals.
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CASE STUDIES
1. ERG Network Presentation. Your CEO has requested that you deliver an 

ERG network presentation three days from today. The executive team 
wants to review each group’s annual accomplishments to inform budget 
priorities for next year. Knowing that ERG funding is on the line, you quickly 
email all 10 ERG leaders, asking them to prepare a few slides within 24 
hours. As the deadline approaches, you receive slides from only 5 leaders, 
and they are in 5 different formats with typos riddled throughout. You still 
have some time to reformat the slide decks, scrub the typos, and provide 
some details about the missing ERGs that failed to meet the deadline. You 
do your best to get this right. 

2. DEI Staff Training. In a recent racial microaggression training you were 
co-facilitating, you noticed that one of your colleagues participating began to 
express resistance when you mentioned the term white supremacy culture. 
While he refused to speak, his nonverbal cues were quite loud. They 
included crossed-arms, eye rolling, and a stare that made you feel overly 
scrutinized. A few weeks after this training, your supervisor called you into 
her office, sharing that this colleague filed a formal complaint stating that he 
felt very uncomfortable when you “called him a white supremacist.” Without 
giving a chance to respond, your supervisor said, “we don’t have any room 
for mistakes. I need for you to do this right.” She then shares that you are 
suspended from delivering future staff DEI trainings. 
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DISCUSSION QUESTIONS
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Discussion Questions

1. What traits of white supremacy culture can you identify in this 

scenario?

2. How might you take a more inclusive approach?
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PART 2:
Post Workshop 

Reflections
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Your DEI “Why” & “How”
Consider using the following set of reflection questions to better 
understand how your identity and your approach informs your practice?

1. What led to 
you getting 
involved in DEI 
work? 

 

2. Why is it 
important for 
you to do this 
work?

 

3. How is your 
identity & lived 
experiences 
influence your 
work? 

 

4. How does 
your primary 
GDEIB 
approach impact 
your work?
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Guided Discussion Questions 
(cont’d) 
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5.  Can you use 
what you have 
learned, and 
share it with 
your team 
members? With 
community 
partners? With 
others?

 

6.  What will you 
commit to doing 
differently? 
What is one 
way that you will 
integrate your 
new knowledge 
into your 
practice?
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Notes:
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Resources
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Resources

Dismantling Racism: A Workbook for Social Change
The Characteristics of White Supremacy Culture

Unmasking the State
Racial/Gender Terror and Hate Crimes

The Centre for Global Inclusion
Global DEI Benchmarks

Activist Theology
Dr. Robyn Henderson-Espinoza

Rhodes Perry Consulting
The Belonging at Work Blog

Brad Fortier
Interdisciplined

Belonging at Work
Everyday Actions You Can Take to Build an Inclusive Organization 

Diversity and Inclusion in the Workplace
Top Diversity and Inclusion Terms You Need to Know

General Assembly Blog
What’s the Difference Between Diversity, Inclusion, and Equity?
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https://www.dismantlingracism.org/
https://www.tandfonline.com/doi/abs/10.1080/13200968.2007.10854377
https://centreforglobalinclusion.org/downloads/
https://activistheology.com/
https://www.rhodesperry.com/blog
https://bradfortier.com/
https://www.amazon.com/Belonging-Work-Cultivate-Inclusive-Organization/dp/1732441901
https://writer.com/inclusion-glossary/
https://generalassemb.ly/blog/diversity-inclusion-equity-differences-in-meaning/


About Us

RIIKKA SALONEN (she/her)
System Director, DEI | PeaceHealth

rsalonen@peacehealth.org 
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RHODES PERRY (he/him)
CEO | www.rhodesperry.com 

rhodes@rhodesperry.com 

BRAD FORTIER (he/him)
Facilitator | www.bradfortier.com 

brad.fortier@gmail.com 
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