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Facilitator Profile 

STACEY ALDERWICK, Principal of Alderwick & Associates, has 

been providing education, conflict management and strategic 

planning services since 2001.  

An Adult Educator, specializing in anti-oppression, anti-racism, 

equity and inclusion, Stacey creates meaningful, interactive and 

experiential learning environments, having worked as an inclusion 

educator at the University of Toronto and the University of 

Guelph.  

Stacey is an experienced mediator, supporting problem-solving in 

interpersonal and workplace contexts with patience, skill and 

authenticity. She is also a Restorative Justice facilitator with 

Correctional Service Canada, assisting people who have been 

affected by serious and violent crime to articulate their needs and 

work through the impacts. 

 

Workshop Overview 

University environments prepare students for studying and working in diverse contexts, and yet recent 

experiences of Black and racialized students highlight the persistence of interpersonal, social and 

systemic forms of racism1. On a global level, police violence and the re-emergence of demonstrations 

highlighting anti-Black racism signals the need for organizations to engage in dialogue, education and 

social action.  

Few are comfortable talking about race, racial discrimination and its impacts, however, there are ways 

to engage in meaningful and authentic relationships, and progress towards greater degrees of racial 

equity. Implicit bias fuels unintentional forms of racialized harms and acts as an obstacle to creating 

racial equity, harmonious relationships, trust and safety. Where Are You From? is an interactive 

workshop for staff of the Central Student Association who wish to enhance their anti-racism and anti-

oppression practice and skills. Workshop participants will: 

• Explore the definition, nature, impacts and forms of oppression 

• Consider the links between whiteness and organizational norms 

• Comprehend the concept of white fragility and how to recognize it in themselves or others 

• Practice interrupting racism in ways that raise the volume on marginalized voices, preserve 

relationships, minimize conflict and prevent social isolation 

• Use an analytical tool to develop an anti-racism action plan for applying key concepts in their 

work 

  

 
1 Schnarr, L. and Wehkamp, C. (2016). Supporting the Needs of Black Students at the University of Guelph: Report 

of key findings. https://www.uoguelph.ca/studentexperience/supporting-the-needs 

https://www.uoguelph.ca/studentexperience/supporting-the-needs
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Setting the Tone for Courageous Conversations 

 

1. What I look forward to in a conversation about anti-oppression and anti-

racism is…. 

 

 

 

 

2. The biggest challenge about anti-oppression and anti-racism conversations is…. 

 

 

 

The Labels We Wear 

3. What I need from others in order for me to participate is… 
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Three Faces of Oppression 

Oppression is a system of intersecting, mutually-reinforcing phenomena that marginalizes individuals and groups on the basis of their identities 
relative to the dominant group identity. Each sphere acts as a foundation for the next, creating an enduring effect. 
 

 

  

STEREOTYPES & PREJUDICE 
INFORM AND REINFORCE 

 

 
 

MICROAGGRESSIONS 
BASED ON 

 

 
 

IMPLICIT BIAS 
WHICH LEADS TO 

 

 
    

DISCRIMINATION, ‘ISMS’, PHOBIAS 
AND ENGENDERS 

 

 
 

VIOLENCE 

INDIVIDUAL / 

INTERPERSONAL 

(stereotype, prejudice, 
microaggression) 

GROUP / SOCIAL 

(discrimination, 
bias) 

SYSTEMIC / 

STRUCTURAL 

(discrimination, 'isms', 
phobias) 
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Three Faces of Oppression 

What examples can you identify that illustrate how oppression operates within organizational and institutional contexts? 

 Stereotype: A belief that is generalized to an entire group or community. 

Example: 

Prejudice: Preconceived opinion about others based on their perceived membership in a social group.  

Example: 

 Bias2: Unconscious ideas about what is considered socially normative and non-normative. 

Example: 

Discrimination: Unfair or prejudicial treatment on the basis of a person’s social identity. 

Example: 

 Isms: Policies, procedures and systems of advantage based on socio-economic status, ethnoculture, age, 
gender, sexual orientation and ability (classism, racism, ageism, sexism, heterosexism, ableism). 

Example: 

Phobias: Fears that create heightened emotional responses in society and can often lead to hate crimes and 
other acts of violence (Islamophobia, homophobia, transphobia). 

Example: 

  

 
2 Recruitment Processes: Unconscious biases. (n.d.) Berkshire Associates. https://www.berkshireassociates.com/blog/bid/284452/discrimination-and-

unconscious-biases-in-the-workplace 

INDIVIDUAL 

INTERPERSONAL 

GROUP 

CULTURAL 

SOCIETAL 

SYSTEMIC 

STRUCTURAL 

https://www.berkshireassociates.com/blog/bid/284452/discrimination-and-unconscious-biases-in-the-workplace
https://www.berkshireassociates.com/blog/bid/284452/discrimination-and-unconscious-biases-in-the-workplace
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From Allyship to Accompliceship 

 

 

 

 

An ally will mostly engage in activism by standing with an individual or group in a marginalized 
community. An accomplice will focus more on dismantling the structures that oppress that 
individual or group—and such work will be directed by the stakeholders in the marginalized 
group. 

~ Colleen Clemens3 
  

 
3 Clemens C. (2017, June 5). Ally or Accomplice? The Language of Activism. Teaching Tolerance. 
https://www.tolerance.org/magazine/ally-or-accomplice-the-language-of-activism 

Accomplice [ uh-kom-plis ]: n. One who undertakes risk and uses relative 

privileges to support persons from marginalized communities. From Latin 

complicare [“folding together”].  

https://www.tolerance.org/magazine/ally-or-accomplice-the-language-of-activism
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White Fragility 

White fragility describes the discomfort and defensiveness on the part of a white person when 

confronted by information about racial inequality and injustice -- particularly when they feel implicated 

in white supremacy. 

The reason it’s so problematic, says Robin DiAngelo, who coined the term, is that “…white people’s 

moral objection to racism increases their resistance to acknowledging their complicity with it.”4 

 

Recognizing the Patterns of White Fragility5 

When people from dominant (white) cultures feel they are being attacked, they tend to react with 

strong behaviours (shouting, crying, going silent, arguing, focusing on positive intentions, etc.). Further, 

their fragility shows up as varying forms of dominance and intimidation as seen in the following claims: 

• “I have friends | family members who are __________.” 

• “You don’t know me.” | “You’re judging me.” 

• “That’s just your opinion.” | “Let’s agree to disagree.” 

• “This is less about race and more about gender.” 

• “You’re playing the race card.” 

• “Now I feel guilty | unsafe | like I can’t say anything right.” 

• “That was not my intention.” 

• “The problem is your tone.” 

• “I’ve suffered | my ancestors suffered too.” 

 

Are there other forms of white fragility that you can identify from your experience? 

 

 

 

 

 

 
4 DiAngelo, R. (2018). White fragility: why it’s so hard for white people to talk about racism. Boston: Beacon Press. 
p. 108. 
5 Ibid. pp. 119-120. 
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Calling Someone In and Calling Someone Out 

When people say and do oppressive things, we need to let them know what they did had a negative 
impact – on you and, potentially, on others. When we choose a private moment for a one-on-one 
follow-up conversation after someone says or does something offensive, this is known as ‘calling 
someone in’, as we’re inviting them into dialogue with a goal of deepening their understanding and 
changing behaviour.  
 
When we deal with problem behaviour immediately and even publicly, this is referred to as ‘calling 
someone out’. The goal is to stop the oppressive behaviour in a way that is non-negotiable. Some 
considerations you may undertake before you decide how to approach the situation include: 
 

• Your emotional capacity to have a difficult conversation or to deal with difficult behaviour 

• Your identity and relative privileges in relation to the person(s) being targeted by the problematic 
behaviour or language 

• Your personal and social influence over others 

• The nature of your relationship with the person(s) demonstrating the problem behaviour  

CALLING SOMEONE IN CALLING SOMEONE OUT 

Done privately, after the fact 

 

Done publicly, in the moment 

 

Invites a conversation and creates understanding 

 

Stops problem behaviour immediately 

 

A chance to explain why the behaviour/language 
was inappropriate and what changes can be 
made 

 

Demonstrates that certain behaviour/language is 
never acceptable  

 

Can be difficult but, ultimately, enlightening 

 

Can be shaming, isolating and punishing 

 

Helps someone shift their perspective 

 

Might push someone into an insincere apology  

 

Depends on your social influence and relationship 

 

Depends on your position / authority 

 

Takes energy and patience Takes energy 

How it might sound: 

“Hey, can we chat about what happened during 
the presentation? It’s about…”  

How it might sound: 

“There will be no Islamophobic remarks here!” 

  



 

 
 

© Alderwick & Associates. Where Are You From? October 7, 2020. 8 

Receiving Feedback About Your Behaviour: L.A.S.E.R. Technique  

It is difficult to have another person confront us about our own racism and 
oppressive behaviour. If we are able to resist our initial reaction to defend 
our character or rationalize our behaviour, we may gain personal insights 
that move us further along in our anti-oppression journeys.  
 
Be aware of the power and privilege you possess in relation to the person who is providing feedback. 
Being in a position of privilege means that you’ve been conditioned to accept your perspective as 
superior and automatically correct.6 The ideas, below, may help you to remain open to receiving 
feedback in light of shared goals around anti-oppression. 
 

Listen 

 

Adopt an attitude of listening with an open heart and belief in the person’s 
sincerity in raising this concern with you.  
 
If you demonstrate a willingness to hear them, then they are more likely to be 
willing to listen to you. 

Acknowledgement 

Accountability & 

Authenticity 

 

Be acknowledging of the other person’s experience by re-phrasing what you are 
hearing them say. This is not the same thing as agreeing with them. For example, 
“You felt targeted by my comment about immigration. Is that right?” 
 
Own it - take accountability for the things you have said and done. Be honest 
about your role in causing harm. For example, “I didn’t take action when one of 
the students said that certain accents are easier to understand. That was wrong-
minded of me.” 
 
Be authentic. Others will sense when you are not being genuine. 

Summarize 

 

As you get a more complete picture of the other person’s concerns and 
experience, repeat back to them all of what you have come to understand. This 
requires you to pay attention and remain present.  
 
For example, “The biggest concern you have about being in my class is the impact 
on you and other racialized students from unchallenged stereotypes. You’ve felt 
targeted by comments I’ve made about immigration and by other students’ 
remarks. These forms of racism have created an unsafe environment in the 
classroom. You’re highlighting these incidents to let me know I need to be more 
proactive in addressing racism when it comes up.” 

Empathize 

 

Demonstrate support and encouragement to the person for coming forward 
with their concerns. Offer an apology or commitment to doing better, as 
appropriate. For example, “I don’t imagine this was easy for you, nor has it been 
comfortable for you to participate in class. I’m sorry I didn’t see how I was 
contributing to your discomfort and I commit to  

Resist 
Resist the temptation of self-protection through any of the following behaviours: 
rationalization, tone policing, defensiveness or apologizing too early. 

 
6 Tatum, E. (2014, September 22). Getting Called Out: Why acknowledging oppression matters more than your 

hurt feelings. Everyday Feminism. https://everydayfeminism.com/2014/09/called-out-acknowledging-oppression/ 

https://everydayfeminism.com/2014/09/called-out-acknowledging-oppression/


 

 

 

 

 

HOMEWORK 
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Homework Assignments 

White Supremacy Cultural Norms (pages 15-17). 

1. Introduction: Part of the work of dismantling oppression is to recognize the characteristics of it in 

the various spheres. White Supremacy Culture keeps non-dominant groups on the margins and 

reinforces oppression in the Group Sphere and Systemic Spheres.  

 

This terminology may cause discomfort. ‘White supremacy’ is a loaded term, associated with the 

alt-right and neo-Nazi movements. While the term references violent extremes, White Supremacy 

Culture refers to the normative manner in which individuals follow dominant, Eurocentric ways of 

operating within organizations. This term is less about whiteness as a biological identity and more 

about the system it represents; a system of privilege and Euro-centric cultural norms in which 

everyone participates – even people with marginalized identities. 

 

2. Instructions about reading the chart (page 15): As you read the information describing white 

supremacy culture in action, take note of how the information in the chart is presented. The first 

column contains the term for normative behaviour; the second column contains a description; the 

third describes the value that is reflected in the normative behaviour AND how this same behaviour 

may be targeting group members whose identities are marginalized. For example: 
 

• Defensiveness occurs when those in positions of power are threatened by ideas that 

challenge the way they do things. Their communication style may appear overly-sensitive to 

the target, but, in fact, reflects a bias or value for respecting organizational hierarchy.  

• Either/Or Thinking is characterized by seeing the world in binary and over-simplified terms. 

While a target of such behaviour sees the perpetrator of such behaviour as closed-minded, 

this person may be demonstrating a value for decisiveness. 

 

3. Homework assignment: As you read the characteristics of white supremacy cultural norms on page 

15, highlight or circle those norms you have observed in action, either in your role with CSA or as a 

member of another organization or group. Complete the activity on page 16, matching statements 

with the associated white supremacy cultural norm. Respond to the questions, below. 

 

Questions for reflection 

a) What are the potential impacts of these cultural norms on non-dominant group members? 

b) How could you avoid reinforcing white supremacy cultural norms in your work with CSA? 
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White Fragility 

1. Introduction: Part of the reason racialized individuals don’t speak up about their experiences of 

being marginalized, is because of the resistance that comes from white people. This denial or 

defensiveness is called white fragility. This quote from a racialized student at Ryerson University 

illustrates the unintended harm that can be caused: “Just looking around at my peers, the vast 

majority of people have no idea, no clue, what it actually means to provide anti-oppressive, anti-

racist work… like create a safe space, none of them have a clue about what social constructs look 

like or what their own privilege looks like.” 

 

2. Instructions: Watch Robin DiAngelo’s video that describes the conditioning related to ‘whiteness’ as 

a position of neutrality. https://www.youtube.com/watch?v=wjHg65JORi8 

 

3. Homework assignment: Read and reflect on the statements on page 6 that demonstrate the 

patterns of white fragility. Respond to the questions for reflection, below. 

 

Questions for reflection 

a) Are any of the statements that reflect white fragility familiar to you? If so, in what context(s)? 

b) What emotions come up for you as you consider the significance of white fragility for student 

organizations? 

c) What action(s) have you taken to interrupt this form of oppression? 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

https://www.youtube.com/watch?v=wjHg65JORi8


 

 
 

© Alderwick & Associates. Where Are You From? October 7, 2020. 14 

Planning for an Equitable Organization 

1. Introduction: As the workshop content and skills practice focuses on the three faces (or spheres) of 

oppression, it may be helpful to reflect on the ways in which you will continue the work of 

enhancing your and CSA’s equitable practices. An assessment instrument has been created to guide 

this reflection and subsequent action planning. 

 

2. Instructions: Read the Antidotes to White Supremacy Culture (page 17). Then move on to the 

Planning for an Equitable Organization self-assessment tool (pages 18-20) before The Path Ahead 

action planning worksheet (page 21). 

 

3. Homework assignment: Complete each of the inventories or self-assessments for the Individual / 

Interpersonal Sphere, Group / Social Sphere and the Systemic / Structural Sphere (pages 18-20). 

While the assessment for the Individual / Interpersonal Sphere relates solely to you as a member of 

a student organization, the assessments for the Group / Social and Systemic / Structural Spheres 

should relate to your specific student organization or function within CSA. Feel free to take notes at 

the bottom of each assessment with your comments or clarifications.  

 

When you have completed all assessments, review all of the workshop materials. 

 

On The Path Ahead worksheet (page 21), make note of the commitments or actions you will 

undertake to continue the work of building competencies that support each of the three spheres. 

Note, you may wish to focus on gaps or areas that present the greatest challenges for you 

personally. 

 

It’s suggested that you be prepared to share your action plan with your CSA colleagues. 
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Characteristics of White Supremacy Culture7  

Eurocentric cultural norms often guide interactions and processes within organizations. The 
characteristics and related communication styles are described for each norm. These characteristics 
may become oppressive behaviours when used as standards without being proactively named or 
chosen by the group. 

Norm Characteristics Communication 
Style 

Defensiveness 
 

• Criticism of those in positions of power is viewed as 
threatening and inappropriate (or rude) 

• People in power respond with offense to new or challenging 
ideas, making it difficult to raise these ideas 

Value for 
hierarchy 

Overly-sensitive 

Either/Or 
Thinking 

• Binary thinking that things are good/bad, right/wrong, with 
us/against us, etc. 

• Oversimplification of complex things, like believing that 
poverty is simply a result of lack of education 

Value for 
decisiveness 

Closed-minded 

Fear of Open 
Conflict 
 

• People in power ignore, avoid or suppress conflict 
• Emphasis on being polite and equating the raising of difficult 

issues with being impolite, rude, or out of line 

Value for 
politeness 

Avoidant 

Objectivity • Preferring impartiality over vulnerability which is viewed as 
irrational and damaging to group process 

• Favouring linear thinking and ignoring, invalidating or 
showing impatience with those who think in other ways 

Value for facts 
over feelings 

Dismissive or 
Aloof 

Perfectionism • Little appreciation expressed for the work of others 
• Little energy put into reflection or learning from mistakes  
• Tendency to name what is wrong rather than what is right 

Value for 
impeccability  

Nitpicking 

Power- or 
Knowledge- 
Hoarding 

• Little value for sharing power, resources and information 
• Questions and suggestions are threatening 
• Those with power believe they act in the organizations best 

interests and others are ignorant or inexperienced 

Value for control 

Cautious or 
Mistrustful 

Sense of 
Urgency 

• Acting with urgency that makes it difficult to be inclusive, 
democratic or thoughtful about decision-making 

• Sacrificing potential allies for quick or highly visible results 
(eg., sacrificing interests of racialized people to win victories 
for white people) 

Value for quick 
results  

Driver 

Worship of 
the Written 
Word 

• The sense that, if it's not in a memo, it doesn't exist 
• Those with strong documentation and writing skills are more 

highly valued 
• The organization shows little value for the multitude of ways 

in which information gets shared 

Value for 

consistency 

Dogmatic 

 
7 Jones, K., & Okum, T. Showing Up for Racial Justice. (n.d.) Dismantling Racism: A workbook for social change 
groups. White supremacy culture characteristics. www.showingupforracialjustice.org/white-supremacy-culture-
characteristics.html. 

 

http://www.dismantlingracism.org/
http://www.dismantlingracism.org/
http://www.showingupforracialjustice.org/white-supremacy-culture-characteristics.html
http://www.showingupforracialjustice.org/white-supremacy-culture-characteristics.html
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White Supremacy Culture Sentiments 

Match the sentiments / sentences with the dominant cultural norms that you think they best represent. 

Note: Some sentiments may be reflective of more than one dominant cultural norm. 

A. Defensiveness  E. Perfectionism 

B. Either/Or Thinking  F. Power-hoarding 

C. Fear of open conflict  G. Sense of urgency 

D. Objectivity  H. Worship of the written word 

 

1. Look, I’m not sure we can really afford to re-open discussion on this matter as 

we’ve already started implementation. 

__________ 

2. Oh, they absolutely undertook academic rigour in completing that project. It was 

done with the highest standards of scientific integrity. 

__________ 

3. You know, I’d love to be more transparent, but I’m not really sure you need to 

have access to all of that information. 

__________ 

4. What’s their problem? We all had input into the decision and the best person was 

hired.  

__________ 

5. Do they not write things down where she’s from? I’ve given her several examples 

of how to document meetings but she never takes notes. 

__________ 

6. I wonder what’s more important. Do we recruit a student mentee based on our 

value for diversity or based on getting a student who’s a good ‘fit’ for us? 

__________ 

7. Thanks for the offer of help. Sometimes it’s just easier for me to do it myself than 

to spend time bringing another person in to help.  

__________ 

8. I don’t think we should really debate this. Can’t we just agree to disagree and 

move on?  

__________ 
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Antidotes to White Supremacy Culture 

In order to work against the unconscious defaulting to white supremacy cultural norms, make explicit 

the norms of inclusion your organization wishes to follow. Get agreement and group buy-in as one 

measure of accountability as you consider implementing some of the antidotes, below. 

Defensiveness: Understand the link between defensiveness and fear (of losing power, losing face, 
losing comfort, losing privilege). Work on your own defensiveness. Discuss the ways 
in which defensiveness or resistance to new ideas gets in the way of the mission. 
When confronted with defensiveness, seek to explore the underlying interests (the 
reasons why X is important). 

Either/Or 
Thinking: 

Notice when people use either/or language and encourage the identification of 
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 things down by taking a break or giving people some breathing room to think 
creatively or encouraging a deeper analysis. 

Fear of Open 
Conflict: 

Roleplay ways to handle conflict before it happens. Set guidelines for courageous 
conversations in advance of, or during, moments that may become contentious. 
Avoid using the ways in which issues are raised as an excuse to not address concerns 
or differences. Once a conflict is resolved, take the opportunity to revisit it and see 
how it might have been handled differently. 

Objectivity: Recognize / name the ways in which groups benefit from diverse ways of thinking. 
Sit with discomfort when people are expressing themselves in ways which are not 
familiar to you. Elicit and acknowledge the underlying reasons for strong emotions, 
when they arise. 

Perfectionism: 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, which offer opportunities for 
reflection and learning. When offering feedback, speak first to the things that went 
well before offering criticism and be sure to separate the person from the mistake. 

Power-
hoarding: 

Include commitments about power-sharing, accessing resources and building 
capacity in others in value statements, operating principles, collaboration 
agreements and / or group guidelines. Adopt the attitude that a good leader 
develops others and understands that constructive criticism can be healthy and 
productive. 

Sense of 
Urgency: 

Learn from past experience how long things take and implement realistic workplans 
that leave space for discussion and unanticipated delays. Discuss and plan for what 
it means to set goals of inclusion and diversity, and be clear about decision-making 
processes, especially in an atmosphere of urgency. 

Worship of the 
Written Word: 

Analyze the ways in which people inside and outside the organization get and share 
information. Identify those priorities that need to be written down and come up 
with alternative ways to document other work that is happening. Recognize the 
diverse contributions and skills within the organization (for example, the ability to 
build relationships with those who are important to the organization’s mission). 
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Planning for an Equitable Organization 

What follows is a self and organizational assessment to reflect the degree of racial equity in attitudes and processes in the individual, group or 
social, and systemic or structural spheres. Please indicate the degree to which you believe you and the organization you represent within the 
Central Students’ Association are accomplishing the following by placing a checkmark in the appropriate columns. 

INDIVIDUAL/INTERPERSONAL SPHERE 

 

☺ 

Yes! I do this most of 
the time 

 
I do this somewhat or 

some of the time 

 
I do this rarely or not 

at all 

1. I initiate and actively engage in anti-oppression and anti-racism 
conversations 

   

2. I make sure I correctly pronounce names and pronouns that are less 
familiar to me 

   

3. I acknowledge and correct myself when I act in discriminatory ways    

4. When Indigenous, Black and racialized persons or persons of colour 
are being targeted, I speak up 

   

5. I use my influence (social, positional, political) to dismantle barriers 
for equity-seeking individuals and groups 

   

6. I invite feedback from others, especially when collaborating with 
equity-seeking groups 

   

 
Notes: 

 

 

  



 

 
 

© Alderwick & Associates. Where Are You From? October 7, 2020. 19 

SOCIAL/GROUP SPHERE 

 

☺ 

Yes! We do this most 
of the time 

 
We do this 

somewhat or some 
of the time 

 
We do this rarely or 

not at all 

1. Meetings, events and gatherings include a meaningful 
acknowledgement of Indigenous territories 

   

2. Guidelines are established when working in group and collaborative 
settings 

   

3. Tone-policing and other coded white cultural norms are named, 
processed and openly discouraged in group contexts 

   

4. Anti-racism and anti-oppression initiatives receive input or guidance 
from members of equity-seeking communities 

   

5. Input into changes that affect racialized and other equity-seeking 
group members is sought from these communities 

   

6. Tokenism is avoided and alternate resources are identified when 
there is not a critical mass of Indigenous, Black, racialized or equity-
seeking persons on committees or initiatives 

   

 

Notes: 
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STRUCTURAL/SYSTEMIC SPHERE 

 
☺ 

Yes! The systems 
reflect this most of 

the time 

 
The systems reflect 
this somewhat or 
some of the time 

 
The systems reflect 
this rarely or not at 

all 

1. The organization has developed a shared vocabulary around equity, 
structural oppression and other related terms 

   

2. Equity statements and policies clearly articulate how to reduce or 
dismantle barriers for racialized and other equity-seeking groups 

   

3. Persons from non-dominant groups are in positions of leadership 
within the organization 

   

4. Equity champions have been identified (within influential positions) 
throughout the organization 

   

5. Money and other resources (relationships, knowledge, influence) 
are allocated to support equity initiatives 

   

6. Complaints from persons who are Indigenous, Black, racialized and 
persons of colour are viewed as a source of information about 
systemic inequities 

   

 

Notes: 
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The Path Ahead  

What can you do as an individual and member of a group to use some 
of the concepts, ideas or strategies from today’s training? What are 
some ideas for action that can be taken and what positive impact will 
this action have? 
 
 

Interpersonal / Individual 

 

 

 

 

 

Social / Group 

 

 

 

 

 

Structural / Systemic 

 

 

 

 

 

 

  



 

 

 

 

 

 

 

 

 

 

ADDITIONAL LEARNING 

RESOURCES
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A. Select Anti-Racism Resources 

For additional anti-racism information, resources and books, please explore these suggestions. 

WEB RESOURCES: 

2020 Vision: The Importance of Focusing on Accompliceship in the New Decade (2020) - 

diverseeducation.com/article/166269/ 

Cultural Bridges to Justice - culturalbridgestojustice.org/detour-spotting/ 

Dismantling Racism - www.dismantlingracism.org/ 

National Film Board - www.nfb.ca/playlist/anti-racism-films/ 

New York Times - www.nytimes.com/2016/04/05/opinion/a-conversation-with-asians-on-race.html? 

Seeing White podcast - www.sceneonradio.org/seeing-white/ 

United Church - www.united-church.ca/social-action/justice-initiatives/anti-racism#downloads 

White Accomplices - www.whiteaccomplices.org/ 

White Privilege: Unpacking the Invisible Knapsack - www.racialequitytools.org/resourcefiles/ 

mcintosh.pdf 

Whites for Racial Equity - whitesforracialequity.org/ 

BOOKS: 

1. Black Canadians: History, experience, social conditions (2004) - Joseph Mensah 

2. Box of Treasures or Empty Box? Twenty years of section 35 (2003) - eds. Ardith Walkem & Halie 

Bruce 

3. Funny You Don’t Look Like One: Observations from a blue-eyed Ojibway (1998) - Drew Hayden 

Taylor 

4. Me and White Supremacy workbook (2018) – Layla F. Saad 

5. Understanding White Privilege (2013) - Frances E. Kendall  

6. Uprooting Racism: How white people can work for racial justice, 4th ed. (2016) – Paul Kivel 

7. White Fragility: Why it’s so hard for white people to talk about racism (2018) - Robin DiAngelo  

8. White Privilege (2012) - Paul Rothenberg  

https://culturalbridgestojustice.org/detour-spotting/
http://www.dismantlingracism.org/
http://www.nfb.ca/playlist/anti-racism-films/
http://www.nytimes.com/2016/04/05/opinion/a-conversation-with-asians-on-race.html
http://www.united-church.ca/social-action/justice-initiatives/anti-racism#downloads
http://www.racialequitytools.org/resourcefiles
https://whitesforracialequity.org/

