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WHY ARE WE HERE?
Introduction: Who Am I?

Definition of Key Terms: Microaggressions and Implicit Bias

Various areas of industry and non-profit sector in the Binghamton area

Microaggressions not so Micro with institutional policies and practices

Characteristics of Microaggressions

R.A.V.E.N. approach

Scenarios



LET’S GET ON THE 
SAME PAGE

Challenges around 
diversity, equity, 

and inclusion (DEI) 
in your 

organizations

The role implicit 
bias plays in 

forging DEI in the 
workplace

Cultural awareness 
and sensitivity

How these factors 
impact your role as 

a staff member
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MICROAGGRESSIONS
Microaggressions are brief and commonplace daily verbal or behavioral indignities, 
whether intentional or unintentional, that communicate hostile, derogatory, or 
negative attitudes toward stigmatized or culturally marginalized groups (Sue, 2010).

Microassaults:  Explicit racial derogations characterized by overt verbal and 
nonverbal attacks through name-calling, avoidant behavior or purposeful 
discriminatory action (Sue, 2010).

Microinsults:  verbal and nonverbal behaviors that convey rudeness, insensitivity and 
can demean a person (Sue, 2010)

Microinvalidations are verbal or nonverbal behaviors that exclude, negate, or nullify 
the thoughts, feelings or one’s reality (Sue, 2010).



EFFECTS OF MICROAGGRESSIONS 
Substantial negative impact on the self-esteem and task performance (Cortina, 
2008; Jones, et al., 2013; Nier & Gaertner, 2012). 

They also can be more harmful than overt behaviors because of the cognitive 
and emotional energy required to recognize, decipher, and deal with ambiguous 
forms of discrimination (Jones et al., 2103).

Lower job satisfaction, poorer physical healthy, higher levels of depression 
(Fitzgerald et al. 1997).  

Lower self-esteem (Swim et al. 2001), trauma, anxiety (Nadal, Vargas, Wideman, 
2016); deny access and opportunity (Sue, 2010).  



WHAT CAUSES 
MICROAGGRESSIONS?

What are some of the characteristics of implicit bias?

Pervasive: Everyone has them, even individuals who are supposed to be impartial. 
Examples: Media, Law Enforcement, and Judges

In-groups: We generally hold implicit biases that favor our in-groups. We can still 
hold implicit biases against our own in-groups. Examples: Scranton area vs. 
Wilkes Barre area even though we are all from NEPA

Malleable: Implicit Biases can be unlearned through debiasing techniques such as 
DEI training, self-research and self-reflection



EXAMPLES OF 
IMPLICIT BIAS

Automatically excluding certain 
neighborhoods to potentially live in.

Thoughts that arise in you when you 
encounter certain individuals or groups 
that do not look like or sound like you

How do you feel when you get pulled over 
by the police?

What assumptions do we make when we 
hear clients have a history of drug use?



WHAT CAUSES 
MICROAGGRSSIONS?

Stereotype definition:

A fixed, over generalized belief about a particular group or class of people.” (Cardwell, 1996). 

They are explicit and by contrast, are the result of conscious, intentional, and controllable 
thoughts and beliefs. They can be positive, neutral or negative. 

Examples of stereotypes:

Gender profiles:  Based on roles: Male role vs. Female in the household

Racial Profiles: Based on ethnicity we hold stereotypes against certain groups

Group Profile based on physical attributes: elderly drivers, a person who wears all black



R .  A .  V .  E .  N .  A P P R O A C H  
F O R  A D D R E S S I N G  
M I C R O A G G R E S S I O N S

These suggested practices from 
the Framework are drawn from 
the work of Dr. Frank Harris III 
and J. Luke Wood, both of San 
Diego State University. 

Redirect Intervene, Correct, Pull Aside

Ask Probing Questions for Clarity

● I think I heard you say... what did you mean by that?

● I want to make sure I understand what 
you were saying, were you  saying that...?

Values Clarification

● You know, in this office we work hard to 
create a space that is  safe and welcoming 
for all employees

● What you just said is not in 
alignment or consistent with our  
institutional values that prioritize 
equity and inclusion



R .  A .  V .  E .  N .  A P P R O A C H  
F O R  A D D R E S S I N G  
M I C R O A G G R E S S I O N S

These suggested practices from 
the Framework are drawn from 
the work of Dr. Frank Harris III 
and J. Luke Wood, both of San 
Diego State University. 

Emphasize

Your own thoughts and feelings 

● When I hear your comment, I think/feel

● Many people might take that to mean...

● In my experience...

Next Steps Reflect 

§ Decide the next time you 
encounter this situation, what you  
might consider doing



WHERE DO WE 
GO FROM HERE?

Implicit Bias- What Can I Do?

• Name it

• Own it

• Change it

• Get over your own fragility and 
take action



SCENARIO 1
During our department meetings on zoom, one person, another volunteer,  tends to 
dominate and monopolize the meeting time. They speak more than others, and 
every time I talk they interrupt me.  I notice too that when others talk that they 
often puts their hand over their mouth, as though they are trying to hide their 
expression. It appears as though they are laughing while others are talking, and 
especially when I am talking.



SCENARIO 2
Because I am very concerned about COVID due to a pre-existing condition, I am 
trying my best to limit myself to others. I have made it known to the people I 
volunteer with that I am not able to participate in social gatherings. However, I 
receive emails and phone calls on a regular basis asking me to attend events as a 
representative of the board that I am on or to meet in person.  When I hesitate, I 
am told by the organization that they will find someone else who is able to attend 
the events and they make comments that make me feel that they believe I may be in 
danger of being replaced.



SCENARIO 3
I am a new employee and  not from the immediate area. One of my responsibilities 
is to manage a volunteer board. I sometimes feel left out of conversations when I am 
in meetings. The volunteers talk about things that I don’t know about. They talk 
about things that they have worked on together in the past and make comments 
like, “We know what happens when we do that,” or, “we know what happened last 
time we tried this.”  They talk about people I don’t know and procedures that I 
don’t understand. I ask questions but I don’t want to interrupt meetings or sidetrack 
the agenda. I feel like they do not think that I am not doing my job. 
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