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WHAT IF I SAY THE WRONG THING?



The goal this afternoon is 
to encourage you to STOP
and THINK about how you 
can be more aware and 
sensitive to others – to 
hopefully have some “aha 
moments” along the way. 



An Aha Moment:
A moment of sudden 
insight or discovery



The state of being diverse 
means having the broadest 
possible representation of 
individuals, experiences, and
perspectives in all-
encompassing terms.

DIVERSITY



In general, when 
we think about 
diversity, we 
have a visual in 
mind – we are 
looking for 
diversity in the 
people we see.
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Habit #1 in the book

But I’m not a racist, I’m a good person.

True story.

A white mother and her son, Jeffrey, were invited to the 
principal’s office at a predominantly black catholic high 
school in Buffalo, New York.    There had been numerous 
complaints made by black and white students that  Jeffrey 
had been using the “N” word quite frequently.  When the 
mother was confronted with this information and the 
suggestion that she was teaching her son to be a racist she 
jumped to her feet and proclaimed emphatically “ Oh no, 
we aren’t racists!!   I have always taught my children that 
“Ns” are just like us!  We love “Ns” no matter what 
anyone says!!



Group Oppression – is not personal.  It 
is the reality of a structure that is 
invisible to those who historically have 
the perceived advantage over those 
with the perceived disadvantage.



Group Analysis for the United States 

Oppression Refers to Advantaged Disadvantaged

Racism Race/Ethnicity/
Color

White People of Color

Sexism Gender Men Women/
Transgender/
Gender  nonconforming/
nonbinary

Heterosexism/
Homophobia

Sexual orientation Heterosexuals LGBTQIA Individuals

Religious Oppression Religion Protestants Catholics, Jews, Muslims

Elitism Education level College educated Not college educated

Ableism Physical or mental ability Able-bodied persons Persons with disabilities 

Ageism Age Adults 20-50 Seniors 55+, children and teens



To address group oppression as an individual and ease 
your guilt, here are a few tips to practice:

• Stop announcing how good you are – like Jeffrey’s mother did. It’s 
difficult for those who have the perceived disadvantage to see you as 
an ally when you constantly defend yourself.  You are making it more 
about you than taking an opportunity to show them that you want to 
understand because you haven’t experienced what they have 
experienced, and you want to learn.

• Take the time to learn more about the disparities that these groups 
face. 

• Look for systems that favor one group over the other and do what you 
can to change them.

• Help others to understand what is Group Oppression

• When you make a mistake – simply and sincerely apologize (Habit #19)

Each of us can be part of moving diversity forward by 
rejecting the old false beliefs in our society and creating 
more fairness and inclusion.



Habit #11 in the book

How are we 
supposed to tell 
them apart?



CONSPICUOUS 
INVISIBILITY

When *BIPOC people stick out 
because of their group identity but 
are invisible when it comes to their 
identities as individual people. 

*Black, Indigenous, People of Color



Ingrid Jones

Dorothy Smith



Jacob says: “Hey let’s invite Ingrid to our next meeting to talk 
about the communications plan since she is the 
Communications Director”

Jane replies:  “But DOROTHY is the Communications Director not 
Ingrid!”

Jacob responds: Ingrid, Dorothy, Dorothy, Ingrid. What’s the 
difference – they look the same to me? 

Dorothy

Ingrid



To address the mistake of conspicuous invisibility:

Ø Take the time to get to know the people on your team or in your department, or on your board – you 
can note the similarities but spend more time noting what is unique about them – if you have a 
conversation with each person this will happen organically. 

Ø This type of mistake is not about racism – however, if you keep making the mistake then your inaction to 
fix the situation by building authentic relationships across race can be viewed as being rooted in racism.

Ø Do an exercise where you practice a person’s name and something notable about them that begins with 
the same letter of their name.  Make sure you do this when you are looking at their face and shaking 
their hand (or bumping elbows) 

Leah – Lovely, Laughter, Likeable 

Ø When you make a mistake – simply and sincerely apologize (Habit #19)



Habit #2 in the 
book

Get familiar with 
your biases. 

We ALL have biases.  
Yes, we do.  
Yes. We. Do.  

All of us.



Bias

VERB

1.(be biased)

cause to feel or show inclination or prejudice for or against someone or 
something.
synonyms:
prejudice · influence · sway · predispose · distort

https://www.bing.com/search?q=define+prejudice&FORM=DCTRQY
https://www.bing.com/search?q=define+influence&FORM=DCTRQY
https://www.bing.com/search?q=define+sway&FORM=DCTRQY
https://www.bing.com/search?q=define+predispose&FORM=DCTRQY
https://www.bing.com/search?q=define+distort&FORM=DCTRQY


Some are unconscious and 
we are not aware of them

Some are explicit and we 
know good and well they 
exist
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To address getting familiar with our biases:

Ø Recognize that having biases isn’t about being a good or bad 
person – it’s about being human – accept that.

Ø Biases often show up when we are stressed so learn how to 
take a deep breath – hit the pause button.  Think for a 
moment before acting or making a decision. 

Ø Keep an eye on the Group Analysis chart and who has the 
perceived disadvantage in any situation in which you might 
find yourself – this might influence your unconscious bias. 

Ø Pay attention to what you know is true – what you believe 
and value - not what you fear.

Ø When you make a mistake – simply and sincerely apologize 
(Habit #19)



Habit #4 in the book

See the 
commonalities 
between people.

“Can’t we all just 
get along?”

“Those people are 
just too different 
from me.”



People we love and trust may have taught us 
that “those” people are very different from “us” 
in subtle or not so subtle ways.



Waking Up White and 
Finding Myself in the 
Story of Race 
– Debby Irving

What ever happened to all the Indians?



Has your racial 
programming 
impacted your 
interactions with 
people of other races 
as an adult? 



To address the challenge of seeing the commonalities between 
people:

Ø Remember that no matter our differences, we are all human 
beings with hopes, desires, and fears.

Ø When meeting someone you perceive as being different consider 
how you ask questions  - don’t make assumptions.

Ø Even if you have the perceived advantage for ALL of the 
oppressions on the group analysis chart at some point in your life 
you’ve experienced what it’s like to be an outsider.  Consider how 
you felt and use that to help you engage with people who may 
appear different than the group with whom they are engaged at 
that time.

Ø When you make a mistake – simply and sincerely apologize (Habit 
#19)



Being the 
Only





Not being 
recognized 

because ……

You don’t think like us

You don’t work like us

Not being 
included 

because…...

You don’t look like us

You don’t dress like us

Not getting 
invited 

because……

You don’t act like us

You don’t celebrate like us



Often, we don’t think about things that   
don’t directly impact us 





Oops when you have offended someone

Ouch when you have been offended by someone





This was the First 
Collaborative, 
Comprehensive 
Survey of the 
Fundraising 
Profession.  
It  Showed an 
Urgent Need for 
Inclusion, 
Diversity, Equity 
and access in the 
Workplace

34% of fundraising professionals experienced 
discrimination or bias from their co-workers 

50%  or more noted incidences of discrimination 
but did not report them

52% of fundraising professionals felt that poor 
organizational operations were the most 
frequent challenge faced in their careers

More than 50% of Black respondents reported 
leaving their job because they had bad 
experiences, felt unwelcomed, or isolated



Microaggressions are intentional or 

unintentional verbal or nonverbal 

behaviors that occur in everyday 

interactions. They are often 

unacknowledged, and casually 

degrade, demean, or put down 

someone who is part of a group.



Verbal:

“Wow, you’re so articulate!” (I’m surprised, I know other people like you, and they don’t speak as well.)

“Your hair is so cool, can I touch it?” (Your hair is so different from mine and so I need to note the difference, treat 

you as an object on display for what is a normal and an everyday part of life for you.) 

“There’s no way I’m going to learn how to pronounce your name, I’m going to give you a nickname instead.”    

(I can’t be bothered to take the time to learn how to pronounce your name. Yet how many can easily pronounce 

Tchaikovsky?!)

“I have friends like you.” (Suggesting that because of their association with a few people of your same group that 

they understand all that you experience.)

“Racism doesn’t exist in our organization.”  Or  “When I look at you, I don’t see color.” (Your experiences are 

inconsequential – the dominant culture is most important.  Your identity is not important) 

“If you work hard you can succeed like everyone else.” (Implying that your lack of success or promotion is 

because you are mediocre. If you don’t succeed you have only yourself to blame.)



Nonverbal:

❑ Not being given candid feedback and challenging assignments which are important to 

everyone’s advancement.

❑ Being asked to take notes or do other administrative tasks not asked of others.

❑ Being ignored or made to feel invisible.



We are not perfect

We are learning.

That’s the beauty

In our journey.



THANK YOU!!


