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This is a voluntary educational opportunity.

Are you here of your own volition?

You may be exposed to new ideas and or 
perspectives as part of this voluntary 
learning opportunity.

Do you consent to learning?
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Pre-work for IDEA 100 
Watch these videos: What is DEI (Diversity, Equity, and 

Inclusion)? - Bing video

What Is Diversity In The Workplace? - Bing video

Read this article: Why Is Diversity & Inclusion in the Workplace 
Important? | Great Place to Work®

Think about this: What do you believe you already know about 
diversity and inclusion in the workplace and is it important in your 

current role? Why or why not?
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https://www.bing.com/videos/search?q=what+is+diversity%3f&&view=detail&mid=EACB543CDEFC3A62E20BEACB543CDEFC3A62E20B&&FORM=VRDGAR&ru=%2Fvideos%2Fsearch%3Fq%3Dwhat%2Bis%2Bdiversity%253f%26FORM%3DHDRSC3
https://www.bing.com/videos/search?q=what+is+diversity%3f&&view=detail&mid=B2A75299C89FA9152DC3B2A75299C89FA9152DC3&&FORM=VRDGAR&ru=%2Fvideos%2Fsearch%3Fq%3Dwhat%2Bis%2Bdiversity%253f%26FORM%3DHDRSC3
https://www.greatplacetowork.com/resources/blog/why-is-diversity-inclusion-in-the-workplace-important?utm_audience=all


Capstone Considerations I 

DUE April, 2022

• Schedule a meeting with your Department Head (DH)
• Discuss your enrollment in DVIN IDEA Certification Associate Cohort Spring 

2022. 

• Explain your successful completion of Associate Level requires you to 
complete an IDEA-related Capstone Project (CP) in your current department.

• Your IDEA CP must be approved by your DH

• Your CP should incorporate IDEA frameworks and add value to overall municipal 
service delivery, workplace equity or workforce development. 

• Decide on your CP topic –
• identify challenge or problem you are solving
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Capstone Considerations II

• Schedule a meeting with your Department Head (DH)
• Decide on your CP topic –

• Identify challenge or problem you are solving
• Literature review and benchmarking
• Plan or strategy framework

• Timeline & resources necessary

• Expected outcomes

• Decide on your CP delivery type –
• Research paper for publication
• Event
• Internship/Job Shadow/ Service Learning
• Pilot Program
• Other?
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Capstone Considerations III

Capstone Project DUE June 3, 2022

• Completed CPs must be submitted by Friday  June 3, 2022 at 
12:00 am for credit.

IDEA Certification Graduation will be scheduled during City 
Council Meeting. 

6



Understanding Diversity and 
Inclusion in the City 
Workplace
IDEA 100

Department of Diversity and Inclusion



Welcome



Listen to understand…



Ground Rules, 
Expectations
Christina Brooks



STAND IF…



What is diversity?
Small group work.
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Group Work

• Group 1: Define Diversity (Blue)

• Group 2: Define Inclusion (Green)

• Group 3: Define Cultural Competency (Purple)

• Group 4: Define Identity (Orange)

• Group 5: Define Power (Black)



Defining Diversity

• A situation that includes representation of multiple 
(ideally all) groups within a prescribed environment, such 
as a city or a workplace. This word refers to differences 
between groups, although it is also used to describe 
differences within groups, e.g. diversity within the Asian-
American culture includes Korean Americans and Japanese 
Americans. An emphasis on accepting and respecting 
differences by recognizing that no one group is 
intrinsically superior to another.

Source: http://www.inform.umd.edu/EdRes/Topic/Diversity/Reference/divdic.html



Discussion: Agree or 
Disagree?
What did we miss?
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Another Definition

• Individual differences (e.g., personality, learning 
styles, and life experiences) and group/social 
differences (e.g., race/ethnicity, class, gender, 
sexual orientation, country of origin, and ability as 
well as cultural, political, religious, or other 
affiliations) that can be engaged in the service of 
learning, powering an economy, and sparking 
innovation.



Discussion: Agree or 
Disagree?
What did we miss?
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Defining Inclusion

• The active, intentional, and ongoing 
engagement with diversity in ways that 
increase one’s awareness, content knowledge, 
and empathic understanding of the complex 
ways individuals interact within [and change] 
systems and institutions. What we do with 
diversity!



Discussion: Agree or 
Disagree?
What did we miss?
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Diversity and Inclusion

• Policies, practices, and inclusive interactions that promote 
understanding of cultural differences, and that encourage 
cooperation across the boundaries of diverse coworkers, 
neighborhoods, leadership, and the general public.

• A city or a workforce is culturally diverse when all of its 
members, especially those from underrepresented populations, 
can thrive and succeed, individually and collectively.



Discussion: Agree or 
Disagree?
What did we miss?
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Working Race, Ethnicity, Culture Definitions

• Race (n.): A relatively modern social construct based in economic expedience and power 
that has no biological foundation but groups human beings based on a shared phenotype 
or physical likeness (mainly skin color, hair texture etc.); grouping of human beings 
determined by distinct physical characteristics; can often be used to measure proximity 
and access

• Ethnicity (n.): The shared common biological DNA connection to a human population 
group that originates from a particular geographic location, or global region.

• Culture (n.): the behaviors and beliefs characteristic of a particular social, ethnic, or age 
group; the sum total of ways of living built up by a group of human beings and transmitted 
from one generation to another. A social system of meaning and custom that is developed 
by a group of people to assure its adaptation and survival. These groups are 
distinguished by a set of unspoken rules that shape values, beliefs, habits, foods, patterns 
of thinking, behaviors and styles of communication.
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Discussion: Agree or 
Disagree?
What did we miss?
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Working Equity Definition

• Equity (n.): The process of incorporating racial, ethnic, cultural, and 
other identity group history in ensuring frameworks, laws, policies, 
practices, processes, services, and activities are intentionally 
designed with accountability measures that produce fair, impartial 
and just access and outcomes for all identity groups, and 
communities. These processes can and should be measured for 
improvement and progress, especially pertaining to civil and human 
rights and protections under the law; thus creating the conditions for 
all to prosper while acknowledging and accepting differences without 
requiring identity group assimilation. (City of Fort Worth, TX-
Department of Diversity and Inclusion, 2021)
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Discussion: Agree or 
Disagree?
What did we miss?
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Working Equity Definitions
• Procedural equity – means inclusive, accessible, authentic engagement and 

representation in process to develop or implement programs or policies 

• Distributional Equity – means programs and policies result in fair distribution of benefits 
and burdens across all segments of a community, prioritizing those with highest need 

• Structural Equity – means decision-makers institutionalize accountability; decisions are 
made with recognition of historical, cultural and institutional dynamics and structures that 
have routinely advantaged privileged groups in society and resulted in chronic, cumulative 
disadvantage for subordinated groups. 

• Transgenerational Equity –means decisions consider generational impacts and don’t 
result in unfair burdens on future generations. 

• Transformational Equity – means the distinct notion that communities (internally) have 
the indigenous capacity to govern and sustain themselves and that communities 
(externally) have voice, influence and agency in regional, state and/or national affairs. 
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Source: Urban Sustainability Directors Network (USDN) and Omowale Satterwhite 



Discussion: Agree or 
Disagree?
What did we miss?
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Working Justice Definitions

• Racial Justice means the systematic fair treatment of people of all races, 
resulting in equitable opportunities and outcomes for all. Racial justice 
initiatives address structural and systemic changes to ensure equal access 
to opportunities, eliminate disparities, and advance racial equity—thus 
ensuring that all people, regardless of their race, can prosper and reach 
their full potential. 

• Racial justice and equity is not achieved by the mere absence of racial 
discrimination or the perceived absence of harmful racial bias, but rather 
through deliberate action to dismantle problematic and build positively 
transformational systems – action must be carried through with the 
conviction, commitment and dedication of advocates. (Annie E. Casey 
Foundation 2020)
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Discussion: Agree or 
Disagree?
What did we miss?
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Working Justice Definitions

• Social Justice means the examination of the distribution of wealth, privileges, and 
opportunity within a society and involves fighting oppression such as ableism, ageism, 
classism, racism, sexism and oppression of those who are members of the LGBTQIA+ 
community, are from different countries, or are religious.

• Economic Justice means a set of moral and ethical principles for building economic 
institutions, where the ultimate goal is to create an opportunity for each person to 
establish a sufficient material foundation upon which to have a dignified, productive, and 
creative life and includes actively addressing wage gaps and other economic deficiencies 
in individual earnings and access to financial and human capital.

• It is a belief that creating more opportunities for all members of society to earn viable 
wages will contribute to sustained economic growth. When more citizens are able to 
provide for themselves and maintain stable discretionary income, they are more likely to 
spend their earnings on goods, which in turn drives demand in the economy. 
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Discussion: Agree or 
Disagree?
What did we miss?
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BREAK - Lunch
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Cultural Competency

• A range of attributes acquired by cities, individuals, 
businesses, and organizations to interact, serve more 
effectively and genuinely with diverse populations.  

• These attributes include, but are not limited to 
Awareness, Skills, Knowledge, Attitudes, Behaviors 
and Beliefs. 

• Awareness, Skills and Knowledge: ASK!



Cultural Competence: Awareness

• AWARENESS of self is the first step, then 

• continually gaining more awareness of other’s experiences, 
culture, values, etc.  

• Issues such as personal space, communication styles and 
making eye contact are important aspects of culture. 

• Be mindful to appreciate and recognize differences without 
placing a value judgment on them.



Cultural Competence: Skills

• Personal ability to reflect genuineness, empathy, warmth, and a 
capacity to respond flexibly to a range of possible situations.

• Acceptance and understanding of cultural differences between people.
• Explicit understanding of another's personal values, stereotypes, and 

biases about their own and others' culture

• Techniques for learning and understand the personal and cultural 
patterns of others and their impact on adherence to prescribed 
intervention strategies

• Capacity to work with diverse community members, peers and 
leadership in communicating the nature of city services, goals and 
environmental conditions and recommended intervention strategies.



Cultural Competence: Knowledge

• KNOWLEDGE of 
• systems of privilege and oppression 
• culture, history, traditions, values, and family systems of culturally diverse communities.
• impact of culture on the behaviors, attitudes, values, and health status of customers.
• help-seeking behaviors of culturally diverse customers.
• roles of language, speech patterns, and communication styles in culturally distinct
• communities.
• impact of social, environmental, and city plan policies on all including culturally 

diverse communities.
• resources (for example, agencies, persons, and helping networks) which can be utilized 

on behalf of culturally diverse individuals and communities
• ways in which personal values may conflict with or accommodate the needs of 

culturally diverse customers.

Tirsdo, M.D. 1996



BARNGA!



Discrimination & Harassment 
vs. IDEA
Legal protections, policy, and workplace environments.



What is the legal definition of harassment?

• Harassment is unwelcome conduct that is based on race, color, religion, sex 
(including sexual orientation, gender identity, or pregnancy), national 
origin, older age (beginning at age 40), disability, or genetic information
(including family medical history). 

• Harassment becomes unlawful where 
1. enduring the offensive conduct becomes a condition of continued employment, or 
2. the conduct is severe or pervasive enough to create a work environment that a 

reasonable person would consider intimidating, hostile, or abusive. 

• Anti-discrimination laws also prohibit harassment against individuals in 
retaliation for filing a discrimination charge, testifying, or participating in 
any way in an investigation, proceeding, or lawsuit under these laws; or 
opposing employment practices that they reasonably believe discriminate against 
individuals, in violation of these laws.
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“Petty slights, annoyances, and isolated 
incidents (unless extremely serious) will not 
rise to the level of illegality. To be unlawful, 
the conduct must create a work environment 
that would be intimidating, hostile, or 
offensive to reasonable people.” (EEOC 
2021)



What is the legal definition of discrimination?

• The laws enforced by EEOC protect you from employment discrimination 
when it involves:

• Unfair treatment because of your race, color, religion, sex (including pregnancy, 
gender identity, and sexual orientation), national origin, disability, age (age 40 or 
older), or genetic information.

• Harassment by managers, co-workers, or others in your workplace, because of your 
race, color, religion, sex (including pregnancy, gender identity, and sexual orientation), 
national origin, disability, age (age 40 or older), or genetic information.

• Denial of a reasonable workplace change that you need because of your religious 
beliefs or disability.

• Improper questions about or disclosure of your genetic information or medical 
information.

• Retaliation because you complained about job discrimination or assisted with a job 
discrimination proceeding, such as an investigation or lawsuit.
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Harassment & Discrimination = 
Federal Legal Protections & 
City HR protections 

42

Microaggressions = 
City HR Policy Protections



Accountability
Continuous Improvement
Diversity
Ethical Behavior
Exceptional Customer Experience
Mutual Respect



BREAK



Identity, Intersectionality, and 
Power



Why might diversity, inclusion, 

equity, cultural competency, 

and power matter in local 

government?



OUR CITY CORE VALUES
Exceptional Customer 

Experience. 

Continuous 
Improvement.

Accountability. 

Ethical Behavior. 

Diversity. 

Mutual Respect.



We don’t see 

things as they are.

We see things as 

we are.

Layers of 

Identity.

Source: Based on Gardenswarz & Rowe, 2007



Discussion: Agree or 
Disagree?
What did we miss?
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Intersectionality

• The interconnected nature of social categorizations such as 
race, class, and gender as they apply to a given individual or group, 
regarded as creating overlapping and interdependent systems of 
discrimination or disadvantage; privilege or advantage.

• A way of understanding and analyzing the complexity in the 
world, in people, and in human experiences. 

• The events and conditions of social and political life and the self can seldom 
be understood as shaped by one factor.

• Analytic tool that examines how power relations are intertwined and 
mutually constructing.

Source: Collins & Bilge, 2016



Discussion: Agree or 
Disagree?
What did we miss?
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Power

• Ability to do or act. Authority or ascendency to accomplish something.

• Capacity to achieve one’s aims despite resistance. (Weber, 2010)

• Zero sum game of winners and losers. (Guinier &Torres, 2002)

• Advantage on 3 fronts:
• Power to design or manipulate the rules. (RULES)
• Power to win the game through force or competition. (WINNERS)
• Power to spin the story (SPIN)

• Normalization, standard, against which all else is measured, judged.

• Rationalization of mistreatment of “others” as deserved because of 
inferiority or non-conformity.



Discussion: Agree or 
Disagree?
What did we miss?
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Power Domains

Power 
Domains

Interpersonal

Disciplinary

Cultural

Structural

Who is advantaged or 

disadvantaged within 

social interactions?

Which rules apply to 

specific groups and how 

will those rules be 

implemented?

Determines the message

that social inequities that 

are “fairly” produced are 

socially just.

Construction of 

unregulated entity 

designed to benefit 

specific individual, group.

Source: Collins & Bilge, 2016



Intersectionality, and Systems of Power 
and Privilege

• “Every social situation is affected by society-wide historical patterns 
of race, class, gender, and sexuality that are not necessarily 
apparent to the participants and that are experienced differently 
depending on the race, class, gender, and sexuality of the people 
involved.” (Weber, 2010)

• “Beneficiaries of unfair practices that reinforce social injustice may 
not view those practices as unfair, and may view them as fair and 
desirable.” (Weber, 2010)

• “The fact that their privilege is dependent on the unfair exclusion of 
or direct harm to others is obscured, unimportant, practically 
invisible.” (Weber, 2010)



Even though those who suffer the 
unfairness are more likely to see it, 
we ALL participate in discriminatory 
systems with and without knowing 
that or how we have done so.



Discussion: Agree or 
Disagree?
What did we miss?
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Notions of 
Fairness-
Meritocracy  
and the 
American 
Dream

Im
m

u
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b
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o
u
s



BREAK



This is a voluntary educational opportunity.

Are you here of your own volition?

You may be exposed to new ideas and or 
perspectives as part of this voluntary 
learning opportunity.

Do you consent to learning?
60



Pre-work for IDEA 120 
Watch these videos: Examples of Workplace Microaggressions - Bing video

LISTEN: How Do You Respond to Microaggressions? - Bing video

Read this article: Microaggressions at work: Recognizing & overcoming our 
biases | Culture Amp

Think about this: Have you ever witnessed, been the victim or a perpetrator of 
a microaggression in the workplace? If so, what did you do at the time? Is there 

anything you would have changed in your response?
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https://www.bing.com/videos/search?q=microaggressions+in+the+workplace&&view=detail&mid=E0C722476B220836481DE0C722476B220836481D&&FORM=VRDGAR&ru=%2Fvideos%2Fsearch%3Fq%3Dmicroaggressions%2Bin%2Bthe%2Bworkplace%26FORM%3DHDRSC3
https://www.bing.com/videos/search?q=microaggressions+in+the+workplace&ru=%2fvideos%2fsearch%3fq%3dmicroaggressions%2bin%2bthe%2bworkplace%26FORM%3dHDRSC3&view=detail&mid=35C73DA15D6C6155931035C73DA15D6C61559310&rvsmid=E0C722476B220836481DE0C722476B220836481D&FORM=VDQVAP
https://www.cultureamp.com/blog/microaggressions-at-work


Microaggressions & 
Microaffirmations in the City 
Workplace
IDEA 120

Department of Diversity and Inclusion



Micro-aggressions
• Micro-aggressions (n.): The everyday verbal, nonverbal, 

and environmental slights, snubs, or insults, whether 
intentional or unintentional, which communicate hostile, 
derogatory, or negative messages to target persons based 
solely upon their marginalized group membership. 

• In many cases, these hidden messages may invalidate the 
group identity or experienced reality of target persons, 
demean them on a personal or group level, threaten and 
intimidate, or relegate them to inferior status and 
treatment.



Micro-aggressions

• Cumulative, everyday statements, actions, or incidents regarded as 
an instance of direct, indirect, subtle, overt, conscious, unconscious, 
intentional, or unintentional but consequential negative 
interactions with members of a marginalized group or 
individual.

• Attempts to establish a normalized way of being and identifies 
marginalized groups or individuals as “other(s)”.

• Attempts to justify marginalized groups or individuals as inferior, 
insignificant, invisible or deserving of inequitable treatment.



Discussion: Agree or 
Disagree?
What did we miss?
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The continuum of micro-aggressions



Is it a micro-aggression?

• The person you are talking to continues typing on their computer. 

• Being asked for your ID to prove you “belong here”. 

• Not being introduced, ignored or talked over during a meeting. 

• Support positions in your department are predominately members 
from underrepresented populations.

• Boomerang statements-you said that 5 minutes ago, but no one 
acknowledged the idea until someone else said it.

• “Complemented” for your “good English” or being “articulate”. 

• Your name repeatedly mispronounced or misspelled or mistaken for 
someone else of the same race, ethnicity, gender or body type.

• Your department is racially, ethnically, religiously, gender-wise, age-
wise homogenous except for one staff member.   

• Others?



Gaslighting
means intentional 
psychological, or 
emotional  
manipulation or 
abuse used to cause 
a victim to question 
truth, or reality for a 
desired outcome of 
the perpetrator or 
group of 
perpetrators.
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Gaslighting in the workplace

• An individual who makes their coworker feel unskilled and mentally off 
may do so to appear competent in the eyes of the supervisor. Sarkis (2018)

• It may look like: 

• Stealing credit for another’s work
• Throwing coworkers under the bus
• Pitting coworkers against each other
• Giving undeserved negative reviews
• Harassing or intimidating coworkers
• Making up stories to get coworkers fired
• Threatening lawsuits



Micro-affirmations

• Cumulative, everyday statements, actions, or incidents regarded 
as an instance of direct, indirect, subtle, overt, intentional, or 
unintentional but consequential affirmations to support members 
of a marginalized group or individual.

• Attempts to establish multiple ways of learning, being, living and 
working and identifies concrete ways marginalized groups or 
individuals add value.

• Attempts to recognize all people, especially marginalized groups or 
individuals as valuable, significant, visible or deserving of 
equitable treatment.





Is it a micro-affirmation?

• You take the time to ask how to pronounce or spell someone’s name.

• Your department has an equitable mixture of age, gender, race, ethnicity, marital status, 
family status individuals.

• You attack a co-worker openly for what you perceive as discriminatory behavior.

• You stop what you are doing to make eye contact when someone asks you a question.

• You compliment someone’s work in private.

• Your leadership team is diverse and inclusive.

• You invite and encourage someone with a different opinion or viewpoint to be involved in 
a meaningful project.

• Give credit-acknowledge when a point was made earlier by someone else. 



Shifting workplace culture

• Intentionality-reinforce and reward behavior as it takes place, 
that is inconsistent with, and blocks, the (bad) behavior that you 
hope will disappear

• Infuse micro-affirmations into daily behavior

• Role model, advocate and be an ally

• Practice



GIVE ME SOME DAP.



UNITY SUMMIT
WORKING LUNCH



BREAK


