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Chapter One 

 Introduction 

Moore, Munin, Penick-Parks 

America is changing! The world is changing! The question is, are we changing? Before 

you answer, think about this: the majority of the changes are what William H. Frey (2015) refers 

to as “the browning of America.” Racial, cultural, religious, economic, gender, gender identity, 

and language diversity are becoming more prominent in schools, colleges, universities, 

communities, churches, workplaces, and other areas of U.S. culture. Recent news stories (Papa 

John’s, Starbucks, H&M, Dove, Kellogs, etc.) have highlighted examples of people in American 

society who lack skills and competencies related to diversity, power, privilege, and leadership. In 



some places, there has been a rise in resistance and incidents of hate (Vara-Orta, 2018). Are we 

ready? Some people say, “NO, and we don’t have a clue. We need help! What should we do? 

Who has the answers? Where can we get the skills and training needed? Who’s the best person 

or company?” We have experienced progress, but there is still a lot of work to do. 

When we attend events and conferences throughout the country, we are constantly being 

asked how we got into the work of diversity consulting. “How do I get started?” people wonder. 

“What advice can you give someone who wants to have a career as a diversity consultant?” After 

putting our heads together to expand on and strengthen an idea inspired by Dr. Eddie Moore Jr., 

we realized the answer was clear: there has never been a greater need for more diversity 

consultants and for this information. Thus, we decided to create this “cookbook.” 

One of the things we have learned from working in the area of diversity and equity 

consulting is that, like cooking, it’s the little things that will make a significant difference in the 

final outcome. Perhaps it’s a teaspoon or tablespoon of seasoning, or perhaps it’s the right 

temperature or the right amount of time. The smallest inclusion or omission may affect the 

outcome of the most important meal. In cooking, every step needs to be carefully thought out and 

carried through. 

Diversity consulting is the same. If consultants spend too much time blaming or shaming 

people instead of developing a welcoming environment and building relationships, the consultant 

can ruin the presentation before it gets started. Additionally, setting the wrong tone 

(temperature), may leave the participants deflated, defensive, and angry before the baking 

begins. At that point, nothing may be able to save the meal (or presentation). Or, on the other 

hand, if your environment has too much sugar, then participants might leave the session not fully 

understanding the root of the problem; change will never happen, because the problem was never 



fully explored. You may need more than sixty minutes to discuss race, racism, White privilege, 

White supremacy, power, privilege, leadership, and oppression in depth. If you only scratch the 

surface of the core issues, participants might leave the session without enough time and 

understanding to make an impact or to take action. It is a delicate balance. Like cooking, all 

ingredients, all steps, all processes must be carefully planned and carried out systematically for 

success to happen. 

That being said, we all know that sometimes the best things come from adding a little 

more salt, or a pinch of this, or wondering what will happen if you just try something new. That, 

too, is part of a cookbook. Chefs learn how to explore and grow by trying new things and making 

adjustments. There is an essence of trial and error in cooking, and there is room for trial and error 

in diversity consulting. The difference is, when a recipe fails, you throw it out, but when a 

diversity consulting session goes wrong, irreparable harm can happen...to individuals, to 

systemic change, to progress, and to your bottom line. That is why having a well-planned and 

carefully prepared program is key to developing a successful practice. 

And, similar to cooking, not everyone has the same palate. There are people who like 

their food bland and those who like it spicy. Some people cannot stand the texture of yogurt, 

custard, or tofu, so no amount of sprinkles, granola, or soy sauce will make it something they 

will eat. Some can smell cilantro from across the room and never try the dish. It may be your 

taste buds, it may be what you grew up knowing, it may be what you are willing to try, but 

everyone’s food preferences are different. Diversity consulting is like that. Some participants 

want to dive right into difficult topics, and some want to have a sampling first, just a little at a 

time. Others may have already been eating a certain spice for years, so it isn’t new or different, 

and they want you to move on. Everyone has a different favorite food or recipe, and everyone is 



in a different place when it comes to thinking about diversity. It is the job of the consultant to 

figure out what is needed and how to share it in the best possible way so that as many 

participants as possible walk away ready to try some more. 

One thing we want to be very clear about as you start this book is who the audience is. It 

is essential that as readers you understand that The Diversity Consultant Cookbook is about the 

how to become a consultant, not why to become one. If you have been drawn to the title, you are 

already committed to diversity and equity issues. We all come to this work for different reasons 

and through different paths. Below you will find the path of the three major authors/editors for 

this book. 

Biographies of Key Authors 

This cookbook is built on the knowledge base of more than sixty years combined of work 

in the areas of diversity and social justice research, consultation, and teaching in K-12 and post-

secondary education, community, and the corporate arena. Each author brings a different 

strength to the work, and like all issues of diversity consulting, it is the multiple perspectives that 

bring strength to the final product. 

Eddie Moore Jr., Ph.D., founded America & Moore LLC (eddiemoorejr.com) in 1996. 

Dr. Moore is recognized as one of the nation’s top motivational speakers/educators especially for 

his work with K-16 students. Recent challenges in the country have found Dr. Moore being in 

demand for work with law enforcement, higher education, city employees, and businesses 

searching to improve the inclusive environments of their workplace. Dr. Moore is also the 

founder and program director for the White Privilege Conference (WPC). Under the direction of 

Dr. Moore and his inclusive relationship model, the WPC has become one of the top national and 

international conferences for participants who want to move beyond dialogue and into action 



around issues of diversity, power, privilege, and leadership. In 2014 Dr. Moore founded The 

Privilege Institute, a not-for-profit organization which engages people in research, education, 

action, and leadership through workshops, conferences, publications, and strategic partnerships 

and relationships. Dr. Moore is co-founder of the online journal Understanding and Dismantling 

Privilege and co-editor of Everyday White People Confront Racial and Social Injustice: 15 

Stories, as well as The Guide for White Women Who Teach Black Boys. 

Art Munin, Ph.D., has served as a diversity educator and consultant for institutions across 

the United States for fifteen years through his company Art Munin Consulting (artmunin.com). 

He currently serves as Associate Vice Chancellor and Dean of Students at the University of 

Wisconsin Oshkosh. Munin has co-authored chapters in the books Closing the Opportunity Gap: 

Identity-Conscious Strategies for Retention and Student Success and Handbook for Student 

Leadership Development. His first book, released through Stylus Publishing, is Color by 

Number: Understanding Racism through Facts and Stats on Children. As a complement to this 

work, Art has served in several capacities through NASPA including the chair of the AVP 

Steering Committee, AVP Institute faculty, associate editor for the Journal of Student Affairs 

Research and Practice, the Civic Learning and Democratic Engagement Initiative, and the 

regional conference planning committee. 

Marguerite Penick-Parks, Ph.D., prepares pre-service teachers in the area of multicultural 

education, culturally responsive pedagogy and social justice. Her work centers on issues of 

power, privilege, and oppression in relationship to issues of curriculum with a special emphasis 

on the incorporation of quality literature. She appears in the movie Mirrors of Privilege: Making 

Whiteness Visible by the World Trust Organization. Her most recent work is a joint article on 

creating safe spaces for discussing White privilege with pre-service teachers, and she is a co-



editor of Everyday White People Confronting Racial and Social Injustice:15 Stories and The 

Guide for White Women Who Teach Black Boys.  

  Also included in this book are personal lessons from well-known and respected 

consultants who work in the field of diversity, social justice, and equity consulting. Each person 

has been asked to share a lesson they have learned from the field to address some of the toughest 

situations you may face as a diversity consultant. These contributors bring a wide variety of 

experiences and have encountered issues that may make or break your ability to stay in the field 

and be successful as a consultant. The Cookbook is filled with advice from multiple voices, 

because people in diversity work understand that the more perspectives, the greater the 

opportunity to create change. Listen to their wisdom and learn from their mistakes, always 

considering what may or may not work for you, because each contributor has created their own 

recipe, as should you. 

Like a cookbook, this book is set out in small chunks. Readers will explore how to 

enhance the skills they have gathered through attending conferences, speaking to groups, and 

expanding their knowledge base. We address specific marketing issues with ideas on business 

cards, websites, networking, and even how to dress and how to determine a contract. Because of 

the inherent controversial nature of discussing issues of diversity, consultants need to be aware 

of ethical issues that may arise before, during, and after the engagement, and those crucial facets 

are covered at length. Finally, readers of this work will be able to learn from positive and 

negative experiences, not only of the three main authors, but of multiple consultants throughout 

the country.  

Building a Strategic Plan 



We recommend that as you read through this book, you put together a strategic plan to 

guide you through your consulting preparation. A strategic plan, similar to preparing a meal, is 

really just a step-by-step outline with goals. For a strategic plan you need to have a mission, a 

vision, and values. You need to consider all three, because they could determine the success of 

your consulting opportunity. Your mission describes why you exist and what you will do for 

your customers and is clear and very specific. Don’t promise the world...promise what you will 

deliver. 

The vision must be just as clear. The vision statement is about where you want to help the 

organization go. Keep it short, but make it memorable. Once you have decided on the mission 

and vision, the next step is to do some form of a Strengths, Weaknesses, Opportunities, Threats 

(SWOT) analysis to determine your strengths and weaknesses to prepare for the work that lies 

ahead. Be honest: no one will see this analysis except you, so the more aware you are of what 

you know and what you need to know, the better prepared you will be to embark on this journey.  

Having laid all of the groundwork, then set goals, both short term and long term. These 

goals (the things you hope to accomplish) should be accompanied by objectives (the things you 

will be able to measure upon completing the training) and then followed by action plans. Where 

so many people fall down with strategic planning is that they don’t set action plans for each 

objective; they simply set objectives (e.g. participants will learn about racism and power), 

without stating HOW they are going to do this. What are the participants going to engage in to 

“learn” about racism and power, and how will you assess if you met those goals? It is essential to 

set action plans for every learning objective. Without the action plans, you have no way to 

determine if you have accomplished your objectives. 



One example would be if you set an objective of engaging in eight consulting gigs your 

first year. Make a list of how you’re going to find those gigs: Word of mouth? Attend four 

conferences in a year to network? Send out fifty invitations? If you don’t set a goal, you don’t 

know what mistakes you may or may not make. To stay with the cooking analogy, if you don’t 

plan ahead to have paprika on hand, your recipe may not work. Consulting is the same: if you 

don’t follow your plan, you may not receive work, and gigs, after all, are the end goal. So, make 

a plan with goals, and if you don’t stick to it, you’ll at least have a strategic way to see what went 

wrong and what changes you need to make. 

Summary of the Lessons 

To support the process of becoming a diversity consultant, we asked professionals in the 

field to offer advice in multiple areas. As you read, you many notice many contributors saying 

the same thing. This should be taken as emphasizing important ideas as opposed to being 

redundant. The first cluster of lessons reinforces many of the ideas in the Introduction. In “The 

New Consultant Blues,” Orinthia Swindell discusses why she chose to begin the process of 

becoming a consultant after years of “unofficially” working in the field. Because the authors 

firmly believe that at the core of consulting is building relationships, the second lesson by Vijay 

Pendakur, “Community is Essential,” supports the importance of community in this work. And 

the final lesson in the first cluster, “Managing Emotions” by Dena Samuels, reminds the new 

consultant that first and foremost you must take care of yourself in order to continue in the work. 

The Ethics section addresses some of the more difficult aspects of the work: defining 

“diversity” and your personal decision about how you define your work. To address some of the 

ethical components of diversity consulting, there are three lessons to support you. The first, 

“Finding Ways to Continually Check Our Privilege and Hold Ourselves Accountable,” by Diane 



J. Goodman, serves as a reminder of the role of a consultant. In that role, you must always 

remember that not everyone will appreciate your work and learn to deal with pushback, 

especially when it becomes public. Jacqueline Battalora also addresses this issue in “Doing Good 

Work Can Come with a Target on Your Back.” Devon Alexander continues the challenge of 

diversity consulting especially when race is at the core of the work in “Justice Not Vengeance: 

Overcoming the Dehumanization of Dysconscious Racism.” 

 In starting on your journey, Chapter Three explores multiple areas of what it means to be 

a diversity consultant and information about the body of diversity consultants. Enhancing the 

material in Chapter Three, John Igwebuike opens this cluster of lessons by exploring the 

importance of being a good listener, a key trait in this field, in “Effective Listening: The Secret 

Sauce of Diversity Consultants.” A pair of lessons by Bryant K. Smith (“There’s a Black Man 

Talking!”) and Tim Wise (“White Man Talking—Doing Diversity Consulting”) serve as a strong 

reminder of understanding your role, your position, and when it is essential to exert, or not exert, 

your privilege. And the final lesson in this cluster, “Be Prepared for Anything and Surprised by 

Nothing” by Vernon A. Wall, contains multiple gems of advice, from the reminder to hire an 

accountant to remembering to stay involved in your own personal and professional development.  

 The final set of lessons that fall prior to the conclusion pull together some additional 

ideas to think about before getting into the field. Lesson Eleven,“Stress Kills” by Sumun 

Pendakur, addresses an issue faced by everyone at some point, but here it is a pressure 

heightened by being an active member of the social justice family. What often adds to the stress 

of being on the road is the family at home, an issue close to the heart of many consultants, and 

Ali Michael addresses it in “The Whole is a Mirror of the Parts.” To remind us all that diversity 

consulting cannot—and should not—be contained by a nation, Ritu Bhasin engages the reader in 



the possibilities that global consulting offers in Lesson Thirteen: “Global Consulting: 

Challenges, Opportunities, and Possibilities.” 

 Following Chapter Five, the Conclusion of The Diversity Consultant Cookbook is 

followed by one of the most important and far-reaching consultants in the field of diversity, 

equity, power and privilege. It seems only right to end this book with the words of Peggy 

McIntosh and her lesson, “Fourteen Staple Ingredients in My Consulting Kitchen.”  
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Lesson One 

The New Consultant Blues 

Orinthia Swindell 

My first thoughts about considering diversity consulting as a full-time gig came to me a 

few years ago, which means that I really am the new consultant in this group. I was serving as a 

full-time equity practitioner in a school, where I experienced the political culture of the space 

and the constant undermining of the work by many within the institution. I was well aware of 

how the effects of this resonated in my body along with the constant weight that I carried around. 

I knew that something needed to change. Simultaneously, I was also becoming aware that the joy 

and passion that I felt in my initial years as an equity practitioner were waning. 

Although I learned early to expect resistance in this work, I felt as if I had hit a wall, due 

in large part to the marginalization of my work that I experienced, making it impossible for me to 

do what I’d been charged to do. I began to question myself: Why am I doing this work? Am I 

really making a difference? Is it worth being on the front lines while being seen as “the problem” 

within the institution? Should I return to the classroom setting? Each time I questioned myself, I 

was led back to my belief that this work is an integral part of our growth as human beings and as 

global citizens...that the work I was doing was part of my life’s purpose. 

Questioning helped me clarify my thoughts regarding where I could be most helpful in 

this work and whether continuing to work within schools was the direction I needed to follow or 

whether working outside as an independent consultant gave me more leverage. I noticed how 

consultants I brought to campus were received by the faculty and compared that with how I was 

received. Some consultants would shed light on and enhance topics that I’d explored with 

faculty, yet the reception they received differed palpably. This was one of the factors that 



supported the idea that I needed to explore independent consulting. This led to additional 

questioning on my part as I began to fit the pieces of the puzzle together: What topics should I 

facilitate discussions on? Who should I create workshops for? How should I get started? Who 

should I reach out to for help? The list of questions seemed to grow as I put more thought into 

this! 

The journey to clarity about many of the questions has taken a few years. I believe that 

was due in large part to a combination of feeling a great deal of fear as well as uncertainty. I 

talked with consultants whose work I admire...a life coach, a spiritual advisor...and each 

provided me with similar advice! 

I realize now that I wasn’t always at a place where I could fully receive what was shared 

with me. My mind was clouded with thoughts related to trying to navigate an institution that 

touted the rhetoric for being committed to social justice, activism, and diversity but hadn’t fully 

realized what it looked like, along with my personal desire to create spaces for discussions to 

occur and to help people/institutions/organizations that were in a place of uncertainty...a place 

that was searching for answers to thoughts and questions centering on race, racism, and the 

various aspects of identity and how each of these helps to shape and influence people. Through it 

all, I’ve learned a great deal, and I’m still figuring things out! A few of the things that I reflect on 

constantly in my consulting journey are as follows: 

“Pay attention to what excites you.”  

As with any new idea, taking time to contemplate what resonates for you is important. 

There are tasks required of us that we perform simply because it’s part of the course. This may or 

may not be something that brings you joy. For the things that excite you—where you’re thinking 



about various ways to engage the topic and excited about bringing people together around it—

these are the areas that you should focus on. 

“Who is your audience?” 

A consultant once asked me this question, and I responded with silence! This wasn’t 

something that I’d considered, because I was presenting workshops to various audiences. When 

the opportunity arose for me to seriously consider the question, I responded, “I can work with 

any audience.” The consultant suggested that even though that may be true, it doesn’t allow me 

to focus on being well-versed in a particular area. This was difficult for me to hear, and it was 

something that I needed to sit with. It turned out to be one of the best pieces of advice that was 

given to me! 

How should you narrow your focus? 

As a creative person, many ideas come to mind frequently, so I have a notepad that I 

reserve for writing them down. I’m learning to accept the fact that each idea I have will not 

necessarily come to fruition and that I have to be okay with that. The ideas that are born will lend 

themselves to conversations and take on a life of their own. Also, should I travel or create a local 

base for my work? This is not a decision that should be taken lightly yet is one that can be made 

keeping in mind what works for you.  

Who can you identify as a mentor in this field? How can you reach out to them? 

Attending conferences has provided me with the opportunity to meet many people from 

different parts of the country. Over the years, my network has expanded, giving me opportunities 

to connect with a few people who have become mentors for me. I look to them to provide me 

with insight on my ideas as well as helping me to gauge the direction that the work is heading 

within the larger world. This helps me with creating material that is relevant to various audiences 



and to have a sense of how I can build on conversations by providing a different vantage points. 

What’s important to keep in mind is that diversity consulting is about so much more than 

presenting workshops. The road to consulting is a process! I’m still figuring out what works and 

realizing that what may have worked for someone else may not for me. 

Lesson Two 

Community is Essential 

Vijay Pendakur 

As I prepared to write this reflection, I looked through my files to see when I started 

getting serious about diversity consulting. It turns out that it’s been ten years! Back then, as a 

mid-level student affairs professional, I never imagined that organizing trainings, conducting 

program reviews, and offering keynote speeches would take me all over the United States, from 

community colleges to elite universities. Nowadays, I have to be selective about the 

opportunities I say yes to, as I have a wife and two small children, and I have a leadership level 

role on campus that requires me to stay present to my organization most of the time. But, as I 

think back over this last decade of exciting and challenging work as a diversity consultant, it is 

quite clear to me that I would not have been as successful as I have been, or as happy with the 

experience, without a vibrant community of fellow diversity and social justice educators and 

consultants in my life. Community is essential. 

In a functional sense, my community was essential to my success because they were the 

ones who helped me book my first gigs. Word of mouth from respected colleagues was critical to 

me getting my foot in the door at institutions in the Chicago area, where I was based when I 

started. These referrals often came from other consultants and trainers who were too busy to say 

yes to a specific job, so they would recommend me. Alternately, colleagues who weren’t 



consultants but were respected higher education administrators would put my name forward if 

they heard a committee was searching for a consultant for Resident Assistant (RA) training or 

winter leadership renewal. So, I would be remiss not to acknowledge the foundational role my 

community has played in my time as a diversity consultant. 

Beyond actually helping me acquire work, my community of higher education 

practitioners and fellow consultants have served as both a “board of advisors” and an “ideation 

toolbox” over the years. As a board of advisors, they are the people I turn to when I need advice 

on how to handle a tricky political situation, process a challenging gig when it is complete, or 

receive feedback on my performance if they happen to have seen me at work. I remember when I 

booked an RA training in a very rural area in the middle of the country, at an institution with a 

deep history of conservative politics. The director of residence life told me that the RA group 

had a lot of returners and that they were still upset about their last diversity training. The 

consultant the year before had triggered the group in numerous ways. I was also informed that 

the group was almost all White, 90% male, and heavily conservative Christian. I was anxious 

about how to structure this daylong training appropriately. I called several people in my board of 

advisors and asked for advice. They brainstormed with me to talk through how I could modify 

both my materials and my approach to be successful with the group. This example also 

demonstrates how members of my community have been critical in assisting me with innovating 

my curricula and pedagogy, by working as an ideation toolbox at times. When I am looking at a 

really complicated training or an audience that I am not as comfortable with, I often turn to my 

community to help me put a fresh set of eyes on the materials I want to use. Or I call colleagues 

and talk about what I want the audience to learn, and I ask for their ideas on what tools can help 



engender this learning. In these ways, my community has been essential to my growth as an 

educator and my long-term success as a consultant.  

A final way that my community has been critical to my success as a diversity consultant 

is as actual partners for the work. When I get called to train a large group, I often ask if I can 

bring a co-facilitator. This is helpful for crowd management, as it allows us to split the group for 

more in-depth work. But I’ve also found it is important for me to partner with other consultants 

to balance out identities I carry with other identities that might be salient for the audience. So, as 

a heterosexual, able-bodied, middle-class, Asian American man, I want to be thoughtful in 

bringing a co-facilitator who has different identities, a person who has a complementary 

approach to training. Without a strong, diverse community of other consultants in my life, I 

wouldn’t have a rolodex to draw on in these moments, and I know that I wouldn’t have been as 

successful with certain audiences as a result. 

From helping me get more work, to serving as a board of advisors or an ideation toolbox, 

to partnering with me to better engage diverse audiences, my community has been at the heart of 

my success as a diversity consultant these last ten years. As I think about doing this work for 

another decade, it is that community that brings a smile to my face and gives me the necessary 

resilience to stay committed to the challenging, but important, work of diversity education for the 

years to come. 

Lesson Three 

Managing Emotion 

Dena Samuels 

The work we do as diversity, equity, and inclusion consultants is not only hard work, it is 

“heart” work. Trainings and workshops on most other subjects focus on the specific content 



transferred and techniques for implementation. In a diversity and inclusion workshop, asking 

participants to focus only on content and to leave their hearts at the door is a recipe for disaster. 

In order to be effective and inclusive, we must ask everyone to bring their whole selves 

into the room, and this also means bringing in a fair amount of baggage and highly charged 

emotions. We all come into the space with myriad social identities, our knowledge and biases 

about our own and others’ social identities, and our experiences—both good and bad—around 

these identities. Expect challenging emotions to arise, and be prepared for them.  

Preempting Challenging Emotions 

With the limited time we are typically given with a client or workshop participants, it is 

especially important to build some trust first before delving into the heart of the subject matter. 

This will make it more likely that when challenging emotions arise, you will get buy-in from the 

group regardless of how you choose to deal with the situation. This can take shape through 

designing deep-diving icebreakers, developing guidelines for effective group engagement, and 

creating a process for managing volatile situations when they arise. 

Addressing Emotional Outbursts 

When a biased, offensive comment is made by someone in the group, it is critically 

important to address it. Many facilitators and consultants have never been trained for this, and 

because these situations can cause discomfort, the outbursts often go unchallenged, which can 

create a hostile environment. Mishandling or ignoring the situation, or brushing it off just to get 

through your original content, can cause significant harm and will be noticed by everyone in the 

room. This can be a “make or break” moment: facilitators who do not address it often risk losing 

trust among participants, along with the chance for them to hear anything else you had prepared 

to present.  



Keep in mind that addressing emotional outbursts in the context of anti-bias workshops 

or trainings is in fact “doing the work.” Consider it an opportunity to model how to engage 

deeply and build relationships across social differences, and know that it is arguably more 

important than any other content you hoped to share. Preparing for these challenging situations 

before they occur is both possible and required for effective diversity, equity, and inclusion 

work. 

There are two processes that must be addressed in responding in this situation: internal 

and external. The internal process focuses on what is arising in you: whether you are being 

triggered, and if so, what to do about it. The external process requires reading the room to notice 

the emotional state of participants and how you will verbally respond to the situation. Start with 

the internal process before moving on to the external one. 

Internal Process: 

1. Breathe! One mindful deep breath can make the difference between unsuccessfully 

reacting and effectively responding. 

2. Check in with your own emotional and physical wellbeing. If you are being triggered, 

you may have some physiological symptoms, such as a quickened heartbeat, heated face, 

disorientation, fear, anxiety, and sweaty palms, among others. 

3. Breathe again, acknowledging that you are being triggered in this moment. 

4. Offer yourself compassion for the difficult situation you are in. 

5. Remind yourself that this is an opportunity to practice what you teach. 

6. Consider how you might call in the perpetrator of the comment, rather than calling them 

out. 

External Process: 



Sometimes the comment or behavior is meant to do harm. If this is the case, it is best to 

spend time unpacking the emotions in the room, inviting participants to share how it feels to hear 

this type of comment. Reminding participants of your guidelines for effective communication 

can be useful here. 

Many times, the comment is made out of ignorance with no intent to harm; however, that 

does not lessen the impact of the comment, which is important to address. 

1. Be transparent about your plan. Let the participants know you’d like to unpack the 

current comment/situation before moving forward with the planned agenda. 

2. Remind participants that this is challenging work and that emotions can sometimes arise 

that we did not expect. 

3. Invite participants to consider the offensive comment by responding to your question, 

“Why might that comment be considered offensive?” Generalizing in this way takes the 

attention off the perpetrator, especially if you sense they are feeling embarrassed by what 

they said. If time permits, participants can answer the question with a partner or by 

journaling. After this discussion, if the perpetrator wants to apologize, that is up to them, 

but it is not a requirement for this to be a successful learning moment. 

4. Go deeper: invite participants to consider the social structures that allow offensive 

comments to be repeated, and often accepted, without question. 

5. Rather than giving undue attention to the perpetrator and making it “all about them,” we 

can instead focus on the nature of these types of insults and slights, also known as 

microaggressions, which most often go unchallenged. We can emphasize the importance 

of interrupting microaggressions whenever we get the chance. 



6. Remind participants that part of this work is to acknowledge that we cannot know 

everything about every social identity and, therefore, based on the pervasive and often 

reckless misinformation we are provided daily by society, we will make mistakes. To be 

effective in diversity and inclusion work, we must show up to do the work again anyway. 

Again, and again. 

Finally, no matter how you feel you handled the situation, remember that this is difficult 

work and that the more practice you have dealing with challenging situations, the better prepared 

you will be. This is not the time to berate yourself for mishandling the situation but rather to 

congratulate yourself for taking action and doing the best you could in the moment. Do your 

homework in advance by considering scenarios and how you will manage them. It’s not an if, it 

is a when. Challenging emotions are guaranteed in diversity work. This work is not for the faint 

of heart, but rather heartfelt. With some forethought, you can be well prepared to manage 

whatever emotions arise. 

 


