Definitions 1 and 2 are from
Definition 3 is from Robin DiAngelo’s Book

White Fragility

1. White supremacy: The pervasive, deep-rooted, and longstanding system of
exploitation, control and violence directed at people of color, Native Americans,
and immigrants of color, and the benefits and privileges that accrue to white
people, particularly to a white male-dominated ruling class. It is deeply intertwined
with historic and present-day colonialism. Its foundations in the US have been
stolen land, stolen labor, genocide and military, financial and political intervention
in countries of color. (ltalics are my addition)

2. Patriarchy/ Hetero Patriarchy: An economic, political, cultural and social system of
domination of women and transgender and gender nonconforming people that
privileges non-transgender men and masculinity. Patriarchy is based on the
assumption of male/female gender binary and with strict enforcement of these
gender roles. It also relies upon rigidly enforced heterosexuality where
male/straight/non-transgender is superior and women/queer/transgender is inferior.
Patriarchy shapes and is shaped by white supremacy, capitalism, and the state.
Together, they form interlocking systems of oppression.

3. White Fragility- White people in North America live in a social environment that
protects and insulates them from race-based stress. This insulated environment of
racial protection builds white expectations for racial comfort while at the same time
lowering the ability to tolerate racial stress. Although white racial insulation is
somewhat mediated by social class (with poor and working-class urban whites being
generally less racially insulated than suburban or rural whites), the larger social
environment insulates and protects whites as a group through institutions, cultural
representations, media, school textbooks, movies, advertising, and dominant
discourses. Racial stress results from an interruption to what is racially familiar. In
tumn, whites are often at a loss for how to respond in constructive ways., as we have
not had to build the cognitive or affective skills or develop the stamina that that
would allow for constructive engagement across racial divides. leading to what |
refer to as White Fragility. White Fragility is a state in which even a minimum
amount of racial stress becomes intolerable, triggering a range of defensive moves.
These moves include the outward display of emotions such as anger, fear, and
guilt, and behaviors such as argumentation, silence, and leaving the stress-inducing
situation. These behaviors, in tum, function to reinstate white racial equilibrium.
This book explicates the dynamics of White Fragility and how we might build our
capacity in the on-going work towards racial justice.



Antidotes to the Characteristics of White Supremacy Cuiture

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 and those mistakes offer opportunities for learning; create an environment where people
can recognize that mistakes sometimes lead to positive resuits; separate the person from the mistake; when
offering feedback, always speak to the things that went well before offering criticism; ask people to offer
specific suggestions for how to do things differently when offering criticism

Sense of Urgency- realistic workplans; leadership which understands that things take longer than anyone

expects; discuss and plan for what it means to set goals of inclusivity and diversity, particularly in terms of
time; learn from past experience how long things take; write realistic funding proposals with realistic time
frames; be clear about how you will make good decisions in an atmosphere of urgency

Defensiveness- understand that structure cannot in and of itself facilitate or prevent abuse; understand the
link between defensiveness and fear (of losing power, losing face, losing comfort, losing privilege); work on
your own defensiveness; name defensiveness as a problem when it is one; give people credit for being able to
handle more than you think; discuss the ways in which defensiveness or resistance to new ideas gets in the
way of the mission

Quantity Over Quality- include process or quality goals in your planning; make sure your organization has a
values statement which expresses the ways in which you want to do your work; make sure this is a living
document and that people are using it in their day to day work; look for ways to measure process goals (for
example if you have a goal of inclusivity, think about ways you can measure whether or not you have achieved
that goal); learn to recognize those times when you need to get off the agenda in order to address people's
underlying concerns ’

Worship of the Written Word- accept that there are many ways to get to the same goal; once the group has
made a decision about which way will be taken, honor that decision and see what you and the organization
will learn from taking that way, even and especially if it is not the way you would have chosen; work on
developing the ability to notice when people do things differently and how those different ways might
improve your approach; look for the tendency for a group or a person to keep pushing the same point over
and over out of a belief that there is only one right way and then name it; when working with communities
from a different culture than yours or your organization's, be clear that you have some learning to do about
the communities' ways of doing; never assume that you or your organization know what's best for the
community in isolation from meaningful relationships with that community

Paternalism-make sure that everyone knows and understands who makes what decisions in the organization;
make sure everyone knows and understands their level of responsibility and authority in the organization;
include people who are affected by decisions in the decision-making

Either/Or Thinking- notice when people use either/or language and push to come up with 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 it down and encourage people to do a deeper analysis; when people
are faced with an urgent decision, take a break and give people some breathing room to think creatively; avoid
making decisions under extreme pressure

Power Hoarding-include power sharing in your organization's values statement; discuss what good leadership
looks like and make sure people understand that a good leader develops the power and skills of others;



understand that change is inevitable and challenges to your leadership can be healthy and productive; make
sure the organization is focused on the mission

Fear of Open Conflict- role play ways to handle conflict before conflict happens; distinguish between being
polite and raising hard issues; don't require those who raise hard issues to raise them in acceptable ways,
especially if you are using the ways in which issues are raised as an excuse not to address the issues being

raised; once a conflict is resolved, take the opportunity to revisit it and see how it might have been handled
differently

Individualism- evaluate people based on their ability to delegate to others; evaluate people based on their
ability to work as part of a team to accomplish shared goals

Progress is Bigger, More- create Seventh Generation thinking by asking how the actions of the group now will
affect people seven generations from now; make sure that any cost/benefit analysis includes all the costs, not
just the financial ones, for example the cost in morale, the cost in credibility, the cost in the use of resources;
include process goals in your planning, for example make sure that your goals speak to how you want to do
your work, not just what you want to do; ask those you work with and for to evaluate your performance

Objectivity- realize that everybody has a world view and that everybody's world-view affects the way they
understand things; realize this means you too; push yourself to sit with discomfort when people are

expressing themselves in ways which are not familiar to you; assume that everybody has a valid point and
your job is to understand what that point is

Right to Comfort- understand that discomfort is at the root of all growth and learning; welcome it as much as
you can; deepen your political analysis of racism and oppression so you have a strong understanding of how
your personal experience and feelings fit into a larger picture; don't take everything personally

One of the purposes of listing characteristics of white supremacy culture is to point out how organizations
which unconsciously use these characteristics as their norms and standards make it difficult, if not impossible,
to open the door to other cultural norms and standards. As a result, many of our organizations, while saying
we want to be multicultural, really only allow other people and cultures to come in if they adapt or conform to
already existing cultural norms. Being able to identify and name the cultural norms and standards you want is
a first step to making room for a truly multi-cultural organization.



Continuum on Becoming an Anti-Racist Multicultural Organization

MONOCULTURAL => MULTICULTURAL => ANTI-RACIST ==> ANTI-RACIST MULTICULTURAL

Racial and Cultural Differences Seen as Deficits ==> Tolerant of Racial and Cultural Differences ==> Racial and Cultural Differences Seen as Assets

Exclusive 2. Passive 3. Symbolic Change 4. Identity Change 5. Structural Change 6. Fully Inclusive
Anti-Racist Multicultural

An Exclusionary A "Club" A Compliance An Affirming A Transforming Organization in a

Institution Institution Organization Institution Institution Transformed Society
Intentionally and e  Tolerant of a limited e  Makes official policy e  Growing understanding Commits to process of |l  Future vision of an
publicly excludes or number of “token” pronouncements of racism as barrier to intentional institutional institution and wider
segregates African People of Color and regarding multicultural effective diversity restructuring, based upon community that has
Americans, Native members from other diversity e  Develops analysis of anti-racist analysis and overcome systemic
Americans, Latinos, and social id;ntify groups  |lo  Sees itself as "non- systemic racism identity racism and all other
Asian Americans allowed in with "proper" racist" institution with fle  Sponsors programs of Audits and restructures forms of oppression.
Intentionally and perspective and open doors to People of anti-racism training all aspects of e Institution's life reflects
publicly enforces the credentials. Color e N . £ institutional life to full participation and
racist status quo e May still secretly limit orlle  Carries out intentional in:tvivt:ggfnzll(ij::gijii(t)e ensure full participation shared power with
throughout institution exclude People of Color inclusiveness efforts, ower and privilege of People of Color, diverse racial, cultural
Institutionalization of in contradiction to public recruiting "someone of P . P . g including their world- and economic groups in
racism includes formal policies color on committees or |7 DeVelops mtex:txon.ml view, culture and determining its mission,
policies and practices, |l Continues to office staff identity as an "anti- lifestyles structure, constituency,

teachings, and decision
making on all levels

Usually has similar
intentional policies and
practices toward other
socially oppressed
groups such as women,
gays and lesbians, Third
World citizens, etc.
Openly maintains the
dominant group’s power
and privilege

intentionally maintain
white power and
privilege through its
formal policies and
practices, teachings, and
decision making on all
levels of institutional life

Often declares, "We
don't have a problem."

Monocultural norms,
policies and procedures
of dominant culture
viewed as the “righ”
way” business as usual”

Engages issues of
diversity and social
justice only on club
member’s terms and
within their comfort
zone,

Expanding view of
diversity includes other
socially oppressed

groups
But...

"Not those who make
waves"

Little or no contextual
change in culture,
policies, and decision
making

Is still relatively unaware
of continuing patterns of
privilege, paternalism
and control

Token placements in
staff positions: must
assimilate into
organizational culture

racist” institution
Begins to develop

accountability to racially
oppressed communities

Increasing commitment
to dismantle racism and
eliminate inherent white
advantage

Actively recruits and
promotes members of
groups have been
historically denied
access and opportunity

But...

Institutional structures
and culture that maintain
white power and
privilege still intact and
relatively untouched

Implements structures,
policies and practices
with inclusive decision
making and other forms
of power sharing on all
levels of the institutions
life and work

Commits to struggle to
dismantle racism in the
wider community, and
builds clear lines of
accountability to racially
oppressed communities

Anti-racist multicultural
diversity becomes an
institutionalized asset

Redefines and rebuilds
all relationships and
activities in society,
based on anti-racist
commitments

policies and practices

Members across all
identity groups are full
participants in decisions
that shape the institution,
and inclusion of diverse
cultures, lifestyles, and
interest

A sense of restored
community and mutual
caring

Allies with others in
combating all forms of
social oppression

Actively works in larger
communities (regional,
national, global) to
eliminate all forms of
oppression and to create
multicultural
organizations.
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