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LEARNING OUTCOMES 
1. Explain and identify examples of micro- and macroaggressions that 

hinder workplace productivity in higher education and its adverse 
effect on mental health. 

2. Apply best practices to promote and sustain positive and effective 
interactions within diverse cultures. 

3. Create and implement opt-in focus groups who seek to disrupt and 
dismantle a culture of micro- and macroaggressions in safe/brave 
spaces through book study and application with the aim of 
transforming into a culture of equity and inclusivity. 



ANY THOUGHTS? 

“Companies that embrace diversity and 

inclusion in all aspects of their business 

statistically outperform their peers.” – Josh 

Bersin 



So, what? Why is it important? 

• Higher education must prioritize the importance of effective 

behavior within different cultural environments 

• Institutions have a critical role in dismantling and disrupting 

micro- and macroaggressions 

• Long overdue...these adverse situations must first be “called 

out” and no longer dismissed as someone’s ignorance, which 

only perpetuates the problem 

• Being complicit, standing on the sideline as a spectator, and 

not saying anything are inactions that do not solve issues 

• “Unity, not uniformity, must be our aim. We attain unity 

only through a variety. Differences must be integrated, not 

annihilated, not absorbed.” –Mary Parker Follett 



FOCUS 
• Key Terms 

• Theoretical Framework 

• Three Types of Microaggressions 



KEY TERMS 
• Cultural competence 

• Microaggressions 

• Macroaggressions 

• Unconscious bias 



Theoretical Framework 

• Sue et al. research model explored the counseling/ 

therapy process between white counselors and clients of 

color  

• Racial microaggressions can impair clients from receiving 

adequate and appropriate treatment 

• Effective service when white therapists possess two 

characteristics: “awareness of oneself as a racial/cultural 

being….and assumptions that influence worldviews.”  

• “Diversity is not how we differ. Diversity is about 

embracing one another’s uniqueness.” – Ola Joseph 



SELF-AWARENESS  
A prerequisite to developing multicultural 

competence among white therapists and 

improve the delivery of mental health services 

to clients of color or with diverse background 



Three Types of Microaggressions 

• Microassault 

• an explicit racial derogation characterized by a verbal or nonverbal 

attack meant to hurt the intended victim through name-calling, 

avoidant behavior, or purposeful discriminatory action 

• Microinsult 

• characterized by communications that convey rudeness and 

insensitivity and demean a person’s racial heritage or identity 

• Microinvalidation 

• characterized by communications that exclude, negate, or nullify 

the psychological thoughts, feelings, or experiential reality of a 

person of color 



RELEVANCE 
Why is this important and how is it relevant to 

higher education institutions? 



Why this work is important: 

• To promote and sustain positive and effective interactions 

within diverse cultures, it is critical that organizations 

realize the undercurrent of failing to address effects race 

has on its students, faculty, and staff. 

• People of color are underrepresented, overrepresented, 

or experience different treatment from their white 

counterparts. 

• Much work is needed to improve African American 

professors' higher education experience and combat 

microaggressions. 

• Organizations must embrace diversity and inclusivity. 



ACTIONABLE 

MEASURES 
Change Through Practice and Policies 



Allow Your Data to Tell the Story 

• Avoid being subjective and explore the data with an 

objective focus 

• Spend time reviewing various data points at your 

institution 

• Total number and percentage of students of color enrolled, 

graduation rate, retention rate, etc. 

• Total number and percentage of faculty of color and at what rank; 

administrators, etc. 

• “Good leadership requires you to surround yourself 

with people of diverse perspectives who can disagree 

with you without fear of retaliation.” – Doris Kearns 

Goodwin 



Change Begins at the Individual Level  

• Self-reflection and perception regarding diversity 

among faculty and students 

• Recognize that all people have inherent biases 

• Inherent biases are natural and a way of 

recognizing others…it is not bad 

• Inherent biases are negative when we behave 

negatively and treat people differently 

• Stop pretending that diversity does not exist 



Diversity Conversations and Trainings 

• To overcome implicit biases that people of color often 

face, institutions should consider having open 

conversations. 

• Implement employee training on multicultural issues and 

embracing diversity in the workplace. 

• Work can be done from within the organization as 

opposed to bringing a consultant to train for a few hours. 

• “It is time for parents to teach young people early on 

that in diversity there is beauty and there is strength.” 

– Maya Angelou 



Transforming Educators Preparation 

• Transforming teacher and school leadership preparation 

programs that are equipped to educate diverse students. 

• Providing courses on a continual basis that will help ALL 

educators to speak “up” and “out” about racial matters 

and inequalities to their students because “stand-alone 

diversity courses are not enough. In addition, practicum 

experiences in diverse settings are not enough" (Johnson 

& Heimer, 2016).  
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