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Goals & Context for Session 

 Identify and explore aspects of white 
supremacy culture in our organizations and 
our role in maintaining it;

 Deepen our understanding of the impact of 
white supremacy culture; how does it shape 
healthcare disparities and policy and 
practice?  

 Identify best practices for interrupting unjust 
and oppressive practices and craft individual 
actions you can bring to your organization 
and your spheres of influence.



Inclusive Learning Community 

Practices
 We are engaged in an ongoing learning process together, beyond 

today’s session, there is always more to learn.

 Use statements that speak from your own experience.

 “Safe space” is not the same as “comfortable space” – challenge 
your learning edge in a non-judgmental learning environment 

 Take responsibility for your own learning.

 Allow for and respect multiple viewpoints and perspectives.

 Listen harder when you disagree.

 Maintain and sustain confidentiality – no attributions outside of 
session.

 Give each other permission to make mistakes and learn from those 
mistakes.

 Welcome conflict and discomfort, as they are signs of individual and 
institutional growth.

 Other additions?



Cultural Competency vs. 

Cultural Humility
“The traditional notion of “cultural competence” in 

clinical training as a detached mastery of a 
theoretically finite body of knowledge may not be 
appropriate for clinical education…we need to 
question its ability to address structural problems.”

“Cultural humility incorporates a lifelong commitment 
to self-evaluation and self-critique, to redressing the 
power imbalances in the client-clinician dynamic, and 
to developing mutually beneficial and non-
paternalistic clinical and advocacy partnerships with 
communities on behalf of individuals and defined 
populations.”

Danso, Ransford, Journal of Social Work. June 2016.



White Space, White Culture

In small groups/pairs/silently:

 Generate examples of “white space” and 
whiteness?  What does white space look 
like? Discuss institutional, professional context 
examples, personal examples

 Talk about what keeps white spaces 
white? What are the influences, forces, policies, 
practices,  that keep white space as it is, keep 
whiteness in place – what is the relationship to 
white supremacy?

 What are strategies to resist white space and its 
impact on those who are not part of the 
dominant group?



Components of White Culture

 White Culture defines what is considered normal – it creates the 
standard for judging values

 White culture privileges a focus on individuals (not groups). 

 White culture assigns a higher value to some ways of behaving than 
others. It often defines the “other” behaviors as dangerous and/or 
deviant.

 Decision-making often reflects white cultural assumptions about 
the primacy of individuals, standards of behavior and use of power 
“over” others.

 White culture values certain ways of knowing and not others. 

White Culture Worksheet developed by M. Potapchuk, MP Associates. Transforming White Privilege: 
A 21st Century Leadership Capacity, ©CAPD, MP Associates, World Trust Educational Services, 
2012 



Systemic & Institutional Inequity

 Systemic Inequity is distinguished from 
racial bigotry or prejudice by the 
existence and affirmation of institutional 
policies, practices and structures, 
workplace culture, which privilege 
dominant social groups (e.g. white, able-
bodied, English-speaking) and disadvantage  
marginalized social groups (e.g. 
communities of color, women, lower 
socio-economic). 



Characteristics of 

White Supremacy Culture
The characteristics listed below are damaging 

because they are used as norms and 
standards without being pro-actively named 
or chosen by the group. They are damaging 
because they promote white supremacy 
thinking. They are damaging to both People 
of Color and to white people. Organizations 
that are People of Color led or a majority 
People of Color can also demonstrate 
damaging characteristics of white supremacy 
culture. 



Short List of Characteristics:

Perfectionism

Sense of Urgency – immediate gratification

Defensiveness

Worship of the Written Word

Paternalism

Either/Or Thinking

Power Hoarding

Conflict Aversive

Individualistic

Right to Comfort

(From Dismantling Racism: A Workbook for Social Change Groups, by Kenneth Jones and Tema Okun, ChangeWork, 2001)



Strategies for Interrupting White 

Supremacy Culture

 How can your organization continue to build 
capacity to identify and address the impact 
of white supremacy culture?

 Examine Mission Statement and Core Values 
of organization – do these statements reflect  
match the organization’s practices, policies?

 Who fills leadership positions and decision-
making roles?  Whose voice is at the table?

 What policies and practices are in place that 
reflect an equity and justice framework?



Cultural Humility Involves:

 Cultural humility focuses on self-humility rather than 
achieving a state of knowledge or awareness – it asks 
that we be comfortable with “not knowing” in 
contrast to achieving “cultural competence”

 Asking questions of ourselves – this helps to disarm 
and interrupt bias and assumptions we may carry

 A practice of self-reflection, self-critique, and open-
minded listening

 Resisting the urge to personalize

 Naming power and oppressive practices

 What Else?  



Equality, Equity, Reality and 

Liberation



Courageous Conversations 

 Who do I need to be in order to engage in 
these conversations?

 What gets in the way of these 
conversations?

 How will you continue to talk about this 
body of work and practice with each other 
and in the everyday work of the 
organization? What do you need in order to 
do this?

 What is a welcome question among 
colleagues in regards to these issues?  



Commitment to Action 

One of the ways to sustain the ongoing work of interrupting 
white, dominant culture is to make personal and professional 
commitments.  We must identify and challenge organizational 
practices that perpetuate privilege and continue to 
marginalize underrepresented colleagues and clients.

This effort takes:

Self-awareness

Self-education

Courageous and Conscious Leadership 

Take a moment and respond to the following open statement:  

In the next two months, I want to accomplish the 
following in my work with colleagues and my 
organization…



Inspiration and Thanks…

“If you have come to help me, you are wasting your time. But if you have 

come because your liberation is bound up with mine, then let us work 

together.”

Australian Aboriginal Elder Lilla Watson

“At the risk of seeming ridiculous, let me say that the true revolutionary is 

guided by a great feeling of love. ... We must strive every day so that this 

love of living humanity will be transformed into actual deeds, into acts 

that serve as examples, as a moving force."

Che Guevara, Argentinian Marxist Revolutionary,

scholar, doctor, philosopher


