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Introduction
 ■ Definitions of what “responding” and “dynamics of race,” etc. mean

 ■ Real-time examples of racial climate/dynamics issues impacting today’s campuses

 ■ A focus on how to address structures, bias, practices, stereotypes, policies and competen-
cies, as well as how to add to and reframe the conversation

How to Do Self-Work
 ■ How campus professionals can do self-work to raise self-awareness and cultural compe-

tency before taking the next steps

 ■ Developing the skills to navigate racial dynamics

 ■ Exploring issues like internalized racism and collusion, liberation, common unproductive 
behaviors of white people, internalized dominance, white supremacy, ways that folks of 
color may perpetuate stereotypes, etc.

How to Develop and Deepen Capacity 
 ■ How to develop capacity to better engage when it comes to issues and situations such as:

 ○ Having conversations about race
 ○ Microaggressions
 ○ When things come up in class
 ○ Training concerns
 ○ Civil unrest – critical incidents
 ○ Campus protests
 ○ Immigration and undocumented students
 ○ International students

 ■ Featuring best practices from various campuses and ideas that raise the bar and build 
capacity on topics such as:

 ○ Positive responses to racial dynamics on campus
 ○ Capacity-building activities
 ○ Proactive programming
 ○ Hiring practices
 ○ Diversity councils
 ○ Onboarding students through orientation programs

Topics covered
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 ○ Systemic structural ideas
 ○ Professional development
 ○ Performance management
 ○ Train the trainers
 ○ Inclusion practitioners
 ○ Leadership development
 ○ Ally development programs
 ○ And more

How to Train Campus Constituents: Tools to Use
 ■ Case studies

 ■ Assessment frameworks

 ■ Suggested readings

 ■ Activities and exercises

 ■ Conversation prompts

 ■ Fact sheets/handouts

 ■ Worksheets

 ■ Intentional professional development plan and accountability structures

Topics covered
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inTroducTion

A South Asian-American student is asked by another student if she is carrying a bomb in 
her backpack. When she responds angrily, the student scolds her for not getting the “joke.”

A Latino student hanging posters for a residence hall event is mistaken by a white 
student for a custodian.

Campus security is called to the library to confront a group of African-American students 
because white students assumed they were not students and were there to cause trouble. 

Students of color protesting the lack of response to ongoing racial issues on campus 
force the resignation of the university president.

A white student, chanting racist slurs, pelts an international student from Hong Kong 
with eggs. 

An African-American administrator resigns after alleging he had been treated unfairly 
due to his race and the subsequent university investigation determines he was not 
discriminated against.

Three Muslim students are shot and killed near their Southern university campus.

A university and surrounding community continues to wrestle with the legacy of a Native 
American mascot, despite “retiring” the mascot as a representative of the institution. 

A university professor tells an Arab-American woman she is “too pretty to be wearing  
a hijab.”’

In response to ongoing racial incidents, students of color at campuses across the nation 
submit lists of demands to college administrators including common themes such as 
recruiting more faculty of color, recurring diversity training for staff, establishing a standard 
hate crime protocol, increased funding for offices and organizations serving students of 
color, and the development of curricula representative of diverse views and perspectives.SAMPLE



2 Copyright 2016 PaperClip Communications. All rights reserved.
This document should not be displayed or distributed  

electronically, including on any website.

©PAPERCLIP COMMUNICATIONS
125 Paterson Avenue • Little Falls, NJ 07424 • (973) 256-1333
www.Paper-Clip.com

Race Dynamics & Racism on Today’s Campus
Engaging the Community to Reduce Acts of Hate and Improve Cultural Competency

Despite claims that the United States has achieved post-racial status, racial prejudice and dis-
crimination continue to be all too common occurrences within higher education. While not nearly 
a complete list, all the events in the box happened on college campuses in the past five years. 

As members of college and university communities, how do we respond to the dynamics of 
race and racism on our campuses? While recent incidents and the resulting activism of the past 
few years might tempt us to take a reactionary approach, this binder represents an invitation to 
engage intentionally and thoughtfully in a transformational change effort.

We have assembled these resources from the reality that race plays a daily and pervasive 
role in how we experience the world—and how the world experiences us. From the written and 
unwritten rules of what it means to be “professional” to our expectations about the outcome of 
interactions with law enforcement, the dynamics of race are deeply embedded in U.S. culture 
and U.S. campuses. 

In order to respond successfully, we must acknowledge the impact of campus racial dynamics 
that privilege white perspectives and create hostile environments for students of color. Though 
current popular literature would have us focus on the grit and resilience of students who over-
come their situations to achieve their goals (Perkins-Gough, 2013), applying this framework to 
students of color diverts attention from the injustice of racism and the toll it takes. 

The More Things Change, The More Things Stay the Same
Desegregation, diversity, multiculturalism, intercultural competency, inclusive excellence, 

social justice; while the language and literature has changed over the past 50 years, very little 
else on our campuses has when it comes to racial dynamics. Look again at the boxed events on 
the previous page. While the incidents of racism and activism come from the current decade, 
they could very easily be examples from the 1980s (Hurtado, 1992) or 1960s (Farrell, & Jones, 
1988). Why has so little changed?

We often overlook the importance of self-work as part of the cultural competency change 
process, choosing instead to focus externally on organizational issues. Self-work is particularly 
critical for those of us who identify as white faculty, staff and administrators working at the vast 
majority of U.S. institutions, which were created by and for whites. 

inTroducTion
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Self-work is a critical and foundational step in building cultural competence to better engage 
dynamics of race on campus. Self-work can look like many things: 

 ■ Training

 ■ Reading

 ■ Getting feedback

 ■ Learning about others

 ■ Reflecting

 ■ And more

At the core of self-work is the belief in and commitment to consistent learning and reflecting 
to better engage in race dynamics. We have to see ourselves in this work. 

How do my experiences influence how I make meaning of situations?
How do my identities have an impact on my experiences?

Am I learning about self and others to promote equity and liberation?

Doing self-work is an exercise in engaging the head and the heart.

How Campus Professionals Can Do Self-work to Raise Self-awareness 
and Cultural Competency before Taking the Next Steps

Sue and Torino’s (2005) concepts of awareness, knowledge, skills and action provide a 
good framework to focus one’s self-work. Many times we go from awareness right to action. 
We learn about an incident or hear someone’s story, and with our best intention, we move to 
action. Yet, we may not have done sufficient work to build our knowledge and skills to be able 
to act effectively. 

Central to building awareness is developing a better understanding of who we are and what 
experiences we are carrying. 

What is my racial identity and how have I come to understand what that means for  
me and others?

This reflection goes beyond just being able to identify a label. We must learn what it means 
to have a racial identity personally and in context. 

How does my racial identity have an impact on my life? 

How To do self-work

SAMPLE
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Building our knowledge is the critical next step. We need to commit to building our knowl-
edge base by reading books, articles, blogs and anything else that helps us learn about our own 
identities, as well as others. We cannot rely on others, particularly those from minoritized racial 
groups, to teach us. We have to seek out sources that center the voices, stories, and experiences 
of people of color and bi/multiracial people. Learning about historical context promotes deeper 
understanding of current dynamics.

How To do self-work

2. KNOWLEDGE
 ● Information
 ● Dynamics – 

History, Present, 
Future

1. AWARENESS
 ● Who am I?
 ● What am I  

carrying?

4. ACTION
 ● Shifting the  

Status Quo

3. SKILLS
 ● Engage
 ● Diagnose
 ● Intervene

Develop a team of people to give you honest, critical, productive feedback. Self-work 
requires us to be authentically receptive to feedback. If we are worried about messing up or 
fearful of getting critical feedback, we will likely not be doing real self-work. Feedback is not 
failure. We can’t know all that there is to know and having people around us who give us feed-
back helps us know more.

Having an integrated approach to self-work will help sustain long-term commitment. Profes-
sional, personal, emotional and social arenas all require our attention. While the aim is not to be 
the exact same in each, there does have to be a willingness to engage in learning in each of them.

SAMPLE
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Developing the Skills to Navigate Racial Dynamics

Paying Attention as a Skill
Increase your awareness of what is happening inside of you and around you by using the 

skill of PANNING. Just as a movie camera “pans” the environment to see the whole picture, 
we need to continuously PAN all around us and inside of us as we increase our ability to notice 
the patterns of treatment and experiences of members of both privileged and marginalized 
racial groups. 

Knowing and Exploring Triggers
Being triggered is different than 

being bothered, offended, angered or 
irritated. Being triggered is an emo-
tional reaction to any internal or exter-
nal stimulus that causes some or all of 
the following characteristics: 

 ■ Unexpectedness, the person is 
surprised by the arousal of their 
feelings

 ■ Strong intensity of feelings, 
the person experiences their 
emotions as overwhelming and 
disproportionate to the original 
stimulus

 ■ Disorienting, the person is 
disoriented and distracted from 
the flow of the workshop and 
the planned agenda: “Stopped in 
their tracks”

 ■ Feeling out of control and 
overwhelmed by the situation

 ■ Feeling “de-skilled” and reacting less effectively

 ■ Requiring extra effort to manage the situation effectively (Obear, 2016)

How To do self-work

PAN: Pay Attention Now
 ● Intentionally observe and notice behaviors, 

comments, feelings, patterns of treatment 
and more. Wonder: is this an isolated inci-
dent or a possible pattern of experience?

 ● Avoid falling into the trap of making snap 
judgments or creating stories about what 
you see.

 ● PAN the specific details and facts of what 
you see, feel or hear.

 ● Describe what you PAN without any 
assumptions, interpretations, conclusions 
or prejudgments.

 ● Notice the group memberships of people 
involved as you PAN and describe the 
group memberships if the information is 
useful to the discussion.

Adapted from materials developed by Elsie Y. Cross and 
Associates Inc. 1994, Delyte Frost, et al.SAMPLE
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Knowing how to identify, navigate and manage our triggers is an essential skill in being 
able to effectively engage race dynamics. Learning about the triggering event cycle promotes 
our discovery of the roots of our triggers and how to better cope in the moment to engage more 
effectively and in line with our values. 

How To do self-work

Obear (2016)

The 
Triggering 

Event Cycle

1
2

3
45

6

7

Our cognitive, 
emotional, and 
physiological 

reactions are shaped 
by our interpretation 

of what we 
experience.

Our intrapersonal 
roots form a lens 

through which we make 
meaning of what we are 

experiencing.

A stimulus occurs.

The stimulus triggers 
our intrapersonal roots.

The intentions that 
fuel our reaction are 
influenced by how 
we make meaning 

of the situation.

We react to the 
stimulus.

Our reaction may 
be an additional 
trigger for others 

and/or for us.
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Common Patterns of Whites and People of Color

Some/Many Whites Tend to (consciously and unconsciously):
1. Believe they have “earned” what they have, rather than 

acknowledge the extensive white privilege and unearned 
advantages they receive; believe that if people of color just 
worked harder…

2. Not notice the daily indignities that people of color experience; 
deny them and rationalize them away with PLEs (perfectly 
logical explanations)

3. Work to maintain the status quo and protect the advantages and 
privileges they receive

4. Believe that white cultural norms, practices and values are 
superior and better

5. Internalize the negative stereotypes about people of color and 
believe that whites are smarter and superior to people of color

6. Want people of color to conform and assimilate to white 
cultural norms and practices

7. Accept and feel safer around people of color who have 
assimilated and are “closer to white”

8. Blame people of color for the barriers and challenges they 
experience; believe that if they “worked harder” they could 
“pull themselves up by their bootstraps”

Activity: Privileged/Marginalized 
Group Dynamics

Directions: Review these common group dynamics:
 ● Check-off any dynamics which you have observed or heard a credible story about.
 ● Make a note next to the different dynamics that you have personally experienced,  

felt or done.
 ● Add any additional common patterns/dynamics you have witnessed or experienced.
 ● Use responses to the worksheet to prompt dialogue, interculturally or within affinity 

caucus groups

q

q

q

q

q

q

q

q
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9. Believe that people of color are not competent and are only 
hired/promoted to fill quotas

10. Interrupt and talk over people of color

11. Resent taking direction from a person of color

12. Dismiss and minimize frustrations of people of color and 
categorize the person raising issues as militant, angry, having 
an “attitude,” working their agenda, not a team player...

13. Focus on their “good intent” as whites, rather than on the 
negative impact of their behavior

14. Focus on how much progress we have made, rather than on 
how much more needs to change

15. Want people of color to “get over it” and move on quickly

16. Get defensive when people of color express their frustrations 
with current organizational  and societal dynamics

17. “Walk on eggshells” and act more distant and formal with 
people of color

18. Segregate themselves from people of color and rarely develop 
authentic relationships across race

19. Exaggerate the level of intimacy they have with individual 
people of color

20. Fear that they will be seen and “found out” as a racist, having 
racial prejudice

21. Focus on themselves as an individual (I’m not racist; I’m 
a good white), and refuse to acknowledge the cultural and 
institutional racism people of color experience daily

22. Pressure and punish whites who actively work to dismantle 
racism to conform and collude with white racism; criticize, 
gossip about and find fault with white change agents

23. Expect people of color to be the “diversity expert” and take 
the lead in raising and addressing racism as their “second 
(unpaid) job”

Activity: Privileged/Marginalized 
Group Dynamics

q

q

q

q

q

q

q

q

q

q

q

q

q

q

qSAMPLE
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24. Minimize, under-value, ignore, overlook and discount the 
talents, competencies and contributions of people of color

25. Rephrase and reword the comments of people of color

26. Ask people of color to repeat what they have just said

27. Assume the white teacher/coach/facilitator/employee, etc. is in 
charge/the leader; assume people of color are in service roles

28. Rationalize away racist treatment of people of color as 
individual incidents or the result of something the person of 
color did/failed to do

29. Dismiss the racist experiences of people of color with comments 
such as: That happens to me too...You’re too sensitive...That 
happened because of _____, it has nothing to do with race!

30. Judge a person of color as over-reacting and too emotional 
when they are responding to the cumulative impact of multiple 
recent racist incidents

31. Accuse people of color of “playing the race card” whenever 
they challenge racist policies and practices; instead of 
exploring the probability of negative differential impact based 
on race, or that racist attitudes and beliefs are operating

32. If confronted by a person of color, shut down and focus 
on what to avoid saying or doing in the future, rather than 
engaging and learning from the interaction

33. Look to people of color for direction, education, coaching on 
how to act and what not to do

34. Compete with other whites to be “the good white:” the best 
ally, the one people of color let into their circle, etc.

35. If a white person makes a racist comment or action, 
aggressively confront them and pile on the feedback to distance 
from them and prove who is a better ally

36. Seek approval, validation and recognition from people of color

37. If confronted by a person of color, view it as an “attack” and 
focus on and critique HOW they engaged me, not my original 
comments or behaviors

Activity: Privileged/Marginalized 
Group Dynamics

q

q

q

q

q

q

q

q

q

q

q

q

q

q
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38. Disengage if feel any anxiety or discomfort

39. Avoid confronting other whites on their racist attitudes and 
behaviors

40. When trying to help people of color, feel angry if they don’t 
enthusiastically appreciate the help

41. Believe there is one “right” way, meaning “my way” or the 
“white way”

More Productive Actions:

1. Track patterns of differential treatment of people of color and 
intervene to stop inappropriate actions and educate others

2. Continually learn more about the experiences of people of 
color and racism

3. Recognize when people of color might be reacting out of 
cumulative impact, and offer space to talk about issues and 
their experiences

4. Analyze policies and practices to assess any differential impact 
on people of color and intervene to create change

5. Constantly track daily organizational activities to ensure 
fairness, respect and inclusion for all people with respect 
to group dynamics, communication, task assignments, 
professional development opportunities, decision-making, 
conflict management, mentoring, networking, etc.

Activity: Privileged/Marginalized 
Group Dynamics

q

q

q

q

q
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Some/Many People of Color and People who Identify as Biracial/
Multiracial Tend to (consciously and unconsciously):

1. Easily identify the “daily indignities” they experience and 
understand many of the dynamics of racism

2. Have an awareness of white privilege and the disadvantages 
they receive as people of color/people who identify as biracial/
multiracial

3. Feel angry about racism and the unjust treatment they receive

4. Feel hopeless and disempowered

5. Work to change the status quo

6. Fight back and resist the injustices they experience

7. Feel a heavy responsibility to be a “role model” and to 
help other people of color/people who identify as biracial/
multiracial to succeed

8. Clearly realize the negative consequences they will experience 
if they speak up and challenge racist dynamics

9. Feel pressure to conform, go along and “not rock the boat”

10. Fear losing what little access and reasonable treatment they get 
in racist systems

11. Overlook many of the daily indignities and racist dynamics 
they experience

12. Experience the “cumulative impact” of holding in their 
emotional reactions to the daily indignities in their lives

13. Internalize the negative stereotypes about their own group and 
other groups of color

14. Focus on survival in racist systems by assimilating, colluding 
and working within white cultural norms

15. Focus on the impact of negative comments or actions, 
regardless of the intent of the person

16. Be very cautious and reserved around whites

Activity: Privileged/Marginalized 
Group Dynamics
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17. See whites as members of the dominant group until individuals 
distinguish themselves as anti-racist and as allies working 
actively to dismantle racism

18. Possess and demonstrate greater cultural competencies than 
whites; they are often at least bicultural and know how to 
work within white culture and how to live within their own 
culture as well

19. Participate in “horizontal prejudice” and act out of prejudice 
towards other groups of color

20. Collude with the dynamics of racism as it plays out along the 
“color line” and more highly value those with lighter skin, 
more European features, “good hair,” “good English,” etc.

Developed by Kathy Obear, EdD, and used with permission

Activity: Privileged/Marginalized 
Group Dynamics
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