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Facilitator Agenda: Advancing Racial Justice 2025 Day #3
	General Materials Needed:
	Room Set-up:

	1 Set of Handouts per Person
Name Tags and Name Tents
Sign-in Sheet
Pens and Pencils
	Chart Paper
Markers
Post its
Index Cards 
	Round Tables
Projector, Screen and Speakers
Carousel stations and reporting stations around the perimeter
50 people

	Key Outcomes for the Day        
Understanding the indicators of becoming anti-racist
Understanding what Allyship Is
Applying Learning in a Case Study Format                    

	8:30-9:30 Getting Started 
9:30-10:15 Allyship
10:15-10:45 Nativism and Immigration Policy
10:45-11:30 Disrupting Microaggressions
	Ellen
[bookmark: _Int_XYbbz1A9]Matt & Greylor
Adia & Scott
Linda
	11:30 – 12:45 Practicing Becoming Anti-Racist
12:45 –1:00 Closing
1:00-2:00 Lunch 
	Bekah & Albert
Ellen


	Time, Slides, Facilitator

	Resources
	Instructions, Activity and Debrief (Facilitators)
	Outcomes and Essential Questions

	

	Charts, handouts, articles, materials, slide
	What are you saying, what are they doing, what questions will you use to guide learning and make clear the important points
Include an estimate for how long each section of the learning will take

	As a result of this section, what will participants know or be able to do? What questions will they be able to answer? 

	8:30-9:30  Ellen
	1 hour total - 15 Minutes Greet, Gather & Ground and Entry Activity
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	Welcome, 
overview of learning goals,
overview of days agenda, 
feedback on feedback and 
revisit community norms.

45 MINUTES
Affinity Groups re: Museum Visit


Facilitator Notes: When facilitating affinity circles – consider holding back on sharing until the participants have shared (be mindful of taking up the allotted time)

When 2 people are presenting and we are talking about tasks that we want participants to do...let’s use “we” instead of “I”

Consider including more movement in the morning of Day 3// we had t2 chunks of work with no movement



























	What have we been learning? What is working and what is not? 
What will today look like? 

	9:30 –10:15 Greylor and Matt
	45 Minutes Total –Planning and Prepping for Allyship 
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Actor to Ally to Accomplice Chart p. 54

The Action Continuum p. 59

So, You Call Yourself an Ally (Additional Resources)


Pre-Attendance
How to be an Ally if you are a person of privilege – section 7

Scaffolded Resources for White Allies
(Additional Resources)

Matt
11-16

Greylor 
17-19
	Matt begins
20 Mins intro and definitions –We are going to look at some continuums of growth towards becoming anti-racist.  The first we are going to look at is the actor to accomplice. In small groups, let’ do some talking and development of “indicators and definitions” for each of the following - Actor, Ally and Accomplice. They will take 10 minutes to develop their definitions.  
10 Mins Discussion and Sharing – Facilitator will take input from the room and THEN share the slide to see what the room added to or missed from the pre-written definitions on our slide – 


Share actor definition – discuss how was this similar or different from your thinking. 






Show What does it mean to be an ally? Video 





Share Ally definition and discuss how this was similar or different from your thinking. 




Share Accomplice Definition – Discuss how this was similar or different from your thinking. 



Greylor picks up
15 mins – intro, exploration, and report out – Find the Actor to Accomplice charts- p. 156 Let’s work for 10 minutes on your own, then come together with your triad for about 5 minutes to talk about what you are seeing.  - Read the descriptions for Actor, Ally and Accomplice in each of the following categories. Circle the description that best matches where you currently stand- what are you currently doing and THEN   Focus on what you might consider doing to move the next column. Give them cues for the 10 minutes on their own and then 5 minutes in small groups.  Then open up to whole room 


3 Minutes – Share video of 5 things to remember about being an ally and then share the following key ideas - Actor, Ally, Accomplice – it’s a continuum
Authenticity comes from actions not announcements.
7 Mins Whole Group Discussion:
What is surprising?
What do you think is missing?
How might you use this when you return home? 





 
	Participants will define and then assess where they currently stand as an Actor, Ally or Accomplice.

How do I support racial justice efforts?

	10:15-10:45 Scott and Adia
	30 Minutes- Nativism and Immigration Policy
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	What does it mean to be American?  

	30 Minutes Total - Nativism and Immigration 
SCOTT
2 minutes:  Introduction
One of the “weapons” White Supremacy culture uses to empower racist policies and structures is Nativism, which is defined as (Britanica.com)
Nativism is an ideology, governmental policy, or political stance that prioritizes the interests and well-being of native-born or long-established residents of a given country over those of immigrants, typically by advocating or enacting restrictions on immigration. Those who hold this view tend to reject or avoid the term nativist and instead identify themselves as “patriots,” “nationalists,” or “populists.” However, nativism is not equivalent to patriotism, nationalism, or populism; indeed, it has more in common with xenophobia and racism.

We’re going to start our conversation by watching a video that explains the racist history of U.S. immigration policies.

5 minutes:  Video
Show The Racist History of US Immigration Laws video - 5 min

5 Minute Table Discussion
1) How does US immigration policy and race intersect? 
 
2) How does the labor movement show up for immigrants in this country? 
 
3) How can we participate in or engage with authentically advancing
racial justice if your affiliate isn't all in?

ADIA                  
Introduce the next video: Let’s talk about how Nativism is impacting us today. The next video we are going to watch is about something called “The Great Replacement Theory.”

3  Minutes:  Video
Show Professor Larissa Myrick-Harris clip explaining the Great Replacement Theory in the context of Anti-Immigration policy and violence today.

5 Minutes:  Table Discussion Question
Modern Echoes: Looking at the landscape of 2026, how do current policies like denaturalization efforts or asylum holds mirror the 19th- century goal of protecting "long established residents" at the expense of human rights?

ADIA AND SCOTT
7 Minutes: Share and Discuss 
“What We Can Do” Slides.  Talk more in-depth about the following type of response we can take to resist and fight Nativism
· Being an Actor    Keep Informed, Sharing KYR Cards, Refuting Disinformation 
· Being an Ally:   Grocery Shopping, driving kids to School, passing out Whistle Kits, Opposing 287g Agreements, 
· Being an Accomplice: Canvassing Businesses, Migra Watch Patrolling

Key Points
· European colonizers of this land, and community descendants have maintained their dominant status by creating anti-immigrant policies
· Racial discrimination can be further complicated based on one’s immigration status
· We can act as allies and accomplices to protect immigrants in our communities by getting involved with immigrant rights work already going on. Look up online what’s already going on in your community and show up.
· Anti-immigrant rhetoric and policies are perpetuated by government and media endorsed fear of others in order to maintain the country’s white control over systems of power

	Participants will explore the concept of Nativism. 
















Participants have already seen another section of the video


	10:45-11:20 Linda
	35 Minutes - Disrupting Microaggressions 
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What can I Do at Work? 
P Additional Resources

Interrupting Microaggressions pg. 48

	2 Minute Intro – In a bit we are going to be exploring at one of the most prevalent forms of racism – the microaggression.  The other most prevalent form of racism is bias.  The research around our outward use of and acceptance of microaggressions says that they are the truest indicators of the unrecognized forms of bias we have.  Microaggressions are the manifestations of bias.  

3 Min video – Show video about how Microaggressions are like mosquito bites (2 minutes) 

5 min - Before we get started, take a look at this video, listen: How do you respond to microaggressions? https://youtu.be/C3LFB4mJ0DI

P. 44-45 have some good suggestions for disrupting common types of microaggressions



5 mins – Introduce 4 step method for interrupting some common workplace microaggressions.  
Interrupt, question, educate, ECHO if you are a bystander





Example - Wow, I can’t believe how well-spoken you are for an ESP Leader!
· Interrupt – why are you surprised? 
· Question –what were you expecting?
· Educate – When I hear that it hurts.  I am often 
discounted because of the job I have. No one can believe that I have a college degree or that I can read, write, and speak. 
· IF THERE WERE A BYSTANDER WHO DID THIS –
· Thanks for asking about that, it bothered me too. We need to have high expectations and high regard for each other – this work is too tough.
· 
30 min - Responding to Microaggressions
Often participants will tell us that they are uncomfortable with addressing microaggressions when they occur because they don’t know what to say.  Our next activity will give you the opportunity to practice what to say when you are a victim or witness to a microaggression.

 
1 min – Directions for Activity: The purpose of our next activity is to practice responding to microaggressions in a way that will ultimately lead to their reduction rather than reinforcement.  This is extremely challenging, because it is hard to respond honestly without leading other people to become defensive or hostile.
This activity involves three roles – speaker, responder, and coach and all members should have at least one opportunity to play each role.  The speaker is responsible for choosing a scenario (or making one up) and saying the remark that is a microaggression.  The responder is given the challenge of responding to the remark in a way that reduces the likelihood of future microaggressions, and the coach is a social observer who provides candid feedback on the strengths and weaknesses of the response.
To get the most out of this exercise, it is important to spend as much time as possible practicing rather than simply discuss microaggression reduction, and the coaches should be as open as possible in their feedback.  To begin the exercise, one person should play the role of the speaker, one should play the role of the responder, and the remaining group members should play the role of the coaches.  Let the conversation build for a minute or so before the remark is made, and let it continue for a while after the response is given.  Once the speaker and responder have concluded their interaction, the coaches should critique the response, and the roles should be rotated for another practice round with a new speaker and responder.  Do not worry about getting through all the scenarios or adhering precisely to the scripted comments – the scenarios are simply designed as icebreakers to facilitate the activity.

20 min to work through scenarios in groups of 4. Facilitators will visit each of the groups to make certain that you are spending your time role playing and not holding a discussion.  This is a time to practice so that you WILL know what to say.

We will now divide into four (4) person groups.  All group members should play each of the roles at least once, and that speaker should choose a new scenario with each rotation.


7 Scenarios
#1
Speaker: Union Membership Chairperson 
Responder: UniServ Director
Background: New Member Orientation meeting where the UniServ Director has been asked to speak.  You observe the membership chair ask a potential member the question.
Comment: “What are you? Where are you really from?”
#2
Speaker: Participant in a training session
Responder: Workshop Facilitator
Background: Break time during the training session and the participant comes over to talk about how great the training is so far.
Comment: “Someone asking to touch your hair because it is exotic.
 
#3
Speaker: A high school student
Responder: A teacher
Background: Comment was overheard during after-school study hall
Comment: “You must be good in math; can you help me with this problem.”
#4 
Speaker:  Your best friend’s co-worker
Responder:  A white bystander
Background: Comment was made by friend of a friend at happy hour.
Comment: “How do Black people feel about affirmative action?”
 
#4-a 
Speaker: A fellow colleague
Responder:  UniServ Director on the job for 5 years
Background:   Comment was made during lunch time with several people at the table.
Comment: “Of course she’ll get the promotion, she’s a minority.”
#5 
Speaker:  Union member
Responder: Union President
Background: Union member approached officer at the end of general membership meeting
Comment: Being told you speak English well when it is your first language.
#6 
Speaker: A middle-aged woman
Responder: Black woman 
Background:  Slightly busy hotel lobby with several people in line waiting to check in 
Comment: Being mistaken for someone in a service role.
#7 
Speaker:  A middle-aged uncle
Responder: A family member
Background: Comment was made during a family dinner in which the conversation turned to the topic of LGBTQ+ rights.
Comment: “All that lesbians need is a good-looking man to convert them.”
 
 
5 min - Report out on which responses were most effective, and which strategies might minimize resistance on the part of the “mosquito”.

Facilitator Note: The Suggested strategies we are looking for in report out are below.  If the groups do not come up with them on their own, then share with the group.
· Use questions such as “Why do you say that?” and “Do you feel that way about every person in that group?”
· Point out the difference between what the speaker said and how they behave or believe about themselves, “I’ve always thought of you as someone who is very open-minded”
· Tell the other person how you feel (it makes me uncomfortable to hear that) – it is a statement that cannot be refuted
· Approach the person with respect rather than indignation

Debrief questions:
Is the most effective response an immediate one, or is it better to wait?
Are public responses more effective than private responses?
Are there situations in which it is best to not respond?
· 

1 min -Key Points:
It is a basic human right to demand a safe space.
Remember that you have the power to control the situation through your actions and reactions.

Need more time for practice, spend less on set up.
Apology slide and how to do it is missing. 
Debrief slide is missing.
Perhaps think about refreshing a bit—more interaction if the set up isn’t shortened. We always think we can do this quickly. We can’t--but it is worth it because they NEED the practice. Share out of plans was INCREDIBLE.
	Participants will understand the link to bias and microaggression. 







Participants will practice interrupting microaggressions using a 4-step process. 

How do I begin to interrupt the cycle of racism in my everyday work?


	IN groups
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	BREAK


	11:20-12:30 Albert and Bekah
	70 Minutes -Practicing Becoming Anti-racist - Case Studies in Racial Equity
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	Case studies framework

Case Studies
	Ellen: Campaign Lab Pitch—explanation and ask

10 mins Introduction and Content Sharing of what case studies are and the 5 abilities we are working to cultivate - The case method enables us to practice stepping through a process of considering a range of perspectives and angles, to practice seeing the full complexity of school and classroom situations, and as a result to consider a more focused manner in how we might respond.

Cases do not have ONE correct answer or obvious solution. We learn to think carefully, to listen to the points made by others and to evaluate those arguments, to review alternative courses of action and their efficacy, and to interpret real-world experience.
The case method provides opportunities to bolster our abilities to think, teach, lead, and advocate more equitably and justly.

Equity literacy refers to the knowledge and skills we need as educators to be a threat to the existence of bias and inequity in our spheres of influence.  It refers to the knowledge and skills that prepare us to root bias and inequity of our classrooms, schools and communities.

Case studies allow us to practice what Paul Gorski of the Due East Educational Equity Collaborative calls the Equity Literacy abilities:
The purpose of the 5 abilities is to 
1) allow us to apply a strong equity lens to everything we do; and 
2) they provide an outline for what the thrust of equity professional learning ought to focus on important abilities:

· The ability to recognize even the subtlest bias and inequities.  Equity literate people notice even subtle bias in classroom materials, classrooms interactions and school policies and they reject deficit views that associate outcome inequalities (test scores, graduation rates) with students’ “mindsets” or “cultures” rather than disparate levels of access to resources and experiences in and out of school.
· The ability to respond to biases and inequities in the immediate term. Equity literate people have facilitation skills and content knowledge needed to interview effectively when biases or inequities arise in classrooms, faculty meetings and other contexts.  They also foster conversations with colleagues about bias and inequity concerns at their schools.
· [bookmark: _Int_MrWePXtg]The ability to redress biases and inequities in the long term.  Equity literate people advocate against inequitable school practices and identify ways to mitigate structural barriers that impede educational engagement.
· The ability to actively cultivate and sustain a bias-free and equitable school environment.  Equity literate people express high expectations for all people and demonstrate a willingness to withstand complaints about changes meant to redistribute educational access and opportunity more equitably.














5 Mins intro to - Seven Steps Script and Group Process -   These case studies can be viewed through the following perspective – we often must help the people in our locals to problem solve around difficult issues. These cases allow us to practice the coaching, questioning, and problem solving we might use with those people. This is a process to help you practice using your unique insights, your knowledge about public schools, and our expertise with school and classroom dynamics in order to respond as effectively and equitably as possible, to the types of bias and inequities that inevitable crop up our schools.

We go through these exercises as a group because it is important to reflect upon why people with different combinations of identities and life experiences might interpret the cases differently. 

Step 1 – Many biases and inequities students face in school are implicit and unintentional, hidden in day-to-day practices, school traditions, and quiet interactions.  It can be especially difficult to recognize the sorts of challenges students or families face when you have never faced those challenges yourself.  During this step, I urge you to read between the lines.  Practice recognizing conditions and contexts you might not usually recognize or seeing what you might be conditioned not to see.  Begin by naming biases, inequities, or otherwise troublesome conditions that are immediately apparent to you. Once you have a grasp of the more surface level dynamics, dig deeper.  Look for less explicit, not so obvious examples of existing or potential bias, inequity, stereotypes or presumptions. 


Ask yourself: What does the case tell us about school or classroom policy, about instructional or leadership practices, about individuals’ attitudes and perspectives that might hint at something deeper than surface-level biases and inequities?

Step 2 – The cases have at least a couple of obvious stakeholders who might have different perspectives on what is happening.  In every case, we should consider not only the people immediately involved, but also those within earshot and eyeshot.  

Start with the immediate participants and then, at the very least, the ring of constituents around them. 
Focus on marginalized communities and privileged communities. 
Then take it one step further. What if something was shared on social media – you have to consider the perspective of someone seeing this on SnapChat.

Step 3 – Our next task is to identify potential challenges and opportunities present by the situation.  Start with the individuals involved. Remember to use your analysis from Steps 1 and 2 to inform your assessment of challenges and opportunities.

Step 4 – Building on the understandings we have gained by talking stock of stakeholders’ perspectives and considering possible challenges and opportunities, we begin imagining positive and equitable outcomes. [take time to clarify difference between equity (fair) and equality (same)]. 
Remember to think both immediate term and long term. What can be resolved right now, on the spot, and what will equity look like once it is resolved? Consider long-term outcomes as well. And finally, be specific – identify very specific, on-the-ground outcomes, how specifically will things be different in the school or classroom if we commit to resolving the issue and all its nuances equitably?

Step 5 – We begin brainstorming strategies to get us there.

Step 6 – We develop longer term strategies often for more substantive change. Record whatever ideas come to mind.

Step 7 – During our final step, we craft our brainstorms into specific actions we believe will result in the equitable outcomes we outlined in step 5 – 
· What would we do in the immediate terms? 
· What would we do that might a little longer term equity project? 
· How would we respond to ensure, to the best of our knowledge and power, justice for everybody involved?
In summary, the point is not to memorize these steps or to step through them carefully in every instance, rather the ideas is to use them to practice our equity literacy skills by reflecting on classroom and school conditions through a social justice lens.  

Count off to 4 to get the groups assigned
30 Minutes – Teams will work on assigned cases and be prepared to share their findings. 
Albert begins here
30 Minutes – Group Reporting and Discussion
	Participants will practice identification of bias, response to bias, redress structural reasons, and plan active cultivation of anti-racist practices through a 7 step   case study process. 

How do we practice our learning so we can coach our locals through anti-racist work?

	12:30-1:00 Ellen
	30 Minutes Total -  Campaign Lab and Closing 
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	Overview of Organizing

5 mins – What would it take to achieve a systemic solution for all of these scenarios?

5 Mins – What or who is preventing you from achieving the solution?

10 MIns- what does NEA focus on – Strength and Growth
Growth is necessary but does not build power
Strength is the abitlty to win and is all about the structures taht build power

There are 3 theories of change

Only organizing builds power

Campaign Lab 
Campaign Coach



























































Closing asks
What will your workplace, locals, community look like after we have achieved Racial Justice?
· What is one thing you are going to do “tomorrow”?
· What is one thing you are going to do next month?
· What is one thing you might do in six months?
	

	1:00-2:00
	Networking, 2:00 PM Adjourn




Nativism: Does it make sense to include this map: Trump administration to suspend immigrant visa processing for 75 countries | Donald Trump News | Al Jazeera

Remember: break on day 3 is usually embedded in the campaign work. We do not need to build it into the activity. Helps with time which is often short on day 3. 
2026—Mosquito video was referenced, not watched. Not because it didn't work (it didn't) but because EVERYONE knows microaggressions. Keep in the image to fly through (no pun intended) and then move on to how to respond. 35-40 minutes is enough time if the activity is explained well. Groups of 3 make more sense.

From Ellen: Shrink the about you stuff. Safe entity is the identity wheel and intersectionality. Racial Anxiety COULD go. Move nativism to day one or day 2...

Then perhaps expressions of oppression. Start with identity... move into identifying terms...levels of racism... then maybe income and wealth then nativism. So do it at the system level—the steps. THen environment.

What could a possible direct action look like for working on these systems if your association worked towards action and change?

Centering equity in the campaign. 

If we are going to continue to do mixed spaces, we need to have the staff go in one space and members in another.

If staff-what is your role in this work

Non-violent civil action—women's washroom strike—san antonio pecan pickers

Scott’s video needs fixed.

Timeline of the history of resistance 

Check out November campaign lab training... 
Greylor’s in charge
Bekah will work on the timeline

	
	
	





image1.png
Your Experience with the
National Civil Rights Museum

Remember to sit with your
affinity groups to begin our day.

AFFINITY GROUP
CONVERSATIONS
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What is Nativism?

Nativism is an ideology, governmental policy, or political stance that
prioritizes the interests and well-being of native-born or long-
established residents of a given country over those of immigrants,
typically by advocating or enacting restrictions on immigration.
Those who hold this view tend to reject or avoid the term nativist
and instead identify themselves as “patriots,” “nationalists,” or
“populists.” However, nativism is not equivalent to patriotism,
nationalism, or populism; indeed, it has more in common with

xenophobia and racism.
Source: Britannica.com
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Community Agreements Pg 2
Awareness and Self-Knowledge
Listen for Understanding
Be Gracious
Stay Engaged
Be Open and suspend Judgment
say “"tell your truth
Seek Discomfort
Reach for Empathy
Expect non- Resolution and non-Closure
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3 Prevalent Theories of Change

Advocacy (relies on singular experts little risk required beyond them)

“Advocacy is the work of creating change through the actions of professionals or technical experts—
lobbyists, pollsters, lawyers, communication specialists, researchers. Advocacy relies on the expertise,
status, and know-how of these groups of people to make change. Advocacy usually happens in a closed-
door room; ordinary people play a small to nonexistent role in its efficacy. Advocacy has become a
dominant strategy for unions and liberals.”

Mobil
“Mobilizing, by contrast, activates an already-convinced membership. Mobilizing encourages those who

already support a cause or a mission to take action to defend their belief—for example, by attending a
protest, wearing a button, or signing a petition.”

ing (like a club, self-selecting, and typically those who are not risking much to participate)

Organizing (strategic, always inviting more, taking risks to expand, trust is built through action together)

“To organize is to build mass support and strength among ordinary people. Organizing draws its power
from working people’s biggest strength: our numbers. The work of organizing is systematic and rigorous: It
requires connecting with every single worker in a shop, every educator in a building, every building in a
district. Atits core, it asks people to understand their own agency and to make choices about how they will
exercise it.”
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Feedback on Feedback
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Your Words
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Interrupting Microaggressions pg. 48

Interrupt
Question
Educate

Echo- Bystander
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Overview Of Today’s Learning

Welcome & Introductions

Community Building

Setting the Stage

Talking Race
Actor/Ally/Accomplice
Interrupting Microaggressions
Being Anti-Racist
Case Studies in Racial Equity

Moving Forward

Closing
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Base Building Matters- Growth

We have to recruit 250,000 new members a year just to
maintain current levels of union density. (Necessary)

Member Recruitment is a year-round, critical strategy.
Maintenance does not build. (Not Sufficient)
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Racial Equity Tools

« Proactively seek to both eliminate systemic barrie
advance equity

« Identify clear goals, objectives and measurable ot

. Develop mechanisms for successful implementati

+ Aset of questions used to anticipate, assess and ¢
potential adverse consequences of proposed actions on
different racial groups.

ASET OF QUESTIONS THAT CAUSES PAUSES BEFORE ACTIONS
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Final Feedback for Advancing
Racial Justice

Give us

your
feedback!
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Affinity Group: National Civil Rights Museum

What was your experience with the
National Civil Rights Museum, and
how does it relate the type of self-

care you need when doing this type {33\ N'Re:H1]1]

of work?
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Discussion

How does US immigration policy and race intersect?

How does the labor movement show up for immigrants in this country?

How can we participate in or engage with authentically advancing racial
justice if your affiliate isn't all in?
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What do you think...

Actor IF YOU ARE NEUTRAL
Ally ON SITUATIONS OF
INJUSTICE, YOU HAVE

ESWEIEE CHOSEN THE SIDE
OF THE OPPRESSOR:
—~DESMOND TUTU
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What or Who is preventing you from
achieving this solution?
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What does it mean to be an ALLY?
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Actor

The actions of an Actor do not disrupt the status quo,
much the same as a spectator at a game, both have only
anominal effect in shifting an overall outcome. Such
systems are challenged when actors shift or couple their
actions with those from Allies and/or Accomplices. The
actions of an Actor do not explicitly name or challenge
the pillars of White supremacy which is necessary for
meaningful progress towards racial justice.
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Working on our Words

Using what you each have already recorded and the materials in
your handouts, craft some responses to your scenarios.

Your group has 30 minutes to practice interrupting
microaggressions.

Use the following resources in your Handouts
oTeaching Tolerance - 4 Step Pocket Cards pg. 46-47
oWhat Can | Do at Work —Scenario (Additional

°Interrupting Microaggressions pg. 48
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Ally

Ally is typically considered a verb - one needs to act as an ally, and can
not bestow this title to themselves. The actions of an Ally have greater
likelihood to challenge institutionalized racism, and White supremacy.
An Ally is like a disrupter and educator in spaces dominated by
Whiteness. Being an Ally is not an invitation to be in Black and Brown
spaces to gain brownie points, lead, take over, or explain. Keep in
mind that as White people, whether as an Actor, Ally or Accomplice,
we are still part of the 'oppressor class'. This means we have to be
very creative in flipping our privilege to help Black, Brown and
Indigenous peoples. Allies constantly educate themselves, and do not
take breaks.
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Accomplice
e em o ecampice sre mesnt to ety chllenge
institutionalized racism, colonization, and White supremacy by
blocking o impecing acist people, olices, and sructures. Realizing
that our freedoms and liberations are bound together, retreat or
withciawal in the face of oppressivestructures i not an option
Accomplices'actions are informed by, directed and often coordinatedt
with leaders who are Black, Brown First Nations/Indigenous Peoples,
and/or People of Color. Accomplices actively listen with respect, and
understand that oppressed people are not monolithic n their tactics
and beliefs. Accomplices aren’t motivated by personal guilt or shame.
Accomplices build trust through consent and being accountable - this
means not acting in solation where there i no accountabilty

[
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Whole Group Conversation
What is surprising?
What do you think is missing?

How might you use this when you
return home?
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Apply to be a Campaign Lab Coach

« Possess an organizing and
leadership mindset

« Attends campaign coach training

. « Coaches 1-2 local teams

(S ILETGR o Holds coaching calls, with team 2
Coach times a month

* Engages in peer problem
solving and coaching

+ Works with a mentor coach

https://forms.office.com/r/7yMBd7FLwM
e
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Key Points
Racial discrimination can be
further complicated based on
one’s immigration status.
We are all living on indigenous
land. i
The European Colonizers of this NO ONE IS
and and their descendants
have maintained their LUAL S
dominant status by creating WSTOLEN LV
anti-immigrant policies.

S —





image26.png
Disrupting "' : M ! ‘
Microaggressions “’nl?lt’ug

LRRAAY





image27.png
The
Mosquito
Bite

FOR PEOPLE WHO STILL DON'T THINK
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How Do You Respond
to Microaggressions?
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Example —
Wow I can't believe how well spokenyouare!
Interrupt-why ae you suprised?

Question -what were you expecting? 12N
Educate—When | hear that it hurts. 1am often  *fo., - s
discounted because of the color of my skin. o o s

IF THERE WERE A BYSTANDER WHO DID THIS -

‘Thanks for asking about that, it bothered me too. We need to have
high expectations and high regard for each other — this work i too
tough.
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Practice the Interruption

Read the Background - Who said what to whom
Speaker- responsible for acting out the remark
Responder - responsible for crafting a response
Coach — responsible for observing

Extra Credit — Try out the role of

being a Bystander in this scenario m
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Racism Interruption phrases to learn and use
That's not okay with me
I didn't realize you think that

I'm sorry, what?

Hold on. I need to process what you just said Avoid Sarcasm,
Snarkasm, and
the Land of

That's not funny

I find that offensive Passive-

What you just said is harmful Aggressiva

We don't say things like that here

Help me understand your thinking

I'm not comfortable with that
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Key Points. Itis a basic human right to
demand a safe space.
Remember that you have the
power to control the situation
through your actions and
reactions.

We all do it - own it, apologize
and stop it

Learn how to become an ally
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Break
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Practicing is not only playing your
instrument, either by yourself or
rehearsing with others - it also includes
> imagining yourself practicing. Your brain
forms the same neural connections and
g 3 muscle memory whether you are
imagining the task or actually doing it.

YorYo Mo

. AZQuOTES
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Practicing Equity
Literacy Abilities

sy |

Respondto inequity
Redress inequity

Actively cultivate equity

Sustain equity.
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Do I recognize even the subtlest bias

and inequity in my sphere of

influence?

o[ can’t respond to or redress an
inequity I don’t recognize
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When a bias or inequity becomes apparent in a
particular instance, do I have the skills and the
will to respond?

°Reactive, in the immediate term
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Discussion—Modern Echoes

Looking at the landscape of 2026, how do current policies
like denaturalization efforts or asylum holds mirror the 19th-
century goal of protecting "long established residents" at the
expense of human rights?
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Do I have the knowledge and skills to understand how
individual instances of racial inequity are usually related to
bigger sets of conditions related to individual ideology and
institutional culture? Am I able to redress those instances by
proactively addressing their root causes?
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Do I have the knowledge, skills, and will to apply an
antiracist lens to every discussion, every decision? Is
racial equity an add-on or afterthought or do I
actively cultivate it through every policy and
practice and throughout institutional culture?
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As we progress toward a full antiracist commitment, people
who are used to the advantage of extra access and opportunity
are going to complain and attempt to slow or reverse that
progress. Do I know how to sustain equity efforts in the face of
this push-back? Do I have the will to do so?
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Seven Steps for Case Analysis pg 56
Q,I/\ « Identiy the problem or problems posed by the case

7] - Take stock of varying perspectives

Y] - Consider possible challenges and opportunities

Y] + Brainstorm immediate-term responses

)

)

)

N imagine cquitabicoutcomes )
)

)

Y] = Brainstorm longer-term policy and practice adjustments

« Craft a plan of action

KEEE
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Case Studies
Equity Case Analysis Process p. 56

Staff Meeting Microaggressions p. 57

Staff Training p. 58 ™
Safe Space for White Members p.59 1
Use of Racial Slur p. 60
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Three Quick Thoughts

Is there anything that
you said or that you
heard that the room
needs to hear?
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How Can We be Accomplices in fighting
Nativism?

M I E RA > Cavass Businesses to Protect Customers and
Employees
w AT E H > Join or Start a Migra Watch Program and Patrol ICE

and CPB Raids
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Our Vision of Now and the Future

What will your
workplace, locals,
community look like
after we have
achieved Racial
Justice?
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Final Reflections

What is one thing you are
going to do “tomorrow”?
What i one thing you are
going to do next month?
What s one thing you might
doin six month?
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One Word

Thinking back to your core
value that you shared earlier
and today’s experience:

What is one word
that describes your
spirit right now?
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Winning Matters Most- Strength

Organizing is about

DUlAINg POWEL.

=
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Information and Application
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Debrief

* What did you find to be difficult?

+ Did you observe anything worth lifting up to the
group?

A reminder on apologies:

* An apology isn't just saying "sorry"--it also involves
changing future actions

* An apology doesn't demand forgiveness @
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Moving from Actor to Ally p. 54

Where Do You Want To Start?

Working in groups of three and using the Actor to Ally handouts

Circle where you think you are in each of the categories.





image38.png
How Can We be Actors to
support Immigrants?

> Keep Informed
© Become Famil

r with Key Terms and Policies
htps://wwwfreedomforimmigrants.org terminology

> Share Know Your Rights and "Legal Protection” Resources

o ACLU: htps://wwrw:aclu.org/we-have-rights
o Labor Notes hitps://wwwlabornotes.org/mmigration

> Refute Disinformation

- Fiction: The majority of immigrants being arrested, detained, and deported
are violent criminals

- Facts
© 93% DO NOT have a violent criminal record.
2 70% DO NOT have ANY criminal record
= Ofthe 30% who do have a criminal record, most are either traffic

violations or imigration status

 985% of targeted detentions and deportations are Black and Brown
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Advocacy is about using expertise of a few.

Mobilizing is about engaging the already
committed.

These are necessary, but not sufficient to
build the power we need.

e
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Exponential Base Building Matters
More

With high member
density, we can claim
the wins we dream
about AND control the
outcomes of those wins

across time.
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What would it take to achieve a systemic
solution for all of these scenarios?





