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Anne Phibbs, Ph.D. 

Anne Phibbs, Ph.D. 
•  Served as Director of the GLBTA Programs 

Office and Director of Education in the Office 
for Equity and Diversity at the University of 
Minnesota  

•  Served as GLBT Student Services Director at  
Metropolitan State University 
 

•  Founder and President of Strategic Diversity 
Initiatives 
 

•  Over 25 years experience helping 
organizations advance their equity, diversity 
and inclusion goals 
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Guiding Question 
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How are diversity and 
inclusion central to your work? 

Learning Objectives 
•  Understand what diversity means and why it is important 

in our lives. 
 

•  Understand the terms prejudice, discrimination, and 
bigotry. 
 

•  Understand how power, privilege, and oppression are 
central to the understanding of diversity. 
 

•  Understand the difference between equality and equity 
and consider how these terms relate to issues of 
diversity. 
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Agenda 

•   Social Identities 
•   The Case for Diversity and Equity 
•   Bias/Prejudice/Oppression/Privilege 
•   Micro-inequities/Microaggressions 
•   Implicit Bias 
•   Acting as an Ally 
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Understanding Diversity:  Social Identities 
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Race 
Ethnicity 
Age 
Socioeconomic Status (SES); Class 
Sexual Orientation 
Gender Identity and Gender Expression 
Disability 
Religious or Spiritual Identity 
Nationality (not an exhaustive list) 
 

The Case for Diversity 
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Being around people who are different from us makes 
us more creative, more diligent, and harder-working.  
-Katherine W. Phillips, Scientific American, October 1, 2014 

 
 

The Case for Diversity 
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Being around people who are different from us makes 
us more creative, more diligent, and harder-working.  
-Katherine W. Phillips, Scientific American, October 1, 2014 

 
Decades of research by organizational scientists, 
psychologists, sociologists, economists and 
demographers show that socially diverse groups 
(that is, those with a diversity of race, ethnicity,  
gender, and sexual orientation) are more 
 innovative than homogeneous groups. 
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The Case for Diversity 
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It seems obvious that a group of people with  
diverse individual expertise would be better than a 
homogeneous group at solving complex, nonroutine 
problems.  
 
 

The Case for Diversity 
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It seems obvious that a group of people with  
diverse individual expertise would be better than a 
homogeneous group at solving complex, nonroutine 
problems.  
 
It is less obvious that social diversity should work in 
the same way - yet the science shows that it does. 
 

The Case for Diversity 
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This is not only because people with different 
backgrounds bring new information.  
 
Simply interacting with individuals who are 
different forces group members to prepare better, 
to anticipate alternative viewpoints, and to expect 
that reaching consensus will take effort. 
 

The Case for Diversity 
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This is not only because people with different 
backgrounds bring new information.  
 
Simply interacting with individuals who are 
different forces group members to prepare better, 
to anticipate alternative viewpoints, and to expect 
that reaching consensus will take effort. 
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Understanding Equity:  Social Identities 

13	

Race, Ethnicity, Age, Socioeconomic Status (SES)/Class, 
Sexual Orientation, Gender Identity & Gender Expression, 
Disability, Religious or Spiritual Identity, and Nationality (not an 
exhaustive list) 
 
Our access to institutions like healthcare, housing, 
employment, and education, economic and political 
influence and power, land and other resources, and 
even our own bodies, children, and families has been  
greatly influenced by these social identities. 
	

The Case for Equity 
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Women represent about 5% of Fortune 500 CEOs.  
 
People of color represent approximately 4% of 
Fortune 500 CEOs.  
 
Therefore, only 9% of the biggest companies in 
the U.S. have CEOs who are not white men.  

The Case for Equity 
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The Southern Poverty Law Center (SPLC) is 
currently tracking more than 1,600 extremist/
hate groups in the country.   


The Case for Equity 

16	

Experts are predicting a serious shortage of paid 
caregivers for people with disabilities and the 
elderly, exacerbated by low wages, high turn-over, 
and challenging working conditions. 
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The Case for Equity 
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Hate crimes targeting U.S. Muslims rose 15% in 
2017, the second year of increases, according to 
an April 2018 study by the Council on American-
Islamic Relations (CAIR).   
   



The Case for Equity 
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According to the Trevor Project: 
 
•  Lesbian, Gay, & Bisexual (LGB) youth are 

almost five times as likely to have attempted 
suicide compared to heterosexual youth.  

•  In a national study, 40% of transgender adults 
reported having made a suicide attempt. 92% 
of these individuals reported having attempted 
suicide before the age of 25.    
  

 Bias and Prejudice 

19	

PREJUDICE:  preconceived judgment or opinion; an 
adverse opinion or leaning formed without just grounds or 
before sufficient knowledge 

 

  

 Bias and Prejudice 
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PREJUDICE:  preconceived judgment or opinion; an 
adverse opinion or leaning formed without just grounds or 
before sufficient knowledge 

 

Anyone can be biased or prejudiced for any reason, 
including around issues of social identities. 
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 Bias and Prejudice 
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PREJUDICE:  preconceived judgment or opinion; an 
adverse opinion or leaning formed without just grounds or 
before sufficient knowledge 

 

Anyone can be biased or prejudiced for any reason, 
including around issues of social identities. 

 

So someone with a marginalized identity (a person of color, 
someone who is LGBTQ, a woman, someone who has a 
disability) can be biased toward someone with a privileged 
identity (someone who is white, heterosexual, cisgender, 
male, does not have a disability). 

 

  

 Bias and Prejudice 

22	

PREJUDICE:  preconceived judgment or opinion; an 
adverse opinion or leaning formed without just grounds or 
before sufficient knowledge 

 

Anyone can be biased or prejudiced for any reason, 
including around issues of social identities. 

 

So someone with a marginalized identity (a person of color, 
someone who is LGBTQ, a woman, someone who has a 
disability) can be biased toward someone with a privileged 
identity (someone who is white, heterosexual, cisgender, 
male, does not have a disability). 

 

This bias can be hurtful and wrong,  
but it’s not oppression. 

  

 Oppression 

23	

OPPRESSION:  the exercise of authority or power in a 
burdensome, cruel, or unjust manner 
 

 Oppression 
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OPPRESSION:  the exercise of authority or power in a 
burdensome, cruel, or unjust manner 
 
Institutional Power + Bias/Prejudice = Oppression 
 
Oppression refers to the (historical) institutional & attitudinal 
barriers that have been applied unequally to the members of 
one social group over another. 
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 Privilege   

25	

If members of certain social groups face attitudinal, physical, 
economic, political, and educational barriers (e.g., people of 
color), then those of us not facing these barriers 
maintain rights, benefits – privilege – by virtue of not 
belonging to certain social groups (e.g., people who are 
white, male, heterosexual, able-bodied, etc.) 
 

 Privilege   

26	

If members of certain social groups face attitudinal, physical, 
economic, political, and educational barriers (e.g., people of 
color), then those of us not facing these barriers 
maintain rights, benefits – privilege – by virtue of not 
belonging to certain social groups (e.g., people who are 
white, male, heterosexual, able-bodied, etc.) 
 
The “other side” of oppression is not neutrality, it’s 
privilege.   

 Micro-inequities or Microaggression   

27	

http://www.microaggressions.com/


Each event, observation and experience posted is not 
necessarily particularly striking in and of themselves. 

Often, they are never meant to hurt - acts done with 
little conscious awareness of their meanings and 
effects.

Examples of Micro-inequities 

28	

A security guard approaches me at an upscale shopping 
district. I am the only black person sitting in the waiting area. 
I am waiting for a friend and have been sitting for two 
minutes.   
 
The security guard ignores the throng of people around 
me, comes to me and asks, “What is your business 
here?”  I am 31 and in Chicago and it made me feel like I 
was…nothing. 
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Examples of Micro-inequities 

29	

 
My boss isn’t around the business much.   
When he does come in, he firmly shakes hands with and 
looks into the eyes of every male employee. 
 
I, a female, am the manager of these male employees, 
and he asks me to make him a cup of coffee and tells me 
to smile more. 


Examples of Micro-inequities 

30	

Pretty much any time I leave the house in my wheelchair 
and go to a public place, people feel entitled to come up 
and ask me the most intrusive personal questions.  
 
On a weekly basis, someone asks me: “What’s wrong 
with you?” People frequently talk over my head to my 
friends or family members like I am mentally impaired.  
 
Many people have told me that they can relate to my 
disability because they were on crutches for several weeks 
with a sprained ankle or broken leg.  I’m 27 years-old.  
Makes me feel anxious, frustrated, angry, and sad. 

Examples of Micro-inequities 

31	

Coworker: So you were born and raised here?  
Me: Yeah. 
Coworker: And you're STILL Muslim?    
 
At my first day of training at a new job, where he was 
trying to explain that Islam "has too many rules" for an 
American to follow.  
 
It makes me feel sad to have to deal with more determined 
ignorance of Islam. 

	

Examples of Micro-inequities 

32	

“You’re not bisexual.  Bisexuality doesn’t exist.”   
A close friend when I came out as bisexual at 19.  
 
It took guts after years of homophobia from my family.  
 
Made me feel speechless, ashamed, angry. 
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Implicit Bias 

33	

Implicit bias refers to the attitudes or stereotypes that 
affect our understanding, actions, and decisions in an 
unconscious manner.  
 
Project Implicit, Harvard University 
Kirwan Institute for the Study of Race and Ethnicity  
Ohio State University 

Implicit Bias 

34	

Implicit biases are pervasive.   
 
Everyone possesses them, even people with avowed 
commitments to impartiality such as judges. 

Implicit Bias 

35	

The implicit associations we hold do not necessarily 
align with our declared beliefs or even reflect stances 
we would explicitly endorse. 

Implicit Bias Research 

36	

People of all racial identities demonstrate  
a pro-white and anti-black bias. 
 
People of all gender identities demonstrate  
a pro-male and anti-female bias. 
 
Most people demonstrate a bias against people with 
disabilities and people who are LGBTQ. 
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Acting as an Ally 

37	

An ally is someone who is willing to pay attention to – 
and take action around – the social, economic and 
political differences and inequities that attend to people 
based on their social identities. 

Acting as an Ally 

38	

Allies move past shame, guilt, and blame, working to 
understand how privilege works in their life, as well as how 
marginalized “others” are perceived through stereotypes 
and cultural myths. 



Acting as an Ally 

39	

“Being an ally” is an on-going process that involves self-
reflection, an openness to new ideas, a willingness to 
listen to – and believe - people’s lived experiences, a 
commitment to on-going education, and a willingness to 
take action and take risks. 
 

Questions? Comments? 

Licensed	by	J	Chilek	from	AdobeStock	
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 Thank You! 


Anne Phibbs, Ph.D. 
Strategic Diversity Initiatives 
anne.phibbs@strategicdi.com  

strategicdi.com 
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Certificate of Completion and 
Continuing Education Credit 
Complete a brief survey to request a Certificate  
of Completion and/or Continuing Education for 
this session: 
 
https://vte.co1.qualtrics.com/jfe/form/SV_aXFtW8mxr697RJz 
 

If you have questions or need assistance please email 
Rachel Brauner at rbrauner@ag.tamu.edu  
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Virtual Conference Evaluation 

After attending your LAST virtual conference 
session, please share your feedback: 
 
https://vte.co1.qualtrics.com/jfe/form/SV_9Y6Eh5VkcV0XsC9 
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NEXT SESSION 
Cultural Competency  
and Authentic Dialog 

militaryfamilieslearningnetwork.org/2018virtualconference		


