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NEW WORKSHOP

Building Ally Skills

AN

From: Sonia Cargan, Chief Colleague Inclusion & Diversity Officer
Andie Kortes, Senior Vice President, Colleague Talent &
Development

To: All American Express Colleagues

Date: June 10, 2021

Subject: Register for a Building Ally Skills Workshop



As we continue on our journey to ensure American Express is a place where
differences are embraced and every voice is valued, we bring you a new
workshop on Building Ally Skills.

This hour-long facilitated session is a follow-up to the Managing
Unconscious Bias Workshop. It's designed to help you develop a deeper
understanding and awareness of how to engage in effective allyship at work.

We'll be hosting a number of virtual sessions starting June 23 through
October 20, with options to accommodate for various time zones. Please
sign up for a session that works best for you. Please Note: While this
course is open to all colleagues, it is mandatory for all People Leaders
who must complete it by the end of November.

o Toregister, visit the Building Ally Skills Workshop page in Navigator.

« In advance of your session, download this resource. You can use it to
take notes during the session and leverage afterwards.

o Once you attend, you will be marked as complete in Navigator within
seven business days.

o For questions about the workshop, check out this FAQ.

Thank you for taking part in and leading the effort to create a more inclusive
culture that benefits everyone.

Interested in learning more?
Explore the 1&D Space for event replays and resources on everything from
inclusive leadership to managing unconscious bias, and more.



Building Ally Skills

WORKSHOP RESOURCE

INTRODUCTION

Allyship is the ongoing commitment to taking intentional, courageous action to promote
equity and advance a culture of inclusion at work. But what exactly does it mean to be an
ally? And what is the ideal outcome of allyship behavior? Drawing together research in
identity formation, helping behaviors, and organizational climate and culture, Paradigm's
"Building Ally Skills at Work" equips participants with a framework and tools to be an effective
ally in the workplace. Participants will learn how to develop their ally skills through self-
awareness, everyday interactions, in-the-momentinterventions, and ongoing advocacy.
Participants will also learn what they can do to keep learning and continue their journey
toward effective allyship.

This resource is to be used alongside the Building Ally Skills workshop. It is divided into
three parts:

1. Pre-work: These are recommended resources to get you thinking about allyship (and
related concepts) and prepare you for the Poll Everywhere prompts during the session.

2. Session guide: Includes key terms and concepts, as well as prompts for reflection
and discussion. Use the space provided to record your notes and reflections throughout
the session.

3. Post-workshop: The end of this resource includes space to record a commitment to
growing your ally skills, a summary of strategies from the workshop, and some additional
resources. There is also a handful of scenarios to specifically continue discussing and
practicing a key ally skill, “Speak Up & Act.”
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PRE-WORK

To prepare for the workshop, please read/watch some of the resources below:

Blog post from Paradigm'’s Natalie Johnson and Evelyn Carter, PhD, “Building Effective
Allyship Skills is Critical: Here's How You Can Start” (5 minute read)

TED talk from Dr. Dolly Chugh on embracing discomfort and learning from mistakes:
"How to let go of being a 'good’ person - and become a better person.” (15 minute watch)
Video of our colleagues talking about the ways bias and inequity can show up and
undermine a sense of belonging, “Why Belonging Matters” (3 minute watch)

)IAM Colleague Experience

EX Group 5 paradigm



SESSION GUIDE

Use the space provided to record your notes and reflections throughout the session.

WHAT IS ALLYSHIP AND WHY IS IT IMPORTANT?

Allyship (v): committing to ongoing learning and taking courageous action to create a more
equitable and inclusive world.

Marginalized group: any group that is underrepresented, stigmatized, or otherwise
undervalued in society.

Privilege: a special right, advantage, or immunity granted to one particular person or group.

ACTIVITY —= INTRODUCING PRIVILEGE AND IDENTITY

Create your own identity map.

Example social
identities:

Race, sexual
orientation, body
type, religion,
disability status, age,
gender identity,
citizenship

For each identity, ask
' yourself, “How often

am | aware ofthis

identity at work?"

- Notat all
- Somewhat
- Almost always
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HOW TO PRACTICE ALLYSHIP
Allyship Skill 1: Be Personally Committed

Key terms or concepts:
Extrinsic motivation: | should be an ally because other people say it is important.
Intrinsic motivation: | should be an ally because it is personally important to me.

Reflection/discussion:
Why is learning ally skills important to you?

Allyship Skill 2: Embrace Discomfort

Key terms or concepts:
“To be an ally means to be willing to value justice over comfort.”
- Karen Suyemoto, PhD

Reflection/discussion:
What does discomfort feel like for you?

Allyship Skill 3: Notice Inequity

Key terms or concepts:
Unconscious bias: assumptions we make as a result of the brain's tendency to take mental
shortcuts, which can lead to systematic errors in decision making.

Systemic bias: a system in which public policies, institutional practices, cultural
representations, and other norms work in various, often reinforcing ways, to perpetuate
group inequity.

Reflection/discussion:
What resource(s) have helped you or could help you increase your exposure and learn about
different groups in society?
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Allyship Skill 4: Amplify the Conversation

Key terms or concepts:
Amplifying is not about the ally. Avoid pitfalls like giving unsolicited advice or opinions,
expecting praise or recognition, and getting defensive.

Notes:

Allyship Skill 5: Speak up & Act

Key terms or concepts:

Knowing when to speak up involves considering context — such as who is in the room.
Acknowledging that no situation has a one-size fits all solution, this flowchart is a helpful
starting place.

Is the impacted person

or group present?

If yes... If no...

Trust is required to
make this work!
Are they

speaking up?

Ifyes... If no...

Notes:
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POST-SESSION WORK: KEEP BUILDING ALLY SKILLS!

Identify the ally skill you want to grow. What is one way you can commit to doing so?

Additional Resources

e Keep the conversation going — Encourage your team members to attend this workshop,
and use this resource to guide team discussions, share learnings, and identify team-
specific commitments to build ally skills.

e Keep learning — Access additional content in our |&D Square space and watch recordings
of past workshops like Belonging at Amex and Managing Unconscious Bias.

Building Ally Skills
Scenarios for Sustained Learning

We encourage you to continue the conversation after your allyship training. Use the scenarios
below to specifically continue discussing and practicing the skill, “Speak Up and Act.” Discuss
these scenarios with a colleague or with your team. See page 10 for recommended responses
for each scenario.

Scenario: Reduce Job Requirements

You are a hiring leader with a team of 15 direct reports and two open roles on your team. You
are very aware that your team is not as diverse as you would like it to be, and you've been
working with recruiting to attract a more diverse pool of candidates; however, during the first
round of interviews, you notice that you have a homogeneous group of applicants.
Frustrated, you complain to a fellow peer that you want to diversify your team but aren't sure
what else you can do. Your peer responds that you'll probably have to lower the bar and
change your standards to get the diverse candidates you want. How could you respond?

Remember to: And consider:

e Appeal to shared values e Impactv.intent

e Suggest alternative perspectives e Avenue and timing of feedback
e Ask probing questions e Status dynamics
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Scenario: Meeting Dynamics

You are ina Webex meeting with senior leadership to discuss the previous quarter's earnings.
Two of the senior leaders in the meeting are dominating the conversation. Specifically, you
noticed that when Lauren, an Asian woman, shared a perspective that it was brushed aside,
yet when it was shared later by someone else, the point of view was received positively. After
Lauren was ignored, she turned off her video and muted herself and didn’'t engage further.
What could you do both in the moment and/or afterwards?

Remember to:

e Appeal to shared values

e Suggest alternative perspectives
e Ask probing questions

Scenario: Supporting Religious Practices

And consider:

e Impactv.intent

e Avenue and timing of feedback
e Statusdynamics

You lead a large and diverse team that is dispersed around the world. Your office has recently
hired Asim, a devout Muslim. Asim requested to be allowed to practice his religion at work in
the form of meditation and prayer while on scheduled breaks, and you agreed. Then
yesterday, he was seen washing his feet in the employee restroom sink. Several employees
complained to you that this is unsanitary and that nobody should be washing their feetin a
public sink. You asked your Colleague Strategic Partner for insight and was told that before
prayer, many Muslims wash their face, hands and feet with clean water. In public places, this
washing is sometimes performed in a restroom sink, since there are often no other facilities
with running water available in the office. How would you handle this situation?

Remember to:

e Appealto shared values

e Suggest alternative perspectives
o Ask probing questions

IAM Colleague Experience
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Strategies for Building Ally SkKills

Be personally

CnMm [sa 3

33
HoLed

()

Speak up Embrace

and act discomfort

Continuous
Feedback

Notice inequity

How do You Speak up?

Remember to: And consider:
Appeal to values e Impact vs intent
Suggest alternative e Avenue and timing
perspectives e Statusdynamic
Ask probing

questions




Building Ally Skills
Scenarios for Sustained Learning - Recommended Responses

Scenario: Reduce Job Requirements

Appeal to shared values. As the hiring manager, it's imperative to reinforce that Amex stands for
inclusion, and so do you. You can assume positive intent but focus onimpact. For example, "l hope we
both believe in embracing diversity, and | imagine your suggestion was meant to be helpful, but the idea
that we should “lower the bar” for diversity is actually wrong and offensive."

If the moment calls for it, share something that you've learned on your allyship journey. For
example, "l learned recently that even when qualifications are consistent, marginalized candidates are
often held to a higher standard and penalized for not meeting it, while folks who are already well-
represented have an easier time getting hired."

Suggest alternative perspectives. For example, "Have you considered we might need to hold ourselves
to a higher standard? In order to get the best talent, we need to prioritize diversity and make sure we're
casting the widest net possible."

Scenario: Meeting Dynamics

Consider timing and status dynamics in the moment. When you notice a misattribution, you must
speak up — especially as a leader. In the meeting, say something like, "I love that idea. Lauren raised the
same point earlier, so | want to make sure we give her a chance to share more about her perspective.”
Check in with the impacted person. Reach out to Lauren during the meeting via private chat or
immediately afterward to let her know that you noticed the behavior and that you are available to talk if
she wants. Make sure she knows you value her perspective and contributions and want to make sure
she gets credit for them. Prioritize the agency and psychological safety of the impacted person; for
example, if you want to share feedback with the meeting moderator and/or the person who took credit,
ask Lauren how she'd like you to advocate, if at all.

Appeal to shared values; assume positive intent but focus on impact. Reach out to the person or
meeting leader to give feedback, especially if you've noticed patterns of misattribution in other
meetings. For example, "You may not have realized this, but there have been a few times when someone
else has shared an idea that has later been attributed to someone else. Perhaps we can establish some
meeting norms that will hold us all accountable for attributing ideas correctly."

Share something that you've learned on your allyship journey to bring others with you. For example,
"l recently learned that women, and particularly women of color, often have the experience of their idea
being attributed to someone else. Not only does it contribute to feelings of invisibility and make it harder
for their voices to be heard long-term, we're missing out on their great ideas, which will limit us from
delivering our best work as ateam."

Scenario: Supporting Religious Practices

Appeal to shared values; consider avenue and timing. Remind folks that we're committed to creating
a welcoming and inclusive culture where people of all religions can thrive and educate others on what
you've learned from the HRBP. 1:1is a great avenue for these conversations; they don't need to take
place in a large team meeting with Asim present -- unless the person brings up the concern there.
Check in with the impacted person - in this case, Asim. As Asim's manager, you want to make sure he
isn't being bullied or harassed by others. Perhaps that sounds like, “I want to make sure I'm doing
everything | can to accommodate your religious practices and make you feel supported on our team. If
you need support navigating this with others on our team, please let me know.”
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REFRESHER

WHEREWELEFT OFF...

Our Framework to Promote Racial Equity and Progress

INDIVIDUAL | TEAM | COMPANY | COMMUNITY

» Engage in the difficult
conversations,
acknowledge the
discomfort

» Practice reflection &
active listening

» Self-education on how to
be a better ally

» Foster new diverse
relationships socially

&= ENTERPRISE

(EXPRIESS

» Facilitate & encourage
continued dialogue

» Support education on
systemic racism &
inequality

» Plan racial equity-focused
team events & speakers

» Participate in Amex affinity
groups & GCO diversity
events

COUNSEL GROUP

AM

EX

» Leverage SME expertise to
assess company-wide
activities through an 1&D
lens

» Influence Al Principles
adoption

» Influence & support
Technology's 1&D
program

» Influence & support
GSM'’s supplier diversity
program

Q

» Foster new diverse
relationships socially

» Participate in & volunteer
for I&D pro bono activities,
utilizing SME expertise
where possible

» Give2Gether

» Participate in mentorship
programs
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The Mission -

What are we doing here? Why?

&
6-0

Promote anti-racism,
raise awareness and create space
for an ongoing dialogue about racism
for the purpose of empowering ECG
colleagues to take actionand makepositive

e~

change
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Enablers & Supports - How are we getting there?

Z:é Here is what we have:

Commitment from Leadership “isten. learn

take action, fail
forward and
repeat”

Commitmentfrom Team

Commitmentfrom You

[m —=]
[m —=]

o=|Here is what we'll provide:

Facilitate collective ownership
Tools, opportunities and resources
Individual and team participation opportunities
Feedback loops

A focus on the Mission
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Action - What's Next? }}l

INDIVIDUAL: Resources Listing
- Mixed media resources for individual team member consumption.

- See Appendix for our start.

TEAM: Rapid Response Small Group Dialogues
-Small group cohorts
- Attend select GCO/Amex D&l events and activities
- Cohortsto meet and discuss learnings
- Share with larger group

COMPANY: Company and GCO Event Listing
- Highlight all of the racial equity, diversity and inclusion events and activities

enterprise-wide

COMMUNITY: Outreachand Education
- Curate and share external opportunities listing
- Feature colleagues' efforts in their respective communities
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Expﬁasg O Volunteer Opportunities — help needed

\\\\\\\%\\B O General — ad hoc

/\\ m} Q External ResourcelListing — Clean up, maintenance and presentation

/ O Internal Resource and Eventcoordination — Help us compile and track

current Amex 1&D initiatives and other Amex groups (Give2Gether, Pro
/ = Bono, Serve2Gether, etc.)

oo

E)‘F’RESS

\ 0 This Month's Homework Assignment:

O Takealook —Resource Listing
0 Check out (read, listen, explore) at least 1 resource
O Listentothis Podcastfrom Dr. Brene Brownon "Shame and

Accountability": https://brenebrown.com/podcast/brene-on-shame-

and-accountability/
O Meetand Discuss. Meetwith assigned cohort before next ECG meeting.

(cohortto be announced; we will provide you a discussion framework to guide you along).
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Anti-Racism

“No one becomes “notracist,” despite a tendency
by Americans to identify themselves that way. We
can only strive to be “anti-racist’ on a daily basis, to
continually rededicate ourselvesto the lifelong task
of overcoming our country’s racist heritage.

We learn early the racist notion that white people
have more because they are more; that people of
color have less because they are less. | had
internalized this worldview by my high school
graduation, seeing myself and my race as less than
other people and blaming other blacks for racial
inequities.

To build a nation of equal opportunity for everyone,
we need to dismantle this spurious legacy of our
common upbringing.”

In order to do this, we have to educate ourselves.
We can learn about covert white supremacy, follow
organizations leading the way for racial equity and
justice, watch films, listen to podcasts, and read
books. This doesn’t need to be seen as a chore,
but can instead be seen as an opportunity — an
opportunity to better understand ourselves, love
our neighbors, and become the change we wish to
see.” |

-Professor Ibram X Kendi

et Bloo
]

Tha beauty of anti-racism is thal you ton't have to
pretend 1o be froe of racism to be an anti-racist, Anti-
racism is the commitment to fight tacism wherever you
find it including in yoursell, And it's the only way forward.




Being a good Ally...

READING THE SIGNALS

ALLYSHIP DVRING RACE CONVERSATIONS

|
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AN oPPORTUNITY To
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LISTEN - PODCASTS

Lynching in America
Code Switch by NPR
"A Decade of WatchingBlack People Die"
Justice in America
Bevond Prisons
Ear Hustle
Radical Imagination by Angela Glover Blackwell

Groundings

Mr. Graham and the Reasonable Man by More Perfect
In Black America by NPR |

~ The Anti-Racism Prgject
Hidden Brain: Podcast
Mirrors and Windows (Intervuew with Derrlck GavLEd D.,)
Code Switch: Podcast

Pod Save America: Podcast
1619 on Apple Podcasts.

https://podcasts. apple. com[Us[podcast/lGlQ/:d1476928106

Intersectnonahty Matters' on Apple Podcasts

>
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- EDITORIAL - OPINION

Opinion pieces

> h“[DS //WWW. vvashmsztonpost com/outlook/scrubs- everyvvhere arturo
holmes/2020/07/10/9e10b0e0-c095-11ea-b4f6-

b39¢d8940fb_story.html?fbclid= [WARlxpCXRGthIcWClWSZWam PSw
MGeP P6Gr33F ITQYEDrISIFFD3Ao9nk

- » https:.//www . washingtonpost. com/ oolmons/ 2020/ 06/ 0b/ dear white-

people-please-read-white-
fragility/?fbclid= IWAR_ZghDY6b6SW§1JEgCttSvthQXEEsdlFOQg\/wY\/EAsY
1ym33 -9UeEYbbMA ~

https: //vvvvvv refinery29.com/en- us/ZOZO/ 05/ 9841376/ black trauma

george-floyd-dear-white-
people?utm_source=facebook&fbclid= IvaRlCAISOoRBCArgu_u_Z_E_QM

f asmr\/quSmBsBZD\/tC\/ILEPFP9tcnd1 0




BOOKS
Books (Remember — try to buy books from black- ovvned bookstores or ~
mdependent bookstores when poss&ble/feaSIble) ' ~

~ Stamped from the Beg innin
Stampedfromthe Begmnngemm

How to be an AntiRacist o
- WhyI'm nol onger Talking to White People about Race

TheFirels Upon Us: James Baldvvm Wllham E. Buckley Jr. and the Debate
~over Race in America o . |
~ When Affirmative Action was W,hlte




ONLINE and SOCIAL

» Mena Fombo No. You Ca__gt Touchmy Halr TED Talk -
- Howard Stevenson: Howto Resolve Racially Stressful S|tuat|ons ED Talk
Conversationwith Beverly Tatum: YouTube , f |
> Conversationwith Robin DiAngelo - White Fragility: YouTube | .
- Renni Eddo-l odge: What HaDDens when [try to talk to Race Wh|te Peoole :
YouTube ~

Tastethe Nation: lntervnevv with Padma Lakshm| |
Race: The Powerof an lllusion o

'l Am Not Your Negro": IMDB.com ‘ | ,
> https.//www.ted.com/talks/ibram x_kendi the difference between bemg__;f

not_racist_and antiracistfbclid= IwARO3b70ndo49ryma E_C.S_mX9‘EC7YﬂFQ__~,
7k9_bztAldI_N\/nl9QLJCAWLpOZQQWY ~ |

> Bryan Stevenson We need to talk about an injustice ;
https://www.ted. com/talks/bryan stevenson_we need to_talk about an

mustlc

> Infographnc/l—'lovv Charts

http [/ \WWW. phllrppelazaro com/nevv blog/ant raccsmﬂovvcharts

- SOCla|Medla Resources/Recommendatnons .
_I_Ds [/ WWW, msxdehook com/artfcle/advsceﬁo b|ack -voices- -social-

h‘r‘r V '- / ll nl,( i rm‘ |l “ « AM nrl\/‘r ]



 ARTICLES

 Articles

Chlldren are not Colorblmd -

20 Questions for Those Who Deny Svstemlc Ramsm
Race/Related Newsletter: NY Tlmes '

The Intersectionality Wars ,

Whatis Owed: NY Times

annleged by NBA player Kyte Korver

Resmaa Menakem ‘Notice the Rage, Notx‘ce the Sllence
For Our White Friends wanting to be Alha__

“Mapping Police Violence"

‘Police Shootings Database’ by The Wash ington Post
'Hate Crimes in the United States” by Erin Duffin, Statista

» "Fighting Police Abuse Community Action Manual” by the ACLU

» Thggzasefor Reparations by Ta-Nehisi Coates, The Atlantic
> "B0 Artists Interrogate 25 Years of Police Brutahtv by Antwaun Sargent, Vice

» http_ s://au.news.vahoo. com/c;ommon mlcroaggressmns m_y not- aware-
771000423 html7soc src=social- sh&soc trk-—ma f
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Orgamzatlons

Follow, support, and get involved, such as becommg a member/volunteer or startmg a
chapter, with organizations, which promote and create racial equity and | ustsce
Blacklives Matter
ARTE “
Campaign Zero

National Police Accountability Project
Black VtSlons Qollectrve |

NAACP
- Color of Change
- Race Matters Institute
The Antiracist Research & Policy Center ‘
Prison Policy Initiative
The Sentencing Project
~ The Audre [ orde Project
Black Women's Blueprint
Colorlines

Equal Justlce‘lmtlatrve (EJD

- The l eadershi om‘erence on C!vﬂ & Human Ri ht
MPowerChang
RAICES
Sﬂovvmg Up for RaCtal Justice (SURJ)
SisterSong
United We Drea_m
 Take Action Inc. | |
“28 Organizations That Empower Black CQmmumtleS by The Huffington Post
Other Anti- ramst@ggamzat(ons o
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 Parenting

10 Ways to Be an Anti-racist Parent
How to Diversify Your Child's Bookshelf
0 Why and Howto Encourage Cross-Racial Friendships amongChtldren
ADL: Talking about Race with Kids |
The ABCs of DlverSltv Helping Kids (and Ourselves') Embraoe Our
Differences |
These Books Can Help You Explain Racism and Pmtestto Your K|ds
o Ialking About R_Q_e (Natlonal Museum of Afrlcan American Hlstorv&
Culture) -
Talking fo Children after Racial Inc;dents (Penn G_S_E) o
”Commg;Tog_ther Standmg_uo to Racism" QA CNN/Sesame Street Tovvn .
Hall




COMPILATION S

> m_tgs_adggs_ggggl_e_com/m_menzz [1BRIF2 the8 sggHae VIBO-

htt S / nmaahé.si.edu/learn[ta lking -abog;-ra_cg

https: //bookrlot com[2019[04[ 19[afrlcan -american-
~ classics/amp/?fbclid= IWAR1I3IumeIn77 W|KP5tBKIWmeme9y4ouwagQOb1WhASIOz~
xdZK9LHE '

https: www—es uwe—
: com cdn am ‘




A Conversation about

Race in America

Reflecting on our History and
“the American Dream”

Thursday, September 24, 2020
10-11amET
Join the Live Video Web Siream

Our Conversation Series addressing race in America continues with an
exciting event.

We're pleased to welcome Khalil Muhammad. Harvard professor and
former Director of the Schomburg Center for Research in Black Culture (a
division of the New York Public Library and the world's leading library and -
archive of global Black history) for a fireside chat with Vince Hudson, Semﬂsr ”
Vice President, Global Advertising and Brand Management

Please join Khalil and Vince as they dive into our history as a nation and how -

the past can inform our future, particularly as it relates to the current
conversation around race in corporate America.

Colleagues are encouraged o sul




| Understanding Systemic Racism in theUsS. .

WHAT IS
SYSTEMIC RACISM?

Systemic racism refers to the
policies and practices that
unfavorably impact racial
minorities. It's built into places
like our education, housing and
healthcare systems and affects
our Black and African-American
colleagues’ everyday lives.

Although Jim Crow laws ended
in the 1960s and legislations like
the Voting Rights Act, Civil
Rights Act and Fair Housing Act
were enacted, inequalities
continue to persist.

The examples to the right are
just some of the ways in which
systemic racism exists in U.S.
society today.

ANERICAEEXPRESS

Examples of Systemic Racism

EMPLOYMENT & WEALTH

Black and African-American college graduates are
twice as likely' to be unemployed a year after
graduating and “ to be called back
for job interviews. {Since the 1960s, Black and

African-American unemployment rates® have been
twice as high as white unemployment rates.)

Historic redlining* made homeownership (the top
contributor to household wealth) difficult for Black
and African-American families. Now, inequality

persists in the form of predatory lending”.

CRIMINAL JUSTICE

Police disproportionately monitor Black and African-
American communities. For example, from 2002-2019,
mere than 50%7 of New Yorkers subjected to police
stops and street interrogations were Black or African-
American (despite making up 24% of the population).

When Black and African-Americans are convicted of a
crime, they are about 20% more likely® to be
sentenced to jail time, and typically see sentences 20%

longer® than those for white people who were convicted
of similar crimes.

EDUCATION

Black and African-American children represent
only 18% of preschool enrollment. but 48% of
preschool children® receiving more than one

out-of-school suspension.

Black and African-American students are
suspended and expelled at a rate three times
greater® than white students.

HEALTH

A study of 400 hospitals? in the U.S. showed that Black
and African-American patients with heart disease
received older, cheaper, and more conservative
treatments than their white counterparts. Research
indicates that doctors' unconscious biases™ impact
quality of care received.

We have most recently seen racial inequality with the
COVID-19 pandemic, which has exposed a number of

factors underlying the health disparities" experienced
by Black and African-American communities.

LEARN MORE Read: The Washington Post’s Racism In America & Key Facts on Health and Health Care by Race and Ethnicity

Sources: ! Forbes - MMMWW Han-ud Busuuss Scnoni mmmmmamwm * Paw Research Center « Glack.

,O1).S, oapanmmmsmmomtmcwa Righ ;
Cnmmssmn - Bemographic Differances in Sentencing. * American Bar. mm mewmm % National centar for Biatechnology Informatian - lplicit
Rlas.in Healthcare Brofessingals.

SIS Aile ‘Ra'“ers.
5 ' Hine ’NYCLU

% COC + COVID19 .0 Racial and Fihoic Minoity GUougs

. *United States Sentencing

. Colleague Experience
Group




Understanding Intersectionality

We often make assumptions about people based on what

we see (their race, ethnicity, gender, age). But most aspects of someone's identity are invisible, and we
won't discover that unless we get to know them.

WHAT IS INTERSECTIONALITY?

Intersectionality describes the connection between different aspects of our identities, RACE
like our race, class, gender, etc. ETHNICITY
WHY IS IT IMPORTANT TO BE AWARE OF INTERSECTIONALITY?

.. GENDER
When identities intersect, the likelihood of discrimination increases, and is often more
intense than those related to a single identity. By recognizing the intersection of identities,

we can stop relying on our assumptions, be better allies, and more effectively advocate for
our colleagues.

WHAT IS THE CONNECTION BETWEEN INTERSECTIONALITY & ALLYSHIP?

It's important to recognize that there are differences within marginalized communities, and
some subgroups may lack the pawer or privilege of others within the same group.

Some examples of strong intersectional allyship include: . @

* White women amplifying the voices of women of color

* Lesbian, gay, and bisexual people advocating for Black and African-American trans people SEXUAL ORIENTATION MARITAL STATUS

3 . = : & MENTAL/PHYSICAL ABILITIES BELIEFS & VALUES
* Asians standing up for the Black and African-American community, Latinx, and i s R e
]ndlgenous peopie Of COIOr MILITARY EXPERIENCE SOCIAL CLASS
RELIGION SENIORITY

It's critical to use the privileges you have to be an ally to someone who may not have those EDUCATIONAL BACKGROUND WORKING STYLE

same privileges. NATIVE-BORN/NON-NATIVE COMMUNICATION NORM
WORK EXPERIENCE LANGUAGE & ACCENT

® Colleague Experience

LEARN MORE: The Urgency of Intersectionality (Ted Talk) | Sisterhood is Critical to Racial Justice |
: Asians for Black | ives Group

Black Trans Lives Matter (Podcast) |




What Does it Mean to Be an'AIIY?

We each play a role in clearing barriers to ensure our colleagues feel like they belong. This next guide in our series of resources explores what it means to be an ally
and steps you can take to help drive meaningful change at Amex and beyond.

What is an Ally? An ally is an individual who is not a member of a specific marginalized group but fights alongside them for justice. By speaking up, allies increase
awareness across a broader audience and share the burden often placed on marginalized groups to educate others. Allyship is a continuous process — it requires

persistent learning, skill building and action.

How you can be an ally for the Black and African-American community:

UNDERSTAND YOUR PRIVILEGE

+ Before standing up for others, identify the privileges
or advantages you have that others may not. (For
example, are people of your race widely represented
in media/entertainment? Were you able to choose a
college without worrying about the financial burden?)

* Reflect on how these advantages have made it
possible to get you to where you are today. Doing this
work will help prepare you to better understand the
obstacles other people face.

ACTIVELY LISTEN & LEARN

Do more listening than speaking. When someone
trusts you enough to share their personal
experiences, believe what they're saying and don't
make assumptions or give unsolicited advice.

Try to understand the prejudices and challenges
impacting the Black and African-American
community (this requires consistent and
continuous learning). Research via blogs, books,
podcasts, social media and news articles.

SPEAK UP NOT OVER

* Use your voice to educate others, but don’t speak
over members of the Black and African-
American community. When a colleague is willing
to speak up, let them do so first and identify how
you can raise awareness without putting the
burden on them to educate others,

« Don't be afraid to speak up when you see
inequity in front of you. The tips on the right are a
few ways you can start.

LEARN MORE: Three Ways to Be an Ally in the Workplace (Ted Talk) |

IF YOU MAKE MISTAKES, APOLOGIZE

Unlearning stereotypes and recognizing our own
biases takes time, effort and courage. It's okay
to make a mistake now and again - don't get
defensive and be open to continued feedback.

If your intentions were good but you made a
mistake, remember to listen, apologize and apply
what you learned moving forward. It's not about
your intent, it's about the impact you have on
your colleague.

“Ally” is also a verb, not just a noun.

vocate tor'y

If you see someone from a marginalized group
missing from an important meeting or
opportunity, advocate for them to be invited.

Invite members of underrepresented groups
within your team to speak at meetings or take on
other highly visible roles.

Strive to find mentees who may not have the same
experiences as you.

Be a strong sponsor for colleagues (talk about the
expertise you see in others, recommend
colleagues for projects).

When someone proposes a good idea, repeat it
and give them credit.

Promote objectivity by asking for examples and
pushing for consistency.

Give growth-oriented feedback. For example,
instead of saying ‘you're so smart, specify how the
person worked hard to get the job done.

Practice micreinclusions (small things that make

someone feel included and respected). and speak
up when you witness microaggressions

Colleague Experience
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Resources for Starting a Conversation

about Race

AMEX RESOURCES

+ Inclusion & Diversity Definitions (defines ally,
ethnicity, equality, equity, person of color, privilege,
power, psychological safety, race)

» Inclusion & Diversity Frequently Asked Questions
(gives helpful guidance on the appropriate use of
Black/African American, the relationship between
political values & bias, and how to drive inclusion
more broadly)

« Building Team Inclusion (explains the concept of
psychological safety and shares tips for fostering it
within your team)

« Personal Biases and Relationships (outlines the
impact of biases on in-groups and out-groups, and
addresses the importance of allyship and tips for
being a good ally)

« Managing Microbehaviors (explains and
provides examples of microaggressions, which are
subtle signs of unconscious biases that can
undermine relationships)

» Understanding and Talking About Race at Work
(on-demand learning content for all colleagues;
topics include racial bias and inclusion in the
workplace. These additional resources are designed
to support leaders.)

LISTEN

- 1619
» America. Are We Ready? A National Call-In

About Racism. Violence and Qur Future Together

« Code Switch by NPR
« Pad Save the People
« Say Your Mind by Kelechi Okafor

READ

 The New Jim Crow: Mass Incarceration in the
Age of Colorblindness by Michelle Alexander

* White Fragility: Why It's So Hard For White
People To Talk About Racism
by Robin DiAngelo

* Between the World and Me
by Ta-Nehisi Coates

« Sister Qutsider by Audre Lorde

« Just Mercy: A Story of Justice and_
Redemption by Bryan Stevenson

WATCH

* 13th (2016) - Netflix

» Selma (2014) — Netflix, Amazon Prime
» The Hate U Give (2018) - Hulu

* Dear White People (2017) - Netflix

» When They See Us (2019) - Netflix

» American Son (2019) - Netflix

DONATE

The company will match your contributions
to the National Urban League, NAACP Legal
Defense Fund and other social justice
organizations through our Gift Matching
Program. If you want to make a contribution
to support the organization of your choice,
please click here.
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The History of Systemic Racism

As a continuation of our series of resources on racism, social inequity and inclusion, this guide provides the historical context of systemic racism in the U.S. and facts surrounding the
disparities we see today. This information is a starting point - continue to self-educate, listen to your colieagues and have courageous conversations to ensure we have a culture
where everyone feels safe, respected and valued.

To understand how we got here, it's important to start with a conversation about history - the past matters. While slavery was abolished in the U.S. in 1865, its impact is still felt and
seen today. When learning about the historical roots of current inequality, consider what the Black and African-American experience (or experiences of other marginalized groups)
may be like in your country because of a history of slavery', colonialism?, or colorism?.

+ Enslaved Africans brought to + Jim Crow laws™ enacted In * “Tough on crime” and War on.
North America by explorers southern states Drugs era”
and settlers® (1500s) Effectively legalized segregation in Caused dramatic increase in U.S.
* Flrst recorded Instance’ of all aspects of American life prison population, disproportionately
slave (Jamestown, (i.e. schools, public transportation). impacting the Black and African-
,\__’Imzlgél. 161 s)l American community.
or years, slavery served as « Plessy v. Ferguson* (1896 2 18
economic foundation for U.S. Slave U.S. Supreme Court said ) Mw Movement
SOF RO Kaoed Y. segregation okay If things were Systemic racism continues to impact
slaves, often separating Black and “separate but equal.” Bys ey e : e R
African-American families (whom lack and African-Americans.
they viewed as property).
300 BC - 1400s 1865 - 1866 1950 - 1960s ‘
1500s - 1800s 1870s - 1950 1960s - PRESENT
* Many forms of government* « Slavery abolished® in the U.S. «» Civil Rights Movement™ and
existed in Africa prior to after Civil War end of Jim Crow era
European presence, Oppression of Black and African- Organized effort by Black and
including powerful empires. Americans continued with local African-Americans and allies to
legislation and new organizations end racial discrimination and gain
+ The capture and like the Ku Klux Klan. equal rights under the law.
enslavement of 12 milllon + “Black Codes® are passed Resulted in end of Jim Crow.
Africans® started as early Laws designed to limit the freedom « Brown v. Board of Education®®
as the 15* century of Black and African-Americans. (1954) -
Dramatically devastated Africa « Voting Rights Act™ (1965)
and benefited the development
of Europe. « Civil Rights Act™ and Fair
Housing Act'® (1968)

LEARN MORE Explore: The National Museum of African American History & Culture | Watch: 13“ on Netflix

: ¢ -Miho hennad slavery when? G a_mmmmmmmnummm‘ i
Som:u ! Reuters c:tmumﬁ T What ¢ ’H-mmmou ?:m;:::m mmg:a CO"eague Expenence
Lﬁlﬂ&omm 'NulomlMunumoﬂmulcanHutuy mmmm;mmzmmmmmnmwas Black Codes and Pig L aws, ® Nationsl Geographic - Jun Crow laws created siavery by another nama’, Group

U Encyclopedia Britannica - Plassy v Ferguson, ¥ PBS - Explare: Ciil Rights Movement, ® Encyclopedia Britannica - Bcawn v Boacd of Education of Topeka,  Encyclopedia Britannica - Yoling Rights Act. ® Encyciopedia
Britannica - Civil Rights Act. ¥ Encyclopedia Brlunnlcc - Eair Housing Act, ¥ The Sentencing Project - Criminal Justice Facts,  ACLV - How Black Lives Matter Changed the Way Amencaas Fight for Freedom



The Significance of Words

AnERICE-EXPRESS

As part of our series of resources, this guide will help ensure that we have a culture where everyone feels safe, respected and valued. Everyone should
find ways to discuss systemic racism, social inequity, and other topics related to race. In order to address these issues, it's important to educate

ourselves as we have courageous conversations and take action.

WORDS TO UNDERSTAND BEFORE DISCUSSING RACE:

Equality: Treating everyone the same way, often while assuming that
everyone also starts out on equal footing or with the same opportunities.

Equity: Equity refers to achieved results where advantage and disadvantage
are not distributed on the basis of race and ethnicity. Strategies that
produce equity must be targeted to address the unequal needs, conditions,
and positions of people and communities that are created by institutional
and structural barriers, Equity requires a set of informed policies and
practices, intentionally designed to promote opportunity and rectify
disparities, as well as informed people positioned to implement those
policies and practices effectively,

Marginalized person: A member of a group that is the primary target of a
system of oppression.

Microaggression: Brief interactions that serve as a reminder that a person is
devalued or stands out unfavorably because of their identity; they contribute
to belonging uncertainty and lead to disengagement over time.

#BlackLivesMatter was founded in 2013 in response to the acquittal of the man chargad with Trayvon
WHAT IS THE BLACK LIVES Martin's murder. It is now a global organization with a mission is to eradicate white supremacy and build
local power to intervene in violence inflicted on Black communities. To learn more, click here,

MATTER MOVEMENT?

Oppression: Systemic, pervasive inequality present throughout society that
benefits people with more privilege and harms those with fewer privileges.

POC: An acronym standing for "person of color.” This term is used primarily
in the United States to describe any person who is not White.

Power: The ability to control circumstances or access to resources
and/or privileges.

Privilege: An unearned advantage given to some people but not all.

Psychological safety: A bellef that one will not be punished or humiliated
for speaking up with ideas, questions, concerns or mistakes.

s Colleague Experience
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Microaggressions

As we aim to be more mindful of the words we're using and the way we speak, we wanted to take
a deeper look at microaggressions. It's not uncommon for your Black and African-American
colleagues to have experienced these.

Microaggressions are brief statements or behaviors that, intentionally or not, communicate a
negative message about a minority group. These interactions can make a colleague feel devalued
or worry that they stand out unfavorably because of their identity. Some common
microaggressions directed towards Black and African-American individuals include:

SAYING... CAN IMPLY...

j Your raclal/ethnic ambiguity confuses me, you are

{ “Where are you from?” not American, you are foreign.

{ "You are so articulate.” J It is unusual tor someone of your race to be intelligent.

"I don't see color"” or Denial of a person's raclal/ethnic experiences, including
"We are all human beings" barriers faced bacause of their race/ethnicity.

{ “I'm not a racist, | have Black friends. »] Immunity to racism and unconscious bias

{which everyone has).
“Everyone can succeed in this Belief in the myth of meritocracy or that people of
society If they work hard enough.” color are given extra unfair benefits because of their
race, are lazy, Incompetent, and need to work harder.

HOW CAN YOU HELP STOP MICROAGGRESSIONS?
Here's advice, whether you're the target, a bystander or the microaggressor.

AMERICEN-EXPRESS

WHY ARE WE SAYING
“BLACK LIVES MATTER"?
DON'T ALL LIVES MATTER?

This Is considered a microaggression because of
course, all lives matter. But the Black and African-
American communities have struggled to matter for
several generations. Time and time again, events like
the murder of George Floyd demonstrate the
devaluation of Black lives, and saying “all lives
matter” overlooks the social injustice specifically
impacting the Black community and minimizes the
awareness and impact of systemic racism.

™ Colleague Experience
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Understanding Unconscious Bias

AN ERICEEXPRESS

We _al! have biases - it's part of.being human. However, it's important we're aware of our biases and how they affect our perceptions of others, the
decisions we make, our behaviors and our relationships. As part of our series of resources, this guide aims to help us better understand biases,

especially the ones we're not even aware exist.

WHAT IS UNCONSCIOUS BIAS?

Unconscious bias refers to the quick mental shortcuts we take that impact our
ability to be objective. This is caused by our brain's tendency to rely on learned
patterns in the world - like cultural stereotypes or previous life experiences - to
quickly and subconsciously process information.

=

WHY DO WE ALL HAVE BIASES?

Our brains receive millions of pieces of information each second, but we can
only consciously process so much. This means we're processing details that
we're not even aware of. To keep up, our brains take mental shortcuts and rely
on our subconscious.

Bo~\\
ok o
o

(

When _it comes to most of our everyday behaviors and decisions - like
choosing whether to cross the street because a car appears to be far away
- mental shortcuts can often get us to the correct answer.

But, when it comes to people, most of the mental shortcuts we take tend to
rely on cultural stereotypes. And these shortcuts are prone to error, usually in
ways that are problematic and harmful when making decisions about people.

CAN WE ELIMINATE UNCONSCIOUS BIAS?

Although we cannot completely eliminate unconscious bias, we can work to
reduce it over time. See page two for tips.

c O

TYPES OF COMMON BIASES

Gender/Ethnicity

Unintentionally treating people differently based on
perceived demographic identities, such as race,
ethnicity and gender.

Similarity Bias

Our natural tendency to build associations and treat
people favorably when we see characteristics,
behaviors and traits that we can relate to.

Distance Bias

The tendency to favor those who are closer to us in
location. This could result in colleagues who are virtual
or not in the same geographic location feeling isolated
or disengaged.

Confirmation Bias

Looking for and focusing on information that
confirms our beliefs, often overlooking counter
evidence in the process.

Anchoring

Our tendency to “anchor” on one particular piece of
information (often the first thing we learn about
someone) and make a decision based on that, rather
than all of the available data.

Colleague Experience

Group



How Can We Reduce Unconscious Bias?

AN ERICELEXPRESS

To create a more inclusive culture, we need to build belonging and celebrate diversity (the different traits, characteristics, and experiences that
make us all unique). However, our unconscious biases can influence the way we view others and be a barrier to embracing differences. If we work to
manage our biases, we can lessen the role stereotypes play in our day-to-day.

EXAMPLES OF BIASES IN THE WORKPLACE

successful on this team, but she just comes

"You have to be assertive and direct to be
across as pushy and aggressive."

\
“I know diversity is important, but we don't
want to have to reduce our FICO threshold in
order to engage Black-owned businesses.”
-

at the company. I'm not surprised - they
went to Harvard.”

\
“I really liked that guy | interviewed. | feel like
he's someone | could hang out with outside
of work. He'd fit in perfectly on the team.”

-~
{ “They are doing really well in their first year

“She knows her stuff, but she shouldn't
present to the leadership team. She might
not come across as confident since it's hard

to understand her because of her accent.” J

LEARN MORE:

1&D Square Page: Inclusive Hiring. Inclusive Work Allocation, Inclusive Meetings & Inclusive Performance & Talent Management. Inclusive Leadership Experience

Read: Strategies for Managing Unconscious Bias
Listen: NPR Bias and Perception

Gender Bias: This comment sets a double standard
for a woman who is direct in the workplace.

Race/Ethnicity Bias: This comment falsely
assumes we have to choose between working
with underrepresented business owners and
maintaining our business standards.

Anchoring Bias: This comment “anchors” an
individual's success in the fact that they went to a
prestigious university, rather than taking all
available data into account.

Similarity Bias: This comment assumes a
candidate will be a good fit because they
demonstrated traits we can connect with, instead
of basing their fit on skills and qualifications.

Confirmation Bias: This comment shows how
we look for a reason to support our personal
beliefs about someone or something, rather than
making a decision based on expertise.

TIPS TO HELP REDUCE BIASES:

Be aware of your reactions to (and assumptions
about) others and question what is causing them.

Examine your own ‘go-to’ people (in-groups) and
those you feel less comfortable with or
unintentionally overlook (out-groups).

Ask yourself: ‘What are some of my own biases
and how do they impact work relationships? How
will | share this with the team?'

Reflect on relevant criteria when making
decisions about people, apply that criteria
consistently, and review and measure the impact
of your decisions.

Leaders: review current processes or ways of

working within your team for any structural
biases or inequities that may exist.

Group
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Build a Diverse and Inclusive Team

INDIVIDUAL CONTRIBUTOR

The Leadership Behaviors are a core component of our Framework for Winning and set the leadership standard for all colleagues. Our Leadership

Behavior — Build a Diverse and Inclusive Team - reinforces our committment to creatmg a truly welcoming culture where people of all backgrounds
and viewpoints can thrive.

As you continue to learn, grow, contribute and Bring Others With You, please review this two-page guide to help you better understand this Leadership
Behavior and how you can put it into practice every day.

Build a Diverse and Inclusive Team

Plays a visible role in
creating an inclusive
and welcoming culture

I am an active member of a team that embraces

diversity of people and experiences, and I do my part

to ensure my colleagues feel like they belong.

Ilisten to understand other viewpoints Actively listens, learns
; and appreciates
and empower colleagues’ unique voices so we can do diverse perspectives

our best work, together. I contribute my best effort

Participates in team
dialogue and candidly
contributes new ideas

and share my own unique perspectives to ensure the

overall success and performance of the team.

s Colleague Experience
§ Group




Build a Diverse and Inclusive Team:

How to Put it Into Practice

BUILD A DIVERSE TEAM BUILD AN INCLUSIVE TEAM

Diversity refers to the variety of characteristics represented by the On inclusive teams, individuals have the ability to share their
people on our teams (ex. ethnicity, gender, age, national origin, disability, perspectives authentically, and for their voices to matter and
sexual orientation). impact decisions.
Diverse teams value and embrace differences, and believe unique Inclusion boosts creativity, drives innovation, and amplifies the
perspectives, backgrounds and experiences are critical to our success. benefits of diversity.
« Watch the replay for the Leadership Lab: Addressing Race to Drive « Read the business case for inclusion,

Meaningful Change.

« Embrace inclusive leadership.
« Join one (or more) of our Colleague Networks to learn about and ' .
celebrate our unique backgrounds and cultures. « Understand and implement inclusive meeting practices in any

meetings you lead (or are a part of).

» Learn how to have productive debate - and why it's important. ' \
z « Review these tips for reducing unconscious bias and being a.
« Explore these articles about inclusion and diversity on Harvard Spark. ‘ strong ally.

PERFORM AT OUR BEST

Building a diverse and inclusive team is not just about selecting the right mix of colleagues to work together, it's about optimizing

team performance and playing off each other's unique strengths. Use our Build A Winning Team toolkit* to access team exercises
on Purpose, Trust, and Cohesion and more to help improve your team dynamics.

e Colleague Experience
aam Group

*To access the Build a Winning Team experiences, click the link > Open Curriculum > Team Experiences > Launch



Microaggressions
WHAT THEY ARE AND HOW THEY IMPACT OUR COLLEAGUES

Microaggressions are everyday verbal and nonverbal statements or behaviors, intentional or unintentional, which communicate hostile, derogatory or negative messages
about marginalized groups. This resource is designed to help us recognize microaggressions, understand what message they may be sending, and take action to ensure we
have a culture where all colleagues feel like they belong.

Below are a few examples of common microaggressions faced by different communities and what they can imply.

SAYING... CAN IMPLY...

Your ethnicity is unclear based on your appearance; you can't be from the

{ il A J place you just mentioned - you are foreign.

“Oh, you look so normal. | couldn't even tell that you have ] Certain parts of someone's identity make them abnormal; other people
adisability.” ) decide what "counts” as having a disability.

{‘You're soarticulate!” or “Your Englishis so good!” People of color or non-native speakers of English are not able to express

ideas clearly or fluently.
“That wasn't antisemitic, I'm just joking around! My best friend | Immunity to unconscious bias (which everyone has), prejudice, racism,
is Jewish and laughs at that joke.” J or bigotry.
“Idon't see color” or “we are all human beings.” You are dismis_sing part.of someone's identity, or denying their experiences
i (including barriers they've faced).

What you can do about a microaggression depends on who you are in the situation.
The next page provides recommended strategies if you experience, witness, or commit a microaggression.

JAM Colleague Experience
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Microaggressions

WHAT YOU CAN DO ABOUT IT

When you are coping with a microaggression

Respond immediately

This approach allows the microaggression to be addressed while the
situation is fresh in the minds of everyone involved. However, it can
feel uncomfortable to speak up spontaneously or in a group setting.

Respond later

Speak privately with the microaggressor to explain why the
statement or behavior was offensive. Because you're responding
later, you may need to first remind the person of the situation so they
understand the impact.

Letitgo

After experiencing a microaggression, confronting the
microaggressor can also take an added personal toll, so you may
decide to let it go. If you are not comfortable speaking to this

person, speak to a trusted colleague or mentor, or contact the Amex
Ethics Hotline,

When you witness a microaggression

Be anally

Oftentimes. when a member of a marginalized
community speaks up. they may be dismissed as
being over-sensitive or nonobjective. As a
bystander, you can bring the situation to the
microaggressor’s attention, explain the impact, and
can help ensure the burden of speaking up doesn't
fall solely on the shoulders of marginalized
communities. You can either respond immediately
or later.

Avoid speaking on behalf of others. Instead of
saying “you offended them,” explain why you think
a comment or behavior was a microaggression (e.g.
“here's why I'm offended by that.”)

If you are coping with or witness a microaggression, here are some things to consider before responding

Ask yourself: wil | regret not saying something? What do | hope to achieve by speaking up? Am | interested in educating the other person? Think about
how you can respond so that the microaggressor is receptive, and not defensive. Here are a few ways to do so:

ANERICA-EXPRESS

When you are the microaggressor

Try not to be defensive

Ask yourself if your reaction to the feedback is
influenced by fear of appearing biased, anger about
being challenged, or attempts to minimize the situation.
Remember, this person is speaking up because they
believe it's the right thing to do.

Acknowledge the other person is upset & apologize
Admit that your behavior had a negative impact on the
person speaking up. and then apologize to them. Avoid
denying that you did no harm, reiterating your intent, or
brushing it off as “a joke.”

Reflect on your actions

Identify the root cause of the microaggression and how
you can avoid similar mistakes in the future. This may
require you to spend more time understanding your
own experiences, privileges. and prejudices.

smmmmmm “l knowyoudichtreauze this, butvmenyou (corment/bemwor) it was hurtful /offensive

because_______ . Insteadyoucould ________(differentianguage or behavior

« Share your own process: “| noticed that you (ca'rment/betm)lusedtodo/saytmttoo butthenllearned _______ .

« Criticize the microaggression, not the microaggressor. Instead of accusing someone of being bigoted, explain how the statement or behavior - Colleague Experience
vicis ! e EX' Group





