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WELCOME 

INSTRUCTIONS 

Have this slide up when participants enter 

the room.  

 

 

 

 

 

  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: OPENING SLIDE, NO DISCUSSION     

SUPPLIES: NONE 

HANDOUTS: NONE 
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DAY 1 GOALS  

INSTRUCTIONS 

Briefly discuss the goals for Day 1.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE  

HANDOUTS: NONE 
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WHAT’S IN A NAME? 
 

OVERVIEW 

OBJECTIVES – Following this session, participants will: 

 To learn each other’s names 

 To learn how our names can provide insights into our cultural backgrounds 

 To establish an opportunity to learn about the impact of differences 

 To create community by listening to each other’s personal stories 

 

SETTING: 

 Large group interaction with participants seated in a circle 

 

MATERIALS: 

 Markers (various colors) 

 Cardstock 

 

TIME:  

 20-30 minutes 
 

PROCEDURE:   [brief overview in bullets such as example below] 

(Note: there is a version for groups up to 10 and groups of 10 or more) 

For a group of 10 or more: 

 Facilitator asks the group, “What makes up culture?” and solicits several responses 

from the group 
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WHAT’S IN A NAME?  

INSTRUCTIONS 

LECTURETTE: 

It might sound something like this… 

“Often, within a U.S. context, culture is narrowly defined as race/ethnicity and sometimes 

gender.  By doing this, we set up a dichotomy that implies that some groups have culture, and 

others don’t.  For purposes of this exercise, we would like all of you to see culture in its 

broadest sense, including race/ethnicity, gender/gender identity, sexual orientation, class, 

disabilities, age, etc.  As you do that, I also want you to begin thinking about culture as it 

connects to your name. Think about your name and reflect on what it means to you. Think 

about aspects of your name that are important to you, things about your name that bring you 

joy – as well as things about your name that are sometimes difficult for you. Are there stories 

about your name that represent things that are culturally significant to you?  As you begin to 

think about this, I will share the cultural background of my name as an example.   

 Facilitator shares the story of his/her name and ties it to any cultural significance 

 After the facilitator’s story is shared, give the following instructions: 

1). I am passing around cardstock that I need you to fold in half to make a name tent. 

2). I am also passing around a marker for each person.  Once you have folded your cardstock 

and have a marker, in silence for just a few minutes, write your first name on the front of your 

name tent and on the back of the name tent, write any notes or other information that you 

would like to share about your name that is connected to your culture.  It may be a nickname, 

your family’s name, your confirmation name (if you are Catholic), a name of endearment that 

only “special” people in your life call you, etc.  Once you have written that information on the 

back, look up so that I can provide further instructions. 

3). Form groups no larger than four, as diverse as possible, with individuals that you are not 

familiar with or that you traveled with.   

4). In your small groups, for the next 15 minutes, each person should to take a few minutes to 

introduce themselves to each other. Talk about your name and the cultural significance of your 

name.  

Activity debrief: (Process as many as time allows)  

 What was it like for you to think about aspects of your name that are important to you and 

share cultural information about yourself? 

 What was it like for you to hear other's stories? 
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WHAT’S IN A NAME? 

INSTRUCTIONS 

 What similarities and differences did you notice about the stories shared? 

 How might this exercise be used to help build more equitable, inclusive and affirming 

environments in your work? 

It can be important for us to take time to intentionally reflect on the way that culture is 

connected to who we are.  It can be just as important to reflect on why some individuals have a 

clearer and closer connection to their cultural backgrounds than others and why that may be.   

Exercise option for groups of 10 or less: 

Follow the same procedures described above, except to have participants, one by one, go up to 

a flipchart and share their name and story with the full group.  Follow the same debriefing 

process.  

Note to facilitator:  

 There may be some participants who struggle with this exercise because they feel 

that they have no culture or they may use descriptors such as “I’m a mutt,” “I’m 

Heinz 57,” “I am just American.”  Support them to notice why that might be?  Or 

what feelings come up for them in relationship to this activity.   

 Some participants (African-Americans, but not all) may find that because of 

different forms of oppression, they can only go so far back to the origins of their 

family names or that their names don’t really reflect their cultural backgrounds.  

It is important to stay with that discussion and/or pain when it is shared.  You can 

also ask participants to share other groups that might also have no or limited 

connection to their family names. Hint: groups such as people who were adopted or in 

foster care.   

 

NOTES TO MYSELF:  
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GUIDELINES 
 

OVERVIEW 

OBJECTIVES – Following this session, participants will: 

 To create a climate of support and challenge for learning, interaction and disclosure 

 To establish an environment that encourages participation 

 To establish what participation means – from silence to active verbal interaction to 
sharing personal stories 

 To create community by coming to group agreement around guidelines 

 

SETTING: 

 Large group interaction with participants seated in a circle 

 

MATERIALS: 

 Newsprint and markers (various colors) 
 

TIME:  

 15 minutes 
 

PROCEDURE:   [brief overview in bullets such as example below] 

 Share the guidelines listed on the slide.  Prepare newsprint in advance with guidelines to 

have posted in the room at all times. Once guidelines have been shared with 

participants, unveil the newsprint with guidelines. 

 

 When finished with writing/presenting the guidelines, ask participants if there are other 

guidelines they would like to add.  

 

 Post guidelines on wall in each small group throughout workshop. 
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GUIDELINES  

INSTRUCTIONS 

LECTURETTE: 

It might sound something like this… 

We find that working from guidelines can be 

a helpful process to assist in defining how we 

would like to be with each other in this 

circle and in our connected conversations.   

We have several guidelines to share with 

you. There may be others that you wish to 

add. 

To begin with, we would like you to try on 

each other’s ideas, feelings and ways of doing 

things, as well as our ideas, feelings and ways of 

facilitating.  We are not asking you to accept 

anything that feels uncomfortable at first. We 

are asking you to listen, reflect and accept that people’s realities are different.  We invite you to 

see where experimenting with different ways of thinking, feeling and doing will take you in 

understanding the impact of differences.   

It’s OK to disagree with another’s perspective and with content and process; it’s not OK 

to blame, shame or attack ourselves or others because of our differences. One of the 

necessary ingredients for differences to be expressed and valued is that people let go of the 

need to be, think and act the same. 

During this workshop we ask you to practice self-focus by speaking and reflecting in the first 

person.  Many times I speak from the second person “you” or a third person group rather than 

the first person “I.”  For example, (Add personal example appropriate for you, such as 

“women,” “men,” “people who are white,” “people of color.”). Practicing self-focus may 

also mean that I need to think about my own discomfort with differences rather than projecting 

my discomfort on those who represent differences or opposing world views. It is helpful for me 

to make “I” statements when speaking about myself and my own experience rather than 

depersonalizing it with “you,” “we,” or “one.”  

We also encourage you to share time and space with other participants.  It is likely that we 

have both introverts and extroverts in our circle, people who out process and others who may 

need time to process information and feelings before they speak.  This guideline asks us to be 

aware of how much time and space any one of us may be occupying in the circle, sometimes at 

the expense of other’s participation. I can practice self-focus by being aware of my presence, if I  

TIME: 15 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 
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GUIDELINES 

INSTRUCTIONS 

 

am allowing others to speak first while not 

silencing myself and what I can learn about 

myself by sharing this space in equitable and 

inclusive ways. 

The next guideline is to practice 

“both/and” thinking. “Both/and” thinking 

is a way of fitting ideas together that takes us 

outside of the assumption that things must 

be “either/or.” It encourages us to invent 

options and move beyond a competition 

between ideas.  In human relations and human 

interaction, it is many times helpful to look for 

the existence of many truths from the 

perspective of the cultures involved.  A good 

example might be the question, “Which is more difficult to challenge – racism or sexism?”  This 

“either/or” question could prompt a circular discussion, which could have no end.  A 

“both/and” perspective could produce more positive results.  Questions phrased as, “How are 

racism and sexism both difficult to challenge?” and “What are the differences in the challenges?” 

could lead to a more productive outcome. 

Don’t freeze each other in time.  If we are committed to supporting vulnerability as a 

needed aspect for our growth and connection across our differences, it may not be helpful to 

freeze ourselves or others in time.  We have much work to do around talking about and 

understanding human differences and their impact, much of which is connected to unlearning 

what we have been taught about others who are different from us.  I can practice compassion 

for others and self-compassion for myself if I am willing not to see myself stuck in my learned 

oppressive behaviors and on a journey for life of reconstruction and deconstruction. 

Be aware of intent and impact. The intent of my words and actions may have an 

unintended impact on those with whom I want to build relationships. For example, I may intend 

to proclaim my anti-racist attitude by letting people of color know that “I am color blind and 

don’t see race,” when, in fact, the impact of such a statement may be very offensive because it 

denies the cultural reality of that person and group. I need to be open to hearing that my good 

intentions may be rooted in “isms.” I also need to be aware that, if I expend a lot of energy 

focusing on my intent or the intentions of others, my attention is focused away from the impact 

of my words and behaviors. It is also important for me to remember the guideline not to blame,  

TIME: 15 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 
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GUIDELINES 

INSTRUCTIONS 

 

shame or attack myself. Blaming is not 

helpful because it may result in my 

becoming defensive instead of focusing on 

unlearning hurtful behaviors. 

In addition, if someone says or does 

something that affects you negatively, 

regardless of intent, we offer the option for 

the individual impacted to say “ouch” or 

something similar.  This will allow all of us to 

slow down for a minute, and if interested, 

provide the opportunity for that individual to 

further explain what triggered them or caused 

a negative impact for the entire group’s 

learning.   

Expect/Accept discomfort and unfinished business.  Issues of equity, inclusion and 

change are complex, oftentimes uncomfortable and rarely “finished.”  That is not to say that we 

cannot move forward and create new realities for ourselves and others, it is to say that we 

should expect and accept both discomfort and unfinished business in many of our dialogues and 

interactions across our human differences.  As a matter of fact, research shows that some of 

our greatest learning takes place in moments of discomfort and connection with ourselves and 

others.  We may be very young in our experiences exploring our differences across race, 

gender, class and other differences so we can expect that we will most likely learn new ideas or 

realities that may make us feel uncomfortable or we may want to rush to a solution to alleviate 

our discomfort.  This guideline allows us to notice what is happening to us, take good care of 

ourselves, and lean into our discomfort where breakthroughs may occur.  

It is important to the climate of openness and sharing that as individuals and as a group we 

commit to maintain confidentiality.  Personal stories that are shared within the large group 

and in smaller groups need to stay here and not return to the workplace or community. Some 

of us are here with those whom we supervise or who supervise us.  For this experience to be 

effective, it is imperative that we commit to leaving personal stories that are shared here and 

not to use this information in the spaces outside of this experience or in decision-making 

regarding another. We do encourage you to share the workshop concepts with others. 

Some of you may wish to continue to discuss, outside of the group setting, an issue that 

surfaces within the group.  Before pursuing an issue, it is important to ask the other person if 

s/he wishes to continue a discussion outside the group, and be willing to accept a yes or a no.  

TIME: 15 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 
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GUIDELINES 

INSTRUCTIONS 

 

Are there other guidelines that you wish to 

add?  

Note to facilitator:  

 Ask participants to “say more” 

about guidelines they wish to add.  

For instance, someone who wishes 

to add “be respectful” could think 

of “respectful” from a particular 

culture.  There may be cultural 

differences across the interpretation 

of respect/respectful. 

 “It’s OK to pass” is sometimes 

suggested as a guideline. When 

adding it to the list, it may be helpful to comment that we ask for everyone’s full 

participation in the workshop. We understand that full participation may take 

different forms for different people. There will be opportunities to share in the 

large group, small groups and groups of two or three, as well as times for personal 

reflection. 

 

In order to nurture a supportive and challenging community, we ask that each of us hold our 

community members accountable for following these guidelines. They will be posted 

throughout the workshop so that they can be referred to whenever needed. They can also be 

helpful in other settings, such as workshops, community meetings and programs, so please feel 

free to incorporate them into your work.  

 

NOTES TO MYSELF: 

  

TIME: 15 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 
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MOVING FROM DEBATE TO 

DIALOGUE 
 

OVERVIEW 

OBJECTIVES – Following this session, participants will: 

 To explore the differences between debate and dialogue 

 To establish a learning environment that supports connection and discourse 

 To establish what participation means – from silence to active verbal interaction to 
sharing personal stories 

 To create community by coming to group agreement around guidelines 

 

SETTING: 

 Large group interaction with participants seated in a circle 

 

HANDOUTS: 

 A Comparison of Dialogue and Debate 

 Moving from Debate to Dialogue 

MATERIALS: 

 Newsprint and markers (various colors) 
 

TIME:  

 30 minutes 
 

PROCEDURE:   [brief overview in bullets such as example below] 

 Share the information related to the conventional process (debate) and the 

understanding process (dialogue).   

 When finished with presenting this information, engage participants in small group 

and large group discussions on developing a learning environment that supports 

dialogue  

 Have participant share the benefits of dialogue in dealing with complex issues across 

differences 
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MOVING FROM DEBATE TO DIALOGUE 

INSTRUCTIONS 

 

LECTURETTE: 

 

It might sound something like this… 

Conversations about race and racism (and 

other issues related to human differences) 

can be very difficult for individuals. Many of 

us lack positive role models or very many 

opportunities for engaging in discussions 

focused on complex issues in ways that lead 

to increased understanding and positive 

relationship-building across differences. In 

addition, conversations about race, gender, class 

and other differences can trigger strong 

emotions in people including guilt, shame, anger, 

trauma and despair. 

One way we can improve our conversations and relationships is to practice self-awareness, 

which includes noticing what we’re feeling and thinking—and making intentional choices about 

how we want to engage in difficult discussions about hard issues.  Deborah Flick, Ph.D. author of 

From Debate to Dialogue: Using the Understanding Process to Transform Our Conversations suggests 

that moving from debate to dialogue can increase our understanding of ourselves and others 

while improving our communication skills and relationships.  Based on Flick’s work, here are 

some differences between debate and dialogue.   

Flick refers to debate as the conventional process and it can include the following characteristics: 

 You are searching for one “right” answer. (By the way, that right answer is usually yours) 

 The goal is to be right, win the argument or persuade others. 

 Your thoughts are evaluating and critical as you listen to others. 

 You’re listening judgmentally for errors and flaws in other people’s perspectives. 

 The question in your mind is “What’s wrong with this picture?” 

 Rather than listening deeply, you’re planning your rebuttal.  

Flick refers to dialogue as the understanding process and it can include the following 

characteristics: 

 You’re aware that there are multiple and valid perspectives about many issues. 

 The goal is to understand others. 

 You work to remain open and curious. 

 You practice listening to other people’s stories about their realities and lived experiences. 

TIME: 30 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 
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MOVING FROM DEBATE TO DIALOGUE 

INSTRUCTIONS 

 

 You believe people about their realities 

and experiences—rather than becoming 

defensive and stuck in denial.  

 The question in your mind is “What can 

I learn about myself and others?” 

 You listen more than you talk. 

 You practice reflecting on what you’re 

feeling and respond in intentional ways 

rather than reacting in ways that lack self-

awareness. 

 

Move to a full group processing of the 

following questions: 

What are some of the things that stand out for 

you are important or significant when you reflect on this information? 

 

What are some ways that we see the conventional (debate) process being used today? 

 

What would be some benefits to using the understanding process (dialogue) to deal with 

difficult or complex, multilayered issues? 

 

Now ask the participants to form a small group of three with the people nearby.  Ask 

the participants to discuss the following questions in their small group and have 

someone take notes. 

- What are strategies, processes or approaches you have used or have seen others use to 

prioritize using dialogue or the understanding process to address difficult, complex, 

multi-layered issues such as race and racism? 

- What was the benefit to the group or process when these strategies, processes or 

approaches were implemented? 

- What strategies, processes or approaches to support dialogue or the understanding 

process are part of your current skill set and share one way that you have used them 

with groups? 

 

Gauge the time remaining before the next curriculum piece and ask for as many groups to 

share their discussion reflections. 

 

TIME: 30 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 
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MOVING FROM DEBATE TO DIALOGUE 

INSTRUCTIONS 

 

Throughout this training, you will be 

exposed to strategies, processes and 

approaches to using dialogue as a preferred 

means to dealing with difficult, complex, 

multi-layered issues including issues of race 

and racism.  Practice identifying for yourself 

when you are experiencing the dialogic 

process and how it may be helpful for 

yourself and with others.  

   

NOTES TO MYSELF: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 30 MINUTES     

SUPPLIES: NEWSPRINT AND MARKERS 

HANDOUTS: NONE 

 



Coming Together for Racial Understanding: Training Guide 

 

PAGE 17 OF 44 DAY # 1 

 

REFERENCES 

 

Berman, S., Burt, L., Mayo-Smith, D., Stowell, L., & Thomspson, G. (n.d.). Dialogue Group of the 

Boston Chapter of Educators for Social Responsibility. 

Flick, D., (1998). From Debate to Dialogue: Using the Understanding Process to Transform our 

Conversations.  Boulder: Orchid.  

Goodman, Diane. (2001). Promoting Diversity and Social Justice: Educating People from 

Privilege Groups.  California: Sage Publications.  

Pace, Karen (2016). Moving from Debate to Dialogue. 

http://msue.anr.msu.edu/news/moving_from_debate_to_dialogue.  

Sue, D. (2015).  Race Talk and the Conspiracy of Silence.  New Jersey: Wiley Books 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://msue.anr.msu.edu/news/moving_from_debate_to_dialogue


Coming Together for Racial Understanding: Training Guide 

 

PAGE 18 OF 44 DAY # 1 

 

THE HUMAN BRAIN AND DECISION-

MAKING 
 

OVERVIEW 

OBJECTIVES: 

 To understand and explore the structure of our brains 

 To learn about Implicit Bias and how to address its implications 

 To discuss the importance of listening and explore different types 

 To have a meaningful one-on-one discussion about listening to understand  

 

SETTING: 

 Large group interaction with participants seated in a circle 

 Divide into pairs for a discussion activity 

 

TIME:  

 60 minutes 

 

PROCEDURE:   [brief overview in bullets such as example below] 

 Share the information related to brain structure, implicit bias, building trust, and 

listening to understand   

 When finished with presenting this information, participants will break into pairs for 

a discussion on the importance of listening to understand  
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

The concepts presented are drawn from 

the Boy Scouts of America Wood Badge 

Training and the W.K. Kellogg Foundation 

Racial Healing Circles. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

LECTURETTE: 

 

It might sound something like this… 

 

The human brain developed in primitive 

societies, and this neurological operating 

system has not been updated for thousands 

of years. 

 

In primitive societies, the greatest threat to 

survival was to be thrown out of one’s tribe. So, 

ensuring belonging and connection greatly 

increased security and survival. 

 

Furthermore, decisions were focused on survival with an emphasis on immediate threat 

assessment and the four basic primal drives: fighting, fleeing, feeding, and reproduction. 

 

In modern society, lots of decisions have to be made and we need to consider not only our 

immediate threats/wellbeing, but our long-term threats/wellbeing, as well. 

 

Our brains are poorly adapted to operating in modern developed societies. 

• There was no advantage to saving in the ancient brain 

• Even two generation people didn’t have to worry about being taken care of in old age 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Our brains have not adapted to the rapid 

pace of change in technology and society in 

today’s world. The skills that allow us to 

thrive in today’s world are a challenge to 

our outdated neurological operating system. 

The modern world overstimulates our 

ancient threat monitoring system and makes 

mindfulness a challenge, and results in 

stress, anxiety, and hypertension. 

Our brains developed to crave calorie-dense 

and salt-rich food that were scarce in primitive 

times but available in abundance today. This 

leads to obesity, diabetes, and hypertension in 

modern society. 

Starvation was a common threat in primitive society, so it was to our benefit to eat as much as 

possible and move as little as possible to save energy.  

• Yogi Berra quote--limit on number of heartbeats,  

• Genetically programmed to do nothing, just needed to be faster than the last person 

Gaining acceptance into one’s social group was a key skill for survival and protection against 

outside threats. Today, this leads to modern tribalism and fear of the outside group. This 

human tendency continues to keep groups mistrustful, separated, and polarized.  

• This was a key skill needed for survival.    

• Don't tell me you don't see my color because then you don't see me  

Sexism and paternalism were fit within the primal human drives addressing fighting, fleeing, 

fighting, and procreation. Procreation was necessary and women needed to be attractive to 

males and males needed to be attractive to females  

Monogamy is a cultural preference; however, the primal brain’s influence makes serial 

monogamy or non-monogamous relationship fairly common. About 1 out of 5 Americans (male 

and female) admit to being unfaithful to partners. There is a 40-50% lifelong chance of a 

marriage ending in divorce. 

The primal brain is also poorly suited to prudent financial behaviors because it focuses on 

immediate “needs” and desires and is poorly suited to consider and predict future conditions 

and needs. 

TIME: 10 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

The Amygdala and Hippocampus are part of 

the limbic system of our brain and involved 

in rapid and unconscious impacts on 

motivation, emotion, learning, and memory. 

This is a more primitive part of our brain 

than the forebrain, and it manages the fight 

or flight responses to threat. 

 

• The Amygdala monitors stimuli 

(threats) and responds accordingly. It is 

also involved in rapid and unconscious 

evaluation of trustworthiness, facial 

evaluations, and other social processes.   

• If the Amygdala stimulates a threat 

response, the function of the Hippocampus and Prefrontal Cortex is shutdown; the 

fight, flight, or freeze mode takes over. Memory storage and retrieval, emotional 

processing, and executive function is disrupted.  

• The Hippocampus is involved in various cognition and memory processes, including 

memory storage and retrieval.  

• The Prefrontal Cortex regulates executive function: the processing for emotions (e.g. 

empathy, shame, compassion, guilt), reason and objectivity, goal direction, prediction of 

future conditions and consequences, and social control (filters).  

• In order to develop emotional processing skills and resiliency, the Amygdala, 

Hippocampus, and Prefrontal Cortex need to operate in coordination and avoid the 

flight, fight, or freeze response.  

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 10 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Fostering trust in process and between 

participants and creating appropriately 

“challenging and supportive” spaces and 

experiences reduces the Amygdala’s threat 

assessment. 

 

• Participants can access and retrieve 

stored memories around a topic or 

experience. They can also create new 

memories and capture perspectives 

from others’ lived-experience and store 

them in their own memories. 

• When presented with information and 

experiences that stimulate emotions, 

participants can process those 

emotions, evaluate the new information more objectively, consider the future 

implications for this newfound understanding, and plan and engage in goal oriented 

behaviors.  

• The rapid and unconscious threat assessment system of the Amygdala is also associated 

with Implicit or Unconscious Bias. These rapid and unconscious decision making 

processes are a natural and unavoidable part of our human brain. They developed to 

keep us safe. However, they can also lead us to unknowingly make decisions and take 

actions that do not align with our conscious and sincere values. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 10 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Dominate cultural and social norms 

communicate to us the things that are 

valuable and desirable.  

 

• The human brain is wired to prefer 

who and what dominate cultural 

norms value.  

• Non-Target Groups by default 

define the dominate cultural and 

social norms. 

• People and experiences from Target 

Groups are less valued, because they 

are seen as “less than” in relationship to 

the dominate cultural and social norms. 

• As humans, our brains rapidly and unconsciously trust culturally normative people and 

things more than culturally “different” (based on race, gender, class, sexual orientation 

and other differences) people and things.  

• These associations are made and fractions of seconds without our awareness. 

• This is part of our brain structure and us being a social species. 

• This unconscious negative association for people who are different from the 

dominant cultural norm may have served to protect humans in a more 

threatening time, and it is part of us being a social species. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

As humans we all hold biases. We are also 

all subject to implicit bias because of our 

brain function and the influence of our 

cultural and social environments. Holding 

implicit biases doesn’t make us bad, it means 

we are human. 

 

• Because we know that prejudice 

against others - based on race, 

religion, age, sex, body composition, 

etc., is dehumanizing, it is hard to allow 

ourselves to “see” our implicit biases.  

• Understanding implicit bias helps us 

slow down our decision-making by 

moving beyond the rapid and 

unconscious processes of the Amygdala and move our decision-making to our Prefrontal 

Cortex where our executive functioning and more objective evaluations can take place. 

• Slower, more thoughtful decisions allow us to align our action with our true values. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

How do we take this corrupted software 

and use it so we do okay and thrive in 

today's world?  

 

We will always remain biased if we ignore 

the fact that we hold biases. 

 

The more time we can spend owning and 

not denying, the more we can actually make 

progress. 

 

The more time we spend with others who are 

different from us, dealing with our fears, the 

more we have opportunities to support equity 

and inclusion. 

 

But, this is hard—how do we do it? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

What do you think about this statement, 

“Feeling I can trust you is more 

important than thinking I can trust 

you.” 

 

When considering trusting someone, how 

accurate is this statement for you? 

 

Allow time for discussion. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Discuss Each Question 

 

• How important is listening in 

building trust? 

 

• What is happening when you are 

listening well? 

 

• What is happening when you are NOT 
listening well? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 15 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

The biggest communication problem is we 

do not listen to understand. We listen to 

reply. 

 

We can use simple steps to practice and 

build the skill of “Listening to Learn and 

Understand”. This is very important when 

preparing for dialogue around sensitive, 

polarizing, and emotionally impactful topics 

like racism. 

 

Note to facilitator:  

 

This may be an ideal time to make 

connections back to the piece on Moving from Debate to Dialogue.   

 

Dialogue is supported when: 

• You practice listening to other people’s stories about their realities and lived 

experiences. 

• You believe people about their realities and experiences—rather than becoming 

defensive and stuck in denial.  

• The question in your mind is “What can I learn about myself and others?” 

• You listen more than you talk. 

• You practice reflecting on what you’re feeling and respond in intentional ways rather 

than reacting in ways that lack self-awareness. 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Solutions appear through listening. 

“Seek first to understand, then to be 

understood.” Stephen Covey 

 

How do you respond when you hear 

something you don’t want to hear? 

 

Many of us… 

 Have blank looks, interrupt, and are 

distracted 

 Are simply waiting to be able to say 

something rather than listening to learn 

and understand 

 Are uncomfortable with silence, which 

may allow individuals to gather their thoughts before sharing their ideas, etc.  

 

Especially when we feel tired, hungry, angry, or threatened 

Tip: take a break and take care of yourself so you can be in a better place to listen 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Discuss the two types of listening noted on 

the slide. 

 

1. Active Listening 

 Reflect back, “What I understand 

you to say is…” 

 No moral judgments, just restate 

 

2. Empathetic Listening 

 Understand the depth of what is 

said 

 More than just listening to the 
words, what is the message?  

 Put self in place of the speaker 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 10 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Have the group divide into pairs. 

 

Using the description on the slide, describe 

the activity. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 10 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Use the question prompt on the slide to 

guide the pair/share discussion. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Power of Being Heard: 

 

“People start to heal the moment they feel 

heard” – Cheryl Richardson 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Much research exists on Perspective 

Taking 

 Making an effort to understand 

another person’s perspective and 

point of view 

 

Emile Bruneau’s at MIT has done recent 
research on Perspective Giving 

 http://news.mit.edu/2012/conflict-

resolution-0315    

 Embracing the opportunity to share 

one’s own story with someone else 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 

 

http://news.mit.edu/2012/conflict-resolution-0315
http://news.mit.edu/2012/conflict-resolution-0315


Coming Together for Racial Understanding: Training Guide 

 

PAGE 36 OF 44 DAY # 1 

 

THE HUMAN BRAIN AND DECISION-MAKING 

INSTRUCTIONS 

 

Emile Bruneau at MIT – recent research:  

http://news.mit.edu/2012/conflict-resolution-

0315    

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

TIME: 5 MINUTES     

SUPPLIES: NONE 

HANDOUTS: NONE 
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CREATING A COMMON LANGUAGE 
 

OVERVIEW 

OBJECTIVES – Following this session, participants will: 

 To provide a common language and definitions for concepts used in the workshop 

 To identify the theoretical and political assumptions that inform our work 

 To begin to create a common language within and across the organization to 
facilitate a more coherent cross-cultural dialogue 

SETTING: 

 Small group work on common language worksheet 

 Large group processing of common language concepts 

HANDOUTS: 

 Common language work sheets for all participants 

 Common language answer sheets for all participants (given at the end of activity) 

TIME:  

 30 minutes 
 

PROCEDURE:   [brief overview in bullets such as example below] 

 Begin the exercise by asking participants to break into small groups of three or four.  

 Give each participant a “Creating a Common Language” worksheet. 

 Ask the small groups to work collaboratively to complete the “Creating a Common 
Language” worksheet.  

 They should feel free to use any resources available to them in their small group, 

with the exception of smart phones.  The focus of the activity is not necessarily to 

get every answer “right” but rather to grapple with others in your group to come up 

with what you think best answers the question.  

 After the small groups have worked approximately 10 minutes, ask them to put 
down their pencils and we will move to sharing the answers and explaining the 

concepts, if needed. 

 After answers are shared, hand each participant a copy of the answer sheet. 
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CREATING A COMMON LANGUAGE 

INSTRUCTIONS 

 

LECTURETTE: 

It might sound something like this… 

We believe that there is value in creating and using a common language or vocabulary in order 

to better understand the concepts of racial equity and change. Often the biggest barrier to 

dialogue and moving forward on race relations is the possibility that we may be using similar 

language but find out that the meaning for some may be different than what is for others. 

Building a common language can be a valuable tool in our work within our organizations and 

our communities.  To begin that process, we would like for you to work in groups of (three or 

four) to complete the “Creating a Common Language” worksheet.   

 

Note to facilitator: 

Give instructions to group on process to use to break into subgroups. 

We encourage your subgroups to work collaboratively to complete the worksheet, using the 

resources available to you in including the collective knowledge of your group members. Find 

the answer you believe is the most appropriate for each of the 20 questions, using the terms on 

the lefthand side of the page. Each term will be used only once. No extra terms have been 

thrown in to confuse your work.  Take the time that you need with each question. Don’t be 

concerned if some of these terms seem unfamiliar or confusing. Just do the best that you can in 

your group. There are additional definitions on the back of the page. These are all concepts we 

will become much more familiar with over our two days together.  Please note that these 

definitions are not offered as the “right” or “only” definitions or that knowing 

these terms and definitions implies a high level of cultural competency.  We are 

asking each of us to “try on” the concepts and the definitions we are providing. 

 

You will have ten minutes or so to complete the worksheet. Are there any questions? 

Note to facilitator: 

After small groups have worked for approximately ten minutes, reassemble the group 

and share the questions and answers. One option for doing this is to use the format of 

the television game show “Jeopardy.” It may be helpful to have two facilitators alternate 

sharing the answers. As you provide the answers, it may also be important to take a 

moment to add additional information or examples about the term/concept.  You will 

find examples of additional information that can be shared, in italics below the terms.   
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CREATING A COMMON LANGUAGE 

INSTRUCTIONS 

 

Now let’s share our answers! Remember that these definitions are not offered as the 

“right” or “only” definitions for the concepts. We are asking that you try them on as a 

way of having a common language with which to communicate. 

 

1. Groups that are more likely to receive privileges and benefits in a society and who 

believe that their “way” is better.  What are non-target groups? 

You have learned some things about me today, can you name one non-target group that I 

belong to?   

 

2. Groups that are “targeted” as “less than” or different because of their race, gender, age, 

sexual orientation, role or job, and other differences.  What are target groups? 

You have learned some things about me today, can you name one target group that I belong 

to?  As we learn more about these concepts, you should be able begin to recognize that we 

have membership in both target and non-target groups. 

 

3. Rejection of differences and a belief in the superiority of the dominant group.  What is 

monoculturalism? 

Monoculturalism stems from thinking that it’s “My way or the highway.” “My way of doing 

things is ‘normal’ and is the standard by which all others should be judged.” 

 

4. The contemporary and usually implicit existence of institutions, policies, and practices 

that continue to foster inequitable access to resources and opportunities resulting in 

disparate outcomes between people of color and whites. What is 

systemic/institutional racism?  

Prejudice is an attitude or belief. When we treat someone unfairly based on a negative attitude 

or belief, we are discriminating. In this country, systemic oppression has occurred historically 

when groups have been targeted to receive less. In the case of racial oppression, for example, 

whites have been able to practice racism because they have had and continue to have power – 

economic, social and political power – to institutionalize the view that people of color are 

inferior. 

 

5. An attitude that targets another group as “less than” and leads to that group receiving 

fewer resources, such as power, privileges and opportunities, because of color, gender, 

economic status, age, class, religion, sexual orientation, and other differences. What 

are isms? 

There are many different forms of isms, including racism, sexism, heterosexism, classism, 
ableism and others.  These forms of oppression operate systemically to support access and 

privileges to some (non-target groups) at the expense of others (target groups). 
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CREATING A COMMON LANGUAGE 

INSTRUCTIONS 

 

6. The act of one person holding, expressing, and/or acting upon racist attitudes toward 

another person. This is typically what is thought of when a person is said to be racist. 

What is personally mediated racism?  

For many in the non-target group, personally mediated racism is the only way that racism can 

be expressed and is usually the individual act of a “bad person.”  Personally mediated racism 

may be the most visible form of racism and coupled with racism at the interpersonal, 

institutional and cultural levels works to create the system of racism which impacts all.   

 

7. Unfair treatment of a person or group.  What is discrimination? 

Discrimination can occur at the interpersonal level, between two people and at the institutional 

level when you are told directly or indirectly that you are not welcomed or cannot be a part of. 

When we discriminate, we treat people as “less than.”  
 

8. Treating people the same regardless of social, economic or cultural differences. What 

is equality? 

Often in this country people use equality and equity interchangeably as if they are synonymous.  

They are not.  Equality leads to the support and maintenance of the status quo and has 

contributed to the many inequalities that exist across differences.  

 

9. This is about fairness and equal access to opportunity. It takes social differences and the 

social structures of inequality into account rather than assuming that we all begin on a 

level playing field, and through hard work, anyone could succeed.  What is equity? 

Equity recognizes that current and historical systems have led to some groups receive more at 

the expense of others and having unequal access to opportunities for positive life outcomes.  

Working toward equitable outcomes for all should be central to our work across differences.  

 

10. In the United States, this is a system in which white people maintain supremacy over 

people of other races through a set of attitudes, behaviors, social structures, plus 

institutional power. What is racism? 

Racism is about privilege and power, and within a U.S. context, white people are the only racial 

group that has both privilege and power to support and enact racism.  All racial groups have 

the ability to be prejudice or discriminatory in their interactions with others but lack the power 

and privilege to be racist.  
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CREATING A COMMON LANGUAGE 

INSTRUCTIONS 

 

11. The unconscious acceptance of cultural norms that value certain attributes more than 

others, and then valuing people or groups who hold those attributes more than those 

who do not. This affects our very rapid, subconscious decision-making processes and 

our behaviors.  What is unconscious/implicit bias?  

When it comes to unconscious/implicit bias, the problem is not with the thought, it is whether or 

not my actions are informed by my biases and negatively impact my interactions across 

differences.  I have to be honest with myself that I cannot help but have some biases and work 

to replace them with new or updated information.  

 

12. A word describing many cultural differences.  What is diversity? 

We use the word diversity primarily to describe the demographics of groups. For 

example, the diversity of this group today is ________________. (Facilitator gives 

examples of the diversity in the group). 

 

13. The values, beliefs and ways of thinking and speaking that a group develops to survive in 

a particular environment.  What is culture? 

It’s common for people to think only about race and ethnicity when they hear the word 

“culture.” Culture actually refers to all the social groups that we are part of including race, 

ethnicity — and socio-economic class, faith-based groups, gender, sexual orientation, region of 

the country, and many other aspects of who we are.  
 

14. The process whereby people in the target group make oppression internal and personal 

by coming to believe that the lies, prejudices, and stereotypes about them are true. 

What is internalized oppression?  

It may seem difficult or even impossible to believe that we would participate in our own 

oppression.  However, it is a conscious and intentional act to work against internalizing the 

negative information you experience daily about your target group status and even from those 

in your own target group. 
 

15. These operate at the personal, interpersonal, cultural, and institutional levels and grants 

advantages, favors, and benefits to members of non-target social groups at the expense 

of members of target groups. These are unearned, often invisible and they are granted 

people in the dominant groups whether they want those privileges or not and regardless 

of their stated intent. What are unearned privileges?  
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CREATING A COMMON LANGUAGE 

INSTRUCTIONS 

 

I have unearned privilege because of my non-target group status as a (Note to facilitator: 

use an example of your non-target group). These unearned privileges may be very 

difficult for me to recognize. However, they tend to be very easy for members of the target 

group to see. I can get stuck in feeling shame or guilt about the unearned privileges society 

bestows on me, or I can choose to use my privilege in a way that takes responsibility and helps 

to create positive organizational and social change. 

 

16. A judgment or opinion that is formed on insufficient grounds before facts are known or 

in disregard of facts that contradict it. These are learned and they can be unlearned.  

What is prejudice? 

It is important to stress that prejudices are attitudes and beliefs that are learned and can be 

unlearned.  One way that this is possible is through building and sustaining authentic 

relationships across differences that are grounded in honesty, support and challenge. 

 

17. The condition that would be achieved if one’s racial identity no longer predicted, in a 

statistical sense, how one will likely fare in life.  It is the proactive reinforcement of 

policies, practices, attitudes and actions that produce equitable power, access, 

opportunities, treatment and impacts for all.  What is racial equity?  

To achieve racial equity, we need the purposeful, honest and authentic engagement of  

both target and non-target group members.  Racial equity will also demand that we look at 

issues of race and racism at the personal, interpersonal, institutional and cultural levels to 

understand how oppression is operating and where/how change is needed. 

 

18. People who are passionately committed to eliminating the systems of oppression that 

unjustly benefit them.  What are allies?  

The work of non-target group members, in the case of race – white people, to become effective 

and authentic allies working toward a more racially just society can be difficult and joyful.  It is 

not a badge that I wear/display proudly, it is how I use my privileges, in community with people 

or communities of color, in powerful ways to support equitable outcomes for all, even when my 
voice shakes and the risks seem high.  

 

19. Four realms at which “isms” are expressed (personal, interpersonal, institutional and 

cultural) and where positive change can be made.  What are realms of oppression?  

The four realms, working together, create and sustain the many forms of oppression. Our work 

to create and sustain change must provide suggestions and solutions at each realm to support 

systemic transformation. 
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CREATING A COMMON LANGUAGE 

INSTRUCTIONS 

In closing (shared by the last facilitator sharing a definition): 

It might sound something like… 

We have just spent time developing a common language, which will allow us to communicate 

more effectively and fully in cross-cultural situations.   

(Use as many of these questions or others as time allows) 

 What was that activity like for you? 

 Did you learn some new terms or definitions? 

 What do you think would be the benefit to creating a common language in a change 

process grounded in racial equity and transformation? 

 

I am passing around an answer sheet that has all of the terms and definitions for your future use.   

 

NOTES TO MYSELF: 
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