
 

 

 
 
 

RIVER FOREST 
DIVERSITY, EQUITY AND INCLUSION ADVISORY GROUP  

MEETING AGENDA 
 
A meeting of the River Forest Diversity, Equity and Inclusion Advisory Group will be held on 
Tuesday, June 22, 2021 from 7:00-9:00 P.M. in Room 107 in Parmer Hall at Dominican 
University, 7900 W. Division Street, River Forest, Illinois. 
 
Physical attendance at this public meeting is limited to 50 individuals, with DEI Advisory Group officials, 
staff and consultants having priority over members of the public. Public comments and any responses will 
be read into the public meeting record.  You may submit your public comments via email in advance of 
the meeting to: Lisa Scheiner at lscheiner@vrf.us.  You may view or listen to the meeting by participating 
online or via telephone.  Join the meeting at https://us02web.zoom.us/j/83809521384, or call  
(312) 626-6799 and use meeting ID 838 0952 1384.  If you would like to participate online or over the 
phone, please email lscheiner@vrf.us by 4:00 PM on June 22, 2021 with your name and the last four digits 
of the phone number you will be using to call in.   

 
I. Call to Order/Roll Call 

II. Approval of Minutes of the June 7, 2021 DEI Advisory Group Meeting 

III. Public Comment 

IV. Small group discussion 

V. Unfinished Business 

VI. New Business 

a. Discussion Only: Parliamentary Procedure Brief Overview 

b. Consideration and Recommendation Regarding the Definitions of Diversity, 
Equity, and Inclusion 

c. Consideration of Request to Begin Meetings with Pledge of Allegiance 

d. Presentation: Village of River Forest Overview 

VII. Consideration of Proposed Regular Meeting Schedule: 7-9 p.m. on the 1st Monday and 
3rd Tuesday of every month 

VIII. Adjournment 

mailto:lscheiner@vrf.us
https://us02web.zoom.us/j/83809521384
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DIVERSITY, EQUITY AND INCLUSION ADVISORY GROUP MEETING MINUTES 

JUNE 7, 2021 

A meeting of the River Forest Diversity, Equity and Inclusion Advisory Group (DEIAG)was held on 

Monday, June 7, 2021 from 7:00-9:00 P.M. in the Shaffer Silveri Atrium in Parmer Hall at Dominican 

University, 7900 W. Division Street, River Forest, Illinois. 

I. CALL TO ORDER  

The meeting was called to order at 7:05 p.m. Upon roll call, the following persons were: 

Present: Members Addy, Arauz, Austin, Baird, Bonner, Brandhorst, Burkett, Credi, DeSorbo-

Quinn, Duba-Clancy, Economos, Foster, Garcia-Luce, Grant, Hartshorn, JohnSon, Kang, 

Keskitalo, Khaledan, Kirk, Kreisman (arrived 7:51 p.m.), Lucci, McAdams, Navarro, 

Nicholas, Norman, Oates, Papirnik, Peavy, Rogers, Schumacher, Shea, Szerszenowicz-

Olweny, Weissenberger, Yoon, and Chairpersons Bachner, Johnson, and Scheiner 

Absent:  Members Graham, Herrman, Iverson, Macaulay, Ricchetti, Riley, and Simon.  

Also Present: Amy Omi, Sheila Radford-Hill, Precious Porras  

II. WELCOME AND INTRODUCTIONS 

Chairpersons Scheiner, Bachner, and Johnson welcomed members to the first meeting of the DEI 

Advisory Group.  Chairperson Bachner read a land acknowledgement statement.  

III. REVIEW OF MISSION, PURPOSE, GOALS & DUTIES 

There was a brief discussion regarding clarification of the Advisory Group’s mission, purpose, goals 

and duties that were requested by the members.   

IV. ADOPTION OF GUIDELINES FOR DIALOG 

A MOTION was made by Credi and SECONDED by Economos to adopt Guidelines for Dialogue. 

Chairperson Bachner clarified the meaning of Item #1, confidentiality, on the Guidelines for Dialogue.  

Chairperson Scheiner explained what would be captured in meeting minutes.  

Ayes: Members Addy, Arauz, Austin, Baird, Bonner, Brandhorst, Burkett, Credi, DeSorbo-Quinn, 

Duba-Clancy, Economos, Foster, Garcia-Luce, Grant, Hartshorn, JohnSon, Kang, Keskitalo, 

Khaledan, Kirk, Kreisman (arrived _ p.m.), Lucci, McAdams, Navarro, Nicholas, Norman, Oates, 

Papirnik, Peavy, Rogers, Schumacher, Shea, Szerszenowicz-Olweny, Weissenberger, Yoon, 

and Chairpersons Bachner, Johnson, and Scheiner 

Nays: None. 

Motion Passed. 

V. INTRODUCTION OF MEMBERS/SMALL GROUP DISCUSSIONS 

Members engaged in small group discussions regarding the following questions that were posed to 

them: 



 

 

1. Talk about a time when you thought one way, and during research or talking to others, you 

changed your position. 

2. Even though we haven't talked very much yet what have you walked through the doors today 

wanting to accomplish?  Meaning are there specific projects or issues that you think we 

should tackle and that you want to be a part of helping out with? 

3. What do you think we need to learn to do the work we are charged to do on this Committee? 

 

VI. DISCUSSION OF MEETING SCHEDULE AND CONFIRMATION OF NEXT MEETING DATE 

The next meeting was tentatively scheduled at 7 p.m. on Tuesday, June 22, 2021 to accommodate 

members with regular conflicts on Monday evenings.   

VII. PUBLIC COMMENT 

None. 

VIII. ADJOURNMENT 

A MOTION was made by Credi and SECONDED by Peavy to adjourn the meeting at 9:03 p.m.  On voice 

vote, the motion passed.  

 

___________________________________________________ ______________________________ 
Erika Bachner     Date 
Chairperson 
 
___________________________________________________ ______________________________ 
Ken Johnson      Date 
Chairperson 
 
___________________________________________________ ______________________________ 
Lisa Scheiner      Date 
Chairperson 
 
 

 

 



Robert’s Rules Cheat Sheet 
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To: Say: Interrupt Speaker Second Needed Debatable Amendable Decided by: 

Adjourn “I move to adjourn.” No Yes No No Majority vote 

Recess “I move to recess for/until...” No Yes No Yes Majority vote 

Complain about hearing, comfort, 
etc. 

“Point of privilege...” Yes 

 

No No No Chair 

End debate and vote on question “I move the previous question.” No 

 

Yes No No Majority vote 

Suspend further consideration of 
something 

“I move to table this matter.” No Yes No No 2/3 vote 

Postpone deciding the question “I move to postpone this matter 
until... 

No Yes Yes Yes Majority vote 

Amend a motion “I move to amend this motion 
by...” 

No Yes Yes Yes Majority vote 

Introduce business (a main 
motion) 

“I move that...” No Yes Yes Yes Majority vote 

The motions and points listed above are in order of preference. When a  motion or point of inquiry is pending, only those listed above  the pending point may be raised. 
 

To: Say: Interrupt Speaker Second Needed Debatable Amendable Decided by: 

Redress any violation of the 
body’s Rules 

“Point of order...” Yes No No No Chair 

Request information “Point of inquiry...” Yes No No No N/A 

Verify a recent voice vote by 
actual count (before next motion 
only) 

“I call for division.” Yes No No No Majority vote 

Prevent body from considering a 
matter 

“I object to considering this 
question.” 

Yes No No No 2/3 

Consider a suspended matter “I move to take from the table...” Yes Yes No No Majority 

Reconsider a previous motion “I move to reconsider...” Yes Yes No No 2/3 

Consider something out of 
schedule 

“I move to suspend the rules to 
consider...” 

No Yes No No 2/3 

Vote on the Chair’s decision “I appeal the Chair’s decision.” Yes Yes Yes No Majority 

The motions and points above  have no precedence. Any of them may be raised in response to any motion or question, with the exception of the three items in gray (motion to adjourn,  motion to 
recess, and point of privilege



 MAIN MOTIONS 
To Introduce New Business 

2 
 

Obtaining and assigning the floor 

 A member raises their hand (or rises, depending on your rules) and waits to be 
acknowledged 

 The chair recognizes the member by name 
Note. It is never proper to raise your hand or rise to be acknowledged while another is 
speaking. If your point or motion is one of the kind that can interrupt the speaker, make 
your point or motion without waiting for recognition.  
How the Motion is Brought Before the Assembly 
• The member makes the motion: I move that (or "to") ... and resumes his seat. 
• Another member seconds the motion: I second the motion or I second it or second. 
• The chair states the motion: It is moved and seconded that ... Are you ready for the 
question? 
Consideration of the Motion 

 Members can debate main motions before the question is voted on or otherwise 
decided. 

 Before speaking in debate, members must obtain the floor. 

 The maker of the motion has first right to the floor. 

 Debate must be confined to the merits of the motion. 

 Debate can be closed only by order of the assembly (2/3 vote) or by the chair if no one 
seeks the floor for further debate. 
The chair puts the motion to a vote 

 The chair asks: Are you ready for the question?  

 If no one rises to claim the floor, the chair proceeds to take the vote. 

 The chair says: The question is on the adoption of the motion that ... As many as are in 
favor, say ‘Aye’. (Pause for response.) Those opposed, say 'Nay'. (Pause for response.) Those 
abstained please say ‘Aye’. 

 Depending on your rules, some kinds of business may call for a vote by show of hands. 
The chair announces the result of the vote. 

 The ayes have it, the motion carries, and ... (indicating the effect of the vote) or 

 The nays have it and the motion fails 
If the count may be incorrect, a member calls for division 

 If any member feels that the tally of voice votes is incorrect, they may call for division. 

 Any call for division, unless the result of the previous vote was obvious (e.g. a unanimous 
or nearly-unanimous vote) must be honored. 

 The chair will instruct the body on how to vote (e.g. by show of hands or by standing), 
and the body will vote accordingly. 
WHEN DEBATING YOUR MOTIONS 

 Listen to the other side 

 Be polite 

 Focus on issues, not personalities 

 Avoid questioning motives 



 MOTIONS, GENERALLY 
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MAIN MOTION 
You want to propose a new idea or action for the group. 
• After recognition, make a main motion. 
• Member: "Madame Chairman, I move that _________." 
 
AMENDING A MOTION 
You want to change some of the wording that is being discussed. 
• After recognition, "Mister Chairman, I move that the motion be amended by adding the 
following words ________." 
• After recognition, "Mister Chairman, I move that the motion be amended by striking out 
the following words ________." 
• After recognition, "Mister Chairman, I move that the motion be amended by striking out 
the following words, _________, and adding in their place the following words ________." 
 
REFER TO A COMMITTEE 
You feel that an idea or proposal being discussed needs more study and investigation. 
• After recognition, "Madame Chairman, I move that the question be referred to a 
committee made up of members Smith, Jones and Brown." 
 
POSTPONE DEFINITELY 
You want the membership to have more time to consider the question under discussion and 
you want to postpone it to a definite time or day, and have it come up for further 
consideration. 
• After recognition, "Mister Chairman, I move to postpone the question until ________." 
 
PREVIOUS QUESTION 
You think discussion has gone on for too long and you want to stop discussion and vote. 
• After recognition, "Madam Chairman, I move the previous question." 
 
LIMIT DEBATE 
You think discussion is getting long, but you want to give a reasonable length of time for 
consideration of the question.After recognition, "Mister President, I move to limit discussion 
to two minutes per speaker." 
 
POSTPONE INDEFINITELY 
You want to kill a motion that is being discussed. 
• After recognition, "Mister Chairman, I move to postpone the question indefinitely." 
 
RECESS 
You want to take a break for a while. 
• After recognition, "Mister Chairman, I move to recess for ten minutes." 
 
ADJOURNMENT 
You want the meeting to end. 



 MOTIONS, GENERALLY 
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• After recognition, "Madame Chairman, I move to adjourn." 
 
PERMISSION TO WITHDRAW A MOTION 
You have made a motion and after discussion, are sorry you made it. 
• After recognition, "Mister Chairman, I ask permission to withdraw my motion." 
 
CALL FOR ORDERS OF THE DAY 
At the beginning of the meeting, the agenda was adopted. The chairman is not following the 
order of the approved agenda. 
• Without recognition, "Call for orders of the day." 
 
SUSPENDING THE RULES 
The agenda has been approved and as the meeting progressed, it became obvious that an 
item you are interested in will not come up before adjournment. 
• After recognition, "Madam Chairman, I move to suspend the rules and move item 5 to 
position 2." 
 
POINT OF PERSONAL PRIVILEGE 
The noise outside the meeting has become so great that you are having trouble hearing, or 
the temperature in the room is uncomfortable, or some other concern. 
• Without recognition, "Point of personal privilege." 
• Chairman: "State your point." 
• Member: "There is too much noise, I can't hear." 
 
COMMITTEE OF THE WHOLE 
You are going to propose a question that is likely to be controversial and you feel that some 
of the members will try to kill it by various maneuvers. Also you want to keep out visitors 
and the press. 
• After recognition, "Mister Chairman, I move that we go into a committee of the whole." 
 
POINT OF ORDER 
It is obvious that the meeting is not following proper rules. E.g. a motion is passed without 
the right kind of vote, or a member is breaking the rules of debate. 
• Without recognition, "I rise to a point of order," or "Point of order." 
 
POINT OF INQUIRY 
You are wondering about some of the facts under discussion, such as the balance in the 
treasury when expenditures are being discussed. 
• Without recognition, "point of inquiry." 
 
POINT OF PARLIAMENTARY INQUIRY 
You are confused about some of the parliamentary rules. 
• Without recognition, "Point of parliamentary inquiry." 
 



 MOTIONS, GENERALLY 
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APPEAL FROM THE DECISION OF THE CHAIR 
The Chair has made a decision that you wish the body to vote on. 
• Without recognition, "I appeal from the decision of the Chair.” 
 



Village of River Forest 
Village Administrator’s Office  

400 Park Avenue 
River Forest, IL 60305 

Tel:  708-366-8500 
 
 

MEMORANDUM 

 

Date: June 18, 2021 
 
To: Diversity, Equity, and Inclusion Advisory Group  
  
From: Lisa Scheiner, Acting Village Administrator   
 
Subj: June 22, 2021 Meeting Information 
 

 
Issue: The next meeting of the Diversity, Equity, and Inclusion Advisory Group will be held 
Tuesday, June 22, 2021.  On the agenda will be the discussion and recommendation for 
definitions of the terms “diversity, equity, and inclusion.”   
 
Background/Analysis: The DEIAG has been charged with the responsibility of providing a 
definition for the terms “diversity”, “equity”, and “inclusion.”  Definitions proposed by the 
Chairpersons of this group are attached along with other terms that the DEIAG may find useful. 
 
Recommendation: That the DEIAG make a recommendation to the Village Board of Trustees 
that the terms “diversity”, “equity”, and “inclusion” be defined as recommended by the DEIAG.  
 
When the Advisory Group reaches this item on the agenda, the following steps will be taken to 
discuss and officially recommend it, in accordance with Robert’s Rules of Order (also known as 
parliamentary procedure) every motion has six steps: 
 

1. Motion: A member of the Advisory Group will be asked to “Mae a motion to recommend 
to the Village Board of Trustees that the terms “diversity”, “equity”, and “inclusion” be 
defined as recommended.” 

2. Second: A member of the Advisory Group will be asked to “second” the motion. 
3. Restate motion: A chairperson will restate the motion to ensure everyone heard it 
4. Discussion/Debate: Discussion of the motion may then commence.  When discussing 

and debating the motion please keep the guidelines for dialogue that were adopted at 
the June 7, 2021 meeting.  

5. Vote: The chairperson restates the motion, and then first asks for affirmative votes, and 
then negative votes.  Please note that the members of the Advisory Group that make a 
motion or second a motion are under no obligation to vote for or against the motion.   



6. Announce the Vote: The chairperson announces the result of the vote and any 
instructions.  A majority vote of the Advisory Group members present is needed for the 
motion to pass.   

 
Attachments:  

- Key terms worksheet 
 
 
 
 
 
 
 



Diversity, Equity &
Inclusion Key Terms

Diversity is a Fact. Diversity is the representation of individuals within a group (i.e.: workplace, 
community, etc.) across different psychological, physical, and social differences that occur among 
any and all individuals; including but not limited to race, ethnicity, nationality, religion, 
socioeconomic status, education, marital status, language, age, gender, sexual orientation, 
mental or physical ability, and learning styles.

Equity - Provides the resources needed for everyone to have the same opportunities to succeed 
within a given environment. The guarantee of fair treatment, access, opportunity, and 
advancement while at the same time striving to identify and eliminate barriers that have 
prevented the full participation of some groups. The principle of equity acknowledges that there 
are historically underserved and underrepresented populations and that fairness regarding these 
unbalanced conditions is needed to assist equality in the provision of effective opportunities to 
all groups. 

Inclusion is a Choice. The intentional act of creating environments in which an individual or 
group can be and feel welcomed, respected, supported, and valued to fully participate. Ongoing 
engagement with diversity – in people and in communities (intellectual, social, cultural, 
geographical) with which individuals might connect – in ways that increase one’s awareness, 
content knowledge, cognitive sophistication, and empathic understanding of the complex ways 
individuals interact within systems and institutions.



Additional Diversity, Equity 
& Inclusion Key Terms

Ableism - discrimination against persons with mental and/or physical disabilities; social structures that favor able-

bodied individuals. (The National Multicultural Institute)

Accomplice - An ally who directly challenges institutionalized homophobia, transphobia, and other forms of 

oppression, by blocking or impeding oppressive people, policies and structures. Accomplices fight with oppressed 

peoples and their actions are coordinated by those who are oppressed. (The Nova Collective)

Acculturation - the process of learning and incorporating the language, values, beliefs, and behaviors that makes up a 

distinct culture. This concept is not to be confused with assimilation, where an individual or group may give up certain 

aspects of its culture in order to adapt to that of the prevailing culture. (The National Multicultural Institute)

Affirmative Action - proactive policies and procedures for remedying the effect of past discrimination and ensuring 

the implementation of equal employment and educational opportunities, for recruiting, hiring, training and 

promoting women, minorities, people with disabilities and veterans in compliance with the federal requirements 

enforced by the Office of Federal Contract Compliance Programs (OFCCP). (Society for Human Resources 

Management)

Ageism - discrimination against individuals because of their age, often based on stereotypes. (The National 

Multicultural Institute)

Ally - a person who takes action against oppression out of a belief that eliminating oppression will benefit members 

of targeted groups and advantage groups. Allies acknowledge disadvantage and oppression of other groups than their 

own, take supportive action on their behalf, commit to reducing their own complicity or collusion in oppression of 

these groups, and invest in strengthening their own knowledge and awareness of oppression. (Center for Assessment 

and Policy Development)

Anti-Oppression - Recognizing and deconstructing the systemic, institutional and personal forms of disempowerment 

used by certain groups over others; actively challenging the different forms of oppression. (Center for Anti-

Oppressive Education)

Anti-Racism - The practice of identifying, challenging, and changing the values, structures, and behaviors that 

perpetuate systemic racism. (The Nova Collective)

Today, anti-racism is perhaps most closely associated with Ibram X. Kendi, the founding director of American 

University's anti-racist research center who popularized the concept with his 2019 book "How to be an Anti-Racist." 

In it, he wrote: "The only way to undo racism is to consistently identify and describe it — and then dismantle it." 

(Business Insider)

Belonging - the feeling of security and support when there is a sense of acceptance, inclusion, and identity for a 

member of a certain group or place. In order for people to feel like they belong, the environment (in this case the 

workplace) needs to be set up to be a diverse and inclusive place. (SHRM)

Bias - a positive or negative inclination towards a person, group, or community; can lead to stereotyping. 

(Thiederman)



Bigotry - intolerant prejudice which glorifies one’s own group and denigrates members of other groups. (Dismantling 

Racism Institute)

BIPOC - An acronym for Black, Indigenous and People of Color. The term has increased in use and awareness during 

2020 after the Black Lives Matter resurgence against racism and police brutality in the wake of the George Floyd 

shooting. BIPOC is meant to emphasize the particular hardships faced by Black and Indigenous people in the US and 

Canada and is also meant to acknowledge that not all people of color face the same levels of injustice.

Bisexuality - romantic and/or sexual attraction to people of more than one sex and/or gender, not necessarily at the 
same time, not necessarily in the same way, and not necessarily to the same degree. (Ochs)

Bullying - intimidating, exclusionary, threatening or hostile behavior against an individual. (Sierra Club Employee 
Handbook)

Bystander - A person who is present at an event or incident but does not take part. Similar to an onlooker, passerby, 
nonparticipant, observer, spectator.

Cisgender - a gender identity where an individual’s self-perception of their gender aligns with their perceived sex. 
(The National Multicultural Institute)

Classism - biased attitudes and beliefs that result in, and help to justify, unfair treatment of individuals or groups 
because of their socioeconomic grouping. Classism can also be expressed as public policies and institutional practices 
that prevent people from breaking out of poverty rather than ensuring equal economic, social, and educational 
opportunity. (The  National Multicultural Institute)

Coded Language - A word or set of words used to describe a person or group of people that perpetuate the dominant 
narrative in a discrete way.

Code-Switching - The practice of alternating between two or more languages or varieties of language in conversation.

Collusion - Thinking, feeling, and acting in ways that support dominant systems of power, privilege, and oppression.  
Both privileged and oppressed groups can collude. (The Nova Collective). When people act to perpetuate oppression 
or prevent others from working to eliminate oppression. Example: able-bodied people who object to strategies for 
making buildings accessible because of the expense. (Adams, Bell and Griffin)

Colonialism - control by individuals or groups over the territory/behavior of other individuals or groups. (Horvath) 
Imperialism refers to the political or economic control, either formally or informally, and creating an empire.

Colorblind - term used to describe personal, group, and institutional policies or practices that do not consider race or 
ethnicity as a determining factor. The term “colorblind” de-emphasizes or ignores race and ethnicity as a large part of 
one’s identity. (The National Multicultural Institute)

Conscious Bias - in its extreme is characterized by overt negative behavior that can be expressed through physical 
and verbal harassment or through more subtle means such as exclusion.

Corporate Social Responsibility - a business model that helps a company be socially accountable to itself, its 
stakeholders, and the public. CSR initiatives seek to make a positive impact on local communities and the 
environment. It is the way through which a company achieves a balance of economic, environmental and social 
imperatives. (UNIDO)

Additional Diversity, Equity 
& Inclusion Key Terms



Counter Narratives - Narratives, truths, and experiences that arise from the vantage point of those who have been 
historically marginalized. These can be a collection or individual experiences that run against the Dominant Narrative 
or dominant stereotypes about their group. (The Nova Collective)

Cultural Appropriation - A term used to describe the taking over of creative or artistic forms, themes, or practices by 
one cultural group from another. It is in general used to describe Western appropriations of non‐Western or 
non‐white forms and carries connotations of exploitation and dominance.

Cultural Assimilation – when an individual, family, or group gives up certain aspects of its culture in order to adapt to 
the dominant culture. (The National Multicultural Institute)

Cultural Competence - refers to an individual's or an organization’s knowledge and understanding of different 
cultures and perspectives. It’s a measure of an individual's or a workforce’s ability to work with people of different 
nationalities, ethnicities, languages, and religions.

In short is the ability to interact effectively with people from different cultures. This ability depends on awareness of 
one’s own cultural worldview, knowledge of other cultural practices and worldviews, tolerant attitudes towards 
cultural differences, and cross-cultural skills. (Dr. Richard T. Alpert, Ph.D.)

It involves knowledge, awareness and interpersonal skills that allow individuals to increase their understanding, 
sensitivity, appreciation and responsiveness to cultural differences and the interactions resulting from them. It is a 
process of learning that leads to the ability of an organization and/or employees to collaborate in a diverse work 
environment by effectively responding to the challenges and opportunities posed by the presence of social cultural 
diversity. (The National Multicultural Institute)

Cultural Intelligence (CQ) - the capability to adapt, relate and work effectively across cultures. People with high CQ 
are not experts in every kind of culture. Instead they have the skills to go into new environments with confidence, 
and to make informed judgments based on observations and evidence as opposed to stereotypes and biases. They 
recognize shared influences among particular groups.

Developing CQ allows one to be attuned to the values, beliefs and attitudes of people from different cultures and to 
respond with informed empathy and real understanding. (Cultural Intelligence by Christopher Earley and Soon Ang)

Cultural Sensitivity - being aware that cultural differences and similarities between people exist without assigning 
them a value. (Southeastern University)
Cultural sensitivity skills can ensure the ability to work effectively alongside people with different cultural attitudes 
and behaviors.

Cultural Pluralism - recognition of the contribution of each group to a common civilization. It encourages the 
maintenance and development of different life styles, languages and convictions. It strives to create the conditions of 
harmony and respect within a culturally diverse society. (Institute for Democratic Renewal and Project Change)

Culture - a social system of meaning and custom that is developed by a group of people to assure its adaptation and 
survival. These groups are distinguished by a set of unspoken rules that shape values, beliefs, habits, patterns of 
thinking, behaviors and styles of communication. (Institute for Democratic Renewal and Project Change)

Additional Diversity, Equity 
& Inclusion Key Terms



Decolonization - The process of revealing, divesting, and dismantling the hidden aspects of those institutional and 
cultural forces that had maintained the colonialist power in all its forms.  This includes bureaucratic, cultural, 
linguistic, psychological, and more. (The Nova Collective)

Denial - the refusal to acknowledge the societal privileges that are granted or denied based on an individual’s identity 
components. Those who are in a stage of denial tend to believe,   “People are people. We are all alike regardless of 
the color of our skin.” In this way, the existence of a hierarchical system of privileges based on ethnicity or race are 
ignored. (Institute for Democratic Renewal and Project Change)

Disability - physical or mental impairment, the perception of a physical or mental impairment, or a history of having 
had a physical or mental impairment that substantially limits one or more major life activities. (The Department of 
Justice) Replaces the term Handicap or The Handicapped, which do not reflect the individuality, equality or dignity of 
people with disabilities.

Discrimination - The unequal allocation of goods, resources, and services, and the limitation of access to full 
participation in a society based on individual membership in a particular social group; reinforced by law, policy, and 
cultural norms that allow for differential treatment based on identity. (The Nova Collective)

Dominant Narratives - Stories told by the dominant culture that define reality and guide our lives. Oftentimes this is 
what most of society believes to be “true.” These can show up as stereotypes and assumptions about other groups. 
(The Nova Collective)

Emotional Tax - the combination of being on guard to protect against bias and feeling different from peers at work 
because of gender, race, and/or ethnicity and the associated effects on health, well-being, and ability to thrive at 
work. It particularly affects BIPOC employees. (Catalyst)

Employee Resource Group (Business Resource Group) - ERGs are communities of employees organized around a 
common dimension (similar backgrounds, experiences or interests) to network, share views, learn from others, 
further professional growth and development, and drive business.

Empowerment - when target group members refuse to accept the dominant ideology and take actions to redistribute 
social power more equitably. (Adams, Bell and Griffin)

Environmental Equity - measures the amelioration of the myriad inequities and disproportionate impacts that groups 
in society have faced, especially in the realm of environmental protection and access to nature and the 
environmental goods that aren't equally shared.

Equal Employment Opportunity - (EEO) Title VII of the Civil Rights Act of 1964 prohibit discrimination in any aspect of 
employment based on an individual’s race, color, religion, sex, or national origin. (The National Multicultural Institute)

Equality - evenly distributed access to resources and opportunity necessary for a safe and healthy life; uniform 
distribution of access to ensure fairness. (Kranich)

ESL - (E)nglish as a (S)econd (L)anguage. A term used to describe language learning programs in the United States for 
individuals for whom English is not their first or native language. (The National Multicultural Institute)

Additional Diversity, Equity 
& Inclusion Key Terms



Essentialism - the practice of categorizing an entire group based on assumptions about what constitutes the 
“essence” of that group. Essentialism prevents individuals from remaining open to individual differences within 
groups. (The National Multicultural Institute)

Ethnicity / Ethnic Group - A category of people who identify with each other, usually on the basis of presumed 
similarities such as a common language, ancestry, history, society, culture, nation, race, or social treatment within 
their residing area. (The Nova Collective)  A social construct which divides people into smaller social groups based on 
characteristics such as values, behavioral patterns, language, political and economic interests, history, and ancestral 
geographical base. (Adams, Bell and Griffin)

Ethnocentrism - the practice of using a particular ethnic group as a frame of reference, basis of judgment, or 
standard criteria from which to view the world. Ethnocentrism favors one ethnic group’s cultural norms and excludes 
the realities and experiences of other ethnic groups. (The National Multicultural Institute)

Eurocentrism - the practice of using Europe and European culture as a frame of reference or standard criteria from 
which to view the world. Eurocentrism favors European cultural norms and excludes the realities and experiences of 
other cultural groups. (The National Multicultural Institute)

Feminism - theory and practice that advocates for educational and occupational equity between men and women; 
undermines traditional cultural practices that support the subjugation of women by men and the devaluation of 
women’s contributions to society. (The National Multicultural Institute)

Gaslighting - a form of psychological manipulation in which a person or a group covertly sows seeds of doubt in a 
targeted individual or group, making them question their own memory, perception, or judgment, often evoking in 
them cognitive dissonance and other changes, including low self-esteem.

Gay - people of the same sex who are attracted sexually and emotionally to each other. More commonly utilized to 
describe male attraction to other males. (The National Multicultural Institute)

Gender - the socially constructed ideas about behavior, actions, and roles a particular sex performs. (The National 
Multicultural Institute)

Gender Identity - a personal conception of one’s own gender; often in relation to a gender opposition between 
masculinity and femininity. Gender expression is how people externally communicate or perform their gender 
identity to others. (The National Multicultural Institute)

Gender-Neutral - used to denote a unisex or all-gender inclusive space, language, etc. Examples: a gender-neutral 
bathroom is a bathroom open to people of any gender identity and expression; gender-neutral job descriptions are 
used to attract qualified, diverse candidates.

Gender Expansive (gender non-confirming) - used to describe those who view their gender identity as one of many 
possible genders beyond strictly man or woman. These individuals have expanded notions of gender expression and 
identity beyond what is perceived as the expected gender norms for their society or context. Some gender-expansive 
individuals identify as a man or a women, some identify as neither, and others identify as a mix of both. (PFLAG)
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Global Environmental Racism - race is a potent factor in sorting people into their physical environment and 
explaining social inequality, political exploitation, social isolation, and quality  of life. Racism influences land use, 
industrial facility siting, housing patterns, infrastructure development, and “who gets what, when, where, and how 
much.” Environmental racism refers to any policy, practice, or directive that differentially affects or disadvantages 
(whether intended or unintended) individuals, groups, or communities based on race or color. (Second National 
People of Color Environmental Leadership Summit)

Harassment - unwelcome, intimidating, exclusionary, threatening or hostile behavior against an individual that is 
based on a category protected by law. (Sierra Club Employee Handbook)

Hazing - verbal and physical testing, often of newcomers into a society or group, that may range from practical joking 
to tests of physical and mental endurance. (The National Multicultural Institute)

Heterosexism - social structures and practices which serve to elevate and enforce heterosexuality while 
subordinating or suppressing other forms of sexuality. (University of Maryland)

Hispanic - the U.S. Census Bureau defines Hispanic as people who classified themselves as Spanish, Hispanic, or Latino 
categories, which also included the subgroups Mexican, Mexican American, Chicano, Puerto Rican or Cuban. (The 
National Multicultural Institute)

Homophobia - a fear of individuals who are not heterosexual. Often results in hostile, offensive, or discriminatory 
action against a person because they are gay, lesbian, bisexual, transgendered, queer identified, or because they are 
perceived to be. These actions may be verbal or physical and can include insulting or degrading comments; taunts or 
‘jokes’; and excluding or refusing to cooperate with others because of their sexuality. (The National Multicultural 
Institute)

Horizontal Violence - The embodiment of internalized oppression towards another minority group. (The Nova 
Collective)

Human Rights - the basic rights and freedoms to which all humans are entitled, often held to include the right to life 
and liberty, freedom of though and expression, and equality before the law. (The American Heritage Dictionary of the 
English Language)

Identity-First Language - many people with disabilities embrace Identity-First Language, which positions disability as 
an identity category. In identity-first Language, the identifying word comes first in the sentence and highlights the 
person's embrace of their identity. (PWD Australia)

In recent years, many self-advocates (particularly in the autism community) have expressed preference for identity-
first language such as “autistic,” “autistic person,” or “autistic individual” comparing this phrasing to the way we refer 
to “Muslim” or “African American” or “LGBTQ” individuals. (University of Kansas Department of Special Education, 
AutisticAdvocacy.org)

Identity - The way you think about yourself, the way you are viewed by the world, and the characteristics that define 
you. Social Identities fall into predictable patterns and are socialized through media, schools, parents, etc. countless 
forums that build our common understanding of what is “normal” and what is “other” within key categories.

Identity Group - a particular group, culture, or community with which an individual identifies or shares a sense of 
belonging. Individual agency is crucial for identity development; no person should be pressured to identify with any 
existing group, but instead the freedom to self-identify on their own terms. (The National Multicultural Institute)
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Implicit Bias - Implicit biases are negative associations that people unknowingly hold. They are expressed 
automatically and without conscious awareness. Many studies have indicated that implicit biases affect individuals’ 
attitudes and actions, thus creating real-world implications, even though individuals may not even be aware that 
those biases exist within themselves.

Implicit biases may be held by an individual, group, or institution and can have negative or positive consequences.

Inclusive Language - words of phrases that include all potential audiences from any identity group. Inclusive language 
does not assume or connote the absence of any group. An example of gender inclusive language is using “police 
officers” instead of “policemen”. (The National Multicultural Institute)

Indigenous - originating from a culture with ancient ties to the land in which a group resides. (University of Maryland)

Individual Racism - the beliefs, attitudes, and actions of individuals that support or perpetuate racism; can occur at 
both a conscious and unconscious level, and can be active or passive.
Examples include telling a racist joke, using a racial epithet, or believing in the inherent superiority of Whites. (Adams, 
Bell and Griffin)

Institutional Racism - refers specifically to the ways in which institutional policies and practices create different 
outcomes for different racial groups. The institutional policies may never mention any racial group, but their effect is 
to create advantages for Whites and oppression and disadvantage for people from groups classified as People of 
Color. An example includes City sanitation department policies that concentrate trash transfer stations and other 
environmental hazards disproportionately in communities of color. (Potapchuk, Leiderman, Bivens and Major)

Intent vs. Impact - this distinction is an integral part of inclusive environments; intent is what a person meant to do
and impact is the effect it had on someone else. Regardless of intent, it is imperative to recognize how behaviors, 
language, actions, etc. affect or influence other people. An examination of what was said or done and how it was 
received is the focus, not necessarily what was intended. (Workforce Diversity Network)

Internalized Dominance - Behaviors, thoughts, and feelings of those who, through their socialization as members of 
the dominant group, learn to think and act in ways that express internalized notions of merit and privilege. (The Nova 
Collective)

Internalized Oppression - When a member of an oppressed group turns the experience of oppression inward.  This 
can result in conscious or unconscious feelings of not being worthy, capable, intelligent, attractive, etc. (The Nova 
Collective)

Intersectionality - The interconnected nature of social categorizations such as race, class, and gender as they apply to 
a given individual or group, regarded as creating overlapping and interdependent systems of discrimination or 
disadvantage. (The Nova Collective)

As coined by Kimberlé Crenshaw, it is a framework for understanding how different aspects of a person’s social and 
political identities (e.g., gender, race, class, sexuality, ability, physical appearance, etc.) combine to create unique 
modes of discrimination and privilege. Intersectionality identifies advantages and disadvantages that are felt by 
people due to this combination of factors. (Time’s Up)
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“-isms” - a way of describing any attitude, action or institutional structure that subordinates (oppresses) a person or 
group because of their target group: race (racism), gender (sexism), economic status (classism), age (ageism), religion, 
sexual orientation, language, etc. (Institute for Democratic Renewal and Project Change)

Invisible Disability (Hidden Disability) - an umbrella term that captures a whole spectrum of hidden disabilities or 
challenges that are primarily neurological in nature. Invisible disability, or hidden disability, are defined as disabilities
that are not immediately apparent.

Latino/a - individual living in the United States originating form, or having a heritage relating to Latin America. 
(University of Maryland)

Latinx - a gender-neutral or nonbinary alternative to Latino or Latina.

Lesbian - a woman whose primary sexual attraction is to other women. (UC Berkeley Gender Equity Resource Center)

LGBTQ (QIA) - acronym for “Lesbian Gay Bisexual Transgender Queer (Questioning Intersex Allies).” The description 
of the movement expanded from gay and lesbian to LGBTQ and some include questioning, intersex, allies, same-
gender-loving, asexual, pansexual, and polyamorous. (Queers United Activists)

Marginalization - the placement of minority groups and cultures outside mainstream society. All that varies from the 
norm of the dominant culture is devalued and at times perceived as deviant and regressive. (The National 
Multicultural Institute)

Microaggressions - the everyday verbal, nonverbal, and environmental slights, snubs, or insults, whether intentional 
or unintentional, which communicate hostile, derogatory, or negative messages to target persons based solely upon 
their marginalized group membership. (Wing Sue)

A comment or action that subtly and often unconsciously or unintentionally expresses a prejudiced attitude toward a 
member of a marginalized group (e.g., commenting that a Black person “talks white” if they are articulate and 
eloquent or moving to the opposite side of a street to avoid interacting with a particular racial group).

Micro-inequity - subtle, often unconscious, messages and behavior that devalue, discourage and impair workplace 
performance. It can appear as individuals who are overlooked, singled out or ignored and is based on characteristics 
such as race, gender, ability, etc. Micro-inequities can be conveyed through facial expressions, gestures, tone of 
voice/choice of words. The term coined in 1973 by MIT professor Mary Rowe.
(Maryville.edu)

Microinsults - communications that subtly exclude, negate or nullify the thoughts, feelings or experiential reality of a 
marginalized individuals. (Diversity in the Classroom, UCLA Diversity & Faculty Development)

Microinvalidations - Verbal and nonverbal communications that subtly convey rudeness and insensitivity and 
demean a person's racial heritage or identity. (Diversity in the Classroom, UCLA Diversity & Faculty Development)

Minority - Refers to a small fraction of the population. (The Nova Collective)

Minoritized - To be pushed to the margins often by means out of control. Specifically used to refer to a group outside 
of the dominant group. Although they may not numerically speaking be a “minority,” they are still pushed to the 
margins, thus minoritized. (The Nova Collective)
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Multicultural - of or pertaining to more than one culture. (The National Multicultural Institute)

Multiculturalism - the practice of acknowledging and respecting the various cultures, religions, races, ethnicities, 
attitudes, and opinions within an environment. The theory and practice promotes peaceful coexistence of all 
identities and people. (University of Maryland)

Neo-Colonization - term for contemporary policies adopted by international and western “1st world” nations and 
organizations that exert regulation, power and control over “3rd world” nations disguised as humanitarian help or 
aid. These policies are distinct but related to the “original” period of colonization of Africa, Asia, and the Americas by 
European nations. (University of Maryland)

Neurodiversity - refers to the variation in the human brain regarding sociability, learning, attention, mood and other 
mental functions. (Thomas Amstrong, author of The power of Neurodiversity: Unleashing the Advantages of Your 
Differently Wired Brain).

According to the UK-based Autism Awareness Centre, it recognizes that all variations of human neurological function 
need to be respected as just another way of being, and that neurological differences like autism and ADHD are the 
result of normal/natural variations in the human genome.

The term was first coined by Judy Singer, a sociologist on the autism spectrum and the neurodiversity movement 
stresses that neurological differences should be valued and add value to the workplace.

Non-binary - an adjective describing a person who does not identify exclusively as a man or a woman. Non-binary 
people may  identify as being both  a man and a  woman, somewhere in between, or as falling completely outside 
these categories. (Human Rights Campaign)

Norm - an ideal standard binding upon the members of a group and serving to guide, control, or regulate power and 
acceptable behavior. (Effective Philanthropy)

Oppression - When a dominant group that holds power, whether knowingly or unknowingly, abuses a marginalized 
group. This pervasive system is rooted in history and maintained through individual and institutional/systemic 
discrimination, personal bias, bigotry, and social prejudice, resulting in a condition of privilege for the dominant group 
at the expense of the marginalized group. (The Nova Collective)

Pan-Africanism - describes the theory relating to the desire to educate all peoples of the African diaspora of their 
common plight and the connections between them. Some theorists promote linking all African countries across the 
continent through a common government, language, ideology, or belief. (University of Maryland)

Pansexuality - a term reflective of those who feel they are sexually, emotionally, and spiritually capable of falling in 
love with all genders. (Queers United Activists)

Pay Equity - compensating employees the same when they perform the same or similar job duties, while accounting 
for other factors, such as their experience level, job performance and tenure with the employer. (SHRM)
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People/Person of Color - is not a term that refers to real biological or scientific distinction between people, but the 
common experience of being targeted and oppressed by racism.  While each oppressed group is affected by racism 
differently and each group maintains its own unique identity and culture, there is also the recognition that racism has 
the potential to unite oppressed people in a collective of resistance. For this reason, many individuals who identify  as 
members of racially oppressed groups also claim the political identity of being People of Color. This in no way 
diminishes their specific cultural or racial identity; rather it is an  affirmation of the multiple layers of identity of every 
individual. This term also refrains from the subordinate connotation of triggering labels like “non-White” and 
“minority.” (Office of Racial and Ethnic Concerns of Unitarian Universalist Association)

People/Person-First Language - emphasizes the individuality, equality and dignity of people with disabilities. Rather 
than defining people primarily by their disability, people-first language conveys respect by emphasizing the fact that 
people with disabilities are first and foremost just that—people. (The Employer Assistance and Resource Network on 
Disability Inclusion “EARN”)

People/Person with Disabilities - refers to individuals with a disability. This term utilizes Person-First Language, which 
posits that a person isn’t a disability, condition or diagnosis but rather, a person has a disability, condition or 
diagnosis. (ADA) Replaces the terms, Handicap, The Handicapped, The Disabled, Wheelchair-bound, Cripple, which do 
not reflect the individuality, equality or dignity of people with disabilities. (NDA Ireland)

Performative Allyship - (versus Allyship) - is when someone from a nonmarginalized group (white, able-bodied, etc.) 
professes support and solidarity with a marginalized group in a way that either isn't helpful or that actively harms that 
group. Performative allyship refuses to engage with the complexity below the surface or say anything new. It refuses 
to acknowledge any personal responsibility for the systemic issues that provided the context for the relevant tragedy. 
(Policy Exchange)

Personal Gender Pronoun - the pronoun or set of pronouns that an individual personally uses and would like others 
to use when referring to them. Replaces the term Preferred Gender Pronoun, which incorrectly implies that their use 
is optional. (PFLAG)

Polyamory - the practice or acceptance of having more than one intimate relationship at a time with the consent of 
all involved. (Queers United Activists)

Prejudice - A judgment or belief that is formed on insufficient grounds before facts are known or in disregard of facts 
that contradict it.  Prejudices are learned and can be unlearned. (Nova Collective)

Privilege - A group of unearned cultural, legal, social, and institutional rights extended to a group based on their social 
group membership. Individuals with privilege are considered to be the normative group, leaving those without access 
to this privilege invisible, unnatural, deviant, or just plain wrong.  Most of the time, these privileges are automatic and 
most individuals in the privileged group are unaware of them.  Some people who can “pass” as members of the 
privileged group might have access to some levels of privilege. (The Nova Collective)

Psychological Safety - a climate in which people are comfortable being (and expressing) themselves without 
repercussions. (Amy Edmonson) It is about creating an environment where employees feel empowered to express an 
idea or contribution fully, without fear of negative consequences to themselves, their status or their career. It 
includes being courageous enough to showcase their vulnerability, to own their mistakes and turn them into learning, 
and trust that their work environment and co-workers will not shame them for doing so.
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Queer - term used to refer to people or culture of the lesbian, gay, bisexual, transgender community. A term once 
perceived as derogatory is now embraced by some members of the LGBTQ community. (The National Multicultural 
Institute)

Race - a social construct that artificially divides people into distinct groups based on characteristics such as physical 
appearance, ancestral heritage, cultural affiliation, cultural history, ethnic classification, and the political needs of a 
society at a given period of time. (Adams, Bell and Griffin)

Racial and Ethnic Identity - an individual’s awareness and experience of being a member of a racial and ethnic group; 
the racial and the ethnic categories that an individual chooses to describe him or herself based on such factors as 
biological heritage, physical appearance, cultural affiliation, early socialization, and personal experience. (Adams, Bell 
and Griffin)

Racial Equity - the condition that would be achieved if one’s racial identity no longer  influenced how one fares. 
Racial equity is one part of racial justice and must be addressed at the root causes and not just the manifestations. 
This includes the elimination of policies, practices, attitudes, and cultural messages that reinforce differential 
outcomes by race or fail to eliminate them. (Center for Assessment and Policy Development)

Racism - Different from racial prejudice, hatred, or discrimination.  Racism involves one group having the power to 
carry out systematic discrimination through the institutional policies and practices of the society and by shaping the 
cultural beliefs and values that support those racist policies and practices.

Often assumed to be any discrimination against a person for their race, racism is actually a form of oppression that 
only groups with power around race can engage in.  While white folks can experience discrimination due to their 
race, this is not oppression/racism because no one has power over white people in terms of race. (The Nova 
Collective)

Individual and institutional practices and policies based on the belief that a particular race is superior to others. This 
often results in depriving certain individuals and groups of civil liberties, rights, and other resources, hindering 
opportunities for social, educational, and political advancement. (The National Multicultural Institute)

Racism (endorsed by Dismantling Racism Training) - A system of advantage based on race. A system of oppression 
based on race. A way of organizing society based on dominance and subordination based on race. Penetrates every 
aspect of personal, cultural, and institutional life. Includes prejudice against people of color, as well as exclusion, 
discrimination against, suspicion of, and fear and hate of people of color. Racism = Prejudice + the POWER to 
implement that prejudice. (Exchange Project of the Peace & Development Fund)

Religionism - the individual, cultural and institutional beliefs and discrimination that systematically oppress non-
Christians, which includes Anti-Semitism and Islamophobia. (National Coalition of Christians and Jews)

Reverse Discrimination - unfair treatment of members of a dominant or majority group. (Society of Human 
Resources Management); according to the National Multicultural Institute, this term is often used by opponents of 
affirmative action who believe that these policies are causing members of traditionally dominant groups to be 
discriminated against. The Supreme Court considers it to be illegal to consider race and other demographic categories 
in hiring and other employment related decisions.

Safe Space - a space in which an individual or group may remain free of blame, ridicule and persecution, and are in no 
danger of coming to mental or physical harm. (The National Multicultural Institute)
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Savior Complex - When someone with an identity that holds power and privilege simplifies systemic issues within a 
marginalized community by believing there is a way to “fix” these issues and they know the way – failing to center the 
voices of the community or understanding the history, needs, or context. (The Nova Collective)

Sex - system of classification based on biological and physical differences, such as primary and secondary sexual 
characteristics. Differentiated from gender, which is based on the social construction and expectations of the 
categories “men” and “women.” (University of Maryland)

Sexual Orientation - the direction of one’s sexual attraction toward the same gender, opposite gender, or other 
genders. It is on a continuum and not necessarily a set of absolute categories. (UC Berkeley Initiative for Equity, 
Inclusion, and Diversity)

Social Justice - a vision of society in which the distribution of resources is equitable and all members are physically 
and psychologically safe and secure. Social justice involves social actors who have a sense of their own agency as well 
as a sense of social responsibility toward and with others and the society as a whole (Adams, Bell and Griffin)

Social Power - access to resources that enhance chances of getting what one needs or influencing others in order to 
lead a safe, productive, and fulfilling life. (Adams, Bell and Griffin)

Stakeholder Capitalism - a model of environmental, social, governance, and data stewardship (ESG&D) focused on 
environmental and social risks and opportunities. This model posits that companies should consider all their 
stakeholders—not just the owners but also employees, customers and suppliers for the long-term success and health 
of the business—as opposed to the shareholder-primacy model which focuses on financial and operational costs and 
benefits and can engender entrenched inequality and damage to the environment. (World Economic Forum; Quartz)

Stereotype - a positive or negative set of beliefs held by an individual about the characteristics of a certain group. 
(The National Multicultural Institute)

Supplier Diversity - a corporate program which encourages and ensures the use of minority- owned, women-owned, 
veteran-owned, LGBT-owned, veteran-owned, and other historically underutilized business determined by the U.S. 
Small Business Administration (SBA) in the procurement of goods and services for any business or organization. The 
Supplier Diversity program concept first introduced in 1953 with the establishment of the Small Business 
Administration. (SBA.gov)

Tolerance - acceptance and open-mindedness to different practices, attitudes, and cultures; does not necessarily 
mean agreement with the differences. (University of Maryland)

Transgender - an individual whose gender identity differs from the societal expectations of their physical sex. 
Transgender or “trans” does not imply any form of sexual orientation. 

Cisgender is a gender identity where an individual’s self-perception of their gender matches their sex. For example, a 
cisgendered female is a female with a female identity. (The National Multicultural Institute)

Two-Spirit - A term used within some American Indian (AI) and Alaska Native (AN) communities to refer to a person 
who identifies as having both a male and a female essence or spirit. The term--which was created in 1990 by a group 
of AI/AN activists at an annual Native LGBTQ conference--encompasses sexual, cultural, gender, and spiritual 
identities, and provides unifying, positive, and encouraging language that emphasizes reconnecting to tribal 
traditions. (PFLAG)
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Unconscious Bias - the subliminal tendency to favor certain people or groups of people based upon learned 
stereotypes. It can be interchangeable with the term “implicit bias. (Mercer).
It refers to social stereotypes about certain groups of people that individuals form outside their own conscious 
awareness. Everyone holds unconscious beliefs about various social and identity groups, and these biases stem from 
one’s tendency to organize social worlds by categorizing. (UCSF, Office of Diversity & Outreach)

Underrepresented Groups (URG) - a group that is less represented in one subset (e.g., employees in a particular 
sector, such as IT) than in the general population. This can refer to gender, race/ethnicity, physical or mental ability, 
LGBTQ+ status, and many more. The term also refers to populations who are not represented in STEM professions in 
proportions equal to White STEM workers. (IGI Global)
Replaces the term Underrepresented Minorities (URM), as minority groups will soon be the majority in the U.S. 
Underrepresented Groups is inclusive of LGBTQ+ individuals as well as Veterans and People with Disabilities.

Upstander - a person who speaks or acts in support of an individual or cause, particularly someone who intervenes on 
behalf of a person being attacked or bullied.

Veteran - A person who served in the Armed Forces of the United States during a period specified and was honorably 
discharged or released under honorable circumstances. Armed Forces is defined as the Army, Navy, Marine Corps, Air 
Force, and Coast Guard, including all components thereof, and the National Guard. (Emory University)

White Centering - putting your feelings as a White person above the Black and POC causes you’re supposed to be 
helping. Layla F. Saad explains in her book, Me and White Supremacy, “White centering is the centering of White 
people, white values, white norms and white feelings over everything and everyone else.” White centering can 
manifest as anything ranging from tone policing and white fragility to white exceptionalism and outright violence.

White Privilege - refers to the unquestioned and unearned set of advantages, entitlements, benefits and choices 
bestowed on people solely because they are White. White people who experience such privilege may or may not be 
conscious of it. (McIntosh)

Xenophobia - A system of oppression based on the fear, hatred, or mistrust of that which is foreign, especially 
strangers or people from different countries or cultures. (The Nova Collective)
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