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Logistics

* Please name yourself with your college/district on the
participant list

e Use the chat box for questions. We'll have Q&A time at the
end

* Remember to unmute yourself during participation
activities, e.g., breakout groups




Outcomes

* Learn the scope and priority of DEI
statewide work and your role as
trustee

e  Establish a common language

*  Foster engagement through
examples and receive your feedback

*  Provide takeaways for you to
advance DEI locally




* On a scale of 1-5, How would you
describe your understanding of DEI?

1 - none,

2 - very little,
3 - somewhat,
4 - quite a bit,
5-alot

* On a scale of 1-5, How would you
describe your board’s understanding
of DEI? /

> 4




Outcomes

* Learn the scope and priority of DEI
statewide work and your role as
trustee




DEI statewide work and your
role as trustee

. Let’s look at the data




Statewide Student Demographics

Students 2,376,406
Gender ® Ethnicity/Race |
Female 53.6% African American 6.1%
Male 45.2% American Indian/Alaska Native 0.4%
Unknown 1.2% Asian 11.5%
Age # Filipino 2.8%
Less than 20 years old 26.8% Hispanic 43.6%
20 to 24 years old 30.9% Pacific Islander 0.4%
25 to 39 years old 26.9% White 26.4%
40 or more years old 15.4% Two or more Races 3.7%
Unknown 0.0% Unknown 5.0%



Under-Represented Minority* Percentages by Student and Employee Types
First-Time Hires and First-Time Students
Fall Terms 2006 - 2017
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Figure 2—The Ratio Between URM Students to URM Faculty

Ratio of URM Students to URM Faculty, 2006 &

. 2017
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In 2017, the ratio for tenured Underrepresented Minority (URM) faculty to URM students was j. - .
21% to 51%. That means that only 1 in 5 tenured faculty are underrepresented minorities 2 S »
while 1 in every 2 students are underrepresented minorities. 8
v .

Employees that provide direct instruction do not reflect the diversity of the

students who they serve.
i




Employees that provide direct instruction do not

reflect the diversity of the students they serve

Figure 3—Racial and Ethnic Underrepresentation of Employees Providing
Direct Instruction

Employee Type 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016
Tenure-Track 20% 20% 20% 21% 20% 20% 20% 21° 20% 23% 24% 26%
Adjunct 15% | 16% |16% |16% |16% |17% |17% |18% | 18% | 19% | 19% | 20%
Educational _ﬁ ‘_ __ ) ) ) ) ) _. ) ) i
26% 27% 26% 26% 26% 26% 26% 27° 279 28% 30% 30%

Administrators
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Who are the
leaders of

the
California
Community
Colleges?

Gender and Career Progress Ethnicity and Career Progress

62%

CEOs CEOs

38% 66%
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0,
Faculty 54% Faculty 63%
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© Copyright Eugene Whitlock (www.eugenewhitlock.com)
Data from 2014



Close the Gap

e Though half of California
community college students
identify as Black, Indigenous,
People of Color

-
e Faculty and staff racial and ethnic .

. .
culty and staf raca 8
diversity remain relatively |

homogenous y - .

e Gaps persist among the colleges
where only 48% of students who
enter a community college
complete a degree, certificate, or
transfer to a four-year university
after six years.

)

v

Vision for Success, Diversity, Equity and Inclusion Task Force, tr
2020 California Community College Chancellor’s Office 2
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Aligning Resources & Programs California

Community

to Put Students First Colleges

Guided Our Students

Tools Pathways Goals & Communities
INCREASE
CERTIFICATES
POLICY CLARIFY & DEGREES

CONNECTION PATH

INCREASE TRANSFER
TO CSU & UC

DECREASE UNITS
TO COMPLETE
FISCAL

REFORM

INCREASE
STAY ON EMPLOYMENT

PATH - IN FIELD OF STUDY 1 !

CLOSE EQUITY

GAPS
ALIGNMENT - ENSURE A

PROGRAM
i "
& SUPPORT / LEARNING CLOSE REGIONAL -

ACHIEVEMENT GAPS

I il

POLICY CONNECTIONS FISCAL REFORM PROGRAM ALIGNMENT & SUPPORT

Examples include Equitable Placement Examples include Student Centered Funding Examples include Strong Workforce Program, Student
(AB705), Associate Degrees for Transfer, Formula, Guided Pathways allocations, and Success Metrics, Vision Resource Center, investment in

California Promise, and regulatory reforms. Student Equity and Achievement Program. faculty and staff, regional support, and local board goals.



DEI statewide work and your
role as trustee

e OK, we’ve seen the data

e  Whynow?




California Community Colleges Call to Action

1. Systemwide review of police and first responder training and curriculum.
(ASCCC, CTE Deans and Faculty, SSCCC)

2. Campus leaders host open dialogue and address campus climate. (CEO’s,
District Leaders, Campus Police, CSSO’s and their Student leaders)

3. Campuses audit classroom climate and create an action plan to create

inclusive classrooms and anti-racism curriculum. (Faculty, CIO’s, CSSO’s,
ASCCC, SSCCC)

4. District Boards review and update your Equigllf.lan.s with urgency.
(Chancellor’s Office, All Campus Leaders, and District Trustees)

5. Shorten the time for the full implementation of the DEI Integration Plan
g)ﬁlcil Ir;wplementatlon Workgroup, Consultation Council and Chancellor’s
ice

6. Engage in the Vision Resource Center “Community Colleges for Change.”
(Everyone)

California
Community
Colleges



Equity Framework

Personally, individuals
practice self-awareness
and equity-mindedness;

making a commitment
to equitable educational

practices; learning to
recognize & combat
personal biases.

Administrators, faculty &
staff utilize equity-based
practices to effectively
support and actualize
success for
disproportionately
impacted and
marginalized
populations.

Californi College policies, practices, processes, curricula and structures
@ cﬁ;ﬁiﬁﬁty actualize success for disproportionately impacted and
Colleges marginalized populations.



Equity is our Integration Framework

* The Vision for Success is our
foundation, our strategic mission
with clear goals and
commitments.

Individual Practices
(Action!)

* The 2020-21 Priorities and DEI
Integration Plan are actions to A\
change institutional structures. Structural (regulations,
guidance, policies)
 The Call to Action responds to a Y,
moment in time and directs ~N
individuals to action that will Strategic Mission
advance the Vision for Success. (Goals and Commitments)

California
Community
Colleges



CCCT DEl
Integration
Workgroup

Strategies &

Activities

Strategy

Proposed DEI Activities

Vision for Success

Alignment

Use data to understand present
and future local workforce needs.

Group 1

Require recordkeeping of hiring process decisions
to allow for specialized statistical analysis of key
hiring to measure impact and progress towards
increasing the diversity of faculty and staff
(classified and administrators). (Tier 1)

» Commitment #2

Diversify representation in search
committees with members of
diverse educational background,
gender, and ethnicity.

Group 1

Districts and colleges, Association of Chief Human
Resource Officers (ACHRO), Academic Senate for
California Community Colleges (ASCCC), and Chief
Instructional Officers (CIO’s) to develop guidance
on including staff from other disciplines,
departments, divisions, etc. on hiring and
screening committees. (Tier 1)

Districts and colleges to revise their policies and
procedures every 5 years and include cross-
functional staff in hiring and screening
committees (i.e. including staff from other
disciplines, departments, divisions, classified
staff, etc.). (Tier 2)

» Commitment #5

» Commitment #7

Adopt a diversity mission as part of
each college/district’s mission
statement. Group 2

Local boards to adopt a statement on diversity,
equity, and inclusion publicly. (Tier2)

» Commitment #5

Require local boards to publicly
review Equal Employment
Opportunity (EEO) plans as an
action item and encourage local
boards to review progress towards
activities associated with their
district EEO plans.

Group 2

Districts and colleges to adopt EEO plans as an
action item in a public meeting. (Tier 1)

» Commitment #4

Celebrate the diversity of the
California Community College
System.

Group 2

CCLC, Student Senate for California Community
Colleges (SSCCC), ASCCC, ACHRO, and Chief
Business Officers (CBO) to publicize the
accomplishments of our system by adopting a
multi-cultural awareness week. (Tier 1)

» Commitment #5



CCCT DEl
Integration
Workgroup

Strategies &
Activities

Design professional development
workshops to increase knowledge
and understanding of cultural
competency and diversity.

Group 3
Provide faculty and staff (classified
and administrators) mentoring
opportunities at colleges.

Group 3
Elevate the work of community
college system associations and
external organizations that provide
mentoring and professional
development to diverse
populations.

Group 3
Conduct exit interviews of faculty
who leave.

Group 4
Encourage and facilitate dialogue
between ASCCC and Administration
on faculty evaluation processes to
demonstrate continued
commitment to diversity.

Group 4

Proposed DEI Activities

» ASCCC, ACHRO, and CCLC to develop a series of

modules on cultural humility, equity, diversity,
and inclusion. (Tier 1)

ASCCC and CCLC collaborate to educate districts,
colleges, trustees, and CEQ’s on the impact of
mentoring programs. (Tier 1)

CCCCO align requirements to the Rice Awards and
allow system non-profit associations to nominate
community college stakeholders (i.e. faculty,
administrators, staff (classified) and students).
CCCCO collaborate with the ASCCC, CCLC, ACHRO,
and unions to facilitate this dialogue at statewide
conferences. (Tier 1)

Districts and colleges to collect data about those
exit interviews to inform strategies for improving
retention. (Tier 1)

California Community Colleges Chancellor’s Office
(CCCCO) collaborate with the ASCCC, CCLC,
ACHRO, and unions to facilitate this dialogue at
statewide conferences. (Tier 1)

Vision for Success

Alignment
» Commitment #2

» Commitment #3

» Commitment #5

» Commitment #5

» Commitment #3
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Outcomes

e  Establish a common language




What do Trustees have in common?
You may have become a Trustee to:

R W

Ensure Student Ensure Your District Ensure Strong Fiscal
Success and Serves Your Health to Accomplish
Completion Communities These Goals




Establishing a Common Language

Begins with Common Definitions
1. bias
2. diversity

3. equity (including the difference
between equality and equity)

4. inclusion
5. equity-minded




Participant Guidelines:

* Each Group will have 1 word to
define/explore.

Breakout * Time Limit: 5 minutes —

Discussion Time is limited, so every minute
will count.

* Goal: Engage everyone, keep the
dialogue moving, respect

!
viewpoints. /
R_ -
o




Welcome Back!



Diversity, Equity, and Inclusion Glossary of Terms

Bias: Is an inclination, feeling, or opinion, especially
one that is preconceived or

unreasoned. Biases are unreasonably negative
feelings, preferences, or opinions about a social
group. It is grounded in stereotypes and prejudices.

@ gﬁhnfgﬁ;ity Diversity, Equity, and Inclusion Glossary of Terms
Colleges


https://www.cccco.edu/-/media/CCCCO-Website/Files/Communications/vision-for-success/8-dei-glossary-of-terms.pdf?la=en&hash=21FCA99EAE353E6F481025115DC98272EAA36BA9

Diversity, Equity, and Inclusion Glossary of Terms

Diversity: The myriad of ways in which people differ, including the
psychological, physical, cognitive, and social differences that occur
among all individuals, such as race, ethnicity, nationality,
socioeconomic status, religion, economic class, education, age,
gender, sexual orientation, marital status, mental and physical
ability, and learning styles. Diversity is all inclusive and supportive of
the proposition that everyone and every group should be valued. It is
about understanding these differences and moving beyond simple
tolerance to embracing and celebrating the rich dimensions of our
differences.

@ gﬁhngﬁity Diversity, Equity, and Inclusion Glossary of Terms
Colleges



https://www.cccco.edu/-/media/CCCCO-Website/Files/Communications/vision-for-success/8-dei-glossary-of-terms.pdf?la=en&hash=21FCA99EAE353E6F481025115DC98272EAA36BA9

Diversity, Equity, and Inclusion Glossary of Terms

Equality: The condition under which every individual is treated in the same
way, and is granted the same access, rights, and responsibilities, regardless
of their individual differences. People who support equality believe that
different circumstances and identities should not prescribe social
disadvantage; therefore, equality is the elimination of this disadvantage.

Equity: The condition under which individuals are provided the resources
they need to have access to the same opportunities, as the general
population. Equity accounts for systematic inequalities, meaning the
distribution of resources provides more for those who need it most.
Conversely equality indicates uniformity where everything is evenly
distributed among people.

@ gﬁhngﬁity Diversity, Equity, and Inclusion Glossary of Terms
Colleges



https://www.cccco.edu/-/media/CCCCO-Website/Files/Communications/vision-for-success/8-dei-glossary-of-terms.pdf?la=en&hash=21FCA99EAE353E6F481025115DC98272EAA36BA9

Equality



Diversity, Equity, and Inclusion Glossary of Terms

Inclusion: Authentically bringing traditionally
excluded individuals and/or groups into processes,
activities, and decision/policy making in a way that
shares power.

@ gﬁhnﬁgggty Diversity, Equity, and Inclusion Glossary of Terms
Colleges


https://www.cccco.edu/-/media/CCCCO-Website/Files/Communications/vision-for-success/8-dei-glossary-of-terms.pdf?la=en&hash=21FCA99EAE353E6F481025115DC98272EAA36BA9

Diversity, Equity, and Inclusion Glossary of Terms

Equity-Minded: Is a schema that provides an alternative
framework for understanding the causes of equity gaps in
outcomes and the action needed to close them. Rather than
attribute inequities in outcomes to student deficits, being equity-
minded involves interpreting inequitable outcomes as a signal that
practices are not working as intended. Inequities are eliminated
through changes in institutional practices, policies, culture, and
routines. Equity-mindedness encompasses being (1) race
conscious, (2) institutionally focused, (3) evidence based, (4)
systemically aware, and (5) action oriented.

@ gﬁhngﬁity Diversity, Equity, and Inclusion Glossary of Terms
Colleges



https://www.cccco.edu/-/media/CCCCO-Website/Files/Communications/vision-for-success/8-dei-glossary-of-terms.pdf?la=en&hash=21FCA99EAE353E6F481025115DC98272EAA36BA9

Outcomes

*  Foster engagement through
examples and receive your feedback




Scenario 1

(guess the
glossary term)

You might think of changing your name
to sound more American. You may not
be aware, but your name sounds very
offensive in my language and is very
difficult to pronounce. You would fit in
better with everyone now that you’re in
America.

- or -

| think it’s so important that we help our
Black and Latino students succeed. It’s
too bad so many of the young women
get pregnant early and have to drop out.

| wish their parents would teach them
the value



Scenario 2

(guess the
glossary term)

Courageous College shall provide a
sustainable and accessible environment
where we support and encourage
student possibilities by building on the
vibrancy of Anytown and where we are
guided by the principles of
inclusiveness, integrity, innovation,
creativity, and quality.



Scenario 3

(guess the
glossary term)

A subcommittee of Courageous
College board members is reviewing
the budget for opportunities to
provide remote learning equipment —
laptops and wifi hotspots — to
students. In discussing needs-based
criteria for students to qualify, one
board member suggests a lottery
system in order to keep things fair for
everyone. Discussion ensues.



Scenario 4

(guess the
glossary term)

The updated EEO Plan is coming to the
Board in 2 months. In the past, the
EEO Plan has come forward as an
action item with little or no
discussion. In order to effectively
implement the Vision for Success and
with Diversity, Equity and Inclusion
statewide work, Boards will need to
review their own processes,
procedures and practices. The Board
can utilize this agenda item to ensure
that widespread input is built into
their decisions and district processes.



Scenario 5

(guess the
glossary term)

The Board of Trustees of Courageous College established
budget principles/priorities for the academic year. The
principles include affirmin% a student focused approach that
values equity, diversity, inclusion and social justice, and uses
data to inform decisions. The Board is committed to
evaluating resource allocation, partnerships, strategic
investments and support to students and community that
accounts for the following:

1. Who are the racial/ethnic and underserved groups
affected? What is the potential impact of the resource
allocation and strategic investment to these groups?

2. Does the decision being made ignore or worsen existing
disparities or produce other unintended consequences? What
is the impact on eliminating the obligation gap?

3. How does the investment or resource allocation advance
opportunities for historically underserved students and
communities?

4. What are the barriers to more equitable outcomes?

5. How have you intentionally involved stakeholders who are

also members of the communities affected by the investment
or resource allocation?

6. How do you validate your assessment in
(1), (2) and (3)?



Outcomes

T ) *  Provide takeaways for you to
advance DEI locally




What Trustees Can Do

As tfp(e ultimate proprietors of power, you can lead this
Wor

* Interrogate and transform policies and practices
 Institute climate assessments and curricular audits

» Establish DEI-informed standards of curricular excellence
and instructional effectiveness

* Establish actionable standards of professional conduct
around the equity framework

California
Community
Colleges



What Trustees Can Do

As tfp(e ultimate proprietors of power, you can lead this
Wor

* Incorporate into institutional vision, mission, and
strategic plans

* Align budgets with these priorities

 Use funding to incentivize change

* Establish recognition and awards opportunities
* Incorporate into marketing and messaging

California
Community
Colleges



Board-
specific
Actions to
address
systemic
Inequities

Create an Equity-Minded Board and Institution

Review all policy through an equity lens

Monitor and Evaluate College progress on equity
goals

Annually evaluate Board leadership,
effectiveness and continuous improvement on
Diversity, Equity and Inclusion Goals



FOUNDATION for CALIFORNIA
COMMUNITY COLLEGES

As you see yourself in larger student success context - we encourage you to wear your equity lenses and
engage in a mode of hyperfocus on the student. When putting on your equity lenses, you can evaluate daily
tasks and see how they are impacting student achievement. The goal is to streamline, prioritize, and focus
our work on the tasks that best supports student achievement.

The questions below serve as a %uide to critically reassess your own practices and move the focus to search
for solutions within your locus of control. We encourage you to do this exercise individually or within teams.

Guiding Questions Deeper Reflection Your Responses

1) What are some of What is the problem we are trying to solve with the work in
the ‘red lights’ question? Whoam I trying to help? How does this work
that you seein meet students’ actual needs?

yourwork? (Create Awareness)

2) How would you Why does this matter? How does this impact student
change those achievement? How do we amplify what is supporting
‘red lights’ into student achievement and reduce/remove what it does not?
‘vellow lights’? You can lean on data and student feedback to understand

what is going on.
(Reflection and Praxis)

3) How do you know What do you do? What is your locus of control (as an
something is a individual, team, committee)? How are you moving forward
‘ereen light’? G and building momentum/commitment? How are you

ensuring that whatever you are doing is having a positive
impact on students/communities
(Action and Evaluation)



Has the board prioritized equity through a multifaceted
college Diversity, Equity and Inclusion Plan that includes the
board and all departments throughout the institution?

Does the diversity of faculty, staff and administration reflect
the diversity of the students the college serves?

Does the board receive and monitor annual DEI/Equity
reports on student demographics, community stakeholders,
college partnerships, etc.

Do the board and the college provide the campus and
community evidence of achieving its diversity, equity and
inclusion goals and publish and celebrate milestones?



I Be Curious

Do the Mission Statement, Vision, Core
Values specifically include broad and
inclusive (multifaceted) DEI language?

* Does the board allocate resources based
on student data through an equity lens?
Are sufficient resources aligned with the
board’s and the college’s equity goals for
underserved students?

* Do all relevant board and college policies
and college procedures reflect diversity,
equity and inclusion fully, including
sexual orientation, gender identity or
incarceration status?




"B

Strategies to lead chan

g |

‘

Develop broad policies about

eliminating barriers to access, success
and completion in all college
departments and programs.

Provide diversity training specifically
for college search committees, and, if
using a search firm, select one with a
proven track record of providing
diverse qualified candidates.

Disaggregate data — To do this well,
boards need a more mindful, systemic

approach to data collection and
analysis. The data need to be
disaggregated so that boards better
understand student demographics in
their colleges and can proactively
remove barriers for underserved
students and others.



MONOCULTURAL =—> MULTICULTURAL =—> ANTI-RACIST ==> ANTI-RACIST MULTICULTURAL

Racial and Cultural Differences Seen as Deficits ==> Tolerant of Racial and Cultural Differences ==> Racial and Cultural Differences Seen as Assets

Exclusive

2. Passive

3. Symbolic Change

4. Identity Change

5. Structural Change

6. Fully Inclusive

Anti-Racist Multicultural

An Exclusionary A "Club” A Compliance An Affirming A Transforming Organization in a
Institution Institution Organization Institution Institution Transformed Society

Intentionally and Tolerant of a limited Makes official policy Growing understanding Commits to process of Future vision of an

publicly excludes or number of “token” pronouncements of racism as barrier to intentional institutional institution and wider

segregates African
Americans, Native
Americans, Latinos, and
Asian Americans

Intentionally and
publicly enforces the
racist status quo
throughout institution

Institutionalization of
racism includes formal
policies and practices,
teachings, and decision
making on all levels

Usually has similar
intentional policies and
practices toward other
socially oppressed
groups such as women,
gays and lesbians, Third
World citizens, etc.
Openly maintains the
dominant group’s power
and privilege

People of Color and
members from other
social identify groups
allowed in with "proper"
perspective and
credentials.

May still secretly limit or
exclude People of Color
in contradiction to public
policies

Continues to
intentionally maintain
white power and
privilege through its
formal policies and
practices, teachings, and
decision making on all
levels of institutional life

Often declares, "We
don't have a problem."

Monocultural norms,
policies and procedures
of dominant culture
viewed as the “righ”
way” business as usual”

Engages issues of
diversity and social
justice only on club
member’s terms and
within their comfort
Zone.

regarding multicultural
diversity

Sees itself as "non-
racist" institution with
open doors to People of
Color

Carries out intentional
inclusiveness efforts,
recruiting "someone of
color” on committees or
office staff

Expanding view of
diversity includes other
socially oppressed

groups
Buzt...

"Not those who make
waves"

Little or no contextual
change in culture,
policies, and decision
making

Is still relatively unaware
of continuing patterns of
privilege, paternalism
and control

Token placements in
staff positions: must
assimilate into
organizational culture

effective diversity

Develops analysis of
systemic racism

Sponsors programs of
anti-racism training

New consciousness of
institutionalized white
power and privilege
Develops intentional
identity as an "anti-
racist" institution
Begins to develop
accountability to racially
oppressed communities

Increasing commitment
to dismantle racism and
eliminate inherent white
advantage

Actively recruits and
promotes members of
groups have been
historically denied
access and opportunity

But...

Institutional structures
and culture that maintain
white power and
privilege still intact and
relatively untouched

restructuring, based upon
anti-racist analysis and
identity

Audits and restructures
all aspects of
institutional life to
ensure full participation
of People of Color,
including their world-
view, culture and
lifestyles

Implements structures,
policies and practices
with inclusive decision
making and other forms
of power sharing on all
levels of the institutions
life and work

Commiits to struggle to
dismantle racism in the
wider community, and
builds clear lines of
accountability to racially
oppressed communities

Anti-racist multicultural
diversity becomes an
institutionalized asset

Redefines and rebuilds
all relationships and
activities in society,
based on anti-racist
commitments

community that has
overcome systemic
racism and all other
forms of oppression.

Institution’s life reflects
full participation and
shared power with
diverse racial, cultural
and economic groups in
determining its mission,
structure, constituency,
policies and practices

Members across all
identity groups are full
participants in decisions
that shape the institution,
and inclusion of diverse
cultures, lifestyles, and
interest

A sense of restored
community and mutual
caring

Allies with others in
combating all forms of
social oppression

Actively works in larger
communities (regional,
national, global) to
eliminate all forms of
oppression and to create
multicultural
organizations.

© Crossroads Ministry, Chicago, IL: Adapted from original concept by Bailey Jackson and Rita Hardiman, and further developed by Andrea Avazian and Ronice
Branding: further adapted by Melia LaCour, PSESD.
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vision,

portant

“When I dare to be powerful—
to use my strength in the service of my
then it becomes less and less im
whether I am afraid.”
AUDRE LORDE
February 18, 1934 s November 17,1992



Please enter questions in the chat window.
We will follow up with answers for any questions
we can’t address in the time allotted today.

COMMUNITY COLLEGE LEAGUE OF CALIFORNIA




Trustee Call To Action

Key Resources

1. Project Implicit: A variety of Implicit Bias Self-Tests

2. "How Studying Privilege Systems Can Strengthen Compassion': Peggy Mclntosh at
TEDxTimberlaneSchools
White Privilege: Unpacking the Invisible Knapsack - Peggy Mclntosh ARTICLE: Cory Collins.

3.  What Is White Privilege, Really?
Recognizing white privilege begins with truly understanding the term itself . Issue 60, Fall 2018

4. BOOK: Robin J. DiAngelo, foreword by Michael Eric Dyson.
White Fragility: Why It's So Hard for White People to Talk About Racism, 2018.
Robin DiAngelo: Publications Media White Fragility Readers Guide
=» Start with this 20-minute introductory video, Deconstructing White Privilege

5. BOOK: Kendi, Ibram X. Stamped from the Beginning: The Definitive History of Racist Ideas in America.
2017.

Vision for Success Diversity, Equity and Inclusion Task Force 2020 Report
7. BOOK and 5-PART WEBINAR SERIES: Minding The Obligation Gap in Community Colleges and Beyond
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https://implicit.harvard.edu/implicit/takeatest.html
https://www.youtube.com/watch?v=e-BY9UEewHw
https://www.racialequitytools.org/resourcefiles/mcintosh.pdf
https://www.tolerance.org/magazine/fall-2018/what-is-white-privilege-really
https://www.robindiangelo.com/publications/
https://www.robindiangelo.com/media/
https://www.beacon.org/assets/pdfs/whitefragilityreadingguide.pdf
https://youtu.be/h7mzj0cVL0Q
https://www.cccco.edu/-/media/CCCCO-Website/Reports/CCCCO_DEI_Report.pdf?la=en&hash=69E11E4DAB1DEBA3181E053BEE89E7BC3A709BEE
http://mindingtheobligationgap.com/

Thank You
and Happy Landings!
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Courageous Governance
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