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Span of Content
Disclaimer
This presentation describes practices
to promote diversity and inclusion in
university instruction and clinical
practice as perceived by the
presenter in mid 2021. This
environment is complicated and
changeable. The information
provided is for informational and
educational purposes only. Nothing in
this presentation should be construed
as legal advice.
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Preview and Scope of the Presentation
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Participants
viewing this
presentation will
be able to:

1. Describe a model of cultural competence for
healthcare.
2. Provide an example of a faculty‐generated non‐
verbal indicator of their support of diversity and
inclusion.
3. Describe how the course syllabus can be used to
support diversity and inclusion in a university
course.
4. List three practices that support diversity and
inclusion in the university classroom.
5. Define “microaggression.”
6. List 3 types of microaggressions.
7. Describe a possible strategy to disarm a
microaggression.
8. Describe an evaluation strategy to determine
whether diversity relevant approaches are being
infused into university courses.
9. Describe how clinical supervisors can prompt
student supervisees to learn about the cultural
uniqueness and preferences of their clients.
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Module 1:
Models of Culture
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Culture is Created
• It is influential across the lifespan
• Even before birth
• Age of child‐bearing

• Culture is learned via the “hidden curriculum”
• Gerber (1974)
• Some learned via direct teaching (“say please”)
• Vast amount occurs indirectly by living in the culture
• Learning is lifelong
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Culture Changes
• It is fluid
• It is comprised of symbols
• Verbal codes
• Nonverbal codes
• Artifacts
• Symbols can be arranged in
different ways to communicate
• Culture is rule‐governed
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Example: Display of a Flag
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Gert Hofstede’s 5 Dimensions of Culture
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Larry Purnell’s Healthcare Cultural Model
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“The Purnell Model for Cultural Competence is a sequence of
circles or rings that each contain the development of this
awareness of culture and how it continues to expand from the
family to the whole world.”
• The first ring of the model: the person.
• The second ring of the model: the family.

Structure of
the Purnell
Model

• The third ring of the model: the community.
• The outermost ring of the model: global community.
• “There are also different subsections inside each ring of the
model that account for changes and evolution in the
individual's cultural competence that include occupation,
religion, education, politics, ethnicity and nationality, and
gender. According to the model, all of these different
subsections and circles continue on until the individual is
culturally competent or aware.”
https://study.com/academy/lesson/the‐purnell‐model‐for‐
cultural‐competence.html
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Purnell’s Levels of
Cultural Competence
• Unconsciously incompetent
Not aware of lacking knowledge about another
culture
• Consciously incompetent
Aware of lacking knowledge about another culture
• Consciously competent
Learning about the client’s culture, verifying
generalizations about the client’s culture, and
providing culturally specific interventions
• Unconsciously competent
Automatically providing culturally congruent care
to clients of diverse cultures
https://www.nasn.org/nasn‐resources/practice‐topics/cultural‐
competency/cultural‐competency‐purnell‐model
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Module 2: Faculty Non‐verbal
Indicators of Support for
Diversity and Inclusion
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Non‐verbal
Communication (NVC)
• NVC is influenced by culture.
• 90+% of communication is thought
to be NVC
• NVC communication is more reliable
for the audience, especially when
verbal and non‐verbal messages are
inconsistent.
• NVC is continuous:
• Verbal communication is less so;
it is “on‐off”
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Categories of Non‐verbal Communication
Oculesics

Costuming

Cosmetics

Objectics

Proxemics

Haptics

Kinesics

Vocalics

Chronemics

Olfactics
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• Cultures may differ in their concept of time
• Punctuality
• Structure of business/therapy
• Concept of time:

NVC:
Chronemics
(Time)

•
•
•
•

Past orientation
Present orientation
Future orientation
Integration of past‐present‐future

• Influences acceptable latency of responses to e‐
mails and deadlines

• Is attention or response time the same for
males vs. females, or white students vs.
students of color?
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Wait Time:
Gender Differences?
• Wait time is the amount of time a teacher allows a student to answer
a question when it is asked.
• “Waiting longer for a student to answer is one of the most positive things a
teacher can do. It is a vote of confidence” ‐‐ that the student can supply the
correct answer. Sadker & Sadker (1964)
• Boys often receive more wait time than girls.
• Girls can find it harder to achieve because they are rushed.
• Some advise to “count to 3”

• It is also helpful to wait, after a student’s response is given.

24
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Time for Attention in the Classroom:
Gender Differences?
• Do boys receive more attention/time because some teachers think
they need more help than girls?
• AAUW report (1992): Boys receive more attention in the classroom from
preschool through college.
• Boys are 8 times more likely to call out answers than girls.

• Girls need equal amounts of attention.
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Quality of Time: Acceptance, Praise, and
Remediation: Gender Differences?
• Teachers’ praise and remediation can be precise, or vague.
• Female students often receive “vague and superficial remarks”
• Male students more often receive “precise and penetrating remarks”

• Boys are praised more often, according to some studies
• The written work of females and males is often praised for different
attributes
• Females: for neatness and appearance; “following the rules of form”
• Males: for content
Sadker & Sadker (1994)
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NVC: Organismics in Education
• Organismics: Inalterable physical characteristics (height, gender; skin color)
• Eye‐tracking technology (Reported by Healy, 2016) showed that preschool
teachers have implicit bias toward black males
• Teachers gazed longer on African‐American males, when prompted to expect
trouble in the classroom
• African American students 3‐4 years of age were expelled 3 times as often as older
students. Black children –boys mostly, were 2x as likely as Latino or White children
to be expelled.
• Misbehaviors were judged more severely if displayed by African American males
(even more so by African pre‐K educators than white educators)
• Gilliam: white educators accepted misbehaviors as “normal behavior. These “shifting standards
are a cause of “implicit bias.”
https://www.latimes.com/science/sciencenow/la‐sci‐sn‐black‐boys‐preschool‐20160928‐snap‐
story.html); research by Gilliam and colleagues at Yale University Child Study Center.
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Avoid Inequitable
Teacher‐Student
Interactions

Literature reported:
• Teachers sometimes fail to
perceive girls’ raised hands
• Teachers gaze at males more
than females, even when made
aware of this difference
• Girls are not as likely to be
chosen to give a demonstration
or help with an experiment
• Non‐verbal teacher behaviors
(head bobbing; encouraging
smiles) favor boys over girls

28

Implicit Bias in the
Classroom: Does it Exist?
• “No one want to think they are biased,
particularly not people who devote their
time, money, and energy to teaching the
next generation.”
• A teacher’s belief in a child’s academic
skills and potential is a vital ingredient for
student success.
https://www.thegraidenetwork.com/blog‐
all/2018/8/1/teacher‐bias‐the‐elephant‐in‐
the‐classroom
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Bias in Grading?
• Research: The work of females is graded more harshly
• Recommendations:
• That teachers have students write their names on the
backs of papers or submit papers electronically
identified only by numbers.
• Provide teacher education to recognize their implicit
biases
• Implicit Association Test (IAT)
• https://resources.lmu.edu/officeofinterculturalaffai
rs/initiativesprograms/implicitbiasinitiative/whatisi
mplicitbias/testyourimplicitbias‐
implicitassociationtestiat/
• implicit.harvard.edu | About the IAT | About Us

30
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Motives to Reduce Bias

Reasons to reduce personal biases:
https://resources.lmu.edu/officeofinterculturalaffairs/initiativesprograms/implicitbiasinitiative/
whatisimplicitbias/strategiestoreduceimplicitbias/
Create a more equitable
society

Eliminate prejudices against
people or groups you didn't
even know you had

Recognizing your own biases is
the first step in building strong
relationships and communities

Implicit biases often diverge or
differentiate from what one
states, thinks, or feels they
really believe

Biases almost always work to
the detriment of the lower
status group

Implicit biases are powerful
determinants of behavior

Eliminating biases helps
remove
"ingroup" and "outgroup"
stigma

Reduce discrimination due to
implicit biases

Implicit biases are malleable,
thus behaviors can be changed
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NVC: Oculesics ‐Different
Cultural Assumptions
• “Not all students have the same cultural
assumptions, and as their teachers, it is our
responsibility, not theirs, to bridge the gap.”
• Example:
• Some cultures teach students not to
look people in the eyes –as that is a sign
of disrespect.
• Eurocentric teachers might think that a
lack of direct eye contact is a sign of
disrespect.
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NVC: Objectics
(Objects and
Artifacts)

• Can your students see persons like
themselves in the class artwork, use of
photos, covers of assigned books, etc.?
(e.g., skin color, hair, dress, body type,
etc.)
• Are these images predominately
representative of the majority culture?
• Do visible symbols suggest
preferences/exclusions?
• Holiday celebrations
• Religious symbols and celebrations
• Political preferences
• Gender expectations
• Representation of families
• Lack of persons with disability

33
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Choose Textbooks and
Materials Wisely
“Despite the efforts to change textbooks, females
are still under‐represented. Pictures of women
appear less frequently than men and more often
show women in traditional roles. When men and
women are shown in the same picture, the woman
is in a subordinate role, such as the female nurse
with the male doctor. Further examination of
textbooks reveal that even when the pictures show
equal numbers of men and women in traditional and
non‐traditional roles, the text may still use sex‐
biased language and contain no examples of women
scientists.”
https://narst.org/research‐matters/teaching‐for‐
gender‐difference
A global organization for improving science
education through research
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Module 3: Use of the Syllabus
to Promote Civil Discourse and
Cultural Competence in the
University Classroom
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Faculty as
Architects:
Constructing
Diversity
Accessible
Courses

• Engage in Proactive Design for Diversity
• Structural Elements Stated in the Syllabus:
• Institutional Values
• Instructor Values
• Policies for Students with Disabilities
• Expectations for Communication
• Course Objectives and Learning Outcomes
• Textbook selection/readings
• Assignments
• Course Evaluation
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Good
Practices for
Discussions

When responding to other classmates, the
following are good practices:
• Refer to the person whose posting you are
responding to or building upon, by their
preferred name and pronouns if specified.
• Ask for further clarification if needed.
• Avoid social postings. Stay on task.
• Effective ways to respond to a peer include:
• I agree because...
• To add to what you said...
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Participation
Guidelines

• Students are encouraged to fully participate in
class discussion, group work, and on the Canvas
discussions.
• However, students are not obligated, nor
encouraged, to divulge confidential personal or
medical information, either concerning their own
conditions, or those of others.
• Participation in conferences requires that
students make one thoughtful and in‐
depth posting per week (choose just one thread to
respond to), as well as show evidence they have
read the work of their peers and respond to the
postings of one peer (again, in just one thread.)

39
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Ground
Rules for In‐
Class
Participation:

1. Adherence to the University of Pittsburgh nondiscrimination
“The University of Pittsburgh, as an educational institution and as an
employer, values equality of opportunity, human dignity, and
racial/ethnic and cultural diversity. Accordingly, the University prohibits
and will not engage in discrimination or harassment on the basis of
race, color, religion, national origin, ancestry, sex, age, marital status,
familial status, sexual orientation, disability, or status as a disabled
veteran or a veteran of the Vietnam era. Further, the University will
continue to take affirmative steps to support and advance these values
consistent with the University's mission.”
2. We should respect diverse points of view. We do not need to come
to an agreement on any particular issue; we can agree to disagree.
3. Our use of language should be respectful of other persons or
groups.
4. You need not represent any group, only yourself, though you may
choose to represent a group if you wish.
5. If you feel uncomfortable about any aspect of the class
environment, it is your responsibility to inform the instructor.
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Participation Issues –Cultural Sensitivities
• Sensitivity to religious observances
•
•
•
•
•

Ramadan fasts
Prayer times
Jewish fast days
Dietary constraints
Non‐observance of holidays

• Military learners
• Deployments and relocations

• Athletes
• Travel requirements

• Socio‐economic issues
• Computing, Wi‐Fi, Home Environments and Zoom
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Course
Objectives
and Learning
Outcomes

• Incorporate diverse voices
throughout the course in a
manner that fosters integration,
but not tokenism
• Show that the author is worth
studying on their own merits, and
not simply because of their ethnic
identity.
• Avoid placing topics related to
diversity last on the syllabus.
• Integrate the diverse perspectives
into concepts across the course

42
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• Hard architecture:
• Does not respond to the needs of
the user.

Assignments:
Maximize Soft
Architecture

• Soft architecture:
• Takes account of the needs of
users.
• Structure assignments to allow
students to select their own
topics with which they are
comfortable.
• Structure assignments to
accommodate different learning
styles.
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Inclusive Class
Assessment

• Avoid biases in grading
• Develop instructional approaches and
assessments that consider the needs of
diverse students
• Rubrics help instructors develop consistent,
specific feedback
• Alternatives to traditional objective
examinations include:
• Analysis of case studies
• Portfolios that demonstrate student
learning and accomplishments
• Team presentations that require research,
critical analysis, and application to real‐life
scenarios
• Diversity focused service learning
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At UNC, the Center for Faculty Excellence provides many
resources for inclusive teaching that can be found here:
https://cfe.unc.edu/teaching‐and‐learning/inclusive‐
teaching/

Resources for
Inclusive
Teaching:
University of
North Carolina
at Chapel Hill

They have also compiled some additional resources for
various topics:
• Understanding implicit bias
• Examples of implicit bias and recommendations
for responding
• Scholarly research on implicit bias
• Building an accessible syllabus
• Columbia University’s guide for inclusive teaching
• University of Michigan’s page on inclusive teaching
resources and strategies
• Creative responses to bias
• Tips for grading blindly
• A story and report on bias in local schools

45
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Textbook
Selection:
Questions to
Consider

• Does the textbook include minorities, women
and persons with disabilities as content experts
or authorities?
• Do the examples and applications of textual
material extend to minorities, women, and
persons with disabilities
• In photographs and graphics, are minorities,
women, and persons with disabilities depicted
in positions of power with the same frequency
aa those in the majority?
[The primary users of textbooks must demand
such products of publishers.]
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Module 4: Assessing Student
Perceptions of Class Climate
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Course
Evaluation:
Questions to
Include

• To what extent did the instructor
foster a class environment in which
diverse points of view were
respected?
• To what extent did the course
content incorporate diverse voices
and populations?
• To what extent did the assignments
allow students to incorporate
content that related to diverse
and/or underserved populations?
[If not measured, diversity inclusive
practices may not happen or be
sustained.]

48
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Survey:
Student
Perception of
Class Climate

This is an anonymous survey, designed to determine
students' perceptions of the class climate in our online
course:
{T=True; F=False; N/A= Not applicable to this class)
T F N/A 1. I have been asked to serve as a
representative of my own demographic group (i.e., age,
major, gender; disability, racial, religious, etc.)
T F N/A 2. When working on group assignments, I am
frequently assigned "easy work" that is not commensurate
with my higher level of skills or experience.
T F N/A 3. My fellow students often ignore or co‐opt
my ideas and fail to acknowledge my contributions.
T F N/A 4. My group members often exclude me from
some or all group discussions, e‐mail, or conference calls.
They do not make efforts to accommodate my schedule.
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Survey: Student Perception of Class Climate (continued)
T F N/A

5. I feel invisible much of the time in this course.

TF

6. I do not feel comfortable posting my work and opinions in our class's online discussion posts.

N/A

T F N/A

7. The class syllabus does not set clear expectations for civil behavior.

T F N/A

8. The faculty member does not effectively manage incivility.

Range: 0‐5; 0 = do not agree at all 5 = agree to a great extent
9. I feel comfortable with the respect afforded to me by other students.
10. I feel comfortable with the attention/ respect afforded to me by course faculty
11. This class provides a comfortable and respectful learning environment.

50

Module 5: Recognizing and
Disarming Microaggressions

51
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Macroaggressions

• A relatively small number of students state (in
class) or post content (in online courses), that is
overtly and deeply offensive to other students
and/or the instructor.
• Termed “macroaggressions,” these insults are
easily recognized and may even be actionable
when they violate universities’ codes of conduct
and anti‐discrimination policies.

52

Microaggressions

• Microaggressions,” can be less overt but equally
hurtful.
• In the online course environment, such slights
can be detected in posted class discussions,
within submitted assignments, and in the work
of online groups.
• Online microaggressions take many forms, both
verbal and non‐verbal.
• Moreover, it can be unclear whether a specific
microaggression was intentional or accidental.
• Whatever the motivation, a microaggression can
be detrimental to the learning environment.
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Derald Wing Sue, PhD, A Pioneer
in Multicultural Psychology

Prior editions of Dr. Sue’s
et al.’s book, COUNSELING
THE CULTURALLY DIVERSE:
THEORY AND PRACTICE,
Aug. 2021‐ John Wiley &
Sons Publishers), has been
identified as the most
frequently cited
publication in the
multicultural field. Since
its first edition, it has been
considered a classic and
used by nearly 50% of the
graduate counseling
psychology market.

54
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Targets of
Microaggressions

Racial microaggressions are: “…brief and
commonplace daily verbal, behavioral or
environmental indignities whether intentional or
unintentional, that communicate hostile, derogatory,
or negative racial slights and insults toward people of
color” (Sue, Capodilupo, Nadal, & Esquilin, 2007).
Microaggressions can also disparage many other types
of demographic (e.g., age, country of origin, religion,
gender, disability, profession, socio‐economic status)
and personal (e.g., weight, height, health,
attractiveness, relationship status) characteristics.
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• They invalidate group identify
• They deny the experiential reality of targets
• They communicate targets are “lesser” human beings

Why are
Microaggressions
Damaging?

• They suggest targets don’t “belong” to the majority group
• They can threaten and intimidate
• They can relegate to inferior status and treatment
Sue, DW., (Nov 17, 2010). Microaggressions: More than just
race: Can microaggressions be directed at women or gay
people? Psychology Today,
https://www.psychologytoday.com/us/blog/microaggression
s‐in‐everyday‐life/201011/microaggressions‐more‐just‐race
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A White man or woman clutches their purse or checks
their wallet as a Black or Latino man approaches or
passes them. (Hidden message: You and your group are
criminals.).

Racial
Microaggressions
and Their Hidden
Meanings (Lee,
2010)

An Asian American, born and raised in the United States,
is complimented for speaking "good English." (Hidden
message: You are not a true American. You are a
perpetual foreigner in your own country.)
A black couple is seated at a table in the restaurant next
to the kitchen despite there being other empty and more
desirable tables located at the front. (Hidden message:
You are a second‐class citizen and undeserving of first‐
class treatment.)

57

19

12/16/2021

An assertive female manager is labeled as a "b****,"
while her male counterpart is described as "a forceful
leader." (Hidden message: Women should be passive
and allow men to be the decision makers.)
A female physician wearing a stethoscope is mistaken
as a nurse. (Hidden message: Women should occupy
nurturing and not decision‐making roles. Women are
less capable than men).
Whistles or catcalls are heard from men as a woman
walks down the street. (Hidden message: Your
body/appearance is for the enjoyment of men. You
are a sex object.)

58

• A young person uses the term "gay" to describe a
movie that she didn't like. (Hidden message: Being
gay is associated with negative and undesirable
characteristics.)

LGBTQIA Gender
Microaggressions
and Their Hidden
Meanings (Sue,
2010)

• A lesbian client in therapy reluctantly discloses her
sexual orientation to a straight therapist by stating
she is "into women." The therapist indicates he is
not shocked by the disclosure because he once had
a client who was "into dogs." (Hidden message:
Same‐sex attraction is abnormal and deviant.)

Religious and
Holiday Related
Microaggressions
and Their Hidden
Meanings (Sue,
2010)

• When bargaining over the price of an item, a
store owner says to a customer, "Don't try to Jew
me down." (Hidden message: Jews are stingy
and money‐grubbing.) (Lee, 2010)

• Two gay men hold hands in public and are told not
to flaunt their sexuality. (Hidden message: Same‐sex
displays of affection are abnormal and offensive.
Keep it private and to yourselves.)
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• “You don’t look Jewish. You don’t have horns.”
• “Happy Columbus Day!” (said to a Native
American, also known as First American,
Indigenous American)

60
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Disability Related
Microaggressions
and Their Hidden
Meanings

• A person who is blind reports that people often
raise their voices when speaking to him. He
responds by saying, "Please don't raise your
voice; I can hear you perfectly well." (Hidden
message: A person with a disability is defined as
lesser in all aspects of physical and mental
functioning).
• “George is wheelchair bound.” (versus “a person
who uses a wheelchair?) Refer to the person 1st;
then the condition.
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Social Class
Microaggression
and The Hidden
Meaning (Sue,
2010)

• The outfit worn by a TV reality‐show mom is
described as "trashy." (Hidden message: Lower‐
class people are tasteless and unsophisticated.)
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Why are
Microaggressions
Devastating?

• The cumulative effect of microaggressions can
be EXHAUSTING.
• Microaggressions can have long‐term negative
health affects, as in social determinants of health
• “Research indicates they have a powerful impact
upon the psychological well‐being of
marginalized groups and affect their standard of
living by creating inequities in health care,
education and employment.” (Lee, 2010)

63
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There is No Vaccine Against
Microaggressions

According to Lee, (2020)
• None of us are immune from
inheriting the racial, gender,
and sexual orientation biases
of our society.
• We have been socialized into
racist, sexist and heterosexist
attitudes, beliefs and
behaviors.
• Much of this is outside the
level of conscious awareness,
thus we engage in actions
that unintentionally oppress
and discriminate against
others.
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• Universities typically strive to uphold the
expectation that learning should occur in
inclusive and respectful environments.

What is the
Faculty
Member’s
Role?

• These expectations are typically codified via
“anti‐discrimination policies” and “codes of
conduct,” with student transgressions subject to
university judicial proceedings.
• Faculty members, by virtue of their service on
the “front‐line” of educational delivery, are by
extension responsible for fostering and
upholding civility in the classroom.
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We Need to:
Look for What
We Don’t
Want to See

• There are many reasons why some
microaggressions may be more challenging to
recognize than others.
• A microaggression might fall outside of an
instructor’s awareness of another culture’s
sensitivities or experiences.
• Though offended students quickly perceive
the insult, they are often reluctant to alert
the instructor or respond directly to the
aggressor.

66
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Microaggressions
Can Be Difficult to
Detect

• Some types of microaggressions are so subtle, that
they are not readily obvious to the instructor.
• Harwood et al., (2015) describe a range of
microaggressions that occur in the in‐person
classroom, including exclusion from being
selected as a group member; harassment;
negative comments about race or religion; being
asked to “perform” their race; being excluded
from discussion; being assigned easier tasks, and
the minimization of contributions.
• These same behaviors can be seen in the online
group work environment. Behaviors that ignore,
diminish, or under‐utilize the skills and
contributions of fellow students can be difficult
to recognize by a faculty member.
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• Microaggressions can be embedded in voluminous
textual entries – and therefore easily missed by well‐
meaning instructors who “speed read” through
hundreds of posted discussion threads.

Therefore,
Remain Alert for
Microaggressions

• In this author’s experience, micro‐aggressors are
often repeat offenders.
• The discovery of one microaggression should
trigger an instructor’s careful review of all prior
posts by the student, and vigilant attention to
future posts.
• In this author’s experience, students who
habitually post microaggressions, often do so in
tandem with one or two other students. Plus,
they crave attention.
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• “I didn’t mean anything by that.”

Tip‐offs to
Online Micro‐
aggressions

• “I don’t mean to offend anyone.”
• “I’m sorry if I offended anyone.”
• The student deploys an invented but suggestive
variation of an offensive word.
• The student responds to another’s offensive
discussion post, even repeating the theme of the
micro‐aggression.

69
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• Some ignore the behavior.

How Do
Students Tend
To React?

• Some patiently offer diplomatic responses that
contest the behavior and then praise
subsequent positive interaction.
• Some engage in direct and angry confrontation.
• IMPORTANT: The burden to contest the
microaggression and educate the perpetrator,
should not rest on the person who is targeted by
the microaggression.
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Should the
Instructor Ignore
An Online
Microaggression?

• Instructors and offended students might not be
certain whether the microaggressions were
intentional or non‐intentional, though arguably,
a lack of intent might not mitigate the damaging
effects.
• Instructors struggle with the tension between
limiting a student’s freedom of expression and
confronting the offensive content.
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If the
Discussion
Post is
Obliquely or
Ambiguously
Offensive

• The instructor might communicate privately with
the student
• Concise, direct e‐mail with delivery receipt
and a high priority designation
• Student is encouraged to reflect upon how
the post may offend others and consider
revising or removing the post
• If a revision is still offensive, instructor keeps
requesting a revision
• Ask the student if they have observed that no or
few classmates have responded to their post ‐‐
and ask them to consider why that is.
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Faculty
Responses to
a Highly
Offensive Post

• Some instructors quickly REMOVE a highly
offensive macroaggression or microaggression from
the course site, with or without directly censuring the
post.
•
As a cautionary measure CONSULT WITH THE
DEPARTMENT AND UNIVERSITY LEGAL COUNSEL, to be
certain that any removal of content, or suggestion of a
negative grade, does not violate a student’s right to
free expression.
•
A final option is to INVOKE CODES OF CONDUCT
AND ANTI‐DISCRIMINATION POLICY. The instructor
ultimately has a responsibility to provide the entire
class with a hospitable learning environment and
uphold the values of the institution.
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Faculty
Response to
the Entire
Class

• Instructors can POST AN ANNOUNCEMENT that
restates the value they place on civility.
• The announcement need not specifically
refer to the offending microaggression.
• This tactic can effectively shift the behavior
of a micro‐aggressor—without violating
student privacy.
• Such action very importantly sends a clear
signal to the entire class that the instructor is
aware and attentive to such matters.
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• Be creative

Addressing In‐class
Microaggressions
(Sue’s
recommendations)

• Microaggressions have two parts:
• The conscious communication of the
initiator (likely to be surface level
compliment)
• The unconscious metacommunication –the
message the microaggression sends
• Address the unconscious message with “micro‐
interventions.”
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• Make the invisible, visible
• The perpetrator might be unaware the
remark was offensive

The Micro‐
Intervention

• Educate the perpetrator
• Focus on the impact, not the intention
• Disarm the microaggression
• Steer the conversation away from the
microaggression.
• Model good behavior
• Have a private conversation later
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Strategic Responses to Microaggressions
• Rogers, K. Dear anti‐racist allies, Here’s how to respond to
microaggressions. CNN Health, June 2, 2020,
https://www.cnn.com/2020/06/05/health/racial‐microaggressions‐
examples‐responses‐wellness/index.html
• Sue, D. W., Alsaidi, S., Awad, M. N., Glaeser, E., Calle, C. Z., & Mendez,
N. (2019). Disarming racial microaggressions: Micro intervention
strategies for targets, White allies, and bystanders. American
Psychologist, 74(1), 128–142. https://psy.uncg.edu/wp‐
content/uploads/2019/04/Racial‐Microaggressions.pdf
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• Set expectations (in the syllabus).

Faculty
Preventative
Measures

• Model behaviors that promote civility and
respect.
• Select reading and videos that are
demographically inclusive.
• Use “bias free” language and inform students
how to do so.
• Graphics and photos should be inclusive of all
segments of the population.
• Construct web‐based courses that are accessible
to persons with disabilities.
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Module 6: Clinical Supervisory
Strategies to Advance Student
Cultural Competence

79

Council on Academic Accreditation in Audiology and Speech‐
Language Pathology (CAA)
• The CAA implemented new Standards for the Accreditation of Graduate
Programs in Audiology and Speech‐Language Pathology in 2017.
• On May 7, 2021, the CAA circulated for comment, proposed changes to
Standard 3.4A/B, Diversity Reflected in the Curriculum, with a final
decision likely in July 2021.
• The proposed changes:






expanded language of the Standard to include “diversity, equity, and inclusion are reflected
in the program and throughout academic and clinical education”
relocation of elements listed under the Cultural Competence section of Standard 3.1.1 A/B,
Professional Practice Competencies to the Requirements for Review section of Standard
3.4 A/B
new language added to reflect the program’s accountability in ensuring that students are
afforded opportunities for self-examination and awareness of potential bias
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Teach a Process or Model to Understand the
Culture of a Client/Family
• Excellent sources:
• Purnell’s handbook of “Culturally Competent Health Care”
• Penn Medicine, Pastoral Care and Education for the care of patients
from Buddhist, Catholic, Hindu, Jehovah's Witness, Jewish, Muslim
and Pentecostal traditions.
.upenn.edu/pastoral/resed/diversity_points.html
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82

Individuals Differ
• Knowing general information about the person’s context is not the
same as knowing the individual.
• Every family is different, and there are differences even within a
cultural group.
• Encourage students to observe, ask, and research
• Knowing the context, can help identify which questions might be
relevant to ask.
• The goal: to facilitate a collaborative approach to developing a culturally
informed treatment plan.
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Additional Content
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Wrap‐Up
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Participation
Code: dc4339
Thank you for your attendance. I hope you
enjoyed the presentation, and I applaud you for
your interest in the topic and completion.
If you have any future questions, please feel
free to contact me:

Ellen R. Cohn, PhD
412‐760‐1403 (cell)
ecohn@pitt.edu
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THANK YOU
!

Thank you for your
attention.
Any questions:
ecohn@pitt.edu
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