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Introductions

Please introduce yourself in the chat:

1)Name and pronouns.

2)Where you work and/or your connection to 

suicide prevention.

3)Where are you located?

4)What you hope to get out of the workshop?

Invitation

• Invitation to go on this journey with us

• Invitation to push your limits and be uncomfortable

• Invitation to grow personally and professionally

• Invitation to participate
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*MCSP Alliance for Equity
People of Color and White Ally Caucuses 

Mission Statement: 
The Massachusetts Coalition for Suicide Prevention Alliance for Equity is committed to expanding the racial 
and ethnic diversity of the MCSP at all levels of the Coalition and promoting an understanding of the ways that 
intersectionality is critical to suicide prevention work.  The MCSP Alliance for Equity is also committed to 
cultivating an understanding of how white allies can most effectively use privilege to re-center the conversation 
around issues of social justice and equity, and ensure that space is made for the experiences, perspectives and 
expertise of individuals and communities of color. 

Overview of the Day

• Foundational Concepts
• Overview of toolkit
• Framework for doing 

this work
• Inventories for starting 
• Action Steps

Window of Tolerance 
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Why Do This Work?

Suicide Doesn’t Discriminate

Racism systematically contributes to negative 
physical and mental health outcomes for POC 
Communities

Racism impacts the field of suicide prevention 

Anti-racist work is suicide prevention.

Conceptual Framing 

Why is it an ethical imperative to do racial equity work 
in suicide prevention?

Why Should White People Do This Work?

As white people we have a responsibility to dismantle the 
systems that we unjustly benefit from.

Social justice and racial equity work should not fall solely on 
People of Color. 

Because of systemic racism, white people have more power 
that we can leverage to engage people in social justice efforts 
with minimal risks. 
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Doing This Work as a Person of Color
• Take care of yourself. Burn out is real.

• Find other POC colleagues and safe spaces that nurture people of color.

• Identify your White Allies.

• You cannot and do not have to speak for all of your group .

• You can insist that white folks educate themselves and take responsibility for their 
own piece of the work.

• You do not have to defend your existence as a POC or your personal experience.

• Realize that change takes time and that it is not your sole responsibility. 

Identity Affinity Groups

White Affinity Groups

• Support for difficult learning about 
whiteness, white guilt and white 
fragility

• Process mistakes and strategize 
about making amends 

• Strategize about ways that our 
organization falls short and work 
with POC to find ways to rectify 
these gaps

People of Color

• Safe space for support related to 
shared experience of racism and 
intersectionality 

• Strategize about how to deal with 
conflict with white people

• Create solidarity among groups of 
color 

But wait, how do I do this work?

Framework for How to Do this Work:

• Commitment
• Education and Action
• Discomfort
• Process
• Ongoing Accountability
• Flexibility

*Photo by: Sefora Castaldo on Unsplash
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Doing the Work: What White People Can Do

• Understand that we have power and privilege that we can leverage
• We should be using our power and privilege to elevate the voices, priorities 

and visions of People of Color

• Listen to and believe People of Color when they tell us that something is racist 
or inequitable

• Take feedback of People of Color to heart graciously

• Periodically, assess our own progress

• Act where we can

Doing Racial Equity 
Work Even When POC 
Are Not Yet Present

• White people can do work with 
respect to equity in order to develop 
a lens from which all work is done

• Important to understand the scope of 
work that can be done by white allies 
alone and what needs to be done in 
collaboration with People of Color

• Leaders should be upfront about 
why an organization is doing        this 
work and why

*Photo by Gaelle Marcel on Unsplash

Questions?
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Wheel of Oppression

Individual

Cultural

Institutional

Systemic

POWER

Agent Ally

Victim Empowered

Racism Sexism

Classism Ageism

Heterosexism/
Homophobia

Religious 
Oppression/Anti-
Semitism/
Islamophobia

Ableism

Gender 
Oppression/
Transphobia

Other Oppressions

• Sizeism

• Language 

Oppression

• Immigration Status

• Ethnic Oppression

Oppression = 
Power + Prejudice

Mythic Norm

Oppression Theory: Example Sizeism

How does sizeism play out on the different levels:
• Individual
• Cultural
• Institutional
• Systemic 

Please put responses in the chat

Window of Tolerance 
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Intersectionality

• Intersecting oppressed 
identities that are 
compounded

• NOT the same as 
intersecting identities 
(that are not oppressed

Intersectionality Example: Pay Gap

• White women earn 82c for every dollar made by a white man. 

• Black women earn 68 cents 

• Latina women earn just 62 cents 

• While Asian women on average earn slightly more than White 

women, it is important to note that despite this, on average Asian 

American women are still making 75c to the dollar compared 

with their Asian male counterparts 

Intersectionality and Mental Health

• Rate and severity of mental illness among BIPOC vs. white group

• BIPOC youth and mental health

• Access to treatment and services
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Different Manifestations of Racism 

• Overt

• Covert/Aversive

• Microaggressions

Overt Racism

- What most people think of when they think of racism

- Conscious

- Intentional

- Purpose is to uphold and protect white supremacy

- Often only thought of in relation to the individual level – but doesn’t have to be

Covert/Aversive

- Subconscious

- Usually unintended

- Rooted in deeply embedded fears and stereotypes

- Takes practice and diligence to recognize
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Types of Microaggressions

Microassults

Microinsults

Microinvalidations

Examples of Messages of Microaggressions in Clinical Practice

• You are not American. 
• Your racial experiences are not valid. 
• You are deviant. 
• Your racial oppression is no different than my gender 

oppression. 
• People of color are lazy and/or incompetent and need to work 

harder. 
• If you don’t succeed, you have only yourself to blame 

(blaming the victim). 
• Assimilate to dominant culture. 
• Whites are more valued than people of color. .
• You are an outsider/You don’t exist. 

Cultural Humility

• Assumes we must listen and rely on expertise of cultural group 
with which we are working

• We can’t fully know what it is like to be part of a group different 
than our own

• Culturally and linguistically adapted models don’t always work 
and new relevant models and approaches need to be developed 
that come from the community

• Cultural humility assumes that there is no ‘normative’ or 
monolithic cultural perspective 

• Cultural humility understands that identifying inequities creates 
a responsibility to address and dismantle them 
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Communication 

Some of the factors that can impact communication include:

• Language preference
• Age
• Gender socialization
• Culture/Ethnicity
• Community norms
• Place of birth/place of early childhood
• Familiarity with community
• Education
• Training
• Status
• Perception of mental health
• Communication style

White Privilege

White privilege is a set of unearned systemic 
advantages that impact every aspect of our lives as 
white people. 

White privilege is:

• Economic
• Physical
• Emotional/psychological
• Educational
• Structural
• Cultural
• Institutional  

White Allyship

• Allyship isn’t passive but active

• An ally needs to be guided by the concerns and goals of people 
and communities of color 

• It’s critical for allies to have direct and open communication with 
people and communities of color

• Allies make it clear that they are willing to accept feedback and 
change as a result of that feedback.

• Allies have a responsibility to challenge and question themselves 
and other white people
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Common Pitfalls of 
White Allyship

• Lack of Accountability
• Exceptionalism
• Taking over the lead from POC
• Ally Savior Complex
• Lack of Communication
• Centering yourselves in the 

conversation
• Performative Allyship

Leveraging Privilege

• Step up/step back
• Point out where POC voices and perspectives are 

missing; and then do something about it
• Point out where our organizations fall short—and hold 

ourselves and our colleagues accountable to begin to 
make change

• Act where we can

Common Types of Resistance

*Photo by Michel Porro on Unsplash

• Relevance 

• Time

• Discomfort/Deflection/Denial

• Repetition 
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Countering Resistance 

• Set expectations

• Resistance is part of the process

• Meet people where they are at

• Uncover the deeper resistance

• Persistence over resistance

Scenario on Resistance

• At a meeting the only POC was going an exercise related to 
racial equity.

• Before the exercise started, there was significant push back 
from committee members who said that we don’t have time 
for this, we have done this already in another context, and 
why do we need to do this?

• There are also some voices who said that we should go ahead 
and do the work, but the most vocal of the group were those 
who were resistant. 

What would you do or say if you were the chair of the committee?

Ally Readiness

• A lot of the pre-work is also part of the continued work

• Recognize that the work is personal, interpersonal, cultural, organizational, 
and systemic and that we must make changes at each level

• Have conversation with POC about allyship, collaboration, and process

• Work on understanding foundational concepts

• As leaders, talk about the fact that we are going to be doing this work and 
why it is important

34

35

36



10/28/2021

13

POC Readiness

• Identify other People of Color who want to work on these issues

• Identify allies

• Consider the risks in doing this work

• Remember that you do not have to speak for all POC

• Get internal and external support

Readiness

Chat Question: What is one thing that you could do to 
support equity from your position?

Knowledge Inventory 

Have you had conversations about racial equity or social justice within your 
organization?  Has the conversation already been started? Are you aware of who is at 
the table and who is missing?
Are members of your organization aware that racism functions at individual, cultural, 
institutional and systemic levels? Can they explain the difference between the impact of each 
level?

How do people in your organization understand the relevance of racial inequity in terms 
of how you do your work and how your organization operates?

Have you considered how different barriers might exist for different communities in 
participating in/ feeling welcome in your organization?

37

38

39



10/28/2021

14

Organizational Change: Continuum on Becoming an 
Anti-Racist Multicultural Organization

• Exclusive -- An Exclusionary Institution
• Passive -- A “Club” Institution
• Symbolic Change -- A Compliance Organization
• Identity Change -- An Affirming Institution
• Structural Change -- A Transforming Institution
• Fully Inclusive -- Anti-Racist Multicultural Organization in a 

Transformed Society

Scenario on Organizational Continuum
• A community organization located in a diverse city
• Some racial diversity of staff, board and leadership are white
• Leadership has been talking about issues of equity but haven’t made an organization-wide 

plan.
• People of color in the organization have been tapped to help out with the diversity project 

but haven’t been given any power to enact or direct aspects of the project.
• Leadership has suggested to start a diversity committee, but don’t really know how to start 

or how to use the committee
• When issues of race or racism come up in meetings they are either ignored or addressed 

by the same one or two people.
• People of Color feel unheard and tokenized. They are also expected to speak and 

represent all people of color. 

Where on the continuum is this organization???

Organizational Change: Continuum on Becoming an 
Anti-Racist Multicultural Organization: MCSP Example

• Exclusive -- An Exclusionary Institution
• Passive -- A “Club” Institution
• Symbolic Change -- A Compliance Organization
• Identity Change -- An Affirming Institution
• Structural Change -- A Transforming Institution
• Fully Inclusive -- Anti-Racist Multicultural Organization in a 

Transformed Society
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Organizational Change Question:

Where is your organization on the 
continuum?

Organizational Inventory

Answer these questions:  

Does your organization address social justice and racial equity on a regular basis? If so, how?

Does your organization incorporate social justice and racial equity into every level of the 
organization and as a lens through which your work is viewed?

What barriers can you see that prevent your organization from becoming more socially just 
and equitable? How might you begin to address these barriers?

What is the composition of your board and membership? Who is missing from the table? If 
the composition of your board is not very diverse, have you asked is individual board 
members who belong to different cultures and communities feel heard and respected?

How to Start This Process?

Use the Widening the Lens Toolkit!!

Three things to consider:
• Where is your organization starting from – what background 

knowledge do people have?
• What are the organization’s goals in terms of equity and social 

justice?
• What pieces of the toolkit will help the organization move 

forward?  Where does the organization need to start? (Often, 
we suggest that folks start with the knowledge inventory)

Many concepts are covered, including white privilege, intersectionality, 
cultural humility and white allyship.
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Personal Diversity Plan

Equity Follow-Up Chart

What Are You Taking Back?

Please share in chat one thing 
that you are taking back to the 
work you do.
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Final Reflection

*Photo by Gaelle Marcel on Unsplash

Questions?

One Word Check Out
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*Photo by Mitchell Luo on Unsplash

Email us:
MCSPAllianceforEquity@gmail.com

Toolkit URL:
https://www.masspreventssuicide.org/widening-the-
lens-exploring-the-role-of-social-justice-and-racial-
equity-in-suicide-prevention/ 

Webinars available at:
MA Prevents Suicide (Channel)
https://www.youtube.com/channel/UC_SkFmPri0
O2OjaMemwGfyA?view_as=subscriber

Thanks to: Karen Suyemoto
MCSP Alliance for Equity 
Massachusetts Department of 
Public Health Suicide Prevention 
Program 

Join Us!
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