Four Agreements for Courageous Conversations
1. Stay engaged.
2. Speak your truth.
3. Expect to experience discomfort (later in the book I read it written as "Lean into discomfort")
4. Expect and accept a lack of closure.
(Source reference: Singleton & Linton, 2005, Courageous Conversations, Newbury Park, CA: Corwin - cited
in; Raising RACE Questions: Whiteness & Inquiry in Education by Ali Michael, 2015.)
AND
Grice's Maxims
(Maxim: a well-known phrase that expresses a general truth about life or a rule about behavior
1. The maxim of quantity, where one tries to be as informative as one possibly can, and gives as much
information as is needed, and no more.
2. The maxim of quality, where one tries to be truthful, and does not give information that is false or that
is not supported by evidence.
3. The maxim of relation, where one tries to be relevant, and says things that are pertinent to the
discussion.
4. The maxim of manner, when one tries to be as clear, as brief, and as orderly as one can in what one
says, and where one avoids obscurity and ambiguity.
SURJ (Showing Up for Racial Justice): Calling IN (as opposed to Calling OUT)
Strategy

Example:

Explicitly thanking the person/welcoming
the comment as a learning opportunity
while Calling In:

“I want to thank you for speaking up, we are all on a learning
curve, and you just said something that a lot of us say, which is
something that collectively we need to work on”

Asking permission to use comment as a
learning example

“You’ve said something that would be very valuable to us to
address as a group, for all of our growth and learning. Do you
mind if I use what you just said as a segue to that conversation?”

Setting ground rules and expectations at
the beginning of the session so that both
making mistakes, and being Called In, is
something that there is room for in the
training environment as part of the
training experience

“I would like to propose that we use the training experience to
practice a technique called “Calling In.” This is part of our
strategy to become better allies and better communicators. Can
we commit to allowing ourselves to be “Called In” during the
course of the next two hours?”

Using personal experience to avoid
singling out the commenter as a person
with an individual problem

“I used the exact same language until someone explained to me
why it was harmful. I’m so glad you bring this up, because none
of us know any of this stuff until we learn it” OR
“I have heard others use similar language...and until I read/heard
others’ explanations about why it could be harmful, I didn’t realize
it either”.

AND Maintaining a stance of curiosity/non-judgment (e.g., ok to notice, just not judge; Ask, “Can you say
more about what you mean/what leads you to think/feel/believe that?
!

Checklist for Allies Against Racism
Developed by Dr. John Raible
BACKGROUND: I devised this checklist in the early 1990s. The idea for the checklist arose out
of the need to articulate specific behaviors that led me to view certain individuals as “allies” in the
struggle against racism. I came up with the checklist after thinking about what behaviors allowed
me to develop a degree of trust with certain individuals, whether they identified as white people
or as people of color.
Read through the checklist to get a feel for what constitutes ally behavior on the part of antiracists. Think about how often and how consistently you do any or all of them.
Part 1
_____ I demonstrate knowledge and awareness of the issues of racism.
_____ I continually educate myself about racism and multicultural issues.
_____ I recognize my own limitations in doing anti-racist work.
_____ I raise issues about racism over and over, both in public and in private.
_____ I realize "it's not about me" personally. I can be objective and avoid personalizing racial
issues as they are raised in conversation.
_____ I can identify racism as it is happening.
_____ At meetings, I make sure anti-racism is part of the discussion.
_____ I can strategize and work in coalition with diverse others to advance anti-racist work.
_____ I attend to group dynamics to ensure the participation of people of different races.
_____ I support and validate the comments and actions of people of color and other allies (but not
in a paternalistic manner).
_____ I strive to share power, especially with people from marginalized groups.
_____ I take a personal interest in the lives and welfare of individuals of different races.
_____ I use my privilege to communicate information from the dominant group to marginalized
groups.
_____ I hold high expectations for people of color and for white people.
_____ I reach out to initiate personal contact with people of different races.
_____ I listen carefully so that I am more likely to understand the needs of people from
marginalized groups.
_____ I can adopt and articulate a person of color's point of view when it is useful to do so.
_____ I can accept leadership from people of color as well as from white people.
_____ I work side-by-side with people of different races on tasks, projects, and actions.
_____ I debrief with people of different races to give and receive "reality checks" and
affirmations after meetings, events, and actions.
_____ I readily understand—with no explanations necessary—a person of color's position or
perception.
_____ I have joking relationships with individual people of color and with white people.
_____ I can vent with and be present emotionally when individuals need to express feelings about
racism.
_____ I debate issues with both people of color and white people and take their ideas seriously.
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Checklist for Allies Against Racism
_____ I take risks in relating to people across lines of difference.
_____ I demonstrate shared values with people from various communities, for example,
impatience with the pace of change, anger at injustice, etc.
_____ I know the private lives of families and friends who are people from different backgrounds.
_____ I can relax, socialize, and feel at ease with people of color and with whites.
Part 2 - The following are some problem areas where individuals sometimes get stuck. These
were developed specifically for white individuals. Do any of these apply to you?
_____ I am not clear on the labels people of color prefer to use to identify themselves.
_____ When people of color point out racism as it is happening, I feel personally attacked.
_____ I rely on people of color for education about my own (and institutional) racism.
_____ I use meeting time to establish my anti-racist credentials. (e.g., recounting stories about
how I “marched in the Sixties” or about my activist years in college).
_____ It is important to me to point out examples of "reverse racism" when I see them.
_____ I have been told I act in a racist manner without knowing it.
_____ I speak for people of color and attempt to explain their positions.
_____ I view myself as a mediator between people of color and other whites.
_____ I see my role as interpreting the behavior of people of color for other whites.
_____ I prefer to spend time and energy dealing with my personal feelings and issues rather
than moving the anti-racist agenda forward.
_____ I intellectualize about the struggle rather than live it daily.
_____ I wait for people of color to raise white people's awareness.
_____ I know fewer than five individual peers of color intimately (i.e., adults, not younger
students or children).
Once again, Part 1 of the checklist is intended to identify general anti-racist behaviors that
individuals can take to act as allies against racism. Part 2 details some problem areas to avoid.
While originally developed to answer questions from white teachers and parents about anti-racist
steps they could take, I see this checklist as applicable to individuals of all racial or cultural
backgrounds.
The main goal is to develop relationships of solidarity, mutuality, and trust, rooted in a praxis of
intentional anti-racist thought, action, and reflection. When I observe people consistently taking
the above steps (in Part 1), I recognize that that they “get it” when it comes to race and racism.
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PRE-ENCOUNTER

ENCOUNTER/INTEGRATION

- “Absorbed many of the beliefs & values of the dominant white culture, including the
notion that “white is right” and “Black is wrong”
- Though the internalization of negative Black stereotypes may be outside conscious
awareness, the individual seeks to assimilate and be accepted by whites and may actively
or passively distance self from other Blacks.
- In order to maintain psychological comfort at this stage of development…this person
must maintain the fiction that race and racial indoctrination have nothing to do with how
he or she lives. It is probably the case that the Pre-encounter person is bombarded on a
regular basis with information that he or she cannot really be a member of the “in” racial
group, but relies on denial to selectively screen such information from awareness. (p 93)"

- “Typically precipitated by an event or series of
events that force the individual to acknowledge the
impact of racism in one’s life. For example,
instances of social rejection by white friends or
colleagues may lead the individual to the conclusion
that many whites will not view her as an equal.
- Faced with the reality that she cannot truly be
white, the individual is forced to focus on her
identity as a member of a group targeted by racism.
(pg 94)”

IMMERSION/
EMERSION

INTERNALIZATION

- “Characterized by the simultaneous desire to
surround oneself with visible symbols of one’s racial
identity and an active avoidance of symbols of
whiteness
- At this stage, everything of value in life must be
Black or relevant to Blackness.
- This stage is also characterized by a tendency to
denigrate white people, simultaneously glorifying
Black people.
- Actively seek out opportunities to explore aspects
of their own history and culture with the support of
peers from their own racial backgrounds.
- Typically white-focused anger dissipates during
this phase because so much of the person’s energy is
directed towards her own group- and selfexploration.
- The result of this exploration is an emerging
security in a newly defined and affirmed sense of
self.”

INTERNALIZATION/
COMMITMENT

- “In general, pro-Black attitudes become more expansive, open, and less defensive.
- While still maintaining connections with Black peers, the internalized individual is willing
to establish meaningful relationships with whites who acknowledge and are respectful of
her self-definition. The individual is also ready to build coalitions with members of other
oppressed groups.
- There are few differences between the 4th and 5th stages, however, those at the fifth stage
have found ways to translate their “personal sense of Blackness into a plan of action or a
general sense of commitment’ to the concerns of Blacks as a group, sustained over time.
-Internalization allows the individual, anchored in a positive sense of racial identity, to both
proactively perceive and transcend race. Blackness becomes the point of departure for
discovering the universe of ideas, cultures and experiences beyond Blackness in place of
mistaking Blackness as the universe itself.”
NOTE: “Though the process of racial identity development has been presented here
in linear form, in fact it is probably more accurate to think of it in spiral form.
Often a person may move from one stage to the next only to revisit an earlier
stage, though the experience of the stage may be different than the 1st time.”
From Cross’s model of Black Racial Identity Development (1971, 1978, 1991) in
Beverly Tatum’s (1997) Women’s Growth in Diversity, “Racial Identity Development…”

Phase 1: Abandonment of Racism
CONTACT
- being White is viewed as “normal;
- Whiteness is rarely reflected upon
- White privileges taken for granted

DISINTEGRATION
- heightening awareness of White racial privilege and
the systematic disadvantages experienced by people of
color
- often experience feeling guilt, anger, and sadness
- emotions can lead to denial and resistance to this
new learning, but can also be a catalyst for action
- often try to “convert” others to their new way of
thinking (which are not always well received)

REINTEGRATION
- the feelings of guilt and denial may be
transformed into fear and anger toward
people of color
- resentful “blaming the victim” may be used
to avoid dealing with the uncomfortable
issue of racism, as well as avoiding the
struggle to abandon racist assumptions and
define a new, anti-racist identity

Phase 2: Defining a Nonracist White Identity
PSEUDOINDEPENDENCE
- an intellectual understanding of the
unfairness of racism as a system of
advantage and a recognition of the
need to assume personal
responsibility for dismantling it.
- may seek to distance self from
Whites and actively seek
relationships with POC as a way of
reducing the social isolation
experienced earlier
- cross-racial interactions may lead to
further awareness of need to actively
examine and redefine the meaning of
own whiteness

IMMERSION/EMERSION
- process of redefinition includes actively seeking
answers to: “Who am I racially? What does it really
mean to be White in society?”
- the individual needs information about White
allies, those Whites who have worked against
racism, as role models and guides for a new way of
thinking about White identity

AUTONOMY
- internalization of a positive White
racial identity and is evidenced by a
lived commitment to anti-racist
activity, ongoing self-examination
and increased interpersonal
effectiveness in multiracial settings

NOTE: An individual may operate from more than one status at a time, and
which status predominates may vary with particular situations. Because the
ideology is so deeply embedded in our culture, the process of “unlearning
racism” is a journey we need to continue throughout our lives.
From Janet Helms’ White Racial Identity Development Model (1990, 1995)

Self-Reflection
We are all on this journey. There is NO judgement or shame here. Assess as honestly as you are able. This is only for you. If
there are any rows where you could improve, focus on any thoughts you have for how you could set goals for yourself.
How do I interact with staff and parents?
Do I treat other staff respectfully, recognizing and
appreciating their unique cultural styles and belief
systems?
Do I ask about, openly talk about, and appreciate the
differences between us?
Do I model open and respectful listening?
Do I work carefully to broaden gender roles among
staff?
Do I treat all staff as important contributors to the
program (e.g., teacher assistants as well as teachers;
the cook and cleaning people as well as the director)?
Do I interact with families thoughtfully and respectfully,
paying close attention to the basic power dynamics
between us? Do I take responsibility for building and
maintaining open and sensitive dialogue?
Do I ask each family for information about their child?
In the classroom, do I use what I learn about children?
Do I work on overcoming any discomfort or biases I
have about any specific aspect of diversity?
Do I constructively talk with other staff about any
actions that I think undermine respect for diversity?
Do I support our efforts to identify biases and change
practices that do not encourage fairness?
Do I work with others to find ways to ensure a diversity
of skin colors, languages, gender identities, and family
structures among staff at all levels?
How do I interact with children?
Do I recognize, understand, acknowledge, and respect
each child’s individual cultural learning styles? Do I
make provisions for children who prefer to play and
work alone and for those who prefer being with peers?
Do I invite children to try new ways of interacting with
people and materials, while also supporting their
preferred learning styles?
Do I adapt my interactions with each child to use his or
her family’s style regarding encouragement? Limit
setting? Behavior expectations? Teaching of life skills?
Where I must do things differently at school than what
children are used to, do I help children feel comfortable
about living in two worlds?
Do I answer children’s questions about human
differences easily and directly; pay attention to
children’s interest in human differences; encourage
them to express their feelings and questions; and help
them to reflect on their own ideas of various aspects of
diversity?
Do I handle children’s inappropriate behaviors (e.g.,
hitting, hurtful words, exclusion) in inequitable ways?
Or does my response differ based on the child’s racial
identity, gender, culture, ability, or economic class
background?

4- Almost Always; 3- Frequently; 2- Sometimes; 1-Infrequently
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Identity 1
(ID.K-2.1)
Identity 2
(ID.K-2.2)
Identity 3
(ID.K-2.3)
Identity 4
(ID.K-2.4)
Identity 5
(ID.K-2.5)
Diversity 6
(DI.K-2.6)
Diversity 7
(DI.K-2.7)
Diversity 8
(DI.K-2.8)
Diversity 9
(DI.K-2.9)
Diversity 10
(DI.K-2.10)
Justice 11
(JU.K-2.11)
Justice 12
(JU.K-2.12)
Justice 13
(JU.K-2.13)
Justice 14
(JU.K-2.14)
Justice 15
(JU.K-2.15)
Action 16
(AC.K-2.16)
Action 17
(AC.K-2.17)
Action 18
(AC.K-2.18)
Action 19
(AC.K-2.19)
Action 20
(AC.K-2.20)

I know and like who I am and can talk about my family and myself and name some of my
group identities.
I can talk about interesting and healthy ways that some people who share my group
identities live their lives.
I know that all my group identities are part of me—but that I am always ALL me.
I can feel good about myself without being mean or making other people feel bad.
I see that the way my family and I do things is both the same as and different from how
other people do things, and I am interested in both.
I like being around people who are like me and different from me, and I can be friendly to
everyone.
I can describe some ways that I am similar to and different from people who share my
identities and those who have other identities.
I want to know about other people and how our lives and experiences are the same and
different.
I know everyone has feelings, and I want to get along with people who are similar to and
different from me.
I find it interesting that groups of people believe different things and live their daily lives in
different ways.
I know my friends have many identities, but they are always still just themselves.
I know when people are treated unfairly.
I know some true stories about how people have been treated badly because of their group
identities, and I don’t like it.
I know that life is easier for some people and harder for others and the reasons for that are
not always fair.
I know about people who helped stop unfairness and worked to make life better for many
people.
I care about those who are treated unfairly.
I can and will do something when I see unfairness—this includes telling an adult.
I will say something or tell an adult if someone is being hurtful, and will do my part to be kind
even if I don’t like something they say or do.
I will speak up or do something if people are being unfair, even if my friends do not.
I will join with classmates to make our classroom fair for everyone.

