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What is Equity?

Equity gives all people fair access, treatment and opportunities, while simultaneously
addressing and dismantling the injustices and barriers that exist for people who are historically
and systemically oppressed. Racial equity is when race
is no longer a predictor of life outcomes and outcomes
for all people are improved.

At Peace Lutheran Church (PLC), we lead our work with
racial equity so that all members have a foundational
understanding of how racial oppression is intertwined in
every system, as well as the ways it intersects with all
other forms of oppression.

PLC has long sought to be a community that is
‘reconciled and just” while also being a “diverse
community of faith where all are welcome.” As followers
of Jesus, we believe that God created all people in
God’s image (Genesis 1:27), Jesus breaks down all
dividing walls (Ephesians 2:14), and the Holy Spirit
connects and unites all people. The whole church looks
forward to God’s future when people will be gathered
from all cultures and peoples in the reign of God
(Revelation 7).*

This church names racism (individual and systemic) as
sin. We affirm that the diversity of cultures is a
God-given gift, and we seek to extend God'’s love to all
our neighbors. We believe Jesus calls us to address and
dismantle racism in individuals, communities, systems,
and structures, joining God in bringing about justice for
the oppressed and transformation of all society (Luke
4).*
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Improving equity at the church level will allow our community to embrace the kind of justice and
fairness that Christ calls us to be stewards of, while institutionalizing concrete and specific
strategies that advance our anti-racism work.

*Most of this language is from the Future Directions Commitment and Recommendations document.



Introduction to the Anti-Racism Toolkit

Our commitment to understand, address, and dismantle racism should be integrated into all that
we say and do as people seeking to follow Jesus in our community and context. This
commitment requires that our church take tangible steps forward. The following Peace Lutheran
Church anti-racism toolkit lays out a guide to support the decision making, the faith journeys, the
development and implementation of policies, the community engagement, and the overall
ministry of the congregation through the lens of racial equity and justice. The aim of this toolkit is
to ensure that everyone — no matter their race, gender, sexual orientation, age, ability, location,
gender identity, socioeconomic status, etc. — has access to equitable outcomes and benefits
within the church and the larger community.*

This anti-racism toolkit includes four different equity lenses so that every staff member, every
committee member, and every church member can access this toolkit in ways that are
meaningful and relevant to them. This toolkit concludes with a template for action planning. The
four equity lenses included are:

1. Decision making screen for general church use;

2. Anti-racism guide to support faith education for all ages;

3. Racial equity lens for budgetary and financial decision making; and
4. Recruitment and hiring equity lens.

You can use this tool...
e to create a culturally responsive curriculum for all people;
e during the recruitment and hiring process to decrease bias;
e to collectively address systemic barriers and inequities within the church and the larger
community;
e to make informed decisions that increase positive outcomes for all people, especially
those who are historically and systemically marginalized;
to develop equitable policies and practices;
when building trust and strengthening our relationship with our neighbors;
to meaningfully create a budget that reduces inequities and is reflective of the church’s
mission, vision and values;
e and so much more!
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*Most of this language is from the Future Directions Commitment and Recommendations document.



Using an Equity Lens: a Step-by-Step Guide

The purpose of an equity lens is to be intentional, inclusive, and culturally responsive in
individual and church-wide decision making. The four lenses in this toolkit include a series of
statements and rating scales that will guide any person or group through their decision-making
process. Using an equity lens is both a process and a practice. This means it does take time,
collaboration and patience. It requires every person to broaden their perspectives and reimagine
the way they approach decisions.

Over time, using an equity lens will become second nature. Below is a step-by-step guide to
help get you started.

1.

Identify the issue, policy, decision, or program that needs to be addressed before starting
the process.

Determine whether this process is a collaborative or individual effort. Who do you need to
include in this whole process? How will you combat “groupthink?” How will you make sure
that every participating perspective is heard?

Define your goal(s) and/or desired outcome for applying an equity lens to your decision
making/policy/issue/program.

Choose an equity lens that is appropriate for this process. The anti-racism decision making
screen is an ideal starting point. As a reminder, here are the four different equity lenses you
can access based on your specific needs:

a. Decision making screen for general church use;
b. Anti-racism guide to support faith education for all ages;
c. Racial equity lens for budgetary and financial decision making; and

d. Recruitment and hiring equity lens.

Acknowledge the potential barriers, biases and assumptions you may have as you walk into
this process. Think about how these may impact your ability to be open-minded and
authentic during this process.

Consider using the following rating scale to hold yourself accountable throughout this
process and track your progress. Each of the lenses in this toolkit include a series of
statements with a rating scale. A score for each statement is determined by your ability to
provide evidence, or supporting data, to each of the equity lenses’ statements. A lack of
evidence does not automatically mean that no work has been conducted; rather, it can
simply mean that the church needs to begin documenting their work.

The main functions of this rating scale are to determine a starting place and to develop
concrete steps to advancing the church’s anti-racism initiative. Depending on how you score
for a particular statement, you will have to revisit, determine a course of action, or pivot. This
is a normal part of learning more equitable and inclusive decision-making practices.

The final scores will be utilized for brainstorming and determining next steps.



10.

The rating scale is attached below. Upon starting your chosen equity lens, circle your score
for each statement based on evidence that has been gathered.

Not yet thinking about this. / No evidence.

Thinking about this. / Little evidence.

2 | We are considering this in our work. / Limited evidence.

3 | We have an initial plan underway. / Clear evidence.

4 We have begun implementing this piece into the work. /
Clear, consistent, convincing evidence.

. This is integrated across the church and all the work we do.

Simultaneously explore and seek tools to have more intentional and meaningful ways to
make decisions together as a group. For example, consider a consensus building method.
The goal of consensus building is to intentionally draw out different perspectives from group
members to make wiser, more creative decisions together and strengthen relationships in
the process. Review Figure 1 on page 18 to learn more.

Continuously reflect and evaluate whether this process is helping you reach your goal(s). If it
isn’t, consider pivoting. Here are some ways to pivot:

a. Select a different equity lens that is more suited to your needs.

b. Expand your group to include more diverse voices and perspectives.

c. Collect more information, data or context to support the process.

Identify what kind of communications plan you will utilize to inform the larger church
community and gather feedback about this process and the outcomes stemming from it.

Strategize your next steps based on what you uncover after applying the equity lens to your
issue, decision, policy, or program. The end of this toolkit includes a template for
brainstorming next steps. The template will require decision makers to know their final
scores (based on the rating scale) before completing it.

The four equity lenses are outlined in these pages:

0, 7 0,
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Decision making screen for general church use...............cocooiiiinn, Pages 7-8

Anti-racism guide to support faith education for all ages.................coooiiiiiii. Pages 9-10
Racial equity lens for budgetary and financial decision making......................... Page 11-12
Recruitment and hiring equity [ENS.........coiii Page 13-15



Peace Lutheran Church Anti-Racism Decision Making Screen

This anti-racism decision making screen is based on the church’s shared values around
courage, diversity, community and justice. Each value is attached to specific scripture to help
guide the process. This decision making screen is intended for general use — meaning it can be
applied toward any decision, policy, or program — by any PLC church member. Utilizing this
screen will help ensure that any proposed changes and decisions are aligned with Peace
Lutheran Church values.

To accurately rate each statement, you must be able to provide evidence — for example, a
detailed document, data points, or even meeting notes. Please refer to the “Using an Equity
Lens: a Step-by-Step Guide” on page 5 for further details on how to get started.

COURAGE: “Be strong and courageous; do not be frightened or dismayed, for the Lord your
God is with you wherever you go.” — Joshua 1:9

1. We (council, staff, etc.) have an understanding of how to model 213l
accountability and transparency during this process. ]

2. This process, policy and/or decision will create opportunities for
the church to enact transformative change.

3. We are prepared to respond to God’s call with boldness, creativity
and honesty.

DIVERSITY: “For as in one body we have many members, and not all members have the
same function so we, who are many, are one body in Christ, and individually we are members
of one another. We have gifts that differ according to the grace given to us.”— Romans 12:4-6

4. We have considered the different ways this decision could impact
our community, especially historically and systemically -I > I ll
marginalized congregants and neighbors, and we are diligently
working to reduce negative impact.

5. Considering factors like race, gender, age, ability, sexual
orientation, location, etc., we have guidelines to ensure those -I > 13 4 ll
who are historically and systemically marginalized are not
excluded from this whole process.

6. We have mapped out the ways the decision or work we are
considering will welcome, honor and respect all people, especially
those who are from historically and systemically marginalized
communities.

N
w
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COMMUNITY: “As God’s chosen ones, holy and beloved, clothe yourselves with compassion,
kindness, humility, meekness and patience.” — Colossians 3:12

7. The people most impacted are meaningfully included in
discussions and decisions.

8. Principles and feelings of belonging and inclusion are at the
foundation of this decision and work.

9. We have specific steps that we (and the larger church) will take to
address impacts, including unintended consequences.

N
w
I

JUSTICE: “He has told you, O mortal, what is good; and what does the Lord require of you
but to do justice, and to love kindness, and to walk humbly with your God?” — Micah 6:8

10. We have come to learn and understand the root causes and
factors creating these inequities within the church and the larger
community.

11. This decision, work, program, or policy will promote changes
within the church that lessen the impacts of structural racism and
other systems of oppression in our community.

challenge and mitigate power imbalances during and after this
whole process.

13. We have a shared understanding of how this work or decision will
allow us to advocate for the dignity of all people (i.e. addressing
basic needs, empowerment through education, working toward a
socially just world, etc.).

12. We have acknowledged and developed concrete steps to actively -
213|4 l

Rating: If any of the statements above received a score of 0, 1, or 2, it is highly
recommended to address those gaps as part of next steps action planning. A low score merits a
deeper dive into how the church structure can pivot and adapt to ensure a more equitable,
accessible and just Peace Lutheran Church community. Utilize the action planning
brainstorming template on page 16 as a starting point.



Peace Lutheran Church Faith Formation Anti-Racism Guide

Peace Lutheran Church is a welcoming and inclusive community with many ways to connect
and live out our faith together. There are a multitude of opportunities to get involved in the
congregation such as spiritual formation, worship and music, education hours, and outreach and
community-centered ministries. It is important for the faith formation and education ministries to
be culturally responsive, representative of the community, and aligned with church values. The
below faith formation anti-racism guide, adapted from the Association for Supervision and
Curriculum Development, is a tool to support the development of curriculum, implementation of
these programs, and the many caring adults and program participants in our church community.

Faith formation curriculum and educational programs should offer participants topics and
materials that contain mirrors, windows and doors: “mirrors that affirm and celebrate their own
identities and cultures, windows that help them learn about and understand others, and
doorways that present them with opportunities to be agents of change.”™ The mirrors, windows
and doors guide below can ensure that PLC’s faith formation is aligned with the church’s
anti-racism framework.

To accurately rate each statement, you must be able to provide evidence — for example, a
detailed document, data points, or even meeting notes. Please refer to the “Using an Equity
Lens: a Step-by-Step Guide” on page 5 for further details on how to get started.

MIRRORS

1. Curriculum and program materials are reflective of the church’s
diverse community.

234

2. Participants are able to make direct connections from the stories
shared to their own personal and cultural experiences.

3. Curriculum and program materials affirm and celebrate
participants’ diverse identities.

N
w
N

WINDOWS

4. The curriculum encourages and challenges participants to bear
witness to experiences and narratives different from their own.

5. The educational programs and curriculum center empathy,
compassion and critical thinking skills.

e
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6. The educational programs and curriculum challenge participants

to analyze their own worldviews as they learn about the - 2

intersection of systems and oppression.

DOORS

7. The educational programs help participants meaningfully engage
with the larger communities (i.e. advocacy, activism, etc.)

inequities and become agents of change.

9. Participants are able to define the ways they can elevate,

8. The educational programs empower participants to challenge -

advocate for, and center communities that have been historically

and systematically oppressed.

Rating: If any of the statements above received a score of 0, 1, or 2, it is highly
recommended to address those gaps as part of next steps action planning. A low score merits a
deeper dive into how the church structure can pivot and adapt to ensure a more equitable,
accessible and just Peace Lutheran Church community. Utilize the action planning

brainstorming template on page 16 as a starting point.

For a more comprehensive study into developing culturally responsive curriculum and

educational programs, the anti-racism workgroup recommends: Uncommon Schools

*From “High-Quality Curriculum Is a Transformation Tool for Equity” (ascd.org)
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https://drive.google.com/file/d/1BFzCUgPGTXU-QAccNYHbYwYgUhM878e9/view
https://www.ascd.org/el/articles/high-quality-curriculum-is-a-transformation-tool-for-equity

PLC Anti-Racism Guide: Budgetary & Finance Decisions

( TXW 1Q EXGIHWY IV D FXFAIDOSDWR! 1QMIUDIQY DQMDAMVP  SUQAS®N DQG YDIHV 1Q HYHY
IDFHWR FKXUFK @H 3 HDFH / X\WHUDQ & KXUFKY EXGIHWY D HHBRIRQ RN KRZ \WH FKXUK P RGHY
DQG FHOMY & KUMAMNH \AMZ DUBVKIS RI RXUGHJKERLY DQG FRP P XQW 8 IQJ WLV JXICGH Z LOKHS
FKXURK HQMIAV  VXFK DV \WH FKXURK FRXQALO GHYHBS EXGIHW DQG P DNH 1LQDGADOGHAMIRQY \WDW

DGYDQRH 3 HDFH / XWHUDQ & KXUFKYY FRP P MY HQ/WR EHFRP Q) *UHFRGALBIG DQG MWW

To accurately rate each statement, you must be able to provide evidence — for example, a
detailed document, data points, or even meeting notes. Please refer to the “Using an Equity
Lens: a Step-by-Step Guide” on page 5 for further details on how to get started.

1. The people most impacted by financial decisions are meaningfully
included in the planning and the development of a church budget.

N
w
i

2. There are multiple and diverse opportunities to seek feedback
from the congregation in the development of the budget and other
financial decisions.

N
w
i=N

3. The budget proposal advances Peace Lutheran Church’s
anti-racism goals and initiatives.

N
w
i

4. Equitable resource allocation is considered and applied during
budget development. This means that resources and funding for
community-based programs that address inequities are prioritized
in the budget.

N
w
i

5. Alternative funding processes and opportunities, such as a
participatory budgeting process, to meaningfully engage the
larger community regarding programs that directly impact them
are strongly considered.

6. The proposed budget ensures sufficient resources and
meaningful funding exist to advance and implement the church’s
anti-racism initiative.

N
w
I

7. We have considered the different ways this decision could impact
our community, especially historically and systemically
marginalized congregants and neighbors, and we are diligently
working to reduce negative impact.

N
w
i=N

8. We have taken steps to ensure that the proposed budget decision
does not cause disproportionate harm to any groups or
perpetuate racial inequities.

N
w
i=N

N
w
N
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10. Peace Lutheran Church mindfully vets funding sources (i.e.

9. The annual budget report outlines how resources have been - l
e g - 213 |4
allocated to reduce specific disparities.

granters) to ensure alignment of anti-racism values. -

234.

Rating: If any of the statements above received a score of 0, 1, or 2, it is highly
recommended to address those gaps as part of next steps action planning. A low score merits a
deeper dive into how the church structure can pivot and adapt to ensure a more equitable,
accessible and just Peace Lutheran Church community. Utilize the action planning
brainstorming template on page 16 as a starting point.

12



Peace Lutheran Church Recruitment & Hiring Equity Lens

) RUD WK® IQFOMYH Z RUSOFH HQVMURQP HQW 3 HDFH / XWWHDQ &KXUFK P XWMKRXIKWK® DQG
IOMQIRD® FXUDW D KIUQ) SIRFHW ILRP EHJIQQQ) R HQG 7KH SXISRVH R KLY BV IV \R KHS
AT P HP EHWY XQGHYABIQG DQG H, DP IQH \WH Z D\ V UHFUKMY HQADQG KIUIQJ SUDRFHV FDQ VHYH DV
EDWHY IRU%32 & FDQAGDWY $WWH VDPH WP H MY [P SRUBQMRU SRMQIDOFDQACDMY \R
XQGHYABQG \WH FKXUKY WRY YIMRQ P MMRQ DQG VSIUMEXUQ) WY SURFHW 7KLY JXIGH IV P HDQW
R KHS ERK SDUAV XQGEHIABQG KRZ \WHUYDOMHV DU 1Q DI QP HQAZ W HDFK RWHU

© KB KLY 1V JHDUHG \RZ DU BHRXIMQ) DQG KILQ) SDIG AR \KLY J XIGH FDQ DOR EH DADSWWG IRU
UHFLKM . FKXUFK YROQMHLY

To accurately rate each statement, you must be able to provide evidence — for example, a
detailed document, data points, or even meeting notes. Please refer to the “Using an Equity
Lens: a Step-by-Step Guide” on page 5 for further details on how to get started.

JOB DESCRIPTION

1. The job description is reviewed (with current staff member input, if - N P .
possible) and updated before it is posted publicly.

2. The PLC anti-racism commitment and Equal Employment
Opportunity (EEO) statement are articulated in the description.

Anti-racism statement: Peace Lutheran Church is committed to
understanding, addressing, and dismantling racism inside ourselves, - > I 4 l
our Hilltop community, and our congregation as a fundamental way

in which we live out our Christian faith and seek to love our
neighbors. This is a commitment of our congregation as a whole and
of the individual members of our worshiping community. This is a
faith journey of learning, accountability, and grace.

3. The format/template used for the job description is consistent with
other written job descriptions within the church.

4. Compensation/salary for the role is clearly stated and visible.

“must be willing to lean into and engage in topics related to
cultural humility, anti-racism, and systems of oppression.”

6. The job description explicitly details at least two, role-specific
responsibilities that help advance PLC’s anti-racism commitment.

7. The job description does not contain unnecessary barriers and
biases such as: need for a driver’s license if driving is not a

5. The job description has a general job requirement that states: - > I .

13



responsibility; college degrees if experience can be substituted;
or having a specific faith or religious affiliation.

Please note that the following is acceptable to include: “Person of
faith in God compatible with the values of the Evangelical
Lutheran Church in America and the Peace Lutheran Church’s
Anti-Racism policy.”

RECRUITMENT AND POSTING

8. We have created a customized outreach plan, especially one
directed towards communities of color, to balance the
disproportionate impact of traditional forms of outreach.

N

9. The hiring team has access to a list of local and diverse cultural
organizations and places of learning in the community to ensure a
broad range of opportunities for recruitment and posting.

N

10. The hiring team has a shared understanding and focus on
creating a diverse applicant pool before the position closes, and a
plan if the applicant pool lacks diversity (i.e. deadline extensions).

N

11. The timeline for the entire hiring process stretches over a
reasonable time period (i.e. does not expect applicants to wait
months before receiving any updates or news).

N

INTERVIEWING

12. The interview panel is diverse and reflective of the community.

N

13. The interview panel has a comprehensive understanding of equity
and implicit bias, and knows what they can appropriately and
legally ask during the interview process (a full list can be found in
the City of Tacoma document attached at the end).

N

14. The candidates receive a copy of the interview questions within
24 hours of the scheduled interview.

15. The criteria used to evaluate the applicants are measurable,
consistent, job-related and necessary to make a determination.

N

16. The interview questions have been thoroughly reviewed through
an equity lens and standardized across all applicant interviews.

N

N
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17. Interview questions allow the applicants to demonstrate their
thought processes and comprehension regarding a specific area.
For example, the applicant is able to make connections between
people experiencing homelessness and systemic oppression.

N
w
A

18. Some of the interview questions probe an applicant’s knowledge
and experience with equity, antiracism and cultural competency.

N
w
I

GENERAL HIRING

19. We have set a block of time to hold interviews for all reviewed
and accepted applicants.

N
w
N

20. Each applicant receives the exact same information about the
position and the church, and is greeted and introduced in the
same consistent manner.

21. Reference checks include at least one question about the
applicant’s ability to work with multiracial and multicultural
community members, with an ask for specific examples.

22. The hiring team utilizes the “ban the box” strategy to be more
inclusive. (Background checks can be performed after the
selection has been made).

N
w
N

23. The hired candidate will receive an offer of employment that
details their job responsibilities, salary and benefits, work
schedule, and other relevant and essential information so that the
candidate can make an informed decision.

N N
w w
B ES

N
w
A

Rating: If any of the statements above received a score of 0, 1, or 2, it is highly
recommended to address those gaps as part of next steps action planning. A low score merits a
deeper dive into how the church structure can pivot and adapt to ensure a more equitable,
accessible and just Peace Lutheran Church community. Utilize the action planning
brainstorming template on page 16 as a starting point.

For a more comprehensive guide into developing equitable hiring practices, the anti-racism
workgroup recommends the City of Tacoma’s han k for recruitment and hiring.

15



https://www.atg.wa.gov/fair-chance-act
https://cms.cityoftacoma.org/OEHR/facilitatingchange/COT_Handbook_for_Recruitment_and_Hiring_October_2015.pdf

Recommended Next Steps & Action Planning

Here are suggested pathways for creating an action plan based on the results of the anti-racism
and equity lens process.”

1. Write down the decision, policy, program, or issue that was assessed, as well as the equity
lens chosen for this process.

2. Review the equity lens used for this process and write down below at least two of the
statements with the lowest scores (statements with a score of 0, 1, or 2). With your
committee or group, identify at least two actions you could undertake to address the gaps
uncovered during this process.

a. Statement 1:

[J Action item:

[ Action item:

b. Statement 2:

[J Action item:

[J Action item:

c. Statement 3:

[J Action item:

16



[J Action item:

3. Use what you have brainstormed above to guide your decision-making process and produce
outcomes that are equitable, values-centered, and fair.

*Adapted from the Protocol for Culturally Responsive Organizations document.

(;$03/(

: WM GRZQWH GHFMRQ SRR SIRIWDP  RUWXH \WWDWZ DV DWHWHG DV Z HGDV \KH HTXIW
GV FKRVHQ IRUWILY SURFHW

7KHUH Z DV D SURSRVDORMBD \ RXQJ DGXOVFRP P XQW JURXS W DCAUHW WWH J DS 1Q FKXUK
VXSSRWRUWRWH EHEHHOQWHDIHVRI  DQG  \HDWR DIH

7KHHTXIW GIQV XVHG 1D IRUP DMRQ DQMDAVP  J XIGH

SHYIHZ \WWH HTXIW GIQV XVHG IRUWLY SIRFHW DQG Z WM GRZQ EHBZ DWODWMER R \KH
ADWP HOV ZW \WH GZ FMAWVFRBAY WP HQNV Z W D VFRWH R RU : MW \RXU
FRP P WKH RUJURXS IGHQOM DWGDWMER DRIRQY \ RX FRX@ XQGHWINH \R DACUHW \KH J DSV
XQFRYHUHG GXUQJ LY SURFHW
D 6\WP HQN  7KH HOXFDMRQDOSURIWDP V KHS SDWMFSDON P HDQQIIX® HQIDIH Z W
\WH OUHUFRP P XQWAV LH DGYRFDR DRAMIVP HW 6 FRUA

[0 $ARQ WP 3WRYICH WR VHP LMKPMUHG FROYHWDMRQY Z LK \ RXQJ DGX@V
P HP EHY/ \R ®DLD Z KDWFRP P XQW RUJ GEDAWXHV DUH [P SRUBIQAR \KHP

0 $ARQ MWP  ¥DVHG RQ ZKDWY VKDUHG IQYW D GFDODRIYMARU JUIDMRRWV
RU DQLJ DURQ R SUVHQMR \WH \ RXQJ DGX@WP HP EHY
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Fist to Five - a Consensus Building Tool

Disagree Require On the Sure, I'll I agree Best Decision
Completely Discussion Fence Support It For Us

| '
FIST TO FIVE

)UXWH  UHHHQFH P DIH IRUIIMWR | LYH VRRO

Fist to Five is a model for consensus building that invites all voices to take part in open and
meaningful dialogue. It acknowledges that not all decisions can simply be reduced to a “yes” or
“no.” Instead, it requires each participant to lean into the nuances of community-oriented and
complex ways of thinking and doing. Fist to Five uses a spectrum of voting so that groups can
fully understand where and what people are feeling during decision making.

When using Fist to Five, participants raise their hands to vote while holding up a fist or a
number of fingers to denote their level of agreement. If all hands are 3 to 5, a decision is made.
People with three fingers can comment if they like. If anyone has 0 (fist) to 2, the group stops to
discuss. People with O (fist) to 2 fingers explain their thinking and make an alternative proposal.
The group continues with creative problem solving.

- Afist (0) means “l vote no” or “| disagree completely.”

- 1 finger means “we need to further discuss this” or “we have a lot more work to do before
moving forward.”

2 fingers means “| have some reservations but can go along after more discussion.”

3 fingers means “I'm in the middle and will go along with it” or “I'm not all the way there
but | am curious enough to move forward.”

- 4 fingers means “l agree for the most part.”

-> 5 fingers means “I'm all the way in” or “| think it's the best decision for our group.”

->
->

Deciding to use the Fist to Five model means that the group is making a commitment to honor
the different perspectives in the room and to lean into potentially difficult conversations as the
group works toward consensus building. Sometimes the group cannot come to a decision
together; when this happens, it's a call to critically examine what is being proposed and to work
collaboratively together to reimagine a path forward.

18
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Glossary of Terms

Ally: A member of the dominant group who commits to ongoing self-examination and to
interrupt oppressive systems not only when it is overt but also when it quietly manifests itself
into everyday thinking and being.

Anti-Blackness: A global form of racism that minimizes, marginalizes, and devalues Black
culture, Black people, and the issues that impact them. Being antiracism means transforming

Antiracism: Actions and policies that dismantle barriers and oppressive systems, while
reimagining a world that embraces solidarity and true freedom for all people. Being antiracist
means actively working against oppressive systems and ideals (no matter the risk) and
toward racial equity and racial justice.

Assimilation: The process by which a person or persons acquire the social and
psychological characteristics of a group, generally the dominant group. Assimilation can
sometimes include erasure of one’s own cultural identity.

BIPOC: An acronym that stands for “Black, Indigenous, and people of color,” and is often
used as an acknowledgement of their historical and systemic mistreatment. While it is meant
to be inclusive, it should be used with caution as it can blend the experiences of marginalized
groups as though it were all the same. It should thus be common practice to be as specific as
possible when talking about issues of race.

Classism: A biased or discriminatory attitude based on distinctions made between social
and/or economic classes.

Colorblindness: The racial ideology that states that the best way to end discrimination is by
treating individuals as equally as possible, without regard to race, culture or ethnicity. This
ideology creates a society that denies racialized experiences, rejects cultural heritage, and
invalidates unique perspectives.

Colorism: A global practice of discrimination by which people with lighter skin color is treated
more favorably than those with darker skin color.

Cultural appropriation: Appropriating (absorbing or taking) aspects of cultures that are
historically and systemically oppressed without understanding the history of the culture or
practice and without the right to do so.

Culture: The characteristics and knowledge of a particular group of people, defined by
everything from language, religion, cuisine, social habits, music and arts. All people have
culture, which is fluid and dynamic.

Dominant group: The group which possesses the power and authority to reproduce the
prevailing distribution of power, wealth and status in society. The dominant group is often, but
not always, the numerical majority.
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Equity: Equity gives all people equal access and opportunities, and custom tools that identify
and address inequality. “Racial equity” is the condition that would be achieved if their racial
identity no longer predicted how they would fare.

Ethnicity: An ethnic group or ethnicity is a population of people whose members identify with
each other, on the basis of a real or presumed common genealogy or ancestry. Members of
the group share common cultural traits such as language, food and religion.

Gatekeeping: Persons who control access to something. For example, people who work in
institutions often function as gatekeepers to ensure that the institution perpetuates itself.

Humility': Humility is understanding that we are all connected and equally valued by God.
It's about seeing ourselves as no more or less important than anyone else. Humility reminds
us to value each person’s unique gifts without placing ourselves above others. When we
practice humility, we’re open to learning from one another and can better appreciate the
differences and diversity in our community. Humility helps us stay grounded in the
understanding that our worth comes from being loved by God.

Inclusivity*: Inclusivity means creating an environment where everyone feels seen, valued,
and respected—especially those who may be different from us. Inclusivity invites us to make
space for all voices, honoring each person’s background, experiences, and perspectives.
Being inclusive means actively seeking to understand others, especially those who may feel
on the outside. In our faith community, inclusivity reflects God’s call to embrace each person
as part of the body of Christ, valuing each individual as a unique expression of God’s love.

Interpersonal racism: This is the racism that occurs between individuals. It is the holding of
negative attitudes towards a different race or culture. Interpersonal racism often follows a
victim/perpetrator model.

Intersectionality: Coined by Kimberle Crenshaw, intersectionality describes the ways
systems of oppression (racism, sexism, classism, transphobia, homophobia, xenophobia,
etc.) intersect and shape a person’s life experiences; it is the idea that the interplay of
different identities often result in multiple dimensions of disadvantage. Intersectionality is a
crucial aspect of effective allyship because it allows people to have a more inclusive
understanding of the complex ways people who are marginalized experience their lived
realities.

Institutional racism: The unjust policies and discriminatory practices in schools, workplaces,
government agencies, etc. that routinely produce unjust outcomes for people of color; Occurs
WITHIN institutions and systems of power.

Kindness': Kindness is treating others with care, compassion, and respect, as if they were
part of your own family and the body of Christ. Kindness is a central value in our faith,
encouraging us to show love and patience to everyone we encounter, even when it’s difficult.
It means listening, being patient, and showing empathy, creating a warm and welcoming
environment for others.
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Microaggressions: The everyday verbal, nonverbal, and environmental slights, snubs or
insults, whether intentional or unintentional, which communicate hostile, derogatory or
negative messages to marginalized people. They are usually subtle, sometimes
unintentional, but with significant impact on the person(s) being targeted. They can be
conveyed verbally, nonverbally, and environmentally.

Oppression: The exercise of authority or power in a burdensome, cruel, or unjust manner. It
is both systemic and structural.

Prejudice: A pre-judgment or unjustifiable attitude of one type of individual or groups toward
another group and its members. Such attitudes are not based on reason or actual
experience.

Privilege: A special right, advantage, or immunity granted or available only to a particular
person or group of people.

Race: Socially and politically constructed categories assigned on the basis of physical
characteristics, perceived or otherwise, such as skin color or facial features. While there is no
biological basis for racial categories, perceptions of race influence our beliefs, stereotypes,
bias, political landscape, and everyday experiences. Race is often used as a mechanism for
systems of oppression.

Racial justice: A proactive reinforcement of policies, practices, attitudes and actions that
produce equitable power, access, opportunities, treatment, impacts and outcomes for all. The
pursuit toward racial justice requires the dismantling of current systems and reimagining a
liberated world.

Racism: The belief that all members of each race possess characteristics or abilities specific
to that race, especially so as to distinguish it as inferior or superior to another race or races.
Without the support of political or economic power, prejudice would not be able to manifest as
a pervasive cultural, institutional or social phenomenon. Therefore, Racism = Prejudice +
Power.

Spirituality as a practice': Spirituality as a Practice means intentionally working on your
inner self—your thoughts, feelings, and energy—to stay connected with what matters most to
you. Spirituality in practice is about aligning your everyday actions with the values God calls
us to, like love, kindness, empathy, and humility. It's about self-reflection and growth,
regularly checking in with yourself to ensure that your choices reflect your faith. By practicing
spirituality in this way, we bring good to ourselves and others and become agents of love and
change in the world.

Stereotype: A widely held but fixed and oversimplified image or idea of a particular type of
person or thing. All stereotypes, even those that sound “positive,” are harmful to the targeted
person or group of people.

Structural racism: The unjust and racist practices that play out AMONG the institutions that
make up our society. It describes the complex ways that the legacy of our racial history,
public policies, institutional practices, cultural representations and belief systems interact to
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maintain inequitable racial group outcomes so that privileges associated with “whiteness” and
disadvantages associated with “color’ endure and adapt.

« Tokenism: The practice of making only a perfunctory or symbolic effort to do a particular
thing, especially by recruiting a small number of people from underrepresented groups in
order to give the appearance of sexual or racial equality within a workforce.

“ White dominant culture: (Also known as white supremacy culture). Norms and
characteristics of the dominant culture that exclude and silence Black, Indigenous and
People of Color, but benefit and empower white people. These characteristics are deeply
rooted in society and prevent people from confronting power imbalances. Examples include
power hoarding, paternalism and sense of urgency. Characteristics of white dominant culture
are damaging for both BIPOC and white people.

“ White privilege: A set of advantages and/or immunities that white people benefit from on a
daily basis beyond those common to all others. White privilege can exist without white
people's conscious knowledge of its presence and it helps to maintain the racial hierarchy in
this country.

« White saviorism: The belief that white people can “save” or rescue BIPOC communities
because white people know what is best for them. White saviorism is common in religious
settings and can often be perpetuated in “outreach” programs.

“ White supremacy*: The assumption or theory that white people are superior to all other
races and should be in power and control.

« Xenophobia: The intense or irrational dislike or fear of people from other countries.

'Definitions are from antiracism consulting firm, Rise with Us.
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