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Individualism

« little experience or comfort working as part of a team

« people in organization believe they are responsible for solving problems
alone

« accountability, if any, goes up and down, not sideways to peers or to those
the organization is set up to serve

« desire for individual recognition and credit

« leads to isolation

« competition more highly valued than cooperation and where cooperation is
valued, little time or resources devoted to developing skills in how to
cooperate

« creates a lack of accountability, as the organization values those who can get
things done on their own without needing supervision or guidance antidotes:
include teamwork as an important value in your values statement; make sure
the organization is working towards shared goals and people understand how
working together will improve performance; evaluate people’s ability to
work in a team as well as their ability to get the job done; make sure that
credit is given to all those who participate in an effort, not just the leaders or
most public person; make people accountable as a group rather than as
individuals; create a culture where people bring problems to the group; use
staff meetings as a place to solve problems, not just a place to report
activities
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o [’m the only one

« connected to individualism, the belief that if something is going to get done
right, “I”” have to do it

« little or no ability to delegate work to others

antidotes: evaluate people based on their ability to delegate to others; evaluate
people based on their ability to work as part of a team to accomplish shared
goals

Progress is Bigger, More

« observed in systems of accountability and ways we determine success

« progress is an organization which expands (adds staff, adds projects) or
develops the ability to serve more people (regardless of how well they are
serving them)

« gives no value, not even negative value, to its cost, for example, increased
accountability to funders as the budget grows, ways in which those we serve
may be exploited, excluded, or underserved as we focus on how many we are
serving instead of quality of service or values created by the ways in which
we serve

antidotes: create Seventh Generation thinking by asking how the actions of the
group now will affect people seven generations from now; make sure that any
cost/benefit analysis includes all the costs, not just the financial ones, for
example the cost in morale, the cost in credibility, the cost in the use of
resources; include process goals in your planning, for example make sure that
your goals speak to how you want to do your work, not just what you want to
do; ask those you work with and for to evaluate your performance

Objectivity

« the belief that there is such a thing as being objective

« the belief that emotions are inherently destructive, irrational, and should not
play a role in decision-making or group process

« invalidating people who show emotion

« requiring people to think in a linear fashion and ignoring or invalidating
those who think in other ways
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« impatience with any thinking that does not appear “logical” to those with
power

antidotes: realize that everybody has a world view and that everybody’s world
view affects the way they understand things; realize this means you too; push
yourself to sit with discomfort when people are expressing themselves in ways
which are not familiar to you; assume that everybody has a valid point and
your job is to understand what that point is

Right to Comfort

« the belief that those with power have a right to emotional and psychological
comfort (another aspect of valuing “logic” over emotion)

« Scapegoating those who cause discomfort

« equating individual acts of unfairness against white people with systemic
racism which daily targets people of color

antidotes: understand that discomfort is at the root of all growth and learning;
welcome it as much as you can; deepen your political analysis of racism and
oppression so you have a strong understanding of how your personal
experience and feelings fit into a larger picture; don't take everything
personally

One of the purposes of listing characteristics of white supremacy culture is to
point out how organizations which unconsciously use these characteristics as
their norms and standards make it difficult, if not impossible, to open the door to
other cultural norms and standards. As a result, many of our organizations, while
saying we want to be multicultural, really only allow other people and cultures to
come in if they adapt or conform to already existing cultural norms. Being able to
identify and name the cultural norms and standards you want is a first step to
making room for a truly multi-cultural organization.



