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Diversity, Equity & Inclusion in the Kundalini Yoga World  



Opening the Circle

• Community Space Agreements:  

• Confidentiality 

• Respect for each other 

• Speak from the Heart & the “I” experience.   

• Ops and Ouch Protocol  

• “Diversity is the raw material for systems to adapt or evolve in response to changing 
circumstances,” Mc Laughlin’s article on Social Evolution. 

•



Social Location: Intersectionality/Wheel of Identity: “ 

•

	

Source:		
The	Tenets	–	Diversity	Informed	Tenets	for	Work	with	Infants,	Children	&	Families	

Intersectionality is the interconnected nature of social categorizations as they apply to a given individual or group—they are regarded 
as creating, overlapping and interdependent systems of discrimination or disadvantage. It’s the acknowledgement that everyone has 
their own unique experiences of discrimination and oppression and we must consider everything and anything. Kimberle Crenshaw 



Staci Heins’ Public Health Somatics Model  
to address the impact of AIDS and domestic abuse:  

Agency vs. Structure



Check-In Reflection Exercise



Benefits of having DEI conversations
•All members of a community benefit from it; there’s a wider range of human experiences in the room, broadening and enriching  

•We can’t have Oneness without addressing all the collec5vi5es that make that group consciousness. We can’t have one group’s 
needs dominate over others.  

•It forces us to take a deep look at self and social awareness (and usually the sense of idenCty of one depends on the sense of idenCty 
of the other, i.e. how we are perceived informs who we are and situates us in the world in a specific way—resisCng or complying).  

•The more skills we have around our yogi and social idenCty, and the idenCCes of others, the more accessible, open, comfortable and 
welcoming we’ll become with ourselves and with all groups.  

•It takes a conscious effort to look at the “invisible” structures of racism underlying our yoga world, as well as the pain and suffering 
they bring to our communi5es.  

•The more tools we have around these hidden structures, the easier an an5-racist behavior will come to us in conversa5ons, 
interac5ons, and our teaching styles—it’s all about the way we show up in each moment.  

•Ignorance, denial and disassocia5on feed and shape an aAtude of “spiritual bypassing,” something we want to avoid in order to 
respect everyone. These are behaviors that we need to unlearn in order to embrace and embody an5-racism.  



What shapes us and what do we shape, transform, change?

Answers to the Chart on “Sites of Shaping…”

• Family/Intimate Networks: Caregivers, extended family (non-blood and blood family), close friendships, 
parents, partners, family of origin. Processes that transform us, shape us and heal us: Counseling, ceremony, 
communication, ritual, constellations, etc.  

• Communities: Schools, workplace, church, colleagues, sangats, neighborhood, identity groups (queer, Latinex, 
transgender, etc): Organizing, coming together, deciding what they want. The larger the number, the larger the 
number of people that are impacted and need to change.  

• Institutions: Education, health care, technology, all religious institutions, marriage, politics, governance, 
criminal justice system, financial institutions (capitalism): Policy change, voting, social movements, activism, 
media, public opinion, massive revolutions, etc. 

• Historical Forces/Social Norms: Gender & Patriarchy, Sexuality and its Expression, Ablism, Heteronormative, 
White Supremacy, Slavery, Colonialism, Colonization, Relationship to the Earth, hierarchy. We’re still living the 
historical forces of these social norms, as if were trapped in a “time capsule.” Processes of change: Group 
consciousness, social awareness, all-gender public bathrooms, signs like “all welcome.”  

• Spirit/Landscape: Dark matter, our relationship to the land, and /or spiritual practices that are disconnected 
from the land. How do they shape us and how do we shape them? 



Goals for Courageous Conversations 

1.Group Consciousness: Understanding the connection between individual 
and collective/historical forces that shape our social location, our sense of self, 
and our sense of community locally and internationally. 

2.Social Awareness: It’s a Continuous Process of self-reflection on one’s 
identities, biases and strengths with no judgement (new values of 
transformation: empathy, self-trust & self-compassion). 

3.Insights to effectively create community dialogue by understanding our 
location within and outside of ourselves 

4.Tools and Strategies to navigate uncomfortable situations and 
conversations, including microaggressions and White Culture/Privilege.  

5.Becoming an Ally (Allyship) through Solidarity Actions and through the 
understanding of Collective Trauma.  

6.Somatic Embodiment as a Paradigm of Social Change, a window into 
collective healing and transformation. 



Individual Engagement 

 

ACTION CONTINUUM* 
 

ACTIONS AGAINST  

INCLUSION & SOCIAL JUSTICE 

!-------------------------------------------------------------------" 

 

ACTIONS  FOR 

DIVERSITY & SOCIAL JUSTICE 

Actively  

Participating 

Denying and 

Ignoring 

Recognizing,  

No Action 

Educating  

Self 

Educating  

Others 

Supporting, 

Encouraging 

Initiating,  

Preventing 

 

Actively Participating: Telling derogatory jokes, putting down people from subordinated groups, intentionally avoiding subordinated group 

members, discriminating against subordinated group members, verbally or physically harassing subordinated group members.  
 

Denying: Enabling discrimination and injustice by denying that subordinated group members are oppressed. Does not actively discriminate or 

oppress, but by denying that oppression exists, colludes with oppression.  
 

Recognizing, No Action: Is aware of oppression actions by self or others and their harmful effects, but takes no action to stop this behavior. This 

inaction is the result of fear, lack of information, confusion about what to do. Experiences discomfort at the contradiction between awareness and 

action.  
 

Recognizing, Action: Is aware of oppression and injustices, recognizes oppressive actions of self and others and takes action to stop them.  
 

Educating Self: Taking actions to learn more about oppression and privilege, and the life experiences affected by unjust social relations by reading, 

attending workshops, seminars, cultural events, participating in discussions, joining organizations or groups that oppose injustices, attending social 

action and change events.  
 

Educating Others: Moving beyond only educating self to questions and dialogue with others too. Rather than only stopping oppressive comments 

or behaviors, also engaging people in discussion to share why you object to a comment or action.  
 

Supporting, Encouraging: Supporting others who speak out against injustices or who are working to be more inclusive of subordinated group 

members by backing up others who speak out, forming an allies group, joining a coalition group.  
 

Initiating, Preventing: Working to change individual and institutional actions and policies that discriminate against subordinated group members, 

planning educational programs or other events, working for passage of legislation that protects excluded groups from discrimination, being explicit 

about making sure members of historically marginalized groups are full participants in organization or groups.  

 
 

* Adapted from: Wijeyesinghe, C. L., Griffin, P., and Love, B (1997). Racism curriculum design.  In M. Adams, L. Bell, & P. Griffin (Eds), Teaching for 

diversity and social justice: A sourcebook (pp. 82-107). New York: Routledge.  

  



Harvard Implicit Bias Study Testing 
https://implicit.harvard.edu/implicit/takeatest.html

Sexuality ('Gay - Straight' IAT). This IAT requires the ability to distinguish words and symbols representing gay and straight people. It often reveals an automatic preference for 
straight relative to gay people.

Race ('Black - White' IAT). This IAT requires the ability to distinguish faces of European and African origin. It indicates that most US Americans have an automatic preference for 
white over black.

Age ('Young - Old' IAT). This IAT requires the ability to distinguish old from young faces. This test often indicates that US Americans have automatic preference for young over old.

Religion ('Religions' IAT). This IAT requires some familiarity with religious terms from various world religions.

Transgender ('Transgender People - Cisgender People' IAT). This IAT requires the ability to distinguish photos of transgender celebrity faces from photos of cisgender celebrity 
faces.

Gender - Science. This IAT often reveals a relative link between liberal arts and females and between science and males.

Arab-Muslim ('Arab Muslim - Other People' IAT). This IAT requires the ability to distinguish names that are likely to belong to Arab-Muslims versus people of other nationalities or 
religions.

Weapons ('Weapons - Harmless Objects' IAT). This IAT requires the ability to recognize White and Black faces, and images of weapons or harmless objects.

Gender - Career. This IAT often reveals a relative link between family and females and between career and males.

Weight ('Fat - Thin' IAT). This IAT requires the ability to distinguish faces of people who are obese and people who are thin. It often reveals an automatic preference for thin people 
relative to fat people.

Disability ('Disabled - Abled' IAT). This IAT requires the ability to recognize symbols representing abled and disabled individuals.

Asian American ('Asian - European American' IAT). This IAT requires the ability to recognize White and Asian-American faces, and images of places that are either US American 
or Foreign in origin.

Skin-tone ('Light Skin - Dark Skin' IAT). This IAT requires the ability to recognize light and dark-skinned faces. It often reveals an automatic preference for light-skin relative to 
dark-skin.

https://implicit.harvard.edu/implicit/takeatest.html
https://implicit.harvard.edu/implicit/takeatest.html


1. Exclusive
A Segregated Institution

• Intentionally and publicly
excludes or segregates
African Americans, Native
Americans, Latinos and
Asian Americans

• Intentionally and publicly
enforces the racist status
quo throughout institution

• Institutionalization of
racism includes formal
policies and practices,
teachings and decision-
making on all levels

• Usually has similar 
intentional policies and
practices toward other
socially oppressed groups,
such as women, disabled,
elderly and children, 
lesbians and gays, Third
World citizens, etc.

2. Passive
A “Club” Institution

• Tolerant of a limited num-
ber of People of Color with
“proper” perspective and
credentials

• May still secretly limit or
exclude People of Color in
contradiction to public
policies

• Continues to intentionally
maintain white power 
and privilege through 
its formal policies and
practices, teachings and
decision-making on all
levels of institutional life

• Often declares, “We don’t
have a problem.”

3. Symbolic Change
A Multicultural Institution

• Makes official policy pro-
nouncements regarding
multicultural diversity

• Sees itself as “non-racist”
institution with open doors
to People of Color

• Carries out intentional
inclusiveness efforts,
recruiting “someone of
color” on committees or
office staff

• Expanding view of diver-
sity includes other socially
oppressed groups, such as
women, disabled, elderly
and children, lesbians and
gays, Third World citizens,
etc.

But . . .

• “Not those who make
waves”

• Little or no contextual
change in culture, policies
and decision-making

• Is still relatively unaware
of continuing patterns of
privilege, paternalism and
control

4. Identity Change
An Anti-Racist Institution

• Growing understanding 
of racism as barrier to
effective diversity

• Develops analysis of 
systemic racism

• Sponsors programs of
anti-racism training

• New consciousness of
institutionalized white
power and privilege

• Develops intentional 
identity as an “anti-
racist” institution

• Begins to develop
accountability to racially
oppressed communities

• Increasing commitment 
to dismantle racism and
eliminate inherent white
advantage

But . . .

• Institutional structures
and culture that maintain
white power and privilege
still intact and relatively
untouched

5. Structural Change
A Transforming Institution

• Commits to process of
intentional institutional
restructuring, based on
anti-racist analysis and
identity

• Audits and restructures all
aspects of institutional life
to ensure full participation
of People of Color, includ-
ing their worldview, culture
and lifestyles

• Implements structures,
policies and practices with
inclusive decision-making
and other forms of power
sharing on all levels of the
institution’s life and work

• Commits to struggle to
dismantle racism in the
wider community, and
builds clear lines of
accountability to racially
oppressed communities

• Anti-racist multicultural
diversity becomes an 
institutionalized asset

• Redefines and rebuilds all
relationships and activi-
ties in society, based on
anti-racist commitments

6. Fully Inclusive
A Transformed Institution 
in a Transformed Society

• Future vision of an institu-
tion and wider community
that has overcome sys-
temic racism

• Institution’s life reflects
full participation and
shared power with diverse
racial, cultural and eco-
nomic groups in determin-
ing its mission, structure,
constituency, policies and
practices

• Full participation in 
decisions that shape 
the institution, and inclu-
sion of diverse cultures,
lifestyles and interests

• A sense of restored 
community and mutual
caring

• Allies with others in com-
bating all forms of social
oppression

© By Crossroads Ministry:
Adapted from original concept
by Baily Jackson and Rita
Hardiman, and further devel-
oped by Andrea Avazian and
Ronice Branding.

Continuum on Becoming an Anti-Racist, Multicultural Institution

MONOCULTURAL! MULTICULTURAL ! ANTI-RACIST ! ANTI-RACIST MULTICULTURAL

Racial and Cultural Differences Seen as Defects Tolerant of Racial and Cultural Differences Racial and Cultural Differences Seen as Assets

Bread for the Journey: An Online Companion 1 Continuum on Becoming an Anti-Racist, Multicultural Institution

                            



Microaggressions, Systemic Racism, & Colonialism 
Trauma as Transformation & Growth

•Micro aggressions are the result of ongoing violence of colonization, slavery, war, and genocide and the resulting 
dynamics of forced migration, criminalization, and displacement. At a micro and macro level, these are examples of 
systemic racism/internalized racism and colonialism and are all causes of systemic trauma. 

•Systemic trauma is the repeated, ongoing violation, exploitation and/or deprivation of groups of people. Like individual 
trauma, systemic trauma overwhelms and breaks down safety, connection, and dignity in the minds, bodies, and spirits of 
individuals and communities.

•State institutions, economic systems, and social norms that systematically deny people access to safety, mobility, 
resources, food, education, dignity, positive reflections of themselves and more, have a traumatic impact on individuals 
and groups.

•Collective survival strategies “shape” whole communities across generations, often resulting in default cultural practices 
that develop out of trauma rather than a healthy resilience. 

•People in positions of systemic privilege are also shaped by systemic trauma. The impact is often to stay separated, 
disconnected, and “above,” spiritually bypassing and seeking material and emotional power by retaining privilege.



Witnessing, Committing or Being the Target of Micro-Aggressions

Microaggressions: 

• “Everyday, brief and commonplace daily verbal and behavioral indignities, whether intentional or unintentional, 
that communicate hostile, derogatory, or negative slights and insults that relate to the intersection of one’s 
identity.” Derald Sue defined it in the micro after it had been coined by African American psychiatrist, Chester 
Pierce in the macro landscape of oppression. 

• “When I see you, I don’t see color.” (signaling that the person doesn’t acknowledge the experiences of your racial group or 
won’t hold it against you)

• “We are all one race: the human race.” (signaling that your experience as a BIPOC person is no different from the 
experience of people of other races)

• “You are so articulate.” (signaling that marginalized people are not usually capable of competent intellectual conversation)
• “I see your hair is big today! Are you planning to wear it like that to the client meeting?” (signaling that natural Black 

hairstyles are not professional)
• “Everyone can succeed in society if they work hard enough.” (signaling that disparate outcomes for marginalized people’s 

result from laziness)



https://academicaffairs.ucsc.edu/events/documents/Microaggressions_Examples_Arial_2014_11_12.pdf 

Microaggressions

• Most common themes around micro-aggressions:  

• Alien in one’s own land.  

• Invisibility of LGTBQIA+ (gender): Only two options: married or single.   

• Meritocracy and individualism.  

• Second class citizenship . 

• Behavior traits attributed to cultural groups (too quiet too loud).

https://academicaffairs.ucsc.edu/events/documents/Microaggressions_Examples_Arial_2014_11_12.pdf
https://academicaffairs.ucsc.edu/events/documents/Microaggressions_Examples_Arial_2014_11_12.pdf


Tool: Recognizing Microaggressions and the Messages They Send 
!

Microaggressions are the everyday verbal, nonverbal, and environmental slights, snubs, or insults, whether intentional or 
unintentional, that communicate hostile, derogatory, or negative messages to target persons based solely upon their 
marginalized group membership (from Diversity in the Classroom, UCLA Diversity & Faculty Development, 2014). The 
first step in addressing microaggressions is to recognize when a microaggression has occurred and what 
message it may be sending. The context of the relationship and situation is critical. Below are common themes to 
which microaggressions attach. 
!

Adapted from Sue, Derald Wing, Microaggressions in Everyday Life: Race, Gender and Sexual Orientation, Wiley & Sons, 2010. 

THEMES MICROAGGRESSION EXAMPLES MESSAGE 
Alien in One’s Own Land 
When Asian Americans,  Latino 
Americans  and others who look 
different or are named differently 
from  the dominant culture are 
assumed to be foreign-born 

• “Where are you from or where were you born?” 
• “You speak English very well.” 
• “What are you? You’re so interesting looking!” 
• A person asking an Asian American or Latino 

American to teach them words in their native 
language. 

• Continuing to mispronounce the names of students 
after students have corrected the person time and 
time again. Not willing to listen closely and learn 
the pronunciation of a non-English based name.  

You are not a true American. 
 
You are a perpetual foreigner in 
your own country. 
 
 
Your ethnic/racial identity makes 
you exotic. 

Ascription of Intelligence 
Assigning intelligence to a person 
of color or a woman based on 
his/her race/gender 

• “You are a credit to your race.” 
• “Wow! How did you become so good in math?” 
• To an Asian person, “You must be good in math, 

can you help me with this problem?” 
• To a woman of color: “I would have never guessed 

that you were a scientist.” 

People of color are generally not 
as intelligent as Whites. 
All Asians are intelligent and good 
in math/science. 
It is unusual for a woman to have 
strong mathematical skills. 

Color Blindness 
Statements that indicate that a 
White person does not want to or 
need to acknowledge race. 

• “When I look at you, I don’t see color.” 
• “There is only one race, the human race.” 
• “America is a melting pot.” 
• “I don’t believe in race.” 
• Denying the experiences of students by 

questioning the credibility /validity of their stories. 

Assimilate to the dominant culture. 
Denying the significance of a 
person of color’s racial/ethnic 
experience and history. 
Denying the individual as a 
racial/cultural being. 

Criminality/Assumption of 
Criminal Status 
A person of color is presumed to 
be dangerous, criminal, or deviant 
based on his/her race. 

• A White man or woman clutches his/her purse or 
checks wallet as a Black or Latino person 
approaches. 

• A store owner following a customer of color around 
the store. 

• Someone crosses to the other side of the street to 
avoid a person of color. 

• While walking through the halls of the Chemistry 
building, a professor approaches a post-doctoral 
student of color to ask if she/he is lost, making the 
assumption that the person is trying to break into 
one of the labs. 

You are a criminal. 
 
You are going to steal/you are 
poor, you do not belong. 
 
You are dangerous. 

Denial of Individual 
Racism/Sexism/Heterosexism 
A statement made when bias is 
denied. 

• “I’m not racist. I have several Black friends.” 
•  “As a woman, I know what you go through as a 

racial minority.” 
• To a person of color: “Are you sure you were being 

followed in the store? I can’t believe it.”  

I could never be racist because I 
have friends of color. 
Your racial oppression is no 
different than my gender 
oppression. I can’t be a racist. I’m 
like you. 
Denying the personal experience 
of individuals who experience 
bias. 

Myth of Meritocracy 
Statements which assert that race 
or gender does not play a role in 
life successes, for example in 
issues like faculty demographics. 

• “I believe the most qualified person should get the 
job.” 

• “Of course he’ll get tenure, even though he hasn’t 
published much—he’s Black!” 

• “Men and women have equal opportunities for 
achievement.” 

• “Gender plays no part in who we hire.” 
• “America is the land of opportunity.” 
• “Everyone can succeed in this society, if they work 

hard enough.” 
• “Affirmative action is racist.” 

People of color are given extra 
unfair benefits because of their 
race. 
The playing field is even so if 
women cannot make it, the 
problem is with them. 
People of color are lazy and/or 
incompetent and need to work 
harder. 



Microaggressions







• Building resilience and when/how to respond if you committed a micro-aggression or were the target of one. 

Microaggressions

•        

• https://www.buzzfeed.com/hnigatu/racial-microagressions-you-hear-on-a-daily-basis



• “When and How to Respond to Micro-Aggressions,” Ella Washington & etal, Podcast, “Cultural Competence.”https://hbr.org/
2020/07/when-and-how-to-respond-to-microaggressions 

How to Respond to Microaggressions

• Let It Go (if you’re are the target, or if you made a mistake that had an impact on the other person)
• Respond Immediately or Respond later. 
• Discern your feelings and the importance of the issue and the relationship. 
• And if you decide to engage, disarm the awkwardness and defy the meaning. “This may feel awkward 

for me to tell you but what you said didn’t land well for me. It hurt my feelings, etc” 
• If you’re not sure what happened, ask: “How do you mean?” (for both sides)
• Intent does not supersede impact.  
• If you committed a micro aggression and are called out, seek to understand the experiences of others, 

including your BIPOC peers, bosses, and employees without making them responsible for your edification. 
Educate yourself later.

• Believe your BIPOC colleagues when they choose to share their insights; don’t get defensive or play 
devil’s advocate. 

• Get comfortable rethinking much of what you thought to be true about the world and your workplace and 
accept that you have likely been complicit in producing inequity.

https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions
https://hbr.org/2020/07/when-and-how-to-respond-to-microaggressions


New Transformational Values & Habits 
• Collaborative, Negotiation versus Hierarchical, authoritative; Curiosity versus Assumption & Judgment. 

• Multiple Approaches versus One right way; acknowledgement versus Denial; Group Functionality versus Individual status. 

• Success=Well Being instead of Financial/professional; Interdependence and Community versus the “rugged” individual. 

• Multiple Communication Methods versus worship of Data and Written Word. 

• Lived Experienced is essential knowledge versus Formal Education.  

• Both/And instead of Either/Or; open, compassionate, cooperative instead of Thick-skinned. 

• Emotional Honesty versus Emotional Restraint. 

• Generosity in empathy, trust and knowledge. Feedback is encouraged. 

• Complex, interwoven, critical analysis versus Linear, one-dimensional thinking  

• Intuition instead of Intellect, Ambiguity versus Absolutes. 

• Discomfort leads to growth versus Comfort is my right versus  

• Faster and Urgent is not always best, Reconciliation instead of punishment. 

• Quality versus Quantity, Faith versus Control, Growth versus Status Quo, Reflecting on own’s role versus blame. 

• Ask, listen, be the learner; learning from mistakes versus Perfection and Power Over. 



How to Integrate these New Skills into your Life and the Kundalini Yoga World?

• Reflection Questions:  

• Why it matters to pay attention to what’s the distribution of people in my own 
environments, yoga classes and studios, social media, etc? Are my yoga peers? How 
could I speak up for those who aren’t?   

• What areas do I need to inform myself in order to restore the power imbalances and 
bring cultural humility to the spaces I shape/I’m shaped by in yoga classes and trainings? 



Group Dynamic: Circle of No Shame


