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Overview

Part 1: Understanding and reflecting
• Identity & Dimensions of Diversity 
• Discrimination
• Allyship
• Microaggressions & Interventions

Part 2: Acting (Theatre for Living)

• Gaining different perspectives & insights
• Trying out strategies….



Identity & 
Dimensions of Diversity



Exercise: 
Portraits

 Reflecting on prejudices, 
mistake-friendly
environment



Dimensions 
of Diversity 

University of Munster’s Diversity Wheel according to Lee Gardenswartz and Anita 
Rowe 4 Layers of Diversity“; © Uni MS - Stabsstelle Web und Design



Discrimination



Discrimination
General definition:
Unequal treatment of people based on certain characteristics. 

 Meaning is attributed to these characteristics without objective 
justification.

Different legal, political, and academic definitions of discrimination



Specific forms of discrimination
○ Ableism
○ Adultism
○ Ageism
○ Anti-Semitism
○ Anti-Romani racism
○ Classism
○ Homophobia
○ Lookism
○ Racism
○ Sexism

+

○ Islamophobia
○ Linguicism
○ Transphobia
○ etc. 

Czollek/Perko/Weinbach 2012



Intersectionality

Kimberlé
Crenshaw
- lawyer, civil rights

advocate, critical
race theory scholar

https://ethics.org.au/big-thinker-kimberle-crenshaw/

= the recognition that social identities or
categorizations (such as race, class, disability, sexual 
orientation, gender identity etc.) create overlapping
and interdependent systems of discrimination or
disadvantage.
⇒ oppression cannot be reduced to only one part of 
an identity; each oppression is dependent on and 
shapes the other. 
⇒ the effects of discrimination and disadvantage are
more acute for those who belong to multiple 
marginalized groups, as the inequities they
experience reinforce each other.

University of British Columbia (Office of Respectful Environments, Equity, 
Diversity & Inclusion)



Intersectionality

Screenshot taken from NMAAHC (29.08.2017): #APeoplesJourney: 
African American Women and the Struggle for Equality from
https://belonging.hypotheses.org/4469#footnote_4_4469

https://soundwriting.pugetsound.edu/universal/inte
rsectionality.html



Levels of discrimination

In social sciences, a distinction is made
between
• individual and interactional
• institutional and
• structural discrimination

Gomolla 2018



Legal Perspective in Germany
Discrimination under the General Equal Treatment Act 
(Allgemeines Gleichbehandlungsgesetz AGG)

In order to invoke the General Equal Treatment Act 
in cases of discrimination, the following three factors must be met:

“Discrimination is
(1) the disadvantageous treatment of individuals
(2) based on a protected characteristic
(3) without objective justification.”

Antidiskriminierungsstelle des Bundes /
Federal Anti-Discrimination Agency 2015, p. 9
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1. race or ethnic origin 
2. gender
3. religion or belief
4. disability
5. age
6. sexual identity 



Allyship



Exercise: 
Anatomy of an ally
What does allyship mean to you? We would like to start with a 
more physical approach. 

Draw an outline of a body and show the “anatomy of an ally.” 

• What qualities, actions, and attitudes make someone an ally? 
• Use the body as a metaphor—for example, eyes that identify 

privilege and notice injustice, a heart that empathises …, etc. 
• Make it a self-explanatory drawing. 



Defining Allyship: 
more a practice than an identity 
● a custom

○ (a) comprised of several actions rather than one action alone 
taken by advantaged group individuals,

○ (b) which are motivated by egalitarian goals to support 
outgroups that are disadvantaged

○ (c) recognized as supportive by those they seek to support.
(De Souza L, Schmader T. 2025 p.6)

⇒ Allyship (support where there is unequal status)
   vs. Solidarity (support where there equal status)

(cf. Burson & Godfrey, 2020; Craig et al., 2020)



De Souza/Schmader 2025, p.8



De Souza/Schmader 2025, p.8



Microaggressions & 
Interventions



Discrimination and Microaggressions

Discrimination

• Unequal treatment or disadvantage
based on characteristics.

Microaggressions / exclusionary behaviors

• Everyday comments, questions, behaviours, 
or interactions

• that communicate stereotypes, exclusion, or
derogatory messages

o often unintentionally
o can be subtle, but their cumulative impact can be

significant
o happen at a much higher frequency to women, 

people of color, those in the LGBTQ+ community, 
and those with disabilities.



Fusion Comedy, How microaggressions are like mosquito bites
https://www.youtube.com/watch?v=hDd3bzA7450



1960s

Chester Middlebrook Pierce

1927–2016, Professor of psychiatry and 
education at Harvard University

2000s

Derald Wing Sue

Professor of Psychology and 
Education at Columbia University

https://www.apaf.org/library-archives/galleries/voices-of-progress-a-historical-journey-of-black-
psychiatrists-in-the-apa/chester-m-pierce-m-d-e946d64a217a78cda1353acce1c1cb60/

Microaggressions
Background: development of the concept

https://www.tc.columbia.edu/faculty/dw2020/faculty-
profile/cardoni_Deral-Wing-Sue_092519_0068-2.jpg



Microaggressions
Which parties are involved in microaggressions?

Triangular model:
• recipient
• source (perpetrator)
• bystander
Ackerman-Barger / Jacobs 2020 (as cited
in Fatfouta 2025)

+ further levels
source

recipient

bystander

Part of a Research Center, 
conference, team, etc. 

Part of an institution

Individual and 
interactional level



Team and 
institutional level
In your concrete context, e.g. Research Centres, 
conferences, teams: 
• Example Collaborative Research Center TRR 257

• Equity, Diversity, and Inclusion/EDI team code of 
conduct

• Organisers of meetings code of conduct

https://p3h.particle.kit.edu/equalopportunities/start

https://indico.kit.edu/event/5442/page/1409-code-of-conduct



Team 
and institutional level

In your concrete context, e.g. Research Centres, conferences, 
teams: 
• Example Collaborative Research Center TRR 257

• Equity, Diversity, and Inclusion/EDI team code of conduct
• Organisers of meetings code of conduct

At your institution, e.g. at KIT 
• Anti-Discrimination Office

https://www.kmb.kit.edu/english/459.php
• Central Officers, Contact Persons and Ombudspersons

https://www.kiss.kit.edu/730.php
• Conflict Management and Psychosocial Counseling (KMB)

https://www.kmb.kit.edu/english/index.php

In your town: Aachen, Karlsruhe, Heidelberg, Siegen
• e.g Antidiskriminierungsstelle Karlsruhe

https://www.antidiskriminierung-ka.de/en https://www.comp.kit.edu/downloads/Code%20of%20Condu
ct_KIT_external_use.pdf

 2.2 Non-discriminatory Studying and 
Working Environments



Microaggressions
What can the involved parties do?

Ackerman-Barger (n.d.)

• Ask clarifying questions
• Come from curiosity, not judgment
• Tell what you observed in a factual manner
• Impact exploration
• Own your own thoughts and feelings
• Next steps

Recipient: ACTION

• Acknowledge your bias
• Seek feedback and information
• Say you are sorry
• Impact, not Intent
• Say Thank You

Source: ASSIST

• Awareness of microaggression
• Respond with empathy
• Inquiry of facts
• Statements that start with “I”
• Educate and Engage

Bystander: ARISE

Individual and 
interactional level



Key elements in dealing with discriminatory 
statements / microaggressions

• Goals
• Attitude
• Strategies

Fatfouta 2026; Gruber et al. 2025; Schindlauer/Bischof 2010



Goals

• Knowing your (own) goals and being able to choose 
from among them

• thereby: responding to different contexts
• adapting to how you’re feeling that day
• Choosing a realistic and achievable goal  avoiding 

personal frustration

Schindlauer/Bischof 2010, p. 7



Attitudes

Recommended mindset:
• Show interest in the other person
• Be curious about the background and open to learning
• Avoid falling into an “us versus them” discourse
• Don’t argue from a defensive position

Schindlauer/Bischof 2010, S. 8-9 



Strategies
How do I respond to microaggressions?

4 possible strategies for microinterventions

Core idea Goals

• If no one addresses the microaggression, it 

remains invisible and becomes normalized.

 making it clear to the other person, in a friendly but firm manner, that something

has happened that bothers you. 

Make it visible

• A short, clear rebuke can be more effective

than simply ignoring the microaggression.

 to directly stop or weaken the hurtful statement or gesture. 

 an immediate interruption or redirection to limit the damage. 

Interrupt and 

redirect

• Not to expose, but to raise awareness.  it is about initiating learning processes and building bridges. 

 to promote reflection and insight in perpetrators, even if a single conversation

rarely brings about immediate change. 

Raise 

awareness

• Represents a form of resistance and can take

place at various levels: individual, communal, 

or institutional.

 not every situation can be handled alone.

 targeted activation of external resources, from trusted individuals and trained

professionals to one's own team and relevant support services. 

 It is important not to interpret this strategy as a sign of weakness. 

Mobilise

support

Fatfouta 2026, p. 28-34



Exercise:
Exploring and Practising Interventions
1. Getting started
Option 1: Use the prepared cards with examples of microaggressions. Option 2: Write your own example on a blank card.
Our suggestion: Start with Option 1 and work with the provided examples. In the following rounds, use your own examples.

2. Draw a card: One person draws a card and reads the statement shown on the front aloud.
Recommendation: Don’t look at the back of the card yet. First, try to respond to the situation yourselves. 

3. Assign the roles
• Source / Person making the statement – expresses the microaggression.
• Recipient / Person affected – receives the statement.
• Bystander / Observer – witnesses the situation. (1-2 persons, depending on the group size)

4. Play out the scenario
Briefly act out the situation (1-2 min.)

Time limit:
5 minutes per card – so 
everyone gets a chance to 
take on each role.5. Reflect on the experience

6. Discuss as a group
 Explore the suggested intervention strategies on the back of the card. 



Microinterventions
How do I respond to microaggressions? 

ExampleGoal / ImpactWhen to UseStrategic Goal

• What did you just mean by that? 
• I noticed that…

Clarify whether it was a 
micro-aggression; draw
attention to the incident.

In cases of ambiguity or
uncertainty about whether
others have also perceived
the microaggression.

Make it visible 

• Stop, we don't talk like that here, 
shake your head, leave the room.

Stop the situation
immediately, set
boundaries, redirect the 
conversation.

In cases of clearly derogatory
comments, „jokes“, or clearly
discriminatory behavior.

Interrupt and 
redirect

• I know you didn't mean to hurt, but 
it seems that way to me....

Facilitate learning, 
emphasize effect rather
than intention, promote 
empathy.

In supportive relationships or
safe spaces where reflection
is possible.

Raise 
awareness

• Document the incident, involve the 
HR department or works council, 
use a buddy system or peer group.

Secure protection, 
encouragement, and 
institutional help.

In cases of power imbalance, 
repeated incidents, or high 
stress.

Mobilise
support

Fatfouta 2026, p. 36



Tomorrow: Theatre of the Oppressed/ 
Theatre for Living

- creation of images and scenes to help us
understand and analyze allyship

- games and exercises of Theatre for Living 
to explore moments of inner struggle
related to the topic from your own lives

- no theatre experience necessary https://dailybruin.com/2015/08/10/theatre-of-
the-oppressed-program-engages-students-in-
dialogue



Lena Fritsche

Civic Education
Theatre of the Oppressed
M.A. Intercultural Education, 
Migration & Multilingualism

lenafritsche@posteo.de
www.unbias.training

CONTACTS
You want to reach out 
or have feedback?

Helga Moser

Karlsruher Institut für Technologie 
(KIT)
House of Competence (HoC)

helga.moser@kit.edu
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