Title: Navigating Microaggressions in the Workplace: Understanding and Addressing Bias

Narrative:
Act 1: The Setting

At Innovatech, a growing tech company known for its diverse and dynamic workforce, the
culture was generally friendly. The team was highly collaborative, and many saw it as a second
home. Jordan, a junior software developer, had been with the company for six months. She was
talented, passionate about coding, and enthusiastic about contributing to the company’s latest
project—a breakthrough data management platform. Jordan, a Black woman, often kept a low
profile, but the questions and comments about her appearance were becoming increasingly
frequent. Though she smiled through them, she was beginning to feel the weight of being
"different."

Alex, a senior developer, had been with the company for several years. He prided himself on his
sense of humor, frequently making jokes to lighten the mood. Though he never meant any harm,
his jokes sometimes strayed into uncomfortable territory. He was the kind of person who would
brush off any feedback with, "Oh, I’'m just kidding! Don’t take it so seriously." Alex’s latest
target was Jordan’s hair. He found it fascinating, often making comments like, “Wow, how do
you even get it like that?”” or “That must take forever!”

Sam, a non-binary product manager, was new to the team. They had been vocal about their
pronouns early on, but some coworkers still struggled to use "they/them" correctly. In meetings,
the occasional slip-up would happen. At first, Sam would politely correct people, but over time,
the repeated mistakes started to wear on them. It was draining to have to remind their colleagues
again and again that “he” or “she” didn’t apply to them.

Lena, an experienced developer, was the quietest in the group. An Asian woman, she was known
for her precision and meticulousness, often catching errors others overlooked. Although her work
was impeccable, she noticed a trend: Alex, in particular, would frequently ask her to double-
check his work or someone else’s, despite it not being her responsibility. Comments like, “You’re
just more detail-oriented than most,” left her feeling like she was only being valued for certain
traits, not for her broader skills as a developer.

Act 2: The Incident

It was a typical Monday morning at Innovatech. The team had gathered in the conference room
for their regular status update meeting. Sarah, the project lead, opened the meeting by asking for
progress reports. After a brief update from Lena about a recent code review, the discussion
shifted.

As usual, Alex was quick to crack a joke. He looked at Jordan and asked with a grin, “What’s
going on with your hair today? You’re always surprising us with something new!” A few
chuckles followed, but Jordan's face tightened. She smiled politely, but those close to her could
sense her discomfort.



The meeting continued. Sarah turned to Sam and asked for an update on the platform’s user
interface. As Sam began explaining, one of the team members accidentally referred to them as
“he.” Sam winced slightly but didn’t say anything. The misgendering happened so often that
Sam sometimes chose silence over confrontation.

Then, toward the end of the meeting, Alex turned to Lena. “Hey Lena, could you double-check
this technical report before we send it off? I know it’s not your responsibility, but you’re always
more detail-oriented than the rest of us.” Lena blinked, nodded quietly, and agreed to take a look.
But inwardly, she felt a sting. Why was she always asked to do this? She didn’t want to reinforce
the stereotype of being "quiet" and "good at details."

The meeting wrapped up, and people began to disperse. As the room emptied, Jordan, Sam, and
Lena lingered behind. They exchanged glances, sensing a shared discomfort.

Act 3: The Discussion

Later that afternoon, Jordan knocked on your office door. You are the team leader, responsible
for ensuring the team operates smoothly and inclusively. She walked in hesitantly and took a
seat, her discomfort palpable.

“Hey, can I talk to you for a minute?” she asked, her voice soft but steady. “It’s about some of the
comments people keep making... about my hair. It happens almost every week now, and I know
Alex probably doesn’t mean anything by it, but it’s starting to get to me.”

You listen closely as Jordan explains that while the comments seem harmless, they make her feel
singled out. “I just want to come to work and focus on coding. I don’t want to keep explaining
my hair or where I’m ‘really from.’ It’s exhausting.”

As you’re talking, Sam steps in. “I’m sorry to interrupt, but... I’ve been feeling the same way.
People keep misgendering me in meetings, and it’s like, no matter how many times I correct
them, they don’t get it. It makes me feel invisible.”

You nod, empathetic but realizing this is not an isolated issue. “I’m really sorry that this has been
happening, Sam,” you say. “I can only imagine how frustrating that must be.”

A few minutes later, Lena pops her head in. She’s more reserved, but you can see the unease in
her face. “I just wanted to say... I’ve noticed a pattern with Alex always asking me to check
reports. It’s like, just because I’m detail-oriented doesn’t mean that’s all I’'m good for, you know?
I don’t want to feel like I’m here just to double-check other people’s work.”

Act 4: The Resolution

After speaking with Jordan, Sam, and Lena, you decide it’s time to address the situation directly.
You know Alex isn’t acting out of malice, but the impact of his words is undeniable. You arrange
a one-on-one with him.

“Alex, I wanted to talk to you about some of the comments you’ve made during team meetings,
particularly towards Jordan and Lena,” you begin. “I know you didn’t intend any harm, but your



comments about Jordan’s hair and asking Lena to double-check reports are making them
uncomfortable.”

Alex looks surprised but not defensive. “I didn’t realize they felt that way. I was just joking, you
know?”’

“I understand that,” you reply. “But while your intent was to be playful, the impact has been
different. Jordan feels singled out, and Lena feels like her abilities are being reduced to just one
skill. We need to focus on making everyone feel included and valued for their full range of
contributions.”

Alex listens carefully, nodding. “I never thought of it that way. I’ll talk to them and make sure
I’m more mindful of what I say.”

Later, you gather the entire team for a discussion on inclusivity and the importance of
recognizing microaggressions. You explain the distinction between intent and impact—that
even when something isn’t meant to harm, it can still affect people negatively.

Act 5: Moving Forward

As the weeks progress, you notice positive changes in the team dynamics. Alex has become more
thoughtful in his interactions, and during meetings, he refrains from making personal comments.
Jordan seems more at ease, no longer fielding questions about her appearance, and Sam is being
referred to by the correct pronouns more consistently. Lena, too, has noticed that she’s being
asked to contribute to more strategic discussions, beyond just reviewing reports.

At the next team meeting, the group discusses a new project, and for the first time in a while, the
conversation is purely about the work—mno awkward jokes, no unintentional slights. The
atmosphere is professional, inclusive, and supportive, exactly what you had hoped to create.

Conclusion: Lessons Learned

Through open dialogue and self-awareness, the team at Innovatech became more conscious of
how their words and actions could unintentionally harm others. This case highlights the
importance of addressing microaggressions, even when the harm is unintentional, and fostering
an environment where all employees feel valued and respected.



