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Intergroup contact has been one of the most widely studied strategies for reducing
prejudice, particularly within the realm of racial and ethnic relations (Allport, 1954; Pettigrew &
Tropp, 2006). Decades of experimental (Page-Gould et al., 2010), longitudinal (Schroeder &
Risen, 2016), and meta-analytic (Lemmer & Wagner, 2015; Pettigrew & Tropp, 2006; Van
Assche et al., 2023) research converge in showing that greater intergroup contact can reduce
prejudice and promote more positive attitudes and relations between different groups.

Whether explicitly stated or not, intergroup contact is often an inherent component of
many initiatives designed to promote diversity, equity, and inclusion (DEI) within organizational
and educational settings (see, e.g., D’Costa et al., 2022; Godsil et al., 2024; Harris, 2023; powell,
2023). Moreover, many programs that have actively integrated intergroup contact as part of DEI
programming have demonstrated its effectiveness (Devine et al., 2012; Dovidio et al., 2017;
Wolfgruber et al., 2022). Intergroup contact can create opportunities for meaningful intergroup
dialogue that promotes a deeper understanding of diverse perspectives (Nagda & Gurin, 2007),
along with greater awareness of inequality and disparate treatment (Hebl & Avery, 2013) and, in
many cases, substantial behavioral change (Holvino et al., 2004; Mohideen et al., 2024). In this
chapter, we seek to highlight the potential of intergroup contact to bolster DEI efforts, along with
outlining some key considerations to support the meaningful implementation of contact
approaches within DEI initiatives.

Intergroup Contact Research: Core Considerations Related to Equality and Equity

To begin, we note that intergroup contact research has traditionally emphasized that
certain optimal conditions should be present in the contact situation to enhance the likelihood of
achieving desired outcomes when members of different groups engage with one another (Allport,
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common goals), emphasis has been placed on establishing equal status between groups within
the contact situation and institutional support for the contact. Although these conditions are
often described separately for the purpose of conceptual clarity, they are typically understood to
be interrelated and mutually reinforcing when implemented. That is, establishing equal status
between groups in any given contact situation will likely involve, and be bolstered by,
institutional authorities and local norms that encourage people from different groups to engage
with each other as equals (Pettigrew & Tropp, 2006; Tropp et al., 2022).

The interplay between establishing equal status between groups and having institutional
authorities normalize and model equal status relations when people from different groups engage
with each other are of critical importance for advancing goals related to DEI. Institutional cues
that denote a commitment to equality and fairness in treatment hold the potential to diminish
feelings of threat and bolster inclinations to trust both the institutions themselves and the people
that interact within them (Murphy & Taylor, 2012; Purdie Greenaway & Turetsky, 2020; Tropp,
2008). Still, on the whole, existing scholarship on contact falls short in providing organizational
leaders with insights on how best to structure intergroup contact between different status groups
or assess its outcomes (see Stephan, 2006). Thus, in what remains of this chapter, we will (1)
discuss how intergroup contact may be considered, structured, and evaluated to promote DEI
goals and (2) offer some recommendations regarding how contact spaces can be designed to
support DEI efforts in diverse institutional contexts.

Considering Intergroup Contact among Different Status Groups to Promote DEI Goals

Defining and operationalizing terms like equity and inclusion can be challenging,
particularly when people from diverse backgrounds come together within the same institutional
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status between groups in a contact situation when structures exist at a societal level that produce
and reinforce inequalities between them, such as in the racial and ethnic contexts of South
Africa, Israel and the U.S. (see, Bobo, 1999; Dixon & Durrheim, 2003; Foster & Finchilescu,
1986; Maoz, 2000). Relatedly, given its historical focus on prejudice reduction, the intergroup
contact research literature has tended to overemphasize the perspectives and attitudes of
privileged groups to the relative neglect of the perspectives and attitudes of disadvantaged
groups (Shelton, 2000; Tropp & Pettigrew, 2005). Indeed, only since the dawning of the new
millennium—and with new insights offered by an increasingly diverse representation of scholars
in the field (see Roberts et al., 2020)—nhas intergroup contact research begun to incorporate more
fully the perspectives and experiences of disadvantaged groups.

These insights are especially important given that people from historically privileged and
disadvantaged groups may have divergent views regarding the extent to which DEI efforts are
actually needed, based on how lived experiences have informed their understandings of what
equality means and what is needed to achieve it (Lewis, 2021). On the whole, relative to
members of disadvantaged racial groups, members of privileged racial groups in the US (e.g.,
White people) tend to be less aware of societal inequalities and more supportive of the status quo
(Knowles et al., 2014; Skinner-Dorkenoo et al., 2023). This can lead to the perspective that
taking action to address unequal conditions may not always be necessary or a priority (Crosby,
2015). By contrast, members of disadvantaged racial groups in the US (e.g., Black people) are
likely to view DEI efforts with a greater sense of urgency, as they tend to perceive discrimination
as more widespread (Jones & Lloyd, 2021), and structural racism as a bigger problem (Rucker &
Richeson, 2021; Schaeffer & Edwards, 2022) relative to what is typically perceived by members
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express united support for DEI efforts, they may still diverge in their views about what local or
institutional changes are needed. By seeing discrimination and structural racism as more
pervasive, members of disadvantaged racial groups may seek more broad-scale change in
institutional culture and practice than what many members of privileged racial groups would
initially be willing to support (Dover et al., 2020; Zheng, 2022). Thus, reactions to DEI efforts
that seek to equalize relations between groups through changing local culture and practices may
vary considerably depending on the status positions, frames of reference, and motivated
perceptions of different groups within the intergroup context (Brodish et al., 2008; Eibach &
Ehrlinger, 2006; Onyeador et al., 2021).
Structuring Intergroup Contact and Evaluating Its Outcomes in Relation to DEI

It is therefore important to ground DEI initiatives that draw on intergroup contact
research with an explicit recognition of the divergent experiences of members of disadvantaged
and advantaged groups. Given the common patterns of responses to DEI initiatives among
privileged and disadvantaged groups, more elaboration is needed regarding how to create spaces
that address unequal conditions between groups while still acknowledging differences in
perspective and fostering feelings of inclusion for all. The following sections explore how spaces
for intergroup contact might be created, how the content of contact programming might be
structured, and how the effectiveness of intergroup contact programs might be evaluated with
such goals in mind (see also Tropp & Dehrone, 2022; Tropp & Morhayim, 2023).
Creating Spaces for Intergroup Contact with a DEI Lens

Within institutional settings, opportunities for intergroup contact can vary from relatively
informal interactions to facilitated discussions around specific issues. However, regardless of any

particular intergroup encounter, people generally desire to feel heard and understood (Bruneau &



Saxe, 2012; Kalla & Broockman, 2011; Livingstone et al., 2024). This includes having the
legitimacy of their experiences acknowledged (McAdams & McLean, 2013), and navigating how
group memberships shape life trajectories and narratives (Singer, 2004). It can therefore be
useful to recognize that all people enter into diverse institutional spaces with different histories
of lived experiences, different multi-faceted constellations of identities, and different
understandings of their own identities in relation to power and status (see Deaux, 1993).

For this reason, adopting a “colorblind” approach—whereby efforts are made to
encourage intergroup contact without a thoughtful acknowledgment of the ways in which racial,
ethnic, or other cultural identities shape expectations for the intergroup context and likelihood of
fair treatment—could inadvertently diminish many people’s willingness to engage in contact, or
the credibility of efforts designed to bring groups together (Yogeeswaran et al., 2021). A more
fruitful approach might involve explicit statements of institutional norms indicating that
intergroup contact is valued (Pettigrew, 1998), and that the perspectives and contributions of all
its people are valued (Plaut et al., 2011); in so doing, institutional leaders can express support for
diversity and inclusion in ways that nurture bridging and cross-group interaction (powell, 2023).

In a related vein, by virtue of their different identities and lived experiences, people from
different groups may not always perceive existing conditions for contact in the same way (e.g.,
for racial and ethnic examples from the U.S., see Chavous, 2005; Molina & Wittig, 2006). Thus,
rather than focusing on establishing optimal conditions for contact in a seemingly objective
sense, it can be helpful to attend more closely to people’s subjective experiences in intergroup
contact (Tropp, 2006). Such an approach could be pursued using a variety of strategies. For
instance, contact could be implemented in spaces that have a long-standing reputation for
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bolstered by institutional policies that support the inclusion and integration of diverse groups
(Green et al., 2020; Purdie Greenaway & Turetsky, 2020). Subjective responses to contact could
also be sought from the interactants themselves, such that they would actively contribute to
monitoring the extent to which optimal conditions for contact have been achieved (Green et al.,
1988; Molina & Wittig, 2006) and to ensure that their psychological needs are met (Shnabel et
al., 2009).

Ultimately, combining these approaches may also prove useful for moving our field away
from conceptualizing equal status between groups as a condition or feature of the contact
situation (Allport, 1954; Pettigrew, 1998)—and one which may be disputed or highly contested
(Lewis, 2021; Riordan, 1978)—to instead move toward conceptualizing equal status between
groups as a process in which we engage, and through which we can gain greater understanding
and insight regarding what equality and equity entail from the perspectives of different status
groups. Focusing on equal status during contact merely as a condition of the contact situation
suggests that it is static in nature, and something that can be imposed upon interactants and easily
agreed-upon by them all to a comparable degree. By contrast, focusing on equal status during
contact as a process highlights its subjective, iterative, and dialogic nature, in which people from
privileged and disadvantaged backgrounds are active participants in construing the contact
situation (Tropp, 2006), sharing lived experiences (Droogendyk et al., 2016), communicating
about power inequalities (Tropp et al., 2021), and assessing the extent to which they feel their
perspectives are understood and acknowledged (Livingstone et al., 2024). Thus, by conceiving
equal status as a process, interactants can work together to define what it might require, as well
as revisit and refine its definition as necessary over the course of their interaction.

Informing the Content of Intergroup Contact with a DEI Lens



How we conceive of intergroup equality also has important implications for how we
shape the content of intergroup contact and what we see as the desired outcomes of contact.
Researchers have begun to distinguish between two types of intergroup contact: whereas positive
contact seeks to facilitate positive interaction experiences (often through focusing on cross-group
similarities) toward the goal of improving intergroup attitudes, supportive contact focuses on
addressing inequalities between groups explicitly toward the goal of fostering support for social
change toward greater equality (Droogendyk et al., 2016; Schreiber et al., 2024).

Positive contact can increase the willingness of privileged group members to engage in
collective action to support the interests of disadvantaged groups through increased empathic
concern for their welfare (e.g., among White people in relation to Black people in the US;
Selvanathan et al., 2018; Tropp & Barlow, 2018). This is important because privileged groups
often hold “gatekeeping” positions that can shape prospects for advancement among members of
disadvantaged groups (Erskine & Bilimoria, 2019). Moreover, members of disadvantaged groups
may feel greater psychological safety in contexts when they observe allies from privileged
groups advocating for disadvantaged groups’ rights (Fletcher & Marvell, 2023). Nonetheless,
empirical data from 69 countries shows that positive contact can diminish support for social
change among members of disadvantaged groups (Hassler et al., 2020), such that it may
inadvertently legitimize existing status inequalities and create false expectations for fair
treatment among those in relatively disadvantaged status positions (e.g., among Black South
Africans, Dixon et al., 2010a; among Israeli Arabs, Saguy et al., 2009). As such, simply
encouraging positive contact between groups, in and of itself, is not likely to be sufficient to

foster more equal and inclusive relations between groups in the long run.



Alternatively, by addressing existing inequalities between groups more directly,
supportive contact creates greater opportunities for members of different groups to address their
relative privileges and disadvantages relative to positive contact alone (Droogendyk et al., 2016).
Through supportive contact, members of privileged groups can gain a greater awareness of
systemic inequalities from which they benefit (Nagda & Gurin, 2007; Nordstrom, 2015), and
about which they might otherwise be unaware due to their relatively privileged status (Knowles
et al., 2014). Along with motivating greater support for equality, this increased awareness of
privilege may also contribute to greater willingness to advocate for institutional changes to
promote equality (Case, 2007) and to take action when witnessing discrimination against
disadvantaged groups (Ulug & Tropp, 2021). Explicit acknowledgment of existing inequalities
can also provide members of disadvantaged groups with opportunities to share experiences with
derogation in ways that help them to feel validated rather than disbelieved (cf. Dix & Devine,
2024; Kaiser & Miller, 2003), propelling improved intergroup attitudes as well as greater
feelings of inclusion (Wolfgruber et al., 2022) and greater willingness for further intergroup
contact (Bruneau & Saxe, 2012; Cortland et al., 2017).

While there are many potential benefits of supportive contact, we recognize that its
successful implementation requires intentionality and diligent effort (see Schreiber et al., 2024,
for a detailed review). For members of privileged groups, supportive contact can trigger fears
associated with loss of status or becoming disadvantaged relative to other groups (e.g., among
White Americans, Eibach & Keegan, 2006; e.g., among Jewish Israelis, Shuman et al., 2024),
and defensiveness about the perceived deservingness of their historically higher status (Knowles
et al., 2014). These concerns could in turn compel members of privileged groups to engage in

behaviors that run counter to DEI efforts and the promotion of social change, such as denying or



defending existing inequalities or avoiding discussions about them (Ford et al., 2022; Knowles et
al., 2014; Shuman et al., 2024). Additional preparatory programming that provides privileged
group members with initial opportunities to recognize and engage with structural inequalities
(Ehrke et al., 2020) can enhance their preparedness and shared commitment to addressing social
equality (Tropp et al., 2021). As one example, a successful preparatory program put forward by
Devine et al. (2012) involves gradually building participants’ capacity by first raising their
awareness of existing stereotypes, and then encouraging them to actively challenge the
stereotypes through cognitive exercises (e.g., imagining non-stereotypical examples), before
facilitating direct interactions with outgroup members.

Assessing Outcomes of Intergroup Contact Programs to Promote DEI Goals

Along with considering ways that intergroup contact research and DEI principles can be
integrated and implemented together, it is also important to examine how outcomes of intergroup
contact are commonly assessed, and whether these are sufficient to inform and advance DEI
goals. Of particular relevance, newer generations of contact research seek to understand what
drives people’s interest in intergroup contact (e.g., White British in the UK, Meleady, 2021; see
also Kauff et al., 2021), their willingness to accept diverse perspectives (e.g., native Dutch in the
Netherlands; Verkuyten et al., 2010) and their valuing of diversity itself (e.g., racial majority and
minority groups in the US; Bahns et al., 2015; Tropp & Bianchi, 2006).

Researchers have also begun to assess support for social change in relation to their
contact experiences (e.g., Hassler et al., 2020; Selvanathan et al., 2018). Assessing outcomes
relevant to both social integration and social change is important for understanding how contact
experiences may shape perceptions of inequality and unfair treatment (Tropp & Barlow, 2018).

Furthermore, simultaneously measuring outcomes related to social integration and social change
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may also shed light on how members of historically advantaged groups can work effectively in
solidarity with members of historically privileged groups (Fletcher & Marvell, 2023; Hassler et
al., 2020), in ways that support changes in social and institutional practices that foster greater
diversity, equity, and inclusion (Godsil et al., in press).

Other key concepts to be assessed in alignment with DEI principles concern how
intergroup contact may shape people’s feelings of belonging and inclusion. Belonging typically
refers to the degree to which individuals report feeling part of an institutional context (Argo &
Sheikh, 2023; Duran et al., 2020; Walton & Cohen, 2007), whereas inclusion concerns the
degree to which people believe that diverse groups of people will be included, valued, and
respected in that context (Brannon & Lin, 2021). Moving beyond mere efforts to diversify
institutional contexts through greater representation of varied groups (e.g., Purdie-Vaughns et al.,
2008), a focus on belonging and inclusion centers attention on institutional strategies and
practices that promote meaningful engagement among people from diverse backgrounds along
with a more explicit valuing of their varied perspectives within the institution as a whole
(Brannon & Lin, 2021; Tienda, 2013).

At the interface of DEI efforts and scholarship on intergroup contact, recent attention to
felt belonging and inclusion has grown in relation to the experiences of students from diverse
racial and ethnic backgrounds at predominantly White universities, especially in the U.S.
(Hussain & Jones, 2021; Shook & Clay, 2012; Strayhorn & Johnson, 2014). In line with prior
work (e.g., Lowe et al., 2013; Murphy & Zirkel, 2015), Abellera (2021) observed that students
from historically disadvantaged racial and ethnic backgrounds reported lower feelings of
belonging, and lower perceptions of institutional commitment to inclusion, relative to their White

peers on a predominantly White campus. Still, greater levels of interracial contact on campus
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corresponded with stronger feelings of belonging and greater perceptions of institutional
commitment to inclusion; moreover, the associations were significantly stronger among students
from disadvantaged racial and ethnic backgrounds as compared to the effects observed among
White students (Abellera, 2021). These findings suggest that interracial contact can promote
underrepresented students’ sense of belonging at predominantly White institutions (Strayhorn &
Johnson, 2014) and may even serve to buffer against the impacts of discrimination on
underrepresented students’ feelings of belonging (Hussain & Jones, 2021). Thus, along with
providing students from underrepresented racial and ethnic backgrounds with opportunities to
bond through affinity groups (Thelamour et al., 2019), DEI efforts in institutional contexts
should also foster opportunities for bridging and meaningful exchanges between students across
group lines (Nagda & Gurin, 2007).

Despite their particular significance for people from historically disadvantaged and
underrepresented groups, contact outcomes related to belonging and inclusion are relevant for all
people living or working together within a shared community. To create institutional spaces in
which DEI goals can be pursued effectively, it is essential that diverse groups of people can all
feel like they belong and are included (see Plaut et al., 2011). Furthermore, early positive
experiences within racially and ethnically diverse contexts can have important downstream
effects: Students who attend more racially and ethnically diverse schools tend to report greater
interest in living and working in racially and ethnically diverse environments in adulthood
(Kurlaender & Yun, 2005; Merlino et al., 2019). Relatedly, students’ contact with other racial
and ethnic groups during their college years predicts long-term improvements in intergroup
attitudes after graduation that disrupt racial and ethnic segregation in neighborhoods and other

institutional contexts later in life (Gurin et al., 2002; Harper & Hurtado, 2007).
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Recommendations for Intergroup Contact Programming to Promote DEI Goals

To conclude this chapter, we wish to offer some brief recommendations about how to
support and implement DEI efforts in diverse institutional contexts that include people from
varied racial and ethnic backgrounds and differing status positions. Although these
recommendations have emerged largely from research conducted in the U.S., UK, and Europe,
this work provides a useful base for exploration and adaptation in other contexts.

Creating spaces for intergroup contact to promote DEI goals. In preparing people
from diverse backgrounds to engage with one another during DEI programming, it may prove
useful to remind all involved that each person comes to the space with their own histories of
lived experiences and that each person’s views of and expectations for cross-group relations are
largely a function of their lived experience. Indeed, every individual desires to have their
experiences and perspectives heard and acknowledged by others, with similar motives to feel
understood (Livingstone et al., 2024; McAdams & McLean, 2013). True commitment to creating
inclusive spaces in institutions that aim to achieve DEI goals thus requires the dual practice of (a)
sharing authentically from our own lived experiences and (b) listening earnestly so as to accept
the veracity of other people’s lived experiences, even if—and especially when—they do not
reflect or resonate with familiar narratives. As such, it may not be possible to establish equal
status contact in a purely objective sense; rather, equal status in the contact situation may only be
reflected in people’s subjective responses to the contact situation, when each person feels
psychologically safe (Murphy & Taylor, 2011; Purdie Greenaway & Turetsky, 2020) and
confident that their perspectives and experiences are regarded as of comparable value and

validity as those of others (Tropp, 2006).
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Informing the content of intergroup contact to promote DEI goals. Combining the
approaches of positive contact and supportive contact may also prove beneficial when people
from diverse backgrounds interact with one another during DEI programming. From the start, it
should be made clear to all participants that the contact will include both opportunities for people
from different groups to get to know each other and to examine both similarities and differences
in their perspectives and experiences through conversation. This duality in focus can address the
distinct needs of privileged and disadvantaged groups (Shnabel et al., 2009) and prepare
members of privileged groups for discussions they might otherwise wish to avoid (Knowles et
al., 2014). It may then be possible to implement aspects of positive and supportive contact
strategies in a sequential fashion, paralleling Pettigrew’s (1998) proposal to personalize contact
prior to enhancing the salience of group categories during contact. That is, contact-based
elements of DEI programming could first provide opportunities for people from diverse groups
to have positive intergroup experiences with one another, such as through fun icebreakers, lighter
topics that highlight commonalities, or enjoyable activities that require cooperative
interdependence (Tropp & Dehrone, 2022; Tropp & Morhayim, 2023). Such positive contact
experiences may help to build cross-group rapport and trust before engaging people from diverse
groups in deeper and more challenging discussions related to existing inequalities between
groups, so as to address the interests and psychological needs of both disadvantaged and
privileged groups during contact (Shnabel et al., 2009; Watkins et al., 2007). Moreover, these
steps may allow participants in contact programs to actively engage in the process of establishing
and experiencing more equal status relations between groups, as compared to conceiving of

equal status contact merely as a feature of the contact situation (Tropp, 2006).

14



Assessing outcomes of intergroup contact to promote DEI goals. Just as it is critical to
attend carefully to varied kinds of contact that may occur during DEI programming, it is also
critical to assess varied concepts that capture the many ways in which participants in DEI
initiatives may be transformed through their contact experiences. Beyond a traditional focus on
prejudice reduction, we recommend that a wider range of potential contact outcomes be
measured, including those related to shifts in worldview and acceptance of diverse perspectives
(Verkuyten et al., 2010) and those that focus on support for and commitment to social change
toward greater equality (Hassler et al., 2020). Social change indicators of particular relevance to
institutional and societal transformation involve support for policies that would equalize status
relations or access to resources across groups (Dixon et al., 2010b), and those that assess beliefs
in the value of social integration and a greater willingness to live and work in integrated
communities (Morhayim et al., 2024). Relatedly, measures of felt belonging and inclusion should
be assessed to determine the degree to which people from diverse groups report feeling a part of
the local, institutional, or societal context (see Argo & Sheikh, 2023).

Conclusion

Over the course of this chapter, we have examined intergroup contact research and theory
through a DEI lens, taking into account how prevailing societal inequalities in group status, and
corresponding differences in perspective among members of historically disadvantaged and
privileged groups, might shape our efforts to create more equal status relations between groups
within DEI programming. We believe that careful attention should be granted to how we create
spaces for intergroup contact, how we structure the content of intergroup contact, and how we
assess outcomes of intergroup contact, in order to promote DEI goals. Moreover, we contend

that, when structured intentionally and evaluated effectively, intergroup contact can
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meaningfully contribute to amplifying DEI efforts, both by creating more diverse and inclusive
spaces, and by employing those spaces to advance greater social integration and greater social

change toward equality.

References

Abellera, C. (2021). Effects of interracial contact on university students’ perceptions of
inclusion. Unpublished master’s thesis. University of Massachusetts Amherst.

Allport, G. W. (1954). The nature of prejudice. Addison-Wesley.

Argo, N., & Sheikh, H. (2023). The Belonging Barometer: The state of belonging in America.
Over Zero. Retrieved from: https://www.projectoverzero.org/media-and-
publications/belongingbarometer

Bahns, A. J., Springer, L. S., & The, C. (2015). Fostering diverse friendships: The role of beliefs
about the value of diversity. Group Processes & Intergroup Relations, 18(4), 475-488.
https://doi.org/10.1177/1368430214566893

Bobo, L. D. (1999). Prejudice as group position: Microfoundations of a sociological approach to
racism and race relations. Journal of Social Issues, 55(3), 445-472. https://doi.org/10.1111/0022-
4537.00127

Brannon, T. N., & Lin, A. (2021). “Pride and prejudice” pathways to belonging: Implications for
inclusive diversity practices within mainstream institutions. American Psychologist, 76(3), 488—
501. https://doi.org/10.1037/amp0000643

Brodish, A. B., Brazy, P. C., & Devine, P. G. (2008). More eyes on the prize: Variability in
White Americans' perceptions of progress toward racial equality. Personality and Social
Psychology Bulletin, 34(4), 513-527. https://doi.org/10.1177/0146167207311337

Bruneau, E., & Saxe, R. (2012). The power of being heard: The benefits of ‘perspective-giving’
in the context of intergroup conflict. Journal of Experimental Social Psychology, 48(4), 855—
866. https://doi.org/10.1016/j.jesp.2012.02.017

Case K. A. (2007). Raising male privilege awareness and reducing sexism: An evaluation of
diversity courses. Psychology of Women Quarterly, 31, 426-435. https://doi.org/10.1111/j.1471-
6402.2007.00391.x

Chavous, T. M. (2005). An intergroup contact-theory framework for evaluating racial climate on
predominantly White college campuses. American Journal of Community Psychology, 36(34),
239-257. https://doi.org/10.1007/s10464-005-8623-1

Cortland, C. I., Craig, M. A., Shapiro, J. R., Richeson, J. A., Neel, R., & Goldstein, N. J. (2017).
Solidarity through shared disadvantage: Highlighting shared experiences of discrimination
improves relations between stigmatized groups. Journal of Personality and Social Psychology,
113(4), 547-567. https://doi.org/10.1037/pspi0000100

16


https://doi.org/10.1177/1368430214566893
https://doi.org/10.1111/0022-4537.00127
https://doi.org/10.1111/0022-4537.00127
https://doi.org/10.1037/amp0000643
https://doi.org/10.1177/0146167207311337
https://doi.org/10.1016/j.jesp.2012.02.017
https://doi.org/10.1111/j.1471-6402.2007.00391.x
https://doi.org/10.1111/j.1471-6402.2007.00391.x
https://doi.org/10.1007/s10464-005-8623-1
https://doi.org/10.1037/pspi0000100

Croshy, J. R. (2015). The silent majority: Understanding and increasing majority group
responses to discrimination. Social and Personality Psychology Compass, 9, 539-550.
https://doi.org/10.1111/spc3.12196

D’Costa, S., & Mascarenhas, M., & Lovell, J. (2022). Supporting institutional change through
interracial dialogue among leaders. Education Sciences, 12(12), 841.
https://doi.org/10.3390/educscil2120841

Deaux, K. (1993). Reconstructing social identity. Personality and Social Psychology Bulletin,
19(1), 4-12. https://doi.org/10.1177/0146167293191001

Devine, P. G., Forscher, P. S., Austin, A. J., & Cox, W. T. (2012). Long-term reduction in
implicit race bias: A prejudice habit-breaking intervention. Journal of Experimental Social
Psychology, 48(6), 1267-1278. https://doi.org/10.1016/j.jesp.2012.06.003

Devine, P. G., & Vasquez, K. A. (1998). The rocky road to positive intergroup relations. In J. L.
Eberhardt & S. T. Fiske (Eds.), Confronting racism: The problem and the response (pp. 234-
262). Sage.

Dix, E. L., & Devine, P. G. (2024). 'It's not an overreaction': Increasing White people's
acceptance of the reality of bias and receptivity to Black people's bias concerns. Journal of
Experimental Social Psychology, 110, 1-20. https://doi.org/10.1016/j.jesp.2023.104545

Dixon, J., & Durrheim, K. (2003). Contact and the ecology of racial division: Some varieties of
informal segregation. British Journal of Social Psychology, 42(1), 1-23.
https://doi.org/10.1348/014466603763276090

Dixon, J., Durrheim, K., Tredoux, C., Tropp, L., Clack, B., & Eaton, L. (2010a). A paradox of
integration: Interracial contact, prejudice reduction, and perceptions of racial discrimination.
Journal of Social Issues, 66(2), 401-416. https://doi.org/10.1111/j.1540-4560.2010.01652.x

Dixon, J., Tredoux, C., Durrheim, K., Tropp, L. R., Eaton, L., & Clack, B. (2010b). Challenging
the stubborn core of opposition to equality: Racial contact and policy attitudes. Political
Psychology, 31, 831-855. https://doi.org/10.1111/j.1467-9221.2010.00792.x

Dover, T. L., Kaiser, C. R., & Major, B. (2020). Mixed signals: The unintended effects of
diversity initiatives. Social Issues and Policy Review, 14, 152-181.
https://doi.org/10.1111/sipr.12059

Droogendyk, L., Wright, S. C., Lubensky, M., & Louis, W. R. (2016). Acting in solidarity:
Cross-group contact between disadvantaged group members and advantaged group allies.
Journal of Social Issues, 72(2), 315-334. https://doi.org/10.1111/j0si.12168

Duran, A., Dahl, L. S., Stipeck, C., Mayhew, M. J. (2020). A critical quantitative analysis of
students’ sense of belonging: Perspectives on race, generation status, and collegiate
environments. Journal of College Student Development, 61, 133-153.
https://doi.org/10.1353/csd.2020.0014

Ehrke, F., Ashoee, A., Steffens, M. C., & Louvet, E. (2020). A brief diversity training: Raising
awareness of ingroup privilege to improve attitudes towards disadvantaged outgroups.
International Journal of Psychology, 55(5), 732—742. https://doi.org/10.1002/ijop.12665

17


https://doi.org/10.1111/spc3.12196
https://doi.org/10.3390/educsci12120841
https://psycnet.apa.org/doi/10.1177/0146167293191001
https://doi.org/10.1016/j.jesp.2012.06.003
https://doi.org/10.1016/j.jesp.2023.104545
https://doi.org/10.1348/014466603763276090
https://doi.org/10.1111/j.1540-4560.2010.01652.x
https://doi.org/10.1111/j.1467-9221.2010.00792.x
https://doi.org/10.1111/sipr.12059
https://doi.org/10.1111/josi.12168
https://doi.org/10.1353/csd.2020.0014
https://doi/
https://doi.org/10.1002/ijop.12665

Eibach, R. P., & Ehrlinger, J. (2006). 'Keep your eyes on the Prize'. Reference points and racial
differences in assessing progress toward equality. Personality and Social Psychology Bulletin,
32, 66-77. https://doi.org/10.1177/0146167205279585

Eibach, R. P., & Keegan, T. (2006). Free at last? Social dominance, loss aversion, and white and
black Americans' differing assessments of racial progress. Journal of Personality and Social
Psychology, 90(3), 453-467. https://doi.org/10.1037/0022-3514.90.3.453

Erskine, S. E., & Bilimoria, D. (2019). White allyship of Afro-Diasporic women in the
workplace: A transformative strategy for organizational change. Journal of Leadership &
Organizational Studies, 26(3), 319-338. https://doi.org/10.1177/1548051819848993

Fletcher, L., & Marvell, R. (2023). Furthering transgender inclusion in the workplace:
Advancing a new model of allyship intentions and perceptions. International Journal of Human
Resource Management, 34(9), 1726-1756. https://doi.org/10.1080/09585192.2021.2023895

Ford, B. Q., Green, D. J., & Gross, J. J. (2022). White fragility: An emotion regulation
perspective. American Psychologist, 77(4), 510-524. https://doi.org/10.1037/amp0000968

Foster, D., & Finchilescu, G. (1986). Contact in a 'non-contact’ society: The case of South
Africa. In M. Hewstone & R. Brown (Eds.), Contact and conflict in intergroup encounters (pp.
119-136). Basil Blackwell.

Godsil, R. D., Forde-Mazrui, K., & Tropp, L. R. (in press). Overcoming identity-based
hierarchies: Understanding psychological barriers and motivating social justice through
intergroup contact. To appear in: R. Hollander-Blumoff (Ed.), Research Handbook on Law and
Psychology. Edward Elgar.

Godsil, R. D., Tropp, L. R., & Forde-Mazrui, K. (2024). For all of our children: Justice
Thurgood Marshall’s faith in integration is still right. Poverty & Race, 33, 1-17.

Green, C. W., Adams, A. M., & Turner, C. W. (1988). Development and validation of the School
Interracial Climate Scale. American Journal of Community Psychology, 16(2), 241-259.
https://doi.org/10.1007/BF00912525

Green, E. V. T., Visintin, E. P., Sarrasin, O., & Hewstone, M. (2020). When integration policies
shape the impact of intergroup contact on threat perceptions: A multilevel study across 20
European countries. Journal of Ethnic and Migration Studies, 46(3), 631-648.
https://doi.org/10.1080/1369183X.2018.1550159

Gurin, P., Dey, E. L., Hurtado, S., & Gurin, G. (2002). Diversity and higher education: Theory
and impact on educational outcomes. Harvard Educational Review, 72(3), 330-366.
https://doi.org/10.17763/haer.72.3.01151786ul134n051

Harper, S. R., & Hurtado, S. (2007). Nine themes in campus racial climates and implications for
institutional transformation. New Directions for Student Services, 120, 7-24.
https://doi.org/10.1002/ss.254

Harris, J. C. (2023). Dignity and repair in times of conflict and crisis. Presentation at the 2023
Changemakers conference hosted by the Center for Nonprofit Excellence. Retrieved from:
https://perception.org/blog/dignity-and-repair-in-times-of-conflict-and-crisis-jason-craige-harris/

18


https://doi.org/10.1177/0146167205279585
https://doi.org/10.1037/0022-3514.90.3.453
https://doi.org/10.1177/1548051819848993
https://doi.org/10.1080/09585192.2021.2023895
https://doi.org/10.1037/amp0000968
https://doi.org/10.1007/BF00912525
https://doi.org/10.1080/1369183X.2018.1550159
https://doi.org/10.17763/haer.72.3.01151786u134n051
https://doi.org/10.1002/ss.254

Hassler, T., Ullrich, J., Bernardino, M. et al. (2020). A large-scale test of the link between
intergroup contact and support for social change. Nature Human Behavior, 4, 380-386.
https://doi.org/10.1038/s41562-019-0815-z

Hissler, T., Ulug, O. M., Kappmeier, M., & Travaglino, G. A. (2021). Intergroup contact and
social change: An integrated contact-collective action model. Journal of Social Issues, 77, 217-
241. https://doi.org/10.1111/josi.12412

Hebl, M. R., & Avery, D. R. (2013). Diversity in organizations. In N. W. Schmitt, S. Highhouse,
& 1. B. Weiner (Eds.), Handbook of psychology: Industrial and organizational psychology (2nd
ed., pp. 677-697). Wiley & Sons.

Holvino, E., Ferdman, B. M., & Merrill-Sands, D. (2004). Creating and sustaining diversity and
inclusion in organizations: Strategies and approaches. In M. S. Stockdale & F. J. Crosbhy (Eds.),
The psychology and management of workplace diversity (pp. 245-276). Blackwell Publishing.

Hurtado, S., & Carter, D. F. (1997). Effects of college transition and perceptions of the campus
racial climate on Latino college students' sense of belonging. Sociology of Education, 70(4), 324-
345. https://doi.org/10.2307/2673270

Hussain, M., & Jones, J. M. (2021). Discrimination, diversity, and sense of belonging:
Experiences of ALANA students. Journal of Diversity in Higher Education, 14(1), 63-71.
https://doi.org/10.1037/dhe0000117

Jones, J. M., & Lloyd, C. (2021). Larger majority says racism against Black people widespread.
Gallup News. https://news.gallup.com/poll/352544/larger-majority-says-racism-against-black-
people-widespread.aspx

Kaiser, C. R., & Miller, C. T. (2003). Derogating the victim: The interpersonal consequences of
blaming events on discrimination. Group Processes & Intergroup Relations, 6(3), 227-237.
https://doi.org/10.1177/13684302030063001

Kalla, J. L., & Broockman, D. E. (2021). Which narrative strategies durably reduce prejudice?
Evidence from field and survey experiments supporting the efficacy of perspective-getting.
American Journal of Political Science, 67, 185-204. https://doi.org/10.1111/ajps.12657

Kauff, M., Beneda, M., Paolini, S., Bilewicz, M., Kotzur, P., O'Donnell, A. W., ... & Christ, O.
(2021). How do we get people into contact? Predictors of intergroup contact and drivers of
contact seeking. Journal of Social Issues, 77(1), 38-63. https://doi.org/10.1111/j0si.12398

Knowles, E. D., Lowery, B. S., Chow, R. M., & Unzueta, M. M. (2014). Deny, distance, or
dismantle? How White Americans manage a privileged identity. Perspectives on Psychological
Science, 9(6), 594-609. https://doi.org/10.1177/1745691614554658

Kurlaender, M., & Yun, J. T. (2007). Measuring school racial composition and student outcomes
in a multiracial society. American Journal of Education, 113(2), 213-242.
https://doi.org/10.1086/510166

Lemmer, G., & Wagner, U. (2015). Can we really reduce ethnic prejudice outside the lab? A
meta-analysis of direct and indirect contact interventions. European Journal of Social
Psychology, 45(2), 152-168. https://doi.org/10.1002/ejsp.2079

19


https://doi.org/10.1038/s41562-019-0815-z
https://doi.org/10.1111/josi.12412
https://doi.org/10.2307/2673270
https://doi.org/10.1037/dhe0000117
https://news.gallup.com/poll/352544/larger-majority-says-racism-against-black-people-widespread.aspx
https://news.gallup.com/poll/352544/larger-majority-says-racism-against-black-people-widespread.aspx
https://doi.org/10.1177/13684302030063001
https://doi.org/10.1111/ajps.12657
https://doi.org/10.1111/josi.12398
https://doi.org/10.1177/1745691614554658
https://doi.org/10.1086/510166
https://doi.org/10.1002/ejsp.2079

Lewis Jr., N. A. (2021). Can we achieve "equality” when we have different understandings of its
meaning? How contexts and identities shape the pursuit of egalitarian goals. Psychological
Inquiry, 32(3), 155-164. https://doi.org/10.1080/1047840X.2021.1971441

Livingstone, A. G., Bedford, S. L., Afyouni, A., Vu, N., Kapantai, I., Makanju, D., Chayinska,
M., Gonzélez, R., Carozzi, P., Contreras, C., Byrne, S., Guy, J., King, L., et al. (2024). You get
us, so you like us: Feeling understood by an outgroup predicts more positive intergroup relations
via perceived positive regard. Journal of Personality and Social Psychology, 126(2), 262—281.
https://doi.org/10.1037/pspi0000434

Lowe, M. R., Byron, R. A, Ferry, G., & Garcia, M. (2013). Food for thought: Frequent
interracial dining experiences as a predictor of students' racial climate perceptions. The Journal
of Higher Education, 84(4), 569-600. https://doi.org/10.1353/jhe.2013.0023

Maoz, 1. (2000) Power relations in intergroup encounters: A case study of Jewish-Arab
encounters in Israel. International Journal of Intercultural Relations, 24, 259-277.
https://doi.org/10.1016/S0147-1767(99)00035-8

McAdams, D. P., & McLean, K. C. (2013). Narrative identity. Current Directions in
Psychological Science, 22(3), 233-238. https://doi.org/10.1177/0963721413475622

Meleady, R. (2021). "Nudging" intergroup contact: Normative social influences on intergroup
contact engagement. Group Processes & Intergroup Relations, 24(7), 1180-1199.
https://doi.org/10.1177/13684302211016047

Merlino, L. P., Steinhardt, M. F., & Wren-Lewis, L. (2019). More than just friends? School peers
and adult interracial relationships. Journal of Labor Economics, 37(3), 663-713.
https://doi.org/10.1086/702626

Mohideen K S, U., Sahu, S. R., Chacko, E., Dubey, M., & Airen, V. (2024). Diversity and
inclusion in the workplace: Best practices for HR professionals. Educational Administration:
Theory and Practice, 30(6), 2146-2153. https://doi.org/10.53555/kuey.v30i6.5672

Molina, L. E., & Wittig, M. A. (2006). Relative importance of contact conditions in explaining
prejudice reduction in a classroom context: Separate and equal? Journal of Social Issues, 62(3),
489-509. https://doi.org/10.1111/j.1540-4560.2006.00470.x

Morhayim, L., Tropp, L. R., & Maloku, E. (2024). Examining beliefs about reconciliation and
social integration in Kosovo: Testing effects of interethnic contact and differences in perspective
among ethnic Albanians and Serbs. European Journal of Social Psychology, 54, 48-65
https://doi.org/10.1002/ejsp.2986

Murphy, M. C., & Taylor, V. J. (2012). The role of situational cues in signaling and maintaining
stereotype threat. In M. Inzlicht & T. Schmader (Eds.), Stereotype threat: Theory, process, and
application (pp. 17-33). Oxford University Press.
https://doi.org/10.1093/acprof:0s0/9780199732449.003.0002

Murphy, M., & Zirkel, S. (2015). Race and belonging in school: How anticipated and
experienced belonging affect choice, persistence, and performance. Teachers College Record,
117(12), 1-40. https://doi.org/10.1177/016146811511701204

20


https://doi.org/10.1080/1047840X.2021.1971441
https://doi.org/10.1037/pspi0000434
https://doi.org/10.1353/jhe.2013.0023
https://doi.org/10.1016/S0147-1767(99)00035-8
https://doi.org/10.1177/0963721413475622
https://doi.org/10.1177/13684302211016047
https://doi.org/10.1086/702626
https://psycnet.apa.org/doi/10.1111/j.1540-4560.2006.00470.x
https://doi.org/10.1002/ejsp.2986
https://doi.org/10.1093/acprof:oso/9780199732449.003.0002
https://doi.org/10.1177/016146811511701204

Nagda, B. A., & Gurin, P. (2007). Intergroup dialogue: A critical-dialogic approach to learning
about difference, inequality, and social justice. New Directions for Teaching and Learning, 111,
35-45. honeattps://doi.org/10.1002/t1.284

Nordstrom, A. H. (2015). The Voices Project: Reducing White students’ racism in Introduction
to Psychology. Teaching of Psychology, 42, 43-50. https://doi.org/10.1177/0098628314562524

Onyeador, I. N., Daumeyer, N. M., Rucker, J. M., Duker, A., Kraus, M. W., & Richeson, J. A.
(2021). Disrupting beliefs in racial progress: Reminders of persistent racism alter perceptions of
past, but not current, racial economic equality. Personality and Social Psychology Bulletin,
47(5), 753-765. https://doi.org/10.1177/0146167220942625

Page-Gould, E., Mendoza-Denton, R., Alegre, J. M., & Siy, J. O. (2010). Understanding the
impact of cross-group friendship on interactions with novel outgroup members. Journal of
Personality and Social Psychology, 98(5), 775-793. https://doi.org/10.1037/a0017880

Pettigrew, T. F. (1998). Intergroup contact theory. Annual Review of Psychology, 49, 65-85.
https://doi.org/10.1146/annurev.psych.49.1.65

Pettigrew, T. F., & Tropp, L. R. (2006). A meta-analytic test of intergroup contact theory.
Journal of Personality and Social Psychology, 90, 751-783. https://doi.org/10.1037/0022-
3514.90.5.751

Plaut, V. C., Garnett, F. G., Buffardi, L. E., & Sanchez-Burks, J. (2011). “What about me?”
Perceptions of exclusion and Whites' reactions to multiculturalism. Journal of Personality and
Social Psychology, 101(2), 337—353. https://doi.org/10.1037/a0022832

powell, j. (2023). Belonging without othering. Presentation at the 2023 Changemakers
conference hosted by the Center for Nonprofit Excellence. Retrieved from:
https://perception.org/blog/belonging-without-othering-john-powell/

Purdie Greenaway, V., & Turetsky, K. M. (2020). Socioecological diversity and inclusion: a
framework for advancing diversity science. Current Opinion in Psychology, 32, 171-176.
https://doi.org/10.1016/j.copsyc.2019.09.008

Purdie-Vaughns, V., Steele, C. M., Davies, P. G., Ditimann, R., & Crosby, J. R. (2008). Social
identity contingencies: How diversity cues signal threat or safety for African Americans in
mainstream institutions. Journal of Personality and Social Psychology, 94(4), 615—

630. https://doi.org/10.1037/0022-3514.94.4.615

Riordan, C. (1978). Equal-status interracial contact: A review and revision of the concept.
International Journal of Intercultural Relations, 2(2), 161-185. https://doi.org/10.1016/0147-
1767(78)90004-4

Roberts, S. O., Bareket-Shavit, C., Dollins, F. A., Goldie, P. D., & Mortenson, E. (2020). Racial
inequality in psychological research: Trends of the past and recommendations for the future.
Perspectives on Psychological Science, 15(6), 1295-1309.
https://doi.org/10.1177/1745691620927709

Rucker, J. M., & Richeson, J. A. (2021). Toward an understanding of structural racism:
Implications for criminal justice. Science, 374, 286-290. https://doi.org/10.1126/science.abj7779

21


https://doi.org/10.1002/tl.284
https://doi.org/10.1177/0098628314562524
https://doi.org/10.1177/0146167220942625
https://doi.org/10.1037/a0017880
https://doi.org/10.1146/annurev.psych.49.1.65
https://doi.org/10.1037/0022-3514.90.5.751
https://doi.org/10.1037/0022-3514.90.5.751
https://psycnet.apa.org/doi/10.1037/a0022832
https://doi.org/10.1016/j.copsyc.2019.09.008
https://psycnet.apa.org/doi/10.1037/0022-3514.94.4.615
https://doi.org/10.1016/0147-1767(78)90004-4
https://doi.org/10.1016/0147-1767(78)90004-4
https://doi.org/10.1177/1745691620927709
https://doi.org/10.1126/science.abj7779

Saguy, T., Tausch, N., Dovidio, J. F., & Pratto, F. (2009). The irony of harmony: Intergroup
contact can produce false expectations for equality. Psychological Science, 20, 114-121.
https://doi.org/10.1111/].1467-9280.2008.02261.x

Schaeffer, K., & Edwards, K. (2022). Black Americans differ from other U.S. adults over
whether individual or structural racism is a bigger problem. Pew Research Center.
https://www.pewresearch.org/short-reads/2022/11/15/black-americans-differ-from-other-u-s-
adults-over-whether-individual-or-structural-racism-is-a-bigger-problem/

Schreiber, J. A., Tropp, L. R., & Ulug, O. M. (2024). Comparing the roles of positive and
supportive intergroup contact on social cohesion and social change: Theoretical extensions and
practical implications. Translational Issues in Psychological Science, 10(1), 21-34.
https://doi.org/10.1037/tps0000388

Schroeder, J., & Risen, J. L. (2016). Befriending the enemy: Outgroup friendship longitudinally
predicts intergroup attitudes in a coexistence program for Israelis and Palestinians. Group
Processes & Intergroup Relations, 19(1), 72-93. https://doi.org/10.1177/1368430214542257

Selvanathan, H. P., Techakesari, P., Tropp, L. R., & Barlow, F. K. (2018). Whites for racial
justice: How contact with Black Americans predicts support for collective action among White
Americans. Group Processes & Intergroup Relations, 21(6), 893-912.
https://doi.org/10.1177/1368430217690908

Shelton, J. N. (2000). A reconceptualization of how we study issues of racial prejudice.
Personality and Social Psychology Review, 4, 374-390.
https://doi.org/10.1207/S15327957PSPR0404 6

Shnabel, N., Nadler, A., Ullrich, J., Dovidio, J. F., & Carmi, D. (2009). Promoting reconciliation
through the satisfaction of the emotional needs of victimized and perpetrating group members:
The needs-based model of reconciliation. Personality and Social Psychology Bulletin, 35(8),
1021-1030. https://doi.org/10.1177/0146167209336610

Shook, N. J., & Clay, R. (2012). Interracial roommate relationships: A mechanism for promoting
sense of belonging at university and academic performance. Journal of Experimental Social
Psychology, 48(5), 1168-1172. https://doi.org/10.1016/j.jesp.2012.05.005

Shuman, E., van Zomeren, M., Saguy, T., Knowles, E., & Halperin, E. (2024). Defend, Deny,
Distance, and Dismantle: A New Measure of Advantaged Identity Management. Personality and
Social Psychology Bulletin. Advance online publication.
https://doi.org/10.1177/01461672231216769

Singer, J. A. (2004). Narrative identity and meaning making across the adult lifespan: An
introduction. Journal of Personality, 72(3), 437-460. https://doi.org/10.1111/].0022-
3506.2004.00268.x

Skinner-Dorkenoo, A. L., George, M., Wages, J. E., Sanchez, S., & Perry, S. P. (2023). A
systemic approach to the psychology of racial bias within individuals and society. Nature
Reviews Psychology, 2, 392-406. https://doi.org/10.1038/s44159-023-00190-z

Steele, C. M., Spencer, S. J., & Aronson, J. (2002). Contending with group image: The
psychology of stereotype and social identity threat. In M. P. Zanna (Ed.), Advances in

22


https://doi.org/10.1111/j.1467-9280.2008.02261.x
https://www.pewresearch.org/short-reads/2022/11/15/black-americans-differ-from-other-u-s-adults-over-whether-individual-or-structural-racism-is-a-bigger-problem/
https://www.pewresearch.org/short-reads/2022/11/15/black-americans-differ-from-other-u-s-adults-over-whether-individual-or-structural-racism-is-a-bigger-problem/
https://doi.org/10.1177/1368430214542257
https://doi.org/10.1177/1368430217690908
https://doi.org/10.1207/S15327957PSPR0404_6
https://doi.org/10.1177/0146167209336610
https://doi.org/10.1016/j.jesp.2012.05.005
https://doi.org/10.1177/01461672231216769
https://doi.org/10.1111/j.0022-3506.2004.00268.x
https://doi.org/10.1111/j.0022-3506.2004.00268.x
https://doi.org/10.1038/s44159-023-00190-z

experimental social psychology (Vol. 34, pp. 379-440). Academic Press.
https://doi.org/10.1016/S0065-2601(02)80009-0

Stephan, W. G. (2006). Bridging the researcher-practitioner divide in intergroup relations.
Journal of Social Issues, 62(3), 597-605. https://doi.org/10.1111/].1540-4560.2006.00475.x

Strayhorn, T. L., & Johnson, R. M. (2014). Why are all the White students sitting together in
college: Impact of Brown v. Board of Education on cross-racial interactions among Blacks and
Whites. Journal of Negro Education, 83(3), 385-399.
https://doi.org/10.7709/jnegroeducation.83.3.0385

Tienda, M. (2013). Diversity # Inclusion: Promoting integration in higher education.
Educational Researcher, 42(9), 467-475. https://doi.org/10.3102/0013189X13516164

Tropp, L. R. (2006). Stigma and intergroup contact among members of minority and majority
status groups. In S. Levin & C. Van Laar (Eds.), Stigma and group inequality: Social
psychological perspectives (pp. 171-191). Erlbaum.

Tropp, L. R. (2008). The role of trust in intergroup contact: Its significance and implications for
improving relations between groups. In U. Wagner, L. R. Tropp, G. Finchilescu, & C. Tredoux
(Eds.), Improving intergroup relations: Building on the legacy of Thomas F. Pettigrew (pp. 91-
106). Blackwell. https://doi.org/10.1002/9781444303117.ch7

Tropp, L. R., & Barlow, F. K. (2018). Making advantaged racial groups care about inequality:
intergroup contact as a route to psychological investment. Current Directions in Psychological
Science, 27(3), 194-199. https://doi.org/10.1177/0963721417743282

Tropp, L. R., & Bianchi, R. A. (2006). Valuing diversity and interest in intergroup contact.
Journal of Social Issues, 62(3), 533-551. https://doi.org/10.1111/].1540-4560.2006.00472.x

Tropp, L. R., & Dehrone, T. A. (2022). Cultivating contact: A guide for building bridges and
meaningful connections between groups. Resource guide developed in collaboration with the
Center for Inclusion and Belonging at American Immigration Council and Welcoming America.
Retrieved from: https://welcomingamerica.org/resource/cultivating-contact-a-quide-to-building-
bridges-and-meaningful-connections-between-groups/

Tropp, L. R., & Morhayim, L. (2023). Designing, implementing, and evaluating social mixing
programs: A toolkit for IOM and its partners. International Organization for Migration.
Retrieved from: https://publications.iom.int/books/designing-implementing-and-evaluating-
impact-social-mixing-programmes-toolkit-iom-and-its

Tropp, L. R., & Pettigrew, T. F. (2005). Relationships between intergroup contact and prejudice
among minority and majority status groups. Psychological Science, 16(12), 951-957.
https://doi.org/10.1111/j.1467-9280.2005.01643.x

Tropp, L. R., Ulug, O. M., & Uysal, M. S. (2021). How intergroup contact and communication
about group differences predict collective action intentions among advantaged

groups. International Journal of Intercultural Relations, 80, 7-16.
https://doi.org/10.1016/j.ijintrel.2020.10.012

23


https://doi.org/10.1016/S0065-2601(02)80009-0
https://doi.org/10.1111/j.1540-4560.2006.00475.x
https://doi.org/10.7709/jnegroeducation.83.3.0385
https://doi.org/10.3102/0013189X13516164
https://doi.org/10.1002/9781444303117.ch7
https://doi.org/10.1177/0963721417743282
https://doi.org/10.1111/j.1540-4560.2006.00472.x
https://welcomingamerica.org/resource/cultivating-contact-a-guide-to-building-bridges-and-meaningful-connections-between-groups/
https://welcomingamerica.org/resource/cultivating-contact-a-guide-to-building-bridges-and-meaningful-connections-between-groups/
https://publications.iom.int/books/designing-implementing-and-evaluating-impact-social-mixing-programmes-toolkit-iom-and-its
https://publications.iom.int/books/designing-implementing-and-evaluating-impact-social-mixing-programmes-toolkit-iom-and-its
https://doi.org/10.1111/j.1467-9280.2005.01643.x
https://doi.org/10.1016/j.ijintrel.2020.10.012

Tropp, L. R., White, F., Rucinski, C. L., & Tredoux, C. (2022). Intergroup contact and prejudice
reduction: Prospects and challenges in changing youth attitudes. Review of General Psychology,
26(3), 342-360. https://doi.org/10.1177/10892680211046517

Ulug, O. M., & Tropp, L. R. (2021). Witnessing racial discrimination shapes collective action for
racial justice: Enhancing awareness of privilege among advantaged groups. Journal of Applied
Social Psychology, 51(3), 248-261. https://doi.org/10.1111/jasp.12731

Van Assche, J., Swart, H., Schmid, K., Dhont, K., Al Ramiah, A., Christ, O., Kauff, M.,
Rothmann, S., Savelkoul, M., Tausch, N., Woélfer, R., Zahreddine, S., Saleem, M., & Hewstone,
M. (2023). Intergroup contact is reliably associated with reduced prejudice, even in the face of
group threat and discrimination. American Psychologist, 78(6), 761-774.
https://doi.org/10.1037/amp0001144

Verkuyten, M., Thijs, J., & Bekhuis, H. (2010). Intergroup contact and ingroup reappraisal:
Examining the deprovincialization thesis. Social Psychology Quarterly, 73(4), 398-416.
https://doi.org/10.1177/0190272510389015

Walton, G. M., & Cohen, G. L. (2007). A question of belonging: Race, social fit, and
achievement. Journal of Personality and Social Psychology, 92(1), 82-96.
https://doi.org/10.1037/0022-3514.92.1.82

Watkins, N. D., Larson, R. W., & Sullivan, P. F. (2007). Bridging intergroup difference in a
community youth program. American Behavioral Scientist, 51(3), 380-402.
https://doi.org/10.1177/0002764207306066

Wolfgruber, D., Sturmer, L., & Einwiller, S. (2022), Talking inclusion into being:
communication as a facilitator and obstructor of an inclusive work environment. Personnel
Review, 51(7), 1841-1860. https://doi.org/10.1108/PR-01-2021-0013

Yogeeswaran, K., Gale, J., & Verkuyten, M. (2021). Interculturalism as a strategy to manage
diversity: Moving psychological research beyond colorblindness and multiculturalism. Social
and Personality Psychology Compass, 15(10), e12640. https://doi.org/10.1111/spc3.12640

Zheng, L. (2022). To avoid DEI backlash, focus on changing systems — not people. Harvard
Business Review. Retrieved from: https://hbr.org/2022/09/to-avoid-dei-backlash-focus-on-
changing-systems-not-people

24


https://doi.org/10.1177/10892680211046517
https://psycnet.apa.org/doi/10.1111/jasp.12731
https://doi.org/10.1037/amp0001144
https://doi.org/10.1177/0190272510389015
https://doi.org/10.1037/0022-3514.92.1.82
https://doi.org/10.1177/0002764207306066
https://doi.org/10.1108/PR-01-2021-0013
https://doi.org/10.1111/spc3.12640
https://hbr.org/2022/09/to-avoid-dei-backlash-focus-on-changing-systems-not-people
https://hbr.org/2022/09/to-avoid-dei-backlash-focus-on-changing-systems-not-people

