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Microaggression Theory
Introduction
An organization is a place where people with different educational qualifications and careers, diverse cultures, and different interests come together with a common goal of making profits. For the organization's goal to be attained, the employees must work in close coordination with each other by ensuring teamwork (DeSalles, Morigeau & Michaels, 2018). The organization needs to have someone responsible for the coordination of the day to day activities. The employees need to be managed well for them to feel accountable for the organization's operations. Through organization management, employees get to work together to accomplish the task given at a given time frame. There exists a variety of organizational theories that help managers to evaluate the issues that employees encounter in and out of the workplace. One of the hallmarks of practical managerial skills development is to become aware of different perspectives and the challenges faced by our employees. Effective organization management can identify the various issues in the organization, thus providing solutions. 
Microaggression refers to hostile or unfair behaviors to people due to the difference in group membership. Microaggression is everyday verbal behaviors that sent insulting messages to a specific group of people (DeSalles, Morigeau & Michaels, 2018). This case may be due to variation in groups such as; race, gender, religion, culture, and social class. Since organizations are made up of people from different backgrounds, this case of microaggression is a common issue. Organizations need unity and collaboration to achieve their goals. The difference in race, culture, interests, and gender increases the chances of microaggression. Nowadays, people find conflict in such issues as gender and race differences. The dispute affects the performance of employees at work. It is the responsibility of a modern manger to manage topics such as microaggression in the organization. 
The common practice of microaggression makes people vulnerable, angry, and afraid of their lives. Microaggression practices deny people of their freedom of expression at their workplace (Torino, Rivera, Capodilupo, Nadal & Sue, 2018). In the book microaggression theory: influence and implications, Torino confirms that microaggression affects the performance of employees at work. The book addresses the issues of microaggression within organizations in a sociopolitical context due to differences in group membership. It explains how microaggression prevents perpetrators from expressing their ideas in psychological dilemmas. It also discusses privilege and cultural appropriation as a way of managing microaggression issues in organizations. The book gives details on the psychological effects of microaggression I field, such as trauma, related stress syndrome, and the perpetrator's impact. The impact of microaggression on education, employment, and media are clearly explained through the book. The book confirms that social policies and practices can help reduce the effects of microaggression n different fields, such as organizations. 
Critical analysis
Microaggression is very common in the workplace. This case is because the people who come to work at an organization are of a different race, gender, interest, and social class. People tend to express their feelings towards other people by saying an insulting word (Johnson, Smith, & Hodari, 2017). This situation may be knowingly or unknowingly. A workplace is a place where people need to work together to ensure that their tasks get done at the right time. Most of the organizations use diversity to expand their organizational operations. The difference is a common source and trigger of microaggression. It is difficult for employees to work under such an environment full of insults and negativity. Employees at the lower levels of work get discriminated. At work, the main form of microaggressions is a result of the difference in race, gender, and other minor types of biasness. Inequality and unfair treatment at work is a form of macroaggression which affects employees emotionally and physically. When employees feel as if they have been mistreated, they do not work as expected, which reduces their work to turn over. Most women still face gender-biased microaggression at work.
Microaggression affects the education program. It is essential for education to be offered in an environment where everyone feels comfortable and welcomed. Microaggression prevents students from receiving the right knowledge at schools (Young, Anderson & Stewart, 2015). Most students in America face racial and geographical discrimination, which makes them live in fear at school. This situation affects their class performance. Microaggressions show cultural differences among people, which makes it uncomfortable for the victim — practices of microaggression to students lower their self-esteem. Microaggression prevents perpetrators from expressing their ideas in psychological dilemmas. Mostly microaggressions are not intentional and are not meant to hurt or insult people of a different group membership. Racism and discrimination may have adverse health issues on the victim. Racism experience leads to traumatic stress on the targeted victim. Health officers have confirmed that discrimination and any other form of microaggression lead to poor health. This case may be directly or indirectly. A high level of stress on a victim's body may lead to the body tissues tearing away due to social class and race differences. People lose trust in each other. Racial discrimination has led to people suffering confidence in physicians who are black, thus leading to poor health. 
When people get exposed to discrimination, they tend to use drugs to fill the void feeling. Abusive use of drugs affects people's health. Even though microaggression may not be direct discrimination or unequal treatment, some covert actions and messages jeopardize the health of the target individual negatively (Johnson, Smith, & Hodari, 2017). Since microaggression is subtle messages to different group membership, it may be difficult for one to identify them. Discrimination is a common practice and issue in most nations in the world. This case is a result of how people perceive those from the unrepresented groups. It is the discrimination which has reduced from slavery and racism to the subtle acts referred to as microaggressions at the workplace. Most practices of microaggression are from well-intentioned people who send messages of biasness unaware. Such biasness may be in actions or beliefs. Improving the relationship between employees and management helps minimize the impact of microaggressions in an organization. It is always wise for the targeted individual not to overreact but take time and study the situation. 
Connection to The Role of The Modern Manager
The purpose of an advanced manager in an organization is to oversee the organization's operations. A new manager coordinates and plans the tasks to be carried out in an organization. The success of an organization is in the hands of the manger (Dalton & Villagran, 2018). The manager should ensure that the employee's issues get dealt with for the organization's goals to be attained. Even though microaggressions are challenging to identify, a modern crib should advise their employees to acknowledge their existence. Organizations are faced with various changes as they grow, which bins should be competent to cope with. A modern manager should be able to acknowledge whatever change comes their way by using it as an opportunity for the organization's growth. A current manager should be able to work and relate well with people at work. 
A manager with social skills can identify any form of microaggression among employees. It is, therefore, the manager's responsibility to control and coordinate employees to focus on the main goals of the organization (Dalton & Villagran, 2018). Employees need a conducive working environment for the effective execution of their duties in an organization. Therefore, managers should provide a safe and secure working environment for the employees. When the workplace is conducive, the productivity of the organization is improved. A modern manager should accept that microaggressions exist among employees and then come up with strategies that would help minimize the effect of microaggressions on the organization's objective. A manager should create a strong relationship with employees in such a way that they can come to him in case of a microaggression in the organization. 
Conclusion
[bookmark: _GoBack]Employees should be a position where they are comfortable to share the issues they face at the workplace with their managers. The manager should come up with a program to conduct training to employees on how to handle a microaggression case of it occurs at work. this precaution is done to ensure that the microaggression practices do not affect the success of an organization (Dalton & Villagran, 2018). It is good for organizations to come up with a policy where the employees have boundaries when it comes to their culture and background differences. Microaggressions are very harmful to the target individuals and may even affect their entire life. It is, therefore, advisable for one to know that microaggressions exist in different environments such as schools, at work, and even on the streets. Acknowledging their existence is the first step to deal with microaggressions. And the second is copying with the microaggression to ensure the impact is not severe. It the responsibility of each one of us to build a comfortable living environment for the people around us.
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