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Land
Acknowledgment

In the Spirit of Truth and Reconciliation we
acknowledge that we are gathered today on
the customary and traditional lands of the
Indigenous Peoples of this territory.




Racial Equity, Diversity, &
Inclusion in the Workplace

* Using a racial equity lens: why, how, when

Self assessment tools

Strategies for convening successful
conversations about race and racism

Resources for further study and planning
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| CecalkauyDvesiy gindsen




Next step”
D o 53'\‘““‘5

Establish a Shared Language

If we aren’t clear on the words and ideas, how will we be clear on the solutions?






“Race is the child of racism,
not the father”

- Ta-Nehisi Coates



NROING racial nequalnes
maintained by sodety.

INSTITUTIONAL
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Applying a Racial Equity Lens
means:

* Analyzing data and information about race and ethnicity;
* Understanding disparities and learning why they exist;

* Looking at problems and their root causes from a structural
standpoint;

* Naming race explicitly when talking about problems;

* Developing solutions that reflect intentional strategies to
eliminate policies, practices, attitudes and cultural
messages that reinforce differential outcomes by race.



Why use a racial equity lens to frame issues?

It reveals a reality that often goes unnamed. Ignoring racism helps perpetuates it.

It offers evidence of racism by documenting unequal impacts and disparate outcomes.
It challenges prevailing cultural norms and myths.

It emphasizes the need for institutional and policy change.

It points to equitable solutions that address systems rather than symptoms.




The Race
Equity
Cycle

Senior leaders set the tone
and drive progress of the
work across the organization.

Source: Equity in the Center’'s AWAKE to WOKE to WORK: Building a Race Equity Culture



PERSONAL BELIEFS &

BEHAVIORS

POLICIES & PROCESSES

AWAKE

WOKE

WORK

Believe diverse representation
is important, but may feel
uncomfortable discussing
issues tied to race

Prioritize an environment
where different lived
experiences and backgrounds
are valued and seen as assets
to teams and to the
organization

Model a responsibility to
speak about race, dominant
culture, and systemic racism
both inside and outside the
organization

Source: Equity in the Center’'s AWAKE to WOKE to WORK: Building a Race Equity Culture

Place responsibility for creating and

enforcing DEI policies within HR
department

Take responsibility for a long-term
change management strategy to
create a race equity culture, which
includes having a critical mass of
people of color

Show a willingness to review
personal and organizational
oppression; identify organizational
power differentials and change
them by exploring alternative
leadership models, such as shared
leadership

Have started to gather data
about race disparities in the
populations they serve

Disaggregate internal staffing
data to identify where race
disparities exist, such as
compensation and promotion,
then analyze that data to find
root causes of race disparities

Can illustrate, through
longitudinal outcomes data
how their efforts are impacting
race disparities in the
communities they serve



How Companies Can Integrate Racial Equity



. INCLUSION

Diversity of Inclusion: Equity:

people, pOWer, voice, results from
perspectives organizational policy, practice,
culture position

Equity is grounded in policies and practices that are informed by an inclusive group of diverse people







It starts at the top

Senior leaders must
comprehend the four levels of
racism, as well as their own
roles in perpetuating structural
racism, and then identify
resources to collectively
establish a strong knowledge
base.



Resource allocation

When a company supports an
initiative, it follows up by
investing money and people
resources into such action.



The four-pronged diversity strategy

1. Diversity hiring, promotion
and compensation

2. Building an inclusive culture

3. Investing in diversity and
equity in the value chain

4. Use your corporate voices to
promote racial equity



While race is a social construction
and “color-blindness” a myth, racial
inequity is a real, lived experience.




As is the case among
the rest of the
workforce, the
perceptions of HR
professionals are
subject to racial
difference.






Next

Survey Your Employees S



Reframing Through a
Racial Equity Lens

Step

Step

Step




Explicitly and publicly use
language and analysis

that describes an issue as
a matter of racial justice.

Reframing Through a
Racial Equity Lens

Step

Step

Step




The hatred of Black hair goes beyond ignorance, it’s racism!

“She Smells Like Patchouli Oil And Weed:” Giuliana Rancic
Makes Disgusting Comment About Zendaya Coleman’s
Faux Locs



Our hair is the physical marker that

distinguishes us from all other racial groups

While most of the world’s
population is people of color,
there are few populations
beyond those of African
descent (and some
Polynesians, Micronesians,

and Melanesians) who have
Afro hair.



The hatred of Black hair goes beyond ignorance, it’s systemic racism!



Hair Discrimination Hurts Black Students at School

Schools upholding their view of “normal” could cause bullying and confusion about cultural norms, experts say.










In Closing



Thank you for listening!

Any Questions?



Racial Equity Resources



Tools

The Power of a Shared Language for Advancing Racial Equity
Race Matters Institute of JustPartners, Inc.

Advancing the Mission: Tools for Equity, Diversity, and Inclusion
Annie E. Casey Foundation

Becoming a Catalyst for Social Justice: A Tool For Aligning Internal Operations to Produce Progress

Betty Emarita, Effective Communities, LLC

Frameworks & Approaches, Understanding Racial Inequities in Policies, Programs & Grantmaking-Racial Equity
Campaign

Funders for LGBTQ Issues

Racial Equity Impact Assessment
Race Forward

Racial Equity Toolkit: Applying a Racial Equity Lens to your Organization
Housing Development Toolkit
Equity Audit

Beloved Community

Resources

Using a Racial Equity Lens
YouTube Video by Cynthia Muller

How to promote racial equity in the workplace
Harvard Business Review Article

Income Inequality Is Linked To Health Inequities, And The Gap ...
NPR Public Health Article

The cost of work stress - and how to reduce it

TED@WellsFargo Talk by Rob Cooke

Race Forward’s What is Systemic Racism? [VIDEOS]

How childhood trauma affects health across a lifetime

TED Talk by Dr. Nadine Burke Harris


https://co4kids.org/sites/default/files/ThePowerofUsingSharedLanguageFINAL.pdf#:%7E:text=A%20shared%20language%20assures%20that%20we%20are%20referring,terms%20with%20one%20another%20but%20meaning%20different%20things.
http://www.racialequitytools.org/resourcefiles/caseyann.pdf
http://www.racialequitytools.org/resourcefiles/emarita.pdf
http://www.racialequitytools.org/resourcefiles/lgbtq1.pdf
http://www.racialequitytools.org/resourcefiles/lgbtq1.pdf
https://www.raceforward.org/sites/default/files/RacialJusticeImpactAssessment_v5.pdf
https://www.housingconsortium.org/wp-content/uploads/2016/11/Racial-Equity-Toolkit-Downloadable.pdf
https://www.wearebeloved.org/equity-audit
https://www.youtube.com/watch?v=XPWMQ2Bes7s&feature=emb_logo
https://hbr.org/2020/09/how-to-promote-racial-equity-in-the-workplace
https://www.npr.org/sections/health-shots/2019/06/28/736938334/the-gap-between-rich-and-poor-americans-health-is-widening
https://www.ted.com/talks/rob_cooke_the_cost_of_work_stress_and_how_to_reduce_it
https://www.raceforward.org/videos/systemic-racism
https://www.ted.com/talks/nadine_burke_harris_how_childhood_trauma_affects_health_across_a_lifetime

Self Assessment

Consider the following statements and select the
one that best describes how you feel:

| am very comfortable talking about race/racism

| am usually comfortable talking about race/racism

| would rather not talk about race/racism

| am usually uncomfortable talking about race/racism

Then use a sentence-stem to engage in
personal reflection:

* The hard part of talking about race/racism is...

* The beneficial part of talking about race/racismiis...




How To Get
Started

Establish

Identify

Disaggregate

Establish a shared vocabulary.

eGround your organization in shared meaning around race equity, structural racism, and other terms
related to this work.

Identify race equity champions within senior leadership or your board.

eSelect those who can set race equity priorities, communicate them broadly, drive accountability,
and influence the speed and depth at which race equity is embedded in the organization.

Name race equity work as a strategic imperative for your organization.

eDefine and communicate how race equity connects to your mission, vision, organizational values,
and strategies.

Open a continuous dialogue about race equity work.

eUse research and learnings from other organizations to start the conversation with your team or
individuals who are invested in your organizational cause.

Disaggregate data.

eCollect, disaggregate, and report relevant data to get a clear picture of inequities and outcomes
gaps both internally and externally.



Ongoing Learning, Conversations

and Collaboration = oS Moo )

* Learn the history and context of structural racism in the United States, and how it has affected Black, Indigenous, and people of
color (BIPOC).

* Note: Racial Equity Tools has an extensive library of resources.

* Listen to the lived experiences (within your organization and externally) of BIPOC without placing the emotional burden of
justifying the validity of those experiences on them.

* Reflect on the role that leaders and their organizations play in perpetuating structural racism and dominant culture, which is an
organizational culture influenced by the leadership, management, and development of white men and women.

* Examine the effects of implicit bias on hiring and promotion, professional development, team power dynamics, and other critical
program, management, funding, and operations decisions.

* Consider the messages, both implicit and explicit, that leaders and leadership styles shaped by dominant culture send to staff,
communities, and stakeholders.

* Define roles and goals around race equity.

* Fund race equity initiatives so that resources, including consultants, training programs, and one-on-one coaching, are available to
grow staff capacity.



Envisioning a Race Equity Culture

Organizations that demonstrate this commitment exhibit
characteristics, including the following:

» Leadership ranks hold a critical mass of people of color

 Staff, stakeholders, and leaders are skilled at talking about
race, racism, and their implications

* Programs are culturally responsive and explicit about race,
racism, and race equity

* Communities are treated as stakeholders, leaders, and
assets to the work

* Evaluation efforts incorporate the disaggregation of data

* Expenditures reflect organizational values and a
commitment to race equity

e Continuous improvement in race equity work is prioritized

Source: Equity in the Center’'s AWAKE to WOKE to WORK: Building a Race Equity Culture



What if Human Resources and Diversity and Inclusion were fully integrated?




SHRM CEO Johnny C. Taylor, Jr. Introduces Together Forward @Work Initiative




It’s In Our Hands — Together Forward @Work - Programmed and Sponsored by SHRM - CNBC @Work Summit




Together Forward

Together Forward @Work is a call to action for the business
community to drive racism and social injustice out of
America’s workplaces one honest conversation at a time.

To create better workplaces, first we must improve the
cultures that fuel them.

Let’s talk about confronting workplace racism.

1. Invite a colleague to have coffee, either in person or
virtually.

2. Use these cards to start a conversation.
3. Listen and ask thoughtful questions.

4. Use insights gained to start making true workplace
change.
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