




















How do | respond
to someone that
says, ‘All Lives

Matter.?

First and foremost don’t judge or attack this
person. Entering the conversation without
that type of judgment is important to creating
better dialogue. You can say something like, |
understand where you're coming from, but |
don't agree. And here's why.”

This is when it helps to be armed with
materials about systemic racism, because
you can speak to the facts. We see systemic
oppression along politics, economics, in the
educational system and more. Sometimes
people don't have the data that they may
need to think about other framings, such as
Black Lives Matter.

If they're in the workplace, they may need to
see data that shows understanding where
minoritized racial communities come from
creates a more inclusive and productive climate.

Help them build an understanding that there
is oppression, and that not everyone is
treated equally in our society.

It's also okay to acknowledge that it would be
great if all lives matter and we were all equal,
but we're not there yet. The point that we are
at now is that black lives need to matter
because they haven'tin the past, in
comparison to the historical treatment of
white people as fully human (and black
people, not). Systemic racism, violence
against black people and more, these are the
results of black lives not mattering.

Wrap it up with something like, “This iswhy |
shared this data with you on systemic racism,
S0 you can understand where I'm coming
from and you know | come from a place of
good intention as well. Here’s some more
resources if you want to learn more”
















ow does an organization start to
ulld an inclusive environment for
lack, Indigenous, and People of
olor (BIPOC)?

One of the most powerful ways to achieve inclusivity, and retain the talent of BIPOC
employees, is offering a mentorship program. In a comprehensive 2017 report about
mentoring and climate, 75% of employees of color said mentoring was vital for their career.

Having a mentorship program in your organization that understands the unique challenges
_ that BIPOCs face can help them thrive. The key to successful mentoring programs is aligning

the mentorship with racial equity oriented DEI goals. This means mentors, regardless of racial

identity, should not ignore or avoid when BIPOCs speak of their challenges with racism.
_ Mentoring interactions can be described as providing two primary functions: career support
and psychosocial support. Career functions include exposure and visibility, sponsorship,
coaching, protection and access to challenging assignments. In contrast, psychosocial
functions include role modeling, acceptance and confirmation of a person of color’s racial
experience, counseling and friendship.



What are some Initial steps
an organization can take In
working towards anti-racism?

A great first step is to work with a third party for a racial equity audit. This usually consists of:

Analyzing strategic plans, performance reviews, job postings, website, marketing
collateral, and other materials to help assess the organization

Interviews of staff and stakeholders.

Creating a climate and inclusion survey to collect information from a larger group
of people in the organization’s ecosystem

Analyzing and present findings

Working with leadership to determine an anti-racism strategic plan




f being an anti-racist
leader s a never
ending process, how
can we remain
optimistic & engaged?

Think of being an anti-racist leader as an ongoing
practice. At the end of the day, no one is 100% bias
free. The goal is to be mindful and informed about
issues of race, and to have it as a goal that you're
always working towards being less and less biased
each day.

There are levels to implementing anti-racism for
diversity, equity and inclusion. It starts at awareness
and leads up to innovation and breakthrough
performance. You can assess where you're at in this
process by collecting data from within your
organization, through a racial equity audit.

For example, an audit could deploy a diversity, equity,
and inclusion survey, to show whether or not people

feel a sense of belonging or inclusion at your
organization. What does that data from the audit
reveal?

This concept of data to tell the story of becoming
anti-racist is really important. Many people in
positions of power might not understand the scope
of work that needs to be done, or even the progress
that has been made, data can bring light to that.

Once you have this data, you can use that to begin to
build what an anti-racist workplace should look like.
Then, you do another assessment in six months or a
year and see what you can do to make it even better.
That's the point. It's a continuous process of
constant assessment and rebuilding, making your
workplace more and more inclusive everyday






