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About Equity in the Center
Equity in the Center works to shift mindsets, practices, and systems within the social
sector to increase racial equity. We envision a future where nonprofit and
philanthropic organizations advance race equity internally while centering it in their
work externally.
Equity in the Center’s goals are:
● Nonprofit and philanthropic organizations adopt a Race Equity Culture focused on proactive counteraction of
social inequities
● Organizations define, implement, and advance race equity internally while advocating for it in their work
externally
● Race Equity is centered as a core goal of social impact across the sector
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Results
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•

Participants will be introduced to research and resources Equity in the Center
provides to support leaders and organizations in advancing race equity.

•

Participants will understand key research findings from the “Awake to Woke to
Work: Building a Race Equity Culture” publication, and how to apply the Race
Equity Cycle framework in their own work.

•

Participants will learn about management and operational levers that can shift
organizational culture towards race equity.

•

Participants will have time to put thinking and reflection into action through a
period of action planning time.

Terms and Definitions
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•

RACE EQUITY: The condition where one’s race identity has no influence on how one fares in society. Race
equity is one part of race justice and must be addressed at the root causes and not just the manifestations.
This includes the elimination of policies, practices, attitudes, and cultural messages that reinforce differential
outcomes by race.

•

RACE EQUITY LENS: The process of paying disciplined attention to race and ethnicity while analyzing problems,
looking for solutions, and defining success. A race equity lens critiques a “color blind” approach, arguing that
color blindness perpetuates systems of disadvantage in that it prevents structural racism from being
acknowledged. Application of a race equity lens helps to illuminate disparate outcomes, patterns of
disadvantage, and root cause.

•

RACE EQUITY CULTURE: A culture focused on proactive counteraction of social and race inequities inside and
outside of an organization.

Reflection Exercise
• Round One – Turn to a partner and share the top two changes
you think are necessary in driving race equity at your
organization.
• Round Two – Share with the full group your biggest hope and
fear coming into today’s discussion (they can be about this
session or your organization’s equity work overall).
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Data Walk Conversations
• Did you see anything that surprised you?
• What do you see around racial disparities in your organization?
• What do you see around racial disparities around your mission?
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Building A Race Equity Culture
in the Social Sector

SOCIAL SECTOR ORGANIZATIONS NEED A RACE EQUITY CULTURE TO ADDRESS
THE RACIAL LEADERSHIP GAP

Sources: Leading with Intent: 2017 National Index of Nonprofit
Board Practices, BoardSource; Pew Research Center

Source: Race to Lead: Confronting the Nonprofit Racial Leadership
Gap, Building Movement Project, 2017

Source: Race to Lead: Confronting the Nonprofit Racial Leadership
Gap, Building Movement Project, 2017

Creating a race equity culture and closing the racial leadership gap will
help organizations succeed at their missions.
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The Role of Levers in Building a Race Equity Culture
Senior Leaders

Learning Environment

Individuals in a formal leadership role

Investment in staff capacity

Managers

Data

Individuals who oversee operations of
teams

Metrics to drive improvements and focus

Board Of Directors

Organizational Culture

Governing body of an organization

Shared values, assumptions, and beliefs

Community
Populations served by the organization
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Agenda
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1

Senior Leaders Lever

5

Managers Lever

2

Board of Directors Lever

6

Learning Environment Lever

3

Organizational Culture Lever

7

Data Lever

4

Community Lever
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Questions?

Senior Leaders Lever
Personal Beliefs & Behaviors

Believe that diverse
representation is
important, but may feel
uncomfortable
discussing issues tied to
race
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Policies & Processes

Place responsibility for
creating and enforcing
DEI policies within HR
department

AWAKE

WOKE

Data

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

WORK

Senior Leaders Lever
Personal Beliefs
& Behaviors
Prioritize an environment
where different lived
experiences and backgrounds
are valued and seen as assets
to teams and to the
organization
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AWAKE

WOKE

Policies & Processes

Data

Evaluate hiring and
advancement requirements
that often ignore system
inequities and reinforce white
dominant culture, such as
graduate degrees and
internship experience

Disaggregate internal staffing
data to identify areas where
race disparities exist, such as
compensation and promotion

WORK

Senior Leaders Lever
Personal Beliefs
& Behaviors
Model a responsibility to
speak about race, dominant
culture, and structural racism
both inside and outside the
organization
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Policies & Processes
Show a willingness to review
personal and organizational
oppression, and have the
tools to analyze their
contribution to structural
racism

AWAKE

WOKE

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

WORK

Senior Leaders Lever in Practice
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AWAKE

Leadership for Educational Equity:
Analyzed disaggregated program data to identify how many people of color participated in external
leadership programs about running for elected office.

WOKE

Leadership for Educational Equity:
Sets and communicates goals around diversity, equity, and inclusion across all programming.
Incorporates goals into staff performance metrics. Adjusts strategy upon quarterly reviews at the
department and organizational levels.

WORK

Leadership for Educational Equity:
After a four-month pilot, executive coaching program for VPs expanded to a year-long investment. VPs
receive coaching about diversity/inclusion to help improve their team and organizational leadership.

Agenda
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4
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Questions?

Organizational Culture Lever
Personal Beliefs
& Behaviors

Are aware that a white
dominant workplace
culture exists, but expect
people to adhere to
dominant organizational
norms in order to
succeed
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Policies & Processes

Share the organization’s
commitment to DEI as
part of the onboarding
process of new
employees

AWAKE

WOKE

Data

Emphasize increasing
diverse staff
representation over
addressing retention
issues

WORK

Organizational Culture Lever
Personal Beliefs
& Behaviors
Are compelled to discuss
racially charged events with
their staff when they occur
without placing undue
responsibility on people of
color to explain or defend
themselves or their
communities
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Policies & Processes
Expect participation in race
equity work across all levels
of the organization

AWAKE

WOKE

Data
Have long-term strategic
plans and measurable goals
for creating an equity culture,
and an understanding of the
organizational change needed
to realize it

WORK

Organizational Culture Lever
Personal Beliefs
& Behaviors
Foster a positive environment
where people feel they can
raise race-related concerns
about policies and programs
without experiencing
negative consequences or
risking being labeled as a
troublemaker
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Policies & Processes
Thread accountability across
all efforts to support and
sustain a racially equitable
organization

AWAKE

WOKE

Data
Assess achievement of social
inclusion through employee
engagement surveys

WORK

Organizational Culture Lever in Practice
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AWAKE

Leadership for Educational Equity:
Established a DEI Team to set a vision and define positions, language, and curriculum to achieve it.
Year Up:
Created a design team comprised of a cross-section of staff that was diverse in terms of race and function.
Team met regularly for “deep dives” to improve DEI knowledge.

WOKE

Leadership for Educational Equity:
Created identity-based employee resource groups that invited cross-functional staff to discuss their
experiences and identify actions the organization can take to support them.
Year Up:
Held conversations with senior leadership to create clear definitions for diversity and inclusion prior to
writing a diversity statement.

WORK

Annie E. Casey Foundation:
Defined the work of race equity, as well as the organizations needed to understand and embrace it
internally, as mission-critical. Make a clear and explicit connection between their equity work and the
Foundation’s overall outcomes.

Agenda
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Questions?

Data Lever
Personal Beliefs
& Behaviors

Believe that successful
diversity means
increasing the number
of racially diverse people
on staff
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AWAKE

Policies & Processes

Focus on the number of
employees hired and
retained by
race/ethnicity

WOKE

Data

Track interventions from
HR or other parties to
mediate conflicts and
“misunderstandings”
based on race
differences

WORK

Data Lever
Personal Beliefs
& Behaviors
Support implementation of
new, race conscious ways to
measure initiatives,
programs, and internal
processes
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AWAKE

WOKE

Policies & Processes

Data

Measure job satisfaction and
retention by function, level,
and team

Disaggregate data by
demographics in every policy
and program measured
Track and publish race
representation statistics
among workforce,
consultants, vendors, etc.

WORK

Data Lever
Personal Beliefs
& Behaviors
Use data proactively to
inform and create their
strategies and new initiatives
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AWAKE

Policies & Processes
Assess alignment between
strategy metrics and equity
values

WOKE

Data
Measure race equity data by
using both quantitative and
qualitative data and holding
the organization accountable
to improve its impact

WORK

Data Lever in Practice
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AWAKE

Leadership for Educational Equity:
Established internal goals of racially diversifying their staff to more closely mirror the diversity of
their community

WOKE

Leadership for Educational Equity:
Administers a 90-day onboarding survey to gather feedback on staff experience working in an
inclusive environment. They also administer an employee satisfaction survey twice annually that is
disaggregated by race and gender.

WORK

Leadership for Educational Equity:
Reviewed current strategic goals through a race equity lens to identify areas where they could create
more identity-based programming for staff and stakeholders. Measure whether identity-based
leadership development efforts produce more racially diverse leaders in the education sector.

Agenda
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Questions?

Learning Environment Lever
Personal Beliefs
& Behaviors

Focus on increasing staff
knowledge about the
individual and
interpersonal levels of
racism (e.g., individual
biases, intercultural
communication, and
conflict skills)
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AWAKE

WOKE

Policies & Processes

Data

Have or are developing a
shared language around
race identity and issues
related to race, racism,
and race equity

Include demographics in
evaluation methods to
collect race-conscious
data on
program/training
efficacy

WORK

Learning Environment Lever
Personal Beliefs
& Behaviors
Expect members of the
dominant culture to
acknowledge and reduce the
emotional labor placed upon
people of color within the
organization regarding racerelated discussions
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Policies & Processes
Support teams to improve
their skills to work across
difference and use
constructive conflict to
inspire better thinking and
solutions

AWAKE

WOKE

Data
Employ non-traditional ways
to gather feedback on
program and trainings, which
may include interviews,
roundtables, and external
reviews

WORK

Learning Environment Lever
Personal Beliefs
& Behaviors
Critically reflect on their
progress and intentionally
work to sustain race equity
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Policies & Processes
Increase staff knowledge
about race equity and
facilitate difficult
conversations related to race
and racism

AWAKE

WOKE

Data
Use data to change culture
and formulate development
and learning plans for race
equity knowledge; track
employee learnings and any
resistance to growth

WORK

Learning Environment Lever in Practice
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AWAKE

Leadership for Educational Equity:
Developed a core fundamentals curriculum and implemented it for all teams to better understand race
and racism.

WOKE

Year Up:
As a part of their 360 review, each senior leader gets feedback on how effective they are at managing
diversity on their teams. Based on that feedback, leaders receive coaching on how to be a more
inclusive leader/lead inclusive teams. Additionally, white staff are trained as “allies,” both to support and
model facilitating dialogue on race within teams and learn how to effectively introduce topics that
people of color have expressed they are not comfortable raising publicly.

WORK

Leadership for Educational Equity:
Trains leadership on how to best support and advocate for people across identities (race, gender, ability,
sexual orientation, etc).

Moving the Work Forward
> Participants break into small groups. The goal is to prioritize
action steps on a specific timeline. Small groups will be
expected to share a recommended approach for making
progress on race equity at your organization.
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Agenda
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Questions?

THANK YOU!
Follow Us!
Facebook: Equity in the Center
Instagram: equity_in_the_center_
Twitter: @equityinthectr, @aplums22
Website - www.equityinthecenter.org
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