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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.

Nonprofit and philanthropic organizations adopt a Race Equity Culture focused on proac-
tive 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

Equity in the Center’s goals are:
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equity in our life and in our work. A Race Equity Culture 
is the antithesis of dominant culture, which promotes 
assimilation over integration and dismisses 
opportunities to create a more inclusive, equitable 
environment. The work of creating a Race Equity 
Culture requires an adaptive and transformational 
approach that impacts behaviors and mindsets as well 
as practices, programs, and processes.

The Race Equity Cycle
While each organization will follow its own path 
towards a Race Equity Culture, our research suggests 
that all organizations go through a cycle of change as 
they transform from a white dominant culture to a 
Race Equity Culture. These changes include increased 
representation; a stronger culture of inclusion; and the 
application of a race equity lens to how organizations 
and programs operate. We have coined this process 
the Race Equity Cycle. This journey of change pushes 
organizations to become more committed, more 
knowledgeable, and more skilled in analyzing race, 
racism, and race equity, and in placing these issues at 
the forefront of organizational and operational 
strategy. Because each organization is comprised of 
different people, systems, and histories, individual 
organizations will enter the Race Equity Cycle at 
different stages and will approach their race equity 
work with varying levels of organizational readiness.

Executive Summary
Achieving race equity — the condition where one’s racial 
identity has no influence on how one fares in society — 
is a fundamental element of social change across every 
issue area in the social sector. Yet the structural racism 
that endures in U.S. society, deeply rooted in our 
nation’s history and perpetuated through racist policies, 
practices, attitudes, and cultural messages, prevents us 
from attaining it. The impact of structural racism is 
evident not only in societal outcomes, but in the very 
institutions that seek to positively impact them: 

• Race Outcomes Gap. People of color fare worse than
their white counterparts across every age and income
level when it comes to societal outcomes. They
experience significant disadvantages in education,1
economic stability,2 health, life expectancy, and rates
of incarceration.3

• Racial Leadership Gap. BoardSource’s Leading with
Intent: 2017 National Index of Nonprofit Board
Practices found that people of color comprise 10% of
CEOs, 10% of Board Chairs, and 16% of Board
members.4 Compared to 40% of the working
population,5 these figures indicate a large gap between
race demographics of the working population and
social sector leadership. Building Movement Project’s
recent report, Race to Lead: Confronting the Nonprofit
Racial Leadership Gap, highlights that the racial
leadership gap is not a pipeline problem, nor is it due to
differences in education, skills, or interest; rather, it is a
structural problem within the sector.6 

The attainment of race equity requires us to examine all 
four levels on which racism operates (personal, 
interpersonal, institutional, and structural), recognize our 
role in enduring inequities, and commit ourselves to 
change. As a sector, we must center race equity as a core 
goal of social impact in order to fulfill our organizational 
missions. 

BUILDING A RACE EQUITY CULTURE
Equity in the Center believes that deep social impact is 
possible within the context of a Race Equity Culture — 
one that is focused on proactive counteraction of race 
inequities inside and outside of an organization. Building 
a Race Equity Culture is the foundational work when 
organizations seek to advance race equity; it creates the 
conditions that help us to adopt anti-racist mindsets and 
actions as individuals, and to center race 

https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal
http://stateofworkingamerica.org/fact-sheets/african-americans/
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
https://leadingwithintent.org/?__hstc=98438528.47ca696c84826bfd8626c83b2becf776.1514987143707.1514987143707.1514987143707.1&__hssc=98438528.1.1514987143707&__hsfp=3060434504
https://leadingwithintent.org/?__hstc=98438528.47ca696c84826bfd8626c83b2becf776.1514987143707.1514987143707.1514987143707.1&__hssc=98438528.1.1514987143707&__hsfp=3060434504
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/
http://www.buildingmovement.org/pdf/RacetoLead_NonprofitRacialLeadershipGap.pdf
http://www.buildingmovement.org/pdf/RacetoLead_NonprofitRacialLeadershipGap.pdf
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HOW TO GET STARTED 
There is no singular or ‘right’ way to engage in race 
equity work. Even if you don’t yet know the precise 
path your organization will take towards a Race Equity 
Culture, there are actionable steps to get started: 

1. Establish a shared vocabulary. Ground your 
organization in shared meaning around race equity, 
structural racism, and other terms related to this 
work. The Glossary found in the Appendix is a helpful 
starting point.

2. Identify race equity champions at the board and 
senior leadership levels. Select 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.

3. Name race equity work as a strategic imperative for 
your organization. Define and communicate how 
race equity connects to your mission, vision, 
organizational values, and strategies.

4.Open a continuous dialogue about race equity work. 
Use research and learnings from other organizations 
to start the conversation with your team or 
individuals who are invested in your organizational 
cause.

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

ENVISIONING A RACE EQUITY CULTURE
When your organization has fully committed to a Race 
Equity Culture, the associated values become part of its 
DNA — moving beyond special initiatives, task force 
groups, and check-the-box approaches into full 
integration of race equity in every aspect of its 
operations and programs. 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

• Continuous improvement in race equity work is 
prioritized

And while the impact will look and feel different at 
each stage of the Race Equity Cycle, we believe that 
all three stages mutually reinforce each other.

At the AWAKE stage, organizations are focused on 
people and on building a workforce and boards 
comprised of individuals from different race 
backgrounds. The primary goal is representation, with 
efforts aimed at increasing the number of people of 
different race backgrounds.

At the WOKE stage, organizations are focused on 
culture and on creating an environment where 
everyone is comfortable sharing their experiences, and 
everyone is equipped to talk about race equity and 
inequities. The primary goal is inclusion and internal 
change in behaviors, policies, and practices.

At the WORK stage, organizations are focused on 
systems to improve race equity. The primary goal is 
integration of a race equity lens into all aspects of an 
organization. This involves internal and external 
systems change and regularly administering a race 
equity assessment to evaluate processes, programs, 
and operations.

The Role of Levers in Building a Race 
Equity Culture
Our research identified seven levers — strategic 
elements of an organization that, when leveraged, 
build momentum towards a Race Equity Culture within 
each stage and throughout the Race Equity Cycle: 

SENIOR LEADERS  
Individuals in a formal leadership role 

MANAGERS 
Individuals who oversee operations of 
teams

BOARD OF DIRECTORS 
Governing body of an organization

COMMUNITY 
Populations served by the organization

LEARNING ENVIRONMENT 
Investment in staff capacity

DATA 
Metrics to drive improvements and 
focus

ORGANIZATIONAL CULTURE 
Shared values, assumptions, and 
beliefs
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Intended Audience 
This publication is relevant if you:
• Have some awareness that race equity is essential to 

driving impactful change within the social sector
• Want to play an active role in advancing race equity 

in your organization
• Lead, want to lead, or have been asked to lead race 

equity efforts within your organization
• Want to understand how to build a Race Equity 

Culture within your organization

Questions you may face as you enter into this work include:

• How do I create change as the only individual formally
engaged in race equity work in my organization?

• What tactics can I leverage to build a Race Equity
Culture?

• How can I speak on my personal experience with
racism and internalized racism in my organization?

• What is my role in leading this work as a person of
color?

• What is my role in leading this work as a white
person?

• What if I make a mistake?
• How much does race equity work cost, and how do I

operationalize it?
• How can I effectively engage senior leaders who may

be resistant to directly addressing issues of race and
equity?

• How do I assess my organization’s state with respect
to race equity?

• How do I lobby for the support race equity work
requires to be effective?

• How do measurement, data, and learning play a role
in driving organizational change around race equity?

We designed this publication with these audiences 
and questions in mind. Our goal is to meet you where 
you are in your current efforts to advance race equity 
— regardless of where you enter this work, or how 
comfortable you feel  with it. 

Before reading further, and especially if you are new 
to race equity work, we suggest you review the 
Glossary found in the Appendix to familiarize yourself 
with our terminology and intended meaning for words 
that are often misunderstood and misappropriated.

Methodology & Research
Equity in the Center created this publication in 
collaboration with over 120 practitioners, thought 
leaders, and subject matter experts on diversity, 
inclusion, and race equity in the social sector. We also 
engaged in both primary and secondary research to 
validate our theory and tools, including an extensive 
literature review (over 25 reports, scholarly articles, 
other peer materials), in-depth interviews, and a series 
of focus groups to refine and validate our findings. 
These activities informed the Race Equity Cycle and 
helped us identify the key levers for action and  impact 
that we mapped to this tool for organizational change. 
Our goal was to identify the personal beliefs and 
behaviors, cultural characteristics, operational tactics, 
and administrative practices that accelerate 
measurable progress as organizations move through 
distinct phases toward race equity. We designed the 
research agenda to uncover the personal, 
interpersonal, institutional, and structural components 
of dominant culture faced by individuals when 
confronting racism and issues of race equity in their 
work, as well as successful strategies for dismantling 
them.

Advisors in this work represent (or have consulted) 
nonprofit and philanthropic organizations, and were 
invited to participate based on demonstrated thought 
leadership and expertise, as well as leadership of 
diversity, inclusion, and equity initiatives ranging from 
beginning (less than one year) to established (1-5 
years) to mature (5-10 years or more). Diversity of 
geography, philosophy, practice, and social 
sub-sector focus were prioritized throughout the 
process, as was the engagement of advisors with 
different racial and ethnic backgrounds. Our team 
assembled a coalition of advisors whose rich 
experiences yielded best practices and a framework 
for action that we believe is adaptable in diverse 
management contexts. 

While there is a growing body of work available, cross-
sector stakeholders would benefit from further 
research on race equity in a management context, 
specifically case studies and examples. Future research 
would both support nonprofit and philanthropic 
leaders in defining a clear vision for success 
in this work and assist in navigating the complex, 
years-long interpersonal, organizational, and 
operational transitions that characterize it.



https://www.census.gov/newsroom/releases/archives/population/cb12-243.html
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%26__hsfp%3D1486477090
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%26__hsfp%3D1486477090
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%26__hsfp%3D1486477090
https://leadingwithintent.org/?__hstc=98438528. 47ca696c84826bfd8626c83b2becf776.1514987143707.1514987143707. 1514987143707.1&__hssc=98438528.1.1514987143707&__hsfp=3060434504
https://leadingwithintent.org/?__hstc=98438528. 47ca696c84826bfd8626c83b2becf776.1514987143707.1514987143707. 1514987143707.1&__hssc=98438528.1.1514987143707&__hsfp=3060434504
https://leadingwithintent.org/?__hstc=98438528. 47ca696c84826bfd8626c83b2becf776.1514987143707.1514987143707. 1514987143707.1&__hssc=98438528.1.1514987143707&__hsfp=3060434504
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/ 
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/ 
http://www.d5coalition.org/tools/state-of-the-work-final/
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Building Movement Project’s report Race to Lead, 
Confronting the Nonprofit Racial Leadership Gap 
highlights that the racial leadership gap is not due to 
differences in education, skills, or interest.9 

UNTAPPED POTENTIAL OF DIVERSE 
TEAMS
Diverse teams lead to better outputs. Scott Page, 
author 
of The Difference: How the Power of Diversity Creates 
Better Groups, Firms, Schools and Societies, uses 
mathematical modeling and case studies to show how 
diversity leads to increased productivity. His research 
found that diverse groups of problem solvers 
outperform the groups of the best individuals at solving 
problems.11 McKinsey research also proves the results 
case for diversity: companies in the top quartile for 
racial and ethnic diversity are 35 percent more likely to 
have financial returns above their respective national 
industry medians.12 Diverse nonprofit organizations, 
and the diversity of perspectives within them, can 
identify more effective solutions to social problems. Yet 
with the current state of inequity, we leave untapped 
potential for social change on the table.

RACE OUTCOMES GAP
Nearly every indicator across key issue areas in the U.S. 
social sector shows a race outcomes gap. People of 
color are far worse off than their white counterparts 
across  
every age and income level in education, wealth and 
economic stability, health, life expectancy, and rates of 
incarceration. Some startling life circumstances exist for 
children and adults of color: 

Education

• Children of color from immigrant families are nearly
seven times less likely to be proficient in math by 8th
grade than their U.S. born and primarily white peers,
and about four times less likely to be proficient in
reading by the fourth
grade.13

• Starting as early as kindergarten and persisting
throughout primary and secondary education, there
are significant disparities in school test scores
between students of color and their white
counterparts.14

• Black students entering kindergarten for the first
time scored lower than their white counterparts
across every category tested, including reading,
mathematics, science, cognitive flexibility, and
approaches to learning. Black students had lower
mean SAT scores for critical reading (428 vs. 527 for
white students) and math (428 vs. 536 for white
students).15
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Rather, the report indicates that the enduring gap stems 
from  a structural problem within the nonprofit sector.10

Source: Building Movement Project’s Race to Lead, Confronting the Nonprofit 
Racial Leadership Gap, http://www.buildingmovement.org/reports/entry/
race_to_lead

http://www.buildingmovement.org/reports/entry/race_to_lead
http://racetolead.org/race-to-lead/
http://racetolead.org/race-to-lead/
http://www.amazon.com/Difference-Diversity-Creates-Schools-Societies/dp/0691138540/ref=sr_1_1?ie=UTF8&qid=1463921535&sr=8-1&keywords=scott+page
http://www.amazon.com/Difference-Diversity-Creates-Schools-Societies/dp/0691138540/ref=sr_1_1?ie=UTF8&qid=1463921535&sr=8-1&keywords=scott+page
http://www.nytimes.com/2008/01/08/science/08conv.html?_r=0
https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf
http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf
http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf
http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf
https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal
https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal
http://racetolead.org/race-to-lead/
http://www.buildingmovement.org/reports/entry/race_to_lead


http://stateofworkingamerica.org/fact-sheets/african-americans/
http://stateofworkingamerica.org/fact-sheets/african-americans/
http://stateofworkingamerica.org/fact-sheets/african-americans/
http://stateofworkingamerica.org/fact-sheets/african-americans/
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
http://www.policylink.org/sites/default/files/The%20Competitive%20Advantage%20of%20Racial%20Equity-final.pdf
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/#II.%20Overall%20Findings
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/


https://blacklivesmatter.com/
https://www.theverge.com/2017/2/3/14490632/academy-awards-2017-oscars-so-white-april-reign-diversity-interview
https://mic.com/articles/184537/unqualifiedfortech-this-viral-hashtag-is-exposing-how-the-tech-industry-rewards-white-privilege#.Jce8FHdmg
http://www.diversegreen.org/beyond-diversity/
http://www.diversegreen.org/beyond-diversity/
http://www.guidestar.org/Home.aspx
http://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/
http://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/
https://www.ceoaction.com/
https://www.ceoaction.com/ceos/
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equity and in placing these issues at the forefront of 
organizational and operational strategy. Because each 
organization is comprised of different people, systems, 
and histories, individual organizations will enter the 
Race Equity Cycle at different stages and will approach 
their race equity work with varying levels of 
organizational readiness. And while the impact will look 
and feel different at each stage of the Race Equity 
Cycle, we believe that all three stages mutually 
reinforce each other and help organizations proactively 
counteract structural racism and race inequities both 
internally and externally. 

THE RACE EQUITY CYCLE 
Despite the unique nature of the journey, our 
research suggests that all organizations go through a 
cycle of change as they transform from a dominant 
culture (see above) to a Race Equity Culture. These 
changes include increased representation; a stronger 
culture of inclusion; and the application of a race 
equity lens to how organizations and programs 
operate. We have coined this process the Race Equity 
Cycle. This journey of change pushes organizations to 
become more committed, more knowledgeable, and 
more skilled in analyzing race, racism, and race 

What is Dominant Culture? 
The term ‘dominant culture’ refers to organizational culture that is heavily influenced by the leadership, 
management, and organizational development as defined by white men and women.30 Dominant workplace 
cultures don’t embrace racial diversity beyond representation. They promote assimilation over integration, 
resulting in a missed opportunity to incorporate other cultures and to create a more inclusive, equitable 
environment. In his blog post “A letter to my POC sisters and brothers,” Lupe Poblano speaks to this dynamic: 
“We are asked to compartmentalize our identity, to check our trauma, and question our own corazón 
wisdom... and then we are exploited — our hearts and ideas extracted from us while those with the most 
privilege design the organization and the Board.”31 In contrast, a Race Equity Culture shifts the internal power 
structure and dilutes the presence of dominant culture within organizations. It gives a larger voice and role to 
people of color and their lived experiences, both in daily operations and in broader strategic and decision 
making contexts. The benefits of a Race Equity Culture show up outside of the organization as well, in more 
culturally responsive programs and services. 

https://www.compasspoint.org/blog/letter-my-poc-sisters-and-brothers
https://www.compasspoint.org/blog/letter-my-poc-sisters-and-brothers
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At the AWAKE stage, 
organizations are focused 
on people and on building a 
workforce and boards comprised of 
individuals from different race backgrounds. The primary 
goal is representation, with efforts aimed at increasing 
the number of people of different race backgrounds.

At the WOKE stage, organizations are focused on 
culture and creating an environment where everyone is 
comfortable sharing their experiences and everyone is 
equipped to talk about race equity and inequities. The 
primary goal is inclusion and internal change in 
behaviors, policies, and practices.

At the WORK stage, 
organizations are 

focused 

on systems to improve race 
equity. The primary goal is integration 

of a race equity lens into all aspects of an organization. 
This involves internal and external systems change and 

regularly administering a race equity assessment to 
evaluate processes, programs, and operations. 

Although an organization may identify overall with one 
stage of the Race Equity Cycle, on any given lever it may 
be at a different stage. For example, an organization 
can be Woke overall, but may need to activate 
Managers in the Awake stage.































https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal
http://stateofworkingamerica.org/fact-sheets/african-americans/
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/
http://www.buildingmovement.org/pdf/RacetoLead_NonprofitRacialLeadershipGap.pdf
https://www.census.gov/newsroom/releases/archives/population/cb12-243.html
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
http://www.buildingmovement.org/reports/entry/race_to_lead
https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf


Awake to Woke to Work • 27

14. Lindsey Cook, “U.S. Education: Still Separate and Unequal,” US News & World Report, January 28, 2015,
https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal.

15. “America’s Children: Key National Indicators of Well-Being, 2013” (Federal Interagancy Forum on Child and Family
Studies, 2013), https://www.childstats.gov/pdf/ac2013/ac_13.pdf.

16. “African Americans | State of Working America,” accessed April 19, 2018,
http://stateofworkingamerica.org/fact-sheets/african-americans/.

17. Ibid.

18. Dedrick Asante-Muhammad et al., “The Road to Zero Wealth: How the Racial Wealth Divide Is
Hallowing out America’s Middle Class” (Prosperity Now, Institute for Policy Studies, September
2017),
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf.

19. Ibid.

20. Ashley Nellis, “The Color of Justice: Racial and Ethnic Disparity in State Prisons,” Sentencing Project, June
14, 2016, https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-
state-prisons/.

21. Race & Justice News: Native Americans in the Justice System,” The Sentencing Project, March 28, 2016,
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/.

22. Ashley Nellis, “The Color of Justice: Racial and Ethnic Disparity in State Prisons,” Sentencing Project, June 14, 2016,
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/.

23. Angela Blackwell et al., “The Competitive Advantage of Racial Equity | PolicyLink” (PolicyLink, FSG, 2017),
http://www.policylink.org/sites/default/files/The%20Competitive%20Advantage%20of%20Racial%20Equity-
final.pdf.

24. Xavier Harding, “This Viral Hashtag Is Revealing How the Tech Industry Rewards White Privilege,” Mic, September
19, 2017, https://mic.com/articles/184537/unqualifiedfortech-this-viral-hashtag-is-exposing-how-the-tech-industry-
rewards-white-privilege.

25. Maya A. Beasley, “Beyond Diversity,” Green 2.0 (blog), May 24, 2017, https://www.diversegreen.org/beyond-
diversity/.

26. Ryan Curren et al., “Racial Equity Action Plans: A How-to Manual,” Government Alliance on Race and Equity (blog),
Accessed April 19, 2018, https://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/.

27. “CEOs,” CEO Action for Diversity & Inclusion, accessed April 19, 2018, https://www.ceoaction.com/ceos/.

28. Ibid.

29. Ronald A. Heifetz, Alexander Grashow, and Martin Linsky, The Practice of Adaptive Leadership: Tools and Tactics
for Changing Your Organization and the World (Boston, Mass: Harvard Business Press, 2009).

30. Tema Okun, “White Supremacy Culture” (bookdRworks, February 2018),
http://www.dismantlingracism.org/white-supremacy-culture.html.

https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal
https://www.childstats.gov/pdf/ac2013/ac_13.pdf
http://stateofworkingamerica.org/fact-sheets/african-americans/
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/
http://www.policylink.org/sites/default/files/The%20Competitive%20Advantage%20of%20Racial%20Equity-final.pdf
https://mic.com/articles/184537/unqualifiedfortech-this-viral-hashtag-is-exposing-how-the-tech-industry-rewards-white-privilege
https://mic.com/articles/184537/unqualifiedfortech-this-viral-hashtag-is-exposing-how-the-tech-industry-rewards-white-privilege
https://www.diversegreen.org/beyond-diversity/
https://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/
https://www.ceoaction.com/ceos/
http://www.dismantlingracism.org/white-supremacy-culture.html


Awake to Woke to Work • 28

31. Lupe Poblano, “A Letter to My POC Sisters and Brothers,” Compass Point (blog), accessed April 12, 2018,
https://www.compasspoint.org/blog/letter-my-poc-sisters-and-brothers.

32. Maltbia, Leader’s Guide to Leveraging Diversity: Strategic Learning Capabilities for Breakthrough Performance,
2008.

33. Julie Nelson and Lisa Brooks, “Racial Equity Toolkit: An Opportunity to Operationalize Equity”
(Local and Regional Government Alliance on Race & Equity, December 2016),
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/.

34. “Glossary of Terms - Diversity, Equity & Inclusion Resource Page,” Sierra Club Diversity Resource Page, accessed
April 20, 2018, https://sites.google.com/site/sierraclubdei/glossary-of-terms.

35. “Diversity & Inclusion Definitions,” University of Manitoba: Human Resources Diversity & Inclusion, 2017,
http://umanitoba.ca/admin/human_resources/equity/5804.html.

36. Ibid.

37. Susan Ward, “Leadership Definition: What Is Leadership? And Can You Learn to Be a Good Leader?,” The Balance
Small Business (blog), accessed April 20, 2018, https://www.thebalancesmb.com/leadership-definition-2948275.

38. Derald Wing Sue, “Microaggressions: More than Just Race,” Psychology Today, November 17, 2010,
http://www.psychologytoday.com/blog/microaggressions-in-everyday-life/201011/microaggressions-more-just-race.

39. “What Is Racial Equity? | Office of Equity & Inclusion,” Austin Community College Office of Equity and Inclusion
(blog), accessed April 20, 2018, https://sites.austincc.edu/equityandinclusion/what-is-racial-equity/.

40. The Annie E. Casey Foundation. Race Equity and Inclusion Action Guide: 7 Steps to Advance and Embed Race Equity
and
Inclusion Within Your Organization. Baltimore: The Annie E. Casey Foundation, 2014. April 20, 2018.
http://www.aecf.org/m/resourcedoc/AECF_EmbracingEquity7Steps-2014.pdf.

41. “Glossary of Terms - Diversity, Equity & Inclusion Resource Page,” Sierra Club Diversity Resource Page, accessed April
20, 2018, https://sites.google.com/site/sierraclubdei/glossary-of-terms.

42. Rutheelove Likita, “Social Justice Is a Concept of Fair and Just Relations between the Individual and Society.,”
Medium (blog), January 26, 2018, https://medium.com/@rutheelovelikita/social-justice-is-a-concept-of-fair-and-just-
relations-between-the-individual-and-society-7d22df72e897.

43. Kenneth Jones and Tema Okun, “White Supremacy Culture,” CWS Workshop, 2001,
http://www.cwsworkshop.org/PARC_site_B/dr-culture.html.

44. Conor Friedersdorf, “Too Much Stigma, Not Enough Persuasion,” The Atlantic, November 30, 2016, https://
www.theatlantic.com/politics/archive/2016/11/the-scourge-of-the-left-too-much-stigma-not-enough-
persuasion/508961/.

45. Tema Okun, “White Supremacy Culture” (bookdRworks, February 2018),
http://www.dismantlingracism.org/white-supremacy-culture.html.

https://www.compasspoint.org/blog/letter-my-poc-sisters-and-brothers
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/
https://sites.google.com/site/sierraclubdei/glossary-of-terms
http://umanitoba.ca/admin/human_resources/equity/5804.html
https://www.thebalancesmb.com/leadership-definition-2948275
http://www.psychologytoday.com/blog/microaggressions-in-everyday-life/201011/microaggressions-more-just-race
https://sites.austincc.edu/equityandinclusion/what-is-racial-equity/
http://www.aecf.org/m/resourcedoc/AECF_EmbracingEquity7Steps-2014.pdf
https://sites.google.com/site/sierraclubdei/glossary-of-terms
mailto:https://medium.com/@rutheelovelikita/social-justice-is-a-concept-of-fair-and-just-relations-between-the-individual-and-society-7d22df72e897
mailto:https://medium.com/@rutheelovelikita/social-justice-is-a-concept-of-fair-and-just-relations-between-the-individual-and-society-7d22df72e897
http://www.cwsworkshop.org/PARC_site_B/dr-culture.html
https://www.theatlantic.com/politics/archive/2016/11/the-scourge-of-the-left-too-much-stigma-not-enough-persuasion/508961/
https://www.theatlantic.com/politics/archive/2016/11/the-scourge-of-the-left-too-much-stigma-not-enough-persuasion/508961/
http://www.dismantlingracism.org/white-supremacy-culture.html


https://doi.org/10.1007/s12552-015-9147-4
http://stateofworkingamerica.org/fact-sheets/african-americans/
https://www.childstats.gov/pdf/ac2013/ac_13.pdf
https://doi.org/10.1093/jopart/muv038
http://www.ips-dc.org/wp-content/uploads/2017/09/The-Road-to-Zero-Wealth_FINAL.pdf
https://www.diversegreen.org/beyond-diversity/
http://www.policylink.org/sites/default/files/The%20Competitive%20Advantage%20of%20Racial%20Equity-final.pdf
http://www.racialequitytools.org/resourcefiles/What_Is_The_Difference_Between_Tracking_Community_Outcomes_and_Evaluating_The_Outcomes_of_Change_Strategies.pdf
http://www.racialequitytools.org/resourcefiles/What_Is_The_Difference_Between_Tracking_Community_Outcomes_and_Evaluating_The_Outcomes_of_Change_Strategies.pdf
https://www.ceoaction.com/ceos/
https://www.usnews.com/news/blogs/data-mine/2015/01/28/us-education-still-separate-and-unequal
https://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/
http://www.oregon.gov/ohcs/OSHC/docs/HSC-2016/030416_HSC_LIFT_CARE-report.pdf
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/
http://www.pewresearch.org/fact-tank/2017/11/30/5-ways-the-u-s-workforce-has-changed-a-decade-since-the-great-recession-began/
http://umanitoba.ca/admin/human_resources/equity/5804.html
https://www.nytimes.com/2008/01/08/science/08conv.html


Awake to Woke to Work • 30

Friedersdorf, Conor. “Too Much Stigma, Not Enough Persuasion.” The Atlantic, November 30, 2016.  
https://www.theatlantic.com/politics/archive/2016/11/the-scourge-of-the-left-too-much-stigma-not-enough-persuasion/508961/.

“Glossary of Terms - Diversity, Equity & Inclusion Resource Page.” Sierra Club Diversity Resource Page. Accessed April 20, 2018. 
https://sites.google.com/site/sierraclubdei/glossary-of-terms.

Harding, Xavier. “This Viral Hashtag Is Revealing How the Tech Industry Rewards White Privilege.” Mic, September 19, 2017.  
https://mic.com/articles/184537/unqualifiedfortech-this-viral-hashtag-is-exposing-how-the-tech-industry-rewards-white-privilege.

Heifetz, Ronald A., Alexander Grashow, and Martin Linsky. The Practice of Adaptive Leadership: Tools and Tactics for Changing Your 
Organization and the World. Boston, Mass: Harvard Business Press, 2009.

Hunt, Vivian, Dennis Layton, and Sara Prince. “Why Diversity Matters | McKinsey & Company.” McKinsey & Company, January 2015.  
https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters.

Jones, Kenneth, and Tema Okun. “White Supremacy Culture.” CWS Workshop, 2001.  
http://www.cwsworkshop.org/PARC_site_B/dr-culture.html.

Kapila, Monisha, Ericka Hines, and Martha Searby. “Why Diversity, Equity, and Inclusion Matter.” Independent Sector (blog), October 6, 
2016. https://independentsector.org/resource/why-diversity-equity-and-inclusion-matter/.

“Leading with Intent.” National Index of Nonprofit Board Practices. Board Source, 2017. 

https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2 
Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694. 
1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%26__hsfp%3D1486477090.

Likita, Rutheelove. “Social Justice Is a Concept of Fair and Just Relations between the Individual and Society.” Medium (blog), January 

26, 2018. https://medium.com/@rutheelovelikita/social-justice-is-a-concept-of-fair-and-just-relations-between-the-individual-and-
society-7d22df72e897.

Maltbia. Leader’s Guide to Leveraging Diversity: Strategic Learning Capabilities for Breakthrough Performance, 2008.
Marcellus, Rosaleena. “A Strategic Diversity and Inclusion Change Management Methodology.” Global Novations, 2010. 
Marques, Joan F. “Implementing Workplace Diversity and Values: What It Means, What It Brings.” Performance Improvement 46, no. 9

(October 2007): 5–7. https://doi.org/10.1002/pfi.159.
Mighty, E. Joy. “Valuing Workforce Diversity: A Model of Organizational Change.” Canadian Journal of Administrative Sciences / Revue 

Canadienne Des Sciences de l’Administration 8, no. 2 (April 8, 2009): 64–71. https://doi.org/10.1111/j.1936-4490.1991.tb00545.x.

Nellis, Ashley. “The Color of Justice: Racial and Ethnic Disparity in State Prisons.” Sentencing Project, June 14, 2016. 
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/.

Nelson, Julie, and Lisa Brooks. “Racial Equity Toolkit: An Opportunity to Operationalize Equity.”  

Local and Regional Government Alliance on Race & Equity, December 2016.  
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/.

Ng, Eddy S., and Greg J. Sears. “CEO Leadership Styles and the Implementation of Organizational Diversity Practices:

Moderating Effects of Social Values and Age.” Journal of Business Ethics 105, no. 1 (January 2012): 41–52.  
https://doi.org/10.1007/s10551-011-0933-7.

Okun, Tema. “White Supremacy Culture.” bookdRworks, February 2018.  
http://www.dismantlingracism.org/white-supremacy-culture.html.

Owusu, Nadia. “Disaggregated Data Is the Foundation for Equity.” Huffington Post (blog), September 16, 2016.  
https://www.huffingtonpost.com/nadia-owusu/disaggregated-data-is-the_b_12048034.html.

Owusu, Nadia, and Micah Gilmer. “Moving Racial Equity and Inclusion from the Periphery to the Center:  
Lessons from an Incomplete Project.” Non Profit News | Nonprofit Quarterly, May 31, 2017.  
https://nonprofitquarterly.org/2017/05/31/moving-racial-equity-inclusion-periphery-center-lessons-incomplete-project/.

Padamsee, Xiomara, and Becky Crowe. “Unrealized Impact: The Case for Diversity, Equity, and Inclusion.” Unrealized Impact, July 

2017. http://www.unrealizedimpact.org/wp-content/uploads/2017/07/Unrealized_Impact-Final-072017.pdf.

https://www.theatlantic.com/politics/archive/2016/11/the-scourge-of-the-left-too-much-stigma-not-enough-persuasion/508961/
https://sites.google.com/site/sierraclubdei/glossary-of-terms
https://mic.com/articles/184537/unqualifiedfortech-this-viral-hashtag-is-exposing-how-the-tech-industry-rewards-white-privilege
https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
http://www.cwsworkshop.org/PARC_site_B/dr-culture.html
https://independentsector.org/resource/why-diversity-equity-and-inclusion-matter/
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
https://leadingwithintent.org/wp-content/uploads/2017/11/LWI-2017.pdf?utm_referrer=https%3A%2F%2Fleadingwithintent.org%2F%3F__hstc%3D98438528.0a06b021543fc9564767ba30393feb66.1519088388694.1519088388694.1519088388694.1%26__hssc%3D98438528.1.1519088388694%
mailto:https://medium.com/@rutheelovelikita/social-justice-is-a-concept-of-fair-and-just-relations-between-the-individual-and-society-7d22df72e897
mailto:https://medium.com/@rutheelovelikita/social-justice-is-a-concept-of-fair-and-just-relations-between-the-individual-and-society-7d22df72e897
https://doi.org/10.1002/pfi.159
https://doi.org/10.1111/j.1936-4490.1991.tb00545.x
https://www.sentencingproject.org/publications/color-of-justice-racial-and-ethnic-disparity-in-state-prisons/
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/
https://doi.org/10.1007/s10551-011-0933-7
http://www.dismantlingracism.org/white-supremacy-culture.html
https://www.huffingtonpost.com/nadia-owusu/disaggregated-data-is-the_b_12048034.html
https://nonprofitquarterly.org/2017/05/31/moving-racial-equity-inclusion-periphery-center-lessons-incomplete-project/
http://www.unrealizedimpact.org/wp-content/uploads/2017/07/Unrealized_Impact-Final-072017.pdf


Awake to Woke to Work • 31

Page, Scott E. The Difference: How the Power of Diversity Creates Better Groups, Firms, Schools, and Societies. 3. printing, 1. pbk. 
printing. 

Princeton, NJ: Princeton Univ. Press, 2007.
Poblano, Lupe. “A Letter to My POC Sisters and Brothers.” Compass Point (blog). Accessed April 12, 2018. 

https://www.compasspoint.org/blog/letter-my-poc-sisters-and-brothers.
“Race, Equity: What Long-Distance Running Teaches Us About Equity Work | CompassPoint.” Compass Point (blog). Accessed  

April 12, 2018. https://www.compasspoint.org/blog/race-equity-what-long-distance-running-teaches-us-about-equity-work.
“Race & Justice News: Native Americans in the Justice System.” The Sentencing Project, March 28, 2016.  

https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/.
Safehouse Progressive Alliance for Nonviolence. “Building a Multi-Ethnic, Inclusive & Antiracist Organization Tools  

for Liberation Packet.” Safehouse Progressive Alliance for Nonviolence (SPAN) –Anti-Racism Education, 2008.  
http://wp.safehousealliance.org/wp-content/uploads/2012/10/Tools-for-Liberation-Packet-SPAN.pdf.

Scott, John, and Gordon Marshall, eds. A Dictionary of Sociology. 3rd ed. rev. Oxford Paperback Reference. Oxford ; New York: Oxford
University Press, 2009.

Sneed, Simone. “Policies, Processes, and Protocols: Three Keys to Building a Diverse Workplace.” Stanford Social Innovation Review,  April 
14, 2016. https://ssir.org/articles/entry/policies_processes_and_protocols_three_keys_to_building_a_diverse_workplace.

Spataro, Sandra E. “Diversity in Context: How Organizational Culture Shapes Reactions to Workers with Disabilities and Others Who 
Are Demographically Different.” Behavioral Sciences & the Law 23, no. 1 (January 2005): 21–38. https://doi.org/10.1002/bsl.623.

“State of the Work.” D5 Coalition, April 2016.  
http://www.d5coalition.org/wp-content/uploads/2016/04/D5-SOTW-2016-Final-web-pages.pdf.

The Annie E. Casey Foundation. Operationalizing Equity: Putting the Annie E. Casey Foundation’s Racial and Ethnic  

Equity and Inclusion Framework Into Action. Baltimore: The Annie E. Casey Foundation, 2017. April 12, 2018. 
http://www.aecf.org/m/resourcedoc/aecf-OperationalizingEquity-2017.pdf.

The Annie E. Casey Foundation. Race Equity and Inclusion Action Guide: 7 Steps to Advance and Embed Race Equity
and Inclusion Within Your Organization. Baltimore: The Annie E. Casey Foundation, 2014. April 20, 2018. 
http://www.aecf.org/m/resourcedoc/AECF_EmbracingEquity7Steps-2014.pdf.

The Annie E. Casey Foundation. Race for Results: 2017 Policy Report Kids Count. Baltimore: The Annie E. Casey Foundation, 2017.
April 12, 2018. http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf.

Thomas-Breitfeld, Sean, and Frances Kunreuther. “Race to Lead: Confronting the Nonprofit Racial Leadership Gap.” Race to Lead, 
Building Movement Project, 2017. http://www.buildingmovement.org/pdf/RacetoLead_NonprofitRacialLeadershipGap.pdf.

“U.S. Census Bureau Projections Show a Slower Growing, Older, More Diverse Nation a Half Century from Now - Population -  

Newsroom - U.S. Census Bureau.” US Census Bureau Public Information Office, December 12, 2012. 
https://www.census.gov/newsroom/releases/archives/population/cb12-243.html.

Ward, Susan. “Leadership Definition: What Is Leadership? And Can You Learn to Be a Good Leader?” The Balance Small Business (blog). 
Accessed April 20, 2018. https://www.thebalancesmb.com/leadership-definition-2948275.

Weiss, Alyson. “Step 2: Create a Shared Equity, Diversity, and Inclusion Vision.” YNPN Boston (blog), October 30, 2017.  
https://www.ynpnboston.org/step_2_create_a_shared_equity_diversity_and_inclusion_vision.

“What Is Racial Equity? | Office of Equity & Inclusion.” Austin Community College Office of Equity and Inclusion (blog). Accessed  
April 20, 2018. https://sites.austincc.edu/equityandinclusion/what-is-racial-equity/.

“White Supremacy Culture.” dRworksBook. Accessed April 12, 2018.  http://
www.dismantlingracism.org/white-supremacy-culture.html.
Wing Sue, Derald. “Microaggressions: More than Just Race.” Psychology Today, November 17, 2010.

http://www.psychologytoday.com/blog/microaggressions-in-everyday-life/201011/microaggressions-more-just-race.

https://www.compasspoint.org/blog/letter-my-poc-sisters-and-brothers
https://www.compasspoint.org/blog/race-equity-what-long-distance-running-teaches-us-about-equity-work
https://www.sentencingproject.org/news/race-justice-news-native-americans-in-the-justice-system/
http://wp.safehousealliance.org/wp-content/uploads/2012/10/Tools-for-Liberation-Packet-SPAN.pdf
https://ssir.org/articles/entry/policies_processes_and_protocols_three_keys_to_building_a_diverse_workplace
https://doi.org/10.1002/bsl.623
http://www.d5coalition.org/wp-content/uploads/2016/04/D5-SOTW-2016-Final-web-pages.pdf
http://www.aecf.org/m/resourcedoc/aecf-OperationalizingEquity-2017.pdf
http://www.aecf.org/m/resourcedoc/AECF_EmbracingEquity7Steps-2014.pdf
http://www.aecf.org/m/resourcedoc/aecf-2017raceforresults-2017.pdf
http://www.buildingmovement.org/pdf/RacetoLead_NonprofitRacialLeadershipGap.pdf
https://www.census.gov/newsroom/releases/archives/population/cb12-243.html
https://www.thebalancesmb.com/leadership-definition-2948275
https://www.ynpnboston.org/step_2_create_a_shared_equity_diversity_and_inclusion_vision
https://sites.austincc.edu/equityandinclusion/what-is-racial-equity/
http://www.dismantlingracism.org/white-supremacy-culture.html
http://www.psychologytoday.com/blog/microaggressions-in-everyday-life/201011/microaggressions-more-just-race


http://www.aecf.org
http://www.aecf.org/resources/operationalizing-equity/
http://www.aecf.org/resources/operationalizing-equity/
https://www.yearup.org
https://educationalequity.org









