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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 proac-
tive counteraction of social inequities

e 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










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,*
economic stability,2 health, life expectancy, and rates
of incarceration.®

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.* Compared to 40% of the working
population,® 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.®

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

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.
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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

PEOCLOE®D

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
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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 | create change as the only individual formally
engaged in race equity work in my organization?

® \What tactics can | leverage to build a Race Equity

Culture?

How can | 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 | make a mistake?

How much does race equity work cost, and how do |
operationalize it?

How can | effectively engage senior leaders who may
be resistant to directly addressing issues of race and
equity?

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

How do | 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.
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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.®
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Source: Building Movement Project’s Race to Lead, Confronting the Nonprofit
Racial Leadership Gap, http://racetolead.org/race-to-lead/

Rather, the report indicates that the enduring gap stems
from a structural problem within the nonprofit sector.°

STRUCTURAL ISSUES IN NONPROFIT SECTOR
CONTRIBUTING TO RACIAL LEADERSHIP GAP
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Source: Building Movement Project’s Race to Lead, Confronting the Nonprofit
Racial Leadership Gap, http://www.buildingmovement.org/reports/entry/
race to lead

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.'* 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.*? 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.’

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.*#

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).’®

Awake to Woke to Work = 7


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/

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.*® 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 corazén
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.”®! 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.

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

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.
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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.
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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.
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