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Sean (00:00:18): 
Welcome to everybody who's joining us early. We'll get started in just a few minutes. 
Frances (00:00:24): 
And if you've joined, feel free to put your name, your pronouns, where you're from, in the chat. We'd 
love to know who's parHcipaHng in the webinar. 
[NEW_PARAGRAPH](silence).  
[NEW_PARAGRAPH]Hello, everyone. We're going to get started in a few minutes. If you put your name, 
pronouns and where you're from in the chat, that's really great, helpful to us and to the other people 
who will be parHcipaHng. Welcome, Amanda. Regina, Allison. Colleen, we got a good Northeast 
representaHon here. 
(00:02:51): 
Welcome. We're going to get started in a few minutes. Glad to see you all. As you're joining, if you want 
to put your name, your pronouns, and where you're from, the organizaHon you're from and where that 
is in the chat, that would be fantasHc. Help us and the panelists know who's on the call. Hello, Kate and 
Julia. Tia, Molly and Joanna, Latrina. Great to see you all. Thank you for pu[ng your name, your 
organizaHon, and your locaHon in the chat, as well as your pronouns. And you might [inaudible 
00:03:56]. 
Sean (00:03:56): 
We just launched a poll. We also just launched a poll just to get a li^le bit more informaHon. As you're 
joining us, feel free to put your name, pronouns and where you're joining us from in the chat. But then, 
also interested in knowing which of these best describes your role. And we'll show the results of this poll 
in just another few minutes. It's only one minute a`er the top of the hour, so we'll keep le[ng people 
join for another minute or two, and then we'll get started shortly. 
[NEW_PARAGRAPH](silence). 
Frances (00:05:05): 
Welcome, great to see you all. People are pu[ng their name, organizaHon and where they're from and 
their pronouns in the chat, and also answering the poll. 
[NEW_PARAGRAPH](silence). 
Sean (00:05:42): 
All right. I think we've probably reached criHcal mass, so maybe let's get started. And first want to just 
start by thanking everybody for joining us. Again, as you're joining, feel free to put your name, pronouns, 
and where you're joining us from in the chat. And also, if you haven't already, feel free to answer the poll 
quesHon that is probably showing up on your screen. We'll show the results of that poll in just another 
minute. But want to get started with a li^le bit of introducHons. And so, the Htle for this webinar is, For 
the Long Haul: SupporHng and Sustaining Leaders of Color. And on the next slide we have some basic 
instrucHons related to tech. 
(00:06:30): 
Just so everyone knows in this webinar format, we're using the Q&A feature. You can also use chat to 
show support and things you agree with. And, if you have parHcular quesHons, feel free to use the Q&A. 
If you're having issues around parHcular tech concerns, please, in the chat select the 'BMP Admin,' and 
send a private message to the BMP team, so that you can get some direct support on any tech issues. 
We are recording the webinar. Our standard pracHce as an organizaHon is to share the link and recording 
of the webinar with people who have registered. Look out for an addiHonal email from us next week 
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with all of those materials. And we also want to encourage everybody to, if you're on social media, 
please do post on social media about the webinar, check out our reports and things like that, and help us 
spread the word about things. 
(00:07:36): 
On the next slide, just a li^le bit of background on BMP as an organizaHon. We are a naHonal project 
with a focus on supporHng communiHes and organizaHons and networks and movements, to really 
address root causes of inequity and injusHce. And for 25 years, we've been an organizaHon that's been 
focused on developing insighiul research, pracHcal tools and resources to support organizaHonal change 
efforts, and opportuniHes for deepening relaHonships, to support organizaHons to work together in 
deeper alignment and solidarity with each other. 
(00:08:18): 
We have a current survey that is live right now in the field where we're trying to gather data about how 
the current poliHcal climate, is impacHng nonprofit organizaHons. You can take a picture of that QR code. 
The team from BMP will also drop the link to the survey that is currently live. Again, if you are in a 
leadership role in a nonprofit organizaHons, it's a really important opportunity to contribute to data 
collecHon effort around some of the challenges that organizaHons are facing in the current poliHcal 
climate. 
(00:08:55): 
Then, on the next slide, just a really quick review of the agenda before we pause and show some of the 
poll results. But we're going to start out with some conversaHon about the data that BMP has collected 
over three surveys on race and leadership in the sector. Then we're going to drill down into the latest 
findings from our report, the push and pull that looks at, why leadership aspiraHon is declining. What we 
see as negaHve forces that are pushing people of color, towards leadership, and some of the dilemmas 
and challenges that leaders of color end up facing once they a^ain top leadership roles in the sector. And 
then we're going to move into a panel discussion to talk about, what kind of supports can help to draw, 
pull, sustain leaders of color in the sector? And we'll wrap up with Q&A.  
(00:09:48): 
Before digging into some of the report findings, just want to see if we can show some of the results of 
that first poll quesHon, just to get a sense of who's in the room with us. It looks like the majority or the 
biggest share of folks in the room are current leaders of color. Great to have you, welcome. We also have 
a lot of aspiring leaders of color, so, great to be able to have that 10% provide some support to you all 
and encouragement in terms of staying on the path towards becoming a organizaHonal leader. Great also 
to have white leaders, current and aspiring, and then other capacity builders in the room with us.  
(00:10:30): 
On this next slide, we're going to start talking about our findings from the Race to Lead IniHaHve over 
Hme. And so, here on this next slide you can see, some of the big picture trends, in terms of the Race to 
Lead IniHaHve. We have done surveys in 2016, 2019 and 2022, and combined that, all of those surveys 
have garnered over 2000 responses. So it's a very big data set, when we look at the results over the 
three surveys. We are making no asserHons about the survey being longitudinal. We acknowledge that 
the respondents have changed from survey to survey, but the actual composiHon of the survey in terms 
of some key demographics, has been very similar.  
(00:11:19): 
And there are findings from previous years of the survey, that really resonate with our most recent data. 
I'm going to talk a li^le bit more about the demographics of the respondents to the survey, on this next 
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slide. You can see that we have roughly had a 60/40 split, each of the years that we have done the survey 
with around, 60% of respondents to the survey being white, 40% of the respondents being people of 
color. And you can see the race breakdown in this figure as well.  
(00:11:50): 
On the next slide, we can show the gender and sexuality of the respondents and you can see that overall, 
the majority of the sample idenHfy as women. And then there has been increasing shares of the 
respondents who idenHfy as non-binary, non-conforming, gender-queer, those other sorts of gender 
idenHHes. And then, with LGBTQ and straight, we have also seen an increase in the respondents 
idenHfying as LGBTQIA+.  
(00:12:27): 
On the next slide, we have the roles that people are reporHng in the survey, and you can see that over 
Hme, the survey has become more weighted towards, respondents who are in more senior roles, CEO, 
execuHve directors, senior managers and directors. And it's very possible that this reflects some of the 
shi`s in the sector, and also some of the fact that the data of so much of our reporHng has really 
emphasized the challenges, parHcularly facing leaders and leaders of color in the sector.  
(00:13:05): 
On this next slide, we're looking at the impact of race on how people experience their own advancement 
in the nonprofit sector. And so, the quesHon fundamentally has been, do they feel like their race has had 
a negaHve impact on their advancement or posiHve impact or no impact? And you can see, in 2016, a 
third of respondents of color reported that their race had a negaHve impact on their career 
advancement. But then in 2019 that increased to half, basically, and then it stayed at half in 2022. Clearly 
a shi` in percepHon on the part of people of color about their career prospects and career 
advancement.  
(00:13:48): 
And a similar change happened for white respondents but for white respondents it started at half of 
white respondents acknowledging essenHally white racial privilege in their advancement that then 
increasing to two thirds of white respondents in 2019 and 2022. Just some of the ways in which the data 
helps to visualize and capture some of the significant shi`s in percepHon, and understanding of race in 
the nonprofit sector.  
(00:14:17): 
On the next slide, we're looking at the parHcular gaps that people of color and white respondents are 
reporHng, based on the composiHon of the organizaHons that they're a part of. The first row of data is 
for responded who work for an organizaHon that we categorized as a white run, based on the 
respondents reporHng that, 75% or more of the board or senior leaders of their organizaHon were white. 
And so, you can see for that first row, both in 2019 and in 2022, very noHceable gap between people of 
color and white respondents on the measure of whether they would be happy if they worked up the 
organizaHon three years from now. Similar gap on whether people feel like they have a voice in those 
organizaHons. With people of color raHng their organizaHons much less posiHvely on a scale from one to 
10, compared to their white peers in the same kinds of organizaHons.  
(00:15:20): 
The gaps narrow for respondents who are working in organizaHons that are more diverse, but not quite 
as diverse as the last row, which is, respondents who indicated that their organizaHon is at least half of 
the board and senior leaders are people of color. And we categorize those as POC led organizaHons. And 
you can see in that bo^om row that there's effecHvely no gap between people of color and whites in 
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terms of their experience of both of these measures and the overall response, overall raHngs of 
organizaHons becomes more posiHve.  
(00:15:55): 
And so, part of why we wanted to start by laying some of that out is because, we basically know from the 
data that respondents overall, are happier in organizaHons that are more diverse and that racial gaps 
between respondents are much more narrow in more diverse organizaHons as well. And so, I'm going to 
stop here and turn it over to Frances to talk more about the findings from this parHcular report, the push 
and pull. Frances, do you want to go ahead? 
Frances (00:16:25): 
Sure. Great to be here. Thank you all for being on the webinar. This is our first report that really includes 
the 2022 data. And for those of you who know us, our first Race to Lead survey in 2016, really ask the 
quesHon, why are there so few leaders of color in the nonprofit sector? And we are sHll asking that 
quesHon, six, eight years later. And the findings of this report show that there's actually a decline to 
aspire to leadership. And I got to talk a li^le bit about that, especially for BIPOC respondents. The BIPOC 
respondents who are interested in leadership, tend to be pushed into leadership by negaHve factors 
rather than pulled by posiHve factors on the difference they can make and the joy they might find in the 
job. And that the last thing is that, maybe it's because BIPOC leaders sHll lag behind white leaders and 
the types of supports they receive once they're in the posiHons. 
(00:17:23): 
Let's go to the first finding, which is that there's fewer people aspiring to be leaders in 2022 than in 2016 
and 2019. The people of color, that dark blue bar, are people who aspire to leadership. And I want to 
note, the people of color sHll aspire to be leaders more than white leaders, in 2022 that was 14 
percentage points more than white leadership. People of color are sHll aspiring to be leaders more than 
their white counterparts. But you can see over Hme for white people, there's a gradual decline in their 
interest in leadership. Whereas for people of color, there was this li^le slight bump in 2019, not a huge 
difference, but then there's this pre^y steep decline, a six percentage point decline, when we get to 
2022.  
(00:18:10): 
Looking at it in a different way in the next slide, is people who say they definitely or probably do not 
want to lead a nonprofit. And between 2016 and 2019, there wasn't a really big change between, people 
who said they didn't want to lead a nonprofit, but then you get to 2022 and you can see this steep 
increase in the lack of interest in leading a nonprofit. Our quesHon was, why is this happening? And the 
first thing is that, why do people say they don't want to lead? And if you look at the next slide, this 
answer's from 2022, but it really reflects what we saw in 2016 and 2019.  
(00:18:45): 
Usually people say that the work doesn't interest me. You can see that as the top reason for BIPOC 
respondents and the second top reason for white respondents or the people are looking for more work-
life balance. And that's especially true of white respondents. Also, people might say they're happier in 
their current job, that their skills aren't well suited. What's not on the slide is that people of color are 
more likely to say, though it's not a large percentage, that they're planning to leave the nonprofit sector.  
(00:19:14): 
On the next slide, you can see... I want to just explain what you're going to see in the next few slides. We 
really started to dig into, okay, well, what makes somebody aspire to leadership? We looked at the 
challenges that people said they faced currently in the sector and we also looked at the supports they 
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face. I'm going to try to explain how to read these slides. You're going to see a few of them as I talk about 
these issues. The li^le blue pin here, that li^le blue pinhead, is people who say they o`en or always face 
a challenge. In this case it's inadequate salaries. And the li^le orange or gold color pin, is people who say 
they rarely or never faced a challenge. And these are people in each of those categories who aspire to 
leadership.  
(00:19:59): 
You can see here, especially for BIPOC respondents, if they experience inadequate salaries, they're more 
likely to aspire to leadership by 18 percentage points. It's really a high number. There's a slight difference 
between white respondents, but this challenge instead of the [inaudible 00:20:18] want to retreat from 
leadership, it wants them to be leaders. That's the push into leadership in order to correct for 
themselves and for others, challenges that they face. 
(00:20:28): 
The next slide, you can see more of these challenges. The inadequate salaries is in the upper le` here, 
but you also see too li^le a^enHon devoted to staff wellness and care, the stress on being called upon to 
push diversity, equity, and inclusion in the organizaHon, and few opportuniHes for advancement. Rather 
than being pulled to leadership saying, "Oh, I don't have challenges, I want to move ahead and 
experience the impact and joy I can have in leading," you're being pushed to leadership by, correcHng 
negaHve experiences in the sector. We thought maybe if people receive support, they would be more 
likely to want to lead.  
(00:21:05): 
And we find out slightly, if you go to the next slide, it gives you a sense of what you're going to see in the 
slide a`er this, is that supports didn't really make that much of a difference. That the supports had a 
slight bump for people in receiving training actually more for white respondents than for people of color 
respondents. But there's not this big difference that you saw in the challenges. And actually if you look at 
mentors at my job, it's not even a posiHve effect for BIPOC respondents, it's a negaHve effect. Much 
more of a posiHve effect for white respondents. The one place that seemed to make a difference, not a 
huge difference, but really did make a difference, was mentors outside the job. Maybe those mentors 
outside the job, that people seek out members that help them with their advancement in the sector.  
(00:21:56): 
If we go to the next slide, we can look at why people might not want to, especially BIPOC people aspiring 
to be leaders, might not want to advance into leadership. Because this slide shows, the type of support 
BIPOC leaders and white leaders face or are given, when they enter into a leadership posiHon. When you 
enter into a posiHon, did you have support for the board? Well, look at this difference between the right 
respondents, whether they had support from the board. And the gaps are consistent or bigger between 
2019 and 2022. White respondents have more support from the board of directors and from the 
previous execuHve director. We added two new quesHons in 2022. BIPOC leaders also have less support 
from their staff and less support from other execuHve directors. The one place that BIPOC leaders 
transiHoning into their jobs have more support, is in execuHve coaching, and they also have a li^le bit 
more support and funding, which might be paying for that execuHve coaching. But that execuHve 
coaching might be to overcome some of the challenges that they face, as they enter into their 
organizaHons.  
(00:23:13): 
On the next slide, you could see the type of challenge that people face, once they're in their posiHons. 
And again, you see that BIPOC leaders face more challenges for the staff supporHng their leadership or 
accepHng them, holding them accountable. And also not on the slide, there's more of support for white 

GMT20240404-175702_Recording (Completed  04/10/24) 
Transcript by Rev.com Page  of  5 14

https://www.rev.com/transcript-editor/shared/fDiDDumvHuMPG207WbMZCRlt9K_UwD_NYqwoineiDpbmOZiZ5JRsxNKYbQdtwijUh_pAFZO9VnsC_h60cGoeoKaFX1s?loadFrom=DocumentDeeplink&ts=1199.759999
https://www.rev.com/transcript-editor/shared/Pkh-gPqyMBwr20kcFWGXjcmivZ2UGnbGPnkzq8y7Or99nosd2EcA2rEEzzsGmwOKYwaNGrQYT4EoFB4jTVVL6AOqlEQ?loadFrom=DocumentDeeplink&ts=1228.77
https://www.rev.com/transcript-editor/shared/Z7nW-xIrABJA06_Y196qHwdxaV7R9lTLnxu_f29dVX8YuI1JyUWYbI3jIah95Ohgto2hPwKRy6RvtE0GawiHjdzIJLo?loadFrom=DocumentDeeplink&ts=1265.46
https://www.rev.com/transcript-editor/shared/RWHuwBaI4uzAVB1QUCi9zgdNNqYPmQDlKFDsD8xpPIkDx85zNOMbxmVmG1po7WfqAReZn55ZFyTPaGQgEdwpzmvjUlA?loadFrom=DocumentDeeplink&ts=1316.43
https://www.rev.com/transcript-editor/shared/gWyRC5sbWrQXWYCX8FeOUoYiFoc8BwVt2A2LbOf-gtIPb6esXFao-HuO--C_2KzwiEpctWCH-ZGdYVDAs13WmPbuW-o?loadFrom=DocumentDeeplink&ts=1393.74
https://bit.ly/longhaul-YT
https://www.rev.com


Transcript for Webinar “For the Long Haul: Supporting and Sustaining Leaders of Color” 
Host: Building Movement Project  
Record Date: April 4, 2024 2:00pm ET  
View Recording: https://bit.ly/longhaul-YT 
leaders from their board of directors, about a 10 percentage point difference. Again, most people get 
support from their board, but white leaders are more likely to be supported by their boards than BIPOC 
leaders.  
(00:23:45): 
And then, if you look at the next slide, we found, when we asked people if they were in the process or 
thinking about leaving the organizaHon, the reason that they would leave, and we were really shocked by 
the dramaHc response that, especially by BIPOC leaders, but both BIPOC and white leaders are leaving 
because of burnout. 41% of BIPOC leaders say that they're thinking about or planning to leave, because 
they're burnt out. 31% of white leaders, white leaders are much more likely to be leaving almost an 
equal amount because of reHring. And then some people say they want less responsibility. What we ask 
next is, what could be pulling people into leadership? Instead of pushing people into leadership from 
negaHve experience or by seeing the negaHve effects of BIPOC leaders, are there pulls into leadership? 
(00:24:37): 
And we ask this quesHon that you can see in the next slide, just in 2022. And that quesHon was, if you 
think about the difference about how you feel in these areas of work, how important these areas of 
work are? Before the pandemic, before the murder of George Floyd, before the uprisings, were these 
issues more important since that happened or are they equally important? Since all those events of 
2020, what is significantly more important to you and what is equally important? We also asked what's 
less important, but there were so few we're not showing that. And you could see here, again, for people 
who aspire to be leaders, the mission of the organizaHon is more important. The impact of the work they 
do is more important. Since 2020, the alignment between organizaHonal pracHce and values, the impact 
of the organizaHon and the culture of the organizaHon. And that gap between what's equally important 
and significantly more important, is greater for BIPOC respondents than white respondents. 
(00:25:46): 
What would we recommend as we move forward? Well, first of all, we should make the job more 
doable. We have leadership jobs, especially for BIPOC leaders, that are already coming in at a 
disadvantage and we make it harder for them to succeed in their organizaHons. And that might be more 
funding. You need to hire more staff, but you also have to address the internal structures that are 
working against you as well as the external environment that you're working in. We also need to be 
much more open to new forms of leadership. We found that between 2019 and 2022, more especially 
BIPOC leaders, are co-leaders. So they're leading with somebody else. It went from eight percentage 
point to 16 percentage points for BIPOC leaders. What are the new ways that we can think about 
leadership and sharing leadership so that support people in these top roles?  
(00:26:36): 
And then finally, you saw that slide where BIPOC leaders were receiving less support from execuHve 
directors or exisHng execuHve directors. How can we resource cohorts or conversaHons between current 
and future leaders, that really talk about the benefits of leading the supports people need and the 
impact you can have when you become a leader of a non-profit organizaHon? With that, Sean, can I turn 
it back over to you to introduce the panel? 
Sean (00:27:09): 
Absolutely. We're excited to be joined today by our colleagues, Kavitha Khandekar Chopra, Bamby 
Salcedo, and also by Kelly Woodland. We are going to drop their bios in the chat so you can get to know 
a li^le bit more about them. But we're going to actually start by shi`ing the views that you can see all of 
us as panelists and we can start the conversaHon. And so, what we're going to do is start by asking each 
of our panelists to respond to a quesHon, taking up this frame of acknowledging that there are negaHve 
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factors that are pushing a lot of leaders of color into leadership roles, rather than posiHve factors that 
are pulling or drawing people into leadership.  
(00:28:06): 
Want to pose a quesHon to the three of you around, what has pulled you towards being a non-profit 
leader? And/or what has kept you in leadership as well or sustained your leadership? Because I want to 
acknowledge that both things are probably true, been some ways in which, you've probably been 
pushed, but also trying to think about, what are some of the pulls and idenHfying some of those pulls? 
Let's see. Kavitha, can we start with you and then we'll have Kelly go? 
Kavitha Khandekar Chopra (00:28:39): 
Absolutely. Thank you, Sean. Hi everybody. Kavitha Khandekar Chopra, she/her pronouns. The Managing 
Director of Strategy and Engagement at re:power. I love this quesHon and as I thought of the answer, I 
thought of my parents. I am lucky to have really strong examples of community leadership in my life. And 
both my parents I view as leaders in their own right, with my father being like in corporate America, and 
my mom organizing her community, her people. And what I saw through them and what ulHmately 
pulled me into leadership was really, the joy that they received in building community. The pride in 
building something in collaboraHon with others, that joy that comes from seeing someone succeed and 
knowing you really had a hand in that. And because I'm a Virgo, I always say, there's also just a real 
saHsfacHon of ge[ng things done. And having the access and the posiHonal power to help get that done. 
(00:29:45): 
I really was reflecHng on those pieces of seeing my own parents and their leadership over the years, and 
also thinking about, watching my father who took on addiHonal leadership as his career progressed and 
seeing how he was able to open the door for others as he stepped further and further up a corporate 
ladder. I didn't end up in the corporate world, I ended up here in the nonprofit sector, but his strong 
sense of fairness and jusHce in his approach to leadership, definitely le` an imprint on me. And I think 
about that as a pull for myself as well of, what can I do with this posiHonal power, with this leadership, to 
conHnue to wield it in a support of the long arc of jusHce? Those are just some of the few pulls that came 
to mind. Thank you. 
Sean (00:30:45): 
Thanks so much. Kelly, how about you? And then we'll hear from Bamby.  
Kelly Woodland (00:30:49): 
Thanks, Sean, I appreciate it. Nice having the opportunity to meet everyone, see everyone through this 
plaiorm. My name is Kelly Woodland. I am Managing Director of Leadership Equity for the United Way 
of Greater Philadelphia, in Southern New Jersey. And similar to what Kavitha menHoned, my parents had 
a very strong impact on me, and they always emphasize the responsibility to give and to help. But as I 
reflect on my career, I've had the opportunity to lead a couple of nonprofits and a few iniHaHves. And 
honestly, Sean, when I looked at that quesHon, I struggled to think of pull factors. I can ra^le off all the 
push and in some cases probably the shove factors all day long. But one of the things is, as I think about 
my current posiHon, when I created the concept of leadership equity here at the United Way, in essence, 
not knowing about this research, my posiHon is actually creaHng a posiHve conspiracy of pull factors for 
black nonprofit leaders. 
(00:31:58): 
And for me, a criHcal pull factor in what I'm doing currently is the United Way invesHng in me to invest 
and pour into black leaders. Another pull factor is the laHtude, the thought partnership and trust that's 
been extended to me to do what is needed. And one thing that I'd like to add is, as it relates to aspiring 
people to lead, people inherently have a need to be heard, valued, and recognized. And that's something 
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that is common, especially among people of color. And in my opinion, is that in some cases in our 
society, our society has condiHoned us to believe that, you have a be^er chance of being heard and 
recognized if you lead, if you represent an organizaHon. Or if you have some type of consHtuency behind 
you. That may be another factor as we talk about, how folks arrive or aspire to be leaders.  
(00:33:10): 
I also think that the pull and push factors can be different, based upon, when in your career you have the 
opportunity to lead. We'll talk a li^le bit more, but thanks for the opportunity. 
Sean (00:33:23): 
Thanks so much, Kelly. Bamby, how about you? What's pulled and/or pushed you into leading? 
Bamby Salcedo (00:33:43): 
[foreign language 00:33:43]. I know that it was probably hard for some of you to understand what I just 
said, but I always honor my higher power, my creator for giving me the opportunity to breathe one more 
day. I also honor the land where we're standing all, wherever we may be, and I also honor your beauHful 
presence and, I appreciate the opportunity to be here. What got me to where I am today, it has been my 
own personal experiences, but also, being that I have survived incarceraHon, homelessness, sex work as 
means to survive, violence both in prison and in the streets, sexual assaults, overdoses, drug addicHon. I 
think anything and everything that anyone can probably think of, I have survived it. But also because I 
had the opportunity and the privilege to reform my life, and I also felt that there was a responsibility.  
(00:34:58): 
And so, I have a responsibility to my people, seeing that, even 20 years... I mean, back in the 80s when I 
started my transiHon at 18, the issues that I went through are no different than the issues that young 
people are going through today who are transgender, non-conformaHve sex people. And so, just seeing 
that every day, it's what propels me to conHnue to do what has to be done, non-stop. And even though 
I'm Hred, I am also hopeful to what needs to be done and really also appreciate partnerships, because 
the work cannot be done by ourselves. We need people who stand in solidarity with all of us, for us to be 
able to do the work. And so that is what led me to be where I am today, but also understanding that 
there's a lot of work that needs to be done. 
Sean (00:36:06): 
Thanks so much Bamby. Frances, I'll turn it over to you to ask the next quesHon. 
Frances (00:36:16): 
Each of you is connected to a program either you're parHcipaHng in, you've designed, you give to others 
to help sustain and support people of color aspiring to be leaders or in leadership posiHons. And Bamby, 
just because you've already tempted us with your talk about yourself and appreciaHon for your desire to 
make sure people don't sHll have to go through what you had to go through. Can you talk about both the 
Sisterhood Trust, the type of support you've received, and the type of support internally you're giving to 
others? 
Bamby Salcedo (00:36:53): 
Yes. I'm really grateful that, under the leadership of Connie from Southern California InvesHng JusHce, 
that this cohort of leaders here in Los Angeles specifically, that we hope could be replicated in many 
other places. It's an opportunity for women who are leaders of color, parHcularly leaders of 
organizaHons and execuHve posiHons, to be able to decompress and to be able to just, even if it's just for 
one day to forget about everything that is happening. And I know that it's super hard for many of us to 
find that moment and for us to find that Hme. But in my experiences and for what I heard from my 
sisters is that, it is replenishing, right? It feeds my soul and it feeds people's soul. It propels us to 
conHnue to do the work that sHll needs to happen.  
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(00:38:15): 
And one of the things that doesn't happen o`en is that, people really think about the investment that 
need to happen in people, for people to conHnue to do the work. We don't think of healthcare. I mean, 
yeah, our self-care, which is also healthcare, right? Because, if we don't take care of our health through 
self-preservaHon and self-care, then, we cannot conHnue to do this work. I think it's important to 
recognize that, this work is very taxing in our bodies and our minds and our spirits, especially with 
everything that is happening across the United States against communiHes of color and the hate that is 
happening, the rhetoric that is happening, and how all of that impacts our psyche.  
(00:39:20): 
And when we find spaces for us to come together and share our challenges, our opportuniHes, our 
hopes, our visions, right? While at the same Hme take care of our bodies and take care of our spirits, it's 
something that we really need to, I'm going to say, duplicate in other places. And I'm really grateful that 
we were able to bring this cohort together again under the leadership of Connie and my sister from 
Koko. Anyways, yes. 
Frances (00:40:15): 
Areya.  
Bamby Salcedo (00:40:18): 
Oh my God, how could I forget Areya? 
Frances (00:40:20): 
I know. But I knew you knew. I knew you knew. 
Bamby Salcedo (00:40:24): 
I have her face and I'm like, "Areya, please." Please forgive me [inaudible 00:40:29].  
Frances (00:40:29): 
I knew you knew. Kavitha, can I turn to you? And we might come back to you Bamby again, but Kavitha, 
at this point, you've been parHcipaHng in a program and also re:power has its own program. Can you tell 
us a li^le bit about both and the impact that's had on you and on the organizaHon? 
Kavitha Khandekar Chopra (00:40:48): 
Absolutely. I'm going to start with, the re:power program, just building off of what Bamby just shared 
about the Sisterhood Trust because, we have a program internally at re:power, which we call the Women 
of Color Leadership Program, which is a similar setup. It was built out of this realizaHon of the need for 
women of color leaders to have spaces that were built for them, that spoke to their needs, that folks 
could come together within that community. And really, not only meet the needs around, skill building 
and professional leadership, but also their own personal leadership, their sustainability within this 
movement, the things that they need to talk through with peers, like management struggles, things that 
come up for them along the way.  
(00:41:43): 
Two years ago, we built out this program, which is a three-month cohort. It meets once in-person at the 
start of the cohort, then virtually for 12 weeks. Then once again in-person at the end of the cohort. 
We've been bringing together 30 to 35 leaders who idenHfy as women of color over the last couple of 
years, and we run it twice a year. And the cohort just has amazing success. It not only really speaks to 
some of the things that Bamby just spoke to, around taking care of ourselves, understanding how we see 
ourselves as more than just the work, and how do we move through this work recognizing that? But also, 
in building the network that folks need. 
(00:42:33): 
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And I think as I was listening to Bamby speak, that was what was really resonaHng for me. It was like, yes, 
we all need people that understand, not only the work we do, but the posiHon that we hold. Especially 
when we are si[ng in idenHHes that are marginalized within our society, let alone within our 
organizaHons. And so, having a network of women of color leaders that folks can really lean on and turn 
to, has just been extremely beneficial coming... Our cohort parHcipants are always sharing really, 
wonderful things. If you happen to go to our Instagram page for re:power, there's a great li^le video that 
we put up there a couple of weeks ago sharing some of the great things folks had to say about 
parHcipaHng in our cohort. And it's really open to mid-level managers. Recognizing that there are some 
more supports for higher level execuHve directors, and even the number twos, which I'll talk about in a 
second, but the middle level managers are someHmes not seen, especially in big organizaHons. How can 
we develop supports for them, to conHnue to pull them into leadership?  
(00:43:49): 
But outside of re:power, I have the great pleasure of being a part of the Build the Bench cohort, which is 
sponsored by the Center of InnovaHon on Worker OrganizaHons, which is called CIWO, and it's housed at 
Rutgers University. And this iniHaHve was designed specifically to support the number twos in 
organizaHons. Again, realizing that, when you become an ED and execuHve director, you may suddenly 
have all these supports presented to you. But, what was exisHng for the folks that maybe are going to be 
the ones to take that next step? And so, Build the Bench was really created out of that idea of, how do 
we support these leaders before they have to step into leadership or the highest rung of leadership? And 
it's just been an amazing experience. It's been great to connect to other number twos across the 
countries in similar organizaHons, folks who really understand the work, but also I think the posiHon and 
the unique challenges that come from being both the manager of many, many people, and also reporHng 
up to an execuHve director and the challenges that come with that posiHon.  
(00:45:12): 
I'm really fortunate to be a part of that cohort and Build a Bench have an annual convening that brings 
folks together. But there's also these quarterly meetups where we have a chance to cover topics that feel 
the most resonant to us. And I know they just have some new people come on, so they're building out 
even more programming for this cohort, which we're really excited about. 
Frances (00:45:38): 
Great. Thank you. And could you put in the chat, the Instagram handle, because people have been asking 
for it. And Kelly, you run this program, you developed this program. Tell us more about the support that 
you give as the Black Nonprofit Chief ExecuHves of Philadelphia came into being. 
Kelly Woodland (00:46:03): 
I'm one of the conveners of BNCEP, but what I want to start off with very briefly is, when we speak about 
child and youth development, we o`en use the term or the reference, it takes a village. And we talk 
about how important it is for folks to have social connecHons and how it helps to shape and support 
individuals. And leadership development and leadership sustainability is no different. We need a village. 
For Black Nonprofit leaders in Philly, BNCEP is that village. BNCEP was founded in June, 2020, in the 
a`ermath of the murder of George Floyd, and in the backdrop of COVID. At that first meeHng, we had 24 
people a^ended a virtual meeHng. And it was clear even at that Hme, and sHll today, that black 
Nonprofit leaders needed a space to connect, support each other, share together, and learn together. 
Today, four years later almost, BNCEP has over 260 members. Many Black Nonprofit EDs, CEOs, senior 
leaders, program directors, are now members of BNCEP. 
[NEW_PARAGRAPH]And in my role as a Managing Director of Leadership Equity at the United Way, 
myself and my colleague, Folasshade Dunbar, we do capacity building a li^le differently. We focus on 
building the community of Black leaders first, and have those leaders inform us of what they need and 
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want in professional development or training. Even to ma^ers around dosage, the delivery, the format, 
and how they want to be engaged and how they want to be supported. TradiHonal capacity building, and 
we've all been there, really idenHfies what they see, as what you need, and then create programming to 
shoehorn or squeeze you in, based on what they think you need.  
(00:48:13): 
And one of the things that I think is important, and both Bamby and Kavitha menHoned it, is recognizing 
that social connecHons and relaHonship building, are equally important as skill development and 
leadership enhancement. The things that we provide BNCEP members, are free execuHve coaching. Now, 
many of you out there know, unfortunately, it has a bad connotaHon because, people get execuHve 
coaching when they're about to get terminated. This execuHve coaching is when the leader says, "I need 
a coach, around specific areas that I feel are important. I need a thought partner. I need someone to help 
guide me through this challenge." That execuHve coaching is criHcal.  
(00:49:04): 
We provide frequent leadership and management workshops. We provide finance academies, we have 
programming for emerging leaders, aspiring to be CEOs or EDs. We've conducted evaluaHon workshops. 
Even just last week, as a ma^er of fact, the ladies of BNCEP conducted a healing and a thriving event for 
Black women nonprofit leaders, and that had about 100 a^endees. We convened CEO round tables, 
which are, because we have a large group, we create a smaller safe space for leaders to candidly discuss 
issues that are of importance to them. We create opportuniHes for Black nonprofit leaders to connect 
with regional funders. We offer frequent opportuniHes to make connecHons among peers because that's 
important too, to facilitate and foster those connecHons among each other.  
(00:50:02): 
One of the things we did last November was we provided the first overnight wellness retreat for 50 Black 
nonprofit leaders from Philadelphia. That hadn't been done before. And I can say, when we do these 
types of things, it sends a message to regional philanthropy around what is important. And then they 
have been very responsive as well. We convene general body meeHngs where we present informaHon on 
a variety of different issues of importance. The January meeHng we talked about, accessing state and 
federal funding that isn't reimbursable. Because in Philadelphia, if you have a contract with the city of 
Philadelphia, it's on a reimbursable basis, but we needed to share informaHon to our members on how 
they can access state and federal funding that is not on a reimbursable basis. 
(00:50:59): 
We advocate for equitable funding, and essenHally we serve as a connector to resources because we 
realize, we can't be everything to everyone. Now, all of these programs are designed to support, nurture, 
and promote Black nonprofit leadership. And the benefits to building the community first, is that you 
never have to recruit or market the program. We have a community that is prepared to take advantage 
of what's being offered. We invest that Hme that would be typically spent recruiHng, in customizing the 
program to meet the needs of our members. We send out a noHce on an upcoming program, and within 
24 hours, there's a registraHon. RegistraHon is completed. That's a li^le bit about the BNCEP. Thank you. 
Sean (00:51:53): 
Thanks so much, Kelly.  
Frances (00:51:53): 
Thanks so much. And Sean- 
Sean (00:51:56): 
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I'm actually going to go off script a li^le bit, because we were going to pivot to asking a quesHon to each 
of you about, what can the sector do to support programs? And I'm mindful that we are ge[ng some 
quesHons in the Q&A. There was a quesHon about power structures that we end up replicaHng as people 
of color that fortunately Kavitha did weigh in on. We also got a quesHon that was about fundings and 
one of the main issues for leaders of color being the difficulty accessing resources.  
(00:52:31): 
And so, just wanted to maybe pose both of those quesHons to our panelists and see which one you want 
to respond to. Kavitha, since you already started weighing in on the quesHon about replicaHng 
structures, I wonder if there's anything more that you wanted to say beyond what you put into the Q&A. 
Kavitha Khandekar Chopra (00:53:01): 
Thank you. Thank you, Zara, for asking this quesHon. And I just want to really li` it up in case folks didn't 
see it, of just, this sense of, how do we do this work? How do we support BIPOC leaders? And also 
recognize that someHmes it's our BIPOC leaders who are creaHng harm or causing lateral harm. I think 
there's generally an idea of, when we place a BIPOC person in leadership, that the harm should be 
miHgated just by the sheer fact of their representaHon. And the reality is that, that's not true. That we all 
are sHll very much swimming in the waters of all the things that exist around us. And that, I think really it 
comes back to this idea of, compeHHon, scarcity, individualism, which has been really ingrained in all of 
us for so many years. And so, I think a lot about how much work on learning poliHcal educaHon that it's 
really going to take for all of us to get to the place where we can figure out how not to be harming one 
another as we ascend into leadership. 
(00:54:22): 
And that idea too, of ascension and posiHonal power and hierarchy, all of those things are coming into 
quesHon right now. I know even within my own organizaHon, there's so much talk about that. And so, 
just recognizing that we at this current moment are tasked with holding a lot of different conversaHons, 
both around what is happening external to our organizaHon, what we see is what we're fighHng and 
what we're hoping to make an impact on, and also how that then shows up within our own organizaHon. 
And that we as people of color, it doesn't mean that we just inherently know the answer or know the 
way as to how to fix that. And so, figuring out how to lead transparently, but also develop the support of 
the organizaHon and of other leaders, to try to move us toward more community and collecHve acHon 
and abundance, which is not an easy task by any means. 
Sean (00:55:32): 
Thanks so much. And Kelly, bringing it back to you, given you started talking a li^le bit about, direcHng 
resources to Black leaders, somewhat about finances, somewhat about just the supports that people are 
needing. Do you have any thoughts either about, the quesHon about how people of color replicate 
problemaHc structures? And/or the quesHon about, what is the role of funders in incenHvizing that 
compeHHon that Kavitha was talking about? Curious what your take is on either both of those.  
Kelly Woodland (00:56:11): 
I think o`enHmes we make the assumpHon that, because individuals are people of color that, that 
they're anH-racist. And that's something that you can't necessarily assume. There have been cases where 
we've seen that. I think one of the things that we try to do from a tacHcal point within BNCEP, is really 
put the emphasis on building relaHonships, as opposed to being transacHonal. The sector that we're in is 
100% transacHonal, and if we don't have any use to them, then we are dispensed. And the thing that we 
have to begin to do is, recognize that we bring our full self to the work, and deal with each other in a 
supporHve way that builds relaHonships and really help to change the sector.  
(00:57:04): 
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As it pertains to philanthropy, that's an issue that has been difficult for a long Hme, but I will say, you 
have two different issues. The staff at many foundaHons, tend to be, in some cases, on the same page. 
It's the boards of the foundaHon where the work has to be done. And that's where the emphasis has to 
be made. And I think to be perfectly honest with you, we have to really challenge, and when we talk 
about this whole reckoning from 2020 and the rollback, we've seen, whether it's the University of Texas 
and things in Texas and in Florida, we have to challenge philanthropy to live up to those DEI statements 
that they made several years ago. And we have to challenge them to show the measurable impacts of 
the good things that happen when they prioriHze BIPOC led nonprofit organizaHons. We can't allow folks 
to get off the hook.  
(00:58:14): 
We also have to start li`ing up our own stories, around what happened and why when folks started to 
prioriHze equity, how organizaHons survive, and how some organizaHons were able to do some good 
work and in some cases thrive for a li^le bit of Hme. I think it's not one answer, it's a very complicated 
quesHon, but that's one of the things that I would just say, focus on trying to deal with the board's 
challenge philanthropy to li` up and live up rather, to those high lo`y DEI statements and have them li` 
up the good work that was done when they prioriHze equity. That's the story that has to be told, and it 
hasn't been. 
Sean (00:58:58): 
Thanks so much, Kelly. And Bamby, want to now move towards wrapping up with you. Curious what your 
vantage point is on these quesHons about, both philanthropy. Because, we know that the investment in 
organizaHons, LGBTQ organizaHons generally, but parHcularly trans organizaHons, has been lacking for 
years. But also, how do you think about this quesHon that's raised around, the ways that we replicate 
hierarchies, whether it's on the basis of our leadership as people of color or within our community and 
spaces as well? I'm just curious what you would say about all of this. I'm sure [inaudible 00:59:40]. 
Bamby Salcedo (00:59:39): 
I do have a lot to say, actually. No, but the truth is that, unfortunately, the way the system is created, we 
have to fall into what has already been created. Like this hierarchy, that, a lot of Hmes we don't have a 
choice. Obviously there are other models we're surfing but, I think what we can do when we are in this 
posiHons of leadership... I can put our organizaHon as an example. We do have a board, but all of our 
board are trans women who are LaHnas, who some are monolingual speakers, who we don't ask to raise 
money for us, for the organizaHon. 
(01:00:37): 
EssenHally, we don't have a typical model of a nonprofit because, again, most nonprofits you ask a give 
or get amount of money or fundraise or whatever it is. We don't have that model. And in addiHon to 
that, we are adopHng policies to really value people and support people, and for people to really 
understand that the work that they're doing is important and that we care about their sustainability. 
Some of the things that we have implemented, for instance is, all of our employees get a sabbaHcal. Not 
just execuHves, but all of our employees.  
(01:01:25): 
Another thing that we have included is free healthcare for all of our employees. And I posted in the chat 
a report that is called, all the respect on how do we support or how other organizaHons are supporHng 
organizers. And so, I think we have to live to what we believe in and put that into pracHce. A lot of Hmes 
we use language and we use terms of social jusHce or transformaHve jusHce and healing jusHce, but, 
what do we actually do about that? And so, I think that is something that we need to really reconcile 
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ourselves with, and really think about how we can make all of those things happen. Obviously, valuing 
people who are doing the most hard work, that one can possibly think. 
(01:02:33): 
And I'm thinking of people like myself, people who are trans, who are case managers, and who are o`en 
living their own experiences of violence and when they interview people and stuff like that. And so, what 
do we do to protect our people? We do provide mental health services and coaching, and I believe in 
leadership development and I know that I'm not going to be here forever. And so, how do we prepare 
the pipeline, not just within our organizaHon, but overall? And I know that we as an organizaHon, are 
doing that. We're contribuHng to building the infrastructure of the broader trans movement, and that 
includes making sure that we start with our own organizaHon.  
Sean (01:03:28): 
Thanks so much.  
Bamby Salcedo (01:03:30): 
But I think also, we'll have a responsibility, right? Philanthropy, all of us in whatever way possible, we 
need to use our privilege and our power to open opportuniHes for all the people who may not have 
access 
Sean (01:03:46): 
Thanks so much, Bamby. Thank you, Kelly. Thank you, Kavitha. I really appreciated this conversaHon. 
Thanks to all of you for joining this webinar. As we said at the beginning, you'll get a follow-up email with 
the recording and other informaHon about the conversaHon that we had today. [inaudible 01:04:07] 
you'll reach out to the panelists, learn more about the programs and their organizaHons, and build 
programs like these in other parts of the country as well. Thanks everybody for being with us and hope 
you have a good rest of the day. 
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