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Mercedes Brown (00:04:43): 
Fantas5c. I'm happy to get us started. Thank you Frances. And thank you to folks who've been inpuGng 
their loca5ons and their names in the chat. I'm afraid to pull the chat up because I am projec5ng my 
screen, so I'll let it be. And thanks to Frances for shou5ng out folks. [00:05:00] I'm happy to get us 
started. 
(00:05:02): 
As Frances said, welcome to the Blocking the Backlash: The Posi5ve impact of DEI in Nonprofit 
Organiza5ons webinar being put on by the Building Movement Project. I'll provide a liUle bit of 
background before we get started for folks who might not be as familiar with us at the Building 
Movement Project and our work. 
(00:05:19): 
So our vision at BMP is where we imagine a world where all community members can live with dignity, 
power and their supported by diverse, resilient organiza5ons, networks and [00:05:30] movements that 
work to eradicate the root causes of inequity and injus5ce. 
(00:05:35): 
And we go about paying it forward and contribu5ng to that future state now in our 25th year of 
existence at BMP by providing insigh[ul research, prac5cal resources and pathways for transforma5ve 
rela5onships that we hope support those nonprofit organiza5ons, those networks and those movements 
in their work of crea5ng that just and equitable world that we envision at BMP. 
(00:06:00): 
[00:06:00] And we'll share more informa5on on our organiza5on if you aren't familiar, but it sounds like 
we've got a lot of folks who, based on what you dropped in the chat, who have worked with us or who 
are familiar with our work. So thanks for being here and thank you for those folks who are just tuning in. 
(00:06:15): 
Before we get started, I want to run through a couple tech-related instruc5ons so aUendees are not 
visible because of the way that we're projec5ng for the webinar. So we ask that you, and invite you to 
use the Q&A feature to ask ques5ons. We will have a [00:06:30] audience Q&A segment in this webinar. 
So use the Q&A feature to ask ques5ons and we encourage you to also use the chat to send tech-related 
issues to BMP admin. 
(00:06:41): 
And then the other thing worth no5ng, you might've joined aaer this announcement went off, but this 
webinar is being recorded, so the recording and the slides will be available following the webinar. And 
lastly, we invite you, if you haven't already to connect with us on social media. We are on the pla[orm's, 
Instagram, Facebook, X, and LinkedIn. [00:07:00] And we're preUy ac5ve over there, so check us out if 
you haven't already. 
(00:07:05): 
And now you told us a liUle bit about who you are. We have a poll for you in just a minute to get to know 
you more, but I'd like to take just a minute to let you know who we are. So myself, the voice that you 
hear, maybe the face that you also see. I'm Mercedes Brown at the Building Movement Project. I'm the 
director of Race Equity Assessment. 
(00:07:22): 
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I'm joined by my colleague Frances, who I'll give an opportunity to introduce herself and then I'll shout 
our two panelists who you get an opportunity to hear [00:07:30] from later during the moderated panel 
discussion. Frances, do you want to hop in and introduce yourself? 
Frances Kunreuther (00:07:34): 
Yeah. Frances Kunreuther, co-execu5ve director of the Building Movement Project. Happy to be here 
today to share the data with you and more to come. 
Mercedes Brown (00:07:44): 
Fantas5c. Frances is our hype person. You heard geGng us all started. Thank you, Frances. Thank you, 
Crystal, and thank you Bri. I cannot wait for the folks on the webinar to get a chance to hear about you 
and your incredible work shortly. Let's launch into a poll now [00:08:00] to get a chance to know who's 
on the line with us here and I'll move this out of the way. Sorry. 
(00:08:06): 
So the poll that's launched and folks are already diving in, what best describes your role? So let's just 
take a couple seconds. Let's see how quickly we can get this close to 100%. You all are moving really fast, 
so that's fantas5c. A couple more seconds here. Let that come up. Hopefully it's a preUy straigh[orward 
ques5on and you see yourself somewhere to the best of our abili5es, [00:08:30] right? We're almost 
there. We'll keep going. 
(00:08:42): 
All right. And maybe we will end it. I'll give it just a couple more seconds. Okay. Share the results now. 
Hopefully folks are seeing the results projected. This is the part of the webinar admiUedly and screen 
sharing that I struggle the most with, but hopefully folks are seeing results. Let me know. 
(00:08:58): 
Yes, I see [00:09:00] reac5ons flying, so I'll just call out and react to what we're seeing overwhelmingly 
and the responses that have come in. So current leaders of color coming in at around 28%, current white 
leaders coming in at around 18. Capacity builders and intermediaries of color around 14. White capacity 
builders around 21%. And then some aspiring both leaders of color and white leaders on the webinar. 
(00:09:25): 
So preUy decent representa5on across some of those categories that we tend to use. [00:09:30] That's 
really helpful to have that sense as we move into the findings. So thank you. I'll stop sharing now and we 
will return to some background and context. I guess we'll shia gears. 
(00:09:44): 
So before I hand it over to my colleague, Frances to talk us through some of the most salient findings 
from this most recent report, I want to provide a liUle background and context around what you're going 
to hear. If you're unfamiliar, Building Movement Project in 2016 conducted [00:10:00] our very first 
survey on race and nonprofit leadership. 
(00:10:03): 
And in large part it's because there've been rumblings and circling in the sector for years about the 
importance of diversity and leadership. And yet s5ll, there was s5ll a lack of people of color in execu5ve 
leadership roles that really mirrored the levels for which our demographics were really sugges5ng and 
telling us we should see. 
(00:10:25): 
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So that kicked off our [00:10:30] work with the Race to Lead data series. So in 2019 we added some 
addi5onal ques5ons. So a couple years later, we went back at it, we added ques5ons about diversity, 
equity, inclusion in workplace experiences. The types of ques5ons that we were really looking to dive 
into in the 2019 itera5on of the survey was how does a leader's race affect their workplace experience 
for both Black and indigenous people of color as well as white respondents. 
(00:10:57): 
So we were back at it again in 2022 and you'll [00:11:00] get a chance to hear more about that during 
this conversa5on. We added some addi5onal ques5ons about the impact of the COVID-19 pandemic and 
the racial reckoning. And what was really important for us to really get our arms around is what was the 
difference in naviga5ng leadership now and leading nonprofit organiza5ons in light of those two 
impac[ul things that I know noted already, and really in large part wanted to build on it and con5nue to 
learn where we dug into in the previous itera5ons [00:11:30] of this survey. 
(00:11:31): 
So I'll swing us very quickly to highlight some trends from three rounds of surveying. So interes5ngly 
enough, over the course of the three years of '16, '19 and '22, the Race to Lead surveys have garnered 
over 12,000 responses. So just to put things into context, if you're unfamiliar with our Race to Lead 
survey and research series. 
(00:11:54): 
The composi5on though of that 12,000, so the sample surveys has been remarkably [00:12:00] similar 
over the years. I think there are some areas in which we saw some slight shias over 5me, but by and 
large survey respondents, both things like race and ethnicity have remained rela5vely consistent over 
5me. We've observed some shias in a few areas like gender and mental health status, but by and large, 
we saw some consistency. 
(00:12:21): 
One of the last things I'll call out here before I hand it over to Frances is that many of the key findings 
from past surveys also con5nue to resonate with our [00:12:30] most recent data from 2022. So we can 
provide more informa5on and if you dive into the report you can see a bit more context. 
(00:12:39): 
But we wanted to ground our conversa5on today by liaing up some of those key trends and providing 
that historical background around our Race to Lead work. I'm going to hand it over to my colleague 
Frances to dive right into the Blocking the Backlash findings. 
Frances Kunreuther (00:12:56): 
So thank you, Mercedes. It's so great to be here today. I'm just really [00:13:00] impressed by the people 
who have put their name, organiza5ons and loca5ons in the chat. Welcome, welcome, welcome. The 
thing I do want to say is that I'm going to go through this data very quickly. You can go to 
www.buildingmovement.org or www.racetolead.org to get the full reports download that and I know 
you'll get that in the follow-up email from the wonderful Jasmine Leeward who will follow up aaer the 
webinar with the [00:13:30] slides and the recording. 
(00:13:34): 
So let me just start by saying... And a shout-out to my former Co-Execu5ve Director, Sean Thomas-
Brei[eld, who was really the lead author on this report. So I'm going to start by talking about these four 
findings. So just so you know what they are, the first finding I'm going to go through is that more 
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organiza5ons in 2022 compared to 2019, did some sort of work, had some sort of DEI diversity, 
[00:14:00] equity and inclusion ini5a5ve in their organiza5on. 
(00:14:03): 
The second finding is that BIPOC respondents actually rated DEI strategies used in the organiza5on 
higher than their white counterparts. I'll show you the data on that. The third finding is that respondents 
were more posi5ve about their workplace when the organiza5on employed what we call five or more 
DEI strategies. In other words that there was more intensive work on diversity, equity, and inclusion in 
the [00:14:30] organiza5on. 
(00:14:31): 
And finally our last finding is we understand that diversity, equity, and inclusion inclusion is not the same 
as racial equity. And we have some data to show how we're s5ll facing many structural barriers in the 
nonprofit sector that need to be addressed. 
(00:14:46): 
So let me just say before I get started that this is not an evalua5on of diversity, equity, and inclusion 
inclusion programs. These are really ques5ons we asked in the 2019 and 2022 Race to Lead surveys 
compared to some of the other answers [00:15:00] that people gave us. But it's not a comprehensive 
evalua5on of DEI programs in nonprofits. 
(00:15:06): 
So let's get started. The first finding is what we call the DEI boom. The organiza5ons are increasing nearly 
using diversity, equity, and inclusion at least in 2022. We don't know what's happened since then in their 
organiza5ons and you can see... So we're going to change slides and go to slides... Yeah, there we go. 
[00:15:30] You can see that in 2022, 83% of respondents to the survey said that they had some sort of 
DEI ini5a5ve in their organiza5on compared to about three-quarters in 2019. 
(00:15:49): 
That green bar is 2019, that blue bar is 2022. And then you can see there's really the growth of the use 
of DEI is preUy equal for people [00:16:00] of color in the sector and for white people in their 
organiza5ons in the sector. Remember, the survey is post-2020. So you're s5ll seeing the impact of the 
uprisings aaer the murder of George Floyd. 
(00:16:13): 
And of course it's during COVID, which brings us to the next slide, which is a quote from somebody who 
says in March 2020, many organiza5ons were faced with the reality of racism and it became a topic of 
conversa5on in the workplace. For this person their organiza5on [00:16:30] had begun DEI work before 
that and it didn't feel like a knee-jerk reac5on aaer George Floyd. But the person noted, "I do feel the 
work is more difficult in a distributed workplace than in an office environment." So again, the impact of 
COVID on doing this work in organiza5ons. 
(00:16:46): 
In the next slide, you can see whether or not organiza5ons had DEI ini5a5ves. These are organiza5ons 
that say they have some sort of DEI ini5a5ve in their organiza5ons [00:17:00] by organiza5on size. And 
you'll no5ce that there's kind of the same difference every year in every category between 2019 and 
2022. There's this very equal increase. But what we really wanted to point out on this slide is that 
compared to organiza5ons that have budgets of more than a million dollars, those in organiza5ons with 
budgets of a million dollars or less are less likely to have a DEI ini5a5ve [00:17:30] in the organiza5on. 
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(00:17:31): 
You can see three quarters of those in 2022 had some sort of DEI ini5a5ve, which leads us to think that 
this may be a financial issue and we need to think about suppor5ng organiza5ons that are smaller to do 
diversity, equity, and inclusion inclusion in those organiza5ons. The reason we're so keen on that is 
almost a quarter, 23% of the respondents of the survey work in organiza5ons with budgets of a million 
dollar or less. We know the sector is made up of mostly [00:18:00] smaller organiza5ons. 
(00:18:02): 
On the next slide, you can see the types of strategies that people reported their organiza5ons were 
engaged in. So we listed on the lea side of the slide, you're comparing 2016 to 2019, whether or not the 
organiza5on provided training, whether that they included DEI and race equity in the mission of the 
organiza5on. [00:18:30] You're comparing that between 2019 and 2022. 
(00:18:34): 
On the right side those two extra bars are just different strategies we added in 2022. What I want to 
point out here is that training is always the most popular and most used ini5a5ve. Now, people didn't 
have to choose one ini5a5ve. You might have chose three or four ini5a5ves. The training is oaen a 
star5ng point into DEI. 
(00:18:56): 
And also, as you can note that [00:19:00] measuring and tracking DEI has also had a huge increase 
between 2019 and 2022, an eight percentage point increase. So we can see that there's certain areas 
that there's been even more increased training and tracking DEI ini5a5ves versus other areas where 
there's not that much of an increase between 2022 and 2019. 
(00:19:24): 
So looking at the next slide, keep in mind [00:19:30] what you just saw. We're going to go back one, 
Mercedes. I just wanted to say that we're going to talk a new ques5on we asked in 2022 and that's we 
asked people for each of those strategies of what organiza5ons did, what sort of DEI strategy was used in 
their organiza5on? We asked people how effec5ve they thought that strategy was, from one to five. 
(00:19:57): 
I wanted to just let you know, very few people said [00:20:00] it was not effec5ve at all. So what you're 
going to be seeing in the following three slides is people who said it was either very effec5ve, the 
strategy or extremely effec5ve. So let's then move on to the next slide, Mercedes. So you can see that 
people of color in organiza5ons, the respondents from the survey were more likely in five of the 
strategies, the DEI strategy interven5ons to say that it was either very or extremely [00:20:30] effec5ve 
compared to white respondents. 
(00:20:33): 
So, that dark blue is people of color respondents and that brown color that's white respondents. And 
what struck us when we noted that first of all, how big a difference there is between white respondents 
and people of color in these five areas is that three of those areas that you could see circled in green are 
related to either measuring or recrui5ng [00:21:00] diversity in the organiza5on. 
(00:21:02): 
That top one, recrui5ng senior and execu5ve leadership with diverse backgrounds. The boUom one, 
developing new recruitment and outreach to increase staff diversity. And then in that middle, measuring 
and tracking organiza5onal diversity. So what the composi5on of is in the organiza5on makes a 
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difference, especially to people of color. You can see that 11 percentage point difference on that first one 
of the top leadership and [00:21:30] the eight percentage point differences in the other two. 
(00:21:33): 
I also wanted to point out that the two that aren't circled really have to do with how racial equity 
impacts the community, both the work with the community as you can see in the second one on issues 
of racial equity and also addressing how inequity and systemic bias really impact the work of the 
organiza5on. 
(00:21:54): 
So on the next slide, the top four of these [00:22:00] responses are also interven5ons, diversity, equity 
and inclusive interven5ons in the organiza5on where there wasn't that big of a difference. People of 
color s5ll were more likely to rate it very or extremely effec5ve, but there was a very... We don't see 
these as big differences. 
(00:22:21): 
I did want to point out in that second one where there's a green kind of circle around that that 
representa5on is where there's the biggest gap here, [00:22:30] even though there's not as big a gap as 
you saw on the previous slide. 
(00:22:33): 
Again, this issue of underrepresented groups this 5me on the board of directors and advisory 
commiUees is important to people of color respondents or more important than it is to white 
respondents. 
(00:22:44): 
The only area, the only ini5a5ve where white respondents rated it higher than people of color 
respondents was this last one circled in red, "Pursue equity and compensa5on." That is pay [00:23:00] 
equity parity, et cetera. 
(00:23:01): 
And there's a five percentage point difference, and we wonder whether that's because white 
respondents actually benefited from pay equity audits in their organiza5on. Not sure, don't have the 
evidence, but that was just something we considered, and are curious about your own thoughts in that 
area. 
(00:23:19): 
So I wanted to go on to the third finding, which is the more strategies that an organiza5on employed 
indica5ng that they were [00:23:30] going deeper into diversity, equity, and inclusion compared to 
somebody who just had one strategy makes a bigger difference on how people feel about the 
organiza5on than those that have fewer strategies. 
(00:23:48): 
People where there are more strategies feel more posi5vely about the organiza5on. And what we did 
here is we looked at some common ques5ons that surveys across the country use to [00:24:00] measure 
how people feel about the organiza5on. So let's go to the first one that's on the next slide. A very 
common reten5on ques5on that's used in many services, "I would be happy if I worked in this 
organiza5on three years." 
(00:24:11): 
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So we borrowed that ques5on and we asked people how they felt about that, whether they disagreed, 
which was number one, extremely disagree to whether they agree on a ten-point scale, extremely agree 
from one to 10. I want to point out two things in this slide. First, if you start with [00:24:30] the 
interven5ons, one to four DEI strategies are used in the organiza5on, five to seven DEI strategies used in 
the organiza5on or eight or more. 
(00:24:39): 
You can see there's a steady incline both for white and people of color respondents. A liUle bit more for 
white respondents. That's one thing. The more the interven5ons, the more people feel like they want to 
stay in that organiza5on and want to be there three years from now. 
(00:24:54): 
But the second thing that's even more striking is that when there's no DEI ini5a5ve at all [00:25:00] in 
the organiza5on, white people are preUy happy in those organiza5ons compared to people of color 
where you could see how low that goes. It's really the lowest point for people of color respondents. 
(00:25:11): 
Talk about structural areas, we s5ll need educa5on, and understanding that for whites in organiza5ons 
where there's no DEI ini5a5ve, that they think everything's okay compared to how people of color feel in 
those organiza5ons. Let's go to the next slide where we could see another net promoter ques5on, "I 
[00:25:30] feel I have a voice in the organiza5on." Another measure about how people feel about their 
workplace. 
(00:25:35): 
You see same two trends here that for you can see there's very liUle difference when you start with one 
to four, five to seven or eight plus strategies. And again, an indica5on of how much work these 
organiza5ons are doing on DEI. And people get more feeling they have some sort of voice in the 
organiza5on, the more strategies they are. And then you see that gap between white... A liUle [00:26:00] 
less of a gap between white respondents and people of color respondents and organiza5ons that have 
no DEI at all. 
(00:26:08): 
And then the third indica5on for this is on the next slide, whether people feel consulted before their 
organiza5on makes key decisions. Again, very common ques5ons asked about whether people feel good 
about their workplace. And you see the same paUern again here. 
(00:26:23): 
So we see both that the number of DEI interven5ons makes a big [00:26:30] difference in terms of how 
people feel about the workplace. But for white people, there's kind of like, "I'm okay in here. And then 
when I start, I take a dip and I come back up." Very different for people of color respondents. 
(00:26:43): 
Okay, so a quote about that is from one of the respondents who said, "DEI is not just training to be 
completed, it needs to be engraved in every process, every part of the organiza5on. As I say to my Task 
Force members and everyone else, 'It's [00:27:00] not a sprint, it's a marathon.'" 
(00:27:02): 
So I want to give the last finding before I turn it back over to Mercedes, which is we really wanted to 
emphasize that we do not equate doing diversity, equity, and inclusion work as the way to achieve racial 
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equity in and of itself. It's really one step towards achieving the more structural changes that we know 
need to happen both in the nonprofit sector and society [00:27:30] at large. 
(00:27:31): 
So we looked at some of the ques5ons that might help us answer that. The first one was in all three 
surveys, you're looking at 2022 data here. But in all three surveys we asked people about whether they 
thought their race nega5vely impacted their career advancement too posi5vely. It was a scaled answer 
with, my race nega5vely impacts and then it doesn't impact and then it posi5vely impacts my career 
advancement. 
(00:28:00): 
[00:28:00] And you can see on the lea side that for BIPOC respondents really the number of DEI 
interven5ons in their organiza5on, even though we saw and makes a difference to how they feel about 
their own organiza5on, really didn't make a difference. And whether they thought their race nega5vely 
impacted their career advancement, s5ll half of the respondents felt their race was nega5vely impac5ng 
their career advancement. So that structural barrier doesn't go away even if they feel [00:28:30] beUer 
about their individual organiza5on. 
(00:28:33): 
I wanted to compare that to the right side of the slide, which shows what the response of white 
respondents on the right side. And this is now instead of nega5vely impacts my career advancement, 
that it posi5vely impacts my career advancement. And you can see that as there are more and more DEI 
strategies in the organiza5on, again, an indica5on of the seriousness and depth of the DEI work 
[00:29:00] that white people tend to say more and more that their race has posi5vely impacted their 
career advancement. 
(00:29:07): 
So the advantage for white people is they have more awareness of the posi5ve impact their race has in 
their career advancement, but it doesn't take away the structural barriers that people of color face in the 
nonprofit sector. And then on this next slide, another indica5on of the structural barriers [00:29:30] that 
people face is a ques5on we asked in all of the three surveys. 
(00:29:35): 
And you can see the orange is 2016, the green is 2019, the blue is 2022, where we ask people how much 
they agree with the statement, "Nonprofits trying to address race and race equity in their organiza5ons 
oaen create tensions that they are not equipped to resolve." In other words, the sector as a whole is 
raising issues when they address [00:30:00] race and race equity that individual organiza5ons aren't yet 
equipped to resolve. 
(00:30:04): 
And you can see for people of color that resistance to really dealing with race and race equity s5ll exists, 
especially you can see that in 2019 and 2022. A liUle less so for white respondents are actually a lot less. 
(00:30:19): 
But we can s5ll see that resistance and lack of a really ability for nonprofits as a whole to be able to 
address diversity, [00:30:30] equity, and inclusion in their organiza5ons as compared to in people's 
individual organiza5ons. This is looking at the sector as a whole. 
(00:30:38): 
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So with that, I want to end with one quote, which is from another respondent who says, "Nonprofits 
aren't crea5ng tensions through DEI work. They're unearthing tensions that have always been there, but 
it wasn't safe enough for BIPOC stakeholders to bring them up, but when they are brought up, these 
organiza5ons are [00:31:00] oaen ill-equipped to handle those issues, especially in historically white-led 
organiza5ons." And with that, Mercedes, let me turn it back over to you. 
Mercedes Brown (00:31:10): 
Perfect. Thank you, Frances. Hopefully I will come back on camera here. Not sure what happened in my 
video? Okay, now and I'm back. Fantas5c. Thank you, Frances. Those were a lot of findings to move 
through. I am actually going to shia us to our [00:31:30] moderated panel discussion to make sure we 
have enough 5me to hear from Bri and Crystal. 
(00:31:35): 
So I'll stop sharing my screen. We'll get spotlighted thanks in advance, Jess for working your magic and 
geGng everyone pulled up on the screen. And we'll move into the conversa5on about what you're 
seeing, how what Frances has just shared as resona5ng with your experience. 
(00:32:00): 
[00:32:00] Perfect. Okay, so this first ques5on here, actually Jess, are we all set to go? Sorry, I just want 
to make sure we got the right folks on the screen here. Okay, I will move us ahead. So I'll reintroduce 
folks to our two incredible panelists who've joined us. So you'll be hearing from Bri Carpenter who is the 
director of employee experience and culture at Avalon [00:32:30] Housing out of the Midwest and in our 
Michigan. Thank you for being here, Bri. 
(00:32:34): 
And you'll also have an opportunity here from Crystal Coache who is the vice president of diversity, 
equity, and inclusion and belonging with the Na5onal Women's Law Center out of Washington, DC. 
Thank you for being here, Crystal. I will start us off with a ques5on, a common ques5on to both of you 
and maybe perhaps we'll start with you Bri, if you don't mind. So it'll just be the two of us here. 
(00:32:58): 
So Bri, this ques5on [00:33:00] is, as an organiza5on that was an early adopter of building movement 
projects, research-inspired, actually Race to Lead research inspired the race equity assessment building 
blocks for change. What structural and cultural shias has your organiza5on, Avalon made to move from 
really beyond the commitment to addressing inequity within the workplace to taking more concrete 
steps to advancing real culture shias and change in service of ensuring that Avalon is really an inclusive 
place [00:33:30] for your nonprofit employees, especially employees of color? 
Bri Carpenter (00:33:34): 
Yes. Thank you so much for having me. So in response to this ques5on, one of the quotes that was 
presented earlier about DEI work not being a checkbox or something that we're done wiping our hands 
clean, we've really worked to con5nue to make our DEI work and our focus on equity and inclusion, 
something that is embedded within all levels of the agency. 
(00:33:58): 
And so, that looks like [00:34:00] including DEI-focused work in our strategic plan and our strategic goals 
that are aUached to that plan. Equity is also one of our formal agency values. And so that exists on our 
website. We have a vision for equity posted there. And also from my role, I have really worked to make 
DEI work part of the full employee life cycle. 
(00:34:22): 
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And so we are asking DEI-focused ques5ons in every interview that we have for poten5al staff member 
and [00:34:30] a red flag within those ques5ons is enough to not move forward with a candidate, even if 
they have all of the on paper creden5als and experience. Doing mission-based work and including DEI 
work within our mission and within our values, people need to be aligned with that in order to 
effec5vely promote change that we seek within our community on a broader level. 
(00:34:53): 
We also, we're guilty of that checkbox nature with our internal DEI trainings. [00:35:00] We moved from 
having op5onal trainings to required trainings, and now instead we are including aspects of our DEI 
training, which at our agency we call [inaudible 00:35:13] CommiGng to An5-Racism and An5-Bias in our 
onboarding process within our new hire orienta5on. Moving conversa5ons around equity there allow us 
to reach employees right when they're entering the door, right when they're geGng acclimated to the 
environment. 
(00:35:29): 
So [00:35:30] if it wasn't fully recognized during the interview process, which it should have been, it's 
also con5nued and built upon right when they're having their first conversa5ons with their colleagues. It 
allows folks to build authen5c rela5onships there and to talk about issues that many are uncomfortable 
talking about and to essen5ally get comfortable with being uncomfortable. 
(00:35:53): 
Another thing that we've done recently is employed a full-5me DEI manager [00:36:00] role. I believe 
that they're on this call. So within my team of employee experience, we have Murphy who is our full-
5me DEI manager. They lead our internal equity commiUee. They also provide consul5ng to leaders and 
any staff that are interested throughout the organiza5on, and inform and coach and provide support to 
our internal affinity groups. 
(00:36:22): 
They were also the one that brought the ini5al equity conversa5ons into the orienta5on [00:36:30] 
period so that we are no longer saying, "Okay, you've been at the agency for six months, let's talk about 
DEI." We're saying that right away. And then we're building upon that with annual refresher sessions and 
conversa5ons. So in summary, DEI conversa5ons become a part of the culture and the process before 
folks enter the door and then con5nue on throughout the employee lifecycle. 
(00:36:53): 
We con5nue to have staff surveys around DEI topics. We gather ongoing [00:37:00] feedback in that way 
and all the way up un5l someone has made the decision to leave the agency, we have them assess and 
inform their experience with our DEI work while they were employed during their exit interviews. So 
from entry interview all the way to exit interview folks are addressing these topics from all levels of the 
organiza5on. 
Mercedes Brown (00:37:22): 
Thank you, Bri. I really appreciate the breadth of your response and really this con5nuum of... through 
the organiza5on's efforts [00:37:30] to, as you said, from start to finish, live into that commitment. So 
thank you for that. I'll actually shia gears and bring in Crystal. And ask Crystal, you a similar ques5on if 
you don't mind. 
(00:37:44): 
As Na5onal Women's Law Center was actually one of our earlier beta test organiza5ons, as early 
adopters of our race equity assessment Building Blocks for Change, what types of structural shias and 
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cultural shias would you like to lia [00:38:00] up that Na5onal Women's Law Center has been able to 
make over the years? 
Crystal Coache (00:38:04): 
Yeah, thank you so much for asking this ques5on. And it was really nice to reflect on some of the work 
that the Law Center has been doing and that my team has been doing. To start, I want to say that I joined 
the Law Center at a really exci5ng 5me while we were... and the Law Center was finishing its first 
collec5ve bargaining agreement. And so we are a unionized Law Center. 
(00:38:28): 
And I think it's really important [00:38:30] to lia that up because baked into the collec5ve bargaining 
agreement, there was a significant focus on data collec5on and transparency and analysis, a significant 
focus on training on an5-racism for staff and leaders. A significant focus on recruitment and strong and 
equitable wages and benefits. 
(00:38:51): 
And so, I was really set up to embed DEI work throughout the organiza5on [00:39:00] from the very 
beginning. And the first thing that I no5ced was that I was not just hired, but I also was resourced to be 
able to bring on staff. So DEI at our organiza5on includes an internal data and research person, a director 
for that. 
(00:39:21): 
We also have somebody focused on learning and belonging events inspired to create [00:39:30] 
connec5on and belonging. And all of these things have led to some really strong ini5al beginnings to this 
work. I totally agree with what Bri said. It is something that will take 5me and itera5on. And I agree with 
the quote in the presenta5on, "It's a marathon, not a sprint." 
(00:39:53): 
But some of the early progress that we've had is we have been able to pilot some [00:40:00] really 
strong feedback and just feedback processes through a 360. We have been able to host what we are 
calling Thirdlies, which are all staff gatherings where we collec5vely examine some of our data, especially 
our hiring data and general people data for that third of the year. 
(00:40:29): 
We've [00:40:30] developed a professional development program that people are really grateful for, 
excited about and u5lizing. We significantly contributed to that very hard debate around how to bring 
people back in office at what cadence in a way that I'm really excited about and has met a variety of 
needs of our organiza5on. 
(00:40:54): 
And we've really increased the number of people of color on our board. Over [00:41:00] the last five 
years our board has grown from 33% people of color to 75% people of color. And much, much more. But 
those are some earlier wins that we've had and are con5nuing to build upon as we keep on keeping on 
with our DEI work. 
Mercedes Brown (00:41:23): 
Appreciate that, Crystal. I see the reac5ons coming in. Appreciate both the structural more infrastructure 
shias that the Na5onal [00:41:30] Women's Law Center has been able to put in place. As well as not 
losing sight of the opportuni5es to shia culture and climate in the feeling that employees have within 
the organiza5on. 
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(00:41:41): 
So hearing some of those soa shias that the organiza5on has made is really remarkable here. Thank you 
for liaing those up. The flip of that, and this is to both of you where you have an opportunity to reflect 
on where you've seen those posi5ve shias in the organiza5on. I know they didn't come without some 
challenges. 
(00:41:59): 
And so [00:42:00] in s5cking with the theme of really today's conversa5on, I'd love to dive into a 
ques5on with the both of you as well around how your organiza5on has dealt with the emerging 
resistance to diversity, equity, and inclusion ini5a5ves and efforts given your very public stance and 
internal commitment. 
(00:42:20): 
And I'd love to maybe, while since we have you up, Crystal, if you're okay taking this one back to back. I'd 
really curious about your response from your perspec5ve. 
Crystal Coache (00:42:30): 
[00:42:30] Very happy to. I think our response, it's preUy... at the risk of sounding really simple is to 
con5nue doing the work. So I am a huge Toni Morrison fan and one of my favorite quotes from Toni 
Morrison is about the very serious func5on of racism being distrac5on and how it keeps you from doing 
your work, you keep explaining over and over your right to exist. 
(00:42:59): 
And [00:43:00] I really subscribe to that. I believe that over priori5zing the aUacks on DEI is a distrac5on 
from actually doing DEI, and it could be a full-5me job in and of itself to respond to every aUack to give 
each aUack credence. And so my response is to do the work and to do it really well. 
(00:43:29): 
I think about, [00:43:30] there's a report that came out from Democracy Forward recently around what 
remains legal in the DEI realm. Shout out to a former colleague, Zunu for sending it to me. I think she's 
on this call. Lots remains legal in DEI despite the ruling on a affirma5ve ac5on. And there's just a lot of 
fear around it and fear mongering around it. 
(00:43:54): 
And so it really behooves us to ensure that we are not [00:44:00] over emphasizing these aUacks, that 
we are knowledgeable and know that many of them are baseless and don't have a leg to stand on. And 
so my response is for us to con5nue to do the work and do it well. 
(00:44:18): 
That said, I do understand that we need to be smart and strategic with our funders and make sure that 
what we're doing is explainable and understood. And so [00:44:30] I do think through that with my 
team. I do think through how we're measuring what we're seGng out to do in our organiza5on, but by 
and large my response is, do the work. 
Mercedes Brown (00:44:43): 
Well said. Well said, Crystal. I'm curious, Bri, how that hits you and then if you too can do it, I think 
Crystal so eloquently did, which is layer on what would you share, what insights would you share with 
organiza5ons, funders and supporters around how to best respond around DEI's ini5a5ves, [00:45:00] 
effec5veness and response to resistance against it? 
Bri Carpenter (00:45:05): 
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Yes, I completely agree. I think the main response is to keep going. There has to be a level of resilience in 
this work. Discrimina5on runs rampant, it takes different forms and responding to an5-racism efforts 
with racism is to be expected. And so I would say keep doing the work. And also similar to what Crystal is 
touching on is be prepared to explain [00:45:30] the why. 
(00:45:31): 
And so leaning into both qualita5ve and quan5ta5ve data, either metrics, surveying staff, surveying 
community partners that we work with about the benefits of the work that we're doing. And then also 
framing the work. 
(00:45:45): 
And so DEI efforts can impact all levels of the agency and all of the experiences of those who work for us 
and those that we serve. And so DEI can be framed as a staff reten5on strategy and that can be built 
upon in the way that [00:46:00] that would impact finances within an ins5tu5on. 
(00:46:03): 
There's also myth bus5ng. And so when folks do come with misinforma5on, asking ques5ons similar to 
how my favorite way of interrup5ng forms of discrimina5on is to keep asking, "Why?" Or, "What do you 
mean by that?" So what exactly is it that folks are resis5ng? Some5mes folks are resis5ng buzzwords that 
they've heard framed in a nega5ve context that they don't completely understand. 
(00:46:28): 
So the ability to both [00:46:30] explain what we're doing, explain how we're doing it and explain how 
we're measuring the impact of what we're doing is the best way to keep going and to keep gaining 
support and maybe shiaing some opinions along the way. 
Mercedes Brown (00:46:48): 
Fantas5c, Bri. PreUy apprecia5ve of that addi5on and could not agree more. I like the general sen5ment 
of keep on keeping on and the only way through it is through it, right? And so just want to name that and 
appreciate [00:47:00] your response. I know that we've now reached the 5me where we can take on 
some addi5onal audience ques5ons and there've been a fair number of ques5ons that have come into 
the chat or through the Q&A. 
(00:47:14): 
Thank you folks for using the Q&A feature. You've been ligh5ng it up and it's very well appreciated and I 
will bring on now will Crystal, Bri and also perhaps even Frances to see whether or not we might be able 
to respond to some of these ques5ons in the 5me that we have lea. So if you all [00:47:30] can come on 
to the camera, that would be incredible and we'll just take some of the ques5ons that have come in from 
the top if that works. 
(00:47:41): 
So the first ques5on I'll grab it said, "How do we get our non-BIPOC staff to understand that equity isn't 
just a takeaway for them?" We hear this oaen and let me make sure I read that correctly. Hopefully I did. 
So is there anyone who would like to perhaps hop in and really [00:48:00] speak to this? This is a 
ques5on that I think many of us can iden5fy with. 
Bri Carpenter (00:48:16): 
I think, if I may- 
Mercedes Brown (00:48:16): 
Yes. 
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Bri Carpenter (00:48:16): 
I think that there is research out there similar to what was shared today about the way that equity 
benefits everyone. It gives us all what we need in order to thrive. And so leaning into the benefit 
[00:48:30] and leaning into the research around the benefit is a way that I would address that. 
Mercedes Brown (00:48:38): 
Fantas5c, Bri, there is a very specific ques5on that's coming for you. If you are off mute and you don't 
mind, someone asks, "Bri, please expound on what DEI red flag would be during the interview process. 
Curious about how substan5ve that is versus a person who hasn't had much exposure/training 
[00:49:00] saying the wrong phrase during the interview and hiring process." So I think that's a great 
ques5on if you wouldn't mind taking it. 
Bri Carpenter (00:49:06): 
Yes, absolutely. So one thing that we're looking for when asking these ques5ons is openness. And so 
when I sit on panels or when I train folks on the hiring process, folks don't have to know everything. They 
don't have to be able to recite a lot of keywords or acronyms. They need to display an openness to DEI 
work. 
(00:49:25): 
So even if someone is to answer the ques5on, "I'm not really familiar with this terminology." [00:49:30] 
Or, "I haven't had experience in DEI work, but I'm excited to learn." We're looking for that willingness 
versus resistance and rigidity. I know that another ques5on that was asked as an example and one of our 
ques5ons that we ask is simply, "What is your understanding of diversity, equity, and inclusion?" And so 
a red flag there would be someone saying that, "It's not important." Or, "It's fake." Or, "It's something 
that we don't need to worry about." 
(00:49:56): 
Whereas someone not being able to give all the answers [00:50:00] and give a ton of insight but sta5ng, 
"This is something I'm really wan5ng to build my skills around." That's a green flag and we would be able 
to move forward. It's the willingness and openness. None of us know it all and it's a con5nuous process. 
We want people who are willing to join us wherever they are on that journey as long as they're willing to 
be on a journey. 
Mercedes Brown (00:50:23): 
I see. Thank you, Bri. Popping around in some of the ques5ons and I see the reac5ons coming in from 
folks. I love how ac5ve folks [00:50:30] are being in the Q&A chat and using the reac5ons. Let's grab this 
other ques5on that's come in, "I'm also wondering if the drop..." And perhaps Frances can hop in on this 
one. "I'm also wondering if the drop in one to four responses has to do with a half-hearted 
implementa5on or a check the box approach. Definitely could see white defensiveness too." Frances, I'm 
curious if you want to maybe speak to that ques5on. 
Frances Kunreuther (00:50:59): 
Well, I'm curious what Bri [00:51:00] and Crystal will have to say because I just have what the data says. I 
don't have really the lived experience. I think it's both things. I think that as white people don't have to 
deal with DEI, they're happy, "I don't have to talk about them. Nothing's wrong. What's the problem?" 
(00:51:17): 
And then suddenly they're thrust into a training or something. And actually there's some evidence is a 
lot of ar5cles in Harvard Business Review of all places that show that the minutes of training starts, the 
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white defensiveness begins. [00:51:30] And so what I really love about that line graph is that, but the 
more interven5ons are actually, it really changes people. They move from that stance. 
(00:51:39): 
But I also agree with Julia that it also could be that there's just a training and then that's it, and then it 
doesn't really change. We don't know whether it changes or not. We just know the number of 
interven5ons and the impact it has. But Bri and Crystal, any experience you've had with that is always 
welcome. 
Mercedes Brown (00:52:00): 
[00:52:00] Maybe you want to jump in, Crystal? 
Crystal Coache (00:52:06): 
I think pon5fica5ng here, but I think the person who wrote it called out defensiveness and I think that is 
a strong call-out, and I don't want to overlook that part of it. I also do think that this work is con5nuous 
and some5mes that can feel really unsa5sfying, [00:52:30] especially for cultural groups that check boxes 
and to get a thing done. So those are some of my early thoughts, but I think even embedded in your 
ques5on is one of your answers. 
Mercedes Brown (00:52:49): 
Perfect. Let's see if... We've got a lot of ques5ons coming in. We have the 5me. Let's hop back in and see 
if we can get some responses to some of the others that have come in. Was one... Thank you [00:53:00] 
to my colleagues who are resolving them. They're disappearing before my eyes. 
(00:53:04): 
Okay. Let's see. I'll plug this one. We got a comment and ques5on that has come in from Andy, "Can you 
share any successful approaches to the inequity built into compensa5on structures?" Wondering if 
someone would like to tackle that ques5on and there's more robust explana5on too, but I'll just, I think- 
Crystal Coache (00:53:25): 
I can jump in. 
Mercedes Brown (00:53:27): 
... [inaudible 00:53:28] that would be fantas5c. 
Crystal Coache (00:53:27): 
Yeah. I really love [00:53:30] compensa5on and think it is a founda5onal part of equity work. And I think 
it begins with coming up with your own philosophy around compensa5on and what you believe about it. 
And that needs to be independent of the market. We know the marketplace is flawed. It is especially 
flawed when it comes to gender. We know that when women enter a profession, that profession ends up 
geGng paid less. 
(00:53:56): 
So it really begins with establishing your own set of values [00:54:00] around compensa5on. For 
example, "My workers will be paid a living wage." And then building a structure based on those values 
and those philosophies. I don't mean to say that you can completely ignore the market because you 
can't. It is a part of that strategy, but it should not be the whole thing. 
(00:54:20): 
And so what I would start with is really contempla5ng your philosophy around compensa5on. If you have 
the ability and resources, contract [00:54:30] with an equity-based firm that does this work and design a 
system that reflects your values and considers the market but isn't completely market dependent. 
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Mercedes Brown (00:54:46): 
I'd say I think we have. We'll take one more ques5on. And in fact, this ques5on relates to one of three 
implica5ons that the BMP team liaed up in the report itself, which is around the need to invest 
[00:55:00] in DEI ini5a5ves as small nonprofit organiza5ons and not allowing costs to be a barrier to 
organiza5ons having access to the resources and the specialized skill sets needed to shia culture and 
service of equity and nonprofits. 
(00:55:14): 
And so, Bri, I might swing over to you. I mean Avalon is a bit of a mid-size organiza5on. But I'm curious if 
you can think of and lia up any ideas for organiza5ons who don't have robust budgets about ways in 
which they might incorporate DEI ini5a5ves [00:55:30] into their work. 
Bri Carpenter (00:55:31): 
Yes. I think it starts with making space for conversa5ons. And so both receiving training as leaders in the 
organiza5on around how to lead DEI conversa5ons, a lot of that informa5on and trainings are available 
for free on the internet. And so, giving yourself the skillset to be able to create those forums and create a 
sense of safety. 
(00:55:53): 
And then it can be as simple as reading a shared ar5cle and having a conversa5on, having a book club. 
[00:56:00] It doesn't have to always look like a large expensive project. I know that within our agency, 
that is how it started. It started as op5onal conversa5ons of staff coming together and working through a 
DEI workbook. 
(00:56:14): 
And then from there we built on addi5onal trainings and staff who were more interested or more 
exper5se in certain areas were able to lead small trainings within the agency. So it doesn't always have 
to be expensive. It can start with [00:56:30] gauging interest and sharing the reasoning behind having 
these conversa5ons. And it can be as simple as a book club or a podcast discussion. 
Mercedes Brown (00:56:39): 
I appreciate that, Bri. I think that's a really solid point that it doesn't always have to be 5ed to budget. 
Even though it is the recommenda5on, right? It is an implica5on that we liaed up around the importance 
of making investments and DEI ini5a5ves, especially at small nonprofits. 
(00:56:59): 
I actually think [00:57:00] I was a liUle more conserva5ve around 5me. I think we can actually take one 
more ques5on, and I know there are lots of great ques5ons that have come into the chat. I appreciate 
folks all, I think we'll try to capture these ques5ons and see if we can't get some follow up responses if 
that works. 
(00:57:14): 
But Crystal, perhaps I have one final ques5on for you that relates to another ques5on I was hoping you 
might respond to, given your role as a DEI professional who is a part of a na5onal DEI network. 
(00:57:27): 
There was a ques5on that came in from, [00:57:30] I believe Lori, Lori Ken, if you can get eyes on it 
around their observa5on that funders are perhaps pulling back from making investments in Black 
organiza5ons if their mission values or grant state that they priori5ze Black par5cipants. 
(00:57:52): 
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And so I'm wondering if you might want to add to, just based on, it would be really insigh[ul to hear 
what you're hearing in your networks and in your [00:58:00] circles amongst folks who lead DEI work 
across the country. 
Crystal Coache (00:58:05): 
I'm so glad you liaed that one up. I was trying to type a response. 
Mercedes Brown (00:58:08): 
Yes. 
Crystal Coache (00:58:09): 
And what I would say is I'm not 100% sure because there sounds like there's an acute need and acute 
issue but some ideas. One is I know that there are more and more subgrantees and subgran5ng 
organiza5ons that are some5mes beUer about funding [00:58:30] Black-led organiza5ons. And I would 
con5nue to try to get in front of subgrantees in addi5on to the typical founda5ons. 
(00:58:41): 
And then another piece is just, is there a way to have some of your funding come from grantees, but 
some funding come in other ways? Diversifying how your organiza5on is funded is another [00:59:00] big 
thought. But I really wanted to address the humanity of that ques5on. It is really hard to be housing 
insecure while trying to move forward a mission. 
(00:59:14): 
And I think it also behooves bigger organiza5ons to make the case and con5nue to make the case, and 
organiza5ons like BMP doing reports like [00:59:30] this and analyses like this to clear some brush for 
smaller organiza5ons. 
Mercedes Brown (00:59:39): 
Fantas5c. Thank, you Crystal. Bri, just curious if you want to add anything on. If not, I'm happy to close us 
out. 
Bri Carpenter (00:59:47): 
I absolutely agree. I have nothing add. 
Mercedes Brown (00:59:51): 
Fantas5c. Thank you all. So apprecia5ve of everyone who's taken 5me out of their morning, aaernoon, 
depending on where you are in the world [01:00:00] to be a part of this really important conversa5on. 
And I know that the findings though, interes5ng to us folks who really love data can be dense, but 
they're important and impac[ul findings. 
(01:00:11): 
And certainly appreciate having the conversa5on with Crystal and Bri and hearing about your experience 
and communi5es as well as folks who took the 5me to drop some ques5ons and reac5ons and thoughts 
and comments into the chat. 
(01:00:24): 
So I'd like to with that, thank everyone again for your 5me and [01:00:30] remind folks that we will share 
in a liUle bit over a week the recording and all of the materials in case we were trying to take copious 
notes during the presenta5on. 
(01:00:40): 

GMT20240910-175724_Recording_1466x720 (Completed  09/11/24) 
Transcript by Rev.com Page  of  17 18

https://www.rev.com/transcript-editor/shared/BBhuzIpfwD5YOmXV1dxTLsyhZ0UKyXRU71VkAQikpGGx5fxz6sKEiO9KaPW3Zw4M1VoEkZ5ynkXTTKtYynPookRGVrA?loadFrom=DocumentDeeplink&ts=3485.28
https://www.rev.com/transcript-editor/shared/Y8_t7IHAGhOvboIddjOeiKNOw88SFBsDLQ9AfsSPLNgprD06rspU6MznLjLgXiIb292nXnkMAZXvcoch7fCsgEW11iE?loadFrom=DocumentDeeplink&ts=3488.94
https://www.rev.com/transcript-editor/shared/icLS9il0RuYdX4WgrBkYTZ2Pxs6OWJK3YyEaqPVSBphZRcdIWtwDA49o0b25CqvP-JoXpT0Ks1k3vK_FiKYFGk6UlVY?loadFrom=DocumentDeeplink&ts=3489.27
https://www.rev.com/transcript-editor/shared/6tP3ZsBRZ7H417euBDviMNOf6fLNPJypYDVYVuMsBHwoEVNHn1cRd1FIm7INetl1q6j9dfHhpN7mm8rSXs42jTS0ZEc?loadFrom=DocumentDeeplink&ts=3521.85
https://www.rev.com/transcript-editor/shared/zxIXHiHoeKmA0ZsqoLjp73LiHIDsQLH3QWGHxd4ksyToVsq0Eys0lnzztGT30dhuLTL6d8RsCYQg5xI6R_Fe6VjEtc0?loadFrom=DocumentDeeplink&ts=3554.76
https://www.rev.com/transcript-editor/shared/ni5eHe00RRknqts0qNLa5a-9clbo_sZ1fO5HC6FtOj9Ps_0Hfnm6hCkRqjQD1zc53judUzfHjXHg7dFeikq6gJ5FRsI?loadFrom=DocumentDeeplink&ts=3579.09
https://www.rev.com/transcript-editor/shared/nk6Opgq_LHamH1dCkZeei8uS5oHzjU53mE2tGmeBFOZWzdpv_ZIzAeGXi9qN-1VTI7jUXx1BtEnoSP4otBeZbX4h8BA?loadFrom=DocumentDeeplink&ts=3587.88
https://www.rev.com/transcript-editor/shared/9I6imgtcS8Y9Yw6jXcuo_hYxIsITzH75DlOo5EWMdLIS0O8XxFclRbX7A_Yldfoneq6XzXbfoqg6AtAl_jSmBmzpDoU?loadFrom=DocumentDeeplink&ts=3591.87
https://www.rev.com/transcript-editor/shared/Hn81_H6VeoVrHFm4SH0YlV48tITz7T_eyUZKhgYFRqI27hek4IEyTaDzG4bcAETC0DInCFJpbOFCMpsUz4_EMA4pntM?loadFrom=DocumentDeeplink&ts=3611.88
https://www.rev.com/transcript-editor/shared/31CLuTSA99MoKsxxaPrHhBhSXEXGIFAHTqqm7Dbu8P0gG0bZ3xVDbCC6WUSTGAcuXUjTlqcWiVCoKMS-WHBLAkbseJ4?loadFrom=DocumentDeeplink&ts=3624.21
https://www.rev.com/transcript-editor/shared/F6iMlTHPOU0klkE0BHHIhRit7mObKzWWDemL3UTULZIgpEIWi7O0I2Z5kjEZlx_38pE3fAb9I-dXmtf4_l-8Isz3K00?loadFrom=DocumentDeeplink&ts=3640.26
http://bit.ly/blocking-backlash-yt
https://www.rev.com


Transcript for “Blocking the Backlash” Webinar 
Host: Building Movement Project 
Record Date: September 10, 2024 
View Recording: bit.ly/blocking-backlash-yt 

So you'll get the recording, you'll get the slides and the link back to the full report if you haven't had an 
opportunity to read it. And we hope that you will con5nue to be a part of this conversa5on, this very 
important conversa5on. 
(01:00:52): 
I think everyone lia up and diUo a comment made by Crystal, which is that while we must be mindful 
and strategic [01:01:00] around our responses, we must acknowledge what the data told us in taking it 
together. Which is that these ini5a5ves work, they do work in organiza5ons, they're a star5ng place. 
They aren't the end all be all, but they are leading to shias in organiza5ons. 
(01:01:13): 
You heard about the work of Na5onal Women's Law Center and Avalon. So I just want to encourage us to 
keep on keeping on and my saying was, the only way through it is through it. So how to respond to those 
inevitable tensions and trigger points that will inevitably emerge in organiza5ons amongst certain 
[01:01:30] employees. We have to move through it. So thank you all and can't wait to be on the next 
webinar with you. Take care. 
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