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SETTING A SAFE VESSEL



AGREEMENTS DETAILS

Put Relationships First Work to build community and trust with awareness of power dynamics.

Keep Focused on our Common Goal We care deeply about the people impacted by the work.

Notice Power Dynamics in this Virtual Room Be aware of how you use your privilege from taking up too much emotional and 
airtime space or disengaging.

Create a Space for Multiple Truths and Norms Speak your truth and seek understanding of truths that differ from yours, with 
awareness of power dynamics.

Be Kind and Brave Remember relationships first and work to be explicit about your language, race, 
class, gender, immigration status, etc.

Practice Examining Racially Biased Systems & 
Processes

Individual actions are important, and systems are what are left after all the people 
in the room leave.

Look for Learning Show what you’re learning, not what you already know. Avoid playing devil’s 
advocate, the devil has enough advocates.



•DEIJ Statements

•Budget Allocation

CONTEXT- THE NEED TO DIVERSIFY



GOAL AND OBJECTIVES 

GOAL: Reflect on Our Biases and Blind Spots as They 
Relate to Anti Racism in the Environmental Sector

Objectives:

• Explore our Individual and Collective Equity
Journeys Highlighting Obstacles

• Gain Tools and Learn Strategies to Advance Our 
Inclusive Culture

• Share Resources to INTENTIONALLY Build More 
Diverse Organizations



INTRODUCTIONS



DIVERSITY DIAMOND MODEL

A Multi-Faceted Look at Diversity:    
Why Outreach is Not Enough 

Heather Berthoud & Robert D. Greene



THE JOURNEY (INDIVIDUAL)

Taken from Marcelo Bonta’s J.E.D.I. Heart blog



I demonstrate knowledge and awareness of the issues of racism

I recognize my own limitations in doing antiracism work

I raise issues about racism over and over both in public and in private

I realize “it is not about me” personally. I can be objective and avoid 
personalizing racial issues as they are raised in conversation

I can identify racism when it is happening

I can adopt and articulate a person of color’s point of view when it is useful to 
do so

At meetings, I make sure antiracism is part of the discussion.

Checklist for Allies Against Racisms (2009) 
Dr. John Raible

SELF AWARENESS 
EXERCISE

“I have never met a white person who did 

not have an opinion on racism have you”-

Robin  DiAngelo

https://johnraible.files.wordpress.com/2007/05/revised-2009-checklist-for-allies.pdf


LEAD IN WITH YOUR 
OWN  COMMITMENT



“No matter how confident people from marginalized or underrepresented communities feel about their identities 
microaggressions create unsafe spaces and make individuals feel like perpetual outsiders.”- Mira Yang
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THE CHARACTERISTICS OF WHITE SUPREMACY CULTURE

• Perfectionism

• Sense of Urgency

• Defensiveness

• Quantity over Quality

• Worship of the Written 
Word

• Only One Right Way

• Paternalism

• Power Hoarding

• Fear of Open Conflict

• Individualism

• Objectivity

• Right to Comfort

From Dismantling Racism: A Workbook for Social 
Change Groups, by Kenneth Jones and Tema

Okun, ChangeWork, 2001

http://www.dismantlingracism.org/


THE ANTIDOTE (S)



THE ORGANIZATION’S JOURNEY
(what is written)
#1 DEIJ Audit

#2 DEIJ Committee

#3 DEIJ Plan

• Hires, policies, programs

• Board recruitment

#4 DEIJ Statements

#5 Budget Allocation

THE ORGANIZATION’S JOURNEY



Monthly Member Calls



Strategically

Empirically

Ethically

WHY DIVERSITY MATTERS



“Ordinary people with extraordinary vision can 
redeem the soul of America by getting in what I 

call good trouble, necessary trouble”- John Lewis

“Real change, enduring change, 
happens one step at a 
time.”― Ruth Bader Ginsburg



SELF REFLECTION EXERCISE What are the most 
common obstacles you 
have encountered when 
trying to diversify your 
Board?

How did you circumvent 
these?



Perceived and real 
obstacles

DISCUSSION



• I am not clear on the labels people of color prefer to use to identify themselves. 

• When people of color point out racism as it is happening, I feel personally attacked. 

• I rely on people of color for education about my own (and institutional) racism. 

• I use meeting time to establish my anti-racist credentials. (e.g., recounting stories 
about how I “marched in the Sixties” or about my activist years in college).

• It is important to me to point out examples of "reverse racism" when I see them. 

• I have been told I act in a racist manner without knowing it. 

• I speak for people of color and attempt to explain their positions.

GETTING 
“UNSTUCK”



DEVELOPING A 
RELATIONSHIP-

• I view myself as a mediator between people of color and other whites.

• I see my role as interpreting the behavior of people of color for other whites. 

• I prefer to spend time and energy dealing with my personal feelings and issues rather 
than moving the anti-racist agenda forward. 

• I intellectualize about the struggle rather than live it daily.

• I wait for people of color to raise white people's awareness. 

• I know fewer than five individual peers of color intimately (i.e., adults, not younger 
students or children).



Jemez Principles for Democratic Organizing

#1 Advance Institution-Wide Commitment & Culture Change to Support Diversity

• Be Inclusive

• Emphasis on Bottom-Up Organizing

• Let People Speak for Themselves

• Work Together in Solidarity and Mutuality

• Build Just Relationships Among Ourselves

• Commit to Self Transformation





The best friend that hate has is silence-Eddie Moore Jr.

#2 Effectively Engage & Communicate Our Diversity Goals Across the Organization

• Develop working definitions

• Articulate critical ties to mission

• Share benefits and motivations

• Gather and share stories and lessons learned

• Communicate with intentionality and sensitivity.

The best friend that hate has is silence- Eddie Moore Jr.



#3 Invest in a Diversity 
Council, Steering 

Committee or 
Comparable Structure to 

Provide Leadership

• Conduct an equity audit

• Engage external stakeholders

• Foster a safe and honest environment

• Provide organizational leadership and oversight

• Evaluate progress (individual and organizational)

• Evaluate needs of how we are impacting our people

• Develop a diversity and inclusiveness vision statement

• Provide recommendations on future directions and activities

• Develop an action plan with benchmarks and criteria for success

• Communicate findings throughout the organization to nurture 

learning.



#4 Allocate Sufficient Resources 

• Incentivize desired change
• Commit staff and board time to this effort
• Support board, staff and organizational learning
• Fundraise for and reflect commitment to this work in budget priorities 

and program investments.



#5 GET OUTSIDE HELP



#6 Cultivate a Talent Pipeline

• Cast a wider net to solicit applicants
• Have young participants in Junior Boards
• Encourage hiring from local communities 
• Examine your recruitment and hiring practices
• Establish mentoring programs and opportunities
• Build authentic relationships and be accountable
• Design a deliberately inclusive recruitment structure
• Open your organization’s most elite gatherings to POC (+1)
• Train hiring managers to recognize bias and affirm diversity
• Develop policies to include diverse candidates among interviewees.



#7 Support, Reward & Retain High Quality, Diverse Employees & Board Members

Avoid tokenism and marginality 

Equitable responsibilities to DEIJ goals

Board needs to fully participate (and adapt)

A welcoming and culturally sensitive onboarding system

Encourage creativity, innovation, and invite unique perspectives

Meaningful opportunities and sufficient resources to contribute.

. s



#8 Align Institutional Behavior, Communications & Investments

• Listen to all points of view

• Address issues relevant to diverse and local communities

• Be a leader in addressing diversity, equity and inclusion

• Establish equitable partnerships with diverse institutions, 

community groups and organizations to build trust and 

meaningful collaboration

• Set guidelines to support strong alliances with diverse 

communities

• Schedule board meetings or events in affected communities and 

proactively engage new constituents

• Foster board development practices that value diverse board  

membership and increase opportunities for bringing in new 

board candidates representing diverse constituents.



#9 Measure, Evaluate & Refine Approaches 
Across Programs, Budget Priorities, 
Communications Strategies, etc.

• Transparency in all your findings 

• Develop a diversity and inclusion plan

• Shared accountability and responsibility 

• Establish annual measures and benchmarks

• Seek feedback, evaluate and refine approaches

• Everything should align with your commitments

• Refine approaches, programs, policies and investments as needed.



WHAT DOES SUCCESS LOOK 
LIKE NOW?

Own Your History & Its Consequences

Challenge Your Base

Commit to Structural Change



WHAT WILL BE YOUR NEXT STEPS IN THIS JOURNEY?

https://environmentaldefence.ca/2020/09/28/environmental-racism-reality-black-indigenous-colour-canada/



QUESTIONS?

Paco Ollervides

follervides@greenleadershiptrust.org

Cell phone: +1 (914) 400 8210

mailto:follervides@greenleadershiptrust.org

