
Anti-Racism Work in Human Services

The time is now…

The murder of George Floyd in June 2020 galvanized
organizations across the country to either begin to examine
their commitment to diversity, equity, and inclusion (DEI)
or  to recommit with immediacy to efforts already
underway.

Further, the COVID-19 pandemic continues to have rippling,
permanent effects on how people work - providing both
opportunities and challenges to building and managing for
an inclusive and equitable organization. These factors were
strongly at play in 2021 when we began working with a
medium-sized, multi-lingual human service agency

primarily focused on early childhood education within economically challenged communities.

Unlike many organizations, diversity on the surface was not the issue at this organization as it
was highly diverse demographically and serving a client population speaking more than 7
languages. Likewise, commitment to DEI at every level of the organization was present: in
fact, in our early conversations a belief that “the time to act for inclusion and equity is now”
was palpable. It was the “how” that eluded their leadership team.

In our work, we o�en see that a lack of strategic thinking can significantly hinder an
organizationʼs efforts to become more diverse (varied), equitable (fair), and inclusive
(welcoming). Missteps have a direct impact on employee engagement that touches the
quality, reach and efficiency of work making DEI work the right thing, and the smart thing, to
do.

This is the work…

Through our work creating a DEI Champion Leadership Team, we uncovered and structured
the drive and commitment for anti-racism work within the organization. We guided the senior
leadership teams to create a deeper, united understanding of what anti-racism is, what it
means for their organization, and how, as a philosophy of action, it could serve their mission
and performance objectives. We also co-developed an Anti-Racism Commitment Statement
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drawing on shared understanding and a DEI Lexicon so that from client interaction to CEO
speeches, the organization could be unified in its language and messaging.

Your people are everything…

In our second engagement, we moved the project forward, reviewing the organizationʼs
degree of intercultural responsiveness (what some call cultural competence) and levels of
employee engagement with the end goal of creating a Strategy Playbook of priorities, goals,
metrics, and milestones. In this phase, the focus was widened from anti-racism to integrate
ideas of intersectionality - how multiple identity dimensions intersect for impact on a
personʼs ability to work without harassment and bias (e.g., age, neurodiversity, sex/gender,
etc.).

In Phase three, we are now jointly engaged implementing an annual Diversity Profile and
Culture Assessment. These two data collection activities allow an organization to manage for
diversity and inclusion by knowing what diversity exists within the organization, how it is
being managed for inclusion, and how key stakeholders view its DEI effort. When repeated
over time, these assessments will allow these folks to track how their representation changes
over time and it will provide a foundation to assess ongoing inclusion and equity work.

Investing in your organization…

The spillover value for a well-implemented DEI effort is sometimes hard to predict. This
organizationʼs primary focus to start was to learn/embrace an anti-racism stance, thereby
building employee and client engagement. What they did not predict was how quickly their
thoughtful phased approach, frequent communication, and opportunities for staff leadership
would create the opportunity to support staff of other marginalized identities. The staff has
come to expect the opportunity to give regular feedback to management. The organization
has shi�ed from a Human Resources view to a People and Culture framework. The divide
between upper management and frontline staff is shrinking. Staff and leadership recognize
that the work is ongoing - however the commitment to working together is stronger than ever.
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Please contact us info@diversitynorth.com if youʼd like to talk
more about the path to setting up a peer mentoring program at
your organization.

Jasmine Montañez, MBA, SHRM-CP
Principal
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