RACIAL IDENTITY AWARENESS:
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WELCOME

WHY ARE WE HERE?
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THERE'S AN ELEPHANT IN
MY ROOM

Things We 're Afroid fo Talk About
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Age 0-& Mofices differences-may be confused aboul

names of colors being used for objects ond for people.

< A preschool-oged child might say “he's not black, he's brown.™ Or say that a
prerson with bBrown skin is “dirty”,

+ Teddler/Freschoolers learn a lot about their world through books, pretend
play, cartoons, efc.

+ Kids talk about and often point out physical differences between
themselves and others. between boys and gils. skin colors, hair texiures,
and eye shapes.

- Sterectypes that kids ore expesed to at this age become the foundation
for adull prejudices.

« Gender idenfification develops much earlier for young children than
idenfification by color or race.

Children not yet able to classify somelhing as belonging fo maore than one
groug al a lime.
Children have o be taught 1o code pecple by skin color,
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A Child's Understanding of

Race & Ethnicity

Age 5-8: Identifies own ethnic group and value of certain
groups. Unconsclously absorbs society's messages on
prefered groups.

~ Stronger categornzation skills

~ Kids al this age begin to ask about ther own racial
identity,

» “Matching” important— "which group do | belong to?"

« Learn o associale racial groups with particular markers-
language, food, physical characterisfics.

Race & Ethnicity

Age §-12: Armerunderstanding of own identity. may explors what
s means to be part of this group. Thisis a greal age for cultural
aNpenences.

~idenfifies with ovallable role moaels

~Paer relaficnships exliremely imporant

~Teasing based on stereolypes

~Children are maore likely to “color code” negative behaviar

in athers if their family is isclated from other multiracizlfamilies

orlivesin a homegenous community

Haip kids leam about their cultural history
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Your Chilc

Ethn

Age 13-18: “Wha am 18" "Where da | fit ing”
“what can | be?"

~Parsonal identity struggles intensify

““Am [ the only ong who teels/Thinks this

iy

=Want 1o feel understocd

~Sanse ol divided loyollies

EROM TEDDY BEAR

To GRIZZLY BEAR

African American males as yaung as 10 are often
seen as a threatl.

Affican American males between the ages of 10-12

were perceived as less innocent and guiltier than their
white peers,

< Afcan Amercan Males are perceived os being

responsible for their actions,

affican american porents have o have “THE TALK”
African Armerican rales aie Bombarded with
messages from sociaty that corveys fo them that
they ore hunted,
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Bongboing net

Loss of Innocence

= Alican American girs. ages é-14 compared to their
white peers were viewed os:

= Less innocent. kess in need of protecton
= Lens in need of nurturing, suppart or coméort
= Perceived to:

= kngw more aboul ol fopics
= know more aboul se
= adullification
= Horsher punkshments
= S mave fikely $han while gils o be suspended fram

school and 2% more [kely lo be chorged wilh o
i,

GEQeiteT Law
Cenlar on Poverly ond nequalily
dume 2017




THANK YOU!
BRANDI HILL
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Tips to Diversify Recruitment and Hiring

Recruitingindividuals from underrepresented and marginalized groups brings a unique set of skills and
experiences that might not come with volunteers, board members or staff from one ethnicor economic
background. Forthose who are beingserved, encountering an individual of asimilaridentity is
comforting, and may inspire those who are being served to become involved with the organization
themselves. Actively recruiting in the communities you serve —particularly socioeconomically depressed
or ethnically diverse populations — empowers and may even motivate themto begin theirown
community building projects.

The key to effective recruitmentis knowing youraudience and where to find them. If yourvolunteer
base, board or staff needs to be diversified—seek out marketing platforms in diversified areas.

Make a proactive Decisionto Widen Talent Pool

Leadership of the organization must decide that diversifying their board, staff and volunteer
baseis a priority. Thisis merit hiring with special care taken to ensure procedures are as free as possible
from biases. Fourstepsto take to getstarted:

Assess where yourorganizationisnow (board, employees, volunteers).
Create goalsto improve diversity in each areaas needed.

Proactively seek diverse candidates using multiple resources for recruitment.
Create an organization thatvalues, promotes and celebrates diversity.

W NP

Use data and skills assessment to determine where you need and want to improve diversity.

Study your volunteer demographicdata. Are yourvolunteers members of your target
communities? Are they people of different physical abilities oreconomicbackgrounds? Are they people
from diverse ethnicities and cultures? Orare they all from one geographicarea, ethnicity oreconomic
standing, outside of the communities they are helping?

How can yourdiversity be broadened? Thinkabouthow Board Members are recruited. What
changes do youwant to see? Who should be represented butisn’t? How is staff recruited? How are
employeebenefitsand compensation communicated in the recruitment phase? Use this datato set
goalsand action steps around diversity.

Choose your words and images deliberately

If you are seeking more male volunteers use masculine descriptors. Forexample, “fightto end
child abuse” or “change a teenager’s life forthe better” rather than more passive indicators like “be a
voice fora child who hasbeenabused.”

Make sure the photographsinyour website, advertisements and recruiting materials reflect the
diversity you seek. The internet has free stock photos that you can use. Use the social and professional
networks of the candidate you desire. Partner with these organizations when conducting workshops,
information sessions or other community activities.



Ask colleagues and current staff to share withintheirown networks and affinity groups.
Advertise through affinity professional associations, clubs, and communitygroups. Make sure that
recruitmentis done across communitiesinyourareaandnot in one locality.

Rentor borrow space in diverse communities and invite colleagues to co-present, train or
participate inyouractivities

Highlight your commitment to diversity on your website and in position descriptions

Potential board members/staff/ volunteers will notice your commitment to diversity when they
do theirdue diligence before submitting applications. If they see themselves and theirvalues reflected,
they are more likely to apply. Go beyond equal opportunity language and make statements about your
commitment when describing yourvalues, vision, mission. Use the same language on position
descriptions. Forexample: “We are looking for diverseteam members who can bring their unique
talents and experiencesto this position.” Or “With a strong commitment to diversity, CASA trains and
supervisesvolunteers fromthe community who advocate forthe bestinterest of children, recognizing
and respecting each child’s individual needs.”

Check your candidate screening and interview process

Unlessyou work for a large organization with awell-funded HR department, “blind screening”
programs are not realistic. However, be aware of implicit or unconscious bias around universities,
formeremploymentand addresses and setting goals to bringin diverse candidatesis astep toward
diversifying the candidate pool to choose from.



How can you recruit and keep a diverse set of volunteers?

Make sure your staff membersincludeadiverse set of individuals that either belongto or
identify with the needs of the community you are serving.

Activelyrecruitin placesand use mediathat caterto underrepresented groups, such as
community centers, churches, radio stations. (AMradio ads are much cheaperand while
listenershipislessthan FM stations, AMlisteners are more dedicated to the station.)

Make sure the photographsinyour advertisements and recruiting materials contain the
diversity you seek.

Have materials availableand use advertisementsin languages otherthan English.
Be mindful of religious observances and arrange yourvolunteer schedulearound these dates.
Don’ttell the people you serve whatthey need. Letthemtellyou.

Explicitly state in your campaign thatyou are seeking certain types of people (i.e. “People of
diverse cultures are strongly encouraged to volunteer.”)

Connectwith other nonprofits that specifically target minorities and create partnerships with
them.

If a volunteer opportunity requires bilingual skills, include it yourrecruitment advertising.

Attend/participate in local community events (e.g., county fairs, parades, sporting events,
conferences)

Best referrals are from peers! If possible, incentivize referrals from current volunteers.





