
Facing Power & Privilege 
in Capacity Building 
2019 CAPACITY BUILDERS CONFERENCE  



Capacity Building Through a 
Race Equity Lens:  
Building the Plane as We Fly 
SEAN THOMAS-BREITFELD ,  CODIRECTOR,  BUILDING MOVEMENT PROJECT  

DIPTY JAIN ,  PARTNER,  FMA   

KEITH TIMKO ,  EXECUTIVE DIRECTOR,  SUPPORT CENTER 





Session Goals 

 Connect around the importance of and challenges associated with capacity 
building through a race equity lens. 

 Models and approaches that a NYC capacity building coalition have put into 
practice. 

 Discussion of the role that data and assessment plays in this work.   

 Lessons learned from the coalition. 
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Our Journey Towards Racial Equity  
and Inclusion 

Where are you  

on the journey to address 

 racial equity and inclusion in your own work?   

With your client/partner nonprofits or individuals? 



Our Journey 
 DEI Subcommittee works 

with IISC on charter and 

desired future state.   

 Collaborative continues 

quarterly meetings. 
 

 AOTC works with Building 

Movement Project 

(assessment) and True 

North EDI  (training & 

facilitation) to advance DEI 

across our membership 

and within each of our 

organizations. 

 Collaborative formally 

established  

 First Symposium held, 

focused on risk 

management. 

2018 

2019 

2016 

2017 

 2nd Symposium on 

Risk held  

 Subcommittee forms 

for Diversity, Equity 

and Inclusion. 
 



BBB Foundation  

of Metro New York 



Framework and 
Target 
Audiences 

1. Capacity Builders 

2. Sector Members  

3. Beneficiaries  



The Benefits of a Coalition 



Our Internal Journey  
Towards Racial Equity and Inclusion 

Do you believe it is necessary to address racial 

equity and bias yourself  in order to address 

racial equity and inclusion with others?   

 

 

If so, what kind of work   

do you think is necessary? 



Our Approach 



Shared Agreements: Documents 
  



Charter 
  



Project Timeline 
 Points of Entry phases 



Desired Future State 
  



Funding – What it was used for 
 Self-pay/Funder/in kind 

 Paid for facilitator, training, food 



Consultants 
 Interaction Institute for Social Change (IISC) 

 True North EDI 



The Assessment 



Why Build an 
Organization 
Assessment? 

 Reach the most organizations … 

  

 Reduce funding as a barrier … 

  

 And create a new norm  
for nonprofit organizations  

to address race equity 
  



Assessment Goals 
1. Easy to Use 

2. Offers information on basic capacities needed to 
develop DEI 

3. Helps orgs see where they stand on these capacities 

4. Identifies initial steps orgs can take 

5. Collects data to inform the nonprofit sector 

6. Creates a culture change in the sector through 
widespread use of the assessment. 



Why pilot with AOTC participants? 
1. Expertise to respond critically to survey questions 

& presentation. 

2. As capacity builders, would be capable of 
managing difficulties/emotions that might (and 
did) arise. 

3. Coalition members had already developed 
readiness for the work 



WHAT AN ASSESSMENT CAN & CAN’T DO 
CAN 

 Make the case for hiring a  
consultant / capacity builder 

 Start dialogue within organizations 

 Identify opportunities for cohort-
based learning 

 Track orgs / interventions to learn 
from 

CAN’T 

 Replace a skilled consultant / 
capacity builder 

 Sustain deep culture / 
organizational change efforts 

 Manage / mitigate internal 
resistance 

 Continuously measure progress for 
individual organizations 



Structure of Pilot Assessment 
1. Individual demographics  

2. Personal experience  

3. General organization culture 

4. Current experience of race equity, inclusion and diversity 

5. Opinion / perception of strategies to increase equity, 
inclusion and diversity 



Organizations 8 

Staff 114 

Board Members 64 

Total Respondents 178 

The Pilot  
Sample 





Feelings About the Org. (Staff) 
Mean 

Org supports wellbeing of staff 6.9 

Top leaders in org ask for feedback 6.2 

Would be happy working at org in 3 yrs 7 

Would recommend the org to a friend 7.4 



Mean 

Org supports wellbeing of staff 8.7 

Top leaders in org ask for feedback 9.0 

Would be happy working at org in 3 yrs 8.7 

Would recommend the org to a friend 9.1 

Feelings About the Org. (Board) 



Perception of Equity & Inclusion 



Mean 

Reflect or rethink core values 7.1 

Respond to crisis 5.0 

Improve hiring/retention of diverse staff 8.0 

Dismantle white dominant culture.  5.7 

Perception of Equity & Inclusion (Staff) 



Mean 

Reflect or rethink core values 7.5 

Respond to crisis 4.9 

Improve hiring/retention of diverse staff 8.3 

Dismantle white dominant culture.  5.3 

Perception of Equity & Inclusion (Board) 



 

 
 

Does Rationale  
predict or inform 
prioritized Strategies? 

 



Perception of Organization’s Rationale  
for DEI work 

Mean 

POC = Yes POC = No 

Reflect or rethink core values 6.7 6.9 

Respond to crisis 5.5 4.7 

Improve hiring / retention of diverse staff 7.0 7.8 

Dismantle white dominant culture 5.6 6.0 



 

 
 

Our Hypothesis 
1. Address one or more ways that racial inequity and/or systemic bias impact the 

issues our org works on 

2. Clarify that equity, inclusion and diversity are central to our organizational 
purpose/mission 

3. Provide training on equity and inclusion for: staff, top leadership, Board of Directors 

4. Develop new recruitment and outreach strategies to increase staff diversity 

5. Measure and track organizational diversity (i.e. staff composition, turnover, etc.) 

6. Increase the representation of under-represented groups on the Board of Directors 
and/or Advisory Committees  

7. Create affinity groups / employee resource groups for employees with shared 
characteristics 

Org Rationale: Reflect or Rethink core values 

Org Rationale: Improve hiring/retention of diverse staff 

Org Rationale: Dismantle white dominant culture 

Org Rationale: Respond to Crisis 



 

 
 

Strategies we tested 
1. Address one or more ways that racial inequity and/or systemic bias impact the issues 

our org works on 

2. Clarify that equity, inclusion and diversity are central to our organizational 
purpose/mission 

3. Provide training on equity and inclusion for: staff, top leadership, Board of Directors 

4. Develop new recruitment and outreach strategies to increase staff diversity 

5. Measure and track organizational diversity (i.e. staff composition, turnover, etc.) 

6. Increase the representation of under-represented groups on the Board of Directors 
and/or Advisory Committees  

7. Create affinity groups / employee resource groups for employees with shared 
characteristics 



Our work with clients 
WHAT ’S DIFFERENT FOR CAPACITY BUILDERS?  



Awake to Woke  
to Work 

  

Under your 
assigned rationale,  
 

brainstorm 
potential 
strategies an 
organization might 
undertake at each 
stage in the  Race 
Equity Cycle 



YOU. CAN. DO. IT. 


