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Showcasing Our Strengths: Telling Our Collective Story

Telling our Story

What do people ask
about the League?

e Impact — What have you done

lately?
e Learning — What are you doing
that's new?

» Diversity — Does the League look like
the community it serves?

ThedJoyceFoundation
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WHAT DO THESE THREE
QUESTIONS HAVE IN COMMON?

DATA

Collective story-telling
requires data about our
collective work.

ThedJoyceFoundation
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Who we are and
what we do

‘I nm' pact - e
doing
hat have
y O u d o n e \I_Aézg\;eein data about all levels of
Tie impact to
lately? rie imp

Highlight data that shows how you

are fullfilling your purpose (mission
impact)

Collective impact
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Key civic engagement anchors across the nine states (see map) recruited between 8 and 24
local nonprofit agencies in their respective communities to run voter engagement drives
with the communities they serve. With training and support from these civic engagement
anchors, a total of 130 participating agencies engaged over 40,000 voters in 2016.

With special funding, we were able to follow-up on those contacts with a nonpartisan get-
out-the-vote (GOTV) campaign. We mailed post cards to 22,000 recently-engaged voters.
We made 55,000 live phone calls with the help of our many partners who set up phone
banks in their communities. Additionally, 17,000 voters received a text message on the day
before Election Day reminding them to vote.

Source https.//www.nonprofitvote.org/documents/2017/02/2016-nonprofit-vote-annual-report.pdf/
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Learning -
What are
you doing
that's new?

ThedJoyceFoundation

Data helps us

learn

It provides insight into which
efforts have the biggest impact
and which ones don't

Successes &

failures
Both provide learning about how
to do things differently next time

Share what you

learn!
Helping others learn adds to your
value as an organization
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ENGAGING
NEW VOTERS

% Nonprofit VOTE

www. nonprofitvote. org

Source: https://www.nonprofitvote.org/documents/2018/03/enagaging-new-voters.pdf/
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Dive rSity = No one becom.es

diverse overnight

D 0 e S t h e Show progress in steps

Varlety of data

ts t
League look  [EHSREEE

» DEI policy & implementation

® :
like the
* Including new voices

e Communities served

commuhnity Guidestar
it serves?
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Diversity, Equity, and Inclusion

Building the infrastructure for diversity, equity, and inclusion (DEI) for the Nonprofit Sector

r efforts and how you can get involved | FOUNDATIONS NONPROFITS

ThedJoyceFoundation
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Collecting
data is
valuable &
anyone can
do it.

ThedJoyceFoundation

Collective

impact
Connect impact with mission

Learn from your

LIERE

Share what you learn

DEI data

An easy first step is being
transparent about your efforts
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QUESTIONS? COMMENTS?

THANK
YOU!
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Diversity, Equity, and Inclusion Learning

Articles

* “Diversity and Authenticity,” Katherine Phillips, Tracy Dumas, Nancy Rothbard

¢ “How Black Women Describe Navigating Race and Gender in the Workplace,” Maura Cheeks

* “Neurodiversity as a Competitive Advantage,” Robert Austin and Gary Pisano

e “Reducing the effects of gender stereotypes on performance evaluations,” Bauer, C.C. & Baltes, B.B.

e "Unlearning Automatic Biases: The malleability of implicit prejudices and stereotypes,” Rudman, L.A.,
Ashmore, R.D. Gary, M.L.

e  “Warmth and Competence as Universal Dimensions of Social Perception. The Stereotype Content Model and

the BIAS Map.” Amy Cuddy, Susan Fiske, Peter Glick

Books

* Between the World and Me, Ta-Nehisi Coates

e Blindspot: Hidden Biases of Good People, Mahzarin Banaji

e Blink: The Power of Thinking Without Thinking, Malcolm Gladwell

* Braving the Wilderness, Brené Brown

e Everyday Bias, Howard Ross

* The Hate You Give, Angie Thomas

e The Hillbilly Elegy, JD Vance

* Predictably Irrational: The Hidden Forces that Shape Our Decisions, Arielly, Daniel
e Waking Up White, Debby Irving

¢ The Warmth of Other Suns, Isabel Wilkerson

e Being Color Brave, Mellody Hobson

e Believing in Refugees, Luma Mufleh

¢ How to Overcome Biases, Verna Myers

e I'm Not Your Inspiration, Stella Young

e The Urgency of Intersectionality, Kimberlé Crenshaw

¢ What Does Normal Really Mean, Safwat Saleem




Diversity, Equity § Inclusion

Diversity, equity, and inclusion are mutually reinforcing. Increased inclusion is associated with increased equity; the
majority of organizations with higher inclusion and equity also have greater demographic diversity.

DIVERSITY

Diversity includes all of the similarities and differences
among people, not limited to: gender, gender identity,
ethnicity, race, native or indigenous origin, age,
generation, sexual orientation, culture, religion, belief
system, marital status, parental status, socioeconomic
status, appearance, language, accent, ability status, mental
health, education, geography, nationality, work style, work
experience, job role function, thinking style, personality
type, physical appearance, and political perspective or
affiliation.

Diversity refers to population groups that have been
historically underrepresented in socially, politically, or
economically powerful institutions and organizations.
These groups include but are not restricted to populations
of color, such as African Americans and Blacks, Latinx,
Native Americans and Alaska Natives, Asian Americans
and Pacific Islanders. They may also include lesbian, gay,
bisexual, and transgender populations, people with
disabilities, women, and other groups.

A team can be diverse and so can an organization. A
person is not diverse. Diversity is about a collective or a
group and can only exist in relationship to others. A
candidate is not diverse—they are a unique, individual
unit. They may bring diversity to your team, but they in
themselves are not diverse. They are a woman; they are a
person of color; they are part of the LGBTQ community.

We commit to increase diversily in the
recruitment, retention, and retainment at
The national, state, and local level, and in the
leadership and execulive roles.

EQUITY

Equity is an approach based in fairness to ensuring
everyone is given equal opportunity; this means that
resources may be divided and shared unequally to make
sure that each person has a fair chance to succeed.
Equity takes into account that people have different
access to resources because of system of oppression
and privilege. Equity seeks to balance that disparity.

Improving equity involves increasing justice and
fairness within the procedures and processes of
institutions or systems, as well as in their distribution of
resources, including professional growth opportunities.
Tackling equity issues requires an understanding of the
root causes of outcome disparities within our society.

Equity prioritizes efforts to ensure the most
underserved and marginalized among us has as much of
an opportunity to succeed as the most well-served and
advantaged. By taking into account the various
advantages and disadvantages that people face, we
work to ensure every person has an equal opportunity to
succeed.

We commit to prioritizing equity in the work
of the LWV staff, board, and members.

D.E. & .

INCLUSION

Inclusion is an ongoing process, not a static state of
being.

Inclusion is the dynamic state of operating in which
diversity is leveraged to create a healthy, high-
performing organization and community.

Inclusion refers to the degree to which diverse
individuals are able to participate fully in the decision-
making processes within an organization or group.

An inclusive environment ensures equitable access
to resources and opportunities for all. It also enables
individuals and groups to feel safe, respected,
engaged, motivated, and valued for who they are and
for their contributions toward organizational and
societal goals.

While an inclusive group is by definition
diverse, a diverse group is not always inclusive.
Being aware of unconscious or implicit bias
can help organizations better address issues of
inclusivity.

We commiit to making deliberate efforts to
ensure LWV is a place where differences are
welcomed, different perspectives are
respectfully heard, and every individual feels a
sense of belonging and inclusion. We know that
by creating a vibrant climate of inclusiveness,
we can more effectively leverage our resources
to advance our collective capabilities.

We commit to working actively to challenge
And respond to bias, harassment, and
discrimination.
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