ANTI-RACISM
BUSINESS
RESOURCES:
COMMIT AND ACT
Examples and Steps
to Drive Real Change

“We cannot credibly build an inclusive economic system
without addressing the fundamental injustice, inequity and
violence that disproportionately impacts Black people and
other People of Color. Racism is pervasive in the very
systems in which our businesses operate and in our
communities, and it is only when we center People
of Color that we will truly benefit everyone.”
— Anthea Kelsick, Co-CEO, B Lab U.S. & Canada

The murder of George Floyd, Breonna Taylor, and other People of Color at
the hands of police along with the inequitable impact of COVID-19 on Black, Indigenous, and People of Color communities has sparked protests for racial
justice and demands for lasting change across the United States.
We find ourselves at a turning point. The public commitments of outrage and promises of future action have swept the business community. B Lab U.S. & Canada and
the community of B Corps have leaned further into its Justice, Equity, Diversity
and Inclusion work to make progress on building an anti-racist organization and
community of businesses.
To date, we have already seen community leadership, and have examples from
the B Corp community as well as recommendations on steps to take to get started.
We must move beyond words, and we believe this community is working to do just
that. This isn’t work that will end this year — let’s get to work, for the long haul.
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Tackling Racism as Accountable Business Leaders
By Anthea Kelsick, Co-CEO, B Lab U.S. & Canada
Dear B Corp Community,
I sat with my family on Memorial Day sharing our grief
and rage of the disproportionate impacts of COVID-19
and unprecedented unemployment on the lives of
Black people. We shared our continued grief and rage
about the murders of Ahmaud Arbery and Breonna Taylor as the latest instances of systemic violence against
Black lives. And as we were already fatigued from our
community dying from a virus, from livelihoods crumbling from lost jobs, from lives being stolen, a new
round of videos surfaced. The brazen murder of George
Floyd by a policeman aided by other officers who stood
by watching. The painful loss of Tony McDade, a Black
trans man killed by police in Florida. In New York, a
white woman who called the police on a Black man
in a racist attack. And then the painful revelation that
an Indigenous man Jason Collins and an Indigenous
woman Eishia Hudson were killed by police within 12
hours of each other in the Canadian city of Winnipeg
just weeks earlier.

As a Black woman, these events are a never-ending
trauma. I don’t have a choice to ignore them. I can’t
help but see my husband or father or brother or son
ending up dead like George Floyd at the hands of police
with a knee in their neck or bullet in their back. Or see
my daughter or sister being shot to death while sleeping at home like Breonna Taylor. Or see my nephew, an
incredible athlete who graduated from high school in
2020, be afraid of running in his neighborhood for fear
of being shot like Ahmaud Arbery.

This is deeply personal. And I. am. enraged. Enraged
at the people and police who continue to kill Black
people. At a system of pervasive racism that continues
to terrorize Black people. And at those in public office
who make excuses instead of take action, or worse defend racialized violence.
I also know I am not alone. To the Black people in our
B Corp community: I see you. To our Black business
leaders, B Local leaders, and B Academics leaders: I
see you. And to Dismantle Collective: I see you, and extend my deep gratitude for the brave, powerful and incredibly important work you do as B Corps dismantling
white supremacy.
These events are not simply the result of individual actions by bad people, they are born out of a system of
structural racism that infects our society. If we want
progress — if we want to be part of a solution that moves
us toward a system that is truly inclusive, equitable and
empowers all people — we must talk about race and
take action to dismantle racism and white supremacy.
At B Lab U.S. & Canada we are ready to step up our
work. When I stepped into my role as Co-CEO earlier
this year, we made a commitment to go on the journey
of becoming an anti-racist organization. We recognize
that it is not enough to be quietly non-racist, and that
we have a responsibility to become vocal, visible anti-racist leaders. This journey is being guided by by Dr.
Ellonda Green, our Director of Equity, Diversity & Inclusion, our internal Justice, Equity, Diversity and Inclusion team, and in partnership with experts both within
and outside our community. The journey begins with a
mandatory curriculum for all of our staff that includes
How to Be An Anti-Racist by leading anti-racist scholar Ibram X. Kendi, and we invite you to join us in that
reading.
As a community of B Corps there is also work to do. We
cannot credibly build an inclusive economic system
without addressing the fundamental injustice, inequi1

ty and violence that disproportionately impacts Black
people and other People of Color. Racism is pervasive in
the very systems in which our businesses operate and
in our communities, and it is only when we center People of Color that we will truly benefit everyone. It has
been encouraging to see that evolution occur in parts of
our community, including the B Corp Climate Collective
which has evolved their mission from Climate Action to
Climate Justice.
So how will our community collectively step into this
next conversation? We have been inspired to see how
B Corps met the moment of COVID-19. This crisis needs
you too. As a network of business leaders that is currently majority white, we sit in a structurally privileged
position to learn from others, to transform ourselves,
and to be leaders of change.
We don’t have to be perfect to start. But we do need to
be vocal and bring explicit conversations about race
and racism to all of our stakeholders — the people inside our companies, our customers and our communities. Let’s ask ourselves — what am I doing today?
•
•

How am I educating myself and my stakeholders
about structural racism?
How am I holding space to allow for conversations
about structural racism in my company?

•
•

•

What practices does my company have in place to
support Black and People of Color team members?
How am I supporting Black and People of Color business leaders that are in the B Corp community or other communities I’m a part of?
How am I supporting civic engagement to hold public leaders accountable and tackle structural racism
in our systems of government?

It’s ok to not have all the answers to these questions.
It is not ok for us to avoid seeking answers, or to avoid
challenging ourselves and each other. We must go on a
journey, together, to take action.
If you’re just getting started, we encourage you to dive
into our June State of the B, Tackling Racism as Accountable Business Leaders. In the webinar you’ll hear
from leading B Corps how your company can get started through:
1. Learning and educating yourselves and your companies
2. Supporting Black-led movements and organizations
3. Buying from and investing in Black-owned businesses (including B Corps!)
4. Using collective power in the B Corp community to
advance policies for racial equity
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The team at B Lab U.S. & Canada has also compiled
ways to step up in your organization and as an individual. We encourage you to view our anti-racism resource
center for curated resources.
And we need your help. What are you doing to support
racial justice? How are you finding support and space
for yourself? What partners are you working with?
What expertise can you share with the B Corp community? For those that can, what resources are you able to
offer? How can we help you take action? Please email
us at community@bcorporation.net to share your experiences, needs and offers.

We are grateful for all of the leaders in our community, and in other movements, who are leading the way on
taking action against racism. As a B Corp community we
have always gone beyond rhetoric to take meaningful
action. So let’s get to work tackling racism by developing ourselves and each other in order to become the accountable leaders needed to build a truly just, equitable
and inclusive economic system.
In community,
Anthea Kelsick
Co-CEO, B Lab U.S. & Canada

The team at B Lab U.S. & Canada has compiled ways to
step up in your organization and as an individual.
Visit our anti-racism resources center to learn more here.
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B Lab Takes a Stand: A Commitment to Justice and
Anti-Racism — and an Invitation for Businesses to
Take Action With Us
By Dr. Ellonda L. Green, B Lab’s Director of Equity, Diversity & Inclusion
As an organization, we stand against anti-Black
racism and all forms of oppression including transphobia, classism, sexism, and xenophobia. We commit
to a focused and sustained action to dismantle racist
systems, policies, practices, and ideologies within
ourselves and our networks. As we continue to learn
about injustice, we embrace radical reorientation
of our consciousness and will listen to the voices of
Black, Brown, Indigenous and marginalized peoples to
catalyze equitable outcomes for all.
Earlier in June, as B Lab’s Director of Equity, Diversity
& Inclusion, I submitted a proposal for B Lab to take
a stance as an anti-racist organization. Last quarter,
B Lab U.S. & Canada announced its plans to take staff
members on a journey to become educated in anti-racism. But racism is not just a “United States or Canadian problem.” It is useful to see a variety of other
examples of how race has been constructed among
other countries and governance models, as well as
understand U.S. history in the context of these broader
trends. Anti-racism work encompasses work streams
within different countries where B Lab operates, but
our unified anti-racist approach will encompass the
pillars of justice that hold true at a global, systemic
level.
B Lab has always been a proponent of change — that
change has been directed toward capitalism. Capitalism and racism can be seen as “conjoined twins,”
and that “… the origins of racism cannot be separated
from the origins of capitalism … the life of capitalism
cannot be separated from the life of racism” (Kendi,
2019). No longer can B Lab act as a bystander in the
dismantling of racism — silence in the wake of racial
injustices is seen as violence against BIPOC community members. Complacent is not how B Lab should be
showing up as a leader.
Our movement calls for boldness and inclusivity with
the purpose of a betterment for all, and it’s imperative

that we continue to seek ways to “practice what we
preach” at B Lab. Being a leader is hard, goals are a
moving target; it’s never going to be “good enough”
and we have to do the work. We have to train for the
marathon if we want to build the stamina to sustain
the trauma of the race. If it were easy, everybody
would be doing it. But we aren’t everybody, and the
world expects more — it deserves more. We must model Justice, Equity, Diversity & Inclusion (JEDI) commitments for the entire B Corp community. We take that
job very seriously.

There is an existing intersection between racism,
white supremacy culture, and capitalism as we know
it. Injustice does not recognize city, state or country borders. Systems of oppression exist around the
globe and have existed as such for hundreds of years.
Anti-Black violence and police brutality, disproportionate effects of the global COVID-19 pandemic, and
racism are prevalent from Africa to Asia to the United
Kingdom. Colorism, xenophobia and intolerance are
problems prevalent in all societies. Benefits that are
structured to advantage majority groups at the expense of others are rooted in white supremacy, and
create power inequalities, unequal access to opportunities, and differing policy outcomes by race and other
demographics.
There is a misconception that racism is solely about
race, when technically it is prejudice or discrimination directed against a person or people on the basis
4

of their membership of a particular racial or ethnic
group, typically one that is minoritized. And “ethnic”
represents the act of belonging to a social group that
has a common national or cultural tradition. Racism is
about culture.
“Anti-racism is an active and conscious effort to work
against multidimensional aspects of racism,” says
Robert J. Patterson, professor of African American
Studies at Georgetown University. We are all affected:
Racism against Black people isn’t perpetuated among
white people alone, and Black Americans are not
the only racial group to suffer from racism. That is to
say, racism and anti-racism exist in multitudes. But
it was white European colonialists who were at the
helm of slavery 400 years ago, laying the foundation
for today’s structural racism that everyone — yes, you
too — is born into.
New research from the University of Nottingham
reveals that even today, in almost half of the world’s
countries, there is no criminal law penalizing any
aspects of slavery. In 94 countries, you cannot be prosecuted and punished in a criminal court for enslaving
another human being (Schwarz & Allain, 2020). Forced
labour is a global problem, affecting almost all countries of the world. According to the Workers’ Alliance
against Forced Labour and Tracking, in Sub-Saharan
Africa at least 660,000 persons are in forced labour,
from traditional forms to modern slavery. Four out
of five forced labourers are economically exploited
and remnants of traditional slavery still exist in some
countries in West Africa, rooted in extreme poverty
and long-standing patterns of discrimination. In 2018,
the Global Slavery Index reported that Africa recorded
the highest rate of modern-day enslavement in the
world. More than a million Uighurs and others belonging to Muslim minority groups are being detained
in prison-like internment camps in China’s Xinjiang
region, as recorded in an article by the Council on
Foreign Relations. The genocide of Indigenous women
is still occurring in Canada.
Racism and oppression are not hard to see, if you
choose to look. We all have an opportunity to gain
insight from both inspiring and devastating events
in history around the world, as well as to apply new
understanding to our own life experiences. At B Lab,

we will actively and publicly do the work to educate
internal leaders and staff on anti-racist rhetoric, theories and behaviors, to dismantle the aspects of racism
embedded in our systems and policies, to de-center
whiteness and Americanization in our work and
analysis, and center justice in our goals, outcomes and
standards.

How B Lab Plans to Become an
Anti-Racist Organization
B Lab is trying to strike the balance between understanding that we need to do more and trying to find
the right speed at which to go. How fast should radical change happen? We recognize this thin line, and
although we are unsure whether each step we take will
result in trial or triumph, we forge ahead in our JEDI
journey anyway, primed and ready to enter our anti-racism phase as accountable business leaders and
stand against injustice and oppression.

Therefore, B Lab’s internal JEDI approach is multipronged to create far-reaching impact across the
organization and our network and set all B Lab teams
up for greater success in the future. Simply put, we
will “get our house in order” by taking the following
actions:

Standards
•

This summer, begin working with B Lab’s internal
JEDI team, B Corp Provoc, Global Partners, and
the B Corp minoritized communities, to complete a
JEDI review of the B Impact Assessment to determine what aspects of our Standards need to be
revised, removed or added, then doing so.
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Board
•

•
•

In Q4, begin working with equity-focused Board
consultants to create an equity-focused Board
expansion process.
In September 2020, begin a JEDI-focused Board
cohort learning intensive.
Create active JEDI learning modules at quarterly
Board meetings.

B Lab Staff & Leadership
•

•
•

•

Lead the organization’s staff through curated trainings, which focus on Global cultural competency,
white supremacy and anti-racism. Focusing on
Executive Leadership and B Lab’s People & Operations Team, but giving access to these resources to
Board members and Global Partners.
Partner with B Lab’s People & Culture Team to adjoin JEDI accountabilities to staff review processes.
Work with global consultants who specialize in
anti-racism systems change and partner with B
Lab’s People & Culture Team to critically review
our organization’s policies and practices for JEDI
and anti-racism considerations.
Create a Global Advisory Group with Global Partners to create regular touchpoints for information
exchange, regular JEDI updates, and educational
opportunities across our Global network.

Will we get this all done? That’s the goal! Will we get it
all right? Probably not. But we are committed to doing
our due diligence as a learning organization to build
upon our foundations of knowledge to live into our entrepreneurial beliefs and develop strategies that benefit everyone inclusively and equitably. We will admit
when we don’t know and we will ask for help when we
need it. But we won’t quit. We won’t stop having the
hard conversations. We won’t stop admitting the hard
truths. And we won’t stop telling histories as they happened, no matter how ugly the past may be, because
only when we can own and acknowledge the injustices
our countries have inflicted on its People of Color can
we see how much further we really have to get to work.

B Lab Global Anti-Racism Action

•

•

•

•

Sistema B’s Anti-Racist Campaign: A space for
public commitment by people and companies that
understand that Black lives matter. And more than
not being racist, it is necessary to practice anti-racism on a daily basis, in the fight against structural
and institutional racism.
B Lab UK: B Lab UK embarks on its own journey to
tackle racism and shares reflections from an Open
Community Conversation.
How to host an ‘Open Community Conversation
about Anti-racism’: Watch the video recording and
review the slide deck from this difficult discussion
on race and antiracism, held by B Lab UK.
B Lab U.S. & Canada open letter to the B Corp
Community and Anti-Racism Resource Center: A
collection of professional resources on guiding
teams, providing individual support, and centering equity and justice in company practices. (We
also created the B Lab U.S. & Canada Anti-Racism
and JEDI FAQ.)

We Invite the B Corp Community to
Take Action Against Racism With Us
Let’s call racism and privilege by its name, stop making oppression only about race, and dismantle white
supremacist ideologies that govern our existence.
Listen to BIPOC (Black, Indigenous, People of Color)
voices. Let Black womxn lead. Give up some power,
because having to fight for it all the time is really exhausting.
In spring 2020, we invited the B Corp community
across the globe to join us in the fight against injustice. We asked our community to learn about racism,
marginalization and oppression in your regions, and
share what you’re learning on the B Hive; engage with
your local B Lab or Sistema B organization and peer B
Corps in their anti-racism initiatives.
But we didn’t want you to talk about it unless you were
not going to be about it, because we are done with
that — that is no longer acceptable. It is unimpressive
and insulting to speak up without action.

Racism is global and hyper-local. B Lab Global Partners around the world are responding:
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A ‘Perfect Storm’ for Inclusion:
Now Is the Time for B Corps
to Lead Anti-Racism Work
By Christopher Marquis

Tiffany Jana, TMI Consulting Founder and CEO. (Kim Brundage Photography)

As a community of businesses founded with
the goal of creating a more inclusive economy,
Certified B Corporations have been innovators
in justice, equity, diversity, and inclusion practices — a field now known as JEDI. But as Dr. Tiffany
Jana of longtime B Corp and JEDI consulting firm TMI
Consulting notes, these same companies have plenty
of room for improvement as well as an opportunity
to provide real-world examples of progress that other
businesses can follow.
Paying a fair wage, providing health care benefits,
building a workforce that reflects its community, of-

fering training and educational programming — these
are just a few of the ways that B Corps can and have
advanced inclusion, sometimes through the Inclusive
Economy Challenge program that B Lab operated in
previous years. But as recent violent attacks against
Black Americans that sparked racial justice protests
across the country and around the world have shown,
much work remains.
Hundreds of businesses around the world have contacted TMI Consulting about JEDI work in recent
months, Jana says, but that includes just a few B
Corps. Jana recently shared their thoughts with me on
7

the role of businesses — especially B Corps — in advancing anti-racist practices as part of my research on
the B Corp community’s work to create a more inclusive economy. Below are excerpts from our conversation.

Since the George Floyd murder there
has been much more public conversation and awareness of the issues of
systemic racism. Is real change happening? What are your thoughts about
the momentum?
Tiffany Jana: There’s a difference between understanding racism intellectually and actually feeling and
witnessing the impact of racism on a screen in front of
your face as we did with George Floyd. That caused a
seismic shift in the collective consciousness because
we actually felt it. And it didn’t matter what race you
were. It didn’t matter what color, creed, or class; we
all had our hearts cracked open. In 8 minutes and 46
seconds, we watched that happen, and that has turned
the tide.
You have some organizations that are like, “We need
to put out a Black Lives Matter statement, otherwise

we’re going to look racist.” Yes, you could. But if you
don’t follow it with any meaningful action, then it
really doesn’t matter that you did that.
We do have momentum on a scale that we’ve never
had before. What we’re seeing is a significant number of organizations — across sectors, across industries — that are actually putting time, money, resources, and staff behind meaningful, sustained action.
Every organization that I talk to is saying things like,
“We recognize that we can’t do this in six months. We
recognize this isn’t a short-term effort. We’re looking
for a year, two years, three years of engagement.”
Ten years ago, 100% of the client work came from executive teams that said, “We need to do this,” usually
in response to a lawsuit. It came from leadership. In
the last five years, most of the work came from individuals saying, “We don’t like what’s going on here. We
still want to work here. We know that there are people who specialize in fixing this. Go get to it, team.”
They’re forcing the JEDI work up the food chain and
holding them accountable.
Now you have external pressure colliding with internal
pressure, and we have a perfect storm for action.
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What responsibilities do B Corps and
other businesses have to advance and
amplify JEDI work?
The B Corp community has an outsized responsibility
and opportunity to lead the way in anti-racism, global
inclusion, and really setting a new model for how
businesses interact with their communities, with society, with the economy, government, the whole 9 yards.
So, I do believe that is a really big responsibility.
That was my contribution to The B Corp Handbook
second edition. We looked at all the different sections
and measures from the B Impact Assessment and
articulated how each of these measures can be seen
through the lens of the JEDI angle and calibrated with
greater global inclusion in mind.
For companies pursuing anti-racism work with my
agency, the overall trend looks better than the B Corp
community, sadly. I do have a couple of B Corp clients
now. But the B Corp sector itself is very white and pretty gosh-darn liberal, which is not particularly diverse.
I don’t think that they are doing a good enough job of
diversifying the sector yet, and they have a lot of work
still to do in cooperative economics and the intentional pursuit of anti-racism and JEDI work.

So, what would you recommend, specifically for the B Corp community to
do? Attracting new types of companies? Transforming the companies
that are there already too?
This cannot be a one-pronged effort, right? The Inclusive Economy Challenge should be ongoing. People
should continue to work to calibrate their inclusion
scores, both internally and externally, in meaningful
ways. Hopefully my brother, George Floyd, did not die
in vain, and people will wake up and realize that we
all have a responsibility to be more intentional, and
more effective in the way that we interact with communities of color.
The B Corp community needs to be intentional, and
stop using the excuse that, “We don’t have money. We
don’t have time. We don’t have this or that.” No — be-

cause when it’s something you want to prioritize, you
find all those things. If a community of B Corps got
together and said, “We all want to do this thing, and
we want to do it together, because we don’t have the
resources independently to do it,” agencies like mine
would work with them as a cohort.
I am not convinced that the will is actually there. I’m
calling the community out because you can talk about
it all day long, but until you put a dollar behind it, and
you actually take a step, it’s disingenuous. We do need
to be calling in, and sponsoring, mentoring, guiding,
inviting businesses of color to join the community. We
need to be more intentional.
The cooperative economic piece is one of the missing
pieces in the B Corp community. Being a B Corp means
that you should do more business with more B Corps
whenever possible. If that were actually an imperative — like a next-level Inclusive Economy Challenge,
to do business with B Corps of Color — that one change
would bring droves of minority-owned businesses into
the B Corp community.
A new impact economy is being built, one where businesses prioritize and consider their impact on all the
stakeholders they impact — including communities,
workers, customers, and the environment. Download
this free report to learn how the stakeholder model
as practiced by B Corps is gaining global traction and
validation.

Based on your work with B Lab, the
nonprofit that oversees B Corp certification, how has that organization progressed over time and does it signal
a broader change that could happen
within the community?
When B Lab engaged with us a few years ago, they
were a homogeneous population of people with little
to no representation when it came to People of Color.
They were growing, and knew that they were growing. So we did the first kind of demographic- and
inclusion-based assessment with them to begin their
journey of calibrating their internal metrics and considering internal goals.
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Jay Coen Gilbert, one of the B Lab co-founders, wrote
the foreword to my second book, Erasing Institutional
Bias, in which he was really transparent about the
process of finally getting that representative diversity,
and then starting to reassess, and realizing that even
though they now had the diversity, they didn’t have
the equitable experiences that they wanted to have.
So they had to go deep again. And all of that ended up
instigating the Inclusive Economy Challenge.

Through that journey, the organization went from
three white guys who went to elite schools, starting
something cool, hiring a bunch of people who look
like them, to now having a Black female co-CEO and a
wildly diverse organization across age, sexual orientation, gender identity, race, nationality — the whole
gamut. They’re still not at destination perfection, but
when you look at where they started, and you look at
where they are, there have been a lot of intentional
choices that have gotten them to where they are.

Now B Lab U.S. has co-CEOs, one of whom, Anthea
Kelsick is a Woman of Color, and B Lab has taken a
very anti-racist stance as an organization. They were
moving in that direction before George Floyd.

(Photo by James Eades on Unsplash)
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To Make Your Organization More Inclusive, Start
With Data
By Jessica Friesen and Alicia Agnew, Co-Chairs of B Lab’s Equity, Diversity, and Inclusion Committee
The first step to creating a more inclusive and equitable organization is to understand your status quo.
Improving over time requires first setting a baseline to
measure against; moreover, there’s nothing inclusive
about assuming you know what’s best for your team.
While it’s easy to race ahead toward solutions, you
won’t get far unless you know where you’re starting
from.
Of all the work B Lab did for the Inclusive Economy
Challenge, the single most important step we took
was to survey our full staff on their experiences of our
workplace. We conducted the survey in 2017 with the
intention to create opportunities for year-over-year
benchmarking and to identify opportunities for staff
education. We didn’t expect it to mark a major milestone in our understanding of our organization and
the tactics we’re using to create change.
Here’s why we think staff surveys should be on everyone’s to-do list. Unless otherwise indicated, all quotes
come from anonymous interviews with B Lab staff of
color.

What We Learned About B Lab
B Lab’s staff survey asked nine open-ended questions
about inclusion at B Lab, four multiple-choice questions, and nine questions about employee’s backgrounds. The survey was written by members of our
Equity, Diversity, and Inclusion Committee. Certain
questions focused explicitly on staff’s perceptions of
inclusion at B Lab, asking questions like:
•
•

What do you think would make B Lab’s culture
more inclusive in the future?
What do you think makes B Lab’s culture inclusive
today?

“The survey results prompted a lot
of introspection, both for myself
personally and at the organizational
level. Having this data was really important for the organization to realize
that, if we want to lead a movement
that’s inclusive, we need to start inhouse and realize how much work we
needed to do. The survey was super
helpful to put us on that path in a
more intentional and direct way.”

Staff used the survey to point out practices they
wanted to continue, like the ability to work from
home every week and the existence of a formal Equity,
Diversity, and Inclusion Committee. They also made
suggestions for policies that could be improved (more
on that later).
Other questions asked more generally about staff’s
experience at B Lab, with an end goal of analyzing the
results by demographic to see if there were disparities.
•
•

How do you feel about social interactions at B Lab?
How do you feel about your team’s interpersonal
dynamics and relationships?

We asked for demographic information as well, including questions on ability, age, and sexual orientation.
The only factors for which we had sample sizes large
enough to meaningfully test were race, gender, and seniority at B Lab. There were no statistically significant
disparities in the experiences of B Lab staff based on
gender or seniority. However, breaking the responses
down by race revealed a major problem.
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As of 2018 when we conducted the survey, People of
Color felt less included at B Lab than White staffers.
On three of our questions about staff’s experience at
work, People of Color had statistically significantly
more negative responses — you can check out the
numbers below.
These were our most urgent findings to address and
the ones that most meaningfully drove later decision-making by our executive team and Board of
Directors. While we knew B Lab’s largely White team
(68 percent) and even Whiter leadership team (100
percent at the time of the survey) was a problem in
theory, the way our staff was affected drove home the
actual impact of our lack of racial diversity, especially
at the top.
“The facts weren’t a surprise to me, but I was surprised
by how much I was affected by seeing the numbers
laid out. Like, wow, if I were white I’d be having a
different experience working here.”
“At a personal level, it showed me how more systemic issues were also present in our organization and
how those were impacting our team, either directly or
indirectly.”
One of our co-founders, Jay Coen Gilbert, summed up
the issue: “B Lab is 68 percent White … the staff survey
suggested that our culture is more like 98 percent
White. More specifically, White middle-to-upper-class
culture.”
B Lab is not unique among nonprofits. The Race to
Lead: Confronting the Nonprofit Racial Leadership
Gap report by the Building Movement Project found
that fewer than 20% of nonprofits in the United States
are led by People of Color and that workplace cultures
at nonprofits often exclude and marginalize non-White
staff. When People of Color working at nonprofits were
surveyed about what prevented them from advancing
in their careers, the responses mirrored the issues we
found at B Lab.
“…40% talked about a perceived inability to lead, a
lack of human resources support, and/or an exclusion
from important social networks. Thirty percent (30%)
of the People of Color respondents who commented

noted negative experiences with others ranging from
microaggressions to tokenizing to managing White
colleagues’ guilt/emotions about race.”
Regardless of whether our situation was typical, we
clearly needed to make changes.
We needed to change policies that had left staff uncomfortable or stressed. By allowing long-form responses to some questions, we got valuable feedback
on specific policies and processes. Our typical expense
reimbursement process assumed a level of financial
flexibility that wasn’t shared across all staff, and we
had never put the option of using a company card in
writing. Our policy of requiring staff to share hotel
rooms for work trips — and our assumptions around
who should share rooms with whom — put team members in uncomfortable positions. We’ve created more
flexible options for both as a result of the survey.
Expenses
• In the past: no formal documentation of the use of
company cards or advances. The default expectation was that staff would purchase flights, accommodations, etc., and be reimbursed later.
• Now: Process for using B Lab company cards or
requesting a payment advance for travel (to be later reimbursed) now documented in our Employee
Handbook.
Rooming
• In the past: All B Lab staff expected to room with
staffers of the same gender during work travel,
with exceptions made upon request.
• Now: B Labbers who need to room alone are permitted to without disclosing the specific rationale.
Staff also can specify their preferences around the
genders of their assigned roommates.

Why the Data Mattered
B Lab had already committed to taking the Inclusive

Economy Challenge and considered diversity and inclusion one of our guiding principles. Why did it make
a difference to have survey results?
We manage what we measure. A core belief behind
B Corp Certification is that good intentions should
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be backed up with robust measurement and benchmarking. Inclusion is a sensitive topic, and it can feel
personal. That makes data more important for decision-making, not less. Tracking performance over time
also allows for accountability, both internally and, if
shared, with the public.
High-level data keep conversations productive. Racism, sexism, and other forms of marginalization can
be wielded intentionally in conflicts between staff,
but they also affect team interactions and dynamics
regardless of intent. Often, talking about inequities
in the workplace can be derailed by debates about
individual intent and specific incidents. Looking at the
disparate experiences of your team in aggregate across
key dimensions of diversity can keep conversations
where they belong: understanding the impact on your
team and finding solutions. Advocating for budgetary
changes is easier with objective numbers. Most organizations don’t make significant changes based on
guesswork, especially when money is involved. At the
same time, making B Lab a more equitable workplace
isn’t something that can be done on the side or for
free. Having hard numbers from the staff survey made
it simpler for our Executive Team and Board of Directors to approve significant spends on:

•

•

•

Three new full-time hires focused on equity, diversity and inclusion, including two recently posted
Director-level roles; (2020 Update: We added two
phenomenal leaders to our team: Dr. Ellonda
Green as our Director of Equity, Diversity, and
Inclusion and Dr. Sloane Kali Faye as our Director
of Inclusive Economies)
Official budget for our volunteer Equity, Diversity,
and Inclusion Committee, which had been operating without a formal budget since 2014;
Budget for staff-run Employee Resource Groups
and Affinity Groups, such as our new Employee
Resource Group on Race, Citizenship & Ethnicity;
(2020 Update: We now have several active affinity
groups including Black at B Lab, White Caucus
Group — a space for White and White presenting
staff to learn, share resources, host dialogue, and
hold ourselves accountable to hold ourselves accountable to doing personal anti-racist work; and
Q Lab — an LGBTQIA affinity group)

•

Inclusive leadership training and coaching for the
B Lab Executive Team.

Data is especially important for leadership. In the
qualitative survey responses, staff of color identified
the lack of People of Color in leadership roles as a
major contributing factor to the differences in their
experience. Diversity is the most important at the top
of an organization, where decisions get made; having
an all-White leadership team made the experiences of
people of color invisible where it mattered most. One
of our co-founders, Jay Coen Gilbert, writes about the
experience of seeing the survey results in his foreword
to the book Erasing Institutional Bias by Tiffany Jana
of B Corp TMI Consulting:
“The quantitative and qualitative results of our staff
survey were a cold-shower reminder for me to look at
the data and not to trust blindly in my own personal
experience, which may be quite different from the experience of others, including others whom I care about
and think I know well. Despite the pain I felt learning
this information, I would have been far more devastated had I and our management team remained oblivious any longer. Data — and the deeper understanding
it can offer — creates opportunities. This data gave us
the information we needed to begin to improve the
experiences, and hopefully the success and longevity,
of people of color at B Lab.” — Jay Coen Gilbert, B Lab
Co-founder

How to Make the Most of Your Staff
Survey
Our first staff survey on inclusion was important, but
it wasn’t perfect. Here’s what we’ve learned so far on
how to make a survey process as valuable as possible.
Don’t reinvent the wheel. Our survey was created by
the Internal Stakeholders Subcommittee of our Equity,
Diversity, and Inclusion Committee, who also analyzed the results. While we got great information, we
could have started more simply with existing industry
standard surveys. Working with an existing survey
like the Inclusion Survey by B Corp Culture Amp lets
you get started faster, provides benchmarks against
other organizations, creates comparability year-over14

year, and makes sure you’re using best practices from
the experts. Since our 2019 survey we’ve been using
CultureAmp, which has provided out-of-the-box tools
rooted in protecting employee privacy. This provides
a robust understanding of staff belonging based on a
variety of factors.
Make a plan for what to do with the results before you have them. The committee that created the
survey had a plan for how to administer it and analyze
the responses, but no strategy for what to do with
the results. Because we hadn’t thought through next
steps ahead of time, it took nearly nine months for the
results to be presented to all of our staff. In between:
•
•
•
•

The committee reported the results to roughly 20
members of B Lab’s management and executives;
The committee developed recommendations to
address problems raised by the survey;
The executive team met with the committee to
discuss their recommendations;
The executive team and Board of Directors approved budget to implement recommendations.

sion easier to understand and talk about, the results
still — appropriately — provoked emotional responses
across the team.
Action plans for communicating results from workplace inclusion surveys must account for emotional
responses. Specifically, think how different members
of your staff will be affected by the information you’ll
share, how their responses will affect others, and how
to create healthy spaces for sharing.
For B Lab and our data on disparate experiences based
on race, making space for emotional responses looked
like:
•

•

•
Translating the results of your survey into action
should take just as much effort as administering the
survey itself — likely more. Think in advance about
who on your team will coordinate that work and who
the stakeholders should be.
Empower all teams to act on the results. Because
we didn’t have a plan for what to do with the survey
results, B Lab’s response was siloed within the Equity,
Diversity and Inclusion Committee and the Executive
Team. Systemic bias and lack of diversity and inclusive
management practices in your organization will show
up in unique ways across your entire team; your entire
team should have the opportunity (and responsibility)
to find ways to create a more inclusive environment.
Individual teams see solutions within their own departments that centralized decision-makers may not.
Take emotions seriously. Even though having
aggregate data made B Lab’s failures on racial inclu-

•
•

Explicitly separating time spent on emotional reactions and time spent on brainstorming solutions
when communicating the results to B Lab managers;
Instructing managers (particularly white managers) not to approach any direct reports who are
people of color to ask about their personal experience based on the anonymous survey results;
Sharing the results over email the week before the
all-staff presentation of the results;
Explicitly allowing staff to work from home the day
of the presentation if they felt they needed space;
Making sure the all-staff presentation focused on
communicating facts and organizational commitments to the team, not the emotional reactions of
white managers and executives.

The emotional aspect can seem daunting. For B Lab, it
was important to share the results of the survey with
our full team, both for the sake of transparency and
so we could express gratitude to our team for their
honest and illuminating responses. However, we knew
that sharing this information in a clumsy way would
cause additional pain for our most marginalized team
members. We worked with Provoc (B Corp since 2007),
an outside equity and communications consultant, to
ensure we had an expert perspective on the most productive way to communicate our findings and resulting actions to our whole team.
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Again, this “emotional tax” carried by people of color
at B Lab is mirrored by the results of the Race to Lead
report on race at nonprofits.
“Both Whites and People of Color are frustrated by
high workloads, but People of Color are significantly
more frustrated by the stress of being called upon to
represent a community … with 36% of People of Color
listing this as a frustration versus 14% of Whites. As
noted in focus groups, People of Color often feel they
have a second, unpaid job — internally and externally — to represent the interests of People of Color, which
is often an unrecognized part of their work.”

“The deepest tension is that talking
about the different experiences of
White staff and staff of Color is crucial to changing things, but at the
same time, talking about it increases
the emotional tax on those of us who
are most affected. No matter how
thoughtful you are about presenting
it, it churns up a lot. Don’t just make
space for people to be sad. I’m not
sad. I’m angry, frustrated, and resentful that in addition to doing my job,
I have to confront my
organization’s issues.”

One thing we could have done better at B Lab was to
create clearer opportunities for follow-up conversations for staff after the presentation of the results.
One-and-done isn’t enough. Don’t stop collecting
data once you’ve implemented changes; keep surveying your team to see if things are really improving.
While we want to make incremental improvements
to our survey (e.g. incorporating more demographic
indicators and improving how we ask about gender),
we’ll be administering a largely similar version by the
end of 2018 to compare year-over-year results.
While we hope our next survey shows different
results, we know real change takes time — and effort.
While the results of our first survey troubled us, they
also marked the beginning of a new stage for B Lab,
in which we are more self-aware, more accountable,
and more prepared to do the necessary work to become the organization we want to be.

“We’re never going to be perfect. But
at least, at a personal level, I’ve seen
a lot of progress. I think that different identities and experiences are
becoming more visible on our team.
I think by diving into this work and
putting ourselves out there, we’re
creating public accountability that’s
important for the work to continue.”

“People at B Lab care deeply about
each other, and I think not knowing
what to do with those feelings was
hard. I think learning the results was
a great primer to start a conversation, but I don’t know if that conversation has fully happened yet.”
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7 Examples of How a Company Can Take Action to
Become an Anti-Racist Business
What Certified B Corporations Are Doing to Work Against Racism
By B The Change
Words hold power, but actions tell the true story. The
rising racial justice movement has businesses across
the U.S. and Canada taking a public stance against
racism, but how many will support those statements
with tangible action?
Even businesses with the best intentions face centuries-old, systemic obstacles, and reactive solutions
require resources that favor large, well-funded, often
majority-white companies. But the inclusive economy
that Certified B Corporations strive to create won’t become a reality without taking concrete steps to address
the fundamental inequity, injustice, and violence that
disproportionately affect People of Color.
To assist B Corps and others in their anti-racism work,
B Lab created a resource guide on anti-racism and JEDI
(Justice, Equity, Diversity, and Inclusion) work. Another resource is this list on White allyship compiled by

the Dismantle Collective. For an individual business
program, reach out to B Corps that provide anti-racism
consulting, including Provoc, TMI Consulting, Change
Catalyst, Sweet Livity, and Praxis Consulting Group.
For those looking for inspiration to advance change
within their own companies, B Lab U.S. & Canada has
compiled examples of how B Corps are responding
and committing to anti-racism. Below are seven ways
B Corps are stepping into anti-racism work that other
organizations can consider for their own journey.
Broaden your mission to include inclusion and
equity. Pela commits to broadening its aperture from
fighting for a healthier planet. “We are trying to eliminate a billion pounds of plastic from the ocean, but
not one pound of it matters if we do not have equal
rights for all. … We are going to continue to educate
ourselves on this, because one thing we know is ... we
don’t know enough.”
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the criminal justice system on communities of color in
the U.S. “Though systemic racism permeates many of
our institutions, it is most entrenched in our criminal
justice system, including in how the ‘War on Drugs’ is
waged inside communities of color.”
Donate and disclose. Nisolo shared its anti-racism
plan of action, including a commitment to donating
monthly to Black Lives Matter and Gideon’s Army of
Nashville, and disclosed the racial diversity of its staff.
“At Nisolo, we believe change starts with each one
of us individually, and can’t be addressed simply in
one email or social media post. However, we knew we
needed to speak up and take action because as a business, we’ve benefitted from white privilege.”
Invest with a racial justice lens. Nia Impact Capital released this guide for allocating investments
and committing to racial equity. “To have the current
crisis become a turning point and a move toward true
transformation, investors can — and must — play a
significant role.”

(Photo by Tim Mossholder on Unsplash)

Check your shelves and supply chain. Red Bay
Coffee challenges retailers to check their shelves so
they equally and equitably represent the color of the
community. “Black people account for 15% of the U.S.
population. Call on major retailers to pledge 15% of
their shelf space to Black-owned businesses.”

Share your journey and cut ties with those who
don’t act. Sea to Sky Removal instituted an anti-racism statement as a commitment to face its own
implicit bias through community engagement and
training, invited staff for feedback, and committed to
ending relationships with partners that do not align.
“As Canadians, we are committed to being a part of the
reconciliation movement with our Indigenous Canadian brothers and sisters. … Sea to Sky Removal commits
to cut ties with customers, partners and suppliers that
don’t share our commitment to battle racism.”

Commit to open hiring and equitable pay. North
Coast Organics publicly disclosed the diversity of its
staff, pay ranges, hiring practices, and commitment
to internal conversations about race. “We only hire
those that get passed over and we have from the start.
POC and women always get preference. From July
30, 2012, not in June 2020. We have been living the
change and not wavering.”
Back up the talk. Dr. Bronner’s shared its pledge
of $25,000 to four organizations fighting for racial
justice and called out disproportionate impacts of
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To Tackle Racism and Drive Change, We Must Lean
Into Discomfort
How the B Corp Community Is Learning from History and Advancing
Anti-Racism Work
By B The Change
At a tumultuous time for businesses around the world,
the Certified B Corporation community in the U.S. and
Canada gathered virtually for its annual look ahead,
known as the State of the B, led by the nonprofit B Lab
that certifies B Corps.
“It does take discomfort to drive change,” says Anthea
Kelsick, Co-CEO of B Lab U.S. & Canada. “For many,
these months were the first time the inequities in our
healthcare system and our economic system were laid
bare. It has set the stage for a collective awakening to
what systemic racism actually means and how it has
continued to devalue Black, Indigenous and People of
Color lives over and over again.”
B Lab, the nonprofit that oversees the certification of
B Corps, recognizes it must “practice what we preach”
by modeling a commitment to JEDI (justice, equity,
diversity, and inclusion), says Dr. Ellonda L. Green,
B Lab’s Director of Equity, Diversity and Inclusion.

“Being a leader is hard, goals are a moving target and
it’s never going to be ‘good enough.’ We have to be
committed to always being willing to do the work,”
Green says. “If it were easy, everybody would be doing
it. But we aren’t everybody, and the world expects
more — it deserves more.”
While some people hold the misconception that
racism is solely about race, she says, technically it is
discrimination directed against people on the basis
of their membership of a particular racial or ethnic
group, typically one that is marginalized. This means
that the work of anti-racism involves multiple work
streams across different countries related to power inequalities, unequal access to opportunities, and policy
outcomes that vary by race. It also means that racism,
xenophobia and intolerance are not just problems for
people in the U.S. and Canada but that oppression
exists globally.

19

“We all have an opportunity to gain insight from both
inspiring and devastating events in history, as well
as to apply new understanding to our own life experiences,” Green says. “To be an anti-racist is a radical
choice in the face of history, requiring a radical reorientation of our consciousness.”
In addition to Kelsick and Green, several B Corp leaders shared the steps they have taken on the journey to
dismantle systemic racism and how others can start or
continue their own journeys. Here are a few takeaway
messages they shared.
Understand history. As the founder of TMI Consulting, a B Corp that provides diversity and inclusion
consulting, Dr. Tiffany Jana has seen the power of
education. But it’s challenging work that takes time,
making it imperative to lean in to what will be a deep,
personal journey.
“This is arguably the most challenging conversation
that we have never been able to navigate in American history,” says Jana, who shared more about the
relevance of and the history of Juneteenth in a recent
article. “So understanding the history, understanding your personal relationship to all of the biases, to
racism, how you benefit or do not benefit from these
systems and structures, how you contribute to them
and support them, and then understanding how you
fit into the larger construct is really important.”
It’s also vital to realize that the current challenges
worldwide are creating a shared suffering, Jana says,
making it important to instill some grace within organizations for the difficult work ahead and provide
support to colleagues of color and seek the education
needed to handle this conversation well.
“It’s time to be comfortable being uncomfortable,”
Jana says. “There’s nothing easy about this journey.
There’s nothing short about it. You can’t hack it or
shortcut it. You just have to get in.”
Reach out to groups who have more experience.
“Our commitment to the movement for Black lives
really began in earnest about four years ago on the

heels of what happened in Ferguson, Missouri,” says
Jabari Paul, U.S. Activism Manager for Ben & Jerry’s.
“And from that point, our company came out with an
anti-racist position supporting the Black Lives Matter
movement. We first committed ourselves to the process
of learning and that involves reaching out to different
civil and human rights groups.”
Work with Black businesses, invest in Black
communities. At Sundial Brands and its subsidiary
Shea Moisture, investing in Black-owned businesses
is nothing new. It’s a dedicated practice that Simone
Jordan helps oversee as head of community commerce
for the B Corp. Shea Moisture launched a $1 million
COVID-19 relief fund to help support women entrepreneurs and small business owners of color, and recently
formed a social justice coalition.
“Closing the wealth gap between Black and White
families is important. … This is a society that has not
and does not afford equality and shared power to all,”
Jordan says. “When you invest in Black-owned businesses, they have a sustainable way of making sure
that their communities are impacted. When you’re
looking at your supply chains, be sure to buy from
these Black-owned businesses. Really look at your
supplier diversity and how you’re investing.”
Stop making excuses. To harness organizational
power, B Corp womxn CEOs started a group called We
The Change, and Olayinka Credle of Melanin Essentials was among its first Black members. “We’re still
mostly White, but I’m here to say that we’re being bold
and saying that we’re going to do something about it,”
Credle says. She shared how she found the inspiration
to speak up for herself in these words from political
activist Angela Davis, which is a modification of the
Serenity prayer Credle learned while attending Catholic school: “I am no longer accepting the things that I
cannot change. I’m changing the things that I cannot
accept.”
B Corps should seize similar inspiration for their anti-racism work, Credle says. “So my question is: Are we
ready to change the things we no longer can accept? In
other words, are we ready to stop making excuses?”
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4 Steps That I and Other White People Can Take to
Fight Racism
By Christina Marie Noel
George Floyd. Ahmaud Arbery. Breonna Taylor. Trayvon Martin. Tamir Rice. Oscar Grant. Sandra Bland.
Walter Scott. Philando Castile. Eric Garner.
These names serve as a reminder of how much work
we still have to do as a society to fight against racism.
People’s lives are literally at risk.
Racism can be insidious as actions demonstrated by
the recent viral video of Amy Cooper, a White woman,
who weaponized racism against a Black man, Christian Cooper (not related), who was bird watching in

the park. This confrontation apparently began when
Christian simply asked Amy to follow park rules and
put a leash on her dog. She then proceeded to call the
police and claimed he was threatening herself and her
dog.
Rather than feeling hopeless that racism is still ever-present, I hope you are inspired to take action.
White people can and must do better.
This leads to an important question: What can White
people do to fight racism?
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I am by no means an expert on this subject, and I also
recognize the answer to this question is subjective.
Over the last 15-plus years, I’ve been on a journey to
become a better ally, and it’s a journey that continues.
When I started down this path, I didn’t know where to
begin. I also wasn’t sure what role was even appropriate for me to play. It has been a path that has, at times,
led to more questions than answers.
I hope that sharing the following steps that I’ve taken
thus far to educate myself, along with the anti-racism
resources that I and others have found to be helpful,
may assist you on your journey:

Understand What White Privilege
Really Means
I recognize the word “privilege” can make some people feel uncomfortable. However, as White people living in the United States, we all benefit from a certain
level of privilege. Examples of this privilege include:
•

•

•

•

We are privileged in that we don’t have to fear for
our lives when we interact with the police. Here’s
the data on the likelihood of being killed by the
police, broken down by race, based on a study by
Edwards, Lee, and Esposito.
We are privileged in that we don’t have to fear for
our children’s lives when they walk or run down
the street. My friend recently shared this heartbreaking article exploring a mother’s fear of her
child being perceived as a threat because of his
skin color.
We are privileged in that our cultural names are
less likely to influence whether we’re given the opportunity to interview for certain jobs. According
to this study by Quillian, Pager, Hexel, and Midtbøen, “Since 1989, Whites receive on average 36%
more callbacks than African Americans, and 24%
more callbacks than Latinos.”
We are privileged because assumptions and opinions about us are not based on the color of our
skin. The results of this research study by Harrison
and Thomas suggest that skin color is regarded
more highly than one’s educational background
and prior work experience.

The term “White privilege” is nuanced, and it is not
meant to say that successful White people do not work
hard or earn their accomplishments. Rather, we have
an advantage throughout our lives because we are
White.
I especially appreciate the following quote from this
Teaching Tolerance article that explores the term and
its true meaning:
“White privilege is not just the power to find what you
need in a convenience store or to move through the
world without your race defining your interactions. It’s
not just the subconscious comfort of seeing a world
that serves you as normal. It’s also the power to remain
silent in the face of racial inequity. It’s the power to
weigh the need for protest or confrontation against the
discomfort or inconvenience of speaking up. It’s getting
to choose when and where you want to take a stand. It’s
knowing that you and your humanity are safe.”
It is important to become aware of the fact that inequality is deeply entrenched throughout our systems,
and these systems operate to our advantage.
To change these systems, we must consciously choose
to take action.

Recognize Unconscious Bias
I distinctly remember sitting in my first college class
focused on exploring the history of racism when my
teacher stood up and declared, “Every single one of us
in this classroom is racist.”
It was an uncomfortable moment.
Up until that point, I would have vehemently denied
that I was in any way racist. However, the teacher was
correct.
Bias is a reality and, according to this 2004 study
by Dasgupta, research suggests that bias affects our
behavior. Thankfully, our bias can be malleable, based
on the results of a research study conducted in 2013 by
Dasgupta and Greenwald.
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Given this, it’s important to become aware of the ways
in which we are unconsciously biased. Ask yourself:
•
•
•

How do you perceive other races or cultures?
What assumptions might you be making about
other people subconsciously?
How might your beliefs affect the decisions you
make?

To go a step further, I highly recommend reading the
book Overcoming Bias by Dr. Tiffany Jana. It does a
fantastic job pointing out the complexity of bias and
shares helpful exercises and activities to help people
counteract the bias in which we all have to intentionally work to overcome.
Here are additional resources to help you tackle implicit or unconscious bias:
•
•
•
•

Racialequitytools.org pulled together this comprehensive list of resources focused on implicit bias
Northwestern University’s list of resources on
unconscious bias
Nine resources for teaching about unconscious
bias
Resources to fight racism and bias from the nonprofit organization RespectAbility

By proactively working to recognize our biases, we can
be more conscious about the decisions we make.

Learn About the History of
Systemic Racism and Its Impact
on Society Today
Race is a social construct. This article by Ta-Nehisi
Coates for the Atlantic explores the nuances of what
this actually means.
Scientifically, it is estimated that we are 99.9% genetically the same as a human race, according to the
National Genome Institute of Research. The only reasons various races look different is based on where our
ancestors lived and the weather they had to endure,
which their outer appearance adjusted to.
Racism was created as a tool to divide us and to justify
the treatment of certain people as “other.” By taking
the time to understand the history of racism, you will
gain a better understanding of how we got to where
we are today. The United States’ history, when written
by White people, began when Christopher Columbus
“discovered” North America — even though it was
already inhabited by Indigenous people.
Our capitalistic society greatly benefitted from the
wealth created by slavery.
For Black Americans, even after slavery was abolished, segregation and systemic racism led to housing
discrimination, employment discrimination, and the
creation of the school-to-prison pipeline.
In addition to taking multiple college classes that
explored the complex, multicultural history of racism, I attended a training hosted by the Racial Equity
Institute (REI) that provided an eye-opening history
of racism and systemic inequality. REI believes it is
important to first understand racism before you can
begin to dismantle it.

(Image by rawpixel.com)

If you’re interested in REI’s trainings, here are their
upcoming scheduled workshops and here is information about their process as well as how to become a
workshop host.
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Here are additional resources to understand the history of racism and its ongoing impacts:
•
•
•
•

•
•
•

Stamped from the Beginning: The Definitive History of Racist Ideas in America by Ibram X. Kendi
Ava Duvernay’s Netflix documentary, 13th
A People’s History of the United States by Howard
Zinn
New York Times Magazine 1619 Project created to
reframe the country’s history by placing the consequences of slavery and the contributions of black
Americans at the center of our national narrative
The PBS Series: Race — The Power of an Illusion
The PBS Series: Unnatural Causes… is inequality
making us sick?
Season 2 of the SceneOnRadio podcast is an
eye-opening exploration of Whiteness in America.
This Peabody-nominated podcast from the Center for Documentary Studies at Duke University
features sound bites from one of the Racial Equity
Institute’s trainings.

Become an Ally
To effect systemic change, we all must ultimately become anti-racist allies.
When I first became interested in understanding
diversity, equity, and inclusion, I initially felt unsure
of my role as a White person in the work to dismantle
racism.
If no one has invited you to join the fight yet, please
consider this your official invitation to become an ally.
While we did not personally create the systems that
led to systemic racism, it’s up to all of us to work
together to correct our systems that support white
supremacy.
As I have worked to become a better ally, I’ve begun to
ask myself questions about the systems in which I live
and I serve:
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•

•
•
•

•

Do the organizations I work in and with reflect
the diversity of my community, at all levels of the
organization?
Is my organization’s culture one that is currently
capable of being inclusive to all people?
When my organization hires for new roles, do we
interview a diverse set of candidates?
Do I, as an individual, have a personal network
that is diverse (keeping in mind that employee
referrals are the top source for hires)?
Whenever I host events, do I make sure we have a
diverse set of speakers?

By asking these questions I have become more conscious in the decisions I make as a leader.
As a White woman, I also recognize that I have been
made aware of a unique form of privilege. Amy Cooper
isn’t the only recent example of a White woman who
has used her privilege to try to harm People of Color.
You might recall that in 2018, a White woman called
the police at a Starbucks and had two Black men
arrested. This incident led Starbucks to close its 8,000
stores to educate employees about racial bias.

•

•
•

•
•
•
•

•

Soon after the Starbucks incident, I read this article
that explores the weary weaponizing of White women’s tears. It’s a challenging read, but an important
one. I shared the article with my network with the
hope that it might help others become more selfaware.
Beyond the small steps I’ve taken over many years, I
know that I still have a lot of listening, learning, and
reading to do to continue to become a better ally and
to fully grasp what roles I can play to support the work
that is needed to dismantle White supremacy, colonialism, and the patriarchy.
While this article focuses heavily on the racism experienced by Black Americans, it’s also important to
note that racism impacts all People of Color in our
country — from the persecution of Muslim people since
the 9/11 terrorist attacks to the overt acts of racism
that Asian Americans are experiencing in light of the
pandemic.
There are many resources available to help you become a better ally:

•

Guidelines for Being Strong White Allies created
by Paul Kivel that stem from years of conversations with people of color about what kinds of
support they need from white allies.
Dismantle Collective’s list of Resources for White
Allies.
A fantastic Medium article, written by Corinne
Shutack, that shares “75 Things White People
Can Do for Racial Justice.”
A compilation of anti-racism resources for White
people by Sarah Sophie Flicker and Alyssa Klein.
An article by Ibram X. Kendi that maps out an
entire antiracist syllabus.
Information about joining a White caucus.
If you’re a leader at any type of organization that
is seeking to become more inclusive, consider
hiring a diversity, equity, and inclusion expert.
TMI Consulting, based in Richmond, Virginia,
is a Certified B Corporation and an international
leader in helping organizations become more
inclusive.
There are many books you can read to help you
become a better ally. In addition to Overcoming
Bias, Dr. Tiffany Jana has written other fantastic
books including Erasing Institutional Bias: How
to Create Systematic Change, and Subtle Acts
of Exclusion: How to Understand, Identify, and
Stop Microaggressions. The next three books on
my reading list that come highly recommended
are White Fragility: Why It’s So Hard for White
People to Talk About Racism by Robin DeAngelo,
Between the World and Me by Ta-Nehisi Coates,
and How to Be an AntiRacist by Ibram X. Kendi.
If you are a parent, raise your children to not
fear people of color and to understand racism.
Here’s an article with a plethora of resources to
help parents raise antiracist children.

I am confident that there are many additional resources available to help people on this journey, and
it would be fantastic if you can share any resources
that you recommend in the response section below.
Once you embark on the path to becoming an ally,
it’s important to know that you will likely make mistakes. I fully own that I’m a work in progress.
I’ve started to write articles similar to this one in
the past and never ended up finalizing them. If I’m
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being completely honest, a large part of my hesitation to write about racism has stemmed from the fear
of somehow “getting it wrong.” I was afraid I might
offend someone, use the wrong language, or accidentally be disrespectful in some way.
Rationally, I recognize that I need to set aside my
own fears and needs when the reality is that systemic
racism is claiming people’s lives. Rationally, I want to
do everything in my power to ensure that all people
are treated equally. But as humans, we aren’t rational.
I want to be fully transparent about my fears because I
suspect that fear gets in the way for many of us.

Here’s the thing: It is entirely likely that I got something wrong in this article, and this will not be the first
or the last time that I will make a mistake. Don’t let
fear be an excuse for inaction.
Start where you are and have the humility to learn
how to do better one step at a time. Do the research.
Make time to listen and learn. Don’t be afraid to ask
questions or shy from challenging conversations. Be
bold enough to speak up.
Through our collective action, we can create systemic
change.

(Photo by Brett Sayles from Pexels)
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(Photo by Christina Morillo from Pexels)

Make the Shift to Restorative Human Resources
By Nell Derick Debevoise

I met Diana Marie Lee (she/they) when they led a
session for the Certified B Corporation Women CEO
group, We The Change. I wanted to know more when
Diana explained the foundational belief of Sweet Livity, the company she co-leads with Samuel González:
We shouldn’t have to sacrifice well-being or values for
our work. The perspective and resources that Sweet
Livity provides are exactly what people leaders, from
CEOs to CHROs to line managers and board members,
need amid COVID-19 and the racial justice movement.
Below are excerpts from our recent conversation.

Nell Derick Debevoise: What is
Restorative HR?
Diana Marie Lee: Restorative HR is a strategic approach for improving workplace culture and worker
well-being. Traditionally, human resources (HR) has
focused on compliance with laws and regulations;
management and organizational design; and the
workplace environment. Like our mental and physical
health systems, HR teams have most often intervened
in the case of issues that arise, when someone is
harmed in some way.

27

Luckily, this is changing, and company leadership and
boards are valuing the proactive investments they can
make in their employees’ well-being, learning, development, and effective collaboration. However, we see
a lot more progress that can be made to provide what
all people need, particularly when there has been
harm.

We know and data proves that people of color and
LGBTQI identities are particularly disadvantaged at
work and underpaid, so changing the way we engage
people at work is an essential element of healing from
COVID-19 and the pandemic of racism we’re experiencing. The wage gap that disadvantages women, especially women of color, leads to a major wealth gap.

Restorative HR addresses the needs of people who’ve
been harmed as well as the people who are causing
the harm. We work to understand what each person
needs to be restored in the relationship and effectively return to working together. There are often cycles
of chaos and crisis that employees have never been
relieved from, and so it requires some time to pause
the normal way of doing HR to build more of a healing
process.

Why is this work important right now?
We have data from the APA, WHO, other public data
sources, as well as our own surveys, that show unequivocally that workers are stressed out all or most
of the time at work. We’ve been asking why this is
the case. And the results say that the stress is due to
interpersonal conflicts and tension; discrimination
and harassment; overwhelming workload and pace;
inadequate benefits; and unfair expectations from
management. These stress factors have been concerning for at least a decade and are all made significantly
worse in this time of COVID-19.
Since we started this work 10 years ago, we’ve seen the
damage of white supremacy culture, which happens in
workplaces regardless of the race of the organization’s
leadership. White supremacy is deeply entrenched
in the United States reality. The weeks since George
Floyd’s brutal, unnecessary murder, and the incident
between Christian Cooper and Amy Cooper in Central Park, have revealed the deadly toxicity of white
supremacy. The protests and riots happening on the
street are essential. Our focus, where we lead, is on
equipping the second responders: HR leaders and
managers who need to break their workplaces free
from white supremacy to be healthier, more inclusive,
and ultimately more productive, innovative, and resilient.

What led you to do this work?
I worked in the not-for-profit space earlier in my career, and was privileged to be part of thoughtful work
with leaders trying to reimagine their accountability
to the communities in which they were operating.
We worked with incredible groups of women in rural
North Carolina who sought ways to become entrepreneurial and use their skills to earn a living and invest
back into their organizations after the textile industry moved out. But a learning lesson from the rural
women was that if we had invested the money paid to
consultants like me to pay the local staff, the communities would keep that capacity forever.
I started seeking new entrepreneurial ways to think
about and practice local development work, and loved
it. But I was working 60 to 80 hours a week and traveling all the time. I burnt out. I became ill and realized
I would need to leave. But I’m very loyal! Leavings
are hard for me, so I hired a therapist and a business coach at the same time to support me to follow
through.
I went away to do some healing work and came to the
conclusion that the vast majority of us have to work to
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live, and we shouldn’t have to sacrifice our well-being
or values for that work.

well so that we can all perform in our jobs and reach
our potential.

I was disillusioned with the not-for-profit model, so I
certified Sweet Livity as a B Corp, and over time our
team zeroed in on HR as the lever that would have the
most impact. Even my own first HR training was all
about managing difficult people and firing the ones
who didn’t shape up. We wanted to help leaders shift
how they’re thinking about HR to replace the negative
focus on incidents, guilt, and punishment.

Next, community care: We would create a skilled,
diverse team to help other teams through challenging
group dynamics, conflict resolution and restorative
justice work. Knowing that the human experience is
defined by ongoing suffering and growth, we needed
to help organizations learn to hold healing space, so
they have the capacity to heal from the harm, large
and small, personal and systemic, that their people
would experience on an ongoing basis.

Our team, over time, evolved our model to include
three elements that would make the difference. First,
self-care coaching to help people understand what
they need to recover from stress and trauma and be

And finally, business care: supporting workers and
leaders to shift the workplace culture to life affirming for everyone who works there, regardless of their

Lee with a group of leaders learning skills for a restorative approach to HR. (Photo courtesy Sweet Livity)
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background or role. Essentially, we help organizations
reimagine the way they are doing their work so it’s not
at the expense of their people.

What are the major steps in shifting to
a Restorative HR approach?
The first hurdle is having people give themselves permission to do what they need to be well — physically,
mentally, and emotionally. We always start working
with those in leadership to model that commitment to
self-care and community care practices.

they need to do their job, particularly in a world characterized by such drastic and fast change. We need to
remove the secrecy and confidentiality that reinforces
illegitimate structural power, with simple transparency, like published salary bands and equitable performance reviews, to reverse the history of fear of asking
for information you need to perform and thrive.
Again, we just don’t believe that you have to sacrifice
your well-being or values to work. Our dream is that
the work of Sweet Livity, with our partners, allies,
and clients, can shift things on a larger level toward a
world in which people leave work healthier than they
came in.

We often see BIPOC (Black, Indigenous, People of
Color), younger people, women, and gender nonconforming staff feeling like a failure every day they show
up to work, with their managers asking for so much of
their time and energy.
The second stage is training and education depending
on the organization’s specific issues. We often include political education to increase awareness of the
ways your employees’ communities have been treated historically or currently, and how your work has
traditionally affected those communities. A measure of
success is when an organization sets up a mandatory
baseline curriculum for all employees to learn through
when they join, so it becomes common knowledge.
Finally, since our goal is to build capacity in the organization, we teach the employees, at all levels, to hold
space for courageous conversations and for restorative
work. This way, they can self-manage future issues,
ideally before they escalate to the level that required
us being called in.

Where do you hope this work goes?
We need liberation from the way we’ve all been doing
work generally, and the way we engage people in work
in particular. People need, want, and deserve more
freedom to figure things out on their own.
We must reimagine workforce development, and provide more liberatory workspaces where people have
access to all the information, resources and authority
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‘Move Your Money Toward Justice’: Anti-Racist
Investing and Banking Practices
How to ‘Move Your Money Toward Justice’ and Create a More
Inclusive Economy
By B The Change
As the rising racial justice movement and societal
divides revealed by the COVID-19 pandemic have made
clear, the current system isn’t working for everyone.
Investors at all levels — from heavily funded VC firms
to individuals with a bank account — can make a positive impact by shifting the flow of capital to companies
with leaders and workers who are Black, Indigenous,
or People of Color and aligning their money with companies that incorporate diversity goals and anti-racism
measures in their policies and practices.
Investing for social justice and environmental sustainability is one main reason Kristin Hull founded Nia
Impact Capital, a Certified B Corporation in Oakland,
California. Hull says she has long seen the value of
business for good and profiting from purpose — finding effective business solutions for the environment
as well as people — and first saw these benefits while
growing up in a family business with worker-friendly
practices.

their money toward justice” and support businesses
that are creating an economy that works for all people.

Where can investors and individuals
start to make a positive impact by
applying a racial equity lens to their
money?
This is not a linear path. There are many opportunities to evaluate what you own and where you bank
with a racial equity lens. In terms of where you bank
and which banks you work with at your business, is
this bank making loans to local people and do they
have specific programs focusing on financial literacy

“People who feel they are working with purpose are
more productive,” she says. “They’re more aligned
with the goals of the company and more likely to be
loyal.”
The same is increasingly true for investors, who are
looking to align their money with companies and
funds that reflect their values. As calls for racial justice
rose across the United States and around the world,
Hull addressed the connections between investing
and race and how investors can shift their dollars to
businesses that are taking action against racism. B The
Change recently contacted Hull to learn more about
how individuals, businesses and investors can “move

Kristin Hull of Nia Capital Investments
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or loans to black entrepreneurs? Be sure to ask. Most
of us think of banking as checking, business transactions, retirement funds, yet all of those deposits are
being loaned out for other purposes. Make sure those
loans are aligned with your values.

How can investors encourage
companies to move from anti-racism
statements to anti-racism actions?
It depends on how you want to play. Everybody that
owns a stock has both a right and a responsibility as a
shareholder. At Nia Community Investments, we take
it very seriously and engage with all of our companies. One easy way for investors to encourage change
is with a proxy ballot, the papers that get mailed to
you or delivered online so you can vote on any of the
issues that are up at the company.

Investors also can encourage change at the very
top through votes for the board of directors. Look to
ensure that every company in your portfolio includes
People of Color in leadership. At Nia, we vote “no” for
any board of directors that’s not diverse. Businesses
that are trying to move toward anti-racism need to go
from statements to action, too — with clear, measurable goals and people in positions of leadership empowered and bought in to make measurable change.

With such a large focus on racial
justice worldwide, do you see true
momentum now among investors to
align their money with their values?
We absolutely do. In corporate America culture, we’re
typically separated from our investments. It’s not like
we learn much in high school or college about investing, and a lot of the language can be mysterious.
Once we connect the dots and let people know their
investments are having an effect on the world, people
light up and want their money to be in alignment with
their values. We’re creating the economy we want with
our investments. We can create the future that we want
by investing in companies that are sustainable and
inclusive. And, in reverse, business leaders can decide
which investment plans, banks, and other financial
institutions they work with to create a full-circle relationship of positive impact.

How can an Investment Policy
Statement (IPS) serve as a structure
for racial equity investing?
Everybody — from a personal investor to a company to
an endowment — could and should have an IPS that
really talks about goals and objectives. This can be
communicated to a financial adviser and manager,
and you can incorporate whether you want to invest
with advisers or managers of color.

(Photo by Brett Sayles from Pexels)

Women and People of Color combined now make up
1.3% of financial managers. Choosing to invest with
women or People of Color will help move our society
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and economy forward. We need to see that percentage
climb above 50% to reflect reality.

How can individuals “move their
money toward justice”?
On the banking side, CNote provides a fabulous product. The B Corp has a wonderful technological ability
where they can direct money to entrepreneurs who are
women or People of Color. At Nia, we are developing
a mutual fund so that people can start investing at
$1,000 to make impact investing more accessible.

It’s also important to focus on policies and procedures
and, over time, hold businesses accountable so that
their actions match their words. By choosing to invest
in companies that embrace diversity goals, as well as
inclusive policies and practices, investors can align
their dollars with their values while supporting companies that are likely to outperform their competition.
The most important thing is raising your voice, whether it’s to your bank or your financial adviser. That is
how our industry changes — through investor demand.

(Photo by Matteo Paganelli on Unsplash)
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ADDITIONAL
ANTI-RACISM RESOURCES
It is not enough to be quietly non-racist — we have a
responsibility to become vocal, visible anti-racist leaders in
our businesses and communities. The team at B Lab U.S. &
Canada has compiled ways to step up in your organization
and as an individual. We encourage you to view our
anti-racism resource center for curated resources.

B The Change is a publication built as a collaboration of B Lab, the community of
Certified B Corps, and the movement of people using business as a force for good.
Read the stories at bthechange.com.

B Lab is transforming the global economy to benefit all people, communities, and the planet. A leader in
economic systems change, our global network creates standards, policies, and tools for business, and we
certify companies—known as B Corps—who are leading the way. To date, our community includes over 3,500
B Corps in 70 countries and 150 industries, and over 100,000 companies manage their impact with the B Impact
Assessment and SDG Action Manager. Learn more about the U.S. & Canada network at bcorporation.net

34

