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Ways to Support the Indigenous Community 

• https://www.globalcitizen.org/en/content/indigenous-peoples-day-
native-americans-action/

• https://www.thecut.com/article/how-to-support-native-american-
indigenous-communities.html

• https://ndncollective.org/donate/

https://www.globalcitizen.org/en/content/indigenous-peoples-day-
native-americans-action/ 

https://www.thecut.com/article/how-to-support-native-american-
indigenous-communities.html 

https://ndncollective.org/donate/

WAYS TO SUPPORT THE INDIGENOUS COMMUNITY

https://www.globalcitizen.org/en/content/indigenous-peoples-day-native-americans-action/
https://www.thecut.com/article/how-to-support-native-american-indigenous-communities.html
https://ndncollective.org/donate/


Me: 

• The founding Chief Anti-Racism and Equity Officer at 
Good Shepherd Services of NYC

• Anti-racism and Equity Consultant and Facilitator 
• Launched an Anti-Racism and Equity Institute in spring 

2021 that worked with 25 nonprofit leaders from the 
social services sector. It included leaders from The 
Jewish Board, Children’s Aid, SCO, University 
Settlement, FREE and more organizations. 

• Facilitator for 20+ years  

Recent Facilitation Clients (past two years): 
• NYU McSilver Institute for Poverty, Policy and Research, 

Henry Street Settlement, Matriculate, Sanctuary for 
Families,  NYC Department of Youth and Community
Development, Posse Foundation, Association for 
Neighborhood and Housing Development, Comp Sci 
HS

My lineage and this work: 

Ancestral lineage 
My teachers and mentors
Civil rights leaders, scholars, activists
Uplifting: bell hooks, Audre Lorde, Paolo Freire

My personal mission: 
To leave a legacy of transformative 

Cornel West: “Justice is what love looks like in 
public.” 



“Courage is a heart word. The root of the word courage is cor- the Latin 
word for heart. In one of its earliest forms, the word courage meant ‘To 
speak one’s mind by telling all one’s heart.’ Over time, this definition 
has changed, and today, we typically associate courage with heroic and 
brave deeds. But in my opinion, this definition fails to recognize the 
inner strength and level of commitment required for us to actually 
speak honestly and openly about who we are and about our 
experiences – good and bad. Speaking from our hearts is what I think 
of as ‘ordinary courage.’”

Brene Brown 



Agenda 

Courageous Conversation Agreements
Emotional Intelligence
Cultural Humility  
Socialization
Identity, Power and Positionality 
Intrapersonal Roots and Triggers
Intervention Strategies 
Questions



Be present mentally, physically and emotionally for the entire meeting or 
conversation. Stay focused on group conversations and silence electronics.   
Confidentiality. What’s said here stays here. What’s learned here leaves 
here.
Demonstrate curiosity.
Inner Work. Engage in ongoing critical self-reflection for personal growth 
and to drive authentic interactions.  
Own your personal privilege. We all have degrees of privilege. Understand 
how you can leverage your privilege on behalf of others as well as how you 
can benefit from the privilege of others.  







The key difference between good leaders and
legacy leaders is not only about results; it’s about
their people competencies. Legacy leaders are the
orchestra conductors. They get the right people in
the right chairs. They make it happen by bringing

it all together. 
 

Bob Eichinger  
Former Vice-Chairman, Korn Ferry Institute | Co-Founder of Lominger, Inc
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What Is Emotional Intelligence?

Social 
Awareness

Self 
Managemen

t

Self 
Awareness

Social Skills

Drawing on four fundamental capabilities to manage ourselves 
and our relationships effectively 

Source: Dan Goleman



What Is Emotional Intelligence?

Source: Emotional Intelligence 101
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The Amygdala Hijack 
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Emotional Intelligence

Social 
Awareness

Self 
Managemen

t

Self 
Awareness

Social Skills

Fill out the emotional intelligence handout



Social Awareness

“Empathy is the capacity to take emotional signals and make them meaningful in a relationship” 

Abraham Zaleznik



Emotional Intelligence: Turn and Talk 

Social 
Awareness

Self 
Managemen

t

Self 
Awareness

Social Skills

Questions: 
1. What emotional intelligence skills do you excel in? 
2. What are ways you demonstrate those skills? 
3. What emotional intelligence skills do you need to develop? 
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Emotional Intelligence: Scenario 

Social 
Awareness

Self 
Managemen

t

Self 
Awareness

Social Skills

Imagine an executive who is thought to be low on empathy 
by her colleagues. Part of that deficit shows itself as an 
inability to listen; she interrupts people and doesn’t pay 

close attention to what they’re saying. 

How do you solve this problem? 

Source: Emotional Intelligence 101



Emotional Intelligence

Social 
Awareness

Self 
Managemen

t

Self 
Awareness

Social Skills

Can you develop emotional intelligence 
over time? 



Cultural humility is a process of self-reflection and discovery to understand yourself and then 
others to build honest and trustworthy relationships. 

It is a lifelong process of self-critique where you start with learning about your own beliefs 
and cultural identities, and then you engage in learning about others. 

This critical consciousness is more than just self-awareness but requires you to step back to 
understand your own assumptions, biases and values. The more you are exposed to cultures 

different from your own, the more you realize how much you don’t know about others. 

Cultural humility requires flexibility and limits projection of stereotypes onto other groups. 
Whereas, cultural competence focuses on learning about other people’s identities and beliefs.

Emotional Intelligence with a Cultural Humility Lens
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Values activity



• Take 2 minutes to select your top 5 personal values
• Take 1 more minute to narrow that down to your top 3 values 
• Take 1 minute to select your top 3 workplace values 
• Take 1 minute to select your top 2 values for navigating conflict
• Take 1 minute to select your top 3 social and racial justice values
• Take 1 minute to write down what you your agency values
• Take 1 minute to write down Comp Sci equity values

Please write down your answers for each and keep them on separate lists





My Values, 
Micro (Personal)

Your Values, 
Micro (Personal) 

Societal Values,
Macro

Organizational Values, 
Macro

What do we share? 
+ Equity 

Values and 
Lens 

Are our values in 
alignment? 

Do our values conflict with equity values? 
When we add that lens what might be in 

conflict? 





Intrapersonal Roots

Source: Kathy Obear

1. Current life dynamics and issues 
2. Cumulative impact of recent experiences 
3. Unresolved unfinished business and old wounds 
4. Fear 
5. Unmet needs/what I value 
6. Ego-driven desires 
7. Biases, assumptions, expectations, shoulds and 

judgements 



Intrapersonal Roots That Feed Someone 
Getting Heated Up (Triggered)
• Current life dynamics and issues 

• Prompt: what are some of the current life issues and dynamics that may contribute to my susceptibility to feeling triggered? 

• Cumulative impact of recent experiences
• Prompt: (If experiencing this) How does this feel familiar? When did I last experience it? 

• Unresolved unfinished business and old wounds 
• Prompt: How, if at all, does this situation remind me of old, unresolved traumas or wounds? 

• Fear 
• Competency
• Control 
• Belonging and connection
• Safety and security
• Effectiveness 
• Worthiness 
• Prompt: What am I afraid of losing? 

• Unmet needs/what I value
• Prompt: What do I value that is not being honored right now? What might be my unmet need?                              

• Ego-driven desires
• Focused on what we want, and not the needs of others; often result in win-lose, power over
• Prompt: Am I overemphasizing how I will feel over the impact this has on others? 

• Biases, assumptions, expectations, should and judgements 
• Prompt: What shoulds and woulds am I placing on others, on myself? 
• Prompt: What assumptions, biases and judgements might affect my assessment?

Source: Kathy Obear



Triggers & the Triggering Event Cycle

Source: Kathy Obear



Triggers & the Triggering Event Cycle

Source: Kathy Obear



Triggers & Intrapersonal Roots: Self-Awareness 

Compass Conflict 

Flight fight fawn freeze 

What do you do when you are at work and someone says something racially insensitive.

What do you do at work when your supervisor reprimands you in front of others. 

What do you do when you are at work and you get an irate email from a supervisor and others on the email. 

What do you do when you get an irate email from a supervisee.  

What do you do when you get into a conflict/dispute with your supervisor. 

Not a trigger for me 



Triggers & Intrapersonal Roots: Self-Awareness 

Compass Conflict 

Flight fight fawn freeze 

What do you do when you are at work and someone says something racially insensitive.

What do you do at work when your supervisor reprimands you in front of others. 

What do you do when you are at work and you get an irate email from a supervisor and others on the email. 

What do you do when you get an irate email from a supervisee.  

What do you do when you get into a conflict/dispute with your supervisor. 

Not a trigger for me 



Use the following scale to assess on your current 
skills and abilities during Difficult 
Situations:5=Almost always 4=Most of the time 
3=Much of the time 2= Sometimes 1= Rarely
• I am aware of the how people/I may experience and interpret body language and nonverbal 

behaviors differently based upon their cultural perspective, and their experiences in their 
multiple privileged and marginalized groups._____21.I am able to “relate in” and“see myself in 
others” to find compassion and connection, rather than judging them or distancing from 
them._____22.I pay attention to the socialgroup identities of othersand notice patterns 
ofparticipation, including who’s talking, who is quiet, who interrupts, who gets interrupted, who 
assumes leadership, who’s ideas “plop,” etc._____23.I am aware of my biases, assumptions, and 
stereotypes for various privileged andmarginalizedgroups._____24.I continually interrupt, 
reframe, and unlearn my biases,stereotypes and assumptions about privileged and marginalized 
groups._____25.I understand how my various privileged and marginalized group identities impact 
how I am often perceived and experienced by others._____26.I understand how my various 
privileged and marginalized group identitiesimpact how Ioften make meaning of situations, and 
then how I react/respond. _____27.I continuously self-reflect to examine my behaviors, 
assumptions, feelings, and attitudesand their impact on others across social group 
memberships._____28.I continually seek and utilize feedback about my behaviors and attitudes 
frommembers of privileged and marginalized groups; and utilize their input to improvemy
practice._____29.I am 

Source: Kathy Obear



Intervention Strategies 

1) Develop self-awareness of triggers and positionality
• Where and how do I have power? How might I be perceived? What are my triggers? 

2) Do your healing work to ease the tension of the triggers
• Strategy: Breathe slowly and calm down the nervous system, move away from 

reacting to the trigger to observing the trigger and being curious with self 
4) Engage in coaching training around navigating difficult  
conversations/scenarios 

• Find a partner at work who you trust who has this skill and ask them to nudge you 
when you are reacting to a trigger

5) Develop stronger relationships (social skills)
6) Develop your awareness of others (social awareness) 



Supporting Healthy Self-Awareness and Social 
Skills: Compassion Building Exercise 

• Calm the nervous system down 
• Move to a space of curiosity 
1) Name the trigger and the impact it had on you.
2) Ask yourself, when did I do ((name the trigger)) this to someone else? 
Reflect and be honest. 
3) What was happening with me when I did that? What did I need? How did I 
want to be held accountable? How would I have received feedback that still 
would have made me feel validated and seen? 
4) Now you can think about how you want to handle with that someone else. 







  

Emotional Intelligence 
5 Core Components 

By Dan Goleman 
 

 
 

Emotional Intelligence Skills How do I rank myself? 
1 – not my strength 
2 – somewhat good at this 
3 – good at this 
4 – excel at this 

Self-awareness  
Emotional self-awareness: the ability to read and understand your 
emotions as well as recognize their impact on work performance, 
relationships and the like.  
 
Hallmarks: 

• Accurate self-assessment: a realistic evaluation of your 
strengths and limitations, drives, values, goals and their impact 
on others  

 
• Self-confidence: a strong and positive sense of self-worth  

 
• Self-deprecating sense of humor  

 
• Thirst for constructive feedback  

 
Example:  
A manager knows tight deadlines bring out the worst in themselves, 
so they plan ahead of time to meet the deadline. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Self-management  
Self-control: the ability to keep disruptive emotions and impulses 
under control  
 
Hallmarks:  

• Trustworthiness: a consistent display of honesty and integrity  
 

• Conscientiousness: the ability to manage yourself and your 
responsibilities  

 
• Adaptability: skill at adjusting to changing situations and 

overcoming obstacles  
 
Example:  
When a team flops a presentation, a leader resists the urge to scream 
and reprimand everyone. Instead they consider possible reasons for 

 
 
 
 
 
 
 
 
 
 
 
 



  

failure, explains the consequences and explores solutions with the 
team on how to improve. 

Social awareness (expanded beyond empathy)  
Empathy: skill at sense other people’s emotions, understanding their 
perspective, and taking an active interest in their concerns, especially 
when making decisions  
 
Organizational awareness: the ability to read the currents of 
organizational life, build decision networks, and navigate politics  
 
 
Hallmarks:  

• Ability to attract and retain talent  
 

• Ability to develop others 
 

• Sensitivity to cross-cultural differences  
 

• Ability to navigate organizational politics  
 

• Service orientation: the ability to recognize and meet 
customers’ needs 

  

 
 
 
 
 
 
 
 
 
 
 
___________________ 
 
 
 
 
 
 
 
 

Social skills  
Managing relationships to move people to desired directions.  
 
Hallmarks:  

• Extensive networking/building bonds: proficient at cultivating 
and maintaining a web of relationships  
 

• Influence: the ability to wield a range of persuasive tactics  
 
 

• Expertise in building and leading teams (teamwork and 
collaboration)  

 
• Effectiveness in leading change (change catalyst)  

 
• Conflict management: the ability to de-escalate disagreements 

and orchestrate resolutions 
 

• Communication: skill at listening and at sending clear, 
convincing, and well-tuned messages  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



  

Example:  
A manager wants his company to adopt a better internet strategy. He 
finds kindred spirits and assembles a de facto team to create a 
prototype website. He persuades allies in other divisions to fund the 
company’s participation in a relevant convention. His company forms 
an internet division – and puts him in charge of it. 

Motivation  
Being driven to achieve for the sake of achievement 
 
 
 
Hallmarks:  

• A passion for the work itself and for new challenges  
 

• Unflagging energy to improve (takes initiative)  
 

• Optimism in the face of failure  
 

• Has a strong achievement orientation: the drive to meet an 
internal standard of excellence  
 

Example:  
COVID impacts participation rates. Instead of blaming external 
circumstances, the manager focuses on what to learn from the 
experience – and develops a new way of doing the work and 
increasing participation.  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



  

 
Power Over Binaries in a US Context  

 
 
 
 
White     Landowner   Able-Bodied       College Educated 
POC (Person of Color) Renter  Disabled             MS Education or less 
Black/Native   Housing Displaced 
 
 
 
 
Light-Skin Man    Cisgender  Medically insured  Citizen  
Dark-Skin  Woman  Transgender  Uninsured   Undocumented  

 
 
 
 
 
No involvement in justice system   Driver’s license  Supervisor 
Formerly or currently incarcerated  No driver’s license  Non-Supervisor  
  
 
 
 
 
Native English Speaker    Christian          Upper/upper middle class  
Non-Native English Speaker   Non-Christian Working class  
      Muslim    Poor 
 
 
 
Employed   heterosexual    heteronormative   
Unemployed   Lesbian, gay, bisexual  gender non-conformative  
 
 
 
What other important power binaries exist within the US power construct? Where would 
you place yourself in those binary constructs?  
 
   

  
 


